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Aim 
To identify and analyse the factors that impact upon staff leaving Western Province Blood Transfusion Service. 
 
Background 
Even though staff labour turnover figures at Western Province Blood Transfusion Service remain relatively constant 
year on year, it is important to understand the reasons behind labour turnover. The cost of replacing employees is 
significant. Research suggests that it could cost as much as 6 - 9 months of an employee's salary to find and train 
a replacement. These costs include the direct cost of advertising and interviewing, which are expensive and labour 
intensive, as well as the indirect costs associated with hiring new employees e.g. on-boarding, productivity of new 
hires, the impact on staff morale and the danger of providing a less effective service. Identifying the reasons behind 
labour turnover enables the formulation of an appropriate strategy to assist in the implementation of suitable staff 
retention measures. 
 
Method 
An analysis of resigning staff exit interviews was performed for the period from January 2016 to December 2016, 
taking the following into consideration: 

• Age 
• Gender 
• Race 
• Area of work / job title 
• Length of service 
• Reasons for leaving 

 
Results 
There were twenty-eight resignations in 2016, which were evenly divided between the B Band and the C Band; 
and there were equal numbers of men and women and the highest number of resignations was in the Clinic / Donor 
Collections Department. 
 
In terms of years of service, the highest category of turnover is amongst those with 1 - 4 years of service. Racial 
analysis shows that the highest resignation rate is amongst Coloured males, which is interesting as WPBTS 
employs more Coloured females than men. 
 
Of the twenty-eight resignations, twenty-one people completed an exit interview. Eleven people stated that they 
felt that their salary was appropriate to their level of responsibility, while seven were not satisfied with their salary. 
When asked about the benefits offered i.e. Pension and Medical Aid, all agreed that these are good. 
 
An analysis of "difficult to fill" positions shows that there were three Medical Technologist resignations, all with 4 or 
less years of service, three Phlebotomists with 7 or less years of service and five Professional Nurses with 7 or 
less years of service. 
 
Conclusion 
The labour turnover figures at WPBTS are not alarmingly high at less than 10%. WPBTS salaries and benefits are 
notably not amongst the reasons for staff leaving.  
 


