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Abstract 
This research investigates the elements that affect organisational environment and how they 

affect employee attrition in Nagpur's IT sector. The study intends to identify important aspects 

of organisational environment, including incentive systems, work-life balance, leadership style, 

and communication efficacy, and investigate how these aspects affect employee retention. The 

study uses a structured questionnaire and a descriptive research approach to collect data from 

150 workers of different IT companies. The results show that work-life balance, 

communication, and leadership style have a big impact on employee retention and happiness, 

but team culture and career progression prospects also matter. The study emphasises how 

crucial it is to create a pleasant workplace culture in order to lower turnover and raise employee 

engagement. 
Keywords: Organizational climate, employee attrition, IT industry, leadership style, 

communication, work-life balance, employee retention, employee satisfaction, etc. 

Introduction and Literature Review 

Any business's organisational climate is an essential component of the workplace that has a big 

influence on worker behaviour, job satisfaction, and overall productivity. Organisational 

environment has a crucial role in determining employee attitudes and retention, especially in 

the Information Technology (IT) industry where there is a strong demand for qualified labour 

and fierce rivalry among businesses. Given the number of small and medium-sized businesses 

(SMEs) and growing tech parks in a city like Nagpur, which is becoming a centre for IT 

development, it is crucial to comprehend the local dynamics of organisational environment and 

how they relate to employee attrition. This study aims to investigate the fundamental 

components of organisational environment, including work-life balance, job autonomy, 

incentive systems, communication, and leadership style, and how these characteristics affect 

employee attrition in Nagpur's IT sector. 

According to Schneider, Ehrhart, and Macey (2013), the general consensus about 

organisational policies, practices, and procedures is known as the organisational climate. It 

shows how workers feel about their jobs and, consequently, how they act there. One of the 

earliest to define organisational climate as a psychological setting that affects motivation and 

output was Litwin and Stringer (1968). By highlighting certain characteristics including 

structure, responsibility, reward, risk-taking, and support, subsequent research has expanded 

on this idea (James & Jones, 1974). These aspects of the environment affect not just how people 

behave individually and in groups, but also more general organisational results including 

retention, job satisfaction, and creativity. 

Conversely, employee attrition describes the slow, either voluntary or involuntary, loss of 

personnel over time. Because of the erratic nature of technical developments, the abundance of 

attractive employment prospects, and the stress of a high-demand work environment, the IT 

business is especially vulnerable to high turnover rates. According to research by Hom et al. 

(2017), aspects of the organisational environment�in particular, equity, acknowledgement, 

management support, and well-defined career pathways�are critical in keeping staff on board. 

This is consistent with the research of Allen and Meyer (1990), who highlighted the 

significance of emotional commitment�which is heavily influenced by organisational 

climate�in forecasting staff attrition. 

Literature Review 

According to a research by Koys and DeCotiis (1991), employee stress and resignation intent 
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are decreased in positive organisational climates that are defined by clear responsibilities, fair 

compensation, and respect for one another. In a similar vein, Schneider et al. (2002) claim that 

staff retention is one of the most important indicators of organisational climate, which is a 
"leading indicator" of organisational performance. Employee happiness and lower attrition 

have been found to be strongly correlated with elements including an innovative work 

environment, flexible scheduling, and encouraging leadership in the context of IT companies 

(Lu & Gursoy, 2016). 

Nagpur offers a special setting for this kind of research. With the help of government programs 

like the MIHAN (Multi-modal International Cargo Hub and Airport at Nagpur) project, Nagpur 

is quickly emerging as a prospective IT location, while not being as crowded as metros like 

Bengaluru or Hyderabad. Even with these advancements, there is still a dearth of empirical 

studies that look at how organisational environment affects workers' decisions to stay or go in 

this particular region and sector. 

Furthermore, regional studies have shown that employees in Tier-2 cities like Nagpur have 

quite different sociocultural expectations, management styles, and career goals than those in 

bigger metro areas (Kumar & Arora, 2012). Employees in Nagpur, for example, could place 

more value on family responsibilities, local employment possibilities, and work security, all of 

which could have particular interactions with organisational climate characteristics. HR 

managers who want to create context-specific retention strategies must comprehend this 

interplay. 

Additionally, recent research highlights the significance of psychological safety and perceived 

organisational support in lowering turnover intentions. Eisenberger et al. (2002) showed that 

employees are more likely to become loyal to the company when they believe their efforts are 

recognised and that their well-being is given priority. Moreover, Mitchell et al. (2001) examine 

the job embeddedness theory, which holds that employees are less inclined to quit if they feel 

more a part of the company culture and their work. These observations highlight the necessity 

of developing a culture of participation, trust, and belonging in addition to strengthening the 

structural components of organisational climate. 

Given the foregoing, this study attempts to close the gap by investigating the ways in which 

particular aspects of organisational environment impact employee attrition in Nagpur's IT 

industry. It is anticipated that the results will add to the little regional literature and offer useful 

advice to HR practitioners and legislators on how to improve employee retention regimes. 

