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INTRODUCTION

If you fulfill the wishes of your employees, the employees will fulfill your visions
   -Amit Kalantri

	Human resources are the people who work for the organization; human resource management is really employee management with an emphasis on those employees as assets of the business. Employees are sometimes referred to ashuman capital. Human Resource Management is concerned with the people who work in the organization to achieve the objective of the organization. It concerns with acquisition of appropriate human resources, developing their skills and competencies, motivating them for best performance and ensuring their continued commit organizational objectives.  

	According to Duhaime’s law dictionary, Employee is a person who has agreed by contract to perform specified services for another, the employer n exchange for money.Employees are valuable assets of an organization and the key to Success. Employers need to understand that a content and motivated employee has a higher probability of making significant contributions to the organization.

	There were around 487 million workers in India, the second largest after China. Of these over 94 percent work in unincorporated, unorganized enterprises ranging from pushcart vendors to home-based diamond and gem polishing operations. The organized sector includes workers employed by the government, state-owned enterprises and private sector enterprises. The organized sector employed 27.5 million workers, of which 17.3 million worked for government or government owned entities. Agriculture, dairy, horticulture and related occupations alone employ 52 percent of labour in India.

	The meaning of attrition in a work environment refers to a reduction or decrease in the size or strength the work force, or a gradual reduction in labor occurring through means other than firing employees. Both of the explanations can be applied to activities addressed by human resources, and both can have positive and negative ramifications for a company.  Conceptually, the term employee/labor turnover underwent a change during the lastquarter of the 20th century. It was rechristened as employee attrition.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 they have in their organizations. The term employee attrition is used rather interchangeably with employee turnover.

	Mobley (1982) defines turnover as “Voluntary cessation of membership in an organization by an individual who receives monetary compensation for participating in that organization”.   Turnover is of two types such as voluntary turnover and involuntary turnover, when employer fire the employees it is said to be involuntary turnover and when the employees quit their job by their willingness it is called voluntary turnover.

	A low level of employee turnover is acceptable in any occupation, in that it offsets potential stagnancy, eliminates low performers, and encourages innovation with the entry of new blood. However, high levels of employee turnover lead to low performance and ineffectiveness in organizations and results in a huge number of cost and negative outcome.

	Attrition can be encouraged when it is part of a strategic business maneuver to reduce costs. It can also manifest itself when employees voluntarily leave their jobs. This can happen for a variety of reasons: employees may move or retire, take another job, be ill-suited to the position they were hired to fill, or want employment that offers a more equitable work-life balance. Others may experience a lack of the freedom or autonomy they require to perform at expected levels. Human resources professionals inadvertently encourage attrition when they condone or ignore maltreatment of employees by management.

      Training is an organized activity for increasing the technical skills of the employees to enable them to do particular jobs efficient. It is of two types, Such as on the job training and off the job training. On the job training methods are those which are given to the employees within the everyday working of a concern. It is a simple and cost-effective training method. The in proficient as well as semi- proficient employees can be well trained by using such training method. The employees are trained in actual working scenario. The motto of such training is “learning by doing.” Instances of such on-job training methods are job-rotation, coaching and temporary promotions.

Off the job training methods are those in which training is provided away from the actual working condition. It is generally used in case of new employees, such as conducting workshops, seminars, conferences.. Such method is costly and effective. Off the job training is also called as vestibule training, i.e., the employees are trained in a separate area (hall, entrance, reception area known as a vestibule) where the actual working conditions are duplicated.

            96 percent of the employees in India agree there is a need for formal skills training followed by 79 percent prefer learning on the job, followed by 66 percent  rate online and e-learning and 54 percent  prefer learning from colleagues.

	 Job satisfaction is the level of contentment a person feels regarding his or her job. This feeling is mainly based on an individual's perception of satisfaction. Job satisfaction can be influenced by a person's ability to complete required tasks, the level of communication in an organization, and the way management treats employees. Job satisfaction is two types’ affective job satisfaction and cognitive job satisfaction. Affective job satisfaction is a person's emotional feeling about the job as a whole. Cognitive job satisfaction is how satisfied employees feel concerning some aspect of their job, such as pay, hours, or benefits.

	 Job satisfaction is negatively related with the turnover intention of employees. Employees often think to leave their job; they often make comparison of their current job with the others and evaluate the alternatives which they can get by leaving their recent job.

	Retention activities may be defined as a sum of all those activities aimed at increasing organizational commitment of employees, giving them an overall ambitious and myriad of opportunities where they can grow by outperforming others (Bogdanowicz and  Bailey, 2002).

	Ali (2008) highlighted that problems might arise if employees’ dissatisfaction are not taken into consideration. Employees who are dissatisfied would sooner or later leave the organization, and at the same time, the organization loses the knowledge that the employees had brought in. If the organization decided to employ new employees to replace those who leave and their feelings of dissatisfaction are not met, this could affect the daily operation of the organization and the vicious cycle of turnover will occur. In addition, Hay (2002) discovered that the majority of the employees chose career opportunities, and learning and development as the foremost reasons to stay in an organization, which lead to job satisfaction.

	Staff turnover is on those who remain with the company. Losing good employees is also costly in terms of the impact it has on company morale. Those that remain may often feel demotivated or disheartened, ensuing in a reduction in productivity and job satisfaction. If other employees observe the new job opportunities being grasped by their colleagues, they could also follow suit. These latter costs, although more difficult to calculate, are also harmful (Hay, 2002).

            The other variables that affect employee turnover in organizations involve the individual’s work variables, demographic characteristics, job satisfaction, pay, promotion and working condition and the individual’s non-working factors such as family related factors (Mobley, 1982; Pettman, 1975).

            In addition, demographic variables cannot be disregarded. Age, tenure, level of education, level of income, job category, and gender have been proven to affect employee retention and have been discovered to have established relationship with turnover intention. Among the above demographic factors, age, tenure and income level were discovered to be negatively associated with turnover intention, level of education is positively related to turnover as employees with higher education levels have higher tendency to quit. With regard to job category, it was found that non-managerial employees have higher tendency to quit than managerial employees.

	Strategy is a method or plan chosen to bring about a desired future, such as achievement of a goal or solution to a problem. Strategic management is critical to organizational development as it aligns the mission and vision with operations. Government of India has formulated much legislation which protects the welfare of the employees and provides job security like minimum wages act 1948, employee’s state insurance act 1948, payment of bonus act 1965 and payment of gratuity act 1972.

	Employers implement retention strategies to manage employee turnover and attract quality employees into organization. Retention programs focus on the relationship between management and their workers. Competitive pay, benefits, employee recognition and employee assistance programs are all part of a company’s attempt to maintain employee satisfaction.

	Strategies on how to minimize employee turnover, confronted with problems of employee turnover, management has several policy options viz. changing (or improving existing) policies towards recruitment, selection, induction, training, job design and wage payment.










OBJECTIVES OF THE STUDY

      The objectives of the study are: To

1. Find out the socio-economic characteristics of the employee,
1. Assess the job satisfaction and working conditions of the employees,
1. Analyze the factors responsible for employee’s dissatisfaction,
1. Identify the factors responsible for attrition.


NEED FOR THE STUDY:
	The investigator wanted to know the causes for increasing burnout of employees from companies and find the strategies used by company to reduce it. The study helps to know the factors causing attrition and retention strategies adopted by the companies.

SCOPE OF THE STUDY: 
	The study provides feedback and suggestions to the policy makers and employer to reduce the attrition rate in  the company, retain the employees and increase their efficiency.

LIMITATIONS OF THE STUDY
1. As the respondents were busy with their work, it was difficult for the investigator to meet the respondents and get information.
1. The time duration to conduct the study was too short.  
1. The data depends totally on the respondent’s view, which may be biased.
1. The findings of the study cannot be applied to all other fields since it lacks external validity and also vary from region to region.




II. REVIEW OF LITERATURE
The literature pertaining to the study entitled “Attrition among Employees” is reviewed under following headings:
A. Existing scenarioof Employees and Organization.
B. Factors responsible for attrition 
C. Retention strategies.
D. Related studies.

A. EXISTING SCENARIO OF EMPLOYEES AND ORGANIZATION

India’s economy has returned to high rates of growth, according to the latest figures. In 2015-16 the GDP growth rate reached 7.6 per cent, up from 5.6 per cent in 2012-13. The challenge continues to be to ensure that economic growth translates into better labour market conditions. The vast majority of workers in India are in informal jobs. Although there has been a shift out of agriculture, construction has absorbed more workers than other sectors in recent years. What is more concerning is that, most of the new jobs being created in the formal sector are actually informal because the workers do not have access to employment benefits or social security.
	 The number of employed persons in India increased to 29650 Thousand in 2012 from 28999 Thousand in 2011. Employed Persons in India averaged 25169.51 Thousand from 1971 until 2012, reaching an all time high of 29650 Thousand in 2012 and a record low of 17491 Thousand in 1971.
    Companies are divided into private company and public company. Industries are classified into various types like primary industry, genetic industry, extractive industry, manufacturing industry, construction industry.

