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Abstract

ThisstudyfocusesontheassessmentofemployeeturnoveratWolkiteUniversity

SpecializedHospital,withthegeneralobjectiveofevaluatingthefactorscontributing

toemployeeturnoverwithintheorganization.Highemployeeturnoverratesmay

jeopardizeeffortstoattainorganizationalobjectivesandcanleadtosignificant

challengesinmaintainingastableworkforce.Whencriticalemployeesleave,itcan

adversely impactinnovation,consistency in service provision,and the overall

operationalefficiencyofthehospital.

Theresearchdesignemployedinthisstudywasdescriptiveinnature,allowingfor

thecollectionofstructureddatathroughquestionnairesandinterviews.Primarydata

wasgatheredusingthesetools,whilesecondarydatawascollectedfrom both

publishedandunpublishedmaterials.AStratifiedrandom samplingtechniquewas

utilizedtoselectsixty-two(62)respondentsfrom variousemployeelevels,including

health,administrative,andmedicalstaffwithinthehospital.Amedium responserate

of93.55%(58respondents)wasachievedthroughpersonaldatacollectionmethods,

providingasolidbasisforanalysisusingpercentagesandtables.Thestudyidentified

workload as the primary cause of employee turnoveratWolkite University

SpecializedHospital.Additionally,thefindingsindicatedthathighturnoverrates

createchallengesinattractingnew staffandmaintainingacohesiveteam.To

mitigate turnoverrates,itisrecommended thatmanagementreview employee

service conditions and ensure thatthe working environmentis conducive to

employeesatisfaction.Overall,thisstudyhighlightsthecriticalaspectsofemployee

turnoveratWolkiteUniversitySpecializedHospital.

keywords:FactorsContributing,WorkforceStability,WorkloadStaffRetention
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CHAPTERONE

1.INTRODUCTION

1.1BackgroundoftheStudy

Employeeturnoveristhenetresultofemployeesleavinganorganizationandnew

ones joining.High turnoverrates often indicate underlying issues within an

organization,suggesting employee dissatisfaction with theirjobs orthe work

environment,leadingthem toseekemploymentelsewhere(John& Ivancevich,

1989).This can create challenges forrecruitmentand potentially impactthe

organization'sreputation.

Significantemployee turnoverpresents a considerable obstacle forboth the

departingworkersandthehospitalitself.Forworkers,itcanimplyalackofskill

developmentandreducedefficiency.Forthehospital,itcanleadtodisruptionsin

operationsandpotentialchallengesinmaintainingconsistentservicelevels.While

somelevelofturnoverisnatural,suchasthroughretirementandtheintroductionof

newstaff,excessiveturnovercannegativelyaffectworkerefficiencyandhinderthe

optimalutilizationofanorganization'shumanresources(Marmora,1992).

Everyorganization,regardlessofitsprofitstatus,isestablishedtoachievespecific

objectives.Humanresourcesareacriticalcomponentinachievingthesegoals,

enablingtheeffectiveutilizationofallotherresources.Thesuccessorfailureofan

organizationissignificantlyinfluencedbythecaliberandqualityofitsworkforce.

Therefore,toensureorganizationalsuccess,humanresourcesshouldbemanaged

systematically.Onekeyaspectofthisisunderstandingandaddressingemployee

turnover(Mathis,1997).

Thesignificantattentionpaidtothetopicofturnoverstemsfrom itspotentialimpact

on an organization.Manyresearchers suggestthathigh turnoverrates,ifnot

managed effectively,can negativelyaffectan organization's overallfunctioning

(Johnson,2006).This studyassesses employee turnoveratWolkite University

SpecializedHospital,focusingonunderstandingitsextentandpotentialcontributing

factorswithinthisspecificcontext.
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1.2StatementoftheProblem

Whileacertainlevelofemployeeturnoverisanaturalorganizationalphenomenon,

potentiallybringingfreshperspectivesandopportunitiesforimprovement(Grobleret

al.,2006),excessiveturnoverposessignificantchallenges,includingincreased

humanresourcecostsandworkforceinstability.Inthedynamichealthcare

environment,retainingaqualifiedandmotivatedworkforceisparticularlycriticalfor

service-orientedorganizationslikeWolkiteUniversitySpecializedHospital,where

employeesarefundamentaltodeliveringeffectiveandefficientpatientcareand

achievingorganizationalgoals.

AlthoughthereisaperceivedincreaseinemployeeturnoveratWolkiteUniversity

SpecializedHospital,specificdataquantifyingtheextentandtrendsofthisturnover

overtimeremainundocumented.

Furthermore,theunderlyingfactorscontributingtothisrisingturnoverwithinthe

uniquecontextofthehospitalarecurrentlyunknown.Thislackofunderstanding

hindersthedevelopmentoftargetedinterventionstomitigatetheissue.

Consequently,thespecificimpactsofthisincreasedturnoveronthehospital's

operationalefficiency,servicequality,andthewell-beingofremainingstaffhavenot

beenthoroughlyinvestigated.Moreover,itisunclearwhetheranyformalemployee

retentionstrategiesarecurrentlyinplaceatthehospitaland,ifso,their

effectivenessinaddressingtherisingturnover.Finally,thereisnoexisting

comparativeanalysistobenchmarkWolkiteUniversitySpecializedHospital's

turnoverratesagainstsimilarhealthcareinstitutions,makingitdifficulttoascertain

therelativeseverityoftheproblem.

Therefore,thisstudyseekstocomprehensivelyassessthecurrentstateof

employeeturnoveratWolkiteUniversitySpecializedHospitalbyquantifyingits

extent,identifyingthekeycontributingfactorsspecifictothehospitalenvironment,

evaluatingitsimpactonhospitaloperationsandremainingstaff,andexaminingthe

effectivenessofanyexistingretentionstrategies.Thefindingsofthisresearchwill

providevaluableinsightsfordevelopingevidence-basedstrategiestoimprove

employeeretentionandensureastableandhigh-performingworkforceatWolkite

UniversitySpecializedHospital.
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1.3ResearchQuestions

Attheendofthestudy,theresearcherswillattempttoanswerthefollowingbasic

questions:

1.WhatarethetrendsinemployeeturnoveratWolkiteUniversitySpecialized

Hospital?

2.WhatarethetheprimaryreasonofemployeeturnoveratWolkiteUniversity

SpecializedHospital?

3.Whatmeasureshasthehospitalimplementedtoreduceemployeeturnover?

1.4ObjectivesoftheStudy

1.4.1GeneralObjectiveoftheStudy

ThemainobjectiveofthestudyistoassessemployeeturnoveratWolkiteUniversity

SpecializedHospital.

1.4.2SpecificObjectives

Thespecificobjectivesofthestudyare:

1. ToinvestigatetrendsinemployeeturnoveratWolkiteUniversitySpecialized

Hospital.

2. Toidentifythemajorfactorsthatcontributetoemployeeturnover.

3. Toanalyzemeasuresimplementedbythehospitaltoreduceemployeeturnover.

1.5SignificanceoftheStudy

The outcome ofthis studywillprovide valuable insights to Wolkite University

Specialized Hospital regarding the current state of employee turnover.

Understandingtheextentofturnoverwillhelpthehospitalidentifyareasneeding

attentionanddevelopstrategiestomanageiteffectively.Thisresearchcanassist

thehospitalinformulatingimportantstrategiestoimproveemployeeretentionand

maintainastableworkforce.Furthermore,thisstudycontributestotheresearcher's

academicexperienceasarequirementforaBachelor'sdegreeinManagement.The

findingscanalsoserveassecondarydataforfutureresearchersinterestedinrelated
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topics,potentiallyencouragingfurtherinvestigationintoemployeeturnoverwithin

similarcontexts.

