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Abstract 

Employee turnover is an essential and extensively researched topic regarding 

organizational behavior. The effects of voluntary turnover can be wide-ranging, 

affecting direct and indirect costs, productivity, and the relationship between co-

workers and stakeholders. This case study aimed to test the significance of antecedents 

in the turnover intention of child care workers in the municipality of Tórshavn. The 

objective was also to research whether learning and educational opportunities could 

enhance retention and career commitment in the sector. A cross-sectional survey was 

designed to measure turnover intention and test five hypotheses about the relationship 

between precursors and withdrawal cognitions. The results showed that job satisfaction 

and affective commitment were significantly and inversely related to turnover 

intentions, while turnover intention and stress were significantly and positively related. 

In addition, supplemental descriptive results provided preliminary support for 

hypothetical employer-initiated developmental opportunities contributing to employee 

retention and career commitment. However, it must be noted that this needs to be 

further researched. In the practical implications, it was suggested that the employer 

further investigates stressors in the sector and prioritizes efforts to reduce work stress, 

which according to the literature, should lead to reduced turnover activities and 

increased job satisfaction, career commitment, and quality child care.  

Keywords: Turnover Intention, Job Satisfaction, Affective Commitment, Stress, Child 

care 
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Introduction 

Attracting, recruiting, and retaining a qualified workforce is essential for well-

functioning organizations. However, organizations today encounter various challenges, 

such as having global competitors fighting for the same talent, increasing turnover rates, 

low unemployment rates, the hastily aging workforce, and the limited entry of young 

people into the labor market. The demographic changes in the labor market can result in 

work shortages and loss of knowledge and experience, highlighting the importance of 

retaining talent (Govaerts, Kyndt, Dochy, & Baert, 2011). In 1998, Fishman argued that 

the demographic changes in the coming 20 years would result in a “war for talent” due 

to the high demand and low talent supply.  

A war for talent is precisely what the municipality of Tórshavn in the Faroe 

Islands is facing today, especially now that the unemployment rate in the Faroe Islands 

is historically low, at 0.9% (Hagstova Føroya, 2022). The municipality is the largest 

organization in the Faroe Islands, with over 2,000 employees, and it is suffering 

significant staffing challenges, predominantly within the child care sector. Although no 

official turnover rate is available, the sector is believed to have a turnover rate of around 

12% or 100 withdrawals yearly. Consequently, child care centers constantly search for 

formally educated workers (skilled) and assistants (unskilled workers).  

As of May 2022, there were 801 individuals employed in the child care sector in 

the municipality of Tórshavn. A majority of 65% of the employees are unskilled 

workers, and 39,5% of the workers are in the age group of 18-29 years (Appendix A).  

Internally, it is believed that these young workers are spending one to two years 

working within the sector before pursuing their studies. Therefore, the HR department 

of the municipality stresses that they are fighting to attract and retain young talent while 

also in need of inspiring unskilled workers to pursue a career in the field of child care.  

Withdrawal activities in the child care sector are a global challenge. It can be 

problematic because turnover can negatively affect the quality of care and child 

development (Canadian Council on Learning (CCL), 2006). Not only can turnover 

influence the opportunity for children to develop stable relationships with their 

caregivers, but it can also affect the general employee-child ratio. Say that the turnover 

results in low caregiver-child ratios, that is, fewer employees per child; extensive 

research supports potential negative consequences on the child care quality (Burchinal, 

Cryer, Clifford, & Howes, 2002; de Schipper, Riksen-Walraven, & Geurts, 2006). 
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Unfortunately, this is something that some daycare centers within the municipality of 

Tórshavn have received criticism for lately. According to the local newspaper, 

Dimmalætting, parents of children in some daycare centers in Tórshavn have been asked 

to pick up their children earlier due to a lack of staff, both in February and June, 

respectively (Patursson, 2022).  

When focusing on the employees, a larger ratio can also influence the perceived 

working environment, working conditions, and stress (OECD). Goelman et al. (2006) 

found that every additional caregiver in infant/toddler classrooms would improve the 

classroom environment. More concretely, the scholars argued that an additional staff 

member could improve the supervision of the children while also enhancing job 

satisfaction, communication, and collaboration between colleagues (Goelman, et al., 

2006).  

Moreover, in cases of voluntary turnover, one must consider that it can affect an 

organization’s direct and indirect costs. Voluntary turnover negatively affects the 

organization financially, the stakeholders, and the organizational performance. Shaw, 

Gupta, and Delery (2005) argued that voluntary turnover eliminated the return of 

investment (ROI) of an employee that the employer had invested time and training on. 

Consequently, this also leads to a loss of productivity. In a meta-analysis from 2012, it 

was found that turnover rates and organizational performance were significantly and 

negatively connected, mainly voluntary turnover and reduction-in-force turnover (Park 

& Shaw, 2012). By the same token, employee turnover adversely affects organizational 

performance due to direct and indirect costs, loss of knowledge, skills, and social 

relationships (Hancock et al., 2013). 

Therefore, getting a broader understanding of employees’ turnover intentions 

and potential antecedents of turnover is essential. From a Human Resource 

Management perspective, it is vital to understand the extent of the effects of antecedents 

on turnover intention, such as job satisfaction, organizational commitment, stress, and 

HR practices such as training and development initiatives. The findings can be utilized 

to identify problems and improve found challenges within the organization.  

When considering the municipality of Tórshavn, it is also relevant for them to 

further research what impact development and education can have on the retention of 

employees and their commitment to the profession. Seeing that literature suggests a 

positive connection between development opportunities and job retention (Allen, Shore, 

& Griffeth, 2003), one could hypothesize that such opportunities could assist in 
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retaining more young talent and further encourage them to pursue a career within the 

field. In addition, with an aging workforce and many employees being young and 

unskilled, talent retention and development could be vital for the sector’s survival. 

Opportunities for Career Commitment in the Faroe Islands 

According to the chairman of the Faroe Islands Social Educators’ Association, 

the sector will require around 1,000 more skilled workers within the next ten years 

(Philbrow, 2022). Currently, the University of the Faroe Islands offers the degree 

Bachelor of Education in Pedagogical Development to approximately 35-39 students 

yearly. Since 2014, 129 students have graduated with the degree (Appendix B, table 

B1).  

Furthermore, in 2018, the Faroese Parliament passed a new bill to fund the 

education of pedagogical assistants in the Faroe Islands. The bill was based on an 

agreement to support the education of unskilled workers within the child care sector 

(Dam, 2018). The two-year-long degree and two other degrees are offered at Heilsuskúli 

Føroya, situated on the island Suðuroy. Yearly, there is space for 24 students; however, 

the degree has only received 48 applications since 2020. To this day, only seven 

students have graduated.  

In 2022, Heilsuskúli Føroya also began offering vocational education for adults 

over 25 with at least three years of relevant vocational experience. This program will 

shorten the education of the individuals applying since they will not be obliged to do the 

trainee period mandatory in the formal programs (Vegleiðingarstovan, 2022). This 

program received two applications in 2022. However, none of the two applicants joined 

the program this school year (Appendix B, table B2).  

The Faroe Islands Social Educators’ Association has criticized the school’s 

placement on Suðuroy, accessible by a two-hour-long ferry ride from the municipality 

(Simonsen, 2018a). In an internal survey of 120 unionized unskilled workers, it was 

found that around half of the sample were interested in studying to become a 

Pedagogical Assistant; however, eight out of ten respondents preferred the placement of 

the school in the central Streymoy/Eysturoy regions (Simonsen, 2018b). Simonsen 

argued that it might have been just as easy or even more convenient for people with 

families to move to Denmark to educate themselves, mainly because families are 

guaranteed better subsidies in Denmark (Simonsen, 2018a). 

Thus, it is also in the municipality’s interest to learn more about employees’ 

perceptions of current developmental initiatives and whether their need for development 
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may impact turnover intentions. When considering career commitment, it is also 

necessary to investigate the interest of workers in both available and hypothetical career 

opportunities.  

Research Question and Hypotheses 

The study aims to reach its objectives and answer the following research 

question. The objective of the case study is also to provide valuable information to the 

case collaborator while adding to the topic’s body of knowledge. 

Research question: What is the impact of antecedents on turnover intention of 

child care workers in the municipality of Tórshavn? Moreover, can 

developmental opportunities increase retention and career commitment?  

The data consists of quantitative data, and five hypotheses will be tested in 

regression analysis in the study. The hypotheses are derived from the research question 

and a comprehensive literature review.  

Hypothesis 1: There is a negative relationship between job satisfaction and 

turnover intention  

Hypothesis 2: There is a positive relationship between stress and turnover 

intention 

Hypothesis 3: There is a negative relationship between affective commitment 

and turnover intention 

Hypothesis 4: There is a negative relationship between perceived organizational 

support for development and turnover intention 

Hypothesis 5: There is a positive relationship between turnover intention and 

the need for development 

Supplementary, comparative means concerning interests in career commitment between 

employees will also be introduced. Finally, all findings will be discussed and linked to 

previous findings. 

Literature Review  

In the literature review, we will focus on existing research on turnover intention 

and predictors that may affect individuals’ intention to stay in their jobs, such as job 

satisfaction, stress, organizational commitment, organizational support for development, 

and perceived need for development. Moreover, the five hypotheses mentioned above 

will be introduced and linked to existing findings in this chapter.  
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Turnover Intention 

Turnover is the rate of employees leaving the workforce. When discussing 

turnover, we must distinguish between involuntary and voluntary turnover. Mobley, 

Griffeth, Hand, & Meglino (1979) defined the terms as organization-initiated and self-

initiated terminations. The former refers to employee separation caused by the 

organization and where the employee might have preferred to stay in the job. The latter, 

which will be the focus of this chapter, refers to a voluntary separation initiated by the 

employee.  

This leads us to the question of why employees willingly quit their jobs. 

According to scholars, the most noticeable factors leading to turnover intentions and 

voluntary turnover are personal, economic, organizational and factors related to the job 

roles (Lee & Mowday, 1987; Mobley, 1977; Mobley et al., 1979; Mowday, Steers, & 

Porter, 1979). However, Mobley and colleagues (1979) argued that less than 20 percent 

of the variance in turnover is primarily explained.  

In a cross-study from 1993, it was stated that turnover intentions are the highest 

predictors of turnover, and it was argued that the attitudes of individuals towards their 

jobs and organizations were connected to turnover intentions (Tett & Meyer, 1993). 

