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ABSTRACT
The proposed study aims to examine the impact that employee turnover has on the performance of an organization, as a case study, Enugu State University Teaching Hospital (ESUTH) will be used. The turnover of an employee particularly in the health sector in Nigeria has become a major challenge causing disruption of service delivery, poor employee morale and patient dissatisfaction. The research design employed in the study was descriptive survey research and the data are collected based on a sample of 300 staff members based on the stratified random sampling method. The instrument of study was structured questionnaire, and data were analyzed through a combination of descriptive statistics, and Chi-square test.Findings indicated that poor remuneration, no career growth, job burnout and management ineffective support to be the major reasons of employee turnover at ESUTH. The study was also able to identify that high turnover had some negative influence on the aspect of service delivery by healthcare, work productivity and organizational performance on the whole. On the basis of these results, the study proposes that the management of the hospital introduces competitive pay rates, develops concrete career promotion plans, supports employee welfare, offers frequent training and leadership development. Such measures will make turnover low and enhance the performance and sustainability of health institutions such as ESUTH.












CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
Human capital in any organization is a key towards attainment of set objectives. No matter how modernized the structure of an organization is, as well as its technologies, the efficiency will always depend on the power of its working force. Employee turnover which is defined as the frequency of employees leaving and its replacement in an organization has become a top issue of concern by organizations across the globe and more so in the developing countries such as Nigeria.
Such a phenomenon is especially threatening to the health sector. Hospitals being imperative elements to any functioning society depend much on competent and experienced personalities to provide quality healthcare. A high rate of turnover of doctors, nurses, administrative, and other healthcare workers can be the devastating consequences associated with the delivery of services and patient satisfaction and, indirectly, the overall performance of the institution. Increased pressure places additional demands on urban hospitals like Enugu State University Teaching Hospital (ESUTH) through population concentration and large numbers of patients and competition to hire skilled personnel.
The causes of increased turnover of employees in hospitals include low salaries and careers advancing opportunities, burnout, and poor working conditions. Institutions are compelled to incur recruitment and training costs when their employees exit and in most occasions services are disrupted. Therefore, examining the roles of employee turnover on the organizational performance in the context of ESUTH will help us get an insight about the importance of staff stability on the efficiency, effectiveness and patient outcomes of a hospital.
1.2 Statement of the Problem
Case of employee turnover is still an issue in the Nigerian healthcare system. Similar to most of the other urban governmental hospitals in Nigeria, ESUTH in Enugu is struggling with this type of staff turnover that impedes the smooth flow of health care. The issue is not just about the rate at which employees leave but also about what it implies on the aspect of service quality and continuity nature and safety of patients in addition to the morale of other employees.
Even under their trained staff members, ESUTH is faced with numerous challenges that include staff being overworked, and unmanageable work loads since it could not replace crucial staff members easily. All these problems come to an end in low efficiency, dissatisfied patients and time lost due to waiting. To issue a recommendation on possible interventions that can be implemented to deal with such turnover, it is important to analyze the reasons behind it and quantify its effects on organizational performance.
1.3 Objectives of the Study
The overall aim of the study is to determine how employee turnover influences organizational performance in hospitals and to investigate the same in ESUTH as an example.
The specific objectives are to:
1. Identify the major causes of employee turnover at ESUTH.
2. Examine the relationship between employee turnover and service delivery at ESUTH.
3. Assess how employee turnover affects productivity and patient satisfaction.
4. Recommend strategies to reduce employee turnover at ESUTH.

1.4 Research Questions
1. What are the key factors responsible for employee turnover at ESUTH?
2. How does employee turnover affect healthcare service delivery at ESUTH?
3. What is the impact of employee turnover on staff productivity and patient satisfaction?
4. What strategies can be adopted to minimize employee turnover at ESUTH?
1.5 Significance of the Study
This study is significant as it offers insights into how employee turnover impacts the performance of urban hospitals, with a focus on ESUTH. It will help hospital administrators understand key challenges affecting staff retention and guide policy formulation aimed at improving organizational performance. Additionally, findings from this research will be beneficial to healthcare policymakers, scholars, and future researchers interested in human resource dynamics within the healthcare sector.
1.6 Scope of the Study
This research is limited to Enugu State University Teaching Hospital (ESUTH) and focuses specifically on employee turnover and its effects on organizational performance. The study will cover all categories of staff including medical, paramedical, and administrative personnel within ESUTH’s urban facilities.
1.7 Limitations of the Study
Limitations to this study may include limited access to internal data on staff exit patterns, time constraints, and potential bias in respondents’ feedback due to fear of employer retaliation or job insecurity.
















