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Article Information  ABSTRACT 

 
Perceived workload and organizational justice are significantly correlated with 
nurses’ intention to leave. However, limited studies have used a large sample to 
investigate this association. Therefore, this study aims to identify the association 
between perceived workload and organizational justice on nurses’ intention to leave. 
A cross-sectional online survey was conducted among 278 nurses by the simplified 
snowball sampling technique method from five hospitals in Surabaya, East Java 
Province, Indonesia. Adjusted odds ratios (AORs) and multiple linear regression 
were employed for data analysis. Perceived workload had increased intention to 
leave by 0.251-fold (95% CI = 0.20 to 0.31; p = <0.001). In addition, individuals with 
a high score of organizational justice are negatively associated with intention to 
leave -0.144 (95% CI = -0.19 to -0.10; p = <0.001) after the covariate variable has 
been adjusted. This study found a significant independent correlation between 
perceived workload and organizational justice toward nurses’ intention to leave. This 
suggests that nurses are more likely to consider leaving their jobs when they 
perceive a more significant workload and receive less organizational justice through 
policies and practices that intend to replenish resources. 
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INTRODUCTION 

The global nursing shortage has been a significant issue and 
a growing concern for the healthcare system (Bourgault, 
2022; Marć et al., 2019). The position’s escalating turnover 
rate is one of the primary causes of nursing shortage (Al 
Zamel et al., 2020; Burmeister et al., 2019), and central to 
predicting turnover is the nurses’ intention to leave (Slater et 
al., 2021). Turnover is frequently superseded by intentions to 
leave the organization (Huang et al., 2019). Notably, the 
intention to leave is a thinking process that includes decision-
making about leaving a job position. Although this is one of 
the stages taken before employees resign, it does not always 
lead to actual leaving (Chao et al., 2015; Sharififard et al., 
2019). Previous studies revealed that globally, there are 
various rates for an employee’s intention to leave, such as 
18.29% in China (Huang et al., 2019) and 21% in the United 
States (Koehler & Olds, 2022). Furthermore, intention to 

leave rates varies from 15.1% to 44.3% in developing 
countries (Duffield et al., 2014). In Indonesia, previous 
studies revealed that approximately 26.50% (Lukman et al., 
2020) to 55.79% (Dewi et al., 2020) of nurses had the 
intention to leave. Interestingly, no extensive research with a 
large sample has explored the factors contributing to the high 
level of intention to leave among nurses in Indonesia. Thus, 
a study investigating the reasons behind nurses’ intention to 
leave their profession in Indonesia is of high importance. 
 
Perceived workload goes beyond staffing measurements to 
capture nurses' perceptions and experiences, as it also 
provides a thorough assessment of nurses' work from their 
perspective and personal experiences (Dhaini et al., 2022; 
Magalhães et al., 2017). Perceived workload as a 
multidimensional concept describes the time required to 
complete a task as well as its mental and physical demands 
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(Smith & Smith, 2017). Moreover, workloads that affect the 
health and work-life balance satisfaction of nurses are some 
of the factors considered before leaving the occupation 
(Holland et al., 2019; MacPhee et al., 2017). However, no 
study with a large sample size has explored the relationship 
between perceived workload and intention to leave among 
nursing, especially in Surabaya, East Java Province, 
Indonesia. 
 
Organizational justice is one of the key factors behind the 
intention to leave among nurses (Fardid et al., 2018). 
Furthermore, organizational justice may extend beyond nurse 
retention and has major implications for both organizational 
and nursing staff (Xu et al., 2020). In other words, nurses who 
perceive greater organizational justice are more committed to 
their organizations and are less likely to leave their hospitals 
(Hashish, 2020; Mengstie, 2020). Consequently, identifying 
the relationship between organizational justice and its 
influence on nurses’ intention to leave an organization should 
be further explored.  
 
The correlation between perceived workload and 
organizational justice on intention to leave has also been 
found in developing and developed countries, such as the 
United States and Canada. However, the different cultural 
perspectives of perceived workload and organizational justice 
conduction may prevent the applicability of other studies' 
effects on Indonesian nurses. Previous studies have found 
that cultural differences could still impact organizational 
justice (Hashish, 2020) and workload (Viotti et al., 2018) as it 
relates to workplace misconduct as well as intention to leave. 
Moreover, perceived workload and organizational justice 
were found to be significantly correlated with nurses’ intention 
to leave, but limited studies have used a large sample size to 
investigate this association. Therefore, the relationship 
between organizational work justice and workload on the 
intention to leave among nurses in Indonesia is important to 
examine. This study investigates the effect of perceived 
workload and organizational justice regarding the intention to 
leave among Indonesian nurses at five hospitals in Surabaya, 
East Java Province, Indonesia. 
 

