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ABSTRACT
This study explores  the level of employees’ willingness to relocate
specifically related to Indonesia’s capital relocation plan and what factors affect
this. Based on previous studies and considerations regarding contextual aspects,
several variables are included in this study, namely: age, gender, marital status,
spouse’s career, family factor, job tenure, previous experience, current office
distance, stress perception, and organizational support perception. Subjects of this
study are the employees of the Ministry of Finance of Indonesia. Data from 243
respondents are collected using a questionnaire and analyzed using descriptive
statistics, ANOVA, t-test, and the Ordered Probit model. This study found that the
level of willingness to relocate to the new capital at the Ministry of Finance is 2.551.
Age, gender, current office distance, and organizational support perception affect
employee willingness to relocate positively. While on the other hand, the spouse’s
career, the presence of children or parents, previous experience, and stress
perception in relocation affect willingness to relocate negatively. Lastly, job tenure
does not affect the willingness to relocate.
Keywords: willingness to relocate, Indonesia, capital relocation plan
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CHAPTER I.
INTRODUCTION
Employee relocation  is something that is commonly conducted in an
organization. Relocation may have different purposes: resources distribution,
employee development, organization development, knowledge transfer, or even as
a punishment. Regardless of the objectives, employee relocation has the same goal,
to bring benefits to the organization.
Successful relocation requires the organization to maximize the benefits and
minimize the risks of relocation. A significant change at work such as relocation
can be bad for employees’ health. This change often brings additional unfavorable
circumstances, such as increased workload, loss of control, or reduced social
support. It then leads to stress responses, such as increased anxiety or physical
disturbances (Frank, 2010). Even though the decision to relocate is based on careful
consideration and benefiting the organization, there are factors beyond what the
organization can control, specific individual characteristics, and reactions to
relocation. Given this fact, it is better to understand factors affecting willingness to
relocate to develop a better relocation policy.
This research is conducted to understand more about employees’
willingness to relocate and what factors affecting employees’ willingness to
relocate, and what issues need to be addressed in ensuring s smooth relocation.
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1.1. Background
Several reasons  underlie the importance of this research; 1. Indonesia is
planning to relocate its capital city, which practically means that there will be a
large scale of employee relocation; 2. The current survey regarding the plan to
relocate employees to the new capital reported that most employees are unwilling
to relocate; 3. Employee relocation, regardless of the purposes, is challenging for
employers and so for employees; 4. There are limited current studies about
relocation, especially if we consider the context of the public sector and,
specifically, the case of capital relocation.
1. Indonesia’s Plan to Relocate the Capital City of Indonesia
Through the President, Joko Widodo, Indonesia has decided to relocate the
capital city of Indonesia to a new place in East Kalimantan, in the center part of
Indonesia. The relocation will be gradually conducted from 2020 and is targeted to
be manned for the first stage in 2024.
This decision might be due to several reasons. First, the current capital city
of Indonesia, Jakarta, faces many serious problems. Some of which are
overcrowding, traffic congestion, and intensive floods. These problems are
persistent problems that are difficult to solve in the coming years. Relocation is
believed to relieve some of the heavy burdens on Jakarta and, at the same time,
improve the development of other areas out of Java Island. Another reason is that
Indonesia will have more favorable conditions with this new capital: a smart,
modern, green forest-like city for its capital that might be better to represent
Indonesia.
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Of the many  challenges that the government must face in relocating the
capital city, employee relocation must be carefully considered. This capital
relocation will involve a large-scale employee relocation that around 180,000
central government employees will be relocated. Many things need to be prepared
for employee relocation; not only the hard aspects (housing, office buildings,
transportation infrastructures, health facilities, and so on) but also the soft aspects
(employees’ readiness or employees’ willingness to relocate).
2. Current Issue Regarding Employee Relocation to the New Capital
Regarding employees’ willingness to relocate to the new capital city, a
survey conducted by Indonesia Development Monitoring (IDM) reported on
bbc.com (2019) said that employees have negative attitudes toward relocation.
Based on the survey, 94.7% of public servants do not want to relocate, and 78.3%
will apply for early retirement if forced to relocate. This issue needs to be addressed
carefully as soon as possible. The government cannot afford the consequence of
failing to solve this problem since the success of relocation is at stake.
3. Employee Relocation is Challenging
In many cases, employee relocation is a consequence of job rotation. It is
beneficial for the organization and employees. Job rotation by some people is seen
to be a way to train employees in different tasks, while for others, it is a tool for
employers to find what kind of tasks the employees are best. Job rotation is also
suggested to improve employees’ motivation (Eriksson & Ortega, 2006). In some
cases, such as capital relocation, however, employee relocation is the consequence
of organization expansion. Thus, it is more challenging than regular relocation.
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There is always  a trade-off between benefits and risks in every action.
Employees might respond differently to relocation. While some employees might
see this as an opportunity to develop, acquire life experiences, and broaden their
horizons, some might unhappy, stressed, and, if possible, avoid relocation. Some
studies reported that employee relocation might result in stress. Anderson and Stark
(1985) said that geographical move is a significant stressor for employees and their
families. The reasons are varied. On average, 6 out of 10 managers, according to
The IMS (Institute of Manpower Studies) survey, reject relocation considering
disruption potential for them and their families (Munton, 1990). 'Mobile' families
reported by Brett (1982) experienced problems in establishing social relationships,
and according to Munton (1990), one of the significant sources of stress is losing
the social network. Furthermore, there is some degree of financial risk in relocation
(Magnus and Dodd, 1981). Forcing employees to relocate could lead to low
motivation, low job satisfaction, and even turnover.
So, from both employees' and organization views, relocation has some
challenges. Employees might experience stress in relocation while the organization
might face some risk that could affect its performance. Furthermore, since
relocation might involve some financial resources, failing to acquire sufficient
benefits could also mean losing some money.
In sort, if the organization wants to employ relocation as a strategy to grow
and develop, it needs to understand more about employees’ willingness to relocate.
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4. Limited Current  Studies, Especially in The Same Context
Given the previous background above, studies regarding the issue of
relocation are critical. Although some similar studies have been conducted, studies
in the public sector, especially in Indonesia, which are geographically different
from many other countries, are scarce, not to mention in the case of capital
relocation. What is more, is that many studies on this theme were conducted more
than a few decades ago in which advances in information and communication
technology and transportation were very far behind those we have today. Thus,
factors that might affect employees’ willingness to relocate might have changed.
Some organizations and geographical contexts also make the case of
employee relocation in capital relocation in Indonesia unique. The Ministry of
Finance, which is the subject of this research, is a big institution. Almost 80,000
employees are spread over all 34 provinces and more than 500 municipalities in
Indonesia. Consequently, managing employee relocation is not an easy task,
especially in controlling the benefits and cost, employees’ productivity and
performance, fairness, resistance, consistency, etc.
From the geographical context, as we know, Indonesia is an archipelago
country with five big islands and more than 13,000 small islands, which practically
means that the cost to move from one location to another location is relatively high.
Not only will this affect the organization's budget to relocate employees but also
affect employees’ finances when they want to go back to their home to see their
family. These unique characteristics and the lack of current studies on this topic is
a gap that encourages this research to be conducted.
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1.2. Research Problem
Given  the background described before, this study aims to provide an
analysis regarding employee willingness to relocate. This study is conducted to gain
some insight regarding employee willingness to relocate by finding several things:
First, the level of willingness to relocate to the new capital in the Ministry of
Finance. It is also compared to the willingness to transfer in a regular relocation;
Second, the factors determine the willingness of employees to relocate in the case
of Indonesian capital relocation. In addition, this study is also trying to bring
employees' opinions regarding regular relocation in general and relocation to the
new capital. Employees’ opinions could be a good input for the organization in
making or improving the relocation policy.
To sum up, this study is conducted with several questions to be answered:
1. What is the level of willingness to relocate to the new capital city among
employees of the Ministry of Finance? How does it compare to the willingness
to transfer to other areas in a regular relocation?
2. What factors affect employees’ willingness to relocate to the new capital city?
3. What are the employees’ opinions regarding relocation policy?
1.3. Research Objective
This study aims to provide analyses regarding the willingness to relocate to
the new capital city of Indonesia. The result could be helpful for recommendation
to the government in making better policies. Also, the findings in this study can
contribute to the literature about employee relocation with current data and different
contextual conditions, precisely the uniqueness of the capital relocation case.
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1.4. Organization of  the Paper
This thesis consists of five chapters. Chapter I, the introduction, describes
the background of the study, the problems and questions to be answered, the
objectives of the studies, and how the paper is organized. Chapter II provides the
related literature to develop the framework, analyze the problems, and answer the
research questions. Chapter III presents the data collection, the research
methodology, variables included in this study, and their measurements. Chapter IV
is the analysis and discussion. The data is processed, analyzed, and interpreted,
followed by a discussion regarding the results. And lastly, Chapter V presents the
conclusions and recommendations for the policymakers and the limitation of this
study, and suggestions for future research.
