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Abstract 

Job attrition, the departure of employees from an organization, has far-reaching 

implications for both employers and employees. The article provides an overview of the 

impact of job attrition and aims to explore the multifaceted factors influencing attrition and 

employees' intentions to leave their current positions. By understanding the complexities 

surrounding attrition, organizations can develop strategic measures to mitigate its negative 

consequences and foster a more sustainable and engaging work environment. Numerous 

factors contribute to employees' decisions to leave their jobs. These may include job 

satisfaction, work-life balance, career advancement opportunities, organizational culture, 

and compensation. By scrutinizing these factors, the study seeks to identify patterns and 

correlations that can offer insights into the root causes of attrition. Recognizing the factors 

contributing to attrition is only the first step. The study also examined effective retention 

strategies that organizations can implement to mitigate attrition. These may include 

enhancing workplace satisfaction, offering professional development opportunities, and 

creating a supportive organizational culture. The study concluded that organizations can 

proactively address attrition challenges, ultimately fostering a more stable and productive 

work environment. 

Keywords: Job Attrition, professional development opportunities, turnover intention and 

organisational commitment. 

Introduction 

Employees often signal their departure intentions before actually leaving. Understanding 

the precursors to these intention1s can provide organizations with the opportunity to 

intervene and implement targeted retention strategies. This study aims to explore the factors 

influencing employees' intentions to leave, recognizing them as critical indicators of 

potential attrition. Employees' unplanned and involuntary departure from an organisation 

as a consequence of reasons such as sickness, death, retirement, or resignation is called 

attrition. When employees leave an organisation, it's called attrition. Because the school 

has to make sure the teaching programme runs smoothly all year round, looking at the 

attrition rate is important. Many reasons contribute to teachers leaving their jobs, including 
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a lack of opportunity for growth, a demotivated workforce, low pay, bad group dynamics, 

and an unpleasant management style. It is the responsibility of the management to fill open 

positions as soon as possible. Hence, to reduce the number of openings, it is essential to 

examine the turnover rate. The causes leading to attrition should be thoroughly investigated 

by management, who should then quickly design effective steps to rectify the situation. 

Because management pays a price when an employee leaves, this is a pivotal moment in 

the evolution of the organisation. Training programmes and the time spent on them by 

administration and principals in orienting and educating teachers in pedagogical strategies 

and approaches that are in line with the curriculum are the main sources of this expenditure. 

Attrition in this context is voluntary and can be reduced in an efficient institution by 

providing competitive compensation, a healthy work-life balance, good team management, 

recognition and motivation, a dynamic and supportive work environment, and so on. There 

are a number of things that an institution can do to keep employee turnover low: 

communicate well with staff, listen to their complaints, encourage open lines of 

communication between management and staff, hold regular incentive programmes, and 

provide competitive pay and benefits [9]. Therefore, it would be beneficial for the school 

and the students if teacher turnover was reduced. 

Theoretical overview of the study 

With so many other employment opportunities out there, it is crucial for companies to focus 

on their employees' well-being in a competitive market if they want to hold on to them. In 

order to promote growth and development, the service industry—which includes sectors 

like pharmacy, insurance, banking, hotel and motel, travel and tourism, and hospitality—

must have a harmonic relationship with their personnel. The most important, ever-evolving, 

and ambitious resource for every service company is its people. Achieving the set goals 

and exceeding the benchmarks are crucial to the company's profitability. According to the 

continuing research on the subject of the "attrition problem of teaching staff in the 

education sector," it is absolutely necessary to respect and meet the needs of workers. 

Attrition is an issue in other service industries as well, according to the literature referenced 

by the study expert. Human resources departments nowadays must prioritise employee 

retention due to the diverse workforce in terms of gender, age, caste, creed, religion, and 

culture. There is a wide range of ages represented in the workforce today, from young adults 

to retirees, all of whom work together on various projects. Problems arise when employees 

of various generations interact with one another and their respective worldviews, beliefs, 

attitudes, and work styles. Grouping all these people together should provide synergy, 

according to HR managers. 

