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ABSTRACT 

 

Occupational stress is a multidimensional 

work experience, but limited research has 

examined which specific stress dimensions 

are associated with turnover intention among 

private-sector IT employees in India. This 

study examined the relationships between 12 

dimensions of occupational stress and 

turnover intention, while also considering 

gender and age. Data were collected from 

650 private-sector IT employees in India 

(325 men and 325 women), aged 22–55 

years, using the Occupational Stress Index 

and Turnover Intention Scale. Pearson 

correlations, simultaneous multiple 

regression, independent-samples t-tests, age 

correlations, and hierarchical multiple 

regression were conducted. All 12 

occupational stress dimensions were 

positively associated with turnover intention 

(rs = .276–.377, ps < .001). When the 

dimensions were considered simultaneously, 

the model explained 26.3% of the variance in 

turnover intention. Role Overload (β = .098, 

p = .022), Under-participation (β = .125, p = 

.003), and Strenuous Working Conditions (β 

= .084, p = .043) showed significant unique 

associations. No significant gender 

differences were found in any occupational 

stress dimension or turnover intention. Age 

was negatively associated with turnover 

intention (r = −.159, p < .001) and remained 

significant after demographic and 

occupational stress variables were included 

in the hierarchical model. The findings 

support examining occupational stress 

dimension-by-dimension rather than relying 

only on an overall stress score and highlight 

workload and participation-related 

experiences as relevant correlates of turnover 

intention among Indian IT employees. 

 

Keywords: occupational stress, turnover 
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overload, under-participation, strenuous 
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INTRODUCTION 

Employee turnover has been a persistent 

problem for organizations, especially in the 

information technology (IT) sector. Beyond 

the immediate disruption to workflow, 

voluntary employee departures carry 

substantial financial and strategic costs. 

These expenses include not only recruitment 

and training investments, but also the loss of 

institutional knowledge that can diminish 

organizational performance. In the IT sector, 

employee turnover can also result in the loss 

of knowledge and innovation capacity that 

organizations may rely on for continued 

competitiveness (Fontaine, 2010). 

http://www.ijrrjournal.com/
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When an employee resigns, the organisation 

may lose specialised technical expertise, 

familiarity with client relationships and 

internal networks, knowledge of how 

business processes actually operate as 

opposed to how they are documented, and an 

accumulated sense of institutional history 

(Sumbal et al., 2018). Such losses are 

concentrated among precisely the people 

organisations can least afford to lose: senior 

contributors whose knowledge is tacit, 

undocumented, and built over years rather 

than months (Joe et al., 2013). Research on 

knowledge retention has shown that 

organizations may fail to capture critical 

skills, capabilities, experience, and 

knowledge before employees depart, 

creating risks for organizational continuity 

and performance (Schmitt et al., 2012). 

Longitudinal research has further 

demonstrated that employee exits can 

generate measurable organizational 

knowledge loss and associated impacts over 

time (Massingham, 2018). For IT 

organisations competing on delivery speed 

and technical depth, retention is therefore not 

merely a staffing concern but also a 

knowledge and capability concern. 

Turnover intention is defined as an 

employee's conscious and deliberate 

willingness to leave an organization (Tett & 

Meyer, 1993). Research has consistently 

shown that intentions to leave are associated 

with subsequent employee turnover (Steel & 

Ovalle, 1984). This predictive capacity is 

particularly important in IT environments, 

where turnover often reflects deliberate 

mobility rather than involuntary separation, 

and where the loss of specialized technical 

expertise carries immediate project and 

innovation consequences. Consequently, 

understanding the antecedents of turnover 

intention in IT employees provides both 

theoretical insight into the decision to leave 

and practical leverage for retention 

intervention. 

