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Abstract
Organizations are still finding strategies to retain good workforce, and understand the turnover intentions of employees. 
Software companies in India are providing good salary packages, excellent performance based bonus and incentives, but 
all this does not prevent employees from quitting. This paper provides an indepth understanding on the effect of various 
factors like work–family life conflict, work stress, role ambiguity, job satisfaction and organizational commitment, on the 
turnover intentions of an IT employee. This study was carried out in Pune, Maharashtra. The study revealed the clarity of 
role and adequacy of resources, nurturing employee loyalty, organizational inspiration as the key drivers against turnover 
intentions. Interestingly, the study found that work–family–conflict and work stress did not lead to turnover intentions.
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1. Introduction

Indian Software organizations are taking measures to 
ensure that employees are satisfied and do not get inten-
tions to quit. These measures include innovative direct 
and indirect benefits like excellent compensation, perfor-
mance based incentives, annual bonus and increments, 
medical travel assistance, extended health care to family 
members, employee stock options, flexible work timing, 
compulsory leave every year, attractive work environment 
etc. They are also providing cutting edge training and state 
of the art technical skills to their employees to keep pace 
with the current trends. Findings [1, 2] indicate that high 
performers are motivated by specific challenging goals and 
feedback. This aspect has also been addressed by many 
Indian software blue chip companies. In spite of this, the 

issue of retaining good workforce is one of the primary 
concerns of software companies, and many of them are 
struggling to acquire and retain good quality work force. 
This fact is also acknowledged by The National Association 
of Software and Services Companies (NASSCOM), and 
they term it as a work force crisis. The study of Information 
Technology (IT) professionals as a separate occupational 
group has been motivated by the need to further under-
stand IT workers [3]. An extensive review of the literature 
on IT professionals revealed that majority of research on 
turnover issues has been undertaken in the western world. 
Very little research work has been done on this issue in the 
developing world in general.

Turnover of employees has been an important chal-
lenge for organizations ever since management recognized  
the advantage of retaining its motivated, skilled and 
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productive workforce which is vital for organizational 
performance and competitiveness. Turnover of the 
employees is not only expensive [4] but also reduces 
organizational effectiveness and employee morale [5]. 
Turnover also leads to loss of tacit knowledge and skills 
[6]. Several studies have been carried out to understand 
Job satisfaction and Commitment among IT employees 
and its relation to turnover intentions [7]. From the vari-
ous studies listed above, we found that there were three 
factors that can positively impact turnover intentions 
namely work family conflict, work stress, role ambigu-
ity and two factors that can negatively impact turnover 
intentions namely Job satisfaction, and Organizational 
Commitment (OC). Though there are several other fac-
tors relating to turnover intentions like social norms, job 
identification, job description, performance appraisals 
and succession planning, we found that all these factors 
were capable of being tested within the five factors identi-
fied above. For instance, job identification factors leading 
to turnover intentions are covered under role ambiguity 
and work stress. Social norms were tested through work 
family conflict. The related research, which works on the 
five constructs are given in the subsequent paragraphs. 

Turnover is regarded as an individual’s estimated 
probability that they will stay in an employing organiza-
tion [8]. Turnover is both voluntary and non–voluntary 
and it is the voluntary turnover that is the focus of this 
study [9]. Several studies have been carried out to iden-
tify the variables associated with turnover intentions [10, 
11]. Turnover Intention (TI) is defined as an employee’s 
decision to leave an organization voluntarily [12, 13]. It 
has been identified as the immediate precursor for turn-
over behavior [14]. Moore & Burke [15] stressed that job 
and organizational factors have an impact on the turn-
over culture found in the IT workforce. Various factors 
contributing to turnover intentions have been studied 
[16–18] over the years, It is also a fact that job satisfac-
tion and organizational commitment play important roles 
in affecting turnover intention [19, 20]. Mathieu & Zajac 
[21] found that intent to leave or stay is strongly and con-
sistently related to voluntary turnover [22, 16]. Empirical 
studies have reported that turnover intention can reduce 
the overall effectiveness of an organization [23].

