VoLUME No. 2 (2012), I ssue No. 6 (JUNE) | SSN 2231-5756

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERGCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories

Indexed & Listed at:
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S:Al, Cabell's Directories of Publishing Opportunities, U.S.A!
as well as in Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)]

Registered & Listed at: Index Copernicus Publishers Panel, Poland
Circulated all over the world & Google has verified that scholars of more than 1388 Cities in 138 countries/territories are visiting our journal on regular basis.
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA

WWW.ijrcm.org.in



VoLUME No. 2 (2012), I ssue No. 6 (JUNE) | SSN 2231-5756

CONTENTS

Sr. P No.
o TITLE & NAME OF THE AUTHOR (S) reee
1. | THE IMPACT OF PLANNING AND CONTROL ON SERVICE SMES SUCCESS 1
GAD VITNER & SIBYLLE HEILBRUNN
2. | CHALLENGES FOR SMALL AND MEDIUM ENTERPRISES IN INFORMATION TECHNOLOGY IN THE CITY OF BANGALORE, INDIA 9

SULAKSHA NAYAK & DR. HARISHA G. JOSHI

3. | ROLE OF MANAGEMENT INFORMATION SYSTEMS IN MANAGERIAL DECISION MAKING OF ORGANIZATIONS IN THE GLOBAL BUSINESS 14

WORLD
MD. ZAHIR UDDIN ARIF, MOHAMMAD MIZENUR RAHAMAN & MD. NASIR UDDIN

4. | EFFECTS OF CALL CENTER CRM PRACTICES ON EMPLOYEE JOB SATISFACTION 19
DR. ALIYU OLAYEMI ABDULLATEEF

5. | DETERMINANTS OF CAPITAL STRUCTURE: EVIDENCE FROM TANZANIA'’S LISTED NON FINANCIAL COMPANIES 24

BUNDALA, NTOGWA NG'HABI & DR. CLIFFORD G. MACHOGU

6. | RELATIONSHIP BETWEEN INTRINSIC REWARDS AND JOB SATISFACTION: A COMPARATIVE STUDY OF PUBLIC AND PRIVATE ORGANIZATION 33
TAUSIF M.

7. | NUCLEAR ENERGY IN INDIA: A COMPULSION FOR THE FUTURE 42
DR. KAMLESH KUMAR DUBEY & SUBODH PANDE

8. | CONTEXTUAL FACTORS FOR EFFECTIVE IMPLEMENTATION OF PERFORMANCE APPRAISAL IN THE INDIAN IT SECTOR: AN EMPIRICAL STUDY 47
SUJOYA RAY MOULIK & DR. SITANATH MAZUMDAR

9. | ASTUDY OF CITIZEN CENTRIC SERVICE DELIVERY THROUGH e-GOVERNANCE: CASE STUDY OF e-MITRA IN JAIPUR DISTRICT 53
RAKESH SINGHAL & DR. JAGDISH PRASAD

10. | TWO UNIT COLD STANDBY PRIORITY SYSTEM WITH FAULT DETECTION AND PROVISION OF REST 61
VIKAS SHARMA, J P SINGH JOOREL, RAKESH CHIB & ANKUSH BHARTI

11. | MACRO ECONOMIC FACTORS INFLUENCING THE COMMODITY MARKET WITH SPECIAL REFERENCE TO GOLD AND SILVER 68
DR. G. PANDURANGAN, R. MAGENDIRAN, L. S. SRIDHAR & R. RAJKOKILA

12. | CRYTICAL ANALYSIS OF EXPONENTIAL SMOOTHING METHODS FOR FORECASTING 71
UDAI BHAN TRIVEDI

13. | COMPARATIVE STUDY ON RETAIL LIABILITIES, PRODUCTS & SERVICES OF DISTRICT CENTRAL CO-OPERATIVE BANK & AXIS BANK 75
ABHINAV JOG & ZOHRA ZABEEN SABUNWALA

14. | SECURE KEY EXCHANGE WITH RANDOM CHALLENGE RESPONSES IN CLOUD 81
BINU V. P & DR. SREEKUMAR A

15. | COMPUTATIONAL TRACKING AND MONITORING FOR EFFICIENCY ENHANCEMENT OF SOLAR BASED REFRIGERATION 84
V. SATHYA MOORTHY, P.A. BALAJI, K. VENKAT & G.GOPU

