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Ticket to rate: antecedents to turnover intention among 
teachers
Dag Yngve Dahle a and Arild Wæraasb

aFaculty of Health, Welfare and Organisation, Østfold University College, Halden, Norway; bOslo Business 
School, Oslo Metropolitan University, Oslo, Norway

ABSTRACT
Since the millennium, marketization of upper secondary education 
involving control, accountability, and performance has changed the 
working life of many teachers in the Western world. The objective of 
this paper is to examine the relationship between turnover intention 
and control-oriented HRM, performance appraisal, and heteronomy. 
Leader-member exchange (LMX) is tested as a possible mediator and 
moderator. The study is based on quantitative data from a survey of 
Norwegian high school teachers (n = 1055) in three areas. Sample 
characteristics correspond with characteristics for the overall teacher 
population in Norway. The main methods of analysis include path 
analysis and bootstrapping. Analyses uncover positive relationships 
between turnover intention and all three variables. LMX mediated all 
relationships. No moderation effects of LMX were found. Direct 
relationships did not differ with gender, but mediation effects did. 
Among female teachers control-oriented HRM and heteronomy dis-
turbed the LMX relationship so much that these variables increased 
their intention to quit. Our study contributes by showing that turn-
over intention among teachers should be understood in conjunction 
with marketization and de-regulation reforms, as these have 
increased the proliferation of control-oriented HRM and heteronomy. 
We highlight the significance of LMX for understanding turnover 
intentions, and the practical implications of our findings.

Introduction

Statistics Norway has estimated a shortage of 8,000 full-time teachers in Norway in 2022, 
which is likely to continue at least until 2030 (NAV, 2021). In light of this, teacher 
turnover is a considerable problem. Norwegian schools will benefit greatly if they are able 
to keep their teachers from leaving their jobs, and, possibly, from leaving the teaching 
profession. One-third of all teachers in the country ‘left the teaching profession within 5 
years’ (Tiplic et al., 2015, p. 452) after entering the profession, mirroring an international 
trend of teacher attrition (Qin, 2021). In the U.S., up to 40 percent of teachers are found 
to leave within 5 years (M.-L. Chang, 2009).
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Several factors may explain teacher turnover intention, defined as ‘a conscious and 
deliberate willfulness to leave one’s organization’ (Poon, 2012, p. 1505). In the present 
study contextual or situated factors relating to working conditions are examined as 
potential antecedents to turnover intention, which are regarded as a pre-stage to turnover 
(Griffeth et al., 2000), defined as teachers exiting their current school (Nguyen et al.,  
2020). Instead of focusing on school context variables like a marginalized student body, 
discipline problems, time pressure, and excessive workload (Skaalvik & Skaalvik, 2011,  
2020), we study variables like HRM approach, lack of autonomy, performance appraisal 
(dis)satisfaction, and leader-member exchange.

Such variables deserve more focused attention in the study of the changing working life of 
Norwegian teachers. In the last 15 years education in Norway has undergone a transition from 
a regulated to a deregulated system inspired by New Public Management reforms. The 
transition has been and is most visible in the capital of Oslo, but de-regulation is the norm 
in the educational system in the whole country. Upper secondary education has been partly 
marketized, setting up quasi-markets where performance and accountability are promoted 
through reporting, tests, benchmarking, and performance appraisals (PA) of teachers in the 
form of rating. PA is defined as ‘a formal process (. . .) by which employees are evaluated by 
some form of judge (typically a supervisor) who assesses the employee’s performance along 
a given set of dimensions, assigns a score to that assessment, and then usually informs the 
employee of his or her formal rating’ (DeNisi & Murphy, 2017, p. 421). With PA organizations 
aim to review, measure, and improve the performance of employees, and distribute rewards 
(Aguinis, 2009; Bayo-Moriones et al., 2020). PA is usually part of a human resource manage-
ment (HRM) system, which may differ in the level and mode of control imposed on employ-
ees. While a high-commitment HRM system “aims to create a psychological bond between the 
employee and the organization to ensure that employees are committed to organizational 
goals“ (Meijerink et al., 2020, p. 2895), a control-oriented system is reminiscent of Taylor’s 
scientific management in that it seeks to ‘establish order, exercise control and achieve 
efficiency in the application of the work force’ (Walton, 1985, p. 78). Although the two 
approaches may be regarded as ‘two different modes of control’ (Wright & Essman, 2021, 
p. 210), employees facing control-oriented HRM often enjoy less autonomy than colleagues in 
organizations with a more commitment-oriented approach (Boselie et al., 2021; Lepak & Snell,  
2002). This, termed heteronomy, reflects low levels of ‘freedom, independence, discretion to 
schedule work’ and few opportunities to ‘make decisions, and choose the methods used to 
perform tasks’ (Morgeson & Humphrey, 2006, p. 1323).

HRM “involves management decisions related to policies and practices that together 
shape the employment relationship and are aimed at achieving certain goals“ (Boselie et al.,  
2021, p. 484) and can be defined as ‘the management of work and people toward desired 
ends’ (Boxall et al., 2007, p. 1). Prior studies indicate that HRM has a key role in marketized 
public organizations eager to improve their competitiveness and reputation. As such, HRM 
seems to materialize as more control-oriented than commitment-oriented HRM (Wæraas 
& Dahle, 2020), invoking an instrumental type of performance feedback and less auton-
omy. In a time where schools need more, not fewer, teachers, understanding the con-
sequences of such control-oriented HRM systems for turnover intention seems to be of the 
utmost importance, especially given that teachers traditionally have enjoyed a high level of 
professional autonomy and have not been subjected to rigid performance appraisal systems 
in the past. Thus, the main research question for the present study is:
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To which extent are control-oriented HRM, performance appraisal dissatisfaction, and hetero-
nomy antecedents to turnover intention for teachers?

In the present paper, we make several contributions to scholarship on turnover intention 
in general, but also in a more specific educational context. First, we provide a quantitative 
examination of whether de-regulation-related variables such as control-oriented HRM, 
heteronomy, and performance appraisal affect turnover intention. Second, we analyze 
our findings in light of social exchange theory. Third, and relatedly, we find that the 
quality of the relationship between leader and member, referred to as the leader-member 
exchange relationship (LMX), is a prominent mediator, but not moderator. Fourth, the 
direct effects of the independent variables on turnover intention do not vary with gender, 
but two out of three indirect effects – with LMX as a mediator – vary with gender.

To offer insights into these topics, theoretical aspects and methodological choices are 
presented, followed by presentation, analysis, and discussion of empirical findings, plus 
suggested avenues for future research.

Theoretical observations and hypotheses

Teacher exposure to de-regulation in a social exchange perspective

The present paper represents a novel understanding of the implications of de-regulative 
practices in public sector schools by critically assessing whether such practices can 
potentially be problematic for the quality of social exchange relationships, which in 
turn may encourage turnover intention. By studying the relationships between turnover 
intention and de-regulation-related variables like control-oriented HRM, heteronomy, 
and rating satisfaction in light of social exchange theory, their potential effect on 
intention to quit may be understood as a result of lowered social exchange quality.

First, as leader-member exchange is included in the model, the role of the social 
exchange, as ‘an exchange of social rewards’ (Blau, 1964, p. 14), between leader and 
employee is prominent in this research. A social exchange is defined as ‘a series of 
interactions that generate obligations’ (Cropanzano & Mitchell, 2005, p. 874). The 
exchange, which applies to intrinsic, not economic, benefits, is regarded to have the 
following core features: ‘(1) an actor’s initial treatment toward a target individual, (2) 
a target’s reciprocal responses (both attitudinal and behavior) to the action, and (3) 
relationship formation’ (Cropanzano et al., 2017, p. 2).

Inherent is the principle of reciprocity, which in reality is about generated perceived 
obligations to repay intrinsic benefits so that ‘an action by one party leads to response by 
another’, and ‘something has to be given and something returned’ (Cropanzano & 
Mitchell, 2005, p. 876). The overall outcome is commonly regarded to be a long-term 
positive relationship based on a two-way commitment and mutual gratifications between 
parties, usually leader and employee.

Performance appraisal (Jawahar, 2007; Keeping & Levy, 2000; Pulakos & 
O’Leary, 2011) and heteronomy (Gagné & Bhave, 2011; Thompson & Prottas,  
2006) have been associated with negative employee reactions (Pichler, 2019). 
Relatedly, control-oriented HRM is linked to perceived injustice (Iqbal et al.,  
2015), perceived unfairness (Kavanagh et al., 2007) and emotional exhaustion 
(M. Brown & Benson, 2003) plus other unwanted outcomes like rating halo 
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(Palmer & Loveland, 2008), rating errors and biases and low rating accuracy (Levy 
& Williams, 2004).

Relatedly, low-quality social exchanges are linked to several undesirable outcomes, like 
‘disrespect, restrained communication, misunderstanding, non-supportiveness and low 
commitment’ (Othman et al., 2010, p. 341), due to ‘leader’s inaccurate assessment of 
group members’ and ‘a sense of unfairness’ (Othman et al., 2010, p. 341), and even a 
higher risk of suicide (Blais et al., 2021). Low-quality social exchanges are also related to 
turnover intention (Gerstner & Day, 1997). The mechanism behind is the antithesis of 
reciprocity. When no commitment to reciprocate with appropriate behavior is enabled 
through the relationship between teachers and their leader, chances are higher that 
teachers will want to quit their jobs.

Antecedents to turnover intention

Review papers have uncovered antecedents to turnover intention like ambiguity, role 
conflict (Ghapanchi & Aurum, 2011), role stressors, emotional exhaustion, depersonaliza-
tion, family-work conflict (Park & Min, 2020), low-quality psychosocial work environment, 
intense workload, high stress levels (L. J. Hayes et al., 2012), low levels of transformational 
leadership style (Sun & Wang, 2017), and workplace incivility (Namin et al., 2021).

