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Abstract

:

Amidst the pandemic, the work of many security personnel increased due to the additional requirements of checking vaccination records, temperature-taking, and contact-tracing procedures. There is ample research linking work hygiene and motivator factors (from Herzberg’s two-factor theory) to both job satisfaction and intentions to quit in various types of work settings. However, little is known about what keeps security officers on the job despite the exacerbated challenges posed by the pandemic. We examine how distinct hygiene and motivator factors predict intentions to quit among security officers. One thousand security officers in Singapore participated in a cross-sectional survey that assessed their current job experiences. The findings of this study revealed that job satisfaction plays a mediating effect in the positive relationship between four out of five poor hygiene factors and intentions to quit. Furthermore, the negative mediating effect of job satisfaction between all three motivator factors and intentions to quit was significant. Specifically, the intrinsic motivation for the work itself was the most significant predictor of intentions to stay. Interventions targeted at enhancing work commitment among security officers should highlight the value of security work and its role in maintaining public safety.
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1. Introduction


Although an individual’s work has immense pragmatic value, as it affords the person a certain level of financial security and helps to meet basic needs and maintain a certain quality of life, it is also one of the most emotionally laden aspects of human life. If an individual is unable to derive emotional satisfaction from his/her work, it is very likely that the individual will develop intentions to quit thereby defeating the practical value of engaging in work in the first place. This pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences is defined as job satisfaction (Locke 1976). Given the research evidence that validates the relationship between intentions and actual behavior (Webb and Sheeran 2006), intentions to quit one’s job, i.e., employee’s intention to voluntarily leave the organization (Redondo et al. 2021), has immense economic significance for employers, as it may be a precursor to actual quitting. High turnover is inevitably an unfavorable outcome for any employer. Hence, where job satisfaction is an important determinant of an optimal working experience, intentions to quit may interfere with that very experience. It is clear that both job satisfaction and intentions to quit bear important implications for the employee as well as the organization.



The purpose of the current study is to utilize the two-factor theory proposed by Herzberg (1959) as a framework to understand job satisfaction and intentions to quit in the context of private security officers. Broadly, the theory postulates that there are certain job content factors (the nature of the work itself, opportunities for growth, sense of responsibility) that promote job satisfaction and job context factors (salary, working conditions, company policies) that prevent job dissatisfaction (Serbenya et al. 2022). There is ample empirical evidence that examines these important variables in a variety of work settings. These include healthcare professionals (Gonzales et al. 2016; McVicar 2016), private sector industries (Yadav 2022), the hospitality industry (Grobelna et al. 2016), university faculty and researchers (Ashraf 2020), and even millennials (Bhatt et al. 2022). However, very few studies have attempted to test how these variables manifest in the work of security personnel. For instance, one study focused exclusively on airport security personnel’s emotional exhaustion (Baeriswyl et al. 2016). Demirci and Ergen (2020) examined the effect of a single variable (wages) on security officers’ job satisfaction and intentions to quit. Paek (2021) comprehensively examined how job satisfaction of contract and in-house security personnel is predicted by work and organizational characteristics and socio-demographic variables. However, this study was conducted in the unique Korean context where private security businesses are regulated by their National Police Agency. Hence, there is a clear research gap in testing the premises of a classical theory of motivation and job satisfaction among security personnel in a single study. The security sector plays an important role in maintaining the safety and security of both our public and private spaces. This underscores the need to examine these variables in this highly indispensable group of community workers.



1.1. Relationship between Job Satisfaction and Intentions to Quit


Several studies have shown the negative relationship between job satisfaction and intentions to quit (Masum et al. 2016; Stummer et al. 2018). It is not surprising that when an individual is dissatisfied with his/her working conditions, it would engender thoughts about leaving the job. This is because people are motivated to maintain optimal functioning and consistency in their personal and professional lives. For example, if an employee experiences low job satisfaction (has a negative evaluation of the job), but continues to stay in the job, the person’s attitude and behavior about the job are inconsistent. In order to overcome the discomfort that arises due to this inconsistency, the employee will be motivated to quit the job. Therefore, the theoretical basis of this negative association between job satisfaction and turnover intentions is rooted in theories of cognitive dissonance and balance (Amah 2009).



However, focusing attention only on the impact of job satisfaction on intentions to quit does not provide a comprehensive picture of the mechanism by which this relationship works. It is equally important to delve into the key antecedents of job satisfaction and intentions to quit, as these might indicate the presence of other relationships that enhance understanding of the link mentioned above.




