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Abstract 

Quite a few instruments exist in literature to measure the concepts like absenteeism, attrition, organizational 

member’s intention to leave and retention. While, there is always confusion between the variable’s and its 

appropriateness when contextualize the topic to various industries, sectors and regional applications. These 

variances evidently may observe when an instrument developed in the west and apply it in east to get its validity 

and reliability. In this context, an instrument developed to measure the causative factors of ‘member’s intention 

to stay’, especially focused on individual and organizational factors in the manufacturing sector. The instrument 

development process was initially followed the qualitative research method. Techniques like content analysis, 

personal interviews with the organizational members, focus group discussion and Delphi technique were adopted. 

After identification of the variables through Delphi, these variables were exposed to validity and reliability test. 

Further, content, construct and face validity was made on the sub factors and items generated in the instrument. 

The instrument was finalized with 76 items under 21 sub factors of ‘member’s intention to stay’. 

Keywords: intention to leave, instrument, Delphi technique, factor analysis 

1. Introduction 

Many researchers have tried to answer this question, why employees leave an organization. (Bluedorn, 1982; 

Kalliath & Beck, 2001; Kramer et al., 1995; Peters et al., 1981; Saks, 1996). Some authors argued individual 

factors and some other related organizational factors. As such, there is little consistency in their observations and 

findings. This indicates that an exploration of the theme ‘member’s intention to stay’ in an organization to be 

made, by contextualizing the situation to manufacturing industries. In this scenario, several authors tried to 

explore several means to explain the same phenomena ‘members intention to leave or stay back in organization’ 

contextualizing the topic to varied sectors, industries and regions. Thus, this study was concentrated in the Asian 

region, especially from India, and the companies in the manufacturing sector. This instrument development 

research follows qualitative and quantitative research to fix the variables under study. In order to get the 

reliability of factors leading to ‘member’s intention to stay’ in organizations, five companies belonged to the 

manufacturing sector, situated in varied locations, were studied into. The study, thus have the objective of 

development of an instrument in identifying and fixing variables related to ‘member’s intention to stay’ in 

manufacturing companies. 

2. Review of Literature 

Employee turnover is an extensively researched issue of organizational psychologists. There have been several 

hundred studies carried out on employee turnover since 1900 (Cotton & Tuttler, 1896). Employee turnover is an 

ongoing topic of research, especially in the area of public service, health care, hospitality and technology sectors 

(Decker et al., 2003; Fields, 2005; Davidson, 2006; Hatton et al., 2001). In this paper, the issues related to 

employee turnover and member’s intentions to stay or leave were discussed contextualizing the topic to 

manufacturing sector. Employee turnover is defined as the influx and exists of individuals into and out of the 

workforce of an organization, over a specific period of time (Watkins, 1953). 

 

 

 

2.1 Factors Leading to Member’s Decision to Stay or Leave 
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2.1.1 Reward 

Many factors are leading employee intention to leave from organization include hiring practice, managerial style, 

lack of recognition, and lack of competitive compensation system (Abbasi & Hollman, 2000). Characteristics of 

firms, unemployment rates, and average age of employees, gender and racial composition are among other 

reasons causing employee turnover (Bennett, Terry, Blum, Long, & Paul, 1993). 

2.1.2 Fairness at Workplace 

How employee looks at the organization and how they feel about the organizational justice is a factor that 

influence employees decisions stay or leave the organization which include employees’ perceptions of fairness in 

their workplaces (Colquitt, Greenberg, & Zapata-Phelan, 2005), fairness in the allocation of organizational 

rewards and resources among employees (Adams, 1965; Homans, 1961), the fairness of formal policies and 

procedures used in making those allocation decisions (Leventhal, 1980; Lind & Tyler, 1988).  

2.1.3 Bullying and Harassment 

Bullying at work means harassing, offending, socially excluding someone or negatively affecting someone’s 

work tasks. In order for the label bullying to be applied to a particular activity, interaction or process, the 

bullying behavior has to occur repeatedly and regularly and over a period of time. Bullying is an escalating 

process in the course of which the person confronted end up in an inferior position and becomes the target of 

systematic negative social acts (Einarsen, Hoel, Zapf, & Cooper, 2011).  

2.1.4 Poor Management Relationship 

Employees are more likely to remain with an organization if they believe that their manager’s shows interest and 

concern for them, if they know what all expected from them, if they have given a role that fits their capabilities 

and if they receive regular positive feedback and recognition. The quality of relationship an employee has with 

his or her immediate managers elongates employee stay in an organization (Ferreira, 2007; cited in Michael, 

2008).  

2.1.5 Management Support 

Related empirical research has shown that high levels of Perceived Organizational Support (POS) to be 

associated with a host of positive work outcomes, including increased affective commitment (Eisenberger et al., 

1990; Rhoades et al., 2001), reduced absenteeism and turnover intentions (Eisenberger et al., 1986; Eisenberger 

et al., 1990; Wayne et al., 1997). 

2.1.6 Supervisor 

Kottke and Sharafinski (1988) state that Perceived Supervisory Support (PSS) refers to employee views 

concerning the extent to which supervisor value employee’s contributions, and care about their wellbeing. This 

indicates that, if employees perceive their supervisors as representatives of the organization (Eisenberger, et al., 

1986; Levinson, 1965), they may develop exchange relationships with them that are distinct from those they 

experienced with their organization. 

2.1.7 Grievance Handling 

Ichiowski (1986) found that higher grievances were associated with lower plant productivity. Employee work 

related concerns and grievances, which are not promptly and effectively resolved, could lead to: lost productivity; 

lower quality work, products and customer services; distraction from corporate goals; loss of confidence and 

communication between employees, managers and supervisors; low morale, job satisfaction which can lead to 

industrial problems, increased absenteeism and increased staff turnover; loss of reputation to the employee; loss 

of reputation as an employer and service provider; lost working time of everyone involved in dealing with a 

complaint; and the potential for legal action and damages. 

