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Abstract- Employee turnover is a very critical issue for both employees and the organization they work for. All 

employers prefer to keep their turnover ratio as low as possible because it is not cost effective when an employee 

leaves the organization and the company needs to go through the recruitment process all over again to replace that 

one employee. It is always more expensive for any organization to hire new employees as it requires use of 

additional financial resources and time. Therefore managers must try to minimize employee’s turnover at all costs 

and find out the causes behind the turnover ratio so as to minimize the reasons for leaving. Some companies 

perform exit interviews to find out the reasons for turnovers and they try to resolve those issues. Turnover also 

makes an impact in employees’ productivity, moral, corporate culture and employers’ reputation. To keep 

productivity and moral high organizations’ needs to keep the turnover low and in addition it spreads good 

reputation about the company throughout the industry. Job satisfaction of employees can definitely reduce turnover 

and employers can play a major role in this process. Like other countries Bangladesh also has various factors that 

affect the cause of employee turnover. As our nation moves into a lower middle income country from its previous 

low income status, it will need to ensure that it has a healthy workforce with a positive work life balance. This in 

turn will keep the turnover ratio down to a minimum. As Bangladesh is still in its developing stages, skilled and 

competent man power is very limited. Therefore it will be very critical for Bangladesh to manage its employee 

turnover ratio for the private, government and non-government sectors.  
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I.  INTRODUCTION 

 

Turnover is a topic of interest for both scholars and practitioners. Exploring the literature on organizational behavior 

the authors have found that employee turnover is one of the more popular subjects that have been studied in the 

recent years. To better understand the implications of turnover, one must understand how turnover is defined. 

West (2000) depicts an employee's decision to voluntarily leave an organization has important consequences for the 

individual and the firm, and turnover has been the focus of numerous academic studies (Griffith, 2004). In general 

employee turnover means number or percentage of workers who leave an organization and are replaced by new 

employees (Shaw et al. 1998). It is a common practice among employers to measure employee turnover because 

they want to identify the reasons for employee turnover. Another reason could be because they employers want to 

identify ways to reduce the cost of hiring new employees. Therefore, managers at all costs must try to minimize 

employee’s turnover and find out the causes behind this incident. Understanding the standard framework of 

employee’s turnover process is huge but there are many factors have been found very efficient in case of explaining 

employee turnover (Kevin et al. 2004).There are so many factors in Bangladesh that affects the cause of employee 

turnover. To ensure wealthy economy for a country it’s required to have low employee turnover. Same will be 

applicable for a developing country like Bangladesh where competent man power is very limited. In Bangladesh, it 

is very important to manage turnover for both government and non-government sectors (Shamsuzzoha et al. 2006). 

The rate of turnover varies from company to company. Literature indicates that there is a higher level of turnover 
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among the private sectors compared to the public sector. This finding would be supportive of Bangladeshi work 

environment where the public sector enjoys a lot more legal protection than that of the private sector. It was also 

suggested that the turnover rate can also increase or decrease depending on the region; for instance jobs in Dhaka 

city may have a higher turnover rate compared to other cities simply because jobs are more readily available in the 

capital than any other cities. However, to specify the findings we will prefer to perform analysis on some 

organization/industry wise employee turnover ratio as a sample (Telco, Bank or FMCG) to reflect the overall 

outcome scenario. So, the purpose of our research is to find out the correlation and influencing factors that may have 

effect on the relationship between employee satisfaction and turnover attitude in Bangladesh. 

 

Review of Literature 

In Bangladesh, the highest level of turnover normally found in private sectors rather than the public or government 

sectors. This shows that the rate at which employees switch jobs will vary according to which sector you are in.The 

highest rates are found where unemployment rate is lower and where it is easy for people to get alternative 

employment (Rankin, 2006). This indicates that why people switch jobs will also depend on the region they are in. 

