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ABSTRACT 
This study was carried out for the purpose of assessing the main factors that affect employees’ 

turnover in Debre  Birhan referral hospital. 

In order to identify the causes/factors of the employee turnover in Debre Birhan referral hospital 

descriptive research method used, it has used both primary and secondary data. With regard to 

primary data, first hand data have been collected through questionnaire filled by existing 

employees of the hospital selected based Stratified random sampling whereas purposive 

sampling employed for selecting interviewees. The study was used mixed data analysis technique 

or qualitative (in-depth interview) and quantitative (self administrative questionnaire) means of 

data analysis technique and finally analyzed using descriptive statistics by using graph, table 

mean, percentage and chi square test. 

The study reveals that employees were not satisfied with the salary and benefit package of the 

organization. Employees in the hospital were still working as long as they were not having 

alternative job opportunity. Both the managerial relationship and human resource practices at 

the hospital were also the factor for employees turn over. Moreover, employees complained on 

career, promotion, and transfer packages since the management was not impartial in dealing the 

overall benefits. Besides, Work place condition as discouraging as it was not attractive them. 

Still the other finding was that rate of turnover in the hospital has great disparity among work 

positions, the highest being at doctors and lab technicians followed by pharmacists,  nurses, and 

administrative workers 

The study therefore recommended that, the management should improve the salary scale, 

implement the system of compensation, provide further training and development program, 

create conducive environment, provide clear path of employee's career development and assure 

the rewarding system. 

Key words   employee, turnover 
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CHAPTER ONE 

 1. INTRODCTION 

1.1 Background of the study 

Employee turnover is one of the most crucial issues to every organization, and should need high 

attention.  Because organizations should be hired and trained, new employees that needed to 

consider the time required for a new employee to be effectively productive.  According to Syrett 

(1994), Employee’s turnover is the main factor that affects the organization’s productivity; that 

considered being the challenging issue in today's business arena. Turnover is a warning sign of 

low morale. Senior management and human resource professionals should receive considerable 

attentions what factors are affected employees turnover.  Cost and intractable human resource 

challenges confronting by many organizations at global level due to the serious problem of 

employees turnover. Employees either leave their jobs voluntarily by their own decision or 

forced to leave by the decision of the employer.  Voluntary turnover is a major problem for 

organizations in many countries.  

Porter and Steers (1973) suggested that the issue of met expectations was central to the 

individual’s decisions to leave an organization. Each employee has his or her own set of 

expectations upon entering an organization. Should these expectations not be met, the individual 

will become dissatisfied and leave. Mobley (1977) suggested that a negative evaluation of the 

present job leads to job dissatisfaction, thoughts of quitting, and an evaluation of job seeking 

expectation utility and cost of quitting.  

In Ethiopia, even though few studies show about turnover of employees, there were no empirical 

studies conducted on public hospitals employees’ turnover which were supported by formal and 

published research. Therefore, this study is done on public hospital in case of Debre Birehan 

Referral Hospital because of employees’ turnover is a massive issues in the organization. 

Currently, employees are resigning the organization due to unknown reasons. Moreover, this 

study is clearly assessed  the factors   of employees’ turnover and its  retention mechanism helps 

in developing appropriate policy and training program at country level in general and at public 

hospital level in specific manner. 
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1.2 Statement of the problem 

In today’s global competitive business world, it is considered to be a crucial task to manage 

employee turnover for any organization. Successfully Managing turnover is an important to 

achieve the main goals of any organizations.  

Many Researches have been carried out to identify the major factors of employee’s turnover. For 

example, Aman (2015), was conducted his research on Oromia Water Works Design and 

Supervision Enterprise  terms of employment, favorable government policy an external market, 

lack of result oriented promotion and motivation, working environments and conditions are 

factors affecting employee's turnover of the organization. Yared (2007), also conducted his study 

on International rescue committee (nongovernmental organization),  that the causes of turnover 

are a combination of factors which includes family problems, poor leadership, dissatisfaction 

with job, better opportunity in external market, and dissatisfaction with work place. Yezina 

(2014), concluded that Salary, benefit package, poor management, better job opportunity, 

promotion and poor managerial relations are combination factors of employee's turnover of the 

organization. Another researcher, Solomon (2007), was carried out on Ethiopian Rod Authority 

(skilled work force turnover), turnover is affecting the organization in terms of productivity, 

money and time.  

Thus, turnover is became a serious problem for both private and governmental organizations.  

Debre Birehan Referral Hospital is a public hospital that engaging on professional workers and 

giving public health services area. Since the organization is a professional firm, the source of its 

income, excellence, in general all its business is human resource or human capital. It is relied on 

not machineries or other fixed assets, but human brain or skills and qualification of its human 

resource. While rendering professional health services such as medical treatment the hospital 

needs professionals with high skills and qualification with required competency on areas of 

medical works and related study. The importance of coordinating and using human resources of 

the hospital has great value in context of its work. However, turnover of the employees 

recognized as one of the factors that are affecting the services of the hospital. Well experienced 

and qualified workers leave positions that they held in Organization. Hence, discussing (the issue 

in the context of this organization could insight the reader important lesson. Frequent turnover of 
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employees, could costing the hospital in terms of performance, money and time. Accordingly, 

this study primarily focuses on answering the following basic research questions. 

1.3 Research questions 

1. What are the main factors of employee turnover in Debre Birehan Referral Hospital?  

 2. What   are the feelings of management about employees’ turnover in Debre Birehan Referral 

Hospital? 

3. Which positions are more at risk for employee's turnover in Debre Birehan Referral Hospital? 

4. Does the hospital have any mechanisms to reduce turnover? 

1.4. Objective of the study 

1.4.1 General objective 

To asses different factors that affecting and aggravating employees turnover in Debre Birehan 

Referral Hospital. 

1.4.2. Specific objectives of the study 

 To identify the major factors of employee's turnover in Debre Birehan Referral Hospital. 
 To understand the feelings of managements about employee turnover in Debre Birehan 

Referral Hospital. 

 To identify which positions are more at risk for turnover in Debre Birehan Referral 

Hospital. 

 To find the mechanisms used by the hospital to reduce turnover rate. 

1.5 Scope of the Study 

It is necessary to study all factors of employee turnover as viewed by theories in relation to 

employee turnover. The study, however, mainly focused only on major factors of turnover 

related to demographic factors, salary and benefit package, job opportunities, managerial 

relationship, employee career, promotion, and transfer, as well as work place condition in Debre 

Birhan Referral hospital in the year 2018. Hence, the study is limited to only the assessment of 
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turnover using six factors. Whereas other factors such as infrastructure and job characteristics are 

beyond the scope of this study. Finally, the study is limited only to Debre Birhan Referral 

Hospital. 

1.6 Significance of the Study 

Governmental and public sector organizations success can be measured mainly through delivery 

of quality service to their customers. Doing so, it can be achieved through well formulated plans 

and programs, allocation of resources, assignment and retention of committed and competent 

employees. However, since skilled work force turnover can affect the organization has to achieve 

the intended objectives and expected results will not be achieved. Therefore, this study helps to 

the hospital to understand the factors that aggravated turnover. It also serves as literature for 

future studies on the topic. It may also use as input for policy makers and implementers. 

1.7 Limitations of the Study  

Like any research, this study has some internal weaknesses. First, due to lack of preliminary 

evidence about the hospital working environment, some relevant items may be omitted from the 

questionnaire. Second, data via questionnaire survey alone might not enough to explain 

employee turnover.  As a solution, to fill the omitted items, interview was held with managers in 

the hospital. Third, measuring of turnover and regression analysis was not employed. Finally, 

because of time and budget constraint, the study only limited to the existing employees and also 

not considered other public and private hospitals. 

1.8 Organization of the Research 

This research was organized in to five chapters. The first chapter presented the background issue, 

statement of the problem objectives, significance and limitations of the study. The second 

chapter came up with literature review. The third chapter discussed research methods like 

research design, sampling techniques, data collection method and tools. Data interpretation and 

discussion of data presented in chapter four. Finally, chapter five came up with conclusion and 

Recommendations.  
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1.9 Ethical consideration 

Confidentiality – the respondents were assured that they should not be confused and that their 

response was remained confidential and used for academic purpose only. 

Informed consent – Cover letters explained the purpose of the questionnaire and the right to 

accept or refuse to participate in the research activities was given to the respondents of this 

study. As well as explaining the purpose of the study and for what purpose the study was 

conducted. It was also required respecting the governmental rules and regulations, public moral 

at large and isolated from any political ideology. 
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CHAPTER TWO 

2. REVIEW OF LITERATURES 

2.1 Definition of employee turnover 

Employee turnover occurs when employees leave their jobs and must be replaced. The world 

web dictionary defines employee turnover “as the ratio of the number of workers that had to be 

replaced in a given time period to the average number of workers” (www.wordnetprinceton.edu). 

The Chartered Institute of Personnel and Development (2007), defines employee turnover as the 

“ratio comparison of the number of employees an organization must replace in a given time 

period to the average number of total employees”. In their own definition, Abassi and Hollman 

(2000), define turnover as the “rotation of employees around the labour market; between firms, 

jobs and occupations; and between the states of employment and unemployment”. 

 According to Iverson and Pullman (2000), turnover can be classified as voluntary (to include 

withdrawals out of volition) or involuntary (to include layoffs and dismissals).  

2. 2 Factors of Employee turnover 

Many reasons explain why employees resign from an organization. Some of the reasons are 

discussed as follow. 

2.2.1 Lack of Employee Motivation 

Armstrong, (2003) contends that motivating employees can be a manager's biggest challenge. 

Employee motivation is a key to the overall effectiveness of an organization. An understanding 

of the applied psychology within a workplace, also known as organizational behavior, can help 

achieve a highly motivated workforce. Fair promotion conducted on bases of performance 

greatly motivates employees and a key de motivating factor to employees is failure by the 

organization management to carry out promotion on basis of performance and merit.  Georgi 

(2004), affirmed that proper job description influences development of clearly defined 

employees roles and responsibilities and this eliminates cases of over tasking employees hence 

improving the level of employee motivation, existence of ineffective employees roles and 

responsibilities overburdens most of the organization employees and leaves some employees 

with little role to play in execution of organization functions.  