               The total number of companiesregistered in the country rose to more than 15.27 lakhs in January while only 10.76 lakhs of them were active ones.In signs that business activities are picking up, more than 7,300 new companies were set up during December 2015. At the end of December 2015, the total number of registered firms stood at little over 15.19 lakhs.Latest data compiled by the Corporate Affairs Ministry shows that there were as many as 15.27 lakhs registered companies at the end of January, with majority of them from the private sector.
	The Economic Survey 2014-15 stated that as per the National Skill Development Corporation there is a need of 120 million skilled people in the non-farm sector for the period 2013-14. Dearth of formal vocational education, lack of vide variation quality, high school dropout rates, inadequate skill training capacity, negative perception towards skilling, and lack of industry ready skills even in processional courses are the major cause of poor skill levels of India’s workforce.
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            Manufacturing employment changed little in January 2017 (+5,000). The one month diffusion index declined by 7.0 points to 48.1 in January.  A value below 50 indicates that more manufacturing industries are losing jobs than gaining.
	Attrition levels are at a five-year low, said the annual salary increase survey by Aon Hewitt. The survey said that at 16.3 per cent, it is the lowest that corporate India has observed since the 2009 financial crisis. While attrition was controlled at a broader level, key talent attrition increased from 5.9 per cent in 2014 to 7.3 per cent in 2015.
	India’s manufacturing sector is vital for its economic progress. The government has realized the importance of this sector to the country’s industrial development, and has taken a number of steps to further enhance the industry. Today, the country’s attractiveness as a manufacturing centre for foreign companies is clear.
	As per a study by Assocham, India's manufacturing sector is all set to create 3.2 million manufacturing jobs during the period of 2012-17- Great relief for professionals associated with the manufacturing industry! Despite deceleration in performance in the past few years, the Indian manufacturing industry is now getting back on track to create 3.2 million work opportunities during the 12 Plan periods (2012-2017), according to a study by ASSOCHAM.
	The report found that the sector clocked 28.5% growth in employment generation during the 11 plan (2007-12). "An additional 2.9 million jobs were generated in the registered manufacturing sector during 2007-08 to 2011-12 from over 10.45 million jobs in 2007-08," the ASSHOCAM Report said.
	Tamil Nadu among all the states is topping the chart with as high as 14.5% share in total jobs generated by registered manufacturing sector across India, with Maharashtra leading the second position with 14% and Gujarat with 10% shares respectively.
	Highest growth rate has been recorded in Uttarakhand in terms of employment generation in registered manufacturing sector during the 11th Plan. Other states tagging along in the growth rate race are Bihar (71.8 per cent), Himachal Pradesh (70 per cent), Odisha (54 per cent) and Maharashtra (38.8 per cent) that recorded high growth rate as well.
	Anandorup Ghose, Partner at Aon Hewitt India said that higher attrition is linked to higher economic activity. "At an average pay increase budget of 10.3 per cent across India, HR managers will be pushed to ensure they are being more innovative and thoughtful in how they reward their top performers while ensuring they are able to retain and motivate the rest of the organization as well In the services space," he said.
             The survey said that in the services space, 19.3 per cent was the overall attrition. Of this 5.4 per cent was attributed by involuntary attrition. In manufacturing, 12.2 per cent was the overall attrition, of which 3.4 per cent attributed by involuntary attrition
	Increasingly organizations are developing separate retention plans and policies for their top talent, the survey said. While Rewards continues as a retention tool to ring-fence top talent, it said that programmes around leadership opportunities and coaching, overseas assignments, fast track programmes for hi -potentials are fast gaining prominence. 
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 The attrition rate in India is dropping. At 16.3%, it is the lowest that corporate India has observed since the 2009 financial crisis. While attrition was controlled at a broader level, key talent attrition increased from 5.9% in 2014 to 7.3% in 2015. Increasingly organizations are developing separate retention plans and policies for their top talent. While Rewards continues as a retention tool to ring fence top talent, programs around leadership opportunities and coaching, overseas assignments, fast track programs for hi - potentials are fast gaining prominence.

B. FACTORS OF ATTRITION 
	Haridas2016) conducted a study on “Relationship between job satisfaction and employee attrition: with special reference to Kerala it industry”. This study investigates the relationship between attrition of it employees with their job satisfaction in Kerala IT industry. In this study, samples of 381 IT employees were selected. Regression analysis was used for testing research hypothesis. The result can conclude that job satisfaction aspects like pay, supervision and nature of job are the major contributor of it professional’s attrition in Kerala IT sectors. The mean value of turnover intention 3.422 on a five point scale indicates that the IT professionals in Kerala IT industry are neither bent on leaving or staying. Therefore the HR mangers in it organizations may take into consideration the problems with job satisfaction of their workers to reduce the turnover intention of the skilled employees.

	Richa Agarwal(2015) carried out a study on “Stress, Job satisfaction and Job commitment‘s relation with attrition with special reference to Indian IT sector”. Study was conducted to see whether stress is a major factor contributing to high attrition in the IT sector. The study was conducted on software engineers in and around Delhi NCR, Bangalore and Pune. The sample size was 250. To see the relation correlation coefficient and to see the impact regression test was applied. Correlation coefficient was applied to see the relation between stress to job satisfaction and job commitment. Multiple Regressions was applied to see the impact of said variables to job satisfaction and job commitment. Researcher has used three questionnaires to establish a direct relation between retention strategies and job satisfaction. In correlation (sig two tailed )between Retention strategies variables it was found that there is no significant relation between Stress Management and Job Satisfaction, where stress management is having value of 1 and job satisfaction is having value .051.It was also found that there is no significant relation between Stress Management with Job Commitment where Stress Management and Job Commitment correlation is 1 and .051. The results showed that there was not any relation of stress to job satisfaction and job commitment and indirectly it was not having any relation with attrition.

Irene Kakui, Hazel Gachunga(2016) conducted a study “Effects of career development on employee performance in the public sector: a case of national cereals and produce board. This study sought to determine the effects of career development on employee performance in the public sector with reference to national cereals and produce board. The study adopted a descriptive survey. The populations for this study were the employees of national cereals & produce board head office in Nairobi. The study adopted a descriptive survey.  There were a total of 200 employees in national cereals & produce board head office in Nairobi. Sampling frame was the list of employees working in all levels of management. Stratified random sampling was applied to select 100 respondents as the sample size. Data was collected using structured questionnaires. Data collected was tabulated and analyzed using SPSS version 20 software. From the findings , the study found that majority of the respondent agreed that employees’ training needs are identified through a formal approach like using training need analysis survey or through performance appraisal system by a mean of 3.99, training programmes implemented usually address training needs of the individual employee, department or organization at large by a mean of 4.04, The study revealed that on job training influences the performance of an employee by expansion of key competencies, job specification, leads to motivation, reduces intimidation, provides additional skills knowledge and capabilities and employees are able to network. The study revealed that career mentoring affects employee performance.

	Aries Susanty, Rizqi Miradipta (2013) did a research study on employee’s job performance: the effect of attitude toward works, organizational commitment, and job satisfaction. This study is aimed to explain and empirically test the effect of attitude toward work, job satisfaction, and organizational commitment to the employee’s job performance at pt. Intech Anugrah Indonesia (PT. Intech). Data used in the study was primary data which were collected through closed questionnaires. The Research was carried out by using Structural Equation Modeling (SEM) which was run by AMOS Program. The results of this study showed that attitude towards work have positive but not significant effect to job satisfaction and employee performance. Different with attitude towards work, the organization's commitment has positive and significant effect on job satisfaction and employee performance at PT. Intech. Evaluation of outliers can be seen in the value of Mahalanobis distance which was smaller than the value of Chi-Square with a number v = number of indicators and p <0.001. It means every improvement in organization’s commitment has a positive effect toward job satisfaction and employee performance at PT.Intech.

	P. Nischithaa, Narasimha Rao (2014) did a Research paper on the importance of training and development programs in hotel industry. This research paper is an exploratory paper based on literature review, on training programs within the hotel industry. The purpose of the paper was to identify the techniques that the hotel industry could use to maintain training and development of their employees and the methods used to evaluate training programs. The researcher had observed that through training, employee morale and satisfaction, company productivity and service quality improved. Human resources departments should emphasize the importance of training programs to its company’s success. Although training programs may be reduced or eliminated, essential must remain intact to avoid future problems. Training programs can become more innovative in times of economic instability through the use of technology and self catering programs that employees monitor themselves. Companies can also involve employees with the development of training programs to avoid unnecessary spending of training budgets. Hotels can also look at other industries for ideas when developing new training programs as a way to have a competitiveadvantage.

	Ameyaw Kwaku Boateng (2014) “an investigation into the impact of the single spine salary structure on attrition and performance of nurses in Ghana Health Service, Kumasi metropolis”, The general objective of the study is to assess the impact of the single spine salary structure on the attrition and performance of nurses in the Ghana Health Service, Kumasi Metropolis. Simple Random Sampling Technique was used in selecting respondents to the questionnaires. The target population for the research was all the Nurses in the five (5) hospitals in the Kumasi Metropolis, under the Ghana Health Service. The researcher was enthused about getting the true views of the nurses and as such a sample of 200 out of a population of 2784 nurses was used. The main tool for data analysis and presentation were through the Predictive Analytical Software (PASW) formally SPSS and Excel. The researcher found that among the options of factors that could keep nurses in the service, increased salary was highly favored by the nurses. It was followed by the joy they would derive from the work. The nurses also listed in order of priority to keep them in the service, incentives, welfare packages, favorable working environment and soft loan facilities.

	Chandrasekhar (2011) did a research study on “workplace environment and its impact on organizational performance in public sector organizations”. The paper presents the analysis of the working environment at different public sector organizations and the researchdone to understand the performance level of the employees due to the work environment, and also aims at suggesting few interactions to provide better work environment at Public Sector Organizations. The researcher used the stratified random sampling method. Questionnaire was used to collect primary data. The emotional factor is one of the leading factors to affect employee’s attitude with mean value 4.92. It is an array of non-cognitive abilities that influence one’s ability not to succeed in coping with environmental demands and pressures. From this study it is known that public sector organizations are providing a good workplace environment to their employees, which does not affect more on their work performance.

