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Abstract 

High rates of turnover among public child welfare (CW) workers has a detrimental influence on 

social workers, clients and their families, agencies, and states. Although the severity and prevalence 

of the problem are well understood, it was only recently that research on turnover among CW 

workers became more popular. Our understanding of the phenomenon, however, is still lacking and 

requires quantitative research synthesis. To address this research gap, the purpose of this study is to 

conduct a meta-analysis of the existing literature on turnover intention among child welfare workers. 

Among 144 potentially qualifying studies, twenty two studies were included in this meta-analytic 

study. Utilizing Hunter and Schmidt (2004)'s method, this study quantitatively combined and 

analyzed 36 predictors from the included studies. 

Overall, predictors related to CW worker attitudes and perceptions (e.g., organizational 

commitment and job satisfaction) had the highest influence on turnover intention among CW workers. 

On the other hand, demographic predictors, such as age, race, and gender, showed small or negligible 

effects on turnover intention. Among work-related predictors, stress-related predictors and sub-

factors of burnout had medium to high influence on turnover intention while predictors related to 

decision-making showed medium effect sizes. Among predictors in work environment category, 

various types of support predictors had varying influence on turnover intention while such variables 

as perceptions of fairness and policy had relatively high effect sizes of around .4. 

Several commonly-studied factors with proven validity, such as organizational commitment, 

stress, job satisfaction, professional commitment, and organizational climate, emerged as some of the 

strongest predictors. Other variables, such as perceptions of fairness, safety concern, and policy, were 

also shown to be strong predictors, but have received relatively less attention. While caseload is 

commonly thought of as one of major drivers of turnover, this study showed that caseload had little 

effect on turnover intention of CW workers. This study highlights several key areas of further 



research. First, job performance and economy-related factors are rarely utilized in studies of turnover 

intention among CW workers and therefore, deserve greater attention. Second, studies with private 

CW workers were relatively small compared to studies with public CW workers. Third, there has 

been a conceptual confusion of turnover intention measures, which future research can help to further 

clarify. The theoretical and practical implications highlighted by this study are also discussed. 
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CHAPTER 1: Introduction 

The high rate of turnover among child welfare workers can have a detrimental 

impact. The average annual turnover rate of child welfare workers ranges between 20 to 

40 percent. Estimates from some studies have shown turnover rates as high as 90 

percent nationally when measured over a 2-year period (Annie E. Casey Foundation, 

2003; Drake & Yadama, 1996). In addition, the average vacancy rate in child welfare 

settings ranges from 6.8 to 9.9% and it can take anywhere between seven to thirteen 

weeks to fill the vacancy (American Public Human Services Association, 2005). 

The problem surrounding child welfare workers’ turnover is that children in the 

child welfare system need steady relationships, but turnover prohibits the stability of the 

relationship (Nissly, 2004; Zlotnik, DePanfilis, Daining, & Lane, 2005). This high 

turnover rate among child welfare workers also has had detrimental consequences on 

child welfare workers, agencies, and states. Turnover yields high workloads to 

remaining workers. In addition, turnover creates a financial strain on the child welfare 

agencies—and more broadly, the government—due to the high cost of hiring and 

training new workers and decreased productivity of newly hired workers (Balfour & Neff, 

1993; Center for Public Policy Priorities, 2009; Mor Barak, Nissly, & Levin, 2001; 

Muchinsky & Morrow, 1980; National Council on Crime and Delinquency, 2006; Nissly, 

2004). 

Although the importance of turnover issues was not different in the past, researchers 

were not actively engaged in turnover studies. A comprehensive literature search of the 

relevant journals (i.e., Children and Youth Services Review, Journal of Child Welfare, 

and Journal of Public Child Welfare) found few studies about child welfare workers’ 

turnover as well as other management issues before 2000. For example, in Children and 
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Youth Services Review (CYSR), no study was found to investigate turnover of child 

welfare workers before 2005. Fortunately, there has been increased attention on the 

research of child welfare workers’ turnover. Most notably, the Child Welfare Staff 

Recruitment and Retention Training program1 has helped both in increasing the 

number of research and producing researchers who are specialized in the turnover issue. 

As a result, the number of turnover studies in CYSR, for example, has increased to 27 

after 2005 (as of Feb 8, 2013). This growing body of research has helped researchers, 

practitioners, agencies, and governments become increasingly aware of various aspects 

of issues surrounding child welfare workers’ turnover. 

In the research literature, the turnover of child welfare workers is commonly 

explained by a broad range of antecedents. Among them, job satisfaction has been 

believed to be the key factor in the explanation for turnover and used in many studies 

(Chenot, 2007; Hom & Griffeth, 1995; Kyonne, 2007; J. Lee, Rehner, & Forster, 2010; 

Levin, 2003; March & Simon, 1958; Mobley, Griffeth, Hand, & Meglino, 1979; Mor 

Barak, Levin, Nissly, & Lane, 2006; Schwartz, 2007). Other variables, such as burnout, 

stress, organizational culture, organizational climate, and organizational commitment, 

have also been widely used to better understand and explain turnover among child 

welfare workers (Boyas, Wind, & Kang, 2012; Chenot, 2007; Ellett, 2000; Ellett, Ellett, 

& Rugutt, 2003; Harrison, 1995; Hwang, 2012; Kyonne, 2007; J. Lee et al., 2010; Levin, 

                                                           
1
 Child Welfare Staff Retention and Recruitment Training projects are federally funded projects conducted by eight 

universities across the US. Eight universities are Fordham University, Michigan State University, State University of 
New York at Albany, University of Michigan, University of Denver, University of Iowa, University of North Carolina 
at Chapel Hill, and University of Southern Maine (in alphabetical order). For more information, go to 
https://www.childwelfare.gov/management/funding/funding_sources/randrt.cfm. Partly funded by state projects, 
many other universities, such as Portland State University, University of California at Berkley, University of Georgia, 
University of Maryland at Baltimore, University of Southern California, and Yeshiva University, have been 
producing sizable number of articles although they were not part of the federally funded projects. 
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2003; Maertz, Griffeth, Campbell, & Allen, 2007; Mor Barak et al., 2006; Nissly, 2004; 

Schwartz, 2007; Shim, 2009; Travis, 2006).  

Although the contributions of these individual studies are indisputable, much of the 

existing research has relied on methodologies that may have inherent flaws, such as 

small sample sizes, selection biases, error of measurement, and reporting errors. Such 

flaws are almost inevitable in individual studies and the consequences of these flaws 

have been results that tend to be inconsistent across studies (often individual studies 

with the same topic produce contradictory results), less powerful, less generalizable, and 

less applicable to the real world phenomenon.  

Meta-analysis offers a viable means to overcome the limitations of individual studies 

by quantitatively synthesizing individual studies of a same topic. In addition, meta-

analysis can produce more reliable components for theory developments. Although the 

number of studies in the area has steadily increased, there has yet to be a meta-analysis 

of turnover studies conducted exclusively with child welfare worker samples. 

Mor Barak and colleagues’ 2001 study of turnover was the first (and possibly the 

only) study to conduct meta-analysis of turnover among human service workers, which 

included but was not exclusively child welfare workers (Mor Barak et al., 2001)2. The 

result of their article has been widely accepted and has been cited more than a hundred 

times (Web of Science which includes a Social Sciences Citation Index, conducted on 

Feb 1, 2013, returned 111 citations). However, their study not only included child welfare 

workers, but also included other human service employees, such as social workers and 

nurses. Considering that the working conditions of child welfare workers are very 

                                                           
2
 There are a few systematic reviews of the child welfare workers’ turnover. Interested readers may refer to Hwang 

(2012), (DePanfilis & Zlotnik, 2008), (Ellett, Collins-Camargo, & Ellett, 2006), and (Zlotnik et al., 2005) (DePanfilis & 
Zlotnik, 2008; Ellett et al., 2006; Hwang, 2012; Zlotnik et al., 2005) 
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unique and different from employees in other industries (e.g., the presence of secondary 

traumatic stress (STS) caused by client violence against child welfare workers), study 

that include mixed samples of different types of human service workers may not 

properly explain turnover among child welfare workers (Middleton, 2011; Song, 2005; 

Sprang, Craig, & Clark, 2011). 

On the other hand, the number of studies which looked at actual turnover as an 

outcome is limited, possibly due to difficulty to recruit former employees as study 

participants. Rather, most studies of turnover among child welfare workers used one of 

the proxy measures of turnover. These proxy measures (turnover intention), a measure 

of the intention of individuals to leave or remain in the organization, were known to be 

the strongest predictors of turnover among withdrawal cognitions (e.g., intention to 

search alternatives and intention to turnover) and well accepted to be basic components 

of turnover process models (Hom & Griffeth, 1995; Mobley et al., 1979; Price & Mueller, 

1986; Steel & Lounsbury, 2009). 

Purpose of study 

Although the number of studies and awareness of turnover among child welfare 

workers has increased, the field still needs an integrated synthesis of the knowledge on 

turnover among child welfare workers. To address this research gap, the purpose of this 

study is to conduct a meta-analysis of the existing literature on turnover intention 

among child welfare workers. The specific aims of this study are as follows:  

1. Comprehensively search, review, and summarize the empirical research 

results of turnover intention among child welfare workers.  

2. Utilize meta-analytical techniques to examine the relationship between 

turnover intention among child welfare workers and predictors of it. 
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3. Discuss theoretical and practice implications and directions for future studies 

based on the findings of the current study. 

Actual turnover will have advantages over turnover intention and, at the beginning 

stage, this study opened possibility of meta-analysis with both actual turnover and 

turnover intention. However, a literature search and in-depth investigation of studies 

resulted in only five studies which can be used for meta-analysis (one study had both 

turnover intention and actual turnover as outcomes). With limited number of studies, it 

was not feasible to conduct meta-analysis of actual turnover. Thus, this study will only 

conduct meta-analysis with turnover intention. 

While this study does not aim to validate a specific model of the turnover process, 

the development of turnover theories will be briefly reviewed in the next chapter to 

provide a theoretical framework for the current study and to facilitate the interpretation 

of the study results. Theories in relevant research disciplines are reviewed in 

conjunction with the turnover theories developed in child welfare area since there are 

few theories developed exclusively for child welfare workers’ turnover. A brief review of 

the meta-analysis by Mor Barak et al. (2001) and an introduction to meta-analysis will 

also be covered in literature review. The Methods section (Chapter 3) will detail the 

study design, including study inclusion criteria, search strategy, and meta-analytical 

methods employed in this study. In the Results section (Chapter 4), studies filtered by 

inclusion criteria will be combined and the results of the meta-analysis will be presented. 

Finally, in Chapter 5, the findings of this study will be summarized and discussed and 

implications for future research and practice will be presented. 
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Chapter 2: Literature Review 

This chapter is organized into three sections. First, the theoretical development of 

turnover studies is discussed. Most theories of turnover have been developed by non-

social work researchers, thus theories from relevant fields such as psychology, 

management, and sociology will be borrowed. The second part of this chapter reviews a 

previous meta-analytic study of turnover among child welfare workers. To date, the 

study of Mor Barak et al. (2001) has been the only meta-analytic review of turnover of 

the target population. Third, a brief introduction of meta-analysis is discussed to explain 

what it is and why it is necessary. 

Theories of turnover 

The assertion of Mor Barak et al. (2001) that little theoretical approach was present 

in turnover among human service employees (including child welfare workers) is still 

relevant today. Thus, reviewing theoretical development of employee turnover will 

provide theoretical insight for the researchers in the area. A review of theories will also 

provide the theoretical framework of classification of predictors for this meta-analysis in 

the final stage of research synthesis. 

There are numerous studies in regard to employee turnover in and outside child 

welfare. Individual studies and theories were presented from the early 20th century 

(Dalton & Todor, 1991). However, not all of them are relevant to this study. In addition, 

reviewing individual studies may not only be irrelevant, but also not feasible. Thus, this 

study will focus on important theoretical developments of employee turnover by 

reviewing turnover models which are related to the current study and the field of child 

welfare. However, it is important to note that theories outside of the scope of the current 

study do not necessarily mean they are less important. Rather, this may possibly be a 
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limitation of the current study. Summaries of each model will be presented and 

implications to child welfare will be discussed for each model. 

As mentioned before, modern theoretical developments of employee turnover have 

mainly been conducted outside of child welfare. Researchers in such areas as psychology, 

management, and sociology, have developed various models or frameworks. Among 

them, seven theories which have been frequently cited by others and are most relevant 

to this study are discussed3.These include: the theory of organizational equilibrium 

(March and Simon, 1958); met-expectation model (Porter and Steers, 1973); turnover 

process model (Mobley, 1977); expanded model (Mobley et al., 1979); Muchinsky and 

Morrow model (Muchinsky and Model, 1980); structural model (Price and Mueller, 

1986); and unfolding model (Lee and Mitchell, 1994). 

1. March and Simon(1958): Theory of organizational equilibrium 

The theory of organizational equilibrium is one of the earliest theories of the 

decision-making process of individuals in the organization (Hom & Griffeth, 1995; 

Muchinsky & Morrow, 1980; Steel & Lounsbury, 2009). This theory basically concerns 

the balance of pay and repay between an organization and participants (or employees in 

turnover context)4. An organization pays the employees to motivate and keep them 

inside the organization (inducements). Employees, in return, contribute to the 

organization (contributions). If this equilibrium of inducements and contributions is 

                                                           
3
 Some of the names of the models are from Hom and Griffeth (1995). 

4
 March and Simon (1958)’s book, Organizations, was not specifically written to explain employee turnover, rather 

it was designed to explain various dynamics of organizations. The theory of equilibrium, which was discussed in 
chapter 4 of the book, was part of the various topics of the book and included some irrelevant explanations from 
this study. For example, participation of organization was explained in general context by including various 
participants of organization, such as investors, suppliers, distributors, and consumers as well as employees. Since 
broadening discussion may confuse readers, this study limited the discussion of participants in the context of 
employee turnover to focus on the topic. March and Simon (1958) also limited their discussion of participation to 
employees when they explain theory of organizational equilibrium. Interested readers may directly refer to March 
and Simon (1958). 
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sustained, most employees do not leave the organization. In other words, employees 

stay at work so long as they are satisfied with the inducements they receive. 

Satisfaction with the job was believed to be a key factor to explain the balance 

between inducements and contributions. As dissatisfaction among employees increases, 

employees start thinking of moving. However, not all of the dis-satisfied individuals 

actually move, but instead, move only if they find job alternatives to compensate the risk 

of the moving. If they cannot find desirable alternatives, they stay. Thus, satisfaction can 

only be used in conjunction with the perceived desirability of movement and perceived 

ease of movement. Figure 1 shows the process of turnover of March and Simon (1958)’s 

model. 

Three important factors influence satisfaction of employees: conformity of the job 

characteristics to the self-characterization; predictability of instrumental relationships 

on the job; and compatibility of work requirements with the requirements of other roles 

(Figure 2). The conformity of job characteristics to an individual’s self-characterization 

has a positive influence on satisfaction. As conformity increases, so does job satisfaction. 

The predictability of instrumental relationships on the job also has a positive effect. For 

example, predictable working conditions make employees more satisfied with their work 

Perceived 
Ease of 

movement 

Inducements-

Contributions 
balance 

Turnover 

Perceived 
desirability of 

movement 

Job satisfaction 

Figure 1. Turnover process of March and Simon (1958)’s model 
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compared to the unpredictable conditions. The compatibility of work requirements with 

the requirements of other roles also correlates positively with satisfaction. For example, 

if work hours are compatible with parental role, satisfaction is increased. 

On the other hand, employees transfer inside the organization (inter-departmental 

transfer). Thus, inter-departmental transfer reduces the influence of satisfaction on 

employee turnover. Smaller organizations, however, do not have the same level of inter-

organizational transfer opportunities as larger organizations may have. Thus, inter-

organizational transfers of bigger organizations may result in turnover in smaller 

organizations where the opportunity of intra-organizational movements is limited. Thus, 

size of the organization and opportunities of intra-organizational transfer may be 

considered as separate influential factors on the perceived desirability of movement. 

Figure 2 shows the relationship between perceived desirability of movement and its 

determinants. 

Conformity of job 

to self image 
Predictability of 

job relationships 
Comparability of job 

and other roles 

Satisfaction with 

the job 
Size of 

organization 

Perceived possibility of intra-

organizational transfer 
Perceived Desirability 

of movement 

Figure 2. Major factors affecting perceived desirability of movement. From 

Organizations (p. 99) by J. G. March and H. A. Simon, 1958, New York, NY: Wiley. 
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Perceived ease of movement from the organization is closely related to the state of 

the economy (Figure 3). When economy grows, organizations hire and vice versa. Ease 

of movement is also related to how well one knows the labor market information such as 

labor demand of organizations and their own employability rank (or competitiveness) 

among potential applicants. The number of perceived extra-organizational alternatives 

(alternatives) was believed to positively influence perceived ease of movement. 

Alternatives were influenced by various factors. As the number of visible organizations 

(visible organizations) increases, alternatives available to individuals also increase. In 

turn, organizations also seek employees. Thus, individuals who are more visible to 

organizations (e.g., skillful workers) have more chance to move. As a result, visible 

Propensity to 

search 
Visibility of 

individual 

Number of 

organizations visible 
Personal characteristics 

of participants 

Number of extraorganizational 

alternatives perceived 

Perceived ease of 

movement 

Level of 

business 

activity 

1) Specialization 2) Size of the current 

organization 3) Region 4) Head-hunting 

5) # of contacts 
i.e. 1) Length of service  Specialization  

Visibility to other organizations 

Job satisfaction, 

Habituation 

Sex, Race, Age, 

Length of service 

Figure 3. Major factors affecting perceived ease of movement. From Organizations (p. 

106) by J. G. March and H. A. Simon, 1958, New York, NY: Wiley. 
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organizations and visible individuals create a strong feedback loop. The level of business 

activity, such as demand for labor, positively influences alternatives. The more a 

business or industry is active, the more alternatives one can find outside their own 

organizations. Individual attributes (or personal characteristics) were introduced to 

explain other variations which could not be explained by economy-related factors. Male, 

younger, white, gentile, native-born citizens, and less-tenured individuals were 

considered to be more frequent movers than their counter parts. Figure 3 shows the 

relationships between perceived ease of movement and major influencing factors. 

Implication: Although only few researchers have tried to verify March and Simon 

(1958)’s model, March and Simon (1958)’s frontier work had a significant influence on 

subsequent models developed by Mobley (1977), Muchinsky and Morrow (1980), and 

Lee and Mitchell (1994). As expected, job satisfaction has been widely used in the 

literature, including the research on the turnover of child welfare workers (Auerbach, 

McGowan, Ausberger, Strolin-Goltzman, & Schudrich, 2010; Chenot, 2007; Ellett et al., 

2003; Harrison, 1995; Hwang, 2012; Kyonne, 2007; Middleton, 2011; Mor Barak et al., 

2006). Although it was not comprehensive, they included diverse explanations in their 

model, such as individual factors, organizational factors, and economic factors, many of 

which are still major building blocks of turnover process models. Although there were 

potential, their model was not thought to accurately describe and visually present the 

process of turnover. Thus the model was later modified by other researchers. 

Nonetheless, the influence of March and Simon (1958)’s model is still significant 

through other newer models. Turnover studies among child welfare workers can still 

find implications from March and Simon’s model, such as the incorporation of economic 

factors as well as extra-organizational alternatives, some of which have been rarely used 
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in studies of child welfare workers’ turnover. In turn, it can be viewed as the critical 

need for further theoretical improvement of turnover model among child welfare 

workers. 

2. Porter and Steers (1973): Met-expectation model5 

A review of the literature at the time by Porter and Steers (1973) identified several 

important theoretical implications in relation to turnover behavior. With its consistent 

negative influence on turnover, job satisfaction was considered as a central key factor to 

influence turnover. However, they argued that merely stating that dissatisfaction made 

employees leave the job did not answer questions related to the prevention or reduction 

of turnover. In this regard, Porter and Steers suggested the concept of met-expectations. 

Under this model, it is postulated that employees bring their own expectations when 

they join an organization. Some individuals may have initial expectations which are 

compatible with reality of their work, but some may have expectations which cannot be 

fulfilled in their work. Discrepancies between initial expectations and reality influence 

job satisfaction and eventually lead to turnover. Previous empirical studies of Katzell 

(1968) confirmed the negative influence of unmet expectation on turnover (Katzell, 

1968). 

In general, although employees brought similar expectations at the beginning with 

varying emphasis on each factor across individuals (which will be discussed shortly), 

they found differences between their expectations and reality. Individuals who adjusted 

their expectations to the reality were more satisfied and as a result, stayed longer and 

vice versa. On the other hand, organizations might try to match expectations of 

                                                           
5
 Porter and Steers (1973) identified two withdrawal behaviors, turnover and absenteeism, and discussed both 

turnover and absenteeism. This review, however, will only review turnover-related part of their article. 
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individuals if they wanted to keep them. This could be seen as the balance of current and 

future (or potential) expectations. 

 Four factors were used to categorize variables which comprise met-expectations: 

organization wide factors; immediate work environment factors; job content factors; 

and personal factors (Figure 4). Organization-wide factors were defined as the variables 

which were determined outside the “immediate work group”. Two organization-wide 

variables, pay and promotion policies and organization size, were identified. How an 

individual perceived equality of current and future pay/promotion was important in 

explaining the influence of pay and promotion on turnover. Equality of pay/promotion 

was found to be highly related to turnover. For example, level of the fairness that 

employees perceived was more important than the amount of pay or chance of 

promotion an individual received. Organizational size, on the other hand, had weak 

relationship with turnover. 

Immediate work environment factors included supervisory style, work unit size, and 

the nature of peer group interaction. With diverse measures, supervisory style increased 

turnover when: 1) supervisory consideration was lacking; 2) supervisors were more 

authoritarian; 3) employees felt they were treated unfairly by their supervisor; and 4) 

Met-
expectation 

set 

Job 
satisfaction 

Turnover 

1. Organization-wide factors 

2. Immediate work environment factors 

3. Job content factors 

4. Personal factors 

Figure 4. Turnover process of met-expectations model of Porter and Steers (1973) 



14 
 

recognition and feedback from a supervisor were insufficient. Work unit size was found 

to have a positive relationship among blue-collar workers possibly because a bigger 

work unit might result in less cohesive work environments (e.g., task-oriented at work 

and poor communications), which possibly led to increased dissatisfaction. However, 

the effect of work unit size on turnover was negligible among white-collar workers since 

white-collar workers might have more autonomy to seek alternatives to reduce 

dissatisfaction. Peer group interaction, such as support from coworkers and coworker 

satisfaction, was generally found to be related to turnover. For example, when an 

employee perceived high support from coworkers, they tended to stay longer. 

