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The literature revealed a stark scar-
city of statistically validated scale
on turnover intentions. This study
constructs and validates a scale on
turnover intentions. Based on the
analysis of relevant previous stud-
ies, 6-item scale of Turnover inten-
tions was developed. Items of the
scale were validated in a pilot study
(N=156) and subsequently in a fi-
nal study (N=524) in Business Pro-
cess Outsourcing (BPO) sector in
India which is prone to low reten-
tion rates of employees. For check-
ing the discriminant and nomologi-
cal validity, constructs like sports-
manship, organizational culture and
commitment along with demographic
profile of employees were also ad-
ministered. Exploratory factor
analysis revealed uni-dimensional-
ity of the scale and exhibited ad-
equate levels of reliability, discrimi-
nant and nomological validity. Ad-
ditionally, TI has been measured
according to different socio demo-
graphic group of employees in BPO
sector.

Introduction

Employee retention has become
a big concern in organizations all over
the world. The BPO/ITES sector in
India is particularly affected by the
low retention rates and high staff turn-
over. In comparison to global turnover
rate of 20%, Indian call centers have
topped the list with an employee turn-
over rate of 40 per cent according to
a global call centre study. Out of 100
employees who joined a call centre;
almost 60 leave the organization be-
fore completion of one year of their
service (Holman et al., 2007). Attri-
tion rate in BPO sector in the first
quarter of the year 2011 was as high
as 55 per cent (ASSOCHAM, 2011).
Attrition has taken a horrendous toll
on firms due to heavy expenditure on
recruitment, training, administration
and retention. Attrition is a much de-
liberated issue. But there is no stan-
dard reason why people leave an or-
ganization.

It is hard to get data on actual
turnover. Research has repeatedly
shown turnover intentions to be the
best antecedent of actual turnover
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(Mobley et al., 1979). Bluedorn (1982)
recommended use of turnover intention
over actual turnover because actual turn-
over is more complex to predict than in-
tentions due to various other external
factors that affect turnover. The litera-
ture on turnover models incorporate one
or more cognitions constructs such as
intention to leave (or intention to quit or
propensity to leave) (Mobley, 1977;
Mobley et al., 1979; Steers & Mowday,
1981; Bluedorn, 1982). Various studies
of employee turnover established that
turnover behavior is heralded by one or
more of the variables. (Bannister &
Griffeth, 1986; Sager et al., 1998).

Studies on turnover have established
that there is scarcity of statistically vali-
dated scales to characterize turnover
cognitions (Sager et al., 1998). Most
scales in the literature measure turnover
intentions on only a relatively small num-
ber of items. Many researchers have used
only single item (Guimaraes, 1997). The
usage of single-item indicators to quan-
tify turnover cognitions is condemned as
construct validity is anonymous (Sager
et al., 1998; Lee et al., 2000). Only a
few studies could be found where three-
items (Lum et al., 1998; Kim &Stoner
2008; Vandenberghe et al.,2002; Mobley
et al.,1978; Schaubroeck & Merritt,
1989), four-items (Kelloway et al.,1999;
O’Reilly et al.,1991; Spencer et al.,1983;
Kim et al., 1996 and six items (Singh et
al.,1996) per instrument were used
(Appendix A).  Only recently some au-
thors have used double digit item scales
(Sager et al., 1998; Jacobs & Roodt,
2008).Very few studies are there where
validation of the scales has been checked

and moreover in India, almost no study
has been found on the validity of the
TISCALE. Remarkably, while there are
many examples of cross-cultural investi-
gation carried out to test the TISCALE,
we have not encountered any research
study that examines the applicability of
TISCALE to different demographic
groups and different strata of BPO sec-
tor.

The research effort has two broad
objectives:

• To assess the validity and reliability
of turnover intentions scale
(TISCALE).

• To measure the extent of turnover
intentions of employees according to
various socio demographic variables

Literature Review &Hypotheses

Employee turnover is the movement
of employees across organizations; jobs;
labor markets etc. (Abassi & Hollman,
2000).The term turnover is defined by
Price (1977) as the ratio of the number
of employees who have left during the
period to the average number of employ-
ees in that organization during the period.
Hom and Griffeth (1995) have taken
samples from around 800 studies in their
meta-analysis and Maertz and Campion
(1998) have observed that there have
been literally thousands of studies on
employee turnover, thus it speaks volumes
about the research on this very crucial
topic.

