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Abstract— The Success of any Organization largely depends 

upon the Human Resource it has got. The Human Resource 

or Human Capital is considered as Backbone of any 

Organization. The Human Resource forms an important 

element in Success of any Organization. Retaining 

employees is a critical and ongoing effort. One of the 

biggest challenges in having managers in the place that 

understands it is their responsibility to create and sustain an 

environment that fosters retention. Staff requires 

reinforcement, direction and recognition to grow and remain 

satisfied in their positions. Managers must recognize this 

and understand that establishing such fundamentals 

demonstrates their objectives to support nature and motivate 

their employees. The study was undertaken to know what 

are the factors which are making the Employees change 

their Job.  Also evaluating the Retention Strategies 

implemented by the Organizations. 
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I. INTRODUCTION 

Attrition in business can mean the reduction in staff and 

employees in a company through normal means, such as 

retirement and resignation. Changes in management style, 

company structure, or other aspects of the company might 

cause employees to leave the company voluntarily, resulting 

in a higher attrition rate. Another possible cause of attrition 

is when a company eliminates a job completely. 

Attrition is broadly categorized into two 

definitions: Voluntary and Involuntary. Involuntary 

Attrition: Involuntary termination is the employee’s 

departure at the hands of the employer. There are two basic 

types of involuntary termination, known often as being 

“fired” and “laid off.”  

Voluntary Attrition: Voluntary attrition is the 

employee’s departure on his own. This happens when an 

employee resigns from an organization for personal or 

professional reasons.  

Employee retention refers to the ability of an 

organization to retain its employees. Employee retention can 

be represented by a simple statistic (for example, a retention 

rate of 80% usually indicates that an organization kept 80% 

of its employees in a given period). However, many 

consider employee retention as relating to the efforts by 

which employers attempt to retain employees in their 

workforce. In this sense, retention becomes the strategies 

rather than the outcome. 

II. OBJECTIVE OF THE STUDY 

 To know the satisfaction level of the employee towards 

their Job 

 To identify the reasons (Organizational/Personal) which 

results in Employee Turnover 

 To find the ways to reduce the Attrition rate 

 To Suggest certain activities that might  be undertaken 

in order to decrease the Attrition rate and Retain 

Employees 

III. SCOPE OF THE STUDY 

 The Scope of the study is confined to the industries in 

HK Region Only. The study gives us valuable 

suggestion to decrease the Employee Attrition level and 

Retaining in the Organization. 

 This study can help the management to know for which 

the reason employees tend to change their job, through 

dissatisfaction factors faced in the organization and also 

helps to recover by providing the optimum suggestions 

or solutions. 

 This study can help the management to find the weaker 

parts of the employee feels towards the organization 

and also helps in converting those weaker part in to 

stronger by providing the optimum suggestions or 

solutions. 

IV. METHODOLOGY ADOPTED 

This study was undertaken in Hyderabad Karnataka Region 

covering (Bidar, Yadgir, Raichur, Koppal, Bellary and 

Gulbarga) for Evaluation of Employee Attrition and 

Employee Retention. Both Primary and Secondary data 

collection was made. Primary data is collected by structured 

survey. Secondary data is collected from different published 

sources like Report, Research papers, Websites etc. The 

Sample size was 200 respondents mainly Employees 

working in Hyderabad Karnataka Region. 

V. LITERATURE REVIEW 

According to Boswell, Boudreau and Tichy, 2005 The 

decision of leaving the Organization is not easy for an 

individual employee as well as significant energy is spent on 

finding new jobs, adjusting to new situations, giving up 

known routines and interpersonal connection and is so 

stressful. 

Glebbeek & Bax, 2004; Kacmar et al., 2006; 

McElroy et al., 2001; Shaw et al., 2005 says The 

organizations should be careful about their internal variables 

like organizational justice, transparency, quality of work 

life, restructuring and/or downsizing policies. Evidence 

from massive studies is that turnover rates are negatively 

related to financial performance. 

Kathri et al. (2001) in his study revealed that high 

employees‘turnover in Singapore, Malaysia, South Korea 

http://www.investopedia.com/terms/r/retirement.asp
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and Taiwan occurs due to the procedural justice and low 

organizational commitment.  

Lum et. al (1998) figured that many studies have 

reported a significant association between organizational 

commitment and turnover intentions). In his study of 

paediatric nurses, it was supported that organizational 

commitment has the strongest and most direct impact on the 

intention to quit whereas job satisfaction has only an indirect 

influence. 

Howard and Homma (2001) found that job 

satisfaction alone is not sufficient to predict the turnover 

intentions. They suggested that organizational commitment 

should also be included in the turnover model as another 

independent variable.  

VI. THEORETICAL BACKGROUND 

The Webster’s Dictionary defines the term attrition as “the 

process or state of being gradually worn down”. 

