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Conclusion

The high rate of skilled employee turnover due to migrating to developed countries 
has created critical managerial problems in the Sri Lankan IT industry. This paper 
observed that there are inadequacies in the existing body of empirical and theoretical 
knowledge to analyze this problem. Accordingly, the aim of this paper is to contribute 
to a better understanding of factors affecting brain drain in the IT industry in Sri 
Lanka, by exploring the organizational-level factors. Based on the in-depth literature 
survey, a theoretical framework is proposed considering the organizational-level 
factors such as career growth, workload and incentives as the antecedents to 
skilled professionals’ intention to migrate and also the moderating effect of the 
perceptions of organizational politics on the process of migration-decision making. 
This theoretical explanation of the organizational-level factors affecting brain drain 
is regarded to bring valuable insights to the existing theoretical knowledge, and 
induce new directions in research on the phenomenon of brain drain. The proposed 
framework indicates many managerial implications as well, especially for human 
resource management strategies in order to control brain drain. 
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