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ABSTRACT 

The development and achievement of any organization relies upon its employees. Pulling in 

the talented employees isn't an issue with IT Industry yet to retain employees is the greatest 

test. Worker turnover is the endless issue looked by the Indian IT industry because of less 

remuneration and less career development, disappointment with the workplace or with the 

bosses, less on location opportunities and misbalance amongst individual and expert life. 

Indian IT professionals are in great demand in India and in addition in abroad. The 

investigation concentrates on employee retention, different elements that influence 

representative retention and distinctive representative retention strategies received by the IT 

industry. 

A major test for Indian Information Technology Sector is to retain the employees for the 

drawn out stretch of time. The extreme focused business condition is encountering a major 

rivalry for skilled employees. Increment in efficiency and quality lies on actualizing 

distinctive ways and intends to retain key entertainers in the organization. This issue is 

extremely regular in IT industry. The IT industry goes up against the difficulties of enrollment 

and maintenance of best employees. In such manner the HR division is assuming an 

exceptionally essential part to hold the employees through different talent administration 

frameworks other training sessions, stress administration sessions, good career opportunities 

to grow in the same organization, empowerment, ESOP plan and many more now a days.  

INTRODUCTION  

The IT area is playing a noteworthy and 

prime part in creating revenue and in 

addition in giving work to around 2.9 

million individuals in India. As per the 

industry body NASSCOM, Indian IT 

division is evaluated to give direct 

employment to around 11 million by 2020. 

In FY 2013-14 IT part has contributed 

around 6.6% to India's GDP. India's 

human capital preferred standpoint has 

been one of the prime purposes behind the 

fast development of the IT division. 

Indeed, even in the post retreat, the IT area 

has seen gigantic development and today  

 

The market has turned out to be to a great 

degree aggressive. According to a report 

discharged by Lobby Group Nasscom in 

February, 2015, India's $118 billion 

information technology industry may 

witness an expansion in the pace of hiring, 

wages and indeed, even employee steady 

loss this fiscal as firms become quicker. 

With change in the worldwide economic 

condition and continuous ascent in 

innovation spending, the $118 billion 

Indian IT industry is relied upon to build 

its net procuring by around 6% over a year 

ago, including around 170,000-180,000 



Airo International Research Journal  December, 2017 
Volume XIII, ISSN: 2320-3714 

2 
 

employees in 2014-15. Fresher still shape 

the main part of hiring at 70% while 

contracting experienced experts contain 

the staying 30% yet with a change in the 

start-up condition, employing of 

experienced experts is relied upon to see a 

10% jump this year. 

Information Technology (IT) is 

characterized as the outline, advancement, 

execution and management of computer 

based information systems, especially 

software applications computer hardware. 

Today, it has developed to cover most 

parts of processing and technology. The 

Indian IT part assumes a vital part in 

India's economic development. IT Industry 

in India is seen as development engine of 

Indian economy, contributing in increment 

of Gross Domestic Product (GDP), urban 

employment and exports. 

In India 70% of IT companies are small 

companies and staying 30% are enormous 

companies they incorporate companies 

like TCS, Wipro, Infosys, Orange and 

HCL. As per NASSCOM's (National 

Association of Software and Services 

Companies) Indian IT Industry give direct 

employment to 2.8 million and indirect 

employment to 8.9 million specialists in 

2012. The household IT services in India 

is assessed to grow 12.8 billion of every 

2013 from 5.7 billion out of 2008-2009, 

speaking to an aggravated yearly growth 

rate of 18.6% from 2008 to 2013. India's 

human capital preferred standpoint has 

been prime explanations behind quick 

growth of the IT part. After subsidence 

there is a growth in Indian IT area and 

now the market turn out to be 

exceptionally competitive. In the present 

focused condition pulling in the talented 

employee and holding them is a major test 

looked by employer. Indian IT segment is 

extremely appealing to work with which 

give great workplace, compensation, 

rewards and acknowledgment, profession 

and development opportunities and on 

location facilities. 