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CHAPTER II.
LITERATURE REVIEW
2.1.  Capital City Relocation
Regardless of the various reasons, capital city relocation is not a new
phenomenon. Some countries, including the United States of America, Turkey,
Brazil, Australia, Nigeria, Egypt, and Myanmar, have relocated their capital city.
Indonesia is no exception, which historically has moved its capital city three times.
Besides Jakarta, Yogyakarta in Central Java and Bukittinggi in West Sumatra was
once the capital city of Indonesia in the early era of independence.
Several common reasons underlie why countries relocate their capital city.
According to Rukmana (2010), it includes three considerations: socioeconomic,
political, and geographical. According to Dascher (2000), significant growth that
produces demographic and economic impacts will be experienced by the new
capital city. Also, a well-designed and well-executed capital transfer, Schatz (2003)
argues, can provide economic opportunities and government services to the
problem of inequality in other regions. The relocation of the capital city of South
Kore is one example of the capital city relocation focusing on reorganizing its
national development strategy to stabilize its economic development (Kwon, 2015).
Other countries, such as Kazakhstan and Nigeria, relocated their capital city for
political and national defense reasons. Also, according to Ishenda (2019), besides
economic factors such as GDP per capita, geographical factors including area,
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population, population density,  and type of capital influence a country to relocate
their capital city.
In the case of Indonesia, the capital city relocation is decided due to several
reasons. According to the Ministry of National Development Planning of Indonesia
as cited from Indonesiabaik.id (2019), the first reason is the high population density
in Java Island. 56.56% of Indonesia's population resides on Java island, followed
by Sumatra Island with 21.78%. On the other hand, the other big islands, including
Kalimantan Island, only account for less than 10% of Indonesia’s population. The
second reason is that Java Island made the highest contribution to the national GDP
(58.49%). At the same time, other islands, except Sumatera, which contributed
21.66% of national GDP, contributed less than 10%. In addition, environmental
issues such as clean water shortage, flood, land subsidence, water and air pollution,
and traffic congestion, lead to a decrease in environmental carrying capacity. Also,
a high degree of urbanization and land conversion is happening in Jakarta and
generally in Java Island. The relocation of the capital city is expected to reduce the
disparities between regions in Indonesia.
2.2. Human Resources Aspect of Relocation
2.2.1. Relocation as Part of Human Resources Management
The relocation of the capital city involves a large scale of relocation of
public sector employees. When the capital is relocated, around 180,000 central
government employees will be relocated from Jakarta to the new capital city. This
emphasizes the importance to also analyze the relocation from the point of view of
Human Resources Management.
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The practice of  employee relocation in management is not something new.
Most of the time, especially in the public sector in Indonesia, employee relocation
is the consequence of job rotation which many scholars believe benefits
organizations and employees. Three types of arguments are recurrent in job rotation
discussions: employee learning, employer learning, and employee motivation.
There are many studies regarding job rotation as a way for the employee to learn
something new. For instance, Eriksson & Ortega (2006) said that job rotation is an
effective way to develop employees’ abilities. Another study also reported that job
rotation is beneficial in which that the employee can accumulate experience more
quickly and frequently (Campion et al., 1994). In the same vein, Bolton & Gold
(2004) also said that rotation is an effective way to enhance career development by
contributing to developing employee ability and specifically to those who need to
be trained at the workplace. Employee rotation is also beneficial for the company.
The employer can get information about their employees’ performance in doing
different tasks. If an employee can be observed performing various activities, it may
be easier for the firm to find out the most appropriate job 3 for that employee
(Ortega, 2001). Lastly, job rotation contributes to making work more enjoyable
(Eriksson & Ortega, 2006) and increased satisfaction (Cosgel and Miceli, 1999).
2.2.2. Negative Impacts of Relocation
Despite the benefits, we should not overlook the trade-off of employee
relocation. It requires the management to understand the impact of relocation on the
organization, and more importantly, on the employees. As part of Human Resources
practice, relocation should not be taken as merely an operational function.
Tompkins (2002) considered this one of the unresolved issues in Strategic Human
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Resource Management in  Government. Instead, Human Resources Management
should play a strategic role and align their policy with the organization's objectives.
It requires the traditional control orientation to be superseded by a service
orientation. Hence, a better understanding of the impact of employee relocation,
how the employees feel, what policies should be taken are an essential part of
employee relocation and capital relocation in general.
Studies about employee relocation and how it impacts employees and
organizations have brought some points that need to be considered. Theory and past
research suggest that work transitions can be a source of stress associated with
negative outcomes in physical and psychological health (Burke, 1988; Levi, 1994).
Also, Frank (2000) said that Work-related changes could be pretty stressful, and
some changes are more stressful than others. He noted that significant changes at
work, such as relocations, can be bad for employees' health. Luo and Cooper (1990)
provided a multifactorial model that consists of several factors and their rules in
stress in job relocation (Figure 2.1.). This diagram shows how different factors
affect employees’ stress in relocation. It includes organizational factors, personal
factors, family factors, and social factors. Also, some individuals' differences help
them to cope with stress in relocation. Unsuccessfully dealing with stress in
relocation could lead to problems such as family conflict, poor work performance,
heart disease, and even depression.
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Figure 2. 1  Stress in Job Relocation Diagram
Source: Luo and Cooper (1990)
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Employee relocation impacted  the employee, and their families, such as the
employee’s spouse, children, and family (Eby and Allen, 1998, Eby and Russell,
2000, Saunders and Thornhill, 1998, Pinder, 1989). Savitri (2018), who conducted
a study on a public sector institution in Indonesia, also reported that employees have
some dissatisfaction with the relocation policy. In addition, the aftereffects of stress
such as low job satisfaction (Riaz et al., 2016), reduced job satisfaction and
productivity (Halkos & Bousinakis, 2012), and employee turnover (Ayalew, 2015),
could aggravate the lousy impact of relocation.
2.2.3. Employee Willingness to Relocate
The organization needs to aware that not all employees are willing to
relocate. Simply speaking, more employees are unwilling to relocate than those who
are willing to relocate. There was an increasing reluctance by managerial and
professional employees to move home for job reasons (Brett et al., 1993; Campion,
1992). Also, the IMS (Institute of Manpower Studies) survey estimated that over
60% of managers refuse a move at some time in their careers because of the
potential disruption it may cause, not only to themselves but also to their families
(Munton, 1990). This shows that employees might have some resistance toward
relocation.
Some might say that civil servants have vowed ready to be placed anywhere,
so they cannot reject or even complain when relocated. This sometimes becomes a
strong argument to justify the relocation even for a merely routine operational
activity. Tompkins (2002) has warned of this unresolved issue in Strategic Human
Resources Management in the public sector. Again, relocation is not a matter of
operational activity conducted routinely every year despite whether the benefits
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outweigh the cost  or not; it is a strategic action that needs to be handled carefully
to align with organizational strategy. Hence, employee willingness to relocate
might play a crucial role in a successful relocation.
Many studies have been trying to bring evidence about what factors
affecting employee willingness to relocate. Saunders and Thornhill (1998)
highlighted two interlinked types of barriers identified in UK and North American
research on employee domestic relocation. The first one is the financial barrier,
including the cost of buying, selling, moving, house price differential; cost of
temporary accommodation; loss/reduction of partner’s income/career. The second
is the personal barrier. It includes stresses associated with moving home, separation
from immediate family, disruption of children’s schooling, movement away from
kin, negative effect on partner’s career, social/cultural costs of severing and
rebuilding links, relative lack of appeal of the new area, loss of job security, and
stresses associated with the change of employer.
Based on previous studies, in general, factors affecting willingness to
relocate can be divided into three categories: 1. Personal characteristics (age,
gender, marital status, family size, spouse’s career), 2. Community factors (length
of time in the community, destination), 3. Job-related factors (Job satisfaction,
experiences of relocation).
Age
Most studies that were trying to find the predictive factors of employee
willingness to relocate found that age negatively affects employees’ decision to
relocate. The normative expectation is that young employees are more willing to
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invest in their  careers. The impact of age on willingness to relocate could be
understood by how career stages affect employees’ attitudes. In their early stage of
career (before 30 years old), employees try to improve their skills and develop
competencies and thus show a higher level of mobility to explore different fields
(Slocum & Cron, 1985). This propensity decreases as they move to the later stages
of career. Arthur et al. (1989) also reported a similar finding. They said that people
would be more willing to transfer for career development in the first step of their
working life. On the other hand, older employees who have been employed by one
organization for most of their lives may be more passive towards their careers,
decreasing their willingness to relocate for career enhancement (Lawrence, 1987).
Several studies have reported the impact of age on willingness to relocate.
