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Abstract

Employee retention is a critical challenge for organizations, especially in the IT sector, where high
turnover rates can lead to increased recruitment costs, loss of institutional knowledge, and decreased
productivity. This study explores the key factors influencing employee retention in the IT sector of
Tenkasi. Using primary data collected through structured questionnaires from 150 IT employees, as well
as secondary data from existing literature, the study identifies major determinants such as compensation
and benefits, career development opportunities, work-life balance, job satisfaction, and the
organizational environment. Factor analysis and statistical tools such as SPSS were employed to analyze
the data. The findings suggest that financial security, professional growth opportunities, supportive
management, and a positive work culture significantly impact employee retention. The study highlights
the importance of proactive human resource strategies to enhance employee satisfaction and reduce
turnover. Based on the results, recommendations are provided to help IT companies in Tenkasi to
improve their retention strategies and create a more engaged workforce.
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INTRODUCTION

Employee retention is a major concern for organizations, particularly in industries like Information
Technology (IT), where skilled professionals are in high demand. The ability to retain employees is not
only crucial for reducing operational costs but also for maintaining a stable and productive workforce.
High turnover rates can negatively impact business performance, disrupt workflow, and lead to
knowledge loss, making retention a key strategic focus for IT firms.

In the IT sector of Tenkasi, organizations face challenges in retaining employees due to various factors,
including compensation, career growth opportunities, work-life balance, and job satisfaction. While
competitive salary and benefits play a role in employee decisions to stay, other elements, such as
organizational culture, job security, and managerial support, also influence retention. Employees
increasingly seek workplaces that provide career advancement opportunities, flexibility, and a positive
work environment.

This study aims to examine the factors affecting employee retention in Tenkasi’s IT sector by analyzing
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primary data collected from employees. The findings will be helpful to the organizations todevelop
effective HR policies that enhance employee satisfaction, reduce turnover, and create a sustainable
workforce. The study also offers recommendations for improving employee retention strategies,
emphasizing the importance of financial stability, professional development, work-life balance, and
supportive workplace practices.

Review of Literature

Shumaila Naz,Cai Li,Qasim Ali Nisar, and Muhammad Aamir Shafique Khan (2020) in their study
entitled "A Study in the Relationship Between Supportive Work Environment and Employee Retention:
Role of Organisational Commitment and Person-Organisation Fit as Mediators” The primary goal of the
study was to conduct an empirical investigation into how Organisational Commitment (OC) and Person-
Organisation Fit (POF) influence the causal relationship between a Supportive Work Environment
(SWE) and Employee Retention (ER). The study's conclusions demonstrated that SWE and ER had a
strong and positive relationship. Additionally, OC and POF served as intermediaries in the relationship
between an ER and SWE. The findings of this study suggest that Human Resource (HR) professionals
should put their efforts in creating systems for imparting a SWE in order to promote positive
interpersonal interactions that lead to ER. This work made a substantial contribution to the body of
research on the interaction between SWE and ER while stressing the important considerations for
keeping valued employees. This study also explained the limitations and scope for further research.
Ahmed Hassan Abdou , Ayman Ahmed Farag Khalil et al.(2022) in their study entitled “The Impact of
Hospitality Work Environment on employees’ Turnover Intentions During COVID-19 Pandemic :The
Mediating Role of Work —Family Conflict” This study aims at identifying the impact of the hospitality
work environment on Work-Family Conflict (WFC), as well as turnover intentions and examining the
potential mediating role of WFC in the relationship between work environment and turnover intentions,
during the COVID-19 pandemic in a sample of three- and four-star resorts in Egypt. A total of 413
resorts employees from Egyptian destinations (Sharm EI-Sheikh and Hurghada) participated in the
study. The findings of the Structural Equation Modeling (SEM) revealed that the hospitality work
environment significantly and positively affects employees’ turnover intentions and WFC. In the context
of the mediating role of WFC, results illustrated that WFC significantly partially mediates the
relationship between the hospitality work environment and turnover intentions. Upon these findings, the
study suggests that to prevent WFC and eliminate turnover intentions among resorts’ employees, an
urgent need to create a better work environment is vitally important.

