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ABSTRACT

INTENTION — BEHAVIOR GAP AS A PREDICTOR OF APPLICANT
WITHDRAWAL FROM THE JOB APPLICATION PROCESS

Acikgoz, Yalgin
Ph.D., Department of Psychology
Supervisor: Prof. Dr. H. Canan Sumer
June, 2016, 133 pages

The purpose of this study was to examine the predictors of withdrawal from a
job application process. Based on the proposition that those who make an
initial application to a job have intentions to pursue the opportunity, and later
withdrawal indicates a failure to enact those intentions, this study utilized the
concept of intention-behavior gap as its theoretical framework and its

predictors as potential predictors of applicant withdrawal.

Utilizing a large sample of applicants for a low-level military job (N = 5346),
the results of this study revealed that change in perceptions of fit, information
search intensity after initial application, applicant emotional stability and
conscientiousness, and the amount of information and self-efficacy regarding
selection procedures all had negative relationships with applicant withdrawal;
whereas time interval after the application and perceived alternatives had
positive relationships. Type of intentions (goal vs. implementation intentions)
also predicted applicant withdrawal such that those who had formed

implementation intentions were less likely to withdraw.



The findings indicated that the concept of intention-behavior gap could be
used to predict withdrawal. One implication of this finding is that although
intentions are among the best predictors of behavior, this relationship is not
perfect, indicating that a revision to the Theory of Planned Behavior may be
necessary. Given the characteristics of the job examined in this study (a low
level military position), future research on the subject should examine several
jobs with varying levels within the same organization and in different

organizations to ensure the generalizability of the findings.

Keywords: recruitment, military, applicant withdrawal, intention-behavior gap



0z

ADAYLARIN IS BASVURU SURECINDEN CEKILMESINI ETKILEYEN BIR
FAKTOR OLARAK NIYET — DAVRANIS UYUMSUZLUGU

Aclkgoz, Yalgin
Doktora, Psikoloji Bolumu
Tez Yoneticisi: Prof. Dr. H. Canan Sumer
Haziran 2016, 133 sayfa

Bu calismanin amaci ig basvurusu surecinden ¢ekilmeyi tahmin eden
faktorleri incelemektir. Bir ise basvuru yapanlarin bu igi elde etmeye niyetli
kigiler oldugu ve daha sonra ¢ekilmenin bu niyetin davraniga donismemesini
gOsterdigi varsayimindan hareketle, bu calismada kuramsal ¢ergeve olarak
niyet-davranis uyumsuzliugunu ele alinmig ve niyet-davranisg uyumsuzlugunu
tahmin eden faktorler is basvurusu surecinden gekilmeyi tahmin eden

muhtemel faktorler olarak incelenmisgtir.

Giris duzeyinde bir askeri ise bagvuru yapan kisiler (N = 5346) bu ¢alismanin
orneklemeni olusturmustur. ise yonelik uyum algisindaki degisim, ik
bagvurudan sonra bilgi edinme davraniglari, bagvuranlarin duygusal dengelilik
ve sorumluluk bilinci seviyeleri ve segim prosedurlerine iligkin bilgi ve 6zguven
seviyeleri ig bagvurusu surecinden cekilme davranisi ile negatif bir iligki
sergilerken; basvurudan sonraki bekleme slresi ve alternatif is imkanlarinin
varligina iligkin algi basvuru slrecinden cekilme davranigi ile pozitif iligki

sergilemigtir. Niyetin niteliginin de (amag¢ veya uygulama niyeti) is basvuru
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surecinden ¢ekilme Uzerinde etkili oldugu ve uygulama niyetine sahip kigilerin

daha dusuk oranda c¢ekildikleri gozlemlenmistir.

Bulgular niyet-davranig uyumsuzlugu kavraminin ig bagvrusu surecinden
cekilmeyi tahmin etmede kullanilabilecegini gdstermistir. Bu bulgunun bir
sonucu olarak, her ne kadar niyet davranigi en iyi tahmin eden faktorler
arasinda olsa da bu iligkinin mukemmel bir iligki olmadigini ve bu nedenle
Planh Davranig Kuraminda bir revizyon ihtiyaci olabilecegi ortaya konmustur.
Bu ¢alismada incelenen igin (alt dUzey askeri bir ig) 6zellikleri dikkate alinarak,
elde edilen bulgularin genellenebilmesi igin gelecekte yapilacak olan
calismalarda hem ayni kurum icinde farkh dizeylerde islerin hem de farkl
kurumlarda farkli duzeylerde iglerin incelenmesinin yararli olacagi

dusunulmektedir.

Anahtar Kelimeler: personel temini, askeri, basvuru sirecinden g¢ekilme,

niyet-davranis uyumsuziugu
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CHAPTER 1

INTRODUCTION

1.1. Overview

Employee recruitment is a critical function for organizations to survive and
prosper. Similarly, job search is a critical activity most individuals perform in
order to reach their employment and therefore life goals. To illustrate, although
average tenure with an employer has shown an increase in the U.S. over the
last decade, it is still under five years (Bureau of Labor Statistics, 2013).
Especially with the proliferation of downsizings and layoffs by organizations,
more and more people search for jobs, apply to jobs, or attend selection
procedures carried out by work organizations each day. This increase in the
number of individuals searching for jobs coincided with an increased research
interest in the areas of employee recruitment and job search. This has led to
a culmination of individual studies and meta-analyses (e.g., Chapman,
Uggerslev, Carroll, Piasentin, & Jones, 2005; Kanfer, Wanberg, and
Kantrowitz, 2001; Uggerslev, Fassina, & Kraichy, 2012) examining predictors

of applicant attraction to a job and predictors of job search success.

Albeit from different perspectives, job search and employee recruitment
literatures both examine the factors which lead to a job opening being filled by
an appropriate candidate. However, while the research on employee
recruitment examines the issue from the organizational perspective and thus
is aimed at predicting factors which influence the quality and quantity of the
applicant pool, the literature on job search examines the issue from the job-
seeker perspective and thus investigates factors which influence whether or
not an individual successfully lands a position which fits his or her
expectations. Accordingly, a complete understanding of each process is only
possible with a good understanding of the other. Job search researchers
whose goal is to offer practical implications to job seekers and career

1



consultants have to take into account the ways in which organizations recruit
in order to increase the chances that their recommendations are useful.
Similarly, researchers examining how organizations can generate the
applicant pool they desire have to have a clear understanding of the job search
processes employed by potential applicants. Thus, it is important that
organizations have a clear understanding of the factors which influence job-
seeker behavior in the process of job search. In this respect, one important
job-seeker behavior that organizations need to understand is voluntary
applicant withdrawal from the job application process. As explained in more
detail below, although vastly under-researched, applicant withdrawal has the
potential to greatly influence employee recruitment success. Accordingly, it is
important that organizations have a clear understanding of the factors leading

to applicant withdrawal behavior from the recruitment process.

Research examining the antecedents of human behavior has generally found
that the likelihood that an individual will behave in a certain way can be
predicted with some degree of success. For example, Oullette and Wood
(1998) found that under well-practiced conditions in constant contexts,
frequency of past behavior and thus habit strength was a good predictor of
future behavior. However, for behaviors that were performed under unstable
conditions and in novel contexts, conscious decision making was necessary
and thus intentions was the best predictor of future behavior. The behaviors
performed by job seekers during job search are examples to behaviors
performed under unstable conditions and in novel contexts. Thus, it can be
argued that intentions are good predictors of behavior in this domain. In fact,
intentions have been frequently utilized in the employee recruiting and job
search literature as a predictor of job pursuit behavior and has been found to

predict job pursuit with a good deal of success (e.g., Chapman et al., 2005).

The extent to which an employee recruiting operation is successful is
generally measured using metrics such as the quality and quantity of
applicants generated. On the other hand, the success of a job search is

generally measured using metrics such as the number of interviews or job
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offers or whether or not the job-seeker is employed at the end of the job
search. One class of behaviors common to both processes and thus is likely
to influence both outcomes is whether or not job-seekers apply for jobs and
subsequently stay in the applicant pool until the job is filled. This requires the
job-seeker to perform several behaviors such as attending several selection
procedures conducted by the employing organization. Accordingly, factors
which influence whether or not individuals perform the behaviors of applying
for a job and subsequently attending the selection procedures have great
potential to influence recruiting and job search outcomes. However, most
recruiting and job search studies only examine predictors of the initial
application to a job, and to some extent predictors of job offer acceptance.
There is a gap in the literature when it comes to examining the predictors of

staying in the applicant pool.

The literature on employee recruitment has revealed many factors which are
likely to influence the initial application to a job. Specifically, job and
organizational characteristics, perceptions of person-organization and
person-job fit, and recruiting source characteristics are among the factors
which have been found to influence the behavior of initial application to a job
(Chapman et al., 2005; Uggerslev et al., 2012). However, these factors
generally fail to become good predictors when it comes to predicting whether
or not an individual eventually chooses a job among many alternatives
(Chapman et al., 2005). Studies examining the factors related to the extent to
which job-seekers who make the initial application to a job subsequently
withdraw from the remaining procedures in the recruiting process are much
less common. In other words, there is a paucity of research on factors

predicting persistence of an applicant in staying in the applicant pool.

In support of the above arguments, recent studies on employee recruitment
suggest that initial perceptions of P-O and P-J fit and accordingly initial
attraction to a job opening are likely to change during the subsequent stages
of the recruiting process (e.g., Walker, Bauer, Cole, Beneath, Field, & Short,

2013; Swider, Zimmermann, & Barrick, 2015). This may help explain why
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traditional predictors of applicant attraction generally fail to predict job choice.
That is, some other factors may lead an individual withdraw from the process
and this may reduce the extent to which initial attraction predicts subsequent
job pursuit. This suggests that, examining the factors influencing whether or
not a job applicant stays in the applicant pool may be at least as important as
revealing factors leading to an initial job application in order to help
organizations increase their chances of generating a qualified workforce.
Accordingly, in addition to factors leading to an initial job application, it is
necessary to examine the variables influencing the likelihood that job
applicants stay in the applicant pool. In order to help close this gap, in this
study | examined the factors which are likely to influence the extent to which
individuals who made the initial job application to a job opening are likely to
stay in the applicant pool in the subsequent stages of recruiting. In the
following section, a general review of the literature on employee recruitment

is presented.

1.2. Employee Recruitment

Employee recruitment can be defined as activities that influence the number
and types of applicants who apply for a job, stay in the applicant pool until a
job is offered, and accept the job offer (Breaugh, 1992). A distinction is made
between internal and external recruitment (Breaugh, 2008), the former
referring to the ways by which current employees of the organization are
nominated to or made aware of a job opening within the organization while the
latter referring to actions aimed at bringing the job opening to the attention of
potential applicants who do not currently work for the organization. A further
distinction can be made between active and passive recruitment, with active
recruitment involving activities aimed at attracting passive job seekers (i.e.,
those who are not currently looking for jobs but would potentially accept a job
offer) while passive recruitment involving activities aimed at attracting active
job seekers (i.e., those who are actively looking for jobs). This distinction is
important because different types of recruiting activities are required to attract

active and passive job seekers. Specifically, while active job seekers can be



attracted by relatively passive methods of recruiting such as posting
information about a job opening on an online job board or a company website,

passive job seekers can only be reached by specifically targeting them.

Employee recruitment is generally conceived of as consisting of three stages
which include generating applicants, maintaining applicant status, and
influencing job choice decisions (Barber, 1998). In the generating applicants
phase, organizations try to attract as many active or passive job-seekers as
possible in order to generate a large applicant pool to choose from. In addition
to generating a large quantity of applicants, organizations may also desire that
this initial applicant pool consists of individuals who are highly qualified for the
job and are likely to be good fits for the job and the organization. In order to
achieve this, recruiters conduct what is known as targeted recruiting (e.g.,
Avery & McKay, 2006), which refers to strategically choosing recruiting
channels in order to attract the right type of individuals. In the maintaining
applicant status phase, job applicants go through several recruiting
procedures which are aimed at evaluating whether or not the applicant is a
qualified candidate for the job opening. This stage may involve procedures
such as job interviews, ability tests (e.g., physical ability, cognitive ability, etc.),
personality assessments, assessment center examinations, or site Visits.
Finally, in the influencing job choice decisions phase, one or more job

applicants are generally offered the job at the end of these hurdles.

Methods of recruitment (i.e., recruitment sources) include advertisements (TV,
internet, newspaper, etc.), employee referrals, walk-in applications, campus
recruiting, job fairs, and employment agencies (Zottoli & Wanous, 2000). More
recently, internet job boards, company websites, and social media have
become frequently utilized sources of employee recruitment (Acikgoz &
Bergman, 2016). Recruiting sources are generally classified as formal (i.e.,
outside) sources and informal (i.e., inside) sources. Formal or outside sources
refer to those methods which generally involve more bureaucratic procedures
and include sources such as advertising, company websites, and employment

agencies. Informal or inside sources, on the other hand, refer to sources which
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do not involve as much bureaucracy and rely on prior social connections.
These sources include networking and referrals. One major research avenue
in the employee recruitment literature examines and compares the
effectiveness of the above sources and investigates the factors contributing
this effectiveness or ineffectiveness. For example, Breaugh and Mann (1984)
compared newspapers, employee referrals, and walk-in applications in terms
of the job performance and retention rates of the individuals recruited through
each source. What they found was that individuals who directly applied to
organizations were more likely to receive high performance ratings than those
recruited through newspapers and employee referrals. In addition, although
no significant differences were observed for voluntary turnover, those who
were recruited through employee referrals were less likely to be terminated
than those recruited through newspapers, paralleling the previous findings.
Another study examining source effects compared employee referrals, direct
applications, employment agencies, newspaper ads, and school placement
offices (Kirnan, Farley, & Geisinger, 1989). This study found that applicants
who were referred by a current employee or those applied directly had higher
scores on a background questionnaire which assessed applicant quality.
Finally, Rafaeli, Hadomi, and Simons (2005) compared employee referrals,
geographically focused ads, and geographically unfocused ads. These
researchers found that referrals generated more applicants and more hires
with a higher hire-per-applicant ratio (i.e., source yield or yield ratio) compared
to geographically focused ads, which were superior to geographically
unfocused ads.

Based on the above studies on the effectiveness of recruiting sources, it
seems that informal sources are superior to formal sources in terms of
applicant quality, job performance, and retention. In support of this, Zottoli and
Wanous (2000) conducted a meta-analysis of the available studies and found
that informal sources had a lower withdrawal rate compared to the formal
sources. In terms of job performance, informal sources were again found to
be superior, although with a smaller difference. These authors provided
potential explanations for why informal recruitment sources may be superior
6



to the formal sources. Two of the most plausible explanations include the
realism hypothesis and the individual differences hypothesis. First, the realism
hypothesis (Reid, 1972) suggests that prior to being hired, re-hires and
employee referrals have a greater amount of information which is also
accurate and thus these candidates are less likely to turnover once they are
hired given it is more likely that their expectations are met compared to those
recruited through other external sources. Second, the individual differences
hypothesis suggests that different recruitment sources may be more or less
appealing to potential applicants from different demographic groups, such as
older individuals being more likely to read hard copy newspapers compared
to younger individuals. Thus, applicants recruited from different sources may
be coming from different demographic groups, which may be more or less
qualified for the job opening (Schwab, 1982). Reviewing the studies which
tested these hypotheses, Zottoli and Wanous (2000) concluded that the
realism hypothesis had received the most support.

The basic idea of the realism hypothesis is also similar to the idea of a realistic
job preview in which if job applicants’ expectations are not fulfilled, they
become dissatisfied and more likely to quit than applicants with more accurate
expectations (Breaugh & Starke, 2000). Realistic job previews (RJPs) are
based on the notion that many job applicants have inflated expectations
regarding the job and this may potentially lead them to be dissatisfied with the
job if they are hired (Breaugh, 2008). RJPs are used as a way to provide
information regarding the negative aspects of the job along with its positive
attributes. For example, a newspaper ad about a mining job may include
information about the high salary and also mention that the job requires to
spend a substantial amount of time underground under unpleasant working
conditions. Based on the three meta-analytic investigations regarding the
effectiveness of RJPs (Earnest, Allen, & Landis, 2011; Phillips, 1998; Premack
& Wanous, 1985), it can be said that RJPs have a small, although consistent,
effect on reducing turnover. However, given their low development costs, it is
generally suggested that RJPs are still a cost-effective way of reducing

turnover (Earnest, et al., 2011).



Another major research avenue in the employee recruitment literature
examines the factors which influence applicant attraction to a job. It is
assumed that applicant attraction to a job leads to organizational-level
recruiting outcomes such as quality and quantity of the applicant pool and
whether or not the position is filled. In a recent meta-analysis, Uggerslev et al.
(2012) found that job characteristics, including total compensation (r = .29)
and the attributes of the job itself including the extent to which the job involves
autonomy (r = .22), advancement opportunities (r = .35), development (r =
49), challenge (r = .46), and travel (r = .29) were significant predictors of
applicant attraction. Organizational characteristics were another class of
predictors and included organizational image (r = .48), familiarity with the
organization (r = .24), size (r = .09), location (r = .22), and work environment
referring to coworkers (r = .31), diversity (r =.12), how employees are treated
(r = .52), job security (r = .25), supervisors/management (r = .22),
teamwork/social activities (r = .37) and work hour arrangements (r = .12).
Recruiter behaviors including competence (r = .27), personableness (r = .38),
trustworthiness (r = .30), and informativeness (r = .19) also predicted applicant
attraction. A fourth set of predictors were called recruiting process
characteristics and included website characteristics such as aesthetics (r =
.39) and ease of use (r = .41), message credibility (r = .35), procedural justice
of the process (r = .25), and interactional justice (r = .40). Finally, perceived
person-job (r = .59) and person organization fit (r = .63) and hiring

expectancies (r = .21) were among the predictors of applicant attraction.

As explained above, recruiting is generally conceived of as consisting of
multiple stages (Barber, 1998). Accordingly, Uggerslev and colleagues also
examined the possibility that the predictors of applicant attraction would
change as a function of the recruiting stage. In other words, they examined if
the importance of a predictor would be different in one stage compared to
another stage. To accomplish this, they examined the predictors separately
for the first (i.e., generating applicants), second (i.e., maintaining applicant
status), and the third (i.e., influencing job choice decisions) stages of the
recruitment process. They found that organizational characteristics were
8



stronger predictors of applicant attraction in the second stage than the first
stage, recruitment process characteristics were stronger predictors in the
second and third stages as compared to the first stage, and perceived
alternatives became significant in the second stage. However, in this meta-
analysis, the outcome variable was largely attitudinal and intentional in nature
and were generally measured through self-report instruments. Although
intentions are among the best predictors of future behavior (Oullette & Wood,
1998), it has been argued that recruiting research should go beyond intentions
and examine factors related to actual job pursuit behavior (Chapman et al.,
2005). Thus, there is a need for research which examines job pursuit behavior

as the dependent variable.

Another factor which may result in a change of the predictors of applicant
attraction between different stages may be that not all applicants go through
every stage in the recruiting process as a result of voluntary or involuntary
withdrawal (Chapman et al., 2005). Therefore, in most studies examining
predictors of applicant attraction across stages, it is likely that there is a
restriction of range in the later stages such that those who are less attracted
to the job are likely to withdraw from the recruiting process and do not show
up in the later stages. In support of this possibility, Rynes, Bretz, and Gerrhart
(1991) found that almost half of applicants did not participate the remaining
selection processes following an interview. Similarly, Barber, Holenbeck,
Tower, and Phillips (1994) found that one in three applicants did not stay in
the applicant pool until the job choice stage. Indeed, Chapman et al. (2005)
found that the relationship between perceived fit and job choice was non-
significant in their meta-analysis, despite fit perceptions being a very strong
predictor of other criteria such as job and organizational attraction (r = .45).
Chapman and colleagues concluded that range restriction may be responsible
for the lack of a relationship between perceptions of fit and actual job choice
decisions. This indicates that in addition to studies predicting factors related
to job and organizational attraction for those who stay in the applicant pool,
recruitment research should also examine factors related to staying in the
applicant pool in the first place. This is also consistent with calls to go beyond
9



intentions and examine actual job pursuit behavior as the outcome variable in

the recruiting research (Breaugh, 2008).

This brings us to the purpose of the present study, which is to reveal factors
related to staying in the applicant pool vs. withdrawing during the recruitment
process. Applicant withdrawal refers to a voluntary decision to self-select out
of the selection process by individuals who have applied for a job opportunity
(Griepentrog, Harold, Holtz, Klimoski, & Marsh, 2012; Rynes, 1991). Even
though factors predicting initial attraction and job choice have received a good
amount of research interest in the employee recruitment literature, research
examining the predictors of applicant withdrawal from the job pursuit is
relatively scarce (Griepentrog, et al., 2012; Rynes, 1991). However, applicant
withdrawal from the recruiting process may potentially be detrimental for
organizations as it may reduce the likelihood that organizations will reach their
recruiting goals by reducing the number of applicants in the pool from which
the organizations can select. Below, the extant literature on predictors of
applicant withdrawal from the job pursuit process is reviewed.

1.3. Applicant Withdrawal from Job Pursuit

Job seekers who make an initial application to a job may be considered as
demonstrating their intentions to pursue the job opportunity. However, the
literature suggests that not all individuals who submit an initial application to a
job opening stay in the applicant pool long enough to be offered a job (e.g.,
Rynes et al., 1991). For organizations to reach their recruiting goals, ensuring
that the highest percentage of job applicants stay in the applicant pool in the
subsequent stages is of crucial importance. The percentage of those who stay
in the applicant pool during the second and third stages of recruiting is at least
as important as the size of the initial applicant pool since it has the potential
to greatly influence the quality of the employees who are eventually hired. This
is especially important given the time it generally takes to hire an employee.
Specifically, recent studies indicate that average hiring time is 25 working days
across organizations, and even longer for larger companies, 58 working days
(Weber & Feintzeig, 2014).
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Despite its potential importance, research examining applicant withdrawal
from the job pursuit is very scarce. The earliest studies on the issue seem to
have been motivated by a desire to increase the number of minority
employees who remain in the applicant pool in order to be able to abide by
the Equal Employment Opportunity Commission (EEOC) laws regarding
discrimination. Some of the later studies on the issue have also followed suit
and examined if minority and majority applicants were more or less likely to
withdraw from the recruiting process and the factors contributing to this
differential withdrawal, if there was one. In one of the earliest studies on the
issue, Arvey, Gordon, and Massengill (1975) examined if time lags between
the application and the selection procedures were associated with the
withdrawal of minority and majority job applicants. Using data provided by the
personnel department associated with the civil service for a large city, these
authors examined applicant records for seventy entry level jobs in terms of the
time lag between the closing date of applications and the first selection
procedure. They found that the time delay was significantly related with
applicant withdrawal, with 25% withdrawing when the delay was short,
compared to 34% when the delay was long. This effect was especially
pronounced for lower level jobs compared to higher level jobs. There was also
a significant time lag and minority status interaction such that the percentages
for minority applicants were 22% for shorter delays and 41% for longer delays;
compared to 25% and 27% for majority applicants. These authors proposed
that employment status may have played a role. Specifically, although they
did not have data on the employment status of job applicants, they speculated
that since a higher percentage of majority applicants were likely to be
employed, minority applicants might be more sensitive to delays as a result of

a need to find employment as soon as possible.

Another study by Schmit and Ryan (1997) examined if attitudes towards test-

taking was related with applicant withdrawal for minority and majority

candidates. Using a sample of 2,714 applicants (out of an applicant pool of

3,290) for the job of police officer on the police force of a large city, these

authors first collected data on test-taking attitudes during the initial application.
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Out of the initial 3,290 applicants, 2,054 applicants participated in the second
stage of recruiting, with 1,236 applicants withdrawing from the process.
Schmit and Ryan conducted telephone interviews with those who dropped-
out, in which they asked questions about the possible reasons for withdrawal.
They found that attitudes toward test-taking were not related with withdrawal
from recruiting process. However, those who were less anxious about the
selection hurdle, were less motivated, and had lower scores on a literacy scale
were more likely to withdraw. The most frequently mentioned reasons for
withdrawal included having to work during the scheduled testing time (17%),
being upset about hiring practices (favoring minority applicants; 12%), and
having changed mind about wanting to become a police officer (10%). Finally,
although race was also related with applicant withdrawal such that minority
applicants were more likely to withdraw, test-taking attitudes did not predict
withdrawal for neither minority nor majority applicants, indicating the lack of

an interaction between minority status and withdrawal behavior.

Using another sample of applicants also applying for a police officer job, Ryan,
Sacco, McFarland, and Kriska (2000) examined if applicant withdrawal could
be predicted by perceptions of the organization (i.e., organizational image),
commitment to obtaining the job, expectations regarding the job (i.e., job
characteristics), employment alternatives, need to relocate, social influence
by friends and family, and perceptions of the recruiting process. In this study,
out of an initial sample of 3,550 applicants, 1,223 self-selected out of the
process before the first hurdle. In addition to those who withdrew after the
initial application, Ryan and colleagues also examined whether or not
applicants who patrticipated in the first hurdle withdrew before the second
hurdle (294 out of 1,822), and whether or not those who attended the second
hurdle passed with high grades, passed with low grades, or failed. Finally,
these authors conducted telephone interviews with 597 applicants who
withdrew from the process (first and second hurdles combined), asking their
reasons for withdrawing with one open-ended question. Ryan and colleagues
found that the factors they examined did not predict voluntary withdrawal from
the recruitment process when they compared those who voluntarily withdrew
12



to the rest of the applicants. This is in fact not surprising because although not
discussed as a limitation by these authors, most potential predictors of
applicant withdrawal they examined were also significant predictors of initial
attraction to a job (see Chapman et al., 2005). Thus, range restriction on the
predictors, combined with the dichotomous nature of the withdrawal criterion

may have contributed to the non-significant results.

Next, Ryan et al. (2000) created another dependent variable using the six
categories of final status of job applicants (i.e., self-selected at first hurdle,
failed at first hurdle, self-selected at second hurdle, failed at second hurdle,
passed with low score, and passed with high score). Using this new dependent
variable, they found that perceptions of the organization, commitment to
obtaining the job, need to relocate, and social influence were significant
predictors of final status. However, these results do not tell much about
voluntary withdrawal and thus must be interpreted with a great amount of
caution because the dependent variable also included involuntary withdrawal
through failing either the first or the second selection hurdles. Thus, it is
inevitable that the criterion was contaminated with ability variables predicting
the likelihood that an applicant will pass or fail the selection test. Finally, the
results of the telephone interviews Ryan and colleagues conducted with those
who did not participate in the selection hurdles suggested that the most
frequently mentioned reasons for voluntary withdrawal were having to work on
the selection day, having other things to do on the selection day, and

preferring to take another job.

In another study utilizing the attribution theory (Weiner, 2012), Ployhart,
McFarland, and Ryan (2002) examined the reasons for withdrawal from the
recruiting process and the attributions made by minority and majority
applicants regarding these reasons in terms of locus (i.e., internal vs.
external), stability (i.e., the extent to which the reasons provided were likely to
change in the future), and controllability (i.e., the extent to which the reasons
provided could be controlled by themselves or others) dimensions.

Interviewing a sample of 196 (out of a possible 1,106) applicants to a police
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officer job who withdrew (out of an initial applicant pool of 2,805) from the
process, these authors also examined the consequences (i.e., whether or not
they would re-apply for a police officer job in this city) of the attributions made
by these applicants. Ployhart and colleagues found that the most frequently
reported reasons for withdrawing were having to work or go to school on the
selection day (15%), forgetting/oversleeping/losing required documents
(11%), taking another job (11%), and feeling not qualified to pass the tests
(11%). In terms of the attributions made, these reasons were perceived
differently by those who withdrew in terms of locus, stability, and controllability
dimensions. Finally, these authors found that to the extent that the reasons
were perceived to be stable and controllable, applicants who withdrew
reported lower expectancies for re-applying to the job.

