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ARTICLE INFO ABSTRACT

Keywords: Purpose - Mushroom management style which refers to being kept of the employees in the dark like

Job stress mushroom cultivation and given them inadequate information to increase their performance, has
) been considerably drawn attention as a rising metaphor in the few years for management science.
Intention to leave Since there are limited mushroom management studies and none of them quantitatively being
Mushroom management style  investigated, the present study aims at being fulfilled the research gap via exploring the mediating
Mediating role role played by mushroom management style within the impact of job stress on intention to leave

which have a great impact on the management of organizations.

Received 30 December 2019 Design/methodology/approach - E%ased on t}Te purpose, the focus of thls. paPer is on the private
healthcare sector due to the centralized and hierarchical structure, and being intensely exposed to

Revised 7 February 2020 job stress. From this point of view, the questionnaire has been applied to 221 employees working at
Accepted 10 February 2020 the four private hospitals and the data obtained from the questionnaire has been analyzed via “SPSS
22.0”.
Findings — As a result of the analysis, it has been indicated that the job stress has a significant effect
Article Classification: on intention to leave; the mushroom management has a statistically significant effect on both job
Research Article stress and intention to leave, and the mushroom management has a mediating role on within the

impact of job stress on intention to leave.

Discussion - It has been recommended that managers should pay more attention to encouraging
effective and operative communication throughout the organization and regularly share more
information with the employee since they have a significant role in achieving organizational goals;
namely, effectiveness.

1. INTRODUCTION

Organizations struggle to preserve talent and find out better methods by which the quantity and quality of
the attachment of employees with their can be improved in the competitive business environment (Gupta &
Shaheen, 2017: 136; Ozbozkurt & Ozbozkurt, 2019: 308). However, the employees suffer encumber or load of
works sometimes in such a competitive and firm environment of the organization and this milieu generates
stress among employees that occurs for several reasons (Zahra, Khan, Imran, Aman & Ali, 2018: 2). Taking
into consideration of this, job stress is traditionally described as the destructive physical and emotional
reactions that appear when the demands of the job exceed the requirements, resources or capabilities of the
employer (Mohajan, 2012: 17) and it occurs when employees face work overload, time pressures, poor physical
working conditions (Michie, 2002: 68). Moreover, it causes both employee health and employee’s intention to
leave from current organization (Lu, Hu, Huang, Zhuang, Guo, Feng, Hu, Chen, Zou & Hao, 2017: 2) and in
this sense, employee’s intention to leave is described as the process that can be voluntary; clearly, employees
intend to leave the organization, or involuntary; in other words, managers make employees redundant
(Mosadeghrad, 2013: 169).

On the other hand, in management science, the concept of mushroom management has been regarded in the
last years and is affected by raising mushrooms. Just as mushrooms are cultivated, fertilized, and left in the
dark in a short time; mushroom managers do not share the revenues, policies, and processes of the
organization and business risks with employees; besides providing allow the necessary business resources to
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them (Kilig & Olgun, 2017: 106). Precisely, managers commonly cannot acknowledge being interrogated and
criticized by employees via continuing to keep their dominance and information in this kind of management
(Tekin & Birincioglu, 2017: 22).

Although myriad studies are concentrating on the relationship between job stress and intention to leave, it has
been seen that none of these studies quantitatively investigated the mediating role played by mushroom
management style within the impact of job stress on intention to leave and the present study aims at fulfilling
the research gap in the related literature. Based on the purpose of the research, the private healthcare sector
owing to centralized and a sharp hierarchical structure, and intensely exposure to job stress is at the core of
this study. From this point of view, the questionnaire has been applied to 221 employees working at the four
private hospitals, Tarsus, Mersin. In this respect, the data obtained from the questionnaire has been analyzed
via “SPSS 22.0” programme.