Intent to stay/leave denotes to an
employee’s behavioral intentions, and has
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been proved to exert a strong negative
impact on actual turnover (Mueller et al.,
1992). Intention to leave involves alle-
giance of an employee, hence has its
behavioral implications (Iverson & Roy,
1994). Sager et al. (1998:255) referred
to turnover cognitions as mental deci-
sions intervening between an individual’s
attitudes regarding the job and the stay
or leave decision.  Intention to leave can
be considered as the extent of likelihood
of an employee forfeiting his association
in an organization (Currivan, 1999). In-
tention to quit is the intensity of an
individual’s view to stay or to leave
(Boshoff et al., 2002); attitudinal/cogni-
tive manifestation (Elangovan, 2001) of
the behavioral decision to quit.

Evolving through the literatures and
ideas of March and Simon (1958), Mobley
(1977) and others, most of the published
turnover models incorporate one or more
turnover cognitions constructs (Steers &
Mowday, 1981). From a theoretical per-
spective, turnover cognitions represent
mental decisions intervening between an
individual’s attitudes regarding a job and
the stay or leave decision. To facilitate
understanding, Sager et al., (1998: 255)
defined three turnover cognitions as fol-
lows:

• Thinking of quitting: An employee
considers leaving the organization.
An example would be a co-worker’s
comment: “I thought about quitting
this company the other day”.

• Intention to search: An employee
decides to go about looking for a job
outside of the organization. Co-

worker comments: “I intend to look
for another job”.

• Intention to quit: The employee de-
cides to leave the organization at
some unspecified point in the future.
A co-worker says: “I intend to leave
this company.”

Turnover Intentions (TISCALE)

The scale used for the purpose
of measuring the responses of the em-
ployees for turnover intentions was the
one developed and tested by the re-
searcher by taking cue from various other
questionnaires. It is a six items scale. The
items of the scale were framed after
analyzing various studies (Kelloway et
al., 1999; Sager et al.,  1998;
Vandenberghe et al., 2002; Nissly et al.,
2005; O’Reil ly et al.;  Chatman &
Caldwell 1991; Jacobs & Roodt, 2008).
Sample items are exhibited in Appendix
B. The items were scored on a five-point
Likert scale (1 = strongly disagree to 5 =
strongly agree). The Cronbach’s alpha of
this scale was 0.839.

Review of literature reveals that
scant efforts have been made to mea-
sure reliability and validity of single item
scales of turnover intentions. In three-
item, 4-item or 6-item scales of turnover
intentions, reliability (cronbach alpha) and
content validity were found out. There
are some studies where construct valid-
ity (Khatri et al., 2001), two dimensional
structures (intention to quit and intention
to search) (Jacobs & Roodt, 2008), three
dimensional structure (thinking of quitting,
intention to search and intention to quit)
(Sager et al., 1998) has been found out.



Turnover Intentions: Scale Construction & Validation

The Indian Journal of Industrial Relations, Vol. 50, No. 3, January  2015 455

It is against this context that the fol-
lowing hypotheses have been proposed.
A privation of prior research in India on
the psychometrics of the TISCALE acted
as a drawback while framing the hypoth-
eses.

H
1
: Each of the 6 items of TISCALE is

able to discriminate between high
scores and low scores.

H
2
: Turnover intentions scale (TISCALE)

is uni-dimensional.

H
3
: Turnover intentions scale (TISCALE)

is internally consistent.

H
4
: The turnover intentions scale has dis-

criminant validity with respect to re-
lated phenomena against which it is
tested.

H
5
: The turnover intentions scale has

nomological validity with respect to
each of the variables in its nomologi-
cal net against which it was tested.

Socio-demographic Variable

Age, work experience, educational
level and job category (managerial or non-
managerial) are some of the demographic
variables that have been found to have
steady relationship with turnover intentions
in literature.  Cotton and Tuttle (1986) have
found that educational level of employees
is positively related to turnover meaning that
more educated employees often have more
tendencies to leave the organization than
the less educated. Relationship between
turnover intention and demographic vari-
ables such as age and work experience has
been found to be negative (Cotton & Tuttle,
1986; Mobley et al., 1979). As far as rela-

tionship between turnover intentions and
level of employees in terms of managerial
and non managerial is concerned, Price and
Mueller (1986) established that manage-
rial employees are less likely to quit than
non-managerial.

