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Abstract

Literature about the effects of COVID 19 and remote work has brought to light some of the
aspects influencing how employees view themselves and how they fit into their organisations.
One such phenomenon faced by organisations are the great resignation. Employees are taking
charge of their career and in doing so seek organisations that can provide to their psychological,
economical, and physical needs. The purpose of the proposed study is to examine the influence
of role identification and team cohesion with the moderating effects of organisational support
and employee wellbeing on staff turnover. The study made use of a quantitative research

approach and empirically examined the hypothesis through data analysis.

Data was gathered by means of a questionnaire measuring staff turnover intention, role identity,
team cohesion, organisational support and employee wellbeing. The study sample consist of
203 employees from a Financial Services Organisation. This organisation focusses on long-
and short-term insurance solutions to various customer segments. Once the data was collected,

the hypothesis was tested through Structural Equitation Modelling.

The results of the research attempted to determine whether a statistically significant
relationship exist between role identification and team cohesion with organisational support as
moderator on the relationship between employee wellbeing on staff turnover. However, only
partial support was found for the proposed hypothesis. The relationship between role identity
and staff turnover was statistically significant, but in the opposite direction in that it was found
to be positive instead of negative. A positive relationship between team cohesion and staff
turnover was observed which is in contradiction with a priori theorising. The relationship
between perceived organisational support and employee wellbeing is in alignment with the
literature and therefore the null hypothesis was rejected to support the alternative hypothesis.
POS and staff turnover intention was found to be statistically significant in that the higher the
level perceived organismal support the less the individual will be inclined to resign. In terms
of the moderating effect of POS between role identity and staff turnover intentions was detected
to be non-significant. Lastly, the effect of employee wellbeing on the relationship between team

cohesion and staff turnover was also found to be non-significant

Key words: COVID 19, Role identification, Team Cohesion, Organisational Support,

Employee wellbeing, Staff Turnover
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CHAPTER ONE: INTRODUCTION

1.1 Background

Organisations cannot function effectively without their employees, as staff members constitute
one of the critical production factors. However, organisations’ external environment has
become more tumultuous and unpredictable, impacting the working corps. In recent years,
employees have experienced various personal and professional challenges. These included
career shock, emotional, financial, and mental impediments sparked by the COVID-19
pandemic and compounded by the changing world of work in the aftermath of the pandemic
(Bao, Huang & Liu-Lastras, 2023; Banerjee, Cavoli & Zamanzadeh, 2023; Crespo, Fonseca,
Lanz, Li, Lep, Relvas, Serido, Sorgente, Vosylis, Zhang & Zupancic. 2023; Yilmaz, 2020).
Some of these changes include working from home, virtual teamwork, stress, and

unemployment (Juchnowicz & Kinowska, 2021).

The disadvantaged segment of the population was at a higher risk of losing their jobs due to
COVID-19 and experienced a more significant decrease in income (Antipova, 2021;
Chatterjee, Kulshreshtha, Muktineni & Raju, 2022). The pandemic is likely to have a lasting
impact on organisations and their employees (Akkermans, Kraimer & Richardson, 2020).
According to Stats SA (2020), 62% of businesses indicated that the pandemic would have a
noticeably adverse impact on their organisations. However, companies have since embarked
on recovery strategies centred around the emergence from economic recessions (Adekola,
Nogueira & Rodrigues, 2024; Becker, Hertel, Muller & Reiners, 2023). Businesses have
adopted measures such as remote and flexible working conditions by harnessing the power of
technology. As a result, these organisations are now seemingly back on track (Haynes, Lee,
Marshall & Wiatt, 2024; Igbal & Sajid, 2024).

Moreover, during the pandemic, Stats SA (2020) reported that as a measure to cope with the
impact of COVID-19 on the workforce, 35.1 % of businesses predicted that they would reduce
working hours, while 25.8 % anticipated that they would lay off staff. These changes posed
direct and indirect threats to employee health and well-being. One of the most critical indicators
of adverse working conditions is the so-called “great resignation,” where large pockets of
employees are voluntarily ending their employment, reassessing their work values and
priorities even in the absence of viable alternative options (Artar & Balcioglu, 2023; Varavallo

et al., 2023). During and after the pandemic, employees felt empowered to seek alternative



employment with better opportunities (Faircloth, Teckle, Tesform, Tessema & Tesfagiorgis
2022).

Voluntary staff turnover remains a big problem for organisations, and the phenomenon has
been accelerated by recent large-scale macroeconomic factors such as COVID-19, high
inflation, increase in interest rates and slow economic growth. When an organisation’s staff
turnover increases rapidly, it negatively affects the company’s service delivery and the
attainment of its strategic objectives. Staff turnover is a disruptive process for businesses as
there are costs involved for the attainment of new hires and the training and development of
new staff (Cicek et al., 2021). According to Al-Suraihi et al. (2021), the cost of substituting an
employee (including separation, replacement, and training costs is estimated to be between 1.5

and 2.5 times the employee’s annual salary.

Staff turnover has various reasons, including retrenchment, dismissal, retirement, mortality,
and resignation. This study will focus on staff turnover intention since it is the best indicator
of voluntary turnover. Some of the most prominent reasons for staff turnover are job-related
stress, absence of job security and personal unhappiness (Ismail & Warrak, 2019). According
to a recent study by Al-Suraihi, Al-Suraihi, Ibrahim & Samikon (2021), voluntary staff

turnover remains one of the most critical factors impacting organisations today.

Large-scale changes in the global business environment have created the opportunity for
employees to re-evaluate whether their goals and values are aligned with those of the
organisation (Artar & Balcioglu, 2023; Yilmaz, 2020). Cao and Hamori (2021) specified that
the pandemic elicited a deliberate thought progression about employees’ career aspirations.
Given the high cost of voluntary turnover, human resource practitioners are motivated to
understand the complex nature of pull and push factors that drive organisational commitment
and turnover. Despite the omnipresent stressors in the work context, possible mitigating factors

can reduce turnover intention and even strengthen organisational commitment.

Job satisfaction has been proven to be a critical factor in establishing and maintaining
employees” commitment and loyalty to the organisation (Ansong & Darko-Adjei, 2021). The
complication with the pull factors lies in the fact that they do not have the same impact on all
employees. The individual personality, career stage, personal circumstances, and aspirations
probably moderate the potency of these commitment factors. However, there remain some
basic workplace conditions that have strong appeal for most workers. According to Ansong
and Darko-Adjei (2021), some of the adverse conditions and their impact on voluntary turnover



can be mitigated by fair and adequate opportunities for growth and promotion, work-life
balance, and pursuing professional goals that are personally meaningful for individuals
(Jayathilaka & Kanchana, 2023). In the South African context, Coetzee and Coetzee (2022)
found that factors such as salary, job features, opportunities for learning and progression, career
advancement, and equilibrium between work and personal life are crucial in reducing staff
turnover intention. Meeting employees’ psychological needs and achieving psychological
fulfilment could decrease their inclination to resign from their jobs (Jia-Jun & Hua-Ming, 2022;
Maloba & Pillay-Naidoo, 2023).

The next section will briefly review the most prevalent antecedents of voluntary turnover in

the form of turnover intentions.

1.2 Drivers of staff turnover intention

Most people view their roles in organisations as important sources of professional identity.
Role identity also determines how the individual identifies with their role and position in the
organisation, mainly because this is based on their own beliefs, values, and goals. Ultimately,
how individuals identify with and view their roles will determine how they execute the
functions of that role.

Individual identity assists employees in fulfilling their role requirements by being mindful of
themselves, their skills, and their abilities and how these elements will assist them in delivering
on the demands of the role (Boukis, Buhalis, Koritos & Papastathopoulos, 2023). Barika et al.
(2020) argue that positive role identity may lead to the employee achieving self-efficacy in an
organisation. High self-efficacy, in turn, is related to a higher degree of goal attainment and

performance.

Role identity leads to higher emotional investment in the position, which in turn leads to greater
alignment with the goals of the organisation (Kmieciack, 2021). Employees are individually
and jointly responsible for ensuring that the team’s objectives are achieved. When there is
respect, trust, and support among members of the team, it could increase their eagerness and
initiate solidarity to overcome challenges (Khalid et al., 2021). This camaraderie extends to the
organisational culture and stimulates positive feelings and self-esteem, which results in each

employee having more strength to cope with challenges (Kmieciack, 2021).

Organisational support is specifically important because it directly impacts individual, group,
and organisational perceptions of collective culture. Social exchange theory (SET) suggests
that organisational support is a powerful mechanism in the workplace, as employees feel
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responsible for reciprocating the support that they receive. Frequently, reciprocation can be
observed as higher performance, organisational commitment, and organisational citizenship

behaviour, to name but a few (Kao, 2019).

Moreover, organisational support does not cease at the onboarding and induction or probation
stage but should instead be regarded as a continuous process throughout the employee’s
lifecycle (Hassan et al., 2021). Employees will feel valued by the organisation and thus aim to
surpass expectations to ensure exemplary performance. Organisational support assists with
integrating employees and helps them understand their role within the organisation. Perceived
organisational support (POS) explains the degree to which the employee feels the organisation
cares about their well-being (Mascarenhas et al., 2022). Jovanovic and Lugonjic (2022)
articulate that employees who have a greater sense of POS also experience a higher sense of
well-being.

In this context, well-being is not the goal but rather the culmination of various organisational
processes that interact with the personal attributes of the individual employees in the
organisation. In this way, well-being can be regarded as a multifaceted outcome variable with
a complex nomological network of personal and contextual antecedents (Senthil, 2021).

Jain and Rajashekar (2023) highlight that one advantage of taking an integrated approach to
staff well-being is enhanced employee engagement. The foregoing section suggests that well-
being is an important end-state variable but may also be an essential moderator between job

stressors and turnover intentions.

1.3 Significance of the study

The study's significance is focused on addressing the current challenges faced by organisations
that are struggling to attract and retain the most talented employees. The research aims to
highlight the most critical predictors of voluntary turnover. team cohesion, role identification,
and POS. These variables have been examined before but have not been looked at in a single
model to predict voluntary turnover. Therefore, the study aims to build an integrative model to

predict voluntary turnover from the perspective of role identity and team cohesion.

Additionally, the moderating role of organisational support can explain the important buffering
effect on turnover intentions. Practitioners can use the proposed model to understand voluntary

turnover from a multilevel perspective, including individual, group, and organisational levels.



1.4 Problem statement

Organisations are facing unprecedented challenges in the post-COVID work context. Many
employees voluntarily left salaried employment to pursue self-employment or further studies
due to the renewed focus on self-development. While the job market is constrained, top-
performing employees are looking for meaning in their careers and job identity is an essential
proxy of this. Organisations are transforming into a more digitally focussed approach. This
change might have caused employees to feel unclear about their positions and how they align
with the organisation’s goals. The disruption of the status quo through changes in processes,
team dynamics, and the methods by which organisations support their employees affects how
employee perceives their individual, team and organisational identity. Role identity is a social
construct that is grounded in the social identity theory developed by Tajfel and Turner (1979).
In other words, talented employees are attracted to organisations that align with their values

and can promote their career aspirations.

Organisations are dependent on their most talented employees to recover from the COVID
pandemic and rebuild their product and service offerings. Organisations that are not able to
provide reasonably attractive working conditions will not only fail to keep their most talented
employees but will also struggle to attract high-impact employees. Therefore, understanding
the dynamic between organisational support and an employee’s intention to leave is explored
in this research by using the Perceived Organisational Support (POS) theory developed by
Eisenberger, et.al. (1986).

Employees who experience continuous distress will be unable to effectively deliver on the
required standard. Therefore, the researcher explored this construct through the lens of the JD-

R theory which is a psychological concept developed by Demerouti and Bakker (2006).

Considering the above problems the “great resignation” forced organisations to review their
employee value propositions to attract and retain the most talented employees. Theoretically,
variables that may have been overlooked previously seem to be important in the current work
context. Subsequently, this study specifically looked at role identification, POS, well-being and

team cohesion in relation to voluntary staff turnover.

1.5 Research questions
The study seeks to answer the question of whether role identification and team cohesion

influence voluntary turnover. It also investigates whether organisational support and employee



well-being can mitigate the adverse impact of turnover intentions. The researcher endeavours

to answer the following specific research questions:
1) Is the relationship between role identity and staff turnover negative?
2) Does a negative relationship between team cohesion and turnover intention exist?
3) Is there a positive relationship between POS and employee wellbeing?
4) Is the relationship between POS and staff turnover intention negative?

5) Does perceive organisational support moderate the relationship between role identity

and staff turnover intentions?

6) Does employee wellbeing moderate the relationship between team cohesion and staff

turnover intention?

1.6 Research objectives

The proposed research’s primary objective is firstly to conceptualise a structural model that
aims to explain voluntary turnover intentions through role identity, team cohesion, well-
being, and organisational support. The secondary objective also aims to test the proposed
relationships between these variables empirically. Lastly, the research aims to test the

moderating role of employee well-being and organisational support in the proposed model.

1.7 Definition of key terms

Staff turnover: Staff turnover can be defined as the proportion of employees that leave an
organisation over a set period. Additionally, this act is a conscious and deliberate desire to
leave the organisation (Arsil & Ramli, 2020).

Role identity: Role identity can be described as the meaning that the individual adds to the role,
which can either be viewed through conventional, which is culturally influenced, or

idiosyncratic lenses, which is distinctively construed (Aguilar, Carter & Flores, 2021).

Team cohesion: Cai (2023) describes team cohesion as the interpersonal connection that exists
between members within a group. The higher the cohesiveness, the more intense the connection

between individuals in the team.

Organisational support: Organisational support is the perception that employees have about the
degree to which organisations appreciate their input and care about their well-being, as well as
the assistance the organisation provides when they are faced with challenging situations (Bai,
Othman & Yan, 2023).



Employee well-being: Employee well-being has been defined as feelings of self-actualisation
and the quality of an employee’s overall experience of the job and the organisation. Well-being
includes dimensions such as life, work and psychological well-being (Nimmi, Phillip &
Zakkariya, 2022).

1.8 Summary of chapter

Chapter 1 discussed the background, significance of the research objectives, and specific
research questions. Additionally, it introduced the main drivers of staff turnover and defined
the dependent variable, staff turnover, moderating variables, employee well-being, and
organisational support, as well as the independent variable’s role in identification and team

cohesion. The above variables will be further discussed in the next chapter.

1.9 Outline of chapters to follow
Chapter 2: This chapter will explore the main drivers of voluntary turnover by conducting an
in-depth literature review. The theoretical basis for specifying the main drivers of voluntary

turnover will be explored and discussed in detail.

Chapter 3: This chapter will outline the research design and methodology. This will include
details on the design, the data collection procedure, population and sample, data analysis, and
instruments to be used. Lastly, this section will address the ethical considerations applicable to

the study.

Chapter 4: Chapter 4 will deal with the analysis of the data. In other words, the substantive
hypotheses will be tested by means of descriptive and inferential data analytical techniques.

Chapter 5: This chapter contains a discussion of the research findings according to the analysis

outcome. It also highlights the study’s limitations and recommendations for future studies.



CHAPTER 2: LITERATURE REVIEW

2.1 Introduction

Today’s organisations are finding themselves in the position of having to reconsider their value
propositions to retain and attract the most talented employees. It is important to understand
how the employment needs of employees have changed over time so that organisations can
address those needs with an employee value proposition that meets the demands of the 21st-
century workforce. One such problem that needs to be remedied is the surge in staff turnover

experienced by organisations.

As discussed in the preceding chapter, attracting, developing, and retaining talented employees
is critical to the longevity and success of any business (Collings, Kass, McGee & Terry, 2022).
The cost involved in hiring employees, including the training needed to upskill recruits, has
proven to be costly for organisations. Talent management is, therefore, critical in retaining and

attracting the most talented employees (Al-Dalahmeh, 2020).

Research suggests that organisations are realising the impact of the loss of talented employees.
Many organisations have focused their attention on the “war for talent”. The war for talent is
explained as the need for highly skilled individuals who will assist the organisation to excel as
a business (Zuniga, 2019). The talent shortage has brought about this talent war, and
organisations are exploring ways of retaining talent to drive and achieve their organisational
goals (Terry et al., 2022; Yee, 2023). Pinnington and Suseno (2017) also looked at the war for
talent occurrence and performed a study within professional service firms to explore strategies
to address HR challenges due to increased pressure to retain talent. The chapter will, therefore,
look at the theoretical components of staff turnover, team cohesion, role identification,

organisational support, and employee well-being.

