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Abstract
This study aims to provide researchers and practitioners with a more elaborate instrument to measure
turnover intentions based on the planned behaviour theory model. The questionnaire assesses 5 distinct
aspects of turnover intentions (i.e., subjective social status, organisational culture, personal orientation,
expectations, and career growth). We demonstrate the reliability, factor structure, and validity evidence
based on internal structure and relationship with other variables of the new measure among two samples
(N1 = 622; N2 = 433). In total, the study indicates that the assessment can be used to reliably assess
several major indicators of turnover intentions.

Introduction
Turnover has attracted substantial scholarly attention in recent decades because of its practical
signi�cance (Hausknecht & Holwerda, 2013), theoretical importance (Hom, Lee, Shaw, & Hausknecht,
2017), and implications. Turnover intentions have been posited as the wilfulness to leave or quit one's
current organisation. Turnover has been classi�ed as either voluntary or involuntary, both can be said to
be planned behaviour (Ajzen, 1991). It is voluntary when planned by the employee when they feel some
level of dissatisfaction or the availability of an alternative. This costs the organisation a lot as they are
challenged to get a suitable replacement. While involuntary as planned by the organisation, is due to the
organisation's dissatisfaction with the employees' services and must have prepared for a suitable
replacement or with an alternative arrangement (Vardaman, Taylor, Allen, et al., 2015). This study focuses
on voluntary turnover. The unexpected nature of this turnover affects organisations as they are usually
caught off guard (Menezes, Lozado, Menezes, et al., 2018).

A plethora of studies have highlighted possible reasons why employees embark on voluntary turnover
such as availability of numerous job options, pay satisfaction, lack of motivation, inadequate working
conditions, etc (e.g., Hanushek & Rivkin, 2007, Sharma & Sharma, 2016).

Numerous researchers have tried to propose the theoretical explanation for turnover in organisations
based on March and Simon (1958), Mobley's model of 1977, and Price (1977), which all point to the
satisfaction and dissatisfaction evaluation of employees' current jobs. The model by Lee and Mitchell
(1994) and job embeddedness by Mitchell, Holtom, Lee, et al (2001) contributed immensely to the
understanding of turnover. Turnover has proven to be extremely di�cult to measure as a result of the
questions that arise about its authenticity. Rather, the closest means to measure turnover is the intention
to the turnover method. Numerous studies have demonstrated turnover intention to be one of the most
signi�cant predictors of subsequent voluntary turnover behaviour (e.g., Griffeth, Hom, & Gaertner, 2000,
Holtom, Mitchell, et al., 2008).

Why a new measure for turnover intentions?

The multitude of reasons why there is turnover intention has been over-simpli�ed to a unidimensional
scale, for example, Bluedorn's (1982) three-item scale, Hom and Griffeth's (1991) two-item scale, Vigoda's
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(2000) �ve-item scale, Mitchell, Holtom, Lee, et al. (2001) three-item scale, Bothma and Roodt's (2013) six-
item scale, and Ghosh, Satyawadi, Josh and Shadman (2013) eighteen-item scale. The absence of
dimensionality in these researches was recently redeemed by the seminal work of Menezes et al. (2018),
who impressively developed a two-dimensional structure of turnover intentions (extrinsic and intrinsic
perspectives). This effort cannot be said to have broadened perspectives of turnover intention rather it
has ignited more desire to search for more justi�cation for turnover intention than just the extrinsic and
intrinsic viewpoints.

With all the methodological limitations of previous measures, like poor psychometric properties (e.g.,
reliability and validity, too few items and sample size, limited context, etc.). Menezes et al. (2018)
acknowledged the possible administration biases and sample size challenges. Building on their efforts,
this study went further to explicate reasons for turnover intentions among employees. To develop a more
comprehensive, validated measurement of turnover intentions the Expanded Multidimensional Turnover
Intentions Scale (EMTIS) was developed to examine subjective social status (SSS), expectation, Career
growth, organisational culture, and Personal orientation factors that trigger the willingness to quit.

