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Abstract

Most recently-published organizational research has been quantitative. However, qualitative research such as clinical-style information gathering (Schein, 1987) studies may be more useful in certain circumstances. In the current study, a semi-structured interview format was used to elicit reasons why minority employees voluntarily terminated employment with a large marketing research organization. These individuals had held field jobs that required regular interaction with consumers. Participants were also asked about their perceptions of diversity climate and inclusion. Fifty-four interviews were conducted. Content analysis was conducted by job as well as by ethnicity. Few differences between ethnicities appeared, but a number of interesting findings were revealed when the data was analyzed by job category. Differences between probable turnover causes reported by supervisors and administrative sources, and actual reasons reported by interviewees were observed. These differences and the unique contributions of in-depth response made possible by the qualitative design of this research are considered.
A Telephone Interview Study of Turnover Reasons and
Perceptions of Diversity Climate among Minority Employees
Especially in the U.S., most recent organizational research has conformed to an accepted quantitative research paradigm. For a variety of reasons, quantitative methods have traditionally been embraced, whereas qualitative methods have been viewed by some as inferior (Currall, Hammer, Baggett, & Doniger, 1999). In fact, much of the training in industrial/organizational psychology and organizational behavior is oriented around quantitative methods. Although qualitative research methods appear to be more widely accepted in other countries than in the U.S., criteria for judging this research and research using mixed methods are not always clear (Sale & Brazil, 2004). Importantly to academic researchers, quantitative studies tend to appear in the most widely read publications more often, perhaps due to their concise and confirmatory nature (Jacobides, Kunda, Locke, & Sharpe, 2006). Certainly there is something appealing about methods that can potentially provide straightforward answers to discrete, clearly outlined questions.
However, organizations often have additional interests in research beyond numerical data and hypothesis testing. Hypotheses may not yet be formulated. Instead, policy makers may want to know if the view of organizational reality seen by upper level managers is the same as that at lower levels. Qualitative approaches tend to produce a large quantity of detailed observations or other information that can then be examined and used to generate hypotheses that are suitable for later quantitative testing (Greene, Caracelli, & Graham, 1989).
Organizational decision makers may seek a more complex and detailed understanding of the impact of organizationally-specific policies and job-related processes, rather than broad relationships common to many organizations. For this purpose, qualitative research methods may be uniquely suited, though the information gained through such methods may be more situationally specific than many researchers desire (Sousa & Hendriks, 2006).
Employee reactions to the research and, sometimes, public relations must also be considered. At the time the current study was conducted, implications from the sale of the company to another entity and shifts in organizational structure were fueling employee insecurity. Decision makers did not think it was a good time to survey current employees about potentially sensitive matters. However, they did believe that promoting positive perceptions among valued former employees, while gaining insight into underlying problems that contributed to turnover, would be beneficial. It was determined that one-on-one dialog between these individuals and a receptive listener was an effective way to accomplish this. 
Internal politics and budgetary considerations exert influence over what may be studied and how it may be studied. These elements played a part in the decision to examine turnover and diversity topics qualitatively with former employees in the current study, rather than with the use of a survey and current employees. In this case, another department had recently been denied funds to survey employees, and current field employees were scheduled in the near future for participation in a job satisfaction survey. 
Additionally, numbers of available participants may constrain researchers’ ability to conduct and analyze quantitative research. Small companies, small departments, or other small subgroups of interest may contain too few individuals to allow for significance testing of hypotheses.

For these and other reasons, qualitative research such as clinical-style information gathering/intervention (Schein, 1987) and ethnographic, or participant observation, studies may be more useful in certain circumstances.
Interview as Method
Interviewing employees is one method used to collect detailed qualitative data. Interviewing a moderate number of individuals may be characterized as a middle ground between intensive case analysis on the qualitative side and more narrow variable-oriented research on the quantitative side (Ragin, 2000). The interview method has the potential to make several unique contributions, particularly in the areas of process, emotion, and intervention. However, each of these contributions is associated with a potential liability. 