Employee turnover is not always negative. Sometimes employee turnover can create benefits for organization, 

positively. This might happen when a poor performer is replaced by a more skilled employee and when a retired 

employee replaced by a younger one (Hoppock, 2005). Employee turnover may also become very costly where 

hiring new people frequently will shoot up administrative costs, cost of taking someone on a part time basis to fill up 

for vacancies, cost of training new recruits etc. (Philips, 1990). Most researchers wanted to find out what 

demographic factors effects the most. But, there has been little consistency in findings the reasons, which is partly 

due to the diversity of employed and the lack of consistency. High turnover ratio brings both direct and indirect 

costs (Staw, 1980) found that expenditures of selection, recruitment of new employees, training and development 

are called direct costs. Dess and Shaw (2001) said, the expenditures of learning, loss of social characteristics are 

indirect costs. Job satisfaction and turnover are opposite related. Idson & Feaster (1990) argued that large 

organizations can provide better chances for advancement for employees by providing higher wages and hence 

ensure organizational attachment.   

A poor relationship with the management can also be an important reason for the employees to leave their jobs. But 

against his thought Carsten et al. (1987) argued it is comparatively rare for people to leave jobs in which they are 

happy even though they are offered by higher salary elsewhere. Local unemployment rates also interact with job 

satisfaction to predict turnover in the effective job market (Trevor, 2001). The conflict between different roles also 

leads to employees’ turnover. This conflict of understanding and act upon the actual role refers to the difference 

between what people expect of us on the job and what we feel we should do. This causes uncertainty about what our 

role in a job sector should be. Kahn (1990) mentions that it can be a result of misunderstanding what is expected, 

how to meet the expectations, or the employee thinking the job should be different (Mishra & Spreitzer, 1998).   

 

Sometime, an employee gains more skills and he is not compensated for it consequently. As a result, he remains 

unhappy with the present job description. Price & Mueller (1986) found that the employee will try to seek desired 

jobs which will reimburse him at least financially. It is very important for managers and directors to know how 

many employees are trying to leave their organization and secondly why they want to leave their jobs. These two 

concerns need to be addressed on a priority basis. From the organizational perspective, they will try their best to 

hold on to an efficient employee by providing them training and guidance their supervisors best sees fit. But 

Weisberg, J., & Kirschenbaum (1993) said new employees deserve more facilitation and support in order to make 

them familiar with the ups and down of the organization. More attention will not only make them feel welcome in 

the group, but it will also help guide them to perform their tasks better and contribute more to the organization in the 

long run.  

 

Employees have a strong need to be informed. Organization having strong communication systems enjoyed lower 

turnover of employee (Labov, 1997). The positions where employees are involved in some level of the decision-

making process, they feel comfortable to stay longer in that position. Employees should try to identify factors that 

may affect their working environment (Manager et al. 1996). However, if there is a shortage of open communication 

and information sharing within a particular organization, or if employees feel that they are not being empowered 
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enough to fulfill the tasks given to them, there is a high chance that the employee will leave sooner than expected. 

High labor turnover in an organization or in a sector may mean poor personnel policies, poor recruitment policies, 

poor supervisory practices, poor grievance procedures or lack of motivation. If the factor mentioned are haunting an 

organization there is a good chance for that organization to be suffering from higher turnover. Usually it means that 

the organization does not have proper management policies and practices in place when it comes to healing with 

personnel. It could also mean that the organization is not recruiting their employees in a systematic manner which 

could give the organization good employees, but places in the wrong positions. Furthermore promotions of 

employees may not be based on spelled out policies as there is probably no objection procedures in place; and these 

conditions will provide an unstable and uncertain environment for employees which would force them to quit 

(Costly et al. 1987). 

 

Employees are is the soul of an organization so turnover of employees is one of the challenging issues of any 

organization. With turnover of well-trained employees the organization will die. In many factors one is the 

employee is fitting with the work environment which is the degree of relevancy between the organization and 

employees. Management of Human Resource department’s concern and responsibilities to observe the compatibility 

of workforce in a business organization (Hatton and Emerson, 1998). Many researchers argue that organizations if 

not managed properly then high turnover rates might have negative effects on the profitability (Hogan, et al. 1993). 

