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Abstract 

This master thesis aims to identify work-related factors making Belgian nurses consider 

leaving their job voluntary and to compare the work-related factors across different 

generations. The purpose of this master thesis has a descriptive nature of research. The 

research approach chosen is a deductive approach and the research design chosen is a 

quantitative research design. Cluster sampling in combination with simple random sampling 

was used as sampling technique. 128 nurses were surveyed from April to May 2016. Nurses 

who reported to leave the organization due to retirement reasons, temporary employment 

contract or maternity leave were excluded from the study as this study investigates the 

voluntary turnover intention. A total of 68 nurses were included in the study which indicates 

an overall response rate of 53 %.  

Numerous of the findings in this master thesis are consistent with previous studies on turnover 

intention of different generations in other western-countries than Belgium. The work-related 

factor workload was most often reported by Belgian nurses with no intention to leave their 

job. Belgian nurses with an intention to leave their job indicated most often the work-related 

factor (non-)financial benefits. The generation-specific findings indicated both similarities 

and differences between the work-related factors selected. It was observed that Baby Boomers 

with an intention to leave their job selected most often variables related to the work-related 

factors (non-)financial benefits, supportive organization and workload. The variable lack of 

recognition appeared among Baby Boomers with an intention and no intention to leave their 

job. Surprisingly was the often selected variables lack of direct and/clear feedback on 

performances and unsupportive supervisor among Baby Boomers with professional turnover 

intention.  

Further, it was observed that Generation Xers with an intention to leave their job selected 

most often variables related to the work-related factors supportive organization, 

communication, (non-)financial benefits, work content and workload. The variables 

inadequate opportunity for advancement/professional growth and imbalance work-life 

appeared among Generation Xers with an intention and no intention to leave their job. 

Generation Yers with an intention to leave their job selected most frequently variables related 

to the work-related factors (non-)financial benefits, workload and commitment. The variables 

inadequate salary and opportunities elsewhere appeared among nurses with an intention and 
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no intention to leave their job. Surprisingly was the often selected variable inadequate salary 

among Generation Yers with professional turnover intention. 

Keywords: Generation X, Generation Y, Baby Boom, nursing, voluntary turnover intention, 

Belgium. 
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1 Introduction 

Boxall and Purcell (2011) pointed out that Human Resource Management (HRM) involves all 

activities related to managing labour and employees in the company. HRM is a necessary 

process in companies from the time a company decides to employ people. Further, Boxall and 

Purcell (2011) indicated that Strategic Human Resource Management (SHRM) deals with the 

manner in which HRM is crucial to the company‟s survival and success. One of the important 

HRM goals is employee retention. Rammant and Pepermans (2003) described retention 

management as maintaining the current employee in the company. Woodruffe (1999; as cited 

in Rammant & Pepermans, 2003) pointed out that companies do not realize who leaves until it 

is too late. Employee retention has become a priority for companies because turnover is 

costly, causes loss of knowledge, has an impact on services and on remaining employees 

(Dawson, Stasa, Roche, Homer & Duffield, 2014; Woodruffe, 1999; as cited in Rammant & 

Pepermans, 2003).  

Currently, companies employ three different generations in the workplace: the Baby Boomers 

(1946-1964), Generation Xers (1965-1979) and Generation Yers (1980-2000) (Gibson, 

Greenwood & Murphy, 2009; Hendricks & Cope, 2013; Keepnews, Brewer, Kovner & Shin, 

2010; Kapoor & Solomon, 2011). Mannheim (1953, as cited in Gibson et al., 2009, p. 2) 

described generations as a group of people born and raised in the same general chronological, 

social and historical context. The literature regarding the different generations indicates that 

every generation has diverse beliefs and values (Brunetto, Farr-Wharton & Shacklock, 2011; 

Kapoor & Solomon, 2011).  

According to Gibson et al. (2009), each generation in Western countries is influenced by 

specific events making them develop different characteristics. The Baby Boomers are 

influenced by the Vietnam War, the economic situation after World War II and civil rights 

riots (Gibson et al., 2009; Tolbize, 2008). They are reported to be loyal and workaholics 

(Gibson et al., 2009; Tolbize, 2008; Hendricks & Cope, 2013). Generation Xers are 

influenced by the start of the AIDS epidemic, economic fears, the end of the Cold War and 

corporate/government scandals (Gibson et al., 2009; Tolbize, 2008). They are reported to be 

less loyal towards employers, more concerned with work-life balance and career opportunities 

(Gibson et al., 2009; Tolbize, 2008; Hendricks & Cope, 2013). Further, Generation Yers are 

influenced by 9/11, celebrity scandals and technology (Gibson et al., 2009). They are reported 
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to be self-assured, demanding, curious and they find work-life balance important (Gibson et 

al., 2009; Tolbize, 2008; Hendricks & Cope, 2013).  

Brunetto et al. (2011) pointed out that HR professionals need to pay attention to the personal 

preferences and needs of different generations in the workplace to get a better understanding 

of how to retain them. Moreover, retention strategies need to be tailored to meet the priorities 

of each generation (Brunetto et al. 2011).  

In the context of worldwide nurse shortages, it is difficult for hospitals to replace nurses who 

leave the organization (Brunetto et al, 2011; Gok & Kocaman 2011). Therefore, it is 

important for HR professionals in the medical sector to know what factors influences the 

intention to leave for different employees. Turnover intention is defined as a measurement of 

whether employees plan to leave the organization or whether the organization plans to remove 

employees (Curtis, 2016). Many previous studies in different countries examined the 

voluntary intention of nurses to leave the organization (Arslan Yurumezoglu & Kocaman, 

2016; Dekeyser, 2012; Stordeur, Keppens & D‟hoore, 2006). Nursing is an important 

profession to investigate because of the shortage of nurses and the specific working 

conditions. Nurses spend much time walking and standing. Patients require care 24 hours a 

day. Therefore, nurses work weekend shifts, night shifts and during holidays. Moreover, 

nurses are vitally important in saving lives and have to work closely with doctors, colleagues 

and other healthcare workers to provide optimal care to patients. As mentioned before, 

employee retention is vital and high turnover rates can be challenging for hospitals. 

Therefore, a better understanding of the work-related factors influencing the intention to leave 

for the different generations could assist these organisations to improve strategies designed to 

decrease the phenomena of nurse shortages.  

Currently, there are studies conducted in Canada, Japan, United States and Finland that 

examined the intention of nurses to leave their job for one or more generations. Takase, Oba 

and Yamashita (2009), Tourangeau, Wong, Saari and Patterson (2015) and Tourangeau, 

Thomson, Cummings and Cranley (2013) focused on the Baby Boom generation, Generation 

X and Generation Y, whereas Lavoie-Tremblay et al. (2008), Chachula, Myrick and Yonge 

(2015), Ishihara, Ishibashi, Takahashi and Nakashima (2014) and Flinkman et al. (2008) 

focused only on Generation Y. It has been pointed out by Keepnews et al. (2010) that the mix 

of different generations in the workplace has crucial implications for the shortage of nurses, 
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because it might cause conflicts related to job dissatisfaction and hinder retention. Therefore, 

paying attention to the different generations of nurses in the workplace is needed for 

organizations. 

The current literature contains a research gap. The studies focusing on nurses of different 

generations in Western countries have been conducted in countries such as Canada, United 

States and Finland but not in Belgium. Focusing on Belgian nurses is meaningful because 

although Belgium has reformed their nursing education in the last decades in a way that 

makes it more attractive, nursing remained a bottleneck profession in 2015 as in 2014 and the 

previous years (“Verpleegkunde blijft [Nursing remains],”2016). The fact that no research has 

been done in Belgium and the shortage of nurses on the Belgian workplace makes it crucial to 

examine the intention to leave of different generational Belgian nurses. Hence, the study aims 

to identify work-related factors making Belgian nurses consider leaving their job voluntary 

and to compare the work-related factors across different generations. 

The following research questions have been developed and are answered in Chapter Results 

and Chapter Analysis and Discussion: 

- Research question 1: Which work-related factors make nurses consider leaving their 

current job?  

- Research question 2: What are the generation-specific work-related factors that 

encourage nurses to leave their current job? 

This master thesis tests previous work-related factors and yields new insights about the work-

related factors influencing generation-specific Belgian nurses intention to leave. 

Understanding generation-specific work-related factors influencing intention to leave can 

assist HR professionals in developing more effective and more personalized strategies to 

retain employees. Further, the new findings enriches the current literature on turnover 

intention and different generations by conducting research in Belgium. 
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2 Conceptual framework 

This chapter presents the conceptual framework which forms the basis for this master thesis. 

The first subchapter starts with turnover intention and organizational behaviour. The second 

subchapter goes deeper into the topic of work-related attitudes. The third subchapter focuses 

on the different generations currently in the workplace. The subchapter describes the 

literature on generational values and work-related factors influencing nurses of different 

generations to leave their current job. The fourth subchapter describes the cultural values 

and work-related factors. The chapter ends with a summary about the variables mentioned in 

the conceptual framework. 

2.1 Turnover intention 

Holding on to the best and brightest employees is crucial to business success. When an 

employee leaves an organization, the employers are faced with many costs from recruitment 

to training to lost productivity. Employee turnover can be voluntary or involuntary 

(Kondalkar, 2007). Voluntary turnover occurs when an employee leaves the company to work 

for another company where the employee believes that the working conditions are better or 

purely for practical reasons. Involuntary turnover refers to the planned or unplanned 

permanent employee turnover by the organization. Turnover intention can also be voluntary 

or involuntary. Turnover intention is defined as a measurement of whether employees plan to 

leave or whether the organization plans to remove employees (Curtis, 2016). This master 

thesis examines the voluntary intention of nurses to leave their current employer. 

Organizational turnover intention and professional turnover intention are part of turnover 

intention. Currie and Carr Hill (2012) pointed out that organisational turnover intention is the 

intention to leave the company and work for another employer in the same sector whereas 

professional turnover intention is the intention to leave the profession completely. Turnover 

intention can be caused by numerous aspects such as aspects related to supervision, 

workgroup and workload.  

The study of organizational behaviour (OB) examines how individuals and groups behave in 

organizational settings. Kondalkar (2007) presented the definition of organizational behaviour 

by Stephen P. Robins who defined it as a study of the attitudes and actions that employees 

express within organizations. Organizational behaviour embraces several theories. HRM 

implements organizational behaviour theories and put them into everyday practice. Kondalkar 
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(2007) presented the OB Model which consists of three levels: the individual, group and 

organizational system level (See Appendix 1). Various independent variables are grouped into 

these levels. Six dependent variables are linked to the independent variables. Based on the 

aim, this master thesis concentrates on the dependent variable turnover. According to the OB 

Model turnover is linked to numerous different factors. Due to the fact that this master thesis 

does not examine a particular organization, independent variables from the organization 

systems level are not examined. Considering the complexity of the model and the factors 

presented in the literature, the master thesis is limited to the independent variable “values and 

attitudes” mentioned on the individual level of the OB Model. This independent variable from 

the OB Model seems to be the most suitable variable to examine the aim of this master thesis, 

to identify work-related factors making Belgian nurses consider leaving their job voluntary 

and to compare the work-related factors across different generations. 

Kondalkar (2007) described values as standards, ideals and beliefs of an individual about 

what is desirable (good) and what is undesirable (bad). Values are more stable and do not 

alter. They give form to our attitude and behaviour. Kondalkar (2007) described attitudes as 

the feelings of an individual about people, objects or events. An attitude towards people, 

objects or events can be either favourable or unfavourable. They can be created by past 

experiences, needs and personality. Attitudes are less permanent and can alter. Kondalkar 

(2007) indicated that attitude is more essential in a company because attitude has an impact 

on job behaviour. According to Kondalkar (2007) attitude is not visible, but an individual‟s 

behaviour can be considered as an expression of attitude. Kondalkar (2007) indicated that 

people try to find consistency between their attitudes or between their attitude and behaviour. 

Robbins and Judge (2012) indicated that attitudes have three main components. The cognitive 

component describes the individual‟s evaluation of how things are (e.g. „my salary is low‟ ). 

The affective component describes the individual‟s feeling about a person, situation or object 

(e.g. „I am angry about my salary‟). The behavioural component describes the intention to act 

in a certain manner toward a person, situation or object (e.g. „I changing organization for a 

better salary‟). These components are closely related to each other. Understanding that 

attitudes have three components makes it easier to understand the complexity of attitudes and 

the probable relationship between attitudes and behaviour (Robbins & Judge, 2012).  
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2.1.1 Work-related attitudes 

By examining the literature, it was observed that the work-related factors influencing 

voluntary turnover intention can be grouped into work-related attitudes such as job 

satisfaction, organizational commitment, employee engagement and perceived organizational 

support (Robbins & Judge, 2012).  

Attitude: Job satisfaction 

Job satisfaction is defined as the overall pleasure related to the work (Shropshire & Kadlec, 

2012). Kondalkar (2007) indicated that employees who do not feel fulfilled with their work 

will have high turnover. The literature presented a number of work-related factors that 

influence job satisfaction. Based on the literature, the following work-related factors related to 

job satisfaction were selected for the master thesis:  

(Non-)financial benefits: Salary, rewards and perks are linked to employee motivation 

(Kondalkar, 2007). The wage system and promotion policies must be unambiguous, in line 

with the industry norms and in line with the expectations of the employee. The employee 

must experience salary and promotion policies as fair. Besides financial benefits, the company 

must offer appropriate perks and non-financial benefits such as work climate, career 

development, recognition and flex-time in order to motivate and increase job satisfaction. In 

order to examine (non-)financial benefits, the research involves the variables “inadequate 

salary”, “inadequate rewards/unfair rewards”, “lack of recognition” and “inadequate 

opportunity for advancement/professional growth”. 

Supportive working conditions: Due to the rapid technological development, it is necessary 

for companies to invest in advanced technology and the latest equipment (e.g. weighing chair, 

passive lifter). Further, the workplace should be ideal to work. The workplace should provide 

good general surrounding, sufficient space for work, suitable equipment and immediate 

accessibility of supervision (Kondalkar, 2007). Boxall and Purcell (2011) presented the AMO 

framework which indicates that individuals perform better when they have the ability to 

perform (A), motivation to perform (M) and opportunity to perform (O). Ability to perform 

embraces that the employee has the skills, talents and knowledge. Motivation to perform 

embraces that the employee will do the job because the worker is stimulated and interested. 

Opportunity to perform embraces that the employee‟s environment and work structure offers 
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the essential support and opportunities for expression. The model explains how HRM can 

influence individual and organizational performance. It has been said that a high level of 

performance is related to job satisfaction and retention (Dawson et al., 2014). In order to 

investigate the supportive working conditions and opportunity to perform of the AMO 

framework, the research involves the variables “inadequate equipment/technology to do my 

work” and “poor work environment”. Other elements of the AMO framework are examined in 

other work-related factors which influence job satisfaction such as training and development, 

workgroup and supervision. 

Training and development: qualified employees do not remain qualified forever. Skills start to 

lose quality and become out-dated. Therefore, companies need to provide training and 

development opportunities to employees. The most noticeable effect of training and 

development programs is that skills essential to complete the job are improved successfully. 