Identifying Dimensions of Turnover Intentions

Subjective Social Status

Subjective social status (SSS) is one probable sign of turnover intention. It is de�ned as a person’s view
of his or her place within a social structure (Jackman & Jackman, 1973). Subjective social status is
based on objective socioeconomic status indicators, such as occupation and income. Singh-Manoux et
al. (2003) posited that individuals can also employ factors such as respect and reputation, to determine
their SSS. Diemer, Mistry, Wadsworth, López, and Reimers (2013) explained that social status is an
individual’s ability to control resources and represents positions in society and and culture. Subjective
Social status is positively related to turnover intention (Aydogdu & Asikgil, 2011, Faulkner & Laschinger,
2007, Feng, Su, Yang, Xia, & Su, 2017, Wang, Jia, Hou, et al., 2019). This relationship from studies
connotes that those jobs with perceived high prestige, security, income, etc decrease the tendencies of the
worker to quit (Danjun, Shan, Yang, Jinghua, & Yonggang, 2017). Social status might not be related to
turnover intention in a job or some jobs or people within a location where options are limited, for example,
in developing countries (Ali & Baloch, 2010). Other studies have opined that turnover can occur when
employees wish to seek higher pay and social status (Chen et al., 2021, He et al., 2020, Lu et al, 2018).
Lower subjective social status was associated with different dimensions of poorer indications of good
health (diabetes, respiratory challenges, angina issues etc.). Modi�cation for indicators of objective social
status (such as employment criteria and salaries) reduced the relationships such that only the
relationship between lower subjective social status and perceived poor health remained strong (MacLeod
et al. 2005). The intention to quit could be triggered by the perceived lower subjective social status of the
current position.

Organisational culture Factors
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Organisational culture is perceived as a company asset that can be used to increase business
performance and in�uence work attitudes (Tharp, 2009). Organisational culture is a set of values, beliefs,
and attitudes among members of the organisation (Hakim, 2015). The relationship between
organisational culture and turnover intentions has been reported to have a mixed report of positive and
negative relationships (Dwivedi, Kaushik & Luxmi, 2014, Enwereuzor & Ugwu, 2021, Jacobs & Roodt,
2008, Kee, 2010). It is common knowledge in the research of turnover intention that it ranges between
thoughts of leaving and the action of leaving, and is considered the most important variable preceding
actual turnover (Griffeth, Hom, & Gaertner, 2000). Turnover intention is affected by organisational culture
factors such as job stress, organisational culture, and leadership system. Job stress has to do with the
psychological and physiological consequences of people's emotional response to stimuli from work
exhaustion and anxiety from one's job (Firth et al., 2004, Parker & Decotiis, 1983). Sawyerr, Srinivas, and
Wang (2009) and Shih-Tse Wang (2014) found that a high level of work-related stress and emotional
drain not only reduces job satisfaction but also induces a turnover reaction. Kim and Han (2007)
identi�ed four dimensions of organisational culture: relation, innovation, task, and hierarchy. Relation-
oriented organisational culture is considered to focus on human relationships such as trust, participation
teamwork, loyalty, and work morale. While the innovation-oriented organisational culture show-cased
organisational change and inventiveness aimed at customer satisfaction, recognition of creativity, and
entrepreneurship. Task-oriented organisational culture stresses productivity in achieving organisational
performance and carrying out tasks and values external orientation and stability. Finally, hierarchy-
oriented organisational culture highlights stability, ensuring respect for order or processes of doing things
among members of the organisation. Organisations vary in the types of services they render, but one
thing common among them is that they operate under a leader or leadership style. These styles can help
the employees navigate the complexities with some ease while others make it toxic and inject negative
feelings that affect the level of loyalty, productivity, motivation, health, and happiness of employees
(Bakkal, Serener & Myrvang, 2019, Goldman, 2011, Ugwu, Onyishi, Anozie & Ugwu, 2021). Previous
studies found that an excessively stressful environment may cause negative behaviours, leading to a
focus on how system dynamics and organisational culture play a role in exhibiting toxic behaviours
(Abdollahzadeh et al., 2017). Doty and Fenlason (2013) found that toxic behaviour in healthcare
institutions was exhibited by narcissist leadership. Taştan (2017) posited that there are different types of
toxic conditions: toxic workplace, abusive management, and mobbing at work. The feeling of toxicity in
one's workplace and the inability to cope or adjust to them could make one begin to plan to quit or search
for a supposed better alternative.

