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Abstract
Purpose – This paper aims to examine employee perceptions of the labor market in the employee turnover
intention model and explores how different situations outside work (labor market conditions) play a role in
employee-organizational membership. In addition, it also examines the mediating role of commitment in the
relationship between stress and the turnover model.
Design/methodology/approach – Data were collected from 628 private school teachers working in the
economically depressed state of J&K (India), which were randomly selected. Confirmatory factor analysis was
used for validation of a scale. Structural equation modeling and PROCESS by Hayes was used to test the
hypothesized relationships between the study variables.
Findings – The antecedents of occupational stressors contribute negatively toward employees’
psychological state resulting in undesirable employee-organizational relationships such as high turnover
intentions and low organizational commitment. Nevertheless, lack of external job opportunities compels
employees to maintain organizational membership, even though against the stressful working environment.
Research limitations/implications – This study while acknowledging the inherent limitations,
questionnaires are susceptible to and single sectional nature of the study poses limitations.
Practical implications – The practical implication explains that the employee and organization
relationship is governed more by external economic conditions than by the psychological feelings of the
employees toward the organization (organizational commitment). As also, the moral system of employees, as
well as their feelings toward the noble profession makes them feel morally exalted and this binds them to the
membership of the organization.
Originality/value – This study mainly focuses on, to understand if and how the conditions of the labor
market relate to the employees’ attitudes. This would enable us to gain more insights to the systematic
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relations of employees’ attitudinal variables such as occupational stress, organizational commitment and
employee turnover intentions.

Keywords Organizational commitment, Occupational stress, Employees’ turnover intentions model,
Mediation and moderation, Perceived labor market conditions

Paper type Research paper

Introduction
To survive in the cut-throat business competition, employers emphasize cost reduction to
increase the input-output ratio as a major strategic tool (Hobfoll et al., 2018). For that matter,
more often than not, they take beneficial leverage of poor external labor market conditions by
paying low wages to their employees and employ an inadequate workforce in their business
organizations. It, consequently, results in undue work pressure on employees at their
workplaces (Menon and Priya, 2019). Cosmos Institution of Mental Health and Behavioral
Sciences (CIMBS, 2019) reports a rise in depression and anxiety-related conditions, the largest
provider of workplace support services to businesses, stress-related grievances from workers
rose from the previous year to 16% in 2019. More convincingly, it could be asserted that
economic slowdown meshed with competition are forcing organizations to improve
productivity and consequently crystallize on employees’ increased job pressure may result in
job stress (Geetha Nema et al., 2010). In most of the cases, professionals were concerned about
the financial risk, job loss, loss of business or financial uncertainty that caused the anxiety
disorder. In a few instances, financial loss and subsequent stress triggered even suicidal
behavior (Manier et al., 2017). In other words, in an attempt to maximize profits, some
organizations have resorted to unlawful business practices like “casualization” of workers that
harshly hurts workers’ interests and violates some fundamental labor laws (Okafor, 2007). In
response, employees are not only expected to work longer than they did earlier but are also
expected to meet work deadlines, which puts immense pressure to perform more in a shorter
time. Stephen and Timothy (2007) and Geetha et al. (2010) observed that in economic
slowdown, business organizations are fighting for survival that causes survival problems for
employees within organizations. Two major effects that have stemmed from these economic
changes are known as “work intensification” and “job insecurity.” The former refers to the
extent to which employees are being forced to work faster and harder, while the latter refers to
the subjective feelings about the risk of job loss, as expressed by employees themselves
(Burchell et al., 2002). On the other hand, the larger alternate employment opportunities lead
employees to analyze cost and benefit and have intentions to switch jobs (Price, 2001). As such,
employees receive offers from other employers and make a comparison of cost and benefit
between current and alternate jobs (Price, 2001). Nevertheless, if there are no alternate
employment options available, employees recalibrate their expectations about their current job
in the light of the feasibility of finding alternate jobs. Employees may depart psychologically
without actually resigning, withdraw their decision to participate (Rousseau, 2004). Thus, there
is a reduction in the discretionary efforts of employees (Hom et al., 2012). Aaron and Ronit
(2007) argue that behaviors are often influenced by economic conditions that cannot be
controlled by the investigator but can influence the findings. Further, Manu et al. (2004) also
maintain that employees quit organizations due to economic reasons.

Therefore, in times of high unemployment rates, employees are less likely to express
high turnover rates (Onyishi et al., 2012; Dello Russo et al., 2020). The result is
“casualization” and undesirable working conditions as antecedents of the adverse economic
conditions (Kazeem, 2004). As such, employees who seek to leave, but perceive few job
alternates (reluctant stayers) experience a shock. The possible interaction effect between
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perceiving few alternate employment opportunities and job stress can be well-understood by
referring to the job demand resources model (Bakker, 2001; Demerouti et al., 2001).
According to the job demand resources model, job demands refer to those aspects of the job
that are perceived burdensome by the employees (e.g. occupational stress). While as, resources
can provide a way toward improving control, commitment, personal growth, learning and
development (Demerouti et al., 2001; Hakanen et al., 2005). A core assumption of the job demand
resources model is that resources are something that can prevent unfavorable effects of
demands. Further, employees can better control their working life because of alternate
employment opportunities (Berntson and Marklund, 2006). Similar understanding is based on
Karasek’s job demand control model (Lewchuk et al., 2005; Cooper, 2002) that exposes
employees’ experience high demands with low control results in their occupational stress. This
interaction is highly determined by perceived labor market conditions (PLMC) and not by the
job itself. In accordance with this model, job stress involving high demands and perceiving less
alternate employment opportunities resist actual turnover behavior (Silla et al., 2009). As
employees perceive less employment opportunities accompanied by low sense of control, their
ability to find secure employment seems limited.

In this background, we seek to establish the moderating role of labor market conditions
perceived by the employees (working in an economically depressed state) in the relationship
between employees’ occupational stress and employees’ turnover intentions. When alternate jobs
are scarce, employees are more likely to involve less in actual departure. The rationale here is that
PLMC may be the variable that is likely to influence or strengthen the direction of the
relationship. To further strengthen our assertion, the implication of unemployment has clearly
demonstrated and widely acknowledged to have a large influence in particular associated with a
strong negative impact on measures of life satisfaction (Waters, 2000). The empirical findings
also show unemployed have higher levels of perceived stress (Meer, 2014). We believe that
employees in times of adverse labor market conditions hold their membership with their
organizations even being highly stressed. Thus, alternate job options are, therefore, an
intermediate stage between work dissatisfaction and turnover, which have a direct and indirect
effect on the decision to leave because of job dissatisfaction affected by the general labor market
(Chan and Darian Ao, 2019). This, in turn, is psychologically and scientifically believed to
crystallize into perceived financial insecurity, and becomes a major catalyst of occupational
stress. It could possibly also result in poor perceived administrative support and may
psychologically create a negative feeling among the employees toward their organizations. This
may have a significant overall negative impact on the employees’ well-being at the workplace in
today’smarketplace andmay even prove to be fatal (Geetha et al., 2010).

