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Abstract

Health professionals are vital for maintaining and improving public health through care and treatment. Despite
efforts to retain them in hospitals, many still intend to leave, indicating current retention strategies are ineffective.
This turnover is likely due to issues like poor working conditions, heavy workloads, and insufficient professional
development. Therefore, this study examined the mediating effect of work environment, workload, competence and
turnover intention among health practitioners in Murtala Muhammed Specialist Hospital Kano State. The study
utilized a survey research design. The target population consisted of all the 97 registered physicians Murtala
Muhammed Specialist Hospital Kano State. Data was collected through a structured and validated questionnaire.
Valid responses were analyzed using Smart PLS 4.0 applications. The results revealed that competence, workload,
job satisfaction have significance effect on turnover intention, while work environment does not have significance
effect on turnover intention. Interestingly, job satisfaction mediates the relationship between competence and
workload, on the other hand job satisfaction does not mediate the relationship between work environment and
turnover intention. The managerial implications of this study emphasize the prioritizing targeted training to build
employee confidence and capabilities and assigning workloads proportional to staff capacity in order to reduce
turnover intention. More so, actionable job satisfaction policy development, especially those that will increase
employee retention and reduce turn over intention should be put in place.

Keyword: Competency, work environment, workload, job Satisfaction, Turnover Intention.

1. Introduction

Globally, turnover intention (TI) among health professionals remains a significant challenge for
healthcare institutions. Health workers are vital for diagnosing, treating, and preventing illnesses
and impairments, making their retention critical. Organizations worldwide invest heavily in
recruitment, induction, training, and development to retain employees. For instance, in the
United States, workplace training investment rose from $93.6 billion in 2017 to $82.5 billion in
2020 (Whitehead, 2022). In Nigeria, although exact national figures are unclear, investments in
employee development are increasing, especially in sectors like banking (Agena, 2022;
Olarewaju, 2020). Despite such investments, TI continues to affect individual health
professionals and organizational stability, productivity, and effectiveness globally (Shaikh et al.,
2020; Pillai and Mathew, 2020; Adekoya, 2019).
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In Africa and Nigeria specifically, high turnover rates are especially problematic. The Africa
Centers for Disease Control (2025) reported the migration of 13,609 Nigerian healthcare workers
to the UK between 2021 and 2022. Moreover, a study involving 913 Nigerian physicians
revealed only 19.3% intended to remain in the profession. In 2023, over half of registered
Nigerian nurses and midwives sought migration clearance letters to the UK (52%) and the USA
(36%). Nigerian physicians also represent a significant share (45.02%) of international medical
graduates working in the US. This exodus threatens healthcare systems by depleting skilled labor
and destabilizing service delivery.

In a bid to address these prevailing turnover intention challenges in the medical profession,
previous researchers have Identify several factors that can influence turnover intention to
include; workload (Bhaskara et al., 2024; Herawati et al., 2023; Rahmadhon et al., 2024), work
environment (Sugiarti, 2022; Sunarto & Ellesia, 2023; Yanwar & Lupoto, 2025). Workload
refers to job demands exceeding employees' capacity to complete tasks (Damayanti & Ekowati,
2024). Understaffing often leads to employees multitasking, increasing fatigue and stress. If job
demands outweigh abilities, fatigue grows; if abilities surpass demands, boredom and stress
might occur (Wulantika et al., 2023). Most studies (Berhed & Ariani, 2024; Herawati et al.,
2023; Rahmadhon et al., 2024) find workload positively affects TI, although a few (Ibrahim et
al., 2022; Lily et al., 2025) report no effect.

Furthermore, to workload, work environment can also affect turnover intention. This
encompasses all physical and psychosocial aspects impacting employees' job performance
(Masruri&Sary, 2024). Supportive environments enhance comfort and productivity, while poor
conditions increase TI (Hansah, 2024). Many studies (Hasniar et al., 2024; Jelly et al., 2024)
show a significant positive link between work environment and TI, although others report no
meaningful effect (Rabuana & Yanuar, 2023).