Job content factors were comprised of four sub-factors: the overall reaction to job 

content; task repetitiveness; job autonomy and responsibility; and role clarity. The 

overall reaction to job content, when measured by satisfaction level with the tasks they 

performed, had significant influence on turnover. Generally, task repetitiveness 

positively related to turnover since stress level was increased as a result of routine work. 

Job autonomy and responsibility was found to be negatively related to turnover. In 

other words, employees tended to stay longer when they had more control over their 

work. Role clarity, such as clear job understanding before employment and clear 

expectations of one’s role at work after being hired, was a significant indicator of 

turnover. Role clarity before employment enabled both organization and applicants to 

choose better options for each other. On the other hand, clear role descriptions made 

people have realistic expectations at work after they joined the organization. 

Variables, such as age, tenure, similarity of job with vocational interest (person-job 

congruence), personality characteristics, and family considerations, were classified as 

personal factors and highly regarded as influential to turnover decision of the 
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individuals. Generally, age had a negative relationship with turnover, meaning that 

turnover decreased as employees became older. Tenure also had negative effect on 

turnover, which was not a surprising result considering that age was highly related to 

tenure. Person-job congruence made individuals stay longer with their work. Such 

extreme personality characteristics as “higher degrees of achievement orientation, 

aggression, independence, self-confidence, sociability, and anxiety” were related to 

leavers. On the other hand, “emotional stability, maturity, sincerity, stronger job 

identification, and more moderate achievement orientations” were found to be related 

to stayers. Family size had varied effect on turnover. Increased family size reduced 

turnover of male workers, but increased turnover among female workers, due to the sex 

role expectations at the time. Responsibility toward family members was also a main 

reason of employee turnover, especially for female workers. 

Implication: With the introduction of met-expectations, Porter and Steers’ model 

enriched the explanation of employee turnover process. Especially, emphasis on job 

clarity of met-expectations model provided the evidence of effectiveness of realistic job 

previews (RJP) (Hom & Griffeth, 1995). The concept of expectation and categorization 

of factors also had an impact on subsequent research, such as Mobley and colleagues’ 

(1979) model. On the other hand, the lack of consideration of external factors, as they 

pointed out in their article, was a limitation in their study. 

RJP have been increasingly utilized by state child welfare agencies, starting with 

Nebraska in 1997 and followed by 11 other states (Faller et al., 2009). In addition, RJP 

has been proven to be effective in curbing turnover rates ( Faller et al., 2009). Such 

concepts as peer group interaction and supervisory support have also been widely used 

in the child welfare field (Levin, 2003; Mor Barak et al., 2006; Schwartz, 2007; Travis, 
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2006). Despite its potential usefulness, however, person-job congruence is rarely used 

in child welfare area. Thus, utilization of person-job congruence may need to be 

incorporated in turnover studies of child welfare workers. 

3. Mobley (1977): Turnover process model 

Although the effect of job satisfaction on turnover was consistently negative, the 

effect size was not very high (Porter & Steers, 1973). Influenced by March and Simon 

(1958) and Porter and Steers (1973), Mobley (1977) suggested a new model of the 

employee withdrawal decision process, which added various mediators to better explain 

the relationship between job satisfaction and turnover (Mobley, 1977). 

Their model, presented in Figure 5, was basically a general decision making process, 

which was adapted to the turnover process. The process starts with employees’ 

evaluations of their current jobs (A). Evaluation determines how employees are satisfied 

with their job expectations (B) and job satisfaction influences initiation of thinking of 

quitting if they feel dissatisfied (C). Sometimes, job dissatisfaction can be expressed in 

other forms of behaviors, such as absenteeism or passive behavior at work shown in (b’), 

which makes an additional explanation to the process. 

Dissatisfied employees start evaluating the benefits of job search (chances of and 

desirability of finding alternatives) and costs of turnover (travel, loss of seniority and 

vested benefits, etc.) (D). Intention to search increases if the chances of finding 

alternative jobs are high and the cost associated with search of alternatives is low (E). 

Sometimes, intention to search is initiated by some non-job related factors, such as 

transfer of spouse, as shown in (e’). Intention to job search leads to actual search for 

alternatives (F). If actual search results are not preferable (e.g., chances are low and cost 

is high), employees re-evaluate the previous steps, which are shown as feedback loops. 
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For example, employees re-evaluate their current job and satisfaction level. As a result 

of reconsideration, they eventually quit or stay on the current job. These feedback loops 

may occur at different steps of the decision process as shown in left side of Figure 5. 

 
A. Evaluation of existing job     

            ↓     

B. Experienced job satisfaction – 
dissatisfaction 

 
(b’) Alternative forms of 

withdrawal, e.g., absenteeism, 
passive job behavior 

            ↓     

C. Thinking of quitting     

            ↓     

D. Evaluation of expected utility of 
search and cost of quitting 

    

            ↓     

E. Intention to search for alternatives  
(e’) Non-job related factors, e.g. 

transfer of spouse, may 
stimulate intention to search 

            ↓     

F. Search for alternatives     

            ↓     

G. Evaluation of alternatives  

(g1’) Unsolicited or highly visible 
alternatives may stimulate 
evaluation. 

(g2’) One alternative may be 
withdrawal from labor market 

            ↓     

H. Comparison of alternatives vs. 
present job 

    

            ↓     

I. Intention to quit / stay     

            ↓     

J. Quit/Stay  <--- (j’)  (j’) Impulsive behavior 

 

Employees start to evaluate alternatives if some are available (G). Alternatives are 

compared to their present job (H) and the result of the comparison leads to intention to 

Figure 5. The employee turnover decision process. Adapted from “Intermediate 

linkages in the relationship between job satisfaction and employee turnover,” by W. 

H. Mobley, 1977, Journal of Applied Psychology, 62(2), p. 238. 
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quit/stay if alternatives are favored over their current job (I). Intention to quit/stay 

eventually leads to actual turnover (J). Aside from this decision process, turnover may 

happen by employees’ impulsive behavior (j’). 

Each step of Mobley (1977)’s model can be roughly matched to a general decision 

making process as shown in Figure 6. For example, evaluation of existing job (A) and job 

satisfaction (B) of Mobley (1977) model can be compared to problem identification of 

general decision making process and thinking of quitting (C) can be compared to setting 

a goal. All in all, Mobley (1977)’s model can be seen as the extension of March and 

Simon (1958)’s early work in a more structured manner. 

Figure 6. The comparison between Mobley (1977)’s turnover process model and the 

rational decision-making process. Adapted from “Intermediate linkages in the 

relationship between job satisfaction and employee turnover,” by W. H. Mobley, 1977, 

Journal of Applied Psychology, 62(2), p. 238 & Organizational Behavior (p.203), by 

R. W. Griffin & G. Moorhead, 2007, Boston, MA: Houghton Mifflin. 

Mobley (1977) model  
General Decision 

making process 

A. Evaluation of existing job  1. Identification of problem 

B. Experienced job satisfaction – dissatisfaction    1. Identification of problem 

C. Thinking of quitting  2. Setting a goal 

D. Evaluation of expected utility of search and cost of quitting  3. Seeking alternatives 

E. Intention to search for alternatives  3. Seeking alternatives 

F. Search for alternatives  3. Seeking alternatives 

G. Evaluation of alternatives  4. Evaluation of alternatives 

H. Comparison of alternatives vs. present job  4. Evaluation of alternatives 

I. Intention to quit / stay  5. Selection & Implementation 

J. Quit/Stay  5. Selection & Implementation 
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Implication: With a broad impact on the psychological approaches of turnover, 

Mobley (1977)’s model was further expanded by other researchers (Hom & Griffeth, 

1991, 1995; Mobley et al., 1979) and the validity of their model was verified by others 

(Hom, Griffeth, & Sellaro, 1984). Although verification of Mobley (1977)’s model was not 

always successful, their logical steps in turnover process are easy to understand and can 

be applied to the field of child welfare (Hom et al., 1984; Mobley, Horner, & 

Hollingsworth, 1978). 

On the other hand, an over-simplified linear path of this model, with the inclusion of 

primarily within-person factors, limited the possibility of divergent explanations with 

other predictors. Specifically, the model lacked consideration of the status of the 

economy. Efforts were made to address these shortcomings in Mobley (1977)’s model, 

including Mobley and colleagues’ (1979) and Muchinsky and Morrow (1980)’s model. 

4. Mobley, Griffeth, Hand, and Meglino (1979): Expanded model 

Economists and personnel researchers at the time were trying to explain turnover 

(or turnover rate) by economic status, hire rate, market mechanism, and other 

government data (Armknecht & Early, 1972; Forrest, Cummings, & Johnson, 1977). In 

contrast, behavioral researchers relied more heavily on the relationship between 

turnover and job satisfaction at the individual level (March & Simon, 1958; Porter & 

Steers, 1973). However, the problem was that both of these macro and micro approaches 

employed simplistic processes by emphasizing one side of turnover, but failed to 

combine divergent explanations. Most models at the time could only explain 20% or less 

of the variance in turnover and could hardly be considered as sufficient models. Mobley 

et al. (1979) also found that job satisfaction had less influence on turnover than was 
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predicted by March and Simon (1958) and Mobley (1977), sometimes becoming non-

significant when satisfaction predicted turnover along with other predictors.  

 

Figure 7. A schematic representation of the primary variables and process of employee 

turnover. From “Review and conceptual analysis of the employee turnover process," by 

W. H. Mobley, R. W. Griffeth, H. H. Hand, and B. M. Meglino, 1979, Psychological 

Bulletin, 86(3), p. 517. 
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To address these shortcomings of previous models, Mobley, Griffeth, Hand, and 

Meglino (1979) created a new conceptual model of turnover, shown in Figure 7. 

Expanded model tried to overcome the job-satisfaction-centric approach by adding 

various factors in line with or in relationship with job satisfaction. Job satisfaction was 

still in the center of the explanation, but was not a sole immediate indicator of turnover 

intentions and behavior. Present job expectations and future job expectations were 

discussed in line with job satisfaction as the precursors of turnover. Various antecedents 

of these three immediate indicators were grouped as: 1) organizational factors; 2) 

individual factors (occupational and personal); and 3) economic-labor market factors. 

These factors were added to build a more comprehensive and complete model. 

Individual perceptions (job-related and labor market), expectations (present job and 

alternative jobs), and individual values mediated the influence of the aforementioned 

three groups of factors. Specifically, job-related perceptions were influenced by 

organizational factors as well as individual factors, and in turn, influenced present job 

attraction and job satisfaction, both of which were prone to reflect their current job 

satisfaction. Labor market perceptions, influenced by economic-labor market and 

individual factors, then influenced expectations of alternative jobs which was a 

precursor of future job attraction and the reflection of economic conditions. 

Intentions. Intentions were believed to guide behavior and be the immediate 

determinant of behavior (Locke, 1968; Mobley, 1977; S. P. Robbins, 2001). In line with 

this, two intentions—the intention to quit and the intention to search—were suggested 

to be the immediate predictors of the turnover behavior. Impulsive behavior was 

introduced to explain sudden turnover as the exception to intentions-driven turnover. 

The specificity of measurement tools (i.e., how specific the questions asked intentions to 
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quit) and time gap between measurement of intentions and actual turnover was 

considered to influence intentions-behavior relationship. On the other hand, 

unsuccessful job searches and/or little availability of attractive alternatives might be 

connected to other types of withdrawal behavior, such as absenteeism and passive job 

behavior.6 Job satisfaction, attraction-expected utility of present job, and attraction-

expected utility of alternative jobs were the predictors of turnover intentions. 

Satisfaction. Job satisfaction once again took the central spot among predictors of 

turnover in line with the findings of other studies at the time (Locke, 1976; Porter & 

Steers, 1973). Satisfaction was considered as present-oriented, thus, economic factors, 

which were considered as future-oriented, were not included as predictors of 

satisfaction. Unlike other models, they added partial correlation with such factors as 

attraction, expected utility of present job and attraction, and expected utility of 

alternatives. This addition of partial correlations distinguished their model from others 

by giving flexibility to incorporate divergent explanations. Centrality of work values, 

non-work consequences of quitting or staying, and contractual constraints were also 

considered as important factors which could supplementarily explain the relationship 

between job satisfaction and turnover. 

Attraction and expected utility of present job. Unlike job satisfaction, attraction and 

expected utility of present job (present job attraction) was considered as future-oriented. 

Attraction was not only related to retaining present job, but also was considered to be 

related to future accomplishment of various outcomes, either positive or negative. 

Present job attraction was partially correlated with job satisfaction, thus can be easily 

                                                           
6
 Examples of withdrawal behavior, absenteeism and passive job behavior, is not presented in Mobley and 

colleagues (1979) article. These examples are from Mobley (1977)’s model assuming that 1979 model was the 
expansion of 1977 model. 
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understandable when it is explained in conjunction with job satisfaction. For example, 

employees can be satisfied with their present job, but they can possibly leave the job if 

they have little expectation of long-term career from their current position. On the other 

hand, employees may maintain their position in the expectation of long-term job career 

although they are not satisfied with their current job. Present job attraction was 

influenced by several dimensions of predictors. Among them, differences in individual 

values (e.g., occupation, hierarchical level, age, and tenure) were one indicator of 

present job attraction. Organizational factors, such as organizational goals and values, 

were also influential force of present job attraction. Gratification, either immediate or 

delayed, was considered to be a supplement to add explanation between turnover and 

two immediate indicators of turnover, satisfaction and present job attraction. 

Attraction and expected utility of alternatives. In line with other studies at the time 

(Forrest et al., 1977; Mobley, 1977; Schneider, 1976), attraction and expected utility of 

alternatives (attraction of alternatives) were introduced to further explain turnover 

intention. Attraction of alternatives is basically the individual’s expectation of feasibility 

of attaining an alternative job and expectation of subsequent outcomes of the alternative 

job. Attraction of alternatives is not a stand-alone factor, but should be considered in 

combination with job satisfaction and present job attraction.  Perceived desirability of 

movement and perceived ease of movement of March and Simon (1958), modified into 

“expectations re: future job outcomes” and “expectancy re: attaining alternative”, were 

introduced to help explain attraction of alternatives. “Expectancies re: future job 

outcomes” and “expectancy re: keeping job” were also added to better explain present 

job attraction. 
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Implication: Refined and borrowed from various models at the time, including the 

previously discussed March and Simon (1958) and Mobley (1977) models, Mobley et al. 

(1979) incorporated additional aspects of the turnover process. They incorporated 

alternative explanations of turnover process to overcome satisfaction-centric turnover 

process. Multiple pathways of the turnover process made their model more realistic and 

close to reality than other models at the time. It is not surprising that their model was 

successfully validated (Michaels & Spector, 1982). However, there were criticisms that 

economic conditions were not well reflected in the model (Hom & Griffeth, 1995; 

Muchinsky & Morrow, 1980). Lack of consideration of consequences of turnover was 

also considered as one of the biggest limitations of this model, which led to Muchinsky 

and Morrow (1980)’s model. 

Despite these shortcomings, expanded model was well balanced and had potential 

for research of turnover among child welfare workers. Future job attractions, especially, 

was rarely studied in child welfare workers’ turnover and may have big implications to 

the research of turnover among child welfare workers considering that labor market 

conditions also influence child welfare workers’ turnover behavior (Center for Public 

Policy Priorities, 2009; Faller, Grabarek, & Ortega, 2010). Although the importance of 

individual values has been incorporated into child welfare studies (e.g., professional 

commitment), measure of values may be further refined (Chenot, 2007; J. Lee et al., 

2010; Schwartz, 2007). In addition, different types of values may also be included in the 

turnover model of child welfare workers considering that work values of child welfare 

workers are different from others.  
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5. Muchinsky and Morrow (1980)’s model 

After reviewing the research of turnover at the time, such as Porter and Steers (1973), 

Mobley (1977), and Mobley, Griffeth, Hand, and Meglino (1979), Muchinsky and 

Morrow (1980) found several important deficiencies in turnover studies. First, turnover 

studies were generally confined in the research interest (or area) of researchers. 

Psychologists were more interested in the psychological aspects of the turnover process 

(March & Simon, 1958; Mobley et al., 1979). Sociologists and organizational theorists 

were more focused on the structural determinants of turnover (Price, 1977). Economists 

were more inclined to studying national-level factors such as business cycle and quit 

rates. Second, the most recent models, such as Mobley et al. (1979), did not fully 

integrated the importance of economic factors. Third, most turnover studies 

incorporated cross-sectional designs and failed to reflect the ever-changing, longitudinal 

aspects of economy, which was believed to make recursive patterns of turnover. Fourth, 

the consequences of turnover were rarely discussed. Most studies considered turnover 

as the terminal outcome of the turnover process and paid little attention beyond 

turnover. Thus, in spite of an abundance of turnover studies (more than 1,000 studies at 

the time), they found that there was the need for a new model of turnover to address 

such theoretical issues as fragmented study tradition, failure to incorporate role of 

economy and longitudinal design, and lack of discussion beyond turnover. 

Determinants. As the preliminary step of building a conceptual model, Muchinsky 

and Morrow categorized determinants into three determinants (or factors) and 

summarized research findings at the time, as shown in Table 1.  

Individual determinants were the variables which belong to or related to the 

individual employees. Age and length of service were the individual characteristics 
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which had negative relationship with turnover. Alternate income sources had positive 

relationship with turnover and made employees more likely leave their job as alternate 

income sources increased. Most other variables showed varied results from study to 

study. 

Table 1 

Explications of Variables Hypothesized to be Related to Turnover 
 

Determinants 
I. Individual Factors  

Age (-) 
Length of service (-) 
Family size (- , +) 
Vocational interest (mixed) 
Intelligence (mixed) 

Biographical indices (mixed) 
Family considerations (mixed) 
Alternate income sources (+) 
Aptitude (mixed) 
Personality (mixed) 

II. Work-Related Factors 

 

Recognition and feedback (-) 
Job autonomy and responsibility (-) 
Supervisory characteristics (mixed) 
Experienced job satisfaction (-) 
Commitment to the organization (-) 
Seniority provisions (0) 
Role clarity (-) 
Person-job congruence (-) 
Occupational-role integration (-) 

Organizational/job prestige (-) 
Pay (-) 
Pre-employment interventions (-) 
Task repetitiveness (+) 
Work unit size (+) 
Flexi-time (-) 
Organizational size (-) 
Technology (mixed) 

III. Economic Opportunity Factors 

 

State of national economy (e.g., GNP, employment 
levels) (+) 
State of local economy (e.g., employment levels) (+) 
Type of industry (e.g., average level of earnings) (-) 

State of industry/occupation (e.g., No. of job 
vacancies) (+) 
Presence of secondary labor market (+) 
Alternate institutional income sources (e.g., 
unemployment insurance, welfare eligibility) (+) 

Consequences 
IV. Individual Consequences  

Personal problems (+) 
Job related stress (-) 
Reactions associated with retirement (mixed) 

Negative orientation toward work among hardcore 
unemployables (+) 
Career advancement (mixed) 

V. Organizational Consequences-Social 

 

Formalization (+) 
Integration (-) 
Innovation (+) 

Morale (mixed) 
Centralization (-) 

VI. Organizational Consequences-Economic 

 

Reordering of job functions (+) 
Payroll and fringe benefit costs (-) 
Flexibility in personnel staffing (+) 

Administrative, recruitment and training costs (+) 
Productivity (mixed) 

VII. Societal Consequences 

 

Allocative efficiency ( + ) 
For voluntary retirement: Dependency burden ( + ) 
Tax rates (e.g., Social Security) (+) 

Private sector contributions (+) 
Revisions in retirement policy (+) 
Standard of living (-) 
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* (-): Negative relationship with turnover 
* (+): Positive relationship with turnover 
* (mixed): Varied relationship with turnover 
* Biographical indices are scorable application blanks, such as minority, age, marital status, children’s 

age, education, etc. (Cascio, 1976) 
* Family considerations are such items as spouse income and mobility. 
* Alternate income sources are such items as inheritances and savings. 
* Examples of supervisory characteristics are human relations ability or consideration, structure or 

production-centered supervisory style. 
* Seniority provisions are the presence of a union or union-negotiated seniority provisions associated 

with promotion, transfer, etc. (paraphrase) 
* Organizational size was measured by the number of employees across industries. 
* Occupational-role integration is the level of congruence between job requirements, job expectations, 

job performance, and job experience (Gowler & Legge, 1975). 
* Pre-employment interventions are the provision of work sample, film, booklet, etc. before 

employment. 

Note. From "A multidisciplinary model of voluntary employee turnover," by P. M. 

Muchinsky and P. C. Morrow, 1980, Journal of Vocational Behavior, 17(3), p. 268. 

Work-related determinants were variables which relate individual employees to 

organizations. These variables were mostly discussed in relation to individual 

determinants. Some work-related determinants were used for the purpose of controlling 

individual determinants and some were used as the stand-alone (or main effect) 

variables. Work-related variables were found to have a relatively high correlation (.40’s) 

with turnover. Many of the variables in work-related determinants showed negative 

effect in the relation to turnover. 

Economic opportunity determinants were such variables as state of national and 

local economy, type of industry measured by average pay, job vacancies level, etc. 

Economic opportunity determinants, when measured by job vacancy rates or hiring 

rates, were found to be highly correlated with turnover rates. Better economy (both in 

national and local level), presence of secondary labor market7, alternate institutional 

                                                           
7
 Presence of secondary labor market was the explanation of high turnover of job market minorities (e.g., women, 

teenagers, and racial minorities). Job market minorities tended to move the job when better alternatives (e.g., 
home service, attending an education institution) were available or when they were frustrated with such 
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income sources as well as job vacancies were promoters of higher turnover rate. On the 

other hand, type of industry (e.g., average earnings) was negatively correlated with 

turnover. In other words, turnover rate was lower in high paying jobs. 

