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Abstract

This study addresses the applicability of existing models of auditor’s and accountant’s turnover
to information systems (IS) auditors. Excessive, unprogrammed IS auditor turnover may decrease
stability and expertise in an area critical to the development, audit, and control of computerized
accounting information systems. Identification of the factors affecting IS auditor turnover will
better equip management to deal with that turnover. The data indicate that several factors under
the direct control of management affect the turnover intentions for the sample of IS auditors

examined.

Introduction

This study proposes and tests a turnover model
specifically for information systems (IS) auditors in
order to identify the factors that may be related to
turnover intentions among those professionals. Identify-
ing these factors will enable management to take actions
to reduce IS auditor turnover in cases where it is
considered excessive. Because this segment of the audit
and control community has been relatively ignored as a
specifically examined group in prior research, the issue
must be addressed concerning whether existing turnover
models based on data from general auditors and accoun-
tants are applicable to IS auditors.

The increasingly important role of IS auditors in
auditing and controlling the development and operations
of computerized accounting information systems necessi-
tates a high level of expertise in that area. However,
Dunmore indicates that "most systems auditors spend
less than four years in the profession, causing consider-
able personnel turnover" (1988, pp. 46). This represents
a potential problem in that "given the high personnel
turnover in the systems audit profession, most auditors
are no sooner fully trained than they change careers"
(Dunmore, 1988, pp. 51). If IS auditor turnover is
planned and programmed by the organization (e. g.,
using the function to train personnel for other non-
auditing positions), then high turnover is not an issue.
However, if there is a high level of unplanned turnover
(due possibly to adverse conditions), its associated
disruption may be detrimental to the organization.
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The conceptual motivation for developing and testing
a model specifically of IS auditor turnover is that models
based on input from general auditing and accounting
personnel may not be valid for addressing IS auditor
turnover. This potential inapplicability is suggested by
the findings of a number of studies of management
advisory services (MAS) personnel in public accounting
firms (a field closely related to information systems
auditing). Those studies report that work-related
behavioral issues and outcomes such as turnover and job
satisfaction for MAS personnel are of a different nature
than are those for financial auditors, tax specialists and
accountants (Benke and Rhode, 1980; Harrell and Stahl,
1984; Watson, 1975). As an exploratory effort to
determine if these suggested differences hold for IS
auditors, the specific factors that are included in the
model proposed and tested in the current study are
based on those factors suggested by existing research.
This permits an initial comparison of the model derived
from the data provided by IS auditors to the existing
models of turnover for general auditors and accountants.

The applied motivation for developing and testing a
model of IS auditor turnover is based on the need to
identify those factors may be under the control of
management that may be used to beneficially affect (i.e.,
reduce) this turnover. Existing research has established
the critical effects of organizational commitment and job
satisfaction on turnover intentions. However, manage-
ment is generally not able to directly affect those two



Journal of Applied Business Research

Volume 10, Number 1

outcomes because each is the product of a complex
interaction of a number of factors related to the individ-
val, the organization and even the environment. This
situation necessitates that the factors affecting commit-
ment and satisfaction and which are subject to direct
management control be identified before actions can be
taken that might impact IS auditor turnover.

This study takes a model-development and testing
strategy due to the suggestion that research on turnover
be directed toward model development and testing
rather than the correlation testing that occupies the
attention of much of the existing literature (Cotton and
Tuttle, 1986). This approach requires that even though
the primary focus is to determine if there are factors
under management control that are related to IS auditor
turnover, other factors not under such control must be
included in the proposed model. Failure to include
potentially relevant factors would result in a misspecified
model that may prompt erroneous conclusions. Path
analysis is used to test the proposed model and to
determine the presence of significant direct and indirect
effects of a number of work-related, personal and
external factors on the turnover intentions of practicing
IS auditors.

Background and Prior Research

. Existing research has established the individual’s
turnover intentions as the single best indicator of an
individual’s actual turnover behavior (Arnold and
Feldman, 1982; Cotton and Tuttle, 1986; Rasch and
Harrell, 1990). Prior research has also indicated that
turnover intentions may be affected by a number of
differing types of factors.

