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DETERMINANTS OF QUITS AND DISMISSALS
(AN ANALYSIS OF DATA FROM A CHEMICAL COMPANY)

Tekin Akgeyik, Istanbul University, Istanbul, Turkey

ABSTRACT

The aim of the present paper is to investigate the determinants of quits and dismissals using a data from
a chemical company in Istanbul, Turkey. The stafistical analysis showed that in comparison with
employees over 34 years of age, younger workers were found to be 1.8 times more likely to voluntarily
quit their jobs for pursuing a better job. Moreover, married workers were observed to be more prone to
leave organization than single workers. Finally, the logic regression analysis indicated that gender, age,
education level and tenure (individual characteristics), type of work (work-related factor) and month (non-
work factor) were the determinants of quits and dismissals.

Keywords: Separation, Employee Turnover, Quit, Dismissal, Reason for Separation, Turkey.
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1. INTRODUCTION

Employee turnover means the voluntary (quit) or involuntary (dismissal) separation of employee from
organization (Burns, 2014). Although a moderate level of employee turnover is necessary for a more
efficient economy, high turnover rates lead to direct (i.e. the loss of productivity, and expenses for hiring
of new employees) and indirect costs (i.e. losing future leaders and knowledge loss) for organization
(Vance, 2015).

The statistics indicate that turnover rates, globally, have a tendency to increase because of high
unemployment levels. For instance, the statistics (2015) reports that monthly turnover rate is around 3.2
to 3.5 percent in the US, amounting to an annual rate of 39.9%. The monthly turnover rate is 7.4 percent
in Canada (2015). The annual turnover rate for the UK is estimated to be 14.6 percent in 2014 (765,000
workers approximately), but it is expected to increase by 3.4 percent to 18 percent in the next 3 years
(Hay Group, 2015). According to the data from the Statistic Institute (2015), monthly turnover rate ranges
between 8.4 and 11.6% in Turkey.

The empirical findings identify several individual factors as the significant determinants of employee
turnover. For example, a study by Giuliano, Levine and Leonard (2006) indicated that gender, age, and
race differences between employees and managers resulted in higher quit and dismissal rates. Kane-
Sellers (2007) reached to a similar conclusion on the relationship of personal and work characteristics
with employee turnover. A study was conducted by Heymann (2010) pointed to the association between
several individual variables (gender, age, and race) and turnover process. Moreover, Caparros and
Navarro (2005) suggested that the characteristics of workers affected the probability of changing job.

The studies have also illustrated that employee turnover is correlated with many aspects of the work
environment (group composition, managerial outcomes, organizational culture etc.). With respect to the
group composition, Sorensen (2000) reported that workers in heterogeneous teams tended more likely to
exit the group. Kim and Philips (2012) demonstrated the significant effect of crew size on employee
turnover. Regarding managerial outcomes, Ishak et al. (2012) made a study to assess the influences of
CEO power and organizational performance on CEO turnover. The results stated that there was an
association between poor performance and separations. A study by Morrell, Clarke and Wilkinson (2004)
concluded that the organizational change shocks led to employees leaving the organization. Veen (2013)
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found that the supervisor support in the process of mergers and acquisitions had the significant effect on
voluntary turnover.

In terms of organizational culture, Katamba (2011) proved that there was a significant and negative
correlation between turnover intention and management style among nurses. Employee involvement
mechanisms (such as works councils, problem-solving groups) were seen to be related to lower
separation rates (Grund and Schmitt, 2013; Batt and Colvin, 2011). Various studies revealed that
organizational commitment was a significant factor in understanding turnover intention (Fuentes, 2011;
Cohen and Golan, 2007). Moreover, the negative relationship between justice perception and turnover
were confirmed by some studies (Arndt et al, 2006; Hemdi, 2011). Lastly, Leonard and Levine (2006)
noted that there were higher turnover rates among socially isolated workers from co-workers and
customers.