16. | FINANCIAL ANALYSIS OF OIL AND PETROLEUM INDUSTRY 90

DR. ASHA SHARMA

17. | ANOVA BETWEEN THE STATEMENT REGARDING THE MOBILE BANKING FACILITY AND TYPE OF MOBILE PHONE OWNED: A STUDY WITH 98
REFERENCE TO TENKASI AT VIRUDHUNAGAR DSITRICT
DR. S. VALLI DEVASENA

18. | VIDEO REGISTRATION BY INTEGRATION OF IMAGE MOTIONS 103
V.FRANCIS DENSIL RAJ & S.SANJEEVE KUMAR

19. | ANALYZING THE TRADITIONAL INDUCTION FORMAT AND RE — DESIGING INDUCTION PROCESS AT TATA CHEMICALS LTD, MITHAPUR 112
PARUL BHATI

20. | THE JOURNEY OF E-FILING OF INCOME TAX RETURNS IN INDIA 118
MEENU GUPTA

21. | ROLE OF FINANCIAL TECHNOLOGY IN ERADICATION OF FINANCIAL EXCLUSION 122
DR. SARIKA SRIVASTAVA & ANUPAMA AMBUJAKSHAN

22. | ATTRITION: THE BIGGEST PROBLEM IN INDIAN IT INDUSTRIES 126
VIDYA SUNIL KADAM

23. | INFORMATION TECHNOLOGY IN KNOWLEDGE MANAGEMENT 132
M. SREEDEVI

24. | ASTUDY OF EMPLOYEE ENGAGEMENT & EMPLOYEE CONNECTS’ TO GAIN SUSTAINABLE COMPETITIVE ADVANTAGE IN GLOBALIZED ERA 136
NEERU RAGHAV

25. | BIG-BOX RETAIL STORE IN INDIA — A CASE STUDY APPROACH WITH WALMART 142

M. P. SUGANYA & DR. R. SHANTHI

26. |IMPACT OF INFORMATION TECHNOLOGY ON ORGANISATIONAL CULTURE OF STATE BANK OF INDIA AND ITS ASSOCIATED BANKS IN 146
SRIGANGANAGAR AND HANUMANGARH DISTRICTS OF RAJASTHAN

MOHITA

27. | USER PERCEPTION TOWARDS WEB, TELEVISION AND RADIO AS ADVERTISING MEDIA: COMPARATIVE STUDY 149
SINDU KOPPA & SHAKEEL AHAMED

28. | STUDY OF GROWTH, INSTABILITY AND SUPPLY RESPONSE OF COMMERCIAL CROPS IN PUNJAB: AN ECONOMETRIC ANALYSIS 156
SUMAN PARMAR

29. | DEVELOPMENT AND EMPIRICAL VALIDATION OF A LINEAR STYLE PROGRAM ON ‘STRUCTURE OF THE CELL’ FOR IX GRADE STUDENTS 160
RAMANJEET KAUR

30. | PERFORMANCE APPRAISAL OF INDIAN BANKING SECTOR: A COMPARATIVE STUDY OF SELECTED PUBLIC AND FOREIGN BANKS 163
SAHILA CHAUDHRY
REQUEST FOR FEEDBACK 173

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VOLUME No. 2 (2012), | SSUE NO. 6 (JUNE) | SSN 2231-5756

CHIEF PATRON

PROF. K. K. AGGARWAL
Chancellor, Lingaya’s University, Delhi
Founder Vice-Chancellor, Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

PATRON

SH. RAM BHAJAN AGGARWAL
Ex. State Minister for Home & Tourism, Government of Haryana
Vice-President, Dadri Education Society, Charkhi Dadri
President, Chinar Syntex Ltd. (Textile Mills), Bhiwani

CO-ORDINATOR,
AMITA
Faculty, Government M. S., Mohali

ADVISORS
DR. PRIYA RANJAN TRIVEDI
Chancellor, The Global Open University, Nagaland
PROF. M. S. SENAM RAJU
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi
PROF. M. N. SHARMA
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal
PROF. S. L. MAHANDRU
Principal (Retd.), Maharaja Agrasen College, Jagadhri

EDITOR,

PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

CO-EDITOR.

DR. BHAVET
Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana

EDITORIAL ADVISORY BOARD
DR. RAJESH.MODI
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia
PROF. SANJIV MITTAL
University School of Management Studies, Guru Gobind Singh I. P. University, Delhi
PROF. ANIL K. SAINI
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi
DR. SAMBHAVNA
Faculty, [.L.T.M., Delhi
DR. MOHENDER KUMAR GUPTA
Associate Professor, P. J. L. N. Government College, Faridabad

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT .

