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ABSTRACT 

Attrition is a critical issue and pretty high in the industry these days. It‟s the major problem 

which highlights in all the organizations. Though the term „ATTRITION‟ is common, many 

would be at a loss to define what actually Attrition is, “Attrition is said to be the gradual 

reduction in the number of employees through retirement, resignation or death. It can also be 

said as Employee Turnover or Employee Defection” Whenever a well-trained and well-

adapted employee leaves the organization, it creates a vacuum. A sample of 200 respondents 

will be taken using random sampling. For Selection of samples, respondents of 10 companies 

under Infopark Kochi were selected. The collected data has been analyzed using percentage 

and weighted average method.  The study concluded that there is a lot of factors responsible 

retention of talent. Attrition rates vary from  sector  and industry to industry .Apart from the 

unavoidable ones  like  resignation, retirement, death or disability, the causes are found to be 

many and varied .They vary according to the nature of business, the level of the employees 

and the   nature of the responsibility shouldered by them. Before it explodes, the 

organizations should seriously workout strategies to reduce the turnover so that the 

organizations should not suffer. 
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INTRODUCTION 

In the best of worlds, employees would love their jobs, like their co- workers, work hard for 

their employers, get paid well for their work, have ample chances for advancement, and 

flexible schedules so they could attend to personal or family needs when necessary. And 

never leave. In the real world, employees, do leave, either because they want more money, 

hate the working conditions, hate their co-workers, want a change, or because their spouse 

gets a dream job in another state. The industry should look beyond the traditional areas of 
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recruitment and some thought should be given to employ physically challenged people and 

housewives. The reasons for the high rate of attrition was due to various factors like salary, 

work timings, other career options, adding that there is always the danger of costs increasing 

while billing rates decline. Success of any organization largely depends upon the quality of 

human resources available with the firm. Labour Turnover to a certain extent is unavoidable 

and will contribute positively to the organization to a great extent.  

ATTRITION SCENARIO IN INDIA 

Almost all the sectors in India are facing attrition, but the reasons and effects are unique to 

each sector. The BPO sector has highest attrition rate i.e. 50%. The aviation sector, pulsating 

with the early of numerous private players, has thrown up irresistible opportunities, fueling 

attrition to 46%. In case of Service sector highest attrition levels are seen in sales. One reason 

for this is the fact that companies in the FMCG sector are themselves hiring more 

salespeople. Another reason is that insurance and telecommunications sectors are also hiring 

people. At PepsiCo India, according to Pavan Bhatia, executive director, human resources of 

the company, the proportion of people hired in sales to total hires increased from 20% in 

2006 to 70% in 2007. 

REASONS FOR ATTRITION 

When there are so many benefits associated with IT industry. When there are so 

many .privileges for the IT employees a few factors make them to change the 

company/industry: 

 For higher Salary 

 No Growth / Lack of Promotion  

 For Higher education  

 Misguidance by the company  

 Policies and procedures are not conducive  

 No personal life 

 Physical strains 
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REVIEW OF LITERATURE 

Ruchira Dobhal,  Dr Akankssha Nigam (2018), the research concentrated on the relationship 

between Designation Level and the Hiring Practices as well as Performance Appraisal & 

Training Practices. Researcher also investigated the correlations among Hiring Practices, 

Performance Appraisal & Training Practices, and Satisfaction Level of the executives and 

Reasons of Attrition. 

S. Batty Dorance Jeen (2014), To analyze employee‟s turnover intention and its impact on 

organizational outcomes 100 questionnaires were distributed to the first and middle line 

employees in selected organized retail outlets in Bangalore. This is a qualitative research. The 

study was done through questionnaire. From the econometric analysis, it is found out that 

turnover intention has influence on attrition factors such as QWL, career growth, working 

hours, personal/family reasons, and relation with internal co – worker, welfare, working 

condition, and salary. 

Dr. K. Lavanya Latha (2013), The main objectives of this study is to know the reasons, why 

attrition occurs, to identify the factors which make employees dissatisfy, to know the 

satisfactory level of employees towards their job and working conditions and to find the areas 

where manufacturing industries in Nellore District is lagging behind. 