Another factor that allegedly affects turnover intention is the Competence of employee.
Competence includes knowledge, skills, and attitudes related to job duties (Lavoie et al., 2018).
Competent employees tend to work more effectively and feel more satisfied, which reduces TI
(Hajbaghery & Arani, 2018). Nurses with higher competencies demonstrate better performance,
greater job satisfaction, and lower turnover intention (Ogbeibu et al., 2022; Riaz et al., 2023).

Apart from workload, work environment and competence, job satisfaction can also affect
turnover intention. Memon et al., (2023), defined job satisfaction as employees' contentment
with their job outcomes or rewards (Memon et al., 2023), high job satisfaction generally lowers
TI (Wahyudi et al., 2023). Dissatisfaction, conversely, leads to negative attitudes toward work
and increased turnover (Fatmasari & Badaruddin, 2022). Several studies confirm job
satisfaction's significant negative relationship with TI (Afianto et al., 2023; Dinata et al., 2024),
though some research contradicts this (Widiastuti, 2022).
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1.2 Problem Statement

Employees are critical to organizational success, productivity, and stability, prompting heavy
investments in their recruitment and development (Otache & Inekwe, 2022). Despite these
efforts, TI persists as a global issue disrupting operations, increasing recruitment and training
costs, and lowering overall effectiveness (Oruh et al., 2020). This problem is acute in the
healthcare sector, where experienced staff loss undermines the quality of medical services and

boosts workload on remaining employees, further reducing morale and job satisfaction (Oluwole,
2020; Akinyemi et al., 2022).

While studies have consistently examined the relationship between workload, work environment,
and TI, results vary, highlighting the need for further inquiry including potential mediating
variables like job satisfaction. This study focuses on Murtala Muhammad Specialist Hospital
Kano, aiming to analyze how workload and work environment influence TI, with job satisfaction
as a mediator. Understanding this dynamic will help organizations craft better policies to manage
workload and work conditions and implement job satisfaction programs to reduce turnover
intentions among health professionals.

1.3 Research Objectives

The general objective of the present study is to assess the effect of work environment, workload

and competence on employees’ performance. The specific objectives include:

i. To determine the extent to which work environment affect employees Performance in
Murtala Muhammed Specialist Hospital Kano State

ii. To determine the extent to which workload affect employees Performance in Murtala
Muhammed Specialist Hospital Kano State

iii. To determine the extent to which competency affect employees Performance in Murtala
Muhammed Specialist Hospital Kano State

iv. To determine the extent to which job satisfaction mediate the relationship between work
environment and employees Performance in Murtala Muhammed Specialist Hospital Kano
State

v. To determine the extent to which job satisfaction mediate the relationship between workload
and employees Performance in Murtala Muhammed Specialist Hospital Kano State

vi. To determine the extent to which job satisfaction mediate the relationship between
competency and employees Performance in Murtala Muhammed Specialist Hospital Kano
State

2. Literature Review

2.1 Concept of Employee Turnover Intention

Employee turnover intention refers to an employee's desire or plan to leave their current
workplace for another, though this intention has not yet resulted in actual departure (Gunawan &
Andani, 2020). It reflects the stage where employees contemplate leaving, which might manifest
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as a desire to find new jobs or even new professions (Ardianto & Bukhori, 2021). Turnover often
stems from ongoing dissatisfaction which is triggered by disruptive events such as conflicts with
supervisors or coworkers, or attractive job opportunities elsewhere (Noe et al., 2021). Several
factors have been identified as influencing turnover intention, including job satisfaction, job
stress, workload, age, education, work culture, leadership, organizational commitment, and role
conflict (Apriani & Siregar, 2023).

