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ABSTRACT
C_______________________________________________________________________________________

BACKGROUND:

Healthcare industry pursues in retaining customers to provide them with best health services and in return gained
revenue through their staff support and exceptional performance, this created challenges for the organization due to
demanding work schedule and emotional stress while delivering patient care, hence higher tendency levels to
withdraw from the organization exist.

AIM:

The primary objective of this study is to investigate the relationship between organizational commitment (OC) and
intention to leave (IL) in the health care sector, with the focus on how these factors affect employee retention and by
influencing their job satisfaction. The focus of this study is to investigate the role of toxic work environment (TWE) as a
potential mediator in the relationship between organizational commitment (OC) and intention fo leave (IL).

METHODS:

A quantitative descriptive cross-sectional design was used targeting the largest healthcare company employees in
United Arab Emirates (Abu Dhabi healthcare company -SEHA-), 367 participants responded to the questionnaire.
SmartPLS version 4 and SPSS version 26 used to analyze the data.

RESULTS:

The stafistical analysis of the study revealed significant findings, which showed that organizational commitment (OC)
negatively influences intention to leave (IL) with a beta coefficient (B) of -0.545 and a p-value which is less than 0.05,
and likewise affects a toxicity negatively -0.411, p factory (TWE) where R is < 0.05. Furthermore, TWE has been shown to
significantly influence IL (B =0.529, p <0.05) and mediate the relationship between OC and IL.

CONCLUSION:

OC impacts the IL in different ways and at different levels. Yet, there needs to be more research investigating the
correlation between these two variables in the health sector. The relationship between OC and IL requires further
elucidation. This study evaluated the mediation influence of the TWE nofion, which helps employees feel safe and
comfortable.

KEYWORDS
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INTRODUCTION

I
In the current, increasingly globalized competition in the
healthcare industry, hospitals seek to acquire and retain
loyal customers, achieve financial rewards by supporting
their employees, and achieve excepftional performance
results. In addition, healthcare organizations commonly
perceive nurses as crucial components and indispensable
participants in a dynamic healthcare environment with a
substantial duty to provide patient care.

The job comes with many challenges, such as the
schedules and emotional stress associated with patient
care. These challenges increase job dissafisfaction and a
tendency to leave the company or job. On the other
hand, employees with quitting intentfions voluntarily
withdraw from the job and their jobs [1]. Companies may
face many consequences due to change, including
decreased nursing productivity, quality of nursing care,
burden  [2].

commitment,

and increased financial However,

organizations' personal psychological
attachment to individuals, and loyalty to their abandoned
employer all have animpact on employee emotional fies

[3, 4].

In contrast, the perception of a toxic work environment,
characterized by factors such as poor communication,
lack of support, bullying, lack of salary increases,
increased patient acuities and overwork, has been
identified as an essential confributor to nurse turnover
increases [5]. These environments reduce not only job
but

increasing the intention to turnover [5].

satfisfaction also organizational commitment,

The healthcare sector in the United Arab Emirates (UAE)

faces significant challenges due to the increasing

demand for qualified and licensed healthcare
professionals, including nurses. This demand is driven by
rising healthcare needs resulting from sociodemographic
and epidemiological changes. These challenges are
further compounded by high turnover rates and the
tendency for specialists to leave the profession. However,
various organizational and individual factors influence
nurse retention, including organizational commitment,
hostile environment, and poor working conditions [6]. It is
therefore crucial for the Emirati healthcare sector to
ensure the stability of the healthcare sector, including
staff

continues to research healthcare, it will improve quality to

nursing retention and satisfaction; as the UAE

ensure the quality of patient care and service delivery,
organizational efficiency, productivity and performance,
and a medical tourism centre.

The main objective of this study is to investigate the effect
of organizational commitment on nurse's intention fo
leave within Abu Dhabi Health Services Company (SEHA).
In addition, the nursing literature must thoroughly examine
the mediating role of a TWE in the relationship between
OC and IL. This study aftempts to fill this gap by proposing
that toxic workplaces act as essential mediators in this
relationship. To examine this idea, we draw on the
theoretfical framework of the Job Demands-Resources
(JD-R) model [7], which posits that job demands (e.g.,
toxic workplaces) have negative consequences, such as
employee. Mental and physiological factors lead to the
idea of giving up.

The study may provide valuable insights to hospital

administrators,  policymakers, and other relevant
stakeholders and enable them to effectively implement
measures that promote commitment and mitigate

attrition rates within the nursing profession.

