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Antecedents and consequences of employee turnover 

intention in the hospitality industry in Lebanon 

 

Maya Baajour 

 

ABSTRACT 

Purpose: Turnover intention is a very serious problem that hospitality industry faces. It’s a 

vital aspect to study because it has a huge effect on both the organization and the employee. 

The organization will lose its highly qualified employees, leaving it with poor productivity 

and reputation, while the employees will lose their jobs and incomes. The purpose of this 

research is to study the effect of two variables which are perceived availability of training 

(PAT) and perceived supervisor support for training (PSST) with turnover, addition to 

studying the mediating effect of affective commitment (AC). This is important because it’s a 

win-win situation for both the organization and the employees; the organization will know 

whether these two perceptions have an effect on employees, and the employees will gain an 

opportunity to gain more training and support. 

Design/methodology/approach: A questionnaire was considered as a tool to collect data 

from employees working in different hotels, restaurants, and tourism companies in Lebanon. 
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A total of 250 questionnaires were collected. The data were analyzed using SPSS Software 

and the hypothetical model was tested using Onyx. 

Findings: The finding of the research supported all three hypotheses. H1 (There is an 

indirect relationship between PAT and Turnover) showed a significant result that when 

training is available employees’ intention to leave decreases. As for H2 (AC mediates the 

relationship between PAT and Turnover) it was supported as AC highly mediated the 

relationship between these two variables; it showed then when training is available, 

employees tend to be more committed to their organization and their intention to leave 

decreased. The third hypothesis, H3 (AC mediates the relationship between PAT and PSST 

with Turnover), was also supported and it showed a higher significant result with PSS. 

Originality/value: The importance of this study is to show that maximizing the availability 

of training and supervisor support results in a higher level of commitment and helps in 

decreasing turnover in the hospitality industry organizations.  This research adds a value to 

the literature gap since limited research was done on the hospitality industry in Lebanon. 

Keywords: Turnover, Turnover intention, Perception of availability of training, Supervisor 

support, Affective Commitment 
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CHAPTER ONE 

Introduction 

 

1.1. General Background 

 

As the world is in a constant change towards knowledge and development, human capital is 

becoming the most important asset in any organization. To achieve competitive advantage, 

organizations should be able to retain their highly qualified employees. This is done by providing 

practices that reduce turnover intention (Silva and Dias, 2016). Employee turnover intention has 

a huge negative effect on the organization and the employees themselves. It is when employees 

tend to leave their jobs looking for another due to several obstacles they face or the lack of vital 

needs. Training, which is one of the most vital practices, is considered as an investment for both 

the organization and the employees (Jehanzeb et al., 2013). Both organization and employees 

evaluate the costs and benefits of training since it has a huge effect on turnover (Royalty, 1996). 

Perceived availability of training and perceived supervisor support of training are two main 

practices that have a huge effect on increasing employee commitment and decreasing turnover 

intentions. Implementing affective human resource practices is a key to sustaining highly 

committed employees (Bhatti et al., 2016). This is supported by the social exchange theory that 

states that “people enter into a relationship with an organization to maximize the benefits they 

can gain” (Rawashdeh and Tamimi, 2019) (Blau, 1964).This theory is based on a psychological 
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contract that is managed by a reciprocity norm (Gouldner, 1960). Based on this norm, people 

tend to be more likely to show positive work attitude than negative behaviors. The literature 

reflects that when the needs of employees are satisfied, their commitment toward their 

organization will increase and by that their intention to leave will decrease (Rawashdeh et al., 

2016; Kadiresan et al., 2015). Training leads to higher commitment and lower turnover rates 

(Gouldner, 1960; Leuven, Oosterbeek, Sloof & van Klaveren, 2005).  

 

Unfortunately, high turnover rate of employees is a real problem for the hospitality industry in 

Lebanon as well as for many other countries. For this industry to gain competitive advantage it 

should focus on retaining its highly qualified employees that provide it with higher performance 

and productivity. Moreover, organizations till this day view their employees as an expense rather 

than an asset.  

Training is a key aspect that helps in changing employees’ behaviors and attitudes, which helps 

in improving the competitiveness of any organization. Employees with the perception of 

availability of training tend to be more committed to their jobs because they feel that their 

organization values them.  

 

Supervisor support is an important practice that should be provided to every employee because it 

helps in giving him motivation and self-esteem, by which it makes the employee attached to the 

organization.  

Such practices help in increasing employee commitment and decreasing turnover intentions.  
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1.2. Need for the Study 

 

The need of the study is based that limited research is done on this topic, mainly with the chosen 

variables that affect the employees’ intention to leave the organization.  This study will be done 

to fill the gap regarding this topic and specifically in Lebanon to help organizations have a better 

vision on such variables and to find a way to reduce turnover by taking into consideration the 

real effect of these antecedents.  

 

1.3. Purpose of the Study 

 

The objective of this study is to understand the antecedent of turnover intentions in the 

hospitality industry in Lebanon.  This study examines the training factors (perceived availability 

of training, perceived supervisors’ support for training, and how affective commitment works in 

mediating the relation between training and turnover) on the turnover intention of employees in 

this industry, using different articles to develop a model to show that these variables have an 

effect on turnover. Moreover, it aims to explain the consequences of turnover intention on the 

organizations. Even though there are a lot of studies that are done on turnover intention in the 

US, Europe, and other western countries, little studies have been done in Lebanon regarding this 

aspect.  

 

1.4. Statement of the Research Problem 

 

The study examines the antecedents of employee turnover and their negative consequences on 

the organizations in Lebanon. The literature review that tackled several articles has shown that 

the study of antecedents of turnover in Lebanon was limited.  This study attempts to answer a 
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main question: What are the antecedents (Factors) that cause employee turnover intention, and 

what are the consequences of these causes on the organizations? 

 

1.5. Operational Definition of Terms 

 

Turnover:  Turnover is the process of employees leaving and entering the organization. 

Turnover intention is a measurement of whether a business' or organization's employees plan to 

leave their positions or whether that organization plans to remove employees from positions.  

Turnover rate: “the ratio of the number of organizational members who have left during the 

period being considered divided by the average number of people in that organization during that 

period” (Price, 1977, p.160)  

Hospitality Industry: The hospitality industry is a huge business that provides services for the 

customers. It focuses on satisfying the customers’ needs by providing high quality services and 

products. It has three areas. The first area is accommodations, which includes hotels, motels, bed 

and breakfasts, and other lodging businesses. The next area is food and beverage. It includes 

restaurants, and fast food chains. The last area of the hospitality industry is travel and tourism, 

which includes airlines, trains, and cruise ships. (Samoszuk, 2018) 

Training:  is defined as a plan that is used to transfer skills and knowledge, and to change the 

behavior and attitude of the employee in a way that matches the organization’s goal (Noe, 2008) 

Perceived availability of training: is an opportunity for employees to feel that they can access 

training programs in their jobs. 

Perceived supervisor support for training: is the degree to which employees believes that their 

supervisors value them and cares about their career growth. 
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Affective Commitment: is the tendency of an employee to stay in the company based on 

emotional triggers. 

 

1.6. Knowledge Based View Theory 

 

Nowadays, the new trend in all organizations and industries is turnover intentions. Turnover is 

the “the ratio of the number of organizational members who have left during the period being 

considered divided by the average number of people in that organization during that period” 

(Price, 1977, p.160). Managers refer to turnover as the process of employees entering and 

leaving the organization due to some factors that affects the employees’ decisions regarding this 

aspect.  

 

Turnover is one of the main challenges that hospitality industry is facing. Employee turnover 

intention rate is very high in this industry relative to the turnover rate of all industries. The 

hospitality industry is a very high quests-oriented industry, in which it focuses on satisfying the 

customers and their needs. Moreover, it is one of the industries that provide hundreds of different 

services to its customers.  

 

Lebanon is a service economy, with a service sector that represents almost 80% of its GDP, 

based on estimates done by the World Bank. The Lebanese country relies heavily on the 

hospitality industry because it attracts a lot of people and tourists, being the hotels, restaurants, 

tourism companies, nightlife and many other services provided. Based on a survey done by 

Ernest & Young in Lebanon, the results showed that “Lebanon’s Hospitality sector sees slim 
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drop in occupancy rates while room yields and average room rate improve in the first 11 months 

of 2018” (Audi Bank Report, 2019, p.3).  

EY issued the latest Hotel Benchmark survey on the Middle East for the four and five starts 

hotels. The results showed that the performance of the Lebanese hospitality sector witnessed a 

slowdown. As a matter of fact, the occupancy rate of four and five starts hotels within the 

country was shown to be 64.6% in the first eleven months of 2018, which is approximately 

similar to that of 2017, which was 64.7% (Audi Bank Report, 2019). The Occupancy rate within 

Beirut was the fifth highest among 14 cities included in the survey. Researches showed that this 

industry and mainly in attracting tourists contributed 20% of the economy before the civil war, in 

which then it decreased to 10% due to the circumstances that have been going in the region since 

2011. The hotel sector, which is considered one of the most developed sectors in the country, 

plays a major role in the economy. Tourist spending on hotel and apartment accommodation was 

reported to be US$203 million in 2009, according to the Ministry of Tourism in Lebanon (Audi 

Bank Report, 2011).  

 

What is mainly important in this industry is its employees since they’re the most important assets 

that deal with the customers and help the organizations achieve their goals and sustain their 

competitive advantage. The hospitality industry is mainly affected negatively by employee 

turnover since these employees are the main tools to render and create services to customers. The 

negative consequences that it might face are increase in recruitment cost, training and hiring 

costs, decrease in the productivity and performance, loss of reputation, and the lack of its 

sustainability. 
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Researchers have found out that turnover rate is among the highest in the hospitality industry. 