Talent fascination and talent maintenance 

has turned into a noteworthy IT part has 

been the most appealing division to work 

which gives a splendid workplace, alluring 

compensation and rewards alongside good 

career development openings. Recruitment 

and determination of right employees is 

basic test for employers. Motivation and 

retention of profitable employees implies 

accomplishment of business in turbulent 

condition. The present situation is very 

perplexing where employers are 

confronting the trouble of pulling in and 

holding talent because of accessibility of 

more job open doors. High enlistment 

costs, loss of ability, diminish in efficiency 

and lower qualities are the aftereffects of 

employee turnover. 

Indian IT part assumes critical part in the 

economic growth of the nation. IT 

segment in India is the significant 

supporter of the GDP yet now days India’s 

IT part is confronting the issue of 

employee retention. The whittling down 

rate is high. Because of abundant of job 

openings accessible to the employees they 

will switch their job at whatever point they 

feel the need. The Indian IT segment pulls 

in foreign direct investment (FDP) 

however in the event that employees are 

not held by the associations then it will 

influence the work association with the 

outside nations and it will influence the 

economic growth of the nation. 

Consequently present examination will be 
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led to discover the variables that influence the retention of employees. 

 

Fig.1 Retention of Employees 

Employee Retention 

Long term health and achievement of an 

organization relies on retention of its 

employees. The opposition to hold key 

employees is extraordinary. Top level 

officials and HR offices invest expansive 

measure of energy, exertion and money to 

make sense of how to hold their 

employees. Employee retention alludes to 

different strategies and practices that are 

utilized by an association for holding its 

employees for greatest timeframe. As per 

Get Les McKeon, employee retention is 

characterized as "A Systematic effort by 

employer to create and foster an 

environment that encourages current 

employees to remain employed by having 

policies and practices in places that 

address their diverse needs”. It is a 

procedure in which employees stays in the 

organization for longer timeframe or until 

the point when the task is finished. 

Employee retention should be possible 

either specifically or in a roundabout way.  

 

On the off chance that an employee signs a 

record or lawful bond then he can be held 

in the organization. Retention isn't a 

formal procedure rather it concentrates on 

keep up invited condition, member morale 

and organizational process. Researchers 

have demonstrated that in future, fruitful 

organizations will be those which adjust 

their organizational conduct with the 

substances of present working conduct. 

Holding employees is useful for the two 

employees and for employer. Critical 

analysis of workforce trends shows that 

there is shortage of highly skilled 

employees who have the essential 

information and skills to perform, if the 

association can't hold these superior 

worker employees then it will leave with 

an understaffed, less qualified workforce 

that at last ruin their capacity to remain 

competitive. Employee turnover prompts 

loss of client and loss of business 

moreover. HR division again needs to 



Airo International Research Journal  December, 2017 
Volume XIII, ISSN: 2320-3714 

4 
 

invested time on screening, interviewing, 

contracting and preparing of new 

employee. The association invests time 

and cash to prep another joiner. They bring 

him at a level of existing employee and 

make him corporate prepared material. It is 

loss of organization when a totally trained 

employee leaves the organization. 

Successfully making good workplace, 

acknowledge good execution, giving them 

rewards and advantages, offering 

appreciation to employees are a portion of 

the courses for powerful employee 

retention. Employee retention procedures 

that are utilized as a part of the 

organizations go about as a balm on the 

organization's high weakening rate 

wounds. Employer should take a shot at 

their employee retention plans to guarantee 

that employee remains for most extreme 

time-frame in the organization. 

Significance of Employee Retention  

At the point when an organization has 

enlisted great individuals, trained them, 

incorporated them with high performing 

groups, it wouldn't like to lose them. 

Given beneath is a portion of the basis that 

portrays the significance of the same:  

 A pool of individuals who are 

accessible for organization at whatever 

point required.  

 A pool of individuals who could 

conceivably be future pioneers.  

 Strong pointers of organizational 

achievement. 

