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Abstract
The work environment has witnessed great disruption due to COVID-19 in recent times. As the world
entered 2021, a sudden change in employee attitude became apparent, and cases of mass resignations
started increasing exponentially, leaving businesses to struggle to acquire and retain talent. This mass
resignation was termed ‘The Great Resignation’ by Prof. Anthony Klotz in May 2021. Therefore, this
situation and the new term given to it is the motivation behind this research. The research aims to
understand the underlying factors and their interrelationships, as well as how they affect people’s
decision to quit their jobs. This research based on survey data and multivariate statistical treatment of
these data is a serious attempt to explore the factors responsible for mass resignation during the
unprecedented times. In addition, a sentiment analysis is performed on tweets pertaining to the great
resignation to understand the sentiments and emotions of people towards the new phenomenon of the
great resignation. The results of the study suggest that some new dimensions majorly trust and self-
reliance, responsible for turnover intention. This research attempts to add substantial literature to the
existing body of knowledge and also aims to provide some meaningful insights that can be of use to
human resource managers in helping them strategize their HR policies so as to maintain the right pool of
talents in their organizations.

Introduction
The global pandemic due to the novel coronavirus has changed the way we think about work and life.
The terms and conditions of the jobs and the labour market have changed drastically, leading to an
increase in employee turnover both voluntarily and mandatorily. During the work-from-home situation or
job loss due to mandatory resignation, people explored some of the skills that they already had but could
not �nd time to explore while working in a standard 9-5 job environment. They have also taken several
online courses during this period. This led to greater con�dence and self-reliance among working people,
be they white-collar or blue-collar workers. Empowered with new skills and self-reliance, working people
turned to mass resignation from their jobs, which was termed as ‘The Great Resignation’ by Klotz (2021).
He called it a pandemic epiphany. The great resignation can be considered as a worker’s revolution due to
the legacy of the pandemic. 

The scenario of the great resignation is very alarming and imminent. According to the U.S. Department of
Labour, from April to June 2021, a total of 11.5 million workers quit their jobs. This �gure stands at 4.3
million for August 2021. This represents 2.9% of the total workforce nationwide, which is the highest
number to date (Cohen & Roeske-Zummer, 2021). A survey of more than 30,000 workers conducted by
Microsoft found that 41% are considering quitting and that number is expected to jump to 54% among
Gen Z workers alone. This is expected not to end and continue in the future (Kane, 2021).  According to
data collected and summarized by the OECD, 20 million less people are back to work in 38 countries
(Taylor, 2021), of which 14 million claim to leave the workforce and can be classi�ed as ‘not working’ or
‘currently not on the search for jobs.’ The trends in the resignation are much higher in low-wage workers
when compared to higher ones, and sectors which are most affected include hospitality, transport, retail,
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education, etc. (Patel, 2022). In the Indian IT sector, the hiring of skilled professionals is increasing by
52%, indicating high job changes and an imminent requirement of skilled workforce (Kothari, 2022).
Furthermore, more than a million employees are expected to resign, further leading to 23% attrition rate in
the tech sector, which is at an all-time high (Kajarekar, 2021). In terms of cohort, Gen Z and millennium
workers are switching the most and leading the wave followed by Gen X and then Baby Boomers (Smith,
2021).

There is an obvious question as to where the employees are going and what they are doing after quitting
their jobs. A report by Mitchell & Dill (2021) shows that some of the employees have quit full-time jobs
and began freelancing, allowing more time with family. The increase in this self-employment and
entrepreneurial zeal is evident after the pandemic phase. This has led to a gig economy in which there is
a transitory legal compulsion and agreement in terms of employment conditions (Nadler, 2017). It
provides both the employer and the employee �exibility since it is an on-demand ful�lment where the
commitment is not a standard one. 

In a different choice, many employees have decided to go for upskilling where they plan to improve their
skills so they possess better skills and be industry ready to get better jobs. There is a section of
employees who consider themselves to be in the wrong place and in the wrong career. These individuals
explored their pleasant hobbies that led to thinking about turning them into careers (Lim, 2021).  Another
interesting option which many have opted for is to go for their own start-ups. A start-up boom has been
seen during and after the pandemic in which 32% of people in the US have left jobs to enter this �eld
(Bienasz, 2021).  In India, there was a start-up boom, as the year 2020 witnessed as many as 1600 start-
ups and 12 unicorns, which is highest in a calendar year with a future of 8-10% year-on-year growth
(NASSCOM-ZINNOV REPORT, 2021). 

The concept of mass resignation, hereby termed as the great resignation, is attracting growing attention
both by the academia and the corporates across the world. However, the concept is still in nascent stage
and very little is known about it through the academic literature. Therefore, this study is conducted to �nd
the factors and their interrelationships that fuel this mass exodus. An attempt has also been made to
understand the underlying sentiments and emotions of the people that propel them to resign from their
jobs. Although many studies have been done in the past to �nd out the reasons for employee burnout,
this work offers one of the �rst investigations into the mass resignation phenomenon in light of the
global pandemic and work-from-home situations. This work makes a signi�cant contribution to the �eld
of human resource and organizational behaviour in terms of theoretical and practical implications. The
study in the form of this paper is organized as follows.

The �rst section outlines some of the key literature and builds a conceptual framework for further
investigation. On the basis of the conceptual framework, eight hypotheses have been developed and
represented in the form of a conceptual model. This section is followed by the Materials and methods
section detailing about the research framework, sampling, and methodology used for the research. The
materials and methods section is further divided into two parts, one explaining material and methods for
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the sentiment analysis and another one for the survey method. The third section details the statistical
treatment of the data followed by the results. The next section is about the discussion based on these
results. Finally, the article closes with the conclusion and implications of the study followed by limitations
and directions for future research.

The terms turnover intention and intention to resign are used interchangeably throughout the paper and
are synonymous to each other.

