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Abstract: Purpose: To define the features that stimulate employees’ turnover rate. Design / methodology / approach: Descriptive
research model and Secondary research were used to build the model of employee turnover factors. An organized survey form was
employed to collect information and examine the model. Respondents were also selected randomly for the sampling purposes. The
model was also assessed by factor analysis and multiple regressions. Eindings: The regression model demonstrated that employees’
turnover rate was affected by work environment, work - life balance and peers and colleagues substantially. Research limitations /
implications: one of the major limitations of this research paper is that sample size was low since there was a time constraint for
conducting our research. Furthermore, all the respondents were from Bangladesh only. Even, using real data were forbidden in certain

areas due to confidentiality.
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1. Introduction

Employees are the pillar of an organization. Without
employees, an organization will only have its title but not
the identity. It is the “employees” who provide the
fundamental structure of an organization with their skills and
knowledge. Be it the culture, the norms, the values, the
environment and etc. - employees play a vital role in
modelling each of these factors. In today’s competitive
world, employees are not only considered as the treasured
resources but are also the key to success for every
organization. From start - ups to MNCs’, the insights shared
by employees can let a firm stand rigid against its rivals.
Unlike 10 years ago, employees are now involved in
decision - making process.

However, as per the 2021 Bureau of Labor Statistics report,
the annual turnover rate in 2020 was 57.3%, which is 13%
more than that in 2019. With the emerging concept of
globalization and denationalization, the tendency of
employees sticking in a company is dropping. Even, it is
becoming difficult on employers’ part to keep their
employees motivated and satisfied. Many employees are
also migrating due to better opportunities. In order to ensure
employee commitment, companies are constantly changing
their strategies. Employee retention and turnover holds equal
importance as financial aspects and process development.
Furthermore, many companies are also embracing flexibility
and are constantly coming up with striking benefits and
initiatives in order to appeal and retain competitive
employees.

For this study, several research questions have been
articulated. The first research question is “how often
employees think about switching their job?” The second
question is “which age group mostly has a tendency to quit
their job?” However, the main research question managing
this study is “why employee turnover is increasing?” |
believe, this study will show a minute advance in
development of required investigation to understand the
broad picture of the analysis.

2. Literature Review

The era of globalization has marked a transformation in
employees’ lives, especially when it comes to Job
Satisfaction. As per Saeed (2014), employee turnover is a
very serious problem in today’s modernized world. Even,
Des and Shaw (2001) stated that high turnover rate is
directly associated with loss of social capital and low
morale. Raikes and Vernier (2004) specified that retaining
employees have a visible impact on improving an
organization’s monetary performance. However, employees’
job satisfaction relies on a number of factors, starting from
pay to peer, work culture, work environment and etc. Salary
is a vital feature for retaining employees. According to Alam
and Muhammad (2010), employees’ prime focus is on the
pay as it enables them to overcome their monetary crunch.
Moreover, Nguyen (2003) depicted in his study that there is
a positive correlation between salary and job satisfaction.
Another essential factor that shapes employees’ motive to
stay in an organization is its culture. According to
Dwirantwi (2012), organization culture is comprised of
attitudes, experience beliefs and values that are assimilated
by how individuals or groups in an organization interrelate
with one another. Furthermore, Tharp (2009) stresses that
organizational culture can be used to proliferate the industry
performance and stimulate employees’ work approaches. In
addition to these, work environment also plays a crucial role
in employee turnover rate. Employees will not choose to
stay in a company where their lives are threatened.
Applebaum (2010) proclaimed that work environment like
noise, lighting, space, temperature and etc. can have an
impact on employees’ job satisfaction level which
eventually generates turnover intention. Moreover, work -
life balance is the most essential aspect for an increase in
turnover rate. Employers are emphasizing on this aspect
more than ever. Many organizations now - a - days are also
conducting seminars on work - life balance. According to
Bird (2006), work - life balance is considered as most
significant area even in public sectors. In addition to these,
Kehl (2012) stated that is tiered as number one, whereas pay
is in number two in Industry Week Magazine. Another
crucial factor impacting employee turnover rate is peer and
colleagues. As per Islam, Ahmed and Khan (2013)
employees’ turnover rate tends to decrease when they are
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well - aware of the organization culture and when they get
support from their seniors within the organization.
Supported by the senior members have a tendency to initiate
a kind of belongingness among the employees.

