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Abstract— A number of studies have been done which 
concentrate on employees’ intent to leave an organization, exit 
interview and knowledge transfer process. Researches show that 
there is negative relationship between employees’ intent to leave 
and job satisfaction. Many scholars have highlighted many factors 
such as stress, compensation, workload makes an employee resign 
from an organization. There is no adequate research that covers 
the exit experience of employees in depth. This research study tries 
to explore the exit experience through the survey of ex-employees 
who have left organizations for better prospectus like higher 
education, better opportunities and the like.  A total of 259 
respondents had taken part in the study that measured various 
factors that affect the experience undergone during their exit 
process. The outcome of the assessment shows that there is 
significant influence of relationship of the employees with peers 
during the notice period on the knowledge transfer, there is also 
positive relationship between farewell process and the exit 
interview. 

Keywords— Exit experience; Exit Interview; Relationship with 

manager and peers; Notice Period; Knowledge Transfer 

I.  INTRODUCTION  

Resignation is the factor which matters to the organizations 
and to its existing employees more often, the employees’ 
resignation at times creates such a condition which turns in to 
the chocks points for the organizations and paves the way in 
provoking the rattles among the employee against the 
organizations. (Hasan, Subhani, Zubair, Shakeel, Shahid, Kazi, 
Saleem & Rizvi, 2011) 

The employee’s exit experience will be a painful process as the 
emotional bonds are being broken at both the ends, but it can be 
made a graceful experience by giving importance to the entire 
separation process. This study covers the employee’s exit 
experience from the time the employee decides to resign to the 
time where the actual exit happens. From the organization’s 
point of view, it is important to study the exit experience of the 
employees as after they leave the organization, they tend to 
become to brand ambassadors for the organization as ex-
employees.  

II. LITERATURE REVIEW 

A. Intent to leave 
‘Intent to leave’ is simply referred to as an employee’s intention 
to leave the present organization. This concept is considered 
interchangeable with the term ‘turnover intention’; however, 

intention to leave is distinct from defining actual turnover. 
(Yoshimura, 2003). The intention to leave is one of the biggest 
predictors and an immediate sign of the employee turnover. 
(Rizwan, Arshad, Munir, Iqbal & Hussain, 2014). The 
predictors like perceived organizational support, perceived 
supervisory support and organization commitment influences 
the employee’s intention to leave or stay in the organization. 
(Cho, Johanson, & Guchait, 2009) Rathi and Lee (2015) proved 
through their study that there is a negative relationship between 
perceived external prestige and turnover intentions. 

B. Job Satisfaction 

The intention to leave is determined by job satisfaction which 
is in turn controlled by various factors such as respect for 
management, compensation, employee involvement, stress, 
workload and the like. (Alam & Mohammad, 2010). There are 
many points such as leadership, compensation and autonomy 
dealing with the existing employees during the immediate post 
resignation conditions that needs to be analyzed in order to 
understand the handling of employees during the resignation 
process. If there is no effective managerial handling then there 
is always job dissatisfaction at the work place irrespective of 
the type of the industry.  (Hasan, Subhani, Zubair, Shakeel, 
Shahid, Kazi, Saleem & Rizvi, 2011). Foong-ming (2008) 
discusses that when the career development and internal 
promotion of the employees is not as expected, it makes the 
employees to leave the job. Clugston (2000) determined the 
mediating relationship of affective, continuance, and normative 
commitment on job satisfaction and intent to leave. Affective 
commitment is the degree to which an individual's goals and 
values align with the organizations directly influence the 
individual's desire to remain in the organization. Continuance 
organizational commitment is described as a need to remain in 
the organization based on the costs associated with leaving. 
Normative commitment refers to an employee's desire to stay 
with the organization based on a sense of duty, loyalty, or moral 
obligation.  

