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Abstract 

Employee turnover is a significant factor that is of vital 

importance to the employees of the organization. The 

current study traces the reasons of employee turnover in 

the telecommunication sector of Visakapattinam district. 

The target population for this research study was the 

employees of telecom sector of district Visakapattinam. For 

this study, survey method was adopted by floating 

questionnaire which served as a tool for collecting research 

data. The researches results have revealed that employee 

turnover depending upon factors such as have significant 

impact on organizational effectiveness; these factors are 

correlated with each other as well. This research study has 

certain limitations which include resources and time 

constraints, which limit the current research to only 

Vishakapattinam offices of the telecommunication sector of 

AP State. By using correlation and regression analysis, the 

current research study found that there is a significant 

relationship between employee turnover and organizational 

effectiveness. To investigate employee turnover in detail, 

this research article examines the causes of employee 

turnover, its drawbacks and suggest some strategies on 

how telecom sector can retain their employees and optimize 

turnover rate.   

Keywords: Employee Turnover, Organizational 

Effectiveness, Banking sector, Firm stability, Pay level, 

Work situation, Training and Supervision. 

I. INTRODUCTION 

Employee turnover refers to the number or 

percentage of workers who leave an organization and 

are replaced by new employees. Measuring employee 

turnover can be helpful to employers that want to 

examine reasons for turnover or estimate the cost-to-

hire for budget purposes. Blanket references to 

turnover can be confusing; therefore, specific 

definitions and calculations for employee turnover 

may be useful to human resources practitioners. 

Employee’s turnover issues still exist throughout the 

world in most of the organizations. In the most 

developed business nations, the employee’s turnover 

rate is still very high. Furthermore, from a gender 

point of view, male pay may be more than that of the 

female, demanding parallel qualification, skills, 

training and responsibility. The ability or level of 

performance of tasks accomplished by the employees 

will be achieved only if organization’s employees are 

satisfied with the internal environment (Muhammad, 

Muhammad, & Aisha, 2013). Organizational 

effectiveness is crucial for the success of any 

economy. In early theories, organizational 

effectiveness has been recognized with high 

productivity or with the maximization of the profits 

or with employee good morale and efficient service. 
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Organizational effectiveness is generally refers to 

those organizations that have the potential to achieve 

maximum output. For achieving sustainable and 

increased business results, an organization needs to 

implement good strategy and engage their employees. 

For creating organizational effectiveness, business 

managers need to focus on engaging and aligning 

their employees, the structure, people management 

models and competencies to the organizational 

strategy. This commitment results in high employee 

retention, high financial performance and high 

customers’ satisfaction. 

II. REVIEW OF LITERATURE 

One of the major factors that determine the 

success of NPOs is the availability and commitment 

of efficient and effective human resources. In fact, 

any organization to achieve its objectives needs to 

have staff that are competent enough to execute their 

responsibilities in a professional manner and 

dedicated to the organizational objectives. Therefore, 

the human resource management system should be 

well formulated and implemented to ensure that they 

hire and maintain employees which contribute to the 

successful accomplishment of organizational 

objectives. Among other things, retention of talented 

employees is a major problem being faced by 

International NPOs (Dec. 2007).Any organization 

whether it is profit making or not desires to retain its 

efficient and productive staff for the maximum 

possible period. However employees leave the 

organization due to internal and external factors that 

may or may not be avoidable. Staff turnover is a 

warning sign of low morale and it is the amount of 

movement in and out of employees in an 

organization. In general employees leave their jobs 

either voluntarily by their own decision or forced to 

leave by the decision of the employer (Taylor, 1997). 

As the result of excessive turnover, organizations 

incur additional costs and holdup their performance 

(Timothy et al., 2000). When humanitarian 

organizations face high staff turnover they will be 

behind the schedule in utilizing budget and will be 

unable to implement quality programs for their 

beneficiaries. As a consequence their relationship 

with donors, regulatory bodies and beneficiaries will 

be affected, and existing staff may feel stressed out 

due to the additional responsibilities to cover the 

vacant posts (Loquercio, et al, 2006). It is believed 

that a certain amount of staff turnover is acceptable to 

most organizations so as to inject new blood in the 

organization that can bring new ideas and experiences 

ofperforming a job. Moreover, some organizations 

use acceptable limited staff turnover to promote 

subordinates to the higher positions ( Griffeth&Hom, 

2001). However, if the rate of turnover is beyond the 

acceptable level, it becomes a challenge for senior 

managers and the organization as well. Research 

indicates that the total cost of turnover is about 150% 

of an employees' salary (Ramlall, 2003). 

