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Abstract: Retention of nurses has received considerable attention in recent
years due to the ageing population and the shortage of nurses. However, most
of the studies have concentrated on either older nurses’ early retirement or
younger nurses’ turnover intentions. This study analyses the antecedents of
different forms of job withdrawal intentions with special reference to perceived
development opportunities and reward satisfaction. A quantitative survey was
conducted among nurses in one Finnish University hospital. A total of
510 nurses completed the questionnaire, representing a 54.4% response rate.
The results demonstrated that job withdrawal intentions were relatively
common and age-dependent among respondents. Good work ability and high
reward satisfaction decreased the odds for both occupational turnover and early
retirement intentions. Development opportunities perceived as good decreased
the odds for organisational turnover intentions, but slightly increased the odds
for early retirement intentions. In sum, improving nurses’ work ability and
reward satisfaction could be used to prevent different forms of job withdrawal
intentions, whereas age-sensitivity is required when it comes to providing
development opportunities.
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1

Introduction

The greying of the workforce in industrialised countries has been described as ‘a
demographic time bomb’ [Tempest et al., (2002), p.487; see Kunze et al., 2011] which
puts pressure on governments, institutions and organisations and forces them to create
strategies to manage the ageing workforce (Buyens et al., 2009; Ilmarinen, 2006;
Lazazzara and Bombelli, 2011; Walker, 2005). For example, Finland is one of the most
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rapidly ageing societies in the world due the rather large baby-boom generation,
increased life-expectancy and the low fertility rate (Ilmarinen, 2006). The amount of
citizens over 65 years of age has risen from 13.5% in 1990 to 17.5% in 2010, and the life
expectancy among Finns has increased by approximately 25 years during the last century.
The current life expectancy for men is 76 years and for women 82 years in Finland. In
2011, the fertility rate was 1.83 children in Finland (Health Care in Finland, 2013). Given
these demographic changes, Finland has been active in searching for ways to retain
ageing employees in the workforce and to postpone the retirement age (Ilmarinen, 2006).
The consequences of the demographic changes are distinct, especially in the
healthcare field, because an ageing population needs more healthcare services, but at the
same time, healthcare professionals themselves, like nurses, are ageing (Aiken et al.,
2012). Therefore, the nursing shortage is seen as a one of the most pressing concerns in
the healthcare field at the moment (OECD, 2014). In Finland, the nursing intensity
(9.6 nurses per 1,000 people) was above the OECD average (eight nurses per
1,000 people) in 2012. However, in the coming years a large number of Finnish nurses
are retiring (Attree et al., 2011). In addition, the problem of the nursing shortage is
worsened by the occupational (Flinkman, 2014; Flinkman et al., 2008, 2010) and
organisational turnover among nurses (Aiken et al., 2012). Recent studies have
demonstrated that approximately 25% of Finnish nurses consider occupational turnover
(Flinkman et al., 2008; Salminen, 2012), whereas, almost 50% of Finnish nurses consider
leaving their job (Aiken et al., 2012). Along with these challenges, the current economic
downturn influences healthcare organisations around the world (Buchan et al., 2013)
forcing them towards greater financial ‘efficiency’ (Aiken et al., 2012). For example, in
Finland, the public health-care sector is under structural reform aiming to ensure
high-quality services for citizens in all areas of the country (Health Care in Finland,
2013).
Challenges related to the ageing workforce have generated a number of human
resource management (HRM) studies, which have focused on searching for ways to
retain ageing employees in the workforce (Lazazzara and Bombelli, 2011; Walker, 2005).
However, there is evidence that different sectors differ in terms of tolerance towards
ageing employees (Lazazzara and Bombelli, 2011) as well as activeness related to
searching for ways to retain ageing employees (Pärnänen, 2011). When it comes to the
Finnish healthcare sector, older employees are valued, but at the same, younger
employees are allured for work (Pärnänen, 2011). Intensification of recruitment methods
(Heilmann, 2010), recruiting nurses from abroad and increasing the amount of nursing
students (Blakeley and Ribeiro, 2008) have been proposed as solutions to tackling the
nursing shortage. However, some researchers have stressed that this problem cannot be
solved only by recruiting more nurses, but by retaining and effectively utilising the skills
and competencies of current nurses (Buchan et al., 2013; Armstrong-Stassen and
Schlosser, 2010). Therefore, it has been suggested that healthcare organisations need to
focus on their HRM practices in order to respond and satisfy the needs and preferences of
different aged nurses (Lavoie-Tremblay et al., 2006, 2010). Retention of the current
committed nurses is also suggested as a prominent avenue to improve the quality of
patient care and patient safety in hospitals (Aiken et al., 2012).
There is already a bulk of studies concerning the retention of nurses, but most of these
studies have concentrated either on older or younger nurses. For example, some studies
have focused on older nurses’ early retirement intentions (von Bonsdorff, 2009; Zappalà
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et al., 2008), while other studies have investigated younger nurses’ organisational or
occupational turnover (Flinkman, 2014; Flinkman et al., 2008, 2010; Hasselhorn et al.,
2005). In other words, most of the previous studies have analysed the antecedents of a
single job withdrawal intention, for example early retirement, organisational turnover or
occupational turnover. Less attention has been paid to the significance of perceived HRM
practices for the retention of both ageing and younger nurses in the same study
(Salminen, 2012). Therefore, there is a need to study the different forms of job
withdrawal attentions among ageing and younger nurses, but also to understand the
similarities and differences in the antecedents of job withdrawal intentions (Hanisch and
Hulin, 1990, 1991).
Our aim is to examine the antecedents of different forms of job withdrawal intentions
(occupational and organisational turnover and early retirement) among different aged
nurses in one Finnish public university hospital. More specifically, we focus on the
significance of perceived development opportunities and reward satisfaction for nurses’
job withdrawal intentions because these have been identified as vital elements for the
prevention of job withdrawal intentions in earlier studies (Flinkman et al., 2008; Fochsen
et al., 2005; Hayes et al., 2006; Lavoie-Tremblay et al., 2006). The research question is
therefore as follows: ‘How are perceived development opportunities and reward
satisfaction related to nurses’ intention to leave the profession or the organisation and
retire early?’

