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Abstract
Background: The intention to leave primary jobs has risen in importance in the global dialogue on the health
workforce. The related concept of staff turnover has also generated debate. This study was conducted to assess
health extension workers’ intention to leave their jobs in North Wollo Zone, northeast Ethiopia.
Methods: A cross-sectional study was conducted in North Wollo Zone from February to April 2016. Using a
multi-stage stratified sampling technique, a total of 383 participants were selected. The data were entered into
EpiData version 3.1 and exported to SPSS version 20 for analysis. Bivariable and multivariable logistic regression
analyses were employed to identify significant factors. Odds ratios (ORs), 95% confidence intervals (CI), and p-
values were used to measure the strength and presence of statistical associations.
Results: The study showed that 64.1% (95% CI: 59.2, 69) of health extension workers had an intention to leave
their jobs. Statistically significant factors were: low salary (AOR = 2.23; 95% CI: 1.98, 4.25); high workload
(AOR = 2.78; 95% CI: 1.46, 5.31); dissatisfaction with educational opportunities (AOR = 3.74: 95% CI: 1.56,
8.27); dissatisfaction with payments and benefits (AOR = 3.32; 95% CI: 1.87, 6.68); dissatisfaction with the lack
of recognition (AOR = 2.15; 95% CI: 1.18, 3.63); and dissatisfaction with working environments (AOR = 1.96;
95% CI: 1.18, 3.52).
Conclusions: The proportion of participants who intended to leave their jobs was high. Hence, developing
evidence-based retention strategies focusing on payments, educational opportunities, incentives, and work
environment could help reduce the intention of health extension workers to leave their jobs. [Ethiop. J. Health

Dev. 2020; 34(2):106-113]
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Introduction

The term ‘intention to leave’ refers to a subjective
individual prediction about shortly leaving a job in a
workplace or organization, and is considered as a proxy
of actually leaving an organization (1,2). There are
significant methodological challenges when attempting
to measure and compare intention to leave (3), which is
the strongest antecedent of turnover. Some studies
define turnover as any job move, while others consider
turnover as leaving the organization or even leaving the
profession (4).

Health systems in sub-Saharan African countries often
suffer from weak infrastructure, lack of human
resources, and poor supply chain management systems.
Access to health services is particularly low in rural
areas, where the majority of the population lives (5). In
Ethiopia, the utilization of health services during
illness shows rural-urban differences: 9.5% in rural
settings and 14% in urban areas (6). Employees’
intention to leave and instability at health facilities is
particularly high in developing countries (7,8). In
southern Ethiopia, 59.4% of health professionals
intended to leave their workplaces (9). Similarly, in the
Amhara Region of Ethiopia, 60.2% of nurses reported
they wanted to leave their current places of work (10).

Ethiopians’ access to services was particularly low
before the government developed innovative ways of
scaling-up the delivery of essential health
interventions, in particular through its Health Extension
Program (HEP). The HEP enabled Ethiopia to achieve

significant improvements in maternal and child health,
communicable diseases, hygiene and sanitation,
knowledge, and healthcare-seeking behavior (11). The
HEP was designed and implemented in recognition of
the fact that the major factor underlying poor health
services in Ethiopia was the lack of empowerment of
households and communities to promote health and
prevent disease (12).

The success of the HEP might be affected by several
factors. The first and foremost of these is the ability of
the system to retain HEWs for a long period to ensure
continuous improvement of the services delivered by
these workers (13).

Even though the government has trained and assigned
two HEWs per kebele (lowest administrative unit in the
country), nowadays HEWs are leaving their jobs for
various reasons, and many kebele/health posts tend to
be closed or are forced to be served by one HEW,
which makes it difficult to provide all the required
services and address the community at large. Amhara
Region, as in other parts of the country, is facing high
attrition of HEWs, with the highest attrition reported in
North Shewa and North Wollo zones. To make the
HEP successful as intended, determining the magnitude
of the intention to leave and recommending strategies
for decision-makers are of paramount importance (14).