In a review of the general turnover research, Cotton
and Tuttle (1986) identify three categories of variables
that may affect turnover behavior: (1) external factors
such as employment opportunities, the unemployment
rate, union presence, etc., (2) work-related factors such
as role clarity, job satisfaction, organizational commit-
ment, etc. and (3) personal factors such as tenure,
gender, education, etc. In a review of the turnover
research involving auditors and accountants, Sorensen
(1990) suggests that most examinations of turnover
involve (1) correlates to which turnover is related such
as tenure, educational level, and hierarchial level, (2)
determinants such as pay or centralization of decision
making that supposedly produce variations in turnover
and (3) intervening variables such as job satisfaction or
opportunity that moderate between the determinants
and turnover. Although they are somewhat different,
these two classification schemes are not mutually
exclusive. For example, organizational commitment and
job satisfaction are intervening work-related variables
that affect turnover intentions.
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Although there is little controversy concerning the fact
that organizational commitment and job satisfaction are
strongly related to turnover or turnover intentions (e.g.
Cotton and Tuttle, 1986; Sorensen, 1990), the particular
ordering of those two independent variables in a model
of turnover is a debatable issue. Locke and Latham
(1990, pp. 250) describe this controversy and identify
studies that support commitment as a cause of satisfac-
tion, studies that provide no support for a causal
interpretation in either direction, and other studies in
which job conditions cause satisfaction that in turn
contributes to commitment. Williams and Hazer (1986)
report that their data support the link from satisfaction
to commitment. In an empirical test of the ordering of
satisfaction and commitment in relation to turnover
intentions for auditors and accountants, Gregson reports
that the "model with satisfaction antecedent to commit-
ment does a better job of predicting turnover than the
model in which commitment is antecedent to satisfac-
tion" (1992, pp. 92).

Organizational Commitment

Organizational commitment involves the relative
strength of an individual’s identification with and
involvement in the employing organization (Mowday et
al, 1982). An individual who is committed to the
organization will, therefore, be less prone to express a
desire to leave that organization. A number of studies
confirm that organizational commitment has a significant
inverse impact on the individual’s turnover (actual or
intended) for employees in differing types of organiza-
tions (e.g., Abelsen, 1987; Dailey and Kirk, 1992;
Michaels and Spector, 1982; Williams and Hazer, 1986).
Aranya et al. (1982) report an inverse relationship
between organizational commitment and migration
tendencies for accountants in both public practice and
industry. These authors also report results indicating
that organizational commitment is superior to job
satisfaction as a predictor of migration tendencies.
Arnold and Feldman (1982) indicate that organizational
commitment is inversely related to the intention to
search for alternative positions for accountants.
Meixner and Bline (1989) report a significant inverse
relationship between organizational commitment and the
turnover intentions of a large sample of governmental
accountants.

Job Satisfaction

Job satisfaction represents a pleasurable or positive
emotional state based on the results of an appraisal of
one’s job or job experiences (Vandenberg and Lance,
1992; Locke, 1976). Michaels and Spector (1982) report
that job satisfaction is inversely related to one’s inten-
tion to quit a particular job. Sorensen suggests that the
"inverse relationship between job satisfaction and
turnover has been strongly supported by industrial
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psychology research" (1990, pp. 335) and cites over a
dozen behavioral research studies of auditors and
accountants that indicate these same results. Specifically
for professionals in public accounting an inverse rela-
tionship between turnover intentions and job satisfaction
has been consistently reported in a number of studies
(e.g., Arnold and Feldman, 1982; Bullen and Flamholtz,
1985; Gregson, 1990; Harrell and Stahl, 1984; Rasch and
Harrell, 1990). Harrell et al. (1986) report a significant
direct inverse relationship between job satisfaction and
turnover intent for the internal auditors in their study.