Personal orientation Factors

Personal orientation factors such as health problems, family-related issues (e.g., distance from family,
marriage, etc), age, child-rearing considerations, and well-being contribute to turnover intentions. However,
very little amount of empirical research work is available on personal orientation-related factors (Ali Shah,
Fakhr, Ahmad & Zaman, 2010, Muchinsky & Tuttle 1979).
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In an elaborate study by Babajide (2010), she found that Personal orientation factors (e.g., work-family
life, job satisfaction, general health, and organisational commitment have a signi�cant in�uence on
workers' turnover intention. The personal connection people have with their occupations has gained
signi�cant research that indicated a critical emotional connection employees’ have with their profession
(e.g., Day, 2004, Elliott & Crosswell, 2001, Fried, 1995, Nias, 1996). It has been found that employees do
also have a signi�cant commitment to external factors (such as organisations), they also create
signi�cant links to personal passions, which have clear connections with work values and beliefs (e.g.,
Chou & Chen, 2016, Crosswell & Elliott, 2004, Liou & Tsai, 2016). Strong affection towards a job is often
what keeps and motivates employees in what many of them perceive as a complex roles (Crosswell &
Elliott, 2004). Passion, social support, and self-centred leadership were found to indirectly relate to
turnover intention through the full mediation of career commitment (Lin, 2017).

Expectations

Drawing from psychological contract breach theory, expectations are based on the norm of reciprocity
between employees and employers. The concept of the psychological contract as promoted by Rousseau
(1995) states that a psychological contract is an agreement, formal or informal, overt or implied, between
two or more agents. This concept is described as relational, transactional, or hybrid. The direct and clear
record of duties, deliverables, compensation, and duration agreed upon by all parties is considered a
transactional contract. While the indirect, informal, and vague agreements, suggesting that mutual
emotional and physical investments exist are called a relational contracts. The hybrid contract is that
which shows elements of both relational and transactional contracts. A violation of the expectations of
the implied or non-explicit agreements would be considered a breach. This violation is considered a good
ground for turnover (Bravo, Won & Chiu, 2019). Workers and their employers have expectations of
reciprocity, which is the belief that the organisation will provide rewards that match the effort of the
workers, though one of the challenges is covering workers' expectations of reciprocity and recognising
unmet expectations (Kanu, Ugwu, Ogba, Ujoatuonu, Ezeh, Eze, Okoro, Agudiegwu, & Ugwu, 2022).). While
expectations of reciprocity are prevalent in the psychological contract literature (Moquin,
Riemenschneider & Wake�eld 2019). Arasli and Arici (2019) noted that the absence of a meritocratic
system of promotion in the workplace breeds unjust and unfair practices which increases the tendency of
turnover. Adopting favouritism when workers have been informed of a merit-based system constitutes a
psychological contract violation (Neckebrouck, Schulze, & Zellweger, 2018). Also, unclear roles have been
found to signi�cantly promote turnover intentions among workers for example nurses who are uncertain
about expectations and requirements associated with their roles (Boudrias, Trépanier, Foucreault,
Peterson & Fernet, 2020). Yang, Chen, Roy, and Mattila (2020) posited that in the event of a violation of
expectation, as a means to cope, some employees rather quit than adjust to the organisation. This they
suggested as the acquisition of new resources in another organisation than conserving existing resources
(meaning adjusting in their current organisation). This factor expressly addresses the paucity of research
and method of measuring employees' expectations of professional turnover.

Career Growth
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Career growth has been said to be the extent to which an individual's perception that his/her organisation
provides an enabling environment where his or her career goals can be attained (Weng & McElroy, 2012,
Weng et al., 2010). Previous studies have found that organisations enable their employees to achieve
long-term career growth, encourage higher organisational commitment (Chen et al., 2016, Weng &
McElroy, 2012, Weng et al., 2010), and engage in extra-role behaviour (e.g., Albrecht, 2006, Griek, Clauson
& Eby, 2018). Tsui, Pearce, Porter, and Tripoli (1997) noted that organisations that create opportunities for
career advancement have shown to create a 'mutual-investment' relationship with their employees, which
has in turn been found to be connected to outcomes of low turnover (e.g., Chen et al., 2016).