Furthermore, with the changing socio-economic scenario and increasing unemployment
rate at 8.4% according to the Center for Monitoring Indian Economy, the Indian
Government and research from the Reserve Bank of India, which demonstrate higher in past
45-year high. The value of employees and their professional concerns associated with the job
have undergone a change (Biglan and Embry, 2013) resulting in an increasing level of stress
and hassle among the employees, as these stressful employees can no longer contribute
toward the achievement of the organizational goals. However, little is known about how
economic opportunity influences employees’ turnover. It questions about the universality of
turnover intention models. As most of the research studies in the subject matter of turnover
intentions are mostly related to the organizational commitment and occupational stress.
However, the inclusion of the perceived external opportunities variable as the moderator in
turnover intention models has never been studied. In this backdrop, to clear the relationship
among stress, commitment, turnover intention and PLMC, stress turnover has been
introduced as a moderator between these variables. Further, commitment as a mediator in
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the relationship between stress and turnover intention has also been assessed.
Compounding the issue, J&K State (India) has witnessed 194% increase in the number of job
seekers registering themselves with government employment exchanges, over the past five
years. In the economic report for the year 2016, the J&K Government had stated that 24.6%
of the state’s population in the age group of 18–29 years as unemployed against all India rate
of 13.2% for this group. Further, it is reported that the figures may go up as all the
unemployed persons do not register themselves. However, an employer exploits the vast
pool and taking the leverage of prevailing conditions in the state of a depressed economy
where the unemployment rate is high (Ahmad, 2018). It puts compulsion upon employees to
remain within their organizations, even in adverse conditions irrespective of their choice. In
this very background, the study of perceived external opportunities in relation to turnover
intentions becomes imperative and interesting.

Review of literature and formation of research hypotheses
Turnover intention as an employee’s cognitive response to the working conditions of a
particular organization and to the economic condition of a nation as a whole, which stimulates
an employee to search for better alternate jobs and consequently voluntarily intent to leave an
organization (Ahmad and Rainayee, 2013). Goading on this perspective of employee turnover
intention concept, it may be asserted that an employee turnover intention is the function of
organizational and the economic conditions of the nation. Thus, an attempt of determining the
implication of labor market conditions in the contemporary employee turnover intention
models are initiated in the present study. On the spur of the moment, we find that researchers
have come up with diverse antecedents of employee turnover intentions. These antecedents
include job-related organizational and economic factors. An in-depth literature review revealed
that employee turnover intention has been studied with employee repulsive psychological
variables such as occupational stress and with affective employee attitude such as
organizational commitment. Therefore, we review the numerous employee turnover intention
models.

In fact, considering the theoretical base, contemporary turnover models, more often
include both stress and commitment as determinants that initiate the turnover process. We
classified these models into four categories, namely, models demonstrating the relationship
between occupational stress and turnover intentions, models pertaining to organizational
commitment and employee turnover intentions, models, which incorporate occupational
stress, organizational commitment and turnover intentions and comprehensive models
incorporating occupational stress, organizational commitment, turnover intentions and
PLMC being studied from a broader perspective.

Stress and turnover intention
Stress theories illustrate individuals’ reactions to stressors are partly dependent on
individuals’ cognitive appraisals of the potential stressors (Robinson, 2018). This is
particularly true when predicting outcomes such as employee turnover intention. Stress has
been extensively researched as a result of the negative effects that it can have on people,
organizations and communities (Harter et al., 2002; Kim and Stoner, 2008; Kim and Lee,
2009; Horton and O’Fallon, 2011; Tiyce et al., 2013; Kafashpoor et al., 2014; Han et al., 2015;
Kim et al., 2016; Montani et al., 2017; Mérida-L�opez and Extremera, 2017; Karatepe et al.,
2018; Huang et al., 2018; Nilufer, 2019). Studies have sought to address the issue of what
defines the desire of employees to leave by examining potential antecedents of the decisions of the
employees to leave. The research demonstrates that there is a constructive impact of stress on
turnover expectations, as has definitely been shown by other academicians (Kim and Stoner, 2008;
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Kimand Lee, 2009; Kim et al., 2016) and they highlight that stress correlateswith job dissatisfaction,
absenteeism and turnover (Magnano et al., 2017; Mérida-L�opez and Extremera, 2017). Occupational
stress is a significant antecedent of the attrition of workers (Bedeian and Armenakis, 1981;
Fogarty et al., 2000; Han et al., 2015; Kim and Stoner, 2008). Furthermore, as an administrator
pushes employees toward more technological devices to boost workplace efficiency as a
workaround that puts him under techno-stress (Hossain et al., 2019a). This high job pressure
and heavy schedule may theoretically generate occupational stress (Kafashpoor et al., 2014).
Based on the literature reviewed and results obtained, the authors conclude that the hypothesis
of this study describes the relation between occupational stress and turnover intention:

H1. Occupational stress leads to employee’s intention to leave their organization.

Stress and commitment
Occupational stress refers to an employee’s response to characteristics that appear to be
mentally and physically challenging at work (Bhat, 2013). The physical and
psychological health can degrade as workers are stressed. In fact, psychiatric
manifestations of fear, depression and anger have a direct effect on workplace stress
and also can contribute to burnout and reduce organizational commitment (Wong and
Spence, 2015; Lu et al., 2017; Huang et al., 2018). Retention model and findings from
previous studies (Lu et al., 2017; Wong and Spence, 2015) describe occupational stress
as an intermediate variable that directly affects the employee’s willingness to leave
(Cooke et al., 2007; Mulki et al., 2008). It was also found that to whatever extent workers
are suffering from occupational stress, the same amount of low organizational
commitment of employees will result in unproductive outcomes (Kafashpoor et al.,
2014; Khuong and Nhu, 2015). Therefore, it is hypothesized:

H2. There is a negative relationship between occupational stress and organizational
commitment.