Intention to leave is the strongest antecedent of actual
turnover and is also an intermediate variable between
job satisfaction and turnover. High turnover among
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HEWs has the potential to affect health care provided
to patients and communities, as well as the morale,
performance, and productivity of the remaining HEWs.
A previous study shows that factors that influence the
turnover of HEWs include workload, work schedule,
workplace stress, leadership and management styles,
training and promotional opportunities, and a
disjuncture between HEWSs’ expectations and the
reality of the workplace (15). However, the main
reasons why HEWs intend to leave their jobs have not
been well identified in the study area. Therefore, this
study aimed to assess the magnitude of HEWSs’
intention to leave their jobs and factors associated with
their intention.

Methods

Study design and area: The cross-sectional study was
conducted in North Wollo Zone from February to April
2016. North Wollo Zone is in the Amhara Region of
Ethiopia, with a total population of 1,555,892, In the
zone, there are 12 districts, three hospitals, 62 health
centers, 273 health posts, and 981 health workers, of
whom 589 are HEWs.

Population: The source population was all HEWs
working in the North Wollo Zone, whereas all HEWs
who were working in the zone were the study
population.

Sampling technique and sample size: A multi-stage
stratified sampling technique was used to select the
study participants. The districts in the zone were
stratified into two (‘Kola’ and ‘Dega’), based on
altitude, and the sample size was proportionally
allocated to each stratum. The list of HEWs at the
district level was used as a sampling frame. Four
districts in Kola and four districts in Dega were
selected from each stratum using the lottery method.
Finally, all eligible HEWs at each selected district were
included in the study.

All HEWs in North Wollo Zone who had worked for at
least six months before the study were included in the
study. The sample size was determined using a single
population proportion formula and by assuming a 95%
confidence interval (CI), 5% margin of error (d), and
52.5% proportion of professionals’ intention to leave
(16), 1.5 design effect, and 10% non-response rate.
Accordingly, the final sample size was 383 HEWs.

Data collection procedures: A self-administered,
structured, Likert scale questionnaire was used to
collect information. The questionnaire was prepared in
English and translated into Amharic (local language),
and then back into English to check for consistency.
The questionnaire was pre-tested on 15 (5%) HEWs
who were not part of the study.

Study Variables

Dependent variable: The dependent variable, intention
to leave, was defined as the totality of HEWs who had
the notion of leaving the organization and was
measured using three items, following Mobley et al.’s
definition (17). Respondents were asked to indicate the

extent of their agreement using a 5-point Likert scale
(ranging from 1: strongly disagree to 5: strongly agree).
Respondents who scored more than 60% of the sum of
all the ‘intention to leave’ scale items were considered
as showing an intention to leave (18), whereas turnover
was defined as the number of employees who have left
an organization compared with the number who have
stayed, over a fixed timeframe. Turnover can either be
voluntary (when an employee chooses to leave) or
involuntary (when the employer initiates the
employee’s departure).

Independent variables: The independent variables
such as job satisfaction, organizational commitment,
workload, educational opportunity, work environment,
and pay and benefit were defined and measured as
follows.

Job satisfaction was measured using a 5-point Likert
scale of 70 items that included 12 subscales: five items
for pay and benefit, 12 items for supervisor support,
five items for policy and strategy, five items for
coworker relationship, six items for a training
opportunity, 10 items for the nature of work, three
items for responsibility, three items for autonomy,
seven items for workload, three items for performance
appraisal, four items for recognition and reward, and
seven items for the work environment. HEWs who
scored >60% of the sum of the satisfaction scales were
considered as satisfied (18). The reliability of the tool
for each subscale was checked using Cronbach’s alpha
reliability test, with a score of greater than 0.82.

Organizational commitment (affective, normative, and
continuance commitment) was assessed using the
scales developed by Meyer & Allen (19). A 5-point
Likert scale (ranging from 1: strongly disagree to 5:
strongly agree) of three items for each component was
used. A score with more than 60% of the sum of the
commitment scales represented a high organizational
commitment.

Workload  described  the  participants’  work
requirements and the amount of time and resources for
this requirement. It was measured using seven items,
each scored on a 5-point Likert scale.

Educational opportunities described the availability of
advancement opportunities for employees within the
organization. It was measured using six items, each
scored on a 5-point Likert scale.

Work environment described the quality of the working
environment, both its physical attributes and the degree
to which it provides meaningful work. It was measured
using seven items, each scored on a 5-point Likert
scale.