By using an interview approach, processes that involve links from employee cognitions through intentions to behaviors can be more thoroughly examined as a continuous process, rather than one of discrete steps. The interview technique rids the researcher of the necessity of measuring three or so discrete variables that are presumed to be relevant to a wide variety of employees. Instead, the researcher is free to explore the continuous evolution of a process in each individual, even if this process (such as the process that underlies a transition from effective employee performance to voluntary termination of employment) differs from one employee to another. The difficulty is that these processes may not be generalizable to other individuals within other organizations.
Additionally, interviews may be more effective than many other methods for assessing emotional content of responses. People (e.g. interviewers) are best able to detect and respond to emotion as it is displayed, recognizing the potential for additional information gathering. In an emotion-focused study, these emotions themselves may be the content under observation, rather than mere indicators of topics to probe further. Of course, sensitivity to an individual participant’s reactions and welfare is particularly critical when emotional content surfaces in the context of an interview.
Finally, in methods that involve greater interpersonal interaction, such as an interview, there is a greater likelihood that the researcher’s presence will influence the situation being studied. This fact must be carefully considered and may be either a benefit or a detriment of the research. For example, employee perceptions of and reactions to an interview may be very different than those toward a survey. Typically, increased interpersonal contact leads to the individual participant’s belief that their views are valued by the researcher and/or organization. This may result in expectations by the participant that something will be done to address concerns that they raise. When people believe their input is being heard and considered by others, the interview method can produce immediate benefits for the interviewee as well as the company, acting as a type of intervention. However, it may be important to temper employee expectations regarding changes to the status quo.
Conducting Interviews
Although an interview structure should be maintained across participants, qualitative research interviewers may incorporate probes into initial responses for clarification and greater detail (e.g., Booth & Mann, 2005; D’Abate, 2005; Sagie, Zaidman, Amichai-Hamburger, Te’eni, & Schwartz, 2002). Certain cautions may be exercised in order not to “lead” the interviewee. If prior hypotheses exist, they should be recognized but controlled so that what is being noticed and recorded is not unduly affected. 
Typically, interviews are recorded using audio and/or visual equipment, extensive written notes, or a combination of these methods. Interviews may be conducted by one interviewer or a panel.
As in employment interviews conducted in the employee selection context, qualities of the interviewer(s) can elicit different responses from interviewees (for an excellent review of employment interview research, see Posthuma, Morgeson, & Campion, 2002). Although the presence, personal characteristics, and actions of the interviewer have an inevitable effect on the interview situation and reactions of the interviewee, this can be minimized by following certain guidelines. One benefit of a telephone interview is that many of the interviewer’s personal qualities remain unavailable to the interviewee. With careful attention to voice quality and phrasing, the age and ethnicity of the interviewer may not be apparent. 
Regardless of interviewer characteristics, the act of asking questions, including those in a survey format, affects the status quo as participants seek to make sense of their experience by developing theories about the content of the questions, the reason questions are being asked, and the ultimate implication of the results (Schein, 1987). In essence, the interviewer becomes part of the process of building/defining the relationship between interviewee and organization. As such, it is particularly important for the interviewer to convey appreciation for input while avoiding any implication that specific actions will be taken as a result. Making promises to the interviewee could backfire and later lead to distrust or unwillingness to participate in future efforts. The use of interviewers external to the organization can help to protect against these types of misunderstandings. The recognition of interview as part of the relationship process was explicitly considered in the current study.
The Study

The current study was initiated by a large marketing research organization to elicit reasons that minority employees in geographically diverse areas voluntarily terminated employment with the company. Of particular interest to the company was whether factors unknown to upper level management were influential in decisions to leave and whether some reasons for turnover were more common than others. Secondarily, the organization placed a high value on employee diversity and wanted to understand what role was played, if any, by employee perceptions of diversity climate (e.g., Hicks-Clarke & Iles, 2000; Kossek & Zonia, 1993) and inclusion (e.g., Roberson, 2006) within the organization. 
After reviewing organizational data from the previous year to compare the percentage of minority voluntary terminations to the percentage of minorities in the job groups of interest, it was observed that percentage of minority terminations were not noticeably greater than would be expected in most job groups. However, one job group did experience a voluntary termination rate that was 7% higher than would be expected. For this reason, it was decided to analyze reasons for leaving by job group as well as by ethnicity. 