Initial item generation and reduction

To establish reference point dimensions of Expanded Multidimensional turnover intentions, the
researchers generated an initial item pool of 61 items from reviews of academic literature and existing
constructs. Items that were too vague and not related to the Expanded Multidimensional turnover
intention context were removed from the pool. As a result, 57 items were retained as a pilot set. These
items were rephrased to re�ect the characteristics of the Expanded Multidimensional turnover intention
context.

six focus groups composed of �ve participants (in each) recruited from different work sectors
(telecommunication, banking/�nance, health, factory workers, academics, and administration) were
conducted on separate days, in person and virtual to �t into some of the participants' schedules, to
examine the readability of items, remove redundant and vague items in the initial set, and create new
items. Participants were asked to recall their latest Expanded Multidimensional turnover intentions,
indicate their level of agreement on the 57 items, and comment on the readability of the items. To ensure
that the authors' conceptualisations of Expanded Multidimensional turnover intentions were consistent
with those of the workers, participants were also invited to give some details on their reasons for
Expanded Multidimensional turnover intentions.

The �ndings of the focus groups advocated that all the items were easily understood. Twelve items were
rephrased to better re�ect patterns of engagement in Expanded Multidimensional turnover intentions. The
participants' answers could be accommodated within the �ve existing dimensions, and no new
dimension emerged during the process.

An exploratory survey was conducted with twelve Expanded Multidimensional turnover intentions users
to further re�ne the items from the focus groups. Survey respondents were recruited by distributing
questionnaires in two Nigerian universities, four banks, two teaching hospitals, �ve factories, and four
telecommunication companies. The items were reviewed by human resources management and
psychology experts with doctoral quali�cations to check the content validity. Fifteen experts were
contacted, and ten agreed to participate in the study. Each expert was also asked to indicate their level of
agreement with the 57 items and to provide comments and suggestions on the �ve Expanded
Multidimensional turnover intention dimensions and the scale as a whole. Using Yusoff's (2019) content
validation method to evaluate the items based on their relevance, clarity, and simplicity by responding to
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the 4-point Likert scale (1 = not relevant, 2 = somewhat relevant, 3 = quite relevant, 4 = highly relevant).
Items with low content validity index of .83 were removed. This led to sixteen items being removed from
the scale during this process.

Study 1
Method

Participants

The participants for this study comprised six hundred and twenty-two (622) workers drawn from the staff
of universities, banks, hospitals, factories, and telecommunication companies. The participants comprise
both married and unmarried workers, male and female workers who have spent at least one year in the
organisation, with at least SSCE/WAEC, and between the ages of eighteen and sixty years.

The distribution of the sampled workers was as follows: - male 354 (56.9%), female 268 (43.1%), married
321 (51.6%), single 301(48.4%), supervisors 78 (12.5%), other workers 544 (87.5%). The age of the
participants ranged from 18- 60 years with a mean age of 33.75 (M = 33.75, SD= 9.30). The educational
level of the participants ranged from Senior School Certi�cate Holders (n=85, 13.7%), Ordinary National
Diploma (n=206, 33.0%), Higher National Diploma (n=161, 26.0%), Bachelor's degree holders (n=114,
18.3%), Master's degree holders (n=11, 1.8%) and doctoral degree holders (n=45, 7.2%).

Instrument

Expanded multidimensional Turnover Intention Scale (EMTIS). The 41-item scale is measured on a �ve-
point Likert scale, with anchors ranging from 'strongly disagree' to 'strongly agree'. All the items were
positively worded with an overall maximum score of 205 and a minimum of 41.

