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ABSTRACT 

This study evaluate the impact of compensation, promotion opportunities, and work life balance 

on institutional engagement of nurses affiliated with a medium-sized, under-visited health 

facility in and around North Tamil Nadu, India. We also examine the impact of organizational 

commitment on caregiver retention. Results indicate that nurse commitment in hospitals 

increases the likelihood of continued employment. It also shows compensation is the most 

important factor, followed by work-life balance and work environment to improve organizational 

engagement.  

Keywords: work-life balance, organizational commitment, compensation, nurse retention and 

opportunities. 

I. INTRODUCTION 

Nurses have been the most important institution of clinical professionals. Your bond is crucial to 

meeting patient needs and providing medical services. Their turnover leads to understaffing, 

creating more workload and stress for those who stay, thus motivating them to leave the hospital. 

Furthermore, it leads to high administrative costs, impairs the effective functioning of hospitals, 

and ultimately leads to poor patient services. The medical sector, on the other hand, needs to 
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ensure adequate care with less state funding. A motivated workforce is essential to delivering 

quality healthcare services in an ever-changing environment. Advances in medical technology, 

people's expectations of longevity, and serious and chronic illnesses in the living population have 

also increased the demand for dedicated nurses. Recently, medical tourism has grown in 

popularity in both developed and developing countries. That size he was around $21.7 billion in 

2016 and is expected to grow to $47.2 billion in 2021. Demand for nurses has also increased.  In 

addition, the shortage of nurses and midwives worldwide is now reaching her 9.3 million.  

II. LITERATURE REVIEW 

While joining a hospital, most of the nurses give due consideration towards their pay and 

other financial benefits and this attitude plays a significant role throughout their career. Financial 

benefits is one of the factors that produce job satisfaction (Al Momani,2017)and this satisfaction 

with their job increases the commitment towards their organization (Khan and Jan,2015).There is 

significant positive association between employees organization commitment and compensation 

(pay other benefits and incentives) they receive (Nawab and Bhatti,2011) and lesser 

compensation leads to lack of commitment. Researcher (Mastaneh et al.,2014) confirmed 

positive relationship between compensation and attachment towards their institution and nurses 

perception about their pay in one among the most vital factors of their organization 

commitment(Khan and Jan,2015).  

India also suffers from a shortage of nurses (Gill, 2016), with only 1.3 nurses per 1,000 

population in India compared to over 14 in developed European countries (Gill, 2016). OECD, 

2015). The estimated deficit is 2.4 million. Surprisingly, among the world's leading nurse-

sending countries, India is second only to the Philippines, with about 640,000 Indian nurses 

working in other countries in 2011. (Irudaya Rajan and Nair, 2013) may increase.  Rising living 

standards abroad, large wage disparities between developing and developed countries, and better 

working conditions influence nurses' turnover (Nairand Webster, 2012), and what factors drive 

nurses to hospitals? You need to understand what makes you stay.  

As (Biswas, 2013) pointed out, the internal needs of employees need to be improved to 

prevent them from leaving the organization. Our country is focused on it due to the massive 

migration of skilled Indian workers to green pastures with a turnover rate of around 26.0%. 

Several studies have shown that organizational engagement is positively related to employee 

retention (Firth et al., 2004), giving employers incentives to stay with the organization. It can 

therefore be argued that organizational involvement plays an important role and that higher 

levels of nurse involvement are likely to result in higher retention rates. This has led researchers 

to find all sorts of ways to increase engagement (Mitchell et al., 2001).  

We also know that raising awareness levels and making employees feel valued increases 

engagement. According to the literature, compensation (CN), work environment (WE), and 

work-life balance (WLB) were the factors that had the greatest impact on engagement. 
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Additional support is provided in this paper by examining the impact of her CN, WE, and WLB 

on organizational engagement (OC) of nurses working in and around the city of Chennai, India, 

in and around medium-sized health facilities. 

           Nurses in India are frustrated because of the mismatch that exists between high job 

responsibilities and low wages. Attempts to privilege nurses in India have been crushed by 

India's medical lobby (Sharma, 2014). Challenges such as long working hours, lack of 

synchronicity, lack of awareness, forced non-care related activities, workplace health risks and 

lower wages compared to developed countries are motivating nurses to change careers. Although 

India faces about 2.4 million nurses. 

II. METHODOLOGY: 

Study participants were sample and procedure nurses working in medium-sized health 

facilities in and around North Chennai, India. Researchers distributed the questionnaire to her 14 

hospitals, each with about 30 to 40 nurses. Each hospital was provided with her 40 forms. 

Ultimately, 580 questionnaires were distributed and 420 were returned with a 78% response rate 

using simple random sampling. 60-20-30 years old 30% are between 30-40 years old and 10% 

are over 40 years old. Approximately 70% have nursing qualifications from nursing license to 

degree. About 60 million people with 5 to 15 years of experience. 

The independent variables proposed in this study are Work Life Balance, Compensation, 

and Working Environment, and the output variables are Organizational Commitment and nurse 

retention rate. In addition to the personal data question, the questionnaire contains 32 questions. 

Work-life balance, remuneration, and working environment are measured by 5 and 9 items of 

organizational engagement. His 10 items on employee retention were taken from previous 

research. 

