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ABSTRACT

Data were collected from 134 employees from Big Bazaar, Delhi by using a Likert scale questionnaire. Questionnaires 

were distributed among the employees and were requested to fill within 3 days. The data was analyzed using SPSS. The 

chosen research design to analyze the antecedents of employee turnover intentions is explanatory. This research design 

is chosen for many reasons. Firstly, explanatory research focuses on the factors (independent variable) that have an 

impact on employee turnover intentions (dependent variable). Secondly, exploratory research emphasize on empirical 

study as this study is about empirical evidence of connecting the variables through statistical analyses. 

The focus of the researcher in this study is to understand the psychological factors that lead to quitting decision, a 

research gap in India. Using insights from the recent empirical data and relevant literature, this paper identifies and 

analyzes the various antecedents of Employee Turnover Intentions in “Big Bazaar”. The main purpose of this study is to 

determine the key factors that leads to the intention to leave the organization. This conceptual paper also suggests 

various possible strategies on how to minimize the turnover and retain employees in the organizations. Hence, the paper 

has proposed a conceptual framework that shows the major variables in explaining the phenomenon of employee 

turnover.
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INTRODUCTION

Human resource is the most important asset for a 

company to be competitive. However, if a significant 

number of employees leave their jobs, then it will 

influence the morale of the companies, called the 

Snowball Effect (a man’s leaving induces his colleagues 

to leave one by one). This has a great effect upon a 

company’s operation. The loss of good employees can 

diminish a company’s competitive advantage and lead to 

a reduction in output and quality. The intention to quit is 

probably the most important and immediate antecedent 

of turnover decisions. To minimize the number of 

intentions to leave among the employee, the organization 

must know the main reason for the employee’s intent to 

leave. However, job satisfaction can consider as one of 

the main important factors that determine absenteeism 

and turnover intention.

In enriching that view, stated that the beginning stage in 

the process of turnover is job satisfaction. However, job 

satisfaction has been widely discussed by the various 

LITERATURE REVIEW

To avoid a huge loss and wide influence, a company has 

no alternative but to reduce its employee turnover rate 

and to find out the true causes for employees’ turnover. As 

a result, to assist an organization in building an early 

warning system of predicting their employees’ leaving, 

the investigator attempted to find out the factors that lead 

to employee turnover. 

expert as well as context but even though, it still plays an 

important role because it is defined as the attitude of a 

person towards his or her job.

Abdul Rahim Mohammad Issa et al., (2013) in their study 

showed that there is a significant low negative 

relationship between pay, supervision, and promotion 

satisfaction and turnover intentions and the significant 

very low relationship between coworkers and 

satisfaction with the work itself and turnover intentions. 

It was also found that pay satisfaction was the dominant 

dimension.

Mohammed J Almalki et al., (2012) in their study 

revealed significant associations between turnover 

intention and demographic variables of gender, age, 

marital status, dependent children, education level, 

nursing tenure, organizational tenure, positional tenure, 

and payment per month. The PHC nurses in this study 

also indicated low satisfaction with their QWL and a high 

turnover intention. There is a significant association 

between QWL and turnover intention of PHC nurses. 

Sustaining a healthy work-life for PHC nurses is crucial 

to improve their QWL, increase retention, enhance 

performance and productivity and promote safe nursing 

care. R, Indumathy et. al., (2012) found QWL affects 

employees’ timings, their output, and available learners. 

A happy healthy employee will give better turnover, 

make good decisions, and personality contribute to the 

organization’s goal. QWL will not only attract young and 

new talents but also retain the existing experienced 

learners. Pavithra, S., et al., (2012) found what QWL 

means to lawyers and how it affects the profession as a 

whole. Thus, it was concluded that once the lawyers 

attain a good work-life balance it will improve the quality 

of work life. It was also founded that if the quality of 

work-life is good it will help in reducing the attrition and 

absenteeism rate of lawyers. Khosla, Bhawna., et al., 

(2012) have attempted to establish a relationship between 

QWL, employee performance and career growth 

opportunities. They have concluded that high quality of 

work life is essential for organizations to continue to 

attract and retain employees. There is also a relationship 

that exists between QWL, employee performance and 

career growth aspects. Ahmad, Bashir et al., (2012) 

concluded that job satisfaction is significantly and 

negatively correlated with turnover intention. Also, job 

stress has significant negative relationship to turnover 

intention. It has been evidenced that employees 

experienced more job stress has more intention to quit.

