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Abstract:

The rate at which medical practitioners in Nigeria are abandoning their jobs is worrying,
having a negative impact on the economy and citizens in a country with over 200 million
people. This study investigates the effect of human insecurity and workload on the turnover
intentions of employees in Nigerian government-owned hospitals, as well as how distrust in
institutional policies might accentuate the relationship. The study uses survey and cross-
sectional research designs. The population of nurses and medical doctors at government-
owned hospitals in Nigeria is unknown. Consequently, the study used Cochran's estimate of
sample size for an infinite/unknown population to calculate a sample size of 384. To account
for non-response and incorrect questionnaire completion, 20% was added to the initial
sample size of 384, resulting in 461 copies given to respondents. Respondents completed an
online Google questionnaire as part of the study. The 407 valid data samples were subjected
to preliminary analysis, including identifying missing values, outliers, normality,
multicollinearity, and common method bias. The data was confirmed clean and suitable for
further examination. The Structural Equation Model, namely smart-PLS, were used to assess
the measurement and structural models. The study found that while human insecurity did not
significantly predict employee turnover intentions, workload had a favourable and
substantial impact on employee turnover intentions. Furthermore, distrust in institutional
policies exacerbates the association between human insecurity, workload, and
employee turnover intentions in Nigeria's government-owned hospitals. The findings
advocated for significant government engagement in battling the pandemic of workload to
ensure the psychological safety of these employees.

Keywords: Human insecurity, Workload, Turnover intentions, Institutional distrust,
Conservation of Resources Theory
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Introduction

Hospital as a service center for the community prioritizes quality and quality services for its
main stakeholders, namely patients. In providing services, quality human resources are also
needed. The role of health workers is crucial to achieving the success of the goals of the
organization. The challenges faced by hospitals are also not easy, especially related to health
workers (Soelistiyorini, 2025). Health worker migration from Nigeria poses significant
challenges to the Nigerian health care sector and has far-reaching implications for health care
systems globally (Omoniyi et al., 2025). With the population of Nigerians going abroad
increasing every year, it could be argued that Nigeria needs more workforce to meet the
increasing labour-force participation, especially in the health sector. As citizens continue to
migrate in search of greener pastures, there have been significant concerns about able-bodied
individuals leaving various sectors such as education, information technology, real estate, law,
banking, engineering, and especially the healthcare sector, which has witnessed a significant
exodus of doctors, nurses, community health extension workers (CHEWSs), pharmacists, and
lab scientists in recent years (Development Research and Projects Centre [DRPC], 2023).

Nigeria is the most populous country in Africa and has one of the largest supplies of health
workers on the continent; however, the country has been particularly affected by the migration
issue (Omiyi et al., 2025). It is estimated that 20,000 of the 72,000 Nigerian physicians
educated in Nigeria were practicing abroad in 2008 (Amorha et al., 2022). This number
represents 28% of the physician workforce trained in Nigeria and is significantly higher than
the proportion for any other African country (Falase et al., 2022). As a result, Nigeria has a
fragile health system that is unable to effectively deliver quality health services to its populace,
this includes increased workload for the remaining health workers, decreased access to health
care services, and compromised quality of care (Ojo et al., 2023). Also, this ‘brain drain’ has
weakened the healthcare system, leading to shortages, increased workloads for remaining staff
and compromised quality of healtcare (Omiyi et al., 2025). The global crisis in human
resources for health has been described as one of the most pressing issues facing the health
sector and is now widely acknowledged as a global priority (Poon et al., 2022).

An organization is a collection of people with different abilities who depend on one another to
achieve common goals by utilizing various resources (Putra et al., 2020). Organizations must
obtain, develop and maintain quality human resources as planners, participants, and
determinants of organizational goals. The strength of any organization is its people (Jasri &
Annisa, 2023). The most crucial and important aspect for a company is the employees
themselves (Ngoc et al., 2024). The foundation of healthcare is quality of care (Qureshi et al.,
2020). The quality of care is determined by how well health services are provided to residents
and their communities, increasing the likelihood of desired health outcomes while adhering to
established ethical standards and being safe, effective, timely, equitable, and people-centred
(Al-Mugheed & Bayraktar, 2020). Nigeria has faced numerous security challenges recently,
significantly impacting its citizens' migration patterns (Ezeabasili, 2025). The negative impact
caused by turnover intention is reflected in the challenge of maintaining workforce quality
when replacing employees who leave or resign (Maulana & Septyarini, 2024). A high
employee turnover rate indicates an unstable work environment, which can hinder
organizational productivity and reduce the creative potential of human resources (Yuliani et
al., 2021). The Boko Haram insurgency in the Northeast, conflicts between farmers and herders
in the Middle Belt region, and other forms of violence have all contributed to significant
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population displacement and migration, both within the country and internationally
(Ezeabasili, 2025) leading to employee turnover.

However, employee turnover intention is a major concern for leaders and managers throughout
the organization (Ugboaku, 2025). Employee turnover intention signifies the inclination or
desire to seek alternative employment opportunities, yet it has not yet materialized into actual
job transition (Rahmansyah & Indiyati, 2024). This concept holds significant importance in
the realms of organizational behavior and human resource management as it directly impacts
both employee retention and overall organizational performance (Rahmansyah & Indiyati,
2024). Employees tend to have the intention to voluntarily leave their jobs or move from one
job to another based on their own decisions (Periyadi et al., 2024). According to (Soelistiyorini,
2025) turnover intention is a more dangerous problem than turnover, because employees who
experience turnover intention has a loss of work motivation, lack of work focus and work
loyalty so that it impacts on employee and company productivity.

Workload also plays an important role in turnover intention (Khoirunnisa, 2024). It pertains to
the tasks and duties assigned to an employee to be accomplished within a set timeframe
(Rahmansyah & Indiyati, 2024). Excessive workload, both in terms of quantity and quality,
can cause physical and mental fatigue in employees. Employees who feel burdened with too
many or too complex tasks can experience stress and fatigue, which can ultimately encourage
employees to look for or move to other, more balanced jobs (Khoir et al., 2024). It
encompasses a range of activities designated for an organizational unit or individual position,
systematically evaluated through job analysis methods, workload analysis techniques, and
other managerial approaches (Rahmansyah & Indiyati, 2024). Excessive workload can cause
stress in employees which makes employees commit turnover intention (Arnas et al., 2024).

The human security situation in Nigeria has recently become more challenging than ever
(Osisanwo, 2025). Human insecurity is a pervasive issue affecting various sectors in Nigeria,
including education, healthcare, and, significantly, agriculture (TIoryue et al., 2024). It is not
only a state of fear and vulnerability but also encompasses the existence of threats and actual
harm within a collective social environment (Berebon, 2025). Moreover, insecurity creates an
environment that discourages investment and infrastructure development, which are essential
for growth (loryue et al., 2024). Fear of attacks forces schools, businesses, and healthcare
facilities to close or limit their operations (Ioryue et al., 2024). These insecurities often arise
from pervasive inequalities, ethno-religious conflicts, weak security systems, and a loss of
communal values, leading to destructive activities such as terrorism and violent crimes
(Berebon, 2025).

The employee expectations of the institution are likely based on experiences and exposure to
the institution or individuals directly associated with it (Carlsson et al. 2024). Kramer (1999)
captured institutional distrust as a lack of confidence in the organization, a concern that the
other may act to do harm, or does not care about one’s welfare and/or is hostile. Employees
can have specific reasons for distrusting organizations, and distrust may be a sensible response
to potential dangers (Larson, 2004). Distrust in the workplace may lead to lower employee
contributions (e.g., performance and attendance), lower job satisfaction and greater turnover
intentions (Dirks and Ferrin, 2002).

Understanding the intricacies of employee turnover is more critical than ever, as the factors
influencing an employee's decision to leave have become increasingly multifaceted and
interconnected (Chukwudi et al., 2022). High levels of turnover intention not only signal
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dissatisfaction with the work environment but also pose significant challenges for
organizations, including increased recruitment costs, loss of talent, and disruptions to team
dynamics (Wicaksana, 2024). High turnover rates can signify underlying issues within an
organisation, such as dissatisfaction among employees, inadequate retention strategies, or
mismatches between organisational culture and employee expectations (Jiang &lJiang, 2024).
Furthermore, high turnover rates can damage employer branding, making it challenging to
attract and retain top talent in the future, thereby perpetuating a cycle of turnover and instability
(Maduabuchi & Udeh, 2024).

