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ABSTRACT 

The increased employee turnover in the warehousing industry results from supply chain 

disruptions that have reduced efficiency and increased costs. This research explored a gap in the 

literature by examining the relationship between race and warehouse resignations. The problem 

statement focused on the impact of race on resignation decisions in the warehousing industry. This 

quantitative study analyzed the connection between race and resignation reasons among warehouse 

employees. A total of 5,502 warehouse employees participated in the study, with data collected 

from exit interviews conducted by United Parcel Service (UPS) Northwest District Human 

Resources (NWDHR) between 2017 and 2020. The sample comprised 24.54% women and 75.46% 

men with diverse racial backgrounds. Data collection involved analyzing exit interview records, 

and the Kruskal-Wallis test was utilized to explore the relationship between race and resignation 

reasons. The findings revealed a significant relationship between race and resignation reasons 

among warehouse employees (p < 0.05). However, there was no statistically significant difference 

in the percentage of employees voluntarily resigned based on race (p > 0.05). The social exchange 

theory suggests that organizational leadership should address racial disparities in resignation 

decisions by improving employee retention and workplace diversity. In conclusion, this research 

contributes to understanding race's role in warehouse employee resignation decisions and offers 

valuable insights for organizations to address high employee turnover. 

Keywords: employee turnover, race, job dissatisfaction, workplace diversity, Kruskal-

Wallis test, social exchange theory 
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CHAPTER 1: INTRODUCTION TO THE STUDY 

Introduction 

Researchers have found a relationship between product quality and availability 

(Vallandingham et al., 2018). Businesses improved overall efficiency while ensuring customer 

satisfaction by providing timely and accurate inventory management. Inadequately staffed 

warehouses cause shortages and lengthy client wait times, eventually harming the brand’s 

reputation. In addition, as shown in Figure 1, an economic slowdown influenced employee 

turnover. The COVID-19 pandemic generated an economic slowdown, and increased 

unemployment made it difficult for warehouses to recruit and retain qualified labor within the 

United States (Khalifa et al., 2021).  

Figure 1 

Business Risks for the Overall Economy

  

Note. Percentage of responses / Multiple choices are possible.  Retrieved from Szajna & 

Kostrzewski (2022).  
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Warehouse employees' poor performance hinders an organizational competitive 

advantage, and employee turnover harms performance (Hom et al., 2017). Warehouse turnover 

was expensive due to recruiting, candidate selection, and training for new hires (Rubenstein et 

al., 2019). According to Miao et al. (2020), replacing an employee is expensive for any 

organization. Productivity losses caused by turnover can be considerable and cost companies 

$300 million to $600 million annually (Zeng et al., 2022).  

As discussed above, COVID-19 decreased productivity and increased unemployment, 

making it complicated for warehouses to recruit and keep qualified workers (Khalifa et al., 

2021). Organizations have suffered from lost productivity and are seeking a way to keep 

employees. Before considering the background, it was crucial to understand the considerable cost 

of turnover for the organization.  

Background 

Employee dissatisfaction was a fundamental component of turnover within the warehouse 

environment (Kovacs et al., 2018).  The primary aim of this study focused on the relationship 

between the employee race and reason for resignation within a warehouse environment. The 

study sought to determine whether these results differ between Caucasian American and 

Minority employees. Social exchange theory (Homans, 1958) was the theoretical framework 

within this study.   

Benefits of Workplace Diversity 

 Diversity in the workplace benefits employees in terms of restorative treatment (Beatty 

et al., 2019).  Employees exposed to various perspectives and cultures will likely be innovative, 

and their overall productivity will be high (Barak & Yuan, 2021). Diverse workplaces are more 

resilient in economic downturns as they attract and keep a broader range of talent (Šimon et al., 
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2021). Finally, businesses that promote workplace diversity may be better positioned to compete 

for top talent (Vaiman et al., 2012). 

Business Case for Workplace Diversity 

For various reasons, businesses should embrace workplace diversity (Smulowitz et al., 

2019). According to Paluch et al. (2017), the benefits of workplace diversity have become 

universally acknowledged. Workplace diversity creates a supportive, inclusive culture.  

Managing a Diverse Workforce 

A diverse workforce offers several benefits to an organization. Various teams serve 

customers from different backgrounds more creatively than homogenous teams (Ali et al., 2022). 

Although managing a diverse workforce is challenging, several strategies can help (Schreier et 

al., 2019). One essential process was to create an inclusive environment where employees feel 

comfortable sharing their ideas (Barak & Yuan, 2021; Cooper et al., 2020). Managers should also 

know their biases and ensure they are not inadvertently discriminating against certain groups 

(Onyeador et al., 2021). Developing policies and procedures that support diversity and inclusion 

was essential. 

Issues Facing Workplace Diversity 

Workplace diversity is a growing concern for employers as more people from diverse 

backgrounds enter the workforce (Chen et al., 2021; Flory et al., 2021). This has created 

challenges and opportunities for organizations and employees that want to be accommodated 

without favoring certain groups. However, to remain competitive, organizations must attract and 

retain a diverse workforce (Kemeny, 2012). However, many employers still do not accept 

diversity as a core value, and some are unwilling to change to promote diversity in their 

organizations (Rosenkranz et al., 2021).  
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Biblical Perspective 

The biblical perspective on how individuals ought to treat others emphasizes the 

commandment to love one's neighbor as oneself. This principle is found in both the Old and New 

Testaments of the Bible. 

Leviticus 19:18 of the Old Testament states, "Thou shalt not avenge, nor bear any grudge 

against the children of thy people, but thou shalt love ( ָּ֥הַבְת  thy neighbor as thyself: I am the (אָֽ

Lord" (King James Bible, 1769/2020). This commandment instructs individuals not to seek 

revenge or hold grudges against others but rather to love their neighbors as they love themselves. 

It emphasizes treating others with compassion and fairness, just as one desires. 

In the New Testament, specifically in Matthew 22:39, the same principle is reiterated by 

Jesus: "Thou shalt love (Ἀγαπήσεις) thy neighbor as thyself" (King James Bible, 1769/2020).   

This statement occurs within a broader context where Jesus asked about the greatest 

commandment. He responds that the two greatest commandments are to love God with all one's 

heart, soul, and mind and to love (Ἀγαπήσεις) one's neighbor as oneself (Matthew 22:37-39). 

This teaching underscores the significance of love, not only for God but also for fellow 

human beings. It encourages individuals to treat others with the same respect and decency they 

would want for themselves. It encourages humanity to foster an attitude of benevolence, 

forgiveness, and understanding toward their neighbors, seeking to create a just and harmonious 

society. It promotes a sense of empathy, compassion, and communal harmony. The above 

statement is supported by Romans 12:10, 1 Thessalonians 4:9, Hebrews 13:1, and 1 Peter 1:22.  

The above text is supported by a brotherly love (φιλαδελφία). Therefore, the biblical perspective 

provided a moral framework for humanity, emphasizing the importance of love and care in 

human relationships. 
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As discussed above, maintaining a diverse, healthy workforce in a global economy 

presents benefits and challenges.  Now that a background summary has been provided, the focus 

moves to the problem statement within the study.  

Problem Statement 

It was unknown whether and to what extent a connection exists between employee race, 

job satisfaction, and voluntary turnover within the warehouse environment. A study by Bolt et al. 

(2022) found that organizations reported over 70% turnovers within the last year. The percentage 

of employees who left their positions within their first month of employment was  17.42%.  

Numerous organizations report that finding competent employees with qualifications was 

challenging. Unqualified employees affect organizational culture (Sethi et al., 2021).  

Job satisfaction has become a fundamental cause of employee turnover (Aho, 2020). The 

turnover rate was closely related to the experience, but job dissatisfaction is not the only reason 

an employee would otherwise leave. Organizational culture contributed to high turnover rates. 

Compared with happy employees, those unhappy at work are more likely to seek better 

opportunities elsewhere. The first step in the investigation was an accurate understanding of the 

factors contributing to turnover. These factors are extrinsic (payment) and intrinsic (position).  

There are several gaps in the recent literature regarding employee turnover. First, many 

quantitative studies contain actual turnover data (Bolt et al., 2022). Although turnover intention 

was positively related to substantial revenue (Davidson et al., 2010), turnover intentions and 

actual turnover are separate concepts that depend on different predictor variables (Cohen et al., 

2016). Second, many empirical studies on employee turnover exist, but few report the 

relationship between racial group and employee turnover (Hayes & Stazyk, 2019; Ingersoll et al., 

2019).  Finally, no studies have examined the relationship between the employee race and reason 
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for resignation within a warehouse environment. It was unclear if warehouse workers' race and 

job satisfaction influenced voluntary turnover. Following the overview of the problem statement 

above, there was a shift to the purpose of the study.    

Purpose of the Study 

This quantitative study examined the relationship between the employee race and reason for 

resignation within a warehouse environment. This study sought to establish  if race was a 

determinant of warehouse workers’ discontent, leading to voluntary turnover. Voluntary turnover 

is when an employee gives notice to quit at a specific time (Froese et al., 2019; Zimmerman & 

Darnold, 2009).  

 Research Questions and Hypotheses 

Research Question  

RQ1: Is there a significant difference in the percentage of employees who voluntarily 

resign based on the type of dissatisfaction? 

RQ2: Is there a significant difference in the percentage of employees voluntarily 

resigning based on race? 

Hypotheses  

HA1: There is a significant difference in the percentage of employees voluntarily 

resigning based on reasons of dissatisfaction.  

H01: There is no significant difference in the percentage of employees voluntarily 

resigning based on reasons of dissatisfaction. 

HA2: There is a significant difference in reasons for dissatisfaction by race. 

H02: There is no significant difference for reasons of dissatisfaction by race. 
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Assumptions and Limitations of the Study 

Assumptions 

 This study assumed that employees were truthful during their exit interviews and that 

their reasons were sincere and objective.  In addition, the study assumed that interviewees were 

not emotionally distressed or influenced, which could have affected their responses. It suggests 

that employees provide feedback without being influenced by negative emotions or external 

pressures. 

Exit interviews are often used to learn from departing employees, but these assumptions 

may not always be genuine. Employees may be reluctant to voice their opinions or concerns 

during the exit interview. Employees may respond to avoid breaking relationships or protecting 

themselves. Therefore, employers can make exit interviews comfortable and confidential to 

address these limitations. Employers can emphasize anonymity and assure employees that their 

feedback is used positively. For more candid feedback, employers can use anonymous surveys or 

third-party interviews. Researchers can improve exit interview data reliability and validity by 

acknowledging potential limitations and taking steps to minimize bias within the research. 

Limitations 

 This study was limited since exit interviews were conducted at various times and 

locations. This could have had a direct effect on the experiment’s results. Another limitation was 

that the exit interviews were conducted in person and online, which could directly affect the 

results. Participants were unaware that their data would be utilized for research. That could have 

influenced participant answers.  The exit interviews were conducted within UPS warehouse 

facilities only.  The facilities were in Oregon, Washington, Idaho, Montana, Wyoming, and 



8 
 

Alaska. Therefore, the location may pose a limitation when conducting research in another 

warehouse beyond the scope of this study. 

Theoretical Foundations of the Study 

 The theoretical framework for this study was social exchange theory (Homans,1958).   

Homans’s (1983) social exchange theory asserts that all human relationships are transactional. 

For example, an organization's and its employees' relationship depends on equity exchanges 

(Cropanzano & Mitchell, 2016).  The fundamental principle of social behavior is that individuals 

choose relationships that maximize benefits and minimize costs (O'Sullivan, 2000). Reward, 

cost, profit, and equity are the tenets that hold the social exchange theory together (Guo et al., 

2020).  The central tenets of social exchange theory support a more precise understanding of the 

relationship between employee turnover (Mora & Johnston, 2020).  Does employee race affect 

how they view cost or rewards in a warehouse (Miller et al., 2018)? This research examines 

warehouse employee race and resignation reasons. According to Tsen et al. (2021), social 

exchange theory is used to comprehend dissatisfaction with working hours. Social exchange 

theory is used in many flexible employment arrangements. (Rogier & Padgett, 2004). Zhang et 

al. (2018) examined the relationship of social exchange theory to leadership. At the same time, 

Cropanzano et al. (2002) revealed the connection between social exchange theory and corporate 

policies. As a result, organizational commitment exemplifies the social exchange theory, where 

employees repay the company by working harder. Individuals create relationships with 

organizations to maximize the benefits they receive (Gawke et al., 2018). Individuals enter 

employment relationships for adequate compensation, various work opportunities for 

advancement, safe working conditions, company health policies, and flexible working 

conditions. The social exchange theory proposes that all social relationships are embedded within 
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an exchange framework. As a result, as shown in Figure 2, social exchange theory suggests that 

relationships are based on the influence of organizational culture within interpersonal 

interactions. A culture of trust, respect, honesty, and justice cost nothing but had a big impact on 

workers. As a result, the minimal cost should produce equal pay, ethical leadership, safe working 

conditions, fair company policies, flexible working hours, diverse employment, and promotion 

opportunities for its employees. The reward for the organization should be higher retention and 

lower turnover.  As discussed above, the theoretical foundations of social exchange theory 

produce a healthy organizational culture.  Before studying the terminologies, it was important to 

grasp how cost, reward, and benefits related to social exchange theory.  

