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Abstract: In today’s competitive environment, the development and
retention of human capital has become a serious concern for organizations.
This study aims to study the antecedents of employees’ turnover intentions
in private educational institutions. A closed ended questionnaire was
distributed among 200 employees of different educational institutions. One
hundred and seventy eight of them responded with total response rate of
79%. Regression analyses were performed to test the hypotheses set forth.
The findings of the study revealed that turnover intentions are influenced by
job stress and work environment whereas work overload has not been found
as a significant predictor of turnover intentions.
Keywords: Job Stress, Work Overload, Work Environment, Turnover
Intentions, Private Educational Institutions

Introduction
Stress is the word that almost everybody is familiar
with. Every person in the world is exposed to stress in
one way or the other with varying degrees. However, as
it keeps increasing, it tends to become more and more
problematic and difficult to handle. In an organizational
context, coping with stress has become one of the most
important issues. In today’s highly competitive
environment, the phenomenon of stress has become very
common. Challenging demands of the work today have
put excessive pressures on employees which causes them
to feel exhaustion and nervous tension. Consequently
their performance at work suffers. Research shows that
stress substantially impacts job performance and
organizations are trying to find ways to cope effectively
with such trying situations (Anderson, 2003). Similarly
work load may prove to be a high risk to an employee’s
health (Biron et al., 2008). The workplace environment
may also be a source of satisfaction or dissatisfactions
for an employee. A lot of research has been made on the
aforesaid issues where these have proved to be the major
contributing factors to the employees’ turnover rate.
Researchers have previously related these factors to the
turnover intentions (Qureshi et al., 2012).
The purpose of this study is to focus the private
educational sector of Pakistan to determine whether the
same equation exists or not. The number of private
educational institutions is on the rise with every passing
day and future of a major section of society is attached to
it. This study may have important implications for the
government functionaries and the concerned lot for

bringing about meaningful improvements in the effective
functioning of the private educational sector for the
welfare and good of the society. The results of this study
will play an important role for managers and those at the
helm of affairs of such institutions to take due care of the
job stress, work load and work environment of their
employees. Furthermore, it may be useful for the
governments to devise such a service structure for the
private institutions that can enhance the efficiency and
effectiveness of workers and ultimately improve the
level of education in the country.

Literature Review
Stress
Stress refers to the pressure or tension exerted on a
material object. It is the body’s way of responding to a
challenge. In literature, it has been expressed in
numerous ways which include the feelings of distress,
disturbance and fatigue. According to Kavanagh (2005),
stress is defined as “a nonspecific response of the body
to a stimulus or event’’. In an organization it is a
situation where workers find it hard to adapt themselves
to the work and hence the result is biological and
psychological disorders (Hsieh et al., 2004). It is a feeling
of discomfort that shows itself as a first level outcome of
organization and job (Parker and Decottis, 1983). A
variety of studies regarding stress have been conducted by
different researchers around the world. It has been found
to be a phenomenon that is bound to happen (White,
2006). It forces a person to deviate from his/her normal
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behavior (Beehr, 1976), feel exhaustion and ultimately
lead to fatal diseases (Wofford et al., 1999).

Work Overload and Turnover Intentions
“Workload refers to the amount of work that is
allocated to an employee to do” (Qureshi et al., 2012).
Work overload has a significant impact on work
exhaustion (Ahuja et al., 2007). In an increasingly
competitive environment, work overload is not an
uncommon issue faced by most of the employees. It is
considered to be a real problem in almost every
organization (Altaf and Awan, 2011). The cause of stress
happens to be the work overload resulting from time
constraint and complexity of work (Mazloum et al.,
2008). Burnout is the consequence of lesser job
satisfaction (Nirel et al., 2008) and increased withdrawal
of retained employees would be obvious in job
dissatisfaction (Sheridan and Abelson, 1983). A direct
relationship has been found between work load, stress
and turnover intentions (Wefald et al., 2008). Hence we
posit our second hypothesis as:

Symptoms
Stress reveals itself in a variety of ways. A person
may experience headache, anxiety, insomnia, recurring
cold or flu and a feeling of frustration, etc. (NIOSH,
1999). The prolonged stress may impair the body’s
immunity system, raise the blood pressure and
eventually result in hypertension, abnormal functioning
of adrenal gland, tiredness and weakness of muscles,
disorder in digestive system, dizziness and disturbances
of sleep habit (Palmer and Dryden, 1994). The causes of
stress in different research findings have been reported to
include work overload, burden of responsibility, role
ambiguity, role conflict, financial insecurity, lack of
feedback, coping with sudden change, etc.

