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Orientation: Work-based identity, used as a reference to the self, is the answer to the question
"Who am I at work?” Work-related identities, derived from different social foci through
identity formation processes, have as behavioural guides a significant influence on employee
behaviour, which, in turn has an impact on work outcomes. Engagement, presented in different
conceptualisations, is viewed by practitioners and academic researchers as an important
antecedent of employee behaviour.

Research purpose: The main purpose of the study was to investigate whether work-based
identity and work engagement differed (in combination with personal alienation, helping
behaviour and burnout) as potential antecedents (amongst numerous others) of task
performance and turnover intention.

Research design: A census-based sampling approach amongst 23 134 employees in the
employment of an ICT company yielded a sample of 2429 usable questionnaires. Scales used in
the study were the Maslach Burnout Inventory (MBI-HSS-20), Utrecht Work Engagement Scale
(UWES), Work-based Identity, Personal Alienation, Helping Behaviour, Turnover Intention
and Task Performance Scales.

Main findings: The findings indicate that work-based identity and work engagement give
similar appearing results as potential predictors of turnover intention and task performance.

Practical/managerial implications: Reducing withdrawal behaviours and enhancing work
performance are everyday challenges for organisations. Interventions focused on enhancing
work-based identity and work engagement in the work environment should have a meaningful
impact when these behaviours need to be addressed.

Contribution/value-add: Work-based identity as a multidimensional construct has the
potential, with further refinement, to become a valuable construct that can play a leading role
in future work engagement research.

Introduction

Organisations strive for ways to improve employees’ job performance and to retain their top
performers (Ulrich, 1997). This necessitates a valid understanding of the determinants of job
performance and turnover. Work-based identity and engagement have been offered as two
potentially influential determinants (amongst numerous others) of task performance and
turnover. Engagement, presented in different conceptualisations, is viewed by practitioners and
academic researchers as an important antecedent of employee behaviour (Bakker & Schaufeli,
2008; Harter, Schmidt & Keyes, 2003; Macey & Schneider, 2008; Schaufeli, Salanova, Conzalez-
Roma & Bakker, 2002; Simpson, 2009). Another group of researchers see work-based identity
as an important construct to understand and influence work-related behaviours (Agostino,
2004; Aryee & Luk, 1996; Ashforth & Kreiner, 1999; Buche, 2003, 2006, 2008; Pratt, Rockmann &
Kaufmann, 2006; Reijn, 2007; Walsh & Gordon, 2007).

Substantial research literature is available on work-related identity and work engagement
antecedents, construction, transformation and maintenance, but research focused on the impact
of these constructs on organisational outcomes is sparse (Agostino, 2004; Bakker & Schaufeli,
2008; Buche, 2003, 2006, 2008; Pratt et al., 2006; Macey & Schneider, 2008; Schaufeli & Bakker, 2001,
2003, 2004; Schaufeli, Bakker & Salanova, 2006; Schaufeli et al., 2002; Walsh & Gordon, 2007). In
the available research it appears that work engagement shares two sub-concepts with work-based
identity namely commitment (referring to the strength of an identity) and involvement (Macey &
Schneider, 2008; Schaufeli et al., 2002; Stets & Burke, 2003). Job performance and turnover are two
organisational outcomes (amongst numerous others) of work related processes.
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The research question can therefore be formulated as:
‘What is the difference between the constructs work-based
identity and work engagement?” The constructs work-based
identity and work engagement are based on the different
conceptual perspectives and theoretical foundations (as will
be explained below), but also on a consideration of some of
the shared content (as explained above). Consequently, the
first objective of the study is to determine the relationships
between work-based identity, work engagement, personal
alienation, helping behaviour, and the burnout dimensions
emotional exhaustion, depersonalisation and reduced
personal accomplishment. The second objective is to
determine if there is any difference between work-based
identity and work engagement by testing their ability to
predict turnover intention and task performance.

An understanding of the impact of work-related identities
and work engagement can be useful when interventions that
can positively influence work performance and outcomes
which will, in turn, provide organisations with a competitive
advantage are developed (Walsh & Gordon, 2007). An
example of this kind of intervention is to use work-based
identity profiles in the identification, acquisition, and retention
of key employees to ensure a sustainable competitive
advantage over competitors (Buche, 2008). Another possible
strategy to consider is interventions to influence or enhance
work-based identity and work engagement construction
and maintenance processes for the advancement of the
organisation (Pratt et al., 2006; Reijn, 2007).

This article consists of four parts. Firstly a brief overview of
the literature is provided to describe the related concepts
and theories that form the building blocks or foundation for
understanding the key concepts, work-based identity and
work engagement. Secondly the research design is presented,
and this is followed, thirdly, by the findings of the study.
Lastly the article concludes with a discussion of the results.

Review of the literature

Identity is a key construct in social and behaviour research
(Hogg, Terry & White, 1995) and one of many terms that
describe organisational behaviour (Albert, Ashforth & Dutton,
2000). The term identity can be used in different contexts. In
one context, the term refers to the existence of something that
displays one or more attributes (characteristics). For example,
organisation identity is a reference to all the attributes an
organisation may possess; these attributes can include the
values, goals, actions or descriptions of the organisation or
its members (Lane & Scott, 2007).

In another context, the term identity refers to the most
basic understanding individuals have about themselves.
According to Ravishankar and Pan (2008), this understanding
can be described in accordance with two broad psychological
dimensions: It is firstly, in absolute terms and with reference
to the uniqueness of a personal or individual identity, the
answer to the question, "'Who am I?” (Kirpal, 2004b).
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In relation to other social categories or classifications
that constitutes social identity, it is also the answer to the
question, "‘Who are we?’ This is a reference to the individual’s
identification with a specific social group and to his conduct
as part of that group (Korte, 2007).

Social identity provides a link between the social group
(structures and processes) and the psychology of the
individual (which refers to the self and the behaviour of the
individual) (Brewer, 2001; Hogg et al., 1995). This construct
evolved across all the social and behavioural science
disciplines in an array of manifestations. Brewer (2001), for
instance, grouped these social identity conceptualisations
into person-based, relational, group-based and collective
social identities.

Social identity theory and identity theory are two
perspectives of the socially constructed self-concept, a
product of individual behaviour and social structure (Hogg
et al., 1995) that have developed parallel to each other
in the different disciplinary branches of sociology and
psychology. As theories of the self, they are remarkably
similar, both explaining ’...the dynamic mediation of the
socially constructed self between individual behaviour and
social structure” (Hogg et al., 1995, p. 255). Identity theory
aims to describe individual role-related behaviours (roles),
whilst social identity theory focuses on the categories of the
collective self and on group and inter-group processes (Hogg
& Ridgeway, 2003; Hogg et al., 1995; Stets & Burke, 2000).

Social identity theory conceptualised the self-concept as
consisting of a personal identity (biographical uniqueness of
the individual) and a unique set of social identities (attributes
taken from different social focuses) (Ashforth & Humphrey,
1993; Brewer & Pierce, 2005). A person has a social identity
if he or she sees himself or herself as belonging to a specific
social group or category. According to the social identity
theory, a social identity is formed through the processes of
self-categorisation and social comparison (Hogg et al., 1995;
Stets & Burke, 2000).

Identity theory conceptualised the self as a multi-faceted social
construct that emerges from the social roles people play
(Hogg et al., 1995). The core of an identity is found where the
self is regarded as an occupant of a role to which meanings
and expectations (that guide behaviour) are attached. In
identity theory an identity is formed through a process
of identification (Hogg et al., 1995; Stets & Burke, 2000).
Having an identity enhances a person’s sense of belonging
somewhere (Agostino, 2004; Ashforth & Mael, 1989; Hogg
& Terry, 2000; Kirpal, 2004a, 2004b). The two theories were
compared and discussed in detail by Hogg and Ridgeway
(2003), Hogg and Terry (2000), Hogg et al. (1995), Stets and
Burke (2000) and Stryker and Serpe (1982).

The term identification needs clarification as different
meanings can be attributed to the term. The term is used by
researchers to describe both a cognitive state (Rousseau, 1998)
and a process (Steers & Porter, 1991). As a cognitive state,




the term identification means that part of a person’s social
identity that is derived from a social group such as found in
an occupation or organisation (Kreiner, Hollensbe & Sheep,
2006). Kreiner et al. (2006) suggested that the term identity
is more appropriate for describing the cognitive state. As
a process, the term identification means the acceptance of
’...influence in order to engage in a satisfying role-relationship
with another person or group’ (Steers & Porter, 1991, p. 214).
This means the alignment of the individuals self with that
of the social group identity. When the individual identifies
with and behaves as part of the specific social group, a social
identity has been developed by the individual (Kreiner
et al., 2006). Performing any job (playing a role) generates a
certain level of identification with that job (Stets & Burke,
2000; Kirpal, 2004a). The process that leads to the perception
of oneness with the job (role) is referred to as identification
(Ashforth & Mael, 1989) and the outcome, according to
identity theory, is a role identity (Stets & Burke, 2000,
Kirpal, 2004a).