In addition, a few studies have underlined other possible causes of employee turnover. For instance, it
was observed that the distance between home and workplace was correlated with separations (Kim and
Philips, 2012; Hayajneh et al., 2009). Furthermore, unemployment rates were observed to be inversely
correlated to the intention to leave the organization (Hom and Kinicki, 2001; Orellano and Picchetti, 2004;
Campbell, 2001).

The aim of the paper is to analyze the determinants of quits and dismissals using a data from a private
company in the chemical industry, Istanbul, Turkey. More particularly, the current paper attempts to
answer three main questions: (1) Are there statistically significant differences in the mean values of
separations, in the mean rates of annual voluntary and involuntary turnover in terms of individual
characteristics, work-related and non-work related factors? (2) To what extent are individual
characteristics, work-related and non-work related factors associated with the independent variables? (3)
To what extent do individual characteristics, work-related and non-work related factors explain quits and
dismissals?

The rest of the work is organized in three parts: The next section describes the empirical method
employed in the study. The main results, findings and implications are explained in the third section. The
final part concludes the paper.

2. METHOD

2.1. Data

The dataset was obtained from the personal records of a chemical company. It consisted of a sample of
210 full-ime employees who were employed at some time during a sample period of 10 years, from
January 1, 2005 through December 31, 2014. The data included the demographic and job characteristics
of the sample, and the dates and descriptions of quits and dismissals.

2.2. Sample

The sample were predominantly male, largely white collar and relatively young. Specifically, 81 percent
(170) of the sample were male, and 71.4 percent were white-collar workers. Their mean age was 32.4
years (with standard deviation of 6.54), with nearly 72.9 percent between the ages of 17 and 35. The
average tenure was 4.2 years. 64.3 percent of the sample were married. About two-third had a bachelor's
degree (64.8%).

2.3. Variables

The main dependent variable in the study was separations (quits =1 and dismissals=2). The study also
used three more dependent variables for analysis: annual voluntary turnover rate, annual involuntary
turnover rate, and reason for separation.

The independent variables were demographic factors (i.e. gender, age, marital status, tenure), work

related factors (i.e. department, position, type of work), and non-work related factors (month of leaving
and day of leaving).
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2.4. Data Analysis

The descriptive statistics involving the mean values and standard deviations were used to summarize the
data. The nonparametric Kruskal-Wallis test was used to detect significant differences between the
groups. The associations between the variables were assessed by Spearman's correlation analyses.
Finally, the logistic regression was conducted to study the potential predictors of quits and dismissals.

3. RESULTS

3.1. Descriptive Statistics

Table 1 presents the mean values and standard deviations of quits and dismissals. 62.9% of all
separations were quits. There were higher mean values among female, older, married, less-educated,
more tenured, working in operational departments, non-manager and blue-collar employees. Besides, the
statistically significant differences were observed with respect to age, marital status, education level, type
of work, and month of leaving. Table 1 also includes both annual voluntary and involuntary turnover rates,
separately. Relatively higher means were seen in voluntary turnover rates. The mean rate of voluntary
turnover was 6.12. In addition, the highest rates in the voluntary turnover were seen among blue-collar
and primary-high school groups. In contrast, the mean rate of involuntary turnover was 3.34, with the
highest rates among older and more tenured employees.

' Table 1: Descriptive Statistics

Variables Quits and Annual Turnover Rates
Dismissals Voluntary Involuntary
Mean SD Mean SD Mean SD