Using the theory of planned behavior (Ajzen, 1991); Schreurs, Derous, Van
Hooft, Proost, and De Witte (2009) examined the extent to which job pursuit
attitude, subjective norm (what significant others think about pursuing the job),
and perceived behavioral control on job pursuit predicted intentions to stay in
the applicant pool and the behavior of staying in the applicant pool. First,
Schreurs et al. applied a survey to 269 applicants to jobs in the Belgian military
measuring their attitudes, subjective norm, perceived behavioral control, and
intentions to stay in the applicant pool on the day of the initial application. Next,
these authors obtained data regarding whether or not these applicants
attended the second selection hurdle and the time between initial application
and assigned selection date for each applicant who completed the survey.
They found that 71 % of the applicants had participated in the selection hurdle.
In addition, Schreurs and colleagues found that attitude towards staying in the
applicant pool, subjective norm, and perceived behavioral control were
significantly related to intentions to stay in the applicant pool. However, only
the time lag between the application and the selection day significantly
predicted actual withdrawal behavior. Schreurs et al. concluded that the theory
of planned behavior did not work well in their study and that in a multiple hurdle
selection context such as the one they examined, job pursuit intention might
not always be an accurate predictor of subsequent behavior.
14



One other study examined withdrawal behavior in the context of the theory of
planned behavior. Specifically, Griepentrog, Harold, Holtz, Klimoski, and
Marsh (2012) developed and tested a model of applicant withdrawal by
integrating social identity theory (Ashforth & Mael, 1989) and the theory of
planned behavior. These authors proposed that a decision to remain in or to
withdraw from a recruiting process involved both rational and emotional
components and that the theory of planned behavior largely captured the
rational component while the social identity theory captured the affective
component. Griepentrog et al. further proposed that the rational component
consisted of attitudes to pursue a job opportunity, self-efficacy, and subjective
norms (i.e., the predictors of intention in the theory of planned behavior)
whereas the affective component consisted of perceived fit, organizational
prestige, and organizational distinctiveness (i.e., the extent to which the
organization is exclusive from other organizations). According to these
researchers, the rational component, in turn, was expected to predict job
pursuit intentions while the affective component was expected to predict
organizational identification. Finally, these two variables were expected to
combine to predict applicant withdrawal. An initial survey was applied to 2,175
potential applicants who expressed their interest in joining the US military.
This survey included items measuring rational and affective components as
described above. Next, they applied a follow-up survey three months later, to
which 706 participants from the initial sample who were either currently going
through selection or had voluntarily withdrawn responded. The second survey
included a measure of applicant withdrawal. Testing the proposed model with
a structural equation modeling approach, Griepentrog and colleagues found
that the model fit was good and all the proposed links were significant. Thus,
these authors concluded that pursuit intention and organizational identification
were significant predictors of withdrawal behavior such that those who had
lower levels of intentions and identification were more likely to withdraw from
the recruiting process. Aside from its direct effect on withdrawal behavior,
organizational identification was also a significant predictor of pursuit

intentions. Thus, it can be said that this study supports the applicability of the
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theory of planned behavior in the context of withdrawal from the recruitment
process. However, in this study the first survey was applied shortly after
potential applicants expressed their interests in the selection process through
a reply mail and before they had gone through any formal recruiting
procedures. In other words, the participants in the initial survey had not applied
for a job at the time of data collection. It is possible that some of those who
responded to the second survey may have never applied and therefore may
not have participated in any of the formal selection procedures. Thus, the
results of this study must be interpreted with caution as the initial level of
commitment of the participants in this study may be lower than someone who

takes the initiative and applies for a job opportunity.

Finally, a recent study examining the antecedents of applicant withdrawal
(Baskin, Zeni, & Buckley, 2014) sought to reveal if the physical accessibility of
the testing center and several other reasons revealed in previous studies (i.e.,
Schmit and Ryan, 1997) were related to applicant withdrawal. Using data from
112 applicants who had applied for a social service specialist position and
then did not show up to take the selection test, Baskin and colleagues found
that two of the most commonly cited reasons for withdrawal were
inconvenience of the travel to the testing facility (57%) and change in
perceptions of fit (26%); and that many applicants who withdraw from the
selection process would like to remain in the applicant pool but are inhibited
by some problem. In addition, they found that those living in relatively
inaccessible areas were more likely to withdraw for reasons unrelated to the
job (e.g., transportation problems) while those living in accessible locations
were more likely to withdraw for reasons related to the job (e.g., the job was

not right for me).

As the above review of the literature suggests, the extant research is not yet
conclusive regarding the antecedents of withdrawal behavior from the job
pursuit process. However, at least two common themes seem to emerge.
First, factors unrelated to the job are frequently cited as reasons for withdrawal

from the recruiting process. These include scheduling conflicts (e.g., having
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to go to work or school on the day of selection procedure), physical
inaccessibility of the recruiting station, and issues related to forgetting or
failing to act. In these situations, although applicants are willing to participate
in the selection procedure (i.e., their initial intentions to pursue the job have
not changed), they fail to do so for other reasons. This suggests that at least
some of the applicant withdrawal can be avoided by taking administrative

measures related with the recruiting process.

Second, it seems that the initial levels of job and organizational attraction and
fit perceptions are not likely to predict applicant withdrawal (Ryan et al., 2000;
Schreurs et al., 2009). This is in fact not surprising because although
perceptions of job and organizational attributes have been found to be good
predictors of applicant attraction (e.g., Chapman et al., 2005), it is likely that
those who apply are within the upper range of scores on perceptions of fit and
therefore there is a range restriction in the initial scores for the predictors of
applicant attraction. This may limit the predictive power of these factors when
predicting those who withdraw from the recruiting process. In fact, one of the
most frequently expressed reasons for withdrawal in most studies is that the
applicant decides the job is not right for him or her. This suggests that not the
initial level, but the change in perceptions of fit and thus intentions to pursue
the job opportunity is likely responsible for some of the variance in the
withdrawal behavior. However, the studies reviewed above examining the
predictors of applicant withdrawal generally examine the predictors of initial
attraction to a job opening as potential predictors of applicant withdrawal. In
this study, instead of factors which have been found to be associated with the
emergence of initial intentions and attraction, | will examine factors which have
been found to influence the relationship between intentions and behavior as

potential predictors of applicant withdrawal.

Either as a result of external factors unrelated to the job or through a change
of initial attraction to a job, the above findings indicate that there is an
intention-behavior gap in the job pursuit behavior for those applicants who

withdraw from the recruiting process. That is, some of the individuals who had
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demonstrated their initial intentions to pursue a job opportunity fail to behave
according to their intentions in the later stages of the recruitment process. This
is in fact consistent with and supported by the third major finding that emerged
in the applicant withdrawal literature. Specifically, the time lag between the
initial application and the first selection hurdle seems to be a significant
predictor of withdrawal behavior such that the longer the time interval, the
more applicants withdraw from the process (Arvey et al., 1975; Schreurs et
al., 2009). The influence of the time lag is likely to operate through one of the
two above mechanisms. That is, when the time interval is long, it is more likely
that occurrences unforeseeable on the day of the initial application may
prevent the applicant from participating in the selection hurdle. Similarly, a
longer time interval is likely to be associated with a higher likelihood that the

initial intentions will change.

Accordingly, to be able to discover factors predicting applicant withdrawal, the
extant literature on applicant withdrawal suggests that it is probably not very
useful to examine factors predicting initial intentions (e.g., the predictor
variables in theory of planned behavior). Instead, examining the factors
associated with failing to act upon initial intentions to pursue a job appears to
be a more fruitful approach. Thus, below | review the literature on intention-
behavior gap and how it can be used to predict applicant withdrawal from the

job pursuit process.

1.4. Intention — Behavior Gap in Job Pursuit Behaviors

There are several theories in the field of social psychology which attempt to
explain the predictors of human behavior. Two of the most widely supported
theories are theory of reasoned action (Fishbein & Ajzen, 1975) and theory of
planned behavior (Ajzen, 1991). According to the theory of reasoned action,
attitudes towards performing a behavior and subjective norms (the attitudes
of significant others) towards the behavior combine to predict intentions, which
then predicts the behavior. Theory of planned behavior is an extension of the
theory of reasoned action such that it also includes perceived behavioral

control as another variable influencing the performance of the behavior

18



(Armitage & Conner, 2001). Specifically, to account for the situations in which
the actions and the extent to which those actions lead to the desired outcomes
are not under the control of individuals (i.e., low volitional control), Ajzen
(1991) proposed perceived behavioral control (PBC) as another construct in
the model, which he used interchangeably with the self-efficacy construct.
According to the theory of planned behavior, PBC serves two functions. First,
PBC influences whether or not intentions are formed since factors not
controlled by the individual may hinder the forming of an intention. Second, to
the extent that PBC reflects actual control, PBC may exert a direct effect on

the subsequent behavior.

According to both the theory of reasoned action and the theory of planned
behavior, intentions are among the most proximal predictors of behavior, and
the literature generally supports this proposition. For example, Armitage and
Conner (2001) found that the TPB variables explained 39% of the variance in
intentions and 27% of the variance in behavior. Similarly, a meta-analysis by
Webb and Sheeran (2006) examining the extent to which a change in
intentions would lead to a comparable change in behavior has found that a
change in intentions through interventions led to a small-to-medium change
effect (d = .36) in subsequent behavior. Intentions have also been utilized to
predict job pursuit behavior with a considerable degree of success. For
example, Chapman et al. (2005) found that acceptance intentions was the

best proxy variable predicting job choice.

However, even though intentions have generally been successful in predicting
subsequent behavior, as seen above the relationship between intentions and
behavior is not perfect. This imperfect relationship suggests that there might
be other factors which potentially influence the relationship between intentions
and behavior. In fact, the literature examining the extent to which intentions
predict behavior suggests that there are two mechanisms through which initial
intentions may fail to predict behavior. First, influenced by several external
(e.g., new information, time interval, etc.) and internal (e.g., emotional stability)

factors, individuals’ initial intentions may change and thus they may be more
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likely to behave according to their new intentions. Second, even though their
intentions stay the same, they may fail to act upon those intentions as a result
of some internal (e.g., low conscientiousness) and external (e.g., perceived
alternatives) factors. Either way, it is likely that those who either change their
intentions or fail to act upon their intentions may lead to an intention-behavior
gap in studies examining the relationship between intentions and behavior
(e.g., Fennis, Adriaanse, Stroebe, & Pol, 2011; Sheeran, 2001).

In support of this proposition, Sheeran (2001), upon reviewing the literature
on intention-behavior relations, created four groups of participants who are
likely to be responsible for the intention-behavior gap. Specifically, he
proposed that in the context of the mechanisms linking intentions to behavior,
any individual may be either an inclined actor (i.e., acted according to an
intention), disinclined abstainer (i.e., did not intend to act and did not act),
inclined abstainer, or disinclined actor. It is the latter two groups who are
responsible for a gap between intention and behavior because they either
perform an unintended behavior or do not perform an intended behavior. Next,
using these groups, he examined the available studies to determine the
percentage of participants who were either inclined abstainers or disinclined
actors. He found that 47% were those who failed to enact their intentions (i.e.,
inclined abstainer), compared to 7% who performed an unintended behavior
(i.e., uninclined actors). Thus, the intention-behavior gap generally stems from

those who fail to enact their intentions.

The extent to which intentions predict or fail to predict subsequent behavior is
relevant in the context of applicant withdrawal from the job opening because
as explained above, an initial application to a job opening may be considered
as an indication of an intention to pursue a job opening and thus stay in the
applicant pool during the recruiting process. Thus, it can be argued that those
who withdraw after the initial application to a job can be considered as
individuals who do not act upon their initial intentions. Webb and Sheeran
(2006) criticize the studies examining intention-behavior interventions in the

literature as assuming that intentions directly cause behavior without actually

20



testing it. The same can be said for the current state of affairs in the
recruitment literature. Although it has been acknowledged that the relationship
between job pursuit intentions and job choice is not perfect (Chapman et al.,
2005), no empirical or theoretical examinations exist which seek to discover
the factors leading to this attenuation of the relationship between job pursuit
intentions and job pursuit behavior and thus contributing to the number of job

applicants who withdraw from the applicant pool.

As explained above, the literature on intention-behavior gap suggests that two
mechanisms are likely to be responsible for the extent to which applicants are
likely to withdraw from the recruiting process after making an initial job
application. First, it may be that job applicants may change their initial
intentions and act upon their new intentions. That is, through updated
perceptions of fit during the time between forming of initial intentions and
subsequent behavior, individuals’ intentions may attenuate and thus the
occurrence of behavior may be less likely. The variables examined in the
literature as potential reasons for a change in perceptions of fit include time
interval between the intention and the behavior and applicant emotional
stability. Second, even though they do not change their intentions, other
factors may inhibit job applicants from enacting their intentions. According to
the literature, these factors include perceived job alternatives, nature of initial
intentions (i.e., implementation intentions vs. goal intentions), uncertainty
regarding the behavior, and applicant conscientiousness. Accordingly, using
the findings of the literature examining the predictors of intention-behavior
gap, in the following section both of these mechanisms are examined in more

detail in the context of applicant withdrawal from the recruiting process.

1.5. Change of Intentions to Pursue a Job

As explained above, recruiting has been conceptualized as consisting of
multiple stages. These include generating applicants phase, maintaining
applicant status phase, and influencing job choice decisions phase. Flipping
the coin, it can be said that the process by which individuals search for jobs

can also be considered as consisting of three corresponding phases. The first
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phase, which begins with a decision to search for jobs and ends when a job-
seeker applies to one or more jobs, can be called as the ‘generating job
options’ phase. The second phase can be called as the ‘selection phase’ since
job seekers are likely to go through selection and screening procedures,
potentially by multiple companies simultaneously, during this period. Job
seekers are also likely to keep collecting more information about the jobs they
apply during this stage (Rynes et al., 1991). Thus, it is appropriate to call this
phase ‘selection’ because job seekers are also likely to select among the
companies they apply using the information they collect. Finally, the third
phase can be called the ‘job acceptance’ phase since job seekers are going
to make decisions regarding whether or not to accept a job offer during this

stage.

During these three stages, job seekers are likely to perform multiple behaviors
for each job option such as applying for the job, participating in several
selection tests, or attending site visits until they finally accept a job offer. This
suggests that the dominant practice of examining job pursuit intentions early
in the recruitment process and testing hypotheses regarding whether or not
those intentions are likely to predict job choice may be an oversimplification of
the process (Chapman et al., 2005). What is needed is a more nuanced
treatment of the intention construct which covers intentions for each specific
behavior leading to job choice. In fact, recent theorizing about employee
recruitment supports this view. Specifically, it has been proposed that
although perceptions of fit are among the best predictors of applicant
attraction and job pursuit intentions, those fit perceptions are not stable and
are likely to constantly change as new information about the job opening is
gathered (Swider et al., 2015). Thus, using initial intentions as a predictor of
the behavior at the very end of the job search process (i.e., job choice) is likely
to lead to less than desirable correlation coefficients.

What is more, Swider and colleagues argue that individuals are likely to
engage in more elaborate information processing after applying for a job; and

as more information comes in through more elaborate processing, perceptions
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of fit may change even more in the subsequent stages. In a test of this
argument, using data from a group of MBA students who had the opportunity
to be interviewed by same four companies during a semester, these authors
examined change in perceptions of fit towards four firms over a period of five
months in eight occasions. What they found was that participants’ fit
perceptions were increasingly differentiated from each other over the course
of the recruitment process, and that positive change in perceptions of fit with
a company was positively related with accepting a job offer from that company.
This also suggest that, in the context of intention-behavior gap in the job
application process, these changes in perceptions of fit through new
information may influence whether or not applicants will participate in the
selection procedures. That is, those who experience a positive change in
perceptions of fit after making the initial application may be even more likely
to participate whereas those who experience a negative change may be less

likely to do so.

In further support of this claim, Chapman et al. (2005) found that all predictors
of job choice they examined, including perceptions of fit, had either small or
zero correlations with job choice behavior. This is consistent with the above
findings as the predictors in this meta-analysis were measured at the
beginning of the job application process. However, change in perceptions of
fit later in the process may have influenced the likelihood that they will actually
accept a job offer from an organization. Evidence supporting that fit
perceptions are likely to change during the recruiting process was obtained by
Walker et al. (2013) who examined the effects of dynamic justice perceptions
on applicant attraction. These researchers found that during the maintenance
stage of recruitment (i.e., after submitting their applications), individuals were
likely to update their perceptions of organizational justice through successive
interactions with organizational agents, and these updated perceptions were
likely to influence an initial attraction in a positive or a negative way. These
updated job and organizational attraction levels are likely to influence the
resulting perceptions of fit, which is likely to influence job pursuit intentions in
the subsequent stages.
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What has been described so far suggests one mechanism through which
initial intentions may not predict whether or not a job pursuit behavior will be
performed. That is, through new information about the job and the
organization and the resulting updated perceptions of fit, individuals may
change their intentions to pursue a job opportunity during the maintenance
stage of the recruitment process, and this may result in withdrawal from the

applicant pool. Accordingly, | hypothesize the following:

Hypothesis 1: A decrease in perceptions of fit after initial application is related
with a higher likelihood of applicant withdrawal from the job application

process.

In addition, the literatures on intention-behavior gap and applicant job search
behavior suggest that it is possible that some other factors influence whether
or not intentions are likely to change. That is, the variables examined below
may increase the likelihood that perceptions of fit will actually change, leading
to a change in intentions to pursue a job and thus withdrawal from the job
application process. In addition, it is possible that some factors directly

influence whether or not withdrawal behavior is likely to occur.
1.5.1. Time Interval

One factor which is likely to be associated with the extent to which job
applicants are likely to withdraw from the recruiting process is the time interval
between the initial application and the next selection hurdle. As explained
above, an initial application for a job opening may be considered as
demonstrating an intention to pursue the job opportunity during the following
stages in the selection process. However, the likelihood that intentions turn
into behavior may be smaller when there is a large interval between the
formation of intentions and the time to act. This is especially relevant in the
recruitment domain where the average hiring time is 25 working days and

even longer for larger companies, 58 working days (Weber & Feintzeig, 2014).
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In one of the earliest studies published examining the predictors of withdrawal
from the recruiting process, Arvey, Gordon, and Massengill (1975) examined
the dropout rates due to time lags between selection procedures. Specifically,
these authors examined applicants to 70 jobs ranging from the lowest to the
highest level in the civil services for a large city. Operationalizing time interval
as the number of days between the closing date for application and the first
selection procedure, Arvey and colleagues found that the percentage of
applicants who withdrew from the selection process was 25% for jobs with
relatively short time delays and 34% for jobs with longer time delays. Thus, as
the reviewed literature suggests, it is possible that the time interval between
the initial application and participation in the selection process may influence
the extent to which applicants are likely to withdraw. Many occurrences
unforeseeable at the time of the initial application may decrease the likelihood
that applicants will participate in the selection tests, and this is arguably more
likely as the time interval gets longer. In addition, another potential mechanism
linking time interval to withdrawal behavior involves the employment status of
the applicants. Specifically, especially job applicants who are unemployed
may not be able to afford to wait for an extended duration of time during the
maintaining applicant status phase and may withdraw from the process to
pursue another job opportunity (Arvey et al., 1975). This line of reasoning
suggests a direct relationship between time interval and withdrawal behavior,
moderated by employment status (see Figure 1). Accordingly, the following

are hypothesized:

Hypothesis 2a. Time interval between job application and selection
procedures is positively related with applicant withdrawal from the job pursuit

process.

Hypothesis 2b. This relationship is moderated by employment status such that

the relationship is stronger for unemployed job applicants.

Another potential reason why time interval may be related with applicant
withdrawal is that longer intervals may result in a decrease in perceptions of

fit with the job as applicants may get frustrated as a result of the uncertainty
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stemming from not knowing whether or not they will be offered the job. In
perhaps one of the earliest studies which applied a longitudinal scrutiny on the
recruitment process, applicant decision making process, and the outcomes
resulting from those recruitment experiences; Rynes et al. (1991) found that
negative recruitment experiences had the potential to lead applicants to
withdraw from the recruiting process or act as red flags which led applicants
to apply more scrutiny than they would have applied. They explained this
finding in terms of signaling theory (Spence, 1973), which proposes that
applicants make inferences about the organizational attributes using their
interpretations of the recruitment process. In accordance with Rynes et al.
(1991), it is possible that delays in the recruiting process may serve as an
unfavorable recruiting experience and therefore signal that there is a problem
with the recruiting organization, increasing the likelihood that applicants will
perceive lower levels of fit. Thus, in addition to the hypothesized direct effect
of change in perceptions of fit on applicant withdrawal, this line of reasoning
suggests a partial mediation by change in perceptions of fit between time
interval and applicant withdrawal. However, a full mediation is not expected
because as explained above, there may be several other reasons for a
relationship between time interval and applicant withdrawal other than a
decrease in perceptions of fit. Thus, the next hypothesis of the present study

is as follows:

Hypothesis 3a: Change in perceptions of fit partially mediates the relationship

between time interval and applicant withdrawal.

Maintaining applicant status phase generally involves execution of several
selection hurdles, and these are generally applied over a period of time on
separate occasions. Accordingly, maintaining applicant status phase in the
recruiting process can be conceived of as successive cycles of intention and
behavior in which the behavior at the end of each cycle indicating intentions
to go through the next cycle. As Soelberg (1967) noted, applicants evaluate
several job opportunities simultaneously, and thus they keep collecting

information about a job opening even after making the initial application. When
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the time interval between these cycles is long, it is possible that new
information collected during the waiting period through increased elaboration
processing (Swider et al., 2015) may conflict with the available information
and attenuate intentions, and it is likely that this effect is more probable for
applicants who search for information with more intensity. This suggests a
moderation by information search intensity on the relationship between time
interval and change in perceptions of fit. Accordingly, the following is
hypothesized:

Hypothesis 3b: The relationship between time interval and decrease in
perceptions of fit is moderated by information search intensity such that the

relationship is stronger for those who search for information more intensively.

While we hypothesize that information search intensity will influence the extent
to which applicants’ perceptions of fit will change over time, it is also possible
that the characteristics of the source of information used will influence the
direction of this change in perceptions of fit. Applicants who are searching for
information about an organization have several options available to them such
as official company websites, social media, and word-of-mouth. Depending on
which source of information they are using, applicants may obtain information
which is either favorable or unfavorable about the organization. Specifically,
while one would expect to find mainly favorable information on organization
generated content (OGC) sources such as an organization’s official website
(except for when there is a realistic job preview available, see Phillips, 1998),
it is possible that mainly unfavorable information may be found on user
generated content (UGC) sources such as social media or through word-of-

mouth.

The UGC sources examined in this study were internet forums, Facebook
groups, and friends working in the same organization, and the OGC sources
were two official organizational websites and information booklet about the
job. This comparison is important because there is evidence suggesting that
medium credibility can predict its use for information purposes (Kiousis, 2001;

Stavrositu & Sundar, 2008), and user generated content is seen as more
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credible than company or organization-generated content (Cheong &
Morrison, 2008; Jonas, 2010). In addition, in their seminal paper, Hovland and
Weiss (1951) found that when the information source is perceived to be highly
credible, more opinion change occurs in the direction presented in the
information medium; and this effect is later replicated by many studies
(Pornkitapkan, 2004). This suggests that the direction of the change in
perceptions of fit may also be influenced by the information source utilized
when looking to learn more about a job. Accordingly, in an exploratory fashion,

the following research question will be examined:

Research Question 1: Does the source of information used when collecting

information about a job influence the direction of change in perceptions of fit?
1.5.2. Applicant Emotional Stability

One dominant model of human personality is the big five model (e.g.,
Goldberg, 1993), which suggests that human personality can be described
using five universal higher order traits, each consisting of several lower-level
facets (McCrae & Terracciano, 2005). These higher order traits are
neuroticism (i.e., emotional stability; which includes anxiety, anger,
depression, self-consciousness, impulsiveness, and vulnerability),
extraversion (which includes warmth, gregariousness, positive emotions,
assertiveness, activity, and excitement seeking), openness (which includes
fantasy, aesthetics, feelings, actions, ideas, and values), agreeableness
(which includes trust, straightforwardness, altruism, compliance, modesty,
and tender-mindedness), and conscientiousness (which includes
competence, order, dutifulness, achievement striving, self-discipline, and
deliberation). These personality traits have been found to be associated with
several job-related outcomes including general career processes (e.g., job
search, career progression, career commitment), occupational outcomes and
well-being (e.g., job satisfaction, occupational stress), and organizational
outcomes (e.g., job performance); with neuroticism, extraversion, and
conscientiousness most frequently showing associations with vocational

behavior (Tokar, Fischer, & Subich, 1998). In the context of this study,
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applicant personality has also been found to influence job pursuit behavior.
Specifically, Kanfer et al. (2001) found that higher levels of extraversion,
conscientiousness, openness, and agreeableness and lower levels of

neuroticism were associated with higher levels of job search behavior.

One personality trait which has been found to be especially relevant to the
withdrawal behavior is emotional stability (Lounsburry, Saudargas, & Gibson,
2004). Low levels of emotional stability is generally associated with being
unable to modulate strong negative emotions in the face of stressors and
possibility of being overwhelmed by fear, anxiety, and depression (Caprara,
Vecchione, Barbaranelli, & Alessandri, 2013). These characteristics are likely
to be associated with an increased likelihood of withdrawal in the face of
suboptimal situations, or making decisions under the influence of strong
emotional states only to change them later when in a different emotional state.
In support of this possibility, low levels of emotional stability have been found
to be related with higher levels of career indecision (Tokar et al., 1998). For
example, in a study by Chartrand, Rose, Elliot, Marmarosh, and Caldwell
(1993) examining the correlates of career indecision, it was found that low
levels of emotional stability was related with a deficit in problem-solving skills,
a dependent decision-making style, and several other predictors of career
indecision. Meyer and Winer (1993) also found a direct negative relationship
between emotional stability and career indecision. Reviewing several studies
examining the relationship between emotional stability and career indecision,
Tokar et al. (1998) concluded that low levels of emotional stability was
associated with a deficit in career decision-making ability.

This finding has implications for the withdrawal from the recruiting process as
well. Specifically, given their lower abilities related to making proper career
decisions, individuals with lower levels of emotional stability who make an
initial application to a job may be more likely to change their intentions and
withdraw from the process during the selection phase of job pursuit. In fact,
there is direct evidence for such a mechanism in a career decision-making

context. Specifically, Lounsbury et al. (2004) examined the relationship
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between the big five personality traits of openness, conscientiousness,
extraversion, agreeableness, and emotional stability, several other narrow
personality traits, and intention to withdraw from college. Using a sample of
233 college freshmen, these authors found that emotional stability was
negatively related with intentions to withdraw from college, and together with
sense of identity and work drive, emotional stability explained 22% of the
variance in intention to withdraw. These findings, as well as the personality
facets considered under the big five dimension of emotional stability (e.g.,
anxiety, impulsiveness, and vulnerability) suggest that job applicants with low
levels of emotional stability may be more likely to withdraw from the applicant
pool during the selection process. This is because with higher levels of anger,
depression, worry, or insecurity; individuals who are lower on emotional
stability may apply for jobs with potentially undesirable characteristics and
thus low levels of fit with his or her individual attributes. However, through a
deeper processing of the information about job and organizational
characteristics in the following stage, they may change their initial intentions

and withdraw from the applicant pool. Accordingly, | hypothesize the following:

Hypothesis 4: There is a negative relationship between applicant emotional

stability and applicant withdrawal from the job pursuit process.