Barzeger, Mehdi, et al., (2012) studied the relationship 

between Leadership behavior, QWL and Human 

Resources productivity in hospitals in Iran. The purpose 

of the study was to gain insight on how QWL, Leadership 

Behavior and Human Resources productivity would be 

inter-related in the high- performance hospitals in 

developing countries. The finding of the study 

demonstrated a strong correlation between Leadership 

behavior and QWL. The employee’s perception of 

Khadija Al Arkoubi, et al., (2011) explored some 

determinants of turnover intention. They proposed a 

model hypothesizing the existence of relationships 

between fairness and recognition and job satisfaction. 

The latter along with commitment are perceived in this 

model as negatively related to the intent to quit. Not only 

these two factors lead to turnover intentions however 

there are many other factors that can lead to turnover 

intentions. Melanie Lovie- Tremblay et al., (2011) in their 

study found that there were no differences in Generation 

Y and X nurses with respect to their perceptions of 

nursing work environment and their intention to leave 

their position or the profession. There is inverse 

relationship between age and turnover intentions. This 

finding attributed to the fact that older nurses had 

increased job satisfaction and organizational 

commitment as compared with their younger peers. Apart 

from age differences the actual work environment also 

has an effect on the turnover intentions of the nurses. 

Sabarirajan, A., et al., (2011) investigated the extent to 

which QWL among the employees of public and private 

banks inferences the performance of banks. It was found 

that organization excellence has higher impact on the 

level of QWL in an organization. The antecedents of 

QWL like job stability, climate, performance and 

development, promotion, welfare measures and various 

other factors directly affects the organizational 

Leadership behavior is positively correlated with their 

perception of QWL. Also, the QWL level and Leadership 

behavior is positively correlated with Human Resources 

productivity. Aghaei, Najaf., et al., (2012) concluded in 

their study that there is a negative and significant relation 

between distributed justice and intention to leave. Also, it 

was found in this research that there is no significant 

relationship between approach justice and intention to 

leave. In addition to the results of the research, it was also 

shown that a negative and significant relation exists 

between interaction justice with intention to leave. 

Muzumdar, Prathamesh (2012) found in the study that the 

influence of interactional justice combining the effects of 

both interpersonal and informational justice is found to 

more on an employee’s intention of turnover compared to 

other forms of justice. Also, it was concluded that the 

procedural fairness has more importance when compared 

to outcome fairness with respect to turnover intentions.
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Randhawa, Gurpreet (2007) concluded that there are 

significant correlations between turnover intention and 

demographic variables such as age, qualification, 

designation and it was found that age, designation and 

experience are negatively and significantly correlated 

with turnover intentions. This shows that the intentions of 

an individual to leave the organization are greatly 

influenced by age, designation and experience of the 

individual. The negative correlations reveal that with 

increases in age, experiences and status in the 

organization the intentions to quit decreases 

significantly.

excellence. The performance of organization can be 

improved only when the human resources are satisfied 

with the higher quality of working life.

Aslam, Rabia et al., (2006) concluded that organizational 

justice has positive impact on job satisfaction. It means 

that if employees find their organization just and fair in 

Galetta, Maura (2011) found that having the opportunity 

of responsibility and freedom to develop own work 

activities, can encourage the sense of identification and 

attachment to work environment that in turn can reduce 

the turnover intention. The research also showed the 

importance of intrinsic motivation to promote affective 

commitment. Also, that the affective commitment 

completely mediates the relationship between intrinsic 

motivation and turnover intention. This means that 

employees intrinsically motivated towards their own 

work, develop a sense of identification and attachment to 

their organization that in turn is negatively related to 

turnover intention. Perez, Mylene (2008) in the study on 

‘Turnover Intent’ revealed that age has a negative 

relationship to turnover intent, indicating that the older an 

employee gets the less he intends to leave. Tenure also 

showed to be significantly correlated with the dependent 

variable. The longer an individual is employed, the less 

the individual will have intentions to leave. Apart from 

the other variables, job satisfaction has also shown to 

have the highest impact on turnover intention.

distribution, processes and interactional system, 

employees feel more satisfied in terms of their pay, future 

progress opportunities, work schedule, co-workers and 

supervisors. Also, it has been proved from the results that 

employees are more satisfied when they perceive their 

outcomes and rewards to be fair as compared to those 

employees who considered their rewards and outcomes 

as unfair. Thus, satisfied and committed employees show 

lesser turnover intentions.

