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ABSTRACT
Involuntary turnover among field staff at wilderness therapy programs can result
in therapeutic and financial difficulties for the program. This study sought to examine
what factors field staff attribute their intent to turnover to. The factors of organizational
commitment, burnout, age, and length of days spent in the field were examined to
identify if factors identified as predictors of turnover in previous literature were also true
for field staff employed by wilderness therapy programs. Three programs agreed to
participate by forwarding emails to their field staff containing a link to the survey, and
were also emailed a program director survey that asked some basic demographic
questions about their program. The field staff survey was comprised of the Maslach
Burnout Inventory – General Survey, The TCM Employee Commitment Survey, the
intent to leave scale, as well as general demographic questions. A total of 13 field staff
participated in the study, and as a result the use of multiple regression models was not
possible due to the sample size. Six simple linear regressions were conducted to test the
predictive hypotheses, and findings suggest that none of the six factors predicted turnover
intentions among field staff. Pearson’s correlations were conducted to examine the
relationship between factors, and suggested that age is negatively related to intent to
turnover and that burnout was identified as a stronger contributing factor of intent to
turnover than organizational commitment, and the sub factor of continuance commitment.
Findings suggested that wilderness therapy programs may want to consider the costs and
advantages associated with a workers age when hiring new staff, and to consider using
burnout measurement tools to identify burnout in staff so they may employ preventative
measures to reduce the number of voluntary turnover among field staff. Future researcher
may want to explore additional predictors of turnover intentions not examined in previous
literature to continue developing knowledge about programs and those who are employed
by wilderness therapy programs.
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CHAPTER 1: INTRODUCTION
The wilderness therapy program industry primarily serves adolescents and their
families through the use of interventions that use nature and the wilderness to help
address personal problems and destructive behaviors (Becker, 2009). The following is a
case scenario that illustrates a possible day at a wilderness program, and the staff that
support adolescents through their daily activities.
Becky, 15, is woken by Sandy, a field staff member at a wilderness therapy
program, and is given a 15 minute warning to get out of her sleeping bag and to get her
items ready to go down to make breakfast as a group. Becky reminds herself that this is
day 21 of her stay at the program, and is working toward achieving the next level (Bear).
She doesn’t need to be reminded by her therapist, Steve, that she has experienced several
challenges at the program and, as a result of her choices, has not progressed as quickly as
other participants through the level system. She quickly gets out of her sleeping bag and
gathers her items to take down to the cooking site. Becky knows that if all members of
the group are not ready for breakfast in time, the natural consequence of a cold breakfast
will be likely, with not enough time to start a fire. Becky is thankful that this morning all
of the members of her group get out of their sleeping bags quickly and are ready to go to
the breakfast site. Becky watches as Teresa, a 17 year old who is graduating next week
from the program, uses primitive fire starting skills to ignite their campfire. The group
settles in to preparing their breakfast over the fire, and Becky cooks oatmeal with
chocolate chips and brown sugar. Becky remembers that tomorrow she will meet with
her therapist, as well as call home for the first time in 21 days. The group returns to the
sleeping area, and is given 20 minutes to break down their campsite and place all of their
items in their backpacks. Becky always dreads this part of the day; packing up and then
hiking to a new campsite, carrying all of her possessions on her back. Becky hopes that
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today the group will return to base camp, but is doubtful since the group had just been
there a few days earlier.
After hiking what feels like 4 hours, the group stops to eat a cold lunch and is
reminded that each group member should have consumed two bottles of water by this
point of the day. Becky offers to help get water for the group, and in doing so is happy to
spend time with Sandy. Becky thinks about how Sandy reminds her of her older sister,
and has quickly become her favorite field staff. Sandy has helped Becky during her
transition into the program and is supportive of Becky. After refilling waters, the group
continues to walk until staff notifies the group that they have arrived at the campsite for
the night. Becky figures it is still early in the day and knows that the group will use the
time to work on their school curriculum. Becky erects her shelter and the group convenes
at the cooking area to work on their daily lesson. As it begins to get dark, Becky waits for
group to start once the campfire is lit for the night. Group is especially meaningful to
Becky tonight because she shares her life story with the group and confronts decisions
made in the past that she feels guilt over. Becky reveals to the group that she had drank
heavily at home and would frequently skip school to go party with her friends. She also
admits to stealing from her family and being hurtful to her parents, even though she knew
they were just trying to help her. Becky then shares something with the group she had
kept secret for five years. She tells them that she had been raped by a family friend when
she was 10 years old. The reaction to her life story is uplifting. Becky is supported by the
group and it is appreciated that she is willing to be truthful. After dinner is finished,
Becky and the group return to their shelters, and after boots are collected, everyone is
quiet. Becky reflects on the day and falls asleep.
The case scenario of Becky highlights the importance of field staff and their
contributions to the therapeutic process that occurs at wilderness therapy programs. The
turnover of field staff at programs can cause disruptions of the therapeutic process and

3

highlights the necessity to examine the factors that may contribute to staff voluntarily
quitting their employment at a wilderness therapy program. Wilderness therapy programs
(WTPs) have been a helpful resource for parents who need help with their adolescent for
a variety of mental health disorders, substance abuse, and behavioral problems. WTPs
have been found to be an effective therapeutic modality, yielding both statistically and
clinically significant changes in participant behaviors (Bandoroff, 1989; Bandoroff &
Scherer, 1994; Bennett, Cardone, & Jarczyk, 1998; Russell, 2001b). A critical
component to the success of WTPs are the field staff who provide the direct care and
supervision to clients, for 24 hours a day and for as many as 21 consecutive days.
Wilderness Therapy Programs
The use of WTPs as a therapeutic modality for adolescents has become more
common place in the past 30 years. Russell (2003) described wilderness therapy as a
more commonly viewed alternative treatment for adolescents who are resistant or
unwilling to commit to traditional treatment, compared to three decades ago. WTPs offer
a unique experience where adolescents are immersed in the wilderness and undergo
significant behavioral and lifestyle changes through the use of traditional and experiential
therapeutic techniques. Traditional therapeutic techniques employed at WTPs could
include cognitive-behavioral therapy and solution focused therapy.
Wilderness generally refers to “an area where the earth and its community of life
are untrammeled by man, where man himself is a visitor who does not remain”
(Wilderness Act, 1964). This definition provides a beginning understanding of the
geographic area where WTPs operate; yet programs have come to operate in a variety of
wilderness settings which can include forested areas, lakes, rivers, mountains, and
valleys. Russell and Hendee (2000) describe WTPs as operating in areas that vary from a
working ranch in Utah to the most remote backcountry of Montana. The use of
wilderness areas is advantageous to WTPs because forested land offers a secluded space
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where groups are unlikely to run into non program participants. WTPs can also purchase
large tracts of land and use private property as the primary location for the daily services
provided by the organization. The services offered at a WTP vary greatly, but all
programs have one thing in common: the use of wilderness activities to promote change
within adolescents.
The admissions procedures at WTPs act as the screening process to identify if the
adolescent can benefit from services offered by a program. The author of this thesis has
previous experience in the wilderness therapy industry through prior employment as a
field staff. This experience is helpful in describing WTPs and the therapeutic process that
adolescents experience while receiving care at programs. Families with an adolescent
who is experiencing difficulties with behavioral problems, substance use and abuse
issues, and mental health symptoms often seek information from a variety of sources to
find out if having their child attend a WTP might be of benefit. Some examples of
sources that can help a family find an appropriate program are therapists who have
knowledge about WTPs, education consultants (who specialize in helping parents place
their children in residential programs), or through on-line web searches. Once a parent
contacts a program and the adolescent’s behavior has been assessed, the admission
director at the program decides if an appropriate level of care can be provided for the
youth. If admission is granted, adolescents enter the program and begin participating in
weekly therapy sessions with a clinical staff member as well as participating in daily
activities with field staff and other program participants. The admitted adolescent is
placed in a group with other adolescents, in which he/she will remain throughout his/her
stay at the WTP.
Camping is an important component of WTPs. Programs that are residential in
nature, meaning long term and can last for a year or more in length, typically have a fixed
base camp (Kirby, 2006). The base camp acts as the area where adolescents spend the
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majority of their time during the program, but will leave for expeditions into the
wilderness. Expeditions can last for one to two weeks, and when the expedition is
completed the group returns to the base camp. WTPs that operate on a more short term
basis, less than three months, often do not utilize base camps which results in the group
changing campsites nightly. Adolescents at programs, with changing campsites, carry all
of their supplies in their backpack, and are responsible for building and taking down their
own shelter daily. For programs that operate year round and in areas that are prone to
extreme weather, it is common for a pre-established shelter to be in place for the groups
to use.
Field staff accompany the group of adolescents and are charged with direct care
and supervision of group members. Field staff are essential members of the therapeutic
process for adolescents. The field staff “are on the front line of treatment delivery,
running daily or twice daily groups, counseling on an individual basis, and doing
extensive conflict mediation” (Kirby, 2006, p.11). Field staff may spend anywhere from
one to 21 days consecutively in the field with clients before receiving a day off. Field
staff credentials vary by program, but generally they include the preference that the
applicant has received a four year college degree, either cardiopulmonary resuscitation
(CPR)/First Aid or Wilderness First Responder training, previous experience working
with troubled adolescents, and experience in a wilderness setting. The four year degree
preference by programs may include a preferred area of study, such as social work or
psychology. In addition to field staff, clinical staff (or therapists) also have regular
contact with clients, and typically have a master’s level education in social work or
marriage and family counseling.
Turnover and Factors Predicting Intention
The wilderness therapy industry experiences a high level of turnover among their
field staff (Kirby, 2006; Marchand, Russell, & Cross, 2009). Literature describing
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turnover among field staff is limited, but Kirby (2006) conducted a pilot study in 2002 at
several WTPs and reported that one program indicated that 100% turnover of field staff
occurred every two years, while another program reported that getting six months of
employment out of a field staff member was great. Turnover, leaving ones place of
employment, can be either voluntary or involuntary, and can have a negative impact on
an organization. Turnover creates difficulty for WTPs because it is costly to train new
field staff, but more importantly, it can disrupt the therapeutic process for clients who
have built strong relationships with staff members.
Hellman (1997) described voluntary turnover of desirable staff as detrimental to
the organization, both in economic costs and disruption in work. Involuntary turnover
occurs when an organization removes an employee for a variety of reasons. The empirical
literature has identified predictors of voluntary employee turnover for a variety of
occupations (such as human services, nursing, physicians, and physiatrists) and include
job satisfaction, organizational commitment, tenure at an organization, perceived
availability of alternate jobs, intent to leave, pay, burnout, and various demographic
variables that include age, education, gender and marital status ( Estryn-Be’har et al.,
2007; Hellman, 1997; Kim & Stoner, 2008; Lambert, Hogan, & Barton, 2001). These
identified predictors can help inform research about employees who intend to turnover.
While it would be of interest to conduct research of field staff that have already
voluntarily left employment, it is difficult to track those who have left programs and is
also costly for the researcher. Nonetheless it is valuable to research field staff at WTPs
and their turnover intentions with consideration of the predictors for turnover to build
upon a very small body of knowledge. The current research study will focus on the
reasons field staff attribute their intent to voluntarily turnover.
The turnover and intent to turnover literature has identified burnout as an
important predictor of an employee’s intent to leave an organization. Burnout has been
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described as the experience of emotional exhaustion and pessimism in people who work
in the helping profession (Maslach & Jackson, 1981). The concept of burnout includes a
workers emotional exhaustion, the development of depersonalization, and reduced
feelings of personal accomplishment (Maslach, Jackson, & Leiter, 1997). WTP field
staff, like those employed in social and human service agencies, often experience a high
level of stress which can lead to worker burnout and ultimately lead to turnover from
employment (Maslach & Jackson, 1981; Acker, 1999). Specifically, field staff often work
in a stressful environment and with adolescents who are likely to be in a program against
their will and may not want to remain in treatment. Adolescent defiance and hostility may
contribute to workers’ elevated levels of stress. Stress can increase the likelihood of
experiencing burnout and contribute to staff members’ intent to turnover from their
current employment (Kirby, 2006). Burnout and the concepts that comprise burnout will
be further described in Chapter Two of this thesis.
In addition to burnout, organizational commitment and continuance commitment
may influence field staff intent to turnover (Tett & Meyer, 1993). Organizational
commitment describes the bond employees have to the organization (Gellatly, Meyer, &
Luchak, 2006). A worker’s commitment to their organization can be increased by their
level of emotional attachment to the organization, such as the worker feeling like they are
a family member at the organization. Field staff’s commitment to the organization can
impact their intent to turnover. The less committed to their program, the more likely they
are to leave the organization. The concept of organizational commitment also includes
the sub factor of continuance commitment, which is described as continuing with an
organization because circumstances require it (Abbott, White, & Charles, 2005).
Specifically continuance commitment looks at the costs associated with leaving the
organization. The additional sub factors organizational commitment (normative and
affective commitment) will be further described in Chapter Two.
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The research on intent to turnover has addressed many of the key predictors of
turnover in a variety of occupational settings. Although there are studies that have looked
at turnover intentions in other organizational settings using some of the factors noted thus
far, only one study could be located that examined similar factors to the current research
study. In his dissertation research that included a sample of 99 field staff from seven
WTPs, Alex Kirby (2006), examined the influence of organizational commitment, job
satisfaction, economic health, and burnout on field staff intent to turnover from WTPs.
Kirby found that economic health (continuance commitment), burnout, job satisfaction,
and organizational commitment did not predict turnover intentions of field staff. Despite
his findings that burnout did not predict intent to turnover among field staff, Kirby
reported that burnout levels for field staff were relatively high in comparison to persons
working in the other helping professions. He compared the burnout scores of field staff in
his sample to normative data of social service workers and mental health workers in the
Maslach Burnout Inventory Manuel (as cited in Kirby, 2006).
Kirby’s (2006) research on factors that predict turnover intention in field staff is
an important study because it was the first attempt by a researcher to investigate field
staff turnover intentions, and to inform program directors about factors that may prevent
high turnover. This thesis is building on the research done by Kirby and will further
explore these factors in an effort to provide further information about field staff and
turnover at WTPs. Specifically the current study will examine the relationship between
these factors and test which factors are most strongly related to field staffs’ intention to
turnover. A rationale for the inclusion of these factors will be provided in Chapter Two.
Relevance to Social Work
The use of WTPs as a treatment modality for adolescents has increased over the
past 30 years as programs have flourished and positive outcome studies have become
available to support the use of wilderness therapy in treating adolescents for a variety of
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presenting problems. As programs have become more common place in the therapeutic
community, social workers have become directly tied to the wilderness therapy industry.
For example, a person who receives their Masters of Social Work (MSW) may become
employed as a therapist to provide clinical services to adolescents at WTPs. It is also
possible that those who have received their Bachelors of Social Work (BSW) may
become employed as a field staff. In addition to being employed by WTPs, social work
professionals can provide referrals to families who are seeking assistance from a program
with their adolescent.
Purpose and Research Question
The purpose of this study is to examine why field staff at WTPs intent to turnover
by looking at the influence of continuance commitment, organizational commitment, and
burnout as described in social and human services literature.
The focal research question for this study is: To what factors do wilderness
therapy field staff attribute their voluntary intent to turnover? Specifically burnout,
number of days field staff work, age, and organizational commitment will be examined in
relation to employee turnover intentions. Additionally, the factors of continuance
commitment and emotional exhaustion will be examined to better understand the
relationship between the identified factors and turnover intentions.
Implications
The results of this research study may provide information to WTP directors
about which factors contribute more strongly to field staffs intent to turnover from
employment. This information may help inform policy makers at the federal, state, and
program levels to guide program development and staff training. Direct practice may be
able to consider the results of this study to inform education and preventative strategies to
assist them in preventing voluntary turnover of field staff. Finally, future researchers may
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be able to identify areas to explore in order to expand existing literature and knowledge
of WTPs.
Organization of Thesis
This thesis is organized into five chapters. This first chapter has provided an
overview of WTPs and turnover potential impacts on programs. In Chapter Two, WTPs
will be described in detail as well as outcomes of programs. The concept of burnout,
turnover and predictors that contribute to intent to turnover will be discussed. Chapter
Two will also provide key definitions of terms including the concepts that will be
examined in this research. At the conclusion of Chapter Two a summary of the literature
will be reviewed as well as the introduction of the six main hypotheses being examined in
the current research study. Chapter Three discusses the methods. It includes a description
of the instrument being used, identifies how the participants for this study were chosen,
discusses IRB considerations and describes how these data were analyzed. In Chapter
Four the univariate results of the respondents are first discussed in order to better
understand the characteristics of the sample, and the results are presented in for the six
main hypotheses as well as any additional analysis that were conducted. To conclude,
Chapter Five discusses the findings and what implications for WTPs as well as possible
policy and practice implications for social workers. A discussion about the limitations to
this study are also addressed as well as suggestions for future research.
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CHAPTER 2: LITERATURE REVIEW
In this chapter, WTPs will be described including their history, what happens at
programs, who is admitted and how, as well as the types of programs available. In
addition, a review of the literature identifying WTP effectiveness in changing behaviors
in adolescents is addressed. Following the discussion of WTPs, the concept of employee
turnover is discussed and the use of predictors of turnover in examining employees
intentions to turnover. The predictors of organizational commitment, continuance
commitment, burnout, length of days in field, and age are described as well as previous
studies that have identified each as an important predictor of turnover intentions. To
conclude chapter two, the gap identified in previous literature will be discussed as well as
the introduction of the six main hypotheses that will be examined in the current study.
Wilderness Therapy Programs
WTPs are becoming an increasingly popular method of treatment for adolescents
in the United States. Wilderness as a therapeutic tool has long been acknowledged as
being successful in helping adolescents with a variety of mental health and behavioral
problems. The origination of WTPs has been described as elusive, and it is not clear
when programs shifted from outdoor education to include therapeutic uses of wilderness
(Kirby, 2006; Marchand, 2009). A historic example of the uses of the outdoors as a
therapeutic tool is illustrated by Williams (2000). In 1901, the New York Asylum moved
40 of their patients into tents on the grounds of the hospital due to overcrowding. Staff
were surprised when the patients began to show improvements in their behavior, and
physical and mental well-being. This became known as tent therapy and is an early
example of wilderness therapy. Today wilderness therapy is used to treat adolescents in a
residential setting away from the influences of daily life. In previous research, WTPs
have also been referred to as outdoor behavioral healthcare (Russell, 2005), adventure
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counseling (Gillen & Balkin, 2006), therapeutic camping programs (Brown, 2005), and
wilderness experience programs (Friese, Hendee, & Kinziger, 1998). Despite the
differences of names given to describe programs, all of the providers offer therapeutic
services to clients in a wilderness setting.
Wilderness therapy has been defined in many ways, because wilderness therapy
and the programs that provide services differ greatly from one another. One definition of
wilderness therapy is “using traditional counseling techniques in an outdoor setting that
incorporates adventure-based activities” (Hill, 2007, p. 339). For the purpose of this
research the definition of wilderness therapy is “ the use of traditional therapy techniques,
especially for group therapy, in an out-of-doors setting, utilizing outdoor adventure
pursuits and other activities to enhance personal growth” (Davis-Berman & Berman,
1994, p.13).
WTPs operate throughout the United States, and other countries such as the
United Kingdom, Canada and Australia. Some WTPs operate year round, while others
are only open seasonally. When a program operates seasonally, it is typically open from
April to October when the weather is more comfortable for clients. In 2003, Russell
indicated that there were between 60 and 100 WTPs operating in the United States. When
searching the internet for WTPs in November 2010, only 42 programs were found by the
author of the current research study. Despite the reduction in the number of programs
offering services, it is possible that the same number of clients are still being served by
WTPs as a result of individual programs serving large numbers of youth due to the
increased sizes of the programs. Programs may have declined in number as a result of
programs being purchased and merged with larger operating programs and the effects of
the recession that have made it difficult for smaller programs to continue operation.
In addition to WTPs that serve youth, there are several programs that offer
services to adults (those who are 18 years or older) and specialized programs that serve
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those who are 10 to 13 years of age. The current research study will focus on programs in
the United States that enroll adolescents who are between the ages of 14 and 17 years old.
Programs who serve clients over the age of 18 and those between the ages 10 to 13 will
not be included in the current research study because the majority of the programs
operating only serve clients who are between 14 and 17 years of age. WTPs do not
typically serve clients under the age of 13 due to the level of maturity of the child, and
those 18 years of age or older because the client is able to walk out at any time.
To better understand the WTP industry, Russell (2003) described two types of
outdoor behavioral health programs offering wilderness therapy: (1) private placement
and (2) adjudicated. The differences between programs are that private placement occurs
when a parent enters the adolescent into services and pays fees privately or through
insurance companies. Adjudicated placement occurs when an adolescent is placed into
services by the courts and treatment is funded by the state. It is also of importance that in
adjudicated services punitive punishments are common and are referred to as boot camps,
while private placement programs have generally adopted the use of natural
consequences (Kirby, 2006). The use of natural consequences is helpful to adolescents
because “children actually feel more secure when they realize that there are consistent
laws of nature and rules within society beginning in the home” (Nystul, 1984, p.179). An
example of natural consequences is if an adolescent in a WTP refuses to prepare their hot
meal, then the e adolescent will eat either a cold meal or, if they choose, nothing. Boot
camps enforce compliance from adolescents and use severe criticism to control or modify
behavior, which is demeaning to the client (Russell, 2006).
To further describe the WTP operations, Russell (2003) identified four treatment
models: 1) contained expedition, 2) continuous flow expedition, 3) base camp expedition,
and 4) residential expedition. Table 1 illustrates the difference between each type of
treatment model. While it is difficult to know how many adolescents receive services
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from WTPs each year, Russell (2003) estimated that the outdoor behavioral healthcare
industry serves more than 11,000 clients per year. Given the reduction in the number of
programs noted in 2010, it is possible that fewer clients are currently being served each
year. However, as noted above, some smaller programs have been bought out by larger
programs to expand their services so the actual number of clients served may be similar.
The current actual number is not reported.
As described in Table 1, WTPs vary greatly in the length of time that clients
receive services and the type of treatment model used by the treatment provider. WTP
clients can receive direct services for one week to 24 months, depending on the program
duration. As of 2000, states who have a WTP operating within the area have a state
license that requires a minimum level of quality standards (except for Idaho and Oregon)
as a result of the movement started in the late 1980’s to require better oversight standards
after a number of incidents of neglect and accidents at programs (Russell & Hendee,
2000). As of the 2000 article by Russell and Hendee, 84% of private placements were
state licensed as were 80% of adjudicated programs. These numbers are the most recent
available. WTPs are also able to pursue different accreditation by national agencies such
as the Council on Accreditation and the Joint Council on Accreditation of Healthcare
Organizations.
The typical client can be described as a 14-17 year old adolescent (Russell, 2006).
This age range results from the fact that persons 18 years of age and older can leave a
program at any time, while those 17 years old and under can be placed and remain at a
residential program or WTP against their will. Also, adolescents who are under the age of
14 years may be too immature to make significant progress at a WTP.
Youth attending WTPs may be receiving services for a variety of presenting
problems. Adolescent presenting problems can include, but are not limited to, ADHD,
anger management, family relationship difficulties, impulse control, peer pressure, self-
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Table 1
Explanation of treatment models used in wilderness therapy
Treatment Model

