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Background
Nurses’ intention to leave their profession has been found to forecast their actual
decision to leave. Therefore, it is alarming that many nurses have an intention to quit
their profession and might be indicative that nurses are not committed to their
profession.
Aim
The current study aimed at exploring the intention to leave the nursing profession
and organizational commitment among staff nurses in a selected hospital at Beni-
Suef city.
Participants and methods
An exploratory descriptive study was designed. The sample of the study consisted
of 180 staff nurses who had at least 5 years of experience in the study setting and
who agreed to participate. Data were collected using two adopted questionnaires:
staff nurses’ organizational commitment questionnaire and staff nurses’ intention to
leave the nursing profession questionnaire.
Results
This study revealed that staff nurses had a higher intention to leave their hospital
and the profession and had a moderate level of total organizational commitment.
There was a statistically significant negative correlation between organizational
commitment and intention to leave the nursing profession.
Conclusion
This study concluded that the majority of staff nurses at Beni-Suef General Hospital
were female, married, had nursing diploma, and had 10 years ormore of experience
within the hospital. They had a higher intention to leave the hospital and the
profession and moderate level of organizational commitment.
Recommendation
The study recommends that the hospital manager develop retention strategies for
staff nurses and that decision makers develop policies to prevent this problem.
Future research is warranted for investigating the contributory factors of this
problem.
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Introduction
Retention of existing staff nurses and their intention to
leave the profession are worldwide concerns. Retention of
staffnurses is acommonconcernamongnursingheadsand
policymakersat a timewhenmanycountrieshave reported
a shortage of qualified nurses (Currie andCarrHill, 2012;
Sherman et al., 2013;Aiken et al., 2014). Intention to leave
the nursing profession has become a personnel problem
and challenge to nursing service administration these days
inthehealthsector.Ongoingworkforce instability inmany
countries is raising questions on the impact of nurses’
turnover on the well-being of the nurse, quality of patient
care, and system costs (Vati, 2013). Organizational
commitment is an issue of prime importance, especially
to the management and owners of the organizations.
Organizational commitment is directly related to an
organization’s profitability and competitive position in
the market. Organizational commitment directly affects
Kluwer - Medknow
employees’performance and is therefore treated as an issue
of great importance (Vijayashree and Jagdischchandra,
2011). There is evidence that low nurse retention and
their intention to leave their profession in healthcare
practice are associated with lack of organizational
commitment and loyalty (Aiken et al., 2014).
Significance of the study
Nursing manpower is one of the most important
resources for healthcare organizations that represent
a critical element in their success. When there is
turnover intention, the quality of care provided to the
population will be at risk. Organizational studies suggest
DOI: 10.4103/2090-6021.206940
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that intention to leave is important for organizations and
researchers because once people have actually translated
their intention to quit into action, there is little likelihood
of gaining access to them to understand their prior
situation. A study conducted by Khater (2014) that
explored the utilization and problems of nursing
manpower at Ministry of Health hospitals at Beni-Suef
governorate revealed that there was a significant
shortage and misdistribution of nursing manpower. A
serious trend was observed among staff nurses at Beni-
Suef city to leave or escape from nursing profession to
other careers, which aggravates the nursing shortage.
Unfortunately, the majority of nurses who left were
highly experienced and talented, which affected the
quality of care. Therefore, this study is significant as it
explored staff nurses’ intention to leave the nursing
profession and their organizational commitment in the
selected hospital to determine the magnitude of the
problem. The results obtained will be helpful to
hospital managers to understand the attitude of staff
nurses toward intention to leave and their
organizational commitment level and plan creative
strategies for retention of staff nurses.
Aim
This study aimed at exploring the intention to leave
nursing profession and organizational commitment
among staff nurses in the selected hospital at Beni-
Suef city.
Research questions
Q1. Is there an intention to leave the nursing profession
among staff nurses in the selected hospital at Beni-Suef
city?

Q2. What is the level of organizational commitment
among staff nurses in the selected hospital at Beni-Suef
city?
Participants and methods
Research design
An exploratory descriptive study was designed.
Setting
The study was conducted at Beni-Suef General
Hospital, which is affiliated to the Ministry of Health
and provides both inpatient and outpatient services. It is
the only general hospital in Beni-Suef governorate. Its
bedcapacity is 331bedsand it offers services that cover all
specialties where patients either come directly or are
referred from rural hospitals. The hospital provides
diagnostic, curative, and surgical services.
Sample
A convenient sample of 180 staff nurses was included in
the study sample out of the total population of 400
nurses who met the inclusion criteria.