DATA  COLLECTION

In this section all the data collected are mentioned 

including all the demographics factors and techniques 

used in this research. After obtaining the data we put that 

data in SPSS software and different tests which include 

KMO and Bartlett's Test were analyzed and conclusions 

were given.

OBJECTIVES & SCOPE OF THE STUDY

To identify and analyze the antecedents of Employee 

Turnover Intentions in “Big Bazaar”

DATA  ANALYSIS   AND  DISCUSSION

Data for this research was collected in two phases. Firstly, 

data was collected for the literature review. For this 

purpose, all the secondary sources like several journals, 

books, Internet, magazines, articles etc. were consulted. 

Previous researches of many researchers regarding 

employee turnover were studied. Then the questionnaire 

was prepared to collect the data from the sample. The 

primary data was gathered from the sample personally. 

The permission from the organization was sought. 

Questionnaires were distributed among the employees 

and were requested to fill it within 3 days. Participants 

were free to inquire anything regarding the material on 

questionnaire or the research. This helped to trim down 

their doubts. Questionnaire consists of self-structured 

Likert five-point scale ranging from strongly disagree to 

strongly agree. The scale has been developed with the 

help of extensive literature review. SPSS was used to 

analyse the data.

Table 1: Demographic Profile of Respondents

 

In figures

 

In Percentage

 

(%)

 

Gender 
58

 

43.3

 

76

 

56.7

 

Age

 
109

 

81

 

20

 

15

 
4

 

3

 
1

 

1

 

Marital Status

 
23

 

17.2

 109

 

81.3

 2

 

1.5

 

Educational 

qualification

 
90

 

67.2

 43

 

32.1

 1

 

0.7

 

With present 
organization since

 
74

 
55.2

 

36
 

26.9
 

16 11.9
 

8 6 

  

 
Male

Female

18-25

26-35

36-45

45 and above

Single

Married

Divorced

Graduated

Post Graduated

Ph.D.

Less than a year

1-2 year (s)

3-5 year (s)

5 & above

The Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy is a statistic that indicates the proportion of 

variance in variables that might be caused by underlying 

factors. High values (Close to 1.0) generally indicate that 

KMO and Bartlett's Test a factor analysis may be useful with the data. If the value 

is less than 0.50, the results of the factor analysis 

probably won't be very useful. KMO values between 0.50 

and 1 indicate the sampling is adequate.

Table 2: KMO and Bartlett's Test

 

 

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy

Bartlett's Test of Sphericity

Approx. Chi-Square

Df

Sig.

.859

1431.123

253

.000
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KMO test says that the value near to 1 and above 0.5 is 

reliable for the test and we can proceed further for the 

process. In this research, the value is 0.859 which is 

reliable for further study by Bartlett's test of sphericity 

The KMO statistic of 0.859 which is above 0.50 and 

below 1. Hence, Factor Analysis is considered as an 

appropriate technique for further analysis of the data.

Communalities

Initial communalities are for correlation analysis, the 

proportion of variance accounted for in each variable by 

the rest of the variables.

Table 3: Communalities  

Communalities 

 Initial Extraction 

S1 1.000 .616 

S2 1.000 .484 

S3 1.000 .666 

S4 1.000 .532 

S5 1.000 .604 

S6 1.000 .673 

S7 1.000 .625 

S8 1.000 .597 

S9 1.000 .702 

S10 1.000 .612 

S11 1.000 .638 

S12 1.000 .748 

S13 1.000 .508 

S14 1.000 .668 

S15 1.000 .679 

S16 1.000 .571 

S17 1.000 .718 

S18 1.000 .625 

S19 1.000 .707 

S20 1.000 .677 

S21 1.000 .494 

S22 1.000 .594 

S23 1.000 .527 

Extraction Method: Principal Component Analysis  

Communalities indicate the amount of variance in each 

variable that is accounted for. Initial communalities are 

estimates of the variance in each variable accounted for 

all variables or factors. For principle component 

extraction, this is always equal to 1.000 for correlation 

analysis. In table communalities are all high. The 

communalities for this solution are acceptable because 

the value of this test is 1.000.

The variance explained by the initial solution, extracted 

components, and rotated components is displayed. This 

Total  Variance  Explained

first section of the table shows the Initial Eigenvalues.