Objectives

The objectives of the study are

e To identify the Factors Influencing Employee Retention in the IT Sector of Tenkasi District
e To offer valuable suggestions based on the findings

Statement of the Problem

Employee retention has emerged as a critical challenge for organizations in the IT sector of Tenkasi
District. The rapid expansion of the IT industry, combined with increased competition for skilled
professionals, has resulted in a high rate of employee turnover. This turnover adversely impacts
organizational performance, increases recruitment costs, disrupts workflow, and leads to the loss of
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institutional knowledge. While factors such as compensation, career development, and work-life balance
have been identified as key determinants of retention, the influence of organizational culture, managerial
support, and job satisfaction requires further investigation.

This study addresses the need to explore the multifaceted factors influencing employee retention, with a
particular focus on the IT sector in Tenkasi. By identifying the underlying determinants and providing
actionable insights, the study aims to help organizations in developing effective human resource
strategies to retain talent, enhance employee satisfaction, and build a sustainable workforce.

Data collection
To achieve the objectives of this study, both primary and secondary data collection methods were
utilized to gather comprehensive and reliable information.

Primary Data:

« Data Collection Method: A structured questionnaire was designed to collect primary data from
employees in the IT sector of Tenkasi. The survey included both closed and open-ended questions to
capture a range of insights regarding factors influencing employee retention.

o Target Population: The primary data was collected from employees working in IT companies within
Tenkasi, ensuring a representative sample across various age groups, educational qualifications,
tenure, and job roles.

o Sampling Method: A stratified random sampling technique was used to ensure diverse employee
categories (e.g., by gender, age, tenure) was represented.

o Sample Size: A total of 150 employees was surveyed in IT sector of Tenkasi
Secondary Data:

e Sources: Secondary data was gathered from a variety of sources, including published research
papers, Books , Website.

Data Analysis

The gathered data was analyzed using SPSS for statistical analysis and Microsoft Excel for preliminary
data processing. The analysis involve:

o Descriptive Statistics: To summarize the demographic characteristics of the sample

o Factor Analysis: To identify underlying Factors related to employee retention

Analysis and Discussion
Tablel: Demographic profile

Variables Categories Frequency Percentage
Male 86 57.3
Gender Female 64 42.7
Total 150 100
18-25 Years 48 42.6
Age 26-35 Years 50 33.3
36-45 Years 40 26.6
Above 46 Years 12 8
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Total 150 100

Less than 5 Years 66 44

.. 6-10 Years 60 40
Length of serwf:e Il.’l the 1115 Vears 2 47

present organization

Above 15 Years 2 1.3

Total 150 100
Rs 25000& Below 26 17.3
. Rs 25001-50000 67 44.7
Organizational Rs 50001-75000 40 26.4

Hierarchy

Above Rs 75001 17 11.9

Total 150 100
Married 83 55.3
Marital Status Unmarried 67 44.6
Total 150 100
Professional 109 72.7

Educational Under Graduation 39 26
Qualification Post Graduation 2 1.3
Total 150 100

The demographic analysis reveals that the workforce is predominantly young, with a significant portion
(42.6%) aged between 18-25 years, followed by 33.3% in the 26-35 age group, indicating a youthful
employee base. The gender distribution is fairly balanced, though slightly male-dominated (57.3% male,
42.7% female). In terms of experience, the majority of employees (44%) have been with the
organization for less than 5 years, while only 16% have served beyond 10 years, suggesting potential
turnover concerns or a growing workforce. Salary distribution indicates that most employees (44.7%)
fall within the 25,001 - %50,000 range, with fewer employees (11.9%) earning above 75,001,
highlighting a workforce concentrated in lower to mid-level positions. A majority of employees (55.3%)
are married, reflecting a mix of family commitments among the workforce. Regarding education, most
employees (72.7%) hold professional qualifications, while a smaller percentage (1.3%) have
postgraduate degrees.