Objectives

The purpose of this report is to recapitulate the factors that
shape employees’ tendency to quit their job. This will
facilitate the employers and the organizations to assess,
examine and exhibit the employment condition in order to
cut the turnover rate.

Broad Objective:
e To evaluate why employee turnover rate is increasing
day - by - day

Specific Objectives:

e To find out the degree to which salary affects employees’
decision to leave

e To find out how work - life balance, work culture and
work environment influences employees’ decision to
leave

e To find out if supportive peers and colleagues are
responsible for decreasing employees’ turnover rate

3. Methodology

This is a descriptive and qualitative report. Primary and
secondary sources are used for accumulating data.

Primary Data Sources -
e Survey from different employees
o Face to face conversation with the employees

Work-Life H?
Balance
H3
Peers &
Colleagues H4
Work
Culture

e Direct observations through working

Secondary Data Sources -
e Previous Reports
e Online Journals

3.1 Scope

The report comprises of the detailed elaboration of why it is
important to keep the employees motivated in order to
reduce the turnover rate. Furthermore, it encompasses the
reasons that have an impact on employee turnover rate.
Beside these, the report integrates my learnings and
knowledge that | have accumulated from my working
experiences. The respondents of this study consisted of
318employees from different organizations, different
positions, and various age assortment, educational
background and gender. There were 26 questions in the
survey questionnaire that included variables which are
related to influence employees’ turnover pattern.

3.2 Importance of the Study

Firstly, this study is going to be beneficial for the
organizations and the employers, as they will understand the
factors that drive employee satisfaction. This will help them
to come up with solutions that will enable them to retain
their valuable employees. Secondly, this study will also be
useful for the stakeholders and the employees themselves. In
addition to these, the study will be resourceful for all the
students and researchers, who want to work on this topic.

3.3 Model Development

Salary
Hl1
H3
Work
Environment
What Factors

Influence
Employee

Turnover Rate?

Figure 1: Model of “An Analysis of Factors that has an Impact on Employee Turnover Rate”

4. Conceptual Framework and Hypothesis
4.1 Impact of Salary on Employee Turnover

Salary is a form of sporadic reward from the company to the
employees. Salary is one of the significant factors as it tends
to keep the employees inspired. When employees are
remunerated sufficiently, they feel driven to come to work.
Adequate pay also increase employee morale and this in

turns improve their deliverables and job satisfaction levels.
According to Sokoya (2000), employee’s job satisfaction is
considerably affected by the company’s compensation
practices. Even, employees tend to work toward the
employer’s goal when they are satisfied with the pay, stated
by Oshagbemi (2000). Salary is considered to be one of the
prevailing features while measuring employee’s satisfaction
level. Low salary usually results in high turnover rate. Salary
is a crucial factor that organizations should emphasize on for
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attracting workforce and to retain them for a longer time
frame, stated by Frye (2004).

In addition to these, employees have a higher turnover rate
when they are paid fixed salary, as per Flaherty and Pappas
(2002). Trevor (1997) established that escalation in salary
intensifies the retention capabilities of the organization.
Furthermore, salary is considered as a predictor of employee
turnover, stated by Pitts, Marvel and Fernandez (2011). Not
only these, but monetary pay is also thought of as the vital
aspect for retaining employees, stated by Milkovich and
Newman (2004). Moreover, Hytter (2007) also observed an
association between salary and turnover rate. Even,
according to Beilock and Capelle (1990), job satisfaction
grows with well pay and benefits and cuts turnover level.