More educated employees often
have more tendencies to leave the
organization than the less edu-
cated.

Studies on the relationship between
gender and turnover provide variegated
results, Khatri et al. (2001) found that
gender was significantly associated with
turnover intentions in retail industry, Berg
(1991) reported no relationship between
gender and turnover, on the other hand
Cotton and Tuttle (1986) observed that
female employees have more tendency
to leave than males. One obvious reason
for this finding is the family responsibili-
ties to female employees. Hence above
studies give us the direction to develop
hypothesis six.

H
6
: The different socio-demographic
group will differ with respect to turn-
over intentions.

Methodology

For the validation of the instrument,
a two phase research design was used.
In the first phase, 6-item scale was con-
structed by taking clue from various other
questionnaires. The items of the scale
were framed after analyzing various
studies. The second phase was related
to an exploratory stage where the dis-



Sulakshna Dwivedi

456 The Indian Journal of Industrial Relations, Vol. 50, No. 3, January  2015

criminatory power of items, item to total
correlations, uni-dimensionality of the
scale were found out which led to an
exploratory factor analysis that yielded
an interpretable factor structure. In the
second step, discriminant validity was
checked and for that the variable chosen
was ‘sportsmanship’, an important do-
main of organizational citizenship behav-
iors (OCBs). In the third step, nomologi-
cal validity was tested where the con-
structs of turnover intentions were ex-
amined to conclude whether they relate
as expected in the theoretically derived
nomological net. In the nomological net,
constructs like organizational culture and
commitment were measured.

Sample & Procedures

At the very outset, a list of BPO units
was taken from STPI (Software Technol-
ogy Park of India), Mohali (India). Then
BPOs were segregated in three strata,
according to no. of employees as given
below. Data was collected through multi
stage sampling. In the first stage, strati-
fied sampling has been used for selecting
BPOs. Out of total 40 BPO units, 15
BPOs have been selected proportionately
from the following strata for final study:

1. BPOs having less than 250 employ-
ees

2. Between 250-500 employees

3. BPOs having more than 500 employ-
ees

In stratum I, we took a mix bag of
BPOs catering to a different focus area
viz. one BPO unit had publishers, docu-

mentation companies as its clients; an-
other had insurance as its focus area,
general business consulting BPO and
BPO service provider to telecom com-
panies. Another three BPO units were
into medical billing services; IT develop-
ment and related outsourcing services;
and telemarketing. Rest two BPO units
have their customer service support cen-
tres, virtual back office and had their field
sales operation. In stratum II, three BPO
units had been taken for the research and
all the three had voice based and non-
voice based outsourcing services. In stra-
tum III, first BPO was a third party
outsourced customer service centre
while the second was leader in BPO, call
centre to telecom companies and was
into manpower outsourcing business.

For the pilot study, one BPO unit each
from second and third stratum and two
BPO units from the first stratum were se-
lected, to keep the sample representative
of the population. Data was collected from
156 employees selected through judgment
and convenient sampling of four BPO units.

Measures

Organizational culture was measured
using the 40-items OCTAPACE scale
developed and validated in Indian sce-
nario by Pareek (1997). OCTAPACE
comprises eight dimensions viz. open-
ness, confrontation, trust, authenticity,
pro-action, autonomy, collaboration and
experimenting. Responses of these di-
mensions were measured on a four-point
scale (1 = To very low extent to 4 = To
very high extent). The Cronbach’s alpha
of this scale was 0.80.
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The scale used for the pur-
pose of measuring the re-
sponses of the employees for
organizational commitment was
developed and revised by
Meyer and Allen (1997). The
scale had three dimensions
named as affective commit-
ment, normative commitment
and continuance commitment.
The scale had 18 items. And the
items were scored on a seven-
point Likert scale (1 = Strongly
disagree to 7 = Strongly Agree).
The reliability of this scale was
found to be 0.787

The scale used for the pur-
pose of measuring the re-
sponses of the employees for
sportsmanship consisted of 5-
items from organizational citi-
zenship behaviors scale (24
items) and developed by
Podsakoff et al. (1990). The
items were scored on a seven-
point Likert scale according to
the following response catego-
ries (1 = strongly disagree to 7
= strongly agree).The reliabil-
ity of this scale was found to
be 0.834.

