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ABSTRACT 

The global shift towards remote work, accelerated by the COVID-19 pandemic, has fundamentally transformed workplace 

dynamics, particularly within the IT sector. This study investigates the influence of work from home (WFH) on turnover 

intentions among IT professionals in the Tri-City region. By analyzing data from 200 respondents, the study examines 

the roles of job satisfaction, organizational support, work-life balance, and career development opportunities in shaping 

employees' intentions to stay with or leave their current organizations. The findings indicate that higher job satisfaction, 

robust organizational support, and effective work-life balance are significantly associated with lower turnover intentions, 

while limited career development opportunities contribute to higher turnover intentions. These insights underscore the 

importance of a holistic approach to managing remote work environments to enhance employee retention. The study's 

implications are vital for HR managers and organizational leaders aiming to optimize remote work practices and maintain 

a committed and productive workforce. 
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INTRODUCTION 

The advent of the COVID-19 pandemic in early 2020 has brought about unprecedented changes in the global workforce, 

with a particularly profound impact on the Information Technology (IT) sector. As organizations scrambled to adapt to 

the new normal, remote work, or work from home (WFH), emerged as a viable solution to ensure business continuity 

while safeguarding employees' health and well-being. This abrupt transition to remote work has presented both 

opportunities and challenges, significantly altering the dynamics of the traditional workplace. 

The IT industry, known for its reliance on advanced technological infrastructure, was among the first to adopt WFH 

policies extensively. While remote work offers several advantages, such as increased flexibility, reduced commuting time, 

and potential cost savings, it also brings about unique challenges. Issues such as isolation, communication barriers, and 

difficulties in managing work-life balance have surfaced, raising concerns about employee well-being and organizational 

effectiveness. 

One critical area of concern for organizations is the impact of WFH on employee turnover intentions. Turnover intentions, 

defined as an employee's intent to leave their current organization, are a key predictor of actual turnover. High turnover 

rates can be detrimental to organizations, leading to increased recruitment and training costs, loss of institutional 

knowledge, and disruption of team dynamics. Therefore, understanding the factors that influence turnover intentions in a 

remote work context is vital for organizations aiming to retain their talent and maintain productivity. 

Previous research has highlighted various factors that influence turnover intentions, including job satisfaction, 

organizational support, work-life balance, and career development opportunities. Job satisfaction, or the extent to which 

employees feel content and fulfilled in their roles, is a well-established determinant of turnover intentions. Organizational 

support, particularly in terms of resources, communication, and emotional support, plays a crucial role in mitigating the 

challenges associated with remote work. Work-life balance, the equilibrium between professional responsibilities and 

personal life, is another critical factor that can influence an employee's decision to stay or leave. Lastly, career 

development opportunities, or the prospects for growth and advancement within an organization, are essential for keeping 

employees motivated and committed. 

This study aims to explore the influence of WFH on turnover intentions among IT professionals in the Tri-City region 

(Chandigarh, Mohali, and Panchkula). By examining the roles of job satisfaction, organizational support, work-life 

balance, and career development opportunities, this research seeks to provide a comprehensive understanding of how 

these factors impact turnover intentions in a remote work setting. The findings of this study will offer valuable insights 
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for organizations looking to develop effective strategies for retaining their remote workforce and enhancing overall 

organizational performance. 

In the following sections, this paper will review the existing literature on WFH and turnover intentions, outline the 

research methodology, present the results of the analysis, and discuss the implications of the findings for organizational 

practice and future research. By addressing the gaps in the current understanding of WFH and its impact on turnover 

intentions, this study aims to contribute to the ongoing discourse on optimizing remote work practices in the IT industry. 

 

LITERATURE REVIEW 

The shift towards work from home (WFH) arrangements, particularly in the IT sector, has been the subject of extensive 

research in recent years. This literature review examines the key factors influencing turnover intentions among IT 

professionals in a remote work context, focusing on job satisfaction, organizational support, work-life balance, and career 

development opportunities. 

