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Abstract

The defence force is important to the well-being, safety, and security of a nation. The
availability of competent military personnel maintains national security and enables the
country to withstand external threats to safety and security. The purpose of this study
was to investigate the influence of organizational justice and psychological ownership
on the turnover intention of the Namibian Defence Force (NDF) personnel in Namibia.
Understanding turnover intention assists organizations to reduce the influence of turn-
over, reduce additional expenses related to recruitment, training, and development, and
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enhance the overall performance of the organization. A quantitative research design (sur-
vey) was used to collect data on Namibian Defence Force personnel (n=325). The study
found a negative relationship between organizational justice and turnover intention as well
as between psychological ownership and turnover intention. A positive correlation was
found between organizational justice and psychological ownership (excluding accounta-
bility). This study recommends that the organizational culture and working environment
be improved to foster inclusivity, collaboration, mutual respect, and improved communi-
cation. With enhanced environment and working relationships, employees are likely to
experience higher levels of organizational justice, psychological ownership, and reduced
levels of turnover intention. This study adds to the limited literature on these variables and
on the NDF in Namibia.

Introduction

According to Mitchell (2022) the key role of the military is to maintain peace and to safe-
guard the well-being of the nation. The Namibian Defence Force (NDF) was established
by the Namibian Government on 2 June 1990, as stipulated by the Namibian Constitution
under Chapter 15, Article 115. According to this Article, the purpose of the NDF is to
defend the territory and national interests of Namibia. Military personnel would not hesi-
tate to sacrifice their lives, if necessary, to maintain security and to enable others to enjoy
a state of well-being (Bennet 2020). According to Bennett (2020) it is essential to rely on
the military as a factor for stability in a nation. Furthermore, alongside the police, they can
help combat drug abuse and crime.

Soldiers also experience social challenges. According to Sasman (2011), Namibian
NDF female soldiers were evicted with no prior notice, leaving them homeless and in
need of immediate shelter. Prior to their eviction they paid only water and electricity bills
(Sasman 2011). They receive low wages that are insufficient to pay for accommodation.
Low wages and the inability to satisfy living needs can all lead to turnover intention.

When an individual decides to resign from their place of work, there is potentially a bet-
ter alternative, implying that their current workplace is not ideal. Turnover intention refers
to the likelihood of an employee leaving the current job he/she is doing (Belete 2018).
According to Pieters (2018a), while it would be ideal to have no turnover, some turnover
is inevitable. Turnover should be minimised and managed effectively. Turnover affects
the overall functioning of any organization. According to Pieters (2017), employees who
leave an organization will eventually benefit another organization and contribute towards
its success. Arif (2018) found a negative relationship between organizational justice and
turnover intention.

According to Mengstie (2020) organizational justice entails judgment made by an
employee about fairness of decisions at their place of work. These perceptions can in turn
influence attitudes and behaviours of the employees. According to Pieters (2018a), when
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employees are treated fairly, they are more likely to experience satisfaction and engage
more actively at work. However, when injustices occur, it may result in turnover intention.

Organizational justice and psychological ownership reported a positive correlation
(Ibrahim 2016); however, there is a negative relationship between psychological own-
ership and turnover intention (Lu et al. 2017). Psychological ownership entails a feeling
of possession towards something; it refers to a state in which individuals believe that an
object, an organization, or anything that targets ownership, belongs to them (Dawkins et al.
2017). Psychological ownership is an essential tool for organizations to encourage work
productivity and certain desirable employee behaviours at the workplace (Pickford et al.
2016). It encourages employees to contribute creatively to their work, as well as increasing
motivation.

The primary objective of the study is to assess the influence of organizational justice
and psychological ownership on turnover intention of Namibian Defence Force personnel
in the Khomas region, Namibia. The secondary objective of the study is to assess whether
NDF employees experience turnover intention differently based on sex, age, qualification,
tenure, marital status, number of children, and rank.

According to Pieters (2017), when an organization reduces an employee’s feelings of
turnover intention, it contributes positively to the effectiveness of the organization. It is
equally important for an organization to ensure fairness in the organization to ensure effec-
tiveness and a positive work environment. It is crucial for the Namibian Defence Force
to be well acquainted with its members’ perception of fairness within the organization. If
the needs of the Namibian Defence Force personnel are well catered for, it will lead to the
protection of Namibian lives. This study will also help create awareness among the public
by contributing to the availability of data on the turnover intention within the Namibian
Defence Force and the factors that influence it.

