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Abstract

The need to manage employee turnover in the healthcare industry is urgent, according to
recent data. The World Health Organization (2023) projects that by 2030, there would be a
shortfall of 10 million healthcare workers worldwide, with significant rates of burnout and
resignation following COVID-19. In 2022, the average annual hospital turnover rate in the
United States was 22.7%, while the turnover rate for registered nurses was 27.1% (NSI Nursing
Solutions, 2023). A 2022 study in China found an average nurse turnover rate of 15% across
tertiary hospitals, while the NHS in the United Kingdom reported an 18% turnover rate,
particularly among early-career personnel (Zhao et al., 2022; NHS Digital, 2023). These trends
mirror a global pattern of talent insecurity, which jeopardizes patient outcomes and raises
operational costs. This research presents a complete model of employee retention using a
mixed-methods approach that includes case studies, theoretical integration, and policy
analysis. It provides a strategic roadmap for healthcare administrators and policymakers by
connecting scientific findings to real-world implementations across diverse healthcare
systems. The study closes with an integrated research design and a conceptual framework to
inform future research and practice.

Keywords: Employee Turnover, Healthcare Institutions, Employee Satisfaction, Work
Environment, Human Resource Management, Leadership, Work-Life Balance
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Introduction

Employee turnover is a very serious issue for healthcare organizations since it can have
significant impacts on organizational performance, financial solvency, and patient care. The
healthcare sector has greater turnover levels than other areas because of its unique nature
and demands. Employee turnover is a major expense due both to recruitment and training
costs and its subsequent impact on team members. The effects of turnover include employee
shortages, diminished morale, and poorer patient care or outcomes overall. Therefore, it is
important to have a plan to manage employee turnover as a business strategy in order to
maintain long-term viability.

This study aims to address the urgent challenge of employee turnover in healthcare
organizations by exploring the contributing factors and identifying strategic solutions. The
motivation behind this research is to provide healthcare administrators and policymakers
with actionable insights to foster a more stable and satisfied workforce. By offering an
integrated approach to reduce turnover, this study contributes to both the academic
understanding of turnover drivers in healthcare and the practical implications for HRM
strategies that enhance employee satisfaction and working conditions. It underscores the
need for a holistic view of talent management and employee engagement to ensure that
healthcare systems can retain their workforce while improving patient care and operational
efficiency.

Factors Contributing to Employee Turnover in Healthcare Institutions

Job Stress and Workload

Healthcare professionals are often constantly working in high-stakes environments, such as
life-or-death situations, or are expected to handle a high volume of work in limited time and
stressful circumstances. Chronic stress and burnout are major contributions to job
dissatisfaction and turnover (Maslach & Leiter, 2016). For example, nurses and physicians
work consistent high-volume schedules and are asked, repeatedly, to carry out tasks within
the rows of extreme daily workloads, which contributes to emotional exhaustion and job
dissatisfaction.

Insufficient Compensation and Benefits

One of the main reasons healthcare workers look for job elsewhere is a lack of attractive
benefits packages and competitive pay. Even though healthcare positions are extremely
demanding, many organizations provide salaries that are out of line with the amount of
responsibility needed. Additionally, insufficient perks including health insurance, paid time
off, and retirement plans can result in employee discontent and increased turnover rates
(Kaiser Family Foundation, 2020).

Lack of Career Development Opportunities

Employees in healthcare businesses frequently look for chances to grow professionally and
advance their careers. Employees may feel stuck in their positions if there are no organized
programs for career development or chances to improve their skills.This sense of professional
immobility can lead to disengagement and an increased likelihood of seeking employment
elsewhere (McGovern et al., 2016).
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Organizational Culture and Leadership: (Schein, 2010).

Inefficient leadership, ineffective communication, and insufficient employee support can all
contribute to high employee turnover. Healthcare employees will often separate from
organizations in which they feel unappreciated, unsupported, or isolated (Brunetto et al.,
2013). Leadership that creates a supportive, team atmosphere, and is open and transparent
about decision making will have a greater influence on employee retention.

Successful Techniques for Lowering Employee Attrition in Healthcare Organizations
Reducing staff turnover in health organizations involves a complex process requiring a
thoughtful approach. To retain talent in healthcare staffing organizations must consider a
number of related areas pertaining to leadership, salary, career development, work-life
balance and organizational culture. The discussion below elaborates on how health
organizations might solve these factors.