2

Theoretical framework

2.1 An age perspective on HRM
Retention of ageing employees as a research topic overlaps different scientific
disciplines, such as social gerontology, work ability research, psychology, adult
education and HRM studies (Ilmarinen et al., 2005; Julkunen and Pärnänen, 2005). In the
field of HRM, studies which have focused on the significance of HRM practices for the
retention of ageing employees have either focused on a specific area of HRM, such as
training (Armstrong-Stassen and Templer, 2005), or they have analysed the significance
of multiple HRM practices and policies for the retention of ageing employees (Kooij
et al., 2010). Age-related HRM studies also differ in terms of the level of analysis. Some
studies have adopted an organisational level perspective and analysed the actual HRM
practices used in organisations (Parry and Tyson, 2009), whereas some HRM scholars,
who have stressed the importance of employee-level perspective, have examined how
employees perceive HRM practices used in the organisations (Armstrong-Stassen and
Schlosser, 2010; Kooij et al., 2010). However, there are also HRM studies, which have
combined both organisational- and employee-level perspectives (Halme, 2011; Pärnänen,
2011).
Previous HRM studies also differ in terms of how the boundaries for ageing
employees have been defined (Lazazzara and Bombelli, 2011). For example, the
threshold for ageing employee has varied from 40 (Buyens et al., 2009) to 50
(Armstrong-Stassen and Cattaneo, 2010; Armstrong-Stassen and Templer, 2005;
Herrbach et al., 2009) in different studies. In this study, the age of 45 has been used as a
criteria for referring to ‘ageing’ employees, which is in line with the operationalisation
used by the World Health Organisation (WHO) (Brough et al., 2011). This threshold has
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been justified by both work ability (Camerino et al., 2008; Ilmarinen, 2006) and
career-related reasons (Buyens et al., 2009). However, there are researchers who have
stressed the importance of the cultural context when defining the threshold for ageing,
referring, for example, to the differences in terms of perceived age discrimination in
different countries (Lazazzara and Bombelli, 2011). In addition, the importance of
understanding the multidimensional and gendered-aspect of ageing has been emphasised
(Aaltio et al., 2014).
Given the complexity of the topic related to the retention of ageing and younger
employees, we take an employee-level perspective to HRM. In other words, we analyse
ageing and younger nurses’ perceptions of development opportunities and reward
satisfaction, and examine how they are related to nurses’ job withdrawal intentions. In
this study, development opportunities are understood to cover opportunities for
professional competence development, opportunities to use one’s competencies and
opportunities for both hierarchical and horizontal career progress (Salminen, 2012). For
example, in the nursing literature, along with formal training opportunities, the
significance of work-based learning opportunities has been recognised. In practice, this
means that the work itself provides opportunities for an employee to learn and utilise
one’s skills and competencies and that it meets the needs of both the organisation and the
employee (Williams, 2010). Recent HRM studies have also paid attention to the possible
problems related to career plateauing, especially in later years of people’s careers
(Armstrong-Stassen and Ursel, 2009). Finnish nurses in general evaluate their
opportunities for hierarchical career progress as rather weak (Laine et al., 2011). Previous
studies have provided mixed results in terms of the relationship between perceived
development opportunities and nurses’ occupational and organisational turnover
intentions. For example, Fochsen et al. (2005) and Flinkman (2014) have demonstrated
that lack of professional opportunities influenced nurses’ intention to leave their
profession. However, Salminen’s (2012) study did not confirm this result. Providing
development opportunities has also been seen as one way to tackle early retirement
(Lavoie-Tremblay et al., 2006)
In this study, the concept of reward satisfaction is partly based on equity theory and
the discrepancy model, both of which emphasise pay satisfaction in terms of fairness and
an equitable relationship between effort and rewards (Heneman and Schwab, 1985).
Furthermore, rewarding is considered to consist of financial and non-financial elements
(Armstrong, 1999; Schuler and Jackson, 1996). The origins of this classification can be
traced back to the school of human relations. These means of reward should, ideally,
create a motivating and effective total reward system. Besides pay, financial rewarding
includes bonuses (such as results-based pay), options, stocks, insurance, and retirement
benefits (Armstrong, 1999; Schuler and Jackson, 1996). Non-financial rewards can
comprise meaningful job assignments, job security, praise, and recognition, as well as
possibilities for personal growth (Armstrong, 1999; Schuler and Jackson, 1996). A
central element in non-financial rewarding is the possibility for continuous growth and
development, a vital issue in our knowledge society. Previous studies have consistently
demonstrated that pay dissatisfaction influences younger nurses’ occupational turnover
intentions (Flinkman et al., 2008, 2010; Fochsen et al., 2005) and older nurses’ early
retirement intentions (Currall et al., 2005; Miceli et al., 1991; von Bonsdorff, 2009;
Zappalà et al., 2008). In addition, financial incentives have been suggested as one option
to retain nurses in their jobs (Blakeley and Ribeiro, 2008).
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2.2 Explanations concerning the links between perceived development
opportunities, reward satisfaction and nurses’ job withdrawal intentions
In the withdrawal literature, a distinction is made between job withdrawal and work
withdrawal. The former refers to employees’ intentions to “remove themselves from a
specific organisation and their work role; withdrawal from their job” [Hanisch and Hulin,
(1991), p.111], whereas, the latter describes behaviours of dissatisfied employees, for
example lateness, leaving early and absenteeism, while they are still maintaining
membership in the organisation (Adams and Beehr, 1998; Hanisch and Hulin, 1991). In
this study, we focus on three forms of job withdrawal intentions: occupational turnover,
organisational turnover and early retirement intentions. Occupational turnover is
understood as abandoning one’s profession (Flinkman, 2014; Flinkman et al., 2008,
2010), whereas organisational turnover is defined as one’s intention to leave his or her
job (Aiken et al., 2012). Early retirement intentions are understood as intentions for
voluntary early retirement (Adams and Beehr, 1998). In other words, we examine the
intentions for ‘physical’ and voluntary withdrawal from one’s profession, organisation
and working life. Given this focus, we leave out, for example, presenteeism, which refers
to “attending work while ill” (Johns, 2010).
Due to the cross-sectional setting of this study, we investigate employees’ job