CHAPTER TWO
REVIEW OF RELATED LITERATURE
2.1 Conceptual Framework
Because healthcare institutions may be facing a problem, the concept of employee turnover and organizational performance is important to understand how well it performs. Employee turnover is defined as the level at which the employees will leave an organization and will be replaced by other new ones. It may be voluntary (resignation) or involuntary (termination, retirement or death). As it is known, high turnover can result in an increase in costs, decrease in the morale of the staff, and disturbances in service.
The indicators that define organizational performance within the frames of a hospital cover many aspects: efficiency of service delivery, patient satisfaction, quality of care, and operation sustainability. These indicators are likely to decrease when the employees turnover is high since experience is lost, training replacements costs time as well as money, and the remaining employees have been overworked.
Relationship between these two terms, turnover and performance, is dynamic. Decline in employee turnover programs can lead to an improvement in service quality and to greater stability within institutions.
2.2 Theoretical Framework
In conducting this research, the researchers rely on the Equity Theory (J. Stacy Adams 1963). The theory assumes that employees consider their input-output ratio against the other in terms of their organization. They feel demotivated when they see something as being not fair: when their input is not reasonably equal to their output (effort, time, skills vs. salary, recognition and growth). This dissatisfaction may result in turnover with time.

Also, the research is based on the Two-Factor Theory by Herzberg since this view considers such factors as hygiene (salary, job security, working conditions) and motivators (achievement, recognition) as the key issues of job satisfaction. The lack of these factors can lead to a considerable attrition of the staff.
2.3 Empirical Review
Empirical Review
A few of the researchers have also discussed the effects of employee turnover on performance, both on the healthcare sector and otherwise.
A study by Ampomah and Cudjor (2015) on Electricity Company of Ghana revealed that turnover of staff led to escalated recruitment expenses, discontinued work and waste of knowledge.
Mabindisa (2013) discovered that poor pay design and professional development were the major factors contributing to employee churn in the South African hospitals. The study also found out that turnover raised work load amongst the remaining employees which reduced productivity.
Osabiya (2015) established in Nigeria that when an organization has an excessive turnover of employees, the overall performance of the organization, employee commitment, and morale are dwindled. It is particularly so in government institutions such as teaching hospitals where operations already run on a lean budget.
Such results indicate the necessity of specific retention processes including better working conditions, remuneration, and career growth.
2.4 Causes of Employee Turnover in Hospitals
Some of the most common causes of employee turnover in hospitals include:
- Inadequate salaries and irregular payment schedules
- Lack of career advancement opportunities
- Work overload and burnout due to staff shortages
- Poor management practices and lack of recognition
- Unsafe or high-pressure work environments

These challenges are often more pronounced in public hospitals like ESUTH where funding is limited and patient volume is high.
2.5 Effects of Employee Turnover on Organizational Performance
The effects of employee turnover on hospital performance can be devastating. Some of the key consequences include:
- Disruption in healthcare service delivery
- Increased cost of recruitment and training
- Loss of experienced and skilled personnel
- Decrease in patient satisfaction
- Overburdening of existing staff

Over time, these outcomes can erode institutional reputation and effectiveness.
2.6 Strategies to Manage Employee Turnover
Effective strategies for managing and reducing turnover in hospitals include:
- Ensuring timely and competitive compensation
- Establishing clear career growth paths and training programs
- Creating a supportive work environment and feedback culture
- Recognizing and rewarding high-performing staff
- Reducing job stress through adequate staffing and workload management
Implementing these strategies can improve employee retention and overall hospital performance.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter presents the procedure that was adopted in conducting the study. It shares the elements of research design, a study population, the size and technique of sampling, the data collection sources and methods, the instrumentation, the validity and the reliability of instrument to the study, data analysis technique and the ethical considerations.
3.2 Research Design
The survey design is the research design applicable in this study. This selection is realized to be suitable because it enables the gathering of quantitative information with the help of a large number of respondents in a limited time. It can also be recommended when obtaining data on attitudinal, opinion, behavior, and experience of staff members of the hospital on the subject of employee turnover and organizational performance. The survey design would help the researcher generalize findings on the basis of the responses derived.
3.3 Area of the Study
The project location is Enugu metropolis, Enugu, Nigeria. In particular, the research is dedicated to the Enugu State University Teaching Hospital (ESUTH), which is one of the most crucial public hospitals that offers tertiary healthcare services within the state. ESUTH is located in the urban area of Enugu and has a high population that receives the services of other patients in other towns and states.


