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ABSTRACT 

The Indian healthcare sector comprises of many segments, which include hospitals, medical 

infrastructure, medical devices, clinical trials, outsourcing, telemedicine, and health insurance. Its 

delivery market is estimated at US$ 18.7 billion and employs over four million people, making it 

one of the largest service sectors in the economy today. In the year 2004, total national healthcare 

spending had reached 5.2% of GDP, or US $34.9 billion and was expected to rise to 5.5% of GDP, 

or US $60.9 billion by 2009. Today, the industry has grown at about 13 per cent and is expected to 

grow at 15 per cent per year over the next four to five years. 

As the Indian healthcare industry experiences the exponential growth, hospital organisations are 

shifting their focus from 'survival' to excellence. Especially, in the metropolitans one can see that 

hospitals are striving to be leaders in the market rather than just survivors. As a result, need for 

excellent manpower is now indispensable. Hence, with lucrative offers at each employee's disposal, 

attrition is bound to happen. In addition to this, there is a big demand and supply gap in the 

healthcare manpower available. In its 2009 report, a leading business magazine mentioned that by 

2012 there will be shortage of 5, 00,000 doctors and 10, 00,000 nurses alone in India, whereas 

Indian medical education capacity is 31,000 per year. 

Undoubtedly, for any HR in the healthcare industry, retaining its employees is the need of the hour. 

Healthcare is witnessing the same exponential growth that IT and BPO industry faced some years 

back. Needless to say, the sector has also inherited the problem of attrition that still plagues the IT 

and BPO industry. The broad objective of this paper  is to identify the root causes of attrition in 

hospitals, analyzing the level of employee motivation, satisfaction and involvement, generate a 

model for maximizing sustenance of employees in the organization and come up with concrete 

recommendations, which will eventually be valuable to the organizations to retain their employees 

for a long term. 
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RETENTION PROBLEM IN HOSPITALS AN INTRODUCTION: 

Healthcare is witnessing the same exponential growth that IT and BPO industry faced some years 

back. Needless to say, the sector has also inherited the problem of attrition that still plagues the IT 

and BPO industry. "Attrition is pretty high in the industry these days. For instance, the attrition rate 

in Max Healthcare is 34-36 per cent. I would not call it critical but definitely important enough to 

be addressed," shares Surajit Banerjee, Director HR, Max Healthcare, Delhi. With attrition, the 

organization loses key skills, knowledge and business relationships. Shares Somnath Chakravorty, 

CEO, GM Modi Hospital, Delhi, "Whenever a well-trained and well-adapted employee leaves any 

organization, it creates a void that is tough to fill." 

The broad objective of this project is to identify the root causes of attrition in hospitals, 

analyzing the level of employee motivation, satisfaction and involvement, generate a model 

for maximizing sustenance of employees in the organization and come up with concrete 

recommendations, which will eventually be valuable to the organizations to retain their 

employees for a long term.  

Attrition is a burning problem for the Hospital industry, especially because it fails to tap the 

full utilization of the human resources and wastes much of its time, money and resources due 

to this. Dearth of motivation among the Hospital employees is one of the bitter truths that are 

responsible for the attrition in this sector, and it is time we enhanced it in the Hospital sector.  

Most research in the Hospital sector has addressed only specific problems related to its 

environmental analysis like challenges, growth and opportunities, the problem of attrition, the 

HRM systems, and issues of job stress, job satisfaction, individual performance etc. Many 

researchers have also worked on various domains like the HRM systems and practices, job 

satisfaction, and burnout prevention. However, no systematic and comprehensive work has been 

found that collaborates all the facets viz. attrition, retention, employee motivation, involvement etc 

to combat the most smoldering problem of the present times i.e. attrition. Another interesting thing 

that emerged from prior researches and focused group interviews taken for pilot survey is that 

reducing attrition may not always mean increasing retention. Attrition may reduce if the negative 

characteristics of the job are taken care of. However, that does not mean employees increase their 

willingness to stay in the same organization. Thus different set of factors emerged for attrition and 

retention respectively. Looking at the big picture of the much realized potential of the hospital 

industry in India and the impending curse of attrition in this sector, it can be confidently said that 

the problem cannot be overlooked. There is a dire need of tackling the problem of attrition in the 

hospital industry of India and for this employee motivation has been chosen as an effective tool. 
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There is need to develop a concurrent strategic method, an innovative development paradigm that 

can be utilized to curb the ever-increasing attrition rate in the hospital industry. 

