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Abstract  
Travel motivation and turnover intention have been critical issues for tourism 
researchers and practitioners. Many studies have made contributions to tourism 
literature by investigating antecedents and consequences of these two concepts. 
However, few studies have attempted to explore the interrelation between travel 
motivation and turnover intention of hotel employees. The current research is to 
examine the rationale to study this interrelationship. It is concluded by suggesting 
research directions for future studies.  
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Introduction 

Travel motivation has been considered as an important concept to travel behavior because travel 
decisions, consumption behavior of tourists and destination selection are determined by 
motivational factors (Li & Cai, 2012; Kozak, 2002; Sirakaya, Uysal & Yoshioka, 2003; Song & 
Bae, 2018). Therefore, in the increasingly competitive tourism industry, a successful tourism 
business should understand tourist motivation (Leong, Yeh, Hsiao & Huan, 2015; Meng, Tepanon 
& Uysal, 2008; Yoon & Uysal, 2005). One of the most commonly used frameworks in 
investigating travel motivation is the push-pull model (Battour, Ismail, Battor & Awais, 2017; 
Kozak, 2002; Llewellyn-Smith & McCabe, 2008; Su, Johnson & O’Mahony, 2018; Yoon & Uysal, 
2005). Push factors refer to people’s intrinsic and intangible desires that influence people to 
consider taking a trip. Pull factors are related to the attributions of a given destination that attract 
people to visit (Cook, Hsu & Taylor, 2018; Crompton, 1979; Llewellyn-Smith & McCabe, 2008). 

Maintaining a stable workforce is critical for service quality in the hotel industry (Jago & 
Deery, 2004; Poddar & Madupalli, 2012). Therefore, the retention of hotel employees is of great 
importance to hotel firms (Karatepe & Sokmen, 2006; Nadiri & Tanova, 2010). While the key 
reasons behind turnover behaviors have been well documented by tourism literature, many hotel 
firms are still facing a high turnover rate (Kusluvan, Kusluvan, Ilhan & Buyruk, 2010). Prior 
research provides support for turnover intention as a significant predictor of actual turnover (Steel 
& Ovalle, 1984; Tett & Meyer, 1993). One way to reduce the turnover rate therefore is to identify 
employees’ turnover intention.  

A number of studies have identified that turnover intention is related to a variety of work 
factors (Jang & George, 2012; Walsh & Taylor, 2007; Yang, 2008). Little research examines the 
relationship between turnover intention and non-work attitudes. Examination of this relationship 
can enrich our understanding of how to identify turnover intention from the non-work perspective. 
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Many studies argue that people’s experiences in the work domain can influence and be influenced 
by experiences in the leisure domain (Beatty & Torbert, 2003; Lobo, 1999; Lounsbury & Hoopes, 
1986). Empirical studies also report that when employees have different work attitudes, they 
demonstrated different leisure attitudes (Delle Fave & Massimini, 2003; Kirkcaldy, Shephard & 
Cooper, 1993; Sara & Peter, 2011; Snir & Harpaz, 2002).  

Some push-pull studies reveal that tourist motivation varies according to demographic 
profiles, such as age, gender, nationality, religion and occupation (Battour et al., 2017; Hanqin & 
Lam, 1999; Kim, Lee & Klenosky, 2003; Kozak, 2002; Wang, 2004). These differences imply that 
tourists with distinctive occupational profiles may differ in their push-pull motivations. If 
destination managers can understand these differences, they can accordingly make marketing 
strategies. However, little research investigates the relationship between tourism motivation and 
turnover intention of hotel employees. As such, the purpose of current study is to investigate extant 
literature on travel motivation and turnover intention and offer research directions for future 
studies. 
 

Literature Review  
Motivation 
Motivation can be defined as the internal force to take actions to satisfy demands, remove pressure 
or solve problems (Russ & Kirkpatrick, 1982). It plays a critical role during the process of decision 
making because it affects the direction and intensity of human behavior (Cook et al., 2018). Yoon 
and Uysal (2005) argue that travel motivations are forces that lead and arouse a tourist’s behaviors. 
Since satisfied tourists are of great importance for successful tourism businesses, tourism scholars 
have placed much research attention on travel motivation to better understand tourist behaviors.  