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VOLUME No. 2 (2012), | SSUE NO. 6 (JUNE) | SSN 2231-5756
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga
MOHITA
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar

ASSOCIATE EDITORS

PROF. NAWAB ALI KHAN
Department of Commerce, Aligarh Muslim University, Aligarh, U.P.
PROF. ABHAY BANSAL
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida
PROF. A. SURYANARAYANA
Department of Business Management, Osmania University, Hyderabad
DR. ASHOK KUMAR
Head, Department of Electronics, D. A. V. College (Lahore), Ambala City
DR. SAMBHAV GARG
Faculty, M. M. Institute of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana
PROF. V. SELVAM
SSL, VIT University, Vellore
DR. PARDEEP AHLAWAT
Reader, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak
S. TABASSUM SULTANA
Associate Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad
SURIJEET SINGH
Asst. Professor, Department of Computer Science, G. M. N. (P.G.) College, Ambala Cantt.

TECHNICAL ADVISOR.
AMITA
Faculty, Government H. S., Mohali
MOHITA
Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar

FINANCIAL ADVISORS
DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS

JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT

SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VoLUME No. 2 (2012), I ssue No. 6 (JUNE) | SSN 2231-5756

CALL FOR MANUSCRIPTS

We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the area of
Computer, Business, Finance, Marketing, Human Resource Management, General Management, Banking, Insurance, Corporate Governance
and emerging paradigms in allied subjects like Accounting Education; Accounting Information Systems; Accounting Theory & Practice; Auditing;
Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History;
Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International
Economics & Trade; International Finance; Macro Economics; Micro Economics; Monetary Policy; Portfolio & Security Analysis; Public Policy
Economics; Real Estate; Regional Economics; Tax Accounting; Advertising & Promotion Management; Business Education; Management
Information Systems (MIS); Business Law, Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business;
Health Care Administration; Labor Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-
Profit Organizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational
Development; Production/Operations; Public Administration; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small
Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism, Hospitality & Leisure; Transportation/Physical
Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing;
Computer Graphics; Computer Organization & Architecture; Database Structures & Systems; Digital Logic; Discrete Structures; Internet;
Management Information Systems; Modeling & Simulation; Multimedia; Neural Systems/Neural Networks; Numerical Analysis/Scientific
Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic and Web Design.
The above mentioned tracks are only indicative, and not exhaustive.

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after preparing the same as per our submission
guidelines duly available on our website under the heading guidelines for submission, at the email addresses: infoijrcm@gmail.com or

info@ijrcm.org.in.

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

1 COVERING LETTER FOR SUBMISSION:

DATED:
THE EDITOR
IJRCM

Subject: ~ SUBMISSION OF MANUSCRIPT IN THE AREA OF

(e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify)

DEAR SIR/MADAM

Please find my submission of manuscript entitled ‘ ' for possible publication in your journals.

| hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it
under review for publication elsewhere.

| affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s).

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our
contribution in any of your journals.

NAME OF CORRESPONDING AUTHOR:

Designation:

Affiliation with full address, contact numbers & Pin Code:
Residential address with Pin Code:

Mobile Number (s):

Landline Number (s):

E-mail Address:

Alternate E-mail Address:

NOTES:

a)  The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from
the covering letter, inside the manuscript.

b)  The sender is required to mention the following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/
Engineering/Mathematics/other, please specify)

c)  Thereis no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript.

d)  The total size of the file containing the manuscript is required to be below 500 KB.

e)  Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance.

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission
of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal.

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised.

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email
address should be in italic & 11-point Calibri Font. It must be centered underneath the title.

4, ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods,
results & conclusion in a single para. Abbreviations must be mentioned in full.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VoLUME No. 2 (2012), I ssue No. 6 (JUNE) | SSN 2231-5756

5. _: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by
commas and full stops at the end.

6. _: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and
single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every
page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited.

7. _: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each
heading.

8. _: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.

9. _: The main text should follow the following sequence:
INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESES

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

SCOPE FOR FURTHER RESEARCH
ACKNOWLEDGMENTS

REFERENCES
APPENDIX/ANNEXURE

It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS.

10. _: These should be simple, crystal clear, centered, separately numbered & self explained, and titles must be above the table/figure. Sources
of data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text.

11. _: These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right.

12. _: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following:

4 All works cited in the text (including sources for tables and figures) should be listed alphabetically.
4 Use (ed.) for one editor, and (ed.s) for multiple editors.
4 When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order.
4 Indicate (opening and closing) page numbers for articles in journals and for chapters in books.
4 The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working
papers, unpublished material, etc.
o For titles in a language other than English, provide an English translation in parentheses.
4 The location of endnotes within the text should be indicated by superscript numbers.
PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
o Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
i Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS
4 Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther &

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.
JOURNAL AND OTHER ARTICLES

4 Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics,
Vol. 21, No. 1, pp. 83-104.

