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Abstract 
 
This study aimed to examine the mediating role of work-related Quality of Life (WRQoL) in the relationship between 
organizational commitment and work performance among hemodialysis nurses in a free-standing hemodialysis center 
in the Davao Region. Using a predictive-correlational research design, data were collected from 157 nurses selected 
through convenience sampling, employing questionnaires adopted from Easton and Van Laar (2012) WRQoL 24-item 
psychometric tool, Takada (2005) 22-items that measures affective, normative and continuance commitment, and 
Fernandez-del-Rio (2019) 18-items rated with Likert 5-point scale, which were tested for validity and reliability. The 
results indicated that nurses generally performed well and expressed job satisfaction, particularly in balancing work 
and personal responsibilities (M=3.52, SD=1.37), home-work interface (M=3.93, SD=0.93), and overall job 
satisfaction (M=3.54, SD=1.24). Despite this, organizational commitment remained moderate (M=3.40, SD=0.82), 
with affective commitment identified as the strongest factor (M=3.84, SD=0.90). Performance levels were high 
(M=4.17), reflecting competent and professional care delivery. Significant positive correlations were found between 
organizational commitment and WRQoL (rs= .364, p=.004), while feelings of excessive control (rs= -.212, p=.008) 
were negatively associated with performance. WRQoL was found to partially mediate the relationship between 
organizational commitment and work performance (β= -0.132, p=.001). The findings underscore the importance of 
fostering a supportive work environment, enhancing emotional engagement, and implementing policies to improve 
nurse performance and retention in the Davao region’s free-standing hemodialysis centers. 
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Introduction  
 

Recent research underscores the 
significant challenges faced by hemodialysis 
nurses related to organizational commitment, 
work performance, and quality of life, which 
collectively impact patient care and healthcare 
outcomes. Factors such as high workload, 
emotional stress, and limited organizational 
support hinder nurses’ commitment, which is 
essential for delivering consistent, high-quality 
care (Khan et al., 2021). The demanding nature of 
hemodialysis work, coupled with complex patient 
conditions and resource shortages, further 

exacerbates burnout and turnover intentions (Lee 
et al., 2022). Reduced organizational 
commitment has been linked to declines in 
clinical accuracy, protocol adherence, and patient 
satisfaction, ultimately jeopardizing patient 
safety and service efficiency (Martinez et al., 
2023). Addressing these issues through targeted 
interventions—such as improving organizational 
support, reducing burnout, and fostering 
commitment—is vital for enhancing work 
performance and patient outcomes (Singh et al., 
2024). 
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In addition, nurses’ work-related quality of life  is 
critically affected by workload, emotional 
exhaustion, and support systems. Almutairi et al. 
(2021) found that high job demands and 
emotional fatigue diminish nurses’ well-being, 
emphasizing the importance of organizational 
support and stress management. Zhang et al. 
(2022) highlighted that burnout directly 
correlates with lower quality of life, advocating 
for strategies like workload redistribution and 
mental health support. Moreover, Lee et al. 
(2023) demonstrated that a positive workplace 
environment, characterized by teamwork and 
adequate resources, significantly enhances job 
satisfaction and QoL among dialysis nurses. 
Overall, improving organizational support and 
work conditions is essential to support nurses’ 
well-being and ensure optimal patient care. 
 
Research consistently highlights the importance 
of Work-related Quality of Life (WRQoL) in 
improving nurse performance and commitment. 
Taiwan et al. (2023) found that better WRQoL 
increases job satisfaction and retention, while Xie 
et al. (2022) showed it mediates organizational 
commitment and performance. Pereira et al. 
(2020) identified WRQoL as a key mediator for 
healthier workplaces. Internationally, Lee et al. 
(2022) observed higher performance and 
resilience among dialysis nurses with strong 
organizational support. In India, Patel et al. 
(2023) linked organizational commitment to 
productivity and patient care, and Ramos et al. 

(2023) found similar results in the Philippines. In 
the Philippines, studies by Castañeda et al. 
(2021), Bautista et al. (2020), Villanueva et al. 
(2022), Cordero et al. (2020), and Ramos et al. 
(2021) emphasize WRQoL’s role in enhancing 
nurse satisfaction, performance, and retention 
across various regions. Almazan et al. (2021) 
reported positive effects on Filipino nurses' 
performance and commitment. 
 