Figure 2 

Social Exchange Paradigm for Integrative Organizational Culture to Warehouse Employment  

 

Note. The above example shows the relationship between organizational culture and warehouse 

employment as outlined by a social exchange theory. Adapted by the author. 
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The biblical perspective for this study is rooted in Leviticus 19:18, which emphasizes 

loving one's neighbor as oneself (King James Bible, 1769/2020). This commandment instructs 

individuals not to seek revenge or hold grudges against others but rather to love their neighbors 

as they love themselves. It emphasizes treating others with compassion and fairness, just as one 

desires.  The biblical perspective has a clear link to reducing employee turnover within the 

workplace.  

Definition of Terms 

The following is a list of definitions of terms used in this study.  

 African American – African American is a term used to describe Americans of African 

ancestry. It is distinct from other ethnicities, such as Asian Americans and Caucasian Americans 

(McNeil & Landor, 2018).  

American Indian – American Indian is a federal legal term that refers to individuals who are 

members of tribes in the United States (Pewewardy, 2002).  

Asian American – Asian American is a term that refers to Americans of Asian ancestry. 

Examples include Chinese, Japanese, Indian, and Korean Americans (Rodriguez, 2018).  

Caucasian – Caucasian is a term for people typically descended from Caucasian-speaking 

peoples native to western Asia and central Asia, who spread genetically and culturally around the 

world, initially appearing as Europeans (Korotayev et al., 2019).  

Employee turnover theory – Employee turnover theory comprises models and explanations for 

what causes employees to leave their jobs voluntarily. The models examine the impact of job 

satisfaction and motivation, growth opportunities, wage level, working conditions, promotion 

opportunities, personal reasons, and work environment on the employee turnover rate (Hom et 

al., 2017).  



11 
 

Hispanic or Latino – Hispanic or Latino refers to a person whose ethnicity, ancestry, or culture 

is traced to Spain, Spanish-speaking Central or South America, or Spanish-speaking territories of 

the former Portuguese Empire (Ortiz, 2020).  

Human capital theory – Human capital theory relates to investment in intellectual or physical 

potential. It also focuses on the role of human education, training, and experience in producing 

goods or services (Kryscynski et al., 2021).  

Job dissatisfaction – Job dissatisfaction describes the discontent worker experiences in their work 

environment (Zhou & George, 2001).  

Job satisfaction – Job satisfaction is a feeling of contentment or happiness with one’s job (Fisher, 

2010).  

Native Hawaiians – Native Hawaiians are the Indigenous Polynesian inhabitants of the 

Hawaiian Islands or their descendants, currently numbered approximately 206,000. Native 

Hawaiians trace their origins back to the first Polynesian immigrants to Hawaii (McCubbin & 

Marsella, 2022).  

Race – Race refers to a class of people with shared hereditary traits, similar physical appearance, 

and cultural similarities. The term is associated with identifying groups of humans based on visual 

observations, such as skin color and facial shape (Osanami & Suyemoto, 2022).  

Significant turnover – Significant turnover is when employees leave and are replaced by others 

more often than expected (Okae, 2018).  

Social exchange theory – Social exchange theory is a psychological theory describing how people 

conform to social norms to minimize costs and maximize the benefits of their relationships 

(Homans, 1983).  
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The voluntary turnover model – The voluntary turnover model is a theory of why workers 

voluntarily leave organizations. According to this theory, two factors predict voluntary turnover: 

reasons to stay and leave. Circumstances that keep an employee at an organization include 

benefits, promotions, and security, whereas inadequate pay, a lack of promotion opportunities, or 

an unsafe work environment would be reasons to leave (Froese et al., 2019; Zimmerman & 

Darnold, 2009).  

Turnover intention – Turnover intention is when an employee wishes to leave their current 

position in a company (Podsakoff et al., 2007).  

Workplace diversity – Workplace diversity is a set of factors that promote equal opportunities 

and treatment at work. These factors enhance an organization's efficiency, safety, and 

performance (Goswami & Kishor, 2018). With the critical terms now identified, the focus will 

shift to the significance of the study.   

Significance of the Study 

Employee turnover is one of the most critical aspects of an organization. Replacing staff 

is costly, and training new employees takes time (Miao et al., 2020). Employee departures also 

reduce productivity (Wan et al., 2018). Numerous organizations have emphasized the 

significance of an employee turnover study in determining the efficacy of their recruitment and 

retention strategies. 

Results from this study may inform practices implemented by employers seeking 

employee retention. The study addressed two research gaps: (a) actual turnover data and (b) 

examining the group’s racial composition concerning employee turnover (Bolt et al., 2022). No 

research has been conducted with actual turnover data that examined the relationship between 

employee race and reason for resignation within a warehouse environment.  
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Summary  

The recent economic downturn and rising unemployment rates have forced warehouses to 

increase their efforts to hire and keep workers (Adamowicz, 2022). Diverse workforces result in 

more innovation and creativity, better customer service, and fewer disputes (Olusegun et al., 

2018). The present research evaluated whether race predicts warehouse workers’ discontent, 

resulting in voluntary turnover. Whereas a diverse workforce is managed in many ways, the most 

important aspect was creating an inclusive atmosphere where employees share ideas. The study 

examined exit interview data from a United States company to fill gaps, and a relationship 

research approach investigated the association between the reason for resignation within a 

warehouse environment and employee race. The subsequent chapter provides a literature review 

on employee turnover. The literature review will unveil the diverse dilemma concerning the link 

between employee race and reasons for warehouse resignation.   
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CHAPTER 2: LITERATURE REVIEW 

Overview 

A systematic literature review examined employee race as a related variable of 

dissatisfaction with a warehouse environment. The literature review was conducted with the lens 

of employment dissatisfaction in relationship to (a) pay, (b) leadership, (c) types of work, (d) 

promotion opportunities, (e) working conditions, (f) working hours, and (g) company policies. In 

addition, the literature review foundation was to comprehend the following parts of a warehouse: 

(a) positions; (b) employee’s skill set; (c) benefits, and (d) challenges. The above review was 

fundamental before examining turnover.    

The primary part of this literature review investigated the following (a) job satisfaction 

and turnover; and (b) organizational commitment and turnover. A sub-primary component of this 

literature review was analyzing racial differences in job satisfaction. In addition, the literature 

review encompasses the seven variables within this study. In addition, the literature view 

concentrated on the study population of warehouse workers: (a) Caucasian American, (b) African 

American, (c) Asian American, (d) Hispanic/Latino, (e) American Indian, and (f) Multiracial.  

The employment turnover literature has the following research gaps. First, a few 

quantitative studies used actual turnover, preferring to use turnover intentions as a proxy for 

actual turnover (Haque et al., 2019; Richter et al., 2020). A result of the tendency is to cross-

sectionally survey employed individuals.  Although a positive relationship exists between 

turnover intention and actual turnover (Fukui et al., 2019), turnover intention and significant 

turnover are separate concepts and are consequently impacted by various predictor factors 

(Cohen et al., 2016). Second, many empirical studies on employee turnover exist, but few 

reported the relationship between racial group and employee turnover (Hayes & Stazyk, 2019; 
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Ingersoll et al., 2019).  No research has examined the relationship between employee race and 

warehouse resignation. 

Description of Research Strategy 

The Jerry Falwell online library at Liberty University was among the primary sources of 

information for reviewing literature. Peer-reviewed articles and academic journals were among 

the resources used to search for employee dissatisfaction and voluntary turnover from 2017 or 

later, using keywords. The top search terms included: turnover, intention, voluntary, satisfaction, 

social exchange theory, participation, and self-determination theory (SDT). A peer review of 

employee dissatisfaction and turnover in the past five years resulted in 6,000 articles. The 

following databases used during this literature review: EBSCO Host, ProQuest, Connected 

Paper, Semantic Scholar, and Research Rabbit. Among the terms and phrases used to perform the 

searches in the databases were (a) voluntary turnover, (b) intentional turnover, (c) ethnic-racial, 

(d) pay, (e) leadership, (f) treatment, (i) promotion opportunities, (j) working hours, (k) working 

conditions, and (l) company policies. Logos Bible software was also the primary source for 

discovering a biblical view of treatment, togetherness, and participation.  

Review of Literature  

Warehouse employees are accountable for receiving, stowing, and transporting inventory 

(Delfanti, 2021). A wide variety of items are stored in warehouses to prevent loss and 

degradation. Products are typically stored in warehouses between when they are produced, sold, 

or delivered to customers. For storing goods, businesses, organizations, and governments 

maintain private warehouses at the national, state, and regional levels (Sodhi et al., 2021). The 

focus of warehouse management has shifted from cost reduction to creating value (Rejeb et al., 

2019). In contrast, the role of the warehouse has changed from being a place to store inventory to 



16 
 

being a vital part of the supply chain (Best et al., 2022). As a result, warehouse management has 

become more complex and critical (Faber et al., 2018).  

Warehouse Employment 

The job market was constantly evolving and changing (Jayachandran, 2021), and 

warehouse employment was in high demand (Allison et al., 2018). This results from the recent 

increase in online shopping (Millstein et al., 2022). Businesses need reliable workers to fill these 

positions. Warehouse employment was physically demanding, with good pay and benefits. Many 

warehouse positions are available, such as forklift operators, order pickers, administration, 

management, and general laborers.  

Warehouse workers retrieve and process stock (Connolly, 2008). They assist workers in 

other occupations and employ both hand and power tools within their responsibility. They are 

vital in keeping businesses running smoothly but are often underappreciated. 

Warehouse loaders operate as a team to ensure the efficient operation of all warehouse 

procedures. Material handlers used forklifts, packaging, and filing machines (Bartolini et al., 

2019). In contrast, employees of the receiving department gain and process incoming and 

outgoing goods. Besides receiving and unloading deliveries, both positions restock shelves. The 

warehouse staff relies on the loaders to maintain inventory orders. They oversee the loading and 

unloading of delivery trucks, operate various machines, and monitor the stock levels in a 

warehouse. Receivers are given shipments upon arrival at a warehouse. The shipment was 

inspected, its details confirmed and stamped complete before processing the next shipment.  

Receivers oversee unloading deliveries, inspecting packages for packing slips, noting 

container damage, and verifying order compliance (Faber et al., 2018). The shipping and 

receiving clerk prepare products, records shipping information, and verifies shipments to ensure 
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accuracy. They prepare items for shipment, inspect, and reject damaged items, keep inventory 

records, and unload shipments as needed. 

Forklift drivers oversee moving goods around a warehouse (Halawa et al., 2020). They 

transport deliveries to designated storage areas and move items to the loading dock. Some 

forklift operators help with stock organization, machine maintenance, finding broken goods, 

reporting shortages, and stock tracking. 

Warehouse management specialists ensure the facility runs smoothly (Ali & Kaur, 2021). 

They help with shipping, receiving packages, and inventory management. Warehouse specialists 

also prepare orders, pack goods for transport, and coordinate delivery pickups. The warehouse 

manager charges customers; hires and supervises employees; keeps financial records and 

budgets; monitors receiving, stocking, and shipping; and enforces warehouse regulations. 

Warehouse Employment Skills 

Successful warehouse employees must possess interpersonal communication skills to 

communicate effectively with their supervisors, colleagues, and customers (Keller et al., 2020). 

Warehouse employment requires communicating in every way conceivable, including in person, 

over the phone, through email, and in written form. Effective warehouse employees need not be 

computer experts but must have a working knowledge of industry-standard technology. 

Employers often demand familiarity with Microsoft Word, Excel, and spreadsheets for skilled 

warehouse roles up to management. Many of the manual actions of warehouse employees 

guarantee the smooth flow of products (Abushaikha et al., 2018). 