Psychometrics of the
TISCALE

Hypothesis 1 relates to
discriminating power of all 6
items of TISCALE.  Table 1
on validation of turnover inten-
tions scale contains the results
obtained on testing the psycho- T
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metric properties of scale of
TI in pilot study. Table 1
gives, for each item the mean
for low quartile (bottom 25%
scorer), mean for high
quartile (top 25% scorer),
mean for all respondents and
significance levels.

The difference in the
mean scores obtained by top
25% scorer and bottom 25%
scorer were subjected to t-
test. All t-values are signifi-
cant at 0.05 level of signifi-
cance. Thus, each statement
is able to discriminate be-
tween high scores and low
scores or scale has discrimi-
nating power.

Hypothesis 2 relates to
the uni-dimensionality of the
TISCALE. As evident from
Table 1, an item to total cor-
relation was conducted. All
correlations are between
0.582 and 0.745 and there is
no sudden drop in item to to-
tal correlation. Then explor-
atory factor analysis was
conducted. The results of
exploratory factor analysis as
presented in the last column
of Table 1, depicts KMO
value = 0.866 (>0.8) is ac-
ceptable; Bartlett test of
sphericity is significant. The
percentage of variance ex-
plained, 63.546 %, outstrips
the thumb rule of 0.6
(Malhotra, 2007). The factor T
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loadings are high and range between
0.703 and 0.838.Thus, we can say that
TISCALE is uni-dimensional. As all the
results were acceptable, it was decided
to use six items scale in the final study
questionnaire.

Final Study

A total of six items as used in pilot
study (N=154) constitute the turnover
intentions scale in the f inal study
(N=524). Table 2 exhibits a summary of
the cronbach alpha, t-test, item to total
correlation analysis and exploratory fac-
tor analysis results of the final study.

As observed, coefficient alpha ob-
tained for the scale was 0.839; t-test was
conducted to find the discriminating abil-
ity of each item of the scale. Table 2 gives
for each item the mean for low quartile,
mean for high quartile, mean of all re-
spondents and significance level. All t-
values are significant at 0.05 level of sig-
nificance. Thus, each statement is able
to discriminate between high scores and
low scores.

An item to total correlation was con-
ducted. All correlations are between
0.537 and 0.657) and there is no sudden
drop in item to total correlation. In the
exploratory factor analysis KMO value
(0.87) is acceptable; Bartlett test of sphe-
ricity is significant. The percentage of
variance explained is 60.106. The factor
loadings are high and range between
0.674 and 0.782. The final items retained
for the turnover intentions scale devel-
oped and tested formed the basis for test-
ing rest of the hypotheses in the study.

Hypothesis 3 is related to internal
consistency of TISCALE. This has been
tested with the help of cronbach alpha.
According to Churchill (1979), the rec-
ommended measure of the internal con-
sistency of a set of items is provided by
coefficient alpha. Nunnally (1978) sug-
gests a value of. 70 as a lower accept-
able bound for alpha. Based on experi-
ence, DeVellis (1991) proposes the fol-
lowing alpha ranges for research scales:
below. 60, unacceptable; between 60 and
65, undesirable; between. 65 and. 70,
minimally acceptable; between. 70 and
80, acceptable; between. 80 and. 90,
very good; much above. 90, one should
consider shortening the scale. Thus, an
alpha value of 0.60 and 0.70 or above is
considered to be the criterion for dem-
onstrating internal consistency of new
scales and established scales respec-
tively. As the value surpassed the mini-
mum requirement, in pilot study (N=154)
cronbach alpha is 0.862 and in final study
for N=524, its value is 0.839, it is thereby
demonstrated that the turnover intentions
scale is internally consistent.

Hypothesis 4 is related to the dis-
criminating validity of the TISCALE.
Malhotra (2007: 317) defined discrimi-
nant validity as, “a type of construct va-
lidity that assesses the extent to which a
measure doesn’t correlate with other
constructs from which it is supposed to
differ. According to Papadogiannis et al.
(2009:49), those that inter-correlate be-
tween r =.00 and .25 are considered un-
related to minimally related with one an-
other. Inter-correlations ranging from r
= .25 to .50 indicate minimal to moder-
ate overlap, while inter-correlations rang-
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ing from r = .50 to .75 are deemed mod-
erate to highly related concepts.