Pay and benefits described employees’ expectations of
fairness and adequate compensation in relation to
payment, i.e. the extent to which they perceive they
receive a fair day’s pay for a fair day’s work. It was
measured by five items, each scored on a 5-point Likert
scale.
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version 3.1 and transferred to SPSS version 20 for
analysis. Binary logistic regression was used to check
the association of intention to leave with the
explanatory factors. Explanatory variables that had a
significant association with HEWs’ intention to leave,
at a p-value of less than 0.2 in the bivariable logistic
regression, were entered into a multivariable logistic
regression model to identify predictors of HEWSs’
intention to leave. Crude odds ratios (CORs), adjusted
odds ratios (AORs) with 95% CI, and p-values <0.05
were used to determine statistical significance.

participants: A total of 367 HEWs participated in the
study, with a response rate of 95.8%. The study
showed that the mean age of respondents was
26.88+3.162 years; 64.3% of the respondents were
married; 29.4% were Level 3 diploma graduates;
47.7% of the respondents had a monthly income of
ETB 2,001 or above, and 68.9% had 7-11 years of
service (see Table 1).

Table 1: Socio-demographic and economic characteristics of rural HEWs in North Wollo Zone,

northeast Ethiopia, 2016 (n=367)

Variables Number %
Age

18-25 181 49.3
26-35 152 41.4
>36 34 9.3
Marital status

Married 236 64.3
Single 85 23.2
Divorced 37 10.1
Widowed 9 2.4
Educational status

Certificate 166 45.2
Level 3 Diploma 108 29.4
Level 4 Diploma and above 93 25.4
Service (years)

0-6 years 114 31.1
7-11 years 253 68.9
Monthly salary in Ethiopian Birr

1,158-1,500 85 23.2
1,501-2,000 107 29.1
2,001 and above 175 47.7

Respondents’ responses about their intention to leave
their primary jobs: The study revealed that the overall
intention of HEWs to leave their jobs was 64.1% (95%
CI: 59.2, 69); 27% of HEWs were satisfied with the
policy and strategy of the organization, 16.9% were
satisfied with educational opportunities, 14.2% were
satisfied with the payments and benefits, 24.8% were
satisfied with the nature of the work (work that the

HEWs are doing for and with the community at the
grass-root level in their locality), 22.8% were satisfied
with the recognition and rewards, and 10.4% were
satisfied with working environments. On the other
hand, 89.1% of HEWs had a high level of satisfaction
with the relationship with their coworkers; and 52.3%
had a high level of affective commitment (see Table 2).
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Table 2: Job satisfaction among rural HEWs in North Wollo Zone, northeast Ethiopia, 2016

(n=367)

Variables Number %
Policy and strategy

Satisfied 99 27.0
Dissatisfied 268 73.0
Coworker relationship

Satisfied 327 89.1
Dissatisfied 40 10.9
Educational opportunities

Satisfied 62 16.9
Dissatisfied 305 83.1
Pay and benefits

Satisfied 32 14.2
Dissatisfied 315 85.8
Nature of the work

Satisfied 91 24.8
Dissatisfied 276 75.2
Workload

Low 140 38.1
High 227 61.9
Responsibility

Satisfied 177 48.2
Dissatisfied 190 51.8
Supervisor support

Satisfied 153 41.7
Dissatisfied 214 58.3
Autonomy

Satisfied 162 44.2
Dissatisfied 205 55.8
Performance appraisal

Satisfied 126 34.4
Dissatisfied 241 65.6
Recognition

Satisfied 84 22.8
Dissatisfied 283 77.2
Working environment

Satisfied 38 10.4
Dissatisfied 329 89.6
Continuance commitment

High 131 35.7
Low 236 64.3
Normative commitment

High 103 28.0
Low 264 72.0
Affective commitment

High 192 52.3
Low 175 47.7

Factors associated with the intention of rural HEWs  recognition, and working environment were found to
to leave their primary jobs: Variables such as monthly  be significantly associated with the intention of HEWs
income, satisfaction with educational opportunities, to leave their primary jobs.