2.1.8 Coworker Relationship 

Ivancevich and Matteson (1950) indicate, lack of group cohesiveness may explain various physiological and 

behavioural outcomes in an employ desiring such sticks together. Workplace interpersonal conflicts and negative 

interpersonal relations are prevalent sources of stress (Dewe, 1993; Lang, 1984), and are existed with negative 

mood depression, and symptoms of ill health (Israel et al., 1989; Karasek, Gardell, & Lindell, 1987).  

2.1.9 Job Confirmation 

From the perspective of decent work, freedom of choice means that the worker possesses bargaining power and 

is able to negotiate with the employer about terms and conditions of employment without facing any punishment. 

In a situation of forced labor, the power of the employer to impose conditions and rules is absolute and the 
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worker is unable to refuse without facing some kind of punishment, i.e. is under the menace of penalty. ‘The 

issue at stake is the worker’s ability to revoke the given consent and the premise that the worker’s right to free 

choice of employment remains inalienable at any given point’ (ILC, 2007) 

2.1.10 Job Satisfaction 

High turnover and absenteeism is reported to be related to job dissatisfaction, while low absenteeism is 

associated with higher job satisfaction (Saifuddin, Hongkrailert, & Sermsri, 2008). Specifically, Mobley (1977) 

theorized that job dissatisfaction likely leads an employee (1) to think about quitting, which may help that 

employee, (2) to evaluate the expected usefulness of searching for another job and the costs associated with 

quitting the current. 

2.1.11 Socialization 

When individuals enter into an organization, they re-evaluate their assumptions while seeking information to 

decrease uncertainty and anxiety, and easing these negative feelings is their main goal (Maanen & Schein, 1979; 

Louis, 1980; Jones, 1986; Miller & Jablin, 1991; Ashforth & Saks, 1996).  

2.1.12 Management Style 

Gwavuya (2011) affirms that incompetent leadership results in poor employee performance, high stress, low job 

commitment, low job satisfaction and turnover intent. 

2.1.13 Wage and Salary 

Trevor, Gerhart and Boudreau (1997) observed that salary growth had a pronounced effect on turnover. 

Particularly, salary growth effects on turnover were greatest for high performers, that is, high salary growth 

significantly reduced turnover for high performing employees. The most common reason for employee turnover 

rate being so high is the salary scale because employees are usually in the search of well-paid jobs.  

2.1.14 Lack of Career Development 

Hellesey et al., (1985) identified limited career opportunity as a major factor in creating frustration and reduced 

motivation. Hellesey et al., (1985) identified limited career opportunity as a problem creating frustration and 

reduced motivation among workers. 

2.1.15 Workload 

French and Caplan (1972) observed that increased workload which causes high stress among employees and 

employers. The supervisors have a tendency to handover works to their subordinates. When the work exceeds the 

capabilities of an individual performing the work within the assigned time and resources, it creates role overload. 

French and Caplan (1973) suggest that both quantitative and qualitative overload produces many different 

symptoms in addition to psychological and physical strain.  

2.1.16 No Challenge 

Repetition at work is also another factor affecting the turnover intention. According to findings (Hackman & 

Oldham, 1975) the more demanding the job, the more satisfaction it brings to an employee and this can 

potentially inspire an employee to work harder and the final productivity will be increased. In contrast, simple 

and routine jobs result in lower participation and higher absenteeism and consequently the higher desire to leave 

the job (Larson & Laiken, 1999; Orpen, 1979). 

2.1.17 Rules and Regulations 

Quinn (1973) observed that, increased regulations on work environment produce increased dissatisfaction among 

employees. The organization functions are required to perform in a cooperative, cohesive and flexible way rather 

than rigid rules and orders. A study on the effect of stress on physical and emotional health, behavior and job 

performance found that stress reactions had appeared soon after the organization had undergone sweeping 

organizational change, itself a recognized sources of stress (Zaleznik et al., 1977). According to Lundbergh 

(2000) in the modern work environment physical hazards and demands have been reduced, whereas psychosocial 

stress caused by a very high work phase, competition and efficiency and by successive readjustment to 

organisational changes has increased. Changes in job content also may be sources of stress. Transfers, demotions 

and even promotions can be stressful. Seward states that stressful conditions are often produced when 

organizations undergo changes. The process of change may disrupt and individual equilibrium within an 

organization and place him at increased risk of a stress response. 
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2.1.18 Shift Works 

Typically, humans are in a state of wakefulness during the daytime hours and resting or sleeping during the night 

hours. This behavior is regulated by the body's circadian rhythms (Costa, 1996). When the sleep cycle is adjusted 

to an earlier time of day than the normal night sleep times, it is referred to as an advanced circadian rhythm 

phase shift. An example of an advanced phase shift would be when workers sleep just prior to their night shift. 

An example of a phase delay is when sleep is postponed from the normal night/darkness sleep time to a time in 

the morning. (Costa, 1996). Some workers tolerate phase shifts better than others. For example, people 

commonly referred to as “night owls” normally go to bed later than others, so they delay their sleep. Adjustment 

to night work may not be as difficult for these people as for others (Burgess et al., 2002).  

2.1.19 Safety and Security 

Generally, health and safety at work are closely interrelated to ensure personal and material working conditions. 

Occupational hygiene refers to norms and procedures aimed at protecting workers’ physical and mental integrity, 

protecting them against health risks inherent to the type of tasks of the job and to the physical environment 

where these tasks are executed. Safety at work consist of the technical, educational, medical and psychological 

measures used to prevent accidents, either by eliminating unsafe conditions within the environment or instructing 

or convincing workers of the need to introduce preventive practices (Aço, 1998). 