Identified antecedents among teachers include lack of supervisory, administrative and 
professional support (Borman & Dowling, 2008; Goddard & O’Brien, 2003; Skaalvik & 
Skaalvik, 2011; Tiplic et al., 2015) and communication (Borman & Dowling, 2008), little 
colleague collaboration (Martin et al., 2012), discipline challenges and tough working 
situations (Falch & Strøm, 2005; Skaalvik & Skaalvik, 2011; Smithers & Robinson, 2003), 
excessive workload (Smithers & Robinson, 2003), and burnout (Madigan & Kim, 2021).

The HRM approach does not seem to be among the most prevalent antecedents. Yet, 
several scholars (Arthur, 1994; Guchait & Cho, 2010; Rubel & Kee, 2015; Schopman et al.,  
2017; Yousaf et al., 2018) found that high-commitment HRM is negatively related to 
turnover intention. Hence, we expect that control-oriented HRM will be positively 
related to turnover intention, and hypothesize:

Hypothesis 1: There is a positive relationship between control-oriented HRM and turn-
over intention, so that turnover intention is higher with control-oriented HRM than with 
high-commitment HRM.

Low levels of autonomy have been identified as having a direct or indirect positive 
relationship with turnover intention (Dysvik & Kuvaas, 2013; Galletta et al., 2011; 
Ghapanchi & Aurum, 2011; Kim & Kao, 2014; Kim & Stoner, 2008; E. Wang et al.,  
2020). We find it likely that non-autonomy, termed heteronomy, will be positively related 
to turnover intention:

Hypothesis 2: There is a positive relationship between heteronomy and turnover inten-
tion, so that employees’ intentions to quit their jobs are higher the less autonomy and the 
more heteronomy they have in their jobs.
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According to Kuvaas (2006) and Memon et al. (2019), performance appraisal satisfaction 
is negatively related to turnover intention. On a similar note, Poon (2004) found that PA 
dissatisfaction is related to increased turnover intention. We expect to find similar 
relationships, and hypothesize:

Hypothesis 3: There is a positive relationship between PA dissatisfaction and turnover 
intention, so that employees’ intention to quit their jobs are higher the less satisfied they are 
with the PA system.

Literature reviews (Dulebohn et al., 2012; Gerstner & Day, 1997; L. J. Hayes et al.,  
2012) show that leader-member exchange quality is related to turnover intention. 
Several recent studies (Elanain, 2014; Huang et al., 2021; Li et al., 2018; Kim & Yi,  
2019; Muldoon et al., 2018) confirm this. Dulebohn et al. (2012) specifically found 
LMX to be a prominent mediator between independent variables and turnover inten-
tion. Thus, we presume a similar mediating effect in our study. The following hypoth-
eses are tested:

Hypothesis 4: LMX mediates the relationship between control-oriented HRM and turn-
over intention, so that control-oriented HRM leads to low-quality LMX, which leads to 
higher turnover intention.

Hypothesis 5: LMX mediates the relationship between heteronomy and turnover inten-
tion, so that heteronomy leads to low-quality LMX, which leads to higher turnover 
intention.

Hypothesis 6: LMX mediates the relationship between PA dissatisfaction and turnover 
intention, so that PA dissatisfaction leads to low-quality LMX, which leads to higher 
turnover intention.

Few studies examine LMX as a moderator of the relationship between antecedents and 
turnover intention, but LMX is found to moderate between turnover intention and job 
strain (Harris et al., 2008), person/job-organization fit (Boon & Biron, 2016), and 
diversity (Nishii & Mayer, 2009). We, thus, expect LMX to have a moderating role in 
our model. We hypothesize:

Hypothesis 7: Low-quality LMX moderates the relationship between control-oriented 
HRM and turnover intention, leading to overall higher turnover intention.

Hypothesis 8: Low-quality LMX moderates the relationship between heteronomy and 
turnover intention, leading to overall higher turnover intention.

Hypothesis 9: Low-quality LMX moderates the relationship between PA dissatisfaction 
and turnover intention, leading to overall higher turnover intention.
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In addition, we find it likely that the hypothesized mediated relationships will 
vary with HRM approach. This indicates a first-stage moderated mediation 
(A. F. Hayes, 2018), so that HRM will moderate the mediated relationships 
between PA dissatisfaction and heteronomy, and consequently, on turnover inten-
tion. We hypothesize:

Hypothesis 10: Control-oriented HRM moderates the indirect relationship between PA 
dissatisfaction and turnover intention, so that it is stronger with control-oriented HRM 
than with high-commitment HRM.

Hypothesis 11: Control-oriented HRM moderates the indirect relationship between het-
eronomy and turnover intention, so that it is stronger with control-oriented HRM than 
with high-commitment HRM.

Gender differences

Verheul (2007, p. 11) outlines ‘masculine’ and ‘feminine’ leadership styles, with the latter 
bearing ‘a close resemblance to the commitment-oriented HRM system’. Studies show 
that women react more positively to high-commitment HRM than men, including the 
norm of reciprocity (Ayman & Korabik, 2010; Fiske et al., 2002; Shin et al., 2020), while 
men respond more positively to systems enhancing competition and opportunities 
(Konrad et al., 2000; Shin et al., 2020; Zhan et al., 2015). We hypothesize:

Hypothesis 12: The positive relationship between control-oriented HRM and turnover 
intention is stronger among women than among men.

Dysvik and Kuvaas (2013) found that women reacted with less turnover intention when 
given autonomy, but this was less pronounced among men. Job autonomy is generally 
found to have more positive consequences for women than for men (Halliday et al., 2018; 
Kalleberg et al., 2009; Lyness et al., 2012; Wheatley, 2017), partly due to ‘their greater 
household contribution’ (Wheatley, 2017, p. 307). Thus, women may react more nega-
tively to heteronomy than men do. We hypothesize:

Hypothesis 13: The positive relationship between heteronomy and turnover intention is 
stronger among women than among men.

Several studies indicate that women are less dissatisfied and ‘more positive toward 
performance appraisals, especially lower or negative evaluations’ (Geddes & Konrad,  
2003, p. 1497; Rana & Singh, 2021), possibly due to women being more self-critical 
(Feingold, 1994) and more realistic when evaluating their own performance (Fletcher,  
1999). We expect this to be valid for our study, and hypothesize:
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Hypothesis 14: The positive relationship between PA dissatisfaction and turnover inten-
tion is stronger among men than among women.

P. Q. Wang et al. (2017) did not find gender differences in the effect of LMX on turnover.
However, more women than men interrupt their career for family reasons (Lyness & 

Thompson, 1997), which may trigger low-quality LMX relationships (Frone et al., 1997; 
Netemeyer et al., 1996). We expect a similar pattern for the mediating role of LMX, and 
hypothesize:

Hypothesis 15: The mediating effect of LMX on the relationship between control-oriented 
HRM and turnover intention is stronger among women than among men.

Hypothesis 16: The mediating effect of LMX on the relationship between heteronomy and 
turnover intention is stronger among women than among men.

Hypothesis 17: The mediating effect of LMX on the relationship between PA dissatisfac-
tion and turnover intention is stronger among women than among men.

Methodology

Research context, sample and procedure

In order to test the theoretical model and hypotheses, survey data from teachers in public 
sector upper secondary schools in Oslo, Follo, Romerike, and Troms and Finnmark 
counties were used. Studies on turnover intention and turnover in Norwegian schools 
generally rely on samples with respondents from different parts of the country; either 
countrywide (Tiplic et al., 2015), stratified samples based on regions (Skaalvik & Skaalvik,  
2011) or single-region samples (Skaalvik & Skaalvik, 2007). The present study is based on 
a stratified sample with schools from three areas reflecting the dimensions defining 
Norwegian society in general and schools in particular, namely the urban-rural dimension 
and the north–south dimension. The areas were the capital of Oslo (urban, south), the areas 
of Follo and Romerike (suburban) and the county of Troms and Finnmark (rural, north).

A web-based questionnaire was distributed to 3414 teachers. One thousand two 
hundred and sixty-four responded, which represents a response rate of 37 percent. 
Excluding incomplete responses and responses from unrated teachers, 1055 responses 
were used in the analysis. The sample was balanced gender-wise (52.9% women, 47.1% 
men) as well as age-wise (normally distributed). A total of 58.7 percent held master’s 
degrees or PhDs, 37.5 percent held bachelor’s degrees, while 3.8 percent held no degree. 
These sample characteristics correspond with characteristics for the overall teacher 
population in Norway (Roksvaag & Texmon, 2012). All respondents were informed 
that the survey had been approved by NSD – Norwegian Centre for Research Data.

The survey items were scored on a 5-point Likert scale ranging from 1 (strongly disagree) 
to 5 (strongly agree). All the applied measures in the survey have been previously validated 
and published in peer-reviewed papers, showing satisfactory reliability and internal con-
sistency at the time of measurement, including a Cronbach’ alpha exceeding .70. A few of 
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the scales were adapted, resulting in slight changes from their original state. Scales that were 
originally worded in English were translated into Norwegian and then back to English 
(Brislin, 1986). Scales and items are shown in Appendix 1.