Turnover has many hidden or invisible costs and these hidden costs are result of incoming employees. Co-workers 

closely associated with incoming employees and position being filled while vacant. On one hand Kemal et al. (2002) 

said that turnover effects on customer service and satisfaction. But from a different perspective Catherine (2002 

argued)that turnover does not affect the customer satisfaction, but rather it brings up certain costs which the 

companies may not need to face if they can hold on to their employees. These includes costs which occur due to low 

productivity, there could be loss of potential sales and regular turnovers also increases management time costs as 

more time has to be given on recruitment processes. If turnover rates are too high it would be difficult to keep these 

costs at a minimum, which in turn would affect the profitability of the organization. Griffeth et al. (2000) noted that 

pay and pay-related variables have an unpretentious effect on turnover. Their analysis also included studies that 

examined the relationship between pay, a person’s performance and turnover, while Meaghan et al. (2002) focuses 

that accessibility of information would lead to strong performance from the employees and creating strong corporate 

culture. An open door policy would make the information readily available for all employees which would not only 

make the workers feel that they are appreciated, but it would also make them believe that they are an important part 

of the organization. This belief would keep the employees motivated towards their individual goals, not only 

thinking of themselves, but at the same time the positive attitude of the company will make the employees thinking 

of growing with the organization.     

 

An extensive literature review had revealed that few researches have been conducted related to employee’s turnover 

in Bangladesh as of now. It has also been identified that the owners of most business organizations do not 

concentrate on the important issue of employee’s turnover simply because employees are not aware regarding how 

frequently employees are switching jobs. They have little idea about how harmful the effect of turnover is into the 

productivity of their organizations.  Production of a manufacturing company can be significantly hampered due to 

labor turnover as regular dropouts will disrupt the production process. This problem is one of the main factors in the 

Ready Made Garment (RMG) sectors in Bangladesh. A small percentage of regular turnover may cause considerable 

amount of production loss due to disruption in the production output. It may take some time before workers are 

replaced. Even if they are replaced, in most cases experienced workers are being replaced by someone who is fairly 

new with little or no experience. These workers if changed regularly will need constant supervision and many times 

even in-house training. These will drive up cost and waste more production time. There is an overall disruption in 

the production process which in the long run will drive up costs. Turnover directly affects the production and 

productivity as replacement is costly and time consuming. So many formalities must be maintain to replace a person. 

Another factor which organizations should be mindful of is replacing efficient employees with older employees 

hoping that they would come in with experience and will save the company training time and costs. Sometimes the 

older employee may be slower and less efficient than the younger and less experienced worker. However there is a 

chance that hiring the older employee may bring in more benefits to the organization where the older employee does 

have more experience and could be promoted to a higher position sooner than expected. Turnover therefore 
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sometimes are considered as being tradeoffs among organizations where one organization may gain more than the 

other.  

 

Job satisfaction and employees’ turnover are inversely proportional. With decrease in the strength of one, there is 

increase in the strength of the other. Job satisfaction and turnover are negatively related (Griffeth et al., 2000). 

Another researcher said that future good career and turnover are opposite related (Koh and Goh, 1995). There are 

many other factors which seem to be the core factors of turnover and job satisfaction according to Price and Mueller 

(1986) where they have mentioned that providing promotions in due time will motivate the employees to stay longer 

and reduce the turnover rate. The organization's efficiency also depends on the employee's skill sets and a motivated 

workforce is going to work more effectively than most. If a skilled person leaves an organization, the results will be 

very high  

where the impact will be less, as in the case of a semi-skilled or non-skilled person. 

Employment satisfaction is inversely proportional to employee turnover. The strength of the other is increased with 

a decline in one's strength. Among job satisfaction and turnover there is a negative relationship (Griffeth et al., 

2000). Another researcher said the opposite is related to future successful career and turnover (Koh and Goh, 1995). 