Length of time

Definition

in Treatment

Contained Expedition

Up to 4 weeks

Clients and treatment team stay together
for a majority of the time. Staff and
clients end and begin the program at the
same time. Majority of the time spent in
the wilderness.

Continuous Flow Expedition

8 weeks

Staff and therapists rotate in and out of
the field. Clients also rotated in and out
of the field with new enrollees entering
on an on-going basis. Majority of the
time spent in the wilderness.

Base Camp Expedition

3-8 weeks +

Has a permanent base camp. Clients
leave the base camp for 1-2 week long
wilderness expeditions followed by
return to base camp.

Residential Expedition

Up to 24 month

Includes emotional growth schools,
residential treatment centers, youth
ranches, and Federal Job Corps Centers.
Wilderness and outdoor treatment is used
as a tool to enhance other services.

Based on program descriptions provided by Russell (2003).
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esteem, substance abuse, oppositional defiance, grief/loss issues, communication,
depression, and anxiety. Each program accepts new clients based on their ability to
provide the appropriate level of care that the adolescent requires.
The staff at a WTP vary, but typically includes an executive director (or program
director), clinical director, clinical staff, administrative staff, medical staff, and field staff.
Marchand (2009) describes treatment teams at WTPs which provide a continuum of care
for adolescents receiving treatment. The treatment teams are comprised of a clinical
supervisor, medical supervisor, field therapist, and wilderness leaders, which are referred
to as field staff in this current thesis (Russell, & Hendee, 2000b). Each member of the
staff play an important role in the success of WTPs and their clients. The clinical director
oversees the clinical staff or therapist who is treating the adolescent and offers
supervision. The medical supervisor, who is typically a nurse, conducts regular medical
health checks to ensure that the adolescent is not experiencing any health related
problems that require attention. Therapists, who may have a Masters of Social Work
(MSW) or Licensed Marriage and Family Therapist (LMFT), have direct contact with the
adolescent on a weekly or daily basis, depending on the program. Field staff are an
integral part of the therapeutic process for clients. Field staff are charged with direct care
and 24 hour supervision of clients and the responsibilities of the position could include
leading group discussions, modeling positive behaviors, building healthy positive
relationship with clients, reinforcing therapeutic techniques, curriculum instruction, and
more (Kirby, 2006). The typical field staff to client ratio at programs is 1:4, but varies by
program.
Previous research has examined the field staff population and provided
demographic information to better understand the population. A study by Marchand, et al
(2009) sought to examine the demographics that explain the field staff population, as well
as difficulties associated with the job. A total of 129 field staff members from three
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programs participated in the study. The demographics described in this study indicated
that the field staff population was comprised of an almost equal amount of male (55%)
and female (45%) staff. Ethnic identification was consistent with previous studies where
field staff reported to be 91% Caucasian, 3% Hispanic or Mexican American, 3% other,
1% Black or African American, 1% Native Hawaiian or Other Pacific Islander, and 1%
did not respond. Marital status responses indicated that 48% of respondents identified as
being single (never married), 38% were in a relationship, 9% married, 4% single
(divorced), and 1% did not respond. A majority of respondents fell under the age of 30
years (85%). Another important demographic of the population, was that 45% of
respondents had been employed for less than five months in the wilderness therapy
industry. The high number of field staff being employed for less than five months
indicated a high level of turnover among staff.
Field staff reported a number of challenges in their employment which included
pressure to perform, compromises made for work, insufficient pay, feelings of anxiety,
exhaustion after a work rotation, and difficulty with the change of diet. In addition to the
reported difficulties at work, field staff indicated the following difficulties outside of the
work setting: feeling disconnected with home, missing out on time with family and
friends, insufficient salary to meet financial needs, struggle in creating relationships with
others not associated with work, spouse or partner affected by work, limited time to
explore other areas of interest, and negative effect in intimate relationship. The benefits
identified by field staff included personal growth, living in the wilderness, and making a
difference for clients. The results of the study provided demographic information of field
staff, and also provided insight about the perceived difficulties experienced by field staff
both in work and at home as a result of their employment by a WTP.
Each program sets employment qualifications for field staff. Some of the
qualifications can include possession of a four year college degree prior to employment,
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CPR/first aid training or a wilderness first responder certification, and previous
experience working with troubled youth. Field staff can be hired as a seasonal or nonseasonal staff depending on the needs of the program. A seasonal staff is someone that is
hired for a distinct season and knows that employment will end on the agreed upon date.
Non-seasonal staff are hired to work year round.
Field staff shifts can last anywhere between six and 21 consecutive days in the
field depending on the program structure and policies. The type of program can
determine the number of days field staff spend in the field at one time. For example, if
field staff work at a program that is structured as a contained expedition staff and clients
enter and exit the field at the same time resulting in the staff remaining in the field for up
to four weeks. In the case of continuous flow expeditions, a field staff might work eight
consecutive days of 24 hour shifts and then receives six days off before returning to
work. Individual programs also set the number of field staff per client ratio. The ratio
may fluctuate if there are safety concerns of adolescents who are at risk of self-harm or
running away and require an individual staff to monitor them.
Effectiveness of WTPs
Previous research has looked at the effectiveness of WTPs, and found that
programs are an effective treatment method for changing behaviors in adolescents, which
can include delinquency, sneaking out of the home, and physical and verbal aggression
towards family and peers (Clark, Marmol, Cooley, & Gathercoal, 2004; Harper, Russell,
Cooley, & Cupples, 2007; Russell, 2005; Russell, 2003). An exploratory research study
by Harper et al. (2007) sought to examine program effectiveness. The researchers
surveyed 252 parents and adolescents who attended the Catherine Freer Wilderness
Therapy Expeditions (CFWTE). Participating adolescents had attended a 21 day
wilderness course. Parents and adolescents were surveyed via phone prior to admission,
at two months post treatment and twelve months post treatment by clinical staff from
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CFWTE. Findings of this study suggest that positive outcomes, improved behaviors and
decreased suicide ideation, were maintained at the 12 month assessment. However,
despite parental reports that adolescents were behaving better, the consumption of drug
and alcohol use had resumed. Parents commented on their adolescent’s drug and alcohol
use and cited that resuming substance use was not a major concern. The findings of this
study suggest that WTPs are effective in changing undesirable behaviors in adolescents,
and parents agreed that the results of the program were positive.
While looking at the effectiveness of WTPs, it is important to examine the long
term behavioral effects on adolescents. A study by Russell (2005) examined the
effectiveness of WTPs two years after the adolescent had completed attending a program.
A total of 88 parents and their adolescent (n = 88) were interviewed using quantitative
questions. The results of the study found that over 80% of parents and over 90% of
adolescents reported that the treatment received at WTPs was effective. Also, just as in
the previous study by Harper et al. (2007) the results indicated that a significant number
of respondents continued to use illicit substances when returning home from WTPs and
from other aftercare programs, and that the use of substances was not major concern to
parents.
Despite the limited amount of research on WTPs, previous literature has provided
some information about the effectiveness of programs, the staff responsible for
adolescent care, and descriptions of the wilderness therapy industry. Field staff, who
provide direct care to adolescents, are an integral member of the program that help clients
change negative behaviors. When a field staff leaves employment, adolescents are
affected by a disruption of the therapeutic process. The process of turnover is discussed
in the next section as well as key predictors that have been identified in employees who
turnover from employment. With the lack of literature discussing turnover and its
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predictors among WTP field staff, it is necessary to draw from other settings in order to
gain a better understanding of the factors explored in the current research study.
Key Concepts
Turnover
Understanding employee turnover is an appropriate beginning place to better
understand turnover intentions and the predictors of turnover that contribute to these
intentions. Turnover can be either voluntary or involuntary. Involuntary turnover occurs
when the employer terminates the worker from the job. Voluntary turnover occurs when
an employee chooses to leave the job. Empirical research on turnover of employees has
focused on understanding why employees quit voluntarily (Bliss, Gillespie, &
Gongaware, 2010). Youngblood, Mobley, and Meglino (1983) described the process of
voluntary turnover and the temporal psychological process of decision to turnover. The
authors suggest it is a universal process that applies in any setting. Figure 2 illustrates this
process (as described by Youngblood et al. 1983) and the stages a person goes through
when making the determination that one will turnover from their current employment.
The current study will focus on those who intend to voluntarily turnover, because it is
more feasible to have access to those who intend to turnover, while still currently
employed, than those who have already left employment.
The first three stages in the psychological decision making process are relevant to
this current research study. The process begins with the employee looking at their job and
the current amount of job satisfaction. The employee then investigates the probability of
obtaining different employment, which is followed by intent to quit. The psychological
process illustrates how the employee arrives at the point of intent to turnover. Studies
have found that a person’s behavioral intention has been found to significantly predict
future behaviors (Elliot, Armitage, & Baughan, 2003). Mobley, Griffeth, and Meglino
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Evaluate the
current job and assessing
job dissatisfaction

Evaluate the
attainability of alternative
roles outside of the
present organization