Further, training and development programs increases the self-efficacy of employees. This 

means that people with a high self-efficacy expect that they have the skills to perform in new 

circumstances. Consequently, training decreases job strain and increases job satisfaction 

(Robbins & Judge, 2012). According to Brunetto et al. (2011), training and development 

programs have an influence on affective commitment (See attitude: organizational 

commitment). In order to investigate training and development and ability to perform of the 

AMO framework, the research involves the variable “lack of training and development 

opportunities”. 

Workgroup: In order to function effectively, it is important that the members of a workgroup, 

from various disciplines, are friendly and collaborate. A workgroup acts as a source of 

comfort, assistance, support and advice to individual employees (Kondalkar, 2007). Work is 

more fun in a good group. Therefore, the level of job satisfaction is related to the level of 

support from the group (Kondalkar, 2007). In order to examine workgroup and motivation to 

perform of the AMO framework, the research involves the variables “unsupportive 

colleagues”, “incompetent colleagues”, “poor relationship with colleagues”, “poor relation 

with other professionals working in the hospital” and “bullying, belittling and harassment at 

my workplace”. 

Supervision: The role of the supervisor is important. Competent supervisors should be 

available for guidance, problem-solving and advice (Kondalkar, 2007). Supervisors need to be 
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trustworthy, communicate clear goals, be competent and be honest and fair. They need to be 

trained how to motivate employees and what they can do with suggestions of employees. 

Supervisors can be trained to be correct voice managers. Moreover, supervisors 

trustworthiness is linked with the attitudes of employees (Cho & Perry, 2012). Managers that 

are competent, that create fair practices and clear goals will enhances the level of 

commitment, task performance and risk-taking behaviours. Further, supervisors 

trustworthiness reduces the turnover intention and increases employee satisfaction (Cho & 

Perry, 2012). In order to examine supervision and motivation to perform of the AMO 

framework, the research involves the variables “incompetent supervisor”, “lack of trust in 

supervisor”, “unsupportive supervisor” and “inaccessible supervisor”. 

Work content: Work should be interesting and challenging and should offer the opportunity to 

use skills, experiences and talents (Kondalkar, 2007). The job characteristics model (JCM) 

created by Hackman and Oldham indicates that five core job characteristics are required 

(autonomy, feedback, task significance, task identity and skill variety) that leads to three 

psychological states (responsibility, meaningfulness and knowledge of work results) which 

results in outcomes such as high motivation, low absenteeism, high performance, high 

satisfaction and low labour turnover (Robbins & Judge, 2012). The JCM model is presented 

in Appendix 2. In order to examine work content and the JCM model, the research involves 

the variables “lack of variation in job activities”, “lack of autonomy”, “lack of direct and/or 

clear feedback on performances” and “lack of challenges”. 

Personality-job fit: Employees must be offered a position that matches their interest. Boxall 

and Purcell (2011) pointed out that companies should propose satisfactory incentives and a 

suitable job to employees. Aligning interests of employee and employer creates a balance 

which results in motivated and better performing employees. In order to investigate 

personality-job fit, the research involves the variable “current job does not match my 

interests”. 

Communication: Communication can move vertically and laterally. Lateral communication is 

defined as communication which takes place between managers or employees at the same 

horizontal level. Vertical communication can be subdivided into downward and upward 

communication. Downward communication is defined as communication that moves from 

one level to a lower level in a group or company. Supervisors or managers use downward 
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communication to provide employees with information on goals, policies, procedures and to 

provide feedback on performance. Robbins and Judge (2012) pointed out that managers need 

to explain the reasons of decisions towards employees to ensure that employees support the 

decisions and become more committed. Upward communication is defined as communication 

that moves from one level to a higher level in a group or company. It is not only important to 

provide lower levels with information, but also important to listen to the opinions of the 

employees in these lower levels. Upward communication informs managers about the feeling 

employees have about their work, colleagues and the company. Managers can improve 

working conditions by listening to the ideas of employees. This allows employees to influence 

decisions. In order to research communication, the research involves the variables 

“inadequate opportunity to voice in decision-making” and “lack of communication in the 

organization”. 

Workload: Although an excessively high workload can cause stress and burnout, an 

excessively low workload may be boring and unsatisfying. It is important that there is a 

balance in long-term. Workload is related to stress, burnout and work-family conflicts 

(Shropshire & Kadlec, 2012). According to Shropshire and Kadlec (2012), stress is caused by 

haziness, conflict and overload deriving from the individual and the work environment 

characteristics. Further, burnout is caused by constant or periodically emotional or physical 

exhaustion. Work-family conflicts are caused by an imbalance between work requirements 

and family obligations (Shropshire & Kadlec, 2012). Different studies pointed out that 

unmanageable workload, high work demands, high psychological demands and working 

hours (night/shifts) encourage employees to leave the company (Lavoie-Tremblay et al., 

2008; Arslan Yurumezoglu & Kocaman, 2016, Flinkman et al., 2008). In order to examine 

workload, the research involves the variables “unmanageable workload”, “insufficient staff”, 

“family obligations”, “imbalance work-life” , “health issues” and “emotional/physical 

exhaustion”.  

Attitude: Organizational commitment 

Organizational commitment (OC) is described as the extent to which an employee recognizes 

himself in the organizational goals and desires to remain employed in the company 

(Kondalkar, 2007). According to Kondalkar (2007), people with low commitment to the 

organization are more likely to leave or be absent, while those with a high commitment to the 
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organization are more likely to be satisfied with the job. It has been said that commitment to 

the organization depends on job enrichment factors which refers to the process to make the 

job more interesting, satisfying and challenging, and the extent to which employees appreciate 

freedom of action and autonomy while performing (Kondalkar, 2007). Somers (2009) 

presented the three types of commitment developed by Allen and Meyer. Affective 

commitment: refers to the employees emotional attachment to and involvement with a 

company. Continuance commitment: refers to the employees willingness to continue working 

in the company. Continuance committed employees stay in the company not because of the 

good feeling or moral obligation towards the company but because of the high costs related to 

leaving the company. Normative commitment: refers to the sense of responsibility to support 

and remain active in a company. Normative committed employees are loyal towards the 

company because they are of the opinion that it should. In order to examine organizational 

commitment, the research involves the variables “do not feel committed to the organization”, 

“opportunities elsewhere”, “do not recognize myself in organizational goals” and “do not 

identify with company‟s success”. 

Attitude: Employee engagement 

Employee engagement is described as the level to which employees are satisfied with, 

involved with and excited about, the work they do (Robbins & Judge, 2012). According to 

Robbins and Judge (2012), employees are engaged when they have a strong passion for their 

work and feel a strong bond with their company. Robbins and Judge (2012) indicated that 

high employee engagement results in higher productivity and lower turnover. In order to 

investigate employee engagement, the research involves the variables “not excited about the 

work I do”, “do not feel involved with the work I do” and “do not feel connected with 

organization”. 

Attitude: Perceived organizational support 

Perceived organizational support (POS) is described as the extent to which employees have 

confidence in the way the company values their input and takes care of their well-being 

(Robbins & Judge, 2012). Robbins and Judge (2012) pointed out that companies are 

perceived supportive when people are able to voice in decision-making, supervisors are 

supportive and rewards are fair. It has been said that a high level of POS leads to higher job 

performance (Robbins & Judge, 2012). POS overlaps with work-related factors of the attitude 
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job satisfaction such as “salary, rewards and promotion policies”, “communication”, 

“supervisor” and “supportive working conditions”. In order to examine POS, the research 

involves the variables “unsupportive organization” and “lack of trust in organization”. 

2.1.2 Generational values and work-related factors 

As mentioned earlier, values often clarify attitudes and behaviours. Knowledge about the 

value system of an individual can clarify what is important for an individual. This subchapter 

focuses on the values and beliefs of the present generations active in the workplace in 

Western countries (Western Europe and Northern America). Generally, there is disagreement 

about the correct start and end years of each generation (Gibson et al., 2009). The time 

interval for the Baby Boom generation may be from 1943 to 1965. However, most authors 

stated that the Baby Boom generation started from 1946 and ended in 1964 (Kapoor & 

Solomon, 2011; Hendricks & Cope, 2013). The time interval for Generation X may be from 

1960 to 1981. Though, most researchers pointed out that Generation X began 1965 and ended 

in 1979 (Hendricks & Cope, 2013; Keepnews et al., 2010). Furthermore, the majority of the 

authors stated that Generation Y started from 1980 until 2000 (Lavoie-Tremblay et al., 2008; 

Brunetto et al., 2011). Consequently, the time intervals reported by most of the researchers are 

used in this master thesis.  

According to Tolbize (2008), different generations in the United States of America (USA) 

have the same reasons for remaining in an organization. They want to have the opportunity to 

get promoted, opportunity to learn, be rewarded, feel recognized and opportunity to improve 

their quality of life. Therefore, numerous of the best practices to retain employees in the 

company are applicable for the different generations. The following table (Table 1) provides 

the Top 5 satisfaction reasons in the workplace for the different generations as emphasized by 

Tolbize (2008).  

Table 1: Overview of Top 5 satisfaction reasons for generations in USA 

Source: own table adapted from Tolbize (2008) 

Besides the fact that the table indicates a number of similarities, Brunetto et al. (2011) pointed 

out that every generation has diverse beliefs and values. It has been said that each generation 

 Baby Boom Generation X Generation Y 

1 

2 

3 

4 

5 

Feeling valued 

Appreciation and recognition 

Supportive environment 

Trustworthy leadership 

Competent workforce 

Feeling valued 

Appreciation and recognition 

Supportive environment 

Competent workforce 

Trustworthy leadership 

Feeling valued 

Appreciation and recognition 

Supportive environment 

Competent workforce 

Part of a team 
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is influenced by specific events making them develop different characteristics (Gibson et al., 

2009). To gain insight into the different generations, it is important to gain knowledge about 

the facts that have influenced them during their early life. The following information 

describes the values and work-related factors of the different generations. Work-related 

factors for all generations were found in the literature on organizational turnover intention 

(OTI) of nurses, while only work-related factors for Generation Y was found in the literature 

on professional turnover intention (PTI) of nurses. The description of each generation is 

followed by a summary. 

Baby Boom: values and work-related factors 

The Baby Boom generation in Western countries experienced the social and political chaos of 

their time such as the civil rights riots, the economic situation after World War II and the 

Vietnam War (Tolbize, 2008; Gibson et al. 2009). Gibson et al. (2009) indicated that the Baby 

Boomers are the largest group in the workplace. They are the generation with the most power 

and are often employed in leadership positions (Gibson et al., 2009).  

Several studies showed that Baby Boomers are more likely to be loyal towards their 

employers (Tolbize, 2008; Gibson et al., 2009). The Baby Boomers believed that hard work 

and sacrifice are the essential foundations for success (Tolbize, 2008). Further, many studies 

(Hendricks & Cope, 2013; Tolbize, 2008; Gibson et al., 2009) pointed out that Baby Boomers 

are described as workaholics which could mean that they pay less attention to work-life 

balance. According to Tolbize (2008), Baby Boomers sacrifice personal life more than 

Generation X and Generation Y who value a balance between work and personal life. Tolbize 

(2008) pointed out that Baby Boomers believe that promotion is possible step by step which 

could mean that they trust their organization that they will get promoted someday. This may 

be the reason why Baby Boomers are more loyal to their organization. Gibson et al. (2009) 

pointed out that this generation values success and teamwork. They are reported as 

competitive, process-oriented, favouring group decision-making and collaboration (Tolbize, 

2008).  

Furthermore, Hendricks and Cope (2013) and Tolbize (2008) pointed out that Baby Boomers 

are motivated by money and that they want to be noticed and prized for their work by work-

related perks and recognition. However, it has also been said that they may feel disrespected 

by constant feedback (Tolbize, 2008). Gibson et al. (2009) pointed out that Baby Boomers 
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like to be recognized with position and praise. Similarly, Brunetto et al. (2011) stated that 

Baby Boomers find promotion, personal growth and position important.  

Previous studies on OTI for the Baby Boom generation in Western countries (Tourangeau et 

al., 2013; 2015) showed that Baby Boomers have the intention to leave the organization if 

they do not get enough support from the organization and if they perceive the work 

environment as poor. These often selected variables in previous studies can be explained by 

the fact that the Baby Boom generation believes that promotion is possible step by step, but 

this is not possible if they do not have the ability, the motivation and the opportunity to 

perform (AMO framework). It can be assumed that work-related factors related to training 

and development, supervision and workgroup may also play a role in OTI for Baby Boomers. 

Moreover, the study by Tourangeau et al. (2013) indicated poor leadership as having an 

influence on OTI. Further, previous studies on OTI indicated that unmanageable workload is 

an important variable for Baby Boomers to leave the organization (Tourangeau et al., 2013; 

2015). This may be related to the fact that Baby Boomers value recognition, success, 

promotion and personal growth, but this is almost impossible to achieve when the pressure is 

too high and tasks cannot be completed with sufficient success. Furthermore, Tourangeau et 

al. (2013) indicated two other frequently selected variables related to the work-related factor 

workload. These were insufficient staff and emotional/physical exhaustion.  

The table below (Table 2) provides an overview of the Baby Boom generation in Western 

countries. The end of the table shows which variables correspond and which variables differ 

in the earlier studies on OTI for Baby Boom nurses in Western countries. It can be observed 

that unmanageable workload and unsupportive organization were highly selected in previous 

studies (Tourangeau et al., 2013; 2015). Further, more variables related to the work-related 

factor workload were selected in the study by Tourangeau et al. (2013) such as insufficient 

staff and emotional/physical exhaustion. Furthermore, variables related to the work-related 

factor supervision and supportive working conditions were frequently selected by Baby Boom 

nurses in Western countries. 
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Table 2: Overview of the Baby Boom generation in Western countries 

Baby Boom generation (1946-1964) 

Influences Characteristics Values 

Civil rights riots 

Economic situation after World War II 

Vietnam War 

Process-oriented  

Competitive 

Sacrifice personal life  

Loyal towards employer  

Workaholics  

Respect 

Group decision-making 

Success 

Personal growth 

Teamwork 

Recognition 

Promotion 

Organization turnover intention (OTI)  

Variable | Work-related factors 

Tourangeau et al. (2013):  

Insufficient staff (workload) 

Emotional/physical exhaustion (workload) 

Unmanageable workload (workload) 

Unsupportive organization (POS) 

Poor leadership (supervision) 

Tourangeau et al. (2015):  
Unmanageable workload (workload) 

Unsupportive organization (POS) 

Poor work environment (supporting working conditions) 

Source: own table adapted from Tolbize (2008), Hendricks and Cope (2013), Kapoor and Solomon (2011), Gibson et al. 

(2009), Keepnews et al. (2010), Tourangeau et al. (2013; 2015), Robbins and Judge (2012) and Brunetto et al. (2011). 