Consequences of turnover. Turnover was not the endpoint in the Muchinsky and 

Morrow (1980)’s model, rather, turnover was related to various types of consequences. 

Four types of consequences were suggested as shown in Table 1. 

Individual consequences were the first to be discussed. Most individual 

consequences were somewhat negative. Turnover led to familial and personal problems, 

such as marriage and psychiatric issues, as well as income reduction. Some positive 

aspects (e.g., reduced job-related stress and better person-job congruence) were 

reported (Newman & Beehr, 1979), but there were also countering results of these 

positive aspects (P. I. Robbins, Thomas, Harvey, & Kandefer, 1978). 

Organizational consequences of turnover from social perspectives included 

increased formalization, lowered integration, and increased innovation and morale. As 

turnover increased, organizations wanted to make clear rules or norms to guide new 

members. High turnover rates lowered integration between employees within an 

organization. On the other hand, turnover, especially managerial turnover, could 

increase innovation by adding new members and thinking. Turnover also increased 

morale of members within an organization by opening possibility of upward mobility 

and reducing conflict between employees (Staw, 1980). 

Organizational consequences could also be explained from economic perspectives. 

However, organizational consequences might not be clearly cut by social and economic 

                                                                                                                                                                                           
organizational act as unfair advancement opportunity. Presence of secondary labor market was suggested, but not 
tested at the time when Muchinsky and Morrow (1980) suggested their model. 
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perspectives. Rather, it should be viewed as relative emphasis since the long-term 

effects of turnover on organizations were related to economic consequences. There were 

some economically positive effects of turnover. High turnover could reduce costs of 

labor and fringe benefits due to new employees receiving relatively low salaries and 

benefits compared to employees who left the position. Turnover also increased more 

possibility of upward mobility. On the other hand, costs of recruiting, staffing, and 

training could be the burden to the organizations. Decreased productivity was also a 

negative effect of turnover although Staw (1980) argued that productivity losses could 

be different across industries (Staw, 1980). 

The last item to discuss is societal consequences of turnover. Although 

reemployment and economic status of society should be considered, turnover in the 

societal level generally increased “allocative efficiency of labor” by positioning 

employees to the job where they could produce more outputs than they could in the 

previous job. Turnover also increased unemployment rates and the dependent 

population. To support the increased dependent population, existing labor forces might 

need income increase, which was eventually related to product price increase. Income 

increase usually was not large enough to support increased dependent population, thus, 

turnover might deteriorate living condition. 

Turnover model. After review of the literature and identifying determinants and 

consequences, Muchinsky and Morrow (1980) suggested a conceptual model of turnover 

as shown in Figure 8. Under the assumption that 1) most individuals might not leave 

their current jobs without proper alternatives and 2) available alternatives were most 

likely ‘initial consideration in voluntary turnover’, they put economic opportunity 

factors at the center of the model, making them immediate and primary predictors of 
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turnover. Individual factors and work-related factors, interacting with each other, were 

direct and indirect predictors of turnover. When these two factors were influencing 

indirectly, economic factors acted as ‘valve’ (or the mediator). When valve is open (i.e., 

available alternatives were abundant), relationships between individual and work-

related factors and turnover became stronger than when valve was not wide open (i.e., 

available job opportunities were not plentiful). Therefore, employees might not leave 

their current jobs without alternative jobs although they were not satisfied with their job. 

These workers, who were unsatisfied but chose to remain in the current job, might show 

different types of withdrawal behaviors, such as absenteeism and/or slowdown, while 

they were in the work.  

This model also emphasized the dynamic and longitudinal aspects of economic 

factors in the relationship with other factors, which were depicted by the wavy line. 

Muchinsky and Morrow suggested that researchers needed to consider the relationship 

Work-related 

factors 

Turnover 

Individual consequences 

Organizational 

consequences-Social 

Organizational 

consequences-Economic 

Societal consequences 

Economic 

opportunity 

factors 

Individual 

factors 

Figure 8. A model of turnover showing its determinants and consequences. From "A 

multidisciplinary model of voluntary employee turnover," by P. M. Muchinsky and P. 

C. Morrow, 1980, Journal of Vocational Behavior, 17(3), p. 274. 
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between individual and work-related factors and economic factors as flow rather than 

static to reflect ever-changing aspects of economy and its influence to the turnover. They 

strongly recommended longitudinal study to overcome the shortcoming of cross-

sectional study, which could not adequately reflect the influence of economic factors on 

turnover. 

Implication: In their 1980 model, Muchinsky and Morrow nicely incorporated 

their initial arguments, 1) fragmented research interests at the time; 2) lack of 

consideration of economic factors; 3) failure of reflecting longitudinal aspects of 

economic factors; and 4) need to include consequences of turnover. These features make 

their model unique among turnover models. Muchinsky and Morrow (1980)’s model has 

several implications to consider when researchers conduct turnover studies among child 

welfare workers. First, consequences of turnover are needed to be incorporated and 

tested in the research of child welfare workers’ turnover. These consequences were 

discussed, but rarely tested in child welfare area. How to include and measure 

consequences of turnover may be the next step in turnover studies among child welfare 

workers although it may be a difficult challenge. Second, their emphasis on the 

economic factors can be applied to child welfare studies to fully describe the dynamics of 

child welfare workers’ turnover since economic factors were rarely discussed in relation 

to child welfare workers’ turnover. Third, constant and longitudinal influence of 

economic factors can also be applicable to child welfare. Considering that most studies 

of turnover of child welfare workers use cross-sectional surveys, which are very weak in 

explaining the causal relationship as well as economic influences, this methodological 

change may contribute to building a robust theoretical framework of turnover among 

child welfare workers. 
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In spite of these positive aspects, there were some shortcomings of the model. 

Although they successfully incorporated four major problems they argued, their model 

was over simplified to incorporate importance of economic factors at the center of the 

model. Muchinsky and Morrow clearly mentioned that their model was not intended to 

compete with other models, such as Mobley et al. (1979), but that declaration could not 

be an excuse of the over-simplification and limitation of their model. Second, economic 

opportunity factors of Muchinsky and Morrow (1980)’s model consisted of national or 

regional level data, but were not mediated by perception of the individual. Considering 

that people perceive the same phenomenon in different ways (Griffin & Moorhead, 

2007), their model might have to incorporate the individual’s perception of economic 

factors as Mobley et al. (1979) did in their conceptual model to reduce possibility of 

ecological errors. 

6. Price and Mueller (1986): Structural model 

After thorough review of the literature and two times of modifications (Price, 1977; 

Price & Mueller, 1981), Price and Mueller (1986) suggested a structural model to explain 

voluntary turnover. Their initial model, Price (1977) model, was that job satisfaction 

determined turnover influenced by five determinants (pay, integration, instrumental 

communication, formal communication, and centralization). Perceived job opportunity 

moderated negative influence of job satisfaction on turnover. Price and Mueller (1981) 

improved their initial model by 1) adding intent to stay as a mediator of the relationship 

between job satisfaction and turnover, and 2) adding and revising predictors of job 

satisfaction. Prince and Mueller (1981)’s model, however, explained only 18% of the 

variance of turnover and did not receive satisfactory results, which was partly due to the 

inadequate use of statistics. They once more revised the model and it is shown in Figure 
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9 (Price & Mueller, 1986). The biggest change of the 1986 model over the 1981 model 

was the addition of commitment to the organization as a mediator of the relationship 

between job satisfaction and intent to leave. As seen in Figure 9, various antecedents, 

such as role overload and pay, influenced job satisfaction. Other antecedents, such as 

professionalism and kinship responsibility, influenced organizational commitment and 

intent to leave. The results, however, were not satisfactory again, explaining only 13% of 

variance. Lack of consideration  of the status of economy was also criticized (Muchinsky 

& Morrow, 1980)8. 

Implication: Despite the less than satisfactory empirical result, the Price and 

Mueller (1986) model contributed to the literature by introducing new concepts such as 

kinship responsibility, professionalism, and organizational commitment (Hom & 

                                                           
8
 Muchinsky and Morrow (1980)’s criticism was about the Price(1977) model, but the same criticism may be 

applied in a same way because Price and Mueller (1986)’s model was not much improved in terms of consideration 
of status of economy. 

Routinization (-) 
Centralization (-) 
Instrumental 

communication (+) 
Integration (+) 
Pay (+) 
Distributive justice (+) 
Promotional 

opportunity (+) 
Role overload (-) 

Professionalism (- +) 
General training (- +) 
Kinship responsibility (+ -) 
Size 

Job 

satisfaction 

Commitment Intent to leave Turnover 

Opportunity 

Figure 9. Turnover model of Price and Mueller (1986). From Absenteeism and 

turnover of hospital employees (p. 10), by J. L. Price and C. W. Mueller, 1986, 

Greenwich, Conn: JAI Press. 
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Griffeth, 1995). Developed and measured for nurses, some of the contributions of this 

model may not be applied to child welfare, such as professionalism, which was 

measured by the number of professional association memberships and the number of 

attendance. However, some theoretical concepts such as kinship responsibility, an index 

measured by marital status, presence of children, and importance given to being a good 

wife and mother, may be useful in the studies of child welfare workers’ turnover for the 

parsimonious explanation of turnover process. Organizational commitment, which has 

been used in the turnover study of child welfare workers (Chenot, 2007; Mor Barak et al., 

2006), is also useful in the child welfare area. 

7. Lee and Mitchell (1994): Unfolding model 

Image theory (Beach & Mitchell, 1987), which was utilized in Lee and Mitchell 

(1994)’s unfolding model, challenged the classical decision-making process. Beach 

emphasized the irrational side of the decision making process since people make 

decisions based on their schemata such as scripts, stereotypes, prototypes, and images 

(Beach & Mitchell, 1987). If some schemata are specific to decision behavior, it becomes 

images. Hierarchy of images - self image (principles), trajectory image (goals), action 

image (plans and tactics), and projected image (anticipated events and states) - helps 

people adopt and progresses decisions based on compatibility and profitability (Beach & 

Mitchell, 1987). Basic components of image theory are shown in Table 2. 

After reviewing turnover models at the time, such as Mobley et al. (1979) and Hom 

et al. (1992), Lee and Mitchell (1994) added a new concept, shock, to integrate 

uncertainty of human decision making process to the turnover model. Lee and Mitchell 

(1994)’s model is shown in Figure 10. 

+ 

+ + 

+ - 
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Turnover process of Lee and Mitchell (1994)’s model starts with shock, which is 

distinguishable and non-ignorable event that leads to think of quitting one’s job. Shock 

is integrated into one’s belief and images. One responds to the shock in different ways 

from path #1 through #4. Decision path #1, which considers the least about alternatives 

and heavily relies on prior decisions or experiences (memory probe), is almost 

equivalent to impulsive behavior (or quitting) of Mobley (1977) and can be easily found 

in part-timers. If pre-learned decisions match with shock (e.g., a college student plans to 

work as a part-timer until he/she makes tuition), it leads to quitting of the job. Unsolved 

shock in decision path #1 (or no match) leads to decision path #2 which involves 

evaluation of the current job (f). If a person wants to stay at his/her current job, an 

individual evaluates the fit between the current job and individual images (g). Misfit 

between one’s current job (status quo) and images (principles, goals, and tactics) leads 

Images 
- Self (principles) 
- Trajectory (goals - strategic agenda of events & states) 
- Action (plans and their component tactics) 
- Projected (anticipated events & states) 

Decisions 
- Adoption (of constituents for images) 
- Progress (of plans toward goal attainment) 

Evaluative criteria 
- Compatibility (of image constituents) 
- Profitability (of contingent consequences) 

Decision rules 
- Sufficiency of compatibility (rejection threshold) 
- Maximization (maximum potential profitability) 

Note. From “Image theory: Principles, goals, and plans in decision making,” by L. R. 

Beach and T. R. Mitchell, 1987, Acta Psychologica, 66(3), p. 208. 

Table 2 

The Elements of Image Theory 
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to quitting (i). If fit occurs, a person changes his/her image to stay in the current job. 

Negative evaluation about current job, however, does not necessarily lead to quitting, 

but leads to decision path #3 which includes evaluation of alternatives (j). Although the 

path #3 looks complicated, it is simply two folds: 1) comparison between current job 

and alternatives and 2) compatibility test (or a judgment) between selected choice and 

individual images. If an alternative job, which fit one’s images, is selected, then a person 

quits. In other cases, a person stays in current job. Unlike the previous three paths, 

decision path #4 does not include shock. It can be viewed as a periodic reassessment of 

one’s job rather than assessment initiated by shock. For example, fit between a person 

and job may change over time, eventually making a noticeable misfit. If a person wants 

to stay in the current job, he/she may change his/her image to adapt to the new 

environment. In other cases, misfit leads to job dissatisfaction and then intermediate 

linkages model, such as Mobley et al. (1979) model, determines whether or not a person 

will stay in the current job. 

Implication: Lee and Mitchell (1994)’s model nicely incorporated different types of 

turnover process. Compared to other models, four types of paths were very 

comprehensive and made their model fit more accurately with the reality of turnover. 

The model also addressed the irrational side of human decision making process by 

introducing image theory. Although the complexity of Lee and Mitchell (1994)’s model 

may prohibit the empirical validation, the concept of different paths and images may be 

introduced and incorporated into turnover studies of child welfare workers. On the 

other hand, their model was much focused on job and situational factors, thus 

incorporation of more economic and personal factors could improve their model.
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Previous study 

With human service employees in various settings, such as child care, social work, 

and hospital employees as well as child welfare workers, Mor Barak, Nissly, and Levin 

(2001) conducted a meta-analysis of the relationship between turnover (including both 

turnover and turnover intention) and its predictors. Their review of turnover literature 

revealed three factors influencing turnover: demographic factors (personal and work-

related), professional perceptions (burnout, value conflict, job satisfaction, 

organizational commitment, and professional commitment), and organizational 

conditions (stress, social support, fairness-management practices, and physical comfort). 

Employment alternatives did not belong to any factors, thus it was considered 

independent from other factors. Turnover intention served as both an outcome and a 

predictor. Many studies included in the analysis did not measure actual turnover, but 

rather, used turnover intention as the proxy measure of turnover. In this case, turnover 

intention served as an outcome. When both turnover intention and actual turnover was 

measured, turnover intention became one of the predictors of actual turnover. In this 

case, turnover intention served as an independent predictor like employment 

alternatives. 

Employing various search strategies (i.e., database search, contacting authors, and 

review of references of included articles), they were able to locate 55 studies of potential 

studies and, of these, 25 studies met inclusion criteria of their meta-analysis and were 

used in the meta-analysis. Four studies included child welfare workers, two included 

other social workers, and 20 included other or multiple human service workers (one 
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study included both child welfare and other social workers). Turnover intention 

(intention to leave) was used as a proxy measure for 18 studies while actual turnover 

was an outcome for 12 studies. Five studies measured both turnover intention and 

actual turnover. Under 3 main and 11 sub categories, they were able to identify 80 

predictors. 

Some of the significant variables influencing turnover intentions include the 

following: having children (Demographic - Personal category; r=.40, p<.001); work 

experience (Demographic - Work-related category; r=-.24, p<.001); emotional 

exhaustion (Professional perceptions - Burnout category; r=.45, p<.001); job 

satisfaction (Professional perceptions - Job satisfaction; r=-.42, p<.001); and stress 

(Organizational conditions - Stress; r=.69, p<.001). Some of the significant antecedents 

of actual turnover were age (Demographics - Personal; r=-.10, p<.05); experience 

(Demographics - Work-related; r=-.15, p<.01); emotional exhaustion (Professional 

Perceptions - Burnout; r=.22, p<.001); stress (Organizational conditions – Stress; r=.27, 

p<.05); and income (Organizational conditions - Fairness-management practices; r=-

.08, p<.001). In most cases, relationships between predictors and actual turnover were 

smaller than relationships between predictors and turnover intention. Considering that 

intentions do not always lead to actual behavior, relationship disparities are 

understandable (Griffin & Moorhead, 2007).  

Despite the popularity of their meta-analysis as mentioned earlier, there were two 

areas that could be improved. One was the study population and the other was statistical 

procedures. Their study included various types of human service employees. Conducting 

meta-analysis with a broader population has an advantage of better generalizability. 
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Results can be applied to the sub-populations covered by the study. On the contrary, 

research results with a broad population may not produce as accurate results as it could 

be if it were conducted with narrower and specific population. It appears that they also 

recognized this issue, thus conducted meta-analysis for each sub-population. However, 

the reports were very limited without comprehensive cover of the topics. Thus, when 

Mor Barak and colleagues’ (2001) study results are applied to child welfare workers 

(they included four studies of child welfare workers), the study result may not accurately 

reflect the reality of the child welfare workers’ turnover. 

The statistical procedures they followed could also be improved. Most notably, two 

issues emerged with statistical procedures. First, the way they produced effect size 

(correlation coefficients) was based on both correlation and regression coefficients. For 

meta-analysis of relationship, the use of raw Pearson product moment correlation 

coefficients is encouraged. On the other hand, the use of regression coefficients (by 

converting them to correlation coefficients) is strongly discouraged because regression 

coefficients of multiple regression produces reduced correlation coefficients (Hunter & 

Schmidt, 2004). Mor Barak et al. (2001) used both correlation and regression 

coefficients. Accuracy of the results of meta-analysis, thus, may be questionable, 

possibly attenuated by the use of regression coefficients. Second, they used a fixed-

effects model while as detailed in the report of National Research Council (1992), 

random-effects model are strongly encouraged. Thus, their study result might produce 

somewhat different results if they used random-effects model. Details of fixed-effects 

and random-effects model will be discussed in the methods chapter. In addition, there 

were two other minor issues. More than half of the reported correlation coefficients 
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contained just one study. In other words, more than half of the variables were not 

combined with other study results. They were the direct reflection of individual study 

results. The other problem was that they reported results of significance test, which is 

highly discouraged by researchers (Borenstein, Hedges, Higgins, & Rothstein, 2009; 

Hunter & Schmidt, 2004). 

In sum, despite the significant contribution of Mor Barak et al. (2001) to the 

literature of child welfare workers’ turnover, further research synthesis is yet to be done. 

This study will be the first to produce a meta-analysis of turnover intention, exclusively 

among child welfare workers. 

Meta-analysis 

Meta-analysis is the quantitative integration of research findings across studies of 

the same topic (Field & Gillett, 2010; Hunter & Schmidt, 2004). The underlying 

assumption of meta-analysis is that study results are probabilistic, thus results of 

individual studies may be produced by chance. As a result, each study may or may not 

produce appropriate results. Proponents of meta-analysis argue that only synthesized 

research results from meta-analysis can address limitations of individual studies. As a 

result, meta-analysis can produce more conclusive results of the topic (Hunter & 

Schmidt, 2004). Even experimental research results in physics, where more consistency 

is believed to exist, are integrated by “essentially identical methods” with the one used 

in social sciences to avoid measurement errors of individual studies (Hedges, 1987). 

Meta-analysis concerns the combined effect size and its variance which is derived 

from discrepancy across studies (Borenstein et al., 2009). The main purpose of meta-

analysis is to produce a generalizable effect size which is the weighted mean of 
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individual study results in focus. As mentioned before, individual study results produce 

inconsistent results. Results from individual studies are even contradictory sometimes. 

Meta-analysis quantitatively synthesizes individual study results to produce more 

representative effect size, which is empirically closer to population effect size. On the 

other hand, variance of the combined effect size is produced to determine homogeneity 

of eligible studies. There are two causes of variance of the combined effect size, one is 

different characteristics of eligible studies and the other is artifacts. Sizable proportion 

of variance caused by different characteristics of eligible studies indicates the presence 

of moderators. Details of the effect size and variance will be discussed in the methods 

chapter. 

The increasing utilization of meta-analysis is evident in various research disciplines. 

In the comparative study conducted by Lundahl and Yaffe (2007), the use of meta-

analysis in social work and four relevant research disciplines was compared (Lundahl & 

Yaffe, 2007). The study found that the number of meta-analysis produced in each 

research discipline before 1990 was mostly around five during a five year time period 

(psychology was exception). The numbers, however, increased drastically after 1990. 

For example, psychiatrist produced 76 meta-analyses between 2000-2004 compared to 

only five meta-analyses between 1985-1989. On the other hand, social work was behind 

other disciplines in terms of the number of meta-analyses produced. Five meta-analyses 

were produced in ten social work journals in the late 1980s (1985-1989). The number 

temporarily increased to 13 (1995-1999), but soon decreased to five meta-analysis 

articles in early 2000s (2000-2004). The full details of this trend cannot be discussed 
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here, but it is very evident that meta-analysis is increasingly becoming popular and 

social work needs to more utilize the benefits of meta-analysis. 

Meta-analysis is also an important tool of theory development (Hunter & Schmidt, 

2004). Theory needs both description (content) and procedural explanation (process) of 

phenomenon (Hausknecht, 2007; Maertz & Campion, 2004). Typical procedure of 

theory development is a combination of 1) narrative review of the literature to detect 

components to be used in theory and 2) conceptual suggestion of a procedural model. 

These suggested models are validated in subsequent studies and further refined based 

on the empirical findings. The potential problem with this process, however, is that 

efforts devoted to validate and modify the model may become futile if the model did not 

fit the situation it tried to explain. In most cases, the main cause of this problem is 

limited empirical information available during the review process. Thus, if researchers 

had better information about the relationship of the components of the theory, they 

might be able to produce more valid theory, eventually easing the validation process. In 

this manner, meta-analysis is especially a good tool. Bivariate relationships detected by 

meta-analysis, which is usually the magnitude and strength of the relationship between 

predictors and phenomenon (turnover in this study), can serve as better ‘building blocks 

of theory’ compared to detecting relationship based on narrative reviews, which highly 

rely on researchers’ intuition and experience and often make the quality of the results 

questionable (Hunter & Schmidt, 2004; Littell, 2008). Meta-analysis is also widely used 

to validate a process model, procedural relationships between predictors and outcomes 

(Cheung, 2008; Tett & Meyer, 1993; Viswesvaran & Ones, 1995). In addition, meta-

analysis of mean difference also has popularity. However, meta-analysis of this article 
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will be limited to analyze bivariate relationship between predictors and turnover. More 

details of meta-analysis will be discussed in the methods chapter.  
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Chapter 3: Methods 

Meta-analysis collects and combines results of existing studies, which can differ in 

regards to the sample characteristics, study design, and measures used in the analysis, 

etc. Thus, determining what type of studies to include is crucial because the final result 

of meta-analysis is dependent on the individual studies that are included. Thus, the 

inclusion criteria are first discussed in detail. Second, the search strategy is discussed to 

describe the diligence and effort involved to locate as many articles as possible. The 

collection of articles can be compared to sampling of participants in primary studies. 