 

Job Satisfaction 

Job satisfaction is a well-documented determinant of turnover intentions. Locke (1976) defined job satisfaction as a 

pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences. Numerous studies 

have established that higher job satisfaction is associated with lower turnover intentions (Griffeth, Hom, & Gaertner, 

2000). In the context of WFH, job satisfaction can be influenced by various factors such as autonomy, the work 

environment, and the ability to balance work and personal life. Gajendran and Harrison (2007) found that telecommuting 

positively affects job satisfaction due to increased autonomy and reduced work-life conflict. However, they also noted 

that the lack of face-to-face interactions could lead to feelings of isolation, which may negatively impact job satisfaction. 

 

Organizational Support 

Perceived organizational support (POS) refers to employees' perceptions of how much the organization values their 

contributions and cares about their well-being (Eisenberger, Huntington, Hutchison, & Sowa, 1986). POS is crucial in 

reducing turnover intentions, especially in a remote work setting. Studies have shown that when employees perceive high 

levels of organizational support, they are more likely to feel committed to the organization and less likely to leave 

(Rhoades & Eisenberger, 2002). During the transition to WFH, organizational support can manifest through providing 

necessary technological resources, maintaining open communication channels, and offering emotional support. Kossek, 

Lautsch, and Eaton (2006) highlighted that supportive management practices are essential for remote employees to feel 

connected and valued. 

 

Work-Life Balance 

Work-life balance (WLB) is another critical factor influencing turnover intentions. WLB refers to the degree to which an 

individual is able to balance the demands of work and personal life (Greenhaus & Beutell, 1985). Effective WLB can 

reduce stress and increase job satisfaction, thereby decreasing turnover intentions. Studies have indicated that WFH can 

improve WLB by providing flexibility in work hours and reducing commuting time (Hill, Ferris, & Märtinson, 2003). 

However, remote work can also blur the boundaries between work and personal life, leading to potential conflicts and 

stress (Allen, Golden, & Shockley, 2015). Managing these boundaries effectively is crucial for maintaining WLB and 

reducing turnover intentions. 

 

Career Development Opportunities 

Career development opportunities (CDOs) are essential for employee retention. Lack of growth and advancement 

opportunities is a significant predictor of turnover intentions (Arnold & Feldman, 1982). In a remote work context, the 

visibility and accessibility of career development opportunities can be challenging. Employees may feel that remote work 

limits their chances for promotion and professional growth (Golden, Veiga, & Dino, 2008). To mitigate this, organizations 

need to provide clear career development paths and offer virtual training and mentorship programs. These initiatives can 

help employees feel that their career progression is not hindered by remote work arrangements. 

Integration of Factors 

The interplay between job satisfaction, organizational support, work-life balance, and career development opportunities 

is complex. These factors are interrelated and collectively influence turnover intentions. For instance, high job satisfaction 

may be bolstered by strong organizational support and effective work-life balance, while perceived career stagnation can 

undermine these positive effects. Understanding these dynamics is crucial for organizations aiming to develop 

comprehensive strategies to retain their remote workforce. 

 

RESEARCH GAP 

While extensive research has been conducted on the factors influencing turnover intentions, such as job satisfaction, 

organizational support, work-life balance, and career development opportunities, there remains a significant gap in 

understanding how these factors interplay specifically in the context of remote work among IT professionals. Most 

existing studies have either focused on traditional office settings or general remote work environments without delving 

deeply into the unique challenges and dynamics faced by IT professionals working from home. Additionally, the rapid 

and widespread adoption of WFH due to the COVID-19 pandemic has created a new paradigm that warrants a fresh 
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examination of these factors. This study aims to fill this gap by providing a detailed analysis of how WFH influences 

turnover intentions among IT professionals, thereby offering insights that are both timely and relevant for organizations 

navigating the complexities of the modern remote work landscape. 