2.1.20 Health Facility 

According to Opatha (2003) health is a situation with non-existence of physical and psychological problems, 

which hinder the human general and special tasks and activities, and under employee safety, the precautions 

administered to avoid any potential hazard in a working environment. Poor psychological and physiological 

conditions result from organizational stress and a low quality of working life. These encompass dissatisfaction, 

withdrawal, projection, forgetfulness, inner confusion about roles and duties etc. (Schuler & Jackson, 1996). 

Poor health condition forces employees to quit their job.  

2.1.21 Welfare Services and Turnover 

Priti (2009) argues that the role of welfare activities is to promote economic development by increasing 

efficiency and productivity with the underlying principle being made workers give their loyal services 

ungrudgingly in genuine spirit of co-operation and the general well-being of the employee. Despite this, Mwiti 

(2007) points out that naturally welfare services may not directly relate to an employee's job but the presence or 

absence of the services is notable through employee performance, attitude, and high or low labor turnover. It is 

argued that, welfare services can be used to secure the labor force by providing proper humane conditions of 

work and living through minimizing the hazardous effect on the life of the workers and their family members 

(Manzini & Gwandure, 2011).  

2.1.22 Lack of Training and Development 

A lack of proper training and development is also a major cause for voluntary turnover. Employees prefer 

security of their jobs. (Carsten & Spector, 1987). When evaluating the costs and benefits of training, workers and 

firms keep in mind the expected investment horizon, i.e. worker’s turnover probability (Royalty, 1996). 

2.1.23 Location 

Masahudu (2008) has acknowledged other significant factors ‘“employers’ geographic location” that may 

determine turnover. The closeness of employees with 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. 

2.1.24 Ergonomics Issues 

Certain jobs or work conditions cause a higher rate worker complaints of undue strain, localized fatigue, 

discomfort, or pain that does not go away after an overnight rest. These types of jobs are often those involving 

activities such as repetitive and forceful exertions; frequent, heavy, or overhead lifts; awkward work positions; or 

use of vibrating equipment. (NIOSH, 2003). The Occupational Safety and Health Administration (OSHA, 2013) 

has found substantial evidence that ergonomics programs can cut workers' compensation costs, increase 

productivity and decrease employee turnover (Jeffress, 2013). 
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3. Methedology 

In order to collect adequate information which support to answer this research question posed, and 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 by Ivankova et al., (2006) 

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 stay back in organization’. In nutshell, the qualitative 

research method, was supported in identifying the variables that influence ‘member’s intention stay back in 

organization’ and the quantitative method was supported in the generalization of the findings through the 

application of right statistical analysis with appropriate tools.  

3.1 Research Inquirey 

From the review of the literature, a conceptual understanding of factors leading a to members intention leave 

from organization is obtained. While, the question remains is, contextualising the topic to the manufacturing, 

how far these concepts and variables influence member’s intention stay back in 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 stay back in organization? 

3.1.1 Research Methodology: 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” 

(Creswell, 1998). In qualitative research, data are collected from those immersed in everyday life of the setting 

in which the study is framed. Data analysis is based on the values that these participants perceive in their world. 

Ultimately, it “produces an understanding of the problem based on multiple contextual factors” (Miller, 2000). 

This particular study follows different 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 variables 

influence member’s intention stay back in organization.  

3.1.2 Delphi Technique 

One of the qualitative methodologies of research followed in this study was Delphi technique has provided 

exploratory insight into the major variables closely knit with the concepts under study (Kumar, 2013). The 

Delphi technique is designed as a group communication process that aims at conducting detailed examinations 

and discussions of a specific issue for the purpose of goal setting, policy, investigation, or predicting the 

occurrence of future events (Ulschak, 1983; Turoff & Hiltz, 1996; Ludwig, 1997). This research 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 conversations tape recorded, and manually analyzed. The procedural steps in 

adopting the Delphi technique were as follows. 

3.1.3 Expert Panel Identification 

The group of professional gathered from specialists having high knowledge and expertise in providing 

information on variables that influence member’s intention stay back in organization. The experts were closely 

associated with industries 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 

dynamic groups of panel of experts were knowledgeable and familiar to give relevant opinions and an admissible 

understanding of variables influence member’s intention stay back in organization.  

3.1.4 Rounds 

Round 1 

In the first round, the Delphi process traditionally begins with an open-ended questionnaire. The open-ended 

questionnaire serves as the cornerstone of soliciting specific information about a content area from the Delphi 

subjects (Custer, Scarcella, & Stewart, 1999). 
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The questions: 

1) How do you define member’s intention stay back in organization? 

2) How do you relate the variables ‘member’s intention stay back’ in organization in various organizations? 

3) Which are the major factors, in general closely related to member’s intention stay back in organizations in 

manufacturing sector? 

Round 2 

In the second round, Delphi panelists may be required to rate or rank-order items to establish preliminary 

priorities among items. Because of round two, areas of disagreement and agreement were identified (Ludwig, 

1994). Information regarding the influential factors of ‘members intention to stay back’ in manufacturing 

industries was collected from the respondents. The process identifies 161 categories, which are having items 

with high and low proximity of intention to stay or leave in the manufacturing industry was identified.  

Round 3 

In the third round, each Delphi panelist receives a questionnaire that includes the categories and items ratings, 

summarized by the investigators in the previous round and were asked to revise his/her judgments or “to specify 

the reasons for remaining outside the consensus” (Pfeiffer, 1968). This round gives Delphi panelists an 

opportunity to make further clarifications of both the information and their judgments about the relative 

importance of the categories and items. Second levels screening of the 161 categories, which have a high and 

low influence on intention to stay or leave in the manufacturing industries, were identified with corresponding 

items. The process further identified 89 categories, which were having high and low proximity of the ‘members’ 

intention to stay back’. Classification of the items in 89 categories of 7 factors was being made with appropriate 

loaded items. Thematic presentation and the categorization of the items were done. 

