
125 
 

 

 

 

 

 

Training, Perceived Organizational Support And Employee 

Turnover Intention Among Telecommunication Firms In 

Northern Nigeria: Moderating Effect Of Perceived Job 

Alternatives 
 

 

Rakiya Baba Zakariya1 & Mikaila Shuaibu2 

 
1School of Business Education (Department of Accounting Education), 

Federal College of Education (Technical), Potiskum 

rakiyababa@yahoo.com 

+2348064862042 

 

1School of Business Education, 

Federal College of Education (Technical), Potiskum 

elnasarawee@gmail.com   

+2348023916505 

 
ABSTRACT 

Employees are the building blocks and valuable assets in an organization.  Notwithstanding, the present 

fiscal state of Nigeria, business organizations precisely the telecommunication industries are facing high 

staff attrition. Training, perceived organizational support and perceived job alternatives have been linked 

to employee turnover intention.  Though, studies on the relationship between training and turnover 

intention, perceived job alternative and turnover intention have produced inconsistent results.  Therefore, 

this study explored the moderating effect of perceived job alternatives on the relationship between 

training, perceived organizational support and employees’ turnover intention among telecommunication 

industries in northern, Nigeria. A total of 421 employees of the four telecommunication players 

participated in the research. A survey research design was used and data were collected by using 

instruments adapted from past studies. The study used partial least square structural equation modelling 

(PLS-SEM) software. The results of the structural model established that training has a significant 

negative effect on turnover intention and perceived organizational support has also a significant negative 

effect on turnover intention. Perceived job alternative has significant positive effect on turnover intention.  

The results further exposed that perceived job alternative moderated the relationship between training, 

perceived organizational support and turnover intention. The study therefore recommended that 

appropriate retention measures should be put in place and strategy of enhancing and improving training 

support to employees should be enhanced. 

Keywords: Turnover intention, training, organizational support, perceived job alternatives and 

telecommunication 
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1.0  INTRODUCTION 

Talented employees are seen as the most important and valuable asset that gives the organization a 

competitive edge over its rivals in the market.  Business environment is becoming increasingly 

knowledge base and intellectual capital is now considered as a human resource that ensures organizations’ 

competitive advantage.  An organization is considered as the respectable one when it adopts the 

appropriate practices to retain its employees (Pepe, 2010).  Employee retention is seen as a successful 

investment within different organizations due to the high expense of recruiting different employees. 

Given the strategic importance of human resources in an organization, employers are motivated to devise 

means of retaining best talents. To do this, Longo and Mura (2011) and Hughes and Rog (2008) noted 

that organization must study several factors that influence their job satisfaction and factors that provide 

them suitable working environment in order to eliminate the factors that raise the employee's intentions to 

leave the organization. 

The telecommunication industry plays a vital role in the growth and development of the country’s 

economy.  It has contributed immensely to the Nigeria’s economy.  According to the report on the NCC 

website, the telecommunication industry contributed 8.7% to GDP in 2017; in 2018 it grew up to 9.9 

percent.  In 2019, telecoms contribution to GDP grew again to 10.6 percent and in 2020, as at second 

quarter, telecoms contribution to GDP, reached 14.3 percent, representing N2. 

Records have shown massive staff attrition in telecommunication industry in 2016 (Olajide & Yusuf, 

2018 and Punch, 2017).  A further assessment of the report showed that more than half of the exited staff 

left on voluntary ground.  According to Opeluwa (2017), 356 MTN staff left the company in the last one 

year, 259 were voluntary while the rest were involuntary.  For Airtel, 90 workers were lost in the same 

period of which 66 left voluntarily and others involuntary (Owolabi, 2017). Sibiya, Buitendach, 

Kanengoni and Bobat (2014), asserted that the importance of understanding turnover intention in the 

telecommunications industry cannot be overemphasized when the war for skilled and talented employees 

amongst competing Sectors is considered.  Some literatures (Balkan, Serin, & Soran, 2014; Qasim, Javed, 

& Shafi, 2014; Saba, Sadia, Muhammad, & Mehwish, 2014) and theories (e.g., organizational support 

theory and Mobley model) have advocated for the use of turnover intention for turnover as it represents 

the most significant and immediate predictor of turnover and it is difficult to locate exited employees for 

surveying. 