withdrawal intentions instead of actual behaviour. This can be justified by the fact that
previous studies have shown that job withdrawal intentions are a strong indicator of
actual withdrawal behaviour both in the turnover (Fishbein and Ajzen, 1975) and
retirement literature (Adams and Beehr, 1998; Beehr, 1986).
Viewing organisational and occupational turnover as well as early retirement
intentions as a part of the larger job withdrawal concept, we understand these intentions
as “a cognitive consideration process” [Flinkman, (2014), p.20], “serving the same
function”, the psychical withdrawal from one’s job [Adams and Beehr, (1998), p.644]. In
Finland, employees’ possibilities for exiting working life all together are: old-age
retirement, gradual retirement (part-time retirement), disability pension, unemployment,
and the voluntary withdrawal route (i.e., the possibility for early retirement at the age of
62, which reduces benefits permanently) [Järnefelt, (2010), p.30]. Bridge employment,
participating in gainful work during retirement, may theoretically be considered as an
alternative option for turnover (occupational or organisational) in older age and may
include career bridge employment or bridge employment in another field, as described by
e.g., Shultz (2003). While it is possible for employees to take on bridge employment,
retire due to old age (between ages 63 and 68) and continue in gainful employment and
thus increase their retirement income, it is not usual in Finland to do so (Finnish Center
for Pensions, 2014).
According to the Finnish Center of Pensions report, in 2012 only a small percentage
of those aged 63–67 years, 8.6 percent of those eligible for pension (n = 34,296, women
n = 16,918), had been working (as wage earners and self-employed) in retirement
(Kannisto, 2014). Those who engage in bridge employment are likely to continue
working in their career jobs (in the organisation they retired from) in part-time jobs. The
Finnish pension system is designed to secure the income of older individuals or
individuals who due to illness have transitioned into disability pension. However, for
some older employees bridge employment may compensate for a low pension level.
Nevertheless, in addition to the small number of employees taking on bridge
employment, the financial gain from this work is not likely to be significant. According
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to statistics from the Finnish Center for Pensions, the average earning from bridge
employment in Finland is relatively modest, on average 1,100 euros/month. Average
pension is 1,800 euros, but as with the bridge employment earnings, variation is
significant (Kannisto, 2014).
Given this, retiring from the current work organisation and being employed in another
organisation as a nurse or in some other profession, is not common practice in Finland.
Therefore, it is assumed in this study that turnover and early retirement intentions are
substitutes in line with previous research (Adams and Beehr, 1998).
Only few previous studies have analysed the common antecedents of different forms
of job withdrawal intentions (Adams and Beehr, 1998; Camerino et al., 2008; Hanisch
and Hulin, 1990, 1991; Salminen, 2012), even though they can be seen as sharing
similarities, such as having a procedural nature (Beehr, 1986; Flinkman et al., 2010; Lum
et al., 1998), and being influenced by a number of personal, work-related and
non-work-related factors (Beehr et al., 2000; Camerino et al., 2008; Hayes et al., 2006;
Schlosser et al., 2011). However, there are also adverse views about the similarities of
turnover and early retirement intentions. For example, Adams and Beehr (1998) have
argued that turnover and retirement have important differences, because retirement
involves leaving one’s work life altogether. In other words, when employees consider
retirement, they consider their current state of working against a decreased participation
in working life, whereas employees weighing turnover, evaluate other options in their
working life (Adams and Beehr, 1998). Moreover, it has been argued that early
retirement is never totally an individual’s own choice; rather, it is influenced by multiple
factors (Julkunen and Pärnänen, 2005).
The influence of perceived HRM practices on employees’ job withdrawal intentions
have been explained differently in different research strands. Most HRM studies rely on
social exchange theory, which highlights the reciprocal nature of the relationship between
an employee and his or her organisation (Armstrong-Stassen and Ursel, 2009). According
to this perspective, employees’ perceptions about the HRM practices used in the
organisation contribute to employees’ work-related attitudes and finally to their
behaviour, for example, their decisions to stay with or leave the organisation. However,
only a few of the recent HRM studies have focused on the significance of how HRM
practices may differ depending on age or career stage (Finegold et al., 2002; Conway,
2004; Kooij et al., 2010). For instance, Kooij et al. (2010) identified in their
meta-analysis a number of maintenance HRM practices and a number of developmental
HRM practices. Maintenance HRM practices focus, for example, on teamwork and
information, job security, work schedules and performance management aimed at helping
employees maintain their current work ability. Developmental HRM practices include
training, internal promotion and appraisal, which enable employees’ growth and higher
level of functioning. Kooij et al (2010) demonstrated that the association between
maintenance HRM practices and work-related attitudes strengthened with chronological
age, whereas the association between developmental HRM practices and work-related
attitudes weakened with age.
Age management studies have also stressed the importance of HRM practices for
retaining different aged employees. However, age management studies focus more
explicitly on the balance between employees’ resources and the demands of the work. In
this line of studies, training and development practices, for instance, are seen as a way to
maintain and improve employees’ work ability, which will enhance their ability to
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continue working in the organisation (Ilmarinen, 2006). As a concept, work ability refers
to the balance between an employee’s resources (for example, skills, motivation and
health) and his or her work demands (Ilmarinen, 2006; Ilmarinen et al., 2005). Previous
studies have demonstrated that good work ability decreases the risk for both
organisational and occupational turnover intentions (Camerino et al., 2008) as well as
early retirement intentions (von Bonsdorff, 2009).
In sum, this study focuses on developmental HRM practices, perceived development
opportunities, and reward satisfaction and analyses how they are related to nurses’
intention to leave their current work organisation and their profession and to retire early.
In addition, we are interested to find out whether these different forms of job withdrawal
intentions share similar antecedents. Drawing on the theoretical review, we test the
following three hypothesis:
Hypothesis 1