This research contributes to the literature on organizational

commitment and intenfion fo leave by providing
quantitative evidence of the relationship between these
variables in the context of the healthcare sector in Abu
Dhabi. Additionally, the study enhances understanding of
how organizational commitment can influence nurses'
decisions to stay or leave their positions, offering valuable
insights for stakeholders in developing strategies fo

improve job retention.

LITERTURE REVIEW

I
Nursing is a demanding career that is pivotal in all
healthcare institutions. The highly selective work frequently
leads to emotional, physical, and mental fatigue in
professionals, resultingin decreased motivation, emotional

exhaustion,  frustration, strained relationships  with
colleagues, extended working hours, and limited
autonomy.

The healthcare sector must enact reforms to establish an
organizational culture that fosters a sense of ownership
and close involvement among younger and freshly hired
staff in the organization's vision and mission. The study
suggests that policymakers should prioritize improving

The Effect of Organizational Co mmitme nt on Intention to Leave among Nurses: A Quantitative Study of Abu Dhabi He alth Services Company (SEHA) 2
Asia Pacific Journal of Health Management 2024; 19(3):i3475. doi: 10.24083/apjhm.v19i3.3475



nurses' organizational commitment, requiring
implementing methods fo recruit, attract, and retain

dedicated nurses.

THEORETICAL BACKGROUND

Social Exchange Theory

This study utilized social exchange theory (SET) to examine
the relationship between the organization and its
employees. The theory of social exchange is a
sociological and psychological perspective that explains
social change and stability as a process of interactional
exchange between different aspects, derived from
economic, psychological and social learning [8,9,10]. It
emphasizes that through subjective value-benefit analysis
and contrast of alternatives human relations [8]. SET is a
foundational concept of organizational behavior and
human resource management, assisting fo give an
explanation for how interactions among personnel and
their groups have an effect on aftitudes and behaviors

along with commitment, delight, and furnover intentions

(1]

Based on social exchange theory, the three variables
organizational commitment, intention to leave, and toxic
work environment are intriguingly associated through the
scale of value-advantage appraisal and to each different
self-efficacy organizational dedication displays the
volume to which employees experience loyalty and duty
to their organization [8]. In contrast, a foxic work
environment, characterized by miscommunication, lack
of support, and pervasive stress,increases perceived costs
for employees, leading to dissatisfaction and the
breakdown of the reciprocity expected in a healthy
working relationship [11]. This imbalance greatly increases
the intenfion to

leave, as personnel try to escape

unfavorable situations and are looking for higher
alternatives wherein profits are greater favorable [9]. Thus,
SET explain how the nature of workplace change directly
affects employee behavior and decisions, where toxicity
undermines increases  turnover

commitment and

intentions [10].

Organizational Commitment

OC isan individual's psychological connection and loyalty
to their workplace, is a crucial factor influencing such
decisions [3]. OC refers to an individual employee's
profound emotional attachment to the organization. It
can be comprehended through three dimensions:
and normative. Affective

affective, continuance,

commitmentis the emotional atfachment that employees

have towards the organization. Continuity commitment is
linked fo
departing from the company. Normative commitment is

determined by the anticipated expenses

influenced by a feeling of moral duty to stay in the group
[1]. Commitment can reduce discontent and the need to
leave, while its lack might worsen these feelings.

While it
commitment

was anticipated that all three types of

would connect employees to the
organization, each type was thought to have a distinct
influence on employee work behavior [4,12]. Furthermore,
each type of commitment was supposed to signify a
1993, a
study examined the three-

and its impact on

different motivation for a specific result. In
quantitative correlational
component commitment model
turnover intention and occupational commitment.
Furthermore, the study reviews the literature regarding the
tools researchers utilize to evaluate employee affective,
and turnover

continuance, normative commitment,

intentions [4].

OC is considered a predictor of intention to depart. It is
crucial to comprehend how nurses' leadership styles, work
engagement, and organizational commitment are
interconnected due fo the rapidly evolving regulations,
procedures, and work-life quality, which can substantially

impact healthcare operations and service provision.