Commitment and turnover intention
Organizational commitment is a psychological connection between employees and their employer
to create their employee with belief in organizational objectives and values to ensure the
employees do not have an intention to leave their jobs (Meyer and Allen, 1997; Schmidt, 2007;
Kumar, 2012; Van der Westhuizen, 2014; Haque and Yamoah, 2014; Han et al., 2015; Haque and
Aston, 2016; Haque et al., 2016; Chiang and Liu, 2017). Prior studies reported three forms of
organizational commitment (affective, normative and continuance) that have a significant
negative association with turnover intentions (Meyer and Allen, 1997; Hashemi et al., 2015; Nair
and Kamalanabhan, 2010; Mosadeghrad, 2013). Of these, affective organizational commitment
represents the emotional and attitudinal attachment to an employer organization (Mercurio, 2015;
Tetteh et al., 2019). Whilst normative and continuance involve a sense of obligation and cost-
avoidance, respectively (Meyer and Herscovitch, 2001; Snape and Redman, 2003). More
importantly, employees who are attached with the organization may consider themselves as
being part of a “family,” which may reduce their exit intention (Fazio et al., 2017; Marique and
Stinglhamber, 2011; Meyer et al., 2002). Consequently, employees with high levels of commitment
may have a stronger desire to remain in their organizations and do not opt for turnover.
Therefore, the literature on employee turnover intentions as antecedents of organizational
commitment provides a clear conceptual association between these variables. As such, a negative
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relationship between employee turnover intentions and organizational commitment has been
consistently reported by the numerous studies based onwhatwe hypothesize:

H3. There is a negative relationship between organizational commitment and employee
turnover intentions

Stress, commitment and turnover intention
Behavioral scientists around the globe have systematically demonstrated a positive
relationship between employee turnover intention and stress. Earlier, Mikkelsen et al. (2000)
and Bhat (2019) found that employees who have high level of stress are less committed. The
empirical results also show organizational commitment has a major impact on turnover
intention. Azar (2014) found that affective and continuous commitments were positively and
negatively related to job stress. In other words, to whatever the extent a person suffers from
job stress, the same amount of affective commitment he or she exhibits. Aydem (2011) posits
that employees’ psychological imbalance spurs from the context of their job, which demises
their emotional attachment toward their organization. Smith (2009) assessed the plausibility
of three alternate model specifications of the relations between role stressors and
organizational commitment, satisfaction, turnover intentions and reported the best fit for
their “fully mediated effects” model wherein there was a “strong causal path from stress,
satisfaction, commitment and intentions to leave.” Ramamoorthy and Flood (2004) found
that commitment mediates the relationship between organizational justice and turnover
intention. Moreover, a study by Nilufer (2019) shows the results of the regression analysis
that indicated the job stress affected the turnover intention in a positive way, while the
organizational commitment affected it in a negative way. The results also indicated that
organizational commitment seemed to have a partial mediating role on the relationship
between job stress and turnover intention. It is also expected that a commitment has an
affective attitudinal role to act as a mediator between competitive psychological climate and
turnover intention. Based on the belief-attitude-behavioral intention model (Fishbein and
Ajzen, 1975), attitude is posited to mediate the relationship between belief and behavioral
intention. Therefore, it is hypothesized:

H4. Organizational commitment mediates the relationship between occupational stress
and employees’ turnover intentions.

Moderating role of perceived labor market conditions
Owing to the inconsistency in the relationship of organizational commitment and
occupational stress with respect to PLMC of retention-related criteria we hypothesize
moderating role of PLMC in the employee turnover intention model. PLMC refers to the
understanding of an employee about the availability of alternate jobs in the external
environment (Ahmad et al., 2019). Employees perceive better alternate job opportunities
when the job market is at prosperity compared to the state of unemployment. It should be
noted, however, that PLMC is not the same thing as actual labor market conditions. Hossain
et al. (2020a) found that tight labor market conditions are encouraging unemployed women,
in specific, to use smartphones to start their own setups, particularly in the subcontinent.
Today, social networking (Hossain et al. 2020b) and innovative ideas help to build venture
creation, which generate additional economic opportunities for people with low income in
the society (Hossain et al., 2020c). Moreover, sustainable development in education would
also assist to create better economic prospects (Hossain et al., 2019b). Past research suggests
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that if organizations fail to provide substantial growth opportunities, employees actively
start searching for an alternate job and their search is based upon the perceived
opportunities in the external market (Mano-Negrin and Tzafrir, 2004). However, it is
theorized that individuals will not leave their jobs without employment alternates available
(Ahmad et al., 2019).

Therefore, determinants influence flow through economic opportunity, potentially
moderating the relationship between determinants and turnover. In reality, when evaluating
alternate jobs, individuals perform cost/benefit analysis (Boswell, 2017). In an extended
model, withdrawal behaviors were influenced by workplace expectations and perceptions of
the labor market (Zimmerman et al., 2016). On the basis of the theoretical work provided by
Muchinsky and Morrow (1980) and Carsten and Spector (1987), who conducted a meta-
analysis to examine how the magnitude of the relationship between employees’ positive
attitude and turnover varied during high and low unemployment rates. They found a
correlation that ranged from low to moderate between unemployment rates and the strength
of the satisfaction-turnover relationships, suggesting that the satisfaction-turnover
relationship is moderated by economic opportunity. Economic opportunities and perceived
alternates are central constructs in volunteer turnover models, which reflect
conceptualizations of job availability at different levels (Shaw and Hausknecht, 2017). While
perceived alternates represent an employee’s perceptions of the labor market, economic
opportunity refers to more objective conditions of the labor market. Carsten and Spector
(1987) also found a correlation that ranged from low to moderate (�0.18 to �0.52) between
unemployment rates and the strength of the employee attitude-turnover relationships,
suggesting that this relationship is moderated by economic opportunity. Therefore, in
explaining the magnitude of the variance explained, authors have included some external
forces in the formation of employees’ unique psychology toward their organization exhibited
at the workplace, owing to which, number of authors have machinated the model with the
inclusion of employee perception toward the labor market conditions. Thus, based on many
existing studies and theories that have been described above, researchers deciphered that
job stress has a negative effect on the turnover intention of employees and of course the
presence of the stress may affect the willingness of employees to leave the organization and
explore alternate jobs. In the light of the above discussion, the following hypotheses have
been proposed:

H5. PLMC moderates the relationship between occupational stress and turnover
intention, so that the positive relationship between occupational stress and
turnover intention is stronger under the condition of high versus low PLMC (H5a)
and so that the negative relationship between occupational stress and
organizational commitment is weaker under the condition of high versus low
PLMC (H5b).