2. THEORETICAL FRAMEWORK
2.1. Job Stress

Stress is a widespread phenomenon all around during all human lifespan (Akanji, 2013: 73; Shahsavarani,
Azad Marz Abadi & Hakimi Kalkhoran, 2015: 230; Da Costa & Pinto, 2017: 1; Abbasi, 2018: 1-2) and the
questions of the causes or sources of job stress have attracted noticeable empirical attention and public
fascination for last decades (Barling, Kelloway & Frone, 2004: 3; Yan & Xie, 2016: 306). In this respect, job stress
has been explained in various ways over the years and it’s generally called workplace stress or occupational
stress and it was determined as the pressure from the environment an employee gets (Harshana, 2018: 59).

The contemporary definition of job-related stress all approves that stress emerges when there is a dissonance
between the abilities and resources of the employee perception and the demands of the job (Blaug, Kenyon &
Lekhi, 2007: 4). In other words, job stress is assumed as a physical and psychological state that results when
the resources of the individual are inadequate to overcome the pressures and demands of the job (Ratnawat
& Jha, 2014: 1; Rengin, 2018: 6). Likewise, job stress usually refers to as the destructive emotional and physical
reactions that happen when the demands of the job exceed the needs, resources or capabilities of the employer
(Mohajan, 2012: 17).

Akanji (2013: 73) considerably presumed that stress is remarked in terms of general psychological and
physiological responses that provoke adversarial physical or mental health circumstances when an employe’s
adaptive capabilities are overextended. Therefore, job stress is understandably defined as happening when
there are discrepancies between the physiological demands within a workplace and the inability of employees
to either manage or overcome such work demands. In this sense, Munisamy (2013: 24) briefly states that stress
consists of psychological and physiological reactions to excessive and commonly unpleasant stimulation and
threatening events in the environment.

Besides, job stress is emphasized as depression, irritability, anxiety, angst, strain one’s faces in his organization
when he is overloaded with copious demands and expectations which he/she has to complete within a limited
time-frame (Burman & Goswami, 2018: 112). In this sense, the stress-induced owing to job performed by
employees at organization has been a vital organizational stressor (Manjunatha & Renukamurthy, 2017: 206)
and it is a causal agent in both mental and physical disorders as well as organizational outcomes such as
absenteeism and reduced productivity has gained widespread acceptance (Ganster & Schaubroeck, 1991: 235).
Similarly, stress has a destructive effect on employees’ physical and mental health as well as influencing
financial outputs and performance of the organizations. Accordingly, it becomes relevant to investigate
underlying factors (i.e. stressors) and consider possible ways to minimize strain and reduce the costs for
organizations (Atterwall & Engqvist, 2016: 2).

On the other hand, employees who are exposed to high-level job stress can exhibit unpredictable behavior and
attitudes towards the organization. It leads to employees who are limited to their performance in the
organization to voluntarily leave their job (Gok, Akgiindiiz & Alkan, 2017: 23). Namely, the problems facing
in the organizations such as low salaries, advancement prospect, poor management, inflexible working hours
or schedule, etc. create job stress; thus, it causes employee’s intention to leave (Ramamurthi, Vakilbashi,
Rashid, Mokhber & Basiruddin, 2016: 529).
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2.2, Intention to Leave

Employees are the keystone of all organizations particularly the service-based organization whereby
employees are the fundamental resources of the organization to drive the organization’s business operations.
Owing to the nature of business life, the employees face several challenges, and job stress negatively affects
them to leave the current company (Ramamurthi et. al, 2016: 528). In this regard, employees’ intention to leave
is a critical and crucial concern that almost all of the organizations seem to face at one point or another
(Treglown, Zivkov, Zarola & Furnham, 2018: 1) and it focuses on leaving the organization as a workplace, and
not on leaving the work sector or profession in general and refers to voluntary turnover (Appollis, 2010: 23;
Gaudenz, De Geest, Schwendimann & Zuiiga, 2017: 5).