satisfaction with payments and benefits, workload,
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The HEWs who had a monthly salary of less than ETB
2,000 were 2.23 (AOR = 2.23; 95% CI: 1.98, 4.25)
times more likely to leave their primary jobs compared
to those who had a monthly salary greater than ETB
2,000; HEWs who were dissatisfied with educational
opportunities were 3.74 (AOR = 3.74; 95% CI: 1.56,
8.27) times more likely to leave their primary jobs
compared to satisfied HEWs; HEWs who were
dissatisfied with payments and benefits were 3.32
(AOR = 3.32; 95% CI: 1.87, 6.68) times more likely to
leave their primary jobs compared to those who were
satisfied. In addition, HEWs who had a high workload

were 2.78 (AOR = 2.78; 95% CI: 1.46, 5.31) times
more likely to have an intention to leave their jobs
compared with HEWs who had a low workload; HEWs
who were dissatisfied with recognition were 2.15
(AOR = 2.15; 95% CI: 1.18, 3.63) times more likely to
intend to leave their jobs than HEWs who were
satisfied with recognition; and HEWs who were
dissatisfied with their working environments were 1.96
(AOR = 1.96; 95% CI: 1.18, 3.52) times more likely to
intend to leave compared to HEWs who were satisfied
with their working environments (see Table 3).

Table 3: Factors associated with intention to leave among rural HEWs in North Wollo Zone,

northeast Ethiopia, 2016 (n=367)

Variables Intention to leave COR (95% CI) AOR (95% CI)
Yes No

Marital status

Currently married 156 82 1.00 1.00

Unmarried (sum of 79 50 0.83(0.71, 1.29) 0.92 (0.87, 1.14)

single, widowed and

divorced)

Educational status

Certificate 104 62 1.00 1.00

Level 3 Diploma 62 46 0.80 (0.56, 1.01) 0.96 (0.61, 1.12)

Level 4 Diploma and 69 24 0.58 (0.35, 0.84)* 0.68 (0.42, 1.17)

above

Monthly income

Less than ETB 2,000 144 48 2.77 (1.78, 4.31)** 2.23 (1.98, 5.25)*

ETB 2,000 and 91 84 1.00 1.00

above

Educational

opportunities

Satisfied 10 52 1.00 1.00

Dissatisfied 225 80 14.62 (6.47, 25.15)** 3.74 (1.56, 8.27)*

Pay and benefits

Satisfied 8 24 1.00 1.00

Dissatisfied 227 88 7.74 (3.02, 11.81)** 3.32 (1.87, 6.68)*

Nature of the work

Satisfied 52 39 1.00 1.00

Dissatisfied 183 93 1.48 (1.11,2.57)* 0.71 (0.28, 1.41)

Workload

Low 50 90 1.00 1.00

High 185 42 7.93 (4.29, 11.51)** 2.78 (1.46,4.31)**

Supervisor support

Satisfied 87 66 1.00 1.00

Dissatisfied 148 66 1.70 (1.08, 2.85)* 0.79 (0.36, 1.73)

Performance

appraisal

Satisfied 75 51 1.00 1.00

Dissatisfied 160 81 1.34(0.95, 2.38) 0.71 (0.33, 1.51)

Recognition

Satisfied 34 50 1.00 1.00

Dissatisfied 201 82 3.60 (2.17, 5.24)** 2.15(1.18, 3.63)*

Working

environment

Satisfied 18 20 1.00 1.00

Dissatisfied 217 112 2.15(1.70, 3.94)** 1.96 (1.18, 3.52)*

AOR: adjusted odds ratio, CI: confidence interval, COR: crude odds ratio, ETB: Ethiopian Birr

* P<0.05, ** P<0.001, 1.00: reference category
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Discussion

The findings of this study showed that 64.1% of the
respondents had an intention to leave their primary
jobs. This is higher than the findings of studies
conducted among health professionals at the University
of Gondar Referral Hospital, which showed a rate of
52.5% (20), and among nurses working at
governmental healthcare institutions in East Gojjam
Zone, at 59.4% (21); and is much higher than the
findings of studies conducted among health workers in
Tanzania (18.8%), Malawi (26.5%) and South Africa
(41.4%) (22). These differences could be due to
variations in health institution infrastructures, study
settings, and the fact that in some of the studies
participants were nurses. However, it is lower than the
findings of studies conducted among health
professionals in Sidama Zone public health facilities,
which recorded a proportion of 84.3% (20), and
Yirgalem and Hawassa referral hospitals in south
Ethiopia, at 83.7% (22,23). This discrepancy could be
due to the result of differences in the infrastructures of
the health institutions, study areas. The difference
could also be due to differences in study participants as
these studies focused on specialists, general
practitioners, health officers, nurses, and laboratory
technologists.