1.2. Antecedents of Job Satisfaction and Intentions to Quit


Broadly, previous studies have examined the antecedents of job satisfaction among nurses (McVicar 2016), hotel employees (Grobelna et al. 2016), telecom employees (Riaz and Ramay 2010), and government employees (Chung et al. 2010). Taken together, these studies converge on some common determinants of job satisfaction such as job stress, supervisor support, role conflict, and intrinsic motivation.



According to Herzberg’s (1959) two-factor theory, there are two categories of factors that influence a worker’s job satisfaction. The first category includes motivators or intrinsic factors such as the work itself, avenues for growth and advancement, and a sense of achievement. These factors focus on the content of the job. The second category includes hygiene or extrinsic elements such as salary, policies, administration, and working conditions. These factors focus on the contextual variables of the job. Herzberg noted in his original conception that both sets of factors have a unique influence on job satisfaction such that hygiene factors when present prevent job dissatisfaction and motivators when present lead to satisfaction (Alshmemri et al. 2017). This implies that hygiene factors may mitigate job dissatisfaction but not necessarily motivate employees. However, Herzberg (1966) himself mentioned later that satisfaction of hygiene and motivator factors can motivate employees to stay committed to their jobs. A number of previous studies have shown that motivator and hygiene factors have differential effects based on the differences in industry, sector, or profession. For example, public sector employees tend to value hygiene factors much more than their private sector counterparts (Maidani 1991). Sales personnels’ job satisfaction was dominated by hygiene factors as compared to motivators (Hong and Waheed 2011). Even among university teachers, motivation was found to be more dependent on hygiene factors (Ghazi et al. 2013). More recently, the presence of hygiene factors favorably influenced job satisfaction among hospitality industry employees (Valk and Yousif 2021) and motivator factors had the same or lower effect on employee motivation than financial rewards among government employees (Soumar et al. 2021). However, there are other studies which recommend an optimal blend of hygiene and motivator factors as essential ingredients for job satisfaction and work motivation (Kotni and Karmuri 2018; Alrawahi et al. 2020). Hence, we hypothesized that:



H1a. 

Poor hygiene factors negatively predict job satisfaction.





H1b. 

Motivator factors positively predict job satisfaction.





Similar to the findings on the antecedents of job satisfaction, the precursors of intentions to quit seem to center around job satisfaction, conflictual workplace relationships, and low engagement among call center employees (Iwu et al. 2021), financial services employees (Van der Merwe et al. 2020), and IT professionals (Krishnan and Singh 2010). In one study, hospital pharmacists reported higher intentions to quit if they experienced poor work hygiene such as job stress associated with work climate and overload (Yeh et al. 2010). Conversely, for healthcare providers, extrinsic work hygiene factors such as salary/income were among the least important factors determining their intentions to quit (Ganjgah et al. 2020). Another recent study showed that both motivator and hygiene factors are important for long-term persistence among teachers of mathematically gifted students (Lv et al. 2022). Given the inconsistent findings around the role of hygiene and motivator factors, it seems logical to test the influence of a combination of both these factors to ascertain their effects on intentions to quit. Further, it is noteworthy that the literature has not paid adequate attention to understanding these effects among an under-studied group of workers: security officers. Thus, we propose the following hypotheses:



H2a. 

Poor hygiene factors positively predict intentions to quit.





H2b. 

Motivator factors negatively predict intentions to quit.






1.3. Job Satisfaction as a Mediator


We propose that job satisfaction is a subjective manifestation of a worker’s contentment with hygiene factors such as wages, policies, and workplace abuse as well as motivator factors such as avenues for growth, sense of achievement, etc. This is because job satisfaction cements the sense of certainty and financial security that is often associated with good hygiene factors at work. We reckon that job satisfaction is plausibly among the most direct outcomes of optimal working conditions and is experienced on a daily basis by individuals while at work. In the presence of poor hygiene factors, is it reasonable to expect that a worker may have thoughts about quitting the job. However, the conversion of these thoughts into a firm intention to quit is often preceded by the subjective experience of dissatisfaction with the work environment. Similarly, if the motivator factors outlined in the two-factor theory are not met, it is plausible to expect that a worker feels demotivated. For instance, if the content of a person’s job is not interesting to him/her, the person will likely experience a sense of dissatisfaction. Conversely, if the person derives intrinsic value and enjoyment from his/her work, the most direct outcome would be a sense of emotional satisfaction with one’s work. Previous research based on Herzberg’s theory has demonstrated that job satisfaction can serve as a mediating mechanism be-tween the work environment and employee retention (Halim et al. 2021).



