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Abstract- Attrition is the most common phenomena found in the 

private sector. when it come to IT companies attrition has become 

a disease in which all the IT companies are trying to get the best 

solution for that problem. In this paper an attempt is made by 

taking   forty convenient sampling from IT company to identify 

the reason for attrition and ways to  reduce attrition are discussed 

in the paper. 

 

Index Terms- Attrition, salary, Human resource, IT employees 

and job expectation. 

 

I. INTRODUCTION 

ttrition is an alarming concern for all the organizations across 

various sectors. Anything that involves manpower would be 

affected by employee attrition. Whenever employees leave an 

organization, the knowledge and intellect also leaves. Human 

Resource practitioners can try and capture the knowledge and 

intellect of the talent, however, this is easy said than done. 

Nowadays, the importance and relevance of the employees is well 

understood by the organizations and hence the focus is on 

understanding the key factors that affects employee attrition. The 

aim of this research is to understand and identify various 

researches conducted on employee attrition across sectors. For the 

same, the literature starting from 1955-2014 is studied. The 

research has highlighted the factors like dissatisfaction with 

compensation offered , payment below prevailing market rate and 

inadequacy in the internal and external equity, Inappropriate 

Reward and recognition, toxic work environment &incompatible 

work culture, employee attitude, Insufficient support, 

unsatisfactory relationships with superior, colleagues and 

subordinates (work relationship), and inadequate opportunities for 

growth, hiring practices, and managerial style, which affect 

employee attrition. Understanding attrition is imperative for every 

organization. Mere recognition of factors would not do any better, 

both for employees as well as employer. This study focuses on 

compiling the factors that affect attrition and has a further scope 

where these factors can be empirically tested in different sectors 

and recommendations can be incorporated  as to observe the 

difference in the attrition rate 

 

II. ATTRITION 

           Attrition can be understood as the irregular and 

overwhelming, but normal decrease of workforce due to 

resignations, retirement, sickness, or death (as cited in 

www.citehr.com, 2010). It signifies the rate of change in the 

working staff of a concern during a definite period. In other words, 

it refers to the shifting of workforce into and out of an 

organization. Most of the HR managers feel that retaining their 

talented workforce is one of the most challenging tasks, and it is 

becoming more and more difficult for them to tackle the problem 

of excessive turnover in their companies and to find ways of 

retaining their staff. 

 

III. ATTRITION RATE. 

           There is no standard formula to calculate the attrition rate 

of a company. This is because of certain factors (Dev, 2005), such 

as:  

1. The employee base changes each month. So if a company 

has 1,000 employees in April 2004 and 2,000 in March 

2005, then they may take their base as 2,000 or as 1,500 

(average for the year). If the number of employees who 

left is 300, then the attrition figure could be 15% or 20% 

depending on what base is considered. 

2. Many firms may not include attrition of new graduates 

who leave because of higher studies, especially within 

three months of joining. 

3. In some cases, attrition of poor performers may also not 

be treated as attrition. 

 

Employee Attrition

=
No. of Employee who left in the year

Average Number of Employees in an organization in a year
× 100 

 

           Thus, if the company had 1,000 employees in April 2004, 

2,000 in March 2005, and 300 quit in the year, then the average 

employee strength is 1,500 and attrition is 100 x (300/1500) = 20 

percent. Formula to calculate employee attrition rate (Source: TVS 

Infotech as cited in Dev, 2005). 

 

           There are various other types of attrition that should be 

taken into account (Dev, 2005). 

These are:  

1. Fresher attrition tells the number of fresher’s who left the 

organization within one year. It tells how many are using 

the company as a springboard or a launch pad. 

2. Infant mortality is the percentage of people who left the 

organization within one year. This indicates the ease with 

which people adapt to the company. 

3. Critical resource attrition tells the attrition in terms of key 

personnel like senior executives leaving the organization. 

A 
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4. Low performance attrition tells the attrition of those who 

left due to poor performance. According to studies 

conducted by Hay Group, the cost of attrition of an 

employee can be higher than apparent. 

 

           March 1, 2018.In an article in Forbes, points out the Mercer 

survey highlights that no fewer than 54% of Indian workers are 

seriously considering leaving their jobs, and that figure spikes to 

66% in the 16-24 year age bracket. It also points out the other 

independent studies “confirm the correlation between intention to 

leave and actual turnover.” What puzzling is that the people 

considering leaving are not even highly disengaged 

employees.76% of Indians surveyed reported satisfaction with 

their jobs and 75% with their organizations. 

