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Abstract

The research aims to investigate the most common types of organizational conflicts 
among employees in private hospitals and discover the impact of organizational 
conflicts on employee turnover. The research outlined the relationship between the 
variables to present the idea of organizational conflicts and employee turnover. The 
hypotheses were tested using a survey data of 340 questionnaires distributed ran-
domly to employees working in four private hospitals in Jordan. Random selection 
of private hospitals was made among eight hospitals in the northern governorates of 
Jordan (Irbid, Jerash, Mafraq, and Ajlun), which are considered the largest districts 
in the country. The collected data were analyzed using the SPSS program, and initial 
statistical techniques were applied. The results showed that the highest level of impact 
of organizational conflicts on the internal turnover of employees was related to the 
conflict between employees and direct supervisors. However, the highest level of the 
impact of organizational conflicts on the external turnover of employees was related 
to the conflict between employees and top management. The low-level job conflicts of 
employees were those with owners and middle management. Thus, to create stability, 
prevent work pressure, and retain employees, managers of private hospitals necessarily 
need to provide an appropriate work environment, develop high level of well-being, 
and decrease the workload.
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INTRODUCTION

Conflicts among employees of the same organization are considered 
a phenomenon based on the nature of the daily life of human beings 
as long as they live together and are governed by the communication 
relations and the dynamic interaction as well (Omisore & Abiodun, 
2014). For instance, Longe (2015) clarified that personal, mental, func-
tional, and cultural differences among the employees create a way to 
enable each individual to express thoughts following own needs and 
desires. Therefore, an organizational conflict will remain and increase 
especially in large and complicated organizations such as healthcare 
sector (Shin, 20089). This type of conflicts belongs to what has been 
called a state of co-existence by one side and the other during the 
lifetime of organizations that nurture a competitive environment, al-
ways seek to expand their activities, aims, and achieve competitive 
advantages. Presence of an organizational conflict does not mean hir-
ing dictatorial managers, as this will compromise the codes of ethics. 
However, the main objective of discussing organizational conflicts is 
to let the managers know the inevitability of job conflicts in the envi-
ronments of different business organizations. For example, organiza-
tional conflicts need a high level of emotionally intelligent managers. 
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This will equip them with the ability to manage businesses based on scientific methods that fulfill the 
aims of the organization and its long-term strategies.

Besides, advocates of the behavioral theory were the first to contribute to managing organizational con-
flicts and find out scientific and logical solutions. As the result, these solutions gave the employees ways 
for creativity in the field of performance. 

1. LITERATURE REVIEW

The review of literature on organizational conflicts 
in management sciences shows that cases of organ-
izational conflict in business environments have 
passed through three basic stages (Longenecker & 
Pringle, 1984): 

First: Traditional thought. This stage dominat-
ed from the 19th century until the first half of the 
20th century. It adopted the most common types 
of conflict and how they must be eliminated by all 
appropriate means. 

Second: Behaviorism. This stage started in the 
fifties of the last century, and it adopted the idea 
that a conflict is necessary for the organization 
and cannot be avoided. It purported that manage-
ment should only recognize the conflict, and de-
termine the acceptable level to serve its objectives.

Third: Interactive thinking. Under this stage, the 
philosophy adopted believes that a conflict is some-
thing normal to happen in the organization. Besides, 
it stated that a conflict has positive sides, and man-
agement does not have to eliminate it. Instead, it 
has to manage it by some intelligent methods to en-
sure achieving the balance among employees. 

Jawad (2000) discussed that a conflict is a defini-
tion used in the field of business administration 
and other knowledge fields as well. However, us-
ing this definition by the behavioral sciences (e.g., 
business administration) can be manifested in the 
following: 

• Conflicts arise in the organization due to in-
teractions among the elements of work envi-
ronment, shortage, and scarce resources of 
the operating activities and other adopted 
business policies in which a manager will not 
be able to make the right decision due to the 
presence of different perspectives.

• The main reason for conflicts is the effective 
cases faced by management due to some fac-
tors and other struggles that are taking place 
among employees of different levels. 

