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ABSTRACT 

Nowadays job satisfaction and turnover intention are the most important and widely researched 
variables. Job satisfaction increases the loyalty and professional commitment to the organization which 
leads to productivity. On the other hand turnover intention has serious negative consequences for 
effective organizational operations. The purpose of this exploratory study is to find out the relationship 
between job satisfaction and turnover intention of employees working in some selected sectors in 
Cumilla, Bangladesh. The study considered a sample of 355 employees across various sectors to find out 
the different opinion about the levels of their satisfaction related factors and turnover intention. For the 
purpose of in-depth analysis, statistical tools, inter-correlation matrix and multiple regression technique 
had been used. The results indicate that there were significant inverse relationship between job security-
turnover intention, pay-turnover intention, and promotion-turnover intention. The results will help 
organizations understand how to address employees’ demands and concerns toward their jobs and 
discover successful ways of retaining them. This in turn will reduce turnover rate and the associated 
costs. 
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INTRODUCTION 

A wide attention has been paid to employees’ attitudes 
in organizational behavior recently. Employees’ 
attitudes such as job satisfaction and turnover intention 
are associated with many important behaviors and 
outcomes for employees that have implication for 
organization and personal well-being (Spector 1985; 
Meyer et al. 2002; Alshitri, 2013). Several studies indicate 
that satisfied employees are committed to the 
organization, they represent value to the work place and 
that they are the most important agents for continuous 
improvement. Satisfied employees are more likely to 
deliver better products and services, which results in 
better outcomes and higher customer satisfaction and 
loyalty (Eskildsen and Dahlgaard, 2000; Sowmya, 2013; 
Alshitri, 2013). 

Job satisfaction has been studied intensively in the west, 
but only a few studies have been conducted in non-
western nations. Indeed, job satisfaction has been a matter 
of growing interest for those concerned with the quality of 
working life and organizational efficiency. The 

consequences of job satisfaction are very important to an 
organization in terms of its efficiency, productivity, 
employee relations, absenteeism, accident and turnover 
(Brierley, 1999; Maghrabi, 1999; Blum and Naylor, 2004; 
Lu et al., 2005; Spector, 2006).  Hoppock and Spiegler 
(1938) defined job satisfaction as employees’ emotion and 
attitude toward their jobs, and is their subjective reaction. 
Job satisfaction can be defined as the characteristics of the 
job itself and the work environment in which employees 
may find rewards, satisfaction, or conversely, the 
dissatisfaction (Abdulla et al. 2011). In addition 
Ngamkroeckjotia et al. (2013) has stated that job 
satisfaction is the attitudes towards the organization, co-
workers, job and other psychological objects among 
workers in the work environment. Furthermore, Sowmya 
(2013) and Muralidharan (2013) defined job satisfaction as 
the factor relates to workers’ opinions regarding their jobs 
and their employees. In addition, job satisfaction is 
referred to the positive emotion resulting from the 
appraisal of one’s job characteristics and experiences. 
According to Amah (2009), organization must know to 
motive their employees, because more satisfied 
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employees’ clock in more profits, there is lower employee 
turnover, and this leads to high productivity.  

According to Management and OB literature (Maghrabi, 
1999; Blum and Naylor, 2004; Lu et al. 2005; Spector, 
2006; Rahman, 2012; Wu, 2012 Alshitri, 2013; Sowmya, 
2013; Rahman, 2017), job satisfaction is influenced by 
work related factors such as: nature of work, pay, 
promotion, boss, co-worker, physical environment, 
organizational policies, affective commitment, 
continuance commitment, normative commitment etc. It 
also affected by demographic factors such as; age, sex, 
race, religion, marital status, educational qualifications, 
year of experience, organizational status etc. Different 
studies identified that (Blum and Naylor, 2004; Lu et al. 
2005; Spector, 2006; Rahman, 2012; Alshitri, 2013; 
Sowmya, 2013; Muralidharan, et al. 2013) less job 
satisfaction leads increasing turnover rate. It is also 
found that less satisfied or dissatisfied employees’ 
sometimes stay in the organization due to not having 
alternative way. The behavior of these employees is as 
‘wild bird in the cage’ which always search the 
opportunity to fly away. 

