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Abstract  

This study examined the relationship between rewards and turnover intention among medical 

doctors in teaching hospitals in south-south, Nigeria. The survey design was utilized in this 

study, three hundred and twenty-seven (327) medical doctors from 5 teaching hospitals were 

drawn from a population of 2079. The simple random sampling technique was utilized. Data 

were gathered using questionnaires and the retrieved data were analyzed using the Pearson 

product moment correlation.  The study revealed that intrinsic and extrinsic rewards have a 

negative link with turnover intention. It was concluded that when stimulating rewards are 

given, such impacts positively on the psychological state of the medical doctors which could 

thus reduce their turnover intention. It was recommended amongst others that the reward 

received by the doctors should be high enough for them to have good standard of living, that 

will enhance their retention and reduce their turnover intention and in the organization. 
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1.0 Introduction 

The unending quest for a ―greener pasture‖ among medical doctors has made many to give 

little attention to their present workplace while seeking for a better organisation to attain 

desired dream. The fast transformation of the world to a ―global village‖ has further provided 

more opportunities to employees in the health sector. To explore these opportunities, 

employees display turnover intention, which is rarely in the best interest of the organisation. 

There is an increasing congruence among various scholars which have recognised employees 

of organisations as the paramount resource of any establishment (Joy & Chiramel, 2016). 

Organisations cannot achieve peak performance and optimal effectiveness when the 

employees continuously exhibit behaviours of turnover intention. 

The deliberate and conscious plan to move from the organisation where an employee is 

presently employed to another organisation is therefore termed turnover intention (Emiroglu, 

et al., 2015). The author asserted that the conscious thinking of seeking for alternative 

employment in another organisation is referred to as turnover intention. Turnover intention 

was described by Simon, Muller and Hasselburn (2010) as conscious and thoughtful intention 

to leave a job Cho, et al. (2010). Every human resource unit/department of all organisations is 

charged with the sole responsibility of scouting and employing the best employees for the 

organisation and keeping them until their old age to give their best to the organisation. 

Because of this singular notion, most organisations through their human resource unit try 

putting so many things on ground to improve the employees‘ welfare and consequently enjoy 

more commitment from their workforce. This is because no organisation can survive without 

a dedicated workforce and perhaps its stakeholders like investors and customers. By 

satisfying employees, they might likely be dedicated and loyal, as that will reflect on their 

dealings and interaction with the organisation‘s customers, suppliers, and others. This will 

consequently affect overall performances of the organisation in terms of profits and 

investment in the organisation‘s shares. One very crucial way for organisations to achieve 

retaining her employee is through reward. 

According to Moghimi et al. (2017), reward strategy should be able to effectively retain the 

employees, provide maximum satisfaction to its employee and its development and 

performance for the employee. Dahlqvist and Matsson (2013) concluded that reward serves 

as an important strategy for increasing the performance of individuals and keeping them for 

longer extent of time in the organisation. Bhatnagar (2007) points out that reward is an 

individual‘s own instinct in humans and can be broken down into extrinsic and intrinsic 

motivation. Bessel et al (2002) assert that managers use reward in the place of work to 

encourage individuals to work, both individually and in teams, to create the best outcomes for 

business in the most efficient and effective manner. Carraher et al., (2006) believed 

organisation should have an effective reward system to aid employee performance, but also 

employee reward should be related to the employee productivity. Various organisations give 

various rewards for many reasons, e.g., to enhance recruitment and good retention by giving a 

compensation package that is highly competitive on the market (Merchant, 2007). 

Notwithstanding the various attempts by researchers to solve turnover intention in 

organisation using different measures, there is a shortage of study by scholars on how reward 

relate with turnover intention among medical doctors in teaching hospitals in South-South 

Nigeria. This work is therefore carried out to serve as a bridge to this noted lacuna.  
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Statement of the Problem 

The rate at which medical personnel leave their place of employment to another, even to 

other nations has increased over the years (Wise, 1993, Shapiria-Lishchinsky & Even-Zohar, 

2011; Rhnima & Pousa, 2017; Daphine, 2019). Studies byIhua and Nsofor (2018) have 

revealed that 83% of doctors that filled the survey who are based in abroad are licensed in 

Nigeria. This implies that they had completed their studies in Nigeria before travelling 

abroad. They also observed that 88% of the respondents living in Nigeria disclosed they are 

currently seeking for work opportunity in abroad. The authors further observed that in 

accordance with the register of the Medical and Dental Council of Nigeria (MDCN), up to 

72, 000 medical doctors are registered in Nigeria with only 35000 practicing in Nigeria.  