Although existing literature highlights the 
significant roles of organizational commitment, 
work-related quality of life (WRQoL), and work 
performance among nurses in various healthcare 
settings (Lee et al., 2022; Zhang et al., 2022; 
Castañeda et al., 2021), there is a paucity of 
research specifically examining how WRQoL 
mediates the relationship between organizational 
commitment and work performance among 
hemodialysis nurses in the unique context of free-
standing dialysis centers in the Philippines, 
particularly in the Davao region. Most studies 
have focused on hospital-based nurses or general 
healthcare workers, with limited exploration of 
specialized units such as dialysis centers. 
Furthermore, cultural, organizational, and 
resource-specific factors influencing these 
relationships in the Philippine setting remain 
under-investigated (Ramos et al., 2023; 
Villanueva et al., 2022). Addressing this gap is 
essential to develop targeted interventions that 
enhance nurse retention, performance, and 
patient outcomes in this specialized context.

 
 
Methods 
 

This study aimed to investigate the mediating role of work-related quality of life (WRQoL) in the 
relationship between organizational commitment and work performance among hemodialysis nurses 
employed in free-standing hemodialysis centers within the Davao Region. A predictive-correlational 
research design was utilized. A total of 157 hemodialysis nurses participated in the study, selected through 
convenience sampling. Data were collected using adopted survey instruments, including the Work-Related 
Quality of Life (WRQoL) scale developed by Easton and Van Laar (2012) with an overall Cronbach alpha 
result of 0.94, a scale measuring organizational commitment by Takada (2005) with an overall Cronbach 
alpha result of 0.84,  and a work performance measure by Fernandez-del-Rio (2019) with an overall 
Cronbach alpha result of 0.93. The instruments were subjected to validity and reliability testing. Data 
collection was conducted from January to April 2025. 
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Results and Discussion  

Table 1. The Hemodialysis Nurses’ Level of Work-Related Quality of Life.  

Indicators  Mean   SD  Interpretation 
General Well-Being 3.52 1.37 High 

Home-Work Interface 3.93 0.93 High 

Job Satisfaction 3.54 1.24 High 
Control at Work 3.36 1.35 Moderate 
Working Condition 3.05 1.70 Moderate 

Stress at Work 3.19 1.47 Moderate 
 Overall 3.43  1.34        High 
Note: 4.21-5.00---Very High ;3.41-4.20---High; 2.61-3.40---Moderate; 1.81-2.60---Low; 1.00-1.80---  Very Low;  
SD- Standard Deviation; n=157 

The assessment of work-related quality of life among hemodialysis nurses revealed predominantly positive 
perceptions across various indicators. The overall score was high, with a mean of 3.43, indicating a generally favorable 
work environment. Specifically, nurses reported high levels of general well-being (mean = 3.52), home-work interface 
(mean = 3.93), and job satisfaction (mean = 3.54), reflecting a positive outlook on their health, balance between work 
and personal life, and satisfaction with their roles. Conversely, perceptions of control at work (mean = 3.36), working 
conditions (mean = 3.05), and stress at work (mean = 3.19) were moderate, suggesting some areas for potential 
improvement. Overall, these findings suggest that while hemodialysis nurses experience high work-related quality of 
life, attention to factors such as work control, environment, and stress management could further enhance their 
occupational well-being. 

Alshahrani et al, (2022). Investigated the work-related quality of life among dialysis nurses, highlighting that 
most nurses perceive their work positively, with high levels of job satisfaction and well-being, consistent with the 
findings you provided. The study also discusses areas such as work environment and stress, noting that while overall 
perceptions are favorable, there are aspects such as stress and control that can be improved to enhance occupational 
well-being. Indicated that dialysis nurses generally experienced high levels of work-related quality of life, with 
positive perceptions of their well-being, job satisfaction, and work-life balance. However, some nurses reported 
moderate levels of perceived control at work and stress, suggesting the need for organizational strategies to improve 
work environment and stress management to further enhance nurses’ occupational well-being 

Based on the findings, Alshahrani et al, (2022) recommend implementing organizational strategies to 
enhance nurses' control at work, thereby increasing their autonomy and decision-making capacity. They also suggest 
the development of stress management programs, such as workshops, counseling services, and workload management 
initiatives, to help nurses cope more effectively with work-related stress. Improving the overall work environment by 
creating a supportive and safe setting is emphasized as essential for promoting both physical and emotional well-
being. Additionally, the authors advocate for the regular assessment of nurses' workload and job satisfaction levels to 
identify potential issues proactively. Providing ongoing training and opportunities for professional development is 
also recommended to support nurses' growth, confidence, and job satisfaction, ultimately fostering a more positive 
and sustainable work environment. 

