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Abstract - The present paper explores the challenges that are faced by the employers and HR managers in the context of 
alarming increase in the attrition of the employees in the Indian Information Technology sector. This present phenomenon is 
a bane not only to the employees in Indian IT sector but to all other sectors in the global market. This paper discusses and 
evaluates the intensions of the employees of the IT sector about the attrition and about the different reasons that contribute to 
the ever growing problem of attrition. 
Design/Methodology: The study evaluated 120 employees of the different IT companies in India. Convenience method of 
data collection is considered and questionnaire was administered which contained different issues specifically pertaining to 
compensation, job specific, peers relations, career growth and organizational culture. 
Results: The results indicated that the reasons of attrition among the IT employees are dynamic in nature. There is a change 
in the opinions of the employees about the reasons for attrition with a change in their age, gender, education, marital status, 
qualification and designation. 
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I. INTRODUCTION 
 
In the last decade information technology has 
changed the entire prospective  of the Indian business 
scenario in the global market  where the fast evolving 
knowledge economy coupled with the latest 
information technology is providing unlimited  job 
opportunities to the highly trained and efficient  
Indian professionals in the IT sector. India has acted 
accordingly and competed with the global leaders in 
the field of information technology and has become 
one of the major market leader in global human 
resource market.  In the present scenario Indian 
Information Technology professionals are competing 
with the big players who have been dominating in the 
Information technology global market over decades. 
With the growing opportunities for the IT 
professionals in India, who are catering the 
international clients needs there is a huge requirement 
of IT professionals in the global market. With so 
much demand for the Information Technology 
professionals there is a shortage in finding right 
people for right job and who meet their job 
expectations. Not only finding the right candidate for 
the right job is a challenge but retaining the candidate 
for a longer period has become a major challenge to 
the employers. With the alarming growth of the 
employee attrition in the information technology 
sector which has turned out to be a critical challenge 
for the employers. Employers and HR managers are 
striving hard to address the burning issue of rise in 
the attrition among information technology 
professionals which is affecting the overall 
performance of the organizations profitability. Need 
of the hour is that the reasons for the attrition among 
the information technology professionals be 

articulated, analyzed and addressed. So that 
appropriate steps are being taken to address the 
growing attrition. As attrition is a bane to the 
different sectors worldwide, globally continuous 
research is carried to address the issue so that solution 
is arrived keeping in view the different geographical, 
economical, technological parameters are being 
explored by the employers, HR managers and 
practitioners.   
 
Indian a major happening place for digital innovation 
with a rich ecosystem of highly professional and well 
qualified IT employees .  India has become one of the 
reliable destinations for the delivery of the digital 
services in the global IT market by contributing to 
75% of deliveries for the companies which are based 
out of India. The Indian IT industry earnings are  $11 
Billion during the  year 2017 consistently growing 
year by year with  an earnings of  $60 Billion  in last 
5 years. According to NASSCOM Indian IT Industry 
is set grow at the rate between 7-9 % during the 
2018-19 and 7.8% being in the 2017-18. The 
expected growth of IT to $310 billion by 2020, 
present being $180 billion.  It is estimated that over 
one lakh new jobs will be added during the year 
2018, adding to the existing strength of 3.97 Million 
(NASSCOM, 2018). 
 
The present paper is divided into five sections. 
Section 2 contains a review of the literature on 
attrition. Section 3 provides a detailed research 
methodology followed for the present study. Section 
4 deals with the results and discussion, explaining 
details about the outcome of the present study 
explaining the reasons for the attrition among the IT 
employees and finally section 5 concludes the study. 
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II. LITERATURE REVIEW 
 