METHOD 
Study design 
A cross-sectional design was used to investigate the effect of 
perceived workload and organizational justice regarding the 
intention to leave among Indonesian nurses at five hospitals 
in Surabaya, East Java Province, Indonesia. 
 
Setting and sample 
Primary data was collected by using a clinical-based survey 
of a representative sample of respondents from five hospitals, 
consisting of two public hospitals and three private hospitals 
in Surabaya, East Java, Indonesia. The inclusion criteria 
were nurses who provided direct patient care, have been 
employed as nurses for more than six months, and 
volunteered to participate willingly. Unit managers and clinical 
resource nurses were excluded from this study because they 
dictated organizational policies, processes, and procedures. 
Moreover, they oversee registered nurses but do not provide 
direct patient care. 
 
To estimate the sample size, G-Power Version 3.1 was used 
with Cohen’s effect size of 0.37 (Mengstie, 2020), an alpha 
level of 0.05, and a power value of 0.8. The sample size 
generated was 187 participants. Considering an estimated 
attrition rate of 20%, we elevated our total sample size to 224 
participants. However, after the data collection process, our 
final sample size reached up to 278 participants. 

Data collection 
The online survey was distributed through a Google Form 
that was shared through a social media platform, i.e., 
WhatsApp, to the head of nursing and some nurses in the 
target hospitals. The respondents were chosen by using a 
simplified snowball sampling technique and were requested 
to forward the invitation to their colleagues; the survey was 
predicted to take 15 minutes to complete. During the data 
collection period from 20 February 2022 to 20 March 2022, a 
variety of methods was utilized to obtain as many 
respondents as possible from the target hospitals. A total of 
278 nurses filled out the Google Form survey. 
 
The Google Form survey had four sections: (1) Before 
allowing participants to proceed with the survey questions, 
the first section informed them of the study’s objectives and 
eligibility requirements. Next, the respondents indicated their 
informed consent by checking the box "Agree", which 
confirmed that they understood the authorization information 
and met the inclusion and exclusion criteria. This section also 
indicated the respondents’ decision to participate voluntarily 
and acknowledgment that they have the freedom to withdraw 
at any time; (2) The second section comprised of questions 
correlated to sociodemographic factors; (3) The third section 
contained several questionnaires regarding perceived 
workload, organizational justice, and intention to leave. 
Finally, the last page expressed our gratitude and 
encouragement for all individuals who completed the survey 
to persuade their colleagues to participate by forwarding the 
link to the online survey. 
 
Measurements  
Demographic characteristics and work-related variables 
The demographic and work-related variable questions 
contained age, gender, marital status, educational level, total 
years worked at the current hospital, work department, 
income, total bed count, type of hospital, and religion. 
 
Nurses' intention to leave 
This study used the nurses’ level of adaptation (Kim & Leung, 
2007) and modification (Zahednezhad et al., 2021) to 
measure their intention to leave. Three question items were 
assessed on a five-point Likert scale (1 = strongly disagree to 
5 = strongly agree), with higher scores representing higher 
intention to leave work. Kim and Leung (2007) reported that 
Cronbach's alpha of the questionnaire in American, Korean, 
Chinese, and Japanese samples were 0.92, 0.91, 0.92, and 
0.93, respectively. In previous studies, Cronbach’s alpha was 
used to measure the reliability of the scale and was estimated 
to be 0.90 (Zahednezhad et al., 2021). Therefore, for this 
present study, the Cronbach’s alpha used was 0.88. 
 
Organizational justice 
The organizational justice measure was used to explore 
nurses’ perceptions of organizational justice (Niehoff & 
Moorman, 1993). This study used an adaptation of the 
organizational justice questionnaire which contains 22 
questions and used a five-point Likert scale (1 = strongly 
disagree to 5 = strongly agree). Previous studies have found 
that higher scores indicate a greater perception of justice and 
implementation in a nursing population with a Cronbach’s 
alpha of 0.80 (Zahednezhad et al., 2021). Thus, the 
Cronbach’s alpha used for this study was 0.90. 
 
Perceived workload 
The perception of quantitative workload was evaluated using 
Spector and Jex's (1998) five-item questions with a five-point 
scale. The responses to each question ranged from 1 (less 
than once each month) to 5 (multiple times per day) (Spector 
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& Jex, 1998). Higher scores indicate a high level of workload 
status. Previous studies have found that a Cronbach’s alpha 
of 0.77 indicates acceptable reliability. Therefore, for this 
research, the Cronbach’s alpha was 0.88. 
 