Sportsmanship was identified as a
construct that is related yet conceptually
distinct from turnover intentions. Organ
et al. (2006) define sportsmanship as an
employee’s “ability to roll with the
punches” even if they do not like or agree
with the changes that are occurring within
the organization. By the very definitions
it appears rational to assume that both
the constructs are opposite to each other

Table 3 Discriminant and Nomological Validity of the TISCALE using Corr elations Inter-
correlation among Sportsmanship, Organizational Culture, Commitment and Turn-
over Intentions

Variables Organizational Organizational Turnover
Culture Commitment Intentions

Sportsmanship -0.226
Organizational Culture 1.000
Commitment .555** 1.000
Turnover Intentions -.681** -.604** 1.000

** correlation significant at 0.05 level

as sportsmanship is good for the organi-
zation while turnover intentions are bad.
Therefore we assume that both are sepa-
rate constructs. For discriminant valid-
ity, it is expected that scores on the Turn-
over intentions instrument should not cor-
relate with sportsmanship (theoretically
unrelated construct). As depicted in Table
3, the correlations between sportsman-
ship and turnover intentions are -0.226
and for which p-value is 0.277, hence not
even significant. Hence confirms dis-
criminant validity.

Hypothesis 5 is related to nomologi-
cal validity of TISCALE. Nomological
validity is extent to which scale corre-
lates in theoretically predicted ways
with other distinct but related con-
structs (Malhotra & Birks, 2007: 358-
59).Scores obtained from TISCALE
were correlated with two other scores-
organizational culture and commitment.
The relationship between organizational
culture, commitment and turnover in-
tentions was investigated using Pearson
correlation. Preliminary analysis re-
vealed that there were no violations of
the assumpt ions of  l inear i ty  and
homoscedasticity and all associations
were found to be significant at 95%
level.

The pattern of correlation as depicted
in Table 3 was as expected. A signifi-
cant negative correlation exists between
organizational culture and turnover inten-
tions (r=-0.681, p=0.00). A significant
negative correlation exists between or-
ganizational commitment and turnover
intentions (r = -0.604, p=0.00).Thus turn-
over intentions score correlated with con-
structs in its nomological net. Thus cor-
roborates the nomological validity of the
scale.

Socio Demographic Variables

Hypothesis 6 suggests that different
socio-demographic group will differ with
respect to turnover intentions. The hy-
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pothesis has various sub dimensions e.g.
related to age, education, marital status,
gender, total work experience, work ex-
perience in the present organization and
level of management. Employees of dif-
ferent age category differ significantly
with their perception of turnover intentions
(H

6a
). The descriptive statistics and Analy-

sis of Variance (ANOVA) are depicted in
Table 4. It is clear that there are statisti-
cally significant differences between the
mean values of different age group of
employees for turnover intentions
(p<0.05). It can be concluded that the hy-
pothesis H

6a
 is supported. Further, Scheffé

test is used to compare the variance.

Table 4 Descriptives and Analysis of Variance (ANOVA) of Age Categories for Turnover Inten-
tions

Variables Age N Mean F-test Sig.

Turnover Intentions <25 years 179 3.5484 22.753 .000
25-30 years 243 3.1749
30-40 years 102 2.8203

Total 524 3.2335

Table 5 Multiple Comparisons between Different Age Groups of Employees for Turnover
Intentions

Dependent Variable (I) level_1 (J) level_1 Mean Std. Error Sig.
Difference (I-J)

turnoverintentions <25 years 25-30 years -.37352* .08761 .000
30-40 years .35464* .10494 .004

25-30 years <25 years .37352* .08761 .000
30-40 years .72816* .11035 .000

30-40 years <25 years -.35464* .10494 .004
25-30 years -.72816* .11035 .000

*. The mean difference is significant at the 0.05 level.

 It is clear that employees in the age
category of 30-40 years have less turn-
over intentions than other age groups
employees.