Hence, in the current study, we set out to examine two more proposals: (a) that poor hygiene factors encourage intentions to quit through their effect on job satisfaction and (b) that motivator factors discourage intentions to quit through their effect on job satisfaction (see Figure 1). This is important from the perspective of organizational effectiveness and business continuity. Interventions aimed at promoting organizational commitment would be more effective if they directly address the antecedents of the mediator (in this case, hygiene and motivator factors), which would then have salutary effects on the mediator (in this case, job satisfaction). Thus, we hypothesized:



H3. 

Job satisfaction mediates the positive relationship between poor hygiene factors and intentions to quit.





H4. 

Job satisfaction mediates the negative relationship between motivator factors and intentions to quit.






1.4. Rationale for the Current Study


The above review shows that there is ample research that examines job satisfaction and intentions to quit among workers in diverse fields and sectors.



However, there is scanty research attention to these variables in the area of security employees. The security sector plays an integral part in the safety of private and public spaces in any country. Security employees carry out important law enforcement duties and act as a distinct sector that supports the government’s security governance machinery such as the police or civil defense officials. Few studies have focused attention on security officers’ job satisfaction specifically. Baeriswyl and colleagues (Baeriswyl et al. 2016) found support for supervisor support and workload as strong predictors of job satisfaction and emotional exhaustion, respectively, among airport security officers. Demirci and Ergen (2020) found that wage was a significant predictor of job satisfaction among private security employees. Paek (2021) showed that positive relationship with supervisor, self-efficacy, and intrinsic reward, not financial reward, determined security officers’ job satisfaction.



In Singapore, there are about 50,000 active and working full-time security officers (Chew 2020). Amidst the current deployment trends, the industry might be facing a shortfall of about 10–15,000 officers, as the majority work six days a week instead of the usual five or five and a half. The COVID-19 pandemic has increased the demand for security services in order to ensure implementation of safe management measures (Ministry of Manpower 2020). Hence, it is imperative to understand the factors that influence security officers’ satisfaction with their jobs and their intentions to quit their jobs.



To our knowledge, only one previous study has examined the job satisfaction among security guards in Singapore (Nalla et al. 2017). This study utilized data collected in 2010 from a small sample of 251 security guards and supervisors. Its novel contribution was that it was the first study to examine job autonomy among security officers. The researchers found that job autonomy, pay and benefits, and co-worker support are strong predictors of job satisfaction.



However, the industry has undergone several changes and improvements since this study. For example, the Security Association Singapore and the Union of Security Employees jointly published the Workplace Safety and Health Guidelines for the Security Industry in 2021 to cultivate good safety and health practices among security agencies and manage their security officers on site. Amid the COVID-19 pandemic, the guidelines include a section on measures to be taken during a pandemic. Hence, it is timely to re-examine the job satisfaction of security employees and assess their intentions to quit given the additional pressures they faced during the recent pandemic. The current study provides empirical data collected from over 1000 security officers assessing both motivator (work itself, advancement, and responsibility) and hygiene factors (compensation, rank, job security, and abuse at the workplace) and how they influence job satisfaction and intentions to quit.





2. Methodology


2.1. Participants


The study participants consisted of 1000 security employees working in Singapore. The mean age of the participants was 47.3 years (SD = 14.3) and 22.8% were women. The sample comprised 31.7% Chinese, 17.7% Malays, and 50.6% Indians and other races/ethnicities. Participants were security officers (SOs) who renew their licenses every five years and obtain their new security ID card at the Union of Security Employees Customer Service Centre. SOs were approached to answer survey questions while waiting for their ID cards. Trained undergraduate students conducted the surveys at the site such that the interviewers read out each question and its response options to the respondent. The interviewers entered the security officer’s response into the pre-loaded survey hosted on an online survey platform. The fieldwork took around three months to complete (September–November 2020). All participants received a supermarket voucher as a token of appreciation for their participation. An inclusion criterion existed during the data collection process: officers who had worked for at least one month were eligible to complete the survey. This ensured that interviews were not conducted with officers who came to the center for fresh license application/collection (i.e., those who were yet to embark upon their security officer career and had no current experience). The study was conducted with adherence to the ethical guidelines prescribed for research with human participants. Thus, participation in the study was voluntary and informed consent was sought from the security officers before the commencement of the survey interview and they could decline to answer any question or quit the survey altogether without any penalty. Confidentiality of responses was maintained.