Shine David (2015), in his research carried among the 
employees in IT sector working in different cities of 
India to analyse the cause of attrition. Data was 
collected from the IT employees when analysed it 
yielded 5 . Results of the study suggest that the 
organisational culture, career growth conditions, 
working conditions, work pressure and mutual trust  
are the reasons for attrition in IT 
sector.Asmafarooque, Habibuddin (2015), explored 
about the numerous  that are the cause for the high 
rate of attrition in the hotel industry. In his study 
conducted in the national capital Delhi reveals that 
the attrition rate in the hospitality sector will double 
by 2020. Reasons for the attrition are inadequate 
salary, increased stress in the job, lack of career 
growth opportunities are the major reasons which are 
contributing in the growth of attrition in hotel 
industry. Batty DoranceJeen (2014), mentioned that 
all the organization of different sectors have a high 
concern about the employee attrition. Attrition is 
causing damage to both the employer and employees. 
Research was carried out in the retail industry at 
Bangalore city in the context of attrition. Data was 
collected and analyzed which revealed that the  like 
qualification, career growth  and relations with the 
peers relations , working conditions at the work place 
are contributing the growth of attrition.Janani 
(2014),concludes that attrition is a problematic trend 
not only to the small organizations but also the larger 
one. According to the study conducted compensation 
is one of the major reasons for the increased attrition 
problem. Numerous job opportunities are available 
for the skilled and experienced employees as there is 
a huge shortage of availability of the experienced 
ones. Its high time for the organizations to realize the 
intensity of the attrition problem and frame the new 
or change the existing hr strategies that address the 
attrition so that the expenditure on the new 
recruitment and training is reduced. Vidya Sunil 
Kadam and Thakar (2014), has concluded that 
attrition is at peak among the age group of 24-28 
years. It was also found that with an average age of 2-
4 years were found to be leaving their jobs. Further 
the research also mentioned that the main reasons for 
the increased attrition is dissatisfaction about the pay 
related issues, lack of career growth opportunities and 
not satisfied with peers relations. Pietersen and Oni 
(2014), hasidentified that the main reason for the high 
rate of attrition among your age IT professionals and 
among female employees. Poor pay and uncertain 
career growth opportunities contribute in the growth 
of the attrition. Job dissatisfaction and managers and 
supervisors autocratic method of functioning towards 
the employees result in the growth of the attrition. 
Shivani Mishra, Deepa Mishra (2013), explains about 
research conducted in the shipping industry in 
Gujarat. The purpose of the research was to evaluate 
the causes of the attrition, identify different domains 

