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Abstract
Professional nurses are registered nurses who provide comprehensive nursing treatment and care to patients at various levels 

of health care. Intentions to quit a job are frequently associated with employee motivation and job satisfaction factors. It has been ob-
served that some of the health professional nurses are quitting Mankweng academic hospital more frequently and which is affecting 
the service delivery. There is no research done regarding the turnover of the Professional nurse from this institution. 

The aim: The main objective of the study is to figure out what factors concern Professional nurses to quit Mankweng Hospital.
Material & methods: The study was a retrospective cross-sectional descriptive quantitative design to analyze the profile of 

all Professional nurses who quit Mankweng Academic Hospital for 5 years from January 2018 to December 2022.
Result: A total of 47 professional nurses resigned over 5 years from different departments. Lack of promotions (34 %) was 

the key reason which made professional nurses quit their job at Mankweng Hospital. Poor working conditions (12.8 %) and work- 
related stress (12.8 %) are other important reasons for resignING. 

Conclusions: Lacks of promotions, poor working conditions, and work-related stress are important factors responsible for 
quitting jobs. Increased staffing, employee support, and enhanced promotion are vital to address to retain the employee.
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1. Introduction
Professional nurses are high-level category nurses who obtain their degree after four years 

of course in South Africa. Professional nurses are registered nurses who provide comprehensive 
nursing treatment and care to patients at various levels of health care [1]. Shortages and staff turn-
over have been recognized as one of big concerns for employer and patient care in the healthcare 
sector worldwide [2]. Employee turnover is described as the circumstances in which employees 
depart the organization for several reasons and, consequently, affect the organization concerning 
overall expenditure and the ability to distribute the optimum required services [3].

Some studies stated the importance of health factors, counting fatigue and mental strain at 
the individual level, regarding nurses’ intentions to leave [4–7]. Previous research pointed out that 
work stress and time pressure affect intentions to leave and staff turnover [5, 8]. Few studies indica-
ted that support from supervisors is important for lowering the intentions of nurses to leave [9, 10].

It has been observed that some of the Professional nurses are quitting Mankweng academic 
hospital more frequently and which is affecting the service delivery seriously. There is no research 
done regarding the turnover of the Professional nurse from this institution. 

Aim: Primary objective of the study is to understand what factors influence health Pro-
fessional nurses are resigning from Mankweng Academic Hospital. Information from this audit 
analysis can be presented to the Mankweng Hospital authority to improve retention strategies and 
plans to prevent high turnover of Professional nurses.

2. Material & Methods
The study was a retrospective cross-sectional descriptive quantitative design to analyze the 

profile of all Professional nurses who quit Mankweng Academic Hospital, Limpopo, South Africa, 
for a 5-year period from January 2018 to December 2022.
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Study setting
Mankweng Hospital is situated in Turfloop/Sovenga, 30 km away from Polokwane city, 

Limpopo Province, South Africa. It is a tertiary academic hospital providing training and clinical 
services to the population of the Limpopo Province. Currently, 125 professional nurses are working 
out of 360 approved posts in Mankweng Hospital.

Study population: All Professional nurses who quitted from Mankweng Academic Hospi-
tal for 5 years from January 2018 to December 2022

Inclusion criteria. Professional nurses resigned or went for early retirement from Mank-
weng Hospital from January 2018 to December 2022

Exclusion criteria. A professional nurse who retired at normal retirement age and profes-
sional nurse transferred to another hospital.

Data Collection & Analysis: Data from the exit interview information sheet for a 5-year 
period from 2018 to 2022 was collected from Human resource (HR) management. HR usually col-
lect exit interview of all employees when they resign or retire. The data collected were documented 
in a data collection sheet comprising gender, rank, department/section the employee was working 
in, the reason for leaving, year of work in the department, suggestion for retention of the employee, 
rating immediate supervisor (from outstanding to very poor). The collected data were transferred 
to an Excel spreadsheet. The statistical software package Stata version (Stata Corp, USA) was used 
for data analysis. Descriptive statistics and frequencies are used to analyze the data.

3. Result
A total of 47 Professional nurses resigned from January 2018 to December 2022 from anaes-

thesia, general surgery, gynaecology, orthopaedics, ophthalmology, and paediatric departments. 
They worked in Mankweng Hospital for 1 year to 37 years. Details are in Table 1.

