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Abstract: The idea of turnover intention has to become one of the most significant topics in almost every
multinational organizations and government sectors. This article information on an examination of the
variables with the intention of might be analytical of intentions to go away a work, also tests a reproduction to
include independent variables. A sum of 175 government permanent and contract employees, banks and others
completed questionnaires measuring assurance to the association for which they worked, job satisfy action, self-
esteem, trust, employee commitment in the job and their meaning to give up. Regression study was used to
analysis the relations hypothesized in the form. These actions might help out in maintaining also rising
profession agreement as well as assurance to the association.
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I.  Introduction

The turnover intention has more than a few stages: judgment regarding quitting, Intention to look for
one more occupation also plans to give up. “What determines member of staff turnover?” The respond to this
problem has enormous importance to the human being who may be view about quitting a work, and for the
administrator who is faced with lack of worker connection, the sky-scraping expenses occupied in the
orientation and guidance of fresh employees, and, not smallest amount, issues of managerial efficiency.
Whereas real quitting behavior is the most important hub of significance to employers and researchers, purpose
to quit is argued to be a physically powerful substitute indicator for such behavior. Turnover intention is a
mindful and conscious willfulness to go away institute (Tett and Meyer, 1993) .The self-improvement purpose
of uphill comparisons may thus strengthen an individual’s turnover intentions in an attempt to get better his or
her place in another institute. Certainly, folks who regularly make uphill comparisons, focusing on how others
are doing improved than oneself, have been establish to put on show more work explore behaviors than those
who normally make descending comparisons (Buunk et al., 2003). at the same time as an individual who
regularly makes uphill comparisons may have a high regard for a human being performing superior than oneself
(Buunk et al., 2003), this upward comparison can also persuade approach of greed and weakness (i.e. Diener
and Fujita, 1997; Thornton and Moore, 1993), growing his or her turnover intentions. Job contentment is
creating that has frequently be described, discussed and researched. There are a lot of theories relating to the
fundamental association between turnover intention, Job satisfaction and earnings. For instance, work
satisfaction be able to be seen as a consequence of a profession satisfaction sequence; it know how to be seen as
a reason of job satisfaction; or else it be able to be seen as element of an instruction scheme in which the
assessment of outcome leads to decisions regarding whether or not changes are to be completed (Thierry, 1997).
The association have to effort to expand as well as care for commitment, which requires a cooperative
connection flanked by owner plus worker.” therefore worker commitment be a measurement with the
intention of determines the relationship of a human being through the association commitment is nearly all
directly linked with the accessible structure of occupation attachment (Brown 1996) with stream
(Csikszentmihalyi, 1990). Structure upon the view that self-esteem is a many-sided and hierarchical occurrence
(e.g. Horberg and Chen, 2010; Korman, 1970), and a common faith (see Coopersmith, 1967; Kirkpatrick et al.,
2002) that self-esteem may expand about any figure of self-related domains (e.g. social-, physical- and spiritual-
self), Pierce et al. (1989, (p. 625) introduced create they termed organization-based self-esteem. They defined
association bases self esteem as “the level to which an individual believes him/herself to be competent,
important, and admirable as an organizational part”. Workers with high levels of organization self esteem have
come to a deep-seated. According Nyhan and Marlowe (1997), as well as Nyhan (2000), trust is the rank of self-
assurance that one person has in another’s competence and his or her enthusiasm to do something in a fair,
moral, and expected way.
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Il.  Review Of Literature

