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Abstract : This study aimed to determine the levels of job performance, work engagement, and intent to stay among nurses in
private hospitals in Davao del Norte. Grounded in Cowden and Cummings' (2012) theoretical model, a descriptive-predictive
research design was utilized, involving 130 purposively selected staff nurses. Data were collected using structured survey
questionnaires: the Individual Work Performance Questionnaire (IWPQ) by Koopmans et al. (2016) for job performance
(Cronbach's o = 0.82), the Utrecht Work Engagement Scale (UWES) by Schaufeli et al. (2006) for work engagement (o = 0.80),
and the Intention to Stay Instrument (ISI) by Kumar and Govindarajo (2014) for intent to stay (a = 0.95; I-CVI/S-CVI =
1.00).Respondents were mostly aged 22—-30, female, single, and had over five years of hospital experience. Among job performance
indicators, task performance had the highest mean (M = 4.48, SD = 0.43), while contextual performance was the lowest (M = 4.06,
SD = 0.47). Within work engagement, dedication ranked highest (M = 4.40, SD = 0.60) and absorption lowest (M = 3.70, SD =
0.61). Overall, nurses reported a high intent to stay (M = 3.90, SD = 0.55). Significant relationships were found among job
performance, engagement, and intent to stay. However, demographic variables—age, sex, marital status, and years of experience—
did not show significant associations with intent to stay, except for years of experience, which had a significant negative association
(p < 0.05), indicating that more experienced nurses were less inclined to remain, possibly due to burnout or limited growth
opportunities. Job performance indicators—task performance, contextual performance, and counterproductive work behavior—
were not significant predictors of intent to stay. In contrast, work engagement components, specifically vigor (p = 0.00) and
absorption (p = 0.04), positively and significantly predicted nurses' intent to stay. In light of these findings, it is recommended that
healthcare institutions strengthen organizational support systems, adopt empowering leadership styles, and enhance workplace
engagement strategies. Further studies are encouraged to explore other research designs and influencing factors such as leadership
styles, communication, and personal well-being to understand better and address nurses' retention in private hospitals.

Keywords: Job performance, work engagement, nurses’ intent to stay, social science, descriptive-predictive, Davao del Norte,
Philippines.

INTRODUCTION

Nurses' intent to stay in their current roles is vital for healthcare system stability, influencing workforce retention, patient
outcomes, and organizational sustainability (Jackson, 2022). A strong intent to stay ensures care continuity, reduces hiring costs,
and supports a skilled workforce. However, maintaining this intent is challenging in private hospitals due to varying work demands
and organizational support (BowenXue et al., 2024). Global turnover rates remain high—15.6% in China, 36.6% in Jordan, and up
to 46.7% in the U.S.—raising concerns among administrators (Alhadidi et al., 2023; Wu et al., 2024). High turnover impacts patient
safety and staff morale, while better job performance is expected from nurses with strong professional commitment and supportive
work conditions (Al Badi et al., 2023). Enhancing job satisfaction and creating a valuing work environment can help reduce turnover
and increase retention (Slatten et al., 2022; Duignan et al., 2024). In the Philippines, the nursing sector struggles with migration,
burnout, and low engagement, heightening turnover intent (Bishar & Pegarro, 2020; Falguera et al., 2022). Even though job
satisfaction is key to retention (Felizardo & Faller, 2024), conflicting results in public hospitals (Guillermo et al., 2024) highlight
the need to examine how job performance and engagement influence nurses' intent to stay in private hospitals.

NEED OF THE STUDY

Nurses comprise the largest segment of the healthcare workforce (Nigussie Bolado et al., 2023), yet staff shortages and high
turnover pose significant challenges (Randa & Phale, 2023). Although hospitals have implemented various strategies to retain nurses
(Bisnar & Pegarro, 2020), studies on job satisfaction have produced inconsistent results (Sapar & Oducado, 2021). While job
performance and work engagement have been widely explored, few studies have examined their influence on nurses’ intent to stay,
especially within the local context. This study addressed that gap by investigating how these factors affect nurses’ intent to stay.
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THEORETICAL FRAMEWORK