Warehouse employees must use critical thinking and problem-solving to make quick 

judgments (Turan et al., 2019). It was essential to make informed decisions while working in a 

warehouse setting (Plakas et al., 2020). All warehouse workers should be organized and able to 
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arrange supplies in order as directed by management. Accuracy at work will lead to fewer errors 

and, thus, a cost reduction (Plakas et al., 2020). Employees require flexibility, and employers will 

gain from increased efficiency and production (Hannola et al., 2018).  

Warehouse Employment Benefits 

Working in a warehouse has numerous benefits (Wahab et al., 2021). Warehouse 

employment has become a booming industry that requires labor year-round (Kim, 2020), as 

warehouse work is essential because goods must be processed and shipped (Faber & Van de 

Velde, 2002). Therefore, warehouse employment was a good option for those with little or no 

work experience (Plakas et al., 2020). Employers seek soft skills such as communication, 

listening, teamwork, and flexibility (Lavender, 2019). After training, employees must be able to 

work independently for their employers since independent work enables the extended opening 

hours of warehouses.  

Warehouse Employment Challenges  

Working in a warehouse is challenging (Lee et al., 2018). The initial obstacle was 

communication. A lack of communication was a significant obstacle within the warehouse 

environment (Faber et al., 2018) since effective communication increases efficiency (Osborne & 

Hammoud, 2017). If all parties involved in warehouse leadership were on the same page, there 

would be faster execution within the environment. Utilizing applications, software, and other 

tools, this was achieved.  A second difficulty was managing time. A crucial factor in having 

procedures to fulfill and ship orders. Order fulfillment should not be so time-consuming that it 

costs an organization money. Effectively managing time helped eliminate inventory speculation. 

A third difficulty is meeting customer expectations. Customers expect faster shipping, flawless 

order accuracy, and exceptional customer service (Vakulenko et al., 2019). The ultimate obstacle 
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was packing optimization, so warehouses use a scanner or image capture on smartphones or 

tablets to count inventory and accelerate order picking (Maghazei et al., 2022).  

Job Satisfaction and Dissatisfaction  

This section has analyzed the current research on turnover to develop a prediction model 

(Hoff et al., 2019). A preliminary investigation uncovered various perspectives on turnover. 

Turnover refers to the number of employees who leave an organization during a specified period 

(Gandy et al., 2018). Job dissatisfaction, lack of growth opportunities, and poor working 

conditions are possible causes of employee turnover (Hom et al., 2017). A high employee 

turnover rate is expensive to replace employees and causes a loss of productivity (De Winne et 

al., 2019).  

Mobley’s research (1977) connects job satisfaction and employee turnover as the basis 

for this literature review. For example, Hulin (1968) found a lack of job satisfaction to be a 

strong predictor of employee retention and turnover, negatively affecting organizational 

productivity and efficiency. Therefore, organizations should foster creativity, innovation, and 

collaboration to boost employee job satisfaction. Evidence suggests that improving employee 

satisfaction and job attitudes increases organizational commitment and performance. According 

to Griffin et al. (2010), when employees are satisfied with their jobs, they are more likely to feel 

a sense of personal accomplishment and be committed to their work. This heightened sense of 

responsibility leads to better outcomes, such as increased productivity and decreased 

absenteeism. In addition, research has indicated that positive workplace attitudes are associated 

with better job satisfaction, job performance, and stress levels.  

Employee turnover has been a company concern for years (Lee et al., 2017).  The most 

significant contributions have been made by those who have studied employee turnover and 
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prevention methods (Hom et al., 2017). Various factors contribute to employee turnover, 

including working conditions, compensation and benefits, work-life balance, and organizational 

culture. Employee dissatisfaction and lack of professional growth caused the majority of this 

turnover. In recent years, there has been an increase in employees voluntarily leaving their jobs.  

Voluntary Turnover 

Organizations increase employee productivity by reducing voluntary turnover (Moon, 

2017). Voluntary turnover may demotivate employees and reduce organizational innovation and 

creativity (Ucar et al., 2021). Employee dissatisfaction may cause voluntary turnover (Lee, 

1988). For example, employees’ dissatisfaction with their position or supervisor may be a critical 

factor in voluntary turnover (Jamal, 1990).  Additional reasons for voluntary turnover include 

seeking new challenges, higher pay, or greater responsibility (Holston-Okae, 2018). As well as 

family or medical issues may cause people to leave their jobs voluntarily (Rasheed et al., 2018).  

Job Satisfaction and Turnover 

Employees who are satisfied with their work have a more positive outlook on life (Ocen 

et al., 2017), and satisfied employees have low turnover (Lee et al., 2017). Maintaining employee 

satisfaction was key to reducing employee turnover (Agarwal & Sajid, 2017). Satisfaction and 

productivity lead to a positive work environment that encourages innovation and creativity 

(Ayala et al., 2017).  

Organizational Commitment and Turnover 

According to Tabash et al. (2022), organizational commitment helps retain employees. 

Developing a clear vision and objectives, establishing employee connections, and offering 

advancement opportunities encourage employee commitment (Guest, 2017). Tepper (2000) 
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shows that workers who are devoted to their company are less likely to leave. Not only will they 

stay longer, but they will also be more productive (Donthu & Gustafsson, 2020).  

Critical Findings in Employee Turnover Research 

Researchers have conducted several studies to reduce employee turnover and increase 

workforce productivity (Malek et al., 2018). Turnover is a significant component of an 

organization’s success or failure (Mamun & Hasan, 2017) and shows dissatisfaction, low morale, 

and a lack of commitment (Pang & Lu, 2018).  

Cho and Perry’s (2012) work are critical to employee turnover literature. Their 

quantitative analysis investigated how motivation influenced employee attitudes. Intrinsically 

motivated employees exhibited a positive attitude and performance, regardless of the type of 

motivation they received. The researchers used turnover intention and employee satisfaction to 

measure employee attitudes. They also examined subjective reward expectations, orientation, and 

managerial credibility. 

Cho and Perry (2012) discussed the three steps upon which their hypotheses are based. 

First, they examined the fundamental principles of the theory of self-determination. They then 

investigated three aspects of intrinsic motivation. They investigated the moderating relationships 

between intrinsic motivation, the three conditional factors, and the direct effect of intrinsic 

motivation on employee attitudes. According to this study, managers are more likely to achieve 

goals when led by reliable rather than unreliable leaders. Setting ambiguous goals may 

negatively impact managers’ motivation and performance, leading to ambiguous behavior. Goal-

directed leadership created an environment where employees realized their full potential. 

Research supports the idea that this enhanced sense of competence will increase intrinsic 
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motivation. However, the expectation of extrinsic rewards will probably weaken the bond 

because employees view external intervention as limiting their freedom of action.  

According to Cho and Perry (2012), employee satisfaction and intention to leave should 

positively correlate with intrinsic motivation. The manager’s credibility, the goal’s orientation, 

and the anticipation of extrinsic rewards moderate the relationship between intrinsic motivation 

and attitudes. There was a correlation between intrinsic motivation, employee satisfaction, and 

change motivation. Several control variables explain the disposition within the study, and they 

assume a positive correlation between individual resources and happiness. 

Cho and Perry (2012) also suggest measuring intrinsic motivation using three work 

meaning and purpose factors: ability, generosity, and integrity. A measure of external reward 

anticipation comprises four components that reflect the utility of external rewards.  

According to Cho and Perry (2012), managerial trustworthiness was a helpful resource. 

As a result, they relate intrinsic motivation to satisfaction and intention to leave an organization. 

The correlation between motivation and contentment is strong when trustworthiness is high. 

Using SDT indicated the high levels of managerial trustworthiness and goal-directedness 

correlate with high levels of intrinsic motivation and employee satisfaction. To attract competent 

workers, organizations must emphasize both extrinsic and intrinsic rewards. They must promote 

intrinsic motivation to improve employee satisfaction and maintain a high retention rate. 

Finally, Cho and Perry (2012) found that employed contentment correlates positively 

with intrinsic motivation. A similar strong relationship exists between managerial credibility and 

these attitudes. There was room for advancement in management credibility indicators. However, 

the results could not precisely specify measures by utilizing secondary data. In addition, reliance 

on a single data source constrained the research conducted. The study had a common-method 



23 
 

bias: the respondents' tendency to give consistent answers. Therefore, the researchers had to 

employ precise measures of trustworthiness. 

In further investigations of motivation in the workplace, Malek et al. (2020) examined the 

relationship between performance, intrinsic motivation, and extrinsic rewards in the creation 

context of new products. This research team had some knowledge of how extrinsic rewards 

affect the teams’ performance, but various gaps remain. Their study incorporated a cognitive and 

behavioral perspective on reward used and promoted reward-creativity research under key 

theoretical objectives. They classified three types of extrinsic rewards: monetary, recognition, 

and social. They subsequently hypothesized the effects of the three types of extrinsic rewards on 

intrinsic task motivation. Their report included 238 individuals from 64 high-tech companies 

who took part in two rounds of surveys to evaluate the framework. A multilevel structural 

equation modeling (MLSEM) analysis revealed a negative relationship between monetary 

rewards and intrinsic motivation, positively correlated with recognition and social rewards. 

Based on the findings, a complex product reduced the positive effects of social rewards and 

mitigated the adverse effects of financial rewards on intrinsic motivation. They positively 

influenced innovation and the quality of the final product through one’s intrinsic motivation for 

the task. The study also discusses the managerial and theoretical implications.  

Malek et al. (2020) found that relationships between managers and team members must 

be highly qualified for team tasks to succeed. They used cognitive evaluation theory within their 

research, which describes intrinsic motivation as relating to intrinsic rewards, such as pleasure or 

excitement. The social context in which workers perform an activity affects intrinsic motivation. 

They also examined behavioral theory, which states that extrinsic rewards can increase the value 

of behaviors. According to these researchers, different reward properties led to the reinforcement 
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of different behaviors, such as low-utility rewards, which stimulate autonomous goal setting and 

regulation in anticipation of future rewards. In addition, the researchers examined SDT. A 

fundamental component of SDT was a framework that distinguishes between intrinsic task 

motivation and internalizing extrinsic rewards. Completing a task that fits a particular context 

and satisfies three fundamental psychological needs is intrinsically motivating.  

Malek et al. (2020) further examined financial rewards and recognition rewards. Because 

of its tangibility, money was a highly desirable reward (i.e., immediate and explicit). A monetary 

reward does not provide positive feedback or convey information about the effort behavior 

relationship. Financial incentives also do not convey management feedback or acknowledgment, 

so they do not affect the NPD team’s feelings of competence or affiliation. Their research did not 

show that monetary incentives influence competence or relatedness. The perception of limited 

options diminishes feelings of independence. Intrinsic task motivation declines. In addition, they 

investigate acknowledged rewards with small outcome values, signaling that another reward may 

be forthcoming. Therefore, recognition rewards should increase intrinsic motivation toward the 

task. The administration provided positive feedback on task-related recognition rewards. 

Malek et al. (2020) also analyzed measure development. They evaluated the constructs 

measured in their study using established scales. Many intrinsic rewards, such as financial, 

social, and recognition, are enjoyed. Team members asked how frequently their organization 

rewards members of NPD teams. Based on qualitative interviews, firms and teams used several 

methods to reward their teams. Developing a measure of social rewards based on team social 

events, such as team dinners, picnics, and gatherings, led to a more generalized item.  

According to Malek et al. (2020), extrinsic rewards either harm or help intrinsic task 

motivation, which was the central puzzle resolved. Some external rewards are internalized and 
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become intrinsically motivating due to a theoretical framework. To contribute to this theoretical 

progress, the researchers attempted to establish a basic knowledge of how workgroups absorb 

extrinsic rewards. They illustrated the contextual boundary conditions in the study. The third 

contribution investigates intrinsic motivation concerning rewards and creative performance. 

They related creativity to both pro-social and intrinsic motivation. The level of intrinsic 

motivation for the task among group members determines the individual’s sense of security in 

incorporating new ideas and information. 

Miao et al.’s (2020) quantitative study explored whether external or internal motivation 

affects employee engagement or turnover intentions. They developed a model examining a 

pertinent research question concerning job characteristics, personal attitudes, and productivity 

outcomes. They designed their study to collect baseline data on extrinsic versus intrinsic 

motivation and job participation after a one-year comparison period. Comparing the results of the 

two stages revealed that each type of motivation influences engagement. Motivation determines 

a person’s professional behavior from the beginning to the end of employment. According to 

many studies, extrinsic and intrinsic motivations positively influence employees’ attitudes and 

behaviors. They consider changes in those variables before aiming to identify significant 

predictors of these changes later. 

