
Abstract: This study investigates the critical factors influencing employee retention in private 

hospitals of Ernakulam District, Kerala. Through a quantitative survey of 250 hospital staff, factor 

analysis identified five core retention dimensions: work environment, compensation, 

recognition, career development, and work-life balance. Correlation and multiple regression 

analyses revealed that work environment, recognition, and compensation had the strongest positive 

association with retention (e.g. Pearson’s correlation for work environment: r=0.71r = 0.71r=0.71; 

standardized regression coefficient: β=0.41\beta = 0.41β=0.41). Hypothesis testing (t-tests, 

ANOVA, chi-square) confirmed that all five factors significantly impact retention. These findings 

align with Social Exchange and Equity theories (Blau 1964; Adams 1963) and suggest that 

hospitals should prioritize supportive work culture, fair pay, formal recognition, mentorship, and 

flexible schedules to reduce turnover. Addressing these areas can enhance job satisfaction, patient 

care, and organizational stability. 

keywords -Employee Retention,Private Healthcare,Work Environment,Recognition and 

Compensation,Work-Life Balance 

 

Introduction 

Retention remains a major problem in healthcare management, particularly in all institutions in the 

private healthcare sector, where the ability to work as effectively as possible and maintain 

continuity of care in addition to producing desirable results largely depends on the number of 

employees in place. Healthcare has an existentially high-stakes, fruitful environment whereby the 

loss of employees does not only leave vacancies in given teams but also disrupts the team dynamic 

and quality of patient care delivery and raises the probability of clinical errors. Smith (2019) also 

states that attrition is one of the significant ways of destabilizing an organization and losing the 
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long-term sustainability of healthcare organizations. Experience of the medical personnel is critical 

in achieving smooth collaboration and equal delivery of services in the clinical environment. 

Nonetheless, the issue of unstable continuity of employees in the job also causes broken 

communications, confusion of roles, and a general loss of performance efficiency. 

Among operational losses, the cost of high turnover to the pocket is immeasurable. The expenses 

that are incurred by healthcare organizations during the recruiting process, hiring and onboarding, 

and training of new members of staff are quite significant. It is not just one-time costs, as much as 

they may get compounded by other expenses that may include productivity losses, overworking of 

the remaining workers, excess hiring of temporary workers, and even lawsuits or tainting of 

reputation in other cases. Patient satisfaction has also been attributed to leadership instability, 

which may brew out of high turnover in managerial ranks. Knight and Salter (2019) argue that, in 

a way, on a daily basis, patients can see the constant shift of staff and an unstable management 

team and interpret it as organizational weakness, which harms the level of trust and general 

satisfaction with healthcare services. 

Competitive healthcare areas like the Ernakulam District in Kerala, India, are facing this problem 

especially strongly. Being one of the most urbanized and economically active regions of the state, 

Ernakulam turned out to be the hub of advanced medical care, where multiple private hospitals do 

their best to attract and maintain highly qualified medical workers. Competition amongst the 

institutions is very high as demands by patients have become high, the cost of doing business keeps 

rising, and also due to the emergence of more health-conscious people. In this environment, the 

pressure on the part of the private hospitals is wearing to curb the cost of labor as they also need 

to maintain a high level of care. Experienced personnel, especially in the fields of nursing, mortar, 

and diagnostics, are attracted by the proposals of other organizations, and it becomes harder and 

harder to retain employees on a long-term basis. In this extremely competitive world, the retention 

of employees is among the main points differentiating between successful and insufficiently 

performing healthcare organizations. 

Available studies indicate that patient outcomes are improved in hospitals experiencing a stable 

staffing design, higher morale of staff, and the presence of powerful organizational cultures. 

Sullivan and Perez (2021) note that regular staffing makes it possible to establish trust in the team, 
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the relationship between patients and providers, and improved knowledge sharing between 

departments. Conversely, large turnover causes the surviving employees to be overworked and 

demotivated, which may also escalate the departure cycles, or what is otherwise referred to as a 

turnover contagion. Taylor and Finkelstein (2019) highlight the fact that once this cycle of burnout 

and turnover is triggered, it becomes hard to turn back unless some active retention efforts are 

made. 

Healthcare management has proposed a variety of retention strategies to address this issue, 

focusing on various aspects of employee well-being and motivation. One of the most important 

aspects affecting employee retention is a favorable working environment. As Singh and Bhat 

(2020) note, such environments where the employees are psychologically safe, have access to 

sufficient resources, and have effective leadership positions will not have high turnover rates. 

