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Prevent A)ri+on 

In the “present competitive business environment, employee turnover has 
become a major challenge for organizations. Employees today not only expect 
good salaries but also look for better career opportunities, job satisfaction, 
recognition, work-life balance, and a positive work environment. As workplace 
expectations continue to change, organizations are required to focus more on 
employee satisfaction and engagement in order to reduce workforce turnover. 
Employee turnover refers to the loss of employees due to resignation, 
retirement, relocation, illness, or other personal and professional reasons. A 
certain level of turnover is natural in every organization; however, a 
continuously high turnover rate can negatively affect organizational 
productivity, efficiency, and overall performance. 

High employee turnover creates several problems for organizations, such as: 

• Increased recruitment and training costs 
• Loss of experienced employees 
• Reduced produc7vity 
• Work pressure on exis7ng employees 
• Disturbance in organiza7onal stability 

Employees generally leave organizations due to multiple reasons rather than 
salary alone. Some common factors influencing employee turnover include: 

• Lack of career growth opportuni7es 
• Work pressure and stress 
• Poor work-life balance 
• Job dissa7sfac7on 
• Unhealthy work environment 
• Lack of recogni7on and mo7va7on 
• BeEer opportuni7es in other organiza7ons 
• Weak management support 

In many cases, employees prefer organiza7ons where they can improve their 
skills, gain professional growth, and work under suppor7ve leadership. A 
healthy organiza7onal culture and posi7ve employee rela7onships also play an 
important role in reducing turnover. Organiza7ons can reduce employee 
turnover by improving employee engagement, providing fair compensa7on, 
offering growth opportuni7es, maintaining a healthy work environment, and 

4
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suppor7ng employees’ professional development. Effec7ve communica7on 
and employee-friendly policies can also help organiza7ons improve employee 
sa7sfac7on and workforce stability” 
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OBJECTIVES OF THE REPORT 

 

Primary Objective 

• To examine the factors influencing employee turnover in private sector 
organiza7ons. 

Secondary Objectives 

1. To analyse the paEern and level of employee turnover within the 
organiza7on. 

2. To iden7fy the major workplace factors that contribute to employee 
resigna7on decisions. 

3. To study employees’ percep7ons regarding job sa7sfac7on, work 
environment, and career growth opportuni7es. 

4. To understand the impact of organiza7onal prac7ces on employee 
con7nuity. 

5. To suggest suitable measures that may help organiza7ons minimize 
workforce turnover and improve employee stability. 
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Chapter 2  

LITERATURE REVIEW 

 

Employee aEri7on is one of the most cri7cal challenges faced by organisa7ons 
in the present business environment. With increase in globaliza7on, 
technological advancements, and employment opportuni7es, retaining skilled 
employees has become as crucial as recrui7ng them. AEri7on is refer to the 
gradual reduc7on of workers due to resigna7on, re7rement, or other reasons 
which directly affects organiza7onal produc7vity, costs, and long-term 
sustainability. While a moderate level of aEri7on may bring new ideas and 
innova7on but on the other hand excessive aEri7on leads to loss of 
experienced employees, increase in hire costs and disrupt workflow. 

 

Several researchers have studied employee aEri7on and iden7fied key factors 
influencing it. According to Armstrong (2001) in his work A Handbook of 
Human Resource Management Prac7ce, Morden human resource policies such 
as fair compensa7on, career development, and employee engagement helps in 
reduce employee turnover. Similarly, Aswathappa (2000) in Human Resource 
and Personnel Management emphasized that employee sa7sfac7on and 
organisa7onal commitment are primary determinants of reten7on, because  
employees tend to stay longer in organiza7ons where they feel valued and 
secure. 