EMPLOYEE RETENTION 

Employee retention is a process in which the employees are encouraged to remain with the 

organization for the maximum period of time or until the completion of the project. Employee 

retention is beneficial for the organization as well as the employee. Employees’ today are different. 

They are not the ones who don’t have good opportunities in hand. As soon as they feel dissatisfied 

with the current employer or the job, they switch over to the next job. It is the responsibility of the 

employer to retain their best employees. If they don’t, they would be left with no good employees. 

A good employer should know how to attract and retain its employees. Retention involves five 

major things:� 

 Compensation 

 Environment 

 Growth 

 Relationship 

 Support 

The Three Rs of Employee Retention 

To keep employees and keep satisfaction high, you need to implement each of the three Rs of 

employee retention: respect, recognition, and rewards. 

Respect is esteem, special regard, or particular consideration given to people. As the pyramid 

shows, respect is the foundation of keeping your employees. Recognition and rewards will have 

little effect if you don’t respect employees.  

Recognition is defined as “special notice or attention” and “the act of perceiving clearly.” Many 

problems with retention and morale occur because management is not paying attention to people’s 

needs and reactions. 

Rewards are the extra perks you offer beyond the basics of respect and recognition that make it 

worth people’s while to work hard, to care, to go beyond the call of duty. While rewards represent 

the smallest portion of the retention equation, they are still an important one. 

When you implement the “three Rs” approach, you will reduce turnover and enjoy the following: 

 Increased productivity 

 Reduced absenteeism 

 A more pleasant work environment (for both employees and you!) 

 Improved profits 
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Furthermore, an employer who implements the three Rs will create a hard-to leave workplace, one 

known as having more to offer employees than other employers. You become a hard-to-leave 

workplace—one with a waiting list of applicants for any position that becomes available—

purposefully, one day at a time. 

COSTS INVOLVED WITH THE TERM “ATTRITION” 

A. RECRUITMENT COST 

 Time spent on sourcing replacement 

 Time spent on recruitment and selection 

 Travel expenses, if any  

 Re-location costs, if any 

 Training/ramp-up time 

 Background/reference screening 

B. TRAINING AND DEVELOPMENT COST 

 Training materials 

 Technology 

 Employee benefits 

 Trainers’ Time 

C. ADMINISTRATION COST 

 Set up communication systems 

 Add employees to the HR system 

 Set up the new hire’s workspace 

 Set up ID-cards, access cards, etc. 

MANAGING EMPLOYEE RETENTION 

The task of managing employees can be understood as a three stage process: 

 Identify the cost of employee turnover 

 Understand why employee leave 

 Implement retention strategies  

RESEARCH METHODOLOGY APPLIED IN THIS STUDY 

STATEMENT OF THE PROBLEM 

 Hospitals are facing a lot of problems relating attrition and employee retention these days. 

Employee retention involves taking measures to encourage employees to remain in the 

organization for the maximum period of time. If the person is not satisfied by the job, the person 

may switch over to some other more suitable job. The cost of turnover adds hundreds or thousands 
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of money to an organization. This study has been undertaken to know the satisfaction level of the 

employees regarding the system of employee retention in the Hospitals in Dehradun. 

OBJECTIVES OF THE STUDY 

The specific objectives of this research are:  

1. To recognize the reason for attrition in hospitals based on accumulative literature review and 

secondary data. 

 2. To explore and analyze the dimensions of attrition in hospitals based on primary data collected 

from field survey to counter attrition. 

3. To identify and explore the dimensions of employee retention in hospitals based on primary data 

collected from field survey. 

