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A B S T R A C T

Background: While migration is a historical and universal phenomenon and has benefits for both receiving and 
sending countries, emigration of healthcare professionals poses significant challenges for the sending nations. 
Many sending nations, such as Nigeria, are characterised by insufficient vital expertise and depleted healthcare 
systems. This creates a vicious spiral of worsening conditions for nurses, increasing the effort to leave. To address 
these trends, relying on the Conservation of Resources theory, we investigated the decent work-emigration 
intention relationship coupled with the underlying mechanisms.
Methods: Using convenience sampling, we used a self-administered questionnaire to collect responses from 280 
registered nurses working in government hospitals in three States in Southwest Nigeria. Data collected was 
analysed using Structural Equation Modeling-Partial Least Squares to examine the convergent validity and 
reliability of the studied variables and the Hayes Process Macro to identify the direct effects and the indirect 
effects of each mediator.
Results: The majority of the nurses reported inadequate decent work conditions (75 %), low affective commit-
ment (89.5 %), a high prevalence of job burnout (70.6 %), and a strong intention to emigrate (89.3 %). Our 
findings suggest that decent work negatively relates with emigration intention, while job burnout and affective 
commitment independently and serially mediated this relationship.
Conclusion: The results indicated that nurses with access to decent work conditions are inclined to experience low 
job burnout and high affective commitment, contributing to reduced emigration intention. Results suggest the 
need to focus more on interventions essential for resource retention devoted to transforming workplaces into 
environments of professional fulfilment.

1. Introduction

The migration of skilled Nigerian professionals has reached crisis 
levels, and people have colloquially referred to this trend as “Japa”, 
which means “to flee” in Yoruba (Alabi, 2024). The pervasive desire for 
emigration has been reported to affect various professions; university 
lecturers now opt for foreign institutions, doctors and pharmacists move 
en masse to the West, engineers pursue opportunities abroad, and stu-
dents see overseas education as their ticket to long-term emigration from 
Nigeria (Okunade & Awosusi, 2023). A substantial majority view 
Nigeria as a nation incompatible with dignified living because of eco-
nomic instability, political corruption, unemployment, and failing 

infrastructure and security systems (Alabi & Olajide, 2023; Braimah 
et al., 2024; Okeke-Ihejirika & Odimegwu, 2022). The current situation 
in Nigeria presents little or no benefits to those who choose to remain 
because the educated ones are paid low wages, exposed to dangerous 
work environments and have limited opportunities for decent work 
(Onah et al., 2022; Otache & Inekwe, 2021). The brain drain in Nigeria 
represents a critical social issue because it deprives Nigeria of the 
essential talent required to stop its downward trajectory (Imraan, 2025).

The brain drain of healthcare workers, especially nurses, endangers 
the survival of Nigeria's failing healthcare system. It is important to 
emphasise that the Nigerian healthcare system operates in an abridged 
state (Al-Mustapha et al., 2021; Eze et al., 2021), and its vulnerability is 
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deepened by the emigration of nurses to the Global North (Giwa, 2024; 
Khalil-Babatunde & Panichelli-Batalla, 2023). While emigration has 
opened a doorway to economic growth and improved development in 
the healthcare industry of destination, it is important to re-emphasise 
that source nations, especially the low-income nations, are losing their 
professionals, ultimately reducing the needed skills, knowledge and 
energy to meet the healthcare demands of its populace. Between 2021 
and 2022, about 4390 Nigerian nurses emigrated to the UK (World 
Health Organization, 2020), leaving the Nigerian healthcare system 
(ratio of 8.8 nurses per 10,000 people (Olujobi, 2024)) to fall below the 
recommended benchmark value of 27.4 nurses per 10,000 people (Su 
et al., 2025). This poses a substantial obstacle to achieving Universal 
Health Coverage and meeting the Sustainable Development Goals 
(SDGs) related to health. This situation is dire in rural areas, where 
severely understaffed healthcare resources have given rise to an 
increasing deprivation of access to essential healthcare services 
(Nwankwo et al., 2022). This scarcity paradox in the thick of abundance 
is made conspicuous because a lot of qualified nurses have been un-
employed (Adejoro, 2024; Nwankwo et al., 2022), overworked (Katuta 
& Nuuyoma, 2023), misrepresented or meagrely compensated (Badru 
et al., 2024). This systemic dereliction is typical of resource allocation 
and governance flaws (Adeloye et al., 2017; Akokuwebe & Idemudia, 
2023). Recurrent poor funding of the healthcare sector intensifies the 
crisis in this sector (Ajoseh et al., 2024). Despite the 2001 Abuja 
Declaration, which set an enviable aim of appropriating 15 % of gross 
government expenditure to healthcare, Nigeria has perpetually fallen 
behind, hitting its highest percentage in 2025 at 5.18 % (Nigeria Health 
Watch, 2024). This consistent budgetary shortfall has left the healthcare 
sector incapable of retaining its labour force or meeting the rising needs 
of the fast-enlarging population (Abubakar et al., 2022). However, 
nurses suffer the consequences of this neglect, bearing overwhelming 
workloads (Ijabadeniyi & Fasae, 2023; Sani et al., 2024), meagre income 
(Lateef & Mhlongo, 2022; Nwankwo et al., 2022), and limited avenues 
for professional growth (Ajoseh et al., 2024). These challenges, height-
ened by the absence of organisational support, may have resulted in 
prevalent job burnout (Alabi et al., 2021) and diminished commitment. 
For many nurses, emigration seems to be one of the imminent alterna-
tives to being a victim of the deplorable state of the Nigerian healthcare 
system.

In order to reduce the attrition of nurses due to emigration, the 
Nigerian government has vowed to train more nurses. Ironically, 
without tackling fundamental factors that fuel their emigration, this 
move is believed to be advantageous to the global north, the destination 
country that receives these trained nurses. The active field of sociology 
and organisation provides insights into tackling the challenges of the 
emigration of nurses. One promising sociological and organisational 
construct is decent work, a concept enshrined in Sustainable Develop-
ment Goal 8, which emphasises the need for employees to receive fair 
wages, experience safe working conditions, and enjoy avenues for career 
advancement (Frey & MacNaughton, 2016; Soundararajan et al., 2021; 
Yan et al., 2023; Zheng et al., 2024). With the provision and accessibility 
to decent work, emigration stands to become a positive force for both the 
source and destination countries. Previous studies in different service 
industries have indicated that access to decent work conditions, such as 
fair compensation, reasonable workload, and a safe work environment, 
are negatively associated with emigrating (Boafo, 2016; Mozolová & 
Tupá, 2024; Poku et al., 2023). However, whether access to decent work 
affects the emigration intention of nurses and its underlying negative 
and positive psychological mechanism is still understudied. Hence, this 
study is focused on investigating the association between decent work 
and nurses' intention to emigrate and examining the potential serial 
mediation mechanism underlying this association. Filling these gaps is 
crucial for gaining insights regarding the migration phenomenon and 
developing strategies to retain nurses in under-resourced settings.

Besides, this study holds significant implications for policy and 
practice. First, it aligns with the global agenda of Sustainable 

Development Goal 8, emphasising the importance of decent work in 
healthcare workforce retention. Second, it introduces a structural model 
that elucidates the intricate relationships between decent work, 
burnout, affective commitment, and emigration intentions, offering a 
comprehensive framework for understanding nurse emigration. Third, 
the findings will provide actionable insights for healthcare administra-
tors and policymakers, equipping them with evidence-based strategies 
to enhance working conditions, reduce burnout, and strengthen organ-
isational commitment. By addressing nurse migration, this research 
contributes to the broader goal of fortifying Nigeria's healthcare system 
and ensuring equitable access to quality care.