Measures

HRM approach
An adapted version of the high-commitment HRM scale by Lepak and Snell (2002) was 
used to measure the HRM approach, that is, the HRM approach through HRM systems or 
bundles of practices (Dyer & Reeves, 1995; Hauff et al., 2014). The scale was reverse coded 
to obtain a control-oriented HRM scale. A factor analysis using principal component 
factoring to determine item retention was performed. We performed the procedure on 
data from the pilot study using non-orthogonal direct oblimin rotation, followed by 
varimax rotation (Cattell, 2012; Tabachnick et al., 2007, p. 646). Only items with eigenvalue 
higher than 1 and a loading of .60 or higher were considered for inclusion. The Kaiser– 
Meyer–Olkin test for sampling adequacy revealed a value of .89, which Kaiser deemed as 
‘meritorious’, meaning very good (Cerny & Kaiser, 1977; Kaiser, 1974, p. 35). The Bartlett’s 
test of sphericity showed significance at the .000-level. As shown in Table 1, items loaded 
on five factors, which corresponded with HR practices commonly associated with high- 
commitment HRM, such as ‘continuous training, high job security, empowerment, job 
rotation, a focus on learning and developmental feedback, variable pay, and an extensive 
benefits package’ (Boon & Kalshoven, 2014, p. 405; Lepak & Snell, 2002), termed empow-
erment, training and development, recruitment, performance appraisal, and compensa-
tion. In sum, the rotated factors captured 64.11 percent of the variance. The scale consisted 
of 16 items with a Cronbach’s alpha of α = .84.

PA dissatisfaction
Satisfaction with the performance appraisal system was measured with the three item 
scale by Giles and Mossholder (1990), with a 5-point Likert scale instead of the original 
6-point Likert scale. The scale reflected ‘complexity, implementation and follow-up 
factors’ measuring ‘system contextual aspects of performance appraisal’ (Giles & 
Mossholder, 1990, p. 373), and not supervisor behavioral aspects. The scale ranged 
from 1 (strongly disagree) to 5 (strongly agree). Sample items includes: ‘Generally, 
I feel the organization has an excellent performance appraisal system’. Reverse coding 
was applied for the scale to reflect dissatisfaction, and not satisfaction, with the PA 
system. The principal component analysis extracted only one component. The Bartlett’s 
test was significant at the .000-level, the value for the Kaiser–Meyer–Olkin test was .74, 
while the scale had a Cronbach’s alpha of α = .90.

Heteronomy
Here, we used four items from the autonomy scale by Morgeson and Humphrey (2006), 
which reflect ‘the extent to which a job allows freedom, independence, and discretion to 
schedule work, make decisions, and choose the methods used to perform tasks’ (Morgeson 
& Humphrey, 2006, p. 1323). Reverse coding was applied to reflect heteronomy as the 
opposite of autonomy, and items were scored on a 5-point Likert scale ranging from 1 
(strongly disagree) to 5 (strongly agree). A sample item is as follows: ‘The job allows me to 
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plan how to do my work’. One component was extracted with a principal component 
analysis. The value for the Kaiser-Meyer-Olkin value was .78, while the Bartlett’s test of 
sphericity revealed significance at the .000-level. The scale had a Cronbach’s alpha of α = .77.

Turnover intention, operationalized as the intention to quit the job and regarded as ‘a 
direct precursor and an important predictor of employee turnover’ (Poon, 2012, p. 1505), 
was measured with a five-item scale developed by Kuvaas (2008). Items were scored on 
a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). A sample 
item is as follows: ‘I will probably look for a new job in next year’. A principal component 
analysis extracted only one component. The Kaiser-Meyer-Olkin value was .87, and the 

Table 1. Factor loading analysis based on a principal component analysis with varimax rotation 
performed with SPSS for 17 items from the high-commitment scale by Lepak and Snell (2002).

Empower- 
ment

Performance 
appraisal

Compen- 
sation

Training & 
development Recruitment

Here, employees can routinely make 
changes in the way that they perform 
their jobs.

.80

Here, employees are empowered to make 
decisions.

.83

Here, employees have jobs that include a 
wide variety of tasks.

.60

Here, the recruitment/selection process 
focuses on their ability to contribute to 
our strategic objectives.

.61

Here, the recruitment/selection process 
focuses on selecting the best allround 
candidate, regardless of the specific job.

.76

Here, the recruitment/selection process 
places priority on employees’ potential to 
learn.

.67

Here, training activities for employees are 
comprehensive.

.78

Here, training activities for employees are 
continous.

.81

Here, training activities for employees strive 
to develop firm-specific skills / 
knowledge.

.76

Here, performance appraisals for employees 
are based on input from multiple sources 
(peers, subordinates).

.66

Here, performance appraisals for employees 
emphasize employee learning.

.71

Here, performance appraisals for employees 
focus on their contribution to our 
strategic objectives.

.77

Here, performance appraisals for employees 
include developmental feedback.

.69

Here, compensation/rewards for employees 
include an extensive benefits package.

.81

Here, compensation/rewards include 
employee ownership programs.

.82

Here, compensation/rewards for employees 
provide incentives for new ideas.

.70
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Bartlett’s test of sphericity was significant at the .000-level. The scale had a Cronbach’s 
alpha of α = .91.

Leader-member exchange (LMX)
The seven-item scale by Graen and Uhl-Bien (1995) was used to measure the dyadic 
relationship between leader and employee. This scale reflects dimensions like respect, 
trust, and mutual obligation, and a notion that the building of a ‘partnership LMX is 
based upon these three factors’ (Graen & Uhl-Bien, 1995, p. 237), as they are deemed to 
be core characteristics of a high-quality LMX relationship. A 5-point scale ranging from 
‘none’ to ‘very high’ was used. A sample item is as follows: Regardless of the amount of 
formal authority your leader has, what are the chances that he/she would ‘bail you out’ at 
his/her expense. Two components were extracted by a principal component analysis, 
which corresponds with Graen and Uhl-Bien’s argument that ‘the LMX construct has 
multiple dimensions, but these dimensions are so highly correlated they can be tapped 
into with the single measure of LMX’ (Graen & Uhl-Bien, 1995, p. 237). This was 
confirmed by the high value for Cronbach’s alpha, which was α = .85. Bartlett’s test of 
sphericity was significant at the .000-level, while the Kaiser–Meyer–Olkin value was .83.

Control variables
We included control variables like gender, age, and received PA ratings. Age was measured in 
years, while gender was dummy-coded (female = 1, male = 0). Received PA rating was 
operationalized, as provided by respondents, with three levels: high, medium, and low. 
Following recommendations from Becker (2005) other control variables were not included 
in the model, as they turned out to have no significant effect on the dependent variables.

Path analysis was used to test the theoretical model and hypotheses. Path analysis facilitates 
simultaneous testing of entire models with several regression relationships, including direct 
and indirect relationships (Kline, 2015; MacKinnon, 2008). The method fits our model well, as 
it enables testing of both mediating and moderating effects, and, in particular, the mediating 
and moderating effects of leader-member exchange, and, thus, whether and how independent 
variables affect turnover intention through the quality of social exchanges.

Indirect effects were confirmed by bootstrapping (95% confidence intervals, z = 5000 
samples) (Preacher et al., 2007). For mediation analyses, the contemporary approach 
recommended by Hayes (2018) and Meule (2019) was utilized instead of the causal step 
approach by Baron and Kenny (1986).

In order to test how well the model fit the data, several goodness-of-fit indices were 
utilized, including the goodness of fit index (GFI), root mean square error of approxima-
tion (RMSEA), and the comparative fit index (CFI) (T. A. Brown, 2015). Results revealed 
that the model fit was good: GFI = 1.10 (1 df), RMSEA = .010, CFI = 1.00 (Hair et al., 2010).

As data for all variables was provided by the same respondents at one point in 
time, we applied measures to counteract for possible common method bias. In 
addition to ex ante means like a large sample size, extensive questionnaire, 
varying measures, and a complex model (S.-J. Chang et al., 2010; Katou & 
Budhwar, 2006; Kintana et al., 2006), a common latent factor (CLF) test 
(Podsakoff et al., 2003) was conducted post ante using AMOS. The differences 
for paths in models with and without the CLF were all below .20, indicating very 
little common method bias in the data.

10 D. Y. DAHLE AND A. WÆRAAS



Results

Means, standard deviations, and correlations between variables are presented in Table 2. All 
independent variables are significantly correlated to the dependent variable turnover inten-
tion. The correlation is highest between the control-oriented HRM and PA dissatisfaction 
(Pearson’s R-value = 0.43), and control-oriented HRM and low-quality LMX (Pearson’s 
R-value = 0.41). The variance inflation factors (VIF) for the independent variables (1.467, 
1.352, 1.261) are well below the recommended threshold value of 4.0 (Hair et al., 2010). 
Multicollinearity is not a problem in the study. Scores on the items control-oriented HRM (W  
= 0.99, p = .001), heteronomy (W = 0.94, p = .001), PA dissatisfaction (W = 0.95, 
p = .001), low-quality LMX (W = 0.97, p = .001), and turnover intention (W = 0.87, 
p = .001) were not normally distributed. However, this is as expected, since Norwegian 
teachers historically are little accustomed to such de-regulation-related practices.

Standardized regression coefficients for respondents in all schools, as shown in 
Table 3, show a significant, positive relationship between control-oriented HRM and 
turnover intention (β = .317, p = .000, adjusted R2 = .100) so that turnover intention is 
higher with control-oriented HRM than with high-commitment HRM. Similarly, there is 
a significant relationship between heteronomy and turnover intention (β = .295, p = .000, 
R2 = .086) so that teachers’ intention to quit their jobs increases with heteronomy, as 
compared to autonomy. The relationship between PA dissatisfaction and turnover 
intention is significant, as well (β = .222, p = .000, R2 = .048), implying that teachers’ 
intention to quit their job is higher the less satisfied they are with the PA system they 
face in their schools. Hence, hypotheses 1, 2, and 3 were supported.