1.6ScopeoftheStudy

Thisstudyfocusesspecificallyontheassessmentofemployeeturnoverwithin

WolkiteUniversitySpecializedHospital,geographicallylocatedintheGuragezone.

The research wasconducted solelyamong the hospital'semployees,including

administrativestaff,healthprofessionals,andmedicalpersonnel.Duetolimitations

intime,finances,andotherresources,thestudydidnotencompassallpotential

issueswithintheorganization.

1.7LimitationsoftheStudy

Asignificantlimitationencounteredduringthisstudywasthescarcityofprevious

researchonsimilartopicswithintheEthiopiancontext,whichposedachallengefor

developingacomprehensiveliteraturereviewatthenationallevel.Additionally,the

studyfacedsomelimitationsduetounreturnedquestionnairesandunanswered

questionsfrom respondents.

1.8OrganizationoftheReport

Thereportofthisresearchwillbestructuredasfollows:

Thefirstchapterwillintroducethebackgroundofthestudy,statetheproblem,

outlinetheobjectives,andpresentthesignificance,scope,andlimitationsofthe

study.Thesecondchapterwillconsistofareview ofrelevantliterature.Thethird

chapterwilldetailtheresearchmethodologyemployed.Thefourthchapterwill

presenttheanalysisandinterpretationofdatacollectedfrom primaryandsecondary

sources.Finally,thefifthchapterwillprovideadiscussionofthefindings,draw

conclusions,andofferrecommendations.
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CHAPTERTWO

2.LITRATUREREVIEW

2.1.DEFINITIONOFEMPLOYEE

Differentauthorshavedefinition ofemployeeturnover.A working definition of

employeeturnoverwasprovidedbyMach(1983)asassetunbentmovement of

employeesofbeyond the organization thisdefinition distinguish turnoverfrom

temporarylayoffsaswellfrom interorganization,promotionortransfers.Another

personcalledEdwinPhilipp(1980)dependemployeeturnoverinbroadestsenseas

themovementintoandtoanorganizationbyworkforceforPhilips(1987)employee

attritionlaborturnoverletterstoallformsofsubtractionfrom thelaborforceinthe

form ofresignation,dismissals,deathandretirement.

Employee s turnovercan be very problematic forlarge,medium,and small

organizations.Allorganizationscanexpectsomedegreeofemployeeturnover.

Indeedacertaindegreeofemployeeturnoversmaybedesirablesinceitcreates

opportunities to the introduce competence,new ideas and experience to the

organization,as wellproviding careerdevelopmentopportunities forexisting

workers.Thoughemployee’sturnoverishowever,iscostlybothtotheindividual

organizationsand theeconomyasa whole.Italso affectsmoral,profitability,

efficiencyandproductivityaswell.Durbin(2000)

Meyer(2001)alsosaidthatemployee’sturnovermaybeduetoaparticularcause,

buttheycanalsobeanindicationofmorefundamentalorganizationalproblems.

Establishingthecauseandworkingoutforasolutionmay,therefore,callsforre-

examinationoftheorganizationpoliciesandprocedures.Itmaybedifficultforthose

withintheorganizationstoconductthiswithdegreeofrigorandobjectivesrequired

andthereforeitisadvisabletoinvolvesomeoneorgroupofpeopleoutsidethe

organizationsundertakethistask.

Amstrong(2011)arguesthattheprospectofgettinghigherpayelsewhereisoneof

themostobviouscontributionstoturnover.Thispracticecanberegularlyobserved

at alllevelof the economic ladder,from executives and generously paid
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professionals in high- stress positions to entry-level workers in relatively

undemandingjobs.Employee’sturnovertendstobehigherinenvironmentswhere

employeesfeeltheyaretakenadvantageof,wherethefeelundervaluedorignored

andwheretheyfeelhelplessorunimportant.Clearly,ifmanagersareimpersonal,

arbitraryanddemanding,thereisagreaterriskofturnover(Hom andGriffeth,(2001).

Allen(2000)pointedoutthatemployeesturnovercanexpensive.Althoughtheactual

costaredifficulttoestimate.Togetindication,organizationscanstartaddingupthe

mostobviousexpenses:thoseofadvertising,recruitmentandsupervisorytime.

2.2.Typesemployeeturnover

Nugent(2009)concludedthatemployeeturnovercanbedefinedasapercentageof

figures which shows the rate atwhich employees move in and outofthe

organization.However,thisfiguremostlikelyrepresentsbothcontrollableturnover

(controllablebytheorganization)anduncontrollableturnover.Controllableturnover

is“voluntary”bytheemployee,whileuncontrollableturnoveris“involuntary”(for

example,retirement,death,orspousetransfer).Turnovermaybefunctional,where

theemployee’sdeparturesproduceabenefitfortheorganization,ordysfunctional,

wherethedepartingemployeeissomeonetheorganizationwouldliketoretain.

Mathis(1997)hasclassifiedturnoverasvoluntaryorinvoluntary

2.2.1Voluntaryturnover

Occurswhenanemployeeleavesbyhisorherownchoiceandcanbeinitiatedby

manyfactorssomecausesofvoluntaryturnoverincludelackofchallenge,beater

opportunitieselsewhole,pay,supervision,geographyandpersonnelRobertL.and

JonL(1997)

Voluntaryturnoverisalsoinfluencedbyemployeeperceptionofthedesirabilityof

leaving.Employeeanywanttoleavetheircurrentjobsbutstaywiththeorganization

otherjobsareavailablethroughtransferorpromotion.Majorfactorsthatinfluence

desirabilityto leaveareemployeesatisfaction.Thegreaterthesatisfactionthe

probabilityoflivingofvoluntaryresignationismoreoftenstudiesbymanagement

duetoitsdesiretoreduceormaintainonacceptablelevelPhillips(1987).

Voluntarydesignationcanbereducedbysatisfyingworkenvironment,highquality

supervisioncanbereducedbysatisfying.Personnelopportunityforgrowth,legalistic
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job previews and orientation programs are them.On the otherhand,induced

resignation implied avoiding termination on ground ofdiscipline.Meaning the

individualmaybeinducedtoleaveduetoanyotherseriouschallengesbrought

againsthim/herandtheproceedingwhichmightresultinconvictionandtermination

service.Cuming(1993)

2.2.2.Involuntaryturnover

Involuntaryturnoveroccurswhenthemanagementorotherfacedconditionsmake

theemployeeimpossibletocontinuewiththemembershipoftheorganization.

Exampleofinventoryturnoverincludesdismissal,death,retirementanddisciplinary

layoff.RobertL.andJonL(1997)

Turnover could also be classified as controllable and uncontrollable types.

Uncontrollableturnoverbytheorganizationresultsfrom retirement,illness,death,

marriageandpregnancyandcanbeleadedasnotcontrollablebytheorganization.

Controllable turnoverinvolves voluntaryseparation.Fruits and dismissals even

through some turnoveris in evitable,organization musttake steps to control

turnover,particularlythatwhichiscausedbyorganizationfactorssuchaspoor

supervision,in adequate training and inconsistence polices.Human resource,

activitiesshouldbeexaminedaspartofturnovercontroleffects.RobertL.andJonL

(1997)

2.3.CausesofEmployeeTurnover

Severalfactorscontributetotheleasingofemployeesfrom anorganization.The

majoronesarediscussedbellow

1.Demographicfactor

Beingunhappyinajobandeconomicconditionisnottheanyleavenswhypeople

leaveonecompanyforanother.Demographicfactorssuchasage,sex,levelof

incomeifanemployeeishighlyassociatedwithturnoverintention.