Good perceived development opportunities are negatively related to
occupational turnover intentions, organisational turnover intentions and
early retirement intentions.

Hypothesis 2

Reward satisfaction is negatively related to occupational turnover
intentions, organisational turnover intentions and early retirement
intentions.

Hypothesis 3

Better perceived work ability is negatively related to occupational
turnover intentions, organisational turnover intentions and early
retirement intentions.

First, the different forms of job withdrawal intentions were investigated in all age
categories. After that, logistic regression analyses were performed in order to test the
hypotheses. In logistic regression analyses, age was treated as an independent continuous
variable.

3

Methodology

3.1 Data collection
Data for this study were collected from a university hospital in Finland during
December 2006 and January 2007, as a part of an age management project at the
University of Jyväskylä School of Business and Economics. Participants who were
permanently (long-term employment) or temporarily (fixed-term employment) employed
nurses working in non-managerial positions in either the operative or the psychiatric
divisions of care, were asked questions regarding their health, work-related attitudes,
perceived management practices and intentions of continuing to work, retiring, and
turnover. A total of 937 questionnaires were distributed via the internal hospital post to
the participants. This was considered the most suitable method, because the researchers
did not have the participants’ home addresses. A personalised envelope with a 12-page
questionnaire and a return envelope was sent to each nurse. One follow-up mailing was
carried out. Participation in the research was voluntary. Permission to conduct the study
was received from the hospital’s Ethical Committee.
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In total, 510 questionnaires were returned, yielding a response rate of 54.4%. This
response rate can be considered satisfactory for self-reported questionnaires (Badger and
Werrett, 2005). For example, in a recent large hospital survey conducted in 12 European
countries, the average nurse response rate was 62% (Aiken et al., 2012). In the current
study, the questionnaires were coded to identify non-returns. There were no statistically
significant differences between respondents and non-respondents in terms of
demographic data (age, gender and form of employment), implying that no systematic
bias occurred among the studied respondents.

3.2 Measures
There is no established scales for measuring different forms of job withdrawal intentions,
which makes it difficult to compare earlier studies. Many of the previous studies used
only a few items or even one item to investigate occupational turnover (Flinkman, 2014;
Flinkman et al., 2008, 2010; Hasselhorn et al., 2005), organisational turnover (Aiken
et al., 2012; Camerino et al., 2008) or early retirement intentions (Adams and Beehr,
1998; Lehto and Sutela, 2008). In this study, occupational turnover intentions were
measured through the question ‘How often during the last year have you thought about
leaving your current occupation to undertake another kind of job?’, which was a modified
version of the question used in the NEXT-study (Flinkman et al., 2008; Hasselhorn et al.,
2005). Organisational turnover intentions were measured using the question: ‘How often
during the last year have you thought about leaving your current organisation to
undertake a job in another organisation?’, which is a modified version of the question
applied in Quality of Work Life Surveys conducted by Statistics Finland (Lehto and
Sutela, 2004, 2008). The scale ranged from 1 to 5 (1 = never, 2 = a few times a year,
3 = a few times a month, 4 = a few times a week and 5 = every day), and it was
further dichotomised into those who have frequent thoughts of leaving their
organisation/occupation (a few times a month or more often) and those who consider
leaving their organisation/occupation a few times a year or not at all in line with previous
studies (Flinkman et al., 2008; Hasselhorn et al., 2005).
Early retirement intentions were assessed with the statement: ‘I will retire as soon as
possible’. A five-point scale was used, with higher scores indicating a higher intent to
retire soon (1 = totally disagree, 2 = somewhat disagree, 3 = neither agree nor disagree,
4 = somewhat agree and 5 = totally agree). This scale was dichotomised into those who
have frequent early retirement intentions (totally agree or somewhat agree) and those who
do not have frequent intentions for early retirement (totally disagree, somewhat disagree
or neither agree nor disagree). Similar classifications have been used in previous studies
on early retirement intentions (Harkonmäki et al., 2009; von Bonsdorff et al., 2010).
In previous studies, perceived development opportunities have been operationalised
differently. In this study, the perceived development opportunities scale consisted of
items which were based on previous studies concerning the perceived development
opportunities of nurses (Armstrong-Stassen and Cameron, 2005) and employees from
different occupations (Adult Education Survey, 2006; Lehto and Järnefelt, 2000;
Tikkanen et al., 2002; Tuomi and Vanhala, 2002). These items were selected in order to
broadly cover opportunities for professional competence development, opportunities to
use one’s professional competencies and opportunities for career progress. The HR
manager of the studied hospital, as well as an adult education scholar were consulted in
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order to ensure the validity and suitability of the scale. The sum variable included
11 items. An example question is, ‘What kind of opportunities do you have to receive
training that promotes professional competencies?’ (see Appendix). A five-point response
scale was applied for these items varying from (1) very poor to (5) very good
(Cronbach’s α = 0.859).
The scale concerning reward satisfaction consisted of 18 Likert-scale questions based
on the pay satisfaction questionnaire (Heneman and Schwab, 1985; Heneman et al.,
2002). The scale consisted of four elements: pay satisfaction, pay raises, pay
administration and structure, and non-financial rewards. An example question is, ‘How
satisfied are you with the way your salary is developing?’ (see Appendix). The five-point
response scale varied between (1) extremely dissatisfied to (5) extremely satisfied
(Cronbach’s α = 0.908).
Work ability was studied using one question from the work ability index (WAI)
(Tuomi et al., 2002). Respondents were asked to evaluate their current work ability
compared to their lifetime best. The scale range was from 0 to 10, with 10 indicating
work ability at its best. This single item question has been demonstrated to correlate
strongly with the whole WAI, being therefore a reliable measure of employees’ self-rated
work ability (Ahlström et al., 2010; Tuomi et al., 2002).
In addition to calendar age and gender, respondents were asked to indicate the highest
level of their occupational education. This was further categorised into two groups:
1