The movement of employees from one organisation to other results in a decrease in the 

standard and quality of health care provision, it increases pressure on employees in the 

organisation and further reduce the morale in the workplace (Shapira-Lishchimsky & Even-

Zohar, 2011). Medical personnel who intend to exit their organisation often reduce their 

effort at work. Those employees that possess the turnover intention are mostly the more 

qualified workers, which are most likely to get alternate employment, and this jeopardise the 

standards of the organisation and negatively impact workers morale and efforts (Parry, 2008). 

Fochsen, Sjogren, Josephson and Lagerstrom (2005) stated that lack of professional 

opportunity, job dissatisfaction, poor salary and reward are contributing factors to turnover 

intention among hospital workers. Daphine (2019) argues that it is essential to recognise 

factors that affect the worker‘s satisfaction and wellbeing to address the problem of quitting 

the job. It is worthy of not that ―Rewarded individuals will probably produce more and 

remain in the organisation, this is very vital for the organisation and its survival‖ (Eshun & 

Duah, 2011). However, despite several attempts to address the continuous rise in turnover 

intention, the problem persists. It is on this premise that this study examined how reward in 

terms intrinsic and extrinsic reward relate with turnover intention among medical doctors in 

teaching hospitals in South-South, Nigeria. 

Objectives of the Study 

The objectives of the study are to examine the relationship between: 

i. Intrinsic rewards and turnover intention. 

ii. Extrinsic rewards and turnover intention.  

Research Questions 

The following research questions are proffered as a guide in the study. What is the 

relationship between: 

i. Intrinsic rewards and turnover intention among medical doctors in teaching hospitals in 

South-South, Nigeria? 

ii. Extrinsic rewards and turnover intention among medical doctors in teaching hospitals in 

South-South, Nigeria? 

 

Research Hypotheses 

The following null hypotheses serve as tentative answer to the research question. 
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H01: There is no significant relationship between intrinsic rewards and turnover intention 

among medical doctors in teaching hospitals in South-South, Nigeria. 

H02: There is no significant relationship between extrinsic rewards and turnover intention 

among medical doctors in teaching hospitals in South-South, Nigeria. 

 

2.0 Review of Related literature. 

The study is anchored on the perceived organisational support theory. The perceived 

organisational support refers to the global perception of the organisation's contribution and its 

concern for the welfare of the person (Eisenberger, Huntington, Hutchison & Sowa, 1986; 

Rhoades & Eisenberger, 2002). The perceived Organisational Support (POS) concerns the 

extent to which employees perceive their contributions are valued by the organisation and 

that the company is concerned about their wellbeing (Rhoades & Eisenberger, 2002). POS 

develops through multiple interactions with employees (Stamper & Johlke, 2003).  

PSOs have been identified as helping to fulfil self-confidence and membership needs 

(Armeli, Eisenberger, Fasolo& Lynch, 1998); to foster positive moods (Eisenberger et al., 

2001); to reduce work-life adverse moods (George, Reed, Ballard, Colin, & Fielding, 1993; 

Whitener, 2001). It was also found that POS has a positive link with attitudes and behaviours, 

including affective commitment, satisfaction in the job, judicial perceptions, citizenship of 

the organisation and decreased rescission (Rhoades & Eisenberger, 2002). When employees 

perceive support from the organisation, such will help reduce the intent of quitting the 

workplace.  

2.1 Operational Framework 

 

 

 

 

 

 

 

 

 

 

Figure 1: A Conceptual Model Showing the Link between reward and turnover intention. 