 

7 
 

Paul (2004), argued that job rotation helps employees to develop adaptive since employees who 

are not exposed to job rotation programs lacks an opportunity of learning adaptive skills when 

exposed to work in different environment. Dubois (2004), on the other hand argued that 

management that is not committed in offering praise and recognition to deserving employees 

leads to lack of rewarding of hard working employees and this lowered the morale of most 

employees.  

According to Buttrick (2009), two types of behaviors can occur during motivation: intrinsically 

motivated behavior and extrinsically motivated behavior, intrinsically motivated behavior as 

behavior that is performed for its own sake, the source of the motivation is actually performing 

the behavior, and motivation comes from doing the work itself and extrinsically motivated 

behavior as that performed to acquire material or social rewards or to avoid punishment and thus 

employees who are working purely for monetary purposes are an example of extrinsically 

motivated (Dubois,2004).  

Murphy (2009), affirmed that application of ineffective performance appraisal systems 

influences rewarding of non performing employees since they are rated to be the best and this de 

motivates most of the hardworking employees whose efforts are not recognized. In the 

motivation equation, input, performance and outcome are key factors that contribute to high 

motivation. Inputs are anything an employee contributes to the job or organization, such as time, 

effort, education and experience. Outcomes are anything an employee gets from a job or 

organization, such as pay, job security and benefits. Organizations hire based on inputs. High 

performance levels contribute to the organization's efficiency, effectiveness and overall goals. 

Managers use outcomes to motivate people to contribute inputs.  

Gollwitzer (1999), Team building helps to increase employee motivation since it provides 

employees with working environment that allows employees to interact and learn from each 

other. Several theories exist regarding motivation such as expectancy theory, need theories, 

equity theory and goal-setting theory are each different interpretations within motivation. 

Expectancy theory suggests that high levels of motivation occur when employees believe they 

can get the task done, believe they are capable of performing at high levels, and desire the 

outcomes. For example, pay or bonuses can be a desired outcome. Moureen, (2004) indicated 
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that application of clear communication channel helps in building strong level of interaction 

between organization employees and this acts as a core motivating factor.  

Trevor (2004), who emphasized that equity theory suggests that managers promote high levels of 

motivation by ensuring people, believes in the outcomes. For example, salaries are distributed in 

proportion to inputs, such as time and effort. Goal-setting theory suggests that specific and 

difficult goals lead to high motivation and success on the other hand Thomas (2003), affirmed 

that Abraham Maslow's theory states that human beings have wants and desires which influence 

their behavior. Only unsatisfied needs influence behavior. 

2.2.2 Work Environment 

 Employees must have the necessary tools to discharge their duties and responsibilities. This 

includes the proper equipment, machinery and computer technology as well as adequate lighting, 

work space and ergonomically-correct seating. Poor working conditions due to physical elements 

lead to low productivity and overall job dissatisfaction. The latter, particularly when left 

unaddressed, leaves employees feeling unappreciated and they ultimately leave (Bratton, 2003).  

According to Moureen (2004), work environment is also one of the main causes for employee 

turnover. Employees prefer to work in an environment which is suitable for them. This is the 

most common reason why they jump from company to company in just a few months. If they 

find an appropriate work environment in a specific company, they may work in the same 

organization for several years. Homer (2007), contends that safe working environment leads to 

increased level of employees’ job satisfaction and helps the origination to retain employees for a 

long time. Unsafe working environments like non-standard work environments have a wider 

range of types and styles. On the other hand, this environment is often outside and temporary, 

two factors that separated it from a common office. Horton (2007) argued that work environment 

is often described as good or bad. A good environment is a place where the workers feel at ease 

and appreciated. Workers in these sorts of environments are often more productive and happy. A 

bad work environment is a location where the worker feels under-appreciated, threatened or 

unsettled. Due to the nature of these environments, there is often a high worker turnover rate, and 

the workers typically fail to live up to their potential.  
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Spencer (2001), Poor furniture and working equipment lowers the level employees’ job 

satisfaction and this plays a role towards realization of increased employee turnover rates. 

Company policy regarding employee behavioral expectations should be created and enforced in 

compliance with the law. Any complaints, either from employees or customers, should be 

handled promptly and in accordance with the law.  

Employees who behave in any way that could endanger anyone should be warned or terminated 

as required to both follow legal handling of the situation and ensure a safe work environment for 

everyone (Spencer, 2001).  Breugh (2000), argued that lack of open office layout leads to 

isolated working environment that lowers hinders employees from interacting freely with the 

other and hence influences cases of employees’ turnover. Also to make work environment 

suitable, organization should be prepared in case of an emergency situation. A first aid kit and 

emergency food and water supplies should be stored accessibly with the items changed 

periodically to ensure freshness. Emergency preparedness drills and meetings can help your 

company work towards a safe work environment as would be possible in cases of a natural 

disaster such as a flood.  

Trevor (2004), stated that electrical and other hazards should be avoided in the workplace 

through proper maintenance. Equipment should be regularly serviced and precautions such as 

wearing safety goggles or other gear including helmets, gloves or steel-toed work boots should 

be enforced by your company. A safe work environment is something that the company as well 

as its staff should constantly be focused on achieving. Existence of well-equipped first aid kit 

portrays ability of organization to handle emergency cases such as accidents in the work place 

and this instill confidence amongst employees. 

2.2.3 Lack of Training and Development 

According to Paul (2004), training and development is a function of human resource 

management concerned with organizational activity aimed at bettering the performance of 

individuals and groups in organizational settings. It has been known by several names, including 

"human resource development", and "learning and development. New-hire Induction and staff 

development are two essential requirements for job preparation which are mandatory from the 

employers. The preparation of the job starts from recruitment (Bratton, 2003).  
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Those employees who begin their jobs without any form of orientation are most likely unaware 

of workplace policies and procedures that they can benefit from. Additional training throughout 

the employment relationship helps the employee to update skills and become more productive 

and produce efficient workforce. When employees lack the training necessary to become more 

productive, their performance suffers and they will either leave of their own volition for jobs that 

provide training and employee support or they will be terminated for poor performance 

(Armstrong, 2003).  

Trevor (2004), stated that the best strategies for workforce retention generally include a 

combination of positive reinforcement, creating a satisfying working environment, paying 

employees well, and offering financial incentives and bonuses. On the other hand Braton (2003), 

stated that best employee retention strategies include benefit plans such as health insurance, paid 

sick leave, and vacation. These views were supported by Anthony (2006), who affirmed that 

employees becomes more satisfied with their work and are less likely to leave since better work 

environment and employees benefits empower them to affect positive changes within an 

organization.  Moureen (2004), posed that solid workforce retention plan can create a productive 

business atmosphere, reduce turnover rates, and contribute to the success of any organization. 

Employees who feel valued and appreciated will usually go above-and-beyond the call of duty to 

ensure the success of their employers.  

Many employees who decide to leave their current employers and seek jobs elsewhere do so 

because they feel they are being micromanaged. To avoid this common problem, the employers 

should empower staff members by encouraging their contributions and allow them to take the 

lead role on projects. This, in turn, often leads to innovative ideas that can boost efficiency, 

improve morale, and increase a company’s bottom line (Georgi, 2004). Spencer (2001), 

contended that, in order to retain employees and reduce turnover, managers must learn to align 

their goals with the end goals of employees. By aligning the rewards and needs of employees, 

managers can determine the proper reward system to most effectively increase job satisfaction of 

employees. These views were supported by Trevor (2004), who emphasized that valence is the 

degree to which the rewards offered by an organization align with the needs employees seek to 

fulfill. High valence indicates that the needs of employees are aligned well with the rewards 

system an organization offers. Conversely, low valence is a poor alignment of needs with 
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rewards and can lead to low job satisfaction and thereby increase turnover and decrease 

retention. According to Dubois (2004), staff retention has a direct and causal relationship with 

employee needs and motivation. Applying a motivation theory model, such as Maslow’s 

Hierarchy of Needs, is an effective way of identifying effective retention protocol. 

2.2.4 Lack of Career Development 

 According to the U.S. Department of Labor (2009), 64 percent of Americans who leave their 

jobs said that they do so because they don't feel appreciated. Gupta (2008), reported that almost 

70 percent of people in the United States said that they receive no praise or recognition in the 

workplace. A study by Chartered Institute of Personnel Development (2009), found out that, in 

UK, employee turnover is extremely costly to companies with large numbers of employees. In 

the banking industry, employee turnover can also mean the loss of valuable customer 

relationships. Zions Bank traditionally monitored employee satisfaction using periodic paper-

based surveys and by encouraging employees to manually submit comments and suggestions 

(Chartered Institute of Personnel Development, 2009).  

A study by Robert (2007), found out that, fair pay is a major part of any employee turnover 

management strategy employed by many organizations. Workers will not be motivated to stay in 

a job where their skills are underappreciated and underpaid. In times of economic difficulty for a 

business, workers may also be more likely to stay on with a job if it is clear that everyone in the 

company is taking a fair share of cutbacks; if managers are buying new cars and bragging about 

bonuses while lower-level employees are subject to furloughs and pay cuts, loyalty will quickly 

vanish (Robert, 2007).  

A study by Miguel (2008), suggested that providing opportunities for career growth can also help 

increase staff retention levels. Good employees often have great ambition, and need to have the 

opportunity to learn and grow in order to stay motivated. Keeping a great employee in a low-

level job because of his or her superior work is a good way to lose him or her; chances are, 

someone else in the industry will recognize the employee's skill level and be only too happy to 

offer more money and a more responsible position (Abraham, 2009). 

 Hiring for upper level positions from inside a company can be a good way to ensure that people 

are motivated to stick around (Miguel, 2008). Miguel (2008), suggested that employees can be 
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motivated by things like staff suggestion boxes, employee of the month competitions, and other 

small concepts. While these can be useful as part of an overall workplace strategy, they can 

appear disingenuous, cheap, and condescending if employees do not already feel respected and 

important to the company. It is important to avoid gimmicks that give the appearance of 

motivation while serious workplace conflicts are unaddressed.  

According to Armstrong (2003), Lack of potential for advancement or promotions has caused 

many mid-level executives to leave companies. They prefer companies where there is career 

mobility and increased compensation packages. Companies need to evaluate and analyze their 

succession planning policies in a way that is deemed to be fair and based on performance. 