The factors driving employee attrition in the workplace; an overview 

The educational system in India is second to none, both in size and complexity, only to 

China's. The roots of India's educational system go all the way to the dawn of human 

civilisation. Throughout the ages, from the Vedic to the Buddhist to the modern, the 

wisdom contained in the Vedas and Upanishads has served as a compass for navigating 

life's challenges [16]. Given the complexity involved, it is imperative that we adopt a 

sincere and harmonious approach that respects Indian society's principles and ethics while 

simultaneously fostering its diverse cultural heritage via solidarity. Inculcating a feeling of 

social connectivity via the principles of humanity in children is the actual value of 

education. To achieve its mission of offering a well-rounded education and moulding 

students into accountable citizens who can take on substantial civic and national 

obligations, a school looks for teachers and administrators who are passionate about their 

work and have extensive subject matter expertise. An educational institution's greatest asset 

is its faculty [10]. Using its people resources as a service sector allows the education 

company to run most effectively. Every school should prioritise the health and safety of its 

faculty. Adequate training and development are necessary for them. Giving teachers the 

opportunity to attend professional development events like workshops, conferences, 
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seminars, conclaves, etc. will help them grow professionally and personally, and it will also 

benefit the school as a whole. All parties involved in the institution stand to gain from the 

information's eventual dissemination and transmission to pupils [3]. The problem of teacher 

turnover has been a major concern for schools worldwide. The effective functioning of the 

organisation is hindered when instructors leave, which in turn hinders the process of 

teaching and learning. The problem of attrition has just come to light and demands prompt 

action. The gap between the teacher and the pupils widens and inequities intensify as a 

result of attrition. There is a shortage of qualified educators and an increase in the number 

of inexperienced professors at junior institutions as a result of teacher turnover. There is a 

difference between permanent and temporary teacher attrition. Teachers' departure from 

full-time teaching to work in other areas or switch careers is known as permanent attrition 

[1]. For temporary reasons such as marriage, family planning, higher education, fulfilling 

family responsibilities, making sure their children gets an education, accommodating a 

spouse's transferable job, or dealing with in-law pressure; teachers may leave their positions 

or move to another organisation within the teaching industry. They do, however, return to 

the teaching profession once a certain amount of time has passed. Topics covered include 

causes of teacher turnover, difficulties encountered by school administration, impact of 

turnover on students' grades, rules put in place by junior colleges, and final thoughts and 

suggestions based on the data. A serious and determined effort, even in a small-scale study, 

would encourage researchers to look into the main reasons why teachers leave their 

positions at all levels of education, from kindergartens to colleges. All of these things would 

point to the need of national-level research by academic institutions and government bodies 

[6]. To reduce teacher turnover, this study might be useful in formulating plans and 

programmes. Given the severe lack of quality-oriented teachers in our school system, the 

researcher stresses the critical need of conducting a comprehensive national study. Finding 

the causes of teacher turnover and creating, refining, and implementing strategies to 

alleviate teacher shortages are both greatly advanced by this research. 

Understanding the factors affecting attrition and intention  

Competence in the field of education relies heavily on teachers' subject-matter expertise, 

years of classroom experience, and opportunities for professional growth [2]. All of these 

things may affect how happy a teacher is in their job and how likely they are to stay or 

leave the teaching profession altogether. Science, technology, engineering, and 

mathematics (STEM) teachers were less likely to transfer schools in a worldwide context. 

Nonetheless, there was some modest evidence from the studies showing instructors of 

science and mathematics is more likely to leave the profession than teachers of other 

disciplines. The results showed that secondary and high school teachers are more likely to 

leave their positions than elementary school teachers. English language, science, and 

mathematics teachers are leaving their positions at higher rates than in previous years, 

according to new statistics. This research aims to examine the factors and reasons behind 

teachers' decisions to leave their positions in search of better chances elsewhere. India is 

now trying to become a global economic powerhouse in fields that are in great demand for 

highly trained professionals. As a result, the value of a high-quality university education 

has risen. Academic staff members' strengths in both classroom instruction and original 

research have a significant impact on the standard of higher education that students receive. 