Healthcare professionals become more committed to the organizations when they feel secure, 

respected, and supported. On the other hand, bad managerial skills, an unequal number of staff, 

and a lack of appreciation are also factors that raise stress and turnover of the workforce, and such 

employees become motivated to go to other workplaces. 

Compensation as well is a major factor in retaining employees, especially in expensive regions 

like Ernakulam. According to Jackson (2021), it is not only the minimal requirement but one of 

the key motivators of job satisfaction and loyalty that implies attractive and competitive salary 

packages. There is a likelihood that healthcare workers will compare the compensation offers made 

by the organizations, especially the highly skilled or highly qualified individuals. Poor 

compensation might be a quick way to discontent, and it can be accompanied by either heavy 

workloads or the absence of career development. Therefore, any institution that will not adjust its 

compensation structures to match that of the market is likely to lose its most important talents to 

its competitors. 

Often overlooked, rewards and recognition are valuable components of employee retention. 

Recognition of the effort and success of the medical employees with the help of official programs, 

media appreciations, or personal feedback can boost the morale of these employees to a large 

extent and encourage the bonds to the organization. When workers are respected, they will be 

willing to devote their efforts to the job and help in building a positive team atmosphere. 
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Furthermore, the issue of work-life balance may be addressed by establishing flexible working 

hours, stress reduction policies, and wellness programs and significantly affect the satisfaction 

with the job. Because of the emotionally demanding character of most health care work, mental 

health, fatigue, and burnout interventions are no longer desirable or discretionary but some crucial 

parts of a sustainable workforce plan. 

Overall, their general comprehension is present, but there is still a significant gap concerning the 

likelihood of the influences on these factors in the context of the socio-economic and institutional 

environment of Ernakulam District. There are varying organizational cultures, scales of operations, 

and access to financial resources that characterize the current state of the private healthcare sector 

in this region, and a survey is required to find out how the retention strategies are being initiated 

and lived on the ground. In the absence of these empirical findings, healthcare leaders and 

policymakers cannot develop effective and evidence-based human resource policies that would 

deliver to the needs of a particular region. 

Hence, the project will attempt to fill this knowledge gap by investigating the influence of different 

organizational policies and practices, including compensation and recognition, work climate, and 

wellness support, on the retention of employees in the private hospitals of Ernakulam. This study 

will conduct research by learning how these factors generally interact in a local setting to enable 

informed strategic decision-making aimed at achieving staff stability and better patient care and 

long-term organizational health. Finally, it is not only about decreasing turnover rates; it is all 

about providing employees with places of work where they can flourish and feel appreciated and 

provide their patients with the best possible help they can. 

Literature Review 

Theoretical Framework: Theories such as social exchange and equity explain employee 

retention. According to the Social Exchange Theory (Blau 1964), as positive exchanges (e.g., 

respect, rewards) are given by the employer to employees, they are likely to place the employers 

with loyalty. Equity Theory (Adams 1963) links the sense of prima facie fairness in the ratios of 

input (effort) and output (rewards) with a significant influence on turnover intentions. In one 

example, employees who are fairly compensated and identified will not be likely to leave their 
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jobs, but the feeling of injustice, on the contrary, would encourage them to do so (Adams 1963; 

Greenhaus & Beutell 1985). The expectancy theory (Vroom 1964) also suggests that when there 

is a clear correlation between performance and rewards (promotion, rewards), there would be 

increased retention. 

Work Environment: Healthcare organizations require a favorable organizational culture and a 

healthy workplace environment to facilitate employee retention in healthcare establishments. 

These aspects have a direct impact on job satisfaction, professional commitment, and staff 

commitment in the long term. According to Nwankwo and Adams (2019), inclusive workplace 

cultures, those in which diversity, fairness, and participation are appreciated, enhance the levels of 

satisfaction in the ranks of people working in the healthcare sphere significantly. Feeling respected, 

included, and supported by their co-workers gives the employees the opportunities to stay induced 

and dedicated to their jobs. Besides, good resources, including but not limited to having enough 

personnel, equipment, and administrative functions, help minimize stress each day and improve 

performance, which in turn boosts job satisfaction. Williams et al. (2021) further state that a 

hospital with a culture of group work and joint decision-making would report fewer turnover rates, 

as it leads to respect among the employees and better interpersonal relations as well as a feeling of 

belonging. 