Employees’ turnover poses a very serious challenge with critical and crippling effect on both the 

individual employee and the organization. Studies (e.g. Kalidass and Bahron (2015); Hongvichit (2015); 

Kim, Tam, Kim, and Rhee (2017) and Ekhsan (2019) have documented negative effect of employee 

turnover on organizations. Sun and Wang (2017)  also reported that high employee turnover brings 

destruction to the organization in the form of direct and indirect cost and profitability. This may be the 

case as funds would have been wasted for the provision of materials, equipment and other facilities as 

well as training and development of the individual employee, who on the completion of his/her training, 

resigns for some other jobs for one reason or the other. If an organization has made significant investment 

in training and developing its employees, that investment is lost when employee leaves Agustine and 

Nawangsari (2020).  To Ilyas et al. (2020), turnover is a threat that highly affects an organization in 

today’s competitive business world as higher turnover causes declines in the organization and its 

competitive edge in the market. 

Some researches in the human resource area have identified training as a determinant of employee 

turnover intention; though Ismail (2016) observed that studies linking training to turnover intention have 

produced inconsistent result. Some studies (e.g., Koo, Yu, Chua, Lee, and Han (2020) Haque (2020) Li, 

Zhu, Cai, Long, and Park (2019) (Al-Ali, Ameen, Isaac, Khalifa, and Shibami (2019)) found a negative 

relationship between training and turnover intention. However, other results did not confirm past 

researches, but showed contrary findings. People who were more satisfied with their access to training 

programs were more likely to leave (Sheng, 2003 & Ismail, 2016). In 1986, Baron and Kenny argued that 

where there is inconsistencies in literature, a moderator can be integrated in the model which may 

possibly explains this none consensus among findings.  

With the level of employee complexity, the issue of alternative job opportunity has become very 

imperative. Employees may not like the training access of their current employer but may hold on to their 
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jobs if there are no alternative job offers. In countries with high unemployment rate, the relationship 

between training and employee intention to leave will provide inconclusive findings unless the 

confounding effect of alternative job opportunity is observed.  Onyishi, Ucho and Mkavga (2012) 

advanced that industries with high unemployment rate (i.e. limited job opportunities) are less likely to 

record high employee withdrawal behaviours such as turnover rates.  It is on this note that the current 

study resolved to test the moderating effect of perceived job alternatives on the relationship between 

training and turnover intention among employees of telecommunication industries in north-east, Nigeria. 

The study will be useful for the management in terms of retaining and managing talents, reduction of 

human capital investment, employee turnover antecedents, which will further ensure that management 

adjust to the current staff attrition issues and strategize way to ameliorate it. To the body of knowledge, 

the study has added to the body of knowledge by including a moderator in the model. Most previous 

related researchers studied the direct link between training and turnover intention, Hence by integrating 

perceived job alternatives as a moderating variable in the model. Subsequent researchers willing to 

undertake a similar study might use this as a reference point. In addition, the study will further enhance 

the body of knowledge and will be a useful reading material. 

The study has five sections, the next section reviewed related empirical studies including the 

underpinning theory and theoretical framework. The section is followed by research methodology where 

the research design, population of the study and sampling design are discussed. This was followed by data 

presentation and analysis and finally conclusion and recommendations. 

 

2.0 LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 

2.1 Turnover Intention  
Employee turnover intention has become a significant issue threatening most businesses like 

telecommunication, banking and other financial institutions.  Employee turnover is the rotation of 

workers around the labor market, between Sectors, jobs and occupation as well as between the states of 

employment and unemployment (Othman & Shkuri, 2012).  The high turnover rate among employees has 

negative influences on the organization starting by reducing the organization’s efficiency and productivity 

as well as affecting the overall performance due to the consequences of passing the organization’s 

resources away (Brown, 2003; & Simmons, 2008).  Thus, the study of behavioral intentions of the 

employee to leave is still an important area in business since skilled employee’s retention and employee 

turnover is very important challenges the human resources management face in different organizations.  

For this very cause research has paid attention on distinguishing predictors of turnover, especially in weak 

occupational groups with high turnover rates.  

2.2 Training 

Training is a planned activity and targeted in various ways based on the organization’s actual work needs 

(Noe & Kodwani, 2018).  Scholars have confirmed that training could improve economic performance 

and non-economic performance, including reducing turnover, absence, conflicts, and service quality by 

improving employees’ knowledge, abilities, skills and behaviors (Phillips, 2012; Guan & Frenkel, 2019).  