Enhancing Employee Satisfaction through Effective Leadership

Effective leadership is perhaps the most important component in reducing employee
turnover. Transformational leadership, which emphasizes encouraging, inspiring, and
intellectually stimulating employees, has been demonstrated to increase job satisfaction and
organizational commitment (Bass & Riggio, 2006). Healthcare leaders should be trained to
detect their employees' needs, provide appropriate feedback, and offer support during
difficult times.

Fostering a transparent culture is one of the most effective strategies for executives to
improve employee satisfaction. Clear communication about the organization's goals, issues,
and the role each individual performs is critical for making employees feel appreciated and
engaged. This is especially crucial in healthcare, where demand is frequently intense, and
employees may develop stress or burnout if they feel alienated from the leadership or the
organization's objective. Managers can improve job satisfaction, minimize burnout, and
increase overall retention in healthcare settings by creating an environment in which
employees feel valued and supported (Gadolin et al., 2022).

Leaders in the healthcare industry should also take the initiative to spot possible burnout in
their staff. Leadership may better understand the causes of discontent before it leads to
turnover by conducting surveys and one-on-one sessions to measure workload, emotional
stress, and general job satisfaction on a regular basis. Furthermore, leaders should set an
example for the attitudes and behaviors they want to see in their staff members, such as
empathizing, making decisions with integrity, and striking a balance between work and
personal life.

Offering Competitive Compensation and Benefits

Healthcare organizations must provide competitive pay and benefits packages that match the
demanding nature of the work in order to retain top people. To make sure that their pay
packages are in keeping with industry norms, institutions should regularly analyze the
market.To maximize employee satisfaction and work/life balance, non-financial incentives
are equally, if not more, important (Kaiser Family Foundation, 2020). Examples include health
programs, mental health resources, and flexible hours of work, among other things.
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ROWE employees are typically situated in the healthcare environment. Employees in
healthcare (e.g. nurses, physicians, and other support personnel) often work long hours,
frequently deal with emotionally charged scenarios, and experience physical and mental
stress. Therefore, securely established compensation packages are integral to sustaining
company staff.

Pay is only one aspect of competitive compensation; additional non-cash benefits like paid
time off, health insurance, retirement plans, and other perks are also included.To help
employees manage stress and preserve their mental health, organizations could provide on-
site daycare, gym memberships, wellness initiatives, and employee assistance programs.

Compared to the commercial sector, financial compensation may be lower in many
healthcare settings, especially public institutions. Healthcare organizations can counter this
by offering alternative types of acknowledgment, like pay-for-performance plans, retention
incentives, or bonus structures linked to performance. To stay competitive, remuneration
must be reviewed on a regular basis in light of employee input and market changes.

Promoting Career Development and Continuing Education

Opportunities for skill development and career advancement are valued by healthcare
workers. By providing defined career tracks, including opportunities for advancement and
ongoing education, institutions can lower turnover. Healthcare companies can show their
dedication to their employees' career development and increase employee loyalty and
morale by sponsoring conferences, training programs, and professional certifications
(McGovern et al., 2016).

Healthcare firms understand the value of promoting their employees' professional growth
and development (De Vries et al., 2023). To do this, a thorough approach to professional
development and career advancement is required.

However, many healthcare facilities do not give adequate professional development
possibilities, leaving personnel feeling stuck in their positions.

Support for professional growth within the company can increase organizational commitment
and lower turnover intentions among healthcare employees, both of which stabilize the
workforce. These kinds of programs can reduce anxiety related to a new position, enhance
job satisfaction, provide the worker a sense of worth, and foster organizational development
(Wu & Liu, 2022).

To help healthcare personnel advance their careers, healthcare organizations are urged to
create bridging programs and career routes (Nursing Retention Toolkit, 2024). By providing
extensive training programs that enable staff members to get new certifications and abilities,
healthcare institutions may meet this issue. Training on new medical technologies, patient
care methods, or managerial skills, for instance, can be beneficial for nurses and other
healthcare professionals. Institutions can also provide leadership development programs to
help staff members get ready for managerial positions, which would pave the way for internal
promotions.
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Offering education subsidies to employees seeking higher credentials or certifications
encourages professional development. Organizations can keep their employees informed of
the latest in the evolving healthcare space and new best practices by providing them
participation to industry conferences, workshops, and seminars.

Job rotations or internal promotions are also part of professional development where
organizations grant employees the opportunity to take on greater responsibilities and gain
better experience. This benefits the employee satisfaction as it is an opportunity for growth
and also develops the talent for the organization by enhancing the flexibility and adaptability
of the staff.