2.2. Measures


2.2.1. Job Satisfaction


To determine the job satisfaction levels of the respondents, a four-item scale adapted from the Job Diagnostic Survey (JDS) (Hackman and Oldham 1975) was used. This scale assesses overall job satisfaction experienced by the respondents as well as satisfaction in other related domains such as pay, growth opportunities, co-workers, and job security. In the current study, we selected 4 items that measured general satisfaction (“I feel satisfied with my present job”), satisfaction with current pay (“I feel that I am receiving a fair salary for what I am doing”), prospects for promotion (“I am satisfied with my chances for promotion”), and salary increase (“I feel satisfied with my chances for salary in-creases”). The items were rated on a five-point Likert-type scale ranging from 1 = strongly disagree to 5 = strongly agree. Dawes (2008) furnished experimental evidence to show that 5-, 7-, or 10-point scales are comparable formats for obtaining data for regression analysis.




2.2.2. Intentions to Quit


Intentions to quit were assessed by the English version of a Spanish scale used by Omar et al. (2020). This scale is composed of two items rated on a Likert-type format of five points (1 = strongly disagree to 5 = strongly agree). The items are, “I often think about quitting my present job” and “I would probably look for a new job in the near future”. According to the authors of the scale, usage of a 5-point scale posed no difficulties for respondents in the validation sample.




2.2.3. Job Hygiene and Motivator Factors


Based on Aydın’s (2012) classification, survey items were categorized into hygiene and motivator factors. Under the hygiene category, five factors were included. These were wages, delay in payment of wages, job security, rank, and physical/verbal abuse. Under the motivator category, three factors were included: the work itself, advancement possibility, and responsibility. Table 1 shows the kind of factor and the survey item that was used to measure it.






3. Results


Table 2 shows the inter-correlations between all key variables used in the study. Since the correlation between enjoyment in the work itself and job satisfaction was fairly high (r = 0.75), we checked for multicollinearity. The variance inflation factor (VIF) was calculated and the VIF score was 1. It is suggested that a VIF value of 10 or above should be a cause for concern (Myers 1990). Thus, multicollinearity was not a problem in the current analysis.



There was linearity as assessed by partial regression plots and a plot of studentized residuals against the predicted values. The residuals were independent, as assessed by a Durbin–Watson statistic of 1.53. There was homoscedasticity, as assessed by visual inspection of the plot of studentized residuals versus unstandardized predicted values. No leverage values greater than 0.2, and values for Cook’s distance above 1 were found. The assumption of normality was met, as assessed by a Q-Q Plot. All correlations were in the expected direction and significant. For instance, job satisfaction was negatively related to the intention to quit and positively with all the motivator factors and one hygiene factor (rank). On the other hand, the intention to quit was positively related to abuse at the workplace and to job insecurity.



We used the bootstrapping approach developed by Hayes and Preacher (2014) to estimate the direct and indirect effects of hygiene and motivator factors on intentions to quit. Age and gender of the participants were used as covariates in the analysis.



3.1. Direct Effects (Regression Analysis: Hypothesis 1a, 1b and 2a, 2b)


The direct effect of hygiene and motivator factors on intentions and job satisfaction were tested using multiple regression. Table 3 provides a summary of the regression results. The results indicate that poor hygiene negatively predicts job satisfaction, as shown in the second column of Table 3. Further, motivator factors positively predict job satisfaction except the responsibility factor. For intentions to quit, poor hygiene is a positive predictor and motivator factors are negative predictors. Hence, H1a, H1b, H2a, and H2b are all supported. However, the variance in job satisfaction (59.7%) and intentions to quit (19.5%) explained by motivator factors is greater than the variance explained by hygiene factors (9.4% and 6.2%, respectively).




3.2. Indirect Effects (Mediation Analysis: Hypothesis 3 and 4)


The indirect effect of certain hygiene and motivator factors on intentions to quit via job satisfaction was significant. Beta coefficients for all of the paths in these models appear in Table 4 and Table 5. The strength of the mediated effect of a factor on intention to quit via job satisfaction is significant if the 95% confidence interval of the product of (axb) by bootstrapping does not include zero.