of the organizations, HR practices, environmental  
which have their impact or influence on the 
employees intention to stay with the 
organization.(Gupta, 2013), stated that attrition is 
very high in the BPO sector, as employees were 
absconding or without any prior  notice officially to 
the organization where they are working. Attrition 
was at 15.6% during 2009, and it has increased 
drastically to 35% in 2012. Department of human 
resource also tracks the attrition of the employees. 
The study was focused mainly on the recruitment and 
retention related challenges faced by the BPO 
industry and explore the reasons for the high attrition 
among the employees who are into their first year of 
recruitment. Michael O. Samuel, Crispen Chipunza 
(2013), articulated that due to the huge competition in 
the academic institutions across the higher education 
and research landscape of the south Africa. It is a 
major challenge for the academic institutions 
retaining the senior faculty. As there is a huge 
demand for the experienced academicians worldwide. 
Results of the study revealed that challenging 
working conditions, asses to research facilities and 
job security are the primary priority for the 
academicians to stay with the institutions. 
GayatriNegi (2013), stated that attrition is 
unavoidable in any organization but can be managed 
because its impossible to provide permanent and 
promising workforce. The research mentions various 
causes of attrition in a different point of view and 
what are the consequences of the attrition on both the 
employers and employees. it also mentions about 
both  the positive and negative effects of 
attrition.Shashikala S, SushmaRavindra (2013), 
articulated about the severity of the attrition along  
the length and breadth of the all the sectors in Indian 
economy. It also mentions bout the highest attrition 
rate in the IT and Telecom sector. The present study 
identifies that only compensation dose not result 
employee loyalty. SavneetKaur (2013) concluded 
there does not exist any single universal management 
strategy for addressing the growing attrition rate in all 
the sectors. According to the requirement of 
organizations they have to formulate their own 
strategy which addresses the growing attrition 
problem which in turn should meet both the 
organization and individuals needs which leads in 
attaining organizations goals. Kinnear and 
Sutherland, (2013), concluded that appropriate 
compensation, mutual understanding job rotation, job 
security were some  that boost the morale of the 
employees to stay long with the organization. The 
management have to kook both the internal and 
external  that have their influence on the attrition of 
the employees. N. Malati, Dr. Prakash Sharma 
(2013), mentions bout the huge costs are involved 
which will have its effect  directly or indirectly  on 
the organizations. Due to the growing attrition 
problem there is a huge shortage for the competent 
and well qualified academicians. Rajesh Verma, 
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AanchalAggarwal (2012), State that there is a 
outbreak of attrition in last decade among different 
sectors of the Indian economy. Indian insurance 
sector is expected to grow to the level of being in 3rd  
position at global level by 2020. To reach there 
insurance companies have to take steps to curb the 
growing attrition problem. With the increase in 
attrition among the sales force in insurance sector. 
The study conducted concentrated mainly on how to 
manage attrition among sales force. Kariuki Elizabeth 
Wambui (2012), explains the  which contribute to the 
attrition are when expectations of employee are not 
attended properly, inadequate job satisfaction, no 
recognition, nonflexible working hours, poor working 
conditions, lack of support from the peers relations, 
job stress and work life balance . the author 
recommends the implementation of SDV transami to 
endure clear job description and it trains managers 
and superiors in promoting work life balance without 
effecting output and have a glance at their 
performance management and craft the appropriate 
compensation packages which are considered to be 
competitive resulting in the retention of the skilled 
workers. AnkitaSrivastava, YogeshTiwari, Hradesh 
Kumar (2011), stated that the main purpose of the 
study was to identify the actual causes of the attrition 
and evaluate the level of satisfaction, involvement 
and motivation to generate the employee sustenance 
in the institution. The study delivered appropriate 
strong measures which will contribute to the retention 
of employees for a long time by the organization. 
B.K. Punia and Priyanka Sharma (2008), states that 
the program like induction, scientific job analysis, fail 
and skill based job roles are the key influencers of 
attrition in the IT sector. The study also highlights the 
influence of age and employee current position on 
attrition. Srivastava, Vinay k. and ShaileshRastogi 
(2008), states that the reasons for the attrition are 
career growth, family problems, and dissatisfaction in 
the context of job allocation, recognition of the 
employee for their contribution and free and fair 
career advancement opportunities. Management 
control system has the capacity to induce objectivity 
and minimize the dissatisfaction of the employees 
resulting in the low attrition resulting in the growth of 
organizations productivity. 
 
III. RESEARCH METHODOLOGY 

 
The present study is conducted to evaluate the 
different causes of attrition of the employees of the 
Indian information technology sector. In order to 
attain the above objectives a well structured 
questionnaire is prepared and administered in which 
section 1 comprises of questions related to the 
demographic details of the IT employees from the 
selected companies and the section 2 comprises of 
five different variables relating to attrition. The 
population for the present study comprised employees 
from the IT companies that are located in India. The 

companies selected for the present study are listed in 
the NASSCOM. The data collected through survey 
have been analyzed by statistical tools like, Mean, T 
test and ANOVA. 
 
Validity and Reliability: The variables having its 
impact on the attrition are chosen for the present 
study have been sourced and formulated from the 
literature whose content validity is  being validated 
and demonstrated already. Opinions of the HR 
professionals from different organizations of IT 
industry are considered in the preparation of the 
scale. 
 
Objectives of the Study: 
1. To know the Various Reasons of employee 

Attrition. 
2. To explore different factors that influence 

employee attrition. 
Hypothesis 
1. There is no impact of demographics  on IT  

employee attrition 
2. There is  no difference in the opinion about the 

reasons of attrition among IT employees 
 
Scope of the Study 
The scope of the present study is about the opinion on 
growing attrition among the IT employees working in 
the different organizations that are located in India. 
The study throws light on the different that are the 
main reason for the increase in the attrition in 
selected organizations and through this study valuable 
suggestions are conveyed to the organizations in 
addressing or minimizing attrition. 
 
