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                                                        Abstract 
In today’s working environment employee turnover issues have increased tremendously. Two of the most important 
metrics to consider when evaluating employee turnover in ITsector statistics is the reasons why employees leave a 
company and the cost of high turnover. Paychex reports that nearly 70 percent of employees indicate that they left 
their company due to low salary while 53 percent also admit that they felt employers didn’t care about them as an 
individual contributor. Studies revealed that 77 percent CEO’s in IT sector are concerned that key skills shortages 
could impair their company’s growth. It’s also a very costly problem. Human Resources today reported that, the 
average voluntary turnover rate is 13 percent. That is an IT organization has 30,000 employees and an average 
voluntary turnover rate of 13 percent, the potential cost to the organization is a staggering $427.7 million in one year. 
Besides, if a high number of employees leave the organization, workload and overtime for existing employees are 
heavily increased, and thus, may reduce their productivity level due to low employee morale. In addition, not only it 
brings negative consequences towards the employees, a high rate of job turnover in an organization may impact its 
overall performance. This article aims to explore and find out the influences of job satisfaction and organizational 
commitment on employee turnover intention in IT industry with special reference to Techno Park, Trivandrum, Kerala. 
In this study a total of 530 questionnaires collected from 600 respondents that had been dispersed at the chosen 
organization. Demographic characteristics were discussed briefly according to the frequency level and percentage. 
In addition, both descriptive and inferential statistics were applied to analyze the data obtained. The research findings 
showed that for the independent variables of job satisfaction alone had no significant relationship towards turnover 
intention but all the 13 variables  or indicators mentioned in the present study  combined to form  job satisfaction and 
this leads to organizational commitment  among the employees  and influence the decision to stay in or leave from  
the organization.  
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Introduction 
Employee turnover is the proportion of the workforce who leaves during a period of time 
(usually per year). The simplest way to track turnover is to measure the overall rate on a 
yearly basis. Securing and retaining skilled employees plays an important role for any 
organization, because employees’ knowledge and skills are central to company’s ability to be 
economically competitive.   Long-term health and success of any organization depends upon the 
retention of key employees. To a great extent customer satisfaction, organizational performance 
in terms of increased sales, satisfied colleagues and reporting staff, effective succession planning 
etc., is dependent upon the ability to retain the best employees in any organization. 
 
 Job Satisfaction is the feeling of contentment or a sense of accomplishment, which an employee 
derives from his/her job. It is a result of appraisal that causes one to attain their job values or meet 
out their basic needs. It helps in determining, to what extent a person likes or dislikes his/her 
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job. Commitment affects the organization and the person, making two levels.  Organizational 
commitment which is directed by organization attributes and defined as the psychological and 
emotional attachment of employees to their organizations. Job satisfaction and organizational 
commitment are interlinked. Theories and studies proved that higher the level of employee 
satisfaction leads to maximum commitment of the employees towards their organization. There is 
a trifocal relationship between job satisfaction, organizational commitment and employee 
turnover. 
Organizations invest a lot on their employees in terms of induction and training, developing, 
maintaining and retaining them in their organization. Therefore, managers at all costs must 
minimize employee’s turnover. The onset of globalization has prompted businesses and its leaders 
to think and act globally to be able to gain competitive advantage. Employee’s turnover is one of 
the factors which affects the organization’s productivity; which is considered to be one of the 
challenging issues in business now-a- days. 
 Human resources are the life-blood of any organization. Even though most of the organizations 
are now a days, found to be technology driven, yet human resources are required to run the 
technology. They are the most vital and dynamic resources of any organization. With all round 
development in each and every area of the economy, there is stiff competition in the market. With 
this development and competition, there are lots and lots of avenues and opportunities available in 
the hands of the human resources..  
All businesses, large and small, have some way of keeping track of their finances. Businesses are 
constantly looking for more ways to keep expenses low. One factor that is often overlooked, 
however, is the cost of employee turnover. The biggest challenge faced by Indian IT Industry is 
not attracting the prospective employee but retaining the talent as high turnover is back to a serious 
concern. . In India over the past few years, the ITES sector has been growing in leaps and bounds. 
This has also posed certain Human Resource challenges to the practitioners and the biggest 
challenge of them happens to be the retention of the ambitious and the transitory workforce in 
these sectors. 
Employees are the pillars of every organization. They create value for the products. The fortune 
of an entrepreneur vests with the whole hearted co-operation and effort of employees who are 
functioning in an enterprise. They should be fully committed to the organization and the organizer 
himself has to be fully committed to the employees. The company should offer competitive rate 
of salary and allowance to its employees, so as to get their maximum co-operation and to exploit 
their maximum potential for their benefits as well as for the benefit of the employees themselves. 
The employee turnover can also be reduced to a certain extent by this. 
The Indian IT Industry 
 The Information Technology (IT) sector in India holds the distinction of advancing the country 
into the new-age economy. The growth momentum attained by the overall economy since the late 
1990s to a great extent can be owed to the IT sector, well supported by a liberalized policy regime 
with reduction in telecommunication cost and import duties on hardware and software. Perceptible 
is the transformation since liberalization – India today is the world leader in information 
technology and business outsourcing.  
Factors affecting Employee Turnover in Indian IT Industry  