C. Exit Interview 

Gregg (2004) said that the content discussed in an exit interview 
can be wide ranging, including: reasons for leaving, perceptions 
of management and organization, satisfaction with job, working 
conditions, organizational climate, socialization issues, training 
received, and career opportunities. A principal aim of 
conducting exit interviews is to provide employers with 



                                                                               

 
  

information to help prevent the loss of other employees in the 
future. Andree (1957) pointed out the values of exit interviews 
in improving retention. The real reasons for leaving the 
organization should be determined. Wood and Karau’s (2009) 
research on workplace dignity has emphasized micro-level 
interactions that have injured employee dignity during the exit 
interviews. Feldman and Klaas (1999) generated four 
hypotheses to test how exit interview influences the self-
disclosure of the employees who are exiting from the 
organization. They also discuss that employees tend to reveal 
their real reasons for leaving when confidentiality is 
maintained. It is later on fed back by human resource managers 
in aggregate form, when it does not result in a negative 
reference from their direct supervisors. It is also believed that 
the employer takes action on problems identified in exit 
interviews.  

The need of the exit interview is to review the problems in the 
organizations. Internal conditions and perceptions that affect an 
employee's decision to leave the organization. Organizations 
typically focus in the exit interviews on the reasons of leaving, 
rather than the attitudinal and organizational causes for 
turnover. (Williams, Harris & Parker, 2008) 

D. Knowledge Transfer 

Simonin (1999) emphasizes that the knowledge transfer is very 
important to be completed within the stipulated time. The 
employees may be asked to extend their notice period if the 
replacement is not found by the company within the given 
notice period. The management should have done succession 
planning in order to avoid this situation. 

E. Notice Period 

Kyra Luis (2015) conveys, through her article in Business News 
Journal, that there will be many scenarios that could happen 
when the employee wants to resign. After the resignation letter 
is submitted, the employer might not include the employee in 
major decision making. The employer might delay to accept the 
resignation. There is also a possibility that an employee gives 
the resignation letter and claims the notice period can be 
compensated with the sick leave that is unutilized by the 
employee. 

Another factor that affects the employee retention is the work 
load. It is a reason of employee turnover so the strategies that 
can reduce work load should be adopted. It can reduced by job 
rotation, change in work location or by some other recreational 
activities. Strategies that can provide respect, rewards and 
recognition should implement in the organization. Welfare 
measures and grievance handling should be improved. 
Relocation is very important factor for the turnover intentions 
of an employee. Peers influence also affects the turnover 
intentions of an employee. Work life balance, better job 
content, management policies and salary norms influenced the 
intentions to quit the job. Luis R.Dominguez et al (2014) 
identified that there are several factors that affect the intentions 
of an employee to leave the organization. These factors include 
attitude towards work, support, attachment, justice, policies and 
practices, stress, leadership, behavior and individual 
personality. Employee’s intentions to leave job can be reduced 
by favored policies and practices, development of opportunities 
and motivation. Stress is important factor that triggers the 

employee to leave it can be reduced by favorable work 
alternatives. 

III. HYPOTHESIS DEVELOPMENT 

Exit interview is very crucial for organizations as they help 
them to get an idea on the areas for improvement from the 
exiting employees. The manager and peers having a good 
relationship with the employee who is resigning will have a 
positive impact on the exit interview process. Not only that, the 
relationship also favors or hinders the decision of giving 
farewell to the departing employees. Hence hypothesis 1 and 2 
are proposed as given below. 
 
H1: There is a significant relationship between employee’s exit 
interview and employee’s relationship with the manager and 
peers during the notice period.  
 
H2: There is a significant relationship between farewell process 
given to the employee and the relationship with the manager 
and peers during the notice period.  
 
For an exit experience to be graceful, it is also important that 
the knowledge transfer is done within the stipulated time. Based 
on the amount of the workload the employee has during the 
notice period, the influence on the knowledge transfer can vary 
accordingly. This leads to the proposal of hypothesis 3. 
 
H3: There is a significant relationship between knowledge 
transfer and workload during the notice period.  
 

IV. METHODOLOGY 

A. Sample 

The study is focused on measuring the exit experience of 
employees in Indian organizations. For the purpose of the study 
the respondents who were eligible to take up the survey were 
the ones who had resigned at least once in their career, as the 
exit experience is the measurement criteria.  