LITERATURE REVIEW 

The term ‘job satisfaction’ is likely to be the most widely 
research topic about work attitudes over the last eighty 
years. Therefore, this term is not unfamiliar to the 
reader. A large number of researchers have examined 
the job satisfaction in different dimensions, their 
concluded results were different. Beecham et al. (2008) 
indicated that job satisfaction is simply how people feel 
about their jobs in different aspects. It is the extent to 
which people like (satisfaction) or dislike 
(dissatisfaction) their jobs. Similar, job satisfaction is 
defined as the extent to which employees like their job 
by Agho and Price in 1992. However, the most widely 
accepted explanation of job satisfaction as a pleasurable 
or positive emotional state resulting from the appraisal 
of one’s job or job experience (Spector, 2006; Droussiotis 
and Austin, 2007). 

Furthermore, Lim (2008); Wu (2012) suggested that job 
satisfaction had significant influence whether individual 
or organization. On the contrary, when employees are not 
satisfied, they tend to shift and look for satisfaction 
elsewhere. It may leads to employee's various reaction, no 
matter be psychological or action (Joo and Park, 2010). The 
most common is the employee turnover (Beecham et al. 
2008). Job satisfaction has been linked to productivity, 
motivation, physical health, and general life satisfaction 
(Gunlu et el. 2010). It can be divided into two types which 
are based on the level of employees' feelings regarding 
their jobs. They are global job satisfaction (focus on 
employees' overall feelings about their jobs). It is the 
overall evaluation on job satisfaction. And job facet 
satisfaction (focus on feelings about specific job aspects, 

such as salary, supervisor support, and the quality of 
relationships with one's co-workers (Mueller and Kim, 
2008; Wu, 2012). 

Nauman (1992); Wu (2012), Cave et al. (2013) define that 
turnover means that an individual leaves the 
organization and goes elsewhere for similar or another 
job. Muller and Kim (2008) mention that turnover 
intention is referred as an individual‘s estimated 
probability that they will stay at the current 
organization. According to the American Kepner-
Tregoe consulting service company’s research, based 
on the turnover cost of IT professionals, an employee’s 
turnover will directly cause the company financial 
losses of at least 25% above the departed employee's 
annual income (Cave et al, 2013). Aiken et al. (2001) 
conducted a study on nurse and found job 
dissatisfaction among nurses was highest in the United 
States (41%) followed by Scotland (38%), England 
(36%), Canada (33%) and Germany (17%). One third of 
nurses in England and Scotland and more than one fifth 
in the United States planned on leaving their job within 
12 months of data collection. More striking, however, 
was that 27–54% of nurses less than 30 years of age 
planned on leaving within 12 months of data collection 
in all countries. Regarding the work climate, only about 
one third of nurses in Canada and Scotland felt that 
they participated in developing their own work 
schedules in comparison with more than half in the 
other three countries. A large number of scholars have 
determined that intent to stay in the organization or 
leave is strongly and consistently related to voluntary 
turnover (Mathieu and Zajac, 1990; Wright and Bonett, 
2007). Wu (2012); Cave et al. (2013) suggested that most 
organizational research of turnover is voluntary quits.   

Several studies have tried to identify the relationship 
between job satisfaction and turnover intention. There are 
inverse relationship between these two variables 
(Sowmya, 2013; Cave et al., 2013; Muralidharan et al., 
2013). Trevor (2001) determined that job satisfaction plays 
a major role in most theories on turnover while Amah 
(2009); Cave et al. (2013) indicate that the various 
dimensions of job satisfaction and turnover intention are 
both obviously and negatively correlated. Hence, it is clear 
that increasing the repatriate's job satisfaction is 
paramount in attempting to reduce their intention to leave 
the company. Job satisfaction is the positive emotional 
response to a job situation resulting from attaining what 
the employee wants and values from a job (Wu, 2012). In 
meta-analysis, Spector (2006) found a significant negative 
correlation of -.26 between job satisfaction and turnover. 
Similarly, Hellman (1997); Brierley (1999); Judge et al. 
(2001) conducted a meta-analysis and found the 
relationship between job satisfaction and intent to leave 
was significantly different from zero and consistently 
negative. 
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RELEVANCE OF THE STUDY 