Although reasons given for leaving the organization were noted in administrative files at the time the employee resigned, the human resources department conceded that this information was often too brief and superficial to be of real use for guiding interventions aimed at reducing voluntary turnover. Human resources personnel revealed that often employees simply said they resigned or had personal reasons for leaving in order not to “burn bridges.” Organizational representatives believed more true underlying reasons would be revealed to a company outsider than had been voiced to the employees’ former supervisors or other organizational representatives.
Method
Participants
Most of the former employees included in the study had worked in jobs in the field and regularly interacted with consumers to gain and maintain their cooperation in data collection.  Each of the four represented job groups combined elements of sales and customer service. Fifty-four interviews were conducted using the final interview version. This represents a response rate of approximately 40% of the working telephone numbers of voluntarily terminated ethnic minorities from the time period covered. Demographics of the sample were obtained from company records and are as follows: 57% female, 48% Hispanic, 28% African-American, and 24% Asian/Pacific Islander.
Procedure
Interview Development. Because study participants were valued former employees, the organization preferred an open-ended telephone interview format rather than a survey. The company desired to convey to these individuals in a more personal way that their perceptions, experiences, and suggestions remained respected by the organization. Although not all former employees would be reached due to telephone number changes, those who were contacted were considered more likely to speak on the phone to an interested person than to respond to a pencil-and-paper survey. 
After receiving input from upper level management concerning areas of particular interest and non-interest, preliminary inquiries were made of 16 subject matter experts (SMEs), including job supervisors, area directors, and human resources personnel who were familiar with the jobs being studied. SMEs were asked about the difficulties and rewards inherent in the jobs, and factors they believed sometimes led to turnover. 
A sub-sample of 18 former employees was then selected to be representative, based on job group, ethnicity, and gender information in administrative files, of the larger sample of employees from ethnic minorities who had voluntarily left the company during the previous 1½ years. Efforts were also made to consider geographic location and tenure as selection variables. These individuals were telephoned and were asked to give both the primary reasons leading to their resignation and other reasons that contributed to this decision. After listening to and noting all information that was volunteered, the interviewer asked questions about other job-related aspects that previous turnover research (e.g., Griffeth, Hom, & Gaertner, 2000; Muchinsky & Tuttle, 1979) and SMEs had mentioned as common areas of job stress and dissatisfaction. Some of these topics were satisfaction with the work itself, satisfaction with pay, and stress arising from irregular work schedules.
Due to concerns about the effect of asking questions regarding perceptions of climate for diversity and inclusion on the rest of the interview, these questions were placed toward the end of the interview and tested on this group to assess how well they seemed to be understood and received.