Nawaz et al. (2023) explored aspects of work-related quality of life (WRQoL) among nurses which revealed 
that nurses experienced a high quality of work life, with particularly strong results in general well-being and job-career 
satisfaction, reflecting positive attitudes in these areas. However, the home-work interface emerged as a concern, with 
nurses reporting low to average scores, indicating difficulties in balancing work and personal life.  

Similarly, a study by Kutney-Lee et al. (2021) involving nephrology nurses from New York and Illinois 
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emphasized the impact of the work environment on nurses’ experiences. The study found that poor working conditions 
and limited control at work were linked to higher rates of burnout and job dissatisfaction. In contrast, nurses working 
in supportive environments reported significantly lower levels of burnout is high and dissatisfaction is low. Together, 
these studies highlight both strengths and challenges in the WRQoL of hemodialysis nurses—showing high 
satisfaction with general well-being and job roles, while also underscoring the need for improvements in work-life 
balance, autonoWhile Table 1 indicates that hemodialysis nurses generally attain high levels of work-related quality 
of life (WRQoL), particularly in domains such as the home-work interface, overall well-being, and job satisfaction, 
more recent research suggests a more nuanced reality. As highlighted by Kumar et al. (2022) and García et al. (2022), 
a significant proportion of dialysis nurses report experiencing elevated levels of work-related stress, burnout, and 
perceptions of low organizational support, factors that are likely to adversely affect their well-being and job 
performance. Similarly, Huang and Zhang (2023) observed a decline in mental health and job satisfaction among 
dialysis nurses, attributed to increased workloads and limited autonomy over their tasks. These findings indicate that, 
despite reports of high satisfaction in certain areas, nurses face a range of challenges related to stress, control, and 
organizational environment. It is plausible that the overall high WRQoL scores may obscure underlying issues that 
require targeted interventions, particularly those addressing autonomy and organizational support, which are critical 
to nurses’ well-being and professional engagement. 

Table 2. The Hemodialysis Nurses’ Level of Organizational Commitment. 

Indicators Mean  SD                    Interpretation 
Affective 3.84 0.90 High 
Continuance 3.24 0.81 Moderate 
Normative 3.11 0.71 Moderate 
Overall 3.40 0.8                                               Moderate 

Note: 4.21-5.00---Very High ;3.41-4.20---High; 2.61-3.40---Moderate; 1.81-2.60— Low; 1.00-1.80--- Very 
Low; SD- Standard Deviation; n=157 

The results from Table 2 indicated that the overall level of organizational commitment among hemodialysis 
nurses was moderate, with a mean score of 3.40. Specifically, affective commitment, which reflected emotional 
attachment and identification with the organization, was rated as high, with a mean of 3.84. This suggested that nurses 
felt a strong emotional connection and loyalty to their organization. In contrast, both continuance and normative 
commitments were rated as moderate, with mean scores of 3.24 and 3.11, respectively. Continuance commitment 
referred to the perceived costs associated with leaving the organization, indicating that nurses might have perceived 
some benefits or costs in remaining employed but were not strongly bound by these factors. Normative commitment, 
which reflected a sense of obligation or moral duty to stay, was also moderate, implying that nurses felt a reasonable 
sense of duty to remain with their organization. 

Overall, while the data indicated that nurses exhibited a high level of emotional attachment, or affective 
commitment, to their organization, their perceptions of the necessity or obligation to remain—reflected in continuance 
and normative commitments—were only moderate. This suggests that although nurses feel emotionally connected and 
loyal, their sense of duty or perceived costs associated with leaving are not strongly influencing their decision to stay. 
Consequently, there exists an opportunity for the organization to implement targeted strategies aimed at enhancing 
these aspects of commitment. For instance, fostering a greater sense of obligation through recognition programs, 
professional development opportunities, or emphasizing the importance of their roles could strengthen normative 
commitment. Similarly, addressing factors that influence continuance commitment—such as providing competitive 
benefits or reducing turnover costs—may reinforce nurses’ perceived necessity to remain. By focusing on these areas, 
the organization can cultivate a more comprehensive and resilient level of commitment, ultimately promoting staff 
retention, job satisfaction, and organizational stability. 

These findings are consistent with previous studies by Khan and Anwar (2021), Kumar et al. (2022), and 
García et al. (2023), which indicated that nurses employed in outpatient or free-standing dialysis clinics frequently 
exhibit a high level of affective attachment. This heightened emotional connection is primarily attributed to the 
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positive work environment and the perceived autonomy within these settings. Such conditions tend to promote feelings 
of support and connectedness, thereby strengthening nurses’ commitment to their roles. 