Studies have shown that this rate is very high in Lebanon regarding the jobs that are found to be 

in this industry. People that want to acquire a managerial position in such industry should be able 

to understand and find out what are the antecedents that cause the increase in the turnover rate. 

This high turnover rate is caused by several factors. Training, social support, rewards and 

compensations, low wages, poor working conditions, Performance appraisal, work hours, 

organizational fit and commitment, lack of leadership and lack of career advancement.   

 

In this study we will be focusing on two major aspects of the training variable, in addition to a 

mediator variable. We will be studying the perceived availability of training, perceived 

supervisors’ support for training and affective commitment as a mediator variable. 

Organizations that face a high turnover rate have shown that they spend a huge amount of their 

resources on recruiting, while other smart organizations tend to invest in retaining their highly 

qualified employees. Companies focus a lot on the turnover challenge because it is very costly, 

and it affects the organization negatively. Every time a company wants to hire a new employee it 

tends to pay a lot of money on advertising, recruiting, and training. These expenses can add up to 

anywhere from 30 to 200 percent of a single employee's annual wages or salary, depending on 

the industry and the job role being filled (Beam, 2009). 

 

Studies on antecedents of turnover rate in the hospitality industry in Lebanon are very limited. 

Much of the studies are made in the U.S and other western countries. These studies have shown 

how every factor affects the employee to leave or stay in the job.  
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This research is based on a survey done to elaborate on the theories of employee turnover 

intentions. The survey will test the relation between perceived availability of training and 

perceived supervisor support for training with turnover intentions, taking affective commitment 

as a mediating variable. 

 

The thesis starts by describing and explaining the framework based on the given variables: 

perceived availability of training, perceived supervisor support for training, affective 

commitment, and turnover intention. In the middle of the study, the reader will find the 

hypotheses that conclude the testing. In addition to the methodology chapter set to collect data, 

and before the last chapter, the outcomes are explained based on the data analysis. After that a 

discussion is made on the outcomes and theories. Finally, some limitations and future research 

are highlighted.  
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CHAPTER TWO 

Literature Review 

 

2.1. Background of Hospitality Industry 
 

 

The hospitality industry represents the most thriving industry in Lebanon. This industry is 

the one that helps any country attract tourists and people from all over the world. Being the 

hotels, restaurants, tourism companies, night life and other services provided. Every industry 

helps in shaping the country’s economy, but this industry and mainly in Lebanon has a huge 

impact on Lebanon’s economy. 

Before discussing the relation between the hospitality industry and turnover intentions, we 

should first understand the nature of this industry and how human resources practices are 

applied. This industry works on providing satisfaction to a huge number of people, from different 

countries, with different cultures and needs (Teng, 2013).  

Since thousands of years ago, people have been traveling and using the hospitality industry. This 

industry is a billion-dollar one that depends on the incomes of the available customers (Knani, 

2014).  

 

The hospitality industry provides huge number of services, being hotels, restaurants, 

transportation, events, and many others. What we should know that such services are done by 

employees. Those employees in our days today are known to be the most important assists of any 
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organization that hold responsibility to every single task or service provided (Ruizalba, 

Bermúdez-González, Rodríguez- Molina, & Blanca, 2014).  

 

Regarding all the services that the hospitality industry provides, it offers a huge number of jobs 

all over the world. That is why much research is needed to help in improving employees’ 

performance, to enable them to compete and be efficient (Dobre, 2013; Dragoni, Park, Soltis, & 

Forte-Trammell, 2014; Verbos, Miller, & Goswami, 2014).  

Since the success of this industry is based on the value and quality of the products and services 

provided, the creation of these services and products depends on the employees. Therefore, the 

success of this industry is based on the employees and their performances and retention, that is 

why we can see that the turnover rate is a problem for such industry.  

 

Several reasons are behind the cause of turnover rates. Mainly in this industry, due to the 

seasonal nature, the bulk of work put on the employees, compensations, training, and benefits 

(Okae, 2018). All of the variables have an effect on turnover. However, our research as stated 

before will focus on the training aspects of the hospitality industry. Leaders in this industry 

should be able to manage and have a technique that would help in retaining the employees and 

mainly the most valuable and well-trained ones (Okae, 2018). 

 

Turnover tend to make organizations spend a huge amount of money. Some organizations spend 

money to replace an employee or a manager that are well-trained with new entry employees that 

cost a lot starting from the recruitment stage to the training stage. Replacing experienced 

employees will cost a lot. “Organizational leaders spend 30% to 5o% of the yearly salary for 
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entry-level employees, up to 150% for middle-level employees, and 400% for those in the upper 

level” (Bryant and Ellen, 2013, p.5). 

When the hospitality industry focuses on what helps it retain its employees, it will surely 

increase its productivity by increasing the employees’ loyalty (Mensah, 2012). 

 

2.2.  Commitment 
 

 

Over the last decade, the study of commitment has become viral and advanced. A lot of 

researchers have adopted this topic in their research, and they offered a new and fresh insights 

about it. Such insights have provided a new direction in studying commitment. Moreover, new 

approaches have been included to understand the way employees become more committed, and 

how the human resource management practices can help in increasing employee commitment 

(Robinson, 2016). Mester, Visser, Roodt and Kellerman (2003), had an interest in understanding 

the intensity and stability of the employees’ attachment and dedication to a certain organization 

(Mester, Visser, Roodt and Kellerman, 2003). 

 

2.2.1. Definition of commitment 
 

 

Allen and Meyer (1990) defined commitment as the psychological state that makes employees 

attached and bind to the organization (Allen & Meyer, 1990). 

Organizational commitment is defined as the employee’s tendency or identification and 

involvement towards a certain organization and the effort they exert to stay in the organization 

(Walumbwa, Orwa, Wang, & Lawler, 2005).  
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It is also defined as employees’ intrinsic emotions and values that increase their desire in staying 

in the organization (Porter, Crampon, and Smith, 1976). 

Employee commitment is a psychological attachment between the individual and his 

organization through belonging, acceptance of change, and ownership of the institutes’ goals 

(Gul A., 2015).  

 

2.2.2. Types of commitment 
 

 

Committed employees exert effort to help in achieving organization’s goals. Employees are 

committed to their organization due to several factors. The most widely used model by Meyer 

(Meyer et al., 1993), refers to one of the main aspects of commitment which are affective, 

continuance, and normative commitment. 

 

Continuance commitment is when employees stay because they perceive the benefit of staying in 

their jobs and the risks of leaving them. That is, they “need to” stay in the organization. This 

kind of commitment is considered as a form of “side bets” tradition (Becker, 1960, p.35). 

Continuance commitment refers to the sacrifices that an employee forgo; for example, his 

position, seniority, benefits and many others. This helps in letting the employee become aware of 

the costs that he/she will face if he/she intends to leave the organization. 

Normative commitment is based on the employees’ behaviors and attitudes in their life, they feel 

that they “ought to” stay (Allen & Meyer, 1990).  
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In this study our focus will be on affective commitment as a mediator between 

employees’ perception of availability of training and supervisor support and their intention to 

leave.  

 

Affective commitment is when employees are emotionally committed, which shows that they 

“want to” stay in the organization. 

Affective commitment is the tendency of an employee to stay in the company based on 

emotional triggers. This type of commitment makes employees emotionally attached to their 

organization. Besides, the bases for an organization to develop affective commitment are 

identification with target, personal contribution, and value correspondence (Meyer & 

Herscovitch, 2001).  

Affective commitment is the acceptance of what the organization believes in mainly its values 

and goals, it is considered as a strong belief (Mowday, Porter, and Steers, 1982). They also state 

that it is a will to exert a huge effort towards the organization, in addition to have a membership 

or an identity in that organization (Mowday, Porter, and Steers, 1982).  

Some researchers such as (Allen & Meyer, 1991) states that affective commitment is one of the 

most important types of commitment because it has a huge benefit on the organization. They 

state that, employees who have high affective commitment are loyal to their organizations and 

they are the ones available on call or duty.  

More research is done on organizational commitment in western countries than in the Middle 

East and mainly Lebanon. Studies show that employees that denote more commitment to the 

organization, show lower turnover (Meyer & Allen, 1997). 

 



 

14 
 

2.2.3. Benefits of organizational commitment 

 

Commitment between employees is very essential for any organization to achieve its competitive 

advantage and success (Clause, 2008). Commitment makes employees achieve their work with 

excitement.  

The performance of any organization is directly related to employees’ commitment. If these 

employees are committed, then the organization’s performance will increase in an efficient and 

effect way (Zafa, 2011).  

Increase in the level of commitment, help organizations achieve a higher level of output and 

competitive advantage (Whitener, organizational effectiveness and employee commitment, 

2001).  

Employee commitment is important because it helps in predicting employees’ performance and 

absenteeism, in addition to other attitudes and behaviors (Biljana and Dordevic, 2004).  

 

Studies done by Vandenberg and Lance (1992), have shown that some benefits of commitment is 

achieving a higher rate of job satisfaction. When employees feel committed to their organization, 

they will feel satisfied and happy in their jobs, because this feeling exerts a huge effect on their 

sense of belonging. Other benefits studies by Mathieu and Zajac (1990), showed that employee 

commitment helps in increasing employee performance. When employees rare committed to 

their organization, they feel an obligation to give their best and hence their performance will 

increase because they feel that the organization is theirs. In addition to that, employee 

commitment provides a better total return to shareholders, since employees are performing better 

and providing outputs with the highest quality (Walker Information Inc., 2000). Such benefits are 

directly related to increased sales in the organization (Barber et al., 1996). 
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On the other hand, employee commitment also has many benefits towards the organization that 

helps it retain it employees. In his study, Cohen (1991), showed that employee commitment 

decreases absenteeism, intention to search for another alternative, and turnover intentions. 

Besides, Balfour and Wechsler (1996) results, showed a negative relation between employee 

commitment and intention to leave. 

