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Introduction
The employees are the life-blood of an 
organization and most important resource. 
The serious challenge that organizations 
face nowadays is not only how to manage 
the people, but also how to retain them for 
longer time and how to maintain them hard 
to achieve the organizational goals. This 
study will focuses on predictor’s employee 
retention attitude. The employee retention 
is concerned with keeping or encouraging 
employees to remain in an organization for a 
maximum period of time.

The quality healthcare services rely on a 
hospital’s capacity to retain qualified doctors 
and nurses. Predicted severe shortages in 
this regard and an increasing demand for 
healthcare services have made the retention 
of experienced, qualified staff a priority for 
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healthcare organizations. High turnover 
rates for hospital employees require the 
government of Ethiopia to allocate scarce 
resources for training, retention and 
recruitment of doctors and nurses, leaving 
considerably fewer resources for more direct 
aspects of health care delivery. The demand 
for services of top health care  personnel  has  
been increased  due to increasing of aged 
population of  the  country,  aggregated  rates 
of chronic diseases such  as  cancer  and  
diabetes. The more free and competitive job 
opportunity; employees will periodically 
assess alternatives through highly visible 
advertising, movement of acquaintances 
or informal communications. The image 
of the Ethiopian job market is generally 
characterized by high unemployment 
rate, low job vacancy rates, low gross 
national product, and high inflation and 

trade imbalances in favoured imports. 
But specifically in the health sector, the 
government of Ethiopia is the major 
employer and even though the demand for 
healthcare professionals far exceeds supply 
country wide, the job market and alternatives 
outside the government’s establishments 
are less competitive and unattractive. Most 
doctors and nurses in government hospitals 
prefer to stay in their jobs while they practice 
on part-time basis in the privately owned 
hospitals than to be fully employed by 
private institutions. The need for services of 
nursing staffs  has  been increased  due to 
increasing of aged population of  the  country,  
aggregated  rates of chronic diseases such  
as  cancer  and  diabetes. Retaining of the 
nursing staff in the different hospitals is 
becoming another critical issue which that 
capacity of the nurses in hospitals will not 
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meet the needs of patients if this happening 
continuously.

Employee retention or talent retention 
refer  to  the  duration  of  employee  to  be  
employed  in  an organization (Donoghue,  
2010).  Employee  retention  could reflects 
the tendency of an employee to work in 
a single organization for a long period of 
time other than only reflects the stability 
of organizational employment (Donoghue, 
2010). The difference could be shown 
obviously when it comes to the duration  of  
time  which  a  loyalty  employee  services  
in  a  single  organization (Donoghue, 
2010). The employee retention is reflecting 
the tendency of an employee to work in 
a single organization for a long period of 
time other than only reflecting the stability 
of organizational employment (Ministry of 
Health, 2014).

Health in Ethiopia has improved markedly in 
the last decade, with government leadership 
playing a key role in mobilizing resources 
and ensuring that they are used effectively. 
A central feature of the sector is the priority 
given to the Health Extension  Program, which 
delivers cost-effective basic services that 
enhance equity and provide care to millions 
of women, men and children. Ethiopia has 
demonstrated that low-income countries 
can achieve improvements in health and 
access to services if policies, programmes 
and strategies are underpinned by ingenuity, 
innovativeness, political will and sustained 
commitment at all levels. An example is the 
development and rapid implementation of 
the Ethiopian Health Extension Programme 
(Balabanova et al., 2010).

Statement of the Problem
The Long term health and success of a 
organisation is determined by retention of 
qualified and skilled employees. Therefore, 
Employee retention remains a critical 
issue for organizations.   The challenge of 
retaining key employees requires the great 
effort of managers so many organizations 

are focusing about their capability to sustain 
those key employees as they are in great 
demand and difficult to be replaced.

Cutler  (2001)  was  of  the  view  that  one  of  
the  most important  demands  on management 
today  in  any  organization  is  keeping  the 
most  vital and  dynamic human resources 
motivated and dedicated. Denton (2000) 
stated that employees who are happy and 
satisfied with their jobs are more dedicated 
towards their work and always put their effort 
to improve their organizational customer’s 
satisfaction. According to Panoch,  (2001)  
organizations  today  take  great  care  in  
retaining  its  valuable employees and good 
employees as they are increasingly becoming 
more difficult to find. Walker (2001) stated 
that managing and retaining promising 
employees’ is an important fundamental 
mean of achieving competitive advantage 
among the organizations.  