Work-Related Factors

Two important work-related factors that are associat-
ed with turnover, commitment, and satisfaction are role
conflict and role ambiguity. Role conflict is defined as
“the simultaneous occurrences of two (or more) sets of
pressures such that compliance with one would make
difficult or impossible compliance with the other" (Wolfe
and Snoek, 1962, p, 103). Role ambiguity is defined as
"the absence of adequate information which is required
in order for persons to accomplish their role in a
satisfactory manner" (Senatra, 1980, pp. 595). Research
results concerning the impact of these work-related
factors are somewhat mixed. Jackson and Schuler
indicate in their meta analysis of 96 studies that organi-
zational commitment is inversely correlated with both
role conflict and role ambiguity and that "job satisfaction
is generally found to be negatively correlated with both
role ambiguity and role conflict" (1985, pp. 38). Senatra
(1980) reports that while role ambiguity (but not role
conflict) is negatively associated with job satisfaction,
there is an absence of a significant relationship between
the propensity to leave the organization and either role
conflict or role ambiguity.

Baird (1969) reports that role conflict is associated
with lower commitment to the organization. For
professional employees in an organization, Podsakoff et
al. (1986) report an absence of a significant relationship
between role conflict and organizational commitment.
Van Sell et al. (1981) cite seven studies indicating job
dissatisfaction as a result of role conflict. Hamner and
Tosi (1974), however, report no relationship between
role conflict and job satisfaction.

Johnson and Graen (1973) report a causal link
between role ambiguity and turnover. Brief and Aldag
(1976) and Lyons (1971) report positive correlations
between turnover and role ambiguity. Ivancevich and
Donnelly (1974) report an inverse relationship between
role clarity (the antithesis of role ambiguity) and pro-
pensity to leave the organization. Cotton and Tuttle
(1986) indicate that role clarity has a moderate negative
correlation with turnover. Organ and Greene (1981)
and Podsakoff et al. (1986) report a significant inverse
relationship between role ambiguity and organizational
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commitment. Senatra (1980) indicates that role ambigu-
ity is negatively related to job satisfaction for auditors,
and Van Sell et al. (1981) cite a number of studies that
report an inverse relationship between role ambiguity
and job satisfaction.

The degree to which individuals participate in decision
making represents the degree of centralization in an
organization with a high degree of participation indicat-
ing decentralization (Aiken and Hage, 1966). Morris
and Steers (1980, pp. 55) report that the literature on
participative decision making "consistently points to
increased employee involvement and attachment result-
ing from decentralization" (i.e., increased participation
in decision making). Sorensen (1990) indicates that
centralization is a consistent determinant in the various
robust models of turnover for auditors and accountants.
Solomon (1981) reports that high centralization in a
CPA firm (a low level of participation in decision
making by the individual) is inversely related to job
satisfaction.

Hierarchical position is a significant factor involved in
the relationships between and among turnover, organiza-
tional commitment, and job satisfaction for auditors and
accountants (e.g., Adler and Aranya 1984; Aranya and
Ferris, 1981; Ferris, 1981). Schroeder and Imdieke
(1977), Sorensen (1967), and Sorensen and Sorensen
(1974) all report findings of increased organizational
commitment at higher levels in the organization.
Albrecht et al. (1981) and Benke and Rhode (1980)
report that job satisfaction increases as accountants
move higher in the organizational hierarchy of CPA
firms. Harrell et al. (1986) report a positive relationship
between supervisory status and organizational commit-
ment for internal auditors.

Factors Related to the Individual

Pillsbury et al. (1989) and Rasch and Harrell (1990)
both report that the individual’s gender is related to
turnover intent in public accounting settings (with
females having higher turnover intentions). Cotton and
Tuttle (1986) report that gender is strongly correlated
with turnover (with females being more likely to leave
than are males) and that gender in general is a strong
predictor of turnover in professional jobs.