Improving Work-Life Balance

Poor work-life balance is a key cause of turnover. Healthcare practitioners typically work long,
unpredictable hours that conflict with their personal lives, especially nurses and physicians.
Healthcare organizations can help support employees with better work-life balance by
providing flexible work times, offering paid family leave, and having an organizational culture
that promotes the time off people need to recharge. The possibility of telehealth and job-
shared programs can also help employees better balance work and home (Shanafelt et al.,
2019).

In any event, people who consistently overwork are more likely to experience burnout, which
is a leading contributor to turnover. Given the opportunity, healthcare organizations must
develop and offer employees with flexible work schedules so that they may obtain some
control over both their home and work life.

Flexible working arrangements may include customizable shift patterns, the flexibility to work
from home (especially for administrative or support tasks), or job-sharing arrangements in
which employees share the obligations of a full-time position. Furthermore, giving paid family
leave, particularly for new parents, and assisting employees during difficult times, like as
bereavement or personal health issues, can increase employee loyalty and lower turnover.

Vacation and time off regulations have a substantial impact on the well-being of healthcare
personnel. Healthcare businesses can avoid burnout and increase overall job satisfaction by
employing best practices for vacation and time off (Shanafelt et al., 2003). Furthermore,
creating procedures that differentiate between vacation and sick time helps discourage
healthcare professionals from utilizing vacation days when they require time off for medical
reasons. It is critical to foster a culture shift that promotes the benefits of vacationing.
Leadership must emphasize the value of work-life balance and encourage healthcare
professionals to disconnect from work during their time off. This method can help alleviate
burnout and establish a positive work environment (De Bloom et al., 2010).

Support for mental health is an important area of work-life balance. Healthcare organizations
should include counseling services, stress management programs, and burnout prevention
strategies. Regular wellness days or a way for employees to disconnect from work to recharge
can assist with maintaining one's physical and mental health that can further lead to increased
job satisfaction and retention.
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Creating a Positive Organizational Culture

A constructive business culture that promotes respect, teamwork, and employee well-being
is fundamental to employee retention. Healthcare firms can work to create a conducive
atmosphere where employees feel valued and supported. Supportive cultures can
incorporate routine team-building exercises, recognition programs, and communicate clearly.
Employees are likely to stay with a firm when they feel heard and their input and contributions
have value (Brunetto et al., 2013).

Healthcare organizations can create a positive culture by spending time on values that include
respect, teamwork, and communication. Encourage collaboration between departments
while building interdisciplinary teams that breakdown barriers so employees could feel a
sense of shared purpose. Recognition programs that acknowledge employees, whether
formally - like employee of the month, or something more informal like a shout-out in an all-
staff meeting, can support moral and develop positive workplace culture.

Diversity and inclusion are additional elements of positive culture. Healthcare firms should
ensure all employees - not just gender, color, or background - feel welcomed and included.
Healthcare staff that have training on inclusion and cultural competencies are more engaged
and have lower turnover because they feel they are valued and appreciated.

Employee engagement is another component of culture. Surveying employees regularly or
introduce feedback sessions can allow healthcare organizations to measure employee
satisfaction, discover opportunities for improvement, and take action on the feedback
received. Employees that feel their voice has value tend to remain longer with organizations.
Communication is an important element of a safe and healthy working environment.
Healthcare organizations should encourage employees to speak about their concerns while
keeping communication channels open (Heath et al., 2020). Team huddles, unit huddles, or
one-on-one meetings promote transparency and allow healthcare workers the opportunity
to communicate. Managers need to address problems directly and explore solutions that can
improve wellbeing (Haas, 2020). Doing this builds trust among healthcare workers, and in turn
develops more supportive and collaborative working conditions.

By focusing on these aspects, healthcare organizations can create an environment for
healthcare workers that fosters morale, improves patient care, and promotes retention.

A culture of leadership and empowerment is paramount to increasing employee satisfaction
and quality patient care in every facet of healthcare work. This method aims to empower
healthcare workers in all roles to be leaders in their organizations and realize their potential.
Managers can promote job satisfaction, lower burnout levels, and improve retention in
healthcare roles, by adopting an approach that supports its employee's feeling valued and
supported in their roles.

