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ABSTRACT

he employee attrition of human resources has been shown to be momentous to the development
nd the accomplishment of the organization’s goals and objectives. The primary aim of this study
s to explore the main factors that cause attrition in Information technology organizations in
3angalore. Primary data were collected from 200 employees frém software Industry using
juestionnaire methods. The results indicate that all factors (Individual and Propel) have
-ontributed in the employee’s attrition intentions. However, some facets of individual factor have

significantly contributed in attrition intentions.
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CHAPTERI
INTRODUCTION

.1 EMPLOYEE ATTRITION

Employee attrition is a voluntary reduction in an organization’s manpower through
resignations or retirements. A high attrition rate causes a high employee turnover in an
organization, reducing quantity and quality of an organization’s manpower. This in turn
causes a huge expenditure on human resource, by contributing towards repeated

acquisition, training and development, and performance management.

Attrition or voluntary turnover, although undesirable to any firm, is not completely
avoidable. Yet, by improving employee morale and providing a satisfactory
working environment, this problem can be nullified to a greater extent. A major cause for
voluntary turnover is uninteresting and unchallenging job that offers boredom rather than
enthusiasm for employces. Employees who experience horedom at work usually try
exploring alternatives to make their work life happier. An easy track to retain these
employees is by adopting some sort of job shift through job enrichment, empowerment. de-

jobbing, or job rotation.

There is also a great impact from the working environment that an organization offers to
its employees. An unhappy employee with organizational culture, superiors, subordinates,
or even customers cause high attrition rate to that organization. These employees can aiso
influence his peers and subordinates by sharing their feelings and opinion. There is also
another group of employees who hunt for better alternatives and hop as they get one. These
employees may rather spend their majority of working hours in searching new options than
contributing to the present employer. This means, behavior and attitude of

an employee also can cause attrition.

The main causes for attrition involves five major things:



1) COMPENSATION
2) ENVIRONMENT
3) GROWTH

) RELATIONSHIP
S) SUPPORT

.1.1 Reasons for an employee to leave:

=mployees do not leave an organization without any significant reason. There are certain

ircumnstances that lead to their leaving the organization. The most common reasons can be:

Job is not what the employee expected to be: Sometimes the job responsibilities don’t come out
0 be same as expected by the candidates. Unexpected job responsibilities lead to job

dissatisfaction.

1. Job and person mismatch: A candidate may be fit to do a certain type of job which
matches his personality. If he is given a job which mismatches his personality, then he
won’t be able to perform it well and will try to find out reasons to leave the job.

2. No growth opportunities: No or less learning and growth opportunities in the
current job will make candidate’s job and career stagnant.

3. Lack of appreciation: If the work is not appreciated by the supervisor, the employee
feels de-motivated and loses interest in job.

4. Lack of trust and support in co-workers, seniors and management: Trust
is the most important factor that is required for an individual to stay in the job. Non-
supportive co-workers, seniors and management can make office environment unfriendly
and difficult to work m.

s Stress from overwork and work life imbalance: Job stress can lead to work life

imbalance which ultimately many times lead to employee leaving the organization.



6. Compensation: Better compensation packages being offered by other companies may
attract employees towards themselves.
7. New job offer: An attractive job offer which an employee thinks is good for him with

respect to job responsibility, compensation, growth and learning etc. can lead an

employee to leave the organization.

1.1.2 Manpager Role in reducing attrition:

When asked about why employees leave, low salary comes out to be a common excuse.
However, research has shown that people join companies, but leave because of what their
managers’ do or don’t do. It is seen that managers who respect and value employees’
competency, pay attention to their aspirations, assure challenging work, value the quality of work
life and provided chances for learning have loyal and engaged employees. Therefore, managers
and team leaders play an active and vital role in employee retention by creating a motivating
team culture and improving the relationships with team members. This can be doneina

following way:

1. Creating a Motivating Environment: Team leaders who create motivating
environments are likely to keep their team members together for a longer period of time.
Motivation does not necessarily have to come through fun events such as parties,
celebrations, team outings etc. They can also come through serious events e.g. arranging a
talk by the VP of Quality on career opportunities in the field of quality. Employees who
look forward to these events and are likely to remain more engaged.

2. Standing up for the Team: Team leaders are closest to their team members. While they
need to ensure smooth functioning of their teams by implementing management
decisions, they also need to educate their managers about the realities on the ground.
When agents sce the team leader standing up for them, they will have one more reason to
stay in the team.

3. Providing coaching: Everyone wants to be successful in his or her current job. However,

not everyone knows how. Therefore, one of the key responsibilities will be providing



coaching that is intended to improve the performance of employees. Managers often tend
to escape this role by just coaching their employees. However, coaching is followed by
monitoring performance and providing feedback on the same.

4. Delegation: Many team leaders and managers feel that they are the only people who can
do a particular task or job. Therefore, they do not delegate their jobs as much as they
should. Delegation is a great way to develop competencies.