2. Theoretical framework

The investigations in this study relied on the Conservation of Re-
sources (COR) theory to build the supporting arguments. COR focuses on 
acquiring, retaining and protecting resources (Hobfoll, 1989). Hobfoll 
(1989) clearly emphasised that resources in the context of COR are 
perceived to be advantageous to individuals in their attempt to achieve 
set goals. The loss of these resources is more consequential than when 
gained, making employees vulnerable to psychological states (Hobfoll, 
1989). The depletion of these resources is often avoided when invest-
ment is made in them. As a stress and motivational theory, it was applied 
to show that job burnout and affective commitment can mediate decent 
work and nurses' intention to emigrate relationship (Bon & Shire, 2022; 
Uddin, 2023). This study also used this theory to argue that channelling 
and ensuring accessibility of resources such as decent work will, serially, 
through job burnout and affective commitment, reduce behavioural 
outcomes such as the intention to emigrate.

2.1. Decent work and intention to emigrate

COR theory provides a valid framework for understanding how 
decent work conditions relate to nurses' emigration intentions. COR 
theory encompasses the framework in which work is performed and is 
vital to attaining satisfaction (Farkash et al., 2022; Gao et al., 2022; 
Hobfoll, 2002). Safe working conditions and adequate compensation are 
resource-conserving conditions that can directly affect an employee's 
intention to emigrate. The absence of these factors may trigger dissat-
isfaction, erode professional commitment and push nurses to search for 
better opportunities abroad. Several studies indicated that safe working 
conditions reduce emigration intention (Boafo, 2016; Mozolová & Tupá, 
2024; Poku et al., 2023). Likewise, unsatisfactory compensation impairs 
the perceived value of nursing work, reducing motivation and birthing 
financial strains that push nurses to emigrate in pursuit of high wages 
(Akinwale & George, 2022; Kim & Choi, 2023; Sull & Sull, 2023). 
Organisational values complimenting family and individual values align 
with COR theory as it is a condition that fosters the conservation of 
emotional and cognitive resources (Edwards & Cable, 2009). Organ-
isational values aligned with family and individual values represent 
motivators that nurture satisfaction and engagement (Dodd et al., 2019). 
Without these conditions, nurses may experience professional stagna-
tion and feel undervalued, causing a loss of resources. While emigration 
can be a resource-seeking strategy (Adepoju, 1995), nurses may be 
motivated to consider opportunities abroad where there may be a fit 
between personal and organisational values (Dodd et al., 2019; Lam & 
Liu, 2014). For Nigerian nurses, the inadequacy of these decent work 
conditions may compromise their well-being and accelerate the “push” 
factors that sponsor emigration. COR theory highlights the importance 
of resource conservation in creating a resource-rich ecosystem (Anasori 
et al., 2019; Asadullah et al., 2024). Consequently, this can reduce 
dissatisfaction, enhance professional well-being, retain nurses, and 
nurture a resilient and sustainable healthcare system for the country. 
Based on this, it is hypothesised that: 

H1. There is a negative relationship between decent work and the 
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intention to emigrate.

2.2. Decent work, job burnout and intention to emigrate

Studies on decent work in the healthcare industry are essential due to 
the demanding nature, high stress level, and resource-intensiveness in 
service delivery, of which nurses are the backbone (Rathert et al., 2022). 
Applying the COR Theory (Hobfoll, 1989), safe working conditions 
(Brunetto et al., 2021; Rathert et al., 2022) and adequate compensation 
(Sayre, 2022) represent critical resources for nurses in highly intense 
clinical settings. COR theory affirms that the paucity of key resources 
contributes to the depletion of resources, inducing job burnout (which is 
the state of being depleted emotionally and cognitively and losing 
physical energy resources (Chen et al., 2024; Osei et al., 2022; Ramírez- 
Elvira et al., 2021)). Unsafe working conditions, such as personnel 
shortages, limited set of protection equipment, and fatigue can hold 
back nurses' potential to deliver quality care, draining their resilience 
physically and mentally (Delgado et al., 2022; Goudarzian et al., 2024; 
Jiang et al., 2022; Olaleye et al., 2022). Meanwhile, inadequate 
compensation undermines their professional contributions (Leong et al., 
2021), plummeting their ability to recover resources and sustain per-
sonal and family living standards (Sibuea et al., 2024). Empirical 
research supports this relationship, confirming that discouraging 
nursing environments (Dordunoo et al., 2021) and inadequate 
compensation (McGarry & O'Connor, 2023) significantly heighten 
burnout. These resource-depleting situations impair psychological well- 
being (Li et al., 2024; Raun et al., 2024), hampering nurses' motivation 
(Sun et al., 2023), job satisfaction (Van Bogaert et al., 2013) and 
elevating prolonged stress (Kohnen et al., 2023). Accordingly, the 
inability to access decent work may translate professional environments 
into burnout cells, further heightening poor retention and emigration 
tendencies.

Job burnout is a pivotal determinant of nurses' intention to emigrate 
(Badru et al., 2024; Dall'Ora et al., 2020). According to this theory, in-
dividuals going through extended resource loss become more inclined to 
dissociate from environments where the revival of this loss is unrealistic 
(Hobfoll, 2010), thereby looking for opportunities that guarantee 
resource recovery. For nurses, job burnout seems to be the consequence 
of unrelenting stress caused by excessive workloads (Murali et al., 2023; 
Navas-Jiménez et al., 2025; Yao et al., 2024) and limited professional 
recognition (Andina-Díaz et al., 2025), all of which result in an immense 
desire to exit their current environment (Konlan et al., 2023). Past 
research has empirically demonstrated that burned-out nurses are 
significantly more apt to emigrate (Almansour et al., 2023), pulled by 
promises of simple job entry requirements, better working conditions, 
and reasonable reward packages (Almansour et al., 2023; Laari et al., 
2024; Murali et al., 2023). This migration is a coping mechanism and a 
premeditated response to evade resource-draining work environments 
and appropriate physical, emotional, and professional revival. Burnout 
thereby plays the role of the bridge between unsafe practice conditions 
and brain drain in the nursing profession. From the foregoing argument, 
job burnout may mediate the relationship between decent work and the 
intention to emigrate by giving insight into how the lack of critical re-
sources translates into migration intentions. COR Theory brings to the 
fore that resource loss prompts a worsening loop, enabling nurses in 
environments devoid of safe working conditions and adequate 
compensation to suffer from surging stress and emotional depletion 
(Chen et al., 2024; Hobfoll & Ford, 2007; Maisonneuve et al., 2025; 
Prapanjaroensin et al., 2017). This continuous burnout reduces their 
organisational commitment (Setti et al., 2018) and can overblow the 
evaluation of alternative opportunities, making emigration a delightful 
option. Empirical research reveals that nurses who feel burnt out are less 
committed to their organisations and actively seek evasive options to 
fetch their depleted resources (Roczniewska & Bakker, 2021). Never-
theless, modest improvements in working conditions could lessen 
resource depletion, ease burnout, and considerably reduce emigration 

intentions. Hence, it is hypothesised that: 

H2a. There is a negative relationship between decent work and job 
burnout.

H2b. There is a positive relationship between job burnout and the 
intention to emigrate.

H2c. Decent work will decrease emigration intention by reducing the 
experience of job burnout.