A sound system of industrial relations and the 
maintenance of industrial peace is an important pre-
requisite for any developing economy. The harmonious 
relationship between the management and the workers 
has a vital role in the establishment of industrial 
discipline, industrial democracy and industrial peace and 
it has a far reaching impact on productivity, labor 
efficiency and social welfare (Locke, 1983; Anthony et al. 
2001, Jesily, 2013; Poorna and Anandaraj, 2013). Industrial 
relations denote a highly complex and dynamic process of 
relationship involving the workers and the management 
as well as their collective forums and the state. A number 
of studies (Mueller and Kim, 2008; Gunlu et el. 2010; Wu, 
2012) found that due to not having alternative way, many 
dissatisfied employees constitutes their job in same 
organization. Thus, the absence of turnover does not mean 
that the complete peace prevails in the mind of employees.  

The economy of Bangladesh comprises with three sectors such 
as: Agriculture, industry and service. After its liberation since 
1971, industrial and service sector are being considered as the 
growing sectors of economy by creating huge employment 
opportunities, income generation and sustainable 
development. The contribution of industry and service sectors 
to GDP in 2015-16 were 28.77% and 56.46%, respectively (BBS, 
2016). Although the growth rates are higher than agricultural 
sector, these two sectors are facing immense problems like 
employee turnover due to poor job satisfaction hindering its 
optimal growth. The studies, conducted on job satisfaction in 
Bangladesh, India, Pakistan, Iran and many other Asian 
countries concerning with turnover intention with specific 
group of people rather than people of various sectors. So there 
is a need to find the impact of work related factors on job 
satisfaction and turnover intention in industrial and service 
sectors simultaneously of Bangladesh. The researcher hopes 
that finding of this study will add value as sample research 
from a developing world country like Bangladesh.  

OBJECTIVES OF THE STUDY 

The study was undertaken with the following objectives 

in mind: 

 To identify the variables affecting the job satisfaction 
in different sectors; 

 To classify the employees on the basis of the 
perception of job satisfaction; and 

 To identify the relationship between the factors 
related to job satisfaction and turnover intention. 

MATERIAL AND METHODS 

Sample 

The data for this study was primarily collected through a 
structured questionnaire to elicit the opinion of the 
respondents, and the secondary data were collected from 

scholarly articles published in different journals, books, 
reports, monographs, thesis and relevant websites. Using the 
simple random sampling technique, a total of 550 
respondents were selected as a sample of the study from 
greater Cumilla district (greater Cumilla districts comprises 
with three administrative districts: Cumilla, Chandpur and 
Brahmanbaria) in order to have varied opinion about job 
satisfaction and turnover intention in construction, banking, 
medical and manufacturing sectors during the period of 
January – December’ 2018. A total of 550 questionnaires, out 
of which 355 usable questionnaires were used for the present 
study. The remaining questionnaires were either unreturned 
or incompleted. In the scrutinizing process, among 355 
respondents, it was found that the respondents were 21%, 
27%, 24% and 28% from construction, banking, medical and 
manufacturing sectors, respectively. Table 1 shows the 
respondents’ profile. 

Instrument and measurement 

To measure the job satisfaction, ten variables; job security, 
nature of work, pay, promotion, co-worker, boss, job in 
general, physical environment, organizational 
commitment (affective commitment, continuance 
commitment and normative commitment) and 
demographic factors are considered. Firstly, Smith, 
Kendall, and Hulin developed the JDI in 1969. Smith et al. 
argue that that job satisfaction is composed of five 
different areas: work on present job, present pay, and 
opportunities for promotion, supervision, and people on 
your present job. Validity and reliability of each of the 
scales is discussed in the literature review of the Job 
Descriptive Index (Maghrabi, 1999; Skibba, 2002). Besides 
these, job in general scale is also included in JDI. A brief 
description of each of the ten areas are follows.  