Organization endeavors such a large 

number of endeavors to pull in and hold its 

employees. In today’s focused world just 

high pay and assignment isn't critical for 

employees to hold them in the 

organization, yet some different factors 

likewise assume imperative part in their 

retention. The concentration of this paper 

is to how the organizations hold the skilled 

employees in the organization 

concentrating on the elements i.e. career 

development, initiative style, workplace, 

rewards and acknowledgment, 

organizational equity, compensation and 

performance appraisal. 

OBJECTIVES OF THE STUDY  

a. To distinguish the employees turnover 

issues.  

b. To dissect the different elements those 

impact employee retention 

administration.  

c. To recommend the restorative 

measures for compelling employee 

retention IT Companies. 

REVIEW OF LITERATURE 

B.K.Punia and Priyanka Sharma (2008) 

recommended that in current economic 

situation key factors that influence the 

employee retention are enlistment program 

me, logical job investigation and 

reasonable and expertise based 

conveyance of work assignments. Study 

featured the impact of age on employee's 

position as critical factor in employee 

retention. 

Eva Kyndt et al (2009) proposed that an 

association should give unique 

accentuation to learning of employees. 

Leadership style and age has positive 

association with employee retention. 

Scott L. Boyar et al (2012) recognized six 

reasons that assistance in clarify why 

people leaving their jobs. These elements 

are family circumstances, travel distance, 
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job-content, business related anxiety, 

association with companions and 

administrative help. It was discovered that 

employees who have less money related 

commitments will probably leave the 

company. 

Minu Zachariah and Dr. Roopa T.N 

(2012) demonstrated that there are close to 

home explanations behind leaving the 

organization; Organizational components 

that impact worker to remain back in the 

current organization, individual factors 

that impact representatives to remain back 

in the current organization, state of mind 

of representatives towards work and work 

relationship and desire of IT proficient 

from organization. 

Chandranshu Sinha (2012) distinguished 

that skill acknowledgment is an extremely 

successful retention procedure at any age. 

Employees can be held in an association 

by giving them great remuneration 

structure. Other retention systems are 

giving employee steady and learning 

condition, Flexible planning, training and 

advancement openings are vital retention 

techniques for holding the employees. 

Milkovich and Newman (2004) have 

obviously expressed that among a wide 

range of reward, money related pay is 

viewed as a standout amongst the most 

essential and noteworthy factor in 

retention.  

Garg & Rastogi (2005), clarified that in 

the present aggressive condition input is 

extremely basic for associations from 

employees and the more information the 

employee take in, the more he or she will 

perform and address the worldwide 

difficulties of the commercial center. 

Handy (2006) has specified that 

appropriate development, and assimilation 

of new learning is basic for survival in any 

workplace. Therefore information is the 

most costly resource of any firm. 

Vidal at al., (2007) in their inquires 

about/examines found that job fulfillment 

is an unpredictable wonder which is 

affected by factors like pay, working 

condition, self-rule, correspondence and 

organizational responsibility. 

B.K. Punia and Priyanka Sharma 

(2008) featured that in current economic 

situation the factors like enlistment 

program, scientific job examination and 

reasonable and aptitude based circulation 

of work assignments are the key factors in 

affecting the employees retention goals in 

industrial associations when all is said in 

done and the IT segment specifically 

consider featured the impact of age on 

employees position as critical factors in 

employee retention. 

Jindow Joseph and Dr. Shailaja Shastri 

(2013) recommended that movement is 

imperative factor for the turnover aims of 

an employee. Peers impact likewise 

influences the turnover goals of an 

employee. Work-life adjusts, better job 

content, administration strategies and 

salary standards impacted the aims to 

leave the place of employment. 

Luis R.Dominguez et al (2014) 

recognized that there are a few factors that 

influence the expectations of an employee 

to leave the company. These variables 

incorporate state of mind towards work, 

support, connection, equity, policies and 

practices, push, administration, conduct 

and individual identity. Employee's aims 

to leave occupation can be lessened by 
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favored approaches and practices, 

improvement of chances and inspiration. 

Stress is essential factor that triggers the 

employee to abandon it can be decreased 

by positive work options. 