Itanemployeetheskillsthattheypossessaredemandtheymayblurredawayby

highpay,betterbenefitorbetterjobgrowthpotential.Moststudiesindicatedthatthe

youngmoreeducatedemployeesdespitetheincurveparticipationrateoffemale’s

workforce,femalesworktosupplementthefamilyandhavegreaterachievement

orientationthanmales.Consequently,malesmayleavethecurrentjobinfavorofa

moreattractivejobiftheexpectationisnotBenet(1993).
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2.EconomicCondition

Turnoverratearestronglyinfluencedbyeconomicconditionanindividualperception

ofthe availability ofalternative job in the function oflabormarket.When

unemploymentlevelsarehighbecauseofadepressedeconomy,turnoverinmost

companiesisgreatestreduced.Analysisofturnoverlevelandunemploymentlevels

foraperiod ofseveralyearsShaw aninverserelationship betweenthosetwo

variablesshowJohnson(1993).

3.OrganizationalStructure

Employsthatarecareerorientedmaychancethreejobsinordertomovetojobs

whichtheythinkasasteptothecareerladder.Thismaybeachinesstosimilarjobin

otherorganization,whichitsorganizationalstructureoffersbetterprospectsof

futurepromotionorcaretplanMather,(1997).

4.OrganizationalCulture

Muchhasbeenwrittenaboutorganizationalculture.It’ssufficienttonoteherethat

therewardsystem,thestrengthofleadership,theabilityofthemanagementto

induceserveofcommitmentonthepartofworkers,andfactionaremakethem lilted

toturnover.Wayne,(1990).

5.ThePerformanceoftheOrganizational

Inordertoretaintheemployeesthegoodeconomicperformanceoftheorganization

isverycrucialbut,ifanorganizationperceivedtobeineconomicdifficultraisesthe

employeeturnoverandworkersbelievethatitisrationaltoseekotheremployment

whether;(1997).

6.Lackofmotivationalapplicationconcepts

Employee motivationalapplication concepts such variable paysystem,flexible

benefitplan,employee involvementprogram in decision making and employee

recognition program are some currentmotivationalconcepts to be applied to

motivateandretainemployee.Intheabsenceoftheseprogramsemployeeturnover

ishighearl,(1992).

7.Thecharacteristicsofjob

Somejobsareintrinsicallymoreattractivethanothers.Jobatsupportivenesswillbe

affected bymanycharacteristics includes its repetitiveness,challenge,danger,

perceivedimportanceandcapacitytoaccomplish.Jobsstatusisalsoimportanceas

manyfactorsforemployeetoleavetheirjobgunlock,(1998).
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8.Personalcharacteristics

Manyturnoverstudieshighlistedthosepersonalfactorssuchassex,maritalstatus,

intelligence,skilllevelandnumberdependentalsoinfluenceturnover.Turnoverrate

tendstobehighamongyoungpeopleanddeclinesasageincrease.Lengthof

serviceisalsoanimportantfactor.Thetendencytoleavediminishesasthetime

spentintheorganizationincreases.Invanceich,(1989).

9.UnionActivities

Studieshomeshownthatsatisfiedemployeesaregeneralnotinterestedinunion

andtheydon’tperceivethem asnecessarytheevidenceisthatjobdissatisfaction.

10.JobDissatisfaction

Mosttheoriesifturnovermaintainthatemployeesleavetheirjobswhentheirneeds

arenotbeingsatisfiedattheirpresentplacework,curativejobbecomesavailable

whichtheemployeesbelieveswillsatisfymoreoftheirneeds.Ivancievichand

Gluck,(1989)

11.Absenteeism

Jobdissatisfactionisrelatedtoabsenteeism.Studieshavefoundthatlesssatisfied

employeesaremorelikelytobeabsentfrom workduetodividabledecagon.As

workingconditionbecomeundesirable,employeemayfirsttomissafewdaysand

theyleavepermanently.Mathis,(1997)

12.Stress

Stressisthestateofmindwhichrefractscertainbio-chemicalreactioninthehuman

bodyandisprosecutedbyasenseofanxiety,tensionanddepressionandiscaused

bytheenvironmentalforcesthatcan’tbemeetingbytheresourceavailabletothe

person.Theintensityofsuchemendsthatrequiresisadjustmentofresourceor

operationalstyleswoulddeterminetheextentofstress.Wayne,(1990).

13.EmployeesUnrest

Unlessgenerallyconditionsofunhappinesswithjobandmaymanifestifselfina

numberofways.Theworkermaynotattendtohisjobproperly,maybeinvolvedin

daydreaming,beforgetfulorjustmaynotcare.She/hestartscomplainingabout

workingconciliationandfinedadultswitheverythingthatgoreintheenvironment.

Mathis,(1997)

14.Grievance

Itleadstolowerlevelofmoralmaycausesevereformsofunlessthroughsocial

castigation.Grievancemayberealorimaginaryandmaycausesevereformsunrest
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throughsocialcastigation.Grievancemayberesultfrom numerousreasonboth

managementandlaborprovincesandunlitonanyasidecanlowerthemoral.Wayne,

(1990).

2.4.TheImpactofEmployeeTurnover

Theimpactofturnoverhasreceivedconsiderableattentionbyseniormanagement,

humanresourceprofessionalsandindustrialpsychologist.AccordingtoGluck(1998)

employeeturnovercanbefutilecostlytoanemployer.Thecostsifturnoverinclude

increasescostsforsocialsecurityandunemploymentcompensation,severancepay,

underutilizedfacilitiesuntilthereplacementishire.Additionallyemploymentcosts

suchasrecruitingexpense,interview time,tatscosts,computerrecordedcosts,

administrativenotificationcostsandpayrollchangeareadministrativenotification

costsandpayrollchangearethemostroutinecostsofturnover.

Obviously,thereisalsolossofproductivityuntilthenew employeereachesthe

performancelevelofthearealeftthejob,Mathis,(1997)statesthattoomuch

turnovercanseverreduceproductivity,demoralize.

Incomments,damageanorganizationspublicimageandsometimesantagonize

actualorpotentialcustomers.Moreoverexcessiveemployeeturnoverisinmoney,

humanvaluesandwithinbetweenworkteam.

In theircontribution to costs oflaborturnoverin organization,Miner(2003)

enumeratedthefollowingcostsassociatedwithemployeeturnoverofanykind.

2.5.MethodsofStudyingTurnover

Manyorganizationshavefriedtodeterminewhyturnovertakesplace.Someofthe

methodsincludethefollowing.

1.ConductingexitinterviewsIvancevich,(1989)isoneifmethodsofinterview

employeesjustbeforetheyleavetheenterprisetotrytodeterminewhythey

areleaving.Ifhisownmeritsanddemeritssomeofdemeritsareunreliable

andnotusefull.Problem anarisewhenexistentsemployeesgivepartial

reasonforleavingbecausetheyneedreferencefrom theemploysormishit

wanttobereemployedatafuture.

2.MailaquestionnaireIvancevich,(1989)anotherwayiswhichto obtain

informationconcerningthereasonswhyemployeesleaveanorganizationis

tomailquestionertothem aftertheyareexistingandaskthem tocompleteit

and mailitback a month orso latter.This gives the employee some
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protectionandwouldappeartobeamuchbetterapproachthantheafter

organizationsusing thismethod findsanotherlow percentageemployee

completerthe questionnaires howeverno reliability data appearto be

availableonquestionnaires.

3.Employeeattitudeandfeelings:Ivancevich(1989)thisapproachrequiresanin

-depthstudyofanorganizationwithconsiderableemphasisuponemployee’s

attitude and felling this method finding outwhypeople leave and stat

investingresourcesinthepositivemanagementofretention.Ifmanagers

reinforcetherightreasonforemployeesstayingandavoidreinforcingthe

wronglessons,theycanimprovenotanytraditionalturnoversatisfiesbutset

goodsforretention.