Job security 

A good job security system can enhance satisfaction, thereby 
reducing the intention of looking for other jobs and turnover. 
Job security satisfaction as a feeling and evaluation of the 
employees to the corporate welfare system will have an 
important impact on employees’ attitudes and behavior. 
From the perspective of the development of human 
resources practice, organizations take actions which are 
conducive to their secured job. Job securities by the employer 
have many other consequences; it reduces job related stress 
and induces satisfaction. Human resource management 
theory has showed the correlation of job security and 
employee turnover intention was significantly negative. 
Many of the employees regardless the nationalities worry 
about the security of their job rather than substantial amount 
of monthly or yearly salary. 

Nature of work 

This scale is designed to measure how people feel about 
the job they are currently doing. It measures how satisfied 
an employee is with the work. The questions related to 
this area are designed to measure the different facets of a 
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job including: “opportunities for creativity and task 
variety, allowing an individual to increase his or her 
knowledge, and changes in responsibility, amount of 
work, autonomy, job enrichment and job complexity.”  

Pay 

This scale measures how a people feel with their pay and the 
difference between what a people are actually getting and 
what they believe they should be getting. This area is 
influenced by various factors: the pay of employees doing the 
same job, the financial situation of the employee, the pay the 
employee received on previous jobs, and the economy.  

Promotion 

This scale measures how the employees feel about the 
procedures that the administration follows in accordance 
with giving promotions. The different factors that create 
satisfaction with promotions are “frequency of 
promotions, the importance of promotions, and the 
desirability of promotions.” 

Co-workers 

This scale looks at the relationship and satisfaction that the 
employees have with their co-workers. This area of satisfaction 
is measured by how well employees get along with each other 
and how well they look up to their fellow employees.  

Boss 

This scale of the JDI measures how satisfied people are 
with their supervisors. Typically, if supervisors are 
employee-centered, meaning that they take interest in 
their employees and listen to them, than the employees 
are more satisfied with their supervisors. Employees also 
find more satisfaction with supervisors if the supervisors 
are deemed competent with their job. 

Job in General (JIG) 

The Job in General scale is a measure that is included with 
the Job Descriptive Index. The scale was developed to assess 
the overall satisfaction of people with their jobs. The JDI 
measures the different areas for satisfaction. The Job In 
General is also designed to measure employees’ satisfaction 
with their jobs. The JIG is a measure of global satisfaction, 
meaning that participants are asked to think about how 
satisfied they are with their job in a broad, overall sense. 

Physical environment 

This scale measures how the employees feel about the 
inside and outside physical environment such as plant 
layout, safety measures, interior decoration, ventilation, 
illumination, noise, structural facilities etc. 

Organizational Commitment 

Organizational commitment refers as a psychological 
attachment of an employee to an organization, It makes 
employee willing to sacrifice their own emotion for the 
organization and more loyal to organization. It includes 
affective commitment, continuance commitment and 

normative commitment. Affective Commitment: the 
relative strength of an individual’s identification with and 
involvement in a particular organization. Continuance 

Commitment: the extents to which employees feel 
commitment to their organizations when they consider the 
costs of leaving the organization. Normative Commitment: 
means employee stay with organization just because it’s a 
right thing based on their personal norms such as moral then 
realized the organizational goals. 

Demographic factors 

The reviews of literature of demographic factor variables that 
have been found to have stable relationship with job 
satisfaction, retention and turnover intentions are age, sex, 
race, religion, marital status, educational qualifications, year 
of experience, organizational status etc. Demographic factors 
have been chosen because they have an influence on 
employee retention strategies. Several studies in which 
demographic factors have been employed to investigate job 
satisfaction and job attitudes have shown that they are strong 
predictors of turnover intentions.  