Worku, Feleke, Debie & Nigusie (2019: 1) stress that intention to leave is the leaving plan of an employee from
their current organization soon due to several reasons. Additionally, Kashmoola, Ahmad & Kheng (2017: 5)
highlight that intention to leave can voluntarily occur from the organization or occupation and the stimuli of
intention to leave the organization can be characterized as individual and organizational. Precisely, Tett &
Meyer (1993: 262) assume that intention to leave was conceived to be a conscious and deliberate willfulness to
leave the organization. In other words, Radzi, Ramley, Salehuddin, Othman & Jalis (2009: 173) point out that
it commonly means an individual’s perceived probability of leaving an employing organization, or the
willingness of an individual to voluntarily as permanently withdraw from the organization.

Taking into consideration of the statements above, Liu, Zhu, Wu & Mao (2019: 1) have found in their study
that the job stress has a positive effect on employees of the healthcare sector. Furthermore, Lo, Chien, Hwang,
Huang & Chiou (2018: 679)’s study on the healthcare sector indicates that job stress has a significant impact
on the mood of employees which in turn affects employees’ intention to leave the hospital even their
profession. In this regard, the following hypothesis is proposed:

Ha: Job stress has a positive impact on intention to leave.
2.3. Mushroom Management

The mushroom management approach has been actively initiated to use in the literature as a reflection of the
metaphoric perception of mushroom cultivation to management sciences (Sener & Giindiizalp, 2019: 793). In
other words, mushroom management is seen as a theory that emerged as a metaphor that highlights the
managers keep the employees in the dark like mushroom cultivation and give them resources only they need
via thinking of increasing their performance (Birincioglu & Tekin, 2018: 170). In this sense, the concept of
mushroom management is described as “people grow like mushrooms and keep in the dark and throw plenty
of manure on them” (Herman, 1997: 66). It is a style of management where the employees cannot be involved
in the decision-making process, the status of the organization. Additionally, this type of management cannot
support of employees’ curiosity and self-expression (Kilig, 2015: 83). Moreover, managers commonly cannot
desire to be interrogated and criticized by employees via continuing to keep their dominance and information
on the one hand (Tekin & Birincioglu, 2017: 22).

Kilig & Olgun (2017: 107) emphasize that outrageous uncertainty is high and feedback is minimal in the
mushroom management that can be defined as a big black hole where information, knowledge, and resources
disappear. In other words, employees are working without knowing details about the organization’s
performance concerns and being kept in the dark for delaying a domino effect of key employee departures
(www.workforcemanagementtoday.com, Date Retrieved: 03.10.2019). Similarly, Moore & Sonsino (2007: 49)
state that the combination of the science and art of keeping employees in the dark reveals mushroom
management that is the most crucial reality about the impact on morale and retention. From this point of view,
mushroom management is assumed as the opaque and unfair management style in which employees can be
hold by managers without involving the organizational process, policies, and risks.

Taking into consideration of mushroom management style in which employees fly blind to organizational
performance and are empowered without giving information about its purpose of the work, Geckoboard &
Censuswide (2015: 2) studied on more than 2000 employees from countries, the UK and US, and the impressive
results regarding the impact of mushroom management are:

i§letme Arastirmalar1 Dergisi 363 Journal of Business Research-Turk


http://www.workforcemanagementtoday.com/

M. K. Kiilekci — O. B. Ozbozkurt — E. Bahar 12/1 (2020) 361-371

* The employees head for the door: 25% of employees have, or know someone who has, left an organization since
they felt in the dark about the performance and direction of the company.

® Mistrust: More than 75% of employees don’t trust managers who do not share organizational data.

¢ A perception of power games: Over 25% of employees believe a lack of information stems from bosses playing
power games.

* Detective work: Greater than half of employees resort to their own detective work to discover what’s really
going on in their company.

From this point of view, the following hypotheses and the conceptual model of the study are proposed:
Hbz: Mushroom management has a positive impact on job stress.
Hs: Mushroom management has a positive impact on intention to leave.