The Total column gives the eigenvalue, or amount of 

variance in the original variables accounted for by each 

component. The % of Variance column gives the ratio, 

expressed as a percentage, of the variance accounted for 

by each component to the total variance in all of the 

variables. The Cumulative % column gives the 

percentage of variance accounted for by the first n 

components. For example, the cumulative percentage for 

the second component is the sum of the percentage of 

variance for the first and second components.

Table 4:Total Variance Explained
 

Component
 

Initial
 

Eigenvalues
 

Extraction Sums of Squared Loadings
 

Total
 

% of 

Variance
 

Cumulative %
 

Total
 

% of 

Variance
 

Cumulative
 

%
 

1
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35.506
 

8.166
 

35.506
 

35.506
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1.748
 

7.600
 

43.105
 

3
 

1.693
 

7.363
 

50.468
 

1.693
 

7.363
 

50.468
 

4
 

1.472
 

6.402
 

56.869
 

1.472
 

6.402
 

56.869
 

5
 

1.185
 

5.153
 

62.022
 

1.185
 

5.153
 

62.022
 

6
 

.945
 

4.109
 

66.132
 

   

7
 

.865
 

3.759
 

69.890
 

   

8 .803 3.490 73.381 
   

9 .726 3.157 76.538 
   

10 .656 2.851 79.389 
   

11 .603 2.622 82.011 
   

12 .545 2.370 84.381 
   

13 .525 2.285 86.666 
   

14 .446 1.941 88.607 
   

15 .422 1.833 90.440 
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variable that is accounted for. Initial communalities are 

estimates of the variance in each variable accounted for 

all variables or factors. For principle component 

extraction, this is always equal to 1.000 for correlation 

analysis. In table communalities are all high. The 

communalities for this solution are acceptable because 

the value of this test is 1.000.

The variance explained by the initial solution, extracted 

components, and rotated components is displayed. This 

Total  Variance  Explained

first section of the table shows the Initial Eigenvalues.

The Total column gives the eigenvalue, or amount of 

variance in the original variables accounted for by each 

component. The % of Variance column gives the ratio, 

expressed as a percentage, of the variance accounted for 

by each component to the total variance in all of the 

variables. The Cumulative % column gives the 

percentage of variance accounted for by the first n 

components. For example, the cumulative percentage for 

the second component is the sum of the percentage of 

variance for the first and second components.

Table 4:Total Variance Explained
 

Component
 

Initial
 

Eigenvalues
 

Extraction Sums of Squared Loadings
 

Total
 

% of 

Variance
 

Cumulative %
 

Total
 

% of 

Variance
 

Cumulative
 

%
 

1
 

8.166
 

35.506
 

35.506
 

8.166
 

35.506
 

35.506
 

2
 

1.748
 

7.600
 

43.105
 

1.748
 

7.600
 

43.105
 

3
 

1.693
 

7.363
 

50.468
 

1.693
 

7.363
 

50.468
 

4
 

1.472
 

6.402
 

56.869
 

1.472
 

6.402
 

56.869
 

5
 

1.185
 

5.153
 

62.022
 

1.185
 

5.153
 

62.022
 

6
 

.945
 

4.109
 

66.132
 

   

7
 

.865
 

3.759
 

69.890
 

   

8 .803 3.490 73.381 
   

9 .726 3.157 76.538 
   

10 .656 2.851 79.389 
   

11 .603 2.622 82.011 
   

12 .545 2.370 84.381 
   

13 .525 2.285 86.666 
   

14 .446 1.941 88.607 
   

15 .422 1.833 90.440 
   



This table summarizes the total variance explained by FA 

solution and gives an indication about the number of 

useful factors. The first part titled Initial Eigen values 

gives the variance explained by all the possible factors 

the first column gives the Eigen values for all the possible 

factors in decreasing order. The total variance explained 

is equal to the total number of possible factors i.e., 24 in 

Rotated Component Matrix

The idea of rotation is to reduce the number factors on 

which the variables under investigation have high 

loadings. Rotation does not actually change anything but 

makes the interpretation of the analysis easier.

this case given the eigenvalues, the output helps us to 

identify 5 factors which explain 62.022 % of variance.

