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ABSTRACT

The aim of the paper is to identify the moderating effect of analytical cognitive style on the
relationship between salary satisfaction and turnover intention among academicians. The
survey approach questions were used in order to collect the primary data from informants.
Total 502 complete questionnaires were collected back and used in the analysis. SPSS 21
was used for developing database for analyzing data. The bivariate correlation and
hierarchical multiple regression was used in analysis. The results of correlation revealed
the significant relationship between salary and turnover intention, salary and analytical
cognitive style, analytical and turnover intention. The academicians were found satisfied
from the salary packages. The analytical cognitive style was found acting as a moderator
between salary satisfaction and turnover intention. Complete moderation has occurred. So
this study introduced the new model of job satisfaction with novel results of moderation in
the theory of job satisfaction.
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INTRODUCTION

Since a lot of studies have been done on the turnover and job satisfaction relationship by
using different variables as moderator and mediator, as far as there is limited research on
the job satisfaction and turnover intention using cognitive style as moderator or mediator,
in Pakistan especially in the Khyber Pakhtunkhwa province there is need to do research by
using cognitive style as a moderator because there is no such research done by using the
cognitive style as moderator in KPK Pakistan. The main aim of a moderator is to strengthen
the relationship between the job satisfaction and turnover intention, and it will be easy to
understand by the workers to make a decision. So cognitive style is used as a moderator in
this study. It is believed that job satisfaction and turnover intention is linked strongly
(Smith et al., 2011). Turnover intention has been associated with many factors such as job
satisfaction, commitment and roles of employees (March & Simon, 1993). In addition,
according to March and Simon (1993) job satisfaction was one of the factor, which is
directly related to turnover intention. Job satisfaction consists of satisfaction, colleagues,
supervision, promotion, work environment, salary and work itself (Khan, Nawaz, & Jan,
2012).
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This study aims to investigate the relationship between job satisfaction and turnover
intention. In addition this study also focuses on moderating the role of the cognitive style
within the relationship which targeting at higher education institution lecturers in Pakistan.
This study is about filling the gaps in the theory of job satisfaction and also filling the gap
in the methodology so cognitive style is added in this study and instruments of job
satisfaction, turnover and cognitive style are also validated in this study. Turnover intention
and job satisfaction both are the results of individual decision making. Therefore cognitive
style as moderator, which is a simple measurement of how people using their brain to make
decision, is crucial to be included in this study.

Problem Statement

Most of the previous studies in Pakistan were focusing on job satisfaction and turnover
intention, but these previous studies were lacking cognitive style and method or approach
used, mostly researchers used single method of data collection (Sattar & Shadiullah, 2011;
Saifuddin, 2012; Ghafoor, 2014). In order to cover and fill those gaps, the next section
discussing the gaps as mentioned in above discussion.

Theoretical Gaps in Knowledge

It is believed that decision making is linked with job satisfaction and turnover intention.
Turnover intention is the final step in the cognitive process of decision making whether to
stay in the job or leave (Mobley, 1977; Hom & Griffeth, 2000; Lofstrom, 2005; Mughal et
al., 2016; Mughal et al., 2016; Mughal & Busari, 2015). So this gap is filled in this paper
using analytical and intuition cognitive style as moderator in the theory of Herzberg theory
of job satisfaction. According to Mughal and Busari, (2015) cognition is most overlooked
and ignored area in the field of job satisfaction. So they suggested some variables which
can be used as moderator in the models and theories of job satisfaction so this study is
about job satisfaction so cognitive style is added in the theory of job satisfaction given by
Herzberg. The point to be noted that which cognitive style need to be used in this study, so
cognitive style introduced by Allinson and Hayes (1996) is used in this study because this
study is about job satisfaction turnover and cognitive style.

LITERATURE REVIEW

Job Satisfaction Definition

In defining job satisfaction, Illies and Judge (2004) argued that “it is representative of the
emotions”. But also supported the idea that researcher must give focus to the cognition.
Likewise, number of factors in job satisfaction such as satisfaction, colleagues, supervision,
promotion, work environment, salary and work. In addition, job security, satisfaction,
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autonomy and responsibility all influence turnover intentions (Boxall et al., 2003).There
are context factors and content factors of job satisfaction.

