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ABSTRACT 
The pressures in the free economy, breakdown of trade barriers, fierce competition and globalization are making enormous demands on today’s corporation to 

compete in every domain.  The biggest challenge being faced by entrepreneurs, leaders and managers in these turbulent and uncertain times is to retain the 

talented employees and reduce attrition rate. In this era of cut throat competition, top management, HR managers are worried about employees leaving their 

organizations. Not only is it costly to lose trained employees but their replacements are not easy to come by, so management and HR strives hard to keep 

retention policies.  Demand of the hour is to retain employees who urge for continuous improvement. To understand the factors influencing attrition the present 

study has been undertaken on 100 employees of service and manufacturing industries. This paper reports that majorly six factors are responsible for attrition in 

service and manufacturing industries to retail organizational effectiveness of Indore region. 

 

KEYWORDS  
Attrition, Competition, Globalization, Organizational Effectiveness, Retention. 

 

INTRODUCTION 
ndia is an emerging economy which has witnessed unprecedented levels of economic expansion, alongside China, Russia, Mexico and Brazil. India is a cost 

effective and labor intensive economy, and has benefited manufacturing and service industries. The rapidly expanding socio-economic infrastructure has 

proved to be of great use in supporting the growth of service industry. According to Indian statistical data the IT & IT enabled service industries in India has 

recorded a growth rate of 22.4% in the last fiscal year. The total revenue from this sector was valued at 2.46 trillion Indian rupees in the fiscal year 2007. Out of 

this figure, the domestic IT market in India accounted for 900 billion rupees. Though, India depends heavily on its services sector for growth, the manufacturing 

sector also plays a significant role in the Indian economy, contributing nearly 16 per cent to the GDP (in 2006-07). Manufacturing sector in India records a 9% 

growth in the years from 2004 to 2008 and record growth of 12.3% in the year 2006-07. The reasons for this growth is by increasing presence of multinationals, 

scaling up of operations by domestic companies and an ever expanding domestic market (Federation of Indian Chambers of Commerce and Industry).  

The pressure of competition from the environment and the evolution of the new Multi National firms in Indian market put up the soft issues like culture and 

people, and this requires the strategic human resource management. The fight for best talent and the need to hold the human resource capital became one of 

the strategic parameters for every company to sustain. Human beings are the most important asset for any organization and failure to retain talent can 

eventually lead to its downfall. Escalating attrition rates weigh heavily on the minds of almost every HR manager in the today’s world of competition. Attrition is 

an all-pervasive problem; undoubtedly, depleting human capital affects every sector and each department in an organization. 

 

THE ATTRITION WARFARE 
As Indian economy has joined the global world of business, more opportunities are growing in terms of jobs. This leads to rising level of employee turnover. The 

instant gains in salary package are mainly responsible for the job hopping and thereby enhancing attrition rate. The services sector is facing the maximum heat 

of high attrition rate. According to Assocham (The Association Chambers of Commerce & Industry of India, 2008) Business Barometer Survey conducted on 

‘Attrition Problem in a Growing Economy’, if the attrition rate goes to 40% in the services sector, it can be termed as alarming for the further growth. The similar 

case can happen if the attrition rate goes to 20% in manufacturing sector.  

Better attrition management and the 2008-2009 global economic slow down have helped reduce the figure to 24-30%, but this still has a significant impact on 

costs and quality according to a report by global consulting firm the Hay Group (2009). According to The Economic Times (2010) report, the average attrition rate 

in 2010 was 10% across Indian companies by 30% rise in salary, a rate that rise to 25% in 2011-12 with improved salaries. Another survey by India Today (2007) 

revealed that the problem of attrition is most acute with employees in 26 – 30 age groups with working experience of 2 – 4 years. The study also mentioned that 

males are more likely to change jobs than their female counterparts. 

 

WHY DO PEOPLE LEAVE JOB? 
There are various factors that affect an individual’s decision to leave a job. While an employee’s leaving the job is considered attrition by one organization, it is 

looked at as talent acquisition by the new organization and to the individual it means a career move, economic growth and improved quality of life closeness to 

family etc. Hence, what is a problem for one may be an opportunity for another?  

There are various reasons why people leave their current job. These reasons may vary from individual to individual and when data are collected from a large 

number of individuals leaving or who have left an organization, some consistencies may be observed-providing more insights as to why people leave in large 

numbers. If these are controllable-one attempts to control. If these are not within the control of the organization, the organization should prepare itself for 

managing attrition. In today’s contemporary scenario, when an individual leaves the job, it causes a lot of disturbances in the organization. If it is a small 

organization the disturbance is even greater. Hence it is important to understand and manage attrition. There can be various reasons for people leaving their 

current jobs.  

