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Abstract 

Worldwide, the health sector faces a major challenge in retaining its staff. In Jordan, both 

public and university hospitals struggle with high turnover among nursing staff, which 

ultimately affects their overall performance. This study aims to discuss an integrated 

conceptual model that is developed based on the impact of quality of nursing work life 

(QNWL) and human resource management (HRM) practices on nursing staff retention. The 

model is drawn using the socio-technical system (STS) and social exchange (SET) theories to 

support the significance of QNWL and nurse retention. In addition, HRM practices involving 

training, compensation, performance appraisal, and recruitment were used. This framework 

contributes to research by combining the perspectives of QNWL and HRM to understand 

employee retention comprehensively. The practical insights derived from this model can be 

used to improve nurse retention strategies in the Jordanian healthcare system and as a 

foundation for future empirical research.  

Keywords: nurse retention, quality of nursing work life, human resource practices, 

socio-technical theory, social exchange theory, Jordanian healthcare system 
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1. Introduction  

Nurses retention is a critical challenge for healthcare organisations worldwide because of the 

high nursing turnover rates that impact performance and profitability (El Dahshan et al., 2018; 

Sija, 2022). In Jordan, high turnover is a serious concern, with higher rates in government 

hospitals than in private and university hospitals (Salahat & Al-Hamdan, 2022). 

Although prior research has examined the relationship between QNWL and retention, the 

findings have been inconclusive (Maf’ula et al., 2020; Parveen et al., 2017). According to the 

existing literature, it was found that other factors related to HRM practices also play a 

significant role (Halid et al., 2020; Johari et al., 2012). To illustrate, the multidimensional 

QNWL scale covers work-life balance, work design, context, and the world (Brooks & 

Anderson, 2005). However, it does not directly capture satisfaction with key HRM practices 

such as training programs, performance appraisal, recruitment procedures, and 

compensation/benefits (Brooks et al., 2007). For instance, the QNWL scale items on 

communication and career advancement are general (Brooks et al., 2007). They do not 

specifically measure formal performance feedback (Kaddourah et al., 2018) or the 

availability of training programs (Ramaprasad et al., 2018). 

Furthermore, the QNWL scale does not directly measure pay and benefit satisfaction (Bibi et 

al., 2018). However, dissatisfaction with compensation can lead nurses to find better 

opportunities elsewhere (Singh et al., 2020). Previous industry studies have found that 

compensation satisfaction reduces turnover and improves retention (Chan & Ao, 2019; Jannat 

et al., 2020; Singh & Loncar, 2010), while competitive pay in healthcare helps retain nurses 

(Chang et al., 2015). However, QNWL’s lack of direct compensation measurement justifies 

its inclusion as a key retention predictor. 

While covering technical and social aspects, the QNWL model lacks specific HRM practices 

such as training, performance management, recruitment, and compensation, which also drive 

retention (Blau, 2017; Nguyen, 2020). Thus, relying solely on the QNWL model of 

socio-technical systems theory overlooks how HRM practices influence nurses’ retention, 

which is a gap in the literature (Biron & Boon, 2013; Harden et al., 2018). Consequently, we 

argue that incorporating SET provides a more comprehensive understanding, as it is widely 

applied in HRM research to explain employee turnover through cost-benefit analyses (Biron 

& Boon, 2013; Huang et al., 2016). 

To deepen our understanding of nurses’ retention, it is vital to incorporate SET and explore 

how HRM practices complement our understanding of factors affecting nurses’ retention. 

Therefore, the primary aim of this study is to construct a comprehensive framework that 

integrates the various dimensions of QNWL and significant HRM practices to investigate 

their effect on nurse retention, particularly within the Jordanian healthcare system. This study 

endeavoured to provide a holistic understanding of the factors influencing nurse retention, 

contributing to the enhancement of nurses’ job satisfaction and overall job experience. Thus, 

the study has two main objectives as follows. 

1. To explore the role of QNWL in nurse retention: This study examined the impact of 
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work-life balance, work design, work context, and work world on the retention of 

nursing staff. 

2. To assess the influence of HRM practices on nurse retention: The study aimed to 

evaluate how training, recruitment, performance appraisal, and compensation 

strategies affected nurses’ retention. 

This study is significant for several reasons. It introduces a unique integrated conceptual 

model that connects QNWL with crucial HRM practices that are lacking in traditional QNWL 

studies. This conceptual model deepens our understanding of the factors that contribute to 

nurse retention with more nuanced details. Furthermore, the study was customised to address 

the distinctive retention challenges in Jordanian healthcare, which represents a critical 

challenge to this important sector. This ensures that the insights derived from our study are 

relevant and can be tested empirically by interested parties. In essence, the fusion of STS and 

SET in our study allows for a holistic and multidimensional analysis, capturing the essence of 

the factors influencing nurse retention.  

2. Research Method  

Our study employed a conceptual framework methodology to investigate nurse retention in 

the Jordanian healthcare system, following the principles outlined by Meredith (1993) and 

drawing upon the works of Cohen and Winn (2007) and Hockerts and Wüstenhagen (2010). 

This approach is essential for linking theoretical aspects with practical phenomena, such as 

nurse retention, facilitating systematic progression from description to explanation and 

testing. 

Conceptual research, despite criticisms regarding evidence or rigor, is vital for exploring 

complex phenomena, such as nurse retention (Whetten, 1989). Our model integrates concepts 

and frameworks that represent intricate factors influencing nurse retention, similar to  

Meredith (1993) methodology. This includes analysing the impact of QNWL and HRM 

practices on retention rates. 

This study adopts both agency and systems perspectives, focusing on decision-makers such 

as healthcare administrators and the broader healthcare environment. This dual perspective 

aids in understanding the multifaceted nature of nurse retention and its dependence on 

socio-technical factors. 

Our framework functions as a conceptual system, connecting nurse retention to QNWL and 

HRM and is used to structure the relationships between these elements, leading to the 

development of testable hypotheses. The empirical testing of these hypotheses, which will 

provide insights into the framework’s efficacy, is a key area for future research. 