1.1 Work Family Conflict (WFC)
Although many industrial and organizational psycholo-
gists, management scientists and sociologists have been 

interested in turnover intention, in many research on role 
stress WFC was being neglected at work and family were 
often viewed as separate mutually exclusive life domains. 
After the seminal research work carried out [24] on orga-
nization role theory, many research works have looked 
into the relationship between work role stress and its 
consequences on JC, on OC and even on employee turn-
over. Greenhaus & Beutell [25] identified the three major 
forms of WFC: time–based, strain–based and behavior–
based work–family conflict.  It was found [26, 27] that the 
interface of work and family produces stress and strains 
for employees. Later studies [28] gave an insight that IT 
professionals have very limited and fixed amounts of time 
and energy to spend with the family which creates work 
family conflict. Foley et al. [29] gave several conclusions 
like work role stresses can lead to increase in levels of work 
family conflict; it  can be a source of occupational stress 
among IT professionals. Two new concepts were brought 
about [30] Work–family conflict and Family work–con-
flict. Work–family conflict was defined as the interference 
of work with family life and Family work–conflict as the 
interference of family with work. Frone [31] in his research 
used a broader concept in regard to work–family balance. 
This concept contains both the negative and the positive 
side of work–family balance. Foley et al. [29] pointed out 
that work–family conflict can instigate in either field such 
that family can interfere with work duties or work can 
interfere with family needs. Ahuja et al. [32] using Moor’s 
[33] framework developed a study on the IT profession-
als from India and found that perceived work overload, 
autonomy, fairness, and work exhaustion as some of the 
factors causing the work family conflict and also found 
that work–family conflict will negatively influence orga-
nizational commitment among IT road warriors.

1.2 Work Stress
It has been found to be a crucial factor affecting the 
performance and tenure of IT professionals, given the 
unique nature of the IT profession. Stress is described 
as an employee’s affective reaction to elements of the 
workplace and work environment. Chan et al. [34] has 
defined stress as a response to the perceived relationship 
between the demands of individuals and their ability to 
adjust to their work environment. Carayon et al. [35] 
found that stress arises when the person interacts with 
the work environment that threatens the individual’s 
physical, psychological and physiological homeosta-
sis. IT work has been characterized by tight deadlines,  
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huge workload, extensive projects, rapid and continuous 
technological change, rapid obsolescence of techni-
cal skills, hence continuous updating of new technical 
skills and long work hours [36]. Stress and work exhaus-
tion play an important role in increasing turnover of 
employees, a heavier workload leading to burnout and 
exhaustion [33]. There is a positive relationship between 
job stress and turnover intentions. Increased workload, 
increases stress and fatigue [37]. Smith & Bourke [38] also 
identified a significant and positive relationship between 
workload and perceived work–related stress. Ahuja et 
al. [32] found that the perceived workload affects work 
exhaustion, and work exhaustion affects turnover inten-
tion. The most important factor associated with stress in 
IT professionals was the pressure to meet specific dead-
lines [39] causing the time pressure to magnify the work 
overload problem. Work exhaustion has a direct effect on 
IT employee turnover intentions and an indirect effect 
through its influence on job satisfaction [40].

1.3 Role Ambiguity
Arises when individuals do not have clear authority or 
knowledge about how to perform the assigned jobs [41, 
42]. It occurs due to lack of clarity of one’s duties, plans, 
goals and uncertainty about the amount of authority 
granted to perform tasks [41]. Kahn et al. [24] classify 
role ambiguity as “a direct function of the discrepancy 
between the information available to the person and that 
which is required for adequate performance of his [or 
her] role” as per the role stress theory [24], role ambigu-
ity leads to decreased job satisfaction [43, 44] and hence 
exert negative indirect effects on the intention to quit 
one’s job. Ambiguity in the role played makes role as a 
source of stress, having direct influence on job–related 
stress and turnover intention. Dunham have reported 
[45] that role ambiguity is negatively related to affec-
tive and normative commitments. Ambiguity in the role 
played decreases employee identification with organi-
zational values and the psychological attachment to the 
organization (affective commitment), as well as their 
moral obligation to the organization (normative com-
mitment) [46]. A 2012 study of nurses [47] brings out 
very important aspects of role ambiguity in employee 
satisfaction. 

