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ABSTRACT:

The aim of the research and analysis and to investigate the employee retention in software development industry Employee retention in software development
companies and providing opportunities for professional growth and development offering competitive compensation and benefits implementing flexible work
arrangement and fostering open communication software development companies can enhance employee retention rates. Employee retention is critical for
organizational success. To enhance retention rates, companies should focus on offering competitive compensation and benefits, providing opportunities for growth
and development, fostering a positive work environment, promoting work-life balance, engaging employees through recognition and rewards, ensuring strong
leadership, conducting regular feedback and performance reviews, implementing workplace wellness programs, and gathering feedback through exit interviews.
These strategies contribute to creating a supportive and engaging workplace culture that encourages employees to stay with the organization for the long term.
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INTRODUCTION:

In competitive business landscape retaining top talent has become more critical than ever high employee turnover not only disrupts productivity but also
incurs significant cost in recruitment training and lost knowledge consequently organizations are increasingly recognizing the importance of the
implementing effective strategies to enhance employee retention join the navigate the complexities of employee retention and uncover actionable insights
to foster a culture of retention and growth within your organization. Employee retention, a cornerstone of organizational stability and growth, is the art
and science of ensuring that valuable team members remain with a company for the long term. In a competitive job market where, skilled professionals
are sought after, retaining top talent has become increasingly vital. High employee turnover not only impacts productivity and morale but also incurs
significant costs in recruitment, training, and lost institutional knowledge. Thus, organizations must proactively develop strategies to cultivate a work
environment that fosters loyalty, engagement, and satisfaction among their employees. This introduction sets the stage for exploring various approaches
and practices aimed at enhancing employee retention and ultimately driving organizational success.

REVIEW OF LITERATURE:

1. Klara Nelson (2009) Worker retention is the major challenge for the organizations to face the global competition with demands for such
workers and shifting of the workforce with the financial performance of the company.

2. Daniel Eseme Gberevbie (2010) conducted a study among the civil servants at Nigeria and concluded that to retain talented employees for
performance, suitable incentives must be provided.

3. Pittsetal., (2011) identified that compensation predicts turnover of employees.

4. Mohammad Asif khan (2011) The link between human resources practices with employee retention mediates the environment of employee
job satisfaction. Human resource department should enhance the employee appreciation and encourage and recognition so that it reduces the
risk of retention of the employees in the organization.

5. Dr. Nafeez, A. Khan (2011) Retention of key employees is a critical to long term health and success of the organization and it ensures customer
satisfaction, satisfied colleagues, effective planning. If the increase of retention it becomes a coeval phenomenon and becomes an evolving
concept.

6. Tiwari (2012) suggested that organizations in a competitive environment use various strategies which are linked systematically with HR
practices so that work environment can be improved.
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7. Budhiraja and Malhotra (2013) explored in his study leadership style determines the success failure. Onyango (2014) found the positive
correlation between direct & indirect financial rewards and employee retention.

8.  Priyanka & Dubey S.K., (2016) in their study performed exploratory factor analysis using principal component technique. They have identified
employee turnover intentions through eight factors such as i. quality of management practices, ii. Low salary, iii. No career growth opportunity,
iv. Lack of support from the peer supervisors and family members, v. little learning opportunities, vi. Poor working environment. no workplace
safety, vii. Communication and viii. Insecurity in job.

9. Kossivi and Kalgora (2016) attempted to study the various factors for retention from the findings of various previous research studies and
brought some factors such as opportunity for development, work-life balance, compensation, style of leadership of the management,
work environment, autonomy, training & development, social support etc., In their study, supervision and leadership are explored more and
the factors like organizational culture, autonomy and training & development are less explored. Further the scope for further research also
stated in the conclusion that based on category of employees can be done in future.

10. Alkhawaja and Arwa (2017) while discussing the leadership style and employee turnover stated that increase in turnover is due to unbalanced
treatment of employees and hence while dealing with people, leaders should question themselves regarding their personal judgement biases
and assumptions, this ultimately results into high motivations and organizational effectiveness.

OBJECTIVES OF THE STUDY:

1. Toascertain the problems of the employees in the organization

2. To offer the suggestions to the employee retention in software development solutions

3. To study the current trends in employee retention strategies

4. To identify and study the challenges involved in reducing the employee turnover
SCOPE OF THE STUDY:
The Scope of the Study Provided an overview of the specific focus and boundaries of the study on employee retention Explain the importance of defining
the scope to ensure clarity and relevance in research the scope of the study in relation to employee retention Specify the aspects or dimensions of employee
retention that will be examined in the study.