Literature review and theoretical framework
Literature review

Most challenges that result from employee turnover have a negative influence on the
finances and performance of an organization. These include all the costs involved in find-
ing another employee by means of advertising, training, and paying employees who had to
step in during the search for a new employee (Pieters 2017). The reputation of an organ-
ization is also at stake because turnover intention poses a damaging attitude long after an
individual has left (Pieters 2017).

Turnover intention is difficult to measure for employees that have already left the
organization (Pieters et al. 2022). There are two types of turnover: voluntary and invol-
untary. Voluntary turnover refers to an individual leaving an organization of their own
accord (with intention) because of factors such as job dissatisfaction (Pieters et al. 2022).
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Involuntary turnover refers to the dismissal of an employee, which is often because of poor
performance or misconduct at the workplace.

Organizations need to be fair in their distributive, procedural, and interactional justice
systems to ensure the job satisfaction, commitment, and loyalty of their employees (Belete
2018). Pieters and Auanga (2018) found that organizational justice showed a positive rela-
tionship with organizational commitment and work engagement. Pieters (2018a) found that
organizational justice predicted job satisfaction and work engagement. The feelings of injus-
tice increase burnout of employees and their desire to leave the job (Aghaei et al. 2012). Very
often, people leave when organizations do not distribute resources equitably or when they
pay workers different wages for the same work. Some Namibian Defence Force personnel in
low ranks regard their salaries as low. This leads to their withdrawal behaviour and causing
them to think about quitting (Namwandi 2015). A study found that there is a negative corre-
lation between organizational justice and turnover intention (Aslan & Ugar 2015).

Impartiality can be defined as the process where decisions are made based on objec-
tive criteria rather than the basis of bias and prejudice (Hooley 2023). A term within
Industrial Psychology related to impartiality is organizational justice. According to
Rusinowitz (2022), organizational justice refers to perceptions of employees about fair-
ness in the workplace regarding processes and decisions, including how equitable they
are. Organizational justice is inclusive of distributive and procedural justice. Distributive
justice is about how fair the distribution of resources or rewards and outcomes is, whereas
procedural justice is about fairness in how decisions are made in the organization whilst
following procedures. Equality is the process of decision making based on equal division
of resources or opportunities (Belden et al. 2018). Equity on the other hand considers the
differences amongst people and their circumstances before making decisions (Belden et
al. 2018). Organizational justice applies the principles of equality and equity within the
workplace. There are other variables that also influence turnover intention such as psycho-
logical ownership.

Recent research suggests that when employees perceive and act as though they own the
organization (psychological ownership), they feel they have a greater responsibility for its
functioning and success (Lu et al. 2017). Employees eventually experience more commit-
ment to the organization, which reduces their likelihood of quitting their job (Lu et al. 2017).

Psychological ownership is often obtained through gaining knowledge about an organ-
ization, as well as investing time and effort in it (Pickford et al. 2016). Psychological own-
ership developed because of the human desire to achieve ownership over something and to
have a sense of belonging. Psychological ownership consists of territoriality, self-efficacy,
self-identity, a sense of belonging, and accountability. The more an employee experiences
psychological ownership, the more territorial they become and feel the need to defend
their territory (Lu et al. 2017). Territoriality is deemed as the mediator between psycho-
logical ownership and turnover intention (Lu et al. 2017). An employee’s engagement in
territorial behaviour enhances their work environment and increases the embeddedness in
the organization, which further reduces turnover intention (Lu et al. 2017). Territoriality
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was regarded as a preventive dimension of psychological ownership because it focused on
individualistic behaviour more than on positive organizational behaviour (Olckers & Van
Zyl1 2020).

Efficacy refers to having a clear sense of self from a psychological attachment to
objects (Olckers & Van Zyl 2020). Self-identity has to do with one’s own belief in oneself
to accomplish something; a sense of belonging refers to feeling at home. Accountability
has to do with taking ownership of a task (Olckers & Van Zyl 2020).