Research gaps
Some theoretical employees’ turnover models (Cha, 2008) have included economic incentives
and some other studies have found variables closely linked to PLMC such as employment
security (Silla et al., 2009) and chances of getting a new job (Heit et al., 2000), but its
moderating effects are not typically examined in employee’s turnover models (Collins et al.,
2013). This study mainly focuses on to understand if and how the conditions of the labor
market relate to the employees’ attitudes. This would enable us to gain more insights to the
systematic relations among employees’ attitudinal variables such as occupational stress,
organizational commitment and employees’ turnover intentions. Although available
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literature provides enough credence with regard to the relationship between employees’
turnover intentions, occupational stress and organizational commitment, however, the
nature of the relationship between turnover intentions, stress and commitment does not
demonstrate a clear picture. As such, some behavioral scientists systematically assert a
positive association between stress and commitment, while others claim a negative
relationship. Thus, the present study intends to focus broadly on the role of employees’
PLMC in the conventional model of employees’ turnover intentions. This paper incorporates
employees’ perception toward the labor market in employees’ turnover intention models and
investigates how various situations outside work (labor market conditions) play a role in the
employee-organization membership.

Proposed research model
Themodel of the study has been developed based on the review of the literature and existing
research gaps shown in Figure 1, which identified occupational stress and organizational
commitment as independent variables and turnover intentions as a dependent variable. In
addition, the model contains PLMC, which acts as a moderator and influences the strength
of the relationship between occupational stress and employee turnover intentions;
organizational commitment and employee turnover intentions.

Methodology
Generation of scale items
The methodology adopted for the validation and generation of scale has been recommended by
Churchill (1979), Anderson and Gerbing (1988); Saxe and Barton (1982), Hair et al. (2006); and
Malhotra and Dash (2011). The occupational stress construct has been studied together with
other three constructs i.e. organizational commitment, PLMC and turnover intentions.
Instruments were developed after in-depth discussions with the respondents with regard to the
stress causing problems they faced in the schools. These problems were identified and
converted into statements. After matching these statements with existing literature some
factors were also supported by the existing literature. As a sequel, seven most relevant
antecedents were identified and then subjected to content validity where experts’ opinions were
sought. In the end, these statements were retained in the questionnaire andwere measured with
29 items comprising of 5 items each for poor administrative support (PAS), employees’
exploitation, work overload and 4 items for professional distress and inadequate financial
security each and 3 items for job insecurity and strenuous working environment each. The
research studies of Cox (1987), Kyriacou and Sutcliffe (1977); Srivastava and Singh (1984),

Figure 1.
Proposed research
model
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Cartwright and Cooper (2002), Nixon et al. (2011); Towers Watson Survey (2014) were
consulted for generating items. PLMC variable was measured by one-dimensional scale
consisting of five items that was adopted from Mowday et al. (1984), Billings and
Wemmerus (1983); Arnold and Feldman (1982), Michaels and Spector (1982); Hurrell and
McLaney (1988) and Williams and Cooper (1998). While as turnover intentions construct
was administered by single-dimensional scale of three items used in previous studies of
Cummann et al. (1979); Becker and Billings (1993); O’Driscoll and Beehr’s (1994); Nissly
et al. (2005). Finally, the multidimensional organizational commitment scale, which
comprises of six items each for affective commitment, continuance commitment,
normative commitment was used (Meyer and Allen, 1991; Karrasch, 2003). Some items
were kept in negative form so as to have an internal cross-checking and to ensure the
active involvement of respondents while filling the questionnaire. All the items and
variables along with operationalization are given in Appendix.

Pre-testing of the instrument
The pilot test pertains to the administration of the survey instrument to a set of small
number of respondents. Its main purpose is to ensure the general feasibility of the data
collection method, specifically to assess the validity and reliability of the research
instrument. The pilot study was conducted on a sample of 128 respondents in April 2019 in
line with the procedure laid down by Chahal and Kaur (2014) to validate the concepts under
study. The respondents from whom data were collected should have at least one year of
experience as school teachers. During the test, 56 items were initially drafted. All the items
were thoroughly explained to respondents. Furthermore, the opinion of respondents was
considered for further refinement of the questionnaire. All responses were recorded on a five
point-Likert scale, ranging from 5 for strongly agree to 1 for strongly disagree. The collected
data were subjected to instrument purification through item analysis as mentioned in the
next section.

Item analysis
To develop item analysis and validate measures for various constructs, scale development
procedures were used. Some interrelated statistical techniques were used to analyze data
and support our models. Item analysis is a set of measures that analyzes responses of each
item to determine, which items best determine the construct. It is used to review the quality
of individual test items and overall instrument (Netmeyer et al., 2003). Therefore, item
analysis was performed with confirmatory factory analysis (CFA), reliability analysis and
validity analysis. CFA using item loadings should be statistically significant and higher
than 0.5, ideally higher than 0.70 (Hair et al., 2006) and relevant fit indices, such as chi-square
statistic, root mean square error of approximation (RMSEA), goodness of fit index (GFI) and
comparative fit index (CFI) as mentioned in footnotes corresponding to Figures 2–5. This
methodology is used following the recommendations of Churchill (1979), Anderson and
Gerbing (1988); Malhotra and Dash (2011); Saxe and Barton (1982) and Hair et al. (2006). The
reliability of each construct of the study has been analyzed based on the criteria that include
Cronbach’s alpha that should be greater than 0.70 Hair et al. (2006). The item-total
correlation was also estimated and items with high item-total correlation have more
variance relating to what the items have in common (Nunnally and Bernstein, 1994). Items
with item-total correlation more than or equal to 0.35 were retained and the rest were deleted
(Saxe and Barton, 1982).