Theorganizationneedstoknowwho,andwhetheranyeffortontheirparcanshow

turnover.Thesearequestionsthatcanbeansweredifathroughthestudyof

turnoverisapplied

2.6.Costingemployeeturnover

Costsifterminating employee’stime,costofexitinterviewer’sseparation pay,

increasein unemployment,vacancycosts,costofadditionalovertimeCostif

additionaltemporaryhens,wageandbenefitssavedduetovacancyreplacement

costs,pre-employmentadministrativeexpenses,costifattractingapplicantscostif

entranceinterviews,testingcostsStaffcosts,travelandmovingexpenses,cost-

employmentinformationgatheringanddisseminationcostdisseminationcost,cost

ifpost-employmentmedicalexams,formaltrainingcosts,informaltrainingcosts.

2.7.ControlofTurnover

According to Gluck (1998),employee turnovercan be reduced bynumberof

methods;betteremployee’selection,orientation,communicationand supervisor

training,incentiveaward.Inaddition,interviewoftheemployeesbeforeleavingthis

istheexitinterview.

AccordingtoMondayandneo,(1990)thefollowingaresuggestedasremediesfor

excessiveemployeeturnover.

2.7.1.GoodEmployeeOrientation

Thishelptoreduceturnover,becausenew employeearemorelikelytoleavethan

employeewhohave beenonthejobloser.Alsoemployeeswhoareproperly
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inducedintothecompanyarewilltrainedtendtobelesslikelytoleave.Ifpeople

receivesomebasicinformationaboutthecompanyandthejobtoperformed,they

determineearlywhethertheywanttostayornot.

2.7.2.TrainingandDevelopmentofHumanResource

Trainingcanfillthegapbetweenemployeeknowledgeandskillandwhatthejob

demands.Moreoveritcanimprovetherelationshipbetweentheemployeeandtheir

immediatesupervisorinunderstandingandimplementingorganizationalpolicesand

in turn guaranteesworkforce stability.The long term developmentofhuman

resource also reduces the company’s dependence in hiring new workers.If

employeesaredevelopedprior,thejobopeningsfoundthroughhumanresource

planningaremorelikelytobefilledinternally.Humanresourcedevelopmentisalso

an effectivewayto meetseveralchallengesincluding employeeobsolescence,

internationalanddomesticworkforcediversitytechnicalchanges,affirmativeaction

andemployeeturnoverWerther,(1993).

2.7.3.Employeeandmanagementrelation

Managementofanorganizationismainlyconcernedwithwhatshouldbedoneto

enhancethecontributionofitsemployeetoachieveobjective.Thisleansmaintain

good employee legation through creating good working atmosphere,providing

attractivereward,havinggoodleadershipandassigningemployeetoinsertingand

challenging jobs.Employee relation is the interaction between the employee

replantedbymanagementandtheworkforce,beechandMcKenna,(1995)

2.7.4.Compensation

Themajorgoalofcompensationisattractandretainqualifiedsenioremployeeto

theorganization.Inmostcauseemployeesarewillingandcooperativetotheirjobs

to thebesttheirabilities,iftheybelievethatthepayisrelativelyequitableto

performance.Inthreewordscompensationaffectsemployee’sdecisiontostayor

leaveorganizationtoworkeffectivelyandtoacceptadditionalresponsibility.An

effective compensation designed to satisfyemployee needs and reinforce job

behaviorconsistentwithorganizationalobjective.Armstrong,(1996)

2.7.5.EmployeeBenefits

Employeebenefitsincludeallformsofincomesecuritycapitalaccumulation,and

serviceprogramsthatorganizationprovidesvoluntarilytoemployees.Benefitsplay
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animportantroleintheorganizationabilitytoattractandretainemployees.Today,

workersrewardbenefitsinsomewarastheirpaysomethingthattheyareentitledto

deceiveinexchangeforskillsandservice.SeitzandGifford,(1982)

2.7.6.Non-financialCompensation

Sofarwehavediscussedemployeebenefitswhichcosttheorganizationmoney

eitherdirectlyorindirectly.Advocatesofmotivationclaim thatemployeesarenot

onlybesatisfiedwithbasicneedsbutothersubstudentneedssuchassocialand

self-actualizationarebecomingmoreimportantMondayandNeo,(1990).

Thesehighorderneedsmaybesatisfiedthroughjobenvironmentorboth.The

benefitseachemployeewouldvaluedependontheirpersonalpreferences.Inmost

codes employees may get personalsatisfaction if the job provides those

opportunitiesforrecognitionfeelingofachievementandabovealladvancement

opportunities.Jobsaretobechallengingmeaningfulandinteresting.Organizations

mustattempttomuchthejobrefinementsandindividualability.Theselectionand

placementprocessareimportantinthiscontextMondayandNeo,(1990).

Generally,effectivemanagementofcareertransitionsisimportantboth to the

individualsinvolvedandtotheorganization.How internalstaffingchangesand

employeeseparationareplannedandchangedhassignificantconsfinancesfor

organization effectiveness and employee morale and development. Group

orientationmethodsandattentiontoindividualneedsandconcernsshowpromiseif

reducingturnoverandenhancingperformance.Employeehandbooksarevaluable

orientationandtrainingdevice.However,toavoidlawsuitsfrom employeeswho

havebeenterminated,organizationsneedtosetforthappropriatelimitationsonjob

rightsinclearandunambiguousinhandbooksandotherdocumentsFrench,(1998).
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CHAPTERTHREE

RESEARCHMETHODOLOGY

3.1.Introduction

Methodology in research refers to the systematic approach employed by an

investigatorto study a research problem.Itencompasses the methods and

techniques used bythe researcherto conductthe investigation logically.This

includesoutliningtheproceduresforidentifyingdatasources,thepopulationand

samples,datacollectionmethods,andthestatisticalorotheranalyticaltechniques

usedtointerpretthecollecteddata.

Thischapterdetailsthevariousmethodologiesutilizedincarryingoutthepresent

study.

3.1.1StudyArea

ThestudyareaforthisresearchisWolkiteUniversitySpecializedHospital,locatedin

theGubretownoftheGurageZone,CentralEthiopiaregion.Gubretownissituated

approximately 165.9 kilometers from the country's capitalcity,Addis Ababa,

Astronomicallythetownislocated8o.2071’N latitudeand37o.7898’ELongitudes.

The study focused on the assessmentofemployee turnoverwithin Wolkite

UniversitySpecializedHospital.

3.1.2StudyDesign

Thisstudyemployedadescriptivesurveydesign.Descriptiveresearchisasuitable

choiceforthisresearchasitsaim istoidentifythecharacteristics,frequencies,and

trendsrelatedtoemployeeturnover.Thisdesignallowsforthesystematiccollection

and presentation ofdata in an easilyunderstandable formatforthe readers,

describingtheassessmentofemployeeturnoverwithinthehospital.Theresearcher

utilizedstratifiedrandom sampling,consideringthedifferentemployeecategories

withinthehospital:HealthProfessionstaff,Medicalstaff,andAdministrativestaff.
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3.1.3StudySubject(TargetPopulation)

ThefocusofthiscasestudywasWolkiteUniversitySpecializedHospital.Therefore,

thetargetpopulationforthisstudycomprisedallemployeesoftheorganization,

specificallyadministrativestaff,healthprofessionals,andmedicalemployees.

3.1.4SamplingMetho

The researcher employed stratified random sampling to ensure adequate

representationfrom eachemployeesubgroupwithinthehospital.Thistechnique

involvesdividing thepopulation into distinctstrata (administrativestaff,health

professionals,andmedicalemployees)andthenrandomlyselectingaproportionate

numberofparticipants from each stratum.Stratified sampling provides better

coverageofthepopulationandensuresthatallsubgroupsarerepresentedinthe

sample,enhancing the generalizability ofthe findings to the entire employee

populationofthehospital.