There are positive and negative outcomes correlating with psychological ownership,
some of which may lead to turnover. Positive outcomes of psychological ownership
involve having reciprocity between an organization and an employee, whereas negative
outcomes entail becoming overly territorial and reluctant in sharing knowledge (Pickford
et al. 2016). According to Pickford et al. (2016), it is significant to understand an employ-
ee’s perspectives on psychological ownership in an organization so as to know when it is
crucial to promote satisfaction, ensure commitment, and encourage collective organiza-
tional citizenship.

High levels of organizational justice and psychological ownership may reduce the turn-
over intention of NDF employees in the Khomas Region. Being able to retain competent
military personnel helps in the execution of national and international safety and security
duties. Based on the literature discussed, the following hypotheses were developed.

Hypothesis 1: Organizational justice has a positive relationship with psychological
ownership.

Hypothesis 2: Organizational justice has a negative relationship with turnover intention.

Hypothesis 3: Psychological ownership has a negative relationship with turnover
intention.

Hypothesis 4. Turnover intention is experienced indifferently based on sex, age, quali-
fication, tenure, marital status, number of children, and rank.

Research design

This study made use of a quantitative research design, with the exploratory research
method. The purpose of using a quantitative research method is that it works with struc-
tured data, which can be presented numerically (Matthews & Ross 2010). Since this study
works with a large sample, it is ideal to use the quantitative research method. The study
made use of a close-ended questionnaire collecting information on the biographical var-
iables, perceptions of organizational justice and psychological ownership, and turnover
intention of NDF employees in the Khomas Region.

This study made use of a short, structured questionnaire (electronic, and pen-and-pa-
per). Questionnaires address the same sets of questions to many people (Matthews & Ross
2010). Section A included a biographical questionnaire which focused on the sex, age,
tenure, marital status, number of dependants, highest qualification obtained, and rank of
employees.
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Section B measured perception of organizational justice with a measure developed by
Colquitt (2001) measuring procedural and distributive justice. Sample items include “I am
able to express my views and feelings about my organization’s procedures” (procedural
justice); “The rewards/punishment issued reflect the effort I put into my work” (distribu-
tive justice). Participants were required to respond on a Likert scale ranging from 1 (to a
small extent) and 5 (to a large extent). Pieters (2018a) found acceptable reliability of 0.86
for procedural justice. The distributive justice dimension was also found to be a reliable
measure in the Namibian context at 0.90 Cronbach’s alpha (Pieters & Auanga 2018).

Section C measured psychological ownership using the Psychological Ownership
Questionnaire (POQ) developed by Avey and Avolio (2007). Sample items include “I feel
that people I work with in my organization should not invade my workspace” (territorial-
ity); “I am confident in my abilities to contribute to my organization’s success” (self-ef-
ficacy); “I would challenge anyone in my organization if I thought something was done
wrong” (accountability); “I feel I belong in this organization” (sense of belongingness);
“I feel this organization’s success is my success” (self-identity). Responses range from 1
(strongly disagree) to 6 (strongly agree). Acceptable reliability was reported by Lee (2017)
of 0.83 (Self-efficacy), 0.81 (Sense of belongingness), and 0.84 (Self-identity).

Section D of the questionnaire assessed the employee’s turnover intention. Turnover
intention was measured using the Turnover Intention Scale (Michaels & Spector 1982).
This scale makes use of a 6-point Likert type scale ranging from 1 (strongly disagree) to
6 (strongly agree). Example items include “I intend to quit my current job”. Janik and
Rothman (2015) reported acceptable reliability in the Namibian context (0.76).

The population of the study included all members of the Namibian Defence Force in
the Khomas Region. There is no known number of NDF personnel as a whole because
of confidentiality and security concerns of the Ministry of Defence. A small subset of the
Namibian Defence Force personnel was selected. The study made use of availability sam-
pling when selecting the participants (n=325). Availability sampling is non-discriminatory,
and everyone had an equal chance of being included in the study. The biographical details
are reported in Table 1 below.