Table 5: Rotated Component Matrix

 Rotated Component Matrix
a

 

 

Component

 
1

 

2

 

3

 

4

 

5

 
S1

     

.750

 
S2

      
S3

     

.773

 
S4

      
S5

    

.531

  
S6

    

.591

  
S7

    

.671

  
S8

    

.661

  
S9

   

.536

 

.588

  
S10

   

.631

   

S11

   

.737

   

S12

   

.806

   

S13

      

S14

  

.581

    

S15

  

.823

    

S16

      

S17

  

.664

    

S18

  

.698

    

S19

 

.682

     

S20

 

.755

     

S21

 

.622

     

S22

 

.565

     

S23

 

.614

     

Extraction Method: Principal Component Analysis. 

 

Rotation Method: Varimax with Kaiser Normalization. a

 
    

a. Rotation converged in 20 iterations.

 

To identify the variables, included in each factor, the 

variable with the value maximum in each row is selected 

to be part of the respective factor. The values have been 

highlighted with the circle in each of the rows to group the 

23 variables into 5 factors.

Interpretation: In the output we will get Factor Loadings 

for each variable in the extracted 5 factors. For a good 

factor solution, a variable should load high on a given 

factor. The factor loading of values greater than 0.4 is 

Each of the variables is highly loaded in one factor and 

less loaded towards the other factors.

Rotation Method: Varimax with Kaiser Normalization. A 

Rotation converged in 8 iterations.

taken as a good factor loading. Given the factor loadings, 

the output helps us to identify the variables which fall 

under a given factor. 

Extraction Method: Principal Component Analysis.

Each of the variables is highly loaded in one factor and 

less loaded towards the other factors. To identify the 

variables, included in each factor, the variable with the 

value maximum in each row is selected to be part of the 

respective factor.

Table 6: Constituents of  Job stress

Variables  Statements Loading 

S19 I would like to resign myself from the current job.  
.682 

S20 I will probably resign myself from the current job in a year.  .755 

S21 I like to work for some other company but in the same 
sector that I am currently working. 

.622 

S22 I like to switch to other business or sector.  .565 

S23 I have actually looked for other jobs after I entered the 
current company. 

.614 

(1)  Constituents of Job stress

Table 7: Constituents of Working Environment

Table 8: Constituents of Work Overload

(2)  Constituents of Working Environment

(3)  Constituents of Work Overload 

Variables  Statements Loading 

S14 I experience excessive work pressure. .581 

S15 I work for long hours, on overtime and even on holidays.  .823 

S17 I spend so long at work that my outside relationships are  

Suffering. 

.664 

S18 I'm so busy I find it increasingly difficult to concentrate on 

the job in front of me. 

.698 

Variables  Statements Loading 

S9 I am unable to receive support from my boss, colleagues 
and juniors. 

.536 

S10 My relationship with colleagues and peers is not smooth 
and cordial. 

.631 

S11 Working environment of team are not good for career  
growth. 

.737 

S12 I am not allowed to do the job by my own. .806 
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taken as a good factor loading. Given the factor loadings, 
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under a given factor. 

Extraction Method: Principal Component Analysis.

Each of the variables is highly loaded in one factor and 

less loaded towards the other factors. To identify the 

variables, included in each factor, the variable with the 

value maximum in each row is selected to be part of the 

respective factor.
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S20 I will probably resign myself from the current job in a year.  .755 

S21 I like to work for some other company but in the same 
sector that I am currently working. 

.622 

S22 I like to switch to other business or sector.  .565 

S23 I have actually looked for other jobs after I entered the 
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.614 

(1)  Constituents of Job stress

Table 7: Constituents of Working Environment

Table 8: Constituents of Work Overload

(2)  Constituents of Working Environment

(3)  Constituents of Work Overload 

Variables  Statements Loading 

S14 I experience excessive work pressure. .581 

S15 I work for long hours, on overtime and even on holidays.  .823 

S17 I spend so long at work that my outside relationships are  

Suffering. 

.664 

S18 I'm so busy I find it increasingly difficult to concentrate on 

the job in front of me. 

.698 

Variables  Statements Loading 

S9 I am unable to receive support from my boss, colleagues 
and juniors. 

.536 

S10 My relationship with colleagues and peers is not smooth 
and cordial. 

.631 

S11 Working environment of team are not good for career  
growth. 

.737 

S12 I am not allowed to do the job by my own. .806 



Table 9: Constituents of Relations with supervisor / manager

(4)  Constituents of Relations with supervisor/manager

Variables  Statements Loading 

S5 I feel weak and dispirited at work. .531 

S6 I feel depressed and unhappy at work. .591 

S7 I feel uncomfortable to work with latest technologies in the 
organization. 