Job satisfaction 

The Job Descriptive Index (including the job in general) 
assesses an individual’s job satisfaction on six scales composed 
of from 9 to 18 short phrases or adjectives, their total number 
is 90. (Nature of work: 18, pay: 9, Promotion: 9, co-worker: 18, 
boss: 18, and Job in General: 18). Moreover, on the basis of 
literature survey, the following scales contain the following 
short phrases, job security: 6, physical environment: 7, 
organizational commitment: 11 and demographic factors: 8. 
The questionnaire used in this study had five-point Likert 
scale ranging from strongly agree, agree, neutral, disagree and 
strongly disagree. The ten variables are scored separately and 
measured satisfaction. The word with positive description or 
phrase in the variables was measured with five-points for 
‘strongly agree’ representing very satisfied (score: 5) and 
strongly disagree representing very dissatisfied (score: 1). For 
negative descriptive phrase or adjective, they were also 
measured with five-points for ‘strongly agree’ representing 
very dissatisfied (score: 1) and strongly disagree representing 
very satisfied (score: 5). Hence, if the summed score is greater 
than 3, it indicates that the respondent has achieved 
satisfaction with the work related variables. Reversely, if the 
summed score is less than 3, it reveals that the respondent has 
dissatisfaction. 

Turnover intention 

The turnover intention scale (TIS-6) is a six-item scale adapted 
by Roodt (2004) from his unpublished 15-item turnover 
intention scale as a measure for assessing employees’ 
intentions of either staying with or leaving an organization. 
The scale was previously tested and it was found to be reliable 
and valid (Giffen, 2015). Although turnover intentions have 
been thoroughly covered in the literature, previous studies 
employed questionnaires with a relatively small number of 
items to measure turnover intentions. For example, some 
previous researchers have used a single-item scale (Lambert et 
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al., 2001) while others deployed a three -item scale (Becker, 
1992; Fox and Fallon, 2003). As the meanings of the items used 
in the scale is very close to each other, for example, “I often 
think about quitting my present job,” and “I will probably not 
stay with this organization for much longer.” The turnover 
intention scale was turned into five items and used here, they 
were: “I sometime put in less effort in my work than what I 
required,” “Sometimes, I postpone important duties for an 
unlimited period of time,” “I am trying to get another job 
within this organization,” “I am trying to leave this 
organization,” and “I am starting to look for other job.” 

 

Figure: Study Framework 

Measurement of Validity 

The purposes of validity test are to determine the validity 
and accuracy of the questionnaire. In order to achieve 
more accurate item-objective congruence has been used to 
measure the validity of the questionnaires in this study. It 
was handed to seven colleagues working in the same field 
who helped making comments, giving scores, reviewing 
and making correction. If the score over than 0.70, it 
means that the item are valid. If the score equal or less than 
0.70 means that the items objective is congruence or 
invalid (Radhakrishna, 2007).  

Measurement of Reliability 

To ensure the reliability of this research instrument, the 
factors affected to job satisfaction was tested for each of 
the ten variables by using Cronbach’s alpha average 
resulted 0.751 and 0.843 for job satisfaction and turnover 
intention, respectively. Cronbach’s alpha reliability 
coefficient normally ranges between 0 and 1.  However, 
there is actually no lower limit to the coefficient.  The 
closer Cronbach’s alpha coefficient is to 1.0 the greater the 
internal consistency of the items in the scale. George and 
Mallery (2009) provide the following rules of thumb: “≥ 
0.9 – Excellent, ≥ 0.8 – Good, ≥ 0.7 – Acceptable, ≥ 0.6 – 
Questionable, ≥ 0.5 – Poor, and ≤ 0.5 – Unacceptable.”  

Tools of Analysis 

Respondents’ profile was reported in percentages value. 
Turnover intention containing ten dimensions 
(independent variables) were presented by descriptive 
statistics. For the purpose of in-depth analysis, statistical 
tools, inter-correlation matrix and multiple regression 
technique had been used. The data analysis was done by 
using SPSS 20.0 version. 

Table 1: Respondents’ Profile (n = 355) 

Particulars Number Percentage Characteristic Number Percentage 

Age (year):   Education:   

< 25  55 (15.49%) College 128 (36.06%) 

25 – 30  33 (9.30%) University 227 (63.94%) 

30 – 35  111 (31.27%) Position:   

35 – 40  75 (21.13%) Junior level 147 (41.41%) 

> 40 81 (22.82%) Mid-level 177 (49.86%) 

Sex:   Senior level 31 (8.73%) 

Male 309 (87.04%) Nature of organization:   

Female 46 (12.96%) Construction 65 (18.31%) 

Working tenure (year):   Banking 106 (29.86%) 

< 5  50 (14.08%) Medical 85 (23.94%) 