Roshidi Hassan (2014) recognized that 

there are different components that 

influence the turnover goals of employees. 

These components incorporate 

organizational commitment, work stress, 

work attributes, promotion openings, pay 

level and rewards, nature of work-life and 

employment fulfillment. Employment 

stress is the most critical factor impacting 

turnover goals. 

Ms. S. Janani (2014) distinguished push 

factors and force factors that influence 

employee turnover goals. Push factors 

incorporate advantages and offices, size of 

organization, area of organization, nature 

and sort of organization, correspondence 

framework in organization and force 

factors are high pay, professional success, 

new difficulties and intriguing 

employment. There are some individual 

factors likewise that influence employee 

turnover expectations are age, marital 

status, health issues and family related 

issues. 

RESEARCH METHODOLOGY 

For this current study, descriptive research 

demonstrates has been done with particular 

destinations subsequently they result in 

unequivocal conclusions. This exploration 

tries to investigate the basic elements 

which are critical for talent retention in the 

IT area by leading survey to the workers. 

Five organizations of IT area were chosen 

for accumulation of primary data in Delhi 

NCR locale. From each organization, 20 

respondents from middle level 

administration were chosen for the 

examination. An organized questionnaire 

has been utilized to gather primary data 

from chose respondents. Secondary data 

has been gathered from different books 

and websites and journals. 

The five companies for think about were 

TCS, HCL Technologies Ltd., Cognizant 

Technology arrangements, Sapient, Wipro. 

The analyst focused on review by 

overseeing an organized questionnaire for 

100. Each of the traits in questionnaire was 

measured on 5 point scale. The 

information was examined with the 

assistance of SPSS 17.  

The apparatuses used to dissect the 

information included Factor Analysis, 

Cronbach's Alpha for testing the reliability 

of scales and Weighted average technique. 

The questionnaire comprises of both open 

and closed ended inquiries. It comprises of 

various parts. 

Section- A Demographic data,  

Section-B Reasons for employee leaving 

the association  

Section-C Job and Organizational 

components  

Convenience testing strategy was utilized 

to gather the information. The inquiries are 

legitimately confined to extract the data in 

regards to their retention. 

INFORMATION ANALYSIS AND 

PRESENTATION 

The sample size was 100 taken from 5 

chose IT organizations from Delhi NCR 

Region. Out of this 45 percent were 

software engineers, 35 percent were senior 

software engineers and 20 percent were 
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technical pioneers. In all out respondents 

68 percent were male and 32 percent were 

female respondents. To the extent age 

group is concerned 50 percent of 

employees had a place with the age 

gathering of 20-30 years and 28 percent of 

employee had a place with the age 

gathering of 30-40 years and 22 percent of 

employees had a place with the age 

gathering of 40 years or more. 

Table 1 Respondent Demographic Profile 

 Variables % 

Age group 20-30 50 

30-40 28 

40-Above 22 

Gender Male 68 

Female 32 

Title of job Software Engineer’s 45 

Senior Software Engineer’s 35 

Technical Leader 20 

Source : Computed And Consented By Analysts 

 

Reliability of Scales 

There are two parameters – Employees 

leaving Reasons and Factors influencing 

Retention. These two wide parameters 

comprise of different factors relating 

employees' retention. The aim to apply 

Cronbach's alpha is to test the 

dependability of information gathered 

through inquiries of the organized survey. 

The estimation of Cronbach's alpha has 

been appeared in table. 

Table 2 Cronbach’s Alpha value 

Parameters Cronbach’s Alpha 

Employees Leaving reasons 0.705 

Factors affecting retention 0.798 

Source : Computed And Consented By Analysts 
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Reliability of scales was surveyed by 

figuring the coefficient of alpha. All 

processed alpha coefficients were 

more noteworthy than 0.5, the 

estimation of Cronbach's Alpha is .7 

subsequently, were considered for the 

examination. Factor Analysis has been 

done in the wake of having reliability 

test as the estimation of Cronbach's 

alpha is more than 0.5; it is worthy to 

be considered for facilitate 

examination.  