3. Theoretical Background 

The growing interest in QNWL and HRM practices in both academic and practical settings 

highlights the necessity for robust conceptual frameworks to guide empirical studies. It is 

crucial to delve into the theories that form the basis of QNWL and HRM practices and 

identify the most effective approaches to investigate them to improve nurse retention. 
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3.1 A Thorough Examination of Quality of Nurses’ Work Life 

Indeed, QNWL is a complex concept that profoundly influences organisational growth and 

profitability (Alharbi et al., 2019). It encompasses diverse elements, including job attitudes, 

active involvement in work activities, and fulfilling personal needs, all of which contribute to 

organisational objectives (Uysal & Sirgy, 2019). According to previous studies, elevating 

QNWL has numerous benefits, such as decreased burnout and strengthened organisational 

commitment, which consequently impacts nurses’ dedication, job performance, and patient 

outcomes (Abbasi et al., 2017; Morsy & Sabra, 2015; Salahat & Al-Hamdan, 2022). 

Ultimately, prioritising QNWL is vital in ensuring optimal patient care and retaining nurses 

(Brooks et al., 2007; Parveen et al., 2017). 

3.2 Insight into Human Resources Management Practices 

Human Resource Management (HRM) primarily concerns effectively overseeing personnel 

within organisations, encompassing a wide range of employee-related processes beyond 

contractual relations (Paauwe & Boon, 2018). Key HRM activities, such as recruitment, 

training, performance appraisal, and compensation, not only contribute to maintaining an 

engaged workforce but also ensure compliance with legal and ethical standards (Boohene & 

Asuinura, 2011; Eyoun et al., 2020; Manzoor et al., 2019). It was found that prioritising HRM 

practices can significantly enhance organisational efficiency (N. Theriou & Chatzoglou, 

2014). Adopting comprehensive HRM practices has been demonstrated to be pivotal in 

reducing employee turnover and enhancing employee retention (Elsafty & Ragheb, 2020). 

4. Underpinning Theories 

4.1 Socio-technical Theory as the Basis of the Quality of Nurses’ Work Life 

Since the 1950s, socio-technical theory has gained traction in fields such as healthcare and 

manufacturing, establishing itself as a well-established theory in organisational behaviour and 

management (Hirt et al., 2020; Li et al., 2020; Sony & Naik, 2020). The perspective provided 

by STS theory acknowledges the influence of both social and technical factors on 

organisations and their work systems to have effective and efficient work environments 

(Davoodi et al., 2020). 

In the healthcare sector, STS is significant for measuring QNWL (Davoodi et al., 2020). 

O'Brien-Pallas and Baumann (1992) introduced a comprehensive conceptual framework 

encompassing various factors influencing QNWL. This framework focuses on four 

dimensions: work-life balance, work design, work context, and work world (O’Brien-Pallas 

et al., 1994). Brooks utilised this framework to develop a survey to assess QNWL, 

incorporating an examination of STS (Brooks & Anderson, 2005). The findings from this 

survey shed light on nursing experiences and suggest improvements in the work domain to 

enhance both nursing work life and organisational performance (Brooks et al., 2007; Davoodi 

et al., 2020). 

According to STS, QNWL is influenced by the interplay between social factors, such as job 

satisfaction and technical factors, such as resource availability (Davoodi et al., 2020; Wang et 
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al., 2020). When these elements are in proper equilibrium, their work life thrives. However, 

imbalances can lead to dissatisfaction, increasing nurses’ likelihood of leaving their positions 

(Salahat & Al-Hamdan, 2022). In light of this, Brooks and Anderson (2005) noted that 

QNWL encompasses four dimensions grounded in STS. These dimensions include 

work/home life balance, the essence of nursing care, the impact of clinical settings, and 

broader societal challenges. Overall, STS offers valuable insights into refining nurses’ work 

life, leading to improved retention rates (Kaddourah et al., 2018). 

However, it is important to note that while STS primarily focuses on technical and social 

aspects, it overlooks certain critical HRM practices. Consequently, in order to gain a 

comprehensive understanding of the employee retention problem, it is necessary to consider 

another underlying theory that can cover these practices. As a result, the next section explains 

the complementary role of SET theory in this study. 

4.2 Social Exchange Theory (SET) 

Social exchange theory (SET) suggests that reciprocal exchange of resources occurs between 

organisations and their employees, which depends on a careful evaluation of the costs and 

benefits involved (Cropanzano et al., 2017). Cook and Emerson (1978) emphasised the 

importance of both parties perceiving the benefits outweigh the costs for a relationship to 

endure. Expanding on this concept, numerous studies have highlighted the significant role 

employees’ perceptions of HRM practices play in shaping their intention to leave the 

organisation (Almaaitah et al., 2017; Gould-Williams & Davies, 2005). 

Specifically, research has shown that training and development initiatives can enhance 

employees’ commitment to the organisation (Harden et al., 2018). Similarly, implementing a 

transparent and equitable performance appraisal system can help reduce turnover intentions 

(Memon et al., 2019), whereas compensation has emerged as a key factor in retention 

decisions (Johari et al., 2019). According to SET, both tangible resources, such as salary and 

intangible resources, such as respect and exchange between employers and employees, play a 

crucial role in the retention process (Ahmed et al., 2020). In the context of recruitment and 

selection, this implies the importance of ensuring employees feel valued and appreciated, 

thereby fostering increased commitment (Al Mamun & Hasan, 2017). 

5. Propositions and Conceptual Model 

5.1 The Direct Link Between Quality of Nurses’ Work Life and Retention 

The correlation between QNWL and employee retention is significant in the ever-evolving 

healthcare industry. This is not merely a challenge faced by organisations but also a pressing 

concern for the society at large. As proposed by STS theory, organisations that effectively 

nurture QNWL are more likely to achieve higher retention rates (Kim et al., 2020). 

As Brooks and Anderson (2005) outlined, four essential dimensions encapsulate QNWL: 

work-life balance, work design, work context, and work world. Each dimension is closely 

intertwined with specific factors that play pivotal roles in determining whether nurses choose 

to remain in their positions or seek alternative opportunities. 
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Maintaining a harmonious equilibrium between professional commitments and personal 

responsibilities, commonly known as work-life/home-life balance, cannot be overstated. 

Numerous studies have shed light on the detrimental impact of rotating schedules, which 

disrupt the delicate balance between work and home (Almalki et al., 2012; Elshahat et al., 

2019). Neglecting this balance leads to exhaustion and pushes nurses towards job 

abandonment. Interestingly, provisions, such as on-site childcare facilities, transcend their 

convenience status and become crucial determinants of QNWL (Davoodi et al., 2020). In this 

vein, Wardana et al. (2020) highlighted the domino effect, illustrating how conflicts between 

work and personal life elevate stress levels, diminish morale, and foster intentions of 

departure. 

