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Abstract   

The purpose of this paper is to study the effect of job stress and remuneration on Employee 

turnover. For this purpose, we distributed 250 questionnaires in different universities of 

Rawalpindi and Islamabad out of which only 210 responses were received, from the results it 

was examine the ultimate relationship between the job stress & remuneration on employee 

turnover it is confirmed that there is negative correlation between remuneration and employee 

turnover and Job stress positively correlated with the employee turnover(p<.000). And 

remuneration has negative relation with the turnover (p<.000). The majority of the respondents 

were female having 76.5% of the total and the highest range of age is 26-35 which cover about 

37.3%. This shows that most of the young males are doing teaching in different institutions. And 

the high rate of job tenure was 86.2% which means that people having worked experience from 

1-5 years. It was a cross sectional study and the data was collected only once through the 

questionnaire on Google docs.   
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Introduction: -   

                       The purpose of this study is to know the relationship between the job stress and 

remuneration on employee turnover. This study helps us to know about that why the employees 

left the organization and how job stress and remuneration affect employee turnover.  With the 

help of this study the manager is able to overcome the employee turnover by knowing their 

problems about their job and remuneration.     

And if the employee is satisfied about their job and remuneration then automatically employee 

turnover decrease which helps the manager to know the reasons of employee turnover and also 

the solutions of that problem. If the employees are satisfied about their job, then it increases 

the development of an organization.    
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Employees play an important role in any business or organization (Benko and Weisberg 2007). 

So if employees are satisfied then they are not move toward another organization and became 

loyal with that organization and that helps in reduction in employee’s turnover because an 

organization is nothing without employees.   

Stress means a mental and physical state that occur when employee feel that something going 

opposite to his /her thinking. (Mxenge, dywili and bazana 2014). Over burden of work and 

increase in duty of employees can cause the job stress which increase in employee’s turnover. 

If employees face burden of work and are not be able to do the more responsibilities, then that 

problem increase the employee’s turnover which is not good for the success of an organization. 

The objective of the study is to understand the nature of Job stress and their impact and also 

the solutions of that problem.    

In today's world there is continuous growth of competition, technological change and that 

increase the level of stress among employees (Fernando et Al 2010). And when there is increase 

in stress then many employees leave that organization.    

In Pakistan’s private colleges and universities circulate education to hundreds and thousands of 

students. No any country can develop without education. Only education make country enables 

to stand on her feet. In private college and universities professors or teacher’s turnover was 

more than 60% on average (Allen 2010).   

Turnover is is like curse for all types of organization and institutions because employee’s 

turnover decreases organizational productivity and increase the training and hiring cost. 

Turnover is not always risky for organizations (Rosser 2002).   

In today's organization employee’s turnover is a major challenge (Home. and Griffiths 1995). 

Employees are very important organizational assets. That's why every organization needs to 

reduce employee’s turnover.    

Remuneration means pay or reward which is given to the employees for their work which he 

does (Maicibi 2005).  Remuneration also affects the employee’s turnover. Any task of the 

organization is performed with the help of different resources such as machine employees etc. 

But employees make the use of those resources to generate output without the employees that 

resources are useless. So if some employee’s our not satisfied about their remuneration then 

they left that organization and join the other which increases the turnover.  And by studying 

the different article is theory we will be able to know that remuneration also affect the 

employee’s turnover.    

In today's world no person is free from stress and even no profession is free from stress. (Rani 

August 2014). And by studying the different theory we are able to know the effect of job stress 

and remuneration on employee turnover, both variables affect the employee’s turnover. The 

goal of a stress manager is to help the person to manage their daily life stress.   

The impact of the remuneration may be varying from country to country due to culture and 

social value. (Takei et al., 2009). It has been observed in the organization that competitive 

level of production and customer service can't be achieved if the employees are unsatisfied and 

non-identified with the company. (Stwart.,1996, Gacia-Bernal et al.,2005).   
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Theoretical underpinning:   

Steve M Jex 1998 provide a detail research based examination of the relationship between job 

stress and employees turnover.  Jex examined the major job stress like work overload lack of 

control etc. He also explains the other factors that affect the relationship between job stress 

and employee’s turnover such as bias job performance etc.   

By Mobley in (1982) define that turnover is the movement of employees from one organization 

to another organization. This theory emphasis that what motivate employees to leave such 

organization.  Employees leave organization when he feels any type of stress our insufficient 

remuneration.  From that theory researcher conclude that when the employees permanently 

leave their job and then enter the new employees to the organization.  Employees turnover 

may be positive or negative but if effect the productivity of organization.    

Literature review   Employee 

turnover:   

                                Employee’s turnover refers to the movement of employees from one 

organization to another organization. (Reggio 2003) World Bank had stated that small business 

in developing countries recorded labour turnover is about 3% to 27% of total worker employees. 