An extensive amount of literature explored turnover intention as opposed to actual staff
turnover and has concluded that it is, in fact, a strong indicator of actual turnover (Alvarez,
Lazzari & Ruggieri, 2022; Deegahawatura & Lakmali, 2021; Fuchs, 2021; Gan & Voon, 2021;
Shabnaz & Sultana, 2017). Turnover intentions are an important early warning signal for
organisations. A high staft turnover has dire consequences for organisations as it will prevent
them from achieving their operational and strategic goals. Mahoho (2018) stated that turnover

rates are linearly and detrimentally linked to organisational performance.

Gandy, Gold and Harrison (2018) argue that staff turnover is an important metric that can be

used for workforce planning and talent management. The measurement of staff turnover can
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also identify the workforce challenges the organisation faces. Therefore, this study will look at
the intention to quit as a basis for staff turnover. Retaining staff is important for organisations
as it results in growth and stability whilst also reducing additional and unnecessary costs
relating to the replacement of employees (Alvarez et al., 2022; Gan & Voon, 2021). To keep
staff turnover at a minimum, an organisation should mobilise carefully constructed human
resource practices and strategies to mitigate high employee turnover to ensure organisational
sustainability (Deegahawatura & Lakmali, 2021). Brochado, Mohsin and Rodriques (2022)
shared that organisations are incentivised to understand the complex pull and push factors

driving turnover intention because of its disruptive influence and cost to the organisation.

2.2 Staff turnover

Staff turnover, according to Wang and Wang (2020), refers to employees who exit the
organisation resulting in company costs and losses. Employee turnover can also be described
as the rate at which personnel exits an organisation during a specific timeframe (Ali & Anwar,
2021; Deegahawatura & Lakmali, 2021).

According to Arsil and Ramli (2020), voluntary staff turnover occurs when employees are
fundamentally discontent about their working conditions or relationships. It is important to
emphasise that voluntary turnover is the employees’ willingness to leave the organisation
voluntarily (Kmieciak, 2021). Employees do not just decide to quit their jobs randomly but
rather consider specific employment conditions linked to their values. These factors include
role conflict, job pressures, autonomy, training prospects, reward, job satisfaction, and
organisational fit (Cobinnah, Ntarmah, Obeng, Qhuansah & Zhu, 2021; Maloba & Pillay-
Naidoo, 2022). Mahoho’s (2018) research corroborates this, stating that a lack of reward
management, deficiency in career development, inadequate health and safety in the workplace,
and the absence of motivation contribute to employee turnover.

Staff turnover has been determined to be multidimensional and includes factors such as
psychological, demographical, and economic factors (Ogony & Majola, 2018; Shabnaz &
Sultana, 2017).

Psychological: The psychological factors include aspects such as job uncertainty, work
discontentment, stress, and work overload. Job insecurity is another factor that affects how
employees view their jobs and, therefore, has an impact on staff turnover (Mohsin et al., 2022).
When employees feel that their employment is precarious, it impacts their overall job
satisfaction. Job insecurity perceptions increased markedly during and after the COVID-19



pandemic (Angelis, Guglielmi & Mazzetti, 2021). The study by Ali and Anwar (2021) has
shown that employees are less likely to leave an organisation if they have higher levels of job
satisfaction. Even though this research does not focus on job satisfaction, it is important to
examine the aspects of a positive and efficient work setting since job satisfaction results from

having healthy working conditions (Da Silva & Laimer, 2023)

Demographical: Broadly speaking, age may also impact turnover intentions. The study by
Gandy et al. (2018) found that Generation Z had the highest turnover, with females exceeding
the number of males. This could be due to their need for growth and advancement as well as
personal circumstances such as establishing a family and the domestic responsibility that

accompanies this decision.

In addition to the above factors, Cicek et al. (2021) argue that turnover intentions can sprout
from personal or environmental factors. Physical attributes refer to an employee’s ability to
execute tasks, while behavioural aspects refer to the employees’ etiquette with one another,
thus establishing a positive impact on individual behaviour. The quality of the workplace
environment greatly impacts employees’ motivation, enthusiasm, and efficiency (Chupradit,
Haffar, Ku, Nassani & Zhengjing, 2022).

Irrespective of the source of turnover intentions, the impact on organisations is dramatic. Staff
turnover results in low-quality customer service (Mohsin et al., 2022). Organisations need to

understand the factors that could potentially reduce staff turnover to improve retention.

Organisations should aim to reduce staff turnover, particularly by retaining top-performing and
talented employees. According to Igbal, Saina and Xuecheng, (2022), retaining high-
performing employees gives organisations a competitive advantage. Mahoho (2018) reveals
that when poor-performing employees are substituted by high-performers, this leads to
increased organisational performance. However, typically, high-performing employees leave
the organisation because they have options, whereas mediocre or poor-performing employees

tend to stay at the organisation.

The job embeddedness theory (Mitchell, Holtom, Lee, Sablynski & Erez, 2001) provides a
fruitful framework to investigate turnover intentions in the organisational setting (Alvarez et
al., 2022; Mitchell et al., 2021).

This theory comprises the compilation of forces that influence employee retention (Mitchel et
al., 2021). Research indicates that being deeply involved in one’s job can hinder the ability or

willingness to leave a job, as employees may feel trapped even in undesirable work
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environments (Allen & Peltokorpi, 2023). According to DeConinck and DeConinck (2021),
job embeddedness comprises three factors, namely, (a) fit, (b) links, and (c) sacrifices. The core
of the model is the idea of employee fit, in other words, the psychological and competency
congruence with the specific role and organisation.

Fit: The fit dimension can be described as the compatibility with the organisational culture and
how these organisational characteristics and associations fit with other areas of their lives
(Ampofo & Karatepe, 2021; Cleland, Ejebu, Porteous & Skatun, 2020). Aliaga, Shuck, Stone
and Young (2023) state that the more closely an individual’s beliefs, principles, and objectives
align with the organisations and community’s cultures, the greater the chance that the employee

will feel deeply connected on a professional and personal level.

Links: According to Fuchs (2021), links refer to individuals’ formal and informal connections
at work and in their personal capacity. The more numerous and significant connections there
are between the individual and the organisation, the greater the impact and the more the
individual is tied to the organisation (Achmadi, Hendryadi & Oktrivina, 2023).

Sacrifice: Sacrifice relates to the things individuals stand to lose if they leave (DeConinck &
DeConinck, 2021; Fuchs, 2021; Akram, Shah, Rasool & Yadav, 2020). According to Ampofo
and Karatepe (2021), the sacrifices employees make in the workplace are likely to counteract
turnover intentions. This is also referred to as sunk cost. Employees who have invested a lot of

time and energy in a role may experience a sense of loss when they leave the organisation.

According to Arendt and Grabowaki (2022), one of the key psychological drivers of voluntary
turnover is person-organisation fit. Therefore, if the individual is not the correct fit for the
organisation, it may lead to an inability to identify with the role in the organisation. The theory
provides a mechanism for understanding how being embedded in the organisation reduces the
chances of voluntary resignation. The next section will look specifically at role identification
and how understanding the components and responsibilities of the job relates to turnover

intentions.

2.3 Role identification

A role can be defined as an expectation the organisation has of the employee. Depending on
the situation and key deliverables, the employee understands how to structure actions to
achieve the goals and objectives (Wang, 2022). The expectation is encapsulated in the job
description, which an incumbent uses to determine whether they have the skills and

qualifications to be successful in the role. A job description also describes the relationship
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between positions in a hierarchy and task elements (Astanti & Switasarra, 2021). A clearly
defined job description will help shape the employee's expectations of the types of tasks to
perform to be successful in the role. Moreover, professional identity can be defined as a
collection of attitudes, perceptions, and convictions regarding individuals’ roles in the

workplace (Jerez-Jerez & Melewar, 2020).

Cilliers (2017) states that role identity consists of various domains, with the task being the
fundamental element of a role. Boundaries refer to tasks and organisational structure. Authority
implies permission received to give people orders and impose penalties. Professional identity
refers to how someone sees themselves and their experiences within a specific profession,
influencing how they understand and behave in their job, leaving the individual feeling part of
a professional community and consequently identifying with the duties and responsibilities that

come with the job (Akerhans, Huynh, Kaiser & Schultz, 2024).

Joshi and Fast (n.d) also argue that role identification transpires logically when the roles are
clear and well-defined, taking care to avoid role ambiguity and conflict. Pretorius and
Padmanabhanunni (2022) believe that increased role conflict and ambiguity correlate with
decreased job satisfaction, an enlarged risk of erosion from the organisation, and psychological
distress. The lack of role clarity generates stress among employees, and this leads to a lack of
creativity (Kundu, Kumar & Lata, 2021). Therefore, organisations must clearly describe the
role and what is regarded as an acceptable level of performance for the individual to identify
with the role and apply the necessary skills to deliver at an optimal level. This may encourage
the employee to meet their role’s expectations and reduce distortion, potentially influencing or

minimising the need to leave the organisation.

Joshi and Fast (n.d) extend this perception by stating that role identification is a process
whereby individuals incorporate aspects of the role into their self-concept. This results in the
individual changing their perception of themselves in relation to the role and fulfilling the role’s
expectations. Put simply, when people recognise the role, they occupy and comprehend how
to perform it effectively, they adjust their behaviour to meet the role’s objectives and

responsibilities.

Barkhuizen and De Bruine (2021) describe work identity as an individual’s work-related self-
characterisation in a particular work role. This is shaped by past experiences, the organisation,
work contexts and the environment. According to Chong and Quek (2022), professional

identity is a process by which individuals develop coherent narratives of themselves with roots
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in their broader life story that have been adopted and accepted as part of themselves. Individuals
occupy a role based on their preconceived idea of what is required to succeed. These ideas and
descriptions of the work role are guided by past occurrences and by employees identifying with
the organisation’s values and culture (Pretorius & Padmanabhanunni, 2022). When an
individual’s personal characteristics are not consistent with the occupational environment, their

work efficiency is dramatically reduced (Barkhuizen & De Bruine, 2021; Ma et al., 2021).

Literature suggests that work identity has three dimensions: work centrality, person-
organisation fit and value congruence (Barkhuizen & De Bruine, 2021).

Work centrality: This is the degree to which individuals deem their work to play an important
role in their lives, with work forming one of the focal points of their lives (Tarabashkina &
Volery, 2019). Furthermore, Tarabashkina and Volery (2019), further believe that employees

with more prominent work centrality have a stronger identification with their work.

Value congruence: Value congruence relates to the similarity between the individual's values
and personality and those of the organisation's culture, work requirements and climate
(Anggraeni, 2018).

Person-organisational fit: Person-organisational fit refers to the congruence that exists between
a person and the organisation. There should be a personal fit between the employee and the
role. Siwela and Van der Bank (2021) describe job fit as the congruence between an individual’s
abilities, knowledge, and capabilities and the job requirements. Liu, Mo and Tang (2017) claim
that when employees share values and qualities similar to those of the organisation, they are
more likely to form strong ties with the company. A shared identity exists between the person
and the organisation. When the employees’ skills, abilities, objectives, and values correspond
to those of the employer, the level of work commitment is increased (Cheah, Chuah, Memon,
Nordin, Salleh & Ting, 2018). One can, therefore, anticipate that the fit between the individual

and the role impacts staff turnover.

A strong job identity suggests that employees have an emotive attachment to their work rather
than a reward-based interest (Ahmadinia, Ahmady & Khakbazan, 2022). In other words, they
do not just perform their duties because they will be measured on the deliverables but because
they are passionate about their chosen roles. Barika et al. (2020) explain that role identity is the
interdependent anticipation of an individual’s actions, and they explain that role identity is the
interdependent anticipation of an individual’s actions. However, Caza et al. (2020) describe

identities as individuals’ idiosyncratic understanding of who they are, which derives from their
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socio-demographic characteristics, roles, personal qualities, and group association. A clear
sense of professional identity establishes pride and enjoyment among members of a group and
increases their involvement in reaching the goals of the organisation or department
(Babamohamadi, Gilvari, & Paknazar, 2022).

Role identification can also be viewed through the lens of the job characteristics theory
(Oldham & Hackman, 1975). This theory comprises five factors that influence employees'
intrinsic work motivation through the achievement of critical psychological states (Raihan,
2020). These five factors are:

Skill variety: Lu, Farid, Raza, Tian and Zhang (2023) explain that skill variety is the degree to
which the work tasks demand a variety of different skills. This results in employee engagement,
motivation, and job involvement. It is generally accepted that engaged and motivated
employees tend to perform better, reducing turnover intention.

Task identity: Task identity refers to the extent to which the job requires fulfilling an entire
measurable piece of work (Christensen & Knardahl, 2022). The work design aims to clarify
job specifications and the extent to which they must be completed; an important element in
establishing motivation among employees (Do & Tang, 2019).

Task significance: Task significance can be defined as the belief that one’s job is important and
positively affects others (Dietl & Kombeiz, 2020). It generates a sense of meaningfulness at

work, reducing absenteeism and turnover (Allan, Collisson & Duffy, 2018).

Autonomy: Cheche and Siruri (2021) describe task autonomy as the degree to which an

individual has discretion to carry out his work freely.

Feedback: The feedback aspect of the job characteristics theory refers to the ability of work
activities to provide clear and direct feedback to the employee concerning performance
(Cheche & Siruri, 2021). Feedback will increase employee motivation, reduce absenteeism and
make employees less likely to quit their jobs (Do & Tang, 2019).

Organisations typically employ a variety of individuals to work within the company. Because
employees vary, they are driven by various factors like autonomy in their job, involvement in
meaningful projects, and recognition and feedback. Hence, by using the job characteristics
theory, leaders can consider these factors when designing positions to help employees find
purpose in their roles. Employees who find value and purpose tend to be happier in their roles,

which reduces the chances of employees voluntarily quitting their jobs.
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Role identity theory, according to Barika (2020), stipulates that the interaction between
individuals and their social structure influence’s role identity. Role identification is a social
construct whereby an individual obtains meaning of their role through social interaction with
others (Wang, 2022). The role identity theory is also underpinned by the social identity theory.
The social identity theory, formulated by Tajfel and Turner (1979), proposes that identities are
flexible based on the group and activities that one engages in. Social identity theory explains
that a person’s social conduct is influenced by the character and motivations of the individual
(intra-personal identity) as well as those of the group (intergroup/social identity) (Guan & So,
2022; Neumann, Paolillo, Scholz, Templeton & Wijermans, 2023).

The individual views his identity in relation to the social environment and adapts his values to
represent what is required for the role. In other words, individuals behave according to the
group they belong to and the activities that are required by the group. Individuals who have a
deep sense of professional identity are more likely to do work that is in line with their values
and worldviews, and this, in turn, leads to higher performance (Tajfel & Turner, 1979; Pretorius
& Padmanabhanunni, 2022). Individuals who do not identify with the group are likely to move
to a different role or group that conforms to their values and beliefs (Harwood, 2020).

It can be assumed that once an individual identifies with their role and how it fits within the
group, they will ensure that the necessary amendments are made if the current state of self is
not conducive to the role or group. Occupying the correct role based on the perceived
importance, value, and person-role fit, together with the characteristics and complexities of the
role, influences the individual’s role identity. If the individual experiences a high level of role
identification, it could lead to a higher emotive attachment to an organisation which in turn
should lead to a lower level of turnover (Wang, 2022). Increasing an employee’s intrinsic
motivation to perform their role by evaluating the characteristics of the job can assist the
individual in creating meaning in the role. Additionally, according to the social identity theory,
individuals can amend their personal identity to fit that of the role and the team because they

view their personal identity in relation to their social environment or group.

A clear role identity and perceived fit between the individual and social environment can
influence staff turnover as the employee will feel equipped with the necessary ability and
motivation to perform well in the role. The social identity theory also indicates that role identity
typically leads to higher organisational commitment and lower staff turnover because if
employees identify with the organisation, they define their work identity as being part of their

work role (Arendt & Grabowaki, 2022). Subsequently, one would expect role identity to be
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negatively associated with voluntary turnover. Considering the foregoing, the researcher
proposes that the following relationship exists between role identification and voluntary

turnover.