In turn, work design, which encompasses various elements, including the physical 

environment, workload, and job autonomy, has an immense impact. Overloaded work 

schedules impede nursing productivity and undermine service quality (Almalki et al., 2012). 

Conversely, autonomy serves as an equally significant driving force for retention. When 

nurses are free to make informed clinical decisions, their inclination to remain in their roles is 

greatly amplified (Agus & Selvaraj, 2020; Jedwab et al., 2022). 

Furthermore, the work context, which encompasses management practices, peer relationships, 

and professional growth opportunities, has a substantial impact. Poor management practices 

and inadequate communication negatively impact nurses’ well-being and job satisfaction 

(Begat et al., 2005; Mendis & Weerakkody, 2017). Likewise, the absence of avenues for 

professional development contributes to dissatisfaction and eventual intention to leave (Poku 

et al., 2022). Effective communication, growth prospects, and a conducive work atmosphere 

are paramount for retaining nurses (Decker & Shellenbarger, 2012). 

Ultimately, the work world dimension, which represents factors like intrinsic motivation and 

job satisfaction, certainly plays a role in nurse retention. As nurses gain expertise and develop 

skills, they expect corresponding financial rewards (Agus & Selvaraj, 2020; Chenoweth et al., 

2014). When these expectations are unmet, the attraction of better opportunities elsewhere is 

enhanced. In addition to wages, fringe benefits such as medical coverage and educational 

sponsorship significantly contribute to retention decisions (Almalki et al., 2012). 

In conclusion, an undeniable connection between QNWL and retention was evident. A high 

QNWL correlates with job satisfaction and forms its foundation (Pio & Lengkong, 2020). 

Institutions prioritising QNWL are more likely to retain their nursing talent, whereas those 

perceived as having lower QNWL experience higher attrition rates (Zhao et al., 2012). 

To summarise the discussion, the following hypothesis and sub-hypotheses were developed. 

H1: QNWL significantly impacts nurses’ retention. 

H1.a: Nurse retention is directly and positively impacted by work-life/home-life balance. 

H1.b: Work design directly enhances nurse retention. 

H1.c: Nurse retention improves in a positive work context. 
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H1.d: A rewarding work world regarding compensation and benefits positively impacts 

nurses’ retention. 

5.2 Impact of HRM Practices on Nurses’ Retention 

Numerous studies have demonstrated the positive impact of Human Resource Management 

(HRM) practices on employee retention. These practices include training, recruitment, 

performance appraisal, and compensation. Albrecht et al. (2015) and Ramaprasad et al. (2018) 

have found that these practices contribute to higher employee retention rates. As we alluded 

to earlier, these HRM practices that are lacking in the QNWL model are training and 

development, recruitment and selection, performance appraisal and compensation and 

benefits. For instance, training and development is a crucial aspect of HRM. Research 

suggests that a robust training infrastructure fosters committed, skilled, and motivated 

employees (Dixit & Sinha, 2020). This commitment is closely linked to critical organisational 

outcomes, including enhanced job satisfaction, improved performance, and reduced turnover 

rates. Rawashdeh and Tamimi (2020) further emphasised that positive perceptions of 

organisational training contribute to increased commitment and decreased turnover. 

In turn, recruitment and selection is another significant HRM practice, which serves as the 

foundation for sourcing and aligning candidates to suitable roles (Abdalla Hamza et al., 2021). 

The holistic and effective implementation of recruitment strategies can reduce turnover rates 

(Aman-Ullah et al., 2022; Gamage, 2014). For example, Abbasi et al. (2020) found that 

recruitment and selection processes significantly impact business growth in Pakistan. 

Therefore, business leaders should refine their recruitment strategies and address turnover 

factors through holistic implementation.  

Apart from the above, performance appraisal functions as an evaluative feedback mechanism 

to enhance employee performance (Raihan, 2012). Grounded in the SET proposed by Blau 

(1968), employees’ long-term commitment to organisations depends on their perception of 

fair performance evaluation. In this vein, Kalyanamitra et al. (2020) reaffirmed the pivotal 

role of performance appraisal in boosting retention. 

Finally, compensation and benefits encompass the tangible and intangible rewards offered to 

employees as a recognition of their contributions. These rewards can range from monetary 

incentives to well-being initiatives designed to enhance employee satisfaction and 

commitment (Patiar & Wang, 2020). It was found that employees who perceive their 

compensation as fair tend to exhibit increased loyalty and dedication, as described in SET 

(Mossholder et al., 2005), which in turn leads to a reduction in their turnover rate. In this line, 

several studies have asserted these findings and the role of compensation in enhancing 

retention and reducing turnover (Aman-Ullah et al., 2020; Bibi et al., 2018). 

In conclusion, the relationship between HRM practices and employee retention can be 

encapsulated in the following hypothesis and sub-hypotheses. 

H2: Nurse retention is positively impacted by HRM practices. 

H2.a: Training and development positively impact nurse retention. 
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H2.b: Nurse retention is positively correlated with recruitment and selection. 

H2.c: Nurse retention is positively impacted by performance appraisal mechanisms. 

H2.d: Nurse retention is positively impacted by compensation and benefits strategies. 

5.3 Conceptual Model 

The conceptual model of this study was carefully constructed based on integrating two major 

theoretical frameworks: STS and SET (Harden et al., 2018; Huang et al., 2016). STS explores 

the relationship between QNWL quality and employee retention, whereas SET delves into the 

connection between HRM practices and retention (Almaaitah et al., 2017). 

The main reason for this integration is that QNWL encompasses certain aspects of HRM; 

however, it fails to fully capture all its practices. A thorough literature review highlights the 

neglect of key HRM elements such as training, compensation, performance appraisal, and 

recruitment. By incorporating SET, our objective is to emphasise the importance of these 

practices (Cook et al., 2013). The empirical evidence underpins the relevance of SET in 

employee retention studies (Kim et al., 2020). 

To visually depict the comprehensive conceptual model and interconnected constructs of this 

study, Figure 1 is presented. 
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6. Discussion 

The current study addresses the problem of the high turnover rate among registered nurses in 

Jordan’s public and university hospitals, leading to the reduced overall performance and 

profitability of these institutions. Our examination of the healthcare literature reveals that 

QNWL and HRM practices are critical elements that significantly impact nurse retention, 

which is consistent with hypotheses H1 and H2. 