Occupational stress in Indian IT employees 

manifests across multiple interconnected 

dimensions, each arising from distinct 

aspects of work roles and organizational 

conditions. Early research identified heavy 

workload, inadequate staffing, and role 

ambiguity as prominent sources of stress 

among Indian IT professionals, while also 

showing that intentions to leave were not 

attributable to stress alone (Dhar & Dhar, 

2010). Subsequent research has confirmed 

the persistence of role-based stressors in 

Indian IT workplaces. Gahlan and Singh 

(2014), examining 400 IT professionals in 

India, documented notably high levels of 

both role overload and role ambiguity, with 

these dimensions correlating significantly 

with job performance outcomes. More recent 

investigations have expanded the stress 

construct to include technology-related 

stressors, with findings linking technostress 

and work stress to increased burnout and 

turnover intention among Indian IT 

employees (Sharma & Tiwari, 2023; Thakur 

& Saxena, 2025). 

Occupational stress refers to the harmful 

physical and emotional responses that can 

occur when job requirements do not match 

workers' capabilities, resources, or needs 

(National Institute for Occupational Safety 

and Health [NIOSH], 1999). Occupational 

stress is therefore not a unitary experience 

and may arise from excessive workload, 

unclear expectations, incompatible role 

demands, limited participation in decision-

making, strained interpersonal relationships, 

limited opportunities for growth, or difficult 

working conditions. 

The multidimensional nature of occupational 

stress is particularly relevant to IT 

employees, whose work involves varied 

demands and organizational conditions. 

Previous Indian studies using the 

Occupational Stress Index (OSI) have 

documented occupational stress among IT 

employees and have shown that specific 

dimensions may vary across demographic 

and work-related circumstances. Prathyusha 

et al. (2016), for example, reported high 

occupational stress among IT professionals 

in Hyderabad. Sundaresh and Hemalatha 

(2012) found differences in occupational 

stress according to working hours and age 

among IT team leaders in Bangalore, while 
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gender differences were not significant. 

Sumangala and D'Souza (2012) similarly 

reported demographic differences in selected 

OSI dimensions among IT employees. These 

findings support examining occupational 

stress at the dimension level rather than 

relying only on an overall stress score. 

The relationship between occupational stress 

and turnover intention can be understood 

through several complementary theoretical 

perspectives. Conservation of Resources 

(COR) theory proposes that individuals are 

motivated to obtain, retain, protect, and build 

valued resources and that psychological 

strain emerges when resources are threatened 

or lost (Hobfoll, 1989; Hobfoll et al., 2018). 

Occupational stressors can therefore be 

understood as conditions that require 

employees to expend psychological, 

cognitive, social, or physical resources. 

When demands are sustained and resource 

replenishment is insufficient, withdrawal 

may become one possible response to 

anticipated or experienced resource loss. 

The Job Demands-Resources (JD-R) model 

differentiates between job demands and job 

resources. Job demands refer to aspects of 

one’s work that require sustained effort and 

are associated with physiological or 

psychological costs, while job resources refer 

to aspects which support goal attainment, 

reduce demands, and promote motivation 

(Bakker & Demerouti, 2007, 2017). Based 

on this model, occupational stress can arise 

from both demanding aspects of one’s work 

such as high workload and limited resources 

like autonomy, social support, participation 

and influence. These different sources of 

occupational stress place different kinds of 

demands on employees or reflect different 

resource deficits and therefore may have 

different relationships with turnover 

intention.   

Role-related theories help explain how stress 

develops from both informal and formal 

work roles. Role conflict, role ambiguity and 

role overload all present distinct challenges, 

arising when expectations are unclear, 

demands clash or workload exceeds capacity. 

Across organizational sectors, these role 

stressors are related to turnover intention, 

though not always through the same 

mechanisms. For example, Fathima and 

Umarani’s (2022) research on Indian 

construction engineers found a positive 

significant relationship between role conflict 

and intention to leave but role ambiguity and 

role overload were indirectly linked to 

turnover intention through emotional 

exhaustion and job satisfaction. These 

findings support examining role-related 

stressors alongside broader occupational 

stress dimensions rather than treating 

occupational stress as a single 

undifferentiated construct. 

