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Abstract 
Improving the level of happiness among female IT professionals is urgently required since IT firms represent the backbone 
of our economy, bringing much-needed foreign income into our nation. Therefore, the researcher endeavors to ascertain 
the organizational elements impacting the turnover of female employees at Technopark. Taken into account are the 
perspectives of scholars, companies, practical managers, and women themselves with regard to the topic of female 
employee turnover. The reasons for women leaving the Indian IT sector are investigated in this research. A number of 
Technopark IT enterprises have their data gathered and examined. Of India's total employed population of 3.1 million, 
NASSCOM reports that one million are women working in the information technology industry. On the other hand, 
women are only now making an impact in the IT industry, and they may have a tougher time accumulating tenure owing 
to family responsibilities. An employee's wage is strongly influenced by the amount of time they've spent with a firm. It's 
not easy for women to go back into the workforce, and when they do, they often get lower wages than males. Women 
have less leverage in wage negotiations when they have a longer employment history with fewer breaks. The research 
itself was based on data collected from 523 workers at Technopark, Thiruvananthapuram. In order to get information from 
the participants, the researcher used a suitable sampling technique. In order to gather these data, a structured questionnaire 
was used. The conclusions were reached based on their replies. This research examined the attrition rate of female 
employees at Technopark using a variety of statistical methods, including percentage analysis, average score analysis, 
correlation, cluster analysis, factor analysis, Friedman test, discriminant analysis, and Kruskal-Wallis test. 
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Introduction  

An important factor in India's economic development has been the country's information technology industry. 
Not only has the business changed India's reputation internationally, but it has also stimulated the country's economy by 
drawing students to fields like computer science and engineering. It has helped socially alter India by providing jobs for 
around 10 million people. From FY 1998 to FY 2015, the contribution of the Indian IT sector to GDP jumped from 1.2% 
to 9.5% (India Brand Equity Foundation, 2016). A large number of jobs have been created as a result of this industry. It 
has a technical workforce of almost 4 million people and an industry association. It is believed by NASSCOM that the 
average male-to-female ratio has reached 70:30. The $60 billion Indian IT business employs women at a rate of one for 
two recruits (NASSCOM Report, 2009). 

 Thus, women in IT become the industry’s singular force driving the upsurge in IT/ITES sector. In networking, 
engineering computer hardware, database and software designing, system administration, and management of data these 
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are the tasks governed by information technology experts.The need for people with expertise in information technology 
is on the rise as the field expands beyond traditional PC and network technologies and into the integration of other devices 
and systems, such mobile phones, TVs, cars, and more. 

The job of information technology specialists encompasses a wide spectrum, from the installation of apps to the 
construction of intricate computer networks and databases. When contrasted with the exhibition of other modern areas in 
India, the improvement of the product business in India has been outstanding, as per Athreya (2005). This is particularly 
true when looking at typical metrics like employment creation, sales growth, and exports. The Indian software sector 
stands out in terms of the number of jobs it has generated and the indigenous character of its development, according to 
the India Brand Equity foundation (2017). This stands in contrast to successful new software exporters like Israel and 
Ireland. 
 
Technopark - Thiruvananthapuram 

A technological park located in Thiruvananthapuram, Kerala, India, is known as Technopark. Given its total 
acreage, it far surpasses all other IT parks in India. According to technopark.org, the park is devoted to IT businesses. 
Technopark has been around since 1990 and as of 2012 has a built-up area of 4 million square feet. It is home to more 
than 285 firms and employs almost 45,000 individuals. Adding 37 more hectares as part of phase III growth and 450 acres 
as Technicity, an integrated IT township, puts Technopark in expansion gear. Both the worldwide software industry's 
meteoric rise in the '90s and the Indian government's 1991 strategy of economic liberalization played significant roles in 
the sector's meteoric rise.  

 
            About 60% of Kerala's IT exports are controlled by Technopark, according to Info galactic 2014. There is a 
tremendous participation of the local organizations, joint operations of foreign companies and subsidiaries coming from 
Technopark that do a great variety of operations. These include the inserted programming improvement, savvy card 
innovation, venture asset arranging otherwise called ERP, process control programming, plan, designing, advancement of 
PC helped plan programming and IT-empowered administrations, process re-designing, liveliness and e-business. 
 