4. To find out some more retention tools apart from what company is already using. 

AREA OF THE STUDY 

The study regarding the attrition and employee retention in  multispeciality hospitals (Dehradun).  

APPROACH 

 Identify who are leaving: Attrition among high among people between 18 to 35 years of 

age (accounting for 88% of total attrition) and in the junior Management levels from pp1 

to pp4 (73% of total attrition) and who Worked for less than 2yaers in the Hospital 

(accounting to 63%). 

 Why are they leaving: Recognizing the reasons for why the talent groups are leaving is 

critical in formulating retention strategies? The reasons may vary from person to person, 

department to department. Hence the second major task was to identify why people are 

leaving is it the push Or pull that is making people leave. 

 How to prevent them from leaving? Recommendations backed by data will be given in 

order to formulate a complete strategy for retaining the Younger talents based on the data 

collected from the exit forms and Discussion with the HR Managers. 

SAMPLE SIZE 

The data has been collected from 100 respondents with the help of questionnaire. The answer given 

by the respondents have lead to carry forward this study. 

SAMPLE METHOD  

Random Sampling technique was used in taking the sample. The employees in solving the 

questionnaire have received 100% response.  

MODE OF DATA COLLECTION 
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The mode of data collection is survey method. Information gathered directly from the respondents 

through questionnaire, ie, survey method is more appropriate to the study. The scales used to 

evaluate questions are: 

1. Dichotomous scale (Yes or No) 

2. Likert 5 point scale (Highly satisfied, satisfied, Neither Satisfied nor dissatisfied, 

Dissatisfied, Highly dissatisfied) 

3. Category scale (Multiple items) 

4. Ranking type (R1, R2, R3…) 

 The questionnaire for the research was framed in a clear manner such that it enables the 

respondents to understand and answer the question easily.   

SOURCES OF DATA 

Primary data 

Primary data has been collected directly from sample respondents through questionnaire and with 

the help interview from the respondents who belong to Jolly grant Hospital (Dehradun). 

Discussion with Management Members and interacting with different employees. 

Secondary data 

Besides the primary data help from the secondary data has also been taken in the study. The 

information regarding industry has been derived from: 

1. Referring Manuals and Magazines. 

2. Referring Office file and Records. 

3. Checking Personal Manual. 

4. Internet  

DATA ANALYSIS 

For data analysis:  

Data from questionnaire feedback forms were analyzed using excel and bar/pie Charts. 

STATISTICAL TOOLS  

Percentage = (No. Of respondents / total no. Of respondents)*100 

CHI – SQUARE TEST: 

1. Null Hypothesis (Ho): 

There is no difference in attributes 

2. Alternate Hypothesis(H1): 

There is a difference in attributes3 

Level of significance: 



IJRIM    Volume 3, Issue 6 (June 2013)                      (ISSN 2231-4334) 

 International Journal of Research in IT & Management 89 
 http://www.euroasiapub.org 
 

α = 0.054 

Degrees of freedom = (r-1) (c-1)5 

Expected frequency: 

E = R.T × C.T6. 

Calculation of: 

Σ = Σ (O-E) 27 

The tabulated value of at given level of significance with (r-1)(c-1) 

HYPOTHESIS :- 

H0: Employees are satisfied with the retention management in the hospital. 

H1: Employees are not satisfied with the retention management in the hospital.  

DF (N-1) = 4 

SIGNIFICANCE LEVEL = 5% 

OBSERVED FREQUENCY:- 

OBSERVATION S NS TOTAL 

EXCELLENT 14 3 17 

SATISFIED 19 11 30 

NEED IMPROVEMENT 11 19 30 

POOR 3 14 17 

NO RESPONSE 3 3 6 

TOTAL 50 50 100 

 

EXPECTED FREQUENCY:- 

OBSERVATION S NS TOTAL 

EXCELLENT 17*50/100=8.5 17*50/100=8.5 17 

SATISFIED 30*50/100=15 30*50/100=15 30 

NEED IMPROVEMENT 30*50/100=15 30*50/100=15 30 

POOR 17*50/100=8.5 17*50/100=8.5 17 

NO RESPONSE 6*50/100=3 6*50/100=3 6 

TOTAL 50 50 100 

CV = 18.44 

TV = 9.48 

INTERPRETATION=CV>TV 
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Ho is rejected. 