Employees of different educational
levels differ significantly with their per-
ception of turnover intentions (H

6b
)

. 
From

the results of ANOVA (Table 6), it is
clear that the there is significant differ-
ence in the perception of turnover inten-
tions across the employees of different
educational level categories (p<0.05).

Further, Scheffé test is used to com-
pare the variance.  From the Table 7, it
is clear that graduates have more turn-
over intentions than post graduates.

Employees of different gender cat-
egories differ significantly with their per-
ception of turnover intentions (H

6c
). From

the independent t-test results (Table 8),
it is clear that there are no statistically
significant differences between the mean
values of two gender groups of employ-
ees for turnover intentions (p>0.05).
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Table 6 Descriptives and Analysis of Variance (ANOVA) of Educational Level Categories for
Turnover Intentions

Variables educational level N Mean F-test Sig.
categories

Turnover Intentions Graduate 346 3.3015 3.890 .021
Post Graduate 123 3.0325

Others 55 3.2545
Total 524 3.2335

Table 7 Post Hoc Tests Multiple Comparisons between Different Educational Categories for
Turnover Intentions

Dependent Variable (I) qualific_1 (J) qualific_1 Mean Std. Error Sig.
Difference (I-J)

Turnover Intentions graduate post graduate .26902* .09665 .021
others .04700 .13365 .940

post graduate graduate -.26902* .09665 .021
others -.22203 .14934 .332

others graduate -.04700 .13365 .940
post graduate .22203 .14934 .332

Table 8 Descriptives Statistics and T-Test for Equality of Means of Gender Categories for
Turnover Intentions

Variables Gender N Mean t-test Sig. (2-tailed)

Turnover Intentions Female 195 4.5271
Male 329 3.2290 -.148 .882

Employees of different marital sta-
tus category differ significantly with

their perception of turnover intentions
(H

6d
) .

Table 9 Descriptives Statistics and T-Test for Equality of Means of Marital Status Categories
for  Turnover Intentions

Variables Marital Status N Mean t-test Sig. (2-tailed)
Turnover Intentions married 109 2.9648 -3.439 .001

unmarried 415 3.3040

From the independent t-test results
as depicted in Table 9, it is clear that there
are statistically significant differences
between the mean values of two marital
status groups of employees for turnover
intentions (p<0.05). It is clear that un-
married employees have more turnover
intentions.

Employees of different work experi-
ence in the present organization differ
significantly with their perception of turn-
over intentions (H

6e
). The descriptive sta-

t ist ics and Analysis of Variance
(ANOVA) for the number of employees
who responded to turnover intentions
under the different categories of work
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experience in the present organization are
depicted in Table 10.

It is clear from Table 10 that there
are no significant differences in the turn-
over intentions across the different work
experience in the present organization
categories (p> 0.05).

Employees of different total work
experience differ significantly with their

perception of turnover intentions (H
6f
). The

descriptive statistics and Analysis of Vari-
ance (ANOVA) for the number of em-
ployees who responded to turnover inten-
tions under the different categories of to-
tal work experience are depicted in Table
11. It is clear from the results that the
there is no significant difference in the
perception of turnover intentions across
the different work experience in the
present organization categories (p>0.05).

Table 10 Descriptives Statistics and Analysis Of Variance (ANOVA) of Work Experience in
Present Organization for Turnover Intentions

Variables Work experience N Mean F-test Sig.
 in Years

Turnover Intentions 0-2 years 278 3.2806 1.176 .318
2-4 years 144 3.2488
4-6 years 54 3.1080

Above 6 years 48 3.0556
Total 524 3.2335

Table 11  Descriptives Statistics and Analysis of Variance (ANOVA) of Total Work Experience
          Categories for Turnover Intentions

Variables Total work exp. N Mean F-test Sig.

Turnover Intentions 0-5 years 228 3.2617 2.349 .072
5-10 years 169 3.2653

10-15 years 82 3.2805
Above 15 years 45 2.8852

Total 524 3.2335

Employees of different levels of
management categories differ signifi-
cantly with their perception of turnover
intentions (H

6g
).  From Table 12, it is clear

that there is significant difference in the
perception of turnover intentions among
employees across different level of man-
agement (p<0.05).

Table 12 Descriptives Statistics and Analysis of Variance (ANOVA) of Level of Management
Categories for Turnover Intentions

Variables N Mean F-test Sig.