CONFERENCE PAPERS

4 Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India,
19-22 June.

UNPUBLISHED DISSERTATIONS AND THESES

i Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.

ONLINE RESOURCES

i Always indicate the date that the source was accessed, as online resources are frequently updated or removed.

WEBSITE

4 Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT .

A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories
WWWw.ijrcm.org.in



VoLUME No. 2 (2012), I ssue No. 6 (JUNE) | SSN 2231-5756
ATTRITION: THE BIGGEST PROBLEM IN INDIAN IT INDUSTRIES

VIDYA SUNIL KADAM
ASST. PROFESSOR
RAJARAMBAPU INSTITUTE OF TECHNOLOGY MANAGEMENT STUDIES
SAKHARALE

The IT is witnessing the highest attrition rates among talented workforce. Employee attrition is giving sleepless nights to HR managers. High attrition is big HR
challenge faced by IT industry. Most IT companies suffer high attrition, its reflects a company’s internal strength, weaknesses and Company’s ability. Attrition has
already become a problem. It will get worse over the next coming years. Attrition levels are touching double-digit figures across IT companies. The attrition rate
rose to 15.8 percent in 2011 from 13.4 percent in the previous year. Organization faces difficulties in retaining the existing employees and attracting potential
employees. This study is conducted to find out the main causes behind the increase in attrition in IT Industries and to find out the ways to control attrition. This
study was carried out in IT companies in Pune. In this study opinion of 100 employees was taken for the analysis. Primary data & secondary data are used for the
study. Opinion of 100 employees reveals that the average age being 24-28 years and the experience between 2to4 years having higher percentage of attrition.
Findings of studies are attrition rate was increased because of overseas opportunities, better offer in next door, compensation & boss relation. 40% IT
professionals left the job due to better offer in next door. Female employees left the job due to marriage & family problem. Majority of IT Industries are using the
retention policies for retaining of employees, these are Rewards &Recognition, good training program & work life balance.

KEYWORDS

Attrition, causes, control, Employee, IT industry.

INTRODUCTION

anpower attrition is an important problem which the IT industry faces today. Attrition is a fact of organizational life. Aimost all the industry sectors

have to battle increasing employee attrition rates globally and the Indian industries, too, are finding themselves in the throes of the problem.

With enhanced information technology and booming of the economy the employment opportunities in the business environment are on the increase
as well. As the companies are becoming aware of the enhanced opportunities and changing business environment employees in the companies are feeling
uncertain about their careers and, in turn, their future. The outcome of the above mentioned change is high employee stress, decreased productivity.

It is a known fact that employees are not inclined to continue in one particular organization, and keep on moving in search of a good career, experimenting on it
and their life interests. It is also a fact that employers usually want their star performers to be retained in their organization in their permanent positions,
without quitting the company Every HR managers feel that retaining their talented workforce is one of the challenging task, and it is becoming difficult for them
to tackle the problem of excessive attrition in their companies and to find ways of retaining their staff.

Attrition is a reduction in the number of employees through retirement, resignation, reassignment, transfer or means other than layoffs.

Attrition is the major issue in almost all the industries in recent times. Many organizations have started probing this problem in depth and are looking for
correlation between aspiration levels & differentiated package of solutions at different stages of one’s career. This philosophy centers around the compensation
package for juniors and mid- career professionals Attrition not only reflects the hiring policies of an organization, but also induction /retention strategies,
training methodologies, work culture and many other factors.

Beginning 1990s the Indian business environment has undergone remarkable changes. Most organizations viewed the presence of a long serving group of
employees as an indication of internal efficiency. However with economic liberalization opening up new career horizons for professionals in most industries, &
there by tremendously enhancing their prospects for mobility from one organization to another organization. Employee attrition is high in IT industries In the
backdrop of IT companies in Pune mulling a pact to curb attrition, a study has revealed that rate of attrition in Pune is one of the highest in the country. A recent
study by recruiting firm Team Lease points out that in the last one year, Pune, along with Delhi.