C. RETENTION STRATEGIES 
Umesh(2014) conducted “a study on A Study of the Importance of Training and Development of Personnel of Cochin Port Trust, Kerala, India”. In this study, in the field of personnel management, training and development is the area concerned with managerial activities intended at enhancing the performance of individuals and groups in organizational surroundings. The research design adopted in this study has been descriptive and analytical in nature. For the study, 1% sample size (163) was considered out of the total population size of 16262. It was found that there was significant association between satisfaction with training and career growth Chi-square value (7.86). The study recommended that before conducting the training, the superior of the employees have to hold the discussion with the subordinates, collect the views of the employees and due importance can be given to the employee’s feelings.

	Heena Waghmare(2015)  took research  study on “Employee Retention strategies adopted by the Banks: a case study of Axis Bank in Kalyan city”. The main objective of the study is to know about the employees’ retention strategy adopted by the Axis Banks in Kalyan city. For collecting primary data researcher had an interview session with the manger of both of the Branches of Axis bank in Kalyan. The sampling technique used is non probability convenience sampling. Some research question has been asked during the interview session. A structured questionnaire regarding the research was used as data collection tool for the employees working in the organization. Sample size was limited to 2 branches of Axis bank because of limited time. It was estimated that the cost of replacing a mid-level member of staff can range from 50 pc to 150 pc of their salary – when all costs— recruiting, interviewing, hiring, training and reduced productivity are considered. It was also found that 30% of the employee’s faced work load. There were many factors that were ignored by the banks but are important for the effective performance of the employees. Therefore it was recommended that itis necessary for both the employees and the Manager must work in a team and had an effective collaboration with each other while performing in the team work.

	Minu Zachariah,  Roopa(2012) has done a study on Employee Retention factors influencing it professionals of Indian IT companies and multinational companies in India. The present study therefore not only aims at examining the reasons for employees leaving the Organization, staying back factors, their attitude towards work, work relationships and their prioritized basic expectations from the Organization but also aims at finding out if there is any significant difference in the response among IT professionals of Indian IT and Multinational Companies with respect to the above factors. The questionnaire comprised of 164 survey items framed on the basis of the previous related studies relevant for the study. The items given were measured using Likert 4 point scale and 5-point scale.  Based on the analysis of responses of 30 IT professionals carried out, it was found that there was no significant difference among these companies. The data collected were organized and subjected to descriptive (number, percentage, mean & standard deviation) and inferential statistical analysis (Chi-square test).  The overall mean response of IT professionals with respect to personal reasons for influencing decision to leave previous Organizations is indicated as 41.8%. The outcome of the study is expected to help the HR Managers of these Organizations in minimizing the attrition rate by developing effective retention strategies specific to their Organization.

	Chandranshu Sinha, Ruchi Sinha (2012) did a exploratory study on Factors Affecting Employee Retention: A Comparative Analysis of two Organizations from Heavy Engineering Industry. The study explores to identify the main factors of retention management strategies in organizations. The organizations taken into consideration are two heavy engineering manufacturers based in India. This study used a descriptive survey design. The data was collected from 100 employees holding middle managerial positions in the two organizations. Findings of this research showed that three factors each have been identified regarding retention management strategies at Energo Engineering Projects Limited (EEPL) and Macawber Beekay Private Limited (MBPL) respectively. For EEPL, the first factor was called “Competence & relationship oriented”, the second one was “scholastic & futuristic oriented” and the third one was “developmental & reward oriented”. While for MBPL, the first factor wascalled  “relationship oriented”, the second one was “competence & scholastic oriented” and the third one was “reward oriented”.  The exploratory factor analysis was performed with maximum probability approach to identify the rate of loading of variables recognized in the component, and Varimax orthogonal approach was used to interpret the variables. The Cronbach’s alpha of the questionnaire was found to be 0.823& Pearson correlation was 0.951 (p<0.001).The confirmatory factor analysis for both the organization, too, indicated that the structural model of these factors was proper. The findings of the research proved that the components identified and the structural relations presented as regards the component, “retention management strategies at EEPL and MBPL” were suitable.

	Satish Kumar and John Benitto (2015)conducted research study onemployee retention strategies-a case study on garment industries in Tirupur. This study tries to determine the various strategies adopted by garment industries to retain their employees. A total of five garment manufactures were chosen. The Questionnaire was distributed to 100 employees. Statistical tools used were Simple percentage analysis, Cronbach’s Alpha Values for Reliability and Chi-square Analysis.  It was also found that there is a significant relationship between age and retention problem (chi-square value 36.944). The research finding shows that salary is the main reason to stay in the company. Job Security is the second highest ranked factor for retention of employees in their present organization.

	 Sandhya, Pradeep Kumar(2011) published a paper on “Employee retention by motivation” (Indian Journal of Science and Technology). Employee motivation is one of the important factors that can help the employer to improve employee and organizational performance. Different theories of motivation are discussed. The paper concludes that employee retention can be practiced better by motivating the employees in the following aspects: Open communication, Employee reward program, Career development program, Performance based bonus, Recreation facilities, Gifts at some occasions.

	Michael Samuel, Crispen Chipunza (2009) did a research study on Employee retention and turnover: Using motivational variables as a panacea. This research looked at the extent to which identified intrinsic and extrinsic motivational variables influenced the retention and reduction of employee turnover in both public and private sector organizations. The study examined two public and two private sector organizations in South Africa. The total population of the research comprised 1800 employees of the surveyed organizations with a sample size of 145 respondents. The questionnaire had a Cronbach alpha coefficient of α = 0.85 suggesting that the instrument was reliable. The Chi-square test of association was used in testing the hypothesis of the study. The result showed that employees in both public and private sector organizations were, to a very large extent, influenced to stay in their respective organizations by a combination of intrinsic and extrinsic motivational factors. The results showed that terminal/pension benefits had significant influence on retention in the public sector at a Chi-square value of x2(4) = 94.00.The motivational variables were found to have significantly influenced employee retention in both the public and private sector organizations: training and development, challenging/interesting work, freedom for innovative thinking, and job security.

	Eva Kyndz, Filip Dochy, Maya Michielsen, Bastiaan Moeyaert(2009)  conducted a study on Employee Retention: Organizational and Personal Perspectives. A questionnaire was administered to 349 employees, and 11 employees were interviewed. The study focuses on the organizational and personal factors that influence employee retention. A special interest is taken in employees’ learning, because this is seen as a retention supporting activity. Two explorative factor analyses of the quantitative data were performed to reduce the number of variables and to look for underlying constructs in the data. The validity of the constructs and the reliability of the scales were tested using data from the current sample. The result is confirmed by the very large correlation (ρ=.67, p<.01) between employee retention and Appreciation and Stimulation. The study showed that individual differences influence employee retention. Leadership skills and seniority have a positive relationship with employee retention and the level of readiness and initiatives regarding learning are negatively related to retention.
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	Sunil Ramlall(2003)  conducted a research on “Managing Employee Retention as a Strategy for Increasing Organizational Competitiveness”. The purpose of this study was to determine the factors that most significantly influence employees’ decisions to remain employed at a particular organization and possible reasons for choosing to leave. Surveys were sent to all 115 employees at the organization’s headquarters, of which 78 employees responded resulting in a 67.8% participation rate.The mean score was 3.58 with 32% stating they were not satisfied with the feedback they received about their performance. Through a series of surveys, observations, and interviews, it was determined that the location of the company and its compensation package were the most common factors in remaining with the company and that compensation and lack of challenge and opportunity were the most common factors in contemplatingleaving the organization.

Mita Mehta, Aarti Kurbetti, Ravneete Dhankhar(2014) published a review paper “Study on Employee Retention and Commitment” (International Journal of Advance Research in Computer Science and Management Studies). The purpose of the paper is to review the findings of research papers of various authors to derive the factors that impact employee commitment and retention in a work environment. The paper examines the following factors: career development opportunities, effective talent management strategies, recruitment, on boarding and orientation, investment in training and development, compensation and benefits, work life balance, culture of the organization, leadership, communication, image of the company, autonomy and empowerment, Gallup audits, personal causes, role of HR head and supervisors, work related policies and flexi time, performance appraisals and career growth and development opportunities. The paper recommended various employee retention strategies like “stay” and “exit” interviews, smart hiring. 

	Atul Mathur, Chhitorgarh (2013), published a research article on “A Study on Impact of Employee Retention in Private Sector Sugar Mill”. The basic objective in the article is to find out how far employee retention is important for the sugar mill and what are the various strategies adopted by the sugar mill to retain their employees. It was based on secondary data. The article recommended that it was very important for organization to make an effective compensation policy which is able to satisfy the employees. By using different HR practices like performance appraisal, training and development programme, feedback and assigning competitive work the condition of employee retention has been increased.

D. RELATED STUDIES:
Abdul Rahman, Raza Naqvi and Ismail Ramay(2008) conducted a study on “measuring turnover intention: a study of it professionals in Pakistan” they studied it firms in Pakistan have witnessed high turnover during the past years, but no serious efforts have been made to find out the factors causing this. The focus of this study was on three independent variables namely job satisfaction, organizational commitment and perceived alternative job opportunities, which are thought to be associated with turnover intentions. The finding revealed that job satisfaction and organizational commitment had negative effect on turnover intentions, whereas perceived alternative job opportunities had significant positive correlation with turnover intentions and is the major factor associated with turnover intention among it professionals in Pakistan.