The impact of QNWL on nurse retention in the healthcare industry is of considerable 

importance (H1). This supports our sub-hypotheses H1.a, H1.b, H1.c, and H1.d, which posit 

that each dimension positively impacts retention. Work-life/home-life balance, for instance, 

affects nurses' retention directly and positively (H1.a), as conflicts between work and 

personal life elevate stress, diminishing morale, and fostering intentions of departure 

(Wardana et al., 2020). Similarly, work design (H1.b) has a significant impact on retention, 

where job autonomy amplifies nurses' inclination to remain (Agus & Selvaraj, 2020; Jedwab 

et al., 2022). However, it is essential to note that this model has limitations when addressing 

crucial managerial aspects effectively. The present study aims to mitigate this shortcoming by 

expanding the model’s scope to encompass critical HRM practices which have been proven 

to affect employee retention according to management literature (Hassan, 2022; Zhao et al., 

2022). 

From a theoretical perspective, HRM practices have often been considered a universal 

solution for employee retention within an organisation (ALDamoe et al., 2012; Azeez, 2017). 

However, it is unclear how HRM practices improve retention (Raven et al., 2015). This study 

provides a fresh perspective for HR practitioners by examining the role of QNWL and the 

alignment of employee perceptions in the broader context of HRM practices. Regarding 

HRM practices (H2), these have been shown to positively impact employee retention, 

including training, recruitment, performance appraisal, and compensation. This confirms 

sub-hypotheses H2.a, H2.b, H2.c, and H2.d. Training and development (H2.a) fosters 

committed, skilled, and motivated employees, thereby reducing turnover rates (Dixit & Sinha, 

2020). Effective recruitment and selection strategies (H2.b) align candidates into suitable 

roles and reduce turnover (Aman-Ullah et al., 2022). Performance appraisal (H2.c) acts as an 

evaluative feedback mechanism that enhances retention (Kalyanamitra et al., 2020). Finally, 

fair compensation and benefits (H2.d) lead to increased loyalty and dedication, reducing 

turnover rates (Bibi et al., 2018; Mossholder et al., 2005). 

In conclusion, after a thorough review of the extant literature, the proposed model exhibits 

promising prospects for generating insightful discussions regarding strategies to improve 

nurse retention in public and university hospitals in Jordan. It has the potential to become an 

essential tool for healthcare administrators and policymakers, shedding light on efforts to 

strengthen nurses’ retention. This will ultimately promote a higher healthcare quality. 

7. Theoretical and Practical Implications 

This paper introduces a unique conceptual model that integrates the disciplines of HRM and 

QNWL. This study attempts to fill a notable research gap by incorporating both of these 
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constructs. Moreover, the incorporation of STS and SET offers a holistic understanding of the 

influence of changes in independent variables, namely QNWL and HRM, on dependent 

variables. 

There are various practical implications that can be derived from this study. This study 

focuses on the critical concern of the escalating rate of nurse turnover in Jordan, an aspect 

that has been relatively neglected despite its growing significance. The results of this study 

hold promise for the prospective improvement of healthcare management, policy-making, 

and nursing practises in the context of Jordan. The acquired insights have the potential to 

contribute to the formulation and execution of strategies intended to enhance the quality of 

nurses’ work environments and their general satisfaction with their jobs. 

Additionally, the healthcare institutions in Jordan can obtain substantial benefits from the 

findings of this study on the consequences of QNWL and HRM practices on the retention of 

nurses. This study highlights the necessity of implementing cohesive strategies aimed at 

improving multiple facets of the nursing profession, such as the work environment, 

recruitment practices, training opportunities, and compensations and benefits. By directing 

attention towards these specific domains, healthcare institutions have the ability to enhance 

the satisfaction of nurses and reinforce their ability to remain in their current positions. 

In summary, this research paper introduces a thorough theoretical framework that integrates 

HRM and QNWL, thereby addressing a notable deficiency in the current body of scholarly 

work. The study’s practical consequences have a wide-ranging impact on several stakeholders 

in the healthcare sector in Jordan, including healthcare managers, policymakers, and nurses. 

It provides significant insights that may be utilised to enhance nurse retention and improve 

the overall quality of the nursing profession. 

8. Limitations and Future Suggestions 

The limitations of this study primarily stem from its conceptual nature and narrow focus on 

specific groups of nurses in Jordanian public and university hospitals. Consequently, there is 

a need to test the hypotheses empirically using primary data by applying cross-sectional or 

longitudinal studies. Additionally, this study acknowledges the necessity for a more thorough 

investigation of the inconclusive evidence that the current body of knowledge presents 

concerning the link between QNWL and employee retention. As such, it is recommended that 

future studies incorporate additional theoretical perspectives. For instance, integrating 

interdisciplinary approaches, such as combining sociological and psychological theories, 

would significantly contribute to a more comprehensive understanding of employee retention. 

In addition, a more comprehensive exploration can be undertaken to delve deeper into the 

potential impact of workplace culture, employee happiness, satisfaction, and leadership style 

on nurse retention rates. There appears to be an opportunity to enhance the existing models 

by focusing on these factors. Furthermore, conducting comparative case studies across 

diverse healthcare systems, disciplines, and geographic locations could provide valuable 

insights into how these elements affect the relationship between QNWL and employee 

retention.  



 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 23 

Acknowledgement 

I would like to express my gratitude to Allah SWT for all of his blessings, including the 

ability, strength, and commitment that allowed me to complete this paper. After that, my deep 

gratitude is directed towards my respected supervisor, Associate Professor Dr. Zuraina binti 

Dato Mansor, and Associate Professor Dr.Raja Nerina binti Raja Yusof for their professional 

guidance and for lending their experience to devoting me to reach this level. I really 

appreciate it. 

References  

Abbasi, M., Zakerian, A., Akbarzade, A., Dinarvand, N., Ghaljahi, M., Poursadeghiyan, M., 

& Ebrahimi, M. H. (2017). Investigation of the relationship between work ability and 

work-related quality of life in nurses. Iranian journal of public health, 46(10), 1404.  

Abbasi, S. G., Tahir, M. S., Abbas, M., & Shabbir, M. S. (2020). Examining the relationship 

between recruitment & selection practices and business growth: An exploratory study. 