Table 1: Biographical Details of Sample

Category Item Frequency Percentage
SEX Male 230 70.8
Female 95 29.2
AGE 24-28 30 9.2
29-31 55 16.9
32-35 61 18.8
36-40 61 18.8
41-45 47 14.5
46-50 47 14.5
51 and older 24 7.4
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Category Item Frequency  Percentage

QUALIFICATIONS Grade 12 185 56.9
Certificate 50 15.4
Diploma 44 13.5
Degree 24 7.4
Honours Degree 8 2.5
Master’s Degree 4 1.2
PHD 2 0.6
Missing responses 8 2.5

MARITAL STATUS Single 213 65.5
Married 105 325
Divorced 1 0.3
Widowed 4 1.2
Missing responses 2 0.6

TOTAL 325 100
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Ethics and procedure

The researchers applied for ethical clearance from the University of Namibia’s ethical
clearance committee. Permission from the Ministry of Safety and Security was obtained,
and consultative meetings were held with senior management at the different military
bases where the research was conducted. The participants were informed that the ques-
tionnaire would be anonymous; they were also instructed not to provide their names, and
their responses were treated with confidentiality. The study was voluntary, and participants
were allowed to withdraw if, during the study, they felt the need to.

Participants were briefed about the objectives of the study, and informed consent was
obtained. The researchers were present during the data collection process to answer any
questions from participants. The questionnaires were completed within 5—10 minutes, col-
lected afterwards, and stored in a locked cabinet. The electronic data is stored on a pass-
word-protected drive.

Data analysis

The Statistical Package for Social Sciences Version 27 (SPSS, 2020) was used to analyse
the data. This study made use of a Pearson correlation to assess the relationship between
the three variables. The Mann-Whitney U test was used to assess the relationship between
sex and turnover intention. The Kruskal Wallis Test was used to assess the differences
between age, tenure, marital status, number of dependants, highest qualification obtained,
and rank. The non-parametric statics techniques were used since the sample population
is relatively small and groups not equal in size (e.g. size of sample in different age cat-
egories, comparative to other age categories). Parametric statistics can be regarded as a
more sophisticated technique however require that the sample is normally distributed (e.g.
bell-shaped curve) and that the sample is big/sufficient (e.g. 120 per group/category being
compared). Non-parametric statistics may not pick up some of the differences that exist
like with parametric statistics.

Results

The means (M), standard deviation (SD), Cronbach’s alpha and correlations are reported in
Table 2 below. Distributive justice (Organizational Justice), Territoriality (Psychological
Ownership), and Self-efficacy (Psychological Ownership) did not meet the reliabil-
ity standards of 0.60 and higher (Resi & Judd 2000); therefore, these dimensions were
excluded from further analysis in this study.

Procedural justice and organizational justice (combined) reported positive relationships
with psychological ownership (sense of belongingness), sense of identity, and psychologi-
cal ownership (positive). Procedural justice and organizational justice reported a negative
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Table 2: Descriptive statistics and Pearson rank order correlation

Item Mean SD A 1 2 3 4 5 6 7
OJ_PJ 15.09 2692 0.64 -

0OJ CoOM 18.61 3143 0.66 0.96"* -

PO_ACC 8.71 3.02 0.76  -0.04 -0.04 -

PO_SOB 13.95 18.10 0.83  0.00 0.01 0.04 -

PO_SID 13.65 11.34 0.76 0.01 0.02 0.10* 0.89* -

PO_POS 56.54  33.06 0.73 0.03 0.04 0.23* 091" 0.86™ -
TI 8.19 5.52 0.89 -0.03 -0.03  -0.02 -0.06* -0.06* -0.09* -

*Statistically significant: p < 0,05
* Practically significant correlation (medium effect): 0,30 <r < 0,49
** Practically significant correlation (large effect): r > 0,50

OJ _PJ: Organizational Justice (Procedural Justice)

OJ _COM: Organizational Justice (Combined)

PO _ACC: Psychological Ownership (Accountability)

PO _SOB: Psychological Ownership (Sense of Belongingness)
PO _SID: Psychological Ownership (Self-identity)

PO_POS: Psychological Ownership (Positive)

TI: Turnover Intention

relationship with turnover intention. Psychological ownership (accountability), sense of
belongingness, sense of identity, and psychological ownership (positive) reported negative
relations with turnover intention.