1.6. Failing to Enact Intentions to Pursue a Job

In addition to the possibility of a change in the initial intentions, job applicants
may withdraw from the applicant pool even though their initial intentions have
not changed. For example, after making an application to a job, a job applicant
may determine that another alternative is likely to be better and thus choose
that job option. In addition, after making the initial application, a job applicant
may perceived that he or she lacks the ability to become successful in the
selection tests and thus may not attend the interview or a cognitive ability test.
Similarly, not having enough information about the selection procedures may
discourage applicants from participating in the selection process. Applicant

conscientiousness may also influence whether or not they are likely to behave
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in accordance with their intentions. | examine each of these possibilities in

more detail below.
1.6.1. Perceived Alternatives

Perceived alternatives refers to applicants’ perceptions of the extent to which
other alternative employment opportunities are available (Uggerslev et al.,
2012). According to one model of job search (Soelberg, 1967) and several
studies that followed (e.g., Rynes et al.,, 1991, Swider et al., 2015), when
searching for jobs, individuals evaluate several jobs concurrently and are likely
to identify more than one jobs which satisfy their criteria during the generating
alternatives phase of job search. After generating several alternatives, the
literature on job search suggests that individuals are likely to apply for more
than one jobs at the same time (Schreurs & Syed, 2011). This suggests that
the extent to which job applicants are attracted to other job openings after
initial application may influence the extent to which they will withdraw from the
applicant pool of a specific job opportunity. However, despite the logical
appeal of this argument, empirical evidence has been equivocal. Specifically,
the meta-analysis by Chapman et al. (2005) found that perceived alternatives
was not a significant predictor of acceptance intentions. However, the meta-
analysis by Uggerslev et al. (2012) found that even though perceived
alternatives did not predict applicant attraction at the ‘generating applicants’
stage of the recruitment process, it became a significant predictor at the

‘maintaining applicant status’ stage.

The reason for these conflicting findings and the differences between
recruiting stages in terms of whether or not perceived alternatives predict
applicant attraction may lie in the amount of investment required to apply for
a job compared to the investment required to stay in the applicant pool.
Specifically, since the initial application for a job generally requires little
investment on the part of a job seeker, individuals may apply for several jobs
simultaneously. In fact, applying for jobs is becoming much easier as the
technology advances. For example, many large companies today allow job-

seekers to apply for jobs using mobile devices, and UPS made 10.000 hires
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via mobile in 2012 alone (DeWitte, 2015). However, job applicants may be
more likely to withdraw from the applicant pool in later stages of the recruiting
process because as the recruitment process advances, each procedure
requires more investment than the initial application on the part of the job
applicant. Specifically, the following stages in the process generally involve
physically attending the selection procedures such as interviews or ability
tests and therefore are likely to require a higher level of investment by the job
applicant. Thus, even though job seekers may apply for several jobs at once,
they may be less likely to stay in the applicant pool of a job opportunity when

there is a better alternative in the later stages.

This view of job search process in which job seekers evaluate multiple
alternatives simultaneously is also supported by recent empirical evidence.
Specifically, Swider et al. (2015) examined the degree of differentiation
between job opportunities at the beginning of the recruitment and at eight
subsequent assessments during the selection phase. They found that
applicants had independent perceptions of fit towards several job openings at
the beginning of their job searches and these perceptions of fit for each job
became increasingly different from each other during the following stages of
the recruitment process, resulting in one favorite which is most likely to be
chosen eventually. In the context of this study, perceived alternatives may be
especially relevant because it is proposed that perceived alternatives become
increasingly important in the maintaining applicant status stage of employee
recruitment (Uggerslev et al.,, 2012), which is the stage during which
withdrawal is most likely to occur. As suggested by Swider et al. (2015), the
differentiation between alternatives is likely to be smaller at the beginning of
job search because it is likely that job seekers have lower levels of information
about job openings during the initial application. Thus, at this stage job
seekers apply for several job openings which pass the initial screening.
However, through an increasingly more elaborate information processing
during the second stage, the differences between job alternatives are likely to
become more apparent. As suggested by Swider and colleagues, this is likely
to lead to higher levels differentiation between perceptions of fit towards each
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job, and to the extent that some of those alternatives appear more viable, job
seekers may be more likely to withdraw from the applicant pool. Accordingly,

I hypothesize the following:

Hypothesis 5: The extent to which applicants perceive that they have other job
alternatives is positively related with applicant withdrawal from the job pursuit
process.

A construct relevant to perceived alternatives is the extent to which applicants
search for jobs. Job search behavior has generally been conceptualized as
including two separate, although related, classes of behaviors (Blau, 1994).
The first one is job search effort, which refers to the amount of time and energy
a job seeker devotes during job search. The second job search behavior is job
search intensity, which refers to the frequency with which a job seeker
engages in behaviors associated with looking for employment such as
collecting information about job openings, submitting a resume, or
interviewing with potential employers (Kanfer et al., 2001). The difference
between job search intensity and job search effort is that while the focus on
job search intensity is on specific job search behaviors and the frequency with
which those behaviors are performed, the emphasis on job search effort is the
overall amount of time and energy spent while performing those behaviors
(Saks, 2006).

Both job search effort and intensity have been found to be related with a
number of job search outcomes. Specifically, those who exerted more effort
and intensity during their job searches were likely to receive more job offers
and more likely to obtain employment in a shorter duration of time compared
to those who exerted less effort (Kanfer et al., 2001). This may suggest that
the amount of job search effort and intensity a job-seeker conducts may be
associated with the number of alternatives a job-seeker is likely to have. That
IS, given its association with the number of job offers, an increased amount of
job search effort and intensity may be associated with an increased number
of alternatives, and as described above, this may also influence applicant

withdrawal from job pursuit.
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However, another pattern of relationship between job search behavior and job
alternatives is also possible. Especially for lower level occupations, it may be
argued that those who are searching for jobs with more effort and intensity are
in an immediate need of finding a job, and given this desperate need, one
could argue that those who are searching for jobs with such an effort and
intensity may be more likely to be under-qualified. This line of reasoning
suggests that higher job search effort and intensity may actually be associated
with a lower number of alternatives. Thus, instead of forming hypotheses, |

pose the following research question:

Research Question 2: Is there a relationship between job search behavior as
operationalized by the mean of job search effort and job search intensity and

the extent to which applicants perceive that they have other job alternatives?
1.6.2. Implementation vs. Goal Intentions

One construct which has been found to influence the relationship between
intentions and behavior is implementation intentions (Gollwitzer, 1999).
Gollwitzer distinguished between two types of intentions: goal intentions,
which is defined as intentions which only specify a desired end state, and
implementation intentions, which also include the when, where, and how of
the goal intentions. In other words, implementation intentions are specific
action plans leading to the desired end state defined in a goal intention. While
goal intentions specify what one wants to achieve, implementation intentions
specify both the behavior to be performed towards goal attainment and the
situational context in which it will be performed. Thus, while a goal intention
can be in the form of “| intend to do X”, an implementation intention is in the
form of “l intend to do X in situation Y”. An implementation intention is said to
be formed when an individual both identifies a behavior that will lead to goal
attainment and a suitable occasion to perform the behavior. It is suggested
that implementation intentions are effective in leading to the performance of
the behavior because linking a behavior with a certain situation increases the
likelihood that the behavior will be triggered and enacted when the situational

cue is present (Gollwitzer, 1999). In other words, implementation intentions
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increase the accessibility of the behavior in the memory and increase the
likelihood that the behavior is to be performed (Gollwitzer, 1999).
Implementation intentions have been found effective in a variety of behaviors
in closing the intention-behavior gap, including eating a low-fat diet (Armitage,
2004), exercising (Milne, Orbell, & Sheeran, 2002), breast self-examination
(Orbell, Hodgkins, & Sheeran, 1997), and attending a workplace safety
training (Sheeran & Silverman, 2003).

According to Gollwitzer and Sheeran (2006), forming a goal intention towards
a behavior may not guarantee goal achievement because people often face
problems when they are working through their goals. The first problem they
are likely to face is that people often fail to start working through an intended
goal. The reasons for this failure include forgetting to act because of situational
demands on cognitive resources, missing an opportunity to act, and failing to
overcome an initial reluctance to act. The second reason for why people falil
to achieve an intended goal is that most goals require the individual to perform
a series of behaviors and it is possible that they get derailed during this
process by unwanted influences. Third, individuals may fail to stop acting upon
an unproductive course of action as a result of over-commitment, and this may
lead to being unable to reach ones intended goal. Finally, when individuals
overextend themselves through completion of an initial goal, the attainment of
subsequent goals may not be achieved. Gollwitzer and Sheeran (2006)
propose that forming implementation intentions (i.e., specific if-then plans)
toward a goal may facilitate effective self-regulation when faced with the
threats explained above since implementation intentions are likely to enhance
people’s ability to initiate, maintain, disengage from, and undertake further

striving toward a goal.

Since applying for a job generally only requires sending out a resume or filling
out an online application form, it is possible that only a goal intention may be
enough to make the application. However, this intention may not transfer to
the maintenance stage because the behaviors required during this stage are

generally more complex and likely to require multiple actions by the job
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seeker. Thus, it is possible that the problems explained above may emerge
during the process by which individuals seek employment. For example, after
making the initial application, individuals may fail to pursue the job opportunity
as a result of forgetting to act in a timely manner when they are required to
perform some kind of an action such as attending an online interview. It is also
possible that when implementation intentions are not present, applicants may
be distracted by other tasks they are required to do and may fail to pursue the
job opportunity. The basic idea of the implementation intentions is that
compared to those who only form a goal intention, individuals forming
implementation intentions are likely to exhibit increased accessibility of the
critical situational cue defined in an implementation intention, and therefore
should be more likely to detect and discriminate the cue when it is present.
This increased accessibility of the situational context is also likely to facilitate
spontaneous attention and lead to a better recall of the situational cue, leading
to a higher likelihood that the intended behavior is to be performed (Gollwitzer
& Sheeran, 2006). Implementation intentions are found to be effective at
improving the intention-behavior relationship in a number of studies. Meta-
analyzing 94 such studies, Gollwitzer and Sheeran (2006) found that forming
implementation intentions had a medium-to-large sized effect (d = .65) on goal

achievement.

Although not yet tested in a recruiting context, these findings suggest that it is
possible that implementation intentions increase the likelihood that applicants
stay in the applicant pool during the maintenance stage of the recruitment
process. In other words, job-seekers who form a clear pathway (i.e., if-then
plans) from the initial application to what they will do when a job is offered may
be more likely to act upon those intentions compared to those who only aim
to apply and see what happens. These implementation intentions may include
the specific behaviors a job-seeker needs to perform in order to stay in the
applicant pool such as completing the necessary documents for a background
check, mailing out necessary documents, or being present on time at an
interview site; and contextual cues that are likely to trigger these behaviors.
For example, after making an initial application to a job, an applicant may plan
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to ask for reference letters to be mailed at least a month before the due date,
buy tickets for a flight to a site visit when he or she hears from the recruiting
organization, or complete a required physical examination by the time he or
she leaves for the interview. These specific plans may facilitate the enactment
of each behavior when it is necessary and thus may contribute to whether or
not the applicant is likely to stay in the applicant pool throughout the
maintenance stage. Accordingly, | hypothesize the following:

Hypothesis 6. Job applicants who form implementation intentions are more

likely to stay in the applicant pool than those who do not.
1.6.3. Uncertainty

Another potential factor which is likely to be related to applicant withdrawal is
the uncertainty regarding the selection process. There are two mechanisms
through which uncertainty may be related with withdrawal from recruiting.
First, a job applicant may have limited knowledge about what is involved in
the specific procedures which will be applied in a selection hurdle and may be
reluctant to participate as a result of this lack of information. Second, a job
applicant may know what a selection hurdle involves but may be unsure about
the outcome. This may also decrease the likelihood that an applicant will
participate in the selection procedures. Expectancy theory of motivation
(Vroom, 1964) can be used to explain both mechanisms.

According to Vroom (1964), three factors combine in a multiplicative way to
determine an individual’'s motivation towards a behavior. First, the individual
must have an expectancy that if he or she spends enough effort, it will lead to
performance. Second, this performance must be instrumental in achieving a
certain result. Third, the result of the performance must be desirable (i.e., must
have valence) for the individual. In support of the multiplicative relationship
between the predictors in the expectancy theory, Arnold (1981) applied a job
preference questionnaire in which the items asked participants to choose
between two hypothetical jobs with differing attributes. The analyses of

participants’ responses indicated that a multiplicative, rather than additive,
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model was superior in describing the data. This suggests that the existence of
all of the antecedents of motivation as defined in the theory (i.e., expectancy,
instrumentality, and valence) is necessary for an individual to become
motivated to perform a given behavior. Expectancy theory has been applied
to a wide range of behaviors and has generally received considerable support.
For example, Brooks and Betz (1990) found that the product term including
expectancy, instrumentality and valence for an occupation was significantly
related with the likelihood of choosing that occupation and accounted for
between 21% and 41% of the variance in career choice decisions, depending
on the occupation. In a different context, Geiger and Cooper (1996) found that
the variables in the expectancy theory could be used to predict the extent to
which students were likely to exert academic effort.

The first mechanism through which uncertainty regarding the selection hurdle
may lead to applicant withdrawal involves the applicant not having enough
information about the specific procedures applied as part of the selection
process. When this is the case, the expectancy theory suggests that the
motivation regarding the behavior of participating in the selection hurdle may
be low. This is because as explained above, the predictors are expected to
combine in a multiplicative fashion rather than an additive one, and if any of
the three predictors is very low, the motivation is expected to be very low
regardless of the levels of other variables. In extreme cases, if any of the
predictors is zero, the motivation to perform the behavior would be zero as
well. For example, a job applicant may know that if he or she passes the
selection tests, a job will be offered (i.e., high instrumentality) and the job to
be offered is a desirable one (i.e., high valence). However, if the applicant
does not know about his or her chances of passing the test (i.e., low
expectancy) as a result of not having enough information about the procedure,
he or she may not determine if a certain level of performance will lead to the
desired outcomes (i.e., the expectancy would be low). Given the multiplicative
nature of the predictors of motivation in the expectancy theory, this may result

in a low level of motivation regarding participating in the selection procedure,
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and thus may lead to applicant withdrawal from the process. Accordingly, |

hypothesize the following:

Hypothesis 7: The amount of information an applicant has about the selection
hurdle is negatively related with applicant withdrawal from the job application

process.

Another mechanism through which uncertainty may lead to applicant
withdrawal involves a job seeker having low perceived self-efficacy regarding
the outcome of a selection hurdle. According to expectancy theory,
instrumentality is another factor influencing the level of motivation towards a
behavior. As explained above, instrumentality refers to individuals’ beliefs
regarding whether or not a certain level of performance will lead to a certain
outcome. When an applicant has low self-efficacy over the tests included in a
selection hurdle, the instrumentality of participating in the selection hurdle may
be low since he or she may not be certain about the likelihood of obtaining a
passing score. Thus, the expectancy theory predicts that low self-efficacy
regarding a selection procedure may be associated with a higher likelihood of

withdrawing from the process.

Research on factors influencing the extent to which intentions predict behavior
also suggests that low self-efficacy may be related with a lower likelihood of
performing the behavior. According to this line of research (e.g., Sheeran,
2001), one factor which may influence the extent to which intentions predict
behavior is the amount of control an individual has over the performance of
the behavior; which is in part influenced by the type of behavior being studied.
Specifically, whether the behavior being predicted is a single action vs. a
series of actions (i.e., a goal) is likely to influence whether or not individuals
are likely to perform the behaviors they have intended to perform (Sheeran,
2001) because single actions (e.g., applying for a job) are more likely to be
under control of the individual than more sophisticated goals (e.g., passing a
physical ability test). According to Sheeran (2001), several factors related to
control are important in influencing whether an individual acts upon his or her

intention to perform a behavior. These factors include the extent to which the
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individual has enough knowledge of the target behavior, whether or not he or
she has the ability to perform the behavior, the amount of resources necessary
for the behavior that the individual has, and whether or not he or she has the

opportunity.

Since itis generally not feasible to determine the amount of actual control over
a behavior or a goal, perceived control is generally used as a proxy variable
(Sheeran, 2001). In fact, perceived behavioral control is one of the focal
constructs of the theory of planned behavior (Ajzen, 1991). According to the
theory of planned behavior, perceived behavioral control is likely to have both
an indirect and a direct effect on behavior (Armitage & Conner, 2001). First,
perceived behavioral control may influence whether or not individuals intend
to perform a behavior in the first place. Second, increased feelings of control
may influence the extent to which individuals are likely to spend effort through
the performance of the behavior, leading to a direct relationship between
intention and behavior. Perceived behavioral control is similar to self-efficacy
construct, and two constructs are used interchangeably by Ajzen (1991) since
both self-efficacy and perceived behavioral control pertain to the beliefs that

one can successfully perform a behavior.

Although inconclusive, there is evidence suggesting that there is a stronger
intention-behavior relationship when perceptions of behavioral control is high.
Specifically, Armitage and Connor (2001) examined 19 studies testing the
interaction of perceived behavioral control and intentions in the prediction of
behavior and found that nine of those studies reported a significant interaction
effect such that intentions were more likely to lead to behavior when
perceptions of control were high. Similarly, in a qualitative analysis of the
available studies testing whether or not perceived behavioral control
moderates the intention-behavior relationship in the physical activity domain,
Rhodes and Dickau (2013) found that six of the 11 studies they examined
reported a significant moderation effect in the same direction as above. Given
the inconclusiveness of these findings, Sheeran (2001) examined if the mean

level of perceived control was associated with the extent to which control
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perceptions moderated intention-behavior relationship. He found that there
was a significant relationship between the proportion of participants below the
mean of perceived behavioral control and the strength of the moderation (r =
.45) such that perceptions of control were more likely to be a significant
moderator when the mean level of perceived control was low. Thus, it can be
said that for behaviors for which there is a low level of perceived control, the

relationship between intentions and behavior is likely to be weak.

As explained above, the second stage of job search, which | termed the
‘selection’ stage, generally consists of several selection procedures applied to
job applicants. Above discussion on the instrumentality of participating in a
selection process as well as perceived behavioral control as a predictor of
behavior suggests that when a job seeker has low level of control beliefs (i.e.,
low self-efficacy) over any of those procedures in the selection phase, he or
she may withdraw from the applicant pool. For example, if the job applicant
believes that he or she is not likely to pass a physical ability test, he or she
may not attend the test at all. This is because high uncertainty regarding the
outcome of a selection process in the form of low self-efficacy (i.e., low
perceived behavioral control) may lower the instrumentality of the act of
participating in the selection test; and according to the expectancy theory, this
may lead an applicant to not pursue the job opportunity after the initial
application. Thus, it can be said that for those individuals who make an initial
application to a job (i.e., those who demonstrated an intention to pursue the
job opportunity), higher self-efficacy regarding the selection procedures is
related with an increased likelihood of staying in the applicant pool.
Accordingly, | hypothesize the following:

Hypothesis 8: Self-efficacy regarding the selection hurdles is negatively

related with applicant withdrawal from the job application process.
1.6.4. Applicant Conscientiousness

One final variable which may influence the extent to which applicants are likely

to withdraw from the recruiting process is job-seeker conscientiousness.
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Conscientiousness includes competence, order, dutifulness, achievement
striving, self-discipline, and deliberation as its facets (Barrick & Mount, 1991).
Through higher levels of order and self-discipline, job-seekers higher in
conscientiousness may be more likely to follow a planned course of action and
behave according to their initial intentions of participating in a selection

procedure, compared to those lower in conscientiousness.

Evidence for the importance of conscientiousness in withdrawal behavior
comes from studies examining the antecedents of applicant withdrawal from
the selection process. Specifically, in studies in which the researchers
contacted those who did not show up on the selection day and asked for their
reasons for withdrawal, one answer that is frequently provided relates to
problems with self-discipline and thus a lack of conscientiousness. For
example, Schmit and Ryan (1997) found that a little over 4% of those who
withdrew said they had either overslept, was late for exam, or felt that testing
was too early in the morning. Similarly, using the same methodology as Schmit
and Ryan (1997), Ployhart et al. (2002) found that the reason provided by 11%
of those who withdrew was that they overslept, forgot that they needed to go
to testing, or lost registration card. This clearly indicates that these applicants
were lower in conscientiousness since the reasons provided for failing to

participate indicate a lack of self-discipline.

Another piece of evidence regarding the potential effect of conscientiousness
on applicant withdrawal comes from studies examining the moderators of the
relationship between intention and behavior on a theory of planned behavior
context. For example, Rhodes and Dickau (2013) found that of the seven
studies investigating conscientiousness as a moderator of the intention-
behavior relationship, five found a significant moderation effect such that
intentions were more likely to lead to subsequent behavior when
conscientiousness was high. Applying this finding to the job search and
recruiting context, it is likely that job-seekers higher in conscientiousness are

more likely to act upon their initial intentions during job search, and thus
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participate in the selection hurdles as required by the organization.

Accordingly, | hypothesize the following:

Hypothesis 9: Applicant conscientiousness is negatively related with applicant

withdrawal from the job application process.

1.7. Conceptual Overview

The extant literature on applicant withdrawal from the job application is yet
inconclusive regarding the antecedents of withdrawal behavior. However, as
explained above, it seems that the predictors of initial application to a job
generally fail to predict applicant withdrawal behavior. To the contrary, factors
unrelated to the job are frequently cited as reasons for withdrawal. The reason
for this lack of relationship between predictors of initial attraction and
withdrawal behavior is most likely that restriction of range in the predictors
limits the size of the correlation. Specifically, since those who apply are
already on the higher end of the continuum in the predictor variables, a
significant relationship between these variables and applicant withdrawal is

less likely to occur.

Given this lack of a relationship between predictors of initial attraction and
applicant withdrawal, this study applies a different approach and examines the
issue from the perspective of intention - behavior gap. Applicants who make
an initial application to a job opening can be regarded as demonstrating an
intention to participate in the selection procedures. However, when an
applicant does not participate, an intention — behavior gap occurs. Despite
intentions predicting later behavior with a good level of success and this being
the major tenet of the Theory of Planned Behavior (TPB), many researchers
also argue and empirically demonstrate that there are some contingency
variables which decrease the likelihood that intentions predict behavior.
Accordingly, instead of using TPB as the theoretical foundation of this study,
the hypotheses were built on the concept of intention-behavior gap and its

predictors (see Figure 1).
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Figure 1. Conceptual model which was examined in the present study.

The literatures on intention — behavior gap and job search process suggest
that time interval, applicant personality, number of job alternatives, type of
intentions (i.e., implementation intentions vs. goal intentions), and uncertainty
regarding the selection procedures may be related with the likelihood that
people will change their intentions or fail to enact their intentions. Accordingly,
this study aims to examine these factors as potential predictors of applicant
withdrawal. Given the large sample size required to predict withdrawal
behavior (Griepentrog et al., 2012), the hypotheses of this study were tested
on a sample of applicants for a large organization, namely the Turkish Army.
Thus, this study also contributes to the literature on military recruitment, which
increasingly proves to become a challenge for countries transitioning to or
maintaining an all professional military structure (Manigart, 2005). This study
has potential to provide the organizations with recommendations which will
help them to reduce the number of applicants who withdraw from the job
application process. By doing so, the findings of this study may increase the
effectiveness and efficiency of employee recruitment by reducing the
shrinkage of the applicant pool. In the next section, the methodology to be
applied, including the description of the organization and the job, participants,

and the measures to be used will be discussed.
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CHAPTER 2

METHOD

This study was conducted on applicants for the contracted private position
within Turkish Land Forces. Before the participants and measures are
described, some information about the organization and the job which

constitute the context of this study is given below.

2.1. Information about the Organization and the Job

Turkish Land Forces is one of the three Forces in the Turkish Armed Forces.
The others are Navy and Air Force. In addition, although also a subsidiary of
the Ministry of Internal Affairs during peace time, Gendarmerie and Coast
Guard are also under the command of the Turkish Armed Forces in terms of
military affairs. The mission of the Turkish Land Forces is given as “to carry
out the tasks stated in the Constitution, laws and other legal regulations as a
part of Turkish Armed Forces’ in its website (TAF, 2015a). Along with the war
waged against terrorist organization PKK in the Southeastern Turkey, Turkish
Land Forces currently also conducts peace support operations in Afghanistan,
Bosnia, and Kosovo.

Until 2012, Turkish Land Forces employed soldiers under four general
statuses. Among these, officers constitute the highest level status, followed
by non-commissioned officers (NCOs). Officers are generally assigned to
leadership roles while NCOs fill more technical positions. Specialist sergeants
are generally employed at lower-level leadership roles such as squad leader
or some other jobs which require higher levels of specialization such as tank
driver or gunner. Finally, conscripts are given the lowest level positions which
do not require as much specialization. In 2012, contracted private status was
established, which was planned to replace some of the positions of the
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conscripts requiring some level of specialization. The only difference between
contracted privates and conscripts is that contracted privates may serve up to
seven years, and are paid for their services. Sharing the same hierarchical
level among the ranks with conscripts, the contracted private job is widely
seen as a low level job and generally preferred by individuals with little

employment options elsewhere.

The minimum conditions for submitting an application for the contracted
private job include becoming a male Turkish citizen, being between the ages
of 20 and 25, and having a primary school diploma. The recruiting process for
contracted privates begins by making an online application over the Turkish
Land Forces website. Next, those who apply are subjected to an initial
background check using judicial records. Those who are found eligible are
invited for the selection procedures and the date of selection exams is also
announced in the same notification. The selection procedures involve an initial

physical screening, a physical ability test, and an interview.

2.2. Participants and Procedure

2.2.1. Participants

The sample of the study consists of adult males who made an initial
application for the contracted private job in the Turkish Land Forces in the
month of January 2016 (N = 5346). All participants were men with a mean age
of 21.41 years (SD = 1.76 years). Sixty-one percent of the participants had
primary school diploma, 32% had high school diploma, 6% had completed a

two-year college, and 1% had a four-year college degree or higher.
2.2.2. Procedure

Initially, an online survey which included questions measuring the
independent variables of this study was made available over the Turkish Land
Forces’ applicant tracking system such that those who completed their
applications were invited to complete the survey which included measures of

perceptions of fit, amount of information and self-efficacy regarding selection
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procedures, job search behavior, emotional stability, conscientiousness, and
perceptions of job alternatives (see Appendix - A). Next, on the day of their
selection tests, a second survey which included items assessing perceptions
of fit at Time-2 and information search intensity after the initial application was
administered to those who participated. For those who did not participate, the
same survey was sent online through an e-mail invitation. They were also
asked to report their reason for not participating in the selection procedures
(see Appendix — B).

Out of the initial 5346 applicants who completed theTime-1 survey, 1326
(25%) participated in the selection tests. Of these, 550 completed the Time-2
survey with a response rate of 41%. Among those who did not participate and
thus were sent an e-mail invitation for the Time-2 survey (N = 4020), 919
couldn’t be reached because of unresponsive e-mails, and of the remaining,

306 completed the Time-2 survey, resulting in a 10% response rate.

2.3. Measures

2.3.1. Time Interval

As explained above, after contracted private candidates make their initial
application for the job, they are subjected to a background check. Next, a
testing day is assigned to those who are found eligible after this procedure.
Testing sessions are generally held once in every two months and consist of
carrying out the selection procedures to the applicants for over a week. This
means that the closer to the session a candidate makes his application, the
waiting period is likely to be the shorter. Thus, depending on the exact time of
the application, the time it takes to complete the background check, and other
factors such as the overall workload of the recruiting center; the time between
the application and testing day generally varies between 15 to 90 days and
may be different for each applicant. Accordingly, in this study time interval is
operationalized as the time between an applicant’s initial application and the

day assigned for his selection tests.
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2.3.2. Change in Perceptions of Fit

A three-item perceived fit scale developed for this study was used to measure
perceptions of fit. Specifically, at both measurement points, participants were
asked to indicate the extent to which the contracted private job is suitable for
them in terms of three job characteristics including pay and benefits, type of
work to be done, and working conditions (see Appendix A for the items). To
measure change, the scores at Time-1 were subtracted from the scores at
Time-2. Thus, a positive number indicated an increase in perceived fit while a
negative number indicated a decrease. The internal consistency reliability of
the fit scales were found to be .83 at Time-1 and .85 at Time-2 in the present

study.
2.3.3. Employment Status

Employment status was measured by one-item asking if participants are
currently employed. The item is “Are you currently employed at any job?” The
variable was coded such that O refers to unemployed participants and 1 refers
to employed individuals.