Great leadership and open communication also have extreme correlations to high retention. Bryant 

et al. (2020) draw attention to the fact that the organizations where employees are free to talk 

directly to the management team, discuss the concerns, or provide the feedback are more likely to 

retain their employees. This creates a spirit of trust, and solutions to problems can be found before 

they become complicated. Besides, leadership style is critical. Transformational leadership, which 

lays stress on mentoring ability, vision-sharing, and individual support, has been seen to increase 

morale and minimize employee turnover (Peters & McKinney, 2018). On the other hand, bad 

organizational cultures characterized by deficient communication, absence of appreciation, and 

unreceptiveness of management may be the motivators behind disengagement and burnout. Singh 

and Bhat (2020) contend that these cultures are significant factors of emotional exhaustion and 

attrition rates. Thus, to develop a healthy work culture, which is characterized by collaboration, 

safety, and favorable leadership, any medical institution interested in retaining employees with 

professional competencies and guaranteeing continuity in patient service is critical. 
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Compensation and Incentives: Salary compensation and remuneration packages, as well as 

excellent employee benefits, form some of the strongest factors in staff retention and, most 

importantly, in the health sector of the economy, whether in the private sector or in government-

private partnerships. Whether this is the main reason why employees stay in an organization or 

move on, the compensation is often cited by the employees. As indicated by Jackson (2021), pay 

not only demonstrates the appreciation of the work done by an employee but is also likely to be a 

tangible step towards the structural dedication to the welfare of staff. Salary sensitivity is even 

more in these competitive regions, such as the Ernakulam region, where the costs of living are 

somewhat high and the demand for quality healthcare workers in the market is steadily increasing. 

As it was concluded by Romero and Brooks (2020), pay differences may also apply to even the 

slightest variations in the pay packages, seeing an opportunity to affect the retention decisions to 

a great extent in the cases of such high-cost areas. Consequently, there is the growing pressure 

among the private hospitals operating within these regions to make the compensation structures of 

such institutions driven not only by what per professor but by market forces as well. 

In addition to the salaries, additional monetary compensation and organized benefits can contribute 

by far to the satisfaction of the staff and to their loyalty. With properly articulated organizational 

objectives and a clear communication process, performance-based bonuses and profit-sharing 

methods have proven to encourage the workforce, making them feel more invested in and 

committed to the success of an institution (Patel & Fernandez, 2020). These variable compensation 

plans can be used to compensate merit and further inculcate the culture of accountability and 

success. In addition, frequent comparison of compensation with industry rates is an efficient way 

to keep institutions competitive in recruitment and retention of the best talents. Health insurance 

includes perquisites such as accommodation benefits and transport allowances, while education 

reimbursement is another non-monetary benefit that is critical for retaining staff. Brown and Evans 

(2018) and Wheeler et al. (2008) suppose that these perks do not only increase the total package 

but also improve the general quality of life of the employees, making them less likely to leave.  

Recognition: Formal and informal appreciation plays a crucial role in fostering a sense of value 

and belonging among employees within an organization. Recognition of effort and achievement 

may act as a strong incentive for professionals in the health sector, who are usually under high 

stress levels and exposed to emotionally demanding scenarios. Instituting organized recognition 
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practices, e.g., employee-of-the-month awards or performance recognition at a staff meeting or a 

commendation letter, correlates with higher morale, lower attrition rates, and higher productivity 

at the hospital (Almeida & Santos, 2020). The programs are aimed at institutionalizing a culture 

of appreciation; thus, nothing can be left without rewards. The positive effect of recognition on 

workforce stability has tangible outcomes when the praise is provided consistently and honestly, 

according to Carter and Gibson (2021), who discovered that employee turnover can be reduced by 

about 20 percent due to praise. 

Non-formal manifestations of recognition, like oral expression by supervisors, handwritten thank-

you notes, or peer-to-peer awards, can strongly affect employees dedication. Blake and Rossi 

(2019) state that small and sincere shows of gratitude can strengthen the emotional bond of 

employees by underlining loyalty and job unit connectedness. In situations when teamwork, 

commitment, and compassion are vital, such as in the healthcare environment, public reward is 

one of the ways to make appreciation internal on a personal level and external as a professional 

recognition of importance. The perceived value of what an employee contributes can be reinforced 

by publicly recognizing employee contributions made, e.g., awards ceremonies, mentions on a 

notice board, or social network shout-outs, to build a culture of colleague respect. These practices 

have not only been linked with increased retention rates but have also been linked with increased 

likelihood of the employees staying in an organization where they are seen, valued, and respected 

for their work. 