Researchers  such  as Amadasu (2003); 
Taplin et al. (2003); Gberevbie (2008)  have  
found that if appropriate employee retention 
strategies are adopted and implemented by 
organizations employees will surely remain 
and work for the  successful  achievement  
of  organizational  goals. In the view of 
Acton et al., (2003), the Human Resource 
Department plays an active role in retaining 
its employees. It make policies for employee 
betterment such that employee would be 
satisfied with the organization and stay with 
the firm for longer time. This shows that it 
is not just retention of employees but also 
retention of valued skills. This shows that 
it is not just retention of employees but 
also retention of valued skills. Researchers 
such as  Cascio (2003); Henemanand Judge 
(2003); Gberevbie (2008)  have agreed that 
an organization’s inability to  formulate and 
implement strategies capable of recruiting 
competent employees and retaining them 
to achieve organizational goals is one of the 
main challenge facing organizations in the 
area of performance. 

According to Olowu and Adamolekun 
(2005), it is becoming more essential to 
secure and manage competent human 
resource as the most valuable resource of 
any organization, because of the need for 
effective and efficient delivery of goods 
and services by organizations, whether in 
public or private sector. Therefore, for an 
organization to realize its goals, appropriate 
strategies for employee recruitment and 
retention are sine-qua-non for enhanced 
performance.  Kaliprasad (2006) pointed 
out that an organizations ability to retain 
its employees completely depends upon its 
ability to manage them. He found out four 
interlinked processes that can be utilized for 
an effective human resource management 
system: the motivational process; the 
interaction process; the visioning process; 
and the learning process. In the developing 
countries like Ethiopia the challenge to retain 
is worse, because a lot of trained nurses  want 
to leave  their  own  countries  and  plan  to  
work  in  developed  countries  for  higher 
salaries and compensations. 

The most researches in Ethiopia were 
limited on the problem of retaining 
health workers is primarily related to job 
satisfaction, conditions of service, and 
motivational incentives. But this study aims 
at using different variables and analysing 
the predictors of retention attitude towards 
nursing staffs of the hospital.

Objectives of the Study
To explore the predictors of employee 
retention in general and to find the significant 
predictors of retention attitude of nursing 
staff at Referral Hospital, WolaitaSodo, 
Ethiopia.

Significance of Study
The findings will provide   recommendations 
on how to retain nursing staffs based on 
climate factors, motivational factors, job 
satisfaction, turnover intention & human 
resource practices and the right issues and 
problems.  This  study will  be  beneficial  to  
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the  healthcare  departments  in  the  city  as  
this study  enhance  the  knowledge  of  the  
healthcare  personnel  about  the  possible 
predictors on  nurses retention  issues.  The  
knowledge  they  gained  will provide  the  
necessary  information  on  the  various  threats  
and  issues  arises  in retaining nurses. This 
will indirectly heighten the awareness of the 
healthcare institutions to equip a contingency 
plan to handle that possible crisis.

Review of Literature
Retention attitude  can  be  defined  as  the  
ability  of  holding  the  talented and valuable 
employees in the organization from leaving 
from their job for a longer period of time 
than the competitors (Johnson, 2000). It 
also can be stated as commitment to work 
with particular company or organization 
in a continuous system (Zineldin, 2000). 
Other than that employee retention also can 
be referred to the policies or practices of a 
particular organization or company applies 
for the prevention of leaving of sacred 
employees. It would  consider  promotion  of  
the  sustaining  of  employees  in  a  single 
company  or  organization  for  a  maximum  
duration  (Hong,  Hao,  Kumar, Ramendran,  
and  Kadiresan,  2012).  Organizations have to 
put numerous efforts to encourage employees 
to be dedicated, devoted and rooted in the 
organization or company (Kyi, 2011).  The  
hiring  of  new  talented employees might  
be one of the  most important  issues  for the 
sustainability of an organization;  however, 
retaining the valuable employees could be a 
much  better  cost saving and more effective 
method for the organization. It could be 
an  issue  in  current  which  plenty of the 
employers had neglect the costs  involved  
with  the  leaving  or  turnover  of  the  main  
key  employees (Ahlrichs, 2000). 

