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Abstract

This study aimed to analyze the relationship between the work environment and nurse retention in hospitals in
Saudi Arabia. An online questionnaire was used, consisting of two parts: the first part gathered demographic
characteristics of the participants, and the second part assessed the work environment and nurse retention.
The study was conducted between October and November 2024, with 357 nurses from Saudi hospitals
participating. The results indicated that the work environment significantly influences nurse retention, with
high levels of agreement on factors such as the availability of equipment, appropriate working hours, and a
fair compensation system. However, there were concerns regarding the alignment between salary and the
perceived importance of the work, as well as limited professional development opportunities. The findings also
showed a generally positive intention to stay in the job, although many participants expressed a willingness to
leave if a better opportunity arose. Simple linear regression analysis revealed that the work environment
contributed significantly to explaining 26% of the variance in nurse retention. The study recommends
enhancing working conditions, adjusting salary structures to reflect the value of the work, and providing more
effective professional development opportunities to improve nurse satisfaction and retention in the healthcare
sector.
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Introduction:

Organizations of all types are witnessing major changes in our current era, the most important of which is
cognitive and informational development, which prompts organizations to strive to achieve administrative
efficiency and effectiveness. Therefore, organizations seek to pay attention to the work environment, especially
with the increasing pressures of work and life, which requires providing a work environment that is compatible
with the developments and changes in our era [1].

The work environment includes several factors with varying effects on workers and is not limited to a specific
factor or a group of separate factors, but rather is the result of the interaction between multiple environmental
factors, even if some of them have a controlling effect on a specific behavior or a group of behavioral
phenomena [2,3].

The importance of analyzing and studying the work environment in which nurses work is that it is a window
through which pressures related to the nature of work conditions or changes in health systems and others can be
identified [4]. Thus, determining their negative impact on nursing workers and ways to address them in order to
provide appropriate conditions for nursing workers, which contributes to retaining nursing staff, attracting
competencies and increasing loyalty [5,6].

Working in the nursing profession is considered a profession that is characterized by hardship and continuous
pressure. The nature of work in the nursing profession is characterized by many intertwined relationships that
affect job compatibility and satisfaction [7]. Therefore, providing a suitable work environment will increase
compatibility and satisfaction among nursing workers, which will lead to nurses remaining in their work, being
motivated to achieve, and providing distinguished services to patients [8].

Despite the health efforts made by the Kingdom of Saudi Arabia in developing and preparing human cadres in
the field of nursing, there is an ongoing problem, which is the leakage of nursing cadres from hospitals by
moving to other hospitals inside and outside the Kingdom in pursuit of higher financial returns or a better work
environment or looking forward to a better standard of living in another city or in another country, and thus the
hospital loses huge amounts of money spent on training the leaked nursing cadres, in addition to the increasing
burden faced by the hospital administration in attracting new nursing cadres [9,10].
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Therefore, the current study seeks to identify and analyze the variables that contribute to maintaining nursing
staff and ensuring their sustainability within the health facility.

Methods

Study design

This cross-sectional study used a validated online questionnaire on Google Forms. The questionnaire items for
this study were developed using previous studies relevant to the study topic [6,7,11]. The questionnaire was
divided into two parts. The first part was designed to obtain the socio-demographic characteristics of the
respondents, including gender, age, educational level, etc. The second part included 20 items and investigated
the work environment and retention of nurses in Saudi Arabia. A five-point Likert scale (strongly agree -
strongly disagree) was used. The survey was conducted from October 2024 to November 2024.

Study Participants and Sample Size

All nursing staff working in hospitals in Saudi Arabia were included. Nurses working for at least one year were
randomly selected and formed the study population. Given a total nursing workforce of 196,701 in Saudi Arabia
[10], the minimum sample size required was calculated using Raosoft®, using a 95% confidence level and a 5%
margin of error (significance a = 0.05) with a 50% response distribution. It was found to be 357 respondents for
data analysis.

Data collection

The questionnaire was distributed electronically to a diverse group of nursing professionals through online
channels, including email and social media platforms (Facebook, WhatsApp and telegram). Participants were
informed that participation was voluntary and that they could withdraw, and participants’ identities were kept
confidential to encourage open and honest responses. The questionnaire was administered in English and Arabic
to accommodate the linguistic diversity of participants.