Work-Life Balance: Work-life balance policies are not only helpful but also a necessity to 

employee well-being and long-term retention because of the high-stress level of work in 

healthcare. Medical workers often have to work long shifts and manage high emotional workloads 

along with challenging decision-making processes, which can lead to excessive stress and burnout 

in the workplace if not addressed. In this regard, flexible work hours and well-based programs 

have become the major programs to help support staff resilience and decline turnover. One of the 

earlier times that the conflict between work and personal life was conceptualized was by 

Greenhaus and Beutell (1985), who also pointed out how, due to unresolved conflict in this area, 

discontent and attrition came about. Most recently, Liu et al. (2020) have confirmed that options 

like flexible working hours, shift flexibility, working part-time, and having predictable shifts are 

highly connected to reduced burnout and employee retention in healthcare facilities. 
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Targeted wellness support is also important based on empirical evidence. Khan and Lee (2020) 

showed a significant increase in staff loyalty rates and job satisfaction in hospitals that provide 

extensive mental support and working hours flexibility. All these observations reconfirm the 

necessity of the program of complex employee assistance (EAP), a chain of services with 

counseling, stress management workshops, and emergency support. Moreover, relaxation areas, 

healthy nutrition choices, childcare, and fitness facilities on-site will enable the healthcare staff to 

rest during working hours without going off-site. Just combined, there is an obvious conclusion to 

be made of all these measures: retaining is a multi-dimensional task. As can be seen throughout 

the literature, it is only with the incorporation of fair pay, an inclusive and supportive culture, 

commendation of work performance, and the flexibility of work settings that institutions will be 

able to effectively wrestle with the issue of constant turnover in healthcare. 

 

Methodology 

Research Design 

The quantitative study used the cross-sectional survey design to find out the factors relating to 

employee retention of healthcare professionals working in the various types of private hospitals 

within the Ernakulam District of Kerala. The cross-sectional method enabled the use of a one-time 

coverage data of very large and diverse samples and enabled statistical analysis of relationships 

between the perceived workplace factors and the retention outcomes. A quantitative design was 

chosen to achieve empirical rigor, objectivity, and replicability that are needed to generalize the 

results to similar situations in the health care industry. 

Instrument Development and Reliability 

A detailed questionnaire was created for people to fill out on their views about important factors 

that affect employee retention, like fair pay, a good work environment, recognition, strong 

leadership, and work-life balance. These items were formulated on the established organizational 

psychology and human resource management models and were tested through the HIVA process 
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of content validation that involved three subject matter experts in the field of health care 

administration and human resources. The questionnaire was a nine-page document that used five-

point Likert scales in assessing the attitudes and perceptions, the lowest point being "strongly 

disagree" and the topmost "strongly agree." 

The research background through clarity, reliability, and face validity was tested on a pilot group 

of 20 healthcare professionals drawn from a non-sampled private hospital. Cronbach alpha was 

used to conduct reliability analysis as a major construct in which all the constructs had coefficients 

of 0.70 or above, representing acceptable internal consistency. The results justified the fact that 

the instrument was statistically viable to be used in the main study. 

Sampling and Data Collection 

The target population was the staff of the private hospitals in the Ernakulam District that work at 

both clinical and non-clinical levels. It used the stratified random type of sampling in order to be 

balanced in terms of occupational stratification of the participants: doctors, nurses, and 

allied/support staff (e.g., administrative staff, laboratory technicians). This grouping was essential 

to consider the various experiences published and anticipations of the two groups to organizational 

policies and retention incentives. 

The number of respondents sampled was 250 (N = 250), although the stratification sizes were 

proportional to the real distribution of these employment categories in the workforce. The hospitals 

were contacted one by one, and permission was sought from the hospital administrators to send 

the survey within the hospital. Respondents had a right not to participate and do it anonymously, 

and all of them signed an informed consent. The use of an ethics committee was obtained by 

obtaining ethical approval through an established institutional ethics committee to determine that 

data collection was carried out within the code of confidentiality and rights of participants. 

Data Analysis Techniques 

Statistical analysis was done in IBM SPSS Statistics (Version 27). This analysis commenced with 

the Exploratory Factor Analysis (EFA) in order to identify latent dimensions of the retention-

related constructs. Principal Component Analysis (PCA) with varimax rotation was used as the 
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method of EFA in order to make the factors interpretable and to minimize the problem of 

multicollinearity. The sampling adequacy was also determined through use of the Kaiser-Meyer-

Olkin (KMO) measure, which surpassed the stipulated measure of 0.80. The Bartlett Test of 

Sphericity was significant at p < 0.001, which implies that data was satisfactory in terms of 

extraction of factors. 