Generation X: values and work-related factors 

Generation Xers in Western countries grew up with two working parents or in a single parent 

household (Gibson et al., 2009; Tolbize, 2008). They experienced the start of the AIDS 

epidemic, end of the Cold War and corporate/government scandals (Gibson et al., 2009; 

Tolbize, 2008). This influenced their distrust in authority. This generation questions authority 

figures and is not scared by them (Tolbize, 2008). Additionally, Generation X witnessed their 

parents, who were loyal and followed the rules, get laid off and they concluded that loyalty 

towards employers did not warrant job security (Karp et al., 2002, as cited in Tolbize, 2008). 

Therefore, Generation Xers are more loyal towards their family and friends than their 

employers and they see job-hopping as a way to improve their career opportunities (Tolbize, 

2008; Gibson et al., 2009). Research on OTI by Tourangeau et al. (2013) indicated that 

Generation X would consider leaving the organization for opportunities elsewhere which 

could indicate that they are less committed to the organization.  

Generation X values work-life balance, continuous learning and career opportunities (Tolbize, 

2008; Hendricks & Cope, 2013). Brunetto et al. (2011) pointed out that Generation X will not 

sacrifice too much of their personal lives for their career. Hendricks and Cope (2013) pointed 

out that Generation Xers are motivated by time off. Money is not the main motivation for 

Generation Xers but a lack of money will decrease motivation (Hendricks & Cope, 2013). 

Further, they accept their work as long as it is satisfying (Tolbize, 2008; Gibson et al., 2009). 

Previous studies on OTI by Tourangeau et al. (2013; 2015) indicated that Generation X would 

leave the organization if they cannot handle the workload. The study by Tourangeau et al. 
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(2013) indicated more variables related to the work-related factor workload such as 

emotional/physical exhaustion and insufficient staff. Moreover, the study by Tourangeau et al. 

(2013; 2015) indicated that Generation X nurses would consider leaving the organization if 

there is a lack of support from the organization.  

Furthermore, Hendricks and Cope (2013) pointed out that this generation is individualistic 

which could mean that Generation X found their own opinion more important than the general 

opinion of the group. It could also mean that Generation X values direct communication 

where they expect direct answers on their questions. Being individualistic does not mean that 

relationships are not important at all, but the importance lies more on the task that needs to be 

performed. This may cause conflicts in the workplace with other generations such as the Baby 

Boom generation who values teamwork and group decision-making. The study by 

Tourangeau et al. (2015) indicated that Generation X would consider leaving the organization 

because of bullying, belittling and other types of disrespect which is related to the work-

related factor workgroup. Tolbize (2008) indicated that Generation Xers possess the ability to 

adjust to changes and are more independent than former generations. They are reported as 

result-focused and want to receive immediate feedback (Tolbize, 2008).  

The table below (Table 3) provides an overview of Generation X in Western countries. The 

end of the table shows which variables correspond and which variables differ in the earlier 

studies on OTI in Western countries. It can be observed that unmanageable workload and 

unsupportive organization were highly selected in previous studies (Tourangeau et al., 2013; 

2015). Further, more variables related to the work-related factor workload were selected in 

the study by Tourangeau et al. (2013) such as insufficient staff and emotional/physical 

exhaustion. Furthermore, variables related to the work-related factor workgroup and OC were 

frequently selected in previous studies on OTI for Generation X nurses in Western countries. 
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Table 3: Overview of Generation X in Western countries 

Generation X (1965-1979) 

Influences Characteristics Values 

Two working parents or single parent 

household 

Start of the AIDS epidemic 

End of the Cold War 

Corporate/government scandals 

Distrust authority 

Not threaten by authority figures  

Loyal towards family and friends 

Result-focused 

Independent  

Adaptability to changes 

Individualistic 

Job-hopping 

Respect 

Immediate/constant feedback 

Satisfying work  

Work-life balance  

Career opportunities 

Continuous learning 

Organization turnover intention (OTI)  

Variable | Work-related factors  

Tourangeau et al. (2013):  

Insufficient staff (workload) 

Opportunities elsewhere (OC) 

Unmanageable workload (workload) 

Emotional/physical exhaustion (workload) 

Unsupportive organization (POS) 

Tourangeau et al. (2015):  
Unmanageable workload (workload) 

Unsupportive organization (POS) 

Bullying, belittling and other types of disrespect 

(workgroup) 

Source: own table adapted from Tolbize (2008), Hendricks and Cope (2013), Gibson et al. (2009), Brunetto et al. (2011), 

Keepnews et al. (2010) and Tourangeau et al. (2013; 2015). 

Generation Y: values and work-related factors 

Generation Y in Western countries experienced 9/11, celebrity scandals, technological 

developments and parental coddling (Gibson et al., 2009; Tolbize, 2008). This generation 

feels comfortable with technology (Tolbize, 2008) and according to Hendricks and Cope 

(2013) they are even technology dependent. Gibson et al. (2009) pointed out that they are 

instantly connected with each other through social networks.  

Tolbize (2008) and Hendricks and Cope (2013) pointed out that this generation has many 

characteristics similar with Generation X. Generation Y is characterised by possessing the 

adaptability to changes, being independent and being result-focused (Hendricks & Cope, 

2013; Tolbize, 2008; Gibson et al., 2009). The study by Tourangeau et al. (2013) examining 

OTI indicated that Generation Y nurses would consider leaving the organization because of 

opportunities elsewhere. Studies examining PTI indicated the variables lack of organizational 

commitment (Chachula et al., 2015) and professional commitment (Flinkman et al., 2008). 

Furthermore, Generation Y is characterised as self-assured, demanding, curious, better multi-

taskers and more educated than previous generations (Tolbize, 2008). Tolbize (2008) pointed 

out that Generation Y, like Generation X, prefers immediate and constant feedback. However, 

this variable was not frequently selected in previous studies examining OTI and PTI for 

Generation Y (Lavoie-Tremblay et al., 2008; Flinkman et al., 2008; Chachula et al., 2015; 

Tourangeau et al., 2013; 2015).  
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Generation Y values work-life balance (Hendricks & Cope, 2013; Tolbize, 2008; Gibson et 

al., 2009). The variable imbalance work-life was frequently selected in the studies by 

Flinkman et al. (2008) and Chachula et al. (2015) examining PTI. According to Hendricks 

and Cope (2013), this generation is motivated by time off. Studies also indicated other 

variables related to the work-related factor workload such as insufficient staff, 

emotional/physical exhaustion  and unmanageable workload (Tourangeau et al., 2013; 

Lavoie-Tremblay et al., 2008; Flinkman et al., 2008). Further, they want to have exciting 

work and need challenges to keep them interested (Gibson et al., 2009). Similarly, the study 

by Lavoie-Tremblay et al. (2008) examining OTI indicated that the variable lack of 

challenges was highly selected. Hendricks and Cope (2013), Gibson et al. (2009) and 

Brunetto et al. (2011) indicated that career opportunities are important to this generation 

which could mean that a lack of career opportunities would make them consider changing to 

another company. Similarly, the variable inadequate opportunity for 

advancement/professional growth was highly selected in studies examining OTI (Lavoie-

Tremblay et al., 2008; Tourangeau et al., 2015). Another variable related to the work-related 

factor (non-)financial benefits and highly selected by Generation Yers with OTI and PTI was 

inadequate rewards/unfair rewards (Lavoie-Tremblay et al., 2008). Further, the variable lack 

of training and development opportunities was also highly selected in the study by Flinkman 

et al. (2008) examining PTI and the study by Lavoie-Tremblay et al. (2008) examining OTI. 

This is not surprising because having the opportunity to develop in the company will provide 

more career opportunities for the employee.  

Like the Baby Boom generation and Generation X, Generation Y wants to be treated with 

respect. Similarly, Chachula et al. (2015) and Tourangeau et al. (2015) indicated variables 

related to disrespect of co-workers that cause Generation Y nurses to leave the organization 

and the profession. According to Tolbize (2008), Generation Y favours managers that are 

good listeners. Tolbize (2008) and Gibson et al. (2009) stated that this generation wants 

people that listen to them and take into account what they have to say. According to 

Hendricks and Cope (2013), Generation Y nurses are taught to speak for themselves and are 

stimulated to share their opinion to provide new ideas to the team. Tolbize (2008) indicated 

that Generation Y, like Generation X, does not feel threatened by authority figures. They find 

it evident to ask questions and communicate with their supervisor. 
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Lavoie-Tremblay et al. (2008) indicated that poor working conditions would consider 

Generation Y nurses to leave the organization and even the profession. Other variables such 

as unsupportive colleagues (Tourangeau et al., 2015) and unsupportive organization (Lavoie-

Tremblay et al., (2008; Tourangeau et al., 2013) were also highly selected by Generation Y 

nurses considering to leave the organization.  

The table below (Table 4) provides an overview of Generation Y in Western countries. The 

end of the table shows which variables correspond and which variables differ in the earlier 

studies on OTI for Generation Y nurses in Western countries. It can be observed that the 

variables unsupportive organization (Tourangeau et al., 2013; Lavoie-Tremblay et al., 2008) 

and inadequate opportunity for advancement/professional growth (Lavoie-Tremblay et al., 

2008; Tourangeau et al., 2015) were highly selected in previous studies. Further, numerous 

variables related to the work-related factor workload were selected in the study by 

Tourangeau et al. (2013) such as insufficient staff and unmanageable workload. Furthermore, 

variables related to the work-related factor workgroup, organizational commitment, 

supportive working conditions, work content and training and development were frequently 

selected in previous studies on OTI for Generation Y nurses in Western countries.  

The table also provides information about which variables correspond and which variables 

differ in the earlier studies on PTI for Generation Y nurses in Western countries. It can be 

noticed that unmanageable workload was frequently selected in all previous studies (Lavoie-

Tremblay et al., 2008; Flinkman et al., 2008; Chachula et al., 2015). Variables related to the 

work-related factor workload were also highly selected such as imbalance work-life 

emotional/physical exhaustion. Furthermore, variables related to the work-related factors 

financial rewards, organizational commitment, professional commitment, supportive working 

conditions, training and development and disrespect were frequently selected in previous 

studies on PTI for Generation Y nurses in Western countries. 

  



25 

Table 4: Overview of Generation Y in Western countries 

Generation Y (1980-2000) 

Influences Characteristics Values 

9/11  

Celebrity scandals 

Technology 

Parental coddling 

Result-focused  

Independent  

Adaptability to changes 

Not threaten by authority figures  

Self-assured  

Demanding 

Curious 

Multi-taskers  

Educated 

Respect 

Immediate/constant feedback  

Exciting work 

Need challenges  

Employee voice  

Career opportunities  

Work-life balance 

Organization turnover intention (OTI)  

Variable | Work-related factors 

Lavoie-Tremblay et al. (2008): 
Unsupportive organization (POS) 

Inadequate rewards/unfair rewards 

(financial benefits)  

Lack of challenges (work content) 

Lack of training and development 

opportunities (training & development) 

Poor work environment (supportive 

working conditions)  

Inadequate opportunity for 

advancement/professional growth (non-

financial benefits) 

Tourangeau et al. (2013):  

Opportunities elsewhere (OC) 

Insufficient staff (workload) 

Unmanageable workload (workload) 

Emotional/physical exhaustion 

(workload)  

Unsupportive organization (POS) 

Tourangeau et al. (2015):  
Inadequate opportunity for 

advancement/professional growth 

(non-financial benefits)  

Bullying, belittling and other types of 

disrespect (workgroup) 

Unsupportive colleagues (workgroup) 

Professional turnover intention (PTI)  

Variable | Work-related factors 

Lavoie-Tremblay et al. (2008) 

Unmanageable workload (workload) 

Emotional/physical exhaustion 

(workload) 

Poor work environment (supportive 

working conditions) 

Inadequate rewards/unfair rewards 

(financial rewards) 

Flinkman et al. (2008) 

Unmanageable workload (workload)  

Emotional/physical exhaustion 

(workload) 

Imbalance work-life (workload) 

Lack of training and development 

opportunities (training & development) 

Low job satisfaction 

Lack of professional commitment 

Chachula et al. (2015) 

Unmanageable workload (workload) 

Imbalance work-life (workload) 

Lack of organizational commitment 

(OC) 

Feel unvalued, unwelcome, not treated 

equally by supervisors, physicians, 

colleagues (workgroup) 

Source: own table adapted from Tolbize (2008), Hendricks and Cope (2013), Gibson et al. (2009), Brunetto et al. (2011), 

Lavoie-Tremblay et al. (2008), Tourangeau et al. (2013; 2015), Flinkman et al. (2008) and Chachula et al. (2015).  

2.1.3 Cultural values and work-related factors 

The environment in which an individual grows up has an influence on an individual's 

behaviour (Kondalkar, 2007). Every individual is raised in a specific culture which leads to 

specific values and attitudes. These values and attitudes are passed on to next generations. 

Although some values and attitudes are permanent, some values and attitudes are influenced 

by for example social group and family norms. This subchapter presents the Belgian culture 

and cultures of other countries. As this master thesis concentrates on Belgian nurses of 

different generations, it is important to study the Belgian culture and compare the Belgian 

culture with the cultures of previous articles such as Canada (Chachula et al., 2015; Lavoie-

Tremblay et al., 2008), USA (Tourangeau et al., 2015; 2013) and Finland (Flinkman et al., 

2008). The findings observed in previous research can be different from the results in this 
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study. In order to find cultural differences between Belgium, USA, Canada and Finland the 

model of national culture developed by Hofstede and his team will be used (Geert Hofstede, 

n.d.). By studying the Belgian culture, it is possible to make assumptions about Belgian 

nurses. These assumptions are presented at the end of this subchapter. 

National culture model 

Robbins and Judge (2012) indicated that Hofstede is one of the most frequently named social 

scientists. His national culture model has had an important influence on organizational 

behaviour. However, the model is also highly criticized. First of all, the research methodology 

is highly criticized. The model makes conclusions about a culture based on a limited number 

of respondents. Secondly, the use of only one company to make conclusions on cultures. It is 

been said that one company cannot provide enough information about the culture systems of 

countries. However, the company used is a large multinational business company (IBM). 

Thirdly, the model is more than 30 years old. It is been said that the model is out-dated 

because of globalisation and internationalisation. However, it is important to mention that the 

model has been updated since. The model was modified from four dimensions to six 

dimensions due to additional studies. 

Hofstede defined culture as joint programming of the spirit differentiating members of a 

group/category with members of another group/category (Geert Hofstede, n.d.). The term 

category used in the definition can refer to religions, organizations, nations, occupations or 

genders (Geert Hofstede, n.d.). Hofstede‟s model examined how work-related values are 

influenced by culture. The model consists of six dimensions. Each dimension gets a relative 

score to distinguish different countries from each other. The following figure (Figure 1) 

compares the Belgian culture with the Canadian, USA and Finnish culture. Thereafter, the 

figure and the dimensions used in the model are explained. 
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Figure 1: Overview of the different cultures 

Dimension 1: Power distance is described as the extent that members of a community with 

less power allow power to be spread unequally (The Hofstede Centre, n.d.). The above figure 

(Figure 1) shows that Belgium scores the highest for power distance. Hofstede pointed out 

that this means that hierarchy is needed and inequalities are accepted. Belgian employees 

attitude towards their manager is more formal (The Hofstede Centre, n.d.). Belgian employees 

find control normal and expected (The Hofstede Centre, n.d.). Finland, USA and Canada 

score under 50. Hofstede pointed out that countries with a low power distance establish 

hierarchy for convenience. Supervisors are available at all times and managers depend on 

individuals and teams for their expertise. Further, managers and staff members seek advice 

from each other and transfer information freely.  