2.3.4. Emotional Stability

The emotional stability sub-scale of the BFI personality scale (John &
Srivastava, 1999), translated to Turkish by Sumer and Sumer (2002), and
validated by Sumer, Lajunen, and Ozkan (2005) was used to measure
personality for this study. The scale was presented to participants with the
phrase “I see myself as a ... person”, and the sample items for emotional
stability include ‘is depressed, blue’, ‘is relaxed, handles stress well’ (reverse
coded), and ‘gets nervous easily’. The response options for the Likert-type
items range from 1 = Strongly Disagree to 5 = Strongly Agree. The internal

consistency reliability of the scale was .70 in this study.
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2.3.5. Perceived Alternatives

Perceived alternatives was measured by the Turkish versions of two items
adapted from Liden and Parsons (1986). The items were translated to Turkish
for this study (see Appendix A). The first item is “What is your possibility of
finding a job as good as the contracted private job?” and the response options
ranged from 1 - Very Low to 5 - Very High. The second item was “How many
other jobs do you think you can find as good as the contracted private job?”
with response options ranging from 0 ‘None’ to 4 ‘Four or more’. The internal

consistency reliability of the scale was .71 in this study.
2.3.6. Job Search Behavior

Following the job search literature (e.g., Blau, 1994), job search behavior was
operationalized as a combination of job search intensity and job search effort.
As explained above, job search intensity refers to the frequency with which a
job seeker engages in certain behaviors related to finding a job such as
sending a resume; while job search effort refers to the overall effort spent while
conducting these behaviors.

Job search intensity was measured by five active job search behavior items
(Blau, 1994) translated to Turkish for this study by the researcher. The items
ask the frequency with which participants conducted five behaviors in the past
six months. The behaviors include completing an application blank for an
organization, attending a job interview, making a phone call to inquire about a
job opening, sending a resume, and personally visiting an organization to
inquire about a job opening. The response options are 1 = Never (0 times), 2
= Rarely (1 to 2 times), 3 = Occasionally (3 to 5 times), 4 = Frequently (6 to 9

times), and 5 = Very Frequently (at least 10 times).

Job search effort was measured by one item developed for this study. The
item was “In the past month, for how long have you searched job postings?”

The response options were 1 = For less than half an hour, 2 = For half an
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hour, 3 = For one hour, 4 = For one to two hours, and 5 = For more than two

hours.

The overall job search behavior variable was calculated by computing the
mean of job search effort and job search intensity variables. The internal

consistency reliability of the scale was .79 in this study.
2.3.7. Implementation Intentions

Implementation intentions measure was applied in an experimental fashion
using a between-groups design. Specifically, half of the participants who were
randomly selected were asked to specify the timing of certain behaviors they
need to do in order to participate in the selection tests such as purchasing a
ticket for traveling to the recruitment center, preparing the necessary
documents, etc. The other half were asked irrelevant control questions
examining the amount of information they had regarding different aspects of
the contracted private job (see Appendix — A for the items). In this way, those
who were asked about their specific plans regarding participating in the
selection procedures are forced to think about the process, resulting in the

forming of implementation intentions for these participants.

This method of implementation intention manipulation, in which those who are
asked about specific plans are considered to have formed implementation
intentions, is consistent with past studies examining the effect of forming
implementation intentions on future behavior (e.g., Budden & Sagarin, 2007,
Milne, Orbell, & Sheeran, 2002; Sheeran & Orbell, 2000). The resulting
variable is a binary variable with O referring to a participant who has not formed
implementation intentions and 1 referring to a participant who has formed

implementation intentions.
2.3.8. Amount of Information

The amount of information the participants had about each selection
procedure was measured with three items written for this study. The items

were presented with the phrase “How much information do you have about
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each of the below selection procedures?” and the selection procedures
included preliminary physical examination, physical ability test, and interview.
The response option ranged from 1 = “I do not know how this is conducted at
all” to 5 = “I know how this is conducted very well.” The internal consistency

of the scale was found to be .91 in this study.
2.3.9. Self-Efficacy about the Testing Procedures

Self-efficacy of the participants concerning each selection procedure was
measured by three items written for this study. The items were presented with
the phrase “Do you think you can be successful in the below selection
procedures?” and the selection procedures included preliminary physical
examination, physical ability test, and interview. The response option ranged
from 1 = “l cannot be successful in this” to 5 = “I can definitely be successful

in this.” The internal consistency of this scale was found to be .66.
2.3.10. Conscientiousness

The conscientiousness sub-scale of the BFI personality scale (John &
Srivastava, 1999), translated to Turkish by Sumer and Sumer (2002), and
validated by Sumer, Lajunen, and Ozkan (2005) was used to measure
conscientiousness. The scale was presented to participants with the phrase ‘I
see myself as a ... person”, and the sample items for conscientiousness
include ‘does a thorough job’, ‘is a reliable worker’, and ‘is easily distracted’
(reverse coded). As in emotional stability, the response options ranged from
1 = Strongly Disagree to 5 = Strongly Agree. The internal consistency of the

scale was .76 in the present study.
2.3.11. Information Search Intensity

The extent to which applicants search for additional information and the
specific sources they utilize after making an initial application was measured
by six items written for this study, each assessing the frequency with which
participants used a source of information to get information about the job. The

sources of information in the scale included internet forums, organizational
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official website run by the higher-level organization, Facebook groups, official
website run by the recruiting organization, information booklets, and
friends/relatives working in the organization. The response options range from
1 — I never looked into this source to 5 — | looked into this source more than
once a day. This scale was used in the Time-2 survey only. The overall
information search intensity was calculated by getting the mean of the
responses for each specific source of information. The internal consistency
reliability of the scale was found to be .79 in this study.

2.3.12. Withdrawal Status

The information regarding whether or not the applicants withdrew from the
recruitment process after initial application was obtained from the recruiting
center. Specifically, those who participated in the selection procedures were
coded as 1 = Present, and those who did not participate were coded as 0 =
Absent.

2.3.13. Self-Reported Reason for Withdrawal

In the Time-2 survey, those who did not participate in the selection procedures
were asked one-item to investigate the self-reported reasons for their
withdrawal behavior. Following the previous studies on the subject, the
response options were having to go to work on the selection day, having
something else to do on the selection day, losing application documents, not
being able to wake up on the selection day, finding another job, deciding that
the job is not a good fit, and not having intentions to participate in the first

place. An ‘other’ option was also provided.
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CHAPTER 3

RESULTS

The descriptive statistics for and the correlations between the variables
examined in this study are presented at Table 1. As can be seen in the table,
the correlations between the variables are generally in the expected direction.

3.1. Tests of the Hypotheses

Hypothesis 1 stated that a decrease in the perceptions of fit after initial
application would be positively related with applicant withdrawal from the job
application process. In order to test this hypothesis and the other hypotheses
proposing a difference between the applicants who participated and those
who did not, independent samples t-test was used such that withdrawal status
was used as the grouping variable. The results of this analysis revealed that,
supporting Hypothesis 1, there was a significant difference between changes
in perceptions of fit, t = -8.08, df = 466.68, p < .001, d = .60, with equal
variances not being assumed. The mean level of change in perceptions of fit
was -.34 (SD = .92) for those who did not participate in the selection tests and
.13 (SD = .63) for those who participated.

In addition to the hypothesis, the relationship between applicant withdrawal
and perceptions of fit at two time points were analyzed separately in an
exploratory fashion. The results of these analyses revealed that, the most
predictive of applicant withdrawal was fit perceptions at Time-2, which was
measured at the time of the selection tests for those who participated and
soon after they failed to participate for the non-participant group. The
correlation between fit perceptions at Time-2 and applicant withdrawal was r
= .38. This is a much stronger correlation than the relationship between fit
perceptions at Time-1 and withdrawal behavior, which was r = .07.
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Table 1

Descriptive Statistics for and Correlations among the Variables Examined in This Study

1 2 3 4 5 6 7 8 9 10 11 12

1. Time Interval N/A

2. Change in Perceptions of Fit .070* 79

3. Employment Status -.008 .039 N/A

4. Emotional Stability -.048*  -.084*  -.022 .70

5. Perceived Alternatives .029*  -.028  .045** -.069** 71

6. Job Search Behavior .047** -.017 - 173** .000 -.129** .79

7. Implementation Intentions -008  -058  -.022 .007 009  -.021 N/A

8. Information about the Testing -.091*  -102** -.027* 197 -.004 .060** -.007 91

9. Self-Efficacy about the Testing -.028* -.080* -.009 .198** -.016 .021 -.002 .252** .66

10. Conscientiousness -.028*  -.118** .007 .664**  -.047* .006 -.006 .191** .207** .76

11. Information Search Intensity -.022 .108** -.058 129** -.046 .138** -.002 .135* .114%* 119** .79

12. Withdrawal Status -216%  .203*  .040*  .066** -105* -018  .033*  .092*  .063*  .062* .186**  N/A
Mean 51.81 -.04 .45 4.13 2.16 1.95 .50 3.29 2.76 4.41 3.17 .25
Standard Deviation 19.77 .78 .50 .60 1.03 .96 .50 1.14 37 .53 .90 43

Note. The values in the diagonal represent the Cronbach’s Alpha statistics. Time interval was measured in days. Employment status, implementation
intentions, and withdrawal status were binary variables (0 or 1). Other variables were measured via Likert-type scales (1-5).

*p<.05 **p<.01



When perceptions of fit at Time-2 are compared for the participant and the
non-participant group, there is a highly significant difference, t = -10.34, df =
418. The mean level of fit for the participant group is M = 452, SD = .51,
whereas the mean level of fit for the applicants who withdrew from the process
is M =3.94, SD = .90. When the mean levels of fit at Time-1 are compared for
the participant and the non-participant group, although significant, the
difference is much smaller than at Time-2, t = -5.47, df = 5344, with the mean
level of fit for the participant being M = 4.40 (SD = .57) and for the non-
participant group M = 4.30 (SD = .59).

Hypothesis 2a stated that there would be a positive relationship between time
interval and the extent to which applicants would withdraw. In order to test the
possibility of an association, an independent samples t-test was conducted
such that participation status was used as the grouping variable and time
interval was used as the independent variable. The results revealed that there
was a significant difference, t = 16.00, df = 2265.74, p < .001, d = .51, not
assuming equal variances. The mean time interval for the non-participant
group was M =54.27, SD = 19.27 whereas the mean for the participant group
was M =44.45, SD = 19.40.

Hypothesis 2b suggested that the relationship between time interval and
withdrawal would be stronger for unemployed participants as compared to
employed participants. In order to examine this, a moderated logistic
regression analysis was conducted using the process macro by Hayes (2008).
The results of the analysis revealed that the interaction term was not
significant, 8 = .00, p = .497, leading to the rejection of Hypothesis 2b.

Hypothesis 3a stated that change in perceptions of fit would partially mediate
the relationship between time interval and applicant withdrawal. First, in order
to examine the first requirement of a mediation effect, the relationship between
time interval and change in perceptions of fit was examined (Baron & Kenny,
1986). The correlation coefficient between the change in perceptions of fit and
the time interval variable was significant, r = .07, p < .05, suggesting that

longer time intervals were related with an increase in the perceptions of fit.
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However, this relationship was in the opposite direction than expected. It is
likely that this was the result of a methodological artifact. Specifically, some of
the applicants who completed the Time-1 survey and participated in the
selection tests could not be administered the Time-2 survey because their
testing day was earlier than the rest of the participants. However, those who
did not participate were invited to the Time-2 survey and some of them (N =
99) participated. These individuals had shorter time intervals (M = 28.04, SD
= 5.71), and higher levels of decrease in perceptions of fit (M = -.25, SD =
.91), than the remaining participants in the Time-2 survey. It is likely that the
inclusion of these individuals in the analyses resulted in an uneven influence
on the results, leading to a significant positive relationship between time
interval and change in perceptions of fit. In fact, when these individuals are
not included in the analysis, the correlation between time interval and change
in perceptions is no longer significant, r = -.02, p = .554. This finding suggests
that the first requirement of a mediation effect was not met, leading to the

rejection of Hypothesis 3a.

Hypothesis 3b stated that the relationship between time interval and decrease
in perceived fit would be moderated by information search intensity after
making the initial application. This interaction term was tested using the
process macro by Hayes (2008). The analysis revealed that the interaction
term was non-significant, 8 = .00, p = .346, leading to the rejection of the
hypothesis. This suggests that at all levels of the amount of information search
after the initial application, the effect of time interval on the changes in

perceived fit is similar and non-significant.

Research Question 1 asked if the source of information used after making an
initial application influenced the direction of change in the perceptions of fit. In
order to examine this, correlation coefficients between the extent to which
participants used each source and the change in perceptions of fit were

calculated (see Table 2).

56



Table 2

Descriptive Statistics for and Correlations between the Sources of Information
and Change in Perceptions of Fit

1 2 3 4 5 6 7

1. Internet Forums
2. Official Organizational 5ggkF .

Website - 1
3. Facebook Groups A20% 326" ---
4. Official Organizational 6185 58O 203k ...

Website - 2
5. Information Booklet 573 496%* 257 7207 ---

6. Friends Working in the
Organization

7. Change in Perceptions
of Fit

.256* . 257*  307* .264** .302** ---

.072* .075* .058 .096** .097** .049 ---

Mean 344 314 245 372 361 253 -04

*p<.05 *p<.01

The results revealed that an increased use of four of the sources examined in
the study was associated with a positive change in perceptions of fit.
Specifically, the correlation between change and using internet forums was
.07, p < .05, using the higher-level website was r = .08, p < .05, recruiting
organization’s official website was r = .10, p < .01, and using the information
booklet about the job was r = .10, p < .01. Although not very strong, these
correlations indicate that searching for more information about the job after
making an initial application using these sources was associated with an
increase in perceived fit. Examining the usage patterns at the descriptive level,

it was found that the applicants reported using recruiting organization’s official
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website the most, followed by the information booklet, internet forums, and the
higher-level organization’s official website. The applicants reported relatively
lower usage for Facebook groups and friends in the organization. In order to
compare overall usage for user-generated content (UGC) sources and
organization-generated content (OGC) sources, two variables were created
for each source type. A paired-samples t-test was conducted to compare if
there was a significant difference between the usages of two source types.
The results revealed that OGC sources were significantly more likely to be
used, t =-20.85, df =816, p <.001, d = .66. The mean usage for UGC sources
was M = 2.83, SD = 1.03 while the mean usage for OGC sources was M =
3.49, SD = .98.

Hypothesis 4 stated that there would be a positive relationship between
applicant emotional stability and the extent to which applicants would
withdraw. In order to test this hypothesis, an independent samples t-test was
conducted. The results revealed that there was a significant difference, t = -
4.87, df = 5344, p < .001, d = .15, assuming equal variances. The mean
emotional stability for the non-participant group was M = 4.11, SD = .61
whereas the mean for the participant group was M = 4.20, SD = .58.

Hypothesis 5 stated that there would be a positive relationship between the
extent to which applicants perceived that they had other job alternatives and
withdrawal from the job application process. In order to test this hypothesis,
an independent samples t-test was conducted. The results revealed that there
was a significant difference, t = 8.04, df = 2454.13, p < .001, d = .25, not
assuming equal variances. The mean level of perceived alternatives for the
non-participant group was M = 2.22, SD = 1.05 whereas the mean for the
participant group was M = 1.97, SD = .96.

Research Question 2 asked if there was a relationship between the effort and
intensity of the job search behavior and the extent to which participants would
perceive that they had other job alternatives. Examining Table 1, it can be
seen that there is a significant negative correlation between job search

behavior and perceived alternatives, r =-.13, p < .01. This result suggests that
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an increased amount of job search behavior does not translate into more
employment alternatives. To the contrary, more effort and intensity when
looking for employment options was found to be associated with a smaller

number of perceived alternatives.

Hypothesis 6 stated that applicants who formed implementation intentions
would be less likely to withdraw than job seekers who did not form
implementation intentions. Given both nominal independent and dependent
variables, a chi-square test of independence was performed to examine the
relationship between implementation intentions and withdrawal status. The
relationship between these variables was significant, X? (1, N = 5346) = 5.87,
p < .05, @ = .03. Next, in order to test the possibility that the effect of
implementation intentions may have diminished over time for especially longer
time intervals between initial application and administration of the selection
tests, two time interval groups were created such that those who had longer
time intervals than the mean were included in the longer group and those who
had shorter intervals were included in the shorter group. Running the chi-
square test of independence separately for long and short interval groups, it
was found that time interval influenced the effect of implementation intentions
on withdrawal behavior. Specifically, while the association was non-significant
for long interval group, X2 (1, N = 3287) = .32, p = .579; there was a significant
relationship between forming implementation intentions and applicant
withdrawal for relatively shorter time intervals, X2 (1, N = 2059) = 7.80, p < .01,
¢ = .06. Thus, these results indicate that when the time interval is relatively
short, those who formed implementation intentions were less likely to

withdraw. Overall, these results support Hypothesis 6.

Hypothesis 7 stated that the amount of information an applicant has about the
testing procedures would be negatively related with applicant withdrawal from
the job application process. In order to test this hypothesis, an independent
samples t-test was conducted. The results revealed that there was a
significant difference, t = -6.73, df = 5344, p <.001, d = .21, assuming equal

variances. The mean level of information about testing procedures for the non-
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participant group was M = 3.23, SD = 1.14 whereas the mean for the
participant group was M = 3.47, SD = 1.12. These results indicate that
applicants who had more information about the testing procedures were less
likely to withdraw from the application process, supporting the hypothesis.

Hypothesis 8 stated that the amount of self-efficacy an applicant has about
the testing procedures would be negatively related with applicant withdrawal
from the job application process. In order to test this hypothesis, an
independent samples t-test was conducted. The results revealed that there
was a significant difference, t = -4.85, df = 2495.78, p < .001, d = .17, not
assuming equal variances. The mean level of self-efficacy about testing
procedures for the non-participant group was M = 2.74, SD = .38 whereas the
mean for the participant group was M = 2.80, SD = .34.. These results
indicated that applicants who had more self-efficacy about the testing
procedures were less likely to withdraw from the application process,

supporting the hypothesis.

One factor which may have influenced this relationship may be the relatively
low reliability of the self-efficacy scale (a = .66). The reason for this low
reliability can be that the scale examines self-efficacy for physical procedures
with two items and a mental procedure (i.e., the interview) with one item. It is
possible that applicants have higher levels of self-efficacy for physical
screening but lower levels of self-efficacy for mental procedures, or vice versa.
In fact, when examined at the item level, the mean level of self-efficacy
reported by applicants for the interview (M = 2.68, SD = .51) is significantly
lower than both physical screening (M =2.78, SD = .48,t=13.03, p<.001, d
= .20) and physical ability test (M = 2.81, SD = .44, t=18.88, p <.001,d =
.27). Thus, in order to examine this possibility, a new self-efficacy variable was
created which included only the items with physical content, and the remaining
item was left as the indicator of self-efficacy for mental procedures. The mean
comparisons with the new variables revealed that the largest mean difference
was observed for the interview, Mgit = .068, compared to physical (Mgt = .046)
and overall self-efficacy (Mdif = .053) between those who participated and
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those who did not. The resulting correlations were r = .05 for physical
procedures and r = .06 for mental procedures. Using the Fisher r-to-z
transformation, the difference between correlation coefficients was non-

significant, z = .52, p = .603.

Finally, Hypothesis 9 stated that applicant conscientiousness would be
negatively related with applicant withdrawal from the job application process.
In order to test this hypothesis, an independent samples t-test was conducted.
The results revealed that there was a significant difference, t = -4.68, df =
2357.24, p <.001, d = .13, not assuming equal variances. The mean level of
conscientiousness for the non-participant group was M = 4.39, SD = .53
whereas the mean for the participant group was M = 4.46, SD = .51. These
results indicated that applicants who were higher in conscientiousness were

less likely to withdraw from the application process, supporting the hypothesis.

To summarize, it was found that change in perceptions of fit, information
search intensity, emotional stability, conscientiousness, and the amount of
information and self-efficacy regarding selection procedures all had negative
relationships with applicant withdrawal; and time interval and perceived
alternatives had positive relationships. It was also found that those who had
formed implementation intentions were less likely to withdraw. Thus, most of
the hypotheses of this study are supported (see Appendix — C for a summary
of the findings).

3.2. Additional Analyses

In the Time-2 survey, those who did not participate in the selection tests were
asked about the reasons for their withdrawal. During the analysis phase, the
open-ended responses written by the participants who had selected the ‘other’
option were also analyzed and classified into either one of the existing
response options or newly created categories by two independent raters. The
two raters agreed on the vast majority of the cases (97%), and the remaining
cases were agreed upon after discussions on each. The self-reported reasons

provided for the withdrawal behavior by applicants, in order of frequency, were
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having to go to work on the selection day (38%), having something else to do
on the selection day (20%), losing or not being able to complete the application
documents (11%), deciding that the job was not a good fit (10%), learning that
they did not have the physical requirements for the job after making the
application (10%), financial problems (9%), not getting the invitation for the
selection procedures (8%), family not allowing to participate (5%), and finding
another job (4%). These findings largely overlap with previous studies which
examined self-reported reasons for withdrawal from job application (e.g.,
Ployhart et al., 2002; Ryan et al., 2000; Schmidt & Ryan, 1997)

In an exploratory fashion, the correlations between the variables examined in
this study and their descriptive statistics were examined separately for those
who did not participate in the selection procedures (see Table 3) and those
who did (see Table 4). Notable differences were that for the non-participant
group, the relationship between time interval and change in perceptions of fit
was no longer significant, the relationship between conscientiousness and
change in perceptions of fit was non-significant, there was a significant
negative correlation between time interval and information search intensity,
emotional stability was not related with change in perceptions of fit, and
information search intensity was no longer related with change in perceptions
of fit.

For the participant group, change in perceptions of fit was again not related
with time interval, the relationship between emotional stability and change in
perceptions of fit was stronger than the full sample but in the same direction
(i.e., negative), and the relationship between conscientiousness and change
in perceptions of fit was also stronger than the full sample but in the same

direction (i.e., negative).
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Table 3
Descriptive Statistics and Correlations for the Non-Participant Group

1 2 3 4 5 6 7 8 9 10 11 12

1. Time Interval

2. Change in Perceptions of Fit -.097 -

3. Employment Status -.001 .087

4. Emotional Stability -041*  -.064 -.029

5. Perceived Alternatives .007  -012  .062**  -.056*

6. Job Search Behavior .030  -031 -187* .006  -.135%

7. Implementation Intentions 019  -114*  -.007 .001 .032*  -.025 -

8. Information about the Testing -067*  -139* -.045% .181**  .007  .054**  -.007

9. Self-Efficacy about the Testing -.012 -.132* -.002 .199** -.003 .020 .004 .256** ---

10. Conscientiousness -.028 -.110 .002 .662**  -.036* .011 -.006 .182* [ 208** ---

11. Information Search Intensity - 175* .020 -.067 131* -.061 .138* .014 .169* .136* 123* ---

12. Withdrawal Status N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A ---
Mean 54.28 -0.34 0.44 411 2.22 1.96 0.49 3.23 2.74 4.39 2.94 0.00
Standard Deviation 19.27 0.92 0.50 0.61 1.05 0.97 0.50 1.14 0.38 0.53 1.00 0.00

Note. The values in the diagonal represent the Cronbach’s Alpha statistics. Time interval was measured in days. Employment status, implementation
intentions, and withdrawal status were binary variables (0 or 1). Other variables were measured via Likert-type scales (1-5).

*p<.05 **p<.01
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Table 4
Descriptive Statistics and Correlations for the Participant Group

1 2 3 4 5 6 7 8 9 10 11 12

1. Time Interval -

2. Change in Perceptions of Fit .041

3. Employment Status .007 .024

4. Emotional Stability -016  -.155**  -011 -

5. Perceived Alternatives .004 .060 .009  -.086**

6. Job Search Behavior .086**  -038 -.127** -018  .086*

7. Implementation Intentions -060*  -033 -.074*  .020 -.049 -.004

8. Information about the Testing -091**  -.114* .010 .231** 003 085  -017

9. Self-Efficacy about the Testing -.024 -.096* -.046 181**  -.035 033 031 00w

10. Conscientiousness 028  -178* 014 B65**  -056*  -.005 013 202%  189%

11. Information Search Intensity -004  .093*  -043  .107*  .024  .126® -022  .105*  .076  .099* -

12. Withdrawal Status N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A NUA
Mean 4445 013 048 420 197 192 053 347 280 446 329 100
Standard Deviation 1940 063 050 058 096 093 050 112 034 051 082 0.0

Note. The values in the diagonal represent the Cronbach’s Alpha statistics. Time interval was measured in days. Employment status, implementation
intentions, and withdrawal status were binary variables (0 or 1). Other variables were measured via Likert-type scales (1-5).

*p<.05 **p<.01



After examining the individual links hypothesized in the study, a path analysis
was conducted in Lisrel v.9.2 to test the proposed model in full (see Figure 1).
Since some of the variables were only available for the sub-sample which
participated in the Time-2 survey, the model was tested on this sub-sample
only (N = 856). For two missing cases on the information search intensity
variable (and its product term with time interval variable to test the
moderation), mean replacement was used. Finally, in order to keep the model
parsimonious, not the observed variables (i.e., survey items) but the
measured variables (i.e., measured constructs) were used in the model. The
results of the analysis revealed that the model fit was good (see Figure 2).
The model fit statistics were X? = 62.07, df = 10, RMSEA = .08 (90% CI = .06
- .10), CFl = .99, NFI = .99, AGFI = .90. These findings indicate that the
variables examined in this study can be used together to explain withdrawal

behavior.
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Figure 2. Results of the path model.

After establishing that the study variables could be used to predict withdrawal
status, a logistic regression analysis was conducted to examine the

usefulness of each predictor in the presence of others. The results of the
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analysis revealed that the overall model was statistically significant, X? =
263.41, df = 10, p <.001. The percentage of the cases correctly classified was
64.2% in the null model, which increased to 77.4% after the addition of the
variables in the model. An examination at the predictor level revealed that in
the presence of other variables, only time interval, change in perceptions of
fit, perceived alternatives, and information search intensity were significant

predictors of withdrawal behavior, see Table-5.