Cowden & Cummings' (2012) theoretical model of clinical nurses' intentions to remain in their current roles served as the
theoretical foundation of this research. They discovered that evidence-based retention strategies were required because of the high
nursing turnover rate and global nursing shortage. A contextual understanding of clinical nurses' desire to stay and how leadership
affected that intention aided in the development of effective retention strategies on a worldwide scale. Theoretical models had to be
assessed to validate the findings of earlier studies and find reliable patterns in the evolution of behavioral intentions. The complex,
testable model was created to build upon previous models by considering nurses' emotional and cognitive responses to their work
and how these affected their intent to stay. To reflect nurses' emotional reactions to their workplaces, the model integrated the
concepts of moral pain, job contentment, job satisfaction, and willingness to stay.

The model was highly relevant for the current study as it offered a well-structured theoretical framework that could be
statistically tested. It provided insights into the factors influencing clinical nurses' desire to stay in their current roles by considering
both affective and cognitive factors affecting behavioral intentions. Additionally, a greater understanding of the elements that
influenced nurses' intention to stay aided in formulating targeted strategies that could have raised retention rates and the number of
nurses keen to work in the health sector. Therefore, the proposed model had the potential to guide the implementation of effective
nurse retention strategies that benefited both healthcare professionals and the broader healthcare system.

RESEARCH METHODOLOGY

This study employed a quantitative descriptive-predictive methodology. The descriptive component characterized nurses' job
performance and work engagement levels, in addition to the demographic profile of nurse respondents, while the predictive aspect
forecasted strategies that enhance nurses' intent to stay in their current organizations. By combining these approaches, the study
provided a clear understanding of existing conditions and data-driven insights for improving nurse retention.

Population and Sample

The participants of this study were staff nurses working in private hospitals in Davao del Norte. Using G*Power to determine
the minimum sample size required for nonparametric regression with a medium effect size (f2 = 0.15), an alpha level of 0.05, a
power of 0.95, and three predictors, the calculated minimum sample size was 119. To strengthen the validity of the findings and
account for potential non-responses, a total of 130 nurses were selected to participate. The study employed purposive sampling, a
non-randomized technique, allowing the researchers to select participants based on predefined criteria for their study (Bisht, 2024;
Memon et al., 2024). Eligible participants were required to be (1) licensed or registered nurses, (2) employed full-time in the private
hospitals within Davao del Norte, (3) have continuous work experience in their current hospitals, (4) and have willingness to
participate in the study.

Measure

This study employed a structured survey questionnaire of four parts to gather data from respondents. The first part collected
demographic details such as age, sex, marital status, and years of experience. The second part measured nurses' job performance
using the Individual Work Performance Questionnaire (IWPQ) by Koopmans et al. (2016), an 18-item tool with a Cronbach alpha
of 0.82, divided into three subscales: task performance (5 items), contextual performance (8 items), and counterproductive work
behavior (5 items). The third part assessed nurses' work engagement across vigor, dedication, and absorption using the Utrecht
Work Engagement Scale (UWES) by Schaufeli et al. (2006), with a Cronbach alpha of 0.80. Both instruments used a 5-point Likert
scale, from 1 (never) to 5 (always). The fourth part measured nurses' intent to stay using the Intention to Stay Instrument (1SI) by
Kumar & Govindarajo (2014), with a Cronbach alpha of 0.95 and I-CVI1/S-CVI of 1.00, confirming its strong reliability and content
validity. This section included 21 factors such as career advancement, training, work conditions, location, and safety, rated using
the same 5-point Likert scale from 1 (strongly disagree) to 5 (strongly agree). Author permissions were secured before using the
adopted tools. The rating scales used in the survey provided clear interpretations: for response frequency (e.g., "always" to "never")
and for mean scores ranging from 1.00-5.00, categorized as very low to very high, to interpret the level of job performance,
engagement, and intent to stay—ensuring a standardized and meaningful analysis of the data.