Since the end of the 19th century, many studies on workplace engagement have been 

published (Miao et al., 2020). These studies indicate that job satisfaction and engagement are 

closely related (Hulin, 1968). Managers and employees used engagement evaluations as part of 

their job resources to assess employee engagement. Positive feedback also increases motivation 

and performance. 
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According to Miao et al. (2020), the cognitive, social career theory serves as the 

theoretical foundation for studies conducted by other researchers. They created a formula to 

assess the association between social cognitive career theory (SCCT), new employee behavior, 

and turnover rate. Job resources can be an extrinsic motivator, as the JD-R model shows. Their 

research shows that intrinsic motivations matter in success because they satisfy human needs for 

autonomy, rationality, and competence. These motivational processes contribute to a sense of 

satisfaction and engagement at work (i.e., job satisfaction). 

As a decision outcome, turnover intention plays a crucial role in SCCT. According to 

cognitive evaluation theory, extrinsic reward negatively affects intrinsic motivation (Miao et al., 

2020). Kuvaas et al. (2017) published an empirical study comparing the impact of intrinsic and 

extrinsic motivation on turnover intention and found that positive correlations exist between 

extrinsic motivation and positive outcomes, whereas negative correlations exist between 

psychological distress and positive outcomes. Positive outcomes correlate negatively with 

intrinsic motivation, whereas adverse outcomes correlate positively. Their study used a 

quantitative research approach involving survey techniques for data collection and 

measurements. They used a two-stage data collection method with new Chinese employees 

adjusting to a new work environment. They gathered 569 questionnaires, with a 71.125% 

acceptance rate in the initial stage of their study. After completing the first period, they sent the 

same questionnaires to the first-period respondents for the second period. They reported 245 data 

samples after excluding 111 respondents from the analysis.  

Miao et al. (2020) selected the independent variable of eight elements measuring intrinsic 

and extrinsic motivation based on the factor loadings constructed. They rated the responses to 

each element on a 7-point Likert-type scale. The moderating variable used a modified nine-item, 
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task-specific, self-reported measure to assess self-efficacy. However, their three-item turnover 

intention measure evaluated the intent to switch. Each item received a rating of seven out of ten 

on the Likert scale. 

According to Miao et al. (2020), the KMO values for the Stage 1 factor were 0.750 for 

each correlation between variables, all of which support a well-fitting factor analysis. They input 

three other variables into the model for the second stage, and there were eigenvalues greater than 

1 for all factors. They performed a simple linear regression analysis to test the hypotheses and 

determine whether intrinsic and extrinsic motivations (independent variables) predicted job 

engagement and turnover intentions (dependent variables). For example, the correlation analysis 

revealed how closely two continuous constructs were related. The control variables (sex, 

education, and age) were not associated with independent or dependent variables in either 

experiment phase. The study indicated that extrinsic motivation is negatively related to intrinsic 

motivation. In both stages of the survey, the results supported the hypothesis. However, the 

results of the first survey contradicted the hypothesis. 

Miao et al. (2020) evaluated the moderating effect of feedback on participation and self-

efficacy at work for internal and external motivations. They conducted measurements using a 

mean-centering method. The third level demonstrated feedback impacted internal and extrinsic 

motives, including turnover intent. Feedback moderated the direct effect of intrinsic motivation 

on turnover intention.  

As researchers investigated the relationships between intrinsic motivation, extrinsic 

motivation, job participation, and turnover intentions (Miao et al., 2020), the innate drive was the 

biggest motivator for new employees. During that period, extrinsic motivation had a minimal 
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effect on job engagement. When the same experiment was performed a year later, researchers 

found that the effect of extrinsic incentives had risen. 

Putra et at. (2017) conducted a quantitative study of extrinsic and intrinsic motivations to 

work in the hospitality industry. Until then, no studies have been conducted in the hospitality 

industry to determine the effects of extrinsic and intrinsic motivation on employee engagement. 

They found that engaged employees increased a company’s productivity and competitiveness, 

while employers could cut costs and keep workers. Globally, approximately 14% of workers are 

fully engaged in their jobs. Employees with good job resources, such as feedback and social 

support, rewards, job security, job control, and supervisory support, were likelier to participate. 

The hospitality industry’s high level of personal interaction between employees and customers 

requires service-oriented employees. However, a stigma exists within the hospitality industry 

attributed to unfavorable working conditions, such as low pay, long hours, few career 

opportunities, and a constant need for movement.  

Examples of low pay, long hours, or few career opportunities can be extrinsic and 

intrinsic motivation factors (Locke & Schattke, 2019). Extrinsic and intrinsic motivation factors 

may be fundamental for comprehending employee turnover (Rezvani et al., 2017). Garg (2017) 

found that employees value a job more when it contains meaningful aspects. Extrinsic motivation 

is an incentive that originates from outside of the employee. Extrinsic motivation in the 

workplace is driven by an employee’s desire to achieve outcomes. Motivating employees has 

become widespread in numerous workplaces (Manganelli et al., 2018).   

Kerr and Heyns (2018) found that intrinsic factors, rather than external factors, motivate 

individuals. Interesting, challenging, and meaningful work for intrinsically motivated employees 

yields better results and higher levels of job satisfaction. Many studies have been done on 
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intrinsic motivation to increase employee motivation (Fischer et al., 2019). For example, 

working in the hospitality industry, particularly in fast-food restaurants, can be tedious, difficult, 

and devoid of purpose (Kirillova & Au, 2020). However, Adhi et al. (2013) wrote that internal 

factors could motivate employees to achieve physical, mental, and emotional goals. 

Motivation crowding theory is based on the previously discussed extrinsic and intrinsic 

motivation theories (Kuvaas et al., 2017).  Deci et al. (2001) found that money did not affect the 

inherent drive. In comparison, Putra et al. (2017) researched the changed model in relationship to 

motivation theories. They tested the effects of intrinsic and extrinsic motivations on all three 

dimensions of work engagement (vigor, dedication, and absorption). Each exogenous variable 

(intrinsic and extrinsic) was examined individually and subsequently combined to determine 

work participation. When extrinsic and intrinsic motivation were tested independently, they 

indicated that inherent motivation did not influence the dimensions of employee participation in 

the workplace, with a p-value of 14.5. 

Engaging employees at work is an important concept that helps organizations perform 

better (Putra et al., 2017). Employees work better when they are engaged in their jobs. The 

researchers that used employees in the hospitality industry to test the motivation crowding theory 

found that intrinsic motivation motivates employees to improve their performance better than 

extrinsic motivation. The theory states that intrinsic motivation works best for complicated tasks 

that require higher cognitive skills today. 

Conventional beliefs about external and internal motivation contribute to work 

engagement within the management literature (Raza et al., 2021). However, the researchers 

showed that extrinsic and intrinsic forms of motivation significantly correlated with all three 

dimensions of work in the small restaurant industry. The study revealed that external and internal 
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motivation elements could positively impact small businesses in the hospitality industry, such as 

restaurants. However, this study has some limitations. The study used a highly homogeneous 

sample to collect data from restaurants in a Midwestern town. The common method bias could 

have influenced the results since the self-report method was used. 

Verma and Kesari (2020) studied the moral influence of employee turnover intentions. 

Moral influence is influencing a person to behave (Kaptein, 2019). Verma and Kesari (2020) 

wrote that keeping qualified personnel was key to an organization’s success. Over time, human 

resources' value grows while other resources' value declines. Companies that want to reduce 

absenteeism and employee turnover must manage their human resources. High staff turnover has 

been a problem for human resource management and is firmly ingrained in various 

organizations’ management procedures. Employees who leave a company also take the 

intangible knowledge they acquired there. To date, there has been little inclusive and organized 

work in the manufacturing sector, especially in the steel sector. In this industry, employers must 

do more to reduce employee turnover. Although the Indian steel industry has great potential, it 

must address the issue. In Western nations, it significantly correlated employee morale and the 

likelihood of employee turnover, according to earlier studies. A better understanding of how 

employee morale affects employees’ intention to change will impact steel firms’ management 

practices. The findings of this study are a continuation of earlier investigations. 

Turnover is voluntary or involuntary, depending on why an employee leaves an 

organization (Verma & Kesari, 2020). On the one hand, deliberate turnover occurs when 

employees leave for personal reasons, such as compensation, benefits, the work environment, or 

dissatisfaction with one’s job. Employees who are laid off or given severance pay experience 

involuntary turnover. Research shows that employee morale affects workplace turnover, and a 



31 
 

company's poor performance can seriously damage and threaten it. Morale was equivalent to 

enthusiasm, spirit, or zeal. Researchers have found that the factors that affect employee morale 

also influence turnover intentions, such as a supportive manager, supervisor, or coworker, and a 

chance to develop one’s career. In addition, management support was crucial to excellent 

performance, job satisfaction, and quality commitment. They found a negative correlation 

between the aim to change position and the intention to change employment. 

Verma and Kesari (2020) analyzed turnover intention and morale elements independently 

and together. Their research sought to fill a literature gap in the steel industry by proving this 

correlation. The study explored management and supervisor support, coworker support, and 

factors related to employee morale. They conducted the research in central India, regarded as the 

country’s iron and steel production center. India’s iron ore production was second. The 

researchers employed multistage nonprobability sampling, including purpose and convenience 

sampling strategies. Companies with 600 or more full-time employees were the only sample 

organizations included in the study. Also, respondents were asked to provide details about 

themselves and their workers, including age, sex, credentials, marital status, job change, pay, and 

length of service. The research team used multi-item assessment scales. The researchers analyzed 

the confirming factors to verify the validity of each latent construction in the measuring model. 

They measured sufficient elements using latent constructions and combined composite indicators 

based on their theoretical effect descriptions. They found it impossible to overestimate the 

importance of resources, such as management support, supervisor support, colleague support, 

reward, career progression, and workload. If work morale increased, the employee, the company, 

customers, and society would all be rewarded.  
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Yan et al. (2021) conducted the final study reviewed. They analyzed employee turnover 

intention psychologically in the hotel sector, where tourism is a significant driver of worldwide 

economic expansion and employment. Global service firms have experienced significant losses 

because of high turnover rates, which plague the hotel sector today. For example, they evaluated 

whether job attitudes (job satisfaction and organizational commitment) and position would be 

mediators of psychological capital and one’s desire to leave a company. The researchers gathered 

information from 406 hotel employees in southwest China at four- and five-star establishments. 

The research team conducted a linked survey using a purpose-sampling technique. In addition, 

they used structural equation modeling to examine direct, mediating, and moderating impacts. 

They explained organizational commitment and work satisfaction related to turnover intention. 

One’s attitude toward their job moderated the link between the intention to leave and the 

employment position. 

According to Yan et al. (2021), human and social capital are significant psychological 

elements that include four crucial characteristics: hope, optimism, self-efficacy, and resilience. In 

the hotel sector, organizational commitment and work happiness have been popular topics for 

decades. In addition, they discovered positive correlations between resilience, work happiness, 

self-efficacy, and organizational commitment. Their research examined job attitudes and 

intentions to leave, and that organizational commitment is an emotional link that drives 

employees to remain with a business. Because of commitment, organizational performance 

improves, absenteeism decreases, and employee turnover falls. Job satisfaction corresponds to 

lower turnover. 

According to Yan et al. (2021), contrary to the perception that management-level 

personnel have lower turnover rates than lower-level workers, the disparities are not as evident. 
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The researchers evaluated the hypotheses through a quantitative survey based on a complete 

literature study. They collected data using an online survey and purposeful sampling in four 

hotels with four-star customer service standards. The researchers asked participants to describe 

their experiences after completing the questionnaire. The study examined the relationship 

between organizational commitment, job satisfaction, and turnover intentions in the Chinese 

hotel industry (Yan et al., 2021). Job attitudes heavily influenced the resource theory paradigm. 

In summary, turnover was one of the most significant determinants of an organization’s 

success or failure. Cho and Perry (2012), Malek et al. (2020), Miao et al. (2020), Putra et al. 

(2017), Verma and Kesari (2020), and Yan et al. (2021) have all made significant contributions in 

their research to address employee turnover and methods to reverse the trend.  

Racial differences, job satisfaction, and employee turnover should be considered. In 

recent years, there has been an increased focus on diversity in the workplace, and many 

organizations have committed to increasing the number of employees from underrepresented 

groups. One area studied was the relationship between race and job satisfaction. A growing body 

of evidence suggests that racial minorities are less satisfied with their jobs than Caucasian 

American employees (Greenhaus et al., 1990). This dissatisfaction leads to higher turnover rates 

among minority employees. The following section will examine racial differences in job 

satisfaction and employee turnover.  