A number of frameworks have been developed to understand travel motivations (Plog, 
2001, Crompton, 1979; Witt & Wright, 1992). Of these, the push-pull model has been the most 
frequently used framework in studying travel motivations (Battour et al., 2017; Dann, 1981; Su et 
al., 2018; Yoon & Uysal, 2005). Push forces describe how people are pushed by their own desire 
while pull forces are related to attractiveness of destination attributes (Cha, McCleary & Uysal, 
1995; Crompton, 1979; Oh, Uysal & Weaver, 1995). Push forces are associated with internal and 
emotional desires. Pull forces are related to external and situational aspects (Yoon & Uysal, 2005). 
Push forces can include a desire for escape, rest, relaxation, health and fitness, adventure, prestige, 
social interaction, learning new things or being entertained. On the other hand, pull forces are 
factors that attract people to travel, such as beaches, recreation facilities, historic sites, cultural 
resources, cosmopolitan environment or opportunities to increase knowledge (Cook et al., 2018; Oh 
et al., 1995; Yoon & Uysal, 2005).  

Most push-pull studies have been conducted in particular travel destinations (Boo & Jones, 
2009; Hanqin & Lam, 1999; Kim, Lee & Klenosky, 2003; Uysal & Jurowski, 1994; Wang, 2004). 
Some studies utilized the push-pull concept to understand the differences and similarities between 
different tourist segmentations (Boo & Jones, 2009; Caber & Albayrak, 2016; Oh, Uysal & Waver, 
1995; Sirakaya, Uysal & Yoshioka, 2003; Su et al., 2018). Moreover, empirical studies have 
uncovered a significant relationship between push-pull motivations and demographic factors. Push-
pull motivations were found significantly different by the view of age, income levels, nationalities, 
gender and religion (e.g. Battour et al., 2017; Chen & Chen, 2015; Hanqin & Lam, 1999; Kim, Lee 
& Klenosky, 2003; Kozak, 2002). Tourists with different occupations were also motivated to travel 
by different push-pull forces (e.g. Kim, Lee & Klenosky, 2003; Wang, 2004).  

In addition, Yoon and Uysal (2005) found that push motivations (e.g. relaxation, exciting 
and family togetherness) had a positive relationship with destination loyalty while pull motivations 
(e.g. modern atmosphere, modern activities and wide space) were found to be negatively related to 
tourist satisfaction. Similarly, Meng, Tepanon and Uysal (2008) reported that push-pull motivations 
were significant factors in determining tourists’ satisfaction with a nature-based resort. By using 
the means-end approach, Klenosky (2002) argued that push factors were related to pull factors. 
Moreover, Smith, Costello and Muenchen (2010) empirically studied push (e.g. food, event novelty 
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and socialization) and pull (e.g. food product, support services and essential services) factors for 
culinary tourism events. Shi, Cole and Chancellor (2012) identified push (e.g. escape, exploration, 
relaxation and independence) and pull (e.g. novelty, education and accessibility) motivations of 
people with disabilities. The push-pull framework has also been successfully applied to the 
investigation of students’ travel decisions (Bicikova, 2014; Kim, Noh & Jogaratnam, 2007; 
Llewellyn-Smith & McCabe, 2008; Mazzarol & Soutar, 2002).  
 
Turnover Intention 
Turnover decreases the organizational competitiveness, productivity, profitability and service 
quality (Hinkin & Tracey, 2000; Poddar & Madupalli, 2012; Yang, 2008). When turnover happens, 
organizations not only face a loss of human resources and leaving employees’ knowledge but also 
incur replacement costs, such as recruitment, selection and training costs (Hinkin & Tracey, 2000; 
Yang, 2008). The hotel industry is generally characterized by a high turnover rate (Kusluvan et al., 
2010). The annual voluntary turnover rate has been reported to be between 44 and 75 percent in the 
hotel industry (Pizam & Thornburg, 2000; Smith Travel Research, 2003; Heck & Sciarini, 1998). 
Therefore, turnover is a critical issue for many hotels (Lee, Magnini & Kim, 2011; Lu & Gursoy, 
2016; Yang, 2008; Zopiatis, Constanti & Theocharous, 2014). 