Previous empirical studies reveal mixed or inconsistent findings regarding the insecurity,
workload - employee turnover intention relationship, necessitating a clearer understanding of
this association. For example, Khoirunnisa (2025); Ulvina (2025); Maharani and Santosa
(2025) Setyani et al., (2025); Sartika et al., (2025); Widiahandayani et al., (2025); Anwar (2025);
Ambarwati & Wahyun, (2025); (Ugboaku, 2025) and Syuryani et al., (2025) among others
discovered significant association between insecurity, workload and turnover intention while
Rezeki and Diwyarthi, (2022); Rahmansyah and Indiyati (2024); Putri and Ariyanto, (2023);
Anastasia et al.,, (2022); Elvianita and Muchtar, (2023) found no substantial/negative
correlation among the variables. Hence, the conflicting results emphasize the importance of
investigating the complex effect of institutional distrust on the insecurity, workload - employee
turnover intention relationship, correlation. This study attempts to fill that gap by investigating
the moderating influence of institutional distrust on the connection between insecurity,
workload and employee turnover intention.

To the best of the researchers’ knowledge, no study examined the direct relationship between
human insecurity and employees' intention to leave in government owned hospitals, which
represents a gap in the literature. To bridge this gap, the current study aimed to investigate the
impact of human insecurity, workload on their intention to leave jobs. The study also delved
into the indirect relationship of human insecurity, workload and intention to leave while
considering institutional support as a moderator on this relationship.

Review of Related Literature

This section reviews related literature on employee turnover intention, human security,
workload, empirical review and theoretical review.

Concept of Employee Turnover Intention

According to Aguke (2025), employee turnover is the underlying desire to quit a job. Turnover
Intention is the desire of employees to leave their company either voluntarily or involuntarily
which is triggered by certain reasons (Soelistiyorini, 2025). Turnover intention is an
employee's desire to leave or stay in the company (Rizqita & Mulamukti, 2024). Employee
turnover refers to the rate at which employees leave an organisation and need to be replaced
(Dogru et al., 2023). As cited by Wijesekara (2023), employee dissatisfaction with a particular
aspect of their workplace, such as benefits and pay, poor career development opportunity, job
design, coworkers, or job characteristics (promotions, or working conditions), or an
organization's dissatisfaction with a particular employee, such as subpar performance or
inconsistent attendance, can both contribute to employee turnover. Employee turnover refers
to the rate at which employees leave an organisationover a specific period, often expressed as
a percentage of the total workforce (Olufayo & Akinbo, 2022). Brause (2021) defines turnover
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intention as an individual's perceived propensity to stay with or leave their current organization.
Turnover intention is an action that has not been taken but is being considered by employees
to continue or stay at the same company or look for opportunities that are more profitable for
the employees themselves (Prisillya & Turangan, 2020). As a result, this study defines turnover
intention as an employee’s perceived likelihood or intention to leave a job often due to
dissatisfaction, lack of opportunities or other factors.

Concept of Human Insecurity

Human insecurity is the anxiety and vulnerability experienced when individuals feel unsafe
due to attacks or threats from terrorist agents or groups (Berebon, 2025). Insecurity is a state
of being subject to fear, terror, war, threat, danger, coercion, molestation, intimidation,
harassment, extortion and so forth—has been hyped by the activities of bandits, terrorists,
kidnappers, criminals, herdsmen, robbers, rapists, ritualists, among others (Osisanwo, 2025).
Insecurity can be understood as the state of being unsafe, which often results from threats like
terrorism, banditry, kidnapping, herder-farmer conflicts, and other forms of violence (loryue
et al., 2024). Human insecurity is a complicated and multifarious problem affecting people's
feelings of safety, mental health, and general well-being by including both psychological
discomfort and physical dangers (Ojeleye & Mustapha, 2024). It is said to be a multifarious
phenomenon with psychological and bodily aspects wherein people feel less secure and more
anxious depending on outside hazards (Salami, 2024). Additionally, it is observed that human
insecurity influences socioeconomic stability and personal well-being, thereby reflecting a
larger background of hazards undermining personal security and quality of life (Alo, 2023).
Human insecurity is the spectrum of hazards and weaknesses compromising people's safety
and well-being (Ojeleye et al., 2022). Olulowo et al. (2021) also underlined that while people
struggle with continuous dangers and uncertainties, human insecurity affects mental health and
everyday life significantly. Based on the preceeding conceptualizations, human insecurity is
defined as a state of uncertainty, anxiety or vulnerability that threatens an individual’s sense of
safety, well-being or dignity often related to their emotional, physical or psychological needs.

Concept of Workload

Setyani et al., (2025) defined workload as the number of tasks that exceed the available time
or a high level of job difficulty. Turnover intention refers to the state where an employee
contemplates or expresses willingness to depart from their current position (Rahmansyah &
Indiyati, 2024). Workload is several activities that require processes or mental abilities that
must be completed physically and psychic over a certain period of time (Arnas et al., 2024).
According to Adiputra and Milleny, (2024) workload is a collection of activities that demand
mental processes or talents to be done in a specific amount of time, both physically and
psychologically. Workload refers to the number and complexity of tasks that must be
accomplished by an individual or group within a given period of time (Hermawan, 2024). A
workload is some activities that must be completed within a certain period (Jayasri & Annisa,
2023). Workload is a situation that workers must face with conditions where employees must
carry out work according to a previously determined time (Situmorang & Wardhani, 2022).
Based on the definitions mentioned above, this study defines workload as the amount of work,
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tasks and responsibilities assigned to an individual or team, measured in terms of time, effort
and resources required to complete them.

Concept of Institutional distrust

Drishti et al., (2025) study opined that institutional distrust reveals a dynamic interplay
between socio-economic disparities and public confidence in institutions. The study highlights
the critical need for targeted policy measures to mitigate inequality of opportunities and rebuild
institutional trust, which could fundamentally reshape public beliefs and foster equitable
growth. Institutional distrust can be described as an employee’s pessimistic expectation about
an institution's performance of a particular action when the employee has to decide about how
to act (Kassahun et al., 2021). Distrust, like trust, is a grounded judgment based on
reasons/affections that require some familiarity with the target of the judgment (Emborg et al.,
2020). Distrust is not the absence of trust, but an attitude in itself. It is an actual expectation
that another actor cannot be relied upon, and will engage in harmful behaviour (Van De Walle
& Six, 2014). While trust consists of ‘confident positive expectations regarding another’s
conduct’, distrust consists of confident negative expectations regarding another’s conduct (Van
De Walle & Six, 2014). Based on the definitions provided above, this study defines
institutional distrust as a lack of confidence or faith in an institution often due to perceived
unfairness, dishonesty or failure to meet expectations.

Human insecurity and Employee turnover intention

A growing body of research supports the significant impact of job insecurity on employees'
turnover intentions. Widiahandayani et al. (2025), Anwar (2025), and Ambarwati & Wahyun
(2025) consistently found that insecurity directly increases employees' likelihood of intending
to leave their jobs. Ugboaku (2025) and Syuryani et al. (2025) further reinforced this
relationship, demonstrating through regression analyses that perceived insecurity is a strong
predictor of turnover intention. Similarly, Gunawan et al. (2025) highlighted that insecurity
reduces job satisfaction, indirectly heightening employees' desire to quit.

Additional studies have explored different dimensions of insecurity. Prasetyo (2024) linked
heightened burnout and insecurity to increased turnover intention, while Mutiara and Ajheng
(2025) confirmed insecurity’s positive influence on turnover intention. Muddangala et al.
(2024) expanded on this by identifying three key dimensions of insecurity—threats to job
features, total job loss, and feelings of powerlessness—all of which positively correlate with
faculty members' turnover intentions. Susanto (2023) further emphasized a strong,
unidirectional relationship between job insecurity and turnover intention.

However, some studies present contrasting findings. Putri and Ariyanto (2023) and Anastasia
et al. (2022) reported a positive but statistically insignificant effect of insecurity on turnover
intention. Meanwhile, Elvianita and Muchtar (2023) found a negative yet significant
relationship among employees at Andalas University Hospital, suggesting contextual
variations in how insecurity influences turnover intentions.

Overall, the majority of recent literature underscores a significant positive relationship between
job insecurity and turnover intention, though contextual and organizational factors may
moderate this effect. This study intends to explore these discrepancies to better understand the
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conditions under which insecurity most strongly impacts employee retention. Studies on
human insecurity in organizational behavior research is scarce; however, this study intends to
fill this gap. Hence, this study hypothesized that:

Hj,: Human insecurity has significant impact on employee turnover intentions among
government owned hospitals in Nigeria.

Workload and Employee turnover intention

Extensive research supports the notion that workload significantly influences employees'
turnover intentions. Khoirunnisa (2025) found that workload partially affects turnover
intention, while Ulvina (2025) and Maharani & Santosa (2025) demonstrated a positive and
significant relationship among Gen Z employees in D.I. Yogyakarta. Similarly, Setyani et al.
(2025) observed that workload increases turnover intention at PT Sansan Saundratex Jaya, and
Sartika et al. (2025) reinforced this with evidence of a substantial positive effect.

Multiple studies across different organizational settings further validate this trend. Arnas et al.
(2024), Adiputra & Milleny (2024), and Khoir et al. (2024) confirmed that excessive workload
significantly elevates turnover intention, though contextual factors may moderate its impact.
Mauludi et al. (2024) and Rahmadani et al. (2023) also reported a strong positive correlation,
suggesting that employees facing unmanageable work demands are more likely to consider
leaving their jobs.

