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Abstract – This paper is based on Attrition Management. The most challenging job for any manager is to 
retain their employees. . This study analyzes the factors which are key responsible to the attrition of 
skilled employee in an organization. 
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1. INTRODUCTION 

In recent times, it‘s very common that we come across 
the word `ATTRITION'. This phase is started used 
earlier in an agency and used in section of Employees 
package. ―The wearing down of an adversary, making 
him weaker by means of repeatedly attacking them or 
wearing down of assets, That is the procedure of 
Minimizing the number of people who are employed 
this procedure is use by means of an organization by 
not changing those who depart the job." constructing 
on its improvement over the last decade years, 
between the primary employment substances of the 
nations the Pune IT-BPO area has been generates 
with nearly 4 million employee being directly hired 
within the IT-BPO enterprise. Implementation has 
resources growing to predicted hassle of maintaining 
humans, one of the essential deprecatory assets of the 
IT transport chain using that who as a owing of the 
nature of the region. It is all points shows that the 
sustained opportunity of trained manpower try to 
growing the IT value chain on the right amount will be 
the develop-or-break components as India. 

The rate of workers that leave a industry in a given 
time of time due to harassment is here and there 
alluded to because the agitate charge, although that 
time period can likewise incorporate faculty who're 
permit pass. A larger stir rate can critical impacts a 
industry because of the costs of skilled new experts, 
although maximum rates are commonly more fulfill for 
untrained employee than all the more exceptionally 
talented or prepared laborers. Agitate rate is frequently 
lower in commercial ventures that utilize profoundly 
gifted laborers, and organizations regularly utilize 

lucrative employment contracts and different 
strategies to keep a few manifestations of 
attenuation.   

There are similar situation where employee 
attenuation might be exploits to gain an industry. If a 
several instances, it gets to be vital for an industry to 
slice task costs to stay beneficial. One method of 
governing this sort of complexity is to lay off different 
employee; although this can display problems for the 
staying employees. 

In the event that the attenuation rate is known, then 
simply no longer contracting new personnel can 
display an extended haul approach of handling the 
identical issue. Due to the fact that a few employees 
will resign or go away approximately whether 
through attrition, a using freeze can unavoidably 
outcome within fewer workers and inside the process 
of child birth costs available a different kinds of 
reserve funds. To the loss of employees through 
various circumstances worker attrition eludes, for 
example, retirement and abdication. The reason for 
attrition may be either willful or automatic, however 
boss launched occasions, for example, and layoffs 
are not rapidly involves in the description. Each and 
every company has it standard fulfillment attenuation 
rates, and these rates can additionally vary in the 
middle of talented and incompetent positions. Any 
kind of representative attrition is typically seen to 
have a financial expense, because of the prices 
connected with training new workers. Its miles 
additionally practicable for an agency to make use of 
worker attrition to its salary in some activities, for 
example, based totally on it to govern work expenses 
without supplying mass layoffs. To lose employees 
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there are different diverse publications for a business 
enterprise, a large portion of which are normally 
considered to guarantee that the organization can 
work effectively. Attrition alludes to the deficits of 
employee because of reasons other than finishing and 
other business established event. This indirect that a 
managerial has no instant handle over what numbers 
of staff are lost to representative attrition. The most 
recent decade saw a noteworthy development and 
improvement of the Pune economy. 

This was required to the arrival of the technological 
front and a radical modification in the business 
excises. The BPO/ITES region is rapidly developing 
and the industry selects to outsource their non-core 
operations with the intention to attention on their core 
fields. The talent management has been one of the 
hardest worked in BPO/ITES, within this scheme. 
Because of current and flexible job scope inside the 
company, skills wars, expertise raids, expertise 
retention, expertise scarcity and scheme have 
components and parcel of BPO/ITES.  

Thus we can declare that the arrival of BPO/ITES has 
been a constant inventory of scope. It can contribute 
be concepts as the renewal of Pune job publicize 
under worldwide skeleton. Attrition alludes to a slow, 
common diminishment in membership or work 
pressure, as through retirement, renunciation, or loss 
of life. Attrition within the BPO Company it is twofold. 
Region the employee leaves the Company entirely is 
the one piece of the attrition. The different phase of 
attrition it is the area of the adviser connects an 
exchange company within the enterprise. Each the 
segments have separate reasons which want to be 
prominent. The essential purpose behind individuals 
leaving the enterprise is because of the purpose that 
the industry is visible as an entire filler profession. 
There appears to be a not perfect in the manner the 
business enterprise is prepared. The corporation has 
been basically reliant on young adults, who take out 
time to work, Profits all the while considering vocation 
options. Consequently for this gathering BPO/ITES is 
never a long haul profession yet just as low 
maintenance job. The simple accessibility of 
BPO/ITES jobs is just a wellspring of pain free income 
until the time there's no different wellspring of 
subsidizing. Likewise the disagreeable operating 
conditions, late night time working shifts, excessive 
pressure jobs goes approximately as an obstruction for 
people to paste to this corporation for long term. 

