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ABSTRACT: Attrition in a work environment refers to a reduction or decrease in the size or strength of the workforce
or a gradual reduction occurring through means other than firing employees. Both of these explanations can be applied
to activities addressed by human resources and both can have positive and negative ramifications for an organization.
High attrition can be cause of concern for an organization as it presents a cost to the company. The organization loses
on the amount it spent to recruit and select these employees and to train them for their respective jobs. It may also cost
additional money to fill the vacancies left open by these employees.
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INTRODUCTION:
Attrition is a critical issue and pretty high in the industry these days. It’s the major problem which highlights
in all the organizations. Though the term ‘ATTRITION’ is common, many would be at a loss to define what
actually Attrition is, “Attrition is said to be the gradual reduction in the number of employees through
retirement, resignation or death. It can also be said as Employee Turnover or Employee Defection” Whenever
a well-trained and well-adopted employee leaves the organization, it creates a vacuum. So, the organization
loses key skills, knowledge and business relationships. Modern managers and personnel administrators are
greatly interested in reducing Attrition in the organization, in such a way that it will contribute to the
maximum effectiveness, growth, and progress of the organization.

Job Attrition can be very costly to the organization as a whole. Therefore, managers should constantly be on
the lookout to reduce job Attrition. Basically, if the employees are not interested in their jobs, they will leave.
Being unhappy is not the only reason why workers leave their jobs. There are several other reasons that can
contribute to Attrition in the companies. Sometimes, individuals leave their companies because their skills are
in demand, and therefore they are lured away by other companies for highly pay and better benefits.
Unfortunately, there are not much that companies can do to keep their employees from leaving for higher pay
and better benefits. However, if unhappiness is the primary reason why employees leave, there is a lot that
companies can do to prevent the turnover. The solutions will be discussed later in this research. In this section,
the primary focus will be on the causes of turnover.

Retaining employees is a critical and ongoing effort. One of the biggest challenges in having managers in the
place that understands it is their responsibility to create and sustain an environment that fosters retention. Self
requires reinforcement, direction and recognition to grow and remain satisfied in their positions. Managers
must recognize this and understand that establishing such fundamentals demonstrates their objectives to
support nature and motivate their employees.

OBJECTIVES:
1. To find out the Attrition Rate for the year 2015-16 and 2016-17 of hospitals.
2. To determine the causes of employee attrition in organization.
3. To analyze measures put in place by organization to reduce employee’s turnover.
4. To assess the effect of employee’s attrition on organization.
5. To give suitable suggestions in order to reduce attrition rate.
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IMPORTANCE:
Employee Attrition is one of the major problems which organizations face due to several reasons.

This study is conducted so that the organization would know the current attrition situation and it would help to
know the causes behind attrition. This study gives us the frame to study the various reasons because of which
employee decides to leave the organization. This study can help the management to find the weaker parts that
the employee feels toward the organization and also helps in converting those weaker parts into stronger by
providing optimum solutions. It would be helpful to suggest different measures for Retention of employees.
This study would help management to take further recruiting and manpower decisions.

SCOPE:
The study throws light on the Attrition level in organization. It has a very wide scope in any kind of
organization since “attrition” is general one and makes employees to put forth their practical difficulties and
need factors in the organization.

For study purpose the scope was extended to the entire hospital area. It can help the management to know for
which reason employees tend to change their job, through dissatisfaction factors faced in the organization and
also help to recover by providing the optimum suggestions or solutions.

ATTRITION RATE FORMULA:

.

CALCULATION OF ATTRITION RATE:
1. Calculate the average number of employees who worked at the company during the year. To calculate a
simple average, add the number of employees who began the year with the company to the number of
employees remaining at the end of the year and divide this sum by two.

2. Determine the number of employees who left the company during the year by examining the past year's
employment records. If your company does not keep a running tally of employee attrition, physically count
the number of employees who left the company over the year.

3. Divide the number of employees who left the company during the year by the average number of
employees employed by the company during the year to arrive at an employee attrition rate.

The most common formula to calculate the rate of attrition used by many organizations is:

Attrition Rate = (Number of employees who left in the year /Average employees in the year)* 10

TYPES OF ATTRITION:
Attrition is broadly categorized into two definitions: Voluntary and Involuntary.

1. Involuntary Attrition:
Involuntary termination is the employee’s departure at the hands of the employer. There are two basic types
of involuntary termination, known often as being “fired” and “laid off.” To be fired, as opposed to being laid

ATTRITION RATE=      NO. OF EMPLOYESS LEAVING DURING PERIOD      * 100

AVERAGE NO. OF EMPLOYESS  FOR THE PERIOD
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off, is generally thought of to be the employee’s fault, and therefore is considered in most cases to be
dishonorable and a sign of failure.

2. Voluntary Attrition:
Voluntary attrition is the employee’s departure on his own. This happens when an employee resigns from an
organization for personal or professional reasons. Voluntary attrition is one of the major pain points for
companies in growing economies. In India – voluntary attrition of 20-40% is fairly common in
IT/ITES/Retail/Hospitality industries.