Source: Adapted from Smith, Micich and McWilliams (2016). 
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Concept of Reward 

Reward is a motivational tool that is necessary in boosting worker‘s positive behaviour in the 

workplace. Armstrong (2009) in his own words stated that a worker‘s encouragement through 

reward is an important aspect in any organisation. Reward is a kind of settlement which a 

worker attains from the company for completing his or her service offered by the worker or it 

could be for a job well-done (Lin, 2007). Rewards can be a tool or strategy to enhance 

performance by highlighting targets in relation to the job or task given,e.g., surpassing some 

sales targets (Perry et al., 2006). According to Lin (2007), it is an important factor to create a 

reward system for the organization to encourage knowledge sharing activities. According to 

Pouliakas (2008), reward is an accumulation of various practices which effects and 

coordinates our attitude to accomplish certain particular or set goal. 

Saari and Judge (2004) highlighted out that rewards are important for staff acquisition and 

retaining its staff. The reward system comprises all organisation components - people, 

process, rules, and decision-making activities involved in the allocation of compensation and 

benefits to employees in exchange for their contribution to the organisation (Puwanenthiren, 

2011). Carraher et al., (2006) believed the reward system should be effective to keep hold of 

the high performers in the company and reward should go hand in hand with their level of 

productivity. As pointed by Pierce et al. (2003), a reward system that is effective does not 

remain static but regularly fine-tuned and its effectiveness often evaluated to ensure that it 

regularly retains the employee motivation.  

Internal (intrinsic) and external (extrinsic) motivation persuades employee intentions 

regarding activities and attitudes (Lin, 2007). Jaghult, (2005) points out that different 

organisations have their type of reward system in place, regardless of whether it is out in the 

open, it exists. Bratton and Gold (2003) define ―rewards‖ as all the monetary, non-monetary, 

and psychological payments provided to an employee by a company in return for their 

contribution. Organisations use their reward systems to concentrate on which sectors or 

aspect their employees should pour the extra effort on by including them in their reward 

program (Svensson, 2001).  

Intrinsic Reward 

Intrinsic motivation is a level of personal fulfilment an employee feels because of completing 

a task well (Nasri & Charfeddine, 2012). The intrinsic reward occurs when an employee is 

given a higher authority to make clear cut decision, handed more hard tasks or attains a 

higher position within the company hierarchy (Jacobsen & Thorsvik, 2002). Workers are 

thought to be encouraged to work hard to achieve quality results when they have so much 

confidence in their work, they think that the success of the team is determined by their 

efforts, and their jobs are fun, competing, and rewarding (Mahoney & Lederer 2006).  

Intrinsic sources of reward comprise those that emerge from within the personal biological 

attitude and psychological depositions (Deckers, 2010). According to Awasthi and Pratt 

(1990), intrinsic reward creates a repeated reward and mutual understanding or gain to both 

individuals and organisation they served. According to Covington and Müeller (2001), 

intrinsic motivation has been defined as a tendency employee engage in activities for their 

personal sake, just for the pleasure derived in performing them or for the satisfaction of 

curiosity. 
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Shanks (2007) highlights that intrinsic reward is important and increases an individual‘s self-

esteem leading to work accomplishment. Intrinsic motivation is defined as the doing of an 

activity for its inherent satisfactions (Ryan & Deci, 2000). Burnett and Bartol (2009) 

explained intrinsic reward to be drawn with emotional side and development of employees. 

Intrinsic rewards according to Thomas (2009) are psychological rewards that employees get 

from doing meaningful work and performing it well.  

Business schools and organisations in recent times are concentrating more and more on the 

stand of intrinsic reward on worker‘s attitude, and how it can make them want to do their jobs 

for inherent enjoyment rather than of rewards or prizes (Dreikurs, 2000). Individuals become 

intrinsically motivated because their action is as important to the organisation as it is for their 

own and appears self-sustained (Edwards, & Johansen 2015). Intrinsic reward is described as 

a behaviour that is driven by internal rewards for completion of tasks (Cherry, 2019). 

Peterson and Davis (2008) both agreed that goal setting leads to intrinsic reward. 