According to the, NASSCOM chairman Attrition rate at Infosys had gone up to 15.8 percent during the 2010-2011 fiscal. From just 13.4 percent during the
previous fiscal year. At the same time Mittal pointed out that as on March 31 2011 the attrition rate at Tata consultancy services (TCS) the largest software
service provider in the country continued to be constant at 11.8 percent.Wipro-15.8 percent, HCL Tech- 15.7 percent. From an employment perspective, Pune
shares positive hiring sentiment as well as a relatively high positive business sentiment. “There is a gradual increase in intent to hire from tier Il cities, showing
that companies are looking well beyond the urban markets for tapping talent,” Sangeeta Lala, vice-president, Team Lease Services Pvt Ltd, said.

Information Technology is one of the most important industries in the Indian economy. The IT industry of India has registered huge growth in recent years. In the
last ten years the Information Technology industry in India has grown at an average annual rate of 30%. The liberalization of the Indian economy in the early
nineties has played a major role in the growth of the IT industry of India. Deregulation policies adopted by the Government of India have led to substantial
domestic investment and inflow of foreign capital to this industry.

Some Abundant availability of skilled manpower is the major reasons for the significant growth of the IT industry of India. The software industry has been the
sunrise industry in India. The software industry will create millions of new job s in the years ahead. India more than any other developing nation, is seizing this
opportunity, & will become a huge exporter of software expertise. In fact India is likely to be a software superpower in IT map of the world .On account of it
being an important source of technically qualified manpower. One of the most distinctive characteristics of those software organizations is therefore to
recruit, train, empower, & retain the best & the brightest professionals. IT sector is one of the major contributors to the service sector growth in India.

In terms of specific sectors, the IT Enabled Services sector may be hit since a majority of Indian IT firms derive 75% or more of their revenues from the United
States .500 companies slash their IT budgets, Indian firms could be adversely affected. Instead of looking at the scenario as a threat, the sector would do well to
focus on product innovation (as opposed to merely providing services). If this is done, India can emerge as a major player in the IT products category as well.

LITERATURE REVIEW

Ammu Anantharaja (2009) said that the highest percentage of attrition is in voice based processing of BPO industries. Career growth, compensation and
supervision are the most important reason for attrition. Due to monotonous nature of the job, employees change their jobs.

Boxall et al (2003) in New Zealand confirmed the view that motivation for job change is multidimensional and that no one factor will explain it. However, over
time there have been a number of factors that appear to be consistently linked to attrition.

Mobley et al (1979) revealed that age, tenure, overall satisfaction, job content, intentions to remain on the job, and commitment were all negatively related to
turnover (i.e. the higher the variable, the lower the turnover.

Elangovan (2001) noted that the notion of job satisfaction and organizational commitment being causally related has not been incorporated in most turnover
models. His study indicated there were strong causal links between stress and satisfaction (higher stress leads to lower satisfaction) and between satisfaction
and commitment (lower satisfaction leads to lower commitment). He further noted a reciprocal relationship between commitment and turnover intentions
(lower commitment leads to greater intentions to quit, which in turn further lowers commitment)
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Morrell et al (2004) tested the unfolding model by studying the voluntary turnover of nurses in the UK. Their findings indicated that shocks play a role in many
cases where people decide to leave. Furthermore, they found that shocks not only prompted initial thoughts about quitting but also typically had a substantial
influence over the final leaving decision. They also noted that decisions to quit prompted by a shock are typically more avoidable. The authors suggest that their
research illustrates the importance for managers of understanding avoid ability i.e. the extent to which turnover decisions can be prevented 2
Palan (2008) said that in BPO sectors training does not lead to employee attrition as there is no plan to optimize organizational investment. To protect our
training investment, a comprehensive plan to retain employees need to be in place. It starts from selection & recruitment & ensuring that training is a process &
not an event engagement of the employee by the line manager & a competency based learning culture go a long way to enhance employee retention

Taplin et al (2003) conducted a large-scale turnover study in the British clothing industry. Two factors emerged as the most significant reasons for employees
leaving the industry. One was the low level of wage rates in the clothing industry relative to other manufacturing sectors. The other reason referred to industry
image with staff leaving because of fears relating to the long-term future of clothing manufacture in the UK. In this study, turnover rates were highest among the
most skilled workers

IMPORTANCE OF THE STUDY

The growing and prosperous Information Technology (IT) industry provides multiple job opportunities for the software professionals. Consequently, a large
number of people switch from one organization to the other. The National Association of Software and Service companies (NASSCOM) predicts that about 2.5
million new jobs would be created in India. Thus it is evident that, a large number of vacancies would be created because of the high rate of attrition as well as
the new opportunities created by the evolving job market. Thus maintaining the supply and demand of professionals in equilibrium would become an important
task for HR managers in the near future. Thus it is important to recognize and analyze the primary factors that cause attrition in man power due to “job

hopping”.