Journal of Public Affairs. https://doi.org//10.1002/pa.2438  

Abdalla Hamza, P., Jabbar Othman, B., Gardi, B., Sorguli, S., Mahmood Aziz, H., ALI 

AHMED, S., Sabir, B. Y., Burhan Ismael, N., Ali, B. J., & Anwar, G. (2021). Recruitment and 

Selection: The Relationship between Recruitment and Selection with Organizational 

Performance. International Journal of Engineering Business and Management.,  

Agus, A., & Selvaraj, R. (2020). The mediating role of employee commitment in the 

relationship between quality of work life and the intention to stay. Employee Relations: The 

International Journal, 42(6), 1231-1248. https://doi.org/10.1108/er-07-2019-0292  

Ahmed, Z., Othman, N. B., & Yean, T. F. (2020). Impact of Human Resource Management 

Practices on Employee Retention: A Study of Public Healthcare Sector of Pakistan.  

Al Mamun, C. A., & Hasan, M. N. (2017). Factors affecting employee turnover and sound 

retention strategies in business organization: A conceptual view. Problems and Perspectives in 

Management (15, Iss. 1), 63-71. https://doi.org/10.21511/ppm.15(1).2017.06  

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). Employee 

engagement, human resource management practices and competitive advantage: An 

integrated approach. Journal of organizational effectiveness: People and performance, 2(1), 

7-35. https://doi.org/10.1108/joepp-08-2014-0042  

ALDamoe, F. M. A., Yazam, M., & Ahmid, K. B. (2012). The mediating effect of HRM 

outcomes (employee retention) on the relationship between HRM practices and 

organizational performance. International Journal of Human Resource Studies, 2(1), 75. 

https://doi.org/10.5296/ijhrs.v2i1.1252  

Alharbi, M. F., Alahmadi, B. A., Alali, M., & Alsaedi, S. (2019). Quality of nursing work life 

among hospital nurses in Saudi Arabia: A cross‐sectional study. Journal of Nursing 

Management, 27(8), 1722-1730. https://doi.org/10.1111/jonm.12863  

https://doi.org/10.1002/pa.2438
https://doi.org/10.1108/er-07-2019-0292
https://doi.org/10.21511/ppm.15(1).2017.06
https://doi.org/10.1108/joepp-08-2014-0042
https://doi.org/10.5296/ijhrs.v2i1.1252
https://doi.org/10.1111/jonm.12863


 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 24 

Almaaitah, M. F., Harada, Y., Sakdan, M. F., & Almaaitah, A. M. (2017). Integrating 

Herzberg and Social Exchange Theories to Underpinned Human Resource Practices, 

Leadership Style and Employee Retention in Health Sector. Journal of business management, 

3, 16. https://doi.org/10.5296/wjbm.v3i1.10880  

Almalki, M. J., FitzGerald, G., & Clark, M. (2012). The relationship between quality of work 

life and turnover intention of primary health care nurses in Saudi Arabia. BMC health 

services research, 12(1), 1-11. https://doi.org/10.1186/1472-6963-12-314  

Aman-Ullah, A., Aziz, A., & Ibrahim, H. (2020). A systematic review of employee retention: 

what’s next in Pakistan? Journal of Contemporary Issues and Thought, 10, 36-45. 

https://doi.org/10.37134/jcit.vol10.sp.4.2020.  

Aman-Ullah, A., Ibrahim, H., Aziz, A., & Mehmood, W. (2022). Balancing is a necessity not 

leisure: a study on work–life balance witnessing healthcare sector of Pakistan. Asia-Pacific 

Journal of Business Administration(ahead-of-print). 

https://doi.org/10.1108/apjba-09-2020-0338  

Azeez, S. (2017). Human resource management practices and employee retention: A review 

of literature. Journal of Economics, Management and Trade, 18(2), 1-10. 

https://doi.org/10.9734/jemt/2017/32997  

Begat, I., Ellefsen, B., & Severinsson, E. (2005). Nurses’ satisfaction with their work 

environment and the outcomes of clinical nursing supervision on nurses’ experiences of well

‐ being – a Norwegian study. Journal of Nursing Management, 13(3), 221-230. 

https://doi.org/10.1111/j.1365-2834.2004.00527.x  

Bibi, P., Ahmad, A., & Majid, A. H. (2018). HRM practices and employee retention: The 

moderating effect of work environment. In Applying partial least squares in tourism and 

hospitality research (pp. 129-152). Emerald Publishing Limited. 

https://doi.org/10.1108/978-1-78756-699-620181007  

Biron, M., & Boon, C. (2013). Performance and turnover intentions: A social exchange 

perspective. Journal of Managerial Psychology, 28(5), 511-531. 

https://doi.org/10.1108/jmp-09-2011-0054  

Blau, P. (2017). Exchange and power in social life. Routledge. 

https://doi.org/10.4324/9780203792643-4  

Blau, P. M. (1968). Social exchange. International encyclopedia of the social sciences, 7(4), 

452-457.  

Boohene, R., & Asuinura, E. L. (2011). The effect of human resource management practices 

on corporate performance: A study of graphic communications group limited. International 

Business Research, 4(1), 266-272. https://doi.org/10.5539/ibr.v4n1p266  

Brooks, B. A., & Anderson, M. A. (2005). Defining quality of nursing work life. Nursing 

economic$, 23(6).  

https://doi.org/10.5296/wjbm.v3i1.10880
https://doi.org/10.1186/1472-6963-12-314
https://doi.org/10.37134/jcit.vol10.sp.4.2020
https://doi.org/10.1108/apjba-09-2020-0338
https://doi.org/10.9734/jemt/2017/32997
https://doi.org/10.1111/j.1365-2834.2004.00527.x
https://doi.org/10.1108/978-1-78756-699-620181007
https://doi.org/10.1108/jmp-09-2011-0054
https://doi.org/10.4324/9780203792643-4
https://doi.org/10.5539/ibr.v4n1p266


 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 25 

Brooks, B. A., Storfjell, J., Omoike, O., Ohlson, S., Stemler, I., Shaver, J., & Brown, A. 

(2007). Assessing the quality of nursing work life. Nursing administration quarterly, 31(2), 

152-157. https://doi.org/10.1097/01.naq.0000264864.94958.8e  

Chan, S. H. J., & Ao, C. T. D. (2019). The mediating effects of job satisfaction and 

organizational commitment on turnover intention, in the relationships between pay 

satisfaction and work–family conflict of casino employees. Journal of Quality Assurance in 

Hospitality & Tourism, 20(2), 206-229. https://doi.org/10.1080/1528008x.2018.1512937  

Chang, H. Y., Shyu, Y. I. L., Wong, M. K., Friesner, D., Chu, T. L., & Teng, C. I. (2015). 