For instance, Gould and Penley (1985) found that age is negatively associate with
the willingness to relocate. This finding is supported by many other researchers
such as Brett et al. (1993), Landau et al. (1990), Turban et al. (1992), Eby & Russell
(2000), Gorbanescu (2013). That said, age is a significant factor in employees’
willingness to relocate.
Gender
Previous studies have confirmed a negative association between the
willingness to relocate and gender. This implies that females were more reluctant
to relocate than males. A study by Gorbanescu (2013) reported that gender has
significant predictive power on accepting the relocation of the workplace. Likewise,
Chapa & Wang (2014) also found that females are less likely to relocate than males.
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How gender impacts  the willingness to relocate might be more complex if
we include other factors related to genders, such as the subcategorization of gender
(e.g., husband, father, wife, mother), the role of gender in cultural context, and the
growing movement within feminist circles regarding intersectionality. Within a
cultural context, collectivist cultures have been shown to assign strict female gender
roles as wives, mothers, caregivers, and other prescribed relationship-oriented roles,
more so than individualist cultures (Karatepe et al., 2006; Triandis, 1989). Also,
statistics indicate that employed women tend to take on a more significant share of
the household chores than employed men, and therefore women also experience a
greater total workload (Frank, 2000). All these factors might affect how the
relationship between gender and willingness to relocate.
Marital Status and Family Size
Analyzing marital status, Gorbanescu (2013) concluded that marital status
is positively significant in predicting employees’ decision to accept the relocation.
Another study about the family factor by Veiga (1983) found that families with
teenage children tend to hesitate to relocate. They are afraid that the move might
socially hurt their children. In the same vein, Brett and Reilly (1988) and Ubed
(2018) also reported that the presence of children was one of the essential variables.
Landau et al. (1990) added not only children but also the existence of elderly
relatives was negatively associated with the willingness to relocate. Another study,
however, found an inconsistent result. Gould and Penley (1985) found no
significant association between the existence of children in a family and the
willingness to relocate.
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Spouse Career
There are  two growing arguments regarding the influence of the spouse's
career of the employee on willingness to relocate. The first is that employees whose
spouses work would have more constrain since they will consider their spouse’s
career. One of the supporters of this argument is Markham et al. (1983), who found
a negative relationship. On the other hand, the second argument said that families
with multiple wage earners might be better positioned to finance a move (Gould
and Penley, 1985). Moreover, employees in dual-wage-earner families are reported
to have lower organizational involvement than a person in single-wage-earner
families (Gould & Werbel, 1983). They, therefore, have less attachment to their
current job and community.
Another scholar, Landau et al. (1990), consider that the impact of the
spouse’s career on willingness to relocate might be different between men and
women. His study found that women whose spouses' careers were equal or more
important than their own were less willing to relocate than men whose spouses'
careers were important. And lastly, there was also Noe et al. (1988) who found no
relationship between spouse’s career with the willingness to relocate.
The relationship between the spouse’s career and willingness to relocate
seems more complex and dynamic. It might also change over time, consider the
growing involvement of women in many sectors over the decades. This study tries
to bring new evidence by including this variable in the model.
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Destination
Destination of the  relocation might also affect employees’ decisions. Turban
(1992) said that the attitude toward the new location was related to the relocation
decision. A more comprehensive study involving destinations in willingness to
relocate is conducted by Noe (1993). He reported that employees were significantly
more willing to relocate to a similar community than one that is substantially
dissimilar to where they presently reside. Lastly, a qualitative study by Ubed (2018)
suggested that geographic location was one of the factors hurdling willingness to
relocate.
Community Ties
When an employee stays in a particular area for a long time, they will be
integrated with the community and less likely to accept relocation. This is proved
by Gould and Penley (1985) and Noe et al. (1988), who concluded a negative
correlation between the length of time in the community and the willingness to
relocate. Landau et al. (1990) also found a similar result when analyzing the relation
between community ties and willingness to relocate for career enhancement or
company needs. They found a negative correlation. For an employee, the length of
time they stay in one area is the same as the length of time they work in that area.
This means that job tenure might have a relationship with willingness to relocate.
Relocation Experience
Skills to adapt to a new place both on the job sphere or outside the job sphere
might be developed by those who have some experience in job relocation (Jones,
1983; Pinder and Schroeder, 1987). Therefore, the willingness to relocate might be
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higher than those  who have prior experiences. Landau et al. (1990) concluded that
the number of previous relocations and perceptions that benefits of the previous
relocation outweighed the costs were positively related to willingness to relocate
for career enhancement or company needs, but not related to willingness to relocate
to remain employed.
Despite the previous studies that reported a relationship between previous
relocation experience and willingness to relocate, the impact could be different in
the case of capital relocation. The knowledge and skills to adapt to the new
workplaces could be helpful since we could expect a similar working environment
before and after relocation. However, whether they can adapt well to the new
environment outside the work environment is still uncertain. The new capital is a
newly built city without an established community and most likely with fewer
facilities. I did not find studies about how previous experience helps the employee
to adapt to a new environment in a new capital city. Therefore, this factor is
included in this study to bring new evidence, specifically in the case of capital
relocation.
Organizational Support
How the employees perceive the organizational support might affect their
willingness to relocate. However, this factor has never been studied before. Studies
that might close to how organizational support affects willingness to relocate is, for
example, a study by Evianti et al. (2019), who said that organizational support has
a positive and significant effect on organizational commitment. With a high
organizational commitment, we can expect a high willingness to relocate. Another
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relationship is related  to employee’s readiness to change. Jabbarian & Chegini
(2016) reported that increased perceived organizational support increases
employees’ readiness to change. Since relocation is a big change, employees who
are ready to change might have a higher willingness to relocate. So, there is a
possibility that organizational support might affect employees’ willingness to
relocate.
Stress in Employee Relocation
Although many studies have suggested that one of the impacts of relocation
to the employees is stress, no study has determined the role of stress on the
willingness to relocate on the future relocation. Those who experienced relocation
might feel how stressful the relocation was. As a result, they might have a lower
willingness to relocate again.
The lack of understanding about the role of stress might obscure the causal
relationship between these variables and thus reduce the ability to provide solutions.
Looking at the previous studies, I have not found any study that includes stress
factors in their model when analyzing factors affecting willingness to relocate. By
analyzing this factor, this study aims to bring new evidence regarding how this
factor influences the willingness to relocate.
2.3. Summary of Previous Studies
In conclusion, capital relocation is not a new phenomenon. Many countries
have relocated their capital city for several reasons. In the case of Indonesia, the
relocation of the capital city is expected to reduce the disparities between regions
in Indonesia.
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The Human Resources  aspect is one of the essential aspects that need to be
appropriately handled. Given that relocation of the capital city will involve a large
scale of employee relocation, good Human Resources strategies and policies need
to be developed. That said, an understanding of the positive and negative impact of
relocation on the organization and employees is required. Furthermore, the
willingness of employees to relocate is very crucial in making good policies.
From previous studies, several factors are found to affect willingness to
relocate. Among them are age, gender, marital status, community ties, and family
factors, which are consistently found to be associated with willingness to relocate.
The influence of spouses’ career and job satisfaction is still found inconsistent in
previous studies. Thus, it is important to include these variables in analyzing
employees’ willingness to relocate. Relocation destination, previous experience and
are rarely included in previous studies, and no studies have explored the role of
stress, organizational support, and current office distance on employees’
willingness to relocate.
Based on this review, several critical points shape the importance and the
uniqueness of this study:
1. There are still some gaps in the previous studies that can be explored. Some
factors such as organizational support, stress factor, and distance factor have
never been or rarely included in determining willingness to relocate.
2. Many of the studies in this field were carried out several decades ago. The world
has changed, mobility has become common, and communication and
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information technology make  people can get in touch with their relatives despite
the distance. This could affect the willingness to relocate.
3. This study focuses on employee relocation in the case of capital relocation. That
means the destination is a newly built city with its new advantages and
disadvantages. This context might be very different from all the previous studies
discussed before. Moreover, studies about relocation in the public sector of
Indonesia are rare.
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CHAPTER III.
METHODOLOGY
3.1. Research  Approach
This study employs a concurrent mixed methods in which the qualitative
and qualitative data are converged and merged in order to provide a comprehensive
analysis of the research problem (Creswell, 2009). The quantitative approach is
used to find statistical proofs about the hypotheses related to willingness to relocate,
while the qualitative approach is used to gather more detailed information regarding
other factors that might be related to willingness to relocate and important in
developing a good relocation policy. Both analyzes can later complement each
other to provide a better understanding of willingness to relocate.
