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ABSTRACT

People are important asset to the organizationai@zgtions invest a lot of time, money and eneoglite, coach
and manage performances of their employees. Aetiteof the day an organization gets an identity sunctess only
because of his employees. Therefore, there is mpthiore challenging than to focus on employee teterand more
upsetting to know that one of your team membegeido depart. Exit interviews are critical to arganisations as they
provide an opportunity for the employees to exprbgsr reasons for exit and enable the organizatimnreview and
improve upon their employee retention policies.sTisian unique chance for an organization to utaedsthe perception
of departing employees who generally will more oped objective about their perception on orgamzet policies and
practices. However corporate insecurity and defemsiss can act as a barrier in implementing exérview process
objectively. Also the feedback received from theptayees during the process are masked due topkesonal reason or
simply not taking the exit interviews seriously. ejheven feel that it will block their re- entry the organization,

if so desired and may find it difficult to face er-colleague or manager in future if they crostipat
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INTRODUCTION

Over the years a great emphasis has been led oponderstand the reasons for employees exit. lerowa
understand this HR practitioners try to focus om fdicts that come out as a result of exit intervielaey do so due to the
belief that an exit interview helps the organizatto understand the reasons for voluntary employaever and also to
gather the information whic can help to improveiwdlual and organizational performance. The purpafstis study is to
analyse the exit interview process of large profesd organizations. By investigating the abovedsprocess the
researchers will be able to throw light on reasfamsexit and develop strategic tools to measuratiati and to reduce
employee turnover. From the organizations perspestihe primary aim of exit interview is to undarst the reasons for
departure of an employee. As these reasons coudniee helpful drivers for organizational developmeXtgood exit
interview must focus on getting improvement on viegkenvironment, culture, systems and processateitship and

developmental opportunities etc.

This information could be a guiding tool for curgiorganizational attrition level. It has also bedrserved that
employees generally overlook the opportunity theyig exit interview and choose not to comment legirtpain points
during the tennure in the organization and alsodfyanisations miss to capture and analyse theior@rof departing
employees who are more forthcoming, constructivet @lpjective in their expressions about the orgdiumal practices
and procedures. From the above it can be infelvatlf exit interviews are handled in a professiomay it can help to

improve work environment and reduce the attritiate rfor the organization. With this background, éinicle attempts to
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understand the importance of exit interview ana dtes to understand how it can be helpful in ding a healthy and

productive future for the organization.
LITERATURE REVIEW

According to Van Wert, I. Gregg (2004) in his aeicAn evolving view of exit interviews” said thaitttrition is
going to be there and it should there. The chaélemiggood management is to ensure that such autii acceptable, and
that it stays that way, he added. The main purpbsige exit interview is to find out the reasons tleeir exit and to ensure
they do so in an orderly way. Many managers travoid the exit interview because they feel thanhéty reveal their
organisational limitations and failures, which mayt be liked by the top management. He also sugdekat Interview
findings must be communicated in the form of recandations and suggestions tor training. It wash@érsubstantiated
by Neil, Martha (2006), the purpose of exit intewiis to gather real information about their expece at the firm and

also to understand why they are looking to leavkwaat led them to make that decision.

Levin Geg (2007) discusses the critical practiced aomponents that should be incorporated into exiy
interview strategy to positively impact on staffrigibn. He suggested that using an independerd {erty to conduct exit
interviews is the best way to make the departingleyees at ease during the interview process awltalget best results

in exit interviewing, standardizing the interviewsurvey process is important.

Faragher, Jo (2008) said in his article “Why stefilly leave” that employee's real reasons foritgpa job are
quite different to why human resource (HR) thinkeyt go. His article survey further revealed that p&¥cent of
organisations do not have a discrete budget fol@rap retention. He also said that anonymous datst ke most valued,
the organisation must not always try to find outlffan supervision and there is always a confusiarownership of exit

interview data.

Bhatnagar, Jyotsna. (2007) further added that facté organizational culture, career planning alomigh
incentives and organizational support must be fafusxit interview data. It was further mentionedthe article that the

first two were indicative of high attrition.

