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ABSTRACT 
 
Problem statement: The objectives of this study were to determine the relationship between job 
satisfaction and employee turnover among the employees of the companies -HLFPPT,EAGLE 
SOFTWARE ,ICFAI ,IMRT ,DMPORGANICS ,MERIND, WOCKHARD. Approach: A total of 25 set 
of complete questionnaires gathered from executives and non-executives of companies were involved 
in the study and 25 completed the questionnaires. Using structured questionnaires in a controlled 
environment, the results manage to extract the factors involved in job satisfaction that influences 
turnover .Results: The statistical results obtained in this study showed that job satisfaction have direct 
relationship on employees’ turnover. 
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INTRODUCTION 

Job satisfaction is the most widely investigated 
job attitude, as well as one of the most 
extensively researched subjects in  industrial / 
organizational psychology.  Many work 
motivation theories have represented the 
implied role of job satisfaction. In addition, 
many work satisfaction theories have tried to 
explain job satisfaction and its influence, such 
as Maslow’s (1943) Hierarchy of Needs, 
Hertzberg’s (1968) Two-Factor (Motivator-
Hygiene) Theory, Adam’s (1965) Equity 
Theory. As a result of this expansive research, 
job satisfaction has been linked to 
productivity, motivation, 
absenteeism/tardiness, accidents, 
mental/physical health and general life 
satisfaction.  A common idea within the 
research has been that, to some extent, the 
emotional state of an individual is affected by 
interactions with their work environment.  
People identify themselves by their profession, 
such as a doctor, lawyer, or teacher. A 
person’s individual well-being at work,  

 

therefore, is a very significant aspect of 
research. The most widely accepted 
explanation of job satisfaction was presented 
by Locke (1976), who defined job satisfaction 
as “a pleasurable or positive emotional state 
resulting from the appraisal of one’s job or job 
experiences”  .  Additionally, job satisfaction 
has emotional, cognitive and behavioural 
components. The emotional component refers 
to feelings regarding the job, such as boredom, 
anxiety, or excitement.  The cognitive 
component of job satisfaction refers to beliefs 
regarding one's job, for example, feeling that 
one's job is mentally demanding and 
challenging.  Finally, the behavioural 
component includes people's actions in 
relation to their work, which may include 
being tardy, staying late, or pretending to be ill 
in order to avoid work. There are two types of 
job satisfaction based on the level of 
employees' feelings regarding their jobs.  The 
first, and most studied, is global job 
satisfaction, which refers to employees' overall 
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feelings about their jobs (e.g., "Overall, I love 
my job."). The second is job facet satisfaction, 
which refers to feelings about specific job 
aspects, such as salary, benefits, and the 
quality of relationships with one's co-workers 
(e.g., "Overall, I love my job, but my schedule 
is difficult to manage."). Measurements of job 
facet satisfaction may be helpful in identifying 
which specific aspects of a job require 
improvements.  The results may aid 
organizations in improving overall job 
satisfaction or in explaining organizational 
issues such as high turnover. There are several 
misleading notions that exist about job 
satisfaction. One such fallacy is that a happy 
employee is a productive employee. Research 
has offered little support that a happy 
employee is productive; furthermore, some 
research has suggested that causality may flow 
in the opposite direction, from productivity to 
satisfaction.  Another fallacy is that pay is the 
most important factor in job satisfaction. In 
reality, employees are more satisfied when 
they enjoy the environment in which they 
work.  An individual can have a high paying 
job and not be satisfied because it is boring 
and lacks sufficient stimulation. In fact, a low 
paying job can be seen as satisfying if it is 
adequately challenging or stimulating.  There 
are numerous factors that must be taken into 
consideration when determining how satisfied 
an employee is with his or her job, and it is not 
always easy to determine which factors are 
most important to each employee.  Job 
satisfaction is very circumstantial and 
subjective for each employee and situation 
being assessed. 

Nowadays new trend has emerged for the 
younger generation of workers that is to shift 
from job to job (job hopping) and this is 
becoming the norm of society. So key 
employee retention is critical to the long term 

health and success of the business .Managers 
readily agree that retaining the best employees 
ensures customer satisfaction, product sales, 
satisfied co-workers and reporting staff, 
effective succession planning and deeply 
embedded organisational knowledge and 
learning. 

Job satisfaction is one of the factors which 
have a great impact on turnover among 
employees in an organization. In fact, job 
satisfaction and turnover is connected because 
the way people feel about their jobs is one of 
the reasons they might decide to quit. It is also 
generally true that people who like their jobs 
tend to perform well and if an employee is 
performing well, a manager is less likely to 
have any reason to fire the person, which 
means involuntary turnover is reduced. There 
are plenty of situations where job satisfaction 
and turnover do not have any relation, but 
there is generally enough connection to make 
satisfaction a significant concern when 
managers are trying to reduce turnover rates. 