3.2. Data
The subject of this research is the employees of in Ministry of Finance of
Indonesia. The selection of research subjects was based on the ease of obtaining
data and the characteristics of the Ministry of Finance. Ministry of Finance is the
biggest ministry in Indonesia, with 79,404 employees (Ministry of Finance of
Indonesia, 2019) spread over 34 provinces and more than 500 municipalities in
Indonesia. One-third of the employees are in Jakarta. In managing the employees,
the Ministry of Finance regularly conducts an employee relocation, transferring
employees from one place to another place. Therefore, employee relocation is not
something new in the Ministry of Finance. This is important because this study
believes that what employees feel and experience in regular relocation might affect
their willingness to relocate to the new capital city.
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The data in  this research is primary data collected by the researcher. Data is
collected using a questionnaire that was spread over approximately 600 people who
were selected randomly. A total of 243 respondents fills the questionnaire make a
response rate of around 40%. In addition, supporting data are also gathered from
observation, literature review, and document analysis.
3.3. Methods
Two approaches are used in this study, quantitative and qualitative. The
Ordered Probit model is used to analyze what factors affect employees’ willingness
to relocate. Second, a qualitative approach is used to analyze respondents’ opinions
regarding relocation to the new capital city and regular relocation. This analysis
might provide more detailed information for further explanation essential to
understand employee willingness to relocate deeper.
Descriptive statistics analysis and ANOVA is used to describe the data in a
more meaningful way before analyzed with the Ordered Probit model. For instance,
how the willingness to relocate correlate with each of the variables, whether or not
male employees have a different willingness to relocate compared to female
employees, or whether or not employees with a higher age group have a different
level of willingness to relocate compared to employees with a lower age group.
Next, the Ordered Probit model is employed to determine what factors have
a significant relationship with willingness to relocate. The model of Ordered Probit
is as follows:
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𝑦𝑖 = 𝛽0  + 𝛽1𝐴𝑔𝑒𝑖 + 𝛽2𝐺𝑒𝑛𝑑𝑒𝑟𝑖 + 𝛽3𝑀𝑎𝑟𝑖𝑡𝑎𝑙_𝑆𝑡𝑎𝑡𝑢𝑠𝑖 + 𝛽4𝑆𝑝𝑜𝑢𝑠𝑒_𝐶𝑎𝑟𝑒𝑒𝑟𝑖
+ 𝛽5𝐹𝑎𝑚𝑖𝑙𝑦_𝐹𝑎𝑐𝑡𝑜𝑟𝑖 + 𝛽6𝐽𝑜𝑏_𝑇𝑒𝑛𝑢𝑟𝑒𝑖
+ 𝛽7𝑃𝑟𝑒𝑣𝑖𝑜𝑢𝑠_𝐸𝑥𝑝𝑒𝑟𝑖𝑒𝑛𝑐𝑒𝑖 + 𝛽8𝑆𝑡𝑟𝑒𝑠𝑠𝑖 + 𝛽9𝐷𝑖𝑠𝑡𝑎𝑛𝑐𝑒𝑖
+ 𝛽10𝑆𝑢𝑝𝑝𝑜𝑟𝑡𝑖 + 𝜀𝑖
where:
𝑦𝑖 = Willingness to relocate
𝛽0 = Initial value of Willingness to relocate
𝛽1 to 𝛽10 = The effect of each variable
𝜀𝑖 = Error term
3.4. Variables and Measurements
There are ten variables included in this study. Below is the description of
each variable and how the variable is measured and coded for the analysis.
Willingness to Relocate – Dependent Variable.
Willingness to Relocate is the respondent’s willingness to relocate to the
new capital city of Indonesia. This is the dependent variable analyzed in this study.
This variable is measured using a Likert scale from 1 as “Strongly disagree” to 5 as
“Strongly agree” to relocate. It is expected that the willingness to relocate among
the employees is varied, and it depends on the independent variables.
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Stress Perception in  Transfer/Relocation (Stress) – Independent Variable.
Stress perception is the respondent’s perception of the stress experienced
when transferred/relocated to a new office. Based on previous studies, employees
experienced some degree of stress when relocated to a new place. This might affect
their decision for another relocation in the future. However, no study includes stress
factors as a determinant for employees’ willingness to relocate. Since in the
Ministry of Finance of Indonesia, employee transfer or mutation are conducted
regularly, the employees might experience some stress in their previous transfer. It
might affect their willingness to relocate to the new capital city. Thus, this factor
might a vital factor affecting employees’ decisions.
This variable is measured using a Likert scale from 1 as “Not stressful at
all” to 5 as “Extremely stressful.” In this study, Stress Perception in Transfer/
Relocation is called Stress. The expected result is that the higher the stress
perception about employee transfer, the lower the willingness to relocate to the new
capital.
Gender – Independent Variable
Gender is the gender of the respondent, male or female. This variable has
been analyzed several times in previous studies. Gender is a dummy variable coded
using numbers; 0 for females and 1 for males. So, since male employees are
expected to have a higher willingness rate to relocate than females, we could expect
that the Ordered Probit model produces a positive sign.
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Age – Independent  Variable
Age is the age of the respondents. Many previous studies found that age is
negatively associated with willingness to relocate means that the older the
employees, the lower the willingness to relocate.
Age is be divided into groups: 20 – 29 years old as group 1, 30 -39 years
old as group 2, 40 – 49 years old as group 3, and 50 – 59 years old as group 4. It is
expected in this study that the effect of age in willingness to relocate is negative,
which means a higher willingness to relocate is expected from the younger
employees.
Marital Status – Independent Variable
Marital status is the current marital status of the respondent. Only a few
studies found a correlation between marital status and willingness to relocate. This
variable is included to bring more evidence about the correlation between these two
factors.
There are only two categories here: married, coded as 1, and not married,
coded as 0. Those who have been married but already divorced is categorized in
group 0. Therefore, if we expect that married employees are less willing to relocate,
the result of Ordered Probit should be negative.
Job tenure – Independent Variable
Job tenure is the length of time (year) the respondent has worked in their
current office. The result from previous studies is still not consistent. Some studies
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found a positive  correlation, while others found a negative correlation. Again, this
study aims to provide new evidence regarding the impact of this factor.
Job tenure is grouped into four groups; 1 to 2 years as group 1; 3 to 4 years
as group 2; 5 to 6 years as group 3; 7 to 8 years as group 4; and > 8 years as group
5. The expected association is that the longer the employee's job tenure in one
location, the lower their willingness to relocate.
Experience of Previous Relocation/Transfers (Previous Experience) –
Independent Variable
Experience of previous relocations/transfers are the number of regular
transfers that the respondent experienced since the beginning of their career in the
Ministry of Finance. It includes when the respondent was placed for the first time.
So, every respondent should have experienced employee transfer at least once in
their career.
The number of previous relocations is limited to 5 times, so a number more
than five is included in group 5. This variable is included with a view that the
employees with more experience might develop a good skill and mindset to cope
with the challenges in relocation. As a result, their willingness to relocate is higher
than those with less experience.
Family Factor – Independent Variable
From previous studies, the presence of children and parents are found to
have a negative relationship with willingness to relocate since it will add more cost
to move, housing, and more consideration related to children schools and parents’
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health. In this  study, two measurements are used in this variable and analyzed
separately in a different model.
The first is the family size, with a premise that the higher the family size,
the lower the willingness to relocate. Family size is the total number of the
respondent’s dependent family members, including themselves, their spouse,
children, parents, relatives, or any member who lives together with them with a
maximum of five members. It is expected that the bigger the family, the lower their
willingness to relocate.
The second is the presence of children or parents that determined based on
the family size. If the family size is 1 or 2, it only consists of the respondent and
their spouse, and therefore, they do not have a child or parent. Then the data is
categorized as 0. If the family size is more than 2, it means that the respondent has
children or parents, and it is classified as 1. The expected result is that respondent
who has children or parents would have a lower willingness to relocate.
Current Office Distance from Hometown (Distance) – Independent Variables
Current office distance from hometown is the distance from one’s
hometown to their current office location. This factor is crucial considering that
Indonesian people still hold a strong culture in social relationships. It has been a
tradition for the people to go back to their hometown on religious holidays such as
Christmas and Eid Al-Fitr and meet their families and relatives. So, a longer
distance means a higher cost to be spent when they have to go home for these
occasions. Moreover, in many cases, some employees are forced to live separately
from their main family for some circumstances. They usually take once or twice a
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month to go  back home and meet their family. They must pay a considerable cost
if the distance is too far. If one’s current office location is far from their hometown,
they will consider relocating to the new capital city to make the distance shorter.
Conversely, if their current office location is near their hometown, they will be less
likely to relocate. Hence, distance is an essential factor for the employees to
determine their willingness to relocate.
The distance is measured from the distance of provinces where the
hometown and current office are located. The distances are grouped based on the
following rules.
1. If the hometown location is in the same province as the current office location,
the distance is 0. This is the closest distance.
