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Abstract: It is an unpleasant decision to majority to detach and finally depart from any organization in which
he/she has been working for the past several years. A decision to leave from the organization, in many
circumstances will be carrying emotional turbulencesat the individual employee level and severe damageat
organizational level since it would affect the production, performance and business. Several researches in the
past have explained many organizational and individual factors in connection with ‘members intention leave’.
While, exploring the employee attitude further to identify more factors, whicharehaving more or less significant
relationship with members intention leave from organization, a study was conducted in manufacturing sector.
The objective of this research was to closely observe the attitude of organizational members intention leave
from organization and develop an instrument to measure such intended behavior. The instrument development
process initially was followedwith qualitative research method. Techniques like content analysis, personal
interviews with the organizational members, focus group discussions and Delphi technique were adopted to
identify the different factors. After identification of these variables through Delphi technique, these variables
were further exposed to its validity and reliability test. Further, content, construct and face validity was done
on the sub factors and items generated in the instrument. The instrument finally identified 12 items under three
sub factors of ‘member’s intention to leave’ from the organization.
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INTRODUCTION first to document a concept similar to job-hopping which

Motivated employees are asset to an organization syndrome as the periodic itch to move from a job in one
and act as organizational ambassadors. They influence place to some other job in some other place. Further the
not only employees within the organization but also scenario of member’s intention to leave is supported with
outside the organization. However, the factor employee another variable, which is widely discussed; include
motivation is influenced by many organizational and ‘perceived alternative employment opportunities’ (PAEO).
individual factors explaining its influence on employee Employees perceive more alternative job opportunities
expectation and planned behaviours. To what extend an when the job market is tight and less alternative job
organization can understand the employee’s existential, opportunities when there is unemployment. It should be
relatedness and growth needs,to what extend it can noted, however, that PAEO is not the same thing as actual
proactively understand and measure the members labor market conditions. Past research suggests that both
intention to stay or leave from the organization which PAEO and labor market conditions are positively
determine the their decision to stay back or leave from associated with turnover [3, 4].
organization. In a recent forum of the human Employee turnover is an extensively researched issue
resourceprofessional’s bodies of Hong Kong, Malaysia of organizational psychologists. Employee turnover is
and Singapore, participants were unanimous in their view defined as the influx and exists of individuals into and out
that job-hopping had become so rampant in these of the workforce of an organisation, over a specific period
countries that it had become a culture [1]. It [2] was the of time [5]. Turnover refers to the amount of movement of

he termed as ‘hobo syndrome’. He defined the hobo
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employees in and out of an organization, normally present look for alternative jobs before resigning the current one.
in terms of the turnover rate [6]. There have been several However, employees of today resign from their jobs even
hundred studies carried out on employee turnover since before securing another one. In addition, [17] a study
1900 [7]. It is an ongoing topic of research especially in within the Singaporean context provided empirical
the area of public service, health care, hospitality and evidence on the role of job-hopping attitude as an
technology sectors [8-11]. antecedent of turnover intentions.It is [17] concluded that

Most researchers [12- 15] have attempted to answer migrating from one job to the other may provide some sort
the question of what determines people's  intention to of ego satisfaction to job-hoppers. These literatures on
quit by investigating possible antecedents of ‘employee’s job-hopping attitude seem to imply that this variable has
intentions to quit’. To date, there has been little a critical impact on turnover intentions. Given the fact that
consistency in the findings, which is partly due to the Singaporean ethnics composition and culture are quite
diversity of employed included by the researchers and the similar to that of Malaysia [20] [21], the findings made by
lack of consistency in their findings. Therefore, there are [17] may be applicable to the Malaysian scenario and
several reasons why people quit from one organization to others.
another; or why people leave organizations.This particular
research this concentrates more on three variables, Perceived Alternative Employment Opportunities
whichare closely knit with employees intention leave from (PAEO): Perceived alternative employment opportunities
the organization in order to measure their attitude viz. job (PAEO) refers to an individual’s perception of the
hopping, perceived alternative employment opportunities availability of alternative jobs in the organization’s
and turn over intention. environment [22] and it is the function of labor market

Review of Literature: In this research paper, the issues opportunities when the job market is tight and less
related to employee turnover and member’s intentions alternative job opportunities when there is unemployment.
leave were discussedinto contextualizing the topic to It should be noted however, that PAEO is not the same
manufacturing sector. Employee turnover is defined as the thing as actual labor market conditions. Past research
influx and exists of individuals into and out of the suggests that both PAEO and labor market conditions are
workforce of an organization, over a specific period of positively associated with turnover [3, 4].
time [5].