Organizations should seek to manage employees’ perceptions of career opportunity if they wish 

to retain career-oriented employees. If organizational career paths do not lead to opportunities 

that match those desired by employees, they may choose to look for alternative jobs in the hopes 

that another organization will offer more desirable job paths. Given the high costs associated 

with staffing and turnover, expenditures for development support may be well justified, but only 

when employees perceive that there are career opportunities within the organization that match 

their career goals and interests (Cascio, 2003).  

 In another contribution Donald (1999), explained that existence of career development 

opportunities like staff training in organizations helps to minimize employee turnover rates. This 

view was supported by Harris (2002), who affirmed that in every organization, there are 

generally two groups that direct the career development process: upper management and human 

resource personnel. Managers, for example, might have the responsibility of making sure the 

needs of a business coincide with the employee's career goals to achieve an overall balanced 

work atmosphere. They will often identify the skills, experience, and knowledge employees need 

in order to provide their best possible work.  

Cascio, (2003) poses that Human resource (HR) personnel are often responsible for providing 

career development information programs for employees and offering of study leave to 

employees helps to promote career development in organization. Professional networking is 

usually important, and as a result, employees might get tools to start networking from the human 

resource department. Human resource managers also usually provide a compensation structure 

that compliments business needs but also allows individual career growth. For example, 
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employees who have exhibited a certain improvement or growth in needed skills might be 

promoted and given a raise. Moureen (2004), argued that organization that does not undertake 

employees mentoring and coaching lowers the level of skills development amongst employees 

and this limits employees from developing their careers.  

It is also essential for employees to maintain a good rapport with their supervisors and company 

executives, so they will be among the first people considered for promotions. Utilizing employee 

career development strategies, proactive, motivated workers are often able to reach their goals 

and enjoy a high quality of life. In some situations, human resources may also be responsible for 

providing the actual training with employees. Career development plans can start from the time 

an employee begins work. 

2.2.5 Pull and push factors 

Employees voluntarily resign their appointments in organizations due to pull and push factors. 

The pull factors, according to Sherratt (2000), include the attraction of a new job especially in a 

growing economy. In such cases, it is the availability of alternative jobs that attracts an employee 

to withdraw from a particular organization.  

Sherratt, (2000), also explains that the push factor may be dissatisfaction with the present job 

that motivates an employee to seek alternative employment elsewhere. Recent research by the 

British Chartered Institute of Personnel and Development (2006), shows that push factors are a 

great deal more significant in most resignations than most managers appreciate. The research 

contends that it is relatively rare for people to leave jobs in which they are happy, even when 

offered higher pay elsewhere. Research conducted by the Hay group and reported by Sharman et 

al. (2006), reveals that about one third of the millions of employees surveyed worldwide plan to 

quit their jobs within two years. Some employers attract job applicants with unrealistic and non-

existent conditions of service during interviews. Expectations are high during the recruitment 

process, leading applicants to compete for and accept jobs for which they are mostly not suited. 

Organizations do this in order to ensure that they fill their vacancies with sufficient numbers of 

well qualified candidates as quickly as possible. However, over the longer term, the practice 

becomes counter- productive as it leads to costly but avoidable turnover and the development of 

a poor reputation in the local labor market. 
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2.2.6 Personal and trait-based factors 

According to a study by the Chartered Institute of Personnel and Development (2006), in the 

United Kingdom (UK), there are factors that are specific to the individual that can influence 

early turnover. These include persona and trait-based factors. Personal factors include changes in 

family situation, a desire to learn a new skill or trade, or an unsolicited job offer whereas trait-

based or personality features are some of the same characteristics that predict job performance 

and counter- productive behaviors such as loafing, absenteeism, theft, substance abuse on the 

job, and sabotage of employer’s equipment or production. 

2.2.7 Management practices. 

Turnover tends to be higher in environments where employees feel they are taken advantage of, 

feel undervalued and inadequately compensated. Management practices that promote inequity, 

inefficiency and lack of foresight and ability to provide purposeful leadership will encourage 

skilled and professional employees to leave the organization. Kinnear and Sutherland (2001), 

further argue that skilled employees need space to act independently and freedom to plan and 

execute work the best way they choose. This requires progressive organizational leadership 

which allows for independent judgment by employees. Managers can help to address this by 

removing organizational policies that restrict innovative thinking and practice within the 

organization. 

2.2.8 Job characteristics 

Certain jobs have peculiar characteristics that contribute to turnover. According to Lanyon 

(2007), some jobs are characteristically more attractive than others. Someone who enjoys 

travelling long distances will find sales job attractive while a personality with a strong ability to 

convince others through argument may find satisfaction in advocacy jobs. However, if these 

personalities engage in jobs with characteristics other than those peculiar to them, they may not 

find job satisfaction, which will lead to turnover. Sherratt(2000), posits that there is turnover that 

is demographically specific, particularly for women who are balancing significant work and 

family duties at the same time. Employees may choose to leave an organization instead of 

sacrificing their other interests and responsibilities in order to make the job work out. Some 

women elect to quit their jobs after the birth of a child, rather than simply take maternity leave 
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while some relocate with their spouses. These factors translate into higher turnover rates for 

women in most organization. 

Empirical evidence has shown that all the factors enumerated above act individually or 

collectively to inform an employee’s decision to quit or remain in an organization. Over time, 

money is considered as the most critical determinant of turnover. However, that assumption has 

changed. The new breed of professionals and highly skilled employees now place other factors 

such as career growth, skills development and training opportunities in the form of motivational 

variables that determine which organization to work for. For organizations to attract and retain 

quality employees, these variables must be evaluated and integrated into an effective employee 

retention programme of the organization. It is thus important for organizations to first of all 

recognize what motivates an individual employee before a meaningful retention practice can be 

developed.  

2.3 Costs associated with turnover 

In their analyses of turnover costs, Schultz and Schultz (2006), conclude that employee turnover 

is costly for organizations. Every time an employee quits, a replacement must be recruited, 

selected, trained, and permitted time on the job to gain experience. Phillips and Connell (2003), 

concur and enumerate the costs of turnover to include, recruiting costs, selection and or 

employment costs, orientation costs, training costs, lost wages/salaries, administrative costs, lost 

productivity, loss of human capital, and customer satisfaction issues. It is important for 

management to know why employees, particularly high performing employees resign from the 

organization.  

The common way of investigating employee’s resignation is by conducting an exit interview 

which also is another cost to the organization. The reason given by Phillip and Connell (2003), 

for such interview is to investigate the reasons for the employee’s withdrawal. If the reasons 

given by the employee suggest inadequacies on the part of the organization (for example, 

inadequate salary, inequity, poor promotion, etc.) management can review the issue and this will 

help the organization in the formulation of retention policies that adequately provide for the 

shortcoming. In conducting an exit interview, some costs are involved and they must be taken 

into consideration when calculating turnover costs. Bliss (2007) , lists these costs to include the 

time of the person conducting the interview and the administrative costs involved in processing 
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the resignation letter, including stationery and printing. Before a recruitment process is initiated, 

a job analysis is necessary to determine the job content of the vacant position. A job analysis 

expert will have to be consulted to evaluate outstanding work and job requirements of the vacant 

position.  

Training and re-training of employees constitute one of the most crucial aspects of management 

in both the public and private sector organizations. According to Choo and Bowley (2007), new 

employees normally undertake on- the- job training, and in some cases, they are sent abroad to 

acquire a specialized skill. These costs are enormous and when a highly trained employee resigns 

without justifying these huge training expenses, organizations stand to lose all the investments 

already made.  

Organizations also suffer productivity loss when an employee quits.  While the new employee is 

undergoing on-the-job training, the supervisor and other employees in the department will be 

involved in bringing the new employee to speed. The supervisor and the other employees’ time 

will be lost in the process; this lost time must be quantified in monetary terms. It is also expected 

that the new employee, in the course of on the-job training, will make mistakes which may lead 

to damage to equipment, disrupt production, or delay a delivery schedule. Such mistakes must be 

expressed in monetary terms and treated as part of turnover costs to the organization. A 

substantial cost is incurred in productivity when a management employee quits; such an 

employee will no longer be available to guide and direct departmental employees who are 

responsible to the departed manager. 

Sherman et al. (2006), also concur by stating that direct and indirect costs associated with 

turnover include the cost of advertisement, vacancy costs- which are a temporary loss of 

productivity occasioned by the voluntary withdrawal of an employee. Apart from the above 

mentioned direct costs, there are also indirect costs which include loss of goodwill, lost sales, 

and customer defection. Given the high costs of turnover and its negative on running a business, 

a well thought-out programme designed to retain employees must be put in place by managers in 

order to reduce unnecessary turnover.  
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2.4. Benefit to organizations Turnover as cost 

A recent study by the United Kingdom Chartered Institute of Personnel and Development 

(2007), reveals that not all turnovers are harmful to organizations. Some turnovers impact 

positively and are cost effective. This happens mostly whenever a poor performer is replaced by 

a more effective and efficient employee. According to Mello (2006), turnover allows the 

organization to hire new employees with more current training who are not locked into existing 

ways of doing things. Fresh ideas from outsiders can be crucial to organizations that have 

become stagnant and are in need of innovation. Turnover can also lower the average tenure of 

employees and translate into lower payroll expenses. Mello (2006) further contends that turnover 

may allow the organization to find an even better performer than the employee who left, possibly 

at a lower salary.  

The UK based Braun Consulting (2005) suggests that managing turnover in terms of keeping it 

low just for the sake of having a low rate is not necessarily the most profitable practice for 

organizations. Instead of managing turnover and giving equal value to all employees, the effort 

should be geared towards certain categories of employees rather than across the board. Some 

employees are difficult to replace when they leave due to the acute scarcity of their skills and 

their expertise. Retention strategies for such employees might involve additional career 

development opportunities, incentive compensation that rewards high performance, or innovative 

benefits that are tailored to the needs of the employee.  

Accordingly, Mello (2006), suggests that back-ups should be developed by the organization for 

employees who would be difficult to replace. The strategy for managing turnover involves 

keeping high performers rewarded through innovative compensation and recognition and reward 

programmes while engaging human resource planning to ensure that as few employees as 

possible occupy positions that will make them difficult to replace. 
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2.5. Impact of Employees’ Turnover on Organization performance 

2.5.1 Increase work load for employees 

 Horton, (2007), states that the escalation in the rate of labor turnover is a major concern for 

businesses and is clearly impacting on organizational performance. High level of stress leads to 

employees making unnecessary mistakes/accidents and low morale leads to them not caring 

about what they do. Staff turnover breaks the team spirit and group cohesion, which is necessary 

for the successful and smooth running the business. 