 

WHO IS RESPONSIBLE FOR ATTRITION? 
Losing trained employees is not as costly as to find their proper replacement and trained them. Increasing attrition rates became one of the major problems for 

HR Heads in service and manufacturing Industries. The answer for this question “Who is responsible for attrition” is relatively difficult so for better 

understanding Weiss (2007), an HR consultant explored in an extensive interviews with HR directors of 30 companies. The poll was titled 'Who will be 

responsible for attrition? Participants have to choose an option responsible for attrition. The results revealed that 08.03% of individuals leave due to their own 

reasons “Employee”, 38.15% of the individuals leave due to their ‘Supervisor or Line Manager’ and majority of them leave  (53.82%) due to Compensation and  

Job Profile. The results of the poll are very interesting and can provide deep insights into why attrition happens and what may help solve it. Only 8% HR 

professionals felt that employees leave organizations on their own. Except in a few cases such as personal reasons, family issues, location preference, company 

I
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brand and peer relationships, employees are not self-motivated to leave the company they are working in. A large majority of HR professionals polled that 

immediate managers are a bigger reason for attrition. Meeting employees' expectations is a difficult task, and most managers cannot do it effectively and 

consistently. 'Satisfying employee needs' often gets lower priority in a manager's quadrant of activities. Further managers do not have appropriate tools to 

manage employee related tasks consequently leads to further dissatisfaction. HR Managers voted unanimously that 'Compensation and Job Profile' are the 

primary cause of attrition. With a war for talent, disparity in the compensation packages is bound to occur and a mis-matched job profile increases the likelihood 

of an exit. 

 

REVIEW OF LITERATURE 
An organization’s human resources are frequently described as its most valuable assets      (Coulsan-Thomas, 1993) and most companies plays a high priority on 

retaining trained and productive workers (Anderson, 2005). Employee’s performance affects the quality of customer service (Taylor and Bain, 2003) and high 

turnover in an organization. This result in financial loss associated with training costs, recruiting cost, and low productivity during the time it takes new workers 

to complete the learning curve (Atchley, 1996). High attrition rates, regionally or nationally also give rise to wage inflation, as salary levels spiral upward in an 

attempt to retain existing staff and attract new ones (Economist Intelligence unit , 2007). Some factors create conditions that influence an employee to 

withdraw from the work situation called as push factors. Internal to the job, such factors evolve as a result of unhappiness, or employee mismatch, with job 

requirements, interpersonal relationships, or organizational values (Capelli and Hamori, 2006). Such factors most commonly include perceived interference with 

work family lifestyle balance, poor relationship with co- workers, superiors and subordinates, work stressors, perceived inequity in remuneration or work 

assignments(Anderson, 2005).  

The relationship between work stressors and turn-over intention has been studied extensively in a range of occupational settings (Udo et al., 1997). Conflicting 

demands and organizational constraints, role ambiguity, and conflict with managers, teams and customers, lead to job stress among client interfacing employees 

(Wetzels et. al., 1999). Unmanageable workloads and inadequate resources, as well as other job related factors increase the amount of stress at work (Price, 

2001). Immediate supervisors and co-workers form the social support pillars for employee of an organization. Having an unsatisfactory relationship with 

supervisors or wit peers negatively impacts individuals’ performance and satisfaction and push them to resign from their workplace (Price, 2001). While pull 

factors are external conditions that attract employees away from their work, usually to another job or, career or employer. Such factors most commonly include 

offers of better compensation, more interesting work, and better opportunity for promotion. Attitudes toward the money influence the turnover intentions 

(Tang et. al., 2000). Taylor and Bain (2003) suggested that an attractive compensation package offered by competitive firms helped lure employee to move from 

their current employment. 

The promise of interesting work makes a job seem more worthwhile and binds individuals to new organizations (Cohen and Prusak, 2001). The convergence of 

various industries, multinational corporations, and local businesses has resulted in a ‘flattened world’ (Friedman, 2006) and has encouraged the improvisation of 

new forms of business operations. These new ways of doing business - virtual business, free or less restricted labor mobility and global positioning opportunities 

– attract employees by giving them greater opportunity to engage in interesting work. An opportunity for promotion and career development elsewhere also 

encourages staff to leave their current employment (Iverson and Deery, 2007).    