Turnover Intentions Top 71 2.9131 6.549 .002
Middle 159 3.1813
Lower 294 3.3390
Total 524 3.2335
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Further, Scheffe (Table 13) is used
to compare the variance and it is clear
from the results that lower level employ-

ees have more turnover intentions than
top level employees.

Table 13 Multiple Comparisons between Different Levels of Management for Turnover Inten
tions

Dependent Variable (I) level_1 (J) level_1 Mean Std. Error Sig.
Difference (I-J)

Turnover Intentions Top Middle -.26820 .13076 .123
Lower -.42586* .12114 .002

Middle Top .26820 .13076 .123
Lower -.15766 .09018 .218

Lower Top .42586* .12114 .002
Middle .15766 .09018 .218

*. The mean difference is significant at the 0.05 level.

Discussion

Results revealed adequate psycho-
metric properties of turnover intentions
scale. Further turnover intentions of em-
ployees differ significantly across differ-
ent age groups, educational levels, mari-
tal status groups and across levels of
management. While, no significant dif-
ference was found in turnover intentions
across employees of different gender
groups, different tenures in total and in
the present organization. Further, turnover
intentions are high among BPO employ-
ees who are in less than 25 years of age
group; graduates have more turnover in-
tentions than post graduate employees;
unmarried employees have more turnover
intentions than married employees; lower
levels employees have more turnover in-
tentions than top level and middle level
employees.

Thus, findings are in line with Arnold
and Feldman (1982), Cotton and Tuttle
(1986) Mobley et al. (1979) and Price
and Mueller (1986), as far as turnover

intentions are concerned across differ-
ent age group of employees. Manage-
ment needs to focus more on retaining
employees who are less than 25 years of
age group, graduates, unmarried, lower
level (entry level /call centre executives
etc.) as turnover intention is high among
these demographic variables.

In designing the study, the researcher
attempted to be as scientific as possible;
however, the present study nevertheless
has the following limitations. First limita-
tion concerns the nature of measures
used. The measures included in this re-
search were all based upon the percep-
tions of the participating employees (self-
reports). Therefore, the potential for data
inaccuracies due to item misinterpreta-
tion or predisposition to certain responses
on the part of the participant as well as
social desirability effects exist. So this
limitation should be considered while in-
terpreting findings. Secondly, convergent
validity has not been checked in this
study. Therefore future study should in-
clude various other scales on turnover
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intentions and should try to correlate the
scores on both to check the convergent
validity. Further confirmatory factor
analysis could be used to validate the
scale.  Similar research should be car-
ried out in variety of organizational and
cultural contexts. The scale developed
and validated in this study on turnover
intentions should be tested further and
improved.
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Appendix A

List of Turnover Intentions Scales: Researchers and No. of items

S.No. Researcher(s) No. of items of Scale

1 Kelloway et al.’s, (1999) 4-item scale
2 Kim and Stoner (2008) 3-item scale
3 Vandenberghe  et al.’s (2002) 3-item scale
4 Mobley et al.’s (1978) 3-item scale
5 O’Reilly et al.’s (1991). 4-item scale
6 Singh et al.’s (1 996). 6-item scale
7 Lum  et al.’s (1998) 3-item scale
8 Spencer et al.’s (1983) 4-item scale
9 Schaubroeck et al.’s (1989) 3-item scale
10 O’Driscoll and Beehr’s (1994) 3-item scale
11 Kim  et al.’s (1996) 4-item scale
12 Sager  et al.’s 1998) 15 item scale
13 Pare  et al.’s 2001) 2-item scale
14 Jacobs and Roodt (2008) 14-item scale
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Appendix B

Turnover Intentions Scale (Tiscale) Items and Respective Researchers

S.No.                                  Items           Researchers

1 I intend to ask people about new job opportunities. Kelloway et al. (1999)
2 My current job is not addressing my important personal needs.Jacobs and Roodt (2008)
3 Very often are opportunities to achieve my most importantJacobs and Roodt (2008)

goals at work jeopardized.
4 I intend to search for a position with another employer. Vandenberghe et al. (2002)
5 I occasionally think about leaving this organization. Nissly et al. (2005)
6 Very often I think about becoming an entrepreneur. O’Reilly et al. (1991)
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