(Batra and tan 2003) Employees turnover is taken when the employee leaves his or her place of 

work. (Glebbeek and bax 2004) most of the employees turnover occur within the starting of 

employment. (Young and lundberg 1998) Turnover means separation of an employee from the 

firm. (Naumann E 1992) employee turnover is a common problem in any business.  Employee 

turnover exist when the employees are not satisfied with their job. (Taylor 2008). Shore and 

Martin (1998) observed that employee turnover is a dependent variable due to actual turnover. 

Turnover can be very harmful directly or indirectly due to actual turnover. Right (1999). Griffeth 

(2000) remuneration has negative relationship with turnover. According to the Abbasi and 

Hollmen (2000) low level of remuneration leads to high turnover. Price and Mueller (1981) 

suggested organization should adopt intention turnover then the actual turnover, because 

actual is more complicated then intention to forecast.   

Bloom at al.(2004) describe that turnover also increase due to ecological and organizational 

variables. According to the Hinshaw and Atwood (1984). Turnover maybe organizational or 

individual phenomenon when individual left the job by itself or organization eliminates them. 

according to Milkovich & Newman (2005) and Vandenberghe & Tremblay (2008) that, low 

remuneration stimuli turnover that inadequate remuneration absolutely causes of great teacher 

turnover. Bothma and Roodt (2012) describe turnover intention as a sort of extraction manners 

which is linked with low identification with job.   

   

Remuneration:   

Remuneration or salary are included of cash compensation which are directly given to the 

employees for the work done by the performance (Oyer 2004). Turnover over due to 

remuneration now universities for the organization including education sector. 

(Allensworth,poniscia and Mazzo 2009). According to the Sans and York (1978) remuneration 

satisfaction varies on gender basis, female tend to high remuneration then male. Lawler (1971) 

urged that remuneration and turnover have basic relationship low remuneration leads to high 
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turnover. According to the Parbudyal Singh & Natasha Loncar (2010). Remuneration is the basic 

concern for the both worker and head to meet their needs and wants. The employee'. low 

remuneration can cause of steeling and others immoral activity plus catalyze the turnover. 

(Green Burg,Miceli & Mulvey 2000)By raising the remuneration rates they turnover of the 

specific organization can be reduced (by Brown at al 2014). When the remuneration rate is 

increased the quantity of employees increased which directly reduced the turnover in the 

organization. (lang kahn 1998). According to the Forbes to cover the economic expenses such 

as utility bills and domestic utensils people required well remuneration. Deep study analyzed 

remuneration satisfaction leads to less turnover   

(Sharma 2011). The impact of the remuneration is analyzed for U.S attorney in office in  

19661999 low remuneration cause of high turnover. (Richard T.Boylan 2004)   

Job stress:    

                  Job stress occurs when there is difference between job requirement and ability of 

worker for work. (Libyan age et Al 2008) stress is a reaction of employees which occur when 

employees face certain demand, pressure at a work place which do not match with employee 

knowledge and that create a challenge and threat for employees. (Steve 2011) job stress makes 

the performance of an organization down and that also affect the employee’s performance. 

(Elovainio, kivimaki and caters 2002) job stress affect an individual's health and that also 

directly impact his/her performance. It is a major challenge for employers because it reduces 

performance level in job and organizational growth. (Manege 2005) when employees feel 

financial insecurity conditions then it generate stress among employees and then they leave the 

organization due to financial reasons and search for better opportunities. (Mano and shay 2004)   

               Stress can be managed in an organization by increase or decrease in employee’s 

responsibilities, job transfer, and providing them outings. If these measures are implemented, 

then it reduces stress level of employee. (vein,luce 1994) when there is absence of employment 

then it cause job stress. And this ratio increase day after day because of organization 

environment.  And job stress is the main hurdle of achieving any organizational goals. (Treen 

2002) The role of the organization management is another aspect of job stress. (Alexander st 

am at ions et Al 2003) Every person affected by stress in a unique way. If a person faces physical 

problem from stress like sleeping problem, headache. (Elizabeth Scott 2009) Job stress 

increases the organization billions of cost all over the world. American business job stress cost 

estimated $200 billion annually, uk $63billion and Australia $15 billion. (Arshad, ismail,jaalam 

and zakariy 2009)    

                Stress means pressure which person feels in their own life. Stress occurs due to 

overwork or unwillingness of work. (Mohajan 2012) Job stress increase day by day due to 

globalization and that affect every business, relationship and general public in all over the 

world. (Bharatai and Newman 1978) From the past few years’ stress increase organization 

problems. (Bashir and ramsay 2010) In modern society stress is a burning issue. But in modern 

world stress is a normal part of person's life. (Fernanado 2007) Job stress is a physical and 

emotional response of the employees which occur when the resources provided and capabilities 

do not match with the job requirement. (Lo and lamb 2005). Stress, a communal part of job 

arises when there is imbalance between employees’ possessions to handle and outer loads from 

work (Ogungbamila, Balogun, Ogungbamila & Oladele, 2014). In organizations of sophisticated 
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education, stress is testified to be dominant due to the surplus of demands and low supply of 

response mechanisms (Rothman & Barkhuizen, 2008). As pre cited stress is concerned of the 

specific, it in fact is a severe problem for the institution as a whole. According to Greenberg 

(2011).  