Articles with less generalizable samples (e.g., convenient sampling) usually produce 

limited results. In the same way, a meta-analysis with limited articles from limited 

sources also produces results with limited applicability or generalizability (i.e., external 

validity). An extensive search of articles will reduce possibility of limited meta-analysis. 

Finally, the meta-analytic approach is discussed. Hunter and Schmidt (2004)’s method, 

a widely used method of meta-analysis of relationship, is used to produce more 

representative relationships between predictors and turnover intention. 

Inclusion criteria 

Articles that met the following seven criteria were included in this study: 1) used 

turnover intention as an outcome; 2) included predictors as the antecedents of turnover 

intention; 3) included Pearson product moment correlation coefficients, which assessed 

the relationship between the predictor variables and turnover intention; 4) involved 

study samples of current front-line public child welfare workers; 5) did not include any 

interventions or manipulations in the study; 6) were conducted in the U.S.; 7) were 
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either published or unpublished research articles between 1990 and 2013 (as of Feb, 

2013). These criteria are discussed in more detail below. 

1. Outcomes - Turnover intention9 

The primary outcomes of this study were turnover intentions, either the intention to 

leave (ITL) or the intention to remain employed (IRE). Studies with either variable were 

included in the study. Labeling of these proxy measures of turnover somewhat varied 

across studies. Details on how this issue was handled are discussed in the meta-analysis 

section. 

As mentioned earlier, the use of turnover intentions as a proxy measure of turnover 

is well accepted and known to be the strongest predictors of turnover among withdrawal 

cognitions (e.g., intention to search alternatives and intention to turnover). Indeed, 

Griffeth, Hom, and Gaertner (2000) found in their meta-analysis that turnover 

intention (intention to quit in their study) was the strongest predictor of turnover 

among withdrawal cognitions. The effect size was .45 after correction of artifacts such as 

sampling error and measurement errors. Considering that desired level of criterion 

validity is .30-.40 and coefficients of .50 or greater are rarely found  (Muchinsky, 2009), 

a criterion validity of .45 (turnover intention being a predictor and turnover being a 

criterion) is sufficient enough to determine that turnover intention can be used as a 

proxy measure to predict future actual turnover behavior. Tett and Meyer (1993) also 

reported similar results at overall effect size of .45. This effect size was increased to .65 

                                                           
9
 Actual turnover would be an ideal outcome of this meta-analysis. However, little study uses actual turnover in the 

study. As mentioned earlier, there were only five studies which used actual turnover as an outcome and met the 
inclusion criteria, which will be discussed in this section. Thus, meta-analysis with actual turnover was not feasible. 
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when studies with multi-item measures of turnover intention were only combined (Tett 

& Meyer, 1993). 

Dalton, Johnson, and Daily (1999) guidelines in the use of proxy measures 

(surrogate variables in their study) have implications for the current study. Their three 

criteria in regard to using proxy measures were that: 1) the criterion must be not 

available; 2) the criterion of interest could not be located without use of a proxy measure; 

3) previous research should suggest .5010 or higher correlation between a proxy measure 

and turnover. Turnover intention was used as an example in Dalton et al. (1999) to 

develop these suggestions and they concluded that turnover intention was suitable as a 

proxy measure. 

Aside from a methodological point, there is also the practical usefulness of turnover 

intention. Turnover is irreversible, thus the detection and prevention of potential 

turnover is imperative (Nissly, 2004). For this reason, increased knowledge regarding 

the predictors of turnover intention can serve a critical role in intervening turnover 

decision of employees (Steel & Lounsbury, 2009). Considering the practical difficulty of 

conducting turnover study and usefulness of turnover intention reported on the 

literature, turnover intention is a legitimate proxy measure for turnover. 

2. Predictors 

Predictors which were used in two or more studies are eligible for meta-analysis and 

were included in the meta-analysis. Predictors which were used in only one study were 

not included in this meta-analysis because including predictors from one study would 

equate to repeating error-prone individual study results. The operationalization and 

                                                           
10

 Dalton et al. (1999) misreported .52 for Tett and Meyer (1993), but actual coefficient was .45 in Tett and Meyer 
(1993)’s meta-analysis. Thus, application of suggestion from Dalton et al. (1999) may need some caution. 
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measurement of predictors varied across studies and the strategy to address this issue is 

discussed in meta-analysis section. 

3. Effect size 

Studies which used correlation coefficients to assess the relationship between 

turnover and each predictor were included in this study. Correlation coefficients 

measure the bivariate relationships between two variables and other variables cannot 

influence the bivariate relationship, as in the case of regression models. Correlation 

coefficients from each study are considered effect sizes, while the results of a meta-

analysis are combined (or weighted average) effect sizes across multiple studies. 

However, the interpretation of effect sizes from both individual studies and meta-

analysis is the same. Thus, the standardized form of interpretation of correlation 

coefficients (i.e., ranging from -1.0 to 1.0) also applies to meta-analysis (Griffeth et al., 

2000; Mor Barak et al., 2001; Zimmerman & Darnold, 2009). Although transformation 

is needed, the results of t-test and analysis of variance (ANOVA) are also not affected by 

other variables (Hunter & Schmidt, 2004). Thus, studies which used these methods to 

analyze relationship between predictors and turnover intention can be included in the 

study. However, the literature search could not locate any such studies. 

On the other hand, some measures (e.g., multiple regression and canonical 

correlation) can easily be converted into correlation coefficients by administering a 

simple formula, but magnitude of bivariate relationships between two variables in these 

measures is influenced by third variables. For example, a regression coefficient can be 

easily converted into a correlation coefficient (Mor Barak et al., 2001). However, a 

bivariate predictor-turnover intention relationship expressed in a regression coefficient 
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is not only influenced by the bivariate relationship between a predictor and turnover 

intention, but also, influenced by the relationship “between predictors” due to the 

shared portion of the variances between predictors. In multiple regression, some parts 

of the shared variances between predictors and a criterion (turnover intention in this 

study) involve several predictors. To equate the sum of variance explained by each 

predictor to the overall size of variance explained by a regression model, these shared 

variances are taken by the predictor, which has highest relationship with turnover 

intention. Thus, once shared proportion of variance is taken by the highest predictor, 

the remaining shared proportion of variances among the other predictors is reduced. 

This shared variance issue is repeatedly solved until one predictor remains. Thus, the 

proportion of shared variance of lower rank predictors in the relationship with turnover 

intention significantly reduces. Sometimes a sizable bivariate relationship between a 

predictor and turnover intention can be eliminated by the way that multiple regression 

solves shared variance issue (Tabachnick & Fidell, 2007) and as a result, a correlation 

coefficient converted from regression coefficients is smaller than it should be if it were 

measured by a correlation coefficient. 

4. Study population 

This study only included current front-line public child welfare workers. Meta-

analysis does not collect any data directly, but defines the population instead. In general, 

results from a meta-analysis with a broader population (e.g., turnover among human 

service workers who work in any human service agencies such as hospitals and child 

welfare agencies) can produce more generalizable results which can be applied to the 

broader population. However, the accuracy of the study results may be limited in 
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specific situations (i.e., study results from meta-analysis of turnover among human 

service workers may not accurately explain turnover among child welfare workers). 

Conversely, results from a meta-analysis with a narrower population can produce more 

accurate results compared to the one with the broader population. Its application, 

however, will be limited to a narrower population (i.e., study results from meta-analysis 

of turnover among child welfare workers may not accurately explain turnover among 

other human service employees such as nurses). Thus, clearly defining the study 

population to balance internal explanation (or accuracy) and external generalizability is 

critical for a meta-analysis. 

The differences in turnover intention can be sizable even within sub-population 

groups due to their respective job requirements and responsibilities, etc. In this regard, 

three considerations in determining study population for this study emerged from the 

preliminary literature review. First, the employment status of workers, i.e., current or 

former or both, should be decided due to possible differences between these two groups. 

Second, the position of workers, i.e., supervisor or front-line workers, should also be 

considered. These two groups have different job responsibilities and may exhibit 

different outcomes, such as job satisfaction, stress, and turnover intention. Third, the 

workplace type, i.e., public or private, also should be considered because job 

characteristics and responsibilities are different between workers of these two sectors. 

Based on these three considerations, this meta-analysis included studies with current 

front-line public child welfare workers. 

There were some studies which did not clearly describe sample characteristics. 

Emails were sent to authors for clarification. In addition, some studies included 
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participants, a portion of whom did not fit the criteria for this study (i.e., including 

samples of both front-line workers and supervisors). In these cases, studies with 50% or 

more current front-line public child welfare workers were included. 

5. Research design 

Cross-sectional studies without an intervention were used in this study. On one 

hand, cross-sectional design has certain limitations such as the lack of causality. On the 

other hand, cross-sectional study design can rule out the possibility of any time effects, 

which could alter the relationship between predictors and turnover intention. There 

were a few studies that used quasi-experimental design with some type of intervention 

to address turnover or turnover intention (Strolin-Goltzman, 2010; Strolin-Goltzman et 

al., 2009). Thus, it is technically possible to conduct meta-analysis with studies which 

utilized interventions to alter turnover intention. The problem, however, is that meta-

analysis with experimental or quasi-experimental design studies need more specific 

requirements such as the same (or similar) type of intervention, frequency, and length 

of interventions across studies, etc. There were few studies which met these criteria. 

Given these methodological and practical reasons, this study only examined 

nonintervention studies. 

6. Geographical location and language 

This study included studies, which were conducted within US, involved samples of 

child welfare workers in the US, and were written in English. Each country has different 

policies for child welfare. In addition, labor policies and regulations differ from country 

to country. Cultural factors also significantly influence turnover of employees. For 

example, the Japanese prefer stability and thus tend to emphasize long-term service in 
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the same job, which is different from  Americans who tend to risk uncertainty and may 

change jobs more often (Griffin & Moorhead, 2007; Hofstede & Bond, 1988; Price, 1977). 

Thus, combining studies from different countries may significantly reduce the validity of 

final results. Language barriers and limited resources were also practical reasons why 

geographical location and language were restricted. 

7. Publications between 1990 and 2012 

Journal articles, dissertations, and various research reports were included in the 

study while conference proceedings and book chapters were not included. Book or book 

chapters were not included simply because the literature search did not return any 

books on child welfare workers’ turnover. There were some conference proceedings, but 

these are not typically reviewed before presentations; thus, the credibility of conference 

proceedings is questionable. In addition, conference proceedings are usually published 

sometime after presentations with some modifications.  

Another problem is when two or more studies share the same set of data (or 

essentially the same with some modifications), which violates the independence 

assumption of meta-analysis and unintentionally weighs certain studies over other 

studies (Arthur, Bennett, & Huffcutt, 2001; Hunter & Schmidt, 2004). This non-

independence issue is the same in other studies. Indeed, there were several studies that 

shared datasets. The most common form of data sharing was publishing journal articles 

using data from one’s dissertation. Research project team members also share data. 

When making decision to retain a study among studies with shared datasets, the more 

comprehensive and original study was preferred over other studies (e.g., if dissertation 

and an article shared datasets, then the dissertation was retained). 
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Studies from 1990 to 2013 were included in the study since there were very few 

studies before 1990. An article and a book chapter of Jayaratne and Chess were the only 

research studies about CW workers’ turnover prior to 1990 found during the literature 

search (Jayaratne & Chess, 1985; Jayaratne & Chess, 1984). In addition, the issue of 

timeliness is important for turnover studies which may have policy implications. Thus, 

studies dating before 1990 were not used for this meta-analysis. 

Search strategy 

Like many other meta-analyses, this study employed various search strategies to 

locate as many research articles as possible to guarantee a comprehensive review of the 

topic. Databases, relevant journals, and the references of each article selected to be 

included in this meta-analysis were thoroughly searched to find studies which met the 

inclusion criteria. 

1. Search of literature 

Electronic databases were first searched. Preliminary literature review found two 

sets of keywords, subject terms and topic terms. Subject terms extracted were “child 

welfare* or child* or child protect* or cps” and topic terms were “turnover* or leave* or 

quit* or retent* or retain* or remain* or stay*.” Asterisk (*) marks were used to include 

spelling changes such as child welfare* for child welfare workers or child welfare 

employees, etc. As a matter of fact, “child welfare*” and “child protect*” do not need to 

be included with use of “child*”, but they were included to clarify the purpose of this 

study. For the topic terms, “turnover” and “retention” were the two major terms used 

and other keywords (i.e., leave, quit, retain, remain, and stay) were included to discover 

turnover intention studies with different usage of terms. 
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Table 3 

Lists of Databases and Relevant Journals Included in the Literature Search and 

Search Results 

 
Name of Databases and Journals 

# of Search 
Results 

Returned 

# of Studies 
Retrieved for 
the First set 

Databases 

EBSCOhost: Academic Search Complete, PsycINFO, 
Social Work Abstracts, SocINDEX with Full Text, Social 
Sciences Full Text (H.W. Wilson) 

1,410 110 

Proquest: Dissertations & Theses Full Text 168 28 

Web of Science: Social Sciences Citation Index 455 55 

Child Welfare Information Gateway (Library 
search. http://www.childwelfare.gov) 

468 104 

Journals 

Children and Youth Services Review Manual search 
of all articles 

between 
1990~2013 

30 

Journal of Child Welfare 20 

Journal of Public Child Welfare 7 

 

The name and structure of the child welfare agencies differed across states and over 

time. “Child protect* or cps” were some of the many possible names of the state child 

welfare agencies. Thus, the name and structure of State child welfare agencies were 

thoroughly searched via state websites to locate information. It was found that use of 

“child*” could cover State child welfare agencies since virtually all state agencies include 

child in their department names. 

A list of databases accessible through University of Houston MD Anderson library is 

presented in Table 3. Child welfare information gateway (CW gateway) was conducted 

in CW gateway website. The database search (including three journals) was conducted 

during February 1-6, 2013. The search of each individual databases could not be 

combined, thus, each database was searched separately. An initial search of databases 

found that the number of search results was excessively large without selecting fields 

http://www.childwelfare.gov/


56 
 

(i.e., all text, title, author, etc.), thus, field was limited to “title” which produced a more 

manageable number of studies and met the purpose of the study. Since few studies were 

expected before 1990, the publication date filter was not used, which enabled the author 

to see how many articles were published before 1990 with turnover of child welfare 

workers. With the CW gateway, only topic terms were used since this database 

exclusively includes child welfare research information. 

In addition, three relevant journals, i.e., Children and Youth Services Review (CYSR), 

Journal of Child Welfare (JCW), and Journal of Public Child Welfare (JPCW), were 

manually searched to find as many articles as possible which met the inclusion criteria. 

Reference lists of studies included in the meta-analysis as a result of study selection 

process described below were also thoroughly searched to locate any additional articles. 

Six potential articles were found from the reference lists, but none of them met the 

inclusion criteria. In a logical order, reference list search may need to be described after 

finishing selection process, but was described here to avoid confusion of readers. In sum, 

databases, relevant journals, and the reference lists of articles were searched to locate 

studies for this meta-analysis. 

2. Selection of studies 

To select articles which met the inclusion criteria of the current study, two steps of 

selection process were used. First, the title and abstract of each article was initially 

reviewed to collect the first set of studies (see Table 4). Since the search of each database 

and journal was separately conducted, there were many duplicates when merging the 

retrieved studies from each database into one pool of studies. While some studies were 

further removed from first set during merging stages, there remained 143 studies in the 
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first set of studies. One study, which was not recovered with literature search, was 

located through email communication with the author. Thus, the total 144 studies were 

included in the first set. 

Table 4 

Study Selection Process and the Number of Studies in Each Stage 

 
# of 

studies 
Descriptions 

First Set 144 
143 from literature search 
     1 from the author 

Second Set 35 
   19 had correlations & other information 
   16 does not have correlations (among 2008 or recent studies) 

        Email 
         Communication 

16 
     3 returned email with information 
   13 either did not return nor did not have access to dataset any more 

Final Set 22    22 studies used for meta-analysis 

 

Second, this first set of studies was thoroughly examined to determine the eligibility 

of each study based on aforementioned inclusion criteria (Figure 11). After the review, 

thirty five studies were found to be eligible for this study. Among them, nineteen studies 

First Set 

144 studies 

 
Met 

Inclusion 
Criteria? Yes 

Second Set 

35 studies 

No 

Out of the study 

122 studies 

 
Has 

Information? 

Yes 

Final Set 

22 studies 

No 

 

 
Returned 

Email? 
No Yes 

Figure 11. Flow chart of study selection process 



58 
 

had appropriate information to conduct meta-analysis (i.e., sample size, correlation 

matrix, and reliability). However, sixteen studies met inclusion criteria, but did not 

report information necessary for meta-analysis, i.e., either a correlation matrix or both a 

correlation matrix and reliability coefficients (needs of reliability will be discussed 

shortly). Emails were sent to the authors to request additional information and three 

authors (Auerbach et al., 2010; Boyas et al., 2012; Jacquet, Clark, Morazes, & Withers, 

2008) responded and provided the necessary information. Only authors of studies 

published on and after 2008 were requested for information. The decision was made in 

a consideration that authors may have trouble to recollect memories or the analysis 

from old studies and, even if they do, there is a high chance that they can make mistakes 

(e.g., reverse coding and variable selection). As a result, any information from the 

authors may not guarantee the accuracy of information. In sum, twenty two studies were 

included in the study. 

The reference lists of studies in the final set were thoroughly searched to locate any 

additional eligible studies. Since most references of studies in the final set were not 

much different from studies discovered during the literature search, only six studies 

were located, but none of them were included in the final set after a detailed review of 

each study. A full list of 22 studies included in this meta-analysis along with other 

information can be found in Appendix A. 

During the actual literature search, this study included more databases to increase 

the probability of locating eligible studies (i.e., EBSCOhost: Business Source Complete, 

Humanities International Complete, PsycARTICLES, PsycBOOKS, PsycCRITIQUES, 

Psychology and Behavioral Sciences Collection, Public Administration Abstracts, 
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Vocational and Career Collection; Web of Science: Arts & Humanities Citation Index, 

Science Citation Index; OCLC Electronic Collections Online (1995-) (ECO: An OCLC 

collection of scholarly journals, GPO: US Government Publications); SpringerLink: all 

collections). However, retrospective re-search of each database at a time after the 

completion of literature search found that these databases could be removed from the 

database lists since the number of relevant studies searched with these databases was 

limited. In addition, the few studies retrieved from these databases were duplicates from 

the search results of the primary databases in Table 4. Thus, these databases were 

removed from the list. The lack of contribution of these databases, however, does not 

mean that these databases may easily be removed from the list of databases in the 

literature search of other meta-analysis. Researchers who conduct meta-analysis with 

different topics should decide their own set of database lists. Contribution of databases 

removed from this study may be different in other topics. 

Meta-analysis 

Hunter and Schmidt (2004)’s approach was used to combine results of these studies. 

Correlation coefficients were used in synthesizing results from studies included and 

artifacts corrections were made to produce more generalizable relationship. Variance of 

each study was considered as randomly vary. Hunter and Schmidt meta-analysis 

program was used to meta-analyze the relationship between predictors and turnover 

intention (Schmidt & Le, 2004). 

1. Approach to research synthesis 

This study used Hunter and Schmidt (2004)’s approach to combine effect sizes. 

There are two widely used approaches to statistically combine effect sizes; Hunter and 
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Schmidt (2004)’s and Hedges and Olkin (1985)’s approach. Among them, Hedges and 

Olkin (1985)’s approach is relatively simple. Among various types of artifacts which are 

the sources of errors in classical measurement theory, only sample sizes are corrected in 

Hedges and Olkin (1985)’s approach (details of artifacts correction will be discussed 

shortly). On the other hand, Hunter and Schmidt (2004)’s approach offers more choices 

to correct artifacts. In addition, Hunter and Schmidt (2004)’s approach performed 

better in combining effect sizes, compared to Hedges and Olkin (1985)’s approach which 

tended to overestimate combined effect sizes (Field, 2001; Hall & Brannick, 2002). This 

might be the reason why about 80% of meta-analyses published between 1974 and 2000 

timespan in Journal of Applied Psychology and Journal of Personnel Psychology, both 

of which are highly renowned journals in the area, used Hunter and Schmidt’s approach 

(Hunter & Schmidt, 2004). Many meta-analyses of turnover studies, as well, used 

Hunter and Schmidt’s approach reflecting the popularity of this approach (Griffeth et al., 

2000; Hom et al., 1992; Hom & Griffeth, 1995; Zimmerman & Darnold, 2009). This 

study, thus, employed Hunter and Schmidt (2004)’s approach in accordance with other 

meta-analyses of turnover. 

2. Classification of outcomes 

Outcomes with different names and measures were classified into two categories: 

intent to leave organization (ITL) and intent to remain employed in the child welfare 

(IRE). Operationalization and items of each outcome measurement scale were evaluated. 

As a result, sixteen studies were found to use ITL. Such outcomes as intent to leave, 

turnover cognition, and turnover intention were classified as ITL. One study, Chenot 

(2007), labeled outcome measure as intent to stay agency, but was classified as ITL 
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because items were close to ITL. Commitment to CPS of Willis (2010) was classified as 

ITL (details will be discussed in Classification of predictors section shortly). Six studies 

used IRE. All studies with IRE used Intent to Remain Employed in Child Welfare 

(IRE_CW), a measurement scale from Ellett (2000). Since ITL and IRE measures had 

opposite directions, correlations used with IRE were reversed to combine with ITL, so 

that positive and higher effect sizes mean higher turnover intention. 

Although ITL and IRE were combined with the assumption that ITL and IRE are 

interchangeable, there might be systematic difference between the two. To address these 

potential differences, meta-analysis results were produced with ITL and IRE separately 

along with combined results. Due to limited number of studies with IRE, only six 

relationships could be analyzed separately. 