Elements Impacting Employee 

Retention Management 

With the assistance of mean score factors 

were recognized that can impact the 

employee retention administration. 

Weighted had given on scale from weight 

of 5 to weight of 1. Weight of 5 has been 

appointed to "strongly Influence", weight 

of 4 has been doled out to "Affected", 

weight of 3 has been given to "Unbiased", 

weight of 2 has been doled out to "weakly 

Influenced" and weight of 1 has been 

allotted to "Uninfluenced"

 

CONCLUSION  

It is plainly uncovered that in this present 

cut throat rivalry, the organization should 

plan to create, actualize and oversee great 

and viable employee retention techniques 

which can improve their faithfulness and 

engagement for longer time-frames. Level 

of employee association, responsibility 

and commitments are the markers of 

retention. Organization now should have 

make systems like great organizational 

culture having smooth working hours, 

focused pay structure, great working 

conditions, job self-governance, job 

broadening, and assignment and 

strengthening. In the event that an 

Employee leaves the organization on 

general premise; it will ruin the 

development of organization badly so it is 

must to have employee retention for best 

business accomplishments. 

This paper infers that employee retention 

has turned out to be significant worry for 

corporate now days. The retention of the 

valuable IT specialists end up noticeably 

troublesome step by step because of 

complex nature and demands of the work 

and powerlessness of administration to 

comprehend their need driving them to 

change their jobs. This investigation draws 

out that workplace, family issues, pay, 

connection with bosses employers are the 

unmistakable variables that might be 

considered while arranging a job change 

by an IT proficient. Each organization 

needs to hold its employees yet when they 

get trained have inclination to move to 

other organization for better prospects. 

This paper presumes that organizations felt 

the significance of retention techniques 

and acknowledged that without it they 

won't have the capacity to get by in 

aggressive market. A few advantages like 

lucrative compensation, adaptable 

planning, better workplace and better 

career development helps in retention. In 

the event that any employee is leaving 

organization then HR division should 

intercede and know the correct purpose 

behind taking off. Organization should go 

for creating successful retention practices 

and strategies which increment employee 

retention. 

Organizational culture, Compensation 

structure, absence of rewards and 

acknowledgment, development 
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opportunities and administration bolster 

had assumed an indispensable part in 

employee attrition. Variables that affecting 

the retention of employees expressed by 

employees might be finished up. 

FINDINGS  

Techniques Should Be Adopted By IT 

Industries 

Powerful Performance appraisal 

practices: The respondent employees said 

that it definitely impacted retention big 

way in light of the fact that it will improve 

their career openings. 

Training and Development 

Opportunities: Mostly respondents 

expressed that skills improvement; 

learning updating in the job greatly affects 

employee retention.  

Ideal utilization of skills and capacities: 

Respondent had expressed that powerful 

usage of skills and capacities prompts 

great employee execution and 

engagement.  

Management Support: The respondent 

expressed that help from management in 

everyday practices, coordination prompts 

retention of employees. 

Compensation Structure: The respondent 

employees said that reasonable wages and 

pay structure incite them to work for 

longer timeframes with the association.  

Career Advancement Opportunities: 

Respondents employees said that open 

doors for good career working in the 

association have had an effect on 

inspiration and retention of employees. 

Job Autonomy: Respondents felt that job 

self-governance made employee glad and 

felt them allowed to take their own choices 

that prompts job fulfillment and retention.  

Working Environment: The respondent 

said that great working conditions, shared 

trust impact retention of employees.  

Work Life Balance: Respondents 

employees expressed that job fulfillment; 

receptiveness and nature of work life 

impact the retention.  

Rewards and Recognition: Respondents 

had expressed that rewards and 

acknowledgment rehearses prompts 

inspiration level of employees and impact 

the level of retention in the association.  

Reasonable and Equal Treatment 

Practices: The respondents felt that 

reasonable and equivalent treatment 

upgraded their social glory and make 

favorable condition to work with that 

prompts fulfillment and retention. 
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