Dimension 2: Individualism is described as the extent that individuals are integrated in the 

group (The Hofstede Centre, n.d.). The second dimension of individualism is highly present 

in the above mentioned countries. Hofstede indicated that Belgians are very individualistic. 

Belgians find it important to take care of themselves and family rather than being part of a 

group (The Hofstede Centre, n.d.). In the workplace, Belgian employees are focused on the 

task and autonomy is important (The Hofstede Centre, n.d.). People expect recognition on 

their work. Further, although people can voice, Belgian employees prefer less direct styles 

towards people with more power (The Hofstede Centre, n.d.). In the previous subchapter of 

generations, it was said that Generation X is characterized by being individualistic. It can be 

assumed that work-related factors related to this characteristic, such as communication and 

relation in the workgroup, may cause problems in the workplace for other generations such as 

Baby Boomers who value group decision-making and teamwork.  
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Dimension 3: Masculinity is described as the extent that emotional roles are distributed 

between genders (The Hofstede Centre, n.d.). The third dimension of masculinity shows big 

differences between Finland and the other countries. Belgium, Canada and USA can be 

grouped together as their score is similar to each other. A high score indicates heavy 

competition between groups. Finland has a low score which indicates that this culture values 

quality of life and caring for each other (The Hofstede Centre, n.d.).  

Dimension 4: Uncertainty avoidance is described as the extent that members of a community 

feel unpleasant with instability and vagueness (Geert Hofstede, n.d.). The fourth dimension of 

uncertainty avoidance shows a high score for Belgium. Hofstede indicated that Belgians find 

rules and security important in the workplace and lack of them produces stress. Belgians also 

value planning (The Hofstede Centre, n.d.). USA and Canada have a low score which 

indicates that they are more uncertainty accepting (The Hofstede Centre, n.d.). Finland has an 

intermediate score which indicates that Finnish people slightly prefer to avoid uncertainty 

(The Hofstede Centre, n.d.). 

Dimension 5: Long term orientation is described as how every community has to keep alive 

some links with the past while handling matters of the present and future (The Hofstede 

Centre, n.d.). The fifth dimension of long term orientation shows a high score for Belgium. 

Hofstede indicated that Belgium scores as a decidedly pragmatic culture (The Hofstede 

Centre, n.d.). Hofstede stated that Belgians have the ability to easily adapt to changes, 

perseverance in accomplishing results and like to save and invest (The Hofstede Centre, n.d.). 

Finland, USA and Canada have a low score which indicates a normative society. These 

cultures have much respect for traditions, value quick results and have a slight propensity to 

save money for the future (The Hofstede Centre, n.d.).  

Dimension 6: Indulgence is described as a community that tolerates enjoyment of elemental 

and native human drives associated with having a good time (The Hofstede Centre, n.d.). The 

sixth dimension of indulgence indicates high scores for Belgium, Finland, Canada and USA. 

Hofstede pointed out that the Belgians tend to be optimists and own a positive attitude. 

Further, Hofstede indicated that Belgians value leisure time and spend their money as they 

wish (The Hofstede Centre, n.d.).  
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It can be concluded that there are differences between the culture in Belgium and the cultures 

of the above mentioned published articles. Moreover, it can be expected from these results 

that Belgians would leave their current job if they do not have the guidance and support from 

managers, freedom on how to perform, feedback on performances, information on decisions 

in the organization and a work-life balance. These cultural differences can lead to different 

results than presented in previous studies from USA, Finland and Canada, which makes it 

important to conduct a study in Belgium.  

The following table (Table 5) provides an overview of the variables used to measure work-

related factors making nurses of different generations consider leaving their job. 

Table 5: Variables influencing turnover intention 

Work-related Attitude: Job Satisfaction 

Inadequate salary Tolbize (2008), Hendricks and Cope (2013), Kondalkar (2007) 

Inadequate rewards/unfair rewards Lavoie-Tremblay et al. (2008), Robbins and Judge (2012) 

Lack of recognition Hendricks and Cope (2013), Tolbize (2008), Gibson et al. (2009), Brunetto et al. 

(2011) 

Inadequate opportunity for advancement/ 

professional growth 

Tolbize (2008), Hendricks and Cope (2013), Gibson et al. (2009), Brunetto et al. 

(2011), Lavoie-Tremblay et al. (2008), Tourangeau et al. (2015) 

Lack of training and development 

opportunities 

Tolbize (2008), Hendricks and Cope (2013), Gibson et al. (2009), Brunetto et al. 

(2011), Lavoie-Tremblay et al. (2008), Flinkman et al. (2008), Boxall and Purcell 

(2011) 

Lack of variation in job activities Boxall and Purcell (2011) 

Lack of autonomy Tolbize (2008), Hofstede‟s model, Boxall and Purcell (2011) 

Lack of direct and/or clear feedback on 

performances 

Tolbize (2008), Hofstede‟s model, Boxall and Purcell (2011) 

Lack of challenges Tolbize (2008), Gibson et al. (2009), Lavoie-Tremblay et al. (2008)  

Inadequate equipment/ technology to do 

the work  

Boxall and Purcell (2011), Tourangeau et al. (2013) 

Poor work environment Tourangeau et al. (2015), Lavoie-Tremblay et al. (2008) 

Current job does not match my interests Tolbize (2008), Gibson et al. (2009), Boxall and Purcell (2011) 

Inadequate opportunity to voice in 

decision-making 

Tolbize (2008) Gibson et al. (2009), Hofstede‟s model, Robbins and Judge (2012) 

Lack of communication in the 

organization 

Kondalkar (2007), Hofstede‟s model 

Unsupportive colleagues Tourangeau et al. (2015), Boxall and Purcell (2011) 

Incompetent colleagues Kondalkar (2007) 

Poor relationship with colleagues Kondalkar (2007), Hofstede‟s model 

Poor relation with other professionals  

working in the hospital 

Hofstede‟s model 

Bullying, belittling and harassment at  

my workplace 

Tourangeau et al. (2013; 2015), Chachula et al. (2015) 

Incompetent supervisor Kondalkar (2007) 

Lack of trust in supervisor Cho and Perry (2012) 

Unsupportive supervisor Tourangeau et al. (2013), Hofstede‟s model, Boxall and Purcell (2011), Robbins and 

Judge (2012) 

Inaccessible supervisor Boxall and Purcell (2011) 

Unmanageable workload Tourangeau et al. (2013; 2015), Lavoie-Tremblay et al. (2008), Flinkman et al. (2008), 

Chachula et al. (2015) 

Insufficient staff Tourangeau et al. (2013) 

Family obligations Tourangeau et al. (2013), Shropshire and Kadlec (2012) 

Imbalance work-life Tolbize (2008), Hofstede‟s model, Hendricks and Cope (2013), Gibson et al. (2009), 

Brunetto et al. (2011), Flinkman et al. (2008), Chachula et al. (2015) 

Health issues Tourangeau et al. (2013) 

Emotional/physical exhaustion Tourangeau et al. (2013), Lavoie-Tremblay et al. (2008), Flinkman et al. (2008) 
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Work-related Attitude: Organizational Commitment 

Do not feel committed to the 

organization 

Chachula et al. (2015) 

Opportunities elsewhere Tolbize (2008), Gibson et al. (2009), Tourangeau et al. (2013) 

Do not identify with company‟s success Kondalkar (2007) 

Do not recognize myself in 

organizational  

goals 

Kondalkar (2007) 

Work-related Attitude: Employee Engagement 

Not excited about the work I do Tolbize (2008), Gibson et al. (2009), Flinkman et al. (2008), Robbins and Judge 

(2012) 

Do not feel connected with organization Robbins and Judge (2012) 

Do not feel involved with the work I do Robbins and Judge (2012) 

Work-related Attitude: Perceived Organizational Support 

Unsupportive organization Tourangeau et al. (2013; 2015), Lavoie-Tremblay et al. (2008), Robbins and Judge 

(2012) 

Lack of trust in organization Robbins and Judge (2012) 

Source: own table adapted from Tolbize (2008), Hendricks and Cope (2013), Gibson et al. (2009), Brunetto et al. (2011), 

Robbins and Judge (2012), Kondalkar (2007), Lavoie-Tremblay et al. (2008), Flinkman et al. (2008), Chachula et al. (2015), 

Tourangeau et al. (2013; 2015), Shropshire and Kadlec (2012), Cho and Perry (2012) and Boxall and Purcell (2011)  
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3 Research design 

Saunders, Lewis and Thornhill (2012) described the research design as the general plan of 

how the researcher will solve the research question. The aim of this master thesis is to 

identify work-related factors making Belgian nurses consider leaving their job voluntary and 

to compare the work-related factors across different generations. This chapter describes the 

research strategy, the sampling technique, the type of questions used, the data analysis 

method, data quality matters and ethical considerations. 

3.1 Research strategy 

This master thesis aims to identify work-related factors making Belgian nurses consider 

leaving their job voluntary and to compare the work-related factors across different 

generations. Therefore, the purpose of this master thesis has a descriptive nature of research. 

Previous research on different generations, turnover intention of nurses and cultural 

differences have already identified variables and these variables were taken to collect the data 

using a questionnaire. The collected data describes the important work-related factors 

influencing intention to leave for each generation. The research approach chosen is a 

deductive approach. This approach goes from theories to data. The conceptual framework 

described turnover intention, four work-related attitudes based on the OB model, generational 

values and work-related factors and cultural values and work-related factors. In addition, 

variables were connected to different models such as the national culture model by Hofstede 

(n.d.), the AMO framework by Boxall and Purcell (2011) and the JCM model by Hackman 

and Oldham (Kondalkar, 2007). The data obtained by the questionnaire will either approve or 

disapprove previous studies and theoretical models that were applied. The choice of research 

approach has an influence on the choice of research design. Quantitative research design deals 

with numbers and works very well with the deductive research approach because previous 

studies and theoretical models are used to collect data and the previous studies and theoretical 

models are evaluated on the collected data. Based on the conceptual framework which 

described previous studies and theoretical models, research was conducted on the work-

related factors influencing different generations‟ intention to leave their current job. The 

collected primary data was used to analyse previous studies and theoretical models. 

The research strategy chosen for this master thesis is the survey strategy. The survey strategy 

is commonly used in business and management research (Saunders et al., 2012). The survey 
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strategy fits very well with the descriptive nature of research, deductive approach and 

quantitative research design (Saunders et al., 2012). The survey strategy works well with the 

descriptive research nature because the main goal here is to describe the characteristics and 

data about what is being examined. The main research question of this master thesis 

attempted to identify the number of respondents for each selected work-related factor which 

makes Belgian nurses of different generations consider leaving their current job. Further, the 

survey strategy fits well with the deductive approach because by using a questionnaire the 

collected previous studies and theoretical models are used and previous studies and theoretical 

models are analysed by the data collected in the field. Finally, the survey strategy works very 

well with a quantitative research design because by using a questionnaire in the survey 

strategy it is possible to ask questions where the answers are quantifiable and to collect 

standardized data which makes it easier to compare. In this master thesis, it is important to get 

an overview of the number of respondents of each generation that had selected a variable 

influencing the intention to leave their job. In this way, it is possible to get an overview of 

important generation-specific work-related factors.  

According to Saunders et al. (2012), a questionnaire is a commonly used method to collect 

data within the survey strategy. Respondents must respond to the same questions which 

makes it more efficient to analyse the answers of a sample. Saunders et al. (2012) pointed out 

that the design of the questionnaire has an impact on the response rate. Therefore, attention 

was paid to the layout and a pilot study was conducted prior to the actual research to improve 

the questionnaire. Respondents received a first e-mail which consisted information about the 

study and a link to the questionnaire made in Google Drive. The type of questionnaire sent to 

nurses was a web-based questionnaire. This type of questionnaire was chosen because of the 

sensitivity of the information that was asked from the nurses. It is important that the 

respondents can answer the questions in a peaceful setting away from colleagues and 

supervisors if they wish to do so. The second e-mail, sent one week later, consisted of a 

reminder and a thank to the respondents who have already completed the questionnaire. 

3.2 Sampling technique  

To conduct the master thesis, the federal department responsible for the national statistics in 

Belgium has been contacted. The department provided two things. Firstly, they provided an 

accurate estimate of the population size (n=3450), meaning nurses working in a specialised 
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hospital and nurses working in a home based care organization. Secondly, they provided a full 

list of specialised hospitals and home based care organizations where these nurses are 

working. Due to the fact that the population size was known and it was possible to calculate 

the probability of selection, it was possible to use probability sampling. A basic unit of 

analysis is a nurse. With probability sampling the probability for each unit to be chosen from 

the population is known and the chance to be selected is equal for every unit (Saunders et al., 

2012). Probability sampling makes it possible to estimate the features of a whole population 

from the sample (Saunders et al., 2012). The list of organizations served as a sampling frame 

for this research.  

When it comes to sample size, a 95 % confidence level and a 5 % margin of error has been 

taken into account. A 95 % confidence level is the degree of certainty in a certain margin of 

error. A margin of error shows the maximal expected difference between a sample estimate of 

something and the actual value. The calculation of the sample size indicated that the sample 

should be 346 with the population size being 3450. Due to time limitations of this master 

thesis, efforts are made to collect one third of the proposed sample size.  

Hence, cluster sampling in combination with simple random sampling was used. With cluster 

sampling the population had to be divided into clusters according to naturally occurring 

variable. The population was divided into specialised hospitals and home based care 

organizations. Thereafter, each cluster had to be numbered with a unique number. As there 

are on average 60 nurses working in each organization, two of these clusters had to be 

selected.  

Simple random sampling indicates that the samples are selected randomly from the sampling 

frame (Saunders et al., 2012). A generator of random numbers was used to generate two 

random numbers. Accordingly, a random sample of an organization was selected from a list 

of twelve specialised hospitals and a random sample of an organization was selected from a 

list of fifty seven home based care organizations located in Belgium. A total investigation was 

conducted in these organizations. According to Saunders et al. (2012), cluster sampling is a 

probability sampling technique because clusters are picked randomly. However, Saunders et 

al. (2012) pointed out that this technique represents less precisely the whole population 

because the sample is limited to the clusters which decreases the number of data that can be 

collected and decreases the representativeness of the sample (Saunders et al., 2012).  
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The organizations randomly selected are not called by name because the study contains 

sensitive information. The first organization is a specialised hospital which means that the 

newest knowledge and equipment is essential for employees and to provide optimal care to 

patients. Further, the nurses work daily with patients with neurological problems which can 

increase the workload. The hospital employs professions from different disciplines. Nurses 

must work together with doctors, dieticians, physiotherapists, psychologist and other 

disciplines. The second organization is a home based care organization. The nurses go to the 

patients‟ homes to provide nursing care. The home based care nurses work with patients with 

different health issues. It is possible that nurses working for the home based care organization 

meet patients with neurological problems as they appear in the specialised hospital. As the 

nurses work at different locations, it is important that communication between nurses, 

supervisors, other professional disciplines and the organization runs smoothly to avoid 

frustration and to guarantee the safety of the patients.  