Express intent to quit

Turnover

Figure 1. Psychological process of decision to turnover (from Youngblood, Mobley, and
Meglino, 1983).
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(1979) also found that behavioral intentions are consistently related to turnover behaviors
across employment fields.
To better understand turnover intentions and how intent may result in the action
of turnover, Van Breukelen, Van Der Vlist, and Steensma (2004) conducted a
longitudinal study to examine voluntary turnover of professionals in the Royal
Netherlands Navy. Researchers specifically examined whether the three behavioral
predictors from the theory of planned behavior (attitude towards leaving, subjective norm
about leaving, and perceived behavioral control) and the variables that have been
traditionally associated with turnover (job satisfaction, organizational commitment, age
and tenure) explained variance in turnover intentions and voluntary turnover. The
findings of this study indicated that behavioral intentions were the most significant
predictor of actual employee turnover. The variables traditionally associated with
turnover (job satisfaction, organizational commitment, and tenure) were also found to be
significant predictors of turnover intentions. The results of the study provide additional
information about how the intention of a behavior resulted in the action of turnover. The
current research study examines a person’s intent with the understanding that intent is a
predictor of actual behavior.
Conceptual Framework of Turnover
Theoretical models have been developed to help predict voluntary turnover and
identify predictors of turnover (Hom & Griffith 1995; Modway, Porter, & Steers, 1981).
Predictors of turnover have been discussed over time by a number of researchers for a
variety of occupations such as nursing, social services, armed services, and physicians.
Predictors include job satisfaction, organizational commitment, tenure at an organization,
perceived availability of alternate jobs, intent to leave, pay, burnout, and various
demographic variables that include age, education, gender and marital status ( EstrynBe’har et al., 2007; Hellman, 1997; Kim & Stoner, 2008; Lambert, Hogan, & Barton,
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2001). Some researchers (Cotton & Tuttle, 1986; Liou, 1998) have grouped these
variables into specific categories to better classify the predictors: external variables, work
variables, and personal variables. Researchers have differed greatly in their opinion of
what predictors of turnover fit into which category. In this thesis, the factors in each
category will be placed as they were described by Kirby (2006) because the current study
will also focus on WTPs and field staff.
External factors refer to factors that are outside the organization, and specifically
include the overall health of the economy and the health of the particular industry.
External factors can include things such as the perceived availability of job alternatives,
and the overall health of the economy. The external factor that will be examined in this
research study is continuance commitment, which will be defined and further described
below.
Work factors describe the relationship between the employee and the
organization. This can include job satisfaction and organizational commitment. Job
satisfaction has been a key component in turnover literature. While job satisfaction is an
important predictor of intent to turnover in general, Kirby (2006) found that job
satisfaction among wilderness therapy field staff does not predict intent to turnover in this
specific population. This could be a result of the fact that staff typically seek employment
specifically at WTP and enjoy working in a wilderness setting, as well as wanting to
make a positive effect on other people’s lives. With these results in mind, job satisfaction
will not be examined in this research study.
The third factor is Personal variables and includes burnout and demographic
variables. Demographic variables that have been found to predict intent to turnover
include age, education, and gender (Liou, 1998; Marchand et al., 2009). In addition to
these factors, the current study included length of time in current staff position and length
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of days (in number) spent in field. The factors that are included in the current research
study are described individually in greater detail below.
Organizational Commitment
Organizational commitment has been identified as a predictor of turnover and can
provide important information in measuring intentions to turnover from employment. The
concept of organizational commitment has been researched widely in a variety of
vocations. It is important to first understand what organizational commitment is. The
term commitment for the purpose of this research is “a force that binds an individual to a
target (social or non-social) and to a course of action of relevance to that target” (Meyer,
Becker, & Van Dick, 2006, p.666). There are three factors used to describe the binding
effects of organizational commitment to the work place: (1) affective commitment, (2)
normative commitment, and (3) continuance commitment (Meyer & Maltin, 2010).
Meyer and Allen (1991) defined the factors as: affective commitment is an employees’
emotional attachment to, identification with, and involvement in the organization;
normative commitment reflects a feeling of obligation to continue employment; and
continuance commitment refers to an awareness of the costs associated with leaving the
organization. According to Freund (2005), those who are treated fairly by their
organization, feel rewarded with interest in the job and appreciated by their organization,
and whose personal goals and aspirations align with their current employment are more
likely to stay with the organization.
Organizational commitment has been identified as an important predictor in
employee intent to remain or turnover from employment (Tett & Meyer, 1993). In the
current research study, the variable of organizational commitment will be examined by
combining the three sub factors of affective, normative, and continuance commitment.
Freund (2005) conducted a study to examine how commitment and job satisfaction acted
as predictors of turnover intentions among welfare workers. The results of the study
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indicate that organizational commitment and the factors of affective and continuance
commitment were significant predictors of job satisfaction, and in turn job satisfaction
was a significant predictor of employee withdrawal intentions or thoughts of quitting the
current organization. Freund’s findings suggested the importance of a workers
commitment to their organization, and how the worker’s commitment can directly affect
feelings of job satisfaction and intent to leave or stay at their current employment.
Kirby (2006) sought to examine if organizational commitment predicted turnover
intentions of field staff at WTPs. A total of five programs agreed to participate in the
study and of the 150 surveys sent to programs, a total of 99 were completed (75%
response rate). The findings of his study indicated that organizational commitment was
not a significant predictor of intent to turnover. Univariate results of the organizational
commitment sub factors suggested that WTP field staff had low levels of continuance and
normative commitment. Kirby also found that when looking at the sub scales of
organizational commitment individually as predictive of intent to turnover, affective
commitment significantly predicted turnover of field staff, while continuance and
normative commitment did not significantly predict turnover intentions among field staff.
Despite these findings, the current research study sought to further examine the factor of
organizational commitment as a predictor of intent to turnover.
Lambert and Paoline III (2010) examined predictors of turnover intentions in
employees and the factor of organizational commitment. The researchers specifically
sought to determine what the strongest predictors of turnover intentions were among jail
staff. A total of 1,062 persons participated in the study and were asked about their
organizational commitment, job satisfaction, and personal characteristics. The results
suggested that organizational commitment was a powerful predictor of turnover
intentions of jail staff. That is, as organizational commitment to their current employer
increased, the workers intent to leave employment decreased. Similarly, a study by
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Chang, Chou, and Cheng (2007) also found that as organizational commitment in nursing
staff declines, the intent to turnover from the employer increases. The current study
includes both organizational commitment and the factor of continuance commitment as a
predictor of intent to turnover. These are included to better understand the relationship
between turnover intentions and factors of organizational commitment.
Continuance Commitment
The impact of the overall health of the economy and the perceived costs in turning
over from employment are important organizational commitment predictors. Economic
factors are included under organizational commitment in the sub factor of continuance
commitment. Specifically, continuance commitment describes a behavior of continuing
in an organization because circumstances require it (Abbott et al., 2005).
Field staff at WTPs may be described as having low continuance commitment
(Kirby, 2006). Low continuance commitment indicates that the worker is not committed
to the organization based on the perceived cost of leaving the organization. Low
continuance commitment in field staff indicate that they are not concerned about their
ability to find other employment when intending to leave employment. The lack of
concern in finding new employment could be attributed to the fact that field staff have a
college education and may feel confident about finding other employment. Freund (2005)
found that the higher the level of education completed by social welfare workers, the
more likely they were to express intent to turnover from employment. Kirby (2006) also
found that WTP Directors “associated younger age with relatively little concern about
financial security” (p.29). In his study, Kirby hypothesized that continuance commitment
would not predict intent to turnover in field staff. The findings of his study indicated that
the hypothesis was supported. Kirby discussed the field staff demographics which
identified that they are generally young in age (a majority of respondents fell within the
ages of 23 and 28), not married, highly educated (M = 15.75 years of education or near
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completion of a bachelor’s degree), and Caucasian, which may result in fewer limitations
in seeking employment than persons from the general population.
The variable of continuance commitment is included in this study due to the
change in the economy since the results of Kirby’s study was published in 2006.
Beginning in 2008, the job market in the United States was significantly impacted by the
recession. While jobs had been previously easy to obtain for this population, the turn in
the economy brought economic struggles for the country which resulted in an increased
unemployment rate. The United States Department of Labor
(http://www.bls.gov/cps/prev_yrs.htm) reported the national civilian unemployment rate
of persons 16 years of age or older to be 4.6 % of the population in 2007. In 2008 the
unemployment rate was reported as 5.8 %, and the next year (2009) reported a 9.3 % rate.
The increase in unemployment in the years between 2007 and 2009 is significant, and
may impact the continuance commitment in the field staff at WTPs.
The effect of the recession has directly impacted the WTP industry in several
ways. The recession has not only resulted in the closing of programs or combining with
larger programs, but has also contributed to the reduction in services offered by some
WTPs. During initial phone conversations with directors at WTPs, one director reported
that their program had received reduced funding from state sources which resulted in
cutting the number of adolescents they were able to serve in half (Director Program A 1,
personal communication, October 15, 2010). Another program director offered that they
knew of a program that had closed due to high levels of turnover in both field staff and
administrative staff, which contributed to their closure (Director, Program B, personal
communication). Finally, when attempting to contact programs about the current
research, two programs that were known to be in operation the previous year were now
1 To preserve confidentiality of programs, names of programs and directors were not
used.
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closed. With the economy impacting WTPs and their staff, it is important to give
attention to continuance commitment and its importance in field staffs’ intent to turnover.
In a study of organizational commitment Abbott et al. (2005) examined the
relationships between values and components of organizational commitment. The sample
included 146 persons from a random sample in Australia from two locations: a
government communications agency and a social welfare organization. The results of this
study found that a person’s continuance commitment to their organization was predicted
by tenure at their place of employment. That is, the longer the person was employed with
the organization, the higher the level of continuance commitment. Findings indicate that
the longer that one is employed the less likely they are to turnover. However, higher
scores on the organizational commitment scale can indicate that the worker may feel
trapped in their employment which can result in the worker doing only what is required
of them (Meyer & Allen, 2004). WTP field staff were described earlier (Marchand et al.,
2009) as having been employed for less than 6 months at their current program, which
suggests that staff have low continuance commitment as it is consistent with previous
studies. The current study seeks to examine the relationship of continuance commitment
and turnover intentions of field staff.
Burnout
The concept of burnout has been researched in a number of fields (such as direct
care workers, social services, psychiatry, and nursing), and increasingly in the past two
decades (Acker, 1999; Gray-Stanley & Muramatsu, 2011; Kumar, Hatcher, Dutu, Fisher,
& Ma’u, 2010). Persons, who work in helping professions and provide direct services to
people, can experience stressors that put them at risk for burnout (Ben-Zur & Michael,
2007). Burnout has been defined by many different researchers, but for the purpose of
this research study the definition provided by Maslach and Jackson (1981) will be used.
Burnout is “a syndrome of emotional exhaustion and cynicism that occurs frequently
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among individuals who do ‘people work’ of some kind” (pp. 99). Maslach and Jackson’s
(1981) definition of burnout includes three key aspects of burnout: (1) emotional
exhaustion: as emotional resources of the worker decrease, the worker feels that they are
not able to give of themselves on a psychological level; (2) depersonalization: negatively
or detached responses to aspects of the job; (3) personal accomplishment: feelings of lack
of achievement at work.
Field staff employed at WTPs were identified as experiencing higher levels of
burnout when compared to normative data for those who are employed in social and
human service occupations (Kirby, 2006). The study by Kirby (2006) did not find
burnout as a predictor of turnover intentions among field staff, but previous research has
found that burnout is a major predictor of turnover in other occupations (Leiter, Jackson,
& Shaughnessy, 2009; Leiter & Maslach, 2009). The inclusion of burnout in this thesis, is
to explore if the relationship between burnout and turnover intentions will be stronger
than with other factors.
Martin and Schinke (1998) sought to examine job satisfaction and burnout among
adult psychiatrists and family/child workers. The researchers found similarities and
differences between the two samples. Both psychiatrists and family/child workers
reported equal job satisfaction, while family/child workers reported a significantly higher
level of burnout. Higher levels of burnout among family/child workers may result from
an increase experience of stress that psychiatrists are not exposed to. The results of this
study are similar to previous literature of field staff and the reported level of burnout.
In a study by Acker and Lawrence (2009), the researchers examined social
workers’ level of burnout, roles stress and competence in managed care providers of
mental health services. Findings indicated that those who worked with clients who
experienced severe and persistent mental illness reported a higher level of role stress and
burnout. The findings of this study are consistent with literature on field staff, where field
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staff experience higher levels of burnout than others in human service occupations
(Kirby,2006).
Burnout has also been examined in staff who work at residential treatment
centers. Lakin, Leon, and Miller (2008) examined which factors were associated with
burnout and the subscales of the Maslach Burnout Inventory (MBI). Residential treatment
workers that served youth and children at 21 facilities in Illinois were surveyed. A total of
375 full time workers participated in the study. The researchers found that the factors of
age, training, empathetic concern, communicative responsiveness, neuroticism,
extraversion, job satisfaction, and managerial support were associated with the subscale
of the MBI. WTP field staff experience similar situations in work, as residential workers
work 24 hour shifts and interact with high risk youth.
Measures of Burnout
To measure burnout in field staff, it was necessary to examine the available
instruments for use and determine the most appropriate for use in the current study. As a
result of the research that was conducted by Maslach and Jackson, the Maslach Burnout
Inventory (MBI) was created to measure burnout. The MBI has been adapted to measure
burnout in a variety of fields since its introduction in the early 1980’s (Halbesleben &
Demerouti, 2005). The MBI has been the most utilized measure of burnout since its
construction, and the subscales of the MBI have been found to remain stable overtime
(Maslach et al., 1997). The MBI has been found to be both reliable and valid. The alpha
reliability coefficients for the subscales of burnout are: .90 for emotional exhaustion, .79
for depersonalization, and .71 for personal accomplishment (Maslach et al., 1997). The
MBI has a specific instrument when surveying persons employed by human service
occupations, the MBI- Human Services Survey (MBI-HSS). However, the MBI- General
Survey (MBI-GS) may also be appropriate as it measures burnout in general occupations,
but does not directly relate burnout to working with people (Maslach et al., 1997).
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Despite the empirical evidence that the MBI is both a reliable and valid
instrument to measure the three factors of burnout, debate over the factors has resulted in
the construction of a new measure of burnout. The Oldenburg Burnout Inventory (OLBI)
was developed and created in 2002 by Demerouti, Bakker, Kantas, and Vardakou in
response to concerns about the MBI using a three factor model, when a two factor model
(emotional exhaustion and depersonalization) may be more appropriate (Halbesleben &
Demerouti, 2005). In addition to this concern, critics have commented about the direction
of wording for the scale items of the MBI (Halbesleben & Demerouti, 2005). All of the
questions are worded in the same directions, positively for personal accomplishment, and
negatively for emotional exhaustion and depersonalization. The OLBI is similar to the
MBI-GS, in that it was constructed so that it is not restricted to persons employed in the
human services occupation.
The OLBI has been tested for the scale’s reliability and validity. Halbesleben and
Demerouti (2005) sought to test the internal consistency, reliability, factorial validity, and
the construct validity of the OLBI as a measurement tool for burnout. The researchers
surveyed 2,431 working adults and 168 fire service personnel from three different
departments, for a total of 2,599 participants. Cronbach’s alpha scores were over .70 for
both subscales of emotional exhaustion and depersonalization. These findings suggested
that the OLBI may have been a viable alternative to the use of the MBI.
Despite the finding that that the OLBI is an acceptable measurement tool for
burnout, the MBI-GS will be used in this thesis study to measure burnout. The inclusion
of the MBI-GS is because the MBI has been used in all of the previous research reviewed
by this author. Also, research by Kirby, which has guided this current research study,
utilized the MBI-HSS to measure burnout in field staff and the author of this thesis chose
to use the same measurement tool to compare results from previous research studies. The
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MBI-GS will be used instead of the MBI-HSS due to the costs associated with the use of
MBI-HSS.
Emotional Exhaustion
Increased emotional exhaustion has shown to be a significant contributor to
burnout (Shyman, 2010). Emotional exhaustion is a factor of burnout that can be
described as feelings of being over extended by one’s work and is closely related to stress
(Maslach & Jackson, 1981). The concept of emotional exhaustion will be specifically
examined in the current research study because of the high experience of stress by field
staff in previous research (Kirby, 2006). The experience of emotional exhaustion by field
staff at WTPs is likely to occur as a result of volatile adolescent behaviors such as
violence toward others, attempts to run away and self-harm attempts. Kirby (2006) found
that wilderness therapy field staff reported higher levels of emotional exhaustion than
other mental health professionals.
Previous literature has identified that the level of emotional exhaustion differs
among human service occupations. Barford and Whelton (2010) sought to identify
predictors of burnout in child and youth care workers. Child and youth care workers were
surveyed using the MBI, and were also asked about their personal demographics, work
environment, personality, and social supports. Findings of this study indicated that
workers experienced a high level of emotional exhaustion when compared with other
groups, while reporting high levels of engagement in their occupation and personal
accomplishment. The findings suggest that child and youth care workers experience
burnout differently compared to other human service workers. Like WTP field staff, child
and youth care workers experience challenges specific to working with high-risk youth.
Research has also sought to examine predictors of emotional exhaustion in
workers. Shyman (2010), for example, surveyed paraeducators to identify predictors of
emotional exhaustion. The participants surveyed reported a high level of emotional
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exhaustion. The predictors of emotional exhaustion that were examined in this study
included job demand, emotional demand, role conflict, sense of efficacy, and perceived
supervisor support. The results indicated that significant predictors of emotional
exhaustion included role conflict, emotional demand, sense of efficacy, and supervisor
support. Field staff at WTPs may experience the identified predictors of emotional
exhaustion while in the field.
The impact of role stress experienced by workers is directly related to emotional
exhaustion. Kim and Stoner (2008) sought to identify the effects of role stress, job
autonomy, and social stress in predicting burnout and intent to turnover among social
workers. The sample included 346 social workers from a cross-sectional random survey
of 1,500 California state-registered social workers. The results suggested that role-stress
interacted with job-autonomy which in turn predicted burnout and intent to turnover. This
finding was consistent with the theoretical framework of burnout in that the results show
that as role stress increases, emotional exhaustion increased, and higher levels of burnout
are then experienced by the worker. The higher level of burnout in turn increases the
likelihood of turnover intentions.
The literature discussing emotional exhaustion highlights the differences that exist
in levels of emotional exhaustion depending on occupation. Emotional exhaustion is
related to role stress, and has been found to be an important predictor of emotional
exhaustion. WTP field staff work in a high stress environment with adolescents who
typically do not want to receive treatment. Emotional exhaustion will be examined in the
current thesis, and its relationship with length of days field staff spend consecutively in
the field.
Age
In the two studies that examined the age range of WTP field staff, it was
described as 23-28 years of age and that the typical staff member is under the age of 30
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(Kirby, 2006; Marchand, 2009). This age range is explained by the fact that programs
generally require that field staff have received a four year college degree prior to
beginning employment. The end range of age was attributed to field staff leaving due to
pursuing higher education or employment that is more conducive to having a family. The
nature of the field staff lifestyle is not conducive to having a family due to long days
spent in the field. While previous research has not explored the relationship of age and
turnover intentions, several studies have examined the effects age have on burnout, which
in turn is an important indicator of turnover intentions.
Rosenberg and Pace (2006) found that as mental health professionals aged the
level of emotional exhaustion decreases. The researchers identified that this may be a
result of having more life experience, which leads to emotional maturity. It is also
suggested that with age a sense of personal accomplishment is less dependent on
employment accomplishments and may be supplemented by other personal areas of life
outside of work. Barford and Whelton (2010) found that the younger the worker is, the
higher the level of depersonalization. The researchers attributed this to younger workers
may use the current job as a stepping stone to future employment and do not want to
become engaged (or attached) to their current clients or if the employment does not meet
their expectations and become disengaged as a result.
Schwartz, Tiamiyu, and Dwyer (2007) examined the effects of age and years in
practice among a sample of social workers to find out if there was a decline in hope or an
increase in burnout through their career. A total of 676 social workers participated in this
self-report study. The results show that as a worker in the private sector ages, their level
of burnout decreases. Surprisingly as a worker ages in the public sector, their level of
burnout does not decline as expected. With the population of WTP field staff generally
including those under the age of 30, it can be inferred that programs experience high
levels of turnover as a result of field staff being young in age and are using the job as a
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stepping stone to future employment. The variable of age will be examined in this
research study to identify the relationship between age and intent to turnover.
Length of days in field
WTP field staff differ from many other human service positions in that a shift
may last up to 21 consecutive days. Even among WTPs, differences exist between
program policies in the number of consecutive days that field staff work. For example,
one program may have their staff serve eight consecutive days in the field before
receiving days off, while another program may have their field staff work 21 consecutive
days. With a high number of hours that field staff spend on a daily basis with adolescents,
it is likely that length of days in field contributes to an increase in the experience of
stress, which leads to emotional exhaustion and burnout. The experience of role stress has
been identified as impacting the level of burnout that a worker experiences, and burnout
has been found to predict turnover in workers in a variety of occupational settings.
Despite the lack of previous research on length of day’s field staff work and turnover
intentions, it is possible to review literature addressing hours worked daily and a workers
level of burnout.
Rosenberg and Pace (2006) sought to examine what factors predicted burnout
among mental health professionals. The sample included 116 clinical members of the
American Association for Marriage and Family Therapy. A survey, mailed to possible
respondents, included the Maslach Burnout Inventory and general demographic
questions. The findings of this study indicated a positive relationship between the number
of hours worked per week and level of burnout. Another study by Martini, Arfken, and
Balon (2006) examined the effects of lowering work hours on level of burnout in medical
residents. Participants were mailed a survey before and after the implementation of time
restrictions in the workplace. The findings indicated that as medical residents worked
more hours, their level of burnout also increased. The findings of the two studies indicate
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that as a workers hours increase, the level of burnout also increases. This suggests that
length of days in field should impact the level of burnout experience in WTP field staff.
In turn it can be inferred that the level of burnout will affect the turnover intention of the
worker.
Summary of Literature and Research Hypotheses
The literature discussing WTP field staff is limited in nature. The dissertation by
Kirby introduced important factors in predicting intent to turnover among field staff.
Many of the factors examined in Kirby’s research to identify antecedents of turnover
were used in this thesis. The factors in Kirby’s dissertation were a beginning exploration
of field staffs turnover intention, and the findings of the current research study may be
able to provide additional support for his findings or contribute new findings to the
literature available. The identified predictors of turnover will be used in this research
study to examine the relationship between factors and field staffs intent to turnover. This
thesis will seek to identify which factors are identified by field staff as the strongest
contributing factors to turnover intentions.
The literature reviewed organizational commitment and the three factors that are
components of this concept. One of these components included continuance commitment.
Continuance commitment literature on field staff indicated low continuance commitment
scores. Low continuance commitment scores suggest that field staff are not committed to
their programs and do not perceive a high cost associated with leaving employment.
Kirby (2006) suggested that this was because field staff are typically young in age, have
higher levels of education and identify as Caucasian which presents fewer barriers to
finding future employment compared to the general population. Despite the previous
findings concerning continuance commitment, this thesis is interested in examining the
effect the current recession has had on WTPs and its staff. The recession may have
changed the field staffs view of the costs associated with leaving their current
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employment and may increase their continuance commitment. While continuance
commitment may contribute to turnover intentions in field staff, burnout experienced by
employees has also been indicated as a significant factor of intent to turnover in
employees.
Burnout has been researched in a variety of organizational settings, and has been
identified as a predictor of turnover for employees who work in human service
occupations and provide direct services to people. Like those in human service
occupations, field staff work long hours with adolescents in isolated areas and experience
high levels of stress. The experience of stressful interactions with others has been
identified as a precursor to burnout. Kirby’s findings suggest that WTP field staff
experience higher levels of burnout than published findings on those in the mental health
and social service workers, yet did not find that burnout predicted turnover intentions.
The current research study seeks to find which factors predict intent to turnover.
One factor of burnout is emotional exhaustion, which results from high stress and
not being able to give psychologically of themselves to their clients further. As identified
in the review of the literature, emotional exhaustion is high among social service
workers. Along with experiencing high levels of stress during shifts at WTPs, field staff
typically work long hours. These long hours are typically 24 hour shifts for a number of
consecutive days. Programs that are contained expedition can remain in the field for up to
four weeks and have the staff and the adolescents remaining together for the entire length
of the program. While there are some benefits of working this type of schedule, such as
having several weeks off between expeditions, the length of time field staff spend in the
field may affect level of burnout. Finally, the age of workers and the effects on turnover
intention has not been specifically examined. However, age has been identified as an
important predictor of burnout. As age increases, the level of burnout decreases.
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Research Questions and Hypotheses
This study was guided by the research question first introduced in Chapter One:
To what factors do wilderness therapy field staff attribute their intent to turnover? The
following hypothesis was tested for predictions of intent to turnover:
H1) Burnout and organizational commitment will be significant predictors of intent to
turnover.
To better understand the individual factors of organizational commitment and
burnout on intent to turnover the following hypotheses were examined:
H1a) Field staff will identify burnout as a stronger contributing factor to their
intent to turnover than organizational commitment.
H1b) Field Staff will identify burnout as a stronger contributing factor to their
intent to turnover than continuance commitment.
Given the current economic situation in the country, continuance commitment
was examined in the following hypothesis:
H1c) Continuance commitment will be a significant predictor of intent to
turnover.
To investigate the relationship between other factors of interest the following
hypotheses were examined:
H2) There will be a positive relationship between number of day’s field staff work and
emotional exhaustion.
H3) There will be a positive relationship between age and intent to turnover.
The hypotheses being examined in this research study are illustrated in Figure 2.
Explanation of how the hypotheses will be analyzed will be discussed in Chapter Three.
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Burnout
a) Emotional
exhaustion
b) Depersonalization
c) Personal
accomplishment