Data analysis

Statistical analysis was carried out using the Statistical Package for the Social Sciences (SPSS Inc., Chicago, IL,
USA), version 26.Frequency and percentages were obtained for the categorical variables, while mean and
standard deviation (SD) were calculated for the scale variables.Various inferential statistical tests were
employed to identify significant variations within the study groups, including the independent t-test, one-way
analysis of variance (ANOVA), Pearson’s correlation (r), multiple linear regression, and logistic regression. The
primary outcome of the analysis is the relationship between work environment and nurse retention.

Results

Socio-Demographic Characteristics of the Respondents

A total of 357 responses were collected from nursing professionals. The study group falls within the age group
of 18-60 years. About (34.9%) of the participants were less than 25 years old, (42.3%) were between 25 and 30
years old, followed by (15.1%) between 31 and 40 years old, and (7.7%) were over 40 years old.Among the
study groups, (39.5%) of the participants were male and (60.5%) female Besides, the majority of participants,
(30.5%) of the participants had a diploma, (64.7%) had a bachelor’s degree, while (4.8%) had a master’s degree.
Most respondents were working asnursing managers (26.1%), and (73.9%) were nurses. As for years of
experience, (30.3%) of the workers had experience between 1-5 years, (54.0%) had experience between 6-10
years, and (15.7%) had experience of more than 11 years, as shown in Table (1).

Table 1.demographic traits of participants (n=357)

Categories Frequency Percent %
< 25 years old 21 34.9%
Age (years) 25-30 years old 225 42.3%
31-40 years old 69 15.1%
> 40 years 42 7.7%
sex male 141 39.5%
Female 216 60.5%
Diploma 109 30.5%
Educational level Bachelor's degree 231 64.7%
MSc 17 4.8%
Occupation Nurse manager 93 26.1%
Nurse 264 73.9%
1-5 years 108 30.3%
Years of experience 6-10 years 193 54.0%
> 11 years 56 15.7%
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Analysis of the work environment and its impact on nurse retention
Table 2.Mean, Standard Deviation, and Chi-Square for the work environment and its impact on nurse retention.

Paragraph Mean Std. Chi- p-
Deviation Square value
Working conditions
1 The tasks assigned to me are clear and specific 3.87 1.36 164.69 .000
2 | feel independent at work 4.33 0.98 352.07 .000
3 Facilities and equipment are adequately available in 494 0.92 97013 000
the workplace
4  The number of staff in the hospital is appropriate 4.08 1.10 209.86 .000
5 The number of working hours is appropriate 4.34 0.86 337.66 .000
6 | get enough vacations 4.17 1.06 257.69 .000
7 Wor_km_g conditions are appropriate in  terms of 401 111 291 55 000
ventilation, temperature and noise
8 The services provided to patients are adequate and 388 136 17167 000
appropriate
The Average 4.32 0.88
Compensation and Incentives
1 The hgspltal has an effective salary system according 444 0.85 42451 000
to the job ladder
) My salary is proportional to the importance of the 375 1.46 149.05 000
work | do
3 Discounts and reductions are few and clear 4.23 0.96 274.45 .000
I am thinking of leaving the job and looking for
The Average 4.08 1.16
Nurse Retention
1 I w_|II leave as soon as another alternative becomes 417 104 251 22 000
available
2 lintend to stay in the job for years to come 4.32 0.93 334.66 .000
3 | feel uncor_nfortable qnd miss out on a lot with every 424 105 307.72 000
day | work in the hospital
I seek professional development to advance my
The Average 4.20 1.03
Professional Development
| The hospital pro_wdes a suitable environment that 499 0.96 316.96 000
stimulates professional development
) The_ h(_nspltal administration organizes work meetings 411 1.06 218.41 000
periodically
3 The hos_pltal administration encourages the e_xchange 416 108 261.04 000
of experiences between nurses with other hospitals
The hospital administration seeks to increase
4 knowledge and provide the necessary technologies 4.26 0.91 288.41 000
The Average 4.21 1.00