Varying levels (degrees) of identification with specific social
foci exist between individuals, and may range from low to
high (Abdelal, Herrera, Johnston & Martin, 2001; Coster,
Norman, Murrells, Kitchen, Meerabeau, Sooboodoo &
d’Avray, 2008; Ibarra, 1999; Rousseau, 1998; Van Dick, 2001).
These levels can be conceptualised as a value on a continuum.
The levels (degrees) of identification with different foci
may result in a conflict of interests, for example stronger
career identification than organisational identification
(Van Dick, 2001).

Identity formation

There are three distinct processes in the identity
phenomenon, namely identity formation (e.g. identification),
identity activation and resulting behaviours (Kirpal, 2004b).
An identity develops through the interaction (a complex
cognitive identity formation process) between an individual
with a distinctive self, self-concept and personal identity and
specific social foci (such as the social and/or work-related
environment). Through the identity formation process,
certain meanings, norms, expectations, beliefs and core
values are derived from specific social foci (such as careers,
professions, organisations, supervisors, work groups and
job characteristics), which are cognitively and hierarchically
‘stored” in prototypes (according to the social identity theory)
or identity standards (according to the identity theory)
(Abrams & Hogg, 2004, Burke & Stets, 2009; Hogg, 2001;
Stryker & Burke, 2000) and which are then ready to serve as
behaviour guides (Kirpal, 2004b).

Depending on the work-related social foci, the work-related
identity constructed may be referred to as professional,
occupational, vocational or work identity (Crawford, Brown
& Majomi, 2008; Fugate, Kinicki & Ashforth, 2004; Kirpal,
2004a, 2004b; Pratt et al., 2006). In response to perceptions
received about a specific social situation, the most appropriate
identity (behaviour guide) is selected and activated to guide
behaviour (Buche, 2003, 2006, 2008; Hitlin, 2003; Hogg &
Ridgeway, 2003; Hogg & Terry, 2000; Kirpal, 2004a, 2004b;
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Olkkonen & Lipponen, 2006; Stets & Burke, 2003; Stryker
& Burke, 2000; Stryker & Serpe, 1982; Tajfel, 1981; Tajfel &
Turner, 1985; Walsh & Gordon, 2007). For a detailed review
of the identity phenomena see Bothma (2011).

The above-mentioned body of research about identification
provides the theoretical basis for exploring work-based
identity as a potential construct in employee engagement
research.

Work-based identity

For the purpose of this study, work-related identities are
grouped together to form a multidimensional work-related
identity referred to as a work-based identity. Work identity
is conceptualised as a multilayered and multidimensional
phenomenon that describes one’s self-concept and one’s
understanding of it in terms of one’s work role (Agostino,
2004; Baugher, 2003; Kirpal, 2004a; Tajfel & Turner,
1985). Walsh and Gordon (2007) defined individual work
identity as:
a work-based self-concept constituted of a combination of
organisational, occupational and other identities that shape the
roles individuals adopt and the corresponding ways they behave
when performing their work in the context of their jobs and/or
careers. (p. 2)

For the purpose of this study, work-based identity is
defined as a multi-identity, multifaceted and multilayered
construction of the self (in which the self-concept fulfils a
core, integrative function), that shapes the roles of individuals
who are involved in an employment context (Lloyd, Roodt &
Odendaal, 2011).

These meanings, norms, expectations, beliefs, and core values
associated with a work-related identity are stored in a work-
based identity prototype (adopted from the social identity
theory). The work-based identity prototype can be divided
into three different dimensions, namely a structural, social
and individual-psychological dimension (Kirpal, 2004b).
See Bothma (2011) and De Braine and Roodt (2011) for this
conceptualisation and a detailed discussion of the work-
based identity prototype.

Work-based identity (part of individual self-concept) has a
significant influence on employee behaviour (Amiot, De la
Sablonniére, Terry & Smith, 2007), which in turn has an impact
on work outcomes. This implies that the work-based identity
of the collective labour force has an indirect but nevertheless
significant impact on organisational performance (Agostino,
2004; Aryee & Luk, 1996; Ashforth & Kreiner, 1999; Wayne,
Randel & Stevens, 2006).

Work engagement

Around 1997, the positive organisational behaviour
movement triggered a focus on the positive antithesis
of burnout, namely work engagement (Maslach, 2003;
Maslach & Leiter, 1997). The construct work engagement
from the perspective of the work environment quickly
evolved in the practitioner community; academic research




followed slowly. This bottom-up evolvement of engagement
resulted in inconsistent interpretations of the meaning of
the construct. For this reason, it is necessary to describe
the conceptualisation of engagement as it came to be used
in scholarly studies (Macey & Schneider, 2008). In a review
Simpson (2009) identified four lines of engagement research,
namely personal engagement (Kahn, 1990), employee
engagement (Harter et al., 2002), burnout and / or engagement
(Leiter & Maslach, 2004) and work engagement (Schaufeli &
Bakker, 2004).

For this study, the work engagement conceptualisation of
Schaufeli and Bakker (2001), as measured by the Utrecht
Work Engagement Scale (UWES) (Schaufeli & Bakker, 2003),
was used. Schaufeli et al. (2002) define work engagement as:
. a positive, fulfilling, work-related state of mind that is
characterised by vigour, dedication and absorption. Rather than

a momentary and specific state, engagement refers to a more
persistent and pervasive affective-cognitive state that is not
focused on any particular object, event, individual or behavior.

(p-74)

Vigouris’...characterised by high levels of energy and mental
resilience while working, the willingness to invest effort in
one’s work and persistence even in the face of difficulties’
(Schaufeli et al., 2002, p. 74).

Dedication is ‘... characterised by a sense of significance,
enthusiasm, inspiration, pride and challenge” (Schaufeli
etal., 2002, p. 74).

Absorption is ‘... characterised by being fully concentrated
and deeply engrossed in one’s work, whereby time passes
quickly and one has difficulties with detaching oneself from
work” (Schaufeli et al., 2002, p. 74).

Using theoretical analysis, Schaufeli and Bakker (2001)
identified two underlying dimensions, activation and
identification, for employee work-related wellbeing, as
reflected in Figure 1.

Activation is conceptualised as a continuum with the
antipodes exhaustion versus vigour (high levels of energy

Identity commitment Vigour
(strength of the (high activation)
identification / relationship)

Work engagement

Cynicism Dedication
(low identification) (extreme
(withdrawal identification)
behaviours)
Burnout

Level of energy
available for
Exhaustion identity activation

(low activation)

Source: Adapted from Schaufeli, W.B., & Bakker, A.B. (2001). Werk en welbevinden: Naar
een positiewe benadering in de arbeids- en gezondheidspsychologie. Gedrag en Organisatie,
229-253.

FIGURE 1: The Relationship between employees’ identification with work and
work-based identity activation.
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and mental resilience), whilst identification (cognitive
state) is conceptualised as a continuum with the antipodes
cynicism versus dedication. Cynicism (associated with low
identification) reflects indifference or a distant attitude
towards work in general, but not necessarily towards other
people. Dedication (associated with high identification)
refers to a strong involvement in one’s work, with feelings
of enthusiasm, significance, pride, and inspiration (Maslach,
Jackson & Leiter, 1996; Schaufeli et al., 2002). From this
approach, burnout is associated with low activation and
identification, whilst work engagement is associated with
high activation and identification (Schaufeli et al., 2002). If the
above-mentioned research is taken into account, it therefore
appears that the sub-constructs vigour or work engagement
and emotional exhaustion or burnout can play an active role
during the activation phase of the identity process.

Burnout

The difficulties that arise when the relationship between an
individual and his or her work goes awry are recognised
as a serious phenomenon in the work environment
(Maslach, Schaufeli & Leiter, 2001). The psychological
syndrome and multidimensional phenomenon described
as burnout involves a prolonged response to stressors in
the workplace (Maslach, 2003; Maslach et al., 1996). Burnout
was initially conceptualised by Maslach and Jackson (1981)
as a psychological syndrome that can occur in individuals
who deliver some service to other people. In the available
literature numerous theories have been formulated in an
effort to explain the burnout phenomenon (Summers, 2010).