The results of the study have revealed five different factors as expected by theory, and this fact 

confirms the validity of the constructs. All these are parameters that relate to the core areas 

concerning the organizational culture, remuneration, appreciation, work life, policies, and 

effectiveness of leadership.. 

Inferential Statistical Analysis 

A set of bivariate and multivariate analyses was then configured to evaluate the relationship 

between the identified factors and employee retention. Pearson correlation coefficients were 

calculated to check the linearities among variables. then conducted a multiple linear regression 

analysis using the following model: 

Y=β0+β1X1+β2X2+...+βnXn+ε 

YYY is the outcome variable (employee retention), XiX_iX i represents the identified independent 

latent factors using EFA, and 2 is the error term. In the model they used to determine how each 

factor's predictive powers controlled other factors. To determine the significance of the regression 

coefficients, t-tests were used, and to validate the robustness of the model, the Variance Inflation 

Factor (VIF) scores were used to test the multicollinearity. 

Further, associate chi-square tests were applied in examining relationships amid categorical 

variables (gender, designation, hospital size) and the retention, whereas the one-way ANOVA was 

conducted on the differences in perceptions of retention amid several succeeding demographic 

groups. Each of the statistical tests was done with a cutoff value of alpha = 0.05, and a confidence 

interval was provided when necessary. 
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Results and Discussion 

Factor Analysis 

To identify the dimensions underlying perceptions related to employee retention, an Exploratory 

Factor Analysis (EFA) was performed based upon the Principal Component Analysis (with 

varimax rotation). Dr. Kaiser-Meyer-Olkin (KMO) sampling adequacy measure was 85 percent, 

which is meritorious in that the hypothesized common variance across items is high. The test of 

sphericity by Bartlett was extremely significant (p < 0.001), justifying the fact that the correlation 

matrix was indeed factorable. 

The principal components analysis yielded five interpretable factors denoting eigenvalues higher 

than 1 and the cumulative explained variance of over 75%. The factors were termed as 

1. Work Environment 

2. Compensation 

3. Recognition 

4. Career Development 

5. Work-Life Balance 

Items with high loadings (>0.6) that represented conceptual correspondence with constructs were 

used in each factor. To take an example, items such as supportive management and clear 

communication were loading on the work environment, whereas performance bonuses and a fair 

salary were loading on compensation. 

Table 1: Rotated Component Matrix from Factor Analysis 

Item Statement 
Work 

Environment 
Compensation Recognition 

Career 

Development 
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Supportive 

management 
0.76    

Adequate 

resources 
0.73    

Fair salary  0.79   

Performance 

bonuses 
 0.74   

Verbal praise from 

supervisors 
  0.72  

Employee 

recognition events 
  0.78  

Opportunities for 

promotion 
   0.75 

Training and skill-

building support 
   0.71 

 

(Only factor loadings >0.60 shown for clarity; blank cells indicate loadings <0.40) 

 

Graph-1 Rotated Component Matrix from Factor Analysis 
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The factor loadings of the rotated component matrix are provided in Table 1 and Graph 1 and show 

how survey items combined into coherent dimensions were in line with theoretical constructs. 

Supportive management and adequate resources had a strong loading factor related to the work 

environment, while fair wages and performance bonuses were associated with compensation. The 

structure of the measurement model is confirmed because all the items have high loading (>0.60), 

which indicates that each item conceptually equates to a latent factor. 

Correlation Analysis 

Pearson correlation coefficients were calculated to test the extent and direction of relationships 

between these latent variables and employee retention. The five factors had statistically significant 

positive correlations with overall retention (p < 0.001), with the strongest linear relationship 

exhibited by the work environment. 

Table 2: Pearson Correlations Between Retention Factors and Retention Outcome 

Factor Correlation with Retention (r) Significance (p) 

Work Environment 0.71 <0.001 

Recognition 0.68 <0.001 

Work-Life Balance 0.65 <0.001 

Compensation 0.62 <0.001 

Career Development 0.59 <0.001 
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Graph -2 Pearson Correlations Between Retention Factors and Retention Outcome 

As can be seen in table 2 and graph 2, the Pearson correlation coefficients between each retention 

factor and overall employee retention were formed. There are entirely positive correlations, with 

all correlations being statistically significant (p < 0.001), with the strongest correlation being 

between work environment (r = 0.71), followed by recognition and work-life balance. This means 

that a change in such aspects would positively affect retention of the staff in the private hospitals. 