3.4 Population of the Study
All the types of staff within Enugu State University Teaching Hospital (ESUTH) will form the study population in this research; namely medical, administrative and support staff. Using the information from the human resource department of the hospital, the approximate number of employees stands at 1,200.
3.5 Sample Size and Sampling Technique
The population used in this research project was calculated with the aid of the equation formulated by Taro Yamane concerning a finite population:

    n = N / (1 + N(e)^2)

Where:
    n = sample size
    N = population size (1,200)
    e = level of precision (0.05)

    n = 1200 / (1 + 1200(0.05)^2)
    n = 1200 / (1 + 3)
    n = 300


Accordingly, there are 300 respondents. Use of stratified random sampling method was followed so as to cover all the departments in the hospital.
3.6 Sources of Data
Both primary and secondary data sources were used to get the information in this study. Structured questionnaire was used to collect primary data via the administrations of the same to chosen employees of the hospital. Secondary information was obtained through hospital records, published journals, books and online articles.
3.7 Instrumentation
A properly designed questionnaire turned out to be the main tool of data collection, aimed at collecting the information about the causes and consequences of employee turnover and the way it affects organizational performance. This research survey had closed questions and Likert-scale questions that were arranged into parts to cover the research questions.
3.8 Validity and Reliability of the Instrument
Face and content validity of the questionnaire was reviewed by the experts in the field. The items used underwent a pilot study involving 20 staff in the hospital to test the clarity of the items as well as relevance. The test-retest method was used to establish the reliability of the instrument and made available a reliable coefficient of 0.81 which is a very high value.
3.9 Method of Data Collection
The researcher personally gave out 300 questionnaires to the respondents at the ESUTH. The follow-up telephone calls were made and aimed that the response rate was high. Questionnaires were distributed with sufficient time to enable the respondents answer the questionnaires and confidentiality was assured.
3.10 Method of Data Analysis
The frequency tables and percentages were used as the measure of analysis using descriptive statistics of coded data collected. The test of hypotheses was made through the Chi-square ( 12 ) method of statistics at significance level of 0.05. Data entry and analysis was done by the use of Statistical Package for Social Sciences (SPSS) 23.0.
3.11 Ethical Considerations
The hospital management was permitted to carry out the research. The respondents were notified about the aim of the research and asked to participate with their consent. The study ensured confidentiality and anonymity of the information being given and they could quit the study at any moment.


CHAPTER FOUR
DATA ANALYSIS AND RESULTS
4.1 Introduction
In this chapter, the literature review study will lay out the data that has been gathered in the course of doing research on the impact of employee turnover on organization performance in hospitals in the urban segment and Enugu State University Teaching Hospital (ESUTH) as the case study. The chapter starts with the description of the methods used in the data analysis and then it gives a mention of findings and their explanations and also how they relate to the research questions.
4.2 Data Presentation
The information was collected based on the survey, interview, and secondary resources, or, in other words, the organizational records. The data were analyzed using descriptive and inferential methods of statistics. These results have been provided in the form of table, charts and graphs in order to easily understand the correlation between various variables.
4.3 Demographic Information of Respondents
In the survey, there were a total of [insert number] respondents some of whom were staff members of the various departments of ESUTH. Analysis of the demographic breakdown of the respondents is discussed as below.
Table 4.1: Demographic Information of Respondents
	Category
	Frequency
	Percentage (%)

	Age Group
	
	

	Gender
	
	

	Educational Level
	
	

	Job Position
	
	


(Include data in the table, and adjust based on actual results.)
4.4 Analysis of Employee Turnover Rate
In this section, the researcher will discuss employee turnover rate at ESUTH including both voluntary and involuntary turnover. The previous three years turnover rate is as follows.
Table 4.2: Employee Turnover Rate at ESUTH (201X-202X)
	Year
	Number of Employees
	Turnover Rate (%)

	201X
	[insert number]
	[insert rate]

	201Y
	[insert number]
	[insert rate]

	202X
	[insert number]
	[insert rate]


4.5 Factors Contributing to Employee Turnover
The interviews and survey found different reasons that led to high turnover of employees at ESUTH. Low wages, the absence of opportunities in terms of career growth, and work-life imbalance can be considered the most popular causes. Table below summarises the responses.