Job Hoping: An employee changes his or her job because interest among management scholars. It has reported
some of his or her friends or relatives have done so; if an about 1500 research studies on the subject [23]. Turnover
employee faces a minor problem (e.g. minor disagreement intentions imply to one’s intention to leave his employing
with the boss or other colleagues); or he or she may organization, which shows a breach in the relationship
simply resign [16]. Ghiselli [2] termed the tendency of between employees and the organization [24]. According
workers to engage in job-hopping as a “hobo syndrome”, to researches [25], turnover intention is the behavioral
that is, the periodic itch to move from a job in one place to intention illuminating an individual’s intention to leave
some other job in any other place. Researchers [17] the organization. HomandGriffeth [26] referred turnover
defined job-hopping as an attitude or behavior where intentions as a conscious and deliberate willfulness of an
employees migrate from one job to another irrespective of individual towards voluntary permanent withdrawal from
better alternatives or other apparently rational motives. It the organization [27]. Turnover indicates a conflict in the
may originate from either characteristic of individuals relationship between individuals and the organization
(such as the itch of impulsiveness) or social influences [24].It is [28] pointed out that a high labor turnover may
(such as turnover culture). As [18] suggested, it is mean poor personnel policies, poor recruitment policies,
unrealistic to expect a talented employee to stay too long poor supervisory practices, poor grievance procedures, or
in any one organization, even if he or she  is  satisfied lack of motivation. All such factors contribute to high
with his or her current job and institution. An ambitious employee turnover account to no proper management
manager needs to move on to gain experience and make practices and policies on personnel matters; employees
progress in his or her career. Inone of the study [19] of are not recruited scientifically; promotions of employees
job-hopping occurrences within selected Asian countries are not based on spelled out policies; no grievance
postulated that in the past, employees were more likely to procedures in place and thus employees decides to quit.

conditions. Employees perceive more alternative job

Turnover Intention: Turnover intention is a topic of
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Turnover Culture: Abelson [29] defines turnover culture Research Methodology: 
as the systematic patterns of shared cognitions by
organizational or subunit members that influence
decisions regarding the job movement. The concept of a
turnover culture derives from the organizational culture
work culture literature. Organizational Culture, in its
simplest terms, has been defined as a set of cognitions
shared by members of a social unit [30]. The various
elements of organizational culture range from myths and
stories [31] to rites and rituals [32], to behavioral norms
[33]. Research by Deery and Iverson (1996) [34] has found
the presence of a “turnover culture” to contribute directly
to employees’ intentions to leave.

MATERIALS AND METHEDS

In  order  to  collect adequate information that
support in answering research questions posed and
further to develop an instrument that explore extensive
study in this area, this particular study followed a mixed-
methods approach, utilizing both quantitative and
qualitative research methods. It is clearly pointed out [35]
that when used in combination, quantitative and
qualitative methods complement each other and allow for
a more robust analysis, taking advantage of the strengths
of each. 

The theme of the research, related to ‘member’s
intention to leave’ from organization. In nutshell, the
qualitative research method, was supported in identifying
the variables that influence ‘member’s intention to leave’
from organization and the quantitative method was
supported in the generalization of the findings through
the application of right statistical analysis with
appropriate tools. 

Research  Inquirey:  From  the  review  of  the literature,
a conceptual understanding of factors leading to
‘member’s intention to leave’ from organization is
obtained. While, the question remains is, contextualising
the topic to the manufacturing sector, how far these
concepts  and  variables  influence  ‘member’s intention
to  leave’  from  organization.  By  concentrating  the
study into manuufacturing companies in India this
particular  research  tries  to  answer several questions
like:

Which are the factors contributing to ‘member’s
intention to leave’ from organization?

Qualitative: Qualitative research is an inquiry process of
understanding” where the researcher develops a
“complex, holistic picture, analyzes words, reports,
detailed views of informants and conducts the study in a
natural setting [36]. This particular study follows diverse
qualitative research techniques to explore the topic under
study. The study followed with available literature, case
studies and Delphi technique that supported to crystallize
the variable’s influence on ‘member’s intention to leave’
from organization. 