Organizational
Intent to turnover
Commitment
a) Affective
commitment
b) Normative
commitment
c) Continuance
commitment

Length of days in
field

Age

Figure 2. Factors that will be examined in this research
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CHAPTER 3: METHODS
Design and Sample
Design
The design of this study was exploratory and cross sectional that allowed for
testing the hypotheses. Data was collected by an electronic survey of items emailed to the
participating programs director and was forwarded to field staff. The survey had two
closed-ended items with two open-ended questions. An electronic survey was also sent to
program directors asking four questions about general program demographic questions.
Sample
The sample of this research was a purposive sample of wilderness therapy field
staff whose program directors agreed to participate in the research and distribute the
survey to their staff. WTPs who participated were located within the United States. The
states that programs are located in will not be identified in order to protect the anonymity
and confidentiality of the programs due to the fact that some states may only have one
program in operation. A list of WTPs operating within the United States can be found at
the National Association of Therapeutic Wilderness Camping website (www.natwc.org),
and the Outdoor Behavioral Healthcare Industry Council website (www.obhic.com).
All 42 programs identified were contacted by the researcher, but only five
programs agreed to participate in the current research study. The programs that agreed to
participate were located in a variety of regions throughout the United States, with the
majority of participating programs being located in the western region. A majority of the
participating programs are continuous flow expeditions and employ roughly 30 to 60
field staff. The number of surveys that were distributed was 150 surveys to field staff,
and five program surveys were distributed to program directors. A power analysis
suggests that a minimum of 84 respondents is required to have adequate power to test the
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hypotheses (Cohen & Cohen, 1983). The population of the current study is a convenience
sample of WTP field staff who are currently employed as a field staff. Participants also
had to identify as being non-seasonal field staff, as there was a selection criteria question
that excluded seasonal field staff from participation. The survey was sent out to potential
participants in March and April 2011, while seasonal field staff typically work during the
summer months. A selection criteria question also ensured that participants were 18 years
of age or older. Participants who did not meet the selection criteria were thanked for their
time and directed to the completion page of the survey.
Of the five programs that agreed to participate, it is estimated that the number of
possible participants that received the email with the link to the survey totaled 150
individuals. The first mailing resulted in a total of 11 surveys completed during a three
week period beginning the second week of March 2011. Low response rates prompted a
second mailing and an additional two surveys were completed resulting in a total of 13
participants of the estimated 150 field staff employed at the five programs (9%). It is not
possible to know how many of the participating programs were represented by
respondents, as the survey was anonymous.
Additionally, three of the five program director surveys were completed by
contacts at WTPs. The program director survey was emailed in a message with a link to
the electronic survey once the second mailing was distributed to field staff.
Generalizability
The sample will not be generalizable to all WTPs due to the fact that programs are
not constructed in the same manner which results in variation in services provided to
consumers. For example, programs field staff may work as few as four 24 hour shifts
while another program may have their staff work twenty eight 24 hour shifts before
receiving a day off. These differences can create different types of stressors that can lead
to an employee’s intent to turnover. Also, WTPs each have different operating
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procedures, which can include a difference in staff to client ratios. This can impact the
amount of emotional exhaustion and stress experiences by a field staff member
depending on the program they work for and the policies they have.
Despite the differences that exist in policies and operating procedures between
programs, the results of this research study will be applicable to inform the wilderness
therapy industry. All programs work to accomplish similar goals with the services they
provide to consumers. With this in mind, the findings will be able to suggest industry
wide standards that may help retain field staff in order to prevent turnover in staff.
Data Collection Procedures
WTP program directors were sent a letter in late September 2010 explaining that
they would be contacted by the researcher by telephone to discuss if they, and their staff,
would be willing to participate in the study. The letter briefly explained the research and
included contact information if they wished to ask questions or make contact prior to
receiving a phone call from the researcher. When a program consented to distribute
surveys to their field staff they were given the option of paper or electronic copies to
forward to field staff. The five participating programs elected to receive electronic copies
of the survey. The program directors who agreed to participate provided the researcher
with a letter of agreement acknowledging that they were willing to forward an electronic
version of the survey to their field staff members once human subjects approval had been
received from the Institutional Review Board (IRB) at the University of Iowa. Direct
access to directory of field staff at programs was not possible as IRB approval required
the confidentiality and anonymity of respondents and was achieved by not collecting any
identifying information for contact purposes.
IRB approval was obtained on March 11, 2011 (Appendix A) and then WTP
directors were contacted via email to alert them that the survey was ready to be
distributed. The email contained instructions to the director about what they could write
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in the body of the email if they wished to provide a statement of support for the research
study, as well as asked them to not include any additional text that had not been approved
by IRB (Appendix B). An example of a statement of support that was approved by the
IRB was provided to programs (Appendix B), if the program wished to include a
statement of support in the email forwarded to field staff. Following this email, the next
day the survey was emailed to program directors to be forwarded electronically to field
staff (Appendix C). When a potential participant clicked on the link that directed them to
either the program director or field staff survey, they were directed to a letter of
information sheet that informed them of the study and they could either consent to
participate by click on “I agree to participate, enter survey” or decline to participate by
clicking “I do not wish to participate” (Appendix D and Appendix H). The researcher
followed up one week later to ensure that program directors received the email and that
they had forwarded the survey to their field staff.
Return rates of surveys were monitored. Three weeks after the initial electronic
correspondence of the survey, a second mailing was emailed to program directors to
resend the survey email to field staff as the number of surveys returned did not meet the
number necessary to have sufficient statistical power to test the hypotheses.
Human Subjects Procedures
This project was submitted to the IRB for review on January 10, 2011 and was
approved on March 11, 2011. Data collection began two days after IRB approval had
been obtained.
Benefits
There are no direct benefits to the individual respondents who participated in this
study, and participants did not receive compensation for participating in this study. The
potential benefits to the wilderness therapy industry may include results informing
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policymakers about factors that may assist WTPs in constructing policies and procedures
to benefit those who are employed and receiving services from programs. The results
may include identification of the factor that is most strongly identified with field staffs
intent to turnover from employment. This may assist programs in identifying what
preventative measures to take to help retain field staff and lower rates of turnover. Also,
findings may have implications for state and federal policy makers in that results may be
able to provide information about the field staff population and if a length of days in field
restriction could help lower levels of burnout and potentially increase the therapeutic
value of the program.
Risks
This research study had minimal risks. One possible risk that may occur as a
result of using an electronic version of the survey is anonymity of respondents. The
anonymity of respondents cannot be totally guaranteed because it is possible for the IP
addresses to be tracked to a particular computer once the surveys are completed or
submitted. To minimize this risk, WebSurveyor was used, which uses security measures
to help protect respondent’s anonymity and confidentiality. WebSurveyor is an electronic
survey tool that was supported by the University of Iowa at the time the study was
conducted.
Another potential risk was protecting the anonymity and confidentiality of the
respondents. There were several qualitative questions that asked respondents to write
anything that was not included as a reason that they intend to leave employment with
their program. The qualitative responses were reviewed for identifying and suggestive
information, and de-identified in the reported results in order to protect the respondents.
In order to protect the confidentiality of respondents, all surveys were kept on a flash
drive in a locked desk drawer and will be deleted upon completion of study. When
necessary to transport the flash drive to use statistical software, the flash drive was kept