For this study, the burnout conceptualisation of Maslach
and Jackson (1981), as measured by the Maslach Burnout
Inventory — Human Services Scale (MBI-HSS) (Maslach et
al., 1986; 1996) was used. This instrument was designed to
measure burnout in people working in the human services
and heath care environment. The three dimensions of
burnout are emotional exhaustion, depersonalisation,
and reduced personal accomplishment (Maslach, 2003;
Maslach & Jackson, 1981; Maslach et al., 1986, 1996, Maslach
et al., 2001).

Emotional exhaustion is about feelings of being
emotionally overextended and exhausted by one’s work.’
Depersonalisation is the ‘... unfeeling and impersonal
response towards recipients of one’s care or service.
Reduced personal accomplishment “... describes feelings
of competence and successful achievement in one’s work
with people” (Maslach & Jackson, 1981, p. 101). Garma,
Bove and Bratton (2007) see the manifestation of burnout in
three stages:

e emotional exhaustion (e.g., loss of energy)

e depersonalisation (e.g., an uncaring attitude towards
customers and co-workers)

e reduced personal accomplishment (e.g., low motivation
and reduced self-esteem).

Two schools of thought explain the relationship between
burnout and work engagement. The first argues that burnout




(negative) and work engagement (positive) are opposite
poles on a continuum called work-related well-being. This
theory is reflected in Figure 1 (Maslach, 2003; Maslach &
Leiter, 1997; Gonzéalez-Romd, Schaufeli, Bakker & Lloret,
2006). The degree of work-related wellbeing is measured
with the different versions of the Maslach Burnout Inventory
(Maslach et al., 1986, 1996). Another group of researchers
argue that, although work engagement is conceptualised
as the direct opposite of burnout, it must be regarded as an
independent state of mind that needs a different operational
definition and measurement (Schaufeli & Bakker, 2004).

Personal alienation

Using a motivational baseline, one school of thought
conceptualised employee’s identification with work as a
position on a bipolar continuum. One end of this continuum
represents alienation (under-identification), the centre
represents commitment, and the other end represents extreme
identification (Figure 1). Any form of withdrawal behaviour
from work, also referred to by Bakker, Demeroutiand Verbeke
(2004) as disengagement, such as absenteeism, will tend to
manifest towards the alienation side on the continuum (Janse
van Rensburg, 2004; Kanungo, 1979, 1982; Roodt, 1991, 1997).
Under-identification with work manifests in withdrawal
behaviours such as disengagement, absenteeism, turnover
intention and low job performance (Bakker ef al., 2004; Janse
van Rensburg, 2004; Kanungo, 1979, 1982; Roodt, 1991, 1997).

Personal alienation is defined as ‘... a state of psychological
separation from work in so far as work is perceived as
lacking the potential to satisfy one’s salient needs and
expectations’” (Kanungo, 1979, p. 131). Banai and Reisel
(2007, p. 466) defined two manifestations of alienation
in the work environment; firstly personal alienation that
’... represents the phenomenological experience of profound
disengagement covering a worker’s sense of self’ and
secondly social alienation that is the ... connection to others’.

Helping behaviour

The work behaviour that employees display during a working
period is referred to as job performance (Kahya, 2009).
Motowidlo, Borman and Schmit, (1997, p. 71) defined job
performance “...as the aggregated value to the organisation
based on the discrete behavioural episodes that an individual
performs over a standard interval of time’. Job performance
is divided into task performance or in-role performance of
‘... activities that are formally recognised as part of their
jobs” and a dimension referred to as contextual (also called
citizenship) performance of activities ... not directly related
to their main task function’ (Kahya, 2009, p. 3; Motowidlo
et al., 1997; Motowidlo & Van Scotter, 1994).

A specific type of organisational citizenship behaviour (OCB)
called helping behaviour, which is very similar to altruism
and the facilitation dimension of contextual performance,
is used in this study (LePine & Van Dyne, 1998). Podsakoff,
Mackenzie, Paine and Bachrach (2000, p. 516) defined
helping behaviour as ’... voluntary helping of others with or
preventing the occurrence of work-related problems’.

Page 5 of 17 . Original Research

http://www.sajip.co.za . doi:10.4102/sajip.v38i1.893

For the purpose of this study, Van Dyne and LePine’s (1998)
definition was used. They hold that helping behaviour is:

. promotive behavior that emphasizes small acts of
consideration. Helping is cooperative behavior that is
noncontroversial. It is directly and obviously affiliative; it builds
and preserves relationships; and it emphasizes interpersonal
harmony. (p. 109)

The first part of the definition of helping behaviour includes
various conceptualisations of helping behaviours, such as
altruism, peace-making, cheerleading and interpersonal
helping (Podsakoff et al., 2000).

Task performance

According to Motowidlo et al. (1997, p. 75) ‘... task
performance bears a direct relation to the organization’s
technical core, either executing its technical processes or
by maintaining and servicing its technical requirements’.
For the purpose of this study the definition of Williams and
Anderson (1991, p. 606) was used, which defines in-role
(task) performance as “... behaviours that are recognized by
formal reward systems and are part of the requirements as
described in job descriptions’.

Turnover intention

As mentioned above, turnover intention is a type of
withdrawal behaviour that is associated with under-
identification with work (Bakker, ef al., 2004; Janse Van
Rensburg, 2004, Kanungo, 1979, 1982, Roodt, 1991, 1997,
2004b). Turnover intention is reflected in Figure 1. Turnover
intention has been defined as the conscious and deliberate
willingness to leave the organisation. It is regarded as the
last in a sequence of withdrawal cognitions (Tett & Meyer,
1993). Withdrawal behaviour is the primary way employees
use to deal with issues in the employment relationship (Lo &
Aryee, 2003). Behavioural intention is a reliable determinant
of actual behaviour. This implies that turnover intention can
be used as a proxy for actual turnover (Jaros, Jermier, Koehler
& Sincich, 1993; Muliawan, Green & Robb, 2009). Actual
turnover behaviour is influenced by perceived alternative
employment opportunities (Jaros et al., 1993; Senter & Martin,
2007; Wheeler, Gallagher, Bouer & Sablynski, 2007). The
turnover phenomenon has significant cost consequences for
any organisation. Losing highly skilled technical employees
disrupts organisational functioning, service delivery and
administration. It also contributes to hiring and training
costs (Roodt & Bothma, 1997; Sulu, Ceylan & Kaynak, 2010).
For the purpose of this study the definition of Tett and
Meyer (1993, p. 262) is used, who defined turnover intention
as ‘... the conscious and deliberate wilfulness to leave
the organisation’.

Relationship between work-based identity and work
engagement

From the available research literature it seems that work-
based identity and work engagement share the sub-
constructs job involvement and commitment. The concept
job involvement forms part of the individual-psychological
dimension of the work-based identity prototype (Kirpal,
2004a, 2004b).




The term job involvement is used to refer to the need-
satisfying potential of a job (Rotenberry & Moberg, 2007).
It must be noted that job involvement is a construct distinct
from work involvement which is a construct with a wider
meaning (Hallberg & Schaufeli, 2006; Paullay, Alliger &
Stone-Romero, 1994). Work engagement is defined by
Schaufeli et al. (2002) as having the facets vigour, dedication,
and absorption. The term dedication (in a qualitative sense)
‘... refers to a particularly strong involvement’ (Schaufeli
et al., 2002, p. 74). Job involvement in this sense refers
to an aspect associated with the identification process, a
‘... cognitive or belief state” (Schaufeli et al., 2002, p. 74).

In their review of engagement, Macey and Schneider (2008)
refer to the terms dedication and absorption, as defined
by Salanova, Agut and Peiré (2005), as commitment and
involvement respectively. As job involvement is a facet
of work-based identity, and identity commitment is an
indication of the strength of that identity, it was foreseen that
there would be a strong positive correlation between work-
based identity and work engagement.

Personal alienation, burnout and helping behaviour are
closely related to work-based identity, work engagement,
turnover intention and task performance. They were therefore
included in the study so that a better understanding of their
relationship with the key variables used in the study could
be gained.

The following research hypothesis was based on the above-
mentioned discussion and formulated to investigate work-
based identity and work engagement’s prediction ability:

e Hypothesis 1: Work-based identity in combination with
personal alienation, helping behaviour and burnout
numerically explains more variance in turnover intention
than work engagement does.