2. LITERATURE REVIEW 

Barbara B. Brown (2003) the drive of this research 
was to explore the association between perception of 
employees in regards to their instantly supervisors‘ for 
relations and / or task-orientated management 
behaviours and different kinds of dedication in this 
study the researcher has conducted the research in 
five steps. Meeting 

Barbara J. Kreisman (2002)   conducted the study 
with a purpose to enumerate the various issues 
associated to the withholding of employees which are 
vital to the organization today. It has tried to 
demonstrate how an organization can utilize the 
Insight Discovery System which has emerged as a 
powerful tool to continuously engage the employees 
and which would lead to the higher satisfaction from 
job and develop higher level of commitment hence in 
turn improve business results of the organization.  
Research displays that the employed people can be 
segregated into numerous groups: engaged were, 
ones who found as not engaged while ones who 
aggressively disengaged (ie. unhappy and diffusing 
their dissatisfaction). 

 Hokey Min (2007) in this research while conducting 
the survey the researchers developed the survey 
instrument after studying thoroughly the literature on 
the matters related to the development of workforce 
and also based on the analysis of the interviews 
conducted to the five human resource professionals. 
They also conducted a pre – test of the instrument 
with the few representatives and based on their 
recommendations made the necessary 
modifications. 

Subhash C. Kundu, DivyaMalhan and Pradeep 
Kumar (2007) in paper [79] tried to evaluate the HR 
practices of shipping companies. The data of 250 
respondents was collected from 125 shipping 
companies. The respondents were asked to respond 
on the perception about the various HR practices 
adopted by their management. Actual counts, 
percentage, correlation standard deviation, factory 
analysis and other various tests were applied to 
analyze the data. 

Foong-ming (2008) used a questionnaire survey 
was administered to the 4 selected businesses 
placed at the west coast of Peninsular Malaysia. A 
cover letter with survey paperwork in English 
became introduced to 1197 personnel. Considering 
the fact that previous studies used the English 
language for Malaysian samples and English 
became an accepted medium utilized in each the 
sectors public and personal for Malaysia, this survey 
became organized in English. The respondents had 
been requested to go back the survey without delay 
to the researcher within the postage-paid envelope 
supplied. 401 questionnaires from four companies 
were received with respect to the response rate of 
33.5%. According to research this was considered 
decent as Malaysians are not interested to fill such 
questionnaires. On deleting the invalid the 
researcher was able to consider 357 respondents as 
qualified for the study. 

Charlieo Trevor &AnthonyjNyberg (2009) studied 
the Sample consisted of organizations included in 
the Fortune Magazine in year 1998 and 1999 for the 
article related to ‗the 100 best industries to work in 
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America‘. These industries were investigates by the 
researches depends on the criteria that the companies 
should have a minimum of 10 years of existence and 
have at least had 500 employees. The data of was 
collected from the 106 companies in list for 1998 and 
161 companies in list of 1999. Hence a total of 267 
companies were considered due to the result of the 
obvious directions for the random sampling of 
employees and an attitude survey was administered, 
to the participating companies. 

Samson  Sam  Gnanakkan 2010  in  paper [131] 
used a comfort pattern was getting through requesting 
the human sources specialists and via an open 
invitation using the e-mail to ICT experts to participate 
and fill in the online questionnaire organize at a 
submitted site intended for the investigation. Online 
net overview ended up resolved to be appropriate for 
this multi-locational research (Simsek and Veiga, 
2001). The summons had been given with a vivacious 
hyperlink inside the email to the online questionnaires 
to as a less one character inside the positions 
particular inside the examining body and the individual 
moved toward becoming requested to allude his/her 
associate to partake on this examinations. An 
aggregate of 849 respondents finished the online 
surveys. 

Maria Progoulaki (2011) in [124] highlighted the 
transmission that needs to be done from the past crew 
management practices to the future international 
strategic maritime human resources management 
systems, by parallelizing with traditional HRM 
concepts, and opens the agenda in this area. It also 
give the picture of how mixed nationality maritime 
human resources (i.e. the seagoing personnel) have 
been managed during a period of high freight rates 
and financial growth, and then discuss how the current 
conditions of the market influence and develop the 
future scenery. 

R. Radhakrishnan (2012) studied that Pay and 
fulfillment are basic for speaking to workers while pay 
might be vital to draw in representatives; benefits 
appear to assume an essential part while holding 
workers – also as pulling in workers. Businesses 
should give careful consideration to representative 
advantages if craving to hold qualified workers. Both 
fairness and probabilities of compensations ought to 
be reflected when anticipating hold workers. 