The intrinsic rewards are intangible and are linked to the work task and are not of monetary 

value (Alexander & Andreas, 2013). According to Peter (2015) fulfilment, improvement, 

self-determination, and self-competence can add to an individual experience during his/her 

career. Intrinsic reward has been pointed out to predict a variety of wanted outcomes, such as 

the quality of outputs (including creativity), productivity, academic performance, task 

persistence, health, and well-being (Deci & Ryan, 2002). Williamson, Intrinsic reward can be 

explained as performing an activity for the pleasure inherent in the activity (Story, 

Stasson, Mahoney, and Heart, 2008). Intrinsic rewards are derived from the content of the 

task itself and include such factors as interesting and challenging work, self-direction and 

responsibility, variety, creativity, opportunities to use one‘s skills and abilities and sufficient 

feedback regarding the effectiveness of one‘s efforts (Hatice, 2012). 

Extrinsic Reward 

Extrinsic rewards—usually financial—are the tangible rewards that managers provide 

employees, such as salary, bonuses, promotions, and benefits (Singh, 2016). Alexander and 

Andreas (2013) states that a worker who has extrinsic rewards is likely to satisfying things 

that can be achieved financially, which will thus enhance his/her standard of leaving. Luthans 

and Peter (2002) extrinsic reward (which can be referred as financial or tangible or monetary) 

is majorly financial because it is external to the task itself and external bodies control its size 

and whether it is awarded. London (2009) defines extrinsic reward as doing something 

because it leads to a separable outcome, i.e., outside encouragement or rewards is earned 

from performing a task rather than actual enjoyment of the task.  

Extrinsic reward comprises such elements as salary, work security, upgrade, social climate, 

competitive pays, salary increase, bonuses for merit bases, compensatory time off etc. 

(Mahoney & Lederer, 2006). Kohn (2009) stated that unlike intrinsic, extrinsic rewards do 

not make any commitment, value, or productivity-based actions. Extrinsic sources of reward 

are an output of the environment outside the employee which certainly includes 

compensation such as money, social recognition, or praise, (Deckers, 2010). Extrinsic 

rewards are those monetary benefits physically been provided by the organisation such as 

salary, extra funds, fringe benefits and opportunities to develop the individual‘s 

career (Gomez-Mejia & Balkin, 1992). Tsai (2005) pointed out that extrinsic rewards 

including financial compensation or financial rewards take care of the expectations of various 

workers to always keep them motivated.  
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Extrinsic reward is driven by energy that is outside the environment to the employee 

(Giancola, 2014). Emeka et al., (2015) concluded that all extrinsic factors play a major role in 

the motivation of individuals which positively enhances worker‘s behaviour in terms of 

productivity. Educators who heap praise on different students create an encouraging, positive, 

and promising learning environment (Gambrell, 2011). Extrinsic reward relates with various 

kinds of encouragement like monetary pay, benefits after retirement, medical insurance 

scheme, salary, added pay, etc. (Eshun & Duah, 2011).  

Extrinsic reward increases the individual‘s performance when the company provides good 

working condition, policies that are acceptable and job security (Emeka et al., 2015).Extrinsic 

reward comprises of physical commissions that organisation gives to its employee as bonus, 

fringe facilities and job advancement opportunities (Williamson, et al., 2009). Vansteenkiste 

et al. (2006) define extrinsic motivation as the required need for individuals to partake in task 

or assignments to get something different from the job itself. According to Mullins (1996), 

extrinsic reward can be earnings, brink aids, job protection and jobs advancement, contract of 

service, the work surroundings and workplace condition.  

The following are some advantages of extrinsic motivation: Increase in productivity: 

Extrinsic reward encourages the completion of assignments or algorithmic duties when it is 

applied (Pink, 2009).Create a desire to achieve goals: Individuals will be driven to complete 

job duties and reach personal or organisation goals in exchange for the rewards placed should 

extrinsic rewards exist (Regoli, 2019).Increase morale and self-esteem: Public praise and 

recognition are types of external reward which are great motivators because they develop a 

particular sense of pride (Regoli, 2019).  