Conceptual Framework and Hypotheses Development

Work-Life Balance and Turnover Intention
Work-Life balance is a crucial issue for organizations to manage as it is a serious issue for the
employees. There has been a gradual rise in concerns regarding work-life balance due to its importance
not only for family members, but also for the organization (Bourhis & Mekkaoui, 2010). After offering and
providing the right balance between work and life, human resource management can expect to retain
talented employees (Vidal-Salazar, Cordón-Pozo & José, 2016) for having a competitive edge. The
importance of work-life balance is evident in the sense that properly managing it leads to less turnover
and better retention (Hill et al., 2008; Society for Human Resource Management, 2010), while poor work-
life balance leads to job dissatisfaction and job switching behaviour (Allen et al., 2013), costing the
organization in various ways. Furthermore, the quality of work-life balance and job embeddedness leads
to job enrichment, providing reasons to stay in an organization (Mitchell., Holtom, Lee, Sablynski & Erez,
2001; Wheeler, Harris & Harvey, 2010). Various studies suggest that job embeddedness mediates the
effect of family-work con�ict on turnover intention (Afsar & Rehman, 2017; Thakur & Bhatnagar, 2017),
while workplace �exibility moderates this relationship (Jiang, Liu, McKay, Lee & Mitchell, 2012). These
articles highlight the importance of working-life balance in the intention of turnover. Based on these
�ndings, it is hypothesized that:

H1: The lack of work-life balance has positive and signi�cant effect on the intention to resign.

Uncertainty at Work and Turnover Intention
Uncertainty at work leads to a feeling of tension, anxiety, worry, and stress along with a feeling of
insecurity about the job of the employees (Huang, Niu, Lee & Ashford, 2012). The pandemic has brought
to the minds of the employees, uncertainty related to their continuation of jobs, their pay protection,
uncertainty about job location, etc. These uncertainties leading to fear of job loss are detrimental to
employee job attitudes and, more importantly, their behavioural relationship with the organization (Sverke,
Hellgren & Näswall, 2002). Kurniawaty, Ramly & Ramlawati (2019) opines that stress and insecurity at
work have a positive in�uence on turnover intention. However, during the unprecedented global pandemic
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situation, co-worker and family support reduces the negative impact of uncertainty and emotional
exhaustion at work (Usman, Cheng, Ghani, Gul & Shah, 2021), thus reducing the intention to turnover
(Akgunduz & Eryilmaz, 2018). The role of supervisors is crucial, as it in�uences the degree of uncertainty
and role stress experienced by their subordinates, which affects their satisfaction level and contributes to
turnover intention (O'Driscoll & Beehr, 1994). Based on these �ndings from the previous research, it is
postulated that:

H2: Uncertainty at work has a positive and signi�cant effect on the intention to resign.

Mental Well-Being and Turnover Intention
The mental well-being of employees on the job is of utmost importance.  Its absence can lead to
depression, and many times it is underdiagnosed and not treated in a proper manner (Goetzel &
Ozminkowski, 2000; Goetzel, Ozminkowski, Meneades, Stewart & Schutt, 2000). The organization should
ensure the well-being of the mental health of the employees, as employee productivity and e�ciency are
connected to it (Goetzel, Ozminkowski, Sederer & Mark, 2002; Goetzel, Hawkins, Ozminkowski & Wang,
2003; Goetzel et al., 2004). Work-based cultural activities play an important role in the mental and
emotional well-being of employees, thus contributing to a better employee-employer relationship (Theorell
et al., 2013). Siu, Cooper & Donald (1997) adopted an occupational stress indicator for the investigation
of the source of stress, coping with the strategies for better mental and physical well-being, and
concluded that people in the managerial role are more prone to both mental and physical ill-health. The ill
effects of lack of mental well-being range from employee depression to increased absenteeism, which in
turn leads to loss in productivity and increased cost for employers (Goetzel et al., 2018). Nadinloyi,
Sadeghi & Hajloo (2013) concluded that job satisfaction and mental health are positively correlated, in
addition to those employees who have a longer history in their jobs, having much job satisfaction. All
these studies indicate that mental and physical well-being is of primary importance and should be
focused on both by the employees and employers. Mental and physical well-being is directly related to
job satisfaction, which in turn translates to engagement with the organization. Thus, the hypothesis

H3: Lack of mental well-being has a positive and signi�cant effect on intention to resign.

Monetary Compensation and Turnover Intention
Monetary compensation is perceived as one of the most important motivators in a job. It enables an
individual to ful�l physiological as well as psychological needs (Kasser & Ryan, 1993).  Money
determines the standard of living and socioeconomic status, which in turn leads to happiness (Chitchai,
Senasu & Sakworawich, 2020). Extrinsic rewards lead to intrinsic motivation (Deci, Koestner & Ryan,
1999). To retain talent, employers try to offer attractive salaries and timely incentives. However, it is the
natural tendency of employers to eventually lay off highly paid workers and replace them with cheap
labour available (Sachau, 2007). During the current pandemic, both macro and micro factors led to cost
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reduction by organizations, mainly through layoffs or cutting down the payments to employees. Many
organizations have not    been able to properly compensate their employees, creating a fear of job
continuity and searching for alternative jobs or other options. Based on these studies, it is deducted that
monetary compensation plays an important role in determining the turnover intentions of an employee,
and thus the hypothesis is:

H4: Lack of proper monetary compensation has a positive and signi�cant effect on intention to resign.

Career Growth and Turnover Intention
Career progression is one of the strongest determinants of employee motivation and commitment to the
job (Karavardar, 2014). In normal or unprecedented times, employees compare their career progress with
others and also with possible alternative careers. Weng & Hu (2009) argued that career growth can be
measured by three factors, namely career progression, capacity development, and promotion opportunity.
All these factors negatively affect employee turnover intention while career progression has a
signi�cantly positive impact on the organizational commitment, thus reducing turnover intention (Weng &
McElroy, 2010; Weng, McElroy, Morrow & Liu, 2010; Biswakarma, 2016). Formal and informal mentoring
positively affects organizational citizenship behaviour (OCB), which in turn has a negative impact on the
intention to turnover intention (Okurame & Balogun, 2005; Okurame, 2012). The career growth policy in an
organization should have a mutual feeling of psychological contract where there is a scope for progress
(Bedeian, Pizzolatto, Long & Griffeth, 1991) leading to better organizational commitment (Coyle-Shapiro
& Morrow, 2006). Individual career concerns have a direct relationship with their intention of resigning,
along with the buffer in�uence of organizational commitment on this relationship (Hess, Jepsen & Dries,
2012). From these studies, it is noted that the career growth of the employees has a negative impact on
their intention of leaving. Accordingly, it is postulated that:

H5: Slow career growth has a positive and signi�cant effect on intention to resign.