Intention To Leave

Intention to quit refers to an employee's voluntary wish to
depart an organization [13]. Infention fo leave refers o
the desire to stop a current position and find a new one
within the same organization (internal) or in a different
organization (external), which could also involve leaving
the profession entirely. This phenomenon is infricate,
particularly in healthcare environments, and can be
affected by several elements, such as motfivational,
cognitive, and behavioral factors [14]. While turnover
intention has been extensively discussed in research,
verifying furnover cognition measuresis still necessary [15].
Previous research has shown that factors like work
environment, emotional tfiredness, practice safety, staff
shortage, and professional characteristics such as age
and education might lead to nurses wanting to quit their
18,19].
Insufficient staffing and poor work situations often prompt

unit, department, or organization [16, 17,
professionals to depart (leave) due to higher workloads
that are not conducive to nursing practices. Professional

development opportunities are a crucial component.
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Career stagnation is linked to organizational loyalty and
the likelihood of leaving a job [20].

Toxic Work Enviroment

Many healthcare workers, particularly nurses and
administrators, mayface irritation and bewilderment when
working in challenging circumstances. The nurse's duty has
become more complex and demanding due to
challenging work conditions and increased demands from
the Health Ministry, healthcare organizations, patients,
and relafives. The evolving duties of nurses significantly
affect their working conditions and healthcare delivery.
Several factors contribute to occupational stress in toxic
The

environments differ in type and occurrence among

work  environments. sources of foxic work
various nursing specidalities. Identifying the causes of job
dissatisfaction and poor work and life quality among
healthcare professionals and taking steps fo resolve these
issues could help reduce turnover rates and the intention

of nursing staff to quit the hospital.

Some researchers have contended that foxic leaders'
lasting adverse impact on an organization's culture and
climateis a crucial factor in determining toxicity [21]. Toxic
leaders were identified as a component of contfaminated
environments. Another study proposed bullying, stress, and
emotional fatigue as examples of characteristics foundin
toxic companies [22]. Management by terror, a strategy
linked to dictatorial regimes, was suggested to be a
harmful influence. narcissistic

significant Managers'

behaviours were meant

To be inevitably dangerous. When narcissism reaches a
level of disorder similar to alcoholism, drug addiction, and
depression, it could negatively impact morale and group
effectiveness and potentially result in disaster [23].
Overall, this study has two primary goals. The first objective
is to analyze the correlation between OC and IL in the
health sector. The second objective is to uncover the
mediating influence of a TWEin this correlation. It will help
policymakers improve retention methods and increase
practice settings and job-related results.

HYPOTHESIS DEVOLPMENT

Organizational Commitment And Intention To Leave

The relationship between organizational commitment and

Organizational commitment, defined as the psychologicadl
attachment an employee feels to their organizational
[4,24]. High
commitment are associated with low infentions to leave,

feelings about levels of organizational
which is important in nursing because of the high costs
and negafive consequences associated with nurse
turnover [1]. Multiple studies consistently demonsitrate that
emotional commitment has the most robust inverse
correlationwith the desire to leave. This implies that nurses
who experience a strong emotional bond with their
organization are less inclined to confemplate leaving
[24,25]. In contrast, higher levels of turnover are linked to
lower levels of organizational commitment, as nurses seek
to locate a work environment that is both fulfilling and

supportive [26].

One study examined how work environment and nurse

staffing influence organizational commitment and
intention fo leave in Portuguese hospitals, emphasizing the
critical role of affective and continuance commitmentin
reducing turnover intentions [27]. Similarly, integrative
research found that factors such as job satisfaction and
leadership style significantly influence nurses' decisions fo
stay or leave [28]. Furthermore, research revealed a
negatfive relationship between organizational
commitment and furnover infentions, suggesting that
congruence between individual and organizational
values can increase commitment and reduce turnover

[29].

Prior research has confirmed the correlation between OC
and nurses' IL the organization and the profession. A
significant connection was discovered between the
affective aspect of work commitment and the intention o
leave among Malaysian nurses [30]. Furthermore, a strong
correlation was established between work quality, health
percepftions, and normative organizational commitment
[31]. A study conducted with nurses in Korea found that
high levels of organizational commitment and job fatigue
were sftrong indicafors of a likelihood of turnover
intentions. In China, nurses who expressed satisfaction and
demonstrated a strong sense of job commitment were

likelier to remainin their current roles [32].