The Indian IT context makes this distinction 

particularly relevant. Earlier research 

identified workload, staffing constraints, 

deadlines, and role ambiguity as sources of 

stress among IT employees, while noting that 

intentions to leave were not attributable to 

stress alone (Dhar & Dhar, 2010). More 

recent studies have linked role stressors and 

technostress with turnover intention while 

also examining the roles of supervisor 

support, work exhaustion, and personal 

resources (Velaga & Pinapati, 2023; Sharma 

et al., 2025). 

Although this evidence establishes a 

relationship between occupational stress and 

turnover-related outcomes, limited research 

has examined which dimensions of the 

Srivastava-Singh OSI are uniquely 

associated with turnover intention among 

private-sector IT employees in India. 

Existing studies have often focused on stress 

prevalence, demographic differences, overall 

job stress, or selected role stressors rather 

than examining all 12 dimensions together. 

Examining the dimensions simultaneously is 

important because they are interrelated and 

may overlap in their associations with 

turnover intention. A significant bivariate 

association does not necessarily indicate a 

unique association after the shared variance 

among stress dimensions is considered. The 

present study therefore examines the 12 

dimensions of occupational stress in relation 

to turnover intention among 650 private-

sector IT employees in India, with gender 
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and age included as contextual variables. 

 

Objectives 

1. To examine the relationship between the 

12 dimensions of occupational stress and 

turnover intention among private-sector 

IT employees in India. 

2. To examine whether the 12 dimensions 

of occupational stress significantly 

predict turnover intention when 

considered simultaneously. 

3. To examine gender differences in the 

dimensions of occupational stress and 

turnover intention among private-sector 

IT employees in India. 

4. To examine the relationship between 

employees' age, occupational stress 

dimensions, and turnover intention. 

 

Hypotheses 

H1: The dimensions of occupational stress 

will be positively associated with turnover 

intention among private-sector IT employees 

in India. 

H2: The dimensions of occupational stress 

will significantly predict turnover intention 

when considered simultaneously. 

H3: There will be significant gender 

differences in occupational stress dimensions 

and turnover intention among private-sector 

IT employees in India. 

H4: Age will be significantly associated with 

occupational stress dimensions and turnover 

intention among private-sector IT employees 

in India. 

 

MATERIALS & METHODS 

Research Design and Participants 

The present research used a quantitative, 

cross-sectional design. Data on dimensions 

of organizational stress, turnover intention, 

and demographic characteristics were 

collected from each participant at a single 

point in time.  

Participants were recruited through 

purposive sampling. Inclusion criteria were: 

(a) current employment in a private IT 

organization in India, (b) age between 22 and 

55 years, and (c) a minimum of one year of 

continuous employment with the current 

organization.  

Information regarding participants' age, 

gender, educational background, total work 

experience, and job level was collected. 157 

responses were excluded based on the study's 

data screening criteria, resulting in a final 

sample of 650 participants (325 men and 325 

women) with a mean age of 35.41 years.  

 

Measures 

Occupational Stress 

Occupational stress was measured using the 

Occupational Stress Index (OSI) 

developed by Srivastava and Singh (1981, 

1984). OSI consists of 46 items representing 

12 occupational stress dimensions: Role 

Overload, Role Ambiguity, Role Conflict, 

Unreasonable Group and Political Pressure, 

Responsibility for Persons, Under-

participation, Powerlessness, Poor Peer 

Relations, Intrinsic Impoverishment, Low 

Status, Strenuous Working Conditions, and 

Unprofitability. 

Each dimension contained between two to 

six items. Items were scored and reverse-

coded where required according to the 

established OSI scoring procedure, and a 

composite score for each dimension was 

calculated. Higher scores represent greater 

occupational stress within the respective 

dimension. Cronbach's alpha was used to 

assess internal consistency in the present 

sample. Results ranged from α = .552 to .813 

across the 12 OSI subscales.  

