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Abstract  
In particular era, the collaborative domicile paving the immense threat is retaining the genius/talent. Attrition 

has been a perpetual headache for an organization. Organizations require detecting contemporary ways to detain 

the most competent workforce. Contemporary executives and manpower executives are substantially fascinated 

in lessening attrition in the establishment. This paper focused on reviewing the retention policies and control 

mechanism of attrition adopted by the organization. Any organization has to retain higher number of key 

employees who are the star performers.   

Key Words:   Attrition, Employee turnover, Retention, Talent 

----------------------------------------------------------------------------------------------------------------------------- ---------- 

Date of Submission: 02-09-2022                                                                           Date of Acceptance: 15-09-2022 

----------------------------------------------------------------------------------------------------------------------------- ----------    

 

I. INTRODUCTION 
Organizations surface a daunting provocation of enrolling and detaining  talents during  at the same 

time having to handle  talent depletion  over  attrition due to production deterioration  or over  discretionary  

isolated  delicacy. Depleting green thumbs/talents and job holders result in performance depletions  which can 

have everlasting  pessimistic  result  on organizations peculiarly  if the diverging  talent stipules  space  in its 

prosecution  potentiality  and manpower capital  performing  which not merely  involves  forfeited  output  but 

also perhaps  forfeiture  of effort  crew  amicability and communal  benevolence . Organizations are fabricating 

contemporary trade frameworks for persuasive retention of talent. Attrition may be determined as moderate 

depletion in manpower as by isolation, abdication or demise. There are so many components accountable for 

erosion and managers are obtaining progressively aware of the components that can remain an workman 

dedicated. It is demonstrative of much intense doldrums that penetrates extensive into the insides of 

organizations. Workman discovers himself /her between fellow workers and seniors   he/she is not able to carry 

out or he/she perceives himself/herself totally divergent in obligations with the employee's stipulations, deficient 

to upswing to the employer's presumptions. The workman's reimbursement is not immense sufficient to carry 

the stress and protection the impact of his/her household and community-based entity. Workman detention 

indicated to strategies and implementations organizations apply to forbid worthy workmen from quitting their 

occupation. By what means to detain worthy employees is one of the substantial complication that trouble 

organizations in the cutthroat monophony. It is very challenging duty for employers to detain their employees. 

Giving up employees means yielding wisdom, wealth, talent and inwardness. Depletion of skilled employees is 

waste of output and income. 

 

1.1  Employee Attrition 

 One time a person is engaged in an establishment he/she conventionally wed to the establishment until 

evacuation. There was rarely any instance where as the workman evacuate by individuality. In current 

generation, job haunting has become a apprehension  for high-tech  milieu in which the current  job converts  

outdated and chances turns out  restricted so workman do not allying  to stick  in the identical  organization  for 

prolonged  duration. Their objective is to draw leverage of the contemporary market to surpass this condition 

and it has become crucial for establishments to explore the genesis of this huge volume of business. Anyhow 

companies furiously annoying to keep their intrinsic mankind. In the economy attrition discarded likes a nuclear 

weapon/atom bomb. Organizations endowed lots of time and money in training and up skilling employees. 

These organizations are seriously strained when workmen leave, mainly in the course of some important project. 

Workmen most frequently propose to continue to be the corresponding organization and implement their time 

and involvement in for individual improvement and expansion, they check out mostly as a result of work related 

pressure and frustration. 
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1.2 Employee Retention 

 Employees are essential in moving a business; without them the business would be unproductive. It has 

become a crucial provocation in organizations to keep the top and most sensible employees. With labour being 

incalculable today’s employers opt for to have a secure, dedicated and yet changeable personnel. It is 

expropriate that each contemporary   workman who communicates to an establishment be moderately instructed 

throughout induction procedure so be fully acquainted with the imperative apprehension and abilities to tackle 

the accountabilities of the place in seeking of performance of the authoritative targets. The indoctrination or 

orientation procedure costs the establishment a fine sum of substances concerning money matters, time and 

accessories . Although, the establishment must at a certain point endow in this movement. This measures that 

the depletion of workman from establishment is an undeviating damage to the business due to the cost induced, 

rather during the enrollment further during substitution. Hence establishments should sustain their manpower to 

reduce cost. This preservation of workmen in an establishment is entitled as retention. During low retention 

rates, the money and time could have been expended on other maneuver like accomplishment improvement or 

career expansion of workmen which are expended on recruiting, selecting and training contemporary workmen 

(Abbasi,2000). Convincingly outlined and well executed workman detention programs that enhance workman 

tenancy more than pay for themselves through minimized revenue costs and maximized fertility. It is 

paradoxical to restrain every employee from leaving a company. Nevertheless, turnover becomes deteriorated   

when the faulty people are quitting or when the attrition rate is high that the other reimbursements and 

uncertainty exceed the benefits. 

