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Adhocracy culture

Affective

commitment

Continuance

commitment

Clan culture

Health workers

Health professionals

DEFINITION OF TERMS

Organizational culture typology that is innovation
driven, calls employees to create value and flexibility in
the organization, which is characterized by variety,
growth and creativity (Owino & Kibera, 2019)
Employees feeling of the sense of attachment and
belonging to an organization that is generated by
organizational structure, family responsibility and
experience. It is characterized by employee’s
involvement and identification with an organization
(Bonds, 2017).

It is the employees awareness of negative results of
leaving an organization, resulting from foreseen lack of
employment alternatives after leaving a particular job
(Demeke, 2020)

An organizational culture typology that deals with
mentoring and doing things together in teams and
groups (Owino & Kibera, 2019). It is demonstrated
through employee welfare, internal cohesiveness,
employee commitment to the organization and loyalty.
The workforce whose key responsibility is to provide
healthcare services irrespective of their organization
(Koon, 2021).

Health workers with special skills and qualifications
according to International Labor Organization (ILO,
2008), World Health Organization (Obiebi et al., 2020).
Kenya’s health professionals are health workers with
special skills and qualifications providing quality
services to patients under self-governance of

government regulatory agencies (Government of Kenya

[GOK], 2019).
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Hierarchical culture

Market Culture

Normative

commitment

Organizational

commitment

Public National
Referral hospitals
(PNRHs)

Turnover intention

Value commitment

A culture typology that breeds leader member exchange
directed by positions and organization structure that
does not easily allow change or adopt to the external
environment. This culture limits performance and does
not allow flexibility in meeting deadlines (Owino &
Kibera, 2019)

A culture typology that concentrates on productivity,
performance and goal attainment that is geared towards
profit making (Owino & Kibera, 2019).

Workers feeling of being obliged to remain as part of the
organization, which is enabled by advance payment,
sponsorship and other empowerment methods applied
by the organization (Mahetso et al., 2023).

It is individual’s feeling of psychological attachment to
an organization that involves identification, involvement
and acceptance of organizational values, effort and
organization’s goals (Opolot et al., 2023).

They are level 6 hospitals providing services to all
patients that act as referral centers for other hospitals.

(GOK, 2019).

The process whereby employees reflect, think, evaluate
and consider to leave or remain in an organization after
evaluating internal and external factors (Opolot et al.,
2023)
Employees’ feeling to be of value in an organization or
the willingness to exert considerable effort on behalf of

the organization (Wong, 2014)
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ABSTRACT

The aim of this study was to establish the influence of organizational commitment on
turnover intention among health professionals of public national referral hospitals in
Kenya. The objectives of the study were: to assess the influence of affective commitment,
to determine the influence of active continuance commitment, to find out the influence
of passive continuance commitment, to establish the influence of normative
commitment, to determine the influence of value commitment on turnover intentions
among health professionals of public national referral hospitals in Kenya and to
examine whether organizational culture moderates organizational commitment effect
on turnover intentions among health professionals in public national referral hospitals
in Kenya. The theories supporting this study include, theory of social exchange, the
psychological ownership theory, the theory of equity, the self-categorization theory, the
organizational support theory and theory Z. Quantitative research paradigm was
adopted with descriptive and correlational research designs guided by positivistic
research philosophy. The target population was 3,641 health professionals and a sample
of 360 respondents’. The study used multi-stage sampling technique that incorporated
proportionate stratified sampling. Data was collected using structured questionnaire.
Data analysis used statistical computed means, correlation and regression analysis.
Measurement of variables was adopted from established scales used in literature. Tables
were used to present the data. The findings indicated that affective commitment, active
continuance commitment, passive continuance commitment, normative commitment
and value commitment had strong and positive statistically significant relationship with
turnover intention. The effect of active continuance commitment, passive continuance
commitment and value commitment on turnover intention were positive and
significant. Affective commitment effect on turnover intention was negative and
insignificant. Normative commitment effect on turnover intention was negative and
significant. Organization culture moderated affective commitment, active continuance
commitment, passive continuance commitment, normative and value commitments
effect on turnover intention. Organization culture moderated organization commitment
effect on turnover intention. The study recommends that human resource practitioners
and board of directors could develop human resource policies and guidelines, code of
conduct, training programs and service charters of their organizations based on the five
dimensions of organizational commitment. It also recommends that Ministry of Health
leadership in the country can use the findings to enhance universal health coverage
goals in Kenya’s healthcare sector. The study was of great importance to legislators
because it could help them pass legislation on the five dimensions of organizational
commitment that can help improve service delivery. The information could be used by
Public Service Commission and health regulatory agencies to develop appropriate
training and development programs on organizational commitment.
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