Additionally, creating a learning-based culture promotes retention as it encourages all
healthcare employees to improve. For example, hospitals like Sweden's Karolinska University
Hospital encourage learning from mistakes, promoting an atmosphere that is without blame,
which in turn can improve resilient and professional confidence.
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Inclusive cultures promote diverse and equitable opportunities, thus enhancing morale.
Inclusive leadership and formal and informal recognition systems have a direct impact on
employee retention and job satisfaction (Gadolin et al., 2022). Singapore General Hospital,
for example, has implemented a staff-driven 'Caring Culture Program' that focuses on
empathy-based communication and appreciation, resulting in a 22% reduction in annual
turnover between 2021 and 2023.

In healthcare, these transformations might take the shape of symbolic changes like as open-
door policies, visible leadership engagement in ward rounds, and regular reinforcement of
similar values through internal communications. Furthermore, conducting interdisciplinary
team-building sessions has been proven to improve cooperation and reduce hierarchical
friction (Manley et al., 2011).

A positive organizational culture in healthcare facilities promotes psychological safety,
teamwork, and trust among personnel. According to Schein's (2010) three-level model of
organizational culture—artifacts, proclaimed ideals, and underlying assumptions—changing
culture necessitates a systematic, intentional effort that addresses all three layers.
Edmondson, 1999.

As a result, matching leadership development to the organization's cultural values improves
reputation, clinical results, and retention. In the healthcare setting following the pandemic, a
deliberate emphasis on culture-led leadership is essential.

Furthermore, Hofstede's cultural aspects theory proposes that country culture influences
how leadership is seen and organizational principles are absorbed. For example, participatory
leadership may be less expected in nations with huge power distances, but when done wisely,
it can greatly boost job satisfaction (Hofstede, 2001).

According to Edmondson's (1999) research, psychological safety—the belief that one can
voice concerns without fear of repercussions—is a fundamental component of learning
cultures. Teams are empowered to innovate and proactively manage clinical risks by leaders
who foster such settings.

Leadership and organizational culture reinforce each other. In addition to promoting
operational excellence, transformational leadership molds the attitudes and conduct of
healthcare personnel (Bass & Riggio, 2006). When leaders provide an example of empathy
and moral behavior, these qualities spread across the organization and affect the way care is
provided.

Case Studies: Successful Implementations of Retention Strategies

In this part, we look at case studies from leading healthcare organizations that have
effectively utilized retention methods to reduce staff turnover. These examples demonstrate
fundamental principles and unique techniques for creating an atmosphere that promotes
employee satisfaction, engagement, and long-term retention. By evaluating these real-world
examples, healthcare businesses can learn about best strategies for increasing staff retention.
4.1 The Mayo Clinic: Fostering Employee Development and Supportive Leadership
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Mayo Clinic decreases turnover by emphasizing leadership training, wellness programs, and
professional development. It stresses emotional intelligence, promotes employee well-being,
and provides clear advancement opportunities. These efforts result in high satisfaction and
low turnover (Mayo Clinic, 2021).

Cleveland Clinic: Prioritizing Wellness and Work-Life Balance

The Cleveland Clinic reduces turnover by promoting wellness, work-life balance, and
supportive leadership. Flexible work schedules, mental health programs, and wellness days
help staff manage stress. Open and honest communication, continuous and regular feedback
from leaders fosters employee engagement. These strategies create a positive workplace
culture, increased staff connectivity, and improved retention rates (Cleveland Clinic, 2020).
4.3 University of California Health System: Innovating Pay and Career Paths

The University of California Health System (UC Health) reduces turnover by offering
competitive salary, transparent career paths, and extensive training plans. Employees receive
fair compensation, educational and training support, and opportunities for advancement or
career development, which deeply engages employees and supports retention (Williams &
Mackie, 2021; McGovern et al., 2016).

The NHS (National Health Service) in the UK: Prioritizing Diversity and Inclusion

The NHS reduces turnover by prioritizing inclusivity, diversity, diversity, and support for
mental health of staff. NHS has anti-discrimination policies in place, employee feedback
systems, wellness initiatives, and retention bonuses for employees working in very
challenging (high-need) locations. These organizational characteristics and practices create a
supportive system of care and engagement factors that facilitate job satisfaction and
retention, making it particularly effective for nursing and specialized positions (NHS 2020).

Singapore General Hospital: Innovations in Public Sector Talent Retention

In 2022, Singapore General Hospital rolled out rotational nurse staffing, digital health tools,
and a five-level clinical advancement pathway using technology in labour market efficiencies
that reduced turnover from 14.5% to 9.7% (Tan & Yeo, 2023) between 2022-2024.

Mount Sinai Health System (USA): Al-Selective HR Predictive Retention

Between 2022-2023, Mount Sinai launched an Al learning-based HR analytic tool to identify
workers at risk of leaving the organization; and employ interventions for retention before the
exit.In a single year, nurse turnover decreased by 18% (Mount Sinai HR Report, 2023).