According to Lance (1991), job satisfaction and organizational commitment have been 

the most studied concerning turnover. Tett and Meyer (1993) also found that job 

satisfaction and organizational commitment uniquely contributed to turnover intention. 

However, it was also noted that these predictors were quite sensitive to measurement 

decisions.  

Carmeli and Weisberg (2006) found job satisfaction, affective commitment, age, 

and tenure to be significantly and negatively associated with turnover intentions. 

Contrary to general thoughts, they did not find extrinsic job satisfaction significantly 

associated with turnover intention in any of the three tested samples. Most results were 

consistent with prior research, where the intention to look for a job, organizational 

tenure, organizational commitment, job satisfaction, and age have been found to be the 

strongest predictors of turnover (Arnold & Feldman, 1982). Having said that, Carmeli 

and Weisberg reasoned that researchers must consider both organizational and 

occupational contexts when measuring voluntary turnover. In their study, social workers 

within the public sector were found to have lower turnover intentions than financial 

officers in the public sector. 
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Similar results were found in a US meta-analysis of child welfare workers. 

Attitudes and perceptions towards organizational commitment and job satisfaction were 

the highest predictors of turnover intention. At the same time, work-related factors such 

as stress and burnout had a high to medium influence on turnover intention. Contrary to 

earlier research, demographic predictors had little effect on turnover, while the different 

types of organizational, supervisor and co-worker support showed varying impacts on 

turnover intention (Kim & Kao, 2014). Another recent study of early childhood 

educators in the US found that (a) intrinsically motivated employees were more likely to 

change jobs rather than leave, (b) emotionally exhausted employees were more likely to 

have turnover intentions over staying, and (c) poor working conditions were more likely 

to predict educators’ intention to change jobs or occupation (Grant, Jeon, & Buettner, 

2019).  

Lastly, stress and turnover appear interconnected because while stress may be a 

precursor of withdrawal activities, turnover also increases stress and workload for 

remaining employees (Cassidy et al., 2011).  

Job Satisfaction 

The most utilized definition of job satisfaction in research is by Locke (1976). 

He defined job satisfaction as “a pleasurable or positive emotional state resulting from 

the appraisal of one’s job or job experiences.” A positive emotional state of mind 

concerning one’s job is something that organizations may want to opt for, considering 

positive associations found between job satisfaction, job performance, and 

organizational citizenship behavior (Judge et al., 2001; Organ & Ryan, 1995). There 

have also been found connections between adult job satisfaction and temperament. 

More specifically, some findings show that job satisfaction may be stable over time, 

although there is a change in job, employer, pay, and marital status (Staw, Bell, & 

Clausen, 1986; Staw & Ross, 1985). However, studies have also found a clear and 

consistent negative relationship between turnover intention and job satisfaction.  

The association between turnover intention and job satisfaction at the individual 

level has been widely studied over the years. For instance, Porter and Steers (1973) 

found job satisfaction to be consistently and inversely associated with turnover. The 

researchers even suggested that withdrawal cognition might be a logical second step 

after individuals experience job dissatisfaction, followed by withdrawal decisions and 

behavior. In a meta-analysis by Tett and Meyer (1993), it was also found that job 

satisfaction (-.58) correlated more strongly to turnover intention than organizational 
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commitment (-.54). Also, in child care work, it has been found that factors such as 

working conditions, children-caretaker interaction, pay and benefits, perception of 

control, and relationships on the job have been associated with job satisfaction 

(McClelland, 1986).  

Although consistently negative, the relationship between job satisfaction and 

turnover intention has often been considered weak, with a variance in turnover of 

around 16 percent (Mobley, 1977; Mobley et al., 1979). Hellman (1997) later revealed 

in his meta-analysis that the relationship between job satisfaction and turnover was 

significantly different from zero to consistently negative. He then proposed that for 

every unit of increase in job dissatisfaction, there is an estimated one-half SD increase 

in turnover intention. Hence, I suggest the following hypothesis:  

Hypothesis 1: There is a negative relationship between job satisfaction and 

turnover intention  

Stress 
Walter Cannon is often credited for being the first to utilize the term stress when 

he introduced the fight-or-flight reaction in 1929 (Conte & Landy, 2018, p. 388). A 

definition of stress that one today could associate with episodic or short-term stress. 

Five decades later, Hans Selye suggested the distinction between good (eustress) and 

bad stress (distress), and he defined stress as “a nonspecific response of the body to any 

demand” (Selye, 1976). He also introduced the General Adaptation Syndrome 

(hereinafter GAS), which encompasses the three stages of response sequences resulting 

from long-term exposure to stressors: alarm, resistance, and exhaustion.  

However, Cooper, Dewe, and O’Driscoll (2001) argued that the GAS model was 

too simplistic since it is not given that responses to different stimuli follow a specific 

pattern and because GAS does not address physiological responses to stress. According 

to the authors, the contemporary definition of stress as a process should instead be based 

on the transactional perspective: where (a) stress is a transactional process, (b) stressors 

are the antecedent conditions or stimuli, (c) strain is the physiological, physical, or 

behavioral responses to the stimuli, and lastly (d), an outcome or consequences of strain 

can occur on an individual or organizational level (Cooper, Dewe, & O’Driscoll, 2001, 

p. 6-14).   

In general, physical health, psychological well-being, and job satisfaction have 

been found to be linked. In other words, employees in stressful occupations report lower 

levels of job satisfaction (Dewe, 1991; Johnson et al., 2005). Stress affects both mental 
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and physical health, and high levels of stress and the perception of one’s stress level can 

even increase the risk of coronary heart disease (Nabi et al., 2013) and premature death 

(Keller et al., 2012).  

High levels of emotional labor are often identified in stressful occupations, such 

as teaching, social work, and police work (Johnson et al., 2005). Child care work can 

also be emotionally demanding, considering the constant interaction with children, 

parents, and staff. Likewise, early childhood educators have also been more susceptible 

to emotional exhaustion and burnout (Cumming, 2017; McClelland, 1986; Noble & 

Macfarlane, 2005). 

According to Curbow, Spratt, Ungarettir, McDonnell, and Breckler (2000), most 

research concerning job stress of child care workers concerns (a) identifying stressors 

related to the occupation and its employees and (b) the investigation of the relationship 

between stress and indicators of strain such as turnover intention, job satisfaction, and 

burnout. For instance, primary school teachers reporting high levels of stress are more 

dissatisfied with their job and are less likely to choose teaching as a career path if they 

were to do it all over again (Borg, Riding, & Falzon, 1991). Similar results have been 

found in a national survey of early childhood educators in the United States, where 

well-being and perceived working conditions were predictors of the educators’ 

intentions to stay and their occupational commitment (Grant, Jeon, & Buettner, 2019).  

Hypothesis 2: There is a positive relationship between stress and turnover 

intention 

The perception of stress also appears to be vital regarding health and turnover. 

Recent studies have found that the stress mindset is likely to predict turnover in 

preschool teachers. A study of 300 Korean preschool teachers in centers with children 

below six found that teachers with a firmly negative perception of stress were likelier to 

leave their profession within 12 months (Kim et al., 2020). According to them, turnover 

intention and stress could be explained by the characteristics of the child care center, 

with a variance of 18% and 23%, respectively. This also stresses the importance of 

working conditions and organizational support when focusing on child care worker 

retention. However, it must be noted that in this specific research, the researchers failed 

to follow up with the departed staff to investigate whether stress was the actual reason 

for leaving the job (Kim et al., 2020). 

Since there is a considerable amount of evidence for high levels of workspace 

stress in early childhood workers, other researchers have tested the impact of work 
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stress on child care quality and teacher-child relationships. More specifically, early 

childhood teachers and assistants who reported high levels of stress due to imbalances 

between job stress, job control, and workspace support also reported higher levels of 

conflict with the children in their classrooms (Whitaker, Dearth-Wesley, & Gooze, 

2015).  

Organizational Commitment 
The organizational commitment (OC) theory concerns the commitment and 

loyalty of an employee to the organization they are associated with (Kessler, 2013). 

While daily changes or activities may affect an individual’s job satisfaction, 

organizational commitment may be more stable over time, according to Mowday, 

Steers, and Porter (1979).  

Organizational commitment has been connected with employees’ attitudes and 

behaviors related to performance, absenteeism, lateness, and turnover. For instance, 

individuals with high levels of commitment perform better, are more punctual, and have 

lower levels of absenteeism (Kessler, 2013). Chughtai and Zafar found that 

organizational commitment is negatively related to turnover intentions, while personal 

characteristics, job satisfaction, and organizational justice also are related to 

organizational commitment (Chughtai & Zafar, 2006). Other researchers have suggested 

that high levels of organizational commitment in child care workers are significantly 

associated with lower levels of burnout and greater perception of personal 

accomplishment (Manlove, 1993) and that OC predicts organizational citizenship 

behavior (Schappe, 1998). Moreover, there appears to be a connection between 

decreased voluntary turnover and organizational commitment, job satisfaction, and 

developmental opportunities at work (Allen, Shore, & Griffeth, 2003).  

Goulet and Frank (2002) found that age and organizational commitment were 

inversely related and that gender was unrelated to organizational commitment. In other 

words, the older the individuals were, the lower their commitment to the organization. 

They found that organizational commitment was the highest among for-profit 

employees, and public sector employees had the lowest average organizational 

commitment scores (Goulet & Frank, 2002). 

When it comes to measuring organizational commitment, the two most widely 

known instruments are the one-dimensional Organizational Commitment Questionnaire 

(OCQ) by Mowday and colleagues (1979) and the OC scale by Meyer and Allen (1987). 

The latter couple introduced the three-component OC commitment model, addressing 
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the relationship between turnover intention and affective, continuance, and normative 

commitment. They proposed that affective commitment measures an individual’s 

attachment to an organization, continuance measures an individual’s evaluation of 

resignation costs, and normative commitment measures an individual’s perceived 

obligation to stay with an organization  (Allen & Meyer, 1990). The OC, encompassing 

versions of either 18 or 24 items, is widely accepted, validated, and found reliable in 

many different cultural contexts (e.g., Alam, 2011; Meyer, Allen, & Smith, 1993; 

Vandenberghe et al., 2001) and in a meta-analysis, by Meyer and colleagues (2002) it 

was found that affective commitment was the strongest predictor of turnover intention. 