5. Extra Responsibility: Giving extra responsibility to employees 1is another way to get
them engaged with the company. However, just giving the extra responsibility does not
help. The manager must spend good time teaching the employees of how to manage
responsibilities given to them so that they don’t feet over burdened.

6. Focus on future career: Employees are always concerned about their future career. A
manager should focus on showing employees his career ladder. If an employee sees that
his current job offers a path towards their future career aspirations, then they are likely to
stay longer in the company. Therefore, managers should play the role of career counselors

as well.

1.2 PROBLEM DEFINITION

The statement of problem is to identify the level of employee attrition and retention with
particular reference to IT organizations in Bangalore. The study is made to find out whether there
is any dissatisfaction for the employees along with the retention problem faced. This study is also
made to find the intg:rpersonal relationship with the employees and to explore the trends of
attrition during the recent past among the IT organizations and identify the various reasons put
forth by the employees towards attrition. This project also helps to study the various measures
adopted by the organizations to retain employees with them and to suggest better practices for
engaging the employees in the aforesaid sector. This project would be of much importance for the
company in knowing its strengths, opportunities and other influencing factors of it precious
employees thereby retaining them. The project follows a descriptive research, stratified sampling
is used here where both the primary and secondary data is also been an information source. The

tools used for the study is percentage analysis and the weighing average analysis.



3 NEED FOR THE STUDY
e The study helps us to identify the reasons for attrition and expectations of the
employees from their organizations.
o The study also attempts to study the interpersonal relationship among the employees.

e Identifying the relevance of any such factor contributing to the above cause and

offering suggestions for the same.

.4 OBJECTIVE OF THE STUDY

.4.1 Primary objective:
To study about the employee retention techniques and attrition with particular reference to

IT organizations at Bangalore.

1.4.2 Secondary objective:

e To explore the trends of attrition during the recent past among the 1T

organizations.
e To identify the various reasons put forth by the employees towards attrition.

e To study the various measures adopted by the organizations to retain employees

with them.

o To suggest better practices for engaging the cmployees in the aforesaid sector.



CHAPTER I
REVIEW OF LITERATURE

he previous studies for employee’s retentions are presented to be the framework to understand
nd systematically analyze factors the affect employee’s intentions. Retention defined as “an
bligation to continue to do business or exchange with a particular company on an ongoing
vasis” (Zineldin, 2000, p. 28). A more detailed and recent definition for the concept of retention
s “customer liking, identification, commitment, trust, readiness to recommend, and repurchase
ntentions, with the first four being emotional-cognitive retention constructs, and the last two
being behavioral intentions™ (Stauss et al., 2001). Studies have indicated that retention driven by
several key factors, which ought to be managed congruently: organizational culture, strategy, pay
and benefits philosophy, and career development systems (Fitzenz 1990).

The above mentioned definitions explain many situations in our contemporary life while many
employees are no longer having the sense of organization loyalty once they leaved. Increasing
numbers of organization mergers and acquisitions have left employees feeling displeased from
the companies that they work and haunted by concerns of overall job security. As a result,
employees are now making strategic career moves to guarantee employment that satisfy their
need for security. On the other hand, employers have a need to keep their stuff from leaving or
going to work for other companies. This is true because of the great expenses associated with
hiring and retraining new employees. The adage, good help is hard to find, is even truer these
days than ever before because the job market is becoming increasingly tight (Eskildesen 2000,
Hammer 2000).

Literature of employees retaining again show that attracting existed employees costs less than
acquiring new talents as organizations know their employees and what they want, and the initial

cost of attracting the new employees has aiready been expended (Davidow and Uttal, 1989).



mployees retention also attain benefits such as customers satisfaction, better service, Jower costs
2eichheld,1995), lower price sensitivity, positive word-of-mouth, higher market share, higher

roductivity and higher efficiency (Zineldin, 2000).

‘bundant studies have hypothesized and empirically validated the link between satisfaction and
chavioral intentions and behaviors such as employee’s retention and word of mouth (e.g.
\nderson and Sullivan, 1993; Rucci et al., 1998, Bansal and Taylor, 1999, Cronin et al., 2000).
ndeed, this link is essential to the marketing concept, which holds that satisfving employee’s
eeds and wants is the key to exist in the organization (Kotler et al., 2002). Further, the
mportance of satisfaction on retention is well recognized that some major economies now
neasure satisfaction at the industry level using large sample surveys to predict employee's

etention and future financial performance (Fornell et al., 1993).

Kay (2000) describe costs as in «...advertising and recruiting cxpenses, orientation and training
of the new employee, decreased productivity until the new employee is up to speed. and loss of
customers who were loyal to the departing employee”. The costs and expenses mentioned above
open another area of concern which is productivity. When high level of employees turnover
existed, most of the workforce is at an entry level stage of production. A very high cost is
associated with large numbers of employees who have not accomplish full productivity. This

cycle continues with very few employees performing at maximum productivity.