CFA has been used to test whether items in the construct stand at 0.5 or higher, and
ideally equal to 0.70 are considered significant factors loadings. Average variance extracted
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(AVE) should be 0.5 or greater to establish adequate convergent validity. Construct
reliability (CR) should be 0.7 or higher to indicate adequate convergence or internal
consistency and for discriminant validity (DV), the square of the correlation between factors
should not exceed the variance extracted (Fornell and Larcker, 1981). Tables 1–3 reveal that
all items have higher factor loadings, except one item for “inadequate financial security” and
“normative commitment” each, which had standardized factor loadings owing to which it

Figure 2.
Measurement model
of occupational stress
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Figure 3.
Measurement model

of organizational
commitment

Figure 4.
Measurement model

of perceived labor
market conditions

Figure 5.
Measurement model
of turnover intention
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Table 1.
Item analysis-
measures of
occupational stress

Item-total
correlation
Poor
administrative
support

Inter-item correlation

Cronbach’s
alpha

Item
label PAS1 PAS2 PAS3 PAS4

Path
estimate AVE CR

0.573 PAS1 1 0.85 0.560 0.833 0.828
0.642 PAS2 0.525 1 0.57
0.735 PAS3 0.583 0.487 1 0.81
0.684 PAS4 0.361 0.617 0.721 1 0.85
Professional
distress

Item
label

PD1 PD2 PD3 PD4 0.637 0.875 0.850

0.687 PD1 1 0.64
0.699 PD2 0.481 1 0.88
0.662 PD3 0.467 0.753 1 0.86
0.723 PD4 0.810 0.531 0.504 1 0.81
Perceived
exploitation

Item
label

PExp1 PExp2 PExp3 PExp4 PExp5 0.602 0.882 0.877

0.609 PExp1 1 0.70
0.769 PExp2 0.569 1 0.87
0.571 PExp3 0.528 0.517 1 0.65
0.829 PExp4 0.482 0.742 0.742 1 0.86
0.756 PExp5 0.702 0.700 0.399 0.697 1 0.79
Job insecurity Item

label
JIS1 JIS2 JIS3 0.560 0.743 0.832

0.748 JIS1 1 0.58
0.604 JIS2 0.575 1 0.92
0.739 JIS3 0.764 0.559 1 0.72
Work over
load

WOL1 WOL2 WOL3 WOL4 0.571 0.839 0.849

0.700 WOL1 1 0.89
0.656 WOL2 0.642 1 0.79
0.806 WOL3 0.624 0.679 1 0.74
0.626 WOL4 0.535 0.406 0.684 1 0.58
Inadequate
financial
security

IFS1 IFS2 IFS3 IFS4 0.705 0.878 0.887

0.779 IFS1 1 0.94
0.789 IFS2 0.735 1 0.80
0.772 IFS3 0.713 0.726 1 0.78
0.431 IFS4 0.390 0.531 0.410 1
Strenuous
working
environment

Item
label

SWE1 SWE2 SWE3 0.631 0.750 0.820

0.693 SWE1 1 0.78
0.793 SWE2 0.761 1 0.88
0.570 SWE3 0.487 0.595 1 0.73

Notes: Key PAS1-PAS4= poor administrative support; PD1-PD4= professional distress; Exp1-Exp5 =
perceived exploitation; JIS1-JIS3= job insecurity; WOL1-WOL4 = work overload; IFS1-IFS4= inadequate
financial security; SWE1-SWE3 = strenuous working environment. AVE represents average variance
extracted and CR represents composite reliability
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was eliminated from the scale. Further, results presented in Tables 1 and 2 state that the
inter-item correlation of all the dimensions are positively correlated except one item from
labeled “poor administration support” and “work overload.” As a result, these items were
eliminated and others were retained for further analysis. The results reveal that all
individual items have a positive correlation with the corresponding constructs. The
correlation of all the items to a specific latent factor were found above the standard limit of
0.30, thus indicating that each item contributes significantly to its relevant scale. The
Cronbach’s alpha of various constructs ranges from 0.75 to 0.91, which indicates that all the
constructs are internally consistent with each other and AVE above 0.50 and CR above 0.70,
indicating convergent validity and internal consistency for the scale. The examination of the
Alpha reliability coefficients, inter-correlation, item-total correlation, AVE and CR of the
four understudy variables, indicate that the overall measurement scale has sufficient
reliability. Therefore, it could be considered valid and reliable.

The DV of the measurement models was established by comparing the AVE with the
squared correlation between the three constructs (Fornell and Larcker, 1981). To test this, if
the square root of AVE is larger than the correlation coefficients then DV is assumed to be
established. From Table 3, it can be seen that all AVEs for the construct are higher than the
squared inter-construct correlations and the coefficients of Cronbach’s alpha, indicating
good validity of the measurement scale. High coefficient of Cronbach’s alpha indicates the
high level of validity of the measurement scale. This result provides evidence for the
achievement of DV.

Sample and data collection procedures
A simple random sampling technique was used to collect data from the context of a single
private sector of school educational institutions in Jammu and Kashmir, India. As the
population of this study was unknown, the following formula was used to determine the size
of the sample (Krejcie andMorgan, 1970):

Sample Size ¼ Range=2ð Þ2 � Accuracy level=confidence levelð Þ2

By applying this formula, the sample size arrived at was 620. Based on these, 650
questionnaires were distributed among the private school teachers. About 628
questionnaires were received back out of which 22 were rejected as they were incomplete.
Hence, the final sample consists of 628 teachers working in the different private schools of
the state. The responses were collected in June/July 2019 from private school teachers
through a well-structured questionnaire consisting of 51 statements regarding various
aspects of the present study. As this study mainly puts emphasis on the role of labor market
conditions and its impact on the psychological well-being of employees at the workplace.
Therefore, it was imperative to select the population for the study that has a higher supply
in the labor market than its demand. For that matter, private school teachers in the
depressed state of Jammu and Kashmir (India) were found suitable for the present
investigation. The purification of the instrument resulted in the removal of one item for each
of poor administrative system (PAS), work overload (WOL), inadequate financial security
(IFS) and normative commitment (NC) statements during the reliability test and CFA. Prior
to the final analysis of the data, negatively worded items were reversed and outliers were
identified and removed from the final data set. It was observed that 3 respondents were
outliers and were subjected to the deletion resulting in the retention of 628 respondents as
the final sample size. All the Skewness and Kurtosis values were observed between�1 and
1 and the collected data were found normal to carry out subsequent analysis.
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Sample characteristics
Table 4 exhibits the demographic characteristics of the sample in which 34.81% of teachers
are men and 65.18% are women. The private school teachers are mostly dominated by
women because of their preferences to this job in the Jammu and Kashmir society (Chopra
and Gartia, 2009). Further sample results reveal that 57.2% were married respondents and
42.8% were unmarried respondents. The experience of 4–6 years has the highest percentage
of respondents (39%) followed by 1–3 years (34.4%) and the experience above 13–15 years
has the lowest number of respondents (4.0%). Moreover, the majority of the respondents
having educational qualification of post-graduation with B.Ed degree were (32.0%) and the
respondents with minimum educational qualification were (5.7%).