In the context, the hypothesis is:

H1: Salary is negatively correlated to Employee Turnover
Rate

4.2 Impact of Work - life Balance on Employee Turnover

In today’s world, employees make decisions centering work
- life balance. They seek flexible working hours that will
allow them to nurture both their personal and professional
lives. Jobs that enable the employees to spend time with
their families increase employee retention, stated by Arnold,
Coombs, Hartley and Bosley (2010). Furthermore, work -
life balance is defined as the symmetrical point between the
time and determination devoted by an employee in their
work and private life, said by Clarke, Koch and Hil (2004).
However, as per a research conducted by Noe (2013), 75%
employees in USA are unable to spend time with their
children and 61% employees do not get the time to spend
with their spouse.

In addition to these, a balance between work and life has a
visible impact on employee performance, stated by Anitha
(2014). A healthy balance between work and life tends to
augment employee efficiency, productivity and their
contribution toward the organization. On the other hand, the
opposite is responsible for instigating frustration among the
employees, which as a result is responsible for turnover
decision. Beside these, Mita, Aarti and Ravneeta (2014)
stated that there is a positive correlation between work - life
balance and retention. Not only these but an imbalance
between work and maintaining personal life also triggers
stress and lessen job satisfaction.

H2: Work - Life Balance is negatively correlated to
Employee Turnover Rate

4.3 Impact of Peers &Colleagues on Employee Turnover

Peer relation or social relation at workstation is responsible
for making employees feel relaxed and also lessens their
diffidence, stated by Hamilton (2007). When employees are
comfortable with their peers, they tend to share more facts
with each other. This as a result curtails the workplace
disputes that wusually takes place due to lack of
communication. Peer relations have an influence on
encouraging employees and eventually leading to lower
turnover intention, detailed by Anne E. Cox (2010). Beside
these, a good peer relationship is also responsible for
development and improvement.

Furthermore, peer relation also helps to diminish work strain
and surge assistance and dynamism, indicated by Fine
(1986). They can also interchange words of inspiration,
assurance, conviction, esteem and acute advice that will
boost their zest, as per Jehn and Shah (1997). According to
Alexander (1998) sustenance from co - workers act as causal
factors for retaining employees. However, many supervisors
often do not give authentic criticism on employee’s
performance because they do not want to mutilate their self -
confidence, stated by Beer, Spector, Lawrence, Mills and
Walton (1985).

H3: Peer Relationshipshave a positive correlation with
Employee Turnover Rate

4.4 Impact of Work - culture on Employee Turnover

Wallach (1983) defined organizational culture as beliefs,
norms and attitudes of how things are performed in an
organization. According to Shein (1985), organization’s
accomplishment or ignominy is largely determined by the
organization’s culture. Beside these, employee satisfaction is
also modified by the organization’s culture to a large extent.
Employees will feel themselves as a crucial part of the
organization if they are counted in the plans, policies,
strategies and goals of the company. A positive
organizational culture is also responsible for attaining
competitive advantage over the competitors. Moreover, in
order to diminish the turnover rate, it is vital to have a
respectable organizational culture and contented employees.

In order to achieve prolific outcome, it is imperative to
recognize the culture of every organization, stated by
Bergman (2006). In addition to these, employees fitting
themselves certainly to the organizational culture will result
in valuable impact, which in turn will also condense the
turnover intent, stated by Porter and Steers (1973). Kivimaki
(1994) stated that gratified employees would generate
distinctive ideas for the betterment of the organization.
Even, organizational culture has an impact on employee
attitudes, that is, when employees are made to believe by the
employer that their contribution is responsible for inducing
success of the organization, then any turnover intention that
may exist within the employees will be cut down, stated by
Goodman (2001).