Round 4 

In the fourth and often final round, the list of remaining items, their ratings, minority opinions, and items 

achieving consensus, were distributed to the panelists. This round provides a final opportunity for participants to 

revise their judgments. It should be remembered that the number of Delphi iterations depends largely on the 

degree of consensus sought by the investigators and can vary from three to five (Ven & Gustafson, 1975; Ludwig, 

1994). During third level, screening of the 83 categories which have items with high and moderately high 

proximity of member’s intention stay back in organization in manufacturing industry was identified. Further, 

sought the expert opinion on the appropriateness of the core factors selected for the study. 

3.1.5 Results Qualitative 

 

Table 1. Member’s intention stay back in organization: Delphi application 

No: 

S/N 
Intention to leave Factors Categories 

No. 

Items 

No of Experts 

(N=20) 

% of 

Experts 

Career Plan 2 17 85% 

Career Opportunities 2 17 85% 

Level Career Orientation 2 18 90% 
1 Career Promotion 

Career Hope 1 18 95% 

Salary/Wage 2 18 90% 

Perks and commission 2 17 85% 

Bonus 1 17 85% 
2 Reward Management 

Allowances 2 17 75% 

Opportunity for Professional Development 2 17 85% 
3 Training & Development 

Opportunity for Personal Development 3 17 85% 

Leadership Style 2 17 85% 

Employee orientation 2 16 80% 

Work Orientation 2 17 85% 
4 Management Style 

Organizational Support 1 15 75% 

Variety 2 16 80% 5 Insufficient Challenge 

Innovation 2 17 85% 
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No: 

S/N 
Intention to leave Factors Categories 

No. 

Items 

No of Experts 

(N=20) 

% of 

Experts 

Experimentation 2 17 85%   

Skill enhancement opportunity 2 16 80% 

Terms and conditions 2 15 75% 

Rigid rules and regulation 2 16 80% 

Feeling of Insecurity 2 17 85% 

Lack of Interest 3 16 80% 

Detachment from work 3 17 85% 

Detachment from organization 3 17 85% 

6 Conditions of Service 

Detachment between colleague 3 15 75% 

Rigid working hours 2 17 85% 

Long working hours 3 16 80% 

Over work 3 16 80% 

Lack of rest 3 16 80% 

7 Flexibility in Working Hours 

Lack of support activities among colleague 3 15 75% 

Issue on Physical health 2 16 80% 

Hazardous Chemical Use 2 15 75% 

Long standing work 2 15 75% 
8 Work condition 

Lack of rest 2 15 75% 

Long journey to reach at work 2 16 80% 

No transport facility from organization 2 15 75% 9 Location 

No frequent transport facility in general 2 16 80% 

No medical facility 2 16 80% 

Long distance to access medical facility 2 15 75% 10 Health Facilities 

Neglect from management 2 16 80% 

Repetitive work (monotonous) 2 16 80% 

No multi skilling  2 15 75% 

No challenge 2 16 80% 

Lack of variety 3 16 80% 

11 
Nature of Work/Job 

Satisfaction 

No enthusiasm 3 16 80% 

Discrimination on local and foreign 

workers 
2 15 75% 

Discrimination in wages 2 15 75% 

Discrimination in welfare facilities 2 17 85% 

Discrimination in employment 

confirmation 
3 17 85% 

12 Differential treatment 

Discrimination among male and female 

employees 
3 15 75% 

Overload 2 15 75% 
13 Heavy Workload 

Difficulty in performing work 2 15 80% 

Lack of co-worker support 2 15 85% 

Individual orientation 2 15 80% 

No team work 2 16 80% 
14 

Poor relationship with 

co-workers 

Lack of cooperation 2 15 75% 

Lack of supervisory support 2 15 75% 

High task orientation 3 17 85% 

Punishment oriented 3 17 85% 

Fearful relation 3 15 75% 

15 
Poor relationship with 

supervisors 

Blame game 3 15 75% 

Monotonous job 2 16 80% 16 Lack of achievement 

recognition Low level innovation 2 16 80% 
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No: 

S/N 
Intention to leave Factors Categories 

No. 

Items 

No of Experts 

(N=20) 

% of 

Experts 

Low level experimentation 2 15 75%   

No recognition at work 1 15 75% 

Poor support from top management 2 15 75% 

Lack of involvement of top management 2 16 80% 17 
Lack of supportive 

management 
Neglect from top management 2 15 80% 

Confusing Job Description 2 15 75% 

Role conflict 2 16 80% 

Lack of information sharing 2 15 80% 
18 No Job Description 

No role authority 3 16 80% 

Long probation 2 15 75% 

Delay in job confirmation 2 16 80% 

Delay in getting full wage 2 15 80% 
19 

Delay in employment 

confirmation 

Delay in getting monetary benefits 3 16 80% 

Less safety facilities 2 15 75% 

Less safety equipments 2 16 80% 

No standard safety equipments 2 15 75% 
20 Safety 

Poor safety environment 1 15 75% 

Continuous standing 2 15 75% 

No option to get rest 2 15 75% 

Physical illness 2 16 80% 

Stress and Strain 2 15 75% 

Dusty environment within the section 

affect others 
2 15 75% 

21 Ergonomics Issues 

Strong paint smell circulated to all 

area/section 
2 16 80% 

 

3.1.6 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. 

3.1.7 Validity and Reliability 

Validity is the ability of a tool to 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 (Polit & Hungler, 1993). 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. 

3.1.8 Dealing the Content Validity 

The objective of this phase was to get the agreements 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 

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. Thus, in general, the constructs and the 

content of the items were agreed upon with the correction and consent from the experts. 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. 