Affective commitment also showed to have a strong positive correlation with 

occupational commitment. Thus, one can hypothesize that individuals more affectively 

committed to the organization are less likely to have turnover intentions, hence:  

Hypothesis 3: There is a negative relationship between affective commitment 

and turnover intention 

Organizational Support for Development 

Employee development opportunities, initiatives, and investments in developing 

relevant KSAOs can benefit employees and the organization (Lee & Bruvold, 2003). 

Hiltrop (1999) argued that high-performance organizations outperform competitors due 

to their investment in their human capital, among other things, by providing employees 

with training and development opportunities. Hiltrop further argued that organizations 

could enhance high commitment and organizational identifications by creating 

challenges and opportunities for self-development (Hiltrop, 1999).  

Researchers have found that factors such as development opportunities, 

challenges, meaningful work, responsibility, empowerment and managerial integrity, 

and quality encourage employee retention (Birt, Wallis, & Winternitz, 2004). Hytter 

(2007) proposed that employee retention was indirectly influenced by learning, training 

and development opportunities, career opportunities, rewards, work-life balance, 

leadership style, and working conditions.  

Furthermore, developmental opportunities are associated with organizational 

commitment, organizational citizenship behavior, and motivation (Maurer & Lippstreu, 

2006; Settoon, Bennett, & Liden, 1996). Lee and Bruvold (2003) also found that 

perceived investment in employee development (PIED) positively correlated with job 

satisfaction and affective commitment. However, Maurer and Lippstreu (2006) showed 

that perceived support for development was only positively related to commitment for 
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some employees, and a negative association might even occur with other employees. 

The authors argued that the learning orientation of individuals could explain the 

conflicting results. So, individuals with high learning orientation are more likely to 

enjoy developmental opportunities than those with low learning orientation. The latter 

group may find such developmental activities dissatisfactory because they are expected 

to do more than they value. So, although support for development is high, it can lead to 

unfavorable feelings and lower commitment in low learning-orientated individuals.  

In 2011, research further revealed that development support within organizations 

positively affected job performance, specifically when career opportunities within the 

organization were perceived as high. Similarly, if career opportunities within the 

organization were perceived as high, development support decreased voluntary 

turnover. In contrast, turnover was likely to upturn if career prospects were perceived as 

low (Kraimer, Seibert, & Bravo, 2011). More recent findings from a 12-year-long study 

of 1,531 individuals also suggested a significant association between different types of 

work-related training programs, job tenure, and turnover intentions (Ju & Li, 2019).  

Hypothesis 4: There is a negative relationship between perceived organizational 

support for development and turnover intention 

Thus, investment in employee development enhances advancement, skills, and 

career development relevant for both employers and employees and is positively 

associated with essential factors such as job satisfaction, organizational commitment, 

motivation, and retention of employees.  

Berk (1985) found that education and caregiver commitment to child care as a 

career choice were positively connected in the child care sector. She further discovered 

a positive correlation between career commitment, child-oriented attitudes, job 

satisfaction, and stimulating behaviors toward children (Berk, 1985). Similar results 

showed that highly and formally educated employees and those who attended training 

workshops within early childhood education and care (ECEC) provided higher quality 

care than caregivers without training (Burchinal et al., 2002).  

When Fleischer (1985) surveyed exiting child care workers, she discovered that 

the variables that weighed the most for the exiting workforce were as follows: 

Dissatisfaction with supervision where the supervisors’ interest in career development 

and competencies lacked, communication, training, sense of accomplishment, and 

workload (Fleischer, 1985). It could suggest that without adequate training to deal with 
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daily challenges on the job and no prospects for development could result in higher 

turnover rates; hence I propose the following and last hypothesis: 

Hypothesis 5: There is a positive relationship between turnover intention and the 

need for development 

Methods 

Participants 
The survey targeted 801 (86% female and 14% male)1 employees within the 

child care sector in the municipality of Tórshavn. The survey received 171 responses, 

yielding a response rate of 21.34 percent. The sample distribution consisted of 17 out of 

36 managers, 153 caregivers, and one kitchen staff, with a response rate of 9.9, 89.5, 

and 0.6 percent, respectively. In regards to educational background, 73 were skilled 

workers (42.7 percent), 75 were unskilled workers (43.9 percent), and 23 had some 

other education (13.5 percent). Of the respondents, only 18 were male (10.5 percent), 

153 were female (89.5 percent), and the age distribution was from 18 to 66. The average 

age was 36.75 years (SD = 12.845). Two respondents mistyped their age, and those 

responses were thus treated as missing data.  

Procedure 

To answer the research question and test the hypotheses, a cross-sectional 

survey was prepared in close collaboration with key personnel in the municipality of 

Tórshavn. The measuring scales and items were based on acknowledged and validated 

research scales. However, since this was a case collaboration, some items were carefully 

added and altered to meet the organization’s requirements.  

First, a preliminary meeting was held with the HR manager, departmental 

employees, and the manager of the child care sector. The measurement scales were 

introduced and discussed in this meeting, and the organization proposed additional 

items for the instrument.  

Second, I participated in a workshop with managers and unit leaders of the 

municipality’s daycare centers, kindergartens, and recreation centers. In this workshop, 

further challenges within the sector were discovered, and valuable information was 

provided to support certain added items in the instrument. Moreover, participation in the 

 
1 The percentages of the gender distribution (2022) were obtained in an e-mail correspondence with the 

departmental staff in the HR department, July 2022.   
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workshop was an excellent opportunity to introduce the thesis collaboration to some 

managers who would later forward the information and survey to their employees.  

Third, a meeting about educational initiatives was held with an employee of the 

Government Office. This meeting assisted in the creation of eight case-specific items 

regarding interests in career development within the child care field.   

Thus, in addition to the scales, some independent case-specific items were added 

to the instrument for internal comparison reasons. Lastly, all items and instructions were 

translated to Faroese with the assistance of employees from the organization. The 

complete survey can be found in Appendix C.  

The pilot test of the survey involved a small sample of individuals, including the 

HR manager, managers, pedagogues, and two unskilled workers. It was found that the 

demographics chapter was most suitable to be at the beginning of the survey to stress 

the relevance of the participation of both managers and employees. Moreover, it was 

found that some fields concerning career interests ought to be optional instead of 

required since they could be perceived as irrelevant to some respondents. For example, 

the questions regarding educating oneself within child care, specifically in Suðuroy and 

Tórshavn, were not applicable for skilled pedagogues and leaders since they have a 

higher level of education. This problem was solved by making the items optional. Other 

issues concerned the wording of some questions, and such problems were solved with 

the assistance of the HR manager and departmental employees.  

The data collection activities took place between 30 June 2022 and 8 July 2022, 

and the survey was distributed on Microsoft Forms. The survey link and QR code were 

sent out by e-mail to all 36 leaders of the child care institutions under the municipality 

of Tórshavn. The e-mail contained an introduction to the study and survey, information 

about anonymity, and consent. Moreover, all managers were kindly asked to forward 

the survey to all employees in the workplace. This information was also provided in the 

introduction of the study. All managers were also invited to contact me in case of 

further questions. 

Two days after the survey was sent to all managers, I contacted all the managers 

by telephone to make sure that they had received the survey, understood the purpose of 

the project, and asked whether they had sent out the survey to their employees. I 

discovered that some had not checked their e-mail since the survey was sent out, other 

managers had not had the time to look into it, while the third group of managers were 

either in the process of or had given the information to their employees. Two reminders 
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were also sent out. Due to a request from the HR manager, I also agreed to extend the 

deadline until 8 July 2022.  

Measures 

Demographic variables 

The analysis includes six demographic variables: employment relationship, 

educational background, tenure at work, tenure at the organization, age, and gender2. 

Employee relationship and educational background were assessed with multiple choice 

fixed-response items, coded as follows, 1 = caregivers; 2 = managers; and 0 = kitchen 

staff. Educational background entailed three options, 1 = unskilled workers; 2 = skilled 

workers (námsfrøðingur); and 0 = other education. Tenure was assessed with an open-

ended question, measured, and rounded up/down in years and months. For instance, 

three months were rounded to zero years, one year, and seven months to 1.5 years. Age 

was assessed and measured in years. For inclusiveness matters, a decision was made to 

make the question about gender open-ended. Two genders were found, whereas male 

was coded 1 and female as 2.  

The following dependent and independent variables mentioned below were 

measured on a 5-point Likert scale, coded from 1 = Strongly Disagree to 5 = Strongly 

Agree. Those using the option “I don’t know” for more than one item were treated as 

missing. 

Turnover Intention 

The three-item turnover intention scale by Mobley et al. (1978) was applied to 

measure the respondents’ intention to leave. The items encompassed the respondents’ 

thoughts of quitting, intention to search for other jobs, and intention to quit. The three 

statements that the respondents were asked about were, I often think about quitting my 

current job; I will likely look for a job with other employers; I will probably quit my job. 

All respondents answering at least two of the three statements were included in the 

analysis. The Cronbach’s alpha for this scale was 0.811.  

Job Satisfaction 

 
2 For the purpose of the case collaboration, providing descriptive results to the municipality and internal 

comparison reasons, other demographics were also obtained through the survey, such as household 

situation and number of children. These variables were not significant to the model and thus not utilized 

in this research.  
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Job satisfaction as a control variable was measured using one item, “I am 

satisfied with my job,” and based on Cross (1973) and Elloy & Terpening (1992). Due 

to high correlations to other variables, Macdonald and MacIntyre (1997) argued that a 

job satisfaction scale could not be too simple. However, Wanous, Reichers, and Hudy 

(1997) found in their meta-analysis that the reliability of single-item job satisfaction 

scales had a mean correlation of .67 (SD = .08). They argued that single-item scales 

were acceptable, depending on the type of research, hence the reason for utilizing a 

single-item scale in this study.  

Affective Commitment 

The six-item scale of affective commitment from the three-component 

Organizational Commitment Scale by Allen and Meyer (1991; 1993) was applied and 

adapted to measure the affective commitment of the respondents. Two out of three 

reverse indexed statements were keyed positively to avoid confusion. To illustrate, I do 

feel like a “part of the family” at this institution; This workplace has a great deal of 

personal meaning for me; while the latter kept the reverse form, I do not feel 

“emotionally attached” to this institution (R). After measuring the reliability of the 

scale and careful consideration, the first question concerning one’s wish to work for the 

employer (the municipality) for the rest of one’s career was excluded. The decision was 

based on the scale’s reliability and due to this specific item differing somewhat from the 

rest. The means were assessed by respondents answering at least four out of five items, 

and Cronbach’s alpha for this five-item scale was 0.712.  