Procedure

First, the researchers obtained approval and an introduction letter from the department. With this letter,
the researchers obtained permission from the management of the participating organisations. The
researchers recruited and trained four research assistants to assist in the distribution and collection of
copies of the questionnaire. All participants were informed that their responses to the questionnaire had
no consequence or connection with the management and would remain con�dential and voluntary. Eight
hundred (800) copies of the questionnaire were distributed with the help of the research assistants.
However, it took three working days for most of the copies of the questionnaire to be collected with the
help of the research assistants in each of these organisations. After completion and collection, properly
�lled copies of the questionnaire were used for analysis. A total of six hundred and forty-eight (648) were
returned, twenty-six (26) copies were discarded as a result of improper completion while six hundred and
twenty-two (622) valid copies were used for the analysis, yielding a valid response rate of 77.8% out of
eight hundred (800) copies of the questionnaire that were initially distributed.
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Design/Statistics 

This pilot study adopted a cross-sectional survey design. This is because more samples were drawn from
the population at a time to elicit people's responses to the variables of interest (Trochim, 2006). An
exploratory factor analysis (EFA) was performed using the IBM Statistical Package for the Social Science
(SPSS) version 25. While SmartPLS v 3.3 was also used to determine a clearer understanding of the
individual parameters. Construct validity for example Cronbach alpha (CA), composite reliability (CR), and
average variance extracted (AVE).

Result

A principal axis factor analysis (PAF) was carried out on the 41 items with direct oblimin rotation. This
was done based on the assumption that the factors in the scale should correlate (Worthington &
Whittaker, 2006). Items with cross-loadings above .40, factor loadings less than .50 and communalities
less than .40 were removed from the pool (Hair et al., 2014). Based on thefactor analysis iteration process
and item deletion, 16 items were excluded, and a 25-item inventory was retained. The item re�nement
study yielded a �ve-factor solution, accounting for 58.26% of the common variance. The factorial
dimensions aligned with the authors' theoretical conceptualisation of Expanded Multidimensional
turnover intentions and were labelled as subjective status, organisational culture, personal orientation,
expectation, and career growth respectively. The Kaiser–Meyer–Olkin measure of sampling adequacy
(MSA) index of 0.94 and a signi�cant chi-square value for Bartlett's test of sphericity less than .001
suggested the EFA is appropriate for the data. Cronbach's alpha values for the Expanded
Multidimensional turnover intentions dimensions ranged from 0.82 to 0.93, representing satisfactory
reliabilities (Hair et al., 2014). The remaining set of items were used for con�rmatory factor analysis
(CFA) is presented in Table 1.

The results in Table 1 demonstrate the statistical signi�cance that each observation variable had
concerning its individual latent variable factor loading (λ).

All factors had values of .50 or higher, indicating that the observed variable re�ected its construct's latent
variable. Factors with a CA and CR above .63 were considered satisfactory (Raine-Eudy, 2000), all factors
exceeded .63. The AVE were all above the .50 endorsed threshold (Fornell & Larcker, 1981).

Table 1 Construct validity
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Items  Factor
Loading

CA Rho_A CR AVE

Subjective social status   .903 .904 .932 .774

I do not like the image of me I see in the future if I remain
here

.845

My present job leaves me no choice but to look for
alternative job offer that will be�t my status.

.890

I often feel like quitting this job because my present job
position is not compatible with my job resume.

.915

I feel like quitting this job because of my marital status. .868

Organisational culture   .816 .841 .890 .729

I often feel like staying at home than going to work
because of the way my organisation is structured.

.820

I am seriously considering quitting this job because of
the organisational practices and policies.

.895

My major dissatisfaction in life comes from my job
environment.

.844

Personal orientation   .934 .940 .945 .684

Leaving my present job is my ultimate priority now
because of family demand.

.818

My family is not happy with the nature of my job. .792

I often consider leaving my job as a result of my health
status.

.837

I cannot be �t enough to continue this job in the near
future

.876

I often feel like quitting this job because the organisation
does not keep to its promise.

.861

Most of people whose opinions I respect think I should
leave my job.

.796

I intend to leave this organisation in the next one year. .848

I often feel like quitting this organisation because I see
no future in it.

.785

Expectation   .911 .917 .933 .738

Healthcare package is so poor to compare to the kind of
work I do.

.858

If I get better offer, I will leave my present job because of
job insecurity.

.880
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I often feel that my present job is not worth the offer. .907

Regardless of the pay, I would prefer working where I will
be respected and recognized.

.785

What is holding me in this job is that I have not gotten
an acceptable alternative offer/job that is lucrative.

.859

Career Growth   .927 .932 .945 .776

I often feel like quitting this organisation because my
years of service do not re�ect my present job
designation.