A broader review of literature, including Hakro et al. (2022), Situmorang & Wardhani (2022),
Nursanti et al. (2022), and Sarbullah & Atika Putri (2022), consistently highlights workload as
a key driver of turnover intention. Medika Aditya et al. (2021) provided deeper insight,
revealing that excessive workload leads to mental, physical, and emotional exhaustion, further
intensifying employees' desire to quit. These findings align with Jayasri & Annisa (2023) and
Al Hadi et al. (2023), who also found a significant positive effect.

However, some studies present contrasting results. Rezeki & Diwyarthi (2022) reported a
negative and insignificant effect of workload on turnover intention, while Rahmansyah &
Indiyati (2024) found no substantial impact. These discrepancies suggest that organizational
culture, employee resilience, or job characteristics may buffer the adverse effects of workload
in certain contexts.

The majority of studies indicate that high workload significantly increases turnover intention,
primarily due to stress and burnout. However, the relationship may vary depending on
individual and organizational factors, warranting further research to identify moderating
variables that mitigate or exacerbate this effect. Hence, this study hypothesized that:

H: Workload has significant effect on employee turnover intention among government owned
hospitals in Nigeria.
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Institutional distrust as a moderator

Trust in institutions plays a critical moderating role in shaping individual attitudes and
behaviors across various domains. Dantas & Gomes (2025) found that institutional trust
positively moderates the relationship between dispositional and active dimensions, suggesting
that trust enhances engagement when personal dispositions align with institutional
expectations. Similarly, Ivanov (2023) demonstrated that trust in institutions mitigates the
effect of economic insecurity on populist voting, indicating that higher institutional confidence
reduces political discontent.

In the public health sector, Koban et al. (2023) revealed that trust in health institutions
strengthens the link between vaccine confidence and intentions to vaccinate or encourage
others to do so. Conversely, Sisson (2024) highlighted the multidimensional nature of
institutional distrust, showing that dissatisfaction and cynicism lead to service disengagement
and avoidance. This aligns with Binsaeed et al. (2023), who found that distrust negatively
moderates the relationship between customer relationship management (CRM) capabilities and
customer engagement, weakening organizational effectiveness.

Within organizational settings, Ozyilmaz (2018) and Trussell (2015) demonstrated that high
trust buffers negative outcomes—such as reducing turnover intentions when employees have
low self-efficacy or high exhaustion. These findings suggest that institutional trust acts as a
stabilizing force, counteracting factors that might otherwise lead to disengagement or attrition.

Despite these insights, research on institutional distrust remains limited, leaving gaps in
understanding its broader implications. This study aims to fill this gap. Hence, the study
hypothesised that:

H3,: Institutional distrust moderates the relationship between human insecurity and employee
turnover intention among government owned hospitals in Nigeria.

H: Institutional distrust moderates the relationship between workload and employee turnover
intention among government owned hospitals in Nigeria.

The Conservation of Resources (COR) Theory

The COR Theory, proposed by Hobfoll, (1989) emphasizes that individuals strive to obtain,
retain, and protect their valuable resources, which can include personal assets, energy, time,
and social support. According to this theory, people are motivated to minimize resource loss,
as losses have a more significant psychological impact than gains of the same magnitude. The
theory posits that resource loss can lead to stress and negative psychological outcomes,
prompting individuals to engage in behaviors aimed at resource conservation or recovery.
Furthermore, the COR theory suggests that individuals facing resource depletion may become
more vulnerable to stressors, as they lack the necessary resources to cope effectively.
Consequently, the preservation and enhancement of resources are central to understanding how
individuals navigate challenges and stress in their environments.

In the context of the study on human insecurity, workload, and employee turnover intentions
in government-owned hospitals in Nigeria, the Conservation of Resources (COR) Theory
provides a valuable framework for understanding the dynamics at play. As employees face high
workloads and the pervasive threat of human insecurity, they experience a depletion of crucial
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resources, such as mental and emotional energy, job satisfaction, and a sense of safety.
Institutional distrust compounds this issue, as it undermines employees’ faith in the
government’s ability to provide necessary support and protection. According to COR theory,
the perception of resource loss prompts employees to seek ways to protect their remaining
resources, leading to increased turnover intentions as they consider leaving their positions to
escape an environment where they feel unsupported and vulnerable. This theoretical lens
highlights the critical interplay between resource loss and the decision-making processes of
employees in challenging work conditions.

Methodology

The study employed a quantitative research approach utilizing survey and cross-sectional
research designs to investigate the relationship between human insecurity, workload,
institutional distrust and employee turnover intentions among medical employees specifically
medical doctors and nurses—of government-owned hospitals in the Northwest geopolitical
zone of Nigeria. The population for the study included all medical employees in these hospitals.
To determine an appropriate sample size, Cochran’s formula was applied for an infinite or
unknown population, resulting in an estimated sample size of 384. Following the
recommendations of Israel (2013) to increase the sample size by 10% to 30% to account for
potential non-responses and incomplete questionnaires, the study opted for a 20% increase,
culminating in a final sample size of 461. This adjustment ensured robustness in the data
collection process. The questionnaire was distributed online via Google Forms, employing a
combination of snowball sampling and convenience sampling techniques to reach the target
respondents. Ultimately, a total of 407 completed questionnaires were returned and deemed
suitable for analysis in the study, providing valuable insights into the factors influencing
employee turnover intentions within this context.

Measures

Validated instruments from previous studies were employed to measure the study constructs
on 5-point Likert scale of 1 strongly disagree to 5 strongly Agree. Human security was
measured using a 10-item human insecurity scale developed by Ziadni et al. (2011) with a
reported Cronbach's alpha of 0.77. A sample item is "I often fear for my safety". Turnover
intention was measured using Lambert and Hogan (2025), 5-item turnover intention scale.
Sample of item is “I often think about quitting my job” with reported Cronbach’s alpha of 0.72.
workload was measured 9-item De Bruin and Taylor (2005) workload scale. Sample of item
is “I have no energy left at the end of the working day” with reported Cronbach’s alpha of 0.93.
Lastly, institutional distrust was measured using 13-item Burns (2023) institutional trust scale.
Since institutional distrust was measured, the words were negatively coded to measure distrust.
For instance, sample of original item is “I have confidence in the federal government’s
decision-making” but was reverse phrased as “I have no confidence in the federal
government’s decision-making” with reported Cronbach’s alpha of 0.96. The alpha
coefficients showed that the scales are deemed appropriate for this study.
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Data Analyses and Presentation

Data were analysed using structural equation model specifically Smart-PLS version 4.0.3.3 for
measurement and structural model.

Assessment of Measurement Model
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Figure 1: Measurement model

The measurement model was utilized to evaluate the credibility of the item loadings, as well
as the reliability and validity of the research instrument. In line with the recommendation of
Hair et al. (2017), item loadings of 0.70 and above are considered ideal, while loadings below
this threshold may be considered for deletion. However, Hair et al. (2021), suggested that
loadings ranging from 0.40 and 0.70 may be retained depending on their impact on the overall
reliability and convergent validity of the construct. Furthermore, Hulland (1999),
recommended the retention of loadings of 0.5 and above. Based on this guideline, item loadings
of 0.50 and above were retained for this study, while items ID6, WL2, WL4, and WL9 were
deleted for falling below the 0.50 threshold. The composite reliability values for all constructs
exceeded the 0.70 benchmark, confirming the internal consistency and reliability of the scales,
as presented in Table 1. Furthermore, the Average Variance Extracted (AVE) values, used to
assess convergent validity, were all above the acceptable minimum threshold of 0.50, also
shown in Table 1. Additionally, the coefficient of determination (R?), which indicates the
proportion of variance in the endogenous variable explained by the exogenous variables
(institutional distrust, workload and insecurity), was 0.408, signifying a moderate explanatory
power.

Table 1: Outer Loadings, Reliability and Convergent Validity

108



RSIT
WE 4
2,

FUDMA Journal of Business Management (FJBM) 5&%

Volume 3, Issue 1, April 2025 ISSN 2756-3162  &Z o
Constructs Items Loadings gg?apb??ils AVE  Decision
Institutional Distrust ID1 0.884 0.949 0.608 Accepted
ID10 0.751
ID11 0.881
ID12 0.873
ID13 0.825
ID2 0.889
ID3 0.881
ID4 0.906
ID5 0.877
ID7 0.651
ID8 0.883
ID9 0.902
Human Insecurity IS1 0.799 0.989 0.728  Accepted
1S10 0.823
1S2 0.832
IS3 0.858
1S4 0.725
IS5 0.682
1S6 0.698
IS7 0.724
IS8 0.790
1S9 0.843
Turnover Intentions TL1 0.834 0.911 0.705  Accepted
TL2 0.798
TL3 0.808
TL4 0.879
TL5 0.876
Workload WL1 0.681 0.836 0.522  Accepted
WL3 0.675
WL5 0.734
WL6 0.632
WL7 0.727
WL8 0.861

Source: Smart-PLS output (2025).