We found that only for basic wage (first row in Table 4), job satisfaction was not a significant mediator from the hygiene/motivator factor on intentions to quit, whereas all other factors were significantly mediated by job satisfaction. Further, if the total effect (path c in Figure 1 not controlling for job satisfaction) is significant and the direct effect (path c’ in Figure 1) is not statistically significant, a full mediation is said to occur between a factor and intention to quit. For all three motivator factors along with rank and abuse at the workplace among the hygiene factors, there was evidence of job satisfaction fully mediating the effect of the factor on intentions to quit. Notably, the total effect of the motivator factor (the work itself) not controlling for job satisfaction was statistically significant (−0.76), but the direct effect controlling for job satisfaction was not significant (−0.13). This implies that the work itself has a negative effect on intentions to quit, but this effect is explained by the influence that the work itself has on the worker’s job satisfaction. The total R2 denotes the amount of variance in intentions to quit that can be accounted for by the predictors. For instance, 18% of the variance in intentions to quit was accounted for by the ‘work itself’ motivator predictor (R2 = 0.18). In addition, the Sobel test was used to test the significance of a mediation effect. The Sobel test provides means to determine whether the reduction in the effect of the independent variable, after including the mediator, is a significant reduction and therefore whether the mediation effect is statistically significant (Sobel 1982). The Sobel test was significant for all the mediation models. In the case of wage, where the Sobel test is significant but the bootstrapping indirect effects are not significant, we followed the latter, as it is known to overcome the limitations of the Sobel test (Hadi et al. 2016).





4. Discussion


The current study set out to test the idea that the detrimental effects of poor hygiene and motivator factors on intentions to quit among security officers may be explained by their effect on job satisfaction. In other words, the study attempted to apply Herzberg’s two-factor theory to a differentiated set of community workers. While previous research has demonstrated the application of this theory among retail salesforce (Kotni and Karmuri 2018), clinical laboratory staff (Alrawahi et al. 2020), and university faculty (Schulz 2009), the current study makes a novel contribution by testing the premises of the theory among security officers. Overall, the findings lent evidence for the role of job satisfaction as a fully mediating mechanism between several hygiene/motivator factors and intention to quit and a partially mediating mechanism between job insecurity and intentions to quit.



4.1. Role of Hygiene and Motivator Factors through Job Satisfaction


To test the mediation hypotheses, we first tested the direct effects of hygiene and motivator factors in job satisfaction and intentions to quit. We found evidence that poor hygiene does predict intentions to quit as well as lower job satisfaction levels. The motivator factors predicted job satisfaction and were associated with lower levels of intentions to quit. This is in line with previous research where the presence of good hygiene factors did predict higher job satisfaction and lower intentions to quit (Valk and Yousif 2021; Yeh et al. 2010). Similarly, the predictive effects of motivator factors on job satisfaction and intentions to quit have been documented in previous research (Alrawahi et al. 2020; Ganjgah et al. 2020).



With respect to the hygiene factors included in the current study, only wage, i.e., the basic monthly salary drawn by the security officers, did not significantly predict turnover intentions via job satisfaction. We posit that this may be a result of using the actual pay amount (in dollars) as a measure of the salary hygiene factor. Previous research has shown that it is not only the actual payment amount but also the worker’s evaluation of whether he/she is satisfied with the salary that accounts for intentions to quit (De Gieter et al. 2012). Furthermore, compared to base pay, which is found to be related to increased work effort and decreased turnover intention, variable pay for performance-type salary benefits is positively related to increased work effort, but also positively related to increased turnover intention (Kuvas et al. 2016). Therefore, future studies may consider including measures of pay satisfaction to achieve a more comprehensive assessment of the salary hygiene factor.



The remaining four hygiene factors (delay in payment of wages, job insecurity, verbal and/or physical abuse at the workplace, and the rank held by the security officer) all significantly predict intentions to quit via job satisfaction. It is reasonable to expect that a worker who is not paid on time, or who believes that there is a real likelihood of losing the job or has also experienced physical or verbal abuse at the workplace, will harbor intentions to quit his/her job. However, the channel through which these poor hygiene factors encourage intentions to quit is by their more direct impact on the worker’s subjectively experienced level of job dissatisfaction. As mentioned before, an individual’s work is not only a financially driven pursuit but also an emotionally laden one. The worker inevitably feels emotionally let down when work hygiene factors are not optimal, resulting in the development of turnover intentions. The findings of the current study support this contention, as the link between hygiene factor and intention to quit was mediated by job satisfaction. Hence, Hypothesis 3 was supported.