 

Turnover Intention 

Turnover intention was assessed using the 

15-item Turnover Intention Scale (TIS-15) 

developed by Roodt (2004). The scale 

assesses an employee's intention or 

inclination to leave their current 

organization. Responses to the 15 items were 

combined to obtain a composite turnover 

intention score, with higher scores 

representing greater turnover intention. The 

internal consistency of the scale in the 

present sample was assessed using 

Cronbach's alpha (α = 0.87). 
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Statistical Analysis  

Data were analyzed using R. Descriptive 

statistics were first calculated for the 12 

occupational stress dimensions and turnover 

intention. Internal consistency of the 

variables under study was examined using 

Cronbach's alpha. Normality of the data was 

assessed using skewness and kurtosis 

statistics and found to be within commonly 

accepted ranges (skewness < 3; kurtosis < 10; 

Kline, 2016). 

Pearson product-moment correlations were 

used to examine the relationships between 

the occupational stress dimensions and 

turnover intention, followed by a 

simultaneous multiple regression with 

turnover intention as the dependent variable 

and all 12 occupational stress dimensions 

entered simultaneously as predictors. 

Independent-samples t-tests were used to 

examine gender differences in each 

occupational stress dimension and turnover 

intention. Pearson correlations were used to 

examine associations between age and each 

occupational stress dimension and turnover 

intention. For the multiple age-related 

correlations, p-values were adjusted using 

the Holm procedure to account for multiple 

comparisons. 

Finally, a hierarchical multiple regression 

was conducted to examine whether the 

occupational stress dimensions explained 

additional variance in turnover intention 

beyond age and gender. Age and gender were 

entered in Step 1, followed by the 12 

occupational stress dimensions in Step 2. 

 

RESULT 

Descriptive Statistics and Reliability 

Table 1 presents descriptive statistics and 

internal consistency coefficients for the study 

variables. Mean scores for the occupational 

stress dimensions ranged from 6.09 for 

Unprofitability to 18.87 for Role Overload. 

The mean turnover intention score was 45.08 

(SD = 9.44). 

 
Table 1: Descriptive Statistics and Reliability of Occupational Stress Dimensions and Turnover Intention 

Variable M SD Cronbach's α 

Role Overload 18.87 4.43 .813 

Role Ambiguity 11.59 3.06 .725 

Role Conflict 14.40 3.60 .753 

Unreasonable Group & Political Pressure 11.59 3.07 .730 

Responsibility for Persons 8.77 2.40 .660 

Under-participation 11.62 3.07 .744 

Powerlessness 8.76 2.38 .670 

Poor Peer Relations 11.46 2.97 .723 

Intrinsic Impoverishment 11.74 2.94 .713 

Low Status 8.86 2.36 .662 

Strenuous Working Conditions 12.30 2.90 .704 

Unprofitability 6.09 1.67 .552 

Turnover Intention 45.08 9.44 .872 

 

Internal consistency was acceptable for most 

occupational stress dimensions, although 

Responsibility for Persons, Powerlessness, 

and Low Status produced coefficients 

slightly below .70. Unprofitability showed 

the lowest coefficient (α = .552), which 

should be interpreted in light of the fact that 

this dimension contains only two items. The 

turnover intention scale demonstrated high 

internal consistency. 

Correlations Between Occupational Stress 

Dimensions and Turnover Intention 

All 12 occupational stress dimensions were 

positively and significantly associated with 

turnover intention (p < .001). The 

correlations ranged from r = .276 for 

Powerlessness to r = .377 for Under-

participation. 

 



Kirti Sharma et al. Which dimensions of occupational stress matter? turnover intention among Indian IT 

employees 

                                      International Journal of Research and Review (ijrrjournal.com)  560 

Volume 13; Issue: 9; September 2026 

Table 2: Pearson’s Product Moment Correlations Between Occupational Stress Dimensions and 

Turnover Intention 

Occupational stress dimension r with TI 

Role Overload .361*** 

Role Ambiguity .300*** 

Role Conflict .362*** 

Unreasonable Group & Political Pressure .354*** 

Responsibility for Persons .311*** 

Under-participation .377*** 

Powerlessness .276*** 

Poor Peer Relations .346*** 

Intrinsic Impoverishment .342*** 

Low Status .345*** 

Strenuous Working Conditions .341*** 

Unprofitability .293*** 

**Note. TI = Turnover Intention. p < .001. 

 

These results support H1. Employees 

reporting higher levels of each occupational 

stress dimension also tended to report greater 

turnover intention. However, the 

occupational stress dimensions were 

themselves moderately intercorrelated, with 

correlations generally ranging from 

approximately .26 to .47. Therefore, 

bivariate associations were followed by a 

simultaneous regression analysis. 