Stress 

Five items were adapted from the stress scale by Crank, Regoli, Hewitt, and 

Culbertson (1991). The stress scale encompasses items similar to items asked in another 

employee survey in another sector of the municipality, hence the reason for choosing 

this scale. An example of an item from the scale was “I am usually under a lot of 

pressure when I am at work.” The Cronbach’s alpha for this scale was 0.834. The 

means were assessed from respondents responding to at least four out of five items.  

Perceived Organizational Support for Development  

Three items were adapted from the Workspace Support Scale by Maurer, Weiss, 

and Barbeite (2003). An example of an item was “There are learning and skill 

development resources available to me through my employer that can help me improve 

my career skills.” The means for this scale were assessed from respondents responding 

to at least two out of three items. The Cronbach’s alpha for this scale was 0.810.  
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Need for Development  

Three items were adapted from Maurer and Tarulli (1994) and Maurer, Weiss, 

and Barbeite (2003). These items were in collaboration with the municipality modified 

towards the sector to measure specific perceived needs for the development of the 

employees, such as “I am in need of development within the field of pedagogy” and “I 

am in need of development within the field of special pedagogy (to work with children 

with special needs/challenges in the child care sector).” The means were assessed from 

respondents responding to at least two out of three items. The Cronbach’s alpha for this 

scale was 0.616.  

Interest in Career Development and Commitment 

Eight items were designed in collaboration with the municipality to measure and 

compare the employees’ interest in career development and commitment. The 

statements consisted of both available and hypothetical opportunities for career 

development. An example of an item was “I would like to study to become a 

Pedagogical Assistant if this education were to be available in Tórshavn.” The 

comparison of the means between demographic groups is found in Supplemental 

Results. 

Analysis  
SPSS was used to extract descriptive statistics and conduct correlation and 

regression analyses.  

In analyzing the data, the descriptive statistics concerning turnover intention and 

the demographic variables were first studied, and the main characteristic of the sample 

was presented. Second, Pearson’s correlation was calculated between the dependent, 

control, and independent variables, and the direction of the correlation coefficients were 

measured within the range of -1 to +1 (Collis & Hussey, 2009).  

Third, a linear regression analysis was run to test the five suggested hypotheses. 

In other words, the regression analysis tested any significance between the outcome 

variable, control variables, and predictor variables. The results revealed the variables’ 

ability to predict an outcome in the dependent variable, turnover intention. In order to 

conduct a linear regression analysis, the variables were measured and computed as 

follows: All items measured on the five-point Likert scale were computed into their 

respective scales as continuous quantitative variables, and categorical variables were 

computed into dummy variables in SPSS. The reliability of the scales was based on 

Cronbach’s alpha.  
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Fourth, a comparison of the means between demographic groups and their 

interest in pedagogical careers and commitment was reviewed and presented.  

Results 

Descriptive Statistics 

 Tables of the descriptive statistics can be found in Appendix D. The statistics for 

turnover intention (TI) reveal a mean score of 2.82 (SD = 1.090). The statistics show 

that the whole sample’s turnover intention is medium. The second question concerning 

the individuals’ intention to search for jobs with other employers had the highest mean 

value of 3.09 (SD = 1.294).  

 The data were collected from males (n = 18) and females (n =145); however, the 

descriptive statistics did not show much variance between the genders; 2.81 and 2.83, 

respectively. Although only 18 males participated in the survey, it is around 15% of the 

male population within the sector in the municipality. Concerning education, data was 

collected from skilled workers (n = 56), unskilled workers (n = 59), and employees with 

other educations (n = 18). The statistics show that the mean score of TI for skilled 

workers was 2.94 (SD = 1.019), for unskilled workers was 2.73 (SD = 1.144), and for 

employees with another educational background, it was 2.78 (SD = 1.149). This 

indicates that the turnover intention is not significantly different between skilled, 

unskilled, and employees with another educational background in the child care sector 

of the municipality of Tórshavn. Also, the eta value was measured at .363, indicating a 

low positive association between turnover intention and education.  

Similar results were found between turnover intention and job position, where 

the mean score of TI for managers (n = 17) was 2.56 (SD = .903) but higher for 

caregivers (n = 120) was 2.86 (SD = 1.108). On the one hand, it is hard to generalize the 

results for the managers, particularly due to the low number of participants. On the 

other hand, it is still responses from 1/3 of the population.  

Pearson’s Correlation  

Table 1 presents the variables’ means, standard deviations, and correlations. On 

the one hand, the results from Pearson’s correlation indicate that there is no significant 

relationship between the demographic variables and turnover intention. For instance, 

age (r = -.057), gender (r = .006) and tenure at the workplace (r = -.031). On the other 

hand, the table does provide some preliminary support for significant relationships 

between turnover intention and job satisfaction, stress, affective commitment, and 
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perceived organizational support for development (POSD). The table also shows that all 

values for the independent predictors are less than .700, which means there is no 

concern for these predictor variables being multicollinear (Collis & Hussey, 2009, s. 

272). However, the correlation between organizational and workplace tenure was .740, 

which could cause some concern. In simpler terms, a high correlation (or an overlap) 

between independent variables can increase standard errors and produce unreliable 

results (Collis & Hussey, 2009). Despite that, when testing for multicollinearity in the 

regression model, no variables showed a Variance Inflation Factor (VIF) above 10 

(Appendix E). This should suggest that there is no collinearity problem between the 

mentioned variables. Additionally, one should note that the demographic variables, 

perceived organizational support for development, and the need for development 

showed values below .300, indicating weak relationships, if any.  

The correlation revealed that the relationship between turnover intention and job 

satisfaction was moderately negative and statistically significant (r = -.529, p < .001). 

This means that the correlation indicates preliminary support for hypothesis 1, positing 

a negative relationship between turnover intention and job satisfaction, being supported 

since an increase in TI would decrease job satisfaction and vice versa.  

The correlation between turnover intention and stress showed a medium positive 

correlation and was statistically significant (r = .505, p < .001). The significantly 

positive relationship between the variables indicates preliminary support for hypothesis 

2.  

Moreover, the correlation between turnover intention and affective commitment 

had a low negative correlation and was statistically significant (r = -.337, p < .001). 

Similarly, the correlation between turnover intention and perceived organizational 

support for development showed a low negative correlation while being statistically 

significant (r = -.219, p < .001). These results also indicated preliminary support for 

hypotheses 3 and 4, positing negative relationships with turnover intention.  

Lastly, the correlation showed that the need for development (r = .058) was not 

significantly associated with turnover intention, indicating that hypothesis 5 would be 

rejected.  
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Table 1 

Means, standard deviations, and correlation matrix  

 M SD 1 2 3 4 5 6 7 8 9 10 11 12 
1. Age 36.31 13.40  

2. Gendera (2 = 
Female) 
 

.89 .31 -.16* 

3. Job Positionb  
(1 = Caretakes) 
 

.89 .31 -.33** .01 

4. Educationc 
(1= Unskilled) 
 

.51 .50 -.45** -.10 .34** 

5. Work Tenure 5.08 6.12 .49** .14 -.13 -.13  

6. Org Tenure 8.42 8.15 .69** .15* -.19* -.28** .74**  

7. Turnover 
Intention 

2.82 1.19 -.08 .01 .07 -.12 -.03 .01 (.811) 

8. Job 
satisfaction 

4.18 .86 -.09 -.05 .05 -.08 -.07 -.14 -.53**  

9. Affective 
commitment 

3.85 .70 .00 .07 -.03 -.14 .19* .06 -.34** .36** (.712) 

10. Stress 3.46 .84 .08 .14 -.03 -.27** .17* .19* .51** -.41** -.02 (.834) 

11. Perceived 
support 

2.61 .95 -.13 .02 -.22** -.20* -.09 -.24** -.22* .14 .14 -.33** (.784) 

12. Need for 
development 

4.00 .72 .06 .19* .04 -.17* .01 .15 .05 .03 .18* .28** -.20* (.616) 

*. Correlation is significant at the 0.05 level (2-tailed); **. Correlation is significant at the 0.01 level (2-tailed). Cronbach’s alphas are reported in 

parenthesis in the diagonal. abcdummy variables (males, managers, and skilled workers were the reference groups, respectively
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Regression Analysis 

In the multiple regression analysis, the enter method was utilized to measure the 

impact of control and independent variables on the dependent variable, turnover 

intention (TI).  

The outcome variable was regressed on the control variables and the predicting 

independent variables to test hypotheses one to five. The model was significant F (11, 

110) = 8.106, p < .001, explaining 44.5% or R2 = .445 of variance in turnover intention. 

Accounting for all variables in the model, it explained 39% or adjusted R2 = .389 of 

variance in turnover intention. As shown in table 2, Job satisfaction (B = -.391, t = -

3.572,  p  <.001), affective commitment (B = -.318, t = -2.452,  p = .016), and stress (B 

= .490, t = 4.177, p = <.001 ) contributed significantly to the model. However, 

perceived organizational support for development (POSD) (B = -.019, t = -.200,  p = 

.542) and need for development (NFD) (B = .016, t = .134,  p = .898) did not. As 

indicated in the simple correlation, the demographic variables did not significantly 

impact turnover intention. 

Hypothesis 1 tested whether there was a negative relationship between job 

satisfaction and turnover intention. The result showed that job satisfaction significantly 

predicts TI (B = -.391,  p  <.001). This means that hypothesis 1, positing a negative 

relationship between turnover intention and job satisfaction, was supported. Hypothesis 

2 tested whether stress positively impacted turnover intention, and the regression 

supported the effect with a medium positive relationship between stress and turnover 

intention (B = .490, p < .001). 

Moreover, hypothesis 3 tested whether there was a negative relationship 

between affective commitment and turnover intention. The regressed results showed 

that affective commitment significantly predicts turnover intention (B = -.350,  p = 

.016). Although the simple correlation had indicated a significant relationship between 

perceived organizational support for development and turnover intention, the regressed 

model showed that when the other independent variables were accounted for, the 

relationship between POSD and TI was no longer significant (B = --.019,  p = -.200) 

Thus, hypothesis 4, positing a negative relationship between perceived organizational 

support for development and turnover intention, was not supported. 

Finally, the regressed results concerning hypothesis 5 positing the need for 

development to affect turnover intention positively did not show a significant impact. 