Mehta, M., Kurbetti, A., &Dhankhar, R. (2014) 
studied in [105] the researcher study scanned the 
association of retention of employees amongst the 
banking sector of Punjab with profession improvement, 
prevalent help, workplace, rewards and work-life 
approaches with. The essential information was 
gathered through the surveys which were filled from 
the workers of two banks HDFC (35 respondents), 
AXIS Bank (25 respondents). Secondary data was 

congregated from the various sources like books, 
research papers, magazines/journals etc which 
facilitated in investigating determinants which play an 
major role in the employee retention, whereas the 
tests were used for frequencies and crosstab 
techniques to analyze the data. The researched found 
that for first variable Chances of Promotion (Career 
development opportunities) out total respondents, 34 
respondents and 14 respondents agreed and strongly 
agreed respectively that there were high chances of 
advancements in their banks. 48 respondents should 
will to remain with their current banks. In regards to the 
supervisor‘s support with respect to ignorance towards 
their complaints out of total 25 respondents and 15 
respondents disagreed and were uncertain 
respectively. But 14 respondents also believed that 
their complaints were ignored by their supervisors. 50 
respondents expressed willingness to remain 
employed with their current employer. 

Lobburi, P. (2016) in her paper [144] conducted a 
study with the objective to know how each industry 
benchmark their own standards of attrition rates and 
how these standards may differ between the skilled 
and unskilled categories of workforce. Familiarity of 
the subject displays that a substantially large number 
of MNCs struggle serious issues when they chose to 
establish and run business in India. She adopted a 
methodology to analyze of existing literature on the 
attrition and retention practices in MNCs in India. 
Chief outcomes were as the researchers identified 
the following as reasons for growing attrition. These 
included Organizational matters, Working 
environment, Job matters, Salary and other benefits, 
Personal reason and Poaching. The researcher in 
this study identified one chief apprehensions of a HR 
managers of MNCs conveyed that in India they 
found that the employees do not remain in the job for 
adequately long time, in which it is possible to be 
train him or provide opportunity to learn on the job. 
At numerous national and multinational corporations, 
in all over the world employee turnover is a 
substantial concern. Employee Turnover and 
absence contribute too severely to costs for 
maximum to the native Indian establishments as 
well. Virtually all sectors of industries in India are 
facing problems of high rates of attrition. 
Nevertheless, its degree in MNCs functioning in India 
is significantly higher in comparison to the home-
grown, traditional Indian companies. 

3. ATTRITION FACTOR ANALYSIS 

Behind attrition depend exactly at the primary data to 
be capable to perceive and compare the factors, 
from one company to another company we begin 
with the help of pooling of elements that induced the 
shift of respondents; or would reason their probable 
shift. On the basis of the pilot look and 
comprehensive literature at completed, for the study 



 

 

Ms. Surekha Dumbre1* Dr. Vijay Kulkarni2 

w
w

w
.i
g

n
it

e
d

.i
n

 

349 

 

 Analysis on Attrition of Skilled Employee in an Organization: Study With Reference To I.T. Sector 

complete the 21 elements were selected. To fee those 
elements on a 5 point likert scale beginning from the 1 
to 5 for that the respondents have been requested, the 
1 being minimum necessitates and 5 being maximum 
vital. Enlists every the 21 elements that have been 
send into objects in the questionnaire inside the Table 
and have been used for the element investigation.  

Table: Attrition factors for study 

 

Since the elements of attrition were huge in wide 
variety and were inner-associated, for attrition, the 
element analysis was completed to extract and club 
the elements liable. Principle aspect analysis was the 
method of extraction. The rotation technique it was 
varimax. As according to the Kaiser criterion, simplest 
factors with Eigen values greater than 1 have been 
retained [157]. Inside the preliminary solution have 
Eigen values extra than 1 via the ten elements. 
Together, inside the particular variables they account 
for nearly 80% of the range. The items falling under 
every of those elements have been then dealt with 
quite judiciously. Some modifications have been 
performed, to club things of the indistinguishable 
nature together. After a lot of thoughtful permutations 
and combinations, to club things of a similar sort 
together. After a lot of thoughtful enhancements and 
mixes, it is trailed by a screen plot. 

 

Figure: Screeplot of the components extracted 
from factor analysis 

Table: Attrition factors extracted from factor 
analysis 

 

For similarly study the factors removed and are 
proven in Table 4.3. In the end extracted those 8 
elements that have been included components have 
loadings extra than 0.3 and within the extra analysis 
were known as dimensions of attrition. Through the 
cause of these styles of 8 dimensions the Table is 
accompanied. 

CONCLUSION 

In Indian BPO industry, major causal factors for high 
attrition identified in light of subjective research 
utilizing auxiliary information. Factors like Dispirited 
Perceptual Factors, Unfavorable Working Conditions, 
Hostile Organizational Culture, Discontented 
Personal Factors, Substandard Nature of Job, 
Uncongenial Organizational Support, Low Self-
Fulfillment Factors, Mystified Career Path were 
recognized through optional information. 
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