
370  X INDIAN JOURNAL OF APPLIED RESEARCH

Volume : 5 | Issue : 4  | April 2015 | ISSN - 2249-555XReseaRch PaPeR

Managing Employee Attrition – an Empirical Study 
in Education Sector

Prof Manju Raisinghani
Faculty HR at Tolani Institute of Management Studies, Adipur Kutch

Research Scholar at R.K.Universit , Rajkot,

Management

Keywords Attrition, job satisfaction, Performance appraisal, Training and Kutch, India

ABSTRACT Managing Employee Attrition – A Case Study in Education Sector

Attrition can be said as reduction in the number of employees through retirement, resignation or death. In the cur-
rent scenario of high economic growth and rapid globalization, the fight for talent is becoming increasingly intense. 
Company invest high amount of money for their recruitment, selection & training and what happens to the company if 
these talents or employees leave the organization in short while seeking new opportunities. This paper examines the 
factors associated with employee attrition and the effect of these factors on people working in Private Schools in the 
kutch region.A questionnaire is used to elicit data from 150 employees working as teachers in various schools. Factors 
associated with attrition were identified and were statistically tested by using SPSS software. The present research has 
enriched the literature on the integration of a few distinct variables and constructs like Performance appraisal system, 
accountability, job enrichment, and mentoring and job evaluation.  The findings of the present study reveal that there 
was dissatisfaction among teachers with regard to career advancement plans, choice of subjects taught, conditions of 
service, lack of training and development and age related factors. 

Introduction:
In the best of worlds, employees would love their jobs, like 
their coworkers, work hard for their employers, get paid 
well for their work, have ample chances for advancement, 
and flexible schedules so they could attend to personal or 
family needs when necessary and never leave.

But then there’s the real world. And in the real world, em-
ployees, do leave, either because they want more money, 
hate the working conditions, hate their coworkers, want a 
change, or because their spouse gets a dream job in an-
other state. So, what does that entire turnover cost? And 
what employees are likely to have the highest turnover? 
Who is likely to stay the longest?

Defining Attrition: “A reduction in the number of employ-
ees through retirement, resignation or death”.

Employee retention is critical to the long term health and 
success of any organization; however it is becoming in-
creasingly difficult for companies across the globe to at-
tract, motivate and retain key talent. Attrition rates are 
still on the rise and as the war for talent becomes more 
intense each year it is becoming increasingly important for 
companies to ensure they have the right people in place 
to guide future business success.

Overall attrition rates are continuing to rise in Asia. The 
aggregate rate across all markets reached 18 percent in 
2007, marking a two percent increase on 2006.Meanwhile 
budgeted attrition, which remained lower than actual attri-
tion, rose slightly from 10 to 11 percent year on year.

At professional /supervisor/technical /supervisor level the 
overall employee turnover was at highest level which is 
45% by the end of 2010. Unsurprisingly attrition was low-
est among senior/top management at just 0.5 percent. The 
Banking and Finance sector saw the greatest employee 
turnover at 25 percent since last 2 years, while the lowest 
turnover was recorded in the manufacturing industry at 11 

percent as of 2013.The annual attrition rate is 20-30 per 
cent across industries in India. It is high as 44 percent in 
BFSI vertical and 35 percent in BPO

The cost of attrition is not just the loss of that employee 
but it includes an array of hidden costs such as recruitment 
costs, selectioncosts, trainingcosts, and cost of covering 
during the period of opportunity costs.

Literature review:
Bonnie S. Billingsley (April 2003) tried to study on Special 
education teacher attrition, retention and turnover the rea-
sons behind their satisfaction and dissatisfaction towards 
working in the school. Five major themes were addressed: 
(1) teacher characteristics, (2) personal factors, (3) teacher 
qualifications, (4) work environments, and (5) teachers’ af-
fective reactions to work. The method was Electronic da-
tabases (i.e., ERIC, Psychological Abstracts) were searched 
using terms such as special education teacher attrition, 
retention and turnover. From the following factors the re-
searchers concluded that Work Environment factors associ-
ated with retention include: (1) higher salaries; (2) positive 
school climate; (3) adequate support systems, particularly 
principal and central office support; (4) opportunities for 
Professional development. The employees leave because 
of personal circumstances and the ability to handle the 
higher responsibility due to high qualification.