A
\J
el

2.2 Concept of Competences

According to Litvinenko et al (2022), Competency is also viewed as the capacity to effectively
utilize acquired information and abilities to generate a desired output. Employee competency is
viewed as the capacity to engage in activities within a certain profession, demonstrating the
required level of skill set (Rusilowati & Wahyudi, 2020). It encompasses a combination of
knowledge, skills, and ethical behaviors that enable professionals to perform their roles
effectively. According to Skantz-Aberg et al. (2020), one of the primary benefits of competence
is its role in enhancing job performance and productivity. Competent employees are adept at
problem-solving, decision-making, and innovation, leading to more efficient workflows and
higher-quality outputs. Moreover, competence fosters confidence among clients, stakeholders,
and colleagues, as it assures them of reliable and consistent delivery of services or products
(Redman and Wiek, 2021).

2.3 Concept of Work Environment

The work environment encompasses the physical, mental, and social conditions surrounding
employees that affect their well-being and productivity (Meirina et al., 2018; Hanai, 2021). It
includes physical facilities, materials, methods, and workplace arrangements, as well as social
factors such as job stability, recognition, motivation, and interpersonal relationships within the
organization (Edem, Akpan, and Pepple, 2017; Taheri, Miah and Kamaruzzaman, 2020). A
positive and conducive work environment enables employees to be more productive and
satisfied, whereas a poor environment can increase turnover intention (Meirina et al., 2018).

2.4 Concept of Workload

Workload is defined as the amount and difficulty of work tasks assigned to an individual within a
given period, covering both quantitative and qualitative aspects (Maulidah et al., 2022). The
impact of workload on employees can be positive or negative (Munandar et al., 2022). When
workload aligns with employee capacity, it can reduce turnover intention. However, if the
workload exceeds the employee’s ability, it tends to increase their intention to leave (Agustin,
2022). Research by Fitriantini, Agusdin & Nurmayanti (2020) and Jufri and Mellanie (2019)
supports that a high or heavy workload significantly raises turnover intention.

2.5 Concept of Job Satisfaction
Job satisfaction is the measure of how content employees feel with their roles, responsibilities,
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and the overall work experience (Maulidah et al., 2022). Satisfied employees exhibit greater
commitment and are less likely to seek alternative employment. Conversely, dissatisfaction
caused by poor work environments, inadequate rewards, or limited development opportunities
tends to heighten turnover intention (Berisha, Laj¢i et al., 2020; Pranata & Suryosukmono,
2023). Studies have consistently shown that higher job satisfaction lowers turnover intention,
with key indicators including satisfaction with work itself, wages, promotion prospects,
supervision, and coworker relationships (Novel, 2021; Alfarol, 2023; Albataria et al., 2024;
Mohamad et al., 2024; Maulidah et al., 2022).
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2.6.1 Effect of Competence on Turnover Intention

Competency is viewed as the capacity to engage in activities within a certain profession,
demonstrating the required level of skill set (Rusilowati & Wahyudi, 2020). When employees
feel competent and perceive opportunities for growth, their autonomy increases, reducing
turnover intention. This effect depends on employees’ belief that they can develop and use their
skills within the organization. Studies demonstrate a significant positive relationship between
competence and lowered turnover intention (Fredrick & Yemisi, 2024; Saripuddin & Al Hafiz,
2023).

H1: Competence significantly affects turnover intention.

2.6.2 Effect of Work Environment on Turnover Intention

The work environment is a place that is able to provide a comfortable, controlled, and calming
effect (NafisArizal et al., 2024). A supportive, comfortable work environment with adequate
facilities reduces turnover intention by creating a controlled and calming atmosphere. Physical
and social conditions positively impact employee retention. Research consistently shows work
environment has a significant influence on turnover intention (Faadhilah & Firdaus, 2025;
Hasniar et al., 2024; Idris et al., 2024).

H?2: Work environment significantly affects turnover intention.

2.6.2 Effect of Workload on Turnover Intention

Workload refers to the volume and difficulty of tasks assigned within limited time. When
workload is appropriate, employees complete their tasks effectively, minimizing turnover
intention. However, a heavy workload exceeding employees’ capacity leads to negative
perceptions and increases the desire to leave the organization. Multiple studies confirm a
significant positive relationship between workload and turnover intention (Ramadhani, 2020;
Setianto et al., 2022; Maulidah et al., 2022).