When a hierarchical regression model was used to predict
turnover intention, a negative association between work
identity (comprising of Aryee and Luk’s [1996] 4-item
identity scale) and turnover intention (f = -0.34) was reported
by Wayne et al. (2006). A strong negative relationship was
reported between personal alienation and turnover intention
(Sulu et al., 2010). Khalid and Ali (2005) reported a statistically
significant negative relationship between facets of OCB
(helping behaviour of organisational citizenship behaviour)
and turnover intention. This finding implies that personal
alienation and OCB are possible predictors of turnover
intention. Schaufeli and Bakker (2004) presented evidence
that engagement and turnover intention were related and
that work engagement mediated the relationship between job
resources and turnover intention. In the available research no
evidence could be found that that work-based identity is a
predictor of turnover intention:

e Hypothesis 2: Work-based identity in combination with
personal alienation, helping behaviour and burnout
numerically explains more variance in task performance
than work engagement does.

Available research evidence indicates that work engagement
is a predictor of job performance (Kahn, 1990, 1992; Harter
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et al., 2002; Leiter & Maslach, 2004; Schaufeli et al., 2002).
According to Bakker et al. (2004), research investigating the
relationship between burnout and performance is scarce
and conflicting results have been reported. According to
the researchers the main reason for these conflicting results
is possibly that several studies used only the exhaustion
dimension of burnout together with self-reporting
instruments and did not distinguish between contextual
(extra-role) and task (in-role) performance. Wright and
Bonett (1997) presented evidence that emotional exhaustion
predicted work performance but they failed to establish a
relationship between depersonalisation, reduced personal
accomplishment and performance. Schaufeli and Bakker
(2004) presented evidence that burnout was related to
turnover intention and health problems. Cropanzano, Rupp
and Byrne (2003) found that emotional exhaustion (the
core facet of burnout) predicted performance and turnover
intention. Cropanzano et al. (2003) reported a statistically
significant positive relationship between OCB and job
performance.

Research design
Research approach

An empirical, quantitative research approach was followed,
and a cross-sectional field survey was conducted that
generated primary research data. Correlational data analysis
techniques were applied in the study, and this provided
plausible if ex post facto explanations for relationships.

Research method
Participants and sampling

A census-based sampling approach' was followed to survey
the heterogenic population up to middle management
(N = 23 134) in the employment of a large South African
information and communication technologies (ICT) sector
company over a period of one month. The survey was
conducted with a web-based questionnaire application.
A personal invitation was sent out by e-mail to the entire
population, with the Universal Resource Locator (URL)
address of the online survey attached. The response rate of
10.5% yielded a sample of 2429 research participants.

As can be seen in Table 1, most participants were male (63%).
The majority of the participants (44%) were of White ethnicity
followed by Black (26%), Mixed race (16%) and Asian or
Indian ethnicity (13%). The mean age of the participants was
40 years, an indication of a mature labour force.

Measuring instruments

The data were collected with a questionnaire that was web-
based and supported by a database to capture the data. The

1.Before the term census-based sampling can be understood, the terms census and
random sample need to be explained. In a census the whole target population is
surveyed and participation is compulsory. A random sample on the other hand is
a randomly selected portion of the target population; they can choose whether to
participate in the survey or not. A census-based sampling approach enumerates all
members of the target population (similar to a census) with the choice to participate
in the survey or not. Self-selection bias (which falls outside the control of the
researcher) equally affects response rates of census-based as well as other random
sampling strategies. Because a census-based sampling approach enumerates the
complete population as a sample, it is a more accurate sampling strategy compared
to normal random sampling strategies where only small portions of the population
are sampled.




TABLE 1: Biographical and demographical profile of the respondents (n = 2429).
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Variable Category f %
Age 20-29 292 12.0
30-39 960 39.5
40-49 877 36.1
50+ 300 12.4
Gender Female 893 36.8
Male 1536 63.2
Race Black 640 26.3
White 1070 44.1
Mixed race 395 16.3
Asian/Indian 324 13.3
Job Tenure 0-1 205 8.4
2-5 433 17.8
6-10 700 28.8
11-15 303 12.5
16-20 226 9.3
20+ 562 231
Education Grade 12 or less 988 40.7
Post-school certificate/diploma 479 19.7
National Diploma/National Higher 653 26.9
Diploma
Bachelor’s degree or equivalent, or 309 12.7
more
Location Central 119 4.9
Corporate 605 249
Eastern 318 131
Gauteng 450 18.5
North Eastern 336 13.8
Southern 159 6.5
Western 442 18.2
Marital Status Single 511 21.0
Married or cohabiting 1678 69.1
Divorced or separated 214 8.8
Widowed 26 1.1
Level Management 446 18.4
Operational 1334 54.9
Specialist 649 26.7
f, frequency.

seven scales used for this study were the (1) Work-based
Identity Scale (WI-28), (2) Burnout Scale (MBI-HSS-20), (3)
Utrecht Work Engagement Scale (UWES-17), (4) Personal
Alienation Scale, (5) Helping Behaviour Scale, (6) Turnover
Intention Scale and (7) Task Performance Scale.

All the items of the survey, with the exception of the UWES
and MBI-HSS-20 scales, were measured on a 7-point intensity
response scale anchored at extreme poles ranging from 1
(‘highly unlikely’) or low intensity to 7 (‘highly likely” or
‘high intensity’). Participants were asked to use the measuring
scale to indicate the degree to which the responses accurately
described their own situation and feelings by clicking on the
appropriate radio buttons.

Work-based Identity Scale: Although previous attempts
had been made to measure work-based identity (Aryee &
Luk, 1996; Buche, 2003, 2006, 2008, Walsh & Gordon, 2007;
Wayne et al., 2006), no suitable measuring instrument was
found that complied with the requirements of the theoretical
definition of work-based identity. Therefore scales that
measure individual facets of work-based identity as defined
in the work-base identity prototype (Bothma, 2011), such as
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work role centrality, person-environment fit, organisational
identification, job involvement, occupational and/or
professional identity, and career identity, were sourced,
adapted and combined to create a scale with which to
measure work-based identity (Lauver & Kristof-Brown, 2001;
Lodahl & Kejner, 1965; Mael & Ashforth, 1992; Roodt, 1997;
Roodt, De Braine, Bothma & Jansen, 2009; Serafini, Maitland
& Adams, 2006).

A proposed Work-based Identity Scale was compiled,
consisting of 36 items that represented the different facets of
work-based identity. Items from the following scales were
selected:

e Items were selected from the organisational-related
commitment scale of Roodt (1997). Examples of the
selected items are: “To what extent do you regard work
as the most important aspect in your life?” and “To what
extent does your job allow for the achievement of personal
goals?’

e Job involvement was measured with items that were
selected from Lodahl and Kejner’s Job Involvement Scale
(1965), for example ‘How likely are you to regard your
work as only a small part of who you are?’

e Items were also selected from three subscales of The
Functions of Identity Scale of Serafini ef al. (2006), namely
structure (defined as “... the structure of understanding
of who one is’), goals (defined as ’‘...meaning and
direction through commitments, values and goals’) and
future (defined as ‘...meaning and direction through
commitments, values and goals and sense of future”).

¢ Organisational identification was measured with the scale
of Mael and Ashforth (1992). Examples of the chosen items
are: ‘How often do you say “we” rather than “they” when
you talk about the organisation that you work for?” and
‘How interested are you in what others think about the
organisation that you work for?’

e Person-organisation fit was measured with items from the
scale of Lauver and Kristof-Brown (2001). Examples of the
selected items are: “To what degree do your values match
or fit the values of the organisation that you work for?’
and ‘To what degree are you able to maintain your values
at the organisation that you work for?’

e The reliability and validity of the instrument was
determined by submitting the 36-item questionnaire to a
first and second level factor analysis to determine factor
structure. This yielded a 28-item, uni-dimensional Work-
based Identity Scale with a Cronbach alpha of .95 (Roodt
et al., 2009).

Utrecht Work Engagement Scale (UWES): The UWES was
used to measure work engagement. The 17-item instrument
is composed of three sub-constructs namely vigour (six items)
with Cronbach alphas ranging from .75 to .82, dedication (five
items) with Cronbach alphas ranging from .88 to .90, and
absorption (six items) with Cronbach alphas ranging from .70
to .77 (Schaufeli et al., 2002). Examples of the selected items
are: ‘At my work, I feel bursting with energy” and ‘Time flies
when I'm working’. The work engagement items are scored
on a 7-point Likert-type scale ranging from 0 (‘never’) to 6




(‘always’) where 0 and 6 represent extreme values on the
scale (Schaufeli & Bakker, 2003). This study found a Cronbach
alpha of .91 for the UWES.