In the context, the hypothesis is:
H4: Work Culture is negatively correlated to Employee
Turnover Rate

4.5 Impact of Work Environment on Employee Turnover

According to Nitisemito (1992), work environment consists
of stuffs around the employees that enables them to carry out
their designated task. Physical environment comprises of
light, sitting arrangement, noise, temperature, visual delicacy
and etc. It has an influence on job contentment level and will
eventually prompt turnover intention, stated by Applebaum
(2010). Even Spector (2008) stressed work environment as a
crucial factor for impacting on employee turnover rate.
Moreover, Reiner and Zhao (1999) also considered work
environment as a remarkable analyst for determining
employee turnover intention.
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Work environment also tends to regulate employees’
performance, communication pattern, stress and etc.
Furthermore, enhancement in work atmosphere is
recommended as this will condense work hassle, that is
anticipated to shrink employee turnover, stated by Lee
(2016). Additionally, employees will perform their tasks
quintessentially if the work atmosphere is contented and
supportive, indicated by Robbins and Judge (2001). Work
environment will be categorized as apt if staffs feel
innocuous, unperturbed and efficient, as per Cox and
Cheyne (2000). Not only this, but Moncarz (2009) also
accentuated on fun workplace for retaining employees.

In the context, the hypothesis is:

H5: Work Environment is negatively correlated with
Employee Turnover Rate

5. Research Method

5.1 Research Design

Previous study conducted on the importance of Employee
Satisfaction and Turnover has been analyzed as a secondary
source. To collect information, survey analysis has also been
conducted and questionnaire was given to the employees
from different organization in Bangladesh using Descriptive
Research Method. Focusing on primary research method,
questionnaire was formed in “Google Doc” and transmitted
via online social networking sites such as (Facebook,
Messenger, and LinkedIn). Furthermore, printed survey
form was also used to collect responses from the
respondents. This helped to specify the major key factors
that are responsible for driving employees’ turnover pattern.
Questionnaire has been monitored and evaluated and based
on that assessing the strengths & weaknesses modification
has been made in the questionnaire. Furthermore, some
irrelevant questions have been removed and some new
questions were added as per the modification.

5.2 Measurement

The questionnaire that was given to the respondents to
measure the factors affecting employees’ turnover rate
consists of 5 - point Likert scales. Each scale item includes 5
response categories starting from numeral 1 with verbal
presentation “strongly disagree” and at the numeral 5
“strongly agree”. Moreover, other items such as numeral 2
verbally presents “disagree” whereas, numeral 4 represents
“agree” and numeral 3 shows ‘“neutral” perception of the
respondents. Strongly disagree shows a negative judgment
towards a statement whereas, strongly agree shows positive
judgments towards the statement. Neutral item shows neither
disagree nor agree. It defines somewhat in the middle
regarding the mentioned statement. These multiple items
play an important role to measure each factor and so that
measurement can be assessed based on validity and
reliability. The dependent variable “employee turnover is
measured using the scale items. Demographic information

has also been collected from the respondents. Independent
variables are measured to assess which factors mostly
influences employees’ turnover rate.

5.3 Sampling

A survey has been conducted through a questionnaire. The
questionnaire was constructed in Google docs form and sent
to the respondents for the survey. Moreover, printed
questionnaire was also used to gather responses from the
respondents. The questionnaire contained 26 questions
including all the dependent and independent variables and
demographic factors. Our targeted area of interest for the
research conducted was consisted of all the employees in
Bangladesh. The sample symbolizes the entire population of
employees at all the organizations of Bangladesh and is
therefore considered to be a closed sample consisting of 318
research contributors. The respondents were ensured that the
survey would not be used for any other purposes other than
academic purpose. Also their anonymity was ensured
because their email IDs were not required or any other
personal information that they were not comfortable to
share.

For conducting the survey, the method of collecting
responses through social media was very convenient.
Conducting surveys on printed survey papers proved to be a
hassle and required many other formalities. It was time
consuming as well. On the other hand, using social media
sites for conducting the survey was very advantageous and
less time consuming. Since particular target groups were
targeted for the study, both social media platform and
printed survey form had to be used for overall responses.

