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Abstract
Employees are the most important asset of the organization. It’s a
major challenge for the organization to retain its workforce as a lot of
cost is incurred on them directly or indirectly. In order to have
competitive advantage over the other organizations, the focus has to be
on the employees. As ultimately the employees are the face of the
organization as they are the building blocks of the organization. Thus
their retention is a major area of concern. So attempt has been made to
reduce the turnover rate of the organization. Therefore this paper
attempts to review the various antecedents of turnover which affect
turnover intentions of the employees.
Keywords: Workforce, Retention, Turnover.

1. Introduction
The employees spend most of their time in a day at their workplaces. For an employer
it is important to make the environment conducive for the employees so that they
better perform and also the organizational efficiency can be increased. Many
organizations are working on designing the retention strategies for the employees so
that the talent in the organization can be utilized in the best possible way. As there is
lot of cost associated with the employees whether direct or indirect cost. The various
costs can be recruitment, selection, training etc. So in order to maximize the return on
investment done on the employees it is important to focus on reducing the rate of
turnover of the employees as it is a kind of discouragement for the existing employees
and also a loss for the organization. Employee Turnover may be defined as the change
in the workforce during a definite time period. In other words it is a measure of the
extent to which the old employees leave and new employees enter the organization in a

1220

Bandhanpreet Kaur et al

given period. Turnover can be categorized as voluntary turnover and involuntary
turnover. When employees decides to leave the organization their own choice, is called
voluntary turnover, while, when an organization removes an employee is called
involuntary turnover (Price & Mueller, 1981). Historically, it has been investigated that
involuntary turnover is generally good for the organizational interest (Mc Shane &
Williams, 1993); but voluntary turnover is considered very detrimental for
organization.
Employees voluntarily leave organizations for a variety of reasons, including low
satisfaction with their jobs, low satisfaction with their employer, limited promotion and
growth opportunities, a better opportunity elsewhere, or disapproval of organizational
changes or restructuring. On the other side, turnover intention may be defined as the
intention of employees to quit the organization. Intentions are a statement about a
specific behaviour of interest .Turnover intent is the probability that an individual will
change his or her job within a certain time period and thus it leads to actual turnover. It
is the individual’s intention to voluntary quit the organization or the profession.
Turnover intention has been acknowledged as the best predictor of actual turnover.
Actual Turnover is expected to increase as the intention increases. The measurement of
Turnover Intention can determine the likelihood of the staff leaving the organization.
This helps to determine how one can find opportunities to reduce the overall turnover.
Turnover intention is a complex phenomenon that depends on various factors.
Many researches on employee turnover behaviour indicates that age, gender, tenure,
designation, experience, compensation, education, nature of employment are predictors
of turnover intentions of employees in the organization. As in a study on the retail
industry it was also found that following variables apart from demographic variables
such as satisfaction with pay and supervision, organizational commitment and
procedural justice etc. are associated with turnover intentions (Khatri et al.,2001)..
Turnover intentions can largely affect the commitment level of the other employees
(Azlin Natasha Armizi,2008). Organizations have to take strategic steps to reduce the
turnover intentions of the employees. In order to have a competitive edge over the
other organizations, the turnover has to be controlled by taking measures favourable
for the employees which may lead to increase in their commitment level.
Conceptual Framework of Turnover Intentions:
There are various determinants for voluntary turnover such as Job Satisfaction, Job
Stress(Psychological), Quality of work Life(Economic) and Age, Tenure, Marital
Status(Demographic)etc. It can also be concluded from the available literature that
there are significant correlations between turnover intention and demographic variables
such as age, qualification designation and it was found that age ,designation and
experience are negatively significantly correlated with turnover intentions( Gurpreet
Randhawa,2007).