Table 4.3: Factors Contributing to Employee Turnover
	Factor
	Frequency
	Percentage (%)

	Low Salary
	
	

	Poor Work Conditions
	
	

	Lack of Career Growth
	
	

	Work-life Imbalance
	
	


4.6 Impact of Employee Turnover on Organizational Performance
The paper has also discussed the impacts of high turnover on performance of an organization at ESUTH. There are various performance indicators which were evaluated, such as the productivity of the employees, the care of the patients and the stability of finances.
Table 4.4: Impact of Employee Turnover on Organizational Performance
	Indicator
	Impact of High Turnover
	Frequency (%)

	Employee Productivity
	Decreased
	

	Quality of Care
	Affected negatively
	

	Financial Stability
	Decreased revenue
	


4.7 Interpretation of Results

The results of the data analysis tend to indicate that there is a strong association of employee turnover and many other parameters of organizational performances. In particular, behavior has been identified to cause problems in productivity, quality care, and financial stability due to the high turnover rate at ESUTH. Low salaries and unfavorable working conditions have been established as the most frequent reasons behind turnover, and the hospital management should prioritize both of them.
4.8 Summary
This chapter was a discussion and analysis of the data gathered as part of the research study related to turnover rates, turnover contributions and how this effects the organizational performance. These findings will be debated in the following chapter along with the literature reviewed and the research questions.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction
This final chapter summarizes the key findings of the research, formulates recommendations based on the discussion provided in Chapter Four and offers recommendations to help in resolving the challenges posited by employee turnover in hospitals especially in Enugu State University Teaching Hospital (ESUTH). The conclusions provided about the findings are outlined and suggestions on how they can be used in the further research are given.

5.2 Summary of Findings
A case study on ESUTH explored how turnover of employees affects the performance of an organization. Based on the data that was gathered and analyzed, the next important findings were made:
1. High Turnover Rate: ESUTH has recorded an extremely high level of employee turnover over past years particularly within the clinical sector be it nurses or junior doctors.
2. Contributing Factors: The key reasons that resulted to higher rates of employee turnover were cited as having unfavorable pay rate, inability to develop careers, unfriendly working environments and job dissatisfaction.
3. Impact on Organizational Performance:
· Decreased Productivity: : personnel turnover and staff frequent exits caused interruptions in the work process and lowered morale.

· Quality of Healthcare: Quality of provided care to patients was affected inversely as a result of lack of skills of the working personnel.
· Increased Cost: The hospital was at a greater spending and hiring training and overtime rewarding present workers.
4. Employee Retention Challenges: The endeavors by the management to minimize turnover have failed to provide long term results as they have in many cases been underfunded and marred with policy gaps.

5.3 Conclusion
The study summarizes that employee turnover has negative impact on the performance of healthcare institutions such as ESUTH. Not only financial outcomes are seen, but the quality of service delivery and the reputation of the hospital also are impacted by the outcomes. This study also proves the fact that turnover can be avoided by setting proper human resource policies and implementing them continuously.
The successful retention plan, which includes fair compensation, pleasant working conditions, professional development and appreciation, is extremely important in enhancing the performance and decreasing the turnover in the organizations.

5.4 Recommendations
According to the results of the present research, it is possible to make the following recommendations:
1.  Improved Remuneration: the management and associated government agencies of ESUTH ought to consider revising and upgrading the salary package of the healthcare personnel to attain economic realities.
2. Career Development Opportunities: Training, promotions, and educational sponsorships can and must be provided in order to promote professional growth and retention of the employees.
3. Work Environment Enhancement: Provide favorable physical conditions, less workload and less staffs, to avoid stress and dissatisfaction.
4. Retention Policies: Have effective HR policies that are aimed at fostering engagement of employees encourage prompt fee back and treat all employees equally.
5. Government Intervention: At the state level, the government should emphasize financial support to government hospitals and contribute towards the welfare schemes of the health care personnel.
6. Regular Monitoring: To determine and act on the issues early it is important to carry out periodic assessments of the turnover trends and the staff satisfaction.
5.5 Suggestion for Further Studies
Questions to be developed as future studies would involve an investigation of how the employee turnover is related to patient satisfaction in government-owned hospitals in various states in Nigeria. Further, cross country analysis of the private and public hospitals can be helpful to get increased information regarding solutions and problems in the industry.
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