Hi: There is a negative relationship between role identification and staff turnover

intentions

It is common practice and a reasonable expectation that each employee is individually and
collectively accountable for achieving the organisational goals. Therefore, individuals would
be expected to work with others to achieve specific organisational outcomes. In addition to the
negative relationship proposed between role identification and staff turnover, Baquero (2022)
argues that a lack of team cohesion leads to social loafing, which occurs when there is a
reduction in the amount of effort and motivation that individuals contribute when working with
others. Cetinkaya (2022) shares that social loafing in teams can occur in two forms, namely (a)
free riders and (b) the sucker effect. The free rider receives the benefit of a team endeavour but
applies less effort, whereas the sucker effect happens when employees deliberately reduce
effort because they assume others will think negatively of them. Algezawy, Azazz, Elshaer,
Ghaleb and Mohamed (2023) found in their study that social loafing affects the ability of teams
to work cohesively and, in turn, significantly influences turnover intention. Considering the
above and using the social identity theory to understand role identity, it can be claimed that
how an individual identifies with the group influences whether they feel part of the group and
share their beliefs and values. The next section will look specifically at the role of team

cohesion regarding staff turnover.

2.4 Team cohesion

Team cohesion is important in the context of turnover intentions due to its connection with role
identity. Team cohesion is also critical in reducing turnover intention due to its role in reducing
stress, role conflict, role overload and social loafing. Ibrahim et al. (2019) define team cohesion
as the degree to which individuals within a group are committed to each other in the attainment
of team goals. Wang and Wang (2020) explain that supportive working conditions play a
critical role in decreasing various job stressors whilst enhancing job performance. Cohesive
teams aid and support overworked and under skilled members and can, therefore, result in
positive morale among team members (Ismail et al., 2019). Cohesion strengthens the emotional

connection among employees (Gunn, Lyman & Mendon, 2020). Ineffective communication
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among group members can result in weak interpersonal connections, affecting team cohesion
(Achmadi, Hendryadi & Oktrivina, 2023).

Team cohesion can be examined through the social exchange theory (SET) lens. This theory
was developed by Homans (1958) and can be defined as an exchange that may be tangible or
intangible and has a reward shared between more than two persons. The second component of
this model is the interdependence aspect. It is generally accepted that employees are co-

dependent on one another to achieve organisational outcomes as part of a team.

Cost is not always tangible in monetary terms but includes elements such as the time and effort
applied by individuals within the team. Rewards include team support and cohesion,
camaraderie, and togetherness towards a common goal. Hancer and Meira (2020) stipulate that
the rewards referred to in the SET go beyond monetary rewards and include aspects such as
employee well-being and long-term investment between the employee and the organisation.
The employee gains various incentives, whereas the employer expects long-term loyalty and

performance from the employee (Gupta & Thomas, 2021).

The resources refer to all tangible or intangible commodities that are shared between group
members (Fan, Li, Lu & Mao, 2021). These include knowledge sharing between individuals
within a group as it is equally important and aids as a reward and resource (Cortez & Johnston,
2020).

The SET is grounded on the notion that social relations and personal ties between coworkers
shape the exchange of resources and benefits (Bleu, 1964). Additionally, one of the main
propositions is that employees will reciprocate what they receive, which motivates them to
continue that trajectory (Halim, Kamarunzaman & Zawawi, 2022). Therefore, a reciprocal
relationship exists whereby a mutually contingent and gratifying relationship and exchange
take place (Memon et al., 2018). According to Kmieciak (2021), co-worker support can be
understood as an employee’s belief regarding the degree to which colleagues afford emotional
and instrumental assistance. Thus, team cohesion is also expected to correlate with workplace
well-being (Kao, 2019).

According to Kmieciak (2021), when employees experience a lack of co-worker support, such
individuals must increase their efforts to perform tasks. Thus, when an employee feels
overworked due to a lack of co-worker support and needs to combat exhaustion, it may
contribute to and affect the employee’s intention to quit. It is also believed that effective

communication solidifies team cohesion and creates feelings of oneness (Grahn & Martins,
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2021). As virtual team arrangements have become the norm for many teams in recent years,
communication is an essential factor in ensuring that individual members, who are collectively
and independently responsible for tasks, work together as they are interdependent on one
another to ensure that individual tasks are finalised (Mayer, Mutze-Niewohner, Nitsch &
Sivatheerthan, 2022).

Team cohesion may be a potent buffer against turnover intentions. In addition, team cohesion,
which is a group-level variable, and organisational support are strong predictors of turnover
intention on an organisational level (Malik & Noreen, 2015).

Given the nature of the SET components, it can be assumed that if an employee receives
support in the form of resources, teamwork, and other positive social interactions, they will

reciprocate.

The cost and reward exchange are a key concept of SET; therefore, if individuals continuously
receive less rewards than what they invest in the relationship, they will seek an alternative
relationship. In other words, if individuals continuously give more to the team and organisation
than what is received, they will seek alternative employment. This interaction indicates that if

there is an increase in team cohesion, one could expect to see a decrease in staff turnover.

H.: A negative relationship exists between team cohesion and staff turnover

intentions

Baquero (2022) proposes that team cohesion leads to a collective effort to achieve
organisational goals. The assistance and cohesion of the team may provide employees with the
necessary support to achieve individual objectives, which in turn are aligned with team goals.
It could also be regarded as an extension of organisational support. Literature suggests that
perceived organisational support (POS) is an important antecedent of turnover intention
(Baquero, 2022). The next section will investigate how team cohesion interacts with POS, role

identification and well-being.

2.5 Perceived organisational support (POS)

Perceived organisational support (POS) can be explored using the POS theory that was
developed by Eisenberger, Huntington, Hutchison, and Sowa (1986). This theory is described
as the belief of an employee that their organisation has a valuable or favourable inclination
towards them (Abid, Ahmed, Ashfaq, Butt & Maan, 2020; Galvao, Mascarenhas & Marques,

2022). The theory also suggests that when an organisation is attentive to employees’ efforts
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and their interests, workers see this as an indicator of organisational support (Eisenberger et
al., 1986).

Social exchange theory (SET) (Blau, 1964; Homans, 1958) offers a valuable perspective to
understand the link between POS and team cohesion. According to this theory, individuals
make decisions by weighing the cost and rewards of a relationship and naturally want to gain
more out of the relationship than what they invest. Therefore, whenever employees experience
fair treatment by the employer, they will reciprocate this fairness by means of high
performance, organisational citizenship behaviour, and tenure (DeConinck & DeConinck,
2021).

Perceived organisational support (POS) can be defined as an overall opinion regarding the
extent to which an organisation values its employees’ general contribution and care for their
well-being (Cicek et al., 2021). Moreover, Caesens and Stinglhamber (2023) describe POS as
employees’ perception regarding their employer valuing their contributions and interests.
Supervisors play a critical role in engaging with employees and celebrating their successes and

strengths while supporting them in developing areas that may be lacking.

Supervisor support is a dimension of organisational support (Deegahawatura & Lakmali, 2021;
Fawzi & Purba, 2019). Supervisors act as representatives of an organisation and provide
employees with support and encouragement, and value their contributions (Wang, 2022). When
employees experience support from their supervisors, it may reduce their organisational
stressors, resulting in a decline in turnover intentions (Adriano & Callaghan, 2020; Ho, Inam,
Khan, Najam, Sheikh & Zafar, 2021; llyas et al., 2020). Employees who positively perceive
the support and encouragement of their supervisors have lower turnover intentions
(Deegahawatura & Lakmali, 2021). Shabnaz and Sultana (2017) argue that managers should
manage the relationships between supervisors and subordinates to minimise stress.

According to Mascarenhas et al. (2022), employees who feel supported in the workplace also
give back by sharing with colleagues and, in the process, create a high-performance culture.
This also helps reduce staff absenteeism, disengagement and, ultimately, staff turnover. POS
reduces burnout and turnover intention among employees (Wang & Wang, 2020). Therefore,
reducing staff turnover will alleviate the pressure on the remaining staff members who would
otherwise have to perform extra duties. Consequently, POS has a positive impact not only on

the individual but also on the bigger team or business unit.
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From the preceding, one can deduce that the main principle of POS relates to employees’
opinions about their employer observing their contribution and valuing their well-being. If an
individual believes that their employer supports them and cares for their needs, they will
experience overall well-being and vitality. One would, therefore, expect a positive correlation
between POS and employee well-being. If organisational support increases, it will also enhance

employee well-being.
Has: A positive relationship exists between POS and employee well-being

Furthermore, Cicek et al. (2021) believe that when employees have the impression that the
employer supports them, they will be less suspicious of the employer and experience greater
trust. Theoretically, employees evaluate an organisation’s level of support by being attentive
to how much the organisation cares about them, the level of supervisor support, and how
consistently and fairly individuals are acknowledged or rewarded. If they deem any of these
aspects to be lacking, they may be more inclined to explore alternative employment. When a
positive exchange between the cost and reward between individuals, groups and organisations
IS perceived, such a relationship or interaction will be reciprocated. As a result, a negative
correlation is expected between POS and turnover intentions. If POS increases, staff turnover

will decrease.
Ha: There is a negative relationship between POS and staff turnover intentions

Literature shows that POS in the workplace can positively correlate with role identity (Arsil &
Ramli, 2020). Individuals who are experiencing a sense of organisational support through
assistance from supervisors, teams and other resources will be able to use these elements to
establish role identity. More specifically, Wang and Wang (2020) argue that POS can moderate
the relationship between role identity and staff turnover as it creates a strong sense of
belonging.

Hs: The relationship between role identity and staff turnover intentions is moderated
by POS

As the literature suggests, employees who feel and believe that they are supported naturally
work harder and manifest higher performance levels (Wang & Wang, 2020). Inversely, when
they do not perceive organisational support, they may become passive and withhold optimal
performance. Banejad et al. (2021) extend this notion by stating that a low level of POS results
in withdrawal behaviours that include absenteeism, sabotage of equipment and possibly also

turnover intention.
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POS can manifest in both tangible and intangible resources (Wang & Wang, 2020). Tangible
resources are used to assist employees in performing their jobs and include elements like
competitive remuneration and benefits. Emotional support and employee well-being
programmes and initiatives are examples of intangible forms of organisational support. The
literature strongly suggests that POS is likely to initiate feelings of affective attachment in the
employee that result in increased loyalty towards the employer and a decrease in turnover
intention (Banejad et al., 2021). Increased POS satisfies the emotional desires of the employee
and evokes a sense of obligation and sentiment towards the organisation. According to the
theory, employees who experience POS may exhibit the following behaviour: stronger
identification with the organisation, a display of higher levels of job satisfaction and lower
turnover (Sun, 2019). One of the positive outcomes of POS is greater employee well-being.
The next section will look specifically at the expected link between POS and employee well-

being.

2.6 Employee well-being

Employee well-being remains an important objective for most organisations and forms part of
responsible corporate social responsibility (CSR). According to the CSR perspective, employee
wellness goes beyond the formal, structured, and contracted work conditions. Juchnowicz and
Kindowska (2021) argue that well-being is a state in which an individual feels good, healthy,
and happy in the workplace and extends to the individual’s personal life. Employee well-being
is also a state where individuals are cognisant of their own competence and can manage their

everyday life stressors whilst being able to work productively (Hati & Pradhan, 2019).

Harshitha and Senthil (2021) state that employee well-being includes the physical and
emotional aspects of well-being. The physical elements refer to optimal lighting, seating, and
ventilation, whilst emotional well-being refers to the employee’s cognitive and emotional
comfort. Employee well-being has been found to have three dimensions, namely psychological
well-being, physical well-being, and social well-being (Fragouli & Pipera, 2021). This study
will explore the job demands-resources theory (JD-R) to evaluate employee well-being. This
research endeavours to investigate employee well-being holistically by looking at all three

Sources.

The JD-R theory is a psychological concept developed by Demerouti and Bakker (2006) to
inspire and operationalise employee well-being. Demerouti and Bakker (2006) denote that job
characteristics are broken down into two sections: job demands and job resources. The job

21



demands comprise the job’s physical, psychological and organisational characteristics. These
elements include factors such as the actual physical work or tasks at hand which the employer
expects the employee to undertake. It also consists of the skills the employee needs to utilise
and apply to complete tasks successfully. Furthermore, job resources refer to the physical and
psychological attributes that the individual must possess to do the work. In other words, job
resources are the positive additions that support the employee in accomplishing the pre-

determined goals, thus reducing work stress and aiding motivation.

Moreover, an employee’s emotional, physical, and social well-being should be enhanced to
bring about peace of mind (Harshitha & Senthil, 2021). This, in turn, has an impact on an
organisation’s overall productivity. According to Ismail and Warrak (2019), there is a
connection between well-being and job outcomes. Inversely, employees suffer from negative
well-being due to the emotional nature of their daily work (Ismail & Warrak, 2019). One would
expect a negative relationship between employee well-being and turnover intentions. When
employee well-being increases, staff turnover will decrease. Furthermore, strong team
cohesion is likely to impact employee well-being positively. The conservation of resources
theory (COR) argues that individuals develop, maintain, protect, and nurture their resources to
obtain a balance between the supply and demand of individual resources (Ping Peng, Shao
Zhao & Zhan, 2022). When individual resources are abundant and enough to deal with
demands, the net outcome will be work wellness and high productivity. However, when
resources are continuously in deficit in the face of job demands, the outcome is a lack of well-
being. The individual worker will, in this scenario, reduce input to bring job demands and job
resources back into balance. In the long run, employees will exit jobs and organisations where
they are not able to regulate the balance between job demands and resources. Employee well-
being is a strong antecedent for turnover intention (Gomide Junior, Oliveira, & Poli, 2020; Hati
& Pradhan, 2019),

In addition to the proposed main effect between team cohesion and turnover intention, one
would also expect the relationship between these two variables to be moderated by well-being.
According to Khairunisa and Muafi (2022), well-being should theoretically moderate the
relationship between team cohesion and staff turnover. Based on the foregoing background,

the following hypothesis is proposed:

H6: The relationship between team cohesion and staff turnover intention is
moderated by employee well-being
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2.7 Putting it all together: nomological network of turnover intentions

The preceding section investigated staff turnover using the job embeddedness theory. The three
main components of this theory are fit, links and sacrifices, which work together to influence
the individual’s decision to remain with an employer (Darabi & Holtom, 2018). Employees
who are an adequate fit for the role and are compatible with the organisational culture tend to
feel connected to the team members and organisation. This fosters a feeling of being part of the
group and creates unity within the team, leading to decreased staff turnover intention.
Khairunisa and Muafi (2022) found that job embeddedness moderates and reduces turnover
intention. Yaqub et al. (2021) indicate that the more personal links created in the workplace,
the more embedded the individual will be in the organisation. These links can include various
psychological and relationship components, including role identification, perceived

organisational support (POS), team cohesion, various job resources and general well-being.

People are social beings and, therefore, need to have engagement and connections with others.
The social exchange theory (SET) was used to explore team cohesion, as revealed in the earlier
sections. The main principle of this theory is that individuals return the benefits they obtain. In
other words, they reciprocate the behaviour they receive from an external party with whom
they have a social exchange relationship (Cropanzano & Mitchell, 2005). This includes
relationships between individuals, organisations, and teams. Cohesiveness includes friendly
relations, cooperation, and positive communication (Achmadi, Hendryadi & Oktrivina, 2023).
As a result, team cohesiveness can contribute to creating a work environment that is positive
and establishes job satisfaction. As the environment becomes more pleasant, job embeddedness
improves, and staff turnover reduces (Han, 2020). This healthy and conducive working
environment creates a social exchange or interaction between individuals, teams, and the
organisation as they work together to achieve a common goal (Achmadi et al., 2023). Thus, the
relationships with others in the organisation culminate in role identification and a connection

with the organisation.

Role identification is explored through the lens of role identity theory, which is underpinned
by the social identity theory. This theory stipulates that individuals derive their self-image from
the social category they belong to (Lu & Yang, 2023). Individuals with a strong sense of career
identity are prone to do work that is aligned with their sense of self (Chen, Cui, Yang & Zhao,
2022). Employees with a low sense of organisational identity could end up fatigued, triggering
employee turnover intention (Lu & Yang, 2023). Fatigue is caused by continuous and extended

periods of individual and/or group identity dissonance. Being unable to identify with the role
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or being incapable of adapting aspects of the self to those of the group and organisation
necessitates change. Xu, Wang, Zhang and Zhu (2023) are of the opinion that an employee’s
intention to quit is driven by their sense of career identity. Association with the organisation
essentially becomes an extension of the individual. One of the variables that can further

strengthen this role identity is POS.