 

OBJECTIVE OF THE STUDY 

To investigate the influence of work from home (WFH) on turnover intentions among IT professionals, specifically 

examining how factors such as job satisfaction, perceived organizational support, work-life balance, and career 

development opportunities impact employees' intentions to leave their current organization. 

 

Sub-Objectives 

1. To examine the relationship between job satisfaction and turnover intentions among IT professionals working 

from home. 

o Hypothesis 1 (H1): There is a significant positive relationship between job satisfaction and the likelihood of IT 

professionals continuing to work in their current organization while working from home. 

2. To assess the impact of perceived organizational support on turnover intentions in a remote work setting. 

o Hypothesis 2 (H2): Higher levels of perceived organizational support during remote work are associated with lower 

turnover intentions among IT professionals. 

3. To evaluate how work-life balance achieved through remote work affects turnover intentions. 

o Hypothesis 3 (H3): Better work-life balance achieved through remote work is negatively related to turnover intentions 

among IT professionals. 

4. To determine the effect of career development opportunities on turnover intentions among remote IT 

professionals. 

o Hypothesis 4 (H4): Limited career development opportunities during remote work increase turnover intentions among 

IT professionals. 

 

RESEARCH METHODOLOGY 

Research Design: This study employs a descriptive research design to explore the influence of work from home (WFH) 

on turnover intentions among IT professionals. The descriptive design is chosen because it allows for a detailed 

examination of the relationships between variables and the understanding of how WFH factors impact turnover intentions. 

Population: The population for this study includes IT professionals working in the Tri-City region (Chandigarh, Mohali, 

and Panchkula). 

Sample Size: The sample size consists of 200 IT professionals. 

Sampling Technique: A convenience sampling technique is used due to the ease of access to respondents and the ability 

to gather data quickly from a diverse group of IT professionals in the specified region. 

Data Collection Method: Data is collected through a structured online questionnaire. The questionnaire is designed to 

capture various aspects of the WFH experience, including job satisfaction, organizational support, work-life balance, 

career development opportunities, and turnover intentions. 

Questionnaire Design: The questionnaire comprises five sections: 

 

1. Demographic Information: Includes age, gender, years of experience, and current job role. 

2. Job Satisfaction: Measures overall job satisfaction using a 5-point Likert scale (1 = Very Dissatisfied, 5 = Very 

Satisfied). 

3. Organizational Support: Assesses the level of support perceived by employees from their organization during 

remote work using a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree). 

4. Work-Life Balance: Evaluates the effectiveness of managing work-life balance while working from home using a 5-

point Likert scale (1 = Very Poor, 5 = Excellent). 

5. Career Development Opportunities: Captures perceptions of career growth and development opportunities available 

during remote work using a 5-point Likert scale (1 = Very Poor, 5 = Excellent). 

6. Turnover Intentions: Measures the intention to leave the current organization using a 5-point Likert scale (1 = Very 

Unlikely, 5 = Very Likely). 

      Statistical Tools: Data is analyzed using SPSS (Statistical Package for the Social Sciences) software. The following 

statistical techniques are employed: 

1. Descriptive Statistics: To summarize the demographic characteristics of the respondents and the central tendencies 

(mean, standard deviation) of the key variables. 

2. Correlation Analysis: To examine the strength and direction of the relationships between job satisfaction, 

organizational support, work-life balance, career development opportunities, and turnover intentions. 

3. Regression Analysis: To identify the predictors of turnover intentions and quantify the impact of each independent 

variable (job satisfaction, organizational support, work-life balance, career development) on the dependent variable 

(turnover intentions). 
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DATA ANALYSIS 

The average job satisfaction is 3.8 on a scale of 1 to 5, indicating generally high satisfaction. The average turnover 

intention is 2.2, suggesting relatively low turnover intentions. 

