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Abstract
This article presents a mixed-methods research article developed from a graduate research proposal on the influence of organizational culture on job satisfaction, psychological resilience, and turnover intentions among nurses working in rural health units in Sulu Province, Philippines. The study addresses a relevant workforce concern in rural healthcare, where nurses often manage heavy workloads, limited resources, community expectations, and emotional demands. Guided by Watson’s Theory of Human Caring, Lewin’s Change Theory, and Maslow’s Hierarchy of Needs, the article proposes that a supportive organizational culture can increase job satisfaction, strengthen resilience, and reduce the intention to leave. A convergent parallel mixed-methods design is used. Quantitative data will be gathered through a structured survey measuring organizational culture, job satisfaction, psychological resilience, turnover intentions, and sociodemographic profile. Qualitative data will be collected through semi-structured interviews to explore nurses’ experiences of workplace culture, satisfaction, resilience, and retention decisions. The study is expected to generate evidence-based recommendations for rural health unit administrators and policymakers seeking to strengthen nurse retention, promote staff well-being, and improve service continuity in underserved communities.
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Introduction
The nursing profession remains central to the quality, continuity, and accessibility of healthcare services, especially in rural communities where health resources are often limited. Rural health unit nurses serve populations that may experience geographic isolation, limited referral systems, inadequate equipment, and high public health needs. These conditions can intensify workplace stress and make organizational support an important factor in sustaining nurses’ commitment and well-being.
Organizational culture refers to the shared values, expectations, communication patterns, management practices, and norms that shape how people work together within an institution (Schein, 2020). In rural health units, culture is experienced through management support, teamwork, recognition, professional respect, and the way staff members respond to pressure. A positive culture can help nurses feel valued and connected, while a weak or unsupportive culture may contribute to dissatisfaction, emotional exhaustion, and thoughts of leaving.
Previous studies have linked supportive work environments with higher job satisfaction and lower turnover intentions among nurses (Ali & Bangcola, 2022; Cummings et al., 2021). Research has also shown that resilience helps nurses cope with stressful conditions and remain effective despite workplace challenges (Abdollahi & Arshadi, 2021; Bagnasco et al., 2020). However, much of the available literature focuses on hospitals or urban healthcare settings, leaving rural health units underrepresented in organizational culture research.
This article responds to that gap by focusing on nurses in selected rural health units in Sulu Province. It argues that nurse retention in rural settings should not be understood only as an individual career decision, but also as an outcome shaped by workplace culture, job satisfaction, and psychological resilience. By integrating quantitative and qualitative inquiry, the study seeks to provide a deeper explanation of how rural nurses experience their work environment and how those experiences influence their willingness to stay.
Objective(s)
1. To describe the sociodemographic profile of nurses working in selected rural health units in Sulu Province.
2. To characterize organizational culture in terms of management support, communication practices, teamwork, recognition, and work environment.
3. To determine the levels of job satisfaction, psychological resilience, and turnover intentions among rural health unit nurses.
4. To examine the relationships among organizational culture, job satisfaction, psychological resilience, and turnover intentions.
5. To explore nurses’ lived experiences of workplace culture, satisfaction or dissatisfaction, coping strategies, and reasons for staying in or leaving rural health unit service.
6. To develop practical recommendations for strengthening nurse retention and staff well-being in rural healthcare settings.
Conceptual Framework
The conceptual framework positions organizational culture as the principal independent variable influencing three key workplace outcomes: job satisfaction, psychological resilience, and turnover intentions. Organizational culture is reflected in management support, communication, teamwork, recognition, and the quality of the work environment. The framework assumes that a supportive culture contributes to higher job satisfaction because nurses who feel respected and supported are more likely to experience meaning, fulfillment, and professional commitment.
Job satisfaction is treated as a central linking variable because it may strengthen resilience and reduce turnover intentions. Psychological resilience is viewed as the nurse’s capacity to adapt to stress, recover from setbacks, and remain effective despite difficult working conditions. Turnover intention is conceptualized as the nurse’s expressed likelihood of leaving the position. Qualitative findings will complement the statistical analysis by explaining how nurses describe these relationships in their own workplace experiences.