In the words of Flamholtz. E. G (2003), the exieiwiew enables not onlgn improved understanding of the
reasons why employees leave, but provides oppditgnior effective communication in several addiab areas as
well. These include for example: clarification afngplaints against employees being released; shafimgformation
about benefits, including maintenance of medicalurance, pension programs, and eligibility for uplyment
compensation; promotion of positive relations wibhmer employees; discussion of policies on refeesrand eligibility

for rehire; and identification of problem areastthequire corrective measures.

Garretson, P., & Teel, K. S. (1992) pointed thad tivo major elements of the exit interview are disary
and communication. Neither the discovery of an emeé’s motivation for vacating a position nor theamsng of this
information with management is easy tasks. A commart of sufficient time and appropriate staff faaldgue,
analysis, and feedback is essential. Staff undwisig and cooperation are also critical so that eié interview is

viewed as more than another mandatory proceduterthst be completed before a final pay-check igess

Relevance of the Study An ‘exit interview’ is auwsttured process where the departing employee camlyp

discuss their reasons for leaving their job. Then aeview their employment history with the orgatian and
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smoothly and professionallywork through transition details. Employees thosavée have grounds for making their
career choices. Exit Interviews are designed tgq hehnagement determine the actual reason behindrsorngs
detachment from the company. The aim is to propieleple a comfortable environment where they camigeofrank and

honest answers on topics regarding the departnteat), manager and company.

OBJECTIVE OF STUDY
» To examine the process of Exit Interview
» To understand the elements of Exit Interview andntegrate it with strategic HR activities of theganisation
» To ascertain the outcomes, pros and cons of Etérview

RESEARCH METHODOLGY

The research study is empirical as it tries to foud the opinions and perceptions of the employafean
organization. For the confidential reasons the ramwk the organisations have not been disclosedveSuresearch
methodology was adopted and the data was colldayedoth primary and secondary method. The quesdio@nvas
prepared by exploring literature review in formsafcondary information, which was collected with tiedp of published

research papers, white papers and websites.

The questions in the questionnaire give the rebeara scope to find out factors that make the iexérviews
successful and useful for the organisation. Thengtt is to make it effective, so that the datassted from the process
can be used for various strategic HR initiativeie Tpopulation of the study consists of employeesvafious
manufacturing organisations, operating in factay g across country. The total sample size canesfs5 respondents.
The sample selection technique adopted for gettiagjuestionnaires filled is Simple Probability huat.

DATA ANALYSIS AND INTERPRETATION

Table 1: Personal Reasons for Organisational Exit

Relocation 14.00%
Intention to start own venturg 19.00%
Health 37.00%
Family related problems 30.00%

Personal Reasons for Organisational Exit

m Column ©
mtention to stan own ventur= | NN
0.00% 10.00% 20.00% 30.00% 40.00%
Figure 1

The above graph shows that health is the primacyofafor leaving the organisation, followed by fdyni
related problems. Almost 67% of employees haveaedpnts to the above as their reason for exith&sréspondents

are from manufacturing set up, heath hazards ageobprimary reason for their exit from the orgatisn.
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Table 2: Exit Due to Professional Growth Reasons

Lackof T&D 7.00%

Self Employment 25.00%
Higher Studies 12.00%
Job Profile 19.00%
Low Growth Opportunities 14.00%
Lack of Challenge 20.00%
Others 3.00%

Exit due to Professional Grwoth reasons

Cther: [

Lack of Challenge

Low Growtn Opportunivies -

Job Profile
Higher Studles

ser Empicyment .
o ot T |

0.00% S5.00% 10.00% 15.00% 20.00% 25,003 20.00%

Figure 2

When the parameters were relating to professiorabth, 25% preferred self employment, where as 20
19% respectively put lack of challenge and job iedads their preference. Similarly 14% also feedwgth opportunities
are very low. The above analysis shows that em@syare most concerned for their professional groimthihe

organisation.