Statement of Problem 

The telecommunication sector of Visakapattinam 

is facing many challenges regarding employee 

turnover. This leads to reduced employee’s 

performance, which ultimately impacts the 

organizational effectiveness. This research study 

identifies the reasons of employee turnover rate and 

suggests different recommendations or strategies for 

enhancing organizational effectiveness. 

Objectives of the Study 

1. To study the response of employees’ 

turnover in the telecommunication sector of 

Visakapattinam.  

2. To determine the influence of employee 

turnover on organizational effectiveness  

3. To analyse different factors affecting 

employee turnover that can be used to lessen 

employee turnover in the telecom sector.  
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Scope of the Study 

This research study is based on the 

telecommunication sector of District Visakapattinam 

of AP State. All the employees working in the 

telecommunication sector are included to contribute 

to this research study. The results of this research will 

be useful in highlighting the dilemmas associated 

with employee turnover in the telecommunication 

sector of Visakapattinam. 

Hypothesis of the Study  

The above conceptual framework presents six 

different hypotheses that have been developed to 

examine the impact of the employee’s job turnover, 

firm stability, pay level, industry, work situation, 

training and supervision and organizational 

effectiveness in the telecom sector of Visakapattinam 

H1: There is an impact between the employee’s 

turnover and organizational effectiveness.  

H2: There is an impact between firm stability and 

organizational effectiveness 

H3: There is an impact between pay level and 

organizational effectiveness.  

H4: There is an impact between industry and 

organizational effectiveness.  

Collection of Data 

Both primary and secondary data has been 

collected for this study. Primary data collected 

through structured questionaries’ with scheduled 

interviews and secondary data collected for books, 

journals and related websites. 

Sample and Data Collection  

Random sampling method was used for this 

research study. 150 respondents were selected as a 

sample size for the study with the special reference of 

visakapattinam in AP state. 

 

 

Job Related Factors 

 Most researchers (Bluedorn, 1982; Kalliath and 

Beck, 2001; Kramer et al., 1995; Peters et al., 1981; 

Saks, 1996) have attempted to answer the question of 

what determines people's intention to quit by 

investigating possible antecedents of employees’ 

intentions to quit. To date, there has been little 

consistency in findings, which is partly due to the 

diversity of employed included by the researchers and 

the lack of consistency in their findings. Therefore, 

there are several reasons why people quit from one 

organisation to another or why people leave 

organisation. The experience of job related stress (job 

stress), the range factors that lead to job related stress 

(stressors), lack of commitment in the organisation; 

and job dissatisfaction make employees to quit Firth 

et al. (2004). This clearly indicates that these are 

individual decisions which make one to quit. They 

are other factors like personal agency refers to 

concepts such as a sense of powerlessness, locus of 

control and personal control. Locus control refers to 

the extent to which people believe that the external 

factors such as chance and powerful others are in 

control of the events which influence their lives Firth 

et al. (2004). Manu et al. (2004) argue that employees 

quit from organization due economic reasons. Using 

economic model they showed that people quit from 

organization due to economic reasons and these can n 

be used to predict the labour turnover in the market. 

Good local labour market conditions improve 

organizational stability Schervish (1983). Large 

organizations can provide employees with better 

chances for advancement and higher wages and hence 

ensure organizational attachment argues that local 

unemployment rates interact with job satisfaction to 

predict turnover in the market. Role stressors also 

lead to employees’ turnover. Role ambiguity refers to 

the difference between what people expect of us on 

the job and what we feel we should do. This causes 

uncertainty about what our role should be. It can be a 
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result of misunderstanding what is expected, how to 

meet the expectations, or the employee thinking the 

job should be different Kahn et al. Muchinsky, 1990. 

Insufficient information on how to perform the job 

adequately, unclear expectations of peers and 

supervisors, ambiguity of performance evaluation 

methods, extensive job pressures, and lack of 

consensus on job functions or duties may cause 

employees to feel less involved and less satisfied with 

their jobs and careers, less committed to their 

organizations, and eventually display a propensity to 

leave the organisation (Tor et al., 1997). If roles of 

employees are not clearly spelled out by 

management/ supervisors, this would accelerate the 

degree of employees quitting their jobs due to lack of 

role clarity. 