Furthermore, the study assessed discriminant validity using the Heterotrait-Monotrait (HTMT)
ratio of correlations. According to Henseler et al. (2015), an HTMT value below 0.90 is
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acceptable for confirming discriminant validity when the constructs are conceptually similar,
while Kline (2011), recommends a more conservative threshold of less than 0.85 for construct
that are conceptually different. In alignment with these benchmarks, all HTMT values reported
in Table 2 fall below the 0.85 cut-off point, thereby providing strong evidence that the
constructs in the model are empirically distinct from one another and that discriminant validity
is adequately established.

Table 2: Heterotrait-Monotrait (HTMT) Ratio

Institutional Turnover
Constructs Insecurity Distrust Intentions Workload
Insecurity
Institutional Distrust 0.419
Turnover Intentions 0.416 0.294
Workload 0.523 0.442 0.690

Source: Smart-PLS output (2025).

Assessment of Structural Model
The structural model was employed to analyse the hypothesized relationship
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Figure 2: Structural model

Table 4: Hypothesised Relationship
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Hia Human Insecurity -> o qa5 0050 1624 0104 0080 . NOU
Turnover Intentions Supported
Workload -> Turnover
H1lp Intentions 0.570 0.046 12.295 0.000 0.362 Supported
Institutional Distrust x
H2a Workload -> Turnover ~ 0.119 0.035 3.389 0.001  0.019 Supported
Intentions
Institutional Distrust x
H2y Insecurity -> Turnover  0.090 0.042 2.149 0.032  0.009 Supported
Intentions
Q?=0.275

Source: Smart-PLS output (2025).

The results presented in Table 4 provide insights into the hypothesized relationships among
human insecurity, workload, institutional distrust, and turnover intentions. Hypothesis Hla,
which proposed a direct positive effect of human insecurity on turnover intentions, was not
supported, as the path coefficient (B = 0.085, p = 0.104) did not reach statistical significance at
the 0.05 level. This suggests that, although there is a slight positive association, human
insecurity alone does not significantly predict employees' intention to leave in this context. In
contrast, Hypothesis HI1b was strongly supported, showing a significant and substantial
positive effect of workload on turnover intentions (f = 0.57, p < 0.001). This indicates that as
workload increases, so does the likelihood that employees will consider leaving their jobs. The
large effect size (f> = 0.362) further emphasizes the critical role of workload as a strong
predictor of turnover intentions.

Moreover, the moderation hypotheses H2a and H2b revealed significant interaction effects.
Specifically, Hypothesis H2a found that institutional distrust significantly strengthens the
relationship between workload and turnover intentions (B = 0.119, p = 0.001), suggesting that
employees experiencing high workload are more likely to consider leaving when they also
distrust the institution. Similarly, Hypothesis H2b showed that institutional distrust also
moderates the relationship between human insecurity and turnover intentions ( = 0.09, p =
0.032), albeit with a smaller effect size. These findings highlight the amplifying role of
institutional distrust, which exacerbates the impact of both workload and human insecurity on
employees’ desire to exit the organization. The predictive relevance of the model, as indicated
by the Stone-Geisser’s Q° value of 0.275, confirms that the exogenous variables have moderate
predictive power in explaining variations in turnover intentions.

Discussions

The findings from the study highlighted that human insecurity, although prevalent in many
parts of Nigeria due to armed banditry, kidnapping, and other security threats, does not have a
significant direct influence on employees' intentions to leave government-owned hospitals. The
finding is in tandem with previous studies of e.g., Putri and Ariyanto, 2023; Anastasia et al.,
2022 which reported that human insecurity has positive and insignificant effect on turnover
intentions. Meanwhile, the finding is contrary to previous studies of e.g., Widiahandayani et al.,
2025; Ambarwati & Wahyun, 2025; Mutiara and Ajheng, 2025 which reported a positive and
significant effect on insecurity on turnover intentions. This suggests that while insecurity
creates a hostile working environment, it may not independently compel healthcare workers to
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consider exiting their jobs. It is possible that these professionals have developed a form of
resilience or have limited alternative employment options, thus enduring the insecurity despite
the risk (Widiahandayani et al., 2025). However, the presence of insecurity cannot be dismissed
entirely, especially when considering its interaction with other variables.

Workload emerged as the most dominant factor influencing turnover intentions among
employees in government-owned hospitals. The finding is consistent with previous studies of
e.g., Khoirunnisa, 2025; Ulvina, 2025; Maharani & Santosa, 2025; Sartika et al., 2025
identifying workload as significant predictor of turnover intentions. However, the finding
contradicts the previous studies of e.g., Rezeki & Diwyarthi, 2022; Rahmansyah & Indiyati,
2024 which found a negative and insignificant effect of workload on employee turnover
intention. Healthcare workers are often overwhelmed by the volume and intensity of their
responsibilities, which could be linked to staffing shortages, limited resources, or inefficient
work processes (Khoirunnisa, 2025). When employees consistently experience excessive
workloads without corresponding support or relief, they are more likely to feel burnt out,
dissatisfied, and inclined to seek other job opportunities (Maharani & Santosa, 2025; Setyani
et al., 2025). This finding underscores the need for health sector reforms that focus on
balancing workloads, ensuring fair job distribution, and improving working conditions for
hospital staff.

The study further revealed that institutional distrust significantly strengthens the relationship
between workload and turnover intentions. In contexts where employees lack confidence in
the management or governing structures of their institutions, the stress from workload becomes
even more burdensome. When healthcare workers feel that their concerns are ignored, their
welfare is neglected, or leadership lacks transparency and fairness, they are more likely to
interpret heavy workloads as exploitative rather than as part of their professional duty. This
erosion of trust exacerbates dissatisfaction and fuels the desire to leave, indicating that efforts
to reduce turnover must also focus on rebuilding institutional credibility and responsiveness.

Additionally, institutional distrust was found to amplify the influence of human insecurity on
turnover intentions. Although human insecurity on its own did not have a significant direct
effect, when combined with a lack of trust in the institution, it contributes meaningfully to
employees' intentions to resign. This means that in situations where staff perceive their
employers as indifferent or incapable of ensuring their safety, the psychological toll of
insecurity increases. Hence, institutional trust acts as a critical buffer or risk factor depending
on its presence or absence. Government-owned hospitals must therefore take deliberate steps
to establish trust through clear communication, staff engagement, and visible commitment to
employee safety and welfare if they are to retain experienced health workers amidst ongoing
security and operational challenges.

Implications

In terms of practice, the study offers policymakers and healthcare administrators in Nigeria's
public health system vital information. In government-owned hospitals, staffing issues,
resource allocation, and employee welfare must be addressed immediately in light of the
substantial impact that workload has on turnover intentions. Effective workload management
requires human resource departments to put methods into place for proper hiring, job
redistribution, and burnout avoidance. Furthermore, the results highlight how important

112




RSIT,
WE v
o o,

Ry,
N
8

vn-n®

FUDMA Journal of Business Management (FJBM)

7,
Volume 3, Issue 1, April 2025 ISSN 2756-3162 %Qf

FEDE,

institutional trust is. Retaining healthcare workers requires restoring confidence via open
governance, responsive leadership, and a clear commitment to employee well-being,
particularly in areas where insecurity endures. Stakeholders may lower turnover rates, increase
worker stability, and eventually improve patient care results by addressing both workload and
institutional distrust.

The study theoretically supports and expands on the Conservation of Resources (COR)
assertions, which holds that people work to acquire, hold onto, and safeguard resources and
that stress arises when these resources are endangered or run out. Personal resources including
time, energy, and emotional fortitude are all severely depleted by workload. This outflow
intensifies and increases turnover intentions when combined with institutional mistrust, which
stands for a perceived lack of organisational support. Although turnover intentions were not
independently predicted by human insecurity, the COR theory's claim that stress increases in
the face of cumulative resource threats is supported by its relationship with institutional
mistrust. Therefore, the results support the applicability of COR theory in describing employee
behaviour in high-stress, low-resource settings, such as the public hospital system in Nigeria.

Conclusion and Recommendations

This study highlights the intricate relationship between human insecurity, workload, and
employee turnover intentions in government-owned hospitals in Nigeria, with a particular
focus on the moderating role of institutional distrust. The results show that while human
insecurity alone does not significantly influence turnover intentions, excessive workload is a
major factor driving healthcare workers to consider leaving their jobs. Moreover, institutional
distrust intensifies the negative impact of both workload and insecurity by heightening
employees’ sense of vulnerability and lack of organizational support. Grounded in the
Conservation of Resources (COR) Theory, the study emphasizes the importance of protecting
and replenishing employees' resources such as safety, trust, and manageable workloads to
reduce stress and turnover. The findings underscore the urgent need for targeted interventions
that go beyond improving physical working conditions to also include rebuilding trust in public
health institutions. Creating a secure, supportive, and trustworthy work environment is crucial
for retaining skilled professionals and maintaining effective healthcare delivery within
Nigeria’s public health system.