The high intrinsic cost of hiring new staff 
including cost of  training  had  driven  the  
increasing  value  of  talented  employees  as  
the scarce resources of an organization or 
company. They should be those employees 
who are extremely exposed for the 

organization while the organization  will 
suffer a great lost without  them,  and they 
are  hard to be replaced  and  more  precisely  
they  are  the  most  precious  catalyst  for  
the business strategy of the  organization  
(Leign, 2002). For instance, retaining 
talented  and  skillful  employees  plays  a  
great  role  in  the  process  of sustaining  
a  company  due  to  the  extraordinary  
importance  of  those employees  in  order  to  
prosper  the  company‘s  competitiveness  in  
global market (Frank, Finnegan, and Taylor, 
2004). If the organization or company failed 
in retaining of those  skillful  ones, under 
staff issues will stay; and the less  talented  
workforce  left  will  directly  decrease  the  
competitive advantage of the company in its 
industry (Rappaport, Bancroft, and Okum, 
2003).

Walker (2001) identified seven factors 
that can enhance employee retention: (i) 
compensation and appreciation of the 
performed work, (ii) provision of challenging 
work, (iii) chances to be promoted and to 
learn, (iv) invitational atmosphere within the 
organization, (v)  positive  relations  with  
colleagues,  (vi)  a  healthy  balance  between  
the  professional  and  personal  life,  and 
(viii) good communications. Together, 
these suggest a set of workplace norms and 
practices that might be taken as inviting 
employee engagement.  Kehr (2004)   divided 
the retention factors into three variables:  
power, achievement and affiliation.

Retention attitude is a critical element of an 
organization’s approach to talent management 
(Lockwood, 2006). Empirical studies such as 
Stovelet (2002) have shown that employees, 
on an average switch employers every six 
years. Replacing existing employees is 
detrimental to organizations and may have 
adverse effects on service delivery. It is 
therefore imperative for management to 
reduce, to the minimum, the frequency at 
which employees, particularly those that are 
crucial to its operations quit (Samuel and 
Chipunza, 2009).

Compensation and Retention Attitude
Trevor et al. (1997) in his research has 
concluded that rise in pay has a negative 
impact on turnover.  Gardner et al., (2004) 
were of the view that pay is considered as 
a motivator as well as employee retention 
technique. Milkovich and Newman (2004) 
have clearly stated that among all types of 
reward, monetary pay is considered one of 
the most important and significant factor in 
retention.  In a  research by Moncraz, Zhao 
and Kay (2009)  concluded that  although  
compensation was not one of the top factors  
influencing  non-management  turnover  
but  compensation  can  act  as  a  critical  
factor  in  reducing managerial turnover and 
increasing commitment.

Career Development Opportunity and 
Retention Attitude
Pergamit  and  Veum  (1989)  in  their  study  
found  a  close  and  positive  correlation  
between promotions and job satisfaction and 
which in turn helps in retaining employees. 
Rolfe (2005) discovered a direct correlation 
between job resignation and issues related to 
career development. Arnold (2005), Herman 
(2005) also observed direct relationship 
between development opportunities and 
retention. Kroon B. Kossivi et al. and Freese 
(2013) on the other hand discovered that 
developmental opportunities can positively 
increase an employee’s commitment to stay 
in an organization.

Job Satisfaction and Retention Attitude
Rain, Lane and Steiner (1991) states 
that job satisfaction is correlated to life 
satisfaction which means that people who 
are satisfied with life will tend to be satisfied 
with the job and people who satisfied with 
job will tend to satisfied with their life. 
Murray  (1999) has  clearly  stated  that  job  
satisfaction  has  direct  effect  on  level  of  
absenteeism, commitment,  performance  
and  productivity.  Furthermore, job 
satisfaction not only improves the retention 
of employees but also reduces the cost of 
hiring new employees. Sokoya  (2000) in  
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his  investigation  on  job  satisfaction  level  
among  the  public  sector  managers found  
that  income  or  compensation  is  the  most  
valuable  determinant  of  job satisfaction.  
In  a  study  by  Al–Aameri, (2000)  it was 
found that satisfied employees tend to be 
more productive, creative, and committed 
to  their  employers,  and  recent  studies  
have  shown  a  direct  correlation  between  
staff  satisfaction  and  patient satisfaction in 
health care organizations.