Turnover Intention Definition

It is defined by Jacob and Roodt (2007) “Turnover intention is the mental or mind decision
which is prevailing in the approach of the individual with the preference to a job whether
to carry on or leave the job”. In organizational behavior literature turnover intention attracts
the interest of the researchers because of two reasons. Firstly is due to its psychological
dimension and secondly is an economic dimension (Price, 2001; Sezer, Zhang, Gino, &
Bazerman 2016). Similarly, turnover intention is the mental or mind decision which is
prevailing in the approach of the individual with the preference to a job whether to carry
on or leave the job (Jacob & Roodt, 2007).

Turnover Intention in Higher Education Institutions

Turnover intention in education sector is affecting and harming the output of the HEIs due
to number of lecturers leaving the jobs. Some points have been given by recent studies
about turnover intention and retention of the faculty members, which factors make it clear
to employees that whether they will stay or leave the job (Sanyo and Lee, 2003; Al-Omar
et al., 2010). Organizations can increase their performance by controlling the turnover
intention (Sanyo and Lee, 2003), Also higher education is playing an important role in
improving and polishing the skills of the individuals (Fatima & Redman, 2012).

Allinson and Hayes Dimensions of Cognitive Style Index

Allinson and Hayes (1996) named this single one dimension construct as the intuition-
analysis dimension, according to them the intuition is based on immediate or spontaneous
judgment or point of view which is based on feelings while on the other hand the analysis
is defined as the point of view or judgment which is based on the mental reasoning. The
scale which they developed it and named it was, cognitive style index and it has 38 items
or questions in which 21 items or questions are representative of analyst dimension which
is using a trichotomous scale (true, uncertain and false) its scoring is positive. On the other
side the remaining 17 items or questions shows intuitive style its scoring is negative. These
all questions or items are added together to make a new single or one index. Sadler-Smith,
Spicer and Tsang (2000) have reported that authors and researchers has reported the
reliability of the cognitive style index ranging, from 0.84 to 0.92 but the other researchers
has reported the reliability of CSI 0.70 also in replication studies done by them. In this
study the already established scale cognitive style index (CSI) introduced and developed
by (Allinson & Hayes, 1996).The cognitive style index is the main part of the debate in
this study.
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Relationship between Job Satisfaction Factor (Salary) Turnover Intention
and Cognitive Style Decision making
Recently in past ten years the researchers have increased the area of research and included

more human resource practices to investigate the effect of job satisfaction and commitment
on turnover intention (Smith et al., 2011; Alfes et al., 2013). Moreover, Scott et al., (2003)
identified that decision making is linked with the increase in the job satisfaction and
decrease in the turnover intention. Conversely, Simons and Jankowski, (2008), investigated
that communication gap between the employees and management and less opportunities,
increased the turnover intention, but it was identified that decision making may have
differing effects, on the turnover intention. Similarly, turnover intention is the cognitive
process of thinking and planning and desire, or needs to leave the job (Mobley et al., 1979).
Moreover, in the literature of the turnover intention it is agreed that the turnover intention
is the final and the last step in the cognitive process of the decision making process of
turnover intention (Hom & Griffeth, 1995).

Ha: There is significant relationship between Salary satisfaction and Turnover intention

Hy: There is significant relationship between Analytical cognitive style and salary satisfaction.
Hs: There is significant relationship between Analytical cognitive style and Turnover intention.
Ha: There is significant moderating by cognitive style between salary and turnover intention.

RESEARCH METHODOLOGY

Research Design

Chugtai and Zafar (2006) and Malik et al., (2010) insisted to sue survey approach in
business studies. This is the most used way of collecting data. Quantitative study helps the
researcher to collect the big amount of data. It is time saving and also cost saving. That’s
why this study used quantitative survey approach.