• Conflicts occur among employees of the same 
organization due to struggles and the level of 
understanding of cases that happen every day. 

• Conflicts occur due to different human be-
haviors made by employees of the same 
organization.

Greenberg and Baron (2003) defined an organi-
zational conflict as a confrontation that happens 
among employees when they feel that an obsta-
cle will threaten their performance. Alfreihat et 
al. (2009) defined conflict as a case that occurs 
between two parties or more in the same organ-
ization where they work. However, Omyan (2005) 
defined conflict as a competitive case that occurs 
between two parties with different aims and prof-
its. Buchanan and Huczynski (2004) defined con-
flict as behavior that makes negative side effects 
between two employees.

To achieve the aim of this study, an organizational 
conflict is defined as a case of tension and struggles 
that occur in the same work environment, with dif-
ferent job levels, with top or middle management, 
inner conflicts, and conflicts between employees and 
customers. Hellriegel et al. (2001) divided an organi-
zation conflict into different levels and directions:

First: Conflict at the individual level. This type of 
conflicts happens among individuals such as man-
agers, consultants, employees, and supervisors 
due to personal differences. Kondalkar (2007) dis-
cussed that this type of conflicts is the most com-
mon for business environments. 

Second: Conflict at the group level. This type of 
conflicts occurs between the internal units or in 
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the organization itself. For instance, it includes 
conflicts that may happen between the production 
and the marketing departments.

Third: Conflict at the organization level. This type 
of conflicts occurs between the organization and 
other organizations in the external environment. 
Such organizations are similar in terms of the ac-
tivities they undertake. Such competing organiza-
tions are driven by the goal of achieving a compet-
itive advantage. 

Fourth: Conflict at the employee level. This type of 
conflicts is psychological and takes place for vari-
ous reasons including economic, social and family, 
job and work stress (Keith, 1998). Moorhead and 
Griffin (1995) mentioned the idea of contradictory 
objectives as a type of a conflict. There are many 
types of these contradictory objectives. First: a 
contradiction in selecting two types of positive 
objectives. In this case, the employee would pre-
fer to choose them both. Second: a contradiction 
in selecting undesirable objectives. In this case, 
the employee must adopt one of these alterna-
tives.  Third: a contradiction in selecting positive 
objectives but with unexpected results. Such types 
of conflicts happen when the employee attends to 
accomplish a desired aim but at the same time, re-
sults are insufficient. 

Concerning employee turnover, there have 
been more than enough definitions on the mat-
ter. However, it is mainly defined as a process in 
which the employee resigns or moves from one 
job to another internally or externally (Saeed et al., 
2004; Wang et al., 2017). To achieve the goals of 
the study, the employee turnover was defined as 
behavior or a process in which the employees seek 
to resign and leave their present positions to work 
in another satisfactory one internally or external-
ly. Accordingly, job turnover might be classified 
into two types. The first one is external employ-
ee turnover, when an employee decides to leave 
his/ her position for another organization (i.e., he/
she resigns). The other type is internal employee 
turnover, when an employee decides to leave his/
her current position in the same organization for 
another position. Employee turnover is one of the 
most weaknesses facing organizations due to indi-
vidual needs or desires. Hence, management must 
pay attention to prevent employee turnover espe-

cially with the highest qualified employees (Al-
Khasawneh, 2013).