Maslach Burnout Inventory — Human Services Survey (MBI-
HSS-20): This scale was used to measure job burnout for this
study. The 20-item instrument is composed of three sub-
constructs namely emotional exhaustion (eight items) with
Cronbach alphas ranging from .85 to .90, depersonalisation
(i.e., negative, cynical attitudes and feelings about one’s
clients - five items), with Cronbach alphas ranging from .58
to .79, and reduced personal accomplishment (seven items)
with Cronbach alphas ranging from .70 to .71 (Gil-Monte,
2005; Maslach et al., 1996). Examples of the selected items are:
I feel emotionally drained from my work” and ‘T feel used
up at the end of the work day.” The job burnout items are
scored on a 7-point frequency rating scale ranging from 0
(‘never’) to 6 ("always’) where the 6 and 0 represent extreme
values on the scale (Maslach et al., 1986, 1996). This study
found Cronbach alphas of .89 for emotional exhaustion,
.70 for depersonalisation and .71 for reduced personal
accomplishment.

Personal Alienation Scale: This scale was used to measure
personal alienation (Banai, Reisel & Probst, 2004; Korman,
Wittig-Berman & Lang, 1981). Examples of the 5-item
Alienation Scale items are: “To what extent do you feel that
your daily activities don’t reflect your real interests and
values?” and “How likely is it that you would prefer to live a
different life than you are currently doing?” Banai and Reisel
(2007) report a Cronbach alpha of .80 for personal alienation.
This study found a Cronbach alpha of .81 for personal
alienation.

Helping Behaviour Scale: was used to measure helping
behaviour for this study. Examples of the 9-item Helping
Behaviour Scale items that were selected are: ‘How often do
you volunteer to do things in your work group” and ‘How
often do you help others who have heavy workloads?’
(Smith, Organ & Near, 1983; Van Dyne & LePine, 1998). Van
Dyne and LePine (1998) reported a Cronbach alpha for the
Helping Behaviour Scale in a range of .88 to .95. This study
found a Cronbach alpha of .86 for helping behaviour.

Turnover Intention Scale: Used to measure turnover
intention (the intention to leave the job) (Roodt, 2004b). To
enhance reliability, behaviour intention should be measured
within a reasonable time frame. This study uses a six-month
period, as recommended in the literature (Muliawan et al.,
2009). A total of six items were adapted from this scale;
examples are: 'How often have you considered leaving your
job?” and “How often do you look forward to another day at
work?’ Jacobs (2005) reported a Cronbach alpha of .91 for the
Turnover Intention Scale. This study found a Cronbach alpha
of .80 for turnover intention.

Task Performance Scale: This scale was used by supervisors
toassess employees’ task performance (Rotenberry & Moberg,
2007; Williams & Anderson, 1991). Examples of questions in
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the 9-item scale are: ‘How often does this employee perform
the tasks that are expected from them?” and ‘How frequently
does this employee fail to perform essential duties?” Care was
taken not to include items related to contextual performance.
Rotenberry and Moberg (2007) reported a Cronbach alpha
of .91 for the Task Performance Scale. This study found a
Cronbach alpha of .94 for task performance.

Research procedure

An electronic invitation to participate in the survey was
sent to the ICT sector company employees up to middle
management. The functionality of the web-based application
was of such nature that it allowed for ‘one-at-a-time
completion” of the survey instruments. The successful
completion of the questionnaire by the participant activated
the last survey instrument, in-role job performance, to be
completed by the participant’s supervisor. Weekly electronic
reminders were sent out to the target population reminding
them to participate. Participation was voluntary and no
incentives other than the reminders were used to enhance
participation.

Statistical analysis

The SPSS Windows programme version 17 of SPSS
International was used to conduct the statistical analysis
(Pallant, 2007). The statistical techniques used were factor
and reliability analysis, person correlations, stepwise
multiple regression analysis and ANOVAS for mediation,
and moderation testing.

Results

Distributions of item mean scores for Work-based Identity
Scale, Work Engagement Scale, Turnover Intention Scale and
Task Performance Scale are presented in Figure 1 to Figure 4.

As can be seen from Figure 1 and Figure 2, the distribution
of item mean scores for the Work-based Identity Scale and
the Utrecht Work Engagement Scale seems to be slightly
negatively skewed. This trend is a desired outcome as one
would want employees to have a high work-based identity
and work engagement.

As can be seen from Figure 3 and Figure 4, distribution of
item mean scores for the Turnover Intention Scale and Task
Performance Scale seem to be negatively skewed. This
trend is a desired outcome as employees are expected to be
committed and display positive task performance behaviours
towards the organisation.

The item inter-correlation matrix of all scales was tested for
suitability for factor analysis by means of the Kaiser-Meyer-
Olkin (KMO) of Measure of Sampling Adequacy (MSA) and
the Bartlett’s Test of Sphericity (Kim, 2011; Pallant, 2005,
2007). The results of these tests are discussed below.

The results of the Kolmogorov-Smirnov and Shapiro-Wilk
tests of the dataset indicated a violation of the assumption
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TABLE 2: Kolmogorov-Smirnov and Shapiro-Wilk tests for normality.

Constructs Kolmogorov-Smirnov® Shapiro-Wilk
Statistic df Sig. df Sig. df

Work-based identity (WI) 0.05 2.267 0.01 0.98 2.267 <.001
Reduce personal accomplishment (PA) 0.07 2.267 0.01 0.98 2.267 <.001
Emotional exhaustion (EE) 0.06 2.267 0.01 0.98 2.267 <.001
Depersonalisation (DP) 0.10 2.267 0.01 0.95 2.267 <.001
Vigour (V1) 0.16 2.267 0.01 0.89 2.267 <.001
Dedication (DE) 0.16 2.267 0.01 0.88 2.267 <.001
Absorption (AB) 0.14 2.267 0.01 0.90 2.267 <.001
Personal alienation (AL) 0.07 2.267 0.01 0.98 2.267 <.001
Helping behaviour (H-OCB) 0.07 2.267 0.01 0.96 2.267 <.001
Turnover intention (TI) 0.04 2.267 0.01 0.99 2.267 <.001
Task performance (TP) 0.11 2.267 0.01 0.93 2.267 <.001

df, degrees of freedom; Sig., Significance.
2, Lilliefors Significance Correction.
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of normality. As the significance values of both tests are
respectively smaller than p < .001, it can be concluded that
the dataset does not stem from a normal distribution. This
violation of normality is not serious as long as the non-
normality is caused by data skewness and not by outliers in
the data. The risk of drawing incorrect inferences is reduced
if samples of greater than 200 are used (Tabachnick & Fidell,
1996; 2001; 2007), considerably fewer than the sample of
n = 2429 used in this study. The data collected were therefore
suitable for the parametric statistical procedures applied in
the study. This statement is supported by Norman (2010,
p- 631), who concluded that ... parametric statistics can be
used with Likert data, with small sample sizes, with unequal
variances, and with non-normal distributions, with no fear of
“coming to the wrong conclusion”’.

Factor and reliability analysis

Item scores were intercorrelated and these matrices were
tested by means of the Kaiser-Meyer-Olkin (KMO) of
Measure of Sampling Adequacy (MSA) and the Bartlett’s Test
of Sphericity to determine their suitability for factor analysis.
KMO-MSA values of all the scales exceed the recommended
value of .6 (Hair, Anderson, Tatham & Black, 1998).

A first level factor analysis was conducted on the item
intercorrelation matrixes of the Work-based Identity Scale
(WI-28), Personal Alienation Scale, Helping Behaviour Scale,
Turnover Intention Scale, and Task Performance Scale as well
as the three Burnout and UWES sub-scales to investigate their
underlying factor structures. Principal Axis Factoring (PAF)
was used as the extraction method, followed by a Varimax
rotation with Kaiser Normalisation. Unidimensional factor
structures were extracted for the Personal Alienation Scale,
Helping Behaviour Scale, Turnover Intention Scale, Task
Performance Scale, as well as the three Burnout and UWES
sub-scales. All these scales or sub-scales yielded acceptable
reliabilities (see Table 3).