Despite its supposed positive effect, organizations can also face the risk of employee turnover when 

increasing training inputs (Noe & Kodwani, 2018).  It is expected that employees trained in the 

organization and whose overall quality is improved might leave the organization for various reasons, 

leading to the organization’s investment not being returned.  

Employees display the intention to leave an employer when training is inadequate for a job (Snowden, 

2011). Many researchers (e.g., Ferris & Urban, 1984 & Benson, 2006) found a negative relationship 

between training and turnover intention. Kesen (2016) examined the impact of employee training and 

innovation on turnover intention in turkey. The study used a sample of 239 employees working in 

different service firms in Turkey. The results of the study showed that all variables of the study are 

significantly related with each other. In a similar finding,  Tariq and Ahmed (2014) examined the 

mediating role of job involvement on the relationship between training and turnover intention in Pakistan, 

the study adopted survey research and 125 samples, the regression result showed that training is 

significantly associated with employee turnover intention. Also in Pakistan, the regression results of 

Ashar (2013) were in line with the findings of other researchers mentioned above. However, other results 
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did not support past researches, but showed contradicting results. According to Cheng (2003), people who 

were more satisfied with their perception of training availability were more likely to leave. Thus, we 

hypothesized as follow: 

H1:  Training has no significant effect on turnover intention among staff of telecommunication industries 

in north-east, Nigeria. 

2.3 Perceived Organizational Support 

Perceived organizational support is defined as employees’ perceptions about the degree to which the 

organization cares about their well-being and values their contribution (Eisenberger, Stinglhamber, 

Vandenberghe, Sucharski, & Rhoades, 2002).  It has been said that it is important for employees to have 

the requisite support from their employer in order to perform up to and beyond expected levels 

(Jayasundera, Jayakody & Jayawardana, 2016). 

It described the social exchange relationship between the organization and its employees.  According to 

Eisenberger et al (2002), perceived organizational support is derived from organizational support theory.  

It explains the relationships between employers and employees based on social exchange theory, and how 

employees perceive support dependent on how they view the organization.  According to the theory, 

employees consider the organization as having the attributes of human and take its favorable treatment or 

unfavorable treatment as an indication that the organization favors or disfavors them as an individual. It is 

argued that based on the norm of reciprocity in social exchange theory, employees with higher levels of 

perceived organizational support are more likely to repay the organization with positive attitudes and 

favorable work behaviors. This argument is further developed into organizational support theory 

Eisenberger et al (2002).  

H2:  Perceived organizational support has no significant effect on turnover intention among employees of 

telecommunication industries in north-east, Nigeria. 

2.4 Perceived Available Job Alternatives  

The concept of external opportunities as opposed to the current employer has been researched often; 

especially in relation to job satisfaction and withdrawal behavior. The literature on this concept mostly 

implies an uncontrollable external factor, which relates to the labor market and the interaction of its main 

participants, namely: the employer and employees.  Perceived job alternatives refers to the how easy it is 

to move from one job to another job (Rabbi, Kimiya, & Farrukh, 2015). This is derived from their 

perception about the jobs or job alternatives being available or attainable to them. Thus, the perceived 

available job alternatives are based on employee perceptions of their own marketability and perceptions 

of available opportunities in the labor market. Scholars have named the constructs differently (e.g.: 

“perceived alternative job opportunities”; “perceived availability of alternate jobs”; “perceived ease of 

leaving”), although having the same meaning, this study uses the term ‘perceived job alternatives’.  

The research findings of Ing-San Hwang and Jyh-Huei Kuo (2006) revealed a significant positive 

connection between perceived alternative job opportunities and turnover intention in the public sector 

organizations.  Similarly, Lambert, Hogan and Barton (2001) examined the impact of job satisfaction on 

turnover intent. It was revealed that job satisfaction had the largest impact on turnover intentions and 

perceived availability of alternate jobs had positive relationship with turnover intentions of the 

employees. Also, Thatcher, Stepnia and Boyle (2003) have conducted a research on turnover of 

information technology workers and found a strong positive correlation between perceived alternative job 

opportunities and turnover intention.  

H3:  Perceived job alternative has significant positive effect on employee turnover intention among 

telecommunication industries in north-east, Nigeria. 