As is clear from the results of the first dimension, the paragraph that states "The number of working hours is
appropriate." obtained first place with an arithmetic mean of (4.34), and the paragraph that states "The tasks
assigned to me are clear and specific." obtained last place with an arithmetic mean of (3.87). According to the
results of the second dimension, the paragraph states "The hospital has an effective salary system according to
the job ladder." The first place was taken with an arithmetic mean of (4.44), while the paragraph that states "My
salary is proportional to the importance of the work | do." was taken last with an arithmetic mean of (3.75). As
is clear from the results of the third dimension, the paragraph that states "l intend to stay in the job for years to
come." ranked first with an arithmetic mean of (4.32), while the paragraph that states "I seek professional
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development to advance my position within the hospital.” ranked last with an arithmetic mean of (4.06).
According to the results of the fourth dimension, the paragraph that states "The hospital provides a suitable
environment that stimulates professional development." ranked first with an arithmetic mean of (4.29), while the
paragraph that states "The hospital administration organizes work meetings periodically." ranked last with an
arithmetic mean of (4.11).

The relationship between work environment and nurse retention.

There is a statistically significant effect at the significance level (0.05) of the work environment and conditions
on the retention of nurses.

Table 3.Simple linear regression between (work environment) and (nurse retention).

Model B t Sig. F p-value R R-Square

(Constant) 13504 9138 .000
Health Information System 1204 10.76 .00 1484 ~ 0000 .09 259

Dependent Variable: nurse retention.
Table (3) shows the simple linear regression between the variables (nurse retention) and (work environment).
We find that the value of the statistical significance level for the F-test was (0.000), which is less than (0.05).
This means that the relationship between the variables is linear and can be relied on in predicting the dependent
variable based on the independent variable. In addition, the R-Square was (0.259). This means that the
independent variable (work environment) contributes to the dependent variable (nurse retention.) by 26%, and
the remaining effects on the dependent variable are due to other variables.
Discussion
The work environment is one of the most important determinants of nursing staff retention in hospitals in the
Kingdom of Saudi Arabia.The results of the analysis of the work environment and its relationship to the
retention of nursing staff indicated a high degree of agreement among the study sample regarding the work
environment.This is consistent with the results of a study that showed that the majority of nursing workers
believe that the availability of a suitable work environment is one of the most important reasons that motivate
them to keep their job [12].
The results show a high level of approval of the working conditions in Saudi hospitals, where the capabilities
and equipment are available, and the number of working hours is suitable for nurses. This result is consistent
with many studies that have shown the importance of functional aspects in achieving professional compatibility
for nurses and raising their level of psychological health and thus the ability to retain nurses [13,14].
This indicates the existence of an effective nursing work environment in Saudi hospitals, which enhances the
quality of services provided to patients. Moreover, the quality of resources along with different variables reflect
good work environments for nurses in Saudi Arabia [11,15].
Also, the results of the current study agree with the study [16,17] that the salary system, incentives and
promotions are among the most important determinants of professional compatibility and retention in work
among nurses.Moreover, the results indicate a lack of interest in professional development in terms of increasing
nurses' knowledge, developing their capabilities, and exchanging experiences. This is consistent with the
findings of the study [18], on the weakness of training programs and exchanging experiences in many health
organizations.
On the other hand, the study participants estimate of nurses' retention was average in Saudi hospitals, and the
results expressed nurses' desire for professional development and staying in work for years to come. However,
they expressed their intention to leave work if an alternative opportunity was available. This is consistent with
the findings of the study of both [19,20], that nurses' retention is linked to the organization's work environment,
professional development components, incentives, promotions, and other determinants.
Conclusion
The results of the studies show that nurses are satisfied with their jobs in a work environment that provides
appreciation and empowerment. More efforts are needed, with a particular focus on ambiguous opportunities,
and specifications may help in conducting more studies. However, as the studies show, appreciation and
empowerment are assets that keep nurses and increase their level of job satisfaction and task assignments.
However, more research is needed, focusing on different perspectives, rewarding expectations, and involving
other units to evaluate the extent of the studies.
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