In�uence of Self-reliance and Turnover Intention on Actual
Turnover
Individuals always tend to weigh the jobs they are into versus anything else that they can do on their own
for a better living. If at any point of time in their career they feel that they can be self- reliant, then there is
a cognitive dissonance in the mind to leave the job and be a master of their own work. Regular salaried
jobs are always at a risk of job loss due to supply outweighing demand leading to cheap labour options
(Ghose, 2016) and this risk increases manifold during unprecedented times like the current global
pandemic situation and subsequent lockdowns globally (Ghose, 2020). To mitigate such risks and
uncertainties, people tend to look for other sustainable options in which self-reliance is the key. Mitchell &
Dill (2021) report how freelancing can be the new career for employees as they get to spend more time
with their family and have better autonomy. Some have moved on to entrepreneurship (Szostak &
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Sułkowski, 2021), which not only protects their identity, but also makes them self-su�cient and
independent. Most quali�ed professionals shifted from their traditional o�ce jobs to become gig workers,
and the gig economy is on a rise (Vega, Cecchinato & Rooksby, 2020; Umar, Xu & Mirza, 2021). During the
pandemic, most of the work shifted to online mode, and this fuelled the labour supply on the Gig
economy platforms, which increased by 25% during the pandemic (Cao, Zhang & Huang, 2020). Inferring
these �ndings in the wake of the global pandemic and the current employment scenario, it is noted that
self-reliance is the key factor leading people to quit their regular jobs and taking up freelancing or
entrepreneurship as an alternative career option. Thus, it is hypothesized that 

H6a: The intention to resign has a positive and signi�cant effect on actual resignation of employees. 

H6b: Employee self-reliance mediates the relationship between intention to resign and actual resignation. 

The Moderating Effects of Work Experience on Turnover
Intention
Work experience or the length of employment of an employee is an in�uencing factor when it comes to
the intention to change. Employees who serve organizations for a considerable period of time are less
likely to quit than those who have a relatively lesser stay at the organization, since they adapt to the
working environment (Jiang, Hu & Wang, 2018). But employees with less work experience expect better
growth and more self-regulation resources at their workplace (Yang, Guan, Lai, She & Lockwood, 2015)
and have a stronger urge for positive change (Huang, X., Shi, Zhang & Cheung, 2006). Wright & Bonett
(2002) in their study concluded that while controlling for age and another demographic variable, tenure
had a very strong moderating effect on the turnover intention of the employees. As the tenure increases,
the turnover intention decreases exponentially. From these studies, it is observed that the tenure and work
experience of the employees have a signi�cant effect on their intention to resign. Therefore, it is
postulated that: 

H7a: The employee’s work experience moderates the association between work-life balance and intention
to resign.

H7b: Employee work experience moderates the association between uncertainty at work and intention to
resign. 

H7c: The work experience moderates the association between mental well-being and intention to resign. 

H7d: Employee work experience moderates the association between monetary compensation and
intention to resign. 

H7e: The work experience moderates the association between career growth and the intention to resign. 
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The Moderating Effects of Employee-Employer Trust on
Turnover Intention
Trust between the employee and the employer is a very important attribute for the success of the
organization (Brockner, Siegel, Daly, Tyler & Martin, 1997). Building trust in the workplace is very crucial
for the employer because employees at low-trust workplaces feel very insecure, disengaged, and
uncommunicative leading to a stressful work environment (Jiang & Probst, 2015; 2019). The talent and
creativity of the employees cannot get the right space, and thus a drop in productivity. Collective trust in
management leads to better teamwork and collaboration among different levels of employees, ultimately
reducing job stress, anxiety, and insecurity (Wang, Mather & Seifert, 2018). Trust as an intermediary
variable moderates the relationship between employer fairness and employee engagement (Abbas & Wu,
2018). Direct leaders (eg, supervisors) in an organization are the �rst reference point of trust between the
employee and the organization (Tan & Tan, 2000; Dirks & Ferrin, 2002). Although another study by Aryee,
Budhwar & Chen (2002) found that only interactional justice is related to trust in the supervisor. The same
study also concludes that trust in the organization fully mediates the relationship between interactional
justice and turnover intentions.  From these studies, it is noted that the employee-employer trust is crucial
to reducing the turnover intentions of the employees, and hence, the hypothesis

H8a: Employee-employer trust moderates the association between work-life balance and intention to
resign. 

H8b: Employee-employer trust moderates the association between uncertainty at work and intention to
resign. 

H8c: Employee-employer trust moderates the association between mental well-being and intention to
resign. 

H8d: The employee-employer trust moderates the association between monetary compensation and
intention to resign. 

H8e: Employee-employer trust moderates the association between career growth and intention to resign.

From the extant literature cited above, the interrelations between the various constructs were visualized
and the conceptual framework was drawn. The same is present in Fig.1 below:

                                                ----------------------------------------

Insert Fig. 1 about here

                                                ----------------------------------------
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We summarize our hypotheses in the following conceptual model (see Fig. 2) where we show that how
the constructs of resignation and intention to resign are related to each other and are moderated by the
work experience and employee-employer trust. We also show in the conceptual model that self-reliance
mediates the relationship between the intention to resign and actual resignation. 