2.3. Decent work, affective commitment and intention to emigrate

Access to safe working conditions (Huang et al., 2021), adequate 
compensation (Jayasingam & Yong, 2013), and organisational values 
aligned with family and social values (Meyer et al., 2006) may function 
as anchors of enhancing affective commitment (which is the emotional 
bond, identification and involvement with the organisation (Rhoades 
et al., 2001; Vandenberghe et al., 2004) among nurses. COR theory is 
invoked to understand the decent work relationship with affective 
commitment, which points out that the availability of valuable resources 
brings about continuous resource gain. That is, acquiring resources en-
ables accumulating more resources (Halbesleben et al., 2014). Access to 
safe working conditions (being free from physical and psychological 
hazards) cultivates an environment where nurses feel valued and secure. 
This foundational resource ensures continuous gain, enabling nurses to 
invest in their roles emotionally (Boudreau & Rhéaume, 2024; Tadesse 
et al., 2023). Likewise, adequate compensation, beyond its monetary 
advantage, indicates a high quotient of respect for and recognition of the 
employees, giving them stability and safety (Sawicka & Karlińska, 2021) 
and enhancing their sense of worth and reciprocity (Upenieks, 2002; 
Zhang et al., 2024). Organisational values aligned with family and in-
dividual values increase shared sense of values, satisfying employees' 
need for self-actualisation and intensifying their identification with the 
organisation (Howell et al., 2012; Maunz & Glaser, 2022). Empirical 
evidence reveals that nurses with access to decent work report higher 
job satisfaction (Sönmez et al., 2022) and commitment (Huang et al., 
2021).

Thus, decent work goes beyond transactional arrangements, and it is 
more of a psychological contract (Guest, 2004) which cultivates affec-
tive commitment - a psychological resource (Uddin, 2023), embedding 
the nurses in their organisations. As specified by COR theory, employees 
often endeavour to protect and conserve their psychological resources, 
which may lessen their intention to leave an organisation (Farkash et al., 
2022; Gao et al., 2022; Hobfoll, 2002). COR theory also posits that 
protecting and conserving this psychological resource may elicit nurses' 
psychological well-being and sense of belonging (Gao et al., 2022; Jiang 
et al., 2023). This further implies that employees who are affectively 
committed to their organisation may not want to endanger their gained 
resources through turnover regardless of external “pull” forces (Hobfoll, 
1989). Some studies demonstrated a negative relationship between af-
fective commitment and turnover intention (Parmar et al., 2022; Serhan 
et al., 2022; Wang et al., 2022). Nevertheless, it is essential to emphasise 
that a percentage of employees with turnover intention may have the 
desire to emigrate (Lansiquot et al., 2012). However, a limited number 
of studies, such as Bagraim (2013), have revealed that affective 
commitment is negatively related to emigration intentions. Even though 
access to decent work may directly reduce the intention to emigrate, it is 
further argued that it may minimise the intention to emigrate by 
increasing the experience of affective commitment among nurses. COR 
theory identified safe working conditions, adequate compensation, and 
organisational values, complementing family and individual values as 
concepts that provide objective and condition resources to employees 
(Alvaro et al., 2010). The absence and/or inability to access these re-
sources set up situations threatening employees' resources, thereby 
reducing their affective commitment. COR theory further posits that 
employees would seek efforts to protect and replenish their remaining 
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valuable resources when the fear of losing these resources is perceived 
(Chen et al., 2024; Halbesleben et al., 2014). In the efforts to do this, 
employees consider emigration as a strategic response to regain these 
depleted resources. Conversely, in the presence of decent work, affective 
commitment is heightened, triggering an emotional bond that mitigates 
the intention to emigrate. Thus, it is hypothesised that: 

H3a. There is a positive relationship between decent work and affec-
tive commitment to the organisation.

H3b. There is a negative relationship between affective commitment 
to the organisation and the intention to emigrate.

H3c. Decent work will reduce the intention to emigrate by increasing 
the experience of affective commitment.

2.4. Serial mediation of job burnout and affective commitment to the 
organisation

There is a high prevalence of job burnout in the healthcare industry 
(Galanis et al., 2023; Taranu et al., 2022), suggestive of the reason why 
employees have fewer resources to reward their organisation with af-
fective commitment, ultimately strengthening long-term employee- 
organisation bonds. Access to decent work may grant these employees 
the resources to recover from job burnout. COR theory provides a 
ground to understand this serial mediation. This theory states that as 
employees attempt to achieve resource protection, they also seek to gain 
more resources to generate excess resources to compensate for future 
losses (Meng & Choi, 2021). As explained above, decent work compo-
nents can act as shields that reduce resource-depleting psychological 
states like job burnout. Nurses' emotional and psychological resources 
are replenished with lower job burnout, making them more bonded with 
the organisation. Not just in the healthcare industry (Setti et al., 2018) 
but even in the hospitality (Koo et al., 2019) and education industry (Li, 
2014; Parmar et al., 2022), research generally has supported the nega-
tive relationship between job burnout and affective commitment. 
Thence, affective commitment becomes a fortifying buffer that mitigates 
the intention to emigrate. This implies that affective commitment may 
transform decent work consequences into a strategy to retain nurses. 
Hence, it is proposed that: 

H4. Job burnout and affective commitment serially mediate the 
negative relationship between decent work and the intention to 
emigrate.

Based on the proposed hypotheses, this study proposes a research 
model (see Fig. 1).

3. Methodology

3.1. Research design

A hospital-based cross-sectional design was used to examine the 
decent work-emigration intention relationship coupled with the un-
derlying mechanisms. The respondents of this study were registered 
nurses recruited from government hospitals in the southwest region of 
Nigeria. Within six weeks, and using a structured questionnaire, the data 
of this study was collected.

3.2. Study settings

Government hospitals are among the leading employers of registered 
nurses in Nigeria, and empirical evidence has shown that decent work 
issues are common in Nigerian government public hospitals (Akinwale 
& George, 2022). Besides, burnout (Alabi et al., 2021), a precursor of 
affective commitment, and emigration (Ashinze, 2024) are common 
among nurses in Nigerian hospitals. Hence, using government public 
hospitals as the setting of this study is appropriate. In addition, almost 
every registered nurse in the government public hospitals is a card- 
carrying member of the National Association of Nigeria Nurses and 
Midwives (NANNM). This non-governmental and non-profit association 
has been permitted to foster the organisation of trained, registered, and 
licensed nurses to provide healthcare services nationwide at the three 
tiers of the sector (NANNM, 2025).

3.3. Study population

The population is comprised of registered nurses who are working in 
government hospitals in southwest Nigeria. This region has six States: 
Lagos, Ondo, Osun, Ekiti, Ogun, and Oyo. To increase the generaliz-
ability and accuracy of this study, the G*power analysis program was 
employed to determine the sample size (Shoaib et al., 2022). This pro-
gram determined a sample size of 250 at 7 % effect size, 5 % alpha, 95 % 
power and three predictors (Faul et al., 2009). Hard copies of the 
questionnaire were administered for this study using the convenience 
sampling technique to recruit respondents willing to participate. To 
reduce redundancy and enhance statistical power, 400 copies of the 

Fig. 1. Research model.

D.O. Ajayi et al.                                                                                                                                                                                                                                 Acta Psychologica 259 (2025) 105294 

4 



questionnaire were administered. About 312 responses were collected, 
280 were usable for data analysis, and 32 were unusable due to uniform 
responses, >50 % incomplete responses, and patterned answering.

3.4. Sampling

We draw our sample from 29 government hospitals in Nigeria, the 
southwest region. We employed a purposive sampling technique to 
select the 29 government hospitals from three States (Osun State, Ekiti 
State and Oyo State) in southwest Nigeria. We used nine, eight and 
twelve primary and secondary healthcare facilities in Osun State, Ekiti 
State and Oyo State, respectively. Using the convenience sampling 
technique and with the assistance of the Heads of the Units, we 
distributed the questionnaires to the registered nurses in the selected 
government hospitals.

