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perform effectively. Obviously, everytime an employee is lost who 

has been oriented and trained, efficiency is decreased and cost is 

increased. 

Because rapid turnover seems to be a major problem within the 

hospital aide group, it was hpped that this study might provide 

methods for reducing the rate of turnover. Such methods w uld 

not only reduce labor costs but would make for a more adequate, 

satisfied, and efficient work force of hospital aides. 

Statement of the Problem 

The problem in this study becomes: 

vVhat methods might be devised for reducing the rate of 

turnover among hospital aides in a selected hospital through a 

survey of the records of terminated employees, and an analysis 

of the job attitudes of the aides presently employed? 

Purposes of the Study 

The purposes of the study are: 

1. To determine the magnitude of turnover among the 

hospital aide group in a selected hospital. 

2. To determine whether or not reasons for leaving the job 

provide information for reducing the rate of' turnover in 

this group. 

3. To determine the role of' length of service in the problem 

of turnover in this group. 

2. 

'I 



4. 'lb determine whether or not an analysis of job sa tis-

factions and dissatisfactions among the hospital aides 

presently employed would provide information which might 

suggest methods for reducing the rate of turnover in this 

group. 

5. 'lb make recommendations based on these findings which 

may be used to increase the stability of the group. 

Definition of Labor Turnover 

In this study the United States Department of Labor 1s 

definition of labor turnover is used. 

"••• ref ers to the gross movement of workers in and out of employ-
1 

ment status with respect to individual firms." 

Previous Studies Reported 

No previous studies were found in which a general hospital 

studied itself in relation to turnover among the hospital aide 

group. However, a report on reasons for nursing turnover by 
2 

Hough has certain implications for this study. He concluded 

that while same degree of labor turnover is normal anddesirable, 

' 
the current turnover rates are much too high to be tolerated, 

since they are costing the hospital a great deal of money. He 

found that promotional opportunity, intrinsic job satisfaction, 

1 Turnover and Absenteeism. _ u. S. Department of Labor, fashington, 
D.C.a U.S. Government Printing Office, p.2, October 1951. 

2Hough, Louis; "Reasons for Nursing Turnover.'' Hospital Manage
ment. 79:106, January 1955. 
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completed and returned the questionnaire. Proposals were made for 

further investigation of problem areas which requiredadditional 

information. 

Limitations of the Study 

1. Investigation of hospital records was limited to a two 

year period from September, 1952 through September, 1954. All 

desired information regarding age, educational background, and 

previous exp3rience of terminated aides was not available. 

2. Reliance was placed on the recorded statements of the 

hospital aides concerning the factors which led them to leave the 

job. 

3. Reliance was placed on the recorded statements of the 

hospital aides concerning the factors which they liked most about 

their job and the factors which they liked least. 

The Method of Approach 

In this study, the following steps were taken: 

1. Authorization to make this study was granted by the 

Associate Director of Nursing Service with the under-

standable stipulation that the study would not create 

dissatisfaction among the hospital aide group. 

2. Review of the literature relating to the problem of 

turnover in hospitals and industry aided inmveloping 

the philosophy and gave a guide to the method of approach. 
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the actuality of belonging in the group. 

The desire for recognition is important to all people. 

Every employee likes to feel that his work has been evaluated 

objectively. Earl Planty says: 

•People need to be recognized as individuals. Nothing 
builds cooperation in a man faster than the knowledge that 
his superior knows his strengths and will use them, knows 
his weaknesses and will help him to overcome them. All 
people need this recognition and they need it continually.n1 

It seems that in the past, much emphasis has been placed on 

economic security. This factor of high wages is not enough. A 

study conducted on wage incentive at the Western Electric. Company 

led to the following conclusion which has a general application: 

"••• the efficacy of a wage incentive was so dependent 
on its relation to other factors that it was impossible to 
consider it as a thing in itself having an independent effect 
on the individual.• 2 

Higher salaries and wage incentives alone will not create job 

satisfaction, if there are detects in the employees' interpersonal 

relationships with his fellow workers and supervisors. 

"A chance to be heard is one of the basic demands of 
most human beings. Where a person is bottled up, by direct 
or indirect means, he loses initiative, judgment, and 
enthusiasm. Psychologically, the frustration of the need 
to be heard can lead to serious consequences"• 3 

1 Planty, E. G. "A Basic Approach to Human Relations"• 
HOspital Management. 79, February 1955. P• 45. 

2 Roethlisberger, F.J. and Dickson, William J. Management and the 
Worker. Harvard university Press, Cambridge, Mass. 1949, P• 160. 

3 
"Employee MOtivation"• Research Institute of America. 

washington, n.c. April 1949, p. 14. 
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Chapter III 

The Background of the Study 

To acquaint the reader with the setting of the problem, a 

description of the selected hospital, some of the personnel 

policies, and pertinent information concern±ng the training of 

the hospital aide are given as a background· for presenting the 

data. 