Numerous studies explain the importance of high employees involvement and how it could
enhance their retention (Arthur 1994; Huselid 1995; Koch and McGrath 1996). Flexible work
schedules and assistance programs need to be considered, however, only a small share of the
workforee takes advantage of them (Perry Smith and Blum 2000). as earlier studies indicated that
young employees are more interested in payment, advancement opportunities and time off. Such
differences may reflect stages in the career plan or deeper generation differences. Additionally.
there are often gender differences within demographic groups; €.g., young female may want
different things from what young male want (Beck 2001). The lack of opportunities to learn and

develop in the work can be the top reason for employee dissatisfaction and thus turnover.



CHAPTER H1
METHODOLOGY

3.1 METHODOLOGY

Research methodology is a design or plan as a guide for conducting research and to
systematically solve the research problem. It includes research design, sampling
procedures, data collection method and analysis procedure. Following research

methodology was adopted for the present study.

3.2 RESEARCH DESIGN

Research design is a blue print or framework which specifies the details of the procedures
necessary for obtaining the information needed to structure or solve research problems.

Descriptive Research Design has been employed in the present study to define the
answers to what, why and how of the different dimensions of the employee attrition
among IT industries of Bangalore. Sampling method is Area Random sampling. Sampling
size is 200. From a total of 225 questionnaires distributed, 210 were returned, out of which

200 were found valid and eligible for analysis

3.3 SOURCES OF DATA COLLECTION

Both primary and secondary data has been collected and analyzed to present a
comprehensive analysis of the phenomenon of employee attrition. Primary data has been
collected through standardized questionnaires for the purpose of the study. These

questionnaires were administered to employees of the various IT organizations.

3.3.1 Primary sources: Employees of IT organizations in Bangalore were personally
interviewed by administering the standard questionnaire as schedules, to collect data for
the present study to have firsthand account of different dimensions of employee attrition

in the IT industry.



3.3.2 Secondary sources: Comprehensive review of existing literature ie., Journals,
Books, Magazines, [nternet and Newspapers was undertaken to know the contemporary
employee retention scenario and the research undertaken in the field so far. It enabied

identification of the prevalent gaps in the existing literature.

3.4 TOOLS FOR DATA ANALYSIS
To arrive at pertinent analysis, the collected data was put to planned and rigorous

statistical analysis.
e Percentage analysis.

e Weighing average analysis.
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CHAPTER 1V
DATA ANALYSIS

.1 PERCENTAGE ANALYSIS

A. Profile of the respondents

nitially the demographic factors of employees like gender, age, qualification, job level and
xperience were analysed.

4.1 Table showing the gender of the employees

r Gender No. of Respondents Percentage
Male 72 36
Female 128 64
Total 200 100

j
Interpretation: From the total sample of 200 analyzing reasons for attrition , 36% of the
respondents are male and 64% of respondents are female.

4.1 Chart showing the gender of the respondents
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4.2 Table showing the age of the employees

Age No of Respondents | Per.'c‘é.nt-z'igel
Below 23 73 36.5
26-30 68 34
31-45 38 19
45 and above 21 10.5
Total 200 100
Interpretation:

The maximum cadre of employees providing various reasons for attrition belong
to the age group below 25 (36.5%), about 34% belong to the age group between 26-30, 19%
belong to the age group between 31-45 and about 10.5% belong to the age group of 45 and

above.
4.2 Chart showing the age group of the respondents
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4.3 Table showing the qualification of the employees

Qualification No. of Respondents Percentage '

|

4

Graduate(Tech) 103 515
Graduate(Non-Tech) 74 37
Others 23 11.5
Total 200 100

d

Interpretation :

More number of IT employees are tech graduates and also here in this survey of
aftrition many respondents(51.5 %) are Tech graduates, about 37% are non-tech graduates,and

about 11.5% belong to other group.

4.3 Chart showing the qualification of the employecs
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4.4 Table showing the Job level of Respondents

13

Job level No of Respondents | Percentage
|
Senior level 19 9.5
Middle level 97 48.5
Junior level 84 42
Total 200 100
L
Interpretation:-
There were more number of middle level respondents (48.5%) responding to the
questionnaire.

4.4 Chart showing the job level of respondents
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4.5 Table showing total experience

14

Experience ( in years) No of Respondents Percentage
0-2 80 40
2-5 42 21
5-7 19 9.5
7-10 31 15.5
Above 10 28 14
Total 200 100
|
Interpretation:-

About 40 % of the respondents have experience of 0-2 years, 21%

about 2-5 years, 9.5% have experience between 5-7 years, 15.5% have experien

years and 14% have experience more than 10 years.

4.5 Chart showing total experience of the respondents
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(A)Respondents opinion to the current job profile

4.6 Table showing Pay structure

Pay Structure No of Respondents Percentage
Exceeds expectation 5 2.5
Meets expectations 57 : 28.5
On par with others 21 ‘; 10.5
Do not meet expectation 110 55
Irky 7 3.5
Total 200 100 J|

Interpretation :

Pay structure was considered as a major factor of attrition by the maximum

number of respondents(55 %) .