Table 5

Summary of Logistic Regression Analysis for Variables Predicting Withdrawal

Status

B SEB) Wald df p Exp(B)

Time Interval .067 .007 95326 1 .000 1.070
Change in Perceptions of Fit 1.032 .129 64.497 1 .000 2.807
Employment Status -.202 A71 1.395 1 .238 817
Emotional Stability .216 .188 1.322 250 1.241
Perceived Alternatives -.329 .083 15.618 .000 .720
Implementation Intentions .300 172 3.043 .081 1.349
Self-efficacy about the Testing  .386 .244 2.504 A14 1471

423 1.196

1

1

1
Information about the Testing .069 .080 741 1 .389 1.072

1

Conscientiousness 179 224 .641 1

1

Information Search Intensity 454 100 20.448 .000 1575

Note. Time interval was measured in days. Employment status and implementation intentions

were binary variables (0 or 1). Other variables were measured via Likert-type scales (1-5).
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CHAPTER 4

DISCUSSION

4.1. Hypotheses

The purpose of this study was to examine the predictors of applicant
withdrawal from the job application process in a military context. To this end,
this study utilized the concept of intention-behavior gap as its theoretical
framework, with the assumption that making an application to a job indicates
existence of an initial intention to pursue the job opportunity, and later
withdrawal behavior demonstrates a failure to enact those intentions. Results
suggested that change in perceptions of fit, information search intensity after
initial application, applicant emotional stability and conscientiousness, and
the amount of information and self-efficacy regarding selection procedures all
had negative relationships with applicant withdrawal; whereas time interval
after the application and perceived alternatives had positive relationships.
Type of intentions (goal vs. implementation intentions) also predicted
applicant withdrawal such that those who had formed implementation
intentions were less likely to withdraw. In addition, self-reported reasons for
withdrawal were also examined, which included scheduling conflicts, issues
regarding application documents (i.e., losing or not being able to complete),
deciding that the job was not suitable, not having some of the requirements
for the job, not being able to travel because of financial problems, not receiving
the invitation for the tests, family not allowing to participate, and finding
another job. As the first study which examined intention-behavior gap in a
recruitment context, these results indicate that predictors of intention behavior
gap can be successfully used to predict applicant withdrawal from a job

application process.
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The first hypothesis tested in this study examined if applicant withdrawal could
be predicted by the level of decrease in perceptions of fit after making the
initial application. The results confirmed this hypothesis. This finding is in fact
consistent with the previous literature on the predictors of job choice, which
suggests that perceptions of fit are likely to change throughout the recruitment
process (Swider et al., 2015), and that initial levels of perceptions of fit may
not be a good predictor of later job choice behavior (Chapman et al., 2005).
Specifically, Chapman and colleagues found that while the correlation
between perceived fit and job pursuit intentions was very strong, the
relationship between perceived fit and job choice was non-significant. Among
other potential explanations, these authors proposed that this attenuation of
correlation coefficients could be due to a range restriction in the predictor
variable, occurring as a result of voluntary withdrawal by those who perceived
lower levels of fit with the job opportunity. The results of this study provide a
direct test of this proposition, and confirm the possibility that those who
experience lower levels of fit actually self-select out of the process. In addition,
in accordance with Swider and colleagues (2015), the findings of this study
confirm the proposition that perceptions of fit evolve over time, and not the
initial level of perceived fit, but the perceived fit at the time closest to the
behavioral outcome is useful in predicting job choice decisions.

Hypothesis 2a suggested that there would be a positive relationship between
time interval and the extent to which applicants would withdraw. The results
confirmed this hypothesis as time interval was a highly significant predictor of
withdrawal status. This is in fact not surprising and congruent with the previous
literature on the issue (e.g., Arvey et al., 1975; Schreurs et al., 2009). It is
likely that as the time interval between the initial application and selection tests
gets longer, applicants may find other jobs, their perceptions of fit may change,
other occurrences which make the job no longer desirable may be more likely,
or simply the frustration stemming from the long wait may result in withdrawing
from the applicant pool. Future research should examine potential
mechanisms linking time interval to applicant withdrawal using more advanced
methodologies. One promising methodology can be taking multiple
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measurements between the application and the selection tests and applying
growth curve modeling to estimate the complex nature of the relationship

between the constructs.

Hypothesis 2b suggested that the relationship between time interval and
withdrawal status would be stronger for unemployed participants as compared
to employed participants. The reasoning behind this hypothesis was that
unemployed individuals would be in pressing need to find a job as quickly as
possible, and this would potentially lead them to accept another job offer
during the time interval between the application and the selection procedures.
The results of the moderated logistic regression analysis did not confirm this
expectation as the relationship was equally strong for both employed and
unemployed individuals. One explanation for this finding can be that since
unemployed individuals are less employable than employed individuals in the
first place, they may be obliged to stay in the applicant pool even in case of
longer time intervals. Indirect support for this proposition comes from the study
by Griepentrog et al.(2012), who found that employed individuals were more
likely to withdraw from the applicant pool than unemployed applicants in their

sample.

In order to test the possibility that there would be a difference between
employability levels, an independent samples t-test was conducted in which
perceived alternatives was compared for employed and unemployed
applicants. This comparison is meaningful because the extent to which
applicants perceive that they have other alternatives is likely to influence
whether or not they will stay in the applicant pool, as indicated by the negative
correlation between perceived alternatives and withdrawal status variables.
The results of the analysis revealed that, consistent with the expectations,
unemployed individuals reported having significantly less alternatives than
employed individuals, t =-3.27, df = 5031, p <.01. Thus, it is possible that this
lower employability may have forced unemployed applicants to stay in the
applicant pool at comparable rates to employed applicants; even in the case

of a longer time interval between the initial application and the selection tests.

69



Hypothesis 3a was that the relationship between time interval and applicant
withdrawal was partially mediated by change in perceptions of fit. However,
this hypothesis was not supported as the results revealed that there was not
a relationship between time interval and change in perceptions of fit, failing to
satisfy the first requirement of a mediation effect. A potential explanation for
this null finding can be that the type of the job and the overall socio-economic
status profile of the applicants may influence the effect of time interval on
perceptions of fit. Specifically, for higher level jobs which attract individuals
with higher education levels, frustration stemming from long waiting periods
after making the application may lead to a decrease in perceptions of fit.
However, it may be that for low level jobs which attract individuals from lower
social classes, shorter durations may not be an expectation in the first place.
In addition, the job examined in this study was in the public sector, and
therefore the fact that the employer was a state organization might have
contributed to this effect. Potential evidence for this explanation comes from
Rynes et al. (1991), who found that there were some contingency variables
which limited the signaling value of negative recruiting experiences and
reduced the likelihood that they led to withdrawal behavior. One such
contingency variable was prior knowledge of the organization. Accordingly,
given the fact that the recruiting organization in this study was a public sector
employer widely known by all applicants, it is possible that longer delays were
not interpreted as negative signals about the organization. Future research
should examine this potential moderation by job type and prior knowledge
about the organization in the relationship between time interval and change in

perceptions of fit.

Another potential explanation can be that since the change variable was
obtained by calculating the difference between fit scores at Time-2 and Time-
1, it is likely that a large amount of variance was lost. This may have
contributed to the null relationship between time interval and change in
perceptions of fit. In addition, another potential reason for the possibility of a
small variance in the change in perceptions of fit has to do with the specific
job examined in this study. Specifically, since the participants were applicants
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for a low-level military job, the job may have largely attracted individuals of a
certain type who are inclined to serve in the armed forces. This may have
resulted in relatively stable perceptions of fit, leading to a little variance in the
change variable.

Hypothesis 3b was that the relationship between time interval and change on
perceptions of fit would be moderated by information search intensity. The
results of the analysis revealed that there was not a significant interaction
effect. The findings that there is not a relationship between time interval and
change in perceptions of fit, and that there is no moderation by information
search intensity can be explained by the tenets of a decision-making model of
job choice. Specifically, Soelberg (1967) proposed that at some point when
looking for jobs, an implicit choice is made and people stop actually seeking
to generate new job opportunities. However, since this choice is implicit, they
still seemingly search for other options and do not stop their job searches.
Given the sample of this study consisted of individuals who have made an
application to a job, it is likely that most of the participants had made their
implicit choices by the time they made their applications (and therefore when
they completed the survey). In accordance with Soelberg (1967), any search
for information at this stage is likely to be mostly confirmatory, so it is in fact
not surprising that information search intensity does not moderate the

relationship between time interval and change in perceptions of fit.

The first research question examined if there was a relationship between the
source of information used after making the application and change in
perceptions of fit. The emphasis was especially on comparing the
organization-affiliated sources and sources which housed word-of-mouth
information. The results did not confirm these expectations as there was no
difference between sources of information in terms of the direction of change
in perceptions of fit resulting from increased usage. Instead, more use was
associated with more positive change in perceptions of fit for each of the
sources, regardless of the type of content (UGC vs. OGC) hosted by the

source. It looks like the effect worked through a different mechanism.
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Specifically, it seems that those who were more inclined to participate in the
selection procedures were more likely to use those sources of information to
learn more about the job and the selection procedures. This explanation is
also congruent with Soelberg’s (1967) model, which posits that information

search after making an implicit choice is mostly confirmatory.

When the mean levels of usage was compared among the sources, it was
found that there was a preference towards OGC sources as indicated by
higher means for usage variables. Although not directly examined in this
study, based on the findings in the literature (e.g., Kiousis, 2001) these results
indicate that applicants find the sources hosting OGC credible. In fact, these
results are consistent with recent literature on the issue. Specifically, in an
unpublished thesis, Acikgoz (2013) found that job applicants were more likely
to prefer using organization-generated content when looking for information
about a job opportunity, potentially as a result of higher expertise ascribed to
organization-affiliated sources of information. Thus, these results replicate the
finding by Acikgoz (2013) and suggest that organizations’ efforts regarding

providing information about job openings on their websites is well-justified.

Hypothesis 4 proposed that there would be a positive relationship between
applicant emotional stability and the extent to which applicants would
withdraw, and the results of the analyses confirmed this expectation.
Emotional stability is an important variable in the employment context because
it is one of the variables which have been found to influence job performance
in a positive way. For example, in their meta-analysis of 15 prior meta-
analyses, Barrick, Mount, and Judge (2001) found that emotional stability was
a valid predictor of job performance across jobs. Therefore, the results
observed in the present study suggests that not all withdrawal from the
applicant pool is detrimental for the recruiting organization. Despite its
negative effect on the amount of applicants organizations can choose from,
given the finding that applicants with lower levels of emotional stability are

more likely to withdraw, it seems that at least some of the applicants who are
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lost at this stage would have been low performers, had they participated in the

selection tests and were hired eventually.

Hypothesis 5 suggested that there would be a positive relationship between
the extent to which applicants perceived that they had other job alternatives
and withdrawal behavior. The results of the analyses confirmed this
hypothesis. As explained above, the job examined in this study was a low-
level job and therefore it is not surprising that those who perceived that they
had other job alternatives were more likely to withdraw from the applicant pool.
However, regardless of the job level, having the perception that one has many
job alternatives can be seen as an indicator of perceived employability, and
recent research suggests that perceived employability can be used as a
resource to gain a better employment situation under certain conditions
(Cuyper, Makikangas, Kinnunen, Mauno, & Witte, 2012) such as having a low
level of commitment to the organization (Acikgoz, Sumer, & Sumer, 2016). In
support of this proposition, Acikgoz et al. (2016) found that affective
commitment moderated the relationship between perceived employability and
employees’ turnover intentions such that there was a stronger and positive
relationship when affective commitment was low. Therefore, it is plausible that
applicants with more perceived alternatives are more likely to withdraw from

the job application process.

On the other hand, there is another potential mechanism which may have
lowered the relationship between perceived alternatives and applicant
withdrawal. As explained above, since this study examined a low-level military
position, it is possible that the job may have attracted individuals who were
especially inclined towards military. Thus, as would be expected from such an
applicant profile, some of the participants may have chosen to stay in the
applicant pool regardless of the number of other employment options they had
or perceived to have. This may have influenced the observed relationship
between perceived alternatives and applicant withdrawal. Accordingly, future

research examining job seeker behavior in a military context should also
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evaluate inclination towards military positions as another potential predictor of

applicant withdrawal.

The second research question in this study asked if there was a relationship
between job search behavior and the extent to which participants would
perceive that they had other job alternatives. This was set up as a research
guestion because there were justifications available for both a positive and a
negative relationship. The correlation between job search behavior and
perceived alternatives was significant and negative in the current study. That
is, those who search for jobs with more effort and intensity reported lower
levels of perceived alternatives. Of course, it is important to note that this is a
mere correlation and since both variables were measured at Time-1, it is not
possible to claim any causality. However, given the characteristics of the
sample (i.e., lower socio-economic status individuals applying for a low-level
job) and the logical ordering of the variables, the negative correlation
coefficient between job search behavior and perceived alternatives in this
current sample suggests that for individuals with lower socio-economic
statuses, having a smaller number of perceived alternatives may lead to an

increased effort in searching for jobs.

On the other hand, it is possible that for higher level white collar jobs, the
chronological order of the variables and the direction of the relationship may
be reversed such that spending more effort and intensity when searching for
jobs may lead to having more alternatives. In fact, when the methodology
applied in Saks (2006) is examined with a bit more scrutiny, it can be seen
that the participants in that study were senior level undergraduate business
students, who clearly would have gone after higher level jobs than the job
examined in this study. Thus, one implication of this finding is that future
research should examine participants from and jobs appealing to varying
levels of socio-economic statuses and examine this potential moderation
effect by job type and participants’ characteristics in the relationship between

job search behavior and perceived alternatives.
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The sixth hypothesis of this study proposed that applicants who formed
implementation intentions would be less likely to withdraw than those who did
not form implementation intentions. The results of chi-square analyses
confirmed the hypothesis as participants who had formed implementation
intentions during the Time-1 survey were more likely to participate in the
selection tests than those who did not. However, although significant, the
effect size was very small. One reason for this small effect size may be that in
the context of participating in the selection procedures, there are many other
potentially much more salient reasons for why an applicant would withdraw.
As explained above, the mechanism through which implementation intentions
are thought to be effective is by increasing the accessibility of the behavior in
people’s memories. Since the behavior examined in this study (i.e.,
participating in the selection tests for a job to which one has applied) was most
likely already very accessible in many applicants’ memories, it is no surprise
that the effect size was small. However, the existence of an effect, regardless
of the size, means that organizations may still benefit from using
implementation intentions as part of their recruiting efforts given the low cost

of the application.

Another potential reason for why the effect size was very small in this study
can be that the mean time interval between the intention and the behavior was
very long. Since implementation intentions are thought to work by increasing
the accessibility of the behavior in memory, it is possible that this effect may
diminish over time, resulting in implementation intentions not being effective
over longer time intervals. In fact, support for this possibility comes from a
meta-analysis by Webb and Sheeran (2006), who examined the contingency
variables influencing the effectiveness of implementation intentions. These
researchers found that a change in intentions had a greater impact on
behavior (d = .46) when the time interval was shorter (i.e., lower than the
median value) compared to when it was longer (d = .23). Thus, in order to test
this possibility, two time-interval groups were created such that those who had
time intervals lower than the mean was assigned into the short interval group
and the others were assigned to the long interval group. The results confirmed
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that implementation intentions were much more effective for shorter intervals
compared to longer intervals as the effect was no longer significant for the
long interval group and the effect size was larger than the overall sample for
the short-interval group. Although still a small effect, the effect size for the

shorter interval group was two times that of the overall sample.

The seventh hypothesis proposed that the amount of information an applicant
had about the testing procedures would be negatively related with applicant
withdrawal from the job application process. The results confirmed this
hypothesis as a significant association was observed between having more
information about the selection procedures and staying in the applicant pool.
However, one caveat of the correlation coefficients is that they do not say
anything about the direction of the causal mechanism, and given the study
design and length constraints of the survey, it was not possible to obtain data
on other variables which could potentially influence this relationship. Playing
the devil’s advocate, it is possible that there is another potential mechanism
which may have led to this effect. That is, rather than having more information
regarding the selection activities resulting in a decreased likelihood of
withdrawal, it is also possible that another variable such as an increased
desire to get the job and thus more serious intentions to participate in the first
place may be resulting in applicants both seeking more information and
participating in the selection tests. Unfortunately, even though this study takes
an important first step and shows that there is an association between amount
of information and withdrawal status, the data is not available to more deeply
examine the mechanisms underlying this relationship in the current study.
Future research should apply a longitudinal design such as growth modeling
and take multiple measurements of amount of information in a multiple hurdle
process to examine if changes in the amount of information between different
hurdles influence the likelihood of participating in each hurdle. Examining this
relationship on a set of hurdles with varying levels of difficulties applied at
different times would ensure that the effect of an increased decisiveness at
the intra-individual level would be eliminated. Future research should also take
other potential extraneous variables into account to examine the pure effect
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of the applicants’ amount of information about selection tests on withdrawal

behavior.

The eighth hypothesis was that the amount of self-efficacy applicants have
about the testing procedures would be negatively related with applicant
withdrawal from the job application process. The results confirmed this
hypothesis and a small to moderate effect was found between higher levels of
self-efficacy and lower likelihood of withdrawal. Examining the association at
the item level, it was found that applicants ascribe varying levels of self-
efficacy to each hurdle in a selection battery, especially when both physical
and mental procedures are applied. However, the difference was not very
large and the difference in associations between each type of selection
procedure and withdrawal was non-significant. Of course, this effect may not
generalize to other selection procedures as it does not mean that for every job
and with every pool of applicants, the same pattern of results regarding self-
efficacy will be observed. It is possible that for this specific selection battery,
the physical procedures applied were seen as easier than the mental
procedure. However, what this effect suggests is that participants ascribe
varying levels of self-efficacy for each selection hurdle, and rather than the
overall self-efficacy, hurdle-specific self-efficacy should be taken into account
by future researchers of the issue.

The above argument regarding the potential confounding variables on the
relationship between amount of information and withdrawal status is also
possible for the relationship between self-efficacy and applicant withdrawal.
Specifically, it is possible that those who had more serious intentions to
participate in the selection procedures in the first place had spent more time
preparing for the selections tests and this may have increased their levels of
self-efficacy. Unfortunately, as explained above, the design of the current
study does not allow for testing such a mechanism. Future research should
examine the effect of self-efficacy on applicant withdrawal on a multiple hurdle

selection battery.
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Finally, the ninth hypothesis of this study proposed that conscientiousness
would be negatively related with applicant withdrawal from the job application
process. The results confirmed this hypothesis as those who participated in
the selection procedures had higher levels of conscientiousness than those
who did not. This effect was actually expected given the extant research
suggesting that problems indicating a low level of conscientiousness is
frequently reported as the reason for withdrawal by some of the applicants.
Thus, similar to the relationship between emotional stability and applicant
withdrawal, this finding indicates that at least some of the withdrawal behavior

is actually beneficial for the recruiting organization.

4.2. Theoretical and Practical Implications

This study has a number of critical implications to help advance our
understanding of employee recruitment and job application processes in
general and military recruitment process in particular. First, the finding that the
initial level of fit is not a very strong predictor of later behavioral job choice
outcomes as a result of fit perceptions changing during the job application
process has important theoretical and practical implications for organizational
employee recruitment. Theoretically, this finding bolsters the proposition by
Swider and colleagues (2015) that perceptions of fit as a predictor of job
choice decisions should not be treated as a stable variable which progresses
in a linear fashion over time. Instead, applicants’ levels of perceptions of fit
tend to change during the stages of employee recruitment; and more
important than the initial level of perceived fit is the perceptions of fit at the
time of the behavioral decision point (e.g., participating in a selection test,
accepting a job offer, etc.). Accordingly, models of employee recruitment and
job search should acknowledge that perceptions of fit is not a stable variable
which can only be measured at one point in time, but instead changes as the
applicant progresses in the job application process. A related methodological
implication is that, studies examining predictors of job attraction should
acknowledge that range restriction is likely to occur during the stages of

recruitment, and thus apply longitudinal designs instead of cross-sectional
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designs in which they take measurement of the predictors at multiple points
during the job application process. In terms of practical implications of this
finding, it reaffirms the importance of the way in which organizations treat their
candidates during the recruitment process.

The finding that applicants are more likely to prefer organization-affiliated
sources to search for information after making an application has the practical
implication that organizations should maintain recruiting websites, make them
easily accessible to the applicants or potential applicants, and provide a good
amount of information describing the job and the selection procedures. This is
also important given the finding that there is a positive relationship between
searching for more information and change in perceptions of fit. This finding
suggests that candidates who perceived increased levels of fit with the
organization were in need of more information, and given the finding that an
increase in perceptions of fit is associated with a higher likelihood of staying
in the applicant pool, organizations should make a satisfactory amount of
information available on the channels available to them. This should include
information about the organization in general, as well as about each specific
job opening such as application requirements, selection process, and

compensation.

Another important finding of this study was that time interval was significantly
related with applicant withdrawal from the job application process. Among
those who made an application, only 25% patrticipated, and the rate was lower
for longer time intervals compared to shorter intervals. Although the underlying
mechanisms were not clear in the current study, and thus no theoretical
implications can be offered, practically this finding shows the importance of
streamlining the job application process in such a way that the interval
between steps and the overall time of recruitment is not very long. This is
especially important for large organizations which tend to hire too many
employees at one time. One way to achieve this can be that organizations
apply multiple testing sessions spread through the recruitment period in which

they test small batches of applicants and have them proceed quickly through
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several steps in a job application process. Another way can be that
organizations embed some pre-screening mechanisms inside their online
application systems, which eliminate some of the applicants from the
beginning and thus reduce the amount of applicants who proceed to the more
time-consuming procedures. In fact, the self-reported reasons for withdrawal
in the current study include learning that they did not have the requirements
for the job after making the initial application (10%). If a pre-screening
mechanism was in effect, these individuals would have been eliminated from
the beginning, reducing the overall workload and facilitating shorter
processing times for the recruiting center, resulting in a decreased waiting

time for the applicants who are invited to the recruiting center.

One self-reported reason for not participating provided by almost half of the
applicants was that they had to work or had something else to do on the
selection day. This demonstrates the importance that organizations provide
some flexibility to the applicants in the date in which they can take the
selection tests. In the current study, 45% of the applicants were employed,
and it is possible that some of these applicants were not able to take the trip
to the recruiting center on the selection day. Thus, organizations should
provide the applicants with a range of dates to choose from, potentially
including weekends. Another self-reported reason was that 9% of the
applicants reported not participating because of financial problems (not having
enough resources to take the trip to the recruiting center). This is in fact
consistent with the finding that inconvenience of the travel to the testing facility
was an important reason for withdrawal (Baskin et al., 2014). When
considered together, these two findings suggest that especially large
organizations which attract applicants from a large geographical area should
geographically spread their recruiting and testing facilities, and provide
applicants flexibility not only in terms of the time, but also the place they would
be willing to take the tests. This would reduce the amount of time required to
participate in the selection tests and therefore minimize the likelihood of

scheduling conflicts, and also reduce the financial burden on the applicants
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willing to participate in the selection procedures, resulting in an increased rate

of participation.

The finding that emotional stability and conscientiousness were associated
with applicant withdrawal contributes to the literature on intention-behavior
gap by confirming the finding that those who are higher in conscientiousness
are more likely to act upon their intentions (Rhodes & Dickau, 2013). However,
In Rhodes and Dickau’s review, emotional stability was not found to affect the
relationship between intentions and behavior. This study conflicts their
findings and finds that emotional stability actually influences the likelihood that
individuals are likely to act upon their intentions. However, the review by
Rhodes and Dickau included studies in the physical activity domain. Since this
is the first study examining intention-behavior gap in the recruitment domain,
it may be that emotional stability operates in a different way. Specifically, it
can be argued that people ascribe different levels of importance to the
outcomes of exercising and getting a new job such that the outcomes of a new
employment are more substantial in people’s lives; and this difference may
result in emotional stability not acting as a moderator in the exercise domain.
Future research should examine this potential moderation by the importance
people ascribe to the outcomes of their behaviors in intention-behavior gap.
Practically, the finding that both emotional stability and conscientiousness are
related with applicant withdrawal suggests that not all withdrawal from job
application is detrimental for the organization. That is, given their lower level
of conscientiousness and emotional stability, and the relationship between
these variables and job performance (Barrick & Mount, 1991), it seems that
some of the applicants who withdrew would have been low performers if they
were hired. This suggests that applicant withdrawal operates as a pre-
screening mechanism for applicants lower in conscientiousness and
emotional stability; and therefore organizations should not apply excessive

measures to make sure that all applicants participate in selection procedures.

Perceived employment alternatives was found to influence applicant

withdrawal such that those who perceived to have more alternatives were

81



more likely to withdraw from the job application process. Although not directly
asked in the current study, the applicants who reported having more
alternatives can be seen as considering other employment options. Using
Soelberg’s (1967) terms, for some, the job examined in this study may have
been the implicit choice at the time of the Time-1 survey, and it is highly likely
that these individuals were less likely to withdraw, and these individuals would
be expected to report having less alternatives. However, almost certainly there
were some applicants who had not had an implicit choice at the time, or had
other job openings as their implicit choices. Thus, overall the finding that those
who reported having more alternatives were more likely to withdraw provides
indirect support for Soelberg’s (1967) model which posits that individuals

evaluate several job opportunities simultaneously.

Another finding of the current study was that more job search was associated
with having less alternatives. This finding contradicts the findings of the study
by Saks (2006) that more job search behavior was associated with having
more employment options, and highlights the importance of the type of job in
examining the predictors of job search and recruitment success. Although not
generally acknowledged as one, a limitation of most studies in the recruiting
and job search literature is that usually only one type of applicant sample
(usually a sample of graduating undergraduate or graduate students) is
examined and it is assumed that the findings would generalize across job
types (e.g., Brown, Cober, Kane, Levy, & Shalhoop, 2006; Saks, 2006;
Turban, Stevens, & Lee, 2009). However, it is highly likely that the principles
that could be applied to job seekers with lower level qualifications applying for
lower level jobs are different from the principles that could be applied to
individuals with more sought-after qualifications applying for higher level jobs.
This finding is just one example. Specifically, it seems that for the participants
in this study, more job search behavior was associated with a desperation to
find a job as indicated by less perceived alternatives. A very different pattern
of results could have been observed, had the applicants under scrutiny in this
study were applying for a managerial or another professional position. Thus,
an important theoretical implication of this finding is that future research and
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theory development should take into account the effect of job level applied for,
collect data from applicants applying to multiple jobs with varying levels, and
apply a multi-level methodology in which the job opening is regarded as the
higher level and applicants are regarded as the lower level. Such a design
would allow us to simultaneously examine both individual-level factors such
as job search behaviors and applicant qualifications and job-level factors such
as recruitment activities and job characteristics, and has the potential to
greatly advance our knowledge of employee recruiting and job search by

potentially demonstrating the mutual effects they apply on each other.

The current study also contributes to the literature on intention-behavior gap
and specifically implementation intentions (Gollwitzer, 1999) by examining the
effects of implementation intentions in the recruitment domain for the first time
and demonstrating that forming implementation intentions was associated
with a higher likelihood of participating in the selection procedures. In addition,
the finding that this effect was moderated by the time interval between
intention and behavior provides support for the proposition that
implementation intentions operate through a stronger encoding of the intention
in memory. As would be expected from such an encoding mechanism, the
effect of implementation intentions was almost twice as strong for shorter time
intervals than the overall sample. Practically, this finding suggests that
organizations would benefit from embedding procedures facilitating the
forming of implementation intentions in their recruitment systems. For
example, as in the current study, organizations may prompt applicants to
develop plans regarding participating in the selection procedures at the time
of the application. Alternatively, applicants may be reached through other
communication channels (e.g., e-mail, sms, etc.) after the initial application
and encouraged to plan their participation in the upcoming selection

procedures.

The finding that the amount of information and self-efficacy applicants had
regarding the selection hurdles predicted applicant withdrawal from the job

application process also has important practical implications for organizations.
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That is, organizations engaging in employee recruitment activities may
increase the likelihood that applicants will stay in the applicant pool by
informing them about what they should expect to experience during the
execution of the selection tests. Organizations may also benefit from an
increased level of self-efficacy, and this can be achieved by being very clear
about what is included in the selection hurdles and designing mock testing
opportunities similar to those applied during selection. For example,
applicants may be given the opportunity to have mock interviews in which an
online artificial intelligence robot asks questions similar to those in the actual
interview and gives feedback depending on the keywords used in the
responses by the applicant. Similarly, a work sample test can be made
available to the applicants similar to those applied as the actual selection
hurdle. Aside from increasing their levels of self-efficacy and information, such
practice tests could also increase the commitment by the applicants to stay in
the applicant pool by showing that the organization is caring about potential
future employees. In addition, such tests may also act as realistic job previews
and potentially lead to the self-elimination of those who feel like they will not

be successful in the job.