Consequently, H5 was rejected.  
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Table 2 

Results of Linear Regression Analysis 

    95% CI   

  Beta SE LL UL t p 

Age -.01 .01 -.03 .01 -1.24 .22 

Gender  

(2 = Female) 
-.09 .26 -.61 .43 -.35 .73 

Workplace 

tenure 
-.01 .02 -.05 .03 -.33 .74 

Organizational 

tenure 
-.01 .12 -.03 .04 .25 .80 

Job Position (2 

= Caregiver) 
.20 .30 -.40 .80 .66 .51 

Education (0 = 

unskilled) 
-.09 .20 -.47 .30 -.44 .66 

Job Satisfaction -.39 .20 -.61 -.17 -3.57 <.001 

Affective 

Commitment 
-.32 .13 -.58 -.06 -2.45 .02 

Stress .49 .12 .28 .70 4.18 <.001 

Perceived 

Organizational 

Support 

-.02 .10 -.21 .17 -.20 .84 

Need for 

Development 
-.02 .12 -.26 .22 -.13 .89 

F 8.02       

Adjusted R2 

N 

0.39 

116 

      

 

Supplemental Results 

Comparison of means between demographic groups on interest in career commitment 

Table 3 below shows the means between the different demographic groups for 

eight case-specific items concerning interest in career development and commitment. 

All items were measured on a 5-point Likert scale, coded from 1 = Strongly Disagree to 

5 = Strongly Agree. 
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The first item investigated the work commitment of an employee provided the 

municipality improved its opportunities for education and development. The statistics 

reveal medium to positive mean scores, varying from 3.29 to 4.07. Female respondents 

had higher mean scores than male respondents (3.95 and 3.29), managers higher than 

caretakers (4.06 and 3.86) and skilled workers had the highest mean score (4.07) 

compared to unskilled workers (3.74), and employees with other educations (3.63). 

Similar results were found in the second item, measuring employees' likelihood 

to stay in their jobs if the municipality provided more developmental opportunities, e.g., 

courses, and the third item, measuring employees’ interest in educating or further 

educating themselves within the field of pedagogy: Females, managers, and skilled 

workers had the highest means scores (3.91 and 3.83, 4.16 and 4.25, and 4.00 and 4.10, 

respectively).  

The last four items specifically targeted unskilled workers and employees with 

other educations. Since all managers and skilled workers are formally educated, they 

were excluded from the table for these items.  

The descriptive statistics reveal that the interest in formal education varies from 

low to medium. Unskilled workers were shown to be most interested in studying to 

become a pedagogical assistant if they would get a salary while studying (3.25), 

followed by studying the bachelor’s degree in Tórshavn (2.85) and least interested in 

studying the same education in the island of Suðuroy (1.74). The same pattern was 

discovered in employees with other educations, showing a mean score of 3.47, 3.20, and 

1.52, respectively.  

Although low to low-medium means, it was further revealed that both samples 

were more interested in pursuing pedagogical studies abroad and studying to become a 

pedagogical assistant if the education was available in Tórshavn than studying the 

available degree for pedagogical assistant in Suðuroy. The mean difference between 

studying the available program in Suðuroy and the hypothetical program in Tórshavn 

was .82 and 1.42 for unskilled workers and employees with other educations, 

respectively.  
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Table 3 

Mean Comparison of Interest in Career Commitment between different demographic groups 

Items 

 I will likely 
continue in my 

job if my 
employer 

improves its 
opportunities for 

education and 
development 

 

I will likely 
continue in my 

job if my 
employer 

provides more 
opportunities for 

development 
(e.g., courses) 

 

I am interested in 
getting a degree 

or receiving 
further education 
within the field 

of pedagogy 
 
 
 

I would like to 
study Bachelor of 

Education in 
Pedagogical 

Development in 
the Faroe Islands 

 
 
 

I would like to 
get a degree in 

the field of 
child care 

abroad 
 
 
 
 

I would like to 
study for the 

degree 
‘Pedagogical 
Assistant’ in 

Suðuroy 
 
 
 

I would like to 
study the degree 

‘Pedagogical 
Assistant’ if the 

education 
becomes available 
in the municipality 

of Tórshavn 
 

I would like to 
study for the 

degree of 
Pedagogical 

Assistant’ 
provided that I 
will get a salary 
while studying 

Male Mean 3.29 3.18 3.18 
N 17 17 17 

Female Mean 3.95 3.91 3.83 
N 138 136 136 

Mean Difference -.66 -.74 -.65 

Manager Mean 4.06 4.19 4.25 
N 16 16 16 

Caretaker 
Mean 3.86 3.79 3.70 

N 139 136 137 
Mean Difference .21 .40 .55 

Skilled Mean 4.07 4.00 4.10 
N 70 71 68 

Unskilled 
Mean 3.74 3.69 3.42 2.85 2.11 1.74 2.56 3.25 

N 66 62 65 66 65 69 61 64 
Other 

education 
Mean 3.63 3.65 3.70 3.20 1.95 1.52 2.94 3.47 

N 19 20 20 20 20 21 16 19 
Mean Difference    -.35 .16 .22 .38 .22 
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Discussion 

Employee turnover is an important and extensively researched topic regarding 

organizational behavior. The effects of voluntary turnover can be wide-ranging, 

affecting direct and indirect costs, productivity, and the relationship between co-

workers and stakeholders. Thus, it is crucial to get a broader understanding of 

withdrawal activities and antecedents to the benefit of the organization, the workforce, 

and stakeholders. In this specific case, the stakeholders are also the children, and 

turnover and antecedents can affect stable relationships with institutional caregivers. 

Therefore, an unhealthy turnover rate in the child care sector can actually concern the 

whole society.  

There was a genuine concern in the Human Resource department at the 

municipality of Tórshavn, hence the reason for contacting me for the case collaboration. 

There was a sincere wish to comprehend the voluntary turnover intention in the sector, 

discover potential ways to retain talent and encourage young unskilled workers to 

choose child care as a career path. Likewise, everyone else who was introduced to the 

case study during my time in the Faroe Islands expressed equivalent concerns about 

today’s situation in the sector. This emphasizes the significance of the problem and the 

reason for investigating the turnover intention and antecedents of child care workers in 

the municipality of Tórshavn.  

The following chapter addresses the study's results and links them to previous 

research to answer the research question and hypotheses. Furthermore, limitations and 

future research ideas will be addressed, and practical implications proposed. Finally, a 

summarization of the results will be provided in the conclusion.  

Results and Research Question 

  The research question for the case study was as follows:  

What is the impact of antecedents on turnover intention of child care workers in 

the municipality of Tórshavn? Moreover, can developmental opportunities 

increase retention and career commitment? 

Moreover, five hypotheses were derived from the research question and the 

literature review, and the relationship between predictor variables was tested in a linear 

regression analysis.  

However, first, the descriptive statistics were studied to see if the cause for 

concern was supportable. The statistics revealed that the turnover intention of the whole 
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sample was medium (2.82) and that the highest mean value was concerning the 

individuals’ intention to search for jobs with other employees (3.09). Such results are 

worrying because research suggests that withdrawal cognitions are the highest predictor 

of actual turnover is the withdrawal cognitions (Tett & Meyer, 1993). In addition, the 

results indicate that employees may be actively or passively searching for other job 

openings. So, if an opportunity arises, it could lead to voluntary turnover.  

The descriptive statistics also revealed that skilled workers and caretakers had 

the highest mean values (2.96 and 2.85, respectively) compared to unskilled workers 

and managers (2.70 and 2.66). In contrast to the general thought that unskilled workers 

are more likely to quit, the means reveal that unskilled workers have lower turnover 

cognitions. Having said that, the difference between the groups was not large. Though, 

it is still worrying when the sector's labor demand is high and the supply of workers, in 

general, is low in the Faroe Islands (Hagstova Føroya, 2022).  

After this discovery, correlation and regression analysis were conducted to test 

the relationship and significance between the control and independent variables and the 

dependent variable.  

The results of the case study support the presence of a significant relationship 

between three of the five predictor variables and turnover intention. The model showed 

an adjusted variance of 39% in turnover intention and was explained by job satisfaction, 

stress, and affective commitment, supporting H1, H2, and H3. The findings were 

consistent with preceding research, for instance, where job satisfaction (Arnold & 

Feldman, 1982; Carmeli & Weisberg, 2006; Hellman, 1997; Porter & Steers, 1973; Tett 

& Meyer, 1993), affective commitment (Carmeli & Weisberg, 2006; Meyer et al., 

2002), and stress (Curbow et al., 2000; Manlove 1993) significantly impact turnover 

intention. Contrary to previous findings, age and organizational tenure did not impact 

turnover intention  (Carmeli & Weisberg, 2006; Arnold & Feldman, 1982).  

The findings further showed that job satisfaction predicted turnover more 

strongly than affective commitment, similar to the results revealed in the meta-analysis 

by Tett & Meyer (1993). However, it must be noted that the measurements may have 

been sensitive to the choice of measuring instruments, for instance, my utilization of a 

single-item scale measuring job satisfaction in this study. The results could possibly 

have been different or even show stronger correlations in the full equation if a multiple-

item scale had been used (Tett & Meyer, 1993). This will be further discussed in the 

chapter on Limitation and Future Research below.  
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Having said that, the positive effects on, e.g., job performance and 

organizational citizenship behavior (Judge et al., 2001; Organ & Ryan, 1995) and its 

significant inverse association with turnover intention, increasing job satisfaction in 

employees may be in the interest of all organizations. Suppose that job performance and 

organizational citizenship behavior also positively affect child care quality; it is 

imperative to investigate factors affecting job satisfaction in child care workers and 

work towards enhancing their job satisfaction.  

Enhancing organizational commitment and affective commitment should also be 

in the organization's interest due to its inverse relationship with turnover and strong 

positive correlation with occupational commitment (Meyer et al., 2002). It is evident 

that the sector lacks both skilled and unskilled workers, and it cannot be stressed enough 

that the supply is currently critically low in the Faroe Islands. So, retention and 

occupational commitment are of great importance, and commitment, among other 

factors described in the following chapter, could be studied in the respective daycare 

centers in the municipality.  

Stress was the strongest predictor of turnover intention in the model. The 

findings signal that if stress levels increase, turnover rates will increase too. Further, 

they supported hypothesis 2, positing a positive relationship between stress and turnover 

intention. 