Heymann (2011) in his study “The impact of demographics on voluntary labour turnover in South Africa” demonstrated the relevance of employee demographics as extended factors in the voluntary turnover process as these models currently do not sufficiently explain the factors impacting the turnover decision. Over 1000 managers and knowledge workers were surveyed by making use of a cross-sectional questionnaire to identify potential similarities in demographics when deciding on leaving the organization. Findings indicated that various demographic factors (age, race and gender) influence whether pull- or push factors are cited in the turnover process. In addition, it was also found that the level of education has a stronger relationship to employee mobility than race, which contradicts current sentiment of the labour market. Furthermore, it is concluded that demographic factors of employees should be considered in the extension of contemporary turnover models. The findings have implications for human resource management practices in organizations which are more dependent on knowledge workers.

	


Annelies  van Vianen, Irene De Pater and Floor Van Dijk(2007) conducted a study on Work value fit and turnover intention: same-source or different-source fit. The purpose of this article is to examine the relationship between work value PO (People’s fit with the organization) fit with fit being operationalized as a same-source or different-source measure. A sample of 94 employees from a company located in Curacao completed a questionnaire in which they rated their personal work values, their perceptions of the work values of the organization, and their turnover intention. This study examines the effects of different fit measures on individuals’ turnover intention. Moreover, work values fit was investigated. The findings are the different-source work value fit measure was significantly and more strongly related to turnover intention than the same-source work value fit measure.

Shader, Karen, Broome, Marion , Broome, Carroll ; West, Mary Ellen , Nash, Mary (2001) conducted a study on Factors Influencing Satisfaction and Anticipated Turnover for Nurses in an Academic Medical Center. The purpose of this study was to examine the relationships between work satisfaction, stress, age, cohesion, work schedule, and anticipated turnover in an academic medical center. : This study used a cross-sectional survey design in which nurses from 12 units in a 908-bed university hospital in the Southeast completed questionnaires on one occasion. The following factors were measured using self-report questionnaires: nurse perception of job stress, work satisfaction, group cohesion, and anticipated turnover. The findings of the study were the more job stress, the lower group cohesion, the lower work satisfaction, and the higher the anticipated turnover. The higher the work satisfaction, the higher group cohesion and the lower anticipated turnover. The more stable the work schedule, the less work-related stress, the lower anticipated turnover, the higher group cohesion, and the higher work satisfaction. Job Stress, work satisfaction, group cohesion, and weekend overtime were all predictors of anticipated turnover. There are differences in the factors predicting anticipated turnover for different age groups. The study concluded that as healthcare institutions face a nursing shortage and a new generation of nurses enters the workforce, consideration of the factors that influence turnover is essential to creating a working environment that retains the nurse.

 Shamsuzzoha, Rezaul Hasan Shumon(2007) conducted a study on “Employee Turnover-a Study of its Causes and Effects to Different Industries in Bangladesh. The main objective of the study is to analyze how turnover affects productivity on organizations. This research were conducted by taking interview of the top, middle and lower level management of organizations and the workers to find out the causes of turnover in terms of salaries, working environment, security of jobs etc. During the time of interview, the main concern was why an employee plan to leave a job and if not leave why, Also to find out how employers plan to keep their talented employees in hand by providing them extra benefits and what may be the other possible solutions to control employee leaving they think. The results indicated that turnover rate is much higher in private sectors than government sectors. On average, turnover rate in government sectors is 8.87 % whereas in private sectors it is 26.67 %.the study was concluded that Turnover is a burning issue for any organizations. For the steady productivity of an organization it is essential to maintain its skilled workforce.

Yohannes Mealku(2014)  Conducted a study on factors affecting employee turnover and its impact on Ethiopian evangelical church Mekane Yesus. The purpose of this study was to examine factors affecting employee turnover. The sample of 75 existing employees and 11 ex-employees, 3 department heads was selected from all departments. The study employed quantitative and qualitative research design methods. Random and purposive sampling techniques were used to select the sample size from the population. Questionnaire and interview were used for data collection. The analysis that was conducted revealed that 70% accepted as the working environment is comfortable for performing their jobs. Employees feeling to the organization indicated that 81% have intention to leave the organization if they get any opportunity. From existing employees those got training and education by the organization, 90% have an intention to leave the organization.The main finding indicated that dissatisfaction with pay structure, mismanagement, unfair reward and promotion systems were some of the factors for employee turnover.

Anantha Raj, Arokiasamy(2013)conducted a Qualitative Study on Causes and Effects of Employee Turnover in the Private Sector in Malaysia. The purpose of this research is therefore, to find out the actual reasons behind turnover and its damaging effects on the productivity of manufacturing industries in Malaysia. The conclusion of the study was Employees are the backbone of any organization, they need to be motivated and maintained in an organization at all cost to aid the Career advancement and voluntary turnover in a organization to be globally competitive in terms of multinational bank in Taiwan, Career Development providing quality products and services to the society. We need to emphasize the importance of employee retention and that the impact on the organization.

A 2003 study by the Centre for Social Responsibility in Mining (CSRM) collected data from nine metalliferous mines in Queensland and three in Western Australia. Seven of those sites were mostly Fly-in Fly-out (FIFO) operations. The report found there was substantial variation in turnover rates between the sites ranging from 10 to 28 per cent3. The highest rates of turnover were among professionals and mine operators.

Abigail Adjei(2012) conducted a study on evaluating the factors that contribute to employee turnover at Toase medical centre. This research seeks to evaluate the factors that contribute to employee turnover at Toase Medical Centre and how it can be reduced. Data derived from a self-completed questionnaire comprises the major part of this thesis, and this was distributed to employees of Toase Medical Centre. Analysis of survey was done using SPSS while interviews were translated and transcribed manually. The sample size was 50. From the findings, it was realized that individual factors such as personality and fit between the person and the job, were not likely factors to predict staff turnover among the respondents as they felt they had the right personality and characteristics to be successful in their jobs, and they saw their jobs as a mission.

Silpa(2015) conducted a study on A Study on Reasons of Attrition and Strategies for Employee Retention. 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. This study can be helpful in knowing, why the employees prefer to change their job and which factors make employee dissatisfy.Questionnaire was used as a sampling technique. A total sample size of 120 employees was taken. The result of the study was the management should concentrate on job rotation in order to reduce boredom in doing the same work. The management should improve the role of HR manager in retaining the employees. The management has to improve the recreational facilities provided to the employees. The study suggested the company should implement better retention strategies for enhance the productivity in the organization. Retention Strategies should be revised based on the productivity.

Santoshi Sen Gupta(2010) conducted a study on Employee Attrition and Retention: Exploring the Dimensions in the urban centric BPO Industry. The main purpose of the study is to explore and analyze the dimensions of attrition in BPOs based on primary data collected from field survey. A survey design was used to obtain the required information. The population for this study comprised of employees working in various BPOs in the National Capital Region. A sample size of 500 was chosen for this study. Simple random sampling technique was used to gather data from the respondents, because of which respondents diverged from every age group, gender, organization, marital status etc. but were restricted only to low and middle level employees, where the attrition is highest. Organizations should have a proactive retention strategy which helps in reducing employee turnover. The study found that there is dimensions of satisfaction and motivate are significantly different for employees on the basis of age, gender, marital status and education. The study recommended the retention plan strategies should be different for different level of employees, because their roles are different; their needs are different; what motivates them are different and what makes them leave are also different. 

 Lavanya Latha(2013) conducted a study on employee attrition and retention in manufacturing Industries. The main objectives of this study is to know the reasons, why attrition occurs, to identify the factors which make employees dissatisfy, to know the satisfactory level of employees towards their job and working conditions and to find the areas where manufacturing industries in Nellore District is lagging behind. The survey method used in the study. The target respondents of the study are the employees of manufacturing industries located industrial parks of Nellore District, Andhra Pradesh. The total sample size taken for the present study is 130 and the sample method used is convenient sample method. Even though the employees are satisfied with their nature of job, it is identified in the study that many employees prefer to change their job due to lack of growth opportunities in their job. So the companies can look for some innovative technologies to decrease their attrition level by providing growth opportunities.
	
Malar Mathi,Malathi (2013), conducted a research study on analyzing the Causes of Attrition in IT industries - Opinion of Employee and Employer. The Study was made only to the staffs working in IT companies in Chennai. The research methodology was descriptive research and proportionate sample is taken for analyzing. The sample size for this study was 500 employees and 50 employers. The samples were collected through questionnaire with open ended questions. The major findings from the analysis are employee and employer has same opinion with respect to organizational and family related problems but their opinion differs with HR and Job related problems. So, the research is concluded that the management should consider the difference of opinion in order to reduce the attrition rate and increase employee attitude in order to sustain in the organization.

Bharathi, Paramashivaiah (2015) conducted a study on Attrition and Retention the Real Challenge-a Study with Special Reference to IT and ITES Organizations in Bangalore. The primary objective of the research was to study issues related to attrition and retention in IT / ITES companies. Primary Data Collection Method was survey method for. Primary Data Collection Instrument was undisguised structured questionnaire. This study provides immense insights for HR managers to suitably change their retention strategies to ensure minimal or no attrition. It served as a barometer to gauge the level of satisfaction with determinants affecting involuntary and voluntary attrition. It helped in ascertaining the retention strategies currently being employed by IT and ITES companies and related benefits.  The findings revealed that there will be 1 unit increase in involuntary attrition for every 0.543 unit increase in environmental factors. There will be 1 unit increase in voluntary attrition for every 0.824 unit increase in dysfunctional personal factors.