 Push Factors / Controlled Factors: Push factors are aspects that push the employee towards the 
exit door. In the literature it is also called controlled factors because these factors are internal and 
can be controlled by organizations.  
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 Pull Factors (Uncontrolled Factors):- Pull factors are those reasons that attract the employee to 
a new place of work. In some papers pull factors are named as uncontrolled factors because it is 
out of the control of organizations. Various pull factors derived from literature are: high salary, 
career advancement, new challenge and interesting work, job security, good location of company, 
better culture, life-work balance, more freedom/autonomy, well reputation of organization, vales, 
more benefits, good boss.  

 Personal Factors:- Personal factors such as health problem, family related issues, children 
education and social status contributes in turnover intentions.  
About Techno Park 
Techno Park is situated in a sprawling eco –friendly campus painted green by flora of a wide 
variety. The park was set up by the Government of Kerala way back in 1990 in the picture square 
capital city of Trivandrum, located in the Southern tip of the State. Techno Park, Trivandrum is 
managed by an autonomous society, Electronics Technology Parks – Kerala (ETPK), under the 
administrative control of the Department of Information Technology of the Government of Kerala. 
The park is the home to over 1000 companies, employing more than 1.5 lakhs young and vibrant 
professionals. These companies contribute more than 80% of the software from the State. 
Techno Park is the IT hub of the state of Kerala, which can rightfully claim to be the knowledge 
capital of the region. Techno Park provides world class, robust and failsafe physical, power and 
data com infrastructure, offering a no compromise yet low cost enabling environment for IT 
Industry that is leveraged by its occupant companies for a competitive advantage. 
Scope and Significance of the study 
Establishing Techno Park in the traditional land and mind of Kerala was a revolutionary move and 
a history in itself. Techno park always had its position highlighted in the industrial map of Kerala 
and has been a pioneer in setting up Technology Park in India. It could really build up a trend and 
influence professional ambitions of new generations. A work that requires high technical 
knowledge, skills, smartness and a work that pay high, made Techno park Jobs extra ordinary in 
the job market too. In all means, Techno Park and Techies have been given a unique status and 
respect for what and how they are. 
IT firms in India are in the midst of the industry’s largest retrenchment drive with 7 of the biggest 
companies planning to lay off 56,000 employees this year. The biggest challenge that organizations 
are facing today is not only managing human resources but also retaining them. So various reviews 
proved that in order to retain efficient employees in their organization, job satisfaction and 
organizational commitment plays an inevitable role.   Therefore this major issue needs a serious 
care to have a detailed research and understanding about the factors causing high attrition in IT 
companies of Techno Park, Trivandrum, Kerala.   
Objective of the study 
 The main objective of the study is to examine the diverse components that influence job 
satisfaction and organizational commitment on employee turnover in IT industry with special 
reference to Techno Park, Trivandrum, Kerala. 
Hypothesis of the study 
Hypothesis is an assumption about a population parameter. Therefore hypothesis formulation plays 
a significant role in upgrading and acquiring knowledge in all disciplines. The following is the 
hypothesis that had been made for the present study.  
Null Hypothesis (H0         : There  is no significant relationship between job satisfaction  and   the 
employee turnover in  the organization. 
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Alternate Hypothesis (H1     : There is significant relationship between job satisfaction and the 
employee turnover in the organization. 
   Null Hypothesis (H0 )           : There  is no significant relationship between organizational        
commitment   and   the employee turnover in  the organization. 
Alternate Hypothesis (H2)         : There is significant relationship between organizational 
commitment and the employee turnover in the organization. 
Research methodology 
In this research study, a Descriptive Research design was adopted. The source of data is primary 
and secondary. The Primary data were collected from 530 respondents through structured 
Questionnaires and it from different designations of employees working in Techno Park. The 
secondary data were collected from Company records, Journals, Internet and Newspapers.  Simple 
random sampling was used in this study and the percentage analysis method was applied to analyze 
the data.  
Review of Literature 
 According to Miceli and Lane (1991) as cited in [3], pay satisfaction is defined as the 
amount of overall positive effect of the individual’s feelings towards pay . In this study the 
operational definition for   satisfaction with pay means that an individual’s perception with the 
overall pay received from the employer based on the demand and expectation given to the 
employee.  
 Gustafson [4] concluded in her study that compensation and opportunities for better pay 
largely contribute to employee’s turnover intention in organizations. An important theory used as   
reference in this study is the equity theory developed by Adam [5]. He explained that individuals, 
who value fair treatment, will lead towards maintaining the relationships between members within 
an organization. And so, if the employees feel that inequality exists in pay treatment, a range of 
negative behaviors pursued such as absenteeism, and the desirability to move out from the 
organization.  