However, it is also important to acknowledge that recent studies present a somewhat contrasting perspective. 
Huang and Zhang (2023), Alvarez and Lee (2021), and García et al. (2022) have identified that, even within outpatient 
clinics, some nurses perceive insufficient organizational support, particularly during challenging periods. When nurses 
experience feelings of being unsupported or overwhelmed, their sense of obligation and emotional attachment to their 
organization may diminish, potentially leading to considerations of leaving their positions. Challenges such as high 
workloads, limited resources, and organizational instability can further impede nurses’ ability to maintain full 
commitment, despite their evident passion for their work.  

Therefore, while many nurses in this setting do exhibit a sense of connection and commitment, there remains 
potential for further enhancement. Improving organizational support, increasing available resources, and ensuring 
greater job security could serve to strengthen their sense of loyalty, enhance their feeling of being valued, and foster 
greater motivation for long-term retention. 

Fukuzaki et al. (2022) investigated the combined impact of affective, continuance, and normative 
commitment among nurses. Their study revealed that higher levels of affective and normative commitment were 
linked to greater work engagement and lower intentions to leave the organization. Interestingly, continuance 
commitment on its own did not demonstrate any negative outcomes, suggesting that its influence may be more nuanced 
and dependent on specific organizational or individual contexts. Rodríguez-Fernández et al. (2024) examined the 
effects of affective, continuance, and normative commitment on nurses' job performance and retention. Their findings 
highlight that affective commitment is strongly linked to greater job satisfaction and organizational trust. Normative 
commitment, on the other hand, is associated with a lower intention to leave the organization. Meanwhile, the impact 
of continuance commitment tends to fluctuate based on external influences such as labor market conditions. Hutabarat 
et al. (2023) examined the impact of various forms of organizational commitment on employees' intentions to leave 
their jobs. The study found that both affective and continuance commitment significantly lowered turnover intentions, 
whereas normative commitment did not have a notable effect. 

Table 3. The Hemodialysis Nurses’ Level of Work Performance.  

 
Work Performance Mean    SD Interpretation 

                Overall 4.17      0.60          High 

Note: 4.21-5.00---Very High ;3.41-4.20---High; 2.61-3.40---Moderate; 1.81-2.60---Low; 1.00-1.80---Very Low; 
SD- Standard Deviation; n=157 

An examination of the data presented in Table 3 indicates an overall score of 4.17, suggesting that the 
majority of nurses feel confident in their skills and take pride in their professionalism. The consistently high scores 
across various domains imply that, regardless of their specific work environment, many nurses demonstrate a strong 
commitment and competence in their respective roles. 

For instance, Item 4 (I was able to carry out my work efficiently), which received the highest score of 4.30, 
may reflect nurses' confidence in their technical skills, such as those employed in a hemodialysis unit or the quality of 
care they deliver to patients. Conversely, Item 11 (I took extra responsibilities), with a slightly lower score of 3.92, 
still indicates a high level of performance but suggests the presence of systemic or organizational factors that may 
occasionally hinder their effectiveness—such as resource limitations, policies, or workflow challenges. Existing 
research indicates that nurses working in free-standing dialysis centers often perceive greater support, greater 
autonomy, and higher job satisfaction, all of which contribute to optimal performance (Khan & Anwar, 2021; Kumar 
et al., 2022). These settings typically provide more predictable schedules and a more tranquil environment, facilitating 
nurses' ability to focus and excel in their duties. 
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Conversely, nurses employed in hospital settings frequently encounter a more demanding and complex work 

environment. They may experience limited autonomy over their workload and are often subjected to increased stress 
levels, which can predispose them to burnout, despite their high levels of skill and dedication (García et al., 2023; 
Huang & Zhang, 2023). The marginally lower score observed for Item 11 may be indicative of some of these 
challenges—such as organizational constraints or resource shortages—that, while not substantially diminishing 
overall performance, can impact specific facets of their professional experience. Despite the differences in work 
environments, it is encouraging to observe that nurses continue to rate their performance highly. This indicates their 
resilience and motivation, driven by a strong sense of professionalism and a commitment to delivering optimal patient 
care. Nonetheless, these findings underscore the importance of implementing systemic improvements—such as 
enhanced organizational support and improved working conditions—to facilitate the well-being and professional 
growth of nurses, regardless of their specific work setting. 