STATEMENT OF THE PROBLEM 

Attrition a factor which is highly relevant for managing Human Resource.  Apart from the 

financial benefits there are many other factors which employees consider seriously while 

deciding the tenure of job. The study is intended to identify the attrition level of employees in 

IT Sector and to analyze its reason and effects along with the measures taken by employees to 

tackle it. Due to Liberalization, Globalization and Privatization, IT Sector has grown 

tremendously much more than many other sectors which created more profitable 

opportunities for employees as well as employers. 

OBJECTIVES OF THE STUDY 

 To study the satisfaction level of employees in the current facilities offered by the IT 

industry 

 To identify the remedies taken by the organization to reduce attrition in employees. 

RESEARCH METHODOLOGY 

The relevant data has to be collected from the primary sources and as well as secondary 

sources. The primary data is to be collected by a questionnaire from the employees. For this 
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purpose of data collection, the questionnaire would be circulated among the employees to 

collect information. The secondary data is to be collected by news paper company journals, 

magazines websites etc. A sample of 200 respondents will be taken using random sampling. 

For Selection of samples, respondents of 10 companies under Infopark Kochi were selected. 

The collected data has been analyzed using percentage and weighted average method.  

 

ANALYSIS AND INTERPRETATION 

Analysis will give the management considerable insight into the levels and areas of strength 

and weakness. Analysis consists of breaking down a complex set of facts into simple 

elements and arranging them in such a form as increase their reliability and presenting them 

in easily understandable manner. 

TABLE NO. 1 DEMOGRAPHIC PROFILE OF THE RESPONDENTS 

S.No Particulars No. of 

respondents 

Percentage 

1 Age 

Below 25 62 31 

26-30 years 83 41.5 

31-35 Years 35 17.5 

Above 35 Years 20 10 

2 Gender Male 120 60 

Female 80 40 

3. Educational Qualification 

Diploma 65 32.5 

Engineering 75 37.5 

Graduate 35 17.5 

Others 25 12.5 

4. Income 

Below 10000 16 8 

10,001-20,000 22 11 

20,001-30,000 96 48 

30,000 & Above 66 33 

5. Work experience 

Less than 1 Year 72 36 

1-3 Years 66 33 

4-6 Years 32 16 

6 Years & 

Above 
30 15 

The above table shows that about 41.5% are between 26-30 years. 60% of the respondents are 

male. 37.5% are engineers. 48% have income between 20001-30000. 36% of the respondents 

have experience less than 1 year. 
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TABLE NO. 2 SATISFACTION LEVEL OF COMPENSATION PACKAGE 

 

 

Attributes 

Highly 

Satisfied 

 

Satisfied 

 

Neutral 

 

Dissatisfied 

Highly 

Dissatisfied 

Remuneration 98(49%) 77(38.5%) 20(10%) 5(2.5%) 0(0%) 

Salary Revision 
77(38.5%) 56(28%) 40(20%) 17(8.5%) 10(5%) 

Incentives & Reward System 95(47.5%) 67(33.5%) 31(15.5%) 7(3.5%) 0(0%) 

Allowances & Perks 
88(44%) 68(34%) 25(12.5%) 12(6%) 7(3.5%) 

Experience Based increment 52(26%) 69(34.5%) 43(21.5%) 20(10%) 16(8%) 

It is observed that majority of the respondents (49%) agrees, they are highly satisfied with the 

remuneration provided to employees. It is observed that majority of the respondents (38.5%) 

agrees, they are highly satisfied with the salary revision. It is observed that majority of the 

respondents (47.5%) agrees, they are highly satisfied with the level of incentives & reward 

system. It is observed that majority of the respondents (44%) agrees, they are highly satisfied 

with the level of allowances & perks provided. It is observed that majority of the 

respondents (34.5%) agrees, they are highly satisfied with the level of experience based 

increment provided. 

TABLE NO.3 SATISFACTION LEVEL OF ORGANIZATIONAL 

COMMUNICATION FACILITIES 

 

Attributes 

Highly 

Satisfied 

 

Satisfied 

 

Neutral 

 

Dissatisfie

d 

Highly 

Dissatisfie

d 

Suggestion & Feedback system 92(46%) 81(40%) 15(8%) 12(6%) 0(0%) 

Transparent Organizational 

Activities 

24(12%) 82(41%) 63(31.5%) 24(12%) 7(3.5%) 

Employee Grievance 

Redressal System 

63(31.5%) 79(39.5%) 28(14%) 21(10.5%) 9(4.5%) 