Hypotheses 4–11: Mediation, moderation, and moderated mediation

A hypothesized mediating effect of the LMX on the relationship between the 
independent variable and the dependent variable was tested with bootstrapping 
(95% confidence intervals, z = 5000 samples) in Amos 26.0. Results, as shown in 
Table 4 and Figure 1, provided support for most of the corresponding hypotheses. 
In a model with LMX as mediator, there is a significant indirect effect between 
control-oriented HRM and turnover intention (β = .03, p = 011), between hetero-
nomy and turnover intention (β = .05, p = 001), and between PA dissatisfaction and 
turnover intention (β = .03, p = 001). LMX has a mediating effect on all three 
relationships, as each independent variable leads to low-quality LMX, which leads 

Table 2. Means, standard errors and correlations.
M SD 1 2 3 4 5 6 7

(1) Control-oriented HRM 3.17 0.55
(2) Rating dissatisfaction 2.19 1.02 .43***
(3) Heteronomy 3.89 0.99 .49*** .34***
(4) Low-quality LMX 3.55 0.77 .41*** .31*** .38***
(5) Turnover intention 2.08 1.08 .32*** .22*** .29*** .29***
(6) Received rating 2.75 0.41 .15*** .11*** .18*** .18*** −.12***
(7) Gender (female) 0.53 0.50 .04 −.07* .04 −.03 −.01 .02
(8) Age 4.34 1.09 −.04 .07* .06* −.02 −.10*** −.09** −.06*

Correlations = Pearson’s R. **p < 0.01 level; *p < 0.05., two-tailed. N = 1055.
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to turnover intention. Following Hayes (2018) and Meule (2019), hypotheses 4, 5, 
and 6 were supported.

Using the Process macro for SPSS, moderation and moderated mediation effects were 
tested. Low-quality LMX had no significant moderating effect on the relationship 
between control-oriented HRM and turnover intention (.003, p = .263, [−.008, .002]), 
between heteronomy and turnover intention (.006, p = .467, [−.023, .010]), or between 
PA dissatisfaction and turnover intention (.005, p = .553, [−.013, .024]). No moderation 
effects were found, which was not consistent with hypotheses 7, 8 and 9.

Testing for indirect conditional effects, termed moderated mediation, results revealed that 
control-oriented HRM significantly moderated the mediated relationship between PA dis-
satisfaction and turnover intention (Index of Moderated Mediation = –.002, BootSE = .001 
[.0001, .0045]). Hence, hypothesis 10 was supported. The results should be treated with some 
care, since the lower bound of the bootstrapping-generated confidence interval is very close to 
zero. Control-oriented HRM did not, however, moderate the mediated relationship between 
heteronomy and turnover intention (Index of Moderated Mediation = .001, BootSE = .001 
[−.0008, .0033]), indicating that hypothesis 11 was not supported.

Gender differences

The direct relationship between turnover intention and control-oriented HRM and hetero-
nomy, respectively, were stronger among women than among men, as shown in Table 4. 
However, as the differences were minor, they were inside the confidence interval and not 
statistically significant. Hence, hypotheses 12 and 13 were not supported. As gender differ-
ences for the relationship between PA dissatisfaction and turnover intention were larger, the 
procedure for testing overlapping confidence intervals by Cumming (2009) was applied. 
Using 95% confidence interval estimates via bias-correlated bootstrapping (1000 re-samples), 

Table 3. Regression results.
Control-oriented HRM Heteronomy PA dissatisfaction

All Women Men All Women Men All Women Men

Constant 20.325 21.160 19.518 18.791 19.119 18.441 12.999 12.563 13.577
Turnover intention .317*** .335*** .299*** .295*** .305*** .283*** .222*** .195*** .256***
Adjusted R2 .100 .110 .088 .086 .092 .078 .048 .036 .064
N 1055 558 495 1055 558 495 1055 558 495

Table 4. Direct, indirect and total effects. All schools.
Turnover intention

Direct 
effect P

CI lower 
bound

CI upper 
bound

Indirect 
effect P

Total 
effect P

All 
(N = 1055)

PA dissatisfaction .047 .146 -.016 .111 .031*** .001 .078* .013
Control-oriented HRM .170*** .001 .090 .247 .029* .010 .198*** .001
Heteronomy .123*** .001 .049 .199 .048*** .001 .171*** .001

Women 
(n = 558)

PA dissatisfaction .024 .540 -.062 .106 .029* .012 .053 .218
Control-oriented HRM .171*** .001 .069 .268 .056*** .001 .227*** .001
Heteronomy .123* .015 .025 .226 .064*** .001 .187*** .001

Men 
(n = 497)

PA dissatisfaction .085 .115 -.024 .189 .030* .017 .116* .028
Control-oriented HRM .167** .008 .046 .284 .002 .903 .165** .007
Heteronomy .124* .044 .007 .234 .026 .060 .149** .006
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the confidence intervals overlapped by more than 50% (0.106 > 0.024), implying that hypoth-
esis 14 was not supported.

The indirect effect of control-oriented HRM on turnover intention was significant 
among women (.06***), but not among men (.003). Hence, hypothesis 15 was supported. 
Similarly, the indirect effect of heteronomy was not significant among men (.03), but 
among women (.007***), providing support for hypothesis 16. The significant indirect 
effect of PA dissatisfaction on turnover intention was almost identical for men and 
women (.029*, .030*), meaning that hypothesis 17 was not supported. Figures 2 and 3 
show the model paths and effects for men and women, respectively.

Discussion and conclusion

The findings, which are summed up in Table 5, confirm our assumptions that control- 
oriented HRM, heteronomy, and PA dissatisfaction are antecedents to turnover intentions 
among teachers. As such, the study contributes to previous work on teachers’ turnover 
intention. Turnover rates are typically high in public schools, and Norwegian schools are 
no exception (Tiplic et al., 2015). If we are concerned about these rates, we should make every 
effort to provide knowledge about the antecedents to turnover intention. It is only when we 

Figure 1. Full model with paths and effects for the whole sample.
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understand which factors affect turnover intention changes can be made that could make 
teachers want to stay longer in their jobs. In this respect, the findings highlight the significance 
of variables relating to de-regulation and marketization reforms. Whereas previous studies 
have focused on school context variables (Borman & Dowling, 2008; Martin et al., 2012; 
Skaalvik & Skaalvik, 2011; Smithers & Robinson, 2003), including collaborative cultures and 
the leadership styles of school principals (Sun & Wang, 2017), our study points to the need to 
consider the effects of the changes that have occurred in teachers’ job situation following 
marketization and de-regulation reforms.

Certain theoretical implications of the findings should be emphasized. Firstly, the findings 
stand in some contrast to the underlying assumptions of strategic HRM. This type of HRM 
should contribute strongly to organizational goal achievement through a macro level focus, 
strong fit between HRM practices, and emphasis on organizational performance outcomes 
(Lepak & Shaw, 2008). Although employee well-being is given less attention, strategic HRM is 
meant to improve the management of human resources and actually promote employee 
retention (Legge, 1995). Our study, however, suggests the opposite scenario when teachers 
perceive the HRM approach to be control-oriented: They are more likely to think about 
leaving their jobs when they perceive the HRM approach to be control-oriented rather than 
commitment-oriented. Similarly, turnover intention increases the more teachers experience 

Figure 2. Full model with paths and effects for men only.
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a lack of autonomy in their jobs. Because heteronomy is likely to exist in schools dominated by 
control-oriented HRM approaches, our study extends previous research by suggesting that 
turnover intention should be understood in light of the type of prevailing HRM approach as 
well as the degree of autonomy afforded to teachers. And given that both the control-oriented 
HRM approaches and heteronomy arguably result from marketization and de-regulation 
reforms in public school systems, the findings point to an important connection between these 
reforms and turnover intention.

Secondly, and perhaps most importantly, the findings highlight the pivotal role of leader- 
member exchange relationships in producing turnover intentions. Consistent with previous 
studies from non-school settings (Elanain, 2014; Huang et al., 2021; M. H. Kim & Yi, 2019; 
Muldoon et al., 2018), we find that control-oriented HRM, heteronomy, and dissatisfaction 
with performance rating systems stimulate turnover intention because they first generate low- 
quality social exchange relationships between teachers and leaders. In fact, the role of the social 
exchange may explain why these variables get teachers to want to quit their jobs. If treated well, 
they should reciprocate with what management see as desirable behavior, for example, 
keeping their jobs. In this case, teachers probably perceive that they are not being treated 
well when they, in the name of de-regulation and marketization, are being controlled, rated, 
and stripped of autonomy. As a result, they do not reciprocate with desirable behavior, such as 

Figure 3. Full model with paths and effects for women only.
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staying in their jobs. Hence, through the principle of reciprocity, the teacher–leader relation-
ship may arguably be seen as a social exchange.

The relationship between each of the independent variables is not significantly stronger 
among women than among men. The mediating effect of LMX, however, is significantly 
stronger among women than men, indicating that control-oriented HRM and heteronomy 
disturb the social exchange relationships more strongly for female than for male teachers. 
When facing de-regulation and marketization, female teachers’ relationship with their leader 
may deteriorate more easily than is the case for male teachers. This, too, may be explained by 
the principle of reciprocity. Female teachers may arguably be more sensitive to the nature of 
the relationships with their superiors than male teachers are and may to a greater extent 
perceive that they are not treated well when exposed to control and lack of autonomy. 
Consequently, they will not reciprocate with desirable behavior such as staying in their jobs.