Table 2: Factor Analysis

KMO& Bartlett’s Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy .702
Bartlett's Test of Sphericity Approx. Chi-Square 373.846
Df 190
Sig. .000

The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy of 0.702 indicates that the dataset is
suitable for factor analysis, as it falls within the acceptable range, suggesting that the variables have
moderate correlations and are appropriate for dimensionality reduction. Additionally, Bartlett’s Test of
Sphericity yields a Chi-Square value of 373.846 with 190 degrees of freedom (df) and a significance
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level of 0.000, confirming that the correlation matrix is not an identity matrix. This highly significant
result (p < 0.05) suggests that there are meaningful relationships among the variables, making factor
analysis a valid method for identifying underlying patterns within the data.

FACTOR

COMPONENT VARIABLES SCORE
Fair Compensation 444
Compensation Periodic Increment .646
& Benefit Performance Bonuses 519
Insurance 614
Career Growth 590

Career
Development Promotion process is transparent 560
Job rotation 671
Mentorship programs 635
Physical workspace 616
Organizational Safety & Cleanliness .349
Environment Company Culture 473
Resources & Tools 493
) Flexible Work Hours .735
Work life

Balance Personal Development Time 401
Paid Time off 551
Wellness Programs 494
Job role clarity .629
Job Satisfaction Work Autonomy 550
Job Security 619
Supportive Management 585

The factor analysis results provide a deeper understanding of the key determinants influencing employee
retention in the IT sector of Tenkasi. Among the identified factors, Compensation & Benefits play a
crucial role, with periodic increments (0.646) and insurance (0.614) being the most influential variables.
This suggests that employees place a high value on financial stability and security, while fair
compensation (0.444) and performance bonuses (0.519) also contribute to overall job satisfaction. In the
Career Development category, job rotation (0.671) and mentorship programs (0.635) are highly rated,
indicating that employees prefer structured learning opportunities and career progression over mere
transparency in promotions (0.560). The Organizational Environment factor highlights physical
workspace (0.616) as the most important variable, showing that employees consider well-maintained
office spaces essential for productivity, while safety & cleanliness (0.349) and company culture (0.473)
have relatively lower impacts.

Regarding Work-Life Balance, flexible work hours (0.735) rank the highest, reflecting employees'
strong preference for workplace flexibility, while paid time off (0.551) and wellness programs (0.494)
also contribute moderately. The emphasis on personal development time (0.401) suggests that
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employees appreciate opportunities for self-improvement but may prioritize other aspects of work-life
balance more. Lastly, in Job Satisfaction, job role clarity (0.629) and job security (0.619) emerge as the
most influential variables, indicating that employees value well-defined responsibilities and long-term
stability in their roles. Supportive management (0.585) and work autonomy (0.550) also contribute
significantly to retention, demonstrating that managerial support and a sense of control over one's work
are key drivers of employee engagement.

Findings of the Study

The findings of this study provide valuable insights into the factors influencing employee retention in

the IT sector of Tenkasi. Based on the analysis of demographic data, factor analysis, and regression

results, the following key findings were emerged:

1. Demographic Profile:

e The workforce is predominantly young, with 42.6% aged between 18-25 years and 33.3% in the 26-
35 age group. This indicates a youthful workforce with high potential for growth, but also a higher
likelihood of turnover due to career mobility.

e Gender distribution is relatively balanced, though slightly male-dominated (57.3% male, 42.7%
female).

e Most employees (44%) have less than 5 years of experience, while only 14.7% have been with the
organization for over 10 years. This suggests that employee retention could be an issue, especially
with early-stage employees.

e Salary distribution shows that most employees (44.7%) earn between 325,001-350,000, with fewer
in higher salary brackets, indicating that retention strategies may need to address salary concerns,
particularly for mid-level employees.