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Quality of Work Life
Quality of work life (QWL) constitutes a major part of any employee’s life. As most
the time of an employee’s life is spent on their jobs so it is important to have better
quality of work life. Quality of work life means the favorableness or unfavorableness
of the work environment of the people. It refers to the quality of relationship between
employees and the total working environment. It is a multi dimensional concept which
constitutes many dimensions that have an influence on the job of the employees and
are also considered for measuring the quality of work life. Many researches have been
done in the past, the result of which has shown that there are a number of factors which
affect the quality of work life. These factors are adequate and fair compensation, safe
and healthy working condition, opportunity to use and develop human capacities,
opportunity for career growth, social integration in the work force, constitutionalism in
the work organization, work and quality of life, special relevance of work etc.
Organizational Justice
Organizational justice is the study of the fairness in an organization and how the
people perceive it. It is the perception of fairness according to individuals. “At its most
general level, organizational justice is an area of psychological inquiry that focuses on
perceptions of fairness in the workplace. It is the psychology of justice applied to
organizational settings”.It becomes imperative for the organizations to have committed
and loyal employees, thus the organization needs to be fair in its system regarding
distributive justice, procedural justice, and interactional justice. When employees feel
that they are treated fairly by the organization in every aspect, they are inclined to
show more positive attitude and increased commitment towards their jobs.There are
three types of organizational justice: distributive(fairness of outcomes), procedural(
fairness of processes) and interactional(fairness of interpersonal treatment one receives
from authority figures). Research has demonstrated that unjust processes generate
negative consequences in the workplace like low job satisfaction, turnover, low
commitment and organizational citizenship behavior (Cropanzano & Greenberg, 1997;
Folger & Cropanzano, 1998).
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Job stress
Stress is state of mental or emotional strain or tension resulting from adverse or
demanding circumstances. Stress is synonymous with negative conditions. A job stress
individual is likely to have greater job dissatisfaction, increased absenteeism, increased
frequency of drinking and smoking, increase in negative psychological symptoms and
reduced aspirations and self esteem. The use of role concepts suggests that
occupational stress is associated with individual, interpersonal and structural variables.
Stress on the job is costly for employers, reflected in lower productivity, reduced
motivation ,job skills, turnover and increased accidents. It adds to the health costs and
so is a significant cause of economic loss for both individual and the organization. It
has been evidenced that employees who experience more job stress have more
intention to quit(Ahmad,2012). When stress is caused by working environment and it
harms employee performance, is called as stimulus. Thus control over the job stress
can help the Human Resource Managers to reduce the organizational cost by reducing
the turnover rate.
Job Satisfaction
Job satisfaction is the end feeling of a person after performing a task. To the extent that
a person’s job fulfils his dominant needs and is consistent with his expectations and
values, the job will be satisfying. The level of job satisfaction seems to have some
relation with various aspects of work behaviours such as accidents, absenteeism,
turnover and productivity. Most of the studies showed that low absentee employees
were more satisfied with their jobs. Less satisfied employees are more likely to quit
their jobs than more satisfied employees. Job satisfaction is seen to be the stronger
predictor of turnover intention(Martin, 2007). There is a close relationship between
employee satisfaction and employee turnover (Loveday,1996). If the employees‟
morale decrease and there is insecurity in a job, employees are likely to leave the
organisation and seek alternative employment.

2. Review of Literature
2.1. Turnover Intention
Mohammed J Almalki et al., (2012) in their study revealed significant associations
between turnover intention and demographic variables of gender, age, marital status,
dependent children, education level, nursing tenure, organisational tenure, positional
tenure, and payment per month. The PHC nurses in this study also indicated low
satisfaction with their QWL and a high turnover intention. There is a significant
association between QWL and turnover intention of PHC nurses. Sustaining a healthy
work life for PHC nurses is crucial to improve their QWL, increase retention, enhance
performance and productivity and promote safe nursing care.
Ahmad, Bashir et al.,(2012) concluded that job satisfaction is significantly and
negatively correlated with turnover intention. Also job stress has significant negative
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relationship to turnover intention. It has been evidenced that, employees experienced
more job stress has more intention to quit.
