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Employee 
Turnover 
in Mexican 
Organizations: 
The Mexican 
Automobile 
Industry Case Dr. Amarlo Fclipr Vega R. 

A high rate of employee turnover can lead fo a 
decrease in produchvity and production in organi- 
zations as well as high recruitment, selection and 
personnel trahing expenses. Therefore. it is neces- 
sary to be aware of and control the causes of said 
turnover in arder to maintain a leve1 which permits 
the smootb running of an enterprise. 
Theobjectofthispaperistolookintothedirectand 
indirect influentes ofcertain variables which Iead to 
employee turnover m the automohiie industry. Said 
variables are classified in four groups: those of a 
personal nature, income, organizational and envi- 
ronmental. In the group concerning factors of a 
personal “atore the following have been taken into 
account: age, sex.job satisfaction, alienation, schoo- 
ing and hierarchic job level. Direct and indirect 
income have been included in the income group 
and mechanization, complexity, formalization, lead- 
ership styles and personnel communication have 
been induded in tbe organizational group. Finally. 
the internal and external environment is analyzed 
in the environmental group. 

THEORBTIC FRAMEWORK 
In this study referente is made to the leading re- 
search work done on the variables dealt witb in this 
paper on employee tumover. 

1. Employee turnover: Employee tumover. also 
known as movement, mobility or personnel separa- 

tion, is defmed by tbe author as the numbx of 
employees leaving, including voluntary resigna- 
tions, dismissals and lay-offs in relations to the em- 
ployee total duting a given year. Employee turn - 
over is calculated using the following formula: 

E. T. = 
Numbers of employees leaving 

Total number of employees 
x 100 

Certain causes of turnover are inevitable: illness, 
accidenta, age, deatb anda variety of personal rea- 
sans. Nevertheless, a minimum turnover could af- 
hect the organization’s vitality and frustrate the ex- 
pectations of promotable employees. Therefore. it 
is necessary to mantain an adequate turnover for 
the smooth running of and organizations. 

2. Personal Situation: Different forms of behaviour 
before an organization are studied and physical, 
intellectual and personality factors are taken into 
account 

5.1 Age: In accordance with studies done by Myen 
and Mac Iaurin, Reynolds and Bakke, employee 
turnover is higher in the youth bracket than among 
older people even when skill and atttibutes remain 
constant. 
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2.2. Sex: Studies done by Myers and Mac Ianin, 
Brissenden and Frank.3 and Palmer, Ycder and 
Hauser have shown a higher turnover rate among 
male workers than female workers. 

2.3 Job Satisfaction: In the studies done for the 
Universities of Minnesota and Mighigan by Vroom 
and by Flowers and Hush, it was found that the 
higher the degree ofjob satisfaction, the less likely it 
is that an employee will resign; furthermore, it is 
less probable that an employee with high job satis- 
faction will show frecuent and unjustified absen- 
teeism. 

2.4 Alienation: Asomoza found that the highest 
leve1 of alienation is found in the “non-abstence” 
gruup and that “absenteeism iS an escape valve for 
the incomformity that workers feel”. Asomoza 
poinu out that when a person fe& a high degree of 
alienation, the organization ex* a powerful in- 
fluente which makes him dependant on it which, in 
tum. leads to an inabity to make decisions. 

2.5 Schooling: Reynolds found that blue-collar 
workers with schooling up tn 2nd leve1 were more 
likely to leave their presentjob than those who had 
less schooling. This vas also found to be true in the 
army during WW II. 

2.6 Hierachic Job LeveI: March and Simon show 
that members of the lower lev& view work mobility 
as being more difficult than members al higher 
levels. 

3 Worker’s Economic Sitnation: Man’s principal 
worry has been fo find the means and resources tu 
cover his needs. This means which represent in- 
come received in exchange forlaborare, for purpo- 
ses of thii study, considered as being the worker’s 
economic situado”. Storey and Harrison found that 
there is a positive correlation between personal sa- 
tisfaction and income received -which ties up with 
the fmdings at the Univemity of Minnesota in the 
sense that employee turnover is less when worker’s 
income are higher than those for comparable jobs 
in a community. 

4. OrganizationaI Situation: The forma of an or- 
ganizational situado” depends on the structures 
and is influenced by the behavior of the people 
within them. The production structure is determi- 

ned by the mechanization nr technology used; the 
administrative structure is determined by the com- 
plexity, formalizadon, leadership style and com- 
municqtion. 
In the hibliographic research done on the variables 
which make up this situation, only empiric evidente 
was found on coqnmmication. 
A study done by Mayo on the motives leading fo 
constata job changes in a textile factory concuded 
that the reasons were: 
a) Little appreciation of work done. 
h) Monotony 
c) The worker beiig cut off fmm the rest due to 

deafining noise which makes communication 
impasible. 

