Results
Sample:
The demographic details of the sample size that 292 were gender, education, age and marital status of the respondents. The male participants were 61.64% (n=180) while 38.36% were female respondents are in this study. Also, the age demography showed 45.90% (n=134) were in between of 31-40 years of age and 7.52% (n=22) were 51 and above years. In the marital status factor of demography 52.73% (n=154) were found along with 4.47%(n=13) were divorced. Education showed the 52.39%(n=153) as highest percentage of Master’s degree, however 1.38 were found having M.phil/M.S. degree. (Table 1).

Table 1 Demography of respondents (N=292)
	
Gender
	Category
	Frequency
	Percent

	
	Male
	180
	61.64

	
	Female
	112
	38.36

	
	Total 
	292
	100.0

	
	21-30
	78
	26.71

	
	31-40
	134
	45.90

	Age 
	41-50
	58
	19.87

	
	51 and above
	22
	7.52

	
	Total 
	292
	100.0

	Marital Status 
	Married
	154
	52.73

	
	Unmarried 
	125
	42.80

	
	Divorced 
	13
	4.47

	
	Total
	292
	100.0

	
	Bachelors
	135
	46.23

	Education
	Masters
	153
	52.39

	
	M.phil/M.S
	4
	1.38

	
	Ph.D
	0
	0

	
	Total 
	292
	100.0


                                                         

Descriptive statistics and reliability assessment

The analysis of mean and standard deviation were noted as to be 2.12 to 3.15. On the other hand, the range of standard deviations was 1.02 to 1.17 (Table II). As noted previously, to analyze the internal consistency of variables the Cronbach’s α reliability was calculated. The overall reliability of the instrument was 0.81, and the individual factors’ reliability was satisfactory (Table II).

Estimation of Hypotheses

By applying the Pearson’s correlation and multiple regression the proposed hypotheses were confirmed. The weightage score explore that (r = 0.401**; β = 0.368; t = 5.102; p < 0.01) (Table 2 and 3). Hence; hypothesis H1 was accepted that work-family conflicts positively associate to personnel turnover intention. Thus, weights score showed that (r = 0.346**; β = 0.356; t = 8.261; p < 0.01) (Table 2 and 3) family-work conflicts positively associate to personnel turnover intention. Resulting that H2 was supported by the data. The score of H3 were (r = 0.425**; β = 0.379; t = 7.622; p < 0.01) (Table 2 and 3) exploring that Perceived alternative job opportunities positively associate to personnel turnover intention. Therefore, H3 was also accepted.  	
Table 2 Pearson’s correlation (N=292)
	
	Variables
	α
	M
	SD
	1
	2
	3
	4

	
1
	
Turnover Intention 
	0.89
	2.12
	1.11
	
---
	
	
	

	2
	Work- Family Conflict
	0.87
	2.34
	1.17
	0.401**
	---
	
	

	3
	Family- work Conflict
	0.78
	3.15
	1.08
	0.346**
	0.477**
	---
	

	4
	Alternative job opportunities
	0.80
	2.45
	1.02
	0.425**
	0.323**
	0.380**
	---


**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
Note: α= Cronbach’s alpha; M=mean; SD=standard deviation 

Table 3 Multiple regression analysis (N=292)
	Independent variables
	
	t- value
	Sig.

	Work- Family Conflict
	0.368
	5.102
	0.000

	Family- work Conflict
	0.356
	8.261
	0.000

	Alternative job opportunities
	0.379
	7.622
	0.001

	F value
	138.824

	R2
	0.789

	Adjusted R2
	0.784

	
	


Dependent variable: Turnover intention Note: p* < 0.01; p** < 0.05

Discussion of each hypothesis with support of results.
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