The individual’s tenure (i.e., length of service) with
the organization is identified as a significant pertinent
factor in a number of studies involving turnover, com-
mitment and job satisfaction (e. g. Brown, 1969; Farrell
and Rusbult, 1985; Morris and Steers, 1980). Cotton
and Tuttle (1986) report with "strong confidence" that
the results of the studies which they analyzed indicate
that tenure is negatively correlated with turnover.
Harrell et al. (1986) report an inverse relationship
between the length of time the individual has been a
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member of the organization and turnover intent for
internal auditors. Rasch and Harrell (1990) report that
for males in a CPA firm, tenure with the firm is nega-
tively correlated with turnover intentions, but for
females there is no significant relationships between
turnover and tenure.

For individuals in public accounting, Harrell (1990)
reports an inverse relationship between educational level
and organizational commitment but no significant
relationship between education level and either turnover
or job satisfaction. However, Cotton and Tuttle (1986)
report that education is positively correlated with
turnover, and Benke and Rhode (1980) report that
education level is inversely related to job satisfaction in
their study of individuals in public accounting.

External Factor

A major external factor that may affect turnover
intentions is the employment situation outside of the
current organization. Aranya et al. (1982), Mobley
(1977), Steers and Rhodes (1978), Michaels and Spector
(1982) all suggest that the opportunity for alternative
employment should be included as a variable in exami-
nations of turnover and commitment. Cotton and Tuttle
(1986) indicate that the individual’s perception of
outside employment opportunities is a highly stable

correlate of turnover. Bluedorn (1982) reports a
positive relationship between perceived environmental
employment opportunities and turnover.

Proposed Model and Hypotheses

A model of IS auditors’ turnover intentions is present-
ed in Figure 1. That model is based upon the results
reported in previous research and includes the specific
factors that are hypothesized to directly affect turnover
intentions, organizational commitment and job satisfac-
tion. Following the suggestions of Gregson (1992)
regarding ordering of the intervening variables, the
proposed model specifies job satisfaction as an anteced-
ent variable affecting organizational commitment.

Table 1 identifies the hypothesized relationships based
on the model in Figure 1 that are tested in this study.
As indicated in Table 1, both organizational commit-
ment and job satisfaction are hypothesized to have direct
inverse effects on turnover intentions, and job satisfac-
tion is hypothesized to have a direct positive effect on
organizational commitment. The individual’s tenure
with the organization is anticipated to have a direct
positive relationship with both organizational commit-
ment and job satisfaction while gender (female) and
education level are hypothesized to have direct inverse
relationships with those two variables. The work-related

Figure 1
Hypothesized Modasl of

1§ Auditor Turnover Intent

Participation in
Declislon Making

Supervisor +
Tenure

Gender
Educational leval -

Role Conflict
Role Ambiguity -

External
Job Opportunities

Organizational
Commitmant

Turnover
Intent

Job
Satisfaction

Slgns Indlcate posltive (+} or Inverse (-} relatlonships
bstween connected varlables.
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Table 1
Hypothesized Direct Relationships

Nature of Direct Effect on Dependent Variables of:

4

) (b) ©
Hypothesis Independent Turnover Organizational Job ‘
Number Variable Intent Commitment Satisfaction

H,, Organizational Inverse na na
Commitment

H,, » Job Satisfaction Inverse Positive na

H,, Role Ambiguity na Inverse Inverse

H, . Role Conflict na Inverse Inverse

H, s Participation in na Positive Positive
Decision Making

Hg, 6 Supervisor Status na Positive Positive

7 7e Gender (female) na Inverse Inverse

Hg, g, Tenure na Positive Positive

Hy, o, Educational Level na Inverse Inverse

Hyg, 100 External Job na Inverse Inverse |

Opportunities

variables of supervisory status (i.e., hierarchical position)
and participation in decision making are anticipated to
have direct positive relationships with both commitment
and satisfaction. Role ambiguity and role conflict are
each expected to have direct inverse relationships with
commitment and with satisfaction. Finally, as indicated
in the table, the individual’s perception of external job
opportunities is expected to have a direct inverse
relationship with both organizational commitment and
job satisfaction.

