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ABSTRACT 

The success of any organization depends largely on the workers are considered as the 

backbone of any company. The study aims to analyse the various reason of causing Attrition 

among employees in IT sector, especially in INFOPARK Kochi. The sampling plan used for 

this study is convenience sampling. The total number of respondents considered for this study 

was 200. Companies should adopt remedial measures to retain their efficient employees for 

as long as they can. Along with the subordinates, the supervisors also need to be trained to 

control and retain their junior. Companies should calculate their attrition rate on regular basis 

and should also calculate the cost attached to it. 
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INTRODUCTION 

The biggest challenge facing the corporate houses these days is not attracting the prospective 

employee but retaining the talent. Attrition has been a never-ending problem for every 

organization especially the developing countries like India due to either lack of appreciation 

or lack of proper job sculpting. It not only affects the morale of other employees but also on 

the financial position of the organization. As it becomes very necessary for the HR managers 

to understand the factors that prompt employees to quit an organization, firms are adopting 

many retention strategies to combat the attrition problem. Attrition  simply  means  ―A  

reduction  in  the  number  of  employees  through retirement, resignation or death. Attrition 

can be conceptualized in many forms; the two prominent forms of attrition for the constraints 

of this endeavor are attrition due to employees leaving and employee retiring from an 

organization. Attrition is the reduction or decrease in numbers, size, or strength. It is the 

unpredictable and uncontrollable, but normal, reduction of work force due to resignations, 

retirement, sickness, or death. 
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Present Employee Benefits Provided by Majority of IT industry to reduce attrition: 

 Group Medi-claim Insurance Scheme  

 Personal Accident Insurance Scheme  

 Subsidized Food and Transportation  

 Company Leased Accommodation  

 Recreation, Cafeteria, ATM and Concierge facilities. 

 Corporate Credit Card. 

 Cellular Phone / Laptop. 

 Personal Health Care (Regular medical check-ups) . 

 Loans  

 Educational Benefits  

 Performance based incentives  

 Flexi-time & Flexible Salary Benefits  

 Regular Get together and other cultural programs  

 Wedding Day Gift  

 Employee Referral Scheme  

 Employee Stock Option Plans 

 

REVIEW OF LITERATURE 

Tamrisha Patnaik, Dr. N.R. Mishra (2016), the study concluded that high percentage of 

females in the workforce (constituting 30-35percent of the total), adds to the high attrition 

rate. Most women leave their job either after marriage or because of social pressures caused 

by irregular working hours in the industry. All this translates into huge losses for the 

company, which invests a lot of money in training them. 

N.Silpa (2015), the study was mainly undertaken to identify the level of employee’s attitude, 

the dissatisfaction factors they face in the organization and for what reason they prefer to 

change their job. Once the levels of employee’s attitude are identified, it would be possible 

for the management to take necessary action to reduce attrition level. Since they are 
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considered as backbone of the company, their progression will lead to the success of the 

company for the long run. This study can be helpful in knowing, why the employees prefer to 

change their job and which factors make employee dissatisfy. Since the study is critical issue, 

it is needed by the originations in order to assess the overall interest and the feelings of the 

employees towards their Retention. 

STATEMENT OF THE PROBLEM 

The study attrition management in info Park Kochi‖ -is intended to analyse the reasons for turnover 

of employees as it forms an important factor which is highly relevant for Managing Human 

Resource and to suggest some remedies to reduce attrition rate. If an employee leaves an 

organization, is itself an indicator that there are certain grey areas which needs further 

enhancement. If it is not taken due care, the pattern may continue and the company will lose 

qualitative employees which in turn affect the productivity and existence of the company 

itself. In this context a research is being conducted on Attrition Management among the 

employee at Infopark Kochi. 

 

OBJECTIVES OF THE STUDY 

The main objective of the study is 

 To analyse the various reason of causing Attrition among employees in IT sector, 

especially in INFOPARK Kochi. 

RESEARCH METHODOLOGY 

The Geographical area of Attrition Management is confined to the Info Park, Kochi and 

related regions. Questionnaire was the main tool of data collection. The sampling plan used 

for this study is convenience sampling. The total number of respondents considered for this 

study was 200. The collected data had been subjected to analysis by using appropriate tool, 

Percentage Analysis.  

 

LIMITATIONS 

The study is supposed to confront many limitations. 

 The sample size chosen is covered only a small portion of the whole population of 

IT Industry. 

 The study was limited to a specific period of time. 
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 Accuracy of the study is purely based on the information as given  by the 

respondents. 

 The respondent may not always reveal truth at the time of enquiry. 

ANALYSIS AND INTERPRETATION 

TABLE NO.1 CAUSES OF ATTRITION DUE TO PERSONAL FACTORS 

Causes Strongly agree Agree Cannot say Disagree 
Strongly 

disagree 

High Ambition 82(41%) 67(33.5%) 34(17) 9(4.5%) 8(4%) 

Family Problems 77(38.5 %) 67(33.5%) 32(16%) 18(9%) 6(3%) 

Marital Status 50 (25%) 78(39%) 47(23.5%) 21(10.5%) 4(2%) 

Health Problems 89(44.5%) 74(37%) 17(8.5%) 15(7.5%) 5(2.5%) 

Monotony in Work 95(47.5%) 72(36%) 14(7%) 7(3.5%) 12(6%) 

From the above table it is inferred that 41% of the employees strongly agrees that High 

Ambition lead to attrition. 33% of the employees strongly agree Family Problems lead to 

attrition. 39 % of the employees agree Marital Status lead to attrition. 44.5 % of the 

employees strongly agree Health Problems leads to attrition. 47.5 % of the employees 

strongly agree Monotony in work leads to attrition. 