4.6 Chart showing Pay structure
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4.7 Table showing Statutory Benefits

Statutory Benefits No of Respondents | Percentage
Exceeds expectation 0 0
Meets expectations 43 215
On par with others 94 47
Do not meet expectation 23 11.5
Irky 40 20
Total 200 100

Interpretation :

Statutory benefits was not ranked as a major factor by the employees. Majority of
respondents(47%) feel that the statutory benefits are on par with others.

4.7 Chart showing Statutory Benefits
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4.8 Table showing Allowances and Compensatory packs

I
l
Allowances and No of Respondents Percentage ]
Compensatory packs ]
Exceeds expectation 0 0 '
Meets expectations 65 32.5
On par with others 56 28
Do not meet expectation 78 39
Irky i 0.5
Total 200 100
Interpretation :

Allowances and compensatory packs was also considered by most of the

respondents (39%) as not meeting their expectations and hence causing attrition.

4.8 Chart showing Allewances and Compensatory packs
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4.9 Table showing Incentives and bonus provided

Incentives and bonus No of Respondents Percentage
provided
Exceeds expectation 0 0
Meets expectations 35 17.5
On par with others 51 255
Do not meet expectation 97 48.5
Irky 17 8.5
Total 200 100
Interpretation :

We can interpret from the above data that Incentives and bonus provided is also a

factor for attrition responded by 48.5% of employees that they don’t meet their expectations.

4.9 Chart showing Incentives and bonus provided

250
200 - oo

156

© No of respondents
100 P

Percentage

Exceeds Meets  On par with Do not meet irky Total
expectation expectations  others expectation




19

4.10 Table showing Fringe benefits

Fringe benefits No of Respondents Percentage
Exceeds expectation 2 0
Meets expectations 43 21.5
On par with others 59 295

Do not meet expectation 85 42.5
Irky 11 5.5
Total 200 i00

Interpretation :

In most of the IT organizations in Bangalore, most of the fringe benefits provided

is not meeting the employee’s expectations and hence 42.5% feel that this may be a cause of
attrition.

4.10 Chart showing Fringe benefits
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(B) Job Environment

4.11 Table showing Work environment

20

Work environment No of Respondents Percentage
Excellent 81 40.5
V.good 65 32.5
Good 39 19.5
Average 10 5
Poor 5 2.5
Total 200 100

Interpretation :

In IT organizations in Bangalore most of the employees (40.5%) feel that the
environment in which they are working is excellent and this would not be a major factor for

attrition.

4.11 Chart showing Work environment
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4.12 Table showing Safety and Welfare

21

Safety and Welfare No of Respondents Percentage
Excellent 60 30
V. Good 76 38
Good 51 25.5
Average 9 4.5
Poor 4 o)
Total 200 100

Interpretation :

Most of the respondents feel that the safety and welfare in their organizations are

better (v.good 38%) and this would not be a factor for attrition.

4.12 Chart showing Safety and Welfare
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4.13 Table showing Amenities

Amenities No of Respondents Percentage
Excellent 71 355
V.good 63 31.5
Good 47 235
Average 1t 5.5
Poor 8 4
Total 200 100
Interpretation :

From the above response it is clear that the amenities in IT organizations in
Bangalore is excellent (35.5%) and hence this would not cause attrition.

4.13 Chart showing Amenities
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4.14 Table showing Working Hours

]
Working Hours No of Respondents Percentage
Excellent 20 10
V.good 78 ” E
Good 52 26
Average 40 20
Poor 60 30 ;
Total 200 100

Interpretation :

More respondents (about 30%) feel that working hours is not proper in their

organization and this would be a factor of attrition.

7 4.14 Chart showing Working Hours
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4.15 Table showing Distribution of workload

24

Distribution of workload No of Respondents Percentage
Excellent 23 11.5
V.good 33 16.5
Good 27 13.5
Average 16 8
Poor 101 50.5
Total 200 100

Interpretation :

Workload is considered as a major factor by most of the employees to leave the

organization . About 50.5% of the repondents feel that workload is not proper in their

organization and hence causing attrition.

4.15 Chart showing Distribution of worklead
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(C)Career Development
4.16 Table showing Support for higher education

Support for higher education No of Respondents Percentage
Proactive 20 10
Favorable 44 22
Acceptable 42 21
Unfavorable . 72 _ 36
Reactive 22 1§
Total 200 100

Interpretation :

The respondents feel (36%) support for higher education is not provided by most
of the IT organizations in Bangalore and this is a cause for attrition where employees leave the

organization for pursuing higher education.

o 4.16 Chart showing Support for higher education
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4.17 Table showing Performance appreciation

26

Performance appreciation No of Respondents Percentage
Proactive 61 3G.3
Favorable 47 235

Acceptable 41 20.5

Unfavorable 29 14.5
Reactive 22 11

Total 200 100

Interpretation :

attrion.