A current look at across many sectors has uncovered a
strong correlation among organizational commitment and

intention to leave an imporfqnf research area in the intention to |eC|V€, h|gh||ghhng its SignifiCGﬂce outside
organizational  behavior, particularly the nursing  the nursing discipline. A robust sense of organizational
profession. commitment, coupled with effective results such as

increased productiveness, reduced turnover, and greater
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activity pride and emotional commitment, efficaciously
diminishes employees' purpose fo go away through
fostering a more potent emotional reference to the
business enterprise [33]. Both emotional and normative
commitment play vital roles in mitigating turnover
infentions through enhancing worker loyalty and fostering
a sense of duty [34]. Teachers who own a robust
experience of organizational commitment are less in all
likelihood to have the preference to leave their career.
This is in the main due to the fact they revel in more
degrees of task pleasure and emotional properly-being
[85]. Promotional dedication is a vast factor in worker
retention, particularly while thinking about job balance
and benefits [36].

The studies spotlight the importance of enhancing
organizational commitment by supportive management,
favorable running circumstances, and explicit career
development opportunities with a purpose to decrease
turnover intentions across diverse task settings [24]. Taking
into account the results of earlier studies, the hypothesis is
stated as follows:

H1: Organizational commitment is negatively related to
intention to leave among nurses.

Organizational Commitment And Toxic Work
Enviroment

The correlation between organizational commitment and
toxic work environment among nurses is an important
region of studies. An evaluation of organizational behavior
and HR practicesincludes the examination of a toxic work
environment, which is characterized by using terrible
behaviors which includes bullying, harassment, lack of aid,
high degrees of pressure, and ineffective communiqué.
Studies indicate that toxic work environments lessen
organizational commitment by using amplifying process
discontent, stress, and burnout, consequently elevating
[37].
demonstrate

turnover intentions Nurses running in toxic

environments diminished emotional
dedication because of emotional stress and a dearth of
helping connections, each of which are vital for fostering
[28].

exposure to destructive operating situations would possibly

loyalty and involvement Moreover, extended

erode normative dedication, for the reason that
experience of responsibility to live within the company is
diminished due to the continuing presence of terrible
situations [38].

Studies have shown that besides stressors inherent to
nursing, management attributes also impact adverse
work-related outcomes such as stress, fatigue, health
issues, burnout, and low performance among nursing staff
[39,40]. The previous study proposed four poisonous
behaviors: aggressiveness, narcissism, lack  of
trustworthiness, and passivity [41]. A low-trust environment,
negafive emotional contagion, high stress, and incivility
are considered toxic environmental variables [42].

Recent research across various indusiries has illuminated
the significant impact of a toxic work environment on
organizational commitment, demonstrating that this
relationship extends well beyond the nursing profession.
Organizational commitment, which includes affective,
confinuance, and normatfive addifives, is usuadlly
associated with high quality place of job outcomes
consisting of multiplied activity performance and lower
[4,24].

harassment notably reduce personnel' organizational

furnover  quotes Workplace bullying and

commitment in various industries, main to multiplied
turnover [43].
management are fundamental factors contributing to

intentions High pressure and poor

reduced organizational commitment and expanded
turnover within the generation area [44]. A loss of assist
and high-pressure ranges cause decrease organizational
commitment amongst instructors, contributing to higher
intentions to leave [38]. Furthermore, poisonous work
terrible

environments characterized by means of

conversation and excessive stress erode affective
dedication and growth turnover intentions inside the
[45]. This

significance of addressing toxic paintings environments fo

company darea literature underscores the

enhance organizational commitment and decrease
turnover intfentions among nurses. Drawing from previous
research findings, the hypothesis is proposed as follows:
H2: Organizational commitment is negativelyrelated to a
toxic work environment among nurses.

Toxic Work Enviroment And Intention To Leave

The correlation between foxic work environment and
nurses' intention to leave has been a crucial subject of
study in recent times, carrying substantial ramifications for
the healthcare sector. Nurses' intents to leave their jobs
are greatfly heightened by workplace bullying and
harassment, as these behaviors foster a hosfile and
stressful work environment [43]. The primary factors that
prompt nurses to seek employment elsewhere include
elevated levels of job stress and inadequate professional
support [46]. Nurses working in settings characterized by

insufficient support and elevated stress levels frequently
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contemplate abandoning their profession, underscoring
the significance of intervention to enhance workplace
conditions [2]. A toxic work environment, characterized by
deficient communication and absence of support,
substantially  heightens  nurses' intents  to
the

constructive and supportive work milieu [47].

resign,

underscoring significance  of establishing a

Studies in the realm of technology suggest that elevated
levels of stress in the workplace and inadequate support
from supervisors are significant determinantsinemployees'
choice to pursue other employment opportunities [36].
Furthermore, a study conducted in the healthcare industry
revealed that a noxious work atmosphere substantially
amplifies the likelihood of health workers wanting to leave
their jobs, underscoring the significance of implementing
measures to enhance the work environment [47]. These
findings emphasize the influence of a harmful work
environmenton employees' inclination to resign. Based on
the findings of prior research, the following hypothesis has
been formulated:

H3: Toxic work environmentis positivelyrelated to infention
to leave among nurses.