Employee Attrition 

 Research on employee turnover has been extensive over the last few decades. The turnover rate of 
female IT employees, however, has been the subject of very few such research. A competitive and capable workforce is 
the backbone of every successful firm. The most important HR tasks are attracting and retaining IT talent, and India is a 
great place to find it. Concerns about attrition persist for a number of reasons, but it is especially acute among young 
women working in information technology. 
 
 
Conceptual Framework for Attrition 
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To establish the connection between the variables, the researcher relied on the aforementioned Locke's 
framework. The author utilizes the figure to try to break down the aspects that contribute to work satisfaction into three 
categories: organisational, group, and individual. Organizational factors such as pay, advancement opportunities, job 
description, policies, and working conditions are considered; group factors such as group size and supervision are crucial; 
and individual factors such as employees' personality, status, ego, and attitude are taken into account in order to determine 
the level of job satisfaction. High performance cycle describes the model that comes out of it. It all starts when people in 
the company are confronted with ambitious yet challenging objectives. When faced with a high-stakes task, people tend 
to perform better when they have faith in their abilities, get constructive criticism, dedicate themselves fully to the task, 
and believe in their potential to succeed. Heading of consideration and activity, exertion, persistence, and the definition 
of assignment procedures and plans are the four cycles that lead to elite execution. When employees are financially 
rewarded for their hard work, they feel more invested in the success of the company and its mission. Leadership, self-
management, and the classroom are all areas that may benefit from this strategy. 

 
Fig: Attrition Determinants Model 

 
Need for the Study 

Several important areas of the Indian economy have had significant attrition rates, prompting debate about the 
most effective retention tactics to deal with this problem.Equal opportunity must be established for all workers, but notably 
for women, who play an important role in the information technology sector. Paying increasing wages to make up for high 
employee turnover risks undermining India's competitive edge in international trade and making it harder for Indian 
businesses to break into new markets at home and abroad. It is also recommended that Indian organizations take further 
steps to enhance the connection between internal social networks, boost job happiness, and foster organizational 
commitments. This would help with talent retention by providing opportunities for advancement and competency 
development. 
 
Scope of the Study 

From a conceptual standpoint, the study's coverage of female employee turnover in the IT industry gives it a 
broad breadth. From an empirical standpoint, nevertheless, the study's scope is somewhat limited. This research focuses 
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on the IT sector in Thiruvananthapuram, Kerala, specifically on staff attrition. Organizational productivity and long-
term employee association are directly impacted by employee happiness, which in turn is increased when IT firms 
provide a healthier environment and higher quality of life to their workers. Improving the degree of satisfaction among 
female IT workers is urgently required since IT firms are the economic backbone that provide much-needed foreign 
money influx to our nation.  
 
Statement of the Problem 

Technopark, Thiruvananthapuram's female workers' high turnover rate is the focus of this investigation. 
Problems in women's personal and social lives are more prevalent than in men's, in my opinion. This is due to the fact 
that there is still a long way to go before we can fully embrace the changes occurring in women's lives. This study will 
examine the rates of female employee turnover and the factors that contribute to them in the context of Technopark, 
Thiruvananthapuram, with a particular emphasis on the areas of hiring, pay, growth opportunities, supervision, and 
motivation. The workers' responses will reveal the actual rate of attrition. In order to improve and enhance the present 
system, it is necessary to analyze the responses of the respondents in order to get insight into the issues from the 
perspective of the workers. 
 
Review of Literature 

 Sonal Gupta and  Sukhvir Singh (2021) "Employee Attrition and Retention Strategies: A Comparative study 
of leading Indian IT Companies" aims to tackle the concerning problem of IT company attrition head-on and 
guarantee long-term retention. In order to examine the attrition trend and human resource plans and objectives, 
the research relied on the public annual reports of the top three IT companies—TCS, Infosys, and Wipro—based 
on market capitalization. The current research covered the years 2011–12 through 2015–16. Staff turnover has 
been on the rise for some time, and the three largest IT firms are all using the same approach to human resource 
management. Companies tried to address employee turnover by implementing new programs and offering 
incentives, such as large bonuses, to attract and retain employees. Even while they can keep attrition under 
control, lowering the rate remains a formidable obstacle despite their best efforts. Based on our analysis, it seems 
that TCS is somewhat successful at attracting, integrating, developing, and retaining top personnel, which in turn 
leads to growth for the company. In terms of retaining top personnel, TCS continues to set the bar high, according 
to the average attrition rate over the last five years. Strategic human resource management is becoming more 
important as the value of people as a competitive advantage is recognized. Businesses should be dedicated to 
providing a progressive work environment for their employees and should consider the employee's lifecycle as a 
whole to make sure interventions are done promptly. The organization will undoubtedly get the benefits of 
initiatives focused on skill development. Increased employee retention may be achieved via the use of employee 
engagement platforms, which enhance employees' overall well-being, foster bonds within the firm, and promote 
a work-life balance. The organization should be more consistent in its measures and activities if it wants to retain 
its employees. Keeping people around for the long haul calls for an inclusive and organized strategy.   