The Interview Itself. The final interview was semi-structured to allow interviewees to openly and freely express their individual reasons for leaving the company, and also to elicit suggestions for organizational improvement. The use of a semi-structured interview format, incorporating a preset group of questions with a discussion of topics raised by participants, is common in qualitative research (e.g., Yauch & Steudel, 2003). 
After a short introduction and confirmation of the interviewee’s previous job status with the organization, the interviewer asked about the main reason for leaving the job and suggestions of possible company actions that might have improved the situation. The researcher strived to establish a supportive, authentic, and participant-led interview environment. Initial responses were probed to gain understanding, detail, and suggestions. Additional reasons and concerns were solicited. Questions regarding areas of company interest from the earlier discussions with SMEs, such as pay perceptions, and the previous sub-sample response themes, such as desire for more policies that addressed work-life balance, were posed later in the interview if not already mentioned by the former employee. The interviewees were also asked how they felt about the work required by the job, the supervision they received, coworkers, and advancement opportunities. These questions were generally stated to avoid leading the employee. An example is, “What did you think about the supervision you received?” The interview progressed to several questions aimed at assessing the interviewee’s perceptions of organizational climate for diversity and inclusion. These open-ended questions were based on survey items used in the diversity and inclusion literature. For example, participants were asked, “To what degree did you feel accepted and respected by other (company name) employees? Can you give examples of this?” and “Did the company keep you informed about its goals and strategies? Could you tell me more about this?”
The interview concluded with the researcher summarizing points that the former employee had mentioned, and asking for corrections, clarifications, and further comments. Written notes of responses were taken both during and immediately following each interview. An effort was made to retain key comments and phrases exactly as stated by interviewees. 
Interviews were conducted during daytime, evening, and weekend hours, according to the convenience of the interviewee. Interview length varied depending on the quantity and content of comments made by interviewees, ranging from approximately 2-50 minutes, with a typical interview taking approximately 15 minutes.  

Results

Although the numbers of respondents (54) would have been too small for most quantitative analyses, their responses were examined according to job category as well as by ethnicity. Although not equivalent to qualitative analysis (Neuendorf, 2002), content analysis reveals themes within collected information and aids in the categorization of information for quantitative analysis. Qualitative data is often analyzed quantitatively by researchers using a variety of methods (Currall et al, 1999). In this study, content analysis revealed greater similarities among responses from the same job category than among responses by the same ethnic group, as discussed below. 

Content Analysis by Ethnicity

Extensive lists of comments, organized by theme, were provided to the company. For the sake of brevity, excerpts of comment summaries are included here. Slight differences between ethnic groups were seen, but these should be interpreted cautiously because of the relatively small numbers of individuals in each group.  Specifically, African-Americans voiced the fewest concerns about work schedules, but the most about training/mentoring professionalism. Asian/Pacific Islanders expressed more concerns about scheduling, greater dislike of non-challenging or repetitive work, and the most positive view of supervision. Most questions about inclusion and diversity climate, including the question “Did you find that (the company) welcomed a diverse group of employees from different backgrounds?” drew similarly positive responses from all groups. However, Hispanics were most likely to mention a difference between colleagues and managers in the level of acceptance and respect they received from each source, with colleagues being perceived as more accepting and respectful. Although few differences between ethnicities appeared, a number of findings that suggested areas for company intervention were observed when the data was analyzed by job category.
Content Analysis by Job Category
Due to organizational confidentiality concerns, the job category names have been changed to Jobs A, B, C, and D. Although all include a mix of sales and customer service tasks, Job A is typically a part-time job, Job B requires more technical knowledge than the others, and Jobs C and D are sufficiently alike in nature and the response themes found to be grouped together. 
Lists of comments, by job category and grouped into comment themes, were provided to the company and are summarized here.
Individuals who had held Job A mentioned the need for full-time work, difficulties with scheduling, and repetitiveness of the work as primary reasons for dissatisfaction. Those who were dissatisfied with supervision complained about managers who micromanaged or lacked necessary interpersonal skills. Although most enjoyed their coworkers, a few mentioned problems with one coworker or employees from other job categories, with whom they were expected to coordinate efforts. About half said pay was adequate, good, or great. Most believed there were too few opportunities to advance, and the existing opportunities required relocation. Some felt their part-time status led to being less valued, respected, and listened to than other types of employees.