Inclusion criteria
Staff nurses (male/female) who had at least 5 years of
experience in the study setting and agreed to participate
in the study were eligible for participation.

Exclusion criteria
Nurses who did not meet the inclusion criteria were
excluded.
Data collection tools
Two data collection tools were used in the study: staff
nurses’ organizational commitment tool and staff
nurses’ intention to leave the nursing profession tool.
An acceptance letter was obtained from the tool
designers with regard to the use of these tools.

The first tools (staff nurses’ organizational commitment
tool): it was adopted from Elguindy and Abed (2014),
who used an Arabic version of the tool developed by
Meyer and Allen (1991). It consists of four sections.
The first section includes demographic data specific
to each participant, such as code number, sex,
age, etc. The second section measures affective
commitment (seven items). The third section
measures continuance commitment (seven items), and
the fourth section measures normative commitment
(six items). The responses were on a five-point Likert
scale ranging from 1 for strongly disagree to 5 for
strongly agree.

The second tool(staff nurses’ intention to leave the nursing
profession tool): it was adopted from Mohamed and
Mohamed (2013), who used and translated the tool
developed by Peterson (2009). It consists of two
sections. The first section is the intention to leave the
hospital section, which is a three-item scale asking
respondents how likely they are to stay in their current
position or leave. The second section asks the respondent
about the propensity to leave the nursing profession using
the same three responses. The responses were scored on a
three-point Likert scale: yes, uncertain and no scored 2, 1,
and 0, respectively. A higher score meant no intention to
leave the profession and a lower score meant a higher
intention to leave the profession.

Ethical considerations
Official permission was obtained from the Ethical
Committee at the Faculty of Nursing, Cairo
University. Each nurse was informed about the purpose
of the study and its importance. The researcher
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emphasized that participation in the study was entirely
voluntary and that the participant could withdraw at any
time without an explanation. Confidentiality was assured
through coding the data. Informed written consent was
obtained from the nurses whomet the criteria of selection
and agreed to be included in the study.
Distribution of the studied sample as regards their sex (n=180)
Pilot study
A random selection of 10% (20 nurses) of staff nurses
was done. The questionnaires were completed without
difficulty, adding support to the validity of the
instrument. Little modification was done. The time
required for completion of the tool was 10–15min. A
pilot study helped the investigator plan for data
collection.
Figure 2

Distribution of the studied sample as regards their age (n=180)
Data collection procedure
An official permission from themanager of the hospital
was obtained. All nurses were invited to participate in
the study. The purpose and nature of the study were
explained to each participant individually and written
informed consent was obtained. The investigator
informed them that participation was voluntary and
that they could withdraw at any time. Confidentiality
of information was assured.

The questionnaires were filled in by the nurses while
they were on duty. The questionnaire sheets were
distributed to each nurse at the beginning of the
shift and collected at the end of that shift. When a
shift was too busy to allow sufficient time for the nurse
to complete the tool, the participant was allowed to
return the tool within 2 days. The return rate was 97%.
Approximately 6 weeks were consumed in data
collection. Data collection lasted from the middle of
January 2016 to the end of February 2016.
Statistical analysis
The collected data were coded and entered into the
statistical package for the social sciences (SPSS,
20.0; Armonk, NY: IBM Corp.). Data were
presented using descriptive statistics in the form of
frequencies and percentages for categorical variables.
Means and SDs were used for continuous variables.
Pearson’s correlation analysis was used for assessment
of the inter-relationships between the organizational
commitment and intention to leave the nursing
profession.
Results
Figures 1–5 summarize the findings related to the
participant’s personal data. The majority (99%) of
nurses were female and married (85%). The number
of nurses within the age category 25 years to less than
30 years was almost equal to the number between 30
and less than 40 years and those aged 50 years and more
(28, 28, and 27%, respectively). More than half (56%)
of the nurses had nursing diploma. A minority (9%) of
nurses had a Bachelor’s degree in nursing. Half (50%)
of the nurses had 10 years or more of experience within
the hospital.