college level or lower

2

bachelor’s degree or higher.

The respondents were classified according to the type of employment into:
1

permanent

2

temporary.

Finally, the respondents were asked to indicate in years the work experience they have in
their current organisation and in their profession.

3.3 Data analysis
Data were described using percentages or means and standard deviations, and the
bivariate correlations between studied variables were measured using a Spearman
correlation (Table 1). Because previous studies indicate that job withdrawal intentions are
often age-dependant (Camerino et al., 2008), the χ2-test was used to examine differences
in occupational and organisational turnover intentions and early retirement intentions
according to four age groups (under 35, 35–44, 45–54, and 55 and over; Table 2). This
categorisation is in line with several earlier studies (Lehto and Järnefelt, 2000; Lehto and
Sutela, 2004). In correlation and regression analyses, age was treated as a continuous
variable. Perceived development opportunities and reward satisfaction sum variables
were created by adding the items together and dividing them by the number of items they
contained.

83%

31%

Bachelor’s degree or higher

Work experience, current profession,
years

Work experience, current organisation,
years

Work ability

Perceived development opportunities

Reward satisfaction

Occupational turnover intentions
(frequent) %

Organisational turnover intentions
(frequent) %

Early retirement intentions (frequent) %

2

3

4

5

6

7

8

9

3.3 (1.5)

1.9 (1.0)

2.2 (1.1)

2.2 (0.6)

3.5 (0.5)

8.4 (1.3)

12.7 (9.0)

14.4 (9.6)

41.5 (9.7)

25%

243

94

152

493

494

504

503

507

510

120

384

147

363

158

346

0.185**

–0.231**

–0.216**

–0.037

–0.107*

–0.319**

0.719**

–0.764**

-

1

0.223**

–0.210**

–0.078

–0.071

–0.110*

–0.302**

0.798**

-

2

0.229**

–0.241*

–0.071

–0.116*

–0.095*

–0.286**

-

3

–0.131**

–0.033

–0.168**

0.163**

0.226**

-

4

–0.012

–0.213**

–0.226**

0.392**

-

5

–0.109*

–0.190**

–0.284**

-

6

Notes: Means and standard deviations unless stated otherwise. Correlations (Spearman) between continuous study variables and outcomes.
*p < 0.05, **p < 0.01 Work ability, range 0–10, higher score indicating better work ability, perceived development opportunities range 1–5,
higher score indicating a higher level of development opportunities, reward satisfaction range 1–5, higher score indicating higher reward
satisfaction.

Age, years

1

Temporary

Permanent employment

75%

71%

Operative

Type of employment %

29%

Psychiatric

Division of care %

69%

College level or lower

423

87

n

–0.092*

0.087

8

0.422**

-

7

-

9

Table 1

Occupational education %

17%

Women

Value

Men

Gender %

Variables
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Characteristics of the study variables
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Table 2

Frequent intentions for job withdrawal % (n) according to age groups

Age
groups

Frequent intent to
leave the profession
%

(n)

Frequent intent to
search for a job from
another hospital
%

(n)

Intention to retire as
soon as possible
%

(n)

Under 35

36%

51

26%

37

36%

52

35–44

39%

58

18%

27

48%

72

45–54

23%

35

16%

25

50%

70

Over 54

14%

8

9%

5

75%

42

Total

30%

152

19%

94

48%

243

17.515

df = 3,
p = 0.001

9.398

df = 3,
p = 0.024

24.330

df = 3,
p = 0.001

χ2

Work ability and background variables (age, gender, occupational education, type of
employment, unit of care and work experience in current organisation/profession) were
treated as independent variables, and logistic regression analysis using the enter method
was used to explore development opportunities and reward satisfaction as antecedents of
occupational turnover, organisational turnover and early retirement intentions. Previous
research has indicated that age, education and work ability are independently associated
with early retirement intentions (von Bonsdorff, 2009) in that older age predicts more
frequent early retirement intentions, whereas higher education and better work ability are
associated with fewer retirement intentions. Age, gender and education are associated
with turnover intention in that younger age, being male and having higher education
increases intentions of occupational turnover (Flinkman et al., 2010). Furthermore, those
nurses who had experienced burnout were more likely to want to leave the profession
(Flinkman et al., 2010). Odds ratios (OR) along with 95% confidence intervals (CI) and
p-significance levels are presented in Table 3. All tests were performed using IBM SPSS
Statistics 20.0 (IBM, Inc.) with a significance level of p < 0.05.