 Gupta (2008), states that “the real cost of staff turnover leads to lowered morale among other 

employees who must shoulder the workload, lost revenue from sales not made, the loss of 

customers who fled to competitors for better service”. The morale of staff may be lowered 

because work overload, overtime work, substitute personnel and working with fewer staff than 

required is problematic. This causes an increase in errors during the performance of activities 

and results in poor service. 

2.5.2 Disruption to service delivery 

As the labor market continues to tighten; employers are increasingly concerned about 

maintaining a stable workforce. They need competent, dedicated, and effective workers to serve 

their customers to fulfill their missions. Without a sufficient qualified and productive workforce, 

employers are vulnerable to competitive forces as well as the impact of negative relationships 

with their customers. It is frustratingly difficult to find, recruit, and hire the caliber of employees 

that companies desire today (Gupta, 2008).  

Stability in a company's workforce has a number of advantages for the company's health, for 

workers, for customers, for suppliers, for investors, for the industry, and for the economy at 

large. If the workforce is stable, management can invest its energy in moving the company 

forward. Leaders are not distracted by the need to continually hire new (replacement) employees, 

so they can concentrate on product/service development, marketing, quality and process 

improvement, and investment of surplus funds. They aren't required to staff their human 

resources department to feed "the revolving door. Stable workforce employers have a greater 

potential of strong profits (Edwin, 2005).  
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Dempsey (2003), asserts that staff turnover may have devastating effects on service rendered by 

the organization and these may bring deficits in meeting customer demand. This leads to 

customer irritation and increase in complaints. Dubois (2004), states that organizations that 

create work environments that attracts, motivate and retain hard working individuals will be 

better positioned to succeed in a competitive environment that demands quality and cost 

efficiency. Edwin (2005), also agrees that it is critical to understand that interdependent 

relationship exists between employee satisfaction and customer satisfaction and that the 

organization needs to focus on both these components. 

2.5.3 Increased Customer Dissatisfaction 

According to Homer (2007), states that staff turnover are costly and disruptive. It reduces the 

outputs and is disruptive as it requires the schedules and programmes to be modified. It causes 

the organization to lose a lot of money because they have to employ other staff to come and help. 

There are a number of reasons that contributes to the rate of turnover in companies and they 

vary. They both stem from the company the employees. Turnover is a very expensive aspect to 

companies, the reason the employers gives it importance (Oregon, 2004). According to 

Namhoon (2009), Employers incur considerable direct and indirect expenses when employees 

leave the company. Among other costs, they include, advertisement, headhunting fees, resource 

management expenses, time and efficiency and cost of training and development. The company 

needs to frequently examine the costs of turnover and create mitigation. If the company 

determines the most common causes of employee turnover, it would certainly be able to take the 

necessary steps for recruiting and retaining well-qualified personnel.  

According to Miller (2006), employee efficiency is an outcome of the employee's knowledge, 

capability, motivation, workplace environment, etc. Generally, efficiency is defined as "output 

gained from the fixed amount of inputs". Likewise, employee efficiency is the output gained by 

the inputs of the employee, with a goal to bring out profit to the company and to the employee 

himself. Enhancing an employee's efficiency is not only dependent on the inputs of the 

employee, but also by the aid provided by the organization and the nature of workplace 

environment. According to Catano, Darr& Campbell, (2007) ,measuring employee efficiency is 

to calculate an employee's qualitative and quantitative work, it can be calculated on a monthly 
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basis, yearly basis or by daily assessment. Before measuring an employee's efficiency, it is 

necessary to determine what are outputs to be measured (Cascio, 2003).  

According to Duncan (2008), if an employer expects too much output from the employees, they 

will find shortcuts to achieve the expected benchmark and as a result, quality will suffer. 

Conversely, if less efficiency is expected, the company's overall performance will decline 

because of inefficient use of available resources (Buttrick,2009).If a manager wants to measure 

employee's efficiency in the organization, he needs to know how to use certain basic software 

tools such as bar graph, pie chart, spreadsheet (Horton, 2007). Blashka (2007), contended that 

efficiency is linked to employee morale. When employees are happy at work they have more 

motivation, which increases efficiency. Poor morale causes employees to be disengaged. If 

employees are not given the proper resources to do their jobs easily and efficiently, their 

efficiency will suffer. 

2.7 Mitigating Strategies of Reducing Employees’ Turnover 

2.7.1 Remuneration 

Remuneration is the most common cause of the employee turnover rate being so high. 

Employees’ value jobs that compensate them well (Gupta, 2008). Companies that do not offer 

good salaries, tend to face the highest turnover. To avoid this scenario, companies should strive 

to be competitive enough in order to retain qualified and talented personnel.  Unsatisfactory 

performance appraisals are also one of the reasons for employees leaving a company (Brian, 

2009). Gupta (2008), affirmed that employees always flock to companies who offer more 

benefits. There are many employees who are not aware of the benefits that are provided to them 

in their compensation package. The employers need to reduce their bureaucratic procedures in 

order for the employees to receive the best available benefits without any difficulty. They should 

make a note of what all benefits other organizations are providing, which may attract their 

current employees (Gupta, 2008).  

A study by Nelson (2009), found out that salary scale is the most common cause of the high 

employee turnover rate in many micro finance institutions in Africa. Employees are in search of 

jobs which pay well when microfinance institutions which they are working for don't offer good 

salaries; they tend to hunt for jobs that pay them considerably well. In order to resolve this 
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problem, the employers should make it a point to offer salaries that would be competitive enough 

to retain and attract well-qualified and talented personnel.  

Unsatisfactory performance appraisals are also one of the reasons for employees leaving a 

company. Abraham (2009), found out that employees always flock to companies who offer more 

benefits. There are many employees who are not aware of the benefits that are provided to them 

in their compensation package. The employers need to reduce their bureaucratic procedures in 

order for the employees to receive the best available benefits without any difficulty. They should 

make a note of what all benefits other organizations are providing, which may attract their 

current employees.  

Richard (2008), found out that the prime reason why many mid-level executives leave the 

organization is lack of potential opportunity for advancements or promotions; they prefer other 

companies which may provide them with higher posts and increased compensation packages. 

The companies need to evaluate and modify their promotion policies in a fair way which would 

enable promotions for candidates only on the basis of employee performance. A study by Trevor 

(2004), found out that work environment is one of the main causes for employee turnover. 

Employees prefer to work in an environment which is suitable for them. This is the most 

common reason why they jump from company to company in just a few months. If they find an 

appropriate work environment in a specific company, they may work in the same organization 

for several years. 

2.7.2 Working Environment 

According to Martin (2005), Human resource is very essential in running any business, without 

which there would be no success. Providing a stimulating workplace environment, which fosters 

happy, motivated and empowered individuals, lowers employee turnover and absentee rates. 

Promoting a work environment that fosters personal and professional growth promotes harmony 

and encouragement in all levels of organization (Martin, 2005). According to Linda (2002), one 

of the largest factors that determine employee turnover rates is the workplace atmosphere. 

Employees need to feel respected and important to the business, as opposed to expendable. How 

managers and supervisors behave towards employees is of particular importance, since many 

employees will have to deal with management on a daily basis and may rely on them for 

workplace reviews, raises, and requests for vacation or sick leave. Training managers to treat 
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employees with respect and conduct business in a transparent manner can be a major factor in 

keeping good workers on the job.  

In Kenya, a study by Edwin (2005), suggested that to manage employee turnover organizations 

should analyze and alter their work procedures and policies in a way which would enable 

employees to use their full potential and even gain significant work experience. There are many 

cases where employees have left the company due to non-projects or assignments which do not 

require their full potential. Employees would certainly leave if they don't get experience and are 

just placed on the 'bench'. These are some of the principal causes of employee turnover which 

can surely be avoided by the organizations after taking some necessary steps to better their in-

house services towards employees. However, there are many more causes which contribute to 

employee turnover; such as lack of employee motivation, work pressure, job stress, partiality and 

favoritism, employee egos and attitudes, poor employee management (Edwin,2005). 

2.7.3 Communication 

A highly satisfied workforce is far more capable of meeting organizational goals and customer 

needs than an apathetic and uninspired one (Martin, 2005). Employers who communicate 

regularly with employees lessen the risk of creating a workforce that feels undervalued and 

unappreciated. Keeping employees informed about organizational changes, staffing plans and 

fluctuating business demands is one way to ensure employees remain with the company.  

Neglecting employee concerns about job security through lack of communication or excluding 

employees from discussions that can affect their job performance, such as policy or procedural 

changes, negatively impacts the way employees view their employer. Their views transform to 

dissatisfaction and finally low productivity due to low morale and disengagement (Miguel, 

2008). An on-demand, open communication system facilitates continual input from employees 

and helps to measure their stress levels and passion for their work. Staff turnover measurement 

tools provide information to help improve workplace culture, create greater employee loyalty, 

and reduce employee turnover (Chartered Institute of Personnel Development, 2009). 
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2.7.4 Training 

According to Robert (2006), continual training and reinforcement develops a work force that is 

competent, consistent, competitive, effective and efficient, beginning on the first day of work, 

providing the individual with the necessary skills to perform their job is important. According to 

Fredrick (2010), before the first day, it is important the interview and hiring process expose new 

hires to an explanation of the company, so individuals know whether the job is their best choice.  

Networking and strategizing within the company provides ongoing performance management 

and helps build relationships among co-workers (Gareth, 2008). It is also important to motivate 

employees to focus on customer success, profitable growth and the company well-being. 

Employers can keep their employees informed and involved by including them in future plans, 

new purchases, policy changes, as well as introducing new employees to the employees who 

have gone above and beyond in meetings. Early engagement and engagement along the way, 

shows employees they are valuable through information or recognition rewards, making them 

feel included (Edward, 2010). According to Baker (2007), when companies hire the best people, 

new talent hired and veterans are enabled to reach company goals, maximizing the investment of 

each employee. Taking the time to listen to employees and making them feel involved will create 

loyalty, in turn reducing turnover allowing for growth.  

Johnston (1997) , argued that organization that is not committed to employees skills development 

discourages exposure of employees to career development programs and this contributes to 

realization of increased staff turnover. Regardless of company leadership, employees have the 

primary responsibility to make sure their career development goals proceed how they want them 

to. Typically, employees assess what they want from their job currently, as well as in the future. 