Racial Differences in Job Satisfaction 

The literature synopsis in this section analyzes racial differences in workplace 

dissatisfaction. It examines the existing research and studies investigating race or ethnicity's 

effect on employee job dissatisfaction. Numerous studies have investigated the relationship 

between race and employment satisfaction to identify potential disparities and comprehend the 
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underlying causes of these differences. These studies use surveys, interviews, and data analysis 

to understand how people of different races work. 

Furthermore, the literature review summarizes key findings and observed trends from 

prior research. The literature review explained racial disparities in job satisfaction by looking at 

work environment, organizational culture, discrimination, representation, and opportunities. 

Furthermore, prior research had connected job dissatisfaction to well-being, productivity, and 

turnover as outlined within this literature review. Finally, the literature synopsis highlights 

research gaps and areas for further study on racial employee dissatisfaction. 

Dissatisfaction with Pay 

 African American and Hispanic warehouse workers are three times as likely as Caucasian 

American workers to resign over pay (Storer et al., 2020). These data imply that race may be 

associated with warehouse employees’ decision to resign because of income, which might affect 

companies’ ability to hire and keep talent. Underpayment refers to getting less compensation 

than one owed to their position, and workers will perceive themselves to be underpaid if they are 

not compensated enough for their tasks.  According to Breza et al. (2018), employees who 

believe they are underpaid are dissatisfied. It was a severe problem in the United States because 

employees who are dissatisfied with their pay are more likely to quit the organization. 

Underpaying warehouse personnel was one of the top reasons for workplace dissatisfaction 

(Aho, 2020). Underpaid workers often spend more on basics, so besides rising housing, utility, 

and food prices, workers may experience stagnant income growth. 
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Dissatisfaction with Leadership 

Warehouse workers identifying as African American or Hispanic are likelier to want to 

quit than their Caucasian American colleagues (Doede, 2017). In one study, African American 

and Hispanic employees felt more unjustly treated than Caucasian-American coworkers by 

leadership (Roberts & Mayo, 2019).   

Unhealthy leadership was a crucial cause of low productivity in the workplace (Milosevic 

et al., 2020). Ineffective leaders often give succinct performance reviews (Fischer et al., 2021). 

Some managers neglect to encourage their staff and impose instructions, resulting in lower 

employee productivity. However, it was crucial to have faith in your employees’ abilities. Some 

managers do not micromanage but insist on completing tasks themselves (Huertas-Valdivia et al., 

2019). Managers should educate staff on best practices and provide them with the opportunity to 

experience the satisfaction of attaining these objectives. Professionals seek authoritative leaders 

in uncertain times even more than usual (Dirani et al., 2020).   

Warehouses need an efficient management team for planning, coordinating, supervising, 

and encouraging personnel to achieve peak performance (Garcia-Arca et al., 2018). The 

motivation of employees, planning, organization, and management are all managerial tasks 

(Whitley, 1989). Ineffective management was a crucial element as to why employees performed 

poorly. Poor leaders often offer minimal feedback on the performance of their team members, 

and inadequate leadership contributes to workgroup dissatisfaction.  

Dissatisfaction with the Type of Work 

African American workers are more likely to be quite due to job dissatisfaction (Ingersoll 

et al., 2019). Another factor contributing to worker dissatisfaction is an absence of interest in 

one’s job (Hammig, 2017). Most employees prefer demanding jobs (Spurk & Straub, 2020), and 
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boredom reduces workplace efficiency (Ji et al., 2021). Job discontent was another possibility. 

Workers become tired of doing repetitive duties, and workers not faced with obstacles or 

challenges lack the motivation to be productive (Mamun & Hasan, 2017). 

Dissatisfaction with Lack of Promotion Opportunities 

Warehouse employees are often obliged to work long hours without promotion 

opportunities (Alimahomed-Wilson, 2019). A recent study found that race predicts an employee’s 

intention to resign from a warehouse position because of dissatisfaction with the lack of 

promotion opportunities (Pandey et al., 2018). Workers of color are more likely to leave than 

Caucasian American employees because they perceive that progression chances are limited. 

Caucasian American workers are more likely to get promoted than African Americans 

(Steinbugler et al., 2006).   

Dissatisfaction with Working Conditions 

Warehouse employees are often displeased with their working conditions, which leads to 

an intention to resign (Omotayo, 2017). Race predicts their intention to resign from a warehouse 

position because of dissatisfaction with work conditions. Hispanic workers are more likely to be 

dissatisfied than Caucasian-American or African American employees. These results imply that 

race may significantly influence an individual's satisfaction with their employment. 

Dissatisfaction with Working Hours 

Unhappy warehouse employees may cause high turnover (Sainju et al., 2021). Employees 

need time off to refresh and return with new perspectives. According to Walton et al. (2020), an 

ordinary worker who does not take frequent breaks from their job may have several negative 

mental and physical consequences. The inability to take a vacation increases the likelihood of job 

weariness and lower productivity. These employees lose value and productivity. Employees 
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granted time off to unwind and enjoy themselves are more likely to return to work feeling 

refreshed and ready to confront the day’s challenges. Providing considerable vacation time to 

employees ultimately helps the organization. 

Dissatisfaction with Company Policies  

African American warehouse workers are likelier to abandon their positions because of 

unhappiness with business regulations (Frymer & Grumbach, 2021). There has been a rising 

level of discontent in recent times regarding the company’s policies (Hirsch, 2021). Workers' 

feelings of being overworked and underpaid have contributed to this phenomenon (Judge et al., 

2010). 

Biblical Foundations of the Study 

The Bible states individuals must love their neighbor as themselves (King James Bible, 

1769/2017, Matthew 22:39). The Scriptures explain to be kind, compassionate, and forgiving, 

even to those who do not deserve it. For example, individuals should show love and goodwill 

toward others, regardless of their background or beliefs. Individuals should strive to live in a way 

that reflects Christ’s example of charity and humility (Griffin et al., 2010). A biblical worldview 

places people at the center of everything individuals do. It guides us to consider how each person 

fits into the bigger picture and seek ways to treat them right. 

The Scriptures would support that employee turnover diminished with love and goodwill 

toward others (King James Bible, 1769/2020, Luke 10:30-37). All humans are made in God's 

image and created with intrinsic value. These fundamental beliefs dictate that people should be 

treated with respect and dignity, regardless of their social class or position. As a result, as shown 

in Figure 3, Biblical principles, in conjunction with an interpersonal relationships paradigm, 

influence an organizational culture.   
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Figure 3 

Biblical Foundation Paradigm for Interpersonal Relationship.   

 

Note. The above example shows the relationship between Biblical principal and interpersonal 

relationships as outlined by a social exchange theory. Adapted by the author. 

In addition, these beliefs mandate that people should have a fair opportunity to reach their 

full potential. Upholding these principles requires adherence to the Golden Rule, treating others 

as everyone would like to be treated, with justice and mercy. This biblical tenet supports the 

seven hypotheses presented in the study. First, “Thou shalt not defraud thy neighbor, neither rob 

him” (King James Bible, 1769/2020, Leviticus 19:13). Employers must pay their employees a 



39 
 

fair wage. Second, “Then shalt thou understand righteousness, and judgment, and equity; yea, 

every good path” (Proverbs 2:9). Those in positions of authority must always manage with an 

awareness of and commitment to righteousness and fairness. Third, “If a brother or sister is 

without clothing and food, and one of you tells them, ‘Depart in peace; be warmed and filled,’ 

what good is that?” (James 2:15-16). The leadership of an organization should always seek ways 

to advance employees in their careers. 

Summary 

The literature review explored employee turnover. While scholars have viewed turnover 

differently over time, the reasons for turnover include job dissatisfaction, a lack of growth 

opportunities, and poor working conditions (Zhang et al., 2020).  High employee turnover has 

financial and productivity implications for organizations, as they must replace and train new 

workers. In addition, the turnover rate indicates employer concerns about mistreatment or an 

unhealthy working environment.  

Furthermore, the literature has revealed several gaps concerning employee turnover. First, 

a few quantitative studies contain actual turnover data (Bolt et al., 2022). Second, many 

empirical studies on employee turnover exist but address the relationship between the racial 

group and employee turnover (Hayes & Stazyk, 2019; Ingersoll et al., 2019).  Finally, no 

research examines the relationship between employee race and reason for resignation within a 

warehouse environment. 

Finally, Jesus asked about a moral principle concerning the treatment of others.  Moral 

principles have often been referred to as the Golden Rule.   The Bible states that individuals are 

to love their neighbor as themselves (King James Bible, 1769/2017, Mark 12:31).  Many cultures 

and religions have followed the Golden Rule. It is affirmed as a proverb or declaration, which 
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may vary in wording but mean the same. The Golden Rule is attributed to Jesus Christ in 

Matthew 7:12. This statement stresses the importance of considering others' views and acting 

with kindness, empathy, and fairness. The Golden Rule asks individuals to consider how they 

wish to be treated in each circumstance. It fosters empathy, compassion, and reciprocity. Respect, 

dignity, and fairness help build harmonious relationships, foster understanding, and create a more 

compassionate society.  Compassion within the ranks of employment could help reduce 

workplace turnover. The subsequent chapter provides a comprehensive synopsis of the research 

method.   
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CHAPTER 3: RESEARCH METHOD 

Overview 

Warehouse employee discontent drives turnover (Kovacs et al., 2018). This quantitative 

study examined the relationship, if any, between employee race and reason for resignation within 

a warehouse environment. The primary aim was to determine which racial group resigns at a 

higher rate than another and for what reason (Griffin et al., 2010). This chapter outlines the  

method, including research questions, hypothesis, research design, participants, study design, 

instruments with measurements, operationalization of variables, data analysis, delimitations, 

assumptions, and limitations. 

Research Questions and Hypotheses 

Research Question  

RQ1: Is there a significant difference in the percentage of employees who voluntarily 

resign based on the type of dissatisfaction? 

RQ2: Is there a significant difference in the percentage of employees voluntarily 

resigning based on race? 

Hypotheses  

HA1: There is a significant difference in the percentage of employees voluntarily 

resigning based on reasons of dissatisfaction.  

H01: There is no significant difference in the percentage of employees voluntarily 

resigning based on reasons of dissatisfaction. 

HA2: There is a significant difference in reasons for dissatisfaction by race. 

H02: There is no significant difference for reasons of dissatisfaction by race. 
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Research Design 

This study used a quantitative design suitable for cases where statistical conclusions are 

essential for collecting actionable information (Halvorson et al., 2022). A Kruskal-Wallis test was 

used since the study aimed to determine the relationship between employee race and their 

reasons for resigning from a warehouse position. The Kruskal-Wallis test was performed to test 

the hypothesis that there was a significant difference in the percentage of employees who 

voluntarily resigned based on the dissatisfaction type.  

Pairwise comparison tests were used for statistically significant variations between 

dissatisfaction causes and employee race. A one-way ANOVA was prepared for both sets of 

hypotheses, assuming normality and equal variances. If this was not the case, nonparametric 

Kruskal-Wallis tests were utilized. 

The numeric variable for the first set of hypotheses was the percentage reason for 

leaving, and the categorical variable was the reason for discontent; a one-way ANOVA was 

suitable, provided the assumptions of normality and equal variances were fulfilled. A 

nonparametric Kruskal-Wallis test was applied if the normality assumption was not fulfilled. The 

researcher used this test to compare the means of more than two groups and see whether there 

was a statistically significant difference. 

For the second set of hypotheses, a one-way ANOVA was suitable, with the numeric 

variable being the percentage reason for resigning by race and the categorical variable being 

employee race, assuming normality and equal variances. A nonparametric Kruskal-Wallis test 

was employed if normality was broken. Finally, the researcher used paired comparison tests to 

see if statistically significant differences existed between the cause for discontent and employee 

race.  
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Participants 

According to Huff et al. (2018), it is crucial to understand why employees leave an 

organization. This insight might assist management in bringing about change within the 

corporate culture. This research design used exit interview data from warehouse workers who 

voluntarily resigned (Engel & Curran, 2016). This study's population comprised union and non-

union warehouse employees within a warehouse environment. In this research, the independent 

variable included racial demographics. The demographics contain six ethnic groups:                         

(a) Caucasian American, (b) African American, (c) Asian American, (d) Hispanic/Latino, (e) 

American Indian, and (f) Multiracial. 

 All employees who leave the organization voluntarily or involuntarily had an exit 

interview performed by a professional Human Resource member. They collected exit interview 

data using both interviewing and surveying consistently. Only exit data from employees who 

voluntarily resigned should be included in this study. 