1.4 Job Satisfaction
Job Satisfaction (JS) is an attitude that individuals have 
about their jobs. It results from their perception of their 

jobs [42]. The concept of job satisfaction was originally 
proposed by Hoppock [48]. He defined job satisfaction 
in his book as: employee’ feeling about the environment 
both in psychological and physical and the employee’s 
subjective reaction to the working situation, including 
the overall satisfaction of individual psychology, physi-
cal environment and working environment [49]. JS 
is generally defined as “a pleasurable or positive emo-
tional state resulting from the appraisal of one’s job or 
job experiences” [50]. Greenberg & Baron [51] define 
job satisfaction as an individual’s cognitive, affective, 
and evaluative reactions towards his or her job. It is 
found that an increase in the level of turnover intention 
is produced by a decrease in the level of job satisfac-
tion [13, 52]. Job Satisfaction was also defined [53, 54] 
as the extent to which an employee likes his/her current 
job. Employees dissatisfied with their work are likely to 
leave the organization as compared to those who think 
they are treated fairly and duly rewarded. Therefore job 
satisfaction is negatively associated with turnover [16, 
55]. A 2008 study by Lacity et al [56] found a negative 
relationship between Job Satisfaction and Turnover. 
Job satisfaction also mediates the relationship between 
stressful work and intention to leave. An employee who 
experiences job satisfaction can support stressful work 
induced by his or her professional environment [57]. 
JS has a significant and positive relationship with three 
dimensions of organizational commitment and turnover 
intention has a significant and negative relationship with 
job satisfaction and organizational commitment [56]. A 
2007 study on Indian BPO by Jyotsna Batnagar identi-
fies that role clarity is one of the major factors for job 
satisfaction [58].

1.5 Organizational Commitment 
Can be defined as a bond or linking of the individual to 
the organization [59]. It is the “strong belief in and accep-
tance of the organization’s goals and values, a willingness 
to exert considerable effort on behalf of the organization, 
and a definite desire to maintain organizational member-
ship” [60]. IT employees who are highly committed to 
their organization are less likely to leave, than those who 
are relatively uncommitted. The organizational commit-
ment comprises of three distinct dimensions: affective, 
continuance and normative commitment [61]. Affective 
commitment is the relative strength of an individual’s 
identification and involvement in a particular organiza-
tion [60] and an acceptance of its goals and values [62]. 
Continuance commitment is an attachment based on  
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the cost of leaving the organization and Normative  
commitment is when an employee feels obligated to stay  
in the organization. Studies [61] reveal employees’ com-
mitment to the organization can take various forms and 
that the antecedents and consequences of each can be  
quite different. In line with previous IT research [17, 18], 
affective commitment was also found to be negatively 
related to intentions to “Quit” among IT profession-
als. Committed IT employees are less likely to leave the 
organizations than those who are relatively uncommitted. 
Organizational commitment is a concept that is strongly 
linked to job satisfaction [63] and both are significantly 
related to turnover intention [64]. The most widely inves-
tigated dimension of organizational commitment was 
affective commitment. Employee’s affective commitment 
to the organization was the most important component 
in predicting turnover intentions [65]. Eleven IS studies 
found a negative relationship between Organizational 
Commitment and Turnover among IS professionals [32, 66, 
17, 9], which indicate the importance of an organization’s 
need to focus on fostering organizational commitment, to 
enhance job satisfaction and reduce job stress.