	Independent Variable
	Mediating / Strengthening Factors
	Dependent Outcomes

	Organizational Culture
• management support
• communication
• teamwork
• recognition
	Job Satisfaction
Psychological Resilience
Qualitative experiences
	Turnover Intentions
Retention decisions
Workforce stability

	Watson: caring culture
	Maslow: safety, belonging, growth
	Lewin: culture change and stabilization


Figure 1: Conceptual Framework
Research Methodology
1. Population and Samples
The study will be conducted in selected rural health units in Sulu Province, Philippines. The target population consists of nursing personnel assigned in rural health units in the municipalities of Jolo, Patikul, Parang, Maimbung, Indanan, Talipao, Panamao, Pangutaran, Omar, and Hadji Panglima Tahil. These sites represent rural health service contexts where nurses are expected to respond to public health needs while working within limited organizational resources.
For the quantitative component, a census approach without replacement will be used by inviting all eligible nursing personnel from the selected rural health units to answer the survey questionnaire. This approach is appropriate because the nursing workforce in each unit is limited and full coverage will strengthen the representativeness of the data. For the qualitative component, purposive sampling will be used to select participants who can provide rich descriptions of workplace culture, satisfaction, coping, and retention concerns. Inclusion will focus on nurses with sufficient exposure to the rural health unit setting, while those with very short-term exposure may be excluded because they may not yet have adequate experience of the workplace culture.
2. Research Instrument
The quantitative instrument will be a structured survey questionnaire with sections on sociodemographic profile, organizational culture, job satisfaction, psychological resilience, and turnover intentions. The profile section will gather age, gender, ethnicity, marital status, educational background, years of experience, current position, employment status, work schedule, and rural health unit location. The organizational culture scale will assess management support, communication transparency, teamwork, employee recognition, and overall work environment. The job satisfaction scale will assess fulfillment, respect, compensation, growth opportunities, and work-life balance. The psychological resilience scale will measure coping, adaptation to change, emotional strength, and positive outlook. The turnover intention scale will measure thoughts and plans related to leaving the position.
The qualitative instrument will be a semi-structured interview guide. It will ask participants to describe the present organizational culture, factors that make them satisfied or dissatisfied, reasons for remaining in or leaving rural health unit service, and strategies they use to manage stress. Expert review will be used to strengthen the validity of the instruments, and reliability testing will be applied to the quantitative scales before full analysis.
3. Collection of Data
Data collection will begin after administrative permission and ethics clearance are secured. Participation will be voluntary, and informed consent will be obtained before survey or interview participation. Quantitative questionnaires may be distributed in paper or electronic form, depending on participants' accessibility and preference. Completed surveys will be checked for completeness before encoding.
Qualitative interviews will be conducted through in-person or online sessions, depending on participant availability and safety considerations. Interviews will be audio-recorded with permission and transcribed verbatim for analysis. Member checking will be used to allow participants to review the accuracy of their responses. The quantitative and qualitative data will be collected within the same general period and analyzed separately before integration, consistent with the convergent parallel design.
4. Data Analysis
Quantitative data will be encoded and analyzed using statistical software. Descriptive statistics will summarize the profile of participants and the levels of organizational culture, job satisfaction, psychological resilience, and turnover intentions. Pearson correlation or Spearman rho will be used to test relationships among variables, depending on the distribution of the data. Regression analysis may be applied to examine whether organizational culture predicts job satisfaction, whether job satisfaction influences resilience, and whether resilience is associated with turnover intentions. Differences across demographic groups may be examined through appropriate comparative tests.
Qualitative data will be analyzed using thematic analysis. The process will include familiarization with the transcripts, generation of initial codes, identification of themes, review and refinement of themes, and interpretation of the themes in relation to the research objectives. Integration will occur by comparing quantitative patterns with qualitative explanations. This joint interpretation will help explain not only whether relationships exist, but also how nurses experience those relationships in rural health unit practice.
Result(s)
The source manuscript is a research proposal and does not yet contain empirical findings; therefore, this article presents the planned analytical outputs and expected knowledge contribution without fabricating numerical results. The proposed analysis is expected to produce four categories of results. First, the study will describe the profile of rural health unit nurses according to age, gender, education, experience, position, employment status, and work schedule. Second, it will establish the perceived level of organizational culture, job satisfaction, psychological resilience, and turnover intentions. Third, it will test whether a supportive organizational culture is significantly associated with higher job satisfaction, stronger resilience, and lower turnover intentions. Fourth, it will generate qualitative themes explaining how rural nurses experience support, communication, recognition, workload, stress, and reasons for staying or leaving.
The expected integrated result is a practical explanation of nurse retention in rural health units. If the proposed relationships are supported, the findings will indicate that retention strategies should move beyond individual motivation and address organizational conditions, including leadership support, teamwork, communication, recognition, and opportunities for professional growth. If the results show weak or inconsistent relationships, the qualitative component will still help identify contextual issues that require administrative attention.