Delphi Technique: One of the major qualitative
methodologies of research followed in this study was
Delphi technique. This qualitative research procedure has
provided  exploratory  insight  into  the major variables
that closely knit with the  concepts  under  study  [37].
This research also engaged semi-structured interviews.
Based on the suitable time for the resource person
interviews were arranged during 2013 January to 2013
July. Telephonic interviews and direct interviews are
conducted to gather information from the respondents. 40
experts from the industry and academia were identified
and approached by email or telephone and were invited to
take part in the study. All the clarifications related to the
objective of the study were made by the researcher.
However, 30 respondents were being interacted and
communicated, only 20 respondents shown their
willingness to participate in the discussion. Finally, 20
participants were interviewed by telephone and through
email.

The next stage in the instrument development
process was to identify the experts who may extend better
insight into the factors and categories closely knit with
the major dimension ‘member’s intention to leave’ from
organization. In order to provide better insight and
understanding on the held topic, numerous experts in the
field were considered into. The experts were closely
associated with industries such as consultants, top-level
HR managers, professors, researchers and academicians.
The specialized areas of these expert members include, 16
male members (80%) and 4 female members (20%). These
members were extended considerable amount of
information and knowledge on the areas of research
member’s intention to stay or leave from organization.

ROUNDS
Round 1: In the first round, the process starts with an
open-ended questionnaire. The open-ended questionnaire
is acted as the base with which the concepts are
communicated and clarified with the experts in its
definiteness and exactness. 
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Table 1: Member's Intention to Leave: Delphi Application
No:S/N Intention to leave Factors Categories No. Items No of Experts (N=20) % of Experts
1 Perceived Alternative Confidence in finding other job 1 18 90%

Employment Opportunities No intention to continue 2 17 85%
Members search other jobs 1 17 85%
Present job is a stop gap arrangement 1 18 85%

2 Job hopping Hope to switch jobs 1 18 90%
Follow coworkers in switching job 1 18 90%
Leave without any intention 2 17 85%
Important for career progression 1 17 85%

3 Turnover Intention Think about resignation 1 17 85%
High probability to find a new job 1 18 90%
Immediately switch to another job 2 17 85%
Don’t want to continue 1 18 90%

The Questions: Results Qualitative: The first factor considered for the

How do you define ‘member’s intention to leave’
from organization? 
Which are the major factors, in general closely
related to ‘member’s intention to leave’from
organizations in manufacturing sector?

Round 2: The objective of second round of Delphi
technique is to institute initial significances among items.
In this process, agreements and disagreements were
considered from each expert on the items incorporated in
each categories under the factor ‘member’s intention to
leave’ from organization.18 categories, which were having
items with high and low proximity of ‘member’s intention
to leave’ from organizations in the manufacturing industry
was identified. 

Round 3: The objective of third round of Delphi
technique was to arrive at consensus. How far the experts
in the field identifies the categories and items subjected to
thorough revision and final agreement. The judgment of
each expert was revised with further deliberations and
consensus was arrived into. The process further identified
14 categories, which were having items with high and low
proximity of ‘member’s intention to leave’ from
organizations in the manufacturing industry was
identified. Classification of the items in 14categories of 3
factors was being made with suitable loaded items. 
Round 4: The final round of Delphi technique is to finalize
the categories and items considered by the experts
unanimously. In this stage deliberations on the items were
over and all experts were arrived into similar thoughts and
opinion towards dimension, categories and items posed.
During this stage, screening of the 12 categories which
have items with high and moderately high proximity of
‘member’s intention to leave’ from organizations in the
manufacturing industry was finally identified. 

study is the perceived alternative employment
opportunities in relation to member’s intention leave from
the organization. The experts acknowledged 5 items. The
major categories of perceived alternative employment
opportunities consist of4 categories. Confidence in
finding other job (90%) is the major categoryin relation to
members intention leave. Further sub categories like no
intention to continue (85%), members search other jobs
(85%) and present job is a stopgap arrangement (85%) in
relation to perceived alternative employment
opportunities.

The second factor considered for the study is the
job-hopping. Within the second factor, the experts
identified 5 items that are closely related to job hopping.
The major factor of shared consists of 4 categories. The
table showed that hope to switch jobs, (90%) and follow
coworkers in switching job (90%) as the prominent factor,
which closely knit with job-hopping. Further the study
further pointed out the categories like leave without any
intention (85%), important for career progression (85%) as
the next key subcategories that explain the properties of
job-hopping.

The third dimensions that influencemember’s
intention to leaveare the turnover intention. The experts
identified 5 items that closely link to turnover intention 4
sub categories. Expert observes high probability to find a
new job (90%), do not want to continue (90%), as the
prominent turnover intention factor. The result also
indicates aspects like think about resignation (85%) and
immediately switches to another job (85%) as the other
influential sub category in relation to turnover intention
in this study. 

