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ABSTRACT 

Employee retention in healthcare has become a growing concern due to increasing workplace stress and 

workforce shortages. Several studies suggest that workplace stress significantly influences job satisfaction, 

organizational commitment, and turnover intention among healthcare professionals (Leiter & Maslach, 2009; 

McVicar, 2016). The present study provides a narrative review of literature examining the relationship between 

workplace stress and employee retention in healthcare settings. The review highlights major stressors such as 

workload, emotional demands, and lack of organizational support (Aiken et al., 2012; Brunetto et al., 2013). 

The findings suggest that supportive organizational practices and effective stress management strategies can 

improve retention outcomes. The study provides implications for hospital administrators to design human 

resource interventions that reduce stress and enhance employee commitment. 
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1. Introduction 

Healthcare professionals operate in high-pressure environments that demand both technical expertise and 

emotional resilience. Workplace stress in healthcare has been widely documented as a major concern affecting 

employee well-being and organizational effectiveness (McVicar, 2016). Studies indicate that stressful work 

environments contribute to burnout, dissatisfaction, and turnover intention (Leiter & Maslach, 2009). 

Employee retention is critical for healthcare organizations because high turnover disrupts patient care and 

increases recruitment and training costs (Aiken et al., 2012). Therefore, understanding how workplace stress 

affects employee retention is essential for effective human resource management. 
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2. OBJECTIVES OF THE STUDY 

1. To review literature on workplace stress among healthcare professionals. 

2. To identify major factors contributing to employee turnover in healthcare. 

3. To examine the relationship between workplace stress and employee retention. 

4. To suggest strategies for reducing stress and improving retention. 

3. Workplace Stress in Healthcare 

Workplace stress occurs when job demands exceed employees’ ability to cope effectively (Schaufeli & Bakker, 

2004). In healthcare settings, stress often arises from heavy workload, time pressure, and emotional interactions 

with patients (McVicar, 2016). 

Research suggests that nurses and doctors experience significant occupational stress due to patient demands and 

organizational pressures (Aiken et al., 2012). Prolonged exposure to stress can result in emotional exhaustion 

and reduced job satisfaction (Demerouti et al., 2014). 

4. Factors Contributing to Workplace Stress 

Heavy Workload 

Excessive workload has been identified as a primary stressor in healthcare organizations (Aiken et al., 2012). 

Staff shortages and long shifts increase pressure on employees, contributing to fatigue and burnout (Leiter & 

Maslach, 2009). 

Emotional Demands 

Healthcare professionals regularly deal with critically ill patients, which can lead to emotional strain (Brunetto 

et al., 2013). Emotional exhaustion is strongly associated with increased turnover intention (Cropanzano et al., 

2003). 

Role Conflict and Ambiguity 

Role ambiguity and conflicting job expectations can create psychological stress and reduce job satisfaction 

(Taris, 2006). Employees who lack clarity in their roles are more likely to experience dissatisfaction. 

Lack of Organizational Support 
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Perceived organizational support plays a crucial role in reducing stress. Employees who feel supported by their 

organization are better able to cope with job demands (Eisenberger et al., 2002). Conversely, lack of support 

increases dissatisfaction and turnover intention (Galletta et al., 2011). 

5. Workplace Stress and Turnover Intention 

Turnover intention refers to employees’ conscious desire to leave their organization (Mobley, 1977). Research 

consistently shows that workplace stress is a strong predictor of turnover intention (Karatepe, 2013). 

Burnout and emotional exhaustion reduce organizational commitment and increase withdrawal behaviors 

(Leiter & Maslach, 2009). Furthermore, job satisfaction mediates the relationship between stress and turnover 

intention (Wright & Bonett, 1992). Employees who experience high stress often report lower satisfaction and 

higher intention to quit. 

6. Role of Organizational Support in Employee Retention 

Perceived organizational support refers to employees’ belief that the organization values their contribution and 

cares about their well-being (Eisenberger et al., 2002). Studies suggest that supportive work environments 

reduce stress and enhance commitment (Rhoades & Eisenberger, 2002). 

Healthcare professionals who perceive strong organizational support demonstrate higher retention rates and 

stronger job commitment (Brunetto et al., 2013). Supportive leadership and fair organizational policies 

contribute significantly to employee retention (Galletta et al., 2011). 

7. Strategies to Improve Retention 

Healthcare organizations can implement various strategies to reduce stress and improve retention: 

 Adequate staffing and workload distribution (Aiken et al., 2012) 

 Stress management and counseling programs (Demerouti et al., 2014) 

 Recognition and reward systems (Rhoades & Eisenberger, 2002) 

 Clear communication and role clarity (Taris, 2006) 

Such initiatives can enhance employee satisfaction and organizational commitment, thereby reducing turnover 

intention. 
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8. Conclusion 

The literature clearly indicates that workplace stress significantly influences employee retention in healthcare 

settings. High workload, emotional demands, and lack of organizational support contribute to stress and 

turnover intention. Organizational support and job satisfaction play critical roles in mitigating the negative 

effects of stress. Healthcare organizations must focus on stress reduction strategies to improve retention and 

maintain service quality. 

In conclusion, workplace stress remains a significant challenge for healthcare organizations across the world. 

The reviewed literature indicates that excessive workload, emotional demands, and lack of organizational 

support contribute significantly to employee stress and turnover intention. Organizational support, job 

satisfaction, and positive leadership practices play a crucial role in reducing stress and enhancing retention. 

Healthcare administrators must recognize the importance of creating supportive and healthy work environments 

that promote employee well-being. Addressing workplace stress effectively can lead to improved employee 

retention, enhanced patient care, and overall organizational effectiveness. 

9. Limitations and Future scope of the study 

Despite providing valuable insights into workplace stress and employee retention in healthcare, the present 

review has certain limitations. First, the study is based on a narrative review of existing literature rather than 

primary empirical data. Therefore, the findings are dependent on previously published studies and may not fully 

capture current organizational realities. Second, most of the reviewed studies are concentrated in Western and 

developed country contexts, which may limit the generalizability of findings to developing countries such as 

India where healthcare systems and working conditions differ significantly. 

Another limitation is that the review primarily focuses on workplace stress as a major determinant of employee 

retention while other important factors such as compensation, career growth opportunities, and organizational 

culture have received comparatively less attention. Furthermore, differences across professional groups within 

healthcare, such as doctors, nurses, and paramedical staff, have not been examined separately in most studies. 

The reliance on secondary data also restricts the ability to establish causal relationships among variables. These 

limitations highlight the need for more comprehensive and context-specific research in the future. 

The present study opens several avenues for future research. Future studies can conduct empirical investigations 

using primary data collected from healthcare professionals across different regions to validate and extend the 

findings of this review. Comparative studies between public and private hospitals may also provide deeper 
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insights into how organizational structure and policies influence workplace stress and retention. Researchers 

may further examine the role of additional variables such as leadership style, organizational culture, work–life 

balance, and employee engagement in influencing retention outcomes. 

Longitudinal research designs can be adopted to understand the long-term impact of workplace stress on 

employee well-being and turnover behavior. Future research can also focus on developing and evaluating 

intervention strategies such as stress management programs, counseling services, and supportive leadership 

practices aimed at reducing stress and enhancing retention. In addition, qualitative studies involving interviews 

and case analyses can provide a deeper understanding of employees lived experiences of workplace stress and 

their coping mechanisms. Such research will contribute to the development of effective human resource policies 

and practices for improving employee retention in healthcare organizations. 
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