Employees often work with their supervisors to figure out what training, professional 

development, or continued education options are available to them .Buttrick (2009), observed 

that sometimes, career development is explored by people who are not employees of a business. 

Instead, these people might be interested in creating a set of guidelines to help them to choose a 

career and get hired by a desired company. This typically involves a self-assessment in which a 

person usually considers things that he or she is naturally good at or has experience in. 

Organization that sponsors employees to attend seminars and short term courses outside the 

organization provides employees with an opportunity for career development. 
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CHAPTER THREE 

 3. RESEARCH METHODOLOGY 

3.1 Introduction 

According to Kothari (2004), research methodology refers to the systematic way of solving 

research problem. He further argued that research methodology does not only deal with research 

method, but also consider the logic behind the methods we use in the context of our research 

study and explain why we are using a particular method or technique and why we are not using 

others so that research results are capable of being evaluated either by research himself or by 

others. 

Having this high light, as the purpose of the study is to assess the major factors of employee 

turnover present at Debre Birhan Referral hospital; both quantitative and qualitative research 

methods were used. Quantitative research is the numerical method of quantifying and describing 

observation of materials or characteristics (Best and Kahn, 1993) whereas according to Dawson 

(2002), qualitative research explores attitudes, behavior and experiences through such methods 

as interviews or focus groups. Therefore, using both methods lead to avoid shortcomings of 

gathering information and data.  Generally, research methodology such as research method, 

method of data collection, sampling technique, research instrument, data processing, and data 

analysis were employed in this chapter. 

3.2 Research Method 

The study was adopted a descriptive research design. Descriptive research design is type of 

design used to obtain information concerning the current status of the phenomena to describe 

"what exists" with respect to variables or conditions in a situation Sekeran (2003). Mugenda and 

Mugenda (1999) describes descriptive research as including surveys and fact finding enquiries 

adding that the major purpose of descriptive research is description of the state of affairs as it 

exists at present. The descriptive research includes  Cross sectional research design that  involved 

carrying out of a study just once and the information is therefore used to represent a specific 

time, since the research is limited in time which undertaken for an academic purpose limited to 

specific period. 
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Therefore, this study used descriptive research design because it is more appropriate to explore 

the phenomenon of factors affecting turnover in Debre Birhan Referral hospital. 

3.3 Sources of Data and Collection Methods 

This research was mainly conducted to assess factors of employee's turnover in  public hospital, 

Debre Birhan Referral Hospital. The study used to analyze both primary and secondary sources 

of data. 

I. The primary sources of data- were collected through self administered questionnaire and 

informant interview. Questionnaires were distributed to employees who were currently working 

at Debre Birehan Referral Hospital where as informant interview was prepared and interviewed 

with the purposively selected managers of the hospital. 

II. Secondary sources of data- were gathered from files, unpublished articles, websites, 

journals, books, newspapers, magazines, and other important statistics data of different 

institutions along with different related studies about assessment of employee's turnover. 

3.4 Target population, Sampling size and sampling technique 

Debre Birhan referral hospital was selected using purposive sampling technique because, there is 

high turnover. Currently, the total population employee in Debre Birhan referral hospital is 475.  

Among these, because of different categories of study departments, 80 respondents were selected 

as a sample size which is acceptable by the assumption of 80/475*100 resulted in above 15% 

that is 16.8% of the total target population for proportional representation each group. As such   

nurses, pharmacists, laboratory technicians, administrative workers, and medical doctors were   

considered which serve as strata. For the purpose of this, study, Stratified random sampling 

technique considered suitable technique for selecting a representative sample from each group of 

workers in the hospital. 

Accordingly, the total number of participants was 80, of which 40, 24, 7, 5, and 4 were nurses, 

administrative workers, lab technicians, pharmacists, and medical doctors respectively selected 

by using stratified proportional sampling technique. Thus, all the professions in the hospital were 

taken as strata in which every employee is represented proportionally. 
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The purposive sampling technique used to select the employees purposely by considering the 

managerial level of the interviewee respondent's in the hospital. As a result, two mangers were 

selected for an in-depth interview to identify the feeling of managers about turnover as well as 

the mechanisms they used to minimize turnover. 

Generally, out of 475 current total population employees, 80(16.7%) employees were selected as 

respondents or participants and two managers were selected as interviewee. The detail of 

sampling size is as follow. 

Table1.Participants of the study 

Area of study/position Population number Sample size and percentage  

Nurse 240 40(16.7%) 

Administrative workers 140 24(17.1%) 

Laboratory technicians 40 7(17.5%) 

Pharmacist 28 5(17.85%) 

Doctors 22 4(18.2%) 

Total 475 80(16.7%) 

Source: Human resource department of Debre birehan referral hospital 

3.5 Data Collection Procedure 

Firstly, the researcher communicated with the managers of Debre Birehan Referral Hospital 

about the purpose of the study. Then, administered the questionnaires to the selected respondents 

at the  Hospital after a brief orientation on how to fill it and assurance of  respondents that the 

study is strictly academic and that utmost confidentiality would be observed. The questionnaire 

was given to respondents with the help of a research assistant. Respondents filled the 

questionnaire and returned it after three days. Informant interviews were held with managers in 

the organization. 

3.6 Pilot Test 

Pilot test refers to a research pre-testing where the questionnaire is tested on a minor group of 

respondents in order to identify any unforeseen problems in items like vagueness in meaning in 
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the wording of questions. Pilot test was conducted on 15 Debre Birehan Referral Hospital 

workers to test the reliability and validity of the questionnaires. 

3.7 Data Collection Instruments 

In order to assess the major factors of employee turnover in Debre Birhan Referral hospital, data 

was collected through questionnaires and interviews. These instruments were prepared in English 

by the researcher from the extensive reading of literature and distributed without translating into 

Amharic for respondents since they were understood it in examining in case of pre-testing. 

The questionnaires were composed of closed-ended items containing a total of 29 items to assess 

factors of employee turnover in the hospital. The questionnaires were developed in six 

categorical items and 22 likert scale items. Each item has consisted of five point scale response 

ranging from “strongly agree” to “strongly disagree”. The points given for each items are 

strongly disagree=1, disagree=2, neutral=3, agree=4, and strongly agree=5). Employee's 

background: consisted of seven (7) items, including gender, age, marital status, work experience, 

educational status, current salary and position. 

Generally, some items were closed-ended items, where as others were rated with  five point 

likert scale type, to identify demographic factors, salary and benefits, job opportunities, 

managerial relationship, employee care, promotion, and transfer, as well as work place condition 

were as factor of employees turnover. Qualitative data was also gathered through in-depth 

interview with the purposively selected managers of the hospital in order to understand the 

reaction of managers about turnover as well as the mechanisms used by them to reduce turnover 

in the hospital. 

3.8 Methods of Data Analysis and Interpretations 

Quantitative data from the questionnaire was analyzed using Statistical Package for Social 

Sciences (SPSS) soft ware version-23.0. Variables such as income, sex, age, length of year they 

have been working in the organization, education status, were analyzed using descriptive statistic 

mainly percentage and means. Descriptive analysis is a method of organizing, summarizing, and 

representing data into quantitative terms. Thus, the data was summarized descriptively using 

graphs and tables. In addition to this, a cross tabulation analysis with Chi-square was used to 
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compute which position is vulnerable to high risk of turnover. For qualitative, data that gathered 

through key informant interview were interpreted in words. 

3.8 Conceptual framework 

Figure: 1 illustrates dramatically the factors that contribute to employees’ turnover. These factors 

are categorized into six categories namely; salary and benefits, job opportunity, managerial 

relation and human resource practices, employee career, promotion and transfer, work place 

condition and demographic factors. The six categories of factors were regarded as independent 

variables whereas employees’ turnover was dependent variable. If the organization lacks proper 

policy of how to deal with independent variables automatically will result into organization 

losing its manpower (employees turn). The Figure 1 provides a brief relationship between salary 

and benefits, job opportunity, managerial relation and human resource practices, employee 

career, promotion and transfer, work place condition and demographic factor variables on how 

they contribute to employee's turnover. 

As a result, Insufficient salary and benefits, availability job opportunity, poor managerial relation 

and human resource practices, lack of employee career, promotion and transfer, bad work place 

condition and demographic factors are causes that aggravated to employee low morale and 

employee turnover in health industry. 
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Figure 1 conceptual frame work of employee's turnover 
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CHAPTER FOUR 

4. PRESENTATION AND ANALYSIS OF DATA 

4.1 INTRODUCTION 

This chapter presents the analysis of the data collected through questionnaires. The major 

purpose of the study was to assess the factors that are affecting and aggravating employee's 

turnover in Debre Birehan Referral Hospital. In the study, six factors of employee turnover were 

presented, analyzed, and discussed. The six factors were demographic factors, salary and benefit 

package, and availability of better job opportunity in other institutions, and managerial 

relationship and human resource practices. Moreover, employee career, promotion, and transfer, 

and work place condition were taken as factors of employee turnover. 

In this study, descriptive statistics was used to examine the level or effect size of the six turnover 

factors. Chi-square was employed to test if turn over varies at different position or professions of 

employees. Qualitative data gathered through informant interview was also analyzed and 

interpreted in words. The study mainly depended on 80 existing employees of Debre Birhan 

Referral Hospital. Totally, eighty 80 questionnaires were properly filled and returned; hence the 

analysis was done based on eighty employees. 

4. 2. Demographic characteristics of respondents 

Participant employees in Debre Birhan Referral Hospital were requested to provide information 

on their demographic and personal profile. Accordingly, in this section the study of background 

characteristics such as gender, age, marital status, educational status, and years of experience 

were considered. The detail of the analysis was given as follow. 

4.2.1 Gender of respondents 

Figure 2 gender of respondents 

 

 

 

                                              Source: primary data 
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The above Figure 2 indicates, on the gender of the respondents, the study established that the 

majority of respondents were male as shown by (N=48, 60%), whereas   (N=32, 40 %) were fem 

ale. It depicts therefore that the hospital has higher number of male employees. 

4.2.2 Age of respondents  

Age was categorized into four groups.  This grouping was based on the consideration that the 

economically active and productive group in the hospital. The findings show that the majority of 

the respondents 22(27.5%) and 43(53.8%) were in the age brackets of 18-26years old and 27-35 

years old respectively. 13(16.2%) of respondents were between 36 and 45 years of age, and 

finally very few 2(2.5%) of respondents were above 45 years.  