Quantitative Research Method: For the purpose of data
analyses and hypothesis testing, several statistical tools
and methods employed using SPSS software version 17.
These include reliability and factor analyses to test the
goodness of measures. 
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Validity and Reliability: Validity is the ability of a tool to Dealing the Construct Validity: To test the construct
measure what is supposed to measure. The validity of an
instrument is the degree to which an instrument measures
what it is intended to measure [38]. Validity tests, then
compare and measure the concept that a researcher
supposed measure with its accuracy. Precisely the degree
to which an instrument used by the researcher measures
what he/she intended to measure. It is expected that the
instrument should ensure content, construct and face
validity.

Dealing the Content Validity: The objective of this stage
was to get the consensus of experts on the concept,
constructs and content of the items selected in the draft
‘intention stay back in organization’. To get the content
validity, in addition to the literature review, the study was
incorporated triangulation method of qualitative research
in which expert identification of the variables that selected
under organizational and individual factors related to
‘intention stay back in organization’ were made. The
Delphi technique, content analysis and short case study
method followed by thorough interviews and discussion
techniques supported the researchers to ensure content
validity of the variables considered for the study.
Especially, the Delphi Technique followed in the research
was supported to get the right content of each item that
incorporated in the each factor. Based on their comments
on each parameter and items rewording of the items were
made which was further fine-tuned for development of the
instrument.

Dealing the Face Validity: The study further ensured face
validity by examining the instrument looks as though it is
measuring what it was supposed to measure. Face validity
is an essential modus operandi in any instrument
development procedure [39]. To get the face validity,
experts in the field of management and human resources
areas, statisticians and academicians were identified. Thus
the experts in the field of management and human
resources areas, statisticians and academicians were cross
verified the face validity of the instrument. To end with,
the construction of the items based on the concepts of
the constructs, sub-constructs that developed out of the
literature review and case interviews, was made. 

It was pointed out by the experts that in order to
develop these items into an instrument mode, factor
analysis to be conducted in the later stage. It was also
suggested by the experts that the item's length, which was
observed during the Delphi technique to be shortened
before factor analysis application that ensure better
understanding to the respondents.

validity the instrument is well correlated to the
underpinning theories, motivation, leadership, job
satisfaction, absenteeism, attrition, retention, work stress,
work culture, organizational climate, theory of planned
behavior, theory of reasoned action etc. which were
closely knit with the concept organizational factors and
individual factors in relation to member’s ‘intention leave
from the organization’. Validation of the instrument and
the concept both were done on factors related to members
‘intention stay back in organization’. Herzberg’s Two
Factor Theory [40] was confirmed by the researcher and
experts that closely knit with the concepts, variables and
items incorporated in the study. 

Analysis
Factor Analysis and Reliability Test: Prior to any validity
and reliability tests, the tests of assumptions for
multivariate analysis will be conducted to ensure that the
data met the normality, linearity, multicollinearity and
homoscedasticity assumptions. The next important step
in data analysis was to understand the dimension of the
variables in the proposed framework or relationships
posited in empirical research [41]. In other words, factor
analysis was performed to identify the structure of
interrelationship among a large number of items in the
study. This was done by defining common underlying
dimensions, commonly known as factor [41]. Principal
components analysis with Varimax rotation was used to
test the factors of the scale analyzing the items. Factor
loadings greater than 0.50 are generally necessary for the
practical significance [41]. Hence, the items for a factor
were retained only when the absolute size of their factor
loading is above 0.50. 

To test the internal consistency of the measurement,
reliability analysis was performed on the factors extracted
using the benchmark suggested by Nunnally [42].
Generally, the closer reliability score gets to 1.0, the more
reliable the scale would be. It is indicated that [42], the
reliability score of.70 and above is acceptable and those
above.80 are considered good. As noted [43], the
reliability scores that less than.60 is still considered and
acceptable for social science studies. Following the
literature, a reliability score of.70 is used as the benchmark
for this study. It should be noted that all the negatively
worded items in the questionnaire were first being
reversed coded prior to the reliability test. In the case of
coefficient alpha value is smaller than.70, the item with the
lowest corrected item-to-total correlation was removed
until then.70 levels are met [44].
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Table 2: Items, Theoretical Range and Cronbach Alpha- Member's Intention to Leave
Sl. No Factors No of Items Theoretical Range Standardized Alpha
1 Perceived Alternative Employment Opportunities 4 4-40 .812
2 Job hopping 4 4-40 .782
3 Turnover Intention 4 4-40 .803