Which aspects of professional commitment can effectively retain nurses in the nursing 

profession? Journal of Nursing Scholarship, 47(5), 468-476. 

https://doi.org/10.1111/jnu.12152  

Chenoweth, L., Merlyn, T., Jeon, Y.-H., Tait, F., & Duffield, C. (2014). Attracting and 

retaining qualified nurses in aged and dementia care: outcomes from an Australian study. 

Journal of Nursing Management, 22(2), 234-247. https://doi.org/10.1111/jonm.12040  

Cohen, B., & Winn, M. I. (2007). Market imperfections, opportunity and sustainable 

entrepreneurship. Journal of Business Venturing, 22(1), 29-49. 

https://doi.org/https://doi.org/10.1016/j.jbusvent.2004.12.001  

Cook, K. S., Cheshire, C., Rice, E. R., & Nakagawa, S. (2013). Social exchange theory. 

Handbook of social psychology, 61-88. https://doi.org/10.1007/978-94-007-6772-0_3  

Cook, K. S., & Emerson, R. M. (1978). Power, equity and commitment in exchange networks. 

American sociological review, 721-739. https://doi.org/10.2307/2094546  

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social exchange theory: 

A critical review with theoretical remedies. Academy of management annals, 11(1), 479-516. 

https://doi.org/10.5465/annals.2015.0099  

Davoodi, A., Azarsa, T., Shahbazpour, M., Sokhanvar, Z., & Ghahramanian, A. (2020). 

Relationship between quality of work life and caring behaviors among emergency nurses. 

International Journal of Workplace Health Management, 13(6), 687-701. 

https://doi.org/10.1108/ijwhm-11-2019-0151  

Decker, J. L., & Shellenbarger, T. (2012). Strategies for nursing faculty to promote a healthy 

work environment for nursing students. Teaching and Learning in Nursing, 7(2), 56-61. 

https://doi.org/10.1016/j.teln.2010.12.001  

Dixit, R., & Sinha, V. (2020). Addressing training and development bottlenecks in HRM: 

Facilitating a paradigm shift in building human capital in global organizations. In 

Contemporary global issues in human resource management (pp. 141-161). Emerald 

Publishing Limited.  

El Dahshan, M. E., Keshk, L. I., & Dorgham, L. S. (2018). Talent management and its effect 

on organization performance among nurses at shebin el-kom hospitals. International Journal 

of Nursing, 5(2), 108-123. https://doi.org/10.15640/ijn.v5n2a10  

https://doi.org/10.1097/01.naq.0000264864.94958.8e
https://doi.org/10.1080/1528008x.2018.1512937
https://doi.org/10.1111/jnu.12152
https://doi.org/10.1111/jonm.12040
https://doi.org/https:/doi.org/10.1016/j.jbusvent.2004.12.001
https://doi.org/10.1007/978-94-007-6772-0_3
https://doi.org/10.2307/2094546
https://doi.org/10.5465/annals.2015.0099
https://doi.org/10.1108/ijwhm-11-2019-0151
https://doi.org/10.1016/j.teln.2010.12.001
https://doi.org/10.15640/ijn.v5n2a10


 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 26 

Elsafty, A. S., & Ragheb, M. (2020). The role of human resource management towards 

employees retention during Covid-19 pandemic in medical supplies sector-Egypt. Business 

and Management Studies, 6(2), 5059-5059. https://doi.org/10.11114/bms.v6i2.4899  

Elshahat, E. M., Shazly, M. M., & Abd-Elazeem, H. (2019). Relationship between quality of 

work life and turnover intention among staff nurses. Egyptian Journal of Health Care, 10(1), 

178-193. https://doi.org/10.21608/ejhc.2019.28793  

Eyoun, K., Chen, H., Ayoun, B., & Khliefat, A. (2020). The relationship between purpose of 

performance appraisal and psychological contract: Generational differences as a moderator. 

International journal of hospitality management, 86, 102449. 

https://doi.org/10.1016/j.ijhm.2020.102449  

Gamage, A. S. (2014). Recruitment and selection practices in manufacturing SMEs in Japan: 

An analysis of the link with business performance. Ruhuna Journal of Management and 

Finance, 1(1), 37-52.  

Gould-Williams, J., & Davies, F. (2005). Using social exchange theory to predict the effects 

of HRM practice on employee outcomes: An analysis of public sector workers. Public 

management review, 7(1), 1-24. https://doi.org/10.1080/1471903042000339392  

Halid, H., Kee, D. M. H., & Rahim, N. F. A. (2020). Perceived human resource management 

practices and intention to stay in private higher education institutions in Malaysia: the role of 

organizational citizenship behaviour. Global Business Review, 0972150920950906. 

https://doi.org/10.1177/0972150920950906  

Harden, G., Boakye, K. G., & Ryan, S. (2018). Turnover intention of technology professionals: 

A social exchange theory perspective. Journal of Computer Information Systems, 58(4), 

291-300. https://doi.org/10.1080/08874417.2016.1236356  

Hassan, Z. (2022). Employee retention through effective human resource management 

practices in Maldives: Mediation effects of compensation and rewards system. Journal of 

Entrepreneurship, Management and Innovation, 18(2), 137-174.  

Hirt, L. F., Schell, G., Sahakian, M., & Trutnevyte, E. (2020). A review of linking models and 

socio-technical transitions theories for energy and climate solutions. Environmental 

Innovation and Societal Transitions, 35, 162-179. https://doi.org/10.1016/j.eist.2020.03.002  

Hockerts, K., & Wüstenhagen, R. (2010). Greening Goliaths versus emerging Davids — 

Theorizing about the role of incumbents and new entrants in sustainable entrepreneurship. 

Journal of Business Venturing, 25(5), 481-492. 

https://doi.org/https://doi.org/10.1016/j.jbusvent.2009.07.005  

Huang, Y.-H., Lee, J., McFadden, A. C., Murphy, L. A., Robertson, M. M., Cheung, J. H., & 

Zohar, D. (2016). Beyond safety outcomes: An investigation of the impact of safety climate 

on job satisfaction, employee engagement and turnover using social exchange theory as the 

theoretical framework. Applied ergonomics, 55, 248-257. 

https://doi.org/10.1016/j.apergo.2015.10.007  

https://doi.org/10.11114/bms.v6i2.4899
https://doi.org/10.21608/ejhc.2019.28793
https://doi.org/10.1016/j.ijhm.2020.102449
https://doi.org/10.1080/1471903042000339392
https://doi.org/10.1177/0972150920950906
https://doi.org/10.1080/08874417.2016.1236356
https://doi.org/10.1016/j.eist.2020.03.002
https://doi.org/https:/doi.org/10.1016/j.jbusvent.2009.07.005
https://doi.org/10.1016/j.apergo.2015.10.007


 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 27 

Jannat, T., Omar, N. A., & Nazri, M. A. (2020). Analysing the mediating effects of job 

satisfaction and dissatisfaction on employee voluntary turnover intention. Jurnal Pengurusan, 

59. https://doi.org/10.17576/pengurusan-2020-59-06  

Jedwab, R. M., Hutchinson, A. M., Manias, E., Calvo, R. A., Dobroff, N., & Redley, B. 

