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ABSTRACT 

 

It is said that employees are the greatest resource of 

any organization. They produce the results expected of any 

organization. Without them, organizational goals and 

objectives cannot be achieved. Thus, there is the challenge 

for these entities to select, hire, and retain their 

employees. However, the reality of employee turnover 

confronts organizations and dealing with it has become a 

concern for them. 

In fact, the problem of employee turnover has become a 

growing concern in many industries. Turnover is the loss of 

employees from an organization. It represents employees who 

depart for a variety of reasons. According to Robbins 

(2001) turnover is the voluntary and involuntary permanent 

withdrawal from an organization.   

     A high rate of turnover can disrupt the efficient 

running of an organization when knowledgeable and 

experienced personnel leave and replacements must be found 

and prepared to assume positions of responsibility.   
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Besides recruiting and selection expenses, the costs 

associated with  creating new employee records in the Human 

Resources Department, establishing payroll records in 

accounting, giving new employees training and providing 

them with safety equipment are lost when an employee leaves 

(Oldfielsd, 1989).  This is the reason why an organization 

has to exert effort to maintain and retain a productive 

workforce.   

 Given the “costs” associated with turnover, it is not 

surprising that employee retention is a top priority for 

many organizations across a variety of industries (Mitchell 

et al., 2001). The pharmaceutical industry is not exempted. 

It appears to be struggling, like many other sales 

organizations, to retain employees.  

 

STATEMENT OF THE PROBLEM 

Based on the background above, the researcher examined 

the determinants of medical representative turnover in the 

pharmaceutical industry. More specifically, the researcher 

answered the following sub problems: 

1. How did the respondents assess the following 

variables: 
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1.1 Job Task,  

1.2 Compensation,  

1.3 Job Satisfaction,  

1.4 Relationships,  

1.5 Managerial/Leadership,   

1.6 Family Environment, and  

1.7 Job Retention? 

2. To what extent do job task, compensation, job 

satisfaction, relationship, managerial/leadership, 

and family environment significantly affect job 

retention? 

3. What are the significant variables that are critical 

to job retention? 

 

HYPOTHESIS OF THE STUDY 

In discussing this paper, the researcher has come up 

with the following hypotheses: 

H1: Job task, compensation, job satisfaction, relationship, 

managerial/leadership, and family environment do not 

significantly affect job retention. 
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H2: There are no significant variables that are critical to 

job retention. 

CONCLUSIONS 

While medical representatives are hired to sell 

pharmaceutical products in an environment of stiff 

competition, the need for job retention is a very relevant 

issue. Fast employee turnover is harmful to any company. It 

distracts continuity of people productivity. Hence, there 

is the need to continuously address this concern of trying 

to keep good people in the company.  

In the light therefore of this consideration on the 

importance of job retention, the following conclusions are 

presented. These conclusions were derived from the research 

conducted on 282 medical representatives on specified 

variables like job task, compensation, job satisfaction, 

and relationships with co-workers and supervisors, 

managerial or leadership and family environment. A survey 

was floated to these respondent medical reps. Based on the 

assessment of the respondents on these specified variables, 

the followings conclusions are given. 

 

 



 

 

vii 

 

 

1. With respect to job retention variables, job tasks 

are specific and clear. Roles are defined and the 

respondents know what their responsibilities. 

Similarly, the planned goals and objectives for 

their jobs are clear. The respondents are not 

emotionally drained in their work and are not 

physically strained when it comes to dealing with 

the demands of their job. 

 

   The medical representatives believe that their 

job requires them to do different things using a 

number of different skills and talents and involves 

them in doing the whole piece of work from start to 

finish. They know that the results of their work 

significantly affect the lives or well-being of 

other people while they find their job very 

meaningful. 

In terms of autonomy, they believe that their 

job allows them to do the kind of tasks that they 

feel are important and allows them almost complete 

autonomy to decide on their own about how to go with 

their work. With feedback, they are happy that their  
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managers discuss with them work-related problems and 

provide them with regular feedback. 

2. With regard to what extent job task, compensation, 

job satisfaction, relationship, managerial and 

leadership, and family environment significantly 

affect job retention, feeling physical strained due 

to the demands of work yielded the greatest impact 

on job retention, followed by the role clarity 

variables. Furthermore, having a high pay in 

comparison to others and the amount of incentives 

given to increase sales are significant to their 

staying on their job. 

   With respect to job satisfaction, satisfied 

med reps stay longer in their work. As a result, job 

retention increases. When it comes to relationships 

with their co-workers and supervisors, the 

respondents enjoy working with intelligent co-

workers. They state that   good work atmosphere 

contributes to the job retention of the medical 

representatives. Having supervisors who support 

their ideas about doing their job tasks and trying  
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hard to get the problems of their employees across 

to management positively affect the job retention of 

medical representatives. 

Lastly, opportunities for advancement and 

training affect the job retention of the medical 

representatives while the demands of family or 

spouse do not interfere with work-related activities 

and family-related stress.  

3. With respect to the significant variables that are 

critical to job retention, the significant factors 

for job task are planned goals and objectives and 

job requirements. For compensation, it is income 

satisfaction whereas for job satisfaction, it is a 

sense of accomplishment. For relationship, it is 

effective supervisors while for managerial and 

leadership, it is job opportunities and for family 

environment, it is work demands. 

 

RECOMMENDATIONS 

 The following recommendations are presented. 
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1. Among the specified job retention variables, job 

task, job satisfaction, and relationships are very 

important to job retention. Thus, it is highly 

suggested that a program be individually devised to 

address these three important concerns. 

1.1 The Job Task Program should include training on 

strategic planning, vision-mission and goals-

objectives setting. This will provide clarity, 

focus, and direction in company and functional 

business decisions. 

1.2 The Job Satisfaction Program should include 

training on people support and development when 

it comes to performing one’s job tasks. 

1.3 The Relationship Program should emphasize the 

need to maintain good interpersonal 

relationship, including activities that can 

enhance respect, camaraderie, and support among 

the employees in the company.  

2. Since family environment directly and indirectly 

affect productivity in performance, management can 

create a task force that will assist medical 

representatives having difficulties with their work  
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and family. For work-related problems, relevant 

training can be provided. For family-related 

problems, counseling can be administered to those 

who need it. 

3. For the mentioned critical factors as illustrated on 

the resulting model, it is highly recommended that 

pharmaceutical companies concentrate on these 

issues. They can come up with other innovative 

programs and strategies that will address this 

sensitive and problematic issue of job retention. 

4. That future researchers be conducted on employees of 

other fields aside from medical representatives. 
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CHAPTER I 

INTRODUCTION 

 

BACKGROUND OF THE STUDY 

     It is said that employees are the greatest resource of 

any organization. They produce the results expected of any 

organization. Without them, organizational goals and 

objectives cannot be achieved. Thus, there is the challenge 

for these entities to select, hire, and retain their 

employees. However, the reality of employee turnover 

confronts organizations and dealing with it has become a 

concern for them. 

   

In fact, the problem of employee turnover has become a 

growing concern in many industries. Turnover is the loss of 

employees from an organization. It represents employees who 

depart for a variety of reasons. According to Robbins 

(2001) turnover is the voluntary and involuntary permanent 

withdrawal from an organization.   
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A high rate of turnover can disrupt the efficient 

running of an organization when knowledgeable and 

experienced personnel leave and replacements must be found 

and prepared to assume positions of responsibility.  

Besides recruiting and selection expenses, the costs 

associated with  creating new employee records in the Human 

Resources Department, establishing payroll records in 

accounting, giving new employees training and providing 

them with safety equipment are lost when an employee leaves 

(Oldfielsd, 1989).  This is the reason why an organization 

has to exert effort to maintain and retain a productive 

workforce.   

 

 Given the “costs” associated with turnover, it is not 

surprising that employee retention is a top priority for 

many organizations across a variety of industries (Mitchell 

et al., 2001). The pharmaceutical industry is not exempted. 

It appears to be struggling, like many other sales 

organizations, to retain employees.  

 

     A study by Goldberg, Davenport and Mortellito (2002), 

for example, found that “...turnover among general 

physician sales representatives was 19% up two percent from  
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2000, making retention the number one human resource issue 

for pharmaceutical companies today” (p.82). Given these and 

other challenges, it is important that pharmaceutical sales 

managers, as well as, other industry leaders, take 

necessary steps to minimize turnover (Goldberg & Fugaro, 

2001). 

 

 In Indonesia, salespeople of pharmaceutical company 

usually refer to medical representatives. Some reasons 

regarding employer’s effort to maintain low turnover in 

such away to maintain job retention is not apart of the 

function of medical representatives as a company 

prolongation to its stakeholder (i.e. medical doctors, 

hospitals, dispensaries, other medical professionals etc).   

 

 Secondly, as mentioned above, is the cost associated 

with turnover itself. The high cost of loosing key 

employees has long been recognized. However, it is 

important for organizations to understand that general 

turnover rates in the workforce can also have a serious 

impact on an organization’s profitability, and even 

survival.  Excessive turnover can have significant direct 

and indirect costs for corporations when they are required  
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to recruit, train, and socialize new staff (Cawsey & 

Wedley, 1979; Hall. 1981). 

 

 One way to decrease the cost of salesperson turnover 

is through turnover management. Management of salesperson 

turnover begins with achieving a better understanding of 

the process that salespersons go through in leaving the 

organization. By better understanding the turnover process, 

managers can develop policies and programs to cope with 

salesperson attrition. 

 

 Researches have been conducted to reveal the reasons 

that salespeople leave their organization in both 

psychology and organization behavior. Kraut (1975) 

investigated the correlation between job satisfaction and 

turnover of business machine salespeople. The correlation 

between job satisfaction, organizational commitment, and 

turnover intentions also become an interest of many 

researches such as Michael and Spector (1982), Schaubroeck, 

Cotton, and Jennings (1989), and Igbaria and Greenhaus 

(1992). 
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     The most recent study regarding the relations of job 

satisfaction, organizational commitment and turnover 

intentions has been conducted by Aliosha Alexandrov, Emin 

Babakus, and Ugur Yavas (2007).  They examine the effects 

of frontline employees’ perceptions of management concern 

for employees and customers on turnover intentions, 

mediated by job satisfaction and affective organizational 

commitment.  The results indicate that perceived management 

concern for employees and customers has significant effects 

on employees’ turnover intentions. Employment status 

moderates the relationships between perceived management 

concern for employees and affective organizational 

commitment, perceived management concern for customers and 

job satisfaction, and affective organizational commitment 

and turnover intentions.  

 

 An investigation of salespersons’ turnover in 

pharmaceutical company was conducted by Futrell and 

Parasuraman (1984).  They addressed job performance as a 

moderator of the job satisfaction and turnover 

relationship. 
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 In an effort to decrease turnover rates, employers 

continually try to determine the reasons that employees 

leave their organizations. In the case of pharmaceutical 

company, a research to build a job retentions model is 

important to explore which factors affect medical 

representatives to retain in their organization.   

 

 Apart from many research conducted exploring job 

retention and turnover behavior, only a few studied in the 

field of pharmaceutical company comprehensively.  For this 

reason, this study integrates existing theories of job 

task, compensation, job satisfaction, relationship with co-

worker and supervisor, managerial or leadership factor, 

work-family conflict, and family-work conflict into a 

single set of proposed relationships model of job 

retention. There is a need for research to determine the 

relationship between these variables and job retentions.  

 

In the light of all these considerations, the 

researcher conducted a study to determine the significant 

factors or variables that are critical to job retention. 

Similarly, the researcher investigated the extent that  
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these same variables affect job retention of medical 

representatives in a pharmaceutical company. 

 

THEORETICAL FRAMEWORK 

 Employee Retention involves taking measures to 

encourage employees to remain in the organization for the 

maximum period of time. Hiring knowledgeable people for the 

job is essential for an employer. But retention is even 

more important than hiring. 

 Employees today are different. They are not the ones 

who don’t have good opportunities in hand. As soon as they 

feel dissatisfied with the current employer or the job, 

they switch over to the next job. It is the responsibility 

of the employer to retain their best employees. If they 

don’t, they would be left with no good employees. A good 

employer should know how to attract and retain its 

employees 

 

 Employee retention is a process in which the employees 

are encouraged to remain with the organization for the 

maximum period of time or until the completion of the  
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project. Employee retention is beneficial for the 

organization as well as the employee. 

 

 Employee retention has many facets to be reviewed and 

a significant portion of it is dependent upon the industry, 

the company, and the position in question. What can be 

distilled though is that all retention of employees is 

based on the premise that the job the employee holds is 

more adds more value to their life and career than a job 

with another company or entity. 

 

 Medical representatives, or reps as they often called, 

are a key link between pharmaceutical companies and medical 

and healthcare professionals. They work strategically to 

increase the awareness and use of a company’s 

pharmaceutical and medical products in settings such as 

general practices, primary care trusts and hospitals. 

 

 The best way to make a medical representative stay 

within a pharmaceutical company is to remove the need or 

desire to look for a better position outside of the 

company. In doing this, the organization can be assure that  
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the individual is fully motivated towards the success and 

focused toward the companies’ goals and objectives. 

 

 

 

Figure 1.1  

Factors in Employee Retention 

 

 

 Many significant discussions of employee retention go 

directly to some causing factors such as Job Task, 

Compensation, Job Satisfaction, and Relationships with co-

worker and supervisor, Managerial or Leadership and Family 

Environment.  These Relationships are shown in Figure 1.1.  
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Job Task 

 One of the most widely known paradigms for integrating 

task characteristics with withdrawal behavior is the job 

characteristics model (JCM) (Hackman & Oldham, 1976). It is 

posited by this model that five job dimensions (skill, 

identity, significance, feedback and autonomy) will foster the 

three psychological states of meaningfulness, responsibility, 

and knowledge of results. In turn, these three psychological 

states are linked to such outcomes as internal work motivation, 

job satisfaction, productivity, absenteeism, and turnover. In 

effect the JCM provides a framework for examining the gap 

between the expected and actual perceived states of the job 

situation (Bottger, 1990).  

 

Compensation 

 Compensation constitutes the largest part of the 

employee retention process. The employees always have high 

expectations regarding their compensation packages. 

Compensation packages vary from industry to industry. So an 

attractive compensation package plays a critical role in 

retaining the employees. 

 

http://retention.naukrihub.com/
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 Pay has been found to influence significant 

organizational behavior variables, including turnover 

(Heneman, 1985). Research by Ford, Walker, and Churchill 

(1977) supported the long held conventional wisdom in sales 

management: salespeople are motivated by money. What was 

surprising was that money does not appear to lose its 

attractiveness as salespeople reach the later stages of 

their careers.  

 

 Chonko et al. (1992b) found that pay was the most 

important motivator of salespeople. The pay package “is the 

basic motivator, whereas other financial incentives, such 

as bonuses and contests, operate only to induce effort over 

and above that produced by the basic plan in certain 

circumstances” (Walker et al., 1977: 157). While pay is not 

the only motivator, it still remains an important (if not 

most important) component of sales force management as 

evidenced by the Chonko et al. (1992b) survey. 

 

 Satisfaction with pay is an important component of job 

satisfaction for salespeople and job satisfaction has been 

shown to be a significant predictor in salespeople's 

decisions to change jobs (McNeilly and Goldsmith, 1991). 
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Job Satisfaction 

 Job satisfaction reflects one’s affective response 

either to one’s job or to certain facets of one’s job 

such as pay, supervisors or promotional opportunity 

(Lease, 1998; Lum et al., 1998; Mowday et al., 1979; 

Watson & Slack, 1993; Williams & Hazer, 1986). Job 

dissatisfaction has been identified as the single most 

important reason and as one of the best predictors as to 

why some employees leave their jobs (Comm & Mathaisel, 

2000; Cotton & Tuttle, 1986; Lum et al., 1998).  Also, 

job satisfaction is assumed to have a negative direct 

(Igharia & Greenhaus, 1992) and indirect relationship 

(Dalessio et al., 1986) with turnover intentions. 

 

  Lum et al. (1998) found that job satisfaction has 

only an indirect influence on the intention to quit 

one’s job. Some significant correlates of satisfaction 

include satisfaction with the work itself, pay 

satisfaction, satisfaction with supervision, 

organizational commitment, opportunities for promotion, 

frequency of recognition and praise by supervisors and 

working conditions (i.e. temperature, lighting, and  
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noise) (Lum et al., 1998; Watson & Slack, 1993) For 

example, the more employees are satisfied with their 

jobs and are committed to their organization, the less 

likely they are to leave the organization. 

 

Relationship 

 Lack of support from management can sometimes serve as 

a reason for employee retention. Supervisor should support 

his subordinates in a way so that each one of them is a 

success. Management should try to focus on its employees 

and support them not only in their difficult times at work 

but also through the times of personal crisis. Management 

can support employees by providing them recognition and 

appreciation. 

 

 Employers can also provide valuable feedback to 

employees and make them feel valued to the organization. 

The feedback from supervisor helps the employee to feel 

more responsible, confident and empowered. Top management 

can also support its employees in their personal crisis by 

providing personal loans during emergencies, childcare 

services, employee assistance programs, counseling 

services; et al. Employers can also support their employees  

http://retention.naukrihub.com/
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by creating an environment of trust and inculcating the 

organizational values into employees.  

 

Managerial/Leadership 

 Sometimes the relationship with the management and the 

peers becomes the reason for an employee to leave the 

organization. The management is sometimes not able to 

provide an employee a supportive work culture and 

environment in terms of personal or professional 

relationships. There are times when an employee starts 

feeling bitterness towards the management or peers. This 

bitterness could be due to many reasons. This decreases 

employee’s interest and he becomes de-motivated. It leads 

to less satisfaction and eventually attrition. 

 

 A supportive work culture helps grow employee 

professionally and boosts employee satisfaction. To enhance 

good professional relationships at work, the management 

should keep the following points in mind. 

 

Family Environment 

 Relationships between work and the family can greatly 

affect one’s satisfaction with his/her job and, ultimately,  
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his/her existence (Adams et al., 1996). Work-family 

conflict is considered to be inter-role conflict in which 

the role pressures from the work and family domains are 

incompatible (Good et al., 1996; Netemeyer et al., 1996). 

Netemeyer et al. (1996) concluded that work-family conflict 

was different from family work conflict.  

 

     Netemeyer et al. (1996) define work-family conflict as 

a type of inter-role conflict, wherein some 

responsibilities from the work and family areas are not 

compatible and negatively influence the employee’s family 

responsibilities. Conversely, they define family-work 

conflict in the same manner with the exception that 

conflict exerts its negative influences on work-related 

responsibilities. 

 

RESEARCH PARADIGM  

 In this diagram, the research paradigm is the 

operational framework. The researcher used two sets of 

variables, the independent variables and the dependent 

variable. The independent variables are Job Task, 

Compensation, Job Satisfaction, and Relationships with co- 
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Figure 1.2 

Research Paradigm 

 

JOB 
RETENTION 

 Job Retention Variables 

1.Job Task 

a. Role Clarity 
b. Work 

Exhaustion 

c. Task Identity 
d. Task 

Significance 

e. Autonomy 
f. Feedback 

2. Compensation 

3. Job Satisfaction 

4. Relationship 

a. With Co-worker 
b. With 

Supervisor 

5. 

Managerial/Leadership 

6. Family Environment 

a. Family 
conflict 

affecting work 

b. Work conflict 
affecting 

family life 

 
 

Respondent’s Profile 

▪ Gender 

▪ Age 

▪ Civil Status 

▪ Number of Children 

▪ Number of Family 

Member 

▪ Highest Educational 

Level 

▪ Length of Service 

in The Company 

▪ Monthly Income 

(Rupiah) 

 
 

Job Importance 
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workers and supervisors, Managerial or Leadership and 

Family Environment. In this study, these independent 

variables affect the dependent variable, job retention. 

Referring to Figure 1.2, the independent variables affect 

the dependent variable, job retention.            

 

STATEMENT OF THE PROBLEM 

Based on the background above, the researcher examined 

the determinants of medical representative turnover in the 

pharmaceutical industry. More specifically, the researcher 

answered the following sub problems: 

1. How did the respondents assess the following 

variables: 

1.1 Job Task,  

1.2 Compensation,  

1.3 Job Satisfaction,  

1.4 Relationships,  

1.5 Managerial/Leadership,   

1.6 Family Environment, and  

1.7 Job Retention? 

2. To what extent do job task, compensation, job 

satisfaction, relationship, managerial/leadership,  
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and family environment significantly affect job 

retention? 

3. What are the significant variables that are critical 

to job retention? 

 

HYPOTHESIS OF THE STUDY 

In discussing this paper, the researcher has come up 

with the following hypotheses: 

H1: Job task, compensation, job satisfaction, relationship, 

managerial/leadership, and family environment do not 

significantly affect job retention. 

H2: There are no significant variables that are critical to 

job retention. 

 

ASSUMPTIONS OF THE STUDY  

 This research is based on the following assumptions: 

1. The companies included in this sample are 

pharmaceutical companies. 

2. The selected pharmaceutical companies are located at 

Jakarta, and Depok Area (West Java). 

3. Inherent with the questionnaires method used in this 

research is the possibility of a lower than desired  
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response rate. Moreover, the busy lives of the 

participants may influence their willingness/ability 

to participate in the study. 

4. There will be a possibility for a sample that will be 

smaller than expected. This could reduce the 

statistical power needed to conduct some analyses and 

limit the generalization of the findings. Moreover, 

the representative nature of the sample may adversely 

be affected by a low response rate. 

 

SIGNIFICANCE OF THE STUDY  

 This research shows the relationships between medical 

representative’s profile, Job Task, Compensation, Job 

Satisfaction, Relationship, Managerial/Leadership, and 

Family Environment and job retention.  The results of this 

study are expected to be useful for academic purpose as 

well as practitioner in management. 