Ha: Mushroom management mediates the link between job stress and intention to leave.

Mushroom
Management

N
4 | Y

N

[ Job Stress ]}’/ L “[ Intention to Leave ]
H

Figure 1. Conceptual Model
3. METHODOLOGY
3.1. Sample and Data Collection

The data was collected via using the convenience sampling method. Accordingly, the questionnaire was
applied to 274 employees of the four different private hospitals in Tarsus, Mersin, representing half of the
population (545 in total) of the study. Since the questionnaire was distributed to participants during their
work, they were informed that their participation was voluntary; in this sense, responses would remain
anonymous. Out of 274 responses, 235 were considerably returned; however, 221 responses were deemed
appropriate for the analysis.

Taking into consideration of descriptive statistics of the sample in terms of age, gender, marital status,
educational level, job experience, and household income, 17,2% of participants were below 25 years, 43,9% of
participants were between 26 and 35, 25,8% of participants were between 36 and 45, and 13,1% of participants
were over 46 years. Additionally, 48,9% of participants were female and 51,1% of participants were male.
Moreover, 50,2% of participants were married and 49,8% of participants were single. Also, 44,8% of
participants had a high-school degree, 41,6% of participants had an undergraduate degree, and 13,6% of
participants had a postgraduate degree. In addition to that, 43,9% of participants had job experience below 5
years, 26,2% of participants had job experience between 6 and 10 years, 17,2% of participants had job
experience between 11 and 15 years, and 12,7% of participants had job experience over 16 years. Lastly, 23,5%
of participants had household income below 2.020 TL, 29,9% of participants had household income between
2.021 and 3.000 TL, 17,6% of participants had household income between 3.001 and 4.000, 16,3% of participants
had household income between 4.001 and 5.000, and 12,7% participants had household income over 5.001 TL.

3.2. Measures

“Job Stress (JS)” was measured with the scale coined by Cohen, Kamarck & Mermelstein (1983: 394-395) and
adapted by Eskin, Harlak, Demirkiran & Dereboy (2013: 138) which has 14 items and two dimensions
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including “Perceived Insufficient Self-Efficacy (PISE) and Perceived Stress/Distress (PS/D)”. Statements are
based on the 5-point Likert scale from never (1) to always (5). Besides, the 4-item scale developed by Rosin &
Korabik (1991: 330) and adapted by Elmas (2012: 10) was used to measure employees’ level of “Intention to
Leave (IL)” who work in the private healthcare sector. Respondents were asked to indicate the extent of their
agreement with the statements on a 5-point Likert scale (1= strongly disagree, 5= strongly agree). On the other
hand, “Mushroom Management (MM)” was measured with the scale developed by Birincioglu & Tekin (2018:
185) which has 19 items and four dimensions including “Inadequate Information Sharing (IIS), Anxiety of
Power Loss (APL), Inadequate Communication (IC), and Lack of Participatory Management (LPM)”.
Respondents were also asked to indicate the extent of their agreement with the statements on a 5-point Likert
scale (1= strongly disagree, 5= strongly agree).

3.3. Data Analysis

In this study, Cronbach’s alpha reliability coefficient test has been used to estimate the reliability and internal
consistency of scale and its dimensions via using “SPSS 22.0” programme. Additionally, factor analysis has
been used to examine the value of validity. Subsequently, the percentage of the variance of scale and its
dimensions, Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) and Eigenvalue have been
estimated. Furthermore, Correlation Analysis has been used to examine the relationship between dimensions
and Hierarchical Regression Analysis has been used to explore the mediating role between variables. From
this point of view, p values considerably less than p<0,05 have been acknowledged as statistically significant.

4. RESULTS
4.1. Validity and Reliability

In this study, Cronbach’s Alpha Reliability Analysis has been tested to explore participants” degree of intention
to leave, job stress, and mushroom management reliability and internal consistency levels. In this regard, Table
1 below demonstrates the scales and dimensions’ reliability and validity values.