We chose Pune to carry out this research work, as it 
is one of the major hubs for IT professionals working in 
India (Source: NASSCOM). Therefore, it is vital to under-
stand the attitude of IT professionals in Pune and develop 
a theoretical perspective. It is also important to fill the 
vacuum in the literature concerning the role of factors like 
commitment to an organization, job satisfaction, ambigu-
ity in the role played, conflict between work life and the 
family life and work stress, on the turnover intentions of 
IT professionals in a non–western context, in particular 
in Pune–India. This study is divided into four sections: 
the next section discusses the literature overview. The 
third section contextualizes the literature review and 
defines the research hypotheses. The fourth section is on 
the research methodology and the fifth section discusses 
the study results and the findings. Finally it is concluded 
by stating the future scope of work.

2. Research Hypotheses
Mowday et. al. [60] states the influence of work–family– 
conflict on turnover intentions. Turnover intentions 
have been found to be positively related to work–family 
conflict [67] hence the hypotheses H1a is given as work– 
family conflict will be positively related to turnover inten- 
tions. Previous literature suggests that there is a positive  
relationship between job stress and turnover intentions 

[33]. Therefore a hypothesis that can be put forward is 
hypothesis H2a as work stress will be positively related to 
turnover intentions. Role ambiguity leads to decreased job 
satisfaction [43] and hence exerts negative indirect effects 
on the intention to quit one’s job. Lee [68] found that the 
effects of role ambiguity, role conflict on IT turnover inten-
tion were mediated through job satisfaction. Hence our 
second hypothesis is proposed as hypothesis H3a, as Role 
Ambiguity will be positively related to turnover intentions.

Igbaria and Greenhaus [17] found job satisfaction to be 
a stronger direct antecedent of turnover. Mobley et al. [13]  
also indicates job satisfaction to be negatively correlated 
with turnover intentions. Employees experiencing sat-
isfaction with their job are less likely to leave their jobs. 
High levels of job satisfaction are negatively related to 
turnover intentions and turnover [16]. We propose our 
hypotheses H4a, as job satisfaction will be negatively 
related to turnover intentions.

The review of literature indicates IT employees who 
are highly committed to their organization are less likely 
to leave than those who are relatively uncommitted 
[69]. Past research also indicates a negative relationship 
between organizational commitment and turnover inten-
tions [59]. Hence we formulate a hypothesis to test the 
final hypothesis H5a as organizational commitment will 
be negatively related to turnover intentions. 

Based on the above mentioned hypothesis a theoreti-
cal model is presented in Figure 1. This model forms the 
foundation for analyzing the data, extracting the results 
for interpretation.  

Figure 1. Theoretical model.



Use of Structural Equation Modeling to Empirically Study the Turnover Intentions of Information Technology Professionals  
in Pune City

Indian Journal of Science and Technology | Print ISSN: 0974-6846 | Online ISSN: 0974-5645Vol 6 (12) | December 2013 | www.indjst.org5616

Each of the above constructs is measured by a set of 
well–defined factors and in all 31 factors was identified. 
These factors were codified under each construct for 
further analysis. The codification table (Table 1) is pre-
sented.

3. Research Methodology 
A survey instrument was used to collect data required 
to test the research hypotheses. To collect data, we 
approached the Information Technology (IT) companies 

located at two prime locations in Pune and they extended 
their support which helped us in conducting the sur-
vey. A total of 510 questionnaires was distributed at 10 
IT companies, which were multinational corporations 
having their presence in Pune. The data were collected 
during November 2011. 98 surveys were excluded due 
to missing data. A total of 412 usable surveys were 
finally received, representing a response rate of 80 per-
cent. Dixon et al. [70] stated that response rates of 60% 
or above are normally obtained when the study is spon-
sored by a firm. 