3.5. Data collection procedure

Approval was obtained for the survey questionnaire of this study 
from the researcher's University Ethical Committee. These copies were 
administered to registered nurses with a minimum of 12 months' expe-
rience in the clinical area (Kelley et al., 2021). There were no restrictions 
on nurses' gender, age, marital status or educational level. The 
researcher ensured strict measures were taken to circumvent the nurses' 
work schedule interruptions at the data collection point. Therefore, the 
questionnaire copies were administered at the end of the working hour 
so potential respondents could fill it in their leisure time. Each ques-
tionnaire copy had a cover letter declaring readiness for the question-
naire data to be used only for research. The cover letter also laid out the 
purpose of the survey, researchers' adherence to the rules of confiden-
tiality and anonymity, and the freedom of respondents to engage in the 
survey or otherwise. It was believed that anyone who filled out the 
questionnaire voluntarily agreed to participate in the survey.

3.6. Research instrument and measures

Independent Variable - Decent work. The scale of this variable was 
adopted from Duffy et al. (2017). Nine items were adopted, which are 
divided into three subscales. Subscale 1 (items 1–3) indicates safe 
working conditions, subscale 2 (items 4–6) indicates adequate 
compensation, and subscale 3 (7–9) indicates organisation, family and 
social values. Items 4 and 5 are reverse coded. The sample item is “I am 
rewarded adequately for my work.” The total score of decent work is the 
composite score of the nine items. The scale revealed an excellent 
Cronbach's alpha of 0.948.

Mediator one - Job burnout. This scale was adopted from Rink et al. 
(2023) and included five items measuring emotional exhaustion. Among 
the three dimensions of burnout, emotional exhaustion has been 
confirmed to have a distinct impact on migration intention (Győrffy 
et al., 2018). A sample item is “I feel frustrated by my job.” The total 
score of this scale is the composite score of the five items. The Cronbach's 
alpha of the scale was 0.929, which is excellent.

Mediator two - Affective commitment. Among the three components 
of organisational commitment, previous research has demonstrated that 
affective commitment is related to retention (Serhan et al., 2022). 
Hence, this study explored the affective commitment component of 
organisational commitment with three items adopted from Perreira 
et al. (2018). A sample item is “My organisation means a lot to me.” Item 
three is reverse-coded. The total score of this scale is the composite score 
of the three items. The Cronbach alpha was 0.826, which is good.

Criterion Variable - Intention to emigrate. This scale was adapted 
from Hoong and Soon (2011). It has three items, including a sample 
item: “I often think about searching for better job prospects abroad.” The 
total score of this scale is the composite score of the three items. The 
scale revealed an excellent Cronbach's alpha of 0.953.

Demographic profiles. The respondents' profiles were collected by 

asking questions related to gender, age, marital status, number of chil-
dren, education, presence of relatives or friends abroad, years of service 
in the same hospital and overall.

We measured all constructs using a 5-point Likert scale: “strongly 
disagree”, representing 1, to “strongly agree”, representing 5. The 
nurses' self-reports were obtained for all these variables. However, the 
reason behind using self-reports was that respondents' affective 
commitment, job burnout experience, and intention to emigrate might 
not be easily measured by another source. In the assertion of O'Boyle 
et al. (2011), it can be deduced that the careful usage of self-reports is a 
convenient alternative for accurately reflecting employees' emotions in 
the workplace.

3.7. Statistical analysis

The dataset of this study was analysed using SPSS, SmartPLS and 
Hayes PROCESS Model. By applying SPSS, descriptive statistics, such as 
the frequency, percentage, mean and standard deviation, were calcu-
lated to describe the characteristics of the respondents. It was also used 
to assess the normal distribution of the dataset by calculating the 
skewness and kurtosis values. We used the skewness and kurtosis range 
of normality, [− 2, +2] and [− 7, +7], respectively, as recommended by 
Byrne (2013). To be sure unstable estimates and inflated standard errors 
do not threaten the regression model of this study, a multicollinearity 
check was carried out using variance inflation factors (VIF). Values 
below 5.0 are the acceptable threshold. Common method variance 
(CMV) was accessed with the Harman one-factor test using the limit of 
50 % recommended by Podsakoff et al. (2012). Also, Pearson correlation 
analysis was calculated to understand the relationships between the 
constructs. By applying SmartPLS, this study examined the convergent 
validity and reliability of the studied variables. The criteria Henseler 
et al. (2009) recommended were used to explore the outer model. The 
threshold of 0.5 was the determining value of the factor loadings for 
each item. Also, 0.5 was the threshold for the Average Variance 
explained (AVE). Values less than this indicate inadequate convergent 
validity. The Fornell-Larcker criteria were used to evaluate the 
discriminant validity. According to Fornell and Larcker (1981), for a 
construct's AVE, its calculated square root has to be higher than the 
correlation between the construct and all remaining constructs in the 
model. For the reliability of the constructs, this study used the Cronbach 
alpha coefficient and composite reliability. The threshold of 0.7 was the 
satisfactory value recommended for Cronbach's alpha and composite 
reliability. We used the Hayes PROCESS Model to identify the direct 
effects and the indirect effects of each mediator—job burnout and af-
fective commitment and to examine their sequential mediation effects. 
Hayes (2013) has proposed a technique for mediation analysis that goes 
beyond conventional approaches by using bootstrapping to estimate 
indirect effects more accurately. This approach solves some of the lim-
itations of the Sobel test (van Jaarsveld et al., 2010) and improves the 
reliability of mediation interpretations. The PROCESS Model 6 was 
applied at 97.5 % confidence intervals using bias-corrected percentile 
bootstrapping of 5000 resamples. Significance is determined if both the 
lower and upper limits confidence interval values ∕= 0.

4. Results

Regarding the socio-demographic characteristics of the 280 re-
spondents, 31.8 % were male, and 68.2 % were female respondents. The 
majority of the respondents are within the age bracket of 31–40 years 
(35.4 %) and 41–50 years (41.8 %). More than half of the respondents 
are married (57.5 %), whereas those with 0–2 children dominated the 
survey, 80.7 %. About three-fourths of the respondents (75 %) have a 
BSc as their highest level of education. There are 62.9 % and 37.1 % 
respondents who respectively indicated that they have and do not have 
relatives or relatives abroad. Among the 280 respondents, 61.1 % have 
worked in their current hospital within the last 10 years; about 75.8 % 
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have a maximum of 20 years of total work experience.

4.1. Testing for normality assessment, multicollinearity, common method 
variance

In assessing the normality in this study, the results presented in 
Table 1 showed that skewness values fall within the range of − 0.464 and 
0.205, while for kurtosis, − 0.898 and 0.161. These ranges are above the 
recommended threshold, thus indicating that the dataset is normally 
distributed. Collinearity diagnostics revealed that the VIF values for 
decent work, job burnout, and affective commitment ranged from 1.219 
to 1.615, Table 1. These values are below the cut-off point of 5, sug-
gesting that multicollinearity might not be an issue in this study. We 
checked for the presence of CMV in the dataset using the Harman one- 
factor test. Total variance explained by the single factor contributed to 
48.4 %, below the limit of 50 %, indicating no CMV threat.

4.2. Pearson's correlation analysis

The mean scores for each variable were computed in Table 1. Higher 
values indicate a high level of each construct. Most respondents (75 %) 
reported inadequate decent work conditions (M = 2.047, SD = 0.362). A 
majority, 70.6 %, reported a high prevalence of job burnout (M = 3.827, 
SD = 0.787). About 89.5 % of the respondents reported a low affective 
commitment (M = 1.764, SD = 0.535) and about 89.3 % reported a 
strong intention to emigrate (M = 4.402, SD = 0.668). A bivariate 
analysis was carried out, as shown in Table 2. The correlation results 
showed no demographic variables related to the intention to emigrate. 
Besides, decent work (r = − 0.470, p < 0.01) and affective commitment 
(r = − 0.589, p < 0.01) were significantly negatively related with the 
intention to emigrate. Moreover, job burnout was significantly posi-
tively related with the intention to emigrate (r = 0.472, p < 0.01).

