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ABSTRACT 

Business environment in global scenario is witnessing significant changes. Employees have their own needs which 

they expect to get fulfilled by the organizations. Similarly, organizations also have goals which they expect to be 

satisfied by the employees. However, in due course of time, employees feel that their expectations are not met by the 

organizations and start leaving the organization. A bad attrition is not good for organizations as it refers to high 

performers leaving the organization. Employee engagement factors can play a bigger role in reducing badattrition 

among employees. This study seeks to identify the impact of employee engagement factors on reducingbadattrition 

in organizations. For this purpose, multiple regression analysis has been used. To proceed with the analysis, 

employee engagement factor is considered as independent variable and attrition factors are considered as 

dependent variables. The study finds that there is a positive cause and effect relationship between dependent and 

independent variables. Finally, the study arrives at meaningful conclusion which can be used as basis for further 

management research in studies relating to employee engagement.  

Keywords: Changing business environment, Employee expectations, Failure in achieving Personal goals, Bad 

attrition and Employee engagement. 
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INTRODUCTION 

Bad attrition is the situation in organizations 

where high performing employees begin to 

leave the organization due to unfavorable 

working conditions, organizational policies 

and several other job related factors in the 

organization. Employee attrition is good 

when the low performing employees leave 

the organization whereas the reverse 

situation is not good for the organization. 

Further employee attrition in general refers 

to the situation where employees leave the 

organization either due to retirement age or 

several natural factors. But practically it is 

not happening so. Thus increasing attrition 

rate is becoming a serious issue among 

organizations today. 

The following are the reasons for employee 

attrition in the organization 

1. Work life imbalance among 

employees in the organization. 

2. Rudeness on the part of the 

organization when employee fails to 

achieve his productivity level. 

3. Mismatch between the personal 

goals and organizational goals. 

4. Lack of participative management in 

the organization. 

5. Lack of training and career 

development opportunities. 

6. Attrition can as also be due to lack of 

faith and confidence among 

employees towards their 

organizations.  

Some of the disadvantages of the employee 

attrition are as follows 

1. It can result in decreasing work 

performance. 

2. It can increase the cost of 

recruitment of new workers. 

3. The daily task management in 

organizations becomes difficult if the 

attrition rates are in a increasing 

trend. 

4. It will create a negative image on 

company among its stakeholders.  

With this background of the reasons and 

disadvantages of employee attrition, this 

research paper through multiple regression 

analysis seeks to present how employee 

engagement factors can help in reducing 

badattrition in organizations.  

RATIONALE OF THE STUDY  

Several research studies have focused on the 

various factors that have lead to employee 



ELK ASIA PACIFIC JOURNAL OF HUMAN RESOURCE MANAGEMENT AND ORGANISATIONAL BEHAVIOUR 

ISSN 2349-0409; DOI: 10.16962/EAPJHRMOB/issn. 2349-0409; Volume 4 Issue 1 (2018) 

 
 

attrition in the organization. These research 

studies have focused on exploring different 

job oriented, psychological and other factors 

that has lead to the employee attrition in the 

organization. This study is unique because it 

tests the various factors leading to employee 

attrition through confirmation of the impact 

of different factors on staying intentions of 

the employees in the organization. This 

research study is also unique because it 

shows how each independent variable will 

affect the dependent variables and whether 

each factor has positive or negative cause 

and effect relationship with the dependent 

variables. Further this study also unique 

because it seeks to study the influences of 

different factors and especially considers job 

satisfaction as a mediating variable to 

measure the employees willingness to stay 

in the organization.  

OBJECTIVES OF THE STUDY 

The various objectives of the study are as 

follows 

 To understand the importance of 

attrition in organizations.  

 To study the impact of employee 

engagement factors on reducing bad 

attritions. 

 To offer suggestions on reducing bad 

attritions in organizations. 

SIGNIFICANCE OF THE STUDY 

This study will benefits the following 

Information Technology sector 

companies. 

 This research study will benefit the 

information technology companies. First, it 

provides them an idea about certain factors 

that will influence attrition in organizations. 

Secondly, the study will also provide them 

information about how each of the factor 

influences the employee attrition. This will 

enable them to create a favorable 

organizational climate in the organization. It 

will also help the companies to reframe their 

HRM policies with regard to compensation 

and rewards, career development 

opportunities for employees and further will 

enable these companies to concentrate on 

those key results area that will improve 

organizational conditions influencing job 

satisfaction. 

 Management Researchers 

This study will also benefit the management 

researchers. This can be replicated by 

considering several other factors influencing 
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attrition in the organization. It will provide 

the management researchers with an idea to 

consider factors that commonly affects both 

employee attrition and employee 

engagement. Further it will also enable them 

to extend the research by developing a 

structured equation model for employee 

attrition in organization. 

SCOPE OF THE STUDY 

The study titled “Impact of employee 

engagement factors on bad attritions in 

organizations” is limited to the scope of the 

respondents in Chennai city. There are many 

employee engagement factors in the 

organization. But only those factors which 

have significant impact on the employee 

engagement and employee attritions alone 

are considered in this study. These factors 

include career development opportunities, 

compensation and rewards, relationship with 

co-workers, job satisfaction and staying 

intentions of employees in their concerned 

organizations.   