Table 1
Descriptive summary of Professional nurse resignation

Exit interview information Description Frequency (%)
1 2 3

Gender Male 2 (4.3 %)
Female 45 (95.7 %)
Total 47

Reasons of resigning Promotion 16 (34 %)
Poor working condition 6 (12.8 %)

Work-related stress 6 (12.8 %)
Ill health 5 (10.7 %)

Family reason 5 (10.7 %)
Relocation to another area 3 (6.4 %)

Lack of prospect advancement 2 (4.3 %)
Further study 1 (2.1 %)

Set up business 1 (2.1 %)
Personal matter 1 (2.1 %)

Temporary contract 1 (2.1 %)
Total 47 (100 %)

Suggestion made 
for retention 

Improve staffing 23 (48.9 %)
Employee support 8 (17 %)
Salary adjustment 4 (8.5 %)

Enhance promotion 3 (6.4 %)
Improve working condition 2 (4.3 %)

Recognition 2 (4.3 %)
Appoint permanently 2 (2.2 %)

Other (provide prospect advancement, be transparent, Development 
nursing personnel 3 (6.4 %)

Total 47 (100 %)
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1 2 3
Rating supervisor Outstanding 4 (8.5 %)

Very good 13 (27.7 %)
Good 21 (44.7 %)
Fair 9 (19.1 %)
Poor 0

Very poor 0

4. Discussion
A total of 47 Professional nurses resigned over a 5-year period from different departments. 

Lack of promotions (34 %) was the key reason which made professional nurses resign from Mank-
weng Hospital. Poor working conditions (12.8 %) and work-related stress (12.8 %) are other impor-
tant factors responsible for quitting the jobs. 

Aluminati stated that huge percentages of employed people are actively looking for a new 
career path [11]. It showed in the study that 34 % of professional nurses left because of a lack of pro-
motions. Career promotion is one of the contributing factors to employee turnover in hospitals [12]. 

There are many grounds for resigning personal factors, organizational factors, geographical 
distance to work or an individual venture for career opportunities which may not be possible to 
achieve within the existing organization [9, 13, 14]. Resignation of skilled and experienced health 
professionals can affect any organization, which can be a concern. However, few strategies needed 
to be taken to improve employee retention [11].

Resignation could affect one’s organization. As an alternative to losing employees, one 
should play other roles and opportunities to help employees find more job satisfaction [11]. Alu-
minati advocated providing more value to Employees and Improving retention strategies [11]: In 
our study, one of the important suggestions is made by resigned Professional nurses to support em-
ployees (17 %) in order to keep the staff. Salary adjustment is also indicated by a few nurses (8.5 %). 
Curry et al., 2005 stated supervisor support is of utmost importance in preventing employees from 
leaving [15]. Employers need to recognize that it takes significantly longer to recruit someone. The 
solution, then, is to immediately reinforce retention while ramping up recruiting [16].

According to the 2022 NSI National Healthcare Retention & RN Staffing Report, the ave-
rage hospital turnover rate in 2021 was 25.9 %, revealing a 6.4 % increase over the prior year. 
Despite their 2021 goal of reducing turnover, hospitals failed to reduce turnover, and in the last 
five years, hospitals have turned over 100 % of their staff [17]. In our study, the turnover rate of 
professional nurses was 38 % in the last 5 years in Mankweng Hospital. There is already a shortage 
of professional nurses in this institution, with only 125 (35 %) posts of professional nurses filled 
from 360 approved posts. If the turnover rate increases, service delivery will seriously affect this 
understaffed situation. Why turnover is such a problem in the healthcare industry is the first step 
to resolving it. Common issues that perpetuate turnover numbers may include the following: lack 
of workplace engagement, burnout symptoms of stress, anxiety, depression, stiff competition for 
ta lent and reaching retirement age. A key to solving the turnover problem lies in the ability to 
increase employee engagement to attract top talent in a competitive landscape and keep current 
employees happy, minimizing the risk of staff considering other job opportunities [17].