Zhongshan Hospital (China): Peer Mentoring and Resilience Circles

Peer support groups and mental health debriefings were implemented at Zhongshan Hospital
between 2022 and 2024, resulting in a 30% increase in staff engagement and a 25% decrease
in attrition among first-year nurses (Zhao et al., 2022).

Apollo Hospitals (India): Leadership-Driven Digital Retention Strategies

One of the biggest healthcare providers in Asia, Apollo Hospitals in India, introduced the
'iApollo' digital HR management system to help with employee retention (Apollo Hospitals
Annual Report, 2023).This platform uses predictive analytics, learning modules, employee
feedback, and recognition programs to identify attrition issues.
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Key aspects of this approach include; regular pulse surveys and an Al-enabled sentiment
analysis dashboard that alerts managers to teams who may be disengaged, or at risk of
disengagement. In its first year, nurse retention for units employing this approach improved
by 19% (Apollo Hospitals Annual Report, 2023).

Apollo Hospitals facilitated 20% more flexibility and reduced nurse turnover by 15% between
2023 and 2025 by pursuing telehealth rotations and digital HRM systems (Krishnan & Mehta,
2025).

In addition, Apollo's digital talent development ecosystem provides opportunities to upskill,
and map individualized career paths. Positively supporting a move toward a data-driven
leadership style with an emphasis on career clarity and empowerment.

Tan Tock Seng Hospital (Singapore): Holistic Wellbeing Ecosystem

Employee wellbeing is central to Tan Tock Seng Hospital's (TTSH) strategic intent as an
organization. The organization provides a 'Wellness Hub' with family care subsidies, nutrition
consults, fitness programs, and mental health resources, all done under one roof.

Over the course of 3 years, they implemented the evidence-based 'Joy at Work' project,
resulting in a satisfaction level increase of 12%, and a reduction in sick leave of 15% (TTSH HR
Bulletin, 2023).

Furthermore, TTSH is linking wellbeing outcomes to leadership KPIl's which promotes
accountability at all levels and continue to build and foster a psychologically safe and health
driven culture?

Karolinska University Hospital (Sweden): Strategic Global Recruitment

By implementing a credentialed global hiring pipeline and allowing those hired to have
mentorship support when starting, Karolinska increased engagement by 22% while ensuring
their new-hire turnover was below 10% to tackle shortages (Larsson et al., 2025).

Queensland Health (Australia): Rural Retention Incentives

Queensland Health provided housing subsidies and training for local leaders from 2022 to
2024. The length of vacancy decreased from 9 to 4 weeks, and rural doctor retention
increased by 18% (Wright & Connors, 2024).

Limitations and Future Directions

There are several restrictions on this study. First, although case studies and literature were
sourced from throughout the world, the generalizability of the suggested techniques may be
impacted by differences in country healthcare policies, economic situations, and cultural
norms. Additional localized research is advised.

Second, this work synthesizes secondary data from previous research and publications, which
could be skewed by inconsistent reporting or publication bias. Deeper understanding of the
causal links between certain interventions and retention results would be possible with
longitudinal primary data collection.

Future studies should also look into ways to maximize digital technologies, including Al-based
workforce planning and real-time feedback tools, to reduce attrition. Studies that look at how
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generational differences—like those between Gen Z and older healthcare workers—affect
engagement and retention motivations are also needed.

Lastly, to guarantee inclusive and equitable workforce management strategies, retention
models should incorporate intersectional elements including gender, ethnicity, and job
function.

Research Framework

A multifaceted framework that incorporates aspects of transformational leadership theory,
Schein's organizational culture model, and Herzberg's two-factor theory serves as the study's
compass. Together these theories provide a systematic way to examine the elements that
bring about retention and turnover of staff in health care environments.

Herzberg's ideas distinguish motivators (such as recognition and progress) from hygiene
factors (such as pay and conditions). Both are included in the strategic design of this study.
The cultural interventions in Section 3.5 are congruent with Schein's paradigm, which
explores the relationship between observable behaviors, organizational beliefs, and
unconscious assumptions.

Finally, mechanisms with respect to intellectual stimulation, individual concern and sharing a
vision, all key components of increasing employee engagement and commitment, are all
informed by Bass and Riggio's Transformational Leadership Theory.