Second-level factor analyses were conducted on the sub-
score intercorrelation matrixes on the three dimensions
of the Maslach Burnout Inventory (MBI-HSS-20) and the
three dimensions of the Utrecht Work Engagement Scale
(UWES) to confirm their structure. For the Utrecht Work
Engagement Scale (UWES) two factors that explained about
64% of the variance in the factor space were postulated by
Kaiser’s (1970) criterion and extracted by means of Principal
Axis Factoring and a direct oblimin rotation. This finding
does not confirm the three-factor structure of the UWES.
The high correlations between the three dimensions vigour,
dedication, and absorption reported by Storm and Rothmann
(2003) are regarded as an indication that work engagement,
as measured by the UWES, is possibly a one-dimensional
construct. For the purpose of this study, work engagement
was operationalised as a uni-dimensional scale. The three-
dimensional structure for the Maslach Burnout Inventory
(MBI-HSS-20) was confirmed. The single-factor scale of
work engagement and the burnout sub-scales yielded
acceptable reliabilities.
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Second level factor analysis Work based Identity
Scale (WI-28)

Suitability of the 6 x 6 sub-score intercorrelation matrix for
a second level factor analysis was confirmed with KMO-
MSA, which measured .78, that is above the recommended
value of .6 (Hair ef al., 1998). Bartlett’s Test of Sphericity Chi-
square value was statistically significant (X%630) = 3884.30;
p < .001), thereby indicating the appropriateness of the data
for factor analysis. Two factors that explained about 66% of
the variance in the factor space were postulated according to
Kaiser’s (1970) criterion and extracted by means of Principal
Axis Factoring and a direct oblimin rotation. The results
obtained from the iterative item reliability analysis of the
Work-based Identity Scale, Factor 1, yielded a Cronbach
Alpha of .95, indicating acceptable internal consistency
reliability. The second extracted factor (that contained
experimental items on ‘future’) did not form part of the
theoretical conceptualisation of work-based identity and
was omitted from further analysis. Work-based identity is
therefore conceptualised as a uni-dimensional construct with
acceptable internal consistency reliability.

Pearson correlations between the variables were calculated
to determine the nature and strength of the bivariate
relationships between the variables. The inter-correlation
matrix for the study is presented in Table 3 below.

All the variables used in this study had a statistically
significant relationship with work-based identity and
work engagement. Note, for example, the differences in
the correlations between work-based identity and work
engagement with the other variables listed. A strong positive
relationship was found to exist between work-based identity
and work engagement (r (2429) = 0.71; p < .001).

It was anticipated that multicollinearity would not pose
a problem in the predictive relationship between WE and
WI. The Pearson product moment coefficients (see Table 3)
showed a medium effect (r (2429) = 0.71; p < .001), and this is
well below the level of concern (r = .80) for collinearity to be
present (Field, 2009; Hutcheson & Sofroniou, 1999). Further
regression analyses show that both the VIF and tolerance
values of 1.0 for WI and WE are below five. The condition
index (7.41) is below the stated threshold.

Work-based identity predicting turnover intention

Stepwise multiple regression analysis was used to produce
a predictive model from the predictor variables work-based
identity (WI), personal alienation (AL), helping behaviour
(H-OCB), emotional exhaustion (EE), depersonalisation (DP),
and reduced personal accomplishment (PA). The model is
parsimonious and accurate because it excludes variables that
do not contribute to explaining differences in the dependent
variable turnover intention (TI) (see Table 4).

As reflected in Table 4, of all the predictor variables used in
the stepwise multiple regression model, AL, EE, WI, H-OCB
and PA contribute towards predicting TI. The five predictor
variables accounted for 61% of the variance in TI. The regression
coefficients of the predictor variables are ranked according to
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TABLE 3: Inter-correlation matrix (Pearson Correlations) of the different constructs.

Constructs ™M sD wi AL H-0CB PA EE DP WE T ™
wi 136.8 29 [.95] 5 - - 5 . = - -
AL 20.76 7 -56° 1.81] - - - - - - -
H-0CB 49.36 8.7 37" -13" 1.86] - . . . - -
PA 29.15 7.6 35" 22" 29 [.71] - - - - -
EE 19.82 12 -397 517 117 -.05" 1.89] - - - -
DP 8.49 6.3 -26" 33" -07" -.05" 66" 1.70] - - -
WE 24.13 7 71" 62" 35" 427 -40" 27" [.91] 2 2
T 25.21 8.1 -56 -73" 117 -20" 56" 37" -58" 1.80] -
P 51.75 8.8 08” -13" 117 08" -.06™ 07" .09” 13 1.94]

M, mean; SD, standard deviation; W1, Work-based identity; AL, Personal alienation; H-OCB, Helping behaviour; PA, Reduce personal accomplishment; EE, Emotional exhaustion; DP, Depersonalisation;

WE, Work engagement; Tl, Turnover intention; TP, Task performance.
Coefficient alphas are presented in brackets along the diagonal.

n= 2429

*, p<.05; **, p <.001

TABLE 4: Results of stepwise multiple regression of work-based identity (WI), personal alienation (AL), helping behavior (H-OCB), deperonalisation (DP), reduce personal

accomplishment (PA) and emotional exhaustion (EE) on turnover intention (TI).

Constructs Unstandardised coefficients Standardised coefficients
R R Adjusted R* R*Change B SE B t P

(Constant) - - - - 14.711 1.07 - 13.742 .001
AL 731° .534 .534 .534 .572 0.019 .493 29.81 .001
EE .764° .583 .583 .049 .158 0.01 .236 15.5 .001
Wi .782¢ 611 611 .028 -.059 0.005 -.213 -12.857 .001
H-OCB .783¢ 613 .613 .002 .068 0.016 .058 4214 .001
PA .784¢ 614 613 .001 .030 0.015 .028 2.008 .045

R, multiple correlation; R?, proportion variance explained; B, regression coefficient; SE, standard error; B, standardised regression coefficient; 7, obtained #-test value; p, obtained significance value;
AL, Personal alienation; EE, Emotional exhaustion; W1, Work-based identity; H-OCB, Helping behaviour; PA, Personal alienation.

Regression coefficients are significant at the p <.001 level.

Turnover intention (TI) is a dependant variable.

2, Predictors: (Constant), Personal alienation (AL).

b, Predictors: (Constant), Personal alienation (AL); Emotional exhaustion (EE).

<, Predictors: (Constant), Personal alienation (AL); Emotional exhaustion (EE); Work-based identity (W1).
9, Predictors: (Constant), Personal alienation (AL); Emotional exhaustion (EE); Work-based identity (WI); Helping behaviour (H-OCB).
¢, Predictors: (Constant), Personal alienation (AL); Emotional exhaustion (EE); Work-based identity (WI); Helping behaviour (H-OCB); Reduce personal accomplishment (PA).

TABLE 5: Results of stepwise multiple regression of work engagement (WE), personal alientation (AL), helping behavior (H-OCB), depersonalisation (DP), reduce personal

accomplishment (PA) and emotional exhaustion (EE) on turnover intention (TI).

Constructs Unstandardised Coefficients Standardised Coefficients

R R Adjusted R? R?Change B SE B t p
(Constant) = = = = 14.19 0.931 = 15.241 .001
AL 7312 0.534 0.534 0.534 0.561 0.02 0.483 28.031 .001
EE .764° 0.583 0.583 0.049 0.159 0.01 0.237 15.648 .001
WE 779¢ 0.607 0.607 0.024 -0.083 0.007 -0.214 -12.64 .001
H-0CB .781¢ 0.609 0.609 0.002 0.054 0.016 0.046 3.395 001

R, multiple correlation; R?, proportion variance explained; B, regression coefficient; SE, standard error; B, standardised regression coefficient; #, obtained ¢-test value; p, obtained significance value;
AL, Personal alienation; EE, Emotional exhaustion; WE; Work engagement; H-OCB, Helping behaviour.

Regression coefficients are significant at the p <.001 level.

Turnover intention (TI) is a dependant variable.

2, Predictors: (Constant), Personal alienation (AL).

b, Predictors: (Constant), Personal alienation (AL); Emotional exhaustion (EE).

¢, Predictors: (Constant), Personal alienation (AL); Emotional exhaustion (EE); Work engagement (WE).

9, Predictors: (Constant), Personal alienation (AL); Emotional exhaustion (EE); Work engagement (WE); Helping behaviour (H-OCB).

their variance contribution, when the variance explained by
the other variables in the model is accounted for. The beta
coefficients reflect the regression weights of each predictor
variable in the prediction of TI. The significance levels of all
predictors in the model are less than p < .001.

The combined regression equation for turnover intention (TT)
is as follows:

TI=14.711 + 0.572 [AL] + 0.158 [EE] - 0.059
[WI] + 0.068 [H-OCB] + 0.30 [PA] [Eqn1]

Work engagement predicting turnover intention

Stepwise multiple regression analysis was used to produce a
predictive model from the selected predictor variables, WE,
AL, H-OCB, EE, DP and PA. The model is parsimonious and
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accurate because it excludes variables that do not contribute
to explaining differences in the dependent variable turnover
intention (TT) (see Table 5).