Method
Sample

The board of directors of a chapter of the EDP
Auditors Association agreed to encourage chapter

members to participate in this study. Questionnaires

were mailed to 246 members of the chapter, and 116
usable responses from practicing IS auditors were
returned (a 47% response rate). Table 2 provides the
attributes of the respondents.
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Variable Measures

Demographic data were obtained by asking respon-
dents to provide their gender, length of time in their
current organization (tenure), whether or not they were
a supervisor and their educational level (number of
degrees held). The other variables examined were
measured by using multiple-item scales developed and
used in previous research. Table 3 indicates the source
of each of the scales, the number of items in each and
the internal reliability [i.e., alpha value (Cronbach,
1951)] for each of the scales used in this study.

Data Analysis and Hypothesis Testing

Given that the respondents in this study represented
three differing types of employment areas for IS audi-
tors (i.e., public accounting, industry and government),
t-tests were used to determine if the expressed levels of
turnover intentions differed by employment area. The
results of these tests indicated that the mean level of
turnover intentions did not significantly differ (<.05) by
type of employer. Therefore, the data from the respon-
dents from all three employer types were combined for
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Table 2
Attributes of IS Auditor Participants

Attribute

Hierarchical position:
Supervisors
Non-Supervisors

Gender:

Females
Males
Educational level:
One degree
Two or more degrees

Type of employer:

Public Accounting
Government
Industry

Tenure with the firm:

Low
High

Mean

Number of
Respondents

70
46

37
79

70
46

19
45
52

. 4 months
20 years 7 months
6 years 6 months

the path analysis procedure.

Path analysis (Asher, 1983) was used to analyze the
data in this study and to test the hypothesized relation-
ships shown in Table 1. This analysis procedure not
only permits testing of hypothesized relationships but
also provides an indication of any unhypothesized direct
relationships that are present in the data. The proce-
dure utilizes a series of multiple regressions with the
dependent variable and the set of independent variables
being systematically changed. The initial regression
involved turnover intentions as the dependent variable,
with all other model variables used as independent
variables -- even though only commitment and satisfac-
tion were hypothesized to directly affect those inten-
tions. In this manner, any variable that significantly
affects the dependent variable -- turnover intentions in
the case of the first equation -- will be identified, even
though it was not hypothesized to do so. The next
regression required the elimination of turnover inten-
tions as a variable, the use of organizational commit-
ment as the dependent variable, and the use of all
remaining variables as independent variables. The final
regression in the series involved the elimination of
commitment as a variable, the use of job satisfaction as
the dependent variable, and the use of all remaining
variables as independent variables. Each of the resulting
three regression equations was examined to determine
the direct relationship, if any, between each independent
variable in the equation and the equations’s dependent
variable by testing for a significant standardized beta.
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As indicated by Snead and Harrell, the association of
a statistically significant standardized beta weight (i.e.,
path coefficient) with an independent variable implies
that "when the effects due to the other independent
variables have been controlled for, that independent
variable directly influences the dependent variable" in
question (1991, pp. 89). Therefore, the hypothesized
(and unhypothesized) direct relationships were tested by
determining the presence of a statistically significant (.05
or less) standardized beta weight in the regression
equations.

The path analysis process was also used to determine
the presence of any significant indirect effect of a
particular variable on a dependent variable. For exam-
ple, if variable A has a direct effect on variable C that
in turn directly affects B, then A has an indirect effect
on B coming through C. This relationship is shown
graphically as follows:

B,

Direct Effect of Aon B: A :

Indirect Effect of A on B thrbugh C: A

where B; is the value of the standardized beta (path
coefficient). Therefore, the total effect of A on B would
be the total of its direct effect on B and the indirect
effect on B coming through C. This total effect would
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Table 3
Variable Measures

Variable Measured # of Items
Role Conflict 8
Role Ambiguity 6
Turnover Intent 4
Job Satisfaction 4
Organizational 15
Commitment
External Job 2
Opportunities
Participation in 5
Decision Making

Cronbach’s
Source of Scale alpha
Rizzo et al. [1970] 74
Rizzo et al. [1970] 82
Aranya and Ferris [1988] 69
Hoppock [1935] 85
Mowday et al. [1982] 91
Michaels and Spector [1986] 76
Rhu et al. [1975] 88

be calculated by the expression:

Total Effect B, + (B, X B;)

The potential existence of multicollinearity in data
was examined based on the suggestions by Myers (1986)
and Snead and Harrell (1991) that if any variance infla-
tion factor (VIF) exceeds a value of ten there is some
reason for concern in regard to multicollinearity. The
VIF values for this study ranged from 1.0 to 2.0, in-
dicating that multicollinearity was not a problem in this
data set.