Finally, and the most importantly, the current study adds to the growing body
of evidence showing that the relationship between intention and behavior is
not perfect and there are some factors which are likely to bridge this intention-
behavior gap (e.g., Rhodes & Dickau, 2013). Theoretically, this suggests that
the theory of planned behavior (TPB) would benefit from acknowledging this
imperfect relationship and including such factors in the model. In their review
of the extant research on the theory, Conner and Armitage (1998) suggested
an expansion of the TPB in which a better explanation of how intentions led to
behavior was provided; and suggested adding implementation intentions as
one promising addition. Almost two decades later, the current study concurs
with Conner and Armitage in their proposal to extend the model, and proposes
several other variables which can be used to increase the predictive validity
of TPB. Ajzen (2011) defends the current state of the theory by claiming that
the major concern of TPB is predicting intentions, and whether or not these
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intentions predict behavior is in part influenced by factors beyond individual’s
control. This approach to a theory which was originally developed to predict
behavior (Ajzen, 1991) greatly reduces the utility of the model in devising
interventions of behavior change, and thus brings the usefulness of the model
into questioning. Largely because of this perceived lack of utility, some has
even suggested the retirement of the model (Sniehotta, Presseau, & Araujo-
Soares, 2014). Although retiring the model may be going a little too far, there
is clearly a need to revise the model by including some of the variables which
have been found to moderate the intention-behavior relationship. However, as
suggested by Ajzen (2011), “additional predictors should be proposed and
added with caution, and only after careful deliberation and empirical
exploration. (p.1119)”. This study provides empirical exploration for some of
the potential additional predictors of behavior. In order to accomplish the goal
of revising the TPB and increase its utility and validity in predicting behavior,
future research should seek to uncover more moderators of the intention-

behavior relationship, as well as attempt to replicate the findings of this study.

4.3. Limitations

Although this study makes some important contributions to the theory and
practice of employee recruitment, there are some limitations that should be
acknowledged. The first limitation has to do with the generalizability of the
findings. Given the low education requirements, difficult working conditions,
lack of conventional testing, and the unemployment in Turkey which hovers
around 10%, the job examined in this study has generally attracted individuals
from lower social classes with low levels of income and/or lower prospects of
finding a better job. This was evident in the current study as the mean wage
for those who were employed was 1253 TL, and the median was 1300 TL, the
minimum wage in Turkey at the time of the data collection. Among those who
participated in the study, 61% had a primary school diploma and another 32%
had a high school diploma, which means only about 7% had completed any
level of education beyond high school, most of which being two-year

vocational schools (6%).
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In addition, at the time of the data collection for this study, the tensions in the
conflict between Turkish Armed Forces and the terrorist organization PKK had
escalated after a couple years of stagnation and terrorist attacks had become
common news. This, combined with the other difficulties inherent in such a
low-rank military position, might have influenced the decisions of applicants
regarding whether or not they really want to become contracted privates.
Since patrticipating in the selection tests would indicate a higher level of
commitment than making an online application, this heightened risk
environment at the time of the data collection might have lowered the
motivation towards participating in the selection procedures after making the

initial application.

Finally, as discussed in the context of some of the findings, it is possible that
the job examined in this study may have attracted a certain type of applicants,
and this may have played a role in the decision regarding whether or not to
stay in the applicant pool. Given the characteristics of the job and the security
environment described above, most individuals applying for the contracted
private position may either have strong inclinations towards the military or
have applied because of the financial incentives provided. Accordingly, in
addition to the factors examined in this study, the unique characteristics of this
job may have played a role in the directions and sizes of the results observed.
Thus, the findings of this study should be evaluated in this context and
inferences regarding the generalizability of the findings must be made with

caution.

However, the characteristics of this sample is not very different from what
would be expected in any country recruiting individuals for low-rank military
positions. Especially in developed or developing countries which seek to
maintain an all-professional force or transitioning towards one, recruiting for
those lower-rank positions is proving to be a difficult task (Manigart, 2005).
Thus, this study contributes to the literature on military recruitment and makes
some important practical and theoretical contributions. In addition, given the

challenges in predicting withdrawal behavior and the large samples required,
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studies examining applicant withdrawal have so far utilized individuals
applying for military or other public civil-service institutions (Griepentrog et al.,

2012), and this study is not an exception.

The second limitation was that for some of the findings of the study, although
significant, the effect sizes were small. The dependent variable of interest in
this study was applicant withdrawal from the job application process, which is
in its nature a behavioral outcome. Other than the factors examined in this
study, many other factors may have contributed to the decision to withdraw,
and this may have led to the small effect sizes observed. For example, in
explaining the non-significant relationship between job pursuit intentions and
behavior, Schreurs et al. (2009) note that unplanned problems might have led
some applicants to withdraw, and it is possible that the same mechanism was

present in this study.

Another potential reason for the low effect sizes is that behavioral outcomes
are generally hard to predict given the little variance and skewed distribution
in binary behavioral outcome variables (Schreurs et al., 2009). As can be seen
in Table-1, most of the correlation coefficients between the predictors and the
applicant withdrawal variable were relatively small, and this is not surprising
given the binary nature of the dependent applicant withdrawal variable. Since
the outcome of interest was dichotomous in nature, point-biserial correlations
were used, which are limited by the distributions of both dichotomous and
continuous variables and thus have ceiling well below .80 (Chapman et al.,
2005). To illustrate, in their meta-analysis examining intention-behavior
relationship in the physical activity domain, Rhodes and Dickau (2013) found
that while the mean effect size for intentional outcomes was fairly large (d =
45, r = .22), mean effect size for behavioral outcomes was much smaller (d =
A5, r = .07). Thus, it can be said that small effect sizes is typical in the
literature on intention-behavior relationship. Besides, two of the predictors in
this study were personality variables, and when predicting behavioral
outcomes using personality factors, small effect sizes are generally observed
(e.g., Barrick & Mount, 1991).
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4.4. Conclusion

One factor which may potentially influence the effectiveness of organizational
employee recruitment activities is applicant withdrawal from the job application
process. Depending on the quantity and the qualities of applicants
withdrawing from the job application, an organization’s applicant pool may
diminish considerably, and potentially qualified future employees may be lost.
Thus, utilizing the research on intention-behavior gap, this study examined the
factors which influence the likelihood that applicants withdraw from the job
application process. The factors examined as potential predictors of applicant
withdrawal were time interval between the application and selection tests,
change in perceptions of fit, employment status, perceived employment
alternatives, applicant personality (i.e., conscientiousness and emotional
stability), type of initial intentions (i.e., goal vs. implementation intentions), job
search behavior, amount of information and self-efficacy about the testing
procedures, and information search intensity after the initial application. The
results of this study revealed that aside from job search behavior, all these
factors were related with applicant withdrawal with varying effect sizes, and
the strongest predictors were time interval, a decrease in perceptions of fit,
perceived alternatives, and information search intensity after the application.
The mechanisms through which these variables influenced applicant
withdrawal were also explored and several areas of research were suggested

for future researchers.

The current study made several important contributions to the literatures on
employee recruitment, theory of planned behavior (TPB), and intention-
behavior gap; and has some promising practical implications. First, by
uncovering some of the factors associated with applicant withdrawal from the
job application process, this study advanced our knowledge of employee
recruitment and job application processes, and provided recruiters with some
of the potential best practices in increasing the effectiveness of their
recruitment efforts. Second, by demonstrating that job type was a potential

moderator in many of the relationships observed, this study demonstrated the
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importance of applying a multi-level methodology in studies examining the
predictors of recruitment and job search success. Third, this study provided
support for Soelberg’s (1967) model by demonstrating that applicants are
likely to consider multiple jobs simultaneously, and after making an implicit
choice, information search is likely to be biased in favor of that choice. Fourth,
by revealing many factors moderating the intention-behavior relationship, the
current study contributed to the growing body of evidence suggesting that a
revision in the TPB is necessary. Picking up where the current study left off,
future researchers of the subject should apply a multi-level methodology with
multiple measurement points across the job application process and examine
within-applicant factors, between applicant factors, within organization/job
factors, and between organization/job factors influencing whether or not
applicants will stay in the applicant pool until a job is offered, and whether or

not that job offer is accepted.
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APPENDICES

A. Time-1 Survey

1. Adinizi ve soyadinizi yaziniz. (To be used in matching the surveys to the
participation data)

2. TC Kimlik numaranizin son doért hanesini yaziniz. (To be used in matching the
surveys to the participation data)

3. Size ulasabilecegimiz elektronik posta adresinizi yaziniz. (To be used for
contacting participants for the Time-2 survey)

4. Size ulasabilecegimiz cep telefonu numaranizi. (To be used for contacting
participants for the Time-2 survey)

’r? ’r? —~ (@)
= = (4] ~
— (O] (0] —
R © © () N
LRl . " . . ~ . m N m -c m
5. Gegtigimiz alti ay icerisinde agagidaki | 3 = o fg S
davranislari ne siklikta yaptiniz? TE’ £ £ ‘é’ £
5 a a = 3
. © (] o
(Job Search Intensity Scale) £ > > g | £
o < © X~
S| 2| 5| 3|8~
o] x @©
O © o x o5
T pa < | Oo

a. Bir sirkete 6zgegmisimi gonderdim.

b. Bir sirkete telefon ederek uygun is olup
olmadigini sordum.

c. Birisicin bagvuru formu doldurdum.

d. Bir sirkete giderek uygun is olup
olmadigini sordum.

e. Bir sirkette is icin mulakata girdim.

6. Su an herhangi bir iste galisiyor musunuz? (Employment Status)
a. Evet
b. Hayir
7. Herhangi bir iste ¢alisiyorsaniz mesleginizi yaziniz. (Demographic Item)

8. Herhangi bir iste calisiyorsaniz aylik gelirinizi yaziniz. (Demographic
Item)
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9. Su anda herhangi bir iste calismiyorsaniz birlikte yasadiginiz tim
bireylerin toplam aylik gelirini yaziniz. (Demographic Iltem)

10.Ayni evde birlikte yasadiginiz kisi sayisini yaziniz. (Demographic Item)

11.Asagidaki se¢cim asamalarina g =
iliskin ne Ol¢ude bilgi sahibisiniz? S N g 3,
(yapilis sekli, standarlari, vb.) o £ © > x
: : = SE| ®c SE| ®c
(Amount of information scale) SS5g | S| S5 | S| S5
S22 | 38| 38B€E| 38 S 2 E
€ g O c & €S G35 € €S g S
A2 | A3 | B39 85 | @30
T DE T o| T o> O Do
— 35 O N S ™M S O < S n S O
a. On saglik muayenesi
b. Fiziki yeterlilik testi
c. Mulakat
12.Asagidaki secim asamalarinda basaril E a % c
olabileceginizi dusunuyor musunuz? e g9 . @
) o0 E ~
. S | 2382 S g
(Self-Efficacy Scale) § E SES| S5<
mg DYE| DY
) 'O = )
«— D N D) O [spH®))
a. On saglik muayenesi
b. Fiziki yeterlilik testi
c. Mdulakat

13.Su anda s6zlesmeli erlik meslegi kadar iyi baska bir is bulabilme ihtimaliniz
ne kadardir? (Perceived Alternatives)
a. Cok dusuk.
Dusuk.
Emin degilim.
Yuksek.
Cok ylksek.

®ooo
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14.So6zlesmeli erlik meslegi kadar iyi kag farkli is bulabileceginizi
dusundyorsunuz?
(Perceived Alternatives)

a. Hic

b.1

c.2

d.3

e. 4 veya daha fazla

15. Basvurunuz onaylandidi taktirde
asagidaki islemleri sinav tarihinden
ne kadar 6nce yapmayi planladiginizi
belirtiniz. (Implementation
Intentions Manipulation Iltems —
Only to be asked to the experiment

group)

a. Gerekli evraklari hazirlayacagim
b. Temin merkezinin yerini
O0grenecegim

c. Ulasim (otobus/ugak) biletimi
alacagim

1 ay dnce

2 hafta 6nce

1 hafta dnce

3 glin 6nce

1 glin 6nce
Bunu yapmaya
ihtiyacim yok

16. Asagidaki konularda ne kadar bilgi
sahibisiniz? (Implementation Intentions
Manipulation Items - Only to be asked to
the control group)

2 - Az bilgi sahibiyim.
3 - Biraz bilgi sahibiyim.

4 — Yeterince bilgi

sahibiyim.
5 — Oldukga bilgi

1 - Cok az bilgi
sahibiyim.
sahibiyim.

a. Sozlesmeli er basvuru kosullari

b. Soézlesmeli er 6zIUk haklari

c. Sozlesmeli er maaslari
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17. Asagida sizi kismen tanimlayan (ya da pek tanimlayamayan) bir takim
dzellikler sunulmaktadir. Ornegin, baskalari ile zaman gegirmekten hoslanan
birisi oldugunuzu disuntyor musunuz? Lutfen asagida verilen ozelliklerin sizi
ne oranda yansittigini ya da yansitmadigini belirtmek icin sizi en iyi
tanimlayan rakami her bir 6zelligin soluna yaziniz. (Personality Iltems)

1 = Kesinlikle katilmiyorum

2 = Katilmiyorum

3 = Ne katiliyorum ne katilmiyorum (Kararsizim)
4 = Katiliyorum

5 = Kesinlikle katiliyorum

‘Kendimi ........ biri olarak gériyorum.’
isini tam yapan Daginik olma egdiliminde olan
Bunalimli, melankolik Cok endigelenen
Biraz umursamaz isleri verimli yapan

Gergin ortamlarda  sakin

Rahat, stresle kolay bas eden kalabilen

Planlar yapan ve bunlari takip

Tembel olma egiliminde olan
eden

Duygusal olarak dengeli, kolayca
keyfi kagmayan

Gorevi tamamlanincaya kadar
zorluklara kargi sabredebilen

Dakikasi dakikasina uymayan Gergin olabilen

Kolayca sinirlenen

Kolaylikla dikkati dagilan

Guvenilir bir calisan

18.Son bir ay igerisinde gunde ortalama ne kadar sureyle is ilanlarina
baktiniz?
(Job Search Effort)

a. Yarim saatten az

b. Yarim saat

c. Bir saat

d. Bir — iki saat

e. iki saatten fazla
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19. Sozlesmeli erlik meslegini asagidaki

nitelikler agisindan degerlendiriniz. Sizce | ~ = = c .-
s 0 . . -~ . 0 ) 3 q’ ]
sozlegmeli erlik meslegi asagidaki kriterler §-E R T | E §
acisindan size uygun mudur? 5 % %% c = g S
. . -9) >) E S S [@))
(Perceptions of Fit Scale) T8 39| 5 >8>

a. Maas, sigorta, servis, yillik izin vb.
0zluk haklari

b. isin icerdigi faaliyetlerin ve gorevlerin
niteligi (fiziksel aktivite, masa basgi, vb.)

c. Calisma kosullari (mesai saatleri, vb.)
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B. Time-2 Survey

1. Adinizi ve soyadinizi yaziniz.

2. TC Kimlik numaranizin son dért hanesini yaziniz.

3. Sodzlesmeli erlik meslegini asagidaki

nitelikler agisindan degerlendiriniz. Sizce | - %) o c
sozlesmeli grlik meslegi asagidaki kriterler é_h- c=l 3 -§ = é
agisindan size uygun mudur? 5 % g’% < =1 g =
(Perceptions of Fit Scale) £98| 39| § 2| S %
a. Maas, sigorta, servis, yillik izin vb.
0zluk haklari
b. Isin igerdigi faaliyetlerin ve goérevlerin
niteligi (fiziksel aktivite, masa basi, vb.)
c. Calisma kosullari (mesai saatleri, vb.)
4. Sozlesmeli er olmak icin basvurduktan g c
sonra sozlesmeli erlik ile ilgili bilgi edinmek | o, ° | o m -§
icin asagidaki bilgi kaynaklarina ne kadar -(Cu 8 |3 © © £
baktiniz? En uygun segenegi isaretleyiniz. D £ 3 | £ 2 2 <
= — o) 0
_ _ ~B| & |Sglog|l o8
(Information Search Intensity Scale) *E|l & S| B2BZ| 8w
5E| 2 | 8E| =8| SN
mo| < To|l0Oo|lO8

a. Internetteki forumlar

b. Genelkurmay resmi internet sitesi

c. Facebook’ta ye oldugum gruplar

d. Kara Kuvvetleri Komutanligi resmi
internet sitesi

e. Sodzlesmeli er bagvuru kilavuzu

f. TSK'da g¢aligsan tanidiklarim

g. Diger (lutfen yaziniz)

105




5. Soézlesmeli er olmak Uzere basvuru yaptiginiz halde
sinavlara katimamanizin  sebebi asagidakilerden
hangisidir?

(Only to be asked to those who withdrew)

Sizin

durumunuza
uyan tim

secenekleri

isaretleyiniz.

a. Cagirildigim tarihnte calismak zorundaydim

b. Cagirildigim tarihte baska bir isim ¢kt

c. Basgvuru belgelerimi kaybettim

d. Sinav gunld uyanamadim

e. Bagka bir is buldugum igin gelmedim

f. Soézlesmeli erlik mesleginin bana uygun olmadidina
karar verdim

g. Zaten niyetim yoktu, dylesine bagvurmustum.

h. Diger sebepler (litfen yaziniz)
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C. Summary of the Findings

# Hypothesis Result Supported?
A decrease in the perceptions of fit _
S c t=-8.08,
after initial application would be df = 466.68
H1 positively related with applicant D < 501 d. _ ’60 Yes
withdrawal from the job application r=.29,p <.01
process.
There would be a positive _
. . O t =16.00,
relationship between time interval N
L o df = 2265.74,
H2a between the initial application and _ Yes
: p<.001,d=.51
selection tests and the extent to =29 0< 01
which applicants would withdraw L
The relationship between time
interval and withdrawal would be 8= .00
H2b | stronger for unemployed participants i No
p =.497
as compared to employed
participants
Correlation
between time
Change in perceptions of fit would interval and
H3a partially _med_iate the relations_hip char_mge in. NoO
between time interval and applicant perceived fit:
withdrawal r=.07,p<.05
After adjustment:
r =-.02, p=.554
The relationship between time
interval and decrease in perceived fit B=.00
H3b would be moderated by information _ '34é No
search intensity after making the p=-
initial application
Does the source of information used
after making an initial application Using all sources predicted
RQ1 . o . . . ; :
influence the direction of change in increase in perceptions of fit
the perceptions of fit?
There would be a positive t=-4.87,
Ha relationship between applicant df = 5344, Yes
emotional stability and the extent to p<.001,d=.15
which applicants would withdraw r=.07,p<.01
There would be a positive t=804
relationship between the extent to Pty
: : ; df = 2454.13,
H5 which applicants perceived that they _ Yes
: . p<.001,d=.25
had other job alternatives and _
X r=-11,p<.01
withdrawal
Is there a relationship between job
search behavior and the extent to A negative relationship was
RQ2 . e .
which participants would perceive found
that they had other job alternatives?

107




Applicants who formed
implementation intentions would be X2 (1,

H6 less likely to withdraw than job N = 5346) = 5.87, Yes
seekers who did not form p<.05, ¢=.03
implementation intentions

The amount of information an t=-6.73
applicant has about the testing df = 55344
H7 procedures would be negatively 001, d _ 21 Yes
related with applicant withdrawal P <_' ! '
from the job application process r=09,p<.01
J pp p
The amount of self-efficacy an {=-485
applicant has about the testing df = 2495 %8
H8 procedures would be negatively p <.001, d _ i7 Yes
related with applicant withdrawal e :
from the job application process r=.06p<.01
J pp p
Conscientiousness would be t=-4.68,
H9 negatively related with applicant df = 2357.24, Yes
withdrawal from the job application p<.001,d=.13
process r=.06,p<.01
Other Analyses
Having to go to work (38%), having something else to do
Self- (20%), application document issues (11%), deciding job is
N/A reported not a good fit (10%), not having the requirements for the
reasons for job (10%), financial problems regarding travel (9%), not
withdrawal receiving the invitation (8%), family not allowing (5%),
finding another job (4%)
Path Chi-square = 77.25, df =22, p <.001
N/A Analysis RMSEA=.054 (Cl=.041-.068)
CFl =.99, NFI =.99, GFI = .99, AGFI = .94
X? =263.49, df = 11, p < .001.
Classification: 64.2%—77.4%
N/A Logistip _
Regression Important Predictors
Time Interval (Exp(B) = 1.07), Fit Change (Exp(B) = 2.81),
Perc.Alt. (Exp(B) =.722), Info. Search (Exp(B) = 1.57)
Does the effect of time interval on B=.01,p=.073.
N/A change in perceptions of fit differ After adjustment: No
by withdrawal status? B=.01,p=.126
Is there a difference between
N/A | usage of OGC and UGC sources t=-20.85, df = 816, Yes

of information?

p <.001, d = .66.
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D. Turkish Summary / Tirkge Ozet

Personel temini kurumlarin hayatta kalmasi ve gelismesi igin kritik bir
fonksiyondur. Benzer sekilde, is arama bireylerin mesleki ve dolayisiyla
yasam hedeflerine ulasabilmek igin icra etmeleri gereken 6nemli bir faaliyettir.
Ozellikle kurumlar tarafindan yapilan kigllme ve toplu isten cikarma
faaliyetlerinin yayginlagsmasiyla beraber, her glin daha fazla kisi is aramakta,
islere  basvurmakta ve kurumlarca uygulanan sec¢im asamalarina
katiimaktadir. is arayan kisi sayisindaki bu artis personel temini ve is arama
konularina artan bir arastirmaci ilgisini de beraberinde getirmis ve bu durum
konuya iligkin bircok ¢alismanin (Chapman, Uggerslev, Carroll, Piasentin, &
Jones, 2005; Kanfer, Wanberg, and Kantrowitz, 2001; Uggerslev, Fassina, &
Kraichy, 2012) yapilmasini saglamistir.

Adaylarin is basvurusundan cekilme davranigi kurumlarin personel temin
faaliyetlerinin basarisini énemli éiciide etkileme potansiyeline sahiptir. insan
davranisinin temellerini inceleyen arastirmalara goére insanin belirli bir
durumda nasil davranacagini belirli bir bagari seviyesinde dnceden tahmin
etmek mumkindir. Ornegdin Oulette ve Wood (1998), alisiimis ortamlarda
gecmis davranisin gelecek davranisi tahmin eden en 6nemli faktérlerden biri
oldugunu, ancak yeni ve degisken ortamlarda bilingli karar almanin
gerekliliginden dolayi niyetin gelecek davranigi daha iyi tahmin ettigini
bulmustur. is arayan bireyler tarafindan is arama esnasinda yapilan faaliyetler
yeni ve degisken ortamlara ornektir. Bu nedenle, niyetin is arama davranisi
kapsaminda 6nemli bir faktor oldugu sdylenebilir. Esasen niyet is arama
yazininda énemli bir faktor olarak ele alinmis ve is arama davranisini tahmin

eden faktorlerden biri oldugu ortaya konmustur (Chapman vd., 2005).

is arama ve personel temini yazinlarinda ortak olarak ele alinan ve her iki
surecin de basarisini etkileyebilecek bir davranis adaylarin bir is i¢in bagvuru
yapmalari ve sonrasinda pozisyon doldurulana kadar bagvuran havuzunda
kalarak secim asamalarina katilmalaridir. Dolayisiyla, adaylarin oncelikle ige
bagvurmalarini, sonrasinda ise secim agsamalarina katilmalarini etkileyen

faktorler personel temini ve is arama faaliyetlerinin sonuglarini 6nemli dlgtde
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etkileme potansiyeline sahiptir. Bu 6neme ragmen, genel olarak bir¢ok
personel temini ve is arama galismasinda sadece ise ilk basvuruyu etkileyen
faktorler ve kismen is teklifini kabul etmeyi etkileyen faktorler incelenmistir. Is
ve kurumun o6zellikleri, kisi-kurum ve kigi-is uyumuna iligkin algilar ve temin
icin kullanilan aracin (ilanlar, kisisel baglantilar, vb.) 6zellikleri bu faktorler
arasinda sayilabilir (Chapman ve ark., 2005; Uggerslev ve ark., 2012). Ancak
bu faktorlerin genel olarak bagvuru havuzunda kalmayr tahmin etmedigi
gorulmektedir ve ilgili yazinda, basvuru havuzunda kalma davranisini

etkileyen faktorler konusunda bir acik bulunmaktadir.

Bu ifadeleri destekler sekilde, personel temini konusunda yapilan
guncel galismalar genel olarak kiginin is ve kurum ile uyumuna iligkin algisinin
personel temin faaliyetinin sonraki asamalarinda degistigini ortaya
koymaktadir (Swider, Zimmermann, & Barrick, 2015; Walker, Bauer, Cole,
Beneath, Field, & Short, 2013). Bu bulgular ise basvuruyu tahmin eden
faktorlerin is sec¢imini tahmin etmede neden yetersiz kaldigini agiklamakta
yardimci olabilir. Oyle ki, kisi bir ise basvurduktan sonra bir takim faktorler
kisinin ise ilgisini kaybetmesine yol agabilir ve bu durum ise iligkin ilk
dusuncelerin sonraki davranigi tahmin edememesine neden olabilir.
Dolayisliyla, ise bagvurduktan sonra ige olan ilginin devam etmesi ile iligkili
olan faktorlerin incelenmesi en az ise ilk bagvuru kararini etkileyen faktorlerin
incelenmesi kadar onemlidir. Literatlrdeki bu boslugu doldurmak maksadiyla
bu calismada ise ilk basvuruyu yapan adaylarin sonraki safhada ise olan
ilgisinin devam etmesini etkileyen faktorler incelenecektir. Ancak dncesinde
personel temini yazinina iliskin genel bir gézden gecirmenin faydali olacagi

degerlendiriimektedir.
Personel Temini

Personel temini, bir ise basvuran, kendisine is teklif edilene kadar bagvuran
havuzunda kalan ve teklif edilen isi kabul eden kisilerin nitelik ve niceligini
etkilemek maksadiyla yapilan faaliyetlerdir (Breaugh, 1992). Personel temini,
aday havuzunun olusturulmasi, aday statislinin muhafazasi ve is secim

karari olmak Uzere u¢ safhadan olugur. Aday havuzunun olusturulmasi
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safhasinda kurumlar uygun nitelikte ve fazla sayida adayin ise bagvurmasini
saglamaya calisirlar. Aday statiisunin muhafazasi safhasinda ise bagvuran
adaylar is icin gerekli nitelikleri tasiyip tasimadiklarinin anlagiimasi
maksadiyla cesitli se¢cim asamalarindan gecgerler. Son olarak is teklifi

safhasinda bir veya birden fazla adaya is teklifi yapilir.