In addition to these theoretical implications, the study also has important practical 
implications for schools that want to prevent turnover. Above all, the findings suggest that 
schools should make an effort to emphasize commitment-oriented rather than control- 
oriented HRM, teacher autonomy rather than heteronomy, and satisfaction with rating 
systems rather than dissatisfaction. By doing so, turnover intention should be reduced both 
directly and indirectly through the formation of high-quality leader-member exchange 
relationships. Leaders should particularly be aware of the importance attached by female 
teachers to such relationships. Making these changes might seem somewhat counter to 
prevailing conceptions of what currently constitutes ‘good’ management practices, as control- 
oriented philosophies have become dominating not only within marketization and de- 

Table 5. Hypothesis testing summary.
Hypothesis 1 Control-oriented HRM → turnover intention Confirmed
Hypothesis 2 Heteronomy → turnover intention Confirmed
Hypothesis 3 PA dissatisfaction → turnover intention Confirmed
Hypothesis 4 Control-oriented HRM → LMX → turnover intention Confirmed
Hypothesis 5 Heteronomy → LMX → turnover intention Confirmed
Hypothesis 6 PA dissatisfaction → LMX → turnover intention Confirmed
Hypothesis 7 Control-oriented HRM → turnover intention 

↑ 
LMX

Not confirmed

Hypothesis 8 Heteronomy → turnover intention 
↑ 

LMX

Not confirmed

Hypothesis 9 PA dissatisfaction → turnover intention 
↑ 

LMX

Not confirmed

Hypothesis 10 Control-oriented HRM moderates the indirect relationship between PA 
dissatisfaction and turnover intention

Confirmed

Hypothesis 11 Control-oriented HRM moderates the indirect relationship between heteronomy 
and turnover intention

Not confirmed

Hypothesis 12 The positive relationship between control-oriented HRM and turnover intention is 
stronger among women than among men.

Not confirmed

Hypothesis 13 The positive relationship between heteronomy and turnover intention is stronger 
among women than among men.

Not confirmed

Hypothesis 14 The positive relationship between PA dissatisfaction and turnover intention is 
stronger among men than among women.

Not confirmed

Hypothesis 15 The mediating effect of LMX on the relationship between control-oriented HRM 
and turnover intention is stronger among women than among men.

Confirmed

Hypothesis 16 The mediating effect of LMX on the relationship between heteronomy and 
turnover intention is stronger among women than among men.

Confirmed

Hypothesis 17 The mediating effect of LMX on the relationship between PA dissatisfaction and 
turnover intention is stronger among women than among men.

Not confirmed
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regulation paradigms in the public sector, but also in business settings (Beer et al., 2015). 
However, in the competitive Oslo school system where funding is directly related to the 
number of admitted students, schools should have strong incentives to retain as many talented 
teachers as possible.

Limitations and future research

This study has limitations, including possible validity issues due to self-reported data 
collected at one point in time. Relatedly, a common method bias might affect the data, 
but was not found. Reverse causality regarding LMX cannot be ruled out: We found that 
the independent variables affect LMX quality, but LMX quality might affect employees’ 
perception of the HRM approach, PA system, and autonomy level.

Other scholars are encouraged to conduct studies including actual turnover, as the 
ratio between turnover intention and turnover among teachers is little explored. Other 
options are to include different classifications of HRM systems or different types of PA as 
possible antecedents to turnover intention.

Disclosure statement

No potential conflict of interest was reported by the author(s).

Notes on contributors

Dag Yngve Dahle is Associate Professor at Østfold University College, Norway. His research 
interests include HRM, employee voice, organizational branding, and reputation management in 
private and public sector organizations.

Arild Wæraas works at Oslo Business School, Oslo Metropolitan University. His research interest 
include reputation, organizational identity, and the translation of management ideas.

ORCID

Dag Yngve Dahle http://orcid.org/0000-0001-9441-536X

Ethics approval

The collection of the survey data used in the present paper was approved by NSD – Norwegian 
center for research data. The project number is 53,462.

References

Aguinis, H. (2009). Performance management. Pearson Prentice Hall.
Arthur, J. B. (1994). Effects of human resource systems on manufacturing performance and 

turnover. Academy of Management Journal, 37(3), 670–687. https://doi.org/10.2307/256705 
Ayman, R., & Korabik, K. (2010). Leadership: Why gender and culture matter. The American 

Psychologist, 65(3), 157. https://doi.org/10.1037/a0018806 

INTERNATIONAL JOURNAL OF LEADERSHIP IN EDUCATION 17

https://doi.org/10.2307/256705
https://doi.org/10.1037/a0018806


Baron, R. M., & Kenny, D. A. (1986). The moderator–mediator variable distinction in social 
psychological research: Conceptual, strategic, and statistical considerations. Journal of 
Personality & Social Psychology, 51(6), 1173–1182. https://doi.org/10.1037/0022-3514.51.6.1173 

Bayo-Moriones, A., Galdon-Sanchez, J. E., & Martinez de Morentin, S. (2020). Performance 
appraisal: Dimensions and determinants. The International Journal of Human Resource 
Management, 31(15), 1984–2015. https://doi.org/10.1080/09585192.2018.1500387 

Becker, T. E. (2005). Potential problems in the statistical control of variables in organizational 
research: A qualitative analysis with recommendations. Organizational Research Methods, 8(3), 
274–289. https://doi.org/10.1177/1094428105278021 

Beer, M., Boselie, P., & Brewster, C. (2015). Back to the future: Implications for the field of HRM of 
the multistakeholder perspective proposed 30 years ago. Human Resource Management, 54(3), 
427–438. https://doi.org/10.1002/hrm.21726 

Blais, R. K., Cruz, R. A., & Serang, S. (2021). More frequent negative social exchanges are 
associated with higher suicide ideation and risk in men service members/veterans. Suicide 
and Life‐Threatening Behavior, 51(4), 755–766. https://doi.org/10.1111/sltb.12756 

Blau, P. M. (1964). Exchange and power in social life. John Wiley & Sons.
Boon, C., & Biron, M. (2016). Temporal issues in person–organization fit, person–job fit and 

turnover: The role of leader–member exchange. Human Relations, 69(12), 2177–2200. https:// 
doi.org/10.1177/0018726716636945 

Boon, C., & Kalshoven, K. (2014). How high‐commitment HRM relates to engagement and 
commitment: The moderating role of task proficiency. Human Resource Management, 53(3), 
403–420. https://doi.org/10.1002/hrm.21569 

Borman, G. D., & Dowling, N. M. (2008). Teacher attrition and retention: A meta-analytic and 
narrative review of the research. Review of Educational Research, 78(3), 367–409. https://doi. 
org/10.3102/0034654308321455 

Boselie, P., Van Harten, J., & Veld, M. (2021). A human resource management review on public 
management and public administration research: Stop right there . . . before we go any further. 
Public Management Review, 23(4), 483–500. https://doi.org/10.1080/14719037.2019.1695880 

Boxall, P., Purcell, J., & Wright, P. (2007). Human resource management. Scope, analysis, and 
significance. In P. Boxall, J. Purcell, & P. Wright (Eds.), The oxford handbook of human resource 
management (pp. 1–6). Oxford University Press.

Brislin, R. W. (1986). The wording and translation of research instruments. In W. J. Lonner & 
J. W. Berry (Eds.), Field methods in cross-cultural research (Vol. 8, pp. 137–164). Sage 
Publications.

Brown, T. A. (2015). Confirmatory factor analysis for applied research. Guilford publications.
Brown, M., & Benson, J. (2003). Rated to exhaustion? Reactions to performance appraisal 

processes. Industrial Relations Journal, 34(1), 67–81. https://doi.org/10.1111/1468-2338.00259 
Cattell, R. (2012). The scientific use of factor analysis in behavioral and life sciences. Springer.
Cerny, B. A., & Kaiser, H. F. (1977). A study of a measure of sampling adequacy for factor-analytic 

correlation matrices. Multivariate Behavioral Research, 12(1), 43–47. https://doi.org/10.1207/ 
s15327906mbr1201_3 

Chang, M.-L. (2009). An appraisal perspective of teacher burnout: Examining the emotional work 
of teachers. Educational Psychology Review, 21(3), 193–218. https://doi.org/10.1007/s10648- 
009-9106-y 

Chang, S.-J., Van Witteloostuijn, A., & Eden, L. (2010). From the editors: Common method 
variance in international business research. Journal of International Business Studies, 41(2), 
178–184. https://doi.org/10.1057/jibs.2009.88 

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social exchange theory: 
A critical review with theoretical remedies. The Academy of Management Annals, 11(1), 
479–516. https://doi.org/10.5465/annals.2015.0099 

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. 
Journal of Management, 31(6), 874–900. https://doi.org/10.1177/0149206305279602 

Cumming, G. (2009). Inference by eye: Reading the overlap of independent confidence intervals. 
Statistics in Medicine, 28(2), 205–220. https://doi.org/10.1002/sim.3471 

18 D. Y. DAHLE AND A. WÆRAAS

https://doi.org/10.1037/0022-3514.51.6.1173
https://doi.org/10.1080/09585192.2018.1500387
https://doi.org/10.1177/1094428105278021
https://doi.org/10.1002/hrm.21726
https://doi.org/10.1111/sltb.12756
https://doi.org/10.1177/0018726716636945
https://doi.org/10.1177/0018726716636945
https://doi.org/10.1002/hrm.21569
https://doi.org/10.3102/0034654308321455
https://doi.org/10.3102/0034654308321455
https://doi.org/10.1080/14719037.2019.1695880
https://doi.org/10.1111/1468-2338.00259
https://doi.org/10.1207/s15327906mbr1201_3
https://doi.org/10.1207/s15327906mbr1201_3
https://doi.org/10.1007/s10648-009-9106-y
https://doi.org/10.1007/s10648-009-9106-y
https://doi.org/10.1057/jibs.2009.88
https://doi.org/10.5465/annals.2015.0099
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1002/sim.3471


DeNisi, A. S., & Murphy, K. R. (2017). Performance appraisal and performance management: 100 
years of progress? Journal of Applied Psychology, 102(3), 421. https://doi.org/10.1037/ 
apl0000085 

Dulebohn, J. H., Bommer, W. H., Liden, R. C., Brouer, R. L., & Ferris, G. R. (2012). A meta-analysis 
of antecedents and consequences of leader-member exchange: Integrating the past with an eye 
toward the future. Journal of Management, 38(6), 1715–1759. https://doi.org/10.1177/ 
0149206311415280 