 

2.2.4. Factors influencing commitment 
 

 

Several factors have an influence on employee commitment. Starting with the first factor which 

is the demographics (Mathieu & Zajac, 1990).  

 

The first demographic variable is age, which is found to be a positive predictor to commitment. 

Mathieu and Zajac (1990) suggested that, when employees become older, their options to change 

their work decreases, that’s why they tend to stay in their jobs. As for Dunham et al. (1994), he 

stated older employees are committed to their jobs because they have invested in it for a long 

time and they have history with their organizations. Another variable is the gender. Studies have 

shown that women are more committed to their jobs and organizations that men. This result is 

explained by that women face several barriers to reach their position, that is why they tend to 

stay (Mathieu & Zajac, 1990).  

 

The second factor that influences employee commitment is training and development. A lot of 

studies have shown that there is a strong relation between early work experience and 
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commitment (Mignerey et al., 1995). When providing training directly after recruiting and 

selecting, employees will feel more comfortable and at ease because they become more familiar 

with the work (Mignerey et al., 1995). A study was found by Gaertner and Nollen (1989), 

showed that employee commitment is related to their perception that the organization is 

investing in them and providing training programs. The reason why employees’ commitment 

increase is because of the social exchange theory that is based on the reciprocity norm, which 

proved that when organizations offer training programs the level of commitment will increase 

(Gouldner, 1960). 

 

A third variable is supervisors support. This variable refers to how the relation between 

employees and supervisors helps in increasing commitment or decreasing it. Studies done by 

several researchers have shown that there is a positive relationship between employee 

commitment and supervisors support; that is, employees that have a good relation with their 

managers tend to exert more effort and become more committed to their organizations (Green et 

al., 1996; Nystrom, 1990; Settoon et al., 1996). Managers are the ones that helps in creating and 

demonstrating employee commitment, and that is done by the way they interact and 

communicate with their employees (Barber et al., 1999).  

Many other variables also have an influence on employee commitment. Such variables are: 

Recruitment procedures, met expectations, co-workers’ support, organizational justice and trust, 

promotion, work-life balance, job satisfaction, and pay and reward. 

However, in this study our focus will be on the first three variables and mainly employees’ 

perception of availability of training, and supervisor support for training.  
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2.2.5. Reasons behind outperformance of committed employees 

 

Research regarding outperformance of committed employees was done by Bakkar and 

Demerouti (2008). These two researchers established a study comparing the reasons behind 

outperformance of committed employees to those who aren’t committed. Committed employees 

always spread positive energy because they’re motivated to work, and they’re satisfied in their 

jobs. These committed employees tend to be more helpful, sociable, positive, and productive 

(Bakkar & Demerouti, 2008). The health of the employees is the second reason behind 

outperformance. Committed employees tend to suffer less that those that aren’t committed from 

health problems, such as: heart problems, headache, stomach pains, and other mental and 

physical problems because they’re happy and satisfied (Bakkar & Demerouti, 2008).  

  

Hallberg and Schaufeli (2006), found that committed employees tend to decrease work role 

conflicts, and their tendency to leave is minimal (Hallberg & Schaudeli, 2006).  

  

Another reason committed employees perform better that those that aren’t committed arises from 

transfer of one’s commitment to his colleagues (Bakkar & Demerouti, 2008). When employees 

fell the commitment of others, this will tend to increase their feelings toward being committed to 

their organizations, this in result will help in increasing the team performance (Bakkar & 

Demerouti, 2008). 

 

2.3. Training 
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 In today’s competitive market and mainly in the hospitality industry, employee 

commitment is greatly needed. Organizations consider employee retention as a main challenge 

due to the competition that they face nowadays. In addition to various HR practices, 

organizations should focus on introducing more training to their employees. 

 

2.3.1. Definition of Training 
 

 

Training is defined as a plan that is used to transfer skills and knowledge, and to change the 

behavior and attitude of the employee in a way that matches the organization’s goals (Noe, 

2008).   

From the organization’s point of view, training is an effort to help in assessing the learning 

process for specific knowledge and skills that help employees succeed in their jobs (Goldstein & 

Ford, 2002). 

 

Training is defined as a great contributor to the organization’s competitiveness. In the hospitality 

industry, managers face many challenges that are hard to be reduced (Goldstein & Ford, 2002). 

However, when they implement the right and effective training this help them reduce those 

challenges.  

 

2.3.2. Types of training 
 

 

Two Strategies of managerial and employee training were identified. These strategies are on the 

job training and off the job training (Huang & Jao, 2016). Off-the-job training is the strategy that 
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training is done outside the workplace, away from the site. Trainees leave their workplace and 

responsibilities to attend such training (Halawi & Haidar,2018; Huang & Jao, 2016; Yasin & 

Gomes, 2010). On the other hand, the second strategy is on-the-job training. This type of training 

is taken in the workplace while employees handle their responsibilities. In such training, a 

supervisor or a manager can act as an instructor, or the organization can hire a professional 

instructor to give the training. Moreover, organizations can apply the two strategies together. In 

the hospitality industry, due to the excess of workload, employees can only get their training in 

their workplace, which is on-the-job training. 

 

In addition to these strategies of training, training can be also identified in two categories. Becker 

(1962), distinguished training into two categories. The first category in specific training, and the 

second category is general training. The first one helps in improving abilities and skills that are 

required for the specific job the employee is working on. This type of training helps employee 

become more efficient and it also helps organizations retain their employees since such skills 

can’t be used in other jobs or in other organizations. This shows that specific training has a 

positive relation with employee retention, which is a negative relation with turnover (Ashar, 

Ghafoor, Munir, and Hafez, 2013). On the other hand, general training helps in improving those 

skills and abilities that are easily used in any other organization. Such training might let 

employees leave their work, or other organization will be able to poach those trained employees. 

General training puts a high risk on organizations in losing their employees (Ashar, Ghafoor, 

Munir, and Hafez, 2013). 

 

2.3.3. Training in hospitality industry 
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Hospitality employees work directly with the customers, this is why they get on the job training 

so that they gain the experience of dealing with customers. This training is based on coaching, 

demonstrations, job rotation, and team building (Matsuo, 2014), because the employees are the 

ones that represent this industry while dealing with all the customers’ needs.  

 

One of the main roles for any organization is to measure the effect of their training programs. 

However, only 9% of such organizations in this industry measure this effect (Van Buren & 

Erskine, 2002). Studies have suggested that an employee’s interest in training has a huge effect 

on their productivity and turnover (Au et al., 2008; Rowold, 2007).  

In today’s world, and because of the rapid change and development, hotel industry is in need of 

personnel training (Nickson, 2007, p.154-155). The quality of services provided to customers in 

this industry is directly related to the quality of the employees. Such quality can be their skills, 

knowledge, experiences, and competencies. When an employee has such qualities he will help in 

the development of the hotels. This is why employees in such industry should be trained to 

acquire such qualities and exert them in their jobs (Nickson, 2007, p.154-155).  

 

Training is an essential instrument in the hospitality industry, and studies have shown that 

successful hotels are those that provide training programs for their employees and they consider 

them as an important strategy for competitive advantage (Nickson, 2007, p.154-155) 

(McNamara, 2011). Most importantly 

 

2.3.4. Benefits of training 
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Training provides a lot of benefits to the organizations. In addition to increase in productivity, it 

helps in motivating and inspiring employees and that is by understanding their role and their 

jobs. Other benefits are increase in employee morale and pleasure, increase employee 

motivation, increase employee productivity and efficiency, increase employee capacity to 

provide new methods and strategies (McNamara, 2011). The most vital part of the importance of 

training is that it helps in increasing employee commitment and engagement.  

  

Employee training is considered as a learning experience that requires an acceptance from 

employees to help them improve their performance (McNamara, 2011). “Training includes 

altering knowledge, skills, attitudes and behavior” (Decenzo & Robbins, 2007, p.209).  

 

Workers Training Benefits 

Training has several benefits to the organization staff. It helps in increasing their pleasure at 

work and that is done due to the increase in their knowledge, competencies, and skills 

(Sommerville, 2006, p. 210). Also, when employees perform in a better way, they grow their 

self-esteem because they find themselves capable to do their work (Sommerville, 2006, p. 210). 

Sommerville also stated that employee training has a huge effect on employees that are always 

on they way of advancement and promotion, those who are ambitious to achieve personal goals, 

solve problems, and increase their productivity (Sommerville, 2006, p. 210).  

 

Management Training Benefits 
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Sommerville study also highlighted the benefits of training for management. First it helps in 

assessing and evaluating employee performance, and this is very essential in knowing who 

should be selected and promoted between employees based on the knowledge and competencies 

they exert. (Sommerville, 2006, p. 210). 

 

Organization Training Benefits 

As for the benefits that training provides to organizations based on Sommerville study, training 

helps in improvement and increase in income, it decreases accidents because employees are now 

more precise and efficient, it helps in developing the organization and achieving competitive 

advantage, in addition to decreasing the rate of losing employees (Sommerville, 2006, p. 210).  

 

2.3.5. Drawback/Barriers 
 

 

As much as training provide benefits to organizations, it faces a lot of barriers. Literatures have 

shown that training and development face a lot of barriers from organizations due to several 

factors. 

 

1.Perception of managers 

The first barrier is the negative perception of managers towards training. One of the researchers 

Panagiotakopoulos (2011), states that managers perceive training as a clear ignorance 

(Panagiotakopoulos, 2011) (Padachi & Bhiwajee, 2016). Other have stated that some managers 

forget that their employees, human capital, are the most important assets in the organization 

(Beaver & Hutchings, 2005).  
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Matlay (1999), have shown that managers are involved in day-to-day activities and work to reach 

fast and easy ways and solution to increase their short-term profits, which at the end of the day 

they forget the importance of training and it becomes a subsidiary activity (Matlay, 1999) 

(Padachi & Bhiwajee, 2016). He also states that managers don’t perceive the long-term benefits 

of training, this is why employees tend to receive little training during their career (Matlay, 

1999) (Padachi & Bhiwajee, 2016). 