The research comprised 5,502 exit interviews from 2017 to 2020. As a result, as shown in 

Figure 4, this research foundation sample consisted of the following: 2% (n=129) of participants 

identified as American Indian, 4% (n=236) as Asian American, 9% (n=504) as African American, 

13% (n=708) as Hispanic or Latino, 3% (n=130) as Native Hawaiian, 6% (n=320) as belonging 

to two or more races, and 63% (n=3475) as Caucasian.  

The G*Power 3.1 software was utilized to calculate the sample size (Erdfelder et al., 

1996). The first sample size was American Indian (n = 129) with an effect size of 0.3; an alpha 

level of 0.05 with a power of  β=0.97 (See Appendix A) attained. The second sample was Asian 

American (n = 236) with an effect size of 0.3; an alpha level of 0.05 with a power of  β=0.99 

(See Appendix B) attained.  The third sample was African American (n = 504) with an effect size 
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of 0.3; an alpha level of 0.10 with a power of  β=0.99 (See Appendix C) attained.  The fourth 

sample was Hispanic or Latino (n = 708) with an effect size of 0.3; an alpha level of 0.10 with a 

power of  β=0.99 (See Appendix D) attained.  The fifth sample size was Native Hawaiian (n = 

130) with an effect size of 0.3; an alpha level of 0.05 with a power of  β=0.97 (See Appendix E) 

attained.  The six-sample size was Two or More Races (n = 320) with an effect size of 0.3; an 

alpha level of 0.05 with a power of  β=0.99 (See Appendix F) attained.  The seven sample sizes 

were Caucasian (n = 3475) with an effect size of 0.3; an alpha level of 0.05 with a power of  

β=1.00 (See Appendix G) attained.  Therefore, each sample within this research had a power 

value greater than 0.80, considered significant. The estimated sample size within this study is 

statistically significant and likely to detect the true relationship between variables. 

Study Procedures 

This study used employees’ exit interview data after receiving approval from Liberty 

University’s Institutional Review Board (IRB) department. A copy of the Approval Letter (See 

Appendix H) has been recorded. Data was collected and recorded per a standardized United 

Parcel Service (UPS) Northwest District Human Resources department (NWDHR) procedure. 

The NWDHR department was responsible for the human capital of management and union 

employees within the following states: Oregon, Washington, Idaho, Montana, Wyoming, and 

Alaska.  

Data was collected for this study through individual exit interviews from January 2017 to 

May 2020.  The job classifications within the data sample were union positions as package 

loaders, air sorters, hub pickoff, and revenue recovery clerks. In addition, the data sample 

included employee hire date, separation reason, termination date, work location, race, and 

gender. This study only used race and separation reasons from exit interview data. 
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The following steps described the procedure for conducting an exit interview within the 

UPS Northwest District: (a) NWDHR would receive a daily report of employees who was 

voluntarily resigning from the organization; (b) NWDHR would schedule a time to meet with the 

employee via in-person or zoom to conduct an exit interview; (c) the departing employees 

voluntarily disclosed their reason for leaving to the NWDHR team.  

The data sample included the following reasons for separation: (a) accepted another job, 

(b) casual employment, (c) childcare, (d) dissatisfied with not enough hours, (e) dissatisfied with 

company policies, (f) dissatisfied with pay, (g) dissatisfied with leadership, (h) dissatisfaction 

with lack of promotion opportunities, (i) dissatisfaction with the type of work, (j) dissatisfaction 

with working conditions, (k) health, (l) marriage, (m) return to school, (n) relocation, (o) no 

reason given, and (p) transportation problems. For this study, only dissatisfaction causes were 

utilized.  

 The NWDHR Senior Leadership has approved the employee’s exit interview data for this 

study. The Data Request Letter (See Appendix I) and Permission Letter (See Appendix J) has 

been recorded.  Employee’s name and personal details were removed from the data sample, as 

noted in the permission letter.  

Instrumentation and Measurement 

The NWDHR department collected 5,502 observations using the exit interview method, 

recording respondents’ social demographic information and the reason for their resignation. A 

human resources supervisor started by asking the respondents about the job position they were 

holding, the hire date, and the termination date. The second section of the interview includes 

questions about participants’ reasons for resigning, their location, the Equal Employment 

Opportunity (EEO) code, and race. The study used Excel software for data entry and SPSS 
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software for analysis with data cleaning. The Kruskal-Wallis test assessed the hypothesis that 

there was a significant difference in the percentage of employees who voluntarily resigned within 

a warehouse environment.  

Operationalization of Variables 

The variables in this study included one dependent and six independent variables.  

Description of the variables are: 

Dependent Variable 

Voluntary Separation: The dependent variable was a nominal variable that the exit 

interview requested participants to select the reason for their resignation from the company 

measured. The reason for separation was the dependent variable within the study. Voluntary 

reasons for leaving include employment dissatisfaction divided into seven categories: (a) pay, (b) 

leadership, (c) types of work, (d) promotion opportunities, (e) working conditions, (f) working 

hours, and (g) company policies. 

Independent Variable  

 Race: The independent variables used in this study include racial characteristics. The 

study population comprises warehouse employees from six racial groups: (a) Caucasian 

American, (b) Black/African American, (c) Asian American, (d) Hispanic/Latino, (e) American 

Indian, and (f) Two or More Races. 

Data Analysis 

A descriptive statistic is used to discover the connection between the variables in the data, 

to determine the distribution of the variables in the data, and to get an overall understanding of 

the data set.  



47 
 

This research’s primary variables are categorical, so a frequency table or cross-tabulation 

was appropriate. Visualization data techniques, such as bar charts, will represent information that 

was easy for non-statisticians and individuals with little mathematical knowledge to comprehend. 

The primary variable of the study, namely the reason for the separation, was subdivided into 

binary variables, with each reason recorded as its variable. The researcher developed seven 

binary variables (dissatisfied with pay, dissatisfied with leadership, dissatisfied with the type of 

work, dissatisfied with working conditions, dissatisfied with working hours, dissatisfied with 

promotion opportunities, and dissatisfied with company policies) for this response variable. A 

Kruskal-Wallis test was the most appropriate assessment to determine if a relationship exists 

between the employee’s race and why they resigned from their company.  

Delimitations, Assumptions, and Limitations 

Limitations 

This study was limited because exit interviews were conducted at various times and 

locations. A direct effect on the results of the experiment. Exit interviews were conducted both 

in-person and online, which could have directly impacted on the findings. Participants were 

unaware that their data would be used for research. Affected participant responses if employees 

knew their responses were used for research. In addition, the exit interviews took place in UPS 
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warehouse facilities. The locations of the facilities were Oregon, Washington, Idaho, Montana, 

Wyoming, and Alaska. 

Consequently, the geographical location could be a limitation of the study. Finally, the 

exit interview allowed employees to cite a single reason for quitting, though they may have had 

multiple reasons not captured in the data sample. 

Assumptions 

There are various components of the research that are assumed. This study assumed that 

employees were truthful during their exit interviews and that their reasons could be objective.  

Another assumption was that the employee was not distressed during the exit interview. Most 

companies conduct exit interviews to ensure employees are leaving voluntarily. In this interview, 

the company tries to determine the employee’s causes for departing and any workplace issues. 

Finally, many organizations presume to know why an employee departed will reduce turnover.   

Delimitations  

 This study was limited to one organization and type of business model. The outcome 

would differ depending on whether the organization was a hospital or a hotel. The delimitations 

exist because of the restricted scope of the data sample.  

Summary 

This quantitative study examined the relationship between the employee race and reason 

for resignation within a warehouse environment. This section outlined the method, including 

research questions, hypothesis, research design, participants, study design, instruments with 

measurements, operationalization of variables, data analysis, delimitations, assumptions, and 

limitations. Likewise, this section reviewed two hypotheses with the independent and dependent 

variables within the study.  The independent variables include racial characteristics.  
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The study population was comprised of warehouse employees from the following six 

racial groups: (a) Caucasian American, (b) Black/African American, (c) Asian American, (d) 

Hispanic/Latino, (e) American Indian, and (f) Multiracial. The dependent variable selected why 

an employee may submit a reason for resignation from a warehouse environment. The reason for 

separation outlined under employment dissatisfaction is (a) pay, (b) leadership, (c) types of work, 

(d) opportunities for advancement, (e) working conditions, (f) working hours, and (g) company 

policies. The research data sample within this study was comprised of 5,502 exits interviews 

from a warehouse environment. The reason for the resignation timeline occurred between 2017 

and 2020. Before examining results, it was necessary to address research topics, hypotheses, 

research designs, participants, study designs, measuring tools, operationalization of variables, 

data analysis, restrictions, and assumptions. 
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CHAPTER 4: RESULTS 

Overview 

This quantitative study sought to investigate the relationship between the reasons for 

employee resignation and the employee's race. The dataset was collected from exit interviews of 

warehouse employees who voluntarily resigned. The research focused on two primary elements 

obtained from the interviews. The research question was divided into two parts to examine the 

relationship between the reasons for resignation and the employee's race. First, is there a 

significant difference in the percentage of employees who voluntarily resign based on the type of 

dissatisfaction? Second, is there a significant difference in the percentage of employees 

voluntarily resigning based on race? The researcher formulated two hypotheses after creating 

new variables, such as the percentage of reasons for leaving and the percentage of reasons for 

leaving by race. First, there is a significant difference in the percentage of employees voluntarily 

resigning based on dissatisfaction. Second, there is a significant difference in reasons for 

dissatisfaction by race. 

Pairwise comparison tests were performed for statistically significant differences between 

dissatisfaction reasons and employee race. A one-way ANOVA was planned for both hypotheses, 

provided normality and equal variances assumptions were met. If not, nonparametric Kruskal-

Wallis tests are used. For the first set of hypotheses, the numeric variable was the percentage 

reason for leaving, and the categorical variable was the dissatisfaction reason; a one-way 

ANOVA was appropriate if the assumption of normality and equal variances were met. A 

nonparametric Kruskal-Wallis test is used if the normality assumption is not met. This test 

allowed the researcher to compare the means of more than two groups and determine whether 

there was a statistically significant difference. A one-way ANOVA was appropriate for the 
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second set of hypotheses, where the numeric variable was the percent reason for leaving by race, 

and the categorical variable was employee race, assuming normality and equal variances. If 

normality is violated, a nonparametric Kruskal-Wallis test is used. Finally, the researcher 

performed pairwise comparison tests to find statistically significant differences between 

dissatisfaction reason and employee race. 

Descriptive Results 

As shown in Figure 4, the sample consisted of 5502 employees, including participants 

who cited dissatisfaction with promotion opportunities (n=1302), participants who attributed 

their resignation to dissatisfaction with company policies (n=17), participants who reported 

dissatisfaction with work hours (n=318); participants who identified dissatisfaction with 

leadership as their reason for leaving (n=19); participants who mentioned dissatisfaction with 

pay (n=50); participants who expressed dissatisfaction with the type of work (n=3,767); and 

finally, participants who pointed to dissatisfaction with work conditions as their reason for 

resignation ( n=29). 

Figure 4 

Dissatisfied Resignation Reason 
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Figure 5 shows that the sample consisted of 5502 employees, including American Indian 

(n=129), Alaska Native (n=236), Black/African American (n=504), Hispanic/Latino (n=708), 

Native Hawaiians or Other Pacific Islander (n=130), Two or More (n=320), and Caucasian 

American (n=3475) employees. 

Figure 5 

Employee’s Race 

 

 From Table 1, A crosstabulation analysis (See Appendix K) was conducted to explore the 

relationship between race and reasons for job dissatisfaction. The sample consisted of 5502 

employees, including American Indian (n=129), Asian (n=236), Black/African American 

(n=504), Hispanic/Latino (n=708), Native Hawaiians or Other Pacific Islander (n=130), Two or 

More (n=320), and Caucasian American (n=3475) employees. The results indicate that 

Caucasian American employees reported the highest levels of dissatisfaction with work 

conditions (n=2390), followed by dissatisfaction with promotion opportunities (n=835) and with 

hours (n=182). In contrast, Black or African American employees reported the highest 
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dissatisfaction with the type of Work (n=332) and promotion opportunities (n=126). The second 

highest (n = 1302) employee’s reason for resignation was dissatisfaction with promotion 

opportunities; most of the employee’s race was Caucasian American (n=835). These findings 

suggest that job dissatisfaction varies across different racial groups and highlight the importance 

of addressing these disparities in the workplace. 