Based on the study findings, the following recommendations were advanced:

1. Hospital management should assess and optimize workloads to prevent employee burnout.
This can involve redistributing tasks, hiring additional staff, or utilizing technology to
streamline processes, thereby reducing stress and improving job satisfaction.

2. Efforts should be made to rebuild trust in government institutions by promoting
transparency and accountability. Regular communication about initiatives aimed at
improving employee welfare and safety, as well as involving employees in decision-
making processes, can help restore faith in institutional integrity.

3. Establish comprehensive support programs that include mental health resources,
counseling services, and employee assistance programs. These initiatives can help
employees cope with stress and insecurity, enhancing their resilience and overall job
satisfaction.
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Limitations and Suggestions for Further Studies

This study has several limitations that warrant consideration. Firstly, the reliance on survey
and cross-sectional research designs limits the ability to establish causal relationships, as data
was collected at a single point in time. Additionally, while the study utilized an infinite
population model, the actual population of government-owned hospitals in Nigeria is finite,
which may affect the generalizability of the findings. The study focused on four government-
owned hospitals in each of the six states (Zamfara, Jigawa, Kaduna, Katsina, Sokoto, Kebbi,
and Kano), which may not provide a comprehensive representation of the entire Northwest
geopolitical zone. Furthermore, the use of non-probabilistic sampling techniques, specifically
snowball and convenience sampling, may introduce biases and limit the ability to generalize
findings to a broader population; future studies should consider employing probabilistic
sampling methods to enhance the robustness of their results. Although institutional distrust was
examined as a moderating variable, the study did not explore workload as a potential mediator
in the relationship between human insecurity and employee turnover intentions. Other relevant
mediating variables, such as job estrangement, emotional exhaustion, and burnout, were also
not included, which could provide deeper insights into the underlying dynamics. Additionally,
ease of employment was not considered as a potential moderator that could weaken the
relationships among the constructs. Future studies should explore how distrust develops, its
varying dimensions, and its moderating effects across different cultural and institutional
contexts. Enhancing this body of knowledge could inform strategies to rebuild trust and
mitigate its adverse consequences in governance, public health, and organizational
management. Finally, the focus on turnover intentions rather than actual turnover may lead to
discrepancies, as intentions do not always translate into actual turnover behavior, which could
impact the conclusions drawn from the study.

References

Adiputra, I. G., & Milleny, N. (2024). Effect of career development and workload on turnover
intention with job satisfaction as an intervening variable. International Journal of

Economics, Business and Management Research, 8(01), 81-97.
doi.org/10.51505/1JEBMR.2024.8106

Aditya, O. M., Muslih, B., & Meilina, R. (2021). Analisis Dampak Stress Kerja, Beban Kerja
dan Lingkungan Kerja terhadap Turnover Intention pada PT Artaboga Cemerlang
Depo Kediri. Jurnal Penelitian Manajemen Terapan (PENATARAN), 6(1), 39-54.
Retrieved from https://journal.sticken.ac.id/index.php/penataran/article/view/513

Aguke, O. B. (2025). Employer brand image and employee turnover intention in the hospitality
industry in delta state, Nigeria. International Journal of Social Sciences and
Management Research, 11(2), 132-161. DOI
10.56201/ijssmr.vol.11n02.2025.pg.132.161

Al Hadi, M. S., & Surya, 1. B. K. (2023). Work stress mediates the effect of workload against
employee turnover intention at BRI Kuta Branch Office. International Journal of
Economics and Management Studies, 10(5), https://d0i:10.14445/23939125/1JEMS-
V1015P104

114


https://journal.stieken.ac.id/index.php/penataran/article/view/513
https://doi:10.14445/23939125/IJEMS-V10I5P104
https://doi:10.14445/23939125/IJEMS-V10I5P104

:::::::
2,

FUDMA Journal of Business Management (FJBM) 5&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

Al-Mugheed, K. & Bayraktar, N. (2020). Patient safety attitudes among critical care nurses: a
case study in North Cyprus. International Journal of Health Planning Management.
35(4): 910-21. https://doi.org/10.1002/hpm.2976

Alo, F. (2023). Insecurity and kidnapping in Southwest Nigeria: Humanitarian concerns in the
21st Century. Corpus  Intellectual, 2, 78-91. Retrieved from:
https://www.researchgate.net/publication/376140960 Insecurity and Kidnapping in
_Southwest Nigeria Humanitarian_Concerns_in_the 21st Century

Ambarwati, D. G., & Wahyuni, S. (2025). The effect ff job insecurity on turnover intention
with organizational support and ethical leadership as moderation and job satisfaction
as mediation (Study on Telecommunication Company Employees). Enrichment:
Journal of  Multidisciplinary Research and Development, 2(10).
https://doi.org/10.55324/enrichment.v2i10.272

Amorha, K., Irobi, C., & Udoh, A. (2022). The brain drain potential of skilled health workers
from sub-Saharan Africa: a case study of pharmacy students in Nigeria. Pharmacy
Education. 22(1):654-663. https://doi.org/10.46542/pe.2022.221.654663

Anastasia, N., Aima, M. H., & Wiratih, H. W. R. (2022). The effect of job insecurity and work
stress on job satisfaction and their implications for turnover intention on Pt Ciptajaya
Sejahtera Abadi. Dinasti International Journal of Digital Business Management, 3(3),
405-419. https://doi.org/10.31933/dijdbm.v3i3.1167

Anees, R. T., Heidler, P., Cavaliere, L. P. L., & Nordin, N. A. (2021). Brain drain in higher
education. The impact of job stress and workload on turnover intention and the
mediating role of job satisfaction at universities. European Journal of Business and
Management Research, 6(3), 1-8. https://doi.org/10.24018/ejbmr.2021.6.3.849

Anwar, R. (2025). The influence of job satisfaction and job insecurity towards turnover
intention on contract employees. KnE Social Sciences, 10(7), 216-230.
https://doi.org/10.58631/ajemb.v4i2.183

Arnas, Y., Wibowo, S. N., & Maemunabh, S. (2024). The effect of workload and job stress on
employee turnover intention. /nternational Journal of Economics, Business and
Accounting Research (IJEBAR), 8(1). Retrieved from: http://www.jurnal.stie-
aas.ac.id/index.php/IJEBAR/article/view/12770/5247

Berebon, C. (2025). The nexus between security, human development, and economic stability:
addressing insecurity as a threat to national growth in Nigeria. Advances in Law,
Pedagogy, and Multidisciplinary Humanities, 3(1), 28-47. Retrieved from:
http://103.133.36.82/index.php/alpamet/article/view/851/543

Binsaeed, R. H., Yousaf, Z., Grigorescu, A., Chitescu, R. L., Nassani, A. A., & Samoila, A.
(2023). Customer engagement and customer relationship management capabilities’
effects on innovation performance and customer distrust’s moderating
role. Sustainability, 15(12), 9475. https://doi.org/10.3390/sul5129475

Brause, C. (2021). Team Communication. The Designer’s Field Guide to Collaboration,
Routledge, 148—179. https://doi.org/10.4324/9781315753584-11

115


https://doi.org/10.1002/hpm.2976
https://doi.org/10.55324/enrichment.v2i10.272
https://doi.org/10.46542/pe.2022.221.654663
https://doi.org/10.31933/dijdbm.v3i3.1167
https://doi.org/10.24018/ejbmr.2021.6.3.849
https://doi.org/10.58631/ajemb.v4i2.183
https://doi.org/10.3390/su15129475
https://doi.org/10.4324/9781315753584-11

:::::::
2,

FUDMA Journal of Business Management (FJBM) g&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

Carlsson, F., Demeke, E., Martinsson, P, & Tesemma, T. (2024). Measuring trust in
institutions. Oxford Economic Papers, 76(1), 22-40.
https://doi.org/10.1093/0ep/gpac047

Chukwudi, B. I, Yetunde, G., & Aniekan, G. O. (2022). Employee turnover intentions and
performance of the hospitality and tourism sector in Nigeria. African Journal of
Emerging Issues, 4(3), 1-10. Retrieved from
https://ajoeijournals.org/sys/index.php/ajoei/article/view/266

Dantas, D., & Gomes, S. (2025). A multidimensional analysis of environmental awareness:
The moderating effect of institutional trust. International Journal of Management and
Sustainability, 14(1), 30-43. DOI: 10.18488/11.v14i1.3999

De Bruin, G. P., & Taylor, N. (2005). Development of the sources of work stress inventory.
South African Journal of Psychology, 34(4), 748-765.
https://doi.org/10.1177/008124630503500408

Dirks, K. T. & D. L. Ferrin (2002). Trust in leadership: meta-analytic findings and implications
for research and practice. Journal of applied psychology, 87(4), 611-628. Retrieved
from: https://psycnet.apa.org/buy/2002-15406-001