4

Results

Means and standard deviations or percentages and bivariate correlations of the study
variables are presented in Table 1. Age correlated negatively with occupational and
organisational turnover intentions and positively with early retirement intentions.
Occupational and organisational work experience correlated negatively with
organisational turnover and positively with early retirement intentions. Work ability was
negatively correlated with occupational turnover and early retirement intentions. On
average, nurses’ perceived development opportunities (mean = 3.46) were higher than
reward satisfaction (mean = 2.1). Perceived development opportunities and reward
satisfaction correlated negatively with both forms of turnover intentions. Furthermore,
reward satisfaction correlated negatively with early retirement intentions.

1.098

Form of employment (permanent)

0.655
(0.250–0.611)

(0.412 – 1.040)

(0.559–0.825)

(0.949–1.045)

(0.956–1.050)

(0.905–0.983)

(0.567–2.127)

(0.410–1.283)

(0.672–1.946)

(0.230–0.781)

95% CI

0.227
450

N

Notes: OR = odds ratio, CI = confidence interval, *p < 0.05, **p < 0.01, ***p < 0.001.

0.161

Nagelkerke R2

χ2 (10) = 79.049***

0.391***

Cox and Snell R2

Chi-square

Reward satisfaction

Perceived development opportunities

0.679***

0.996

Organisational tenure (years)

Work ability

1.002

Occupational tenure (years)

0.943**

0.725

Age (years)

1.144

Division of care (psychiatric)

0.424**

Education (bachelor’s dg or higher)

Gender (women)

OR

Occupational turnover intentions

(0.446–1.201)

(0.185–0.581)

(0.717–1.090)

(0.903–1.012)

(0.952–1.062)

(0.952–1.038)

(0.206–0.915)

(0.543–1.983)

(0.646–2.195)

(0.496–2.170)

95% CI

451

0.183

0.111

χ2 (10) = 53.309***

0.732

0.328***

0.884

0.956

1.005

0.994

0.434*

1.038

1.191

1.037

OR

Organisational turnover intentions

95% CI

(0.477–0.994)

(1.016–2.305)

(0.702–0.997)

(0.989–1.073)

(0.977–1.055)

(0.970–1.039)

(0.589–2.007)

(0.432–1.172)

(0.320–0.842)

(0.445–1.379)

452

0.163

0.122

χ2 (10) = 58.864***

0.688*

1.530*

0.836*

1.030

1.015

1.004

1.087

0.712

0.519**

0.784

OR

Early retirement intentions

Table 3

Variables
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Logistic regression analysis for nurses’ intentions of occupational turnover,
organisational turnover, and early retirement
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The results demonstrated that 30% of the nurses had frequently (every day, few times a
week or few times a month) thought of leaving the profession (Table 2). Nearly one-fifth
of the nurses often thought about seeking a job in another hospital. Younger nurses had
more frequent occupational (χ2 = 17.515, df = 3, p = 0.001) and organisational turnover
intentions (χ2 = 9.398, df = 3, p = 0.024) than older nurses. Almost half of the
respondents (48%) agreed completely or to some extent with the statement, ‘I will retire
as soon as possible’, and 75% of the oldest nurses (over 55) agreed (completely or to
some extent) with the statement. The relationship between age groups and early
retirement intentions was statistically significant (χ2 = 24.330, df = 3, p = 0.001).
The results of the logistic regression analyses for occupational and organisational
turnover intentions and early retirement intentions are presented in Table 3. The
predictive power of the independent variables is indicated in terms of multivariate OR
and 95% CI. Background variables (age, gender, occupational education, type of
employment, unit of care, and work experience in current organisation and profession)
were taken into the analysis in all models.
Our first hypothesis regarding the role of perceived development opportunities was
only partly supported in that development opportunities perceived as good decreased the
odds of organisational turnover intentions (OR = 0.33, 95% = 0.19 to 0.58). However, a
positive association between perceived development opportunities and occupational
turnover intentions was not supported and contrary to our first hypothesis, perceived
development opportunities increased the odds of early retirement intentions (OR = 1.53,
95% = 1.02 to 2.31).
Our second hypotheses concerned the negative association between reward
satisfaction and turnover and early retirement intentions. This hypotheses was also partly
supported in that higher satisfaction with rewards decreased the odds for intentions of
occupational turnover (OR = 0.39, 95% CI = 0.25 to 0.61) and the odds for early
retirement intentions (OR = 0.69, 95% CI = 0.48-0.99). However, reward satisfaction was
not statistically significantly associated with organisational turnover intentions.
Our third hypothesis, concerning the negative association between better work ability
and turnover and early retirement intentions, was also partly supported. Better work
ability decreased the odds for occupational turnover intentions (OR = 0.68, 95% CI =
0.56 to 0.83) and the odds for early retirement intentions (OR = 0.84, 95% CI = 0.70 to
0.99). However, contrary to the third hypothesis, better work ability did not decrease the
odds for organisational turnover.
In logistic regression analysis, no actual percentage of the variance a model accounts
for is reported, although some approximation measures are widely used. In these models,
R-squared estimates (Nagelkerke R2) varied between 0.23 and 0.16.