45

on the researcher’s person in order to minimize the chance of losing the flash drive. Only
the researcher and her thesis committee chair had access to data that had not been deidentified.
Instrument and Measures
In order to test the hypotheses for this research study, an electronic survey that
was a one-time survey was created. The field staff survey was 13 pages in length and a
letter of information preceded the survey (Appendix D). The survey began with three
selection criteria questions and was followed by basic program descriptive questions. The
remainder of the survey included the Affective, Normative, and Continuance
Commitment Scales, which makes up the Three-Component Model (TCM) Employee
Commitment Survey (Meyer & Allen 2004), and the Maslach Burnout InventoryGeneral Scale (MBI-GS) (which included the subscales of emotional exhaustion,
depersonalization, and personal accomplishment). The survey concluded by asking their
level of intent to leave their organization, quantitative questions about reasons for their
intent to turnover or stay with their current employer, and ended with basic demographic
questions. Each of these sections will be discussed in turn.
The survey began with three selection criteria questions in order to identify if
respondents were currently employed as a non-seasonal field staff, to ensure they were
currently working as a field staff, and to make sure all participants were at least 18 years
of age or older. One of the questions asked “Are you currently a non-seasonal field staff,
meaning that you work year round for your program” with the response choices of yes or
no. If the participant answered no then they were thanked for taking time to complete the
survey and the survey was submitted. If the response was yes then the survey continued
to the next question.
The second selection criteria question asked “Are you working currently as a field
staff, meaning do you provide direct care to clients 24 hours a day?” with the response
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choices of yes or no. The same options occurred as the previous selection criteria
question. The third selection criteria question asked “Are you 18 years of age or older”
with the response choices of yes or no. As with the first and second criteria questions, the
options were the same. If the participant answered yes to all three criteria questions then
they continued on with the survey and began to answer questions that pertained to
employment demographic questions. One of these questions asked “How long have you
had this current position” with a blank response choice for months. The second question
asked “Typically, how many consecutive 24 hour shifts do you work in a row before
having days off” with a blank space for responses on a scale level. The final question for
the section asked “Typically, how many days do you have off in between shifts” with a
blank space for responses on a scale level.
The TCM Employee Commitment Survey was developed by Meyer and Allen
(1990) and has been updated with a second version (2004) which reduces the scale from
the original 24 items, to 18 items. Permission to use the scale was obtained from Meyer
(Appendix E) and was used in part 2 of the survey. The 24 item version was used in this
current research study, as the reported reliability and validity norms of the measure were
for the 24 item scale.
The TCM Employee Commitment Survey was tested and found to be reliable, and
valid. The alpha reliability coefficients for the subscales were: .87 for the affective
commitment scale, .75 for the continuance commitment scale, and .79 for the normative
commitment scale (Allen & Meyer, 1990). The commitment scale was used to measure
two variables for the current research study, organizational commitment and continuance
commitment. To measure the variable organizational commitment, the Affective,
Normative, and Continuance Commitment sub-scales were used. The total scale consisted
of 24 questions, with the respondents being asked to indicate their amount of agreement
with the feeling statements listed about their organization. Response choices for all of the
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survey items were a 1-7 Likert scale with the choices: (1) strongly disagree, (2) disagree,
(3) slightly disagree, (4) undecided, (5) slightly agree, (6) agree, and (7) strongly agree.
On the survey eight items made up the affective commitment scale. One item said “I
would be very happy to spend the rest of my career with this organization”. Another said
“This organization has a great deal of personal meaning for me”.
In order to create the affective commitment scale, eight items were combined that
pertained to one’s emotional connectedness to the organization. Four of the items were
reverse coded before being combined to make the scale so that all answers indicated a
high or low level of commitment in the same direction. The eight items each had
response choices that ranged from one to seven with one being the lowest level of
commitment and seven indicating the highest level of commitment. The responses to the
eight items by each respondent were added together and divided by eight with the
resulting responses to also range from one to seven. The total score was divided in order
to use the same metric to make it easier to interpret the results.
The normative commitment scale also consisted of eight items. An example of
these items includes “One of the major reasons I continue to work for this organization is
that I believe that loyalty is important and therefore feel a sense of moral obligation to
remain”. Another says, “I do not think that wanting to be a ‘company man’ or ‘company
woman’ is sensible anymore”.
The normative commitment scale was created by combining eight items from the
survey that pertained to one’s feeling of obligation to remain with their current
employment. Three of the items were reverse coded so that the answers indicated low to
high level of commitment to the organization as the questions were negatively worded.
The eight items each had response choices that ranged from one to seven with one being
the lowest level of commitment and seven indicating the highest level of commitment.
The responses to the eight items by each respondent were added together and divided by
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eight with the resulting responses to also range from one to seven. The total score was
divided in order to use the same metric to make it easier to interpret the results.
The continuance commitment scale was also measured by eight items. Two
examples of statements presented are, “It wouldn’t be too costly to leave my organization
right now,” and “Too much in my life would be disrupted if I decided I wanted to leave
my organization right now”.
The continuance commitment scale was created by combining the eight items
from the survey that pertained to one’s perception of the cost associated with leaving
their current employment. Two of the items were reverse coded so that the answers
indicated low to high level of commitment to the organization as the questions were
negatively worded. The eight items each had response choices that ranged from one to
seven with one being the lowest level of commitment and seven indicating the highest
level of commitment. The responses to the eight items by each respondent were added
together and divided by eight with the resulting responses to also range from one to
seven. The total score was divided in order to use the same metric to interpretation of the
results easier.
In order to create the overall organizational commitment scale, 24 items were
combined from the survey that pertained to organizational commitment, and included the
affective commitment, continuance commitment, and normative commitment scales. The
24 items each has response choices that ranged from one to seven with one being the
lowest level of commitment and seven indicating the highest level of commitment. The
24 items were added together and divided by 24 with the resulting scale remaining from
one to seven with one indicating a low level of commitment and seven a high level of
commitment. The total score was divided in order to use the same metric to make it easier
to interpret the results.
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The Maslach Burnout Inventory-General Scale (MBI-GS) was used to measure
burnout and emotional exhaustion. Permission to use this scale was obtained (Appendix
F) from Acadia University. The MBI-GS is similar to the MBI-HSS (Human Service
Survey) in question construction except the items were not worded to be directly related
to direct work with people. The MBI-HSS asks questions that are specifically constructed
for people who work in direct contact with other people in a helping profession, while the
MBI-GS questions are general and do not directly address stresses that occur when
having direct service to people. The author of the current thesis was unable to use the
Maslach Burnout Inventory- Human Service Survey (MBI-HSS) due to the high cost
associated with using the scale.
The MBI-GS has three sub factors similar to those described for the MBI-HSS,
and are exhaustion, cynicism, and professional efficacy. Despite the differences of
names, these correspond with the factors of emotional exhaustion, depersonalization, and
personal accomplishment (Maslach, et al, 1997). The MBI was tested and found to be
reliable and valid. The alpha reliability coefficients for the subscales were: .65 for
exhaustion (emotional exhaustion), .60 for cynicism (depersonalization), and .71 for
professional efficacy (personal accomplishment) (Maslach, et al, 1997).
The MBI-GS instrument was used to measure the independent variables of
emotional exhaustion and burnout. Emotional exhaustion was measured by five items.
Respondents are asked to identify how often they experience the feelings that are listed.
Examples of these items are: “I feel used up at the end of the workday”. and “I feel
burned out from my work”. The response choice for all items in this scale are: : (1)
Never; (2) Sporadic, A few times a year or less; (3) Now and then, Once a month or less;
(4) Regular, A few times a month; (5) Often, once a week; (6) Very often, A few times a
week; and (7) Daily.
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The emotional exhaustion scale was created by combining five items from the
survey that asked about the emotional drain experienced in work. The five items each
have a response choice that ranged from one to seven with one indicating that the feeling
never occurs and seven being daily occurring. The five items were added together and
divided by five with the resulting responses to also range from one to seven. The total
score was divided in order to use the same metric to make interpretation of the results
easier.
A total of five items measured the depersonalization scale. Examples of
statements are “I have become less enthusiastic about my work”, “I just want to do my
job and not be bothered”, and “I have become more cynical about whether my work
contributes anything”.
The depersonalization scale was created by combining the five items from the
survey that asked about detached responses to aspects of the job. The five items each
have a response choice that ranged from one to seven with one indicating that the feeling
never occurs and seven occurring daily. The five items were added together and divided
by five with the resulting responses to also range from one to seven. One respondent did
not provide a response to one of the items for the scale. Based upon common practices
(Saunders et al., 2006) the mean was substituted for this case due to the small sample
size.
The third factor in burnout is personal accomplishment and was measured by six
items from the MBI-GS. One example of the items is “I feel I’m making an effective
contribution to what this Organization does”.
The personal accomplishment scale was created by combining six items from the
survey that asked about the feelings of lack of achievement at work. The six items each
have a response choice that ranged from one to seven with one indicating that the feeling
never occurs and seven that it occurs daily. The six items were added together and
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divided by six with the resulting responses to also range from one to seven. The total
score was divided in order to use the same metric to make it easier to interpret the results.
One respondent did not provide a response to one of the items for the scale. Based upon
common practices (Saunders et al., 2006) the mean was substituted for this case due to
the small sample size.
The burnout scale was created by combining the 16 items from the survey that
asked about burnout in field staff and combined the scales of emotional exhaustion,
depersonalization, and personal accomplishment. The 16 items each had response choices
that ranged from one to seven with one indicating that the feeling never occurs and seven
occurring daily. The 16 items were added together and divided by 16 with the resulting
scale remaining from one to seven. The total score was divided in order to use the same
metric to make interpretation of the results easier.
Following the MBI-GS items, participants were asked about their intention to
leave their current employer. The intent to leave scale was constructed by Kirby (2006)
and permission was granted by the author (Appendix G) to use it in this study. To
construct the intent to leave scale, Kirby used cognitions discussed in an article by
Mowday, Koberg, and McArthur (1984) to construct a survey item that accounted for the
intensity of intentions. Part five of the current survey included one item which asked
respondent to “Please check one of the following statements that most identifies your
feelings about your employment with your current program” with the response choices of
I intend to remain on this job for the foreseeable future, I am thinking about quitting my
current job, I intent to look for another job, I am looking for another job, and I intend to
turnover. Each response was given a numeric value from one to five, with one indicating
an intent to remain with the current employer for the foreseeable future and five
indicating intent to turnover. This scale originally included an additional response which
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indicated the respondent was a seasonal field staff member, which was not necessary for
this current research study as seasonal field staff were not included in this study.
The next section of the survey was comprised of two open ended questions that
asked respondents to list any additional reasons not mentioned that contribute to staying
or leaving their current job. One of these questions asks “What additional factors not
covered in this survey contribute to you keeping this job” with open space for responses.
The second question asks “What additional factors not covered in this survey contribute
to you thinking about (or actually) quitting this job” with an open space for responses.
The final section of the survey asked respondents for information about personal
demographic questions including age, gender, ethnic identification, marital status and
education. The first question asked “What is your age” with a blank space for scale level
responses. The next question asked “What ethnic group do you identify as” with the
response choices of white, Hispanic, Latino, Black, African American, American Indian
or Alaska Native, Asian or Pacific Islander, Bi-racial, and Other with a space after for
the respondent to write in their ethnic identification. A third question asked “What gender
do you identify as” with the response choices of male, female, and other with a blank
space for a response to be written in. The fourth question asked “what is your marital
status” with the response choices of single-never married, separated, partnered, married,
divorced, and other with a blank pace for a written response.
The next question asked “What is the highest year of schooling, in number of
years, have you completed” with the response choices ranging on a scale from 12 to 20
years of education with 12 representing high school graduate and 16 being four year
degree. The final question of the survey asked “What area of study was your four year
degree in, if a four year degree has been achieved” with a blank space left for responses
to be typed in.
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The program director survey was a four question, one time survey with a letter of
information (Appendix H). An email was sent to directors to inform them that the survey
would be sent to them with a link to the survey, and the following day the electronic
survey was sent to the directors. The first question asked “What is the most commonly
cited reason your employees give for leaving” with a blank space left for responses to be
typed. Another question asked about field staff salary: “What is the average starting
salary for field staff” with a blank space for responses. The third questions asked about
involvement of clinical staff : “How often are clinical staff in the field, and do they
regularly participate in overnights” with a blank space for the response to be typed. The
final question of the survey asked “What are the top 3 strategies your program uses to
retain staff” with a blank space for responses to be typed.
Analytic Procedures
Univariate Analyses
Responses were entered into the SPSS statistics program once data collection had
concluded. Preliminary analysis was conducted to examine demographic responses.
Descriptive analyses were conducted for length of time in current position, number of
days worked consecutively, number of days off between shifts, intent to leave scale, age,
gender, ethnic identity, marital status, and education. Descriptive analyses were also
conducted for the scales of burnout and organizational commitment and the subscales of
affective commitment, continuance commitment, normative commitment, emotional
exhaustion, depersonalization, and personal accomplishment.
Bivariate Analyses
The original data analysis plans included using multiple regression model analysis
to test the predictive hypotheses for this thesis. Due to the low response rate, the sample
size was not large enough to support the multiple regression analysis (Allison & Gorman,
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1993). Simple linear regression was used to test individual predictors, as it was a more
appropriate method for analyzing the data. In order to test the hypotheses for this thesis
the following bivariate statistical tests were run:
H1) Burnout and organizational commitment will be significant predictors of intent to
turnover in field staff.
-

Six simple linear regression were conducted
1) IV: Emotional exhaustion (Scale), DV: Intent to turnover (Scale)
2) IV: Depersonalization (Scale), DV: Intent to turnover (Scale)
3) IV: Personal accomplishment (Scale), DV Intent to turnover (Scale)
4) IV: Affective commitment (Scale), DV Intent to turnover (Scale)
5) IV: Continuance commitment (Scale), DV: Intent to turnover (Scale)
6) IV: Normative commitment (Scale), DV: Intent to turnover (Scale)

H1a) Field staff will identify burnout as a stronger contributing factor as their intent to
turnover than organizational commitment.
- Spearman’s rho correlation was conducted
- Fisher’s r to z transformation was conducted to test if a significant
difference existed between the r values from the Spearman’s rho.
IV: Burnout (Ordinal), DV Intent (Ordinal) –and- IV: Organizational
Commitment (Ordinal), DV Intent (ordinal)
H1b) Field staff will identify burnout as a stronger contributing factor as their intent to
turnover than continuance commitment.
- Spearman’s rho correlation was conducted.
- Fisher’s r to z transformation was conducted to test if a significant
difference existed between the r values from the Spearman’s rho.
IV: Burnout (Ordinal), DV Intent (Ordinal) –and- IV: Continuance
Commitment (Ordinal), DV Intent (ordinal)
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H1c) Continuance commitment will be a significant predictor of intent to turnover.
-

A simple linear regression was conducted.