Organizational Factors 

Organisational instability has been shown to have 

a high degree of high turnover. Indications are that 

employees are more likely to stay when there is a 

predictable work environment and vice versa (Zuber, 

2001). In organizations where there was a high level 

of inefficiency there was also a high level of staff 

turnover (Alexander et al., 1994). Therefore, in 

situations where organizations are not stable 

employees tend to quit and look for stable 

organisations because with stable organisations they 

would be able to predict their career advancement. 

The imposition of a quantitative approach to 

managing the employees led to disenchantment of 

staff and hence it leads to labour turnover. Therefore 

management should not use quantitative approach in 

managing its employees. Adopting a cost oriented 

approach to employment costs increases labour 

turnover Simon et al. (2007). All these approaches 

should be avoided if managers want to minimize 

employee turnover an increase organisational 

competitiveness in this environment of globalization. 

Employees have a strong need to be informed. 

Organisation with strong communication systems 

enjoyed lower turnover of staff (Labov, 1997). 

Employees feel comfortable to stay longer, in 

positions where they are involved in some level of the 

decision-making process. That is employees should 

fully understand about issues that affect their working 

atmosphere. But in the absence openness’ in sharing 

information, employee empowerment the chances of 

continuity of employees are minimal. Costly et al. 

(1987) points out that a high labour turnover may 

mean poor personnel policies, poor recruitment 

policies, poor supervisory practices, poor grievance 

procedures, or lack of motivation. All these factors 

contribute to high employee turnover in the sense that 

there is no proper management practices and policies 

on personnel matters hence employees are not 

recruited scientifically, promotions of employees are 

not based on spelled out policies, no grievance 

procedures in place and thus employees decides to 

quit. Griffeth et al. (2000) noted that pay and pay-

related variables have a modest effect on turnover. 

Their analysis also included studies that examined the 

relationship between pay, a person’s performance and 

turnover. They concluded that when high performers 

are insufficiently rewarded, they quit. If jobs provide 

adequate financial incentives the more likely 

employees remain with organisation and vice versa. 

There are also other factors which make employees to 

quit from organisations and these are poor hiring 

practices, managerial style, lack of recognition, lack 

of competitive compensation system in the 

organisation and toxic workplace environment Abassi 

et al. (2000). 
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Table No. 1 

Demographic factors 

 Particulars Frequency Per 

cent 

Gender 
Male 112 74.7 

Female 38 25.3 

Age 

Below 25 years 23 15.3 

26-35 years 49 32.7 

36-45 years 55 36.7 

Above 45 years 23 15.3 

Education 

Under graduate 63 42.0 

Post graduate 35 23.3 

Professional 31 20.7 

Others 21 14.0 

Experience 

upto 2 years 34 22.7 

2-4 years 49 32.7 

4-6 years 50 33.3 

Above 6 years 17 11.3 

Marital 

status 

Married 111 74.0 

Unmarried 39 26.0 

 

The above table 1 shows that among the 

respondents, there were 74.7% male and 25.3% 

female, of which 26% were unmarried and 74% were 

married. Looking at their ages, 15.3% of the 

respondents were under 25 years, 32.7% were 

between 26-35 years, 36.7% were 36-45 years and 

15.3% were above 45 years old. Regarding their 

academic background 42% of the respondents were 

under graduates, 23.3% were post graduates, 20.7% 

were professionals and 14% had other qualification. 

Moreover, 22.7% of the respondents were with work 

experience of up to 2 years, 32.7% were in 2-4 years, 

33.3% were in 4-6 years, 11.3% were with above 6 

years of work experience in the telecom sector of 

visakapattinam. 