Table 3: Member's Intention to Leaveamong Five Groups: Factor Analysis Procedure
Cronbach Aplha

Sl. No Constructs (% Point Likert Scale) Work Group 1 Work Group 2 Work Group 3 Work Group 4 Work Group 5
1 Perceived Alternative 

Employment Opportunities .800 .799 .789 .801 .821 .800
2 Job hopping .799 .814 .799 .806 .800 .803
3 Turnover Intention .802 .812 .821 .803 .793 .794

Ethical Considerations: In both the phases, the ethical and 10 representing ‘Strongly Agree’. The instrument
considerations were well followed by the researches due retained the same order of response categories to minimize
to the sensitive issues related to the topic. This confusion amongst respondents. Later, with due
sensitivity is perceived from a ‘management’ point of view consideration to the Cronbach Alpha values of each item
as well as ‘member’s’ perspective. Both parties aspired to in the draft instrument, some of the items, which were
ensure their anonymity during all stages of research. The having less than 0.5 dropped and others were gathered
employees were assured that the summary data would be into. A 10-point interval scale with 76 items was finally
disseminated to the management, but in no way the considered.
responses of them can be identified. It is also assured that
the data will be destroyed keeping the documents after a Managing the Standardization Process: In order to
reasonable period. Instead of the names of the member’s establish the standardization process, five companies in
the data coded with numbers to ensure the anonymity the large-scale manufacturing process identified. To make
both in case studies as well as quantitative data collection a comparative analysis five groups of workers was
procedures. selected with a size of 40 members from each company.

Reliability: Reliability means the consistency or the representation from different places with different
repeatability of the measure and the confidence we can products. Further, an instrument of 12 items and 10-point
place on the measuring instrument to give the same interval scale scales were administered into these five
numeric value when the measurement will be repeated on groups. It was observed that the Cronbach Alpha values
the same subject. The purpose of this procedure was to of the items remained almost the same. Based on the
determine which items should be retained and which items inference it is further inferred that this instrument is highly
should be dropped based on the values of the Cranach reliable to be used on any working group belong to large-
Alpha [45, 46]. A reliable instrument is one that would scale industrial organizations in the manufacturing sector.
provide the identical results if used recurrently by the Table 3 shows that the values of the Cronbach alpha of
same group. When the researcher started qualitative the constructs for the five different groups when
research through interviews, case studies and field compared were more or less the same.
observation, the researchers were developed well,
acquaintances with the employees working in the Factor Analysis Procedure: The study anticipated to
organization. By ensuring adequate privacy to the measure the members’ ‘Intention Stay Leave (ILI) from the
employees in the organizational environment, the organization. Henceforth, the ultimate phase of this
researchers were ensured better physical and process of developing the instruments was to conduct the
psychological environment for data collection. factorial analysis procedure on this draft instrument and

Dealing the Item's Reliability: The study follows three was to ascertain whether the items for each construct
stages. In the initial stage, the study considered 18 items really fit in constructs. This process conveys us which
under 3 factors and subjected to pilot testing with thirty items should be excluded or included with one construct.
respondents from the organization. A bipolar interval This was done by measuring the correlation values
scale was used representing with 1 as ‘Strongly Disagree’ between the items within the given constructs.

These companies are located far from each other to ensure

10-point scales. The objective of doing factorial analysis
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Table 4:  Items For The Variables And Factor Analysis - Member's Intention to Leave
Factors and Item no Factor Loading a Eigine Value Explain Variance (%) Total Explain Variance (%)

Perceived Alternative Employment Opportunities
P1 .800 .821 2.463 22.916 63.905
P2 .821
P3 .801
P4 .805

Job Hopping
J5 .799 .804 2.412 20.999
J6 .860
J7 .854
J8 .849

Turnover Intention
T9 .801 .801 2.403 19.990
T10 .811
T11 .812
T12 .780

Factorial Analysis Outcome for Items Rejected : Further, Moderate Scores: at the Moderate Level
during the factor analysis, those items  that  were  scored Moderate Scores: A self-rating score within this range
0.5 and below were automatically rejected. Initially, the
draft questionnaire was consisted of 18 items. The total
number of items rejected based on the draft instrument
with 18 items and 10-point interval scales were 12. The
total variance explained for all the factors under
consideration in the study is 0.639 The final instrument
after rejecting the items, which were scored more than 0.5
under 3 sub-variables of major variable ‘intention to
leaveis further mentioned below. 