There are a lot of reasons why people 
sometimes feel dissatisfied with their jobs. 
Sometimes they do not like their bosses, or 
they may not feel like they are really suited to 
the work. In other cases, people may dislike 
their jobs because they do not have any friends 
among their co-workers or because their work 
hours are difficult to maintain. These types of 
situations and feelings often connect job 
satisfaction and turnover. When a manager 
needs to reduce turnover, he might look for 
ways to increase job satisfaction as one of his 
first steps. Some ways of doing this are fairly 
obvious, including things like increasing wage, 
giving employees better benefits, or making 
their work hours more comfortable. It is also 
possible to increase job satisfaction by making 
better choices in hiring so that the people 
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chosen are better suited to their roles and 
responsibilities, controlling employees who 
disrupt the work place with overt hostility of 
unnecessary rudeness. 

In many situations, there is no connection 
between job satisfaction and turnover, and 
sometimes there isn’t very much a manager 
can do to keep certain employees .For 
example, if someone gets a job offer with 
better pay from another company, that person 
may choose to leave, regardless of feelings 
about his current job. It is possible that certain 
incentives could be put in place to keep people 
from being recruited by other companies, but 
that doesn’t always work out. There are also 
people who leave a job for reasons that 
managers have no control over, including 
personnel issues, and when this happens, there 
is often nothing that can make people change 
their minds and decide to stay. In fact, they 
might really love their jobs, and hate to leave, 
but life situation can sometimes compel them 
to leave any way. 

The best way to prevent turnover is to discover 
the employees’ most serious complaints. 
Knowing what makes employees unhappy is 
half the battle won, when we think about 
employee work satisfaction, morale, positive 
motivation, and retention. The most important 
thing is to listen to employees, and provide 
opportunities for them to communicate with 
company managers. If employees are safe, 
they will tell us what’s on their minds. The 
work culture of an organization must foster 
trust for successful two way communication. 

METHODS AND MATERIALS 
Subjects were the executives and non-
executive of HLEPPT, EAGLE SOFTWARE, 
ICFAI, IMRT, DMPORGANICS, MERINO, 
WOCKHARDT employees. Twenty five 

structured questionnaires were distributed 
through a control environment and 25 returned 
it completely. Random sampling technique 
was used to distribute set of questionnaire in 
order to determine the employees’ opinions 
regarding turnover in the company. The 
questionnaires were divided into four parts. 
The first and second part measured the 
respondent’s working condition and salary. A 
five-point Liker scale was used to indicate the 
respondent’s answer. The third part was used 
as an indicator of measurement to measure the 
respondent’s intention to leave which use 
multiple choice that suits the best decision 
they will make representing their intention in 
the organisation .The fourth part of the 
questionnaire was regarding the respondent’s 
management of the company. 

RESULTS  AND DISCUSSION 
During employee survey conducted in various 
companies like - HLFPPT,EAGLE 
SOFTWARE,ICFAI,IMRT,DMPORGANICS,
MERIND,WOCKHARDT, etc following 
items were the causes of dissatisfaction among 
employees which led to frequent turnover 
among employees. 

 Higher Salaries- Salary is a significant 
factor in job satisfaction and helps the 
employee to attain the basic and upper 
level needs satisfaction. Pay is the number 
one area in which employees seek change. 
So it is suggested that one should foster a 
work environment in which employees 
feel comfortable asking for raise. 

 Internal pay equity- Employees  are  
concerned particularly with pay 
compression, the differential in pay 
between new and longer term employees. 
In organizations, with average annual pay 
increase for the employees around 4% 
employees perceive that newcomers are 
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better paid off and often, they are. 
Benefits programs, particularly health and 
dental insurance retirement, and paid time 
off/vacation days. Specifically, many 
employees feel that their health insurance 
costs too much, especially prescription 
drug programs, when employers pass part 
of their rising costs to employees. 

 Over management –Work place that 
fosters employee empowerment, 
employee enablement, and broader span 
of control by managers, will see fewer 
complaints and lead to more job 
satisfaction. A popular word, 
micromanaging, expresses this sentiment 
also. 

 Pay increase guidelines for merit- 
Employees believe the compensation 
system should place greater emphasis on 
merit and contribution. Employees find 
pay system in which all employees 
receive the same pay increase annually, 
demoralizing. Such pay systems hit the 
motivation and commitment of the best 
employees harder as they may begin 
asking what’s in this for me ? As we 
adopt the merit system, one component is 
education. So that employees know what 
their behaviours and contributions merit 
additional compensation. Employees who 
didn’t must be informed by their 
managers about how their performance 
needs to change to merit a larger pay 
increase. 

 Human resource department response to 
employees- The Human resource (HR)  
department needs to be more responsive 
to employee’s questions and concerns. In 
many companies, the HR department is 
perceived as the policy  making , policing 
arm of management. In fact, in forward 
thinking HR departments, responsiveness 

to employees needs is one of the corner 
stone. 

 Favouritism – Employees want the 
perception that each employee should be 
treated equivalently with the other 
employees. If there are policies, 
behavioural guidelines, methods for 
requesting time off, valued assignment, 
opportunities for developments, frequent 
communication and just about any other 
work related decisions one can think of, 
employees want fair treatment. 