As reflected in Table 5, out of the predictor variables used
in the stepwise multiple regression model, AL, EE, WE
and H-OCB contribute towards predicting TI. The four
predictor variables accounted for 61% of the variance in
TI. The regression coefficients of the predictor variables
are ranked according to their variance contribution, when
the variance explained by the other variables in the model
is accounted for. The beta coefficients reflect the regression
weights of each predictor variable in the prediction of TI.
The significance levels of all predictors in the model are less
than p < .001.




The combined regression equation for turnover intention (TT)
can be formulated as:

TI = 14.190 + 0.561 [AL] + 0.159 [EE] - 0.83 [WE] +

0.54 [H-OCB] [Eqn 2]

Work-based identity and work engagement predicting
turnover intention

Stepwise multiple regression analysis was used to produce a
predictive model from the selected predictor variables, WI,
WE, AL, H-OCB, EE, DP and PA. The model is parsimonious
and accurate because it excludes variables that do not
contribute to explaining differences in the dependent variable
turnover intention (TI) (see Table 6).

As reflected in Table 6, of the predictor variables used in the
stepwise multiple regression model, AL, WE, EE and WI
contribute towards predicting TI. The four predictor variables
account for 62% of the variance in TI (R? = .620). It should be
noted that H-OCB has been omitted from the equation. The
regression coefficients of the predictor variables are ranked
according to their variance contribution, when the variance
explained by the other variables in the model is accounted
for. The beta coefficients reflect the regression weights of each
predictor variable in the prediction of TI. The significance
levels of all predictors in the model are less than p < .001.

The combined regression equation for turnover intention (TT)
is as follows:

TI =19.409 + 0.544 [AL] - 0.044 [WE] + 0.153
[EE] - 0.038 [WI] [Eqn 3]

Work-based identity predicting task performance

Stepwise multiple regression analysis was used to produce
a predictive model from the selected predictor variables WI,
AL, H-OCB, EE, DP and PA. The model is parsimonious and
accurate because it excludes variables that do not contribute
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to explaining differences in the dependent variable task
performance (TP) (see Table 7).

As reflected in Table 7, of all the predictor variables used
in the stepwise multiple regression model, AL and OCB
contribute towards predicting TP. The two predictor
variables accounted for 3% of the variance in TI. The beta
coefficients reflect the regression weights of each predictor
variable in the prediction of TP. The significance levels of all
predictors in the model are less than p < .001. The combined
regression equation for task performance (TP) is as follows:

TP = 48.082 — 0.144 [AL] + 0.145 [H-OCB] [Eqn 4]

Work engagement predicting task performance

Stepwise multiple regression analysis was used to produce a
predictive model from the selected predictor variables WE,
AL, H-OCB, EE, DP and PA. The model is parsimonious and
accurate because it excludes variables that do not contribute
to explaining differences in the dependent variable task
performance (TP) (see Table 8).

As reflected in Table 8, of all the predictor variables used
in the stepwise multiple regression model, AL and OCB
contribute towards predicting TP. The two predictor
variables accounted for 3% of the variance in TP. The beta
coefficients reflect the regression weights of each predictor
variable in the prediction of TP. The significance levels of all
predictors in the model are less than p < .001. The combined
regression equation for task performance (TP) is as follows:

TP = 48.082 — 0.144 [AL] + 0.145 [H-OCB] [Eqn 5]

Work-based identity and work engagement predicting
task performance

Stepwise multiple regression analysis was used to produce
a predictive model from the selected predictor variables WI,
WE, AL, H-OCB, EE, DP and PA. The model is parsimonious

TABLE 6: Results of stepwise multiple regression of work engagement (WE), work-based identity (WI), personal alienation (AL), helping behavior (H-OCB), depersonalisation
(DP), reduce personal accomplishment (PA) and emotional exhaustion (EE) on turnover indention (TI).

Constructs Unstandardised coefficients Standardised coefficients

R R? Adjusted R? R?Change B SE B t )2
(Constant) - - - - 19.409 .888 - 21.864 .001
AL 7312 0.534 .534 .534 .544 .020 469 27.279 .001
WE .754° 0.568 .568 .034 -.044 .007 -.113 -5.897 .001
EE 779 0.607 .607 .040 153 .010 227 15.081 .001
WI .785¢ 0.617 .616 .009 -.038 .005 -.138 -7.585 .001

R, multiple correlation; R?, proportion variance explained; B, regression coefficient; SE, standard error; B, standardised regression coefficient; 7, obtained #-test value; p, obtained significance value;

AL, Personal alienation; WE, Work engagement; EE, Emotional exhaustion; WI, Work-based identity.

Regression coefficients are significant at the p <.001 level.

+, Task performance (TP) is a dependent variable.

2, Predictors: (Constant), Personal alienation (AL).

b, Predictors: (Constant), Personal alienation (AL); Work engagement (WE).

<, Predictors: (Constant), Personal alienation (AL); Work engagement (WE); Emotional exhaustion (EE).

9, Predictors: (Constant), Personal alienation (AL); Work engagement (WE); Emotional exhaustion (EE); Work-based intention (WI).

TABLE 7: Results of stepwise multiple regression of work-based identity (WI), personal alienation (AL), helping behavior (H-OCB), depersonalisation (DP), reduce personal

accomplishment (PA) and emotional exhaustion (EE) on task performance (TP).

Constructs Unstandardised Coefficients Standardised Coefficients

R R Adjusted R* R*Change B SE B t 4
(Constant) - - - - 48.082 1.405 - 34.222 .001
AL .130° .017 .016 .017 -.144 .026 -.115 -5.519 .001
H-OCB .173° .03 .029 .013 .145 .026 114 5.485 .001

R, multiple correlation; R?, proportion variance explained; B, regression coefficient; SE, standard error; B, standardised regression coefficient; #, obtained #-test value; p, obtained significance value;

AL, Personal alienation; H-OCB, Helping behaviour.

Regression coefficients are significant at the p <.001 level.

Task performance (TP) is a dependent variable.

2, Predictors: (Constant), Personal alienation (AL).

®, Predictors: (Constant), Personal alienation (AL); Helping behaviour (H-OCB).
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and accurate because it excludes variables that do not
contribute to explaining differences in the dependent variable
task performance (TP) (see Table 9).

The two predictor variables accounted for 3% of the variance
in TL. The beta coefficients reflect the regression weights of
each predictor variable in the prediction of TP. It should be
noted that both WI and WE are excluded in the prediction
model. The significance levels of all predictors in the model
are less than p < .001.

The combined regression equation for task performance (TP)
is as follows:

TP = 48.082 - 0.144 [AL] + 0.145 [H-OCB] [Eqn 6]

Discussion

The main purpose of the study was to determine whether
there was a difference between work-based identity and
work engagement (in combination with personal alienation,
helping behaviour and burnout) as potential antecedents
(amongst numerous others) of task performance and turnover
intention. Although several researchers have made valuable
contributions in WI research, their research seemed to be
primarily focused on the antecedents and WI construction,
transformation and maintenance processes, with little
reference to the subjective and objective consequences
(Agostino, 2004; Buche, 2003, 2006, 2008; Pratt et al., 2006;
Walsh & Gordon, 2007).

Similarly, WE-related research focused primarily on WE
construction and maintenance, and inadequately on WE
impact on organisational outcomes (Bakker & Schaufeli,
2008; Macey & Schneider, 2008; Schaufeli & Bakker, 2001,
2003, 2004; Schaufeli et al., 2002; Schaufeli et al., 2006).

This study is, to our knowledge, one of the first to investigate
the impact of both work-based identity and work engagement
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on selected organisational outcomes. The study further
shows that it is worth making the distinction between work-
based identity and work engagement.

Summary of findings

A strong, statistically significant positive relationship was
found to exist between work-based identity and work
engagement. This can possibly be attributed to the partial
conceptual overlap between the two constructs as mentioned
by Macey and Schneider (2008); Schaufeli et al. (2002);
and Stets and Burke (2003); however, because this strong
relationship does not pose a collinearity problem — as was
confirmed by the collinearity statistics - it can be suggested
that they are independent constructs in their own right.