128 nurses were surveyed about their intention to leave their current job from April to May 

2016. Nurses who reported to leave the organization due to retirement reasons, temporary 

employment contract or maternity leave were excluded from the study as this study 

investigates the voluntary turnover intention. Three respondents were excluded from the 

study. A total of 68 nurses completed the questionnaire which corresponds to an overall 

response rate of 53 %.  

3.3 Type of questions 

The web-based questionnaire contained three different parts (See Appendix 4). A total of 

eleven questions were asked of which four questions were used to exclude respondents who 

are not part of this study. Firstly, questions concerning demographic variables were asked. To 

identify the generation-specific work-related factors that influence turnover intention, it is 

important to know the year of birth of each respondent. Participants born before 1946 or after 

2001 had the ability to select “Other” in the questionnaire whereby they were excluded from 

the study. The kind of employment contract was surveyed to be able to exclude employees 

with a temporary employment contract as this study investigates the voluntary turnover 

intention of nurses. Nurses employed with a temporary contract know from the beginning of 

their employment when their contract ends and therefore turnover was planned by the 
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organization. Diploma was examined in order to be able to exclude other professionals who 

participated in the study.  

Further, it has been said that Generation X and Generation Y sees job-hopping as a way to 

improve their career opportunities (Tolbize, 2008). To value organizational commitment the 

respondents were asked two questions. Firstly, the respondents were asked the question: 

“How many years have you been working in your current organisation?”. The respondents 

could answer with (a) “Less than 5 years”, (b) “More than 5 years”, (c) “More than 10 years” 

and (d) “More than 20 years”. Secondly, the respondents were asked the question: “How 

many times have you changed an employer in the healthcare sector?”. The respondents could 

answer with (a) “Never”, (b) “Once”, (c) “Twice” and (d) “More than three times”. 

Furthermore, gender and form of employment (full-time/part-time) were included in the first 

part of the questionnaire to provide more details on the surveyed employees.  

Secondly, the respondents were asked the question: “Which of the following variables might 

make you consider leaving your current job?”. Respondents were provided with a list of 

38 variables which were composed based on the findings presented in the conceptual 

framework. The respondents were allowed to select all variables that were relevant for them 

and they also had the opportunity to add a variable if there was a variable missing. 

Thirdly, the respondents were asked the question: “How often during the course of the last 12 

months have you thought about giving up your current job?”. The respondents could answer 

with (a) “Never”, (b) “Sometimes per year”, (c) “Sometimes per month”, (d) “Sometimes per 

week and (e) “Every day”. Respondents who selected “a” or “b” were assumed to have no 

intention to leave their current job because it is normal to think about leaving sometimes per 

year. Respondents who selected “c”, “d” or “e” were assumed to have the intention to leave 

their current job. Next, the respondents were asked the question: “Are you planning to leave 

the organization within the next two years?”. The respondents could answer with (a) “No”, (b) 

“Yes” and (c) “Yes, on retirement/end contract/maternity leave”. The option “Yes, on 

retirement/end contract/maternity leave” was used to exclude respondents who will no longer 

work in the organization because of planned reasons. The results of the pilot study indicated 

that there was a need for a fourth option, “Not sure yet”, which gives respondents the 

opportunity to express doubts. Further, the respondents that answered with “Not sure yet” or 

“Yes” were asked the question: “Are you planning to leave the nursing profession?”. The 
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respondents could answer with (a) “No”, (b) “Not sure yet” or (c) “Yes”. This question allows 

to examine the professional turnover intention of nurses. The results of this question can be 

important because it is possible that the work-related factors for leaving the current job are 

different if nurses do not only have the intention to leave the organization but also the 

profession. 

3.4 Data analysis method 

Excel was used to analyse the data collected by the questionnaire. Descriptive statistics were 

applied to describe the proportion respondents, proportion female, proportion full-time 

workers, education level, proportion years of experience in current organisation and 

proportion changed an employer. The descriptive statistics of the demographic variables 

should provide information about the two organizations, generation-specific proportions and a 

total proportion for each demographic variable. The analysis of the third part in the 

questionnaire provides information about the actual intention of nurses to leave the 

organization and/or profession. Descriptive statistics were used to describe the proportion of 

respondents that thought of giving up their position during the last 12 months, proportion 

organizational turnover intention and proportion professional turnover intention.  

The following research questions were formulated at the end of the introduction part:  

- Research question 1: Which work-related factors make nurses consider leaving their 

current job? 

- Research question 2: What are the generation-specific work-related factors that 

encourage nurses to leave their current job? 

To examine the first research question, descriptive statistics were used to present the selected 

variables by nurses with an intention and no intention to leave their job. Next to examine the 

second research question, descriptive statistics were used to present the selected variables by 

nurses of each generation with an intention and no intention to leave their job. The nurses of a 

particular generation with an intention to leave their job were examined more in detail by 

grouping the respondents in nurses with OTI and nurses with PTI. The following work-related 

factors were tested by the following variables (Table 6):  
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Table 6: Work-related factors and their variables 

Concepts Work-related factors Variables 

Job satisfaction (Non-)financial benefits: 

 

 

 

Inadequate salary 

Inadequate rewards/unfair rewards 

Lack of recognition 

Inadequate opportunity for advancement/professional growth 

Training & development: Lack of training and development opportunities  

Work content: 

 

 

 

Lack of variation in job activities 

Lack of autonomy 

Lack of direct and/or clear feedback on performances 

Lack of challenges 

Supportive working 

conditions: 

Inadequate equipment/ technology to do the work 

Poor work environment 

Workgroup: 

 

 

 

 

Unsupportive colleagues 

Incompetent colleagues 

Poor relationship with colleagues 

Poor relation with other professionals working in the hospital 

Bullying, belittling and harassment at my workplace 

Supervision: 

 

 

 

Incompetent supervisor 

Lack of trust in supervisor 

Unsupportive supervisor  

Inaccessible supervisor 

Personality job fit: Current job does not match my interests 

Communication: 

 

Inadequate opportunity to voice in decision-making 

Lack of communication in the organization  

Workload: Unmanageable workload  

Insufficient staff 

Family obligations 

Imbalance work-life  

Health issues 

Emotional/physical exhaustion 

“Form of employment” 

OC Commitment Do not feel committed to the organization 

Opportunities elsewhere 

Do not identify with company‟s success 

Do not recognize myself in organizational goals 

“How many years do you work in your current organization?” 

“How many times have you changed an employer in the  

healthcare sector?” 

Employee 

engagement 

Engagement  Not excited about the work I do 

Do not feel involved with the work I do 

Do not feel connected with organization 

POS Supportive organization Unsupportive organization 

Lack of trust in organization 

Source: own table adapted from Tolbize (2008), Hendricks and Cope (2013), Gibson et al. (2009), Brunetto et al. (2011), 

Robbins and Judge (2012), Kondalkar (2007), Lavoie-Tremblay et al. (2008), Flinkman et al. (2008), Chachula et al. (2015), 

Tourangeau et al. (2013; 2015), Shropshire and Kadlec (2012), Cho and Perry (2012) and Boxall and Purcell (2011) 

Further, the findings in Belgium were compared with the findings of previous studies 

published in other Western countries and compared with the assumed expectations that 

Belgians would leave their current job if they do not have the guidance and support from 

managers, freedom on how to perform, feedback on performances, information on decisions 

in the organization and a work-life balance.  
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3.5 Data quality matters 

Research needs to be reliable and valid. Saunders et al. (2012) described reliability as whether 

other researchers would get the same results by using the same sampling technique and 

analytic procedures. Therefore, it is important to describe in detail the techniques and 

procedures used in this master thesis. The following biases and errors are important to take 

into account because they can threat the research reliability:  

Participant error is defined as factors which can negatively influence the way in which a 

respondent performs. The web-based questionnaire was sent to the respondents two weeks 

after the two-week Easter holiday in Belgium. The questionnaire was made in the Dutch 

language to avoid unclarity. The online questionnaire made it possible for nurses to fill in the 

questionnaire when they wanted. 

Participant bias is defined as factors which can produce a false response. The purpose of this 

master thesis is to identify work-related factors making Belgian nurses consider leaving their 

job voluntary and to compare the work-related factors across different generations. It is 

important that respondents can answer the questionnaire at a location away from other 

colleagues and their supervisors. There may be a false response if nurses have to answer the 

questionnaire in the same room. Respondents may be afraid to provide the real work-related 

factors why they would like to leave the organization or may select no intention to leave 

because other co-workers are sitting next to them. To avoid participant bias, the nurses were 

asked to fill in the questionnaire in a place they would not be disturbed by others. 

Researcher error is defined as factors that can change the researcher his/her interpretation. In 

order to prevent data from being misunderstood by the researcher, it is important that there is 

sufficient time foreseen by the researcher for the execution of the analysis. Further, the 

questionnaire needed to be unambiguous and straightforward. It was not only important that 

the respondents understood the questions easily, it was also important that the answers of the 

respondents could not be interpreted in different ways by the researcher. 

Researcher bias is defined as factors which causes bias in the researcher his/her registration 

of responses. Subjectivity could threaten the reliability of this master thesis. To avoid 

subjectivity, the questionnaire has been made based on the literature. All variables used in the 

questionnaire can be found with references in the conceptual framework of this master thesis.  
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According to Saunders et al. (2012), Construct Validity is defined as the degree to which a 

study measures what it needs to measure. Therefore, a pilot study was conducted with five 

nurses working in different organizations. the pilot study was carried out to ensure that 

respondents have no difficulties with answering the questionnaire and all questions were 

understood as intended. Respondents could add remarks to improve the questionnaire. All five 

nurses answered the questionnaire. The answers of the respondents were analysed and 

consequently questions were improved. Furthermore, Table 6 in the subchapter of data 

analysis methods ensured that all concepts were questioned in the questionnaire. External 

validity is defined as the degree to which the research findings can be generalised. This study 

selected two random units from two clusters. Every unit in the clusters had the same chance to 

be selected. The study conducted a total investigation in these two units. Therefore, the 

findings from these samples are generalizable to the whole population of specialised hospitals 

and home based care organizations in Belgium.  

3.6 Ethical considerations 

The instructions from Dalarna University concerning research ethics were read and applied. 

The study involved adults. The respondents were asked to fill in an anonymous web-based 

questionnaire. The research had no physical effects on the respondents. The research may 

cause employees to think more about the situation in their organization. Employees with an 

intention to leave the organization get a clearer overview of their situation and the study can 

encourage them to leave the organization earlier. Employees with no intention to leave can be 

triggered by the questionnaire. They get an overview of variables that influence intention to 

leave and it is possible that they think back to the questionnaire when the situation get worse 

in the workplace. However, the research can provide the organizations with information on 

possible problems and this can encourage the organizations to change the current situation.  
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4 Results 

This chapter describes the results of the data collection. The subchapter starts with the 

participant data. The second subchapter describes the work-related factors that make nurses 

consider leaving their job. The third subchapter focuses on the work-related factors that make 

nurses of different generations consider leaving their job.  

4.1 Participant data 

The web-based questionnaire was sent to 128 nurses working in two organizations. The first 

organization employs 63 nurses with a permanent contract. The second organization employs 

65 nurses with a permanent contract. In total 71 questionnaires were filled in by nurses. Three 

of the completed questionnaires were excluded from the study for reasons such as temporary 

contract and retirement leaves. As a result, a total of 68 nurses were included in the study. 

24 nurses were employed in organization 1 and 44 nurses were employed in organization 2. 

The following figure (Figure 2) provides an overview of the number of Baby Boomers, 

Generation Xers and Generation Yers working in organization 1 and organization 2. It can be 

seen that 6 nurses from organization 1 and 12 nurses from organization 2 belong to the Baby 

Boom generation. 10 nurses from organization 1 and 18 nurses from organization 2 belong to 

Generation X. Finally, 8 nurses from organization 1 and 14 nurses from organization 2 belong 

to Generation Y. Figure 2 also provides an overview of the total number of nurses in a 

particular generation if the two organizations are taken together. Data was collected from 

18 nurses (26 %) of the Baby Boom generation, 28 nurses (41 %) of Generation X and 

22 nurses (32 %) of Generation Y.  

Figure 2: Overview number of respondents in the different generations 
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Further, a total of 21 nurses employed in organization 1 and 39 nurses employed in 

organization 2 were female. In total 19 nurses in organization 1 and 23 nurses in organization 

2 were working full-time. The two organizations taken together showed that 15 nurses (83 %) 

of the Baby Boom generation, 24 nurses (86 %) of Generation X and 21 nurses (95 %) of 

Generation Y were female. Finally, 12 nurses (67 %) of the Baby Boom generation, 16 nurses 

(57 %) of Generation X and 14 nurses (64 %) of Generation Y were working full-time.  

Organization 1 employed 10 registered nurses
1
 and 14 practical nurses

2
 with a permanent 

contract while organization 2 employed 22 registered nurses and 22 practical nurses with a 

permanent contract. Figure 3 below provides an overview of the qualification level of the 

respondents. This question was examined in case that the questionnaire was answered by 

other professionals working in the organizations. This question also provides information on 

how educated respondents of different generations are. It can be seen that most respondents of 

Generation Y were registered nurses. This is consistent with the literature on the different 

generations that pointed out that Generation Y is more educated than Baby Boom and 

Generation X. The two organizations taken together indicated that 6 nurses (33 %) of the 

Baby Boom generation, 11 nurses (39 %) of Generation X and 15 nurses (68 %) of 

Generation Y were registered nurses. Further, 12 nurses (67 %) of the Baby Boom generation, 

17 nurses (61 %) of Generation X and 7 nurses (32 %) of Generation Y were practical nurses.  

Figure 3: Overview level of qualification 
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To examine organizational commitment, it was important to get an overview of the number of 

years‟ experience and how many times nurses changed an employer. It was no surprise to 

observe that Generation Y scored high for less than 5 years of experience and more than 5 

years of experience. Also no surprise is the fact that Generation X scored high for more than 

10 years of experience and the Baby Boom generation scored high for more than 20 years of 

experience in the organization. Asking how many times the respondents have changed an 

employer indicated that organization 1 employs 12 nurses that never changed, 8 nurses that 

changed once and 4 nurses that changed twice whereas organization 2 employs 17 nurses that 

never changed, 12 nurses that changed once, 8 nurses that changed twice and 7 nurses that 

changed more than three times. The following figure (Figure 4) shows how many times 

respondents changed an employer for the different generations. The two organizations taken 

together indicated that Generation X has the highest number of respondents that changed 

more than three times an employer (n=6).  

Figure 4: Proportion changed an employer 
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Figure 5: Intention to leave during the course of the last 12 months 
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Baby Boom generation, 7 nurses (25 %) of Generation X and 6 nurses (27 %) of Generation 

Y have an intention to leave the profession. In total have 7 Baby Boomers, 12 Generation 

Xers and 12 Generation Yers an intention to leave their job. Moreover, 31 respondents in this 

master thesis have an intention to leave their job.  