An outstanding reputation as a great place to work, providing a welcoming environment 

for students to study in and encouraging a high level of academic achievement are all 

hallmarks of an institution with competent teachers [5]. Consequently, a university needs 

the resources to attract and retain teachers who can articulate the mission of the school and 

ensure their students' happiness and success. When faculty members are happy with their 

workplace, it's because they're acting as internal consumers. This indicates that certain 

aspects and responsibilities of faculty work should be prioritised for the sake of improving 

their performance. In order to understand the full extent of the crisis and propose strategies 

and actions to maintain leadership and quality in higher education institutions, it is 
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necessary to conduct a comprehensive analysis of the issues related to the Faculty. In order 

for a society to function, education is a must. Humans would be no better than any other 

species in the animal world if they lacked the education necessary to live a traditional, 

prosperous existence. The basic needs of survival, including eating, drinking, sleeping, and 

having sexual relations, are shared by all animals and humans. They differ only in terms of 

education and knowledge. Acquiring knowledge and experience from social contact is 

equally as important as learning from academic sources like books and teachers. Education 

is the means by which a person may acquire the knowledge, abilities, and character traits 

necessary to lead a full and meaningful life. In order to bring out the best in people, this 

approach of teaching involves putting students in a variety of real-world scenarios. 

Education is something that never ends. Over the course of its evolution, it has gone through 

several stages, each of which has been interpreted differently depending on the context. 

Education is a concept that is in a perpetual state of flux and will never be fully defined. 

Therefore, it is true that education will always be a hotly debated topic. As a society grows 

and changes, education is about helping people grow and change as well. Therefore, the 

idea is not static and will always evolve. For it to continue to grow and change, expansion 

is key. 

Figure: 01 Framework 

 

Source: https://www.Conceptual-model-of-employees-turnover-intention.png 

Significance of the Study  

The recommended research subject raises concerns and worries about the high turnover 

rate of professors at institutions. Because of this, administrators at universities that get no 

outside funding are giving serious thought to how to fix the pressing issue. The alarmingly 

high teacher turnover rate is a major concern. Efforts are being made by all levels of 

management to hold on to qualified, experienced teachers. In this information-driven, 

cutthroat era of Google and globalisation, they still can't seem to hold on to their best 

employees, no matter how hard they try. College administrations and boards of trustees 

have a tough time keeping faculty members due to the high degree of competition. To go 

above this obstacle, the committee has to step beyond their comfort zone and create an 

environment that helps faculty and the institution grow. Enhancing the institution's 

strengths and potential requires comprehensive growth. Management has an obligation to 

make teachers happy on all levels (cognitive, emotional, and financial) if they want to retain 

their staff. Instructor morale may benefit substantially from a spirit of camaraderie. If you 

want to be very successful in your career, you need to have what are called the "3 D's": 

determination, devotion, and devotion. College administrators will be enlightened about 

the issues of attrition as well as its causes and potential solutions as a result of research 

studies that challenge their assumptions and perspectives. Right now, the policy reform is 

https://www.conceptual-model-of-employees-turnover-intention.png/
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crucial. It is critical to focus on controllable factors that are within the purview of 

management. There would be less student dropouts at the university level if this happened. 

Since faculty members are the backbone of any organisation, management owes it to them 

to recognise their efforts, invest in their professional growth, and treat them with the respect 

and dignity they deserve.  