----------------------------------------

Insert Fig. 2 about here

                                                ----------------------------------------

Materials And Methods
The study is divided into two parts: The �rst part consists of a sentimental and emotional analysis of
people about the great resignation. When the motive of is to understand the natural opinion of people
which is free from bias, then sentiment analysis is the best technique to deploy (Mohammed, Shukla &
Pandey, 2020). Sentiment analysis is also a powerful technique for classifying people based on their
opinions and emotions (Shukla, Prashar & Pandiya, 2021). 

The second part of the study is based on survey data collected through the structured questionnaire.
These data are also used to test the hypotheses and the conceptual model derived from them.

Materials and Methods for Sentiment Analysis

For the sentiment analysis, tweets posted by netizens around the world between the period May 2021 to
March 2022 were scraped from Twitter using the hashtag ‘#TheGreatResignation’. May 2021 was chosen
as the starting point because this was the period when the term ‘The Great Resignation’ was coined by
Prof. Anthony C. Klotz. Twitter’s standard API restricts users to only scrape recent tweets from the past
seven days, so to scrape historical data, an application was submitted to Twitter Inc. for the Twitter
Academic Research API, which supports scraping of historical tweets. The application was approved by
Twitter Inc. and then we started scraping the tweets using R programming. We wanted only original
tweets, so the parameter for retweets and replies was set to ‘FALSE’. Also, the geographical location
parameter was not speci�ed to receive tweets from Twitter users throughout the world.

Materials and Methods for the Survey 

An intensive literature review has been done to identify the determinants of resignation. To date, very few
studies have been conducted to identify the determinants of Great Resignation. Although the Great
Resignation situation is constant during the COVID-19 situation, there is a dearth of literature in this novel
area, and hence a thorough review of various published news articles and reports was done. Exploring the
various antecedents of intention to resign and actual resignation was done. The theoretical model has
been proposed by incorporating various determinants from previous research on turnover intention, job
satisfaction, employee-employer trust, etc. which are somehow related to great resignation. The proposed
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model comprises six constructs, viz. Work-life balance, uncertainty at work, mental well-being, self-
reliance, monetary compensation, and career growth. These constructs were measured using items
adopted from previous studies, as indicated in the Appendix.

Questionnaire Design and Validation

Data were collected with the help of a well-structured questionnaire. The questionnaire was developed in
English. The questionnaire was divided into two parts. The �rst part presents questions related to
demographics such as gender, age, employment status, work experience, etc. The second part of the
questionnaire consists of the constructs of the Great Resignation. The construct consists of work-life
balance, uncertainty at work, mental well-being, self-reliance, monetary compensation, and career growth.
 All the items of constructs were measured using the 5-point Likert scale range 1 stand for strongly
disagree to 5 strongly agree (Premkumar & Ramamurthy 1995). To make the questionnaire more
appropriate and error-free, we performed the pre-test. The pre-test helps ensure a clear understanding of
concepts, and the items help to prevent respondents from developing their idiosyncratic meanings for the
terms (Talukder, Sorwar, Bao, Ahmed & Palash, 2020). The pre-test was conducted through review by the
four experts from the �eld of psychology and human resource management and a professor of English,
to check the language and content. 

Sample and Data Collection

For Sentiment Analysis

For the purpose of sentiment analysis using R programming, we used the key search term
#TheGreatResignation and set the parameter to extract 100K tweets from May 2021 to March 2022.
However, after running the codes, only 19220 tweets could be extracted using the search term, since only
this many tweets containing the search term were posted on Twitter during the speci�ed period of study.
Furthermore, the tweets were cleaned to convert all text to lowercases, removing punctuation, URLs,
numbers, and stop words. The cleaned tweets were then saved for further analysis.

For Survey Data Analysis

For survey-based data collection, the targeted respondents were employees of IT/ITES organizations
located in Bangalore, India. Bangalore was chosen as the study area because it is the home of many
national and international IT & ITES companies and is also known as the ‘Silicon Valley’ of India.  Since
no informed sample frame was available, a sample frame was developed by gathering the information of
the employees from these �rms. The primary source of information were the team leaders at these �rms.
After that, employees were approached and asked some informal questions about their work,
satisfaction, and intention to stay or turnover. They were assured of complete anonymity and
con�dentiality. From them we also got the details of their colleagues who have quit their jobs in the past
year and are either working as freelancers or as entrepreneurs. Through this method, we got a �nal
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sample frame of 1,743 people, some of them being expats from different countries. After that, we
estimated the sample size using the Yamane (1967) formula, which is:

where n = sample size.

N= Population size

e = acceptable sampling error (here 5% or 0.05 in our case)

As noted by Israel (1992), the di�culty in obtaining a good estimate of population variance has increased
the popularity of sample size.  The Yamane (1967) formula, which is a simpli�ed formula for proportion,
has become popular with researchers for these reasons. The Yamane formula assumes a normal
distribution. In our case, it was assumed that the respondents were normally distributed in terms of their
attitude toward the intention of visiting the destination. Therefore, Yamane’s formula could be considered
suitable for determining the sample size for a con�dence level with ±5% precision.

Putting all the values into this formula, we get a sample size of 326. The samples were then drawn from
the sample frame using a simple random sampling method.

The survey was conducted online between November 2021 and January 2022. A total of 326
questionnaires were sent to the selected respondents using the single random sampling method. Of 326,
only 308 questionnaires were received after more than two rounds of follow-up and reminders. After
reviewing the responses received, 297 were found to be fully �lled and suitable for further analysis. The
remaining 11 responses were discarded due to incomplete and biased responses. Therefore, the �nal
response rate achieved was 91%, which is a good estimate.