5. Ertvironmental Sitnation: The author defines 
environmental conditions as being the internal and 
external factors in an organization which influente 
behavior. In the environmental situation within an 
organizaion there are two main aspects: the prevail- 
ing interna1 environment and the external envi- 
rcmment in which the organization is located. Ac- 
cording to March and Simon “the greater the num- 
ber of alternatives perceived outside an organiza- 
tion. the easier it is tu move”. 

1. Situation Problem: 
The Mexican automobile Industry which comprises 
of terminal businesses (where vehicules are assem- 
bled), the spare parts industry (which manufacture 
vehicule spare parts) and the bodywork and tractor 
divisions showed a high rate of employee turnover 
during the 19791981 period. In sume cases, and 
according to information furnished by said indus- 
try. the turnover led to reductions in productivity, 
production volume and high costs in employee 
training and recndtment. 

II. Problems: 
Bearing in mind that the purpose of this research 
paper is to determine whether personal, economic, 
organizational and environmental factors influente 
employee turnover in the Mexican autumobile In- 
dustry, the problem the solved is: 
Which of the variables are more dosely associated 
with employee turnoverin the Mexican Automohile 
Industry? 
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III. Hypotbesis: 
The general hypothesis of this research paper is as 
follows: The factors which determine employee 
turnover in the Mexican Automobile Industry are 
related to the variables which determine the persa- 
nal, economic, organirational and environmental 
situations. 
This hypothesis is presented in table one. 

IV. Sample: 
A total of approximately ene thousand Mexican 
Automobile Companies make up the field in which 
this study was done. 
The sample is made “p of 91 enterprises in the 
automobiie industry and 540 people employed in 
them. The 91 enterprises are in both the pubhc and 
private sectors; 13 are assembly planta, 58 are spare 
parts manufacturers and 20 in the bodywork and 
tractor divisions. 

v. Meas- t Instruments: 
The following scales were chosen to measure the 
variables dealt with in tbis paper because of their 
functionahty and usefulness: 

Job Satisfaction, by porter and Lawler, and used hy 
RCX”OS. 
Alienaion, by Asomoza. 
Direct Income, by Vega. 
Indirect Income. by Vega. 
Mechanization, by Inkson, Pugh and Hickson, as 
used by Asomoza. 
Complexity, by Asomoza. 
Formahration, by Hage andd Aiken. 
Leadership Styles, by Likert, as “sed by Resenos. 
Communication, by Georgopoulous and Mann. 
Interna1 Environment, hy Vega. 
External Environment. by Vega. 

The scales mentioned above were modified by tbe 
researcher in arder to adapt tbem to conditions in 
Mexico. The ll scales witb 103 items are divide into 
two questionaires; ene for the enterprise and one 
for tbe personnel, with an average answer time of 
40 minutes of each ene. 

VI. SanspIe Development: 
The businesses surveyed are located in Mexico City 
and in 30 municipalities in the foliowing Mexican 
States: Baja California, Coahuila, Guanajuato, Hi- 
d+go, Jalisco, Estado de México, Morelos, Nuevo 
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León, Puebla, Queretaro, San Luis Potosí and Sina- 
loa. The data were gathered during tbe months of 
May and June in 1981. 

VII. Data Proeesaing. 
The data processing wascarried out hy means of the 
S.P.S.S. (Statisrical Package for the Socii Sciences). 
Bivariant correlation and Factor Analysis were “sed 
to ascertain the interna1 consistency of the scales. 

Results Pnd D¡stssi0”. 

Instruments: the ll scales “sed were saúsfactorily 
validated. Tbis confums what bave been previously 
obtained by Asomoza regarding “Alienation-Mex” 
and “Complexity-Mex” and by Resenos when refe- 
rring to Leadership Styles in Mexico. The scales 
used abroad are adequate for our country when 
apphed to Job Satisfxtion, Mechaniration, Forma- 
lization and Commun.ication. Furthermore, the 
author of thii paper has added four new scales: 
“Direct Income”. “Indirect Income”, “Internai En- 
vironment” and “Externa1 Environment” all of 
them for Mexico. 
On applying these scales, tbe results obtanied sho 
wed high reliabihty in the answers gathered in the 
surveys. 