6. Analysis
6.1 Demographic Analysis

Frequency analysis of the demographic aspects of the
respondents has been shown in the following Table 1.
Among the 318 respondents 65.6% percent are male and
34.4 percent respondents are female. Around 88.9
percentage are aged within 25 - 30 and 3.2 percent are aged
from 36 - 40. Only 0.5 percentage of the respondents fall
with age 41 - 50. Most of the employees, that is, 30.7
percent earns within 20, 000 - 35, 000 BDT.19.6 percent
respondents’ income is within 35, 000 - 50, 000 BDT and
70, 000 - 100, 000 BDT. Only 9 percent earns above 100,
000 BDT.29.1 percent of respondents are in entry level
position. Most of the respondents, that is, 31.7 percent are
senior executive. Only 4.2 percent of the respondents are
senior - level manager. Around 34.3 percent of the
respondents look for new opportunities “often” and 21.7
percent “rarely” looks for new opportunities. However, 24.9
percent of the respondents are “neutral” in terms of seeking
for new opportunities.
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6.2 Data Analysis

Table 1: Demographic Analysis

Frequency|Percentage (%)
Gender
Male 124 65.6
Female 65 344
Age
25-30 168 88.9
31-35 14 7.4
36-40 6 3.2
41 -50 1 0.5
Income
20, 000 - 35, 000 58 30.7
35, 000 - 50, 000 37 19.6
50, 000 - 70, 000 40 21.2
70, 000 - 100, 000 37 19.6
Above 100, 000 17 9
Employment Level
Entry Level 55 29.1
Senior Executive 60 317
Assistant Manager 40 21.2
Mid - Level Manager 26 13.8
Senior - Level Manager 8 4.2
How often do you look for New
Opportunities?

Very Rarely 12 6.3
Rarely 41 21.7
Neutral 47 249
Often 65 344

Very Often 24 12.7

No Missing Values were found as it was mandatory for the respondents to answer all the questions (Figure 1).

Result Variables
Result Variable N of Replaced | Case Nu_mber of Non - Missing Values N of Valid Cases | Creating Function
Missing Values First Last

1 S11 0 1 318 318 SMEAN (S1)
2 S2_1 0 1 318 318 SMEAN (S2)
3 C1.1 0 1 318 318 SMEAN (C1)
4 c2_1 0 1 318 318 SMEAN (C2)
5 C3_1 0 1 318 318 SMEAN (C3)
6 C4.1 0 1 318 318 SMEAN (C4)
7 WB1 1 0 1 318 318 SMEAN (WB1)
8 wB2_1 0 1 318 318 SMEAN (WB2)
9 WB3 1 0 1 318 318 SMEAN (WB3)
10 P11 0 1 318 318 SMEAN (P1)
11 P2 1 0 1 318 318 SMEAN (P2)
12 P3_1 0 1 318 318 SMEAN (P3)
13 P4 1 0 1 318 318 SMEAN (P4)
14 E1l 1 0 1 318 318 SMEAN (E1)
15 E2 1 0 1 318 318 SMEAN (E2)
16 E3 1 0 1 318 318 SMEAN (E3)
17 E4 1 0 1 318 318 SMEAN (E4)
18 T1 1 0 1 318 318 SMEAN (T1)
19 T2 1 0 1 318 318 SMEAN (T2)
20 T3 1 0 1 318 318 SMEAN (T3)
21 T4 1 0 1 318 318 SMEAN (T4)
22 Gender_1 0 1 318 318 SMEAN (Gender)
23 Age 1 0 1 318 318 SMEAN (Age)
24 Income_1 0 1 318 318 SMEAN (Income)

Paper ID: SR23502163013

Figure 1: Missing Data Analysis
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6.3 KMO and Bartlett’s Test The Bartlett’s test of Sphericity is less than.05 which means
it is statistically significant.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .Bag
Bartlett's Test of Approx. Chi-Square 4163.587
el df 210
Sig. oo
6.4 Analysis 60 percent (see Table 2). However, the eigenvalue is 0.713

which is less than 1. Nevertheless, six values in the
Varimax rotation technique was applied for the factor = communalities table is less than.5 which has been shown in
analysis since variables were already known. The total the following Table 3.
cumulative variance is 68.733 percent which is greater than