Personel temin kaynaklari ilanlari, c¢alisanlar tarafindan adaylarin
Onerilmesini, adaylarin dogrudan kuruma basvurmasini, kampus personel
temin faaliyetlerini, ig fuarlarini ve ise yerlestirme ajanslarini kapsar (Zottoli &
Wanous, 2000). Nispeten yakin dénemde kullaniimaya baslanmis olan
internet is ilan siteleri, kurumlarin resmi internet sayfalari ve sosyal medya da
personel temin kaynaklari arasinda sayilabilir. Bu kaynaklardan genel olarak
barokratik sureglere dayanan ve daha yapilandirimis kanallar Gzerinden
yurayenler resmi kanallar, kisisel baglantilar Gzerinden yurtyenler ise gayri
resmi kanallar olarak siniflandirilabilir. Personel temin yazininda énemli bir
arastirma konusu, bu temin kaynaklarinin incelenmesi, etkinlik derecelerinin
kargilastiriimasi ve etkinliklerine etki eden faktorlerin ortaya konmasidir. Bu
konularda yapilan ¢alismalar, genel olarak gayri resmi kanallarin daha etkili
oldugunu ortaya koymaktadir (Zottoli ve Wanous, 2000). Bu konuda 6ne
surulen gesitli hipotezler bulunmakla beraber, en ¢ok kabul géren iki hipotez
gercekcilik hipotezi ve bireysel farkhliklar hipotezidir. Gergekgilik hipotezine
gére bazi temin kaynaklari digerlerine gore daha dogru bilgi igerdiginden
dolay! bu kaynaklar tzerinden bagvuran adaylar ise ve kuruma iligkin daha
dogru bilgiye sahip olmakta ve ise bagladiktan sonra is tatminleri daha yiuksek
olmaktadir. Bireysel farkhliklar hipotezine gore ise farkl kaynaklar Gzerinden
temin edilen adaylar farkh 6zellikler tasimakta ve bu nedenle ise alindiktan
sonra aralarinda farkliliklar ortaya ¢ikmaktadir.

Personel temini yazinindaki diger bir arastirma konusu ise ise basvuru
kararina etki eden faktorlerdir. Glncel bir meta-analiz galismasina gore
(Uggerslev ve ark., 2012), ise basvuruyu etkileyen faktorler arasinda isin
Ozellikleri (maas, yapilan ig tlrl vb.), bagvurulan kurumun 6zellikleri (kurumsal

imaj, kuruma asinalik, kurumun buyukligu vb.), personel temininde gérev alan
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kigilerin davraniglari, personel temin surecinde yasanan tecrubeler ve
algilanan Kisi-is ve kisi-kurum uyumu sayilabilir. Personel temininin birden
fazla safhadan olustugundan hareketle, Uggerslev ve ark. (2012) bir ise
basvuru kararini etkileyen faktorleri her bir safha i¢in ayri ayri incelemiglerdir.
Calisma sonucunda, kurumsal 6zelliklerin ikinci safhada birinci safhaya gore
daha énemli oldugu, personel temin siurecinin sonraki safhalarda daha énemli
bir faktor oldugu ve is alternatiflerinin ikinci safhada 6ne ¢ikmaya basladigi
ortaya konmustur. Farkl safhalarda farkh faktorlerin 6n plana ¢ikmasinin bir
nedeni sonraki safhalarda adaylarin goénulli veya istemeden (elenmek
suretiyle) surece katiimamasi olabilir (Chapman ve ark., 2005). Bu olasiligi
destekler sekilde, Rynes, Bretz ve Gerrhart (1991) adaylarin neredeyse
yarisinin mulakattan sonraki safhalara katiimadigini bulmuslardir. Ayni
sekilde Barber, Hollenbeck, Tower ve Phillips (1994) adaylarin lgte birinin son
asamaya kadar bagvuran havuzunda kalmadigini bulmusglardir. Bu ve benzeri
calismalar ortaya koymaktadir ki, farkli safhalarda aday havuzunda kalan
adaylarin igse ve kuruma olan ilgisini inceleyen calismalarin yaninda, aday
havuzunda kalma kararini etkileyen faktorlerin de incelenmesine ihtiyac
bulunmaktadir. Bu kapsamda, bu ¢alismanin temel amaci adaylarin bagvuran
havuzunda kalma veya gonulli olarak vazgeg¢melerini etkileyen faktorlerin

tespit edilmesidir.
Adaylarin is Basvurusundan Sonra Siirecten Gekilmeleri

Bir ise bagvuru yapan Kkigilerin o ise girme niyeti olan Kigiler oldugu kabul
edilebilir. Ancak bir ise basvuru yapan tum bireyler strecin sonuna kadar aday
havuzunda kalmazlar. Kurumlarin personel temin hedeflerine ulasabilmeleri
icin adaylarin yuksek oranda aday havuzunda kalmalari 6nem tasir. Buna
ragmen, adaylarin is bagvuru surecinden ¢ekilmesi olgusunu inceleyen
arastirma sayisi oldukga azdir. Konuyu inceleyen ilk ¢caligmalardan birisinde
Arvey, Gordon ve Massengill (1975), basvuru ve sec¢im asamalari arasindaki
surenin etkilerini incelemis ve bu sure uzadik¢a ¢ekilme oraninin arttigini
bulmustur. Bir bagka calismada (Schmit ve Ryan, 1997), polis olmak igin

bagvuran adaylar Uzerinde sinav olmaya karsi tutumun ¢ekilme davranigi ile
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iliskisi incelenmis ve bir iliski olmadigi bulunmustur. Calismada ayrica sinava
katilmama nedenleri incelenmis ve en sik ifade edilen gerekgeler olarak sinav
zamani ise gitmek sorunda olma (%17), temin uygulamalarini onaylamama
(%12) ve ise iligkin fikir degistirme (%10) 6ne ¢ikmistir. Yine polis olmak igin
bagvuran bir drneklem Uzerinde yapilan diger bir calismada ise (Ryan, Sacco,
McFarland ve Kriska, 2000) ¢ekilme davranisi ile kuruma iligskin duslnceler,
ise alinmaya kendini adama, ise iliskin dusunceler, is alternatifleri, taginma
ihtiyacinin olup olmamasi, aile ve arkadaglarin dusunceleri ve ise alim
surecine iligkin dugtnceler arasinda bir iligki olup olmadigi incelenmigtir. Elde
edilen sonuglar sayilan faktorlerin ¢cekilme davranigi ile anlamli bir iligkisi
olmadigini gostermigtir. Diger bir ¢calismada, Ployhart, McFarland ve Ryan
(2002) gekilme davranisinin sebepleri ve bu sebeplere iligskin kontrol algisi (i¢
veya dis), degismezlik ve kontrol edebilme boyutlari agisindan yapilan
degerlendirmeleri incelemigtir. Bu g¢alismada en sik ifade edilen sebepler
olarak sinav gunu ise veya okula gitme zorunlulugu (%15),
unutma/uyuyakalma veya gerekli belgeleri unutma (%11), bagka bir ise girme
(%11) ve sinavi gegcemeyecegdini dusiunme (%11) 6éne ¢cikmistir. Ayrica bu
gerekgelerin adaylar tarafindan farkl sekillerde degerlendirildigi ve sebeplerin
degismezlik ve kontrol edilebilirlikleri arttikga adaylarin ise tekrar basvurma

beklentilerinin azaldigi gérldimustar.

Planh Davranis Kuramina (Theory of Planned Behavior, Ajzen, 1991)
dayanan bir ¢alismada (Schreurs, Derous, Van Hooft, Proost ve De Witte,
2009); ise iligkin tutumun, yakinlarinin ise iliskin dagtncelerinin ve algilanan
davranissal kontrolin adayligi devam ettirme niyeti ve davranisi Uzerindeki
etkileri incelenmistir. Askeri bir ise bagvuru yapan adaylar Uzerinde yapilmis
olan bu ¢alismada, sayilan faktorlerin adayligi devam ettirme niyeti ile anlaml
iligkileri olmasina ragmen, aday havuzunda kalma davranigini tahmin
etmedikleri ve davranis ile iliskili olan tek faktorin basvurudan sonra gecen
sure oldugu bulunmustur. Yine askeri bir 6rneklem tzerinde yapilan bir diger
calismada ise (Griepentrog, Harold, Holtz, Klimoski ve Marsh, 2012) Sosyal
Kimlik Kurami (Social Identity Theory, Ashforth ve Mael, 1989) Planli Davranis
Kurami (Ajzen, 1991) birlikte kullaniimigtir. Bu arastirmacilar, bir is
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basvurusundan sonra gekilme veya devam etme kararinin hem mantiksal
hem duygusal 6geler i¢cerdigini ve Planli Davranis Kuraminin mantiksal kismi,
Sosyal Kimlik Kuraminin ise duygusal kismi agiklamada kullanilabilecegini
belirtmisler; bu temeller GUzerinde kurduklari modeli bu c¢alismada test
etmiglerdir. Mantiksal kisimda ise iligkin tutumlar, 6z guven ve yakinlarin
dusunceleri bulunurken, duygusal kisimda algilanan uyum ve kurumun prestiji
gibi faktorler incelenmigtir. Elde edilen sonuglar modeli destekler yonde
bulunmustur. Son olarak, gérece yeni bir gcalismada sinav merkezinin fiziksel
erisilebilirliginin basvuru surecinden c¢ekilmeye etkisi ve sinava katilmama
davranisinin gerekgeleri incelenmistir (Baskin, Zeni ve Buckley, 2014). Bu
calismada sinava katilmama gerekgesi olarak en fazla belirtilen hususlar
sinav merkezine ulasimin zor olmasi (%57) ve ige iligkin uyum algisindaki

degdisimler (%26) olmustur.

Go6zden gecirilmis olan yazindan anlasilacagi Uzere, yapilmis olan ¢alismalar
henlz is basvuru surecinden gekilme davraniginin nedenlerini tam olarak
ortaya koyamamigstir. Bununla birlikte, iki ortak bulgudan s6z edilebilir.
Birincisi, is ile ilgisi olmayan faktorler siklikla is basvurusundan cekilmenin
sebebini teskil etmektedir. ikincisi, bir isi cazip kilan faktdrler genel olarak
¢cekilme davranisini tahmin etmede yetersiz kalmaktadir. Sebebi ne olursa
olsun, yukarida acgiklanan bulgular bir ise bagvurduktan sonra suregten ayrilan
adaylarda bir niyet-davranis uyumsuzlugu olduguna isaret etmektedir. Yani
baslangicta bir ise yonelik niyetini bagvuru yaparak ortaya koyan bazi adaylar
ilerleyen safhalarda bu niyete uygun davranmamaktadir. Bu nedenle, ilk niyeti
tahmin eden faktorler yerine bu niyete uygun davranmay! engelleyen
faktorlerin  incelenmesinin  daha verimli  bir yaklasim  olacagdi

degerlendiriimektedir.
is Bagvurusunda Niyet-Davranis Uyumsuziugu

Sosyal psikolojide davranisi belirleyen faktorleri agiklamayi hedefleyen birgok
kuram bulunmaktadir. En fazla desteklenen kuramlar Mantiksal Eylem Kurami
(Theory of Reasoned Action, Fishbein & Ajzen, 1975) ve Planli Davranis

Kuramidir (Ajzen, 1991). Her iki kurama gore, niyet davranigin en 6nemli
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belirleyicileri arasinda yer alir. Literatir genel olarak bu oOnermeyi
desteklemektedir. Ornegin Webb ve Sheeran (2006) niyette bir degisimin
muteakip davranista da bir degisime yol actigini bulmustur. Ancak yapilan
calismalar niyet-davranis iligkisinin mikemmel olmadigini géstermektedir. Bu
durum niyet-davranis iligkisini etkileyen bagka faktorlerin varligina isaret
etmektedir. Esasen niyet-davranis iligkisini inceleyen ¢alismalara gore niyetin
davranigi belirlemesini engelleyen en az iki mekanizma bulunmaktadir.
Birincisi, ¢esitli dis (yeni bilgiler, zaman araligi vb.) ve i¢ (duygusal dengelilik
vb.) faktérlerin etkisiyle kisilerin niyetleri degisebilir. ikincisi, niyet ayni kalsa
bile gesitli dis (algilanan alternatifler vb.) ve i¢ (distk sorumluluk bilinci vb.)
faktorlerin etkisiyle kisiler niyetleri ile uyumlu davranmayabilirler. Sheeran
(2001) tarafindan yapilan bir yazin taramasina gore, niyet-davranig iligkisi
bayuk oranda niyetini davranisa donustirmeyen kigilerden

kaynaklanmaktadir.

Niyetin davranisi ne Olgide tahmin ettigi veya edemedigi is basvurusundan
cekilme acgisindan da onemlidir ¢unkd yukarida da belirtildigi gibi, bir ise
basvuru yapmak o ise yonelik niyetin belirtisi olarak gorulebilir ve bu nedenle
sonrasinda ¢ekilen kisilerin bu niyeti davranisa donusturemeyen kigiler oldugu
sOylenebilir. Bu kapsamda, bir ise bagvuru yaptiktan sonra ¢ekilmeye yol agan
iki mekanizmadan bahsedilebilir. Birincisi, igse yonelik uyum algilarindaki
degisim neticesinde ise basvuran adaylarin niyetlerinde degisiklik olabilir.
Bunun nedeni olabilecek muhtemel degiskenler basvurudan sonraki bekleme
siresi ve adaylarin duygusal kararlilik seviyeleridir. Ikincisi, adaylarin
niyetinde bir degisiklik olmasa bile diger bir takim faktorler adaylarin niyetine
uygun davranmasini engelleyebilir. Bu faktorler arasinda alternatif is algilari,
niyetin niteligi (hedef niyeti veya uygulama niyeti), davraniga iligkin belirsizlik

ve adaylarin sorumluluk bilinci sayilabilir.
Bir ise Yénelik Niyetin Degismesi

Bir kiginin is arama surecinde ige yonelik uyum algilarinin zaman igerisinde
degistigi (Swider ve ark., 2015) bulgusundan hareketle, is bagvuru siurecinde

ise yonelik ilk uyum algisinin degil, davranis noktasina en yakin zamandaki
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uyum algisinin belirleyici oldugu soOylenebilir. Bunu destekler sekilde,
Chapman ve ark. (2005) uyum algisinin ise basvuru niyetini yuksek
korelasyonla tahmin etmesine ragmen is secimi davranigi ile iligkisinin
anlamhlik duzeyine erismedigini bulmustur. Benzer sekilde Walker ve ark.
(2013), bir ise basvuru sonrasi adaylarin kurumla kurduklari iletisim
neticesinde uyum algilarini guncellediklerini ortaya koymustur. Bu bulgular

IS1ginda asagidaki hipotez dnerilmektedir:

Hipotez 1: llk basvurudan sonra uyum algilarindaki azalma ile is

basvurusundan cekilme arasinda bir iliski vardir.

Ayrica, adaylarin bagvurusundan sonra sec¢im agamalarina kadar gegen sure
uzadikga, basvuru yaparken ongorulemeyen bir takim faktorlerin etkisiyle
adaylar secim agamalarina katilmayabilir. Arvey, Gordon ve Massengil (1975)
basvuru sonrasi bekleme suresi ile ¢gekilme davranigi arasinda anlamli bir iligki
oldugunu bulmustur. Ayrica bu iliski adaylarin bir iste calisiyor olup
olmamalarina gore de degisebilir. Calisan bir kisi daha uzun sure
bekleyebilecekken, igsiz bir kisi sure uzadikga bagka bir is bularak ¢ekilme

egiliminde olabilir. Bu kapsamda asagidaki hipotezler dnerilmektedir:

Hipotez 2a: Ik basvuru ile se¢im asamalari arasinda gegen siire ile ¢ekilme

davranigi arasinda anlamli bir iligki vardir.

Hipotez 2b: Calisma durumu bu iliskiyi dlizenleyici bir degiskendir ve iliski issiz
adaylarda daha gdglidiir.

Uzun bekleme surelerinin ¢ekilme davranigi ile iligkili olmasinin bir diger
muhtemel sebebi, adaylarin sure uzadikga hayal kirikhdr yasamalari
neticesinde uyum algilarinda bir azalma olmasidir. Rynes ve ark. (1991), is
basvurusunda yasanan olumsuz tecribelerin kurumla ilgili negatif isaretler
olarak algilandigini ve bunun ¢ekilme davranigi ile iligkili oldugunu ortaya
koymustur. Bu kapsamda, basvurudan sonraki bekleme suresi ile ¢gekilme
davranigi arasinda uyum algisindaki azalmanin kismi araci degisken olarak

bulundugu dusundlebilir. Ayrica, Soelberg’e gore (1967) adaylar bir ise
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bagvursa dahi is alternatiflerine iliskin bilgi arayisina devam etmektedir. Bu
surecgte edinilen bilgilerin bir kisminin olumsuz olabileceginden hareketle,
basvuru sonrasi sure uzadikga bilgi arayisi yogunluguna bagh olarak uyum
algisindaki degisim derecesinin etkilenecedi dusunulebilir. Bu kapsamda

asagidaki hipotezler onerilmektedir:

Hipotez 3a: Uyum algisindaki degisim bagvuru sonrasi gecikme stliresi ile

cekilme davranigi arasinda kismi aracilik yapar.

Hipotez 3b: Bilgi arayisi yogunlugu bagvuru sonrasi gecikme ile uyum
algisindaki azalma arasindaki iliskide dlizenleyici bir degiskendir. Bilgi arayisi

arttikga iliski gdiglenir.

Her ne kadar bilgi arayisi yogunlugunun diuzenleyici etkisi olacagi hipotezi
Onerilse de, kullanilan bilgi kaynaklarinin da o6nemli olabilecegi
degerlendiriimektedir. Bagvuru yapilan kurumca yonetilen bilgi kaynaklarinda
genellikle olumlu bilgilerin bulunmasi beklenirken, kullanicilarin yonettigi
sosyal medya vb. bilgi kaynaklarinda olumsuz bilgilerin de bulunmasi
beklenebilir. Bu nedenle uyum algisindaki degisim kullanilan bilgi kaynagi ile
de iligkili olabilir. Bu kapsamda calismada asagidaki arastirma sorusu

incelenecektir:

Arastirma Sorusu 1: Bilgi edinmede kullanilan bilgi kaynadi ile uyum

algisindaki degisimin yénii arasinda bir iligski var midir?

Bir kigilik 6zelligi olarak duygusal dengeliligin ¢ekilme davranisi ile iligkisi
olabilecegi dusunulebilir. Dusuk duygusal dengeliligin stres kaynaklari
kargisinda duygularina hakim olamama ile iligkili oldugu dusundldigunde,
duygusal dengeliligin arzu edilmeyen durumlarda c¢ekilme davranigini da
etkiledigi dusunulebilir. Bu olasiligi destekler bir bulgu olarak, dusik duygusal
dengeliligin kariyer kararlari vermekte zorlanma ile iligkili oldugu bulunmustur
(Tokar ve ark., 1998). Dolayisiyla, kariyer Kkararlari vermekte
zorlanmalarindan hareketle dusuk duygusal dengelilik seviyesindeki kisilerin

basvurudan sonra niyetlerini degistirme ve suregten c¢ekilme olasiliklarinin
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daha yulksek oldugu dusuntlebilir. Bu kapsamda asagidaki hipotez test

edilecektir:

Hipotez 4: Adaylarin duygusal dengelilik seviyeleri ile ¢ekilme davranigi

arasinda negatif iligki vardir.
Bir ise Yonelik Niyetin Davranisa Déniismemesi

Niyette ortaya cikabilecek bir degisime ilave olarak, niyet degismese bile
cesitli nedenlerle adaylar basvuru surecinden c¢ekilebilir. Niyet-davranis
uyumsuzlugu yazinindan hareketle buna yol agabilecedi degerlendirilen gesitli
faktorler bulunmaktadir. ik olarak, adaylarin is alternatiflerine iliskin algilari ilk
niyet degismese bile basvuru surecinden c¢ekilme davranigini etkileyebilir.
Soelberg’e gore (1967) adaylar is ararken birden fazla alternatifi es zamanl
olarak degerlendirmektedir. Buna gore adaylarin bir ise bagvuru yaptigi
esnada ilgilendigi diger islerin varhgi ¢ekilme davranisini etkileyebilir. Ancak
bu konuda celigkili bulgular elde edilmigtir. Bunun nedeni bir ise basvuru igin
gereken caba ile aday havuzunda kalmak igin gereken g¢aba arasindaki
farkhlik olabilir. GUnUmuzde bir ise bagvuru yapmak son derece kolay olsa da,
secim asamalarina katilmak adaylarin daha fazla caba sarf etmesini
gerektirmektedir. Bu nedenle, baska alternatiflerin varhigi ilk basvuru yapmayi
engellemezken aday havuzunda kalma konusunda negatif etki yapabilir. Bu

kapsamda asagidaki hipotez test edilecektir:

Hipotez 5: Adaylarin bagka ig alternatiflerine yénelik algilari is bagvurusundan

cekilme ile iligkilidir.

is alternatifleri ile iligkili olmasi muhtemel bir baska faktér adaylarin is arama
davranisidir. Kanfer ve ark. (2001), daha yogun bir sekilde is arayan adaylarin
daha fazla is teklifi aldiklarini ve daha kisa surede is bulduklarini bulmustur.
Bu kapsamda bir adayin is arama davranigi ne kadar is alternatifi elde ettigi
ile iligkili olabilir. Ancak farkl bir iligki ériintlisti de miimkiindur. Ozellikle diisiik
seviye igler i¢in, daha fazla is arayan kisiler is bulma olasilid1 daha duguk olan

kisiler olabilir. Bu yaklasima goére is arama davranisi ile is alternatifleri
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arasinda negatif bir iliski olmasi beklenir. Bu kapsamda, bir hipotez 6nermek

yerine bu ¢alismada asagidaki soruya cevap aranacaktir:

Arastirma Sorusu 2: s arama davranigi ile is alternatiflerine iliskin algi

arasinda bir iliski var midir?

Niyet-davranis iliskisi yazinina goére ilk niyetin tiri de niyetin davranisa
donusmesi Uzerinde etkilidir. Gollwitzer (1999) iki tlr niyet oldugunu,
bunlardan birincisinin yalnizca ulagiimasi hedeflenen sonucu belirten “hedef
niyeti”, digerinin ise bu hedefe ne sekilde ulasilacagini da igceren “uygulama
niyeti” oldugunu ifade etmistir. Gollwitzer’e gére bir davranisa iliskin uygulama
niyeti olusturuldugunda s6z konusu davranigin zihindeki erigilebilirligi ve
gercekleme olasiligi artmaktadir. Bu 6nerme g¢esitli davraniglar Uzerinde
denenmis ve genellikle desteklenmistir (Or., Armitage, 2004; Milne, Orbell &
Sheeran, 2002; Sheeran & Silverman, 2003). Bir ise basvuru glinimuzde
genellikle basit davraniglar igerdiginden, yalnizca hedef niyetinin bir ise
basvuru igin yeterli oldugu dasunulebilir. Ancak basvuru surecinde kalmak igin
gerceklestiriimesi gereken davraniglar daha karmasik ve birden fazla adimdan
olustugundan uygulama niyetine sahip kisilerin bu safhada davranisi
gerceklestirme olasiliklari daha yuksek olabilir. Bu kapsamda asagidaki

hipotez dnerilmektedir:

Hipotez 6: Uygulama niyeti olusturan adaylar hedef niyeti olusturan adaylara

gore daha yliksek oranda aday havuzunda kalirlar.

Aday havuzunda kalmayi belirleyen muhtemel diger bir faktor segim surecine
iliskin belirsizlik derecesidir. Yetersiz bilgi veya dusuk 6zglven nedeniyle bazi
adaylar secim sinavlarinin sonucunu 6ngoéremeyebilir ve bu durum gekilme
davranigini etkileyebilir. Vroom’a (1964) goére, bir davranigsa yonelik
motivasyonun olusmasi igin Ug¢ faktériin ayni anda var olmasi gerekmektedir.
Birincisi, kisi yeterince ¢abalarsa hedefledigi davranisi gergeklestirebilecegini
bilmelidir. Ikincisi, bu davranigin belirli bir sonuca ulasmayi saglayan bir
davranis olmasidir. Son olarak, s6z konusu sonu¢ arzu edilen bir sonug

olmalidir. Bir aday bagvuru surecinde kalma ve se¢im agsamalarina katilma
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davraniginin sonucuna iligkin yeterli bilgi ve 6zguvene sahip olmadiginda,
yukaridaki faktorler ortaya gcikmayacagindan davranigsa yonelik motivasyon da
dusuk olabilir ve bu durum bagvuru surecinden c¢ekilme davranisini
etkileyebilir. Esasen yapilan calismalar, bir davranisa yonelik kontrol algisi
dusuk oldugunda niyet-davranis iliskisinin de zayif oldugunu gdstermektedir

(Sheeran, 2001). Bu kapsamda asagidaki hipotezler test edilecektir:

Hipotez 7: Adaylarin se¢im agsamalarina iliskin bilgi seviyeleri ¢ekilme

davranisi ile iligkilidir.

Hipotez 8: Adaylarin se¢im agsamalarina iliskin 6zgiliven seviyeleri ¢ekilme

davranigi ile iliskilidir.

Son olarak, ¢ekilme davranisini inceleyen ¢alismalarda gekilme sebebi olarak
sikhkla belirtilen bazi faktorler (6r., uyanamamak, ge¢ kalmak, unutmak vb.)
dusuk sorumluluk bilincinin gostergesi olan davranislardir. Ayni zamanda
niyet-davranis iliskisinin dizenleyici degiskenleri Uzerinde yapilan bazi
calismalar sorumluluk sahibi olmanin bu iliskide duzenleyici bir degisken
oldugunu bulmustur (Rhodes ve Dickau, 2013). Bu kapsamda asagidaki

hipotez dnerilmektedir:

Hipotez 9: Sorumluluk bilinci basvuru sdrecinden c¢ekilme davranigi ile
iliskilidlir.

Yontem

Bu calismada onerilen hipotezler Turk Kara Kuvvetleri Komutanhgina
sozlesmeli er olmak icin basvuru yapan adaylar Uzerinde test edilmigtir.
Subay, astsubay ve uzman erbas statllerine ilave olarak 2012 yilinda
teminine baslanan s6zlesmeli erler genellikle yukumla erlerle ayni gorevleri
yapmakla birlikte, daha ¢ok uzmanlik gerektiren gorevierde daha uzun sure
istihdam edilmek Uzere alinmaktadir. YUkumlu erlerle ayni haklara sahip olan
sozlesmeli erlerin farki 3-7 yil arasinda gdrev yapmalari ve hizmetleri

karsiliginda maas almalaridir. Bu nedenle sézlesmeli erlik genellikle disuk
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seviye askeri bir is olarak gorulmektedir. Basvuru kosullar 20 ile 25 yaglari

arasinda olmak ve en az ilkogretim okulu mezunu olmaktir.
Katilimcilar ve Calismanin Asamalari

Calisma kapsaminda sozlesmeli er olmak Uzere internet Uzerinden 06n
basvuru yapan 5346 adaya bir anket uygulanmis (EK-A), miteakiben bu
adaylardan temin merkezinde sec¢im asamalarina katilan 1326 adaydan
550’sine ikinci bir anket uygulanmistir (EK-B). Ayrica sinava katiimayan 4020
aday e-posta kanaliyla ikinci anketi doldurmaya davet edilmis, bunlardan
306’s1 katilim saglamistir. Ortalama yasi 21.41 olan katilimcilarin %671’i
ilkdgretim, %32’si lise, %6’s1 iki yilhk meslek yuksekokulu, %1’i dort yillik

fakulte mezunudur.
Kullanilan Olgekler

Calismada bu calisma igim gelistiriimis olan uyum algisi 6lgegi, bilgi seviyesi
Olgcegi, 6zguven Olcegi ve bilgi arama yogunlugu Olgedine ilave olarak,
duygusal dengelilik dlgcegi (Sumer & Sumer, 2002), algilanan is alternatifleri
Olcegi (Liden & Parsons, 1986), is arama davranigi dl¢edi (Blau, 1994) ve
sorumluluk bilinci o6lcegi (Sumer & Sumer, 2002) kullanilmigtir. Ayrica
adaylarin galisip ¢calismadiklari da sorulmustur. Uyum algilarindaki degisim
ayni Olgegi her iki anket uygulamasinda da uygulamay1 muteakip aradaki farki
hesaplamak suretiyle dlgulmustir. Bagsvuru sonrasindaki gecikme adaylarin
anketi doldurmasindan temin merkezindeki sinav tarihine kadar olan sure
olarak hesaplanmigtir. Ayrica sinava katilmayan adaylara ikinci ankette
katlmama sebepleri de sorulmustur. Uygulama niyeti deneysel olarak
uygulanmig, bu kapsamda katiimcilarin rastgele belirlenmis olan yarisina
planlama yapmalarini saglayacak sekilde sinava katilima iliskin sorular
sorulmug ve bu sorularin soruldugu adaylarin uygulama niyetinin
olusturuldugu kabul edilmigtir. Son olarak, adaylarin sinava katilim durumlari
personel temin merkezinden elde edilmistir. Calisma durumu, uygulama niyeti
ve gekilme davranisi ikili (O veya 1) olgeklerle, diger degiskenler 1-5 araliginda
Likert tipi Olgekler kullanarak olgulmustar.