Hypothesis:   

  

H1:  job stress is positively correlated to employee’s turnover.      

H2: Remuneration is negatively correlated to employee’s turnover.  

  

  

 Theoretical Framework: -   

Independent variable   

  

 

                                                          

  

Research Methodology   

 Study setting and time horizon   

The data is collected from the specific institution of Rawalpindi Islamabad from August 2019 to 

September 2019.   

Research design   

  

From the above frame work it is clear that this research is based on the three variables one is 

dependent variable and two are independent variable. Independent variables are job stress and 

remuneration while dependent is employee’s turnover. Our research study is cross sectional. 

This research is a quantitative. In our research the remuneration and job stress are correlate 

with the turnover.   

 Sample and Population    

Population: -             
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 Population means the whole sector of our research from where we fill the questionnaire.   The 

population of this research is private education sector of Rawalpindi and Islamabad and 

employees working in these organizations. And questionnaire for this purpose is solved on 

Google doc. Sample is composed by applying the convenience sampling technique.                       

In total universities of Rawalpindi Islamabad, we choose only 8 different universities registered 

under the HEC. The sample of our study consist of the following universities   

1. National University of Sciences and Technology,   

2. COMSET Institute of Information Technology,  

3. National University of Computer and Emerging Sciences,  

4. International Islamic University Islamabad   

5. Riphah International University,  

6. Quaid Azam University Islamabad 7. Foundation University Islamabad  

8. Iqra International Universities.   

  

   

  

Research Question:  

  

1. Is there any relation between Job Stress and turnover attention?  

2. Is there any relation between Remuneration and turnover attention?  

3. Does turnover occur due to Job stress and Remuneration?  

  

Research Objectives:  

  

1. To investigates the impact of Job stress on turnover attention.  

2. To investigates the impact of Remuneration on turnover attention.  

  

  

Research Significance:  

   

As pre described private education sector of Rawalpindi Islamabad facing the problem of 

turnover which increases the cost of recruiting, time consuming and this affects the study 

behavior of children. Therefore, this study aims to reduce such problem and by this approach 

the head of the schools can retained their intellectual and brilliant teacher, minimize the cost 

of recruiting, without wasting the time. The management would be able to figure out crucial 

problems by motivation.  

  

Scale used for  Employee 

turnover:    

Vuyisile mabidisa (2013). impact of staff turnover on organization effectiveness and 
employee’s performance of home affairs in the Eastern Cape Province. Submitted in fulfilment 
of requirement for the degree of the master dechonalogy. Page 1            
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Job stress:   

  Muhammad Imran qureshi, raja ahmed jamil, mehwish iftikhar, sadia arid, Dr seed lo dhi,  Dr 

imran na seem., khali zaman (2012). Archives design science 65,8   

Remuneration:   

  Qaiser, R. D. (2010). Impact of Reward and Recognition on Job Satisfaction and Motivation: 
An Empirical Study from Pakistan. International General of   
Business Management. Vol. 05, No.2   

  

Demographics 

sectors  

Type  Percentage  

Universities  

National University Of Sciences And Technology   7.1%  

COMSATS Institute Of Information Technology   2.5%  

Iqra International University   3.6%  

International Islamic University Islamabad     

3.6%  

Riphah International University   14.3%  

Quaid Azam University Islamabad   3.6  

Foundation University Islamabad   2.5%  

Others    63.5%  

Gender  

Male   23.5%  

Female   76.5%  

Transgender   00  

Age  

18-25  1%  

26-35  39.9%  

36-45  10.7%  

46-55  2%  

55 – and above  47%  

Tenure  

5 years  86.2%  

6-10 years  8.8%  

11-15 years  2%  

16-20 years  1%  

21 and above  1%  

  

Results:   

Table 1:  

Scales Reliabilities:   
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Cronbach's Alpha for job stress is equal to 0.712 and for remuneration is 0.789 and for 

employee’s turnover is 0.783   

  

Variables   Cronbach's Alpha    No. of items   

Job stress   .712  8   

Remuneration   .789   6  

Employee Turnover   .783   10  

   

  

  

Data Analysis:  

    

 In the table of demographic it is shown clear that the percentage of responses are very from 

university to university, the higher percentage is of others which is numerous 65.5% Riphah 

international has 19.3 % Iqra and Quaid Azam have 3.6% responses, Nust has 7.1% response etc. 