 From Table 2, the mean percentage of "Reason for Leaving" is 0.14, indicating that, on 

average, 14% of employees provided a reason for leaving. The mean percentage of "Reason for 

Leaving by Race"  was slightly higher at 0.16, suggesting that, on average, a slightly higher 

proportion of employees from different racial groups provided a reason for leaving. 

The median value for "Reason for Leaving"  was  0.01, indicating that 50% of employees 

reported leaving without providing any specific reason. The median percentage for "Reason for 

Leaving by Race"  was higher at 0.14, which indicates that 50% of employees from different 

racial groups reported leaving without giving any specific reason. 

The standard deviation of "Reason for Leaving"  was  0.24, which suggests a 

considerable variation in the percentage of employees providing a reason for leaving. On the 

other hand, the standard deviation for "Reason for Leaving by Race"  was  0.17, indicating less 

variability in the proportion of employees from different racial groups providing a reason for 

leaving. The minimum value of both variables was  0, indicating that some organizations had no 

employees who provided reasons for leaving. The maximum value of "Reason for Leaving"  was  

0.78, suggesting that some organizations had many employees who provided reasons for leaving. 

Similarly, the maximum value of "Reason for Leaving by Race"  was  0.90, indicating that some 

organizations had many employees from different racial groups who provided reasons for 

leaving. 
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Overall, the descriptive statistics of the two variables suggest variability in the percentage 

of employees providing a reason for leaving, with a slightly higher proportion of employees from 

different racial groups providing reasons for leaving. 

Table 2 

Descriptive Statistics of New Variables 

 Percent Reason for Leaving 
Percent Reason  

for Leaving by Race 
Mean .14 .16 
Median .01 .14 
Std. Deviation .24 .17 
Minimum .00 .00 
Maximum .78 .90 

Study Findings 

 The research aimed to test two hypotheses related to the percentage reason for leaving 

and percentage reason for leaving by race variables concerning two categorical variables: 

dissatisfaction and employee race. Initially, a one-way ANOVA was planned to compare these 

categories' means, assuming the normality assumption was met.  

Table 3 tested the normality of two categorical variables, "Percent Reason for Leaving" 

and "Percent Reason for Leaving by Race," using the Kolmogorov-Smirnov and Shapiro-Wilk 

tests. For "Percent Reason for Leaving," the Kolmogorov-Smirnov test result was (D = 0.295, df 

= 49, p-value < 0.001), while the Shapiro-Wilk test statistic was (W = 0.625, df = 49, p-value < 

0.001). For "Percent Reason for Leaving by Race," the Kolmogorov-Smirnov test statistic was 

(D = 0.228, df = 49, p-value < 0.001, while the Shapiro-Wilk test statistic was (W= 0.762, df = 

49, p-value < 0.001). These results suggest that both variables are not normally distributed, and 

non-parametric tests may be more appropriate for data analysis.  
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Table 3 
 
Tests of Normality 
 

 
Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 
 
Percent Reason for 
Leaving 

 
.295 

 
49 

  
<.001 

 
.625 

 
49 

 
<.001 

       
Percent Reason for 
Leaving by Race 

.228 49 <.001 .762 49 <.001 

a. Lilliefors Significance Correction 
 
Table 4 presents the results of the Kruskal-Wallis test for the variables "Percent Reason 

for Leaving" and "Dissatisfaction Reason." 

The Kruskal-Wallis test was performed, and the result was given as (n=49, H = 40.25, df 

= 6, p <0.001), indicating that there was a statistically significant difference in the median ranks 

of "Percent Reason for Leaving" and "Dissatisfaction Reason" across the different groups 

compared. 

Overall, the results of the Kruskal-Wallis test suggest a significant difference in the 

median ranks of "Percent Reason for Leaving" and "Dissatisfaction Reason" across the different 

groups, and posthoc tests are required to determine which groups differ significantly from each 

other, t(6) = 40.265, p < .001). The results rejected the null hypothesis, finding a significant 

difference in the percentage of employees voluntarily resigning based on dissatisfaction. 

Table 4 

Kruskal-Wallis Test for Percent Reason for Leaving and Dissatisfaction Reason 
 

Total N 49 
Test Statistic 40.265a 
Degree Of Freedom 6 
Asymptotic Sig. (2-sided test) <.001 
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a. The test statistic is adjusted for ties. 

 
In order to identify which specific pairs of dissatisfaction reasons were significantly 

different from one another, a pairwise comparison of dissatisfaction reasons was performed, as 

shown in Table 5 (See Appendix L). The results of the pairwise comparison of dissatisfaction 

reasons were analyzed at 𝛼𝛼 =.050. The significance values were adjusted by the Bonferroni 

correction for multiple tests. The results indicate significant differences between Leadership  (M 

= 0.01) - Promotion Opportunities (M = 2.11), Leadership (M = 0.01) - Type of Work (M = 

7.02), Company Policies (M = 0.02) - Hours (M = 0.67), Company Policies (M = 0.02) - 

Promotion Opportunities (M = 2.11), Company Policies (M = 0.02) - Type of Work (M = 7.02), 

Pay (M = 0.06) - Hours (M = 0.67), Pay (M = 0.06) - Promotion Opportunities (M = 2.11), Pay 

(M = 0.06) - Type of Work (M = 7.02), Work Conditions (M = 0.07) - Promotion Opportunities 

(M = 2.11) and Work Conditions (M = 0.07) - Type of Work (M = 7.02) indicating that there 

was a statistically significant median difference in the percent reason for leaving between these 

pairs of dissatisfaction.  Suggests that these specific factors may contribute to the decision to 

leave the company. 

This analysis revealed significant differences in dissatisfaction among employees 

depending on the dissatisfaction reason (e.g., leadership, company policies, pay, work 

conditions, hours, promotion opportunities, and type of work). No significant median differences 

were found between the remaining reasons for dissatisfaction. These findings suggest that 

specific aspects of the work environment may significantly impact employee dissatisfaction 

more than others, highlighting the importance of addressing these areas to improve overall job 

satisfaction. 
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Table 6 presents the results of the Kruskal-Wallis test for the variables "Percent Reason 

for Leaving by Race" and "Employee Races." 

The Kruskal-Wallis test was performed, and the result was given as (n=49, H = 4.412, df 

= 6, p = .621), indicating that there was no statistically significant difference in the median ranks 

of "Percent Reason for Leaving by Race" and "Employee Races" across the different groups 

compared. The results failed to reject the null hypothesis finding that there was no significant 

difference for reasons of dissatisfaction by race. 

Overall, the Kruskal-Wallis test results suggest no significant difference in the median 

ranks of "Percent Reason for Leaving by Race" and "Employee Races" across the different 

groups, and post hoc tests are not required since there are no significant differences. 

 

Table 6 

Kruskal-Wallis Test for Percent Reason for Leaving by Race and Employee Races 

Total N 49 
Test Statistic 4.412a 
Degree Of Freedom 6 
Asymptotic Sig. (2-sided test) .621 
a. The test statistic was adjusted for ties. 

Summary  

The researcher conducted two Kruskal-Wallis tests to examine the differences in median 

ranks of various factors related to employee dissatisfaction and reasons for leaving the company 

(n=49). In the first test, there was a statistically significant difference in the median ranks of 

"Percent Reason for Leaving" and "Dissatisfaction Reason" across groups, leading to the 

rejection of the null hypothesis H01 and the acceptance of the alternative hypothesis HA1 (e.g., 

leadership, company policies, pay, work conditions, hours, promotion opportunities, and type of 

work). Post-hoc tests identified significant differences between specific pairs (Leadership-
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Promotion Opportunities (h = 2.827, p = .005), Leadership-Type of Work (h = -4.673, p < .001), 

Company Policies-Hours (h = -2.421, p = .015), Company Policies-Promotion Opportunities (h = 

-3.345, p < .001), Company Policies-Type of Work (h = -4.268, p < .001), Pay-Hours (h = 2.139, 

p = .032), Pay-Promotion Opportunities (h = -3.062, p = .002), Pay-Type of Work (h = -3.985, p 

< .001), Work Conditions-Promotion Opportunities (h = 2.770, p = .006) and Work Conditions-

Type of Work   (h = 3.693, p < .001) of dissatisfaction reasons. 

 In the second test, no statistically significant difference was found in the median ranks of 

"Percent Reason for Leaving by Race" and "Employee Races" across groups (h = 4.412, df = 6, p 

= .621), leading to the acceptance of the null hypothesis H02 and the rejection of the alternative 

hypothesis HA2. The next chapter will discuss the findings with recommendations for future 

research.   
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CHAPTER 5: DISCUSSION 

Overview 

Disruptions in the supply chain are to blame for the higher employee turnover in the 

warehousing industry. These disruptions have decreased efficiency and increased costs. This 

study aimed to examine the relationship between employee race and the reason for warehouse 

resignation. This study's empirical analysis made it possible to test the dependent variable of 

voluntary separation and the independent variable of race. Additionally, this study explored the 

connection between the six racial groups (a) Caucasian American, (b) Black/African American, 

(c) Asian American, (d) Hispanic/Latino, (e) American Indian, and (f) Two or More Races and 

their effects on seven categories: pay, leadership, types of work, promotion opportunities, 

working conditions, working hours, and company policies within a warehouse environment.  

Summary of Findings 

This study examined the relationship between race and resignation decisions for 

warehouse employees. The Kruskal-Wallis test revealed a significant difference in the median 

percent reason for leaving based on dissatisfaction reason (e.g., leadership, promotion 

opportunities, company policies, pay, and work conditions), indicating these factors were 

essential contributors to employee turnover (Best et al., 2022). A pairwise comparison of 

dissatisfaction reasons was performed to identify which specific pairs were significantly 

different. The results showed that these specific factors might significantly contribute to the 

decision to leave the company. However, the test results showed no significant difference in the 

median percent reason for leaving by race, suggesting race was not a significant factor in 

employee turnover. A closer examination of the data revealed a significant difference between 

employee race and resignation reasons (Halawa et al., 2020). Resignations were highest among 
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Caucasian American (63%) and Asian (56%), followed by Black (52%), Hispanic/Latino (49%), 

and Native Hawaiian/Other Pacific Islander (26%) employees. The study's findings underscore 

the importance of addressing specific factors influencing employee turnover to improve retention 

(Griffin et al., 2010; Jayachandran et al., 2021). 

Discussion of Findings 

This research aimed to examine the relationship between race and resignation decisions 

for warehouse employees. The study's findings regarding the connection between race and 

warehouse employees' decisions to quit were inconsistent with existing literature. Recent 

research has identified a significant association between an employee's race and their propensity 

to quit their job (Doede, 2017; Ingersoll et al., 2019). Frymer & Grumbach (2021) suggests that 

racial or ethnic minorities may face challenges that lead to higher turnover rates. However, this 

study found that race did not significantly affect warehouse worker resignations, whereas the 

reason was significant for all ethnic groups. 

For example, the data set came from interviews with warehouse workers who quit 

independently. The interviews led the researchers to focus on two main points. The research 

question was split into two parts to study the relationship between the employee's race and the 

reason for leaving. 

Resignation by Dissatisfaction 

The first research hypothesis wanted to know if there was a significance in the number 

of employees who quit voluntarily based on the type of dissatisfaction.  As discussed in Chapter 

2, employee turnover can be caused by job dissatisfaction, lack of room for growth, and bad 

working conditions (Hom et al., 2017). Mobley's (1977) research parallels job satisfaction and 

employee turnover. Hulin (1968) found that job dissatisfaction strongly predicts employee 
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retention and turnover, which lowers organizational productivity and efficiency. When satisfied 

with their jobs, employees are more likely to feel a sense of accomplishment and be dedicated to 

their work (Griffin et al., 2010). Whereas an employee's dissatisfaction with their position or 

employer may be the reason they leave alone (Jamal, 1990).  Other reasons people leave their 

jobs alone include wanting new challenges, more money, or greater responsibility (Holston-

Okae, 2018; Rasheed et al., 2018). However, the findings of this research discovered a 

significant difference in the percentage of employees who voluntarily resigned based on the 

dissatisfaction type across all racial groups. In addition, the findings indicate that employees, 

regardless of race, would resign due to dissatisfaction with the type of work, the lack of 

opportunities for advancement, and the working hours. 

Resignation by Race 

 The second research hypothesis wanted to know if there is a significant difference in the 

percentage of employees voluntarily resigning based on race. As discussed in Chapter 2, 

employees in warehouse environments who identify as African American or Hispanic are more 

likely to want to leave their jobs than their colleagues who identify as Caucasian Americans 

(Doede, 2017). In another study, leadership mistreated African American and Hispanic 

employees more than Caucasian-American colleagues (Roberts & Mayo, 2019). Consequently, 

discontentment makes Hispanic and African American employees more likely to leave their jobs 

(Ingersoll et al., 2019). Dissatisfied warehouse employees often want to quit (Omotayo, 2017). 