IV. RESULTS AND DISCUSSION 
 
In this paper, the results and discussion are organized 
as three sections. In section I demographic profile and 
technical profile has been analyzed and presented. In 
section II, Overall reasons for attrition is summed up 
and shown as table 2. And in section III, influence of 
different demographics on all the dimensions, 
compensation, job specific, peers relations, career 
growth and organizational culture is explained in 
Table 3. 
Section I: 

Tabel-1  Demographic Details of the Respondents 
(N=120)Varia
bles 

Category Freq
uency 

Perce
ntage 

Gender Male 
Female 

67 
53 

56 
44 

Age 

21-25 
26-30 
31-35 
36 and above 

32 
42 
26 
20 

26 
35 
21 
18 

Marital Status Married 
Unmarried 

79 
41 

66 
34 
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Educational 
Qualification 

Graduate 
Post 
Graduate 
Professional 

26 
66 
28 

21 
56 
23 
 

 
Total Work 
Experience 

Less than 3 
4-6 
Above 6 

38 
52 
30 

32 
43 
25 

 
Annual 
Income 
 

Below 
3,50,000 
3,50,001-
6,00,000 
6,00,001-
8,00,000 
Above 
8,00,000 

29 
32 
38 
21 

24 
26 
33 
17 

Designation 

Software 
Programmer 
Senior   
Software 
Programmer  
Team Leader 
 Manager 

36 
44 
26 
14 

30 
36 
21 
12 

(Source: Primary Data) 
 
The details of the employees with regards to their 
demographic such as age, gender, marital status, 
academic qualification, designation and annual 
income are presented in the table 1. 
1. Gender: after a glimpse at the table 1, which 

reveals that the respondents are categorized into 
male and female of which 67 (56%) are found to 
be male and 53 (44%), are female. 

2. Age: regarding the distribution of respondents 
according to their age done, where it was seen 
that majority of the respondents were in the age 
group of 21-30 years (61%). Those belonging the 
age between 21-25 years are 26%, while those 
who are in the age group of 26-30 years are 35%, 
with in the age group of 31-35 are21% and with 
age of 36 years and above are 18% of the overall 
respondents.  

3. Marital status: with regard to the marital status 
of the respondents married employees are more 
than the unmarried one. Where 79 (69%) 
employees are married and 41(34%) employees 
are unmarried. 

4. Educational qualification: with respect to the 
educational qualification of the respondents 26 
(21%) of the employees are graduates, 66 (56%) 
of the employees have secured their post 
graduation degrees and the employees with a 
professional degree accounted to be 28 (23%). 

5. Total work experience: it  was observed among 
the respondents that majority of the employees 
were having experience of 4-6 years, while 
employees with an experience of less than years 
was 38 (32%) and  employees with above 6 years  
experience were 30 (25%). 

6. Annual income: the annual income of the 
employees  were in the range between 3, 50,000 

and above 8.00.000, where employees with 
annual income below 3,50,000 were 29 (24%), 
employees with annual income of 3,50,001- 
6.00.000 were 32 (26%), employees with 
6,00,001- 8,00,000 were 38 (33%) and 
employees with annual income more than 
8,00,000 were 21 (18%).  

7. Designation: about one third of the employees 
were working as senior software programmers 44 
(36%), followed by software programmer36 
(30%), 26 (21%) of them are working as team 
leaders and 14 (12%) of the employees are 
working as managers. 

 
Section II: 

Tabel-2  Views of the Employees about the Reasons for 
Attrition 

DESIGNATION DIMENSION MEAN 

 
 
Software 
Programmer 
 

Compensation  4.28 

Career Growth  4.21 

Organizational 
Culture  

4.03 

Job Specific  4.00 

Peers relations 3.93 

 
 
Senior   Software 
Programmer 
 

Compensation  4.18 

Career Growth  4.04 

Job-Specific  4.01 

Peers relations 3.92 

Organizational 
Culture  

3.90 

 
 
Team Leader 
 

Career Growth  
4.04 

Job Specific  4.01 

Compensation  3.98 

Peers relations 3.92 

Organizational 
Culture  

3.90 

 
 
Manager 

Career Growth  
4.34 

Organizational 
Culture  

4.31 

Job-Specific  4.12 

Peers relations 3.99 

Compensation  3.90 

(Source: Primary Data) 
 