Dogru, T., McGinley, S., Sharma, A., Isik, C., & Hanks, L. (2023). Employee turnover
dynamics in the hospitality industry vs. the overall economy. Tourism Management,
99, 104783. https://doi.org/10.1016/j.tourman.2023.104783

Development Research and Projects Centre (2023). Health workers migration, remittances
inflow, and the Nigerian economy: A curse or a blessing? Retrieved from
https://drpcengr.org/wp-content/uploads/2023/11/HEALTH-WORKERS-
MIGRATION-REMITTANCES-INFLOW-AND-THE-NIGERIAN-ECONOMY-A-
CURSE-OR-A-BLESSING.pdf

Drishti, E., Duhanxhi, I., Mehmetaj, N., Imami, D., Zhllima, E. & Halluni, A. (2025).
Inequality of opportunities, institutional distrust, and beliefs about socio-economic
outcomes in the Western Balkans. Regional Science Policy & Practice, 17(4), 100174.
https://doi.org/10.1016/j.rspp.2025.100174

Elvianita, U., & Muchtar, B. (2020, November). The effect of job insecurity, job satisfaction
and organizational commitment on turnover intention at Andalas University Hospital.
In The Fifth Padang International Conference on Economics Education, Economics,
Business and Management, Accounting and Entrepreneurship (PICEEBA-5 2020) (pp.
785-797). Atlantis Press.

Emborg, J., Daniels, S. E. & Walker, G. B. (2020). A framework for exploring trust and distrust
in natural resource management. Frontiers in  Communication. 5:13.
doi:10.3389/fcomm.2020.00013

Ezeabasili, 1. E. (2025). Navigating insecurity and migration trends in Nigeria (2019-2023).
International Journal of Advanced Multidisciplinary Research and Studies. 5(1), 159-
165. https://doi.org/10.62225/2583049X.2025.5.1.3633

Falase, B., Olufemi, S., Adeleye, A. F., Amogbonjaye, A. O., Sunmola, S., Olaiya, A., &
Folaranmi, O. (2022). Career choices and determining factors among final year

116


https://doi.org/10.1093/oep/gpac047
https://psycnet.apa.org/buy/2002-15406-001
https://doi.org/10.1016/j.tourman.2023.104783
https://drpcngr.org/wp-content/uploads/2023/11/HEALTH-WORKERS-MIGRATION-REMITTANCES-INFLOW-AND-THE-NIGERIAN-ECONOMY-A-CURSE-OR-A-BLESSING.pdf
https://drpcngr.org/wp-content/uploads/2023/11/HEALTH-WORKERS-MIGRATION-REMITTANCES-INFLOW-AND-THE-NIGERIAN-ECONOMY-A-CURSE-OR-A-BLESSING.pdf
https://drpcngr.org/wp-content/uploads/2023/11/HEALTH-WORKERS-MIGRATION-REMITTANCES-INFLOW-AND-THE-NIGERIAN-ECONOMY-A-CURSE-OR-A-BLESSING.pdf
https://doi.org/10.1016/j.rspp.2025.100174

:::::::
2,

FUDMA Journal of Business Management (FJBM) g&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

medical students in lagos Nigeria. Nigerian Journal of Medicine, 31(4). 390-395.
doi:10.4103/NJM.NJM_38 22

Gunawan, H., Pala, R., Tijjang, B., Razak, M., & Qur’ani, B. (2024). Global challenges of the
mining industry: Effect of job insecurity and reward on turnover intention through job
satisfaction. SA Journal of Human Resource Management, 22, 2555. Retrieved from:
https://hdl.handle.net/10520/ejc-sajhrm _v22 nl_a2555

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least
Squares Structural Equation Modeling ( PLS-SEM ) (2rd ed.). SAGE Publications,
Inc.

Hakro, T. H., Jhatial, A. A., & Chandio, J. A. (2022). Employee turnover intentions:
Investigating the role of work overload, job satisfaction, employee engagement and

job stress. Research Journal of Social Sciences and Economics Review, 3(2), 71-82.
https://doi.org/10.36902/rjsser-vol2-iss2-2022(71-82).

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant
validity in variance-based structural equation modeling. Journal of Academic
Marketing Science, 43, 115-135. https://doi.org/10.1007/s11747-014-0403-8

Hermawan, E. (2024). Workload Monograph Book. Cv. Eureka Media Aksara

Hulland, J. (1999). Use of partial least squares (PLS) in strategic management research: a
review of four recent studies. Strategic Management Journal, 20, 195-204.
https://doi.org/10.1002/(SICI1)1097-0266(199902)20:2<195:: AID-SMJ13>3.0.CO:2-
7

Ioryue, D. A., Jimoh, O. L., & Ejeh, L. (2024). The impact of insecurity on agricultural
development in nigeria: a study of Benue state (2011-2023). Zamfara Journal of
Politics and Development, 5 (3). Retrieved from:
https://www.researchgate.net/publication/388805517

Ivanov, D. (2023). Economic insecurity, institutional trust and populist voting across
Europe. Comparative Economic Studies, 65(3), 461-482.
https://doi.org/10.1057/s41294-023-00212-y

Jayasri, R. I. A., & Annisa, . T. (2023). Effect of workload and career development on turnover
intention through job satisfaction as variable mediator. Research of Business and
Management, 1(1), 10-20. https://doi.org/10.58777/rbm.v1il.19

Jiang, C. & Jiang, S. (2024). Compassion fatigue and compassion satisfaction: the underlying
mechanisms between work-related violence exposure and turnover intention in the
social work setting. Human Service Organizations: Management, Leadership &

Governance, 48(4), 522-533. https://doi.org/10.1080/23303131.2024.2304892

Kassahun, H. T., Swait J. & Jacobsen J. B. (2021). Distortions in willingness-to-pay for public
goods induced by endemic distrust in institutions. Journal of Choice
Modelling, 39: 100271. https://doi.org/10.1016/j.jocm.2021.100271

Khoir, O. D., Dwiyanti, E., Mandagi, A. M., & Alfayad, A. (2024). Literature review: the
impact of work stress, workload, and work environment on employee’s turnover

117


https://hdl.handle.net/10520/ejc-sajhrm_v22_n1_a2555
https://doi.org/10.36902/rjsser-vol2-iss2-2022(71-82).
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1002/(SICI)1097-0266(199902)20:2%3c195::AID-SMJ13%3e3.0.CO;2-7
https://doi.org/10.1002/(SICI)1097-0266(199902)20:2%3c195::AID-SMJ13%3e3.0.CO;2-7
https://www.researchgate.net/publication/388805517
https://doi.org/10.1057/s41294-023-00212-y
https://doi.org/10.58777/rbm.v1i1.19
https://doi.org/10.1080/23303131.2024.2304892
https://doi.org/10.1016/j.jocm.2021.100271

:::::::
2,

FUDMA Journal of Business Management (FJBM) g&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

intention in indonesia. Journal of Community Mental Health and Public Policy, 7(1),
48-59. https://doi.org/10.51602/cmhp.v7il.179

Khoirunnisa, N. Z. (2025). The effect of workload and job stress on turnover intention of
employees. Applied Social Psychology Studies, 1(1), 40-53.
https://doi.org/10.35723/asps.v1il.46

Kline, R. B. (2011). Principles and Practice of Structural Equation Modeling (3rd ed.). The
Guilford Press.

Koban, D., Abroms, L. C., Napolitano, M., Simmens, S., & Broniatowski, D. A. (2023). Trust
in public health institutions moderates the effectiveness of COVID-19 vaccine
discussion groups on Facebook. Journal of Communication in Healthcare, 16(4),375—
384. https://doi.org/10.1080/17538068.2023.2283308

Kramer, R. M. (1999). Trust and distrust in organizations: emerging perspectives, enduring
questions. Annuual Review Psychology, 50, 569-598. doi:
10.1146/annurev.psych.50.1.569

Lambert, E. G., & Hogan, N. L. (2009). The importance of job satisfaction and organizational
commitment in shaping turnover intent: A test of a causal model. Criminal Justice
Review, 34(1), 96-118. doi:10.1177/0734016808324230

Larson, D. W. (2004). Distrust: prudent if not always wise in Distrust, ed R. Hardin (New York,
NY: Russell Sage Foundation), 34-59.