3.1.5.Samplesize

The totalpopulation ofthis study was 667 among this;totalpopulation the

researchertooksampleof62peopleinthehospital.38administrativeemployees

(from 412),19healthprofessionemployees(from 206)and5medicalemployees

(from 49).Theformulaproposedbykothari(2004)wasusedtofindthesamplesize

.Thisformulawasselectedduetofactlargerpopulation.

(BYKothari:2004)n=
.p.q.Nz2

+ .p.qe2(N−1) z2

Where,

n=samplesize,

q=1-p

Z=Criticalevaluateat90%confidencelevel(1.65)

p=populationproportion(0.5)

N=totalpopulation

E=errorterm 0.1(precision)

n = (1.65)2(0.5)(0.5)(667) =62

(0.1)2(667-1)+(1.65)2(0.5)(0.5)

Therefore,thesamplesizeis62whichmatchesthesamplesizestatedinthestudy.
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3.1.6MethodofDataCollection

The researcherutilized both primary and secondary data collection methods.

Primary data was gathered through questionnaires and interviews. The

questionnaires included both open-ended and closed-ended questions,allowing

respondentstoexpresstheirviewsfreelywhilealsoprovidingstructuredresponse

options.

structured interviewswere conducted with the Human Resource Managerrof

Wolkite University Specialized Hospitalto gather more in-depth information

regardingemployeeturnover.

Thecollecteddatawasanalyzedusingdescriptivestatisticalmethods,suchas

percentagesandtables,tosummarizeandpresenttheinformationinaclearand

meaningfulmanner..Basedontheabovesamplerespondentwouldbeselected

from eachstrataofhealthprofession,medicalandadministrativestaffemployees.

3.1.7PlanofDataAnalysis

To achieve the objectives ofthis study,the researcheremployed descriptive

methodsfordataanalysis,utilizingtablesandpercentages.Descriptivemethodsare

valuable forpresenting quantitative data in a manageable and understandable

format,simplifyinglargedatasets.Allprimarydataobtainedthroughinterviewsand

questionnaires,alongwithsecondarydatafrom varioussources,wereanalyzedand

summarized through tabulation and percentage calculations.This approach

facilitatedacomprehensiveunderstandingofthefindings,leadingtoaneffective

discussion,conclusion,andrelevantrecommendationsregardingemployeeturnover

atWolkiteUniversitySpecializedHospital.
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CHAPTERFOUR

4.PRESENTATIONANALYSISANDINTERPRETATIONOFDATA

INTRODUCTION

Inthischapterthedataobtainedviainterview andquestionnairefrom thesample

populationofthestudyorganizationarepresentedandanalyzed.Thedatawere

analyzedbytheuseofsimpledescriptivestatisticssuchas;tableadpercentage.

Forthepurposeofthisstudytheresearcherdistributedeachstrata atotalof62

questions among these 38 were administrative employees,19 were health

professionan5weremedicalemployeeandtherateofreturnis93.55%(58)that

meanseventhoughallquestionnairesweredistributedtothetotalsamplesize,

around6.45%(4)questionerswerenotreturned.Thusthereturnedquestionnaires

areincludedforanalysispurpose.

4.1Respondentcharacteristics

Table1.Respondentusegroup,composition in termsofsex,educationaland

incomelevel

Table4.1.Respondentusegroup,compositionintermsofsex,educationaland

incomelevel

Item

no

Item Respondent

Number Percentage

1

Agegroup

18-29 34 58.62%

30-39 16 27.59%

40-49 5 8.62%

>50 3 5.17%

Total 58 100%

2

Sex

Male 36 62.07%

Female 22 37.93%

Total 58 100%
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3 Educationallevel

Highschoolcertificate 4 6.9%

Diploma 15 25.86%

BA/BSc 33 56.9%

Master 6 10.34%

Total 58 100%

4 Incomelevel

<4760birr 2 3.45%

6058-8474birr 7 12.1%

9047-13998birr 18 31%

>15340birr 31 53.45%

Total 58 100

Source:ownsurvey2017E.C

Asitisdepictedintheabovetableitem 1,amongtherespondentsoffestinates,the

maximum agerespondentswasthe thatisbetween18-29youngadultagegroup

were represents 34(58.62 % ),the nextlargestage group was 30 –39 were

represents16(27.59%),withsmalleragegroup 40–49wererepresents5(8.62%)

greaterthan50wererepresents3(5.17%) whiletheminimum agewastheabove

50,3(5.17%)agecategories.Thisindicatesapredominantlyyoungerworkforce

amongtherespondents.

Asindicatedintableitem 2therewasacleargenderimpalanceamongrespondents,

majorityoftherespondentswasmale62.07%andtheleast37.93%werefemale.As

itispresentedintheabovetableunderitem 3,anotherrespondentofquestionnaires

33(56.9%)weredegreeholders,15(25.86%)werediplomaholder,4(6.9%)werehigh

schoolcertificateand6(10.34%) havemaster.Withregardtolevelofeducation

mostoftherespondentsaredegreeholderbecausealltheyareeitheradministrative

employeesorhealthprofessionalsandmedicaldoctors.

Withresoldtherespondspaymentpermonthasindicatedinthetable4.1item 4,

greaterthan15340incomelevelwere31(53.45%),lessthan4760incomelevelwas

2(3.45%),6058-8474 were7(12.1% ),9047-13998were18(31% ),themajority

respondents greaterthan 15340 income levelwere 31(53.45% ),indicating a

generallyhigherincomedistributionamongthesurveyedemployees.



19

4.2.Respondentsyearservice

5.Table4.2.Respondentsyearservice

Item number Item Respondent

Number Percentage

1

Yearofservice

<2 14 24.13%

2-5 21 36.21%

6-10 17 29.31%

>10 6 10.35%

Total 58 100%

Source:ownsurvey2017E.C

Table4.2withregardtoyearsofservice,,14(24.13%)werelessthan2years,

21(36.21%)were2-5years,17(29.31%)were6-10yearsand6(10.35%)were

greaterthan10years.ThisimpliesthatMostofrespondentsinWolkiteuniversity

specializedhospitalworkedforonlylessthan5years.Thisresulthasanimplication

onthetrendofhighlevelturnoverinWolkiteuniversityspecializedhospital21(36.21

%)ofworkedforbetween2-5years.

4.3.RespondentopiniononemployeeturnoverinWolkiteuniversityspecializedhospital
Table3.Viewofemployeesonproblemsfacingthehospitalasaresultofhighturnover

Item
number

Item Respondent
Number Percentage

1
Do you think Wolkite university
specialized hospital facing a
problem ofhighturnover?

Yes 29 50%
No 14 24.14%
Rarely 14 24.14%
Other 1 1.72%
Total 58 100%

2 Reason for problem of high
turnover?
Thepaymentsystem 18 31.03%
Thejobitself 1 1.72%
Managementandsupervision 8 13.78%
Workload 28 48.27%
Workenvironment 2 3.45%
Other 1 1.72%
Total 58 100%
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Source:ownsurvey2017E.C

Asdepictedintheabovetableitem 1,majorityoftherespondents29(50%ofthem)

asreedthatthereishighemployeesresignationinthehospital,14(24.14%)thinkit

isnoproblem employeesresignationinthehospital,whileanother14(24.14%)

consideritarareoccurrence,1(1.72%)ofrespondentthereisotheremployee

resignationinthehospital.Underitem 2,theirreasonwerestatedas:workload28

(48.27%)ofrespondentclaim,thepaymentsystem covers18(31.03%)andthe

managementandsupervision8(13.78%),workenvironment2(3.45%)andthejob

itselfandothercovers1(1.72%)and1(1.72% respectively.Asinterview with

managers,theyrespondedthatemployeesleavetheirjobdueto:thereisworkload

inthehospital,inadequatepaymentsystem ofthehospitalwhichincludesbasic

salary,promotion,benefitsystem and compensation.Because ofbrain drain

employeesofthehospitaltootherhospital.Duetopoorrelationshipbetweenwithinsupervisions,

poorduty,responsibilityandpoorhandlingofemployees.Accordingtointerview,managersbelieve

thatemployeeturnoverhasvariousimpactsonperformance,someoftheimpactsonmentionedby

respondentswere:Suchasthebenefitsystem isdifficultbecausethehospitalcouldn’tcablethe

benefitoftheemployees.Toretaintheexistingemployeestheresearcherbelievesthateventhough,

thehospitalsalaryadministrationisaffectedbyitsgoal,policies,andthehospitalhastotrytocreates,

benefitgeneratingschemestoincreaseemployeeearning.