 

IMPORTANCE OF THE STUDY 
The move from an industrially-based economy to knowledge or information-based one in the 21st Century demands a top-notch knowledge management 

system and employee retention programs to secure a competitive edge. The success of an industry largely depends on recruiting and retaining workers with the 

right combinations of skills, but is threatened by high rates of attrition and job hopping. Thus, it is very necessary to determine the factors that are responsible 

for higher attrition rate, so that effective retention strategies can be developed to attract and retain best talents. Manufacturing & Service industries are gaining 

fast pace in India as they both contribute a considerable amount of share in Indian GDP. These two sectors are facing the strong heat of attrition which is 

adversely affecting Indian Economy. Therefore, to identify the major factors of attrition in these sectors the present research has been taken in Indore region. 

 

STATEMENT OF THE PROBLEM 
Based on review of literature and past studies, the following Hypotheses were formulated for this study through empirical investigation. 

Problem 1: There is no significant difference of attrition on service and manufacturing Industries. 

 

OBJECTIVES OF THE STUDY 
Attrition has been the key issue for HR managers as it deteriorates organizational effectiveness thus has been the center of attraction for researchers and 

practitioners. So, it is proposed to carry out a factorial analysis which assesses the factors affecting the attrition rate. The study endeavors to fulfill the following 

objectives: 

• To study the factors affecting the attrition rate in service and manufacturing sector. 

• To open up new vistas of research and develop a base for application of the findings in terms of implications of the study. 

 

HYPOTHESIS 
H01: There is significant difference of attrition on Service and Manufacturing Industries in terms of Autonomy.  

H02: There is significant difference of attrition on Service and Manufacturing Industries in terms of Personal Factor.  

H03: There is significant difference of attrition on Service and Manufacturing Industries in terms of Career Planning and Development.  

H04: There is significant difference of attrition on Service and Manufacturing Industries in terms of Interpersonal Relation.  

H05: There is significant difference of attrition on Service and Manufacturing Industries in terms of Performance Appraisal System.  

H06: There is significant difference of attrition on Service and Manufacturing Industries in Quality of Work Life.  

 

RESEARCH METHODOLOGY 
THE STUDY 

The study undertaken was exploratory in nature that has provided insights into factors affecting employee’s attrition intention. For this empirical research work, 

‘Survey’ method had been chosen to systematically gather information from employee in a manufacturing industry and service industry. 

THE SAMPLE 

The present research was conducted on a sample of 100 employees, 50 from manufacturing and 50 from service industry of Indore. The respondents were 

selected on a convenience sampling basis. 

THE TOOLS 

FOR DATA COLLECTION 

The research was carried out through survey method. A well structured, close ended and well designed questionnaire was utilized to get clear idea of 

respondents’ perception. The respondents were asked to respond on ‘Likert Scale’ (Five Point Scale) ranging from “Strongly Disagree” to “Strongly Agree”. 

Cronbach’s Alpha Test (Cronbach, 1951) was applied to check reliability before the questionnaire was administered for the final survey. An Alpha Coefficient of 

0.70 is considered to be good reliability estimate of the instrument. In the present study, the Alpha Coefficient Value is found to be 0.75. 
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THE TOOLS FOR DATA ANALYSIS 

The analysis of collected data was carried out using MS Excel and Statistical Package for Social Science (SPSS 12.0).The final scale was subjected to principle 

component method of factor analysis using varimax rotation. 

 

RESULT AND DISCUSSIONS 
Factors Affecting Attrition Rate 

The study was administered on 100 respondents and the scores obtained were subjected to factor analysis and six factors were identified. These are- Autonomy, 

Personal Factors, Career  

Planning and Development, Interpersonal Relations, Performance Appraisal System and Quality of Work Life.  

AUTONOMY: This was measured by items 15, 1 and 9. These items are " I would plan to leave this organization, if organizational values and individual values do 

not match (Factor Load: 0.797)”; “I would plan to leave this organization, if I have less independence, autonomy in making decisions (Factor Load: 0.712)”; “I 

would plan to leave this organization, if I feel that my work life balance getting disturbed (Factor Load: 0.620)”. The total factor load was found to be 2.129.  

Autonomy is very important contributing factor. According to Zasshi (2003) promoting job autonomy increase job control and give a more clarified roles and 

responsibilities which ultimately provide a more mutually supportive system to work.   

