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the association of more specific higher order cognitive capacities including complex problem
solving skills and divergent thinking with officer continuance in the U.S. Army. We also tested
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Introduction

The retention of leaders and executives is a high priority for most organizations. Significant amounts of training and development
dollars are devoted to the growth and development of these individuals, especially as they rise through organizational levels
(Lamoureux, 2012). Yet the turnover rates for leaders and executives are high (Duffield, Roche, Blay, Thoms, & Stasa, 2011); research
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has shown that failure rates among executives about 18 months in position can be as high as 40% (Crowley, 2004). A recent posting on
Bloomberg.com indicated that “U.S. corporations are switching chief executive officers at the fastest pace in five years” (Green &
Hymowitz, 2013). Such turnover represents a significant loss of investment, particularly in military organizations.

Most military organizations, such as the U.S. Army, invest considerable financial and human resources in training an officer before
and after he/she is commissioned. In addition, such organizations rely on a closed personnel system where external recruits enter into
junior level leadership positions, and thereafter only internal candidates are considered for further promotion into higher leadership
positions (although some direct commissioning of individuals into higher ranks may occur if they have certain training, such as
medical degrees). Moreover, after completing their initial active duty service obligation, officers typically make a formal decision
either to continue to serve, or to leave the Army. Likewise, later in their careers, as chances for promotion narrow, they may consider
leaving if they do not perceive strong promotion prospects or opportunities to attain more challenging leadership positions.
Accordingly, excessive leader/executive separation rates can lead to a significant loss in leadership investment with an attendant
decrease in overall productivity and military readiness (Gencer, 2002).

Indeed, a recent meta-analysis reported an overall significant negative association between turnover rates and subsequent
organizational performance, with the relationship worsening when examining only voluntary turnover (Park & Shaw, 2013). Another
recent meta-analysis found significant negative associations between collective turnover rates and lower customer satisfaction and per-
formance efficiency, as well as positive associations with counterproductive work behaviors and error rates (Heavey, Holwerda, &
Hausnecht, 2013). Accordingly, understanding the factors that contribute to career-long continuation and advancement of leaders and
executives remains a significant concern for most organizations, and particularly for those that rely mostly on closed personnel systems.

In the present study, we examine the relationship between higher-order cognitive capacities such as complex problem solving
skills and divergent thinking and military officers' tendencies to remain in the Army for longer periods of time. We argue that such
capacities will increase the likelihood that officers will perceive a personal match with stronger cognitive job demands at higher
leadership levels (Wilk, Desmarais, & Sackett, 1995), and therefore would be more inclined to continue their military service. We
also suggest that the relationship between higher-order cognitive capacities and continuance will be partially mediated by the quality
of a leader's developmental experiences. Such experiences increase the likelihood of being promoted into higher level leadership
positions. They also facilitate the chances of success in those positions, raising even further the probability of future advancement.

Research on the causes and drivers of leader turnover has been relatively scant, at least in comparison with the volume of studies
devoted to the more general issue of employee turnover (Gordon, 2010; Knudsen, Ducharme, & Roman, 2009; Lambrou, 2002). The
voluminous Handbook of Leadership (Bass, 2008) contained only two pages on the theme of executive turnover, with the primary
focus on the effects of executive succession; little or no research is cited regarding the antecedents of such turnover. A recent review
of the turnover literature mentions only three studies that used managers or executives as a sample, and cited the need for more
consideration of job level in turnover research (Holtom, Mitchell, Lee, & Eberly, 2008). Meta-analyses of employee turnover have
not generally examined organizational rank as a sample characteristic (Heavey et al., 2013; Jiang, Liu, McKay, Lee, & Mitchell, 2012;
Van Iddekinge, Roth, Putka, & Lanivich, 2011); if they do, they either report a small number of studies using managers/executives,
few differences across levels (Cotton & Tuttle, 1986; Griffeth, Hom, & Gaertner, 2000), or do not examine antecedents of such turnover
(Hancock, Allen, Bosco, McDaniel, & Pierce, 2013; Park & Shaw, 2013).

The few studies that have explored leader and executive turnover generally focused on contextual dynamics and drivers.
Contextual factors that have been associated with turnover include pay differentials and other characteristics of executive pay
(e.g., Bloom & Michel, 2002; Dunford, Boudreau, & Boswell, 2005), supervisory and organizational support (e.g., Bauer, Erdogan,
Liden, & Wayne, 2006; Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002; Maertz, Griffeth, Campbell, & Allen,
2007); and organizational/job stressors (e.g., Hambrick, Finkelstein, & Mooney, 2005; Knudsen et al., 2009; Lee & Ashforth, 1993, 1996).

While contextual factors matter greatly in employee and leader turnover, significant variance in retention and turnover can also be
attributed to a range of individual differences (Barrick & Mount, 1996; Barrick & Zimmerman, 2005; Mount, Witt, & Barrick, 2000).
A focus on individual characteristics as drivers of turnover is helpful in two ways, especially in organizations with relatively closed
personnel systems, where only internal candidates are promoted to higher organizational ranks. First, significant validity coefficients
between individual differences and subsequent retention or turnover can help inform selection systems for entry into organizations
and systems for the subsequent identification of high potential executives (e.g., Barrick & Zimmerman, 2005). Second, individual
differences that can be linked to turnover and that are relatively malleable, such as particular cognitive and social skills, may then
be specifically targeted in leader training, development, and succession programs. Thus, a focus on the relationship between
individual differences and turnover outcomes can provide organizations with valuable tools to facilitate leader and executive
retention.

A few reviews and meta-analyses have noted the role of personality as a predictor of employee turnover. For example, Porter and
Steers (1973) reported that emotional instability and a strong achievement orientation were associated with turnover. A more recent
review described several studies showing personality variables, such as self-confidence, conscientiousness, negative affectivity, self-
monitoring, and risk aversion as being associated with either retention or turnover (Holtom et al., 2008). In a military sample,
Capon, Chernyshenko, and Stark (2007) found that attributes related to core self-evaluations (e.g., self-esteem, generalized self-
efficacy, locus of control, and neuroticism) influenced intentions to reenlist through the mediating mechanism of job satisfaction.
Bauer et al. (2006) found that extraversion moderated the effects on one contextual variable, the quality of relationships between
leader and subordinate (i.e., leader-member exchange, or LMX) on both turnover intentions and actual turnover in a sample of
new executives.

Intelligence and cognitive abilities have received relatively less attention than personality in the turnover literature (Maltarich,
Nyberg, & Reilly, 2010). This lack of research is surprising given consistently significant validity coefficients between intelligence
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