The subject of this research has taken a wide range 
of interest, especially in the American, European, 
and Japanese business organizations. The research 
is interested in the most outstanding reasons that 
drive employees to turnover. One of the most 
reasons that have been highlighted is that con-
flicts that happen among the employees and top 
management or conflicts that happen among the 
employees (Medina, 2012; Omisore & Abiodun, 
2014). Hence, the study focused on organizational 
conflict and its impact on employee turnover in 
private hospitals. Hotep et al. (2010) conducted a 
study to identify the impact of the organization-
al conflict on the performance of employees in 
Nigeria. The study showed that the main reason 
for the intra-firm conflict was scarcity of resourc-
es. It was found that the organizational conflict 
had positive and negative effects, but when prop-
erly managed, more positive than negative effects 
could be achieved. According to Garcia (2013), no 
negative impact of organizational conflicts on the 
performance of employees was found. Still, the re-
sults indicated that a conflict leads to an increase 
in the level of competitiveness, productivity, cre-
ativity, and innovation. Igbokwe (2014) studied 
whether an organizational conflict is useful or 
harmful to the organization. The study conclud-
ed that the organizational conflict is necessary be-
cause it supports the development and contributes 
to stimulating innovation. The study recommend-
ed that conflicts should be effectively managed 
since the beginning of the conflict. Omisore and 
Abiodun (2014) conducted a study on the causes of 
conflicts in organizations and their impact on em-
ployees. The study results showed that the conflict 
in the organization is natural and must be due to 
the interactions among the employees in the same 
organization. Besides, a conflict among employees 
has negative and positive effects on performance 
and production, especially if it is well managed 
by top management and receives early attention 
before the conflict becomes serious. Longe (2015) 
conducted a study to identify the impact of a con-
flict on the business environment in Nigerian or-
ganizations in terms of job performance through 
a random sample of 250 employees. The results 
showed that there is a statistically significant re-
lationship among conflict management methods 
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such as collective negotiations, containment of 
conflict, long stay of employees in the work envi-
ronment, and conflicts among employees. The re-
sults also showed that conflict situations are nat-
ural among employees due to differences in pur-
pose and personal characteristics. Although there 
are positive and negative results, management re-
sponds wisely to activate the positive aspects and 
reduce the negative ones. A study conducted by 
Al-Shourah (2015) on the impact of a conflict on 
the effectiveness of regulations in Jordan found 
that a conflict among employees in the work en-
vironment is normal. It may also occur in any or-
ganization and does not constitute a high degree 
of risk to the organization. The results showed 
that employees do not prefer conflicts among 
them because it leads to psychological tension 
and affect the level of job performance nega-
tively. The study of Eunice et al. (2015) attempt-
ed to identify the impact of a personal conflict 
among job seekers in hotels in Kenya. The study 
was then conducted on a group of (194) employ-
ees. It was found that conflict among the employ-
ees is important because it creates competition 
to achieve better performance among them. It 
was found that there are no negative effects of 
employee conflicts on job performance. Said et 
al. (2016) conducted a study, which aimed to 
identify the relationship between organizational 
conflicts and the communication, structure, and 
personal characteristics of Malaysian companies. 
The results showed a strong relationship between 
communication, functional structure, and char-
acteristics of employees. It was found that the 
communication process plays a powerful role in 
containing conflicts among employees. However, 
Malkawi and Omari (2020) aimed to specify the 
impact of organizational justice on organization-
al conflict management at Jordanian Marseilles 
Company. The study found a significant statisti-
cal effect of organizational justice on organiza-
tional conflict management as a whole and all its 
indicators (inter-personal conflicts, intra-group 
conflicts, and organizational conflicts) at α≤ 
0.05. Company management is recommended 
to expand organizational justice in all dimen-
sions, reinforce the use of organizational justice 
in managing organizational conflict, and raise 
awareness of management and employees in the 
company about how to manage organizational 
conflict by adopting organizational justice.

Therefore, many studies focused their interest on 
the role played by the organizational conflict and 
its impact in all business environments, except for 
the healthcare sector. Moreover, the interest in the 
organizational impact on the independent varia-
bles was highlighted. Therefore, the current study 
is highly relevant because it considers a comple-
mentary topic and emphasizes its interest in pri-
vate hospitals that provide a very important ser-
vice for the patients. It also focuses attention on 
internal and external employee turnover. 

2. AIM

This study aims to determine the most prominent 
types of organizational conflict among employees 
of private hospitals in Jordan. It also aims to iden-
tify the influence of the most common types of 
organizational conflicts on employee turnover in 
private hospitals and analyze the most common 
types of organizational conflicts and their effects 
on the turnover, based on the variables of sex, 
years of job experience, and job title. 