Description of the Hospital 

'Ihe hospital is a gneral hospital of 452 beds which gives 

service to medical, surgical, gynecological, and pediatric patients 

and has a daily census of approximately 422. It is located in a 

large metropolitan area in the eastern part of the United States, 

where various educational opportunities are available. At the 

time this study was made, there were 91 regular and 11 part time 

staff nurses; 9 assistant head nurses; 22 head nurses; 12 super-

visors; 5 instructors in the staff education department, and an 

adnd.nistrative staff of 5 including the director of nursing service 

and education. 

---- ------- --- -
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Policies and Regulations for Hospital Personnel 

The following excerptsl from the selected hospital's booklet, 

Policies and Regulations for Hospital Personnel, will acquaint the 

reader with these factors as they presently apply to the hospital 

aide. 

Illness: 

The hospital provides for medical care for its employees 

through the Staff Clinic. If any employee has to be hospitalized, 

ward care will be provided for a reasonable period commensurate 

with the length of time he has been employed1here. An employee 

who has a membership in Blue Cross will receive full salary as 

j1 long as the hospital receives full Blue Cross Benefits. 

I 
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Employees who have been continuously employed for less than 

six months will not be entitled to sick leave benefits except in 

those cases where such employees are ordered by the Staff Clinic 

to cease work for the protection of the hospital. After six 

months employment in the hospital, employees are given one paid 

working day for each completed month of work, not to exceed 

twelve days in any calendar year. 

Vacations: 

An employee's first vacation will be based on his length 

jl of service from the date of employment to May 1 or to date of 

l Adapted from the written policies of S.N. selected hospital's 
booklet, Policies and Regulations for Hospital Personnel. 
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Industrial records of terminated employees pointed to the 

sign.i.fi cance of length of service and stated reasons for leaving 

in the problem of turnover. Therefore, the past records were 

reviewed vYith this purpose in mind. Since some turnover is 

inevitable, it was decided to further classify the stated reasons 

for leaving into controllable and non-controllable factors. 

Since no previous type questionnaire concerning attitudes of 

hospital aides about their job had been used in this selected 

hospital, the problem arose as to what type of questionnaire shotud 

be devised. It was felt that an open-e nd questionnaire should be 

given to the employee because of the following merits outlined by 

1 Payne. . 

1. It is uninfluenced and elicits a >tide variety of responses. 

2. It can be used to solicit suggestions and obtain more 

detailed information. 

3. It gives the respondent an opportunity to state the ideas 

on the subject that are uppermost in his mind . 

Approximately seventy-five per cent of the hospital aides 

were interviewed for tile purpose of explaining the questionnaire. 

Because specific questions were not asked, it became necessary to 

set up certain arbitrary categories in which the answers could be 

1 classified. It was hoped that this type of questionnaire might 

point out problem areas which might be used for further study. 

1 Payne, Stanley L. The Art of Asking Questions . pp. 49-50 . 
Princeton, New Jersey: Princeton University Press, 1951. 

17. 









21. 

TABLE III 















I 

employees hired for summer relief work. Because there was such 

a vd. de variation of turnover rates, within the two-year period, 

no other inferences could be made regarding the comparable four 

week intervals in each year. 

Data Obtained from Records of Terminated Personnel 

Stated Reasons for Leaving 

'fue stated reasons for leaving the job were obtained from 

the past records of 210 hospital aides , representing 124 male and 

86 female workers, terminated over a period of two years from 

September 1952 to September 1954. As shown in 1able VII, 155 

employees representing 73.8 per cent of the total terminations 

resigned from their job, and 55 employees representing 26.2 per 

cent were discharged. The most common reason for leaving under 

resignations was job elsewhere. In this group 28 aides or 15.3 

per cent gave this reason. The tvm next groups, each representing 

27 aides or 12.8 per cent, resigned for educational reasons and 

family responsibilities. Since the factor of low wages has been 

frequently cited as an important reason for leaving the job, it 

was ·,·wrthwhile to see that in this study, only 6 aides representing 

2.9 per cent, resigned because of salary discontent. Among the 

stated reasons for discharges, the foremost factor ·was irregular 

attendance which accounted for 36 aides or 17.2 per cent. It was 

most interesting to note also that irregular attendance was the 

highest single factor among all the stated reasons for leaving. 
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TABLE IX 

Length of Service and Percent illnong 
182 'llarminated Hospital Aides* 

Length of Service Number Per cent 
of Aides of Aides 

0 - 5 months 80 44 

3 - 6 months 40 22 

6 - 12 months 26 14 

1 - 2 years 18 10 

2 - 5 years 7 4 

3 - 5 years 9 5 

5 - 10 year s 2 1 

*182 aides • 100% 

Source; Compiled from records of 182 
terminated hospital aides . 
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vri th a patch on t he sleeve indicating that we are an aide. 

Aides should have a new style uniform whi ch would make 
them look less like charwOJnen . Aides are hampered in 
recognition by their uniform. 

-=-- -==-= ------=-- ===----=---==---








