Interpretation of the Index Level of Member’s Intention to
Leave
High Scores: at the Highest Level
High Scores: A self-rating score within this range
indicates the ‘member’s high intention to leave’ from the steps need to be taken by the organization management
organization. This means that the members are highly in order to enhance member’s level of satisfaction. 
willing to seek any job opportunities available outside the
organization and they are into high job-hopping mood. Low Scores: at the Low Level
Hence, the turn over intention among employees is very Low Scores: A self-rating score within this range
high..

Suggestion  Proposed:   If   amember   scored     within
this range,  the  management should take appropriate
steps to understand the employee’s dissatisfaction
variables. In the long run this low level satisfaction
factors will lead to more number of‘members’ parting from
the organization’. Further, this will affect  the  visibility
and image of the organization. Appropriate steps need to
be taken into consideration by the organization
management to enhance member’s level of integration and
there by curb ‘member’s intention to leave’ from the
organization.

indicates the ‘member’s moderate level intention to leave’
from the organization. This means that the members are
moderately willing to seek any job opportunities available
outside the organization and they are into high job-
hopping mood. Hence, the turn over intention among
employees is almost moderate..

Suggestion Proposed: If an employee scored within this
range, the management should take appropriate steps to
determining their dissatisfying factors. Care should be
taken that in the long term these moderate level
satisfaction factors may lead to member’s intention to
leave from the organization. This will affect the visibility
and image of the organization in the long run. Appropriate

indicates the ‘member’s low intention to leave’ from the
organization. This means that the members are not at all
willing to seek any job opportunities available outside the
organization and they are not at all into high job-hopping
mood. Hence, the turn over intention among employees is
very low. 

Suggestion Proposed: If an employee scored within this
range, the management should take appropriate steps to
retain their happiness and satisfaction with the
organization by ensuring more opportunities. Maintaining
a happy employee is too difficult task, especially those
who  have a high impression towards the organization and
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they are the strongest supporters of the organization's 4. Steel, R.P. and  R.W. Griffeth, 1989. The Elusive
visibility and image. This scenario will contribute more Relationship between Perceived Employment
‘integration’ rather ‘member’s intention to leave from the Opportunity and Turnover Behavior: A
organization’. Methodological or Conceptual Artifact. Journal of

CONCLUSION 5. Watkins, 1953. In Cornog, G. 1957. The personal

Member’s intention leave from the organization Administration Review, 17(40): 247-256.
depends on many organizational and individual factors. 6. Chruden, H.J. and A.W. Sherman, 1972. Personal
To a certain extend ‘member’s intention to leave from management, South-Western, Philippine. 
organization’ is related to many key organizational 7. Cutton, J. and J. Tuttle, 1986. Employee Turnover: A
behavior and management domain like, motivation, Meta-Analysis and Review with Implications for
leadership, organizational culture, work ethics, employee Research.The Academy of Management Review,
relations, organizational policies, organizational 11(1): 55-70. (Retrieved from http://www.justor.org)
commitment etc. like several individual and organizational 8. Decker, F., P. Gruhn, L. Martin, K. Dollard, A. Tucker
factors. However, these factors are varying from one and L. Bizette, 2003. Results of the 2002 AHCA
organization to another organization and from one region Survey of Nursing Staff Vacancy and Turnover in
several organizational and individual factors. Nursing Homes. http://www. ahca. org/ research/
Identification of these factors and prevent the negative rpt_vts2002_final.pdf. Retrieved on.
consequences of such factors are the role expected by the 9. Fields, J., 2005. New Drive to Cut Staff Turnover in
top management from the Human Resource Professionals. Tourism. Citation URL: http://findarticles. com/ p/mi
This instrument thus paves a better insight into the _ qn4156/is_20051211/ai_n15917264. 
integrated factors answers why an employee leavesfrom 10. Davidison, M., 2006. Hotel industry loosing millions
the organization. This instrument’s reliability analysis was in staff turnover. Citation URL.
done in the Indian context. Validity and reliability further 11. Hatton, C.,   E.  Emerson,  M.  Rivers,  H.     Mason,
need to be empirically observedin various countries for its R.  Swarbrik,  L.  Mason, C. Kiernan, D. Reeves and
better standardization and generalization. A. Albroz, 2001. Factors associated with intended
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