H2: Workload significantly affects turnover intention.
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The Effect of Job Satisfaction on Turnover Intention

Turnover intention can be influenced by job satisfaction, because the more satisfied people are
with their jobs, this will reduce employees to think about quitting. Employees who are satisfied
with their jobs are more likely to have a higher commitment to the company and are less likely to
seek opportunities elsewhere. Conversely, job dissatisfaction can increase employees' desire to
leave the company, whether due to a mismatch with the work environment, low rewards, or lack
of development opportunities (Berisha, Laj¢i et al. 2020) in (Pranata & Suryosukmono, 2023).
Based on research (Novel, 2021; Alfarol, 2023; Albataria et al., 2024 and Mohamad et al., 2024)
Job Satisfaction affects Turnover Intention.
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HA4: Job Satisfaction has a significantly affect Turnover Intention.

2.6.5 Mediating Role of Job Satisfaction on the relationship between Competence and
Turnover Intention:

Job satisfaction often mediates the relationship between employee competence and turnover
intention, such that higher competence leads to greater satisfaction, which in turn reduces
intentions to quit. When employees perceive high competence, their job satisfaction improves,
reducing turnover intention. Job satisfaction acts as an emotional bond to the organization,
mediating competence’s impact on turnover (Nasution et al., 2024; Chang et al., 2021).

H5: Job Satisfaction Mediate the relationship between Competence and Turnover Intention

2.6.6 The Effect of Work Environment on Turnover Intention Mediated by Job Satisfaction
A conducive work environment creates a positive environment thereby, boosting job satisfaction
and reducing turnover intention. Work environment increases job satisfaction by spurring
enthusiasm in carrying out tasks. Job satisfaction is considered to be closely related to turnover
intention, because job satisfaction is a reflection of a person's satisfaction in his job (Jasmine,
2024). Based on research (Puspitasari, 2022; Sartika et al., 2024 and Sitorus et al., 2024) states
that job satisfaction has impact on work environment and turnover intention.

H6: Job Satisfaction Mediate the relationship between Work Environment and Turnover
Intention

2.2.7 Effect of Workload on Turnover Intention Mediated by Job Satisfaction

Workload has an influence on turnover intention where when employees feel burdened by the
work given because it is not in accordance with their abilities they tend to feel tired and stressed
which results in decreased job satisfaction, so employees may look for other job opportunities.
High workload decreases job satisfaction, which in turn increases turnover intention. However, if
job satisfaction is maintained despite a heavy workload, turnover intention can be reduced
(Novel, 2021). ( Setianto et al. , 2022; , Sitorus et al., 2024; and Talo et al., 2020) concluded that
job satisfaction the impact of workload on turnover intention.
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2.8 Theoretical Framework

2.8.1 Herzberg's Two-Factor Theory

Motivator-Hygiene theory proposed by Frederick Herzberg (1959) states that there are two
factors that influence a person's satisfaction and, dissatisfaction at work, namely, motivational
factors and hygiene factors. Herzberg's two-factor theory distinguishes between hygiene factors,
which prevent dissatisfaction if adequate (e.g., working conditions, policies), and motivators,
which drive satisfaction and performance (e.g., achievement, responsibility). Work environment
falls under hygiene factors, as poor physical conditions, safety, or amenities cause dissatisfaction
but adequate ones only maintain neutrality, not high motivation. Improving the environment
eliminates complaints but requires motivators for true engagement. Excessive or unbalanced
workload acts as a hygiene issue, leading to dissatisfaction through stress and frustration, while
appropriate workload aligns with motivators by enabling achievement without overload.
Managers must ensure workloads support responsibility and growth to foster satisfaction beyond
mere adequacy. Competency ties to motivators, as opportunities for skill utilization, growth, and
challenging tasks matching abilities promote achievement and self-realization. Mismatched
competencies create dissatisfaction via hygiene gaps like poor supervision, but leveraging
strengths drives high performance.