5 – 10  86 (24.23%) Manufacturing 99 (27.89%) 

10 – 15  98 (27.61%)    

15 – 20  47 (13.24%)    

> 20 74 (20.85%)    
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RESULT AND DISCUSSION 

The perception of the employees on each of the 

satisfaction related factors was analyzed with the help of 

descriptive statistics. The total scores of all the 355 

employees were summed up separately for each factor 

and the mean value was calculated for each factor. The 

table 2 shows the minimum, maximum, mean, standard 

deviation and rank for each of the selected variables as per 

the perception of the employees. The table shows that job 

satisfaction related factors were not rated equally by the 

employees. The ‘demographic factor’ with a mean value 

4.18 was the rank 1 factor among all. 

Table 2: Minimum, Maximum, Mean, Standard Deviation 
and Rank of Independent Variables 

Independent variables Min Max Mean Std.  
Dev 

Rank 

Job security 1.50 4.80 2.70 0.80 9 

Nature of work 1.70 5.00 3.25 0.88 5 

Pay 1.60 4.70 2.75 0.72 8 

Promotion 1.80 5.00 2.90 0.67 7 

Co-worker 1.70 4.80 3.10 0.91 6 

Boss 1.00 4.95 3.56 0.76 4 

Job in General 1.90 4.70 2.46 0.69 10 

Physical Env. 2.00 5.00 3.67 0.73 3 
Organizational Com 1.50 4.55 3.80 0.89 2 

Demographic factor 2.10 5.00 4.18 0.76 1 

Table 3: Inter-correlation Matrix for Job Satisfaction Factors and Turnover Intention 
Variable Y X1 X2 X3 X4 X5 X6 X7 X8 X9 X10 

TI 1.00           
JS -0.567** 1.00          
NW -0.104 0.404** 1.00         
P -0.509** 0.139 0.109 1.00        
Pro -0.485* 0.405** 0.409** 0.395** 1.00       
CoW -0.413** 0.113 0.098 0.097 0.180* 1.00      
B -0.355* 0.065 0.143 0.098 0.102 0.189* 1.00     
JIG -0.277* 0.207 0.097 0.388** 0.445** 0.087 0.112 1.00    
PE -0.167 0.167 0.078 0.099 0.087 0.124 0.189* 0.248* 1.00   
OC -0.342* 0.142 0.133 0.123 0.056 0.088 0.321** 0.150 0.456** 1.00  
DF -0.547** 0.247* 0.137 0.111 0.077 0.328** 0.115 0.163 0.078 0.097 1.00 

TI: Turnover Intention, JS: Job Security, NW: Nature of Work, P: Pay, Pro: Promotion, CoW: Co-Worker, B: Boss, JIG: 
Job in General, PE: Physical Environment, OC: Organizational Commitment, DF: Demographic Factor. 
*Correlation in significant at the 0.05 level (2-tailed); **Correlation is the significant at the 0.01 level (2-tailed). 

As per table 3, the eleven variables (one dependent and 
ten independent variables) selected for the study were 
negatively correlated with one another through inter-
correlation matrix analysis. The table shows eight factors, 
namely, ‘job security’, ‘pay’, ‘promotion’, ‘co-workers’, 
‘boss’, ‘job in general’, ‘organizational commitment’ and 
‘demographic factor’ were negatively correlated. Among 
them ‘job security’, ‘demographic factor’, ‘pay’, 
‘promotion’ and ‘co-workers’ were highly significant. 
However, the inter-correlation matrix shown in table 3 
cannot clearly state whether the correlation was genuine 
or false, as these were only zero-order correlation and also 
because there may be a multi-collinearity among the ten 
variables. As stated earlier, one of the objectives of the 
analysis was to identify the combination of job satisfaction 
related factors, which together were most critical in 
explaining variations in turnover intention. Therefore, 
these correlations were subjected to multi-variant analysis 
using step-wise multiple regression technique. 

The ANOVA table was prepared for testing the overall 
statistical significance of the factors (Table 4). The table 
shows that the regression as a whole was significant. 

Hence, it was statistically possible to proceed with the 
multiple regression technique. 