Figure 6: Overview respondents with OTI and PTI 

4.3 Work-related factors 

To gather data about the work-related factors that might make nurses consider leaving their 

job, the respondents were split up in two groups, “No intention” and “Intention”. The group 

"No intention" includes all respondents who reported no intention to leave their job in the last 

12 months and within the next two years. The group “Intention” includes all respondents who 

reported an intention to leave their job in the last 12 months and within the next two years 

because of reasons related to the organization or to the profession. 

The respondents employed in organization 1 with no intention to leave their job indicated 

unmanageable workload (n=4) as the most important variable to leave their job which is 

related to the work-related factor workload. Respondents with an intention to leave their job 

indicated most often the variable unsupportive organization (n=7) which is related to the 

work-related factor supportive organization (POS) and the variable inadequate rewards/unfair 

rewards (n=7) which is related to the work-related factor (non-)financial benefits. The 

findings are presented in Appendix 4. The respondents employed in organization 2 with no 

intention to leave their job also indicated unmanageable workload (n=7) as the most important 

variable to leave their job. Respondents with an intention to leave their job indicated most 

often the variable inadequate opportunity for advancement/professional growth (n=9) which is 

related to the work-related factor (non-)financial benefits and the variable lack of 
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communication in the organization (n=7) which is related to the work-related factor 

communication. Seven respondents employed in organization 2 with no intention to leave 

their job selected not one work-related factor because they found them irrelevant. The 

findings are presented in Appendix 5.  

The following figure (Figure 7) combines the two organizations and provides an overview of 

the most selected variables which make nurses consider leaving their job with no intention 

and an intention to leave. It can be seen that the variable lack of recognition (n=9) which is 

related to the work-related factor (non-)financial benefits and the variable unmanageable 

workload (n=11) which is related to the work-related factor workload were most frequently 

selected by respondents with no intention to leave their job. The variable inadequate 

opportunity for advancement/professional growth (n=15) which is related to the work-related 

factor (non-)financial benefits and the variable unsupportive organization (n=14) which is 

related to the work-related factor supportive organization (POS) were most often selected by 

respondents with an intention to leave the organization or profession. The findings are 

presented in Appendix 6. Furthermore, it can be noted that often selected variables by 

respondents with no plans to leave their job were also important variables for respondents 

with an intention to leave the organization or profession. It can be said that these variables 

make nurses with no intention to leave their job dissatisfied but these nurses still find the 

variables enough satisfying to stay in their current job. However, organizations need to pay 

attention to these variables because nurses with an intention to leave their job reported these 

variables as making them consider leaving their job.  
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Figure 7: Variables which make nurses consider leaving their job 

The findings of the respondents with an intention to leave can be further split up in OTI and 

PTI. It can be expected that nurses with OTI would report more work-related factors related to 

the organization such as support from the organization and communication within the 

organization. The results indicated that respondents with OTI selected most often variables 

such as unsupportive organization (n=7) and insufficient staff (n=7). The variable insufficient 

staff is related to the work-related factor workload. Furthermore, it can be expected that 

nurses with PTI would report more work-related factors related to the profession. However, 

the respondents with PTI reported most often inadequate opportunity for 

advancement/professional growth (n=11) and inadequate rewards/unfair rewards (n=8) 

followed by lack of variation in job activities (n=7), unsupportive organization (n=7) and 

unmanageable workload (n=7). The variable lack of variation in job activities is related to the 

work-related factor work content. The findings are presented in Appendix 6.  
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4.4 Generation-specific work-related factors 

4.4.1 Baby Boom 

By looking at the work-related factors which make nurses of different generations consider 

leaving their job, it can be observed that Baby Boomers with no intention to leave their 

current job reported most frequently the variables lack of recognition (n=4) and insufficient 

staff (n=3). The Baby Boomers with an intention to leave their current job reported most often 

variables such as lack of recognition (n=4), unsupportive organization (n=4), unmanageable 

workload (n=4) and health issues (n=4). The following table (Table 7) provides an overview 

of the most frequently selected variables by the Baby Boomers with no intention to leave their 

current job and intention to leave their current job (OTI and PTI).  

Table 7: Overview variables of the Baby Boom generation 

  

 

 

 

OTI Baby Boom (n= 3) 
Variable | Number 

Inadequate rewards/unfair rewards 
2 
Lack of recognition 2  
Unsupportive organization 2 
Unmanageable workload 2  
Insufficient staff 2 

No Intention  
Baby Boom (n=11) 
Variable | Number 

Intention  
Baby Boom (n= 7) 
Variable | Number 

Lack of recognition 4  
Insufficient staff 3  
Inadequate salary 2  
Inadequate rewards/ unfair rewards 
2 Inadequate opportunity for 
advancement/professional growth 2 

Lack of recognition 4  
Unsupportive organization 4  
Unmanageable workload 4 
Heath issues 4 

PTI Baby Boom (n= 4) 
Variable | Number 
Health issues 3  
Inadequate opportunity for 
advancement/professional growth 2 
Lack of recognition 2  
Lack of direct and/or clear feedback 
on performances 2  
Unsupportive supervisor 2  
Unsupportive organization 2 
Unmanageable workload 2 

  

Source: Own table 

Although there are a small number of respondents in each sub-group, it can be seen that the 

variable lack of recognition which is related to the work-related factor (non-)financial benefits 

was selected by Baby Boomers with an intention and with no intention to leave their job. 

Moreover, the variable insufficient staff which is related to the work-related factor workload 

was often selected by Baby Boomers with no intention to leave their job and by Baby 

Boomers with OTI. Similarly, the variable inadequate opportunity for 

advancement/professional growth which is related to the work-related factor (non-)financial 

benefits was frequently selected by Baby Boomers with no intention to leave their job and by 

Baby Boomers with PTI.  
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4.4.2 Generation X 

The respondents of Generation X with no intention to leave their current job reported most 

frequently the variables unmanageable workload (n=5) and imbalance work-life (n=4) which 

are related to the work-related factor workload. Two respondents reported the variables 

administrative pressure and the need to be highly flexible which were not stated in the 

questionnaire. Generation Xers with an intention to leave their current job reported most often 

the variables such as unsupportive organization (n=6), lack of communication in the 

organization (n=5) and inadequate opportunity for advancement/professional growth (n=5). 

One respondent reported another reason such as having only two weeks holiday in 

July/August which was not stated in the questionnaire. The following table (Table 8) provides 

an overview of the most frequently selected variables by Generation Xers with no intention to 

leave their current job and intention to leave their current job (OTI and PTI).  

Table 8: Overview variables of Generation X 

  OTI Generation X (n= 5) 
Variable | Number 

Unsupportive organization 3 
Lack of communication in the 
organization 3 
Insufficient staff 3 
 
 
 
 

No Intention  
Generation X (n=16) 
Variable | Number 

Intention  
Generation X (n= 12)  
Variable | Number 

Unmanageable workload 5 
Imbalance work-life 4 
Heath issues 3 
Inadequate opportunity for 
advancement/professional growth 3 
Lack of recognition 3 
 

Unsupportive organization 6 
Lack of communication in the 
organization 5 
Inadequate opportunity for 
advancement/professional growth 5 
Inadequate rewards/unfair rewards 
4 
Lack of variation in job activities 4 
Insufficient staff 4 
Imbalance work-life 4 

PTI Generation X (n= 7) 
Variable | Number 
Inadequate opportunity for 
advancement/professional growth 4 
Inadequate rewards/unfair rewards 
3 
Lack of variation in job activities 3 
Unsupportive organization 3 
Imbalance work-life 3 

  

Source: Own table 

It can be noticed that frequently selected variables among Generation Xers with no intention 

to leave their job such as unmanageable workload and inadequate opportunity for 

advancement/professional growth returned among Generation Xers with an intention to leave 

their current job. The variable inadequate opportunity for advancement/professional growth 

was even most frequently selected by Generation Xers with PTI. Further, the variable 

unsupportive organization was observed among respondents with OTI and PTI. It can be seen 

that variables related to the organization were not only highly selected among Generation 

Xers with OTI but also among Generation Xers with PTI. 
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4.4.3 Generation Y 

The respondents of Generation Y with no intention to leave their current job reported most 

frequently the variables poor relationship with colleagues (n=5) and unmanageable workload 

(n=5). One respondent reported the variable commuting issues which was not stated in the 

questionnaire. Generation Yers with an intention to leave their current job reported most often 

variables such as inadequate opportunity for advancement/professional growth (n=7) and 

emotional/physical exhaustion (n=7). The following table (Table 9) provides an overview of 

the most frequently selected variables by Generation Yers with no intention to leave their 

current job and intention to leave their current job (OTI and PTI).  

Table 9: Overview variables of Generation Y 

  

 

 

OTI Generation Y (n= 6) 
Variable | Number 

Opportunities elsewhere 3 
Lack of recognition 3 
Emotional/physical exhaustion 3 
Imbalance work-life 3 
 
 
 
 
 

No Intention  
Generation Y (n=10) 
Variable | Number 

Intention  
Generation Y (n= 12)  
Variable | Number 

Poor relationship with colleagues 5 
Unmanageable workload 5 
Opportunities elsewhere 3 
Inadequate salary 3 
Incompetent supervisor 3 
Unsupportive colleagues 3 
Family obligations 3 

Inadequate opportunity for 
advancement/professional growth 7 
Emotional/physical exhaustion 7 
Opportunities elsewhere 6 
Inadequate salary 6 
Inadequate rewards/unfair rewards 
6 
Imbalance work-life 6 
 
 

PTI Generation Y (n= 6) 
Variable | Number 
Inadequate opportunity for 
advancement/professional growth 5 
Inadequate rewards/unfair rewards 
4 
Inadequate salary 4 
Emotional/physical exhaustion 4 

  

Source: Own table 

It can be seen that the variable opportunities elsewhere was highly selected by respondents 

with no intention to leave their job and an intention to leave their organization (OTI). 

Similarly, the variable inadequate salary was highly selected among respondents with no 

intention to leave their job and an intention to leave the profession (PTI). The variable 

emotional/physical exhaustion was highly selected among Generation Yers with OTI and PTI. 

All selected variables by the different generations can be found in the appendix (Appendix 6).   
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5 Analysis and Discussion 

This chapter analyses and discusses the results more in depth by using previous literature. 

The first subchapter starts with the discussion on the work-related factors that make nurses 

consider leaving their job. The second subchapter discusses the generation-specific work-

related factors that make nurses consider leaving their job.  

5.1 Work-related factors 

This master thesis provides knowledge about the work-related factors that make Belgian 

nurses consider leaving their job. The findings show that the dependent variable “turnover” 

from the OB model depends mainly on the independent variable “attitude: job satisfaction” 

among nurses with no intention to leave their current job. The most dependent work-related 

factor was workload, followed by the work-related factors (non-)financial benefits, 

supervision and workgroup. This shows that nurses who have no intention to leave their 

current job perceive workload as a decisive factor. The findings among nurses with an 

intention to leave their job indicated that the dependent variable “turnover” from the OB 

model depends on the independent variables “attitude: job satisfaction” and “attitude: POS”. 

The most dependent work-related factor was (non-)financial benefits, followed by the work-

related factors support, workload and commitment.  

It can be observed that the work-related factor workload has still a decisive role among nurses 

with an intention to leave their job, however, less important than for nurses with no intention 

to leave their job. Although the work-related factor (non-)financial benefits was important 

among nurses with no intention to leave their job, this work-related factor has a more decisive 

role among nurses with an intention to leave their current job. The findings partially confirm 

the results of previous studies by Tourangeau et al. (2013; 2015) who confirmed the decisive 

role of the work-related factors workload and support. However, the studies by Tourangeau et 

al. (2013; 2015) do not confirm the decisive role of the work-related factor (non-)financial 

benefits. The fact that the work-related factor (non-)financial benefits was highly selected 

among the respondents can indicate the importance of financial benefits for Belgian nurses. It 

can be said that this is reasonable for Belgians because as identified in Chapter 2.1.3 Belgians 

like to save and invest for the future (The Hofstede centre, n.d.).  
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Furthermore, it can be observed that the variable lack of variation in job activities which is 

related to the JCM model (See Chapter 2.1.1) was highly selected among nurses with an 

intention to leave (n=10). In the same way, it can be observed that the variable unsupportive 

supervisor which is related to motivation to perform in the AMO model (See Chapter 2.1.1) 

was frequently selected among nurses with an intention to leave their job (n=8).  

5.2 Generation-specific work-related factors 

This master thesis also provides knowledge about the work-related factors that make Belgian 

nurses from different generations consider leaving their job. The findings indicate both 

similarities and differences between the work-related factors selected by different generations. 

The findings reveal that both Generation X and Generation Y emphasized the relative 

importance of opportunity for advancement/professional growth and rewards. As the Baby 

Boom generation gradually leave the workplace and go on retirement, many leadership 

positions become available for Generation Xers and Generation Yers. Employing these 

generations in leadership positions can be beneficial as these generations value career 

opportunities as identified in Chapter 2.1.2. However, both the responses of Generation X and 

Generation Y also emphasized the importance of work-life balance which is consistent with 

the literature on the values of Generation X and Generation Y as identified in Chapter 2.1.2 

(Tolbize, 2008). It can be said that this is reasonable for Belgians because as identified in 

Chapter 2.1.3 Belgians value leisure time (The Hofstede centre, n.d.). 

Across the different generations, it was observed that the work-related factors workload and 

(non-)financial benefits play an important role for Belgian nurses with an intention to leave 

their job. This shows that broad retention strategies could be used to address retention across 

nurses of different generations. Previous research by Tolbize (2008) pointed out that different 

generations have the same reasons for remaining in an organization and that numerous of the 

best practices to retain employees in the company are applicable for the different generation 

(See Chapter 2.1.2).  

To address workload, HR professionals can create a work environment that is open for 

discussion about workload, the impact of workload and the fairness of workload. Nurses of 

different generations with an intention to leave their job often selected variables such as 

health issues, insufficient staff, emotional/physical exhaustion and imbalance work-life. 

Mentorship programs may be a strategy to develop a supportive environment. The work-
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related factor support was important for nurses with an intention to leave and no intention to 

leave their job. The variable unsupportive organization was highly selected across Baby 

Boomers and Generation Xers with an intention to leave their job. Mentoring programs can 

provide Baby Boomers the recognition that they value and Generation Xers and Generation 

Yers with career guidance and professional growth for the future.  

While many of the work-related factors were important across the different generations, the 

three generations also differ. Below, the different generations are discussed in more detail.  

5.2.1 Baby Boom 

The nurses of the Baby Boom generation involved in this master thesis were all 52 years old 

or older. This may clarify the fact that the variable health issues was highly selected among 

Baby Boomers with an intention to leave their job. The variable health issues appeared more 

among Baby Boomers with PTI than among Baby Boomers with OTI. Previous studies 

(Tourangeau et al., 2013; 2015) attributed this variable to the Silent generation3 and to OTI. 

The Silent generation was not included in this master thesis because it is believed that they are 

no longer employed in the workplace. The finding that nurses of the Baby Boom generation 

with an intention to leave often selected the variable health issues may indicate that this 

generation recognizes that health problems related to their age make every day work routines 

more challenging.  