2. If the hometown location is in a different province from the current office
location but still on the same big island, the distance is 1. There are seven big
islands in Indonesia: Papua, Maluku, Sulawesi, Kalimantan, Java, Bali and
NTT, and Sumatera.
3. Suppose the hometown location is in a different province and a different big
island from the current office location; In that case, the distance is measured
with several groups from 2 for two adjacent islands to 5 for two islands with
the furthest distance. The distance is based on the actual size, scaled-down, and
rounded to be simpler. Below is the matrix for distances between islands.
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Table 3. 1  Matrix of Distance Between Big Islands
Source: Author’s calculation
Organizational Support – Independent Variable
Organizational support is the perception of the respondents regarding
organizational support. This variable is rarely used in studies about willingness to
relocate. Thus, this study aims to bring new evidence regarding the impact of this
factor on employees’ willingness to relocate.
This variable is measured using the nine-item Survey of Perceived
Organizational Support (Eisenberger et al., 1990) cited from Nielsen (2006).
However, two of the questions are omitted after being unreliable when tested with
a reliability test. The result of the reliability test can be found in Appendix 2. The
response is scored from 1 to 5, from the lowest to the highest organizational support.
It is expected that the higher the perception of organizational support, the higher
the willingness to relocate.
Table 3.2 below shows the summary of all variables and the expected
association with willingness to relocate.
Papua Maluku Sulawesi Kalimantan Bali Jawa Sumatera
Papua 1 2 3 4 3 4 5
Maluku 2 1 2 3 3 3 3
Sulawesi 3 2 1 2 2 2 3
Kalimantan 4 3 2 1 2 2 2
Bali 3 3 2 2 1 2 3
Jawa 4 3 2 2 2 1 2
Sumatera 5 3 3 2 3 2 1
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Table 3. 2  Summary of Variables
Variable Name Description
Expected
Sign
Willingness to
Relocate
Willingness to relocate to the new capital city of
Indonesia, measured with Likert scale from 1 as
strongly disagree to relocate and 5 as strongly
agree to relocate.
Stress Respondents’ stress perception regarding
employee transfer/relocation, measured with
Likert scale from 1 as not stressful at all, to 5 as
extremely stressful.
_
Age Age is the age group of the respondent. _
Gender Dummy variable of respondent’s gender; 1 if male
and 0 if female.
+
Marital Status Dummy variable of marital status; 1 if married and
0 if otherwise.
_
Spouse’s Career Whether or not the respondent has a working
spouse; 1 if the respondent has a working spouse
and 0 if otherwise.
_
Job Tenure The length of time the respondent work in their
current office. The time is measured in years.
_
Previous
Experience
The number of transfers/relocations experienced
by the respondent in his time working as a Ministry
of Finance employee.
+
Family Factor:
Family Size:
Children/Parents
Family Size is the number of family members,
including the respondent, spouse, children, parents,
and other dependent members.
The presence of children or parents. 1 if the
respondent has children/parents, 0 if otherwise.
_
_
Office Distance Office Distance is the distance from the
respondent’s hometown to their current office. A
specific rule measures the distance, as explained
before.
+
Organizational
Support
Organizational support is the respondent’s
perception regarding organizational support. This
variable is measured using a questionnaire
developed by Eisenberger et al. (1990) with some
simplification with a score from 1 as the lowest
organizational support to 5 as the highest
organizational support.
+
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CHAPTER IV.
ANALYSIS AND  DISCUSSION
4.1. The Level of Willingness to Relocate at Ministry of Finance
Figure 4.1 below depicts the willingness to relocate to the new capital city
of Indonesia for the Ministry of Finance employees. As can be seen, 34.57% of the
respondents strongly disagree when asked whether they are willing to relocate to
the new capital. If added with the second-lowest disagreement (score 2), it made
approximately 51.03%. In other words, more than half of the respondents are
unwilling to relocate.
On the other hand, only 13.99% and 12.76% of the respondents agree and
strongly agree to relocate to the new capital, while the remaining 22.22% are
neutral. On average, the willingness to relocate at the Ministry of Finance is 2.551
on a scale of 1 to 5 (Table 4.3). It could be said that there is a low level of
willingness to relocate to the new capital city.
Figure 4. 1 Willingness to Relocate at Ministry of Finance
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Compared to the  willingness to transfer in a regular relocation, the
willingness to relocate to the new capital is significantly lower. Figure 4.2. shows
the level of willingness to transfer to another location within a five-level Likert
scale. Most of the respondents (34.16%) are neutral when asked about their
willingness to transfer in regular relocation. Although the proportion of respondents
unwilling to transfer (18.93% + 17.28%) is higher, the difference with the
respondents willing to transfer (19.34% + 10.29%) is small; only around 6%.
Overall, we can conclude that willingness to relocate to the new capital city is lower
than the willingness to relocate to other locations in a regular relocation.
Figure 4. 2 Willingness to Transfer at Ministry of Finance
A paired-sample t-test is used to get statistical evidence about the difference.
With a means of 2.847, the willingness to transfer is 0.296 points higher than the
willingness to relocate. And the result of the t-test shows that the t value is 3.377
with a p-value of 0.001. It means that the difference is significant at the level of 1%.
So, the conclusion is that there is a significant difference between employee
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willingness to transfer  and employee willingness to relocate. Employees who are
willing to transfer in regular relocation do not necessarily mean that they are willing
to relocate.
The analysis above urges the importance of understanding more about
willingness to relocate. Although employee relocation has been conducted regularly
in the Ministry of Finance, the relocation to the new capital city is new, and thus
employee preferences might be different. The following section provides more
analysis about factors affecting willingness to relocate.
4.2. Factors Affecting Willingness to Relocate
In this section, factors affecting willingness to relocate is analyzed. This
study mainly employs Ordered Probit analysis that fit the data since the dependent
variable is measured using ordered value. A multicollinearity test is conducted to
ensure that all variables included in the analysis do not correlate. After that,
descriptive statistics analysis along with an ANOVA test is provided. And lastly,
the Ordered Probit analysis is conducted.
4.2.1. Multicollinearity Test
Multicollinearity is a condition where two or more predictors have a strong
correlation. This makes the predictors fail to provide unique or independent
information in the regression model. If the correlation coefficient between variables
is high enough, it can cause problems when fitting and interpreting the regression
model. When there is a strong correlation between two or more predictors, omitting
some of the correlated variables is suggested.
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There are two  commons methods to identify the presence of
multicollinearity. The first method is using the Variation Inflation Factor (VIF). As
a rule of thumb, a variable whose VIF value greater than 5 is indicated to have a
moderate multicollinearity problem. The second is using a correlations matrix. The
correlation between each variable is checked with Pearson Correlation. A
correlation of more than 0.5 to 1 can be considered to have a strong correlation.
Table 4.1. below is the VIF value for each variable. As can be seen, all
variables have a VIF lower than 5. However, while other variables have VIF below
2, the Marital Status variable and Family Factor variable have VIF 2.88 and 2.28,
respectively. Therefore, it is better to investigate the correlation matrix further to
see whether there is a strong correlation between these variables.
Table 4. 1 Variation Inflation Factor
Variable VIF
Age 1.59
Gender 1.21
Marital Status 2.88
Spouse’s Career 1.34
Family Factor 2.28
Job Tenure 1.14
Previous Experience 1.59
Stress 1.09
Organizational Support 1.08
Distance 1.36
Table 4.2 shows the correlation between the variables and confirms a strong
correlation between Marital Status and Family Factor (0.55). Therefore, the Marital
Status variable with the highest VIF value and a strong correlation with the Family
Factor variable is omitted and excluded in the further analysis.
 


	46. 37
Table 4. 2  Correlation Matrix Between Predictors
Variables 1 2 3 4 5 6 7 8 9 10
1. Age 1.00
2. Gender -0.05 1.00
3. Marital Status -0.15 -0.24 1.00
4. Spouse’s
Career
0.10 0.11 -0.35 1.00
5. Family Factor -0.15 0.04 -0.55 0.03 1.00
6. Job Tenure -0.10 0.05 -0.08 0.00 -0.06 1.00
7. Previous
Experience
-0.29 -0.17 -0.07 -0.05 -0.18 0.20 1.00
8. Stress -0.03 0.02 0.10 -0.09 -0.13 0.10 0.13 1.00
9. Org. Support 0.07 -0.03 -0.02 0.07 0.01 0.02 -0.21 0.04 1.00
10. Distance 0.16 -0.12 0.23 0.06 -0.02 0.16 -0.01 -0.10 0.10 1.00
4.2.2. Descriptive Statistic and ANOVA
Data are collected from 243 respondents using a questionnaire. It consists
of data for each variable and the respondent’s opinions gathered by asking open-
ended questions regarding several things. Before presented, the data are processed
and coded accordingly. Table 4.3 shows the descriptive statistics of the processed
data.