  

2. Costs and Funding 

The second barrier is that managers perceive training as a costly activity. Their opinion is that 

training returns won’t exceed the costs incurred to provide such programs (Panagiotakopoulos, 

2011) (Padachi & Bhiwajee, 2016). Other researchers stated that some organizations don’t have 

the right HRM practices that help them in setting the budget for training programs and showing 

them the high long-term return if such programs are acquired (Jammerson, 2000; Beaver and 

Hutchings 2005) (Padachi & Bhiwajee, 2016).  

 

3. External Pressures 

Organizations’ main assets are they employees. In today’s world, organizations are competing 

over skilled employees. Saru (2007) indicated that, some organization forego training because 

they cannot afford losing highly skilled employees, and because of the competition, managers 

would think twice to provide training program, so that their employees won’t be poached by 

competitors (Saru, 2007) (Padachi & Bhiwajee, 2016).  
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2.4. Perceived Availability of Training 
 

 

Every organization should have a Human Resource Management (HRM) that is 

responsible to manage people to be able to compete, and that is done through the human resource 

management practices (Babu and Reddy, 2013). Training is one of the most important practices 

provided by the (HRM). This practice has been considered as a vital one in contributing to 

organizational success. Employees are the most important assets in the organization (Kadiresan 

et al., 2015; Rawashdeh and Karim Al-Adwan, 2012). Therefore, every organization should 

invest in training programs to help in stimulating competencies and productivity (Ramendram et 

al., 2014).   

Training helps employees stay up to date, it provides them with the skills and knowledge related 

to their jobs, and also with the right competencies and experiences (Ramendram et al., 2014). 

However, some organizations feel that providing training programs is an economic burden on 

them (AlamriandAl-Duhaim,2017). 

 

Perceived availability of training is an opportunity for employees to feel that they can access 

training programs in their jobs. It is related to the participation in training programs in the 

organization (Ashar et al, 2013). Studies have shown that employees with such perception are 

more committed to stay in their organization (Bartlett, 2001). The organizations’ main assets are 

their employees; therefore, they always tend to give an awareness about training to be able to 

retain their employees. A study made in China have showed that training has a positive effect on 

the employees to stay in the organization because such employees don’t want to lose the 
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opportunity of training provided to them (Newmana et al., 2011; Bartlett, 2001; Ahmad and 

Bakar, 2003).  

 

According to several researcher companies, organizations should be able to provide several tools 

that help them retain their employees and satisfy them, and one of the main tools is training. 

Studies showed a negative relation between training and turnover, mainly when the employees 

have a positive perception towards training and when they participate in the training programs 

(Kolarova, 2010). 

 

Employees perceive training in different ways. In some organizations, for example in the non-

profit ones, training is provided as a benefit because the organization doesn’t give any other 

benefits to its employees, in other words, it doesn’t provide bonuses or rewards. In other 

organizations employees perceive it as a positive tool that their organization value them and tend 

to expand their knowledge and skills which in a way helps the organization retain these 

employees (AlamriandAl-Duhaim,2017;Yangetal.,2012 ;SantosandStuart,2003;Newmana et al., 

2011). On the other hand, some employees perceive such training as an opportunity to gain new 

general knowledge and skills that will help them move from a job to another.  

 

When training is provided to employees, it becomes a source of motivation among employees. It 

gives them a feeling that they are valued, and the organization is working on enhancing their 

skills and knowledge. When organizations invest on training, employees perceive it as if it’s 

investing in them. This gives them a feeling of attachment and obligation toward the 

organization. (Alamri and Al-Duhaim, 2017). 
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2.5. Perceived supervisor support for training 
 

 

Providing support for training is very important for employees, as it is a significant tool 

to create a confident work environment and success (Silva and Dias, 2016).  The hospitality 

industry should focus on staff training because it’s effective to the organizations. Since this 

industry faces high turnover rates, the most important role of any manager is to encourage 

employees on training (Maderaetal.,2011). Managers always focus on the performance and 

production of the employees because not doing so will let them face a lot of problems. Therefore, 

effective training can help managers in decreasing these problems (Maderaetal.,2011).  

 

Studies proved that supervisors have a huge effect on employees’ behaviors and attitudes (Liaw 

et al, 2010). “A resourceful environment where there are supportive supervisors can boost 

employees’ beliefs pertaining to their capabilities to achieve their work goals” (Xanthopoulou et 

al., 2008, Vol. 13 No. 4, pp. 345-356). 

 

Supervisor support can be provided in several ways, such as: the supervisor being the instructor 

if the employees are attending on-the-job training, supervisor provides a form of encouragement 

to the employees to use the new adapted skills and knowledge, help in explaining how the 

attained skills can be used in different situations, and most importantly give feedback (Noe and 

Wilk, 1993). Other important encouragement and support a supervisor can provide are, 

discussing the training program with employees, the supervisor’s attendance in training and his 

familiarity with the topic provided (Wang,2008). 
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As we all know training can be provided not only for employees, but also for managers and 

supervisors. When employees see and feel that their supervisors are also attending training 

programs to achieve career development and to be updated with the knowledge needed in their 

field, they will automatically attend such training programs to reach the levels and positions of 

their role models, their supervisors (Halawai & Haydar, 2018). 

 

Huge research has shown that employee support has an important impact on the organization, 

and since employees are the most important assets in the organization, every organization should 

provide massive support to its employees (LaRocco et al., 1980). Evidence assured that social 

support has a huge role on firm effectiveness. Decades ago, research have found that this support 

is a great source that affects the physical and psychological needs of people in addition to their 

well beings (LaRocco et al., 1980). Such support should start from the supervisor. Studies have 

shown that supervisors’ support help in increasing employee satisfaction and decreasing 

absenteeism in addition to turnover (Larocco, et al., 1980; Allen and Meyer, 1990; Hutchison 

and Garstka, 1996; Eisenberger et al., 2002; Maertz et al., 2007).  

 

In every organization, employees tend to work in a trustful environment, with supervisors that 

listen to them and encourage them to be more efficient (Borstorf & Marker, 2007). Supervisors 

help in decreasing employee burnout, and since we are talking about the hospitality industry 

where all the employees are fresh graduates and young, supervisors should be able to provide 

support to retain such employees (Borstorf & Marker, 2007).  
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Losing employees will cause a huge cost on the organization as stated earlier. Employees who 

don’t get support from their supervisors generally leave their jobs, and more importantly they 

will leave their supervisors (Malik, Akhtar, & Ghafoor, 2018).  

 

Supervisors can lower emotional exhaustion and that is done by their ability to communicate 

with their employees and help them understand their job and tasks (Wang, 2008). Employees that 

receive more support from their supervisors are able to understand their jobs, to be more 

productive and efficient, in addition to reducing their intentions to leave the job. The outcomes 

stated prove the benefits that can be gained from the provided training programs, and mainly 

those that are stimulated by supervisors (Wang, 2008). “The attachment to supervisors results 

from a prescribed social norm dictating an obligation to be loyal to senior colleagues” (Wang, 

2008, p.240). 

 

Supervisors’ support for training is needed in all phases, which are, before training begins, 

during the training, and after the training program. Their support is critical in phase one, because 

at this phase they should be able to explain and discuss the program with the employees, to set 

goals, and encourage attendance (Broad & Newstorm, 1992). During the training massive 

support should be given to employees for assistance and to show the value of the training 

program. The last phase is also very important because it is considered the best opportunity to 

transfer the knowledge and skills they learned into their work (Broad & Newstorm, 1992). 

 

2.6. Turnover Intention 
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2.6.1. Definition 
 

 

Turnover refers to the number of employees that leave the organization (Awang, Amir, & Osma, 

2013). Turnover intention is a measurement of whether a business' or organization's employees 

plan to leave their positions or whether that organization plans to remove employees from 

positions. Others refer to it as “the cessation of membership in an organization by an individual 

who received monetary compensation from the organization” (Mobley’s, 1982, p.10).  

 

As for Price (1997) he defined turnover as “the ratio of the number of organizational members 

who have left during the period being considered divided by the average number of people in 

that organization during that period” (Price, 1977, p.160). 

 

2.6.2. Turnover in the hospitality industry 
 

 

Employees who transfer from one department to another in the same organization are not 

calculated in the turnover rate, nor those who have retired. Studies of Mobley have shown that 

people tend to leave their job at the first week of their recruitment (Mobley’s, 1982, p.10). This 

time is considered to be the induction crisis and it happens mostly with the new people that 

haven’t been incorporated into the team (Mobley’s, 1982, p.10). This might be the result of poor 

induction and care programs. The new employee may have been left with no support at the 

beginning of the job (Mobley’s, 1982, p.10). 
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 Employee turnover is a very stressing issue in the hospitality industry, mainly because this 

industry focuses on humans as its main assets (Chen, Wang & Chu, 2010; Faldetta, Fasone & 

Provenzano, 2013; Hancock et al., 2013).  

 

Employees’ performance, behavior, and attitudes are very important as they have a huge effect 

on the customers (Chen et al., 2010). Since employees play a vital role in this industry, then the 

way they’re managed is very important to the success of the organization in the hospitality 

industry (Faldetta et al., 2013).  Research on employee turnover has been conducted globally; for 

example, in Turkey (Karatepe & Uludag, 2008), Australia (Deery, Jago & Stewart, 2008), USA 

(Cho, johanson & Guchait, 2009), South Korea (Kim et al., 2010) in addition to many other 

countries.  