 

Simultaneous Regression of Occupational 

Stress Dimensions on Turnover Intention 

A simultaneous multiple regression was 

conducted with turnover intention as the 

dependent variable and all 12 occupational 

stress dimensions entered simultaneously. 

The model was statistically significant, F(12, 

637) = 18.96, p < .001, and explained 26.3% 

of the variance in turnover intention (R² = 

.263; adjusted R² = .249). 

Three occupational stress dimensions 

showed statistically significant unique 

associations with turnover intention. Role 

Overload was positively associated with 

turnover intention (β = .098, p = .022), as was 

Under-participation (β = .125, p = .003). 

Strenuous Working Conditions also showed 

a significant positive unique association (β = 

.084, p = .043). The remaining dimensions 

did not reach the conventional .05 

significance level when all 12 dimensions 

were considered simultaneously. 

These findings provide support for H2 at the 

overall model level. The results do not 

indicate that the remaining dimensions are 

unrelated to turnover intention; rather, their 

unique associations were not statistically 

distinguishable from zero after accounting 

for overlap among the 12 occupational stress 

dimensions. 

 

Gender Differences 

Independent-samples t-tests indicated no 

statistically significant gender differences in 

any of the 12 occupational stress dimensions 

or turnover intention.  

Women reported a mean turnover intention 

score of 44.78 (SD = 9.18), compared with 

45.38 (SD = 9.69) among men. The smallest 

p value among the 12 occupational stress 

dimensions was .106 for Unprofitability, 

which was also nonsignificant. Therefore, 

H3 was not supported. 

 

Age and Occupational Stress 

Age was negatively associated with turnover 

intention (r = −.159, p < .001). This indicates 

that older employees in the sample tended to 

report somewhat lower turnover intention. 

Age also remained significantly associated 

with turnover intention after accounting for 

gender and the 12 occupational stress 

dimensions (β = −.099, p = .004) in the 

regression model.  

Overall, the findings provide partial support 

for H4. Age was significantly associated with 

turnover intention, but age was not 

consistently associated with the occupational 



Kirti Sharma et al. Which dimensions of occupational stress matter? turnover intention among Indian IT 

employees 

                                      International Journal of Research and Review (ijrrjournal.com)  561 

Volume 13; Issue: 9; September 2026 

stress dimensions after adjustment for 

multiple comparisons. 

 

Hierarchical Multiple Regression 

A hierarchical multiple regression was 

conducted to examine whether the 

occupational stress dimensions explained 

additional variance in turnover intention 

beyond age and gender.  

In Step 1, age and gender together explained 

2.7% of the variance in turnover intention, R² 

= .027, adjusted R² = .024, F(2, 647) = 8.85, 

p < .001. In Step 2, the 12 occupational stress 

dimensions were added, increasing the 

explained variance to 27.4%, R² = .274, 

adjusted R² = .258. The addition of the 

occupational stress dimensions explained an 

additional 24.7% of the variance, ΔR² = .247, 

ΔF(12, 635) = 18.00, p < .001. 

In the final model, age remained negatively 

associated with turnover intention (β = 

−.099, p = .004), while gender remained 

nonsignificant (p = .343). Role Overload (β 

= .100, p = .019) and Under-participation (β 

= .125, p = .003) remained significant, 

whereas Strenuous Working Conditions was 

no longer statistically significant (β = .078, p 

= .057). 

 

 
Note. Error bars represent 95% confidence intervals. β = standardized regression coefficient. p < .05; p < .01. 