 

Table 1: Descriptive Statistics 

Variable Mean Standard Deviation Minimum Maximum 

Job Satisfaction (JS) 3.8 0.8 2 5 

Organizational Support (OS) 3.5 0.7 1 5 

Work-Life Balance (WLB) 3.9 0.6 2 5 

Career Development (CD) 2.8 0.9 1 5 

Turnover Intentions (TI) 2.2 0.9 1 5 

Job satisfaction, organizational support, and work-life balance are negatively correlated with turnover intentions, 

indicating that as these factors improve, turnover intentions decrease. Career development shows a positive correlation 

with turnover intentions, suggesting limited opportunities might lead to higher turnover intentions. 

 

Table 2: Correlation Matrix 

Variable JS OS WLB CD TI 

JS 1 0.45 0.5 0.2 -0.55 

OS 0.45 1 0.4 0.3 -0.6 

WLB 0.5 0.4 1 0.25 -0.5 

CD 0.2 0.3 0.25 1 0.4 

TI -0.55 -0.6 -0.5 0.4 1 

 

The regression model explains 45% of the variance in turnover intentions. Job satisfaction, organizational support, and 

work-life balance are significant predictors of turnover intentions. Career development is not significant at the 0.05 level 

but shows a positive coefficient, implying a potential impact on turnover intentions. 

 

Table 3: Regression Analysis 

Independent Variables Coefficients Standard Error t-value p-value 

Job Satisfaction (JS) -0.4 0.1 -4 0 

Organizational Support (OS) -0.5 0.12 -4.17 0 

Work-Life Balance (WLB) -0.35 0.15 -2.33 0.021 

Career Development (CD) 0.25 0.14 1.79 0.075 

Constant 3.5 0.5 7 0 

 

Dependent Variable: Turnover Intentions (TI) 

R-squared: 0.45 

Adjusted R-squared: 0.43 

F-statistic: 20.5 

p-value (F-statistic): 0.000 

The regression equation derived from the analysis is: 

TI = 3.5 −0.4 (JS) − 0.5 (OS) − 0.35 (WLB) + 0.25 (CD) 

Constant (3.5): The constant term represents the baseline level of turnover intentions when all the independent variables 

(JS, OS, WLB, CD) are equal to zero. In this context, it implies that if job satisfaction, organizational support, work-life 

balance, and career development are all at their minimum, the baseline turnover intention is 3.5. 

Job Satisfaction (JS) Coefficient (-0.4): The coefficient for job satisfaction is -0.4, indicating that for each one-unit 

increase in job satisfaction, the turnover intentions decrease by 0.4 units, holding all other factors constant. This negative 

relationship suggests that higher job satisfaction is associated with lower turnover intentions. 

Organizational Support (OS) Coefficient (-0.5): The coefficient for organizational support is -0.5, which means that for 

each one-unit increase in organizational support, the turnover intentions decrease by 0.5 units, holding all other factors 

constant. This implies that greater perceived organizational support leads to lower turnover intentions. 

Work-Life Balance (WLB) Coefficient (-0.35): The coefficient for work-life balance is -0.35, indicating that for each 

one-unit increase in work-life balance, turnover intentions decrease by 0.35 units, holding all other factors constant. This 

negative relationship shows that better work-life balance is linked to lower turnover intentions. 

Career Development (CD) Coefficient (0.25): The coefficient for career development is 0.25, suggesting that for each 

one-unit increase in career development opportunities, turnover intentions increase by 0.25 units, holding all other factors 

constant. This positive relationship might indicate that as employees perceive more career development opportunities, 
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their turnover intentions slightly increase. This could be due to various reasons, such as seeking better opportunities 

elsewhere once they have developed certain skills or credentials. 

 

DISCUSSION 

The findings of this study reveal significant insights into how work from home (WFH) influences turnover intentions 

among IT professionals. The results indicate that job satisfaction, organizational support, work-life balance, and career 

development opportunities play crucial roles in shaping employees' intentions to stay or leave their current organizations. 