2.1: Turnover Intention

Turnover intention is clear as to go away a job on an unpaid foundation (Mobley, 1977). In a vast
description of assemble, it be able to be implicit as the intention to of your own accord alter businesses or to go
away the labor bazaar altogether. We integrated turnover intention rather than real turnover in our study for
quite a few reasons. Primary, we were interested in the present employees rather than those who had before now
left the organization. Next, real turnover is influenced by the financial atmosphere and by conditions on the
labor marketplace (Carsten and Spector, 1987;Dipboye et al., 1994). This means that the real turnover would not
give us an accurate approaching into the special effects of work contentment and organizational obligation. As a
result, we chose to occupy turnover intention, keeping in mind that study consequences propose that turnover
intention does eventually lead to actual turnover (Mobleyet al., 1978; Steel and Ovalle, 1984). Task
characteristics have been found to manipulate turnover intentions from first to last their interaction with job
satisfaction and managerial commitment (Badawy, 1973; Morrow, 1983). Turnover Intentions and Turnover
refers to the association of individuals from corner to corner the limits of a business (Price, 1977, p. 4). Member
of staff turnover has been separated into Organizational Commitment in Acquisitions unpaid and spontaneous
(e.g. Price, 1977, p. 9; Stovel & Bontis, 2002), or useful and dysfunctional (e.g. Dalton, Todor, & Krackhardt,
1982). Voluntary turnover refers to a worker departure an association of their possess free will, while
spontaneous turnover refers to layoffs or dismissals (Price, 1977; Stovel & Bontis, 2002). Dysfunctional
turnover refers to the voluntary turnover of first-class performers or key information employees, while efficient
turnover refers to member of staff turnover that is essentially helpful to an association, which is that of workers
who are unenthusiastically evaluated by an organization (Dalton et al., 1982).

2.2 Job Satisfaction

Job satisfaction is defined as one's wisdom of agreement not simply with the job but as well with the
superior organizational background within which occupation exists (Bussing et al., 1999; Stamps and
Piedmonte, 1986). Job satisfaction is additional hardly defined as ““an agreeable or optimistic touching state
resulting from the assessment of one's job or occupation experiences" (Locke, 1976, p. 1300). Even though job
satisfaction and occupation satisfaction may be strongly connected, they may not be the similar item. Job
satisfaction is typically defined as an agreeable emotion that arises from one’s place of work (Locke, 1976). Job
satisfaction has been shown to be connected to work performance, workplace turnover and life fulfillment (Tait
et al., 1989; Dickter et al., 1996; Judge et al., 2001). Anyhow, this is a matter that will carry on be debating in
the future, and not deciding at this time. It has been recommended that one’s temperament contributes to work
satisfaction in that folks are willing to be content or not satisfied with their jobs (Heller et al., 2002).

2.3 Employee Commitment

Job association is distinct because ‘the level to which the profession condition is middle to the human
being along with his or her character (Lawler & Hall, 1970). Kanungo (1982) maintained with the intention of
profession participation is a ‘Cognitive or faith situation of mental recognition. profession contribution is
consideration to depend on together require saliency plus the possible of a work to make happy these
wants. Therefore profession participation consequences shape a cognitive decision regarding the wants pleasing
abilities of the work. Jobs in this sight are joined to one’s character picture. Commitment differs from work in
because it is worried additional in the company of how the human being workers his/her identity
throughout the act of his / her work. Additionally commitment entails the vigorous make use of emotions.
Lastly commitment might be consideration of because an precursor to profession participation in with
the aim of persons who knowledge profound appointment in their roles be supposed to approach to recognize
through their jobs. It is able to come into view apparent that workers are committing to individuals jobs
everyplace they are happiest other than are that really right? What are the factors as well as fundamentals that
pressure how devoted and dedicated workers are to the place of work? Is contentment the merely way to decide
whether or not a worker is dedicated to the corporation or profession? In certainty, there are a number of factors
that manipulate how dedicated people are to a business or association. It has been established that the additional
independence and accountability with the purpose of a work has, the fewer tedious along with boring that
occupation also is and the more probable the employee is to like and sense content by the employment.

2.4: Self Esteem

The esteem requires is the need to have one’s sense of worth or self-esteem maintained and
improved. There are two types of self-worth requirements (Franks and Marolla, 1976). There are internal
directed desires which are based on the individual’s having possession of feelings of effectiveness and capability
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resulting from his/her possess perceptions of the belongings she has on the surroundings. There are also outer-
directed requirements which are based on the reflected appraisals from others in one’s community atmosphere in
the appearance of common endorsement, concentration, acknowledgment, esteem, status, and position. In
addition, sense of worth has been characterized while together a mannerism changeable (long-standing,
affectively loaded self-evaluation) as well as a condition changeable (temporary, situational, affectively weighed
down self-evaluation; notice Leary and Baumeister, 2000).