 

2.6.3. Causes of turnover intention in hospitality industry 
 

 

Studies done on the hospitality industry have shown several problems that employees face and 

that led them to leave the industry. Understaffing, poor training, lack or unfair supervisors’ 

support, employee theft, and sexual harassments were the main reasons or problems that 

employees face. 

 

Studies done by Ulrich et al., (1991) showed that employee turnover affected customer 

satisfaction negatively (Ulrich et al.,1991). The hospitality industry faces a lot of problems 

regarding recruitment and selection in addition to understaffing (Baum, 2002; Brien, 2004; Choi 

et al., 2000; Gustafson, 2002; Jameson, 2000).  
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Lo and Lamm (2005) research proved that high turnover rated can’t be solely attributed to stress 

(Lo & Lamm, 2005). However, they stated based on Hinkin and Tracey’s (2000) studies that lack 

of supervisors’ support and supervision (Hinkin & Tracey, 2000), job dissatisfaction (Hinkin & 

Tracey, 2000), poor training (Lashley and Best, 2002), poor employee (Ghiselli et al., 2001), and 

sexual harassment (Gilbert et al., 1998), were found as major causes to turnover. 

 

The hospitality tends to train its employees to communicate in the right way with their customers 

(Gilbert et al., 1998), however, this industry has a poor reputation regarding training (Maxwell et 

al., 2004; Pratten, 2003), even though this isn’t supported empirically. Supervisors attention to 

recruitment and selection make them lose attention to employee training and support (Davies et 

al., 2001; Jameson, 2000; Loe et al., 2000; Lowry et al., 2002). Training and development has a 

huge effect on organizational commitment and satisfaction, and because of poor training, 

employees tend to feel that they’re not able to perform and serve customers in the right way, they 

tend to leave their jobs (Lam and Zhang, 2003; Lowry et al., 2002; Pratten, 2003; Smith, 2002; 

Taylor et al., 2001). 

 

2.6.4. Effects of Turnover 
 

 

Turnover has a huge negative effect on the organization’s performance, mainly on the financial 

implications. First of all, it affects the quality provided for customers, in which will directly 

affect the profitability of the organization (Tracy & Hinkin, 2008). When employees leave their 

jobs, the organization should recruit new ones that need time to acquire the right knowledge and 
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skills to be able to handle the responsibility of serving customers, by that the customers will be 

dissatisfied of the service provided to them (Tracy & Hinkin, 2008).  

 

Another implication is increasing the operating cost that includes hard costs and soft costs. The 

hard costs are the recruitment and advertisement that have a direct impact on the organization, 

and the soft costs are the time for the interviews, and training (Simon & Hinkin, 2001).  

 

Employees facing different situations during their work will sometimes feel that they need to 

leave the organization due to several factors. Employees that are not satisfied with their jobs will 

be more likely to leave the organization than those that are satisfied.  For organizations to 

strengthen the employees’ satisfaction, they should be able to work on reducing turnover 

intentions. Turnover is a main challenge for every organization, industry, and sector ((Bilau, 

Ajagbe, Sholanke, & Sani, 2015; Robinson et al., 2014; Sawa & Swift, 2013; Zopiatis, Constanti, 

& Theocharous, 2014).  

 

Research on employee turnover in the hospitality industry is very important, because it helps 

managers know what are the variables that cause turnover.  Hospitality industry is an industry 

that faces very high turnover; this is because they recruit young employees who always tend to 

leave their job to search for another.  

 

High turnover rates have a huge negative effect on the organization. This is because it is 

accompanied with very high costs that include advertising of vacancy, selection, and recruitment, 

in addition to losing productivity (Phillips and Connell 2003, p. 5). This shows that turnover is 
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one of the biggest challenges that organizations face. In this study turnover intentions are used to 

show that they are good predictor of turnover (Chen et al. 2011).  

 

Jehanzeb, Abdul Hamid, and Rasheed, focused on studying the factors that affect employees’ 

engagement and performance. Barrick, Thurgood, Smith, and Courtright (2014) studied the 

factors that make employees engaged as well (Barrick, Thurgood, Smith, and Courtright 2014). 

Employee engagement studies those variables that help in shaping employees work outcomes by 

studying the perceptions of supervisors, co-workers, and human resource professionals (Barrick, 

Thurgood, Smith, and Courtright 2014). 

 

2.7. Training and Turnover 

 

 

Turnover causes a huge loss to the organizations. Such loss can become more serious 

when the organization loses its valuable employees (McConnell,1999). A growing literature has 

shown that there is a negative relation between training and employee turnover. Skills and 

knowledge development have a huge effect in reducing turnover (McConnell,1999). Training 

should help in reducing turnover intentions for several reasons (McConnell,1999). 

 

 First, employees often compare themselves to other employees in different organizations, they 

compare themselves to those in organizations that under-invest in their employees. This kind of 

comparison can help in increasing the value of the organization, and by that decrease the 

influence on employees to leave (Brum, 2007). Second, reduced turnover can be viewed as that 

employees will repay their organization for investing in them, it is considered as an obligation. 
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Some studies have shown that introducing training to employees have shown lower turnover 

rates to the organization that provides such programs compared to others (Brum, 2007). As for 

Ronya Anvari et al. (2010), planning training programs is very essential in achieving retention 

and decreasing turnover rates in any organization (Ronya Anvari et al.,2010).  

 

Training is very important in developing a sense of belonging and commitment to an 

organization. Employees that are given training feel that they are valued by their organization, 

and that makes them increase the feeling of commitment. Training has the potential to change the 

turnover intentions of employees (Kyndt, 2009). Some researchers have considered training as an 

investment that is given to employees, in which at the end the organization considers receiving a 

return of employee commitment and retention (Abdulkadir, 2012).  

 

Several studies found that training employees help in reducing the negative effect of turnover 

(Kaye and Jordan-Evans 2000; Maurer, Weiss and Barbeite 2003). Dysvik and Kuvaas (2008) 

found that training has an essential relation towards turnover (Dysvik and Kuvaas 2008). Using a 

set of validated measures, they found that training has a negative relation with turnover in which 

it does help in reducing the turnover rate in the organization. Their study was done on 343 

employees working in Norwegian companies (Dysvik and Kuvaas 2008). Another study done by 

Benson in the United States showed that on the job training also resulted in a negative relation 

with turnover. Their study was done on 667 employees (Dysvik and Kuvaas 2008).  

Training is not considered as a pool to polish current skills and knowledge. It is a tool that helps 

organizations face future competitions. Providing training helps employees feel that the 
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organization is opening for them doors to success. Therefore, it helps in reducing their intention 

to leave and increasing the feeling of commitment (Dysvik and Kuvaas 2008). 

 

Human beings are rational creatures; they tend to engage in things and behaviors that give them 

the most benefits with the least cost. Training helps employees gain knew knowledge and skills, 

in addition to increasing their performance and development. Employees that are well invested in 

by their organization tend to be more successful, satisfied, and committed than other people.  

 

2.8. Training and Commitment 

 

 

Training is known to provide organization with competitiveness. It helps in improving 

individuals’ skills and knowledge, in addition to improving the organization’s performance. As 

defined earlier, organization commitment is “identification with organization and its goal, while 

wishing to remain a member in this organization” (Reichers, 1985, p.465).  To understand more 

the effectiveness and importance of training, it is suggested to study the relationship between 

training and organizational commitment.  

 

The literature suggests that, to have a positive behavior in the workplace it largely depends on 

the employees’ perception on how much the organization and the managers value them and care 

about them (Blau, 1964). This issue is related to the social exchange theory (Blau, 1964), which 

states that psychological contract between employees and organizations is a vital determinant of 

organizational behavior (Blau, 1964).  
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Training, like any other HRMS practice can be used to grow desired responses that leads to 

organizational commitment. Research has suggested that training and development are key 

aspects to help in building strong relation between employees and employers and between 

employees and their organization (Garrow, 2004). When training programs are provided, and 

when employees perceive that such programs are available in their organizations, they will build 

this bond because they feel that the organization is investing in them, it values them, and cares 

about them (Garrow, 2004).  

 

The impact of training on organizational commitment has not received a wide research, mainly 

in Lebanon. Limited studies have been done regarding this topic, in the USA (Bartlett, 2001), 

Malysia (Ahmad and Baker, 2003), and in the Middle East by Al-Emadi and Marquardt, 2007. 

The question that this research stresses on, is how can training decrease employee turnover 

intentions. This question can be explored based on commitment. As mentioned earlier, 

organization that provide training programs are very attractive to employees (Barret & 

O’Connell, 2001). Such organizations are recognized as caring, and they value the employees 

(Barret & O’Connell, 2001). Employees are very attracted to such organizations that give 

something in return. Organizations that provide training gain the opportunity of increasing 

employee commitment and decreasing turnover intentions (Barret & O’Connell, 2001). 

 

2.9. Turnover and Affective commitment 
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Extensive research has been done to explore the consequences of employee commitment 

(Gellatly, Meyer and Luchak 2006; Luchak and Gellatly 2007; Mowday, Porter and Steers 1982) 

(Ismail, 2016). For example, commitment was linked to several factors and mainly to turnover 

intentions (Mowday, Porter and Steers 1982) (Ismail, 2016).  

 

Several studies have been done regarding this relation. Using a linear structural equation model, 

Elangovan (2001), did a research on graduates employed in a large public university, which 

showed that there is a negative relation between commitment and turnover (Elangovan 2001). 

Employees that aren’t committed to their organization, tend to leave their jobs because they lost 

the sense of belonging. 

Another study was done by Jaros (1997), on 158 engineers and 175 part time students, the 

measures resulted with an acceptable alpha 0.70, and the results showed negative relation 

between commitment and turnover intentions (Jaros,1997). Moreover, he stated that, affective 

commitment had resulted in the highest and strongest correlation with turnover. McNeese-Smith 

and Nazarey (2001), and Loi, Hang-yue and Foley (2006), also supported these results in their 

studies (McNeese-Smith and Nazarey 2001; Loi, Hang-yue and Foley 2006) (Ismail, 2016). 