Table 4. 3 Descriptive Statistics
Variable Obs Mean Std. Dev. Min Max
Willingness to Relocate 243 2.551 1.446 1 5
Age 243 2.008 0.813 1 4
Gender 243 0.716 0.452 0 1
Marital Status 243 0.807 0.396 0 1
Spouse's Career 243 0.580 0.495 0 1
Family Factor
Family Size 243 3.346 1.503 1 5
Children/Parents 243 0.683 0.466 0 1
Job Tenure 243 2.313 1.559 1 5
Previous Experience 243 2.543 1.370 1 5
Stress 243 3.169 1.266 1 5
Organizational Support 243 4.045 0.700 1 5
Distance 243 1.193 1.202 0 5
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From Table 4.3,  we can have a broad view of the data. First, we can see that
the number of observations in this study is 243. Also, we can see that the level of
willingness to relocate is on average 2.551, which is lower than the neutral value
(3). It means that more employees are unwilling to relocate than willing. This matter
is discussed more in the next section.
From the means, we know that, on average, the respondents are aged in
category 2 (30 to 39 years old). Also, the respondents are dominated by males,
married, and those who have a working spouse. The average number of family
members is 3.346, which means that they mostly have one child or one parent. The
average job tenure is in category 2 (3 to 4years), and the average previous
experience is 2.543 indicates that most of them have experienced employee
transfers at least two times.
The means of stress level (3.169) shows that many employees feel a high
degree of stress in employee transfer. A high level of organizational support
perception (4.045) indicates that most employees perceive that the organization has
given good support to them. Lastly, the average distance between hometown and
office is 1.193, which means that the respondents work not in their hometown but
still on the same island as their hometown.
To understand more about how each variable is correlated with willingness
to relocate, we can see the graphic of willingness to relocate for each group in each
variable. By seeing the graph, we might get a broader view of how these variables
correlated with the willingness to relocate.
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Another tool that  might help us understand the data is the ANOVA test.
ANOVA is useful when we want to know whether two or more distributions have
a significant difference by comparing their means. In this case, we can compare the
means of the willingness to relocate between different groups in each variable.
Although ANOVA cannot analyze which group has a higher willingness to relocate,
combining with some graphics, we might get a useful analysis before we move to
the Ordered Probit analysis. Table 4.4. provide the result of the ANOVA test for
each variable.
Table 4. 4 Result of ANOVA Test
No. Variable Name F-Statistics Significance
1 Age 4.420*** 0.005
2 Gender 5.230** 0.023
3 Spouse Career 18.970*** 0.000
4 Family Factor
Family Size 1.54 0.1924
Children/Parents 5.580** 0.019
5 Job Tenure 2.26* 0.063
6 Previous Experience 0.71 0.589
7 Stress 2.920** 0.022
8 Organizational Support 3.130** 0.016
9 Distance 3.440*** 0.005
Notes: Asterisks indicate that the coefficient is significant at the level of 1% (***),
5% (**), and 10% (*).
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Age
Figure 4.3 shows  that the higher the age group, the higher the average
willingness to relocate. The only exception is the age group 20 – 29 years old.
Interestingly, employees aged 50 – 59 have the highest average willingness to
relocate (3.42), far higher than other age groups. The lowest willingness to relocate
comes from employees in the age group 30 – 39, a group of young families. From
Figure 4.3, we have a hint that the higher the age, the higher the willingness to
relocate. The result from the ANOVA test also shows a significant result. It means
that there are significant differences in willingness to relocate level between
different age groups.
Figure 4. 3 The Means of Willingness to Relocate Based on Age Group
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Gender
Based on gender,  male respondents have a higher willingness to relocate
than female respondents, as depicted in Figure 4.4. Although the difference is not
much, the result of the ANOVA test confirms otherwise that the difference is
significant.
Figure 4. 4 The Means of Willingness to Relocate Based on Age Gender
Spouse Career
From Figure 4.5, we can tell that there is a difference in willingness to
relocate between those who have a working spouse and those who do not.
Respondents with a working spouse tend to have a lower willingness to relocate
(2.22) than those who do not have a working spouse (3.01). It is supported with a
significant result from ANOVA confirming a significant difference in willingness
to relocate between those who have a working spouse and those who do not.
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Figure 4. 5  The Means of Willingness to Relocate Based on Spouse’s Career
Family Factor
A smooth downward trend as depicted in Figure 4.6 may tell us that there
could be a relationship between willingness to relocate with family size. Although
the ANOVA test confirms that the gap between groups is not significant in the term
of difference, it does not mean that Family Size does not affect willingness to
relocate.
Figure 4. 6 The Means of Willingness to Relocate Based on Family Size
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When the presence  of children or parents is used as the Family Factor,
respondents with children/parents shows a significantly lower willingness to
relocate (2.40) than those who do not have children/parents (2.87). This can be seen
from Figure 4.7. A significant result on ANOVA test confirms that there is a
significant different on willingness to relocate based on the presence of
children/parents.
Figure 4. 7 The Means of Willingness to Relocate Based on Children/Parents
Job Tenure
Among the predictors included in this study, the Job Tenure variable seems
to be the variable that shows weak or no correlation with the willingness to relocate.
The graph, as shown in Figure 4.8, shows no trend. Moreover, the ANOVA test
result concludes that the differences between different Job Tenure groups are
insignificant.
2,87
2,40
2,00
2,20
2,40
2,60
2,80
3,00
Does not have children/parents Has children/parents
Willingness
to
Relocate
The Presence of Children/Parents
 


	53. 44
Figure 4. 8  The Means of Willingness to Relocate Based on Job Tenure
Previous Experience
Based on Figure 4.9, the willingness to relocate for different groups of the
Previous Experience variable shows a downward trend except group two. The
respondent who has experienced employee transfer once has the highest willingness
to relocate (2.72). This figure decreases as the number of previous experience
increase. However, the ANOVA test shows an insignificant result. Further analysis
with Ordered Probit is indeed necessary to understand more about this variable.
Figure 4. 9 Means of Willingness to Relocate Based on Previous Experience
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Stress
A strong correlation  between stress perception and willingness to relocate
can be seen in Figure 4.10. When the stress perception is 1, the willingness to
relocate is relatively high (3.10). This value gradually decreases as the stress
perception increase. This trend is also supported by the ANOVA test that shows a
significant result. We can expect that stress perception is a strong influence of
willingness to relocate.
Figure 4. 10 The Means of Willingness to Relocate Based on Stress
Distance
Overall, Figure 4.11 shows an upward trend of willingness to relocate as the
distance becomes longer. Although there is data that seems out of the trend
(category 5), there is only one respondent in this group after checking the detailed
data. It is unlikely for this condition to significantly affect the overall result. The
result of significant value in the ANOVA test also confirms that the difference of
willingness to relocate between different groups is substantial.
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Figure 4. 11  The Means of Willingness to Relocate Based on Distance
Organizational Support
Figure 4.12 depicts a trend where the higher the organizational support
perception, the higher the willingness to relocate. Again, there is one group that is
out of the trend, group one. However, since it only consists of one respondent, it
does not significantly affect the overall conclusion. The ANOVA result also
confirms a significant difference in willingness to relocate between different groups
or organizational support.
Figure 4. 12 Means of Willingness to Relocate Based on Organizational
Support
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4.2.3. Ordered Probit  Analysis
This study employs the Ordered Probit model to analyze how different
factors affect employees’ willingness to relocate. The Ordered Probit model serves
as an appropriate framework for statistical analysis whenever survey responses are
ordinal as distinct from numerical. In this study, the independent variable,
willingness to relocate, is measured using the Likert scale, an ordinal value, and
thus fits the Ordered Probit model. Table 4.5 below shows the result of the Ordered
Probit test.
Table 4. 5 Ordered Probit Model Result
Variables
Model 1 Model 2
Coef. Std. Err. Coef. Std. Err.
Age 0.294*** 0.107 0.325*** 0.110
Gender 0.393** 0.172 0.408** 0.172
Spouse’s Career -0.415*** 0.153 -0.411*** 0.152
Family Factor
Family Size -0.089 0.060
Children/Parent -0.373** 0.188
Job Tenure 0.057 0.048 0.062 0.048
Previous Experience -0.160** 0.067 -0.168*** 0.065
Stress -0.179*** 0.059 -0.182*** 0.059
Organizational
Support
0.349*** 0.109 0.340*** 0.109
Distance 0.183*** 0.067 0.179*** 0.067
/cut1 0.724 0.561 0.777 0.560
/cut2 1.151 0.562 1.206 0.561
/cut3 1.789 0.566 1.846 0.565
/cut4 2.398 0.573 2.458 0.572
Observations 243 243
Pseudo R-squared 0.081 0.083
Log-likelihood -341.361 -340.490
LR chi2 60.190 61.93
Prob > chi2 0.000 0.000
Notes: Asterisks indicate that the coefficient is significant at the level of 1% (***),
5% (**), and 10% (*).