Significant difference was found in service and manufacturing Industry in terms of Autonomy as Ztab (1.96) < Zcal (2.04) at 5% level of significance, thus null 

hypothesis H01: Stands Rejected. The mean of Service Industry (3.513) is greater than mean of Manufacturing Industry (2.671). This indicated that Service 

Industry provides more autonomy to their employees in terms of their independent decisions and proper work life balance.  

PERSONAL FACTORS: This factor ranks fourth amongst all the factors. This was measured by items 11 & 10. Which are “I would plan to leave organization, if I 

find job has become very stressful (Factor Load: 0.834)”; “I would plan to leave this organization due to parental and family mobility. (Factor Load: 0.632); the 

total factor load was found to be 1.466.  Personal factors like health problems, family issues, children education and social status contribute in turnover 

intentions (Shah. et.al. 2010). Turnover intentions or job hopping are affected by personal factors in both Manufacturing and Service Industry. Here, employees 

attrition rate is high not because they have better opportunity outside but they are not either having same management styles or their personality are entirely 

different (Debrah,1994) with respect to their supervisors. This ultimately leads to conflict and occupational stress. Masahudu (2008) has identified another 

important variables “employers’ geographic location” that may determine turnover. The closeness of employees to their families and significant others may be a 

reason to look elsewhere for opportunities or stay with their current employers. For instance, two families living and working across two time zones may decide 

to look for opportunities closer to each other. 

No significant difference was found in service and manufacturing industries in terms of ‘Personal Factors’ as Ztab (1.96) > Zcal (1.623) at 5% level of significance, 

thus alternate hypothesis H02: Stands Accepted. 

CAREER AND PLANNING DEVELOPMENT: The items identified are 4 & 2. The importance of this factor stands at fifth position among all the other factors. These 

are “I would plan to leave this organization, if organization has not done career planning for me (Factor Load: 0.757); “I would plan to move to another 

organization, if my role is not clear to me (factor Load: 0.653)”. The total factor load is found to be 1.41. Career planning determine the skills, interest and values 

which enhances self responsibility and matches individual value with organizational value which increases organizational efficiency and job satisfaction (Lee, 

2002), because of this rate of attrition will also go down. Ketter (2006) identified that lack of growth opportunities within the organization as the main reason for 

the employee attrition. Employee development programs helped individuals get ahead in their careers by using the organization as the platform and hence 

reduce employee turnover.  

Significant difference was found in service and manufacturing Industry in terms of Proper career planning and development as Ztab (1.96) < Zcal (2.275) at 5% 

level of significance, thus alternate hypothesis H03: Stands Rejected. Employees in Manufacturing sector (Mean = 3.7) are having more clear roles and career 

planning for their future than in Service Industry (Mean = 2.79). Attrition survey by Business Today (2011) revealed that employee turnover rates are approx. 

45% due to lack of career planning in service (IT & ITES) industries. Thus, service industries are having a very smaller share in terms of career planning and 

development. 

INTERPERSONAL RELATIONS: This was measured by the items 14, 13, 12 & 8. The total factor load of this factor is 1.551 and hence making it third highest factor 

amongst all the other factors. The elements are “I would plan to move to another organization, if I could not work with my subordinate (Factor Load: 0.772)”; “I 

would plan to move to another organization, if I feel my peer group is not cooperative (Factor Load: 0.661)”; “I would plan to move to another organization, if I 

could not work with my supervisor (Factor Load: 0.540); “I would plan to leave this organization, if I found a job elsewhere that offered more interesting 

challenging work and enhance my learning (Factor Load: 0.422)”;  

Interpersonal relationship strengthening employment commitment, reduce turnover (Mohammad et.al. 2006). It is widely accepted that employee relationship 

with each other builds strong attitudes which strengthen the linkage between an employee and an organization. Interpersonal relationship builds a strong 

organizational commitment which enhances emotional attachment to the organization and reduces employee turnover (Ongori, 2007).  

No significant difference was found in service and manufacturing industries in terms of ‘Interpersonal Relations’ as Ztab (1.96) > Zcal (0.263) at 5% level of 

significance, thus alternate hypothesis H04: Stands Accepted. 