 

Research studies have also highlights the significance of quality of work life 
(QWL) in reducing aEri7on rate. Rethinam and Ismail (2008), in their study on 
IT professionals, found that factors such as work-life balance, job sa7sfac7on, 
and work environment crucial influencing employees decision to stay or leave. 
Likewise, Saklani (2004) conducted an empirical inves7ga7on on quality of 
work life in the India and concluded that unfavourable working condi7ons and 
lack of organisa7onal support results to increase employee dissa7sfac7on and 
turnover. 
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Compensa7on and non- monetary benefits are considered one of the strongest 
determinants of employee reten7on. According to Mamoria (1995), inadequate 
salary structures and lack of incen7ves oaen force employees to seek beEer 
job/ employment . Employees expect not only compe77ve pay but also 
addi7onal benefits such as bonuses, incen7ves, and job security, which 
contribute to their overall sa7sfac7on. In addi7on to compensa7on, the health 
work environment is also very important . Dwivedi (2001) highlights that 
unhealthy working condi7ons, lack of support, and poor organisa7onal culture 
lead to dissa7sfac7on and higher aEri7on rates. 

 

Training and development have also been iden7fied as factors effec7ng 
employee reten7on. Ray Chaudhuri (2004), in his research published in The 
HRM Review, stated that organiza7ons that invest in employee training and skill 
development experience less aEri7on because employees feel valued and see 
opportuni7es for growth. Employees prefer to be part of organisa7ons where 
they can enhance their skills and grow their careers. on the other hand, lack of 
growth opportuni7es leads to stagna7on and dissa7sfac7on. 

 

Leadership and management support are equally important in influencing 
employee behaviour. A study by Huang, Lin, and Chih Wei on leadership 
behaviour and quality of work life found that suppor7ve leadership improves 
employee sa7sfac7on and reduces turnover rate. Employees expect fair 
treatment, recogni7on, and guidance from their supervisors. Therefore, lack of 
such support oaen leads to disengagement and aEri7on. 

Career growth opportunities are another major factor affecting employee 
retention. Employees are more likely to stay in organizations that provide clear 
promotion policies and opportunities for advancement. In addition, work-life 
balance has gained increasing importance, especially among younger 
employees. Organizations that provide flexible working conditions and respect 
employees’ personal lives are more successful in retaining talent. 

On the other hand, poor supervision and lack of communication create 
dissatisfaction and increase turnover. Organizational culture further influences 
employee behaviour, as a supportive and inclusive culture promotes teamwork, 
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trust, and long-term commitment, whereas a negative culture leads to 
disengagement and attrition. 

On the negative side, it results in loss of experienced employees, increased 
recruitment and training costs, and reduced productivity. However, a moderate 
level of attrition can introduce fresh talent and new perspectives into the 
organization. Despite this, high attrition rates are generally harmful and need to 
be controlled through effective HR strategies. 

Various empirical studies confirm that employee attrition is influenced by 
multiple factors, including compensation, work environment, management 
support, career growth, and organizational culture. However, there is still a need 
to examine the relationship between demographic variables such as age and 
education and employee perceptions, which has not been extensively explored 
in previous studies. The present study attempts to address this gap by analyzing 
employee attrition in relation to job satisfaction and management support using 
statistical tools such as chi-square analysis. 

Overall, the literature indicates that employee attrition is a complex and multi-
dimensional issue influenced by both organizational and individual factors. 
Organizations must adopt a holistic approach focusing on employee satisfaction, 
engagement, development, and supportive management practices in order to 
effectively reduce attrition and retain valuable human resources. 
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RESEARCH METHODOLOGY 

RESEARCH DESIGN 

Research design means the overall plan used for conducting the research study. 
It helps in collecting proper information and analysing the data according to the 
objectives of the study. For this research project, descriptive research design has 
been used. 

The study focuses on employee turnover and the reasons why employees decide 
to leave an organization. The research mainly studies the present workplace 
conditions and employees’ opinions regarding their jobs. 

The descriptive research design has been selected because: 

• It helps in understanding current workplace situa7ons. 
• It studies employee behaviour and employee opinions. 
• It helps in iden7fying the major reasons behind workforce turnover. 
• It allows collec7on of prac7cal informa7on from employees. 
• It supports survey-based research studies. 

Primary source - It has been collected through structured ques7onnaires & 
survey responses. 

Secondary source –  It has been collected from: 

• Research papers 
• Journals 
• Company reports 
• Ar7cles 
• Websites 
• HR-related publica7ons 

The collected information has been analysed to understand employee 
resignation behaviour and the major causes responsible for workforce turnover. 

Definition and Purpose 

Research methodology refers to the systematic process used for collecting, 
organizing, analysing, and interpreting information related to the study. It 
provides a proper direction for conducting the research effectively and helps in 
achieving the objectives of the study in a structured manner. 
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The methodology also helps in selecting suitable sources of data collection and 
methods for analysing employee responses. 

