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‘ INTRODUCTION \

The exit interview 1s a process used to find out the reasons for which employees leave the organization. In Human Resource terms, an exit interview 1s a survey that 1s conducted with an employees when he or she
leaves the company. The information from each survey is used to provide feedback on why employees are leaving and such information 1s used to make the HR Policy more employee friendly.

An organization can use the information gained from an exit interview to improve its own HR Policy. More so, an organization can use the results from an exit interview to reduce the rate of attrition and increase
productivity and engagement, thus reducing the high costs associated with attrition. The exit interview forms of Medica hospital are well designed and contain all the relevant information. The data from the forms
have been analysed by me. The four categories of staff in the hospital— doctors, nurses, paramedics and support staff have been covered.

l
METHODOLOGY PROCESS OF IIESIGNA.TIDN

The study 1s based on data analysis. The information has been taken PSS
from exit interview forms from Medica = |
Super specialty Hospital

OBJECTIVES

1.To analyze the exit interview forms of Medica Superspecialty Hospital HOD sends resignation lefter to the HR
for a period of January to April 2016 and find out the reasons for the em-

!
ployees’ exit from the organization . DATA ANALYSIS AND INTERPRETATION The resgaee 1 made o il e o dues form nd the exit erview o

2.To suggest some remedial measure 1n order to prevent the attrition hap- o lidated exit o f lvsis has been d d th l
pening in the organization . e consolidated exit interview forms analysis has been done and the These documents are handed over to the Payroll team of FIR

O o . . b . L
3.To assess the overall impression the resignees had about the organiza- graphs showing the results have been given below.

tion and its environment.

4. To calculate the overall attrition rate of employees of the organization

for the period of four months from January To April 2016.

5.To address the common complaints the employees had while working 1n

the organization.

REASONS FOR LEAVING THE ORGANIZATION-

STUDY AREA

The study area 1s Medica Super specialty Hospital Kolkata.
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HOW WOULD YOU RATE THE FOLLOWING
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Cooperation within your division/program 30

85

Cooperation with other divisions 21

83

Personal job training 36

85

Equipment provided (materials, resources, facilities) 38

83

Company's performance review system 23

83

Remuneration for your job 22

80

Career development/Advancement opportunities 28

81

Physical working conditions 26

80

Role Clarity 23

77

Employee Welfare Programs 23

80

Environment of Openness and Trust 23

82

Quality of leadership of Senior Management

80

Spirit of Cohesiveness and Team Work
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T TO BE?

WAS THE WORKLOAD USUALLY?

Documents are filed by the HR department

!

Full and final settlement statement 1s prepared by HE Payroll team

|

If there are no dues, the release letter and experience certificate 1s given

!

Parallely statement of settlement goes to the finance department for payment

}

After confirmation from finance, the file 1s moved to the CROWN for record keepingfl

It appearsfromthe table as wellas from the graph that
the main reason forleaving Medicawas "More
challenging job opportunities ™ and the second reason
was "Higher Monetary Benefits™. "Further Studies™and
"M arriage " rank 3rd and ath . More challenging job
opportunities canonlfy be offeredwhen by changing
job profile and also offering more challengingroles
whilethe companyis in expansion mode. To tackle
high monetary bbenefits Position—-wise average salary in
the industry hasto be determined first and accordingly
pay scale to be fixed(both variable and non—-variable).
Forfurther studies thhe Company may design various
schemes forfurther studies, which willencourage
employeesto stay backwithinthe organisation and
takethe benefit of such schemes. The Company may
allow some ofthe deserving candidatesto go on study
leave and also offerthem some scholarshipswith the
understandingthattheywill rejointheirduties on
completion oftheir studies. The last factor i.e. marriage
can not be controlled by the organisation. It is a
personalchoice.

57% ofthe employees saidthat the
supervisor almost abways provided
recognition_resolved complaints, was
constanthy Ffair etc. 2896 employees saidthat
the supervisorwas usually provided
recognition, resolved complaints, was
constanthy Ffair etc. It appearsfromthe above
that in majority ofthhe cases the employees
had good impression about their supervisor.
However, 15 c ofthe employees had
reservations and expressed their view
otherwise. Inorderto eliminatethe problem
withthe supervisorthey should be
counselled and told to behave cordiallhly with
the employee they areworkingwith.
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should be clearly defined at the
beginningitself andthat should be
adheredto by each and everyemployee.
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40% of the employees saidthat the workload is too
heavy. 5%% said it is about right whereas 1% said it is too
light. This meansthat out of the total workforce, a
considerable percentage of employees are burdened with
workload eventhough 59% say the work load is just right.

We have noted fromthe exit interview sheet that many
employees decidedto leave the organisation on the

all ground of heavyworkload. So this matter should be
addressed. This can be done by dividing the workload
equally amongst all the members of the respective
departments.

Everythingshould be transparent.

4. Wasthe work approximately what you expected it to he?
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The above graphs indicate that the employees have a fairly good impression about Medica Superspecialty Hospital. The question is then

why are they leaving the organization. The main reasons observed for the exits and suggested remedial measures are-

1. Work pressure and long duty hours 1s a common feature as is known from the informal interview process carried out by me. Work
should be evenly distributed and duty hours should be scheduled accordingly.
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CONCLUSION

The maximum attrition takes place amongst nurses in the hospital industry. In addition to this the mid-

dle level management , who hit the growth ceiling in a very short span of time try to leave the organi-
zation for further growth. Moreover, the new facilities (i.e. new healthcare organizations) find it diffi-

2. Nurse patient ratio is observed to be more than 1:6. This overburdens the nurses, eventually leading to their exit. More than 6 patients cult to get talent with some exposure in health care industry and they attract these middle level ex-
should never be allotted to a nurse. | . ecutives with better offers.

3. Poor salary structure and increment. The salary structure is not satisfactory as felt by the employees. : : » : :

4. Late payment of salary. Payment of salary should be made on a fixed day of the month. Fair HR practices, equal growth opportunities, compensation on par with the market standards are

5. ESI cards/appointment letters are not issued on time. This is a major mistake and should be immediately addressed by the management. some of the tools which can be applied to counter attrition. The best retention tools used over time and

6. There is a shortage of staff in every department especially nursing. This should be addressed. More staff should be hired it the workload again are performance-based salaries, perquisites or designations. A hospital which does not pay atten-
1s to be distributed equally. Or else people will leave. . . .

7. Extra work and duty hours should be recognized and incentivized. There should be schemes to do this. At present no extra payment 1s tion to these 1s bound to lose its employees.
made for working overtime.

8. The exit interview should be conducted by an outsourced agency, in order to get honest and authentic opinion from the employees who

are leaving the company