Work-Life Balance and Retention Attitude
Work-life balance is increasingly important 
for engagement and affects retention. Hyman 
et al., (2003)  in  their  empirical  research  in  
the  UK  found  that  interventions  of  work  
demands  into  personal  life  (e.g. working 
during the week-end) resulted into heightened 
stress and emotional exhaustion among the 
employees. In a report by Deloitte (2004), 
suggested a ‘develop, deploy and connect’ 
approach for retaining the employees. 
This means developing the skills, not just 
through formal training but by learning how 
to learn, where to find the information or 
action learning supported by coaching and 
mentoring. Deploying means working with 
key individuals to (a) identify their deep-
rooted skills, interests, and knowledge, (b) 
find their best fit in the organization, and 
(c) craft the job design and conditions that 
help them to perform, meaning, finding a fit 
between the skills and the job. Connecting 
means providing critical employees with 
the tools and guidance they need to (a) 
build networks that enhance individual and 
organizational performance, and (b) improve 
the quality of their interactions with others, 
thereby helping to develop rich networks, 
both internally and externally.

Management & Leadership and Retention 
Attitude 
Eisenberger et al. (1990) stated that the 
way employees view an organization is 
particularly dependent on their relationship 
with their supervisor. Mc  Neese-Smith (1995) 
found that the attitude of a hospital manager 

increase employee commitment to the 
organization. Kaye and Jordan-Evans (2002) 
research concluded that a manager should be 
“a good boss” to impact retention positively. 
Duffield and O’Brien-Pallas (2003) were 
more specific in the way leadership and 
retention correlate and viewed participative 
leadership style as a contributing factor of 
employee retention. Kroon and Freese (2013) 
said that participative leadership style plays 
a significant role in employee retention. 

Participation in Decision-Making and 
Retention Attitude
Hewitt (2002)  stated that modern businesses 
must always keep its employees well 
informed about  all  the  important  affairs  
of  its  business  and  involve them  in  
decision-making  at  all  levels  which  can 
exploit the talents of its employees.  Noah 
(2008) found that employee involvement in 
decision -making helps in creating a sense of 
belongingness among the employees, which 
helps in creating a good congenial working 
environment and contributes towards 
building a good employer -employee 
relationship.

Work Environment and Retention 
Attitude
Wells and Thelen (2002) have stated in 
their study that organizations which have 
generous human resource policies, have 
a very good chance to satisfy and retain 
employees by providing them an appropriate 
level of privacy and sound control on work 
environment which enhances the motivation 
levels to commit with the organization 
for the long term. According to Miller et 
al. (2001), employees get benefited by 
work environment that provide sense of 
belonging. Ramlall  (2003) stressed  the  
need  for  recognizing  the individual needs  
of  an  employee  in  an  organization  as  it  
will  encourage  commitment  and  provide  
a  suitable work environment. Wood et 
al. (2013) concluded that availability 
of resource can be a determinant factor 
in retention. Loan-Clarke et al.  (2010) 

concluded that flexibility plays an important 
role, particularly in the retention of health 
workers. For workplace to be a favorable 
factor of retention it should be enjoyable.

Framework of the Study
The objective of the study is to identify 
the the significant predictors of retention 
attitude of nursing staff at Referral Hospital, 
WolaitaSodo, Ethiopia. The dependent 
variable is retention of nursing staff at 
Referral Hospital, WolaitaSodo, Ethiopia and 
independent variables are Compensation, 
Career development opportunity, Job 
satisfaction, Work life balance, Management 
& leadership, Participation in decision 
making and work environment. The 
conceptual framework is depicted by Fig 1. 
 