Results

Table 4 indicates the results of the path analysis
process performed to test the various direct relationships
hypothesized in this study. Only the data for statistically
significant relationships are included in the table. In
addition, Figure 2 provides a graphical representation of
the results of the path analysis process and the model
derived from that process. The data indicate that both
organizational commitment and job satisfaction have the
direct inverse effects on turnover intentions that were
hypothesized (H,, and H,,) and together explain 53% of
the variance in those intentions. Job satisfaction, as hy-
pothesized in H,,, has a direct positive relationship with
organizational commitment. Also as hypothesized, role
ambiguity (H,,), role conflict (H,) and external job
opportunities (H,y,) each has a direct inverse effect on
commitment. Together these three variables explain
55% of the variance in the organizational commitment
of the IS auditors in this study. The data also indicate
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that role ambiguity has an inverse direct effect (H,,) on
job satisfaction and that both participation in decision
making (Hs) and supervisory status (Hg) positively
affect the level of job satisfaction. Together these
variables explain 54% of the variance in job satisfaction.
Neither gender, education level, nor tenure with the
firm had a significant direct relationship with turnover
intentions, organizational commitment, or job satisfac-
tion.

Table 5 presents the direct, indirect, and total effects
of each of the significant variables in the derived model.
The indirect effect highlights the fact that a factor may
affect an outcome such as turnover intent even though
there is no direct relationship between that factor and
the outcome. The total effect represents the combina-
tion of the direct effect of a given independent variable
and its indirect effect working through other significant
independent variables.

Conclusions

Before discussing the findings and conclusions based
on the analysis of the data in this study, there are a
number of limitations that should be considered prior to
making any broad generalizations of those conclusions.
The sample selection and the analysis methods used do
not permit causal inferences based on the data obtained.
The sample was not randomly selected and is not
necessarily representative of IS auditors, although it
does represent a cross-section of the members of that
profession. The lack of longitudinal data and the data
analysis procedures used both eliminate any possibility
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Table 4

Significant Direct Relationships

Beta t t

Dependent Model Hypothesis # and
Variable r Independent Variable Value Value  Sig.
Turnover 53 H,, Organizational -580  -6.001 .00
Intent Commitment
H,, Job Satisfaction -194  -2.008 .02
Organizational S5 H,, Job Satisfaction +.462 5.134 .00
Commitment
H,, Role Ambiguity -256  -2.597 01
H,,, External Job -135  -1915 03
Opportunities
H,, Role Conflict -142 -1.701 .05
Job 54 H, Participationin +376 4183 .00
Satisfaction Decision Making
H,, Role Ambiguity -374 -4334 .00

H,, Supervisor Status +.177

2.362 01

Independent Variables that were not significant (and their associated hypotheses):

H,, ,. Gender
Hg, 3, Tenure

H,, ,, Educational Level

of causal inferences. The model that is derived from the
data, however, is useful as an initial, exploratory indica-
tion of what relationships are pertinent for the further
examination of IS auditor turnover. The model that is
developed and the significant relationships that are
indicated do suggest that IS auditor turnover can be
influenced by management actions.