Maduabuchi, U.S. & Udeh, F.N. (2024). Human resource practices and employee turnover in
commercial banks in Nigeria. Journal of Global Accounting, 10(2), 436 -479.
Available:https://journals.unizik.edu.ng/joga

Maharani, N., & Santosa, A. (2025). The influence of workload, work stress and work-life
balance on turnover intention in Generation Z employees in Yogyakarta Special
Region. Journal of Humanities Education Management Accounting and
Transportation, 2(1), 77-83. Retrieved from:
https://www.rayyanjurnal.com/index.php/HEM AT/article/view/4911

Maulana, 1., & Septyarini, E. (2024). Pengaruh Job Insecurity, Job Stress dan Job Satisfaction
Terhadap Turnover Intention. Management Studies and Entrepreneurship Journal
(MSEJ), 5(1), 3819-3825. https://doi.org/10.37385/msej.v5i2.4310

Mauludi AC, A., Haryanti, N., & Marpuah , S. (2024). The role mediation of work satisfaction
and perceived organization support on the influence of compensation and workload in
employees turnover intention. Journal of Managerial Sciences and Studies, 2(1), 39—
58. https://doi.org/10.61160/jomss.v2i1.39

Muddangala, N. B., Kakumani, L., & Parayitam, S. (2024). The moderating effects of gender
and age in the relationship between job insecurity and turnover intention during the

global pandemic. South Asian Journal of Human Resources Management, 0(0).
https://doi.org/10.1177/23220937241246424

Mutiara K. R. & Ajheng, M. (2024). The effect of job insecurity on turnover intention among
employees at startup companies in Jabodetabek. Jurnal Manajemen Bisnis, 11(2),
1641-1653. https://doi.org/10.33096/jmb.v11i2.783

118


https://doi.org/10.51602/cmhp.v7i1.179
https://doi.org/10.35723/asps.v1i1.46
https://doi.org/10.1080/17538068.2023.2283308
https://www.rayyanjurnal.com/index.php/HEMAT/article/view/4911
https://doi.org/10.37385/msej.v5i2.4310
https://doi.org/10.61160/jomss.v2i1.39
https://doi.org/10.1177/23220937241246424
https://doi.org/10.33096/jmb.v11i2.783

:::::::
2,

FUDMA Journal of Business Management (FJBM) 5&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

Ngoc, M. Le, Dong, H. T., Trung, L. V., & Phuong, Q. N. (2024). Exploring the relationship
between work pressure, occupational stress and turnover intention: A case study of

office employees. Journal of Chinese Human Resources Management, 15(3).
https://doi.org/10.47297/wspchrmWSP2040-800506.20241503

Nursanti, T. D., Lianto, V. A., Venir, K. A., & Mardiyah, L. (2022). The influence of work
stress, workload and work environment on turnover intention employees of pt
jayamandiri cirebon. Jurnal llmu Manajemen Dan Ekonomika, 15(1), 25-32.
https://doi.org/https://doi.org/10.35384/jime.v15i1.299

Ojeleye, C. L., Kaura, L. B., Gusau, B. M., & Abdullahi, M. (2022). Insecurity as predictor of
students’ learning in Zamfara State. Sokoto Educatuional Review, 21(1), 66-78.
https://doi.org/10.35386/ser.v21i1.471

Ojeleye, Y., & Mustapha, A. H. Theme: Insecurity, Post-Oil Subsidy Removal and Sustainable
Development 2nd Faculty of Management and Social Sciences International
Conference Federal University of Gusau Zamfara State, Nigeria Sth—7th August, 2024.
Retrieved from: https://www.researchgate.net/profile/Yinka-
Ojeleye/publication/382879737 Human_Insecurity and Work Engagement of Nig
erian_Banking Sector Mediating Role_of Insomnia/links/66b337312361f42f23b91
cc8/

Ojo, T. O., Oladejo, B. P, Afolabi, B. K., Osungbade, A. D., Anyanwu, P. C. & Shaibu-Ekha,
I. (2023). Why move abroad? Factors influencing migration intentions of final year
students of health-related disciplines in Nigeria. BMC Medical Education. 23(1):742.
https://doi.org/10.1186/s12909-023-04683-6

Olufayo, B. & Akinbo, T. M. (2022). Determinant of turnover intentions and organizational
politics in selected engineering companies in Niger Delta Region of Nigeria. Applied
Journal  of  Econmomics, = Management and  Social  Sciences.  3(2).
https://doi.org/10.53790/ajmss.v3i2.32

Olulowo, S. A., Babawale, S. T., & Anani, K. M. (2021). An examination of the causes of
kidnapping and its attendant challenges in Ogun State, Nigeria. Journal of Religion
and Human Relations, 13(1), 133—171. https://doi.org//10.4314/jrhr.v13il.7

Omiyi, D., Arubuola, E., Chilaka, M., & Jabin, M. S. R. (2025). Migration of health workers
and its impacts on the nigerian health care sector: Protocol for a Scoping Review. JMIR
Research Protocols, 14(1), http://dx.doi.org/10.2196/62726

Omiyi, D., Arubuola, E., Chilaka, M., & Jabin, M. S. R. (2025). Migration of health workers
and its impacts on the Nigerian health care sector: Protocol for a scoping
review. JMIR Research Protocols, 14(1), €62726. doi: 10.2196/62726

Osisanwo, A. (2025). Insecurity and safety complications in nigeria: a corpus-assisted critical
discourse study of human security threat in Nigerian Newspaper Reports. Corpus
Pragmatics, 1-32. https://doi.org/10.1007/s41701-025-00184-7.

Ozyilmaz, A., Erdogan, B., & Karaeminogullari, A. (2018). Trust in organization as a
moderator of the relationship between self-efficacy and workplace outcomes: A social
cognitive theory-based examination. Journal of Occupational and Organizational
Psychology, 91(1), 181-204. doi:10.1111/joop.12189

119


https://doi.org/10.47297/wspchrmWSP2040-800506.20241503
https://doi.org/https:/doi.org/10.35384/jime.v15i1.299
https://doi.org/10.35386/ser.v21i1.471
https://www.researchgate.net/profile/Yinka-Ojeleye/publication/382879737_Human_Insecurity_and_Work_Engagement_of_Nigerian_Banking_Sector_Mediating_Role_of_Insomnia/links/66b337312361f42f23b91cc8/
https://www.researchgate.net/profile/Yinka-Ojeleye/publication/382879737_Human_Insecurity_and_Work_Engagement_of_Nigerian_Banking_Sector_Mediating_Role_of_Insomnia/links/66b337312361f42f23b91cc8/
https://www.researchgate.net/profile/Yinka-Ojeleye/publication/382879737_Human_Insecurity_and_Work_Engagement_of_Nigerian_Banking_Sector_Mediating_Role_of_Insomnia/links/66b337312361f42f23b91cc8/
https://www.researchgate.net/profile/Yinka-Ojeleye/publication/382879737_Human_Insecurity_and_Work_Engagement_of_Nigerian_Banking_Sector_Mediating_Role_of_Insomnia/links/66b337312361f42f23b91cc8/
https://doi.org/10.1186/s12909-023-04683-6
https://doi.org/10.53790/ajmss.v3i2.32
https://doi.org/10.4314/jrhr.v13i1.7
http://dx.doi.org/10.2196/62726
https://doi.org/10.2196/62726
https://doi.org/10.1007/s41701-025-00184-7.

:::::::
2,

FUDMA Journal of Business Management (FJBM) g&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

Periyadi, Indiyati, D., & Sary, F. P. (2024). The impact of compensation and motivation on
turnover intention of employees providing labor services in mining business license
areas, mimika regency, Papua Province. Journal of Business and Management
Studies,6(3), 85-93. https://doi.org/10.32996/jbms.2024.6.3.9

Poon, Y. S. R, Lin, Y. P, Griffiths, P., Yong, K. K., Seah, B., Liaw, S. Y. (2022). A global
overview of healthcare workers' turnover intention amid COVID-19 pandemic: a
systematic review with future directions. Humam Resources for Health, 20(1):70.
https://doi.org/10.1186/s12960-022-00764-7

Prasetyo W. (2024). Exploring the impact of burnout and job insecurity on turnover intention
during the Covid-19 pandemic. Acta Psychologia, 2(4), 141-149. Retrieved from
https://psychologia.pelnus.ac.id/index.php/Psychologia/article/view/47

Prisillya, T., & Turangan, J. A. (2020). Pengaruh Kepuasan Kerja, Stres Kerja, DanLingkungan
Kerja Terhadap Niat Untuk Berpindah. Jurnal Manajerial DanKewirausahaan, 2(2),
299. https://doi.org/10.24912/jmk.v2i2.7905

Putra, A. I. D., Lie, V., & Alvani, S. (2020). Pengaruh PengembanganKarier Terhadap Intensi
Turnover di PT Benua Penta Global Medan. Jurnal Pemikiran dan Penelitian
Psikologi, 16(1), 174-187.