3. Classification of predictors 

Predictors of turnover intention were classified into higher-order concepts based on 

their names and meanings. Each study used different operationalization, measurement 

scales, and labels for the concepts. Thus, each study was reviewed thoroughly to 

compare description of measurement scales and items used in the survey. Variables with 

similar names were compared to each other to find similarity. After all, decisions had to 

be made about how to categorize them. Categorization of Griffeth et al. (2000) and Mor 

Barak et al. (2001) were heavily borrowed with some adaptations. 

In categorizing variables, authors’ opinions were most respected, however, there 

were cases that variables be categorized with different name of variables from their 

initial labels. For example, in her study of Texas Child Protective Services (CPS) workers, 

Willis (2000) labeled one of the variables as commitment to CPS which was measured 
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with a 3-item measurement scale. Three items were, “I plan to retire from CPS,” “I plan 

to leave CPS within the next 12 months,” and “I have future plans to get a job outside the 

CPS.” Unlike the naming of Willis (2000), this variable was close to intent to leave 

organization in the meaning, thus, commitment to CPS of Willis (2010) was categorized 

as ITL and combined with other ITL in the meta-analysis. 

Some studies used two or more variables within a study to measure a certain 

concept. For example, Schwartz (2007) used two measurement scales, Maslach Burnout 

Inventory (MBI) and Oldenburg Burnout Inventory (OLBI), to measure burnout 

(Schwartz, 2007). In other case, Ellett et al. (2003) measured child welfare workers’ 

work self-efficacy with a group of detailed measurement scales (Self-efficacy-Cliet 

Assessment/analysis, Self-efficacy-Effort/Persistence, Self-efficacy-Foster 

care/adoptions) (Ellett et al., 2003). These overlapping and detailed measurements are 

allowed and sometimes are encouraged in individual studies, however, it is not 

allowable in meta-analysis since including two or more data points about a certain 

variable from a same study weighs these studies over other studies which utilized one 

measurement per concept. A decision had to be made for each case. Both averaging and 

including one measurement scale only are allowable practice and two practices were 

used case by case (Arthur et al., 2001). In the cases above, for example, MBI was chosen 

over OLBI in Schwartz (2007)’s study because OLBI was not used in other studies 

except Schwartz (2007) among studies included and sub-factors of OLBI is different 

from sub-factors of MBI. For Ellett et al. (2003), sub-factors were averaged to form 

work self-efficacy. On the other hand, reliability measures (will be discussed shortly) is 

not appropriate to be averaged since reliabilities tend to increase by having more items 
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of same or similar concepts. Thus, higher reliability measures among sub-factors 

averaged were included for the meta-analysis. Reliabilities of sub-factors of work self-

efficacy of Ellett et al. (2003), for example, ranged from .62 to .85 and .85 was chosen to 

be used for reliability of overall work self-efficacy. Details are presented in Appendix A.  

After all, 3 level and 65 categories were produced. Among them, 36 categories had 

two or more studies in that and were used for meta-analysis. Appendix B has full list of 

36 categories used for meta-analysis and the variables extracted from each study. 

4. Correction of artifacts 

Sampling error and unreliability of independent variables (IVs) and dependent 

variables (DVs) were corrected in this study to produce effect sizes which are closer to 

the true effect sizes. Hunter and Schmidt (2004)’s method can correct various types of 

artifacts: 1) sampling error produced by limited sample size, 2) unreliability of 

predictors and outcomes, which is usually measured by Cronbach’s alpha, 3) 

dichotomization of a continuous variable which is forced dichotomization of an 

inherently continuous variable, 4) construct validity which is correlation between an 

intended variable and an operationalized variable of an intended variable, and 5) range 

variation which is, in this case, range reduction of potential population by being 

dropped out of sampling pool, etc. However, correction of artifacts is available only 

when the data is available. 

A careful review of each study included could locate sample size from all studies and 

reliabilities of IVs and DVs from most studies. However, other artifact information was 

not available which is the reason why this study and most studies of meta-analyses 
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corrected sampling error and unreliabilities (IVs and DVs) only (Arthur et al., 2001; 

Hunter & Schmidt, 2004). 

Sampling error is corrected by giving a weight produced by sample size to 

correlation coefficients. Since all studies reported sample size, there was no problem 

with correcting sampling errors. However, there were some studies that did not report 

Cronbach’s alpha coefficients (alpha coefficients) of IVs and DVs. One study, Schwartz 

(2007), did not report alpha coefficient of a DV, which was ITL. Substituting missing 

information by average of other variables is an acceptable way of handling missing 

information (Hunter & Schmidt, 2004). ITL of Schwartz (2007) was substituted by the 

average of other 11 ITL measures that has alpha coefficients. The average was .86. Four 

studies used single-item measurement scale to measure ITL (Chen, Park, & Park, 2012; 

Jacquet et al., 2008; Kyonne, 2007; Shim, 2009). Although one-item measures cannot 

have alpha coefficients, these measures were also corrected for unreliability since one-

item measures are more unreliable than multi-item measures (Tett & Meyer, 1993; 

Wanous & Reichers, 1996). Alpha coefficients of ITL of single-item measures were set 

to .7 as suggested by Wanous and Reichers (Wanous & Reichers, 1996). The 

recommended practice to see whether or not mathematical substitution of unknown 

reliability influenced meta-analytic results is to conduct separate meta-analyses (M. 

Brannick, personal communication, April 12, 2013). This study, thus, conducted 

separate meta-analyses with and without studies which had variables with unknown 

reliability.  

All single-item measures had limited variability. Chen et al. (2012), Kyonne (2007), 

and Shim (2009) used dichotomized ITL measures (yes or no) by asking respondents’ 
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intention to move. Jacquet et al. (2008) measured ITL by giving respondents three 

choices (yes, unsure, and no). Strictly speaking, these are not a dichotomization 

(dichotomization splits a continuous variable into two categories by cutting it at a 

certain point, say mean or median), but limited variability reduces magnitude of a 

correlation coefficient. Thus, correction of attenuation of correlation coefficients by 

conservative manner, say attenuation factor of .8, may be made. However, Hunter and 

Schmidt Meta-Analysis Programs does not provide a way to correct dichotomization 

artifact. Although manual corrections could be made before meta-analysis, pre-

corrected correlation coefficients can inflate results of meta-analysis. In other words, 

dichotomization needs to be corrected during meta-analysis process, not before meta-

analysis. Thus, correlation coefficients produced with these single-item ITL measures 

were used as they were. 

Two IVs, organizational climate of Chenot (2007) and supervisor support of Willis 

(2010), did not report alpha coefficients. Alpha coefficients of these IVs were also 

replaced by average of alpha coefficients in same categories, .82 for organizational 

climate and .9 for supervisor support. The same rule applies as reliability substitution of 

dependent variables and meta-analyses with and without these two studies were 

conducted. Demographic information (age, gender, race, education, and tenure) and 

simple collection of information (caseload size and salary) were not appropriate to 

adjust unreliability, thus alpha coefficient of 1 was given to these variables to substitute 

missing values and to not correct unreliability. 
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5. Synthesis of effect sizes 

Correlation coefficients of each study under the same classification was combined 

using Hunter and Schmidt (2004)’s approach. Individual correction of artifacts was 

used since missing information was relatively few and could be substituted by average of 

other variables of same classification. Face values of correlation coefficients were used 

and there were no studies which corrected before conducting meta-analysis. As 

mentioned earlier, 36 categories were eligible for the meta-analysis. It means that 36 

meta-analyses were conducted.  Magnitude of combined effect sizes can be interpreted 

in the same way with conventional interpretation of correlation coefficients, .1, .3, .5 for 

small, medium, and large effect sizes, respectively (Cohen, 1976; Tabachnick & Fidell, 

2007). 95% confidence interval (CoI), which concerns with a parameter estimate and 

also found in individual studies, was used to determine if the combined effect sizes (ρ) is 

different from zero (Judge & Ilies, 2002; Whitener, 1990; Zimmerman & Darnold, 

2009). An equation from Whitener (1990) and Arthur et al. (2001) was used to produce 

CoI (Arthur et al., 2001; Whitener, 1990)11. Equation of CoI used in this study is 

designed to work with studies from homogeneous population (Whitener, 1990). Thus, 

presence of moderators (presence of multiple heterogeneous populations) may produce 

inaccurate estimate of confidence interval around mean. Details of moderators will be 

discussed shortly. 

6. Random-effects vs. Fixed-effects model 

This study utilized the random-effects model of meta-analysis, which allows for the 

possibility of multiple populations. There are two traditions of meta-analysis, one is 

                                                           
11

           ̅       
   ̅ 

√   
 ( ̅ = Sample size adjusted Mean r; N = Total sample size of studies included; K = The 

number of studies included) 



67 
 

fixed-effects (FE) model and the other is random-effects (RE) model. Each tradition 

features different assumptions and formulas to produce combined effect sizes and 

variance of combined effect sizes (Borenstein et al., 2009; Hunter & Schmidt, 2000, 

2004). The basic assumption of the FE model of meta-analysis is that true population 

effect size is the same across studies, but errors of each study make results vary across 

studies. In other words, variances found in combined effect sizes purely happened by 

chance and are not influenced by a systematic way. However, there is no way to verify 

the assumption that effect sizes are from the same population (Hunter & Schmidt, 

2004). In addition, FE model yields over-stated precision than it should be if there is 

heterogeneity in population effect sizes among studies included (Hunter & Schmidt, 

2004). 

On the other hand, RE model opens the possibility of two or more sub-populations 

among studies included. Thus, effect sizes of studies included in the meta-analysis may 

be from either the same or different populations. In other words, effects sizes of eligible 

studies for meta-analysis may be influenced by certain characteristics in a systematic 

way. For example, age influences turnover intention and actual turnover (Griffeth et al., 

2000; Mor Barak et al., 2001). Thus, if some studies include younger samples than other 

studies (younger population vs. older population), variation of effect sizes across studies 

may be influenced not only by artifacts which make results of individual studies vary 

around population effect size (non-systematic errors), but also by age which is not 

controllable by correction of artifacts (a systematic error). As a result, a meta-analysis 

may contain effect sizes from two or more true populations if the amount of the 

systematic errors is not negligible. In fact, FE model can be viewed as the special case of 
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RE model when the variance of combined effect size after correction of artifacts becomes 

zero. Use of RE model is highly encouraged over FE model in the report of National 

Research Council (National Research Council, 1992). In addition, Hunter and Schmidt 

(2004)’s method is RE model, thus, this study used RE model of meta-analysis. 

7. Variance estimation and moderator analysis 

Three procedures (75% rule, 80% credibility interval, and chi-square test for 

homogeneity) were used to estimate the variance of effect sizes across studies. These 

procedures could eventually determine the presence of moderators. However, 

moderator analysis requires large number of studies to prevent spurious moderating 

effect. Most frequently reported relationships were co-worker support (11 studies) and 

organizational support (10 studies). These are too small to conduct moderator analysis, 

thus, this study reported variance estimation for future reference (a researcher who 

conduct meta-analysis with a same topic may want to compare her/his results with this 

study), but moderator analysis was not conducted. 

Underlying logic of variance estimation and moderator analysis is as follows. Once 

the effect size is produced, variance of the combined effect size needs to be estimated 

since studies included in meta-analysis vary around mean. Two types of sources of 

variances are from errors, either correctable or uncorrectable. For example, unreliability 

(usually Cronbach’s alpha from each study) of study measures is an example of 

correctable errors. Reporting errors and typographical errors are examples of 

uncorrectable errors since researchers other than original authors do not have access to 

proper information to correct those errors (uncorrectable errors). 
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The other source of variance is from true difference of study characteristics. Griffeth 

and colleagues’ (2000) study is a good example of this type of variance. In their meta-

analysis of turnover studies, age (ρ=-.06) had very small effect size when all eligible 

studies were analyzed. However, when the studies were broken into sub-groups after 

witnessing the sizable variability across studies, influence of age was significantly 

different across sub-groups (i.e., -.25 for studies with samples of average age under 40, 

but -.02 for over 40). 

 Since only variance from correctable errors is mathematically correctable, 

uncorrectable errors and true variance can only be estimated as a whole, but not 

separately. If these remaining variances are large enough to justify presence of 

moderators (e.g., age in Griffeth et al., 2010), then moderator analysis may be 

conducted. On the other hand, the remaining artifacts can be attributable to the 

uncorrected variance of correctible errors or uncorrectable errors if the remaining 

portion of variance is negligible. 

The presence of the moderator is analyzed by three types of procedures: 75% rule, 

80% credibility interval, and chi-square test for homogeneity. For the 75% rule, three 

steps are required. First, total variance of combined effect sizes is estimated (a). In total 

variance, variances may be from various sources, some are correctible (e.g., reliability) 

and some are not (e.g., reporting errors, typographical errors and true variance). Second, 

all correctable errors, sampling errors and unreliability of measurement scales in this 

study, are adjusted and variance of combined effect size is computed to reflect error 

corrections (b). Non-correctable sources of variance may or may not present after 

second step. Third, proportion of variance caused by correctable errors is computed by 
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comparing amount of variance from the first step and the second step (  
 

 
). If 

proportion of variance caused by correctable errors is large enough (i.e., 75% or up), 

then one can conclude that remaining proportion of variance (i.e., 25% or less) is 

derived from uncorrected or uncorrectable artifacts. If not, it is an indication that there 

may be two or more sub-populations present among eligible studies (presence of 

moderators). 

80% credibility interval (CrI,           ) is concerned with the generalizability 

of parameter values (true relationship) and uses    , a standard deviation of parameter 

value ( ) of correlation after correcting artifacts (Hunter & Schmidt, 2004; Whitener, 

1990). Thus, if 80% CrI does not include zero, it means that ‘80% of the individual study 

results in the population has same direction of effect sizes, either positive or negative 

(Judge & Ilies, 2002). It is also the indication that the moderator analysis is not 

necessary. On the other hand, inclusion of zero within 80% CrI indicates the presence of 

moderator. 

Lastly, the chi-square test for homogeneity (Q-statistic) can be used to identify 

presence of moderators (Hedges & Olkin, 1985). Homogeneity test produces Q statistic 

which follows chi-square distribution with k-1 degree of freedom when k is the number 

of effect sizes (or individual studies). Hunter and Schmidt (2004) was skeptical on the 

use of Q-statistic, but researchers have used Q-statistic in conjunction with other criteria 

(Field & Gillett, 2010; Griffeth et al., 2000). Thus, this study provided Q-statistics along 

with 75% rule and 80% CrI. If the studies included in the meta-analysis are from 

different populations, confidence interval with whole population can generate 
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inaccurate estimates. Whitener (1990) and Arthur et al. (2001) detailed procedures to 

report confidence intervals with or without moderators. 

The aforementioned moderator tests can just determine heterogeneity of population 

(or presence of moderators). However, which moderators should be used and how many 

moderators are present is solely dependent on theory. After all, moderator analysis 

requires large number of studies (e.g., Arthur et al. (2001) mentions hundreds of studies 

for meta-analysis) since a small number of studies included may find spurious 

moderators (Hunter & Schmidt, 2004). Again, this study did not conduct moderator 

analysis. Separate meta-analysis by DV types might be considered as moderator analysis, 

but it was conducted regardless of three types of moderator tests. 

8. Software 

The use of spreadsheets to process data is discouraged due to high possibility of 

errors and difficulty of detecting them (Hunter & Schmidt, 2004). In addition, there are 

some syntaxes which can be used with software packages such as SAS and SPSS. 

However, this study used Hunter & Schmidt Meta-Analysis Programs (Version 1.1) 

(Schmidt & Le, 2004) over syntaxes of statistical software packages for optimum results. 
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Chapter 4: Results 

Demographic predictors, work-related predictors, work environment, and attitudes 

and perceptions were the labels used for the highest level classification and results were 

presented in four tables to be correspondent to this level-1 classification. The three-level 

classification of predictors is shown in Table 5.  

This study tried to mimic most aspects used and recommended in reporting meta-

analysis results. However, information presented here, especially information related to 

variance (except K, N, mean r, and corrected mean r, all other information presented in 

four tables are related to variance), should be interpreted with caution due to the limited 

number of studies included. Interested readers may find practical yet useful information 

in reporting meta-analysis results from Arthur et al. (2001) and Griffeth et al. (2000). 

Effect sizes found in individual studies are smaller, sometimes much smaller, than 

combined effect sizes presented here. The reason is that meta-analysis corrects for the 

attenuation factors of correlation (unreliability in this study), but individual studies do 

not. Thus, the mean correlations with unreliability correction will be higher (sometimes 

much higher) than those of individual studies. On the other hand, the mean correlation 

with sampling error correction only, which intends to give weight to each study based on 

sample size in the process of combining multiple effect sizes, is similar to study results 

of individual studies. 
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Table 5 

Classification of Predictors 

      Level 1       Level 2       Level 3 
# of 

studies 

1. Demographic 
      predictors 

A. Individual 
      characteristics 

1. Age 8 

2. Gender (women=1) 4 

  
3. Race (White=1) 2 

  
4. Well-being 2 

  
5. Tenure 6 

 
B. Education 1. Level of education 2 

  
2. Social work degree (BSW/MSW) 4 

  
3. Other degrees (Bachelor's or Master's) 2 

2. Work-related 
      predictors 

A. Decision-making 1. Autonomy 2 

 
2. Inclusion 4 

 
B. Stress 1. Stress 3 

  
2. Job demand 3 

  
3. Caseload 2 

  
4. Role ambiguity 3 

  
5. Role conflict 2 

  
6. Safety concern 2 

  
7. Coping 2 

 
C. Burnout 1. Emotional exhaustion 3 

  
2. Depersonalization 2 

3. Work 
       environment 

A. Culture 1. Organizational culture 3 

 
2. Professionalism 2 

 
B. Support 1. Organizational support 9 

  
2. Supervisor support 9 

  
3. Co-worker support 11 

  
4. Spouse/Others support 2 

 
C. Compensation 1. Salary 5 

  
2. Financial reward 2 

  
3. Perceptions of fairness (pay, benefit, promotions) 3 

 
D. Other 1. Policy 2 

4. Attitudes & 
      Perceptions 

A. Satisfaction 1. Job Satisfaction 8 

 
2. Career development 2 

 
B. Commitment 1. Organizational commitment 7 

  
2. Professional commitment 7 

 
C. Other 1. Organizational climate 3 

  
2. Work self-efficacy 5 

  
3. Human caring 3 

Grand Total 
 

141 
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1. Demographic predictors 

Among predictors used in individual studies, demographic predictors with two or 

more studies involved were age, gender, race, well-being, tenure (current work 

experience), and various types of education measures. Measured with 12-item version of 

Goldberg (1972) or 6-item version of Goldberg (1978) General Health Questionnaire 

(GHQ), well-being (or psychological well-being) was close to depression in meaning 

(Mor Barak et al., 2006; Travis, 2006). Details are shown in Table 6.  

Table 6 

Meta-analysis of Demographic Predictors 

Predictors K N 
Mean 

r 

Corre
cted 

Mean 
r 

Corre
cted 
SD 

Var. 
due to 

artifacts 
(%) 

95% CoI 80% CrI    

Individual 
   Characteristics 

         

   Age 8 3242 -.20 -.22 .074 34.29 -.23 ~ -.17 -.32 ~ -.13 24.99* 

          - w/o impute 7 2476 -.20 -.22 .086 30.17 -.24 ~ -.16 -.33 ~ -.11 24.99* 

   Gender (women=1) 4 1699 -.02 -.02 .026 82.84 -.07 ~ .03 -.06 ~ .01 4.74 

          - w/o impute 2 644 .05 .05 .000 100.00 -.03 ~ .12 .05 ~ .05 .01 

   Race (White=1) 2 515 -.05 -.06 .114 28.68 -.13 ~ .04 -.20 ~ .09 7.21* 

   Well-being 2 777 -.33 -.40 .000 100.00 -.39 ~ -.27 -.40 ~ -.40 .10 

   Tenure 6 1940 -.15 -.17 .075 39.15 -.20 ~ -.11 -.27 ~ -.08 16.50* 

          - with ITL only 4 1462 -.17 -.19 .084 31.11 -.22 ~ -.12 -.30 ~ -.08 14.02* 

          - with IRE only 2 478 -.11 -.12 .000 100.00 -.20 ~ -.02 -.12 ~ -.12 1.22 

Education          

   Level of education 2 662 .09 .10 .000 100.00 .01 ~ .16 .10 ~ .10 .06 

   Social work degree 
      (BSW/MSW=1) 

4 1555 .02 .02 .019 90.28 -.03 ~ .07 -.01 ~ .04 4.47 

          - w/o impute 2 470 .04 .04 .000 100.00 -.05 ~ .13 .04 ~ .04 .07 

   Other degrees 
      (Bachelor's or 
            Master's=1) 

2 992 .02 n/a n/a n/a -.04 ~ .08 n/a .12 

Note. K = the number of studies included in the meta-analysis;  N = total sample size from studies included; Mean r 
= mean correlation coefficients after correcting sampling error; Corrected Mean r = mean correlation coefficients 
after correcting sampling error and unreliability; Corrected SD = standard deviation (SD) of corrected mean r; Var 
due to artifacts (%) = % of variance attributable to correctable artifacts; 95% CoI = 95% confidence interval; 80% 

CrI = 80% credibility interval;    = Chi-square test for homogeneity; w/o impute refers to the meta-analysis 
without studies which imputed missing reliability coefficients. 
* p < .05 
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Based on the results, well-being (r = -.40) was found to be the strongest predictor 

among demographic predictors. Age (r = -.22) and tenure (r = -.17) had moderate 

relationship with turnover intention. 95% CoI of these three variables did not include 

zero, thus one can say with 95% confidence that these corrected mean correlation 

coefficients are not zero. These three variables in relation to turnover intention had a 

negative relationship. It indicates that the child welfare (CW) workers were less likely to 

report turnover intentions when they scored higher levels of well-being, were older in 

age, and had longer tenures in the agency. 