  
 Aditi Abhyankar (2021) The IT sector in India has a high incidence of employee turnover; this article discusses 

solutions to this problem. One of India's most important and fast-growing businesses, the information technology 
(IT) sector generates a substantial amount of revenue for the country. The information technology sector has 
established strong reputations in international markets. There is the software sector, which includes IT-enabled 
services, and the BPO industry, which deals with business process outsourcing. Many people across the world 
choose to outsource their IT-enabled services to India because of the country's reputation as an early leader in 
software creation. Extremely high rates of employee turnover and attrition have been problems for IT firms in 
recent years. Talented young people seldom remain with the same company for more than a year. Workers often 
seek out new employment opportunities rapidly for a variety of reasons. Businesses are also implementing strict 
policies to reduce employee turnover. 

Objectives of the Study 
1. The primary objective is to identify the main causes of employee turnover. 
2. The second objective is to determine how happy the female workers are with their jobs at Technopark in 

Thiruvananthapuram. 
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3. The, to find out how people's socioeconomic status affects their views on the several things that lead to 
employee turnover. 

4.  To discover different aspects of the work-life balance of Technopark's female workers 
5.  To investigate how respondents feel about the organizational elements that contribute to lower turnover rates 

in Technopark 
 
Hypothesis of the Study 
H0 1: There is no significant association between the socio-economic factors of respondents and the level of job 
satisfaction of woman employees. 
H0 2: There is no significant relationship between the socio-economic background of respondents and their perception 
towards the factors that cause attrition. 
H0 3: The socio-economic background of respondents does not influence the attitude of woman employees on retention 
strategies. 
H0 4:The socio-economic background of respondents does not influence their pattern of ranking various factors that reduce 
attrition. 
 
Research Design 

A descriptive research approach was used for this investigation. The goals of this design are defined in detail by 
the research instruments that were developed..  

 
Sampling Design 

There are two primary types of sampling techniques: likelihood and non-likelihood. Likelihood inspecting 
involves randomly selecting units from a population, with each unit having a set probability of being chosen. A well-
defined population and sample frame are necessary for probability sampling. When researchers use non-probability 
sampling methods, they rely on their own discretion to choose which units to include in the sample. Technopark, 
Thiruvananthapuram staff members were chosen using a non-probability sampling technique.  
 
Sampling unit 

The study's sample unit consisted of female workers working for IT businesses in Technopark, Thiruvananthapuram. 
 

Sampling method 
In order to get information from the participants, the researcher used a suitable sampling technique. 
 

Sample size 
The challenge of determining the sample size is not an easy one. The rule of thumb is that a larger sample is 

better when the needed information is more exact. Appropriate sample size may also be determined using statistical 
methods based on confidence intervals. The researcher surveyed 523 people for this study, and they came from all walks 
of life and all levels of management. 

 
              Population size (N)              = 313 companies  

Expected sample size (n଴) = 63 (twenty percentage from population size) 

Sample size n                         =
୉୶୮ୣୡ୲ୣୢ ୗୟ୫୮୪ୣ ୗ୧୸ୣ (୬బ)

ቂଵାቀ
ు౮౦౛ౙ౪౛ౚ ౏౗ౣ౦ౢ౛ ౏౟౰౛ (౤బ)షభ

ౌ౥౦౫ౢ౗౪౟౥౤ ౩౟౰౛ (ొ)
ቁቃ

  

                                                                   = 52.31 × 10 respondents = 523 respondents 
 
Statistical Tools used for the Study 
This research examined the attrition rate of female employees at Technopark, Thiruvananthapuram using a variety of 
statistical methods, including percentage and average score analyses, correlation and factor analyses, Friedman test and 
discriminant analysis, and the Kruskal-Wallis test. 
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A total of all socioeconomic variables' effects on employment stability 
 

 

 
  
 Each socioeconomic component classification's ANOVA findings on the degree of perception on possibility for 
development and advancement variables are described in the table. 
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 Based on the data in the table, we can say that every single one of the factors affects the groups within which the sense 
of opportunities for progress and growth is concentrated.  
 