Previous research on early childhood and primary school teachers shows that 

stress and perceived working conditions also affect occupational commitment (Borg, 

Riding, & Falzon, 1991; Grant, Jeon, & Buettner, 2019). So, individuals leaving their 

jobs due to physiological, physical, or behavioral effects of stress or strain could appear 

to be less likely to re-enter the child care sector in the future. Evidently, the war for 

talent will become considerably worse in the coming years, considering the aging 

workforce, the hypothetically high turnover rate, and the predictions that the sector will 

require 1000 skilled workers within the next ten years, while the local schools are 

simply not keeping up.  

Although the simple correlation indicated a significant relationship between 

perceived organizational support for development and turnover intention, this was not 

proven to be the case in the regression. Hence, hypothesis 4, positing a negative 

relationship between the variables, was rejected. However, the correlation could imply 

that perceived organizational support for development indirectly affects turnover 

intention, mediated through other significant precursors (Hiltrop, 1999; Hytter, 2007; 
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Settoon, Bennett, & Liden, 1996). For instance, positive relationships have been found 

between (perceived) development opportunities, commitment, retention, and job 

satisfaction.  

The correlation analysis showed a significant and negative relationship between 

perceived organizational support and stress (r = -.33, p < .001), indicating that 

individuals perceiving support for development as low are more likely to feel stressed. 

This was not tested in the regression, and I would thus recommend a mediation test 

between variables on turnover intention.  

Finally, I wished to test whether there was a positive relationship between 

turnover intention and the need for development. However, no significant negative 

relationship was found between the variables, providing no support for hypothesis 5.  

Interest in Career Development and Commitment 

The eight items were designed with the organization to measure individuals’ 

interest in career development and commitment. The means revealed that skilled 

workers (n = 70), including managers (n = 16), were most likely to commit to their jobs 

provided the employer delivered more opportunities for development and education. 

There was a consensus between demographic groups and further education in pedagogy: 

The moderate to high mean values signified moderate to high learning orientation in the 

collected sample.  

We know from the literature that learning, developmental opportunities, and 

education, directly and indirectly, influence retention, caregiver commitment, 

motivation, organizational citizenship behavior, and higher quality care (Berk, 1985; 

Birt, Wallis, & Winternitz, 2004; Burchinal, Cryer, Clifford, & Howes, 2002; Hytter, 

2007; Settoon, Bennett, & Liden, 1996). Therefore, there can be significant advantages 

of investing in employee training and development, and the means indicate that it could, 

in fact, also retain child care workers.  

 Interestingly, in the following items targeting unskilled workers and workers 

with other educations, the highest mean value was revealed in the last item, regarding 

getting a salary while studying to become a Pedagogical Assistant. Yet, the available 

vocational program in Suðuroy, where you would receive a student grant while studying 

and be able to work instead of doing the internships, only received two applications this 

school year.  

As mentioned above, the school's placement has received some criticism 

(Simonsen, 2018a; Simonsen, 2018b), and the means also reveal that this option 
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received the lowest mean values of all eight items. The hypothetical option to study the 

degree in the central region received a higher mean value than the available option, and 

it could indicate that the placement might be an issue and subsidies not be sufficient.  

Limitations and Future Research 

The findings from the case study should be considered with caution because 

some choices and limitations may have influenced the significance of the quantitative 

results. In the following chapter, I will identify and discuss some of the strengths and 

weaknesses of the study and its limitations and provide suggestions for future research.  

 First, I would like to address the method of choice and data collection. In 

general, the survey method has both positive and negative sides. On the one hand, you 

can reach an unlimited number of respondents in no time; on the other hand, you may 

have to deal with survey fatigue3 and non-response biases4 (Collis & Hussey, 2009).  

In the data collection process, I faced such challenges. In my follow-up calls to all 

center managers two days after sending out the survey, I discovered that most receivers 

had not forwarded the survey or even read the e-mail or study description. This can 

result from survey fatigue, as the managers are constantly bombarded with various 

surveys. Most certainly, it was also affected by the time of the data collection activity in 

the summer when many employees may be vacationing. Hence, it was challenging to 

have to deal with non-responses and the reliability of the generalization of the 

population.  

Developing an easily readable and relatively consistent instrument without much 

variance in the style of statements and measurement (e.g., the consistency of using a 

five-point Likert scale) was essential and can be perceived as a strength of the chosen 

method. However, the survey distribution on Microsoft Forms had both positive and 

negative features: The design was simple, professional, and lived up to the standards of 

having both a computer and mobile version available. Moreover, the descriptive 

statistics could easily be followed during the ongoing data collection, and the data was 

effortlessly exported to excel. On a negative note, the software did not contain adequate 

numeral options, comprising the option to use commas/punctuation in items such as 

tenure, for instance. Hence such control variables had to be assessed in a qualitative box 

 
3 An individual's reluctancy to participate in survey research 
4 Non-responses that can affect the generalization of the population 
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and then re-coded in the dataset. For that reason, I would, for future reference, find a 

more suitable tool for data collection.  

When considering the reliability and generalizability of the findings, one must 

note that the research only consisted of 171 members, or 21.34 percent of the targeted 

population, within the child care sector in the municipality of Tórshavn. Moreover, the 

gender distribution was not as equally distributed as one could have wished for. 

However, when considering the gender distribution in the sector in the municipality 

(14% male and 86% female), it was not a complete surprise either. In hindsight, this is 

something that I should have been more aware of, and perhaps data collection activities 

outside the summer holiday season could have aided a larger and more equally 

distributed sample. That said, the distribution was more satisfying regarding age, tenure, 

and educational background.  

Limitation of measuring scales 

Regarding the length of the instrument, limitations were necessary. Employees 

would most likely be completing the survey on the job, which takes valuable time out of 

their work schedule and affects quality time with children and co-workers. Thus, the 

survey could not be too extensive, and the aim was that it would be completed within 

five to ten minutes. In addition, a too extensive survey could also affect the employees’ 

willingness to participate, and distractions could more likely cause respondents not to 

complete the whole questionnaire.  

Consequently, the limitations of the survey included choosing shorter scales over 

more comprehensive ones, as discussed below, and modifying items to meet the 

organization's requirements. 

A single-item scale measuring job satisfaction was chosen over a multiple-item 

scale. Single-item scales are often frowned upon and excluded in meta-analyses (Tett & 

Meyer, 1993), although some researchers argue they can be acceptable for some types 

of research (Wanous, Reichers, and Hudy, 1997). Since job satisfaction may be hard to 

define for some and is related to people’s temperament (Staw & Ross, 1985; Staw, Bell, 

& Clausen, 1986), I would, in the future, utilize a multiple-item scale. I believe that 

multiple relevant items could assist in a more comprehensive understanding of job 

satisfaction, especially when one tries to identify exact challenges within an 

organization. Moreover, although my results are consistent with previous findings (e.g., 

job satisfaction has a stronger association with turnover intention than commitment), 

Tett and Meyer (1993) revealed that multi-item measures show higher variance in 



 

 

35 

turnover intention than single-item measurements. The utilization of a longer and more 

comprehensive job satisfaction scale could thus have been beneficial for the regression 

model, and I would highly consider this in the future. 

Moreover, some determiners related to job satisfaction were deliberately omitted in 

this study, such as satisfaction with pay and other extrinsic rewards. On the one hand, 

job satisfaction has, for instance, been shown to stay stable over time regardless of 

salary changes (Staw & Ross, 1985), and on the other hand, contradictorily, it has also 

been shown to affect job satisfaction in child care workers (McClelland, 1986). The 

salary of child care workers is a hot and interesting topic in the Faroe Islands. However, 

I choose to limit myself from including this perspective in the thesis predominantly 

based on the following reasons: First, the topic is extensive, and the material would 

undoubtedly be enough for a whole study, considering both the time and page limit of 

the thesis. Second, the thesis was written in cooperation with the municipality, and 

attention was given to (a) what would be of interest to them to investigate and (b) what 

realistically and independently could be amended by the municipality (e.g., excluding 

union bargaining). Likewise, information about contracts, salaries, and budgets was not 

taken into consideration in the study.  

Furthermore, the need for development was also measured and limited in the 

study. The three items in the NFD scale were adapted from Maurer and Tarulli (1994) 

and Maurer, Weiss, and Barbeite (2003). To meet the organization's interest, the items 

were modified to measure specific potential development needs in the sector. The 

individual items were highly relevant, and the descriptive results provided valuable 

information for the organization (Appendix E). However, the decision to compute the 

items into a scale while excluding some items to enhance the reliability might have been 

too experimental and not the right decision. Expressly when considering that the 

Cronbach alpha for the three-item scale was low (0.616) from the beginning. 

Nevertheless, it taught me a valuable lesson about how quantitative research works and 

to respect the highly researched and validated scales more.  

Future research 

 In this case study, it would have been interesting to test more comprehensive 

scales concerning perceived organizational support for development, need for 

development, learning orientation, and mediation between variables. Now that we have 

found that three out of five of the antecedents significantly impact turnover intention, it 

would be interesting to investigate which other predictors are mediated through the 
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independent variables. Future research could, for example, test the mediation between 

organizational support for development and stress on turnover intention in the 

population. In simpler terms, one could research whether child care workers are less 

stressed and less likely to resign if provided with more developmental opportunities. At 

least, the literature suggests an indirect or mediated effect between such variables, and 

such findings could signify the importance of HR practices such as training and 

development in the sector.  

 To further measure job satisfaction, affective commitment, stress, and 

antecedents are also highly relevant in this and other related cases. This study was 

limited to a five-item stress scale, only measuring the current stress level. However, in 

future research, I advocate using a more extensive instrument measuring stressors such 

as job demand, workload, and resources and testing the various daycare centers. This 

could contribute to a clearer picture of where problems lie; are they general for the 

whole population or specific to certain centers or areas? It could further provide more 

knowledge of what well-functioning institutions are doing differently than those doing 

worse. Such findings could contribute to a broader understanding of which efforts 

should be made to reduce stress and voluntary turnover. 

 Finally, it would also be interesting to test the variables contributing 

significantly to the model in other municipality sectors, such as the elderly care sector. 

More data will build stronger arguments for investing in practices that could reduce 

turnover rates and improve workforce quality. 

Practical Implications 
 As mentioned above, the significant precursors of turnover intention must be 

further researched and addressed. Based on the findings and previous research, stress is 

the most significant factor to address first. The consequences of stress and strain can 

have many damaging effects on the individual, quality care, the workplace and 

organization, and career commitment. Since the variables are interrelated, it should 

suggest that reducing stress would decrease voluntary turnover and increase job 

satisfaction and organizational commitment. Likewise, when job satisfaction upturns, it 

can positively affect job performance, organizational citizenship behavior, and quality 

care.  