STATEMENT OF THE PROBLEM

High attrition is big HR challenge faced by industry. Most IT companies suffer high attrition problem. Engaged& satisfied employees are more likely to stay with
their companies. Identifying motivation & satisfaction factors for | T consultant High attrition, is therefore of great importance in increase employee retention.
The purpose of this research is to investigate what are the main reasons for leaving their companies. Organizations invest a lot on their employees in terms of
induction and training, developing, maintaining and retaining them in their organization. Therefore, managers at all costs must minimize employee’s attrition.
Although there is no standard framework for understanding the attrition process as whole, a wide range of factors have been found useful in interpreting
attrition. Therefore, there is need to develop a fuller understanding of the attrition.

OBJECTIVES

The management of various IT firms encounters challenge of employee attrition, which is beyond control & influence growth of an organization, present
research has been undertaken

1.  To study the Attrition problem in IT Industries.

2. Tounderstand the causes behind the employee attrition.

3. To propose remedial measures to control the attrition.

HYPOTHESIS
1. The age is affects on attrition.
2. The gender differentiation affects attrition.

RESEARCH METHODOLOGY

This research is undertaken to assess the causes of attrition and its remedies. The main aim is to ensure that the required data are collected objectively and
accurately.

PRIMARY DATA: Data regarding the causes of attrition and its remedies was collected directly by interacting with the employees of the organization by a
structured questionnaire.

SECONDARY DATA: The secondary data was collected from the magazines, journals and the internet.

SAMPLE SIZE: Data regarding perception towards employee attrition had been collected from 100 Employees working in different IT Industries. Researcher has
used purposive sampling method and collected quantitative data, the data collected from primary source were analyzed by using simple statistical tools viz.
tabulation, percentage etc.

RESULT & FINDINGS
SPECIFIC FINDINGS

1) It is found that the percentage of attrition was the highest (62%) among the respondents of 24-28 age categories and was the lowest (10%) among the
respondents of 19-23 age group categories and the 28% among the respondents of 29 and above group. From the analysis it is inferred that there is a
close relationship between the ages of respondents. And its impact on attrition.

2) Itis found that the percentage of attrition was the highest (73%) among the male respondents. And the lowest (27%) among the female respondents.
From the analysis it is concluded that there is a close relationship between gender and its impact on attrition.

3) Itis found that percentage of attrition was the highest (64%) among the respondents of 2-4 years experience and (17%) attrition among the 5 and above
year experience respondents.19% attrition was among the 1-2 years job experience respondents. From the analysis it is concluded that 3-4 years
experienced IT professionals having higher percentage of attrition.

4) Employees leave organization due to various reasons. 40% IT professionals left the organization due to better offer next door. 25% IT professionals
resigned due to overseas opportunities. 8% professionals leaving job for only higher package.12% IT professional left the job because of boss relation.
Very few professionals leave the job due to improper time schedule. From the analysis It is concluded that Majority of IT professionals left the job due to
growth opportunity.

5) Female IT professionals left the job and they shift the cities due to marriage. 4% IT professionals resign due to personal and family problem.2% employees
shifted other cities due to parent health.

6) Majority professionals are leaving the job voluntary and very few professionals leave the job due to company problem means voluntary attrition rate is
very high compare to involuntary attrition. Means the 92 percent employees left the job voluntary. And only 8 percent employees left the job involuntary.

7) Employees join IT firms with some objectives, they having higher dreams they want higher status for fulfilling their objectives that’s why they seek
opportunity elsewhere. Majority (67%) employees left the previous company due to better opportunity.

8) Qualification of a person impacts his decision regarding companies. High qualified people will always expect a better position suiting their profile and
often look for better compensation. They will have high level expectations and will always look for better the best. Switching jobs is their regular job.
According to my research study majority of the respondents are skilled.
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GENERAL FINDINGS

These findings are based on researcher’s observation and discussions during field work.

1. The most common reasons for which employees leave an organization is salary or compensation. Most employees who have been in the same organization
for a while expect to be compensated for their hard work and experience. If they feel that they are not being rewarded or even considered for an increase, they
very often look to move somewhere else where they can receive a higher salary.

2. An employer should always keep this in mind that beyond a point, an employee’s primary need has less to do with how he is treated and how valued he feels.
The first time an employee may not leave, but a thought has been planted, the second time that thought gets strengthened. The third time he starts looking for
another job.

3. Another factor which may prompt an employee to leave an organization may be the interpersonal relationships. Much of this depends directly on the
immediate managers. Different managers create problems for employees in different ways by being too authoritative, too selfish, too critical, but they forget
that employees are not fixed assets. They are free agents.