Fig 1: Conceptual Framework of Research
Mathematical framework of the study can be 
derived as 
RANS = β0 + β1 CO + β2CDO + β3JS + 
β4WLB + β5ML + β6PDM + β7WE+U
Where,
RANS= Retention Attitude of Nursing Staff
β =  Intercept & Constant
β1 – β7 = Variable Coefficients
CO = Compensation
CDO = Career Development Opportunity
JS = Job Satisfaction
WLB = Work Life Balance
ML = Management & Leadership
PDM = Participation in Decision Making
WE = Work Environment
U = Random error
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Hypothesis of the Study
After review of related literature and with 
the intention to identify the the significant 
predictors of retention attitude of nursing 
staff at Referral Hospital, WolaitaSodo, 
Ethiopia, the following research hypothesis 
are formulated to be tested by research.

H1: Compensation given has a significant 
impact on Retention attitude of nursing 
staffat Referral Hospitalin WolaitaSodo, 
Ethiopia.

H2: Career Development Opportunity has 
a significant impact on Retention attitude 
of nursing staff at Referral Hospital in 
WolaitaSodo, Ethiopia.

H3: Job Satisfaction has a significant impact 
on Retention attitude of nursing staff at 
Referral Hospital in WolaitaSodo, Ethiopia.

H4: Work Life Balance has a significant 
impact on Retention attitude of nursing 
staff at Referral Hospital in WolaitaSodo, 
Ethiopia.

H5: Management & Leadership has a 
significant impact on Retention attitude 
of nursing staff at Referral Hospital in 
WolaitaSodo, Ethiopia.

H6: Participation in Decision Making has 
a significant impact on Retention attitude 
of nursing staff at Referral Hospital in 
WolaitaSodo, Ethiopia.

H7: Work Environment has a significant 
impact on Retention attitude of nursing 
staff at Referral Hospital in WolaitaSodo, 
Ethiopia.

Research Methodology
With the objective of identifying the 
significant predictors of retention attitude 
of nursing staff at Referral Hospital, 
WolaitaSodo, Ethiopia, Causal cross 
sectional research design was employed. 
The target population and sample frame 

of this study is all 266 the nursing staffs at 
Referral Hospital, WolaitaSodo.The research 
was conducted between Oct – Dec 2017. 
Data was collected from the employees 
through primary sources using questionnaire 
as instrument. A survey questionnaire with 
seven point scale was prepared using seven 
point Likert scale (1 = extremely disagree, 7= 
extremely agree) to measure the response on 
continuous scale. Descriptive and inferential 
statistics was used as data analysis tool. 
Pilot study was conducted on 16 employees 
to check the reliability and validity of the 
questionnaire. Reliability was used using 
Cronbach alpha to understand how closely 
the set of items are related as a group or 
factor. The Cronbach alpha of various factors 
ranges from 0.81 to 0.94 which shows that 
the questionnaire is highly reliable. The 
content validity of the questionnaire was 

ensured by discussing with fellow professors 
and corporate managers of the hospitals. On 
the basis of their comments, the researcher 
revised the contents of the questionnaire, 
before it was used in the study.

Data Analysis and Interpretation
Normality test of data is applied to determine 
whether a data is well-modeled by a normal 
distribution or not, and to compute how 
likely an underlying random variable is 
to be normally distributed Skewness and 
Kurtosis is used to measure the normality of 
data. George and Mallery (2005) stated that 
accept able range for skewness and kurtosis 
±2. Therefore, according to this study, the 
standardized Skewness and Kurtosis of each 
variables fall within the gap of ±2. Hence, 
the data collected is considered normally 
distributed (table1). 