In order to retain Baby Boomers in the organization, work modifications can be made. 

Providing work modifications can also ensure that employees feel supported and recognized. 

The variables lack of recognition and unsupportive organization were often selected among 

Baby Boomers with an intention to leave their job. The variable lack of recognition was even 

highly selected among Baby Boomers with no intention to leave their job. This repetition 

among Baby Boomers with an intention and no intention to leave their job may stress how 

important Baby Boomers find recognition. Similarly, Tolbize (2008) pointed out that the 

Baby Boom generation feel satisfied when they feel valued and receive appreciation and 

recognition. Further, previous studies (Tolbize, 2008; Hendricks & Cope, 2013) indicated that 

the Baby Boom generation value among others recognition, success and promotion. The 

                                                 

3
 Silent generation: born between 1924-1945. 
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finding that the variable unsupportive organization was highly selected can be related to the 

assumption made in Chapter 2.1.3 regarding power distance which assumed that Belgians 

would have an intention to leave their job if they do not have the support and guidance they 

need. 

The findings on Baby Boomers with OTI are not entirely consistent with previous studies 

(Tourangeau et al., 2013; 2015). In these previous studies, respondents did not often selected 

the work-related factor (non-)financial benefits. However, past findings characterized Baby 

Boomers as valuing recognition, promotion and success (Tolbize, 2008). Similarly to 

Tourangeau et al.‟s (2013; 2015) findings, respondents in the master thesis reported 

unmanageable workload, insufficient staff and unsupportive organization. The variable 

unsupportive organization belongs to the attitude POS. Tolbize (2008) indicated that 

supportive environment and trustworthy leadership are two of the top five satisfaction reasons 

of the Baby Boom generation.  

The findings on Baby Boomers with PTI indicated unsupportive supervisor and lack of direct 

and/or clear feedback on performances as reasons to consider leaving the profession. These 

variables are related to the AMO model and the JCM model (See Chapter 2.1.1). Previous 

research (Tolbize, 2008) indicated that Baby Boomers may feel disrespected by constant 

feedback. The reason why the variable lack of direct and/or clear feedback on performances 

was selected by Belgian nurses of the Baby Boom generation can be related to the Belgian 

culture. The finding corresponds with the assumption made in Chapter 2.1.3 regarding 

uncertainty avoidance which assumed that Belgians would have an intention to leave their job 

if they do not have feedback on performances. 

In comparison to the other generations, the variable imbalance work-life was not frequently 

selected in the questionnaire by the Baby Boom generation. This contradicts with the 

assumption made in Chapter 2.1.3 regarding indulgence which assumed that Belgians would 

have an intention to leave their job if there is an imbalance between work and life. However, 

previous studies characterized the Baby Boom generation as workaholics and as those who 

sacrifice their personal lives (Tolbize, 2008; Hendricks & Cope, 2013). Therefore, it can be 

assumed that this variable has less influence on turnover intention for the Baby Boom 

generation.  
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To retain Baby Boomers in the workplace, HR professionals should pay attention to 

mechanisms that ensure recognition and manageable workload.  

5.2.2 Generation X 

Generation Xers are generally characterized as individualistic and independent. This may 

cause problems in the workplace. Generation Xers with an intention to leave their job 

indicated lack of communication in the organization. The finding corresponds with the 

assumption made in Chapter 2.1.3 regarding uncertainty avoidance which assumed that 

Belgians would have an intention to leave their job if they do not have enough information on 

decisions in the organization. The variable lack of communication can also be related to the 

characteristic of Generation Yers that they are more individualistic as mentioned in Chapter 

2.1.2. Being individualistic involves that these people value direct communication which may 

mean that they expect direct answers on their questions. The finding that the variable lack of 

communication in the organization was highly selected is reasonable because as mentioned in 

Chapter 2.1.3 Hofstede identified that Belgians score high on the dimension individualism 

(The Hofstede Centre, n.d.). Previous studies (Tolbize, 2008; Hendricks & Cope, 2013; 

Gibson et al., 2009) also indicated that Generation Xers do not feel threaten by authority 

figures. It can be said that Generation X is not afraid to communicate with people higher up in 

the hierarchy. They found it natural to voice and communicate.  

Similar to Tourangeau et al.‟s (2013; 2015) findings, Generation Xers with an intention to 

leave their job (OTI & PTI) selected frequently the variable unsupportive organization in the 

master thesis. This finding corresponds with the assumption made in Chapter 2.1.3 regarding 

power distance which assumed that Belgians would have an intention to leave their job if they 

do not have the support and guidance they need. Tolbize (2008) indicated a supportive 

environment and trustworthy leadership as two of the satisfaction reasons for Generation 

Xers.  

Similar to Tourangeau et al.‟s (2013) findings, Generation Xers with an intention to leave 

their job (OTI) selected often the variable insufficient staff in the master thesis. This variable 

is related to the work-related factor workload. The variable imbalance work-life which is 

related to workload was frequently selected among Generation Xers with an intention to leave 

and with no intention to leave their job in the master thesis. The repetition may indicate the 

importance of work-life balance. Previous research (Hendricks & Cope, 2013; Gibson et al., 
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2009; Brunetto et al., 2009) pointed out that Generation X is characterized as being loyal 

towards family and friends and they value work-life balance more than the Baby Boom 

generation. This finding also corresponds with the assumption made in Chapter 2.1.3 

regarding indulgence which assumed that Belgians would have an intention to leave their job 

if there is an imbalance between work and life. 

Similarly, the variable inadequate opportunity for advancement/professional growth was often 

selected among Generation Xers with an intention and with no intention to leave. This 

repetition among Generation Xers may stress how important this generation find 

advancement. Previous studies (Tolbize, 2008; Hendricks & Cope, 2013; Gibson et al., 2009) 

indicated that Generation X value career opportunities and respect. Furthermore, the variable 

lack of variation in job activities was often selected among Generation Xers with an intention 

to leave their job (PTI). This result can also be interpreted that Generation Xers want to grow 

in their position. This is related to the JCM model as mentioned in Chapter 2.1.1. 

In contrast to what previous studies (Tolbize, 2008, Hendricks & Cope, 2013) indicated, the 

results from the questionnaire do not identify that Generation X receives too little 

immediate/constant feedback. Therefore, the assumption made in Chapter 2.1.3 regarding 

uncertainty avoidance that Belgians would have an intention to leave their job if they do not 

have feedback on performances cannot totally be confirmed. To retain Generation Xers in the 

workplace, HR professionals should pay attention to mechanisms that ensure communication, 

work-life balance and advancement opportunities.  

5.2.3 Generation Y 

The findings indicated that Generation Yers have high expectations on the work-related factor 

(non-)financial benefits. It can be seen that respondents with an intention to leave their job 

selected most often variables related to salary, rewards and advancement opportunities. These 

findings may be more expected among Baby Boomers who value success, promotion and 

advancement. However, previous research (Gibson et al., 2009; Brunetto et al., 2009) 

characterized Generation Y as valuing career opportunities. Moreover, it is no surprise to see 

that Generation X value career opportunities and salary. This generation is still relatively 

young, the oldest member is now 36 years of age. This generation has to care for their young 

children, pay off a house and at the same time Generation Y is characterized as valuing 

technology. This can be one of the reasons why they select the variable inadequate salary as a 
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reason for turnover intention. In addition, the variable inadequate salary was also selected 

among Generation Y with no intention to leave their job. This repetition can stress the 

importance of salary for Generation Xers.  

The respondents among Generation Y with an intention to leave and with no intention to 

leave their job (OTI) selected frequently the variable opportunities elsewhere which is related 

to the attitude organizational commitment. This result is consistent with research by 

Tourangeau et al. (2013) on OTI. Also, previous research (Tolbize, 2008; Hendricks & Cope, 

2013; Gibson et al., 2009; Brunetto et al., 2009) characterized Generation Yers as possessing 

the adaptability to changes and as being self-assured. These characteristics can influence 

Generation Y nurses to leave the organization and start working for another organisation. 

Similar to Tourangeau et al.‟s (2013) findings, the findings of Generation Yers with an 

intention to leave their job indicated that the variable emotional/physical exhaustion plays an 

important role. The findings of Generation Yers with an intention to leave their job also 

pointed out the importance of work-life balance. Similarly, previous research (Tolbize, 2008; 

Hendricks & Cope, 2013; Gibson et al., 2009; Brunetto et al., 2009) identified Generation 

Yers as valuing work-life balance. This finding about work-life balance corresponds with the 

assumption made in Chapter 2.1.3 regarding indulgence which assumed that Belgians would 

have an intention to leave their job if there is an imbalance between work and life. 

Similar to Tolbize‟s (2008) findings, this master thesis on Generation Yers with OTI 

identified the importance of recognition. Previous studies (Tourangeau et al., 2013; 2015; 

Lavoie-Tremblay et al., 2008), however, do not identify that often the variable lack of 

recognition by Generation Y with OTI. Tolbize (2008) pointed out that Generation Y feels 

satisfied when they feel valued and receive appreciation and recognition. It can be observed 

that the variable lack of recognition is high with Generation Yers with OTI and Baby 

Boomers with OTI and PTI. This is reasonable because as mentioned in Chapter 2.1.2 

Generation Xers value people that listen to them and take into account what they have to say. 

Although Generation Yers are young and have less experience, they are characterized as more 

educated and thereby they gained more knowledge from books. It can be said that Baby 

Boomers want to be recognized for their experience and as Baby Boomers are characterized 

as workaholics, they want to be recognized for all the work they do.  
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Contrarily to other generations, the variables unsupportive organization and insufficient staff 

were less frequently selected by Generation Y. Also, the variables lack of training and 

development, lack of direct and/or clear feedback on performances and lack of challenges 

which may be expected among Generation Yers were less often selected. It can be assumed 

that these variables are less important for Generation Yers or that the organizations pay 

enough attention to these variables. The fact that the variables lack of direct and/or clear 

feedback on performances and unsupportive organization were not often selected, do not 

confirm the assumptions that were made in Chapter 2.1.3 regarding uncertainty avoidance and 

power distance. To retain Generation Yers in the workplace, HR professionals should pay 

attention to mechanisms that ensure work-life balance, recognition, advancement 

opportunities and salary. 
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6 Conclusion 

The aim of this master thesis was to identify work-related factors making Belgian nurses 

consider leaving their job voluntary and to compare the work-related factors across different 

generations. 

The work-related factors that make Belgian nurses consider leaving their job can be grouped 

into nurses with no intention and nurses with an intention to leave their job. The nurses with 

no intention to leave their job reported most often the work-related factors workload, (non-

)financial benefits and supervision. The nurses with an intention to leave their job indicated 

most often the work-related factors (non-)financial benefits, support and workload. This 

implies that HR professionals in specialised hospitals and home-based care organizations in 

Belgium should pay attention to retention strategies such as advancement opportunities, 

performance appraisal interviews and recognition programs. 

The generation-specific work-related factors that make Belgian nurses consider leaving their 

job can be grouped into nurses with no intention to leave and nurses with an intention to leave 

their job. Nurses with an intention to leave their job can be further grouped into nurses with 

OTI and nurses with PTI. It can be observed that some variables selected by nurses with no 

intention to leave their job also appeared among nurses with an intention to leave their job in 

a particular generation. This repetition may stress the importance of these variables for that 

particular generation.  

The findings indicated both similarities and differences between the work-related factors 

selected by different generations. It can be seen that variables related to the work-related 

factor (non-)financial benefits such as lack of advancement opportunities and inadequate 

rewards make Generation Xers and Generation Yers consider leaving their job. Also, the 

variable inadequate salary appeared more among Generation Yers and the variable lack of 

recognition appeared more among Baby Boomers. Further, variables related to the work-

related factor workload make all generations consider leaving their job. However, the selected 

variables differ among the different generations. Baby Boomers selected most often the 

variable health issues and unmanageable workload. Both Generation Xers and Generation 

Yers selected often the variable imbalance work-life. Moreover, Generation Xers also 

selected the variable insufficient staff and Generation Yers also selected the variable 

emotional/physical exhaustion.  
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In addition, it can be seen that variables related to the work-related factor supportive 

organization such as unsupportive organization make Baby Boomers and Generation Xers 

consider leaving their job. Furthermore, three work-related factors only appeared in a 

particular generation. Generation Xers selected more frequently the variables lack of 

communication in the organization which is related to the work-related factor communication 

and the variable lack of variation in job activities which is related to the work-related factor 

work content. Generation Yers selected more frequently the variable opportunities elsewhere 

which is related to the work-related factor commitment. Surprising in this master thesis is the 

fact that Baby Boomers with PTI selected most often the variables lack of direct and/clear 

feedback on performances which is related to the work-related factor work content and the 

variable unsupportive supervisor which is related to the work-related factor supervision.  

These diverse results could be interesting for organizations. Understanding generation-

specific work-related factors that make Belgian nurses consider leaving their job can assist 

HR professionals in specialised hospitals and home based care organizations in Belgium in 

developing more effective and more personalized strategies to retain employees. 

Organizations that attempt to retain Baby Boomers in the workplace should pay attention to 

retention strategies such as recognition programs and manageable workload. To retain 

Generation Xers in the workplace, HR professionals should pay attention to retention 

strategies that ensure advancement opportunities, communication and voice in scheduling 

working hours. HR professionals in Belgium that want to retain Generation Yers in the 

workplace should pay attention to retention strategies such as recognition programs, voice in 

scheduling working hours and advancement opportunities.  

This master thesis extend previous studies on turnover intention of different generations. 

Firstly, this thesis provides results for Belgium where such research have not been conducted 

before. Secondly, this thesis focuses on organizational and professional turnover intention of 

the different generations currently in the workplace.  

However, this master thesis was confronted with a number of limitations. One of the 

limitations is the limited time that was available to conduct the master thesis. Therefore, the 

number of respondents is limited. Although the response rate is 53 %, the small number of 

respondents in the subgroups diminishes the variability of the answers in these subgroups and 

enhances the chance that these answers do not represent a particular generation. Further, the 
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results of this master thesis may solely be generalizable to specialized hospitals and home-

based care organizations.  

Further research could be interesting if the study is conducted over a longer period of time. 

Thereby it would be possible to determine whether the respondents who answered “Yes” or 

“Not sure yet” on the question “Are you planning to leave the organization within the next 

two years?” actually left the organization. If the respondents are still working in the 

organization, it would be interesting to see which work-related factors keep them in the 

organization. Furthermore, it would be interesting to compare the selected variables of the 

respondents who first answered “No” on the question “Are you planning to leave the 

organization within the next two years?” but two years later these respondents answer the 

question with “Yes” or “Not sure yet” in order to investigate if the selected variables change 

over time and if the respondents leave the organization in the future.   
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Appendix 

Appendix 1: Organizational Behaviour Model (OB Model) 

 

Copyright © 2011 Pearson Education, Inc. Publishing as Prentice Hall 

Organizational Behaviour Model (Robbins & Judge, 2012) 
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Appendix 2: Job Characteristic Model (JCM) 

 

 

Job Characteristic Model (Robbins & Judge, 2012) 

 

Description job dimensions: 

 Autonomy: The extent of employee freedom, the freedom of choice in planning the work 

and how to perform.  