2.9 Conceptual Frame Work

Work Load
» Job satisfaction > Employee
» turnover intention
Work
Environment

3. Methodology

The study was conducted in Kano Metropolis, Kano state capital, focusing on health
professionals at Murtala Muhammad Specialist Hospital Kano. A descriptive survey design was
used with a structured questionnaire as the data collection tool. The questionnaire featured items
on each study variable, using a 5-point Likert scale ranging from Strongly Agree (5) to Strongly
Disagree (1).
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The targeted population is all the 97 registered physicians as found from the record of Murtala
Muhammed Specialist Hospital in Kano. The sample size for this study is drowned using Kriecie
and Morgans (1970) table for determining sample size of 97 physicians of Murtala Muhammed
Specialist Hospital in Kano. According to Kriejcie and Morgan (1970) sample of 80 staff was
selected.
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Data analysis was performed using Partial Least Squares-Structural Equation Modeling (PLS-
SEM) with SMARTPLS 4.0. The method involved validating the measurement model through
tests of convergent and discriminant validity, and assessing reliability via Composite Reliability
and Cronbach's Alpha. The structural model was tested by examining relationships between
latent variables using R-Square for predictive accuracy and hypothesis testing with
bootstrapping; significance was determined at t-values > 1.96 and p-values < 0.05, ensuring
robust and reliable causal analysis.
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Table 1 Measurement of Variables

Variables Construct Measurement Source Reliability
Turnover TOV1 I am planning to leave my current
Intention organization due to lack of job satisfaction
and high level of stress
TOV2 I may resign anytime soon from my current Boudrias et 0.930
organization because I am not satisfied al. (2020
TOV3 I will not hesitate to take another job in
another organization with lower stress level
Work WKEI1 I have a workspace with adequate lighting
Environment that supports my work activities.
WKE2 I have a workspace with good ventilation and 0.902
air circulation
WKE3 My workspace provides comfort and safety
Workload WLD1 I am pressured to work long hours in my
current organization
WLD2 I have unachievable deadlines from in Dartey- 0.864
department Baah et al.
(2020)
WLD3 I must work very intensively in my
department
Competence CMP1 The better the work competency, the greater
the work productivity
CMP2 Work Competency improves Employee Sarstedt et 0.887
Performance al., (2014)
CMP3 Work Competency is a good thing that
workers must have
Job JB1 I am currently satisfied in my current
Satisfaction organization due to high workload
JB2 I do currently enjoy my work due to adequate Dartey- 0.944
compensation Baah et al.
(2020)
JB3 I feel happy with my current job in my

organization due to adequate career
progression

Source: The Researcher (2025)

4.1 An Assessment of the PLS-SEM Path Model
A two-step process of evaluating and reporting the results of the PLS-SEM path model was
adopted in the present study as recommendation by Henseler, Ringle and Sinkovics (2009). The
two-step process included (1) the assessment of the measurement model and (2) assessment of
the structural model. Figure 4. 1 depicts in detail the two-step approach as suggested (Henseler et

al., 2009).
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Figure 2: A Two-Step Process of PLS Path Model Assessment
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Source: (Henseler et al., 2009)

4.2 Assessment of Measurement Model

An assessment of measurement model is basically done to determine the individual item
reliability, internal consistency, content validity, convergent validity and discriminant validity,
(Henseler et al., 2009; Kura, 2014). Figure 4.2 below shows the measurement model:

Figure 4. 2. Measurement Model
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4.2.1 Individual Item Reliability

To assess individual item reliability, the outer loadings of each latent construct were observed
(Hair et al., 2014). Five items out of 25 were deleted because they had loadings below the
recommended threshold of 0.40. According to Hair et al. (2014), items with loadings between
0.40 and 0.70 can be retained for further analysis. (See Table 4.7).