Table 2: Total Variance Explained

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings
Factor Total % of Variance  Cumulative % Total % ofVariance  Cumulative % Total % of Wariance  Cumulative %
1 8.825 42.026 42.026 2.486 40.409 40.409 3.705 17.641 17.641
2 1.7649 8424 50.444 1.443 6.894 47.302 3.055 14.550 32140
3 1.408 6.704 57153 1.040 44852 52.254 2302 10.964 43154
4 1.241 5910 G3.064 857 4.082 56.337 1.825 B.689 51.843
5 1.191 5.670 68.733 713 3.398 59.734 1.657 7.891 59.734
B 430 4.431 73164
7 785 3740 76.905
8 B78 3.228 80131
] 628 2897 83128
10 538 2564 85692
11 ATE 2,265 87.957
12 400 1.905 89.862
13 a7s 1.788 41.650
14 344 1.638 93.287
15 283 1.349 94636
16 244 1.160 95,796
17 23 1.098 96.895
18 1493 520 ar.e1s
19 185 879 98.694
20 1580 716 99.410
21 124 5490 100.000

Extraction Method: Principal Axis Factoring.
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Table 3: Communalities

Communalities

Initial Extraction
SMEAMST) 5849 B27
SMEAM(SZ) E18 Fas
SMEAMICT) 138 064
SMEAM(CZZ) 739 Fas
SMEAM{C3) 625 669
SMEAM(C4) 512 A73
SMEAMMEBET) 211 ara
SMEAMNMNEZ) 752 B36
SMEAMMEI) 715 F1T
SMEAM(P1) BT 4 T16
' SMEAMP2) 734 691
SMEAM(P3) 301 246
SMEAM(P4) B50 588
SMEAM(ET) 505 AB5
SMEAM(EZ) 482 551
SMEAM(E3) 590 R=rir
SMEAM(E4) 421 435
SMEAMITT) 538 550
SMEAM(TZ) J3B0 394
SMEAMIT3) 7148 543
SMEAM(T4) BT6 B33
Extraction Method: Principal Axis
Factoring.

6.5 Reliability

-

By using Cronbach’s Alpha, consistency of each variable

Reliability Statistics

Cronbach's

Alpha I of tem

5

was weighed. Reliability analysis depicted that the internal
consistency of each of the six variables, both dependent and

705

4

independent are relatively high and considered to be good as
the lowest value of alpha should be 0.7 or higher. The
reliability analysis of all the four factors is shown below.

Table 4 (e): Reliability analysis for Work Environment

Table 4 (a): Reliability analysis for Salary

Reliability Statistics

Cronbach's

Alpha M of ltems

841 2

Reliability Statistic

Cronbach's

Alpha I of Iter

ns

738

4

Table 4 (f): Reliability analysis for Employee Satisfaction

Table 4 (b): Reliability analysis for Work - Life Balance

Pattern

Reliability Statistics

y| Cronbach's

Alpha I of ltems

915 3

Reliability Statistic

Cronbach's
Alpha

M of ltems

788

4

Table 4 (c): Reliability analysis for Peers and Colleagues

Reliability Statistics

| Cronbach's

independent variabl

Table 4 (g): Reliability analysis for both dependent and

es

M of ltems
750 4

Alpha

Table 4 (d): Reliability analysis for Work Culture

Reliability Statistic

Cronbach's
Alpha

M of ltems

H

925

2
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6.6 Validity

Bivariate technique was used to direct the convergent
validity analysis. It shows the association among items from

the identical variables. Correlation of intra item variable will
be greater than correlation of another variable of the inter
item.