Kutney-Lee et al. (2021) conducted a survey of nephrology nurses in New York and Illinois to examine the 
influence of work environment quality on job-related outcomes. The findings revealed that nurses working in more 
supportive environments reported significantly lower levels of burnout and job dissatisfaction compared to those in 
less favorable settings. These results underscore the critical importance of a positive work environment in promoting 
job satisfaction and overall performance. Additionally, Westergren et al. (2023) carried out a cross-sectional survey 
involving hemodialysis nurses from Sweden and Denmark. The researchers identified four distinct groups based on 
nurses’ self-assessed work ability, level of engagement, and working hours. The findings indicated that nurses with 
higher workability and greater engagement experienced less hand pain after work, suggesting a positive association 
between occupational health and enhanced work performance. 

Kim et al. (2022) examined the influence of nurses’ workload and years of experience on the quality of 
hemodialysis care, utilizing data collected from outpatient hemodialysis centers in Korea. The study demonstrated 
that facilities with a higher proportion of nurses possessing at least two years of experience achieved improved patient 
outcomes. These findings underscore the vital importance of experienced nursing staff in delivering high-quality 
hemodialysis care. Similarly, Thomas-Hawkins et al. (2021) investigated the relationships between nurses’ 
perceptions of the work environment within hemodialysis units and outcomes such as nurse turnover, patient 
satisfaction, and hospitalization rates. The study revealed that more positive perceptions of the work environment 
were associated with reduced nurse turnover and enhanced patient satisfaction, highlighting the critical role of a 
supportive and well-structured work setting in sustaining high levels of nursing performance. 

Table 4. The Test of Relationship between: Organizational Commitment and Work-Related Quality of Life; Work-
Related Quality of Life and Work Performance; and Organizational Commitment and Work Performance. 

 
Organizational 
Commitment 

Work-Related Quality of Life 

rs p-value Decision Remarks 

Affective .512 <.001 Reject Ho1.1 Significant 

Continuance .373 <.001 Reject Ho1.1 Significant 

Normative .207 .009 Reject Ho1.1 Significant 

                     
          Overall .364 .004 

 
Reject Ho1.1 

 
Significant 

  
Work-Related Quality of 
Life 

Work Performance 

rs p-value Decision Remarks 

General Well-Being -.125 .120 Accept Ho1.2 Not Significant 

Home-Work Interface .081 .311 Accept Ho1.2 Not Significant 
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Job Satisfaction -.100 .213 Accept Ho1.2 Not Significant 
     

Control at Work -.212 .008 Reject Ho1.2 Significant 

Working Condition -.134 .095 Accept Ho1.2 Not Significant 

Stress at Work -.145 .070 Accept Ho1.2  Not Significant 

                    
             Overall -.106 .136 

 
Accept Ho1.2 

 
Not Significant 

  
Organizational 
Commitment 

Work Performance 

rs p-value Decision Remarks 

Affective .101 .207 Accept Ho1.3 Not Significant 

Continuance .068 .397 Accept Ho1.3 Not Significant 

Normative .209 .009 Reject Ho1.3 Significant 

                     
             Overall .126 .204 

 
Accept Ho1.3 

 
Not Significant 

Note: p<.05* ; rs= rho; IV-Organizational Commitment; DV-Work Performance; Mediator-Work-Related Quality 
of Life. 

 
 As shown in table 4, the organizational commitment in terms of affective (rs = .512, p= <.001), continuance 

(rs = .373, p= <.001), and normative (rs = .207, p= .009) domains were positively correlated with the work-related 
quality of life among hemodialysis nurses. It implies that as organizational commitment in general increases, the  
work-related quality life also increases.  On the other hand, only the normative domain of organizational commitment 
showed a statistically significant, positive correlation with the work performance (rs = .209, p= .009). Conversely, the 
work-related quality of life among hemodialysis nurses interms of control at work (rs = -.212, p= .008) was negatively 
correlated with the level of their work performance, implying that an increase in their quality of life interms of control 
at work is correlated with a decrease in their level of work performance. Thus, these led to the rejection of null 
hypothesis (Ho1) as their p-values were less than 0.05 alpha level of significance. 