4.3. Reliability and validity of survey items

The reliability was examined using Cronbach's alpha values. With no 
removal of items, all four constructs have there Cronbach's alpha value 
between 0.826 and 0.953, which are within the acceptable range as 
shown in Table 3. The convergent validity and composite reliability 
have been captured in Table 3. All the factor loadings for the four 
constructs range from 0.787 to 0.959, revealing that the model is fit. All 
the composite reliability and AVE values range from 0.848 to 0.962 and 
from 0.708 to 0.914, which are above 0.7 and depict sufficient validity.

Using the square root of the AVEs to compare with the inter- 
construct correlations, discriminant validity was checked. Table 4
shows that the values of the square root of the AVE for each construct 
exceeded the absolute correlation between constructs, a sign of suffi-
cient discriminant validity.

4.4. Serial mediation analysis

The regression Table 5 and Fig. 2 showed the direct effects of this 
study. Hypothesis 1 projected a negative relationship between decent 
work and the intention to emigrate. The result of this study supported 
this hypothesis, given that the beta value was negatively significant (β =

− 0.135, SE = 0.062, p = 0.017). The result of hypothesis 2a, which 
states that there is a negative relationship between decent work and job 
burnout, was supported, given that the beta value was negatively sig-
nificant (β = − 0.399, SE = 0.072, p < 0.001). For hypothesis 2b, given 
that the beta value was positively significant (β = 0.265, SE = 0.043, p <
0.001), the result supported the proposed relationship that there is a 
positive relationship between job burnout and the intention to emigrate. 
Hypothesis 3a established that there is a positive relationship between 
decent work and affective commitment to the organisation. According to 
the result, which showed that the beta value was positively significant 
(β = 0.475, SE = 0.048, p < 0.001), this hypothesis was supported. 
Hypothesis 3b, which states that there is a negative relationship between 
affective commitment to the organisation and the intention to emigrate, 
was tested. Given that the beta value was negatively significant, it was 
supported by the result of this study (β = − 0.418, SE = 0.069, p <
0.001).

4.5. Bootstrap test of mediating effect

To test hypotheses 2c, 3c and 4, the statistical significance of the 
indirect effects was examined with the bootstrap test with 5000 bias- 
corrected bootstrapping samples. The result was reported in Table 6
and Fig. 2. In hypothesis 2c, which states that decent work will decrease 
emigration intention by reducing the experience of job burnout, and 
hypothesis 3c which states that decent work will reduce the intention to 
emigrate by increasing the experience of affective commitment, it was 
observed that job burnout and affective commitment partially mediated 
the relationship between decent work and intention to emigrate, with a 
total indirect effect of 0.334, accounting for 64.4 % of the total effect. To 
be precise, decent work indirectly and significantly affected intention to 
emigrate through job burnout (effect = − 0.106, SE = 0.025, 95 % CI 
[− 0.155, − 0.054]), accounting for 20.4 % of the total effect and affec-
tive commitment (effect = − 0.199, SE = 0.036, 95 % CI [0.275, 
− 0.132]), accounting for 38.3 % of the total effect. In hypothesis 4, 
which is about job burnout and affective commitment serially mediating 
the negative relationship between decent work and the intention to 
emigrate, decent work indirectly and significantly affected intention to 
emigrate through the serial mediators (effect = − 0.030, SE = 0.012, 95 
% CI [− 0.056, − 0.010]), which accounted for 5.8 % of the total effect. 
The serial mediation model of this study accounted for 43.5 % of the 
variance in intention to emigrate among the nurses (F = 70.848, p <
0.001). Thus, hypotheses 2c, 3c and 4 were confirmed. Additionally, 
since all effects in the paths from decent work to intention to emigrate 
have the same signs, concluding that this study has a consistent medi-
ation is comfortable. As shown in Table 6, the direct and indirect effects 
have the same (negative) direction, coupled with a small absolute value 
for the direct effect (− 0.150).

5. Discussion

This study represents a unique investigation into healthcare profes-
sional migration by involving COR theory in a serial mediation model. 
This study investigates the interaction between decent work and the 
intention to emigrate while examining the mediating role of job burnout 
and affective commitment. The analysis reveals that Nigerian nurses 
face poor, decent work conditions and high job burnout. These do not 
signify promising prospects for them, which also suggests why the re-
spondents reported a very low affective commitment and a high level of 
intention to emigrate. Eight hypotheses were tested in this current study. 
Exploring the direct relationship between decent work and intention to 
emigrate (hypothesis 1) found empirical support consistent with Onah 
et al. (2022), who showed that poor remuneration and inadequate 
diagnostic facilities are the leading predictors of intention to emigrate. 
Similarly, Roth et al. (2022) also revealed that the intention to leave the 
nursing profession can be linked to inadequate remuneration. The more 
access nurses have to decent work, the less the intention to emigrate. 

Table 1 
Descriptive statistics, multicollinearity check, reliability.

Constructs Mean SD Skewness Kurtosis VIF

1. DW 2.047 0.362 − 0.595 0.014 1.615
2. JB 3.827 0.787 0.012 − 0.51 1.263
3. AC 1.764 0.535 − 0.464 0.161 1.219
4. IE 4.402 0.668 0.205 − 0.898

Abbreviations: DW, Decent work, JB, job burnout, AC, affective commitment, IE, 
intention to emigrate.
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According to the COR theory, employees expect to have access to key 
resources that decent work conditions offer so that they can perform at 
their best. However, its absence may deprive them of what a good job 
promises, forming the justification for emigration intention. It is well- 

documented that emigration intention leads to brain drain (Konlan 
et al., 2023) and significantly reduces productivity and economic 
growth (Lanati & Thiele, 2020). Hence, healthcare industry stakeholders 
need to pay attention to decent work conditions, as this can reduce the 
intention to emigrate.

This study further confirmed that decent work has a relationship 
with job burnout (hypothesis 2a) and affective commitment (hypothesis 
3a). On one hand, decent work conditions might mitigate job burnout 
experience due to the gaining of resources that help employees to 
manage their energy and reduce or cope with stress. This finding was in 
line with the study of Dordunoo et al. (2021) and McGarry and O'Connor 
(2023), who respectively emphasised that decent work conditions which 
offer a favourable work environment and adequate compensation lower 
burnout rates. Additionally, this suggests that an average nurse aspiring 
to make a significant impact in healthcare service delivery can get 
strained by the absence of decent work. While navigating these condi-
tions, stress accumulates, eroding job satisfaction and leading to 
burnout. On the other hand, decent work conditions may strengthen 
affective commitment as these conditions create a friendly environment 
that enables employees to tie their identity to their workplace willingly, 
live to work and make meaningful impacts in the workplace. Consistent 
with Jayasingam and Yong (2013), decent work conditions, such as 
adequate compensation, correlate considerably with affective commit-
ment. Similarly, Meyer et al. (2006) emphasised that if employees 
believe that organisational values are in harmony with their own, they 
tend to have a stronger emotional orientation towards the organisation.

Specifically, it was discovered that job burnout positively correlated 
with the intention to emigrate (hypothesis 2b). This finding is consistent 
with the study of Anduaga-Beramendi et al. (2019), Győrffy et al. (2018)
and Nwosu et al. (2020). These studies identified economic instability, 
lack of resources and career options as factors that develop job burnout, 
and they are the prominent reasons for increasing emigration intentions. 
According to the COR theory, burnout can elicit an intention to 
emigrate, especially when there is a mismatch between available 

Table 2 
Bivariate analysis of the study variables (N = 280).