4. Here the employee chooses to separate himself from the organization because of personal reason such as ill-health, desire to return to the native place for
family reasons. The spouse is transferred and the current organization has no branch in the new location and so on. In the Indian context women may have to
give up their jobs post marriage to resettle elsewhere in the country or even post-pregnancy.

5. An employee leaves an organization if the fairness of the system does not inspire his confidence. Organization which pays scant regards towards employee
safety and care will also have to face the mounting attrition level.

6. High levels of stress and lack of work life balance- companies in their zeal to squeeze out every little ounce of productivity from their employees and further
increase profitability may opt for less number of employees. In the immediate context, it may produce palpable results. But in the long run perspective, stress
level may soar as employees groan under the weight of excessive workload. Employee’s personal life will also go for a toss due to alarmingly high level of work
pressure. Employee burn out and steep fall in productivity are the obvious fallout. Sooner than later employees will be constrained to rethink their priorities and
join an organization that promises a relaxed pace of work and a breathing space.

7. Sometimes employees have to separate from an organization as they have not completed their probation period successfully or they are being laid off for
want of work or their appointment was only on a temporary basis. In fact it is this aspect of separation that is most unpleasant since the earlier once discussed
were cases of separation which were employee initiated. Care must be taken by the organizations to ensure that the above be carried out as smoothly as
possible else, this could create a lot of negative impressions about the company which could be detrimental for the organizations image in the long run. One
major consequence of this type of separation is that it affects the morale of the employees at large and creates a feeling of insecurity in general.

Hence retention of talent pool is one of the biggest challenge in front today’s organization.

SUGGESTIONS

By referring above findings few prescriptions have been rewarded that may assist IT firms to retain intellectual, Knowledgeable and educated manpower, which

consequently helps organization to prosper.

1. OFFER FAIR AND COMPETITIVE SALARIES commensurate with industry. Fair compensation alone does not guarantee employee loyalty, but offering below
market wages makes it much more likely that employee will look for work elsewhere. To retain workers, conduct regular reviews of the salaries offer for
all job titles like entry level, experienced staff and supervisory —level. These salaries need to be compared with department’s salaries with statistically
reliable averages. If there are significant discrepancies, then management needs to take steps to ensure that organization is in line with the marketplace.

2. DEVELOPING A GOOD TRAINING PROGRAM: Training is a vital function of every organization which helps employees in performing effectively. Providing
proper training is essential to both employer and employee in increasing their skills and managing their job more easily. It is essential for both professional
performance and organizational development. It helps employees perform effectively and efficiently.

3. REWARD AND RECOGNITION OF EMPLOYEES: In the changing business environment the employers should be aware of how they have to be recognized
and rewarded as an employee. With the change in the information technology and work culture, employers should be aware of providing innovative
recognition and reward programs, and should be reviewed from time to time. Traditionally, employees used to be rewarded once in a year but with the
change in the business environment, the way the rewards and recognition is provided to the employees has also changed. Recognition and rewards are
considered to be powerful tools for employee motivation, satisfaction and performance management. Rewards can be in monetary and non- monetary
terms. Monetary rewards are important for a company that recognizes and rewards its employees. Recognizing and rewarding the employee’s
performance will help the organization celebrate its success. The different reward system available are variable pay, lump sum merit awards, meeting
expectations awards and so on.

4.  STOCK OPTIONS: Various compensation policies have been evolved at corporate level, as companies started looking for innovative ways of retaining their
employees. One of the ways is to use stock options. Stock options are generally the right but not obligation to buy the company’s stock at some point in
the future at a predetermined price. Granting stock options to employees has a positive effect on the overall performance of the organization. They are
offered by both public and privately held companies. They have found their way to India in 1990s and have begun to be used by them as one of the
retention tools. Infosys was the first stock option schemes (ESOS). These options were also effectively used by companies in retaining their talented
workforce.

5. STRENGTHEN THE RECRUITMENT PROCESS: Employee retention invariably depends upon effective recruitment. When an organization hires an employee
who has the right mix of skill set and personality, he is pretty much likely to stick to his job. It is quite necessary for an organization to have cleared,
accurate and a very transparent recruitment process. It is equally important to be frank and realistic with potential hires.