Data analysis  
The frequency (n), percentages (%), and distribution of the 
demographic characteristics and determining factors 
between groups were calculated. Continuous variables were 
also examined with an independent t-test, Pearson's 
correlation, or Spearman's rank correlation, as applicable, 
using means and standard deviations (SD). Furthermore, Z-
scores for skewness and kurtosis were used to assess the 
normality of the data, and Z-scores of <3.29 were considered 
to have normal distribution (Kim, 2013; Rias et al., 2020). 
Multicollinearity was assessed using a variance inflation 
factor (VIF) of <10 (García et al., 2015; Kurniasari et al., 
2021). This study had a maximum VIF of 3.76, this indicates 
that our data has a low impact on multicollinearity. The 
adjusted coefficients and 95% confidence intervals (CIs) 
were derived by applying a multiple linear regression for the 
intention to leave due to exposure of interest. This is done 
after controlling for potential confounding variables such as 
age, gender, marital status, educational level, total years 
worked at the current hospital, area of practice, nationality, 
salary, and working hours per week. 

 
Ethical consideration 
The Ethical Review Board of Institut Ilmu Kesehatan 
STRADA Indonesia analyzed and approved the protocol to 
guarantee that the rights of the participants were fully 
protected (No : 2875/KEPK/II/2022). The respondents were 
well-informed about the objectives of the research. After the 
written informed consent from each participant was obtained, 
all data were gathered and handled with confidentiality and 
anonymity.  
 

RESULTS 
Table 1 shows the participants’ demographic characteristics. 
In total, 51.8% of this study’s participants were female 
participants and 81.7% were Moslems. Furthermore, a total 
of 86.0% of participants had a higher educational level of 
bachelor’s or postgraduate degree. Most participants were 
between 20-31 years old (44.6%), single (79.5%), worked at 
a public hospital (65.1%), have had 10-20 years of work 
experience (43.9%), and have had a total bed count of >251 
beds (57.2%). Except for education, there were significantly 
different in levels of anxiety in all sociodemographic variables 
(all p<0.05).

 
Table 1.  Comparison of participants’ sociodemographic characteristics and intention to leave (n = 278) 

Variables 
Total participants Intention to leave 

n (%) Mean (SD) p-value a 

Age (years)    
<20-31 124 (44.6) 7.35 (3.06) 

0.001 b 31-40 53 (19.1) 8.83 (2.85) 
>41 101 (36.6) 5.13 (2.31) 

Gender    
Male 134 (48.2) 5.11 (5.72) 

0.001 
Female 144 (51.8) 4.05 (4.43) 

Religion    
Moslem 227 (81.7) 3.68 (4.01) <0.001 
Non-moslem 51 (18.3) 4.93 (5.44)  

Education     
Diploma 39 (14.0) 6.95 (2.08) 0.720 
Bachelors/postgraduate 239 (86.0) 6.81 (3.23)  

Type of hospital    
Public  181 (65.1) 5.65 (2.42) <0.001 
Private  97 (34.9) 9.03 (3.02)  

Marital status     
Single/divorced 221 (79.5) 6.62 (3.21) 0.031 
Married 57 (20.5) 7.61 (2.49)  

Income (IDR)    
<4.375.479 79 (28.4) 9.34 (2.11) <0.001 

4.375.479 199 (71.6) 5.83 (2.85)  

Department    
Non-intensive care and emergency 226 (81.3) 7.20 (3.14) <0.001 
Intensive care and emergency 52 (18.7) 5.19 (2.22)  

Work experience (years)    
<5 79 (28.4) 7.92 (3.86) 0.002 b 
5-9 50 (18.0) 6.56 (0.61)  
10-20 122 (43.9) 6.45 (3.29)  

 20 27 (9.7) 5.81 (0.83)  

Total bed    
≤100  70 (25.5) 8.29 (2.62)) <0.001 
101-250 49 (17.6) 6.12 (3.11)  
> 251 159 (57.2) 6.40 (3.09)  

Note: IDR, Indonesian Rupiah; SD, standard deviation. Data were presented as mean ± SD, frequency, and percentage, and 
p-values were calculated using a independent sample t-test and b one-way ANOVA. A p-value of <0.05 indicates statistical 
significance. 
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The values of the AOR and 95% CIs of perceived workload, 
organizational justice, and intention to leave among 
respondents are presented in Table 2. Perceived workload 
had an increased intention to leave by 0.251-fold (95% CI = 
0.20 to 0.31; p = <0.001) after adjusting for the covariate 

variable. In addition, individuals with a high score of 
organizational justice were found to be negatively associated 
with intention to leave -0.144 (95% CI = -0.19 to -0.10; p = 
<0.001) after adjusting for the covariate variable.