Table- 2 

Inter correlation matrix between employee turnover and organizational effectiveness 

 

Particulars Employee 

turnover 

Firm 

stability 

Pay 

level 

Industry Work 

situation 

supervision Organization 

effectiveness 

Employee  turnover 1.000 -.105 -.034 .171 -.092 -.181 .141 

Firm stability -.105 1.000 .070 -.001 -.043 -.125 .124 

Pay level -.034 .070 1.000 .176 .014 -.007 .021 

Industry .171 -.001 .176 1.000 .022 -.062 .093 

Work situation -.092 -.043 .014 .022 1.000 .136 -.099 

Training and supervision -.181 -.125 -.007 -.062 .136 1.000 .031 

Organization 

effectiveness 

.141 .124 .021 .093 -.099 .031 1.000 

 

Work Inter correlation matrix has been used to 

analyse the relationship between employee turnover 

and organization effectiveness. There is a significant 

relationship between employee turnover and industry 

and employee turnover and organization effectiveness 

and employee turnover. There is a significant 

relationship between firm stability and pay level and 

firm stability and organization effectiveness. There is 

a significant relationship between pay level and 

industry, pay level and work situation and pay level 

and organization effectiveness. There is a significant 

relationship between work situation and supervision. 

There is a significant relationship between training  

 

 

and supervision and organization effectiveness 

respectively. 

Table 3 

Regression analysis of employee turnover and 

organizational effectiveness Model summary 

Model R R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .825a .159 .020 .46835 

a. Predictors: (Constant), supervision, pay level, 

work situation, firm stability, industry, employee 

turnover 
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Table -4 

ANOVA  

 Sum of 

Squares 

Df Mean 

Square 

F Sig. 

Regression 1.967 6 .328 12.494 .000b 

Residual 31.367 143 .219   

Total 33.333 149    

a. Dependent Variable: organization effectiveness 

b. Predictors: (Constant), supervision, pay level, 

work situation, firm stability, industry, employee 

turnover 

The Linear Regression Model was used to 

determine the relationship between dependent and 

explanatory variables. The value of adjusted “R2” is 

0.825 which shows that there is 82.5% variance in 

organizational effectiveness can be explained by the 

predictors training and supervision, pay level, work 

situation, industry, employee turnover and firm 

stability. The 17.5% variation in organizational 

effectiveness is due to some other factors. 

Table -5 

Coefficients 

 

Model  Unstandardized Coefficients Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 

(Constant) .962 .390  2.467 .015 

Employee turnover .153 .025 .152 1.798 .024 

Firm stability .166 .033 .147 1.783 .037 

Pay level .006 .058 .005 .062 .950 

industry .086 .078 .074 .884 .378 

Work situation -.103 .091 -.094 -1.138 .257 

supervision .100 .048 .095 1.129 .041 

a. Dependent Variable: organization effectiveness 
 

The dependent variable organization effectiveness 

is associated with six variables like employee 

turnover, firm stability, pay level, industry, work 

situation and supervision. The t value 1.798 and p 

value .024 indicate that employee turnover is 

significant when compared with organization 

effectiveness. The t value of 1.783 and the P value 

.037 for firm stability indicate that there is a 

significant relationship between firm stability and 

organization effectiveness. The t value 1.129 and P 

value .041 reveal that relationship between 

supervision and organization effectiveness is 

significant respectively. 

Limitations of the Study 

 
This research study was cross sectional and its 

results were limited to the phase in which research 

data was collected. Future researchers can examine 

the same correlation analysis by carrying out the 

longitudinal research study. This research study was 

conducted only in District Visakapattinam, future 

research can be conducted in other cities. This 

research study takes into consideration only those 

forecasters of employee turnover, which are in the 

range of the study. Further research can be conducted 

on the other factors of employee turnover that the 

present study has not taken into consideration. 

III.  CONCLUSION 

After an extensive research study conducted 

results have been drawn in order to locate the causes 

of employee turnover in the telecommunication sector 

of Visakapattinam, The current research study found 

that there is a significant relationship between the 

employee’s turnover (firm stability, pay level, 

industry, work situation, training and supervision) 

and organizational effectiveness. Hence, 

organizations need to concentrate on the employee’s 

needs and improve working conditions in order to 

enhance organizational effectiveness. From this 
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research study, responses gathered has proved that 

hypotheses regarding employee’s job turnover (firm 

stability, pay level, industry, work situation, training 

and supervision) were true; hence these independent 

variables are directly associated to increase 

organizational effectiveness. If employees of the 

telecommunication sector voluntarily quits, it will be 

a great loss to the organization. It is more expensive 

to recruit, train, and “bring up to speed” new 

substitutes. Therefore, it is important to comprehend 

the factors of the employee’s turnover before they 

make a decision to quit the organization which can 

affect organizational effectiveness. 
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