4.2.2 Internal Consistency Reliability

The present study relied on composite reliability coefficient as a measure of internal consistency
reliability. This is because it is argued to provide a less biased estimate of reliability when
compared with Cronbach’s alpha (Kura, 2014). Following the rule of thumb for interpreting
composite reliability coefficient as suggested by Bagozzi and Yi (1988) and Hair et al. (2011),
values of at least 0.70 and above are adequate and sufficient. Table 4.8 below shows the
composite reliability coefficient of the latent constructs with each exceeding the recommended
threshold of 0.70:

Table 4.1: Loadings, Composite reliability and Average Variance Expected

Latent Constructs and indicators Standardized Ave Composite
Loadings rage Variance Expected Reliability
(AVE)
COMPETENCE 0.647 0.942
CMP1 0.736
CMP2 0.890
CMP3 0.929
CMP4 0.625
WORK ENVIRONMENT 0.507 0.723
WKE1 0.570
WKE2 0.832
WKE3 0.711
WKE4 0.712
WORKLOAD 0.541 0.776
WLD1 0.598
WLD2 0.717
WLD3 0.832
CMP4 0.775
JOB SATISFACTION 0.719 0.893
JB1 0.893
IB2 0.827
JB3 0.870
JB4 0.800
TURNOVER INTENTION 0.670 0.899
TOV1 0.872
TOV2 0.895
TOV3 0.729
TOV4 0.766

Source: The Researcher (2025)
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4.2.3 Convergent Validity

Convergent validity was assessed by examining the Average Variance Extracted (AVE) of each
latent construct, as suggested by Fornell and Larcker (1981). To achieve adequate convergent
validity, Chin (1998) recommends that the AVE of each latent construct should be .50 or more.
Following Chin (1998), the AVE values (see Table 4.2) exhibited high loadings (> .50) on their
respective constructs, indicating adequate convergent validity.

4.2.4 Discriminant Validity

Duarte and Raposo (2010) explained that the extent to which a given latent construct differs from
other latent construct(s) is known as discriminant validity. As suggested by Fornell and Larcker
(1981), AVE can be used to assess discriminant validity by comparing the correlations among
the latent constructs with the square root of the AVE.

Table 4.8 below shows the correlations among the latent constructs as compared with the square
root of the AVE (values in bold face). The square roots of the AVE are all greater than the

correlations among the latent constructs, suggesting adequate discriminant validity (Fornell &
Larcker, 1981; Kura, 2014).

Table: 4.2:Latent Variable Correlations and Square Roots of Average Variance Extracted

Latent Variables CMP JB TOV WKE WLD 6
1. CMP

2.JB 0.782

3. TOV 0.337  0.858

4. WKE 0.565 0.797 0.735

5. WLD 0.504  0.657 0.504 0.882

Note: Entries shown in bold face represent the square root of the average variance extracted.
Source: The Researcher (2025)

4.3 Assessment of the Significance of the Structural Model

To assess the significance of the path coefficient, the present study adopted the standardized
bootstrapping method using 5000 bootstrap samples (Hair et al., 2014; Hair et al., 2011; Henseler
et al., 2009). Figure 4.3 and Table 4.3 show the full structural model with the mediatingvariable.
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Table: 4.3: Structural Model Assessment with Mediator (Full Model)

Hypothesis Relationship Beta SE T-statistics ~ P- Decision
value

1 CMP -> TOV 0.174  0.058  2.941 0.003  supported

2 WKE -> TOV 0.069 0.065  1.083 0.279  Not Supported

3 WLD -> TOV 0.402 0.067 5.954 0.000  Supported

4 JB > TOV 0.180 0.071  2.453 0.014  Supported

5 CMP ->JB-> TOV 0.084 0035  2.336 0.020  supported

6 WKE ->JB-> TOV 0.062 0.026 2310 0.021  supported

7 WLD ->JB-> TOV 0.023  0.011  2.060 0.039  Supported

Significant at 0.05

Source: The Researcher, 2025.

4.3.1 Model Variance Explained
The model explains 21.7% (R?> = 0.217) of the variance in employee turnover intention,
considered acceptable according to Hair et al. (2010) standards.
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4.3.2 Effect Size (f?)