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Two models are  analyzed in this study. The first model uses family size as
the Family Factor, and the second model uses the presence of children or parents in
the family as the Family Factor. In Model 1, when the family size is considered, the
result shows this factor is insignificant. However, when the presence of children or
parents is considered as the main Family Factor, this factor becomes significant. It
indicates that what is a matter for the employees is the presence of children or
parents and not the size. In the next part, only Model 2 is analyzed and discussed.
The Ordered Probit analysis shows that Age, Gender, Spouse’s Career,
Family Factor, Previous Experience, Stress, Organizational Support, and Distance
are found to significantly affect willingness to relocate, leaving only Job Tenure as
a variable that does not affect the willingness to relocate. Also, we can see that the
value of Prob > Chi-Squared in both models is 0.000, lower than a significance level
of 1%. It can be concluded that this model is much better than the null model in
which there is no independent variable. In other words, the model has independent
variables that together significantly influence the dependent variable. Comparing
the Pseudo R-squared between these two models, Model 2 shows a higher value
(0.083) than Model 1 (0.081). So, Model 2 explains the relationship between the
predictors the outcomes variable relatively better.
The next thing we can see is how each variable impacts the willingness to
relocate. The way to interpret the coefficient in the Ordered Probit model is quite
different compared to Multiple Linear Regression. The coefficients in the Ordered
Probit Model do not show how much the dependent variable increase because of an
increase in the independent variable. Instead, these figures show how likely the
respondents would be in a higher or lower level of willingness to relocate if the
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variable increases by  one unit. What is important here is the direction of the impact.
A positive sign means that an increase in the independent variable would increase
the probability of being in a higher level of willingness to relocate. Conversely, a
negative sign indicates that when the independent variable increases, it increases
the likelihood of being in a lower level of willingness to relocate.
Of the nine variables included in this model, four variables, namely: Age,
Gender, Organizational Support, and Distance, positively impact the willingness to
relocate. It can be concluded that the older the employee, the more likely they are
to be in a higher level of willingness to relocate. Also, male employees are more
likely to be willing to relocate than female employees. Likewise, the higher the
perception of organizational support, and the longer the distance between an
employee’s hometown and office, the more likely they will be in a higher level of
willingness to relocate.
On the other hand, Spouse’s Career, Children/Parents, Previous Experience,
and Stress have a negative impact on willingness to relocate. It means that
employees who have children/parents in their family, and those who have a working
spouse, tend to have a lower level of willingness to relocate. Furthermore,
employees who have more experience in employee transfer/relocation, and those
with a high level of stress perception in employee transfer/relocation, tend to have
a lower willingness to relocate.
Another thing that can be analyzed with the Ordered Probit Model is the
marginal effect. This analysis shows the magnitude effect from each independent
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variable to the  dependent variable. Table 4.6 below shows the marginal effect of
each variable on each level of the willingness to relocate.
Table 4. 6 Marginal Effects Ordered Probit Model
Variables
Willingness to Relocate
1 2 3 4 5
Age -0.120*** -0.010 0.026** 0.047*** 0.057***
Gender -0.154** -0.007 0.038* 0.058** 0.064**
Spouse’s Career 0.148*** 0.015 -0.029** -0.058** -0.076**
Family Factor 0.133** 0.015 -0.024** -0.052** -0.072*
Job Tenure -0.023 -0.002 0.005 0.009 0.011
Previous Experience 0.062*** 0.005 -0.013** -0.024** -0.030**
Stress 0.067*** 0.006 -0.014** -0.026*** -0.032***
Organizational Support -0.125*** -0.011 0.027** 0.049*** 0.060***
Distance -0.066*** -0.006 0.014** 0.026** 0.032***
Notes: Asterisks indicate that the coefficient is significant at the level of 1% (***),
5% (**), and 10% (*).
These numbers show the change of the predicted probabilities in different
levels of willingness to relocate for every increase in the independent variable
(dy/dx). For every increase in age group, the likelihood of being in level 1 of
willingness to relocate decreases by 12%. On the other hand, the probability of
being in level 5 of willingness to relocate increases by 5.7%. Likewise, for every 1
unit increase in the Gender, Organizational Support, and Distance variables, the
predicted probability of being in level 1 and level 2 of willingness to relocate
decreases by their respected predicted probability. In contrast, the predicted chance
of being in the level 3,4, and 5 of willingness to relocate increases.
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On the contrary,  for every increase of 1 unit in Spouse’s Career, Family
Factor, Previous Experience, and Stress, the predicted probability of being in levels
1 and 2 of willingness to relocate increases accordingly. Conversely, the predicted
probabilities of being in levels 3, 4, and 5 of willingness to relocate decrease,
respectively.
The impacts of each independent variable on the dependent variables are
obviously depicted in this marginal effect shown in Table 4.6. The overall
conclusion from ordered probit analysis is that Age, Gender, Organizational
Support, and Distance positively affect the willingness to relocate, while Spouse’s
Career, Family Factor, Previous Experience, and Stress negatively affect the
willingness to relocate. This result is summarized in Figure 4.13 below.
Figure 4. 13 Factors Affecting Willingness to Relocate
4.2.4. Qualitative Analysis
Respondents are also asked to select things that hinder employees'
willingness to relocate with an option to add a new item other than the options. The
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options are cited  from Ubed (2018), who researched the Ministry of Finance of
Indonesia. Here is the result.
Figure 4. 14 Factors Hindering Willingness to Relocate Based on Employees’
Opinions
More than half of the respondents said that distance from hometown, and
consideration about children are hindering them from relocation. In addition,
concern about parents, financial problems, housing problems, fairness perception,
spouse’s career, adjustment to a new location, and social attachment affect
employees' willingness to relocate based on their opinions. This result supports the
result of the Ordered Probit analysis.
4.2.5. Discussion on Factors Affecting Employee Willingness to Relocate
Eight out of nine predictors of willingness to relocate included in this study
are proved to have a significant influence on willingness to relocate. Four variables,
namely Age, Gender, Organizational Support, and Distance, positively impact
willingness to relocate. On the other hand, four other variables, including Spouse’s
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Career, Family, Previous  Experience, and Stress, negatively impact willingness to
relocate. Only one variable was found to have no impact on willingness to relocate,
which is the Job Tenure variable.
Among these eight variables, three variables are rarely or never analyzed as
factors affecting willingness to relocate, and two other variables show different
results compared to previous studies. The following discussion provides some
elaboration regarding the result of each variable.
Age
Age is one of the factors found to affect willingness to relocate significantly.
This result in line with some other studies before, such as Gould and Penley (1985),
Brett et al. (1993), Landau et al. (1990), Turban et al. (1992), Eby & Russell (2000),
Gorbanescu (2013). That said, age is a significant factor in employees’ willingness
to relocate.
Interestingly, this study found that the direction of impact from the age
variable is the opposite of that of previous studies, which saw a negative
relationship between age and willingness to relocate. This study found a positive
relationship, which means that the older the employees, the higher their willingness
to relocate. This might be related to the contextual factor of the population in this
study and the type of relocation.
The possible explanation of this finding is related to education facilities. As
a newly built city, we could not expect an education facility for higher education.
On the other hand, most of the Ministry of Finance’s employees graduated with a
Diploma degree at the Indonesian State College of Accountancy, and they are
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young. Most of  these employees consider continuing their study on higher
education, whether bachelor or master’s degree, to enhance their career. As a result,
younger employees who are still planning to continue their education would have a
lower willingness to relocate than older ones.
Some respondents clearly stated how they need the government or
organization to consider providing education facilities for them.
“Employee transfers need to pay attention to employee hometown,
guarantees of proper housing for employees, as well as adequate
educational facilities for employees and their families.”
- Respondent 6, male, 35 years old
Another respondent also said:
“[What is important is] Availability of facilities and infrastructure such
as hospitals, places of worship, housing, schools for children and
universities for employees who will continue their education.”
- Respondent 66, male, 35 years old
This shows how important the education facility for the employee who wants to
continue their education to a higher level.
This result highlights two main points regarding how age affects willingness
to relocate. First, older employees probably have a higher willingness to relocate
than younger employees. Second, education facilities are essential for the
employees, especially the young, and might affect their willingness to relocate. Of
course, only relocating old employees with a higher willingness to relocate is not
the best solution. On the other hand, however, the organizations should also
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consider a resolution  for education facilities when relocating young employees.
Although higher education facilities might not be prioritized at the early stage of
relocation, another alternative could be taken, for instance, collaborating with some
universities to provide a remote class.
Gender
Gender is found to affect the willingness to relocate in this study negatively.
This result supports Gorbanescu (2013) and Chapa & Wang (2014), who reported
the same result. Their findings showed a negative association between the
willingness to relocate and gender, which suggested that the females were more
reluctant to relocate.