Table 1 summarizes the mean score of intention to
leave. The total mean score of intention to leave was
12.86, with a mean percentage of 71.44, which was a
high score, meaning that nurses had a high intention to
leave. The mean score of intention to leave the hospital
was 6.46, with a mean percentage of 71.77, which was a
high score, meaning that nurses had a higher intention
to leave their hospital. The mean score of intention to
leave the profession was 6.40, with a mean percentage
of 71.11, which was a high score, meaning that nurses
had a higher intention to leave the nursing profession.
The mean scores of intention to leave the hospital and
the profession were equal. The mean percentages of



Figure 3

Distribution of the studied sample as regards their marital status
(n=180)

Figure 4

Distribution of the studied sample as regards their educational level
(n=180)

Figure 5

Distribution of the studied sample as regards their experience within
the hospital (n=180)

Table 1 Mean score of nurses’ intention to leave (n=180)

Variables Mean% Maximum score Mean SD

Intention to leave the
hospital

71.77 9 6.46 2.453

Intention to leave the
profession

71.11 9 6.40 2.476

Intention to leave
(total)

71.44 18 12.86 4.670
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intention to leave the hospital and the profession were
almost equal (71.77 and 71.11%, respectively).

Table 2 illustrates the percentage distribution of nurses’
intention to leave the hospital. More than half (52.2%)
of the nurses did not prefer continuing to work in their
hospital. More than half (53.3%) of the nurses
preferred to leave as soon as possible. More than
one-third (38.9%) of the nurses reported that they
would not return to the hospital if they left.

Table 3 shows the percentage distribution of nurses’
intention to leave the profession. More than half
(51.7%) of the nurses did not prefer to continue
working in the nursing profession. Nearly half
(48.3%) of the nurses preferred to leave as soon as
possible. More than one-third (40%) of nurses reported
that they would not return to the profession if they
left.

Table 4 summarizes the total mean score of staff nurses’
organizational commitment and its subcategories:
affective, continuance, and normative commitment.
The mean score of total organizational commitment
was 56.24, with a mean percentage of 63.90, which
means that staff nurses had a moderate level of
commitment. The mean score of affective commitment
was 22.82, with amean percentage of 65.2, and themean
scoreof continuance commitmentwas18.01,with amean
percentage of 60.3, which means that nurses had a
moderate level of both types of commitment. The
mean score of normative commitment was 15.73, with
ameanpercentage of 52.43,whichmeans that staff nurses
had a low level of normative commitment. The highest
mean was for affective commitment (22.82), with amean
percentage of 65.2, whereas the lowest mean was
for normative commitment (15.73), with a mean
percentage of 52.43.

Table 5 displays the percentage distribution of nurses’
affective commitment. Almost two-thirds (66.4%) of
nurses were not happy to spend the rest of their career
within the hospital and nearly two-thirds (63.3%) of
them were not enjoying discussing their hospital with
people. More than half (51.1%) of the nurses did not
consider the hospital problems to be their own. More



Table 2 Percentage distribution of nurses’ intention to leave
the hospital (n=180)

Intention to leave the hospitals items N (%)

Preference of nurses to continue working in the hospital

I prefer to work here 65 (36.1)

I do not express any interest 21 (11.7)

I prefer not to work here 94 (52.2)

Total 180 (100)

Period nurses prefer to stay in the hospital

Prefer to stay longer 55 (30.6)

Prefer to stay for a short period of time 29 (16.1)

Prefer to leave as soon as possible 96 (53.3)

Total 180 (100)

Return to work in the hospital after leaving for a certain period

Yes, it is possible to return 58 (32.2)

Maybe 52 (28.9)

No, probably not come back 70 (38.9)

Total 180 (100)

Table 3 Percentage distribution of nurses’ intention to leave
the profession (n=180)

Intention to leave the profession items N (%)

Preference of nurses to continue working as a nurse

Prefer to work as a nurse 71 (39.4)

Don’t express any interest 16 (8.9)

Prefer not to work as a nurse 93 (51.7)

Total 180 (100)

Period for which nurses prefer to work as a nurse

Prefer to stay for a longer period 59 (32.8)

Prefer to stay for a short time 34 (18.9)