2.4 Perceived job alternatives as a moderator 

In addition to the hypothesized training-turnover relationship, availability of alternative job opportunities 

may also act as a moderating variable to the relationship. Moderators usually alter the strength or 

direction, either negatively or positively, of a bivariate causal relationship. To Baron and Kenny (1986), 

within a correlation framework, a moderator is a third variable that affects the zero-order correlation 

between two other variables.  

Moderators usually alter the strength or direction, either negatively or positively, of a bivariate causal 

relationship. To Baron and Kenny (1986), within a correlation framework, a moderator is a third variable 
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that affects the zero-order correlation between two other variables. Amankwaa and Anku-tsede (2015) 

examined the influence of transactional leadership behaviors on employees’ turnover intention with the 

moderating effect of alternative job opportunity in the Ghanaian banking industry. A cross-sectional, 

descriptive, correlational survey design was adopted for the study. Also, a multi-stage sampling approach 

was employed in selecting the three hundred and five (305) employees who completed the survey 

instrument. Correlational and hierarchical regression procedures were used to test the hypotheses. Even 

though transactional leadership was found not to statistically mitigate employees’ voluntary turnover 

intention, the availability of alternative job opportunities was found to moderate the transactional 

leadership-turnover intention nexus.  Similarly, Mushtaq; Amjad & Saeedd, (2014), examined the 

relationship between organizational justice and employee job satisfaction and the extent of its moderation 

by perceived alternative job opportunities. With a cross- sectional design, data from 220 bank employees 

and using correlation and hierarchical regression, the results demonstrated that perceived alternative job 

opportunities moderate the relationship between organizational justice and job satisfaction. 

Umar, Shamsudin, Subramaniam and Johari (2015) observed that globally the issue of actual voluntary 

turnover is a phenomenon that hinders organizations from accomplishing objectives.  To them, previous 

studies have identified several factors that elucidate why employees voluntarily quit their jobs, however, 

only a handful have made efforts to link job embeddedness and pay satisfaction. In fact, the few, if any 

reported conflicting results. They proposed a framework that explored the relationship between job 

embeddedness, pay satisfaction and actual voluntary turnover with a moderating role of perceived 

alternative job opportunities among former faculty members in Nigeria. The result showed that PJA is 

moderated the relationships. 

Others studies that have used perceived job alternative includes a study by Addae, Parboteeah and Velinor 

(2008) that revealed that perceived alternative employment moderated the association between 

continuance commitment and employee turnover. In another study, Hwang and Kuo (2006) reported that 

perceived job alternative moderated the linkage between job reactions, job acceptance and perceived 

alternative job opportunities.  Drawing upon these findings of prior studies, we hypothesize that: 

H4:  Perceived job alternative moderates the relationship between training, perceived organizational 

support and employee turnover intention among telecommunication industries in north-east, 

Nigeria 

 

2.5 Theoretical Model 

 
 

3.0 RESEARCH METHODOLOGY 

3.1 Research design 

A survey research design is used for the purpose of this study because the researcher used a structure 

questionnaire which was administered to the participants. The use of questionnaires is advantageous 

because questionnaires are economical, speedy, there is no bias (as in interviews), and the possibility of 

anonymity and privacy encourages candidates to be willing to respond on sensitive issues, and do so 

honestly. 

The population of this study is comprised of all staff of the four service providers in north-east, Nigeria.  

The total number of employees of the four leading players in north-east Nigeria is 4,432. This was 

obtained from the corporate headquarters of each service provider. Detail is as provided in table 3.1 

Turnover 

Intention 

Training 

Perceived 

Organizational 

Support 

Perceived  

Job Alternative 
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below. The study, using Krejcie & Morgan (1970), sample size table at 5% confident interval, arrived at 

477 employees as sample size. For the purpose of increased representation, 30% of the sample size as 

recommended by Israel (2013) was added bringing the total to 477 (367 + 30% = 367 x 1.3 = 477).  This 

takes care of other unavoidable errors such as incorrect filling and failure of some respondents to return 

questionnaire. The questionnaires were distributed to the participating employees with the aid of research 

assistants. 