Statistical Treatment and Data Analysis

Statistical treatment and analysis of the data for this study was carried out in �ve steps, of which two
steps were for Twitter data and three steps for survey data. In the �rst step of Twitter data analysis,
cleaned tweets were scored and sentiment analysis was performed using the NRC Emotion Lexicon,
which is a bag of English words representing two types of sentiment (positive and negative) and eight
types of emotion. The scores obtained were then visualized using a bar graph where each bar represented
the frequency or weight of the feelings and the emotions (see Figure 3). In the second step, a comparative
word cloud was made to represent the most common words that represent a particular emotion (see
Figure 4). 
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In the �rst step of survey data analysis, descriptive statistics were performed on the study constructs to
examine the view of the respondents on the various indicators. Then, preliminary tests of statistical
assumptions such as normality, linearity, and common method bias (CMB) were conducted to ensure that
the data are suitable for multivariate statistical analysis.  In the second step, the �tness of the
measurement model was assessed using con�rmatory factor analysis along with internal reliability,
convergent validity, and discriminant validity. In the third step, the data were subjected to statistical
treatment for hypothesis testing using the structural equation modelling (SEM) path analysis technique.
SEM is widely used by researchers when testing a theory (Bollen, Dean, Siegert, Howe & Goodwin, 2014;
Hair, Ortinau & Harrison, 2010). In this step, the mediator effect of self-reliance on the relationship
between the intention to resign and the actual resignation has been tested. Finally, multigroup analysis
was applied to investigate the moderating effects of work experience and employee-employer trust on the
relationship between the factors responsible for turnover and intention to resign. 

Results
Sentiment Analysis Results

Sentiment analysis was performed using R programming. This was done in two steps. In the �rst step,
sentiment analysis on 19220 tweets containing the search term #TheGreatResignation using the NRC
emotion lexicon. This produced two sentiments and eight emotions, as shown in Fig. 3 below.

----------------------------------------

Insert Fig. 3 about here

                                                ----------------------------------------

The bar graph shows that most people expressed a positive sentiment about the great resignation. This
could be a result of their positivity towards their future endeavours either as an entrepreneur or as a
freelancer due to the boom in the gig economy (Vega et al., 2020; Umar et al., 2020; Cao et al., 2020). If
we see emotions, then the highest emotion re�ected in the tweets is trust. This is in line with several
studies that state that trust between the employee and the employer is the deciding factor in retention of
an employee and has a negative impact on the turnover intention (Brockner et al., 1997; Abbas & Wu,
2018). Based on the existing literature, we have also hypothesized that trust between the employee and
the employer moderates the association between factors of resignation and turnover intention. Therefore,
from the sentiment analysis, we conclude that trust is an important emotion that is vital for the intention
of employee turnover, and during the unprecedented times of the COVID-19 pandemic, people are leaving
their employers due to positive sentiment towards self-reliance (mediating variable in the study) fuelled
by the gig economy.

Furthermore, we also made a comparison plot showing the words from the tweets that represent a
particular emotion. This is depicted in the Fig. 4 below:
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----------------------------------------

Insert Fig. 4 about here

                                                ----------------------------------------

Survey Data Analysis Results

Data collected through the survey questionnaire were subjected to statistical treatment in three steps. The
results are explained in the following subsections:

Step 1. Assumptions of Linearity, Multicollinearity and CMB

This study adopted multivariate analysis techniques. Therefore, certain assumptions of multivariate
analysis were tested. Firstly, a linearity and multicollinearity test have been applied. Linearity was
assessed through curve-estimated regression methods and the F-value was found to be signi�cant.
Furthermore, multicollinearity was estimated using the collinearity statistics test (Mishra & Gupta, 2020).
The results of the collinearity statistics test found that all explanatory variables had VIF between 1.52
and 2.89. The results also found a low correlation among the variables. Furthermore, the tolerance values
were between 2.0 and 5.0; therefore, there was no multicollinearity among the variables. Furthermore,
Harman single-factor test (Podsakoff, MacKenzie, Lee & Podsakoff, 2003) was administered to ensure
that the data collected from the respondents are not suffering from common-method bias (Craighead,
Ketchen, Dunn, K. S., & Hult, 2011). The test value obtained was 28.29%, which was less than 50% as
suggested by Podsakoff et al. (2003). Therefore, this study is free of common method bias. 

Step 2: Testing of the Measurement Model

The con�rmation factor analysis (CFA) test was applied to test the measurement model. IBM-SPSS
AMOS 22.0 software was used with a maximum likelihood estimation method to analyse the
measurement model (Byrne & Campbell, 1999). The CFA results show that all the indices are in an
acceptable �t range of �t for the measurement model, such as χ2/df = 2.55, p-value < 0.001, Goodness-
of-Fit Index (GFI) = 0.92, Comparative �t index (CFI) = 0.92, Non-Normed Fit Index (NNFI) = 0.91, Root
Mean Square Residual (RMSR) = 0.05, Root Mean Square Error of Approximation (RMSEA) = 0.06. All
these indices and their corresponding values re�ect the �tness of the measurement model. 

Furthermore, the standardized factor loading of all 40 items was found to be greater than 0.60 and
composite reliability values exceed 0.60 (Bagozzi & Yi, 1988). This con�rmed the convergent validity of
the constructs in the model. Table 1 below delineates these results.

 

----------------------------------------

Insert Table 1 about here
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                                                ----------------------------------------

Next, discriminant validity of the measurement model was assessed by comparing the square root of the
average variance extracted (AVE) value with the correlation estimates between the same pair. The
�ndings reported in Table 2 below indicated that the square root of the AVE for each construct exceeded
its correlation values with other constructs (Fornell & Larcker, 1981). This �nding con�rmed the
discriminant validity and concluded that �ve constructs are distinct.