As indicated by Table 5 and in Figure 2, the data
indicate that turnover intentions are directly affected
inversely by organizational commitment and job satisfac-
tion with those two variables explaining a considerable
amount (54%) of the variance in those intentions. This
suggests that IS auditors who are committed to their
organizations and who are satisfied with their jobs will,
given these results, be less prone to seek employment in
other organizations. In addition, job satisfaction has a
significant indirect effect on turnover intent coming
through its effect on organizational commitment. The
overall total effect of job satisfaction therefore appears
to be quite critical in relation to turnover intentions for
the IS auditors participating in this study.
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The findings concerning organizational commitment
and job satisfaction suggest that an organization faced
with an unacceptable rate of IS auditor turnover may be
able to favorably affect that rate by increasing the levels
of commitment and satisfaction of its IS auditors.
However, the problem is that organizational commit-
ment and job satisfaction are difficult to affect directly
by management actions because they are, like turnover
intentions, outcomes of complex relationships involving
individual, organizational and external environmental
factors. Fortunately, however, the data indicate that
there are factors largely under the direct control of the
firm’s management that significantly affect organization-
al commitment and job satisfaction. Table 5 identifies
the factors that have significant direct effects on commit-
ment and satisfaction and; in turn, indirect effects on
turnover intentions acting through those two intervening
variables. Figure 2 graphically demonstrates the effects
of those factors.

As indicated by Table 5 and in Figure 2, the organiza-
tional factor of role ambiguity acts indirectly to affect
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Figure 2

Derivad Modal
IS Auditor Turnover Intentions

External
Job
Opportunities

-.135

=142

~— Commitment

Organizational
-.580

Role
Conflict

Role
Ambiguity

Supervisor  +177

Status

2
r

Participation
in Dacislon
Making

+376

Job
Satisfaction
54

r?. 66

Turnover Intent

r®- .68

+462

-.194

Slgnad numbers are path coefflclents

turnover intent through both organizationalcommitment
and job satisfaction. According to the data, reduced
role ambiguity is potentially a very critical factor in
reducing IS auditor turnover due to its association with
both increased job satisfaction and increased organiza-
tional commitment. If an organizational objective is to
reduce the rate of IS auditor turnover, management
should assess the degree of role ambiguity faced by
those auditors. If role ambiguity is high, then it may be
reduced through steps such as adequate and complete
job descriptions and standard procedures, explicit
specifications of job responsibilities and consistently
specified goals and objectives for IS auditors. These
steps may favorably affect both organizational commit-
ment and job satisfaction and thereby reduce turnover
intentions.

The data indicate that the degree of role conflict
faced by the IS auditor is one organizational factor that
directly and inversely affects organizational commitment
and thereby indirectly increases turnover intent. Man-
agement may therefore favorably affect turnover for IS
auditors by reducing role conflict through such steps as
ensuring that those individuals are not faced with
incompatible or conflicting role expectations (e.g.,
consultant there "to help" and investigator there "to
indict"). Unanimity and consistency of expectations for
the role of the IS auditor may have the effects of
increasing organizational commitment and job satisfac-
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tion and thereby reducing turnover for those individuals.

As shown in Figure 2, participation in decision making
and supervisor status each has a direct positive effect on
job satisfaction which in turn has both direct and
indirect inverse effects on turnover intent. This suggests
that organizations may favorably affect an individual IS
auditor’s desire to leave by allowing that person greater
participation in job-related decision making. Ensuring
that individual IS auditors participate in audit planning
and in the development of audit procedures, allowing
the individual to have the maximum influence possible
over how the job is accomplished and ensuring that
superiors are receptive to ideas and suggestions from
individual IS auditors may all indirectly contribute to
reduced turnover. The organization must also be aware
of the beneficial effect which promotion to supervisor
status may have in relation to reducing turnover intent.
Although not all IS auditors in a given department can
be supervisors, the potential for promotion to that
position may, in the short run, increase an individual’s
job satisfaction and favorably impact turnover.