Concept of Turnover Intention  

The emergence of turnover intention could be traced back to the era of industrialization when 

equipment and machineries were introduced on a large scale in production sector.  During 

this period, there would be streamlining of the workforce because typically introduction of 

equipment and machineries would reduce the workforce. The number of employees operating 

manually in one organisation cannot be the same with organisation using equipment and 

machineries for its operation. At this period, some employees will be laid off while some will 

on their own leave. One should not forget the assertion of Ocho (1984) as revealed in Sule 

(2013) about people of the Eastern part of Nigeria strong belief on the notion of ‗olu Oyibo‘ 

(white‘s man work) and ‗olu obodo‘ (community work) which was an impetus to having 

many of them in their private business. The teaching was that you should be an innovator and 

employer of labour rather than being an employee in an organisation under the white men. 

This made many employees to quit the job on their own apart from those officially laid off.  

The non-monetary rewards can be explained as an intrinsic reward in nature (Ajmal et al, 

2015). According to Richard, Ryan and Deci (2010), intrinsic compensation refers to those 

rewards that grow within the task itself or within the worker. According to Allen et al. 

(2004), intrinsic reward is built on achieving a set goal, keeping up the challenge, autonomy, 

been responsible, providing many options, personal and organisational growth, status 

recognition, acknowledgement from senior staffs and colleagues, personal satisfaction, 

feeling of self-esteem, creative aspect, opportunity to use own skills and abilities, efficient 

feedback. Cho, et al. (2010) submitted that turnover intention is the probability of employee 

estimate of leaving an employment anytime so soon.  
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Mobley, et al., (1979) opined that turnover intention points to an employee‘s thinking, 

planning, and wishing to leave the job. Schyns and Gossling (2007) as quoted in Arshad and 

Puteh (2015) opined that turnover intention is the voluntary changing of jobs by employee. In 

all these definitions and others, the common phenomenon is leaving the organisation by the 

employee and for any rational human being, it is in their nature to mull over the issue/action 

to take next before taking the action. The wilful thinking and/or consideration of leaving a job 

for something else is what is termed turnover intention. 

 Finally, it must be noted that, in most cases, employee turnover is the outcome of turnover 

intention. To this, it was submitted in Arshad and Puteh (2015) that the actual employee 

turnover predictor is turnover intention. Leaving a job for another normally has a direct 

consequence on the customers‘ degradation of service quality, morale and job satisfaction 

reduction, training of staff costs increase (Emiroglu, et al., 2015). Intention to quit or leave an 

organisation is the thinking by an employee to leave an organization because of certain 

factors that such employee might view as germane to him/her. Mobley, Griffeth, Hand and 

Meglino (1979) opined that intention to quit is the thinking, planning, and wishing to step 

aside from an organisation. Sule (2017) opined that intention to leave an organisation could 

be because of an employee perceiving of lack of reciprocity from his/her employment 

relationship. 

Empirical Review 

In connection with the turnover intention, Ghayyur and Jamal (2012) investigated labor and 

family conflicts. It has been found that conflicts between work and family exist and have a 

good connection to the intention of turnover. The study was investigated using deliberate 

random sampling and a time-tested research survey. Out of 200 respondents, 310 research 

questionnaire distributions registered their answers at 64,145 percent. Work on familial 

conflict impacts was 0.251 for sales and the family for sales conflict 0.290. 0.429** and 

families found a relationship between work-to-family conflicts and turnover intentions 

0.570**. ANOVA model has been satisfactory, and R Square has shown 36% changes in the 

intentions for turnover caused by family employment. R square found that 45 percent of the 

change in intent to turnover causes family conflicts at work. Conflicts between work and 

family influence the intention of employees to invest in banks and pharmaceutical 

organisations. These organisations must therefore develop compatible practices for the 

management of gender dual career responsibilities and all employee appointments. 