.833

I just want to learn few things concerning my job career
in this organisation and leave.

.841

I know I deserve a better job, I will go for it when I �nd
one

.923

I need a work environment that will improve me, I don’t
get it here.

.910

I feel like quitting this organisation because it does not
create opportunity for advancement and development.

.893

Note: CA= Cronbach Alpha, CR= composite reliability, AVE= Average Variance Extracted 

Study 2: Construct Validation
To ascertain construct validity for the measurement, another set of data was collected. Convergent and
discriminant validity were equally conducted in this second study.

The need for convergent validity is important to measure whether the earlier validated instrument for
turnover intentions is related to the current instrument (Krabbe, 2017). Previous studies have found that
job embeddedness has a negative relationship with the intent to quit a job (Clinton et al., 2012,
Dechawatanapaisal, 2018, Karatepe, 2013). Quite a few researchers have considered the dimensionalities
of job embeddedness and intent to quit (e.g., Fuchs, 2021). It was necessary to compare this
measurement and the dimensions of job embeddedness. The CFA was conducted on a sample of 433 to
con�rm the hypothesised �ve-factor structure using the IBM AMOS.

Participants

The participants for this study comprised four hundred and thirty-three (433) workers drawn also from
two major cities in Nigeria Enugu and Lagos. The participants comprised of male 240 (57.2%) and 193
(42.8%) female, 203 (49.3%) married and 230 (50.7%) singles.

Instruments
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Expanded multidimensional Turnover Intention Scale (EMTIS). The EMTIS comprised of the 25 items
developed. The response is patterned on a �ve-point Likert type format ranging from 1= (strongly
disagree) to 5 (strongly agree)'. The respondents are expected to indicate the extent to which they agree
with the listed statements regarding their intention to leave their job. High scores indicate a higher
intention of leaving the job while low scores indicate a lower intention of leaving the job. The TIS has �ve
factors: subjective social status factor (4 items), Organisational culture factor (3 items), Personal
orientation factor ( 8 items), Expectation factor (5 items), and career Growth factor (5 items).

Turnover Intention scale (TIS, Bothma & Roodt, 2013). Turnover intention scale developed by Bothma and
Roodt (2013) it a six-item scale. Sample items are: 'How often have you considered leaving your job?' and
'How often do you look forward to another day at work?' The authors reported a reliability coe�cient of
.80, while for this study, we obtained a reliability coe�cient of .78.

Job Embeddedness scale (JES). Job embeddedness was measured by the job embeddedness scale
developed by Nafei (2014). The 18 – item scale assessed the degree how which employees are
enmeshed in their job. For example, "my job enables me to exploit my skills and talent well", and "my
values and goals are consistent with the values of the company". The response format of the scale is
Likert-type response options, ranging from 1= strongly disagree to 5 = strongly agree. All the items are
directly scored, indicating the higher the score, the higher the embeddedness, and the lower the score the
lower the job embeddedness.

Procedure

The three questionnaires were distributed to four states using volunteering colleagues in those states to
conduct a wave study. All participants were informed that their responses to the questionnaire would
remain con�dential and strictly for academic purposes. Most of them voluntarily provided their mobile
numbers which were used to follow up with them on the subsequent questionnaires. Six hundred and
eighty (680) copies of the questionnaire were distributed (170) in each of the four states. The
questionnaire allocated for each of the four states was (purposively) administered to the employees in
the �ve major sectors as earlier done in the �rst study. After completion and collection, properly �lled
copies of the questionnaire were used for analysis. A total of six hundred and forty-three (643) were
returned, twenty-one (21) copies were discarded as a result of improper completion while six hundred and
twenty-two (622) valid copies were used for the analysis, yielding a valid response rate of 91.5% out of
six hundred and eighty (680) copies of the questionnaire that were initially distributed.