Organisations in Nagpur's IT ecosystem may reduce attrition risks and increase productivity 

and long-term sustainability by carefully examining organisational environment variables 

including autonomy, communication, rewards, leadership, and work-life balance. 

Objectives: 

1. To identify and analyze the key factors that contribute to the organizational climate within 

IT companies operating in Nagpur. 

2. To examine the influence of organizational climate on employee attrition rates. 

Methodology: 

In order to methodically investigate and comprehend the elements influencing organisational 

environment and their impact on employee attrition in Nagpur's IT sector, the current study 

used a descriptive research approach. Employee perceptions of various aspects of 

organisational climate and their intention to stay or leave are captured through the use of a 

structured and pre-tested instrument that includes both closed-ended and Likert-scale 

questions. The questionnaire method is used as the main tool for data collection. In order to 

ensure representation from a range of job categories and experience levels, the study focusses 

on employees from several IT companies in Nagpur. Due to the practical difficulties in 

obtaining an exhaustive list of IT experts in the area, a non-probability convenience sampling 

approach was used to pick a sample size of 150 respondents based on accessibility and 

mailto:iajesm2014@gmail.com


International Advance Journal of Engineering, Science and Management (IAJESM) 
Multidisciplinary, Multilingual, Indexed, Double Blind, Open Access, Peer-Reviewed, Refereed-International Journal. 

SJIF Impact Factor =8.152, January-June 2025, Submitted in March 2025 
 

Volume-23, Issue-II            iajesm2014@gmail.com 12 

ISSN: 2393-8048 

convenience. Using the proper statistical methods, the obtained data will be examined to find 

trends, connections, and important information pertinent to the study's goals. 

Data Analysis: 

Employee views and experiences at work are influenced by a number of interconnected aspects 

that define the organisational environment. Important factors include communication, which 

guarantees transparency and openness at all levels; incentive systems, which acknowledge and 

encourage employee success; and leadership style, where honest and encouraging leadership 

builds trust. Furthermore, job autonomy is essential for employee empowerment, and work-life 

balance has an impact on both job satisfaction and general well-being. Climate is also greatly 

influenced by team dynamics, organisational structure, and growth and development 

possibilities. When combined, these elements provide an atmosphere that may increase worker 

engagement or increase discontent and turnover. 

 
Transparent leadership and open communication channels are crucial in creating a positive 

work environment, as evidenced by the distribution of responses, which show that leadership 

style (25%) and communication effectiveness (20%) are regarded as the most important factors 

influencing organisational climate in the IT sector. Employees' need for appreciation and a 

harmonious blend of work and personal life is reflected in the importance of reward and 

recognition systems (15%) and work-life balance (15%). The relevance of independence and a 

collaborative culture is suggested by the moderate contributions of job autonomy (10%) and 

team dynamics (10%). Despite being the least weighted, growth and development possibilities 

(5%), however, have an impact on the general organisational environment. 

 
According to the distribution of responses, management and leadership style (28%) is the most 

significant factor influencing employee turnover in the IT sector, suggesting that workers place 

a high value on capable, encouraging, and powerful leadership. The importance of a healthy 

work environment and open communication in retaining talent is shown in the considerable 

roles played by work-life balance (20%) and openness and transparency (18%). Career growth 

chances (10%) and recognition and incentives (12%) have a moderate impact, indicating the 

need for ongoing motivation and opportunity for progress. In contrast, work autonomy (5%) 

and team culture and support (7%) seem to have less of an effect, but they nevertheless 

influence the overall organisational environment that determines whether employees choose to 

stay or go. 

Conclusion: 

According to the survey, attrition rates in Nagpur's IT sector are greatly impacted by 
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organisational environment, which is crucial in determining employee experiences. A healthy 

organisational atmosphere was shown to be largely influenced by important elements such 

incentive systems, work-life balance, leadership style, and communication efficacy. Workers 
are more likely to stay loyal to their company if they believe it to be open, encouraging, and 

growth-oriented. On the other hand, low recognition, inadequate communication, and a lack of 

leadership support all lead to discontent and increased intents to leave. The results show that 

organisational environment and staff retention are directly related, highlighting the necessity 

for businesses to foster an atmosphere that encourages engagement, contentment, and career 

fulfilment. 

Recommendations: 

To combat employee attrition and establish a healthy corporate atmosphere, IT businesses in 

Nagpur should engage in leadership development programs that encourage empathy, inclusion, 

and transparency. Organisational commitment may be increased by improving internal 

communication procedures, often praising staff accomplishments, and providing flexible work 

schedules. Businesses should also give work-life balance programs top priority and offer clear 

professional advancement pathways through mentorship and upskilling. Establishing regular 

employee feedback systems can help to track impressions of the workplace culture and take 

proactive measures to enhance it. Organisations may lower attrition rates, boost morale, and 

maintain long-term employee engagement by fostering a supportive and accommodating work 

environment. 
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