CAUSES OF ATTRITION IN HOSPITAL SECTOR:
Employees do not leave an organization without any significant reason. There are various reasons for
employees to leave the organization. These are following reasons:

1. Demand of higher pay:
The most obvious reason for employees leaving any organization is higher salaries offered by other
organization with better job opportunity.

2. Job on workplace is not what they expected:
Sometime the job responsibilities don’t come out to be the same as expected by the candidates. Unexpected

job responsibilities lead job dissatisfaction.

3. Job and person mismatch:
A candidate may benefit to do a certain type of job which matches his personality if he is given a job which

mismatches his personality then he won’t be able to perform it well and will try to find out reasons to leave
the job.

4. Less growth opportunities:
No or less learning and growth opportunity in the current job will make candidate’s job and career stagnant

only 20% of employees are able to go to senior levels. Look for other organization where they can get
opportunities for growth.

5. Lack of appreciation:
If the work is not appreciated by the supervisor the employee feels de- motivated losses interest in job.

6. Lack of trust and support in co-workers, senior and management:
Trust is the most important factor that is required for an individual to stay in the job. Non-supportive, co-

workers, seniors and management can make office environment unfriendly and difficult to work in. When
employees are happy with their superiors they choose to stay.

7. Stress from over worker and work life imbalance:
Job stress can lead to work life imbalance which ultimately many times lead to employee leaving the
organization. If the employees feel stressed out due to the workload trusted on them they tend to look for a
change.

The major stress factors are:

a) Work timing

b) Repetitive nature of work

c) Work load and pressure to perform

d) Irrelative customer

e) Travel time

f) Long working hours
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g) Insufficient breaks

h) Health issues

8. Compensation:
Better compensation package being offered by other companies may attract to employees towards

themselves.

9. New job offer:
An attractive job offers which an employee thinks is good for him with respect to job responsibility,

compensation, growth and learning, etc. can lead an employee to leave the organization.

10. Plans for further studies:
These days in much organization, employees are joining at very young age because of lucrative salaries

being offered. But with time, they apply for higher studies and try to move on to other organization or sector
to occupy to positions.

11. Women workers:
The percentage of women workers is very high, around 30%. Generally, women workers leave the
organization after marriage to take up their house hold duties, irregular work hours. Even when someone will
relocate with their spouses or partners. It comes outside the control of an employer.

IMPACT OF ATTRITION:
Attrition normally brings decreased productivity. People leave causing others to work harder. This
contributes to more attrition, which contributes to increasing costs, lower revenue.  This often forces
additional cost reductions and austerity measures on an organization. This in turn makes working more
difficult, causing the best performance with the most external opportunities, to leave.

1. Direct Impact:
A high attrition indicates the failure on the company’s ability to set effective HR priorities. Clients and
business get affected and the company’s strengths and weaknesses get highlighted. New hires need to be
constantly added, further costs in training them, getting them aligned to the company culture, etc., all a
challenge. It would somehow affect the company’s reputation. It can also give rise to unspoken negativity
among the existing workforce.

2. Indirect Impact:
Difficulty in the company retained remaining employees. Problem for the company is in attracting potential
employees. Typically, high attrition also lead to chronic or systemic cycle attrition brings decreased
productivity, people leave causing others   to work harder and this contributes to more attrition. All this has a
significant impact on the company’s strength   in managing their business in a competitive environment.

RETENTION:
Retention is an effort by a business to maintain a working environment which makes current staff to remain
with the company. Many employee retention policies are aimed at addressing the various needs of employees
to enhance their job satisfaction and reduce the substantial costs involved in hiring and training new staff.

Retaining workers:
To maintain a healthy turnover rate you must workers. To keep workers who are already employees with your
company on the job, aim to create satisfied employees by responding to worker needs and making employee
morale a prime concern. Finally, before hiring employees, move carefully and deliberately through the



1292 Arati Sudhir Bhokare, Paul D. Madhale, Prajakta Ashok Rajput

International Journal of Engineering Technology Science and Research
IJETSR

www.ijetsr.com
ISSN 2394 – 3386

Volume 4, Issue 12
December 2017

screening and vetting process, ensuring that the employees you ultimately select are the best ones for the job
and very likely to stick with you well in the future.

HEALTHY EMPLOYEE ATTRITION RATE:
In some cases, losing a bad employee may help you retain a good one. Employee turnover is a normal part of
the business cycle. Regardless of how happy you make your worker and how enjoyable your company may be
to work, from time to time employees will leave, be it to retire or relocate, or just in response to changing
circumstances in their lives. There is, however, such as a thing as excessive employee turnover. To ensure that
your turnover rates are within the acceptable range, as a result, that no change in your management style is
necessary – Keep an eye on these rates to ensure that they stay within a healthy range.

As Bernadette Kenny reports in “Forbes” magazine, any rate below 15 percent annually is considered healthy
and no cause for alarm. This means that a company of 200 workers can lose 30 individuals within a calendar
year without it becoming a problem.

TURNOVER COSTS:
The costs of turnover can be extremely high, depending on the value of the employee’s contribution as well
as his salary, benefits and incentives. A cost-to-hire includes recruiting, training and can become expensive.
Additional costs include staff time for recruiters, employment specialists and hiring managers participating in
the selection process. Turnover costs range from relatively small expenses, such as photocopies of
employment application and resume, large fees, such as headhunter fees and travel expenses for candidate
interviews.