Accordingly the attrition process sometimes starts after a 

person is employed in an organization and ends when he 

quits or retires. The process, in a sense, spreads over the 

entire period of employment that may be a span of about 40 

years. But in the modern day business and employment 

relations attrition is often not a gradual process. It is often 

abrupt, quick, sudden, and sometimes dramatic especially in 

tight labor market conditions where employers compete with 

one another to employ people considered to be suitable to 

the jobs theyhave in their organizations. The term employee 

attrition is used rather interchangeably with employee 

turnover. 

It must be admitted that the gradual process of 

employee attrition has achieved significance with a negative 

dimension following the emergence of new industries, 

27industrial organizations and the emergence of the 

knowledge workers or professional employees who are more 

committed to their profession rather than the 

organization/employer. Often the extent of employee 

attrition is very frequent and high in industries like IT and 

IT Enabled Services (ITES) 

Employee retention refers to policies and practices 

companies use to prevent valuable employees from leaving 

their jobs. How to retain valuable employees is one of the 

biggest problems that plague companies in the competitive 

marketplace. Get Les McKeondefined employee retention as 

a systematic effort by employers to create and foster an 

environment that encourages current employees to remain 

employed by having policies and practices inplace that 

addresses their diverse needs. Employee retention involves 

taking measures to encourage employees to remain in the  

organization for the maximum period of time. Not too long 

ago, companies accepted the “revolving door policy” as part 

of doing business and were quick to fill a vacant job with 

another eager candidate. Nowadays, businesses often find 

that they spend considerable time, effort, and money to train 

the employees only to have them develop into a valuable 

commodity and leave the company for greener pastures. In 

order to create a successful company, employers should 

consider as many options as possible when it comes to 

retaining employees, while at the sametime securing their 

trust and loyalty so that they have less of a desire to leave in 

future. But today the Corporate are facing a lot of problems 

in employee retention. Hiring knowledgeable people for the 

job is essential for an employer. But retention is even more 

important than hiring. There is no dearth of 52opportunities 

for talented person. There are many organizations which are 

looking for such employees. If a person is not satisfied by 

the job he is doing, he may switch over to some other more 

suitable job. Replacement costs usually are 2.5 times of the 

salary of the individual. The costs associated with turnover 

may include lost customers, business and damaged morale. 

In addition there are the hard costs of time spent in 

screening, verifying credentials, references, interviewing, 

hiring, and training the new employee just to get back to 

where you started. In today’s environment it becomes very 

important for organizations to retain their employees. Why 

is Retention so Important?Is it just to reduce the turnover 

costs? It’s not only the cost incurred by a company that 

emphasizes the need of retaining employees but also the 

need to retain talented employees from getting poached. The 

process of employee retention will benefit an organization in 

the following ways:  

 The Cost of Turnover: 

 Loss of Company Knowledge: 

 Interruption of Customer Service: 

 Turnover leads to More Turnovers: 

 Goodwill of the Company: 

 Regaining Efficiency: 

VII. ANALYSIS AND INTERPRETATION 

Particulars No. Of Respondents Percentage 

Organizatinal Factors 176 88% 

Personal Factors 24 12% 

Total 200 100% 

Table 1: According to you what is the reason for Employee 

Attrition? 

Analysis and Interpretation:-Table 1 shows that 88% of the 

Employees leave the Organization due to Organization 

factors like Salary, Working condition, Lack of Motivation 

etc., Whereas 12% of the Employees leave the Organization 

due to Personal Factors like shifting to Native place or 

Children’s educational betterment purpose etc.,  

Particulars 
No. Of 

Respondents 
Percentage 

Employee Attriton 150 75% 

Employee 

Absenteism 
30 15% 

Low Employee 

Morale 
10 05% 

Employee Training 

ineffectiveness 
10 05% 

Total 200 100% 

Table 2: Which of the following is the greatest HR 

Challenges faced by your Organization? 

Analysis and Interpretation:-Table 2 shows that 

75% of the respondents says the greatest Human Resource 

Challenges faced by any Organization is Employee 

Attrition. Whereas 15% respondents admits Employee 

Absenteism is another HR Challenges faced by any 

Organization 

Table 3 

Particulars 
No. Of 

Respondents 
Percentage 

Lack of Proper 76 38% 



A Study on Evaluation of Employee Attrition and Retention in Hyderabad Karnataka Region 

 (IJSRD/Vol. 5/Issue 01/2017/142) 

 

 All rights reserved by www.ijsrd.com 534 

working environment 

Remuneration is not 

as per Skills 
50 25% 

No Vertical or Lateral 

growth 
64 32% 

Lack of rewards for 

performance 
10 05% 

Total 200 100% 

Table 3: What according to you is the most important reason 

for Attrition? 

Analysis and Interpretation:-Table 3 shows that 

38% of the respondents says that the main reason for 

Attrition is Lack of proper working environment. 32% said 

there is no vertical or lateral growth. 25% agreed that 

Remuneration is not as per Skills. Whereas 05% said Lack 

of rewards for performance. All these factors plays an 

important role in Retention of an Employee. 