   

 For academic purpose, this study will contributes to 

the existing literatures by providing theoretical 

foundation for future research on job retention not only  
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for pharmaceutical industries, but also for other types of 

industry such as retail industries, leasing company and 

others. 

 

     For management practitioner, this result can become a 

reference to develop further model of job retention in 

their organization.  This study will shows the variables 

that affect job retention that can be used by management to 

assess the factors preceding the employee’s turnover.  From 

this point the management can improve or make any changes 

needed in hiring policy, training programs, targeting sales 

policy and other important aspect that can reduce 

employee’s turnover so that job retention for trained 

salespeople will increase. 

 

For the researcher who is involved in the medical 

field, this paper is significant in that knowledge on job 

retention and the factors that may contribute to keeping 

medical representatives can broaden her perspectives and 

hence, add to her knowledge of both hiring and retaining 

employees although they may not be medical representatives.   
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SCOPE AND LIMITATIONS OF THE STUDY 

This research deals with turnover behavior in an 

organization, henceforth will search some factors 

influential to job retention. Specifically, the 

organization being the object in this study are five 

pharmaceutical companies located in Jakarta, Indonesia. 

These companies are chosen based on the following criteria. 

These companies hire more than 800 medical representatives, 

thus, they are described as large, local pharmaceutical 

companies. Moreover, these pharmaceutical companies sell 

similar, if not the same health products.   

 

The respondents included 282, 18 respondents more than 

the computed sample size of 264 medical representatives.  

These medical representatives of pharmaceutical companies 

included in this research answered a well-prepared set of 

questionnaires on the factors affecting the job retention 

of employees.   

 

The job retention factors in this study are limited to 

five. They are job task, compensation, job satisfaction, 

relationships with co-workers and supervisors, managerial  
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or leadership factor, family environment, namely; work-

family conflict and family-work conflict. 

 

Aside from the job retention factors, other 

discussions are on the profile of the respondents and their 

desirability as to whether they will stay or leave their 

companies. The questionnaires were distributed from May 

2009 until July 2009 by researcher herself. 

 

DEFINITION TERMS 

The following terms are defined according to their use 

in this study: 

 
Autonomy means the degree to which the job provides 

substantial freedom, independence, and discretion to the 

individual in scheduling the work and in determining the 

procedures to be used in carrying it out. 

 

     Compensation is what employees receive in exchange for 

their work, including pay and benefits. 

 

     Core Job Characteristics refer to objective properties 

of skill variety, task identity, task significance,  
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autonomy, and feedback that contribute to the work 

effectiveness and satisfaction of employees. 

 

     Family-work conflict refers to disagreements between 

family and work that exert negative influences on work-

related responsibilities. 

     Feedback is the degree to which carrying out work 

activities required by the job, results in the individual’s 

obtaining direct and clear information about his 

effectiveness.  

 

     Intentions to Leave refers to economic, work-related 

or personal factors that prompt one’s interest to leave the 

organization.  

 

Job Diagnostic Theory proposes the interactive 

relationships between core job characteristics, critical 

psychological states, and personal/work outcome. 

 

Job Importance refers to the extent of significance of 

a given work.  

Job Retention is the ability to retain or “hold onto” 

employees within an organization. It also refers to the  
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ability to reduce voluntary turnover within an 

organization. 

 

    Job Satisfaction is how people feel about their jobs 

and different aspects of their jobs.  It is the extent to 

which people like (satisfaction) or dislike 

(dissatisfaction) their jobs”.  It is also defined as “…a 

pleasurable or positive emotional state resulting from 

appraisal of one’s job or job experiences”. 

 

     Job Task refers to the particular work that the medical 

representatives are involved in. 

 

Managerial/Leadership is the ability of a supervisor to 

influence, lead, and manage an individual/group toward the 

achievement of goals.   

 
            Medical Representatives or reps as they often called, 

are a key link between pharmaceutical companies and medical 

and healthcare professionals. They work strategically to 

increase the awareness and use of a company’s 

pharmaceutical and medical products in settings such as 

general practices, primary care trusts and hospitals. Based 

in a specific geographical location, and usually  
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specializing in a particular product or medical area, they 

try to ensure that formularies contain their product. They 

may also make presentations and organize group events for 

healthcare professionals, as well as working with contacts 

on a one-to-one basis.  

 

Pharmaceutical company is a firm that makes and sells 

pharmaceutical products.  

 

Relationship refers to the association and rapport 

between individuals. In this study, it may refer to co-

workers and supervisors.     

 

Role Clarity is the extent to which required 

information concerning one’s role is communicated to and 

understood by employees.  

 

Task Identity is the degree to which the job requires 

completion of a whole and identifiable piece of work.  

 

 Task Significance is the degree to which the job has a 

substantial impact on the lives or work of other people. 
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     Work Energy is the amount of emotional and mental 

vigor needed to meet job demands. Therefore, it is broader 

in perspective.  

      

     Work-family conflict is a type of inter-role conflict 

wherein some responsibilities from the work and family areas 

are not compatible and negatively influence the employee’s 

family responsibilities.  



27 

 

 

 

CHAPTER II 

REVIEW OF RELATED LITERATURE 

  

 This chapter presents a review of the literature both 

from foreign and local literature on job retention and 

employee turnover.  

 

FOREIGN LITERATURE 

      The literature presented here includes some major 

problems faced by management, as well as, the strategies 

that have been implemented to retain employees.  First, an 

overview of the problem of employee turnover associated 

with job retention is provided.  Second, the  theories of 

turnover will be presented and third,  relevant literature 

and research on antecedent to turnover, specifically on job 

task, compensation, job satisfaction, relationship with co-

worker and supervisor, managerial or leadership factor, 

work-family conflict, and family-work conflict are 

presented. 
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EMPLOYEE TURNOVER 

Demographic Factors and Turnover 

 Demographic factors that have been found to have 

stable relationship with turnover intention in past 

research include age, tenure, level of education, level of 

income, and job category (managerial or non-managerial).   

 

     Several studies have reported negative relationship 

between turnover intention and three demographic factors, 

age, tenure, and income level (e.g., Arnold & Feldman, 

1982; Cotton & Tuttle, 1986; Gerhart, 1990; Mobley et. al, 

1979; Price & Mueller, 1986; Wai & Robinson, 1998; Weil & 

Kimball, 1995, and others). Amount of education, on the 

other hand, is found to be positively associated with 

turnover suggesting that the more educated employees quit 

more often (Berg, 1991; Cotton & Tuttle, 1986). 

 

 From the managerial level perspective, Wai and 

Robinson (1998) and Price and Mueller (1986) found that 

non-managerial employees are more likely to quit than 

managerial employees.  Findings of the studies on the 

relationship between gender and turnover are mixed, 

however. While Cotton and Tuttle (1986) and Weisberg and  
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Kirschenbaum (1993) found females more likely to leave than 

males, Berg (1991), Miller and Wheeler (1992), and Wai and 

Robinson (1998) reported no relationship between gender and 

turnover. Recently, Elaine (1997) and Summers and Hendrix 

(1991) found males more likely to quit than females. 

  

     In Indonesia, males are expected to quit more likely 

than females. This is because, despite the increasing 

participation rates of females in workforce, females work 

basically to supplement the family income. Males are the 

breadwinner for the family and have greater achievement-

orientation than females (Elaine, 1997). Consequently, 

males may leave the current job in favor of a more 

attractive job if their expectations are not met. 

 

Problems Associated With Turnover 

 Considerable research attention has in recent years 

been focused on the area of turnover behavior in the sales 

force environment. Thus far it appears that intention to 

quit or propensity to leave the sales job is a reliable 

predictor of salesperson’s turnover behavior. 
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 Employee retention, especially most desirable 

employees, is a key challenge in organizations.  Drucker 

(1999) mention that retention among employees is perhaps 

the largest human resources issue facing today’s 

organizations. This is particularly true for companies 

employing technical and scientific professionals (Kochanski 

& Ledford, 2001). Volatile economic conditions, highly 

competitive recruitment practices, and a diminishing pool 

of skilled candidates further complicate the process of 

retention (Capelli, 2000; Saratoga Institute, 1997).  

 

 Retention failures can lead to an employee’s 

withdrawal from the organization or voluntary turnover.  

Both the loss and replacement of an employee can create 

significant costs for the organization (Phillips, 1990). 

Estimates suggest that voluntary turnover, within sales 

organizations alone, costs companies billions of dollars 

every year (Johnston et al., 1988; Williamson, 1983). These 

figures include the costs of advertisement, recruitment, 

loss of business, and training (Arthur, 2001; Phillips, 

1990). In sum, it is less costly to maintain current,  
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talented employees than it is to hire and vain new 

employees (Herman, 1992). 

 

 Most large employers suffer serious losses among the 

very employees they have tried particularly hard to hire 

and retain (Herman, 1999). This is particularly true for 

men and women with college degrees who are likely to 

advance into positions involving key responsibilities. 

During the first four or five years of post college 

employment, many companies lose nearly 50% of their college 

graduates (Dunnette, Arvey, & Banas, 1973). Similarly, 

other studies have focused on the failure to see a return 

on training dollars invested in new hires because of the 

competition between many sales organizations. A recent 

survey conducted by the Hay Group, for example, revealed 

38% of the salespeople surveyed were considering other 

employment opportunities and planned to leave their 

companies within two years (Golsdberg et al., 2002).  

 

 Moreover, Ahlrichs (2000) suggested that even when one 

has access to training and development, 12% of employees 

will leave in twelve months, and without training and 

development, 35% will leave in twelve months. Ahlrichs  
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(2000) has estimated that employees will change jobs rune 

times on the average, before they reach the age of thirty-

two. 

 

 In addition to the abbreviated sense of longevity and 

loyalty associated with voluntary turnover, there is a 

limited pool of qualified applicants seeking employment. 

According to Michaels et al. (2001), 60% of all jobs in the 

future will require skills possessed by only 20% of today’s 

workforce. According to Mowrey (2001) in the pharmaceutical 

industry, it is projected that there will be ongoing 

difficulty in attracting and retaining top talent, 

particularly, since there are only 48 million “Generation 

Xers” available to replace the almost 78 million baby 

boomers currently in the workforce. Consequently, employers 

have had to become more open to the idea of hiring for 

competencies among superior performers, and then teaching 

them the hard skills required for the job as part of the 

training process (Ahlrichs, 2000). 

 

 The loss of high performing employees can also have a 

great toll on the organization’s productivity. Although 

there is not a consistent relationship between turnover and  
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organizational performance, it is generally believed that 

the greater the turnover, the greater the impact on the 

organization (Bluedorn, 1982b). Sorokin and Anderson (1932) 

as well as numerous researchers have described the linear 

relationship between disruption and turnover (Bluedorn 

1982b; Munchinsky & Morrow, 1980; Price, 1977). They note 

that the greater the turnover, the greater the disruption  

 

 Moreover, the negative relationship between disruption 

and efficiency is often implicated in the correlation 

between disruption and turnover. Indeed, many have 

suggested that turnover has an indirect linear negative 

impact on efficiency. Thus, turnover can come at great 

costs to a company’s resources, finances, efficiency and 

productivity. 

 

 Other researchers have delineated the costs of 

turnover on organizational culture and structure. For 

example, Smircich and Maxwell (1980) postulated that the 

more newcomers, the greater the effort that must be devoted 

to the socialization of newcomers. If turnover persists at 

high rates for a long enough time, the organizational 

culture and structure will break down since them will be  
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fewer old timers to teach norms and procedures to new 

members. Bluedorn (1982b) further suggests that the 

“transmission of the organization’s culture will become 

more and more haphazard and incomplete over time if the 

turnover rates stay high, and the old structure will become 

tenuous” (p. 105). 

 

 Despite the difficulties associated with retaining 

employees industry-wide, pharmaceutical companies may be 

more adversely affected for several reasons (Goldberg et 

al., 2002).  

1. First, there have been futile efforts and wasted 

money on had hiring decisions (Mowrey, 2001).  

2. Second, pharmaceutical companies tend to pay their 

salespeople “more handsomely” than most industry 

employers (Goldberg & Fugaro, 2001). These 

compensation practices were initiated in part to 

avoid the problems associated with turnover and 

attrition. However, the 8 billion dollars that 

pharmaceutical companies have devoted to 

compensating the sales force are not buying the  
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“love” or “loyalty” they desire (Goldberg et al., 

2002). 

3. Third, pharmaceutical companies invest heavily in 

training and development (Goldberg et al., 2002). 

The technical nature of the job requires that the 

sales force be well informed.  

4. Fourth, pharmaceutical sales organizations like 

most employers rely heavily on “personal selling” 

and the resulting relationships developed with 

customers (Goldberg et al., 2002). 

   

THEORIES OF TURNOVER  

 Retention and turnover among workers are multifaceted 

and complex human resource issues. They involve several 

concepts from psychology that are based primarily on the 

developmental, emotional, and motivational needs of adults. 

Each part of the process requires some introspection, 

decision making, and ultimately a behavioral response (Lee 

& Mitchell, 1994; Locke, 1976). Given the complexity of the 

turnover process, the organizational & behavioral 

literatures propose several theories that facilitate a 

better understanding of the turnover process. 
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 Turnover in a broadest sense is the terminology used 

to describe the leaving behavior of employees when they 

sever their association with the organization. As 

previously noted, companies suffer significant financial 

losses when an employee voluntarily leaves the 

organization. In an effort to reduce both the financial and 

other costs associated with turnover, numerous studies have 

been conducted to seek a more complete understanding of the 

causes of turnover.  

 

 Some researcher explored the cause of turnover in 

three dimensions, that is: First, are external concepts to 

the employee.  These referred to as pull factors and have 

been studied primarily by market-oriented researchers. This 

work has focused on job alternatives and how such 

alternatives surface (Lee & Mitchell, 1994, p. 51). 

  

     Second are internal concepts to the employee.  These 

referred to as push factors and have been studied primarily 

by psychologically oriented researchers who focused on job-

related perceptions and attitudes (Lee & Mitchell, 1994, 

p.51). Third, Research findings from both pull and push  
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theories have enhanced the field’s understanding of the 

process of voluntary turnover (Goldberg & Davenport, 2002). 

 An early study conducted by March and Simon (1958) 

identified the main antecedents to voluntary turnover. 

Specifically, March and Simon (1958) proposed that employee 

turnover is a result of one’s perceptions about the desire 

to move and the ease of movement. Subsequent studies 

suggest that the desire to move is equated with job 

satisfaction (Jackofsky & Peters, 1983), and the ease of 

movement is equated to the number of perceived job 

alternatives (Lee & Mitchell, 1994). Both satisfaction and 

perceived job alternatives, serve as the basis for much of 

the literature on employee turnover (Hulin, Roznowski & 

Hachiya, 1985). 

  

     Another prominent theorist in turnover research is 

Mobley (1977, 1978, 1979, and 1982). Mobley (1977) suggests 

that several “mediating steps” occur after an employee 

experiences job dissatisfaction and before he or she 

terminates an employment relation ship. As can be seen in 

Figure 2.1, Mobley proposes that after evaluating the 

present job [A], an employee who is dissatisfied with a job  



38 

 

 

 

[B] first thinks of quitting [C], and then evaluates the 

utility (cost) of searching for another job and of quitting 

the present job [D]. A positive evaluation of the cost 

(utility) of quitting leads the employee to an intention to  

search for alternative employment [E], followed by a search 

for an alternative job [F]. 

Figure 2.1 The Mobley Model 
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Mobley, W.H. (1997), Intermediate Linkage in the Relationship between 

Job Satisfaction and Employee Turnover,” Journal of Applied Psychology, 

62, p. 238. 
 

 

     After searching, the employee evaluates alternative 

jobs in comparison to the present job [G, H]. The 

comparison causes the employee to develop an intention to 

either stay with or leave the present job [I]. The 

intention results in the decision to stay in or to quit the 

present job [J]. 

 

 Mobley et al. (1979) expanded on the Mobley (1977) 

model by identifying a number of labor, organization, job 

and individual variables which could affect the turnover 

process. The Mobley et al. (1979) model also theorized that 

job satisfaction, along with job alternatives significantly 

impacted one’s intentions to search, and intentions to 

leave. Intent to leave is ultimately the immediate 

antecedent of turnover. Mobley’s (1982) model acknowledged 

that there were significant differences between those who 

left the organization early and those who remained with the 

organization in terms of job satisfaction, expectations of 

the present job, and intentions to leave. However there was  
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not a significant difference between the groups on job 

alternatives. 

 Steers and Mowday (1981) integrated prior research and 

proposed that individual values and fulfilled job 

expectations influence affective job responses which 

include job satisfaction, organizational commitment and job 

involvement. These responses in turn affected one’s  

 

intention to stay or leave and ultimately the behavior of 

staying or leaving. Steers and Mowday (1981) also 

emphasized that this sequence of events does vary from 

employee to employee. Lee and Mowday (1987) tested Steer 

and Mowday’s (1981) theory and found intentions to leave 

explained six percent of the variance in employee turnover. 

As a result they concluded that, “...the antecedents to 

employee turnover appear to be related to one another in 

their theorized manner, but the prediction of actual 

turnover remains weak” (Lee & Mitchell, 1994, p. 56). 

 Other theory in turnover is the theory of reasoned 

action.  This theory has received empirical support from 

several researchers such as Ajzen & Fishbein (1980); Horn & 

Hulin (1981); Rust & Stewart (1996); and Steele & Ovalle,  
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(1984). This theory emphasizes the role that perceptions, 

attitudes, and beliefs play in relation to behavior. Thus, 

this theory goes beyond the acquisition of needs and goals 

to explore the role of higher-order-cognitive processes and 

its impact on behavior. The notion that behavioral 

intentions mediate the attitude-behavior relationships has 

been incorporated into several models of organizational  

 

behavior (Doran, Brief, Stone & George, 1991). Based on 

this theory satisfied employees would be more likely to 

remain employed with an organization. This in turn 

contributes to a reduction in turnover (Rust & Stewart, 

1996). 

 Similarly Bluedorn (1982a) constructed a model to 

explain why and how employees decide to leave the 

organization. He integrates portions of the three earlier 

models that is the Price model, the commitment model, and 

the Mobley model into the unified model of employee 

turnover (see Figure 2.2). In this context, the Bluedorn 

Model can be viewed as advancement in turnover theory 

construction and testing. As in Price’s model, the causal 

process in the unified model is initiated by a set of  



42 

 

 

 

organizational factors (promotion opportunities, centra-

lization, formalization, instrumental communication, 

equity, pay, routinization, and member integration). The 

organizational factors influence an employee’s job 

satisfaction proposes that individual characteristics 

affect an employee’s job satisfaction. For example, higher 

levels of satisfaction are expected for individuals of 

greater age and tenure. On the other hand, role conflict in 

the farm of conflicting demands of role partners (e.g., 

sales manager, customers, family) is expected to decrease 

employee satisfaction.  No direction of effect on 

satisfaction is hypothesied for education or marital 

status. 
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Figure 2.2 Bluedorn Model 

 

Bluedorn, Alan C (1982a), “A Unified Model of Turnover from 

Organizations,” Human Relations, 35, p. 135-153. 

a Bluedorn (1982a), referred to these variables as representing the 

organization experienced. 

b Bluedorn (1982a), referred to these variables as representing 

individual characteristics. 
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 Hulin et al. (1985) advanced the study of turnover by 

recognizing that job alternatives and satisfaction had 

distinct effects on employee turnover across different 

populations. Both Hulin et al. (1985) and Price and Mueller 

(1986) recognized that individuals from different socio-

demographic backgrounds will focus on different factors. In 

addition to these demographic differences, they found that 

luck and inertia play a significant role in the turnover 

process.  

 Hulin (1991) further postulated that employees’ 

feelings about the withdrawal process should be examined in 

relation to withdrawal behaviors such as turnover or 

absenteeism and explained that turnover should be 

considered one of several possible correlates to an 

underlying withdrawal construct. 

 Spector’s (1997) Model of Employee Turnover proposed 

that organizational factors and person factors led to job 

satisfaction which in turn led to intention to quit, job 

search behavior and then turnover. The availability of 

alternatives also contributed to actual turnover. This 

model was influenced by the work of Blau (1993); Carsten & 

Spector (1987); Shore, Newton, Thornton (1990); and Tett &  
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Meyer, (1993). This model supports a consistent theme 

within the literature that suggests that job satisfaction 

is in the center of a complex process that involves factors 

both inside and outside of the employing organization 

(Spector, 1997, p.62). 

 Lee & Mitchell (1994) summarized the literature in 

their review and concluded that to date; there are two 

general but contrasting orientations to turnover. In the 

first orientation, researchers such as Horn, Caranikas-

Walker, Prussia & Griffeth, (1992), and Hom and Griffeth, 

(1991) have recommended that efforts should be directed 

toward the intermediate linkages between job satisfaction 

and employee turnover as noted in many of the traditional 

models. Lee & Mitchell (1994) also suggested that the major 

antecedents to turnover have been measured with tools with 

excellent psychometrics and data have been very adequately 

analyzed.  

 Furthermore, substantial support has been provided for 

Mobley’s (1977) model throughout the literature. Lee & 

Mitchell (1994) however, cautioned that although the 

theorized antecedents can be predicted based on the  
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traditional models, modest associations have been found in 

relation to actual employee turnover. Hence, it is quite 

possible that traditional models are not completely 

accurate in their description of employee turnover. 

 In contrast, Lee & Mitchell (1994) noted that the 

validity of a general withdrawal construct remains unsolved 

from both a theoretical and empirical point of view. In 

fact, there has been research on alternative withdrawal 

processes and turnover separately from employee turnover 

(e.g. absenteeism, job transfer) (Lee & Mitchell, 1994). It 

remains unclear whether dissatisfaction, intentions to 

search, availability of alternatives and evaluation of 

those alternatives completely describe the turnover process 

(Lee & Mitchell, 1994). Given these deficits in the 

literature, additional study that explores some of the 

antecedents of turnover with withdrawal constructs such as 

intention to leave or actual turnover appears warranted. 