 
 From the previous study done by Tan [6], he stated that the supervisors are mainly involved 
in performance evaluation and feedback. Hence the supervisor’s favorable or unfavorable 
treatment reflects an organizations view and decisions on employees. Porter et al (1974, p 604) 
further describes organizational commitment as “an attachment to the organization, characterized 
by an intention to remain in it; an identification with the values and goals of the organization; and 
a willingness to exert extra effort on its behalf”. Individuals consider the extent to which their 
own values and goals relate to that of the organization as part of organizational commitment; 
therefore it is considered to be the linkage between the individual employee and the organization. 
 
 Hoppock (1935) [59] was of the view that job satisfaction is any combination of 
psychological, physiological and environmental circumstances, which cause a person truthfully, 
satisfied with his/her job. Locke (1976) [60] defined job satisfaction as” a pleasurable or positive 
emotional state resulting from the appraisal of one’s job or job experience.”Referring to a research 
conducted by Gentry et al. [7], employees who are given a voice, open communication, 
recognition and support by their respective supervisors, and cared for their well-being, they tend 
to remain in the organization for a long period of time. 

 
 Blau and Boal [16] studied a group of insurance workers and had identified the employees 
who had a higher level of commitment, will have lower absenteeism and turnover rate. Meyer 
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and Allen (1984) initially viewed organizational commitment as two dimensional namely, 
affective and continuance. Meyer and Allen (1984, p 375) defined the first dimension, namely 
affective commitment as “positive feelings of identification with, attachment to and involvement 
in the work organization”, and they defined the second dimension, namely continuance 
commitment as “the extent which employees feel committed to their organization by virtue of the 
costs that they feel are associated with leaving”. After further research, Allen and Meyer (1990) 
added a third dimension, namely normative commitment. 
 Price & Muller (1981) observed that job dissatisfaction influenced actual turnover 
indirectly through its direct effect on turnover intention. The variables that affect job satisfaction 
are pay, promotion opportunities, immediate supervisor, fringe benefits, contingent rewards, rules 
and procedures, relation with co-workers, type of work done, and communication within the 
organization.  
 Williams and Hazer (1986) has differentiated between job satisfaction and commitment by 
explaining the former as an emotional reaction to specific aspects of job and the latter as an 
emotional reaction to the whole organization. Both the   individual factors as well as the 
organizational factors influence organizational commitment which eventually influences turnover 
intentions amongst employees  

          Eisenberger et al. [17] argued that employees who feel that they are being  appreciated by 
their managers, they not only have a higher level of commitment, they are also more conscious of 
their responsibilities, have better involvement in the organization, and are more innovative. Hence, 
such appreciation showed by managers has lower turnover intention. 
 O’Reilly (1989, p 17), “an individual's psychological bond to the organization, including a 
sense of job involvement, loyalty and belief in the values of the organization”. Organizational 
commitment from this point of view is characterized by employee's acceptance of organizational 
goals and their willingness to exert effort on behalf of the organization  

 
Table 1: Factors, Contributing authors and Research papers 

 
Factors     

 

Authors Research Papers Year  
 

 
Good salary and 
pay benefits 
 

C.O. Trevor, B. 
Gerhart, J.W. 
Boudreau  
 

Voluntary turnover and job performance: 
curvilinear and the moderating influences of 
salary growth and promotions  
 

1997 

DG Gardner, L 
Van Dyne, JL 
Pierce.  