Table 1: Skewness and Kurtosis of Data to Check Normality
Skewness Kurtosis

Statistic Std. Error Statistic Std. Error
Retention attitude of nursing staff 0.064 0.157 -0.099 0.313
Compensation 0.128 0.157 -0.702 0.313
Career Development Opportunity 0.101 0.157 -0.113 0.313
Job Satisfaction -0.666 0.157 -0.083 0.313
Management & Leadership 0.163 0.157 -0.892 0.313
Participation in Decision Making 0.176 0.157 -0.226 0.313
Management & Leadership 0.070 0.157 -0.803 0.313
Work Environment 0.200 0.157 -0.053 0.313

Source: Researcher survey, 2017

For further analysis Inferential analysis was used to provide the conclusion regarding 
significant predictors of retention attitude of nursing staff at Referral Hospital, WolaitaSodo, 
Ethiopia. The  purpose  of  this  analysis  is  aim  to  look  at  the  individual  variable  and  its 
relationship  with  other  variables.  In  this research,  all  hypotheses  will  be  tested using  
Pearson’s  Correlation  Coefficient  and  Linear  Regression  Analysis.  Pearson’s Correlation 
Coefficient shows the results of correlation while Linear Regression Analysis shows the 
results of model summary and coefficient.

Table 2 shows the model summary of regression analysis using stepwise regression.
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a.  Predictors: (Constant), Work life 
balance

b.  Predictors: (Constant), Work life 
balance, Participation in decision 
making

c.  Predictors: (Constant), Work life 
balance, Participation in decision 
making, Career development 
opportunity

d.  Predictors: (Constant), Work life 
balance, Participation in decision 
making, Career development 
opportunity, Work environment

e.  Predictors: (Constant), Work life 
balance, Participation in decision 
making, Career development 
opportunity, Work environment, 
Management & leadership

f.  Dependent Variable: Retention attitude 
of nursing staff

Source: Researcher Survey Analysis, 2017

R-square  value  is  the  percentage  or  value  
that  indicates  how  the independent  variables  
can  explain  the  dependent  variable.  The 
more significant the independent variables 
can explain the dependent variable; the 
higher the R-square value would be model 
5 because it has the highest R square value. 
The R-square value of the current study  is  
0.976  which  propounds  that  the  model  
is  97.6%  explain  the dependent variable 
variation with the least std. Error of  0.26377 
of estimate. It means there are 2.63% of 
the variation cannot be explained through 
this model which means that there are other 

Table 2: Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.984a 0.969 0.968 0.29922
2 0.986b 0.973 0.973 0.27942
3 0.987c 0.975 0.974 0.27076
4 0.988d 0.976 0.975 0.26562
5 0.988e 0.976 0.975 0.26377

Table 3: Analysis of Variance in Retention Attitude by Independent Variables
Model Sum of Squares Df Mean Square F Sig.

1
Regression 657.335 1 657.335 7341.969 0.000a
Residual 21.308 264 0.090

Total 678.643 265

2
Regression 660.140 2 330.070 4227.722 0.000b
Residual 18.503 263 0.078

Total 678.643 265

3
Regression 661.342 3 220.447 3006.931 0.000c
Residual 17.302 262 0.073

Total 678.643 265

4
Regression 662.064 4 165.516 2345.981 0.000d
Residual 16.580 261 0.071

Total 678.643 265

5
Regression 662.362 5 132.472 1903.972 0.000e
Residual 16.281 260 0.070

Total 678.643 265

factors can be used to explain employee 
retention. Another important characteristic 
of this analysis is that the model 1 which 
includes work life balance as independent 
variable explains 96.9% variability in 
retention attitude of nursing staff at Referral 
Hospital, WolaitaSodo, Ethiopia. Other 
factors like Participation in decision making, 
Career development opportunity, Work 
environment, Management & leadership 
explains less than 1% variability (0.976 - 
0.969). In stepwise regression, factors like 
compensation and job satisfaction were 
excluded from the model as they may not be 
significant.
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a.  Predictors: (Constant), Work life 
balance

b.  Predictors: (Constant), Work life 
balance, Participation in decision 
making

c.  Predictors: (Constant), Work life 
balance, Participation in decision 
making, Career development 
opportunity

d.  Predictors: (Constant), Work life 
balance, Participation in decision 
making, Career development 
opportunity, Work environment

e.  Predictors: (Constant), Work life 
balance, Participation in decision 

making, Career development 
opportunity, Work environment, 
Management & leadership

f.  Dependent Variable: Retention attitude 
of nursing staff

Source: Researcher Survey Analysis, 2017

From ANOVA table 3, we can infer that 
F with large value is the test is good fit of 
model. Furthermore, the result also indicates 
the level of influence of the entered variables 
on the dependent variable. 