2. Key Factors Influencing Employee Retention:

e Compensation & Benefits: Financial stability is a major factor in employee retention. Periodic
increments (0.646) and insurance (0.614) are the most influential variables, followed by performance
bonuses (0.519) and fair compensation (0.444). This suggests that while competitive salaries matter,
consistent salary growth and financial security hold greater importance.

e Career Development: Employees prioritize career growth opportunities, with job rotation (0.671) and
mentorship programs (0.635) ranking highest. This indicates that structured learning, internal
mobility, and skill development are crucial for retention. While career growth (0.590) and promotion
transparency (0.560) also contribute, employees value hands-on career-building initiatives more.

e Organizational Environment: A well-maintained physical workspace (0.616) is the most influential
factor in this category, indicating that employees value a comfortable and efficient work setting.
Company culture (0.473) and resources & tools (0.493) moderately impact retention, while safety &
cleanliness (0.349) has a lower influence, suggesting that IT employees may prioritize functional
work conditions over general environmental factors.

e Work-Life Balance: Flexible working hours (0.735) is the most crucial factor, showing that
employees highly value time flexibility. Paid time off (0.551) and wellness programs (0.494) also
contribute to retention, while personal development time (0.401) has a comparatively lower impact,
indicating that while self-improvement is valued, flexibility and time off are greater priorities.

e Job Satisfaction: Employees find job role clarity (0.629) and job security (0.619) as the most
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significant factors for satisfaction, highlighting the need for clear responsibilities and stable
employment. Supportive management (0.585) and work autonomy (0.550) also play essential roles,
suggesting that employees appreciate both managerial guidance and the ability to make independent
decisions in their roles.

Suggestions

To improve employee retention in the IT sector of Tenkasi, organizations should focus on enhancing
compensation and benefits. Regular salary increments, performance-based bonuses, and comprehensive
health insurance can significantly contribute to employees' financial security and overall job satisfaction.
Additionally, career development opportunities play a crucial role in retaining employees. Companies
should implement structured job rotation programs and mentorship initiatives to help employees to
acquire new skills and to grow advance within the organization. Ensuring transparency in promotions
and career progression will also foster trust and motivation among employees.

Creating a positive organizational environment is equally important. Maintaining a well-equipped and
comfortable workspace can enhance productivity, while fostering an inclusive company culture aligned
with employees' values can improve engagement and job satisfaction. Furthermore, promoting work-life
balance is essential for employee well-being. Offering flexible work hours, remote work options,
wellness programs, and adequate paid time off can help reduce stress and prevent burnout.

Lastly, job satisfaction and security are key factors influencing employee retention. Clearly defining job
roles and responsibilities minimizes confusion and enhances employees' confidence in their work.
Providing strong managerial support while granting employees autonomy allows them to contribute
meaningfully to their roles. By addressing these areas, IT organizations in Tenkasi can strengthen their
workforce and reduce turnover rates.

Conclusion

Employee retention is a critical challenge in the IT sector, and this study has identified the major factors
influencing employees' decisions to stay with an organization. The findings reveal that compensation
and benefits, career development opportunities, work-life balance, job satisfaction, and the overall
organizational environment play significant roles in shaping employees' commitment to their jobs.
Employees place high importance on financial stability, professional growth, flexible work
arrangements, and supportive management, all of which contribute to their decision to remain with an
organization. Organizations that actively invest in improving these aspects can foster a more engaged
and loyal workforce. By implementing structured career growth programs, offering competitive
compensation, and ensuring a healthy work-life balance, IT companies in Tenkasi District can create an
environment that supports long-term employee retention. The insights from this study emphasize the
need for proactive retention strategies that not only reduce turnover but also contribute to overall
organizational success. Through continuous improvement and employee-centric policies, IT firms can
build a sustainable and motivated workforce that drives growth and innovation.
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