Dyer, L., & Reeves, T. (1995). Human resource strategies and firm performance: What do we know 
and where do we need to go? The International Journal of Human Resource Management, 6(3), 
656–670. https://doi.org/10.1080/09585199500000041 

Dysvik, A., & Kuvaas, B. (2013). Perceived job autonomy and turnover intention: The 
moderating role of perceived supervisor support. European Journal of Work & 
Organizational Psychology, 22(5), 563–573. https://doi.org/10.1080/1359432X.2012.667215 

Elanain, H. M. A. (2014). Leader-member exchange and intent to turnover. Management Research 
Review, 37(2), 110–129. https://doi.org/10.1108/MRR-09-2012-0197 

Falch, T., & Strøm, B. (2005). Teacher turnover and non-pecuniary factors. Economics of 
Education Review, 24(6), 611–631. https://doi.org/10.1016/j.econedurev.2004.09.005 

Feingold, A. (1994). Gender differences in personality: A meta-analysis. Psychological Bulletin, 
116(3), 429. https://doi.org/10.1037/0033-2909.116.3.429 

Fiske, S. T., Cuddy, A. J., Glick, P., & Xu, J. (2002). A model of (often mixed) stereotype content: 
Competence and warmth respectively follow from perceived status and competition. Journal of 
Personality & Social Psychology, 82(6), 878. https://doi.org/10.1037/0022-3514.82.6.878 

Fletcher, C. (1999). The implication of research on gender differences in self-assessment and 360 
degree appraisal. Human Resource Management Journal, 9(1), 39. https://doi.org/10.1111/j. 
1748-8583.1999.tb00187.x 

Frone, M. R., Yardley, J. K., & Markel, K. S. (1997). Developing and testing an integrative model of 
the work–family interface. Journal of Vocational Behavior, 50(2), 145–167. https://doi.org/10. 
1006/jvbe.1996.1577 

Gagné, M., & Bhave, D. (2011). Autonomy in the workplace: An essential ingredient to employee 
engagement and well-being in every culture. In V. I. Chirkov, R. M. Ryan, & K. M. Sheldon 
(Eds.), Human autonomy in cross-cultural context. Perspectives on the psychology of agency, 
freedom, and well-being. (pp. 163–187). Springer.

Galletta, M., Portoghese, I., & Battistelli, A. (2011). Intrinsic motivation, job autonomy and 
turnover intention in the Italian healthcare: The mediating role of affective commitment. 
Journal of Management Research, 3(2), 1–19. https://doi.org/10.5296/jmr.v3i2.619 

Geddes, D., & Konrad, A. M. (2003). Demographic differences and reactions to performance 
feedback. Human Relations, 56(12), 1485–1513. https://doi.org/10.1177/00187267035612003 

Gerstner, C. R., & Day, D. V. (1997). Meta-Analytic review of leader–member exchange theory: 
Correlates and construct issues. Journal of Applied Psychology, 82(6), 827–844. https://doi.org/ 
10.1037/0021-9010.82.6.827 

Ghapanchi, A. H., & Aurum, A. (2011). Antecedents to IT personnel’s intentions to leave: 
A systematic literature review. The Journal of Systems & Software, 84(2), 238–249. https://doi. 
org/10.1016/j.jss.2010.09.022 

Giles, W. F., & Mossholder, K. W. (1990). Employee reactions to contextual and session compo-
nents of performance appraisal. Journal of Applied Psychology, 75(4), 371–377. https://doi.org/ 
10.1037/0021-9010.75.4.371 

Goddard, R., & O’Brien, P. (2003). Beginning teachers’ perceptions of their work, well-being, and 
intention to leave. Asia Pacific Journal of Teacher Education and Development, 6(2), 99–108.

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development of 
leader-member exchange (LMX) theory of leadership over 25 years: Applying a multi-level 
multi-domain perspective. The Leadership Quarterly, 6(2), 219–247. https://doi.org/10.1016/ 
1048-9843(95)90036-5 

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and correlates 
of employee turnover: Update, moderator tests, and research implications for the next 

INTERNATIONAL JOURNAL OF LEADERSHIP IN EDUCATION 19

https://doi.org/10.1037/apl0000085
https://doi.org/10.1037/apl0000085
https://doi.org/10.1177/0149206311415280
https://doi.org/10.1177/0149206311415280
https://doi.org/10.1080/09585199500000041
https://doi.org/10.1080/1359432X.2012.667215
https://doi.org/10.1108/MRR-09-2012-0197
https://doi.org/10.1016/j.econedurev.2004.09.005
https://doi.org/10.1037/0033-2909.116.3.429
https://doi.org/10.1037/0022-3514.82.6.878
https://doi.org/10.1111/j.1748-8583.1999.tb00187.x
https://doi.org/10.1111/j.1748-8583.1999.tb00187.x
https://doi.org/10.1006/jvbe.1996.1577
https://doi.org/10.1006/jvbe.1996.1577
https://doi.org/10.5296/jmr.v3i2.619
https://doi.org/10.1177/00187267035612003
https://doi.org/10.1037/0021-9010.82.6.827
https://doi.org/10.1037/0021-9010.82.6.827
https://doi.org/10.1016/j.jss.2010.09.022
https://doi.org/10.1016/j.jss.2010.09.022
https://doi.org/10.1037/0021-9010.75.4.371
https://doi.org/10.1037/0021-9010.75.4.371
https://doi.org/10.1016/1048-9843(95)90036-5
https://doi.org/10.1016/1048-9843(95)90036-5


millennium. Journal of Management ,  26(3),  463–488. https://doi.org/10.1177/ 
014920630002600305 

Guchait, P., & Cho, S. (2010). The impact of human resource management practices on intention 
to leave of employees in the service industry in India: The mediating role of organizational 
commitment. The International Journal of Human Resource Management, 21(8), 1228–1247. 
https://doi.org/10.1080/09585192.2010.483845 

Hair, J., Black, B., Babin, B., & Anderson, R. (2010). Multivariate data analysis (7th ed.). Pearson 
Education.

Halliday, C. S., Paustian‐Underdahl, S. C., Ordóñez, Z., Rogelberg, S. G., & Zhang, H. (2018). Autonomy 
as a key resource for women in low gender egalitarian countries: A cross‐cultural examination. 
Human Resource Management, 57(2), 601–615. https://doi.org/10.1002/hrm.21874 

Harris, R. B., Harris, K. J., & Harvey, P. (2008). An examination of the impact of supervisor on the 
relationship between job strains and turnover intention for computer workers. Journal of 
Applied Social Psychology, 38(8), 2108–2131. https://doi.org/10.1111/j.1559-1816.2008.00383.x 

Hauff, S., Alewell, D., & Hansen, N. K. (2014). HRM systems between control and commitment: 
Occurrence, characteristics and effects on HRM outcomes and firm performance. Human 
Resource Management Journal, 24(4), 424–441. https://doi.org/10.1111/1748-8583.12054 

Hayes, A. F. (2018). Introduction to mediation, moderation, and conditional process analysis: 
A regression-based approach. Guilford Publications.

Hayes, L. J., O’Brien-Pallas, L., Duffield, C., Shamian, J., Buchan, J., Hughes, F., Laschinger, H. K. S., & 
North, N. (2012). Nurse turnover: A literature review–an update. International Journal of Nursing 
Studies, 49(7), 887–905. https://doi.org/10.1016/j.ijnurstu.2011.10.001 

Huang, I.-C., Du, P.-L., Wu, L.-F., Achyldurdyyeva, J., Wu, L.-C., & Lin, C. S. (2021). Leader– 
member exchange, employee turnover intention and presenteeism: The mediating role of 
perceived organizational support. Leadership & Organization Development Journal, 42(2), 
249–264. https://doi.org/10.1108/LODJ-03-2020-0094 

Iqbal, M. Z., Akbar, S., & Budhwar, P. (2015). Effectiveness of performance appraisal: An 
integrated framework. International Journal of Management Reviews, 17(4), 510–533. https:// 
doi.org/10.1111/ijmr.12050 

Jawahar, I. (2007). The influence of perceptions of fairness on performance appraisal reactions. 
Journal of Labor Research, 28(4), 735–754. https://doi.org/10.1007/s12122-007-9014-1 

Kaiser, H. F. (1974). An index of factorial simplicity. Psychometrika, 39(1), 31–36. https://doi.org/ 
10.1007/BF02291575 

Kalleberg, A. L., Nesheim, T., & Olsen, K. M. (2009). Is participation good or bad for workers? 
Effects of autonomy, consultation and teamwork on stress among workers in Norway. Acta 
sociologica, 52(2), 99–116. https://doi.org/10.1177/0001699309103999 

Katou, A. A., & Budhwar, P. S. (2006). Human resource management systems and organizational 
performance: A test of a mediating model in the Greek manufacturing context. The 
International Journal of Human Resource Management, 17(7), 1223–1253. https://doi.org/10. 
1080/09585190600756525 

Kavanagh, P., Benson, J., & Brown, M. (2007). Understanding performance appraisal fairness. Asia 
Pacific Journal of Human Resources, 45(2), 132–150. https://doi.org/10.1177/1038411107079108 

Keeping, L. M., & Levy, P. E. (2000). Performance appraisal reactions: Measurement, modeling, 
and method bias. Journal of Applied Psychology, 85(5), 708. https://doi.org/10.1037/0021-9010. 
85.5.708 

Kim, H., & Kao, D. (2014). A meta-analysis of turnover intention predictors among US child 
welfare workers. Children & Youth Services Review, 47, 214–223. https://doi.org/10.1016/j.child 
youth.2014.09.015 