The next section will provide additional information about 

the major antecedents to turnover. 
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RELATED LITERATURE 

Role Clarity 

 Role clarity is defined as the degree to which 

responsibilities and expectations are made clear, thus 

making it easier (or more difficult) for individuals to 

fulfill their role requirements 

 

      Some level of uncertainty regarding what performance 

is expected or even how their performance will be evaluated 

is a result of the difficulty organizations have in keeping 

up with the rapidly changing technology. Job expectations 

may constantly shift or, just as important, fail to shift 

in order to keep pace with these changes. Bostrom (1981), 

Daley (1986), Goldstein and Rockart (1984), Ting (1996), 

and Van Sell, Brief, and Schuler, (1981) all present 

evidence concerning the positive effect of job or task 

clarity on job satisfaction (Bostrom, 1981). 

 

Work Exhaustion 

 Scholars have addressed the phenomenon of work 

exhaustion in the literature through research in the areas 

of tedium and job burnout. Tedium has been defined as a 

state of physical, emotional, and mental exhaustion caused  
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by long-term involvement in demanding situations (Pines, 

Aronson, & Kafry, 1981). Researchers suggest that tedium 

results from having too many negative and too few positive 

features in one’s environment that is, too many pressures, 

conflicts, and demands, combined with too few rewards, 

acknowledgments, and successes (Kanner, Kafry, & Pines; 

1978). Job burnout involves the emotional exhaustion 

dimension of tedium and has been defined as a response to 

the chronic emotional strain of dealing extensively with 

other people (Maslach, 1982).  

 In operationalizing exhaustion, researchers typically 

use a measure based on the three component model of job 

burnout developed by Maslach and Jackson (1981, 1986). 

These authors define job burnout as a psychological 

syndrome of emotional exhaustion, depersonalization (a 

negative, callous, or excessively detached response to 

other people, who are usually the recipients of one’s 

service or care), and diminished personal accomplishment (a 

decline in one’s feelings of competence and successful 

achievement) that can occur among individuals who work in 

human service. Their measure consists of three subscales-

one for each of the three components of burnout. 
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 With the exception of Pines et al. (1981), who used a 

tedium measurement scale, nearly all work exhaustion 

researchers have utilized the Maslach and Jackson 

conceptualization and, in effect, have focused on emotional 

exhaustion in human services work.  

 In summary, the concept of work exhaustion is clearly 

at the core of all three conceptualizations (i.e., the 

tedium construct and both job burnout conceptualizations). 

Schaufeli, Enzmann, and Girault (1993) note that tedium, as 

defined by Pines and her colleagues, essentially describes 

a state of exhaustion. Similarly, many researchers contend 

that emotional exhaustion is the core component in the 

Maslach and Jackson conceptualization of job burnout (e.g., 

Cordes, Dougherty, & Blum, 1997; Gaines & Jermier, 1983; 

Koeske & Koeske, 1989; Maslach, 1982; Shirom, 1989). 

Finally, in the more recent conceptualization of general 

burnout, Schaufeli et al. (1995) clearly explicate 

exhaustion as one of the three components.  

 Antecedents and consequences of exhaustion have been 

identified through empirical efforts of burnout and tedium 

researchers. Antecedents to exhaustion receiving consistent 

empirical support include work overload (e.g., Jackson et  
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al. 1986, 1987; Lieter 1991; Pines at al. 1981); role 

conflict and role ambiguity (e.g., Burke and Greenglass 

1995; Fimian and Blanton 1987; Jackson et al. 1986; Pines 

et al. 1981; Sethi et al. 1999); lack of autonomy (e.g., 

Jackson et aI. 1986; Landsbergis 1988; Pines et al.1981 ); 

and lack of rewards (e.g., Jackson et al. 1986; Pines et 

al. 1981 ).  

 Consequences of exhaustion that have received 

consistent empirical support include reduced job 

satisfaction (e.g., Burke and Greenglass 1995; Maslach and 

Jackson 1984a; Pines et al. 1981; Wolpin et al. 1991); 

reduced organizational commitment (e.g., Jackson at al. 

1987; Leiter 1991; Sethi at al. 1999; Thomas and Williams 

1995); and higher turnover and turnover intention (e.g., 

Firth and Britton 1989; Jackson at al. 1986, 1987; Pines et 

al. 1981). In addition to the support provided by 

individual studies, a recent metaanalysis of correlates to 

the emotional exhaustion dimension of job burnout provided 

strong support for the antecedents of role conflict and 

work overload and the consequences of increased turnover 

intention and reduced organizational commitment (Lee and 

Ashforth 1996).  
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THE JOB CHARACTERISTIC MODEL 

 The Job Characteristic Model (JCM) originated in the 

worked of Hackman and Lawler (1971) and Hackman and Oldham 

(1974a, 1974b), which in turn were based on the research 

efforts and conclusions of earlier scholars studying job 

characteristics (Hulin and Blood 1968, Turner and Lawrence 

1965). The JCM has been reviewed and validated by others 

(Brief and Aldag 1975; Dunhant 1976; Dunham, Aldag and 

Brief 1977) and has been the focus of recent research aimed 

extending and refining the initial model (C’hampoux 1980; 

0’Reilly. Parlette and Bloom 1980; Pokomey, Gilmore end 

Beehr 1980). 

 The basic thrust of the job characteristics approach 

is that motivation, satisfaction and job performance are 

viewed primarily as functions of task design. More 

specifically, the model identifies five core job dimensions 

that lead to psychological states which in turn are 

hypothesized to be related to personal and work outcomes. 

This process may be moderated by factors that determine 

individual differences in how an employee reacts to a work 

situation.  
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Compensation 

 The importance of compensation to salespeople has 

often been discussed.  Any discussion with sales executives 

would bring forth a consensus that compensation is the most 

important element in a program for the management and 

motivation of a field sales force (Stein-brink 1978:111).  

Level of pay has been found to be consistently, and not 

surprisingly, the major determinant of pay satisfaction 

(Gomez-Mejia and Balkin, 1987; Huber et al., 1992; 

Motowidlo, 1983; Schwab and Wallace, 1974). 

 Another factor is employee perceptions of equity.  

Internal equity is concerned with an individual’s 

perception of the fairness of their rewards relative to 

their coworkers, while external equity refers to the 

perceived fairness of one’s rewards relative to other 

individual’s rewards in other organizations.  Both internal 

and external equity have been found to be related to job 

satisfaction (Dittrich and Carrell, 1976, 1979; Dittrich et 

al., 1985). Vroom has suggested that “the importance of a 

given level of wages to a worker is dependent not only on 

its amount but on the extent to which it is believed to be 

fair or equitable” (1964: 260). Tyagi (1985) found that  
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perceptions of equity affected the importance of extrinsic 

rewards such as pay. Salespeople tend to attach lower 

importance to those rewards that are perceived to be 

unjustly distributed. Summers and Hendrix (1991) found that 

perceptions of pay equity influenced turnover through pay 

satisfaction.  In terms of attitudinal outcomes of 

perceived inequity, most field research has focused on pay 

satisfaction, which has been established as an important 

consequence of perceived pay inequity. Thus, it is expected 

that both internal and external perceptions of pay equity 

will be related to a salesperson's satisfaction with 

his/her pay. 

 Commission based reward systems are seen as incentives 

to engage in selling behaviors (Evans and Grant, 1992). 

Typically, salary-only pay systems do little to induce 

salespeople to engage in specific sales behaviors 

(Churchill et al., 1990). Research by Williams and 

Livingstone (1994) found that when rewards were contingent 

on performance, much higher levels of satisfaction were 

evident. 

 A contrasting view on the best strategy to encourage 

selling behaviors is offered by Anderson and Oliver (1987).  
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The authors contend that behavior-based control systems are 

often more effective than outcome-based control systems 

(commissions). Behavior-based control systems focus on the 

activities that need to be performed, and reward 

salespeople based upon their performance of such 

activities. This type of approach requires considerable 

monitoring of the salesperson’s activities, but has been 

shown to be more effective in many circumstances. Anderson 

and Oliver conclude that no single control system is best 

in all circumstances. 

 Research shows that individuals will choose among 

alternatives in a rational manner to maximize rewards 

(Vroom, 1964). When salespeople are faced with a decision 

to choose among different reward plans (e.g., straight 

salary, commission only, salary plus commission), they are 

expected to choose the alternative perceived to yield 

either maximum expected rewards or minimum expected costs 

(Fahr et al., 1989). Thus, salespeople with high self-

perceived ability are likely to prefer plans that 

distribute rewards based on performance. Salespeople with 

low self-perceived ability will likely choose the straight 

salary option. 
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 Allowing individuals to choose their pay plans will 

probably increase the likelihood that they will get what 

they expect to get with regard to pay (Mitchell, 1974), and 

thus better satisfy their needs. Selecting a pay plan 

should result in greater satisfaction with the resulting 

pay and its associated work. Because many salespeople do 

not get the opportunity to pick their compensation plan, it 

is proposed that the various compensation plans will lead 

to differing levels of satisfaction with pay. 

 Satisfaction with pay is an important component of job 

satisfaction for salespeople and job satisfaction has been 

shown to be a significant predictor in salespeople’s 

decisions to change jobs (McNeilly and Goldsmith, 1991). 

Sager, Varadarajan, and Futrell (1988) also reported a 

negative relationship between satisfaction with pay and a 

salesperson’s intentions to quit. Satisfaction with pay is 

widely thought to be an important affective variable 

intervening between pay and turnover (Motowidlo, 1983). 

According to Porter and Steers (1973), perceptions of pay 

equity lead to feelings of satisfaction or dissatisfaction 

with pay which, in turn, partially determines whether 

people will seek new employment opportunities. 
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JOB SATISFACTION 

 Job satisfaction has been and continues to be the most 

frequently studied variable that is thought to be related 

to turnover (Bedian & Armenakis, 1981; Carsten & Spector, 

1987; Hom, Katerberg, & Hulin, 1979; Mobley et al., 1979; 

Muchinsky & Tuttle, 1979; Porter & Steers, 1973; Price, 

1977). Job satisfaction has been defined by Locke (1976) 

as: “a pleasurable or positive emotional state resulting 

from the appraisal of one's job or job experience” (p. 

1300).  

 Similarly, Spector (1997) defined job satisfaction as 

the degree to which people like their jobs (p. vii). He 

farther described satisfaction as “...how people feel about 

their jobs and different aspects of their jobs” (p. vii). 

Simply stated job satisfaction is the extent to which 

people like (satisfaction) or dislike (dissatisfaction) 

their jobs. Job satisfaction is of considerable interest to  

both employees and researchers, and has been deemed 

necessary for successful business outcomes. 

 Clearly, job satisfaction is of significant importance 

and interest as over 3,300 articles have been published on 

the various facets, causes and outcomes of job satisfaction  
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(Iocke, 1976). According to Spector (1997), most cases of 

turnover stem from job dissatisfaction.  

 Similarly, Ghiselly LaLopa and Bai (2001) believe that 

job satisfaction is indeed the most important construct for 

determining turnover. With few exceptions, the literature 

has provided several examples of significant, negative 

correlations between job satisfaction and turnover 

(Crampton & Wagner, 1994; Koch & Steers, 1978; Locke, 1976; 

Porter & Steers, 1973; Vroom, 1964). Similarly, studies by 

Mobley et aL, (1979) and Muchinsky and Tuttle (1979) 

concluded that then are a moderate, negative correlation 

between job satisfaction and turnover, and that 

dissatisfied employees are more likely to quit than 

satisfied employees. 

 Although the inverse relationship between satisfaction 

aid turnovers has been consistently established (Porter & 

Steers, 1973; Price, 1977), the magnitude of the 

correlations between these variables is not as strong as 

one might expect. There is considerable variation across 

studies, but the observed associations seldom exceed 0.40 

(Locke, 1976; Mobley et al., 1979), thus leaving the 

majority of variance associated with turnover unexplained.  
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Other researchers have suggested that job satisfaction 

itself only accounts for roughly 16% of the variance in 

turnover (Mobley et al., 1979). In spite of the generally 

low relations between measures of satisfaction and 

subsequent withdrawal, only rarely are instances of 

negative findings (no relations) encountered in the 

literature (Porter & Steers, 1973). 

 The limitations in the explanatory power of job 

satisfaction by itself led researchers to explore other 

related variables including individual, work-related, and 

economic variables. For example, the availability of other 

opportunities is sometimes treated as a separate 

intervening variable (Price, 1977). Yet this factor could 

reasonably be considered as a component or an element of 

job satisfaction. One explanation for the limited 

explanatory power in the availability of another job is 

that it seems unlikely that an individual would leave a job 

that she or he liked unless there were something about the 

new job (e.g., greater pay or increased autonomy) that 

offered greater job or life satisfaction (Price, 1977). 

 

 



59 

 

 

 

 Similarly, Mobley (1977) in an effort to explain 

additional variance has suggested that several intermediate 

steps occur between job satisfaction and turnover. 

Expressed intentions to leave, for example, were suggested 

as a cognitive intermediary between job dissatisfaction and 

employee turnover by Mobley (1977) and Porter and Steers 

(1973). Subsequent research has supported this model, 

indicating that behavioral intentions are a stronger 

predictor of employee turnover than is job satisfaction 

(Kraut, 1975; Michaels & Spector, 1982; Mobley et al., 

1978; Water, Roach Water, 1976). Other researchers (e.g., 

Muchinsky and Morrow, 1980) have examined economic, work 

related and individual factors. Because there continues to 

be significant unexplained variance, it is overly 

simplistic to conclude that job satisfaction leads to 

turnover (Resnick & Bond, 2001). Nonetheless, job 

satisfaction does remain a useful construct because of the 

predictive relationship between job satisfaction and 

turnover (Resnick & Bond, 2001). 

Relationship with Co-Workers 

 Satisfaction with co-workers involves an individual’s 

overall cognitive evaluation and affective response toward  
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co-workers (Liao et al., 2004; Smith et al., 1969). In 

traditional office work as with telework, co-worker 

satisfaction has become crucial to organizational success, 

whereby an individual’s affective reactions may in part 

determine how well they respond to others in the workplace 

(Liao et al., 2004) as well as individual and 

organizational performance (Fried, 1991). Although 

satisfaction with co-workers has been studied in 

traditional work modes (e.g. Donovan et al., 2000; Liao et 

al., 2004), its absence from the telework literature is 

notable, given human need for interpersonal attachment 

(Baumeister & Leary, 1995) and the integral role co-worker 

satisfaction plays in the success of the burgeoning 

collaborative and team-based work environments (Cramton, 

2001; Guzzo & Shea, 1992; Marks et al., 2001). Lower co-

worker satisfaction has been associated with feelings of 

tension or annoyance toward co-workers (Ducharme & Martin, 

2000), and with less social integration and peer support 

(Hitlan et al., 2006). 

 An individual’s satisfaction with co-workers is likely 

to be altered by the inherent changes that teleworking 

imposes in flexibility and workload, which are apt to  
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become more frustrating with a greater prevalence of 

teleworkers in the office. With a greater number of 

teleworking co-workers, nonteleworkers are likely to 

encounter restrictions more often when coordinating tasks 

and activities (Allen & Renn, 2003). This decreases their 

ability to adjust work tasks to meet their own individual 

needs and desires and adversely affects reactions to co-

workers (Bakes et al., 1999; Pierce et al., 1989). 

Additionally, due to the necessity to cover for teleworkers 

and thereby assume additional duties that broaden the scope 

and amount of work, nonteleworkers are more apt to feel 

tension and inequity in their work, or even jealousy 

(Furnas, 2000; Harrington & Ruppel, 1999). These 

impositions are likely to decrease satisfaction levels with 

those whom they hold responsible (Salancik & Pfeffer, 

1978), generating feelings of irritation and even 

resentment toward teleworkers (Kugelmass, 1995), 

particularly since teleworkers may derive personal work-

family benefits while they themselves do not (Hill et al., 

1998). 
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 With a greater prevalence of teleworkers, non-

teleworkers are also apt to find it less personally 

fulfilling to conduct their work, due to increased 

obstacles to building and maintaining effective and 

rewarding co-worker relationships. These obstacles restrict 

the relational quality associated with interactions with 

co-workers, such as when non-teleworkers are forced to be 

more reliant upon technologies like e-mail and 

teleconferences to interact with others in their office. 

These media are less rich and lower in social presence than 

face-to-face interactions (Daft & Lengel, 1986; Short et 

al., 1976), making it more cumbersome and time-consuming to 

conduct work activities or to interact effectively 

especially over complex tasks (Straus & McGrath, 1994). 

Moreover, in addition to technological constraints, 

interactions through these media are less personally 

gratifying because of the limited contact and decreased 

feelings of involvement (Short et al., 1976), and they are 

considered by many to be socially restricting (Rice & 

Gattiker, 2001). Put simply, when teleworkers are prevalent 

in a work unit, there is less opportunity to easily engage 

in informal interactions in the workplace, some of which  
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may be useful to maintaining healthy and fulfilling 

relationships with co-workers, and without these the level 

of positive regard characteristic of high satisfaction with 

co-workers is apt to suffer. 

 

Relationship with Supervisors 

 Studies have found a relationship between supervisory 

characteristics and turnover, People-oriented supervisory 

or leadership styles are negatively related to turnover, 

while production-oriented styles are positively related to 

turnover (Muchinsky & Tuttle, 1979). Other studies have 

concluded that supervisory factors such as receipt of 

recognition amount of feedback, degree of autonomy and 

responsibility are negatively associated with turnover 

(Davison, 1997; Dutton, 1998; General Electric Company, 

1964; McNally, 2001; Perry, 2001; Ross & Zander, 1957; 

Waters & Roach, 1973). 

Managerial/Leadership 

 Management theorists such as Bennis (1966), Herzberg 

(1966, 1968), and Likert (1967) have long emphasized the 

importance of organization-human relationships for 

enhancing productivity. In the specific area of how human  



64 

 

 

 

motivation affects job satisfaction and productivity, 

scholars have taken particular interest in participatory 

management and empowerment (Drucker, 1954, 1974; Kim, 2002; 

Likert, 1967; Ouchi, 1981; Pascale & Athos, 1981; 

Spreitzer, Kizilos, & Nason, 1997). Participation is a 

process in which influence is shared among individuals who 

are not generally considered to have equal status (Locke & 

Schweiger, 1979; Wagner, 1994). Participatory management 

practices balance managerial oversight with the involvement 

of subordinates in the areas of information processing, 

decision making, and problem solving (Wagner, 1994). 

Work-Family Conflict 

 Conflict between an individual’s work and home 

responsibilities has been labeled work-family conflict. 

Work-family conflict is defined as a type of inter-role 

conflict in which responsibilities from the work and family 

domains are to some degree incompatible (Greenhouse and 

Beutell 1985). It results from trying to meet an 

overabundance of conflicting demands from two domains-work 

and family/friends/outside commitments. Responsibilities in 

both areas are important individually yet, when taken  
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together, often place unreasonable demands on an 

individual.  

 The changing nature of the work-force, with greater 

numbers of dual-career and single parent households, 

increases the potential for conflict to occur between work 

and family responsibilities and makes work-family conflict 

an important work-related issue. This conflict is not 

limited to married individuals. Single parents and other 

single people also face the challenges of balancing work 

with children, friends, parents and/or other commitments 

outside the workplace. Conflict between work requirements 

and family concerns can be found across all work 

environments. However, the unique nature of selling with 

its time demands, psychological strain, and work-related 

role stress and performance orientation can put unusual 

pressure on the salesperson (Dubinsky et al., 1986). Though 

the effects of role stress have been extensively studied 

for these employees, work-related consequences of work-

family conflict have not been clearly determined, 

particularly in a customer-contact position (Boles and 

Babin 1996; Good et al. 1988).  
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 Netemeyer et al. (1996) concluded that work-family 

conflict was different from family-work conflict.  

Netemeyer et al. (1996) define work-family conflict as a 

type of inter-role conflict, wherein some responsibilities 

from the work and family areas are not compatible and 

negatively influence the employee’s family 

responsibilities. Conversely, they define family-work 

conflict in the same manner with the exception that 

conflict exerts its negative influences on work-related 

responsibilities. 

 Work-family conflict has been shown to affect 

employees’ work-related behaviors such as absenteeism, 

turnover intentions, turnover, tardiness and organizational 

commitment (Adams et al., 1996; Aryee et al., 1998; 

Netemeyer et al., 1996).  In addition, work-family conflict 

has also been significantly linked to job satisfaction 

(Boles et al., 2001; Adams et al., 1996; Aryee et al., 

1998; Netemeyer et al., 1996). For example, employees who 

experience work-family conflict are prone to frequent 

absence and, as a result, are less committed to the 

organization. Therefore, employees who benefit from an 

organization’s family-responsive policies such as flexible  
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work hours are likely to be more committed to the 

organization because it minimizes their experience of work-

family conflict. 

 Organizations in the service industry tend to be more 

stressful than other organizations (Broadbridge, 1999). 

Specifically, sales positions, buying and management 

positions are more stressful than other positions.  Sales 

associates frequently experience interpersonal conflict and 

work overload, which contribute to stress_ Sales 

associates, tend to disclose personal problems more often 

with family members and co-workers, which can greatly 

attribute to stress and its consequences (Narayanan, Menon, 

& Spector, 1999). 

 There are three consequences of stress in the work-

family relationship (Broadbridge, 1999). The first is 

spillover: the events of one environment affect the other 

environment. For example, if employees are stressed at 

work, they may enact this stress on their families at home_ 

the second consequence is compensation: the employees 

attempt to compensate in one environment for what is 

lacking in the other environment. For example, if employees 

are having trouble meeting deadlines at work, they may be  
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punctual at home in an effort to make they feel adequate. 