Khadija Al Arkoubi,et al.,(2011) explored some determinants of turnover
intention. They proposed a model hypothesizing the existence of relationships between
fairness and recognition and job satisfaction. The latter along with commitment are
perceived in this model as negatively related to the intent to quit. Not only these two
factors lead to turnover intentions however there are many other factors that can lead to
turnover intentions.
Melanie Lovie- Tremblay et al.,(2011) in their study found that there were no
differences in Generation Y and X nurses with respect to their perceptions of nursing
work environment and their intention to leave their position or the profession. There is
inverse relationship between age and turnover intentions. This finding attributed to the
fact that older nurses had increased job satisfaction and organizational commitment as
compared with their younger peers. Apart from age differences the actual work
environment also has an affect on the turnover intentions of the nurses.
Galetta, Maura(2011) found that having the opportunity of responsibility and
freedom to develop own work activities, can encourage the sense of identification and
attachment to work environment that in turn can reduce the turnover intention. The
research also showed the importance of intrinsic motivation to promote affective
commitment. Also that the affective commitment completely mediates the relationship
between intrinsic motivation and turnover intention. This means that employees
intrinsically motivated towards their own work, develop a sense of identification and
attachment to their organization that in turn is negatively related to turnover intention.
Perez, Mylene(2008) in the study on ‘Turnover Intent’ revealed that age has a
negative relationship to turnover intent, indicating that the older an employee gets the
less he intends to leave. Tenure also showed to be significantly correlated with the
dependent variable. The longer an individual is employed, the less the individual will
have intentions to leave. Apart from the other variables, job satisfaction has also shown
to have the highest impact on turnover intention.
Randhawa, Gurpreet (2007) concluded that there are significant correlations
between turnover intention and demographic variables such as age, qualification,
designation and it was found that age ,designation and experience are negatively and
significantly correlated with turnover intentions. This shows that the intentions of an
individual to leave the organization are greatly influenced by age, designation and
experience of the individual. The negative correlations reveals that with increases in
age, experiences and status in the organization the intentions to quit decreases
significantly .
2.2. Quality of Work Life and Turnover Intentions
R, Indumathy et. al.,(2012) found QWL affects employees’ timings, their output and
available learners. A happy healthy employee will give better turnover, make good
decision and personality contribute to organization’s goal. QWL will not only attract
young and new talents but also retain the existing experienced learners.
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Pavithra, S., et al., (2012) found what QWL means to lawyers and how it affects
the profession as a whole. Thus, it was concluded that once the lawyers attain a good
work life balance it will improve the quality of work life. It was also founded that if the
quality of work life is good it will help in reducing the attrition and absenteeism rate of
lawyers.
Khosla ,Bhawna.,et al., (2012) have attempted to establish a relationship between
QWL, employee performance and career growth opportunities. They have concluded
that in high quality of work life is essential for organizations to continue to attract and
retain employees. There is also a relationship which exists between QWL, employee
performance and career growth aspects.
Barzeger,Mehdi, et al., (2012) studied the relationship between Leadership
behaviour, QWL and Human Resources productivity in hospitals in Iran. The purpose
of the study was to gain insight on how QWL, Leadership Behaviour and Human
Resources productivity would be inter-related in the high performance hospitals in
developing countries. The finding of the study demonstrated a strong the correlation
between Leadership behaviour and QWL. The employee’s perception of Leadership
behaviour is positively correlated with their perception of QWL. Also, the QWL level
and Leadership behaviour is positively correlated with Human Resources productivity.
Jofreh, Manouchehr.,et al.,(2012) concluded that there is a positive and
significant relationship between components of QWL and staff performance and QWL
is a factor to enhance performance.
Sabarirajan,A., et al.,(2011) investigated the extent to which QWL among the
employees of public and private banks inferences the performance of banks. It was
found that organization excellence has higher impact on the level of QWL in an
organization. The antecedents of QWL like job stability, climate, performance and
development, promotion, welfare measures and various other factors directly affects
the organizational excellence. The performance of organization can be improved only
when the human resources are satisfied with the higher quality of working life.