5

Discussion

5.1 Theoretical contributions
This study set out to explore the multifaceted problem concerning the nursing shortage by
focusing on two developmental HRM areas, the significance of perceived development
opportunities and reward satisfaction for retaining ageing and younger nurses in their
organisation. Based on our theoretical review, we argue that different views exist
regarding how employees’ perceptions about the HRM practices used in the organisation
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influence their job withdrawal intentions. In addition, there is some controversy as to
whether different forms of job withdrawal intentions have similar antecedents.
The results of this study demonstrated that turnover intentions were relatively
common among the studied nurses. Almost 30% of the studied nurses had frequently
thought about leaving the profession, which is in line with earlier Finnish studies
(Flinkman et al., 2008, 2010). Almost 20% of the nurses had considered changing their
job and nearly half of the respondents had thought about retiring as soon as possible. This
was in line with a recent study, which demonstrated that approximately 50% of Finnish
nurses considered organisational turnover (Aiken et al., 2012). Previous Finnish studies
have demonstrated that 30% of Finnish nurses felt that they would not be able to do their
job until retirement age for health reasons (Laine et al., 2011). Current results supported
previous studies (Camerino et al., 2008) in terms of the age-dependant nature of job
withdrawal intentions, as younger nurses reported more often occupational and
organisational turnover intentions, whereas older nurses had more frequently early
retirement intentions.
Based on previous studies which have identified opportunities for continuous
development and reward satisfaction as potential factors for the retention of both ageing
and younger nurses (Currall et al., 2005; Flinkman et al., 2010; Hayes et al., 2006; Miceli
et al., 1991), three hypotheses were tested. Current findings indicate that development
opportunities perceived as good decreased the odds for organisational turnover intentions,
which are in line with previous studies (Lavoie-Tremblay et al., 2010; Hayes et al.,
2006). However, contrary to previous studies concerning nurses’ occupational turnover
(Flinkman, 2014; Flinkman et al., 2008; Hasselhorn et al., 2005), and to our first
hypothesis, good development opportunities were not related to nurses’ occupational
turnover intentions.
Contrary to our first hypothesis, current results demonstrated that development
opportunities perceived as good slightly increased the odds for considering early
retirement. Different factors explaining this finding may be found. First, it can be that
developmental HRM practices play less important role for the retention among older
employees compared to younger ones (Kooij et al., 2010). Second, nursing as a
profession often requires continuous learning and the ability to keep up with
technological changes, but it allows few possibilities for vertical or hierarchical career
advancement. Therefore, older nurses may perceive the obligation for continuous
development as a burden (Blakeley and Ribeiro, 2008), which subsequently increases
their willingness to retire early. In addition, Della Torre (2012) has pointed out that when
employees are given greater autonomy and responsibility over their work, they may
perceive greater intrinsic rewards from their work, but they may also suffer from the
intensive work rhythm and responsibilities. In the future, there is a need to study more
thoroughly how the different areas of development opportunities are related to nurses’
early retirement intentions.
The second hypothesis was partly supported, as rewards satisfaction, which
comprised both financial and non-financial rewards, was negatively associated with
occupational turnover intentions and early retirement intentions. This finding is
consistent with several previous studies, were dissatisfaction with pay was associated
with younger nurses’ occupational turnover (Flinkman et al., 2008, 2010; Fochsen et al.,
2005) and older nurses’ early retirement intentions (Currall et al., 2005; Miceli et al.,
1991; von Bonsdorff, 2009; Zappalà et al., 2008). While these studies mainly concerned
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satisfaction with the level of pay, the current study took a broader perspective on rewards
satisfaction by including non-financial rewards in the rewards scale. Therefore, current
findings also supported previous research indicating that elements such as how pay rises
are determined, recognition, opportunities for personal growth, etc., are significant in
keeping employees working longer (Hasselhorn et al., 2005; Minnick, 2000; Van Dalen
and Henkens, 2002). Contrary to our hypothesis, reward satisfaction was not statistically
significantly associated with organisational turnover in the current study.
The third hypothesis was also partly supported, as good perceived work ability
decreased the odds for occupational turnover and early retirement intentions. This is in
line with several previous studies, that have indicated work ability be associated with
early retirement intentions (von Bonsdorff, 2009), as well as sickness absences (Ahlström
et al., 2010). Contrary to our hypothesis, work ability was not associated with nurses’
organisational turnover intentions.
Finally, this study partly supported the notion that different forms of job withdrawal
intentions may share similar antecedents (Hanish and Hulin, 1990, 1991). Based on the
study results, it seems that the odds for both occupational turnover and early retirement
were increased by dissatisfaction for rewarding and weak work ability. Both occupational
turnover and early retirement intentions mean abandoning the nursing profession,
whereas organisational turnover means leaving the current work organisation but
continuing practicing the nursing profession. However, it would be too simplistic to view
the different forms of job withdrawal intentions similarly (Adams and Beehr, 1998).
Therefore, the theoretical implication is that the antecedents of different forms of job
withdrawal intentions should be analysed in more detail in the future.