Design/ statistics

Using a 3-wave study design, SPSS 25 was used to measure the descriptive and convergent validity of
the EMTI scale, turnover intentions scale, and job embeddedness. IBM SPSS AMOS 24 Software was
used to test for the CFA and goodness-of-�t statistics, while SmartPLS 3.3 was used for the discriminant
validity.
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Result

The CFA of the EMTI scale assessed the signi�cance of the questionnaire constructed from the result of
the EFA. To assess the model �t according to the covariance matrix of the con�rmatory data set the
maximum likelihood estimation was used. The Chi-square (x2) value, and the root mean square error of
approximation (RMSEA), and the standardized root mean square residual (SRMR) were calculated.
Supplementing these indices, we examined model �t by using the comparative �t index (CFI), goodness-
of-�t index (GFI), and normed �t index (NFI) (Browne & Cudeck, 1993). Generally, the criterion for
establishing model �t suggests that CFI, GFI, and NFI values close to 0.90 represent an acceptable �t, and
values of 0.90 or higher indicate a good �t (McCoach, Gable, & Madura, 2013).

Conducting CFA on the 25 items identi�ed in the EFA, and comparing different models (One, uncorrelated,
correlated and hierarchical factors, see Table 2 and �gure 1). The correlated and hierarchical �ve factors
produced much better goodness-of-�t statistics than the uncorrelated model.

Convergent validity was established by assessing the patterns of correlation among factors (Tabachnick
& Fidell, 2014). Malhotra (2010) recommended that convergent validity can be evaluated by inspecting
the factor loadings, which should be statistically signi�cant and greater than 0.5. The result showed that
the dimensions of EMTI related signi�cantly with Bothma and Roodt's Turnover Intension scale (see
Table 3). While in Table 4 a divergent validity was done to establish a negative relationship with job
embeddedness. Job embeddedness has been used to establish employee retention, therefore a negative
relationship is expected (Nafei, 2014). The �nding was signi�cant as the �ve dimensions of EMTI had
signi�cant negative relationships with the three dimensions of the job embeddedness scale (�t, link, and
sacri�ce).

A discriminant validity assessment was done using the Heterotrait-Monotrait (HTMT) Ratio of Correlation,
which values should not exceed .90 (Gold, Malhotra, & Segars, 2001, Teo et al., 2008). In Table 5, the
result showed that the constructs were well related within their construct.

Table 2 Con�rmatory Factor Analysis of the MTI Scale.

Model  df /df GFI NFI CFI RMSEA SRMR

Null 2110.43*** 364 8.489 .781 .796 .810 .101 .3022

One factor 1751.43*** 237 7.390 .792 .784 .806 .102 .0745

Uncorrelated factors 1724.33*** 250 6.897 .796 .787 .811 .098 .2771

Correlated factors 576.862*** 225 2.564 .930 .929 .955 .050 .0407

Hierarchical 680.450*** 184 3.698 .910 .916 .936 .061 .0504

Note : * p <.05, ** p<.01, *** p <.001.
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Table 3 Convergent validity of the EMTI with turnover intention scale (Bothma & Roodt, 2013)

    1 2 3 4 5 6

1 SSS 1

2 Organisational culture .25** 1

3 Personal orientation .54** .35** 1

4 Expectation .50** .38** .57** 1

5 Career Growth .59** .25** .57** .51** 1

6 TIS .58** .69** .50** .54** .61** 1

NOTE: * = p <.05, ** =p<.01, SSS= Subjective Social Status, TIS = Turnover intentions (by Bothma & Roodt,
2013)

Table 4 Divergent validity of the EMTI with job embeddedness

    1 2 3 4 5 6 7 8

1 SSS 1

2 Organisational culture .25** 1

3 Personal orientation .54** .35** 1

4 Expectation .50** .38** .57** 1

5 Career Growth .59** .25** .57** .51** 1

6 Fit (JE) -.36** -.12** -.10* -.44** -.36** 1

7 Link (JE) .27** -.39** -.22** -.41** -.34* -.66** 1

8 Sacri�ce (JE) -.32** -.51** -.11** -.31** -.50** -.66** -.69** 1

NOTE: * = p <.05, ** =p<.01, SSS= Subjective Social Status, Fit (JE)= Job Embeddedness (�t dimension),
Link (JE)= Job Embeddedness (Link dimension), Sacri�ce (JE)=Job Embeddedness (sacri�ce dimension)