The research of Erlinge E. Boe, Lynne H. Cook, Robert J. 
Sunderland (July 2006) identified the reasons of attrition 
among group of teachers from America. The research ex-
amined whether the attrition of beginning public school 
teachers from teaching employment is related to the 
amount of teacher preparation completed in pedagogy 
and practice teaching. . Basically three components of 
teacher turnover were observed they were: teacher leav-
ing employment, transfer and joining the other schools so 
that they can investigate claims of excessive teacher turno-
ver as the predominant source of teacher shortages.The 
parameters of the study were: dissatisfaction in job due to 
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which teachers left the job. Low salary which forced them 
to get transferred, Less loads from the other schools which 
compelled them to join another school.

Dr. David Houchinstried (March 2007) to identify some 
typical factors that may contribute to teacher attrition in 
special education were Unalterable reasons. Many of these 
factors were taken from various other researches also. Fac-
tors used for the study were Personal reasons, age, move-
ment (retirement, move to another school, etc., life events, 
and Alterable reasons: (Teacher qualifications (Carlson & 
Billingsley, 2001), Higher scores & less certification, Work 
environment (Gersten, Keating, Yovanoff, &Harniss, 2001), 
Salary, school climate, overall dissatisfaction, work design, 
Stress (Cooley &Yovanoff, 1996; Billingsley, 2002, 2004), 
Paperwork, Lack of support… particularly for new teachers,  
School leadership, Resources and National legislation. 

Lisa D. Hobson (June 2010) tried to study on First Year 
Teachers’ Perceptions of Retention and Attrition Factors. 
The purpose of this research was to explore a sample of 
first year teachers’ perceptions of reasons for leaving the 
profession. The south-eastern state in which the study 
was done has designated critical teacher shortage areas 
for certain subject areas as well as in geographic regions 
throughout the state. 114 novice teachers participated in 
the study providing perceptions as to reasons why novice 
teachers would leave the field. Common reasons teachers 
would leave the field included lack of administrative sup-
port, completion of excessive paperwork, and lack of pa-
rental support. 

D. Jean Clandinin , Lee Schaefer , Julie S. Long , Pam 
Steeves , Sue McKenzie-Robblee, Eliza Pinnegar and Sheri 
Wnuk (2012) tried to give review on Early Career Teacher 
Attrition: Problems, Possibilities, Potentials  analysedthe 
reasons behind attrition and retention even after induction 
and training and the impact of such factors on employees. 
In this paper, the researchers considered scholarly work on 
early career teacher attrition and retention from 1999 to 
2010. Much of the literature has framed attrition as either 
a problem associated with individual factors (e.g., burnout) 
or a problem associated with contextual factors (e.g., sup-
port and salary).Researchers report that the best and the 
brightest among the newcomers appear to be those most 
likely to leave (Smith & Ingersoll, 2004), an important find-
ing when “there is a growing consensus among research-
ers and educators that the single most important factor in 
determining a student’s performance is the quality of his or 
her teachers” . The methodologies used were in form of 
Questionnaires, surveys were conducted and observations 
were done.

John Buchanan, Anne Prescott, Sandra Schuck, Peter Au-
busson, Paul Burke, and Jordan Louviere ( 2013) tried to 
studyon teachers starting early in their career. The aim of 
this study was to understand more fully the ways in which 
beginning teachers negotiate the transition from university 
to school environment as well as map the terrain from nov-
ice to accomplished teacher. Studies on this transition to 
the first years of teaching have indicated a move by teach-
ers from “an initial buoyant state of energy and enthusi-
asm to a reality zone of day-to-day school life that is … 
confronting” (Manuel, 2003).Goddard and Foster (2001) 
and Schuck, et al. (2012) have reported similar teacher 
transitions in Canada and Australia respectively. The litera-
ture draws attention to the differing needs of younger and 
of more mature ECTs.

Objectives:
According to a  McKinsey November 2007 reviewed that 
numerous studies  show  that teachers perform best after 
being in the classroom for at least five years. 14 per cent 
of teachers leave after only one year, and 46 per cent quit 
before their fifth year. Many studies have examined the 
demographic and situational characteristics of individual 
teachers. The information may be most helpful in direct-
ing special efforts to design attractive environmental con-
ditions for those groups. It is unrealistic to assume that 
teacher selection processes will avoid those most likely to 
leave, and in fact, there may be other reasons to recruit 
from these populations that will prevail from a policy per-
spective (e.g. diversity, quality, etc.).

The following objectives are taken for the study based on 
literature review. 