 

Social identity is an essential factor to be studied regarding this relation. Human beings identify 

themselves based on their positions in group membership (Tajfel and Turner 1987; Brunetto and 

Farr-Wharton 2002). When individuals do that, they either build a negative or positive self-

esteem, based on how they perceive their part in their organization. This shows that when 

employees develop the sense of belonging, their loyalty and satisfaction increase, therefore, their 

intention to leave reduces (Tajfel and Turner 1987; Brunetto and Farr-Wharton 2002).  
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Chapter Three 
 

Methodology 

 
The goal of this research is to study the antecedents and consequences of employee turnover 

intentions in the hospitality industry in Lebanon. This is to show the impact of employee 

perception of training and supervisor support on affective commitment and its relationship with 

turnover intentions. 

 

 The researcher started studying and testing the relationship between employee perception of 

availability of training, and perception of supervisor support for training with turnover intentions. 

Afterwards, it sets a model with affective commitment as a mediating relation between training 

and turnover. The study explores this relation (direct relationship with the mediating variable) in 

the hospitality industry for randomly selected staff members in Lebanon. The reason this 

industry was chosen is because of the huge demand on it and also because it provides frequent 

training to its employees as they have direct contact with customers.  

 

3.1. Construct Operationalization: 
 

 

The survey used was chosen because it was simple and straightforward to be filled by staff 

members and it is considered an inexpensive method that is accessible to all respondents. 

Consent of participation in the study was voluntary and with full confidentiality. Moreover, it 
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was constructed using both hardcopy and softcopy, where the softcopy was developed using 

Google forms. 

The study was based on a quantitative approach, that aimed to adopt a form of credibility, 

reliability, and validity. The questionnaire consisted of 30 close-ended questions, that was 

divided into Seven sections: Consent form, Perceived availability of training, perceived 

supervisor support for training, affective commitment, turnover intentions, demographics, and a 

Thank You note. The consent form gave the participants the option to proceed in answering the 

questions or to quit. The second section tested the perception of availability of training in the 

hospitality industry. The third section investigated supervisors support for training. The fourth 

section focused on the extent of respondent’ commitment to their jobs. The fifth section 

consisted of testing whether the respondents have intentions to leave their jobs, and before the 

final section, which is the sixth one, collected general demographics information about the 

respondents (employees in the hospitality industry) – their gender, age, position, years of 

experience, and educational level. Lastly, the seventh section was the thank you note for the 

participants. 

 

The questionnaire regarding the sections containing perceived availability of training, was taken 

from a journal article by (A. Newman et al., 2011). As for the perceived supervisor support for 

training it was taken from a study done by (Neo &Wilk, 1993).The section regarding affective 

commitment was taken from a study done by Allen and Meyer’s classification of commitment 

(Allen, Meyer, &Smith, 1993). The section consisting perceived availability of training, included 

five questions to study if training is available in the organization. As for the one regarding 

supervisor’s support included twelve questions. For commitment, the section included four 
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questions to measure the level of “Affective Commitment”. The turnover section included three 

questions, used to measure the level of employees’ intention to leave. All items were measured 

on a five-point scales, being (1) “Strongly Disagree” to (5) “Strongly Agree”. As for the fifth 

section studying Turnover Intentions it was taken from a journal article by M. A. S. Khan & J. G. 

Du, (2014), “An Empirical Study of Turnover Intentions In Call Center Industry of Pakistan”, 

similarly all items were measure using five-point scale. (1) “Strongly Disagree” to (5) “Strongly 

Agree”. Moreover, the demographics part included five questions being, ag, gender, educational 

level, years of experience, and organizational level.  

 

3.2. Ethical Consideration 
 

 

Several ethical issues were considered while administering the survey. The most important one is 

giving the respondents the right of autonomy and confidentiality regarding all the information 

provided. Moreover, no personal questions were asked to the respondents. The data collection 

remained confidential and was used anonymously in the thesis. Finally, the right to participate 

was adopted by explaining the purpose of the study, which is: Measuring the effect and 

consequences of the antecedents of employee turnover intentions in the hospitality industry 

in Lebanon.  

This title was chosen by the researcher to make sure that the topic is well explained and to avoid 

any confusion to the respondents. 

 

3.3. Population and Instrumentation 
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3.3.1. Population 
 

The population of the study consists of the Lebanese employees that work in the Hospitality 

Industry. Being hotels, restaurants, and tourism companies in Beirut, Lebanon. 

The reason to choose this industry and mainly in Beirut, Lebanon, because of limited research 

done on this topic in such industry in Lebanon. 

 

3.3.2. Instrumentation 
 

 

Based on the literature review and past research, the questionnaire was conducted based on 

several previous studies that include several dimensions: Perceived availability of training (A. 

Newman et al., 2011), Perceived supervisor support for training (Neo & Wilk, 1993), Affective 

Commitment (Meyer, Allen, & Smith, 1993), which will be the mediating variable between 

training and turnover, and Turnover Intention (M. A. S. Khan & J. G. Du, 2014). As stated, the 

questionnaire is measured based on a 5-point scale being, (1) means “Strongly Disagree” and (5) 

means “Strongly Agree”. 

 

3.4. Scale Development 
 

 

3.4.1. Perceived Availability of Training Scale Development 
 

The 30-items questionnaire of perceived availability of training and perceived supervisor support 

for training, was developed by A. Newman et al., 2011. The scale was validated by Newman, 

Thanacoody and Hui in 2011. 5-items were developed to measure perceived availability of 

training, after conducting validity and reliability. The 5-items were rated on a 5-point scale being 

“Strongly Disagree” and (5) “Strongly Agree”. Items include like: “My organization provides its 
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employees with good opportunities to undertake in-house job-specific training” and “My 

organization provides it employees with good opportunities to learn general skills and knowledge 

inside the organization, which may be of use to me in my future career”. 

 

3.4.2. Perceived Supervisor Support for Training Scale Development 
 

12-items were used to measure perceived supervisor support for training. This scale was 

developed by (Neo & Wilk, 1993). It was validated and proved reliable. Items include: “My 

manager supports my participation in training and development programs” and “My manager 

makes sure I get the training and development needed for job effectiveness”.  

 

3.4.3. Affective Commitment Scale Development 
 

To measure the affective commitment, 4-items were used that were developed by (Meyer, Allen, 

& Smith, 1993). The scale was divided into 3 typed of commitment: continuance, affective, and 

normative, however, we only studied the affective commitment type because it was proven to 

have a huge effect on turnover. Items of this scale included: “I really feel that this organization’s 

problems are my own”. Allen and Meyer proved the reliability of this scale, in addition to other 

researchers that also validated this scale, such as: Judeh, M (2011), Bergman, M.E., (2006), and 

Karim, N.H.A., & Noor, N.H.N.M., (2006). 

 

3.4.4. Turnover Intention Scale Development 
 

To measure turnover intention, 3-items were used developed by (M. A. S. Khan & J. G. Du, 

2014). The scale was proven reliable and validated. Also, other researchers such as Farah, Tsui, 
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Xin, & Cheung, 1998, proved it reliable. Items include: “I often think of leaving the 

organization” and “If I could choose again, I would choose to work for the current organization”. 

 

3.5. Objectives and Hypothesis: 
 

 

The objectives of this study were: 

1. Analyze the mediating effect of affective commitment between perceived availability of training 

and perceived supervisor support with turnover intention  

2. Test the hypotheses derived from the theoretical framework. 

Hypotheses: 

H1: There is an indirect relationship between perceived availability of training and turnover 

intention 

H2: Affective commitment mediates the relationship between perceived availability of training 

and turnover intention 

H3: Affective commitment mediates the relationship between perceived availability of training 

and perceived supervisor support with turnover intention 

 

3.6. Data Collection   
 

The data of this paper is collected by inviting employees working in the hospitality industry 

(hotels, restaurants, tourism companies), in Beirut Lebanon, to participate in the study by 

answering the questionnaire. The purpose of the study is to construct an equation model to better 

understand the effect of training on turnover on employees in the hospitality industry in 

Lebanon. 
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Data collection started on March 2020 and ended in April 2020, where softcopies (Questionnaire 

Link) were sent by email to the respondents with an approval letter from the IRB. 

Number of respondents that participated in the study was ( 250 ) 
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CHAPTER FOUR 

Analysis 

4.1. Survey Administration 

 

The sample of the study includes employees that work in Hotels, Restaurants, and Tourism 

companies in Lebanon. The questionnaire administration took place on March 2020. The surveys 

were distributed as hardcopies and softcopies (via email) to the Human Resource departments of 

the companies, where only 250 responded. The 250 respondents were used for analysis using 

SPSS software and ONYX.   

 

4.2. Demographics 
 

Table 1: Summary of the participants’ demographics (Age) (n= 250) 
 

Demographics Variables Number Percentage 

Age 

Baby Boomers (1946 – 1964) 9 3.6 % 

Generation X (1965 – 1976) 16 6.4% 

Millennials/Generation Y 

(1977 – 1995) 

172 68.8 % 

Generation Z  

(1996 – Present) 

53 21.2 % 



 

48 
 

 

Table 1 shows the results of the hospitality industry demographics where 3.6% were of the baby 

boomers’ generation, born between 1946 and 1964, which showed that the percentage of 

employees considered as baby boomers is the lowest in this industry. As for generation X, 

employees borne between 1965 and 1976, the percentage was 6.4 %, which is higher than that of 

the baby boomers but still low. Most of the respondents (68.8 %) were of generation Y 

(Millennials), and finally 21.2% were of generation Z, born between 1996 and till our present 

day. Such results show that the highest percentages are of generation Y (Millennials), 68.8 %, 

those that are born between the years 1977 and 1995, which are considered young. The lowest 

percentages are the eldest known as generation baby boomers (1946 – 1964). It is interesting to 

note that around 90% of the respondents are between the age of 18 and 43, which shows that 

they are young adults and they have a long career future. 