 

DISCUSSION 

The present study examined occupational 

stress as a multidimensional construct and 

investigated its association with turnover 

intention among 650 private-sector IT 

employees in India. Four main findings 

emerged. First, all 12 occupational stress 

dimensions were positively associated with 

turnover intention at the bivariate level. 

Second, the 12 dimensions collectively 

explained 26.3% of the variance in turnover 

intention, with Role Overload, Under-

participation, and Strenuous Working 

Conditions showing significant unique 

associations. Third, no gender differences 

were found in occupational stress dimensions 

or turnover intention. Fourth, age was 

negatively associated with turnover 

intention, while its associations with the 

occupational stress dimensions were limited 

after adjustment for multiple comparisons. 
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The bivariate correlations are consistent with 

earlier Indian IT research. Dhar and Dhar 

(2010) interviewed 26 IT professionals in 

depth and traced their distress to heavy 

workloads, thin staffing, and uncertainty 

about what their roles required; those same 

pressures surfaced when participants 

discussed leaving. Gahlan and Singh (2014) 

documented elevated role overload and 

ambiguity in a larger Indian IT sample. Sri 

Sai and Pinapati (2023) confirmed the stress-

to-exit link among Bengaluru IT employees, 

and Thakur and Saxena (2025) reproduced it 

with 419 Indian IT professionals using 

technology-specific stressors. What this 

study adds is the observation that the 12 

dimensions overlap substantially, with 

intercorrelations between roughly .26 and 

.47, and that this overlap conceals which 

stressors carry independent weight. 

To understand which of these 12 dimensions 

predict turnover uniquely, after accounting 

for all the other stress dimensions a 

simultaneous regression model was run. The 

results showed that only three dimensions, 

i.e. Under-participation, Role Overload and 

Strenuous Working Conditions showed 

significant unique associations when 

considered together. The model explained 

26.3% of the variance in turnover intention. 

This pattern suggests that the dimensions of 

occupational stress do not have equivalent 

unique associations with turnover intention 

when their overlap is taken into account. 

However, when age and gender were 

subsequently added in the hierarchical 

model, Role Overload and Under-

participation remained significant, whereas 

Strenuous Working Conditions fell just short 

of conventional significance (p = .057). 

Under-participation emerged as the strongest 

unique predictor of turnover intention. This 

dimension indexes how far employees are 

consulted about decisions that shape their 

own work: scope, sequencing, deadlines, 

how the role itself is defined. This finding 

makes theoretical sense through the lens of 

the JDR model. In this framework, 

participation represents a critical job 

resource: it embodies autonomy, voice, and 

perceived control over one's work. When 

employees lack meaningful involvement in 

decisions, they are stripped of a fundamental 

psychological resource. They become 

passive recipients of demands rather than 

active agents in shaping their work. 

The strength of this effect suggests 

something important for Indian IT 

organizations: workload reduction alone 

won't solve turnover. If employees have little 

say in how work is organized, how deadlines 

are set, or how their roles evolve, reducing 

workload alone may not fully address 

turnover intention. This aligns with 

foundational work on decision latitude and 

occupational health. Karasek's (1979) 

demand-control model shows that employees 

with control over their work, even when 

demands are high, experience better 

outcomes than employees without control 

facing lower demands. In other words, 

autonomy may matter more than comfort. 

More recent research has shown that 

resources buffer the harmful effects of 

demands, particularly when demands are 

high (Bakker & Demerouti, 2007). The 

practical implication is clear: organizations 

seeking to retain IT talent should prioritize 

creating structures where employees 

genuinely participate in decisions affecting 

their work. 

Role Overload also remained significant 

after controlling for the other 11 dimensions. 

