IBT Journal of Business Studies (IBT-JBS)

o B-ISSN: 2409-6520; P-ISSN: 2414-8393

Volume 21.1 22-51 (2025)
DOI: 10.46745/ilma.jbs.2025.21.01.02

HRM Training as the Heartbeat of Mitigating Burnout and
organizational commitment in the High-Stress Healthcare
Environment

Ruby Shabbir " | Mushtaque Ahmed 2

Abstract

The healthcare industry addresses employee burnout as an escalating issue that significantly compromises
staff well-being, productivity, and the crucial quality of patient care. The role of Human Resource
Management (HRM) policies, specifically Stress Management Training (SMT) and Work Environment
Training (WET) in mitigating burnout and enhancing organizational commitment (OC) has been the topic
of debate for years. Data from 339 healthcare employees was collected through structured questionnaires
by leveraging quantitative research design for data acquisition. The collected data was analyzed through
Smart PLS-4 software, exploring both direct and mediating relationships among key constructs of this
study. Results show both SMT and WET significantly reduce burnout (SMT [=0.776, WET [=0.390;
p<0.05), validating their direct impact. Burnout mitigation was found to be a significant predictor of
organizational commitment (=0.494, p<0.05). A key finding from mediation analysis is that Occupational
exhaustion serves as a robust mediator for the relationship between both SMT and WET and organizational
commitment. Moreover, Occupational exhaustion mitigation aids as a mediator, enhancing the constructive
influence of SMT and WET on organizational commitment. The results highlight the intermediating role of
burnout, with WET showing a more potent influence than SMT. The results clarify the mandate for nurturing

tailored HRM interventions that address both individual stress and systemic workplace challenges.
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1. INTRODUCTION

The landscape of healthcare organizations is marked by high-pressure conditions
where exorbitant workloads and extended duty cycles create a high-stakes
environment. The continuous drain of patient care confirms that Employee
Exhaustion is an inevitable shadow of a high-stress work environment (Chen
et al., 2022). Burnout is a systematic disease that drains employee vitality and
undermines organizational commitment. Employee burnout in any organization
can negatively impact employee well-being and can reduce job satisfaction.
Exhaustion is considered a critical lever for boosting productivity in any area of
healthcare service. In a healthcare setting employee burnout can be the ultimate
factor of enhancing or compromising patient care (Cleland, 2024). Addressing this
issue is critical, yet conventional human resource (HR) strategies have often proven
inadequate in managing the unique challenges encountered in healthcare settings.
These strategies, which merge physical and psychological stress management
techniques, can play a crucial role in fostering resilience among healthcare workers
and boosting job satisfaction (Williams & Thompson, 2023). Sustainable strategies
that incorporate both physical and psychological stress management techniques
can play a pivotal role in building resilience among healthcare professionals
(Cockerham et al., 2023).

1.1 Research Problem

Employee Burnout in the healthcare industry has become a widespread concern
(Ansari et al., 2022). The reason for conducting this study in Pakistan is to address
the unique challenges faced by the country’s healthcare sector, where employee
exhaustion, competitive pressures, and the need for burnout management necessitate
a deeper understanding of how training and development can improve commitment
(Aleem & Bowra, 2020). Chronic workplace stress is a critical issue, and there is
a lack of comprehensive understanding regarding the specific impacts of various
training programs such as stress management training and work environment training
on organizational commitment among healthcare employees (Lee et al., 2023).
Sustainable HRM strategies that integrate effective physical and psychologlcal
stress management techniques are crucial. However, Conventional human resource
(HR) strategies frequently fail to address the specific challenges faced by healthcare
workers, making it essential to develop and implement sustainable HRM strategies
customized for this sector to enhance the organizational commitment of employees
(Faisal, 2023)

1.2 Research Questions

What is the extent of Stress Management Training and Work Environment Training
to predict Burnout Mitigation?

What is the extent of Stress Management Training and Work Environment
Training to predict Organizational Commitment through mediation role of Burnout
Mitigation?

Page | 23



IBT Journal of Business Studies (IBT-JBS) Volume 21 Issue 1, 2025
1.3 Research Objectives

To examine the extent of Stress Management Training and Work Environment
Training to predict Burnout Mitigation.