In IT organizations in Bangalore performance appraisal is provided upto the
expectations to most of the employees and hence 30.5% feel that it is not a major cause for

4.17 Chart showing Performance appreciation
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4.18 Table showing Employee Engagement

Employee Engagement No of Respondents Percentage
Proactive 67 33.5
Favorable 51 235

Acceptable 33 16.5
Unfavorable 38 19
Reactive 11 5.5
Total 200 100

Interpretation :

Most of the employees feel (33.5%) that the IT organizations in Bangalore engage

their employees in most of the actions and hence this would not be a reason for attrition.

'4.18 Chart showing Employee Engagement
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4.19 Table showing Talent Management

Talent Management No of Respondents Percentage
Proactive 72 36
Favorable | 61 30.5

Acceptable 30 5
Unfavorable 25 12.5
Reactive 12 6
Total 200 100

Interpretation :

Many employees response ( 36%) indicate that I'T organizations manage the

employees talent proactively and hence it will not be a major factor for attrition.

. . 4.19 Chart showing Talent Management
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4.20 Table showing Acceptance of suggestions

Acceptance of suggestions No of Respondents Percentage
I
Proactive 48 24
Favorable 32 16
Acceptable 74 37
Unfavorable 28 14
Reactive 18 9
Total 200 100

Interpretation :

The acceptance of suggestions in IT organizations are indicated as acceptable by

the employees and hence it is not said to be major factor causing attrition.

7 . ~4.20 Chart showing Acceptance of suggestions
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(D) Relationship

4.21 Table showing Visibility of the company

Visibility of the company No of Respondents Percentage
Highly confident 74 37
Fairly confident 57 28.5
Mediocre 22 11
Fairly unconfident 33 16.5
Unreliable 14 7
Total 200 100

Interpretation :

Visibility of the company was said to be highly confident by most of the

employees (37%) and hence it is not a reason for attrition in I'T organizations in Bangalore.

4.21 Chart showing Visibility of the company
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4.22 Table showing Career development

Career development No of Respondents Percentage
Highly confident 68 34
Fairly confident 58 29
Mediocre 30 15
Fairly unconfident 27 13.5
Unreliable 17 8.5
Total 200 100

Interpretation :
The maximum number of respondents 34% are highly confident about their career

development in the organization which indicates that it would not be a cause for attriton.

4.22 Chart showing Career development
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4.23 Table showing Performance recognition

Performance recognition No of Respondents Percentage
Highly confident 71 355
Fairly confident 63 31.5

Mediocre 38 19
Fairly unconfident 19 9.5
Unreliable 9 4.5
Total 200 100

Interpretation :

More number of respondents feel that they have good performance recognition in

their organization and they cannot be a reason for attrition.
4.23 Chart showing Performance recognition
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4.24 Table showing Corporate Governance

Corporate Governance No of Respondents Percentage
Highly confident 77 385
Fairly confident 69 34.5
Mediocre 37 18.5
Fairly unconfident 15 7.5
Unreliable 2 1
Total 200 100

Interpretation :

Only 7.5% of the respondents say that corporate governance is fairly unconfident
in their organization and 1% say it is unreliable and hence corporate governance cannot be taken

as a factor for attrition.

4.24 Chart showing Corporate Governance
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4.25 Table showing Empathetic relationship among peer groups

Empathetic relationship No of Respondents Percentage
among peer groups

Highly confident 78 39
Fairly confident 41 20.5

Mediocre 39 19.5

Fairly unconfident ‘ 35 17.5
Unreliable 7 3.5

Total 200 100

Interpretation :

Most of the employees ( about 39%) in IT organizations in Bangalore have a
highly confident empathetic relationship between peer groups and so attrition cannot be due to

empathetic relationship.

4.25 Chart showing Empathetic relationship among peer groups
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(E) EXPECTATIONS OF THE EMPLOYEES FROM IT ORGANIZATIONS
4.26 Table showing Career advancement and Promotion

Career advancement and No of Respondents Percentage
Promotion

Highly concerned 145 72.5

Fairly concerned 43 21.5
Neutral 12 6
Fairly unconcerned 0 0
Can be ignored 0 0

Total 200 100

Interpretation :

The maximum number of respondents 72.5% expect their organization to highly
concern about career advancement and promotion inorder to reduce attrition.

4.26 Chart showing Career advancement and promotion
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4.27 Table showing Pay structures and schedules

Pay structures and schedules No of Respondents Percentage
Highly concerned 152 76
Fairly concerned 44 22
Neutral 4 2
Fairly unconcerned 0 0
Can be ignored 0 0
Total 200 100

Interpretation :

The employees are highly concerned about the pay structure and schedules so that

attrition can be decreased in a organization.

4.27 Chart showing Pay structures and schedules
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4.28 Table showing Training and Development

37

Training and Development No of Respondents Percentage
Highly concerned 143 71.5
Fairly concerned 32 16
Neutral 25 12.5
Fairly unconcerned 0 0
Can be ignored 0 0
Total 200 100

Interpretation :

To reduce attrition maximum number of respondents 71.5% expect the

organization to highly concern about training and development.