 

II. OBJECTIVE 
To go for  review of literature on employee attrition and retention 

 

III. SYSTEMATIC LITERATURE REVIEW (SLR) ON ATTRITION AND RETENTION 
 Number of research studies had been conducted about employee attrition and retention rates.   

Brayfield and Crockett (1955) have spotlighted the pragmatic association among voluntary turnover and 

attitudinal variables. It is identified that attitude-based yield models have a straight linkage among workman 

attitudes and the act of quitting the establishment. 

Abegglen (1958) identified  during that employment attributes  such as  lifespan implementation and superiority  

structure , job certainty  steer  to lofty  devotion , work  gratification  furthermore  detention of workmen  in an 

establishment. 

Pettman (1975), Mobley (1982), Schervish (1983) and Inger (1984) have spotlighted  the causes  for 

workman  yield  may diverge  from exterior  environmental components  like  prudence  that impact  the trade  

which  rotate devastate  the employment volumes. 

Ashford et al. (1989) and Davy et al., (1991) directed researches on job safety and work gratification and 

developed that job discontent is the outcome of apprehension between workmen. 

Fitz-enz (1990) acknowledged  that however  sole  component  is blameworthy  for workman detention, again  

divergent  components  that influence  the detention of workmen  such as  remuneration , awards, job certainty , 

training and development, upper  subsistence  process, work milieu  and organizational impartiality. 

Osteraker (1990) assumed that workman detention is the vital component for the triumph of the establishment. 

He split detention components into 3 comprehensive sets, i.e., communal, cerebral and material. The material 

aspect of detention be found in work attributes, amenable work assignments. The communal aspect be found in 

proximity that workman have with others, both inward and outward. The cerebral aspect be found in employed 

surroundings and reimburse. 

Schneer (1993) argued  that rate of replacement is dedicated to the casual relationship of unsolicited overturn. 

Magner et al. (1996) highlighted that the workmen remain prolonged in the corresponding establishment where 

they observe they are tangled in the incumbent procedure. The entanglement accords them the gratification to be 

part of something actually significant. 

Rosenblatt and Ruvio (1996) administered  an   analysis  on the work  uncertainty  and developed  that work  

accomplishment  and organizational attentiveness  are pessimistic with work  uncertainty  . 

Lambert (1998) explored that disciplinary workforce was the most crucial resource for any reciprocal 

organization. However many workman deliberately leave. The value of this yield is costly for correctional 

establishments. 

Herman (1999) has fore grounded  five prime  causes  as a result  of which workmen  quit  their contemporary  

establishment . The reasons by virtue  of which workmen  quit are  inadequate assistance , conflicting  corporate 

culture, undesirable  association  with colleagues , annoyance  with remuneration  afforded  and insufficient  

chances  for expansion  . 

Sightler (1999) highlighted that establishments  may experience an growth  in the untidiness  of public  

circuitry, gang coherence  and transmission  and  a decrease in performance, efficiency , morale . 
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Abbasi (2000) highlighted that the additional period and currency  are consumed on  mobilizing, appointing and 

instructing  contemporary  workmen  that could have been consumed on  other movements  such as  

accomplishment  advancement  or career expansion  of workmen during low  retention rates. 

Day (2000) proclaimed that  if establishments  cannot detain their workmen , "the economic results could be 

devastating for an organization. A substantial amount of value could potentially end up employed by a 

competitor, or ... become the competition". 

Arora et al. (2001) acknowledged that to detain the proficient core staff virtually getting hard for all business 

enterprises. Even the remuneration  given to them is not minimizing intrinsic  revenue . 

Walker  (2001) pinpointed  seven components  which  can upgrade  detention of workman, remuneration  and 

admiration  of the executed  effort , means  of demanding  work, chances to be stimulated , adequate  working 

milieu , pragmatic  alliances  with co-workers, stability among  peculiar/personal  and professional life, work 

life balance  and good communication process. 