NEED OF THE STUDY:

Employee retention is important to team building and cohesion in the workplace so workers can come to trust and depend on each other. Diminished
productivity and competitive advantage are among the biggest losses when talented employees leave an organization.

RESEARCH METHODOLOGY:
Provide an overview of the research methodology section Explain its importance in ensuring the validity and reliability of the study on employee retention.
DATA SOURCES:

By leveraging these diverse data sources, organizations can gain a comprehensive understanding of employee retention dynamics and develop targeted
strategies to improve retention rates.

METHODS OF DATA COLLECTION:

1.Primary Data
2.Secondary Data
1.PRIMARY DATA:

I collected the primary data is within the organization which is provided by the workers in that organization and this information is also known as firsthand
information | conducted the questionnaire in the employees.

2. SECONDARY DATA:

Collected the information about the employee retention levels in that organization through the various methods like, journals and magazines this data can
be also known as second hand information.
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SAMPLE SIZE: Total number of populations is 600.
Sample size: Is | have taken the sample size of 120 individual sample size.
SAMPLING TECHNIQUES:

In the study of the Employee motivation practices, the sampling technique is simple random sampling A Simple random sampling is a randomly selected
of a population in this sampling method each member of the population has an equal chance of being selected.

DATA ANALYSIS AND INTERPRETATION:

1.The organization encourages open communication and feedback among employees.

open communicated: Encouraging open communication and feedback among employees is vital for fostering a positive work environment and improving
employee retention. Acute Soft Solutions likely recognizes this importance and likely implements various strategies to promote such communication,
thereby enhancing employee satisfaction and retention.

Table:5.6: opinion of Respondents regarding open communicate practices followed in the organization.

Sno options respondents percentage
1 strongly disagree 15 13
2 disagree 28 23
3 neutral 15 13
4 agree 40 33
5 strongly agree 22 18
total 120 100

Graph1: Graphical Representation of opinion of respondents regarding open communicated practices followed in the organization.
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Interpretation: From the above graph reveals that out of 120 sample respondents the majority 40(33%)of the respondents are agreed regarding open
communicated practices followed in the organization followed by 28(23%)of the respondents are disagreed followed by 22(18%) of the respondents are
strongly agree regarding open communicated practices followed by the organization followed by 15(13%) of the respondents have shown the neutral
tendency regarding open communicated practices and15(13%)of respondents are strongly disagree regarding open communicated practices followed by
the organization.

Conclusion: It is witnessed from the analysis that the majority 73% of the respondents are agree regarding open communicated practices followed by the
organization.

2.Employees are empowered to take initiative and make decisions within their role.

Empowering employees to take initiative and make decisions within their roles can significantly contribute to their job satisfaction and retention. By
entrusting employees with autonomy, likely fosters a culture of ownership and accountability, which can lead to increased engagement and loyalty among
its workforce.

Table2.opinion of respondents regarding Empowering employee practices followed by the organization.
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Sno options respondents percentage
1 strongly disagree 28 23
2 disagree 30 25
3 neutral 20 17
4 agree 35 29
5 strongly agree 7 6
total 120 100

Graph2. graphical representation of opinion of regarding Empowering employee practices followed in the organization.
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Interpretation: From the above Graph reveals that out of 120 sample respondents the majority 35(29%) of the respondents are Agree regarding
Empowering employees practices followed in the organization followed by 28(23%)respondents are strongly disagree followed by 30(25%)respondents
are disagree Empowering employees practices followed by the organization followed by20(17%)of the respondents have shown the neutral tendency
regarding Empowering employees  practices followed by 17(6%) strongly agree regarding Empowering employees  practices followed by the
organization

Conclusion: It is witnessed from the analysis that the majority 64% of the respondents are agree regarding Empowering employees practices followed
by the organization.

3. Diversity and inclusion are valued and promoted within the organization.

Valuing and promoting diversity and inclusion within the organization is crucial for creating a supportive and equitable workplace environment. By
embracing diverse perspectives and fostering inclusivity, organization likely enhances creativity, collaboration, and overall employee satisfaction,
contributing positively to employee retention.

Table 3. opinion of respondents regarding Valuing and promoting practices followed by in the organization.