The conditions of rewards variables, organizational commitment, and intention in terms of 

sales were determined by Arianto and Syihabudhin (2018) and the influence of reward 

variables and a commitment to sales intention on Djatioroto Sugar Factory's employees in 

Lumajang. In this study 217 respondents out of 472 employees of Group I and II Djatioroto 

Sugar Factory, Lumajang, were subjected to the use of proportionally random sampling 

methods. The results from analysis show that the rewards for intention to turnover, rewards 

for organisational commitment, and corporate engagement for intention to turnover are 

significantly direct. In addition, the indirect effect of rewards on the purpose of turnover has 

an intermediate variable, with organisational commitment. 

The rewards and job satisfaction effects of the intentions of teachers were examined by 

Hardianto, Rugaiyah and Rosyidi (2019). A quantitative approach with an examination 

method is used for this study. The sample of the study was 235 people from 20 schools, who 

were all private junior high school teachers in Rokan Hulu District. The determination of the 
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sample size was made using the Slovin formula. The sample was taken with a simple random 

method. Based on the calculation results, it is known that 149 participants took part in this 

study. Technical data collection of the questionnaire of the Likert scale. The questionnaire 

has been valid and reliable for the first time. The results of the study showed that reward for 

sales intentions has a direct negative effect, employment satisfaction has a direct adverse 

impact on sales intentions, and that reward for job satisfaction is a direct positive effect. 

The reward systems in Ghana's Obuasi municipality were investigated by Akuoko, Kanwetuu 

and Dwumah (2014). The latter was used to select 200 respondents and to use automatic 

questionnaires to obtain a random sampling method. The surveys analysed information using 

the Service Solutions Statistical Package (SPSS version 16.0). The results showed employees 

were not efficiently rewarded and thus unhappy. They did not commit themselves and did not 

plan to stay. However, this study also showed that while poor systems of rewards affected 

many facets of the behaviour of employees, they did not cause absenteeism. 

Besides identifying the mediatory effects of intrinsic motivations on relations between non-

financial rewards and the intention to turnover, Fernando and Ranawera (2019) tried to 

identify the impact of non-financial rewards on employee turnover intention. The sample 

comprised of two hundred employees at the operational stage working for five-star hotels 

within the Sri Lanka Tourism Development Authority (SLTDA). The data was collected 

through a questionnaire, and the data were analyzed using a simple regression analysis and 

the mediation analysis method by Baron and Kenny. The analysis shows that the relation 

between non-financial rewards and intention for turnover is strongly negative. Mediatory 

analytical results show that the intrinsic motivation partially mediates the relation between 

non-financial rewards and the intensification of employee turnover. The results help top 

managers to develop effective strategies for long-term retention of their staff. 

3.0 Methodology 

The survey design was adopted in this work and the accessible population was two thousand 

and seventy-nine (2079) medical doctors which were drawn from 5 federal government 

owned teaching hospitals in south-south Nigeria. Krejcie and Morgan (1970) table was used 

in deriving the sample size of 327. Copies of structured questionnaires were used in gathering 

data and the simple random sampling technique was utilized. The independent variable 

(reward) was measured in terms of intrinsic reward and extrinsic reward. Intrinsic reward was 

measured using 5 items (e.g., my organisation gives proper recognition for exceptional 

performance) and 5 items were used in measuring extrinsic reward (e.g.my pay in this 

organisation is very satisfying). Also, the dependent variable (turnover intention) was 

measured using a set of 5 items (e.g., I have started to look for another job). Items were rated 

on a 4-point Likert scale ranging from 1-strongly disagreed, 2-disagree, 3-agree, and 4-

strongly agreed. The Pearson product moment correlation was used in analyzing the data. 

4.0 Result 

A total of 327 questionnaires was distributed to respondent, however, only 296 (91%) copies 

were returned and only 288 (88%) were well completed and used for the study. The 

hypotheses test was undertaken at a 95% confidence interval, implying a 0.05 level of 

significance. The decision rule is set at a critical region of p > 0.05 for acceptance of the null 

hypothesis and p < 0.05 for rejection of the null hypothesis. 
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Table 1: Intrinsic rewards and Turnover Intention 

Correlations 

 Intrinsic Reward Turnover 
Intention 

Intrinsic Reward 

Pearson Correlation 1 -.477 

Sig. (2-tailed)  .000 

N 288 288 

Turnover Intention 

Pearson Correlation -.477 1 

Sig. (2-tailed) .000  

N 288 288 

 

The result of the analysis in Table 1 shows a significant level p< 0.05 (0.000< 0.05), rho = -

0.477between intrinsic reward and turnover intention. This means that there is a significant 

negative relationship between intrinsic reward and turnover intention. A correlation value of r 

= -0.477 implying that there is a moderate negative relationship between intrinsic reward and 

turnover intention. This entails that as one variable increases the other decreases, that is, a 

positive increase in intrinsic reward will lead to a corresponding decrease in the level of 

turnover intention.  