3. HYPOTHESES

This study is based on the following hypotheses: 

H01: There is a high impact of organizational con-
flict on the internal turnover of employees 
in hospitals, including conflicts between em-
ployees and top management, conflicts be-
tween employees and middle management, 
conflicts between employees and direct su-
pervisors, conflicts between employees and 
other employees of the same job level from 
different departments, conflicts between 
employees and other employees in the same 
organizational units, conflicts between em-
ployees and owners, conflicts between em-
ployees and customers, and inner conflicts of 
employees.

H02: There is a high impact of organizational con-
flicts on the external turnover of employees 
in hospitals, including conflicts between em-
ployees and top management, conflicts be-
tween employees and middle management, 
conflicts between employees and direct su-
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pervisors, conflicts between employees and 
other employees of the same job level from 
different departments, conflicts between 
employees and other employees in the same 
organizational units, conflicts between em-
ployees and owners, conflicts between em-
ployees and customers, and inner conflicts of 
employees.

H03: There are statistically significant differences 
in the impact of organizational conflicts of 
employees on employee turnover according 
to the following personal characteristics: sex, 
years of job experience, and job title.

4. METHODOLOGY 

4.1. Problem 

The problem of the study stems from the burdens 
that face employees of private hospitals. Such bur-
dens affect and create different conflicts among 
employees and cause increasing external and in-
ternal turnovers. Therefore, different questions are 
arising out of this problem:

• What are the most common types of organiza-
tional conflicts that take place in private hos-
pitals (conflicts between employees and top 
management, conflicts between employees 
and middle management, conflicts between 
employees and direct supervisors, conflicts 
between employees and other employees of 
the job level from different departments, con-
flicts between employees and other employ-
ees in the same organizational units, conflicts 
between employees and owners, conflicts be-
tween employees and customers, and inner 
conflicts of employees)? 

• What is the impact of organizational conflict 
between employees on the internal and ex-
ternal turnover (conflicts between employees 
and top management, conflicts between em-
ployees and middle management, conflicts be-
tween employees and direct supervisors, con-
flicts between employees and other employees 
of the same level from different departments, 
conflicts between employees and other em-
ployees in the same organizational units, con-

flicts between employees and owners, con-
flicts between employees and customers, and 
inner conflicts of employees)? 

• Is there any statistically significant connec-
tion between organizational conflicts and 
turnover by employees based on the variables 
of sex, years of job experience, and job title?

4.2. Significance of the study

The study is considered significant because it inves-
tigates the most common types of organizational 
conflicts and their impact on employee turnover 
in hospitals as an important healthcare sector. 
The study also highlights organizational conflicts 
that will be used positively by managers and deci-
sion-makers. This is realized through benefitting 
from the results in developing the relations among 
employees and minimizing the level of conflicts to 
attain stability and staff retention. 

4.3. Sample 

The study uses the descriptive-analytical approach, 
which focused only on employees of private hos-
pitals in Jordan. The sample included employees 
working in administrative and customer service 
positions. There are eight hospitals and they are 
operating in four governorates in northern Jordan 
(Irbid, Jerash, Mafraq, and Ajlun). The study is ap-
plied to four private hospitals, which are chosen 
randomly.

Due to the difficulty of determining a number of 
employees in private hospitals, 340 questionnaires 
were distributed randomly among the staff. 302 
questionnaires were received back, and 13 ques-
tionnaires were excluded because they were not 
valid for analysis.

Therefore, the number of subjects approved to 
form the sample of this study is 289 employees, 
achieving a 85% response rate.

The questionnaire is based on different studies (Al-
Shourah, 2015; Malkawi, 2017; Said et al., 2016; 
Malkawi, 2018; Longe, 2015; Al-Khasawneh et al., 
2018). The questionnaire is divided into three parts. 
Part 1 involves personal information about employ-
ees. Part 2 measures the types of organizational con-
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flicts in private hospitals. Part 3 measures the impact 
of organizational conflicts on the internal and exter-
nal organizational turnover of employees. 