Gender Male 1,35 0,48 6,18 1,72 3,31 1,99
Female 1,45 0,50 5,82 1,99 3,44 2,15
Age 17-34 1,26 0,44 6,37 - 1,73 3,19 1,97
35-60 1,59** 0,50 5,60 1,76 3,64* 2,03
. Single 1,27 0,45 6,21 1,76 3,19 1,95
Marital statues 4 ried 143 050 606 179 342 204
Education. > Bachelor's degree 1,47 0,50 6,41 1,78 2,52 2,01
Bachelor's degree 1,31 0,47 5,95 1,75 3,24 2,00
Tenure (month) 1-26 1,30 0,46 6,20 1,80 2,70 1,69
26 > 1,44 0,50 6,03 1,76 3,94 2,10
Department Supporting 1,32 0,47 6,02 1,77 3,23 2,01
Operational 1,45 0,50 6,27 1,78 3,51 2,00
Tvoe of work White-collar 1,33 0,47 5,99 1,79 3,2 2,00
yp Blue-collar 1,48 0,50 6,42 1,71 3,56 2,02
Job Position Manager 1,41 0,50 5,60 1,72 3,51 2,06
Non-managers 1,45 0,49 6,37* 1,75 3,52* 1,99
Mornith January-June 1,47 0,50 6,09 1,79 3,51 2,06
July-December 1,24 0,43 6,15 1,76 3,10 1,92
Week Even days 1,33 0,47 6,18 1,82 3,40 2,02
Odd days 1,43 0,50 6,03 1,73 3,25 1,99

*p <.05 **p <.001
Furthermore, there was a significant difference in the mean rates of both voluntary and involuntary
turnover between young and older employees. A significant difference also was observed in the mean
rates of involuntary turnover between managers and non-manager employee.

Table 2 provides a more detailed description of the reason for separation and their variation among
different subgroups. The organizational conditions were seen as the main source of quit. Consequently,
about fifty-two percent of all employees leaving were as a reason either job dissatisfaction or the desire to
pursue another job out of the organization (i.e. a new career, a better job). Moreover, individual reasons,
such as departures for marriage, and military service were less often reported as reasons for separation
than dissatisfaction. The results indicated that poor performance was the most reason that an employee
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was dismissed his or her job. In addition, mutual termination of contract, relocation and policy violence
were other reasons of dismissing of workers.
Table 2: Percent of Reasons for Separation

Age* Type of Work* Tenure (Month)*
Variables White Blue
18-34 35-60 Collar  Collar 1-26 26 >
To pursue other job 60,3 33,3 59,3 31,7 59,8 43,5
Reasons Dissatisfaction 9,2 4,3 3,3 18,3 3,9 11,1
for Quit Marriage 2,8 0,0 2,7 0,0 2,9 0,9
Military service 1,4 0,0 1,3 0,0 1,0 0,9
Poor performance 20,6 43,5 22,7 41,7 25,5 30,6
Policy violence 0,7 29 2,0 0,0 2,0 0,9
gf::‘fs"szlf“ Relocation 1,4 5.8 4,0 0,0 2,0 3,7
Expiry of contract 2,1 0,0 0,0 50 1,0 1.9
Mutual termination 1,4 7.2 4.0 1,7 0,0 6,5
Death 0,0 2.9 0,7 1,7 2,0 0,0
*p < .05

The findings revealed statistically significant differences according to age, type of work and tenure in the
reason for separation. The younger workers were found more likely than older employees to leave the
" company voluntarily due to looking for a better job (60.3 percent compared to 33.3 percent). Besides,
white-collar employees tended to be more likely to quit than blue-collar workers because of the reason “to
pursue other job” while quitting owing to dissatisfaction was more prevalent among blue-collar workers
(5.5 times) than white-collar employees. Finally, less-tenured workers were, for a significant 16.3%, more
likely to quit compared-with more-tenured workers for searching a new job.

3.2. Correlation Analysis of Variables
The intercorrelations among the study variables are shown in Table 3. Referring to the correlation matrix,
the variable “quits and dismissals” was related significantly to almost all of the independent factors. For
example, it was strongly and positively correlated with age (r=-.32).