Findings of the Study 

• The following ranking variables significantly impact the various factors that influence the choice of Technopark as an 
employer for female employees, with respect to age: list of home town priority, competitive remuneration/perks, 
standardized lifestyle, and static working time, quick improvements of IT sector, career growth and advancements, better 
education for children, attractive holiday entertainment, healthy and tasty food/healthcare, and weather conditions. 
 
• The factors that influence Technopark as an employer for women, based on their marital status, are as follows: low cost 
of living; wedding ceremonials and other social events; higher level of education for your kids; standard livelihood; 
standard working hours; career growth perspectives; nice vacation places; environment. 
  
• Regardless of years of experience, women's decision to work at Technopark is influenced by a number of factors, 
including: home town priority, standardized lifestyle, standard work life, career growth and advancement, societal 
obligations (such as marriage), children's education, holiday entertainment, and food and healthcare. 
 
• A number of factors, including home town priority, attractive salary/perks, standard work life, faster IT industry 
development, career growth/advancement, better children's education, attractive holiday entertainment, food/healthcare 
reasons, climatic conditions, and social obligations all play a role in why women with varying levels of experience choose 
Technopark as their place of employment. 
 
• Technopark's educational offerings are influenced by a number of ranking variables, including a woman's home town 
priority, the cost of living, the presence or absence of social obligations, the quality of her children's education, the 
availability of affordable healthcare, the attractiveness of holiday entertainment, and the weather. 
 
• The following ranking variables significantly impact the various factors that influence the choice of Technopark as an 
employer for women in terms of monthly income: home pocket prioritize, affordable cost of living, quality of working 
life, standardized way of life, standard work time, fast development of the IT sector, career growth, better educational 
institutes for the children, good entertainment sources, and a number of social obligations. 
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• For the selection of the candidate, the factors like the home town priority, affordable cost of living, exciting salary and 
allowances, standardized lifestyle like normal jobs, standard work life, faster development of the IT industry, career 
growth and development, social and other obligations and kind of the organization are not the determinant of the 
choice.The climatic conditions, attractive holiday entertainment, food and healthcare reasons, and better education for 
children are some of the reasons why women select Technopark as their workplace. 
 
•  When considering the factors that influence the decision of female employees to work at Technopark, it is important to 
consider the following ranking variables: mother tongue, deprivation of homeland familiarities, homogeneity, the quicker 
development of the IT industry, career advancement, fulfilling social responsibilities (like marriage), quality education 
for children, wide-screen entertainment during holidays, and climate. 
 
• All ranking elements, including attractive salary/perks, standard work life, faster IT industry development, career 
growth/advancement, and standardized lifestyle, The reasons for better children's education, appealing holiday 
entertainment, and food and healthcare Weather and other environmental elements impacting the decision of female 
workers to work at Technopark in relation to the makeup of their households 
 
Suggestions of the Study 
 
Part of the recommendations puts a lot of faith in what the researchers learn as they carry out the study. These suggestions 
are the final product of the labor that went into doing the study. 
 
• Attrition rates among female employees are high across all industries, and this problem might have its roots in the actions 
of both employers and workers. The elements that greatly influence employee turnover include salary, business perks, 
employment security, work-life balance, job performance, motivating programs, and personal concerns. 
 
• In order to hold on to the best staff, you should provide them raises and chances to advance in their careers. Employees 
are less likely to leave a company if they are comfortable and work in an ideal setting. 
 
• Encouraging staff members to take advantage of many chances for professional growth and skill training boosts 
productivity. The percentage of employee turnover among women may be effectively decreased if the following 
conditions are met: female-friendly management; positive relationships with coworkers; and an efficient and effective 
internal communication system.  
 
• Companies should make sure their workers are secure in their jobs by reducing the amount of pressure they feel to meet 
goals and by offering health insurance and other benefits.  
 
• To help women succeed in their careers, it is crucial to provide them with detailed job descriptions, establish a 
performance-based compensation system, and provide them with opportunities to improve their skills. 
 