 

 

The effects of pay level on organization-
based self-esteem and performance: a field 
study 

2004 

 
Promotional 
opportunities 

 
 
 
 

M. R. Pergamit, and J. 
R.Veum.  

“What is a promotion?”  1999  

Meyer, John, Laryssa 
Topolnytsky, Henryk 
Krajewski and Ian 
Gellatly.  

Best Practices: Employee Retention  2003  

B.J. Prince.  Career-focused employee transfer processes.  2005  
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L. Eyster, R Johnson 
and E. Toder .  

Current strategies to employ & retain older 
workers.  

2008  

Job satisfaction McNeese- D.Smith  Job Satisfaction, Productivity, and 
Organizational Commitment.  

1995  

N. Miller, A. Erickson 
& B. Yust.  

Sense of place in the workplace: The 
relationship between personal objects and job 
satisfaction and motivation  

2001  

Y. Brunetto, R .Farr-
Wharton  

Using social identity theory to explain the job 
satisfaction of public sector employees.  

2002  

Retention Bonus N.C. Agarwal  Reward Systems: Emerging Trends and 
Issues.  

1998  

J.W. Walker  “Perspectives” Human resource planning  2001  

Good working 
hours and 
working 
environment 

M.Wells & L. Thelen.  What does your workspace say about you? 
The influence of personality, status and 
workspace on personalization.  

2002  

S. Ramlall  Managing Employee Retention as a Strategy 
for Increasing Organizational 
Competitiveness.  

2003  

Motivation & 
appraisal system 

D.Davies, R. Taylor, 
C. Savery.  

The role of appraisal, remuneration and 
training in improving staff relations in the 
Western Australian accommodation 
industry: A comparative study.  

2001  

P. Garg & R. Rastongi  New model of job design motivation 
employees Performance.  

2006  

Good 
compensation 
system 
 

GM Milkovich, JM 
Newman.  

Compensation (8th ed.).  2004  

 
L.T. Silbert  

The effect of Tangible Rewards on Perceived 
Organizational Support.  

2005  

E Moncraz,.,J.Zhao, 
and C.Kay.  

An exploratory study on US lodging 
properties, organizational practices and 
employee turnover and retention.  

2009  

Freedom in work P.Hewitt  High Performance Workplaces: The Role of 
Employee Involvement in a Modern 
Economy  

2002  

Y. Noah  A Study of Worker Participation in 
Management Decision Making Within 
Selected Establishments in Lagos, Nigeria.  

2008  

Good relationship 
&encouragement 
from co-workers 
& superiors  

M.Wells & L. Thelen.  What does your workspace say about you? 
The influence of personality, status and 
workspace on personalization.  

2002  

Organizational 
commitment 

R.Eisenberger, P. 
Fasolo, , & V. Davis-
LaMastro  

Perceived organizational support and 
employee diligence, commitment, and 
innovation.  

1990  
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Chung-Hsiung Fang, 
Sue-Ting Chang, 
Guan-Li Chen  

Applying Structural Equation Model to 
Study of the Relationship Model among 
leadership style, satisfaction, Organization 
commitment and Performance in hospital 
industry.  

2009  

   
Training & 
Development 
facilities 

M. Messmer  Orientations programs can be key to 
employee retention.  

2000 

A. Tomlinson  High Technology workers want Respect.  2002  

Medical and other 
insurance benefits 

 
Arnold, H. J.; and 
Feldman, D. C.  

 

 
A Multivariate Analysis of the Determinants 
of Job Turnover  

 

 
1982  

 

Job security J.C.Abegglen  The Japanese Factory. Aspects of Its Social 
Organization  

1958  

 S. Ashford, C .Lee, & 
P. Bobko  

Content, causes, and consequences of job 
insecurity: A theory-based measure and 
substantive test.  

1989  

J. Davy, A. Kinicki, C. 
Scheck  

Developing and testing a model of survivor 
responses to layoffs.  

1991  

Z. Rosenblatt, A. 
Ruvio  

A test of a multidimensional model of job 
insecurity. The case of Israeli teachers.  

1996  

Organizational 
committment 

 
Tett, R. P.; and Meyer, 
J. P.  
 