Identifying turnover intention is helpful to reduce the turnover rate because turnover 
intention has a close relationship with actual turnover (Steel & Ovalle, 1984; Tett & Meyer, 1993). 
Accordingly, turnover intention is the subjective estimation of an employee with respect to the 
likeliness of leaving a firm in the near future (Mowday, Lyman & Steers, 1982; Lin 2007; Islam, 
Jantan, Khan, Rahman, & Monshi, 2018). It simply refers to an employee’s intention to leave 
his/her organization (Cho, Johanson & Guchait, 2009). Tett and Meyer (1993: 262) define turnover 
intention as “the last in a sequence of withdrawal cognitions, a set to which thinking of quitting and 
intent to search for alternative employment also belong”. It is regarded to be a conscious and 
deliberate desire to leave a firm, including thoughts of leaving, intention to conduct a search for 
alternative jobs and turnover intention (Carmeli & Weisberg, 2006; Kim, Kim & Yoo, 2012; 
Mobley, Horner & Hollingsworth, 1978).  

The issue of turnover intention has attracted a great deal of attention in the tourism 
industry. For example, Cho et al. (2009) reported that perceived organizational support and 
organizational commitment could reduce restaurant and hotel employees’ turnover intention in the 
U.S. Karatepe and Sokmen (2006) surveyed hotel frontline employees in Turkey, finding that role 
ambiguity, work family conflict and job satisfaction were significant predictors of turnover 
intention. Similarly, Karatepe and Magaji (2008) suggested that low work family conflict and high 
affective commitment reduced turnover intention of frontline employees in the Nigerian hotels. A 
study conducted by Karatepe, Yorganci and Haktanir (2009) revealed that customer verbal 
aggression and emotional dissonance resulted in intention to level of hotel frontline employees in 
Cyprus. Also in Cyprus hotels, frontline employees’ job satisfaction was negatively related to 
turnover intention (Karatepe, Uludag, Menevis, Hadzimehmedagic & Baddar, 2006).  

Similarly, Jang and George (2012) surveyed non-supervisory hotel employees in the U.S. 
and reported that job satisfaction was a critical factor in explaining turnover intention. Lee, 
Magnini and Kim (2011) reported that hotel frontline employees’ satisfaction with their schedule 
flexibility had a negative influence on turnover intention. Lam, Lo and Chan’s (2002) empirical 
study demonstrated that subjective norm and training were related to turnover intention of new 
hotel employees. Furthermore, Nadiri and Tanova (2010) discovered that fairness of hotels’ 
procedures had significant effects on employees’ turnover intention. In addition, O’Neill and his 
colleagues (2009) surveyed hotel managers, finding that friendly work-family climate reduced the 
turnover intention. Challenging jobs could also reduce hospitality managers’ intention to leave 
(Walsh & Taylor, 2007). Yang (2008) reported in his study on hotel employees that organizational 
commitment played a dominate role in turnover intention. Kim, Lee and Carlson (2010) found 
evidence for the influence of leader-member-exchange on turnover intention in hotel properties. 
Furthermore, Zopiatis et al. (2014) sampled hotel employees in Cyprus, identified a negative 
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relationship between affective organizational commitment and turnover intention. Lu and Gursoy 
(2016) discovered that generational differences moderated the influence of emotional exhaustion on 
turnover intention of hotel employees. By studying casino employees, Li, Kim and Zhao (2017) 
empirically argued that the relationship between supervisor support and turnover intention was 
mediated by group trust. 
 
Rationale to study push-pull motivations and turnover intention 
Research clearly shows that tourists’ travel decisions are influenced by a number of push-pull 
factors. The importance of these push-pull factors vary based on different variables, such as 
destination characteristics and tourists’ demographic profiles. Travel motivations can also differ 
among different subgroups of people. Tourists with different occupations are motivated to travel by 
different push-pull factors (Kim, Lee & Klenosky, 2003; Wang, 2004). It is therefore assumed by 
the current study that the push-pull dimensions are unique to tourists who are working in the hotel 
industry. Of the prior studies, there has been little research on how push-pull factors influence hotel 
employees’ travel decisions. The current study is one of the first to examine this issue. Due to the 
lack of such an examination, most existing studies do not further investigate whether there is any 
relationship between push-pull motivations and turnover intention.  