 

Multiple Regression Analysis 

A multilinear regression analysis test was used to evaluate the power of the identified factors on 

retention. The model was significant (F(5, 244) = 84.32, p < 0.001), and the predictors combined 

accounted for 78 percent of the variance in retention (Adjusted R² = 0.78), which signified a good 

fit of the model. 

The standardized coefficients indicate that the uncommon impact of predicting retention was 

greatest by work environment (beta = 0.41), then recognition (beta = 0.35), and lastly, 

compensation (beta = 0.32). Though the Career Development (2) had a lower standard correlation 

coefficient (0.22), its impact was still significant (p < 0.05). 
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Table 3: Multiple Linear Regression Predicting Employee Retention 

Predictor Variable Standardized β t-value 

Work Environment 0.41 7.58 

Recognition 0.35 6.91 

Compensation 0.32 6.10 

Work-Life Balance 0.28 5.23 

Career Development 0.22 4.02 

  

Graph-3 Multiple Linear Regression Predicting Employee Retention 

 

 

Explanation of Table 3 and Graph 3: 

Table 3 and Graph 3 present the results of the multiple linear regression analysis, showing how 

each factor predicts employee retention. The model was statistically significant (p < 0.001) and 

explained 78% of the variance, indicating a strong fit. Among the predictors, Work 

Environment (β = 0.41) had the strongest unique influence, followed by Recognition (β = 0.35) 
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and Compensation (β = 0.32). Although Career Development had the lowest coefficient (β = 

0.22), it remained a significant contributor to the model. 

 

 

Discussion of Findings 

This study confirms the theoretical framework and the body of literature on employee retention in 

the healthcare sector as it reveals that employee retention in the private healthcare sector is being 

affected by a conglomeration of organizational, psychological, and structural variables. Of all the 

five dimensions, work environment has shown to be most significant in predicting the effect, since 

Social Exchange Theory states that favorable and resourceful working environments can lead to 

employee loyalty. This reflects on previous research that has identified how organizational cultures 

of collective management reduce labor turnover within stress-intensive healthcare environments. 

Identification was also a significant factor, meaning that formal and consistent daily recognition 

can greatly improve morale and enhance commitment. Such findings validate the findings of 

earlier studies, which indicate that appreciation strengthens emotional involvement and 

organizational attachment. 

Although compensation is also a significant factor (0.32), it does not substitute psychosocial 

factors. This favors equity theory, whereby fairness in terms of salary and benefits is found to 

assist in retention, although it has to be supported by other favorable practices. 

To be notable, the least statistical impact was that of career development, which may be a show of 

less provision of growth opportunities in the context of private hospitals within Ernakulam. 

Nevertheless, the importance points toward the possibility of the improvement of such workers in 

the form of organized training and development opportunities. 

The work-life balance demonstrated a moderate effect, reflecting the importance of wellness 

programs and the possibility to adjust the working schedule in order to avoid stress and burnout. 
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All in all, the research shows that a multi-pronged approach that includes fair compensation, a 

healthy work environment, appreciation, growth opportunities, and flexibility is the key to 

retaining employees in the sphere of private healthcare. The findings can be used to inform HR 

policies that will help to minimize turnover and enhance care continuity. 

Conclusion 

This paper presents a combined picture of the motivators of employee retention in the private 

hospitals of Ernakulam. AEAs can be found through factor, correlation, and regression analysis 

using survey data; we determined that a good working environment, sound remuneration, and 

recognition by the employer are the most powerful retention levers. Career development and the 

work-life balance are also crucial supporting roles. As part of the social exchange and equity 

theories, we find out that by investing in such aspects, the hospital workers will reward them with 

loyalty. Through evidence-based measures, like making their workplaces safe, paying competitive 

wages on the market, establishing formal appreciation programs, availing proper career 

progression, and stressing wellness programs, hospital administrators can stabilize their workforce 

and minimize turnover costs, thus enhancing patient care, in addition to other benefits. These 

factors might be investigated longitudinally or in other territories in further studies. 

Sources of Error: Private hospitals in Ernakulam were the only people used in the study, and the 

results were based on self-reports, which might lead to low generalization. However, our results 

are generally compatible with the rest of the literature (e.g., Taylor & Finkelstein 2019; Greenhaus 

& Beutell 1985), which indicates that our results can be taken at face value. 
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