There are many other factors that seem to be the most important factors of job satisfaction and retention according to 

Price and Mueller (1986) where they said that promoting in a timely manner would encourage many workers to stay 

longer with the company, which will increase the rate of turnover of employees. The turnover of the subject workers 

is widely studied from multiple perspectives and the causes of an employee's turnover in a company are indicated by 

various factors. It is considered important and critical in this new world of technology and entrepreneurship to equip 

their workers with the latest market trends. Employee turnover is a serious side that can be managed. Price and 

Mueller (2001) identified that in order to measure actual turnover, turnover intentions provide an alternative. It was 

referred to by Cotton and Tuttle (1986) as the estimated probability of an individual staying with an employing 

organization. If staff finds the work environment to be polite and friendly, they can work with company longer 

(Moorman, 1991).  
 

High turnover rate is correlated with direct and indirect costs. Staw (1980) states that recruiting new employees from 

a broad pull and requiring them to go through the recruitment process followed by basic training, as the company 

needs, are all perceived to be direct costs of having a high turnover. Likewise, training investment, loss of social 

features, are indirect costs (Dess and Shaw, 2001). Because of the demands on workers, attrition can be likely. It can 

be described as a willingness to leave the organization consciously and deliberately (Tett and Meyer, 1993). Black 

and Edwards (2000) said that financial crises play a major role along with the shift in organizational strategy. Such 

big practices result in a lack of job security and employee turnover because it breaks down the workforce's genuine 

actions. Employees are the environment's material. So whatever the environmental patterns that the company would 

follow for Maslow's (1970) smooth operations and desires, and Herzberg's (1973) theories integrated an employee's 

value to drive an organization. Amabile (1997) identified an employee's need for extrinsic motivation. 
 

Demographic factors are closely related to employee turnover, according to (William and Hazer, 1986). Many 

hypotheses and views on turnover and its effect on the objective of the company have been identified, but no one has 

indicated that retirement benefits, job security, and financial crises are the main causes of employee turnover. The 

best way to ensure that employees do not leave the organization is to ensure that they hire the right employees to 

start with. Clearly define the position for both the organization and the candidates. And then be sure that the 

applicant is not only appropriate for it, but also for the culture of the company. As the old saying goes, "a stich saves 

nine in time." Likewise, if and when it may become necessary, it is also necessary to reduce employee losses. 

Depending on the situation, some employees may need to be laid off by the organization to reduce costs, so the high 

turnover rate may not be so bad. Occasionally, even if the company follows the advice above, they get an employee 

who just doesn't suit, no matter what they're trying to do. So, no matter how effective they might be in their actual 

work, their culture is bad for an employee who is a bad fit, and that causes cultural debt. By poisoning the 

company's well, they will do more harm than good. Cut them off. Make sure the businesses are paying workers the 

fair going salary for their jobs and giving them competitive advantages, which might seem like a no brainer but they 

would be surprised how few companies offer ups that keep up with the growth of an employee and the actual that 

price. We are respected and honored to show workers by giving them real-time recognition that recognizes their 

accomplishments and efforts. Consider it unique, personal, and measurable reward endorsed, and they will also be 
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rewarded— with their loyalty. Employees of today are searching for a flexible life or work balance. That has 

retroactive consequences.  
 

Which means, if they don't give flexibility to workers over working hours and places, they might easily leave the 

company for someone they want. The organization needs to save most of the resources to function on the basis of 

the performance, and they need to work throughout the year to build a culture of involvement in the business. Too 

many execs, joy may sound a little soft and spongy, but the numbers behind it are all but that. Literature suggests 

that one of the key indicators of job satisfaction is employee happiness. There will be less absenteeism if an 

employee is satisfied at their job and most employees will readily comply with the corporate values. Investing in 

employee satisfaction can pay dividends in dedication, efficiency, and retention. Employees put enormous value on 

growth opportunities. 