4.28 Chart showing Training and Development
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4.29 Table showing Corporate Governance and style

Corporate governance and No of Respondents Percentage

style

Highly concerned 99 49.5

Fairly concerned 63 31.5

Neutral 18 9

Fairly unconcerned 13 6.5

Can be ignored 7 3.5

Total 200 100

Interpretation :

Corporate governance and style was considered to be one of the factor for attrition

and hence employees expect organization to highly concern about it.

4.29 Chart showing Corporate governance and style
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4.30 Table showing Challenging job profile

39

Challenging job profile No of Respondents Percentage
Highly concerned &5 425
Fairly concerned 57 28.5

Neutral 35 17.5
Fairly unconcerned 21 10.5
Can be ignored 2 1

Total 200 100

Interpretation :

The employees wish to have more challenging job profile in order to retain in a

company. More number of respondents(42.5%) highly concern about the job profile.
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4.30 Chart showing Challenging job profile
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4.31 Table showing Conditions of service

40

Conditions of service No of Respondents Percentage
Highly concerned 94 47
Fairly concerned 65 32.5

Neutral 29 14.5
Fairly unconcermned 8 4
Can be ignored 4 2
Total 200 100

Interpretation :

The maximum number of respondents 47% expect the organization to highly

concern about their conditons of service.

... A3l Chartshowing Conditions of service
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4.32 Table showing Flexi Timings

41

Flexi Timings No of Respondents Percentage
Highly concerned 123 61.5
Fairly concerned 33 16.5
Neutral 30 15
Fairly unconcerned 9 4.5
Can be 1gnored 5 2.5
Total 200 100

Interpretation :

Flexi timings is expected by most of the employees (61.5%} in their organization.

4.32 Chart showing Flexi Tinings
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4.33 Table showing Work environment

Work environment No of Respondents Percentage
Highly concerned 121 60.5
Fairly concerned 41 - 20.5

Neutral 20 10
Fairly unconcerned 11 5.5
Can be ignored 7 | 3.5
Total 200 100

Interpretation :

The maximum number of respondents 60.5% expect the organization to highly

concern about the work environment..

4.33 Chart showing Work environment
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4.34 Table showing Nature of work/job satisfaction

Nature of work/job No of Respondents Percentage
satisfaction
Highly concerned 111 55.5
Fairly concerned 33 16.5
Neutral 24 12
Fairly unconcerned 20 10
Can be ignored 12 6
Total 200 100

Interpretation :
The maximum number of respondents 55% expect the organization to highly

concern about their job satisfaction.

4.34 Chart showing Nature of work/job satisfaction

250 TSR e e e e
200 i ot et ets L aeees n e e e

150 e et s

100 - iz No of respondents
Percentage

50 -

. R

Highly Fairly Neutral Fairly Can be Total
concerned  concerned uncancerned ignored




44

4.35 Table showing Distance /time taken to reach work place

Distance /time taken to reach No of Respondents Percentage
work place
Highly concerned 99 49.5
Fairly concerned 59 29.5
Neutral 20 10
Fairly unconcerned 17 8.5
Can be ignored 5 2.5
Total 200 100

Interpretation :

The maximum number of respondents 49.5% expect the organization to highly

concern about distance and time taken to reach work place.

435 Chart showing Distance /time taken to reach work place

100

Highly Fairly Neutral
concerned concerned

Fairly Canbe
unconcerned  ignored

# No of respondents

¢ Percentage




45

4.2 WEIGHING AVERAGE METHOD ANALYSIS

Weighted average is an average in which each quantity to be averaged is assigned a weight.
These weightings determine the relative importance of each quantity on the average. Weightings

are the equivalent of having that many like items with the same value involved in the average.

The likert rating scale are given weightage from 1-5 .In the table below the numbers in the
parentheses are the weighted values assigned to the columns. The number multiplied with
the weighted value is the respondent count or the "frequency” of those that picked that rating.
After multiplying the weighted values with the actual number of respondents who picked that
rating, sum the totals. We will add the respondent totals (or frequency number) of those that

picked the ratings. Last, we're able to obtain the rating average by dividing the sum of the

weights by the sum of the number of responses.



Table 4.36 Respondents opinion to the current job profile
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On Sum
Exceeds Meets par Drgez(t)t Irk we(;fht Ratin
S.No | Parameters | expectation | expectations | with . Y % &
(1) ) others expectation | (5) s avarage
3) 4 Freque
ney
1 Snzjfm 5 57 21 110 7 | 657 | 3285
Statutory
2 (Pgegﬁfﬁy 0 43 94 23 40 | 660 | 33
etc.,)
Allowances
3 Comi‘;‘:lsato 0 65 56 78 1 | 615 | 3.075
ry packs
Incentives
4 and bonus 0 35 51 97 17 696 3.48
provided
5 biﬂgfg.lfs 2 43 59 85 11| 660 3.3
Total
Averag 3.288
e
Interpretation:

From the above analysis it is clear that the average of rating average of all factors

regarding employees job profile is 3.288 which indicates that most of the employees lie in
between the factors on par with others nad do not meet expectations. Hence these factors
contribute to attrition.
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Table 4.37 Job Environment

V. Sum of )
S.No | Parameters Exc(c;;l)lent Good G((;(;d Av(e;';l ge P((;c))r weights * gﬁ;ge
(2) Frequency £
1 Work 81 65 39 10 5 393 1.965
environment
Safety and
2 Welfare 60 76 51 9 4 421 2.105
3 Amenities 71 63 47 il 8 422 211
4 Working 20 28 52 40 60 692 3.46
Hours
5 | Distribution | g 33 27 16 101 739 3.695
of workload
Total > 667
Average
Interpretation:

The total average of rating average indicates that the job environment is between very
good and good as rated by respondents and hence does not have a major effect on
attrition.