 

 

 

 
 

Sourced from:https://economictimes.indiatimes.com/tech/ites/it-companies-go-all-out-to-stop-attrition-of-skilled-young-

staff/articleshow/70693130.cms?from=mdr 

 

 

RESEARCH METHODOLOGY. 

           Descriptive method  has been used in the paper. 

 

SCOPE OF THE STUDY. 

           The scope of the study is confined to the VST company 

located in electronic city Bangalore. More focus on reason for 

attrition. 

 

SOURCE OF DATA. 

           Data was collected from both primary and secondary 

sources. Primary data was collected through structured 

questionnaire methods. The secondary data was extracted from 

different publishers and websites. 

 

SAMPLE DESIGN. 

           Non Probability sampling technique was used for the paper. 

Convenient random sampling had been used. 

 

IV. SAMPLE SIZE. 

Forty convenient samples were taken for the study. 

 

 

 

 

 

Table :1 
 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.738 10 

 

           The Table 1.shows the value of Cronbach’s Alpha 

reliability test for the questionnaire employee engagement 

comprising 4 statements. The alpha coefficient for the four items 

is 0.738, suggesting that the items have relatively high internal 

consistency.  

            (Note that a reliability coefficient of 0.70 or higher is 

considered "acceptable" in most social science research 

situations.)  
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Table: 2 

 

Descriptive Statistics 

Sl.No 

Reasons for 

change of 

job 

N Mean Std. Deviation 

1 Able to get 

Better Salary 

Elsewhere 

40 3.44 1.095 

2 Having 

Issues with 

Co-worker 

40 1.64 .986 

3 Working in 

Shifts 

becomes 

problematic 

40 1.67 1.108 

4 Better Job 

Opportunities 

elsewhere 

40 2.95 1.075 

5 Problems 

with manager 

and higher 

authority 

40 1.38 .847 

6 Health issues 

become 

major 

constraint 

40 1.56 .821 

7 My Job 

Expectation 

is not 

matched 

40 3.10 1.273 

8 Difficult to 

balance 

family 

pressure 

40 2.74 1.517 

9 Difficult to 

adjust with 

local Culture 

40 1.97 1.367 

10 Existence of 

inadequate 

career 

prospects 

40 2.38 1.138 

 Valid N (list 

wise) 
40 

  

                                       Sourced from : Primary data. 

 

 

           From the above Table 2, it can be seen that there are 10 

reasons for change of job for which the mean and standard 

deviation was tabulated. The most important reason for change of 

job will have highest mean. Accordingly, the prominent 

statements specifying the reasons for change of job were:  

 

           Able to get better Salary elsewhere 3.44, employees give 

more importance to monetary rewards.  

           My job expectation is not matched 3.10, if employee 

expectation are not full filled than employees like to change the 

job. 

           Better Job Opportunities elsewhere 2.95, Young IT 

employees also look out more of mobility and Challenges in the 

job.so this leads to change of job. 

           Difficult to balance family pressure 2.61.when the 

employees feel unable to balance family pressure they like the 

change the job. 

           Existence of inadequate career prospects 2.38,all 

employees need career growth in the job if there is no growth in 

the job.  

 

V. DISCUSSION AND CONCLUSION: 

           Employees are in the age group of twenty three to thirty 

years only, when you have very young professionals. They look 

out for the different needs. It becomes very much essential for 

them to Employees start to look out for better monetary rewards. 

They are ready to go any were to make money. Employees always 

come with different types of expectation understanding them 

becomes a major challenge for the employers. All employees need 

growth when they are not given opportunity they start to look for 

another job was their need is fulfilled. When employees face 

personal problems automatically they cannot perform better in the 

job so this condition somehow leads to change of job. Claiming 

the career ladder becomes very much essential to all professional 

so the amount of initiation taken to do so will lead to the change 

of job.  

           If IT employees are given more importance on cross 

cultural training giving importance to the job fit, understanding the 

young professional needs, providing the young employees more 

opportunity in decision making, making employees more valued 

in the job, Helping the employees to learn new skills , making the 

job stress free, having the open system to share the information, 

having the cordial relationship in the work environment will lead 

reduction in the attrition level. 

           The concept of attrition has been studied for almost three to 

four decade but they are not able to give the golden button solution 

for such problems .so the existence of attrition becomes one of the 

major discussed and research topic in the field of human resource 

management. 
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