Population and Sample Size

Yamane (1967) formula was used to select the sample size. There are total 2793
academicians in KPK state. Yamane formula gave 350 sample size but researcher
distributed double 700 as 350 is the minimum sample size. Total 502 complete
guestionnaires were collected back for analysis and showing more than 70% response rate.

Measures
The instruments used in this study to measure the job satisfaction, turnover intention, and
cognitive style were paper based and web based online questionnaire. They were adopted
and used in this study. They were as follows.
1. Holtum and Oudejans 2007. 2. Allinson and Hayes (1996) 3. Cohen (1993) and
Boshoff Van, Hoole, Owen, (2003).
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The Job Descriptive Index was adopted from Holtum and Oudejans (2007). It is seven item
scale for seven facets of job satisfaction i.e. satisfaction, colleagues, supervision,
promotion, work environment, salary and work. Cohen (1993) developed the three items
scale in order to measure the turnover intention, which has been used in South Africa by
Boshoff et al., (2003), the present study used the same questionnaire. And cognitive style
is measured by using and adopting CSI.

Procedures

The instrument was consisted of five sections one section for job satisfaction, second for
turnover intention, third for cognitive style, fourth open ended questions and last section
for demographic variables. Five demographics were used for data collection, gender, age,
length of service, sector and qualification.

Data analysis

Hierarchical Multiple regression suggested by Field, (2009), and Aiken and West (1991),
and bivariate correlation has been used to identify the best fit model. In regression analysis
the variables are entered according to the theoretical consideration. First the mean centered
independent variable salary is entered then means centered moderator analysis and then
intuition are entered then their product terms are entered in the regression equation.

FINDINGS OF THE STUDY

Results Correlation

The correlation Pearson moment between salary and turnover intention is r = -0.405,
P<0.001. It means that correlation between salary and turnover intention is significant and
negative and weak correlation. The negative sign shows the direction of the relationship. It
means that when the salary satisfaction of the lecturers of higher education is high in
Khyber Pakhtoon Khwa province Pakistan than their level of turnover intention will be
low, and when the satisfaction from the salary will be low than the turnover intention of
the lecturers will be higher. Hence, the hypothesis 1 is accepted. The Pearson moment
correlation between mean centered salary and mean centered analytical is found weak but
significant and positive, i.e. r=0.147,P=0.001, it mean that when lecturers use analytical
decision making it will affect the relationship between the salary satisfaction and the
analytical decision making so hypotheses 2 is also accepted. Now, the correlation between
analytical cognitive style and turnover is r = -0.094, p<0.05 so it is weak but significant so
hypotheses 3 is also accepted. See Table 1.
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Table 1 Correlations Analysis

Salary Analytical Intuition Turnover
Intention
Salary Pearson 1
Correlation
Analytical Pearson 147 1
Correlation
Turnover Intention Pearson -.405" -.094* -.041 1
Correlation

**_ Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Moderation Method

The process by Baron and Kenny (1986) has multicollinearity problem, when two variables
are highly correlated than collinearity exists that’s why Aiken and West (1991) suggested
mean centered procedure for variables. The hierarchical multiple regressions is used on
basis of past work and it is up to researchers in which order researcher enter the independent
or predictor variables into the regression. And these independent variables should be
entered into the regression according to their importance or order or theoretical
consideration. Once all the independent variables entered now new variables should be
entered in to regression equation or hierarchically (Field, 2009).