Among different types of education measures, the level of education (r = .10) had a 

small effect size in the relationship with turnover intention. It had a positive 

relationship, which meant that higher educated CW workers were more likely to have 

turnover intentions. Gender (r = -.02; women = 1), race (r = -.06; White=1), social work 

degree (r = .02; BSW/MSW = 1), and other degrees (Mean r = .02; Bachelor’s or 

Master’s=1) had limited correlations with turnover intention. Although effects of these 

variables were negligible, women and White had less turnover intention, while both 

social work degree holders and other types of degree holders tended to express slightly 

higher turnover intention. The meta-analysis for the other degrees predictor failed to 

produce results with correction of sampling error and unreliability. Two studies, Shim 

(2009, r = .026) and Harrison (1995, r = 012), reported effect sizes of other degrees in 

the relation to turnover. Both of them had negligible effect sizes and it might be the 

reason why the Hunter and Schmidt Meta-analysis Programs failed. 

                                                           
12

 Harrison (1995) used two variables, other Bachelor (r = .05) and other Master (r = -.05), to measure other 
degrees of education. These two variables were combined and average of them (r = 0) was used here. 
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Tenure was further analyzed by separating the studies which used ITL vs. IRE. 

Studies which used ITL (r = -.19) showed a slightly higher effect size compared to 

studies using IRE (r = -.12). Both relationships did not include zero in 95% CoI, which 

means that effect size of both separate meta-analyses were not zero. Three studies, Chen 

et al. (2012), Kyonne (2007), and Shim (2009), used a single-item measure for a 

dependent variable which were substituted by .7 for reliability. Separate meta-analyses 

were conducted for age without Shim (2009) (r = -.22), gender without Shim (2009) 

and Chen et al. (2009) (r = .05), and social work degree without Kyonne (2007) and 

Shim (2009) (r = .04). The effects of imputing the reliability coefficients were minimal 

in all three variables. Although direction of relationship between gender and turnover 

intention was changed after removing studies with single-item measure, the effect size 

difference remained negligible.   

As mentioned before, the 75% rule (% of Variance due to Artifacts in Table 6), 80% 

CrI, and chi-square test for homogeneity of effect sizes (   in Table 6) are presented, but 

will not be interpreted with importance. For interested readers, interpretation of age can 

be considered this way. To determine presence of moderators, 75% rule, 80% CrI, and 

chi-square test for homogeneity were used. Variance attributable to correctable artifacts 

were fairly small (34.29%). In addition, chi-square test (   (7) = 24.99, p<.05) was 

significant. Although 80% CrI (-.32 ~ -.13) was consistently negative, there might be 

higher chance of presence of moderators. If moderator analysis needs to be conducted, 

one may review literatures and studies included to find what moderators can be chosen 

for age. For example, Griffeth et al. (2000) conducted separate meta-analyses with such 
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sub-groups as executives (USA only), non-executives (USA only), mostly male samples, 

and mostly female samples (Griffeth et al., 2000). 

2. Work-related predictors 

Variables related to decision-making, stress, and burnout were classified as work-

related predictors (Table 7).  Autonomy (r = -.23) and inclusion (r = -.35), both of which 

are related to decision-making, showed medium effect sizes in the relation to turnover 

intention. Both were negatively associated with turnover intention, which means that 

CW workers with higher autonomy and more inclusion in decision-making process were 

less likely to exhibit turnover intention. The 95% CoI did not include zero, indicating 

that corrected mean correlation coefficients were not zero with 95% confidence. 

Most of the stress-related variables showed at least a medium relationship with 

turnover intention. Overall stress (r = .60) showed a very high positive relationship with 

turnover intention, which suggests that stressed CW workers were more likely to have 

turnover intentions. When squared, stress alone was found to explain about 36% of 

variance of turnover intention. Safety concerns (r = .49), which is arguably one of the 

unique predictors found among CW workers, was also highly related to turnover 

intention. Role conflict (r = .39), role ambiguity (r = .33), and job demand (r = .28) had 

medium effect sizes in the relation to turnover. All five of these variables were found to 

increase turnover intention. 

On the other hand, coping (r = -.24) had a negative relationship with turnover 

intention, meaning that CW workers with better coping skills showed lower turnover 

intention. Caseload (r = -.04), measured by the number of cases or clients, had a 

negligible effect. Although it was presented only in two studies (Jacquet et al., 2008; J. 
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Lee et al., 2010), caseload itself was not related to turnover intention unlike perception 

of caseload size and satisfaction of caseload size (Jacquet et al., 2008). Both emotional 

exhaustion (r = .59) and depersonalization (r = .42) were highly related to turnover in 

positive direction. Thus, CW workers with more burnout symptoms reported higher 

turnover intention. Except for caseload, all variables within work-related predictors did 

not include zero between upper and lower confidence intervals. 

Table 7 

Meta-analysis of Work-related Predictors 

Predictors K N 
Mean 

r 

Corre
cted 

Mean 
r 

Corre
cted 
SD 

Var. 
due to 

artifacts 
(%) 

95% CoI 80% CrI    

Decision-making          

   Autonomy 2 1259 -.15 -.23 .000 100.00 -.21 ~ -.10 -.23 ~ -.23 .31 

   Inclusion 4 1530 -.28 -.35 .024 5.84 -.32 ~ -.23 -.38 ~ -.32 5.93 

Stress          

   Stress 3 2050 .44 .60 .037 56.03 .41 ~ .47 .56 ~ .65 8.76* 

   Job demand 3 1079 .23 .28 .116 22.71 .17 ~ .28 .13 ~ .43 10.46* 

   Caseload 2 1009 -.03 -.04 .024 82.06 -.09 ~ .03 -.07 ~ -.01 2.54 

   Role ambiguity 3 827 .27 .33 .000 100.00 .21 ~ .34 .33 ~ .33 1.17 

          - w/o impute 2 585 .25 .31 .000 100.00 .18 ~ .33 .31 ~ .31 .25 

   Role conflict 2 601 .32 .39 .000 100.00 .25 ~ .39 .39 ~ .39 .05 

   Safety concern 2 1418 .41 .49 .066 23.79 .37 ~ .46 .41 ~ .58 20.99* 

   Coping 2 1426 -.20 -.24 .000 100.00 -.25 ~ -.15 -.24 ~ -.24 .16 

Burnout          

   Emotional 
      exhaustion 

3 693 .52 .59 .101 23.16 .46 ~ .57 .46 ~ .72 13.27* 

          - w/o impute 2 453 .58 .68 .000 100.00 .52 ~ .65 .68 ~ .68 2.39 

   Depersonalization 2 448 .34 .42 .067 54.46 .26 ~ .42 .34 ~ .51 4.22* 

Note. K = the number of studies included in the meta-analysis;  N = total sample size from studies included; Mean r 
= mean correlation coefficients after correcting sampling error; Corrected Mean r = mean correlation coefficients 
after correcting sampling error and unreliability; Corrected SD = standard deviation (SD) of corrected mean r; Var 
due to artifacts (%) = % of variance attributable to correctable artifacts; 95% CoI = 95% confidence interval; 80% 

CrI = 80% credibility interval;    = Chi-square test for homogeneity; w/o impute refers to the meta-analysis 
without studies which imputed missing reliability coefficients. 
* p < .05 
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Schwartz (2007) did not report a reliability coefficient of ITL, and based on an 

average of the other studies using ITL, was imputed a value of .86. Separate meta-

analyses were also conducted for role ambiguity and emotional exhaustion, both of 

which involved with Schwartz (2007). Emotional exhaustion without Schwartz (2007) (r 

= .68) increased by about .1 while role ambiguity without Schwartz (2007) (r = .31) 

slightly decreased. 

3. Work environment 

Many researchers have focused on work environment to explain turnover intention 

(Table 8). Among the various support variables found in the studies, organizational 

support (r = -.42) was found to be the strongest predictor of turnover intention. Sub-

group analyses, with ITL studies only (r = -.41) and IRE studies only (r = -.42), also 

resulted similarly large effects. Supervisor support (r = -.32) had a medium negative 

effect on turnover intention. Included half of the studies (K = 11), co-worker support (r 

= -.24) was among the most studied variables, but based on the results, its effect was not 

as impressive. When further analyzed with each sub-group separately, co-worker 

support showed a much larger effect size with the IRE studies (r = -.30) compared to the 

ITL studies (r = -.13). Support from spouseand/or others (r = .05) had a negligible 

relationship with turnover intention. Although the size of effect was negligible, it was 

interesting to see a positive effect of spouse/others support, meaning more 

spousal/other support, higher turnover intention. The majority of samples in the 

included studies were females (which is also a reflection of the worker population) and 

this might help to explain the positive effects of spousal/other support on turnover 

intention. Future research, however, would help to clarify this relationship. Variables  
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Table 8 

Meta-analysis of Work Environment 

Predictors K N 
Mean 

r 

Corre
cted 

Mean 
r 

Corre
cted 
SD 

Var. 
due to 

artifacts 
(%) 

95% CoI 80% CrI    

Culture          

   Organizational 
      culture 

3 2566 -.32 -.41 .089 16.16 -.36 ~ -.29 -.52 ~ -.29 7.9* 

          - w/o impute 2 1800 -.31 -.39 .106 11.76 -.56 ~ -.27 -.32 ~ -.26 6.78* 

   Professionalism 2 2456 -.13 -.16 .000 100.00 -.17 ~ -.09 -.16 ~ -.16 .25 

Support          

   Organizational 
      support 

9 4957 -.37 -.42 .031 64.57 -.39 ~ -.34 -.46 ~ -.38 24.55* 

          - w/o impute 8 4668 -.38 -.43 .030 63.77 -.40 ~ -.35 -.46 ~ -.39 15.62* 

          - with ITL only 4 1082 -.33 -.41 .000 100.00 -.38 ~ -.28 -.41 ~ -.41 9.53* 

          - with IRE only 5 3875 -.38 -.42 .038 44.64 -.41 ~ -.35 -.47 ~ -.37 12.08* 

   Supervisor support 9 4088 -.27 -.32 .111 17.12 -.30 ~ -.25 -.46 ~ -.18 64.94* 

          - w/o impute 6 2470 -.33 -.38 .088 23.98 -.37 ~ -.30 -.49 ~ -.27 32.26* 

   Co-worker support 11 6346 -.19 -.24 .118 14.44 -.22 ~ -.17 -.39 ~ -.09 87.40* 

          - w/o impute 9 5338 -.22 -.26 .078 26.33 -.27 ~ -.19 -.36 ~ -.16 36.81* 

          - with ITL only 6 2471 -.10 -.13 .127 19.14 -.14 ~ -.06 -.29 ~ .03 33.49* 

          - with IRE only 5 3875 -.25 -.30 .053 35.79 -.28 ~ -.22 -.37 ~ -.23 15.14* 

   Spouse/Others 
      support 

2 1183 .04 .05 .094 23.97 -.02 ~ .10 -.07 ~ .17 7.93* 

Compensation          

   Salary 5 2014 -.14 -.15 .075 35.40 -.18 ~ -.10 -.25 ~ -.06 12.81* 

          - w/o impute 4 1248 -.10 -.11 .052 58.25 -.15 ~ -.04 -.17 ~ -.04 6.83 

          - with ITL only 3 1536 -.15 -.17 .088 24.15 -.20 ~ -.10 -.28 ~ -.05 11.05* 

          - with IRE only 2 478 -.11 -.12 .000 100.00 -.20 ~ -.02 -.12 ~ -.12 1.22 

   Financial reward 2 515 -.22 -.29 .000 100.00 -.31 ~ -.14 -.29 ~ -.29 1.92 

   Perceptions of 
      Fairness 
      (pay, benefit, 
      promotions) 

3 871 -.35 -.42 .053 57.97 -.41 ~ -.29 -.49 ~ -.35 4.67 

Other          

   Policy 2 1667 -.27 -.37 .000 100.00 -.32 ~ -.23 -.37 ~ -.37 .02 

Note. K = the number of studies included in the meta-analysis;  N = total sample size from studies included; Mean r 
= mean correlation coefficients after correcting sampling error; Corrected Mean r = mean correlation coefficients 
after correcting sampling error and unreliability; Corrected SD = standard deviation (SD) of corrected mean r; Var 
due to artifacts (%) = % of variance attributable to correctable artifacts; 95% CoI = 95% confidence interval; 80% 
CrI = 80% credibility interval;    = Chi-square test for homogeneity; w/o impute refers to the meta-analysis 
without studies which imputed missing reliability coefficients. 
* p < .05 
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related to various types of support except spouse/others support all showed negative 

effects indicating that CW workers with more support expressed less turnover intention. 

Organizational culture (r = -.41) was a strong predictor of turnover intention, which 

means that a more positive workplace culture can help to deter turnover intention 

among CW workers. Professionalism (r = -.16) also had a deterring effect on turnover 

intention, but the effect size was much smaller than organizational culture. 

Turnover intention among CW workers was also impacted by perceptions of fairness 

in pay, benefits, and promotions (r = -.42). Financial reward (r = -.29), as measured by 

satisfaction level of pay and benefits, also had a sizable influence on turnover intention. 

However, one’s salary (r = -.15), measured by either dollar value or ordinal level of 

dollar value, was not a important predictor of turnover intention both with total studies 

included and sub-group analyses, ITL studies (r = -.17) and IRE studies (r = -.12). Policy 

(r = -.37), measured by the workers’ perceptions about organizational policy, had quite a 

big influence. Overall, fair treatment, better financial reward, and favorable 

organizational policy tended to reduce turnover intention of CW workers. 

There were several studies whose missing data had to be imputed. Shim (2007), 

Chen et al. (2012), and Jacquet et al. (2008) used a single-item measure to measure 

turnover intention in their studies. Schwartz (2007) and Willis (2010) did not report a 

reliability coefficient of ITL and supervisor support, respectively, thus had to be imputed 

by averaging the known information from other studies included. Separate meta-

analyses were conducted without these studies. Supervisor support without Jacquet et al. 

(2008), Schwartz (2007), and Willis (2010) (r = -.38) increased effect size by about .05, 
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while salary without Shim (2009) (r = -.11) decreased effect size by about .05. Other 

separate meta-analyses, however, produced almost identical results. 

4. Attitudes and Perceptions 

Variables which are related to individuals’ thoughts about work and the work place, 

such as satisfaction, commitment, and organizational climate, were classified as 

attitudes and perceptions (Table 9). There were many strong effects from this category 

on turnover intention. It is not surprising considering that perceptions and attitudes are 

the preliminary steps of intentions and behaviors in human cognitive function (Griffin & 

Moorhead, 2007). 

Job satisfaction (r = -.50), considered as one of the most important predictors of 

turnover and turnover intention, was the most studied among attitudes and had a strong 

effect on turnover intention. CW workers were also thinking about career development 

(r = -.29) with importance. Both organizational commitment (r = -.62) and professional 

commitment (r = -.47) strongly influenced turnover intention among CW workers. 

Notably, organizational commitment showed a very strong effect and singly explained 

almost 40% variance of turnover intention (when corrected for attenuation factors). 

Organizational commitment also showed a very strong effect size even before 

adjusting unreliability (Mean r = -.53). When it was analyzed separately, professional 

commitment with ITL studies only (r = -.74) showed a stronger effect size than that with 

IRE studies only (r = -.40). More studies, however, may be needed to confidently say the 

difference is present. Overall, CW workers were less likely to have turnover intention 

when they were more satisfied with and committed to their agency. 

 



83 
 

Organizational climate (r = -.44), defined as the overall individuals’ perception 

about their work place environment, also showed a strong negative effect on turnover 

intention of CW workers. Organizational climate may be classified under work 

environment, but was classified as attitudes and perceptions to avoid confusion between 

organizational climate and organizational culture. Work self-efficacy (r = -.27) showed a 

medium negative effect size, both in meta-analysis with overall studies and with ITL (r = 

Table 9 

Meta-analysis of Attitudes and Perceptions 

Predictors K N 
Mean 

r 

Corre
cted 

Mean 
r 

Corre
cted 
SD 

Var. 
due to 

artifacts 
(%) 

95% CoI 80% CrI    

Satisfaction          

   Job Satisfaction 8 5033 -.42 -.50 .087 16.91 -.44 ~ -.40 -.61 ~ -.39 42.75* 

          - w/o impute 7 4714 -.42 -.49 .084 16.69 -.44 ~ -.39 -.60 ~ -.38 41.70* 

   Career 
      development 

2 1649 -.24 -.29 .000 100.00 -.28 ~ -.19 -.29 ~ -.29 .20 

Commitment          

   Organizational 
      commitment 

7 2452 -.53 -.62 .082 23.79 -.56 ~ -.50 -.73 ~ -.52 23.77* 

   Professional 
      Commitment 

7 4621 -.40 -.47 .159 5.70 -.42 ~ -.37 -.67 ~ -.27 121.12* 

          - with ITL only 2 993 -.60 -.74 .059 25.88 -.64 ~ -.56 -.82 ~ -.66 11.06* 

          - with IRE only 5 3628 -.34 -.40 .088 16.27 -.37 ~ -.31 -.52 ~ -.29 35.21* 

Other          

   Organizational 
      climate 

3 1852 -.35 -.44 .000 100.00 -.39 ~ -.31 -.44 ~ -.44 4.41 

   Work self-efficacy 5 4409 -.22 -.27 .073 21.20 -.25 ~ -.19 -.36 ~ -.17 32.33* 

          - w/o impute 4 4166 -.22 -.26 .076 17.53 -.25 ~ -.19 -.36 ~ -.16 31.28* 

          - with ITL only 3 2045 -.23 -.29 .104 15.00 -.27 ~ -.19 -.42 ~ -.16 29.73* 

          - with IRE only 2 2364 -.21 -.24 .000 100.00 -.25 ~ -.17 -.24 ~ -.24 2.23 

   Human caring 3 3131 -.27 -.32 .076 16.85 -.30 ~ -.24 -.42 ~ -.23 19.29* 

Note. K = the number of studies included in the meta-analysis;  N = total sample size from studies included; Mean r 
= mean correlation coefficients after correcting sampling error; Corrected Mean r = mean correlation coefficients 
after correcting sampling error and unreliability; Corrected SD = standard deviation (SD) of corrected mean r; Var 
due to artifacts (%) = % of variance attributable to correctable artifacts; 95% CoI = 95% confidence interval; 80% 
CrI = 80% credibility interval;    = Chi-square test for homogeneity; w/o impute refers to the meta-analysis 
without studies which imputed missing reliability coefficients. 
* p < .05 
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-.29) and IRE (r = -.24) separately. Human caring (r = -.32), as measured by service 

orientation (Chenot, 2007) or human caring inventory (Ellett, 2000; Ellett et al., 2003), 

showed a medium negative effect size. All these three variables had negative effect on 

turnover intention. Thus, it can be interpreted that CW workers—who perceived a 

favorable organizational climate, were confident in their ability, and took care of and 

were more oriented to clients—exhibited lower levels of turnover intention. 

Kyonne (2007) and Schwartz (2007) were among the studies which reported 

attitudes and perceptions in their study, thus separate meta-analyses were conducted 

for job satisfaction and work self-efficacy. Job satisfaction without Kyonne (2007) (r = -

.49) and work self-efficacy without Schwartz (2007) (r = -.26) produced almost identical 

results regardless of inclusion of studies with imputation. 
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Chapter 5: Discussion and implications 

1. Summary 

With the goal of conducting a meta-analysis of the existing research on turnover 

intention among child welfare workers, this study systematically located relevant studies 

and conducted a series of meta-analyses. Among 144 potentially qualifying studies, 35 

studies were eligible. Of these, twenty-two studies had sufficient information to conduct 

the meta-analysis and were included in the study. The included studies reported various 

types of predictors with different labels and measurement scales. These variables, as a 

result, were categorized in 3-level categorization. Sixty five categories were produced 

and 36 categories, which were included in two or more studies, were used for meta-

analysis. 

Using Hunter and Schmidt (2004)'s method, this study quantitatively combined 36 

predictors from studies included. Overall, predictors related to CW workers' attitudes 

and perceptions were highest to influence turnover intention among CW workers. On 

the other hand, demographic predictors showed small or negligible effects on turnover 

intention. Among work-related predictors, stress-related predictors and sub-factors of 

burnout had medium to high influence on turnover intention while predictors related to 

decision-making showed medium effect sizes. Among predictors in work environment 

category, various types of support predictors had varying influence on turnover 

intention while such variables as perceptions of fairness and policy had relatively high 

effect sizes of around .4. Variables classified as attitudes and perceptions, such as 

organizational commitment and job satisfaction, mostly had medium to high influence 
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on turnover intention. The variables have been reorganized by the strength of their 

relationship with turnover intention in Table 10. 

 
Table 10 

List of Variables by Strength of the Relationship with Turnover Intention 

 
Demographic Predictors 

corrected 
mean r 

Work-related Predictors 
corrected 

mean r 

> .5 
 

 
 

Stress .60  

  
 

 
Emotional exhaustion .59  

  
 

  
  

.3 ~ .5 Well-being  -.40 Safety concern .49  

  
 

 
Depersonalization .42  

  
 

 
Role conflict .39  

  
 

 
Inclusion  -.35 

  
 

 
Role ambiguity .33  

  
 

  
 

 
.1 ~ .3 Age  -.22 Job demand .28  

 
Tenure  -.17 Coping  -.24 

 
Level of education .10  Autonomy  -.23 

  
 

  
 

 
< .1 Race (White=1)  -.06 Caseload  -.04 

 
Gender (women=1)  -.02 

 
 

 

 
Social work degree (BSW/MSW) .02  

 
 

 

 
Other degrees (Bachelor's or 
Master's) 

n/a 
  

 
 

  
 

  
 

 

 
Work Environment 

corrected 
mean r 

Attitudes & Perceptions 
corrected 

mean r 

> .5 
 

 
 

Organizational commitment  -.62 

 
   Job Satisfaction  -.50 

 
   

 
 

 
.3 ~ .5 Organizational support  -.42 Professional commitment  -.47 

 
Perceptions of fairness  -.42 Organizational climate  -.44 

 
Organizational culture  -.41 Human caring  -.32 

 
Policy  -.37    

 
Supervisor support  -.32 

 
 

 
  

 
  

 
 

.1 ~ .3 Financial reward  -.29 Career development  -.29 

 
Co-worker support  -.24 Work self-efficacy  -.27 

 
Professionalism  -.16 

 
 

 
 

Salary  -.15 
 

 
 

  
 

  
 

 
< .1 Spouse/Others support .05  

 
 

 
       

 

2. Limitations 

Most notable limitation of this study is the limited number of studies included. 