Turnover Intentions

H2: Work Overload is Directly Related to Turnover
Intentions

Turnover “typically refers to the separation of an
employee from the firm” (Naumann, 1992) whereas
turnover intention is the deliberate response to leave any
organization (Tett and Mayer, 1993). A consideration of
extensive number of factors, has been found to be helpful
for understanding employee turnover (Ongori, 2007)
which include the work environment, tasks, duties and
responsibilities assigned, communication, compensation
etc. “Turnover is animportant issue for management,
particularly in the tight labour markets prevalent at the
turn of this century” (Batt and Valcour, 2003).

Working Environment and Turnover Intentions
Poor working conditions are reported to be a crucial
factor for high turnover intentions (Milman, 2002). The
flexible work arrangements result in higher job
satisfaction which in turn paves way for reduced
quitting intentions (Mcnall et al., 2010). The guts of
supervision had a drastic effect on turnover intentions,
in different organizations (Brannon et al., 2007).
Absence of proper supervision and appropriate support
from the authority towards accomplishment of assigned
tasks will be instrumental in causing high stress and
intentions to leave (Yahaya et al., 2009). Hence we
posit our third hypothesis as:

Job Stress and Turnover Intentions
Turnover may be the consequence of numerous
factors but stress is considered to be the most important
one (Leontaridi and Ward, 2002). Stress is the outcome
of tensions and according to Cote and Morgan (2002), it
can aggravate the employee turnover. The job-related
tension badly influences job satisfaction that can lead to
high turnover intentions (Kemery et al., 1987). The mental
stress enhances the turnover intention. On the other hand,
leaving intentions reduce in case of work satisfaction (Otis
and Pelletier, 2005). There has been a close relationship
between stress levels and intentions to leave
(Leontaridi and Ward, 2002). Job stress is directly
related to turnover intentions (Williams, 2003). Greater
stress increases the ratio of employees’ intensions to
quit their job (Kavanagh, 2005; Cropanzano et al.,
2003). “The amount of stress has a significant positive
effect on turnover intention” (Layne et al., 2004).
Hence we posit our first hypothesis as:

H3: Work environment has a significant impact on
turnover intentions

Data Source and Methodology
This research was based on primary data that was
collected through a questionnaire designed on a five
point Likert-scales having 26 items for measuring the
independent and dependent variables i.e., job stress,
work overload, work environment and employees
turnover intentions. This survey was conducted in the
private educational sector of Pakistan. More than 220
employees from about 15 private institutions were
randomly selected. One hundred and seventy six
responses were received which showed a response rate
of 79%. Most of the respondents were teachers.
The instrument used for the measurement of these
variables
was
adopted
from
the study of
Qureshi et al. (2012).

H1: Stress is directly related to the employees’ turnover
intentions
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Fig. 1. Conceptual framework
Table 1. Correlations, means and standard deviations
Standard
Variables
Mean
deviation
Correlations
Job stress
2.2798
0.78422
0.318**
Work overload
2.5578
0.79040
0.299**
Work environment 3.3201
0.56215
0.271**

The respondents were provided with 26 items with a
number of indicators. The 5 points interval rating scale
had the highest value of 5 and lowest value of 1.
The Cronbach’salpha reliability test was conducted
which proved the reliability of instrument with
Cranbach’s value of 0.8. The conceptual model of the
research is represented in Fig. 1.

Table 2. Model summary

Results and Discussion

Model
1000

Frequencies

R
0.388a

R Square
0.15

Adjusted
R Square
0.135

Std. Error
of the Estimate
0.61613

Correlation Analysis

Among the 176 respondents, 129 were the female and
47 were the male with the percentage of 73.3% and
26.7% respectively. The reason for higher ratio of
females is common in Pakistan. Lots of young females
prefer to join private schools and colleges for earning.
There are many reasons for such selection by young
females such as less travel required (they mostly opt for
institutions that are most near to them) and schools are
believed to be the safest places for young females to work.
Out of those, 74% were single and rest married, 48 were
from different colleges and 128 from various schools with
162 teachers and 13 respondents from administrative staff.

The mean values of 2.2798, 2.5578 and 3.3201 for
job stress, work overload and work environment
respectively whereas the standard deviations are evident
as 0.784, 0.790 and 0.562 for the three respectively.
The coefficient of correlation shows the degree of
association between the variables (Table 1). In case of
job stress and turnover intentions, its value is 0.318
which shows a positive and direct relationship between
the two, thus increase in job stress will increase the
turnover intentions. The positive correlation of 0.299
between work overload and turnover intentions again
depicts a direct relationship showing that these variables
move in the same direction.