2.3. Organizational Justice and Turnover Intentions
Aghaei, Najaf., et al.,(2012) concluded in their study that there is a negative and
significant relation between distributed justice and intention to leave. Also it was found
in this research that there is no significant relationship between approach justice and
intention to leave. In addition to the results of the research, it was also shown that a
negative and significant relation exists between interaction justice with intention to
leave.
Muzumdar, Prathamesh (2012) found in the study that the influence of
interactional justice combining the effects of both interpersonal and informational
justice is found to more on an employee’s intention of turnover compared to other
forms of justice. Also it was concluded that the procedural fairness has more
importance when compared to outcome fairness with respect to turnover intentions.
Aslam, Rabia et al.,(2006) concluded that organizational justice has positive
impact on job satisfaction. It means that if employees find their organization just and
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fair in distribution, processes and interactional system, employees feel more satisfied
in terms of their pay, future progress opportunities, work schedule, co-workers and
supervisors. Also it has been proved from the results that employees are more satisfied
when they perceive their outcomes and rewards to be fair as compared to those
employees who considered their rewards and outcomes as unfair. Thus satisfied and
committed employees show less turnover intentions.
2.4. Job Stress and Turnover Intentions
Villanueva & Djurkovic (2009) for example, found that job satisfaction and
organizational commitment partially mediated the relationship between occupational
stress and intention to leave.
Firth et al., (2004) found that the intentions to quit were highly influenced by job
dissatisfaction, lack of commitment to the organization, and feeling of stress.
Moore (2002) observed that social support from supervisors reduced their burnout
levels, and this effect, indirectly diminished their turnover intentions.
Wunder et al., (2001) in his research found job stressors to have a direct and
negative effect on the managers’ job satisfaction, which, resulted in reduced
organizational commitment that led to intentions of quitting and finally the actual
quitting from organization.
2.5 Job Satisfaction and Turnover Intentions
Dua'a Abdul Rahim Mohammad Issa et al.,(2013) in their study showed that there
is significant low negative relationship between pay, supervision and promotion
satisfaction and turnover intentions and significant very low relationship between coworkers and satisfaction with the work itself and turnover intentions. It was also found
that pay satisfaction was the dominant dimension.
Samuel Emeka Mbah et al.,(2012) in their study found that greater the job
satisfaction less likely is the turnover intention, thus confirming previous literature that
a person with a high level of job satisfaction holds positive attitude toward the job and
conversely the person who is dissatisfied with the job holds negative attitude about the
job. It means that employees who are satisfied on their job will retain their jobs and not
quit. So it was found that specifically job satisfaction reduces employees’ turnover
intention and adoption of standard pay structure, conducive nature of work and
efficient supervision not only acts as strategies to reduce employees’ turnover but also
as the company retention strategy.
Rohani Salleh (2012) provided empirical support that satisfaction with salary,
promotion, superior, and the work itself has a significant influence on turnover
intention. Interestingly though, satisfaction with the co-workers was found not to be
associated with turnover intention.
Prodromos D. Chatzoglou et al.,(2011) suggested that job satisfaction can be
enhanced not only by providing a satisfactory salary, promotion opportunities or
having good relations with one’s co-workers, which constitute some of the constructs
facets, but, also, through strengthening the variables that are related to it. Job
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satisfaction leads to improvement in the commitment level of employees thus reducing
the turnover intentions.

3. Conclusion
The above factors are thus the antecedents of turnover intentions. It can be concluded
from the available literature that these factors i.e. quality of work life, job stress, job
satisfaction and organizational justice have an impact on the turnover intentions. As
turnover intentions are the antecedent of the turnover of the employees. Thus it is
important for the organization to design strategies to improve the above factors so that
the performance and efficiency of the employees can be improved which can in reduce
the turnover intentions ultimately.
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