Finally, the third consequence of stress in the work-family 

relationship is when both environments are independent of 

one another. In this situation, employees do not allow 

their home lives to affect their jobs and do not let their 

lives at work affect their home lives.   

 Conflict between work and family roles alters 

employees’ perceptions of the quality of work life and 

the quality of family life (Scandura & Lankau, 1997)_ 

This, in turn, can impact organizational outcomes such 

as productivity, absenteeism and turnover.  
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CHAPTER III 

RESEARCH METHODOLOGY 

 

This chapter of the study includes the research 

design, the population and sample size considered, the 

sampling technique applied, the research instrument used, 

sources of data, and the statistical treatment used on the 

data. 

 

RESEARCH DESIGN 

 In this research, the researcher utilized the 

descriptive method to determine what are the significant 

factors or variables considered in job retention in a 

pharmaceutical company and to what extent they affect 

staying in their respective jobs. Essentially, the 

descriptive research is concerned with conditions or 

relationships that are going on, the effects that are dealt 

or trends that are developed. It provides answers to 

questions such as who, what, where, when, and how, as they 

are related to the research problem. This type of research  
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study describes variables like attitudes, intentions, and 

behaviors. 

POPULATION AND SAMPLE SIZE 

In conducting this research, the researcher studied 

five large, local pharmaceutical companies that are engaged 

in the manufacture and sale of medical products. With more 

than 800 medical representatives respectively, these 

companies sell similar, if not the same health products. 

 

 The total number of medical representatives working in 

the pharmaceutical industry in Jakarta is 5,350. To get the 

sample population, the researcher used Slovin’s formula 

using .06 as margin of error. The researcher was able to 

derive a sample population of 264. The researcher used 

Slovin’s formula to compute for the sample size. Slovin’s 

formula is as follows: 

 

                      N 

  n   =  ______________     

                 2 

      1 + N (0.06) 

 

             5,350 

  = _______________ = 264 

   1 + 5,350 (.0036) 
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Medical Representatives’ Profile 

 

 The following table shows the profile of the medical 

representatives. 

Table 3.1 

Medical Representatives’ Profile 

Respondent’s 

Variables 

 Number of 

Respondents 

Percentage 

(%) 

Gender Male 155 55.00 

 Female 127 45.00 

 Total 282 100.00 

    

Age (years) 20-25 132 46.80 

 26-31 114 40.40 

 32-37 36 12.80 

 38-43   

 Above 44   

 Total 282 100.00 

    

Civil Status Single 136 48.2 

 Married 143 50.7 

 Separated 3 1.1 

 Total 282 100.00 

Number of 

Children 

 

None 

 

149 

 

52.8 

 1 – 2 116 41.1 

 3 and More 17 6.0 

 Total 282 100.00 

    

Highest 

Educational 

Attainment 

 

High School 

 

 

 

56 

 

 

19.9 

 Some College or 

technical 

training beyond 

high school (1-3 

years) 

 

 

90 

 

 

31.9 

 Bachelor 136 48.2 

 Total 282 100.00 

    

Length of 

Service in the 

Company 

 

Less than 1 year 

 

67 

 

23.8 
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 1 – 2 years 91 32.3 

 More than 2 

years 

 

124 

 

44.0 

 Total 282 100.00 

    

Monthly Income 
Below Rp 

1000.000 

2 0.7 

 

Rp 1000.000-

2000.000 

112 39.7 

 

More than Rp 

2000.000 

168 59.6 

 Total 282 100.00 

    

 

 

SAMPLING TECHNIQUE 

 A procedure of random sampling was used to select the 

sample. With random sampling, the probability of being 

selected into the sample is known and equal for all members 

of the population. The researcher went to the different 

offices of the five pharmaceutical companies and 

distributed the survey questionnaires to the medical 

representatives.  

 

DATA GATHERING PROCEDURE  

 The researcher herself personally administered the 

copies of the research instrument to the sample population 

to establish rapport with the respondents. Random sampling 

was used by the researcher to come up with the desired  
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sample. After the retrieval of the questionnaire, 

interviews were conducted to validate the responses. It is 

to be noted that the researcher distributed more than 264 

questionnaires totaling to 282. This is acceptable in that 

an increase in the number of respondents decreases the 

margin of error.   

 

RESEARCH INSTRUMENT 

 The primary research instrument used in gathering data 

and information was the questionnaire. The questionnaire 

was divided into three parts. Part I was about the profile 

of the respondents: gender; age; civil Status; number of 

children; highest educational attainment; length of service 

in the company; and monthly family income.  

 

     Part II dealt with job retention variables like job 

task, compensation, job satisfaction, and relationships 

with co-workers and supervisors, managerial or leadership 

and family environment. Part III dealt with job importance 

while Part IV is on job retention.   
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VALIDITY AND RELIABILITY OF THE RESEARCH INSTRUMENT 

 For validity, the researcher used content validity. 

The survey questionnaire was presented to three human 

resource officers of pharmaceutical companies, including 

the researcher’s adviser for critiquing. On the basis of 

their recommendations, the survey questionnaire was 

finalized. Comments and suggestions proved to be useful in 

the revision before putting it in its final form. 

 For reliability, the researcher used Cronbach’s alpha. 

In most researches, alpha value > 0.70 is acceptable 

according to Hair, 1999. In this research, alpha is 0.7200 

while the standardized item alpha is 0.7132. Thus, it can 

be concluded that the questionnaire is reliable. Refer to 

Appendix B.    

 

STATISTICAL TREATMENT OF DATA  

 Statistical procedures were used in this study. 

Weighted mean was used to measure central tendencies while 

percentage was used to present the value of the 

distribution to derive insights into each statistical 

result. For the interpretation of the weighted mean, the 

following was used: 
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Scale   Weighted Mean  Interpretation 

  4        3.50-4.00   Strongly Agree 

  3    2.50-3.49   Agree 

  2    1.50-2.49   Disagree 

  1    1.00-1.49   Strongly Disagree 

      

Particularly, percentage was used to interpret the 

profile of the respondents as to: gender; age; civil 

Status; number of children; highest educational attainment; 

length of service in the company; and monthly family 

income. Weighted mean was used to measure the central 

tendencies of the data variables on job task, compensation, 

job satisfaction, and relationships with co-workers and 

supervisors, managerial or leadership, family environment, 

job importance, and job retention.   

     To determine the significant variables that are 

critical in relation to job retention, the researcher used 

factor analysis. Factor analysis is chosen because it is 

used to reduce large number of variables to smaller numbers 

which belong together to measure the same thing. This 

relationship shows the dependence situation that was 

replaced by a matrix of inter-correlations between a number  
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of variables, none of which was viewed as dependent to each 

other.  

      Factor analysis would result in a new set of 

variables based on the relationship in the correlation 

matrix, thus would be transformed into a new set of 

composite variables or principle variables that are not 

correlated with each other. The combination of variables 

will result in a variance in the data as a whole. This 

process continues until this variance is accounted. 

However, it is usually stopped after a small number of 

factors that has been extracted. Factor analysis will be 

used in detecting pattern of latent variables with the aim 

to discover new concepts and reduce data. 

 

ASSUMPTIONS FOR USE OF MULTIPLE REGRESSION 

 

To determine the extent by which the variables, job 

task, compensation, job satisfaction, relationship, 

managerial/leadership, and family environment significantly 

affect job retention, the researcher used multiple  

regression. 
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The researcher contracted the assistance of a third-

party statistician to perform the statistical computation 

necessary for this study. The following is the formula for 

the statistical tools used in this study: 

 

y =  a + bx1 + cx2 + ……… nxn + e 

 

where y =  the dependent variable 

  xn = the independent variables 

  a = the y-intercept 

b, c, n = coefficients of the independent  

variables 

  e = the random error or the residual.   

  

 Multiple regression assumes normality of the error 

term distribution, the linearity of the phenomenon 

measured, and the independence of the error terms (Hair, 

1998). For normality of the distribution, the error terms 

on Appendix C illustrates that no value is beyond ± 2.58. 

thus, normality is addressed. For linearity and 

homocedasticity, Appendix G shows the respective normal PP- 
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Plots which illustrate that these two other assumptions are 

addressed to allow the use of multiple regression.  
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CHAPTER IV 

PRESENTATION AND ANALYSIS OF DATA 

 

Job retention in the pharmaceutical industry, most 

especially concerning medical representatives, is a major 

consideration for these companies. Aside from the pressure 

they experience in selling, there are other factors that 

they put great emphasis on. These are specific variables 

like their job tasks and how these play into their wanting 

to stay with the company or not, their compensation whether 

they are satisfied with it, their job satisfaction with the 

challenges of their work as a whole, their relationships 

with people around them, the managerial/leadership styles 

of their supervisors, and their own family environment with 

respect to their family and work demands. 

 

Hence, the researcher looked into each of these 

variables and determined the degree of assessment of these 

medical representatives included in this study. Secondly,   

the researcher determined how these aforementioned 

variables significantly affected their respective job  
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retention. Lastly, the researcher created a new model that 

would illustrated which specially among these variables are 

significant and critical to their job retention. The 

researcher used two multivariate statistical tools. They 

are multiple regression and factor analysis.    

 

JOB RETENTION VARIABLES 

 

 The job retention variables mentioned in this study 

include job task, compensation, job satisfaction, 

relationships, managerial/leadership, and family 

environment. A survey questionnaire was floated to elicit 

their responses.  

 

JOB TASK VARIABLES 

 

Job task refers to the particular work that the medical 

representatives are involved in. In this study, the 

researcher looked into the role clarity, work energy, task 

identity, task significance, autonomy, and feedback of the 

job tasks of the respondents and how they assessed these 

different facets of their specific work.  In this study, 

job task included factors like role clarity, work energy, 

task identity, task significance, autonomy, and feedback.     

 



81 

 

 

ROLE CLARITY 

 
The first job task variable is role clarity. Role 

clarity is the extent to which required information 

concerning one’s role is communicated to and understood by 

employees.  

 

Table 4.2   

ROLE CLARITY 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. The planned goals and objectives for my 

job are clear. 

 

3.26 

 

2 

2. I know what my responsibilities are. 3.40 1 

3. I know exactly what is expected of me. 3.12 4 

4. Explanation is clear of what has to be 

done. 

 

3.16 

 

3 

  GRAND MEAN 3.24  

    

 

 
Table 4.2 shows the responses of the medical 

representatives in this study on role clarity. The results 

show that “I know what my responsibilities are” ranked 1 

with a weighted mean of 3.40, followed by “The planned 

goals and objectives for my job are clear” which ranked 

second with a weighted mean of 3.26. Rank 3 is “Explanation 

is clear of what has to be done”, 3.16 while last in rank 

is “I know exactly what is expected of me” with an average 

mean of 3.12.     
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For any medical representative working in a 

pharmaceutical company, role clarity is significantly 

needed. One should know what his responsibilities are. This 

will ensure output of assigned job tasks. Similarly, 

planned goals and objectives should be clear to make sure 

that job tasks are focused and accomplished correctly. 

Explanations should be clear, too. Moreover, expectations 

have to clearly set. All these make a medical 

representative’s role clear, thus enabling him to 

accomplish the work output expected of him. When roles are 

ambiguous, performance of job tasks can lead to confusion 

and substandard performance.  

      

WORK ENERGY 

 
The second job task variable is work energy. Work 

energy is the amount of emotional and mental vigor needed 

to meet job demands.  

Table 4.3  

WORK ENERGY 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. I do not feel emotionally drained in my 

work. 

 

2.91 

 

1 

2. I do not feel burned out from work. 2.54 3 

3. It is not physically straining for me to 

get through a work day due to the demands 

of my job. 

 

2.82 

 

2 

  GRAND MEAN 2.76  
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Table 4.3 shows the responses of the medical 

representatives in this study on work energy. Results show 

that “I do not feel emotionally drained in my work” ranked 

1 with a weighted mean of 2.91, followed by “It is not 

physically straining for me to get through a work day due 

to the demands of my job” ranked second with a weighted 

mean of 2.82. Last in rank is “I do not feel burned out 

from work” with an average mean of 2.54.     

 

When working, medical representatives need physical 

energy to produce the job expected of them. For example, 

they need to be physically fit while dealing with 

physicians in hospitals and doctor’s clinics. Being burnt 

out can affect these med rep employees. Continuous stress 

can contribute to the development of non-productivity. When 

a medical representative is tired, he is not able to be 

efficient and effective in his work. Furthermore, being 

emotionally drained can add to being sensitive, antisocial, 

and depressed. Thus, medical representatives need to be 

energetic, at the same time, emotionally stable when 

performing their tasks.     
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TASK IDENTITY 

 

The third job task variable is task identity. Task 

identity is the degree to which the job requires completion 

of a whole and identifiable piece of work.  

Table 4.4  

TASK IDENTITY 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. My job involves doing the whole piece of 

work from start to finish. 

 

3.01 

 

2 

2. My job requires me to do different things 

using a number of different skills and 

talents. 

 

3.10 

 

1 

  GRAND MEAN 3.05  

 

Table 4.4 shows the responses of the medical 

representatives in this study on task identity. Results 

show that “My job requires me to do different things using 

a number of different skills and talents” ranked 1 with a 

weighted mean of 3.10, followed by “My job involves doing 

the whole piece of work from start to finish” which ranked 

second and last with a weighted mean of 3.01.  

 

 Oftentimes, jobs have to be clearly identified. This 

helps in the avoidance and minimization of mistakes, 

redundancies, and other forms of misrepresentations. 

Medical representatives have to know what their respective 

work identities like selling health products. they should  
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be aware that they need to begin and complete any job task 

that they start. They likewise cannot meddle into what 

other medical representatives are doing unless their work 

demands as in being a supervisor.   

 

TASK SIGNIFICANCE 

 

The fourth job task variable is task significance. 

Task significance is the degree to which the job has a 

substantial impact on the lives or work of other people.  

 

Table 4.5  

TASK SIGNIFICANCE 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. Most people in this job find the work very 

meaningful. 

 

2.56 

 

2 

2. The results of my work significantly 

affect the lives or well-being of other 

people. 

 

2.83 

 

1 

  GRAND MEAN 2.70  

    

 

 

Table 4.5 shows the responses of the medical 

representatives in this study on task significance. Results 

show that “The results of my work significantly affect the 

lives or well-being of other people” ranked 1 with a 

weighted mean of 2.83, followed by “Most people in this job  
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find the work very meaningful” which ranked second and last 

with a weighted mean of 2.56.  

 

 The significance of a task is important to medical 

representatives. Finding importance in one’s job is a 

prerequisite to valuable performance. Oftentimes, one sees 

medical representatives who perform because they need the 

job to earn a living. This is counterproductive. In short,   

tasks that are meaningful increase motivation, lead to 

self-fulfillment, and heighten performance output.     

 

AUTONOMY 

 

The fifth job task variable is autonomy. Autonomy 

means the degree to which the job provides substantial 

freedom, independence, and discretion to the individual in 

scheduling the work and in determining the procedures to be 

used in carrying it out. 

Table 4.6  

AUTONOMY 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. The job gives me almost complete 

autonomy to decide on my own about 

how to go with my work. 

 

2.87 

 

2 

2. The job allows me to do the kind of 

tasks that I feel are important. 

 

2.94 

 

1 

  GRAND MEAN 2.91  
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Table 4.6 shows the responses of the medical 

representatives in this study on autonomy. Results show 

that “The job allows me to do the kind of tasks that I feel 

are important” ranked 1 with a weighted mean of 2.94, 

followed by “The job gives me almost complete autonomy to 

decide on my own about how to go with my work” which ranked 

second and last with a weighted mean of 2.87.  

 

 Giving autonomy to medical representatives means 

empowering them carry out their assigned job tasks. 

Empowerment assumes that trust and confidence are given to 

medical representatives. In this sense, they are inspired 

to market the pharmaceutical products that they are 

selling. Although independence can yield positive results, 

supervision should likewise be conducted for strategic 

control. Autonomy does not imply complete independence and 

freedom. 

FEEDBACK 

 

The sixth job task variable is feedback. Feedback is 

the degree to which carrying out work activities required 

by the job, results in the individual’s obtaining direct 

and clear information about his effectiveness.  
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Table 4.7 shows the responses of the medical 

representatives in this study on feedback. Results show 

that “The managers discuss with me work-related problems” 

ranked 1 with a weighted mean of 3.04, followed by “The 

managers and co-workers provide me with regular “feedback” 

which ranked second and last with a weighted mean of 3.00.  

 

Table 4.7  

FEEDBACK 

 STATEMENT WEIGHTED 
MEAN 

RANKING 

1. The managers and co-workers provide me 

with regular “feedback” about how well 

I am doing.  

 

3.00 

 

2 

2. The managers discuss with me work-

related problems. 

 

3.04 

 

1 

  GRAND MEAN 3.02  

    
 

 

Any job task demands feedbacks. Assessments are 

important in the accomplishment of any job tasks. Giving 

feedbacks whether positive or otherwise is necessary to 

monitor the accomplishment of job tasks. Managers need to 

give their ideas to their medical representatives. Doing 

this way can prevent wrong practices and, at the same time, 

improve and even enhance work performance. Evaluations 

should be conducted periodically. This keeps medical  
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representatives always conscious of their responsibilities. 

This way, complacency and indifference in job tasks can be 

prevented. 

 

Summary of Job Task Variables 

 

In summary, Table 4.8 shows the overall ranking of the 

responses of the medical representatives in this study 

based on the gathered weighted means. As shown in the 

results, role clarity ranked 1, 3.24, followed by task 

identity, 3.05 and feedback an average mean of 3.02. These 

values are followed by autonomy, 2.91 and ranked 4; work 

energy with a mean of 2.76 and ranked 5, and the last in 

ranking is task significance, 2.70.     

 

Table 4.8  

Summary: Job Task 

 VARIABLES WEIGHTED 

MEAN 
RANKING 

1. Role Clarity  3.24 1 

2. Work Energy 2.76 5 

3. Task Identity 3.05 2 

4. Task Significance 2.70 6 

5. Autonomy 2.91 4 

6. Feedback 3.02 3 

 Average Grand Mean 2.95  

    

 

 

 From the gathered results, it is role clarity that is 

very important in performing one’s work. This avoids  
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distractions but instead allows medical representatives to 

focus in what they are doing. This is validated by the fact 

that a task needs to carry its own identity to avoid 

ambiguity. Regular feedbacks are likewise necessary for 

constructive monitoring. Autonomy enhances self confidence, 

work energy boosts performance, and task significance gives 

meaning to any job task. 

 

COMPENSATION 

 

Compensation is what employees receive in exchange for 

their work, including pay and benefits. Table 4.9 shows the 

responses of the medical representatives in this study on 

compensation.  

 

Table 4.9  

COMPENSATION 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. My pay is high in comparison with what 

others get for similar work in other 

company. 

2.20 5 

2. My pay gives me much incentive to 

increase my sales. 

2.24 4 

3. My selling ability largely determines 

my earnings in this company. 

3.22 1 

4. My income provides me for luxuries. 2.41 3 

5. I feel satisfied with my chances for 

salary increases. 

2.67 2 

  GRAND MEAN 2.55  
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Results show that “My selling ability largely 

determines my earnings in this company” ranked 1 with a 

weighted mean of 3.22, followed by “I feel satisfied with 

my chances for salary increases” which ranked second, 2.67. 

Rank 3 is “My income provides me for luxuries”, 2.41 while 

rank 4 is “My pay gives me much incentive to increase my 

sales” with an average mean of 2.24. Last is “My pay is 

high in comparison with what others get for similar work in 

other company” with a weighted mean of 2.20.  

 

Compensation is always a primary consideration for 

many medical representatives. Increase in salary can even 

inspire them to work harder. Having more income can afford 

them to purchase their basic needs and buy other comforts 

like luxuries, vacation, and trips. However, compensation 

is said to be more of a dissatisfier than a satisfier. This 

means that when compensation is not given, employees tend 

to be dissatisfied. This is according to Herzberg in his 

Two-Factor Theory.     

 

JOB SATISFACTION 

 

Job Satisfaction is how people feel about their jobs 

and different aspects of their jobs.  It is the extent to  
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which people like (satisfaction) or dislike 

(dissatisfaction) their jobs”.  It is also defined as “…a 

pleasurable or positive emotional state resulting from 

appraisal of one’s job or job experiences”. Table 4.10 

shows the responses of the medical representatives in this 

study on job satisfaction.  

 

Table 4.10  

JOB SATISFACTION 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. I am generally satisfied with the kind 

of work I do in this job. 

2.80 3 

2. Most people on this job are very 

satisfied with the job. 

2.34 5 

3. My work is challenging. 3.14 1 

4. My work is interesting. 2.33 6 

5. My work gives me a sense of 

accomplishment. 

2.91 2 

6. My job is exciting. 2.67 4 

7. Generally speaking, I am very 

satisfied with the job.  

2.27 7 

  GRAND MEAN 2.64  

    

 
 

Results show that “My work is challenging” ranked 1 

with a weighted mean of 3.14, followed by “My work gives me 

a sense of accomplishment” which ranked second, 2.91. Rank 

3 is “I am generally satisfied with the kind of work I do 

in this job”, 2.80 while rank 4 is “My job is exciting” 

with an average mean of 2.64. “Most people on this job are 

very satisfied with the job”, 2.34, ranked 5, “My work is  
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interesting” is rank 6, 2.33. Last is “Generally speaking, 

I am very satisfied with the job” with a weighted mean of 

2.27.  

 

Job satisfaction is important for medical 

representatives. Selling pharmaceutical products to 

pharmacies can be tiring. Asking doctors to prescribe and 

promote their medicines to their patients can be very 

challenging considering the need to convince them on the 

effectiveness of their products. Thus, very important is 

whether they are satisfied with their jobs. Ways of making 

them feel contented with their jobs should be devised. They 

can come in the form of rewards, whether monetary or 

otherwise. Financial incentives given to medical 

representatives make them feel happy in doing their job 

tasks. Moreover, awards and other forms of recognition 

contribute to job satisfaction.     