TABLE NO.2 CAUSES OF ATTRITION DUE TO ORGANIZATIONAL FACTORS 

Causes Strongly 

agree 

Agree Cannot 

say 

Disagree Strongly 

disagree 

Lack of Cooperation 92(46%) 68(34%) 17(8.5%) 12(6%) 11(5.5%) 

Bad Working Condition 75(37.5%) 81(40.5%) 32(16%) 4(2%) 8(4%) 

Unfair Performance Evaluation 87(43.5%) 61(30.5%) 2814(%) 14(7%) 10(5%) 

Rigid rules 96(48%) 61(30.5%) 18(9%) 9(4.5%) 16(8%) 

Transfer policy 67(33.5%) 78(39%) 35(17.5%) 12(6%) 8(4%) 

 

From the above table it is inferred that 46% of the employees strongly agrees Lack of 

cooperation leads to attrition. 74 % of the employees are of the opinion that unfair 

performance Evaluation methods create high attrition. 78.5 % of the employees opine that 

rigid rules of the organization lead to attrition. 39 % of the employees say that transfer policy 

forms one of the major causes for attrition. 
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TABLE NO. 3 CAUSES OF ATTRITION DUE TO JOB ATTRIBUTES 

Job attributes Strongly 

agree 

Agree Cannot 

say 

Disagree Strongly 

disagree 

Frequent Job Rotation 97(48.5%) 73(36.5%) 10(5%) 8(4%) 12(6%) 

Job Pressure 88(44%) 67(33.5%) 16(8%) 15(7.5%) 14(7%) 

Lack of proper Training 78(39%) 70(35%) 27(13.5%) 19(905%) 6(3%) 

Lack of recognition & 

respect 

82(41%) 78(39%) 27(13.5%) 9(4.5%) 4(2%) 

Lack of Job Security 93(46.5%) 74(37%) 17(8.5%) 11(5.5%) 5(2.5%) 

 

From the above table it is clear that, 48.5 % of the employees strongly agree that Frequent 

Job Rotation policy forms one of the major reasons for attrition 44 % of the employees 

strongly agree that job pressure forms one of the major cause for attrition. 39 % of the 

employees strongly agree lack of proper training leads to attrition. 41 % of the employees 

strongly agree lack of recognition and respect leads to attrition.  46.5 % of the employees 

strongly agree lack of job security leads to attrition. 

 

TABLE NO. 4 CAUSES OF ATTRITION DUE TO OCCUPATIONAL STRESSORS 

Stressors Strongly 

agree 

Agree Cannot 

say 

Disagree Strongly 

disagree 

Unrealistic Targets allotted 98(49%) 67(33.5%) 15(7.5%) 14(7%) 6(3%) 

Anxiety &Anger 62(31%) 84(42%) 26(13%) 18(9%) 10(5%) 

Odd timings 88(44%) 72(36%) 27(13.5%) 9(4.5%) 4(2%) 

Shift Systems 76(38%) 67(33.5%) 32(16%) 14(7%) 11(5.5%) 

Lack of clarity in work 77(38.5%) 62(31%) 34(17%) 20(10%) 7(3.5%) 

 

From the above table it is clear that, 49 % of the employees strongly agree allocation of 

unrealistic targets leads to attrition. 42 % of the employees agree that over anxiety and 

anger enlarges attrition rate. 44 % of the employees strongly agree that odd timings enlarges 

attrition rate. 38 % of the employees strongly agree that shift system enlarges attrition rate. 

38.5 % of the employees strongly agree that lack of clarity in work increases attrition rate 
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TABLE NO. 5 CAUSES OF ATTRITION DUE TO EXTERNAL FACTORS 

 

External Causes 

Strongly 

agree 

Agree Cannot 

say 

Disagree Strongly 

disagree 

Pay Package of similar 

organizations 

98(49%) 74(37%) 10(5%) 10(5%) 8(4%) 

Promotion Prospects 72(36%) 87(43.5%) 24(12%) 12(6%) 5(2.5%) 

Better Outside Opportunities 82(41%) 56(28%) 24(12%) 20(10%) 18(9%) 

Goodwill of other firms 91(45.5%) 62(%31) 25(12.5%) 15(7.5%) 7(305%) 

Working atmosphere of other 

firms 

75(37.5%) 72(36%) 30(15%) 13(6.5%) 10(5%) 

From the above table it is clear that, 49% of the employees strongly agree that attractive 

pay package offered by similar organizations increases attrition rate. 43.5 % of the 

employees agree that promotion prospects offered by similar organizations increases 

attrition rate. 41 % of the employees strongly agree that better outside opportunities 

increases attrition rate. 45.5 % of the employees strongly agree that goodwill of other firms 

increases attrition rate. 37.5% of the employees strongly agree that working atmosphere of 

other firms increases attrition rate. 

SUGGESTIONS 

The company should implement better retention strategies for enhance the productivity in the 

organization. Retention Strategies should be revised based on the performance of the 

employees.  The promotion and rewards can be extended in order to motivate the employees.  

The company should provide opportunities for career and personal growth through training 

and education, challenging assignments and more.  The company should give a chance to 

employees for participating in decision making. 

 

CONCLUSION 

Organization has to build its own motivation system based on compatibility between 

organizational and individual goals. A solution varies from organisation to organisation and 

from industry to industry. The organisations should have a clear understanding of their 

employee turnover rate and how it is affecting their company. Companies should adopt 

remedial measures to retain their efficient employees for as long as they can. Along with the 

subordinates, the supervisors also need to be trained to control and retain their junior. 
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Companies should calculate their attrition rate on regular basis and should also calculate the 

cost attached to it. 
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