Most existing research places attention on the drivers of turnover intention. Some studies 
attempt to explore the influence of turnover intention. Of these studies, turnover intention has been 
found to be a significant predictor of actual turnover (Steel & Ovalle, 1984; Tett & Meyer, 1993; 
Van Breukelen, Van der Vlist & Steensma, 2004) and job attitude (Doran, Stone, Brief & George, 
1991). Little research examines the influence of turnover intention on leisure attitudes. Such 
examination is associated with the study of work-leisure relationship. Many studies investigate the 
work-non-work relations in general and work-leisure relations in particular. Accordingly, three 
models have been proposed (Dubin, 1973; Parker, 1983; Wilensky, 1960). First is the spillover 
model. The spillover model states that leisure is an extension of work. People’s work and leisure 
activities share many similarities with few differences. That is, people’s work experience spills 
over into leisure attitudes and behaviors. The second model is compensation. People participate in 
those leisure activities which can compensate their frustrations and constraints at work. 
Segmentation is the last pattern. Work and leisure activities are independent. They do not mutually 
influence.  

While work and leisure activities may not influence each other, an increasing number of 
empirical studies have reported work and leisure experiences are significantly related to each other 
(Delle et al., 2003; Lounsbury & Hoopes, 1986; Konstam & Lehmann, 2011; Hunter & Wu, 2016; 
Kirkcaldy et al., 1993; Korpela & Kinnunen, 2011; Oerlemans, Bakker & Demerouti, 2014; Sara & 
Peter, 2011; Snir & Harpaz, 2002; Sonnentag, 2003). For example, Snir and Harpaz (2002) 
reported a significant relation between job satisfaction and leisure orientation. Delle et al. (2003) 
identified that leisure was an extension of work while Kirkcaldy et al. (1993) reported a 
compensatory relationship between work and leisure. Sara and Peter (2011) found that employees 
who had a high level of freedom in their job were more likely to take part in physical activities in 
the leisure time. Hunter and Wu (2016) recognized that engaging in preferred activities during 
work break contributed to work recovery. Therefore, the current study assumes that hotel 
employees’ work attitude is systematically related to their subsequent leisure attitudes. More 
specifically, employees who are with different turnover intention would subsequently demonstrate 
different push-pull motivations. 

Conclusions 
The current study examines the literature on travel motivation and turnover intention. Based on the 
rationale to study push-pull motivations and turnover intention, the current study proposes that 
hotel employees with different levels of turnover intention are motivated to travel by different 
push-pull factors. More specifically, the current study suggest two research directions: (1) identify 
travel motivation of hotel employees by using the push-pull concept as a conceptual framework and 



	  

	  
5	  International Tourism and Hospitality Journal (ITHJ) 

https://rpajournals.com/ithj  
	  

(2) examine whether significant differences exist in the underlying push-pull dimensions between 
hotel employees with different levels of turnover intention. 

The suggested research is different from existing studies in three aspects. First, there is an 
abundance of research on push-pull motivations and turnover intention. However, most of the 
extant studies have examined these constructs independently. The interactive relationships among 
these constructs have not been well investigated. The suggested research can provide an integrated 
model to better understand hotel employees’ travel motivations by taking into account their 
turnover intention. Second, the push-pull concept has been extensively applied to various types of 
tourists. However, it was not tested in the context of hotel industry. The suggested research can 
examine push-pull motivations by using hotel employees as samples. Third, most existing push-
pull studies are conducted in given travel destinations. Little research has examined the push-pull 
concept in given work places. Hotel firms can be invited to participate in the study to better 
understand their employees’ travel behavior.  
By conducting suggested research, several contributions to both tourism literature and tourism 
industries can be made. On the theoretical perspective, it explores the underlying dimensions of 
push-pull motivations in the hotel industry as well as the relationship between push-pull 
motivations and turnover intention. It enriches literature on travel motivation and tourism human 
resource management. On the practical perspective, it can provide tourism marketing managers 
with empirical evidence to develop campaigns for hotel employees with different levels of turnover 
intention. Hotel firms can also measure turnover intention by using push-pull motivation 
assessments and further discourage employees to leave. 
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