Table 3.1 

  Population of the study 

  Service provider No of offices No of staff 

MTN 92 2,158 

Glo 30 1,060 

Etisalat 25 799 

Airtel 15 415 

Total 162 4,432 

 

3.3 Measurement and Instruments 

The study is quantitative in nature and primary data were utilized. Instruments from past studies were 

adapted to measure the constructs of the study.  For turnover intention, the instrument consists of 3 items 

adapted from Cammann, Fichman, Jenkins and Klesh (1979) with a reported cronbach alpha coefficient 

of 0.85. The study utilized the 5 items perceived access to training from Newman, thanacoody & Hui, 

(2011). Newman et’al reported Cronbach alpha of .90 and 8 items to perceived organizational support 

from Eisenberger, et al, (2002).. Newman et’al reported Cronbach alpha of .92.  Employee's perceptions 

about alternative employment opportunities were assessed with three items, on 5-point Likert scale. This 

scale was adopted from (Mowday et al., 1984). The Cronbach’s alpha of items was found to be 0.73. 

3.4 Data analysis technique 

The study used partial least squares structural equation modeling (PLS-SEM) in other to compute 

the two basic model of PLS path modeling which includes measurement model and structural model. 

Some of the reasons for the use of PLS were its superiority over others in terms of flexible restriction in 

respect distribution and population of the study as noted by Haenlein and Kaplan (2004) and it has the 

possibility of providing a more reliable and accurate computations of mediating effect because its 

accounts for error that is capable of reducing the possible relationship as well as the improvement of the 

validation of the theory (Henseler & Fassott, 2010). 

 

4.0 RESULTS AND DISCUSSIONS 

In using PLS_SEM, Garson (2016) specified two models that must be observed, the measurement (outer) 

model and the structural (inner) model.  

4.1 Measurement model  

In the measurement model, we observed the items loadings, internal consistency and average variance 

extracted. However, the study excluded test of collinearity since the number of predictor variables is 

below three (Hair, Black, Babin, Anderson & Tatham, 2013). The items loadings were examined and only 

items that loaded above 0.70 were retained (Fornell and Larcker, 1981). The internal consistency was 

measured by composite reliability and has reached the satisfied criteria, as the lowest is 0.78 and the 

highest is 0.93. Also, Average Variance Extracted (AVE) was examined and have all met the criteria 

provided by Fornell and Larcker (1981). In other words, the values of AVE were greater than 0.5, as it 

ranges between .65 and .93. These are presented in table 4.1.  
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Table 4.1 

Items loadings: internal consistence and variance extracted  

Construct Items Loadings CR AVE 

Turnover intention TOI1 0.724 0.774 0.539 

 TOI2 0.862   

 TOI3 0.592   

Perceived organizational support POS2 0.524 0.792 0.503 

 POS4 0.780   

 POS6 0.761   

 POS7 0.716   

Training TRA1 0.611 0.859 0.553 

 TRA2 0.831   

 TRA3 0.833   

 TRA4 0.701   

 TRA5 0.719   

Perceived job alternative PJA1 0.692 0.901 0.755 

 PJA2 0.954   

 PJA3 0.936   

 

From the table 4.1, loadings of items measuring individual construct were greater than .5 which is a 

minimum recommended value as contained in Hair et al (2013). However, items that failed this value 

were deleted, they include POS1, POS3, POS6 and POS8 for perceived organizational support, detail of 

their loading are attached as appendix V to this study. All the constructs in the study met the composite 

reliability benchmark of .7 and average variance extracted of .5. 

To confirm for discriminant validity the study utilized the Fornell and Larker criterion which states that 

the square root of AVE must be greater than the correlation with other variable in the study. This is as 

presented in table 4.2 below: 

Table 4.2   

  Discriminant validity 

   Construct PJA POS TRA TOI 

Perceived job alternative 0.869       

Perceived organizational support 0.239 0.703 

  Training -0.307 -0.352 0.744 

 Turnover intention -0.402 -0.576 0.182 0.734 

4.2 Structural model 

The structural model was assessed to test the hypotheses of the study. A total 5000 bootstrapping were 

carried out to the hypothesis for both the direct and moderated relationship. The effect size was also 

assessed and blind folding to determine the predictive relevance was carried out. 
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Figure 1 

Structural model and moderating effect 

 

4.2.1 Test of Hypotheses 

From table 4.3, it can be seen that perceived job alternative does not significantly moderates the 

relationship between training and turnover intention (ß = 0.133; t = 1.349; p=0.178).  Finally, perceived 

job alternative significantly moderates the relationship between perceived organizational support and 

turnover intention (ß=--0.; t = 1.837, p = 0.067). 

The r square value of 0.515 implies that 51.5% of the variance in the dependent variable turnover is 

explained by training, perceived organizational support, the interaction between perceived job alternative 

and training and between perceived job alternative and perceived organization support. 