There is a weak but statistically significant positive
relationship between task performance, work-based identity
and work engagement. There is a statistically significant
high negative relationship between turnover intention (stay
or leave), work-based identity and work engagement. A
statistically significant high positive relationship was found
between alienation and turnover intention (see Table 3). The
statistically significant findings are in line with previous
research that conceptualised alienation and turnover
intention as withdrawal behaviour by individuals, thatis a
movement away from the social identity entities (Carmeli &
Gefen, 2005; Khalid & Ali, 2005).

It was found that work-based identity in combination with
the above-mentioned variables explains 61% of the variance
in turnover intentions (see Table 4). AL emerged as the most
important predictor of T, and this is supported by previous
research (Janse Van Rensburg, 2004; Roodt, 2004a). Another
finding was that H-OCB contributed positively towards
predicting TI. This contradicts previous withdrawal research
findings which indicated that if employees decided to leave
the organisation, their contextual performance (OCBs)
deteriorated (Lee & Mitchell, 1994; Scroggins, 2008).

TABLE 8: Results of stepwise multiple regression of work engagement (WE), personal alienation (AL), helping behavior (H-OCB), depersonalisation (DP), reduce personal

accomplishment (PA) and emotional exhaustion (EE) on task performance (TP).

Constructs Unstandardised Coefficients Standardised Coefficients

R R Adjusted R? R*Change B SE B t p
(Constant) - - - - 48.082 1.405 - 34.222 .001
AL .130° .017 .016 .017 -.144 .026 -.115 -5.519 .001
H-OCB .173° .030 .029 .013 .145 .026 114 5.485 .001

R, multiple correlation; R?, proportion variance explained; B, regression coefficient; SE, standard error; B, standardised regression coefficient; ¢, obtained r-test value; p, obtained significance value;

AL, Personal alienation; H-OCB, Helping behaviour.

Regression coefficients are significant at the p <.001 level.

Task performance (TP) is a dependent variable.

2, Predictors: (Constant), Personal alienation (AL).

5, Predictors: (Constant), Personal alienation (AL); Helping behaviour (H-OCB).

TABLE 9: Results of stepwise multiple regression of work-based identity (WI), work engagement (WE), personal alienation (AL), helping behavior (H-OCB), depersonalisation
(DP), reduced personal accomplishment (PA) and emotional exhaustion (EE) on task performance (TP).

Constructs Unstandardised Coefficients Standardised Coefficients

R R’ Adjusted R? R?Change B SE [ t P
(Constant) - - - - 48.082 1.405 - 34.222 .001
AL 1307 .017 .016 .017 -.144 .026 -.115 -5.519 .001
H-OCB .173° .030 .029 .013 .145 .026 114 5.485 .001

R, multiple correlation; R?, proportion variance explained; B, regression coefficient; SE, standard error; B, standardised regression coefficient; ¢, obtained r-test value; p, obtained significance value;

AL, Personal alienation; H-OCB, Helping behaviour.

Regression coefficients are significant at the p <.001 level.

Task performance (TP) is a dependent variable.

2, Predictors: (Constant), Personal alienation (AL).

5, Predictors: (Constant), Personal alienation (AL); Helping behaviour (H-OCB).
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It was found that WE in combination with the same variables
also predicted 61% of the variance in TI (see Table 5). This
result is in agreement with the findings of a meta-analysis by
Harter et al. (2002). The stepwise multiple regression analysis
did not support Hypothesisl as it was found that there was
no difference in the ability of WI or WE in combination with
the other predictor variables to explain variance in TI (see
Table 4 and Table 5). When both WE and WI were included
in the regression equation, only a marginal improvement in
variance (AR? = 0.009) occurred and H-OCB was therefore
excluded from the equation (see Table 6). It therefore seems
as if the inclusion of WI with WE is a substitute for H-OCB.
No other research could confirm this finding.

A statistically significant, but weak, positive relationship was
found between work-based identity, work engagement and
task performance (see Table 3). Stepwise multiple regression
analysis was used to produce a predictive model that
indicated that only AL and H-OCB emerged as important
predictors of TP. No support for Hypothesis 2 was found (see
Table 7, Table 8 and Table 9). This is not in accordance with
the general perception that either WE or WI is a predictor
of task performance (Bakker, Schaufeli, Leiter & Taris, 2008;
Harter et al., 2002; Macey & Schneider, 2008; Simpson, 2009).
These results may, however, also be attributable to the
skewed task performance scores.

Managerial implications and recommendations

The mostimportant production factor of any organisationisits
human resources, as people act as the catalysts for unlocking
other organisational resources. Employee behaviour impacts
on subjectively (self-reporting) and objectively measured
work outcomes, and these in turn impact on the bottom line
of organisations (Walsh & Gordon, 2007).

Work-based identity - the answer to the question “‘Who am
I at work?” — and work engagement play important roles
in employee behaviour as they are indicators of employee
energy to activate work-related identities. In the study it
was found that both WI and WE had a strong statistically
significant negative relationship with turnover intention
(withdrawal behaviour) and both turned out to significant
factors when variances in predicting turnover intention had
to be explained. It is therefore suggested that organisations
should always be on the lookout to find ways of improving
employees” work experience, ways to engage the body,
mind and soul of every employee (Bakker & Schaufeli, 2008;
Ulrich, 1997; Walsh & Gordon, 2007). Organisations should
include the reinforcement of social identification in the work
environment (e.g., organisation, work group).

Social identification gives the individual a ‘perception of
oneness’ (Ashforth & Mael, 1989) with the organisation or
work group, so that he or she is willing to take responsibility
to ensure its success. The breakdown of work-based
identities, for example through unfair personnel practices
and retrenchments, have a significant impact on work
outcomes (Agostino, 2004; Amiot et al., 2007).

Page 14 of 17 . Original Research

http://www.sajip.co.za . doi:10.4102/sajip.v38i1.893

Limitations of the study

The statistically significant positive correlation that was
found between WI and WE (r (2428) = 0.7; p < .001) indicated
that these constructs share about 50% variance and that there
may be some evidence of concept redundancy. A similar
finding was reported by De Braine and Roodt (2011) where
selected job resources and demands were used to predict WI
and WE. There may even be some degree of overlap with
the burnout sub-scale personal accomplishment (PA), WI
(r (2428) = 0.35; p < .001) and WE (r (2428) = 0.42; p < .001).
The possible overlap in meaning between scales could have
an impact on the research findings, and can be addressed
by refining the measurements. Longitudinal research,
specifically cross-lagged panel design studies, can also help
to untangle the relationship between WI, WE, AL and the
burnout dimensions EE, DP and PA.

The negative distribution of scores may have a serious
truncation effect (restriction of range) when applied in
a predictive model. No corrections were made for these
truncation effects, which may be viewed as a limitation of
the study.

Suggestions for future research

Future research can focus on the refinement of the work-
based identity and the work engagement scales. This can
be done by untangling the possible relationship that exists
between work-based identity and work engagement, and
taking the two work engagement dimensions identification
and activation into consideration.

A work-based identity (or a set of work-related identities)
is derived from work-related social foci through a process
self-categorisation (social identity theory) or identification
(identity theory) (Stets & Burke, 2000). A score on the work-
based identity measure can be expressed as a value on a
bipolar identification continuum to reflect the degree of
identification with specific foci. One pole of this identification
continuum represents cynicism and/or alienation (under-
identification) whilst the other pole represents dedication
and/or workaholism (extreme identification) (adapted from
Janse Van Rensburg, 2004; Kanungo, 1979; Roodt, 1991, 1997;
Schaufeli & Bakker, 2001).

The activation dimension can be conceptualised as a bipolar
continuum with vigour (high levels of energy and mental
resilience — a sub-construct of work engagement), as the
positive pole, and exhaustion (low energy levels — a sub-
construct of burnout) as the opposite pole (Maslach, 2003;
Maslach & Leiter, 1997; Schaufeli & Bakker, 2001). Activation,
as indicator of individuals’ energy levels, may come into
play once the work-based identity has been activated. An
interesting study would be to investigate the reasons for the
weak relationship between TP, WI and WE. From a practical
perspective it would be interesting to investigate the impact
of the management as key work-related foci on employee
behaviour.




Conclusion

The main objective of the study was to compare WI and WE,
in combination with AL, H-OCB, the burnout dimensions
EE, PA and DP as possible predictors of TI (stay or leave)
and TP. The findings reported here suggest that there is no
numerical difference in the variances to be found between WI
and WE in combination with the other predictors used in the
study to predict turnover intention. The contribution of WI
and WE to predict TP are statistically insignificant. The main
objective of the study has therefore been achieved. Future
research can focus on untangling the relationship between
WI, WE and the burnout sub-scale PA and the refinement of
WI measurement.
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