LIMITATIONS OF THE STUDY 

The various limitations of the study are as 

follows 

 The study uses only data that is 

easily accessible and relevant for the 

study. So it may not judge entire 

scenario which otherwise would 

have been possible if accessibility 

was possible for all the data related 

to employee attrition and employee 

engagement.  

 The study is mainly focused on 

information technology companies’ 

employees in Chennai city and 

therefore results might vary if the 

study is replicated in different 

geographical location. 

 The study further focuses on 

information technology companies 

and results can vary if the same 

study is conducted with different 

sector. 

  

REVIEW OF LITERATURE 

Adhikari Atanu (2009) describes that there 

are mainly four factors which increase the 

employee attrition. The first factor is related 

to work, the second is related to skills of an 

employee, the third is related to skills of the 

employer and the last is the issue related to 

the salary of an employee. 
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Batt Rosemary and Alexander J.S. Colvin, 

(2011) focused on the factors responsible for 

an employee to leave his organization and 

suggest solution for reducing the employee 

turnover. According to the author lack of 

satisfaction with human resource plans and 

policies and poor working conditions are the 

major reasons for employee attrition. It 

increases high employee cost, disturbance in 

the production, disturbance in the 

functioning in other departments and other 

problems in an organization. 

K. Balanaga Gurunathan and V. 

Vijaylakshmiji (2012) describes about the 

factor responsible for employee attrition. 

The author explains that generally people 

feel that employees work for only money 

but it is not true. Money is not the only 

factor for which the people work but there 

are many other factors such as 

acknowledgement forthe achievements, 

suitable work timing, career growth and 

development. The author suggests that there 

should be good communication and 

recognition must be given to employees but 

there is no suitable plan or policy for 

retention of employee. 

S.A. Bojagar (2012) conducted a study to 

find out the contribution of 

organizationalfactors in workers job 

satisfaction in Pimpri Chinchwad area. 

According to the author an intention to find 

better career options elsewhere was found 

the first reason for leaving the job followed 

by family problem, lack of learning attitude, 

switching over even for a little hike in 

salary, and lack of good relations with 

colleagues. 

Wahab Rabiah Abdul and Noor Faizah 

Mohd Lajin (2012) describe that 

compensation and benefit, job 

responsibilities, supervision and peer 

relationship are the factors which lead to 

voluntary turnover. If these factors are 

overlooked it may have a negative impact on 

employees and these are the factors which 

push an employee to leave an organization. 

RESEARCH METHODOLOGY 

The data required for this study is collected 

from both primary and secondary sources.  

PRIMARY DATA 

Primary sources are original sources from 

which the researcher directly collects the 

data not collected earlier. The data obtained 

from these sources are called primary data. 

The primary data for the study is collected 
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through the structured questionnaire with 

close ended questions. Primary data 

collected through this study is of immense 

importance as these data have been further 

processed to lend it suitable for multiple 

regression analysis which is useful in 

studying the impact of employee 

engagement on bad attritions in 

organization.  

SECONDARY DATA 

The secondary sources represent those data 

that has been already collected and compiled 

for some other purpose the secondary data 

for the study is collected from various 

sources like journals, magazines and 

websites. Though these data are not used for 

analysis purpose, it was very much useful in 

identifying the research gap and develops a 

research problem. 

SAMPLING DESIGN 

The sample size consists of 50 respondents 

from Chennai city. Simple random sampling 

technique is used for the study. A simple 

random sample is a sampling technique in 

which each and every unit of the population 

has the equal chances of being selected as 

samples for the study. 

STATISTICAL DESIGN 

The statistical design used in this study is 

Multiple Regression Analysis. Multiple 

regression analysis is an advanced form of 

simple regression analysis. It is often used to 

functional relationship between one 

independent variable and two or more 

independent variables. The regression 

equation arrived through the study will help 

in understanding the functional relationship 

between  each of the independent variabe to 

dependent variable and derive at meaningful 

conclusions. 

 

DATA ANALYSIS AND 

INTERPRETATION 

Multiple Regression Analysis of Staying 

Intentions - measure of bad attrition in 

the organization 

 Dependent Variable – Staying Intentions 

(Y) 

Independent Variable – Career 

Development (X1) 

                                          Compensation 

and Reward (X2) 
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                                          Relationship 

with Coworkers (X3) 

Multiple R Value  : 0.615 

R square Value     : 0.318 

F Value                  : 8.922 

P Value                   : <0.000** 

Refer Table 1 Showing analysis of 

multiple regression analysis 

Multiple Regression Equation 

Y = 8.140 - 0.105 X1+ 0.348 X2+ 0.332 X3 

INTERPRETATION 

From the above table 1 showing the multiple 

regression analysis, it is clear that there is a 

significant relationship between relationship 

between coworkers and staying intentions of 

the employees. Hence we reject our null 

hypothesis that there is no significant 

relationship staying intentions and 

relationship between coworkers. Since the p 

value is less than 0.01, we accept our 

alternate hypothesis at 1% significance 

level. This hypothesis is true because 

support and interpersonal relationship with 

colleagues in the organization play an 

important role in satisfying the social needs 

of the employees. When this social need is 

not satisfied, employees irrespective of their 

better performance do not like to stay in the 

organization. 