Table 1. The Scale’s and its Dimensions’ Reliability and Validity

Dimensions Number of Items Variance Cronbach’s Alpha KMO
Intention to Leave 4 52% 0,90 0,88
Job Stress 14 0,91

Perceived Insufficient Self-Efficacy 7 33% 0,84 0,90
Perceived Stress/Distress 7 35% 0,87

Mushroom Management 19 0,91

Inadequate Information Sharing 6 17% 0,76

Anxiety of Power Loss 5 18% 0,76

Inadequate Communication 4 18% 0,75 0,88
Lack of Participatory Management 4 35% 0,83

The results as reported in Table 1, the reliability coefficient of the intention to leave scale that has 4 items, has
been seen 0,90 and it has been assumed as the scale is highly reliable. In addition to that, KMO value via using
factor analysis has been determined as 0,88. Moreover, the results of Bartlett's test of sphericity that has been
used to estimate the samples’ equal variances, have shown that the dimensions of the scale are significant
(p=0,01, p<0,05). Precisely, the total variance explained of the intention to leave has been identified as 52%.

Similarly, the reliability coefficient of the job stress scale that has 14 items and two dimensions (perceived
insufficient self-efficacy and perceived stress/distress) has been signified as 0,91. The estimated KMO value
has been shown as 0,90 and for Bartlett Test, the scale and its dimensions are statistically significant (p=0,01,
p<0,05). Moreover, the explained variance of two dimensions (perceived insufficient self-efficacy includes 33%
and perceived stress/distress includes 35%) of job stress scale contains 68% of the total variance. Considerably,
the internal consistency of perceived insufficient self-efficacy has been estimated as 0,84 and perceived
stress/distress has been determined as 0,87.

By the same token, the reliability coefficient of the mushroom management scale that has 19 items and four
dimensions (inadequate information sharing, anxiety of power loss, inadequate communication, and lack of
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participatory management) have been explored as 0,91. Additionally, KMO value has been estimated as 0,88
and as Bartlett Test, the structure between dimensions is statistically significant (p=0,01, p<0,05). Furthermore,
the explained variance of the four dimensions of the mushroom management scale (inadequate information
sharing includes %17, anxiety of power loss includes %18, inadequate communication includes 18%, and lack
of participatory management includes 35%) contains 88% of the total variance. Also, the internal consistency
of inadequate information sharing is 0,76, anxiety of power loss is 0,76, inadequate communication is 0,75, and
lack of participatory management is 0,83.

4.2. Hypothesis Testing

After ensuring the validity and reliability, Table 2 below designates the relationship between intention to leave
and job stress via using the Correlation Analysis.

Table 2. The Relationship between Intention to Leave and Job Stress

Scale/Dimension Job Stress Perceived Insufficient Perceived Stress/Distress
Self-Efficacy
Intention to Leave r 0,271" 0,169 0,307"
P 0,01 0,01 0,01

The results as demonstrated in Table 2, there is a weak positive correlation between the participants” intention
to leave and the level of job stress and in this sense, it has been assumed as statistically significant (r=0,271,
p=0,01, p<0,05). Similarly, there is a weak positive correlation between the participants’ intention to leave and
perceived insufficient self-efficacy (r=0,169, p=0,01, p<0,05) and perceived stress/distress (r=0,307, p=0,01,
p<0,05). From this point of view, it has been interpreted that the increase of participants’ job stress, perceived
insufficient self-efficacy, and perceived stress/distress level have an impact on increasing the level of intention
to leave. From this point of view, Hypothesis 1 has been accepted. On the other hand, Table 3 below indicates
the relationship between mushroom management, intention to leave and job stress via using the Correlation
Analysis.