4.4. Variables measurement

Degree measurement is used in this study by de-
signing a survey that consists of many questions. 
There are five possible answers as per Likert Scale: 
(5) very high degree, (4) high degree, (3) medium 
degree, (2) low degree, and (1) very low degree. 

To calculate the mean for each variable, which 
represents a quantitative measure, the variable 
is judged statistically to see if it obtains a mean 
greater than 3.00, provided that it receives a level 
of significance from the t-test less than 0.05. Table 
1 shows the statistical significance of means. 

Table 1. Statistically significant means

Significant degree Category
Low Less than 2.33

Middle 2.33-3.66

High 3.67-5

4.5. Statistical tools

The Statistical Package for Social Science (SPSS) 
is used for the descriptive analysis to test the hy-
potheses of the study and answer the questions 
as well. Besides, other statistical tools such as fre-
quencies, percentages, standard deviations, means, 
and t-test were used. 

5. RESULTS 

5.1. Tool reliability 

Tool reliability of the study is measured by 
Cronbach-Alpha. Table 2 shows that all points 
were more than 0.60, which means that the tool 
used in this study is reliable. 

Table 2. Cronbach-Alpha values

Areas Cronbach Alpha 
Organizational conflicts 0.85

Internal employee turnover 0.77

External employee turnover 0.72

Total 0.88

5.2. Demographic variables

Table 3 shows details of personal demographic da-
ta for the sample (employees) of the study. 

Table 3. Demographic variables

Variable Mean Percentage
Gender 

Male 189 60.19

Female 125 39.81

Job title 
Doctor 230 73.25

Executive 84 26.75

Years of job experience 
Less than a year 21 6.69

1-3 years 49 15.61

4-9 years 130 41.40

More than 10 years 114 36.31

Table 3 shows that males represent 60.19% of the 
sample, whereas 39.81% are females. Doctors rep-
resent 73.25 % of the sample, whereas 26.75% are 
managerial executives. It also shows 41.40% of em-
ployees who have 4-9 years of experience. There 
are 36.31% of employees whose experience is more 
than 10 years, and 15.61% whose experience is be-
tween 1-3 years. However, there are 6.96% of em-
ployees who have experience of less than one year. 

The main question of the study is: what are the 
most common types of organizational conflicts 
among employees at private hospitals in Jordan 
(conflicts between employees and top manage-
ment, conflicts between employees and middle 
management, conflicts between employees and 
direct supervisors, conflicts between employees 
and other employees of the same level from differ-
ent departments, conflicts between employees and 
other employees in the same organizational units, 
conflicts between employees and owners, conflicts 
between employees and customers, and inner con-
flicts of employees)? 

Table 4 shows that the highest levels of conflicts 
are represented by inner conflicts, which is the 
most common type of conflicts, followed by con-
flicts between employees and direct supervisors, 
conflicts between employees and customers, con-
flicts between employees and top management. 
However, conflicts with employees from different 
departments and conflicts among the employees 
in the same units showed middle results. While 
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the lowest level of conflicts is between employ-
ees and owners, as well as employees and middle 
management. 

6. DISCUSSION

6.1. Hypothesis 1

There is a high impact of organizational conflict 
on the internal turnover of employees in hospitals, 
including conflicts between employees and top 
management, conflicts between employees and 
middle management, conflicts between employees 
and direct supervisors, conflicts between employ-
ees and other employees of the same job level from 
different departments, conflicts between employ-
ees and other employees in the same organization-
al units, conflict between employees and owners, 

conflict between employees and customers, and 
inner conflicts of employees.

Table 5 shows that: 

• The mean values for paragraphs 11, 12, 13, and 
14 were more than 3.00. The statistical signif-
icance was less than 0.05. This means that 
organizational conflicts affect employees and 
employee turnover (conflicts between employ-
ees and direct supervisors, conflicts between 
employees and other employees from differ-
ent departments, conflicts between employees 
and other employees in the same organiza-
tional units, conflicts between employees and 
owners). 