• To boost employee performance, one of the most important things is to keep them motivated. Greater work satisfaction 
is a result of gender equality, precise job descriptions, and equitable distribution of job responsibilities. 
 
• Create a work-life balance for female workers by granting them paid time off and weekend holidays, making nighttime 
travel safer, promoting gender equality, and offering flexible working hours. 

 
The company may keep its female employees by doing the following: 

 
• Aspiring individuals want the ability to control their professional pathways, know what criteria are necessary, and 

grasp the methods to attain their objectives more than anything else, even more than a paycheck. 
•  It should be an organizational necessity to develop the leadership capacities of female workers and promote 

collegiality so that they may progress from task supervisors to genuine leaders of people. 
• Serious training for women in the workforce is expensive, which makes many big corporations shudder. Instead of 

seeing this as an expense, top companies see it as a way to recruit and retain top personnel while also maximizing 
employee potential. 
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• Giving people more control over their own schedules is a cheap and effective method to get them more involved. 
It has shown to be quite beneficial, although it may need some organizational reform. A difficult-to-replicate but 
very effective strategy to boost commitment and intention to remain is to give female workers considerable leeway 
in how they structure their job. 

• A grievance redressal mechanism is used by female workers to resolve concerns, and staff are motivated to 
accomplish objectives via prizes and recognition. 

• Women's engagement and retention are both boosted by performance-based evaluation and competitive objectives. 
 
Contributions of the Study 

This empirical research aims to add to the area of human resource management by offering ideas for recruiting and 
retaining talented people in the IT business, specifically focusing on Technopark, Thiruvananthapuram, and the frequency 
with which female employees leave the company. The results of this study are anticipated to be very beneficial for both 
companies and workers, since this subject has received relatively little attention from researchers, particularly in the IT 
industry. These are the study's management benefits: 
 

• A conceptual model of employee satisfaction and turnover in the information technology industry is offered and 
tested in the research from a theoretical perspective. Academics and researchers may use it as a guide to investigate 
what variables affect employee retention. 
 
• The study emphasizes the significance of specific demographic factors like age and gender, as well as employee 
profile factors like total experience, qualifications, and home composition. Organizational factors like clear job 
description, opportunity to use skills and knowledge, staff that is friendly, job security, regular salary review, the 
process that resolves employee complaints, recognition and reward, supervisors that are understanding and 
accessible, healthcare welfare, fair payments, motivation programs, weekend holidays, longer night travels, 
educational benefits for the children, gender equality, flexible working hours as well as work-life balance are all 
what is ideal. 
 

Scope for further Research 
The study's subjects were women who work in information technology. Some potential avenues for further 
investigation that can be suggested by the study are as follows: 

• Most research have been done on male workers in industrialized nations. In a similar vein, investigations 
comparing various age groups and sexes might be undertaken. 

•  It is suggested that future research looking at many regions of India, not only the IT, BPO, and KPO 
capitals of Chennai, Bangalore, and Hyderabad, using the same factors, might provide similar results. 
 

• Research on the variables that contribute to employee happiness on the job and those that cause them to 
leave the company might benefit from a longitudinal design in the future. This would include asking the 
same group of people the same questions at two separate points in time, maybe separated by a year. 
Such research could be useful for confirming the study's conclusions or uncovering previously unknown 
connections between the variables under investigation. 

 
• Other industries may also benefit from retention studies. Research on certain topics may be undertaken 

to get a deeper understanding of the issue, such as Compensation as an attrition strategy, career 
development and planning as an attrition strategy, work-life balance as an attrition strategy, and so on. 

 
• Future studies might look at the potential effects of cleanliness and motivational elements on workers' 

productivity on the workplace. 
 
Conclusion 
Because it has uncovered the problem of female employee turnover in the IT sector, the research has been fruitful. Female 
workers are more likely to leave their jobs for personal reasons than male employees. To keep talented women in the IT 
field, salaries should rise and opportunities for advancement should be expanded. Workers are able to do a good job when 
given ample chances for growth and skill training. Key elements that will work together to decrease the degree of attrition 
among female workers are supportive supervisors, strong relationships with colleagues, and an efficient communication 
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system in the firm. We hope that the management will find this sort of research and the ideas valuable in retaining the 
female staff working at Technopark. Assuming the study is of value to HR and upper management, the researcher will 
feel well compensated for her efforts. 
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