The respondent of the others institutes cooperates us well and that’s why the percentage of 

these institutes are large. If we talk regarding the gender, then most of the respondents were 

female i.e. 76.5% and 23.5 % are male. This indicates that female are doing jobs in high 

institutes also. And the high rate of job tenure was 86.5% which means that people having 

worked experience from 1-5 years.   

Table 2: overall Means, Standard Deviation, Correlation and Reliabilities   

  

No   

   

   Mean   S.D   5   6   7   

1   Organization    6.4689  2.37581        

2   Age   1.6381  .68649        

3   Gender   1.5712  .43336        

4   Tenure   1.1542  .43266        

5   Job stress   21.2823  4.9837  (.712)      

7   Employee Turnover   17.6938  4.22356  -193**  (.783)    

6   Remuneration    29.866  7.8350  -081  -024   (.789)  

  

  

Table 2 describe the mean standard deviation correlation and Cronbach’s Alpha of these 

variables in the above table an = 210. Cronbach alpha is described in parenthesis. | Gender was 

coded as -1|for male ,-2|for female and -3|for trans gender. ***p<.000 ***p<.000   
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Table3:   

 Multiple Regression, β, R2 and adjusted R2 :-  

  

Independents 

Variables  

 Employee Turnover(DV)   

  Β  R2  Adjusted R2  

Job stress  .228  .037  .033  

Remuneration  -.010  .037  .028  

        

***p<.000 ***p<.000   

Correlation and regression of Analysis:   
  Regression and correlation were performed to know the empirical results of the study as well 

as to determine the suitability of the model and variable. The data is collected to measure the 

variables named job stress remuneration and employees turnover. And this study was cross 

sectional and has been done once.   

Table No 2:   

The table #2 represents that independent and dependents variable are best suitable with each 

other. And this represent the result of job stress that was positively correlated with 

correlated with employee turnover if stress increases the turnover also increased proved from 

figure (.288) hence H1 is confirmed here. The result is also showing negative correlation 

between employee’s turnover and remuneration from the above table. Hypothesis 2 is also 

proved -.010, p<0.00**).   

Regression Analysis:   

      R squared is the fraction of the change of the dependent variable explained by the 

regression model shows how much the percentage of the dependent variable is explaining by 

all independent variable associated with the dependent variable and importance of the result 

are accurate and precise shows by these features (***)   

In table no 3 the B of job stress is .288 and remuneration -.010.    

Discussion: H1:   

It was hypothesized job stress is positively correlated with the employee turnover and after the 

analysis it is proved that by increasing the Jon Stress the employee turnover also increased. 

Employees are not willing to do job under stress. They exhausted in tough situation which they 

feel constantly so they tried to change the organization in early stages of employment, 

therefore the major portion of contribution is of those who have 5 years of experiences. Our 

responders are mostly female and turn over found mostly in them with high ratio, therefore, 

H1 is confirmed that job stress is positively correlated with turnover.   
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H2: The higher remuneration will decrease employee’s turnover and good incentives and 

rewards make employees happy and satisfactory toward the institute and they keep themselves 

with that organization for a long period of time. But if the salary package is not according to 

the job description and the duties one is performing then the rate of turnover would be high. 

So H2 is confirmed and is negatively correlated with the variable. This means that remuneration 

is negatively correlated with employee turnover.   

Managerial Implication:   

                 The top management of any organization can provide handsome amount of salaries 

to retain their hardworking employees. And attractive package will be helpful to attract people 

having good set of skills and knowledge whereas job stress in this particular sector is considered 

a useful element to maintain the quality and as well as retention of employees.   

Limitations and future research:   

                 Due to lack of time and availability of resources data collection is only done 8 

universities of twin cities. However, the population was too vast to cover so we cannot need 

journalisation properly. By this research we would like to recommend for upcoming people who 

are reviewing this for future studies they must do research on other cities of Pakistan as well.   

Conclusion:   

 Hence it is concluded that the aim of this research paper is to show the impact of job stress 

remuneration and employees turnover and how that variables effect  an educational sector. 

And after the analysis the results in educational sector that when the remuneration increases 

it decreases the employee’s turnover and this show negative relationship between these two 

variables. And there is a relative and proper relationship between remuneration and employee’s 

turnover. The same case is of job stress we hypothesized that by increasing the stress turnover 

of teacher also increased; by end of result the analysis give cleared pictured that in job stress 

and turnover have positive relation i.e. .228 and p<.000**)  
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