Compensation and rewards is significantly 

related with the staying intentions of the 

employees in the organization. Since the p 

value is less than 0.05, the alternate 

hypothesis stating a significant relationship 

between staying intentions and 

compensation and rewards will be accepted 

at 5% significant level. This is because 

employees would like to give their full 

support and co operation for the 

organization that equally rewards them with 

monetary and non monetary benefits. 

Otherwise employees do not like to stay in 

the organization where unfair pay practices 

are going on. 

From the above regression equation, career 

development opportunities seem to have 

negative relationship with staying intentions 

of the employees in the organization. 

Employees do not like to work in the 

organization which offers only career 

development opportunities but also looks for 

several other factors in the organization. 

Statistically for every one increase in Y 

variable, X1 decreases by 0.105.  All other 
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variables namely compensation and rewards 

and relationship with coworkers seem to 

positively influence the staying intentions. 

Statistically for very increase in Y variable, 

X2variable increases by 0.348 and X3 

variable increases by 0.332. 

It should be noted that multiple regression 

analysis is the appropriate tool of the study. 

The study seeks to identify the impact of 

employee engagement factors on bad 

attrition. Thus, it is more concerned with 

cause being employee engagement and 

effect being on bad attrition for which 

regression analysis is the perfect tool for 

studies seeking to identify the functional 

relationship between the variables.  

FINDINGS 

The study arrives at some important findings 

relating to employee attritions.  Relationship 

with coworkers has significant relationship 

with staying intentions of the employee 

intentions of the employees with p value of 

0.002. This is because peer relationship 

satisfies the social needs of the employee as 

per Maslow’s theory of motivation and if 

this need is not satisfied, employees will 

start leaving the organization. Compensation 

and rewards have significant relationship 

with staying intentions of the employee 

intentions of the employees with p value of 

0.034. Thus for many years, it is being 

proved by researches that compensation and 

rewards will influence employee attrition. 

Thus the study agrees with Athikari Atnu 

(2009) which also identifies salary of 

employees as the major factor increasing 

employee attrition. The reason being 

compensation is a dissatisfying factor. In 

other words, if it is not present in sufficient 

level, it will cause dissatisfaction to an 

employee as stated by the Herzberg theory 

of motivation to work. Career development 

opportunities in the organization have 

negative relationship with the staying 

intentions of the employees. Thus it is clear 

that career development opportunity is not a 

constant factor influencing employee 

attrition. While some related literature 

reviews identified these as influencing 

factor, due to changing business conditions 

this study finds that it is not an influencing 

factor of employee attrition. 

CONCLUSION 

To conclude, employee attrition is a major 

problem for any organization. There is a 

huge gap between demand and supply of 

skilled manpower in our country. This being 



ELK ASIA PACIFIC JOURNAL OF HUMAN RESOURCE MANAGEMENT AND ORGANISATIONAL BEHAVIOUR 

ISSN 2349-0409; DOI: 10.16962/EAPJHRMOB/issn. 2349-0409; Volume 4 Issue 1 (2018) 

 
 

the scenario, it is a big loss for company if 

the employees start leaving the 

organizations. Even if the underperforming 

employees leave the organization, it is good 

for companies but bad attritions is focused 

more high performers leaving the 

organizations. This again will affect the 

competitive position of the companies in 

their relevant sector. Therefore steps should 

be taken to reduce bad attritions in 

organization. Attrition rates can be reduced 

by increasing the employee engagement 

factors in the organization. Further it should 

be noted that job satisfaction plays an 

important role in deciding the employee 

engagement and supportive work conditions 

can create job satisfaction which can result 

in reducing the attrition rate in the 

organization. 

SUGGESTIONS 

Employee turnover is now the growing 

issues in the organization. Due to mismatch 

between the demand and supply for skilled 

labors, it will be worse for the organization 

to lose high performers. This study suggests 

that bad attrition in the organization can be 

reduced to some extent by standardizing the 

basic pay structure and other benefits should 

be based on the performance of the 

employees. Employees performance should 

be appreciated in regular intervals to 

motivate them increase their efficiency and 

thereby satisfying both organizational goals 

and personal goals of the employees. 
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LIST OF TABLE 

Table 1 Showing analysis of multiple regression analysis 

 

 

 

 

Variables Unstandardized 

Coefficients 

Standardiz

ed 

Coefficients 

t Sig. 

B Std. Error Beta 

(Constant) 6.825 2.618  2.607 .012 

Career Development -.105 .189 -.098 -.557 .581 

Compensation and rewards .348 .160 .360 2.182 .034 

Relationship with coworkers .332 .099 .456 3.340 .002 

a. Dependent Variable: Staying Intentions 