Rmployee Tumover: 
According to the resulta obtained in this research, it 
was found that the independant variable that taus- 
ed less employee turnover was high direct income. 
It was also found the employee turnover was higher 
among men than women. 

In accordance witb the above mentioned variable. it 
can be said the employee turnover id determined by 
personal (age and sex) and economic (direct in- 
come) situations. 

Since this study was undertaken in a hmited time 
period, there were no positive results on the envi- 
ronmental situation, espe+lly concerning the ex- 
ternal environment. Nevertheless, the autbor con- 
siders this factors to be of great importance since 
the involvement of the other three factors can be 
conditioned according to the country’s economic 
situation: This researcb was undertaken en 1981, a 
year which registered a GNP growth rate of 8% , 
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which led toa high demand for labor and made it 
easy to be mobide. 

in 1982 there was a recession in the Mexican Eco- 
nomy which led to massive lay-offs and a lower 
degree of voluntary turnover. 

In a study carried out in 22 businesses of the Spicer 
group, the average voluntary turnover dropped 
from 8% in 1980 to 4% in 1982. 

This shows tbat job availaility in tbe market is a 
dominant factor in vohmtary resignations. 

The hypotheses used in this researcb paper, after 
having analy-zed the results of the empirical test, will 
be finally represented in Table 2. 

The companies surveyed consider that a high leve1 
of employee turnover can lead to a decrease in 
prcductivity an production as well as high costs in 
recruitment and personnel training. 

katkrship Style and Alienation: 
Tbe resulta of the correlation coefticienu between 
the inbependant variables used in this study are of 
great Importance for the administration when rela& 
mg to leadership styles and alienation. 

Tbe variables which determine the personal situa- 
tion, witb the exception of sex, have an important 
assxiation with so& of the variables which deter- 
mine the organizational and environmental situa- 
tions. The hlerachicjob leve1 and the schooling of 
the subordinates determine the leadership style 
which, in turn, influentes communications, interna1 
erivironment and job satisfaction. All of the values, 
excluding a 
alienation. 82 

$;;~;*;yp--;;$g-g 

B 
eneral context, as in the case when hierarchic job 
evel B set by schooling and age. This leve1 also 

influentes the type of communication and has a 
bearin 
onTa le% % 

on job satisfaction. The restdts are shown 

Economif situatioll of tlh? worker. 
Other important associations found in this study 
are those which determine the worker’s economic 
situation (direct and indirect income) which corre- 
lates with the following organizational situation va- 
riables: Formaliition, Complexity, and Mechani- 
zation. 

Direct Income is determined by an organization’s 
cotn lexity, and Mechanization as well as by Indi- 
rect Y ncome. The degree of Formalizadon establish- 
es the leve1 of Indirect Income. 

These results are due to the fact that the lar r 
enterprises (which normally have a higher leve F of 
formalization, complexity and mechanuation) have 
more financial resources to provide higber incomes 
for the personnel. 

CONCLUSIONS. 

* The study showed that instrtiments to rceive 
Job Satisfacho~, Alienation, Direct and In f wect In- 
come, Mechamzation, Complexity, Formalization, 
Leadership St les, Communication and Internal 
and Externa1 
validity and ria&ty 

nwronments have a bigh degree of 

* Two fo the fifteen hypotheses propwzd in the 
study were accepted. In tbese two it was shown that 
pn;v$r’ndirect Income determine Employee 

” 

* It is proposed that: 
a) Tbere is a bigber degree of turnover amon men 
than amongwomen and that greater tbe num %e r of 
workers, the higher the turnover rate. 

b) A Higher direct income corresponds to lower 
employee t”rno”er. 

* 
hi h, 

Y 

Wben the economic growtb rate of a country is 
the most nnportant variable in determinmg 

vo untary turnover is direct’income, in accordance 
with its correlation coefGcient. Nevertheless, when 
facing a recession ora decline in economic activity, 
the most imponant variable is the externaI envi- 
ronment since when there is a drop in job availabi- 
lity due to massive lay-offs, most people uy tú hold 
on to their jobs. 

* 
situatlon were not acce 

Tbe bypotheses corrfling mthe personal 
te thts could be due to the 

fact the people who ad been laid-off were not 
interviewed. 

* A high rate of employee turnover can lower 
productlon and productivity and increases the costs 



of recruitment and training processes. On the other 
hand. minimum turnover can affect the company’s 
vitality and frustrate the expectations of promotable 
employees. 