Mediating Role Of Toxic Work Environment

The present literature has not adequately examined the
effect of a toxic work environment in mediating the
associafion between organizational commitment and
Studies
demonstrated that workplace bullying and harassment

intention to leave among nurses. have
have a direct impact on nurses' inclination to leave their
jobs, indicating the detrimental consequences of a hostile
work environment without explicitly examining its
intermediate function [43]. A study discovered job stress
and low supervisor support as significant factors
contributing to intention fo leave [48] . However, they did
not investigate the mediation impacts of a toxic work

environment.

In healthcare, the need for better workplace conditions to
reduce turnover intentions has been emphasized without
exploring the mediating role of toxic environments [45].
However, a toxic work environment can undermine the
positive effects of organizational commitment by
increasing job dissatisfaction, stress, and burnout, whichin
turn heighten the intenfion to leave [37].Studies have
shown that even highly committed nurses are more likely
their

environment as toxic, as the negative aspects of their

to consider leaving if they perceive work

workplace outweigh their attachment to the organization
[50,37]. These findings underscore the significantimpact of
toxic work environments on turnover infentions and
highlight the need for further research to explore their
mediating role in the relationship between organizational
commitment and intention to leave among nurses. The
hypothesis is formulated as follows:

H4: Toxic work environment mediates the relationship
between organizational commitment and infention to
leave among nurses.

CONCEPTUAL FRAMEWORK

The conceptual framework of this study, depicted in
Figure 1, is based on the connections identified among
various factors in the literature review.

FIGURE 1- CONCEPTUAL FRAMEWORK

METHODS AND MATERILES
|

SAMPLING AND DATA COLLECTION

The study used a descriptive design, focusing on the
objectives of the study. A cross-sectional approach was
also used considering the data collected at this particular
point in time. The sample of the study consisted of nurses
working in the Abu Dhabi Healthcare Company (SEHA) in
Abu Dhabi, United Arab Emirates (UAE).

The procedure was a comprehensive examination, and
approval was obtained from the Research Ethics
Committee of SEHA, with a decision number SEHA-IRB-487.
The data were gathered from November to December
2023 through an online survey methodology.

The study used a disproportionate random sampling

method to accurately describe conditions across

hospitals, as the hospitals in the population varied

significantly in terms of their people and other resources,
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making them non-homogeneous. To supplement this, the
researchers employed convenience sampling to select a
total sample of 367 staff nurses for an online survey.
Convenience sampling was chosen for its practicality and
efficiency in accessing participants. The inclusion criteria
required all accessible staff nurses during the data
collection period who were willing to participate, with no
specific exclusion criteria applied.

The tools for data collectionwere meticulously developed
based on a comprehensive literature review and
guidance from esteemed professionals in research and

nursing.

The study employed a four-part questionnaire form as a
technique for collecting data. The initial section of the
form comprises the "personal information form,” which is
used to gather descriptive details about the participants.
The subsequent section encompasses the "organizational
commitment scale," while the third section focuses on the
"intention to leave." The final part of the form addresses
the concept of a"toxic work environment."

The Organizational Commitment measure is presented in
the scholarly realm [51]. This measure consists of 18 items
rated on a five-point Likert scale. The Intention fo Leave
scale [52] has a five-point Likert format comprising 15
questions. It aims to evaluate an individual's inclination to
depart their Work
Environment scale [53] assesses perceptions of negativity

from organization. The Toxic
in the workplace. It comprises 11 items rated on a five-
point Likert scale. Each scale measures complicated
concepts in organizational behaviour research and helps

enhance our understanding of workplace dynamics.

STATISTICAL ANALYSES

Survey data were analyzed using SmartPLS version 4
software. A "reliability analysis" was conducted to assess
the reliability of the scale, while a "confirmatory factor
analysis (CFA)" was conducted using the SmartPLS fool fo
assess the conceptual validity The model was evaluated
using path analysis. For structural equation modeling, the
data set must have a multivariate normal distribution.
Descriptfive statistics and correlation analyzes were
performed using the SPSS 26 version.