Table 3. The Relationship between Mushroom Management, Intention to Leave and Job Stress

Scale/Dimensions Intention Job Perceived Insufficient Perceived Stress/Distress
to Leave  Stress Self-Efficacy

Mushroom r 0,464* 0,223* 0,183 0,250*
Management p 0,01 0,01 0,01 0,01
Inadequate r 0,267* 0,13 0,08 0,07
Information Sharing p 0,01 0,06 0,24 0,29
Anxiety of Power r 0,470* 0,246* 0,202 0,278*
Loss p 0,01 0,01 0,01 0,01
Inadequate r 0,349* 0,210* 0,204* 0,213*
Communication p 0,01 0,01 0,01 0,01
Lack of Participatory r 0,439* 0,160* 0,133* 0,178*
Management p 0,01 0,02 0,04 0,01

As shown in Table 3, there is a moderate positive correlation between mushroom management and intention
to leave (r=0,464, p=0,01, p<0,05). Additionally, it has been seen that there is a weak positive correlation
between mushroom management and job stress (r=0,223, p=0,01, p<0,05) and job stress dimensions which are
perceived insufficient self-efficacy (r=0,183, p=0,01, p<0,05) and perceived stress/distress (r=0,250, p=0,01,
p<0,05). Moreover, there is a weak positive correlation between the dimension of inadequate information
sharing and the intention to leave (r=0,267, p=0,01, p<0,05). However, inadequate information sharing has
statistically insignificant effect on job stress (r=0,13, p=0,06, p>0,05) and its dimensions that are perceived
insufficient self-efficacy (r=0,08, p=0,24, p>0,05) and perceived stress/distress (r=0,07, p=0,29, p>0,05).
Furthermore, there is a moderate positive correlation between anxiety of power loss and intention to leave
(r=0,470, p=0,01, p<0,05). Precisely, it has been seen that there is a weak positive correlation between anxiety
of power loss and job stress (r=0,246, p=0,01, p<0,05) and its dimensions which are perceived insufficient self-
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efficacy (r=0,202, p=0,01, p<0,05) and perceived stress/distress (r=0,278, p=0,01, p<0,05). In addition to that,
there is a weak positive correlation between inadequate communication and intention to leave (r=0,349, p=0,01,
p<0,05), job stress (r=0,210, p=0,01, p<0,05) and its dimensions that are perceived insufficient self-efficacy
(r=0,204, p=0,01, p<0,05) and perceived stress/distress (r=0,213, p=0,01, p<0,05). Besides, there is a moderate
positive correlation between lack of participatory management and intention to leave (r=0,439, p=0,01, p<0,05).
Lately, there is a weak positive correlation between lack of participatory management and job stress (r=0,160,
p=0,01, p<0,05) and its dimensions which are perceived insufficient self-efficacy (r=0,133, p=0,01, p<0,05) and
perceived stress/distress (r=0,178, p=0,01, p<0,05). From this point of view, mushroom management has a
statistically significant effect on both job stress and intention to leave. In this regard, Hypothesis 2 and
Hypothesis 3 have been accepted for this study. On the other hand, Table 4 below indicates the mediating role
of mushroom management within the impact of job stress on intention to leave via using the Hierarchical
Regression Analysis.

Table 4. The Mediating Role of Mushroom Management Within the Impact of Job Stress on Intention to

Leave

Independent Variables Mediator Variables

Model  Dependent R? JS PISE  PS/D MM 11S APL IC  LPM
Variable

p
Model IL 0,30 0,17 0,07 0,31
1 (0,03  -0,62 (0,01)*
Model IL 0,53 0,84 0,08 0,64 0,22 0,03 0,02 0,01 041
2 (0,01  (0,04)* (0,01)*  (0,02)* 0,93 0,97 0,99 (0,01)*
(Media
ting
Role)

AR? = 0,23, p<0,05
F1model=20,80, F2model=22,84 (p<0,01)

As Table 4 demonstrates that, in Model 1, the job stress dimensions have a partial mediating role in the
relationship between job stress and intention to leave (p<0,05). In addition to that, it has been explored that job
stress, perceived stress/distress have a statistically positive relationship with intention to leave and it has been
identified that job stress” ability to explain the changes on intention to leave is 0,30 (R?=%30). Besides, since the
coefficient of perceived insufficient self-efficacy is statistically insignificant, it does not seem in Model 1
(p>0,05). Taking into consideration of Model 1, it has been presumed as statistically significant for this study
(F=20,80, p=0,01, p<0,05).