5.2 Practical implications
Because work in public healthcare organisations is labour-intensive, there are limited
options to respond to the current nursing shortage. Given Finland’s distant location and
unique language, recruiting nurses from overseas may not be the only option for
addressing the nursing shortage; rather, effort needs to be put towards retaining current
nurses. In practice, this means reducing different forms of job withdrawal among existing
staff. In line with previous studies (for example, Flinkman, 2014), this study
demonstrated that job withdrawal intentions were age-dependent: the youngest nurses
considered occupational turnover most often, organisational turnover intentions were
most prevalent among middle-aged employees and early retirement were more common
among ageing employees. This implies that there is a need to understand the risks for
different forms of job withdrawal over the course of nurses’ careers.
The job withdrawal literature has stressed that a long consideration process usually
precedes the decision to leave a profession (Flinkman, 2014) and retire early (Beehr,
1986). Therefore, supervisors need to communicate with their subordinates regularly in
order to identify early on those nurses who are at risk for withdrawing from their job or
profession. In addition, sensitivity is required from supervisors to recognise the
differences in subordinates’ work abilities and to find ways to enable employees to adjust
their work according to their skills and abilities. There is also a need to understand the
common antecedents of different forms of job withdrawal intentions. For example,
improving nurses’ work ability and reward satisfaction can lessen nurses’ intentions for
both occupational turnover and early retirement.
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When it comes to providing adequate development opportunities, the implications are
more complex. The results indicate that good development opportunities can lessen
organisational turnover, which particularly concerned employees aged 45 years and
under. However, at the same time, good development opportunities slightly enhanced the
risk for early retirement. Therefore, there is a need to elaborate more thoroughly how the
investments for development should be tailored for different aged nurses in the future. In
addition, it should be ensured that older nurses do not feel pressure for continuous
development. For example, the study of Lavoie-Tremblay et al. (2006) demonstrated that
older nurses saw training and development as important incentives for the retention, but
these practices should not increase the actual workload of nurses.
From a social exchange perspective, training and development as well as rewarding
policies and practices are both areas of HRM which influence employees’ attachment to
their organisation (Armstrong-Stassen and Ursel, 2009). In other words, employees
evaluate their effort at work against rewards from the work, both monetary and
non-monetary. This reciprocal relationship between employee and organisation may also
be connected to the societal level. For example, public healthcare organisations have
limited resources to improve nurses’ pay satisfaction. Improving financial incentives for
the retention of nursing in public healthcare organisations requires governmental actions
as well as bargaining power from the trade unions (Blakeley and Ribeiro, 2008).
Therefore, there is a need to understand the interrelatedness of the individual,
organisational and societal levels in order to tackle the nursing shortage. Finally, based
on the current results, perceived HRM practices seem to play different roles in different
forms of job withdrawal. For instance, in early retirement intentions, the complicated
relationship between development opportunities may reflect the possible pressures of
continuous development. It is also likely, that the personal context, for example family
roles and responsibilities, may play a significant role in terms of retirement intentions
(Loretto and Vickerstaff, 2013).

5.3 Limitations and future direction
The study population consisted of registered nurses and other nursing personnel working
in one Finnish university hospital. Therefore, the results can only be generalised to a
limited extent. First, public hospitals in Finland are traditionally hierarchical
organisations where the work tasks and duties are usually strictly defined (Ruoholinna,
2009), thus limiting nurses’ upward career development and pay progress. Second,
Finnish nurses perceive the job both physically and mentally demanding (Laine et al.,
2011), and their possibilities to influence it as rather limited (Hasselhorn et al., 2005;
Laine et al., 2011). These contextual factors are likely to influence the job withdrawal
intentions of Finnish nurses.
There are also other limitations which need to be taken into account when interpreting
the results. First, as the data were reported by the respondents, so some self-reported bias
might have influenced the results. Notably, the cross-sectional nature of the study made it
impossible to establish the causality of the studied variables. Based on the theoretical
framework and previous studies, we assumed that employees’ perceptions of HRM
practices influence their job withdrawal intentions. But, reversed causality is also
possible. For example, nurses who have frequent intentions towards organisational
turnover may perceive their development opportunities to be worse than those who are
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more attached to their organisation (Kooij et al., 2010). Therefore, a longitudinal study
setting is required to confirm the causal nature of the analysed variables.
In this study, we focused on the traditional HRM practices. Therefore, novel HRM
practices designed for retention should be considered in future studies. Furthermore, this
study was centred on nurses’ perceptions of the HRM practices used in their organisation;
thus, an organisation-level study focusing on actual HRM practices is also needed.
In addition, the self-developed scales measuring job withdrawal intentions and
perceived development opportunities need to be further tested. In this study, health was
studied only in terms of respondents’ perceived work ability, and therefore, health-related
reasons should be analysed in more detail in the future. Finally, further studies are needed
to study the possible interrelatedness of job withdrawal and work withdrawal (Hanish and
Hulin, 1990, 1991). One potential avenue for future studies is also to analyse the
collective level of job withdrawal intentions. For example, recent retirement studies
indicate that the decision for early retirement is made in the domestic context (Loretto
and Vickerstaff, 2013), whereas studies on work withdrawal behaviour have
demonstrated that ‘absence cultures’ operate at a collective level (Johns, 2010).
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Appendix
Perceived development opportunities scale
1

Opportunity to receive training that promotes professional competencies.

2

Opportunity to participate during working time in training provided by the employer.

3

Opportunity to develop one’s professional competencies.

4

Opportunity to learn new things.

5

Opportunity to get guidance related to the work.
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6

Opportunity to use knowledge and skills gained through professional training.

7

Opportunity to use knowledge and skills gained through work experience.

8

Opportunity to choose own working methods and develop those.

9

Opportunity for career progress.

10 Opportunity to move from work assignment to another work task that is at the same
level.
11 Opportunity to progress to more challenging work tasks.

Reward satisfaction scale
1

I am satisfied with my take-home pay.

2

I am satisfied with my current salary.

3

I am satisfied with the size of my task-based pay.

4

I am satisfied with the size of my individual pay.

5

I am satisfied with my wage trend.

6

I am satisfied with my pay increase amount.

7

I am satisfied with the pay increase opportunities.

8

I am satisfied with the pay increase requirements.

9

I am satisfied with the personal control I have over my pay increase.

10 I am satisfied with the pay increase rules.
11 I am satisfied with appreciation my supervisor shows towards my work.
12 I am satisfied with the constancy of my work.
13 I am satisfied with the development opportunities I have in my work.
14 I am satisfied with the possibilities to contribute to my work.
15 I am satisfied with the possibilities to contribute to my work.
16 I am satisfied with the information the hospital gives about pay issues concerning
me.
17 I am satisfied with the consistency of the hospitals pay policies.
18 I am satisfied with the consistency of the hospitals pay policies.