Role overload represents sustained excessive 

demands. Unlike role ambiguity or conflict, 

which may be resolved through clarification 

or negotiation, overload directly depletes 

time and cognitive capacity. Similarly, Kunte 

et al. (2017) reported a relationship between 

role overload and turnover intention among 

Indian banking employees. This association 

can also be understood through the effort-

recovery framework: sustained demands 

increase the need for recovery and contribute 

to fatigue and poorer well-being (Sonnentag 

& Zijlstra, 2006), processes that may in turn 

make continued employment less 

sustainable. In IT specifically, project 

deadlines, client demands, scope creep, and 

technical complexity create continuous 
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overload. Unlike manufacturing or service 

roles, IT work involves ongoing cognitive 

demands and problem-solving under time 

pressure. The constant pressure to deliver 

faster with fewer resources leaves little room 

for recovery. 

Strenuous working conditions showed 

marginal significance in the full model (p = 

.057 when age and gender were included), 

suggesting this dimension's effect is 

somewhat less robust or may interact with 

demographic factors. The coefficient 

remained positive but did not reach statistical 

significance, suggesting that its unique 

association is less robust than those of the 

other two dimensions. Thus, its unique 

association was less robust than those of role 

overload and under-participation in the 

hierarchical model.  

Reading the nine non-significant dimensions 

as unimportant would be a mistake, and 

organisations should resist that inference. 

Role ambiguity, role conflict, poor peer 

relations, low status, intrinsic 

impoverishment, powerlessness, 

responsibility for persons, unreasonable 

group and political pressure, and 

unprofitability all correlated substantially 

with turnover intention on their own. Their 

multivariate disappearance indicates that 

their associations with turnover intention did 

not remain statistically significant after the 

overlap among the stress dimensions was 

taken into account. Role theory has long 

treated ambiguity and conflict as distinct role 

stressors rather than interchangeable markers 

of strain (Kahn et al., 1964; Rizzo et al., 

1970). The distinction is not merely 

academic. The pattern also has an efficiency 

implication: because the stress dimensions 

are correlated, the findings should not be 

interpreted as evidence that the non-

significant dimensions are irrelevant to 

employees' experiences of occupational 

stress. 

Age was negatively associated with turnover 

intention, indicating that older employees in 

the present sample reported lower intentions 

to leave their jobs. The association was small 

in magnitude (r = -.159, p < .001) but 

remained significant after controlling for 

occupational stress dimensions and gender in 

the hierarchical regression. Older employees 

may differ from younger employees in 

organizational tenure, career stage, 

accumulated organizational investment, 

alternative opportunities, or expectations 

regarding employment. These possible 

explanations should be tested directly in 

future research rather than inferred from the 

current cross-sectional data. 

No significant gender differences were found 

across any of the 12 occupational stress 

dimensions or turnover intention. This is 

consistent with the Bangalore IT study by 

Sundaresh and Hemalatha (2012), which also 

did not find significant male-female 

differences in occupational stress among IT 

team leaders. 

The present findings should nevertheless be 

interpreted narrowly. The analyses tested 

mean-level differences between men and 

women; they did not test whether gender 

moderates the relationship between 

occupational stress and turnover intention. 

Thus, the absence of mean differences does 

not demonstrate that the stress-turnover 

relationship is similar across gender groups. 

Roughly 73.7% of the variance in turnover 

intention remained unexplained by the 12 

occupational stress dimensions in the 

simultaneous regression model. Turnover 

research has consistently found occupational 

stress to be one contributor among several, 

with organisational commitment, supervisor 

support, perceived fairness, and career 

prospects predicting departure alongside or 

beyond stress (Griffeth et al., 2000; Tett & 

Meyer, 1993). The Indian IT evidence adds a 

culturally specific element that may receive 

less attention in conventional turnover 

models. Lacity et al. (2008) identified social 

norms, including family pressure to remain 

in a particular city, as a principal determinant 

of turnover intention among Indian IS 

professionals, operating alongside job and 

organisational satisfaction. Emotional 

exhaustion and job satisfaction may account 

for additional variance, given their mediating 

roles in other Indian occupational samples 
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(Fathima & Umarani, 2022; Sharma et al., 

2025). Retention is also driven by what is 

present rather than what is absent. 

Employees with meaningful technical work, 

credible advancement, and competent 

supervision stay under substantial stress, and 

employees without those things leave from 

comparatively comfortable positions. 