 The employer should invest in the employees’ well-being to enhance job 

satisfaction, organizational commitment, career commitment, and talent retention. 

Consequently, such investments could make the work and employer more attractive. 
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Now, the discourse about the child care centers in Tórshavn is negatively loaded, and a 

change needs to start from within. It is vital to retain workers and decrease turnover 

because the supply of workers is critically low. If stressed workers quit and are less 

likely to continue in the field of child care, as the research suggests, there will be a 

higher demand and lower supply. Therefore, it cannot be stressed enough that the 

organization should prioritize looking inwards and improving the current situation.  

The descriptive results also imply that the sample is rather learning-orientated 

and more likely to commit to their job, provided that they receive further learning, 

especially skilled workers and managers. This provides preliminary support for training 

and developmental initiatives enhancing retention, and the organization may want to 

investigate further what developmental or educational skills or knowledge is needed to 

train. At least one suggestion can be drawn from the data, where roughly 73% of the 

sample (n = 160, mean = 4.00) either strongly agreed or agreed that they needed training 

in special pedagogy (working with children with special needs).  

This should suggest that the employer needs to provide further resources and 

support in training and educating employees so that they can provide the best quality 

care possible.  

Concluding Remarks 
The data analyses produced valuable information about the turnover intention of 

workers in the child care sector in the municipality of Tórshavn.  

Consistent with previous results, anticipated antecedents such as job satisfaction, 

affective commitment, and stress significantly impacted turnover intention. 

Interestingly, perceived organizational support for development, need for development, 

and demographic variables were unrelated to turnover intention in this case study.  

Although no significant association was found between turnover intention and 

the need for development in the regression model, the supplemental data supported 

preliminary support for developmental opportunities enhancing retention and career 

commitment. The data further revealed a learning-orientated sample, particularly 

interested in hypothetical organizational-initiated learning opportunities and training in 

special education. Furthermore, both unskilled workers and workers with other 

educations were more likely to pursue a pedagogical career if a salary was provided 

during their studies. Moreover, the means of the groups reveal that there is low to 

medium interest in available career opportunities in the Faroe Islands. 
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Based on the current findings, the study argues that the organization investigates 

the antecedents comprehensively. Finally, it emphasizes that the organization should 

implement efforts to reduce stress in workers in order to reduce turnover and enhance 

retention, job satisfaction, career commitment, and quality child care.  
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Appendix A: Distribution of Skilled and Unskilled Workers 

 

 

Table A1 

Skilled (green) and unskilled workers (orange) in the childcare sector of the municipality of Tórshavn 
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Table A2 

Age groups of childcare workers, May 2022 
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Samanberingartøl – starvsfólk samlað
Starvsfólk tils. Ársverk tils. 
Aldursbólkar 2021-02 2022-02 2022-05 Aldursbólkar 2021-02 2022-02 2022-05

18 - 19 20 21 24 18 - 19          13,6          13,4          17,7 
20 - 29 235 275 307 20 - 29        161,0        191,1        217,6 
30 - 39 145 147 148 30 - 39          98,4        102,0        107,1 
40 - 49 124 135 132 40 - 49          95,0        100,8        100,1 
50 - 59 125 123 127 50 - 59          90,4          93,6          93,1 
60 - 69 58 54 61 60 - 69          39,3          38,0          41,8 
70 - 79 2 3 2 70 - 79            0,5            2,1            1,2 

Tilsamans 709 758 801 Tilsamans 498,2        541,0        578,6 
Vøkstur # 49 92 Vøkstur # 42,8 80,4
Vøkstur % 7% 13% Vøkstur % 9% 16%
(í mun til 2021-02) (í mun til 2021-02)

 

 

 

Table A3 

Comparison of the number of childcare employees, February 2021, February 2022, and May 2022 
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Samanberingartøl – hjálparfólk
Starvsfólk tils. Ársverk tils. 
Aldursbólkar 2021-02 2022-02 2022-05 Aldursbólkar 2021-02 2022-02 2022-05

18 - 19 20 21 24 18 - 19           13,6           13,4           17,7 
20 - 29 225 263 294 20 - 29         152,5         180,6         204,6 
30 - 39 71 68 68 30 - 39           42,5           40,6           44,0 
40 - 49 45 48 46 40 - 49           33,9           33,1           33,7 
50 - 59 53 42 47 50 - 59           35,1           30,9           32,1 
60 - 69 30 34 38 60 - 69           19,9           22,5           25,0 
70 - 79 1 2 2 70 - 79             0,4             1,9             1,2 

Tilsamans 445 478 519 Tilsamans 297,9 323,0 358,3
Vøkstur # 33 74 Vøkstur # 25,1 60,4
Vøkstur % 7% 17% Vøkstur % 8% 20%
(í mun til 2021-02) (í mun til 2021-02)

Table A4 

Comparison of the number of unskilled childcare workers, February 2021, February 2022, and May 2022 
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Slide A5 

Comparison of the number of skilled childcare workers, February 2021, February 2022, and May 2022 

 

 

  

Samanberingartøl – faklærd
Starvsfólk tils. Ársverk tils. 
Aldursbólkar 2021-02 2022-02 2022-05 Aldursbólkar 2021-02 2022-02 2022-05

18 - 19 -  - - 18 - 19  -  -  - 
20 - 29 10 13 14 20 - 29             8,5           10,5           13,0 
30 - 39 74 79 80 30 - 39           55,9           61,4           63,1 
40 - 49 79 87 86 40 - 49           61,1           67,7           66,4 
50 - 59 72 81 80 50 - 59           55,3           62,8           61,0 
60 - 69 28 20 23 60 - 69           19,4           15,5           16,8 
70 - 79 1 1 - 70 - 79             0,1             0,2  - 

Tilsamans 264 281 283 Tilsamans 200,3 218,1 220,3
Vøkstur # 17 19 Vøkstur # 17,8 20,0
Vøkstur % 6% 7% Vøkstur % 9% 10%
(í mun til 2021-02) (í mun til 2021-02)
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Appendix B:  

Applications, Admissions, and Graduates  

Fróðskaparetur Føroya and Heilsiskúli Føroya, 2014-2022 

 

Table B1 

Bachelor of Education in Pedagogical Development: Applications, admissions, and 

graduates 

 
Umsóknir5 Upptikin Liðug 6 

         
2014 ikki tøkt 39 30 

          
2015 ikki tøkt 36 27 

          
2016 58 39 24 

          
2017 39 37 29 

          
2018 62 35 19 

          
2019 64 36 0 

          
2020 80 36 0 

          
2021 68 36 0 

          
2022 55 35* 0 

          
             

 

 
 
 
 
 
 
 
 
 
 
 
 
Table B2 

 
5 “Ikki tøkt” = Not available 
6 Umsóknir (applications) encompasses those who applied for the education as a 1st priority. Upptikin 

(admitted) encompasses those who began the studies – In some cases, students transferred between 

semesters, but they are still registered to the study year admitted. Liðug (graduated) includes those who 

have graduated. For instance, 29 of the students from 2017 have graduated (per 11 July 2022).  
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Pedagogical Assistant, Heilsuskúli Føroya: Applications, admissions, and graduates 
7 

Ár Umsóknir 
Tal av byrjaðum 

næmingum 

Tal av 

lidnum NFH 
Viðmerking 

2020 19 (+2 annan prioritet) 11 7   

2021 17 (+2 annan prioritet) 14 

Verða liðug í 

2023 

11 næmingar eru í 

flokkinum nú 

2022 14 (+4 annan prioritet) 6 

Verða liðug í 

2024 

 2 av umsóknunum var 

til førleikameting 

samanlagt: 48 31     

  

Vit kunnu taka upp til 24 næmingar inn í hvønn flokk. Í ár var fyrsta árið, har vit hava fingið 

umsóknir um førleikameting. VIt fingu tvær umsóknir, men hvørgin av umsøkjarunum byrjaðu 

útbúgvingina. Tær tvær umsóknirnar innganga í tølini í talvuni.8

 
7 Umsóknir (applications); tal av byrjaðum næmingum (numbers of students in the class); tal av lidnum 

NFH (pedagogical assistant graduates); viðmerking (comment): 11 students in the class from 2021; two 

applications as part of the 2022 vocational education program.  
8 Each program can take up to 24 students yearly. This is the first year encompassing the vocational 

education program. The school received two applications, included in the table. However, none of the two 

are participating in the program.  
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Appendix C: Microsoft Forms Output of Cross-sectional Survey 

Survey page 1 

Introduction to study, objectives, and information about confidentiality  
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Survey page 1 

Assessment of demographics 

 

* Required 
 

Stutt um teg 

1. Starv? *  

Leiðari 

Arbeiði við børnum 

Arbeiði í køkinum 

2. Útbúgving? *  

Námsfrøðingur 

Ófaklærd/ur 

Aðra útbúgving
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3. Í hvussu nógv ár hevur tú starvast á dagstovnaøkinum í Tórshavnar kommunu? *  
 

 
 

4. Í hvussu nógv ár hevur tú starvast í núverandi starvi á dagstovnaøkinum í Tórshavnar kommunu? *  
 

 

5. Hvussu nógv ár ert tú? *  
 

 

Enter your answer 

Enter your answer 

The value must be a number 
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6. Kyn? *  
 

 
 

7. Bústaðarstøða? *  

Búgvi saman við maka/sambúgva 

Búgvi einsamøll/einsamallur 

Búgvi hjá/saman við skyldfólki/vinfólki 

8. Hvussu nógv børn undir 18 ár búgva í húsarhaldinum?  *  

9 

 

 

 
9 Item 7 and 8 measuring living situation and children in household under 18 – Assessed for internal comparison and excluded the study due to its insignificance in the model 

Enter your answer 

The value must be a number 
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Survey page 2 

Job satisfaction, affective commitment, and stress 

 

10 

 
10 First item measuring job satisfaction: “I am satisfied with my job,” and based on Cross (1973) and Elloy & 

Terpening (1992), followed by six items measuring affective commitment  from the Organizational 

Commitment Scale by Allen and Meyer (1991; 1993) where the first (second in section) was excluded due to 

scale reliability 
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11 

 

12 

 

 
11 Five-item scale measuring job stress by Crank, Regoli, Hewitt, and Culbertson (1991) 
12 The three-item turnover intention scale by Mobley et al. (1978) and one additional item, which was excluded 

in the original scale. 
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Survey page 3 