Table 1. Construct, variables and codes
Construct Construct variables Code

Work–Family–Conflict My work makes me change my plans for family activities. WFC1
The demands of my work interfere with my home and family life. WFC2
My job produces strain that makes it difficult to fulfil family duties. WFC3
Time spent in my job makes it difficult to fulfil family responsibilities. WFC4
Work at home suffers due to the demands my job puts on me. WFC5

Work Stress I receive incompatible requests from more than two higher ups. WS1
I do things that are accepted by one person and not accepted by another. WS2
I get assignments without adequate resources and materials to execute it. WS3

Role Ambiguity I feel certain about how much control I have on the work assigned to me RA1
I have divided my time properly to do various tasks expected of me. RA2
I get assignments without the manpower or adequate resources to complete it RA3
I believe that there is a “right job–right person” fit in this organization RA4

Job Satisfaction I feel that this organization caters to my aspirations JS1
I feel that this organization provides me with opportunity for growth JS2
I feel that this organization provides me with an opportunity for self actualization JS3
I feel that I have grown along with my organization. JS4
I am satisfied with the compensation I receive from my job. JS7
My superiors provide enough information about my job performance. JS8
I get opportunities to hone my key skills JS9
I believe that I get a chance to display my potential skill set JS10
I believe that my skills are used for the better development of the company JS11

Organizational Commitment I find that my values and the organization’s are very similar. OC1
I feel I am loyal to this organization. OC2
This organization inspires the best in me in job performance. OC3
I would leave this organization with very little change. OC4
Deciding to work for this organization was a mistake. OC5

Turnover Intentions I have ideas of quitting my line of work. TI1
I often think about quitting my present line of work. TI2
I am constantly searching for a better alternative to the present company. TI3
I am actively seeking an alternative work role within the present company. TI4
I feel to quit the organization due to lack of sense of fulfillment of personal goals. TI5
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The respondents who participated in the survey were 
carrying out a core IT role or IT support role. The respon-
dents comprised male and female employees, with an 
average work experience of 4 years and within the age 
group of 20–30 years only. The questionnaires were dis-
tributed and collected with the HR department’s support 
in each company. Each respondent was guaranteed their 
anonymity, and given a covering letter explaining the pur-
pose of the survey and a postage–paid return envelope. 
Based on interviews with IT personnel and managers, the 
constructs were shown to be functionally equivalent (sim-
ilar function in the target population) and conceptually 
equivalent (represented by the same attitude and behav-
iors) [71, 72]. The survey was designed to collect data from 
IT personnel to test the hypothesized model. Quantitative 
research methods were used in this study. This research 
examined the relationship between inde-pendent and 
dependent variables. Data were analyzed using SPSS 
20 and AMOS and MS Excel spreadsheets. Five–point  
Likert–type scales (1=strongly disagree, 5=strongly agree) 
was used to record the responses to the items in the ques-
tionnaire.

4. Inference of Results 
One of the primary and crucial measures for evaluating 
results is the test of data reliability. The internal consis-
tency of the model is measured by reliability. Cronbach 
alpha was used to test the reliability of measure and it is 
one of the major criteria for evaluating research instru-
ments. Reliability measures the internal consistency of the 
model. In this research, Cronbach’s alpha has been used 
to test the reliability of the measures. Higher the value 
of alpha better is the reliability measure. The reliability 
acceptance depends on an alpha coefficient of more than 
0.7 [73].

The Cronbach alpha coefficient was calculated for the 
data which comprised of all the six constructs which is 
shown in Table 2.

From Table 2 it can be inferred that the reliability 
coefficient for all the constructs except Role Ambiguity 
are above the acceptable tolerance.

The test of sampling adequacy needs to be per-
formed in order to determine whether the sample 
is adequately appropriate for factor analysis [74]. 
Accordingly the Kaiser–Meyer–Olkin (KMO) test of 
sampling adequacy and Bartlett’s test of Sphericity were 
conducted. The size of the partial correlation amongst 

the variables considered in each constructed is tested 
through KMO because small values of correlations 
amongst the pairs will lack adequate explanation of the 
other variables in the group and will indicate the inap-
propriateness of factor analysis. A minimum accepted 
KMO value of 0.50 [75] was fixed. The values are pre-
sented in Table 2A.