(2022). Change in nurses’ psychosocial characteristics pre-and post-electronic medical record 

system implementation coinciding with the SARS-CoV-2 pandemic: pre-and 

post-cross-sectional surveys. International Journal of Medical Informatics, 163, 104783. 

https://doi.org/10.1016/j.ijmedinf.2022.104783  

Johari, J., Ramli, F. Z. A., Wahab, H. A., Bidin, M. F., & Rosely, R. M. (2019). Social support, 

pay satisfaction, work ability, and intention to stay: A case of return to work program 

participants. Jurnal Pengurusan, 55, 3-12. https://doi.org/10.17576/pengurusan-2019-55-01  

Johari, J., Yean, T. F., Adnan, Z., Yahya, K. K., & Ahmad, M. N. (2012). Promoting employee 

intention to stay: Do human resource management practices matter. International Journal of 

Economics and Management, 6(2), 396-416.  

Kaddourah, B., Abu-Shaheen, A. K., & Al-Tannir, M. (2018). Quality of nursing work life 

and turnover intention among nurses of tertiary care hospitals in Riyadh: a cross-sectional 

survey. BMC nursing, 17, 1-7. https://doi.org/10.1186/s12912-018-0312-0  

Kalyanamitra, P., Saengchai, S., & Jermsittiparsert, K. (2020). Impact of Training Facilities, 

Benefits and Compensation, and Performance Appraisal on the Employees Retention: A 

Mediating Effect of Employees Job Satisfaction. Systematic Reviews in Pharmacy, 11, 

166-175.  

Kim, J., Milliman, J., & Lucas, A. (2020). Effects of CSR on employee retention via 

identification and quality-of-work-life. International Journal of Contemporary Hospitality 

Management, 32(3), 1163-1179. https://doi.org/10.1108/ijchm-06-2019-0573  

Li, A. Q., Rich, N., Found, P., Kumar, M., & Brown, S. (2020). Exploring product–service 

systems in the digital era: a socio-technical systems perspective. The TQM Journal, 32(4), 

897-913. https://doi.org/10.1108/tqm-11-2019-0272  

Maf’ula, D., Nursalam, N., & Sukartini, T. (2020). Determinants of Quality of Nursing Work 

Life: A Systematic Review. International Journal of Psychosocial Rehabilitation, 24(7), 

7696-7708.  

Manzoor, F., Wei, L., Bányai, T., Nurunnabi, M., & Subhan, Q. A. (2019). An Examination of 

Sustainable HRM Practices on Job Performance: An Application of Training as a Moderator. 

Sustainability, 11(8), 2263. https://doi.org/10.3390/su11082263  

Memon, M. A., Salleh, R., Mirza, M. Z., Cheah, J.-H., Ting, H., & Ahmad, M. S. (2019). 

Performance appraisal satisfaction and turnover intention: The mediating role of work 

engagement. Management Decision, 58(6), 1053-1066. 

https://doi.org/10.1108/md-06-2018-0685  

Mendis, M., & Weerakkody, W. (2017). The impact of work life balance on employee 

https://doi.org/10.17576/pengurusan-2020-59-06
https://doi.org/10.1016/j.ijmedinf.2022.104783
https://doi.org/10.17576/pengurusan-2019-55-01
https://doi.org/10.1186/s12912-018-0312-0
https://doi.org/10.1108/ijchm-06-2019-0573
https://doi.org/10.1108/tqm-11-2019-0272
https://doi.org/10.3390/su11082263
https://doi.org/10.1108/md-06-2018-0685


 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 28 

performance with reference to telecommunication industry in Sri Lanka: a mediation model. 

Kelaniya Journal of Human Resource Management, 12(1), 72-100. 

https://doi.org/10.4038/kjhrm.v12i1.42  

Meredith, J. R. (1993). Theory Building Through Conceptual Methods. International Journal 

of Operations & Production Management. https://doi.org/10.1108/01443579310028120  

Morsy, S. M., & Sabra, H. E. (2015). Relation between quality of work life and nurses job 

satisfaction at Assiut university hospitals. Al-azhar assiut medical journal, 13(1), 163-171.  

Mossholder, K. W., Settoon, R. P., & Henagan, S. C. (2005). A Relational Perspective on 

Turnover: Examining Structural, Attitudinal, and Behavioral Predictors. Academy of 

Management Journal, 48, 607-618. https://doi.org/10.5465/amj.2005.17843941  

N. Theriou, G., & Chatzoglou, P. (2014). The impact of best HRM practices on 

performance–identifying enabling factors. Employee Relations, 36(5), 535-561. 

https://doi.org/10.1108/er-02-2013-0025  

Nguyen, C. (2020). The impact of training and development, job satisfaction and job 

performance on young employee retention. Job Satisfaction and Job Performance on Young 

Employee Retention (May 1, 2020). https://doi.org/10.2139/ssrn.3930645  

O'Brien-Pallas, L., & Baumann, A. (1992). Quality of nursing worklife issues--a unifying 

framework. Canadian journal of nursing administration, 5(2), 12-16.  

O’Brien-Pallas, L., Baumann, A., & Villeneuve, M. (1994). Research unit probes quality of 

worklife. Regist Nurse, 6(1), 14-16.  