Table 4 

Particulars 
No. Of 

Respondents 
Percentage 

Lack of Motivation 176 88% 

Poor Pre-Program 

preparation 
16 08% 

Transport Issues 04 02% 

Lack of Superior 

support 
04 02% 

Total 200 100% 

Table 4: Which of the following reason can be accounted for 

the high rate of Attrition in your Organization? 

Analysis and Interpretation:- Table 3 shows that 

88% of the respondent says that Lack of Motivation 

accounted for the high rate of Attrition in the Organization. 

Whereas 08% say it is due to Poor Pre-Program preparation 

and 02% said it is due to Transport Issues and remaining 

02% said it is due to Lack of Superior support. 

Table 5 

Particulars 
No. Of 

Respondents 
Percentage 

Bring positive change 

in work environment 
104 52% 

Provide development 

and skills training 
36 18% 

Create performance 

based reward system 
50 25% 

Provide equal work 

opportunity for 

employees 

10 05% 

Total 200 100% 

Table 5: According to you which of the following solution 

can help check attrition in the Company? 

Analysis and Interpretation:-Table 5 shows that 

52% of the Employees say that by bringing positive change 

in the work environment will control the Attrition in the 

Company. Whereas 25% of the employee said by creating 

performance based reward system it will help check the 

Attrition in the Company. Remaining 18% of the 

respondents feel proper Training and Development skills to 

be given to the employees Whereas 05% agrees that by 

providing equal work opportunity for employees the 

management can check Attrition in the Company. 

Table 6 

Particulars No. Of Respondents Percentage 

Junior Level 120 60% 

Middle Level 40 20% 

Senior Level 20 10% 

Top Level 20 10% 

Total 200 100% 

Table 6: Which level of Employees in your Organization is 

most susceptible to Attrition? 

Analysis and Interpretation:-Table 6 It is observed 

that Employee Attrition or Employee Turnover is 60% 

among the Junior Level of Employees. Whereas 20% among 

the Middle Level Employees and 10% each respectively for 

Senior Level and Top Level. The Junior Level Employees 

comprises mainly Fresher’s or Newly Joined Employees. 

Table 7 

Particulars No. Of Respondents Percentage 

Yes 70 35% 

No 130 65% 

Total 200 100% 

Table 7: Has your Organization adopted any creative HRM 

Strategy to retains the employees 

Analysis and Interpretation:-Table 7 It is observed 

the 65% of the respondents agreed that the Organizations are 

not creating or Adopting Human Resource Management 

Strategy to retain its employees. Whereas 35% of the 

Employees agreed that the Organization is taking certain 

HRM Strategy to retain its employees. 

Table 8 

Particulars No. Of 

Respondents 

Percentage 

Yes 44 22% 

No 156 78% 

Total 200 100% 

Table 8: Whether the Company conducts an Exit Interview 

of the employees who resign from the Organization? 

Analysis and Interpretation:-Table 8 shows that 

78% of the respondents say that Exit Interview of the 

employees is not taken when they resign from the 

Organization. Whereas 22% agreed that Exit Interview of 

the employees is taken. It is to be noted that Exit Interview 

is one of the best method to know why the employee is 

leaving the Organization. Exit interviews are prime 

opportunities to figure out why someone is leaving your 

organization. 

Particulars 
No. Of 

Respondents 
Percentage 

Yes 84 42% 

No 60 30% 

Depends on Individuals 

cost and value to the 

Organizations 

56 28% 

Total 200 100% 

Table 9: Does your Organization have a policy to attempt to 

Retain the resigning employees by offering increased 

benefits? 

Analysis and Interpretation:-Table 9 It is observed 

that 42% of the respondents agreed that Organizations are 

having certain policy to retain the resigning employees by 

offering them increased benefits. Whereas 30% agreed that 

they don’t have any policy to attract the leaving employees. 

It is to be noted that 28% of the respondents agreed that the 
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Organization decides depending on Individuals cost and 

value to the Organization. 

Particulars 
No. Of 

Respondents 
Percentage 

An improved 

remuneration 
156 78% 

A Promotion or Title 

advancement 
30 15% 

A Retention bonus 14 07% 

Total 200 100% 

Table 10: What kind of benefits do you think your 

Organization should offer to the Resigning employees if 

they consent to continue their services? 

Analysis and Interpretation:-Table 10 It is observed 

that 78% of the respondents agreed if the Organization 

offers them improved remuneration for the resigning 

employees they will continue their services. Whereas A 

Promotion or Title advancement will hold them back and 

07% agreed A Retention bonus will make them stay back.  

VIII. CONCLUSION 

The main aim of any organization is to earn profit. But to 

attain the maximum profit, the organization should 

concentrate more on employees and the ways to retain them 

for their long run. From the study it is observed that 

Inadequate Compensation, Inadequate opportunities for 

career development, insufficient recognition or appreciation 

are the major factors which make the employees to change 

their jobs. This study concludes that to reduce attrition in 

Organizations should create some opportunities for the 

growth of their employees within the organization by 

adopting new Innovative Technologies and Effective 

training programs. The company should also think of 

recruiting people who are in the vicinity of the industry, so 

that the family related problems will not lead to attrition. 
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