Vidya Sunil Kadam and  Thakar (2014) conducted A Study of Attrition in IT Industries In Pune. This study is conducted to find out the main causes behind the increase in employee attrition in software Industries and to find out the ways to control attrition. The study was carried out in software companies in Pune. In this study opinion of 100 employees was taken for the analysis. The survey of 100 employees reveals that those having average age of 24-28 years and the experience between 2to4 years are having higher percentage of attrition. Findings of the studies are attrition rate was increased because of dissatisfaction with pay, lack of career advancement, compensation& boss relation.

Lichia Yiu, Raymond Saner (2007) conducted a research study on Talent Attrition and Retention: Strategic Challenges for Indian Industries in the Next Decade. The purpose of this survey was to identify level and patterns of labor turnover in India. Data was gathered through the sponsorship of the Chamber of Indian Industries (CII). A total of 151 senior managers and executives responded to the survey administered. Respondents indicated that employee turnover will most likely continue to increase over the next 5 to 10 years, compared with current situation. Respondents indicated more actions were needed in the areas namely Salary Increase (47%), Career Advancement (45), Recognition (34%), Training and Development (29%) and HR Policy and Rules (20%). The study concluded that Efforts can also be made in detecting factors that negatively affect employee engagement with the company early on so that social psychological interventions could be made provided that the existing working conditions are of acceptable level and of appropriate decent standard.

Shashikala , Sushma Ravindra (2013) conductedA Study on causes & Control Techniques for Attrition Rate in Indian Industry. The main purpose of the study is to explore the causes for frequent job switching and to study the impact of attrition on the organization productivity. Case study was used to collect primary data. The study concluded that there is need for organizations to start understanding employees in a better way and to create a more reliable and concrete relationship with their employees.

	Attrition rates in IT organizations average 22 percent as per a study conducted by the Indian Institute of Technology, Bombay (IIT-B) with a sample of 1,028 IT companies in the country SaysNandkishore Rathi, placement officer of IIT-B, “After doing the survey, they found that the lack of match between personal requirements and organizational culture was quite prevalent.”Hence, the reason for an employee leaving a company could be nothing other than his growth, If companies take proper steps and adopt methods to serve their employees needs, the challenge of managing attrition will remain low.
	Price & Muller (1981) in their study on 1091 registered nurses in seven hospitals found that job dissatisfaction influenced actual turnover indirectly through its direct effect on turnover intention. Costly et al. (1987) found that the main causes of high labour turnover in an organization are poor personnel policies, poor recruitment policies, poor supervisory practices, poor grievance procedures, or lack of motivation. All these factors indicate that there is no proper management practices and policies on personnel matters hence the employees are not recruited scientifically, promotion policy of the organization is not communicated to the employees properly, no grievance procedures are there in the organization and as such the employees decides to quit.
Avinash Buragohain (2016) conducted a study on employee attrition in automobile dealers in India: causes and remedial measures. This study is conducted to find out the main causes which increase the employee turnover in automobile dealers and to find out the way to control attrition. The data for the study are collected by Survey method. The contact methods are Direct & Personal. The size of the sample is 66. The research instrument or tool used is Questionnaire. The concluded that all the employees consider their pay structure as important in relation to their job, but majority of them are dissatisfied with it. So the study recommended that the Company should look into the matter of the salary of the employees and provide such salary which satisfies its employees to some extent in order to retain its employees.
Rashmi Farkiya (2014) conducted A Study on Overview of Employee Attrition Rate in India. The research paper aims at studying the overview of attrition rate in India and factors responsible for enhancing the attrition rate in Indian companies. The research is bases on secondary data collected from journals, newspaper articles and internet. The general findings were that the most common reasons for which employees leave an organization is salary or compensation. The study recommended that Growth opportunities should be provided through internal job promotions and recreational activities should be introduced to reduce stress levels.

Sneha Mankikar (2013) conducted a study on Infant attrition in Indian IT Sector: An Indication. This research aims at understanding the cause and effect relationship between infant attrition and employee satisfaction. It also evaluates relationship and impact of Job description discrepancies, organization leadership style, stress and employee discrimination on infant attrition. The sample consists of employees from IT sector all over India. A structured questionnaire and informal interviews are used to collect primary information from the respondents. Sample size of 100 was taken. The study revealed that the highest average response rate (expressed in percentage) for all the variables under turnover/intention to leave factors was 42.0% which went for Unsure. It was found that attrition is higher among the entry level management which is below the age group of 40 years.

Pradeepkant Dube, Siddharth Verma(2015) conducted a Study of Attrition Trend and Influencing Factor in the Sectors of IT (Service) and Pharma (Manufacturing). The main purpose of the study is to study various factors influencing the attrition rate. The study was conducted at Mumbai and nearby suburb Industrial areas. The research study is mainly based on primary data which is collected, compiled and calculated mainly from schedules, questionnaire and interviews of 50 professionals from IT and Pharma companies in Mumbai and nearby suburb Industrial areas. The study found that >35 Yrs of age group were more stable than <35 yrs of age group. 

	Vibha Gupta (2014) conducted a study on An Analysis of Attrition: Retention strategy for IT/BPO      Industry. The study is focused on recruitment and retention challenges that the IT/BPO industry currently faces and to examine ways to reduce high turnover rates among first year Employees in the leading Domestic Call Center based in Indore. According to the Department of Human Resources (MSource BPO, Indore), turnover rates for permanent Agents/Executives were 15.6% in 2009 and 35% in 2012. Department of Human Resources which also tracks attrition of temporary employees measured the turnover rate for temporary employees to be 77% in 2012. The monetary cost of such high turnover is enormous. The data is collected from 200 respondents. Out of 200 the response rate was 92 %. The incomplete/inappropriate responses are rejected to get higher precision value in results. Prioritizing ways to retain new staff will become increasingly important to assure that the organization does not lose more of its human capital and with it, its ability to serve those in need.

Savneet Kaur(2013) presented a paper on Attrition in India – Causes & Remedies. This paper aims to explain why companies in India are facing highest attrition rate and some of the remedial steps to avoid or reduce the turnover rate. Contents from internet and newspaper articles were used to compile the paper. The paper concluded that Companies should calculate their attrition rate on regular basis and should also calculate the cost attached to it. Thus, it can see whether this cost justifies the revenue generated by it or not. Companies should have a transparent functioning system so that every employee can know what he‘s expected to do in the organization. 

Iqra Saeed, Momina Waseem, Sidra Sikander(2014),conducted a study on  The relationship of Turnover intention with job satisfaction, job performance, Leader member exchange, Emotional intelligence and organizational commitment. The purpose of the study to is to know the effect of some of the factors which affect the turnover intention of employees.  They conducted a survey and took a sample of 200 employees. They used questionnaire method to collect information from the respondents.  They found that Job satisfaction; job performance and leader membership exchange has a direct negative influence on the turnover intention.


	


III. METHODOLOGY

The methodology adopted for the research study entitled”Attrition among employees”: is presented below
A. Selection of Area
B. Selection of Sample
C. Selection of Methods and Tools
D. Collection of Data
E. Obtaining ethical clearance of the study
F. Analysis and interpretation of data

A.SELECTION OF AREA
	Isha Craft is an endeavor to bring this aspect of Isha into people’s lives. It is an effort to empower local workers in rural Tamil Nadu by promoting their traditional arts and crafts while providing them a means of livelihood. Isha Shoppe stocks eco-friendly products, such as wood work, bags, stone carvings and more in Isha Craft’s workshops. Its products include a wide range of stylish and eco-friendly bags and purses, baskets made from intricately woven natural fibers, an extensive metal art collection, and all-natural vegetable-oil soaps, shampoos and conditioners. Its unique stone sculptures are popular with interior designers and home makers alike. Hand-etched by master artisans out of black granite, these stone urlis are coarsely etched to retain their natural appeal.Isha Craft has showcased its products in major exhibitions and has received overwhelmingly positive reviews from both urban interior designers and shoppers alike. In 2006, they were awarded the Best Stall Prize at the famed Society Interiors Arts and Crafts Exhibition in Chennai.

B. SELECTION OF SAMPLE
 A finite subset of statics individuals in a population is called as a sample (Gupta, 2008). Sampling is a random selection of a sample from a finite population. It is an important of planning statistical research and design of experiments. It involves the selection of few items from a particular group to be studied with a view to obtain relevant data, which helps in drawing conclusion regarding the entire group.
The universe of the study includes male and female employees working in Isha crafts limited, Coimbatore. The total numbers of employees are 150. The employees belonged to various sections like Production, Sales, Accounts and Administration.

SAMPLE SIZE:
This refers to the number of items to be selected from the universe to constitute a sample. The sample size of this study was taken as 60 employees among them 29 were female and 31 were male employees.