1 2 3 4 5 6 7 8 9 10 11 12

1. Gender 1
2. Age − 0.087 1
3. Marital status − 0.004 0.324** 1
4. No of children 0.025 0.309** 0.160** 1
5. Education − 0.043 0.106 − 0.041 0.057 1
6. R/FA 0.301** − 0.070 0.098 0.144* − 0.254** 1
7. OTH 0.041 0.670** 0.291** 0.345** − 0.109 0.281** 1
8. YTWE 0.025 0.769** 0.330** 0.335** − 0.041 0.161** 0.834** 1
9. DW 0.057 − 0.052 0.033 0.020 − 0.028 0.053 − 0.016 − 0.041 1
10. JB − 0.140* 0.052 − 0.038 − 0.035 − 0.021 − 0.007 − 0.019 0.014 − 0.399** 1
11. AC 0.091 − 0.090 0.011 0.041 − 0.030 0.002 − 0.074 − 0.058 0.546** − 0.367** 1
12. IE − 0.014 0.033 − 0.020 − 0.065 − 0.060 0.054 0.064 0.043 − 0.470** 0.472** − 0.589** 1

Note: Gender (1 = male, 2 = female).
Abbreviations: R/FA, Relatives or friends who are living in another country; OTH, Organisational tenure in the same hospital; YTWE, Years of total work experience; 
DW, Decent work; JB, job burnout; AC, affective commitment; IE, intention to emigrate.

** P < 0.001 (2-tailed).
* P < 0.05 level (2-tailed).

Table 3 
Evaluation of reflective measurement model of the second-order constructs.

Measurement Items Factor 
Loading

α CR AVE

Decent Work 0.948 0.962 0.708
1. I feel emotionally safe interacting with 

people at work
0.787

2. At work, I feel safe from emotional or 
verbal abuse of any kind

0.746

3. I feel physically safe interacting with 
people at work

0.885

4. I am not properly paid for my work. (r) 0.899
5. I do not feel I am paid enough based 

on my qualifications and experience. 
(r)

0.907

6. I am rewarded adequately for my 
work

0.803

7. The values of my organisation match 
my family values.

0.871

8. My organisation's values align with 
my family values.

0.841

9. The values of my organisation match 
the values within my community.

0.821

Job Burnout 0.929 0.945 0.778
1. I feel fatigued when I get up in the 

morning and have to face another day 
on the job.

0.813

2. I feel burned out from my work. 0.855
3. I feel frustrated by my job. 0.896
4. I feel I am working too hard on my job. 0.913
5. Events at work affect my life in an 

emotionally unhealthy way
0.928

Affective Commitment 0.826 0.848 0.740
1. I am proud to say that I work for my 

organisation
0.810

2. My organisation means a lot to me 0.880
3. I don't like working for my 

organisation (r)
0.889

Intention to Emigrate 0.953 0.956 0.914
1. I often think about immigrating to 

another country to live there 
permanently

0.958

2. I often think about working and living 
in another country for an extended 
period of time

0.951

3. I often think about searching for better 
job prospects abroad

0.959

Table 4 
Discriminant validity: findings of Fornell-Larcker criterion.

DW JB AC IE

DW 0.842
JB − 0.424 0.882
AC 0.577 − 0.383 0.860
IE − 0.495 0.480 − 0.603 0.956

The square root of AVE of each construct is bold and italicised.
Abbreviations: DW, Decent work, JB, job burnout, AC, affective commitment, IE, 
intention to emigrate.
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resources and job demands. Interestingly, the nurses' perceptions in this 
study depict the healthcare work environment as resource-poor. Under 
these conditions, nurses may want to consider emigrating to regain lost 
resources in a resource-poor work environment. Besides, this study also 
validated the negative relationship between affective commitment to 
the organisation and intention to emigrate (hypothesis 3b). Thus, 
referencing COR theory, nurses' affective commitment is a resource 
buffer that reduces their vulnerability. Guzeller and Celiker (2019) and 
Lo et al. (2024) noted that heightened commitment increases loyalty and 
reduces the need to open up to external alternatives. Consequently, the 
intention to migrate may become subtler because nurses would be 
emotionally attached to their current organisation. Healthcare managers 
must recognise and esteem affective commitment as a potential pull 

factor by ensuring nurses experience a positive organisational culture 
and support (Shan et al., 2023).

The findings of this study also revealed that decent work will reduce 
emigration intention by reducing the experience of job burnout 
(hypothesis 2c), and it will also reduce intention to emigrate by 
increasing the experience of affective commitment (hypothesis 3c). 
While there are insufficient investigations into the decent work- 
intention to emigrate relationship, with job burnout and affective 
commitment as mediators, the finding of this study is in tandem with 
studies that considered turnover intention as an outcome instead of 
intention to emigrate and studies that separately investigated these 
variables. For example, Xue et al. (2024) significantly established the 
mediation role of job burnout in the relationship between decent work 
and turnover intention. While burnout has been described as the most 
significant predictor of turnover intention in the study by Meese et al. 
(2024), Bagraim (2013) highlighted the negative relationship affective 
commitment has with the intention to emigrate. Considering the high 
level of burnout and low level of affective commitment experienced and 
demonstrated by the nurses, it is unsurprising that decent work and 
intention to emigrate were partially mediated. The results showed the 
importance of ensuring decent work conditions are provided for the 
nurses. Notably, these decent work conditions may be influenced by 
inadequate government funding, weak healthcare policies, ineffective 
leadership, etc. Since decent work conditions are tied to nurses' 
improved well-being, the findings of this study indicate that low job 
burnout and high affective commitment are essential mediators for 
nurses to convert access to decent work conditions to low intention to 
emigrate. Consistent with the COR theory, this study shows that nurses 

Table 5 
Regression-based results in the serial mediation analysis (N = 280).

Criterion Predictors R R2 F β SE t 95 % CI

JB DW 0.399 0.160 52.773 − 0.399*** 0.072 − 7.264 − 0.660 − 0.379
AC DW 0.570 0.325 66.672 0.475*** 0.048 8.829 0.327 0.514

JB − 0.178*** 0.037 − 3.296 − 0.193 − 0.049
IE DW 0.660 0.435 70.848 − 0.135* 0.062 − 2.423 − 0.271 − 0.028

JB 0.265*** 0.043 5.261 0.141 0.309
AC − 0.418*** 0.069 − 7.594 − 0.658 − 0.387

Abbreviations: DW, Decent work, JB, job burnout, AC, affective commitment, IE, intention to emigrate.
*** P < 0.001 (2-tailed).
* P < 0.05 level (2-tailed).

Fig. 2. The serial mediation model of job burnout and affective commitment in the relationship between decent work and intention to emigrate.

Table 6 
Decent work and intention to emigrate in the mediation effect analysis (N =
280).

Effect Effect Size SE 95 % CI

LLCI ULCI

Total effects − 0.519 0.059 − 0.634 − 0.404
Direct effect − 0.150 0.062 − 0.271 − 0.028
Total indirect effect − 0.334 0.043 − 0.454 − 0.285
DW → JB → IE − 0.106 0.025 − 0.155 − 0.054
DW → AC → IE − 0.199 0.036 − 0.275 − 0.132
DW → JB → AC → IE − 0.030 0.012 − 0.056 − 0.010

Note: Based on 5000 bootstrap samples, Total, direct, and indirect effects of 
decent work (DW) on intention to emigrate (IE) through job burnout (JB) and 
affective commitment (AC).
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may consider emigration as an agreeable alternative if they experience 
resource loss, suggesting the need for healthcare stakeholders to 
improve labour policies and invest in healthcare infrastructure and 
equipment.