 

RELATIONSHIPS 

 

    Relationships refer to the association and rapport 

between individuals. In this study, it may refer to co-

workers and supervisors. With respect to relationships with 

workers,  



   

94 

 

 

Table 4.11  

RELATIONSHIPS WITH CO-WORKERS 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. The people I work with get along well 

together. 

 

2.67 

 

2 

2. My co-workers are not selfish. 2.34 4 

3. My co-workers are intelligent. 2.50 3 

4. My co-workers are responsible. 2.86 1 

  GRAND MEAN 2.60  

    
 

Table 4.11 shows the responses of the medical 

representatives in this study. The results show that “My 

co-workers are responsible” ranked 1 with a weighted mean 

of 2.86, followed by “The people I work with get along well 

together” which ranked second with a weighted mean of 2.67. 

Rank 3 is “My co-workers are intelligent”, 2.50 while last 

in rank is “My co-workers are not selfish” with an average 

mean of 2.34.     

Table 4.12  

RELATIONSHIPS WITH SUPERVISORS 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. My supervisor is tactful. 2.96 2.5 

2. My supervisor supports our ideas about 

things. 

 

3.02 

 

1 

3. My supervisor tries hard to get our 

problem across to management. 

 

2.29 

 

4 

4. My supervisor sees to it that we have 

the things we need to do our job. 

2.96 2.5 

  GRAND MEAN 2.81  
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The results show that “My supervisor supports our 

ideas about things” ranked 1 with a weighted mean of 3.02, 

followed by “My supervisor is tactful” and “My supervisor 

sees to it that we have the things we need to do our job” 

which ranked 2.5 with a weighted mean of 2.96. Last in rank 

is “My supervisor tries hard to get our problem across to 

management” with an average mean of 2.29.     

 

Table 4.13 

RELATIONSHIPS: SUMMARY 

 VARIABLE WEIGHTED 

MEAN 

RANKING 

1. With workers 2.60 2 

2. With supervisors 2.81 1 

 Average Grand Mean 2.71  

    

 

 

 Relationships come into two forms in the workplace. 

Medical representatives work with their peers or co- 

workers and with their supervisors. Having discordant 

relationships with co-workers are harmful to job 

performance. They contribute work misalignment. 

Selfishness, being nosy, being abusive, and destructive can 

affect negatively any individual. Similarly, a supervisor 

plays an essential role in the life of its subordinates. 

Supervisors who are not supportive and difficult to deal  
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with hamper the effectiveness and demotivate its 

subordinates. As a result, subordinates are disappointed 

and not encouraged to work.   

 

MANAGERIAL/LEADERSHIP 

 

Managerial/Leadership is the ability of a supervisor to 

influence, lead, and manage an individual/group toward the 

achievement of goals.   

 

Table 4.14  

MANAGERIAL/LEADERSHIP 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. This organization provides me with a 

fair opportunity for advancement or 

promotion. 

2.99 2 

2. I can see opportunity for advancement 

in this organization. 

2.98 3 

3. The company’s sales training is   

carried out in well-planned program. 

2.34 5 

4. The company is highly aggressive in 

its sales promotion effort. 

3.07 1 

5. When I learned management’s plan I 

know they know the territory situation 

at all. 

2.56 4 

  GRAND MEAN 2.79  

    

 

 

The results show that “The company is highly 

aggressive in its sales promotion effort” ranked 1 with a 

weighted mean of 3.07, followed by “This organization 

provides me with a fair opportunity for advancement or  
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promotion” which ranked 2 with a weighted mean of 2.99. 

Third in rank is “I can see opportunity for advancement in 

this organization”, 2.98 while “When I learned management’s 

plan I know they know the territory situation at all”. This 

is ranked 4 with an average of 2.56. Last in rank is “The 

company’s sales training is carried out in well-planned 

program” with an average mean of 2.34.     

 

 When managers of pharmaceutical companies are 

inefficient, job tasks are left unfinished or are performed 

with a degree of mediocrity. Promotions are usually planned 

and implemented to help sell products and increase in 

sales. Thus, leadership is needed to encourage subordinates 

to cooperate and work hard. Leadership is essential to 

inspire medical representative and transform them to 

synergistic performance. On the other hand, management is 

concerned mainly in the cost-effective administration of 

job functions. 

 

FAMILY ENVIRONMENT 

 

     Family-work conflict refers to disagreements between 

family and work that exert negative influences on work-

related responsibilities. 
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The results show that “My home life does not interfere 

with my responsibilities at work such as getting to work on 

time, accomplishing daily tasks, and working overtime” 

ranked 1 with a weighted mean of 2.63, followed by “The 

demand of my family or spouse does not interfere with work-

related activities” which ranked 2 with a weighted mean of 

2.62. “Family-related stresses do not interfere with my 

ability to perform job-related duties” ranked 3 with an 

average of 2.61. “I do not have to put off doing things at 

work because of demands of my family or spouse” and “Things 

I want to do at work get done despite the demands of my 

family or spouse” ranked 4.5 and last with an average of 

2.23. 

Table 4.15  

FAMILY CONFLICTS AFFECTING WORK 

 STATEMENT WEIGHTED 
MEAN 

RANKING 

1. The demand of my family or spouse does 

not interfere with work-related 

activities. 

 

2.62 

 

2 

2. I do not have to put off doing things at 

work because of demands of my family or 

spouse. 

 

2.23 

 

4.5 

3. Things I want to do at work get done 

despite the demands of my family or 

spouse. 

 

2.23 

 

4.5 

4. My home life does not interfere with my 

responsibilities at work such as getting 

to work on time, accomplishing daily 

tasks, and working overtime. 

 

 

2.63 

 

 

1 

5. Family-related stresses do not interfere 

with my ability to perform job-related 

duties. 

 

2.61 

 

3 

  GRAND MEAN 2.46  

    



99 

 

 

 

The results show that “My job does not produce strain 

that makes it difficult to fulfill family duties” ranked 1 

with a weighted mean of 2.67, followed by “Due to work-

related duties, I do not have to make changes to my plans 

for family activities” which ranked 2 with a weighted mean 

of 2.61.  

Table 4.16 

WORK CONFLICTS AFFECTING FAMILY 

 STATEMENT WEIGHTED 

MEAN 

RANKING 

1. The demand of my work does not 

interfere with my home and family 

life. 

 

2.48 

 

5 

2. The amount of time my job takes  does 

not make it difficult to fulfill 

family responsibilities. 

 

2.52 

 

4 

3. Things I want to do at home do  get 

done despite the demands my job puts 

on me. 

 

2.57 

 

3 

4. My job does not produce strain that 

makes it difficult to fulfill family 

duties. 

 

2.67 

 

1 

5. Due to work-related duties, I do not 

have to make changes to my plans for 

family activities. 

 

2.61 

 

2 

  GRAND MEAN 2.57  

    
 

 

“Things I want to do at home do get done despite the 

demands my job puts on me” ranked 3 with an average of 

2.57. “The amount of time my job takes does not make it 

difficult to fulfill family responsibilities”, 2.52, ranked  
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4 and last is “The demand of my work does not interfere 

with my home and family life” with an average of 2.48. 

 

Table 4.17 

FAMILY ENVIRONMENT: SUMMARY 

 VARIABLE WEIGHTED 

MEAN 

RANKING 

1. Family conflicts affecting work 2.60 2 

2. Work conflicts affecting family 2.81 1 

 Average Grand Mean 2.71  

    

 

 

There are two family environment situations that can 

significantly affect the carrying out of one’s work. These 

are conflicts that are inevitable in any individual’s life. 

Conflicts can be of two kinds: family and work. While 

family conflicts are usual occurrences in life, they do 

affect work performance. On the other hand, work conflicts 

also arise in the workplace. Involvement in work conflicts 

also affects family life. In both cases, any form of 

conflicts should be avoided since they are dysfunctional to 

the individual. Ultimately, it is the company that suffers 

in both instances. 
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Table 4.18  

SUMMARY: Job RENTION VARIABLES 

 VARIABLES WEIGHTED 
MEAN 

RANKING 

1. Job Task  2.95 1 

2. Compensation 2.55 5 

3. Job Satisfaction 2.64 2 

4. Relationship 2.71 6 

5. Managerial/Leadership 2.79 4 

6. Family Environment 2.71 3 

    

 

 

 Among the job retention variables, it is job task that 

is important among the job retention variables. This 

includes what the job is, its significance, and how it is 

implemented and monitored. Related to it is job 

satisfaction. When one is not content, job retention is not 

ensured. Furthermore, family environment plays an important 

role in job retentions. Intrigues and power plays in office 

can cause employees to resign. When they are not happy, 

they are unproductive and they decide to leave. Moreover, 

family problems add to their decision to stay or leave the 

company. Carrying one’s problems to work is very 

unproductive, causing one to underperform.  

 

 Managerial supervision, coupled with leadership, 

affect job retention. Supervisors with poor management 

skills can cause confusion of job functions. Employees are  
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not encouraged to stay in a workplace when there disorder 

and mismanagement. Similarly, absence of leadership can 

make employees leave. When there is no leader to inspire 

employees to reach their goals, motivation is missing and 

the company culture becomes stale and cold. Consequently, 

lack of leadership can affect job retention.    

 

 Compensation is another job retention issue. When 

salaries are good, if not high, they bring job contentment 

that leads to staying in one’s job. Unattractive 

compensation leads to job resignation for obvious reasons: 

not enough to support the family, to provide for minimal 

luxuries in life, and to make possible the accumulation of 

savings for emergency use or for retirement in the future. 

Lastly, relationships can make one to decide to stay in the 

company or leave. A healthy working relationship among 

peers and one’s superiors is necessary for productive 

output. It lightens up the spirit to enjoy what he is 

doing. Being happy in the workplace can make work easier if 

they are hard, can make deadlines faster to meet, and can 

make challenges easier to deal with. That feeling of 

cordiality is essential to productive.      
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JOB IMPORTANCE 

 

Job importance refers to the extent of significance of 

a given work. The medical representatives ranked the 

following aspects of their job as most important,   

important, less important, and least important.  

 

Table 4.19  

JOB IMPORTANCE 

 ASPECTS WEIGHTED 

MEAN 

RANKING 

1. Supervision 1.58 3 

2. Benefits package 1.14 7 

3. Participation in decision making 1.63 2 

4. Relationships with co-workers 1.38 5 

5. Take home pay 1.11 8 

6. Reasonable scheduling 1.50 4 

7. Promotion Opportunities 1.24 6 

8. Time off 1.89 1 

  GRAND MEAN   

    
 

 

 The respondents rated time off as rank 1, followed by 

participation in decision making as rank 2, then rank 3 was 

supervision, and reasonable scheduling was ranked 4. The 

remaining ranks were relationships with co-workers, 

promotion opportunities, benefits package, and take home 

pay, ranked 5, 6, 7, and 8.  

 

 They are issues or concerns that are important to 

employees. For example, taking time off is something that 

they look forward to. It means resting at home, going to a  
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vacation, or going out with family members. It is a time to 

relax and not be concern with work responsibilities.  

 

 In any job, participation in decision making gives an 

employee the opportunity to be part of the company. It 

allows one to share his thoughts, whether valuable or not. 

It gives one a feeling of importance and respect even if 

one’s opinions are not actually accepted and implemented. 

Participation in decision making is something that an 

employee looks forward to. It is a privilege.  

 

Another thing that employees place importance to is 

supervision. As mentioned earlier, correct and fair 

supervision is imperative to any individual. One cannot 

work in a place where there is inefficiency and unfairness, 

too. This likewise includes proper scheduling of time and 

assigned jobs. Jobs have to be designated properly with 

respect to time and capability to undertake. This ensures 

accomplishment of job tasks.  

 

Promotion opportunities are important. An employee 

does not desire to stay forever in his work position. He 

needs some sense of advancement, whether horizontal or  
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vertical. Promotion can be in the form of new jobs, 

enriched responsibilities, or higher span of control. This 

is significant to any employee. As earlier mentioned, take 

home pays including benefits are important to individuals. 

     

JOB RETENTION 

 

Job Retention is the ability to retain or “hold onto” 

employees within an organization. It also refers to the 

ability to reduce voluntary turnover within an 

organization. Asked whether they will stay in their 

respective jobs, 207 of the medical representatives 282 

answered no and the rest said yes.   

 

Table 4.20 

JOB RETENTION 

 RESPONSE NUMBER PERCENTAGE 
1. YES 75 26.60 

2. NO 207 73.40 

 TOTAL 282 100.00 

 

 

 

 The responses of the medical representatives are 

glaringly no to job retention. The reasons for not being 

happy to stay in one’s job maybe due to the challenges and 

difficulty in making a sale. Competitors abound: same 

pharmaceutical products, new products, larger promotional  



   

106 

 

 

budgets, and better pays and incentives, good 

relationships, and higher motivation all contribute to job 

retention. The results of this survey should make 

pharmaceutical companies to stop and ask why. Then can they 

decide what to do to make these medical representatives 

stay in their companies.   

 

REGRESSION ANALYSIS 

 

To determine to what extent job task, compensation, 

job satisfaction, relationship, managerial/leadership, and 

family environment significantly affect job retention, the 

researcher used the multivariate statistical tool, multiple 

regression analysis. Multiple regression is largely used to 

determine the effect of certain independent variables on 

the dependent variable. Given the aforementioned variables, 

the following hypothesis is stated: 

   

Hypothesis 1: Job task, compensation, job satisfaction, 

relationship, managerial/leadership, and family environment 

do not significantly affect job retention. 

  

In multiple regression analysis, there are two kinds 

of variables: the dependent variable which in this study is  
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job retention and the independent variables which are job 

task, compensation, job satisfaction, relationship, 

managerial/leadership, and family environment. To determine 

the degree of each of their effect on job retention, the 

researcher used multiple regression individually. The 

following results are presented. 

 
Job Retention = 1.555 +0.140 R1 + 0.110 R2 + 0.121 R3 -0.398 R4  

                                      -0.037 W1 –0.250 W2 +0.264 W3 -0.194 TSI1  
                  +0.097 TSI2 +0.019 TSS1 + 0.063 TSS2 -0.178 A1  

                  -0.056 A2 +0.053 FB1 -0.035 FB2  

 

 

 

Table 4.21 

REGRESSION: JOB TASK 

Coefficientsa

1.555 .476 3.267 .001

.129 .073 .140 1.783 .076

9.618E-02 .080 .110 1.209 .228

.124 .069 .121 1.797 .073

-.413 .074 -.398 -5.598 .000

-2.69E-02 .055 -.037 -.489 .625

-.210 .074 -.250 -2.856 .005

.205 .053 .264 3.858 .000

-.163 .055 -.194 -2.981 .003

8.372E-02 .057 .097 1.463 .145

1.335E-02 .049 .019 .273 .785

3.727E-02 .044 .063 .845 .399

-.153 .060 -.178 -2.534 .012

-5.14E-02 .063 -.056 -.821 .412

5.407E-02 .066 .053 .817 .414

-3.32E-02 .058 -.035 -.575 .566

(Constant)

ROLE1

ROLE2

ROLE3

ROLE4

WORK1

WORK2

WORK3

TSKIDEN1

TSKIDEN2

TSKSAT1

TSKSAT2

AUTO1

AUTO2

FDBACK1

FDBACK2

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 
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As shown on Table 4.21, those with positive impact are 

the variables, 0.140 R1, 0.110 R2, 0.121 R3, 0.264 W3, 

0.097 TSI2, 0.019 TSS1, 0.063 TSS2, and 0.053 FB1. Among 

these variables, W3 or feeling physical strain due to the 

demands of work yielded the greatest impact on job 

retention, followed by the role clarity variables, R1, R2, 

and R3.  

 

The physical demands of working as medical 

representatives do affect job retention. These employees of 

pharmaceutical companies are generally on field. They go to 

different hospitals, medical offices, and pharmaceutical 

stores to convince doctors, health directors, and owners of 

pharmacies to patronize the medical products they are 

selling. Oftentimes, the job can be very tiring, not to 

mention the stress that is entailed in closing a sale. 

Similarly, medical representatives feel they need to be 

clear on their specific role. Any vagueness in job role can 

make them lose their direction in the fulfillment their job 

tasks. This can result in misunderstanding and uncertainty. 

Otherwise, it can make him decide to leave and resign from 

his current job. 



109 

 

     

Table 4.22 

REGRESSION: COMPENSATION 

Coefficientsa

.910 .262 3.471 .001

8.756E-02 .048 .115 1.808 .072

2.026E-02 .049 .025 .412 .681

-4.53E-02 .042 -.065 -1.068 .287

-5.77E-02 .042 -.088 -1.376 .170

-4.84E-02 .042 -.073 -1.161 .247

(Constant)

COMP1

COMP2

COMP3

COMP4

COMP5

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
 
 

Job Retention = 0.910 +0.115 C1 +0.025 C2 -0.065 C3 -0.088 C4  -0.073 C5  
 

 

With respect to compensation, Table 4.22 shows two 

variables with positive impact on job retention. They are 

the variables, 0.115 C1 and 0.025 C2. In both cases, having 

a high pay in comparison to others and the amount of 

incentives given to increase sales are significant to their 

staying on their job. 

Compensation is one of the reasons why individuals 

apply for a job and work for a company. Every effort 

exerted by an individual receives monetary compensation. 

When salaries are high, medical representatives are   

content and they generally would not seek for other jobs. 

When they are convinced that they are better off compared 

to other employees working in the same field, then they  
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remain in their jobs and do not resign. Thus, compensation 

is a major variable in job retention. 

 

Table 4.23 

REGRESSION: JOB SATISFACTION 

Coefficientsa

.652 .361 1.808 .072

8.588E-02 .054 .102 1.583 .115

-9.39E-02 .056 -.105 -1.690 .092

.214 .054 .249 3.969 .000

-.141 .053 -.164 -2.685 .008

-.134 .059 -.166 -2.267 .024

.183 .071 .174 2.584 .010

-4.76E-02 .060 -.053 -.787 .432

(Constant)

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
 
 
Job Retention = 0.652 +0.102 JS1 -0.105 JS2 +0.249 JS3 -0.164 JS4 
                                         -0.166 JS5 +0.174 JS6 -0.053 JS7   

 

With regard to job satisfaction, the variables, 0.102 

JS1, 0.249 JS3, and 0.174 JS6 influence the medical 

representatives’ decision to stay on with the 

pharmaceutical company. When satisfied in what the med reps 

are doing, job retention increases.   

 

Job satisfaction is a state where employees are 

comfortable with their job. They are satisfied with their 

work and as a result, continue to be productive in their 

performance. Job satisfaction can come from the job itself 

and may be affected by the mental, psychological, and  
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emotional state of a person. The end result is a feeling of 

satisfaction that is detrimental to whether an employees 

stays in his job or chooses to remain.    

      
 

Table 4.24 

REGRESSION: RELATIONSHIP 

Coefficientsa

.475 .401 1.184 .237

-8.98E-02 .054 -.125 -1.663 .098

-9.44E-02 .059 -.127 -1.606 .109

.130 .063 .158 2.074 .039

-4.81E-02 .063 -.056 -.767 .444

-.152 .131 -.144 -1.158 .248

.236 .126 .193 1.870 .063

9.188E-02 .066 .109 1.395 .164

1.865E-02 .093 .017 .200 .842

(Constant)

RELWORK1

RELWORK2

RELWORK3

RELWORK4

RELSUP1

RELSUP2

RELSUP3

RELSUP4

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
 
Job Retention = 0.401 -0.125 RW1 - 0.127 RW2 + 0.158 RW3 -0.056 RW4  
                                         -0.144 RS1 +0.193 RS2 +0.109 RS3 +0.011 RS4  

 
 

Working with intelligent co-workers, 0.158 RW3, 

creates a good work atmosphere that contributes to the job 

retention of the medical representatives. Similarly, having 

a supervisor who supports their ideas about doing their job 

tasks, 0.193 RS2, and who tries hard to get the problems of 

their employees across to management, 0.109 RS3 affect the 

job retention of medical representatives.  
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Relationships are significant to employees. These 

relationships can be with respect to an employee’s co-

workers and his superiors. Relationships are inevitable in 

any workplace. Some are smooth while others can be murky 

and strained. Good relationships makes one interact in the 

office with a feeling of easiness. There is less 

interpersonal tension, taking off whatever pressure is 

present at the moment. On the other hand, bad relationships 

are paralyzing to employees. They worsen the interpersonal 

environment and create a feeling of animosity and strained 

interaction among employees. Again, they affect job 

retention.      

       

Table 4.25 

REGRESSION: MANAGERIAL/LEADERSHIP 

Coefficientsa

.854 .318 2.689 .008

-.260 .093 -.192 -2.792 .006

.217 .078 .196 2.777 .006

4.961E-02 .044 .070 1.123 .262

-5.35E-03 .058 -.007 -.092 .927

-3.61E-02 .048 -.048 -.756 .450

(Constant)

MGNLEAD1

MGNLEAD2

MGNLEAD3

MGNLEAD4

MGNLEAD5

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
 
 

Job Retention = 0.318 -0.192 ML1 + 0.196 ML2 + 0.070 ML3 -0.007 ML4  
                                         -0.048 ML5   
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 With respect to managerial/leadership, 0.196 ML2 and 

0.070 ML3, opportunities for advancement and training   

affect the job retention of the medical representatives. 

When individuals work for a company, their career is 

an integral part of their personal decision making. Both 

management and leadership should contribute to a person’s 

goal of getting promoted and improving his personal career. 

A weak and demoralizing manager and leader hampers an 

employee’s growth as compared to one who encouraging and 

inspirational. Normally, the leadership exuded by a 

superior to his subordinates affects their job retention. 