----------------------------------------

Insert Table 2 about here

                                                ----------------------------------------

Step 3: Hypothesis Testing

The �ndings of the path analysis for the combined analysis are represented in Fig. 5 and Table 3 which
indicates that the six hypotheses are supported. The �rst hypothesis, i.e., work-life balance, has a positive
and signi�cant effect on the intention to resign. The path for the �rst hypothesis was signi�cant (β = 0.16,
p = .013) supporting H1. The second hypothesis proposed the positive and signi�cant effect of
uncertainty at work on the intention to resign. The results of the path analysis revealed that the second
hypothesis was signi�cant (β = 0.39, p = .000) supporting H2. The third hypothesis proposed the positive
and signi�cant effect of lack of mental health on the intention to resign. The path result shows that the
third path was signi�cant (β = 0.19, p = .007) supporting H3. The fourth hypothesis states that monetary
compensation has a positive and signi�cant effect on the the intention to resign. This hypothesis was
fully supported, as the path was signi�cant (β = 0.14, p = .010). The �fth hypothesis was that career
growth has a positive and signi�cant effect on intention to resign. The path for the �fth hypothesis was
signi�cant (β = 0.12, p = .002) supporting H5. The last hypothesis was related to the prediction of the
effect of intention to resign on actual resignation.  The path result shows that the hypothesized path was
signi�cant (β = 0.44, p = .042). Therefore, H6a was supported.

----------------------------------------

Insert Fig. 5 about here

                                                ----------------------------------------

----------------------------------------

Insert Table 3 about here

                                                ----------------------------------------

Mediating Effect of Self-Reliance on Turnover Intention
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This section describes the test results of the mediation effect on whether self-reliance serves as a
mediator between the intention to resign and actual resignation. Model 4 of the PROCESS macro with a
bootstrapped sample of 5000 was used to test the mediation effect (Hayes, 2013). The result is
presented in Table 4 below:

 

 

----------------------------------------

Insert Table 4 about here

                                                ----------------------------------------

Three linear regression models were run by PROCESS macro along with the covariates. The results of the
bootstrapping revealed that there is an indirect effect of self-reliance on the relationship between the
intention to resign and the actual resignation (β = 0.20) with the con�dence interval [0.01, 0.05] at the
95% con�dence interval. The con�dence interval did not contain a zero value; therefore, it was concluded
that the indirect effect was signi�cant and positive, but the direct effect was more (β = 0.44) than the
indirect effect. Therefore, it is concluded that self-reliance partially mediates the relationship between the
intention to resign and the actual resignation. 

Moderating effects of work experience and Employee-Employer Trust on turnover intention

The study has used SEM multigroup analysis to investigate the moderating effect of work experience and
employee-employer trust on the relationship between the intention to resign and the proposed
determinants of great resignation. In this technique, data are divided into two subgroups, and then the
SEM model was run on both samples simultaneously (Tarhini, Hone & Liu, 2014). The moderating effects
of work experience in the hypothesized relationships were studied with the help of a pairwise comparison
of two prede�ned categories of work experience i.e., experience <5 years and >5 years. The results show
that the moderating effect of work experience was signi�cant between WLB→ ITR (Z = 2.18*, p < .10),
MWB→ ITR (Z = 1.70*, p < .10), MC→ ITR (Z = -1.48*, p < .10) and CG→ ITR (Z = 1.49*, p < .10). However,
the relationship of UAW→ ITR was not moderated by the work experience (Z = 1.86, p > .10).

----------------------------------------

Insert Table 5 about here

                                                ----------------------------------------

Similarly, the moderating effects of employee-employer trust in the hypothesized relationships were
studied with the help of pairwise comparison of two prede�ned categories of employee-employer trust,
that is, low and high. The results show that the moderating effect of employee-employer trust was
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signi�cant among UAW→ ITR (Z = 6.46*, p < .10), MWB→ ITR (Z= 6.01*, p < .10), and CG→ ITR (Z= 3.04*
p < .10). However, the relationship between WLB→ ITR was not signi�cant (Z= 0.45, p > .10) and the
relationship between MC→ ITR was also found to be non-signi�cant (Z = 0.97, p > .10). Therefore, these
two relationships were not moderated by employee-employer trust.

Discussion
In this paper, we have attempted to describe the factors that lead to mass resignations by employees. At
�rst, we tried to understand the sentiments and the emotions of the people towards the mass
resignations, which has been termed the great resignation. The sentiment analysis done on the tweets
indicates that most of a people have the positive sentiment towards the great resignation due to an
obvious reason of boom in the gig economy. The sentiment analysis also re�ected trust as one of the key
factors responsible for the turnover intention. In addition, based on the existing literature, we arrive at
eight hypotheses and presented them in the form of a conceptual model. Hypotheses were tested using
con�rmatory factor analysis and structural equation modelling (SEM). The results of the path analysis
support the �rst �ve hypotheses (H1-H5) indicating that work-life balance, uncertainty at work, mental
well-being, monetary compensation, and career growth have a signi�cant impact on the turnover intention
of the employees. Lack of proper work-life balance, uncertainty at work, lack of mental well-being,
improper monetary compensation, and stagnation in the career growth enhance the turnover intention of
the employees. In addition, it is suggested from the �ndings that the intention to resign has a positive
in�uence on the actual resignation, and this relationship is partially mediated by self-reliance, as
indicated by the mediation analysis. Sentiment analysis indicated trust as one of the important emotions
that cause turnover intention. This provides further evidence to examine the role of trust in the turnover
intention. From the multigroup analysis, it was found that the employee-employer trust has a moderating
effect on the relationship between the turnover intention and three constructs, i.e., uncertainty at work,
mental well-being, and career growth. However, no signi�cant moderating effect of it was found on the
relationship between the turnover intention and the remaining two constructs, i.e., work-life balance and
monetary compensation. These results support the �nding of Abbas & Wu (2018) that trust as an
intermediary variable moderates the relationship between employer fairness and employee engagement.
The multigroup analysis also indicated that the employee’s work experience has a moderating effect on
the relationship between their intention and the resignation except for the uncertainty at work. Employees
with less work experience (< 5 years) are more likely to change their jobs as compared to the employees
with more work experience (> 5 years). These results support the �ndings of Wright & Bonett (2002) that
tenure has a very strong moderating effect on the turnover intention of the employees, and Jiang et al.
(2018) that employees who serve organizations for a considerable period of time are less likely to quit
than those who have a relatively lesser stay at the organization, since they adapt to the working
environment. Interestingly, we also found that the majority of employees who have switched jobs during
the great resignation were millennials (Chavadi, Sirothiya, & Vishwanatha, 2022; Thakur & Arora, 2022).
This �nding is in line with a Gallup (2016) report stating that 21% of millennials have switched jobs in the
between the year 2015-16, which is three times as compared to the non-millennials. An obvious reason
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could be the availability of many avenues and opportunities available to them to up-skill themselves and
a mindset to explore some alternate career opportunities in the gig economy and start-up ecosystem
rather than being a conventional full-time employee to an organization.

