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Abstract

Foreign employment has resulted in many people finding suitable jobs abroad both in skilled
and unskilled areas of employment. In the past much of the labor migrating from Sri Lanka
were for unskilled jobs such as housemaids and drivers. Over the years the number of skilled
labor entering the Middle East labor market has grown immensely. This has brought about
many benefits to both the Sri Lankan and Middle Eastern economy. Sri Lanka being a
developing nation is experiencing high cost of living, in order to cope with this and the tight
labor market, many Sri Lankan workers have opted to migrate to the fast developing Middle

East in search of a better standard of living.

Foreign employment is an important and stable source of foreign currency inflow to Sri
Lanka. The growth in the number of emigrants from Sri Lanka into the Middle East is a very
common practice. However, this transition from Sri Lanka to the Middle East is not without

problems for the workforce.

We live in a diverse world where globalization and geographical mobility are existent in the
workplace. Hence, workers can easily travel from one part of the world to another. The cost
of travel has also substantially fallen over the years with the introduction of budget airlines
and the emergence of the internet as a means of finding information about availability of jobs

across the globe.

Once workers migrate to the Middle East a number of individual and combined factors have
resulted in high turnover intention from the organization. This dilemma is a serious one as
workers leave their home country in search of employment and then return home or migrate
elsewhere for the same purpose. Hence, the benefits of migrating in search of employment

are lost or sometimes result in a negative impact.

A comprehensive study has been conducted in order to identify the factors that result in high
turnover intention, these factors consists of both internal and external factors. Internal takes
into account the personality of the individual in terms of whether the individual is an introvert
or an extrovert. These factors are important as they determine whether or not the individual
has the right personality to cope with changes in the work environment and the culture shock
of living and working in another country. Further, whether or not the individual has the

ability to cope with the strained family ties and the ability to relocate their lives



External factors take into account the job information, the nature of employment, the job
itself in terms of job enrichment, job enlargement and job rotation. Other external factors
consider supervision, management style, earning potential and job satisfaction. The degree to
which these factors influence employee turnover intention has been tested in order to identify

their significance towards employee turnover in the Middle East.

In other words, these factors can be classified as demographic, psychographic, cultural

adaptability and job characteristics. Their impact on labor turnover intention has been tested.
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