Batt, R (2002) investigated the  interconnection  amid strong implication HR practices , sales growth and 

attrition rates. 

Ramlall (2003) highlighted  that deficient  remuneration, reimbursement  under  conquering market rate and 

deficiency  in the inner  and outer  integrity  was the orthodox  cause  as a result of which workmen  quit  an 

establishment . 

Dockel (2003) recommended set of distinct components that influence detention of workmen.  These 

components involve remuneration in the financial and non-financial structure, job attributes, training and 

development chances and assistance from superior, opportunity for advancement, balance between work and 

personal life and administrative attentiveness. 

Amadasu, Taplin et al. (2003) highlighted that workforces will definitely stick around and work for the 

lucrative procurement of organizational missions if relevant workman detention policies are endorsed and 

executed by establishments. 

Kehr (2004) fractionated power; achievement and affiliation are three variables of retention components. 

Preeminence and communal command is known as power. Mean while individual degrees of eminence are 

getting together or surpassed, it is known as achievement and social relationships which are established known 

as affiliation. 

Mano-Negrin and Tzafrir (2004) proclaimed  that workforces depart from  the employment by virtue  of the 

commercial  causes  and one can use these causes  to figure out  and farther anticipate  the workman  yield in the 

market. 

Oldham and Hackman (2005) spotlighted  that workmen  depart from  their works  when they surface  nonstop  

complications  concerning to job  concomitant  affairs. For exemplification more dominating superiors or an 

disagreeable remuneration. 

Hora (2005) talked about the significance of forbearing workman projection. It is crucial  for the Human 

Resource  executives  to forebear  the significance  of their workmen  and to forebear  the fields  that attracts  

them. 

Glen (2006) narrates that executives during the communication with workmen has identified nine divergent 

predictors of detention ; organizational activities  , role provocation , ethics , compatibility between work, 

propaganda, identification , administration, working climate and product or services. 

Gentry et al. (2007) determined  that managerial  subsistence  is utmost  crucial component  that influence  

detention of workmen ,  they will return that favor through detention if they will get that support . 

Hytter (2007) determined  that components  like  distinctive  places  of reliability , conviction, adherence , 

recognition  and loyalty  with establishment  have direct influence  on workman  detention. She also described  

that workplace components  like  directorship  approach, awards, career chances , training and development 

techniques , substantial  working surroundings and counter balance between professional and personal life has 

an divergent  effect   on workman  detention. 

Udechuk Wu and Mujtaba (2007) presented with  a statistical  model which  described  workman  yield  by 

concentrating  on  both interior and exterior reasons  which affect  an workman's decision to quit  an 

establishment. 

Deery (2008) recommended the techniques  and procedures  to upgrade  workman  detention such as 

constructive  hiring and staff development operations  to enhance  employee satisfaction  and detention. 

Kim and Stoner (2008) understated that workforces ready to move out due to the  components associated with  

personal, work or establishment. communal  assistance  and work  freedom have a undeviating  pessimistic  

influence  on the workman yield  aspiration. 

Punia (2008) highlighted that orientation  scheme , empirical  job creation scheme   and impartial  and ingenuity  

assignment  of work are the  crucial  components that affect the workman  detention in current economic 

scenario. Study highlighted that the impact of age on employee's position is an important factor in employee 

retention. 
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Adhikari (2009) pinpointed the four components (Job concomitant, employer linked issue, ability of workmen 

and  remuneration) influencing workman erosion/harassment in the software industry. Among these four 

components, remuneration pretended to have the least influence on erosion. 

Ho et al. (2010) demonstrated that Malaysian service industry applied push and pull components during the 

time understanding workman attrition. Job pressure, inappropriate work-life balance and mediocre links with 

colleagues are the components which lie with the umbrella of push factors and promotion opportunities, better 

compensations, desire for higher studies and interesting work are some of the pull factors. 

Boyar et al. (2012) purposed six causes which assist in describe why employees quitting intrinsic jobs. These 

components are household conditions, move space, job-title, employment strain, bond with companions and 

supervisory subsistence. It was initiated that workmen quit  the organization who have less financial obligations. 