To examine the extent of Stress Management Training and Work Environment
Training to predict Organizational Commitment through mediation role of Burnout
Mitigation?

1.4 Purpose of the Study

The purpose of this study is to assess the transformative potential of sustainable
HRM practices, particularly those embedded with stress management protocols,
in mitigating Chronic workplace stress and enhancing organizational commitment
among employees in healthcare environments (Maslach & Leiter, 2016). By
exploring these specialized strategies, the study intends to identify how tailored
HR approaches can more effectively support healthcare professionals, ultimately
improving employee well-being, job satisfaction, and the quality of patient care
(West et al., 2016).

1.5 Significance/Justification of the Study

This research is crucial because it provides evidence for enduring stress and pressure
due to employee burnout among healthcare employees. The healthcare sector has
always been a high-stress environment. Failures in managing employee fatigue
can erode lower job satisfaction and organizational commitment (Carley, 2024).
The critical shortcoming of healthcare industry and conventional HRM policies
failed to overcome these challenges. Traditional HRM strategies fail to address the
specific pressures experienced by healthcare workers (Garner, 2022). The inherent
flaw in traditional HRM is the lack of tailored approaches necessary to improve
employee well-being (Maluegha et al., 2024).

1.6 Scope of the Study

This study will be highly engrossed in evaluating the effectiveness of sustainable
HRM strategies and policies in Pakistan’s healthcare system. This study concurrently
measures the impact of robust stress management training on organizational
commitment and employee burnout. Through this investigation, we are forged
to uncover the understanding of tailored HRM strategies suitable for the high-
stakes nature of Pakistan’s healthcare environment. That not only integrates stress
management training but also focuses on improving the inconvenience related to
unethical and stressful work environments. These policies and strategies address
Job-related exhaustion and enhance job satisfaction (Proudfoot, 2021). The study
investigates the influence of these HRM practices on Work-induced exhaustion
levels and job satisfaction simultaneously. This concept of mitigating burnout among
healthcare workers provides a clear understanding of tailored HRM strategies that
can better support healthcare professionals facing unique challenges (Duncan,
2024). The scope of this study is focused on analyzing HRM interventions and their
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outcome in healthcare, regardless of limitations over employee status, designation,
and age. (Soomro & Ramendran, 2024)

1.7 Limitations

The key concept of this research unfortunately is narrowed to only specified
healthcare settings. This study focused only on private hospital setups. Thus the
immediate relevance of this study narrows down due to this specific population
selection (Dyrbyeetal., 2017). Secondly, the study chiefly evaluates justifiable HRM
practices designed that can fit into physical and psychological stress management
techniques. This may overlook other influencing factors contributing to burnout
and organizational commitment, such as organizational culture, leadership, and
external socio-economic conditions (Subramaniam & Ramli, 2019). More this
study depends on self-reported data, which may raise questions about biases such
as social desirability or erroneous data collection (Moss et al., 2016). Despite these
limitations, the study delivers valuable insights into sustainable HRM practices
(Bakker & Demerouti, 2017).

1.8 Assumptions

It is supposed that the high-pressure atmospheres of healthcare or hospital settings
have noticeably heavy workloads and long hours of duty. Hence, this job demands
emotional resilience demands and opportunities to reset. This certainty supports
the idea that these rudiments are the foremost contributors to the persistent Work-
induced exhaustion experienced by healthcare professionals (Nash, 2025)

It is the assumption is that burnout amongst healthcare specialists extends beyond
individual distress to signify some organizational challenge. This suggests that
burnout leads to diminished employee well-being, lower job satisfaction, and
reduced productivity (Panagioti et al., 2018).

It is contended that conventional HR burdened by outdated HR strategies, falls
short of tackling the exclusive challenges of advanced healthcare. This suggests
that conservative tactics may be insufficient for efficiently handling the explicit
stressors and demands inherent in the healthcare environment (Gémez-Urquiza et
al., 2017).

It is assumed that tailored stress management interventions planned for the
healthcare setting can offer valued visions for enhancing the employee support
system and boosting overall engagement and satisfaction. This suggests that
focused HR practices can lead to substantial improvements in employee outcomes
(Kumar et al., 2023).