C. SELECTION OF METHODS AND TOOLS
	Purposive sampling was used in this study. Purposive sampling (also known as judgment, selective or subjective sampling) is a sampling technique in which researcher relies on his or her own judgment when choosing members of population to participate in the study.
The survey method is the technique of gathering data by asking questions to people who are thought to desired information.
	The data collected for study is mainly through the distribution of questionnaire to be precise the data collected for study was both through primary and secondary sources.
	Data refers to information or facts. It not only refers to numerical figures but also includes descriptive facts. The method of data was done through primary data.
	A questionnaire is a sheet of paper containing questions regarding which the researcher collects the data because of their flexibility the questionnaire method is by far the most common instrument to collect primary data. 
D.COLLECTION OF DATA
           There should be a mutual relationship and acceptance of the local people for doing any community work. The rapport building helps to establish a friendly relation between the enumerator and the local people.
For conducting the study “Attrition among Employees” in the organization permission is required from “Isha crafts pvt limited” to carry on the research work. Thus the relationship was built with the employees who are present in the organization.
“Primary data are the original data which are collected by the researcher directly and have not been previously collected”.
The study conducted was based on primary data which was collected through distribution of questionnaire.

 The investigator used questionnaire schedule to collect the data which contained the following:
I. Socio-economic characteristics of the employee’s
II. Job profile of the employee’s
III. Factors of Attrition in the organization
IV. Reasons that may lead to Attrition
V. Workplace environment
VI. Employee’s attitude towards job
VII. Infrastructure of  the organization
VIII. Rewards given by the organization
IX. Retention strategies adopted by the organization.
X. Suggestions by the Employees

E. OBTAINING ETHICAL CLEARANCE OF THE STUDY
The application form explaining the design and the protocols used in the research study was subjected to the Institutional Human Ethics Committee and ethical clearance was obtained and enclosed in (Annexure II)

F. ANALYSIS AND INTERPRETATION OF DATA
	After the collection of data, the questions were edited, coded, classified, labelled and tabulated. The investigator has used percentage analysis the data collected were consolidated, analyzed and presented in chapter IV.







IV RESULTS AND DISCUSSION

The result pertaining to the study entitled “Attrition among Employees” are discussed under following headings:

a. Socio-economic characteristics of the employee’s
b. Job profile of the employee’s
c. Factors of Attrition in the organization
d. Reasons that may lead to Attrition
e. Workplace environment
f. Employee’s attitude towards job
g. Infrastructure of  the organization
h. Rewards given by the organization
i. Retention strategies adopted by the organization.
j. Suggestions by the Employees
















A. SOCIO-ECONOMIC CHARACTERISTICS OF THE EMPLOYEE’S
	The socio-economic profile of the employees explains about the profile of the employees and about the educational background, age group, size of the family and their cultural details of the employees in the organization. The Socio-economic profile of the employees is presented in Table I.
TABLE-I
SOCIO-ECONOMIC CHARACTERISTICS OF THE EMPLOYEE’S
	Characteristics
	N=60

	Age (in years)
	16-25
	23(39)

	
	26-35
	24(40)

	
	36-45
	8(13)

	
	46-55
	5(8)

	Gender
	Male
	31(52)

	
	Female
	29(48)

	Educational background
	SSLC
	1(2)

	
	Higher secondary
	3(5)

	
	Undergraduate
	39(65)

	
	Postgraduate
	14(23)

	
	Diploma
	3(5)

	Marital status
	Married
	35(58)

	
	Unmarried
	25(42)

	Size of the family
	Small (2 members)
	3(5)

	
	Medium(3-4members)
	51(85)

	
	 Large(Above 4)
	6(10)

	Type of the family
	Nuclear family
	54(90)

	
	Joint family
	6(10)

	House
	Own house
	32(53)

	
	Rented house
	28(47)

	Geographic location
	Rural
	26(43)

	
	Urban
	34(57)

	Religion
	Hindu
	56(94)

	
	Muslim
	2(3)

	
	Christian
	2(3)

	Type of school
	Government
	24(40)

	
	Private
	36(60)

	Medium of schooling
	English
	37(62)

	
	Tamil
	23(38)


Figures in the parentheses indicates percentage




The data reveals that Forty percent of the employees are under the age group 26-35yrs. Sixty five percent of the employees were undergraduates. Ninety percent of them belonged to nuclear family.  Fifty five percent are living in their own houses.  Fifty seven percent of them are from urban area. Sixty percent of them studied in private schools.
	Through the table it is visible that most of the employees are young and skilled which is a major advantage to the organization.

B.JOB PROFILE OF THE EMPLOYEE’S
	The job profile of the employee’s represents the employee’s details regarding their profession as an employee. The personal profile of the employee’s is presented in Table II.
. Table II
JOB PROFILE OF THE EMPLOYEE’S
	Characteristics
	N=60

	Experience ( In Years)
	5
	48(80)

	
	6-10
	9(15)

	
	11-15
	3(5)

	Section
	Production
	16(27)

	
	Sales
	6(10)

	
	Accounts
	11(18)

	
	Administration
	7(12)

	
	Factory workers
	20(33)

	Income(in Rs)
	5000-7000
	3(5)

	
	7001-10000
	13(22)

	
	10001-12000
	16(27)

	
	12001-15000
	18(29)

	
	Above 15000
	10(17)


Figures in the parentheses indicates percentage




 Twenty seven percent of the employees are working in production department.  Eighty percent of them has less than five years of experience. Twenty nine percent of the employee’s are drawing 12001-15000(Rs) per month. It is interesting to note that cent percent of employee’s have their own bank account and medical insurance as it is mandatory for the companies to credit the salary in the respective bank accounts of each employee and the employees should be covered under ESI.
	 The table indicates that one of the major drawbacks of the organization is that eighty percent of the employees have less than five years of experience which may affect the efficiency of the company.






















C.FACTORS OF ATTRITION IN THE ORGANIZATION
  The factors of attrition in the organization are presented in Table III.
TABLE III
FACTORS OF ATTRITION IN THE ORGANIZATION
	
                          Factors
	  N=60

	
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	Uncomfortable working condition

	23(38)
	17(28)
	9(15)
	10(17)
	1(2)

	Less salary

	4(7)
	28(46)
	24(40)
	4(7)
	-

	No retirement benefits

	3(5)
	13(22)
	26(43)
	18(30)
	-

	Promotion systems is poor

	12(20)
	23(39(
	11(18)
	14(23)
	-

	lack of career development

	10(17)
	17(28)
	21(35)
	9(15)
	3(5)

	No Consideration for employee’s suggestions
	16(27)
	20(33)
	14(23)
	10(17)
	-

	Lack of co-ordination with Superiors

	9(15)
	13(22)
	23(38)
	13(22)
	2(3)

	Monotonous Work

	10(17)
	15(25)
	22(36)
	12(20)
	1(2)

		Management’s retention strategies is 
Poor

	



	8(13)
	15(25)
	26(43)
	10(17)
	1(2)

	Infrastructure available at workplace is poor
	5(8)
	18(30)
	19(32)
	15(25)
	3(5)


Figures in the parentheses indicates percentage
	The data shows that Thirty eight percent of the employees strongly agree that their working condition is uncomfortable. Only five percent of them strongly agree that there is no retirement benefit. Forty six percent of them agree that their salary is less. Only twenty two percent of them agree there is lack of coordination with superiors. Forty three percent of them neither agree nor disagree that there is no retirement benefit.  Twenty three percent of them disagree that the promotion system is poor. Only seven percent disagree that the salary is less. Five percent of them strongly disagree that the infrastructure of the workplace is poor.
            The table indicates that most of the employees (forty six percent) are dissatisfied with their salary, followed by poor promotion system and uncomfortable working condition. These factors may encourage the employee’s to leave the organization in future.





















D.REASONS THAT MAY LEAD TO ATTRITION
This table explains about the reasons which may cause the employees to leave the organization. The various reasons for attrition are presented in Table IV.

TABLE IV
REASONS THAT MAY LEAD TO ATTRITION
	
Reasons
	N=60

	
	Agree
	Neutral
	Disagree

	Insufficient salary
	46(77)
	14(23)
	-

	Lack of career advancement
	21(35)
	29(48)
	10(17)

	Work stress
	27(45)
	24(40)
	9(15)

	Relationship with  colleagues
	12(20)
	34(57)
	14(23)

	Working conditions
	21(35)
	32(53)
	7(12)

	Retirement Benefits
	13(22)
	37(62)
	10(16)

	Overtime
	27(45)
	25(42)
	8(13)

	Discrimination
	15(25)
	30(50)
	15(25)

	Location of the workplace
	25(42)
	23(38)
	12(20)

	Alternative job opportunities
	28(47)
	26(43)
	6(10)

	Sickness/Health Related Issues
	22(37)
	29(48)
	9(15)

	Family Issues
	16(27)
	34(56)
	10(17)

	Weddings/ Other Functions
	16(27)
	28(46)
	16(27)


Figures in the parentheses indicates percentage

	The above data shows that Seventy seven percent agreed that insufficient salary is the reason for attrition. Only twenty percent agreed that poor relationship with colleagues will make the employees leave the organization. Sixty two percent neither agree nor disagree no proper retirement benefits will make them leave the organization. Twenty seven percent disagreed that weddings and other functions will make them leave. Only ten percent of them disagreed alternative job opportunities will make them resign their job.

	The table indicates that insufficient salary, work stress, overtime and alternative job opportunities are the major reasons that cause an employee to leave the organization. Only few employees feel that bad relationship with colleagues, lack of retirement benefits will make them leave their organization.