The intensions of the employees regarding the 
reasons for the attrition are presented designation 
wise in the table 2. The mean score analysis clearly 
indicates that the cause of the attrition among the 
different section of designations which are varying 
with each other. From the above mean score it can be 
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observed that the factors that are influencing the 
employees in their reasons for leaving the 
organization is differing. Their reasons are found to 
be varying with a change in the designation and the 
causes of the attrition are organized with mean score 
wise against the designation. The highest mean score 
for software programmer is 4.28 for compensation 
followed by 4.21 for career growth, 4.03 
organizational culture, 4.00 job specific and 3.93 
peers relations. The highest mean score for senior 
software programmer is 4.18 for compensation 
followed by 4.04 for career growth, 4.01 job specific, 
3.92 peers relations and 3.90 organizational culture. 
The highest mean score for team leader is 4.04 for 
career growth, 4.01 job specific, 3.98 compensation 
followed by 3.92 peers relations and 3.90 
organizational culture. The highest mean  score for 
manager  is 4.34 career growth, 4.31 organizational 
culture,4.12 job specific, followed 3.99 peers 
relations and  3.90  compensation.  
 
Section III: 

Tabel-2 Views of the Employees about the Reasons for 
Attrition 

DEMOGRAPHIC   SIG. RESU 
LT 

AGE ( F ) 

19.06 .000 Rejected 
42.17 .000 Rejected 
18.32 .000 Rejected 
10.43 .000 Rejected 
15.35 .000 Rejected 

GENDER ( t ) 
 

8.57 .000 Rejected 
44.3 .000 Rejected 
14.92 .000 Rejected 
10.55 .000 Rejected 
10.08 .000 Rejected 

MARITAL STATUS ( t ) 

19.11 .000 Rejected 

17.16 .000 Rejected 
4.52 .004 Rejected 
25.17 .000 Rejected 
5.24 .001 Rejected 

QUALIFICATION ( F ) 

11.21 .000 Rejected 

14.22 .000 Rejected 
13.61 .000 Rejected 
19.11 .000 Rejected 
5.24 .001 Rejected 

DESIGNATION ( F ) 

14.22 .000 Rejected 

11.44 .000 Rejected 
18.12 .000 Rejected 
10.72 .000 Rejected 
14.79 .000 Rejected 

EXPERIENCE ( F ) 

9.35 .000 Rejected 

14.6 .000 Rejected 
18.4 .000 Rejected 
5.93 .001 Rejected 

10.42 .000 Rejected 
(Source: Primary Data) 
Employees response for the five different dimensions, 
compensation , job specific , peers relations , career 
growth  and organizational culture  against all the 
demographics  is analyzed,  t test( gender and marital 
status) and  ANOVA results yielded are shown  in the 
table 3.  
 
Age: The results explain the variance in the intentions 
of the employees about the reasons for the attrition 
against the age. the results are found to be significant 
Where for compensation (F=  19.06 and P= 0.000), 
for job specific    (F =42.17 and P= 0.000), for peers 
relations  (F=18.32 and P =0.000),for career growth  
(F=10.43 and P=0.000)  and for organizational 
culture ( F= 15.35 and P=0.000). there is a change in 
the opinion of the employees about the reasons of 
attrition with a change in their age.  
 
Gender: The results explain about the difference in 
the opinions of the employees about their reason for 
leaving the organization. Where with a change in 
gender the preferences of the employees is changing, 
Where compensation ( t=8.57 and P= 0.000), for job 
specific  (t=44.3 and P=0.000), for peers relations (t 
=14.92 and P=0.000),for career growth ( t=10.55 and 
P  =0.000)  and for organizational culture  (t=10.08 
and P= 0.000) which is statistically  significant.  
 