Table 4.38 Career Development
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Acc Sum of Rating
SNo | P eters Proactive | Favorable | epta | Unfavorable | Reactive | weights * avara be
o | raram ) 2) ble (4) (5) | Frequency (7)g
3 (6)
Support for
1 higher 20 44 42 72 22 632 3.16
education
Performanc
2 . 61 47 41 29 22 504 2.52
appreciatio
n
Employee
3 Engagemen 67 51 33 38 11 475 2.375
t
Talent
4 Manageme 72 61 30 25 12 444 2.22
nt
Acceptance
5 of 48 32 74 28 i8 536 2.68
suggestions
Total 5 501
Average
Interpretation:

The weighing average analysis indicates that the career development factors indicated is

acceptable overall by most of the Information Technology employees in Bangalore and

hence they would not be a cause for attrition.



Table 4.39 Relationship
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: . . Sum of .
Highly Fairly Medio Fairly Unreliable | weights * Rating
Parameters | confident | confident Unconfident avarage
cre (3) (3) Frequency
(1) @ 4) ) )
Visibility
of the 74 57 22 33 14 456 2.28
company
Career
developme 68 58 30 27 17 467 2.335
nt
Performanc
e 71 63 38 19 9 432 2.16
recognition
Corporate
Governanc 77 69 37 i5 2 396 1.98
€
Empathetic
relationship | g 41 39 35 7 452 226
among peer
groups
Total
Average 2.203
Interpretation:

The weighing average analysis indicates that most of the employees are fairly confident
about their relationship in their organization and this would not be a cause for attrition.
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Table 4.40 Expectations of the employees from IT organizations
Highly Fairly Fairly Can be Sl}m Of* Rating
Neutral . weights
Parameters concerned | concerned 3) Unconcerned | ignored Frequency avarage
(H (2) 4) (5) 6) (7
Career
advancement 145 43 12 0 0 267 1.335
and Promotion
Pay structures
and schedules 152 44 4 0 0 252 1.26
Training and 143 32 25 0 0 282 141
Development
Corporate
governance and 99 63 18 I3 7 366 1.83
style
Challenging 85 57 35 21 2 308 199
job profile
Conditionsof | g, 65 29 g 4 363 1.815
service
Flexi Timings 123 33 30 9 5 340 1.7
Work 121 41 20 11 7 342 171
environment
Nature of
work/job 111 33 24 20 i2 389 1.945
satisfaction
Distance /time
taken to reach 99 59 20 17 5 370 1.85
work place
fotal 1.565
Average

Interpretation: The analysis shows that the most of the employees in IT organizations in
Bangalore are concerned about all the factors and not unconcerned about any of the factors
mentioned.
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CHAPTER V
CONCLUSION

5.1 FINDINGS AND SUGGESTIONS

5.1.1 Findings:

From the interpretation the various reasons for attrition are as follows,

1.

The major two reasons of attrition as indicated by maximum number of respondents are
pay structure and then followed by workload.

The maximum number of respondents(55 %) say that they don’t meet pay structure
expectattions ,28.5% meet expectations, 10.5% say pay structure is on par with others,
3.5% say it is irky and 2.5% say it exceeds expectation.

Allowances and compensatory packs was also considered by most of the respondents
(39%) as not meeting their expectations and hence causing attrition.

We also find that Incentives and bonus provided is also a factor for attrition responded
by 48.5% of employees that they don’t meet their expectations.

In most of the IT organizations in Bangalore, most of the fringe benefits provided is not
meeting the employee’s expectations and hence 42.5% feel that this may be a cause of
attrition.

More respondents (about 30%) feel that working hours is not proper in their
organization and this would be a factor of attrition.

Workload is considered as a major factor by most of the employees to leave the
organization . About 50.5% of the repondents feel that workload is not proper in their
organization and hence causing attrition.

The respondents feel (36%) support for higher education is not provided by most of the
IT organizations in Bangalore and this is a cause for attrition where employees leave the
organization for pursuing higher education.

The maximum number of respondents 76% expect the organization to highly concern

about their pay structure.
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The maximum number of respondents 71.5% expect the organization to highly concern
about training and development.

The maximum number of respondents 49.5% expect the organization to highly concern
about their corporate governance and style.

The maximurn number of respondents 42.5% expect the organization to highly concern
about challenging job profile.