4.4.Costofturnover

Table4.Costofturnoverforthehospital

Item number Item Respondent
Number Percentage

1 Do you think thatlaboris
costlyforthehospital?
Yes 38 65.52%
No 20 34.48%
Idon’tknow - -
Total 58 100%

2 Costassociatedwith

Replacementandselection 17 29.31%

Training 36 62.07%

Separation 4 6.9%

Other 1 1.72%

Total 58 100%

Source:ownsurvey2017E.C
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Aspresentedintheabovetableitem 1,38(65.52%)oftherespondentbelieves

turnovercreatescostsforthehospital. Only20(34.48%) oftherespondents

answeredthatthehospitaldoesn’tincludethatmuchcostsbecauseofturnover.

Thisimpliesthatbecauseoftheseturnovercoststhehospitallossesitsproductivity.

Losingtrainedandskilledemployeesthataffectstheperformanceofthehospital.

Laudingworkburdenoncurrentlyworkingemployeeturnoveraffectsqualityof

service.Itleadsthehospitaltohencedifferentturnovercosts:replacementand

selectioncostis17(29.31%),trainingcostis36(62.07%)andseparationcostsare

4(6.9%),othercost1(1.72).Itleadstheexistingemployeestogetfrustratedtothink

thatthereisnostabilityinthehospital.

4.5Educationallevelandsalary

Table5.Educationallevelandsalary

Item

number

Item Respondent

Number Percentage

1

Do you think your basic

salary commensurability

with theirexperience and

leveleducation?

Yes 15 25.86%

No 40 68.97%

Rarely 3 5.17%

Idon’tknow - -

Total 58 100%

Source:ownsurvey2017E.C

Asshownintheabovetables,mostoftherespondents40(68.97%)tothinkthat

basicsalaryisnotcommensurabilitywiththeirexperienceandlevelofeducation.

About 15(25.86 %) of the respondents seem to think that basic salary

commensurabilitywiththeirexperienceandleveleducation,andabout3(5.17%)of

therespondentsseem rarelytothinkthatbasicsalarycommensurabilitywiththeir

experienceandleveleducation.

Accordingtointerviewwiththemanager,therearefactorthatuncontrollablebythe

managementaboutemployeeturnoverrelatedtobasicsalary.Thoseareinadequate

payment,involuntarism amongtheemployerandemployees.
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4.6.JobDissatisfaction

Table6.opinionsofemployeesabouttheirjob

Item

number

Item Respondent

Number Percentage

1 Yourfrankandhonestopinion

aboutyourjob?

Enjoylikeverymuch 16 27.59%

Ilikeitsomehow 30 51.72%

Idon’tenjoylike 7 12.07%

Idon’tknow 5 8.62%

Total 58 100%

2 ReasonforJobDissatisfaction?

Dissatisfaction with top

management

13 22.13%

Inadequatesalary(benefit) 12 20.9%

JobDissatisfaction 23 39.66%

Improperhandlingandcaseof

yourimmediatesupervisor

6 10.34%

Lackofadvancedopportunity 4 6.9%

Total 58 100%

Source:ownsurvey2017E.C

Job dissatisfaction issupposed to beoneifthemajorreasonsforemployee

turnoverbydifferentresearchers.This is also the case on:Wolkite university

specializedhospitaltherespondentswereworkedabouttheirfeelingtoworkstheir

job.

Theresultshowsthatabout30(51.72%)oftherespondentarguesthattheyfeelnot

comfortablewiththeirexistingjob,16(27.59%)arguesthattheyfeelgreatlywith

existingjob,7(12.07%)arguesthattheyfeelnotlikewithexistingjoband5(8.62%)

arguesthattheydidnotidentify.Accordingtotable4.9items2,therewasstatedas;

lackofadvancedopportunity4(6.9%),jobdissatisfactioncover23(39.66%)and

inadequatesalariesorbenefitcover12(20%)andimproperhandlingandcaseof

yourimmediate supervisorrepresents 6 (10.34 %).This implies thatmostof

employeeinthehospitalcasenotsatisfiedwiththeirjobwhichleadsthem tosearch

alternativejobsthatwillsatisfymoreoftheirneeds.Asresulttheresearcherbelieves

thatjobdissatisfactionproduceslow moraleamongworkerswhichisundesirable

anditleadstoanIncreasingofturnoverrateofthehospital.
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4.7.Employee’srelationshipwiththeirimmediateboss(supervisor)and
cooperativeness.
Table 7.Employee’s relationship with theirimmediate boss (supervisor)and

cooperativeness.

Item no Item Respondent

Number Percentage

1 Communicationwithtopmanagementor

yourimmediateboss

Excellent 3 5.17%

Verygood 9 15.52%

Good 15 25.86%

Satisfactory 10 17.24%

Poor 21 36.21%

Total 58 100%

2 Doesyoursupervisor(manager)supports

youwhenyouhaveaproblem relatedyour

job

Yes 15 25.9%

No 29 50%

Really 14 24.1%

Total 58 100%

Source:ownsurvey2017E.C

Theestablishmentofasoundrelationshipamongpeoplewithallorganizationisvery

importantforsuccessfulaccomplishment,canmotivateemployeetoputmoreeffort

andtoworktowardstheintendedobjectives.

Asindicatedintable4.7item one,mostoftherespondents21(36.21%)believethat

communicationwiththeirtopmanagementorimmediatebossispoor,3(5.17%)of

respondentswereexcellent,9(15.2%),ofrespondentswereverygood,15(25.86%)

ofrespondentweregoodand10(17.24%)ofrespondentsweresatisfactory.

ThisimpliesthatsuperiorsubordinaterelationshipisnotrelativelysmoothinWolkite

universityspecializedhospital,whichhasitsowncontributiontoincreaseemployee

jobdissatisfactionasaresultitleadstoincreaseturnoverrateofthehospital.
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Itisorganizationspolicetogiveorientationtoitssupervisorormanagerstogive

theirfullsupporttotheiremployeestowardstolivingproblemsencounteredby

employeeshowever,aspresentedintable4.7item two,themajorityrespondents29

(50%)ofthem)haven’tgottheirsupervisorormanagerwhentheyencountereda

problem whichisrelatedtotheirjob,15(25.9%)ofthem havetheirsupervisorwhen

theyencounteredaproblem whichisrelatedtotheirjoband14(24.1%)ofthem

havecertainlygottheirmanagerwhentheyencounteredaproblem.

Theresearcherbelievesthatsinceemployeesarenotgotmanagementsupport

whentheyencounteraproblem theywillnothavepositiveattitudeandbelongings

towardstheirorganization.Asaresult,theirinteresttostayinthehospitalislow.