Table 5 HTMT
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1 2 3 4 5

1 Subjective social Status .88

2 Organisational culture .44 .85

3 Personal orientation .64 .38 .83

4 Expectation .76 .45 .61 .86

5 Career Growth .85 .38 .60 .74 .88

Table 6 Means (SD) MTI scores by the gender

Scales Total Male Female t P

Subjective social Status 12.31(4.25) 12.23(4.18) 12.43(4.35) -.585 .558

Organisational culture 7.30(3.24) 7.31(3.12) 7.29(3.39) .092 .926

Personal orientation 15.65(5.09) 15.68(4.90) 15.61(5.32) .154 .878

Expectation 12.64(4.42) 12.43(4.36) 12.85(4.50) -1.189 .237

Career Growth 12.64(4.20) 12.66(4.15) 12.61(4.28) .162 .729

Total 60.53(16.12) 60.33(15.71) 60.79(16.67) -.346 .729

Reported expanded multidimensional turnover intention

As shown in Table 6, the overall mean score of EMTI scale was 60.53 (SD= 16.12). Analysing the 5
dimensions, it showed that overall EMTI for subjective social status is mean ± SD= 12.23 ± 4.18,
organisational culture is mean ± SD = 7.30 ± 3.24, personal orientation is mean ± SD = 15.65 ± 5.09, and
expectation is mean ± SD = 12.64 ± 4.20. Finally, the total score on EMTI difference between males and
females was not signi�cant (t = -.3.46, p =.73), the same as the �ve dimensions.

Discussion
Numerous turnover intention scales have been developed over the years yet scarcely have its inherent
dimensions been considered until recently. Menezes et al. (2018) who considered two dimensions of
turnover intention made a signi�cant contribution in expanding the view of turnover intention, but our
study took a step further as we observed that a two-dimensional perspective is still limiting.

Voluntary turnover can be perceived in a monochromatic shade. Organisations lose their best hands for
reasons the organisations can prevent or make adjustments. The justi�cation for a turnover if considered
e�ciently can enhance employee retention and improve employees' work performance. This study added
to the existing works on the turnover intention by developing, and validating an expanded
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multidimensional turnover intention scale. This will contribute toward establishing a standardized and
credible multidimensional turnover intentions scale for most sectors of work.

The �ve dimensions found (subjective social status, organisational culture, personal orientation,
expectations, and career growth) point to desirable attributes most new employees envisage while taking
up a new job. When they do not envision a progression, they feel disenchanted and too psychologically
and behaviourally initiate a search for alternatives.

An exploratory factor analysis (EFA) using principal axis factoring and oblimin rotation established that
the EMTIS- 25 is a multi-dimensional construct. While the con�rmatory factor analysis, discriminant and
convergent validities of the construct and its dimensions attained acceptable levels.

Practical implication

Voluntary turnover has been found to affect organisations negatively, ranging from losing the best heads
and hands, to the cost of retraining and replacing them. Job retention is a big deal and signi�cantly has
implications for the success of organisations. This measure highlights salient areas usually neglected
like social status, organisational culture, psychological expectations, room for career growth, and
personal orientation preferences. This measure further goes to help the management of human resource
personnel of organisations to look beyond mere incentives as the major reason why employees quit.
Frequent evaluation of employees to sense areas the organisation can improve on could help the
organisation keep their best hands than being taken unaware of their actual turnovers.

Limitations

Notwithstanding the contributions of this study, some limitations were noticed. With all the effort to build
con�dence and trust with the respondents that the aim of the study was for educational purposes, we
cannot say there was no fear on the part of the respondents that the organisation might see their
responses. Secondly, some of the factors (e.g., organisational culture) with fewer items happen not to
have exhaustively covered the organisational culture. For future research, an improvement in a
revalidation study can make it better. Finally, the data collection technique was cross-sectional and it has
its limitations for example the di�culty to make causal statements and its susceptibility to biases like
non-response and recall bias (Wang & Cheng, 2020).

Conclusions
This study's major goal was to broaden the understanding and application of the turnover intentions
construct by taking into consideration the multi-dimensionality of the construct. This study has
established that the new measure is a reliable and valid instrument to assess the multiple dimensions of
turnover intention.
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Figure 1

Hierarchical model and factor loadings resulting from con�rmatory factor analysis.

Note: SSS= Subjective Social Status, PO= Personal Orientation, OC= Organisational culture, CG= Career
Growth