Based on the values given in Table 2A of KMO, the 
sample adequacy for all the variables that defined the con-
structs were found to be quite acceptable. The Bartlett’s 
test values for all the construct variables showed that the 
observed significance level of factors being less than sig-
nificance value of 0.05, the initial hypotheses is rejected 
to conclude that the correlation matrix is not an identity 
matrix and the relationship among the variables is healthy. 
If the Bartlett’s chi–square value is not significant and 
positive we advise not to use factor analysis because the 
variables will not be together loaded properly [76]. The 
KMO value was found to be comfortably adequate and 
the chi–square value out of the Bartlett’s test was found to 
be significantly positive for the data contained in all the 
constructs in our study.

To check the pattern of relationships between the 
variables, correlation matrix using Pearson Correlation 
Coefficient was done. We scanned through the correla-

tion coefficient values and found four variables, two in the 

Table 2. Alpha coefficient of constructs

Construct Items Alpha Remarks

Work Family Conflict 5 0.879 Good

Work Stress 3 0.695 Acceptable

Role Ambiguity 4 0.619 Questionable

Job Satisfaction 9 0.855 Good

Organizational 
Commitment

5 0.749 Acceptable

Turnover Intention 5 0.842 Good

Table 2A. KMO and Bartlett’s values

Construct KMO Bartlett’s

Work–Family–Conflict 0.813 .000

Work Stress 0.663 .000

Role Ambiguity 0.684 .000

Job Satisfaction 0.849 .000

Organizational Commitment 0.741 .000

Turnover Intentions 0.808 .000
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Job Satisfaction Construct namely “as an employee I find 
ample amount of time to develop my potential area” (JS5) 
and “I feel I have the freedom to do what my job demands” 
(JS6) had a value greater than 0.9 [77]. Similarly one vari-
able each in Organizational Commitment and Turnover 
Intention namely “I feel that my growth in the company 
is in sync with the company’s growth” (OC6) and “I plan 
to stay with this organization for at least 3 years” (TI6) 
respectively had a value greater than 0.9. Hence these 
entire four variables were removed from further analysis. 

Also the determinant value in each these phases are 
found to be greater than the necessary value of 0.00001. 
Hence there is no significant problem of multi–colinearity 
or singularity. In other words all these variables correlate 
fairly well and none of their values are particularly large.

5. Structural Equation Model 
Results
The primary objective of the study is to empirically test the 
relationship of the six constructs. In other words how do 
Work–Family–Conflict (WFC), Work Stress (WS), Role 
Ambiguity (RA), Job Satisfaction (JS) and Organizational 
Commitment (OC) relate to Turnover Intentions (TI). The 
structural equation modeling technique was used to test 
the hypothesized model and the final mode is shown below. 
For analysis purposes all the five variables that defined the 
Turnover Intention (TI) construct was combined as one 
variable. Out of the total 31 variables or factors considered 
for the survey, only 17 factors were found to be acceptable 
and eligible for the structural equation model fit. Hence we 

have explained the relevance of these factors only to turn-
over intentions. The model fit is presented in Figure 2.

Interestingly we found that all the five constructs that 
were hypothesized for influencing turnover intentions 
were represented by all or some factors in the model fit. 
In other words 4 out of 5 factors for the construct Work–
Family–Conflict (WFC) represented in the model fit. 
With Work Stress (WS) 2 out of 3 factors were represented 
in the model fit. All the 4 factors of Role Ambiguity (RA) 
and all the 5 factors of Organizational Commitment (OC) 
were represented in the model fit. However, only 2 out of 
the 9 factors that defined Job Satis faction (JS) were repre-
sented in the model fit. Based on these 17 factors we have 
explained the results of the structural equation model fit 
in the subsequent paragraphs. The model for construct 
analysis is given in Figure 3.

From Table 3 it can be found that the calculated values 
of all the determinants of an acceptable model fit namely 
CMIN, GFI, AGFI, CFI, TLI, NFI suggested a close fit of 
the model to the data [85]. The calculated value of RMSEA 
also indicated a close model fit [84]. 