The study mainly aims to: 

• Understand the reasons behind employee turnover 
• Analyse workplace-related challenges faced by employees 
• Study employees’ opinions regarding their work environment 
• Iden7fy factors influencing resigna7on decisions 

Different Research Methods 

Different research methods are used depending upon the objectives and nature 
of the study. Some commonly used research methods are: 

1. Descrip7ve Research 
2. Observa7onal Method 
3. Analy7cal Research Method 

Among these methods, descriptive research and survey methods have been 
primarily used in the present study for collecting and analysing employee 
responses related to workforce turnover. 

DATA COLLECTION 

Data collection refers to the process of gathering and analysing information 
related to the research study in a systematic manner. It is an important part of 
research because the quality of collected data directly affects the accuracy and 
reliability of the study. Proper data collection helps in understanding the 
research problem and drawing meaningful conclusions from the collected 
responses. 

Primary Data Collection Methods 

Primary data refers to fresh and original informa7on collected directly from 
respondents for the study. In present research, data has mainly been collected 
through structured ques7onnaires and employee survey responses. 
Quan7ta7ve and qualita7ve primary data gathering techniques can be 
separated into two categories:  

® Quantitative data collection methods are based on numerical information 
and statistical analysis. These methods help in measuring employee 
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responses and analysing workplace-related factors in a structured manner. 
Some commonly used quantitative techniques include Closed-ended 
questionnaires, rating scales, surveys, Percentage analysis, statistical 
interpretation 

® Compara7vely, qualita7ve research methods stay away from numbers 
and mathema7cal computa7ons. Qualita7ve research has a direct 
connec7on to words, sounds, sensa7ons, emo7ons, colours, and other 
intangible elements . 

The ques7onnaire makes use of the following scale development: 

◦ Free-form ques7ons 
◦ Closed-ended inquiries 
◦ Ques7ons with many choices 
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Age Response 
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Educa+onal Qualifica+on 
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Respondent Marital Status 
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Experience of Employee 
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Effec+veness of Training Program 
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Quality of Food and Accommoda+on 
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Scope of Employee development 
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Training and Development 
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Respondents Like Their Job 
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Supervisor Rela+onship 
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Fair Compensa+on 
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Management Support 
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Workload 
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Fair Promo+on 
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Comfortable Working Hours 

Comfortable Working Hours 

Serial Number Category Number of Respondents Percentage 

1 Agree Strongly 24 24% 

2 Agree 16 16% 

3 Neutral 17 17% 

4 Disagree 20 20% 

5 Disagree Strongly 23 23% 

  Total 100 100% 
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Priori+es for Lifestyle and Family 
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Plan to Pursue Further Academic Studies 
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Grievance Redressal 
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Regression Analysis 

Multiple Regression Analysis was conducted to examine the impact of 
respondents’ age group and educational qualification on their intention to switch 
jobs. The analysis helps in identifying whether demographic factors 
significantly influence job-switching behaviour among employees. 

The regression model used in the study is: 

𝑌 = 𝑎 + 𝑏!𝑋! + 𝑏"𝑋" 

Where- 

• 𝑌 = Job sa7sfac7on 
• 𝑎 = Intercept 
• 𝑋! = Age Group 
• 𝑋" = Educa7onal Qualifica7on 
• 𝑏!, 𝑏" = Regression coefficients 

 

5
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ANOVA Interpretation 

 

® This indicates that age group and educational qualification do not 
significantly affect employees’ job satisfaction in the present study. 
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Final Results  

The multiple regression analysis concludes that age group and educational 
qualification have limited influence on employees’ job satisfaction. Although a 
moderate relationship exists between the variables, the statistical findings 
indicate that the selected variables are not significant predictors of job 
satisfaction. Therefore, other organizational and personal factors may have a 
stronger impact on employees’ job satisfaction level 
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® Male employees cons7tute 57% of the total respondents in the study. 
 

® Most respondents are graduates and are ac7vely employed within the 
organiza7on. 

 

® Around 64% of the respondents are unmarried employees. 
 