The current study shows that HEWs who have a low
salary are more likely to have the intention to leave
their primary job, which is consistent with a study done
among Malawian nurses. This could be because having
a better salary is one of the incentives that encourage
workers to remain in their current jobs (24,25).

Our findings also showed that HEWs who were
dissatisfied with educational opportunities were more
likely to have the intention to leave their organizations
compared with HEWs who were satisfied. As reported
by other studies, poor educational opportunities
increase the intention to leave (18,21,26). This can be
explained by the fact that fewer professional training
opportunities may increase job dissatisfaction because
of the absence of the potential to increase and develop
one’s skills and abilities for the HEP.

Our findings show that HEWSs dissatisfied with
payments and benefits were more likely to have the
intention to leave their jobs compared to their satisfied
counterparts. This finding is consistent with the results
of other similar studies conducted in Ethiopia (18,21).
This could be explained by the disproportionality of
tasks assigned and benefits given, which could push
workers to search for new jobs, whereas satisfied
workers are likely to remain in their organizations
because their needs are being met.

Our study identified that HEWs with a high workload
were more likely to intend to leave their jobs, which is
consistent with the findings of other studies (27,28).
This could be because having an excessive workload
might increase pressure and result in high fatigue,
which may lead employees to seek jobs elsewhere.

Intention to leave was higher among respondents who
were dissatisfied with the recognition and rewards

provided compared to their satisfied counterparts. This
finding is supported by a study conducted among
Jordanian nurses, which revealed the direct and
buffering effects of recognition of the performance of
nurses on the intention to stay in jobs (29). This might
be because of the belief held by satisfied professionals
that leaving organizations that reward them would be
costly, in that the opportunities might be unlikely to be
obtained elsewhere. This suggestion finds resonance in
Herzberg’s two-factor theory of motivation (30). Our
findings also showed that HEWs who were dissatisfied
with working environments were more likely to leave
their jobs compared to their satisfied counterparts. This
finding is in agreement with studies carried out at
public health facilities in Sidama and Jimma zones,
Ethiopia (28,31), as well as with Herzberg’s two-factor
theory of motivation, which identifies recognition,
work conditions, the nature of work, and responsibility
as factors that influence employee intention to stay or
leave a job or organization (30). The other possible
explanation could be that substandard working
conditions or lack of important facilities in workplaces
— such as a proper office, furniture, house, and health
and safety provisions — reduces the convenience of
employees and decreases their intention to stay in jobs.

In this study, there were other factors, such a marriage
and years of experience, which were not statistically
significant in multivariable analysis. In most cases,
employees who are recently employed, or who have
fewer years of experience may not get married or may
not have partners or families which could lead them to
intent to leave the organization compared to employees
who have more years of experience, and who get
married, or have partners or families. But, the finding
of this study showed that almost two-thirds of
participants who were married had seven or more years
of service in the organization. This finding shows a
similarity with other studies (32,33).

Conclusions

In this study, HEWS’ intention to leave their jobs is
considered high. Low salary, dissatisfaction with
educational ~ opportunities,  dissatisfaction ~ with
payments and benefits, high workload, dissatisfaction
with recognition and poor working environments, were
factors associated with HEWs’ intention to leave their
primary jobs. Therefore, developing evidence-based
retention strategies focusing on payments, education
opportunities, incentives, and work environment, could
help reduce the intention of HEWs to leave their jobs.

Limitations of the study

The study does not show the causal relationship
between the HEWs’ intention to leave their jobs and
the explanatory variables, due to the nature of the study
design used. Also, the study did not use qualitative
methods, which could have helped to capture the
experiences of HEWs in their current jobs.

Ethics approval and consent to participate

The Wollo University Ethics Review Committee
approved the research proposal. Official permission
was also obtained from the zonal health desk and
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woreda health offices, including cluster health centers.
Written informed consent was obtained from each
study participant. Personal identifiers of respondents
were not taken to ensure confidentiality. The
respondents were informed of their freedom to
withdraw at any time while they were being
interviewed.