6.  CAREER OPPORTUNITIES: World class training, development and career management are effective tools that will help an organization to retain its talent.
It makes sense to find out employees expectations vis-a-vis the company and ensure that it is delivered. Companies should provide an opportunity to put
the employee’s career on high growth trajectory mode. Employee should be encouraged to attend meetings and seminars at regular intervals. Companies
should have a constant dialog with employees about their professional aspirations. Companies can financially sponsor and support the employees to
pursue higher qualifications without losing their gainful employment.

7.  EXIT INTERVIEWS: Exit interviews stand out as one of the best option to get into the roots of the attrition problem. Exit interviews provide the HR
managers a chance to understand what an employee needs and also to discover workplace issues. Many organizations often find it difficult to unearth the
areas where the problem is most severe, pr to expose the specific causes of employee attrition. In such cases exit interviews stand as an ideal platform,
where the HR managers gain a clear picture about their employee’s demands and take initiatives before they lose their star performers to their
competitors. Exit interviews, if conducted properly, can be very effective tools in retaining the employees. The HR managers should know how to diagnose
the results obtained from the exit interviews. They also feel that outsourcing exit interviews often reduces the costs. Exit Interviews as a tool for talent
retention.

8. WORK LIFE BALANCE- In today’s competitive world, work life balance has become a buzzword and often people are realizing that they are in need of
balancing their work and home life. In efforts to earn more money and to have a good quality of work life, they have been trying hard, there by missing
the point of balance between work and home. With the shift of the economy towards knowledge economy, employees have started working for 12-14
hours instead of 8-9 hours per day, and even the meaning and importance of the quality of work life has also changed. There is a need to restructure their
work schedule and bring about a balance between the employees work life.
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CONCLUSION

Attrition is becoming a serious problem in today’s corporate environment. As employee attrition has been the silent killer for improving the organizational
productivity. Attrition cost for many organizations are very high and can significantly affect the financial performance of an organization. From results it can be
concluded that there are various reasons behind employee attrition. These reasons are best offer next door, overseas opportunities, Boss relation problem,
higher package, further overseas studies, shifting of cities due to marriage, family and personal problem, improper time schedule and parent’s health requires
moving to other cities. Voluntary attrition rate is high between the ages of 24-28 years. After getting the 2-4 years experience IT professionals got higher
opportunity so the growth opportunity is the main reason of the voluntary attrition. This research paper proposed a remedial measure if implemented and
executed properly would help concern organization to understand their employees’ needs with regard to their career, job, and family and follow the above
mentioned remedies and retained their talented workforce, thereby meeting their expectations and requirements, and thus reducing employee attrition.
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APPENDIX
DATA ANALYSIS
TABLE NO. 1: IMPACT OF AGE ON ATTRITION
S.N. | Age No. Of Respondents | Percentage (%)
1 19-23 10 5
2 24-28 62 73
3 29 & above | 28 22
Total 100 100
120
100

B No. Of Respondents

M Percentage (%)

19-23 24-28 29 & above Total

TABLE NO. 2: IMPACT OF GENDER ON ATTRITION

S.N. | Gender | No. Of Respondents | Percentage (%)
1 Male 73 73
2 Female | 27 27

Total 100 100
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TABLE NO. 3: IMPACT OF EXPERIENCE ON ATTRITION

S.N. | Experience in Years | No. Of Respondents | Percentage (%)
1 1To2 19 19
2 2To4 64 64
3 5 & above 17 17
Total 100 100

120

100

B No. Of Respondents

M Percentage (%)

1To2 2To 4 5 & above Total
TABLE NO. 4: IMPACT ON MARITAL STATUS ON ATTRITION
S.N. | Marital status | No. Of Respondents | Percentage (%)
1 Married 68 68
2 Unmarried 32 32
Total 100 100
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TABLE NO. 5: CAUSES OF ATTRITION

S.N. | Causes of Attrition No. Of Respondents | Percentage (%)
1 Higher Package 8 8
2 Better offer next door 40 40
3 Overseas opportunities 25 25
4 Further overseas studies 2 2
5 Boss Relation problem 12 12
6 Improper time schedule 2 2
7 Shifting of cities 5 5
8 Parent health requires moving to other cities | 2 2
9 Family problem and personal problem 4 4
Total 100 100
120
100
80
60
B No. Of Respondents
M Percentage (%)

TABLE NO. 6: TABLE SHOWING VOLUNTARY ATTRITION RATE

S.N. | Attrition No. Of Respondents | Percentage (%)
1 Voluntary attrition 92 92
2 Involuntary attrition | 8 ]
Total 100 100
120
100
80 -
60 - M No. Of Respondents
M Percen 9
40 - ercentage (%)
20 -
O -
Voluntary Involuntary Total
attrition attrition
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