PERFORMANCE APPRAISAL SYSTEM: This was measured by item 5 & 6. These are “I would plan to move to another organization, if I feel that Job doesn’t fit to 

my personality (Factor Load: 0.848)”; “I would plan to move to another organization, if Performance Appraisal system is biased (Factor Load: 0.708)”. The total 

factor load is to be 1.556, making it second highest factor amongst all. Fair appraisals system can builds a strong commitment on the part in both manufacturing 

and service industry, and can therefore build a strong reciprocal commitment on the part of workers. Lawler (1990) opined that the key issue of attrition 

reflected by the amount of total compensation relative to levels offered by other organizations. He also suggested that organizations that have fair appraisals 

systems have lower turnover rates and larger numbers of individuals applying to work for them. 

No significant difference was found in service and manufacturing industries in terms of ‘Performance Appraisal’ as Ztab (1.96) > Zcal (1.605) at 5% level of 

significance, thus alternate hypothesis H05: Stands Accepted. 

QUALITY OF WORK LIFE: This is measured by items 7 & 3. These are “I would plan to move to another organization, if it offered me a better compensation 

package and promotion (Factor Load: 0.791)”; “I would plan to leave this organization, if I feel that quality of work life is poor (Factor Load: 0.669). The total load 

is to be 0.122 which is the last rank amongst the entire factor. According to Loquercio (2006) it is relatively rare for people to leave jobs in which they are happy 

and the quality of work life is good, even when offered higher pay elsewhere. Most staff has a preference for stability. The Job satisfaction is more if the 

elements that are relevant to an individual’s quality of work life include the task, the physical work environment, social environment, supportive administration 

are in the very well versed in the organization, Which according to Kraut. R.E. decreases Attrition. 

Significant difference was found in service and manufacturing Industry in terms of quality of work life as Zcal (2.418) > Ztab (1.96) at 5% level of significance, thus 

alternate hypothesis H06: Stands Rejected. The Service Industry has lack of Quality of Work Life (Mean = 2.71) than Manufacturing Industry (Mean = 3.82). It 

was identified that employees have more positive attitudes about the Manufacturing Organization and their productivity increases as they focus strongly on 

providing a work environment conducive to satisfy individual needs. 

 

FINDINGS 
By determining the factors for intention to turnover among well educated professionals in an organization, this research helped to advance the understanding of 

what today employees seeking from their organization. Therefore in an effort to address high rates of staff attrition and job hopping among employees, the 

organization should be committed to provide fair compensation packages and at the same time, be more proactive in developing creative and innovative 

retention strategies to attract and retain the best and brightest employees. The organization should note that management flexibility, socially-connected 
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workplaces and consideration for the emotional needs of workers are effective in reducing staff turnover. All in all, lowered rates of employee attrition will 

positively impact on an organization growth and the sustainability of regional and national economic development initiative. 

However, the present study has limitations of limited geographical area of investigation, hence may not be true representative of the whole population of the 

country.  So, before generalization, there is a need to conduct an in-depth study covering broader geographical area. However, the findings may be helpful in 

improving organizational efficiency and effectiveness through designing and implementing appropriate employee retention programs for all employees in 

service and manufacturing industries.  

 

CONCLUSION 
The pressures in the free economy, breakdown of trade barriers and globalization are making enormous demands on today’s corporation to compete in every 

domain. The biggest challenge being faced by entrepreneurs, leaders and managers in these turbulent and uncertain times is to retain the talented employees 

and reduce attrition rate. In this era of cut throat competition, top management, HR managers are worried about employees leaving their organizations. Not 

only is it costly to lose trained employees but their replacements are not easy to come by, so the management and HR strives hard to keep attrition at the 

minimum. In the present study five factors viz. Autonomy, Personal Factors, Career Planning and Development, Interpersonal Relations, Performance 

Appraisal System and Quality of Work Life were identified that influence the employee turnover intentions. A supportive work conditions and good supervisory-

peer-subordinate relationship is valuable for employees to perform their jobs better and to reduce stress. A well designed and implemented performance 

appraisal system will foster better teamwork environment and positive attitude towards work. Also opportunities to develop and advance in their careers and 

offering international assignment will increase employees interest in their jobs. 

However out of the whole five factors, the factor Work Stressor is having maximum influence on the employee’s turnover intentions with highest total factor 

load (2.81). It is found by the study that if the employees will get less autonomy in decision making, if their roles are not clear to them, if there is a poor quality 

of work life in the organization, if their work-family balance is getting disturbed, if there is a mismatch of employees values with those of organizational values, 

they would plan to leave the organization. 