Correlations

Sl 52 Ci c [] C4 WEI WE? WE3 F1 F Fi F4 E1 E? Ei E4 T Té T3 T4
Salany 1
Salany T 1
ok Culture 0064 Al 1
ok, Culture A7 494" 0108 1
Wark Culture 3 B B 1111 I 1
wark Culture i R JBET| EER a0 1
‘work-Lite Balance el e 136 4647 A6 bt 1
wark-Life Balance 242 2| 00Es My RN A 1
Wark-Life Balance pcril I 0B 470 A&l A 11 L 1
Feer 27 A 0103 0" k3l 4497 43 3 T 1
Peer ey M 00ze Y LIl 45" 5y I AT a0 1
Peer 0067 | -lnze 01,055 0.068 el 0033 00w 087 A5 A6 1
Feer 24 M 0032 Lt a4 FE0 Lt 434" 5y i T4 23 1
Wwark Eninanment A1 435" 126 487 L35 A7 61 A A00° ME 47 007 492" 1
ok Enviranment 257 267 0027 325 AR an iy 22 245 e A4 0.035 453 BT 1
work Enviranment MY a7 002 i g AT 484 4y A0 425 Ly .07 i 474 576" 1
Wwark Eninanment (.0EE B 3 ARG e AT ar My Rt M 0093 A 297 A00° AT 1
Satisfaction 2 iy nmz 5 A3 A8 R4 A A0 ki A3y ZRE 5 453 a0 A4 A 1
Satizfaction 133 0og7| 007 A 252 21" 3907 405 a3 ot i 0003 267 202 a0 254 325 53 1
Satistaction arr A5 0030 jii 36 AT F4E A A7 R4 SRR 0057 i LT 437 455 ELIN L 354 1
Satistaction R IRET 0.031 452 e Ly AT AR T e A3y My R ot 247 A4 08 B4 0 =1 1

**. Corelation is significant at the 0,01 level [2-tailed).
*. Corelation is significant at the 0,05 level [2-tailed).

6.7 Regression Analysis

The model summary shows the total variability of the
dependent variable that is clarified by the independent

significant or not. In this research, the model is significant as
the significant value is 0.000 (sig =<.05). In coefficient, we
will report Beta value, which shows the relationship between
dependent and independent variable.

variable. ANOVA demonstrates if the complete model is

Variables Entered/Removed®

Variables Variables
Model Entered Removed Method
1 EE, 55, WB, Enter
PP, WGP

a. Dependent Variable: TT

b. All requested variables entered.

Model Summary

Std. Error of
the Estimate

R Square
Change

Adjusted R

Model R R Square Square F Change

ifl

Change Statistics

if2

Sig.F
Change

1 T4 551 ba4 2.06599 A5 76.697

]

2

000

a. Predictors: (Constant), EE, 55, WB, PP, WC

ANOVA?

Sum of

Snuares df Mean Square F

Madel

Sig.

1636.837 ]
Residual 1331.717 312
Total 2068.553 3T

327367
4.268

1 Regression

76.697

.oog®

a. Dependent Yariahle: TT
b. Predictors: (Constant), EE, 55, WB, PP, WC

Volume 12 Issue 5, May 2023

WWW.ijsr.net
Licensed Under Creative Commons Attribution CC BY

Paper ID: SR23502163013 DOI: 10.21275/SR23502163013

337



International Journal of Science and Research (1JSR)
ISSN: 2319-7064
SJIF (2022): 7.942

7. Discussion

Among the six factors, there were five independent variables
that were used to conduct multiple regression analysis to
determine the factors that influence employees’ turnover rate
for the model that has been selected. As depicted by the F -
statistic, the whole model seems to be significant (Sig.000
<.05). The regression model described 55.1% of the
variation in the dependent variable as indicated by the
adjusted R square value. Three out of five independent
elements had a substantial influence on employees’ turnover
ratio. These comprise simplification in Work - life Balance
(b= 0.237; Sig= 0.000), Peers and Colleagues (b= 0.210;
Sig= 0.000) and Work Environment (b= 0.345; Sig= 0.000).
Not only these, but according to the study, Work
Environment is the most important variable as beta value is
the highest and the second most important variable is Work -
Life balance of an employee. It can also be stated that Work
- Culture is the least important variable that has an impact on
employee turnover rate among the five factors as it has the
lowest beta value (b= 0.022). In addition to these, it can also
be stated that all the hypotheses are supported as per the
analysis as all the beta values for the five factors are
positive. The following results show that the modified model
is reasonably effective and significant that explains the
reasons for employees to be dissatisfied and leaving their
jobs.