® A large number of employees have work experience of up to one year, 
showing a compara7vely less experienced workforce. 

 

® Almost all respondents stated that they are sa7sfied with their current 
jobs. 

 

® A considerable number of employees feel that their jobs are not highly 
challenging or interes7ng. 

 

® Many employees believe that organiza7ons should focus more on 
employee training and professional development ac7vi7es. 

 

® Some respondents expressed interest in searching for beEer job 
opportuni7es outside the organiza7on. 

 

® A significant number of employees believe that management should 
support employee career growth and skill development. 

 

® Several respondents were dissa7sfied with facili7es such as 
accommoda7on and food provided by the company. 

 

® Employees generally showed posi7ve responses regarding transporta7on 
facili7es provided by the organiza7on. 

 

® Some respondents expressed dissa7sfac7on regarding the behaviour and 
treatment of supervisors. 
 

® Many employees agreed that management provides support and 
assistance in work-related maEers. 

 

Page 39 of 44 - Integrity Submission Submission ID trn:oid:::27535:140794849

Page 39 of 44 - Integrity Submission Submission ID trn:oid:::27535:140794849



® Workplace coopera7on among employees was viewed posi7vely by most 
respondents. 

 

® A moderate number of respondents were sa7sfied with salary and 
compensa7on provided by the organiza7on. 
 

® Work pressure and workload were iden7fied as important concerns 
among employees. 

 

® Some respondents showed neutral opinions regarding favouri7sm in 
promo7on decisions. 

 

® Comfortable working hours were considered important by employees for 
job sa7sfac7on 

 

® Several employees were dissa7sfied with the leave policy followed by the 
organiza7on. 

 

® A no7ceable number of respondents stated that they may leave the 
organiza7on due to personal or family-related reasons. 

 

® Most respondents did not prefer leaving the organiza7on for higher 
educa7on or academic purposes. 

 

® Some employees were dissa7sfied with the way the organiza7on 
handled employee complaints and grievances. 
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CONCLUSION 

Employee turnover has become an important challenge for organizations in the 
modern business environment. Frequent employee resignations can affect 
organizational productivity, increase recruitment and training costs, and create 
instability within the workplace. Therefore, organizations need to focus on 
understanding employee expectations and workplace-related concerns in order 
to maintain a stable and satisfied workforce. 

The results of the study suggest that employee to stay or leave the organization 
are job satisfaction, prospects for career growth, supportive management, work-
life balance, pay, and workplace environment. The study also indicates that 
employee support systems, training and development programs, and healthy 
workplace relationships are important factors to consider when it comes to 
employee satisfaction. 

The study also points out that a favourable and safe work culture is important 
for better employee performance and commitment to the organisation. At the 
same time, issues such as work pressure, dissatisfaction with organizational 
policies, lack of motivation, and limited growth opportunities may increase 
employee turnover behaviour. 

For long-term organizational growth and stability, it is important for 
organizations to retain skilled and experienced employees. Companies should 
therefore focus on employee engagement, effective communication, career 
development opportunities, fair organizational practices, and employee-friendly 
policies. Addressing employee concerns and improving workplace conditions 
can help organizations reduce workforce turnover and improve overall 
organizational performance. 
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SOCIAL IMPLICATION OF THE RESEARCH 

The performance, efficiency, and productivity of employees directly influence 
organizational performance and customer satisfaction. Skilled and motivated 
employees help organizations improve service quality, operational efficiency, 
and overall profitability. The present study helps in understanding the 
workplace factors that influence employee turnover and employee satisfaction. 
The findings of the research may help organizations identify employee-related 
challenges and improve workplace conditions for better workforce stability. 

A positive work environment, supportive management, career advancement 
opportunities, and employee friendly policies which improve employee 
satisfaction and reduce workforce turnover. Reduced employee turnover not 
only benefits the organization but also contributes towards employee well fare, 
job stability, and organisational growth. 

 

SCOPE FOR FUTURE RESEARCH 

The present study is restricted to employee turnover and the variable which 
influencing employees’ decisions to leave an organisation. Future research can 
focus on employee retention strategies, workplace satisfaction, and employee 
engagement. 

“Comparative studies can also be conducted among different organizations 
within the same industry to better understand workforce turnover patterns and 
organizational practice” 
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