Hypothesis 4 of this study investigated the relationship between sex, age, qualifica-
tion, tenure, marital status, number of children, and rank with turnover intention. Males
reported higher levels of turnover intention compared to females. Younger employees
reported higher levels of turnover intention when compared to older employees in this
sample. Employees with a shorter tenure at the NDF experienced higher levels of turnover
intention. Single employees reported higher levels of turnover intention compared to mar-
ried employees. No significant differences were reported between the number of depend-
ants (children) and turnover intention. Employees with a degree reported the highest
significant level of turnover intention. In terms of rank, the senior and junior ranks experi-
ence a higher turnover intention than do the middle ranks, both for commissioned and for
non-commissioned ranks. In terms of commissioned officers, Lieutenant/ Major/ Brigadier
General (high ranked) and Captain/ Lieutenant/ 2nd Lieutenant (lower ranked) reported
higher levels of turnover intention compared to Colonel/ Lieutenant Colonel/ Major (mid-
dle ranked). The same was observed for con-commissioned officers and enlisted person-
nel. Warrant officer 1/2 (lower ranked) and Corporal/ Lance Corporal (higher ranked)
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reported higher levels of turnover intention compared to Staff Sergeant/Sergeant (middle
ranked). The high and low ranked personnel also reported the highest level of turnover
intention (Private- low ranked; and Sergeant Major of Army/ Formation Sergeant Major/
Regimental Sergeant Major- high ranked). The results related to hypothesis 4 is reported
in Table 3 below (interpret with caution considering that some categories have a smaller
number of participants).

Table 3: Non-parametric statistics, the relationship between turnover intention and the biograph-
ical variables

Biographical Significance | Outcome Category Mean score

variable

Sex 0.00* Significant Males 8.90
Females 6.46

Age 0.00* Significant 24-28 218.32
29-31 183.40
32-35 172.45
36-40 159.73
41-45 151.02
46-50 136.18
51 and older 107.38

Tenure 0.00* Significant Less than 1 year 265.50
3—4 years 265.50
5-6 219.08
7-8 201.37
9-10 170.69
11-15 146.53
16 and more 139.47

Marital status 0.00* Significant Single 176.23
Married 135.58
Divorced 62.50
Widowed 122.88

Number of 0.19 Insignificant None 188.44

dependants

(children)
1-2 167.63
34 143.80
5-6 164.94
7-9 173.63
10 and more 156.48
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Biographical Significance | Outcome Category Mean score

variable

Qualification 0.01%* Significant Grade 12 145.83
Certificate 163.09
Diploma 177.95
Degree 206.79
Honours degree 179.75
Master’s degree 133.38
PhD degree 252.75

Rank 0.00* Significant Lieutenant/ Major/ Brigadier 158.58
General
Colonel/ Lieutenant Colonel/ Major 103.77
Captain/ Lieutenant/ 2" Lieutenant 114.08
Warrant Officer 1/ 2 151.26
Staff Sergeant/ Sergeant 138.73
Corporal/ Lance Corporal 157.02
Private/ Sergeant Major of the 229.96
Army/ Formation Sergeant Major/
Regimental Sergeant Major

Discussion and recommendations

The primary objective of this study was to investigate the influence of organizational jus-
tice and psychological ownership on turnover intention of NDF employees in the Khomas
Region, Namibia. The secondary objective was to assess whether differences exist within
the categories of sex, age, qualification, tenure, marital status, number of children, and
rank in relation to turnover intention. Except for accountability (psychological ownership),
organizational justice and psychological ownership reported a positive relationship, sup-
porting Hypothesis 1 of this study (weak relationship). Ibrahim (2016) found a positive
association between organizational justice and psychological ownership. When the NDF
treats employees fairly based on policies and procedures, distributes rewards, benefits
and disciplinary procedures fairly, these employees are likely to feel more part of the
NDF. Experiencing organizational justice signifies consideration towards employees, thus
enhancing their identification with the organization. Pickford et al. (2016) emphasizes
the importance and benefits of psychological ownership for the employee and organiza-
tion. This study sample reported high levels of organizational justice and psychological
ownership. Organizational justice and psychological ownership influence job satisfaction
(Pieters 2017) and loyalty (Belete 2018), organizational commitment, and work engage-
ment (Pieters & Auanga 2018).
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Hypothesis 2 of this study assessed the negative relationship between organizational
justice and turnover intention. The findings of this study support Hypothesis 2 (weak rela-
tionship). When employees are not treated fairly, they are likely to leave. The same neg-
ative relationship was found between organizational justice and turnover intention (Arif
2018; Aslan & Ugar 2015). Mengstie (2020) noted that the perception of fairness or lack
thereof influences the attitudes and behaviours of employees. Pieters (2018a) pointed out
that when employees experience organizational justice, they are more likely to experience
job satisfaction and work engagement. Apart from increasing feelings of burnout, Aghaei
et al. (2012) found that organizational injustice increases the desire to leave (turnover
intention). It is thus recommended that the NDF re-evaluates the organizational culture
and work environment. The working environment of the NDF is very hierarchical; a more
humane and collaborative approach could be considered. Namwandi (2015) reported that
many employees were dissatisfied with the conduciveness of the working environment and
the poor relationship with supervisors. If employees are considered and involved, their job
attitudes could influence the perception of organizational justice and psychological own-
ership. Pieters and Auanga (2018) found a positive relationship between organizational
justice, organizational commitment, psychological meaningfulness, and work engagement.
Normative commitment and psychological meaningfulness predicted work engagement of
employees. It is also recommended that employees be educated about policies on a regular
basis and that superiors explain why certain rewards or penalties are being administered.
An understanding of how and why certain decisions are made enhances organizational
justice and psychological ownership.