E.WORKPLACE ENVIRONMENT
	This table explains about the working conditions of the organization and how the employees are treated by the organization and facilities available. The workplace condition is represented in Table V.
TABLE V
WORKPLACE ENVIRONMENT
	

Working conditions
	  N=60

	
	Strongly Agree

	Agree
	Neutral
	Disagree

	Strongly Disagree


	Communication system is good
	26(43)
	23(38)
	10(17)
	1(2)
	-

	Employees are treated with due respect.
	8(13)
	26(43)
	21(36)
	5(8)
	-

	Employee’s Grievances are considered.
	7(12)
	17(28)
	22(37)
	14(23)
	-

	Work done is appreciated.
	10(17)
	17(28)
	17(28)
	15(25)
	1(2)

	Fair treatment of employees.
	12(20)
	19(31)
	24(40)
	4(7)
	1(2)

	Transport facilities available to access the workplace
	5(8)
	21(35)
	22(37)
	12(20)
	-

	Proper lunch and tea breaks
	9(15)
	17(28)
	18(30)
	16(27)
	-

	Recreational activities during leisure time
	9(15)
	15(25)
	18(30)
	17(28)
	1(2)


Figures in the parentheses indicates percentage


The data shows that Forty three percent of the employees strongly agree that there is a proper communication between employees. Only eight percent strongly agree that transport facilities are available to access the workplace. Forty three percent strongly agree that employees are treated properly. Only twenty five percent feel that recreational activities are provided during leisure time.  Forty percent of them neither agree nor disagree that there is fair treatment of employees. Twenty eight percent of them disagree that there is recreational activities during leisure time. Only two percent of them disagree that the communication between the employees is good. Two percent of them strongly disagree that work done is appreciated.
	The table indicates that the employee’s feel that the communication system with the employee and organization is good and employee’s are treated with respect and care. Most of the employees feel that work done by them is appreciated which will encourage them to work more efficiently.



F.EMPLOYEE’S ATTITUDE TOWARDS JOB
The table explains about how the employee’s feel about their job and the attitude they have about the job they do. Employee’s attitude towards their job is presented in Table VI.
TABLE VI
EMPLOYEE’S ATTITUDE TOWARDS JOB 
	
Attitude
	   N=60

	
	Always
	Sometimes
	Never

	I am satisfied with work.
	37(62)
	22(36)
	1(2)

	I am clear about my job responsibilities.
	
21(35)
	
32(52)
	
8(13)

	Work is very stressful
	22(37)
	26(43)
	12(20)

	I feel emotionally drained after a working.
	
14(23)
	
32(54)
	
14(23)

	I feel frustrated every morning at the prospect of going to work.
	
14(23)
	
31(52)
	
15(25)

	I find it difficult to express my opinions to my superiors.
	
21(35)
	
20(33)
	
19(32)

	I feel that this job is not going to help me attain my career goals.
	
17(28)
	
32(53)
	
11(18)


Figures in the parentheses indicates percentage

 The data shows that Sixty two percent of the employees were satisfied with their work. Only Twenty three percent feel frustrated during every morning while going to work. Fifty two percent said they were clear about their job and responsibilities only sometimes. Thirty three percent find it difficult to express their opinion to their superiors. Thirty three percent of them never feel nervous to express their opinion to their superiors. Only two percent feel that they are never satisfied with their work.
This indicates that the employees are clear about their role in the organization and only less no of employees feel emotional drained and stressed always. It also indicated that most of the employees are satisfied with their job.
G.INFRASTRUCTURE OF THE ORGANIZATION
Infrastructure of the organization is presented in Table VII.
TABLE VII
INFRASTRUCTURE OF THE ORGANIZATION 
	

 Measures
	  N=60

	
	
Strongly Agree

	
Agree
	
Neutral
	
Disagree
	
Strongly 
Disagree

	Pure drinking water
	35(58)
	21(35)
	3(5)
	1(2)
	-

	Toilets are maintained clean.
	9(15)
	21(35)
	21(35)
	9(15)
	-

	Canteen

	9(15)
	19(32)
	15(25)
	17(28)
	-

	Food is offered at subsidized  rate
	5(8)
	15(25)
	25(42)
	15(25)
	-

	Instructions on Safety and Health  
	13(22)
	13(22)
	22(37)
	10(16)
	2(3)

	First aid facilities

	9(15)
	19(32)
	26(43)
	6(10)
	-

	Fire Fighting tools used

	10(16)
	9(15)
	22(37)
	19(32)
	-


Figures in the parentheses indicates percentage

	 The data shows Fifty eight percent of the employees strongly agree that pure drinking water is provided by the organization. Only eight percent of them strongly agree that food is provided at subsidized rate. Thirty five percent of the employees agree that toilets are maintained clean. Only fifteen percent of the employees agree that proper fire fighting tools are used by the organization. Forty two percent neither agree nor agree that food is offered at subsidized rate. Thirty two percent of them disagree that fire fighting tools are used. Only three percent strongly disagree that instructions on safety and health are given properly. 
The table indicates that the organization is providing proper facilities to its employees and following the rules of the government and keeps the employees comfortable.

H.REWARDS GIVEN BY THE ORGANIZATION
This table explains the rewards given by the organization to encourage the employee’s. It also improves the efficiency of the employee’s. The rewards given by the organization is presented in Table VIII.

TABLE VIII
REWARDS GIVEN BY THE ORGANIZATION 
	
      Rewards
	N=60

	
			Yes
	No

	Fair Salary
	13(22)
	47(78)

	Health Insurance schemes.
	21(35)
	39(65)

	Over time salary
	36(60)
	24(40)

	Yearly Bonus Scheme
	34(57)
	26(43)

	Performance Appraisal System
	30(50)
	30(50)

	Compensation paid for workers
	26(43)
	34(57)


Figures in the parentheses indicates percentage



Seventy eight percent of the employees feel that they are not given fair salary. Thirty nine percent of them feel that there are no proper insurance schemes in the organization. Sixty percent feel that over time salary is given properly. Fifty percent feel that there is proper performance appraisal system. Fifty seven percent feel proper compensation is paid for the workers. Interestingly cent percent of the employees are paid proper Provident fund, ESI and Gratuity is paid by the organization.

The table indicates that most of the employee’s are not satisfied with their salary but it is also indicated that overtime salary is paid properly to the employees and all the employees are covered under ESI, Provident fund and Gratuity scheme which provides a sense of security to the employee in future

I.RETENTION STRATEGIES ADOPTED BY THE ORGANIZATION
	The retention strategies used by the organization is presented in Table IX

TABLE IX
RETENTION STRATEGIES ADOPTED BY THE ORGANIZATION
	Retention Strategies
	N=60

	
	Frequency
	Percentage

	Salary
	24
	40

	Job security
	13
	22

	Loyalty
	6
	10

	Supervision/management
	4
	7

	Retirement benefit
	4
	7

	Company image
	3
	5

	Fringe benefit
	3
	5

	Career development
	3
	5




CHART I
GRAPHICAL REPRESENTATION OF RETENTION STRATEGIES ADOPTED BY THE ORGANIZATION


The above table says that forty percent of the employees feel that better salary will make them stay in an organization. Twenty two percent feel that job security is one of the reasons that will make the employees stay in the organization. Only six percent feel that loyalty towards the company will make them stay in the organization. Only four percent feel that management of the organization and retirement benefit will make them to stay in the organization. Only three percent feel that company image, fringe benefits and career development will make the stay in an organization.









J.SUGGETIONS FROM EMPLOYEES
This table explains about the recommendations/suggestions given by the employee’s in the organization which may help them to stay in the organization in future. This is presented in Table X.
TABLE X
SUGGESTIONS FROM EMPLOYEES

	Suggestions
	  N=60

	
	Frequency
	Percentage

	Transport facilities
	20
	33

	Better Salary
	15
	25

	Job rotation
	3
	5

	Training
	7
	12

	Rewards & Recognition
	15
	25










CHART II
SUGGESTIONS FROM EMPLOYEES


The bar diagram indicates that thirty three percent of them suggest that better transport facilities can be provided by the organization. Twenty five percent suggest that better salary will make them stay in the current organization. Only five percent employees feel that job rotation will decrease attrition.













V.SUMMARY AND CONCLUSION

	All organizations accept some degree of absence and attrition and certain degree of attrition is declarable, as it creates opportunities to introduce new ideas and expertise to the organization and providing career development opportunities for existing employees. Persistently high levels of attrition are costly to individuals, organizations and the economy as a whole. Attrition adversely affects efficiency, productivity, profitability and morale of the organization. In fast moving business world, talented people get significant opportunities as per their academic and professional qualifications.

	The study entitled “Attrition among Employees” was undertaken with the objective: To access and analyze the factors causing attrition and ways to reduce them. The area chosen for the study was “Isha Crafts Private Limited, Coimbatore, with the total sample of 60 employees. For conducting the research, questionnaire was used as a tool to elicit socio-economic background and factors responsible for causing attrition.

FINDINGS
Findings are given below
A.Socio-Economic characteristics of the Employees
· Forty eight percent of the employees were female.
· Forty percent of the employees belonged to the age group 26-35yrs.
· Sixty five percent of the employees have completed under graduation.
· Fifty eight percent of the employees are married.
· Ninety percent of the employees were from Nuclear family. 
· Fifty three percent of the employees resided in their own house.
· Fifty seven percent of the employees were from urban community.




B.Job profile of the Employees
· Eighty percent of the employees had less than five years of experience.
· Twenty seven percent of the employees belonged to Production department.
· Twenty nine percent of the employees earn 12001-15000.