Research statement 

The phenomenon of job attrition poses a significant challenge for organizations across 

various industries, necessitating a comprehensive understanding of the factors influencing 

both attrition and employees' intentions to leave their current positions. The statement of 

the problem seeks to address the intricacies surrounding job attrition, identifying key issues 

that warrant investigation and analysis. One central issue is the escalating rate of job 

attrition and its ramifications for organizational stability. As employees depart, 

organizations face knowledge gaps, disruptions in workflow, and increased recruitment 

costs. This problem is further exacerbated by the potential negative impact on 

organizational morale and reputation. Understanding the scope and consequences of job 

attrition is imperative for developing effective retention strategies. Another critical aspect 

of the problem is the identification of factors contributing to attrition. Job satisfaction, 

work-life balance, career advancement opportunities, organizational culture, and 

compensation are among the myriad factors influencing employees' decisions to leave. The 

complex interplay of these elements necessitates an in-depth exploration to pinpoint the 

root causes and patterns associated with attrition. This understanding is crucial for 

organizations seeking to proactively address the issues leading to employee departure. 

Furthermore, the problem encompasses the challenge of deciphering employees' intentions 

to leave before they formally resign. Intentions to leave serve as crucial precursors to actual 

attrition, providing organizations with an opportunity to intervene and implement targeted 

retention strategies. Investigating the factors influencing employees' intentions to leave is 

essential for pre-emptive measures that can mitigate attrition and its associated challenges. 

The statement of the problem also underscores the need for effective retention strategies to 

counter the impact of attrition. This involves identifying strategies that enhance workplace 

satisfaction, offer professional development opportunities, and foster a supportive 

organizational culture. 

Research objectives, design and Methodology  

Job attrition can lead to a variety of consequences, including knowledge loss, disruptions 

in workflow, and increased recruitment costs. Furthermore, attrition may affect 

organizational morale and reputation. This study aims to comprehensively examine the 

repercussions of job attrition on both individuals and the larger organizational structure. 

The problem highlights the multifaceted nature of job attrition and the imperative to 

understand the factors influencing both attrition itself and employees' intentions to leave. 

Addressing these issues is crucial for organizations aiming to cultivate a stable, engaged, 

and productive workforce. The subsequent research will delve into these complexities, 

providing insights that can inform organizational policies and practices to effectively 

manage and mitigate job attrition. Using convenient sampling, 100 sample respondents 

were selected. The required primary data was collected using the Google forms. 

Analysis, Presentation and Results 

The impact of age and income level on the factors affecting job attrition and intention is a 

complex interplay that significantly influences employees' decisions to stay or leave their 

current positions. Demographic variables intersect with the various factors contributing to 

attrition and intention is crucial for organizations seeking to tailor retention strategies and 

foster a more stable workforce. Younger employees may prioritize rapid career 

advancement and professional development. If they perceive limited growth opportunities 

within the organization, it could contribute to their intention to leave. Older employees 
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might seek job stability and a balance between work and personal life. If they perceive the 

organization as lacking in these aspects, it may influence their decision to leave. 

Table 1: ANOVA 

Demographic nature N Mean Std. Deviation F Sig 

Age  

Young  63 19.1765 5. 45320 

1.456 0.361 Middle  22 20.0310 4. 18761 

Old  15 20.2447 6.02349 

Educational level  

School level 10 19.5043 6.76542 

3.169 0.042 
Graduation  19 20.1190 5.22342 

Post graduation  54 21.5243 4.43210 

Others  17 20.0276 6.87650 

Income level 

Low  57 21.4643 5.12345 

0.389 0.564 Middle  23 19.9209 5.12343 

High  20 21.7876 4.27654 

Total 100 21.0379 5.76543   

  

The ANOVA test results indicate that the level of job attrition is higher (20.2447) among 

respondents in the old age group compared to both the young (19.1765) and senior age 

group respondents (20.0310). However, the F value of 1.456 indicates that there is no 

significant differentiation in the mean (p=0.361). The analysis confirms that the formulated 

hypothesis is valid, and there is no notable disparity in job attrition based on the age of the 

respondents. The respondents suggest that the level of job attrition is higher among those 

who have completed their post graduation (21.5243) compared to the average of the other 

respondents. Income group are high with mean value of (21.7876).  The F value is 3.169, 

indicating statistical significance at a 5% level. Therefore, the suggested idea has not been 

substantiated. While higher-income employees may value financial compensation, job 

satisfaction remains a crucial factor. Dissatisfaction with job roles, responsibilities, or the 

work environment can still lead to attrition, even among well-compensated individuals. For 

lower-income employees, financial stability is often a primary concern. However, if they 

perceive unfair compensation practices or feel undervalued, it can contribute to attrition. 