121



Bulgular

Calismada elde edilen betimleyici istatistikler ve dediskenler arasindaki

korelasyonlar Tablo 1'de sunulmustur.

Uyum algisindaki azalmanin ¢ekilme davranisi ile iligkisini inceleyen Hipotez
1 t-testi ile test edilmis, sinava katilan grupla (Ort = -.34) katilmayan (Ort =
.13) grup arasinda anlamli bir farkllik oldugu goruldigunden (t = -8.08, df =
466.68, p <.001, d = .60) hipotez desteklenmistir.

Basvuru sonrasindaki bekleme suresi ile ¢ekilme davranisi arasinda bir iligki
ongoren Hipotez 2a t-testi ile incelenmis ve sinava katilan grupla (Ort = 44.45)
katimayan grup (Ort = 54.27) arasinda anlamli bir farklihk oldugu
goéruldaginden (t = 16.00, df = 2265.74, p < .001, d = .51) hipotez

desteklenmisgtir.

Hipotez 2b, basvuru sonrasinda gecgen sure ile ¢ekilme davranigi arasindaki
iligkinin igsiz katilimcilar igin daha guglu olacagini 6ngérmus, ancak yapilan
dizenleyicili lojistik regresyon analizi neticesinde (8 = .00, p = .497)

desteklenmemistir.

Uyum algisindaki degisimin bagvuru sonrasi gecikme ile ¢ekilme davranigi
arasinda kismi araci deg@isken olacagini dngéren Hipotez 3a, araci degisken
olabilmenin birinci kosulu olan bagimsiz degisken ile araci degisken arasinda
anlamh bir iliski bulunmasi kosulunu saglamadigindan (r = -.02, p = .554)

desteklenmemisgtir.

Hipotez 3b, bagvuru sonrasi gecikme ile uyum algisindaki degisim arasindaki
iligkinin bilgi arama yogdunlugu degiskeni tarafindan duzenlenecegini
ongoérmus, ancak yapilan analiz neticesinde etkilesim katsayisi anlamhlik

dizeyine ulasmadigindan (8 = .00, p = .346) hipotez desteklenmemisgtir.

Bagvuru yaptiktan sonra kullanilan bilgi kaynaginin uyum algisindaki
degisimin yonunu etkileyip etkilemedigini inceleyen birinci arastirma sorusu,

her bir kaynagin kullanim derecesi ile uyum algisindaki degisim arasindaki
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korelasyon katsayilari vasitasiyla test edilmig, ancak kullanilan bilgi
kaynagina gore degisen bir iligki tespit edilmemigtir. Bunun yerine her bir
kaynagi daha fazla kullanan adaylarin uyum algilarinda pozitif yonde bir
degisim oldugu gozlemlenmistir. Ayrica kurum tarafindan yonetilen bilgi
kaynaklari ile igerigi kullanicilar tarafindan olusturulan bilgi kaynaklarinin
kullanim dereceleri t-testi vasitasiyla karsilastirimis ve kurum tarafindan
yonetilen kaynaklarin (Ort = 3.29) kullanicilarin olusturdugu kaynaklara gore
(Ort = 2.83) daha yuksek oranda kullanildigi bulunmustur (t =-20.85, df = 816,
p <.001, d = .66.).

Duygusal dengelilik ile ¢ekilme davranisi arasinda bir iligki dGngoren dorduncu
hipotez t-testi ile test edilmis, sinava katilan grupla (Ort = 4.20) katilmayan
grup (Ort =4.11) arasinda anlamli bir farkllik oldugu gérildiginden (t = -4.87,
df =5344, p <.001, d = .15) hipotez desteklenmistir.

is alternatiflerine iliskin algi ile cekilme davranisi arasinda bir iliski 6ngéren
Hipotez 5 t-testi ile test edilmis, sinava katilan grupla (Ort = 1.97) katiimayan
grup (Ort = 2.22) arasinda anlamh bir farkhlik oldugu géraldiginden (t = 8.04,
df = 2454.13, p <.001, d = .25) hipotez desteklenmistir.

ikinci arastirma sorusunda is arama davranigi ile is alternatiflerine iliskin alg!
arasindaki iliski incelenmis, anlamh diuzeyde bir negatif iliski (r = -.13)
bulunmustur. Bu sonuca gore daha fazla is arama davranisi daha az is

alternatifi ile iliski gdstermektedir.

Altinci hipotezde uygulama niyetine sahip kigilerin daha duguk oranda ¢ekilme
davranisi gosterecekleri 6ngorulmus, bu beklenti ki-kare testi ile test edilmistir.
Elde edilen sonuglar uygulama niyeti olan adaylarin daha yuksek oranda
sinava katihm sagladigini (X2 (1, N = 5346) = 5.87, p < .05, ¢ = .03.)

gOsterdiginden Hipotez 6 desteklenmistir.

Secim asamalarina iligkin bilgi seviyesi ile gekilme davranigi arasinda bir iligki

ongoren Hipotez 7 t-testi ile test edilmig, sinava katilan grupla (Ort = 3.47)
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katimayan grup (Ort = 3.23) arasinda anlamh bir farkliik oldugu
goruldigunden (t=-6.73, df = 5344, p <.001, d = .21) hipotez desteklenmisgtir.

Secim asamalarina iligkin 6zguven seviyesi ile gekilme davranigi arasinda bir
iliski 6ngoren Hipotez 8 t-testi ile test edilmisg, sinava katilan grupla (Ort = 2.80)
katimayan grup (Ort = 2.74) arasinda anlamli bir farkhlik oldugu
goruldigunden (t = -4.85, df = 2495.78, p < .001, d = .17) hipotez

desteklenmisgtir.

Son olarak, sorumluluk bilinci ile gekilme davranigi arasinda bir iliski 6ngoren
Hipotez 9 t-testi ile test edilmis, sinava katilan grupla (Ort = 4.46) katilmayan
grup (Ort = 4.39) arasinda anlamli bir farklilik oldugu géraldigunden (t = -4.68,
df = 2357.24, p <.001, d = .13) hipotez desteklenmistir.

ilave Analizler

Sinava katilmayanlara uygulanmis olan ikinci ankette, hangi sebeple
katilmadiklari da sorulmustur. Bu soruya cevaben belirtilen gerekgeler sinav
gunu ise gitme zorunlulugu (%38), baska bir isinin gikmasi (%20), basvuru
belgelerini kaybetme veya tamamlayamama (%11), isin kendisine uygun
olmadigina karar verme (%10), basvurudan sonra is igin gerekli kosullari
tasimadigini 6grenme (%10), maddi problemler nedeniyle sinava katilamama
(%9), sinav ¢agrisinin adaya ulasmamasi (%8), ailesinin izin vermemesi (%5)
ve bagka bir is bulmus olmasidir (%4). Bu bulgular bliyuk oranda ge¢cmis

calismalarin bulgulari ile ortugsmektedir.

Calismada incelenen degiskenlerin betimleyici istatistikleri ve aralarindaki
korelasyonlar sinava katilan ve katilmayan adaylar igin ayri ayri incelenmistir.

Sonuglar katilmayan adaylar i¢in Tablo 3’'te, katilan adaylar igin Tablo 4’tedir.

Calismada 6ngortlen tekil iligkileri inceledikten sonra, dnerilen modeli (Sekil-
1) butln olarak test etmek icgin Lisrel 9.2 sturimu Gzerinde bir path analizi icra
edilmis ve modelin veriye iyi derecede uyumluluk gdsterdigi bulunmustur (X?
= 62.07, df = 10, RMSEA = .08 (90% CI = .06 - .10), CFI = .99, NFI = .99,
AGFI = .90).
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Son olarak, her bir degiskenin diger degiskenlerle birlikte ¢cekilme davranigi
uzerinde ne sekilde etkide bulundugunu incelemek maksadiyla tim bagimsiz
degiskenlerin birlikte kullanildigi bir lojistik regresyon analizi uygulanmistir.
Analiz sonucunda modelin anlamli oldugu (X2 = 263.49, df = 11, p < .001)
bulunmustur. Tum degigkenler birlikte ele alindiginda anlamli olan degigkenler
basvuru sonrasi gecikme suresi, uyum algisindaki degisim, is alternatiflerine

iligkin algi ve bilgi arama yogunlugudur (Tablo-5).
Tartisma

Bu calismada is basvurusundan c¢ekilme davranisini etkileyen faktorlerin
incelenmesi hedeflenmistir. Bir ise ilk bagvuru yapan kisilerin o ise yonelik
niyetleri oldugu ve sonradan aday havuzundan c¢ekilmenin bu niyetin
davranisa donusmemesi anlamina geldigi varsayimindan hareketle,
calismada kuramsal c¢ergeve olarak niyet-davranis uyumsuziugu
kavramindan yararlaniimig ve niyet-davranig uyumsuzlugunu tahmin etmesi
beklenen faktorler is basvurusundan ¢ekilme davranisini da tahmin etmesi
muhtemel faktorler olarak ele alinmistir. Calismadan elde edilen bulgulara
gore uyum algisindaki degisim, ilk bagvurudan sonra bilgi arayisi yogunlugu,
adaylarin duygusal dengeliligi ve sorumluluk sahibi olma seviyeleri ve se¢im
asamalarina yonelik bilgi ve 6zglven seviyeleri gekilme davranigi ile negatif;
bagvuru sonrasindaki gecikme ile algilanan is alternatifleri pozitif iligkiye
sahiptir. Niyetin niteliginin de ¢ekilme davranigi Gzerinde etkili oldugu ve hedef
niyetine nazaran uygulama niyeti olan kisilerin ¢gekilme olasiliginin daha dusuk

oldugu bulunmustur.

Uyum algisindaki degisimin ¢ekilme davranigi ile iligkisini inceleyen birinci
hipotez desteklenmistir. Bu bulgu, uyum algisinin sabit olmadigi (Swider ve
ark., 2015) ve baslangigtaki uyum algisinin degil, davranigsa en yakin
zamandaki uyum algisinin ise yonelik davranigi tahmin etmede daha faydali
oldugu (Chapman ve ark., 2005) yonundeki 6nermeleri destekler niteliktedir.
Hipotez 2a’ya uygun olarak, bagvuru sonrasindaki bekleme suresi ile cekilme
davranisgi arasinda anlamli bir iliski bulunmustur. Konuya iligkin yapilmig olan

gecmis galismalarla uyumlu olan bu bulgu, is basvuru surecindeki beklemeleri
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mumkun Olgude kisaltacak sekilde secim asamalarini dizenlemenin 6nemine
isaret etmektedir. Bunu saglamak maksadiyla kurumlar daha az sayida adayi
daha sik sinava alacak sekilde personel temin sureclerini dizenleyebilirler.
Bunu saglamanin diger bir yolu ise internet Uzerinden basvuru sistemine
eklenecek c¢esitli on eleme vasitalariyla segim asamalarinda kesinlikle
elenecek olan bir kisim adayin bagvuru yapmasinin ve ilave is yuku

olusturmasinin onune gegilmesi olabilir.

Hipotez 2b basvuru sonrasi bekleme suresi ile ¢gekiime davranisi arasindaki
iliskinin galisma durumu degdiskeni tarafindan diizenlenecegini 6nermis, ancak
bu hipotez desteklenmemistir. Bu bulgu, issiz adaylarin ige alinabilirliginin
dusuk olmasindan dolayl uzun bekleme surelerinde dahi ¢ekilme davranigi
gosterememesi ile agiklanabili. Bu onermeyi dolayli olarak test etmek
maksadiyla c¢alisan ve issiz adaylarin is alternatiflerine iliskin algilari

karsilastiriimis ve arada anlamli bir fark oldugu tespit edilmistir.

Hipotez 3a, basvuru sonrasinda gecgen sure ile gekilme davranigi arasindaki
iligkide uyum algisindaki degisimin kismi araci degisken olacagini
ongormustur. Ancak bu hipotez, bekleme suresi ile uyum algisindaki degisim
arasinda anlamli bir iligki bulunamadigindan desteklenmemistir. Bu bulgu,
basvurulan igin ve adaylarin sosyo-ekonomik duzeylerinin ele alinmasi yoluyla
aciklanabilir. Daha yuksek sosyo-ekonomik duzeyde adaylarin bagvurdugu
yuksek seviye islerde, bekleme suresinin artmasi bir hayal kirikligina ve
dolayisiyla uyum algisinda azalmaya yol acgabilir. Ancak bu galismadaki gibi
disuk seviye igslerde kisa bekleme surelerine yonelik bir beklenti
olusmayabilir. Ayrica bu c¢alismada incelenen igveren kurumun kamu
sektoriinden yaygin bir sekilde bilinen bir kurum olmasi da bu etkiye katkida
bulunmus olabilir. Esasen bir ise basvuru surecinde yasanan tecrubelerin
cekilme davranisi ile iligkisini inceleyen galismasinda Rynes ve ark. (1991)
olumsuz tecrubelerin etkisini sinirlayan c¢esitli degiskenler oldugunu ve
kurumun bilindik bir kurum olma derecesinin bunlardan biri oldugunu

bulmustur.
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Basvuru sonrasi bekleme ile uyum algisindaki degisim arasindaki iligkinin bilgi
arama yogunlugu tarafindan duizenlenecedini 6ngdren Hipotez 3b
desteklenmemigtir. Bu bulgu esasen Soelberg (1967) tarafindan onerilen ig
arama modeli ile uyumludur. Soelberg, is arayisinin belirli bir noktasinda
adaylar tarafindan ig¢sel bir segimin yapildigini ve bundan sonraki bilgi
arayisinin fikir degistirici ydénde degil mevcut fikirleri onaylayici ydénde ényargili
oldugunu ifade etmistir. Bu kapsamda, mevcut ¢calismada adaylarin dnemli bir
kisminin igsel segimlerini yapmig olduklarindan dolayi bilgi arayiginin uyum

algisindaki degisim Uzerinde bir etkisi olmadigi dusunulebilir.

Calismada incelenmis olan ilk arastirma sorusu, kullanilan bilgi kaynaklari ile
uyum algisindaki degisim arasinda bir iligki olup olmadigini incelemis ve
kurum kaynakli ve kullanici kaynakli bilgileri iceren bilgi kaynaklari arasinda
degisimin yonu acisindan bir fark olmadigini, aksine her iki tir kaynaktan da
bilgi arayisi arttikca uyum algisindaki pozitif yonde degisimin arttigini
gOstermigtir. Esasen bu bulgu da Soelberg’in (1967) modeli ile uyumludur.
Bilgi kaynagi turlerinin kullaniima dereceleri kargilastirildiginda adaylarin
daha c¢ok kurum tarafindan yodnetilen bilgi kaynaklarini tercih ettikleri
bulunmustur. Bu bulgu, kurumlar tarafindan personel temini maksath internet
sayfalari olusturulmasinin ve kurumdaki is imkanlarina iliskin doyurucu

seviyede bilgi ile donatilmasinin 6nemine isaret etmektedir.

Calismanin doérdincu hipotezine uygun olarak duygusal dengelilik ile gekilme
davranigi arasinda anlamli bir iligki oldugu ve duygusal dengelilik arttikga
¢ekilme davraniginin azaldigi bulunmustur. Bu bulgu, ¢ekilme davraniginin
tum etkilerinin olumsuz olmadigini, bazi adaylarin g¢ekilmesinin kurum igin
faydali olabilecegini géstermistir. Bununla birlikte bu bulgu, Rhodes ve Dickau
(2013) tarafindan yapilmis ve duygusal dengeliligin niyet-davranig iliskisi
uzerinde bir etkisi olmadigini bulmus olan g¢alismanin bulgulariyla
celismektedir. Bunun nedeni, s6z konusu calismada genel olarak fiziksel
aktiviteye yonelik davranislarin incelenmis olmasi olabilir. insanlarin bir ig igin

secim asamalarina katilmak ile fiziksel egzersiz yapmak davranislarina farkl
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derecelerde 6nem atfettigi ve bundan dolaylr duygusal dengeliligin fiziki

egzersiz davranisinda bir rolu olmadigi dugunulebilir.

Algilanan is alternatifleri arttikca c¢ekilme davraniginin artacagini 6ngoren
Hipotez 5 desteklenmigtir. Mevcut ¢calismada incelenmis olan isin seviyesi goz
onune alindiginda bu bulgunun sasirtici olmadigi degerlendiriimektedir.
Bununla birlikte, isin seviyesine bakilmaksizin daha fazla alternatifi oldugunu
dusunen adaylarin daha fazla gekilme davranigi gostermeleri beklenebilir.
Yapilan ¢alismalar ige alinabilirlik algisinin belirli durumlarda farkli is arayislari
icin bir kaynak olarak kullanilabildigini ve kuruma dusuk seviyede bagliligin bu
durumlardan biri oldugunu ortaya koymustur (A¢ikgdz, Sumer ve Simer,
2016). Adaylarin basgvurduklari kuruma hendz bir baghlik gelistirmis olma
olasiliklari digsuk oldugundan, daha fazla alternatifi oldugunu dusunen
adaylarin daha ylksek oranda ¢ekilme davranisi gdstermeleri beklenebilir.
Daha fazla alternatifi oldugunu belirten adaylarin daha ylksek oranda ¢ekilme
davranisi gostermesi Soelberg (1967) tarafindan oOnerilen model ile de
uyumludur. Soelberg, is arayan Kigilerin es zamanli olarak birden fazla
alternatifi degerlendirdigini 6ne strmustir. Mevcut calismada daha fazla
alternatifi oldugunu belirten adaylarin birden fazla alternatifi degerlendiren
adaylar oldugu deg@erlendirilebilir. Bu kapsamda bu bulgu Soelberg’in modelini

destekler niteliktedir.

Calismadaki ikinci arastirma sorusu, is arama davranisi ile algilanan is
alternatifleri arasinda bir iligski olup olmadigini incelemis ve negatif yonde bir
iliski oldugu bulunmustur. Bu bulgu yine adaylarin ve bagvurulan igin sosyo-
ekonomik seviyesi ile agiklanabilir. Saks (2006) tarafindan yapilmis olan
galismada bu cgalismanin aksine is arama yogunlugu ile is alternatifleri
arasinda pozitif yonde bir iliski bulunmustur. Ancak s6z konusu ¢alismada
incelenen orneklemin daha ylksek sosyo-ekonomik seviyede bir 6érneklem
oldugu gorulmektedir. DUsuUk seviyede iglere basvuran, duslik derecede
egitimli adaylarin herhangi bir is bulabilmek adina yogun bir sekilde is
aramalarina ragmen cok fazla alternatif Uretememeleri akla yatkin bir

onermedir. Bununla birlikte, Ust seviye iglere basvuran kalifiye adaylarin is
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arama davranigi ile is alternatifleri arasinda pozitif bir iliski beklenebilir. Bu
muhtemel duzenleme iligkisi gelecekte vyapilacak olan ¢aligmalarda
incelenmelidir. Ayni zamanda bu bulgu, benzer calismalarda is turunun
dizenleyici etkisini de vurgulamasi bakimindan onemlidir. Bu kapsamda,
konuya iligkin gelecekte yapilacak olan ¢alismalar gesitli seviyelerdeki birden
fazla ise basvuran adaylari incelemeli ve ¢ok seviyeli yontem kullanarak is

turindn de etkisini gdrmeye olanak saglamalidir.

Calismanin altinci hipotezi uygulama niyetine sahip olmanin diguk c¢ekilme
orani ile iligkili olacagini 6ngormus ve desteklenmigtir. Bu bulgu, kurumlarin
personel alim sureglerinde uygulama niyeti olusturacak sekilde duzenlemeler
yapmalarinin basvuru surecinden c¢ekilme davranigini azaltabilecegini
gOstermektedir. Bununla birlikte, mevcut c¢alismada gdzlemlenen etki
buyukligu oldukga kuguktur. Bunun bir nedeni mevcut ¢alismada basvuru
sonrasi gegen bekleme suresinin ortalamasinin olduk¢a uzun olmasi ve
beklenen etkinin slre uzadikga azalmasi olabilir. Bu olasiligin test edilmesi
neticesinde ortalamanin altinda bekleme suresine sahip adaylarda etki
bayukligunun tum adaylarda bulunan etkinin iki kati buyuklukte oldugu,
ortalamanin Uzerinde bekleme silresi olan adaylarda ise uygulama niyeti ile
cekilme davranisi arasinda bir iligki bulunmadidi gézlemlenmistir. Bekleme
suresi uzadikga iliskinin kaybolmasi, uygulama niyetinin davraniglarin

hafizada erisilebilirligini artirarak etki ettigi varsayimini desteklemektedir.

Hipotez 7 secim asamalarina iligkin bilgi seviyesi ile c¢ekilme davranisi
arasinda bir iligki 6ngdérmus ve desteklenmistir. Se¢cim asamalarina iligkin
Ozguven seviyesi ile gekilme davranisi arasinda bir iliski 6ngdren Hipotez 8 de
desteklenmistir. Bu bulgu kurumlarin temin sureglerine iligkin agik olmalarinin
ve adaylari bilgilendirmelerinin dnemine isaret etmektedir. Kurumlar adaylara
temin sureclerine iliskin yeterli seviyede bilgi vererek ve 6z guvenlerini
artirabilmeleri icin kendilerini deneme imkani saglayarak secim asamalarina
katilimin artmasini saglayabilirler. Bununla birlikte, her ne kadar bilgi ve 0z
guven seviyeleri ile gcekilme davranigi arasinda bir iligki bulunmusg olsa da, bu
iliski daha fazla bilgili veya 6z glveni yuksek olmanin g¢ekilmeyi azalttig
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anlamina gelmeyebilir. Ornegin Gglinch bir degisken her iki degiskeni de
artirnyor olabilir. Bu olasiigl test edebilmek maksadiyla gelecekteki
calismalarda farkli zamanlarda uygulanan birden fazla se¢cim agsamasinin her

birine iligkin bilgi ve 6z guven seviyeleri ile katihm durumlari incelenmelidir.

Son olarak, adaylarin sorumluluk sahibi olma seviyeleri ile ¢ekilme davranigi
arasinda iliski dngoren Hipotez 9 desteklenmistir. Bu bulgu, en azindan bazi

adaylarin ¢ekilmesinin kuruma olumlu etki yapabilecegini gostermektedir.

Katilimcilar tarafindan sinava katilmama gerekgesi olarak en sik belirtilen
sebep, sinav gunu galisma zorunlulugu veya baska bir isinin ¢gikmasidir. Bu
bulgu adaylara sinav tarihine iliskin bir esneklik saglanmasinin ve tercih
edecekleri tarihlerde secim asamalarina alinmalarinin ¢ekilme oranini
dusurebilecedini gostermektedir. Adaylarin bir kismi ise maddi problemlerden
dolay! sinava katilamadigini ifade etmistir. Bu bulgu, 6zellikle baylk c¢apl
kurumlarin personel alim merkezlerini cografi olarak yaymak suretiyle
adaylara sinava girebilecekleri yer konusunda esneklik saglamalarinin

katilimi artirabilecegini gostermektedir.

Calismanin geneline bakildiginda, elde edilen bulgular gesitli faktorlerin niyet-
davranis uyumsuzlugu ile iligkili oldugunu ve bu faktorleri kullanarak
davranisin daha isabetli bir sekilde tahmin edilmesinin mimkidn oldugunu
gostermektedir. Bu bulgunun énemli bir sonucu, Planl Davranig Kuraminda
niyet ile davranig arasindaki uyumsuzlugun kabul edilerek bu uyumsuziugu
etkileyen faktorlerin modele dahil edilmesinin gerekliligini ortaya koymasidir.
Bu ¢alismada modele dahil edilebilecek bir takim degiskenler dnerilmigtir.
Gelecek calismalarda bu galismada elde edilen bulgular tekrarlanmaya ve

ilave duzenleyici degigkenlerin ortaya ¢ikariimasina ¢alisiimahdir.

Calismanin 6énemli bir sinirhhdi, bulgularin genellenebilirligi ile ilgilidir.
incelenen drneklem diisiik seviyede askeri bir ise bagvuru yapmis adaylardan
olusmakta oldugundan, bulgular bu baglamda degerlendiriimelidir. Bununla

birlikte, incelenen 6rneklem herhangi bir Ulkede benzer bir ise basvuru yapan
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adaylardan farkl degildir. Bu kapsamda bu ¢alisma ile askeri personel temini

yazinina katkida bulunulmustur.

Diger bir sinirlilik, elde edilen etki buyukliklerinin dusuk olmasidir. Bu durum
incelenen bagimli degiskenin ikili ve davranigsal bir degisken olmasi ile
aciklanabilir. ikili davranigsal bagimli degiskenlerin diisiik varyans ve egik
dagihima sahip olmasindan dolayr (Schreurs ve ark., 2009), bu tir

degiskenlerin incelenmesinde etki buyukltuklerinin disuk olmasi beklenebilir.

131



E. Vita

PERSONAL INFORMATION

Surname, Name: Acikgoz, Yalcin

Nationality: Turkish (TC)

Date and Place of Birth: 15 October 1983, Izmir
Marital Status: Married

email: acikgoz.yalcin@metu.edu.tr

EDUCATION
Degree Institution Year of Graduation
MA Industrial-Organizational Psychology, 2013
Appalachian State University, NC, USA
BS Systems Engineering, 2004
Turkish Military Academy, Ankara
High School Maltepe Military High School, 1zmir 2000

WORK EXPERIENCE
Year Place Enrollment

2004- Present Turkish Armed Forces Officer

FOREIGN LANGUAGES

English

PUBLICATIONS

1. Acikgoz, Y., & Bergman, S. M. (2016). Chasing the Run Away Bandwagon: Using
Social Media for Recruitment. In Landers, R. N., & Schmidt, G. B. (Eds), Social
media in employee selection and recruitment: Theory, practice, and current
challenges (175-195). Springer Publishing.

2. Acikgoz, Y., Sumer, H. C., & Sumer, N. (2016). Do employees leave just because
they can? Examining the perceived employability-turnover intentions relationship.
The Journal of Psychology, 150(5), 666-683. doi:10.1080/00223980.2016.
1160023

PROFESSIONAL ORGANIZATIONS

Society for Industrial and Organizational Psychology (SIOP)

132



F. Tez Fotokopisi izin Formu

ENSTITU

Fen Bilimleri Enstitlisi

Sosyal Bilimler Enstitusu

X
Uygulamali Matematik Enstitiisu I:I

Enformatik Enstitlsi

Deniz Bilimleri Enstitusu

YAZARIN
Soyadi : Acikg6z
Adi »Yalgin

Bolimi  : Endustri ve Orgiit Psikolojisi

TEZIN ADI (ingilizce): Intention — Behavior Gap as a Predictor of Applicant

Withdrawal from the Job Application Process

TEZIN TURU : Yiksek Lisans Doktora X

1. Tezimin tamamindan kaynak gdsterilmek sartiyla fotokopi alinabilir.

2. Tezimin igindekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir
béliminden kaynak gosterilmek sartiyla fotokopi alinabilir.

3. Tezimden bir bir (1) yil streyle fotokopi alinamaz. X

TEZIN KUTUPHANEYE TESLIiM TARIHi:

133