 
The findings reveal several significant relationships between nurses’ perceived organizational commitment, 

their quality of work life, and their job performance. Firstly, nurses who exhibit affective commitment—characterized 
by emotional attachment to their organization—are more likely to demonstrate overall engagement and loyalty. This 
strong emotional bond reflects their genuine concern for their work and work environment. Similarly, those who 
remain with the organization due to perceived benefits or costs, indicative of continuance commitment, also tend to 
exhibit higher levels of loyalty, though the association is somewhat less pronounced. Additionally, there is a modest 
yet noteworthy correlation between nurses’ sense of moral obligation to remain and their overall commitment, 
suggesting that both affective and normative aspects of commitment play a role in fostering sustained engagement and 
performance. 

 
Regarding the impact of quality of work life on performance, one key factor emerged. Nurses who perceive 

they have limited control over their tasks tend to demonstrate lower levels of effectiveness. This suggests that 
enhancing nurses' autonomy and decision-making authority could contribute to improved job performance. In 
summary, strengthening emotional bonds with nursing staff and increasing their sense of control over their work are 
likely to significantly enhance both their performance and job satisfaction. 

 
Alvarez and Lee (2021) further demonstrated that a positive work environment enhances nurses’ loyalty and 

engagement. García et al. (2022) extended this understanding by suggesting that job satisfaction and perceived 
organizational support increase the likelihood of nurses maintaining their commitment. Additionally, Huang and 
Zhang (2023) emphasized that heavy workloads and elevated stress levels can adversely affect nurses’ performance, 



DDC Professional Journal  
Vol. 6 No. 2, May 2025 
ISSN 1908-3130 

 
highlighting the critical importance for healthcare facilities to effectively address these challenges. Collectively, these 
recent studies support the findings of our data, affirming that these relationships are both significant and essential for 
fostering motivation, job satisfaction, and optimal performance among nurses. 

Minia (2021) examined the relationship between the quality of nursing work life and organizational 
commitment among staff nurses. The study identified a positive association between overall organizational 
commitment—including its affective, continuance, and normative components—and key aspects of work life, such as 
work design, work environment, and work-life balance. These findings corroborate the current data, suggesting that a 
stronger sense of organizational commitment is associated with an improved work-related quality of life (WRQoL) 
among hemodialysis nurses. 

Furthermore, Al-Dossary (2022) conducted a cross-sectional study investigating the influence of nurses’ 
quality of work life on organizational loyalty and job performance. The results demonstrated a positive correlation 
between higher quality of work life and both organizational commitment and job performance. Specifically, factors 
such as job satisfaction and job security were found to be strongly linked to both task-related and contextual 
performance. These findings reinforce the notion that enhanced organizational commitment contributes to improved 
work-related quality of life, which in turn promotes enhanced job performance. 

Li et al. (2024) examined the relationship between organizational support, professional quality of life, decent 
work, and overall well-being among nurses. The study determined that perceived organizational support exerts a 
positive influence on both professional quality of life and overall well-being, underscoring its essential role in 
maintaining high levels of work performance and promoting the holistic health of nursing professionals. 

Table 5: The Mediation Analysis of  Work-Related Quality of Life on the Relationship between Organizational 
Commitment and Work Performance. 

  

  
Path 

  
β 

  
SE 

  
t 

  
p 

 95 % CI   
   
Decision 

 

UB LB  

Direct Effects:               
OCWP (Path c’) 0.395 0.077 5.114 000* 0.226 0.530 Reject Ho2.1 

OCWRQOL 
(Path a) 

0.436 0.083 5.272 000* 0.271 0.589 Reject Ho2.2 

WRQOLWP  
(Path b) -0.302 0.066 4.591 000* -0.430 -0.172 Reject Ho2.3 

Indirect Effect:              
OCWRQOLWP -0.132 0.041 3.207 .001* -0.224 -0.063 Reject Ho2.4 

Total Effect:               
OCWP 0.263 0.079 3.316 .001* 0.079 3.316 Reject Ho2.5 

 Note: p-value <.05* (Significant); IV-OC; DV-WP; Mediator-WRQOL; f 2 (Path c’) = 0.147; f 2 (Path a) = 0.235; f 2   
 (Path b) = 0.086; CI- Confidence Interval; UB-Upper Bound; LB- Lower Bound. 