4.8interesttostayinthehospital

Table8.employee’sinteresttostayinthehospital

Item

number

Item Respondent

Number Percentage

1 How doyourateinterest

tostayinthehospital

VeryHigh 4 6.9%

High 16 27.59%

Low 30 51.72%

Verylow 8 13.79%

Total 58 100%

Source:ownsurvey2017E.C

Thestudytriestofindoutwhetheremployeeswanttostayinthehospitalornot.

Theyrespondedthatmajorityoftherespondents30(51.72% ofthem)havelow

interestinstayinginthefuture,16(27.59%)havegreatinterestinstayingthe

hospital,8(13.72%ofthem)haveverylowinterestinstayinginthefutureand4(6.9

%)ofthem haveveryhighintereststayinginthehospital.Thisindicatethatmajority

ofrespondentsarenotprefertostayintheWolkiteuniversityspecializedhospital.

Accordingtoresponsesfrom managersduringinterview,thehospitalfinanceand

personneladministrationofficemakeanexitinterview whenemployeesleavethe

hospital.

Asemployeesmentiontheyhadmanyreasons,mostemployeesfocuson;

Jobdissatisfaction,unattractivelow basicsalary,low transportationallowance,in
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adequatehousingallowance,employeehandlingandcareofstaffbymanagement,

Inadequatepromotionopportunitiesandhighworkloadandlackofattractivesalary.

4.9Trendsofemployeesturnover

Table9.EmployeeTurnoverTrendsfortheperiodof2015-2017E.C.

Years(E.C) Noofemployee Noofemployeeturnover

2015 644 22

2016 656 27

2017 667 30

Source:WolkiteuniversityspecializedhospitalHumanResourceDepartment.

Asitisindicatedintable4.9thegeneraltrendsofturnoverWolkiteuniversity

specializedhospitalwascontinuouslyincreasingfrom 2015-2017

4.10Separatedemployeefortheyear2015-2017

Table10.Separatedemployeefortheyear2015-2017

Reasonof

separation

Years Totalseparation in

%2015 2016 2017

Resignation 4 6 7 17 21.52%

Retirement 1 2 - 3 3.8%

Death - - - - -

Personal

interest

17 19 23 59 74.68%

Total 22 27 30 79 100%

Total no of

employees

644 656 667 - -

Annual

turnover

3% 4% 5% - -

Source:WolkiteuniversityspecializedhospitalHumanResourceDepartment

Outofthetotalemployeewholeftthehospitalfrom 2015-201759(74.68%)ofthem

leftvolunteer.Themaximum andminimum numberofturnoverwas30and22which

wasregisteredintheyear2017and2015respectively.Thevoluntaryturnoverinthe

hospitalwascontinuouslyincludingfrom 2015-2017.
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4.11ImpactofEmployeeTurnover

Respondentsidentifiednegativeimpactsofturnover,includingthelossofskilled

manpower,increasedcostsforreplacementandtraining,reducedproductivity,poor

workquality,anddifficultiesinattractingnew staff.Themaincausesofturnover

werecitedasworkload,lackoftransportationandpromotion,andjobdissatisfaction.

4.12RecommendationbytheRespondent

Mostrespondentsmentionedthatasaresultofemployeeturnoverthehospitalis

facingdifferent?Suchas:

 Itcreatesdelayactivitiestobeundertaken

 Costofrecruitmentanddeviationoftimefororientationtonewemployees

 Lossofexperiencedpersonnel,Reductioninproductivity

MostoftherespondentsaidthatthereisnoMeasuresadoptedbythehospitalto

reduceturnoverbut,somerespondentssaiddevelopingpeople,buildtrustand

createconduciveworkingenvironment.

4.13InterviewQuestionsForHumanResourceManager

1.Generaltrendsandrateofemployeeturnover:"Overthepastthreeyears,our

turnoverratehasaveragedaround5% annually,withaslightincreasein

voluntaryresignationsrecently."

2. Majorcausesofemployeeturnover:"Webelievetheprimaryfactorsare

workload, compensation that isn't always competitive, and limited

opportunitiesforcareeradvancement."

3. Compensationandbenefitspolicies:"Ourcompensationincludesabase

salary scale based on position and experience,plus allowances for

transportation and housing.Benefits include health insurance,retirement

contributions,andpaidleave."

4.Actionstominimizeturnover:"Wearecurrentlyreviewingoursalarystructure,

exploringoptionsforprofessionaldevelopmentprograms,andworkingon

improvingcommunicationbetweenmanagementandstaff."
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CHAPTERFIVE:

5.SUMMARY,CONCLUSION,ANDRECOMMENDATION

5.1.SUMMARY

ThisstudyassessedemployeeturnoveratWolkiteUniversitySpecializedHospital.

Thefindingsindicatedahighrateofemployeeresignations

 Theprimarydriverofthisturnoverisworkload,

 Basicsalaryofemployeeisnotcommensurabilitywiththeirexperienceand

levelofeducation.

 Consequently,jobdissatisfactionisareasonforemployeesleaving.

 Communicationwithtopmanagementisperceivedaspoor,

 thesuperior-subordinaterelationshipisnotconsistentlysmooth.

 Asignificantmajorityofemployeesexpressedlowinterestinremainingatthe

hospital.

 Thisturnoverresultsincostsforthehospitalrelatedtoreplacement,selection,

training,andseparation.

 Turnoverleadstothelossofskilledmanpoweranddifficultiesinattracting

newstaff.

5.2.CONCLUSION

 Workload&PayDriveExits:Primaryfactorspushingemployeesaway.

 CompensationandBenefits:Thecurrentcompensationstructure,including

basicsalary,benefits,andallowances(transportation,housing),isperceived

asinadequateandamajordriverofemployeeturnover.

 ManagementIssues FuelDepartures:Poorsupportand communication

contributesignificantly.

 LowRetentionSignalsCrisis:Majorityofstaffintendtoleave.
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 VoluntaryTurnoverDominates:Internalissuesarethemaindriver.

 UrgentNeedforAction:Theincreasingtrenddemandsimmediateattention..

 Workload&Compensation:Leadingcausesofvoluntaryresignations.

 YouthfulWorkforce High turnover risk among younger,less tenured

employees.

 SalaryDissatisfactionMismatchbetweenpay,education,andexperience.

 The increasing trend ofemployee departures between 2015 and 2017

underscorestheurgencyforthehospitaltoaddresstheunderlyingcausesof

thisturnovertoensureworkforcestabilityandminimizeassociatedcosts.

5.3.RECOMMENDATION

Inlightoftheaboveconclusions,thefollowingrecommendationsareofferedtohelp

mitigatetheincreasingemployeeturnoveratWolkiteUniversitySpecializedHospital:

 Improve Compensation:Provide betterand more competitive payment

structures.

 RefinePerformanceAppraisalandRewards:Adjustperformanceappraisal

criteria to accurately reflectcontributions and utilize these criteria for

promotionsandbonuses.

 EnhanceEmployeeOpportunitiesandBenefits:Improvethesystem forworker

opportunitiesandbenefits.

 StrengthenCommunicationandEvaluation:Implementtransparentfollow-up

mechanismsandimprovecommunicationbetweenalllevelsofmanagement.

 Investin Infrastructure and Incentives:Provide necessaryincentivesand

infrastructuretosupportemployees.

 FosteraPositiveWorkEnvironment:Createasuitableandsupportiveworking

environment.

 Promote Developmentand Recognition:Develop employees,build trust,

recognizegoodperformance,andfosterteam spirit.
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 Review andImprovePersonnelPolicies:Ensureappropriate,liberal,andfair

organizationalpoliciesarethefoundationofhumanresourcemanagement,

particularly regarding job satisfaction,promotion,training,and reward

systems.

 ProvideAdequateFacilitiesand Allowances:Offerfacilities,benefits,and

allowancestoimprovestaffmorale.