Table 3: Results of the Correlation Analysis

Variables 1 2 3 4 5 6 7 8 9 10 1M1
1. Separations _

2. Quit Rates F23%

3. Fire Rates o1 45

4. Reason 61 -,09 10 _

5. Age 32%% =207 16* 287

6. Marital status  ,16* -,05 07 .10 25

7. Education -16*  -13 ,04 -10 ,03 ,03 _

8. Tenure A4 11 14 45 .13 056 -22¢

9. Type of work  ,15% ,10 -,04 ,15% -1 -,01 =80 28~

10. Position -,06 217 -15  -,09 -13 -25% - 52¥  20**  45%
11. Month =23 02 -,05 =217 01 -,04 ,10 -,06 -12 ,06

**Significant at the 0.01 level (2-tailed). *Significant at the 0.05 level (2-tailed).

Similarly, there was a highly negative relationship with month (r= -.23). Moreover, quits and dismissals
were also found to be significantly and positively linked to marital statue (r= .19), meaning that married
workers tended to more likely to leave the company than single workers.

In addition there was an inverse correlation between education levels and separations (r= -.16), showing
that less-educated employees were more prone to leave the organization. It was again observed a
modest correlation between separations and position (r= .15). Gender and position were not significantly
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related to quits and dismissals. A negative correlation was found between annual voluntary turnover rate
and age (r= -.19), while it had a strong positive relationship to position (= .21), such that voluntary
turnover rate was higher among younger and non-manager employees. However, involuntary turnover
rate had a positive correlation with age (= .18) and negative relation to position (r= -.15), suggesting that
higher involuntary turnover rate was higher among older employees and managers. Finally, reason for
separation had correlations with four independent factors (age, tenure, type of work and month of
leaving).

3.4. Determinants of Quits and Dismissals
The logistic regression analysis was used to assess the determinants of quits and dismissals. Table 4
reports the results of the three regression models. Model 1 analyzed the effects of individual
characteristics on the likelihood of quits and dismissals. The omnibus model coefficient revealed that
taken together, the predictors contributed significantly to the prediction of the employee turnover, with the
overall classification rate of 68.1%. The age of employees was the most predictor of the possibility of
leaving the organization. Older workers were more likely to depart than younger workers. For example,
the probability of employees over 35 years older being dismissed was 6 times higher than younger
workers. Similarly, the relative odds showed that female workers had 2.9 times higher the risk of being
dismissed from their jobs than male workers. More-tenured workers were found 2.6 times more likely to
be dismissed than less-tenured employees. Moreover, employees without bachelor's degree were 2 times
more likely to quit than employees with bachelor's degree.
Table 4: Odds Ratios from Logistic Regression Estimates of Quits and Dismissals
Model 1** Model 2** Model 3**
Variable Quit Fire Quit Fire Quit Fire
Odds Odds Odds Odds Odds Odds
Radio Radio Radio Radio Radio Radio

Individual Characteristics

(1) Gender (Male) 0,34* 2,95* 0,23* 4,41* 0,20* 5,08*
(2) Age (18-34 age) 0,16* 6,19** 0,09** 11,04 0,08* 12,07*
(3) Education {primary-high school) 2,06 0,49* 1,12 0,89 1,17 0,86
(4) Tenure {1-26 months) 0,39* 2,58* 0,43 2,33 0,40 2,48
Work-related factors

(5) Type of work (white collar) 0,24* 4,17* 0,28* 3,517
{6) Type of work*Age 4,61* 0,22* 5,30% 0,19*
Non-work related factors

(7) Month of leaving (January-June) 2,52% 0,40
{(8) Day of leaving (Odd days) 0,64 1,57
-2 Log Likelihood 239,317 232,946 223,208
Chi-square 40,736 47,107 56,845

% correctly predicted 68,1% 67,6% 71.4%
Nagelkerke R? 23.9% 27,3% 32,2%

*P<0.05 *P<0.01

Note: The variables were dichotomized to the values 0 or 1. The dichotomized variables were gender
(male=1), age (18-34 age =1), education (primary-high school=1), tenure (1-26 months =1), type of
work (white collar =1), month of leaving (January-June =1), day of leaving intention (odd days of the
week=1), quit (yes=1), dismissal (yes=1).