The POS theory is based on employees’ opinion of whether the organisation values their input
and the degree to which the employer cares about their well-being (Eisenberger et al., 1986).
SET becomes prominent in understanding this mechanism. An exchange takes place between
employees and employers, with employees willing to reciprocate what they receive from the
organisation (Rhoades & Eisenberger, 2002). If the organisation provides a positive and
rewarding environment, the employee will return a positive contribution (attitudinal and
performance-based) towards the organisation to achieve their objectives (Sun, 2019). High
POS has been found to reduce turnover rates (Ceshi, Sartori, Scipioni, Monti & Zene, 2023).
The study of Diao, Solan and Wang (2022) corroborated this finding, as they found that
organisational support and colleague support cultivate and promote organisational
commitment, which in turn has a negative effect on turnover intention. In their research,
Suarez-Albanchez et al. (2022) also conclude that there is a negative relationship between POS

and employee turnover intention.

Lastly, employee well-being relates to this study and is an outcome variable. This will be
investigated by using the job demands-resources (JD-R) model. The JD-R theory proposes that
working conditions are categorised into 2 categories, namely job demands and job resources
(Demerouti et al., 2001). Occupational stress and burnout can be considered as being the
opposite of employee well-being, as it is a condition of emotional exhaustion and reduced
personal accomplishments, which occurs when job demands are high and resources low
(Demerouti et al., 2001). Employers who listen to and support their employee’s foster
happiness and employee well-being. Employee well-being is linked to employee retention, as
happy employees are not likely to leave the organisation (Gelencser, Hollosy-Vadasz, Komuves
& Szabo-Szentgroti, 2023). Many previous studies have reported that workplace well-being
has a negative effect on employee turnover intention (Maulana, 2018; Khairunisa & Muafi,

2022; Suyono & Watoni, 2020;).

Considering the above, the study proposes the below theoretical model and will test the

hypothesis accordingly.
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Figure 1

The conceptual structural model

Role Identity e s e naS R R e nann
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Team Cohesion H6 Employee Wellbeing

Note. Dotted lines: Moderated relationship; -: Negative relationship; +: Positive relationship

2.8 Summary of the chapter

The chapter explored the nomological network of turnover intentions through the lens of
employee well-being, POS, role identification and team cohesion. Job embeddedness, role
identity, social identity, job characteristics, social exchange, POS, and the job JD-R theory were
used to guide theorising. The result is a structural model depicting the variables’ expected
relationship. The next chapter will discuss the research design and analysis strategy used to test

the proposed model empirically.
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CHAPTER 3: RESEARCH METHODOLOGY

3.1 Introduction

The previous chapter culminated in the formulation of a comprehensive theoretical model
explaining the complex interaction between turnover intention, role identification, team
cohesion, POS and employee well-being. The primary focal variable was turnover intention.
Stated differently, the primary objective was to present a structural model that could predict
turnover intention. The aim of this chapter is to outline the methodology that will be followed
to investigate the relationships between the variables making up the structural model. More
specifically, the chapter will investigate the sampling approach, analysis strategy, statistical

methods, and research ethics guiding the study.

3.2 Defining research methodology

Research systematically explores the existing body of knowledge to expand on the current data
about a specific topic (Patel & Patel, 2019). The research methodology, therefore, refers to the
pathway through which researchers conduct their research study (Sileyew, 2020). The outline
of the methodology should provide a clear indication of the research process followed to
answer the research questions. The research questions guide the researcher in deciding which
design should best answer these questions. The research design also helps other researchers

replicate and extend the current study’s findings.

3.3 Research design

A study's research design provides the relevant framework for the study, which highlights
whether the researcher intends to utilise a qualitative, quantitative, or mixed-method approach
(Sileyew, 2020). It can be described as the plan a researcher selects to integrate the study’s
components and to focus on appropriately addressing the research problem by having an outline

ready for the collection, measurement, and analysis of the data (Thakur, 2021).

In this study, the researcher aims to use a quantitative research design. A quantitative study is
described as a method of acquiring and analysing computable data with the aim of measuring
a hypothetical idea (Ali, 2021). This method is grounded on the positivistic model. A
positivistic research model can be described as a model that rationally and systematically
verifies hypotheses to understand relationships between causal and explanatory factors, such

as independent and dependent variables (Artino, Konge & Park, 2020).
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This design is also an explanatory research design aimed at expanding, discovering, and
elucidating the researcher’s ideas and concepts (Thakur, 2021). More specifically, the research
design can be described as an ex-facto research design since the researcher is not able to
manipulate any of the dependent and independent variables but only to observe them as they

naturally manifest in nature (Chiang, Cuttler, Jhangiani, Leighton & Price, 2017).

The method is helpful in determining the influence of one variable on another. The ex post
facto research design also has high external validity as the researcher empirically examines
data and quantifies it to interpret the findings objectively (Asenahabi, 2019). The disadvantage
of this method is that the researcher cannot manipulate the variables and may not be able to
clearly define the effect of one variable on another (Akinlua, 2019). The mechanism that will
be used for data collection is a survey. The primary research objective would be to develop a
structural model that explains the various direct and indirect factors influencing turnover
intention. Statistically, this requires the researcher to test the proposed model with observed

data empirically.

3.4 Research objective and hypothesis

The purpose of the research objectives is more specific than the aim and is closely linked to
the research questions (Bailey & Doody, 2016). This study’s objective is to conceptualise a
structural model that aims to explain voluntary turnover intention through role identity, team
cohesion, well-being, and organisational support. The research will then empirically test the
proposed relationships between these variables and the moderating role of employee well-being
and organisational support in the proposed model. The graph below presents the research

hypotheses, representing a particular path to portray the proposed model.

Hypothesis 1: A negative relationship exists between role identification and staff turnover

intention.

Hypothesis 2: A negative relationship exists between team cohesion and staff turnover

intention.
Hypothesis 3: A positive relationship exists between POS and employee well-being.
Hypothesis 4: A negative relationship exists between POS and staff turnover intention.

Hypothesis 5: The relationship between role identity and staff turnover intention is moderated
by POS.
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Hypothesis 6: The relationship between team cohesion and staff turnover intention is

moderated by employee well-being.
Figure 2

A proposed theoretical model
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Note. Dotted lines: Moderated relationship; -: Negative relationship; +: Positive relationship

3.5 Population and sampling
3.5.1 Population

Shukla (2020) defines a population as a set of all the parts that represent the variable being
studied for which the study result can be generalised. The population consist of all sales
personnel who work in the financial sector of the South African economy. The sample were
selected from a multinational insurance company with its head office in the Western Cape.
Strictly speaking, the population for the current study were all employees working in the
insurance sector of the financial services industry of South Africa. The specific sample targeted
includes management, administrative support employees and sales staff within the selected
divisions of the chosen organisation. The total available sample comprises more than 10 000

employees across the South African continent and the rest of Africa.
3.5.2 Sampling

Abduli, Rahman, Rahaman, Salamzadeh & Tabash (2022) explain that a sample is a subset or
representation of the entire population for which the results can be used to make inferences and

generalise findings. It is, therefore, important that the sample size is appropriate in relation to
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the total number within the population (Shukla, 2020). This study targeted a sample size of
1280 participants within the sales division of a financial services organisation. The participants
were selected by distributing the survey to the department’s mailing list. The participants were
provided with information pertaining to the study, and they had to provide consent to
participate. The inclusion criteria for participation in the study included people who were
employed within the selected division at the time of data collection. The sample included both

permanent and temporary employees.
3.5.3 Sampling technique

Sampling can be defined as the process of selecting a representative sample of a population
that will be analysed as part of the characteristics of the entire population (Abduli et al., 2022).
The researcher used the non-probability sampling method. Convenience sampling was the non-
probability sampling technique used in this study. This technique is effective in the case of time
and money constraints for diverse groups of people who are geographically dispersed (Rahman,
2023). Convenience sampling allows for the selection of participants based on their availability.
Since the researcher does not have access to the entire population, the convenience sampling

method enables the collection of the most data in the shortest timeframe.

The researcher used Raosoft's online sample size calculator to determine the appropriate
sample size. Statistical power refers to the capability of being able to reject the null hypothesis
(Cihan, Serdar & Yucel, 2021). In the case of a high degree of statistical power, the data
contains fewer errors and general conclusions about the entire population can be drawn with
more certainty. To achieve a statistical power of 80%, with a 95% level of confidence, a 5%
marginal error percentage and a 50% response distribution were applied, with the
recommended sample size being 296 respondents. The researcher aimed to collect 300
responses; however, only 203 responses were received from the 1280 employees within the
division. A sample size ranging between 150 to 200 is medium, whereas more than 200 is a

large sample (Cham et.al, 2020; Kline, 2016), if the structural model is straightforward enough.

3.6 Data collection procedure and participants

Data collection can be grouped into two forms of data, namely, primary and secondary data
(Taherdoost, 2021). Primary data refers to data that has not been published or amended before,
whereas secondary data refers to data that has been transformed by others. This study used
primary data recorded from participants with no prior manipulation. There are various primary

data sources, such as surveys, questionnaires, diaries and focus groups. Secondary data can be
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sourced from journals, books, e-journals, and general websites. Primary data provides for
higher accuracy as it is derived directly from participants, while secondary data is analysed and

interpreted by other authors.

After the researcher received ethical clearance and approval from the ethics committee at the
University of the Western Cape to conduct the study, permission was obtained from the
provincial general manager and senior human capital business partner in the participating
organisation. The questionnaires were distributed electronically, and the respondents could
respond at their own convenience. However, provision was also made for a few hard copies of
the questionnaire in the event that participants experienced difficulty in completing the online

questionnaire.

Participants received an electronic survey questionnaire, which was distributed via e-mail. The
survey included an information sheet with all the necessary information about the purpose of
the research, ensuring participants’ anonymity. Participants had to provide consent to engage
in the study. They were also granted the option to withdraw from the study voluntarily.
Participants were assured that their responses would be treated with confidentiality and that
information would not be shared with any unauthorised persons. The researcher stipulated that

no compensation would be available in exchange for participation in the study.

The questionnaire was distributed electronically to 1280 participants, but only 203 participants
responded to the questionnaire. No items were incomplete, as respondents were required to
respond to all the questions. The table below indicates the characteristics of the sample. Most
of the sample participants were females, 58.6%, followed by males, 41.4%. Most participants
were aged between 31 and 40 years, 42.9%, with the least number of participants, 4.5%, aged
51 and older. Regarding the number of years they had worked for the organisation, most
participants had between 0 and 3 years of experience, 54.7%. In terms of education, most of
the sample had completed Grade 12 only, 68.4%, and 2.5% had a postgraduate degree. Lastly,
upon inspection of the data, 77.3% of the respondents were financial advisors, and 8.4% were

sales managers.
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Table 1

Sample characteristics

Category Characteristics Frequency %
Gender Male 84 41.4%
Female 119 58.6%
Other
Total 203 100%
Age 18-30 60 30.3%
31-40 85 42.9%
41-50 44 22.3%
51 and older 9 4.5%
Total 198 100%
Tenure 0-3 years 111 54.7%
3-5 years 28 13.8%
6-10 years 25 12.3%
>10 years 37 18.2%
Prefer not to say 2 1%
Total 203 100%
Qualification Grade 12 118 58.4%
Higher Certificate 37 18.3%
National Diploma 32 15.8%
Undergraduate Degree 10 5%
Postgraduate Degree 5 2.5%
Total 202 100%
Role in Organisation Financial Advisor 157 77.3%
Sales Manager 17 8.4%
Area Manager 1 0.5%
Admin/Support Staff 12 5.9%
Teleconsultant 13 6.4%
Trainee Call Centre Agent 2 1%
Other 1 0.5%
Total 203 100%
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3.7 Research instrument

The survey included a biographical section which aimed to gather information regarding the
participants’ age, gender, ethnicity, marital status, and tenure. This information was only used
to describe the final sample regarding demographic variables. Additionally, the researcher
planned to use the demographic variables as control variables in some of the multivariate

statistical techniques.
3.7.1 Staff turnover

To measure this variable, the researcher used the turnover intention scale (TIS). A shortened
version of this scale exists, namely the shortened 6-item (TIS-6) version derived from the 15-
item turnover intention scale developed by Roodt (2004). The items that were extracted to form
the TIS-6 version were items 1,3,4,6,7 and 8. The scale included six subjective statements that

aimed to measure an individual’s intention to quit (Choi, 2018).

The TIS-6 scale allows for scoring items on a 5-point Likert scale, measuring the likelihood
from 1 (highly unlikely) to 5 (highly likely). Some questions measure frequency from 1 (never)
to 5 (always). A sample of these questions includes the following: “How often have you
considered leaving your job?” and “How often do you look forward to another day at work?”
Furthermore, item 10, “7o what extent do responsibilities prevent you from quitting your job? ",
item 11, “7To what extent do the benefits associated with your current job prevent you from
quitting your job? " have been reversed scored and item 14, “7o what extent does the “fear of

the unknown”, prevent you from quitting?

According to Oosthuizen et al. (2016), they reported a Cronbach’s alpha coefficient of 0.88 for
the shortened 6-item TIS-6 version in their study. The shortened version of the scale maintained
high internal consistency and reliability. In another study by Su (2020), it was found that the
TIS-6 version reported a Cronbach’s alpha coefficient of .70. In terms of the inter-item
correlations, most of the items in the scale correlated significantly (.16 to .56), indicating
acceptable internal consistency. Additionally, the study of Su (2020) also strongly correlated
with the TIS-6 and TIS-15 (r=.86, p <.001), suggesting that the shortened TIS-6 version could

be compared with the original TIS-15 version.
3.7.2 Role identification

The role-based identity scale (RBIS) developed by Erez, Johnson and Welbourne (1998),

comprises 20 items that measure five factors: career identity, entrepreneurial identity, team
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identity, job identity, and organisational identity. The responses are recorded on a five-point

Likert scale, where 1 refers to “strongly disagree” and 5 to “strongly agree”.

The factor of career identity is focused on establishing the degree to which an individual is
stimulated by their career and whether they are actively interested in expanding their
knowledge and skills within the chosen field. An example of one of the questions within this
dimension is “reading journals or books associated with my profession” and “being involved

in programmes that allow me to interact with others in my field.”

Entrepreneurial identity tries to establish the degree to which the individual values autonomy
in deciding how best to execute tasks. Sample questions for this factor include “trying out new

ideas and approaches to problems” and “being able to change things so they’re better.”

Team identity measures how important it is for the individual to work closely and coherently
with team members. Sample statements of this factor include “doing things that involve
working with the people I work with now” and “staying in a position that lets me be with my

work group members”.

Job identity establishes how important the participant regards their work and whether they
value and identify with their specific role. The scale consists of questions such as: “being able

to talk about my job with friends”.

Organisational identity has been identified as an essential aspect of an individual's
identification with their organisation and culture. It is also considered to contribute to an
individual’s intention to quit their job. Examples include “being proud of the company” and

“being loyal to the company”.

According to Welbourne (2012), the reliability for the complete scale ranged between .82 and
.90. Thus, this tool is appropriate for determining whether an individual identifies with their

role within the organisation and feels part of the organisation and team.
3.7.3 Team cohesion

The researcher used the team cohesion scale, which was developed by Pan and Hsiau (2010).
This tool consists of 19 items and is measured on a 5-point Likert scale, ranging from (1) least
in agreement to (5) most in agreement. The tool measures three factors, namely, goal
orientation, open communication, and mutual understanding (Dumblekar & Dhar, 2019). High

total scores are indicative of high overall team cohesion. A team working cohesively towards a
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common goal is beneficial in increasing collective professionalism and expediting team

performance (Kao, 2019). The three factors are discussed below.

Goal orientation has eight items that are aimed at determining the individual’s level of
agreement with the statements made to assess their perception of the group’s ability to work
together towards a goal despite disagreement or challenges, and whether they perceive the team
to contribute to the team’s success equally. Examples of statements are the following “I felt a
sense of strong attachment to this team” and “The members extracted adequate contributions
from each other”. Item 2, “Our team could have performed better if one or two members were

replaced” were reverse scored.