H2) There will be a positive relationship between number of day’s field staff work and
emotional exhaustion.
- A Pearson’s correlation was conducted.
IV: Number of day’s field staff work (Scale), DV: Emotional exhaustion
(Scale)
H3) There will be a positive relationship between age and intent to turnover.
- A Pearson’s correlation was conducted.
IV: Age(scale), DV Intent(scale)
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CHAPTER 4: RESULTS
In this chapter, the results of univariate and bivariate analyses are reported from
the field staff survey and program director survey. The results from the testing of the six
hypotheses guiding this study are also presented. The qualitative responses from field
staff about what contributes to their intentions to leave or stay with their current employer
are summarized.
Demographic Information
Of the approximately 150 surveys sent to field staff at five WTPs, 13 field staff
responded (9%). To better understand the field staff population that is employed by
wilderness therapy programs, demographic information was collected from survey
responses. Table 2 summarizes the demographic information collected in this research
study.
A majority of the respondents identified as being single-never married (61%),
achieved a four year degree or higher (77%), and fell between the ages of 23 and 28 years
of age. Two respondents identified their marital status as other and provided further
information that one identified as being gay and the other being in a relationship. The
majority of respondents identified as being female (61%) and Caucasian (100%).
Information was also collected about the area of study by respondents who had
achieved a four year degree. As illustrated in Table 2, a variety of educational degrees
were reported and the broad categories of human services (which included social work,
psychology, and sociology), outdoor recreation (which included recreation management,
recreation administration, and natural resources), and other (which included liberal arts
and classics) were used to divide the educational backgrounds of respondents. The three
not applicable responses in educational degrees were due to the fact that participants had
not completed a four year degree. Respondents also provided information about the
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Table 2
Demographic information of field staff respondents (N=13)
Mean

Length in Position

Frequency

Percent

Range

21

2 - 60

29.92

19 - 49

(in months)
Age
19-22

1

7.7%

23-28

7

53.9%

29-34

2

15.4%

35-39

2

15.4%

>39

1

7.7%

Male

5

38.5%

Female

8

61.5%

Single-Never Married

8

61.5%

Married

1

7.7%

Divorced

2

15.4%

Other

2

15.4%

13

100%

Gender

Marital Status

Ethnicity
White

58

Table 2 (continued)
Mean

Frequency

Percent

8

13

100%

12 to 15 years

3

23.1%

16 years

5

38.5%

>16 years

5

38.5%

Human Services

5

38.5%

Outdoor Recreation

3

23.1%

Other

2

15.4%

N/A

3

23.1%

Number of days in field

Range

(before receiving a day off)
Years of Education

Area of Four Year Degree

length of time they had been employed with their current program; the mean was 21
months. Table 3 details the months of employment that respondents reported in their
current program.
All respondents reportedly worked eight days in the field and then had six days
off between shifts. It is not clear if this similarity in responses is due to low response rates
within and among programs or if this lack in variance should be attributed to a common
schedule among WTPs.
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Table 3
Length of time employed by current program, in months
Months of employment

Frequency

Percent

<9

2

15.4%

9 to 17

6

46.2%

18 to 26

3

23.1%

27 to 44

0

0%

> 44

2

15.4%

Univariates of Scales
The scales used in this thesis measured burnout and organizational commitment of
field staff. Each scale was comprised of three subscales to better describe the factors of
burnout and organizational commitment. The univariate results for organizational
commitment and burnout and the sub scales of each are provided in Table 4.
The organizational commitment scale was comprised of 24 items with a scale
ranging from one to seven with one being the lowest level of commitment and seven
indicating a high level of commitment. The scale range was between 32 and 119
(possible range 24 - 168). For each of the sub scales the scale ranges were: affective
commitment 44 - 75, continuance commitment 29 - 59, and normative commitment 42 61. The scores for each respondent were added together and divided by 24 (the number of
items in the scale) to get the overall mean of organizational commitment on a one to
seven scale so that the data was on a comparable scale as was used by Kirby (2006) so
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Table 4
Summary of univariate results for independent variables
Variables

Organizational Commitment

Scale
Range

Scale
Mean

SD

Mean
Range

32 - 119

4.09

.99

1.08 – 5.13

Affective Commitment

44 - 75

4.99

1.28

1.3 – 6.1

Continuance Commitment

29 - 59

3.55

1.12

1 – 5.5

Normative Commitment

42 - 61

3.73

1.17

1 – 5.5

56 - 94

4.08

.701

3.44 – 5.88

Emotional Exhaustion

27 - 49

3.18

1.10

1.6 – 5.2

Depersonalization

21 - 38

2.31

1.13

1 – 5.6

Personal Accomplishment

77 - 86

6.29

.711

4.5 - 7

Burnout

that it could be easier to compare scores across studies. The overall mean was 4.09 for the
organizational commitment scale, suggesting a moderate level of commitment. The mean
range for the scale was between 1.08 and 5.13. The means for the sub scales of
organizational commitment can be found in Table 4.
Burnout was also measured on a one to seven scale with one indicating a lower
level of burnout and seven indicating a high level of burnout. The burnout scale was
comprised of 16 items and the scale range for respondents was between 56 and 94. For
each of the sub scales the scale ranges were: emotional exhaustion 27 - 49,
depersonalization 21 – 38, and personal accomplishment 77 - 86. The score for each
respondent was added together and divided by 16 to calculate the overall mean of the
sample so that it was easier to compare scores that were presented in Kirby’s (2006)
work. The mean for the burnout scale was 4.08 which suggest a moderate level of
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burnout. The means for the sub scales of burnout can be found in Table 4, and were
calculated by adding the score for the items of each subscale and divided by the number
of items for that scale. For example, for emotional exhaustion participant’s scores for the
five items were added together and divided by five to calculate the mean.
Turnover intentions of field staff were measured on a one to five scale with one
indicating intent to remain with the current job for the foreseeable future and the
responses of two to five indicating intent to leave the current job (whether they are
thinking about it or actively looking for alternative employment options). Table 5
describes intent to leave or stay in the current job by respondents.

Table 5
Summary of responses for turnover intentions among respondents
Frequency

Percent

Intent to leave
I intend to remain on this job

5

38.5%

2

15.4%

for the foreseeable future
I am thinking about quitting
my current job
I intend to look for another job

0

I am looking for another job

4

30.8%

I intend to turnover

2

15.4%
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Of the 13 respondents, a majority indicated having some level of intent to leave
their current employer (61.6%), while 38.5% indicated some level of intent to remain
with their current employer for the foreseeable future.
To better understand intent to turnover of field staff, certain demographic factors
and the level of intent were examined to illustrate if patterns existed between the
demographic factor and level of intent. The table below illustrates the level of intent and
demographic factors of respondents (Table 6).
Three field staff between the ages of 23 and 28 indicated that they intended to
stay with the current employer (30.7%). Female field staff indicated more frequently that
they intended to remain with the current employer (n = 4, 30.7%), while only one male
field staff member indicated their intent to remain with the current program. Additionally,
four field staff indicated that they had a four year degree in a human service studies (such
as sociology or social work) and intended to remain with the current employer. Given the
small sample of respondents it is difficult to identify any clear patterns between the
demographic descriptors and intention to turnover.
Program Information
Information regarding salary of field staff was collected from program directors
or their designated contacts from three participating programs. Program directors
provided information about the starting salaries of field staff which had a mean of $1,296
a week, which is the equivalent to $162 per day, or $6.80 per hour. Staff are typically
paid by the number of days in the field, and not by hour. Program directors were also
asked to identify the most frequently cited reason for leaving employment as a field staff.
Responses included career change, traveling, returning to school, and that employees
want employment that offers a more traditional schedule that is conducive to maintaining
relationships.
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Table 6
Univariates and level of intent
Intend to
remain on
the job

Thinking about
quitting

Intend to
look for
another job

Looking for
another job

Intend to
turnover

Age
19-22
23-28

1
3

29-34
35-39

1

2

1

1

1

2

>39

1

Gender
Male

1

1

2

1

Female

4

1

2

1

2

2

2

Marital Status
Single-Never

2

Married
Married

1

Divorced

2

Other

1

1
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Table 6 (continued)
Intend to
remain on
the job

Thinking about
quitting

Intend to
look for
another job

Looking for
another job

Intend to
turnover

Area of Four Year Degree
Human

4

1

1

1

Services
Outdoor
Recreation
Other

1

2

N/A

1

1

1

Program directors were also asked about how frequently clinical staff are present
in the field and how often they participate in overnights with clients and field staff.
Clinical staff are therapists who work with individual clients throughout the course of the
program. Responses by program varied. One program indicated that clinical staff are in
the field 4 of the 7 days in a week. The remaining two programs reported that their
clinical staff are in the field 2 days per week. Additionally, one program’s clinical staff is
available to the field staff by phone 24 hours a day. Only one program indicated that a
majority of their clinical staff participated in overnights.
Program directors were asked to provide the top three ways their programs try to
retain staff. Table 7 illustrates the responses provided.
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Table 7
Top three ways programs try to retain staff
Ways to retain staff

Income Incentives

Work Environment

Management Team

N

Performance based bonuses

(N = 1)

Good benefits and pay

(N = 1)

Fun work environment

(N = 2)

Team program input

(N =1)

Good community and culture

(N =1)

Supportive management team

(N =1)

Good employee supervisor
relationships
Other

Two year commitment

(N =1)
(N =1)

Results of Hypothesis Testing
H1) Burnout and organizational commitment will be significant predictors of intent to
turnover among field staff.
H1a) Continuance commitment will be a significant predictor of intent to turnover.
Six simple linear regressions were run to test the two hypotheses. The original
intent of the researcher was to conduct a series of multiple regression models, but as
noted above it was not possible due to the small sample size. The results indicated that
the hypotheses were not supported, as none of the findings were significant. The three
sub factors of organizational commitment and burnout were reported in order to examine
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if any of the individual sub factors were significant predictors of turnover intentions, as it
was not possible to conduct the multiple regression models where each component would
be added at each step instead of the composite scales. The results of the simple linear
regressions are provided in table 8. In addition to testing the variables described in the
hypotheses, the additional subscales of affective commitment, normative commitment,
depersonalization, and personal accomplishment were examined to better understand if
the individual sub scales of the organizational commitment and burnout scales predicted
intent to turnover. This would provide a more nuanced understanding of the subscales of
organizational and burnout scales and if they predict turnover intentions of field staff.
H1b) Field staff will identify burnout as a stronger contributing factor to their intent to
turnover than organizational commitment.
Two Pearson’s correlations were run to test this hypothesis. Burnout and
organizational commitment were both measured on a one to seven scale with one being
the lowest level and seven the highest level of commitment or burnout. Turnover
intentions were measured on a one to five scale, with one indicating no intent to turnover
and five a high level of intent to turnover from employment. Table 9 provides the results
from the Pearson’s correlations conducted for this hypothesis. The results suggest that the
strength of relationship between burnout and intent to turnover was stronger than the
relationship between organizational commitment and intent to turnover and that the
hypothesis was supported. The relationship between burnout and intent to turnover was a
moderate positive relationship (r = .335) while the organizational commitment and intent
to turnover was a weak positive relationship (r = .128). However, a Fisher’s r to z
transformation was conducted to determine if there was a significant different between
the correlations. The results indicated that there was a not a significant difference
between the correlations (z = 0.49, p = 0.62). This suggests that the difference in the
strength of the correlations could be due to chance alone.
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Table 8
Simple linear regressions for each independent variable with the dependent variable of intent to leave
Variable

B

SE

t

Organizational Commitment

.232

.543

.428

Affective Commitment

.058

.424

Continuance Commitment

.129

Normative Commitment

p

R2

F

.677

.016

.183

.136

.894

.002

.019

.482

.268

.794

.006

.072

.312

.454

.688

.506

.041

.473

Burnout

.862

.730

1.180

.263

.112

1.392

Emotional Exhaustion

.401

.479

.837

.420

.060

.700

Depersonalization

.192

.476

.404

.694

.015

.163

Personal Accomplishment

1.026

.699

1.469

.170

.164

2.157
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Table 9
Correlation of burnout and intent turnover, and organizational commitment and intent to
turnover (N=13)
r

Burnout

.335

Organizational Commitment

.128

* p < .05

H1c) Field Staff will identify burnout as a stronger contributing factor to their intent to
turnover than continuance commitment.
Two Pearson’s correlations were run to test this hypothesis. Burnout and
continuance commitment were both measured on a one to seven scale with one being the
lowest level and seven the highest level of commitment or burnout. Turnover intentions
were measured on a one to five scale, with one indicating no intent to turnover and five a
high level of intent to turnover from employment. Table 10 provides the results from the
Pearson’s correlations conducted to test this hypothesis. The results suggest that the
strength of relationship between burnout and intent to turnover was stronger than the
relationship between continuance commitment and intent to turnover and that the
hypothesis was supported. The relationship between burnout and intent to turnover was a
moderate positive relationship (r = .335) while the organizational commitment and intent
to turnover was a weak positive relationship (r = .080). However, a Fisher’s r to z
transformation was conducted to determine if there was a significant different between
the correlations. The results indicated that there was a not a significant difference
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between the correlations (z = 0.6, p = 0.55). This suggests that the difference in the
strength of the correlations could be due to chance alone.

Table 10
Correlation for burnout and intent turnover, and continuance commitment and intent to
turnover (N=13)
r