Effect sizes measure the magnitude of each variable's contribution to the model. Cohen (1988)
classifies them as weak (0.02), moderate (0.15), or strong (0.35), helping assess practical
significance beyond statistical significance.

l4‘
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4.3.4 Predictive Relevance (Q?)

The study used the Stone-Geisser test (via PLS predict) to evaluate the model's predictive
relevance, confirming goodness-of-fit and predictive capability consistent with established
criteria.

Table 4.4: Coefficient (R2), Effect Size (F 2) and Predictive Relevance (Q2)

Constructs R? Q? TOV Effect size
TOV 0.217 0.533 1.000

JB 0.593 0.139 0.012 Weak
CMP 0.010 Weak
WKE 0.007 Weak
WLD 0.108 Strong

Source: The Researcher, 2025

4.4 Discussion of Findings

4.4. 1 Hypothesis 1 (Competence — Turnover Intention):

Hypothesis 1 predicted that Competencies is positively related to turnover intention.
Interestingly, the hypothesis was supported because the study recorded a positive and significant
result. In other words, Competencies was found to be positively related to turnover intention with
Beta=0.174, T = 2.941, p = 0.003. This finding is in line with two-factor theory which state that
Competency ties to motivators, as opportunities for skill utilization, growth, and challenging
tasks matching abilities promote achievement and self-realization thereby reducing turnover
intention. This was found to be consistent with the findings of Fredrick and Yemisi, (2024),
Saripuddin& Al Hafiz, (2023) which shows a positive and significant influence of competence
on turnover intention.

4.4.2 Hypothesis 2 (Work Environment — Turnover Intention):

Hypothesis 2 postulated a positive relationship between work environment and turnover
intention. In essence, the more organizations provide a conducive work environment, the more
the chances of their turnover intention reduce. However, hypothesis 3 was not supported and
rejected because the finding was not significant with beta = 0.069, T = 1.083, P = 0.279.
Referring to two-factor theory, work environment as a hygiene factor should build confidence
that effort reduces turnover intention. However, findings show it doesn't reinforce this belief,
resulting in insignificant impact on employee turnover intention. Interestingly, this was found to
be inconsistent with the study of Ajufoh, Nwafili and Obajaja-Edo (2025) whose findings
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revealed that workplace environment (P = 0.000< 0.05) is positively significant with employee
turnover
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4.4.3 Hypothesis 3 (Workload — Turnover Intention):

Hypothesis 3 postulated a positive relationship between workload and turnover intention. In
essence, Higher workload increases employee turnover intention. Hence, Hypothesis 3 was
Supported with beta = 0.402, T = 5.954, P = 0.000. This finding is in line with two-factor theory
which state that excessive or unbalanced workload acts as a hygiene issue and an appropriate
workload strengthens the belief that effort will result in satisfactory performance, thus in
reducing turnover intention. This was found to be consistent with the study of Abdurrahman,
Susita and Wolor (2024) whose studies indicate that workload has a positive and significant
effect on turnover intention, compensation has a positive and significant effect on turnover
intention.

4.4.4 Hypothesis 4 (Job Satisfaction — Turnover Intention):

Hypothesis 4 postulated a positive relationship between Job satisfaction and turnover intention.
In essence, high level of job satisfaction has an impact on optimizing turnover intention while
Conversely, employee does not feel satisfied with their career, they tend to show a negative view
or attitude towards their work. Hence, Hypothesis 3 was Supported with beta = 0.180, T = 2.453,
P = 0.014. Job satisfaction significantly affects turnover intention. From Herzberg's two-factor
theory, job satisfaction stems from motivators and hygiene factors. A fulfilling work
environment boosts motivators, cuts mental workload, enhances competence, and lowers
employee turnover intention. This was found to be consistent with the study of Aguke and
Tarurhor, (2024) whose study unveiled that job satisfaction (job characteristics, supervisors
support and work-life balance) have a significant positive correlation with employee turnover
intention.