Hunter & Schmidt (2004)’s method was developed under the assumption that a large 
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number of studies was included in the study to utilize normal distribution (Arthur et al., 

2001; Hunter & Schmidt, 2004). Arthur et al. (2001) cleared the importance of a large 

number of studies by mentioning that ideal number of studies for meta-analysis is 

‘several hundred data points’ (Arthur et al., 2001).  Thus, limited number of studies 

included may limit the validity of results produced in a series of meta-analyses in this 

study. Thus, it is very important to note that these meta-analysis results presented in 

this study should be considered as the first stepping stone of generalizing research 

efforts in the field. The results, in addition, may be changed easily as more studies added 

in the field since the number of studies included in each meta-analysis is very small. 

There were some studies which met inclusion criteria of this study, but did not report 

information for meta-analysis nor did not respond to the author’s email communication. 

This further limited validity of the current study. 

In addition, this study is not theoretical investigation of studies of CW workers’ 

turnover intention. Rather, this study is a technical and empirical synthesis of existing 

studies. Some limitations of this study come from this. First, meta-analyzed in this study 

may not mean that those variables or even studies are important. Only two researchers 

or even one researcher with two applications is sufficient to produce two or more studies 

with same variables. However, the usefulness of those variables in a prediction of 

turnover intention, more broadly turnover, may better be determined by theory, 

especially in small meta-analysis like this. 

Classification of this study might also cause some limitations. This study categorized 

predictors of turnover intention with little theoretical depth. At times multi-factor 

concepts had to be disaggregated to be combined with variables of other studies. This 
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was done since 1) there were little agreed-upon aggregates of predictors of turnover and 

2) it was more common to find different measurement scales from each study. Turnover 

intention of Ellett (2000)’s IRE may be an exception. Some researchers may not agree 

with the classification of this study. Different classification of other researchers, thus, 

may produce different results from this study. Again, with these reasons, this study 

should be accepted as the first step of empirical research synthesis of CW workers’ 

turnover and follow-up research, both individual studies and meta-analytic studies, will 

address these shortcomings of this study. 

3. Discussion and future research 

Based on the results, three main issues emerged and will be further discussed: 1) 

variables with strong effects; 2) the role of caseload, which is commonly argued as a key 

factor in regards to turnover of CW workers, but showed little relationship to turnover 

intention,  and 3) research areas which need more studies. Part of discussions and 

suggestions may not be related to the results of this meta-analysis. Rather, they are 

included to overcome the weakness of meta-analysis, which highly refines studies to be 

included, thus sometimes omits many aspects of practical usefulness. 

Strong predictors 

In relation to turnover intention, the strongest effects were found in such variables 

as organizational commitment, stress, job satisfaction, professional commitment, and 

organizational climate. These variables with proven validity in predicting turnover 

intention may need to keep studied. There were also some variables with high influence, 

such as perceptions of fairness, safety concern, and policy, but had relatively less 

attention compared to other high influential variables. Especially, safety concern which 
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is unique for CW workers, may need more attention in the future research in an effort to 

clarify turnover (or turnover intention) process of CW workers. 

Role of Caseload 

Interestingly, caseload, usually measured by the number of caseload, showed little 

effect on turnover intention. Caseload has been cited as one of major factors of turnover 

among CW workers, especially in qualitative studies (Ausbrooks, 2007; Burns, 2011; 

Dombrowski, 2003; Ellett, Ellis, Westbrook, & Dews, 2007; Gonzalez, Faller, Ortega, & 

Tropman, 2009; Johnson, 2010; Lijewski, 2012). However, the lack of direct effect of 

caseload on turnover intention may be the indication that there may be some variables 

which mediates the influence of caseload (e.g., stress and burnout). On the other hand, 

the way caseload was measured may also be important. In this regard, Jacquet and 

colleagues’ 2008 study has an implication (Jacquet et al., 2008). Jacquet et al. (2008) 

measured caseload with three types of measures: 1) the number of caseload, 2) 

perception of caseload size with a multi-item Likert-type scale, and 3) satisfaction of 

caseload size with a single-item Likert-type scale. Their findings showed that the 

relationship between caseload size and ITL was almost zero (r = -.003), while one’s 

perceptions and satisfaction of caseload size, had a greater effect (albeit still small). This 

result can be interpreted that the way people perceive their caseload may be more 

important than the actual size of the caseload. Future research may need to focus on 

both the presence of mediation (or moderation) and how caseload should be measured. 

Research areas which need more studies.  

Job performance and Economy-related factors. Job performance is one of the most 

important concepts and most studied in such disciplines as management and industrial 
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and organizational psychology (IO psychology). Indeed, Griffeth et al. (2000) in their 

meta-analysis of employee turnover located 72 studies of job performance, while 71 

studies were with intention to quit to predict actual turnover (Griffeth et al., 2000). In 

addition, as one of the measures of withdrawal behaviors, turnover was considered as 

one of four major objective measures of performance (Barrick, Mount, & Judge, 2001). 

This meta-analysis, however, could not locate any studies which used job performance 

to predict turnover intention. Lack of performance measure (at least in turnover studies) 

may discourage high performance workers and make them leave their position to find 

better jobs that can appreciate their potentials. The problem is that most people who 

leave their work due to lack of appreciation of their ability could possibly be high 

performers. Positive contribution of level of education on turnover intention, although it 

was small effect, might be explained in conjunction with CW workers’ performance. 

These turnovers are undesirable, if present, and may be prevented with appreciation of 

their ability. Considering the importance and popularity, future studies may need to 

consider job performance in the prediction of turnover intention and turnover. 

As Muchinsky and Morrow (1980) pointed, economy-related factors have been 

overlooked and it was not different in turnover studies of CW workers. Among studies 

included, Maertz et al. (2007) was the only study to investigate the relationship between 

turnover intention and perceived job alternatives (r = -.47) (Maertz et al., 2007). 

Outside the 22 studies, only a few studies, such as Hopkins et al. (2010) and Benton 

(2010), were identified during study selection process (Benton, 2010; Hopkins, Cohen-

Callow, Kim, & Hwang, 2010). Nevertheless, there were evidences that economic 

recession and, as a result, fewer job availabilities lowers turnover rates (Center for 
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Public Policy Priorities, 2009; Clark, 2012). Future studies may need to consider 

economy-related variables in study of CW workers’ turnover. 

Private child welfare workers. Workers in private child welfare agencies were not 

included in this meta-analysis with a consideration that the working job characteristics 

and responsibilities are different between workers of these two sectors. However, in 

some states, child welfare services provided by private agencies were more than by 

public agencies. For example, almost 80% of child welfare services at Illinois was 

provided by private agencies (United States General Accounting Office, 2003). Thus, 

removing private CW workers may not be appropriate and future meta-analytic studies 

may need to consider establishing inclusion criteria by the functions agencies perform, 

not by their affiliation with the state or local government. 

Among studies collected during literature search of this meta-analysis, there were 16 

studies which exclusively or partly included private child welfare workers (Agbényiga, 

2005, 2009; Auerbach et al., 2010; Augsberger, Schudrich, McGowan, & Auerbach, 

2012; Burrell et al., 2009; Claiborne et al., 2011; Faller et al., 2010; Hollingsworth, 

Bybee, Johnson, & Swick, 2010; Jayaratne & Faller, 2009; Lambert, Cluse-Tolar, 

Pasupuleti, Prior, & Allen, 2011; Lawson, 2010; Levy, Poertner, & Lieberman, 2012; 

McGowan, Auerbach, Conroy, Augsberger, & Schudrich, 2010; Schudrich et al., 2012; 

Song, 2005). Although more steps are needed to verify eligibility of each study, brief 

investigation of each study found that five studies, after excluding studies of shared data, 

were eligible to be included in the meta-analysis if not for public CW workers criterion 

(Agbényiga, 2009; Burrell et al., 2009; Levy et al., 2012; McGowan et al., 2010; Song, 
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2005). With more studies of private CW workers, future meta-analysis may need to be 

conducted with public and private CW workers together. 

Aside from meta-analysis matters, CW workers in private agencies have been 

consistently reported that their pay, commitment to the work, and length of service (or 

tenure) were lower and short, while their turnover intention was higher than workers in 

public agencies (Auerbach et al., 2010; Faller et al., 2010; Hollingsworth et al., 2010; 

Jayaratne & Faller, 2009). Thus, it might be that CW workers need more support and 

evidences from research than public CW workers. Studies concerned with private child 

welfare workers are encouraged to address turnover issue in the private child welfare 

sector. 

Multi-factor Outcome measure. Most studies in CW workers’ turnover used proxy 

measures of turnover including turnover intention such as ITL or IRE, however, it is 

unclear that these proxy measures of turnover are the best way to measure CW workers’ 

withdrawal cognition. Blau (1998) even challenges that actual turnover is not sufficient 

to measure turnover arguing that it is a more complicated factor than a simple actual 

turnover. Cohen-Callow, Hopkins, and Kim (2009) and Hopkins et al. (2010) showed 

possibility of aggregating outcome measures and future research may need to add more 

research. 

On the other hand, this study is not conclusive, rather, it is the starting point to 

understand and build process model of turnover among child welfare workers. As a 

logical step, based on this meta-analytical study, researchers need to make efforts to 

develop turnover model, customized to child welfare workers. 
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4. Implications 

This study highlights several key implications, which can mainly be summarized into 

two areas: theoretical and practical. 

The primary theoretical implication of this study is the provision of more 

generalizable components. Specifically, the results identified particularly strong 

predictors (i.e., organizational commitment, stress, job satisfaction, professional 

commitment, and organizational climate), the possibility of indirect effect of caseload, 

and areas needing more attention (i.e., job performance and economy-related factors, 

private child welfare workers, and multi-factor outcome measure). These results could 

contribute towards the development of a more robust theory of turnover intention (and 

turnover) among child welfare workers. In addition, a brief introduction of theories in 

the relevant areas may also help researchers’ understanding of building theories. 

This study also highlights several key implications for practice, which could help to 

inform the child welfare field. Selecting the right people as employees can be the first 

step towards addressing the high turnover rates. The reality is that not everyone is 

adequately prepared—mentally or physically—for the type of stress that are inherent in 

the field. The results showed that people who more committed to the organization 

(organizational commitment) and profession (professional commitment), cared for 

clients (human caring), and were confident with their skill set (work self-efficacy) 

reported less turnover intention. Thus, CW agencies may opt to select applicants who 

exhibit these positive characteristics to fill vacant positions. How to differentiate and 

select people who have more of these characteristics, however, can be a difficult 

challenge. One possible strategy is to include a brief survey of these characteristics as 
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part of the job interview process and could help CW agencies to find the person who are 

most prepared to take on the position. 

However, selecting the right person can be difficult and challenging given the 

current economic climate. Therefore, agencies can also help to ensure the wellbeing and 

satisfaction of their current and future CW workers. For example, the results showed 

that CW workers would be less likely express turnover intention when they were more 

satisfied with their work (job satisfaction), felt they were treated fairly (perceptions of 

fairness), were satisfied with financial reward (financial reward), and thought that their 

work corresponded with their career goals (career development). Some of these issues, 

especially financial reward, are more difficult to change since CW agencies have staffing 

and budgetary limitations. However, ensuring fair treatment and job satisfaction are 

issues that are more amenable to interventions, e.g. by refining work process and 

encouraging better work place relationship between CW workers, supervisors, and 

administrators. 

Although the strength of the effect was relatively smaller than other variables, 

support systems within the workplace were found to have some influence on turnover 

intention of CW workers. Supervisor support was found to have more impact on 

turnover intention than co-workers support. It is understandable that supervisors can 

be a more influential figure to CW workers than co-workers. It is also noteworthy that 

organizational support had higher impact on CW workers’ turnover intention than 

support from supervisors and co-workers. Thus, CW agencies should strive to develop 

supportive workplace environment for all employees. Casework teaming can be a good 
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way to enhance support systems and, eventually, reduce turnover of CW workers 

(Research Foundation of SUNY/BSC/CDHS, 2011). 

In contrast, CW agencies also need to develop strategies to reduce the level of stress, 

burnout, and safety concerns, that may lead CW workers leave the agency. These factors 

along with antecedents of these variables, such as workload, reward, and work place 

environment, will surely contribute reduction of turnover intention among CW workers.  

Variables related to organizational characteristics also had sizable influence on 

turnover intention of CW workers. Through the perceptions of CW workers, 

organizational climate, organizational support, organizational culture, and policy were 

influencing turnover intention of CW workers. It indicates that work environment is 

more influential on CW workers’ turnover intention than that of individuals within the 

organization (supervisor and co-worker support). Thus, along with the clarification of 

roles at work, agencies and members should foster work environment where positive 

and productive changes can continuously happen. 

Sizable effects were also found from the work role and decision-making process. CW 

workers expressed more turnover intention when they felt more conflict at work (role 

conflict) and found ambiguity from their work role (role ambiguity). On the other hand, 

more inclusion in the decision making process (inclusion) worked as a factor which 

made CW workers express less turnover intention. These variables are more closely 

related to the work process, thus strategies to clarify and restructure the work process to 

address any role conflicts or ambiguity and to promote greater access to decision-

making process may help to reduce turnover intention of CW workers. 
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In sum, this study seeks to contribute to a better understanding of the child welfare 

worker turnover phenomenon, which, if not addressed, can have a devastating impact 

on an agency, workers, and their clients. The findings highlight key factors of child 

welfare turnover intention, which can help agencies, administrators, and staff to form 

more effective approaches to curb child welfare workers’ turnover and to build and 

maintain a long-term, more stable workforce. Ultimately, a more stable organization 

means a more effective one for the clients it serves. 
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Appendix A. The list of studies and variables 

Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

(Auerbach et al., 2010) 
   

(1. Intent to leave_Organization) (intent to leave) 
 

(.95) 

     4.A.1   Job Satisfaction Job satisfaction-total -.251 144 .85 

Boyas (2012)      
   

(1. Intent to leave_Organization) (Intent to leave) 
 

(.86) 

     1.A.1   Age Age -.318 209 1 

     1.C.1   Tenure Job tenure -.077 209 1 

     2.A.2   Inclusion Influence or Inclusion -.344 209 .78 

     2.B.1   Stress Job stress .596 209 .83 

     2.C.1   Emotional exhaustion Emotional exhaustion .636 209 .94 

     2.C.2   Depersonalization depersonalization .432 209 .79 

     3.B.1   Organizational support Communication index -.315 209 .75 

     3.B.2   Supervisor support Supervisor support -.334 209 .86 

     3.B.3   Co-worker support Coworker support -.102 209 .81 

     3.C.3   Perceptions of fairness Fairness -.438 209 .91 

     4.B.1   Organizational commitment Organizational commitment -.717 209 .90 

Chen et al. (2012)   
   

(1. Intent to leave_Organization) (Turnover intention) 
  

(.70) 

     1.A.2   Gender (women=1) Gender -.060 289 1 

     1.A.3   Race (White=1) Race .058 289 1 

     3.B.1   Organizational suport Relatedness needs -.219 289 .638 

     3.C.2   Financial reward Existence needs -.173 289 .766 

Chenot (2007)   
   

(1. Intent to leave_Organization) (Intent to Stay Agency) 
  

(.83) 

     3.A.1   Organizational culture Organizational culture_Average -.248 767 .91 

      Constructive Organizational culture -.266 767 .91 

      Passive defensive organizational culture -.229 767 .87 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

     4.A.1   Job Satisfaction Job Satisfaction -.494 767 .86 

     4.B.1   Organizational commitment Commit to the Agency -.465 767 .86 

     4.B.2   Professional commitment Commit to the Field of CWS -.640 767 .82 

     4.C.1   Organizational climate Organizational climate -.383 767 .82 

     4.C.3   Human caring Service Orientation -.316 767 .85 

Ellett (2000)   
   

(2. Intent to remain_Field) (Intent to Remain employed in Child welfare) 
 

(.86) 

     3.B.1   Organizational suport 
Professional organizational culture-Administrative 

support (ADMS) 
-.34 941 .92 

     3.B.3   Co-worker support 
Professional organizational culture-Professional sharing  

& Support (PSS) 
-.26 941 .88 

     4.B.2   Professional commitment 
Professional organizational culture-

Vision/professionalism/commitment (VPC) 
-.26 941 .83 

     4.C.2   Work self-efficacy Self-efficacy_Average -.245 941 .87 

      Self-Efficacy-Work Tasks (ETSK) -.17 941 .87 

      Self-Efficacy-Motiavation (EMOT) -.32 941 .81 

     4.C.3   Human caring Human caring Inventory (HCI-SW)-Total score -.16 941 .79 

Ellett et al. (2003)   
   

(2. Intent to remain_Field) (Intent to Remain employed in Child welfare) 
 

(.85) 

     2.B.1   Stress Work morale (WM)-Job-related stress .42 1423 .55 

     3.A.2   Professionalism Work morale (WM)-Professional Respect -.14 1423 .66 

     3.B.1   Organizational suport Organizational support_Average -.345 1423 .94 

      Work morale (WM)-Professional support -.36 1423 .67 

 
     Professional organizational culture-Quality of 

supervision/leadership 
-.33 1423 .94 

     3.B.3   Co-worker support 
Professional organizational culture-Collegial 

sharing/support 
-.22 1423 .87 

     3.D.1   Policy Work morale (WM)-Policy -.27 1423 .64 

     4.A.1   Job Satisfaction General job satisfaction (GJS)_Average -.343 1423 .77 

 
     General job satisfaction (GJS)-Organizational 

structure  
-.41 1423 .77 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

      General job satisfaction (GJS)-Client responsibilities  -.40 1423 .57 

 
     General job satisfaction (GJS)-Coworker/Supervisor 

relations  
-.22 1423 .56 

     4.A.2   Career development Work morale (WM)-Professional development -.24 1423 .74 

     4.B.2   Professional commitment 
Professional organizational culture-Professional 

commitment 
-.29 1423 .82 

     4.C.2   Work self-efficacy Self-efficacy_Average -.185 1423 .85 

      Self-efficacy-Client assessment/analysis -.11 1423 .85 

      Self-efficacy-Effort/Persistence -.22 1423 .76 

      Self-efficacy-Foster care/adoptions -.14 1423 .73 

      Efficacy expectations (EE) -.27 1423 .62 

     4.C.3   Human caring Human Caring_Average -.32 1423 .84 

      Human Caring-Professional commitment -.67 1423 .84 

      Human Caring-Receptivity -.18 1423 .63 

      Human Caring-Responsivity -.11 1423 .63 

Ellis (2005)    
   

(2. Intent to remain_Field) (Intent to remain employed) 
  

(.90) 

     4.B.2   Professional commitment Factor IV – Professional Commitment -.45 786 .83 

Harrison (1995)   
   

(1. Intent to leave_Organization) (Intent to leave) 
  

(.81) 

     1.A.1   Age Age -.16 226 1 

     1.A.2   Gender (women=1) Gender .04 226 1 

     1.A.3   Race (White=1) Race -.18 226 1 

     1.B.2   Social work degree (BSW/MSW) Degree_Social work_Average .025 226 1 

      Bachelor of Social work (1=BSW) .01 226 1 

      Master of social work (1=MSW) .04 226 1 

     1.B.3   Other degrees (Bachelor's or Master's) Degree_Others_Average .00 226 1 

      Bachelor (other) (1=other Bachelor) .05 226 1 

      Master (other) (1=other Master's) -.05 226 1 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

     2.A.1   Autonomy Bureaucratization: Independence -.12 226 .51 

     2.B.2   Job demand Job frustration .38 226 .69 

     2.B.4   Role ambiguity Job clarity .23 226 .76 

     2.B.6   Safety concern Concern for safety .18 226 .56 

     3.B.2   Supervisor support Support_Supervisor_Average -.24 226 .89 

      Vertical support (Supervisory support) -.25 226 .82 

      Supervision (Evaluation of supervisor) -.23 226 .89 

     3.B.3   Co-worker support Horizontal support (Coworker support) -.08 226 .80 

     3.C.1   Salary Annual income -.22 226 1 

     3.C.2   Financial reward financial reward -.29 226 .89 

     4.A.1   Job Satisfaction Psychological rewards -.54 226 .86 

     4.A.2   Career development Job utility (Usefulness of job) -.21 226 .88 

     4.B.1   Organizational commitment Organizational commitment -.55 226 .64 

     4.B.2   Professional commitment Commitment to the career -.48 226 .77 

Hwang (2012)   
   

(1. Intent to leave_Organization) (Intention to leave) 
  

(.84) 

     1.A.1   Age Age -.146 544 1 

     2.A.2   Inclusion Organizational inclusion -.331 544 .78 

     3.C.1   Salary Salary -.036 544 1 

     4.A.1   Job Satisfaction Job Satisfaction -.404 544 .89 

     4.B.1   Organizational commitment Organizational commitment -.515 544 .91 

Jacquet et al. (2008)   
   

(1. Intent to leave_Organization) (Intent to leave) 
  

(.70) 

     2.B.3   Caseload Caseload -.003 765 1 

     3.B.2   Supervisor support Support_Supervisor_Average -.183 765 .91 

      Support-Immediate Supervisor -.195 765 .86 

      Support-Supportive supervision -.170 765 .91 

     3.B.3   Co-worker support Support-Co-workers .029 765 .77 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

     3.B.4   Spouse/Others support Support-Friends/spouse .101 765 .80 

Kennedy (2006)       
   

(1. Intent to leave_Organization) (Intent to leave) 
  

(.95) 

     4.B.1   Organizational commitment Organizational commitment_Average -.394 63 .84 

 Continuance commitment (Cost-based) -.155 63 .73 

 Affective commitment (Desire-based) -.536 63 .73 

 Normative commitment (Obligation-based) -.492 63 .84 

Kyonne (2007)   
   

(1. Intent to leave_Organization) (Intentions to leave organization) 
  

(.70) 

     1.B.2   Social work degree (BSW/MSW) Educational background .10 319 1 

     4.A.1   Job Satisfaction Job Satisfaction -.46 319 .74 

     4.C.1   Organizational climate Organizational climate -.26 319 .77 

Lee et al. (2010)   
   

(2. Intent to remain_Field) (Intentions to remain employed in Child welfare) (.80) 