Model 2 evaluated the influence of the predictor “type of work” on the likelihood of quits and dismissals
after controlling for individual characteristics. The main effect for type of work was not significantly related
to employee separations. However, when the interaction variable “type of work*age” was included, both of
the work related factors were significantly related to departures. The results suggested that among the
white-collar employees, separation rate was distinctly higher. For instance, the risk of being dismissed
among the white-collar employees was 4.2 times higher. However a blue-collar worker had %24 percent
a higher probability of quitting work than a white-collar employee. The last model investigated the impacts
of non-work factors (month of leaving and day of leaving) on employee leaving while controlling for
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individual characteristics and work related factors. The omnibus model coefficient indicated that the
predictor variables taken together significantly predicted separations (p<.001), with an overall
classification rate of 71.4 percent. The only predictor with a significant was month of leaving (p<.05). The
findings illustrated that employees were more likely to depart in the first part of the year. For instance, the
likelihood of quitting of an employee in the period of January to June was 2.5 times higher than other
months.

4. DISCUSSION AND CONCLUSIONS

Employee turnover is a costly problem for individuals and organizations, as well as an important
mechanism for improving the quality of labor market matches. Multidimensional structure of employee
turnover has been widely investigated from a variety of dimensions. The aim of this study is to examine
the relationship of quits and dismissals with individual characteristics, work-related and non-work related
factors in a dataset from a chemical company, Istanbul, Turkey. Some conclusions can be derived from
the results. First, the logistic regression analysis indicated that gender, age, education level and tenure
(individual characteristics), type of work (work-related factor) and month (non-work factor) were the
determinants of quits and dismissals. This result agrees with the findings of Grund and Schmitt (2013),
who demonstrated that age and tenure were the predictors of quits and dismissals; and is also consistent
with the results of Campbell Iil (1997), and Kim and Philips (2012), who concluded that age significantly
- affected the probability of quits and dismissals. This finding is again in agreement with the study of
Orellan and Picchett (2004), and Caparros and Navarro (2005), which asserted that age and level of
formal education significantly impacted the risk of leaving from work. However, this result differ from the
study of Beenstock and Klinov (1998), who reported that neither age nor type of work appeared to be a
factor in the likelihood of layoffs.

Moreover, the correlation analysis presented that separations were positively correlated with age, marital
status, type of work and tenure but was inversely linked to education level. This result is in accordance
with the study of Cohen (1999), showing that there was a modest correlation between age and actual
turnover, but contradicts with the findings of Arndt et al. (2006) and Huselid and Day (1991), in which age
and tenure were found to be negatively correlated with turnover. This result is also not in agreement with
the studies of Tanova and Holtom (2008), and Lyness and Judiesch (2001), in which age was seen to be
negatively related to turnover. The correlation analysis also pointed to an interesting finding that quits and
dismissals were observed to be negatively associated with month, suggesting that a large proportion of
dismissals occurred in the first part of the year. Kruskal-Wallis test revealed that there were significant
age differences in the reason for separation, meaning that in comparison with employees over 34 years of
age, younger workers were found to be 1.8 times more likely to voluntarily quit their jobs for pursuing a
better job. This finding is inconsistent with the result of Giuliano et al (2006), who claimed that age
differences had no effect on quits. Significant differences were also found between single and married
workers concerning the mean values of separation, indicating that married workers were more prone to
leave organization than single workers. This finding was congruent with Lee's results (2012), which
illustrated that married employees were significantly more likely to quit their jobs so as to search for a new
one, but not similar to findings of Beenstock and Klinov (1998), who reported that married employees had
lower separation rates in both layoffs and resignations.

In conclusion, although it is one of the most studied topics, it is still needed to conduct more
comprehensive studies for better understanding of the nature, causes and impacts of employee turnover.
Further studies should take into account other individual, family and work environment factors such as
personality traits, income, work load, expectations and experiences and group relationships for predicting
the determinants of quits and dismissals.
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