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A study on the causes of employee turnover and different retention tactics developed by businesses
Abstract

The paper on the topic “A study on the causes of employee turnover and different retention tactics developed by businesses” is mainly concentrate on various causes that result in the resignation of an employee in this present scenario. The term resignation is defined as “the movement of the employees beyond organizational boundaries” or it can also be “rotation of the workers around the labour market; between firms, jobs and occupation; and between states of employment and unemployment”. This paper deals with the various causes that result in this great resignation drive. In organizational point of view, replacing an experienced employee is costly as it required training. In order to overcome this, the firm must try to retain experienced employees. Here, this paper also look into various strategies that the firm can adopt to reduce attrition rate. It also include various ways to implement motivational theories in an organization to reduce employee turnover rate and retain them. 
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Introduction

Voluntary turnover of employees is a crucial situation of malfunction that businesses are constantly faced with. So it is very important to study its in detail as it is wise to understand the causes of voluntary turn over in a perspective aimed at anticipating and controlling and to learn how to minimize the rate of voluntary turnover of qualified employees. 

In this new era, it’s better to realize that, no employees will stick on to the same job or organization for a long period of time. It because, the employees are not the same person, when the time goes on their career prospective, knowledge level and attitude changes. And thus they won’t be in the same firm for their entire career. Thus they may think of switching the firm that offers more for their current status or may think of something else that contributes more for their life time. This may cause to resignation. 

Objectives

· To determine the reasons for high employee turnover in the period 2021-2022

· To identify the various strategies formulated by corporates to retain their employees

Literature Review

Resignation

Mobley’s (1982) states that voluntary turnover is “the cessation of membership in an organization by an individual who has received monetary compensation from the organization”

Human resource managers and organization in any economy have been constantly challenged by the challenges of staff turnover. The resignation of a competent and experienced employee is a very expensive act for the organization (Dess and Shaw. 2001)

Employee turn over

Employee turn over refers to the movement of employees outside the business. Or it can be considered as the chief determinant of labour supply (Sherman et. Al  1998). This term can also be defined as the departure beyond organizational boundaries. ( Mecy and Mirvis, 1976). It includes both voluntary and involuntary departures. Ongori H (2007) defines it as the rotation of the workers around the labour market; between firms, jobs and occupation; and between states of employment and unemployment.
The term turnover is defined as the ratio of the number of organizational members who have left during the period being considered divided by average number of people in that organization during the period. (Price 1977).
Staff fluctuations or employee fluctuations include every situation when an employee leaves a company (Casio, 2001). Or voluntary turnover is when an employee consciously decides to leave the organization ( Pocztowski, 2009). or it also says as  the decision made by the employee that entails huge cost for company and despite that fact it is frequently downplayed by employers ( Sidor- Rzadkowska , 2010). According to Casio, the employer must consider two aspects when an employee decides to leave the organization:- 

· Employees productivity

· The possibilities of replacement with another employee. 

Attrition rate is defined as a reduction in the number of employees through retirement, resignation or death. High percentage of employee resignation is not desirable for the firm as new employees are engaged in place of the workers who left the organization. ( Shukla and Sharma 2012) 

Employee Retention 

Employee retention strategies are key part of the organization’s vision, mission, values and policies. Employee retention starts with orientation ( Dibble, 1999). dibble identified key components that contribute to employee retention. That include employees acceptance to the policies and strategies of the organization and effective leadership communication. Managerial communication must include non-verbal communication that result in healthy discussions among the employees on all levels ( Bell and Martin 2014)

Reason behind resignation

As we discussed earlier, the resignation rate of the employees are the highest in between 30 to 45 years. It’s because:-
1.      Hiring for experienced employees.
2.      Difficult to break the comfort zone.
3.      Reached the breaking point.
4. More options to work from home ( availability of online jobs)
5. Unemployment benefits.
6. Ego clashes between senior and junior: - make the senior employee aware about the need of the organization to give promotion to a junior employee. 
Current trend in the Industry on Resignation

Change in the resignation rate: A comparison 2020 and 2021
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As per the above chart, its clear that, the resignation rate is in a growing number that occurs in the time frame of March. But its not the same in all industries. The resignation mainly happens in healthcare and tech industries. Finance and manufacturing sector are yet to be in this trend. 