Table 1 Planned Analytical Outputs
	Research Focus
	Data Source
	Planned Output

	Nurse profile
	Survey
	Frequency, percentage, and profile description

	Organizational culture
	Survey and interviews
	Mean scores and themes on support, communication, teamwork, recognition

	Job satisfaction
	Survey and interviews
	Level of satisfaction and explanations of satisfaction or dissatisfaction

	Psychological resilience
	Survey and interviews
	Resilience level and coping strategies

	Turnover intentions
	Survey and interviews
	Likelihood of leaving and reasons for staying or leaving

	Integrated interpretation
	Quantitative and qualitative results
	Joint explanation of rural nurse retention dynamics


Discussion
The proposed study is important because the sustainability of rural healthcare depends not only on infrastructure and supplies, but also on the stability and well-being of the nursing workforce. Nurses who feel supported by their organization are more likely to experience professional fulfillment and to remain committed to their work. The framework suggests that organizational culture influences job satisfaction through everyday workplace experiences such as being heard, respected, recognized, and supported.
Integrating Watson’s Theory of Human Caring, Maslow’s Hierarchy of Needs, and Lewin’s Change Theory provides a useful explanation of how workplace culture may influence nurse outcomes. Watson’s theory emphasizes caring relationships and a healing environment, which may apply not only to patient care but also to staff relationships. Maslow’s theory explains why safety, belonging, recognition, and growth opportunities are necessary for satisfaction and resilience. Lewin’s theory contributes a practical view of how rural health units can shift from unsupportive practices toward caring and sustainable workplace norms.
The qualitative component is especially valuable in rural health research because statistical scores alone may not fully explain nurses' lived realities. For example, a nurse may report moderate satisfaction despite heavy workload because community service gives meaning to the role. Another nurse may report strong resilience but still consider leaving because professional development or family needs cannot be met. These insights can help administrators design retention programs that are sensitive to the rural context rather than relying on general hospital-based models.
The study may contribute to nursing administration, policy development, and rural workforce planning. Administrators can use the findings to improve communication, create recognition practices, strengthen team relationships, and provide psychosocial support. Policymakers may use the results to justify investments in rural nurse retention, professional development, and supportive management structures. Nursing education programs may also benefit by preparing future nurses for the emotional, cultural, and organizational realities of rural healthcare practice.
Suggestion
• Rural health unit administrators should regularly assess workplace culture and identify areas where communication, teamwork, management support, and recognition can be improved.
• Retention programs should include mentoring, professional development, fair recognition, and opportunities for nurses to participate in decision-making.
• Resilience-building activities should be institutional rather than purely individual; nurses need supportive schedules, manageable workload distribution, peer support, and access to stress-management resources.
• Future researchers should conduct the empirical phase of the study and publish the quantitative and qualitative results, including correlations, regression findings, and participant-derived themes.
• Comparative studies may be conducted in other rural provinces to determine whether the framework applies across different geographic and cultural settings.
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