Authors’ contributions

All authors contributed towards data analysis, drafting
and critically revising the paper; gave approval of the
final version to be published; and agreed to be
accountable for all aspects of the work.

Availability of data and materials
Data is available upon request from the corresponding
author.

Acknowledgments

The authors would like to thank Wollo University,
North Wollo zonal health department, and district
health offices, for giving background information and
unreserved support. Finally, we would like to thank the
study participants and data collectors for their
cooperation.

Competing interests
The authors declare that they have no competing
interests.

Authors’ information

MH is an MPH and works in the North Wollo zonal
health department. MY is an Associate Professor of
Health Management and Health Economics in the
Department of Health Systems and Policy, Institute of
Public Health, College of Medicine and Health
Sciences, University of Gondar, Ethiopia. AM is a
Lecturer in the Department of Health Systems and
Policy, Institute of Public Health, College of Medicine
and Health Sciences, University of Gondar, Ethiopia.

References

1. Aiken LH, Clarke SP, Sloane DM, Sochalski J,
Siber JH, Hospital nurse staffing and patient
mortality, nurse burnout, and job dissatisfaction.
JAMA. 2002;288(16):1987-93.

2. Van Schalkwyk S, du Toit D, Bothma A,
Rothmann S. Job insecurity, leadership
empowerment behaviour, employee engagement
and intention to leave in a petrochemical
laboratory. SA Journal of Human Resource
Management. 2010;8(1):1-7.

3. Flinkman M, Leino-Kilpi H, Salanterd S. Nurses’
intention to leave the profession: Integrative
review. J Adv Nurs. 2010;66(7):1422-34.

4. Gardner DL. Career commitment in nursing.
Journal of Professional Nursing. 1992;8(3):155-60.

5. World Health Organization. Sucess factors for
women’s and children’s health: Policy and
programme highlights from 10 fast-track countries.
Geneva: WHO; 2014.

6. Tumusiime P, Gonani A, Walker O, Asbu EZ,
Awases M, Kariyo PC. Health systems in sub-
Saharan Africa: What is their status and role in
meeting the health Millennium Development

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Goals? African Health Monitor No. 14. Geneva:
World Health Organization; 2012.

Fang P, Liu X, Huang L, Zhang X, Fang Z.
Factors that influence the turnover intention of
Chinese village doctors based on the investigation
results of Xiangyang City in Hubei Province. Int J
Equity Health. 2014;13:84.

Omar K, Mohamed Anuar M, Majid A, Johari H.
Organizational commitment and intention to leave
among nurses in Malaysian public hospitals. [JMS.
2012;19(2):31-46.

Gesesew HA, Tebeje B, Alemseged F, Geyene W.
Health workforce acquisition, retention and
turnover in southwest Ethiopian health institutions.
Ethiop J Health Sci. 2016;26(4):331-40.

Engeda EH, Birhanu AM, Alene KA. Intent to stay
in the nursing profession and associated factors
among nurses working in Amhara regional state
referral hospitals, FEthiopia. BMC Nursing.
2014;13:24.

Assefa Y, Gelaw YA, Hill PS, Taye BW, Van
Damme W. Community health extension program
of Ethiopia, 2003-2018: Successes and challenges
toward universal coverage for primary healthcare
services. Global Health. 2019;15(1):24.

Kuruvilla S, Schweitzer J, Bishai D, Chowdhury
S, Carmani D, Frost L, et al. Success factors for
reducing maternal and child mortality. Bull World
Health Organ. 2014;92(7):533-44.

Central Statistical Agency, Ethiopia. Population
projection of Ethiopia for all regions at wereda
level from 2014-2017. Addis Ababa: CSA; 2013.
www.csa.gov.et/images/general/news/pop_pro_we
r 2014-2017_final (accessed 20 July 2015).
Admassie A, Abebaw D, Woldemichael AD.
Impact evaluation of the Ethiopian Health Services
Extension Programme. Journal of Development
Effectiveness. 2009;1(4):430-49.

Medhanyie A, Spigt M, Kifle Y, Schaay N,
Sanders D, Blanco R, et al. The role of health
extension workers in improving utilization of
maternal health services in rural areas in Ethiopia:
A cross sectional study. BMC Health Services
Research. 2012;12:352.