ATTRITION COSTS:
The cost of attrition can be relatively enormous. Attrition from retirement or resignation diminishes the
workers, demanding additional work hour and dedication from remaining employees. Whereas long-term
workers have established bonds with customers and clients, attrition can reduce this rapport, running the risk
of losing them to a competitor. Losing clientele affects revenue, profitability and business reputation.

DESIRABLE TURNOVER:
Despite the negatives of attrition, healthy attrition or, desirable turnover can positively affect organization.
Losing employees with poor performance records can boosts employee morale, employee engagement and
productivity among the current work force. Moreover, attrition can be encouraging to young professionals
seeking promotion and inward mobility.

For example:
Table no. 4 shows Attrition rate of years 2015-16 and 2016-17 in medical centers.

Year Attrition Rate

2015-16 21.19%

2016-17 15.80%
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Graph:

As shown in above example, the attrition rate of year 2015-16 is 21.19% and attrition rate of year 2016-17 is
15.80% .Comparing the attrition rate of two years ,the attrition rate of 2016-17 is decreased which is positive
for the organization.

FINDINGS:
1] During the accountancy years 2015-16 and 2016-17 the attrition rates were 21.19% and 15.8% respectively.

Comparing the rates of two years, it has been found that the rate of current year is less than previous year.
As Bernadette Kenny reports in Forbes magazine that any rate below 15 percent is considered healthy and
no cause for alarm. This shows that the rate of current year is nearly healthy.

2] It has also been found that mostly in hospitals Demand of high pay; new job offers and plan for higher
studies are the actual reasons behind attrition.

3] It has been observed that the employees between 1-2 years of experience and 3-5 years of experience range
are more susceptible to attrition due to new job offers and better opportunities elsewhere (Abroad and
Government Jobs).

4] In hospital sector mostly Better Quality of work Life and Better working conditions are mostly focused on
and provided to control attrition.

5] Often Interpersonal relations, work Environment and Cultural Environment of Hospital are the dominant
factor’s that increase Employee Belongingness to the Hospital.

6] If the employees are well satisfied with the existing Welfare Facilities they are more likely to stay.

7] Even if every department in hospitals doesn’t have suggestion box, the suggestions and demand of
employees should be considered in the meetings held regularly and worked on considering everything.

8] Employee satisfaction is mostly enhanced due to the factors like Individual Development, better working
condition and welfare facilities provided.

9] Exit interviews are not conducted in every department, conducting these interviews would help the
management to know the causes for leaving.

10] Mostly Brand Image of organization and opportunities for personal development are the reasons that
attract potential employees to choose to work in organization.
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11] It has been observed that the gap which is developed after Period of attrition in hospitals is covered by
offering overtime allowance or overtime off to existing staff or by appointing trainee or apprentices
without interrupting delivery of services.

12] It has also been found that better promotional policies are adopted to retain the key employees of
organization.

13] Hospitals also attempt to retain the resigning employees by offering the increased benefit depending on
the individual cost and value to the Hospital.

14] It has also been found that better quality of work life and better working conditions welfare facilities are
provided to control attrition rate.

SUGGESTIONS:
1] The only reasons that contribute for attrition are demand of high pay and better opportunities elsewhere. To
reduce the attrition rate, increase in pay as par with the competitive institutes should be done as per the
affordability of hospital so that employees won’t leave the job.
2] As plan for higher studies also stand as a reason for attrition, Hospital should consider sponsoring students
for higher studies so when they complete their education they would have the opportunity to get higher
position and it will be a growth opportunity for the sponsored students that would help reducing attrition.

4] Even though the employees are satisfied with their nature of job and work environment, it is identified in
study that many employees change job due to lack of opportunities. Therefore, workshop and seminars on
career guidance should be arranged.

5] Every Department in the Hospital should conduct regular meetings to know about what exactly employee
expects. So, it would make employees feel that they are important part of the Hospital.

CONCLUSION:
Attrition is an issue that can be found in many companies today, but escaping this issue is not a concept that is
unattainable. Organizations should create an environment that fosters ample growth opportunities,
appreciation for the work accomplished and a friendly cooperative atmosphere that makes an employee feel
connected in every respect to the organization. When Attrition is suspected within an organization, an accurate
measure of past and existing attrition and cost associated with turnover must be analyzed. Once both of these
issues have been studied organization can decide on proper solution according to their analyses, the ultimate
one being the attainment of employee loyalty and commitment.

The only reasons that contribute for attrition are demand of high pay and better opportunities elsewhere. To
reduce the attrition rate, increase in pay as par with the competitive institutes should be done as per the
affordability of hospital so that employees won’t leave the job.
As plan for higher studies also stand as a reason for attrition, Hospital should consider sponsoring students for
higher studies so when they complete their education they would have the opportunity to get higher position
and it will be a growth opportunity for the sponsored students that would help reducing attrition. Attrition can
be drastically reduced by simply further gaining the commitment and dedication from employees.
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