The table 4 represents the significance of 
explanation of each of the independent 
variable towards dependent variable. 

The p-value for the all the accepted 
independent variable (Work life balance, 
Participation in decision making, 
Career development opportunity, Work 
environment, Management & leadership) 
are <0.05, thus all the accepted variables 
significantly explain dependent variables 
(Retention attitude of nursing staff), whereas 
two independent variable (compensation and 
job satisfaction) were removed in stepwise 
regression because of collinearly and 
redundancy problem. Therefore, the b value 
in the fifth modal for the accepted variable 
is different from 0 and the researcher found 
that the predictor variables make a significant 
contribution in predicting retention attitude 
of nursing staff, Work-Life Balance(β1) 
= 0.784, Participation in decision-making 
β2 = 0.079, Development Opportunities 
β3= 0.126, Work environment β4= 0.042, 
Management/leadership (β5=-0.34) are 
statistically significant variables which can 
predict the retention attitude nursing staff 
Referral hospital WoliataSodo. 

To know the impact and relationship of 
independent variables on the dependent 
variable, the regression function is in the 
form of 

RANS = β0 + β2 CDO + β4 WLB + β5 ML 
+ β6 PDM + β7 WE +U

RANS = 0.042 + 0.126 CDO + 0.784 WLB 
+ 0.034 ML + 0.079 PDM + 0.042 WE +U

The β- values tells to what degree each 
predictor affects the outcome if the effects of 
all other predictors are held constant.

The linear equation above indicates that 
there is a positive relationship between the 
above predictors and retention attitude. This 
can be explained that for every increase in 
work-life balance, participation in decision 
making, development opportunity, working 
environment and management/leadership, 
retention attitude will increase by 78.4%, 
7.9%, 12.6%, 4.2% and 3.4% respectively if 

Table 4: Analysis of Variance in Retention Attitude by Independent Variables

Model

Unstandardized 
Coefficients

Standard- 
ized Co-
efficients

T Sig.

B Std. 
Error Beta

1
(Constant) 0.266 0.045 5.893 0.000
Work life balance 1.024 0.012 0.984 85.685 0.000

2
(Constant) 0.228 0.043 5.357 0.000
Work life balance 0.891 0.025 0.856 35.842 0.000
Participation in decision making 0.139 0.023 0.143 5.994 0.000

3
(Constant) 0.138 0.047 2.935 0.004
Work life balance 0.800 0.033 0.769 24.340 0.000
Participation in decision making 0.112 0.023 0.116 4.785 0.000

4

Career development opportunity 0.130 0.032 0.120 4.048 0.000
(Constant) 0.055 0.053 1.048 0.296
Work life balance 0.777 0.033 0.747 23.515 0.000
Participation in decision making 0.098 0.023 0.101 4.213 0.000
Career development opportunity 0.129 0.031 0.119 4.084 0.000
Work environment 0.056 0.018 0.049 3.199 0.002

5 (Constant) 0.042 0.053 0.790 0.430
Work life balance 0.784 0.033 0.754 23.766 0.000
Participation in decision making 0.079 0.025 0.082 3.163 0.002
Career development opportunity 0.126 0.031 0.117 4.032 0.000
Work environment 0.042 0.019 0.036 2.193 0.029
Management & leadership 0.034 0.017 0.034 2.073 0.039

Source: Researcher Survey Analysis, 2017
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other factors are kept constant. We see that 
work-life balance contribution for retainment 
of nursing staff is maximum 78.4%.

Testing of Hypothesis 
Based on table 4 hypothesis can be tested as:
H1: Compensation given has a significant 
impact on Retention attitude of nursing 
staff at Referral Hospital in WolaitaSodo, 
Ethiopia is rejected as the variable was 
excluded in step wise regression at 95% 
level of confidence.

H2: Career Development Opportunity has 
a significant impact on Retention attitude 
of nursing staff at Referral Hospital in 
WolaitaSodo, Ethiopia is accepted as p = 
0.000 (< .05) at 95% level of confidence.