 Feedback: The extent of direct and clear information about the performances.  

 Task significance: The amount of influence the job has on lives or work of others.  

 Task identity: The extent to which a job involves the completion of a whole piece of the 

work. 

 Skill variety: The extent of variation in job activities which makes it possible to use a 

variety of talents and abilities. 
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Appendix 3: Questionnaire Turnover intention 

Personal information 

 

  

1) Gender 
 a. Female 
 b. Male 
   
2) Year of birth: 
 a. Between 1946-1964  
 b. Between 1965-1979 
 c. Between 1980 -2000 
 d. Other 
   
3) Employment contract: 
 a. Temporary  
 b. Permanent 
 c. Other 
   
4) Form of employment: 
 a. Full-time  
 b. Part-time 
 c. Other 
   
5) Diploma 
 a. A1 diploma nursing 
 b. A2 diploma nursing 
 c. Other  
   
6) How many years have you been working in your current organization? 
 a. Less than 5 years 
 b. More than 5 years 
 c. More than 10 years 
 d. More than 20 years 
   
7) How many times have you changed an employer in the healthcare sector? 
 a. Never 
 b. Once 
 c. Twice  
 d. More than three times 
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Factors  

1) Which of the following factors might make you consider leaving your current job?  

(select all factors relevant for you) 

 Opportunities elsewhere 
 Inadequate salary 
 Inadequate rewards/ unfair rewards 
 Inadequate opportunity for advancement/professional growth  
 Lack of recognition 
 Lack of training and development opportunities 
 Lack of variation in job activities (impossible to use variety of skills/talents) 
 Lack of autonomy 
 Lack of direct and/or clear feedback on performances 
 Lack of challenges 
 Inadequate equipment/technology to do my work 
 Poor work environment (workstation, general surrounding) 
 Inaccessible supervisor  
 Incompetent supervisor (communication, skills: listening, planning) 
 Lack of trust in supervisor 
 Unsupportive supervisor 
 Unsupportive colleagues 
 Incompetent colleagues (skills, communication) 
 Poor relationship with colleagues 
 Poor relation with other professionals working in the hospital 
 Bullying, belittling and harassment at my workplace 
 Current job does not match with interests 
 Inadequate opportunity to voice in decision-making 
 Lack of communication in the organization 
 Unsupportive organization 
 Lack of trust in organization 
 Unmanageable workload 
 Insufficient staff 
 Family obligations 
 Imbalance work-life 
 Health issues 
 Emotional/physical exhaustion 
 Do not recognize myself in organizational goals 
 Not excited about the work I do (passion in work) 
 Do not feel involved with the work I do 
 Do not feel connected with organization 
 Do not feel committed to organization 
 Do not identify with company’s success 
 Other reasons: ….. 
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Turnover intention 

1) 
How often during the course of the last 12 months have you thought about giving up your 
current job? 

 a. Never 
 b. Sometimes per year 
 c. Sometimes per month 
 d. Sometimes per week 
 e. Every day 
  
2) Are you planning to leave the organization within the next two years? 
 a. No 
 b. Not sure yet 
 c. Yes 
 d. Yes, on retirement/end contract/maternity leave 
   
3) If you answered (b) or (c)  in the previous question, are you planning to leave the nursing 

profession? 
 a. No 
 b. Not sure yet 
 c. Yes 
 d. Yes, on retirement/end contract/maternity leave 
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Appendix 4: Findings organization 1 

 

Baby Boom Generation X Generation Y Total 

 

No 

I 

OT

I PTI 

No 

I 

OT

I PTI 

No 

I 

OT

I PTI 

No 

I I 

OT

I PTI 

Opportunities elsewhere 0 0 1 0 0 1 1 1 2 1 5 1 4 

Inadequate salary 1 0 0 0 0 1 1 2 3 2 6 2 4 

Inadequate rewards/unfair rewards 1 0 0 0 0 2 1 2 3 2 7 2 5 

Inadequate opportunity for 

advancement/professional growth  0 0 0 1 0 2 0 1 3 1 6 1 5 

Lack of recognition 0 0 1 1 0 2 2 1 2 3 6 1 5 

Lack of training and development 

opportunities 0 0 0 0 0 0 1 1 1 1 2 1 1 

Lack of variation in job activities  0 0 1 0 1 1 0 0 2 0 5 1 4 

Lack of autonomy 0 0 0 0 0 0 0 0 1 0 1 0 1 

Lack of direct and/or clear 

feedback on performances 0 0 1 0 0 1 0 1 2 0 5 1 4 

Lack of challenges 0 0 0 0 1 1 0 1 1 0 4 2 2 

Inadequate equipment/technology 

to do my work 0 0 0 0 1 0 0 1 1 0 3 2 1 

Poor work environment  0 0 2 1 0 0 0 1 3 1 6 1 5 

Inaccessible supervisor  0 0 0 0 0 0 2 0 1 2 1 0 1 

Incompetent supervisor 0 0 1 0 0 1 3 0 2 3 4 0 4 

Lack of trust in supervisor 0 0 1 0 0 0 1 0 1 1 2 0 2 

Unsupportive supervisor 1 0 1 0 0 0 2 0 3 3 4 0 4 

Unsupportive colleagues 0 0 0 0 0 0 2 0 1 2 1 0 1 

Incompetent colleagues 0 0 0 0 0 0 2 0 1 2 1 0 1 

Poor relationship with colleagues 0 0 0 0 0 0 2 0 2 2 2 0 2 

Poor relation with other 

professionals working in the 

hospital 0 0 1 0 0 0 1 0 3 1 4 0 4 

Bullying, belittling and harassment 

at my workplace 0 0 0 0 0 0 1 0 1 1 1 0 1 

Current job does not match my 

interests 0 0 0 0 0 1 0 1 2 0 4 1 3 

Inadequate opportunity to voice in 

decision-making 0 0 0 0 0 0 0 0 1 0 1 0 1 

Lack of communication in the 

organization 0 0 0 0 1 2 2 1 1 2 5 2 3 

Unsupportive organization 0 0 2 0 1 1 1 1 2 1 7 2 5 

Lack of trust in organization 0 0 0 0 0 0 0 1 0 0 1 1 0 

Unmanageable workload 0 1 1 2 0 1 2 0 3 4 6 1 5 

Insufficient staff 0 1 0 1 1 0 2 1 0 3 3 3 0 

Family obligations 0 0 0 0 1 0 2 1 2 2 4 2 2 

Imbalance work-life 0 0 0 1 1 0 2 1 3 3 5 2 3 

Health issues 0 0 1 1 0 1 2 0 1 3 3 0 3 

Emotional/physical exhaustion 1 0 0 1 0 1 1 0 3 3 4 0 4 

Do not recognize myself in 

organizational goals 0 0 0 0 0 0 0 0 1 0 1 0 1 

Not excited about the work I do  0 0 0 0 1 0 0 0 1 0 2 1 1 

Do not feel involved with the work 

I do 0 0 0 0 0 0 0 0 1 0 1 0 1 

Do not feel connected with 

organization 0 0 0 0 0 0 0 0 1 0 1 0 1 
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Do not feel committed to 

organization 0 0 0 0 0 0 0 0 1 0 1 0 1 

Do not identify with company‟s 

success 0 0 0 0 0 0 0 0 1 0 1 0 1 
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Appendix 5: Findings organization 2 

 

Baby Boom Generation X Generation Y Total 

 

No I 

OT

I PTI 

No 

I 

OT

I PTI 

No 

I 

OT

I PTI 

No 

I I 

OT

I PTI 

Opportunities elsewhere 0 0 0 0 2 0 2 2 1 2 5 4 1 

Inadequate salary 1 0 0 2 1 0 2 0 1 5 2 1 1 

Inadequate rewards/unfair rewards 1 2 1 1 1 1 0 0 1 2 6 3 3 

Inadequate opportunity for 

advancement/professional growth  2 1 2 2 1 2 1 1 2 5 9 3 6 

Lack of recognition 4 2 1 2 1 0 0 2 0 6 6 5 1 

Lack of training and development 

opportunities 1 0 0 0 0 0 0 0 0 1 0 0 0 

Lack of variation in job activities  0 0 0 1 0 2 0 2 1 1 5 2 3 

Lack of autonomy 0 0 0 0 0 0 1 0 0 1 0 0 0 

Lack of direct and/or clear feedback 

on performances 1 0 1 2 1 0 0 0 0 3 2 1 1 

Lack of challenges 1 0 0 0 0 1 0 1 1 1 3 1 2 

Inadequate equipment/technology 

to do my work 0 0 0 0 0 1 0 0 0 0 1 0 1 

Poor work environment  1 1 0 0 0 0 1 0 0 2 1 1 0 

Inaccessible supervisor  0 0 0 1 0 0 0 0 0 1 0 0 0 

Incompetent supervisor  0 0 0 1 2 0 0 0 0 1 2 2 0 

Lack of trust in supervisor 0 0 0 1 0 1 0 0 0 1 1 0 1 

Unsupportive supervisor 0 1 1 2 1 0 0 1 0 2 4 3 1 

Unsupportive colleagues 1 0 0 1 0 0 1 0 0 3 0 0 0 

Incompetent colleagues  0 0 0 0 0 1 0 0 0 0 1 0 1 

Poor relationship with colleagues 0 0 0 0 0 1 3 0 1 3 2 0 2 

Poor relation with other 

professionals working in the 

hospital 0 0 0 0 0 0 0 0 0 0 0 0 0 

Bullying, belittling and harassment 

at my workplace 0 0 1 0 0 0 1 0 0 1 1 0 1 

Current job does not match my 

interests 0 0 0 0 0 0 0 0 0 0 0 0 0 

Inadequate opportunity to voice in 

decision-making 0 0 0 0 0 0 0 0 0 0 0 0 0 

Lack of communication in the 

organization 0 0 0 0 2 0 0 0 0 0 2 2 0 

Unsupportive organization 0 2 0 1 2 2 0 1 0 1 7 5 2 

Lack of trust in organization 0 0 0 0 0 1 0 1 1 0 3 1 2 

Unmanageable workload 1 1 1 3 1 1 3 1 0 7 5 3 2 

Insufficient staff 3 1 0 1 2 1 0 1 1 4 6 4 2 

Family obligations 1 0 0 0 0 1 1 1 0 2 2 1 1 

Imbalance work-life 0 0 0 3 0 3 0 2 0 3 5 2 3 

Health issues 1 1 2 2 1 0 0 1 1 3 6 3 3 

Emotional/physical exhaustion 0 0 0 0 1 0 1 3 1 1 5 4 1 

Do not recognize myself in 

organizational goals 0 0 0 0 0 0 1 0 0 1 0 0 0 

Not excited about the work I do  0 0 0 0 0 1 0 0 1 0 2 0 2 

Do not feel involved with the work 

I do 0 0 0 0 0 0 0 0 0 0 0 0 0 

Do not feel connected with 

organization 0 0 0 0 0 0 1 0 0 1 0 0 0 
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Do not feel committed to 

organization 0 0 0 0 0 0 1 0 0 1 0 0 0 

Do not identify with company‟s 

success 0 0 0 0 0 0 0 0 0 0 0 0 0 
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Appendix 6: Findings organizations combined 

 

Baby Boom Generation X Generation Y Total 

 

No 

I 

OT

I PTI 

No 

I 

OT

I PTI 

No 

I 

OT

I PTI 

No 

I I 

OT

I PTI 

Opportunities elsewhere 0 0 1 0 2 1 3 3 3 3 10 5 5 

Inadequate salary 2 0 0 2 1 1 3 2 4 7 8 3 5 

Inadequate rewards/unfair rewards 2 2 1 1 1 3 1 2 4 4 13 5 8 

Inadequate opportunity for 

advancement/professional growth  2 1 2 3 1 4 1 2 5 6 15 4 11 

Lack of recognition 4 2 2 3 1 2 2 3 2 9 12 6 6 

Lack of training and development 

opportunities 1 0 0 0 0 0 1 1 1 2 2 1 1 

Lack of variation in job activities  0 0 1 1 1 3 0 2 3 1 10 3 7 

Lack of autonomy 0 0 0 0 0 0 1 0 1 1 1 0 1 

Lack of direct and/or clear 

feedback on performances 1 0 2 2 1 1 0 1 2 3 7 2 5 

Lack of challenges 1 0 0 0 1 2 0 2 2 1 7 3 4 

Inadequate equipment/technology 

to do my work 0 0 0 0 1 1 0 1 1 0 4 2 2 

Poor work environment  1 1 2 1 0 0 1 1 3 3 7 2 5 

Inaccessible supervisor  0 0 0 1 0 0 2 0 1 3 1 0 1 

Incompetent supervisor  0 0 1 1 2 1 3 0 2 4 6 2 4 

Lack of trust in supervisor 0 0 1 1 0 1 1 0 1 2 3 0 3 

Unsupportive supervisor 1 1 2 2 1 0 2 1 3 5 8 3 5 

Unsupportive colleagues 1 0 0 1 0 0 3 0 1 5 1 0 1 

Incompetent colleagues  0 0 0 0 0 1 2 0 1 2 2 0 2 

Poor relationship with colleagues 0 0 0 0 0 1 5 0 3 5 4 0 4 

Poor relation with other 

professionals working in the 

hospital 0 0 1 0 0 0 1 0 3 1 4 0 4 

Bullying, belittling and harassment 

at my workplace 0 0 1 0 0 0 2 0 1 2 2 0 2 

Current job does not match my 

interests 0 0 0 0 0 1 0 1 2 0 4 1 3 

Inadequate opportunity to voice in 

decision-making 0 0 0 0 0 0 0 0 1 0 1 0 1 

Lack of communication in the 

organization 0 0 0 0 3 2 2 1 1 2 7 4 3 

Unsupportive organization 0 2 2 1 3 3 1 2 2 2 14 7 7 

Lack of trust in organization 0 0 0 0 0 1 0 2 1 0 4 2 2 

Unmanageable workload 1 2 2 5 1 2 5 1 3 # 11 4 7 

Insufficient staff 3 2 0 2 3 1 2 2 1 7 9 7 2 

Family obligations 1 0 0 0 1 1 3 2 2 4 6 3 3 

Imbalance work-life 0 0 0 4 1 3 2 3 3 6 10 4 6 

Health issues 1 1 3 3 1 1 2 1 2 6 9 3 6 

Emotional/physical exhaustion 1 0 0 1 1 1 2 3 4 4 9 4 5 

Do not recognize myself in 

organizational goals 0 0 0 0 0 0 1 0 1 1 1 0 1 

Not excited about the work I do  0 0 0 0 1 1 0 0 2 0 4 1 3 

Do not feel involved with the work 

I do 0 0 0 0 0 0 0 0 1 0 1 0 1 

Do not feel connected with 

organization 0 0 0 0 0 0 1 0 1 1 1 0 1 

Do not feel committed to 

organization 0 0 0 0 0 0 1 0 1 1 1 0 1 
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Do not identify with company‟s 

success 0 0 0 0 0 0 0 0 1 0 1 0 1 

 