 

Table 2: Summary of the participants’ demographics (Educational Level) (n= 250) 
 

Educational Level 

High School 36 

 

14.4 % 

BS/BA 142 

 

56.8 % 

Masters 51 

 

20.4 % 

Doctorate 8 

 

3.2 % 

Others 13 

 

5.2 % 
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As for the educational level of the respondents, the lowest percentage was that of the doctorate 

level (3.2 %), and the highest was that of the BS/BA level (56.8%). This result shows that most of 

the jobs in the hospitality industry requires bachelorette degree. However, based on the 

organizational level, master’s degree is sometimes a requirement for certain job vacancies. In this 

study around 20.4% of the respondents have master’s degree.  

 

Table 3: Summary of the participants’ demographics (Gender) (n= 250) 
 

Gender 

 

Female 120 

 

48 % 

Male 130 

 

52 % 

 

Table 3 shows that 48% of the respondents were female, and 52% were males. This shows that 

the percentage of males and female is very close to one another, which is fascinating in this case 

to see that females as males can work in any vacancy in this industry.  

 

Table 4: Summary of the participants’ demographics (Organizational Level) (n= 250) 
 

Organizational Level 

 

Non-management 51 

 

20.4 % 

Operational management 83 33.2 % 
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Middle management 60 

 

24 % 

Senior management 56 22.4 % 

 

In this sample, the highest percentage of organizational level goes to operational management 

(33.2%), after it comes the middle management, senior management, and non-management in 

which the results didn’t differ much, (24%), (22.4%), and (20.4%).  

 

Table 5: Summary of the participants’ demographics (Years of Experience) (n= 250) 
 

Years of Experience 

 

Less than a year 9 

 

3.6 % 

1-5 years 86 

 

34.4 % 

6-10 years 56 

 

22.4 % 

11-15 years 51 

 

20.4 % 

15+ 48 

 

19.2 % 

 

 

Of the sample respondents, 34.4% of the respondents have between 1 to 5 years of work 

experience, (22.4%) between 6 to 10 years, (20.4%) between 11 to 15 years, (19.2%) more than 

15 years, and the lowest percentage was that of less than one year of work experience (3.6%). 

The results were interesting to show the level of commitment of employees in this industry, since 

the percentages are very close compared to years of experience.  
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4.3. Cronbach alpha 

 

Table 6: Cronbach alpha 
 

Scale Scale Item Mean Std. Dev Cronbach 

alpha 

coefficient 

Perceived 

availability 

of training 

1-5 19.16 4.834 0.871 

Perceived 

Supervisor 

support of 

training 

1-5 48.18 10.592 0.959 

Affective 

commitment 

1-5 15.1040 4.54840 0.819 

Turnover 1-5 10.32 3.52296 0.799 

 

In this study the researcher used SPSS software to analyze the results and compute Cronbach 

Alpha. 

 

Table 6 shows the results of the four scales measure. The first two scales, perceived availability 

of training and perceived supervisor support for training all items stayed and non was dropped or 

reversed coded. In the third scale, affective commitment, the second, third, and fourth items were 

reverse coded. Also, in the fourth scale, turnover, the first and second items were reverse coded. 

The four scales showed high Cronbach alpha, with results higher than 0.7. 

This table presents the scale item that was used for each scale, in addition to the results of the 

mean, standard deviation, and Cronbach alpha.  
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CHAPTER FIVE 

 

Hypothesis Testing and Results 

 

5.1. Testing H1 

 

Figure 3 

Shows the model of the indirect relationship between Perceived availability of Training and 

Turnover using ONYX 
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Table 7: Path and Z-value of figure 3 
 

Hypotheses Path Value Z-Value 

H1 (PAT→Turnover) - 0.21 - 3.404 

 

This table shows the correlation and Z-value of the variables perceived availability of training 

and turnover. When the Z-value is equal to or above 1.645, then the result is considered 

significant. In this case the Z-value is – 3.404, which shows that its not significant and there is an 

indirect relationship between perceived availability of training and turnover, which in this case 

H1 is supported. 

This model was tested by the researcher by analyzing the RMSEA, TLI, AND CFI, where the 

results showed a great fit model, in which, RMSEA scored 0.172, TLI was 0.801 and CFI 0.865. 
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5.2. Testing H2 

 

Figure 4 

Shows the model of the mediating effect of affective commitment between perceived availability 

of training and Turnover  

 

Table 8: Path value and Z-value of figure 4 
 

Mediating effect of Affective Commitment 

Paths Path Value Z- Value 

(PAT→AC) 0.15 11.48 

(PAT→T) -0.15 - 3.75 

(AC→T) -0.28 - 5.77 
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The table shows that the relation between perceived availability of training and affective 

commitment is very significant since the Z-value is 11.48 which is very high, in addition, the 

path value is 0.15. As opposed to the previous table, the path value and z-value differed between 

perceived availability of training and turnover when affective commitment was introduced, in 

which the path value decreased (in negative) from - 0.21 to – 0.15 (partial mediation), while the 

Z-value increased (in negative) from – 3.404 to – 3.75. Moreover, the path value between 

affective commitment and turnover is – 0.28 and the Z-value is – 5.77. This shows that there is 

an insignificant relation between perceived availability of training and turnover, whereas 

affective commitment can be considered a significant mediator between perceived availability of 

training and turnover. 

In this mediating model the results tested for RMSEA, TLI, and CFI were also a good fit, being 

0.193, 0.689 (rounded to 0.7), and 0.746. 
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5.3. Testing H3 

 

Figure 5 

Shows the model of the mediating effect of affective commitment between Availability of training 

and Supervisor support with Turnover  

 

 

Table 9: path value and z-value of figure 5 
 

The mediating effect of affective commitment between Availability of training and 

Supervisor support with Turnover 

Path Path Value Z-Value 

PAT→AC -0.09 - 1.0355 

PAT→Turnover -0.09 -2.11 

AC→Turnover -0.29 -4.99 

PSS→AC 0.45 3.617 

PSS→Turnover -0.13 -2.57 
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The third model of the mediating effect of affective commitment between Availability of training 

and Supervisor support with Turnover, shows that when Perceived supervisor support was 

introduced, the path value and the Z-value for the relation between perceived availability of 

training and turnover decreased from -0.15 to -0.09 and from -3.75 to -2.11, However, the path 

value and Z-value increased between affective commitment and turnover from -0.28 to -0.29, 

and from -5.77 to -4.99. Even if the results increased, however, they still showed an insignificant 

relation between perceived availability of training and turnover. 

 

As for the perceived supervisor support, the path value and Z-value between PSS and AC were 

0.45 and 3.617, which are higher than that between PAT and AC. Moreover, the values between 

PSS and Turnover were -0.13 and -2.57. 

Such results showed that PSS and turnover have a higher insignificant relation than that between 

PAT and Turnover. In addition, the mediating effect of affective commitment is more significant 

to PSS. 

These results of this model assured that affective commitment is a mediator between PAT and 

PSS with Turnover. Besides, it also proved that there is an insignificant relation between PAT 

with Turnover and PSS with Turnover. 

 

As for the results of the RMSEA, TLI, and CFI, the scores were 0.143, 0.739, and 0.764. These 

results indicated a better fit in this model, better than the second one. 
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CHAPTER SIX 

 

Discussion, Recommendations and Conclusion 

 

6.1. Discussion 
 

 

The main role of this study was to determine the antecedents of employee turnover intentions, 

where perceived availability of training and perceived supervisor support were studied and 

affective commitment was introduced as a mediator. The objective was to find whether training 

and supervisor support and reasons to employee turnover, and it aimed to find how affective 

commitment mediates this relation.  

 

6.1.1 Indirect relation between perceived availability of training and turnover. 

 

Testing H1: There is an indirect relationship between perceived availability of training and 

turnover. 

 

In this study H1 was support and proved that there is an indirect relationship between perceived 

availability of training and turnover. Results showed that as the availability of training increased 

in the organization, employees’ intention to leave decreased.  

Several studies were done on this relation and they supported it. A study by McConnell (1999), 

proved that skills and knowledge acquired from training have a huge effect in decreasing 
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turnover. Moreover, another one done by Brum (2007), also proved that organizations that offer 

more training to their employees tend to score lower turnover. 

 

6.1.2. Mediating effect of Affective Commitment between perceived availability of training 

and Turnover 

 

 Testing H2: Affective commitment mediates the relationship between perceived availability of 

training and turnover intention. 

 

The relation in testing H2 was supported as affective commitment mediates the relationship 

between perceived availability of training and turnover. The results showed that when training in 

available, employees tend to be more committed to the organization, and as a result their 

intention to leave decrease.  

 

When analyzing the moderating effect of affective commitment, the results supported the studies 

done by several researchers. For example, Garrow (2004), proved that when training is provided 

to employees their commitment towards their organization increase by building a trust 

relationship. This bond between employees and their organizations is built through the feeling of 

belonging. H2 is based on the social exchange theory that is supported by the reciprocity norm in 

which training leads to organizational commitment. As for Barret & O’Connell (2001), their 

studied showed that training can decrease turnover by exploring the question of commitment, 

since they considered that any organization that provides training program is very attractive. 
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6.1.3 Mediating effect of affective commitment between Availability of training and 

Supervisor support with Turnover 

 

Testing H3: Affective commitment mediates the relationship between perceived availability of 

training and perceived supervisor support with turnover intension.  