Common method variance
As the data collected were self-reporting, which can cause a common method bias problem
(Podsakoff et al., 2003). Therefore, to reduce this issue, procedural remedies were undertaken to
prevent the inclusion of these prejudices that is to protect the confidentiality of respondents and

Table 3.
Discriminant validity

analysis

Item label Cronbach’s alpha OS OC TOI PEO

OS 0.864 0.633
OC 0.849 0.419 0.715
TOI 0.900 0.607 0.513 0.738
PEO 0.890 0.091 0.245 0.563 0.697

Notes: Key OS – occupational stress, OC – organizational commitment, TOI – turnover intention, PEO –
perceived external opportunity

Table 4.
Description of the

respondents

Demographic variables Frequency (%)

Gender
Male 294 34.81
Female 334 65.18
Marital status
Married 359 57.2
Unmarried 269 42.8
Experience
1–3 year 216 34.4
4–6 year 242 39.1
7–9 year 61 9.7
10–12 year 33 5.3
13–15 year 25 4.0
Above 15 year 51 8.1
Educational qualification
Under graduation 36 5.7
Graduation 88 14.1
Graduation with BEd 108 17.2
Post-graduation 117 18.6
Post-graduation with BEd 201 32.0
Post-graduation with MEd 78 12.4
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to reduce the ambiguity of items. Common method bias is to be examined for all constructs in
the study through the common latent factor method (Podsakoff, 2003). The results of the
common method variance explained that there is no item, the difference being greater than 0.20
as recommended by Gaskin (2012). Thus, no single major factor emerged to account for the
majority of the variances explained by the model, providing preliminary evidence that there is
no significant commonmethod bias in the data (Jakobsen and Jensen, 2015).

Confirmatory factor analysis
CFA is used as a multivariate technique to test whether the pre-specified relationships exist
between the manifest and latent variables. It provides a conformity test to our measurement
model. It is a way of testing how well-measured variables represent latent constructs
(Demirbag et al., 2006). CFA is a statistical method of determining how well our specified
factors match reality (the actual data). In this view, CFA is a tool that enables us to either
confirm or reject our preconceived theory. The relevance of the constructed measurement
model has been assessed with various GFIs: GFI the values of which were above 0.90,
meeting the required cut-off criterion, CFI, which were above the acceptable limits of 0.90,
RMSEA is based on the fit between the implied covariance matrix and the estimated
population covariance matrix rather than the sample covariance matrix (Byrne, 2001). The
smaller this index the better the fit it indicates. Chi-square should be supplemented with the
overall fit measures in assessing the validity of the model. It has another name CMIN/DF
(minimum discrepancy divided by degree of freedom) ratio, which should be within the
recommended range of less than 5. For the model to be fit, at least one absolute criterion and
one incremental fitness criteria should meet the prescribed limits to ensure the valid
application of the measurement model (Hair et al., 2006).

Model summary I
Model summary determines the degree to which the structural model fits sample data.
Analysis of moments structure (AMOS) output table yielded a chi-square value of 1,013.16
with 278 degrees of freedom. The CMIN/DF (minimum discrepancy divided by degree of
freedom) ratio was 3.64, which is within the recommended range of less than 5, which is
indicative of the acceptable fit between the hypothetical model and sample data (Carmines
and Mclver, 1981).The GFI was 0.927 and CFI was 0.934. CFI exceeds the minimum
recommended level of 0.90 and the RMSEA was 0.076 that falls within the cut off limit of
0.08.

Model summary II
A three-factor measurement model (Figure 3) was developed to validate the scale. CFA was
conducted to test the measurement model and evaluated on three different fit indices,
namely, CFI, GFI and RMSEA. The results of CFA indicated that the model fits the data
quite well. Chi-square = 321.18 given that df = 116 and CMIN/Df = 2.76. Specifically, CFI
was found to be 0.962, GFI was 0.944 and RMSEAwas 0.066.

Model summary III
The CFA results of the five items indicated that the model was a good fit to the data because
the cut-off ranges of fit indices were acceptable as per the recommendation level. CFA
analysis suggested that the model was acceptable without any modifications. Chi-square
value is 13.5 with 5 degrees of freedom. The CMIN/DF ratio is 2.7 that is well within the
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recommended range of less than 5 and CFI= 0.981 and GFI = 0.971. The most significant
index of model fit indices is RMSEA that is equal to 0.052.

Model summary IV
Turnover intention (TOI) consisted of three manifest variables, namely, TOI1. TOI2 and
TOI3 (Figure 5). Application of CFA resulted in high standardized regression weights and
the model shows excellent model fit indices with chi-square value of 0.000 with zero degree
of freedom. The CFA analysis suggests that the model is acceptable without any
modification while as GFI is 0.999, CFI is also 0.999 and (RMSEA) 0.051.

Analysis and results
The structure equation modeling analysis was used to test the hypotheses in the conceptual
model, using regression analyzes. Maximum likelihood approach with 5,000 bootstrapping
subsamples similarly adopted by Bhat et al. (2018) was used to test the proposed hypotheses.
The structural model includes exogenous latent variables (independent variables), namely,
occupational stress, organizational commitment as intervening and turnover intention as
endogenous latent variable (dependent variable). Assessing the concordance of the model to the
underlying data, the results from the fit indices are shown in Figure 6.

The model starts with seven generic facets of the job, contributing to the formation of
occupational stress variable being directly regressed upon employee turnover intentions.
The standard estimation of each antecedent of occupational stress was found satisfactory to
the minimum criteria of 0.50 in fact these estimations indicate their representation to
occupational stress. As can be seen in Figure 6, the path from occupational stress !
turnover intention has a regression estimate of 0.52, critical ratio of 9.47 significant at 0.01
and supports H1. Further, the path occupational stress! organizational commitment has a
regression estimate of �0.64, critical ratio of 7.47 significant at 0.01 and supports H2.
Similarly, the path organizational commitment ! turnover intention has a regression
estimate of �0.37, critical ratio of 6.78 significant at 0.01, and thus, supports H3. The
coefficient of determination (R2) depicts that occupational stress and organizational
commitment determine 57% of turnover intention and the rest of 43% is explained by other
variables not undertaken in this study. For testing H4, mediation analysis was performed
through bias-corrected percentile bootstrap with 95% confidence interval to get
standardized effects. Mediation results are given in Table 5, which shows total, direct and

Figures 6.
Structural model
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indirect effects. As depicted in this table, the direct relationship between occupational stress
and turnover intention is significant (p-value= 0.000), as well as indirect relationship
through organizational commitment (p-value= 0.000). In such cases, Hair et al. (2010) and
Kline (2011) have recommended that when both direct and indirect paths are significant,
divide standardized indirect effect by standardized total effect, if the outcome is more than
50%, then there is evidence of full mediation and if it is below 50% then it is treated as
partial mediation. Therefore, organizational commitment partially mediates the effect of
occupational stress on turnover intention. Thus,H4 is partially accepted.