Prefer to leave as soon as possible 87 (48.3)

Total 180 (100)

Return to nursing profession after leaving for a certain period

Yes, certainly I will be back 50 (27.8)

Maybe 58 (32.2)

No, certainly I will not come back 72 (40)

Total 180 (100)

Table 4 The mean score of organizational commitment and
its subcategories (n=180)

Variables Mean
%

Maximum
score

Mean SD

Affective
commitment

65.2 35 22.82 7.156

Continuance
commitment

60.03 30 18.01 5.926

Normative
commitment

52.43 30 15.73 4.270

Organizational
commitment
(total)

63.90 88 56.24 10.599
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than half (55.2%) of the nurses were not feeling as
though they were a part of the hospital family. More
than half (56.9%) of the nurses were not emotionally
attached to their hospital. Nearly half (48.9) of them
were not feeling a strong sense of belonging to their
hospital.
Table 6 shows the percentage distribution of staff
nurses’ continuance commitment. More than half
(56.4%) of the nurses were afraid of what might
happen if they quit their job without having another
one lined up. More than half (58.3%) of the nurses
found that it would be hard for them to leave the
hospital right now, even if they wanted to. Half
(51.1%) of the nurses perceived that their lives
would be disrupted if they decided to leave the
hospital now. Almost two-thirds (62.7) of nurses
agreed that remaining in their hospital was a matter of
necessity as much as desire. More than half (59.8%) of
the nurses were feeling that they have few options to
consider leaving their hospital. More than half (57.9%)
of the nurses were not considering leaving their hospital
because of scarcity of available alternatives. More than
half (58.4%) of the nurses were not considering leaving
because it would require considerable personal sacrifice.

Table 7 presents nurses’ normative commitment. The
majority (76%) of nurses perceived that persons must
be loyal to their hospitals. More than half (59.5%) of
the nurses perceived that loyalty is important and
therefore they felt a sense of moral obligation to
remain. More than half (57%) of the nurses felt that
it was right to leave the hospital if they got an offer for a
better job elsewhere. More than half (54.7%) of the
nurses were taught to believe in the value of remaining
loyal to one hospital. Nearly half (47.5%) of the nurses
perceived that things were better in the days when
people stayed with one hospital for most of their career.

Table 8 represents the correlationbetweenorganizational
commitment and intention to leave the profession. There
was a highly statistically significant negative correlation
between organizational commitment and intention to
leave the profession (r=−0.514). The more committed
the staff, the less the intention to leave the profession.

Table 9 summarizes the correlation between intention
to leave the profession and age and educational level.
There was a significantly weak negative correlation
between nurses’ intention to leave the profession and
their age (r=−0.227). There was no significant
correlation between nurses’ intention to leave the
profession and their educational level (r=0.059).

Table 10 summarizes the correlation between
organizational commitment and age and educational
level. There was a significantly weak positive correlation
between nurses’ organizational commitment and their age
(r=0.208). There was no significant correlation between
nurses’ organizational commitment and their educational
level (r=−0.062).



Table 5 Percentage distribution of nurses’ affective commitment (n=180)

Affective commitment items Strongly
agree [N (%)]

Agree
[N (%)]

Neutral
[N (%)]

Disagree
[N (%)]

Strongly disagree
[N (%)]

I would be happy to spend the rest of my career
with this hospital

26 (14) 21 (11.7) 14 (7.8) 74 (41.3) 45 (25.1)

I enjoy discussing my hospital with people outside it 20 (11.1) 34 (18.9) 12 (6.7) 85 (47.2) 29 (16.1)

I really feel as if this hospital’s problems are my own 30 (16.9) 35 (19.7) 22 (12.4) 72 (40.4) 19 (10.7)

I do feel like a ‘part of the family’ of this hospital 29 (16.5) 36 (20.5) 14 (8) 86 (48.9) 11 (6.3)

I do feel ‘emotionally attached’ to this hospital 25 (14.2) 23 (13.1) 19 (10.8) 94 (53.4) 15 (3.5)

This hospital has a ‘sentimental value’ to me 21 (11.9) 19 (10.7) 29 (16.4) 93 (52.5) 15 (8.5)

I do feel a strong sense of belonging to this hospital 28 (15.9) 28 (15.9) 34 (19.3) 72 (40.9) 14 (8.0)