Conclusion
This article attempts to �nd the reasons responsible for affecting the decision of people to turn to go for
mass resignation hereby termed the great resignation. We have presented through the sentiment analysis
that most of the people across the globe are having a positive sentiment towards the great resignation
owing to the independence they seek in form of being a freelancer or an entrepreneur in the booming gig
economy. Trust has emerged as the main emotion of people and is one of the moderating factors on the
peoples’ turnover intention. The results from the path analysis and the structural equation modelling have
established a positive relationship between the �ve factors responsible for people leaving the job and
their turnover intention. The �ndings also establish self-reliance as a mediator between the intention of
turnover and the actual turnover of the trust of the employee-employer trust and the work experience act
as a moderator on the relationship between the factors responsible for turnover and the intention of
turnover.

Overall, these �ndings suggest that the employees are taking a decision to quit their present jobs and
onboard on a new journey toward their entrepreneurial venture or freelancing due to the poor work-life
balance, uncertainty at the workplace, lack of mutual trust between the employee and the employer, poor
monetary compensation, and sluggishness in the career growth. All these factors have, however, been
existing in the past too, but the global pandemic has fuelled them to a higher extent leading to the mass
resignation. The results of this study validate the �nding of previous studies in the new context of the
great resignation.

Theoretical Implications
Our study has �ve theoretical implications. First, it adds substantially to the understanding of the factors
that are responsible to foster the turnover intentions among the employees. Building on previous studies
(Deci et al., 1999; Mitchell et al., 2001; Goetzel et al., 2002; 2003; 2004; Bourhis & Mekkaoui, 2010; Weng
and McElroy, 2010; Huang et al., 2012), we offer a comprehensive theoretical framework as to how the
factors like work-life balance, uncertainty at work, mental well-being, monetary compensation, and career
growth affect employees’ turnover intentions. Although most of these factors were already present and
discussed in various organizational studies since the era of industrial revolution, we have presented them
in the contemporary context when every business is a service business (Kotler, Kartajaya & Setiawan,
2019) and employees are the determinants of success of an organization. Secondly, we have obtained
satisfactory results that demonstrate that mental well-being is equally important when it comes to
employee turnover. We have highlighted in our study that if the mental well-being of the employee is
hampered, their chances of leaving the organization increase as they look towards a new job or venture
where they can �nd mental peace. In this context, we conclude that in the contemporary business world,
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mental well-being has taken the front stage when compared to the monetary compensation. Mutual trust
between the employee and the employer is the key factor in determining employee retention (Brockner et
al., 1997), but the problem is that it cannot be measured directly. Most of the previous studies have tried
to measure it through interviews or survey questionnaires, but there are probably chances that the
responses might be biased. In our study, we have proposed an innovative method to measure trust as
well as other emotions of the employees through sentiment and emotion analysis by gathering data from
their social media accounts, as the posts on the online social networks tend to be quite natural and free
from bias. Most of the previous studies deal with determining the factors responsible for turnover
intention, but what is the interrelationship between these factors have less been addressed. The novelty
of our work lies in �nding these interrelationships and proposing a theoretical model that represents these
interrelationships. The model has been further validated with supporting data. Our research has also
highlighted the importance of self-reliance as a mediating factor between the intention to resign and
actual resignation, which has not been addressed in the previous studies as they were only limited to
�nding the factors affecting turnover intentions and not the actual turnover. This is one of the important
value contributions of this study to the existing body of knowledge related to the organizational studies.
Overall, the �ndings from our study add substantially to the existing body of knowledge in context of the
new concept of mass resignation termed as the great resignation that arises as an after-effect of the
global pandemic and work-from-home situations.

Practical Implications
The �ndings of our study have the potential to provide practical implications to the people dealing with
the human resources in the organization, policy makers, and the governments. The �ndings of this study
can be utilized by the HR managers to frame their policies that are in the favour of the employees. Our
proposed model has the potential to help policy makers understand the factors of turnover intention and
their interrelationship as and how they affect the turnover intention of the employees. These factors and
their interrelationships can be taken into account by HR managers and the business owners while
framing their HR policies. The study �ndings revealed that work-life balance is one of key determinants of
the turnover intention, as during the work from home situation people have realized the importance of
being with their families. HR managers can learn a lesson from the global pandemic and consequent
work-from-home situation that people can be equally productive if they spend more time with their
families, thus there should be a policy in place that can give more �exibility to the people so as to help
them have a better balance between their work and personal space. Uncertainty at work is another major
issue that leads to turnover intention. This uncertainty has increased manifold during the pandemic,
leading to mass employee turnover. This issue can be addressed by businesses with proper
communication with employees and assuring them a safe and stable working environment. There should
be a fair compensation policy and performance-related incentive, as our study indicates that monetary
compensation and career growth play an important role in turnover intention. At this point, government
intervention is also required to make regulations pertaining to the safe working environments, fair
compensation, and job security. At the onset of the pandemic many governments assured people of these
things but with time they got diluted and not followed in true spirit. Employees, particularly in private
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organizations were left at the decision of their employers, ultimately leading to the loss of trust of the
employees on their employers. This proved to be detrimental and a major factor contributing to the great
resignation. Trust has been indicated as a moderating factor on turnover intention in our study and needs
to be taken care of through proper policy implementation and monitoring. According to our �ndings, self-
reliance is a mediating factor between the intention to resign and actual resignation. This has often been
ignored by the business owners. It is a common conception among business owners that if people
become more skilled, they will be more demanding or may leave the job. This misconception needs to be
addressed, and business owners must create an ecosystem where employees upskill themselves and
contribute more to their organization through the acquired skills. This can only be possible if the trust
factor between the employee and the employer is promoted. Work experience is another moderating
factor in turnover intention as found in our study. People with less work experience or short time
engagement with their employers tend to switch jobs easily. Here, the business owners or the HR
managers can create a conducive environment for the holistic development of the people, fostered by
proper communication so that the people, particularly the new joiners and interns feel connected to the
organization. Finally, the sentiment analysis approach used in our study could be applied to business
organizations to understand the feelings and emotions of their people and to take corrective actions to
create a positive feeling and emotion. This method and our proposed model, if utilized properly, have the
potential to decrease employee turnover from an organization and can prevent situations like the great
resignation.