Putri, W. A., & Ariyanto, E. (2023). The effects of job insecurity on turnover intention of stars
hotel employee in DKI Jakarta: mediating role of job stress. European Journal of
Business and Management Research, 8(2), 71-77.
https://doi.org/10.24018/ejbmr.2023.8.2.1844

Qureshi, S. M., Purdy, N., & Neumann, W. P. (2020). Development of a methodology for
healthcare system simulations to quantify nurse workload and quality of care. lIISE
Transactions on Occupational Ergonomics and Human Factors, 8(1), 27-41.
https://doi.org/10.1080/24725838.2020.1736692

Rahmadani, H., Ilzar, D., Yulyanti F., Titik R., & Anwar A. (2023). Work engagement as a
mediator of transactional leadership and workload on employee turnover
intention. International Journal on Social Science, Economics and Art, 13(3), 163—
174. https://doi.org/10.35335/ijosea.v13i3.362

Rahmansyah, E., & Indiyati, D. (2024). The influence of workload and work environment on
the turnover intention of employees in PT. XYZ. International Journal of Science,
Technology & Management, 5(5), 1099-1109.
https://doi.org/10.46729/ijstm.v5i5.1165

Rezeki, F., & Diwyarthi, N. D. M. S. (2022). The influence of non physical work environment,
workload and job satisfaction on employee turnover intention Pt Utama Finance
Cikarang. Jurnal Ekonomi Dan Bisnis, 11(2), 566-574. DOLI:
10.34308/eqien.v11i02.978

Rizqgita, M. & Mulamukti, A. (2024). The effect of job insecurity on turnover intention among
employees at startup companies in Jabodetabek. Jurnal Manajemen Bisnis. 11. 1641-
1653. 10.33096/jmb.v11i2.783.

120


https://doi.org/10.32996/jbms.2024.6.3.9
https://doi.org/10.1186/s12960-022-00764-7
https://psychologia.pelnus.ac.id/index.php/Psychologia/article/view/47
https://doi.org/10.24912/jmk.v2i2.7905
https://doi.org/10.24018/ejbmr.2023.8.2.1844
https://doi.org/10.1080/24725838.2020.1736692
https://doi.org/10.35335/ijosea.v13i3.362
https://doi.org/10.46729/ijstm.v5i5.1165

:::::::
2,

FUDMA Journal of Business Management (FJBM) g&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

Salami, A. (2024). Perceived effect of insecurity on the performance of women entrepreneurs
in Nigeria. FUW- International Journal of Management and Social Sciences, 9(2),
382-402. Retrieved from https://fuw-ijmss.com.ng/index.php/fijmss/article/view/100

Sarbullah, S., & Putri, E. A. (2022). Analisis pengaruh stres kerja, beban kerja dan lingkungan
kerja terhadap turnover intention karyawan pada yayasan pendidikan bhakti suci

purwodadi kabupaten grobogan. Jurnal Capital: Kebijakan Ekonomi, Manajemen dan
Akuntansi, 4(2), 113-124. https://doi.org/10.33747/capital.v4i2.161

Sartika, A. D., Laili, E. F., & Triatmanto, B. (2025). The influence of toxic workplace
environment and workload on turnover intention with work discipline as a mediating
variable among gen z workers in the hospitality industry in Malang. International
Journal Of  Society Reviews, 3(3), 163-174. Retrieved from:
https://injoqast.net/index.php/INJOSER/article/view/59/37

Setyani, 1., Widhiandono, H., Bagis, F., & Kharismasyah, A. Y. (2025). The effect of workload
and work motivation on turnover intention through job satisfaction as a mediating
variable. International Journal of Asian Business and Management, 4(1), 11-26.
https://doi.org/10.55927/ijabm.v4il.2

Sisson, L. N. (2024). In'X"they distrust: Exploring institutional distrust as a determinant of
healthcare engagement among women who use drugs amid the COVID-19
pandemic (Doctoral dissertation, Johns Hopkins University).

Situmorang, E. D. & Wardhani, N. K. (2022). The influence of transformational leadership
style, workload and job satisfaction on turnover intention. Dinasti International
Journal of Management Science, 3(3), 463-476. https://doi.org/10.31933/dijms.v3i3

Soelistiyorini, V. (2025). The influence of job burnout on turnover intention among nurses in
hospitals/health clinics. OPSearch: American Journal of Open Research, 4(3), 1-17.
Doi: https://opsearch.us/index.php/us/index

Susanto, A. (2023). The role of job insecurity on turnover intentions and organizational
commitment as mediation variable: An empirical study on factory employees. Asian
Journal of Social Science and Management Technology, 5(2), 15-29. Retrieved from:
Www.ajssmt.com

Syuryani, D., Sulastri, S., Hadjri, M. 1., & Adam, M. (2025). The influence of job insecurity
and organizational support on turnover intention of non-pns employees at Sriwijaya
University in the context of status change from BLU to PTN-BH. Enrichment: Journal
of Multidisciplinary Research and Development, 2(10).
https://doi.org/10.55324/enrichment.v2i10.265

Trussell, G. (2015). Organizational Trust As a Moderator of the Relationship between Burnout
and Intentions to Quit [Master’s thesis, Minnesota State University, Mankato].
Cornerstone: A Collection of Scholarly and Creative Works for Minnesota State
University, Mankato. https://cornerstone.lib.mnsu.edu/ etds/391/

Ugboaku, P. U. (2025). Perceived job insecurity and pay satisfaction as predictors of employee
turnover intention among bank workers in Asaba, Delta state. Nnadiebube Journal of
Social Sciences, 5(1). Retrieved from:
https://www.acjol.org/index.php/NJSS/article/view/6347

121


https://fuw-ijmss.com.ng/index.php/fijmss/article/view/100
https://doi.org/10.33747/capital.v4i2.161
https://injoqast.net/index.php/INJOSER/article/view/59/37
https://doi.org/10.55927/ijabm.v4i1.2
https://doi.org/10.31933/dijms.v3i3
https://opsearch.us/index.php/us/index
http://www.ajssmt.com/
https://doi.org/10.55324/enrichment.v2i10.265
https://www.acjol.org/index.php/NJSS/article/view/6347

:::::::
2,

FUDMA Journal of Business Management (FJBM) 5&%
Volume 3, Issue 1, April 2025 ISSN 2756-3162 & ’

Ulviana, 1. F. D. (2025). Pengaruh kompensasi, beban kerja, dan pengembangan karir terhadap
turnover intention karyawan Gen Z di Daerah Istimewa Yogyakarta. Journal of
Humanities Education Management Accounting and Transportation, 2(1), 543-551.
Retrieved from: https://www.rayyanjurnal.com/index.php/HEMAT/article/view/5141

Van De Walle, S., & Six, F. (2014). Trust and distrust as distinct concepts: Why studying
distrust in institutions is important. Journal of Comparative Policy Analysis: Research
and Practice, 16(2), 158-174. https://doi.org/10.1080/13876988.2013.785146

Widiahandayani, M. & Kustiawan, U. (2025). How the role of motivation, job insecurity affects
job satisfaction and work engagement on turnover intentions towards frontline
employees. International Journal of Innovative Science and Research Technology, 10 (3):
548-558. https://doi.org/10.38124/ijisrt/25mar563

Wijesekara, M.P.M., (2023). The impact of job satisfaction on employee turnover intention:
with special reference to pvc water pipes manufacturing industries in Sri Lanka. A
thesis submitted to the Faculty of HR & Organizational Psychology, Catholic
University Saint Anthony Murcia (UCAM).

Wicaksana, P. (2024). Exploring the impact of burnout and job insecurity on turnover intention
during the Covid-19 pandemic. Acta Psychologia, 2(4), 141-149. Retrieved from:
https://psychologia.pelnus.ac.id/index.php/Psychologia/article/view/47/46

Yang Y, Chen J. (2020). Related factors of turnover intention among Pediatric nurses in
Mainland China: a structural equation modeling analysis. Journal of Pediatric
Nursing. 53:¢217—e223. https://doi.org/10.1016/j.pedn.2020.04.018

Yuliani, N. L. G., Sadiartha, A. N., & Sanjaya, P. K. A. (2021). Pengaruh Job Insecurity Dan
Workplace Bullying Terhadap Turnover Intention Karyawan Seminyak Garden Hotel
& Pool. WidyaAmrita: Jurnal Manajemen, Kewirausahaan Dan Pariwisata, 1(1), 179-
194.
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Yuliani%2C+N.+L.+
G.%2C+Sadiartha%2C+A.+N.%2C+%26+Sanjaya%2C+P.+K.+A.+%282021%29.

Ziadni, M., Hammoudeh, W., Abu-Rmeileh, N. M. E., Hogan, D., Shannon, H., & Giacaman,
R. (2011). Antecedents and Consequences of Work Engagement among Managers and
Professionals in Nigeria. Journal of Human Security, 7(3), 83-99.

122


https://www.rayyanjurnal.com/index.php/HEMAT/article/view/5141
https://doi.org/10.1080/13876988.2013.785146
https://doi.org/10.38124/ijisrt/25mar563
https://psychologia.pelnus.ac.id/index.php/Psychologia/article/view/47/46
https://doi.org/10.1016/j.pedn.2020.04.018
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Yuliani%2C+N.+L.+G.%2C+Sadiartha%2C+A.+N.%2C+%26+Sanjaya%2C+P.+K.+A.+%282021%29.
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Yuliani%2C+N.+L.+G.%2C+Sadiartha%2C+A.+N.%2C+%26+Sanjaya%2C+P.+K.+A.+%282021%29.