3.1.9 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 a necessary procedure in any instrument development process (Benson & 
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Clark, 1983). 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. 

3.1.10 Dealing the Construct Validity 

To test the construct 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 stay back in 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 (1959) was confirmed by the researcher and experts that closely 

knit with the concepts, variables and items incorporated in the study. 

3.1.11 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 is to understand the dimension of the variables in the proposed framework or 

relationships posited in empirical research (Hair et al., 2010). In other words, factor analysis should be 

performed to identify the structure of interrelationship among a large number of items in the study. This may be 

done by defining common underlying dimensions, commonly known as factor (Hair et al., 2010). Another 

purpose for performing factor analysis is to determine whether the data could be condensed or summarized into 

smaller set of factors (Malhotra, 2010). The dimensions of the scale were examined by factor analyzing the items 

using the principal components analysis with Varimax rotation. Minimum eigenvalues of 1.0 helped determine 

the number of factors or dimensions for each scale (Hair et al., 2010). Although factor loadings of 0.30 to 0.40 

are considered acceptable, however, factor loadings greater than 0.50 are generally necessary for the practical 

significance (Hair et al., 2010). Hence, the items for a factor will be retained only when the absolute size of their 

factor loading is above 0.50.  

To test the internal consistency of the measurement, reliability analysis is performed on the factors extracted 

using the benchmark suggested by Nunnally (1978). Generally, the closer reliability score gets to 1.0, the more 

reliable the scale would be. According to Nunnally (1978), the reliability score of 0.70 and above is acceptable 

and those above 0.80 are considered good. As noted by Peter (1979), reliability scores that less than 0.60 is still 

considered acceptable for social science studies. Following the literature, a reliability score of 0.70 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 0.70, the 

item with the lowest corrected item-to-total correlation is removed until then 0.70 levels are met (Pallant, 2001). 

3.1.12 Ethical Considerations 

In both the phases, the ethical considerations were well followed by the researches due to the sensitive issues 

related to the topic. This sensitivity is perceived from a ‘management’ point of view as well as ‘member’s’ 

perspective. Both parties aspired to ensure their anonymity during all stages of research. The employees were 

assured that the summary data would be disseminated to the management, but in no way the responses of them 

can be identified. It is also assured that the data will be destroyed keeping the documents after a reasonable 

period. Instead of the names of the member’s the data coded with numbers to ensure the anonymity both in case 

studies as well as quantitative data collection procedures. 

 

Table 2. Items, theoretical range and Cronbach Alpha-intention to stay instrument 

Sl. No Factors No of Items Theoretical Range Standardized Alpha 

1 Career Advancement 4 4-40 .800 

2 Reward Management  4 4-40 .790 

3 Training & Development 4 4-40 .801 
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Sl. No Factors No of Items Theoretical Range Standardized Alpha 

4 Management Style 3 3-30 .803 

5 Insufficient Challenge 4 4-40 .792 

6 Terms and Conditions 4 4-40 .796 

7 Working Hours/Shift  4 4-40 .791 

8 Work Condition 3 3-30 .810 

9 Health Facilities 2 2-20 .804 

10 Nature of Work 4 4-40 .780 

11 Heavy Workload 4 4-40 .821 

12 Relationship with Co-workers 4 4-40 .804 

13 Relationship with Supervisors 4 4-40 .789 

14 Achievement Recognition  4 4-40 .806 

15 Supportive Management 3 3-30 .799 

16 Socialization 4 4-40 .835 

17 Employment Confirmation 2 2-20 .804 

18 Location 4 4-40 .776 

19 Target Orientation 3 3-30 .812 

20 Safety 4 4-40 .815 

21 Ergonomics 4 4-40 .821 

 

3.1.13 Reliability 

Reliability means the consistency or repeatability of the measure and the confidence we can place on the 

measuring instrument to give the same numeric value when the measurement will be repeated on the same 

subject. The purpose of this procedure was to determine which items should be retained and which items should 

be dropped based on the values of the Cronbach Alpha (Creswell, 2008; J. P. Gall & M. D. Gall, 1998). A 

reliable instrument is one that would provide the identical results if used recurrently by the same group. 

When the researcher started qualitative research through interviews, case studies and field observation, the 

researchers were developed well, acquaintances with the employees working in the organization. By ensuring 

adequate privacy to the employees in the organizational environment, the researchers were ensured better 

physical and psychological environment for data collection. 

3.1.14 Dealing the Item's Reliability 

The study follows three stages. In the initial stage, the study considered 91 items under 21 factors and subjected 

to pilot testing with thirty respondents from the organization. A bipolar interval scale was used representing with 

1 as ‘Strongly Disagree’ and 10 representing ‘Strongly Agree’. The instrument retained the same order of 

response categories to minimize confusion amongst respondents. Later, with due consideration to the Cronbach 

Alpha values of each item in the draft instrument, some of the items, which were having less than 0.5 dropped 

and others were gathered into. A 10-point interval scale with 76 items was finally considered. 