Job B former employees cited work overload and stress arising from production pressure as the greatest difficulties. Especially a concern was the amount of recordkeeping and report work required at the end of each day. Frustrations surrounding factors over which they felt little control (e.g., uncooperative participants, malfunctioning equipment) were sometimes perceived as unfairly impacting production and performance reviews. Several felt that they were required to put too much pressure on participants to be part of the sample. A few were dissatisfied with the technology and equipment, which they considered out-of-date. Few difficulties with supervision were mentioned, other than production pressure. Training-related complaints about the instructor’s professionalism and knowledge were more common for this position than others. Most respondents were dissatisfied with the pay. Career opportunities were generally perceived as adequate or good.

Interviewees who had left positions from the Job C or Job D categories also cited heavy workload as a major area of dissatisfaction. Some had difficulty maintaining boundaries between work and personal life due to the “on call” nature of the job. Interestingly, few of these former employees mentioned schedule as problematic, outside of the amount of time required. Stress arising from poor fit with the sales nature of the job (difficulties dealing with rejection, getting a foot in the door, being persistent) was fairly common. Amount of travel required was a problem for some, as were safety concerns. Bilingual employees often believed their job was more difficult because they might be asked to travel farther to visit a home, and because they perceived that Hispanic participants were more difficult and time-consuming to recruit. Several respondents suggested that reports be streamlined and record-keeping software be made more user-friendly. Less satisfaction with supervision was observed for this job category than others. Supervisors were seen as focusing on the negative, requiring a greater number of reports than necessary, e-mailing and telephoning subordinates excessively, adding to production pressure and stress, and sometimes bending rules unfairly. About half the respondents believed pay was adequate to very good and expressed satisfaction with opportunities for advancement. A few individuals suggested more communication among supervisors, employees in Job B, and those in Job C, to generate innovative ideas about recruiting and serving participants. One person suggested the use of navigation and tracking systems in company-supplied cell phones so that employees could find houses more quickly and could show they were working, especially during periods that production was not as high as desired.

Content Analysis Collapsed across Categories
Results that were reported to the client as frequencies and proportions helped to simplify certain findings. Because the organization was interested in obtaining a general view of the prevalence of turnover reasons among voluntarily terminated ethnic minorities in field jobs, Table 1 was presented to summarize the most commonly mentioned primary reasons, in descending order of occurrence. 
Table 1

Comments about the Work Itself and Frequency of Mention
	Comment Theme
	Number of Individuals
	Percentage of Individuals*

	Liked the job
	21
	39%

	Job was repetitive
	7
	13%

	Workload was too heavy
	7
	13%

	Not a good job fit/ Didn’t like sales
	7
	13%

	Wanted full-time position
	6
	11%

	Wanted more personal growth
	6
	11%

	Scheduling difficulties
	5
	9%

	Reports and Administrative duties were excessive
	4
	7%

	High level of general stress
	4
	7%

	Safety concerns
	4
	7%

	Too much travel
	2
	4%

	Felt integrity was being compromised
	2
	4%

	Mentioned only personal reasons
	1
	2%


*Percentages total more than 100% due to some individuals mentioning more than one theme.

Responses by individuals concerning four key components (supervision, coworkers, pay, and career opportunities) were coded as indicating low, moderate, or high satisfaction with these areas. For a graphic representation of relative proportions of the levels of satisfaction, please see Figure 1.
Figure 1. Satisfaction with Specific Aspects of the Job

(Percentage of individuals expressing Low, Medium, or High Satisfaction, collapsed across jobs and ethnicities)
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Additional Qualitative Findings

On the topic of diversity, initially positive responses by interviewees were sometimes followed by additional volunteered information that placed qualifications on those perceptions. For example, the following question received generally positive initial responses: “Did the organization seem to believe that having a diverse workforce helped them to achieve business goals?” In most cases, it was recognized that a diverse workforce could more effectively recruit diverse consumers as participant providers of marketing-relevant data. However, there were intriguing differences among interviewees about whether a “yes, very” type of answer to this question was really favorable. Some individuals considered an underlying utilitarian reason for diversity to be a sign that the company did not really care about them as individuals, but only in terms of production (“was misled, it’s really all about the numbers”). Others considered this recognition of utility by the company as natural in the business world and not as negatively affecting the relationship between employee and organization. 