Kim, H., & Stoner, M. (2008). Burnout and turnover intention among social workers: Effects of 
role stress, job autonomy and social support. Administration in Social Work, 32(3), 5–25. 
https://doi.org/10.1080/03643100801922357 

Kim, M. H., & Yi, Y. J. (2019). Impact of leader‐member‐exchange and team‐member‐exchange on 
nurses’ job satisfaction and turnover intention. International Nursing Review, 66(2), 242–249. 
https://doi.org/10.1111/inr.12491 

20 D. Y. DAHLE AND A. WÆRAAS

https://doi.org/10.1177/014920630002600305
https://doi.org/10.1177/014920630002600305
https://doi.org/10.1080/09585192.2010.483845
https://doi.org/10.1002/hrm.21874
https://doi.org/10.1111/j.1559-1816.2008.00383.x
https://doi.org/10.1111/1748-8583.12054
https://doi.org/10.1016/j.ijnurstu.2011.10.001
https://doi.org/10.1108/LODJ-03-2020-0094
https://doi.org/10.1111/ijmr.12050
https://doi.org/10.1111/ijmr.12050
https://doi.org/10.1007/s12122-007-9014-1
https://doi.org/10.1007/BF02291575
https://doi.org/10.1007/BF02291575
https://doi.org/10.1177/0001699309103999
https://doi.org/10.1080/09585190600756525
https://doi.org/10.1080/09585190600756525
https://doi.org/10.1177/1038411107079108
https://doi.org/10.1037/0021-9010.85.5.708
https://doi.org/10.1037/0021-9010.85.5.708
https://doi.org/10.1016/j.childyouth.2014.09.015
https://doi.org/10.1016/j.childyouth.2014.09.015
https://doi.org/10.1080/03643100801922357
https://doi.org/10.1111/inr.12491


Kintana, M. L., Alonso, A. U., & Olaverri, C. G. (2006). High-performance work systems and 
firms’ operational performance: The moderating role of technology. The International Journal 
of Human Resource Management, 17(1), 70–85. https://doi.org/10.1080/09585190500366466 

Kline, R. B. (2015). Principles and practice of structural equation modeling. Guilford Publications.
Konrad, A. M., Ritchie, J. E., Jr., Lieb, P., & Corrigall, E. (2000). Sex differences and similarities in 

job attribute preferences: A meta-analysis. Psychological Bulletin, 126(4), 593. https://doi.org/10. 
1037/0033-2909.126.4.593 

Kuvaas, B. (2006). Performance appraisal satisfaction and employee outcomes: Mediating and 
moderating roles of work motivation. The International Journal of Human Resource 
Management, 17(3), 504–522. https://doi.org/10.1080/09585190500521581 

Kuvaas, B. (2008). An exploration of how the employee–organization relationship affects the linkage 
between perception of developmental human resource practices and employee outcomes. Journal of 
Management Studies, 45(1), 1–25. https://doi.org/10.1111/j.1467-6486.2007.00710.x 

Legge, K. (1995). Human resource management: Rhetorics and realities. Macmillan Education.
Lepak, D. P., & Shaw, J. D. (2008). Strategic HRM in North America: Looking to the future. The 

International Journal of Human Resource Management, 19(8), 1486–1499. https://doi.org/10. 
1080/09585190802200272 

Lepak, D. P., & Snell, S. A. (2002). Examining the human resource architecture: The relationships 
among human capital, employment, and human resource configurations. Journal of 
Management, 28(4), 517–543. https://doi.org/10.1177/014920630202800403 

Levy, P. E., & Williams, J. R. (2004). The social context of performance appraisal: A review and 
framework for the future. Journal of Management, 30(6), 881–905. https://doi.org/10.1016/j.jm. 
2004.06.005 

Li, L., Zhu, Y., & Park, C. (2018). Leader–member exchange, sales performance, job satisfaction, 
and organizational commitment affect turnover intention. Social Behavior & Personality: An 
International Journal, 46(11), 1909–1922. https://doi.org/10.2224/sbp.7125 

Lyness, K. S., Gornick, J. C., Stone, P., & Grotto, A. R. (2012). It’s all about control: Worker control 
over schedule and hours in cross-national context. American Sociological Review, 77(6), 
1023–1049. https://doi.org/10.1177/0003122412465331 

Lyness, K. S., & Thompson, D. E. (1997). Above the glass ceiling? A comparison of matched 
samples of female and male executives. Journal of Applied Psychology, 82(3), 359. https://doi. 
org/10.1037/0021-9010.82.3.359 

MacKinnon, D. (2008). Introduction to statistical mediation analysis. Lawrence Erlbaum.
Madigan, D. J., & Kim, L. E. (2021). Towards an understanding of teacher attrition: A meta- 

analysis of burnout, job satisfaction, and teachers’ intentions to quit. Teaching & Teacher 
Education, 105, 103425. https://doi.org/10.1016/j.tate.2021.103425 

Martin, N. K., Sass, D. A., & Schmitt, T. A. (2012). Teacher efficacy in student engagement, 
instructional management, student stressors, and burnout: A theoretical model using in-class 
variables to predict teachers’ intent-to-leave. Teaching & Teacher Education, 28(4), 546–559. 
https://doi.org/10.1016/j.tate.2011.12.003 

Meijerink, J., Bos-Nehles, A., & de Leede, J. (2020). How employees’ pro-activity translates high- 
commitment HRM systems into work engagement: The mediating role of job crafting. The 
International Journal of Human Resource Management, 31(22), 2893–2918. https://doi.org/10. 
1080/09585192.2018.1475402 

Memon, M. A., Salleh, R., Mirza, M. Z., Cheah, J.-H., Ting, H., & Ahmad, M. S. (2019). 
Performance appraisal satisfaction and turnover intention: The mediating role of work 
engagement. Management Decision, 58(6), 1053–1066. https://doi.org/10.1108/MD-06-2018- 
0685 

Meule, A. (2019). Contemporary understanding of mediation testing. Meta-Psychology, 3, 1–7. 
https://doi.org/10.15626/MP.2018.870 

Morgeson, F. P., & Humphrey, S. E. (2006). The Work Design Questionnaire (WDQ): Developing 
and validating a comprehensive measure for assessing job design and the nature of work. 
Journal of Applied Psychology, 91(6), 1321. https://doi.org/10.1037/0021-9010.91.6.1321 

INTERNATIONAL JOURNAL OF LEADERSHIP IN EDUCATION 21

https://doi.org/10.1080/09585190500366466
https://doi.org/10.1037/0033-2909.126.4.593
https://doi.org/10.1037/0033-2909.126.4.593
https://doi.org/10.1080/09585190500521581
https://doi.org/10.1111/j.1467-6486.2007.00710.x
https://doi.org/10.1080/09585190802200272
https://doi.org/10.1080/09585190802200272
https://doi.org/10.1177/014920630202800403
https://doi.org/10.1016/j.jm.2004.06.005
https://doi.org/10.1016/j.jm.2004.06.005
https://doi.org/10.2224/sbp.7125
https://doi.org/10.1177/0003122412465331
https://doi.org/10.1037/0021-9010.82.3.359
https://doi.org/10.1037/0021-9010.82.3.359
https://doi.org/10.1016/j.tate.2021.103425
https://doi.org/10.1016/j.tate.2011.12.003
https://doi.org/10.1080/09585192.2018.1475402
https://doi.org/10.1080/09585192.2018.1475402
https://doi.org/10.1108/MD-06-2018-0685
https://doi.org/10.1108/MD-06-2018-0685
https://doi.org/10.15626/MP.2018.870
https://doi.org/10.1037/0021-9010.91.6.1321


Muldoon, J., Keough, S. M., & Lovett, S. (2018). The mediating role of workplace attitudes on the 
leader–member exchange—Turnover intention relationship. The Psychologist-Manager Journal, 
21(4), 229. https://doi.org/10.1037/mgr0000079 

Namin, B. H., Øgaard, T., & Røislien, J. (2021). Workplace incivility and turnover intention in 
organizations: A meta-analytic review. International Journal of Environmental Research and 
Public Health, 19(1), 25. https://doi.org/10.3390/ijerph19010025 

NAV, T. N. L. A. W. A. (2021). Bedriftsundersøkelsen. Årlig spørreundersøkelse. NAV.
Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of work– 

family conflict and family–work conflict scales. Journal of Applied Psychology, 81(4), 400. 
https://doi.org/10.1037/0021-9010.81.4.400 

Nguyen, T. D., Pham, L. D., Crouch, M., & Springer, M. G. (2020). The correlates of teacher 
turnover: An updated and expanded meta-analysis of the literature. Educational Research 
Review, 31, 100355. https://doi.org/10.1016/j.edurev.2020.100355 

Nishii, L. H., & Mayer, D. M. (2009). Do inclusive leaders help to reduce turnover in diverse 
groups? The moderating role of leader–member exchange in the diversity to turnover relation-
ship. Journal of Applied Psychology, 94(6), 1412. https://doi.org/10.1037/a0017190 

Othman, R., Ee, F. F., & Shi, N. L. (2010). Understanding dysfunctional leader‐member exchange: 
Antecedents and outcomes. Leadership & Organization Development Journal, 31(4), 337–350. 
https://doi.org/10.1108/01437731011043357 

Palmer, J. K., & Loveland, J. M. (2008). The influence of group discussion on performance 
judgments: Rating accuracy, contrast effects, and halo. The Journal of Psychology, 142(2), 
117–130. https://doi.org/10.3200/JRLP.142.2.117-130 

Park, J., & Min, H. K. (2020). Turnover intention in the hospitality industry: A meta-analysis. 
International Journal of Hospitality Management, 90, 102599. https://doi.org/10.1016/j.ijhm.2020. 
102599 