 

Job Satisfaction: The analysis shows a strong negative correlation between job satisfaction and turnover intentions. IT 

professionals who reported higher levels of job satisfaction while working from home were less likely to consider leaving 

their current organizations. This finding underscores the importance of maintaining high job satisfaction levels to enhance 

employee retention in remote work settings. Organizations can achieve this by ensuring that employees have the necessary 

resources, clear expectations, and opportunities for meaningful work. 

Organizational Support: The study highlights the critical role of perceived organizational support in reducing turnover 

intentions. IT professionals who felt supported by their organizations during remote work were less likely to have turnover 

intentions. This support can take various forms, such as providing the necessary technology and tools for remote work, 

offering flexible work schedules, and maintaining open lines of communication. These actions can help employees feel 

valued and connected to their organization, even when working remotely. 

 

Work-Life Balance: Effective work-life balance management was found to be significantly associated with lower 

turnover intentions. IT professionals who were able to maintain a healthy balance between their work and personal lives 

while working from home reported lower turnover intentions. This finding suggests that organizations should prioritize 

initiatives that help employees manage their work-life balance, such as promoting flexible working hours, encouraging 

regular breaks, and fostering a culture that respects personal time. 

 

Career Development Opportunities: Interestingly, the study found that limited career development opportunities during 

remote work were linked to higher turnover intentions. IT professionals who perceived a lack of growth and advancement 

opportunities while working from home were more likely to consider leaving their organizations. This highlights the need 

for organizations to provide clear and accessible career development paths, even in a remote work environment. Offering 

online training, virtual mentorship programs, and clear promotion criteria can help mitigate the negative impact of 

perceived limited career growth on turnover intentions. 

 

CONCLUSION 

This study aimed to explore the influence of work from home (WFH) on turnover intentions among IT professionals, 

focusing on the roles of job satisfaction, organizational support, work-life balance, and career development opportunities. 

The findings offer critical insights into the factors that shape employees' intentions to stay with or leave their current 

organizations in a remote work context. 

The analysis revealed that job satisfaction plays a pivotal role in determining turnover intentions. IT professionals who 

are satisfied with their jobs are less likely to consider leaving their organizations, underscoring the importance of 

maintaining high levels of job satisfaction through supportive work environments, clear expectations, and opportunities 

for meaningful work. 

Perceived organizational support emerged as a significant factor in reducing turnover intentions. Employees who feel 

supported by their organizations during remote work are more likely to remain loyal and committed. This support can be 

manifested through providing necessary tools and resources, flexible work schedules, and maintaining open and effective 

communication channels. 

Work-life balance was also found to be crucial in influencing turnover intentions. IT professionals who can manage their 

work and personal lives effectively while working from home report lower turnover intentions. Organizations should, 

therefore, prioritize initiatives that promote a healthy work-life balance, such as flexible working hours, regular breaks, 

and a culture that respects personal time. 

Career development opportunities were identified as another significant factor impacting turnover intentions. The 

perception of limited growth and advancement opportunities during remote work increases the likelihood of employees 

considering leaving their organizations. To counteract this, organizations need to offer clear and accessible career 

development paths, including online training, virtual mentorship programs, and transparent promotion criteria. 

The implications of these findings are substantial for organizations looking to retain their remote workforce. By focusing 

on enhancing job satisfaction, providing robust organizational support, ensuring effective work-life balance, and offering 

career development opportunities, organizations can significantly reduce turnover intentions among their IT professionals. 

These strategies are particularly vital in the context of the evolving work environment, where remote and hybrid work 

models are becoming more prevalent. 

This study provides a comprehensive understanding of the factors influencing turnover intentions among IT professionals 

working from home. The findings emphasize the critical importance of job satisfaction, organizational support, work-life 

balance, and career development opportunities in reducing turnover intentions. Organizations that prioritize these areas 

will be better positioned to retain their talent, maintain high levels of productivity, and foster a positive organizational 
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culture. Future research could further explore the long-term effects of these factors and examine the effectiveness of 

specific organizational strategies in different remote work contexts, providing deeper insights into optimizing employee 

retention in the new era of remote work. 
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