Table 6 Percentage distribution of staff nurses’ continuance commitment (n=180)

Continuance commitment items Strongly
agree [N (%)]

Agree
[N (%)])

Neutral
[N (%)]

Disagree
[N (%)]

Strongly disagree
[N (%)]

I am afraid of what might happen if I quit my job
without having another one lined up

40 (22.3) 61 (34.1) 25 (14) 46 (25.7) 7 (3.9)

It would be very hard for me to leave this hospital
right now, even if I wanted to

34 (18.9) 71 (39.4) 14 (7.8) 45 (25) 16 (8.9)

My life would be disrupted if I decided I wanted to
leave this hospital now

26 (14.4) 66 (36.7) 24 (13.3) 47 (26.1) 17 (9.4)

Right now, staying with this hospital is a matter of
necessity as much as desire

62 (34.4) 51 (28.3) 15 (8.3) 42 (23.3) 10 (5.9)

I feel that I have a few options to consider leaving
this hospital

44 (24.6) 63 (35.2) 17 (9.5) 49 (27.4) 6 (3.4)

One of the few serious consequences of leaving
this hospital would be scarcity of available
alternatives

51 (28.7) 52 (29.2) 21 (11.8) 44 (24.7) 10 (5.6)

One of the major reasons I continue to work for
this hospital is that leaving would require
considerable personal sacrifice

26 (14.6) 78 (43.8) 19 (10.7) 46 (25.8) 9 (5.1)

Table 7 Percentage distribution of nurses’ normative organizational commitment (n=180)

Normative commitment items Strongly agree
[N (%)]

Agree
[N (%)]

Neutral
[N (%)]

Disagree
[N (%)]

Strongly
disagree [N (%)]

I think people these days move from hospital to hospital
too often

23 (13.1) 75
(42.6)

25 (14.2) 47 (26.7) 6 (3.4)

I do believe that a person must always be loyal to his/her
hospital

52 (29.7) 81
(46.3)

11 (6.3) 27 (15.4) 4 (2.3)

One of the major reasons I continue to work for this
hospital is that I believe that loyalty is important and
therefore I feel a sense of moral obligation to remain

52 (29.2) 54
(30.3)

17 (9.6) 52 (29.2) 3 (1.7)

If I got an offer for a better job elsewhere I would not feel
it is right to leave the hospital

39 (21.8) 23
(12.8)

15 (8.4) 76 (42.5) 26 (14.5)

I was taught to believe in the value of remaining loyal to
one hospital

38 (21.2) 60
(33.5)

31 (17.3) 38 (21.2) 12 (6.7)

Things were better in the days when people stayed
with one hospital for most of their career

32 (17.9) 53
(29.6)

33 (18.4) 50 (27.9) 11 (6.2)

Table 8 Correlation between organizational commitment and
intention to leave the profession

Variables r

Organizational commitment −0.514**

Intention to leave the profession

**Correlation is significant at 0.01 levels (two-tailed).

Table 9 Correlation between intention to leave the profession
and age and educational level

Variables r

Intention to leave and age −0.227**

Intention to leave and educational level 0.059

**Correlation is significant at 0.01 levels (two-tailed).
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Table 10 Correlation between organizational commitment and
age and educational level

Variables r

Organizational commitment and age 0.208**

Organizational commitment and educational level −0.062

**Correlation is significant at 0.01 levels (two-tailed).
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Discussion
Regarding the intention to leave the nursing profession
in the current study, the total mean score of intention to
leave was high among staff nurses in Beni-Suef General
Hospital, which means that nurses had a high level of
intention to leave.Themean score of nurses’ intention to
leave the hospital was high,whichmeans that nurses had
a high level of intention to leave the hospital. The mean
score of nurses’ intention to leave the profession was
high, which means that nurses had a high level of
intention to leave the profession. The mean scores of
intention to leave the hospital and the profession were
almost equal,meaning that staffnurses’ intention to leave
both the hospital and the profession was of the same
degree. This finding might be because nursing had not
been a childhood ambition for many nurses and the
majority of themmay decide to apply to the university to
study their primary educational choices. Also when
diploma nurses wanted to complete their study in the
nursing field, the policies of nursing education were a
barrier and hence they started studying another field to
gain a higher educational degree.