Healthcare employees are incredibly prone to burnout and fatigue. In the healthcare indus-
try, burnout is primarily caused by staffing shortages, and its impact worsens over time. If hospi-
tals do not address their turnover crisis, patient care will worsen over time. In this study, 25 % of 
the nursing staff resigned because of Poor working conditions and work-related stress. Employees 
are more interested in staying and working when the organization has friendly conditions [18]. 
Approximately 49 % of resigned professional nurses suggested to increase the staff number.  
Surprisingly, for those of the nurses [16] who resigned because of getting a promotion somewhere, 
only one [1] of them suggested for enhancing the promotion.

Nonetheless, 8 (50 %) of them advocated increasing the number of staff. The shortage of 
staff is critical in this institution. Hence the increased number of staff will improve the working 
condition and reduce burnout, fatigue, and stress, which will, in turn, enhance staff retention. 

Continuation of Table 1
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Some studies demonstrate that support from managers is important for lowering the inten-
tions of nurses to leave [9, 10]. If hospitals do not address their turnover crisis, patient satisfaction 
will continue to fall, and health care will deteriorate over time. 

Neo et al. mentioned that one of the main reasons staff resigns from organizations is their 
relationship with their immediate superior. Most supervisors are unaware of the relationship bet-
ween their actions and their decisions with their juniors [19]. Gardner stated that staff engagement 
is important in the organization, which can improve when supervisors and managers understand 
how they can help themselves with skills and knowledge to help them understand employees’ needs 
to implement a retention plan [20]. In this study, the employee’s relationship with the immediate 
supervisor is quite good. Over 80 % of professional nurses rated their immediate supervisor as 
good, very good and outstanding. Only 19 % mentioned fair. Zhao and Zhou stated that lower job 
satisfaction is associated with a higher rate of turnover [21]. Employees are more influenced to stay 
and work when the organization is steady and pleasant working conditions [18].

Research limitations. It is a retrospective study, and the sample size is small.
Prospects for further research. There is a prospect for further Prospective surveys on  

existing nursing staff to have their opinion, and it will give us more valuable information. 

5. Conclusions
Lacks of promotions (34 %), poor working conditions (12.8 %) and work-related stress (12.8 %) 

are important factors responsible for quitting the jobs of professional nurses. 
Increased staffing, employee support, and enhanced promotion are vital to address to retain 

the employee. 

Conflict of interest
The authors declare that there is no conflict of interest in relation to this paper, as well as 

the published research results, including the financial aspects of conducting the research, obtaining 
and using its results, as well as any non-financial personal relationships.

References 
[1] Professional nurse. Available at: https://www.dpsa.gov.za/dpsa2g/documents/rp/2007/OSD/Annex_A_OSD_Professional_

Nurse.pdf Last accsess: 03.06.2023
[2] Aiken, L. H., Sloane, D. M., Bruyneel, L., Van den Heede, K., Sermeus, W. (2013). Nurses’ reports of working conditions and

hospital quality of care in 12 countries in Europe. International Journal of Nursing Studies, 50 (2), 143–153. doi: https://doi.org/
10.1016/j.ijnurstu.2012.11.009

[3] Yankeelov, P. A., Barbee, A. P., Sullivan, D., Antle, B. F. (2009). Individual and organizational factors in job retention in
Kentucky’s childwelfare agency. Children and Youth Services Review, 31 (5), 547–554. doi: doi: https://doi.org/10.1016/
j.childyouth.2008.10.014

[4] Havaei, F., MacPhee, M., Susan Dahinten, V. (2015). RNs and LPNs: emotional exhaustion and intention to leave. Journal of
Nursing Management, 24 (3), 393–399. doi: https://doi.org/10.1111/jonm.12334

[5] Hayes, L. J., O’Brien-Pallas, L., Duffield, C., Shamian, J., Buchan, J., Hughes, F. et al. (2006). Nurse turnover: A literature
review. International Journal of Nursing Studies, 43 (2), 237–263. doi: https://doi.org/10.1016/j.ijnurstu.2005.02.007

[6] Perry, L., Gallagher, R., Duffield, C., Sibbritt, D., Bichel-Findlay, J., Nicholls, R. (2016). Does nurses’ health affect their in-
tention to remain in their current position? Journal of Nursing Management, 24 (8), 1088–1097. Portico. doi: https://doi.org/
10.1111/jonm.12412

