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Introduction 
Facing high manpower shortage of health care professionals in Hong Kong , timely 
staff retention and effective recruitment strategies become an integral part to sustain 
the workforce. However, the traditional way to conduct exit interview via “Exit 
Questionnaires” on voluntary basis cannot serve the purposes. 
 
Objectives 
(1) to collect substantial information for formulation of staff retention and recruitment 
strategies by increasing the completion rate of exit interview (2) to turn exit interview 
into a more interactive mode and allow staff to deliberate the leaving reasons in 
details for staff engagement (3) to retain potential staff in a timely manner 
 
Methodology 
(1) The conduction of exit interview for all Nursing, Allied Health and Care-related 
Supporting staff was replaced by phone. The Exit Questionnaires would not be posted 
to the resigning staff anymore. (2) Designated HR colleagues would call the resigning 
staff before their last duty day and follow up their feedbacks, for instance, to facilitate 
internal transfer or to recruit the resigning staff on part-time terms. (3) HR would 
analyze the data and report the findings to departments. HR would also propose 
improvements or give suggestions to departments to improve environmental factors 
for better staff retention. (4) A referral data base has also been set up to keep the 
contact of resigned staff who are interested to re- join our hospitals after a certain 
period of time. HR would invite the staff for applying our jobs at an appropriate time 
(e.g. after pregnancy). 
 
Result 



Results: (1) With the initiation of phone exit interview starting from Sep 2013, the 
completion rate of exit interview for Nursing, Allied Heath and Care-related Supporting 
staff was increased from around 30% to 90%. (2) Resigned staff welcomed the 
initiatives for the phone exit interview and they expressed their views including but not 
limited to the workflow of their departments and relationships with their 
co-workers/supervisors. (3) 8 full-time staff have been retained successfully and 11 
staff have re-joined on part-time terms during the period from Sep 2013 to Dec 2014. 
The contact of another 20 staff have also been kept in the referral data base for follow 
up later. (4) More resignation information was collected to provide in-depth analysis. 
HR and Departments would adjust the recruitment strategies and recruit suitable 
candidates with reference to the findings. (5) The persistent high turnover for some 
departments was alleviated after improving the working environments suggested by 
staff and HR. Conclusions: The program enables HR and departments to review the 
turnover situation in an alternative way. In short, the method is simple but remarkably 
effective.
 