 
Job Satisfaction, Organizational 
Commitment, Turnover Intention and 
Turnover: Path Analysis based on Meta 
Analytic Findings"  

 
1990  
 

 
Fitz-enz, J. 
 

 
Getting and keeping good employees 

 
1993 
 

Data Analysis and Interpretation 
There are 13 factors or indicators selected for studying the influence of job satisfaction and 
organizational commitment of the employees working in Techno Park, Trivandrum, and Kerala 
SA- Strongly agree, AG – Agree, N- Neither agree Nor disagree, DA- Disagree, SDA- Strongly 
disagree 

Factors Opinion 

 SA (5) AG(4) N(3) DA(2) SDA(1) 
Good salary & pay benefits 186 190 11 50 93 
Promotional opportunities 55 215 146 106 8 
High job satisfaction 15 106 149 153 107 
Retention Bonus 102 216 137 40 35 
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Good working hours & working 
environment 

177 100 30 159 64 

Motivation & appraisal system 240 143 0 117 0 
Good compensation system 30 152 170 71 107 
Freedom in work 130 108 200 30 62 
Good relationship &encouragement 
from co-workers & superiors  

76 149 180 77 48 

Training & Development facilities 97 189 214 18 12 
Medical and other insurance benefits 10 127 204 20 169 
Medical and other insurance benefits 10 127 204 20 169 
Overtime facilities 94 115 230 71 20 
Job security 61 68 152 114 135 

Source  : Primary data 
The analysis clearly depicts that among the 530 respondents 260 (49%)   disagreed, and 121 
employees (22.8%) agreed and 149 of them (28.1%) neither agreed nor disagreed with the opinion 
that job satisfaction alone decides the employee to leave the company. All the 13 variables selected 
for the study like   Good salary and pay benefits , High job satisfaction, Retention bonus, Good 
working hours and working bonus, Motivation and appraisal system, Good compensation system, 
Freedom to work, Good relationship and encouragement from superiors and Co-workers, training 
and Development facilities, Medical and other insurance benefits, Overtime and other shift 
patterns and Job security are the influencers  equally combined to create job satisfaction and 
organizational commitment in the mind of the work force. Therefore the above analysis proved 
that job satisfaction and organizational commitment really acts as deciding variables whether to 
stay in the present company or leave from the organization.   
Findings 
From the analysis,  it is concluded that  the selected variables  such as Good salary and pay benefits 
, High job satisfaction, Retention bonus, Good working hours and working bonus, Motivation and 
appraisal system, Good compensation system, Freedom to work, Good relationship and 
encouragement from superiors and Co-workers, training and Development facilities, Medical and 
other insurance benefits, Overtime and other shift patterns and Job security are the most 
influencing factors  which attracts the employees  of Techno Park to stay in the current company.  
In the present analysis the researcher tries to find out the most influencing indicators among these 
13 variables which affect the decision of the employee whether to stay or leave from the 
organization. But the interesting fact is that each variable equally acts as important in providing 
job satisfaction and organizational commitment to the employee instead of a single variable. The 
study depicts the fact that high job satisfaction leads to lower turnover, while low satisfaction leads 
to higher turnover. In the same sense high job satisfaction provides maximum organizational 
commitment among employees and if the satisfaction level is low, organizational commitment 
becomes also very less. Therefore the Commitment level is high turnover will be lower. 
Recommendations 
The analysis of the model, from the viewpoint of the antecedent of the benefits provided by the 
present company, suggests that all the measured variables significantly influence the employees to 
continue or stay in the current organization. So encourage the employees by offering innovative 
packages to enhance job satisfaction and show respect to employees and demonstrate that they are 
important for the success of the organization. This helps the company to boost organizational 
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commitment and reduce the turnover rate. At the same time, don't neglect to hire people with the 
innate talent, ability, and smarts to work in almost any position.  
Conclusion 
Human resources are complex and not easy to understand. These are the assets which can make as 
well as break an organization. Retaining them will help in the long-term growth of an organization 
and will also add to their goodwill. But the most difficult task faced by an organization today is 
retaining as well as satisfying these resources. Employee retention factors have a direct 
relationship with job satisfaction. If the  factors such as compensation, reward and recognition, 
promotion and opportunity for growth, participation in decision making, work-life balance, good 
work environment, training and development , proper leadership ,and job security exist in the 
organization then the tendency to leave the job or switch over to some other job gets reduced. Thus 
job satisfaction, organizational commitment and employee turnover have a direct relationship with 
one another. 
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