DATA ANALYSIS

Descriptive Statistics

(47.7%) of the participants belong to the age group of 30-
39. The majority of individuals in the sample are married,
accounting for 83.7% of the total. Additionally, the
educational background of the sample is primarily af the
Bachelor's level, making up 71.4% of the sample.
Regarding professional experience, a significant 49.6% of
individuals have worked for 16 years or longer, indicating
a highly experienced group. The majority of workplace
shifts, accounting for 62.4%, are a combination of day and
night shifts. This indicates the ability to adjust and the
possibility of being exposed to different work schedules.
The statistics provide a comprehensive picture of the
sample, which is crucial for placing the research findings
in the larger context of workforce demographics and
Descriptive  Statistics  of  the

Demographic Factors of the Study are shown in Table 1.

working  conditions.

INTERNAL CONSISTENCY OF THE MEASUREMENT
SCALES

Six items were eliminated from the Intention to Leave (IL)
scale. The items were removed due to their factor
loadings falling below the minimum criteria of 0.50. The
remaining components exhibit robust scale reliability, as
evidenced in Table 2. All factors surpass the minimum
threshold for factor loadings (>0.50), showing significant
contributions from all observed variables, consistent with
the findings of Anderson and Gerbing (1988).

After
evaluation of our measurement instrument, we found the

conducting a comprehensive psychometric

results to be encouraging in ferms of reliability and validity.
The factor loadings for each construct—OC, IL, and TWE—
consistently exceeded the minimum acceptable
threshold of 0.4, indicating that the items and their
constructs are intimately connected. The reliability metrics,
measured by Cronbach's alpha and composite reliability
values (rho_a and rho_c), all exceed the customary
threshold of 0.7, confirming the strong internal consistency
of the constructs. The constructs' Average Variance
Extracted (AVE) values also exceed the standard of 0.5,
ensuring robust convergent validity. The present results
substantiate the dependability and accuracy of the
measuring instfrument. Generally, the survey instrument
exhibifs  high
regarding conceptual
framework will strengthen the impact of our research on

reliability and significant information

and convergent validity. This

existing knowledge and validate the findings from our

. . L study.
The demographic analysis of our sample, consisting of 367
participants, reveals a largely female workforce, with a
representationof 81.2%. Additionally, a substantial number
The Effect of Organizational Co mmitme nt on Intention to Leave among Nurses: A Quantitative Study of Abu Dhabi He alth Services Company (SEHA) 7
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CORRELATIONAL ANALYSIS OF VARIABLES
Prior to doing the correlation test, the normality test was
executed. Table 3 displays the test results. The normal

distribution of the data is contingent upon the skewness

TABLE 1- DEMOGRAPHIC FACTORS RESULTS

from this investigation follows a normal

and kurtosis values falling within the range of £3 . From this
perspective, the results indicafte that the data acquired
distribution.

| Variables Demographic Factors Frequency ‘ Percentage %
Male 69 18.8
Gender Female 298 81.2
20-29 year 11 3.0
30-39 years 175 47.7
Age 40-49 year 111 30.2
50 years and above 70 19.1
Single 48 13.1
Marital status Married 307 83.7
Widowed 6 1.6
Divorced 6 1.6
Diploma 48 13.1
Qualification Bachelor 262 71.4
Masters 55 15.0
Doctorate 2 .5
1-5 years 13 3.5
Experience 6-10 yrs 57 15.5
11-15yrs 115 31.3
16 yrs and above 182 49.6
Morning shift / Admin duty 126 34.3
Evening shift 12 3.3
Workplace Day-Night shift 229 62.4
Total 367 100
(N=367)

TABLE 2- RESULTS OF VALIDITY AND RELIABILITY ANALYSES

Variables

Factor loading Cronbach's

intervals alpha (a)

Composite

reliability
(rho_aq)

Composite
reliability
(rho_c)

Average

variance

extracted
((\'3)

Organizational

commitment (OC) 18 0.415-0.825 0.946 0.963 0.951 0.530
Intention to leave (IL) 0.522-0.865 0.884 0.899 0.908 0.529
Toxic work environment

(TWE) 11 0.747-0.919 0.963 0.968 0.968 0.734

TABLE 3- NORMALITY TEST OF THE SCALES

Variable Skewness Kurtosis Result

-0.210 0.072 Normal
Organizational commitment (OC)

-0.115 -0.260 Normal
Intention fo leave (IL)

0.176 -0.346 Normal
Toxic work environment (TWE)
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The study employed parametric tests due to the normal
distribution of the data. Consequently, the Pearson
correlation coefficient was utilized fo examine the
associafion between the scales employed in the
investigation. The correlation coefficients are displayedin

Table 4.