Ethical Considerations

The study strictly adhered to ethical standards and sought to generate insights to enhance job performance and engagement
among nurses, informing effective workplace policies and retention strategies. It offered social value by examining the relationship
between nurses' demographic profiles, job performance, work engagement, and their intent to stay, with findings disseminated to
stakeholders who stood to benefit most. Participation was entirely voluntary, with respondents free to withdraw at any point without
penalty; any data from those who opted out were excluded. The questionnaire invited participants to reflect on personal experiences,
with assurances that all data would be used solely for research purposes. Privacy and confidentiality were rigorously protected in
compliance with Republic Act 10173, or the "Data Privacy Act of 2012." No identifiable information was included in any
publication, and respondents could remain anonymous. Data were accessible only to the researchers, stored securely, and retained
for five years before being permanently destroyed to ensure continued confidentiality—printed records will be shredded and digital
files deleted.

Procedures

Before data collection commenced, the researcher secured formal approval from the program chair, underwent expert validation
of the survey tool, obtained ethical clearance and institutional permissions, distributed the finalized questionnaires to qualified staff
nurses during scheduled sessions, and ultimately analyzed the collected data to draw conclusions and formulate recommendations.

Statistical tools
The following statistical tools were used to analyze the data gathered. Frequency and Percentage were used to determine the
demographic profile of the respondents when grouped according to age, sex, marital status, and years of experience in the nursing
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profession. Mean and Standard Deviation were used to statistically analyze the gathered data on the respondents' level of job
performance, work engagement, and intention to stay. Assumptions of Parametric Tests such as Randomization, normality, outliers,
and linearity were not met; therefore, non-parametric counterparts were used. Spearman's Rank Correlation was used to analyze the
association between job performance, work engagement, and the respondents' intent to stay. It was an alternative to Pearson's
correlation, as it was less sensitive to linearity assumptions (McClenaghan, 2024). Kernel Regression was used to determine if job
performance and work engagement significantly influenced the respondents’ intent to stay by assessing their interaction with a
dependent variable (Singh, 2024).

RESULTS AND DISCUSSION
1. What is the demographic profile of the respondents when grouped according to sex, age, marital status, and years of

experience?
Table 1. Demographic profile of the respondents

Demographic Profile Frequency (n=130) Percent (%0)
Age: 22 - 30 years old 62 47.70
31 - 40 years old 54 41.50
41 - 50 years old 9 6.90
51 - 60 years old 5 3.80
> 60 years old 0 0.00
Total 130 100
Sex: Male 20 15.40
Female 110 84.60
Total 130 100
Marital Status Married 55 42.30
Single 75 57.70
Total 130 100
Years of Experience < 6 months 18 13.80
6 months - 1 year 6 4.60
1-2years 39 30.00
3 -5years 24 18.50
> 5 years 43 33.10
Total 130 100

Table 1 presents the demographic profile of 130 staff nurses. The data show that most were aged 22-30 years (62 or 47.70%),
the majority were female, comprising 110 or 84.60% of the total respondents, and a larger portion were single (75 or 57.70%). In
terms of experience, the highest percentage of respondents (43 or 33.10%) had more than 5 years of work experience. Most
respondents reflect a balanced mix of Millennials and Gen Z females, capable of adapting to evolving healthcare demands.

2. What is the level of job performance among the respondents in terms of task performance, contextual performance,
and counterproductive work behavior (CWB)?

Table 2. Level of job performance among respondents

Indicators N Mean S.td.' Interpretation
Deviation
Task Performance 130 4.48 0.43 Very High
Contextual Performance 130 4.06 0.47 High
(CVSS;Jnterproductlve Work Behavior 130 431 0.69 Very High
Overall 130 4.28 0.53 Very High

Legend: 4.21 — 5.00-Very High; 3.41 — 4.20-High; 2.61 — 3.40-Moderate; 1.81 — 2.60-Low; 1.00 — 1.80-Very Low.

The data reveal that nurses in private hospitals exhibit very high overall job performance (M = 4.28, SD = 0.53), with task
performance rated highest (M = 4.48), indicating strong fulfillment of core duties, while contextual performance, though high (M
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=4.06), suggests room for improvement in supportive behaviors beyond formal tasks; counterproductive work behavior was notably
low, reflecting professionalism and a positive work environment—especially among Millennial and Gen Z nurses, who value
meaningful work, recognition, and growth opportunities—further supported by research linking leadership, feedback, and
organizational culture to enhanced nurse performance and reduced negative behaviors (Tan & Chin, 2023; Daba et al., 2024; Harris
et al., 2023).