Marital status: The results explain about the 
difference in the opinions of the employees about 
their reason for leaving the organization. Where with 
a change in marital status the preferences of the 
employees is changing, Where for compensation 
(t=19.11 and P= 0.000), for job specific (t= 17.16 and 
P=0.000), for peers relations (t=4.52 and P = 0.004), 
for career growth (t =25.17 and P=0.000) and for 
organizational culture (t=5.24 and P=0.001) which is 
statistically significant 
 
Qualification: The results explain about the 
difference in the opinions of the employees about 
their reason for leaving the organization. Where with 
a change in qualification the preferences of the 
employees is changing, Where for compensation (F= 
11.21 and P= 0.000), for job specific (F =14.22 and P 
=0.000), for peers relations (F=13.61 and P=0.000), 
for career growth ( F= 19.11 and P=0.000)  and for 
organizational culture   (F=5.24 and P=0.001) which 
is statistically  significant. 
 
Designation: The results explain about the difference 
in the opinions of the employees about their reason 
for leaving the organization. Where with a change in 
designation the preferences of the employees is 
changing, Where for compensation (F=14.22 and 
P=0.000), for job specific (F= 11.44 and P=0.000), 
for peers relations (F=18.12 and P=0.000), for career 
growth (F=10.72 and P=0.000) and for organizational 
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culture (F=14.79 and P=0.000)   which is statistically 
significant. 
Experience: The results explain about the difference 
in the opinions of the employees about their reason 
for leaving the organization. Where with a change in 
experience  the preferences of the employees is 
changing, Where for compensation( F= 9.35 and P= 
0.000), for job specific  (F  =14.6 and P= 0.000), for 
peers relations  (F=18.4 and P=0.000), for career 
growth  (F=5.93 and P  =0.001) and for 
organizational culture  (F=10.42 and P=0.000)  which 
is statistically significant. 
since all the P values are less than .05 percent for all 
dimensions and demographics the results  are 
statistically found to be significant, hence null 
hypothesis (Ho) is rejected and alternative hypothesis 
(HA) is accepted. Where in it can be stated that there 
is a significant influence of demographics on the 
employees opinion about the reasons for attrition. 
 
V. IMPLICATIONS OF THE STUDY AND 
CONCLUSION 
 
The most relevant implication of the present study to 
the HR professionals is that the reasons for the 
increase in attrition are due to numerous factors that 
have a role on the employees behavior pattern who 
are from different class of designations. The results of 
the study carried out indicate that depending upon the 
different demographic variables the reasons that are 
mentioned by the employees are dynamic in nature 
which pose a major challenge to the HR 
professionals. The greater the attrition, the lower is 
the efficiency in attaining organizational goals which 
directly or indirectly affects the profitability. 
Management has to prepare a strategy taking into 
consideration all the factors that influence the 
attrition rate. While formulating the strategy for 
crubbing the attrition various employee perspectives 
should be taken into consideration which results in 
the cost reduction, increased productivity, better 
talent acquisition and higher talent retention resulting 
their influence on the profitability of the organization. 
Employee retention strategies can be applied 
whenever required and they should be included at the 
management policy level. 
 
In the present research, different reasons for attrition 
have been explored. The data was collected from the 
employees of different IT organizations that are 
located in India. Multiple dimensions   such as 
Compensation, career growth, job specific, 
organization culture   and peers relations  have been 
considered and explored for the present study. The 
findings from the data collected from the IT 
employees  shows the overall reason for attrition is 
varying with a change in their designation held by 
them in the organization. Depending upon the 
designation of the employee their priorities about the 
reason that influence their decision about   leaving 

their organization varies. The present study reveals 
that there is a change in the opinion about leaving the 
organization among the career beginners and 
employees with higher designations and experience. 
 
LIMITATIONS OF THE STUDY AND SCOPE 
FOR FUTURE RESEARCH 
 
The present study was limited only to the IT sector 
companies in India and further the study focused only 
on the attrition related issues taking into 
consideration five different dimensions   which are 
compensation, job specific, peers relations, career 
growth and organizational culture related issues. 
Based on the present study regarding reasons for 
attrition among the IT employees, the scope for the 
future study is mentioned hereunder. 
1. The study on attrition can be done among the 

different departments within organization. 
2. The study on attrition can be done in  different 

sectors in India 
3. A study on attrition can be done exclusively on 

women employees in different sectors. 
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