II. METHODOLOGY 
 

Convenience sampling was used to collect survey data using face to face interview on various companies situated in 

Dhaka city to study the job switching patterns of employees from various age and socio-economic groups.  
 

Problem Statement 

Turnover mainly arises from the unhappiness from job placement for individual employee. But being unhappy in a 

job is not the only reason why people leave one company for another. If the skills that employees acquire are in 

demand, they may be lured away by higher pay, better benefits or for a better job growth potential to another 

organization. Some empirical studies have demonstrated that turnover is associated situations with demographic and 

biographical characteristics of workers. This proposed paper will emphasize on objectives to find out the 

relationship between the demographic factors which effects vastly on the employee turnover in Bangladesh. 

Purpose of Research 

The purpose of this study is to identify if demographic factors such as differences in age, gender, educational 

background, location etc. affect the overall job satisfaction and rate of turnover of various employees working with 

small to medium organizations at entry to mid-level positions.     
 

Scope of Research 
This research paper was to evaluate the extent to which constructs from theories of turnover developed in 

Bangladesh, modified for the local environment, generalize to another culture. There are several types of factors to 

determine the employee turnover. As like, Social, Cultural and Economic factors. A model based on existing 

academic research on turnover, the culture of Bangladesh and the results of qualitative interviews was developed. 

The research emphasizes the impact of various types of satisfaction, including job satisfaction, satisfaction with 

supervisor and co-worker treatment, and the factors that bind employees to their current employer. Now if anyone 

wants to find out the political reasons for employee turnover from this research then they cannot find it from here. 

Because we did not discuss any political reasons here. 
 

Study Hypothesis 

Employee Demographics have moderating role in the relationship between overall Employee Satisfaction and 

Turnover attitude. 

III. RESULTS 
 

To better understand the employee behavior when it comes to job switching we need to first understanding the 

employee profile of the organizations which this study looks into. An overall picture of the average employee will 

make it easier for top management to understand who their employees are and that in turn can help them develop a 

better package for their employees so that their turnover ratio will come down to a desirable level.   
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Fig. 1 Age of respondents 

Looking at the average age of the employees we find that most of the companies have about half of their employees 

who are between the age of 20 to 30 which needs to be addressed as historically this is the groups that is quite likely 

to switch jobs faster than others. The second biggest chunk of employees are between the age of 31 to 40 and 

although they are comparatively stable, they too can switch jobs as they are more experienced and can be easily 

attracted by better packages offered by competing firms. The safer groups of employees are in the age bracket of 41 

to 50 and above, but that is comprised of only 20% of the total employee population.   

 

 

Fig: 2 Transportation used  
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Fig: 3 Office transport  
 

If we look closely at the above mentioned graph we find that majority of the employees of the studied organizations 

are commuting from home to office using public transport (46%). If is well established that the public transport 

system of Dhaka city is incapable of supporting the growing demand and the government funds are not sufficient 

enough to develop a modern infrastructure to meet the public’s demand. Not to mention that the current 

infrastructure that is available for the public to use is backdated, not maintained properly due to lack of funds, the 

capacity is inadequate, do not come to time and is dangerously affected by the overall traffic jams that occur daily 

on the roads. Under these circumstances any transportation support, for instance a company bus service, provided by 

respective organizations for their mid-level and lower level employees would be greatly appreciated. It could be an 

effective fringe benefit tool for companies to use to motivate employees to stay with the firm.  

 

 

Fig: 4 Year of Experience   
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Fig: 5 Marital Statuses 
 