This implies that 81.2% of the total employees of the Debre Birehan referral hospital were within 

the active age, energetic and their needs were very high that could cause them to go for search of 

other sources of income unless regulations were observed properly and this group of age 

obviously could be useful and productive for quite a long period of time if was to be managed 

properly since they were sensitive to resign from their current job. Figure 3 illustrates the age 

findings 

Figure 3 age of respondents 

 

Source: primary data  
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4.2.3. Marital status of respondents 

 Table 2 Marital status of respondents 

Variable N % Cum % 

Marital 

status 

Married  39 48.8 48.8 

Unmarried 

41 51.2 100 

Divorced - - -                                 

 
 

   Note: N= No of respondents /frequency, cum % represents cumulative percentage 

Source: primary data 

 AS the above table 2, the study findings indicated that 51.2 % were unmarried while 48.8% of 

respondents were married. The findings show that majority of the respondents were unmarried. 

This implies mobility of employees could be easy whenever they found better job opportunity in 

other organizations since they have no household responsibilities. 

4.2.4. Educational status of respondents  

Table 3 Educational status of respondents 

 

Variable N % Cum % 

Educational 

status 

Below diploma - - - 

Diploma 16 20.0 20.0 

First degree 64 80.0 100.0 

MA/MSC &above - - - 

Source: primary data 

In table 3 the findings show that 80% of the respondents had attained first degree while 20% had 

diploma levels. This indicates that majority of the respondents (80%) have academic degrees. 
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4.2.5. Work experience of respondents 

Figure 4: Work experiences of respondents 

 

Source: primary data 

As indicated in figure 4, most of the respondents 49(61.2%) had worked in their respective 

positions for a period of 4 years and above while 31(38.8%) of them were had worked for 1-

4years. This indicated the organization had high employee turnover as it was majorly relying on 

employing fresh graduated and once they have gained adequate training and experience they 

move to a better employer with better terms. And also depicts that majority of the respondents 

61.2% had worked in their respective positions despite poor pay and working conditions. 

4.2.6 Salary of respondents 

The respondents were asked to indicate their amount of salary and Table 4 shows the responses. 

Table 4: income of respondents 

Variable 

N % Cum % 

Salary 

Less than 4000 birr 
12 15 15 

 4001-6000 birr 42 52.5 67.5 

6001-8000 birr 25 31.2 98.8 

8001 birr and above 1 1.2 100 

Source: primary data 

In above table 4, the findings showed that 52.5% of the respondents receive 40001-6000 

Ethiopian birr per month while 31.2% of the respondents receive 6001-8000 Ethiopian birr per 
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month. 15 % of the respondents received less than 4000 Ethiopian birr whereas only 1.2% of 

respondents had got above 8001birr. This shows that the salary scale is not highly attractable that 

lead to employees to quit their job. 

4.2.7. Position of respondents 

Figure 5 positions of respondents 

 

 

 

 

 

 

                                                 

 

 

Source: primary data 

On occupation of the respondents in the above figure 5 the findings revealed that the majority of 

respondents were nurses who comprised 40(50%) followed by administrative workers 24(30%). 

The remains were laboratory technician (8.5%), Pharmacists (6.25%) and doctors (5%) of the 

respondents.    This implies that the majority of the respondents were in the group of ambitious 

employees who wanted to acquire higher positions thus; they were sincere to their responses as 

compared to those who acquired senior positions which definitely have better pay and other 

benefits. 
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4.3. Factors of Employee Turnover 

4.3.1Employees’ View on Salary and Benefit package 

Table 5; Employees response on Salary and Benefit package 

Scale of 

response 

 Salary  scale  motivated to 

stay in hospital 

 Terminal and pension 

benefit 

F % Cum 

% 

M SD F % Cum 

% 

M SD 

SD 45 56.2 56.2 

1.74 

 

1.13 

 

39 48.8 48.8 

1.80 .76 

D 25 31.2 87.5 31 38.8 87.5 

N 1 1.2 88.8 8 10 97.5 

A 4 5 93.8 2 2.5 100 

SA 5 6.2   - - - - 

Source:  primary data 

In the above Table 5 clearly stated the respondent employees were not satisfied on the salary 

scale in the hospital (M=----1.74/ and SD=----- 1.8/). In the specific terms, out of 80 respondents, 

70(87.5%) of employees were not motivated by the salary scale and other benefits in their 

organization (hospital) whereas some insignificant number of respondents 9(11.2%) were 

satisfied with salary scale.  

With regarding to terminal benefit, the majority 87.5% respondents were unsatisfied. Whereas 8 

(10%) of them were not have opinion and the remaining were satisfied. 

This implies that employees working in various positions at the hospital were not satisfied with 

the incentive mechanisms, salary and benefit package and they did not believe that the hospital 

management was providing good terminal benefit or pension to workers. 

This finding related with Trevor (2004), who based on equity theory, suggests that managers 

promote high levels of motivation by ensuring people believes in the outcomes including 

salaries. This dissatisfaction scenario in turn motivates an employee to seek alternative 

employment elsewhere (Sherratt, 2000). Moreover, a combination of positive reinforcement, 
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creating a satisfying working environment, paying employees well, and offering financial 

incentives and bonuses are the best strategies for workforce retention (Trevor, 2004).  

From this analysis, it can be concluded that employees in the hospital were not satisfied with the 

salary and benefit package. In addition to this, the researcher tried to have seen the salary scale 

documents of the employees from the Human Resource Department of the hospital. Up on such 

document the salary scale of doctors from the minimum of 6179 to 14980 Ethiopian birr. And 

the salary of nurses, laboratory technician and pharmacists from the minimum of 2628 to 10024 

Ethiopian birr.This may also show still employees could be resigning from the hospital whenever 

they had got better salary.  

4.3.2 Job Opportunity in other Institutions 

Analyses of employees’ responses were made using mean and percentage of each items related 

to job opportunity in other institutions as a factor of turnover (3 items).  

Table 6 Employees’ response on job opportunity in other institutions 

 

 

Scale of 

response 

You stayed in hospital though 

you do have other better job 

opportunity(M=----2.28) (SD=--- 

1.4) 

You are not working with 

the skill you have with 

the position(M=---- 2.46) 

(SD=--- 1.4) 

You have sense of 

belonging to the 

institution(M=----    

1.85) (SD=--- 1.0) 

F % Cum % F % Cum % F % Cum % 

SD 33 41.2 41.2 31 38.8 38.8 38 47.5 47.5 

D 21 26.2 67.5 14 17.5 56.2 29 36.2 83.8 

N 3 3.8 71.2 6 7.5 63.8 2 2.5 86.2 

A 16 20.0 91.2 25 31.2 95.0 9 11.2 97.5 

SA 7 8.8 100.0 4 5.0 100.0 2 2.5 100.0 

Source:  primary data 

As shown in Table 6, the mean value for all items was below the average mean (M=----3). More 

than half, 67.4% of the respondent employees were stayed in the hospital because they did not 

have other job opportunity whereas 23(28.8%) of them were working in the organization despite 

they had other job opportunities. 
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As a result, employees in the hospital were still working in the organization because the non 

availability of   better job opportunity in other organizations. This finding coincides with Sherratt 

(2000), in that employees voluntarily resign their placements in organizations due the attraction 

of new jobs especially in a growing economy. In such cases, it is the availability of alternative 

jobs that attracts an employee to resign from their current job. 

To sum up, employees in the hospital were still working as far as they did not have alternative 

job opportunity to quit their current job. 

4.3.3. Managerial Relationship and Human Resource Practices 

Analysis of employees’ response on managerial relationship and human resource practices as a 

factor of turnover was done with 8 items. 

Table 7 Employees’ responses on managerial relationship and human resource practices 

N Variable(8 ) 1 2 3 4 5 M  SD 
1 Managers   treat you  fairly 43(53.8) 26(32.5) 2(3) 9(11.2)  1.74 1.0 
2 The relation between 

managers and you are good  
40(50) 33(41.2) 2(2.5) 5(6.2)  1.65 .80 

3 You have freedom of 
innovative thinking and the  
managers Motivates you 

45/56.2 18/22.5 3/3.8 12/15 2/2.5 1.85 1.19 

4  Higher officials allowed 
you to participate in 
Decision making 

49/61.2 25/31.2 6/7.5   1.54 .84 

5 The hospital managers 
provided you to different 
positions on your 
Performance and arranged 
you Flexible working 
condition. 

54/67.5 10/12.5 2/2.4 14/17.5  1.73 1.2 

6 In this hospital, you have 
good training and 
orientation activity 

49/61.2 24/30.0 2/2.5 3/3.8 2 1.56 .911 

7 Training and development 
program of the hospital is 
relatively better to other 
Similar public institution 

45/56.2 25/31.2 3/3.8 7/8.8 2.5 1.65 .91 

8 Hospital employee 
coworker relationships have  
no a significantly positive 
effect on job satisfaction 
 

34/42.5 13/16.2 4/5.0 25/31.2 4/5 2.4 1.42 

 Overall score       1.76 .79 

Source:  primary data 
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As shown in table 7 the study revealed that the respondent employees were expressed their own 

opinion with eight of the issues stated. The mean values of the evaluation of the levels of 

employees’ managerial relationship and human resource practices ranges from 1.54 -2.4 which 

below the average mean (M=----3.00) of all items.  

Furthermore, about 86.2% of the respondents were agreed that managers were not treated them 

fairly (M=----1.74).  Only 11.2 % of the respondents agreed on the notion that managers treated 

employees fairly. The remains were in neutral.   

The table also indicated that 91.2% of employees were disagreed on their relation with managers 

at hospital. Whereas negligible number of the employees confirmed that there was good 

employee managerial relationship (6.2%). Only 2.5% respondents preferred to remain 

indifferent. 

The findings revealed that 63(78.7%) of the respondents were explained that they have no 

freedom of innovative thinking as well as the hospital did not motivate them to do so. Only 

14(17.5%) and 3.8% of the respondents were agreed and remain silent respectively. 

Moreover, 92.4% of the employees confirmed that higher officials of the hospital did not allow 

them to participate in decision making process in the hospital. But only 6(7.5%) of the 

respondents did not have opinion on the issue of decision making participation. Similarly, 80% 

respondents assured that the hospital was not providing them access to different positions based 

on performance and arrange the flexible working condition whereas negligible numbers of them 

were in agreed (17.5%). 