2.5 Trust

Trust and apparent responsibility symbolize relational fundamentals of common wealth (Tsai and
Ghoshal, 1998). Faith reflects a confidence with the aim of an occasion or achievement motivation or
motivation not happen; also such a confidence is anticipated to be joint in frequent relations (Lin, 2001a). While
belief is a quality of a connection linking replaces parties, dependability is a quality of person trade cohorts
(Barney and Hansen, 1994). Sky-scraping levels of belief associations are inclined to point to elevated common
resources (Cohen and Prusak, 2001). Practical individuals consider with the purpose of they can pressure others
to take on initiatives; also such conviction is connected to an estimation of interpersonal hope (Scheufele and
Shah, 2000). Specified to there is forever a sure level of indecision as well as helplessness occupied at what time
positive workers connect in self-starting, future-oriented actions to alter their job situations (Griffin et al., 2007),
their events have to be accompanied by a faith with the intention of the job situation is generous and by
optimistic prospect regarding further, individuals (Chiaburu and Baker, 2006). Additional, reciprocity norms
maintain interpersonal relations (Blau, 1964). Representative faith during carefree performance might punctual
the interacting associates to react amid truthful performance in come back. As a result, associations
characterized through give-and-take faith are expected to be educated in excess of moment. Certainly, Crant’s
(2000) planned with the intention of practical workers be inclined to assist generate a positive trustful job
surroundings.

I11.  Hypotheses and research Model
H1: Job satisfaction has a negative impact on turnover intention.
H2: Employee commitment has a negative impact on turnover intention.
H3: Self esteem has a negative impact on turnover intention.
H4: Trust has a negative impact on turnover intention.

IV.  Research Methodology
The current research is descriptive in its nature. Descriptive research can be explained as describing
something, some phenomenon or any particular situation. Descriptive research is those researches that describe
the existing situation instead of interpreting and making judgments (Creswell, 1994). The main objective of the
descriptive research is verification of the developed hypotheses that reflect the current situation. This type of
research provides information about the current circumstances and focus on past or present for example quality
of life in a community or client attitudes towards any advertising movement (Kumar, 2005).

4.1: Sample/Data

In order to collect the data for understanding the situation about Turnover Intentions, a sample of 150
respondents will ask to participate in a self-administrated questionnaire. The population for the current research
is Bahawalpur employee. The present reading utilizes a non possibility sample method so as to be expediency
example. Expediency sample is sample method with the intention of obtains as well as collects the related in
sequence from the illustration or the element of the reading that are expediently obtainable (Zikmund, 1997).
Expediency variety is usually used for collecting a big figure of absolute surveys quickly plus with economy
(Lym et al, 2010). For developing confidence in the survey results and making these results representative, it is
significantly important that a sufficient large number of participants are selected. For a good sample size, a 95%
confidence level is used that mean there is a chance of 5% that the result of the study can differ from the actual
results. The confidence level of 95% is a good confidence interval or margin of error (Niles, 2006). Researchers
commonly used 5% margin of error and the current study used the same criteria. The response rate for the
current study is proposed to 75% due to self-administered survey method. Based on above parameters the
sample size is calculated to 150 and it is round to 300 for the adjustment of any contingency. This proposed
sample size is quite good as compare to the several previous studies on the similar topic where the sample size is
less that 250 (Rehman et al., 2011: Celik, 2011; Kim and Jones, 2009; Mummalaneni and Meng, 2009; Seneler,
Basoglu and Saim, 2010; Huanf and Oppewal, 2006; Sorce, Perotti and Widrick, 2005). It has ensured that the
sample members posses two main qualification to participates in the self-administered survey. First, the sample
members should be job satisfaction and having enough knowledge about turnover intention. Second, they are
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not satisfied with their work regarding their experience; it definitely influences the turnover and behavior of the
respondent. We select these sample members from area of Bahawalpur City. Two main clusters will target to
collect the sample of date like university employees from different job scales, bank employees, and from various
different government employees and working professionals. The selection of different government employees
and working professionals are based on the previous results of the studies on turnover intention. In Mobley et
al.’s (1978) turnover model, disappointment produces a sequence of taking out cognitions in which workers look
at the expenditure and profit linked with departure their jobs.