The data set indicates that participants demonstrate a
moderate level of Organizational Commitment (OC), with
an average value of 3.2578 and a standard deviation of
0.83163. This suggests a rather strong connection to their
organizations, although there are noficeable variations
acrossindividuals. The Intentfion to Leave (IL) is moderately
expressed, as indicated by a mean of 3.28 and a
standard deviation of 0.8294. This shows that employees
are considering the possibility of leaving their businesses,
with noticeable diversity among the responses. The Toxic
Work Environment (TWE) scores exhibit a mean of 2.9698,
which is relatively low, and a standard deviation of
0.93132, which is the greatest among the scores. This
suggests that there is a greater diversity in the sense of
workplace toxicity.

Correlational analysis reveals a substantial negative
correlation between organizational commitment (OC)
and both intention to quit (IL) and perceptions of toxicity
(TWE) (r = -0.492 and r = -0.372, respectively). This suggests
that as organizational commitment increases, both the

TABLE 4- CORRELATIONS RESULT

desire to leave and perceptions of toxicity diminish. On
the other hand, there is a notable and positive relationship
between IL and TWE (r = 0.661), indicating that a toxic
work environment strongly predicts employees' plans to
leave. The use of asterisks (**) as the significance level
(0<0.01) implies that these correlations are strong and
presumably represent a significant relationship within the
population from which the sample was obtained. These
findings enhance our comprehension of how workplace
seftings impact employee retention and commitment.
They emphasize the significance of addressing foxicity in
the workplace fo reduce potential turnover.

HYPOTHESIS TESTING

H1-H3

The effects were examined in a mediator-free model. The
findings indicate that the impact of Organizational
commitment on Intention fo leave (B =-0.545, p <.05) was
statistically significant. Furthermore, the impact of
Organizational commitment on Toxic work environment
was shown to be statistically significant (B = -0.411, p <
.05). Thus, the hypotheses were deemed valid and
accepted. The statistical analysis revealed that the
impact of a toxic work environment on the intenfion fo
leave was substantial (B = 0.529, p < .05). The resulting

analysis findings are presented in Table 5 and Figure 2.

Variable
1 3.2578 0.83163 1
Organizational commitment(OC)
2 3.2800 0.82940 o
Intention to leave (IL) -0.492 I
3 2.9698 0.93132 - -
Toxic work environment (TWE) -0.372 0.661 !
** p<001 (two-tailed)
TABLE 5- PATH MODEL
Path ‘ B SE t-Value p- Value
-0.545**
OoOC— IL .000
0.052 10.554
OC™ TWE .000
-0.4171** 0.055 7.416
TWE— IL 0.529** .000
0.053 10.070
** p<001 (two-tailed)
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FIGURE 2- ANALYSIS RESULTS IN THE MODEL

MEDIATING ROLE OF TOXIC WORK ENVIRONMENT

H4: Toxic work environment mediates the relationship
between Organizational Commitment and Infenfion fo
Leave

The statistical examination of the direct, indirect, and total
effects of OC on IL demonstrates a substantial inverse
correlation in all paths. The data indicates that stronger
OC has a direct negative impact on the IL, as seen by a
direct effect value of -0.328 and a significant p-value of
0.000. Additionally, OC indirectly reduces the Intenfion to
Leave by enhancing views of the work environment, as
indicated by an indirect effect value of -0.217 and a
significant p-value of 0.000. The cumulative impact of -
0.545 represents the overall influence of OC, suggesting a
strong negative

\ /

@

correlation with IL. This finding suggests that efforts to
improve OC canreduce turnover intentions by enhancing
employee loyalty and creatfing a more positive work
environment. Therefore, organizational interventions
should focus on improving employee commitment and
reducing workplace reduce

employee turnover. The study identifies two effects of OC,

foxicity tfo effectively

highlighting the need for a comprehensive approach to
organizational culture and employee engagement
inifiatives. Table 6 presents the results of the effect of OC

on IL with the mediating effect of TWE.

Table 7 presents a summary of the results for the
hypotheses, following the description of the analysis.