On the issue of training and orientation activity, the finding explored that 91.2% of respondents 

were confirmed that the hospital was not planning and executing training and orientation activity 

in regular. Besides, 87.4% of respondents were responded that the training and development 

program practice in the hospital was not as such better than other similar public institutions.  

Finally, the finding stated that (36.2%) of the respondents were evaluated that their relation with 

co-workers have no a significant positive effect on their job satisfaction whereas 58.7% of 

respondents were disagreed. 
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From the above mentioned results, the managerial relationship and human resource practices was 

not in good manner in Debre Birehan Referral Hospital. Employees confirmed that managers fail 

to treat them; they were not happy on their relation with managers at hospital; and did not have 

freedom of innovative thinking and the institution hardly motivates them to do so; they also 

witnessed that higher officials were not allowed them to participate in decision making process. 

In addition to this, the hospital was not providing them access to different positions based on 

performance and arranges the flexible working condition; the organization was not planning and 

executing training and orientation activity on a regular basis; and their relation with co-workers 

was not guarantee to establish a significantly positive effect on their job satisfaction.  

To sum up, from the above discussion it can be concluded that both the managerial relationship 

and human resource practices at the hospital was poor that aggravated the employees turnover in 

Debre Birehan Referral Hospital.  

4.3.4 Employee Career, Promotion, and Transfer 

According to Miguel (2008), providing opportunities for career growth can help increase staff 

retention levels. Donald (1999), on his part explained that existence of career development 

opportunities like staff training in organizations helps to minimize employee turnover rates. 

Table8.Employees’ responses on employee career, promotion, and transfer 

No Variable(4 ) 1 2 3 4 5 M  SD 
1 Management has 

provided a clear path for 
advancement of career 
for all employees 

39/48.8 22/27.5 5/6.2 11/13.8 3/3.8 1.96 1.21 

2  The Hospital  is 
impartial/unbiased for 
over all benefits of 
employees 

41/51.2 27/33.8 5/6.2 6/7.5 1/ 1.73 .96 

3 Qualification and 
experience are 
considered to promoting 
employees 

38/47.5 20/25.0 2/2.5 18/22.5 2/2.5 2.07 1.28 

4 Your future hope of 
getting better benefit 
made you not to stay at 
hospital 

48/60 24/30 1/1.2 5/6.2 2/2.4  1.38 

 Grand mean      1.9 0.8 

Source: primary data 
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Table 8 revealed that respondents were disagreed (M=----1.9, SD=-----0.8) that below the scale 

mean (M=----3.0).Out of the total 80 respondents, 61(76.2%) were disagreed on that the hospital 

“management has provided a clear path for advancement of career for employees”. 

The great majority of the respondents, 68(85%), were witnessed that the hospital was not 

impartial in providing the overall benefits of employees. Whereas only 8.7% witnessed it was 

impartial in distributing of benefit packages while 6.2% of the respondents were neutral.  

(72.5%) of the respondents were stated that qualification and experience were not considered to 

promote employees in the hospital. Yet, a significant number of the respondents (25%) were 

witnessed that of course qualification and experience was considered in order to promote 

employees. 

The majority (90%) of the respondents were agreed on employees would stay in the hospital, if 

they were got better benefit. 8.6% of the respondent employees were disagreed that they did not 

want to stay as worker of the hospital even if better benefits would provide. This finding 

coincides with Armstrong (2003) that lack of potential for advancement or promotions has 

caused many mid-level executives to leave companies. 

Based on this study, the finding revealed that employees were complained on employee career, 

promotion, and transfer packages.  Furthermore, employees were not satisfied since the 

management did not provide a clear path for advancement of career for all employees.  They also 

dissatisfied in providing the overall benefits of employees. Qualification and experience were not 

considered to promote employees. This shows that the fully practical implementation of career 

structure of health professionals is not clear to employees at hospital.  In contrast, a considerable 

number of employees witnessed that qualification and experience were considered by the 

management in promoting employees to a higher position and the management had provided a 

clear path for advancement of career for all employees. To finalize, career, promotion and 

transfer were the factor that employees resign from their current job in the hospital. 

2.3.5. Work Place Condition 

Human resource, as to Martin (2005), is very essential in running any business. Hence, providing 

a stimulating work place environment fosters happy, motivated and empowered individuals, and 

in turn lowers employee turnover and absenteeism. Therefore, promoting a work environment 
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that fosters health personals promotes harmony and encouragement in all levels of organization. 

Workplace atmosphere is one of the crucial factors that determine employee turnover rates in 

organizations (Linda, 2002).  

Table 9 Employees’ responses on work place condition 

Scale of 
response 

 The hospital Working 
environment is good 

 Young professional 
employees are interested 
to stay in hospital is high. 

F % Cum 
% 

M SD F % Cum 
% 

M SD 

SD 42 52.5 52.5 

1.95 1.23 

49 61.2 61.2  
 
1.55 

 
 
.88 

D 19 23.8 76.2 24 30.0 91.2 
N 1 1.2 77.5 3 3.8 95.0 
A 17 21.2 98.8 2 2.5 97.5 
SA 1 1.2 100.0 2 2.5 100.0 

Source:  primary data 

Table 9 shows the great number of employees 61(76.3 %) were respond that working 

environment of the hospital was not attractive. 18 (22.4%) of respondent employees were agreed 

that the working environment in the hospital was attractive whereas only1.2% of them were 

remain silent. 

73(91.2%) of the respondent employees were agreed that young professional employees are not 

interested to stay in the hospital. On the other hand, 5% were interested to stay in the present 

working environment of the hospital.   Insignificant number of respondents (3.8%) were neither 

agreed nor disagreed. 

Based on the above discussion, the finding of the study is  that employees who work especially 

young professional employees in the hospital were not satisfied with the working place condition 

that lead to resign from their current job.  

4.4. Determinant Factors of Employee Turnover 

Mean and standard deviation were used to identify the significant factors of employee turnover.   

Factors of employee turnover were became continuous variables.  To analyze these continuous 

variables descriptive statistics like mean and standard deviations are appropriated. 
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Table  10.The determinant factors of employee turnover 

 

 

 

 

 

Source: primary data 

Table 10.shows that employee turnover is affected by factors in different extent. Of all the 

variables considered, salary and benefit packages and managerial relationships (M=----1.7458, 

SD=-----.8) were found be relatively high influencing factors followed by Work place condition 

(M=----1.7712, SD=-----.92) and career, promotion, and transfer (M=---- .8220,   SD=-----0.912). 

Therefore, the findings showed that employee turnover is highly influenced by low salary and 

benefit packages, poor managerial relationships and work place condition, lack of career, 

promotion, and transfer in Debre Birehan Referral Hospital. Demographic factors (M=---- 1.91, SD 

=----0.9) and better Job opportunity an (M=----2.24, SD =-----1.16) were also considered as a factor 

that can be aggravated turnover in the hospital. 

4.5. The Reaction of Management on Turnover  

In addition to questionnaire, interview was conducted to   know the feeling of management on 

turnover in the hospital. Accordingly, an in depth interview was conducted with purposely 

selected managers. Based on the interview the finding presented as follow. 

The management react employees mobility from the hospital is high and serious problem. Most 

of the employees leave the organization due to their personal issues. The managements have not 

faced any problems raised from the employees why they were left their current job. One of the 

key interviewee said "in his view, as a leader, the common reasons associated with leaving jobs 

are searching for extra benefit, salary, per time extra duty, family issues, and to some extent 

environmental conditions)”. As to the interviewees, most of the employees were left the hospital 

Variable M SD 

Demographic factor 1.9096 .907 

Salary and Benefit package 1.7458 .82 

Job opportunity 2.2373 1.16 

Managerial relation and human resource practices 1.7458 .81 

Career, promotion, transfer 1.8220 .912 

Work place condition 1.7712 .92 
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for the reason that engaging other better institutions with better benefits and salaries. Putting in 

descending order, nurses, physicians, pharmacists, and other professionals like lab technicians 

were left from their current job.  

From the interview, it can be summarized as: 

Employee mobility from the hospital was too much high and serious problem.  

In addition to   in depth interview, in order to identify the annual rate of employees turnover, the 

researcher tried to have seen the secondary data of a five year trends of turnover from the Human 

Resource Department of the hospital. However, there is no well organized data capturing system 

for each year rather than got only the year of 2018 which resign 70 employees in total. And the 

data was not clearly put in partition of professions. Moreover, it could be concluded that turnover 

is still in high in Debre Birehan Referral Hospital. 

According to the interviewees view, employees also quit the organization in relation to their 

personal issues like family matter and nurses, physicians, pharmacists, and lab technicians, in 

order, were vulnerable for turnover. 

4.6 Employees Position versus Turnover 

Positions of employees are one factor that aggravated employee turnover. It was included in 

demographic factors of employee turnover. In this part of the study, so, turnover was computed 

as average from the six factors of turn over namely, demographic, salary and benefit package, 

job opportunity, management relation and human resource practices, career, promotion, transfer, 

and work place condition. Then, it was recoded as “1” when the event is high turnover “2” for 

the event low turnover. After that a cross tabulation analysis with Chi-square was employed to 

see if there was a significant variation in turn over by position. 
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Table 11 A cross tabulation of turnover by position 

 
Position 

Turn over 

Total 

Chi-square 
Test High turnover 

(N/%) 
Low turnover 
(N/%) 

    Nurse 25( 62.5% ) 15(37.5% ) 40(100%) 

27.059** 

    Lab Technician 6(85.7% ) 1(14%) 7(100%) 

    Pharmacy 4(80% ) 1(20% ) 5(100%) 

    Doctors/ physicians 4(100%) 0( 0% ) 4(100%) 

 Administrative workers 3(12.5% ) 21(87.5%) 24( 100% ) 

              Total 42(52.5%) 38(47.5%) 80(100%) 

 
Source:  primary data 
 

As can be seen in Table 11, among the 80 respondent employees who were required to rate the 

factors of turnover scale regarding demographic, salary and benefit package, better job 

opportunity, management relationship and human resource practices, career, promotion, transfer, 

and work place condition, totally 42(52.5%) were reported high turnover tendency in the hospital 

where as 38(47%) were replied in low turnover. 