3.1.15 Managing the Standardization Process 

In order to establish the standardization process, five companies in the large-scale manufacturing process 

identified. To make a comparative analysis five groups of workers was selected with a size of 40 members from 

each company. These companies are located far from each other to ensure the representation from different 

places with different products. Further, an instrument of 76 items and 10 point interval scale scales were 

administered into these five groups. It was observed that the Cronbach Alpha values of the items remained 

almost the same. Based on the inference it is further inferred that this instrument is highly reliable to be used on 

any working group belong to large-scale industrial organizations in the manufacturing sector. Table 1 show that 

the values of the Cronbach alpha of the constructs for the five different groups when compared were more or less 

the same. 
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Table 3. Member’s intention to stay among five groups: Factor analysis procedure 

Sl. No Constructs 
Cronbach Aplha (% Point 

Likert Scale) 

Work 

Group 1 

Work 

Group 2 

Work 

Group 3 

Work 

Group 4 

Work 

Group 5 

1 Career Advancement .800 .801 .792 .803 .809 .811 

2 Reward Management  .790 .799 .790 .800 .789 .836 

3 
Training & 

Development 
.801 .831 .798 .800 .821 .836 

4 Management Style .803 .830 .744 .819 .822 .780 

5 Insufficient Challenge .792 .800 . 780 .830 .803 .789 

6 Terms and Conditions .796 .800 .803 .817 . 791 .811 

7 Working Hours/Shift  .791 .830 .837 .780 .833 .799 

8 Work condition .810 .794 .800 .812 .809 .815 

9 Health facilities .804 .811 .712 .823 .780 .808 

10 Nature of Work .780 .821 .806 .792 .809 .803 

11 Heavy Workload .821 .816 .765 .833 .831 .829 

12 
Relationship with 

co-workers 
.804 .841 .800 .815 .826 .799 

13 
Relationship with 

supervisors 
.789 .770 .800 .820 .808 .800 

14 
Achievement 

recognition  
.806 .806 .780 .799 .812 .822 

15 
Supportive 

management 
.799 .831 .779 .780 .819 .809 

16 Socialization  .835 .840 .808 .808 .789 .826 

17 
Employment 

confirmation 
.804 .800 .811 .777 .799 .841 

18 Location .776 .747 .801 .799 .800 .810 

19 Target Orientation .812 .804 .794 .768 .742 .801 

20 Safety .815 .850 .856 .800 .814 .789 

21 Ergonomics .821 .809 .824 .812 .819 .814 

 

3.1.16 Factor Analysis Procedure 

The study intended to measure members’ ‘Intention Stay Instrument’ (ISI) and the second instrument is ‘finally’ 

(ILI). Henceforth, the ultimate phase of this process of developing the instruments was to conduct the factorial 

analysis procedure on this draft instrument and 10-point scales. The objective of doing factorial analysis was to 

ascertain whether the items for each construct really fit in constructs. This procedure informs which items should 

be excluded or included with one construct. This was done by measuring the correlation values between the 

items within the given constructs. 

3.1.17 Factorial Analysis Results for Items Rejected in Each Construct 

Further, during the factor analysis, those items that were scored 0.5 and below were automatically rejected. 

Initially, the draft questionnaire was consisted of 91 items. The total number of items rejected based on the draft 

instrument with 91 items and 10 point interval scales were 14. The total variance explained for all the factors 

under consideration in the study is 0.698. The final instrument after rejecting the items, which were scored more 

than 0.5 under 21 sub-variables of major variable ‘intention to stay’ further mentioned below. 

 

Table 4. Items for the variables and factor analysis-member’s intention to stay 

Factors and Item no Factor Loading α Eigine Value Explain Variance (%) Total Explain Variance (%) 

Career Advancement 

C1 .800 

C2  .821 

C3 .801 

C4  .805 

.800 1.699 6.916 
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Factors and Item no Factor Loading α Eigine Value Explain Variance (%) Total Explain Variance (%) 

Reward Management  

R5  .799 

R6 .860 

R7 .854 

R8  .849 

.790 1.648 5.999 

Training & Development 

T9 .801 

T10 .811 

T11 .812 

T12 .780 

.801 1.557 5.990 

Management Style 

M13 .856 

M14 .859 

M15 .848 

.803 1.556 4.810 

Insufficient Challenge 

I16 .821 

I17 .828 

I18 .791 

I19 .819 

.792 1.552 4.781 

Terms and Conditions 

TC20 .831 

TC21 .840 

TC22 .843 

TC23 .819 

.796 1.510 3.610 

Working Hours/Shift  

TC24 .861 

TC25 .866 

TC26 .852 

TC27 .851 

.791 1.499 3.609 

Work Condition 

W28 .821 

W29 .793 

W30 .830 

.810 1.478 3.608 

Health Facilities 

H31 .796 

H32 .860 
.804 1.470 3.607 

Nature of Work 

N33 .856 

N34 .859 

N35 .861 

N36 .866 

.780 1.469 2.545 

Heavy Workload 

N37 .820 

N38 .819 

N39 .816 

N40 .797 

.821 1.456 2.543 

Relationship With Co-Workers 

R41 .800 

R42 .803 

R43 .807 

 

.804 

 

1.452 

 

2.400 
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Factors and Item no Factor Loading α Eigine Value Explain Variance (%) Total Explain Variance (%) 

R44 .811    

Relationship With Supervisors 

RS45 .816 

RS46 .822 

RS47 .829 

RS48 .800 

.789 1.450 2.319 

Achievement Recognition  

A49 .800 

A50 .802 

A51 .804 

A52 .787 

.806 1.448 2.318 

Supportive Management 

S53 .833 

S54 .832 

S55 .836 

.799 1.442 2.221 

Socialization 

HS56 .799 

HS57 .809 

HS58 .789 

HS59 .818 

.835 1.440 2.220 

Employment Confirmation 

EC60 .801 

EC61 .821 
.804 1.398 2.214 

Location 

L62 .800 

L63 .802 

L64 .792 

L65 .803 

.776 1.394 2.210 

Target Orientation 

TO66 .850 

TO67 .852 

TO68 .790 

.812 1.391 2.100 

Safety 

SF69 .805 

SF70 .809 

SF71 .813 

SF72 .819 

.815 1.390 1.988 

Ergonomics 

E73 .811 

E74 .821 

E75 .832 

E76 .825 

.821 1.298 1.973 

69.981 

 

4. Interpretation of the Index Level of Member’s Intention to Stay 

4.1 High Scores: At the Highest Level 

High scores: A self-rating score within this range indicates the ‘member’s intention to stay back in the 

organization’. This means he/she having well appreciation towards the organization management and work 

environment. The work values are highly appreciated and the members integrate themselves with the 

organization. The members have the feeling that the organization meets their personal as well as professional 

goals by staying in the organization. 
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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 they are the strongest 

supporters of the organization's visibility and image. This scenario will contribute more ‘integration’ rather 

‘member’s intention to stay leave from the organization’. 