[7] Sveinsdóttir, H., Blöndal, K. (2014). Surgical nurses’ intention to leave a workplace in Iceland: a questionnaire study. Journal
of Nursing Management, 22 (5), 543–552. doi: doi: https://doi.org/10.1111/jonm.12013

[8] Chan, Z. C. Y., Tam, W. S., Lung, M. K. Y., Wong, W. Y., Chau, C. W. (2012). A systematic literature review of nurse
shortage and the intention to leave. Journal of Nursing Management, 21 (4), 605–613. doi: https://doi.org/10.1111/j.1365-2834.
2012.01437.x

[9] Hom, P. W., Mitchell, T. R., Lee, T. W., Griffeth, R. W. (2012). Reviewing employee turnover: Focusing on proximal withdra-
wal states and an expanded criterion. Psychological Bulletin, 138 (5), 831–858. doi: https://doi.org/10.1037/a0027983

[10] Eriksson, A., Jutengren, G., Dellve, L. (2021). Job demands and functional resources moderating assistant and Registered
Nurses’ intention to leave. Nursing Open, 8 (2), 870–881. doi: https://doi.org/10.1002/nop2.694



Original Research Article:
full paper

(2023), «EUREKA: Health Sciences»
Number 5

Nursing and Health Professions

[11] Aluminati (2022). Available at: https://www.aluminati.net/the-impact-of-the-great-resignation-on-your-organization/
#:~:text=With%20this%20perspective%2C%20the%20Great,employees%20find%20more%20job%20satisfaction Last acces- 
sed: 03.03.2023

[12] Four Factors Contributing to High Turnover in Healthcare (2021). HealthStream. Available at: https://www.healthstream.com/
resource/blog/four-factors-contributing-to-high-turnover-in-healthcare Last accessed: 05.03.2023

[13] Chiu, R. K., Wai-Mei Luk, V., Li-Ping Tang, T. (2002). Retaining and motivating employees. Personnel Review, 31 (4),
402–431. doi: https://doi.org/10.1108/00483480210430346

[14] Hasselhorn, H., Müller, B. H., Tackenberg, P. (2005). NEXT Scientific Report. Wuppertal: University of Wuppertal, 56.
[15] Curry, D., McCarragher, T., Dellmann-Jenkins, M. (2005). Training, transfer, and turnover: Exploring the relationship

among transfer of learning factors and staff retention in child welfare. Children and Youth Services Review, 27 (8), 931–948.
doi: https://doi.org/10.1016/j.childyouth.2004.12.008

[16] Breitling, F., Dhar, J., Ebeling, R., Lovich, D. (2021). 6 Strategies to Boost Retention Through the Great Resignation. Available 
at: https://hbr.org/2021/11/6-strategies-to-boost-retention-through-the-great-resignation Last accessed: 28.02.2023

[17] Healthcare Turnover Rates (2023). DailyPay. Available at: https://www.dailypay.com/resource-center/blog/employee-turn-
over-rates-in-the-healthcare-industry/ Last accessed: 05.03.2023

[18] Bergmann, T. J., Scarpello, V. G. (2001). Compensation decision making. Harcourt, Fort Worth, TX.
[19] Noe, R. A., Hollenbeck, J. R., Gerhart, B., Wright, P. M. (2006). Human Resources Management: Gaining A Competitive

Advantage. New York: McGraw Hill.
[20] Gardner, D. G., Dunham, R. B., Cummings, L. L., Pierce, J. L. (1987). Employee Focus of Attention and Reactions to Organi-

zational Change. The Journal of Applied Behavioral Science, 23 (3), 351–370. doi: https://doi.org/10.1177/002188638702300305
[21] Zhao, W., Zhou, X. (2008). Intraorganizational career advancement and voluntary turnover in a multinational bank in Taiwan.

Career Development International, 13 (5), 402–424. doi: https://doi.org/10.1108/13620430810891446

© The Author(s) 2023
This is an open access article  

under the Creative Commons CC BY license

Received date 13.06.2023 
Accepted date 19.08.2023 
Published date 30.08.2023

How to cite: Bhuiyan, M. M. Z. U. (2023). Factors influencing of professional nurse resignation from Mankwneg Academic Hos-
pital, Limpopo, South Africa. EUREKA: Health Sciences, 5, 00–00. doi: http://doi.org/10.21303/2504-5679.2023.003065