Descriptive Statistics
The respondents were provided with the
questionnaire constructed on Likert scale of 1-5.the
minimum mean value among all the items of the
questionnaire was found to be 1.8 whereas the maximum
value was 4.13. The minimum standard deviation was
0.86 and the maximum value was 1.32.

Model Summary
The R2 value shows the overall impact of independent
variables on the dependent variable (Table 2). The
adjusted R2 value is 0.135 which means that 13.5%
change in dependent variable i.e. turnover intentions, is
162
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brought about by the independent variables. In other
word, antecedents of turnover intentions considered in
this study account for 13.5% change in turnover
intentions of employees.

Conclusion
The results of the study revealed that job stress is one
of the major factors that influence the employees’
turnover intentions. The excessive pressure and nervous
tension make the employees think to leave an
organization. The work load may not be the source of
quitting as is evident from the study. This mainly is so
because people in Pakistan are out of jobs. Very few
attractive opportunities are available. The level of
unemployment and poverty is increasing day by day. To
earn their living, people are forced to accept any kind of
job even then where they are not fairly paid. They have
no other choice than to accept whatever they are asked
to do at their jobs. This is the reason that even under
excessive workload; these people have no intent to
leave. The work environment is another factor which
may make employees thinks to stay with the
organization or leave. A healthy and relaxed work
environment would help in employee’s retention and
ultimately reduced turnover intentions.

Regression Analysis
Our first hypothesis that job stress is directly related
to employees’ turnover intentions is proved right from
the results. The beta value for job stress is 0.166 with
level of significance of 0.039. Thus, our first hypothesis
is accepted. The same result was obtained in a similar
study conducted in the textile sector (Qureshi et al.,
2012). Table 3 shows the regression analysis results.
The beta value for work overload is 0.098. Here the
level of significance (p) is greater than 0.05 which
shows that there is no impact of work overload on
turnover intentions. Thus our second hypothesis that
work overload is directly related to turnover intentions
is rejected. This is due to the fact that people in
Pakistan are forced to accept and perform any sort of
work because of the weak financial positions and high
levels of unemployment. To earn their living, they
accept even loads of work and do not find themselves
in a position to leave their jobs.
The third hypothesis that there is a significant
relationship between work environment and turnover
intentions is also significant (b=0.230, p<0.05). Here
again, our hypothesis is accepted. However, to our
surprise, the relationship between work environment and
turnover intentions was not negative. For that authors
develop several arguments; first, weak financial
position of people may be the culprit, forcing people to
work under poor working conditions. Secondly,
Pakistan being a developing economy, most of the
people is unaware of their rights at workplace. Third,
most of workforce in private institutions comprises
women (as evidenced by the sample), young women
find it harder to leave jobs and pursue more attractive
opportunities. Post-tests have also proved that when
controlled for females, the relationship of work
environment was negative with turnover intentions.

Recommendations/Implications for Practice
For employee retention it is necessary for the
managers to consider the factors that serve as stressors
for the workers. The focus should also be on creating a
friendly atmosphere at work place. This will enhance the
satisfaction of employees resulting in better
performance. Moreover, the government should design
policies to regulate such a service structure that can
provide guidelines to be followed regarding the work
load, facilities at work, compensation and benefits etc.
Though work load is not reported to be contributing to
the turnover intentions in this study but it is an
established fact that it increases stress which may
ultimately result in turnover. So these issues require
significant and tactful attention as future of nations is
associated with educational institutions. These
institutions can play their part in nations’ development
if they are being run by satisfied employees and for
employee satisfaction the variables of this study
deserve proper heedfulness.

Limitations of Study and Direction for Future
Research
This study is focused on a single sector with a small
sample size. It may have low generalizability. More
work needs to be done in order to have greater
generalizability of the findings. Furthermore, the data
collected were only 176 samples. A larger sample size
should increase the confidence of research findings.
This research was conducted by gathering data from
private schools where the majority of teaching staff
comprises females. However, other institution where
there is more balanced or male majority staff, results
could be different. Other industries should also be tested

Table 3. Regression analysis

Model

Unstandardized
coefficients
---------------------B
Std. Error

Standardized
coefficients
Beta
T

Sig.

1(Constant)
Job Stress
Work overload
Work environment

1.284
0.166
0.098
0.230

0.000
0.196
0.117
0.195

0.000
0.039
0.219
0.008

0.292
0.080
0.080
0.086

4.400
2.081
1.235
2.670

a. Dependent Variable: Turnover Intentions
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on the given model to test the validity of model across
different industries. Besides three predictors used in this
study, other variables should be incorporated and tested
to increase the overall comprehensiveness of model.
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