Paauwe, J., & Boon, C. (2018). Strategic HRM: A critical review. In Human Resource 

Management (pp. 49-73). https://doi.org/10.4324/9781315299556-3  

Parveen, M., Maimani, K., & Kassim, N. M. (2017). A comparative study on job satisfaction 

between registered nurses and other qualified healthcare professionals. International Journal 

of Healthcare Management, 10(4), 238-242. https://doi.org/10.1080/20479700.2016.1265781  

Patiar, A., & Wang, Y. (2020). Managers' leadership, compensation and benefits, and 

departments’ performance: Evidence from upscale hotels in Australia. Journal of Hospitality 

and Tourism Management, 42, 29-39. https://doi.org/10.1016/j.jhtm.2019.11.005  

Pio, R. J., & Lengkong, F. D. J. (2020). The relationship between spiritual leadership to 

quality of work life and ethical behavior and its implication to increasing the organizational 

citizenship behavior. Journal of Management Development, 39(3), 293-305. 

https://doi.org/10.1108/jmd-07-2018-0186  

Poku, C. A., Alem, J. N., Poku, R. O., Osei, S. A., Amoah, E. O., & Ofei, A. M. A. (2022). 

Quality of work-life and turnover intentions among the Ghanaian nursing workforce: A 

multicentre study. PloS one, 17(9), e0272597. https://doi.org/10.1371/journal.pone.0272597  

Raihan, J. M. H. (2012). Mediating effects of organizational commitment and perceived 

organizational support on HRM practices and turnover intention: A study of private 

https://doi.org/10.4038/kjhrm.v12i1.42
https://doi.org/10.1108/01443579310028120
https://doi.org/10.5465/amj.2005.17843941
https://doi.org/10.1108/er-02-2013-0025
https://doi.org/10.2139/ssrn.3930645
https://doi.org/10.4324/9781315299556-3
https://doi.org/10.1080/20479700.2016.1265781
https://doi.org/10.1016/j.jhtm.2019.11.005
https://doi.org/10.1108/jmd-07-2018-0186
https://doi.org/10.1371/journal.pone.0272597


 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 29 

universities in Bangladesh Universiti Utara Malaysia].  

Ramaprasad, S. B., Lakshminarayanan, S., & Pai, Y. P. (2018). The relationship between 

developmental HRM practices and voluntary intention to leave among IT professionals in 

India: The mediating role of affective commitment. Industrial and Commercial Training, 

50(6), 285-304. https://doi.org/10.1108/ict-01-2018-0001  

Raven, J., Akweongo, P., Baba, A., Baine, S. O., Sall, M. G., Buzuzi, S., & Martineau, T. 

(2015). Using a human resource management approach to support community health workers: 

experiences from five African countries. Human resources for health, 13(1), 1-13. 

https://doi.org/10.1186/s12960-015-0034-2  

Rawashdeh, A. M., & Tamimi, S. A. (2020). The impact of employee perceptions of training 

on organizational commitment and turnover intention: An empirical study of nurses in 

Jordanian hospitals. European Journal of Training and Development, 44(2/3), 191-207. 

https://doi.org/10.1108/ejtd-07-2019-0112  

Salahat, M. F., & Al-Hamdan, Z. M. (2022). Quality of nursing work life, job satisfaction, 

and intent to leave among Jordanian nurses: A descriptive study. Heliyon, 8(7), e09838. 

https://doi.org/10.1016/j.heliyon.2022.e09838  

Sija, A. (2022). Determinants of employee retention in private healthcare. European Journal 

of Human Resource Management Studies, 5(4). https://doi.org/10.46827/ejhrms.v5i4.1220  

Singh, C., Cross, W., Munro, I., & Jackson, D. (2020). Occupational stress facing nurse 

academics—A mixed‐methods systematic review. Journal of Clinical Nursing, 29(5-6), 

720-735. https://doi.org/10.1111/jocn.15150  

Singh, P., & Loncar, N. (2010). Pay satisfaction, job satisfaction and turnover intent. 

Relations industrielles, 65(3), 470-490. https://doi.org/10.7202/044892ar  

Sony, M., & Naik, S. (2020). Industry 4.0 integration with socio-technical systems theory: A 

systematic review and proposed theoretical model. Technology in society, 61, 101248. 

https://doi.org/10.1016/j.techsoc.2020.101248   

Uysal, M., & Sirgy, M. J. (2019). Quality-of-life indicators as performance measures. Annals 

of Tourism Research, 76, 291-300. https://doi.org/10.1016/j.annals.2018.12.016  

Wang, L., Wang, X., Liu, S., & Wang, B. (2020). Analysis and strategy research on quality of 

nursing work life. Medicine, 99(6), e19172. https://doi.org/10.1097/md.0000000000019172  

Wardana, M. C., Anindita, R., & Indrawati, R. (2020). Work life balance, turnover intention, 

and organizational commitment in nursing employees at X hospital, Tangerang, Indonesia. 

Journal of Multidisciplinary Academic, 4(4), 221-228.  

Whetten, D. A. (1989). What Constitutes a Theoretical Contribution? Academy of 

Management Review. https://doi.org/10.5465/amr.1989.4308371  

Zhao, H., Chen, Y., Xu, Y., & Zhou, Q. (2022). Socially Responsible human resource 

management and employees' turnover intention: the effect of psychological contract violation 

https://doi.org/10.1108/ict-01-2018-0001
https://doi.org/10.1186/s12960-015-0034-2
https://doi.org/10.1108/ejtd-07-2019-0112
https://doi.org/10.1016/j.heliyon.2022.e09838
https://doi.org/10.46827/ejhrms.v5i4.1220
https://doi.org/10.1111/jocn.15150
https://doi.org/10.7202/044892ar
https://doi.org/10.1016/j.techsoc.2020.101248
https://doi.org/10.1016/j.annals.2018.12.016
https://doi.org/10.1097/md.0000000000019172
https://doi.org/10.5465/amr.1989.4308371


 International Journal of Human Resource Studies 

ISSN 2162-3058 

2024, Vol. 14, No. 1 

http://ijhrs.macrothink.org 30 

and moral identity. Journal of Management & Organization, 1-18. 

https://doi.org/10.1017/jmo.2022.16  

Zhao, X., Sun, T., Cao, Q., Li, C., Duan, X., Fan, L., & Liu, Y. (2012). The impact of quality 

of work life on job embeddedness and affective commitment and their co-effect on turnover 

intention of nurses. Journal of Clinical Nursing, 22, 5-6, 780-788. 

https://doi.org/10.1111/j.1365-2702.2012.04198.x  

 

Copyright Disclaimer 

Copyright for this article is retained by the author(s), with first publication rights granted to 

the journal. 

This is an open-access article distributed under the terms and conditions of the Creative 

Commons Attribution license (http://creativecommons.org/licenses/by/4.0/). 

https://doi.org/10.1017/jmo.2022.16
https://doi.org/10.1111/j.1365-2702.2012.04198.x
http://creativecommons.org/licenses/by/4.0/