Next, we also examined the effects of three motivator factors (the work itself, opportunities for advancement, and assignment of responsibility) on intentions to quit via job satisfaction. The findings revealed that the effects of all three motivator factors on intentions to quit were fully mediated by job satisfaction. The intrinsic enjoyment in the work itself accounted for the highest amount of variance (18%) in intentions to quit among all other predictor variables. These results are consistent with earlier findings that emphasize the importance of intrinsic motivation factors to bring about several positive individual and organizational outcomes (Manganelli et al. 2018; Dahiya and Raghuvanshi 2021). However, these positive effects of the presence of good motivator factors on the commitment to stay are channeled via their salutary effects on the emotional experience of job satisfaction. Hence, Hypothesis 4 was also supported. Thus, the results of the current study support the contention that both hygiene and motivator factors work synergistically to affect job satisfaction and intentions to quit among security officers.




4.2. Practical and Theoretical Implications


As far as intentions to quit are important determinants of actual turnover and turnover related to both direct and indirect costs to an individual and his/her hiring organization, it is of critical importance to examine the factors that act as precursors to these intentions. An understanding of the mechanism that precedes turnover intentions may provide employers with practical opportunities for interventions that may prevent the incidence of turnover. The current study clearly shows that it is not just lower levels of job satisfaction that fully explain its detrimental effects on intentions to stay. Job satisfaction is enhanced or diminished based on the existence of several hygiene and motivator factors.



This has pertinent implications for human resource management. If organizations wish to retain their security personnel for the long haul, they must ensure that work hygiene and work motivation are dealt with first. Furthermore, poor hygiene and motivator factors are risk factors for intentions to quit but more so due to their impact on an employee’s sense of job satisfaction that places workers at a higher risk for developing turnover intentions. Policies and programs that seem to instill a commitment to stay in employment such as higher wages, rank, opportunities for advancement or higher responsibilities, etc., do so by their effect on the emotional experience of satisfaction with one’s job. Hence, policymakers and employers must take a holistic approach that pays attention to both the emotional experience of satisfaction with one’s work as well as factors that influence this sense of satisfaction. This requires an acute awareness of the effect of their initiatives on workers’ emotional appraisal of the job. Each initiative (such as timely payments, promotion incentives, subsidies, and redressal channels for abuse) must be carefully linked to how it enhances workers’ job satisfaction. This may be achieved by regular opinion checks or perception surveys among security officers where they may openly share their views about certain policies and programs. Lending a voice to security officers to articulate which job-related factor enhances their job satisfaction might render greater effectiveness to the initiative in mitigating intentions to quit.



Another important implication of the current study stems from the revelation that among the motivator factors, the intrinsic value of the work performed by security officers seems to have the strongest effect. This suggests that by validating the valuable and unique contribution of security officers’ work, policymakers and employers may accrue the greatest advantage in attempting to build their work commitment. The context of the security sector bears national significance for any country, as these workers are important adjuncts to the law enforcement machinery in the country.



Apart from the practical implications, the current study extends the job satisfaction and intentions to quit literature by examining these constructs among security officers. This lends to the robustness of the two-factor theory as a nearly universal framework for understanding the job satisfaction and intentions to quit link. Furthermore, the data for the study are drawn from a nationally representative sample of security employees in Singapore, which further enhances the reliability of the findings.




4.3. Limitations and Directions for Future Research


However, the limitations of the study need to be acknowledged as well. The most important limitation of the current study is the usage of single-item measures for many of the predictor variables. This was necessitated by the optimal length of the survey that had to be maintained in order to recruit participants during their waiting period window at the license renewal center. This was a practical consideration that we had to adhere to so that data may be collected expeditiously without causing any disruption to the ongoing renewal activities. Future studies may benefit from the use of validated measures to have a fuller coverage of the hygiene and motivator factors. Relatedly, we recognize that other hygiene factors such as optimal working hours may have a significant impact on security employees’ job satisfaction and intention to quit, but the current study did not examine this potential variable. Owing to the shortage of labor in the sector, security employees work long shifts (12 h, 6 days per week), leaving them little time for attending to familial or social matters. Future studies may attempt a broader exploration of such contextual factors. Another shortcoming is the cross-sectional design, which precludes any causal interpretations. In order to increase the validity of the conclusions drawn in the current study, longitudinal investigations that follow the same security officers over an extended period may help to cement the longevity of these effects.