Comparison of men and women resignation rate from 2018 to 2021
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According to the above graph, its clear that the resignation rate is more in females than in males. And it mostly happens when the offices reopens after the pandemic. The main reason behind the resignation of females is that, before pandemic they were good at managing their personal 

Change in the resignation rate by age group (Male)
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The chart depicts that the change in resignation rates by age group from august 2019 to august 2020. all the age group except 20-25 age experienced an increased resignation rate. 

As per this data, the resignations are happening mostly in mid-career workers. We can also find that there is significant increase in the resignation rate for the early career professionals also, but it’s the only group whose rare is decreased last year. The reason behind the resignation rate for the age group between 40-45 is that, they are established in the career and decided to shift the job to get more advantages. But the reason for the resignation for those people who are between 30-40 is that the attachment to the family, as they enjoyed the work from home during the pandemic.  

Resignation rate of women: A comparison between 2020 and 2021
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The female resignation rate is in an increasing trend for the last three years. Its due to the staggering amount of the women who left the workforce as the pandemic took form. The cancellation of school and day-care services forced the parents especially women to become full time home caretakers. 

Resignation rate in the manager status
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As per the above chart, the overall resignation rate remained low in 2020, but the month of August showed up a sharp increase in resignation made by managers. 

By December, the resignation rate for managers group was 11.8% higher than the previous year. 

How to retain employees:- strategies that should be formulated by the organization.

From the above discussions, it’s revealed that, it’s high time for the employers to come up with effective strategies to face this attrition rate. In order to retain the employees, the firm may can go through the following plan of action:
1. Quantify the problem.

2. Identify the root causes.

3. Develop tailored retention programs.

The more that they can do to face this great resignation are as follows:

1. Employers must be aware about their impact and role.

2. Focus on the outcome that the employer has to generate.

3. Give employees a confident that it’s okay to leave the organization. 

4. Employees must be given proper attention and respect 

5. Motivate them with rewards for their presence and hard work 

6. Engage them with responsibilities that they feel their importance in the organization

7. Give more benefits to those who work from office, than at home. 

8. Reduce the unemployment benefits. 

9. Make the recruitment from nearby area (approximately 25%) and make them compulsory to reach home. 50% of the resource leave them for work from home. 

10. Give work from office and work from home on rotational basis

11. Talk to the employees about their working life as well as personal life. 

12. Categories the employees on the basis of their tendency of leaving the organization. ( eg: red , green or blue)

13. Conduct conventions, pot lucks, etc. to make the employees feel at home. ( Also the employer will be able to know the employees more)

14. Avoid the causes of ego clashes between junior and senior

15. Avoid surprise factors in negative situations. Surprises must only for positive factors. 

16. Reward people based on their effort and commitment.

Conclusion

In Conclusion, employee turnover is the threat faced by most of the companies. The drain of talented resources and back filing by the fresher’s makes the firm to invest more for training and development. This paper includes the various reason that cause this trend of high resignation drive and what an organization can do to retain their employees. This paper discussed on various strategies that the firm can introduce to make the talented resources to stay back in the organization.  In order for any organization to achieve its economic short and long-term goals; they must address contributing factors of high turnover and develop a strategic plan. The plan continues to focus on recruiting the right employee and assess if the employee is a “Job Fit” for the organization. The organization must implement strategies that makes the employees to come out of their comfort zone. As the work from home makes the employees to more committed to the personal affair. The firm must try to make the employees to understand the importance of work life balance. The paper also focused on the implementation of various motivational theories in the organization that help to decrease employee turnover rate and increase retention. 
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