Gender and Marital status 

The influence of gender and marital status on the factors affecting job attrition and intention 

introduces additional dimensions to the complex interplay of workforce dynamics. 

Recognizing the unique considerations tied to these demographic variables is crucial for 

understanding the diverse needs and motivations of employees, thereby informing tailored 

retention strategies within organizations. 

Table 2: Z test 

Nature N Mean Std. Deviation Z Sig 

Gender  
Male  33 17.6139 5.12567 

-1.456 0.109 
Female   67 19.2340 3.01234 

Marital status  
Single  56 18.1298 4.34590 

-0.587 0.345 
Married  44 19.3487 3.09872 

Total 200 19.3276 4.34281   

 

The hypothesis is confirmed that there is no statistically significant disparity in the average 

values. Marital status is a significant demographic variable that can influence the factors 

affecting job attrition and intention. The dynamics of personal relationships and family 



Tanmaya Kumar Mishra et al. 959 

 

 
Migration Letters 

 

responsibilities often intertwine with an individual's professional life, impacting their 

career decisions and commitment to an organization [11]. For employees who are married 

or in long-term relationships, the factor of work-life balance often comes to the forefront. 

These individuals may prioritize workplaces that offer flexibility and support for family 

responsibilities [3]. Employers who recognize the importance of accommodating family 

needs through policies such as flexible work hours, parental leave, or remote work options 

are likely to foster a more positive and supportive environment, reducing the likelihood of 

attrition. Conversely, unmarried or single employees may place a higher emphasis on career 

advancement and personal development. The absence of immediate family responsibilities 

could make these individuals more mobile in their career choices, seeking opportunities 

that align with their professional aspirations [9]. Organizations that provide clear paths for 

career growth, training programs, and recognition may appeal more to this demographic, 

influencing their intentions to stay with the company. Gender is a salient demographic 

variable that exerts a significant impact on the multifaceted factors influencing job attrition 

and intention within the workforce. The workplace dynamics are often shaped by gender-

related expectations, biases, and challenges, which can affect the professional experiences 

of both male and female employees. 

Discussion 

Younger employees may prioritize a better work-life balance, seeking flexibility and a 

positive workplace culture. Organizations that do not address these needs may experience 

higher attrition rates among younger staff. Older employees, particularly those with family 

responsibilities, may also prioritize work-life balance. Organizations that fail to 

accommodate these needs might witness increased attrition among older employees. With 

reference to organizational Culture, Younger employees may be drawn to innovative and 

collaborative work environments. Organizations with outdated or rigid cultures may 

struggle to retain younger talent and older employees may value a stable and inclusive 

organizational culture. Organizations that lack stability or exhibit age-related biases may 

face challenges retaining older workers. Even with a high income, employees may leave if 

they perceive their jobs as insecure due to organizational instability, financial issues, or 

market trends. Understanding and addressing the underlying reasons, creating a supportive 

work environment, and enacting policies that encourage teacher retention are all necessary 

to address the consequences of teacher attrition. In order to devise successful measures to 

guarantee the longevity and quality of the teaching profession, it is essential to 

acknowledge the wider influence on society and education. Family considerations also play 

a role in the intentions to leave. Employees with family responsibilities may feel compelled 

to seek environments that better accommodate their needs, especially if they perceive a lack 

of support from their current organization. On the other hand, those without family 

responsibilities might be more inclined to leave if they feel their professional growth is 

stagnant or if they are not recognized for their contributions. Moreover, the organizational 

culture and policies related to marital status can significantly impact attrition. An inclusive 

culture that values diversity in family structures and provides equal opportunities for 

professional growth irrespective of marital status is likely to retain a more diverse and 

satisfied workforce. One critical factor influenced by gender is career aspirations. 