3. What is the level of work engagement among the respondents in terms of vigor, dedication, and absorption?

Table 3. Level of work engagement among respondents

Indicators N Mean Devsi’;?ilon Interpretation
Vigor 130 4.00 0.51 High
Dedication 130 4.40 0.60 Very High
Absorption 130 3.70 0.61 High

Overall 130 4.03 0.57 High

Legend: 4.21 — 5.00-Very High; 3.41 — 4.20-High; 2.61 — 3.40-Moderate; 1.81 — 2.60-Low; 1.00 — 1.80-Very Low.

Table 3 shows that nurses in private hospitals exhibit a high level of work engagement, with dedication scoring the highest (M
= 4.40) and absorption the lowest (M = 3.70), though still classified as high. While a lower absorption score suggests that nurses
may be distracted or lack the necessary support to stay fully engaged, dedication shows a strong sense of professional pride and
enthusiasm. Hospitals should address this by enhancing scheduling, reducing disruptions, and implementing time management
techniques to boost employee engagement and lower burnout. Studies affirm that work engagement is critical for performance and
retention, with factors like a supportive environment, mentoring, and access to resources boosting vigor and absorption (Al-Ahmari
& Kattan, 2024; Jaya & Ariyanto, 2021; Alharbi et al., 2023; Whitehead et al., 2021; Bakker & Demerouti, 2021). Strengthening
these areas may improve job satisfaction, efficiency, and overall quality of care.

4. What is the level of intention to stay among the respondents?

Table 4. Level of intention to stay among respondents

Indicators N Mean S.td.' Interpretation
Deviation

Intent to Stay 130 3.90 0.55 High
Legend: 4.21 — 5.00-Very High; 3.41 — 4.20-High; 2.61 — 3.40-Moderate; 1.81 — 2.60-Low; 1.00 — 1.80-Very Low.

Table 4 illustrates that nurses in private hospitals have a high intention to stay, with a mean score of 3.90 (SD = 0.55), indicating
a generally positive and consistent trend in retention outlook. It aligns with Pressley and Garside's (2023) review, which found that
job satisfaction and organizational commitment are key factors influencing nurses' decisions to stay. Similarly, Loft and Jensen
(2020) highlighted elements such as supportive management, work-life balance, collegial relationships, and specialization as crucial
to nursing retention. Al Yahyaei et al. (2022) emphasized the importance of organizational characteristics and the broader work
environment in enhancing intent to stay. Moreover, it is further supported by Li et al. (2020) and Al Zamel et al. (2020), who
identified organizational support, job control, and job satisfaction as significant contributors to nurses' retention.
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5. Is there a significant relationship between demographic profile, job performance, and work engagement toward the
respondents’ intent to stay?
Table 5. Relationship of demographic profile, job performance and work engagement to nurses' intent to stay
Correlation Sig.

Indicators Coefficient (2-tailed) Remarks Decision
Demographic Profile
Age 0.233 0.076 Not Significant Accept Hor
Sex 0.129 0.330 Not Significant Accept Hot
Marital Status 0.072 0.589 Not Significant Accept Hot
Years of Experience -0.002 0.986 Not Significant Accept Hor
Job Performance
Task Performance 0.393™ 0.001 Significant Reject Ho
Contextual Performance 0.404™ 0.000 Significant Reject Ho1
Counterproductive Work L
Behavior (CWB) -0.13 0.140 Not Significant Accept Ho1
Work Engagement
Vigor Indicator 0.515™ 0.000 Significant Reject Hoy
Dedication 0.560™ 0.000 Significant Reject Ho
Absorption 0.460™ 0.000 Significant Reject Hot