H3: Job Satisfaction has a significant impact 
on Retention attitude of nursing staff at 
Referral Hospital in WolaitaSodo, Ethiopia is 
rejected as the variable was excluded in step 
wise regression at 95% level of confidence.

H4: Work Life Balance has a significant 
impact on Retention attitude of nursing staff 
at Referral Hospital in WolaitaSodo, Ethiopia 
is accepted as p = 0.000 (< .05) at 95% level 
of confidence.

H5: Management & Leadership has a 
significant impact on Retention attitude 
of nursing staff at Referral Hospital in 
WolaitaSodo, Ethiopia is accepted as p = 
0.039 (< .05) at 95% level of confidence.

H6: Participation in Decision Making has 
a significant impact on Retention attitude 
of nursing staff at Referral Hospital in 
WolaitaSodo, Ethiopia is accepted as p = 
0.002 (< .05) at 95% level of confidence.

H7: Work Environment has a significant 
impact on Retention attitude of nursing staff 
at Referral Hospital in WolaitaSodo, Ethiopia 
is accepted as p = 0.029(< .05) at 95% level 
of confidence.

Conclusion, Discussion and 
Recommendations
As per the findings of the study, 5 independent 
variables (Work life balance, Participation 
in decision making, Career development 
opportunity, Work environment, Management 
& leadership) are positively related with 
the retention attitude of nursing staff at 
Referral Hospital in WolaitaSodo, Ethiopia, 
but compensation and job satisfaction  were 
found insignificant and were removed as part 
of stepwise regression. Work life balance 
predictor was found to the most important 
(t = 23.766) leading to 96.9% variability in 
retention attitude.

The effective application of work life balance 
will intensify the nurses’ retention.  Work-
life balance   and development opportunity, 
Management/Leadership, participation in 
decision making and working environment 
are major contributors in nurses’ retention 
attitude in present study.  To  promote  
retention  in  nurses,  focus  should  be  
placed  on modifying  the  HR  practices  
rather  than  on  modifying  nurses  and  
their behaviors (Tourangeau et al., 2010).  
Practical executions are applied to enhance 
human resources practices in the companies.  
A  well  analysis  of work-life balance  policy 
should  be  executed  to  ensure  equity  
and  fairness  to  the  nurses.  Development 
opportunity programmers  are  conducted  
to  equip  nurses  with  the mandatory  skills  
to  perform  well  in  their  jobs  (Appiah et 
al., 2013). Management also needs to ensure 
the working environment is hazard-free to 
reduce the vulnerability of danger and risk 
(Mabuza et al., 2014). Management should 
regard their employees as the most precious 
assets to achieve organization goals (Narang, 
2013).

Management  should  emphasize  on  the 
retention attitude   to  prevent  loss  of  talented  
and  potential  nurses.  The loss of capable 
nurses will jeopardize the efficiency of the 
hospitals or healthcare centers (Appiah et al., 
2013). Moreover, this research also provided 

researcher and medical practitioner valuable 
understanding for future studies. Future and 
present studies need put attention on other 
factors affecting employee retention. The 
result form this research will be useful for 
nursing industry to improve their employee 
retention.  

The researcher recommended that it is better 
to improve the employees’ work-life balance 
schedule of the hospital, in order to attract 
the qualified nurses. The Career development 
opportunity has to offer to the nursing staffs 
to develop the positive retention attitude. 
Its better Management/leadership practices 
follow participative leadership style. It is 
also better the referral hospital to invite 
the nursing staffs to participate in decision 
making process.

Scope for Future Research
This study only focused on the seven 
predictors of employee retention attitude 
on the nursing staff of referral hospital, 
WolaitaSodo. This research only focused on 
seven independent variables (compensation, 
career development opportunity, job 
satisfaction, management and leadership, 
participation on decision making, working 
environment and work-life balance) to 
assess their impact on the retention attitude 
of only the nursing staff referral hospital, 
WolaitaSodo. More predictors as well as 
different predictors can be explored to extend 
the research. Further replication studies can 
be done in other hospitals of the country or 
in other countries. Future researchers can 
also explore taking into consideration the 
employees of other more private and public 
hospitals.
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