The hygiene and motivational factor operating igamisational space are the building block of praifesal
environment. Organisational Policies, supervisipger, recognition, rewards etc. Are some of elemeffitprofessional
environment. 28% of respondents point out thateherelay in decision making, where as 23% and 2&8pectively
point out poor communication and lack of clear migational policies are the factors for the peojdeave the

organisation. Very few ie only 2% respond partiahlviour of seniors is the reason for their exit.

The above graph shows that lack of clarity in réipgrrelations and ambiguous roles are the majoudcareas
of the respondents. 30% sighted unclear reportingires while 49% sighted ambiguous role as thfeason for exit.

Whereas compensation releted reasons were not dieegatively so much.

Table 3: Exit Due to Professional Environment Relad Issues

Partial Behaviour of Seniors 2.00%
Lack of Feedback and Recognition 14.00P0
Delay in Decision Making 28.00%
Poor Communications 23.00%
Uncertainty in day to day operations 13.00%%
Lack of clarity in Organisational Policies  20.00%
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Lack of clarity in Organisational Policies

Uncertainity in day to day operations

m Column C
Delay in Decision Making

Lack of Feedback and Recognition
Partial Behaviour of Seniors .
0.00% 10.00% 20.00% 30.00%
Figure 3
As most of the factories are situated away fromrtizn cities, the employees find travelling combame and
stressful. There for 36% find difficulty faced iratelling and whereas 28 % feel that stress isctifdor leaving the

organisation.

Table 4: Compensation and Role Related Reasons

Lack of clarity in Reporting Relations  30.0026
Ambiguous roles 49.00%
Inadequate incentives & Bonus 14.00%
Low Pay 7.00%

Lo Pay .
| nadequateiincentives & Bonus -

Lack of clarty in Reporting Relations

m Colurmn C

0.00% 20.00% 40.00% 60. 00%:

Figure 4

Table 5: Other Reasons for Exit

Pollution in the area 19.00%
Stress 28.00%
Travelling 36.00%

Non Fulfilment of Commitment

0,
by the Organisation 17.00%

Mon Fulfliment of Commitment by the Organlsation

Travellng

mColumn C

Stress

Follution In the area

0.00%: 20.00%: 40.00%

Figure 5
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Table 6: Will you Rejoin the Organisation in Future?

Yes | 92.00%
No 8.00%

m Column C

0.00%: 20.00% 40.00% 50.00% 280.00% 100.00%
Figure 6

Table 7: Will You Recommend this Organisation to Olhers?

Yes | 78.00%
No 22.00%

0.00%: 10.00%: 20.00%: 30.00%5 40 00%: S0.00%: 60.00%: 70.00%: 80.00%: 90.00%:

m Column C

Figure 7

92% of respondents feel good to rejoin the orgdiieaand 78% feel that they will recommend the
organisation to others.

CONCLUSIONS

From the above primary and secondary data anaitysen be concluded that collecting accurate aricivke
information is the key to effective exit intervigwocess. In the survey the respondents have sighatéous personal
and professional reasons for their exit. HealtHf 8mployment, delay in decision making, ambiguooles, travelling,
stress etc were sighted as some of factors dudichvemployees leave the organisation. But at dmeestime most of the
respondents have found their stint in the orgalmisatuccessful as they desire to rejoin the orgaiois in future, if the
situation demand and also the majority were happgtommend others to join the organisation. Itlvariurther said that
the overall level of effectiveness will be influertby the reliability of response, as most of theetdistortions may
occur due to negligence or insecurities, fearsiet¢the minds of the respondents. This generallypbap as the
interviewees probably feel concerned about theipitisg of their comments impacting on their remaig co-workers

and there may be a felling of having forged strapgworker relationships during their employmenteTdntire process
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can be frutile if there is underutilisation of imfieation gathered by human Interviewer. It is nessllto say that if
employees do not give accurate informationthe exit interview, even if the information isilliy utilised, efforts
made on the way to reduce employee turnover basdtie information will be ineffective as the deoiss will be

based on inaccurate and unreliable data.
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