Burnout

.335

Continuance Commitment

.080

* p < .05

H2) There will be a positive relationship between number of day’s field staff work and
emotional exhaustion.
A Pearson’s correlation was conducted to understand the relationship between the
number of day’s field staff work and their level of emotional exhaustion. Number of days
in field was measured as a continuous variable and emotional exhaustion was measured
on a one to seven scale with one being the lowest level and seven the highest level of
emotional exhaustion. No variance of days worked by staff was reported by respondents;
consequently, it was not possible to test this relationship.
H3) There will be a positive relationship between age and intent to turnover.
To assess the relationship between age and intent to turnover a Pearson’s
correlation was conducted. Age was measured as a continuous variable and intent to
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turnover was measured on a scale from one to five, with one indicating no intent to
turnover and five a high level of intent to turnover from employment. This hypothesis
was not supported as the findings suggested a weak negative, non-significant relationship
(r = -.042, p = .892). The results indicate that as field staff age, their intent to turnover
decreases.
Qualitative Data
To gain a better understanding of why field staff intend to stay or leave their
current place of employment, respondents were asked to provide further information
about their reasons for wanting to leave or stay in their job based on their response to the
intent to leave question. Five respondents identified that they intended to stay with their
current employment and provided information about “What additional factors not
covered in this survey contribute to you keeping this job”. All respondents provided
additional reasons for staying in their current job. One respondent wrote that “it’s fun and
meaningful”. Another respondent wrote “healthy program food, location and living when
off, friends within company, hard to find a similar outdoor job that pays as well”.
Additional responses are included in Appendix I.
The remaining eight respondents indicated that they had some level of intent to
turnover from their current employer. Of the remaining eight respondents, six provided
additional information (two did not provide a response) to the question “What additional
factors not covered in this survey contribute to you thinking about (or actually) quitting
this job”. A respondent indicated that the “schedule is not conducive to my long term life
goals”. Another respondent wrote that “the demand and amount of responsibility required
by staff”. The remaining responses from respondents are provided in Appendix 8.
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CHAPTER 5: DISCUSSION
The current study sought to understand turnover intentions among field staff at
WTPs which could be used by programs to better understand factors that contribute to
field staff voluntary turnover. This chapter will discuss the findings from the current
research study, and will specifically discuss program and respondent demographics, and
the results of the hypotheses presented in Chapter Four. There has been limited research
conducted in this area. As a result, a study by Kirby (2006) will serve as a basis of
understanding of previous findings as it is the only research that has been conducted
using the same factors as the current study. The low response rate has made it difficult to
achieve a representative sample of the field staff population, and the results of this study
should be examined with caution as the appropriate level of power (84 respondents) was
not achieved. However, the results of the study are still relevant for providing
information about the field staff population and suggesting implications for future
researchers.
Summary of Study
The current research study sought to examine factors that influence a field staff
member’s intent to turnover from their current place of employment by looking at the
factors of continuance commitment, organizational commitment, and burnout. A total of
five WTPs agreed to participate in this research study and forwarded an email with a link
to their field staff. It was estimated that a total of 150 field staff were employed at the
WTPs that agreed to participate, and a total of 13 field staff participated in the study.
Field staff answered questions about basic demographics, organizational commitment,
burnout, and intent to leave or stay with their current employer. Field staff were also
asked a question to provide further information about the reason they were intending to
leave or stay with their current employer. Program directors of the participating WTPs
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were also asked to provide basic program demographic information by completing a short
survey. Three program directors provided information about the starting salaries of staff,
the most commonly given reason for leaving employment, and the top three strategies
employed to retain field staff.
The results from the current study will be examined with the findings from other
studies in mind to better understand changes occurring in the field staff population. The
study by Kirby (2006) will be used to better understand levels of burnout and
organizational of field staff, but it is important to note that the scales Kirby used to score
respondents answers were altered from those supplied by the standardized scales. The
author of the current research study chose to utilize the standardized scoring provided by
the authors of the scales. The implications for WTPs as well as the limitations to this
study will be discussed.
Demographics
Field staff demographic information collected in the current study are similar to
previous findings (Kirby, 2006; Marchand et al., 2009). As was the case in previous
research (Kirby, 2006; Marchand et al., 2009), a majority of the respondents were singlenever married, had achieved a four year degree or higher, identified as being Caucasian,
and fell between the ages of 23 and 28. This consistency suggests that field staff typically
are single-never married, achieved a four year degree or higher, Caucasian, and are
between the ages of 23 and 28.
The current study asked respondents to provide the length of months that they had
been employed by their current place of employment. The mean of respondents was 21
months, and 46.2% of respondents were employed for 17 months or less. One previous
study, by Marchand et al. (2009), found that the majority of field staff had been employed
as a field staff for less than 6 months, and the mean of employment as a field staff was
11.85 months. Kirby (2006) also asked field staff to indicate the length of time they had
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been employed by any WTP, and his findings indicated that 35.7% had been employed
less than 9 months with a mean of 23.6 months. It is important to note that Kirby
included seasonal field staff in his study, whereas Marchand et al. (2009), and the current
researcher only included non-seasonal field staff. The current researcher did not ask
about the total time employed in the wilderness therapy industry as previous researchers
had, yet the current findings are able to provide information about the length of time
employed at one location prior to turnover. The findings from the current study suggest
that the participating respondents may be remaining in the WTP industry longer than
those respondents from previous studies (Marchand et al., 2009). The increased length of
time remaining with WTPs may be a result in the change of economic conditions. Field
staff may now be more likely to remain with their employer for a longer period of times
as it may be more difficult to locate another job. Field staff remaining with their current
employer as a result the volatile state of the economy may have both positive and
negative ramifications for WTPs. Field staff may feel that it is a necessity to remain at
their current employer and this may result in the employee experiencing a higher level of
burnout and its components leading to decreased work performance. This is critical
because of the importance of their relationships with the adolescent clients which could
be jeopardized as work performance declines. In contrast, field staff remaining with a
WTP for longer periods of time may help the WTP with consistent staffing and maintain
therapeutic relationships that benefit client’s progression towards change.
Roughly 20% of field staff from the current study identified that they had not
achieved a four year degree. Kirby (2006) also found that 20% of the field staff had not
achieved a four year degree, and Marchand et al. (2009) also found that 25% of the
respondents had not achieved a four year degree. Given the current job market it was
interesting that this number had not decreased. WTPs may now have larger applicant
pools, than was available to them previously, and may allow programs to be more
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selective in the hiring process making positions at WTPs more competitive. Future
researchers may be interested to examine more individualized demographics of field staff
members and program directors to understand what specific qualities and qualifications
were considered when hiring new staff, which are not provided as qualifications by
programs. These factors may include previous experience working with troubled youth
and amount of wilderness experience. The two factors may be considered by program
administrators when considering the appropriateness of a potential employee for a field
staff position and may account for the 20% of field staff who have not achieved a four
year degree, yet are employed by WTPs.
The current study asked respondents to provide information about their specific
area of education (if a four year degree was completed), which has not been examined in
previous literature. The areas of studies provided by respondents fell under three
categories: human services, outdoor recreation, and other. A majority of respondents fell
within the human service and outdoor recreation areas of study (61.6%). Information
pertaining to area of study or workers can suggest that WTPs may need to compensate
knowledge necessary to fill gaps in skill and information through trainings; for example,
programs may need to provide trainings about mental health disorders (such as
oppositional defiance disorder) in order to better serve clients with certain disorders. For
instance, a worker who has achieved a four year degree in English may not have
knowledge about normal human development or abnormal psychology that can assist
them in working with adolescents. WTPs may need to provide education about different
disorders and evidence based interventions that can assist field staff when working with
clients. Additionally, field staff may require additional training in wilderness skills or
safety in order to comfortably and successfully perform field staff duties. Examining the
area of study of field staff in future research that had a more representative sample could
provide further information about educational backgrounds of staff employed at WTPs.
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Hypotheses Results and Independent Variables
Six hypotheses were examined in the current study to better understand the factors
previously identified in intent to turnover literature. Of the hypotheses tested in the
current research study, only two were supported by the results. As expected, burnout had
a stronger relationship with intent to turnover than organizational commitment and
burnout had a stronger relationship with intent to turnover than the sub factor of
continuance commitment. However it is possible that the differences found were due to
chance and therefore these relationships should be tested in future studies. Contrary to
expectations, burnout and the sub factors of emotional exhaustion, depersonalization, and
personal accomplishment, and organizational commitment and the sub factors of
affective commitment, continuance commitment, and normative commitment did not
significantly predict turnover intentions among field staff. The relationship between age
and intent to turnover was not in the expected direction or significant. Finally, the
relationship between number of day’s field staff work and emotional exhaustion was not
able to be tested due to a lack of variance in responses of field staff’s number of days
worked.
Burnout was found to have a stronger relationship with turnover intentions than
organizational commitment and the sub factor of continuance commitment. Burnout
levels of field staff in the current study can be described as moderate, or experienced
every now and then. Burnout levels in field staff were also identified in the study by
Kirby (2006), where he found that field staff had a low level of burnout, where they
experienced it sporadically or a few times a year. The current study found higher levels of
the subscales of burnout (emotional exhaustion, depersonalization, and personal
accomplishment) then was found in the study by Kirby (2006). The moderate level of
burnout and its sub factors may be a result of field staff remaining with their current
program for a longer period of time before turning over due to the perceived lack of
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available jobs. If this is the case, it may be of interest to programs to consider the use of a
burnout measurement tool, to assess if a field staff member could benefit from
preventative measures used by the WTP.
Qualitative responses provided by program directors indicated that they use
preventative strategies to retain field staff (see Table 6). Of the identified ways to retain
field staff by program directors, it may be helpful for programs to consider maintaining
supportive management teams (a response provided by one program) so that field staff
are more likely to feel comfortable opening a discussion with management about feelings
of burnout. This allows for the development of strategies to retain the employee while
reducing the level of burnout that is being experienced by the worker. Other responses by
program directors did not pertain to preventative measures for burnout, and it may be
helpful for programs to provide self-care information or education in addition to the
supportive community that program directors indicated helped to retain their field staff.
Future researchers may be interested in examining burnout and length of time employed
by the program in greater depth to gain a better understanding if a relationship exists
between the two. It would also be of interest to conduct a longitudinal study to examine
burnout levels of field staff and if this effects turnover intentions over time.
As a result of low response rates in this study, six independent simple regressions
were conducted to test the predictive hypotheses. As mentioned before, none of the
hypotheses were statistically significant. It was of interest that in the study by Kirby
(2006), he also conducted six independent logistic regressions to test his hypotheses, after
redefining the dependent variable of intent to turnover into two categories instead of the
five used in his multiple regression model analyses. Kirby found that both burnout and
personal accomplishment were statistically significant predictors of turnover intentions of
field staff. It may be possible that the current study did not have similar findings as a
result of the low response rates. It would be of interest for future researchers to retest the

77

same hypotheses using logistic regressions to examine the predictive factors used in the
current research study with a larger sample size.
The sub factor of affective commitment was of interest when reviewing findings
from the study by Kirby (2006). The current study found that field staff are moderately
committed to their organizations, and have moderate to low levels of continuance and
normative commitment, while affective commitment levels in field staff were moderate
to high. Overall, Kirby found that field staff had low levels of organizational
commitment, with low levels of continuance commitment and normative commitment,
and moderate levels of affective commitment. Moderate levels of commitment by field
staff can indicate that field staff are somewhat committed to their current program of
employment and that by continuing to increase ones level of affective commitment,
programs may be able to retain staff more successfully. This may be because as field staff
feel more connected to their organization, or feel a greater sense of emotional attachment
to the organization, they could be less likely to leave employment. The three programs
that provided responses to the director survey all included retention strategies that may
increase a workers organizational commitment and included “fun work environment”,
“good community and culture”, and “good employee supervisor relationships”. The three
retention strategies are all examples of affective commitment and may contribute to the
workers emotional attachment to the programs. Program directors may be able to employ
similar strategies to help retain staff by incorporating team building activities or fun
incentives shared with other staff in order to build relationships among staff which may
in turn increase their level of affective commitment to their organization.
Two of the three program directors also said that they used “performance based
bonuses” and “good benefits and pay” as a way to retain staff. These are examples of
continuance commitment, where the worker may feel that it is too costly to leave the
current organization. Program directors should consider maintaining a competitive wage
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with benefits for field staff and incentives for performance in order to strengthen field
staff member’s continuance commitment so that the worker could be less likely to
turnover because the incentives to stay are too great to leave.
The relationship between the age of field staff and their intent to turnover was
also examined in the current study. Findings indicated that there is a negative relationship
between age and intent to turnover (though not significant). This suggests that the
younger the worker, the more likely they are to intend to turnover from employment. The
relationship between age and intent to turnover has not been explored in previous
research, and it would be of interest to conduct future research to further explore if this is
true among other fields of employment. Program directors would be able to consider age
in hiring staff in the future if they are provided with research regarding turnover
intentions in relation to age of the worker. Programs may be able to consider a balance
between youthful workers who are potentially more energized and enthusiastic about
their employment, while having a higher probability of turnover, and older workers who
could provide the program with increased experience and skills, and more stability with
longer rates of employment before turnover. Also, programs may consider using a
contract method, as was suggested by one program in ways they seek to retain staff,
where they require a worker to remain with the program for a certain period of time in
hopes of decreasing turnover rates among staff.
Limitations
Overall, the low response rates present several limitations for the interpretation of
the results for the current study. One of the limitations is that it is difficult to generalize
the results for the entire field staff population. This is because WTPs vary greatly in size
as well as the services they offer clients and employees. It is also possible that field staff
who responded to the survey were employed by the same program or programs similar in
size when looking at the response to the number of days on and off between shifts. It was
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known to the researcher that participating programs did have variability in the number of
days field staff worked before receiving a day off leading the researcher to believe
different sized programs were not represented in the current study. Despite the difficulty
with generalizability, the results are still helpful in gaining information about field staff
and the programs that employ them.
Low response rates also made it difficult to interpret results from the analyses and
readers should take caution when examining the results and discussion presented by the
researcher. Participating programs were asked to provide feedback to the researcher about
how to improve response rates in future research studies. The feedback suggested that
paper copies be sent in the future to the programs to be administered directly to field staff
during a pre-shift meeting. It should be noted that this possibility was an option initially
suggested to directors (see Methods, Chapter 3) who suggested that electronic surveys
would be preferable. The studies by Marchand et al. (2009) and Kirby (2006) all had
good response rates using paper copies of surveys, and this may indicate that future
researchers may want to also use paper copies in order to increase response rates.
Another limitation is that potential survey respondents were from a convenience
sample of field staff from the wilderness program industry. As mentioned above, the
generalizability of the study may have been affected in that it will not be a true
representative sample of the WTP field staff as it would be difficult, if not impossible, to
include all field staff working in the industry. As noted above, it would also be good to be
able to contact staff who had left a program voluntarily to understand their reasons for
turnover, but it is not usually feasible to have access to their contact information from
their past employer.
The instrument used for the intent to leave scale may also present a limitation to
the study because it is not a standard scale and it has not been tested for reliability and
validity. The use of a standard scale would have been helpful to use in the current study,
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but the researcher was unable to locate a standard scale that fit with the needs of the
study. The intent to leave scale could be improved by having a measurable difference
between each level of intent to turnover, and be more evenly distributed in terms of intent
to leave or stay with the current organization. For instance the current scale only offered
one choice for those who intend to stay with their current organization, while the
remaining four options indicated some level of intent to leave the current organization.
Another scale that may have presented a limitation to the current study was the
use of the MBI-General Survey (MBI-GS), as the scale of measurement for burnout may
not be the most appropriate scale for use. The MBI-GS is a general survey and the
questions do not directly address employment that involves direct contact with people.
The MBI-Human Services Survey (MBI-HSS) is a variation of the MBI that is used
specifically for people who work in direct contact with others. The use of the MBI-HSS
would have been more appropriate given the population being examined, yet the financial
costs of the MBI-HSS made the scale not a feasible option for use in the current research
study. In addition, the MBI-GS offered no interpretative assistance with numeric results.
It would have been helpful to be provided with additional information to assist with
interpreting results, including normative data and cut-off points.
Implications for Practice, Policy, and Research
As the literature about WTPs and the field staff they employ continues to develop,
the results of research studies have the potential to inform federal, state, and program
policies. It is difficult for the researcher of this study to make policy and practice
suggestions due to the low response rates. Univariate results of burnout and the sub
factors indicated that respondents participating in the current study experience a moderate
level of burnout. Policy makers at any level should continue to monitor literature
concerning burnout in field staff and how they can incorporate self-care and preventative
strategies to address the effects burnout can have on a worker. By openly addressing
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burnout during the policy making process, programs may be able to use preventative
measures to lessen the effects of burnout on their field staff which in turn safe guards
clients from experiencing sudden voluntary turnover in field staff, disruption in
therapeutic relationships with staff, and unintentional neglect of work duties. The benefits
of addressing burnout during the policy making process can help state and federal policy
makers protect consumers and field staff.
Direct practice can use the findings in the current study and future research to
help shape how turnover is presented to entering staff and addressed with clients when a
staff is leaving the organization. Programs can work to educate field staff, when first
hired, about the ramifications of abrupt voluntary turnover on clients. By improving
education about turnover and its effects on clients, field staff may be more likely to
consider turnover and the potential implications that leaving employment has on the
clients they serve. Once it is determined that a field staff is turning over from
employment the program and the field staff member can work closely to provide healthy
closure to clients without further traumatizing those who having experienced
abandonment. Future research regarding turnover intentions among field staff using a
larger sample may be able to provide more appropriate recommendations to programs.
Research on the field staff population and WTPs continue to evolve and offer a
better understanding of the wilderness therapy industry and the staff that are employed at
programs. Future researchers should consider working closely with researchers to
determine the most appropriate method of distribution to potential participants to ensure
an appropriate sample size for the study and to obtain a representative sample of the
population. Researchers interested in further examining predictors of turnover intentions
in field staff may want to consider including tenure, role stress, and pay as these areas
have not been previously examined in research and may help to provide significant
factors in predicting turnover intentions among field staff. The current study was the first
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to ask respondents about the area of study that they received their four year degree and it
would be of interest to further examine if there is a relationship between the area of study
and field staffs intent to turnover.
Future researchers may also want to consider using qualitative methods to obtain
a better understanding of factors influencing turnover intentions of field staff. Focus
groups with field staff would allow a researcher to identify new factors for study and
greater depth of understanding about the factors examined so far. These results could then
be compared to the responses to those provided by field staff in WTPs in previous studies
and to staff at residential programs for adolescents, for example, whose work
environments are similar to that of WTPs. In addition to the suggestions for future
research, the current researcher offers future researchers suggestions to help guide them
in future studies when working with WTPs. It is of importance to establish a relationship
with programs and work closely with the programs to identify the best way to distribute
the survey to field staff members in order to reach an adequate number of respondents.
Researchers should also consider examining factors not previously examined by literature
such as specific area of education, role stress, and years of education. Future researchers
may also want to work with programs from various sizes to ensure that they are equally
represented in studies describing the WTP industry.
Conclusion
Research in wilderness therapy, and the staff that programs employ, is an
important area of study that can help provide information to improve the understanding
of wilderness therapy and also help inform policy and practice. The current research
study may provide program directors with information about the age of a staff member,
and how age might suggest turnover intentions and length of employment with younger
staff being more likely to intend to turnover than older staff. Further research is needed to
explore additional factors of turnover intentions of field staff such as tenure, area of
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education, age, and role stress which have not been explored in previous research. This
study provides some insight into what the field staff population may look like, in terms of
demographics, and that younger staff are more likely to intend to turnover than older
staff.
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APPENDIX B: EMAIL TO DIRECTORS
Hi ___________,
I had previously contacted you about distributing a survey to your field staff.
The survey is ready for distribution and I will email this to you tomorrow. When
forwarding the survey to your field staff you may add a note to your field staff that
contains the following message if you wish:
Field Staff,
Below is a link to a page with information about a research study if you wish
to participate. I support the research study and encourage you to consider participating, as
research is an important tool in providing our program with valuable information. Please
consider reviewing the information for the research study by clicking on the link.
Thank you,
______________________
Thank you again for agreeing to distribute the survey to your field staff.