 
Table 2. AOR and 95% CIs for perceived workload, organizational justice, and intention to leave among the 

respondents (n = 278) 

Variables Unadjusted OR (95% CI) p-value  AOR (95% CI) p-value  

Perceived workload  0.247 (0.17 to 0.33)  <0.001 0.251 (0.20 to 0.31) * <0.001 

Organizational justice -0.155 (-0.20 to -0.11) <0.001 -0.144 (-0.19 to -0.10) <0.001 

Note: Adjusted beta-coefficients and 95% CIs were estimated using multiple linear regression after adjusting for age, gender, 
marital status, educational level, total years worked at the current hospital, work department, income, total bed count, type of 
hospital, and religion. 
 

DISCUSSION 
This study demonstrated that a high score of perceived 
workload is significantly related to a high score of intention to 
leave. In line with this study’s findings, a previous study in 
Canada revealed that perceived workload is significantly 
correlated with escalated intention to leave among nurses 
(Holland et al., 2019). It is well-documented that nurses' 
perceptions of their workload have a negative impact on their 
well-being, and the retention of this workforce is becoming a 
significant concern. Moreover, high-involvement work 
practices mitigate the negative effect of heavy workloads on 
nurse health (Holland et al., 2019). A previous study that 
investigated 33,659 nurses from 488 European hospitals 
revealed that basic nursing tasks were neglected due to 
increased workload. The inability to perform fundamental 
nursing tasks as a vital indicator of quality patient care was 
also associated with lower job satisfaction and higher 
turnover (Kutney-Lee et al., 2013). Interestingly, according to 
previous studies, the nursing staff’s intention to leave has 
been linked to long shifts of caring for patients with mental 
disturbances, as well as social or physical health issues 
(Gómez-Urquiza et al., 2017; Phillips, 2020). Moreover, a 
previous study in Indonesia found that workload was 
significantly associated with the intention to leave the 
profession in private hospitals in North Sumatra 
(Subramania, A., & Ramli, C., 2019). These findings imply 
that the improvement of the management of workload 
systems can decrease the nurses’ intention to leave the 
profession and vice versa. In this study, the high score of 
perceived workload was significantly associated with the 
participants’ intention to leave their profession. 
 
The results of this study revealed that organizational justice 
is correlated with the participants’ intention to leave. Our 
findings are consistent with a previous study conducted in six 
teaching hospitals in Tehran, Iran, which showed that the 
level of perceived organizational justice was a significant 
factor in influencing an employee's decision to remain in or 
leave a healthcare occupation. Additionally, among 
healthcare professionals, nurses are said to receive the least 
perceived organizational justice and have the highest 
intention to leave their current position (Zahednezhad et al., 
2021). According to a study conducted by Yanchus et al. 
(2015) on the mental health of 11,726 health care 
professionals including nurses, psychiatrists, and social 
workers, justice was directly significantly correlated with the 
intention to leave their profession. This suggests that the 
hospital’s environmental factors were associated with the 
organizational justice of the nursing staff and their intention 
to leave. From a clinical perspective, these findings may be 
helpful for hospitals to develop strategies for minimizing their 

staff’s intention to leave to ensure continuity of care (Yanchus 
et al., 2015).  
Interestingly, the empirical basis for previous studies 
revealed that some nursing managers could use evidence-
based guidelines to develop their organization’s justice 
environment to boost nurses' job satisfaction and retain the 
current nursing staff. In addition, nursing administrators must 
be mindful of the effects of nurses' conceptions of justice on 
their job happiness, intention to leave, and other outcomes, 
such as a decline in quality-of-care services and patient 
satisfaction. In this regard, a nursing manager's exclusive 
focus on fair human resource management may not suffice 
as the results and outcomes of these procedures should also 
be fair. In addition to seeking fair processes, nurses must also 
obtain equitable compensation and be treated with dignity 
and fairness in their interpersonal interactions (Zahednezhad 
et al., 2021). 
 
Several limitations should be considered when interpreting 
our findings. Due to the study's cross-sectional design, 
participant follow-up, the estimation of the turnover rate, and 
its association with the desire to leave were not feasible. In 
addition, the data gathering instrument was a self-reported 
questionnaire, which may be affected by social desirability 
bias. Further studies should implement a larger sample size 
and sampling of nurses from diversified healthcare 
organizations to increase the generalizability of the results. 
 

CONCLUSION AND RECOMMENDATION 
It is clear from this study’s findings that an increasingly 
demanding work environment strains the perceived 
organizational justice and the workforce’s ability to recover 
among nursing at five hospitals in East Java Province, 
Indonesia. Therefore, management must address these 
issues before highly skilled nurses leave their profession. 
Current research suggests that nurses are more likely to 
consider leaving their jobs when they perceive a more 
significant workload and receive less organizational justice 
through policies and practices that replenish their resources. 
This research suggests that policymakers should prioritize 
initiatives that strengthen organizational support to enhance 
the well-being of nurses. As a result, management education 
could benefit from additional research focused on balancing 
these frequently competing needs of organizational justice 
and workload. 
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