.671 

S8 I feel insecure in the working environment. .661 

S9 I am unable to receive support from my boss, colleagues 
and juniors. 

.588 

Table 10: Constituents of Job Satisfaction

(5)  Constituents of Job Satisfaction 

Variables  Statements Loading 

S1 I often feel stress at work.           .750 

S3 The job difficulty usually brings me sleeplessness.            .773 

Table 11: Reliability Co-efficiants

 Cronbach's Alpha No of Items 

Output of Factor 1: Job 
Stress 

.772 5 

Output of Factor 2: 
Working Environment  

.779 4 

Output of Factor 3: 
Work Overload 

.791 3 

Output of Factor 4: 
Relations with supervisor 
/ manager 

.815 5 

Output of Factor 5: Job 
Satisfaction 

.611 2 

The Factor analysis has helped to identify these factors as Follows:

Table 12: List of Factors

First Factor Job Stress 

Second Factor Working Environment  

Third Factor Work Overload  

Fourth Factor Relations with supervisor / manager 

Fifth Factor Job Satisfaction 

There are many limitations of this study which includes; 

firstly, the time constraint, which is a serious limitation 

for gathering result. Secondly, the study is confined to 

only Big Bazaar, Delhi and the sample size was only 134. 

So, due to small sample size statistical tests would not be 

able to identify significant relationships within data set. 

Thirdly, the results drawn may not be accurate as the 

respondents could interpret the questions incorrectly due 

to busy schedule.  Also, some of the respondents did not 

like to share their views.

This research has analyzed and identified the factors of 

employees' turnover intention in Big Bazaar, Delhi. The 

results from this research help the human resource 

department in construction companies to focus on those 

relevant and useful factors to reduce the employee's 

turnover rate in the construction companies.

CONCLUSION

From the employees’ perspective it can be concluded that 

employee turnover is not a natural phenomenon. There 

are reasons which lead to increase in attrition. It is 

observed that both the external and internal factors are 

responsible for employee turnover. Among the external 

factors, opportunity for growth and promotion outside, 

location and work life space are responsible. And among 

the internal factors, compensation, work timing / shifts, 

working conditions, relations with supervisor / manager, 

opportunity to use skills, work load are important 

respectively. The cases of dissatisfaction arises when 

Employees are performing repetitive jobs, Work pressure 

is high, and working hours are extended.

 LIMITATIONS AND FUTURE IMPLICATIONS

The Factor analysis has helped to identify 5 factors (Job 

stress, working environment, work overload, relations 

with supervisor / manager and job satisfaction) that lead 

to employees’ turnover intention. 

2. Chye Koh, H. and Boo, E.H.Y. (2004), 

"Organisational ethics and employee satisfaction 

and commitment", Management Decision, Vol. 42 

N o .  5 ,  p p .  6 7 7 - 6 9 3 .  

https://doi.org/10.1108/00251740410538514

3. Hom, P. W., & Griffeth, R. W. (1991). Structural 

equations modeling test of a turnover theory: Cross-

sectional and longitudinal analyses. Journal of 

App l i ed  Psycho logy,  76 (3 ) ,  350–366 .  

https://doi.org/10.1037/0021-9010.76.3.350

4. Krackhardt, D., & Porter, L. W. (1986). The 

snowball effect: Turnover embedded in 

communication networks. Journal of Applied 

P s y c h o l o g y ,  7 1 ( 1 ) ,  5 0 – 5 5 .  

https:/ /psycnet.apa.org/doi/10.1037/0021-

9010.71.1.50 

6. Shodhganga. (2008). Literature Review. Retrieved 

F e b r u a r y  2 ,  2 0 2 0 .  

https://shodhganga.inflibnet.ac.in/

7. Text Book, T.N, C. (2004). Human Resource 

Management. Delhi: Dhanpat Rai & amp; Co.(P) 

ltd, Aswathappa, K. (2005): Human Resource and 

Personnel Management Text and Cases. 4th ed. p 

467 

1.  Big Bazaar. (2001). Home. Retrieved April 27, 

2020. from https://www.bigbazaar.com/

REFERENCES

5. Research Gate. (2008, May 1). Employee 

Turnover. Retrieved March 25, 2 0 2 0 .  

https://www.researchgate.net/   



Table 9: Constituents of Relations with supervisor / manager

(4)  Constituents of Relations with supervisor/manager

Variables  Statements Loading 

S5 I feel weak and dispirited at work. .531 

S6 I feel depressed and unhappy at work. .591 

S7 I feel uncomfortable to work with latest technologies in the 
organization. 