Moderate scores: At the moderate level 

Moderate scores: A self-rating score within this range indicates the employees feeling of moderate level 

satisfaction with the organization. This means he/she has a moderate level appreciation towards the organization 

management and work environment. The work values are moderately appreciated and the employees moderately 

integrate themselves with the organization. The employees have the feeling that the organization moderately 

meets their personal as well as professional goals, by staying in the organization. 

Suggestion proposed 

If an employee scored within this range, the management should take appropriate steps to retain their happiness 

and job satisfaction by 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 steps need to be taken by the 

organization management in order to enhance member’s level of satisfaction. 

Low scores: At the low level 

Low scores: A self-rating score within this range indicates the employees feeling of low satisfaction level within 

the organization. This means that he/she has a low level appreciation towards the organization management and 

work environment. The work values are less appreciated and the employees seldom integrate themselves with 

the organization. The employees have the feeling that the organization rarely meets their personal as well as 

professional goals, even if they take decision to stay back the organization. 

Suggestion proposed 

If an employee scored within this range, the management should take appropriate steps to retain their happiness 

and job satisfaction by determining their dissatisfying factors. In the long run these low level satisfaction factors 

may lead to high level of ‘member’s intention to leave 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 their level of integration. 

5. Conclusion 

Attrition is widely rampant in many manufacturing organization due to varied organizational and individual 

factors. To a certain extend ‘member’s intention to stay back in the organization’ is related to many key 

organizational behavior and management domain like, motivation, leadership, organizational culture, work 

ethics, employee relations, organizational policies, organizational commitment etc., like several individual and 

organizational factors. However, these factors are varying from one organization to another organization and 

from one region several organizational and individual factors. Identification of these factors and prevent the 

negative consequences of such factors are the role expected by the top management from the Human Resource 

Professionals. This instrument thus paves a better insight into the integrated factors of attrition, which answers 

why an employee want to stay back in the organization. The reliability analysis was done in the Indian context. 

This instrument’s validity and reliability further need to be empirically observed in various countries for its 

better standardization and generalization. 
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Appendix A 

Intention to Stay Instrument (ISI) 

In the following pages, there are number of questions that may reflect your thoughts in association with your 

intention to stay in an organization. By using a scale ranging from strongly disagree to strongly agree, please 

choose the degree of agreement with your current circumstances by ticking (√) on the square provided in every 

question that most accurately reflects your perceptions. If you have trouble in understanding a question, answer 

to the best of your ability. You are required to answer these questions, which truly describe yourself. Your 

answers are very important to the accuracy of this study. (Please return the completed questionnaire in the 

enclosed self-addressed envelope at your earliest convenience). 

 

Appendix A1. 

Questions 

I feel that this organization is making provision of better career path.  

1 2 3 4 5 6 7 8 9 10 

I feel that the career promotion is based on merit and performance. 

1 2 3 4 5 6 7 8 9 10 

I feel that this organization is making provision of better career oriented positions.  

1 2 3 4 5 6 7 8 9 10 

I feel that my career options are well taken care by the organization.  

1 2 3 4 5 6 7 8 9 10 

I feel that the organization provides better pay in correlation with the effort I put. 

1 2 3 4 5 6 7 8 9 10 

I feel I am getting better pay in comparison with other organizations. 

1 2 3 4 5 6 7 8 9 10 

Strongly 

Disagree 

I feel that the perks, allowances and other fringe benefits are up to our expectations 

Strongly 

Agree 
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Questions 

1 2 3 4 5 6 7 8 9 10 

I feel that there is no discrimination on bonus or other fringe benefits distribution in this organization  

1 2 3 4 5 6 7 8 9 10 

I feel that the induction programs are sufficient enough for better employee orientation 

1 2 3 4 5 6 7 8 9 10 

I feel that the induction training programs are adequate to start working from day one 

1 2 3 4 5 6 7 8 9 10 

I feel that the organization is making provision of better personal development programs 

1 2 3 4 5 6 7 8 9 10 

I am confident about my professional and personal development by working in this organization 

1 2 3 4 5 6 7 8 9 10 

I feel the top management always listen the concerns of employees 

 

1 2 3 4 5 6 7 8 9 10 

 

I am seldom worried about management punitive actions against members 

1 2 3 4 5 6 7 8 9 10 

I feel that I am enjoying my organizational and work freedom very much in this organization 

1 2 3 4 5 6 7 8 9 10 

I feel that the job I perform is highly specialized and non-substitutable with common skills 

1 2 3 4 5 6 7 8 9 10 

I feel that the job I perform is challenging 

1 2 3 4 5 6 7 8 9 10 

I feel that the job I perform is seldom monotonous 

1 2 3 4 5 6 7 8 9 10 

I feel that the job I perform is interesting due to its diversity  

1 2 3 4 5 6 7 8 9 10 

I am well satisfied with the terms and conditions of the organization 

1 2 3 4 5 6 7 8 9 10 

I feel that the terms and conditions of my job is very much clear and employee friendly 

1 2 3 4 5 6 7 8 9 10 

I feel that the terms and conditions of my job bring on better safety and security 

1 2 3 4 5 6 7 8 9 10 

I feel that the terms and conditions of the organizations are more tolerable compared to other organizations 