 Communication and availability- 
Employees want face to face 
communication time with both their 
supervisors and executive management 
.This communication helps them to feel 
recognized and important. A manager’s 
main job is to support the success of all 
his or her reporting employees. That’s 
how the manager magnifies their own 
success and  increase the job satisfaction 
of employees. 

 Work  loads are too heavy- Sometimes, it 
is seen that departments are understaffed 
and employees feel as if their work loads 
are too heavy and their time is spread too 
thinly. This complaint is the major source 
of dissatisfaction among employees. In 
order to combat this, each company 
should help employees participate in 
continuous improvement activities. 

 Facility cleanliness- Employees want a 
clean organized work environment in 
which they have the necessary equipment 
to perform. 

Employee retention or prevention of 
turnover matters a lot in today’s corporate 
world or in any organization. 
Organizational issues such as training time 
and investment, lost knowledge mourning 
, insecure co-worker  and a costly 
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candidate search aside, failing to retain a 
key employee are costly. Various 
estimates suggest that losing a middle 
manager costs an organization up to 100% 
of his salary. The loss of a senior 
executive is even more costly. 

Employee retention is one of the primary   
measures of the health of any organization. 
If the company is losing critical staff 
members, one can bet that other people in 
their departments are looking as well. Exit 
interviews with departing employees provide 
valuable information one can make use to 
retain the remaining staff. One has to heed 
their results and then one would never have 
a more significant source of dated about the 
health of an organization. 

Following are the retention tips which 
prevent turnover of employees and enhance 
job satisfaction at work place. 

 A satisfied employee knows clearly 
what is expected from him every day at 
work. Changing expectations keep people on 
edge and create unhealthy stress. They rob the 
employee of internal security and make the 
employee feel unsuccessful. I'm not 
advocating unchanging jobs just the need for 
a specific framework within which people 
clearly knows what is expected from them. 
 The quality of the supervision an 
employee receives is critical to employee 
retention. People leave managers and 
supervisors more often than they leave 
companies or jobs. It is not enough that the 
supervisor is well-liked or a nice person, 
starting with clear expectations of the 
employee, the supervisor has a critical role to 
play in retention. Anything the supervisor does 
to make an employee feel unvalued will 
contribute to turnover. Frequent employee 

complaints centre on these areas such as lack 
of clarity about expectation, earning potential, 
feedback about performance, failure to hold 
schedule meetings and to provide framework 
within which the employee perceives he can 
succeed. 

                                                                                                     
 The ability of the employee to speak 
his or her mind freely within the 
organization is another key factor in 
employee retention.  Organization should 
solicit ideas and provide an environment in 
which people are comfortable providing 
feedback. If so, employees offer ideas, feel 
free to criticize and commit to continuous 
improvement. If not, they bite their tongues or 
find themselves constantly in trouble - until 
they leave. 
 Talent and skill utilization is 
another environmental factor key 
employees seek in a workplace. A motivated 
employee wants to contribute to work areas 
outside of his specific job description. A 
manager just needs to know their skills, talent 
and experience, and take the time to tap into 
it. As an example, in a small company, a 
manager pursued a new marketing plan and 
logo with the help of external consultants. An 
internal sales representative, with seven years 
of ad agency and logo development 
experience, repeatedly offered to help. His 
offer was ignored and he cited this as one 
reason why he quit his job. In fact, the 
recognition that the company didn't want to 
take advantage of his knowledge and 
capabilities helped precipitate his job search.  

CONCLUSION 
The Job satisfaction is the heart of the function 
because the emotional component refers to 
feelings regarding the jobs e.g.  feeling , that 
one's job is mentally demanding and 
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challenging roles. The most widely accepted 
explanation of job satisfaction is the work 
culture of an organization which must foster 
trust for successful two way communication. 
The ability of the employee to speak his or her 
mind freely within the organization is another 
key factor in employee retention. Talent and 
skill utilization is another environmental factor 
key employees seek in a workplace. 
Measurements of job facet satisfaction may be 
helpful in identifying which specific aspects of 
a job require improvements. Job satisfaction is 
one of the factors which have  a great impact 
on turnover among employees in an 
organization. The quality of the supervision, 
an employee receives, is critical to employee 
retention. Employee retention is critical to the 
long term health and success of the business. 
Managers readily agree that retaining the best 
employees ensures customer satisfaction, 
product sales, satisfied co-workers and 
reporting staff, effective succession planning. 
Following are the retention tips which prevent 
turnover of employees and enhance job 
satisfaction. Work place must identify the 
major aspects. The necessary parameters 
identified for job satisfaction  include  (1)  T & 
D about job and other related information (2) 
team meeting and monthly feedback (3 ) 
proper communications to the management (4) 
getting the knowledge from employees (5) 
team work  in the work place (6)  proper 
human resource development ( H.R.D.) 
activities like appraisal / leave   
management/employees statutory requirements 
(7) proper facilities and work environment 

(8) proper appreciations  
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