Table 5 reveals that while demographic variables such as age, sex, marital status, and years of experience do not significantly
affect nurses' intent to stay, job performance—specifically task and contextual performance—shows a moderate, positive, and
significant relationship with retention, indicating that well-performing nurses are more likely to remain. In contrast,
counterproductive work behavior negatively correlates with intent to stay, but the relationship is insignificant. All work engagement
indicators—vigor, dedication, and absorption—are significantly and positively associated with intent to stay, suggesting that
engaged nurses are more inclined to remain in their roles. Supporting studies (Daba et al., 2024; Cho & Kim, 2022) emphasize the
role of performance recognition and personal traits like grit in improving commitment and job satisfaction. Furthermore, job
resources, recognition, and a meaningful work environment significantly impact engagement and retention (Bellamkonda et al.,
2020; Sanchez-Cardona et al., 2021; Wahyanto et al., 2019; Shayrine & Venugopal, 2024), underscoring the need for supportive,
engaging workplaces to foster innovation and long-term commitment.

6. Do the demographic profile, job performance, and work engagement significantly influence the respondents’ intent to
stay?

Table 6. Demographic profile, job performance, and work engagement as predictors of nurses’ intent to stay

Observed Bootstrap
Intent to stay . Std. z p>|z| Decision
estimate
Error
Mean
Intent to stay 3.93 0.04 89.49 0.00 -
Effect

Age 0.04 0.05 0.83 041 QACCE'“‘
0.

Sex 0.11 0.09 1.26 021 ZACCEpt
0.

Marital Status 0.05 0.08 0.72 0.47 ) 2Accept
(&)

Years of Experience 0.07 003 202 0.04 y 2Reje(:t
[0}

Task Performance 0.09 013 0.70 0.48 y 2A(:cept
[0}

Contextual -0.02 013 013 0.90 Accept

performance Ho2
Counterproductive Accept
Work Behavior (CWB) -0.09 0.07 -L4T 0.14 Hoz

Vigor 0.31 0.09 3.16 000 ZReJeCt
[©)

Dedication 0.13 011 191 0.23 y 2Accept
[©)

Absorption 0.23 011 209 0.04 y 2Reject
0.

Table 6 highlights that among the demographic variables, only years of experience significantly influence nurses' intent to stay
(p < 0.05), with a negative association suggesting that more experienced nurses are less likely to remain—possibly due to burnout,
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lack of growth opportunities, or pursuit of better compensation and work-life balance. Job performance indicators were not
significant predictors, including task performance, contextual performance, and counterproductive work behavior. However, work
engagement components—vigor (p = 0.00) and absorption (p = 0.04)—significantly and positively influence intent to stay,
indicating that nurses who feel energetic and deeply involved in their work are more likely to remain. These findings aligh with
studies by Wei et al. (2023), Lee and Shin (2020), and Jaya and Ariyanto (2021), which associate work engagement with job
satisfaction, perceived care quality, and retention. Conversely, they contrast with Alkorashy and Alanazi (2023), who found stronger
engagement among older, more experienced nurses with committee involvement.

CONCLUSION AND RECOMMENDATION

Conclusion

The nursing workforce in private hospitals in Davao del Norte comprises Generation Z and Millennial female nurses. This
presents both opportunities and challenges in maintaining a motivated, high-performing staff. While these nurses demonstrate strong
job performance and high work engagement, there is room to improve teamwork and deep focus on tasks. Although overall intent
to stay is high, experienced nurses are more likely to leave, possibly due to burnout and limited career advancement. To address
this, private hospitals must implement support systems that manage stress and promote career growth. Enhancing work
engagement— by minimizing distractions, recognizing contributions, and fostering purpose—will be essential in retaining Gen Z
and Millennial nurses in Davao del Norte’s healthcare system.

Recommendation

The study results led to numerous recommendations to improve nurses' job performance, work engagement, and intentions to
stay in private hospitals. Healthcare institutions should provide structured support programs, guarantee sufficient staffing, provide
access to nurses to learn new skills, and encourage responsive supervision to create a supporting work environment. Regular
feedback between nurses and management can address workplace issues and improve engagement. Nurse managers should adopt
empowering leadership styles to boost vigor and dedication. Future research should involve larger samples and longer durations
using standardized tools and explore additional factors such as leadership, communication, compensation, and well-being.
Moreover, qualitative approaches, like phenomenology, are encouraged to understand nurses lived experiences and reasons for
staying despite opportunities abroad.
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