Training, Development, and education 

 

13 

 
13 Six items concerning perceived organizational support for training adapted from the Workspace Support Scale 

by Maurer, Weiss, and Barbeite (2003). First, second, and last question excluded from the scale due to weak 

Crohnbach alpha.  
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14 

 

 
14 Items measuring need for development: Three items were adapted from Maurer and Tarulli (1994) and 

Maurer, Weiss, and Barbeite (2003). 
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15

 
15 Eight items measuring interest in career development and commitment. Items designed in collaboration with 

the organization.  
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16 

 

 

 

 
16 Questions in sections 15 and 16 were not used in the study, only for internal comparison between different 

sectors.   
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Appendix C 

Table C1: Rough Translation of the Cross-sectional Survey 

Partur 1 / Part one: Demographics 

 

1. Starv/Job title    Leiðari/Manager   

Arbeiði við børnum/Caregiver  

Arbeiði í køkinum/kitchen staff 

 

2. Útbúgving/Education   Ófaklærd/ur/unskilled  

Námsfrøðingur/skilled   

Aðra útbúgving/other education 

 

3. Hvussu leingi hevur tú arbeitt á dagstovnøkinum í Tórshavnar Kommunu? / Tenure within the field of childcare within the 

municipality 

 

4. Í hvussu nógv ár hevur tú starvast í núverandi starvi á dagstovnaøkinum í Tórshavnar kommunu? / Tenure at the current job within the 

municipality of Tórshavn  

 

5. Hvussu nógv ár ert tú? / Age  
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6. Kyn? / Gender 

 

7. Bústaðarstøða? / Living situation Búgvi saman við maka/sambúgva /living with spouse/partner  

Búgvi einsamøll/einsamallur / living alone    

Búgvi hjá/saman við skyldfólki/vinfólki / living at/with family or friends 

 

8. Hvussu nógv børn undir 18 búgva í húsarhaldinum / Children under the age of 18 living in the household 

 

 

 

Partur 2: Trivnaður og strongd / Part two: Job satisfaction and stress 

 

Spurningarnir snúgva seg um, hvussu tú hevur tað í núverandi starvi á dagstovnaøkinum í Tórshavnar kommunu. / The questions concern how 

you are feeling in your current job within the childcare sector in the municipality of Tórshavn 

 

 

 

Í hvønn mun tekur tú undir við hesum útsagnum? / To what degree do you agree with the following sentences? 

 

Control Variable: Trivnaður á arbeiðsplássinum / Job satisfaction  

1. Eg trívist í starvinum / I am satisfied with my job 
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Independent variable: Affective Organizational Commitment 

2. Eg vil fegin starvast á dagstovnaøkinum hjá Tórshavnar kommunu alt arbeiðslívið / I would be very happy to spend the rest of my 

career within the childcare sector in the municipality of Tórshavn 

3. Eg føli meg sum ein “part av familjuni” á stovninum / I do feel like “part of my family” at the institution 

4. Tað kennist veruliga sum um, at trupulleikar á stovninum  eisini eru mínir trupulleikar / I really feel as if this institution’s problems are 

my own. 

5. Eg føli meg ikki kensluliga knýtt/an at stovninum / I do not feel “emotionally attached” to this institution (R).  

6. Hetta arbeiðsplássið hevur persónligan týdning fyri meg / This workplace has a great deal of personal meaning for me.  

7. Eg havi eitt tætt tilknýti til hetta arbeiðsplássið / I do feel a strong sense of belonging to this workplace 

8. Eg viðmæli øðrum at søkja arbeiði á dagstovnaøkinum í Tórshavnar kommunu / I recommend others to apply for jobs within the 

childcare sector in the municipality of Tórshavn 

 

Independent Variable: Strongd á arbeiðsplássinum / Stress at the workplace 

9. Til arbeiðis merki eg vanliga eitt stórt arbeiðstrýst  / I am usually under a lot of pressure when I am at work. 

10. Tá ið eg eri til arbeiðis, føli eg meg ofta strongda/n / When I’m at work I often feel tense or uptight. 

11. Til arbeiðis føli eg meg vanliga róliga/n og lætta/n / I am usually calm and at ease when I’m working (reverse coded for index).  

12. Tað eru fleiri viðurskifti í mínum arbeiði, sum ørkymla meg / There are a lot of aspects of my job that make me upset.  

13. Eg ørkymlist ella gerist ill/ur um arbeiðsumstøðurnar / A lot of time my job makes me very frustrated or angry. 
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Dependend Variable: Ætlan um at siga upp / Turnover intention  

14. Eg hugsi ofta um at siga meg úr starvi / I often think about quitting my current job 

15. Tað er sannlíkt, at eg fari at søkja nýtt starv hjá øðrum arbeiðsgevara / I will likely look for a job with other employers 

16. Eg fari helst at siga upp / I will probably quit my job 

Mobley et al. (1978) 

17. Tað er sannlíkt, at eg fari at søkja nýtt starv á dagstovnaøkinum hjá Tórshavnar kommunu / I will likely look for a job within the 

childcare sector in the municipality of Tórshavn 

 

 

 

Partur 3: Upplæring, førleikamenning og útbúgving / Part three: Education, Development and Career Building 

 

Independent Variable: Organizational Support for training 

18. Tá ið eg byrjaði í núverandi starvi, fekk eg nøktandi upplæring / When I started in my current position, I got adequate training 

19. Til arbeiðis havi eg atgongd til læru- og mennandi tilfar og møguleikar, sum kunnu betra mínar fakligu førleikar / There are learning 

and skill development resources available to me through my employer that can help me improve my career skills 

20. Tórshavnar kommuna leggur stóran dent á lærings- og førleikamenning / Our company places much value on employee learning and 

development activities 
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21. Tórshavnar kommuna hevur einki tilboð ella tilfar tøkt, sum kann menna meg fakliga  / There are no effective development options or 

resources available that can help me improve my career skills 

22. Øll starvsfólk á arbeiðsplássinum hava somu møguleikar at førleikamenna seg / All employees at the workplace have equal 

opportunities to develop relevant skills 

Maurer et al. (2003) and Orvis & Leffler (2011)  

 

Independent Variable: Perceived Need for Development / Menningartørvur 

23. Tað er tørvur á førleikamenning á arbeiðsplássinum / There is need for development of skills at the workplace 

24. Eg havi nøktandi fakliga vitan í mun til arbeiðsuppgávurnar / I have adequate skill-related knowledge to perform my tasks 

25. Tað hevur týdning, at eg havi møguleika at menna meg fakliga / It is important that I have the opportunity to develop professionally 

26. Eg havi tørv á at førleikamenna meg innan dagstovnanámsfrøðina / I am in need of development within the field of pedagogy 

27. Eg havi tørv á at førleikamenna meg innan sernámsfrøðina (at arbeiða við børnum við serligum avbjóðingum á dagstovnaøkinum) / I am 

in need of development within the field of special pedagogy (to work with children with special needs/challenges in the childcare 

sector 

 

Interest in Career Development and Commitment 

28. Tað er sannlíkt, at eg haldi fram í starvi mínum, um Tórshavnar kommuna betrar umstøðurnar fyri útbúgving og førleikamenning / It is 

likely that I will continue in my job, if the employer improves the learning and developmental environment 

29. Tað er sannlíkt, at eg haldi fram í starvi mínum, um Tórshavnar kommuna veitir fleiri møguleikar til førleikamenning (skeið, o.tíl.) / It is 

likely that I will continue in my job, if the employer provides more opportunities for development (i.a. workshops etc). 
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30. Eg eri áhugað/ur í at útbúgva meg ella framhaldandi útbúgva meg innan dagstovnaøkið / I am interested in educating myself or 

further educate myself within the field of pedagogy 

31. Eg vil fegin lesa námsfrøði í Føroyum / I would like to study Bed  

32. Eg vil fegin útbúgva meg innan dagstovnaøkið uttanlands / I would like to get an education within the field of pedagogy abroad 

33. Eg vil fegin útbúgva meg til Námsfrøðiligan atstøðing í Suðuroy / I would like study to become a Pedagogical Assistant in Suðuroy 

34. Eg vil fegin útbúgva meg til Námsfrøðiligan atstøðing, um hetta tilboð verður møguligt í Tórshavnar kommunu / I would like to study 

to become a Pedagogical Assistan if this education were to be available in Tórshavn 

35. Eg vil fegin útbúgva meg til Námsfrøðiligan atstøðing, um eg fái løn, meðan eg eri í skúla / I would like to study to become a 

Pedagogical Assistant if I will get a salary while studying 
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Appendix D: Turnover Intention and Demographic Groups 

Table D1 

 Descriptive Statistics for Turnover intention 

 
Items N Minimum Maximum Mean Std. Deviation 

I often think about quitting my 
current job 

162 1 5 2.91 1.228 

I will likely look for a job with 
other employers 

149 1 5 3.09 1.294 

I will probably quit my job 154 1 5 2.46 1.248 
 

Table D2 

Descriptive statistics for turnover intention and gender 

Job position Mean N Std. Deviation 

Male 2.81 18 1.139 
Female 2.83 145 1.086 
Total 2.82 163 1.089 
 

Table D3 

Descriptive statistics for turnover intention and education 

Education Mean N Std. Deviation 

Skilled 2.96 69 .989 
Unskilled 2.70 72 1.145 
Total 2.83 141 1.075 
 

 

Table D4 

Descriptive statistics for turnover intention and job position 

Job position Mean N Std. Deviation 

Manager 2.66 17 .904 
Working with children 2.85 145 1.111 
Total 2.75 162 1.089 
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Appendix E: Testing for Multicollinearity  

 

Table E1 

 The model including Collinearity Statistics (Tolerance and Variance Inflation Factor (VIF))17 

 

 
17 VIF: No values exceeding 10, suggesting no cause for concern 
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Table E2 

Collinearity Diagnostics: Variance Proportions, including Eigenvalue and Condition Index18 

 

 
18 - Control variables all high Eigenvalue and below 15 in Condition Index 

- Independent variables between .017-059 in Eigenvalue but below 30 in Condition Index 

- Lowest Eigenvalue 0.04 and the Condition Index is above 50 for NFD independent variable. The only one exceeding 50.  

- Variance proportion for NFD is .99 with the constant variable 

- No other variable exceeds .90 in the Variance Proportion.  
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Appendix F: Need for Development, Descriptive Statistics  

 

Table F1 

 

 

 

 

 