Table 2: Extrinsic Reward and Turnover Intention 

Correlations 

 Extrinsic 
Reward 

Turnover 
Intention 

Extrinsic Reward 

Pearson Correlation 1 -.526 

Sig. (2-tailed)  .000 

N 288 288 

Turnover Intention 

Pearson Correlation -.526 1 

Sig. (2-tailed) .000  

N 288 288 

 

The result of the analysis in Table 2 shows a significant level p< 0.05 (0.000< 0.05), rho = -

0.526 between extrinsic reward and turnover intention. A correlation value of r = -0.526 

implying that there is a strong negative relationship between extrinsic reward and turnover 

intention. This entails that as one variable increases the other decreases, that is, a positive 

impact of extrinsic reward will lead to a corresponding decrease in the level of turnover 

intention.  

5.0 Discussion of Findings  

Drawing from the outcome of the analysis, it is observed that proper reward help reduce 

intention of exiting the workplace.  
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Intrinsic reward and turnover intention 

Result in table one revealed a significant relationship between intrinsic reward and turnover 

intention. The relationship is because the p-value was lower can the level of significance 

(p=0.000 < 0.05). The null hypothesis was rejected, and the alternate hypotheses accepted. 

Thus, intrinsic reward brings about a positive relationship between employees and employers 

and is vital in curbing the problem of turnover intention among medical doctors in teaching 

hospitals. This finding is in line with the study of Awasthi and Pratt (1990), which posit that 

intrinsic reward creates a mutual understanding or gain to both individuals and organisation 

they served. 

Extrinsic reward and turnover intention 

From table two result, a significant relationship between extrinsic reward and turnover 

intention is seen. The p-value was lower than the level of significance (p=0.000 < 0.05). The 

null hypothesis was rejected, and the alternate hypotheses accepted. Thus, extrinsic reward 

impacts positively on the state of the employees which help reduce turnover intention among 

the medical doctors. This finding aligns with that of Schaufeli, Salanova, Gonza´les-Roma‘ 

and Bakker (2002) which maintained that rewards are vital to reduce burnout, which is 

typically experienced by most employees on the job leading to less fulfilment, negative 

outlook, less vigour and dedication in handling the tasks at hand. 

6.0 Conclusion and Recommendations 

Every human resource unit/department of all organisations is charged with the sole 

responsibility of searching and employing the best employees for the organization and 

keeping them until their old age to give their best to the organisation. Reward in the teaching 

hospitals influences the turnover intention among the medical doctors. This denotes that 

when the rewards received by the doctors are perceived to be inadequate, such spur the 

display of turnover intention among them. One factor that makes working abroad more 

attractive to medical doctors, is the reward received when working in such an environment. A 

poor reward package in the teaching hospitals intensifies turnover intention among the 

medical doctors. When stimulating reward is given, such impacts positively on the 

psychological state of the medical doctors which could thus reduce their turnover intention. 

From the conclusion reached, the following recommendations are proffered. 

1. The management of the teaching hospitals should ensure that the doctors enjoy work-

life balance to increase their positive behaviour and reduce their turnover intentions. 

 

2. The salary of doctors should be reviewed and increased to reduce their turnover 

intention in the organisation. 

 

3. The reward received by the doctors should be high enough for them to have good 

standard of living, that will enhance their retention and reduce their turnover intention 

and in the organisation.  

 

4. The management of the teaching hospitals should avoid a toxic culture and embrace a 

friendly culture that encourages employee participation, as this will help enhance their 

positive state and reduce turnover intention.  
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