• The mean values for paragraphs 9, 10, 15, and 
16 were less than 3.00, which means that it is 

Table 4. Mean and the most common conflicts ranks

No. Items Mean Degree Rank

1 Conflicts with top management 3.77 High 4

2 Conflicts with middle management 1.50 Low 8

3 Conflicts between employees and a direct supervisor 4.46 High 2

4 Conflicts between employees and other employees in a different department 3.02 Middle 5

5 Conflicts between employees and other employees in the same organizational unit 2.91 Middle 6

6 Conflicts between employees and owners 2.11 Low 7

7 Conflicts between employees and customers 4.39 High 3

8 Inner conflicts of employees 4.48 High 1

Table 5. Means, standard deviations, and T-values for internal turnover

No. Item Mean values Standard 
deviations T-values Statistical 

significance

9

Conflicts with top management motivate me the 
most to seek transfer to other departments in the 
organization

2.49 1.81 –3.29 0.00

10

Conflicts with middle management motivate me the 
most to seek transfer to other departments in the 
organization

2.53 1.83 –2.97 0.00

11

Conflicts with the direct supervisor motivate me the 
most to seek transfer to other departments in the 
organization

4.62 0.96 19.45 0.00

12

Conflicts with employees of the same job level from 
different departments motivate me the most to seek 
transfer to other departments in the organization

3.96 1.04 10.64 0.00

13

Conflicts with employees in the same organizational 
units motivate me the most to seek transfer to other 
departments in the organization

3.57 1.03 6.38 0.00

14
Conflicts with owners motivate me the most to seek 
transfer to other departments in the organization 3.17 1.13 2.92 0.02

15
Conflicts with customers motivate me the most to seek 
transfer to other departments in the organization 2.87 1.43 –1.09 0.28

16

Inner conflicts and own problems motivate me the 
most to seek transfer to other departments in the 
organization

2.36 1.80 –4.13 0.00

Total 3.19 1.23 1.71 0.09
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not statistically significant. Instead, it means 
that organizational conflicts do not affect em-
ployees and internal turnover of employees 
(conflicts between employees and top man-
agement, conflicts between employees and 
middle management, conflicts between em-
ployees and customers, and inner conflicts of 
employees.

• The mean value for all paragraphs was 3.19, 
and the statistical significance was less than 
0.05. Generally, organizational conflicts affect 
employees and internal turnover. So, the hy-
pothesis is proved to be true.

6.2. Hypothesis 2

There is a high impact of organizational conflicts 
on the external turnover in the hospitals, includ-
ing conflicts between employees and top manage-
ment, conflicts between employees and middle 
management, conflicts between employees and 
direct supervisors, conflicts between employees 
and other employees of the same level from differ-
ent departments, conflicts between employees and 
other employees in the same organizational units, 
conflicts between employees and owners, conflicts 
between employees and customers, and inner con-
flicts of employees.

Table 6 shows that the mean value for paragraphs 
17, 19, 21, 23, and 24 was more than 3.00. The 

statistical significance was less than 0.05, which 
means that organizational conflicts affect employ-
ees and external turnover (conflicts between em-
ployees and top management, conflicts between 
employees and direct supervisors, conflicts be-
tween employees and other employees from the 
same department, conflicts between employees 
and customers, and inner conflicts of employees). 

However, the mean value for paragraphs 18, 20, 
and 22 was less than 3.00, which means that it is 
not statistically significant. Instead, it means that 
organizational conflicts do not affect employees 
and external turnover (conflicts between employ-
ees and middle management, conflicts between 
employees and other employees from different de-
partments, and conflicts between employees and 
owners).

Nevertheless, the mean value for all paragraphs was 
3.51, which is more than 3.00, and the statistical sig-
nificance was less than 0.05. Generally, organiza-
tional conflicts affect employees and external turno-
ver. So, the hypothesis is proved to be true. 

6.3. Hypothesis 3

There are statistically significant differences in the 
impact of organizational conflicts of employees on 
employee turnover according to the following per-
sonal characteristics: sex, years of job experience, 
and job title (see Table 7). 