6. Hypothesis Testing Results
From Table 4, we can understand that there were four 
construct variables that formed part of the model which 
contributed to the testing of our first hypothesis (H1a). It 
can be found that only one variable support the hypothesis  

Figure 2. Structural equation model fit. Figure 3. Construct analysis of SEM fit.
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that turnover intentions are positively impacted by WFC 
issues.

Table 5 comprises of two construct variables that 
formed part of the model which contributed to the 
hypothesis (H2a) testing for the positive relationship 
between work stress and turnover intentions.

There were four construct variables that formed part of 
the model fit. Out of these four variables listed in Table 6, 
the respondents’ perception towards the positive relation-
ship between TI and RA (H3a) was equally divided.

Table 7 shows that out of the two construct variables 
that tested the hypothesis H4a, the variable which cap-
tured the respondents’ perception that if an organization 
can meet the aspirations of its employees it can contrib-
ute to reduce turnover intentions was not supported. 
However, reacting to the fact that opportunities for growth 
in an organization can negatively contribute to turnover 
intentions, we found that the respondents’ perception was 
supportive of the hypothesis.

From Table 8, we can find that three variables sup-
ported the hypothesis (H5a). The respon-dents felt that 
their loyalty to the organization can neg-atively contribute 

Table 3. Model fit index

Model Fit Index Score Standards

CMIN (Chi–Square/ 
Degrees of Freedom)  
χ2 / df

1.654 2 to 1 or 3 to 1 [78]
Low as 2 or as high as 5 [79] 
A ratio > 2.00 represents an 
inadequate fit [80] 
>3 [81].

Goodness of Fit Index 
(GFI)

0.954 >0.9 [82]

Adjusted Goodness of 
Fit Index (AGFI)

0.927 >0.9

Comparative Fit 
Index (CFI)

0.965 >0.9 [82]

Tucker Lewis Index 
(TLI)

0.950 >0.9 [82]

Normed Fix Index 
(NFI)

0.918 >0.9

Root Mean 
Square Error of 
Approximation 
(RMSEA)

0.040 <0.050 [83, 84]

Table 4. H1a Work–family–conflict will be positively 
related to turnover intentions 

Construct variables Path 
coefficient

P Alternate 
hypothesis 

My work makes me 
change my plans for 
family activities (WFC1)

.010 .780 Not supported

The demands of my 
work interfere with my 
home and family life 
(WFC2)

.026 .556 Not supported

My job produces strain 
that makes it difficult 
to fulfil family duties 
(WFC3)

.234 *** Supported 

Work at home suffers 
due to the demands my 
job puts on me (WFC5)

.053 .221 Not supported

Table 5. H2a WS will be positively related to 
turnover intentions

construct variables Path 
coefficient

P Alternate 
hypothesis 

I receive incompatible 
requests from more 
than two higher ups 
(WS1)

  .020 .597 Not supported

I get assignments 
without adequate 
resources and materials 
to execute it (WS3)

−.037 .408 Not supported

Table 6.  H3a role ambiguity will be positively related 
to turnover intentions

Construct Variables Path 
Coefficient

P Alternate 
Hypothesis 

I feel certain about how 
much control I have on the 
work assigned to me (RA1)

−.002 .959 Not 
supported

I have divided my time 
properly to do various tasks 
expected of me (RA2)

−.050 .176 Not 
supported

I get assignments without 
the manpower or adequate 
resources to complete it 
(RA3)

  .129 *** Supported 

I believe that there is a 
“right job-right person” fit 
in this organization (RA4)

−.126 *** Supported 
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towards quitting. It was found that organization inspires 
the best in the employees’ job performance supported the 
hypothesis because of the fact that organizational com-
mitment is an outcome of the organizational inspiration 
that can bring out the best in employee performance 
and will not contribute towards the quitting intentions. 
The respondents do not perceive that they have made a 
wrong decision of joining this company and hence would 
not quit, which in turn support the hypothesis. 