There was no other restriction such as industry, age, place 
and the like. In order to capture the exit experience, the only 
criteria that was important for the person to undergone the 
resignation process and exited from the organization. Therefore 
the sampling method used is Convenience Sampling. After 
performing pilot testing for the questionnaire, it was floated to 
various people. A total of 283 respondents participated in the 
study. Out of which, there were 259 usable responses for the 
study. Table 1 provides the demographic profiles of the 
participants in the survey. 

 

Table 1 Demographic profile of survey participants 

 N = 

259  

Percentage 

GENDER   

Male 187 27.80 % 

Female 72 72.20 % 

AGE   

19 to 22 years 25 4.29 % 



                                                                               

 
  

23 to 26 years 160 54. 89 % 

27 to 30 years 58 29.85 % 

30 years and above 16 10.98 % 

POSITION   

Entry Level 130 50.19 % 

Middle Level 116 44.79 % 

Senior Level 12 4.63 % 

Top Management 1 0.39 % 

WORK EXPERIENCE   

Less than 1 year 86 33.20 % 

1 to 2 years 63 24.32 % 

2 to 3 years 50 19.31 % 

3 to 4 years 28 10.81 % 

4 to 5 years 19 7.34 % 

Above 5 years 13 5.02 % 

INDUSTRY   

Automobiles 11 4.25 % 

Engineering 30 11.58 % 

IT & ITES 121 46.72 % 

Manufacturing 21 8.11 % 

Retail 11 4.25 % 

Services 24 9.27 % 

Others 41 15.83 % 

SIZE OF THE ORGANIZATION   

Less than 100 employees 22 8.49 % 

101 – 300 employees 44 16.99 % 

301 – 500 employees 59 22.78 % 

501 – 1000 employees 41 15.83 % 

Above 1000 employees 93 35.91 % 

REASON FOR RESIGNATION   

Joined another organization 116 44.79 % 

Higher Education 100 38.61 % 

Personal Reasons 43 16.60 % 

 

B. Measures 

Exit Experience of an employee can be observed by looking 
into it from four aspects namely exit system, relationship, exit 
process and legal requirements.  

Exit System: 

Every organization has a defined system which the employee 
goes through after submitting the resignation. It includes 
knowledge transfer, succession planning, benefits and perks 
during the notice period, exit interview process and workload 
during the notice period. (e.g. During the exit interview, my 
recommendations were acknowledged and appreciated.) 

Relationship: 

The relationship that the employee holds with his/her manager 
and peers and how that helps to have a better exit experience. 
The respondents’ relationship with the manager and peers has 
been measured using a five item Likert scale based on 
Clugston’s (2000) measure of relationship with co-workers. 
(e.g. The people I worked with were friendly and helpful.). 

Exit Process: 

The exit process is the one that the employee had to follow in 
order to leave the organization. It has an influence on making 
the exit experience better one for the employee.  

Legal Requirements: 

The legal requirement that needs to be fulfilled such as recovery 
of training costs or any on-site assignment. (e.g. My 
organization arbitrarily tried to recover the cost incurred for my 
training processes as I had signed an employment bond.) 

The statements capturing these variables were measured on a 
five point Likert scale, ranging from strongly agree to strongly 
disagree. 

V. ANALYSIS 

Regression analysis was done to test hypotheses to examine 
whether there is any significant relationship between the 
variables as mentioned in them. The results of the analyses are 
given in Table 2 as follows. 

Table 2 – Regression analysis to test the hypotheses 

Analysis Variables Beta R2 
Adjusted 

R2 
t Sig. 

Analysis 1 DV Exit Interview X 

0.201 

0.321 0.308 

3.572 0.000 

1. 

Relationship with 

manager during 
notice period 

2. 

Relationship with 

peers during notice 
period 

0.138 2.137 0.034 

3. 

Behavior of 

peers/manager during 
notice period 

0.166 2.591 0.010 

4. Farewell 
0.250 4.441 0.000 

5. Legal requirements 
0.108 1.991 0.048 

Analysis 2 DV Farewell X 
0.202 

0.243 0.231 

2.922 0.004 

1. 