5. Conclusions


Despite its limitations, the current study provides employers and policymakers with practical tools that might mitigate the likelihood of turnover intentions among security officers. Specifically, they could improve security officers’ job satisfaction by creating awareness among them about the relevance of their work in maintaining the safety of public spaces and private premises in the country. This would encourage the officers to take pride in their job and work towards engendering intrinsic forms of motivation. Further, educating the public about the importance of treating security employees with respect and dignity and the legal repercussions of any form of abuse may go a long way in making this important section of the workforce feel appreciated and recognized. After all, many of them stay awake so that others may sleep peacefully.
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Figure 1. Diagrammatic representation of proposed model. Note: the hypothesized connection between hygiene and motivator factors and job satisfaction is denoted a; the hypothesized association between job satisfaction and intention to quit is denoted b. The strength of the mediated association (i.e., the extent to which the effect of hygiene and motivator factors on intentions to quit may be mediated by job satisfaction) is found by multiplying ‘a’ with ‘b’. The path denoted c’ represents the direct association between work hygiene/motivator factors and intentions to quit when the indirect or mediated path involving job satisfaction is statistically controlled. The c coefficient in parenthesis represents the total relationship between hygiene/motivator factors and intentions to quit (not controlling for job satisfaction). 
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Table 1. Items used to measure hygiene and motivator factors.
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Type of Factor:

	
Survey Item

	
Scale






	
Hygiene Factor




	
Wages:

	
Base salary earned

	
Basic wage in SGD




	
Delay in payment:

	
How often does your employer pay late wages?

	
1 = Not at all, 3 = Most of the time




	
Job insecurity:

	
How likely do you think you will lose this job?

	
1 = Very unlikely, 5 = Very Likely




	
Rank:

	
What job rank are you currently employed at?

	
1 = Security Officer, 5 = Chief Security officer




	
Abuse:

	
Have you experienced verbal/physical abuse at work?

	
0 = No, 3 = Yes, both verbal and physical abuse




	
Motivator Factor




	
Work Itself:

	
I find real enjoyment in my work.

	
1 = Strongly Disagree, 5 = Strongly Agree




	
Advancement:

	
How likely would you expect an increase in salary in the next 12 months?

	
1 = Very Unlikely, 5 = Very Likely




	
Responsibility:

	
How likely would you expect to take on a greater level of responsibilities in the next 12 months?

	
1 = Very Unlikely, 5 = Very Likely








Note. Variables in an SEM type of analysis do not need to be on the same scale (Grace 2006).
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Table 2. Means, SDs, and inter-correlations of key study variables.
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	A
	B
	C
	D
	E
	F
	G
	H
	I
	J





	A. Intention to Quit
	(0.62)
	
	
	
	
	
	
	
	
	



	B. Job satisfaction
	−0.52 **
	(0.83)
	
	
	
	
	
	
	
	



	C. Base Wage
	0.00
	0.08 **
	-
	
	
	
	
	
	
	



	D. Wage delay
	0.05
	−0.09 **
	0.03
	-
	
	
	
	
	
	



	E. Job Rank
	−0.07 *
	0.13 **
	0.33 **
	0.00
	-
	
	
	
	
	



	F. Abuse
	0.14 *
	−0.24 **
	0.01
	0.05
	0.06
	-
	
	
	
	



	G. Job insecurity
	0.19 **
	−0.14 **
	−0.00
	0.04
	−0.07 *
	0.08 *
	-
	
	
	



	H. Work itself
	−0.42 **
	0.75 **
	0.04
	−0.02
	0.07 *
	−0.19 **
	−0.13 **
	-
	
	



	I. Advancement
	−0.22 **
	0.08 **
	0.04
	−0.02
	0.35 **
	−0.08 **
	−0.15 **
	0.22 **
	-
	



	J. Responsibility
	−0.09 **
	0.07 *
	0.04
	−0.00
	0.18 **
	0.04
	−0.02
	1.13 **
	0.36 **
	-



	Mean
	3.98
	15.70
	1553.52
	1.05
	1.73
	0.49
	2.07
	3.97
	3.51
	3.75



	SD
	1.67
	3.35
	734
	0.23
	0.89
	0.74
	1.22
	0.93
	1.29
	1.18







Note. N = 1000, ** Correlations are significant at 0.01 level, * correlations are significant at 0.05 level; reliability coefficients are given on the diagonal in parenthesis. Single-item measures do not have Cronbach alphas.
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Table 3. Summary of regression results.
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Predictors

	
Job Satisfaction

	
R2

	
F

	
Intention to Quit

	
R2

	
F




	
β

	
t-Value

	
β

	
t-Value






	
Hygiene Factors

	