Ha is accepted. 

 HYPOTHESIS :- 

H0: Employees are aware about the retention efforts in the hospital. 

H1: Employees are not aware about the retention efforts in the hospital.  

DF (N-1) = 1 

SIGNIFICANCE LEVEL = 5% 

OBSERVED FREQUENCY:- 

OBSERVATION A NA TOTAL 

YES 23 27 50 

NO 27 23 50 

TOTAL 50 50 100 

 

EXPECTED FREQUENCY:- 

OBSERVATION A NA TOTAL 

YES 50*50/100=25 50*50/100=25 50 

 NO 50*50/100=25 50*50/100=25 50 

TOTAL 50 50 100 

CV = 0.64 

TV = 3.841 

INTERPRETATION=CV<TV 

Ho is accepted. 

Ha is rejected. 

FINDINGS 

 Most of the people surveyed were satisfied with the working conditions provided by 

multispeciality hospitasl. 

 There were respondents who were having a good experience of working with the hospital. 

It was clear and evident from the study that there was no problem like bad behavior of 

colleagues and superiors in the organization. 

 Most of the respondents were aware of the company’s terms and conditions since joining 

the organization. 
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LIMITATIONS OF THE STUDY 

1. The findings of the study are subjected to bias and prejudice of the respondents. 

2. Area of the study is confined to the employees in Kanishk multispeciality hospital only. 

3. Time factor can be considered as a main limitation. 

4. The findings of the study are solely based on the information provided by the respondents. 

5. The responses of the respondents can never be hundred percent reliable. 

6. The accuracy of findings is limited by the accuracy of statistical tools used for analysis. 

7. Findings of the research may change due to area, demography, age condition of economy 

etc. 

CONCLUSION    

During the research, I found the causes or reasons of attrition in  hospitals and I think these can be 

removed or can be overcome by taking necessary steps. There I would like to suggest few points or 

some retention tools over which top management should think and take corrective action to 

overcome those causes due to which hospitals and various similar companies are facing attrition. 

The basic practices which should be kept in mind in the employee retention strategies are: 

 Retention must be part of the organization’s DNA. Successful organizations have woven 

retention and engagement deeply into their structure.  

 Loyalty is never given. Loyalty must be earned; even satisfied employees sometimes leave. 

Therefore, develop sense of loyalty among the employees.  

 Organizations must be seen as employers of choice. One has to compete on compensation 

and benefits, but win on culture, learning and development.  

 Stars include more than just the top 10% -- or 1%! Stars are people at any level who sustain 

in the organization and bring value to it.  

 Each generation of employees has different reasons for staying. For the first time in modern 

history, there are varied generations working side-by-side in most companies of this 

industry. Generational differences continue to pose new challenges to today’s employers. 

Thus, retaining them needs a generation-centric approach.  

 Mentor widely and in both directions. Build learning relationships in all directions and hold 

all partners responsible for the success.  

 Train intelligently. Provide on-going retention training in manageable bites – make it a 

continuous effort and find ways to size the retention plan to the specific demographics of 

the organization.  
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 Create a development culture. “Career development is the right thing for the organization 

(identifying and developing future leaders), the right thing for the employee (creating a 

development environment), and a key retention component.”  

 Recognize managers who keep employees. Meaningful recognition remains a potent 

energizer for employees and managers alike.  

Finally, winding up the research in an organization, Human Resource is the most important asset of 

any organization. The success of any organization ultimately depends on how efficient and 

effective its manpower is. Therefore the main aim of the organization must be to retain its talented 

employees for longer time duration. Moreover it improves employee job performance and 

encourages employees to express their views. Broaden their outlook, capacity and potential with 

the effective utilization of manpower. 
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