An important factor that needs to be mentioned is that with most firms we find that majority of the employees do not 

stay with the company for more than 5 years (61%). But there is some good news for the companies, which shows 

that about 23% of the employees are sticking to a firm for somewhere between 5 to 10 years. This statistic could be 

improved if we take a close look at the 23% who are staying and try to provide the same motivation to the younger 

employees. We also find that most of the employees are already married (72%) at this stage of their carrier. This is a 

good number for the firms to work with as they can take the fact that these family men need to have a stable job 

which provide adequate job satisfaction and a prospect for carrier development which would provide them with 

more job security and an overall better package. Companies could create n corporate culture which is family friendly 

by providing a better work like balance which would attract any employee who are married and needs to give time 

to the family members. Therefore activities such as annual picnics which involve inviting the entire family could be 

a start. Life insurance and health insurance policies for the entire family could be lucrative to employees. Strictly 

maintaining office closing hours could be a great was to promote work like balance. These combined efforts could 

become an effective non-financial incentive package for the employees this study tries to profile. At a snapshot the 

employees that should be targeted would be primarily male, young, but married employees, between the ages of 20 

to 30, most of whom are using public transport to commute to office every day and holding entry-level to mid-level 

posts. A well thought out benefit package with a carrier development perspective should be sufficient to reduce 

employee turnover and increase long term job satisfaction.        

 

Fig: 6 Work Life Balance  
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Fig: 7 Work Life Conflicts  

The study asks the respondents if they feel that their current workload interferes with their work life balance. 

Although a good number of the respondents do not feel that there is a problem with the work life balance (29%) 

there is also a good number of respondents (34%) that feel that they are being overworked and that is taking away 

time from their families. Many (36%) of the respondents also feel that their plans with the family are sometimes 

under conflict with work related deadlines and may have to be postponed or canceled. This leads to unsatisfactory 

working conditions and could be the cause for many to look for jobs that demand less or more flexible timing. 

 

Current mindset of today’s’ workers seem to be leaning towards regularly switching jobs in order to find not 

necessarily a better paid job, but rather a better suited job in terms of flexibility in working hours, better working 

conditions in terms of not only office decor, esthetics, sufficient lighting etc., but also in terms of having a friendly 

supervisor to work under and less office polities to deal with in general.    

  

 

Fig: 8 Job Switching Tendencies 

Taking a look at the data would suggest that majority (67%) of the employees these days genuinely believe that they 

need to switch their jobs more frequently in order to become successful in the current market. It was also found that 

about a quarter of the respondents are always doing some sort of an activity which may indicate that they are 

looking for a job. For example they are either reading the classified ads in the paper, browsing through the job sites 

in the net, filling up an application, had a job interview or at least has spoken to someone about a job opening such 

as a previous employee, a current co-worker, friend or family member.   
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This is an alarming scenario for organizations because if the corporate culture is to switch frequently than firms will 

need to give serious through into how to change this mindset as it may become very costly for companies if they 

need to hire new requites in a regular basis. It will not only waste more resources such as time and finances, but it 

may also affect the overall performance of employees on any given firm given that they cannot hold on to enough 

employees with a good number of years under their belt whose experiences always contributes to the overall firm 

efficiency.       

 

 

Fig: 9 Safe Working Environments 

 

Fig: 10 Noise Pollution at Work 
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The study also probed into overall working conditions for employees and several factors were looked into such as 

Safety Conditions (54% satisfied) and Noise (27% satisfied) where most of the employees do not seem to have a 

problem with the current conditions.  

 

Fig: 11Satisfaction with Work Load   
 

 

Fig: 12 Satisfactions with Job  
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Many of the workers are also just barely happy with the current working conditions (23% & 38% respectively) and 

could be converted into potential workers not looking to switch jobs if their needs are addressed by the management.      
  

 

Fig: 13 Job Securities 
 

 

Fig: 14 Possibilities of Promotion   
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respective fields. However a group of employees are always left behind and not addressed properly where they feel 

that they do not have any job security or chance of being promoted (32% & 32% respectively).  