When management effectiveness and leadership are missing, a 

number of employees do not usually stay in their current 

jobs. 

Job Retention = 0.228 +0.354 FW1 - 0.007 FW2 - 0.109 FW3 -0.045 FW4  
                                         +0.020 FW5 –0.205 WF1 -0.467 WF2 +0.307 WF3  
                   +0.101 WF4 +0.099 WF5  

 

 

      Lastly, Table 4.26 shows the impact of family 

environment on job retention. The variables, 0.354 FW1 and 

0.020 FW5 do affect the decision of medical representative 
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to stay in their respective jobs. More particularly, the 

demands of family or spouse not interfering of work-related  

 

activities and family-related stress influence their job 

retention. This is also true for 0.307 WF3, 0.101 WF4, and 

0.099 WF5.  

Table 4.26 

REGRESSION: FAMILY ENVIRONMENT 

Coefficientsa

.594 .228 2.605 .010

.232 .059 .354 3.920 .000

-6.47E-03 .078 -.007 -.083 .934

-8.86E-02 .077 -.109 -1.146 .253

-2.62E-02 .039 -.045 -.667 .506

1.560E-02 .051 .020 .308 .758

-.143 .055 -.205 -2.600 .010

-.313 .060 -.467 -5.253 .000

.202 .064 .307 3.167 .002

7.567E-02 .053 .101 1.439 .151

7.406E-02 .055 .099 1.335 .183

(Constant)

FAMWORK1

FAMWORK2

FAMWORK3

FAMWORK4

FAMWORK5

WORKFAM1

WORKFAM2

WORKFAM3

WORKFAM4

WORKFAM5

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
 

 

    

 The family environment is generally characterized by 

conflicts. These are family conflicts that may affect work 

and work conflicts that may the family. In either ways, 

there is a corresponding effect that may create tension and 

discord in the individual.  

It is often said that one should not bring his 

personal problems to work and neither should bring his work 
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problems home. However, this statement is better said than 

done because an individual is both work and family. An  

 

individual who is distracted by these conflicts can end up 

not performing his job and in which case can affect his job 

retention. Hence, it is recommended that a balance in 

handling work and family be created in the individual 

himself. Conflicts should be minimized and carefully 

handled so as not to affect his performance. Otherwise, the 

employees may be asked to go. 

 

FACTOR ANALYSIS 
 

To determine the significant variables that are 

significantly critical to job retention, the researcher 

used the multivariate statistical tool, factor analysis. 

Factor analysis is used to grouped a large number of 

variables into smaller groups of variables based on the 

commonality of the mentioned variables  

 

Hypothesis 2: There are no significant variables that are 

critical to the job retention of medical 

representatives. 
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Table 4.27 

FACTOR: JOB TASK 

Total Variance Explained

3.802 25.348 25.348 3.802 25.348 25.348 2.757 18.382 18.382

2.262 15.082 40.430 2.262 15.082 40.430 1.707 11.379 29.761

1.390 9.268 49.698 1.390 9.268 49.698 1.677 11.181 40.942

1.258 8.389 58.087 1.258 8.389 58.087 1.652 11.011 51.953

1.065 7.098 65.185 1.065 7.098 65.185 1.621 10.804 62.757

1.047 6.978 72.163 1.047 6.978 72.163 1.411 9.405 72.163

.772 5.150 77.313

.655 4.365 81.677

.643 4.289 85.966

.513 3.417 89.383

.454 3.027 92.410

.347 2.316 94.726

.329 2.191 96.918

.248 1.651 98.568

.215 1.432 100.000

Component

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
 

 

The job task variable has six critical factors as 

shown in the eigenvalues on Table 4.27. They are planned 

goals and objectives, 3.802; job requirements, 2.262; 

independence, 1.390; clear expectations, 1.258; job 

importance, 1.065; and feedback, 1.047. Of the six factors, 

planned goals and objectives yielded the highest 

eigenvalue. In other words, job retention for medical 

representatives means goals and objectives that are 

carefully thought about for optimum implementation.    
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Table 4.28 

FACTOR: COMPENSATION 

Total Variance Explained

1.621 32.417 32.417 1.621 32.417 32.417 1.541 30.818 30.818

1.140 22.796 55.213 1.140 22.796 55.213 1.220 24.395 55.213

.912 18.243 73.455

.667 13.342 86.797

.660 13.203 100.000

Component

1

2

3

4

5

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
 

 
 

 

 The compensation variable has two significant factors. 

They are income satisfaction and motivation, each with 

1.621 and 1.140 eigenvalues respectively. 

 

 

Table 4.29 

FACTOR: JOB SATISFACTION 

Total Variance Explained

2.167 30.957 30.957 2.167 30.957 30.957 1.872 26.740 26.740

1.349 19.278 50.236 1.349 19.278 50.236 1.481 21.163 47.904

1.158 16.536 66.771 1.158 16.536 66.771 1.321 18.868 66.771

.899 12.837 79.608

.521 7.438 87.046

.514 7.348 94.394

.392 5.606 100.000

Component
1

2

3

4

5

6

7

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
 

 
 

 

 With the variable, job satisfaction, there are three 

significant factors as reflected in the eigenvalues: sense 
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of accomplishment, 2.167; general satisfaction, 1.349; and 

challenge, 1.158. These are shown on Table 4.29. 

 

 

 

Table 4.30 

FACTOR: RELATIONSHIP 

Total Variance Explained

2.560 32.003 32.003 2.560 32.003 32.003 2.515 31.435 31.435

1.777 22.217 54.220 1.777 22.217 54.220 1.753 21.908 53.343

1.591 19.884 74.104 1.591 19.884 74.104 1.661 20.761 74.104

.719 8.993 83.096

.530 6.627 89.723

.395 4.934 94.657

.296 3.706 98.363

.131 1.637 100.000

Component
1

2

3

4

5

6

7

8

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
 

 
 

 There are three arrived significant factors when it 

comes to the variable, relationships. These factors are 

good and effective supervisors, 2.560; intelligent co-

workers, 1.777; and good relationships with co-workers, 

1.591. 

 

Table 4.31 

FACTOR: MANAGERIAL/LEADERSHIP 

Total Variance Explained

1.945 38.894 38.894 1.945 38.894 38.894 1.780 35.601 35.601

1.146 22.914 61.808 1.146 22.914 61.808 1.310 26.207 61.808

.997 19.934 81.742

.466 9.313 91.055

.447 8.945 100.000

Component

1

2

3

4

5

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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 For managerial/leadership, the two significant factors 

are job opportunities, 1.945 and planning, 1.146. 

 

 

 

 

 

 

 

 

Table 4.32 

FACTOR: FAMILY ENVIRONMENT 

Total Variance Explained

3.896 35.414 35.414 3.896 35.414 35.414 3.199 29.086 29.086

2.502 22.748 58.163 2.502 22.748 58.163 2.909 26.445 55.531

1.008 9.166 67.328 1.008 9.166 67.328 1.298 11.797 67.328

.811 7.370 74.698

.701 6.374 81.072

.596 5.422 86.494

.409 3.718 90.212

.338 3.076 93.287

.308 2.799 96.086

.230 2.094 98.180

.200 1.820 100.000

Component

1

2

3

4

5

6

7

8

9

10

11

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
 

 
 

 For family environment, family demands yielded an 

eigenvalue of 3.896. The next eigenvalue of 2.502 is work 

demand while the last factor is work-related duties, 1.008. 

 

 MODEL FOR JOB RETENTION 

 

 Using factor analysis, six different significant 

factors were drawn from the gathered data. For each of the 

exploratory variables, the significant factors for job task 

are planned goals and objectives and job requirements. For 

compensation, it is income satisfaction whereas for job 
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satisfaction, it is a sense of accomplishment. For 

relationship, it is effective supervisors while for 

managerial/leadership, it is job opportunities and for  

 

 

 

family environment, it is work demands. Refer to Figure 

4.1. 

 

 

JOB 
RETENTION 
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FIGURE 4.1 

MODEL FOR JOB RETENTION FOR MEDICAL REPRESENTATIVES IN THE 

INDONESIAN PHARMACEUTICAL INDUSTRY 

 

 

 

 

This model for medical representatives, as derived 

from the application of factor analysis, visually presents 

how important planned goals and objectives and job 
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requirements for any job task. Clear targets and job 

requirements have to be set and communicated to them. This 

will guide in their work aspirations leading to their 

expected performance. In fact, this is the most important 

job retention variable in this study.  

 

Secondly in compensation, it is income satisfaction. 

When one is happy with his remuneration, he is motivated to 

function well and stay with the company for a period of 

time. For others, compensation is not the primordial 

consideration. They need a feeling of job satisfaction that 

comes from a sense of accomplishment. This feeling of self-

fulfillment makes them stay long with the company.  

 

For relationships, it is effective supervisors that 

encourage them to stay. These supervisors motivate them, 

inspire them, and affirm their accomplishments. Effective 

supervisors are truly valuable to employee job retention. 

 

 

 

Furthermore for managerial/leadership, it is job 

opportunities. As mentioned earlier, an employee aims to 

improve his work status. Thus the presence of job 
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opportunities in terms of career growth and promotions are 

important to job retention. Otherwise, they become stale 

and demoralized, choosing not to stay employed in the 

company. Lastly for family environment, work demands and 

work-related duties are significant to job retention. As 

long as work obligations are reasonable and manageable, 

employees will choose to work for the company. Otherwise, 

they will resign. 
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CHAPTER V 

CONCLUSIONS AND RECOMMENDATIONS 

 

 This section of the research enumerates the 

conclusions and recommendations arrived at by the 

researcher. 

 

CONCLUSIONS 

While medical representatives are hired to sell 

pharmaceutical products in an environment of stiff 

competition, the need for job retention is a very relevant 

issue. Fast employee turnover is harmful to any company. It 

distracts continuity of people productivity. Hence, there 

is the need to continuously address this concern of trying 

to keep good people in the company.  

 

In the light therefore of this consideration on the 

importance of job retention, the following conclusions are 

presented. These conclusions were derived from the research 

conducted on 282 medical representatives on specified 

variables like job task, compensation, job satisfaction, 

and relationships with co-workers and supervisors, 
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managerial or leadership and family environment. A survey 

was floated to these respondent medical reps. Based on the 

assessment of the respondents on these specified variables, 

the followings conclusions are given. 

1. With respect to job retention variables, job tasks 

are specific and clear. Roles are defined and the 

respondents know what their responsibilities. 

Similarly, the planned goals and objectives for 

their jobs are clear. The respondents are not 

emotionally drained in their work and are not 

physically strained when it comes to dealing with 

the demands of their job. 

 

   The medical representatives believe that their 

job requires them to do different things using a 

number of different skills and talents and involves 

them in doing the whole piece of work from start to 

finish. They know that the results of their work 

significantly affect the lives or well-being of 

other people while they find their job very 

meaningful. 
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In terms of autonomy, they believe that their 

job allows them to do the kind of tasks that they 

feel are important and allows them almost complete 

autonomy to decide on their own about how to go 

with their work. With feedback, they are happy that 

their managers discuss with them work-related 

problems and provide them with regular feedback. 

 

2. With regard to what extent job task, compensation, 

job satisfaction, relationship, managerial and 

leadership, and family environment significantly 

affect job retention, feeling physical strained due 

to the demands of work yielded the greatest impact 

on job retention, followed by the role clarity 

variables. Furthermore, having a high pay in 

comparison to others and the amount of incentives 

given to increase sales are significant to their 

staying on their job. 

 

   With respect to job satisfaction, satisfied 

med reps stay longer in their work. As a result, 

job retention increases. When it comes to 

relationships with their co-workers and 
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supervisors, the respondents enjoy working with 

intelligent co-workers. They state that   good work 

atmosphere contributes to the job retention of the 

medical representatives. Having supervisors who 

support their ideas about doing their job tasks and 

trying hard to get the problems of their employees 

across to management positively affect the job 

retention of medical representatives. 

  

Lastly, opportunities for advancement and 

training affect the job retention of the medical 

representatives while the demands of family or 

spouse do not interfere with work-related 

activities and family-related stress.  

 

3. With respect to the significant variables that are 

critical to job retention, the significant factors 

for job task are planned goals and objectives and 

job requirements. For compensation, it is income 

satisfaction whereas for job satisfaction, it is a 

sense of accomplishment. For relationship, it is 

effective supervisors while for managerial and 
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leadership, it is job opportunities and for family 

environment, it is work demands. 

 

 

 

 

 

 

 

RECOMMENDATIONS 

 The following recommendations are presented. 

1. Among the specified job retention variables, job 

task, job satisfaction, and relationships are very 

important to job retention. Thus, it is highly 

suggested that a program be individually devised to 

address these three important concerns. 

1.1 The Job Task Program should include training 

on strategic planning, vision-mission and 

goals-objectives setting. This will provide 

clarity, focus, and direction in company and 

functional business decisions. 

1.2 The Job Satisfaction Program should include 

training on people support and development 

when it comes to performing one’s job tasks. 
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1.3 The Relationship Program should emphasize the 

need to maintain good interpersonal 

relationship, including activities that can 

enhance respect, camaraderie, and support 

among the employees in the company.  

 

2. Since family environment directly and indirectly 

affect productivity in performance, management can 

create a task force that will assist medical 

representatives having difficulties with their work 

and family. For work-related problems, relevant 

training can be provided. For family-related 

problems, counseling can be administered to those 

who need it. 

3. For the mentioned critical factors as illustrated 

on the resulting model, it is highly recommended 

that pharmaceutical companies concentrate on these 

issues. They can come up with other innovative 

programs and strategies that will address this 

sensitive and problematic issue of job retention. 

4. That future researchers be conducted on employees 

of other fields aside from medical representatives. 
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APPENDIX A 

SURVEY QUESTIONNAIRE 

 

 
Please answer each of the following by checking: 

 

1. Respondent’s Profile   

1.1. Gender ___ Male 

  ___ Female 

1.2. Age ___ 20 – 25 

  ___ 26 – 31 

  ___ 32 – 37 

  ___ 38 - 43 

  ___ 43 - above 

1.3. Civil Status ___ Single, Never married 

  ___ Married 

  ___ Divorced/Widowed 

1.4. Number of Children ___ None 

  ___ 1 – 2 

  ___ 3 - more 

1.5. Highest Educational  ___ High School 

 Level ___ Some College or 

technical training 

beyond high school (1-3 

years) 

  ___ Bachelor 

  ___ Masteral 

1.6. Length of Service in  ___ Less than 1 year 

 The Company ___ 1 – 2 years 

  ___ More than 2 year 

1.7. Monthly Income (Rupiah) ___ Below Rp 1000.000 

  ___ Rp 1000.000-2000.000 

  ___ More than Rp 2000.000 
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Please circle the number that best describes how you feel. 

1  Strongly Disagree  

2  Disagree  

3  Agree 

4  Strongly Agree 

 

2 Job Retention Variables     

2.1. Job Task 4 3 2 1 

 Role Clarity     

 a The planned goals and objectives 

for my job is clear. 

    

 b. I know what my responsibilities 

are. 

    

 c. I know exactly what is expected 

of me. 

    

 d. Explanation is clear of what has 

to be done. 

    

 Work Exhaustion     

 a. I feel emotionally drained from 

my work. 

    

 b. I feel burned out from work.     

 c. It is physically straining for 

me to get through a work day due 

to the demands of my job. 

    

 Task Identity     

 a. My job involves doing the whole 

piece of work from start to 

finish 

    

 b.   My job requires me to do 

different things using a number 

of different skills and talents 

    

 Task Significance     

 a. Most people in this job find the 

work very meaningful. 

    

 b. The results of my work 

significantly affect the lives 

or well-being of other people. 

    

 Autonomy     

 a. The job give me almost complete 

autonomy to decide on my own 

about how to go with my work 
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 b. The job allows me to do the kind 

of tasks that I feel are 

important 

    

 Feedback     

 a. The managers and co worker 

provide me with almost constant 

“feedback” about how well I am 

doing  

    

 b. The managers discuss with me in 

regard of work related problems. 

    

2.2 Compensation     

 a. My pay is high in comparison 

with what others get for similar 

work in other company. 

    

 b. My pay doesn’t give me much 

incentive to increase my sales. 

    

 c. My selling ability largely 

determines my earnings in this 

company. 

    

 d. My income provides for luxuries.     

 e I feel satisfied with my chances 

for salary increases. 

    

2.3  Job Satisfaction     

 a. Generally speaking, I am very 

satisfied with the job  

    

 b. I am generally satisfied with 

the kind of work I do in this 

job 

    

 c. Most people on this job are very 

satisfied with the job. 

    

 d. My work is challenging.     

 e. My work is often dull and 

monotonous. 

    

 f. My work gives me a sense of 

accomplishment. 

    

 g. My job is exciting.     

2.4 Relationship     

 With Co-worker     

 a. The people I work with get a 

long well together 

    

 b. My co-worker are selfish     

 c. My co-worker are intelligent 
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 d. My co-worker are responsible     

 With Supervisor     

 a. My supervisor is tactful     

 b. My supervisor really tries to 

get our idea about things 

    

 c. My supervisor doesn’t seem to 

try too hard to get our problem 

across to management. 

    

 d. My supervisor sees that we have 

the things we need to do our 

job. 

    

2.5 Managerial/Leadership     

 a. This organization provide me 

with a fair opportunity for 

advancement or promotion. 

    

 b.   I can see opportunity for 

advancement in this 

organization. 

    

 c. The company’s sales training is 

not carried out in well-planned 

program. 

    

 d. The company is highly aggressive 

in its sales promotion effort. 

    

 e. Sometimes when I learned 

management’s plan I wonder if 

they know the territory 

situation at all. 

    

       

2.6 Family Environment     

 Family conflict affecting work     

 a.  The demand of my family or 

spouse interfere with work-

related activities. 

    

 b. I have to put off doing things 

at work because of demands of my 

family or spouse. 

    

 c. Things I want to do at work 

don’t get done because of the 

demands of my family or spouse. 

    

 d. My home life interferes with my 

responsibilities at work such as 

getting to work on time, 

accomplishing daily tasks, and 

working overtime. 
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 e. Family-related stress interferes 

with my ability to perform job-

related duties. 

    

 Work conflict affecting family life     

 a. The demand of my work interfere 

with my home and family life. 

    

 b. The amount of time my job takes 

up makes it difficult to fulfill 

family responsibilities. 

    

 c. Things I want to do at home do 

not get done because of the 

demands my job puts on me. 

    

 d. My job produces strain that 

makes it difficult to fulfill 

family duties. 

    

 e. Due to work-related duties, I 

have to make changes to my plans 

for family activities. 

    

 

Job Importance 

 

Please rank the following aspects of your job 

1 most important 

2 important 

3 less important 

4 least important 

 

___ Supervision 

___ Benefits package 

___ Participation in decision making 

___ Relationships with co-workers 

___ Take home pay 

___ Reasonable scheduling 

___ Promotion Opportunities 

___ Time off 

 

3. Job Retention     

    Are you going to resign 

within the year 

 Yes(0)  No(1) 
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Appendix B:  Normality 
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Normality: Skewness 
 

 

 

 

 

 

 

 
DESCRIPTIVE STATISTICS ON RE 
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Appendix C: Reliability 
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Reliability 
 
 
 ****** Method 2 (covariance matrix) will be used for this analysis 

****** 

 

 

  R E L I A B I L I T Y   A N A L Y S I S   -   S C A L E   (A L P H A) 

 

 

        N of Cases =       282.0 

 

 

 

                       Analysis of Variance 

 

Source of Variation     Sum of Sq.       DF       Mean Square   Chi-

square Prob. 

 

Between People            288.8290       281         1.0279 

Within People           10401.9661     16356          .6360 

  Between Measures       5712.1816        58        98.4859   8981.8061  

.0000 

  Residual               4689.7845     16298          .2878 

Total                   10690.7951     16637          .6426 

     Grand Mean        2.5201 

 

Coefficient of Concordance W =     .5343 

 

 

Hotelling's T-Squared =  77578.5912        F =   1066.2415       Prob. 