 

SCOPE FOR FUTURE RESEARCH 
This study raises several issues for future research. First, Further future research should aim to clarify the mechanisms though which attrition factors affect 

cognitive processes involved in decision to leave. Second, there is a need to study whether attrition occurring in large firms differs in causality from that taking 

place in smaller companies. Finally, the impact of specific approaches to attrition intervention also requires investigation, so that the most effective strategy for 

talent management can be identified.   
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ANNEXURE  
ANNEXURE 1: ROTATED COMPONENT MATRIX 

 Component 

1 2 3 4 5 6 

VAR00015 .797 -.067.138 .085 .113 -.042 

VAR00001 .712 -.090.090 .200 .196 .091 

VAR00009 .620 .550 -.103-.149 -.118-.035 

VAR00011 -.125 .834 -.148.277 -.034-.068 

VAR00010 .041 .632 .476 .078 -.057.090 

VAR00004 -.057-.077 .757 .111 -.020-.018 

VAR00002 .376 .153 .653 .071 .045 .110 

VAR00014 .110 .196 .282 .772 .024 -.171 

VAR00013 .350 .046 -.002 .661 .072 .296 

VAR00012 -.211.447 .093 .540 .323 .311 

VAR00008 .074 .414 .315 -.422 .414 .054 

VAR00005 .038 .097 -.006.204 .848 .000 

VAR00006 .332 -.313-.028-.117 .708 .024 

VAR00007 .255 -.043.320 .035 .161 .791 

VAR00003 .321 -.064.409 -.061 .212 -.669

 

ANNEXURE 2: COMPARATIVE ANALYSIS 

Factors Name of the factors Items Factor Loads 

F1 Autonomy 15, 01, 09 2.129 

F2 Personal factors 11, 10 1.466 

F3 Career Planning and Development 04, 02 1.41 

F4 Interpersonal relations 14, 13, 12, 08 1.551 

F5 Performance Appraisals system 05, 06 1.556 

F6 Quality of work life 07, 03 0.122 

 

ANNEXURE 3: COMPARATIVE ANALYSIS 

FACTORS HYPOTHESIS SERVICE MANUFACTURING Z VALUE REJECTED/ NOT REJECTED 

Mean S.D. Mean S.D. | Z | 

Autonomy HO1 3.513 0.981 2.671 1.254 2.04 Rejected 

Personal factors HO2 3.22 1.115 2.97 1.04 1.623 Accepted 

Career Planning and Development HO3 2.79 1.249 3.7 0.91 2.275 Rejected 

Interpersonal relations HO4 3.015 1.209 2.9 1.181 0.263 Accepted 

Performance Appraisals system HO5 4.05 0.850 3.48 1.086 1.605 Accepted 

Quality of work life HO6 2.71 1.485 3.82 0.978 2.418 Rejected 

Z table=1.96 at 5% level of significance 

ANNEXURE-4: RELIABILITY TEST 

Reliability Statistics 

Cronbach's Alpha N of Items 

.750 15 
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ANNEXURE-5: QUESTIONNAIRE 

Dear Sir / Madam, 

We are approaching you with this questionnaire to know your perception about the “Factors Affecting Attrition Rate in an Organization”. The information 

provided by you would be kept confidential and will be used for academic purpose only. Kindly tick your choice against each statement. 

 

Thanking You, 

Rishu Roy 

Arpita Shrivastava 

 

Name (Optional): _______________________                Designation: ________________ 

Service/Manufacturing Industry: ___________________Department: ___________________ 

S.No. Statement Strongly 

Agree (5) 

Agree 

(4) 

Neutral 

(3) 

Disagree 

(2) 

Strongly 

Disagree (1) 

1 I would plan to leave this organization, if I have less independence, autonomy in 

making decisions. 

     

2 I would plan to move to another organization, if my role is not clear to me.      

3 I would plan to leave this organization, if I feel that quality of work life is poor.      

4 I would plan to leave this organization, if organization has not done career planning 

for me. 

     

5 I would plan to move to another organization, if I feel that Job doesn’t fit to my 

personality. 

     

6 I would plan to move to another organization, if Performance Appraisal system is 

biased. 

     

7 I would plan to move to another organization, if it offered me a better 

compensation package and promotion. 

     

 

8 

I would plan to leave this organization, if I found a job elsewhere that offered more 

interesting challenging work and enhance my learning. 

     

9 

 

I would plan to leave this organization, if I feel that my work life balance getting 

disturbed. 

     

10 I would plan to leave this organization due to parental and family mobility.      

11 I would plan to leave organization, if I find job has become very stressful.      

12 I would plan to move to another organization, if I could not work with my 
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