1.  To identify and understand various factors associated 
with employee attrition.

2.  To study the effect of those factors on teachers work-
ing in private schools in the kutch region. 

 
Methodology:
For the purpose of the achieving the research objectives 
the convenient sampling has been used in this study. The 
main focus of this research is to measure the effect of fac-
tors associated to employee attrition on teachers working 
in private schools. Researchers have distributed 170 ques-
tionnaires among the three sectors. Of the 170 question-
naires distributed 140 were returned. All of them were us-
able for servicing the research objectives. (The response 
rate was 82%)

4.2Hypothesis:
Hypothesis 1 Ho& H1: There is no significant difference or 
there is significant difference in reasons of attrition with re-
spect to Marital Status/ Age/ Gender/ No of Years of ser-
vice 

Hypothesis 2Ho&H1: There is no significant difference or 
there is significant difference in reasons of attrition with re-
spect unexpected to job responsibilities which lead to job 
dissatisfaction

Hypothesis3 Ho&H1: There is no significant differenceor 
there is significant difference in reasons of attrition with re-
spect to teaching levels/standard.

Findings and discussion
Independent Sample t-test 
The very first hypothesis tested was that whether there is 
any difference in the marital status/are/ender and no of 
years of service an teacher had in the organization. It was 
seen from the results of independent sample t-test that 
there is no significant difference with the pay dissatisfac-
tion, training and development of teachers, conditions of 
service , work environment, and nature of job and job sat-
isfaction so we reject the null hypotheses since the mean 
values of all these variables are greater than 0.05. As 
against this it is also seen that teachers are having some 
sought of dissatisfaction towards management, challenge 
in the jobs, difficulty in travelling to and from the work and 
career advancement and promotion policy of the school.
The only variable which affected the female teachers was 
dissatisfaction with conditions of service.

The second hypothesis waswith respect unexpected to job 
responsibilities which lead to job dissatisfaction.Independ-
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ent sample t-test was done on the unexpected job respon-
sibilities which lead to job dissatisfaction with reasons of 
attrition identified. And the results show that only one fac-
tor such as difficulty travelling to and from the work was 
one such variable which affected the job responsibilities 
part of the teachers.

The third test was to confirm the reasons of attrition 
with regard to the problem of attrition in their respective 
schools. Basically the objective behind this hypothesis 
was to identify whether it is their own school which is fac-
ing the problem of attrition or whether there are various 
other schools also which have the same variables getting 
affected. The resultsrevealed that problems such as career 
advancement, insufficient challenges, dissatisfaction with 
pay and dissatisfaction with conditions of service are one 
amongst the common variables,whereas there was differ-
ence in training, development, management style and 
working environment. 

ANNOVA:
One way ANNOVA was used and many questions in the 
questionnaire comprised of two or more independent 
variables. Here the researchers have taken hypothesis to-
compare the reasons of attrition with respect to teaching 
levels of teachers or standards that they teach. The results 
reveal that irrespective of the level that they teach they are 
concerned about their career advancement plans. None 
ofthe other factors like dissatisfaction with pay, promotion, 
working environment, conditions of service etc. are get-
ting affected with their teaching levels or standards.Then 
the same factors identified were tested with the differences 
in the age group of teachers who are susceptible to leave 
the organisation and go. The results found (table 14, An-
nexure) were only career advancement, and insufficient 
challenges were the two factors which had great variations 
in the results, by keeping other things unimportant as far 
as age was concerned. 

Conclusions:
The findings disclose that most of the teachers’ have dif-
ficulty in travelling to and from work, they felt  that their 
respective schools have lack of career advancement/ pro-
motion plans, insufficient challenge, dissatisfaction with 
pay and conditions of service,  which lead to the attrition. 
It was found that most of the teachers’ are dissatisfied with 
career advancement plans, nature of job and conditions of 
service. And some of the teachers’ were dissatisfied with 
the training & development part and working environment 
of the school.

Recommendations:
If all the reasons of attrition like career advancement/ pro-
motion plans, insufficient challenge, poor working condi-
tions, poor pay, dissatisfied management style, poor train-
ing and development and working environment were taken 
care of it would be possible for the schools to reduce the 
turnover rate and maintain retention. Thus, it is therefore 
necessary to take some steps to take care of the reasons, 
work upon it and control the turnover rate.

Limitations:
The main limitation of the study is we cannot generalize 
the results of attrition level with respect to such a small 
sample size of 150 teachers only. Secondly kutch is a very 
small area too to generalize the attrition level of teachers.
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