Limitations and Directions for Future Research
Like any empirical study, our study is subjected to many limitations, which in turn can offer opportunities
for future research. The sentiment analysis applied in this study is based on tweets gathered from
Twitter. There are chances that many people are not so active on Twitter as they are on some other online
social networks such as Facebook, Instagram, etc. Hence, only tweets could not be an only appropriate
source of information for analysing the sentiments and the emotions. Future research could be
conducted by performing similar analyses on data gathered from other social media posts.

The survey for the study was conducted on the present and past employees of IT/ITES companies
located in Bangalore, India, while almost all types of industries across the world are facing the problem of
the great resignation. So, the study is limited to the IT/ITES sector only, and future study could also be
conducted on other sectors. In the survey, some of the respondents were the expats from other countries
working in India, but their size was too less to represent the global population. Therefore, future research
can take into account representative samples from the global population and conduct similar studies in a
cross-cultural context.
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Tables

Table 1 Confirmatory Factor Analysis and Convergent Validity
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Constructs Items Std Factor Loading C.R. AVE

Work life balance

(WLB)

WLB1 0.83 0.87 0.57

WLB2 0.81

WLB3 0.76

WLB4 0.69

WLB5 0.67

Uncertainty at Work 

(UAW)

UAW1 0.84 0.85 0.54

UAW2 0.77

UAW3 0.75

UAW4 0.67

UAW5 0.63

Mental wellbeing (MWB) MWB1 0.84 0.86 0.55

MWB2 0.79

MWB3 0.76

MWB4 0.66

MWB5 0.64

Monetary compensation

(MC)

MC1 0.84 0.89 0.59

MC2 0.81

MC3 0.77

MC4 0.77

MC5 0.74

MC6 0.68

Career Growth (CG) CG1 0.84 0.89 0.58

CG2 0.79

CG3 0.78

CG4 0.74

CG5 0.71

CG6 0.69

Self-Reliance (SR) SR1 0.82 0.85 0.58

SR2 0.77
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SR3 0.74

SR4 0.71

Employee-employer trust (EET) EET1 0.80 0.79 0.57

EET2 0.75

EET3 0.69

Intention to resign 

(ITR)

ITR1 0.80 0.82 0.53

ITR2 0.78

ITR3 0.67

ITR4 0.65

Actual Resignation (AR) AR1 0.79 0.69 0.53

AR2 0.66

 

Table 2 Discriminant Validity

 AVE WLB UAW MWB MC CG SR EET ITR AR
                     

WLB 0.57 0.75†                

UAW 0.54 0.44 0.74†              

MWB 0.55 0.31** 0.33** 0.74†            

MC 0.59 0.27** 0.25** 0.17** 0.77†          

CG 0.58 0.31** 0.29** 0.27** 0.26** 0.76†        

SR 0.58 0.25** 0.22** 0.41** 0.34** 0.37** 0.76†      

EET 0.57 0.29** 0.27** 0.25** 0.39** 0.33** 0.36** 0.75†    

ITR 0.53 0.19** 0.22** 0.33** 0.25** 0.28** 0.20** 0.29** 0.73†  

AR 0.53 0.23** 0.22** 0.34** 0.27** 0.28** 0.27** 0.27** 0.25** 0.73†

†Square root of the AVE for each construct 

** p < 0.001

 

Table 3 Structural Equation Modelling Results
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Hypotheses Path Estimate P-Value Decision

H1 WLB → ITR 0.16 .013 Supported

H2 UAW → ITR 0.39 .000 Supported

H3 MWB → ITR 0.19 .007 Supported

H4 MC → ITR 0.14 .010 Supported

H5 CG → ITR 0.12 .002 Supported

H6a ITR → AR 0.44 .042 Supported

 

 

Table 4 Results of the mediation analysis

Bootstrapping Direct

effect

Indirect

effect

BootSE 95% confidence

interval

Mediation

Result

LLCI ULCI

ITR<-SR->AR .44 0.20 0.02 0.01 0.05 Partial

Mediation

  

Table 5 Moderation effect of Work Experience and Employee-Employer Trust
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Moderation effect Work Experience

  Less than 5 years (180) More than 5 years (155)  

Path Estimate P-value Estimate P-Value Z score

WLB → ITR 0.39 .000 0.59 .000 2.18*

UAW → ITR 0.04 .584 0.09 .313    1.86

MWB→ ITR 0.20 .009 0.19 .038 1.70*

MC → ITR 0.29 .000 0.15 .011   -1.48*

CG → ITR 0.02 .685 0.16 .005 1.49*

Moderation effect of Employee-Employer trust

  Low trust (217) High Trust (118)  

Path Estimate P-value Estimate P-Value Z score

WLB → ITR 0.46 .390 0.36 .109 0.45

UAW → ITR 0.25 .006 0.11 .009  6.46*

MWB→ ITR 0.23 .001 0.57 .000 6.01*

MC → ITR 0.31 .174 0.08 .281    0.97

CG → ITR 0.32 .000 0.49 .000 3.04*
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Figure 1

Literature map of cited works in the conceptual framework



Page 34/36

Figure 2

The Conceptual Model

Figure 3

Visualization of the Sentiment Scores 
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Figure 4

Comparison Word cloud
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Figure 5

Results of the Path Analysis
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