 

The results in this study showed that affective commitment mediates the relationship between 

perceived availability of training and perceived supervisor support with turnover, which showed 

that H3 was supported. Regarding the part of the mediating effect of affective commitment 

between perceived availability of training and turnover, it was proven in testing H2. As for the 

mediating effect of affective commitment between supervisor support and turnover, previous 

studies have shown that employees that receive training and supervisor support tend to be more 

committed to their organizations than those who don’t receive, in which their intention to leave 

decreases (Larocco, et al., 1980; Allen and Meyer, 1990; Hutchison and Garstka, 1996; 

Eisenberger et al., 2002; Maertz et al., 2007). Other researchers also proved that employees that 

don’t receive such support from their supervisors won’t be committed to their work and will 

definitely leave their jobs (Malik, Akhtar, & Ghafoor, 2018).  

 

After testing the three hypotheses, the results are logical as when organizations provide training, 

employees will tend to be more committed to their jobs, and by that their intention to leave will 

decrease. Moreover, the results showed a stronger relation when supervisor support was 

introduced since such support is needed to encourage employees and help them build a good 

relationship with their supervisors that is a term of stress relief.  
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6.2 Managerial Implications 

 

 

To be able to help the hospitality industry reduces its turnover rate, human resource management 

should be transferred from a traditional one to a strategical management. Managers working in 

the hospitality industry should be able to provide a well-organized development plan for their 

employees to help them grow in their careers and retain them. The hospitality industry in 

Lebanon should provide training programs for its employees and that is done through workshops 

or online courses that will help them in developing themselves and provide them with skills and 

knowledge needed to exceed in their work. This also helps employees in this industry map their 

career path and value their organization. Moreover, providing supervisor support helps 

employees feel that their organization value them and recognizes them, and that everyone is 

treated the same. As we know employees working in the hospitality industry serve customers 

from all over the world, and this put them in critical situations sometimes, that is why 

supervisor’s support is a vital need to every employee to be always motivated to succeed and not 

give up. 

 

It is recommended that the HR department offer such practices to its employees so that it can 

retain them and decrease their intention to leave, since the results showed that when training and 

support are available, employees’ turnover decrease. 

 

6.3 Limitations & Future Research Recommendations 

 

As for the limitations of this study, it was done on a small sample, where better results can be 

received when applied to a bigger sample size (>250). Another limitation is that the study was 
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done at the beginning of the Covid-19 epidemic when mostly all organizations started to close, in 

which it limited the range of findings. Moreover, the study was limited to organizations in the 

Hospitality industry in Lebanon.  

Since this study had several limitations, its recommended in the future to be done on a larger 

scale for example the MENA region, and focus on several factors. For example, researchers can 

focus on the employment type (part-timers and full-timers), specify in what sector the employees 

work (Hotels, Restaurants, or Tourism companies), and also focus on the impact of the 

demographics variables on employee commitment. Another future recommendation is to focus 

on different types of commitment as mediators (Normative and Continuance) in addition to 

affective commitment. It is also recommended to study different antecedents and see their effect 

on employee turnover. Those antecedents are considered as HR practices, such as, wages, 

bonuses, compensation, performance appraisal, and many other. Finally, such study can be done 

on different industries that are considered more stable such as banks or hospitals. 

 

6.4 Conclusion 
 

 

The study was done to investigate the antecedents of employee turnover intentions in the 

hospitality industry. The results were interesting because the variables that were chosen 

(perceived availability of training and supervisor support) were not tackled a lot in Lebanon. 

Moreover, the mediating effect of affective commitment also played an important role in this 

study. The study showed that there is an indirect relationship between perceived availability of 

training and turnover, and affective commitment is a mediator between perceived availability of 
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training and supervisor support with turnover. When affective commitment was introduced, all 

the findings were supported and significant.  

Regarding the limitations stated above, the researcher recommends organizations to focus on 

their HR practices because they play a vital role on employee turnover intentions. 
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Appendix: Survey and IRB Approval 

 

Consent to participate in a Survey 

 

Antecedents and Consequences on Employee Turnover Intentions in the 

Hospitality Industry In Lebanon 

I am a MSHRM student at the Lebanese American University, and I would like to invite you to 

participate in my thesis research. The purpose of this study is to measure the effect of the 

antecedents and consequences on employee turnover intentions in the hospitality industry in 

Lebanon. I would highly appreciate your input to my thesis by completing this survey. Kindly note 

that it will take approximately 20 minutes to complete the survey.  

By continuing with the questionnaire, you agree with the following statements: 

1. I have been given sufficient information about this research project. 

2. I understand that my answers will not be released to anyone and my identity will remain 

anonymous. 

3. I understand that all responses I provide for this study will remain confidential. When the 

results of the study are reported, I will not be identified by name or any other information 

that could be used to infer my identity. Only researchers will have access to view any data 

collected during this research however, data cannot be linked to me. 

4. I understand that I may withdraw from this research any time I wish and that I have the 

right to skip any question I don’t want to answer 
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5. I understand that my refusal to participate will not result in any penalty or loss of benefits 

to which I otherwise am entitled to. 

6. I have been informed that the research abides by all commonly acknowledged ethical codes 

and that the research project has been reviewed and approved by the Institutional Review 

Board at the Lebanese American University 

7. I understand that if I have any additional questions, I can ask the research team listed 

below. 

8. I have read and understood all statements on this form. 

9. I voluntarily agree to take part in this research project by completing the following 

questionnaire. 

 

If you have any questions, you may contact: 

 

Name (PI) Phone number  Email address 

Maya Baajour +961 76 685 068 Maya.baajour@lau.edu 

 

If you have any further questions about your rights as a participant in this study, or you want to 

talk to someone outside the research, please contact the: 

IRB Office 

Lebanese American University 

3rd floor, Dorm A, Byblos Campus 

Tel: 00 961 1 786456 ext. 2546 
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Demographic and Personal Data 

 

Age Baby 

Boomers 

 

1946-1964 

Generation X 

 

1965-1976 

Millennials/ 

Generation Y 

1977-1995 

Generation Z 

1996-Present 

 

Gender Male Female    

Your 

Educational 

Level 

High School BS/BA Maters Doctorate Others 

Years of Work 

Experience 

Less than a 

year 

1-5 6-10 11-15 15+ 

Organizational 

Level 

Non- 

Management 

Operational 

Management 

Middle 

Management 

Senior 

Management 

 

 

 

 

 

Perceived availability of Training 

 

Perceived 

availability of 

Training 

 

Strongly 

disagree 

 

1 

Disagree 

 

 

2 

Neutral 

 

 

3 

Agree 

 

 

4 

Strongly 

Agree 

 

5 

 

1. My organization provides its employees with good opportunities to undertake in-house job-specific 

training 

         

   1    2      3          4              5 

 

2. My organization provides a good environment for new recruits to learn job-specific skills and 

knowledge   

 

                1  2       3           4             5 
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3. My organization provides it employees with good opportunities to learn general skills and knowledge 

inside the organization, which may be of use to me in my future career  

 

   1  2       3             4  5 

  

4.My organization provides its employees with good opportunities to undertake general training programs 

and seminars outside of the organization  

 

   1  2      3                4  5 

5. My organization provides assistance for its employees to take management training and development 

courses externally at educational institutions 

 

             1   2       3    4              5 

 

 

Perceived supervisor support 

 

Perceived 

Supervisor 

Support for 

training 

Strongly 

Disagree 

 

1 

Disagree 

 

 

2 

Neutral 

 

 

3 

Agree 

 

 

4 

Strongly 

Agree 

 

5 

 

1.I am comfortable discussing my skill weaknesses with my manager  

 

   1     2       3          4           5 

 

2. My manager shares information (problems, trends) influencing career plans  

 

   1     2       3          4           5 

 

3. My manager supports my participation in training and development programs 
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   1     2       3          4           5 

  

 4.My manager gives me coaching and guidance to help achieve my work objectives  

 

   1     2       3          4           5 

 

 5.My manager believes advising and training as one of his/her major job responsibilities  

 

   1     2       3          4           5 

 

6.I do not hesitate to tell my manager of a training need  

 

   1     2       3          4           5 

 

7.My manager makes sure I get the training and development needed for job effectiveness  

 

   1     2       3          4           5 

 

8.My manager provides me with specific feedback on my job performance  

 

   1     2       3          4           5 

 

9.My manager helps me to develop the skills I have learned in training and development  

 

   1     2       3          4           5 

10.My manager is supportive of my efforts to acquire new skills and knowledge  

 

   1     2       3          4           5 

 

11. My manager willing to discuss problems I have in using new skills and knowledge  
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   1     2       3          4           5 

 

 12.My manager assigns projects using skills and knowledge from training and development 

 

   1     2       3          4           5 

 

 

Affective Commitment 

 

Affective 

Commitment 

Strongly 

Disagree 

 

1 

Disagree 

 

 

2 

Neutral 

 

 

3 

Agree 

 

 

4 

Strongly 

Agree 

 

5 

 

1.I really feel that this organization’s problems are my own  

 

   1     2       3          4           5 

 

2.I don’t feel like “part of the family” at this organization 

 

   1     2       3          4           5 

 

3.I don’t feel emotionally attached to this organization 

 

   1     2       3          4           5 

 

4.I don’t feel a strong sense of belonging to my organization 

 

   1     2       3          4           5 
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Turnover Intention 

 

Turnover 

Intentions 

Strongly 

disagree 

 

1 

Disagree 

 

 

2 

Neutral 

 

 

3 

Agree 

 

 

4 

Strongly 

Agree 

 

5 

 

1.I often think of leaving the organization. 

 

                                        1    2       3         4             5 

 

 

2. It is very possible that I will look for a new job next year. 

 

                                       1    2       3         4             5 

 

 

3. If I could choose again, I would choose to work for the current organization. 

 

                                       1    2       3         4             5 
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