 ImplementTrainingandDevelopmentPrograms:Establishcomprehensive

traininganddevelopmentprogramsatallorganizationallevelstoenhance

skillsandcareerprogression.

 ConductContinuous Follow-Up and Take Corrective Actions:Regularly

monitorthe reasons foremployee departures and implementcorrective

measurestoaddressidentifiedproblems.

 AddressSystemicIssues:Hospitalmanagersandrelevantauthoritiesshould

collaboratetoimproveworkingconditions,includingessentialservices,to

encourageemployeestostay.

 RegularlyEvaluatePaymentandRelatedIssues:Ensurethatpaymentand

relatedissuesareevaluatedaccordingtotheprevailingmarketconditions.

 Develop a Strategic Compensation Package:Create an overallstrategic

compensationpackagetoserveasastrongmotivationaltool.

 EnsureaConduciveWorkingEnvironment:Maintainapositiveandsupportive

workenvironmenttoenhanceemployeeefficiencyandsatisfaction.



30

REFERENCES

1. AllenD.,2000.Managingemployeeturnover:Mythstodispelandstrategiesforeffective
management.Journalofmanagement,6(2):122–123

2. ArmstrongMichael(1996)ahandbookofpersonnelmanagementpractice,claysLtd.Ives.
PLC,London

3. Armstrong,M.,2011.Handbookofhumanresourcemanagementpractices.12thedition,New
YorkPrentice-Hall

4. Bennetteny (1993).Group and OrganizationalManagement7th edition.McGraw Hill
publishingcompany,U.S.A

5. CumingM (1993).ThetheoryandpracticeManagement.Heinemann,London.

6. Durbin,H.,2000.Applying psychology:Individualand organizational.London,England:
prenticeHall.

7. EarlN.AconcePtualmodelofexpatiateturnover.Journalofinternationalbusinessstudies,
1992

8. Gluckw(1998).Personnelanddiasonsitcapproach.BusinesspublishingInc.Dallas.Texas

9. GroblerP.A.SWinchM.RcarrelElbertandR.DHatfield(2006)HumanResourceManagement
insouthAfricaLondonThomson.

10.Hom,P.W.and R.W.Grifeth,2001.Retaining valued employees.Canada:south western
publishing.

11.JackJ.Phillips,Recruitins,trainingandretainingemployeesUSAJossesmanagementFeries,
1987.

12.John M.Ivancerich (1989) Foundation of Personal, 4 Th edition, Richard
D.Irwin,Inc.pp873\DR.C>B.

13.Johnson(2000)HumanResourceManagement9theditionNew DelhiTataM.C.Grew Hill
publishingcompanylimitedcibaver.

14.MandyR.Wayneand NoeRobertM.(1990)Human resourcemanagement.7th edition,
prenticehillInc.,U.S.A

15.Marmora(1992)PersonalManagement10TheditionprenticehillInc.,U.S.A

16.Meyer,J.P.,2001.Organizationalcommitment:personnelpsychologyandHRM.London,
England:wiley

17.Nugent,A.,209.Usingvoluntarybenefitsstrategicallycanhelpemployee’sgoalsofretaining
employeesandcontrollingcost.BenefitsQuarterlyReviews25(2):7–10.

18.RobertMathis,JohnJackson(1997)HumanresourceManagement,8theditionUSAwest
publishingagency

19.William B.Wether,R KeithDavis.HumanresourceandpersonalmanagementNew York
McGrawhillInc.,1993

20. Grobler,P.A.,S.Warnich,M.R.carrel,N.F.ElbertanR.D.Hatfield,2006.Humanresource

managementinSouthAfrica.London:Thompson.



31

APPENDIX-I

WOLKITEUNIVERSITY

COLLEGEOFBUSINESSANDECONOMICS

DEPARTMENTOFMANAGEMENT

QuestionnaireFilledbyWolkiteUniversitySpecializedHospitalEmployees

DearRespondent,

Thepurposeofthisstudyistocollectprimarydataforasenioressaytitled

“AssessmentofEmployeeTurnover”atWolkiteUniversitySpecializedHospital.The

studyistobeconductedinpartialfulfillmentoftherequirementofaBAdegreein

Management.Theanswersyouprovidewillbekeptstrictlyconfidential.Yourhonest

andthoughtfulresponsesaregreatlyappreciated.

THANKYOUINADVANCEFORYOURCOOPERATION!

Direction

 N0needtowriteyourname

 Puttick[]atappropriateintheboxandbriefdescriptiononthespace

provided

Part1:BackgroundInformation

1.Towhichagegroupdoyoubelong?

(30-39(40-49(50andabove(

2.Sex(Gender) Male(Female(

3.Maritalstatuses married(single(

4. Educationallevels Highschoolcomplete( Diplomaholder

( Certificate

Firstdegreeholder( Masterholder( above(

5.Incomelevel<4760birr( 6058-8474birr(9047-13998birr(above15340

birr)Part2:OrganizationrelatedQuestions

1.YearofserviceatWolkiteSpecializedHospital.

<2year( 2-5year( 6-10year(>10years(

2.DoyouthinkthatWolkitespecializedHospitalisfacingproblem ofhigh

turnover?

Yes( NO( rarely(

3. IfyouranswerisNumber“2”questiononeisyes\rarely\whatisthe

reason?

A.thepaymentsystem ( C.workload(
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B.Themanagementandsupervisor( D.workenvironment(E.Thejobis

self(

4.Doyourthinkbasicsalarycommensurabilitywithyourexperienceandlevel

ofeducation?

Yes( No( rarely(Idon’tnow(

5.DoyouthinkthatlaborturnoveriscoastyfortheHospital?

Yes( No(

6.Ifyouranswerisyesthatcostareassociatedwith?

A.requirementandselection( B.training( C.separation( D.other……

7.HowdoyourateyourinteresttostayintheHospital?

Veryhigh( High( low( verylow (

8.Yourfrankandhonestopinioninyourjob?

A.enjoyorlikeandverymuch(B.Ilikeitsomehow) (C.IDon’tKnow)

(D.IDon’tEnjoyLike)

9.Ifyouransweronquestionnumber"8"isIdon’tenjoyorlikeyourjob,that

do

thinkisthereason?

A.Dissatisfactionwithtopmanagement(B.inadequatesalaries(

C.jobdissatisfaction(D.improvehandlingandcareofyourimmediate

supervisor(

E.lackofadvancedopportunities(F.other…………………………………………….

10.Doesyoursupervisor(manager)supportyouwhenyouhaveaproblem

relatedtoyourjob?

Yes( No( rarely(

11.Communications withtopmanagementorinyourimmediateboss?

Excellent(verygood( Good( satisfactory( poor(

12.Is there any measures adopted by the Hospitalto reduce employee

turnover?Yes no

13.Whatmeasureshastakentoreduceemployeeturnoverinthehospital?

---------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------

14.WhatarethehistoricaltrendsofemployeeturnoveratWolkiteUniversity

SpecializedHospitaloverthepastfewyears?

---------------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------

Whyourrecommendationyouwanttoforwardatis?

….…………………………………………………………………………………….

….……………………………………………………………………………………
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APPENDIX-II

WOLKITEUNIVERSITY

OLLEGEOFBUSINESSANDECONOMICS

DEPARTMENTOFMANAGEMENT

InterviewQuestionsForHumanResourceManager

1. Whatarethegeneraltrendsandrateofemployeeturnoverinthehospital?

2. Whatdoyouthinkarethemajorcausesofemployeeturnover?

3. Couldyoupleaseoutlinethehospital'scompensationandbenefitspolicies,

packages,andmethods?

4. Whatactionsarecurrentlyplannedorbeingtakentominimizeemployee

turnover?