This study explored the negative relationship between psychological ownership and
turnover intention. The results of this study confirmed Hypothesis 3, a negative relation-
ship between psychological ownership and turnover intention (weak relationship). A neg-
ative relationship between psychological ownership and turnover intention was also sup-
ported by other studies (Lu et al. 2017). Psychological ownership encourages higher levels
of productivity and desirable employee behaviour (Pickford et al. 2016) whilst reducing
unwanted behaviour like turnover intention (Lu et al. 2017). Olckers and du Plessis (2015)
found that communication needs to be clear, relationships maintained, ethical conduct
practised, recognition and acknowledgement awarded, and effective leadership applied to
enhance psychological ownership. It is thus recommended that the NDF enhances com-
munication and relationships between subordinates and supervisors. By having improved
relationships, employees would become more committed and engaged at work. It is also
recommended that the NDF improves or develops recognition and acknowledgement sys-
tems for excellence and for diligent employees.

The fourth hypothesis of this study explored the relationship between sex, age, qualifi-
cation, tenure, marital status, number of children, rank, and turnover intention. Hypothesis
4 was mostly supported by the results of this study. Apart from the number of dependants
(children); sex, age, qualification, tenure, marital status, and rank reported significant dif-
ferences with turnover intention. It is interesting to note, even in this male-dominated
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profession of military service, that males reported higher levels of turnover intention.
Ammann and Staudacher (2021) noted that the challenges related to being an African male
have changed and become more complex with changes related to social, political, and
financial changes. Females have equal rights in society and increased access to political
and financial resources. Males being predominantly associated with the role of provider
may experience significantly more pressure compared to female NDF employees with low
salaries and benefits. Sasman (2011) reported that NDF employees were evicted from the
military base for not paying their rent. Low wages were cited as the reason for not being
able to pay their rent. This study recommends that male employees be educated about
gender sensitivity and sensitized to the new world of work. Educating males about equal-
ity and equity, dual-career marriages, and how to adopt improved gender roles can help
reduce stress related to old-fashioned perceptions and practices.

The significant differences reported for age, tenure, and rank in relation to turnover
intention may be related to African practices regarding respect and seniority. Idang (2015)
reported that as children, Africans learn about the rituals and practices related to respect
for the head of the household, elders, and political leaders. These values and practices
are carried over to the workplace and applied. Younger, short-tenured and junior-ranked
employees may be regarded as less influential, less insightful, or less resourceful. These
younger, short-tenured and junior-ranked employees may experience frustration because
they could be ignored, less considered, or less respected, thus increasing their intention to
leave. Idang (2015) noted that culture is dynamic. Younger, short-tenured and lower rank
employees could foster principles related to equality, democracy, and inclusivity. However,
the military is a very authoritarian type of organization where age, seniority, and rank
matter, and respect does not necessarily need to be earned. The significant differences
between age, tenure, and rank in relation to turnover intention could also be because of
fewer opportunities to obtain other employment. When employees become older, settle
into the organization, or are progressing within the ranks of the organization, they become
more embedded into the workplace, thus experiencing lower levels of turnover intention
(Peltokorpi 2013). The lower turnover intention of middle-ranked employees was reported
in this study. Higher-ranked employees are usually tasked with more responsibilities and
required to respond to queries from top-ranked officials, which could be associated with
higher intention to leave. Being responsible for the performance of lower ranked employ-
ees may add to the work stress associated with senior work roles. Olckers and du Plessis
(2015) noted the importance of ethical conduct. All personnel should be treated with
mutual respect and consideration. Mutual respect and consideration can ensure that the
relationship between employees is enhanced and that employees become more open to
sharing and listening to the ideas and views of others. Feeling respected and engaged in an
ethical manner enhances psychological ownership (identifying with the organization) and
reduces turnover intention.