Table 5 showed the mediation analysis to assess the mediating role of  work-related quality of life (WRQOL) 
on the relationship between organizational commitment (OC) and work performance (WP). The results revealed a 
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significant indirect effect of organizational commitment on work performance through work-related quality of life  
(β= -0.132, p= -.063). Under direct effects, “path a” showed a statistical significance in which organizational 
commitment had a direct effect on work-related quality of life (β= 0.436, p=.000). The result also showed that there 
was a statistically significant direct effect of work-related quality of life on work performance (β= -0.302, p=.000). 
Additionally, with the presence of work-related quality of life, the organizational commitment shows a significant 
effect on the work performance (β= 0.395, p=.000) among hemodialysis nurses. Moreover, it was also shown that the 
total effect of organizational commitment on work performance without the presence of the mediator was significant 
(β= 0.263, p=.001), as well as the effect of organizational culture on work performance with the inclusion of the work-
related quality of life (β= -0.132, p=.001) were both statistically significant. This further shows a complementary 
partial mediating role of work-related quality of life on the relationship between organizational commitment and work 
performance. Hence, the null hypothesis was rejected. 

Overall, the data suggest that nurses employed at this free-standing dialysis center generally perceive a strong 
sense of connection to their organization. The scores indicate that many nurses exhibit emotional attachment and 
derive genuine satisfaction and fulfillment from their work. These findings are consistent with recent research 
indicating that outpatient dialysis nurses frequently report moderate to high levels of organizational commitment, 
primarily driven by a sincere concern for their work and their organization. Such clinics typically afford nurses greater 
autonomy and foster a sense of community, which contribute to reinforcing their emotional bond and overall 
commitment to their roles. 

However, it is important to acknowledge that the situation is not without its challenges. Factors such as heavy 
workloads, limited resources, and organizational instability can undermine their sense of commitment, despite an 
overall sense of job satisfaction and emotional attachment. Ultimately, while many nurses maintain a strong emotional 
connection and moderate levels of commitment to their organization, it is evident that providing enhanced support, 
adequate resources, and a stable work environment is crucial for sustaining their motivation, satisfaction, and long-
term commitment. 

Singh (2022) conducted a study among faculty members at technical institutions in Punjab, India, which 
demonstrated that employee commitment functions as a partial mediator between quality of work life and job 
performance. The findings suggest that enhancing the quality of work life can bolster employee commitment, which 
in turn positively influences job performance. Similarly, Al-Dossary et al. (2022) carried out a cross-sectional study 
among nurses in Saudi Arabian hospitals, revealing a positive correlation between quality of work life and both 
organizational loyalty and job performance. The study underscores that improving work-life quality can foster greater 
organizational commitment, thereby leading to improved performance outcomes. 

Hermanto et al. (2021) found that the direct effect of quality of work life on job performance was not 
statistically significant. However, the relationship was fully mediated by organizational commitment and 
psychological empowerment. These findings imply that enhancing work-related quality of life can indirectly improve 
nurse performance by strengthening organizational commitment and psychological empowerment.Li et al. (2024), 
found that perceived organizational support has a direct effect on nurses' well-being. Additionally, this relationship is 
mediated by professional quality of life and perceptions of decent work. The findings emphasize the important role of 
work-related quality of life (WRQoL) in promoting both nurse well-being and job performance. 

Results and Discussions 

This study examined the relationships among organizational commitment, overall quality of work life, and actual work 
performance among hemodialysis nurses employed in free-standing dialysis centers across the Davao Region. The 
main findings are summarized as follows: 

  Overall, hemodialysis nurses reported a positive perception of their work life, with a high mean score of 3.43. 
Notably, they felt strongly supported in balancing their professional and personal responsibilities, as reflected by the 
highest score in the home-work interface domain at 3.93. Nurses also expressed satisfaction with their roles (mean = 
3.54) and generally reported good physical and emotional well-being (mean = 3.52). However, aspects such as control 
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over work (3.36), stress levels (3.19), and working conditions (3.05) received moderate scores, indicating potential 
areas for organizational improvement in support and work environment. 

  The overall level of organizational commitment was moderate, with a mean score of 3.40. The strongest 
component was affective commitment—emotional attachment to the organization—which scored 3.84, illustrating 
that many nurses genuinely care about their workplace. Additionally, nurses reported moderate levels of normative 
commitment, indicating a sense of moral obligation to remain, and perceived some costs associated with leaving 
(continuance commitment). These findings suggest that nurses’ retention is not solely driven by duty or fear of losing 
benefits but also by genuine emotional bonds. 

  The nurses demonstrated a high level of work performance, with an average score of 4.17—approaching the 
"very high" category. They consistently provided competent and professional care, with Item 4 ”I was able to carry 
out my work efficiently” standing out as particularly excellent (score = 4.30). A slightly lower, yet still high, score 
was observed in Item 11 (3.92) “I took extra responsibilities”, indicating a potential area where additional support 
could further enhance performance. 