TABLE 6- THE EFFECT OF OC ON IL THROUGH WITH MEDIATING ROLE OF TWE

Path B SE t-Value p- Value LLCI ULCI
-0.545
oC—™ 1L 0.000
0.052 10.554 -0.636 -0.430
. -0.328
Direct effect (OC —WE —) 0.000
0.055 6.006 -0.432 -0.218
Indirect effect —WE —*
ndirect effect (OC ) 0217 0.032 6.716 0.000 0283 | -0.156
TABLE 7- SUMMARY OF HYPOTHESES
Hypotheses ‘ Summary Results
H1 Organizational commitment is negatively related to intention to leave among Supported
nurses
H2 Organizational commitment is negatively related to a toxic work environment Supported
among nurses
H3 Toxic work environment is positively related to intention to leave among nurses | Supported
H4 Toxic work environment mediates the relationship between organizational Supported
commitment and intention to leave among nurses
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DISCUSSION AND CONCLUSION

|
This  study the
organizational commitment and intention to leave among

investigated correlation  between
nurses, as well as the mediating influence of a toxic work
environment on this correlation. According to the study
findings, nurses' inclination fo depart decreases as
organizational engagement increases. Various studies in
the

commitment onintention to leave.

literature analyze the impact of organizational

Research conducted in many sources has uncovered
significant knowledge about the evolution of the nursing
field in diverse countries. Research has shown a significant
relationship  between affective aspects of job
commitment and tendency fo quit among nurses in
[30].
significant relatfionship between quality of work, health

attitude and organization values [31]. In Korea, high levels

Malaysia Furthermore, another study showed a

of organizational commitment and job sabotage were
found to be important predictors of intenfion to leave,
while in China, high levels of job satisfaction and internal
commitment love is associated with the likelihood that
nurses will remain in their current role [24]. These findings
strongly support the results of our study and confirm the
findings of existing literature [4,25,26,28].

Our study contributes to the literature by providing
quantitative evidence of the relationship between
organizational commitment, a foxic work environment,
and intentfion to leave quit among nurses in the SEHA in
Abu Dhabi. It focuses on unique regional challenges and
extends existing knowledge with context-specific insights.
Through the mediating role of toxic work environment, our
study provides an important nuanced understanding for
the development of targeted interventions to improve
nurses' perceptions.

Workplace bullying had an indirect effect on furnover
infention through the mediating role of organizational
commitment. Thus, healthcare organizations and nursing
managers should formulate effective measures to bolster
nurses' organizational commitment with the aim of
mitigating their intention to leave the organization [54].

This the

organizational commitment and intention to leave among

study examined relationship  between

nurses, as well as the role of a toxic work environment in
mediafing this relationship. Our findings indicate that

the intention to leave. Additionally, we found that toxic
work environment act as a mediator in this relationship.
This study highlights the significance of strengthening
organizational commitment and foxic work environment
in order to decrease turnover intentions.

These valuable observations are crucial for hospital
managers and policymakers to formulate measures that
will help them retain nursing staff and maintain a stable
this
hospital

and efficient healthcare workforce. Moreover,

research offers significant knowledge for

managers, legislators, and other interested parties,

empowering them to enact efficient strategies fo

augment nurse retention, raise job happiness, and
eventually guarantee the provision of exceptional patient

care.

IMPLICATIONS OF THE STUDY

Theoretical Implication

OC impacts the intention to leave in different ways and at
Yet,
investigate the correlation between these two variables in

different levels. more research is needed fo

the health sector. This study on nurses adds to the existing
literature on OC and IL. Although understood, the
OC and IL requires
elucidation. The overall environment and social situations

relationship between further
significantly influence the link between the two variables.
This study evaluated the mediation influence of the
hazardous work environment notion, which helps
employees feel safe and comfortable. OC had a strong
negative indirect effect on the desire to depart through a
hostile work environment. This finding offers a unique
viewpoint on OC and IL, especially in hospitals with

significant interpersonal relationships.

Nursing policymakers should consider the significant
impact of self-efficacy and work engagement on OC and
IL healthcare organizations. Training programs should be
designed for supervisors to enhance their skills in providing
assisfance and giving appropriate feedback to improve
work efficacy beliefs. Nursing policymakers must also
consider the availability of adequate employment
resources, such as fiscal support, training inifiatives, and
programs promoting work-life balance, to establish work
seftings that foster high levels of work engagement

among nursing staff.

Practical Implication

higher organizational commitment significantly reduces ~Many  healthcare  personnel  encounter — adverse
circumstances like burnout, heavy workloads, and
The Effect of Organizational Commitment on Intention to Leave among Nurses: A Quantitative Study of Abu Dhabi He alth Services Company (SEHA) 1
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