Abera E, Yitayal M, Gebreslassie M. Turnover
intention and associated factors among health
professionals in University of Gondar Referral
Hospital, northwest Ethiopia. International Journal
of Economics & Management Sciences. 2014;3:4.
Mobley WH, Griffeth RW, Hand HH, Meglino
BM. Review and conceptual analysis of the
employee  turnover process. Psychological
Bulletin. 1979;86(3):493-522.

Dachew BA, Engeda EH. High proportion of
intention to leave among academic staffs of the
University of Gondar, northwest Ethiopia: A
cross-sectional institution-based study. Int J Innov
Med Educ Res. 2016;2(1):23-7.

Meyer JP, Allen NJ. A three-component
conceptualization of organizational commitment.
Human Resource Management Review.
1991;1(1):61-89.

Abera E, Yitayal M, Gebreslassie M. Turnover
intention and associated factors among health
professionals in University of Gondar Referral

Ethiop. J. Health Dev.2020; 34(2)



113 Ethiop. J. Health Dev.

21.

22.

23.

24.

25.

26.

27.

Hospital, Northwest Ethiopia. International Journal
of Economics & Management Sciences. 2014;3:4.
Getie GA, Betre ET, Hareri HA. Assessment of
factors affecting turnover intention among nurses
working at governmental health care institutions in
East Gojjam, Amhara Region, Ethiopia, 2013. Am
J Nurs Sci. 2015;4(3):107-12.

Asegid A, Belachew T, Yimam E. Factors
influencing job satisfaction and anticipated
turnover among nurses in Sidama Zone public
health facilities, south Ethiopia. Nursing Research
and Practice. 2014:Article ID 909768.

Nenko G, Vata P. Assessment of health
professionals’ intention for turnover and
determinant factors in Yirgalem and Hawassa
referral hospitals, southern Ethiopia. International
Journal of Development Research. 2014;4(11):2-4.
Chimwaza W, Chipeta E, Ngwira A, Kamwendo
F, Taulo F, Bradley S, et al. What makes staff
consider leaving the health service in Malawi?
Human Resources for Health. 2014;12:17.

Ndetei DM, Khasakhala L, Omolo JO. Incentives

for health worker retention in Kenya: An
assessment of current practice. EQUINET.
2008;62:29.

Marinucci F, Majigo M, Wattleworth M, Paterniti
AD, Hossain MB, Redfield R. Factors affecting
job satisfaction and retention of medical laboratory
professionals in seven countries of sub-Saharan
Africa. Human Resources for Health. 2013;11:38.

Zeytinoglu IU, Denton M, Davies S, Baumann A,

28.

29.

30.

31.

32.

33.

Blythe J, Boos L. Deteriorated external work
environment, heavy workload and nurses’ job
satisfaction and turnover intention. Canadian
Public Policy. 2007;33(Supplement 1):S31-S47.
Kalifa T, Ololo S, Tafese F. Intention to leave and
associated factors among health professionals in
Jimma Zone public health centers, southwest
Ethiopia. Open Journal of Preventive Medicine.
2016; 6(1):31-41.

AbuAlRub RF, Al-Zaru IM. Job stress,
recognition, job performance and intention to stay
at work among Jordanian hospital nurses. Journal
of Nursing Management. 2008;16(3):227-36.
House RJ, Wigdor LA. Herzberg’s dual-factor
theory of job satisfaction and motivation: A review
of the evidence and a criticism. Personnel
Psychology. 1967;20(4):369-90.

Asegid A, Belachew T, Yimam E. Factors
influencing job satisfaction and anticipated
turnover among nurses in Sidama Zone public
health facilities, south Ethiopia. Nursing Research
and Practice. 2014:Article ID 909768.

Ayalew F, Kols A, Kim YM, Schuster A, Emerson
MR, van Roosmalen J, et al. Factors affecting
turnover intention among nurses in Ethiopia.
World Health & Population. 2015; 16(2):62-74.
Dado WM, Mekonnen W, Aragw MD, Desta BF,
Desal AY. Turnover intention of health workers in
public-private mix partnership health facilities: A
case of Addis Ababa, Ethiopia. Epidemiology
(Sunnyvale). 2019;9(2):374.

Ethiop. J. Health Dev.2020; 34(2)