Sno options respondents percentage
1 Strongly disagree 20 17
2 disagree 40 33
3 neutral 25 21
4 agree 19 16
5 strongly agree 16 13
total 120 100
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Graph 3 graph representation of opinion of respondents regarding Valuing and promoting practices followed by in the organization.
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Interpretation: from the above graph: reveals that out of 120 samples respondents the majority 40(33%) of the respondents are disagree regarding
Valuing and promoting practices in the organization followed by 25(21%) of the respondents are Neutral followed by 20(17%) of the respondents are
strongly disagree followed by 19(16%) of the respondents are agree followed by 16(13%) of the respondents are strongly disagree Valuing and promoting
practices followed by the organization

Conclusion: It is witnessed from the analysis that the majority 73% of the respondents are disagree regarding Valuing and promoting followed by the
organization.

4. The organization fosters a collaborative work environment where teamwork is encouraged.

Fostering a collaborative work environment where teamwork is encouraged is beneficial for employee morale and productivity. By promoting cooperation
and mutual support, likely cultivates a culture where employees feel valued and motivated to contribute their best, ultimately leading to higher levels of
job satisfaction and retention.

Table4: opinion of respondents regarding collaborative work environment practices followed in the organization.

Sno options respondents percentage
1 strongly disagree 25 21
2 disagree 28 23
3 neutral 18 15
4 agree 19 16
5 strongly agree 30 25
total 120 100

Graph4: representation of opinion of respondents regarding collaborative work environment practices followed in the organization.
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Interpretation: from the above graph:5.9 reveals that out of 120 samples respondents the majority 30(25%) of the respondents are strongly agree followed
by 28(25%) of the respondents are disagree followed by 25(21%) of the respondents are strongly disagree followed by 19(16%) of the respondents are
agree followed by 18(15%) of the respondents are neutral regarding the collaborative work environment practices followed by the organization.

Conclusion: - It is witnessed from the analysis that the majority 55% of the respondents are strongly agree regarding collaborative work environment
practices followed by the organization.

5. Leadership within the organization demonstrates a commitment to ethical behaviour and integrity.

Demonstrating a commitment to ethical behaviour is essential for fostering trust and integrity within an organization. likely prioritizes ethical leadership,
setting a positive example for employees and creating a culture where honesty, fairness, and accountability are valued. This commitment to ethical
conduct can strengthen employee loyalty and contribute to long-term retention.

Table5. opinion of respondents regarding commitment to ethical behaviour practices followed in the.

Sno options respondents percentage
1 strongly disagree 25 20
2 disagree 27 25
3 neutral 22 18
4 agree 35 28
5 strongly agree 11 9
total 120 100

Graphb5. graphical representation of opinion of respondents regarding commitment to ethical behaviour practices followed in the organization.
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Interpretation: from the above graph:5.10 reveals that out of 120 samples respondents the majority 35(28%) of the respondents are agree followed by
27(25%) of the respondents are disagree followed by 25(20%) of the respondents are strongly disagree followed by 22(18%) of the respondents are
neutral followed by 11(9%) of the respondents are strongly agree regarding the commitment to ethical behaviour practices followed by the organization.

Conclusion: - It is witnessed from the analysis that the majority 64% of the respondents are agree regarding commitment to ethical behaviour practices
followed by the organization.

FINDINGS:

It is witnessed from the analysis that the majority 73% of the respondents are agree regarding open communicated practices followed by the
organization.

It is witnessed from the analysis that the majority 64% of the respondents are agree regarding Empowering employees  practices followed
by the organization

It is witnessed from the analysis that the majority 73% of the respondents are disagree regarding Valuing and promoting followed by the
organization.

It is witnessed from the analysis that the majority 55% of the respondents are strongly agree regarding collaborative work environment
practices followed by the organization.

It is witnessed from the analysis that the majority 64% of the respondents are agree regarding commitment to ethical behaviour practices
followed by the organization.

SUGGESTIONS:

From the study it was found that the employees lacked in communication skills, so the organization can give special training on soft skills to
the employees.

The new development from the study implemented in the technology improves the employees
The company should provide career opportunities to the employees

The company should provide motivated training programs for their employees

CONCLUSION:

This study helps to understand the employee retention system practiced in the organization Employee retention System helps is employees career growth
it supports them to take their consideration to the management and to get more benefits and also for their more effective system and employees to useful

information
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