  The findings revealed that stronger organizational commitment was positively associated with a more 
favorable perception of work life, particularly with affective commitment demonstrating the strongest correlation. 
Notably, a sense of moral obligation (normative commitment) was also positively related to work performance, 
underscoring its relevance in influencing nurses’ effectiveness. 

  Conversely, perceptions of excessive control over work was linked to decreased performance. These results 
suggest that feelings of micromanagement and overwhelm can hinder nurses’ ability to perform optimally. 

  The analysis confirmed that perceived quality of work life partially mediates the relationship between 
organizational commitment and work performance. In essence, feeling supported and satisfied at work enhances the 
positive influence of organizational commitment on performance, highlighting the importance of fostering a 
supportive work environment to improve overall work outcomes. 

Conclusion and Recommendations 

The results indicated that, although hemodialysis nurses generally report high levels of work performance and a 
favorable perception of work-related quality of life (WRQoL), their level of organizational commitment remains 
moderate. Among the dimensions of WRQoL, the home-work interface received the highest ratings, whereas working 
conditions were identified as the area most in need of improvement. Similarly, affective commitment emerged as the 
most prominent domain of organizational commitment, suggesting that emotional attachment significantly influences 
nurses’ connection to their workplace. 

  Significant positive correlations were observed between all three dimensions of organizational commitment 
and WRQoL, indicating that increased organizational commitment is associated with an improvement in nurses’ 
perception of their work-related quality of life. Furthermore, only normative commitment demonstrated a significant 
association with work performance, implying that a sense of obligation may exert a positive influence on nurses’ job 
effectiveness. 

  Notably, the analysis also revealed negative correlations between specific WRQoL domain in control at work 
—and work performance. This suggests that increased autonomy may inadvertently lead to a decline in performance, 
potentially due to heightened pressure or ambiguities in job responsibilities. 

  Most importantly, the mediation analysis confirmed that WRQoL functions as a partial mediating variable in 
the relationship between organizational commitment and work performance. This indicates that, while organizational 
commitment directly impacts performance, a portion of this effect is transmitted through nurses’ perceptions of their 
work-related quality of life. 
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  In conclusion, improving both the quality of work life and organizational commitment—particularly by 
enhancing working conditions and cultivating emotional engagement—can significantly enhance performance 
outcomes among hemodialysis nurses. These findings underscore the importance of implementing supportive 
workplace practices, employee-centered policies, and fostering a positive organizational culture to optimize both 
performance and retention within healthcare settings. 

Based on the findings obtained, the following recommendations are proposed for consideration: 

  Healthcare administrators should prioritize the enhancement of the physical and organizational environment 
within dialysis centers. This includes ensuring adequate staffing levels, the procurement of modern equipment, and 
the provision of a safe, supportive, and conducive workspace. Additionally, granting nurses greater autonomy in their 
duties and decision-making processes can foster a sense of empowerment and contribute to a more positive work 
experience. 

  To strengthen nurses’ emotional connection to their organization, management should implement strategies 
such as recognition and reward programs, ongoing professional development opportunities, and inclusive leadership 
practices. These initiatives can enhance affective commitment, which is instrumental in improving both work-related 
quality of life and performance outcomes. 

  Considering the negative correlation between stress and performance, healthcare institutions are encouraged 
to establish mental health support systems, including counseling services, wellness programs, and stress-relief 
activities such as team-building exercises and camaraderie-enhancement initiatives. These programs can assist nurses 
in effectively managing job-related pressures, thereby leading to improved overall performance and job satisfaction. 

  Given that the home-work interface received the highest scores among WRQoL factors, it is essential to 
maintain and strengthen policies that facilitate a healthy balance between personal and professional responsibilities. 
Flexible work schedules, paid time off, and family-friendly policies can contribute to sustained high performance and 
increased nurse retention. 

  Since WRQoL was found to mediate the relationship between organizational commitment and work 
performance, it is recommended that healthcare institutions adopt a comprehensive approach to human resource 
management. Developing policies that simultaneously support organizational commitment and employee well-being 
can lead to greater job satisfaction and enhanced healthcare outcomes. 

  Future Research: To expand upon the current findings, subsequent studies should explore similar variables 
across different geographic regions, clinical settings, and healthcare roles. Additionally, employing an explanatory 
sequential mixed-methods approach could provide a deeper understanding of how work-related quality of life 
influences both organizational commitment and work performance among hemodialysis nurses working in free-
standing hemodialysis facilities within the Davao Region. 
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