Pichler, S. (2019). Performance appraisal reactions: A review and research agenda. In L. A. & J. R. 
Williams (Eds.), Steelman Feedback at Work (pp. 75–96). Springer. https://doi.org/10.1007/978- 
3-030-30915-2 

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method biases 
in behavioral research: A critical review of the literature and recommended remedies. Journal of 
Applied Psychology, 88(5), 879–903. https://doi.org/10.1037/0021-9010.88.5.879 

Poon, J. M. (2004). Effects of performance appraisal politics on job satisfaction and turnover 
intention. Personnel Review, 33(3), 322–334. https://doi.org/10.1108/00483480410528850 

Poon, J. M. (2012). Distributive justice, procedural justice, affective commitment, and turnover 
intention: A mediation–moderation framework 1. Journal of Applied Social Psychology, 42(6), 
1505–1532. https://doi.org/10.1111/j.1559-1816.2012.00910.x 

Preacher, K. J., Rucker, D. D., & Hayes, A. F. (2007). Addressing moderated mediation hypotheses: 
Theory, methods, and prescriptions. Multivariate Behavioral Research, 42(1), 185–227. https:// 
doi.org/10.1080/00273170701341316 

Pulakos, E. D., & O’Leary, R. S. (2011). Why is performance management broken? Industrial and 
Organizational Psychology, 4(2), 146–164. https://doi.org/10.1111/j.1754-9434.2011.01315.x 

Qin, L. (2021). Country effects on teacher turnover intention: A multilevel, cross-national analysis. 
Educational Research for Policy and Practice, 20(1), 79–105. https://doi.org/10.1007/s10671- 
020-09269-3 

Rana, S., & Singh, S. (2021). Performance appraisal justice and affective commitment: Examining 
the moderating role of age and gender. International Journal of Organizational Analysis, 30(1), 
24–46. https://doi.org/10.1108/IJOA-04-2020-2124 

Roksvaag, K., & Texmon, I. (2012). Arbeidsmarkedet for lærere og førskolelærere fram mot år 2035. 
Statistics Norway.

Rubel, M. R. B., & Kee, D. M. H. (2015). High commitment compensation practices and employee 
turnover intention: Mediating role of job satisfaction. Mediterranean Journal of Social Sciences, 
6(6–S4), 321–333. https://doi.org/10.5901/mjss.2015.v6n6s4p321 

Schopman, L., Kalshoven, K., & Boon, C. (2017). When health care workers perceive 
high-commitment HRM will they be motivated to continue working in health care? It may 

22 D. Y. DAHLE AND A. WÆRAAS

https://doi.org/10.1037/mgr0000079
https://doi.org/10.3390/ijerph19010025
https://doi.org/10.1037/0021-9010.81.4.400
https://doi.org/10.1016/j.edurev.2020.100355
https://doi.org/10.1037/a0017190
https://doi.org/10.1108/01437731011043357
https://doi.org/10.3200/JRLP.142.2.117-130
https://doi.org/10.1016/j.ijhm.2020.102599
https://doi.org/10.1016/j.ijhm.2020.102599
https://doi.org/10.1007/978-3-030-30915-2
https://doi.org/10.1007/978-3-030-30915-2
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1108/00483480410528850
https://doi.org/10.1111/j.1559-1816.2012.00910.x
https://doi.org/10.1080/00273170701341316
https://doi.org/10.1080/00273170701341316
https://doi.org/10.1111/j.1754-9434.2011.01315.x
https://doi.org/10.1007/s10671-020-09269-3
https://doi.org/10.1007/s10671-020-09269-3
https://doi.org/10.1108/IJOA-04-2020-2124
https://doi.org/10.5901/mjss.2015.v6n6s4p321


depend on their supervisor and intrinsic motivation. The International Journal of Human 
Resource Management, 28(4), 657–677. https://doi.org/10.1080/09585192.2015.1109534 

Shin, D., Garmendia, A., Ali, M., Konrad, A. M., & Madinabeitia-Olabarria, D. (2020). HRM systems 
and employee affective commitment: The role of employee gender. Gender in Management: An 
International Journal, 35(2), 189–210. https://doi.org/10.1108/GM-04-2019-0053 

Skaalvik, E. M., & Skaalvik, S. (2007). Dimensions of teacher self-efficacy and relations with strain 
factors, perceived collective teacher efficacy, and teacher burnout. Journal of Educational 
Psychology, 99(3), 611. https://doi.org/10.1037/0022-0663.99.3.611 

Skaalvik, E. M., & Skaalvik, S. (2011). Teacher job satisfaction and motivation to leave the teaching 
profession: Relations with school context, feeling of belonging, and emotional exhaustion. 
Teaching & Teacher Education, 27(6), 1029–1038. https://doi.org/10.1016/j.tate.2011.04.001 

Skaalvik, E. M., & Skaalvik, S. (2020). Teacher burnout: Relations between dimensions of burnout, 
perceived school context, job satisfaction and motivation for teaching. A longitudinal study. 
Teachers & Teaching, 26(7–8), 602–616. https://doi.org/10.1080/13540602.2021.1913404 

Smithers, A., & Robinson, P. (2003). Factors affecting teachers’ decisions to leave the profession. 
(DfES Research Report RR430). University of Liverpool.

Sun, R., & Wang, W. (2017). Transformational leadership, employee turnover intention, and 
actual voluntary turnover in public organizations. Public Management Review, 19(8), 
1124–1141. https://doi.org/10.1080/14719037.2016.1257063 

Tabachnick, B. G., Fidell, L. S., & Ullman, J. B. (2007). Using multivariate statistics (Vol. 5). Pearson.
Thompson, C. A., & Prottas, D. J. (2006). Relationships among organizational family support, job 

autonomy, perceived control, and employee well-being. Journal of Occupational Health 
Psychology, 11(1), 100. https://doi.org/10.1037/1076-8998.10.4.100 

Tiplic, D., Brandmo, C., & Elstad, E. (2015). Antecedents of Norwegian beginning teachers’ 
turnover intentions. Cambridge Journal of Education, 45(4), 451–474. https://doi.org/10.1080/ 
0305764X.2014.987642 

Verheul, I. (2007). Commitment or control? Human resource management practices in female and 
male-led businesses. (ERS-2007-071-ORG). Erasmus Research Institute of Management.

Wæraas, A., & Dahle, D. Y. (2020). When reputation management is people management: 
Implications for employee voice. European Management Journal, 38(2), 277–287. https://doi. 
org/10.1016/j.emj.2019.08.010 

Walton, R. E. (1985). From control to commitment in the workplace. Harvard Business Review, 
63(March), 77–84.

Wang, E., Jiang, W., & Mao, S. (2020). Job autonomy and turnover intention among social workers 
in China: Roles of work-to-family enrichment, job satisfaction and type of sector. Journal of 
Social Service Research, 46(6), 862–876. https://doi.org/10.1080/01488376.2019.1698487 

Wang, P. Q., Kim, P. B., & Milne, S. (2017). Leader–member exchange (LMX) and its work 
outcomes: The moderating role of gender. Journal of Hospitality Marketing & Management, 
26(2), 125–143. https://doi.org/10.1080/19368623.2016.1185989 

Wheatley, D. (2017). Autonomy in paid work and employee subjective well-being. Work and 
Occupations, 44(3), 296–328. https://doi.org/10.1177/0730888417697232 

Wright, P. M., & Essman, S. M. (2021). Carrots, sticks, and performance: Is it commitment, or 
commitment plus control? Academy of Management Perspectives, 35(2), 208–218. https://doi. 
org/10.5465/amp.2018.0064 

Yousaf, A., Sanders, K., & Yustantio, J. (2018). High commitment HRM and organizational and 
occupational turnover intentions: The role of organizational and occupational commitment. 
The International Journal of Human Resource Management, 29(10), 1661–1682. https://doi.org/ 
10.1080/09585192.2016.1256905 

Zhan, Y., Wang, M., & Shi, J. (2015). Retirees’ motivational orientations and bridge employment: 
Testing the moderating role of gender. Journal of Applied Psychology, 100(5), 1319. https://doi. 
org/10.1037/a0038731

INTERNATIONAL JOURNAL OF LEADERSHIP IN EDUCATION 23

https://doi.org/10.1080/09585192.2015.1109534
https://doi.org/10.1108/GM-04-2019-0053
https://doi.org/10.1037/0022-0663.99.3.611
https://doi.org/10.1016/j.tate.2011.04.001
https://doi.org/10.1080/13540602.2021.1913404
https://doi.org/10.1080/14719037.2016.1257063
https://doi.org/10.1037/1076-8998.10.4.100
https://doi.org/10.1080/0305764X.2014.987642
https://doi.org/10.1080/0305764X.2014.987642
https://doi.org/10.1016/j.emj.2019.08.010
https://doi.org/10.1016/j.emj.2019.08.010
https://doi.org/10.1080/01488376.2019.1698487
https://doi.org/10.1080/19368623.2016.1185989
https://doi.org/10.1177/0730888417697232
https://doi.org/10.5465/amp.2018.0064
https://doi.org/10.5465/amp.2018.0064
https://doi.org/10.1080/09585192.2016.1256905
https://doi.org/10.1080/09585192.2016.1256905
https://doi.org/10.1037/a0038731
https://doi.org/10.1037/a0038731

	Abstract
	Introduction
	Theoretical observations and hypotheses
	Teacher exposure to de-regulation in a social exchange perspective
	Antecedents to turnover intention
	Gender differences

	Methodology
	Research context, sample and procedure
	Measures
	HRM approach
	PA dissatisfaction
	Heteronomy
	Leader-member exchange (LMX)
	Control variables


	Results
	Hypotheses 4–11: Mediation, moderation, and moderated mediation
	Gender differences

	Discussion and conclusion
	Limitations and future research
	Disclosure statement
	Notes on contributors
	ORCID
	Ethics approval
	References