Table 11 stated that Doctors or physicians, lab technicians, pharmacists, and nurses were having 

high turnover tendency by 100%, 85.7%, 80%, and 62.5% respectively. On the other hand, 

administrative workers that provide supportive service in the hospital inclined towards low 

turnover (87.5%). 

However, the interview held with manager indicated that the highest rate of turnover was being 

recorded by nurses, physicians or doctors, and pharmacists. The variation with nurses came due 

to their mass in number, not the rate at which they left. 

The computed Chi-square test (27.059, p=.0.000) proved that there is a significant variation 

among positions in respect of turnover. This finding actually coincides with (Moureen, 2004) 

that employees who have exhibited a certain improvement or growth in needed skills might have 

job opportunities in other organizations. Generally, it can be concluded that rate of turn over 

greatly varied among work positions. Physicians, lab technicians, pharmacists, and nurses took 

the leading position where as administrative workers were in low turnover rate. 
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4.7 Mechanisms used by Management to Reduce Turnover 

Interview was also held on what should be done to curb high rate of turnover in the hospital. 

According to the interviewee's perception, it has taken time and difficult to satisfy all employees 

in the short term. But, the organization has planned to retain workers through various 

mechanisms including extra training, extra duty, and minimize job risks by giving prophylaxis 

such as hepatitis and vaccine, meningitis. From this, the organization, in an effort to minimize 

turnover, has designed various mechanisms including extra training, extra duty, and minimizes 

job risks by giving prophylaxis such as hepatitis , vaccine and meningitis. 
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CHAPTER FIVE 

5. CONCLUSION AND RECOMONDATION 

The main purpose of this study was to assess factors that are affecting and aggravating employee 

turnover in Debre Birhan Referral Hospital. Participants of the study were 80 employees from 

nursing, lab technician, pharmacist, doctors, and administrative workers, chosen by proportional 

and stratified random sampling techniques. Questionnaire was administered to participants. The 

data obtained were edited, coded and entered in to the computer; new variables computed and 

recoded using SPSS software version 23.0. Then, analyzed using descriptive statistics: 

percentages, mean, percentage mean, score, standard deviation, and Chi-square were employed. 

5.1 CONCLUSIONS 

Based on the data collected, the analyses and the findings, the following conclusions have been 

drawn. 

I. Salary and benefit package, Managerial relationship and human resource practices 

 Employees were not satisfied with the salary and benefit package since the hospital was not 

providing good terminal benefit or pension as well as the salary was not motivated them. 

Managerial relationship and human resource practices were not more of positively implemented.           

II. Work place condition 

As the respondent employees confirmed, working environment was not good so as to young 

employees were not interested to work in the hospital. 

III. Career, promotion, and transfer packages  

Employees complained on career, promotion, and transfer packages. Employees rated low on the 

management had provided a clear path for advancement of career for all employees.  They were 

disagreed on the impartiality of management. Qualification and experience was not considered 

for employee's motivation in the hospital. 

IV. Demographic factors  
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Employees in Debre Birhan Referral Hospital were predominantly young, unmarried with 

diploma and first degree nurses, lab technicians, ands medical doctors. This implies employees 

could easily quit their job whenever they find better opportunity in other organizations. 

V. Alternative job opportunity  

Employees in the hospital were still working as far as they   were not having alternative job 

opportunity. 

Generally, Salary and benefit package, Managerial relationship and human resource practices, 

Work place condition, Career, promotion, and transfer packages, Demographic factors, and job 

opportunity were the determinant factors of employee turnover in Debre Birhan Referral 

Hospital. 

 Rate of turnover in the hospital has disparity among work positions. The highest being, 

Doctors and lab technicians followed by pharmacists and nurses whereas administrative 

workers were in low turnover. 

 The hospital manager felt mobility of Employee was a serious problem .In order to 

minimize such problem; the manager has designed various mechanisms including extra 

training, extra duty, and minimizes job risks by giving prophylaxis such as hepatitis and 

vaccine, meningitis. 
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5.2 RECOMMENDATIONS 

Based on the findings of the study and conclusion, the following recommendations are given. 

I. Salary and benefit package 

Employees were dissatisfied with the salary and benefit package. Therefore, the management 

should improve the salary scale, providing salary increments yearly, on time payment of salary 

and equity in salary payment as well as implement the system of compensation. 

II. Managerial relationship and human resource practice 

Employees were not satisfied in both managerial relationship and human resource practices. In 

order to avoid such serious problem both the top level management and human resource 

department management should provide opportunity for further training and development 

program. They should also make recognition to their employees to avoid any elements of 

discrimination. Generally, manager should motivate their employees to be an innovative, 

participant in decision making process with conducive work environment in fairness, equity, 

consistency and transparency system. 

III. Work place condition  

Conducive work environment is not questionable for any organization in order to retain its 

employees sustainably. Here in, employees were not satisfied with work environment. 

Consequently, managers and supervisors should give a special attention to make the environment 

favorable. 

IV. Career, promotion, and transfer packages 

Getting better benefit made employees to stay at hospital, otherwise they were resigned from 

their exist job. Thus, it is recommended that fast solution should be done in a manner of 

promoting and transferring them to the positions they were supposed to be in. In doing so, there 

should be a transparency on the system and structure of promoting and transferring employees in 

time. Management should openly provide clear employees career development in order to 

minimize their grievance. 

V. Alternative job opportunity  
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Employees have not a sense of belongs to the hospital; they were only stayed in the institution 

due to the non-availability of better job opportunity in other institution. It is therefore, 

managements should work properly by modifying strategies like minimizing bureaucratic and 

assuring motivation system. 

In general,, as  turnover is serious problem, especially on critical professions like Doctors the 

management should fully implemented the designed turnover reducing mechanisms like extra 

training ,extra duty time and work safety measures. Moreover, managers should smoothly 

communicate with employees about every matter of the organization and themselves.   

5.3. Suggestion for further Studies 

To address the limitations of this research, I recommended that further research can be conducted 

to investigate the assessment of employee turnover and retaining mechanism in order to handle 

the human asset. Since this research is only limited to Debre Birehan Referral Hospital any 

interested body can use it as a bench mark for the study of other similar public and private 

hospital. Further research should also be conducted using large sample data to pin out the exact 

causes of employee turnover in Debre Birehan Referral Hospital. Moreover, further research 

could be conducted using regression analysis in order to check out the magnitude of factors that 

caused to turnover in the hospital. 

Furthermore, study could have been extended to determine the effects of employee's turnover at 

public hospital. 
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Annex 1. 

                           DEBRE BIRHAN UNIVERSITY 

               COLLEGE OF BUSINESS AND ECONOMICS 

             DEPARTMENT OF MANAGEMENT 

MASTERS OF BUSINESS ADMINISTRATION 

QUESTIONNAIRE AND INTERVIEW 

Dear respondents my name is Tekle Ergete. I am conducting a research. This questioner is 

developed to collect data on the topic entitled the “assessment of employs turnover in public 

hospital the case of Debre Birhan Referral Hospital” It is carried out for academic purposes to 

write thesis in partial fulfillment of the requirement for the masters of business Administration. 

Your genuine response will provide valuable information the topic.  The information you provide 

is completely confidential. 

Thank you for your cooperation. 

Background information 

1. Gender 

Female                     male 

2. Age 

18-26                        27-35                 36-45              >45 

3. Marital status 

Married                  unmarried                 divorce 

4. Education status 

Secondary                          Degree 

Diploma                   Masters And Above 
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5. Years of Experience 

1-2 years             2-4 years                 4-6 years                above 6 Years 

6. Salary 

< 4000 birr              4001-6000 birr             6001-8000 birr                >8001 birr 

7. Position --------------------------------------- 

Questionnaire:  for employees  

Items concerning factors affecting employees’ turnover  

Select only one among the options given below and put (√) symbol  

No Factors affecting 

 employees turnover  

 

     

 

Answer options 

 

Strongly 

Disagree 

Disa

gree 

No 

opinio

n 

Agr

ee 

strongl

y agree 

I Demographic factor questions       

1 The hospital  is committed to  

Provide you everything you need.  

     

2 As your level of qualification increases 

commitment and level of Stay increases.  

 

     

3 Sex is determinant to stay in the hospital       

II Benefit and salary package  

Questions 

     

1 Salary scale and other benefits  

Motivated you to stay in hospital.  

     

2 Hospital is providing good Terminal benefit 

or pension.  

     

III Better job opportunity in other 

institutions Questions  

     

1 You stayed in hospital though you  

do have other job opportunity.  

     

2 You are working with the skill you have with 

the position  

     



 

x 
 

3 You have sense of belonging to the 

institution.  

     

IV Managerial relationship and HR Practices 

questions  

     

1 Managers and HRD treat employees fairly       

2 The relation between managers and  

Employees are good at hospital 

.      

3  You have freedom of innovative thinking 

and the hospital  Motivates you 

.      

4 

 

The hospital higher officials allowed you to 

participate in Decision making.  

     

5 The hospital provided you to different 

positions on your Performance and arranged 

you Flexible working condition.  

     

6 In this hospital have good training and 

orientation activity.  

     

7 Training and development program hospital 

is relatively better to other Similar public 

institution.  

     

8 Hospital employee coworker relationships 

have a significantly positive effect on job 

satisfaction.  

     

V Employee career ,promotion and transfer 

questions  

     

1 Management has provided a clear path for 

advancement of career for All employees  

     

2 Hospital  is impartial/unbiased for over all  

Benefits of employees.  

     

3 Qualification and experience are  

Considered to promoting employees.  

     

4 Your future hope of getting better Benefit 

made you to stay at Hospital.  

     

VI Work place condition questions       

1 Working environment of the hospital is Good .      

2 Young professional employees‟ Interest to 

stay in hospital is high 
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Interview Questions; 

This interview is made to Debre Birhan referral Hospital  Personnel Managers to assess whether 

the hospital is aware of about the existence of turnover rates and causes of the employee turnover 

and retention mechanism followed( if any) to reduce the turnover rate 

Interview questions prepared for Hospital managers  

1. Do you feel that the mobility of employees from the organization is a serious problem?  

2. Do you make exit interview, when employees resign?  

3. If your answer in question number two is yes, why did they leave the organization?  

4. If your answer in question number two is no, what is your view regarding reasons for turnover 

of employees?  

5. Which work position have high employee turnover rate?   

6. What do you think the retention mechanisms to reduce the employee turnover in the future? 

Thank you for your cooperation  
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