The data also shows that more than 60% of female respondents have a low
willingness to relocate, compared to only 20% of a high level of willingness to
relocate, and the rest are neutral. While for male respondents, about 46% have a
low level of willingness to relocate, and around 31% have a high level of
willingness to relocate. Obviously, gender might have a big impact on willingness
to relocate.
Further analysis can be done by analyzing the respondents separately in the
Ordered Probit analysis. Given that gender role identities affect individual behavior,
factors that would affect personal willingness to relocate might differ between
males and females. Thus, separately analyzing the data might give a better
understanding of how gender affects willingness to relocate. This calls for future
research with sufficient data to examine the willingness to relocate separately
between males and females.
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Organizational Support
Another variable  found to be a significant influence of willingness to
relocate is organizational support. The analysis shows a positive relationship which
means that the higher the employee’s perception about organizational support, the
higher their willingness to relocate. This variable is another new variable that is
rarely included in the previous study about willingness to relocate.
The positive relationship between organizational support and willingness to
relocate is not unexpected. Although this relationship is rarely studied, many studies
have reported how organizational support affects employees. For instance, Evianti
et al. (2019) said that organizational support positively and significantly affects
organizational commitment. And Organizational commitment is loyalty to the
organization and mobilization of all employees in the development of its goals,
purposes, and infrastructure (Lee et al., 2014). Thus, we could expect a high
willingness to relocate when the employees have a high organizational
commitment. Also, Jabbarian & Chegini (2016) found that increased perceived
organizational support increases employees’ readiness to be changed. In the same
vein, Cullen et al. (2013) reported the role of perceived organizational support as a
mediator of the relationship between employees’ adaptability and perceptions of
change-related uncertainty and employees’ satisfaction and performance.
Relocation is a big change for the employees, and therefore a high readiness to
change might lead to an increased willingness to relocate.
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Distance
Distance between hometown  and employee’s current office is another
important factor affecting willingness to relocate that has rarely been studied
before. The result from the quantitative analyses shows that distance positively
affects willingness to relocate as expected. This means that the longer the distance
between an employee’s hometown and their current office, the higher their
willingness to relocate, and vice versa. Additionally, when asked about what factors
might hinder them from relocating, 58.85% of the respondents answer with distance
from their hometown. This makes the distance from hometown the most important
factor affecting employees' willingness to relocate based on their opinions.
This study argues that employees who work close to their hometown might
have a lower willingness to relocate than those who work far from their hometowns.
They do not want to make the distance between hometown and office become
farther. Conversely, relocation to the new capital city might also be an opportunity
to enclose the distance for those who work far from their hometown, since
Kalimantan, the location of the new capital city, is in the center of Indonesia. And
the result of the analysis proves the importance of this variable.
The discussion about how distance affects willingness to relocate
inseparable from two important facts is. First, the geographic characteristics of
Indonesia, which mainly consist of several big islands separated by the sea, make
the transportation alternatives are limited and result in a high cost to travel. The
second is the cultural aspect that the people in Indonesia keep their tradition to
gather with their family and relatives, especially on big occasions such as Eid al-
Fitr and Christmas. Long-distance between hometown and office location means
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the high cost  to travel back to hometown. Considering the travel duration, the only
convenient way to travel between two different islands is to use air transportation,
which is relatively costly. Shortly, relocation to the new capital could bring two
possible outcomes from the employees. For those who work far from their
hometown, relocation could make the distance between their hometown and their
office closer, and therefore they are willing to relocate. But for those who already
work near their hometown, relocation could mean the opposite. And this affects
their willingness to relocate.
Family Factor
This study included two factors with regards to family and analyzed them
separately. The first is family size, the number of the family member including the
respondent, their spouse, children, and parents. The number could vary from 1 to 5.
The second is the existence of children or parents. The data are only grouped into
two groups: those with children or parents as group 1, and those who do not as
group 0.
The results show that family size does not affect willingness to relocate, but
the presence of children or parents does. The impact of the presence of children or
parents on willingness to relocate is negative, implies that those who have children
or parents have a lower level of willingness to relocate. And since the family size
is not an important factor, the number of children or parents is not important.
Employees with one child and those with more than one child have some
preferences on willingness to relocate.
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The data from  respondent’s opinions regarding factors hindering them from
relocating, as shown in Figure 4.14, shows an agreement with this result. Children
(52%) and Parents (45%) are the second and fourth most voted factors that prevent
employees from being willing to relocate. This finding supports previous studies
reported by some scholars such as Brett and Reilly (1988), Ubed (2018), Veiga
(1983), and Landau et al. (1990).
Spouse’s Career
Despite the different arguments regarding the effect of a spouse’s career on
willingness to relocate reported by previous studies, this study found that a spouse’s
career is a significant factor affecting willingness to relocate with a negative impact.
It means that employee who has a working spouse would have a lower willingness
to relocate than those who do not have a working spouse supports the result of
Markham et al. (1983) who also find a negative relationship. An employee with a
working spouse has more constraints to relocate because they consider their
spouse’s career. The choice is whether to bring their spouses with them with a risk
to ruin their spouse’s career or to live separately for the time being. The data also
shows that among 61.7% of the respondents whose spouses are working, 80% work
in the public sector, which is stricter. It is difficult for them to follow their spouses
to relocate. This finding is also supported by qualitative analysis. 12% of
respondents answer with spouse career when asked about their opinions regarding
factors that might hinder them from relocating.
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Stress
Stress factor is  a new variable that had rarely been included in previous
studies regarding factors affecting willingness to relocate. Although some studies
had analyzed factors that might affect stress in relocation, such as Luo and Cooper
(1990) and Munton (1990), no study includes this factor as a determinant of
willingness to relocate for the next transfer or relocation. This study assumes that
not only is stress the result of relocation but also influences future relocation
decisions. Based on this assumption, this study analyzed this factor as one of the
influencing factors with a hypothesis that a higher level of stress perception leads
to a lower willingness to relocate.
The result shows a significant negative impact from the Ordered Probit
analysis. It means that the higher the stress perception about employee’s transfer,
the lower the willingness to relocate. Another thing to be noticed is that the level of
stress perception regarding transfer and relocation in the Ministry of Finance, as
presented in Figure 4.15, is high. Among the respondents, only 12.76% feel not
stressed, while the rest feel some degree of stress. The average stress perception is
3.169, which is high, and this suggests that the matter of stress in employee’s
transfer not to be taken lightly.
Compared to other variables in this study, stress perception has some
uniqueness. First, stress perception is not easy to observe. It is related to the feeling
of employees, their beliefs, experiences, behaviors, etc. Only by understanding how
the employees feel can we understand more about stress. Second, compared to other
variables that are given and cannot be changed (e.g., age, spouse’s career, etc.),
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stress perception can  change to be better or worse depending on the policies made
by the organization. For these reasons, it is better to understand how the employees
feel about the current employee transfer policies and the issues to address to reduce
the stress perception regarding transfer and relocation.
Figure 4. 15 Stress Perception Regarding Transfer and Relocation
Previous studies reported several challenges in a relocation that may cause
stress: loss of social networks (Munton, 1990), difficulties in property trading,
children's schooling, long or short-term separation, impaired social contact (Luo
and Cooper, 1990) experiencing problems in social relationships (Brett, 1982),
financial risks including irreversible moving costs (Magnus and Dodd, 1981) and
so on.
A similar result is found from the respondents when asked about what
makes them feel stress in their transfer or relocation. Respondents feel stress about
several different things. It includes the distance to move, preparation, finding new
housing and school for children, challenges in managing residence documents,
financial problems (especially for big families) related to moving and housing,
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adaptation to a  new environment and culture, and inequality in education standard
between the regions. Additionally, the respondents also feel stress about the lack of
time to prepare for the move. On average, employees need to report to the new
office within merely two weeks of the decision. Almost no free time to find a new
house, school, prepare residence documents, selling properties, and so on. And
above all, there is no direct support from the organization related to their transfer.
They can only count on themselves. Lastly, the respondent also said that unclear
transfer path and unfairness in employee transfer disrupt their plan for housing and
children education, makes them unfocused on their job, and causes jealousy to those
who work in their hometown and never get transferred.
This new finding opens a new door for future research. Stress is the least
foreseeable factor, and thus the organization needs to be more aware and understand
this matter by conducting a more comprehensive investigation. By doing so, the
organization can better understand the sources of employee stress in relocation and
how to deal with them.
Previous Experience
The last factor that affecting willingness to relocate negatively is previous
relocation experience. It means that employees who experienced more
relocation/transfer in regular relocations have a lower willingness to relocate to the
new capital.
This finding is interesting because the direction of this impact is the opposite
of that in previous studies. For instance, Landau et al. (1990), Jones (1983), and
Pinder and Schroeder, (1987). The argument is that the employees who experienced
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