Although they cannot be affected by management’s
direct actions, external job opportunities, as shown in
Table 5 and Figure 2, apparently do have a significant
indirect effect on turnover intentions. The individual IS
auditor’s perception of external job opportunities
appears to act indirectly on turnover intentions through
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Table 5
Direct, Indirect and Total Effects of Significant Independent Variables
on Dependent Variables

Dependent Independent Direct Indirect Total
Variable Variable Effect Effect Effect
Turnover Organizational -.580 na -.580
Intentions Commitment
(= .53) Job Satisfaction -.194 -267 -461
External Job na +.078 +.078
Opportunities '
Role Conflict na +.082 +.082
Role Ambiguity™ na +.248 +.248
Participation in na -174 -174
Decision Making
Supervisor Status na -.082 -.082
Organizational Job Satisfaction +.462 na +.462
Commitment
(P = 55) Role Conflict -142 na -142
External Job -135 na -135
Opportunities
Role Ambiguity -256 -173 -429
Participation in na +.173 +.173
Decision Making
Supervisor Status na +.082 +.082
Job - Role Ambiguity -374 na -374
Satisfaction
(r* = 54) Participation in +.376 na +.376
Decision Making
Supervisor Status +.177 na +.177

™ Role Ambiguity has an indirect effect on Turnover Intentions coming
through both Organizational Commitment and Job Satisfaction.

its direct effect on organizational commitment. A
perception of a high level of external job opportunities
is related to reduced organizational commitment that is
in turn associated with an increased desire to leave.
This logical situation indicates the sensitivity of turnover
to influences external to the organization. Management
must be aware that any actions taken with respect to
organizational factors to increase commitment and
reduce turnover may potentially be mitigated or en-
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hanced by the individual’s perception of external job
opportunities.

The data examined in this study suggest a model
indicating that organizational commitment, job satisfac-
tion, external job opportunities, role conflict, role
ambiguity, participation in decision making and supervi-
sory status are elements that directly and/or indirectly
influence IS auditor turnover intentions. Management
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of organizations that are faced with an unacceptable rate
of unprogrammed IS auditor turnover may be able to
reduce that rate by addressing these elements in their
organizations. Management generally has the power to
directly affect the degrees of role conflict and role
ambiguity in the firm, the level of participation in
decision making and the provisions for promotion to
supervisor. These factors are potential "tools" that may
be effectively used to indirectly affect turnover.

As to the question of whether existing models of
turnover based on data from general auditors and
accountants are applicable to IS auditors, the data in
this study indicate that a model of IS turnover intentions
does not appear to drastically differ from those existing
models. The inverse relationships between turnover
intentions and both organizational commitment and job
satisfaction are consistent with the existing models. The
positive relationships between job satisfaction and both
participation in decision making and supervisory status
are consistent with the findings for auditors and accoun-
tants. Both role conflict and role ambiguity appear to
affect IS auditors in the same manner as they affect
other auditors and accountants. The role of the percep-
tion of external job opportunities is consistent with the
suggestions made in studies describing existing turnover
models. There is, however one noteworthy difference
between existing models of auditor and accountant
turnover (actual or intended) and the derived model for
IS auditors. The IS auditor model does not contain any
factors related to the individual as variables that are
significantly related (directly or indirectly) to turnover
intentions. The elements of the model are all work-
related with the exception of the perception of outside
job opportunities. While this is a potentially critical
finding (given that the work-related factors are generally
under the control of management), its application must
be tempered given the limitations in the present study
regarding sample size and selection method.

Suggestions for Future Research

This initial examination of turnover intentions for IS
auditors has indicated that there are a number of
significant relationships that should be addressed.
However, the limitations concerning the nature of the
sample examined and the analysis methods used do now
allow generalization of these results to all IS auditors.
Accordingly, future research using an experimentally
appropriate sample with the necessary data and analysis
procedures should be aimed at validating the results of
this study and determining if the relationships suggested
by its data can be generalized to all IS auditors. If those
relationships and their suggested effects are validated by
that research, then management has a number of factors
under its direct or indirect influence with which to
combat unacceptable turnover among the organization’s
IS auditors.
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Future research should also use appropriately selected
samples to more thoroughly examine the similarities of
turnover-related factors between IS auditors and other
members of the auditing and control community. That
research would be part of a wider research issue regard-
ing whether IS auditors, independent auditors, internal
auditors and other control professionals represent, from
a behavioral standpoint, similar or dissimilar occupation-
al groups. e
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