In addition to confirming the independent mediating roles of job 
burnout and affective commitment, this study further established a se-
rial mediating role in the decent work-intention to emigrate relationship 
(hypothesis 4). This is a crucial aspect to be picked up from the findings 
of this study. It can be deduced that an increase in decent work condi-
tions will first decrease job burnout, increase affective commitment, and 
consequently reduce nurses' intention to emigrate. As stated earlier, 
there is a dearth of studies on the serial mediating effect of job burnout 
and affective commitment. Meese et al. (2024) observed that job 
burnout negatively affects turnover intention, while Bagraim (2013)
provided evidence that a high level of affective commitment would 
reduce the intention to quit the organisation. Moreover, Setti et al. 
(2018), Koo et al. (2019), Li (2014) and Parmar et al. (2022) found that 
job burnout negatively affects affective commitment. This finding ex-
tends the COR theory by showing that loss of resources (via job burnout) 
and gain of resources (via affective commitment) serially mediate 
decent work-emigration intentions relationship. This highlights the key 
role of resource conservation as a framework to achieve the retention of 
nurses.

6. Conclusion

The study addresses a meaningful and relevant issue in the health-
care industry: nurses' intention to emigrate. The intention of nurses to 
emigrate results in workforce shortages leading to understaffed facilities 
with increased patient mortality and morbidity because of deficient 
medical attention. The remaining nurses experience excessive work-
loads, decreasing care quality and deepening burnout and turnover, thus 
undermining hospitals. This makes this study highly valuable as insights 
and reasons behind emigration intentions have been identified. This 
identification is a step to developing or reworking retention policies that 
will suitably address the complex phenomenon of nurse emigration. This 
study showed that decent work was related with the intention to 
emigrate. This relationship was strengthened by job burnout and af-
fective commitment. Specifically, decent work reduces the intention to 
emigrate through the mediating effects of job burnout and affective 
commitment, respectively, coupled with the serial mediating effects of 
low levels of job burnout and high levels of affective commitment. This 
suggests that healthcare industry stakeholders should prioritise material 
resources (i.e. sufficient workforce balances, modern medical facilities, 
and competitive wages) and psychological resources (i.e. work-life 
balance, time and stress management training) to reduce job burnout 
and improve the affective commitment of nurses. Healthcare organisa-
tions can also develop interventions targeting resource retention, 
transforming workplaces into environments of professional fulfilment 
rather than gateways to global emigration.

Notwithstanding the strengths of this study, it is acknowledged that 
it is not without limitations. One limitation is that the data were 
collected via self-reports, which implies that the results obtained are at 
risk of being affected by biases. This study acknowledged that its focus 
was on emigration intention among registered nurses. Actually, not only 
this group of employees in the healthcare industry are faced with 
emigration challenges. Doctors, dentists, and laboratory scientists are 
also emigrating, meaning future studies should involve these healthcare 
employees to have generalised findings for the whole healthcare in-
dustry. Another limitation is the reliance on the convenience sampling 
method, which could lead to self-selection bias issues. Thus, it is 
important to interpret the results of this study with precaution due to 
this issue and their applicability to the nursing population. Although the 
demographic variables were intended to be controlled but showed no 
significant relationship with the outcome variable, this study was devoid 
of control variables, which may hamper how broadly its results can be 

applied. A potent reason for not including control variables was to keep 
the questionnaires succinct and brief. That means that, even though we 
can show that decent work predicts intention to emigrate directly and 
indirectly, this study cannot carefully conclude what causes what. In 
addition, work attitudes like job embeddedness should be studied in 
relation to the intention to emigrate. Evidence shows this factor can 
serve as boundary conditions for workplace behaviour and work out-
comes such as turnover intention (Peltokorpi & Allen, 2023). Although 
we maintain in the serial mediation, for instance, that low levels of job 
burnout may bring about increased patterns of affective commitment, it 
can be argued that it is the degree of affective commitment that gives 
employees the thick skin to cope with burnout prevalent in healthcare 
settings of low-income countries. It is believed that experimental 
research could potentially address issues like this by testing causality.
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Boudreau, C., & Rhéaume, A. (2024). Impact of the work environment on nurse 
outcomes: A mediation analysis. Western Journal of Nursing Research, 46(3), 
210–218. https://doi.org/10.1177/01939459241230369

Braimah, E. S., Gberevbie, D. E., Chidozie, F., & Osimen, G. U. (2024). Drivers and 
outcomes of international migration on infrastructural development of Edo state, 
Nigeria. Journal of Infrastructure, Policy and Development, 8(8), 5974–5994. https:// 
doi.org/10.24294/jipd.v8i8.5974

Brunetto, Y., Saheli, N., Dick, T., & Nelson, S. (2021). Psychosocial safety climate, 
psychological capital, healthcare SLBs' wellbeing and innovative behaviour during 
the COVID 19 pandemic. Public Performance & Management Review, 45(4), 1–22. 
https://doi.org/10.1080/15309576.2021.1918189

Byrne, B. M. (2013). Structural equation modeling with Mplus. USA: New York: Routledge. 
Chen, G., Wang, J., Huang, Q., Sang, L., Yan, J., Chen, R., … Ding, H. (2024). Social 

support, psychological capital, multidimensional job burnout, and turnover 
intention of primary medical staff: A path analysis drawing on conservation of 
resources theory. Human Resources for Health, 22, 42. https://doi.org/10.1186/ 
s12960-024-00915-y

Dall'Ora, C., Ball, J., Reinius, M., & Griffiths, P. (2020). Burnout in nursing: A theoretical 
review. Human Resources for Health, 18(1), 1–17. https://doi.org/10.1186/s12960- 
020-00469-9

Delgado, C., Evans, A., Roche, M., & Foster, K. (2022). Mental health nurses' resilience in 
the context of emotional labour: An interpretive qualitative study. International 
Journal of Mental Health Nursing, 31, 1260–1275. https://doi.org/10.1111/ 
inm.13037

Dodd, V., Hooley, T., & Burke, C. (2019). Decent work in the UK: Context, 
conceptualization, and assessment. Journal of Vocational Behavior, 112, 270–281. 
https://doi.org/10.1016/j.jvb.2019.04.002

Dordunoo, D., An, M., Chu, M. S., Yeun, E. J., Hwang, Y. Y., Kim, M., & Lee, Y. (2021). 
The impact of practice environment and resilience on burnout among clinical nurses 
in a tertiary hospital setting. International Journal of Environmental Research and 
Public Health, 18(5), 2500. https://doi.org/10.3390/ijerph18052500

Duffy, R. D., Allan, B. A., England, J. W., Blustein, D. L., Autin, K. L., Douglass, R. P., … 
Santos, E. J. R. (2017). The development and initial validation of the decent work 
scale. Journal of Counseling Psychology, 64(2), 206–221. https://doi.org/10.1037/ 
cou0000191

Edwards, J. R., & Cable, D. M. (2009). The value of value congruence. Journal of Applied 
Psychology, 94(3), 654–677. https://doi.org/10.1037/a0014891

Eze, O. J., Ajah, B. O., Nwonovo, O. S., & Atama, C. S. (2021). Health sector corruption 
and COVID-19 outbreak: Evidence from Anambra and Enugu states, Nigeria. Journal 
of Contemporary African Studies, 40(1), 34–46. https://doi.org/10.1080/ 
02589001.2021.1921129

Farkash, H. E., Lahad, M., Hobfoll, S. E., Leykin, D., & Aharonson-Daniel, L. (2022). 
Conservation of resources, psychological distress, and resilience during the COVID- 
19 pandemic. International Journal of Public Health, 67. https://doi.org/10.3389/ 
ijph.2022.1604567

Faul, F., Erdfelder, E., Buchner, A., & Lang, A.-G. (2009). Statistical power analyses using 
G*power 3.1: Tests for correlation and regression analyses. Behavior Research 
Methods, 41(4), 1149–1160. https://doi.org/10.3758/brm.41.4.1149