The maximum number of respondents 47% expect the organization to highly concern
about their conditons of service.

The maximum number of respondents 61.5% expect the organization to highly concern
about their timings to be flexible.

The maximum number of respondents 60.5% expect the organization to highly concern
about the work environment..

The maximum number of respondents 55% expect the organization to highly concern
about their job satisfaction.

The maximum number of respondents 49.5% expect the organization to highly
concern about distance and time taken to reach work place.

From the weighing average analysis it is clear that the average of rating average of all
factors regarding employees job profile, most of the employees lie in between the
factors on par with others and do not meet expectations. Hence these factors contribute
to attrition.

The total average of rating average indicates that the job environment is between very
good and good as rated by respondents and hence does not have a major effect on
attrition.

The weighing average analysis indicates that the career development factors indicated is
acceptable overall by most of the Information Technology employees in Bangalore and
hence they would not be a cause for attrition.

The weighing average analysis indicates that most of the employees are fairly confident
about their relationship in their organization and this would not be a cause for attrition.
The analysis shows that the most of the employees in IT organizations in Bangalore are

concerned about all the factors and not unconcerned about any of the factors mentioned.
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5.1.2 .Suggestions:

Since Fair and Competitive Salaries as well as Performance Related Incentives have
been reported as highly significant factors of employee retention, the organizations
should constantly monitor the salary structures and performance oriented incentives
offered by the competing organizations in the same region so as to maintain parity with
the competitors, thus reducing the chances of high employee attrition.

. The organizations should provide handholding, care and support to the new joiners fora

period when they are relatively new to the job. This support will help the orgamizations
to improve employee retention and avoid the cost of recruiting the new employees time
and again.
Similarly, the organizations should develop effective career planning programs for the
employees after they attain significant work experience in order to ensure professional
developmental opportunities within the organization itself so that the eﬁployees do not
have to look for professional growth opportunities outside their organization.

. As Educational Qualifications are reported to be significantly related with reduction in
the retention of the employees at the Call Center/Tech Support level, it is recommended
that the organizations in the ITeS sector should not hire over qualified candidates for
these positions as they are less likely to be a part of the organization for a longer time
period.

. As no single factor can be considered detrimental for attaining high rate of employee
retention, it is recommended that the organizations should look for variety of effective
and suitable employec retention strategies and practices so that their combined effect
can enable the organizations in the ITeS sector to retain their employees.

. It is suggested that the organizatiohs should incorporate certain fun - related activities,
get together, and stress relieving games, flexi timings and other such activities so as to
reduce the monotony of the work associated with the ITeS jobs. Transport facilities can

be provided for the employees.
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5.2 CONCLUSION

The study was made to study some of the factors which may be possible reason for an
employee to leave his job in Information Technology organizations in Bangalore. This research
will help the organization or management to study further on those areas and come out creative/
innovative action plans to make the employee feel loyal, comfortable and interesting place to

work place to work

The organization should analyze current level in the market and increase the salary level
of the employees. This will certainly increase the job satisfaction level of employees and reduce

attrition.
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APPENDIX
APPENDIX I -QUESTIONNAIRE
Gender : a. Male b. Female
Age: a. Below 25 b. 26-30 c.31--45 d. 45 and above

Qualification: a. Graduate (Tech) b. Graduate (Non Tech) ¢. Others
Designation: (Please give the various designations related to IT field)
Job Level: a) Senior Level b)Middle Level ¢) Junior Jevel
Total experience (in years) : a. 0-2b)2-5¢)5-7d)7-10¢) AbovelQ

Rank the following accordingly that fits the best of your opinion

(a) Compensation

S.No

Parameters | Exceeds Meets On par | Do not Irky
expectation | expectations with meet
others expectation

Pay structure

Statutory
Benefits (PF,

gratuity etc.,)

Allowances
and
Compensatory
packs

Incentives and
bonus
provided

Fringe

benefits
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(b) Environment
S.No | Parameters Excellent | V. Good Average | Poor
i Work
environment
2 | Safety and
Welfare
3 | Amenities
4 | Working Hours
5 | Distribution of
workload
(c¢) Growth
S.No | Parameters | Proactive | Favorable Acceptable | Unfavorable Reactive
1 | Support for
higher
education
2 | Performance
appreciation
3 | Employee
Engagement
4 | Talent
Management
5 | Acceptance
of
suggestions




(d) Relationship
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S.No

Parameters

Highly

confident

Fairly
confident

Mediocre

Fairly

Unconfident

Unreliable

Visibility of the
company

Career development

Performance
recognition

Corporate Goverpance

Empathetic
relationship among

peer groups

(¢) Expectations of employees from IT organizations

8.No

Parameters

Highly
concerned

Fairly
concerned

Fairly
Unconcerned

Can be
ignored

1

Career advancement
and Promotion

Pay structures and
schedules

Training and
Development

Corporate
governance and style

Challenging job
profile

Conditions of service

Flexi Timings

Work environment

el W &

Nature of work/job
satisfaction

Distance /time taken
to reach work place
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