By the same token, mushroom management scale and its dimensions have been included in Model 2 and it
has been identified that R?is 0,53 (increased 0,23) and statistically significant (AR? = 0,23, p<0,05). From this
point of view, the increase of R? has been explained as mushroom management scale and its dimensions create
a mediating effect in Model 2. On the other hand, the mediator variables which are inadequate information
sharing, anxiety of power loss, and inadequate communication are statistically insignificant; thus, they have
not been included in Model 2. In this respect, it has been seen that Model 2 is statistically significant for this
study (F=22,84, p=0,01, p<0,05).

Considerably, the main reason for the increase in job stress and perceived stress/distress values is the effect of
job stress on intention to leave. In addition to that, to be included in mushroom management scale and lack of
participatory management in Model 2, is an indicator of the mediator effect. Precisely, the mushroom
management has a mediating role owing to increasing of R2measurement in the Model 2 (p<0,05). Moreover,
the Sobel Test results have shown that mushroom management and lack of participatory management have a
mediating effect between the variables (z=3,15, p=0,01, p<0,05).

Lastly, it has been determined that the fundamental variable of effecting on intention to leave is job stress
(B=0,84). Additionally, it has been seen that the effect variables are respectively perceived stress/distress
(p=0,64), lack of participatory management ((3=0,44), mushroom management (=0,21), and perceived
insufficient self-efficacy ((3=0,08). Therefore, Hypothesis 4 has also been accepted for this study.
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5. CONCLUSION

Poor management practices of managers via keeping employees dark such as mushrooms lead employee’s job
stress and intention to leave and these variables have been regarded to be a vital issue and major concern for
any organization from all over the world. In this respect, the present study aimed at exploring the mediating
role played by mushroom management style within the impact of job stress on intention to leave and fulfilling
the research gap in the related literature, it has been identified that job stress has a significant effect on intention
to leave which has similar results with previous studies (Arshadi & Damiri, 2013: 708; Fong & Mahfar, 2013:
33; Hwang, Lee, Park, Chang & Kim, 2014: 61; Mxenge, Dywili & Bazana, 2014: 13; Suarthana & Riana, 2016:
721; Gok et al., 2017: 23; Lee & Jang, 2019: 13).

Moreover, mushroom management has a statistically significant effect on both job stress and intention to leave.
The fundamental reason for this, employees might more likely to be skeptical and discover what's really going
on in their company instead of focusing their own job owing to being exposed to mushroom management,
and it creates job stress and in turn, causes intention to leave. Additionally, the mushroom management has a
mediating role on within the impact of job stress on intention to leave since the mushroom management might
come up with many negative consequences such as less confidence in managers who are secretive with data
and in turn, constitutes mistrust that increase current job stress within the impact on intention to leave. Thus,
the hypotheses of this study were corroborated, as expected.

On the other hand, taking into consideration the results of this study, the recommendations are twofold: for
researchers and managers. Firstly, researchers should concentrate more on quantitative studies regarding
mushroom management by involving different variables to contribute to the research gap. Besides, it is
recommended to managers pay more attention to encouraging an effective and operative communication
throughout the organization and regularly share more information with the employee, since they have a
significant role in achieving organizational goals; namely, effectiveness. Furthermore, implementing the
participative management strategies and policies, which in turn will increase the employees’ intention to stay
on the contrary to leave.
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