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. Journal of Marketing Research, 18(1), 
39–50. https://doi.org/10.1177/002224378101800104

Frey, D. F., & MacNaughton, G. (2016). A human rights lens on full employment and 
decent work in the 2030 sustainable development agenda. SAGE Open, 6(2), Article 
215824401664958. https://doi.org/10.1177/2158244016649580

Galanis, P., Moisoglou, I., Katsiroumpa, A., Vraka, I., Siskou, O., Konstantakopoulou, O., 
& Kaitelidou, D. (2023). Association between organizational support and turnover 
intention in nurses: A systematic review and meta-analysis. Research Square 
(Research Square), 13(3), 1090–1100. https://doi.org/10.21203/rs.3.rs-3310921/v1

Gao, Y., Liu, H., & Sun, Y. (2022). Understanding the link between work-related and non- 
work-related supervisor–subordinate relationships and affective commitment: The 
mediating and moderating roles of psychological safety. Psychology Research and 
Behavior Management, 15, 1649–1663. https://doi.org/10.2147/prbm.s367282

Giwa, A. (2024). Trust as foundation: Can Nigeria's new health workforce policy stem the 
migration tide? The International Journal of Health Planning and Management, 00, 1–5. 
https://doi.org/10.1002/hpm.3879

Goudarzian, A. H., Nasrabadi, A. N., Sharif-Nia, H., Farhadi, B., & Navab, E. (2024). 
Exploring the concept and management strategies of caring stress among clinical 
nurses: A scoping review. Frontiers in Psychiatry, 15, Article 1337938. https://doi. 
org/10.3389/fpsyt.2024.1337938

Guest, D. (2004). Flexible employment contracts, the psychological contract and 
employee outcomes: An analysis and review of the evidence. International Journal of 
Management Reviews, 5-6(1), 1–19. https://doi.org/10.1111/j.1460- 
8545.2004.00094.x

Guzeller, C. O., & Celiker, N. (2019). Examining the relationship between organizational 
commitment and turnover intention via a meta-analysis. International Journal of 
Culture, Tourism and Hospitality Research, 14(1), 102–120. https://doi.org/10.1108/ 
ijcthr-05-2019-0094
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Navas-Jiménez, M. C., Laguía, A., Recio, P., García-Guiu, C., Pastor, A., Edú-Valsania, S., 
… Moriano, J. A. (2025). The buffering effect of secure base leadership on the 
relationship between emotional demands and burnout: A multilevel study among 
military officer cadets. Acta Psychologica, 255, Article 104971. https://doi.org/ 
10.1016/j.actpsy.2025.104971

Nigeria Health Watch. (2024). Nigeria's health sector in 2024: Policies, investments, 
partnerships, and milestones - Nigeria health watch Nigeria Health Watch. https 
://articles.nigeriahealthwatch.com/nigerias-health-sector-in-2024-policies-invest 
ments-partnerships-and-milestones/.

Nwankwo, O. N. O., Ugwu, C. I., Nwankwo, G. I., Akpoke, M. A., Anyigor, C., Obi- 
Nwankwo, U., … Spicer, N. (2022). A qualitative inquiry of rural-urban inequalities 
in the distribution and retention of healthcare workers in southern Nigeria. PLoS 
One, 17(3), Article e0266159. https://doi.org/10.1371/journal.pone.0266159

Nwosu, A. D. G., Ossai, E. N., Mba, U. C., Anikwe, I., Ewah, R., Obande, B. O., & 
Achor, J. U. (2020). Physician burnout in Nigeria: A multicentre, cross-sectional 
study. BMC Health Services Research, 20(863), 863. https://doi.org/10.1186/s12913- 
020-05710-8

O’Boyle, E. H., Humphrey, R. H., Pollack, J. M., Hawver, T. H., & Story, P. A. (2011). The 
relation between emotional intelligence and job performance: A meta-analysis. 
Journal of Organizational Behavior, 32(5), 788–818. https://doi.org/10.1002/job.714

Okeke-Ihejirika, P., & Odimegwu, I. (2022). Managing the rising tide of Nigerian 
migrants to the west—A policy vacuum or a structural challenge? International 
Migration, 61, 10–22. https://doi.org/10.1111/imig.12978

Okunade, S. K., & Awosusi, O. E. (2023). The japa syndrome and the migration of 
Nigerians to the United Kingdom: An empirical analysis. Comparative Migration 
Studies, 11, 27–44. https://doi.org/10.1186/s40878-023-00351-2

Olaleye, T. T., Christianson, T. M., & Hoot, T. J. (2022). Nurse burnout and resiliency in 
critical care nurses: A scoping review. International Journal of Africa Nursing Sciences, 
17, Article 100461. https://doi.org/10.1016/j.ijans.2022.100461

Olujobi, B. (2024). UK'S gain, Nigeria's pain as nurses migration hits 9-years high - 
Businessday NG. Businessday NG. https://businessday.ng/news/article/uks-gain 
-nigerias-pain-as-nurses-migration-hits-9-years-high/. 

Onah, C. K., Azuogu, B. N., Ochie, C. N., Akpa, C. O., Okeke, K. C., Okpunwa, A. O., … 
Ugwu, G. O. (2022). Physician emigration from Nigeria and the associated factors: 
The implications to safeguarding the Nigeria health system. Human Resources for 
Health, 20(1), 85–100. https://doi.org/10.1186/s12960-022-00788-z

Osei, H. V., Konadu, I. A., & Osei-Kwame, D. (2022). The relationships between team 
burnout and team psychological safety and civility among hospital nurses during the 
COVID-19 pandemic: The mediating role of team thriving. International Journal of 
Healthcare Management, 16(2), 1–12. https://doi.org/10.1080/ 
20479700.2022.2085847

Otache, I., & Inekwe, E.-O. I. (2021). The relationship between job satisfaction, turnover 
intentions and performance of Nigerian polytechnic lecturers with doctorate 
degrees. Journal of Applied Research in Higher Education, 14(2), 762–783. https://doi. 
org/10.1108/jarhe-10-2020-0360

Parmar, V., Channar, Z. A., Ahmed, R. R., Streimikiene, D., Pahi, M. H., & Streimikis, J. 
(2022). Assessing the organizational commitment, subjective vitality and burnout 
effects on turnover intention in private universities. Oeconomia Copernicana, 13(1), 
251–286. https://doi.org/10.24136/oc.2022.008

Peltokorpi, V., & Allen, D. G. (2023). Job embeddedness and voluntary turnover in the 
face of job insecurity. Journal of Organizational Behavior, 45(3), 416–433. https:// 
doi.org/10.1002/job.2728

Perreira, T. A., Morin, A. J. S., Hebert, M., Gillet, N., Houle, S. A., & Berta, W. (2018). The 
short form of the workplace affective commitment multidimensional questionnaire 
(WACMQ-S): A bifactor-ESEM approach among healthcare professionals. Journal of 
Vocational Behavior, 106, 62–83. https://doi.org/10.1016/j.jvb.2017.12.004

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias in 
social science research and recommendations on how to control it. Annual Review of 
Psychology, 63(1), 539–569. https://doi.org/10.1146/annurev-psych-120710- 
100452

Poku, C. A., Abebrese, A. K., Dwumfour, C. K., Okraku, A., Acquah, D., & Bam, V. (2023). 
Draining the specialized nursing brains, the emigration paradigm of Ghana: A cross- 
sectional study. Nursing Open, 10, 4022–4032. https://doi.org/10.1002/nop2.1662

Prapanjaroensin, A., Patrician, P. A., & Vance, D. E. (2017). Conservation of resources 
theory in nurse burnout and patient safety. Journal of Advanced Nursing, 73(11), 
2558–2565. https://doi.org/10.1111/jan.13348
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