1 2 3 4 5 6 7 8 9 10 

I feel that the working hours are more flexible in this organization 

1 2 3 4 5 6 7 8 9 10 

I feel that the employees are expected to work only in the regular working hours 

1 2 3 4 5 6 7 8 9 10 

I feel that the employees are getting flexible shift work 

1 2 3 4 5 6 7 8 9 10 

I am satisfied with the working hours and schedule 

1 2 3 4 5 6 7 8 9 10 

I feel that the working condition is not at all taxing the employee health 

Strongly 

Disagree 

1 2 3 4 5 6 7 8 9 10 

Strongly 

Agree 

I feel that the organizational physical layout is well taken care employee health 

1 2 3 4 5 6 7 8 9 10 

I usually get adequate rest during my work hours 

1 2 3 4 5 6 7 8 9 10 

I feel that the organization is making the provision of better health care facilities within the organizational 

premises 

1 2 3 4 5 6 7 8 9 10 

Strongly 

Disagree 

I feel that the organization is well taken care of employee fitness at work 

Strongly 

Agree 
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Questions 

1 2 3 4 5 6 7 8 9 10 

I feel that the organization utilizes my skills and knowledge in variety of work 

1 2 3 4 5 6 7 8 9 10 

The job makes use of multi-skills 

1 2 3 4 5 6 7 8 9 10 

I have high enthusiasm to stay back at work and organization 

1 2 3 4 5 6 7 8 9 10 

I am well satisfied with the work I am engaged into 

1 2 3 4 5 6 7 8 9 10 

I feel that there is no overloaded at work 

1 2 3 4 5 6 7 8 9 10 

I feel that the work is not tiring to my abilities and skills 

1 2 3 4 5 6 7 8 9 10 

I feel that there is no difficulty in performing the job 

1 2 3 4 5 6 7 8 9 10 

I feel that the in time guidance and training decreases the workload 

1 2 3 4 5 6 7 8 9 10 

I have a good relationship with my co-workers. 

1 2 3 4 5 6 7 8 9 10 

I feel that my co-workers better cooperate with each other 

1 2 3 4 5 6 7 8 9 10 

My co-workers usually supports me during job difficulties  

 

1 2 3 4 5 6 7 8 9 10 

 

I usually better connect with my co-workers 

1 2 3 4 5 6 7 8 9 10 

I usually get better support from my supervisors 

1 2 3 4 5 6 7 8 9 10 

I feel that our supervisors provide the proper guidance at work 

1 2 3 4 5 6 7 8 9 10 

My supervisors usually encourage experimentation at work 

1 2 3 4 5 6 7 8 9 10 

I feel that the mistakes happen during work are well guided by the supervisors 

1 2 3 4 5 6 7 8 9 10 

I feel that the mistakes suggestions and innovations are highly welcomed at work 

1 2 3 4 5 6 7 8 9 10 

I feel that the achievements at work are well recognized  

1 2 3 4 5 6 7 8 9 10 

I feel that the organization encourages continuous feedback and appreciates good work 

1 2 3 4 5 6 7 8 9 10 

Continuous engagement at work due to motivation 

1 2 3 4 5 6 7 8 9 10 

I feel that the leaders in this organization is very much supportive 

1 2 3 4 5 6 7 8 9 10 

I feel that the management leadership is motivating 

1 2 3 4 5 6 7 8 9 10 

I feel that the management leadership value oriented 

1 2 3 4 5 6 7 8 9 10 

I feel that there is better work orientation to members  

1 2 3 4 5 6 7 8 9 10 

I feel that there is well-designed job description 

Strongly 

Disagree 

1 2 3 4 5 6 7 8 9 10 

Strongly 

Agree 
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Questions 

I feel that there is better job exposure to newcomers.  

1 2 3 4 5 6 7 8 9 10 

 

I feel that there is maximum utilization of skills and less wastage 

1 2 3 4 5 6 7 8 9 10 

I feel that the probation period is satisfactory to the employees 

1 2 3 4 5 6 7 8 9 10 

I feel that there is no delay in getting confirmation of the job soon after probation 

1 2 3 4 5 6 7 8 9 10 

I feel that the organizational location is convenient to work and go home  

1 2 3 4 5 6 7 8 9 10 

I feel that the location of the organization facilitates better entertainment and leisure 

1 2 3 4 5 6 7 8 9 10 

I feel that the location of the organization is free from natural calamities 

1 2 3 4 5 6 7 8 9 10 

I can better balance work and relationship 

1 2 3 4 5 6 7 8 9 10 

I have realistic and achievable targets at work 

1 2 3 4 5 6 7 8 9 10 

Target orientation seldom reduces quality consciousness 

1 2 3 4 5 6 7 8 9 10 

I feel that the target orientation seldom affects employee health 

1 2 3 4 5 6 7 8 9 10 

I feel that the organization is giving importance better safety facilities to workers 

1 2 3 4 5 6 7 8 9 10 

My organization usually makes provision of safety equipments to do work 

1 2 3 4 5 6 7 8 9 10 

My organization usually encourages better safety culture and orientation 

1 2 3 4 5 6 7 8 9 10 

I feel that the organization’s safety services meets the required standard in work organization 

1 2 3 4 5 6 7 8 9 10 

I hardly ever have any issues related to standing-work 

Strongly 

Disagree 

1 2 3 4 5 6 7 8 9 10 

Strongly 

Agree 

I feel that work organization is flexible enough to sit and work when I am in need of it. 

1 2 3 4 5 6 7 8 9 10 

I hardly ever have any issues related to work postures. 

1 2 3 4 5 6 7 8 9 10 

I am getting well support and guidance in managing work posture issues 

Strongly 

Agree 
Strongly 

Disagree 

1 2 3 4 5 6 7 8 9 10  
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