Open communication measures the individual’s perceived agreement with the team’s ability to
communicate with other team members in the group and provide a source of information and
clarity among each other to eradicate ambiguity. It also gives insight into whether the individual
thinks that they engage and share ideas freely in the team. Items such as “Our team interactions
produced clarity and consensus” and “Our team members sought views and suggestions from

each other” are included in the scale.

Mutual understanding is the last factor measured. It aims to assess an individual’s perception
about whether their team understands the group's differences and values each person’s
contribution to the team’s success. An example of an item here would be “We reviewed each

other’s computations and proposals to prevent errors.”

Dumblekar and Dhar (2019) also found in the study that the overall scale of Cronbach’s alpha

was .89, which reflects a high internal consistency.
3.7.4 Organisational support

In terms of organisational support, the researcher aimed to utilise the perceived organisational
support (POS) scale developed by Eisenberger, Huntington, Hutchinson, and Sowa (1986). The
scale was found to be unidimensional and comprised 8 items, determining the extent of the
participant's POS by means of a 5-point Likert scale, ranging from 1 (strongly disagree) to 5
(strongly agree). A sample question of this scale is: “My organisation cares about my opinion.”
Two of the scale items have been reversed. These two items are “If given the opportunity, my
organisation would take advantage of me” and “My organisation shows very little concern for
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POS has reported high degrees of reliability in general as found in numerous literature Maan

et. al (2020) reported a Cronbach’s alpha coefficient of 0.88. This provided confidence that the
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internal consistency is adequate to assess the variable. Additionally, Eisenberger, et al. (1986)
found that the factor loadings from .71 to .84 indicate that the items correlated sufficiently with

the variable.
3.7.5 Employee well-being

The employee well-being scale, which comprises 18 items (Zheng et al., 2015; Ismail &
Warrak, 2019), was used. The subscales of the employee well-being instrument include life
well-being (LWB), work well-being (WWB), and psychological well-being (PWB). The
instrument comprises statements that can be rated on a 7-point Likert scale, namely “1 strongly

disagree” and 7 “I strongly agree.”

Zheng et al. (2015) found that WWB had a Cronbach’s alpha of .93, LWB .92, and PWB .88,
respectively. Additionally, they determined that the combined Cronbach’s alpha for the EWB
scale was .93. The internal consistencies of the three subscales LWB, WWB, and PWB are .82,
.87, .82, and EWB .90, respectively, which is indicative of the degree to which the different

items relate to each other.
Below are examples of the items that can be found under each subscale.

LWB's examples of questions include “I feel satisfied with my life” and “Most of the time, I

feel real happiness.”

WWB examples of questions include “I can always find ways to enrich my work” and “I am

satisfied with my work responsibilities.”

An illustration of questions measuring PWB is “I handle daily affairs well” and “I love having

deep conversations with family and friends so that we can better understand each other.”

3.8 Measures used in a South African context

The TIS-6 measure was used in a study conducted by Maloba and Naidoo (2022) in which they
investigated the person-organisation fit, job satisfaction and intention to leave in a South
African social development sector. They reported a Cronbach’s alpha coefficient of .70, which
suggests an acceptable level of internal consistency, and found that there were moderate levels
of intention to leave as determined by the statistical results, M=3.25 and SD= 0.95. The study's
outcome reflected a negative relationship between person-organisational fit and intention to

leave.

Grobler, Joubert and Van Tonder (2018) used POS in their study. Their research investigated

POS, job satisfaction and organisational citizenship behaviour within the SAPS. The statistical
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analysis reflected factor loadings of .70 and a Cronbach’s alpha of .90. This suggests that the
measure is valid and reliable (Grobler et al., 2018). Therefore, this measure is useful and

applicable within the South African environment.

However, there was a lack of studies using the RBIS, team cohesion scale and employee well-
being scale in South Africa. Although empirical evidence of how the tools work in the South
African context is sparse, psychometric evidence collected in other samples reflects strong
measurement properties. Based on the foregoing the researcher felt confident to include the

measures in the current study.

3.9 Data analysis techniques

Data analysis is a method used to convert collected data into meaningful information
(Taherdoost, 2020). The data received during this research's collection process was analysed
by entering the responses onto an Excel sheet. The information was coded and then transformed
into a syntax file that can be used in the Statistical Package for the Social Sciences (SPSS) and
RStudio (Version R-4.4.0) programmes. In assessing the data, the researcher performed

descriptive and inferential analysis by utilising RStudio and SPSS (Version 29).
3.9.1 Inferential statistical analysis

The information was assessed by performing inferential statistical analysis to test the specified
hypotheses and relationships between the variables. The secondary stage of analysis, namely
inferential analysis, can be defined as the process of drawing causative and associative
conclusions from the data collected (Kaur et al., 2018). Inferential statistical analysis assists a

researcher in generalising findings to a broader population (Ali, 2021).
3.9.1.1 Item analysis

The aim of item analysis is to detect items that need to be eliminated due to their lack of fit
within the tool (Rezigalla, 2022). Item analysis and the identification of items that detract from
the instrument’s reliability help to improve the overall reliability of the scale by deleting
problematic items. An analysis was performed to assess the reliability of the scales and evaluate
whether removing specific items could enhance the scales’ reliability. McDonald’s omega was
utilised to evaluate reliability. McDonald’s omega coefficient has been praised as it provides
more realistic data assumptions due to it being less restrictive (Jozefiak, Lydersen & Stensen
2022; Saraswathi & Ravinder, 2020). McDonald’s omega is like Cronbach’s alpha and shares
the same critical values such that 0.90 and higher indicate excellent, with 0,89 to 0.80 seen as

good, 0.79 to 0.70 as adequate and values below 0.70 deemed to be inadequate or poor.
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(Maslakci & Surucu, 2020). Adekunle and Shodiya (2021) state that a tool is reliable if it can
consistently  produce  equivalent results when = repeated multiple  times.
However, Cheung, Cooper-Thomas, Lau, and Wang (2023) claim that the recommended cut-
off for reliability should be 0.80 and above despite the acceptable cut-off of 0.70. Reliability
can be described as the extent to which a test accurately measures the construct that it is

supposed to measure (Coolidge & Segal, 2018).

The connections between items were examined by looking at the correlations between them. A
strong correlation indicates a high level of relationship between items, suggesting that they all
measure the same underlying variable. A correlation coefficient equal to or greater than 0.8 is
seen as a very strong correlation, while one between 0.6 and 0.7 is deemed to be a moderate
correlation. A correlation between 0.3 and 0.5 is considered fair, and a correlation between 0.1
and 0.2 is classified as poor (Ok & Park, 2024). Additionally, items with corrected inter-item
correlations below 0.30 suggest that they are assessing a distinct factor compared to the other

items (Maslakci & Surucu, 2020; Titus, 2021).

Confirmatory factor analysis (CFA) and structural equitation modelling (SEM) were done to
determine the validity of the measures and to test the relationships between variables. CFA can
be explained as a type of structural equation modelling that deals with gauging the association
between observed markers and underlying factors to establish the number and nature of factors

that account for the variation and covariation among the indicators (Brown and Moore, n.d).

There are four fit indices, namely, absolute fit, relative fit indices, non-centrality-based indices,
and parsimonious fit indices. According to Stone (2021), absolute fit refers to the homogenous
root mean square residual (RMSR) by contrasting the observed covariance with the implicit
covariance matrix. The relative fit indices compare the model to a criterion model, while the
non-centrality indices adjust the perfect fit of the model for the chi-square to equal the degrees
of freedom to equal zero (Stone, 2021). Two forms of parsimonious fit indices exist, namely
the parsimonious normed fit index (PNFI) and the parsimonious goodness of fit index (PGFTI).
PNFI looks at the number of degrees of freedom to obtain the required level of fit, while PGFI
considers the prudence of the model with a value that ranges between 0 and 1 (Khairi et al.,
2021). Kyndt and Onghena (2014) highlight that the fit is acceptable when the ratio of the chi-
square test statistic to the degrees of freedom does not exceed 3. This study will, therefore,

utilise the chi-square test (y2) statistic, RMSEA, SRMR, CFI and TLI to evaluate the model fit.
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Chi-square test (¥2) is used, whereby a statistically significant x2 value (p < .05) specifies that
the model does not fit the data well, and a non-significant 2 value (p > .05) suggests that the
model fits the data moderately well. However, the chi-square test performance is influenced by

the size of the sample. It is more effective with larger sample sizes compared to smaller ones.

The RMSEA evaluates the fit of the model to the population covariance matrix (Kline, 2016).
A RMSEA value of 0.05 or lower represents a good model fit, while values between 0.05 and
0.08 are considered reasonably fitting, with values above 0.08 indicating a poor fit (Clough,
Crust & Nicholls, 2015; Hoyle, 2012; Hu & Bentler, 1999). The RMSEA value is compared to
confidence intervals to test the null hypothesis, which assumes that the data is consistent with

a well-fitting model.

A standardised root mean square residual (SRMR) verification was also done. A SRMR value
lower than 0.50 indicates a good model (Hoyle, 2012; Kline, 2016). Hu and Bentler (1999)
deemed values up to 0.80 within the acceptable range. In this study, a value of 0.80 is seen as

the maximum limit for SRMR.

The comparative fit index measures how well the model fits relative to a baseline model. The
low comparative fit indices that will be employed are the comparative fit index (CFI) and the
Tucker-Lewis index (TLI). CFI varies from O to 1, with a higher value suggesting a superior fit
for the model. A CFI value of 0.90 or higher suggests a suitable model fit (Kyndt & Onghena,
2014). The TLI ranges from 0 to 1, as with the CFI, with higher values suggesting a superior
fit. A TLI value of 0.90 or higher suggests a robust model fit with the data.

Table 2

Cut-off values for fit indices

Type Fit Adequate Fit
Index Fit Index Index Reference
Standardised (Hoyle, 2012; Mac Callum, et.al
Root SRMR< .80 1996; Hu & Bentler, 1999)
Absolute Fit Mean Square
Index Residual (Bhale & Bedi, 2023; Byrne 2001;
(SRMR) SRMR < .50 Jaccard & Wan, 1996)
Adjusted AGFI > .95 (Hu & Bentler, 1999)
Goodness of
Fit Index
(AGFI) AGFI > .90 (Bhale & Bedi, 2023)
Incremental CFl> .95 (Hoyle, 2012; Hu & Bentler, 1999)
Fit Comparative (Bhale & Bedi, 2023; Bentler, 1992;
Indexes Fit Index (CFI) CFI >.90 Byrne, 2001)
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Tucker Lewis  TLI >.95 (Hoyle, 2012; Hu & Bentler, 1999)

Index
(TLD TLI> .90 (Bhale & Bedi, 2023)
. Root Mean RMSEA<.06 (Hu & Bentler, 1999)
i%'fi';‘o”y Square RMSEA < .06 -
dl Error of .08 (Browne & Cudeck, 1993)
Fit Indexes N
Approximation
(RMSEA) RMSEA <.08  (Bhale & Bedi, 2023)

Note. Reprinted from The Integration of Work and Learning: Tackling the complexity with structural equation
modelling (pp 251-259), by E. Kyndt & P. Onghena, 2014. In C. Hartels, A. Rausch, & J. Seifried Springer
Science and Business Media. Copyright 2014 by Eva Kyndt & Patrick Onghena

Aside from the model fit, a researcher should also consider specific model parameters. Below

are some parameters that the researcher will be assessing:
3.9.1.2 Analysis of residuals

A residual is described as a variance between the model expected and the actual covariance
(Berri, Borges, Cardoso, Lucca, & Mattos, 2023). The presence of residuals suggests that the
prediction is not accurate. Residuals need to have low values (Z-score within +2.58), clustered

near zero and display a symmetric distribution.
3.9.1.3 Factor loading

Factor loadings reflect the connection between observed variables and are seen as regression
coefficients. Ideally, factor loadings should be 0.50 or above, but 0.30 is acceptable (Ceylan,
Yilmaz & Yilmaz, 2023; Kline, 2016). This study will use the 0.30 cut-oft, which is considered

to be an acceptable factor loading.

In principle, the SEM aims to examine the association between the theory and observations by
assessing the extent of similarity between the estimated covariance matrix and the observed
covariance matrix (Bhale & Bhedi, 2023). SEM modelling is an analytical measure for
assessing complex relationships between variables and is determined by the degree of
similarity in the collective relationships in a model and covariance matrix (Feldon & Peugh,
2020; Khairi, Susanti & Sukono, 2021; Thakkar, 2020). Taherdoost (2020) states that this
method is supportive of the testing of the hypothesis. Additionally, it is also believed that it is

useful when evaluating, displaying, and estimating theoretical networks of relationships.

Aside from the fit indices, path coefficients are important to evaluate and answer the
hypothesis. Path coefficients are described as numerical values that represent the association

between two variables in a structural model (Gleason & Harris, 2022). The standardised path
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coefficient values range from -1 to + 1. Coefficients that are closer to +1 indicate a strong
positive relationship, and on the opposite end, coefficients closer to -1 suggest a strong negative

relationship (Akaileh, Almrafee & Bashabsheh, 2023).

Lastly, to assist the researcher in testing the hypothesis in terms of statistical significance, the
critical cut-off values were determined by examining the alpha, p-value, and confidence
interval. P-values indicate the likelihood of a particular outcome, assuming that the null
hypothesis is true (Homa-Bonell, 2023). A critical value is important in hypothesis testing as it
assists in determining whether the results are statistically significant and whether the null
hypothesis will be rejected in favour of the alternative hypothesis. A confidence interval reveals
the degree of accuracy of point approximations and the statistical significance (Homa-Bonell,
2023). This study used a 95% confidence interval, a 0.05 significance level and, therefore, if
the p-value is found to be less than 0.05, the null hypothesis will be rejected. However, despite
the usefulness of the p-value, it should not be the only criterion for accepting or rejecting the
null hypothesis (Majumder & Maheshwarappa, 2023). The chi-square test with a significant
value, p < .05, will provide statistical confirmation for the significant difference between the

predicted and observed covariance matrix (Bhale & Bedi, 2023).
3.9.2 Moderating variable analysis

A moderating variable is described as a variable that impacts the degree and/or the direction of
the effect of an antecedent on an outcome (Baron & Kenny, 1986; Cham et al., 2021).
Moderating variables produce a more complete understanding of the phenomenon studied in
that they reconcile conflicting theories and provide for a holistic understanding of the influence
of the moderating variable on the independent and dependent variables (Soderlund, 2023).
According to Namazi and Namazi (2016), a moderating variable acts as a subsequent

independent variable, and the below conditions need to be met:

- Xarises before Y.

- The moderator preserves the causal relationship with Y.
- The moderator performs the same function as X.

- The moderator does not have any relationship with X.
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Figure 3

Moderator model

Predictor
a
Moderator b — Outcome
Variable
c
Predictor
X
Moderator

Note. Reprinted from the moderator-mediator variable distinction in social psychological research: Conceptual,
strategic, and statistical considerations (pp 1173-1183), by R.M. Barron & D.A. Kenny, 1986, Journal of
Personality and Social Psychology

According to Barron and Kenny (1986), a moderator hypothesis is accepted if the interaction
(Path c) is significant. A significant relationship between the predictor and outcome variable is
tested first (Path a), followed by testing the relationship between the predictor and the
moderator in the same regression model which is aimed at predicting the outcome variable
(Paths a and b). In the third step, the interaction effect is tested for (predictor x moderator -
Path c) alongside the direct predictor outcome and moderator outcome effects. Should the
impact of the predictor and the moderator remain significant in this regression analysis, partial
moderation occurs. Should the interaction (predictor x moderator) effect dilute the predictor
and the moderator effect to non-significant, full moderation should be reported (Baron and

Kenny, 1986; Bhalla, Sidhu & Zafar, 2021; Malyon, 2019; Titus, 2022;).
3.9.3 Descriptive statistical analysis

This information gathered under the descriptive statistical part of the data analysis provided

insight and aided as a summary of the data. Descriptive analysis refers to calculations such as
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mean, frequency, and standard deviation. The descriptive assessment process helps to label and
display the data in an accessible statistical form (Ali, 2021). Descriptive analysis was used to
describe the distribution of scores on the item and scale level. Furthermore, descriptive analysis
precedes inferential statistics as it describes the data to provide the foundation for the inferential
analysis (Kaur, Stoltzfus and Yellapu, 2018). It is an important first step in data analysis to
detect typos, outliers and out-of-range responses. The multivariate techniques utilised in the
current study, specifically the SEM and CFA analyses, have stringent data criteria, including
(a) multivariate normality of data, (b) homogeneity of residuals, (c) linearity between variables,
and (d) low or manageable multicollinearity between variables. All these assumptions were

tested by means of descriptive statistics.