Deepa and Stella (2012) in their analytic  research  on "Employee turnover in the IT industry with special 

reference to Chennai city", spotlighted  a numeral  components  which endow  to workman  yield. Head count, 

establishment's accomplishment , establishment's ethnicity (regarding its award system, directorship, common 

objectives etc.), workmen  distinctive  features  (such as  enthusiasms  to absorb  , modification in peculiar  life, 

employment opportunities etc.), job attributes , idealistic  assumptions are the components that are regarded to 

increase  workman turnover  in the IT industry. 

Joy P. and Radhakrishnan (2012) pinpointed six components (meticulous attrition, HR strategy of the 

organization , superiors etiquette with subservient, influencing  commercial  forces, co-worker impact  and 

chances in the community) which influences attrition. A pragmatic association between all the components was 

reinforced by the correlation matrix. 

Sinha (2012) pinpointed that ability identification is a very effectual detention approach at any age. Workmen 

can be detained in an establishment by affording them good remuneration framework. Further  detention 

programs  are supplementing workman  with nurturing  and learning milieu , flexi  time, professional 

development chances  are crucial  detention approach  for detaining the workmen. 

Zachariah (2012) recommended  that there are offbeat  causes  for quitting  the establishment; organizational 

components  that affect  workman  to hang off in the contemporary  establishment , inclination  of workmen  

regarding  work bonding  and presumption  of  IT executive  from establishment. 

Suhasinin (2013) recommended  that workman  quit from  the establishment  because of  unhappiness  with 

organizational customs , remuneration , scarcity of  inspiration  and reclaiming  work milieu  but if the workmen  

are indulged  with better professional advancement occasions , milieu  of frankness  and belief , constructive  

implementation  of workman's versatility  and management policies concerning awards and identification  then 

workman detention can be recommended  . 

Vinit et al. (2013) pinpointed that components like evaluation, frankness, training and resilience perform as 

vital booster for employee performance. Therefore these are the frameworks based on which employees believe 

before determining to quit an establishment. 

Zahra, et al. (2013) has focused on the significance of promotion of education foster faculty turnover. Because 

of  number of universities increasing day by day it creates ample opportunities and there is a paradigm shift 

which is increasing the staff turnover 

 Saleem and Affandi (2014) explored  that impartiality  of awards and expansion  chances  were contemplated  

to be the crucial components  affecting the workmen  resolution  to quit  an establishment . 

George (2015) discovered two categories of detention components that is establishment extent and work extent. 

Organizational components are management, satisfying milieu, communal assistance and developmental 

chances. Components at work extent are remuneration, liberty, task at hand and balance between professional 

and personal life. Result showed that organizational extent components are eminent for workman detention then 

work extent components. 

Prof. Priyadarshni Nidan (2016)  recommended  that there are various components such as  dedication , 

enthusiasm , remuneration that  affect  the workman  accomplishment  and inspiration  in the establishment . 

Arti Chandani, Mita Mehta, Akanksha Mall and Vashwee Khokhar (2016) recognized  several  

components  which are accountable  for workman  detention such as  : isolated  and work attributes , feminine  

heterogeneity, indigenous  heterogeneity and tough  orientation  strategies . 

K. Sreenivas Mahesh (2017)  pinpointed  that a balanced  manpower  generates  a remarkable cut-throat  

supremacy  and if an establishment has unsteady  work surroundings , it may be enforced  to pervade  

excessively in enlisting , inducting , training, extra time  and administration . It is noticing  that enormous  

enterprises  look  to have build  their manpower  into cut-throat  properties  and modest  advancement  has 

prevailed  all around . 

Manju Dhillon (2017)  concludes  that enterprises  perceived the significance  of detention policies  and 

believed  that unaccompanied by it they won't be capable of  to endure  in cut-throat market. Some advantages 

such as  cost-effective  payment  , adaptable  schedule , preferable work milieu  and preferable  career 

extension/growth be useful  in detention. If any workman is quitting establishment then HR division should 
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mediate and be aware the identical cause for quitting. Establishments  should focus  at evolving  effectual  

detention applications  and strategies  which enhance  workman  detention. 

MS Loganathan, S Ashwini ( 2017)  pinpointed  that scarcity of  chances  and payment are the crucial  

components  which impact  workmen  to switch  their professions/jobs . To minimize  attrition/harassment  , 

companies  should generate  some chances  for the growth/extension  of their workmen  inside  the 

establishment  by acquiring  contemporary  unorthodox automation  and effectual  training/indoctrination  

schemes . 