7. Findings
The purpose of the study was to identify and explain the 
factors that contribute turnover intentions of employees 
in the IT enabled services industry. Based on the analysis 
of the survey data our findings are explained below. 

We found that out of all the variables considered 
in the five construct namely Work–Family–Conflict 
(WFC), Work Stress (WS), Role Ambiguity (RA), Job 
Stress (JS) and Organizational Commitment (OC) on 
Turnover Intentions (TI) for this research, 17 vari-
ables formed part of the structural equation model fit. 
It was found that 7 variables contributed towards sup-
porting the relevant hypothesis. Only one out of four 
variables that defined the construct WFC had supported 
the hypothesis of WFC positively related to turnover 
intentions. On Work Stress we found that both the vari-
ables did not support the hypothesis in other words 
work stress is not a contributor to turnover intentions. 
Organizations with a well defined scalar chain along 
with clarity on the span of control for authority–respon-
sibility relationship can support employee retention. 
Though all the four variables of Role Ambiguity were 
fairly highly impactful, only two variables supported 
the hypothesis that role ambiguity positively relates to 
turnover intentions. Organizations should also give the 
adequate degree of empowerment to the employee for 
the work assigned. Organizations should emphasize and 
instill the significance of time management to employ-
ees in order to adhere to time schedules from a variety 
of tasks performed by employees in any project. The 
absence of such practices can lead to role ambiguity and 
employees will decide on moving out of their organiza-
tion to escape the ill–effects of role ambiguity. Growth 
opportunities is what the employees look forward in a 
satisfying job. It was also found that nurturing employee 
loyalty; organizational inspiration can delay the reten-
tion intention of employees and enhance commitment 
towards the organization. 

8. Conclusion and Future Scope 
of Work
In general, this study has discussed the motives of turn-
over intention and tested the contributing relationships 
on turnover intention. The study enables us to under-
stand certain key personal and professional factors that 
can trigger turnover intentions. Organizations need to 
enable a healthy working environment in which employ-
ees are able to balance their time judiciously for both 
personal and professional roles. The knowledge sector 
to which IT industry belongs is working on a time–is–
money model due to which organizational pressures can 

Table 8. H5a OC will be negatively related to 
turnover intentions

Construct variables Path 
coefficient

P Alternate 
hypothesis 

I find that my values and 
the organization’s are very 
similar (OC1)

−.026 .491 Not 
supported 

I feel I am loyal to this 
organization (OC2)

   .078 .043 Supported 

This organization inspires 
the best in me in job 
performance (OC3)

−.102 .011 Supported

I would leave this 
organization with very 
little change (OC4)

   .035 .383 Not 
supported

Deciding to work for this 
organization was a mistake 
(OC5)

   .062 .031 Supported

Table 7.  H4a job satisfaction will be negatively 
related to turnover intentions

Construct variables Path 
coefficient

P Alternate 
hypothesis 

I feel that this organization 
caters to my aspirations 
(JS1)

  .037 .404 Not 
supported 

I feel that this organization 
provides me with 
opportunity for growth 
(JS2)

-.244 *** Supported 
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prove very costly to the personal and professional facets 
of the workforce. Clarity of role and adequacy of resources 
to complete the given job can reduce role ambiguity and 
create a feeling of being the right man for the given job. 
Organization need to also nurture the loyalty of employ-
ees and continue to inspire through leadership and culture 
in bringing out the best from every employee and sustain 
such efforts by constant recognition and growth avenues.  
Interestingly work–family–conflict and work stress were 
not found to be contributing factors to turnover which is 
in contrary to several global studies. This could be due the 
sample characteristics like young age, initial stage of career, 
the need to build a career and excess of workforce supply 
over demand. The study can also trigger new perspectives 
of research which can be a cohort, industry and geography 
specific. The findings may used for comparing the causes 
of turnover intentions between different industry segments 
in various geographies so as to devise and practice employ-
ees’ retention strategies more proactively and effectively. 
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