Cris Wallace
Graduate Student, School of Social Work
University of Iowa
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APPENDIX C: EMAIL FORWARD
Subject Line: Brief Survey: Field Staff Survey
Dear Field Staff,

My name is Cristian Wallace and I am a graduate student at the University

of Iowa. I am conducting a research study for my thesis that looks at field staff

employment and would appreciate it if you would consider participating. The link
below will lead you to a letter of information about the research study, and if you

chose to participate, a brief survey will follow that will take less than 15 minutes to

complete. Please consider participating as research provides the wilderness therapy
program industry with valuable information.

http://survey.uiowa.edu/wsb.dll/1337/fieldstaffsurvey.htm

Thank you!

Cristian Wallace
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APPENDIX D: LETTER OF INFORMATION/FIELD STAFF SURVEY
INFORMED CONSENT DOCUMENT
Project Title: Wilderness Therapy Field Staff Employment Survey
Principal Investigator: Cristian Wallace
Research Team Contact: Cristian Wallace
cristian-wallace@uiowa.edu

Dear Participant,
Below is information regarding consent to help you decide if you want to
participate in this research study. This form provides important information about what
you will be asked to do during the study, about the risks and benefits of the study, and
about your rights as a research subject. At the end of this letter is a link to the survey.
• If you have any questions about or do not understand something in this form, you
should ask the research team for more information.
• You should discuss your participation with anyone you choose such as family or
friends.
• Do not agree to participate in this study unless the research team has answered your
questions and you decide that you want to be part of this study.
This is a research study. We are inviting you to participate in this research study
because you are currently working as a field staff at a wilderness therapy program in the
United States.
The purpose of this research study is to examine employment of field staff at
wilderness therapy programs. Specifically, I am seeking to identify how field staff feel
about their employment with wilderness therapy programs. The information collected
during this research may help to inform wilderness therapy programs about how they can
better shape policy and procedures for field staff to help reduce the amount of staff
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turnover.
It is anticipated that approximately 150 field staff will take part in this study at the
University of Iowa. If you agree to take part in this study, your involvement will last for
one time completion of a survey immediately following this consent form.
Upon clicking on the link to enter the survey you will be asked to complete a onetime survey. It is expected that it will take approximately 15 minutes to complete this
survey. Instructions for each section of the survey are included. If you do not wish to
answer a question, leave the answer blank and continue to the next question.
There are no known foreseeable risks to participating in this study. You will not
benefit from being in this study. However, we hope that, in the future, other people might
benefit from this study because of the information that is gained from the study. You will
not have any costs for being in this research study, and you will not be paid for being in
this research study.
We will keep your participation in this research study confidential to the extent
permitted by law. However, it is possible that other people such as those indicated below
may become aware of your participation in this study and may inspect and copy records
pertaining to this research. Some of these records could contain information that
personally identifies you.
• federal government regulatory agencies,
• auditing departments of the University of Iowa, and
• the University of Iowa Institutional Review Board (a committee that reviews and
approves research studies)
To help protect your confidentiality, we will keep the responses to the survey on a
password protected computer. No one but the researcher and the committee chair will
have access to or see de-identified responses. If we write a report or article about this
study or share the study data set with others, we will do so in such a way that you cannot
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be directly identified.
Taking part in this research study is completely voluntary. You may choose not to
take part at all. If you decide to be in this study, you may stop participating at any time. If
you decide not to be in this study, or if you stop participating at any time, you won’t be
penalized or lose any benefits for which you otherwise qualify.
We encourage you to ask questions. If you have any questions about the research
study itself, please contact: Cristian Wallace Cristian-wallace@uiowa.edu or Jeanne
Saunders (319) 335-1276.

If you have questions, concerns, or complaints about your rights as a research subject or
about research related injury, please contact the Human Subjects Office, 105 Hardin
Library for the Health Sciences, 600 Newton Rd, The University of Iowa, Iowa City, IA
52242-1098, (319) 335-6564, or e-mail irb@uiowa.edu. General information about being
a research subject can be found by clicking “Info for Public” on the Human Subjects
Office web site, http://research.uiowa.edu/hso. To offer input about your experiences as a
research subject or to speak to someone other than the research staff, call the Human
Subjects Office at the number above.
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Field Staff Survey
1) Are you 18 years of age or older?
□ Yes
□ No
If you answered NO to question 1, you do not need to answer any further questions.
Thank you for your time. If you answered YES please continue to question 2
2) Are you currently a non-seasonal field staff, meaning that you work year round for
your program?
□ Yes
□ No
If you answered NO to question 2, you do not need to answer any further questions.
Thank you for your time. If you answered YES please continue to question 3.
3) Are you working currently as a field staff, meaning do you provide direct care to
clients 24 hours a day?
□ Yes
□ No
If you answered NO to question 3, you do not need to answer any further questions.
Thank you for your time. If you answered YES, please continue to question 4.
4) How long have you had this current position? ______ Months
5) Typically, how many consecutive 24 hour shifts do you work in a row before having
days off? _______ days
6) Typically, how many days off do you have in between shift? _______ days

Listed below is a series of statements that represent feelings that individuals might have
about the company or organization for which they work. With respect to your own
feelings about the particular organization for which you are now working, please indicate
the degree of your agreement or disagreement with each statement by circling a number
from 1 to 7 using the scale below.
7) I would be very happy to spend the rest of my career with this organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7
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8) Jumping from organization to organization does not seem at all unethical to me.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

9) One of the major reasons I continue to work for this organization is that leaving would
require considerable personal sacrifice-another organization may not match the overall
benefits I have here.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

10) I was taught to believe in the value of remaining loyal to one's organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

11) I enjoy discussing my organization with people outside it.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

12) Right now, staying with my organization is a matter of necessity as much as desire.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

13) I really feel as if this organization's problems are my own.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

14) I do not think that wanting to be a 'company man' or 'company woman' is sensible
anymore.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7
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15) I am not afraid of what might happen if I quit my job without having another one
lined up.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

16) I think that I could easily become as attached to another organization as I am to this
one.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

17) One of the few serious consequences of leaving this organization would be the
scarcity of available alternatives.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

18) Things were better in the days when people stayed with one organization for most of
their careers.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

19) I feel that I have too few options to consider leaving this organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

20) I do not feel like 'part of the family' at my organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

21) I do not feel 'emotionally attached' to this organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7
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22) Too much in my life would be disrupted if I decided I wanted to leave my
organization now.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

23) If I got another offer for a better job elsewhere I would not feel it was right to leave
my organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

24) This organization has a great deal of personal meaning for me.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

25) It would be very hard for me to leave my organization right now, even if I wanted to.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

26) It wouldn't be too costly for me to leave my organization now.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

27) I do not believe that a person must always be loyal to his or her organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

28) I do not feel a strong sense of belonging to my organization.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7
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29) One of the major reasons I continue to work for this organization is that I believe that
loyalty is important and therefore feel a sense of moral obligation to remain.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

30) I think that people these days move from company to company too often.
Strongly
Disagree
1

Disagree
2

Slightly
Disagree
3

Undecided
4

Slightly
Agree
5

Agree
6

Strongly
Agree
7

Using the 1-7 scale provided, indicate how often, if ever, you have experienced these
feelings. If you have never experienced this thought or feeling, mark 1. If you did have
this thought or feeling, fill in the best fitting answer.
31) I feel emotionally drained from my work.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

32) I feel used up at the end of the workday.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

33) I feel tired when I get up in the morning and have to face another day on the job.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

34) Working all day is really a strain for me.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week
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35) I can effectively solve the problems that arise in my work.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

36) I feel burned out from my work.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

37) I feel I’m making an effective contribution to what this Organization does.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

38) I have become less interested in my work since I started this job.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

39) I have become less enthusiastic about my work.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

40) In my opinion, I am good at my job.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week
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41) I feel exhilarated when I accomplish something at work.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

42) I have accomplished many worthwhile things in this job.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

43) I just want to do my job and not be bothered.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

44) I doubt the significance of my work.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

45) I have become more cynical about whether my work contributes anything.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week

46) At my work, I feel confident that I am effective at getting things done.
1
Never

2
3
4
5
Sporadic
Now and Then Regular
Often
A few times a Once a month A few times Once a
Year or less
or less
a month
week

6
7
Very Often
Daily
A few times a
week
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47) Please check one of the following statements that most identifies your feelings about
your employment with your current program:
□ I intend to remain on this job for the foreseeable future (a)
□ I am thinking about quitting my current job (b)
□ I intend to look for another job (c)
□I am looking for another job (d)
□ I intend to turn over (e)
If a please continue to question 48. If answered b-e please continue to question 49.
48) What additional factors not covered in this survey contribute to you keeping this job?
_____________________________________________________________________
______________________________________________________________________
Please continue to question 50.
49) What additional factors not covered in this survey contribute to you thinking about
(or actually) quitting this job?
_____________________________________________________________________
_____________________________________________________________________

In this section you will be asked questions about your demographic information.
50) What is your age? _____ years
51) What gender do you identify as?
□ Male

□ Female

□ Other
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52) What ethnic group do you identify as?
□ White

□ Hispanic, Latino

□ American Indian or Alaska Native

□ Black, African American
□ Asian or Pacific Islander

□ Bi-racial

□ Other ___________
53) What is your marital status?
□ Single- Never Married

□ Separated

□ Partnered

□ Married

□ Divorced

□ Other__________
54) What is the highest year of schooling, in number of years, have you completed:
12
13
High
School
Graduate

14

15

16
17
Four
Year
Degree

18
19
Graduate
School

20

55) What area of study was your four year degree in, if a four year degree was achieved:
___________________________
Thank you for your participation!
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APPENDIX E: TCM SURVEY PERMISSION
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APPENDIX F: MBI PERMISSION
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APPENDIX G: INTENT PERMISSION
RE: Antecedents to Turnover Dissertation
From: Alex Kirby [akirby@montfordhall.org]
To: Wallace, Cristian L
Monday, October 04, 2010 9:55 AM

Hey Chris,
You are more than welcome to us whatever you like from my dissertation.
Regarding the MBI, it has been too many years for me to remember how I got the license.
My committee made sure I did it legitimately, but I can’t remember whether I bought
them or got permission from Maslach.

Good luck with your research and let me know if I can be of future assistance to you.

Regards,
Alex
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APPENDIX H: LETTER OF INFORMATION/DIRECTOR SURVEY
INFORMED CONSENT DOCUMENT

Project Title:

Wilderness Therapy Field Staff Employment Survey

Principal Investigator:

Cristian Wallace

Research Team Contact:

Cristian Wallace
cristian-wallace@uiowa.edu

Dear Participant,
Below is information regarding consent to help you decide if you want to
participate in this research study. This form provides important information about what
you will be asked to do during the study, about the risks and benefits of the study, and
about your rights as a research subject. At the end of this letter is a link to the survey.
•
•
•

If you have any questions about or do not understand something in this form, you
should ask the research team for more information.
You should discuss your participation with anyone you choose such as family or
friends.
Do not agree to participate in this study unless the research team has answered
your questions and you decide that you want to be part of this study.

This is a research study. We are inviting you to participate in this research study
because you are currently working as a program director or supervise field staff at a
wilderness therapy program in the United States.
The purpose of this research study is to examine employment of field staff at
wilderness therapy programs. Specifically, I am seeking to identify how field staff feel
about their employment with wilderness therapy programs. The information collected
during this research may help to inform wilderness therapy programs about how they can
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better shape policy and procedures for field staff to help reduce the amount of staff
turnover.
It is anticipated that approximately 5 people will take part in this study at the
University of Iowa. If you agree to take part in this study, your involvement will last for
one time completion of a survey immediately following this consent form.
Upon clicking on the link to enter the survey you will be asked to complete a onetime survey. It is expected that it will take approximately 5 minutes to complete this
survey. Instructions for each section of the survey are included. If you do not wish to
answer a question, leave the answer blank and continue to the next question.
There are no known foreseeable risks to participating in this study. You will not
benefit from being in this study. However, we hope that, in the future, other people might
benefit from this study because the wilderness therapy program industry may be able to
use the findings of this research study to inform company or industry wide policies and
procedures. You will not have any costs for being in this research study, and you will not
be paid for being in this research study.
We will keep your participation in this research study confidential to the extent
permitted by law. However, it is possible that other people such as those indicated below
may become aware of your participation in this study and may inspect and copy records
pertaining to this research. Some of these records could contain information that
personally identifies you.
•
•
•

federal government regulatory agencies,
auditing departments of the University of Iowa, and
the University of Iowa Institutional Review Board (a committee that reviews and
approves research studies)

To help protect your confidentiality, we will keep the responses to the survey on
a password protected computer. No one but the researcher and the committee chair will
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have access to or see de-identified responses. If we write a report or article about this
study or share the study data set with others, we will do so in such a way that you cannot
be directly identified.
Taking part in this research study is completely voluntary. You may choose not
to take part at all. If you decide to be in this study, you may stop participating at any
time. If you decide not to be in this study, or if you stop participating at any time, you
won’t be penalized or lose any benefits for which you otherwise qualify.
We encourage you to ask questions. If you have any questions about the research
study itself, please contact: Cristian Wallace Cristian-wallace@uiowa.edu or Jeanne
Saunders (319) 335-1276.
If you have questions, concerns, or complaints about your rights as a research
subject or about research related injury, please contact the Human Subjects Office, 105
Hardin Library for the Health Sciences, 600 Newton Rd, The University of Iowa, Iowa
City, IA 52242-1098, (319) 335-6564, or e-mail irb@uiowa.edu. General information
about being a research subject can be found by clicking “Info for Public” on the Human
Subjects Office web site, http://research.uiowa.edu/hso. To offer input about your
experiences as a research subject or to speak to someone other than the research staff, call
the Human Subjects Office at the number above.
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Program Director Survey
1. What is the most commonly cited reason your employees give for leaving?

2. What is the average starting salary for field staff?

3. How often are clinical staff in the field, and do they regularly participate in
overnights?

4. What are the top 3 strategies your program uses to retain staff?
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APPENDIX I: QUALITATIVE RESPONSES
Qualitative Responses
Factors Contributing to Staying With Current Employer
The following are responses to the question “What additional factors not covered
in this survey contribute to you keeping this job” for those who indicated that they
planned to remain with the current employer for the foreseeable future.
•

Community [and] organization changes that help employee sustainability.
[Program] receptiveness to feedback [and] potential for promotion. Incentives.

•

Healthy program food, location and living when off, [having] friends within [the]
company, hard to find a similar outdoor job that pays as well.

•

Co-workers… are amazing people-very inspiring. Also the clients [at wilderness
therapy programs]… are more emotionally disturbed… versus [other jobs]… that
deals mostly with clients in recovery… Location as well, my current job is a lot
closer to my house which makes it more desirable. They also have a competitive
pay scale that seems fair with regular raises and bonuses. This company also is
more comfy…I get to take my own gear and extra food. We don’t hike as much
either.

•

It’s fun and meaningful.

•

Location-it's closer than other options. The holistic approach. The client base-has
a broad spectrum of clients-not just addiction. The food is pretty good-and
organic. Awesome co-workers with usually a lot of experience to draw on-learn
from. Great boss.

Factors Contributing to Intent to Turnover
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The following are responses to the question “What additional factors not covered
in this survey contribute to you thinking about (or actually) quitting this job” for
respondents who indicated that they had some level of intent to turnover from the current
place of employment.
•

Wife and family. Schedule is not conducive to my long term life goals.

•

The ethical considerations of Educational Consultants and their involvement.
Lack of understanding by clinical staff by what “Wilderness Therapy” actually
means.

•

…I am… seek[ing] employment in the university outdoor recreation. I value the
time I have spent with my current organization greatly and plan to direct potential
employees to this organization for a long time to come.

•

Starting up school, ready to continue my personal growth in a new direction.

•

Graduate School

•

The demand and amount of responsibility required by staff.