It is important to test for the normality of data. One way of doing this is by utilising the Shapiro-
Wilk test, which is centred on the correlations between data and the corresponding normal
scores (Cardoso et al., 2023). Collinearity in data occurs when the independent variables do
not intersect. When there is low collinearity, the researcher can determine that the regression
coefficients are due to the independent variable’s effect on the dependent variable (Dominutti,
Gille, Favez, Francony, Hough, Jaffrezo, Moreton, Ngoc, Patron-Anquez, Thuy & Uzu, 2024).
On the other hand, multicollinearity arises when multiple independent variables show strong
correlations making it challenging to differentiate the factors influencing the outcomes
(Shrestha, 2020). When correlations between two variables are very high, this may indicate the
measurement of the same construct (Kyriazos & Poga, 2023). Therefore, the researcher tested

for multicollinearity by looking at the relationship between variables.

The evaluation of homoscedasticity was also examined. Homoscedasticity is characterised by
errors having the same variance across all levels of independent variables, suggesting that
errors are evenly distributed among variables (Barnett, Jones & Vagenas, 2024). The presence
of residuals randomly scattered around zero suggests an even distribution and thus signifies

homoscedasticity.

3.10 Ethical considerations

Ethical considerations in research refer to the set of principles that guide research designs and
practices, including aspects such as autonomy, which consists of voluntary participation,
informed consent, confidentiality, anonymity, beneficence, maleficence, and justice (Calaca,
Ederio, Espiritu, Inocian &, 2023). The study followed the standard ethical protocol of the
University of the Western Cape. The researcher of this study was the custodian of the data
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collection as well as the storing thereof and were the only one who had access to the
information and thus guaranteed its integrity and anonymity while also preventing any
unauthorised access to the data. After gaining ethical clearance from the university, approval
was sought from the organisation where the study was conducted. The company was provided
with information about the purpose of the study, outlining that the results would be used for
the intended purpose. The human capital director provided authorisation for the collection. The

below ethical considerations were considered and strictly adhered to.

Autonomy: The researcher ensured that conditions were created to ensure the individual’s
autonomy was provided and maintained. The participants had the discretion about whether to

partake in the study and what information they were comfortable sharing.

Voluntary participation: The research participants were free to participate and withdraw from
the study at any time during the process. This links in with autonomy and informed consent as
the participants were not obligated to participate and did so at their own choice. Participants
should be unrestricted in deciding whether to participate, and they also do not need to provide
reasons for not wanting to participate or continue with a study. They should be assured that no

adverse consequences will transpire following withdrawal (Calaca et al., 2023).

Informed consent: Research participants should have the legal capacity to provide consent for
participation in a study after they have been provided with the necessary details in terms of the
research intent, details of the study and potential risks (Arellano, Alcubilla & Legufzamo,
2023). After ensuring that the information about the survey has been shared with participants,
the individuals should then provide consent to participate. This process is voluntary, and
autonomy is preserved throughout the process. Arellano et al. (2023) state that information
about the sponsors, if any, the research ethics committee, and governing entities involved in
the assessment and authorisation of the research protocol should be provided. The researcher
in this study ensured that informed consent was obtained from the candidates before including

participants in the research.

Anonymity: Anonymity in research can be described as an occurrence where the identities of
the participants are unknown to the researcher (Badampudi, Cartaxo, Fotrousi & Usman, 2022;
Fleming & Zegwaard, 2018;). In this study, participants were not required to provide their
personal details such as names, surnames, employee numbers or any personal information that
was unique to participants. The information was stored under aliases, such as participants 1, 2,

etc.
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Confidentiality: Confidentiality is an important requirement during the research process. It is
aimed at ensuring that the privacy of the participant is maintained before, during and after the
research. Participants are allowed to decide how much information they are willing to divulge
(Badampudi et al., 2022; Calaca et al., 2023). Throughout the research, the identities of the
participants were known to the researcher, but the information was kept confidential and not
shared with the public. The personal information data was kept anonymous with only the
researcher and the supervisor having access to this information. As an additional measure, the
researcher also used aggregates to prevent any raw data of participants from being shared,

which could have resulted in the possible exposure of their identities.

Non-maleficence: Non-maleficence is defined as the obligation of the researcher to ensure that
participants do not suffer any loss, injury or harm as a result of the study (Varkey, 2020).
Additionally, it is required that the benefits are weighed up against the adverse aspects to ensure
that participants will not be impaired (Varkey, 2020). Fleming and Zegwaard (2019) state that
harm comprises factors such as physical aspects, loss of resources, and emotional and
reputational damage. This study did not envisage that participants would endure any pain or
suffering. The researcher believed that their overall welfare was not compromised due to the
research. The researcher, therefore, safeguarded and maintained participants’ physical, social,

psychological and all other types of safety during the research process.

Beneficence: The aspect of beneficence is another ethics principle that prescribes that the
researcher must ensure that the study not only does not cause harm to participants but that the
survey also benefits or promotes their welfare (Varkey, 2020). It is the act of ensuring that the
benefits are weighed against the harmful effects both for the organisation and the participants.
The study is believed to benefit participants and add value to their overall well-being. The
potential insights gained after the study might assist the employer and participants in taking
steps to mitigate the challenges in the organisation. The researcher also endeavoured to guard
the organisation when issues or challenges were uncovered by maintaining confidentiality in
not sharing unique information that could potentially identify the company (Badampudi et al.,

2022).

Justice: All participants should be treated fairly, and the data should be processed and analysed

consistently without prejudice.
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Results communication: The researcher must confirm that the work is free of plagiarism and/
or research misconduct and that all findings are precisely represented. Adherence to the ethical

guidelines is essential as it enhances the reliability and quality of the study.

3.9 Summary of chapter

Chapter 3 provided information about the research methodology used in this study. This
included aspects such as the research design, which was explained, and its benefits. The chapter
described the sample and instruments to be used. The type of statistical analysis to be followed,

as well as the ethical considerations applicable to the study, were also discussed in detail.
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CHAPTER 4: PRESENTATION OF RESULTS

4.1 Introduction

The theoretical framework was developed in Chapter 2, and Chapter 3 delved into the process
of validating the connections in the model through empirical means. The objective of this
chapter is to present the findings from the statistical data analysis as outlined in Chapter 3.
Confirmatory factor analysis and item analysis were conducted on the variables considered,
which included staff turnover intentions, role identity, team cohesion, organisational support
and employee well-being. Moreover, the hypothesis put forth in Chapter 2 is confirmed in this
chapter through the research design and strategy outlined in Chapter 3. Chapter 4 is primarily
centered on presenting the outcomes of statistical analysis. The chapter is organised into parts,
starting with exploring missing data, inferential statistics and data screening. This is then

succeeded by item analysis, dimensionality, CFA, and SEM.

4.2 Missing data
There was no missing data in this study. The online survey was created with every question
being mandatory. Data analysis could commence without addressing missing data because 203

complete cases were gathered for the analysis.

4.3 Inferential statistics and data screening
The gathered data was imported to RStudio (Version R-4.4.0) and checked for outliers and
errors. Descriptive statistics were also used to examine if SEM assumptions were met,

including multivariate normality, linearity, collinearity, and homoscedasticity of residuals.
4.3.1 Normality

The Shapiro-Wilk test assesses whether data comes from a normally distributed population
(Cardoso et al., 2023). As indicated in table 3 below, it is evident that the turnover intention
scale is normally distributed. In contrast, all the others significantly deviate from a normal
distribution with a p-value < 0.05. Given that the data on most of the scales was skewed, as
shown in table 3, the robust maximum likelihood was used as an estimation method (Welz,
2024). This will then ensure that the random errors are taken into consideration. The output for

the normality test is presented below
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Table 3

Output for the normality test

Factor Shapiro-Wilk statistic Sig.

Turnover intention 0.987 0.059
Role-based identity 0.980 0.006
Team cohesion 0.980 0.005
Perceived organisational support 0.984 0.024
Employee well-being 0.985 0.026

4.3.2 Homoscedasticity and linearity

The table 4 below provides information about the linearity of the correlations between latent

variables included in the structural equation model. Additionally, the table also provides

information about the variables’ means and standard deviation.

Table 4

Correlations between variables including means and standard deviations

Role-

Turnover  based Team EW
Variable M SD Intention identity POS cohesion
Turnover intention 2.741 0.864 1
Role-based identity 3911 0619 -0.346™ 1
POS 3.450 0.833  -0.330** 0.496 ** 1

- ** _ *% Jx
Team cohesion 3.615 0.706 0.330 0.489 0.579 1

5.001 1.090 -0.467** 0.619 ** 0.459** 0.500 ** 1

EW

Note: POS = Perceived organisational support, EW= Employee Well-being

*Sig: p <0.05; **Sig: p <001

Table 4 above indicates that the variables are linearly related to each other. The direction of the

relationships between all variables except role-based identity and team cohesion are consistent

with the theory, and as expected. Although this study was not particularly interested in
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exploring the relationship between role identity and team cohesion, the finding is peculiar as
one would logically expect the relationship to go in the same direction in that when role identity
increases, so too would team cohesion. When people have a better understanding of themselves,
the team and organisation the more cohesive the team would be. Additionally, no exceptionally
high correlations were detected between variables which may violate key assumptions for the

CFA and SEM analyses.

The correlations between the latent variables were assessed, and all the correlations were below
0.70. This means that the variables each measure distinct factors. If the correlations were
exceptionally high, closer to 1, it would have suggested that two or more variables might be
measuring the same construct. However, in the case of this study, multicollinearity is not

present. The highest correlation was between employee well-being and role-based identity

(0.619).

4.4 Item analysis

In this research, five tools were used for data collection. The tools utilised were the turnover
intention scale (Roodt, 2004), the role-based identity scale (Welbourne et al., 1998), the team
cohesion scale (Pan and Hsiau, 2010), the perceived organisational support scale (Eisenberger
et al., 1986) and the employee well-being scale (Zheng et al., 2015). Analysis was performed
on the overall scale and each subcategory where applicable. Analyses were conducted at both
the scale and item level to ensure that the scales demonstrate internal consistency. Item-level

statistics were generated to flag and delete potentially problematic items.
Table 5

Summary of reliability statistics

Scale McDonald’s ® Item total Problematic
correlation range items
Turnover intention 759 0.370 - 0.641 None
Role-based identity scale 915 0.421 - 0.686 None
Perceived organisational support 879 0.314 - 0.825 None
Team cohesion 943 0.248 — 0.828 None
Employee well-being 948 0.483 — 0.780 None

4.4.1 Turnover intention scale

The turnover intention scale had a McDonald’s value of ® = 0.759, signifying satisfactory

reliability. Most items showed acceptable correlations with total items, with values between
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0.370 and 0.641. This indicates that all the items affect the overall scale’s reliability. The scale
items in this study were determined to fall within the appropriate to good discrimination range.
Examining the item test correlation values, none of the items appear to be problematic as they
all exceeded the recommended .30 value. Removing any of the items will not improve the

McDonald’s value. Therefore, none of the items is considered for deletion.
4.4.2 Role-based identity scale

As the Table 5 above shows, the McDonald’s value for the role-based identity scale was m=
0.915. All the items reported for the role-based identity scale was acceptable with item total
correlations ranging between 0.421 and 0.686. This implies that all items contribute towards
the total scale reliability. None of the items seem to be problematic. Due to the strong
McDonald’s reliability value and the positive correlation between items, none are being

considered for removal since it will not enhance the reliability.
4.4.3 Perceived organisational support

The perceived organisational support scale comprises eight items. The McDonald’s value, as
indicated above, is = 0.879, which falls within the acceptable reliability range. Furthermore,
upon inspection of the items, it appears that they range between 0.314 and 0.825, which means
that they are at an acceptable level and collectively contribute towards the scale’s reliability.
None of the items are problematic and, therefore, all items will be retained. Removing any

items will not improve the scale’s reliability.
4.4.4 Team cohesion
The team cohesion scale comprises 19 items examining three dimensions.

The above table reflects a McDonald’s value of w= 0.943, which is a very good reliability
indicator. The item-total statistics reflect that in terms of the study, the range of item values is
between 0.248 and 0.828. This suggests that the items in the scale all contribute to the scale’s
reliability, and they discriminate well between participants. Items TC1 go and TC2 go R
reported the lowest total correlation between items, 0.372 and 0.248, respectively. Removing
these items will not elevate the value of McDonald’s omega. It was decided to retain these two

items.

4.4.5 Employee well-being scale
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The employee well-being scale consists of 18 items measuring three dimensions. The reliability
for the employee well-being scale is o= 0.948, indicating a very good McDonald’s reliability
value. Upon exploring the individual items within the total item correlation column, one can
observe that the range is between 0.483 and 0.780. All the items are above 0.40, indicating
good discrimination between them. None of the items appear to be problematic and no items

are therefore considered for deletion.

4.5 Confirmatory factory analysis of measures

This section considers the internal structure of the measures used to operationalise the proposed
structural model. Although all the hypotheses will be tested using the structural model, Bhale
and Bedi (2024) argue that it is essential to consider the measurement components of the
structural model before looking at the specific path coefficients. The interpretation of the
structural components will be ambiguous if the measurement components of the model are not
confirmed initially. The following section will briefly consider the CFA results of each variable,

followed by a presentation of the summarised CFA results.
4.5.1 Turnover intention scale (TI)

The robust maximum likelihood (MLR) estimator was used to estimate the model. This can be
described as an estimation method for structural equation models where data is continuous and
considers the random errors. The model fit was assessed by using the chi-square (x?) test, CFI,
TLI, RMSEA and SRMR model fit indices. The turnover intention scale produced a RMSEA
of 0.091, which does not fall within the acceptable cut-off of <.80), whilst SRMR has a value
of 0.052, falling within the acceptable threshold of <.80. The CFI reported a value of .924,
which is considered as acceptable (>.90). In contrast, the TLI (.874) unfortunately fell short of

the recommended threshold (>.90). The chi-square value for the scale is (y’~24.184. df=9, p=

0.004). This indicates that the model does not fit the data well, as the x* value is <.05. The chi-
square test, however, is sensitive to the sample size, which could impact the observable chi-
square value. Considering the above, the model fit can be described as below average. The fit

indices are indicated in the table below.

Table 6 presents the summarised standardised factor loading solution for all five scales. A factor
loading represents the relationship between the factor and the item, with a factor loading
exceeding .30 indicating a moderate correlation between the item and the factor (Tavakol &

Wetzel, 2020). Referring to Table 5 below, all the items are above the .30 threshold and
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significant. This means that all the items correlate moderately to strongly with the factor. Items
TI3 and TI8 have the lowest factor loadings, but since they are above the cut-off value, it was

decided to retain them. The turnover intention scale is therefore considered to be valid.
4.5.2 Perceived organisational support scale

The model fit is average, after considering the fit and referencing the normative cut-off values
mentioned in Chapter 3. The RMSEA for the perceived organisational support scale is observed
to be 0.159, which is above the acceptable threshold of (< .08), while the SRMR is 0.147 and
not within the cut-off (< .08). The fit indices CFI and TLI are 0.831 and 0.785 respectively,
which fall below the normative threshold of >.90. The model fit is therefore considered to be
poor. The chi-square was found to be (x*= 696.296. df= 28, p< 0.001), suggesting that the data

does not fit the model well. The fit indices are indicated in the table below.

The standardised factor loading output displayed in Table 5 shows that almost all the factor
loadings are above the .30 cut-off. Item POS6R has the lowest value (.256), which suggests
that it is a poor item that does not contribute to the factor. However, it was decided to keep the
item because deleting it would not improve the scale dramatically. All items show statistical
significance, with POS2 and POS3 demonstrating the highest factor loading and being
identified as the strongest items for testing the factor. Due to the poor fit to the data, any

relationships with the POS scale should be interpreted with caution.
4.5.3 Role-based identity scale

The RMSEA for the role-based identity scale is 0.097, which is more than the <.08 cut-off. The
SRMR is 0.113 and, therefore, more than the relaxed threshold of < .08, indicating that the fit
is poor. CFI and TLI suggest that the fit is average considering the results of 0.818 and 0.790
individually, thus not meeting the acceptable (> .90) standard for model fit indices. The chi-
square value is observed to be (¥’-=481.290. df= 165, p< 0.001) and indicates that the model

does not fit the data adequately.