	

	

	

	

	

	

	




	
Wage Delay

	
−0.07 *

	
−2.26

	
0.094 ***

	
25.8 ***

	
0.032

	
1.03

	
0.062 ***

	
16.3 ***




	
Job insecurity

	
−0.11 ***

	
−3.58

	
0.182 ***

	
5.88




	
Abuse

	
−0.24 ***

	
−7.74

	
0.130 ***

	
4.21




	
Motivators

	

	

	

	

	

	

	

	




	
Work Itself

	
0.71 ***

	
34.17

	
0.597 ***

	
491.8 ***

	
−0.39 ***

	
−13.51

	
0.195 ***

	
80.8 ***




	
Responsibility

	
0.02

	
1.13

	
0.003

	
0.115




	
Advancement

	
0.19 ***

	
8.48

	
−0.14 ***

	
−4.36








Note: *** p < 0.001, * p < 0.05, β = standardized beta co-efficient, R2—coefficient of determination.
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Table 4. Results of mediation analysis of job satisfaction between intentions to quit and job hygiene indicators.
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Job Hygiene Factor (X)

	
Total Effect of X on Y

	
Direct Effect of X on Y

	
Mediation by Job Satisfaction

Indirect Effect

	
95% CI

	
Sobel’s Test




	

	
c

	
c’

	
a

	
b

	
a × b

	
LL–UL

	
t

	
Total R2






	
Wage

	
0.00

	
0.00 ns

	
0.004 *

	
−0.27 ***

	
−0.00

	
−0.00–0.00

	
−3.91 ***

	
0.00 ns




	
Wage Delay

	
0.33 ns

	
0.04 ns

	
−1.05 *

	
−0.26 ***

	
0.28

	
0.05–0.56

	
2.05 *

	
0.01




	
Job Insecurity

	
0.27 ***

	
0.18 ***

	
−0.37 ***

	
−0.26 ***

	
0.09

	
0.05–0.14

	
3.94 **

	
0.04




	
Rank

	
−0.14 *

	
−0.02 ns

	
0.46 ***

	
−0.27 **

	
−0.12

	
−0.19–(−0.06)

	
−3.82 ***

	
0.01




	
Abuse

	
0.49 ***

	
0.10 ns

	
−1.45 ***

	
−0.27 ***

	
0.39

	
0.27–0.51

	
6.29 ***

	
0.02 ***








Note. N = 1000, * p < 0.05, ** p < 0.01, *** p < 0.001, X = hygiene factor, Y = intention to quit, a = path from job characteristic to job satisfaction, b = path from hygiene factor to intention to quit, path c denotes the strength of the total relationship between hygiene factor and intention to quit (not controlling for the effect of job satisfaction), c’ denotes the direct effect of hygiene factor on intention to quit controlling for job satisfaction, ns = non-significant, CI = confidence interval, LL = lower limit, UL = upper limit, R2 denotes the proportion of variance in intention to quit predictable from the overall model.
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Table 5. Results of mediation analysis of job satisfaction between intentions to quit and job motivator indicators.
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Job Motivator Factor (X)

	
Total Effect of X on Y

	
Direct Effect of X on Y

	
Mediation by Job Satisfaction

Indirect Effect

	
95% CI

	
Sobel’s Test




	

	
c

	
c’

	
a

	
b

	
a × b

	
LL–UL

	
t

	
Total R2






	
Work itself

	
−0.76 ***

	
−0.13 ns

	
2.63 ***

	
−0.24 ***

	
−0.64

	
−0.77–(−0.51)

	
−11.15 ***

	
0.18 ***




	
Advancement

	
−0.28 ***

	
−0.07 ns

	
0.83 ***

	
−0.26 ***

	
−0.22

	
−0.27–(−0.17)

	
−7.52 ***

	
0.05 ***




	
Responsibility

	
−0.13 *

	
−0.02 ns

	
0.44 ***

	
−0.27 ***

	
0.09

	
−0.17–(−0.06)

	
−4.45 ***

	
0.01 ***








Note. N = 1000,* p < 0.05, *** p < 0.001, X = motivator factor, Y = intention to quit, a = path from motivator to job satisfaction, b = same as above, path c denotes the strength of the total relationship between motivator and intention to quit (not controlling for the effect of job satisfaction), c’ denotes the direct effect of motivator on intention to quit controlling for job satisfaction, ns = non-significant.
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