This suggests other situations in which perceived corporate reasons underlying diversity initiatives may influence the satisfaction of affected employees. Although this was not the case with the organization involved in this study, gains in diversity that employees consider to be legally mandated may not be perceived as favorably as those more voluntarily pursued by organizations.

The ability to tap some of the differences in employee cognitions underlying their initial answers indicates an area in which qualitative methods may be especially effective. These cognitions would have been difficult to detect or gauge using a more quantitative approach.

Another area in which qualitative methods may be preferred is initial investigation of questions related to process. The interview method is particularly useful for examining process at the individual level, whereas observational methods may better reveal group-level processes. For example, by following and recording the string of thoughts, perceptions, situations, and behaviors described in the interviews in this study, it was sometimes possible to determine key points that led to individual decisions to terminate employment, and to gather and formulate ideas for how organizational intervention might have produced different outcomes.
Typical reasoning processes for leaving Job A were fairly simple and based primarily on the need for full-time work and pay, though difficult managers appeared to be a catalyst for some of these decisions. In Job B, the process began for some with negative perceptions about the initial training. Pay was often initially perceived favorably, as was the nature of the work. Once actively working in the field, however, the workload, recordkeeping, and production pressure tended to combine with frustrations about equipment and technology failures and led to beliefs that pay was not adequate to compensate for the negative factors. For those in Jobs C and D, a typical scenario might start with a dislike of the sales elements of the job. This exacerbated the stress of a heavy workload. Perceived lack of support from supervisors sped the decision to get out of an ill-fitting job.
Emotional content of the interviews was not a focus of this study, but was observed to vary greatly by individual and could be a rich area of further exploration. Some raved about the organization and clearly longed for the opportunity to return, calling the company “impressive,” “a great company,” a place where coworkers “got along great …very supportive,” and were “mostly happy,” or “loved” the job. Others mentioned “overbearing, nit-picky” managers, consumers who “got angry... you got yelled at,” training that was “a joke,” feeling “deceived,” “uncomfortable” with going to homes, “guilty for taking time off,” or that they were “tricking” consumers and were “too aggressive.” Some interviewees said they were subjected to too much stress, or were frustrated by “factors not under your control,” or by a mentor that was “a slacker that encourages a bunch of shortcuts.” After initial consent to participate, one interviewee said, “I don’t want to do anything that would be helpful to (the company)” and was finally encouraged to cooperate further for the sake of current and future employees.
Implications for the Company

A good number of individuals had enjoyed their jobs with the company and would not have left if certain conditions had been addressed. In fact, several employees stated that they would like to work for the company again if a suitable position became available. 

Areas the company might address in the future include re-evaluating pay for Job B, building career pathways from part-time college student positions to full-time permanent ones, increasing opportunities for advancement, and attending to mentoring programs. Additional training of supervisors of select jobs, or an incentive system that better rewards employees for production, while relieving supervisors of the need to exert pressure, may also be useful.  Recordkeeping procedures and report requirements may need to be streamlined to eliminate redundancies, and updated to become more technologically efficient.

For Jobs C and D, selection system components that more comprehensively assess sales ability are suggested to ensure that applicants are comfortable with sales demands. It was clear that, for most jobs, a certain percentage of employees did not fully understand the wide variety of skills required by their jobs when they were hired. These individuals experienced a great deal of stress in coping with poor person-job fit. Therefore, incorporating a realistic job preview into the recruitment and selection procedure could reduce associated turnover.
Finally, helping employees learn to balance work and life demands effectively could also pay dividends in increased employee retention. 
Discussion
 Although many of the factors assumed by supervisors and SMEs to influence employee turnover, such as work schedule difficulties and production pressures, were revealed in the interviews as important, some factors did not appear to be as important to former employees as expected. For example, although several supervisors suggested that satisfaction with pay was a major factor in turnover, this actually seemed to be a primary concern mostly for individuals in Job B. Even then, several individuals expressed that their perceptions of pay were initially good, and only changed when considering the workload and production pressure inherent in the job. On the other hand, interviews revealed additional sources of stress and dissatisfaction that were not forecasted by SMEs, such as safety concerns, equipment and technology dissatisfaction, and supervisors who were considered overly negative and micromanaging. These differences and the unique contributions of in-depth response (particularly in the areas of process, and potentially, emotion) that are made possible by the qualitative design of this research illustrate the value of richness of detail. 