The standardised factor loading is identified in the table below for the role-based identity
scale. However, a higher-order model representing the entire (total) was fitted instead of the
single factor. Therefore, these factor loadings below represent the loading of first-order
factors on the second-order factor, not an item. Factor RBI JI has the lowest factor loading

value, while RBI_EI has the highest factor loading, correlating the best with the role identity
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factor. Due to the poor fit to the data, any relationships with the role-based identity scale

should be interpreted with caution.
4.5.4 Team cohesion scale

The results of the fit indices of the team cohesion scale indicate an RMSEA value of 0.070,
which is within the < .08 cut-off, and an SRMR of 0.050, which falls within the < .08 threshold.
The incremental fit indices of CFI (0.903) fall within the acceptable > .90 range, while the TLI
(0.888) is slightly below the >.90 threshold, and indicative of a mediocre fit. The chi-square
(*=297.923. df= 149, p< 0.001) indicates that the model fits the data acceptably. The model

fit can be described as average.

As indicated in Table 5, all the items are statistically significant, with only item TC2 GO R
below the .30 cut-off. However, it was decided to retain the item as it does not dramatically
affect the scale if the item is deleted. Aside from this item, all other items have strong factor
loadings, indicating that they are individually strong items in determining the factor. The scale

is therefore considered valid.
4.5.5 Employee well-being scale

The RMSEA for the employee well-being scale indicated a fit of 0.070 and an SRMR of 0.054,
with both being within the acceptable range of <.08 model fit. The incremental fit indices CFI
(0.930) and TLI (0.919) both fall within the acceptable cut-off of >.90, thus indicating an
acceptable model fit for the data. The chi-square (¥*=263.396. df= 132, p<0.001) suggests that

the model fits the data acceptably.

Lastly, the employee well-being scale’s standardised factor loading values are shown in the
table below. Since a higher-order CFA model was fitted to the data, each factor loading presents
the relationship between first- and second-order factors in the CFA model. As shown below, all
the higher-order factors are statistically significant and have strong standardised factor loadings

above .30. Therefore, the employee well-being scale is deemed valid.
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Table 6

Summarised CFA results for measures: fit indices and standardised factor loadings

Range of
standardised
factor
Measure Fit indices loadings
v2  RMSEA SRMR CFI TLI
Turnover 24184  0.091  0.052 0.924 0.874 0.386-0.776
Intentions
Role-based 481290  0.097  0.113 0.818 0.790 0.495-0.890
identity
Team cohesion )95 973 0070 0.050 0.903 0.888 0.268-0.870
POS
696296 0.159  0.147 0.831 0.785 0.501-0.913
Employee 263.396  0.070  0.054 0.930 0.919 0.765-0.881
Well-being

4.6 Structural equation modelling

The structural model was used to test the structural relationships in the proposed theoretical

model. Although some of the CFA models were not strong measurement models, the researcher

was satisfied that all the models showed at least an adequate fit. However, measures with poor

measurement quality may impact the credibility of the results generated regarding the structural

model. For this reason, the results should be interpreted with caution until validated in other

research applications.

Table 7 below contains the most critical fit indices. Based on the cut-off criteria discussed in
Chapter 3, the fit can be described as mediocre. Although indices like the RMSEA
demonstrated a good model fit, the CFA, TLI and SRMR did not meet the liberal cut-off

criteria. This would suggest that the model was only partially successful in replicating the

theoretical model in the current sample.

Table 7

Structural model fit indices

Goodness- of Absolute Incremental
Index fit Indices Indices
x2 4492.202
Df 2399
P-value <0.001
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Scaling correction factor 1.0875

RMSEA 0.066
90 Percent ClI 0.963
Probability RMSEA < .05 <0.001
SRMR 0.123
CFlI 0.774
TLI 0.766

Note: ¥2: Chi-square test; Df: Degrees of freedom; RMSEA: Root mean square error of approximation; CI:
Confidence interval; SRMR: Standardised root mean squared residual; CFl: Comparative fit index; TLI: Tucker-
Lewis index

The structural model consists of specific hypotheses derived from the theory presented in
Chapter 2. The different hypotheses are depicted as pathways organised within a structural

model. The graphical representation of the structural model can be seen below.

Figure 4

Structural model

H5= (g =-0.017, p=> 0.05)
Role Identity P OSSP
POS
H4= (B =-0.785, p=<0.05
H1=(p =0.162, p=<0.05)
Staff Turnover Intention H3=(B=0.667, p=<0.05)

H2= (B =0.197, p=< 0.05)

L J

Team Cohesion H6=(B=-0.047, p>0. 05) Employee Wellbeing

The overarching purpose of the study was to formulate a structural model to explain turnover
intentions in the context of team cohesion, role identification, organisational support and
employee well-being. Evaluation of the proposed structural model is required to determine the
validity of the outlined theoretical relationships. For the hypotheses to survive the opportunity

to be rejected, they would need to demonstrate statistical significance and practical

54



significance, and the direction of the relationship needs to be consistent with a priori theorising.
For ease of interpretation, the path coefficients are included next to the specific structural path

in the theoretical model.

Hypothesis 1: A negative relationship exists between role identification and staff turnover

intentions.

The relationship between role identification and staff turnover intentions is statistically
significant (p < 0.05). However, the direction of this relationship is questionable as the
correlation shows a positive relationship (y = 0.162, p = < 0.05). Considered collectively, the

null hypothesis cannot be rejected in favour of the alternative hypothesis.

Hypothesis 2: A negative relationship exists between team cohesion and staff turnover

intentions.

The relationship between team cohesion and staff turnover intentions was also found to be
statistically significant (p = < 0.05). Upon inspection, the correlation turned out to be positive
(y=0.197, p = <0.05). The positive relationship, albeit statistically significant, runs contrary

to a priori theorising and, as a result, must be rejected.

Hypothesis 3: A positive relationship exists between perceived organisational support (POS)

and employee well-being.

Looking at the results that determined the relationship between POS and employee well-being,
it was found that the relationship was statistically significant (p = <0.05). Additionally, a strong
positive relationship was observed (= 0.667, p= < 0.05) between POS and employee well-

being. Therefore, the null hypothesis is rejected in favour of the alternative hypothesis.
Hypothesis 4: A negative relationship exists between POS and staff turnover intention.

As indicated in the figure, the relationship between POS and staff turnover intention is
statistically significant (p= < .05). The direction of this relationship is also proven, as can be
observed by the negative correlation (y =-0.785, p = <0.05). As a result, the null hypothesis is

rejected in favour of the alternative hypothesis.

Hypothesis 5: The relationship between role identity and staff turnover intentions is moderated

by POS.
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Upon close inspection of the results, the moderating effect of POS between role identity and
staff turnover intention was found to be non-significant (f132-0.017, p=> 0.05). Therefore, the

null hypothesis cannot be rejected in favour of the alternative hypothesis.

Hypothesis 6: The relationship between team cohesion and staff turnover intention is

moderated by employee well-being.

The figure reflects the results of the moderating effect of employee well-being on team
cohesion and staff turnover intention. Although the main effect was statistically significant, the
interaction effect did not reach statistical significance (B1p3-0.047, p > 0.05). Thus, no statistical

support was found for the interaction effect, and hypothesis 6 is not supported.

4.7 Summary

This objective of this chapter was to analyse the data and report on the findings using the
research methodology outlined in Chapter 3. The statistical analysis was done through MPlus
version 8.10 and RStudio (Version R-4.4.0). SEM assumptions were assessed by looking at
homoscedasticity, normality, linearity, and collinearity. McDonald’s ® and CFA analyses were
conducted before the structural model was specified to evaluate the measurement integrity of

the scales selected in the study.

Overall, support for the proposed structural model is scant. The model fit indicated a
mediocre fitting model and only two of the six hypotheses were fully supported. Therefore,
only partial support was found for the structural model. The next chapter will discuss the

results in more detail, and possible reasons will be presented for the unexpected results.
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CHAPTER 5: DISCUSSION OF RESULTS

5.1 Introduction

Chapter 1 presents the study’s background and objectives. This is followed by Chapter 2, which
includes a review of the literature and crafting of research objectives and hypotheses. Chapter
3 details the research procedure, including techniques for carrying out data collection and
statistical analysis. The study’s results are presented in Chapter 4. Chapter 5 aims to describe

the statistical results in more detail and to link the findings to the greater literature.

The main goal of the research was to develop a structural model that seeks to understand
voluntary turnover intentions by considering role identity, team cohesion, well-being, and
organisational support. The study’s secondary goal was to test the proposed relationships
between these variables using a substantive structural model. Additionally, the study also
intended to examine how employee well-being and organisational support moderate the
relationship between team cohesion and turnover intentions. Empirical support for the
proposed model is limited, and only hypotheses 3 and 4 are supported, while hypotheses 1, 2,
5 and 6 are not supported. Each hypothesis is examined together with its practical implications.

Finally, limitations in the study will be discussed as well as recommendations for future studies.

After exploring historical studies on staff turnover, it was discovered that no previous research
specifically examined these variables in a single study. This study found it difficult to connect
previous research and empirical findings. Therefore, it had to explore these variables
individually, based on prior studies’ conceptualisation, theories, and logical reasoning, to shape
the research hypothesis. Yet, the researcher believes there are enough reasons to investigate
these variables in future studies by following the limitations and recommendations outlined

below.

5.2 Discussion of hypothesis
As shown in Figure 4, some evidence was found to support the suggested model. These theories

are analysed in relation to the existing research.
Hypothesis 1: A negative relationship exists between role identity and staff turnover intentions.

The relationship between role identity and staff turnover intentions was found to be statistically
significant. However, the findings showed that this relationship is positive, which contradicts

expectations. The more ingrained a person’s role identity, the lower the likelihood of quitting,
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leading to decreased turnover intention. The study conducted by Ding (2021) of 507 university
counsellors in China showed that professional identity moderated the relationship between
burnout and staff turnover intention. This indicates that individuals with elevated levels of
professional identity are more likely to have positive emotions about their occupation and cause
reluctance to terminate their employment voluntarily (Ngojane, 2024). Findings in another
study conducted among 2426 township health inspectors in China produced similar outcomes.
The result was that professional identity indirectly had a negative impact on the outcome of
turnover intent through the mediating effect of job satisfaction and work engagement (Liu,

Meng, Yang & Zhang, 2018).

The results of the current study show that although the relationship between role identity and
staff turnover intentions is significant, the direction of the relationship runs contrary to previous

research (Chui, Jiang, Wang & Xu, 2019).

No single study could be found that reported a positive relationship between job identity and
voluntary turnover intentions. More research is needed to examine whether this result is
sample-specific or generalisable to the larger population of employees working in the financial

services sector.

Hypothesis 2: A negative relationship exists between team cohesion and staff turnover

intentions.

The relationship between team cohesion and staff turnover intention was statistically
significant, but the positive regression coefficient ran contrary to a priori theorising. Therefore,
the hypothesis is not accepted. This positive finding is puzzling since the literature suggests a
negative relationship between the two constructs (Al-Suraihi, Al-Suraihi, Ibrahim & Samikon,
2021). A research project conducted by Bain, Ginsburg, Thomson, Wong, Wulfthart and
Zaheer, (2019) gathered data from hospital staff to explore the factors influencing turnover
intentions, including the impact of frontline supervisors, teamwork and mindful organising
among hospital staff in Canada. Their findings concluded that every 1-point surge in teamwork

reported a 1-point reduction in turnover intention.

Research by Han (2020) examined the literature on employee turnover in the hospitality
industry to pinpoint the causes of turnover and address gaps in existing studies. He examined
factors at different levels: organisational (such as salary and promotion), team (including

emotional support and the relationship quality among team members) and individual (such as
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job satisfaction). The research found that the team level indirectly affects turnover intention on

the organisational or individual level.

A potential explanation for the results could be attributed to the type of industry, especially the
participants’ positions. Having separate sales goals for individuals can weaken the importance
of teamwork in achieving the group target. In simpler terms, even though a team goal exists,
everyone is responsible for their own sales goal. Individual success or failure is, therefore, not

affected by the unity and collaboration of the group.

In the current study, a positive correlation of y = 0.197, p = < 0.05 was observed. This may
suggest that in the study context, higher team cohesion may lead to higher turnover because it
reduces the individual agency to achieve performance targets. In this regard, employees who
want to pursue their own individual goals may not like a corporate culture that is too inclusive
and may opt to leave the organisation (Bolander, Pappas, Schrock & Samaraweera, 2022). This
surprising result implies the need for additional research to grasp the connection between the

variables being examined comprehensively.

Hypothesis 3: A positive relationship exists between perceived organisational support (POS)

and employee well-being.

A positive statistically significant relationship was observed between perceived organisational
support and employee well-being. Research by Deniz and Kocabas (2024), with 450 faculty
members from a state university in Istanbul, found that perceived organisational support was a
strong predictor of psychological well-being. The literature also confirms the strong positive
connection between perceived organisational support and employee well-being. If an
individual feels that their employer is supportive and attentive to their needs, they are likely to
experience a sense of overall well-being and energy. Thus, strong support was found for the

hypothesis in the current study.
Hypothesis 4: There is a negative relationship between POS and staff turnover intention.

A statistically significant relationship between POS and staff turnover intention was observed.
This negative statistical relationship suggests that when individuals experience organisational
support, they are less likely to quit. These findings correspond to what was found in previous
studies on this relationship in the existing literature. Support from the organisation leads to

feelings of security and stability, decreasing the drive to explore external opportunities. The
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individual feels obligated to reciprocate the organisation’s kindness by staying loyal and

contributing effectively.

A study conducted by Jano, Mahembe & Satardien (2020) substantiates the above, confirming
that POS is linked to a decrease in employees wanting to leave the company. Workers receiving
emotional support and material rewards are less likely to quit (Jano, et, al, 2019). Multiple
studies have verified that the correlation between POS and intent to leave among employees is
negative and has statistical significance (Indra, Rofiq & Sudiro, 2023; Ceshi, Monti, Sartori,
Scipioni & Zene, 2023; Khan, Li, Mohamed & Mahomed, 2022; Carta & De Simone, Mondo
& Pileri, 2022).

Hypothesis 5: The relationship between role identity and staff turnover intentions is moderated

by POS.

No empirical support was found for the moderating role of POS on the relationship between
role identity and staff turnover intentions. Consequently, the hypothesis was rejected. This runs
contrary to prevalent theory. The primary mechanism of the proposed relationship is that the
strong negative relationship between role identity and staff turnover can be further buffered by
a strong sense of organisational support. In their study, Jiang, Li, Liao, Liang, Ma, Shu, Zhang
& Zhong (2024) speak about actions that should be taken to foster a sense of professional

identity to decrease staff turnover.

Unfortunately, no support was found for this hypothesis. This could be due to the relatively
small samples. Interaction effects are typically quite small and require large datasets with high
statistical power (Andrade, 2020; Das & Gumpili, 2022). Statistical power is the likelihood of
correctly rejecting the null hypothesis if it is fake. A high level of statistical power suggests a
slight chance of Type II error where a study does not detect a significant effect due to a lack of

sample size (Agrawal, Dhull & Garg, 2024).

Hypothesis 6: The relationship between team cohesion and staff turnover intention is

moderated by employee well-being.

No support was found for the moderating relationship of employee well-being on the
relationship between team cohesion and turnover intentions. This is also contrary to theoretical
foundations and prior literature. Considering the JD-R theory, when the job demand is
adequately supported by sufficient resources, it ensures that the individual can cope with what

is expected and hence reduce the need to quit (Hecker & Scholze, 2024). The predictors of
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emotional exhaustion are job demands, which negatively impact employee well-being, while
resources contribute to psychological satisfaction and promote well-being (Galhoz, Gaitas,
Peixoto & Silva, 2022). The JD-R model also predicts that more resources in the environment
will boost or supplement the strong relationship between job resources and work engagement.
The contrary is also true, namely that job resources will buffer the negative effect of job
demands on turnover intentions (Bakker et.al, 2023; Bakker & De Vries, 2021; Li, Lau & Yang,
2023). As a result, it is expected to influence the relationship between team cohesion and staff
turnover. In theory, if a person’s job resources are sufficient to meet the job demands, they
should experience conditions of overall well-being. This is because the individual will not
constantly deplete their resources and feel exhausted, as there are enough resources available

to meet the job demands.