4.2: Instrument and Measures

The survey instrument of the current study address two major purpose: First is to analyze the
relationship of different variables in the adoption of online shopping, second, to collect information about the
different characteristics of the respondents that can be used to understand the variations in different categories.
The survey instrument contains two sections. Section 1 includes different personal and demographic variables.
This section will obtain the respondent’s about gender, age, income, education, status, frequency of turnover
intention and other possible variable in the future. Section 2 includes the latent variables that are important in
the current study. These variables include job satisfaction, employee commitment, self esteem and trust towards
turnover intention. This section of the study is developed based on the past literature and already used
questionnaires (Table 1).The scales of the study were adopted from the previous literature and published studies.
The first three variables of the study was job satisfaction, employee commitment, self esteem and trust. The
dependent variable turnover intention has three items and these scales were taken from Rosin and Korabit
(1991). Bodla & Hameed (2008) recommended with the intention of the employees’ turnover will have
considerable charge or danger of behind common resources. The study additional examines the measurement on
the employees’ turnover intent, which is a convenient as well as out of control power. The after that self-
governing changeable is worker obligation has three objects were in use from Cohen and Cohen (1983). The
self-worth has four items and was taken from Lucy Firth et al (2004). The last independent variable is trust; it
has two items and was taken from (Tsai and Ghoshal’s, 1998). A study from Bahawalpur City conducted to
incorporate the turnover intention.
Followings are the tables of scales which were used in the study.

TURNOVER INTENTION

NO:1 Items
Variable
Turnover 1. I am setting up to go away my work inside the subsequently six or five months.
intention 2. | contain opinion concerning departure this association and on this occasion.
3. 1 would give up my work if it were possible.

JOB SATISFACTION

NO.2 Items
Variable
Job 1: My job provides me a general intelligence of accomplishment.
satisfaction 2. I am in fact doing incredible sensible in my career.
3. My job is pleasurable.

EMPLOYEE COMMITMENT

NO.3 Items
Variable
Employee 1. I am happy with my work.
commitment 2. | enjoy working in this organization.
3. I recommended this organization to others as a good place to work.
4. In General, | like my job.

SELF ESTEEM

NO.4 Items
Variable
Self esteem 1. I can do just about anything at my job.

2. | can do to alter a lot of effects at my occupation.
3. On the whole, | am pleased with in my opinion.
4. | am able to do belongings as well as most people.
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TRUST
NO.5 Variable Items
Trust 1. I think I know how to rely on my coworkers with no any alarm with the
aim of they will get benefit of me still if the chance arises.
2. In General, my equals at all times remain the promises they create to me.

4.3: Procedure

The questionnaire was distributed among 150 respondents in Bahawalpur. These respondents are
selected based on the criteria above mentioned. The Sample consists of 104 males, and 46 females. Before,
distributing the questionnaire, the purpose of study and questions were explained to the respondents so they can
easily fill the questionnaire with relevant responses. A total of 180 questionnaires were selected and rest of the
questionnaires was not included in the further analysis due to incomplete or invalid responses. After collecting
the completed questionnaires, these questionnaires were implied as well as entered into SPSS sheet for
additional regression analyses.

4.4: Reliability Analysis

Overall Cranach’s alpha of turnover intentions questionnaire items were 0.799 that is more than
acceptable and recommended value 0.50 By Nunnally (1970) and 0.60 by Moss et al. (1998). This shows that all
the 23 items were reliable and valid to measure the opinions of Employees towards.

Table 2: Reliability of Measurements Instrument

Scales Items Cronbach Alpha
Turnover intentions 3 0.799
Satisfaction with Job 3 0.669

Employee Commitment 4 0.668
Self Esteem 4 0.521
Trust 2 0.537

V.  Hypotheses Testing
5.1: Profile of the Respondents
Table 3, shows the majority of the respondents are male (69.3%) and females are (30.7%). Most of the
respondents are fall within the age group of 25-32 years (50.0%) and 32-41 years (37.3%). The majority of them
hold a master’s degree (48.0%) and most of the respondents are holding Bachelor’s (34.7%). Singles are 27.0%
while the rest are married. The income respondents between 25000-50000 (52.0%) higher than the others and
second higher income is between 0-25000 which is 24.0%.