The moderating role of PLMC in the relationship between occupational stress and
employee turnover intentions was examined using statistical package for social science
(SPSS) Macro PROCESS by Hayes (2012). To determine the moderating effect, the
interaction term of independent variables were created. The standard regression path
coefficient indicates a significant impact of occupational stress, labor market conditions and
interaction term on the employee turnover intentions. The interaction effects were calculated
using 5,000 bootstrapping sample and 95% confidence level. The results from moderation
analysis were further demonstrated using moderating plot diagram. In the regression equation,
we included an interaction component (occupational stress multiplied by PLMC). Table 5
presents the results forH5a for the moderation hypothesis. AsH5a stated that the relationship
between occupational stress and employee turnover intention will be stronger for those
employees’ perceived high external opportunities than those perceived low external
opportunities. The results indicated that the interaction term between occupational stress
multiplied by perceived external opportunities on employee turnover intention was significant
(b = �0.4172, t = �8.6782, P=0.000). Furthermore, the statistical results demonstrated that
the upper bound and lower bound of the confidence interval did not include zero forH5a, which
is depicted in Table 5 to fully support H5a. Further, we applied conventional procedures for
plotting simple slopes (Figure 7) at one standard deviation above and below the mean of the
perceived external opportunities. The slopes indicate that PLMC moderates the impact of
occupational stress on employee turnover intentions. Moreover, the interaction effect of
organizational commitment on employees’ turnover intentions through PLMC levels as
moderator was positive and significant (b = 0.1538, t=2.7131, p< 0.001). This result provided
support for H5b. The statistical results of the SPSS Macro PROCESS demonstrated that the
interaction effect of organizational commitment on turnover intention was significant at the
moderator value of one standard deviation above the mean and the upper and lower bound of
the 95% bias corrected confidence interval included zero (0.0424 to 0.2652). To further examine

Figure 7.
Moderating role of
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the patterns of interaction, we plotted the interactive effect (Figure 8). Thus, we concluded that
themoderatedmodel was supported.

Discussion
The present study intends to focus broadly on the role of employees’ PLMC in the
conventional model of employee turnover intentions. This paper incorporates employees’
perception toward the labor market in the employees’ turnover intention model and
investigates how various situations outside work (labor market conditions) play a role in the
employee-organizational membership. Furthermore, mediating role of commitment in the
relationship between stress and turnover model was also assessed. The results reveal that
occupational stress significantly predicts an employee turnover intention that is in line with
(Ji-Young andWang, 2019), who found employees experiencing a high level of stress results
in absenteeism and turnover. There are many other researchers who found that the higher
experience of stress is, the higher will be employees’ turnover intentions (Hoe-Chang et al.,
2016). The outcome indicating a negative association between occupational stress and
organizational commitment was substantiated with the existing research findings by
Saadeh and Suifan (2020). Yet, based on the strength of the relationship, the results reveal
that employees’ feeling of obligation and organizational membership is relatively less
affected by their level of occupational stress. The reason is quite clear as the two extraneous
variables i.e. noble nature of teachers’ jobs pushes them to strive for their best performance
irrespective of negative experience with some aspects of the jobs, while simultaneously lack
of external opportunities forces them to continuing their organizational membership.
However, the intervention of organizational commitment as a mediator between
organizational commitment and turnover intentions results in organizational commitment
to restrain employees from actual turnover by developing positive feelings among
employees toward their organizations. Moreover, the psychological consequences of
unemployment go beyond the pure economic considerations (Winefield, 2002). This study
shows that unemployed manifest incidence of stress, anxiety and depression (Bordea et al.,
2014). Unemployed individuals will result in lower psychological well-being at an aggregate
level and exert negative spill-over effects. High unemployment rate attenuates the
detrimental effects of personal unemployment. Unemployment is the emotionally
demanding situation for the employees (Lazarus and Folkman, 1984). Hence, total
unemployment as a macroeconomic phenomenon affects the individual perceptions and is
strongly related to increased reports of bad self-perceived health. In such a circumstance, the
employee stays with no affection, obligation and loyalty toward his employing organization

Figure 8.
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(Chen et al., 2011). Consequently, employers take leverage of adverse economic conditions to
exploit their employees for their own cost effectiveness. It further gives rise to labor
exploitation, which manifests itself in the undesirable working conditions and
“casualization” (Kazeem, 2004).

Furthermore, an undue flow of skilled labor into the labor market compels employees to
continue with their organizations even against their desires and demands (Wincent and
Örtqvist, 2006). This facilitates employers exploiting human resources toward low input and
extensive output. Contrary to the established notions of organizational behavior, the present
study revealed that despite the poor human resource management, organizations are able to
restrain turnover intentions among their employees. Results reveal that the poor labor
market conditions compel employees to maintain their organizational membership. It
indicates that the lack of perceived job alternates plays a major role in the employer-
employee relationship. True, the employer gets his job done by its employees not by good
human resources management but by capitalizing upon the worsening economic conditions,
pious nature of school teachers and women dominated industry. In other words, it may be
asserted that the subject of human resources management loses its relevance in times of
poor labor market conditions.

In fact, microeconomic variables force employees to compromise with the worst quality
of work life (Arafat, 2013) and continue with an organization. These compelling forces spur
from lack of alternate job opportunities and were labeled as the exogenous factors in the
previous studies. These exogenous forces moderate the relationship among the
psychological variables. These findings provide empirical attestation to the notion of
various researchers such as Carsten and Spector (1987) and Muchinsky and Morrow (1980).
Therefore, it is advisable to combine the job searching assistance with psychological
assistance for the unemployed youth. As economic development calls for addressing social
protection and employment, therefore, formalization of jobs in the informal part of the
economy has to be done prudently accent to formalized jobs.

Conclusion
The study includes employees’ perception toward the labor market in the employee turnover
intention models. As such, it investigates how employees’ perception of the labor market
affects their organizational membership and recognizes how various situations outside work
(labor market conditions) play a role in the employee-organization relationship. It was found
that in spite of severe workplace conditions, an employee feels undecided about his
organizational membership mainly due to external economic conditions that force
employees to maintain organizational membership. The results revealed that labor market
conditions moderate the relationship between occupational stress and employee turnover
intentions and subsequently organizational commitment and employee turnover intentions.