There is a wealth of research examining the link between employee well-being and turnover
intention, but finding information on the moderating impact of employee well-being on the
connection between team cohesion and turnover is challenging (Khairunisa & Muafi, 2022).
Research was conducted by Ben-Shalom, Harel & Reizer (2023), where they investigated how
well-being is shaped by agreeableness and perceived team cohesion. The study included 648
male military personnel, and the longitudinal study investigated two time points. The finding
was that team cohesion was a mediator for well-being, and that team cohesion was able to
predict employee well-being (Ben-Shalom et al., 2023). The researcher can use past studies on
these variables to form an opinion about potential moderating effects. Still, the study results
did not definitively indicate and correspond to theoretical assumptions about the variables.
Additional research is required to ascertain whether there is a moderating effect of employee

well-being on team cohesion and staff turnover intention.

In the financial services industry, individual goals could potentially undermine the importance
of teamwork in achieving personal objectives and reducing job-related stress. This suggests
that employee well-being does not influence the relationship between team cohesion and staff
turnover intention. The data obtained from the sample, once again, does not provide enough
information to determine if employee well-being influences the link between team cohesion
and staff turnover intention. Furthermore, when examining the main effect of the relationship
between team cohesion and staff turnover intention, the link was found to be positive, going
against the anticipated negative correlation. When investigating the impact of a peculiar

discovery, the secondary outcome could be the repercussion of this uncommon finding.
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Additional research is needed to determine if using a larger and more diverse sample group

would produce a different result.

5.3 Practical implications for organisations

The findings of the present research showed significant discrepancies compared to studies
carried out in various other sectors (Ben-Shalom et al., 2023; Das & Gumpili, 2022; Zaheer et
al., 2019; Zheng et al., 2018). The study also aimed to add to the body of literature by including
role identity, team cohesion, employee well-being and organisational support in a single model
to predict turnover intentions. Although these variables are often used in applied research to

predict turnover intention, they have rarely been modelled in the same way as the current study.

The results indicate that a focused effort is needed to explore the relationship between role
identity, team cohesion and staff turnover intention as well as the moderating effects of
perceived organisational support and employee well-being on this relationship within the
context of sales in the financial services sector. A study by Bruwer, Malan and Van Der Merwe,
(2020) found that employees within the South African financial services industry experience

challenges with demands, workload and job stress, which increase staff turnover intention.

The relationship between team cohesion and turnover intentions reported a strong positive
correlation, which merits further investigation. As discussed earlier, in this specific
organisational setting, an individual’s sales may trump teamwork and collaboration. In other
words, high degrees of team cohesion may deter high-performing individuals due to the
competitive nature of sales personnel. The rewards and compensation for sales employees are
dependent on and linked to individual performance rather than team performance. Therefore,
it leads the researcher to believe that employees are driven by individual monetary value rather
than team collaboration. Consequently, sales managers promote competitiveness in the team to
achieve targets, viewing it as a significant advantage in a sales environment. (Britton, Holle &
Zmich, 2024). This suggests that sales managers rely on the internal competition among team

members to increase sales.

Subsequently, the employees’ competitiveness may have contributed to the obscured results of
the relationship between team cohesion and staff turnover intention. Given that most employees
participating in the current study are incumbents, one can assume that those individuals who
are more focused on teamwork may have left the organisation already. However, research found
that organisations can have both competitive salespeople and cohesive work environments,

contributing beneficially towards sales output and turnover (Pappas et al., 2022). Future studies
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could benefit from exploring this relationship further, as organisations like to recruit and

cultivate highly motivated salespeople who are also great team players.

One way to circumvent the pursuit of personal goals only is to promote team goals. Goal setting
involves creating specific and effective objectives for carrying out tasks (Fayomi & Akanazu,
2024). Research is centered around the team or group rather than individually. Some research
has concluded that achievement lies in the fulfilment of set goals through teams and not the

individual (Ngojane, 2024).

However, it is worth further investigating whether attaining individual goals has an impact on
team cohesion and staff turnover intention. The findings in this study are confusing,
considering that when individuals’ goals are met, this will assist the team in reaching its overall
objectives and goals. The alignment between individual and organisational goals could be
beneficial for both the team and the organisation to succeed. Another possible solution for the
organisation is to find ways to incentivise individuals if team objectives are met. This could
not only act as a motivation for individuals to work together as a unit but might also motivate
them to reach their individual goals and targets. Management could also consider arranging
regular team activities to help build team spirit and develop an understanding of cohesive

teamwork.

Additionally, it was discovered that elevated role identity levels correlated with higher
intentions to quit. While literature does not back this result, one possible explanation could be
that when people understand and identify strongly with their roles, identification with the
organisation becomes secondary. A person could identify strongly with the role of accountant
but not necessarily with the organisation they work for. If an opportunity presents itself to
pursue a role in another organisation that serves their job identity better, they may be inclined

to leave the organisation.

However, if employees feel a strong connection to and have a good comprehension of their
positions, they may choose not to commit to a specific organisation due to their awareness of
the job market’s needs. After examining the demographic data, it was established that most of
the participants were financial advisors. This makes their role crucial within the organisation
since they are responsible for generating revenue. Individuals who grasp this concept may be
reluctant to commit to one organisation and will be quick to move if they receive a better job
offer from a competitor. It is important to note that they will be motivated to move to another

organisation if they perceive their job identity to be enhanced at the new organisation.
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Furthermore, research also revealed a significant inverse correlation between perceived
organisational support and turnover intention, indicating that higher levels of perceived
organisational support result in lower levels of staff turnover intention (Atan, Fattah & Yesiltas,
2022). Considering this, it is advised that companies mobilise elements of organisational
support like ongoing coaching and mentoring from managers, rewards and acknowledgement,
as well as training and growth opportunities to enhance employees perceived organisational
support. In saying this, organisations must be cognizant that not all employees have the same
values, goals and motivation. Hence, organisational support initiatives should be
comprehensive and address the needs and priorities of a multi-generational workforce (Potage
& Wyatt, 2024). Employees who experience organisational support will be less inclined to
resign as they will reciprocate what they receive. Research suggests that employees who

receive support from the organisation, return loyalty and commitment to the organisation.

POS consists of all strategies and procedures that are geared towards establishing work-life
balance and the well-being of employees, such as offering flexible hours, maintaining adequate
staffing and support and having supportive leadership (Esquivias, Hutapea, Rahman, Siddiqi,
2024). An organisation’s leader plays a pivotal role in ensuring that employees receive
sufficient support. Evidence was found in this study to corroborate the historical research
around perceived organisational support and staff turnover intention. A critical aspect of
leadership is to create work models that suit the specific industry and role whilst also
considering the needs of employees in the post-pandemic era. Working remotely has become
increasingly common, with employees being comfortable with this benefit. Having a better

work-life balance has now become a significant goal for workers.

This study also discovered a robust, positive, statistically significant link between perceived
organisational support and employee well-being. This coincides with previous research that
shows that an increase in POS results in an increase in employee well-being (Dekel,
Geldenhuys & Harris, 2022). As perceived organisational support rises, there will be a
corresponding increase in employee well-being. Suggestions for the company would be to use
organisational support measures as discussed to promote employee well-being. It is
recommended that the organisation provide support to employees by balancing the job

demands with job resources to enhance overall well-being.

If there is a balance between job demands and job resources, the amount of effort put into

completing tasks will not be excessive, leading to a decrease in job-related stress, burnout and

64



fatigue and resulting in overall well-being. It is widely proven through previous research that
job demand variables are negative predictors of well-being, while job resources positively
predict well-being (Galhoz, Gaitas, Peixoto & Silva, 2023). It is recommended that employees
are provided with adequate resources to perform their jobs. Such resources include support

from leaders and colleagues, fair benefits and compensation and specified occupational tools.

Another practical implication for organisations involves examining the requirements of the
sales environment in relation to customers’ economic situation to address job stressors
associated with sales targets. Previous studies found a clear link between sales activities and
performance. There is a negative correlation between sales agent tenure and sales activities
(Conde & Prybutok, 2020). An ongoing assessment of the current financial services industry
should be conducted to assess how this company measures up against its rivals regarding the
job requirements and resources offered by competitors. Extensive research on the job-
demands-resource model demonstrates that abundant job resources result in employee well-
being and that excessive job demands could result in employee burnout, which is the inverse
of well-being (Bruwer, et al., 2020). Hence, it is imperative for employers to focus on the well-
being of their employees by examining the resources provided to them to achieve sales targets

and ultimately reduce the strain they experience in their roles.

Based on the results of this study, the moderating impact of POS and employee well-being on
the relationships between role identity and staff turnover intention, as well as between team
cohesion and turnover intention is concerning. The moderating effects cannot be proven in this
study. Further investigation is needed to test these relationships. Therefore, it would be
advantageous to test these by obtaining a larger sample size to confirm the results of this
research. Examining the possible impact on the organisation is deemed impractical because the

outcomes are uncertain, leading to potentially inaccurate implications.

5.4 Limitations of the study

The research contributes to the existing knowledge by offering an understanding of how staff
turnover, role identity, team cohesion, organisational support and employee well-being relate
to one another. The study also explains the importance of these variables and offers

recommendations for organisations to consider reducing and manage staff turnover.

Based on the researcher’s understanding of existing literature, the combination of team
cohesion, role identity, turnover intention, organisational support and employee well-being has

not been examined in a single study before. Although the results in the current study were
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mixed, there were some interesting observations. One of the limitations of the study was the
use of cross-sectional data. Empirical support for hypotheses 1 and 2 was not found, and a

longitudinal research design is needed to corroborate the current study’s findings.

This research design was quantitative in nature and allowed for robust and rigorous testing of
the relationship between variables. However, a mixed approach could potentially have
provided for a richer study. The use of a qualitative research design allows for delving into the
complexities of human behaviour, attitudes and experiences, focusing on understanding
nuances and context (Ahmed, 2024). Incorporating qualitative methods may have shed
additional light on the relationships that contradicted original expectations. Specifically, there
is a positive relationship between role identity and staff turnover, as well as between team

cohesion and staff turnover.

When the researcher calculated the desired sample size using the Raosoft calculator, it indicated
that a sample size of 296 was required. However, the sample size of 203 does meet the
minimum requirement for quantitative data collection (Memon et al., 2020). This minimum is
aligned to previous authors such as Cham et.al, (2020) and Kline, (2016). The researcher
acknowledges that a smaller sample size restricts the ability to generalise findings and therefore
is a limitation. The study also did not randomly include more than one type of financial services
organisation. Thus, the findings of this study cannot be applied to the broader financial services

industry.

It was interesting to note that a significant proportion of participants had less than three years
of service at the organisation. This could suggest that it had an impact on the outcomes of the
data, explaining why the results may have deviated from the existing literature as discussed
above. Employees with less than three years’ experience within the company might lack
sufficient time to develop a perspective of the organisation, hindering their ability to document
their experiences accurately. Employees with more than three years of experience might have
been reluctant to take part in the study due to their loyalty towards the organisation, considering
the intrusive nature of the questions. They may also have had concerns about the use of the
data and might have also believed that by completing the questionnaire and giving account of

their experience may impede advancement in some way.

5.5 Recommendations for future research
A consideration for future research is to adopt a mixed method data collection approach to

provide the study with more detailed insights into how staff turnover intention, role identity,
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team cohesion, organisational support and employee well-being are related. The mixed method
approach is known for its ability to leverage the advantages of qualitative and quantitative
research, thus reducing the impact of the limitation of the two approaches (Alhassan, 2024;
Brantley Hernandez & Thomeer, 2024). Utilising a combination of qualitative and quantitative
methods ensures that one comprehends the entire scope of the study derived from insights
obtained from interviews or observations, with data from trait prevalence in the population
received through surveys and aimed at enhancing the depth of the study (Banerjee, Satjian,

Sathian, Simkhada, van Teijingen & Wasti, 2022).

It is advised that future studies should explore employees in financial services, including more
than one organisation, to ensure a more inclusive representation of the broader industry, taking
insurance and banking into consideration. Future findings could then be generalisable broadly
to the financial service industry. Additionally, the researcher suggests conducting a comparative
study to determine if there are differences in findings between sales employees and employees
in a support and enablement role. Comparative research analysis is a specific problem across
various environments. The aim of comparative research is to delineate, investigate and clarify
parallels and distinctions among the cases being studied (Iranifard & Roudsari, 2022). This
could help to provide an understanding of whether the stress levels differ between sales
employees and support or administrative roles and how this influences staff turnover intention.
Organisations can then use the research findings to adopt appropriate processes and programs

tailored to the sales force and administrative staff respectively.

Additionally, examining the financial services sector instead of focusing on one specific
organisation will naturally result in a larger sample size. An increased sample size tends to lead
to a more dependable result due to the decrease in the margin of error that comes with having
a larger sample size (Althubaiti, 2022; Andrade, 2020). More than this, exploring the financial
services sector organisations might also provide a more comprehensive view of these variables.
The empirical findings of the research conducted in the financial services sector may also assist
in providing organisations with an understanding of how to retain their staff in a highly

competitive industry.

Another aspect that may be beneficial and suggested for future studies is to examine whether
age and gender play a role in the relationship between these variables. Almost half of this

study’s respondents (42%) are between the ages of 18 and 40, and 58% are female employees.
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Perhaps this would also provide an understanding of how to support these employees based on

the desires and goals appropriate to their generation and life stage to manage staff turnover.

To expand on this, the researcher also suggests that the effects of leadership should be added
as an additional variable to explore how leadership styles influence staff turnover intention.
Research shows that transformational leadership impacts employee and group performance,
which may influence staff turnover intention (Al Qahtani, Faizal, Menon, Pattali & Sankar,
2024). A proficient leader must have the ability to foster strong collaboration within the team
and have the knowledge to create successful teams, establish trust and connections among team
members, promote teamwork and handle conflicts effectively (Putri & Renwarin, 2023).
Research shows that line leaders with a transactional style may have a detrimental impact on
team cohesion. (Babalola, Euwema, Riisla & Wendt, 2021). Literature indicates that having
strong social connections and positive working relationships contribute to the well-being of

individuals, fostering a sense of belonging and strengthening unity.

Leaders can invest in tactics to enhance team cohesion to establish a more favourable
workplace atmosphere (Raj & Shan, 2024). Human capital resources should also be explored
to establish strategies to develop effective communication and training strategies aimed at
coping with the negative effect of turnover intention to enhance employee engagement and

improve job satisfaction (Pattali et al., 2024).

Finally, the researcher would also recommend that future research focus on a specific form of
well-being and conduct a more focused analysis rather than looking at employee well-being
overall. Social well-being relates to the sense of belonging, positive relationships and showing
affection and regard for others (Gautam & Singh, 2023). Examining social well-being may
assist researchers and organisations in comprehending how enhancing social interaction and

team connectedness may reduce employees’ intentions to leave a company.

5.6 Conclusion

The main goal of the research was to analyse the intricate relationship between staff turnover
intention, role identity, team cohesion, organisational support and employee well-being.
Empirical support for the model was scant, and only two of the six hypotheses were statistically
supported. The findings suggest that the relationship between staff turnover, role identity, and
team cohesion is complex and nuanced, and more research is needed to understand the link in

the financial services industry where the emphasis falls on personal sales/productivity.
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The development of the proposed model was aimed at assisting organisations in developing
and implementing strategies to ultimately address staff turnover intention. The present study’s
results determined that a strong and positive correlation exists between perceived
organisational support and employee well-being. When employees feel supported by the
organisation, their overall well-being improves. Based on previous and current research, it is
acknowledged that this phenomenon does affect employee turnover intentions. Employees who
feel supported are enjoying a sense of well-being, reducing the likelihood of them considering

leaving the organisation.

The current study also discovered a notable inverse correlation between POS and intention to
quit. It was noted that an increase in POS results in decreased turnover intention. Therefore,
considering these results, it is advised that companies concentrate on HR policies and processes
that aim to offer adequate organisational support. Elements of organisational support comprise
sufficient compensation and benefits, training and skills enhancement opportunities as well as
supervisor support. These organisational support elements lead to an increase in employee
well-being. Suggestions are made so that future researchers can keep adding to the existing

knowledge on the subject.
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