Counseling Programmes 63(31.5%) 72(36%) 30(15%) 27(13.5%) 8(4%) 

Other communication facilities 72(36%) 57(28.5%) 35(17.5%) 32(16%) 4(2%) 

Majority of the respondents (46%) agrees, they are highly satisfied with the suggestion & 

feedback system. Majority of the respondents (41%) agrees, they are satisfied with the 

transparent organizational activities. Majority of the respondents (39.5%) agrees, they are 
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satisfied with the employee grievance redressal system. Majority of the respondents (36%) 

agrees, they are satisfied with the level of counseling programmes. Majority of the 

respondents (36%) agrees, they are highly satisfied with the level of other communication 

facilities. 

TABLE NO 4 REMEDIES TO REDUCE ATTRITION AT ORGANIZATIONAL LEVEL 

 

Remedies 

Strongly 

Agree 

 

Agree 

 

Disagree 

Strongly 

Disagree 

 

Cannot say 

Labour Participation in 

Management 

68(34%) 91(45.5%) 20(10%) 14(7%) 7(3.5%) 

Appointment of Diverse 

Workforce 

55(27.5%) 63(%31.5) 34(17%) 28(14%) 20(10%) 

Disciplinary Action & Penal 

Provision 

45(22.5%) 47(23.5%) 57(28.5%) 28(14%) 23(11.5%) 

Setting attractive targets 92(46%) 72(36%) 25(12%) 8(4%) 3(2%) 

Motivation programmes 98(49%) 57(28.5%) 20(10%) 15(7.5%) 20(5%) 

It is observed that (79.5%) of the respondents agrees, labour participation in management will 

reduce attrition. It is observed that majority of the respondents (59%) agrees, appointment of 

diverse workforce will reduce attrition. It is observed that majority of the respondents (46%) 

agrees, disciplinary action & penal provision will reduce attrition. It is observed that majority 

of the respondents (46%) strongly agrees, setting attractive targets will reduce attrition. It is 

observed that majority of the respondents (49%) strongly agrees, that adoption of motivation 

programmes will reduce attrition. 

TABLE NO. 5 EFFECTS OF ATTRITION ON JOB PERFORMANCE 
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Rank 

Frequent interruption in 

Job 

400 272 105 14 10 801 53.40 II 

Heavy Work Load 
385 208 102 50 12 757 50.47 IV 

Revised Work Schedule 455 264 93 20 2 834 55.60 I 

Occupational & Health 

Issues 

335 220 117 56 11 739 49.27 V 

Work Fatigue 
410 208 96 30 19 763 50.87 III 

From the above table it is inferred that out of the attrition effects on job performance, 
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Revised Work Schedule is the major effect of attrition because the weighted Average Mean 

of that factor is greater than the other four effects. 

SUGGESTIONS 

Transparent performance evaluation system will improve co-operation among employees and 

thereby contributing to positive working environment. Job rotation policy based on interest 

and similar nature of Job is to be framed so as to reduce Job pressure. This will have a 

positive effect on Job security and reduced attrition rate. Employees in the age group below 

30 are likely to move out as they have better offerings in the form of package, promotion etc. 

retaining employees by providing better work atmosphere and fair pay package compared to 

industry will enable the company to reduce attrition to a great extend. Analysis of the effects 

of attrition on employees points out that strain & stress has major effect on employees. 

Arranging yoga and meditation classes periodically will help to reduce attrition. 

CONCLUSION 

In the current scenario where every organization wants to be at its competitive best, high 

attrition rate can really act as a threat to success. Still they have to take some more innovative 

steps to retain the employees by way of framing new retention strategies, setting challenging 

targets with attractive benefits, introducing counseling programmes etc. Attrition is not bad 

always if it happens in a controlled manner. Some attrition is always desirable and necessary 

for organizational growth and development. The only concern is how organizations 

differentiate good attrition‖ from bad  attrition‖.  There is a lot of factors responsible retention 

of talent. Attrition rates vary from  sector  and industry to industry .Apart from the 

unavoidable ones  like  resignation, retirement, death or disability, the causes are found to be 

many and varied .They vary according to the nature of business, the level of the employees 

and the   nature of the responsibility shouldered by them. Before it explodes, the 

organizations should seriously workout strategies to reduce the turnover so that the 

organizations should not suffer. Organizations planning for the future should be giving close 

attention to why attrition is occurring in the present. 
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