Table 4.3       

Moderation       

Hypotheses Relationship Beta  
Stand 

error 
t–Stat p–value Decision 

H4 PJA*TRA -> TOI 0.133 0.098 1.349 0.178 Accepted 

H5 PJA*POS  -> TOI -0.329 0.094 1.837 0.067* Rejected 

R2  0.515     

***P value <0.01, **P value<0.05 *P-value<0.1   

The moderating result shows that perceived job alternative does not significantly moderates the 

relationship between training and turnover intention (ß = 0.133; t = 1.349; p = 0.178).  Finally, perceived 

job alternative significantly moderates the relationship between perceived organizational support and 

turnover intention (ß=--0.; t = 1.837, p = 0.067). 

4.2.2 Effect size and predictive relevance 

The f2 value of training is 0.1.470 indicating a large effect size while that of perceived job alternative is 

2.10 which also implied large effect size. Also the Q2 of the model stood at 0.450 which is greater than 

zero, this implies that the model has 45.0% predictive relevance 
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Table 4.4 

  Effect size of the models  

 Construct f2 Effect Size 

Training 0.014 No effect 

Perceived organizational support 0.425 High 

Perceived job alternatives 0.141 Small 

From table 4.4, the effect size of training on turnover intention is 1.4% and this indicated a no effect size 

on the endogenous variable. Similarly, perceived organizational support has a high effect size of 42.5% 

on turnover intention and perceived job alternative has a small effect size of 14.1% on turnover intention. 

 

Table 4.5 

    Effect size of the models 

   Relationship Included Excluded F square Effect size 

PJA*TRA -> TOI 0.554 0.548 0.035 None 

PJA*POS_ -> TOI 0.554 0.543 0.214 Small 

From table 4.5, the first interaction term (perceived job alternative and training) has no effect on turnover 

intention with f square values of 0.035 while the second interaction term (perceived job alternative and 

perceived organizational support) has small effect size on turnover intention. 

 

5. 0 DISCUSSION, CONCLUSION AND RECOMMENDATIONS 
Training was discovered to have negative relationship with turnover intention but its effect was not 

significant.  This implies that with more training is provided; staff’s intent to quit their job reduces. This 

finding is consistent with the findings of Cheng (2003), Memon, Salleh, and Baharom (2016) and 

Shelinda and Harif (2019).  Training is expected keep employees updated with the latest skills, methods 

and new ways of doing things. It is also expected to encourage employees to remain on their job. 

However, in some exceptional cases, training enable employees to be more confident in their ability and 

opportunities outside their existing job.  

A significant negative effect of perceived organizational support on employee turnover intention was 

discovered. This means that as support is provided by the organization employees tend to see their 

existing jobs as better off and thus try as much as possible remain on their jobs. Thus as the level of 

organizational support increases, the intention to quit a job reduces. This affirmed the results of previous 

studies e.g.,  Kalidass and Bahron(2015) Talat, Saif, Rehman, Ungku, Ishfaq and Zulfqar (2013) Worku 

(2015)  Jayasundera et al (2017) and Dawley, Houghton and Bucklew (2010). 

It was also discovered that perceived job alternative has significant negative effect on turnover intention. 

The more staff believe their ability to secure other better opportunities out there the more intent to leave 

their current. This is in line with the expectation of this study reason being that employees with high 

perception of securing other opportunities out there would desire to quit a current for better job. Past 

studies (e.g., Price & Mueller, 1986; Trisnawati & Yasin, 2021; Mahantshetti, 2018;  Ing-San Hwang and 

Jyh-Huei Kuo, 2006 & Lambert, Hogan and Barton, 2001) 

The findings further revealed that perceived job alternative significantly moderates the relationship 

between perceived organization support and turnover intention. From the result, perceived job alternative 

will strengthens the relationship between perceived organization support and turnover intention and this is 

also in line with the expectation of the study. It is expected that if perceived job alternative interacted with 

perceived organization support, the level of employee support from organization increases further thereby 

increasing further the intent to quit a job.  

Finally, it was revealed that the relationship between training and intention to quit was not significantly 

moderated by perceived job alternative.  Possible causes of this could be the non-availability of other job 
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opportunity in the country and job security in government establishment. No matter the level of employee 

perceived ease of getting job, if the jobs are not there  
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