Analytical added as Moderator

For lecturers concerning turnover intention the mean centered salary shows R square =
0.164, beta = -0.405 P<0.001, in model 1. The F ratio was F = 98.079 and its P value was
P = 0.000. The F? = 0.1962 shows it has medium effect. In model 2 the mean centered
analysis was added with mean centered salary and turnover intention in raw form the R
square = 0.165, R square change =0.001, the beta for salary was Beta = -0.400 was
significant at P<0.001 and beta for analysis Beta = -0.035, was not significant at P=0.400.
The F ratio was F = 49.367 and its P value was P = 0.000. The F? = 0.1976 shows it has
medium effect. In model 3 the product term of mean centered salary and mean centered
analysis was entered into regression analysis and was found R square = 0.189, R square
change = 0.024 it means that analysis explained 2.4% of the variance between the salary
and turnover intention. The values of R square and change in R square, changes in model
3 as compared to model 2. The beta value for salary Beta = -0.393 P<0.001, for analysis
beta = -0.079 P=0.064, for product term CSalaryCA beta = -0.160, P<0.001. It means that
analysis acts as moderator significantly between the salary and turnover intention. The F
ratio was F = 38.621 and its P value was P = 0.000. The F? = 0.2330 shows it has medium
effect. For r square change, The F? = 0.0246 shows it has small effect. See Table 2.
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Table 2 Moderating effect between mean centered variables

DV | IV R R2 adjR2 R2C FA B Beta Sig
Model 1

TI Constant 0.405 | 0.164 0.162 0.164 98.07 8.153 0.000
C_Salary -0.405 0.000
Model 2

TI Constant 0.406 | 0.165 0.162 0.001 0.711 8.153 0.000
C_Salary -0.400 .000
C_analysis -0.035 400
Model 3

TI Constant 0.434 | 0.189 0.184 0.024 | 14.465 | 8.222 0.000
C_Salary -0.393 0.000
C_Analysis -.079 0.064
CSalaryCA -0.160 0.000

Interaction effects of analysis on salary and turnover intention

After centralizing variables and entering into regression the next step was to check and
calculate the interaction effects of the moderator whether the moderator is having low,
moderate or high interaction affects between the relationship of salary and turnover
intention. It can be seen in the below graph the blue line shows the low analysis and green
line shows the moderate or medium analysis and the yellow line shows the high analysis
interaction effects .It was noted in the graph that analysis-low in the graph has R? =0.117
when it’s square root was taken it was correlated 0.342 between the salary and turnover
intention. In the same way analysis-moderate has R?=0.058 square root of this value shows
0.240 it means that analysis, moderate correlated at 0.3240 with salary and turnover
intention. In the same way analysis-high R square = 0.335 it’s square root was taken and
value was 0.57887 it means that analysis high interact at 0.5787 with salary and turnover
intention. The analysis high has a strong regression effect, correlation between salary and
turnover was 0.5787 for teachers having high analysis level.

o ° c , group

14,00

prrzzr

TotalTurnoverintention

Figure 2: Interaction between Salary, Turnover and Analysis
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DISCUSSION AND CONCLUSION

The results and findings of this study shed light on the satisfaction of academicians from
their salaries and satisfaction and preferred styles of decision making and in turn their
intention about turnover. In this study it is clear that satisfaction from salary and turnover
intention has negative relationship with each other. Also analytical and intuition cognitive
style has significant relationship with salary satisfaction. But analytical cognitive style is
significantly related with turnover. It is concluded that when the academicians are allowed
to take part in decision making and use analytical decision making cognitive styles on basis
of past facts and logical comparison of their salaries with the other organizations of same
industry they found it significant but with turnover intention only analytical logical style is
related. It means that academicians while thinking about the turnover used analytical style
means based on facts and figures. So it means that lecturers used rational thinking for
turnover. They make decision on basis of step by step process. These results are in line
with previous results of (Mughal & Busari, 2016; Busari,2012; Busari & Spicer,2010;
Busari & Spicer, 2015; Mughal & Busari, 2014; Mughal & Busar, 2015; Farooq et al.,
2016;Heromi et al., 2016; Hasbee et al., 2016; Heromi et al., 2016).

Limitations and Recommendations for Future Work

This study has collected data from one state so the findings of the study are not generalisabe
to all the states. And this study has used sample size from one state so this study has second
limitations. Findings can be generalisabe to one state only. The future researches can use
the other big sample size for example the sample size of two states of Pakistan and can
collect data using longitudinal and experimental methodologies. Future studies can also
use other dimensions of the cognitive style like planning, knowing and.
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