Relationship with 

manager  

2. 

Relationship with 

manager during 
notice period 

0.137 2.246 0.026 

3. Reaction of manager 
0.178 2.628 0.009 

4. Reaction of peers 
0.145 2.252 0.025 

Analysis 3 DV Knowledge Transfer 

X 
0.131 

0.320 0.307 

2.074 0.039 

1. 
Workload during 
notice period 

2. 

Benefits and 

perquisites during 
notice period 

0.153 2.559 0.011 

3. 

Relationship with 

peers during notice 

period 

0.251 3.879 0.000 

DV e dependent variable. 

VI. RESULTS AND DISCUSSION 

Hypothesis 1 stated that exit interview will have significant 
relationship with the employee’s relationship with manager and 
peers. It was found that there existed significance at the level of 
p = 0.000 for the variable relationship with manager during the 
notice period. Another interesting finding in this analysis is that 



                                                                               

 
  

farewell also has significant relationship with exit interview 
with p = 0.000. It can be stated that the relationship the manager 
holds with the employee and the way the manager behaves with 
the employee has strong influence on what happens in the exit 
interview process. It is also noted that when a farewell process 
is conducted to the departing employee, the exit interview tends 
to be conducted in a smooth manner. Therefore if the 
organization does not have the culture of giving farewell to its 
employees, by conducting it can be more beneficial to them. It 
is also seen that legal requirements is significant at the level p 
< 0.05 with t value almost nearing 2. We can conclude that 
when the legal requirements of the employee is fulfilled, the 
exit interview is likely to be positive.       

Hypothesis 2 stated that the farewell process will have 
significant relationship with the employee’s relationship with 
manager and peers. From the result of Hypothesis 1, we know 
that the farewell process has an influence on the exit interview. 
In order to find the feasibility of farewell process to the 
employees, the hypothesis 2 was framed. It was found that the 
variable relationship with manager was significant at the level p 
< 0.005 level and the relationship with manager during the 
notice period was significant at p < 0.05 level. It implies the 
relationship with the manager before the notice period matters 
more than that is present during the notice period for a farewell 
process to be conducted. The way the peers react to the 
resignation is also important factor that is associated with the 
feasibility for the farewell process. 

Hypothesis 3 stated that the knowledge transfer will have 
significant relationship with the workload during the notice 
period. It was found that workload during the notice period has 
a significance level of p < 0.05 with the t value just little above 
2, whereas the variable benefits and perquisites during the notice 
period was more significant with t value greater than 2.5. 
Another interesting finding was that the relationship with peers 
during the notice period is significant with p = 0.000 and t value 
to be about 3.879 which is greater when compared with the other 
variables. It can be stated that the knowledge transfer can be 
done easily without much hindrance in the stipulated time when 
the peers have a good relationship with the employee during the 
notice period. Given that the benefits and perquisites given to 
the employees is not withheld during the notice period, it is seen 
that the knowledge transfer is executed well. 

There were also tests that were done to check if the 
demographics variables played any role on the exit experience 
of the employees but it was found that there were very few 
significant results. 

IMPLICATIONS FOR FUTURE RESEARCH 

Further study can done to see how the exit experience affects 
the ex-employees’ perception of the brand image of the 
employer. The impression about the organization might have got 
established through the years of tenure in the organization, but 
the exit experience will leave the final impact which would 
decide the employee’s perception. Therefore paving way to find 
the employees’ perception about the employer brand image. 

VII. CONCLUSION 

Exit experience is something that has been not given much 
importance by the organizations. However, it is very important 

as it leaves a final impression about the organization. This study 
has explored the exit experience of employees by examining it 
from four different aspects namely exit system, relationship, 
exit process and legal requirements. 

One interesting finding which emerges from this study is how 
the relationship of manager and peers before the notice period 
has an influence on the exit experience of the employee. We 
know that the relationship during the notice period would have 
a direct impact on the exit experience of the employees, but this 
study shows that even the relationship before the notice period 
is said to influence the exit experience in a way. 
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