=   .0000 

  Degrees of Freedom:              Numerator =     58      Denominator 

=     224 

 

 

 

Reliability Coefficients    59 items 

 

Alpha =   .7200           Standardized item alpha =   .7132 
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Appendix D: Frequencies 
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Frequencies: Gender 

Statistics

GENDER

282

0

.4504

.4984

.201

.145

-1.974

.289

Valid

Missing

N

Mean

Std. Deviation

Skewness

Std. Error of Skewness

Kurtosis

Std. Error of Kurtosis
 

GENDER

155 55.0 55.0 55.0

127 45.0 45.0 100.0

282 100.0 100.0

.00

1.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent

 

Frequencies: Age 

Statistics

RESPONDE

282

0

.6596

.6939

.572

.145

-.795

.289

Valid

Missing

N

Mean

Std. Deviation

Skewness

Std. Error of Skewness

Kurtosis

Std. Error of Kurtosis
 

RESPONDE

132 46.8 46.8 46.8

114 40.4 40.4 87.2

36 12.8 12.8 100.0

282 100.0 100.0

.00

1.00

2.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent

 

 
 
Frequencies: Level of Education 
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Statistics

EDUCATIO

282

0

1.2837

.7762

-.541

.145

-1.145

.289

Valid

Missing

N

Mean

Std. Deviation

Skewness

Std. Error of Skewness

Kurtosis

Std. Error of Kurtosis
 

EDUCATIO

56 19.9 19.9 19.9

90 31.9 31.9 51.8

136 48.2 48.2 100.0

282 100.0 100.0

.00

1.00

2.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent

 

Frequencies: Civil Status 
 

Statistics

CIVIL

282

0

.5284

.5210

.114

.145

-1.466

.289

Valid

Missing

N

Mean

Std. Deviation

Skewness

Std. Error of Skewness

Kurtosis

Std. Error of Kurtosis
 

CIVIL

136 48.2 48.2 48.2

143 50.7 50.7 98.9

3 1.1 1.1 100.0

282 100.0 100.0

.00

1.00

2.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent

 

 
Frequencies: Number of Children 
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Statistics

NUMBER

282

0

.5319

.6090

.687

.145

-.482

.289

Valid

Missing

N

Mean

Std. Deviation

Skewness

Std. Error of Skewness

Kurtosis

Std. Error of Kurtosis
 

NUMBER

149 52.8 52.8 52.8

116 41.1 41.1 94.0

17 6.0 6.0 100.0

282 100.0 100.0

.00

1.00

2.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent

 

Frequencies: Length of Service 

Statistics

LENGTH

282

0

1.2021

.7992

-.380

.145

-1.336

.289

Valid

Missing

N

Mean

Std. Deviation

Skewness

Std. Error of Skewness

Kurtosis

Std. Error of Kurtosis
 

LENGTH

67 23.8 23.8 23.8

91 32.3 32.3 56.0

124 44.0 44.0 100.0

282 100.0 100.0

.00

1.00

2.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent

 

 
Frequencies: Income 
 



 182 

Statistics

INCOME

282

0

1.5887

.5072

-.527

.145

-1.329

.289

Valid

Missing

N

Mean

Std. Deviation

Skewness

Std. Error of Skewness

Kurtosis

Std. Error of Kurtosis
 

INCOME

2 .7 .7 .7

112 39.7 39.7 40.4

168 59.6 59.6 100.0

282 100.0 100.0

.00

1.00

2.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent
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Appendix E: Descriptives 
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Descriptives: Role Clarity 

Descriptive Statistics

282 2.00 4.00 3.2589 .4776

282 2.00 4.00 3.3972 .5045

282 1.00 4.00 3.1170 .4349

282 2.00 4.00 3.1560 .4266

282

ROLE1

ROLE2

ROLE3

ROLE4

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
Descriptives: Work Energy 

Descriptive Statistics

282 1.00 4.00 2.9078 .6072

282 1.00 4.00 2.5426 .5268

282 2.00 4.00 2.8227 .5695

282

WORK1

WORK2

WORK3

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
Descriptives: Task Identity 

Descriptive Statistics

282 2.00 4.00 3.0142 .5267

282 2.00 4.00 3.0993 .5105

282

TSKIDEN1

TSKIDEN2

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Task Significance 

Descriptive Statistics

282 1.00 4.00 2.5603 .6410

282 1.00 4.00 2.8333 .7479

282

TSKSAT1

TSKSAT2

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation
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Descriptives: Autonomy 
 

Descriptive Statistics

282 2.00 4.00 2.8652 .5162

282 1.00 4.00 2.9397 .4845

282

AUTO1

AUTO2

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Feedback 
 

Descriptive Statistics

282 2.00 4.00 2.9965 .4343

282 2.00 4.00 3.0390 .4643

282

FDBACK1

FDBACK2

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Compensation 
 

Descriptive Statistics

282 1.00 4.00 2.1986 .5811

282 1.00 4.00 2.2411 .5519

282 2.00 4.00 3.2199 .6380

282 1.00 4.00 2.4113 .6757

282 1.00 4.00 2.6667 .6714

282

COMP1

COMP2

COMP3

COMP4

COMP5

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Job Satisfaction 
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Descriptive Statistics

282 1.00 3.00 2.2730 .5268

282 1.00 3.00 2.7979 .4972

282 1.00 3.00 2.3369 .5166

282 1.00 4.00 3.1418 .5143

282 1.00 4.00 2.3333 .5489

282 2.00 4.00 2.9149 .4216

282 1.00 4.00 2.6702 .4931

282

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Relationship with Co-workers 
 

Descriptive Statistics

282 1.00 4.00 2.6667 .6161

282 1.00 4.00 2.3369 .5935

282 2.00 4.00 2.4965 .5352

282 1.00 4.00 2.8617 .5187

282

RELWORK1

RELWORK2

RELWORK3

RELWORK4

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Relationship with Superiors 
 

Descriptive Statistics

282 2.00 4.00 2.9574 .4197

282 2.00 4.00 3.0248 .3620

282 1.00 4.00 2.2908 .5274

282 1.00 4.00 2.9645 .4118

282

RELSUP1

RELSUP2

RELSUP3

RELSUP4

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Managerial/Leadership 



 187 

 

Descriptive Statistics

282 2.00 4.00 2.9858 .3264

282 1.00 4.00 2.9823 .3998

282 1.00 4.00 2.3369 .6285

282 2.00 4.00 3.0674 .5523

282 1.00 4.00 2.5638 .5886

282

MGNLEAD1

MGNLEAD2

MGNLEAD3

MGNLEAD4

MGNLEAD5

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 

Descriptives: Family Conflict Affecting Work 
 

Descriptive Statistics

282 1.00 4.00 2.6241 .6753

282 1.00 3.00 2.2340 .5081

282 1.00 4.00 2.2340 .5420

282 1.00 4.00 2.6312 .7631

282 1.00 4.00 2.6099 .5694

282

FAMWORK1

FAMWORK2

FAMWORK3

FAMWORK4

FAMWORK5

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Work Conflict Affecting Family Life 
 

Descriptive Statistics

282 1.00 4.00 2.4787 .6324

282 1.00 4.00 2.5177 .6600

282 1.00 4.00 2.5709 .6725

282 2.00 4.00 2.6702 .5915

282 1.00 4.00 2.6135 .5932

282

WORKFAM1

WORKFAM2

WORKFAM3

WORKFAM4

WORKFAM5

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
Descriptives: Job Importance 



 188 

 

Descriptive Statistics

282 1.00 3.00 1.5816 .5984

282 .00 2.00 1.1383 .3658

282 1.00 3.00 1.6312 .5049

282 1.00 3.00 1.3759 .5274

282 .00 2.00 1.1135 .3394

282 .00 2.00 1.5000 .5149

282 .00 3.00 1.2411 .5255

282 1.00 4.00 1.8936 .7797

282

JOBIMP1

JOBIMP2

JOBIMP3

JOBIMP4

JOBIMP5

JOBIMP6

JOBIMP7

JOBIMP8

Valid N (listwise)

N Minimum Maximum Mean Std. Deviation

 
 
 
 
Frequencies: Job Retention 

Statistics

JEBRENTN

282

0

Valid

Missing

N

 

JEBRENTN

75 26.6 26.6 26.6

207 73.4 73.4 100.0

282 100.0 100.0

.00

1.00

Total

Valid

Frequency Percent Valid Percent

Cumulative

Percent
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Appendix F: Regression Analysis 
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Regression: Job Task 

Variables Entered/Removedb

FDBACK2,

ROLE1,

TSKIDEN

2, ROLE3,

AUTO2,

TSKIDEN

1,

FDBACK1,

TSKSAT2,

WORK3,

WORK1,

ROLE4,

AUTO1,

TSKSAT1,

WORK2,

ROLE2
a

. Enter

Model

1

Variables

Entered

Variables

Removed Method

All requested variables entered.a. 

Dependent Variable: JEBRENTNb. 

 

Model Summaryb

.482a .232 .189 .3987 2.224

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Durbin-W

atson

Predictors: (Constant), FDBACK2, ROLE1, TSKIDEN2, ROLE3,

AUTO2, TSKIDEN1, FDBACK1, TSKSAT2, WORK3, WORK1,

ROLE4, AUTO1, TSKSAT1, WORK2, ROLE2

a. 

Dependent Variable: JEBRENTNb. 

 

ANOVAb

12.771 15 .851 5.356 .000a

42.282 266 .159

55.053 281

Regression

Residual

Total

Model

1

Sum of

Squares df Mean Square F Sig.

Predictors: (Constant), FDBACK2, ROLE1, TSKIDEN2, ROLE3, AUTO2, TSKIDEN1,

FDBACK1, TSKSAT2, WORK3, WORK1, ROLE4, AUTO1, TSKSAT1, WORK2,

ROLE2

a. 

Dependent Variable: JEBRENTNb. 
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Coefficientsa

1.555 .476 3.267 .001

.129 .073 .140 1.783 .076

9.618E-02 .080 .110 1.209 .228

.124 .069 .121 1.797 .073

-.413 .074 -.398 -5.598 .000

-2.69E-02 .055 -.037 -.489 .625

-.210 .074 -.250 -2.856 .005

.205 .053 .264 3.858 .000

-.163 .055 -.194 -2.981 .003

8.372E-02 .057 .097 1.463 .145

1.335E-02 .049 .019 .273 .785

3.727E-02 .044 .063 .845 .399

-.153 .060 -.178 -2.534 .012

-5.14E-02 .063 -.056 -.821 .412

5.407E-02 .066 .053 .817 .414

-3.32E-02 .058 -.035 -.575 .566

(Constant)

ROLE1

ROLE2

ROLE3

ROLE4

WORK1

WORK2

WORK3

TSKIDEN

1

TSKIDEN

2

TSKSAT1

TSKSAT2

AUTO1

AUTO2

FDBACK1

FDBACK2

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 

Residuals Statisticsa

8.080E-02 1.4154 .7340 .2132 282

-.8698 .5349 3.169E-16 .3879 282

-3.064 3.196 .000 1.000 282

-2.182 1.342 .000 .973 282

Predicted Value

Residual

Std. Predicted Value

Std. Residual

Minimum Maximum Mean Std. Deviation N

Dependent Variable: JEBRENTNa. 
 

 

Charts 
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: JEBRENTN

Observed Cum Prob
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Regression: Compensation 

Variables Entered/Removedb

COMP5,

COMP3,

COMP2,

COMP1,

COMP4
a

. Enter

Model

1

Variables

Entered

Variables

Removed Method

All requested variables entered.a. 

Dependent Variable: JEBRENTNb. 
 

Model Summaryb

.181a .033 .015 .4393 2.060

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Durbin-W

atson

Predictors: (Constant), COMP5, COMP3, COMP2, COMP1, COMP4a. 

Dependent Variable: JEBRENTNb. 
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ANOVAb

1.795 5 .359 1.861 .101a

53.258 276 .193

55.053 281

Regression

Residual

Total

Model

1

Sum of

Squares df Mean Square F Sig.

Predictors: (Constant), COMP5, COMP3, COMP2, COMP1, COMP4a. 

Dependent Variable: JEBRENTNb. 

 

Coefficientsa

.910 .262 3.471 .001

8.756E-02 .048 .115 1.808 .072

2.026E-02 .049 .025 .412 .681

-4.53E-02 .042 -.065 -1.068 .287

-5.77E-02 .042 -.088 -1.376 .170

-4.84E-02 .042 -.073 -1.161 .247

(Constant)

COMP1

COMP2

COMP3

COMP4

COMP5

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 

Residuals Statisticsa

.5590 .9982 .7340 7.993E-02 282

-.8433 .4410 7.716E-17 .4353 282

-2.190 3.305 .000 1.000 282

-1.920 1.004 .000 .991 282

Predicted Value

Residual

Std. Predicted Value

Std. Residual

Minimum Maximum Mean Std. Deviation N

Dependent Variable: JEBRENTNa. 
 

 
 
Charts 
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: JEBRENTN
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Regression: Job Satisfaction 

Variables Entered/Removedb

JOBSAT7,

JOBSAT4,

JOBSAT2,

JOBSAT3,

JOBSAT6,

JOBSAT1,

JOBSAT5
a

. Enter

Model

1

Variables

Entered

Variables

Removed Method

All requested variables entered.a. 

Dependent Variable: JEBRENTNb. 

Model Summaryb

.372a .138 .116 .4161 1.954

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Durbin-W

atson

Predictors: (Constant), JOBSAT7, JOBSAT4, JOBSAT2, JOBSAT3,

JOBSAT6, JOBSAT1, JOBSAT5

a. 

Dependent Variable: JEBRENTNb. 
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ANOVAb

7.608 7 1.087 6.277 .000a

47.445 274 .173

55.053 281

Regression

Residual

Total

Model

1

Sum of

Squares df Mean Square F Sig.

Predictors: (Constant), JOBSAT7, JOBSAT4, JOBSAT2, JOBSAT3, JOBSAT6,

JOBSAT1, JOBSAT5

a. 

Dependent Variable: JEBRENTNb. 

 

Coefficientsa

.652 .361 1.808 .072

8.588E-02 .054 .102 1.583 .115

-9.39E-02 .056 -.105 -1.690 .092

.214 .054 .249 3.969 .000

-.141 .053 -.164 -2.685 .008

-.134 .059 -.166 -2.267 .024

.183 .071 .174 2.584 .010

-4.76E-02 .060 -.053 -.787 .432

(Constant)

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 

Residuals Statisticsa

.3538 1.3543 .7340 .1645 282

-1.1824 .5848 -7.36E-17 .4109 282

-2.311 3.770 .000 1.000 282

-2.841 1.405 .000 .987 282

Predicted Value

Residual

Std. Predicted Value

Std. Residual

Minimum Maximum Mean Std. Deviation N

Dependent Variable: JEBRENTNa. 

 
 
 
 
Charts 
 
 
 
 

Coefficientsa

.652 .361 1.808 .072

8.588E-02 .054 .102 1.583 .115

-9.39E-02 .056 -.105 -1.690 .092

.214 .054 .249 3.969 .000

-.141 .053 -.164 -2.685 .008

-.134 .059 -.166 -2.267 .024

.183 .071 .174 2.584 .010

-4.76E-02 .060 -.053 -.787 .432

(Constant)

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: JEBRENTN
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Regression: Relationship 
 

Variables Entered/Removedb

RELSUP4,

RELWORK

1,

RELWORK

4,

RELSUP2,

RELSUP3,

RELWORK

3,

RELWORK

2,

RELSUP1
a

. Enter

Model

1

Variables

Entered

Variables

Removed Method

All requested variables entered.a. 

Dependent Variable: JEBRENTNb. 
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Model Summaryb

.260a .068 .040 .4336 2.060

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Durbin-W

atson

Predictors: (Constant), RELSUP4, RELWORK1, RELWORK4,

RELSUP2, RELSUP3, RELWORK3, RELWORK2, RELSUP1

a. 

Dependent Variable: JEBRENTNb. 
 

ANOVAb

3.717 8 .465 2.471 .013a

51.337 273 .188

55.053 281

Regression

Residual

Total

Model

1

Sum of

Squares df Mean Square F Sig.

Predictors: (Constant), RELSUP4, RELWORK1, RELWORK4, RELSUP2,

RELSUP3, RELWORK3, RELWORK2, RELSUP1

a. 

Dependent Variable: JEBRENTNb. 

 

Coefficientsa

.475 .401 1.184 .237

-8.98E-02 .054 -.125 -1.663 .098

-9.44E-02 .059 -.127 -1.606 .109

.130 .063 .158 2.074 .039

-4.81E-02 .063 -.056 -.767 .444

-.152 .131 -.144 -1.158 .248

.236 .126 .193 1.870 .063

9.188E-02 .066 .109 1.395 .164

1.865E-02 .093 .017 .200 .842

(Constant)

RELWORK1

RELWORK2

RELWORK3

RELWORK4

RELSUP1

RELSUP2

RELSUP3

RELSUP4

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 

Residuals Statisticsa

.5180 1.1820 .7340 .1150 282

-.9863 .4820 -1.29E-16 .4274 282

-1.878 3.895 .000 1.000 282

-2.274 1.111 .000 .986 282

Predicted Value

Residual

Std. Predicted Value

Std. Residual

Minimum Maximum Mean Std. Deviation N

Dependent Variable: JEBRENTNa. 
 

Coefficientsa

.652 .361 1.808 .072

8.588E-02 .054 .102 1.583 .115

-9.39E-02 .056 -.105 -1.690 .092

.214 .054 .249 3.969 .000

-.141 .053 -.164 -2.685 .008

-.134 .059 -.166 -2.267 .024

.183 .071 .174 2.584 .010

-4.76E-02 .060 -.053 -.787 .432

(Constant)

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: JEBRENTN
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Regression: Managerial/Leadership 

Variables Entered/Removedb

MGNLEAD

5,

MGNLEAD

1,

MGNLEAD

3,

MGNLEAD

2,

MGNLEAD

4
a

. Enter

Model

1

Variables

Entered

Variables

Removed Method

All requested variables entered.a. 

Dependent Variable: JEBRENTNb. 

 

Model Summaryb

.250a .062 .045 .4325 1.984

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Durbin-W

atson

Predictors: (Constant), MGNLEAD5, MGNLEAD1, MGNLEAD3,

MGNLEAD2, MGNLEAD4

a. 

Dependent Variable: JEBRENTNb. 
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ANOVAb

3.432 5 .686 3.670 .003a

51.621 276 .187

55.053 281

Regression

Residual

Total

Model

1

Sum of

Squares df Mean Square F Sig.

Predictors: (Constant), MGNLEAD5, MGNLEAD1, MGNLEAD3, MGNLEAD2,

MGNLEAD4

a. 

Dependent Variable: JEBRENTNb. 

 

Coefficientsa

.854 .318 2.689 .008

-.260 .093 -.192 -2.792 .006

.217 .078 .196 2.777 .006

4.961E-02 .044 .070 1.123 .262

-5.35E-03 .058 -.007 -.092 .927

-3.61E-02 .048 -.048 -.756 .450

(Constant)

MGNLEAD1

MGNLEAD2

MGNLEAD3

MGNLEAD4

MGNLEAD5

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
 

Residuals Statisticsa

.3167 1.0858 .7340 .1105 282

-1.0476 .6833 -1.71E-16 .4286 282

-3.776 3.183 .000 1.000 282

-2.422 1.580 .000 .991 282

Predicted Value

Residual

Std. Predicted Value

Std. Residual

Minimum Maximum Mean Std. Deviation N

Dependent Variable: JEBRENTNa. 

 
 
 
 
 
Charts 

Coefficientsa

.652 .361 1.808 .072

8.588E-02 .054 .102 1.583 .115

-9.39E-02 .056 -.105 -1.690 .092

.214 .054 .249 3.969 .000

-.141 .053 -.164 -2.685 .008

-.134 .059 -.166 -2.267 .024

.183 .071 .174 2.584 .010

-4.76E-02 .060 -.053 -.787 .432

(Constant)

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: JEBRENTN

Observed Cum Prob

1.00.75.50.250.00

E
x
p

e
c

te
d

 C
u

m
 P

ro
b

1.00

.75

.50

.25

0.00

 
 
Regression: Family Environment 

Variables Entered/Removedb

WORKFAM

5,

FAMWORK

4,

FAMWORK

5,

WORKFAM

4,

WORKFAM

1,

FAMWORK

2,

WORKFAM

2,

FAMWORK

1,

FAMWORK

3,

WORKFAM

3
a

. Enter

Model

1

Variables

Entered

Variables

Removed Method

All requested variables entered.a. 

Dependent Variable: JEBRENTNb. 
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Model Summaryb

.405a .164 .133 .4122 2.050

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Durbin-W

atson

Predictors: (Constant), WORKFAM5, FAMWORK4, FAMWORK5,

WORKFAM4, WORKFAM1, FAMWORK2, WORKFAM2, FAMWORK1,

FAMWORK3, WORKFAM3

a. 

Dependent Variable: JEBRENTNb. 

 
ANOVAb

9.018 10 .902 5.309 .000a

46.035 271 .170

55.053 281

Regression

Residual

Total

Model

1

Sum of

Squares df Mean Square F Sig.

Predictors: (Constant), WORKFAM5, FAMWORK4, FAMWORK5, WORKFAM4,

WORKFAM1, FAMWORK2, WORKFAM2, FAMWORK1, FAMWORK3, WORKFAM3

a. 

Dependent Variable: JEBRENTNb. 

 
Coefficientsa

.594 .228 2.605 .010

.232 .059 .354 3.920 .000

-6.47E-03 .078 -.007 -.083 .934

-8.86E-02 .077 -.109 -1.146 .253

-2.62E-02 .039 -.045 -.667 .506

1.560E-02 .051 .020 .308 .758

-.143 .055 -.205 -2.600 .010

-.313 .060 -.467 -5.253 .000

.202 .064 .307 3.167 .002

7.567E-02 .053 .101 1.439 .151

7.406E-02 .055 .099 1.335 .183

(Constant)

FAMWORK1

FAMWORK2

FAMWORK3

FAMWORK4

FAMWORK5

WORKFAM1

WORKFAM2

WORKFAM3

WORKFAM4

WORKFAM5

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
Residuals Statisticsa

.2944 1.2275 .7340 .1791 282

-1.1005 .5708 5.039E-17 .4048 282

-2.454 2.754 .000 1.000 282

-2.670 1.385 .000 .982 282

Predicted Value

Residual

Std. Predicted Value

Std. Residual

Minimum Maximum Mean Std. Deviation N

Dependent Variable: JEBRENTNa. 
 

Coefficientsa

.652 .361 1.808 .072

8.588E-02 .054 .102 1.583 .115

-9.39E-02 .056 -.105 -1.690 .092

.214 .054 .249 3.969 .000

-.141 .053 -.164 -2.685 .008

-.134 .059 -.166 -2.267 .024

.183 .071 .174 2.584 .010

-4.76E-02 .060 -.053 -.787 .432

(Constant)

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 
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Charts 
 

Normal P-P Plot of Regression Standardized Residual
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Regression: Job Importance 
 

Variables Entered/Removedb

JOBIMP8,

JOBIMP6,

JOBIMP2,

JOBIMP7,

JOBIMP4,

JOBIMP3,

JOBIMP1,

JOBIMP5
a

. Enter

Model

1

Variables

Entered

Variables

Removed Method

All requested variables entered.a. 

Dependent Variable: JEBRENTNb. 
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Model Summaryb

.299a .089 .062 .4286 2.047

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Durbin-W

atson

Predictors: (Constant), JOBIMP8, JOBIMP6, JOBIMP2, JOBIMP7,

JOBIMP4, JOBIMP3, JOBIMP1, JOBIMP5

a. 