4.4.5 The Mediating Effect of Job satisfaction on the Relationship between, workload, work
environment, competence and turnover intention

Hypothesis 5 (Job Satisfaction mediates Competence — Turnover Intention):

Hypothesis 5 tested the possible mediating effect of Job satisfaction on the relationship between
Competence and Turnover Intention, such that the relationship is stronger for organization with
higher job satisfaction. Interestingly, the result was significant as the findings suggest that there
is relationship between the variables with Beta = 0.035, T = 2.336, P = 0.020. Job satisfactions
mediate this relationship.

4.4.6 Hypothesis 6 (Job Satisfaction mediates Work Environment — Turnover Intention):

Hypothesis 6 tested the possible mediating effect of Job satisfaction on the relationship between
Work Environment and Turnover Intention, such that the relationship is stronger for organization
with higher job satisfaction. Interestingly, the result was significant as the findings suggest that
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there is a relationship between the variables with beta = 0.062, T = 2.310, P = 0.021. Job
satisfaction significantly mediates this relationship.
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4.4.7 Hypothesis 7 (Job Satisfaction mediates Workload — Turnover Intention):
Hypothesis 7 tested the possible mediating effect of Job satisfaction on the relationship between
Workload and Turnover Intention, such that the relationship is stronger for organization with
higher job satisfaction. Interestingly, the result was significant as the findings suggest that there
is a relationship between the variables with Beta = 0.023, T = 2.060, P = 0.039. Job satisfaction
significantly mediates this relationship.

5. Conclusion and Recommendations

The present study demonstrates that competence, work environment, workload and job
satisfaction are positively related to employee turnover intention. Specifically, two of the
independent (competence and workload) variables were found to be significant predictors of
employee turnover intention while work environment is not a predictors of employee turnover
intention. Also the possible mediating role of job satisfaction on the relationship between
competence, work environment, workload and employee turnover intention was as envisaged,
the results turned out to be significant for all the three variables competence, work environment
and workload, suggesting that the relationship between competence, work environment and
workload and employee turnover intention can be strengthened by job satisfaction.

Based on the findings of the study, it is recommended that Hospitals in Nigeria should take
proactive measures to address the high turnover intention among Health Practitioners. Strategies
could include implementing retention initiatives such as

1. organizations should focus more on improving employee’s competence by enhancing their
skills, knowledge, and experience in order to improve their competence level

2. Organizations should maintain workload balance by assigning workloads proportional to
employee capacity.

3. Organizations should strive to create a supportive work environment that will lead to creating
good relationships with employees.

4. Organizations should increase actionable job satisfaction policy development, especially
those that will increase employee retention. This can be achieved through the provision of
professional development opportunities and competitive compensation packages aimed at
bolstering job satisfaction among employees.

5. Finally, since job satisfaction mediates the relationship between work environment and
workload and turnover intention while it does not mediate the relationship between
competence and turnover intention. Thus, the study recommends that organization should
strengthen their job satisfaction since it has a positive effect on work environment and
workload and turnover intention.
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Managerial Implication

The findings of this study have significant managerial implications for organizations, particularly
in the context of health practionners. By demonstrating the positive impact of competency and
workload on employee turnover intention, management can prioritize initiatives that enhance
these attributes among their staff. This could include implementing targeted training programs to
boost employee’s confidence in their capabilities and maintain workload balance by assigning
workloads proportional to employee capacity. More so, actionable job satisfaction policy
development, especially those that will increase employee retention and reduce turn over
intention should be put in place through the provision of professional development opportunities
and competitive compensation packages aimed at bolstering job satisfaction among employees.
These measures not only improve individual performance but also enhance the overall efficiency
and effectiveness of the organization, as well as drastically reduce the level of turnover intention
among health practionners.

Limitations and suggestion for future study

Finally, to improve data quality of the study, it is recommended to add data collection methods
such as interviews or focus group discussions (FGDs) that can provide a deeper understanding of
employee experiences and perceptions regarding organization policies that trigger turnover
intention.
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