This finding was consistent with that of Tummers et al.
(2013), who conducted a study about nurses’ intention
to leave the profession in the Netherlands and found
that there was a high intention to leave nursing. Similar
resultswere reported byElguindy andAbed (2014),who
found that nurses had a moderate intention to leave the
hospital, and by McKillop and Minnes (2011), who
found that participants expressed moderate intention
to leave their employment. Contradictory findings were
reported by Mohamed and Mohamed (2013), who
found that the mean score of nurses’ retention in their
units and the profession was high, meaning that nurses
hadhigherwillingness to remain in their units, hospitals,
and the profession in general.

Regarding organizational commitment of nurses in the
present study, the total mean score of organizational
commitment was moderate, which means that nurses
had a moderate level of organizational commitment to
their hospital. The mean score of affective commitment
and continuance commitment was also moderate,
meaning that nurses had a moderate level of both
types of commitment. The mean score of normative
commitmentwas low,whichmeans thatnurseshada low
level of normative commitment. This means that the
degree of staff nurses’ commitment to their hospital is
quite moderate. This may be because in Egypt once a
person finds a job in a governmental organization he
usually remains in that job for life because of its benefits,
such as job security, leaves, and some financial benefits,
especially those after retirement.

This study’s result agreed with that of Elguindy and
Abed (2014), who found that the mean score of staff
nurses’ organizational commitment was moderate,
which was a good score as it indicated that nurses
were committed to their hospital and the profession.
Lorber and Savič (2014) in Slovenian hospitals found
that the level of commitment among staff nurses was
high to medium. Similar findings were also reported by
El-Demerdash et al. (2013), who found in their study
that three-fourths of staff nurses had a moderate level of
total organizational commitment. Dadgar et al. (2013) at
Zahedan University of medical sciences found that the
highestmean score amongparticipantswas in continuance
commitment and the lowestwas in affective commitment.
This result is inconsistent with that of Dorgham (2012),
who found that the studied participants had low
commitment toward their hospital, as they did not feel
emotionally attached to their hospital or they felt that the
hospital did not deserve their loyalty.

The present study found a significant negative
correlation between organizational commitment and
intention to leave the nursing profession. The more
committed the staff nurses, the less their intention to
leave the profession. The negative correlation between
organizational commitment and intention to leave was
logical and anticipated. This finding was consistent
with those of Elguindy and Abed (2014), who reported
a significantly strong negative correlation between
organizational commitment and intention to leave
the profession, and Omar et al. (2012), who found a
significant negative correlation between organizational
commitment and intention to leave.

The current study found a significantly weak negative
correlation between intention to leave and age,
meaning that older nurses had a lower intention to
leave their hospital and the profession. Similar results
in many studies revealed that younger nurses have a
stronger intention to leave the profession compared
with older nurses (Cortese, 2012; Salminen, 2012;
Mohamed and Mohamed, 2013).

The current study also found a significantly weak
positive correlation between total organizational
commitment and age, meaning that older nurses are
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more committed to their hospital and the profession.
This might be due to their accommodation to the
hospital culture, their increased skills, capabilities,
and maturation of their cognitive abilities. This
weak correlation may also be attributed to the fact
that older nurses experience a sense of stability and
security due to prolonged years of experience in their
job that helps them cope with and manage emergencies
and difficult work situations. Similar findings were
reported by Elguindy and Abed (2014), who found a
significant relationship between nurses’ age and their
general commitment level.
Conclusion
This study concluded that the majority of staff nurses at
Beni-Suef General Hospital were female, married, had
nursing diploma, and had 10 years or more of
experience within the hospital. They had a higher
intention to leave the hospital and the profession
and moderate level of organizational commitment.
Recommendations
The study recommends that hospital managers develop
retention strategies for staff nurses and that decision
makers develop policies to prevent this problem. Future
research into the contributory factors of this problem is
warranted.
Limitations of the study
The study was proposed to be conducted at two
hospitals: Beni-Suef General Hospital and Beni-Suef
Health Insurance Hospital. Unfortunately, the general
authority for health insurance refused to allow the
study to be conducted in its affiliated hospital at
Beni-Suef. With the advice of my supervisors, we
decided to conduct the study in Beni-Suef General
Hospital with a larger sample.
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