Traditional gender norms and expectations may shape the career aspirations of male and 

female employees differently. For male employees, the perception of limited opportunities 

for advancement or recognition could contribute to intentions to leave. On the other hand, 

female employees may encounter challenges related to career advancement and equal pay, 

impacting their intentions to stay if they perceive a lack of gender equity within the 

organization. Workplace culture and inclusivity are also influenced by gender dynamics. 

In male-dominated environments, female employees may face challenges related to 

inclusion and equal opportunities. Organizations that actively address and rectify gender 

biases, promoting diversity and inclusion, are more likely to retain a diverse and satisfied 

workforce. Conversely, male employees may experience attrition if they perceive a lack of 
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recognition or inclusion within traditionally female-dominated fields. Family 

responsibilities often intersect with gender, particularly concerning intentions to leave. 

Women, who traditionally bear more family-related responsibilities, may prioritize family-

friendly policies such as flexible work hours or parental leave. Employers who recognize 

and support these needs are likely to reduce attrition among female employees. For male 

employees, evolving expectations around shared family responsibilities may also impact 

intentions to leave, especially if the organization does not provide adequate support for 

work-life balance. Moreover, perceptions of workplace culture can influence gender-

specific attrition patterns. A workplace that actively addresses gender-based challenges, 

offers mentorship programs, and promotes diversity in leadership roles is more likely to 

create an environment where both male and female employees feel valued and supported, 

reducing intentions to leave. 

Implications for Organizational Management: 

The findings of this study have direct implications for organizational management. By 

gaining insights into the factors influencing attrition, management can tailor policies, 

practices, and interventions to create a workplace that promotes employee satisfaction, 

engagement, and long-term commitment. The research aims to contribute to the existing 

body of knowledge on job attrition by providing a understanding of its impact and the 

factors influencing employees' intentions to leave. By doing so, organizations can 

proactively address attrition challenges, ultimately fostering a more stable and productive 

work environment. 

Conclusion 

The research reveals that teachers experience job attrition due to factors such as poor 

compensation, heavy workload, and lack of professional development opportunities, which 

in turn hinders their chances of finding better employment opportunities [7]. The 

responsibility of providing exceptional education to children lies with the instructors. It is 

the primary responsibility of management to retain loyal instructors by meeting their 

expectations in several areas, including compensation, improved working conditions, 

opportunities for professional advancement, and supply of sufficient infrastructure [11]. By 

using this strategy, educational institutions may effectively mitigate or prevent teacher 

turnover, so promoting both institutional development and the future success of students. 

The impact of job attrition within the teaching profession carries significant implications 

that extend beyond the individual experiences of educators, affecting educational 

institutions, students, and the broader society. One immediate implication is the potential 

decline in the quality of education as experienced and skilled teachers leave, leading to a 

loss of institutional knowledge and expertise. The continuity and effectiveness of 

educational programs may be compromised, impacting the overall learning experience for 

students. Furthermore, teacher attrition contributes to increased workload and stress for 

remaining educators who must adapt to the departure of colleagues [15]. This not only 

affects their job satisfaction but also has the potential to compromise their effectiveness in 

the classroom. The resulting strain on teachers can create a negative feedback loop, 

exacerbating attrition rates and perpetuating a cycle of instability within educational 

institutions. Marital status influences job attrition and intention by shaping individuals' 

priorities related to work-life balance, career advancement, and personal development. 

Organizations that recognize and adapt to these varying needs can create a workplace that 

is more appealing and supportive for employees with diverse marital statuses, ultimately 

reducing attrition and fostering a more engaged and committed workforce. Gender plays a 

pivotal role in shaping the factors affecting job attrition and intention. Organizations that 

proactively address gender-related challenges, foster inclusivity, and implement family-

friendly policies are better positioned to create a workplace where employees, irrespective 

of gender, feel motivated to stay and contribute to the organization's success. 
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