Contrary to the orthodox norms of intricacies in the employee turnover intention models,
employees were found to feel undecided about their organizational membership in times of
severe labor market disequilibrium. As such, external economic conditions force employees
to maintain organizational membership irrespective of their severe workplace conditions of
work intensification and job insecurity. The results reveal some useful findings in the
domain of organizational behavior and human resource management. It was found that in
spite of severe workplace conditions of high organizational stress and low organizational
commitment, the perceived labor economic conditions compel employees to maintain their
organizational membership. Contrary to the conventional norms of relationship that
occupational stress is negatively related to organizational commitment and consequently
initiates undesirable employees’ organizational relationship, such as high turnover
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intentions, the results from moderation analysis revealed that orthodox relationship
between organizational stress, organizational commitment and employees’ turnover
intentions changes in the times of recessive economic conditions of the state.

Practical implications
This study contributes to academicians and researchers alike. This investigation adds to the
prior body of knowledge in organizational behavior literature by evaluating the moderating
role of PLMC on employee turnover intentions. The core assumption of the job demand
resources model is that resources are likely to buffer unfavorable effects of demands.
Alternate employment opportunities has been considered an important tool in increasing
employees’ control over their working life (Berntson and Marklund, 2006; Silla et al., 2009).
However, the findings of this study reveal that employees stay with their organizations even
in the severe working conditions. As such, employee-organizational relationship is governed
more by the external economic conditions than by employees’ psychological feelings toward
the organization (organizational commitment). And also, employees’ value system, as well
as their feelings toward the noble profession, makes them feel spiritually exalted and it
confines them to the organizational membership.

Limitations and future research directions
A single cross-sectional nature of the study remained a major limitation for the present
study, and thus, future research studies would take multiple sections to decipher valid
conclusions. Further, for the purpose of this study, we assumed that stress is the only
predictor of organizational commitment but there are many other potential factors worth
studying that demand due consideration. Future research in this context should be
continued not only in India but also in other cultures in a longitudinal timeframe. The study
provides direction regarding the challenges to the human resource practitioners on how to
minimize stressful working conditions and increase employees’ commitment. Also, the
findings from the study provide guidelines for organizations to sustain their capabilities for
providing the competitive edge over others rather than leverage the external job market.
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Appendix
Occupational stress

Poor administrative support:
PAS1. School authorities are not willing to accept my opinions.
PAS2. Task distribution is not uniform and reasonable.
PAS3. I lack recognition for the extra classes/good teaching I do.
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PAS4. Principal is often unaware of the problem faced by a teacher in the classroom work.
PAS5. There is a lack of communication between teachers and school management.
Professional distress:
PD1. School management demands much more from its faculty, irrespective of facilities

provided by the school.
PD2. It is quite difficult to complete the syllabus within the stipulated time.
PD3. Given the vulnerable behavior of students in class, it is difficult for me to deliver my best

lecture.
PD4. School-related issues are to be completed at home.
Perceived exploitation:
EXP1.My qualification is exploited as I am being paid low than I deserve.
EXP2. My present job is compulsion rather than my desire.
EXP3. Given the amount of salary, I feel a sense of exploitation due to unemployment.
EXP4. I cannot demand high pay, for the reason of the threat of losing my job.
EXP5. My job restrains me to meet my desired goals.
Job insecurity:
JIS1. I feel uncertain about the future of my job in the school.
JIS2. My job is insecure in this school.
JIS3. The school I work for does not provide me a lot of job security.
Work overload:
WOL1. I have to work consecutively for longer working classes.
WOL2. I have to deliver the classes of other teachers in their absence.
WOL3.There is an excessive workload on the one hand and an insufficient number of resources

on the other.
WOL4. I have to prepare for number of classes within a short period of time.
WOL5.Being too busy with official work I am not able to devote sufficient time to my domestic

and personal problems.
Inadequate financial security:
IFS1. My salary does not commensurate with the amount of classes I conduct.
IFS2. I earn less than the people working on similar jobs like government.
IFS3. My salary does not meet my requirements/needs.
IFS4. My salary is not paid on time.
Strenuous working environment:
SWE1. Higher surveillance/monitoring at school frustrates me.
SWE2. Unreasonable management interruption during the class lectures irritates me.
SWE3. I have been provided with an ideal and favorable teaching environment.
Organizational commitment
Affective commitment:
AC1. I am happy to spend the rest of my career working for this school.
AC2. This school inspires me to perform my job to the best of my ability.
AC3. I am emotionally attached with this school and its management.
AC4. I really feel as if this institution’s (i. e., managements) problems are my own.
AC5. I could easily get attached/adjusted to any other organization as I am attached to this one.
AC6. When it comes to work, I feel my personal values and the thinking of this organization are

the same.
Normative commitment:
NC1. Given the amount of benefits, I derive from this school; I feel it deserves my loyalty.
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NC2. I feel a sense of obligation toward this school.
NC3. If I get a better job offer elsewhere I would leave this school.
NC4. I would feel guilty if I leave this school and work elsewhere.
NC5. Unless equally rewarded I feel no reason to put an extra effort in this school.
NC6. I would prefer to leave this school when I feel it is advantageous to me and my family.
Continuance commitment:
CC1. One of the serious consequences of leaving this organization would be the scarcity/non-

availability of jobs.
CC2. Right now staying with this school is a matter of necessity.
CC3. It may have a good future if I continue to work for this school.
CC4. It would be very difficult for me to leave my institution right now, even if I want to.
CC5. One of the major reasons I continue to work for this school is that leaving would require

considerable sacrifices. Another organization may not match the overall benefits I have in this school.
CC6. Keeping in view staff relationships, it would not be easy for me to work at other

institution/organizations.
Perceived labor market conditions:
PEO1. I am getting better offers from other institutions to work at higher salary.
PEO2. If I leave this job, I would have another job as good as this one within a short period of

time.
PEO3. Given the flow of candidates having qualifications equal to mine, indicate your chance of

getting a suitable position in a government organization.
PEO4. Given the economic condition and job policies of J&K state, it would not be easy to find

acceptable alternates employment.
PEO5. Given the Nepotism and corruption in J and K, I am doubtful of getting a job matching

my desired qualification.
Turnover intentions:
TOI1. I will definitely look for another job in the next year.
TOI2. I often think about quitting.
TOI3. I will explore opportunities to find a new job.
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