Race predicts their warehouse resignation due to work conditions. Hispanic employees are more 

dissatisfied than Caucasian-American or African American employees. Business policies make 

African American warehouse employees more likely to quit (Frymer & Grumbach, 2021). 

However, the findings of this research determined no significant difference for reasons of 
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dissatisfaction by race. Furthermore, the findings indicate that race may not be a significant 

factor in employee dissatisfaction leading to job resignation. This finding implies that employees 

of different races experience comparable levels of job dissatisfaction and that other factors, such 

as job characteristics, workplace culture, or personal circumstances, may play a larger role in 

their decision to leave a position. 

Biblical Perspective on Findings 

 This study established the biblical principle of loving one's neighbor as oneself. 

Leviticus 19:18 of the Old Testament states, "Thou shalt not avenge, nor bear any grudge against 

the children of thy people, but thou shalt love ( ָּ֥הַבְת  "thy neighbor as thyself: I am the Lord (אָֽ

(King James Bible, 1769/2020). This commandment instructs individuals not to seek revenge 

against their neighbors and to love their neighbors as they love themselves. It is based on the idea 

that people should be treated fairly and with kindness, just as one would want to be treated. The 

study outlines this level of fair and compassionate treatment as the golden rule. Jesus reaffirms 

this idea throughout the New Testament (Matthew 22:39). 

Applying the golden rule in the workplace can positively impact employee turnover. The 

golden rule, which suggests treating others as you would like, emphasizes fairness, empathy, and 

respect in employee interactions. For various reasons, prioritizing employee well-being and 

happiness may boost morale and minimize turnover. For example, the workplace would have 

present increased job satisfaction; improved employee engagement; enhanced commitment, and 

positive organizational culture (King James Bible, 1769/2020, Romans 12:10; 1 Thessalonians 

4:9; Hebrews 13:1 and 1 Peter 1:22). Finally, by applying the golden rule, employers can create a 

workplace where employees feel valued, respected, and motivated, which, in turn, can positively 

impact employee turnover by reducing dissatisfaction and increasing retention. 
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Implications 

The implications of the findings for theory and practice are significant. The paramount 

importance was differences in resignation reasons between different races or ethnicities. 

Therefore, it was essential to understand the difference between employees' resignation decisions 

based on race or ethnicity. The implications of the findings used in psychological practice, 

human resource management, and any consulting services available. 

The implications of the finding for research practice are significant because they 

contribute to understanding why employees resign and how their causes can be addressed. 

Furthermore, this study contributes to understanding how employees make resignation decisions 

and how human resources representatives use these findings in their services. The implications 

can be used by any human resources department that deals with staff who quit their jobs 

(Kryscynski et al., 2021).  

The implications for theological practice are also significant. The primary significance 

was that it might be more fruitful for Christian employers to have a more servant leadership style 

with all employees. This study found that Christian employers must practice servant leadership 

regardless of employee race or ethnicity. The implications for the church and organizational 

leadership are significant because they contribute to understanding how employees resign from 

their jobs and how resignation causes can be addressed (Cohen et al., 2016). The implications for 

church and organizational leaders can help churches plan for what it will take to retain their staff 

members through counseling and training. In this way, the results of this study can help churches 

plan and provide appropriate responses to issues regarding employee resignation. It was 

significant that this study contributes to understanding the causes and effects of employee 
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resignation decisions by race/ethnicity (Ingersoll et al., 2019). This understanding can help 

organizations decrease their turnover rate, which was a costly issue in terms of recruitment costs. 

Limitations 

The researcher excluded warehouse workers who resigned for reasons other than job 

conditions. In addition, only one organization was observed within the study. Additionally, it 

was observed that most employees who resigned were males (Frymer & Grumbach, 2021). 

Hence, the female employees represented in the study may differ from male employees regarding 

their resignation decisions. 

The researcher conducted this study by examining warehouse staff resignations and 

aggregating them to determine their causes (McCubbin & Marsella, 2009). The researcher made 

assumptions about the resignation decisions of employees based on his consulting and staff-

related experience. The researcher assumed that all non-management staff members might have 

similar reasons for resigning (Fischer et al., 2021). The researcher assumed that employees of 

different races or ethnicities who participated in the analysis resigned for similar reasons. 

Consequently, it was understandable that some individuals may have resigned for a variety of 

reasons that were not necessarily related to their current working conditions. 

Theoretical Finding 

This study's theoretical findings indicate whether race affects an employee's resignation 

decision. The hypotheses were tested twice to determine if a significant difference in the 

percentage exists between voluntary resignations based on the type of dissatisfaction and race 

(Kirillova & Au 2020). In testing the two theories, it was found that for the warehouse employees 

within the study (H1), there was no statistically significant difference between employees' 

reasons for resignation and their races (Pandey et al., 2018). H2  was supported because the 
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result shows no significant difference between employee reason for resignation and employee 

race. The results showed a direct relationship between an individual’s race and the reason for 

warehouse resignation within the warehouse environment. This study provides relevant 

information about whether an individual race plays a role in influencing their decision to resign 

from their current job. 

Recommendations for Future Research 

This study recommends that future research studies examine why employees resign. 

Future studies should describe and analyze each employee's resignation decision. Future studies 

should use a large sample of resigned employees and distinguish between those who left due to 

poor working conditions and those who did not (Beatty et al., 2019).  

Second, the researcher recommends that future studies examine whether employees have 

the exact reasons for resigning in different industries. The researcher recommends that future 

studies also determine whether employees in similar industries have various reasons for leaving 

(Bartolini et al., 2019). Church managers may give different reasons for firing staff members due 

to poor working conditions than managers in other industries (Barak & Yuan, 2021). The 

researcher recommends that future research studies address this issue because race, ethnicity, and 

job type may force organizations to take more complicated approaches to resignation decisions if 

these differences cannot be accounted (Chen et al., 2021).  

Third, the researcher recommends that future studies examine whether employees who 

had resigned from their jobs because of poor working conditions were more likely to be of 

different races or ethnicities than those who had left for other reasons. In other words, it would 

be interesting to know whether certain races or ethnicities were more prone to resign from their 

jobs due to poor working conditions. An important issue for organizations with employees 
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resigning (Aho, 2020). Organizations must understand why certain races and ethnicities have 

higher resignation rates especially when operating in a diverse environment for a long time. 

Fourth, this study raises important questions about why there are differences in employee 

resignation decisions based on race and ethnicity and how to deal with them. This study also 

raises questions regarding how organizations should communicate to their staff members 

regarding resignation and job conditions (Doede et al., 2017). Organizations with a non-

traditional workforce and a workforce composed of employees from different races or ethnicities 

may have to provide employees with more precise guidance concerning resignation decisions 

(Adamowicz, 2022). All employees should receive organized information about the resignation 

process and individualized training on their options. 

Summary 

Supply chain disruptions have boosted warehousing employee turnover. Race and 

warehouse resignations were examined in this study. The problem statement examined how race 

affects warehouse resignations. This quantitative study examined race and warehouse employee 

resignation factors. Between 2017 and 2020, UPS Northwest District Human Resources 

(NWDHR) departure interviews collected data from 5,502 warehouse workers. The sample had 

24.54% women and 75.46% men of various races. This study investigated race and voluntary 

separation using empirical analysis that effected six racial groups (a) Caucasian American, (b) 

Black/African American, (c) Asian American, (d) Hispanic/Latino, (e) American Indian, and (f) 

Biracial on seven categories: pay, leadership, types of work, promotion opportunities, working 

conditions, working hours, and company policies in a warehouse environment.  

Exit interview data was analyzed using the Kruskal-Wallis test to analyze race and 

resignation reasons. The first hypothesis examined whether dissatisfaction type affected the 
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number of employees who resigned voluntarily.  This study found that discontent type had a 

significant impact on the proportion of employees who voluntarily resigned across all ethnic 

groups. In addition, the study reveals that employees, regardless of race, would be due to 

dissatisfaction with their jobs, hours, and advancement opportunities. The second hypothesis 

examined whether race influences the voluntary resignation rates of employees. This research 

revealed no ethnic differences in dissatisfied levels. In addition, ethnicity may not play a role in 

employee dissatisfaction and resignation. This suggests that employees of all races are 

dissatisfied with their jobs and that job characteristics, company culture, and personal 

circumstances may impact their decision to resign. 

Lastly, by utilizing actual turnover data, this research study filled a gap in recent 

literature. In addition, this study contributes to our understanding of the relationship between 

racial groups and employee turnover. As stated, this is the first study to examine the relationship 

between the employee race and turnover reasons in a warehouse setting. The findings have 

important implications for theory and practice. The differences in resignation reasons between 

races or ethnicities were of the utmost importance. Consequently, it was crucial to distinguish 

between employees' resignation decisions based on race and ethnicity. This information can be 

used to develop targeted interventions aimed at reducing employee turnover and increasing 

retention within a warehouse environment. 
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APPENDIX K: A CROSSTABULATION ANALYSIS 

Table 1 

Race* Reason Crosstabulation    

 Promotion  
Opportunities  

Policies  Hours  Leadership Pay Work Conditions  Total  

American 
Indiana/ Alaska 
Native  

27 1 6 0 0 95 0 129 

Asian  41 0 22 0 0 169 4 236 

Black/African 
American  126 1 41 0 2 332 2 504 

Hispanic/Latino 187 0 30 1 21 461 8 708 

Native 
Hawaiian / 
Pacific Islander  

17 0 9 0 0 102 2 130 

Two or More 69 2 28 1 2 218 0 320 

White  835 13 182 17 25 2390 13 3475 

Total  1302 17 318 19 50 3767 29 5502 
 

 

 

 

 

 

 

 

 

 



102 
 

APPENDIX L: PAIRWISE COMPARISIONS OF DISSATISFACTION REASON 

 


	List of Figures
	CHAPTER 1: INTRODUCTION TO THE STUDY
	Introduction
	Background
	Benefits of Workplace Diversity
	Business Case for Workplace Diversity
	Managing a Diverse Workforce
	Issues Facing Workplace Diversity
	Biblical Perspective

	Problem Statement
	Purpose of the Study
	Research Questions and Hypotheses
	Research Question

	Assumptions and Limitations of the Study
	Assumptions
	Limitations

	Theoretical Foundations of the Study
	Definition of Terms
	Significance of the Study
	Summary
	CHAPTER 2: LITERATURE REVIEW
	Overview
	Description of Research Strategy
	Review of Literature
	Warehouse Employment
	Job Satisfaction and Dissatisfaction
	Racial Differences in Job Satisfaction

	Biblical Foundations of the Study
	Summary
	CHAPTER 3: RESEARCH METHOD
	Overview
	Research Questions and Hypotheses
	Research Question

	Research Design
	Participants
	Study Procedures
	Instrumentation and Measurement
	Operationalization of Variables
	Dependent Variable
	Independent Variable

	Data Analysis
	Delimitations, Assumptions, and Limitations
	Limitations
	Assumptions
	Delimitations

	Summary
	CHAPTER 4: RESULTS
	Overview
	Descriptive Results
	Study Findings
	Summary
	CHAPTER 5: DISCUSSION
	Overview
	Summary of Findings
	Discussion of Findings
	Resignation by Dissatisfaction
	Resignation by Race
	Biblical Perspective on Findings

	Implications
	Limitations
	Theoretical Finding
	Recommendations for Future Research
	Summary
	References
	APPENDIX A: POWER ANALYSES FOR AMERICAN INDIAN
	APPENDIX B: POWER ANALYSES FOR ASIAN AMERICAN
	APPENDIX C: POWER ANALYSES FOR AFRICAN AMERICAN
	APPENDIX D: POWER ANALYSES FOR HISPANIC OR LATINO
	APPENDIX E: POWER ANALYSES FOR NATIVE HAWAIIAN
	APPENDIX F: POWER ANALYSES FOR TWO OR MORE RACES
	APPENDIX G: POWER ANALYSES FOR CAUCASIAN
	APPENDIX H: IRB APPROVAL LETTER
	APPENDIX I: DATA REQUEST LETTER
	APPENDIX J: DATA PERMISSION LETTER
	APPENDIX K: A CROSSTABULATION ANALYSIS
	APPENDIX L: PAIRWISE COMPARISIONS OF DISSATISFACTION REASON