* Accordin 
Automobile H 

to the sample, in 1980 the Mexican 
ndustry showed a total employee turn- 

over rate of 3’7.6% which is considered as bein 
very high since it means that more than a third o ? 
the personnel voluntary left the industry during 
tbat year. 

* Based on the most notable associations among 
the independant variables it is proposed that. 

a) Older Subordinates occupy a higher hierarchic 
leve1 and their superiors used a more democratic 
leadership style. 
b) The eater the subordinates’joh satisfaction, the 

fc. better t e mternal awironment and the less the alie- 
nation. Further, there is a greater job s+sfaction 
for the subordmates when their supenors use a 
more democratic leadership style. 

c) Less job satisfaction, communication, scboolipg 
and hierarchic job leve1 correspond to greater ahe- 
nation. It also leads to an inadequate internal envi- 
ronment. The subordinates show more alienation 
when their superiors use a less democratic leader - 
ship style. 

d) The hi her the level of schooling, the less aliena- 
tion and t e hlgher the hierarchk job level. Fur _ % 
thermore,the leaders use more democratic styles 
when dealing with subordinates with higher scho- 
lastic levels. 

e) A higher hierarchic job leve1 corresponds to a 
higher age and schoaling and less alienation m s$- 
ordinates to whom a more democratic leadershlp 
style is applied. 

f) If the direct income is hi 
rect income is obtained an b: 

her then a higher indi- 
the formalizanon in the 

organization is greater. 

5 
) The higher the indirect income, the higher tl!e 
nect mcome and the greater the formahzanon m 

an orga”izaúo”. 

h) The higher the leve1 of mechanization, the high- 
er the direct income given by the organuation to 
the employees. 

i) The greater the complexity of an organizaion, 
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the higher the direct andjndirect income earned by 
the employees. 

j) The 
.T 

eater the formalization of an organization, 
the htg er the indirect income. 

k) The superiors use a more democratic leadership 
s le when the suhordinates are older, have more 
SC oolmg, a higher hierarchic job leve1 and less x 
alienaion; thus obtain better communication. in- 
ternal environment and job satisfaction for the 
same subordinates. 

1) In the higher hierarchic job levels there is more 
communication which leads to a better interna1 envi- 
ronment and less alienaion. 
Subordinates’ communication is better when the 
superiors use a more democratic leaderabip style. 
m) If there is satisfactory internal environment, the 
subordinates experience eater communication 
and job satisfacuon as wel f= as less alienarion and a 
more democratic leadership style is applied to 
them. 

* Besides the findings on em loyee turnover, 0th.~ 
significant results which re ate to administration f 
were found. These results principally refer to lea- 
der behavior, alienation and the employee’s eco- 
nomic situation. 
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Tabla 1. 

HYPOTHESIS OF VARIABLES WHICH 
DETERMINE EMPLOYEE TURNOVER. 

Personal 

organizatiottal 

Worker’s Economic 
Situation 

4 
Masculine sex 
Job Satisfaction 
Alienation 
Schooling 
Hierarcbic Job Leve1 

Direct Income Direct Income 
Indhx Income Indhx Income 

Environmental 
Iotemal Environment 
External Environment 



ASSOCIATION OF VARIABLES WHICH 
DETERMINE EMPLOYEE TURNOVER. 

oittution 

PERSONAL 

indepmdmt vukbks 

(MALE TURNOVER RATE) 

SCHOOLINC 
HIERARCHIC JOti LEVEL 

ORGANIZATIONAL FO’RMi4LIZATION 
LEADERSHIPlSTYLES 
COMMUNICATION 

ECONOMIC 

INDIRECT INCOME 

ENVIRONMENTAL 

drpendant varkbk 

EMPLOYEE 
TURNOVER 



Tablr ? 

ASSOCIATION OF VARIABLES WHICH DETERMINE 
LEADER BEHAVIOR AND ALIENATION. 

0.7 0.20 

1 
AGE LEADERSH 

SCHOOLINC 
4 

. 



IP STYLES 
0.40 INTERNAL -0.31 

ENVIRONMENT ALIENATION 

T ’ 
1 

1.43 - 0.39 

I - 1 

0.3: 



ASSOCIATION OF VARIABLES WHICH DETERMINE 
THE WORKER’S ECONOMIC SITUATION. 

o’47 y DIRECT 

4 

COMPLEXITY COMPLEXITY 

I . 

INCOME I 
. 

0.48 

- I INDIRECT INCOME 

FORMALIZATION I 
0.22 