Dependent Variable: JEBRENTNb. 
 

ANOVAb

4.908 8 .613 3.340 .001a

50.146 273 .184

55.053 281

Regression

Residual

Total

Model

1

Sum of

Squares df Mean Square F Sig.

Predictors: (Constant), JOBIMP8, JOBIMP6, JOBIMP2, JOBIMP7, JOBIMP4,

JOBIMP3, JOBIMP1, JOBIMP5

a. 

Dependent Variable: JEBRENTNb. 

 
Coefficientsa

.306 .156 1.960 .051

.115 .052 .155 2.196 .029

3.368E-02 .071 .028 .471 .638

-7.61E-03 .055 -.009 -.139 .890

4.030E-03 .055 .005 .073 .942

.375 .096 .287 3.898 .000

2.485E-02 .056 .029 .446 .656

-.118 .060 -.141 -1.974 .049

-4.87E-02 .036 -.086 -1.338 .182

(Constant)

JOBIMP1

JOBIMP2

JOBIMP3

JOBIMP4

JOBIMP5

JOBIMP6

JOBIMP7

JOBIMP8

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 

 
Residuals Statisticsa

.4032 1.1449 .7340 .1322 282

-.9621 .4588 -5.12E-17 .4224 282

-2.503 3.109 .000 1.000 282

-2.245 1.071 .000 .986 282

Predicted Value

Residual

Std. Predicted Value

Std. Residual

Minimum Maximum Mean Std. Deviation N

Dependent Variable: JEBRENTNa. 
 

 
 
Charts 

Coefficientsa

.652 .361 1.808 .072

8.588E-02 .054 .102 1.583 .115

-9.39E-02 .056 -.105 -1.690 .092

.214 .054 .249 3.969 .000

-.141 .053 -.164 -2.685 .008

-.134 .059 -.166 -2.267 .024

.183 .071 .174 2.584 .010

-4.76E-02 .060 -.053 -.787 .432

(Constant)

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardi

zed

Coefficien

ts

t Sig.

Dependent Variable: JEBRENTNa. 
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Normal P-P Plot of Regression Standardized Residual
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Appendix G: Factor Analysis 
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Factor Analysis: Job Task 

Communalities

1.000 .648

1.000 .793

1.000 .743

1.000 .736

1.000 .733

1.000 .737

1.000 .730

1.000 .716

1.000 .675

1.000 .715

1.000 .659

1.000 .810

1.000 .756

1.000 .642

1.000 .731

ROLE1

ROLE2

ROLE3

ROLE4

WORK1

WORK2

WORK3

TSKIDEN

1

TSKIDEN

2

TSKSAT1

TSKSAT2

AUTO1

AUTO2

FDBACK1

FDBACK2

Initial Extraction

Extraction Method: Principal Component Analysis.
 

 

Total Variance Explained

3.802 25.348 25.348 3.802 25.348 25.348 2.757 18.382 18.382

2.262 15.082 40.430 2.262 15.082 40.430 1.707 11.379 29.761

1.390 9.268 49.698 1.390 9.268 49.698 1.677 11.181 40.942

1.258 8.389 58.087 1.258 8.389 58.087 1.652 11.011 51.953

1.065 7.098 65.185 1.065 7.098 65.185 1.621 10.804 62.757

1.047 6.978 72.163 1.047 6.978 72.163 1.411 9.405 72.163

.772 5.150 77.313

.655 4.365 81.677

.643 4.289 85.966

.513 3.417 89.383

.454 3.027 92.410

.347 2.316 94.726

.329 2.191 96.918

.248 1.651 98.568

.215 1.432 100.000

Component

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Scree Plot

Component Number

151413121110987654321

E
ig

e
n

v
a
lu

e

5

4

3

2

1

0

 
 

 

Total Variance Explained

3.802 25.348 25.348 3.802 25.348 25.348 2.757 18.382 18.382

2.262 15.082 40.430 2.262 15.082 40.430 1.707 11.379 29.761

1.390 9.268 49.698 1.390 9.268 49.698 1.677 11.181 40.942

1.258 8.389 58.087 1.258 8.389 58.087 1.652 11.011 51.953

1.065 7.098 65.185 1.065 7.098 65.185 1.621 10.804 62.757

1.047 6.978 72.163 1.047 6.978 72.163 1.411 9.405 72.163

.772 5.150 77.313

.655 4.365 81.677

.643 4.289 85.966

.513 3.417 89.383

.454 3.027 92.410

.347 2.316 94.726

.329 2.191 96.918

.248 1.651 98.568

.215 1.432 100.000

Component

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.

Total Variance Explained

3.802 25.348 25.348 3.802 25.348 25.348 2.757 18.382 18.382

2.262 15.082 40.430 2.262 15.082 40.430 1.707 11.379 29.761

1.390 9.268 49.698 1.390 9.268 49.698 1.677 11.181 40.942

1.258 8.389 58.087 1.258 8.389 58.087 1.652 11.011 51.953

1.065 7.098 65.185 1.065 7.098 65.185 1.621 10.804 62.757

1.047 6.978 72.163 1.047 6.978 72.163 1.411 9.405 72.163

.772 5.150 77.313

.655 4.365 81.677

.643 4.289 85.966

.513 3.417 89.383

.454 3.027 92.410

.347 2.316 94.726

.329 2.191 96.918

.248 1.651 98.568

.215 1.432 100.000

Component

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.

Total Variance Explained

3.802 25.348 25.348 3.802 25.348 25.348 2.757 18.382 18.382

2.262 15.082 40.430 2.262 15.082 40.430 1.707 11.379 29.761

1.390 9.268 49.698 1.390 9.268 49.698 1.677 11.181 40.942

1.258 8.389 58.087 1.258 8.389 58.087 1.652 11.011 51.953

1.065 7.098 65.185 1.065 7.098 65.185 1.621 10.804 62.757

1.047 6.978 72.163 1.047 6.978 72.163 1.411 9.405 72.163

.772 5.150 77.313

.655 4.365 81.677

.643 4.289 85.966

.513 3.417 89.383

.454 3.027 92.410

.347 2.316 94.726

.329 2.191 96.918

.248 1.651 98.568

.215 1.432 100.000

Component

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Component Matrixa

.739 -.199 -6.62E-02 -1.54E-02 .172 -.165

.819 -6.11E-02 -.218 3.402E-02 .239 -.110

.431 .251 -.312 .479 .285 .294

.574 -.220 -.423 5.180E-02 .259 .331

-.243 .702 -3.05E-02 -.153 .377 -.120

-.768 .164 .124 .205 .239 8.290E-02

-.359 .490 -.101 .460 -.105 .358

9.785E-02 .605 -4.49E-02 .429 -.283 -.272

9.646E-02 .633 -.111 -.186 .302 -.356

.653 .155 .171 .288 -.229 -.316

.620 .308 3.220E-02 -8.05E-02 -.413 -3.03E-02

.426 .233 .661 -.120 .247 .249

.454 5.404E-03 .649 .197 -3.23E-03 .299

.231 .541 6.367E-02 -.506 7.196E-03 .190

.142 .339 -.358 -.362 -.404 .415

ROLE1

ROLE2

ROLE3

ROLE4

WORK1

WORK2

WORK3

TSKIDEN

1

TSKIDEN

2

TSKSAT1

TSKSAT2

AUTO1

AUTO2

FDBACK1

FDBACK2

1 2 3 4 5 6

Component

Extraction Method: Principal Component Analysis.

6 components extracted.a. 

Rotated Component Matrixa

.715 -2.45E-02 .155 .313 .105 -5.78E-02

.703 8.236E-02 .111 .505 .153 1.588E-02

-1.41E-02 9.026E-02 9.797E-02 .822 .223 1.237E-02

.406 -.148 -5.65E-03 .702 -.178 .156

-.293 .803 3.267E-03 1.346E-03 7.279E-03 4.586E-02

-.731 .185 -8.33E-02 -.131 -.205 -.319

-.756 6.528E-02 -2.43E-02 .269 .262 .113

-.200 .245 -5.55E-02 7.235E-02 .779 3.403E-02

9.666E-02 .790 -4.89E-02 2.376E-02 .191 5.267E-02

.426 -3.35E-02 .252 9.933E-02 .676 -4.37E-02

.360 5.054E-03 .218 3.987E-02 .514 .464

.132 .193 .866 3.044E-02 -1.74E-02 5.937E-02

8.018E-02 -.215 .815 9.684E-02 .168 -3.24E-02

7.744E-02 .467 .280 -4.56E-02 -2.97E-02 .580

-5.54E-02 1.553E-02 -.113 .102 3.075E-02 .839

ROLE1

ROLE2

ROLE3

ROLE4

WORK1

WORK2

WORK3

TSKIDEN

1

TSKIDEN

2

TSKSAT1

TSKSAT2

AUTO1

AUTO2

FDBACK1

FDBACK2

1 2 3 4 5 6

Component

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 14 iterations.a. 
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Component Transformation Matrix

.744 -.048 .367 .412 .310 .208

-.355 .719 .144 .077 .447 .361

-.091 -.059 .826 -.483 .053 -.264

-.361 -.298 .012 .471 .532 -.525

.075 .529 .165 .417 -.516 -.497

-.419 -.328 .368 .441 -.390 .484

Component

1

2

3

4

5

6

1 2 3 4 5 6

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.
 

 

 
Factor Analysis: Compensation 

 

Communalities

1.000 .621

1.000 .306

1.000 .776

1.000 .579

1.000 .478

COMP1

COMP2

COMP3

COMP4

COMP5

Initial Extraction

Extraction Method: Principal Component Analysis.
 

Total Variance Explained

1.621 32.417 32.417 1.621 32.417 32.417 1.541 30.818 30.818

1.140 22.796 55.213 1.140 22.796 55.213 1.220 24.395 55.213

.912 18.243 73.455

.667 13.342 86.797

.660 13.203 100.000

Component

1

2

3

4

5

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Scree Plot

Component Number

54321

E
ig

e
n

v
a
lu

e

1.8

1.6

1.4

1.2

1.0

.8

.6

 
 

 

 

Component Matrixa

.637 -.464

-.526 -.171

-.194 .859

.690 .321

.651 .231

COMP1

COMP2

COMP3

COMP4

COMP5

1 2

Component

Extraction Method: Principal Component Analysis.

2 components extracted.a. 

 

Total Variance Explained

1.621 32.417 32.417 1.621 32.417 32.417 1.541 30.818 30.818

1.140 22.796 55.213 1.140 22.796 55.213 1.220 24.395 55.213

.912 18.243 73.455

.667 13.342 86.797

.660 13.203 100.000

Component

1

2

3

4

5

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.

Total Variance Explained

1.621 32.417 32.417 1.621 32.417 32.417 1.541 30.818 30.818

1.140 22.796 55.213 1.140 22.796 55.213 1.220 24.395 55.213

.912 18.243 73.455

.667 13.342 86.797

.660 13.203 100.000

Component

1

2

3

4

5

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.

Total Variance Explained

1.621 32.417 32.417 1.621 32.417 32.417 1.541 30.818 30.818

1.140 22.796 55.213 1.140 22.796 55.213 1.220 24.395 55.213

.912 18.243 73.455

.667 13.342 86.797

.660 13.203 100.000

Component

1

2

3

4

5

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Rotated Component Matrixa

.392 -.684

-.550 5.801E-02

.174 .864

.761 1.132E-02

.689 -5.45E-02

COMP1

COMP2

COMP3

COMP4

COMP5

1 2

Component

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 3 iterations.a. 

 

Component Transformation Matrix

.913 -.408

.408 .913

Component

1

2

1 2

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.
 

 

Factor Analysis: Job Satisfaction 
 

Communalities

1.000 .745

1.000 .534

1.000 .794

1.000 .587

1.000 .771

1.000 .654

1.000 .588

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

Initial Extraction

Extraction Method: Principal Component Analysis.
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Total Variance Explained

2.167 30.957 30.957 2.167 30.957 30.957 1.872 26.740 26.740

1.349 19.278 50.236 1.349 19.278 50.236 1.481 21.163 47.904

1.158 16.536 66.771 1.158 16.536 66.771 1.321 18.868 66.771

.899 12.837 79.608

.521 7.438 87.046

.514 7.348 94.394

.392 5.606 100.000

Component

1

2

3

4

5

6

7

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
 

 
 
 
 
 
 
 
 

Scree Plot

Component Number

7654321

E
ig

e
n

v
a
lu

e

2.5

2.0

1.5

1.0

.5

0.0
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Component Matrixa

.563 -.239 .609

.510 -.321 .413

-.222 .568 .649

-.262 .720 1.798E-03

-.765 -8.48E-02 .423

.665 .443 -.121

.667 .379 -6.74E-03

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

1 2 3

Component

Extraction Method: Principal Component Analysis.

3 components extracted.a. 

 

Rotated Component Matrixa

.161 .845 7.273E-02

.132 .712 -9.90E-02

-7.49E-02 9.799E-02 .882

.155 -.457 .595

-.784 -6.43E-02 .390

.801 7.028E-02 8.904E-02

.736 .182 .114

JOBSAT1

JOBSAT2

JOBSAT3

JOBSAT4

JOBSAT5

JOBSAT6

JOBSAT7

1 2 3

Component

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 5 iterations.a. 

 

Component Transformation Matrix

.811 .532 -.242

.511 -.443 .737

-.285 .721 .631

Component

1

2

3

1 2 3

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.
 

 
Factor Analysis: Relationship 
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Communalities

1.000 .743

1.000 .776

1.000 .760

1.000 .725

1.000 .869

1.000 .701

1.000 .643

1.000 .712

RELWORK1

RELWORK2

RELWORK3

RELWORK4

RELSUP1

RELSUP2

RELSUP3

RELSUP4

Initial Extraction

Extraction Method: Principal Component Analysis.
 

 

Total Variance Explained

2.560 32.003 32.003 2.560 32.003 32.003 2.515 31.435 31.435

1.777 22.217 54.220 1.777 22.217 54.220 1.753 21.908 53.343

1.591 19.884 74.104 1.591 19.884 74.104 1.661 20.761 74.104

.719 8.993 83.096

.530 6.627 89.723

.395 4.934 94.657

.296 3.706 98.363

.131 1.637 100.000

Component

1

2

3

4

5

6

7

8

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Scree Plot

Component Number

87654321

E
ig

e
n

v
a
lu

e

3.0

2.5

2.0

1.5

1.0

.5

0.0

 

Component Matrixa

.164 -.218 .818

-9.47E-02 .581 -.656

.255 .611 .567

9.759E-02 .792 .297

.924 -2.13E-02 -.124

.799 -7.86E-02 -.236

-.608 .522 -1.93E-02

.767 .336 -.102

RELWORK1

RELWORK2

RELWORK3

RELWORK4

RELSUP1

RELSUP2

RELSUP3

RELSUP4

1 2 3

Component

Extraction Method: Principal Component Analysis.

3 components extracted.a. 

 

Rotated Component Matrixa

1.648E-03 .236 -.829

1.033E-02 .166 .865

9.331E-02 .841 -.210

-1.45E-02 .841 .135

.929 6.665E-02 -4.53E-02

.834 -5.68E-02 3.987E-02

-.621 .344 .373

.750 .360 .141

RELWORK1

RELWORK2

RELWORK3

RELWORK4

RELSUP1

RELSUP2

RELSUP3

RELSUP4

1 2 3

Component

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 5 iterations.a. 
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Component Transformation Matrix

.976 .157 -.151

-.060 .860 .507

-.210 .486 -.849

Component

1

2

3

1 2 3

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.
 

 

 

 
 
 
 
 
 
 
Factor Analysis: Managerial/Leadership 
 

Communalities

1.000 .536

1.000 .745

1.000 .698

1.000 .713

1.000 .399

MGNLEAD1

MGNLEAD2

MGNLEAD3

MGNLEAD4

MGNLEAD5

Initial Extraction

Extraction Method: Principal Component Analysis.
 

 

 

Total Variance Explained

1.945 38.894 38.894 1.945 38.894 38.894 1.780 35.601 35.601

1.146 22.914 61.808 1.146 22.914 61.808 1.310 26.207 61.808

.997 19.934 81.742

.466 9.313 91.055

.447 8.945 100.000

Component

1

2

3

4

5

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Scree Plot

Component Number

54321

E
ig

e
n

v
a
lu

e

2.5

2.0

1.5

1.0

.5

0.0

 

Component Matrixa

.686 .255

.722 .473

-.242 .800

.831 -.149

-.450 .442

MGNLEAD1

MGNLEAD2

MGNLEAD3

MGNLEAD4

MGNLEAD5

1 2

Component

Extraction Method: Principal Component Analysis.

2 components extracted.a. 
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Rotated Component Matrixa

.727 -8.44E-02

.858 9.341E-02

.148 .822

.673 -.510

-.201 .599

MGNLEAD1

MGNLEAD2

MGNLEAD3

MGNLEAD4

MGNLEAD5

1 2

Component

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 3 iterations.a. 

 

Component Transformation Matrix

.891 -.454

.454 .891

Component

1

2

1 2

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.
 

 

 

 

 

 

 
 

 
 
 
 
 
 
Factor Analysis: Family Environment 
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Communalities

1.000 .722

1.000 .649

1.000 .747

1.000 .465

1.000 .669

1.000 .577

1.000 .772

1.000 .810

1.000 .773

1.000 .598

1.000 .626

FAMWORK1

FAMWORK2

FAMWORK3

FAMWORK4

FAMWORK5

WORKFAM1

WORKFAM2

WORKFAM3

WORKFAM4

WORKFAM5

MGNLEAD5

Initial Extraction

Extraction Method: Principal Component Analysis.

 

Total Variance Explained

3.896 35.414 35.414 3.896 35.414 35.414 3.199 29.086 29.086

2.502 22.748 58.163 2.502 22.748 58.163 2.909 26.445 55.531

1.008 9.166 67.328 1.008 9.166 67.328 1.298 11.797 67.328

.811 7.370 74.698

.701 6.374 81.072

.596 5.422 86.494

.409 3.718 90.212

.338 3.076 93.287

.308 2.799 96.086

.230 2.094 98.180

.200 1.820 100.000

Component

1

2

3

4

5

6

7

8

9

10

11

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Scree Plot

Component Number

1110987654321

E
ig

e
n

v
a
lu

e

5

4

3

2

1

0
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Component Matrixa

.836 -.135 7.146E-02

.741 -.293 -.120

.819 -.269 5.534E-02

.449 -.499 -.119

.293 -.570 .508

.639 -.314 .263

.595 .646 -1.79E-02

.618 .647 9.562E-02

.126 .674 .549

.446 .602 -.191

.575 7.597E-03 -.544

FAMWORK1

FAMWORK2

FAMWORK3

FAMWORK4

FAMWORK5

WORKFAM1

WORKFAM2

WORKFAM3

WORKFAM4

WORKFAM5

MGNLEAD5

1 2 3

Component

Extraction Method: Principal Component Analysis.

3 components extracted.a. 

 

Rotated Component Matrixa

.751 .342 .202

.695 .150 .378

.803 .219 .232

.574 -.180 .321

.696 -.300 -.306

.754 9.281E-02 -1.11E-02

.124 .864 9.737E-02

.180 .882 -2.84E-03

-7.08E-02 .656 -.581

-2.68E-02 .740 .223

.268 .297 .683

FAMWORK1

FAMWORK2

FAMWORK3

FAMWORK4

FAMWORK5

WORKFAM1

WORKFAM2

WORKFAM3

WORKFAM4

WORKFAM5

MGNLEAD5

1 2 3

Component

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 5 iterations.a. 
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Component Transformation Matrix

.786 .542 .298

-.522 .840 -.150

.331 .038 -.943

Component

1

2

3

1 2 3

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.
 

 

 

 
 
 
 
 
Factor Analysis: Job Importance 

Communalities

1.000 .632

1.000 .196

1.000 .463

1.000 .699

1.000 .730

1.000 .536

1.000 .763

1.000 .624

JOBIMP1

JOBIMP2

JOBIMP3

JOBIMP4

JOBIMP5

JOBIMP6

JOBIMP7

JOBIMP8

Initial Extraction

Extraction Method: Principal Component Analysis.
 

Total Variance Explained

2.270 28.377 28.377 2.270 28.377 28.377 1.630 20.377 20.377

1.334 16.671 45.048 1.334 16.671 45.048 1.540 19.249 39.626

1.040 13.002 58.050 1.040 13.002 58.050 1.474 18.424 58.050

.987 12.343 70.393

.875 10.939 81.332

.616 7.694 89.027

.520 6.499 95.526

.358 4.474 100.000

Component

1

2

3

4

5

6

7

8

Total % of Variance Cumulative % Total % of Variance Cumulative % Total % of Variance Cumulative %

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

Extraction Method: Principal Component Analysis.
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Scree Plot

Component Number

87654321

E
ig

e
n

v
a
lu

e

2.5

2.0

1.5

1.0

.5

0.0

 

Component Matrixa

.679 -.339 .239

1.193E-02 .433 -9.44E-02

.450 -.437 -.263

.534 3.809E-02 .642

.714 .403 -.241

.411 -.606 -4.54E-03
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Component

Extraction Method: Principal Component Analysis.

3 components extracted.a. 
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Rotated Component Matrixa

.168 .606 .487

.237 -.371 4.917E-02

.296 .610 -5.74E-02

-3.74E-02 .186 .814

.786 -7.57E-03 .335

3.965E-02 .727 7.380E-02
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.333 -.256 .670
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Component

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.

Rotation converged in 5 iterations.a. 

 

Component Transformation Matrix

.666 .470 .580

.391 -.881 .266

-.636 -.050 .770

Component

1

2

3

1 2 3

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization.
 

 

 