Table 6. Means, standard deviations, and T values for external turnover 

No. Item Mean values Standard 
deviations T-values Statistical 

significance

17
Conflicts with top management motivate me the most 
to leave work for another organization 4.09 0.89 14.20 0.00

18
Conflicts with middle management motivate me the 
most to leave work for another organization 2.99 1.41 –0.12 0.90

19
Conflicts with direct supervisors motivate me the most 
to leave work for another organization 4.10 0.94 13.50 0.00

20

Conflicts with the other employees of the same job level 
from different departments motivate me the most to 
leave work for another organization

2.45 1.81 –3.53 0.00

21

Conflicts with the other employees in the same 
organizational units motivate me the most to leave work 
for another organization

3.29 1.05 0.00 0.00

22
Conflicts with owners motivate me the most to leave 
work for another organization 2.47 1.79 –3.42 0.00

23
Conflicts with customers motivate me the most to leave 
work for another organization 4.02 0.94 12.62 0.00

24
Inner conflicts and own problems motivate me the most 
to leave work for another organization 4.64 0.95 20.11 0.00

Total 3.51 1.07 5.18 0.00
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There is statistical significance for the influence of 
organizational conflicts of employees on turnover 
based on personal variables (sex). Table 7 shows 
that the level of significance was more than 0.05, 
which means that it is not statically significant. So, 
the hypothesis is rejected. 

There is statistical significance for the influence of 
the organizational conflicts of employees on turn-
over based on the years of job experience. Table 7 

shows that the level of significance was more than 
0.05, which means that it is not statically signifi-
cant. So, the hypothesis is rejected. 

There is statistical significance for the influence of 
the organizational conflicts of the employees on 
turnover based on the job title. According to Table 
7, the level of significance was more than 0.05, 
which means that it is not statically significant. So, 
the hypothesis is rejected.

CONCLUSION

The study concluded that the highest levels of organizational conflicts in private hospitals in Jordan are 
inner or psychological conflicts of employees. They are followed by conflicts between employees and di-
rect supervisors, conflicts between employees and customers, and conflicts between employees and top 
management. The study concluded that there are middle-level conflicts between employees and other 
employees of the same job level from different departments, and conflicts between employees and other 
employees from the same organizational units.

The study revealed low-level conflicts between employees and owners, as well as between employees 
and middle management. While the highest impact of organizational conflicts on the internal em-
ployee turnover in private hospitals was as follows: conflicts between employees and direct supervi-
sors, conflicts between employees and other employees of the same job level from different depart-
ments, conflicts between employees and other employees in the same organizational units, conflicts 
between employees and owners. In addition, the highest impact of organizational conflicts on the 
external employee turnover in private hospitals was as follows: conflicts between employees and top 
management, conflicts between employees and direct supervisors, conflicts between employees and 
other employees in the same organizational units, conflicts between employees and customers, and 
inner conflicts of employees. Moreover, there were no statistically significant organizational conflict 
effects on turnover of employees based on demographic variables such as sex, years of job experience, 
and job title. 

Following the results, private hospitals are recommended to provide an appropriate work environment 
for employees, develop the high level of well-being, and decrease the workload to create stability, which 
prevents work pressure and tensions. Regarding relations between employees and management units, 
mutual trust and respect must be developed and assured. In addition, the level of social relations among 
employees needs to be enhanced. Moreover, organizational culture needs to be developed, which guar-
antees employees justice when it comes to various privileges, allocation of tasks and duties without dis-
crimination. In addition, top management in private hospitals must protect their employees from direct 
intervention of owners into work affairs. Employees should be in direct contact with the head of their 
unit, and top management has to follow up on the organizational conflicts and find all means to solve 
problems before they turn into real catastrophes. 

Table 7. The results of T values, F values, and the level of significance shown based on the 
demographic variables

Variable T value F value Level of significance 
Sex 0.51 …. 0.60

Job title 0.62 …. 0.54

Years of experience …. 0.18 0.98
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