 

Fig: 15Satisfaction with Salary  
 

 

Fig: 16Satisfaction with Other Benefits  
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Overall the study indicates that almost half of the respondents (43% & 48% respectively) are not satisfied with the 

current salary they are receiving for their current post as most workers still feel that they are being overworked and 

underpaid by their employers. If a country is operating with almost half of their employees if various different 

industries feel that they are underpaid it is quite natural that there will grow a corporate culture where there will be a 

tendency for young workers to switch their jobs more frequently than warranted. This was previously discussed 

where we find that about a quarter of the workforce is constantly looking to switch their jobs if the opportunity 

arises. Again if this number keeps on rising where about half the workforce is not satisfied with their salary 

packages we will find a sharp increase in this job switching tendency which in no way can be a healthy practice both 

for the industries and the workforce as it will not only leave a bad impression on the workers’ CVs, but will also 

gear up recruitment costs for the industries. As the study clearly indicates that the workforce is more dissatisfied 

with the fringe benefits and the overall benefit package rather than the salary itself, it goes to show that we have 

neglected to understand our worker’s needs. Industries needs to focus on developing more flexible benefit packages 

which are more customized to individual needs rather than establishing salary scales across industries and various 

sectors. A package better suited to their needs, keeping in mind the fast expansion of Dhaka city itself and all its 

interconnected issues such as traffic jams, daily commuting of the workforce, having time to complete 

responsibilities on the home, giving time to family and friends and overall to maintain a better work life balance is 

becoming more and more important for the Bangladesh workforce. This is quickly becoming as issues that cannot be 

overlooked by industries any longer and has to be taken into account when developing future benefit packages of 

workers at all levels and across industries. 
 

Table 1 Regression Score of Factor Analysis  
 

  

Sum of 

Squares Df 

Mean 

Square F Sig. 

REGR factor 

score   1 for 

analysis 1 * 

How old are 

you? RANGE 

Between Groups (Combined) 9.983 4 2.496 3.104 .018 

Within Groups 94.081 117 .804     

Total 104.064 121       

REGR factor 

score   1 for 

analysis 1 * 

Gender Between Groups (Combined) .117 1 .117 .135 .714 

Within Groups 103.812 119 .872     

Total 103.929 120       

REGR factor 

score   1 for 

analysis 1 * 

Marital Status Between Groups (Combined) 6.304 1 6.304 7.739 .006 

Within Groups 97.759 120 .815     

Total 104.064 121       

REGR factor 

score   1 for 

analysis 1 * 

Highest 

Education 

Between Groups (Combined) 2.152 3 .717 .822 .484 

Within Groups 101.250 116 .873     

Total 103.402 119       

REGR factor 

score   1 for 

analysis 1 * 

 Job Position 

NEW CAT  

Between Groups (Combined) 3.733 4 .933 1.029 .413 

Within Groups 20.857 23 .907     

Total 24.589 27       

REGR factor 

score   1 for 

analysis 1 * 

Type of Industry 

(Specific) NEW 

CAT 

Between Groups (Combined) 3.844 5 .769 .854 .529 

Within Groups 17.106 19 .900     

Total 20.951 24       
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IV. DISCUSSION 

Comparing the Regressing factor against the Demographic Factors it was seen that Age and Marital Status are 

significant factors (0.018 & 0.006 respectively).This is indicative of local cultural presumptions that people who are 

in the older age brackets and have a family to maintain seems content with their present jobs and are less likely to 

switch drastically.    

Again looking at the Turnover prospects we find that the turnover ratio of the older employees is better than that of 

the younger employees. This is indicative of common practices where the younger employee with no family 

responsibilities over their shoulders seems to have a higher job switching frequency. 

  

V.  CONCLUSION 

 

Although a satisfactory salary package may help to reduce the turnover of an organization, it is not the only solution 

for the authorities. The study finds that in most cases employees do not stay in an organization only because of their 

salary package, but he or she may also stay for many other reasons like rearranging employees good stream 

relations, better working environment, it is not the only solution for preferable job location etc. The study can alert 

the top management that if they give more attention to the retirement benefits, job security and financial crises then 

they can reduce the level of turnover of the professional employees who could become a core asset for the 

organization. However, the study indicates that the older, and more matured employees with a family, if coupled 

with an effective fringe benefit package which supports a healthy work life balance will always stay loyal with their 

organization.   
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