Although the report has been prepared carefully, there were
certain limitations and shortcomings. Firstly, there were
inadequate sources of information and the sample size was
also low. Secondly, using real data were prohibited in
certain area due to discretion. Lastly, majority of the
employees are from MGH Group which tend to form a bias
result.

In order to improve the retention rate, organizational leaders
should be emphasizing on mutual commitment as this will
craft the employees’ development and fulfillment and will
prepare them for future progress. Secondly, organizations
should also focus on other influencing factors like work -
life balance and work environment beside salary. They
should be understanding that these factors in today’s world
plays an equal role for regulating employee’s turnover rate.
Organizations should be more flexible which will enable the
employees to balance their personal and professional lives.
Even focusing on a detailed work - environment will
facilitate productivity and efficiency of the employees.

Coefficients”
Standardized
Unstandardized Coeflicients Coeflicients 95.0% Confidence Interval for B
Madel B Std. Errar Beta t Sig. Lower Bound Upper Bound
1 (Constant) 3.237 A4 5.984 .0oo 2173 4,302
WC 021 058 022 357 T2 -.083 134
S5 153 Ri[1] 01 2312 021 023 283
WB 220 045 237 4870 .0on A3 310
EE 81 053 210 3.585 .0oo 086 206
EE 314 ] 345 £.305 .0oa 216 412
a. DependentWariable: TT

Lastly, there should be transparency among the peers to
expedite a learning culture and beneficial exchange and the
employees should be also involved in the decision - making
process which will act as a sense of belongingness for them.

The coefficient of determination in the model shows that
there are further factors that need to be analyzed to have an
overall idea of the reasons for which employees are
discontented at their workplace. Further research can be
conducted by including other factors such as job security,
fringe benefits and etc.
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Appendix:

Information related to Salary:
1) I receive the right amount of salary
2) | am being paid fairly in comparison to others

Information related to Work - Life Balance:

3) | am satisfied with the working hours and it fits my
personal life

4) I can spend enough time on domestic activities

5) I amable to balance my work - life

Information related to Peers and Colleagues:

6) | feel encouraged by my supervisor
suggestions and improvements

7) There is a good team work and cooperation in my
organization

8) | can communicate with members from all levels

9) My co - workers motivate me to perform better

10) Information related to Work - Culture

11) Recognition wins me respect

12) My work provides me with sufficient opportunities to
learn and grow

13) Iam encouraged to learn from my mistakes

14) | am satisfied with the work culture

to offer

Information related to Work - Environment:

15) My company has proper areas for taking a break from
hectic workload

16) Lighting and visibility conditions are better

17) Proper equipment/software is available for making
work easier

18) | have separate desk assigned that gives me proper
privacy

Information related to Overall Job Satisfaction:

19) The management of the organization is supportive of
me

20) The amount of work | am expected to finish each week
is reasonable

21) My work is evaluated based on a fair system of
performance standard

22) | am appropriately recognized when | perform well at
my regular work

Personal Information:
23) Gender

Volume 12 Issue 5, May 2023

WWW.ijsr.net
Licensed Under Creative Commons Attribution CC BY

Paper ID: SR23502163013

DOI: 10.21275/SR23502163013 339



International Journal of Science and Research (1JSR)
ISSN: 2319-7064
SJIF (2022): 7.942

24) Age

25) Income

26) Employment level

27) How often do you look for better opportunities
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