Category Frequency Percentage %
Gender Male 104 69.3
Female 46 30.7
Age 18-25 years 8 5.3
25-32 years 75 50
33-41 years 56 37.3
Above 41 years 11 7.3
Income Below 25000 37 24.7
25000-50000 78 52.0
50000-75000 34 22.7
75000-Above 1 0.7
Education Metric 2 1.3
Intermediate 24 16.0
Bachelors 52 34.0
Masters 72 48.0
Status Employees (contract and permanent) 128 85.3
Business Man 9 6.0
Land lord 3 2.0
Others 10 6.7
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Hypothesis Testing
5.3: Job Satisfaction

According to the study independent variable job satisfaction has a significant negative impact on
dependent variable turnover intention. Especially the job satisfaction has significant negative impact with (f= -
0.339) and (P=0.001) that mean the job satisfaction contribute more than 33% to turnover intention.

5.4: Employee Commitment Has

According to the study independent variable employee commitment has a significant negative impact
on dependent variable turnover intention. Especially the job satisfaction has significant negative impact with (p=
-0.110) and (P= 0.016) that mean the employee commitment contribute more than 11% to turnover intention.

5.5: Self Esteem

According to the study independent variable self esteem has a significant negative impact on dependent
variable turnover intention. Especially the job satisfaction has significant negative impact with (f= -0.175) and
(P=0.021) that mean the self esteem contribute more than 17% to turnover intention.

5.5: Trust

According to the study independent variable trust has a significant negative impact on dependent
variable turnover intention. Especially the job satisfaction has significant negative impact with (f= -0.109) and
(P=0.006) that mean the trust contribute more than 10% to turnover intention.

TABLE 4. REGRESSION RESULTS

Hypothe Model variable Estimate SE CR P Results
sis
H1: Turnover intention <—job satisfaction -0.339 0.119 -3.404 0.001 Supported
H2: Turnover intention«— employee commitment -0.110 0.133 -3.106 0.016 Supported
H3 Turnover intention«— self esteem -0.175 0.156 -2.891 0.021 Supported
H4: Turnover intention«— trust -0.109 0.109 -2.116 0.006 Supported

Structural Model

lob
Specifications

Employee
Commitment

Self Esteem

Turnover Intentions

B=-0.017> P=0.021
H3

Trust

H4

The prime objective of study has been to study the employee turnover in context of a developing country in
contrast to the vast research that was conducted in developing countries (Park and Jun 2003).The current study
formulated that job satisfaction has a powerful relation with turnover intention. The results obtain from the
analysis permitted us to verify the established hypotheses and to understand the relationship between different
variables. The maintenance of brilliant and knowledgeable workers is single of the main challenges in front of
organizations in the Bahawalpur region these days. The challenge is obsessed in division by the globalization of
the work markets. Demographic changes are one more issue, because the aging of the labor force is decrease the
provider of qualified aptitude in the majority residential countries. The primarily objective of this study was to
determine the relationship between job satisfaction and intention to leave among working adults employees in
Bahawalpur. The second objective was to work participation and work effort on intention to leave of these same
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adults employees. The correlation analysis results from this study confirmed the link with lower intention to
leave the organization. The results suggest that among the four components of the independent variables such as
job satisfaction, employee commitment, self esteem and trust to the organization is the most important of
intention to depart. Workers are fewer expected to go away when they are expressively emotionally involved to
and recognize with their association. This is constant with the result of Iverson and Buttigieg (1999) whereby in
their question paper of the multi-dimensionality of managerial helpfulness, i.e., workers are less expected to
depart, or be not present from job and are extra compliant of alter. The independent variable employee
commitment has a significant impact on turnover intention and has the reliability is 0.668. In beginning
company spirit, employee commitment requires significant “the reason of our job; it means recognizing the
purpose our association fulfills that goes outside the foundation line; and it means articulating to others how
their (workers”) labors add to a better reason.” The present reading of the self-governing changeable faith has an
important contact on return objective. In addition to the dependability of the trust is 0.537. An expectation
connection implies one’s hope in a colleague as well as the partner’s duty. This reading has provided superior
considerate on the connection between experienced variables with turnover intention. Answers of the lessons
would help out practitioners, managers as well as strategy makers of organizations to put together suitable
strategies chiefly in the areas recognized to be having an attempt on turnover intention.
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