C.Factors of Attrition in the organization
· Twenty eight percent of the employees agreed that the working environment is uncomfortable.
· Forty six percent of the employees agreed that the salary is less.
· Twenty eight percent of the employees agreed that there is lack of career development.
· Twenty seven percent of the employees strongly agreed that there is no participation in organization’s decision making.
· Seventeen percent of the employees agreed that they do monotonous work.
· Thirty percent of the employees agreed the infrastructure was poor.

D.Reasons that may lead to Attrition
· Seventy seven percent feel insufficient payments is the reason for attrition. 
· Thirty five percent of the employees feel that lack of career advancement is reason for attrition. 
· Forty five percent of the employees feel that work stress is the reason for attrition. 
· Fifty seven percent of the employees feel neither agree nor disagree that relationship with colleagues will cause attrition.
· Thirty five percent of the employees say that working conditions of the organization cause attrition.
· Twenty five percent of the employees feel that location of the workplace is one of the reasons for attrition. 
· Twenty eight percent of the employees feel that availability of alternative job opportunities is one of the reasons for attrition. 
· Thirty seven percent of the employees feel health issues is one of the reasons for attrition.
· Only sixteen percent of the employees’ feel weddings and other functions cause attrition.


E.Workplace environment	
· Forty eight percent of the employees agreed the communication system is good.
· Twelve percent of the employees strongly agreed the employee’s suggestions and grievances are considered.
· Thirty one percent of the employees agreed that there is fair treatment of employees.
· Twenty eight percent of the employees agreed that there proper lunch and tea breaks.

F.Employee’s attitude towards job
· Sixty two percent of the employees always feel satisfied with their work.
· Fifty two percent of the employees felt sometimes they were clear about their job responsibilities.
· Thirty seven percent of the employees always felt their work is stressful.
· Thirty five percent of the employees always felt difficult to express their feelings to their superiors.
· Thirty two percent of the employees always felt their job will not help them attain their career goals.

G.Infrastructure of the organization
· Fifty eight percent of the employees strongly agreed that pure drinking water is provided.
· Fifteen percent of the employees strongly agreed that there is canteen facility.
· Thirty two percent of the employees agreed that first Aid facilities are available.
· Sixteen percent of the employees strongly agreed that fire fighting tools are properly maintained.

H.Rewards given by the organization
· Seventy eight percent of the employees felt they are not paid fair salary.
· Sixty percent of the employees agreed that they are paid overtime salary.
· Fifty percent of the employees felt that there is proper performance appraisal system.
· Fifty seven percent of the workers felt they are not paid proper compensation.


I.Retention strategies adopted by the organization
· Forty percent of the employees feel that better salary will make them stay in an organization. 
· Twenty two percent of the employees feel that job security is one of the reasons that will make the employees stay in the organization. 
· Only six percent of the employees feel that loyalty towards the company will make them stay in the organization. 
· Only four percent of the employees feel that management of the organization and retirement benefit will make them to stay in the organization. 
· Only three percent of the employees feel that company image, fringe benefits and career development will make the stay in an organization.

J.Suggestions by the Employees
· Thirty three percent of the employees feel better transport facilities will make them stay in the organization. 
· Twenty five percent of the employees feel that better salary will make them stay in the current organization.
· Five percent employees feel that job rotation will make them stay in the organization.
· Twelve percent of the employees feel proper training will make them stay in the organization.

RECOMMENDATIONS
· The organizations should identify the causes of workers attrition and seek means of reducing the attrition in order to enhance corporate performance.
· More openness and transparency on the part of management.
· In addition to individual counseling make use of family counseling methods.
· The organizations should provide enabling work environment conducive enough to enhance the health and welfare of the employees.
· Organization should ensure organizational culture that encourages employees’ innovation that could enhance the level of productivity; this will enhance the level of organizational productivity and overall performance.


CONCLUSION
	 Organizations planning for the future should be giving close attention to why attrition is occurring in the preset. To ignore why people are leaving the organization is to ignore the organization’s greatest asset – its people. Thus, Organizations should create an environment that fosters ample growth opportunities, appreciation for the work accomplished and a friendly cooperative atmosphere that makes an employee feel connected in every respect to the organization. Retention plans are an inexpensive way of enhancing workplace productivity and engaging employees emotionally.
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AVINASHILINGAM UNIVERSITY FOR WOMEN
DEPARTMENT OF HOME SCIENCE AND EXTENSION
ATTRITION AMONG EMPLOYEES
 QUESTIONNAIRE
The Objective of the research is to understand the factors that contribute Employee Attrition. The Investigator assures you that the analysis / your response / opinion shall be kept highly confidential & shall only be used for the current research.
I.Socio-economic characteristics of the employees:
	 Name
	

	 Gender
	Male             Female 

	 Age Group
	a)16-25      b) 26-35       c)36-45      d)46-55      
e) Above 55

	 Length of Service in the present
organization ( in Years)
	a)<5         b) 6-10       c) 11-15        d) 16-20         
e)Above 20

	Designation
	

	Income(in Rs)
	a)5000-7000              b)7001-10000 
c)10001-12000          d)12001-15000

	Educational Background
	a) Below high sec   b) Higher secondary  
 c)Bachelor Degree        d)Master’s Degree      
e)Diploma Holder           

	Marital status
	a)Married       b)Unmarried

	Size of the Family
	a)2members      b)3members      c) 4members  
   d)above 4

	Type of family
	a)Joint family   	b)Nuclear family

	Nature of  the House
	a)Rented house       b)own house 

	Geographic Location
	a) municipality           b)coperation

	Address
	

	Religion
	

	Bank account
	Yes          No

	         If yes, mention the bank name
	

	 Credit/Debit Card
	Yes          No

	 Ration Card
	Yes          No

	Aadhar Card
	Yes          No

	Type of school 
	Government        Private

	Medium of schooling
	English         Tamil

	Medical insurance
	Yes          No

	If yes, mention
	





II. Factors of attrition in the organization
	
Factors
	
	Strongly Agree



	
Agree
	
Neutral
	
Disagree
	
Strongly
Disagree

	
	Uncomfortable working condition



	
	
	
	
	

	
	Less salary



	
	
	
	
	

	
	No retirement benefits

	



	
	
	
	
	

	
	 Promotion systems are poor



	
	
	
	
	

	
	lack of career development 



	
	
	
	
	

	
	No Consideration for employee’s 
suggestions



	
	
	
	
	

	
	Lack of co-ordination with Superiors



	
	
	
	
	

	
	Monotonous Work



	
	
	
	
	

	
	Management’s retention strategies is
poor

	



	
	
	
	
	

	Infrastructure available at workplace is poor
	
	
	
	
	



III.Reasons that may lead to Attrition
	Reasons
	Agree
	Neutral
	Disagree

	Insufficient payment
	
	
	

	Lack of career advancement
	
	
	

	Work stress
	
	
	

	Relationship with  colleagues
	
	
	

	Working conditions
	
	
	

	Retirement Benefits
	
	
	

	Overtime
	
	
	

	Discrimination
	
	
	

	Location of the workplace
	
	
	

	Alternative job opportunities
	
	
	

	Sickness/Health Related Issues
	
	
	

	Family Issues
	
	
	

	Weddings/ Other Functions
	
	
	


IV.Workplace Environment
	
Statements
	Strongly Agree
	Agree
	Neutral
	Disagree Agree
	Strongly Disagree

	Communication system is good
	
	
	
	
	

	Employees are treated with due respect.
	
	
	
	
	

	Employee’s suggestions and Grievances are considered.
	
	
	
	
	

	Work done is appreciated.
	
	
	
	
	

	Fair treatment of employees.
	
	
	
	
	

	Transport facilities available to access the workplace
	
	
	
	
	

	Proper lunch and tea breaks
	
	
	
	
	

	Recreational activities during leisure time
	
	
	
	
	




V.Employee’s Attitude towards Job
	Attitude
	Always
	Sometimes
	Never

	I am satisfied with work.
	
	
	

	I am clear about my work/job responsibilities.
	
	
	

	Work is very stressful.
	
	
	

	I feel emotionally drained after a work day.
	
	
	

	I feel nervous every morning at the prospect of going to work.
	
	
	

	I find it difficult to express my opinions about my job conditions to my superiors.
	
	
	

	I feel that this job is not going to help me attain my career goals.
	
	
	











VI.Infrastructure of  the Organization

	
Measures
	Strongly Agree
	Agree
	Neutral
	Disagree Agree
	Strongly Disagree

	Pure drinking water 
	
	
	
	
	

	Toilets are maintained clean.
	
	
	
	
	

	Canteen 
	
	
	
	
	

	Food is offered at subsidized  rate
	
	
	
	
	

	Instructions on Safety and Health  
	
	
	
	
	

	First aid facilities
	
	
	
	
	

	Fire Fighting tools used 
	
	
	
	
	



VII.Rewards given by the organization
	Rewards
	YES
	NO

	Fair Salary 
	
	

	Health Insurance schemes.
	
	

	Over time salary.
	
	

	Yearly Bonus Scheme.
	
	

	Performance Appraisal System 
	
	

	Compensation paid for workers 
	
	

	Provident fund
	
	

	ESI
	
	

	Gratuity
	
	







VIII.Retention Strategies adopted by the Organization
 Please rank the following factor that influenced you to remain the Organization (from 1 to 10).

Salary

Retirement Benefit 

Career Development

Working conditions

Supervision/Management

Fringe benefits

Recognition and reward

Job security

Loyalty towards the company

Company Image in the society

IX.Please specify any other strategies that the company should include or improve to retain its employees for a long period of time
_______________________________________________________________
____________.



THANK YOU
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