Content validation is in progress. Since the purpose of this study is a general method to 

assess whether a single factor represents the majority of the variance, we performed a factor test 

using EFA to determine whether a single factor represents the majority of the variance. I checked 

whether 

 Five variables are Working Environment, Work Life Balance, Compensation, 

Organizational Commitment, and nurse attachment) consisting of 32 items assessed by 

participants underwent unrelated factor resolution, with a single factor accounting for the 

majority of the variance. It turns out that it does not represent. Although the results of the one-

factor test cannot rule out common method bias completely, the results suggest that common 

method bias is not a major concern and does not affect the results. 
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IV. RESULTS: 

Table 1. Secondary statistical analysis and correlation matrix of proposed factors.

 

A secondary statistical parameter analysis of the proposed factors is shown in Table 1. 

The alpha factor values range from 0.703 to 0.902, exceeding the required level of 0.700. 

Therefore, there is a correlation between all variables and a significant relationship between them 

and OC and retention. 

 

 Table 2: Multiple linear regression analysis 

 

Table 2 shows multiple linear regression analysis of OC against the proposed factors. 

With R2 = 0.643, p = 0.000, the proposed factors WLB, compensation, and WE proved to be 

significant predictors of OC, supporting hypotheses H1, H2, and H3. Strongest reward (beta = 

0.368) and weakest work environment (beta = 0.272). Table 3 shows that R2 = 0.428 p = 0.000 

for He OC has a positive implication on nurse retention, supporting hypothesis H4. 
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Table 3 Hierarchical multiple regression analysis 

 

 To determine the impact of the proposed factors on nurse retention rates, we perform 

regression analysis as shown in Table 3. The proposed factors were found to show significant 

differences in caregiver retention (p=0.000, R2=0.581). All three factors, reward (p=0.000), 

WLB (p=000), and WE (p=0.004) are significant predictors of nurse retention. To investigate the 

mediating role of Organizational Commitment, a hierarchical regression analysis was performed 

and presented in Table 3. The significant relationship derived for WLB compensation and her 

WE (Model A) remains non-significant, but the effect size can be reduced when Organizational 

Commitment (Model B) is included. This indicates a partial mediation effect of Organizational 

Commitment. 

V.DISCUSSION: 

This study investigates the factors that influence the retention rate of nurses working in 

medium-sized health facilities in and around the city of Chennai, India. Moreover, the mediating 

effects of Organizational Commitment are condensed. Multiple linear regressions show that all 

of the proposed factors are positively associated with nurse involvement. We also show that 

64.3% of the Organizational Commitment variance is explained by the proposed factors. This 

means that all proposed factors are influential, important and should be prioritized. Furthermore, 

we found the importance of Organizational Commitment that a positive approach could lead to 

increased binding rates. Nursing professionals are exposed to today's changing environment and 

this will have a greater impact on the factors affecting Organizational Commitment. 

One of the key elements positively related to OC is compensation. Adequate salaries and 

other financial benefits provided by hospitals, and fair rewards for a job well done, keep nurses 

happy and, as a result, more committed. Emphasis the next factor positively associated with 

organizational engagement was work-life balance, consistent with previous findings. Nurses 

believe hospitals support a culture of work-life balance, and friendly policies such as flexible 

working hours are critical to a successful life and reduce conflicts between family and work. 
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Caregivers who use the facility are satisfied, which is reflected in the organization's commitment. 

This highlights the importance of hospital support for work-life balance in achieving 

organizational engagement. 

 

The results also conclude that tissue engagement is predicted by Working Environment 

(beta = 0.433). Hospital authorities are expected to support and encourage the upskilling of 

nurses. Freedom to share opinions, reasonable workload, good work, etc. can give nurses the 

impression that they are valued by hospital authorities. This demonstrates the importance of 

organizational support for the work environment in achieving organizational commitments. 

Therefore, hospital authorities should extend support to Work Life Balance, 

compensation and Working Environment to improve nurse engagement with hospitals. Second, 

this analysis provides evidence that Organizational Commitment is positively associated with 

staff retention. This can serve as an indicator for hospitals to improve staff retention. Third, the 

MLR results showed that CN, work-life balance, and work environment were significantly 

associated with nurse retention, with compensation being the strongest predictor. 

VI. IMPLICATIONS: 

This paper provides suggestions for health care facilities to reduce nurse turnover from 

hospitals. Provide tools and means to retain caregivers. The results show that organizational 

support for work-life balance, compensation and work environment is essential. Therefore, 

hospital authorities should strive to improve good relations with nurses. Nurse retention depends 

on a good relationship between hospitals and nurses, requiring more regular interaction between 

the two. 

VII. LIMITATIONS OF THE STUDY: 

Demographic changes, lifestyles and traditions impose different demands and demands 

on nursing staff. This paper covers only a small number of hospitals in Chennai city and may 

provide biased responses. Therefore, this analysis should not be interpreted as a general case that 

applies to everyone. Future studies could consider other variables, such as workplace autonomy 

and job stability. 

VIII. CONCLUSION: 

Although nurse retention is important for the dynamic Indian environment, there are not 

many empirical studies conducted in medium-sized healthcare settings. Results show that nurse 

involvement in hospitals improves retention. Research also shows that compensation, work-life 

balance, and the work environment play an important role in organizational engagement. 

Moreover, they are partly communicated through organizational obligations. 
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