The convergence of these ideas allows for a thorough evaluation of organizational and
individual level considerations related to workforce stability. A case of real being of Herzberg's
idea was at St. Luke's Medical Center in the Philippines where different motivators (such as
academic scholarships for staff) and hygiene factors (such as improved break rooms) were
used to alleviate different sources of discontent. Within a year, turnover decreased by 17%
(St. Luke's Medical Center, 2023). At Seoul National University Hospital (SNU Hospital, 2023),
department directors receive training in customized consideration strategies to foster staff
loyalty, particularly among early-career nurses, which is influenced by Bass and Riggio's idea.

Policy Implications

The study's conclusions highlight the necessity for healthcare authorities to reinterpret staff
retention as a key component of national health security strategy. Current policies frequently
place a higher priority on operational KPIs and cost control than on long-term human capital
investment.

To assist companies using tried-and-true retention tactics, such as leadership development
initiatives, digital innovation in HR administration, and mental health support, governments
ought to think about creating special healthcare workforce stability funds.

In order to ensure safe employment levels, encourage equitable job distribution, and require
access to ongoing professional development, regulatory frameworks must also change. For
instance, it has been demonstrated that measures such to California's nurse-patient ratio rule
lower burnout and enhance the standard of care.
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Globally, low- and middle-income nations can benefit from the adoption of context-sensitive
retention methods through international partnerships and knowledge-sharing platforms,
such those started by the WHO.

All things considered, policy design needs to change from reactive to proactive paradigms,
putting the welfare of healthcare personnel at the forefront of systemic resilience planning.

Empirical Research Design

A mixed-methods empirical investigation is suggested in order to validate the conceptual
strategies covered in this paper. In order to contextualize and enhance comprehension of the
statistical findings, the research will employ a sequential explanatory approach, starting with
guantitative analysis to identify broad trends and concluding with qualitative inquiry.
Institutional review boards in each nation will grant ethical clearance, and all participants will
provide their informed consent. Convergence and divergence analysis will be possible during
the interpretation step when the datasets are integrated. Pilot testing of the instruments will
guarantee reliability, and triangulation will be used to improve validity.

Structured questionnaires would be used to gather quantitative data from medical experts in
China, Singapore, and Malaysia. Standardized tools including the Maslach Burnout Inventory
(MBI), the Turnover Intention Scale, and the Utrecht Work Engagement Scale (UWES) will be
included in the survey.

In-depth interviews with hospital HR managers would be used to gather qualitative data, with
an emphasis on the cultural background of retention tactics and their perceived efficacy.

A stratified sampling strategy would be used, focusing on public and private hospitals with
different staffing levels. NVivo would be used for theme coding of qualitative interviews, and
SPSS would be used for regression analysis and structural equation modeling of quantitative
results.

Rich data interpretation is made possible by this triangulated approach, which aids in
determining not only which methods are successful but also why and under what
circumstances. At the organizational level, the findings can then guide targeted actions and
changes to policies.

Hypothetical Questionnaire and Conceptual Model

A hypothetical survey questionnaire is created to examine important variables including
burnout, perceived leadership quality, job satisfaction, organizational support, and turnover
intention in order to operationalize the suggested research methodology.

An example of a questionnaire Five-point Likert scale items:

1. My immediate boss makes me feel important. (Guideship)

2. | can handle my task right now. (Conditions of Work)

3. I am happy with the chances | have for professional growth. (Inspiration)

4. After work, | frequently feel emotionally spent. Burnout

5. Over the last six months, I've thought of quitting my current position. (Intention to
Turnover)
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Conceptual Model Hypotheses

H1: Turnover intention is inversely correlated with perceived leadership support.

H2: Burnout and turnover intention are mediated by organizational support.

H3: Opportunities for career growth have a good impact on job satisfaction, which lowers
the desire to leave.

Both direct and mediated paths among the suggested variables will be validated by testing
the conceptual model using structural equation modeling.

Conclusion

In order to lower employee turnover in healthcare organizations, a thorough strategy that
tackles the different causes of discontent and disengagement is needed. Healthcare
organizations may drastically lower turnover and boost employee satisfaction by emphasizing
leadership development, providing competitive pay and benefits, encouraging career
advancement, enhancing work-life balance, and cultivating a positive company culture.

Healthcare companies should also keep assessing and improving their retention tactics. It is
critical to adjust to the difficulties that occur and the shifting demands of the workforce as
the healthcare industry continues to change. Healthcare organizations may create a stable,
dedicated workforce that will eventually improve patient care and organizational success by
making a commitment to the growth and well-being of their staff.
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