M. S. R Sesha Giri and Y. Gayatri (2018)  recommended  that  in concurrent  detention of workmen  is crucial  

to the everlasting  stick out  and triumph  of any establishment . Therefore , all HR executives  have presumed  

the reciprocal  significance  of the workman  detention and its influence  on the comprehensive  establishment . 

The exercises/practices  at choose establishment  is exceptional  in detaining workmen . 

Tamanna  Agarwal (2018)  divulged  that talent management practices , in isolated  tracing accomplishment  

and advancement  of workmen , seem  to be intimately  connected  with firm accomplishment  . 

Archita Banerjee ( 2019)  recognized  that it is imperative  for top management to generate  a affectionate  

milieu  , enhance  employment conditions/work culture  and attempt to minimize colleague  

intimidation/pressure  in addition to  advancement/improvement   in connections  with upper-level . 

Taye and Getnet (2020) pinpointed that labor market demand, limited scope of career development, no 

participation in decision making process, low-spirited work culture, heavy work load are the causes of employee 

attrition which inturn affects organizational performance.  

AI-Suraihi et al., (2021) recommended that attrition has an adverse effect on productivity, sustainability, 

competitiveness and profitability of an organization's performance because of the costs associated with 

employee turnover.  

Yucel (2021) concluded that transformational leaders motivate employee performance which decreases 

retention intentions. 

Jung et al., (2021) recommended that perceptions of job insecurity had adverse effects on employee 

engagement in the hotel industry .Employee  engagement reduce turnover intention.  

Kumar (2022) concluded that employees want to continue their job in the organization where there is a scope 

for  career development and  also provides good compensation package. 

Donkor et al., (2022) recommended that transformational leadership style can build self-assurance and 

entrustment  between  employees which in turn minimize  turnover intentions in governmental organizations. 

 

IV. CONCLUSION 
The prime focus of any establishment is to acquire gain. But to achieve the paramount gain, the 

establishment should focus more on employees and the means to keep them for their remote future. The research  

has emphasized  the dominant  determinants  which influence  employee attrition such as  unhappiness with 

remuneration  afforded , remittance  under  persuading  market rate and deficiency  in the inner  and outer 

integrity, improper  award  and identification, noxious  work milieu  and antagonistic  work climate , employee 

approach, inadequate  assist , inadequate  association s with seniors , peers  and juniors  and deficient  chances  

for development , recruiting  implementations , employee enumerations  and administrative approach  which 

influence  employee attrition. It is crucial  to try out  these approaches  in divergent  areas. In spite of  the testing 

has been done , although , it is crucial to place  the endorsements  so as to pinpoint  the outlets  and to attach  

research to realism. Currently establishments  are distinguishing  that their cutthroat  supremacy  reclines  not 

with wealth  or substantial  expedients but preferably  with their human expedients. The retention of IT 

employees  become tough  gradually  by cause of  composite  attribute  and work requirements  and inefficiency 

of administration  to figure out  intrinsic  requirement  dominating  them to diversify  inherent  jobs. When a 

workman  is outlining  to leave  then a few determinants  that are constrained  for diversification of job. The 

particular  determinants  are authoritative  courtesy , public assistance , work life balance, work  strain , bond  

with companions, administrative  approaches  and professional  liberties. It was identified from the literature 

review that remuneration, awards and identification take part a aspect in workman inspiration that guides to 

workman detention. Correspondingly, indoctrination and career growth was endowed motive force that assists to 

detention. A crucial role was performed by work milieu, which revealed that employees quit job due to work 

milieu. In case of employee detention organizational equities play a focal role. If establishment desires to detain 

its workman then it has to pursue impartiality principle. Workman career precede features or upgrade good 

fortunes have important alliance with workman detention. The literature review recommends that top notch 

retention is about more than what a company does once an employee has been recruited and enacted inside an 

organization although the drawback of attrition yet prevails. This reveals that there is yet a space among the 

pedagogical researches and their empirical involvements. Many determinants have been distinguished as it is 

noticeable in the paper. Despite this there is some sideline among the issue and the recommended propositions. 

It is inevitable to outline a policy that is covenant for both the employers as well as employees. Considering 
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attrition from both the prospects is vital for the employees personal development as well as organizational 

development. 
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