.671 

S8 I feel insecure in the working environment. .661 

S9 I am unable to receive support from my boss, colleagues 
and juniors. 

.588 

Table 10: Constituents of Job Satisfaction

(5)  Constituents of Job Satisfaction 

Variables  Statements Loading 

S1 I often feel stress at work.           .750 

S3 The job difficulty usually brings me sleeplessness.            .773 

Table 11: Reliability Co-efficiants

 Cronbach's Alpha No of Items 

Output of Factor 1: Job 
Stress 

.772 5 

Output of Factor 2: 
Working Environment  

.779 4 

Output of Factor 3: 
Work Overload 

.791 3 

Output of Factor 4: 
Relations with supervisor 
/ manager 

.815 5 

Output of Factor 5: Job 
Satisfaction 

.611 2 

The Factor analysis has helped to identify these factors as Follows:

Table 12: List of Factors

First Factor Job Stress 

Second Factor Working Environment  

Third Factor Work Overload  

Fourth Factor Relations with supervisor / manager 

Fifth Factor Job Satisfaction 

There are many limitations of this study which includes; 

firstly, the time constraint, which is a serious limitation 

for gathering result. Secondly, the study is confined to 

only Big Bazaar, Delhi and the sample size was only 134. 

So, due to small sample size statistical tests would not be 

able to identify significant relationships within data set. 

Thirdly, the results drawn may not be accurate as the 

respondents could interpret the questions incorrectly due 

to busy schedule.  Also, some of the respondents did not 

like to share their views.

This research has analyzed and identified the factors of 

employees' turnover intention in Big Bazaar, Delhi. The 

results from this research help the human resource 

department in construction companies to focus on those 

relevant and useful factors to reduce the employee's 

turnover rate in the construction companies.

CONCLUSION

From the employees’ perspective it can be concluded that 

employee turnover is not a natural phenomenon. There 

are reasons which lead to increase in attrition. It is 

observed that both the external and internal factors are 

responsible for employee turnover. Among the external 

factors, opportunity for growth and promotion outside, 

location and work life space are responsible. And among 

the internal factors, compensation, work timing / shifts, 

working conditions, relations with supervisor / manager, 

opportunity to use skills, work load are important 

respectively. The cases of dissatisfaction arises when 

Employees are performing repetitive jobs, Work pressure 

is high, and working hours are extended.

 LIMITATIONS AND FUTURE IMPLICATIONS

The Factor analysis has helped to identify 5 factors (Job 

stress, working environment, work overload, relations 

with supervisor / manager and job satisfaction) that lead 

to employees’ turnover intention. 

2. Chye Koh, H. and Boo, E.H.Y. (2004), 

"Organisational ethics and employee satisfaction 

and commitment", Management Decision, Vol. 42 

N o .  5 ,  p p .  6 7 7 - 6 9 3 .  

https://doi.org/10.1108/00251740410538514

3. Hom, P. W., & Griffeth, R. W. (1991). Structural 

equations modeling test of a turnover theory: Cross-

sectional and longitudinal analyses. Journal of 

App l i ed  Psycho logy,  76 (3 ) ,  350–366 .  

https://doi.org/10.1037/0021-9010.76.3.350

4. Krackhardt, D., & Porter, L. W. (1986). The 

snowball effect: Turnover embedded in 

communication networks. Journal of Applied 

P s y c h o l o g y ,  7 1 ( 1 ) ,  5 0 – 5 5 .  

https:/ /psycnet.apa.org/doi/10.1037/0021-

9010.71.1.50 

6. Shodhganga. (2008). Literature Review. Retrieved 

F e b r u a r y  2 ,  2 0 2 0 .  

https://shodhganga.inflibnet.ac.in/

7. Text Book, T.N, C. (2004). Human Resource 

Management. Delhi: Dhanpat Rai & amp; Co.(P) 

ltd, Aswathappa, K. (2005): Human Resource and 

Personnel Management Text and Cases. 4th ed. p 

467 

1.  Big Bazaar. (2001). Home. Retrieved April 27, 

2020. from https://www.bigbazaar.com/

REFERENCES

5. Research Gate. (2008, May 1). Employee 

Turnover. Retrieved March 25, 2 0 2 0 .  

https://www.researchgate.net/   