Within a strictly quantitative hypothesis-testing framework, discrepancies between prior expectations and actual experiences may not have been fully revealed. Although prior expectations could be tested quantitatively and shown not to be significant factors, generation of new ideas and hypotheses may be better accomplished by incorporation of qualitative methods. In short, qualitative methods allow for greater discovery in areas that were not hypothesized a priori.
Study Limitations

In qualitative studies, it is particularly important that information be recorded as accurately and completely as possible. For this study, recording devices were not used, due to concerns about interviewee willingness to participate under such conditions. Each former employee was assured anonymity in disclosures of content to the organization. The researcher was the only individual in contact with interviewees. In fact, no other individuals worked on this project, beyond management who received reports and suggested areas of particular company interest. However, use of one interviewer who also took notes and summarized them can be considered less than ideal in that this allows personal bias concerning information that is attended to and probed for more detail. The level of detail that is recorded is also limited by the need to take notes while interviewing. As mentioned by Morgeson and Campion (1997), cognitive limitations and biases in human information processing and interpretation act as sources of inaccuracy. 
Ideally, interviews should be recorded and reviewed by multiple judges who generate content categories, themes, and processes. Judgments can then be checked for interrater agreement. Also helpful could be the use of more than one interviewer, to allow for probing responses that may be fruitful in one interviewer’s view, but may not seem particularly important to another interviewer. On the other hand, the use of multiple interviewers can have the effect of intimidating some interviewees and changing the participant-centered nature of the interview by upsetting the one-on-one balance. 
To counter potential biases in recording and interpreting statements made by the interviewees, the interviewer ended each interview with a summarization of statements and suggestions that were recorded, and gave the interviewee an opportunity to clarify, correct, or elaborate on content.

Regardless of the lack of multiple interviewer viewpoints, the use of open-ended questions reduced the bias that is inherent in a rigid set of questions that cover a narrow range of topics. The semi-structured interview allowed topics to be raised by the interviewee that he/she deemed important to the decision to leave the organization. In this way, the research was less likely to be limited to testing variations of previously hypothesized and researched models, but was freed to discover unsuspected causes of behavior and links between cognitions and actions.
Future Research Ideas
The results from this study suggest several follow-up and quantitative study ideas. For example, diversity perceptions could be examined with more standardized scale items. This type of research might benefit by surveying a larger group of current employees that includes both minorities and non-minorities as participants, to better allow for comparisons between groups. 
A quantitative approach to studying turnover reasons might confirm or refute the relative importance of factors revealed in the current study. Individual difference variables could be measured to understand whether these variables influence the importance of certain job aspects. As an example, achievement-orientation could be examined as a moderator of the link between (lack of) opportunity for career advancement and turnover intentions. In a larger study, use of a variety of control variables, including demographics and geographic location, would be possible. 

Different types of studies, such as experimental and longitudinal studies, could also contribute unique perspectives to questions raised here. Lab studies might examine the process underlying decisions to quit in a more controlled setting. Diary studies might provide convergent evidence for processes mentioned in this study.
In accordance with Yauch and Steudel (2003), this paper argues for the increased use of combined qualitative and quantitative methods, based on the complementarity of the two method types in generating and testing hypotheses, allowing for examination of convergence of results, and enhancing the ability to understand and explain results.
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