     1.A.1   Age Age -.05 244 1 

     1.B.1   Level of education Education, level of .10 244 1 

     1.B.2   Social work degree (BSW/MSW) Social work degree .05 244 1 

     1.C.1   Tenure Year of experience in DFCS -.06 244 1 

     2.B.3   Caseload Caseload -.12 244 1 

     2.C.1   Emotional exhaustion Emotional exhaustion .54 244 .88 

     3.B.1   Organizational suport 
Professional Organizational Culture (POC)-Quality of 

supervision/leadership 
-.38 244 .94 

     3.B.3   Co-worker support 
Professional Organizational Culture (POC)-Collegial 

sharing/support 
-.32 244 .90 

     3.C.1   Salary Salary -.06 244 1 

     3.C.3   Perceptions of fairness  Satisfaction with extrinsic rewards -.38 244 .69 

     3.D.1   Policy Organizational policies -.28 244 .68 

     4.B.2   Professional commitment Professional commitment_Average -.44 244 .89 

 
     Professional Organizational Culture (POC)-

Professional commitment 
-.33 244 .89 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

      Professional commitment -.55 244 .80 

Lee et al. (2011)    
   

(2. Intent to remain_Field) (Intentions to remain employed in Child welfare) (.84) 

     1.C.1   Tenure Years of experience in DFCS -.16 234 1 

     2.B.7   Coping Coping_Average -.223 234 .76 

      Coping (control-oriented)-Positive thinking -.29 234 .76 

      Coping (control-oriented)-Help seeking -.27 234 .60 

      Coping (control-oriented)-Direct action -.27 234 .66 

      Coping (escape-oriented)-Avoidance coping -.06 234 .74 

     3.B.1   Organizational suport 
Professional Organizational Culture (POC)-Quality of 

supervision/leadership 
-.47 234 .95 

     3.B.3   Co-worker support 
Professional Organizational Culture (POC)-Collegial 

sharing/support 
-.46 234 .92 

     3.C.1   Salary Salary -.16 234 1 

     4.B.2   Professional commitment 
Professional Organizational Culture (POC)-Professional 

commitment 
-.50 234 .97 

Maertz et al. (2007)   
   

(1. Intent to leave_Organization) (turnover cognitions) 
  

(.94) 

     1.A.1   Age Age -.38 225 1 

     1.C.1   Tenure Tenure -.34 225 1 

     3.B.1   Organizational suport Perceived organizational support (POS) -.46 225 .94 

     3.B.2   Supervisor support Perceived supervisory support (PSS) -.35 225 .89 

     4.B.1   Organizational commitment Organizational commitment_Average -.55 225 .91 

      Affective commitment -.58 225 .91 

      Normative commitment -.52 225 .79 

Middleton (2011)   
   

(1. Intent to leave_Organization) (Intention to leave the agency) 
  

(.87) 

     2.B.6   Safety concern Vicarious traumatization .456 1192 .89 

     2.B.7   Coping Coping strategies -.195 1192 .79 

     4.A.1   Job Satisfaction Professional satisfaction -.408 1192 .92 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

     4.C.2   Work self-efficacy Professional efficacy -.313 1192 .89 

Mor Barak et al. (2006)   
   

(1. Intent to leave_Organization) (Intention to leave) 
  

(.77) 

     1.A.1   Age Age -.12 418 1 

     1.A.2   Gender (women=1) Gender .05 418 1 

     1.A.4   Well-being Well-being -.32 418 .76 

     1.B.1   Level of education Education, level of .08 418 1 

     1.C.1   Tenure Tenure (Years) -.07 418 1 

     2.A.2   Inclusion Inclusion and Exclusion-Decision making -.23 418 .75 

     2.B.1   Stress Stress .43 418 .88 

     3.B.2   Supervisor support Social support-Supervisor support -.19 418 .90 

     3.B.3   Co-worker support Social support-Peer support -.20 418 .78 

     3.B.4   Spouse/Others support Social support-Spouse/Significant other support -.07 418 .92 

     3.C.3   Perceptions of fairness Fairness_Average -.285 418 .92 

 
     Perceptions of fairness-Distributive justice (salary 

and benefit distributions) 
-.31 418 .92 

 
     Perceptions of fairness-Procedural justice 

(promotions and reward allocations) 
-.26 418 .83 

     4.A.1   Job Satisfaction Job Satisfaction -.56 418 .91 

     4.B.1   Organizational commitment Organizational commitment -.56 418 .81 

Schwartz (2007)   
   

(1. Intent to leave_Organization) (Intent to leave organization) 
  

(.86) 

     2.B.2   Job demand Job demands_Average .097 243 .89 

      Demand_Psychological job demands .088 243 N/A 

      Demand_Emotional demands .106 243 .89 

     2.B.4   Role ambiguity Role ambiguity .322 242 .84 

     2.B.5   Role conflict Role conflict .313 242 .86 

     2.C.1   Emotional exhaustion MBI-Emotional exhaustion .387 240 .90 

     2.C.2   Depersonalization MBI-Depersonalization .260 239 .74 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

     3.B.2   Supervisor support Supervisor support -.341 243 .90 

     3.B.3   Co-worker support Coworker support -.355 243 .82 

     4.C.2   Work self-efficacy Self efficacy -.278 243 .86 

Shim (2009)   
   

(1. Intent to leave_Organization) (Intent to leave organization) 
  

(.70) 

     1.A.1   Age Age -.199 766 1 

     1.A.2   Gender (women=1) Female (Women=1) -.063 766 1 

     1.B.2   Social work degree (BSW/MSW) Degree_Social work_Average -.034 766 1 

      BSW (BSW=1, others=0) -.022 766 1 

      MSW (MSW=1, others=0) -.046 766 1 

     1.B.3   Other degrees (Bachelor's or Master's) Master (any master =1, others=0) .026 766 1 

     3.A.1   Organizational culture Organizational culture -.351 766 .88 

     3.C.1   Salary Salary -.206 766 1 

     4.C.1   Organizational climate Organizational climate -.349 766 .87 

Travis (2006)   
   

(1. Intent to leave_Organization) (Exit (efforts toward quitting a job)) (.87) 

     1.A.4   Well-being Psychological wellbeing -.34 359 .89 

     2.A.2   Inclusion Perception of inclusion in decision-making -.21 359 .71 

     2.B.4   Role ambiguity Role ambiguity .27 359 .83 

     2.B.5   Role conflict Role conflict .33 359 .77 

     3.B.1   Organizational suport Perceived organizational support -.35 359 .83 

     3.B.2   Supervisor support Perceived supervisory support -.24 359 .88 

Westbrook et al. (2012)    
   

(2. Intent to remain_Field) (Intention to remain employed) 
  

(.87) 

     2.A.1   Autonomy CWOCI-Autonomy -.16 1033 .50 

     3.A.1   Organizational culture CWOCI-Organizational ethos -.36 1033 .57 

     3.A.2   Professionalism CWOCI-Professionalism -.12 1033 .87 

     3.B.1   Organizational suport CWOCI-Administrative support -.44 1033 .94 
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Study & Classification (DV) IV (DV) r N 
Rel_IV 

(Rel_DV) 

     3.B.2   Supervisor support CWOCI-Supervisory support -.44 1033 .97 

     3.B.3   Co-worker support CWOCI-Collegiality -.23 1033 .75 

Willis (2010)       
   

(1. Intent to leave_Organization) (Commitment to CPS) 
  

(.80) 

     1.A.1   Age Age -.267 610 1 

     1.C.1   Tenure Tenure (Years at CPS) -.205 610 1 

     2.B.2   Job demand Job demand .224 610 .77 

     3.B.2   Supervisor support Support_Supervisor -.123 610 .90 

     3.B.3   Co-worker support Support_Co-Worker -.103 610 .88 

     4.C.2   Work self-efficacy Practice skill -.059 610 .65 

Note. DV = Dependent variables; IV = Independent variables; r = Correlation coefficients; N = Sample size; Rel_IV = Cronbach’s alpha of 
independent variables; Rel_DV = Cronbach’s alpha of dependent variables. 
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Appendix B. The list of categories 

Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

1. Demographic predictors 

A. Individual characteristics  

1. Age  
   

  Age Boyas (2012) -.318 209 1 .86 ITL 

  Age Harrison (1995) -.16 226 1 .81 ITL 

  Age Hwang (2012) -.146 544 1 .84 ITL 

  Age Lee et al. (2010) -.05 244 1 .80 IRE 

  Age Maertz et al. (2007) -.38 225 1 .94 ITL 

  Age Mor Barak et al. (2006) -.12 418 1 .77 ITL 

  Age Shim (2009) -.199 766 1 .70 ITL 

  Age Willis (2010) -.267 610 1 .80 ITL 

2. Gender (women=1) 
    

  Gender Chen et al. (2012) -.06 289 1 .70 ITL 

  Gender Harrison (1995) .04 226 1 .81 ITL 

  Gender Mor Barak et al. (2006) .05 418 1 .77 ITL 

  Female Shim (2009) -.063 766 1 .70 ITL 

3. Race (White=1) 
    

  Race Chen et al. (2012) .058 289 1 .70 ITL 

  Race Harrison (1995) -.18 226 1 .81 ITL 

4. Well-being 
    

  Well-being Mor Barak et al. (2006) -.32 418 .76 .77 ITL 

  Psychological wellbeing Travis (2006) -.34 359 .89 .87 ITL 

B. Education 
      

1. Level of education 
      

  Level of Education Lee et al. (2010) .10 244 1 .80 IRE 

  Level of Education Mor Barak et al. (2006) .08 418 1 .77 ITL 

2. Social work degree (BSW/MSW) 
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Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

  Degree_Social work_Average Harrison (1995) .025 226 1 .81 ITL 

  Educational background Kyonne (2007) .10 319 1 .70 ITL 

  Social work degree Lee et al. (2010) .05 244 1 .80 IRE 

  Degree_Social work_Average Shim (2009) -.034 766 1 .70 ITL 

3. Other degrees (Bachelor's or Master's) 
      

  Degree_Others Harrison (1995) 0 226 1 .81 ITL 

  Master (any master =1, others=0) Shim (2009) .026 766 1 .70 ITL 

C. Work experience 
      

1. Tenure 
      

  Job tenure Boyas (2012) -.077 209 1 .86 ITL 

  Year of experience in DFCS Lee et al. (2010) -.06 244 1 .80 IRE 

  Years of experience in DFCS Lee et al. (2011) -.16 234 1 .84 IRE 

  Tenure Maertz et al. (2007) -.34 225 1 .94 ITL 

  Tenure (Years) Mor Barak et al. (2006) -.07 418 1 .77 ITL 

  Tenure (Years at CPS) Willis (2010) -.205 610 1 .80 ITL 

2. Work-related predictors 
      

A. Decision-making 
      

1. Autonomy 
      

  Bureaucratization: Independence Harrison (1995) -.12 226 .51 .81 ITL 

  CWOCI-Autonomy Westbrook et al. (2012) -.16 1033 .50 .87 IRE 

2. Inclusion 
      

  Influence or Inclusion Boyas (2012) -.344 209 .78 .86 ITL 

  Organizational inclusion Hwang (2012) -.331 544 .78 .84 ITL 

  Inclusion and Exclusion-Decision making Mor Barak et al. (2006) -.23 418 .75 .77 ITL 

  Perception of inclusion in decision-making Travis (2006) -.21 359 .71 .87 ITL 

B. Stress 
      

1. Stress 
      

  Job stress Boyas (2012) .596 209 .83 .86 ITL 
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Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

  Work morale (WM)-Job-related stress Ellett et al. (2003) .42 1423 .55 .85 IRE 

  Stress Mor Barak et al. (2006) .43 418 .88 .77 ITL 

2. Job demand 
      

  Job frustration Harrison (1995) .38 226 .69 .81 ITL 

  Job demands_Average Schwartz (2007) .097 243 .89 .86 ITL 

  Job demand Willis (2010) .224 610 .77 .80 ITL 

3. Role demands_caseload 
      

  Caseload (# of children) Jacquet et al. (2008) -.003 765 1 .70 ITL 

  Caseload Lee et al. (2010) -.12 244 1 .80 IRE 

4. Role ambiguity 
      

  Job clarity Harrison (1995) .23 226 .76 .81 ITL 

  Role ambiguity Schwartz (2007) .322 242 .84 .86 ITL 

  Role ambiguity Travis (2006) .27 359 .83 .87 ITL 

5. Role conflict 
      

  Role conflict Schwartz (2007) .313 242 .86 .86 ITL 

  Role conflict Travis (2006) .33 359 .77 .87 ITL 

6. Safety concern 
      

  Concern for safety Harrison (1995) .18 226 .56 .81 ITL 

  Vicarious traumatization Middleton (2011) .456 1192 .89 .87 ITL 

7. Coping 
      

  Coping_Average Lee et al. (2011) -.223 234 .76 .84 IRE 

  Coping strategies Middleton (2011) -.195 1192 .79 .87 ITL 

C. Burnout 
      

1. Emotional exhaustion 
      

  Emotional exhaustion Boyas (2012) .636 209 .94 .86 ITL 

  Emotional exhaustion Lee et al. (2010) .54 244 .88 .80 IRE 

  MBI-Emotional exhaustion Schwartz (2007) .387 240 .90 .86 ITL 

2. Depersonalization 
      

  Depersonalization Boyas (2012) .432 209 .79 .86 ITL 
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Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

  MBI-Depersonalization Schwartz (2007) .26 239 .74 .86 ITL 

3. Work environment 
      

A. Culture 
      

1. Organizational culture 
      

  Organizational culture_Average Chenot (2007) -.248 767 .91 .83 ITL 

  Organizational culture Shim (2009) -.351 766 .88 .70 ITL 

  CWOCI-Organizational ethos Westbrook et al. (2012) -.36 1033 .57 .87 IRE 

2. Professionalism 
      

  Work morale (WM)-Professional Respect Ellett et al. (2003) -.14 1423 .66 .85 IRE 

  CWOCI-Professionalism Westbrook et al. (2012) -.12 1033 .87 .87 IRE 

B. Support 
      

1. Organizational support 
      

  Communication index Boyas (2012) -.315 209 .75 .86 ITL 

  Relatedness needs Chen et al. (2012) -.219 289 .638 .70 ITL 

  
Professional organizational culture-

Administrative support (ADMS) 
Ellett (2000) -.34 941 .92 .86 IRE 

  Organizational support_Average Ellett et al. (2003) -.345 1423 .94 .85 IRE 

  
Professional Organizational Culture (POC)-

Quality of supervision/leadership 
Lee et al. (2010) -.38 244 .94 .80 IRE 

  
Professional Organizational Culture (POC)-

Quality of supervision/leadership 
Lee et al. (2011) -.47 234 .95 .84 IRE 

  Perceived organizational support (POS) Maertz et al. (2007) -.46 225 .94 .94 ITL 

  Perceived organizational support Travis (2006) -.35 359 .83 .87 ITL 

  CWOCI-Administrative support Westbrook et al. (2012) -.44 1033 .94 .87 IRE 

2. Supervisor support 
      

  Supervisor support Boyas (2012) -.334 209 .86 .86 ITL 

  Support_Supervisor_Average Harrison (1995) -.24 226 .89 .81 ITL 

  Support_Supervisor_Average Jacquet et al. (2008) -.183 765 .91 .70 ITL 

  Perceived supervisory support (PSS) Maertz et al. (2007) -.35 225 .89 .94 ITL 

  Social support-Supervisor support Mor Barak et al. (2006) -.19 418 .90 .77 ITL 
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Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

  Supervisor support Schwartz (2007) -.341 243 .90 .86 ITL 

  Perceived supervisory support Travis (2006) -.24 359 .88 .87 ITL 

  CWOCI-Supervisory support Westbrook et al. (2012) -.44 1033 .97 .87 IRE 

  Support_Supervisor Willis (2010) -.123 610 .90 .80 ITL 

3. Co-worker support 
      

  Coworker support Boyas (2012) -.102 209 .81 .86 ITL 

  
Professional organizational culture-

Professional sharing  & Support (PSS) 
Ellett (2000) -.26 941 .88 .86 IRE 

  
professional organizational culture-Collegial 

sharing/support 
Ellett et al. (2003) -.22 1423 .87 .85 IRE 

  Horizontal support (Coworker support) Harrison (1995) -.08 226 .80 .81 ITL 

  Support-Co-workers Jacquet et al. (2008) .029 765 .77 .70 ITL 

  
Professional Organizational Culture (POC)-

Collegial sharing/support 
Lee et al. (2010) -.32 244 .90 .80 IRE 

  
Professional Organizational Culture (POC)-

Collegial sharing/support 
Lee et al. (2011) -.46 234 .92 .84 IRE 

  Social support-Peer support Mor Barak et al. (2006) -.20 418 .78 .77 ITL 

  Coworker support Schwartz (2007) -.355 243 .82 .86 ITL 

  CWOCI-Collegiality Westbrook et al. (2012) -.23 1033 .75 .87 IRE 

  Support_Co-Worker Willis (2010) -.103 610 .88 .80 ITL 

4. Spouse/Others support 
      

  Support-Friends/spouse Jacquet et al. (2008) .101 765 .80 .70 ITL 

  
Social support-Spouse/Significant other 

support 
Mor Barak et al. (2006) -.07 418 .92 .77 ITL 

C. Compensation 
      

1. Salary 
      

  Annual income Harrison (1995) -.22 226 1 .81 ITL 

  Salary Hwang (2012) -.036 544 1 .84 ITL 

  Salary Lee et al. (2010) -.06 244 1 .80 IRE 

  Salary Lee et al. (2011) -.16 234 1 .84 IRE 

  Salary Shim (2009) -.206 766 1 .70 ITL 
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Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

2. Financial reward 
      

  Existence needs Chen et al. (2012) -.173 289 .766 .70 ITL 

  Financial reward Harrison (1995) -.29 226 .89 .81 ITL 

3. Perceptions of fairness 
      

  Fairness Boyas (2012) -.438 209 .91 .86 ITL 

  Satisfaction with extrinsic rewards Lee et al. (2010) -.38 244 .69 .80 IRE 

  Fairness_Average Mor Barak et al. (2006) -.285 418 .92 .77 ITL 

4. Other 
      

1. Policy 
      

  Work morale (WM)-Policy Ellett et al. (2003) -.27 1423 .64 .85 IRE 

  Organizational policies Lee et al. (2010) -.28 244 .68 .80 IRE 

4. Attitudes & Perceptions 
      

A. Satisfaction 
      

1. Job Satisfaction 
      

  Job satisfaction-total Auerbach et al. (2010) -.251 144 .85 .95 ITL 

  Job Satisfaction Chenot (2007) -.494 767 .86 .83 ITL 

  General job satisfaction (GJS)-Average Ellett et al. (2003) -.343 1423 .77 .85 IRE 

  Psychological rewards Harrison (1995) -.54 226 .86 .81 ITL 

  Job Satisfaction Hwang (2012) -.404 544 .89 .84 ITL 

  Job Satisfaction Kyonne (2007) -.46 319 .74 .70 ITL 

  Professional satisfaction Middleton (2011) -.408 1192 .92 .87 ITL 

  Job Satisfaction Mor Barak et al. (2006) -.56 418 .91 .77 ITL 

2. Career development 
      

  Work morale (WM)-Professional development Ellett et al. (2003) -.24 1423 .74 .85 IRE 

  Job utility (Usefulness of job) Harrison (1995) -.21 226 .88 .81 ITL 

B. Commitment 
      

1. Organizational commitment 
      

  Organizational commitment Boyas (2012) -.717 209 .90 .86 ITL 
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Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

  Commit to the Agency Chenot (2007) -.465 767 .86 .83 ITL 

  Organizational commitment Harrison (1995) -.55 226 .64 .81 ITL 

  Organizational commitment Hwang (2012) -.515 544 .91 .84 ITL 

  Organizational commitment_Average Kennedy (2006) -.394 63 .84 .95 ITL 

  Organizational commitment_Average Maertz et al. (2007) -.55 225 .91 .94 ITL 

  Organizational commitment Mor Barak et al. (2006) -.56 418 .81 .77 ITL 

2. Professional commitment 
      

  Commit to the Field of CWS Chenot (2007) -.64 767 .82 .83 ITL 

  
Professional organizational culture-

Vision/professionalism/commitment 
Ellett (2000) -.26 941 .83 .86 IRE 

  
Professional organizational culture-

Professional commitment 
Ellett et al. (2003) -.29 1423 .82 .85 IRE 

  Factor IV – Professional Commitment Ellis (2005) -.45 786 .83 .90 IRE 

  Commitment to the career Harrison (1995) -.48 226 .77 .81 ITL 

  Professional commitment_Average Lee et al. (2010) -.44 244 .89 .80 IRE 

  
Professional Organizational Culture (POC)-

Professional commitment 
Lee et al. (2011) -.50 234 .97 .84 IRE 

C. Other 
      

1. Organizational climate 
      

  Organizational climate Chenot (2007) -.383 767 .82 .83 ITL 

  Organizational climate Kyonne (2007) -.26 319 .77 .70 ITL 

  Organizational climate Shim (2009) -.349 766 .87 .70 ITL 

2. Work self-efficacy 
      

  Self-efficacy_Average Ellett (2000) -.245 941 .87 .86 IRE 

  Self-efficacy_Average Ellett et al. (2003) -.185 1423 .85 .85 IRE 

  Professional efficacy Middleton (2011) -.313 1192 .89 .87 ITL 

  Self efficacy Schwartz (2007) -.278 243 .86 .86 ITL 

  Practice skill Willis (2010) -.059 610 .65 .80 ITL 

3. Human caring 
      

  Service Orientation Chenot (2007) -.316 767 .85 .83 ITL 
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Classification IV study Correlation 
Sample 

size 
Rel 
(IV) 

Rel 
(DV) 

DV 

  Human caring Inventory (HCI-SW)-Total score Ellett (2000) -.16 941 .79 .86 IRE 

  Human Caring_Average Ellett et al. (2003) -.32 1423 .84 .85 IRE 

Note. IV = Independent variables; DV = Dependent variables; Rel (IV) = Cronbach’s alpha coefficients of IVs; Rel (DV) = Cronbach’s alpha 
coefficients of DVs; ITL = Intention to leave organization; IRE = Intent to remain employed in Child Welfare 
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