Reducing occupational stress may support 

retention, but it is unlikely to be sufficient on 

its own. 

 

CONCLUSION 

Implications 

From a theoretical perspective, the study 

demonstrates the value of moving beyond a 

global occupational stress score. Treating 

occupational stress as a single construct may 

obscure the distinction between employees 

who experience excessive demands and 

those who experience insufficient 

participation or difficult working conditions.  

These findings also suggest that addressing 

turnover intention may require 

organizational and job-design approaches 

rather than relying solely on individual 

stress-management interventions. This is 

consistent with the JD-R perspective, which 

emphasizes the importance of job resources 

alongside job demands. Some of these 

approaches could be: 

 

1) Build genuine participation into 

decisions that affect work. Under-

participation showed the strongest unique 

statistical association in the simultaneous 

model. Concrete mechanisms could 

potentially include involvement in scoping 

and estimation before commitments are 

made, representation in policy decisions that 

reshape roles, forums where concerns receive 

documented responses rather than 

acknowledgement, and transparency about 

how decisions were reached. 

2) Address role overload through 

workload and recovery practices. Role 

overload held its effect after eleven other 

stressors were controlled. Addressing it 

could involve estimating timelines against 

historical completion data rather than 

optimistic projection, staffing to actual load, 

reconsidering additional work when capacity 

is exhausted and protecting recovery periods 

after intensive delivery. Recovery research 

indicates that sustained demands increase the 

need for recovery and may contribute to 

fatigue and poorer well-being (Sonnentag & 

Zijlstra, 2006). 

3) Build retention strategy beyond stress 

reduction. With nearly three quarters of 

variance unaccounted for, supervisor quality, 

career development, organisational justice, 

and the intrinsic interest of the work itself 

require attention in their own right. Lacity et 

al.’s (2008) finding that Indian IT 

professionals placed importance on the 

nature of their work also suggests that the 

type of work assigned to employees may be 

relevant to retention. 

4) Consider career stage in future 

retention strategies. Age was independently 

associated with turnover intention after 

accounting for occupational stress. Although 

the present study did not examine the 

mechanisms underlying this association, 

career stage may influence how employees 

evaluate staying or leaving. Future retention 

research could therefore examine whether 

career development, recognition, stability, 

and advancement opportunities have 

different relevance at different stages of 

employees' careers.  

 

Limitations and Future Directions  

The cross-sectional design precludes causal 

inference. Although theory predicts that 

stress contributes to withdrawal intentions, 

the reverse is also plausible: employees who 

intend to leave may disengage and 

subsequently perceive their work as more 

stressful. Longitudinal and time-lagged 

studies would help establish directionality 

and determine whether the three dimensions 

identified in the simultaneous regression 

continue to show unique associations with 

turnover intention.  

All measures were obtained from the same 

respondents at a single time point, which may 

have introduced common method variance 

and inflated the observed associations 
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(Podsakoff et al., 2003). Supervisor ratings, 

organisational records, and objective 

indicators of workload would provide 

independent sources of evidence. 

The use of purposive sampling from private-

sector IT organisations limits 

generalisability. The findings should not be 

assumed to apply to public-sector IT 

employees, other industries, or IT 

workforces outside India without further 

replication. 

Internal consistency varied across the OSI 

dimensions (α = .552–.813). Unprofitability 

showed low reliability (α = .552), so findings 

involving this dimension, including its non-

significant gender comparison, warrant 

cautious interpretation. 

Gender was examined here only through 

group mean comparisons. Testing it as a 

moderator would show whether the strength 

of the stress–turnover relationship differs by 

gender even when overall levels do not, a 

possibility the present findings cannot 

address. 

Qualitative research involving both 

employees who leave and those who remain 

could provide context that survey data cannot 

capture. Interviews could examine why 

employees experiencing similar stress levels 

make different decisions, and how the family 

and social considerations identified in earlier 

Indian IT research interact with workplace 

stressors. 
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