Table 4: ANOVAa  Table for Testing Multiple Regression 

Source Sum of 
Squares 

Df Mean  
Square 

F Sig. 

Regression 277.481 9 30.831 45.061 0.000b 

Residual 236.051 345 .684   

Total 513.532 354    

a. Dependent Variable: Turnover Intention 
b. Predictors: (Constant), Job Security, Nature of Work, 
Pay, Promotion, Co-worker, Boss, Job in General, Physical 
Environment, Organizational Commitment and 
Demographic Factor. 

The multiple regression analysis shown in Table 5 
indicates that there were three variables namely, ‘job 
security’, ‘pay’, and ‘promotion’ which met all the 
conditions in the selection of the criteria. Out of these three 
variables, ‘job security’ contributed more towards 
turnover intention, i.e. for every one unit change in ‘job 
security’, by keeping all other independent variables 
constant, it would result in (–) 0.391 unit change in 
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turnover intention. It was followed by ‘pay’ and 
‘promotion’ and they contributed to the extent of (–) 0.385 
and (–) 0.290 unit change respectively in turnover 
intention for every one unit change in them. The 
independent variables accounted for 58.5% of the 
variations in the total variations of the dependent variable. 
As shown in the Table 5, the job satisfaction related factors 
such as ‘nature of work’, ‘co-worker’, ‘boss’, ‘job in 
general’, ‘physical environment’, ‘organizational 
commitment’ and ‘demographic factor’ had no significant 
influence on the turnover intention. 

Table 5: Multiple Regression Analysis for Job Satisfaction 
Factors 

Variable Beta Regression t value 

JS - 0.391** - 6.416 

NW - 0.098 - 0.153 

P - 0.385** - 4.174 

Pro - 0.290* - 3.896 

CoW - 0.124 - 0.112 

B - 0.109 - 0.549 

JIG - 0.088 - 0.453 

PE - 0.115 - 1.108 

OC - 0.074 - 0.149 

DF - 0.099 - 0.153 

R2 0.585  

Adjusted  R2 0.512  

n 355  

Dependent variable: Turnover Intention,  
*Significant at the 0.05 level (2-tailed);  
**Significant at the 0.01 level (2-tailed). 

The above analysis elucidated that three variable were 
statistically significant and negative related to the 
turnover intention, ‘job security’ was the most important 
factors among the three variables, it was followed by 
factors such as ‘pay’ and ‘promotion.’ Therefore, it is clear 
that unless the issue on ‘job security’, ‘pay, and 
‘promotion’ of the stated organizations were met 
adequately and on the priority basis, any attempt for the 
improvement of other factors may not result in 
establishing suitable employee structure. 

CONCLUSION 

Current study focuses on the job satisfaction related 
factors and there influences on turnover intention of some 
selected organizations. The study shows that all factors do 
not have the equal impression on turnover intention. The 
empirical results of this study suggest that job security, 
pay and promotion have significantly negative effects on 
turnover intention. If the studied organizations can 
improve the situation of job security, pay structure and 
promotion policy, turnover intention can be effectively 
reduced. The employees were dissatisfied with regards to 
the job security, pay and promotion and these were found 
to be the critical job satisfaction related factors in affecting 

turnover intention adversely. However, nature of work, 
co-worker, boss, job in general, physical environment, 
organizational commitment and demographic factors, 
have no significant effect on turnover intention. 

LIMITATIONS AND SUGGESTIONS FOR FUTURE 

RESEARCH 

This study used ten independent variables as mentioned 
in the ‘material and methods’ section. Literature on 
turnover intention depicts, it might be affected by the 
social-economic condition, emotional well-being and 
handling the personal life. The selected ten variables 
might not be the adequate for the job satisfaction related 
factors. It is possible that the employees of the selected 
organizations in the study did have nothing, relatively 
low, moderate and high levels of turnover intention but 
perhaps have absolutely higher turnover intention levels 
originating from socio-economic condition, emotional 
well-being and personal life. Therefore, future research 
should include the above mentioned factors in assessment 
of turnover intention and their effects. Finally, a large 
number of samples in various locations with multi-
dimensional conditions should be investigated in order to 
make the generalization of the results. 
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