Single employees reported higher levels of turnover intention. Karraker and Dorius
(2016) noted that married couples reported higher financial net wealth, assets, and income
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compared to single people. Pieters (2018b) reported no significant difference between
marital status and turnover intention. The low wages associated with the NDF could add
more financial pressure to single employees than to married employees with dual income.
Being married may ensure that the challenges related to the continued rising cost of liv-
ing are shared and managed collectively. Being married also comes with discussions and
insights on financial management. It is thus suggested that all employees, especially single
employees, attend financial literacy training and learn how to budget. If single employees
do not have the luxury of a second income, perhaps training on how to manage their cur-
rent income may help. Namwandi (2015) noted that the salary was the biggest motivator
to join the NDF.

The number of dependants (children) did not significantly influence the levels of turn-
over intention for the sample. Employees with no or differing numbers of children experi-
enced similar levels of turnover intention. The same insignificant difference was found by
Pieters (2018b) between number of dependents and turnover intention.

Du Plooy and Roodt (2013) found no significant relation between qualification and
turnover intention of employees. This study found that level of qualification reported
significant differences in relation to turnover intention. Pieters (2018b) noted that when
employees gain educational qualifications, they become more hopeful of transitioning into
better-paid jobs. Education and experience enhance mobility within (higher ranks) and
outside the organization. The Ministry of Defence should review human resource policies
by focusing on staff retention and progression. When employees advance themselves in
terms of tertiary education, they should be recognized and promoted with better salaries
and benefits. Many employees reported that the salary was the motivating factor for them
to join the NDF (Namwandi 2015). Promotions should be fair and according to policy
guidelines. Advancement policies need to consider working experience, training com-
pleted, and educational qualifications. Employee retention is improved by career develop-
ment and especially when there are somewhat competitive activities in which employees
engage and feel that they are learning and improving their skills. Advancement does not
always need to be vertical but also through advanced tasks and assignments, deployment,
training, and development.

The working environment of NDF personnel should be improved; it is their home away
from home. One of the factors that improve job satisfaction is an improved working envi-
ronment. The working environment also plays a role in terms of organizational justice and
psychological ownership, thus reducing turnover intention. A bureaucratic environment
may stifle creativity, healthy working relations, inclusivity, and performance.

Some of the limitations experienced when conducting this study include a language
barrier as some personnel needed the research content to be explained in languages other
than English. There is a lack of previous research studies conducted on the topic, and
therefore limited access to literature concerning the Namibian Defence Force and their
turnover intention. This study cannot be generalised to the rest of the population, consider-
ing that it was done in the Khomas Region. The study was unable to determine cause-effect
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relationships between the variables considering the nature of survey research. Considering
the weak relationships between organizational justice, psychological ownership, and turn-
over intention; it is recommended that future studies focus on other variables (job satis-
faction; job demands and resources; work stress) that may be more significant regarding
turnover intention for this population.

Conclusion

The aim of this study was to explore the influence of organizational justice and psycholog-
ical ownership on turnover intention of NDF personnel in the Khomas Region. The study
found a positive relationship between organizational justice and psychological ownership
(excluding accountability). A negative relationship was reported between organizational
justice and turnover intention. A negative relationship was found between psychological
ownership and turnover intention. This study found significant differences between sex,
age, tenure, marital status, qualification, and rank in relation to turnover intention. The
number of dependants displayed insignificant differences related to turnover intention.
Different recommendations are proposed to enhance organizational justice and psycholog-
ical ownership, whilst reducing turnover intention.
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