1.9 Definition or Keywords

Stress Management Training: SMT is a designed program to equip workers with
skills and techniques to deal with stress effectively.
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Burnout Mitigation: Burnout is a feeling of physical, emotional, and mental drain
driven by continued stress and the burden of patient care

Work Environment Training: WMT started as a structured program to educate
employees about the safety, health, and operational standards of their workplace.
Organizational commitment: Organizational commitment is the emotional
attachment and loyalty of employees towards their organization.

2. LITERATURE REVIEW

The literature related to this study highlights the profound effects of HR training
programs, particularly in healthcare settings (Verhulst & DeCenzo, 2021). Prior
research has emphasized the importance of sustainable HRM training in enhancing
organization competencies. In healthcare, the HRM interventions are indispensable
not only for optimizing employee performance but also for improving patient care
and safety, which are fundamental to healthcare quality (Gilbert, 2020).

2.1 Human Resource (HR) training

To achieve these multifaceted objectives, HRM training in healthcare encompasses
a broad spectrum of programs, each serving distinct yet interconnected purposes

a) Fundamentals of Human Resource (HR) Training:

Yadate (2025) confirms that Existing scholarship extensively details the profound
effects of HR training programs, particularly in healthcare settings. Agrawal (2025)
proves that within healthcare, HRM interventions are vital not only for optimizing
employee performance but also for improving patient care and safety, which are
fundamental to healthcare quality. Past research has consistently underscored
how the importance of sustainable HRM training in enhancing organizational
competencies.

b) Purpose of HRM-Trainings in the Healthcare:

Clinical training programs refine and sharpen the skills of frontline healthcare
providers, thereby ensuring the delivery of high-quality patient care. Concurrently,
Igwe (2025) confirms that non-clinical training equips non-clinical arms with
essential competencies for compliance, stress management training, and effective
teamwork. In essence, HRM training promotes organizational commitment and
job satisfaction, crucial for maintaining a motivated and engaged workforce.
Suryaninggala & Wahyulina (2025) provide evidence in their study that emphasizing
sustainable HRM practices, healthcare organizations can seamlessly align their
workforce with their overarching mission of delivering exemplary care, ultimately
benefiting both employees and patients.
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¢) HR Training and Skills Development:

HR training is a vital element of comprehensive HR strategies, with direct
implications for both employee exhaustion and organizational commitment. As
noted by Akande and his companions (2025) when work culture is cultivated
with opportunities for professional growth, employees exhibit heightened role
engagement and strengthened organizational fealty. Additionally, HR training
initiatives that emphasize stress management and emotional intelligence have
proven particularly effective in high-pressure environments. Ly (2019) found that
stress management training reduces emotional exhaustion.

2.2 Factors Effecting Organizational commitment

Organizational commitment, defined as an employee’s psychological attachment
to an organization, is a critical outcome for workforce stability, productivity, and
overall organizational success. A robust body of literature identifies several key
factors, often influenced by human resource (HR) practices and training initiatives,
that significantly impact an employee’s level of commitment. Prominent among
these are stress management training, strategic work environment management,
and comprehensive burnout mitigation efforts.

a) Impact of Stress-Management Strategies:

Stress-management strategies encompass a range of initiatives designed to
mitigate employee stress and enhance well-being. These strategies include
employee assistance programs (EAPs), stress reduction workshops, flexible work
arrangements, and mental health support services. Molek-Winiarska & Molek-
Kozakowska (2020) assert that effective stress-management strategies are crucial
for alleviating the negative impacts of stress, such as burnout, decreased job
satisfaction, and diminished organizational commitment. Nghiem and his fellows
(2025) demonstrate that sustainable stress management training can significantly
reduce stress and improve employee morale, thereby strengthening overall
commitment to the organization. Stress-management programs, such as Employee
Assistance Programs (EAPs), flexible work arrangements, and stress-reduction
training, reflect an organization’s commitment to supporting its employees, thereby
fostering a more supportive work environment (Long et al., 2025).

b) Impact of Work-Environment-Management Strategies:

Work-environment-management strategies involve creating and maintaining a work
setting that supports employee well-being and productivity. Key strategies include
ergonomic improvements, fostering a positive organizational culture, and providing
adequate resources. According to Faza (2025), a supportive work environment
not only enhances job satisfaction but also strengthens employees’ emotional
commitment to their organization. Enhancing workplace ergonomics can reduce
physical strain and discomfort, leading to higher job satisfaction and commitment.
Research unequivocally demonstrates by Faber and Grif (2025) that ergonomic
interventions, such as adjustable workstations and proper equipment, significantly
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improve employees’ physical comfort. Additionally, the more strategically managed
work environment can significantly decrease turnover intentions. OLENIUCH
(2025) and his companion demonstrate that employees who are satisfied with their
work environment are less likely to contemplate leaving their positions, which
enhances organizational stability. When employees perceive that their needs are
addressed and their working conditions are optimized, their commitment to the
organization is strengthened.

¢) Impact of Burnout Mitigation on Organizational Commitment:

Employee burnout within healthcare settings is a well-researched phenomenon.
Islam and Idris (2025) defines Work-induced exhaustion as comprising emotional
exhaustion, depersonalization, and a diminished sense of personal accomplishment,
all of which contribute to lower job satisfaction, compromised quality of care, and
increased employee turnover. Numerous studies highlight the critical role of training
and development programs in alleviating burnout. Bottini and his fellows (2025)
emphasize that ongoing professional development equips healthcare workers with
the necessary skills to meet the evolving demands of the field, thereby reducing
stress associated with perceived competency deficits. In addition, resilient HR
strategies focusing on stress management training, mindfulness, and work-life
balance have been associated with lower Work-induced exhaustion levels among
healthcare professionals (Kim & Lee, 2025).

2.3 Methodological and Contextual Gaps

A variety of literature is available on burnout, organizational commitment, and
HRM interventions for stress management. Despite the existing literature, several
critical research gaps persist that need to be explored in this field. The comparative
effect of SMT and WET has not been explored on a larger population. Therefore,
their relative strengths and mechanisms in influencing burnout are not well
defined. This leaves research gaps in the existing literature. The mediating pathway
through which maximum effects of SMT and WET can be achieved is the topic of
debate. Lastly, the existing literature is mainly focused on the Western healthcare
system. Hence, the rule of those research does not completely apply worldwide due
to cultural ethnicity of geographical concerns
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Figure 1: Conceptual Framework
2.4 Relevant Theory of the Study

As its core Social Exchange Theory explores reciprocal dynamics wherein both
parties stand to gain through a symbiotic relationship. However, for this exchange to
be deemed fair employers provide employees with valuable learning opportunities,
while employees contribute their improved skills and increased productivity to the
organization. For this exchange to be perceived as fair and mutually beneficial, the
training must resonate with the personal and professional aspirations. Within the
scope of this study, SET provides the theoretical lens through which to examine
how organizational investments in employee well-being are perceived as benefits
by healthcare employees. From a Social Exchange perspective, offering robust
stress management training and support signifies the organization’s deliberate
investment in employee well-being and a reduction of their ‘costs’ associated with
workplace demands. When Employees feel truly valued within the relationship they
are simply more inclined to reciprocate positive treatment and care to the patients
(Cross & Dundon, 2019). In the context of HR training, employees are likely to
demonstrate greater commitment when they believe the organization is invested in
their development. According to Di Giampaolo and his fellows (2025), employees
reciprocate the resources they receive from the organization through varying levels
of organizational commitment. Their research indicates that when organizations
provide essential and effective work environments or stress management-related
training, employees exhibit increased engagement and commitment, which in
turn benefits the organization. Building on these theories, Tan and companion
researchers (2005) found that both stress and work management training develop a
sense of obligation or commitment toward their healthcare organization when they
perceive themselves as valuable assets. The valuable perspective of sustainable
and tailored training programs is further supported by those who argue that when
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healthcare organizations invest in developing employees’ human capital through
sustainable and tailored training programs, employees feel valued and are more
likely to remain committed and engaged (Dhaneesh et al., 2025).

2.5 Hypotheses Development

Aghili Dehkordi (2025) is his study, which are conducted in health sector has
emphasized that evidence of positive influence of stress management training on
the organizational commitment of healthcare sector employees.

H1: Stress management training (SMT) has a significant impact on burnout
mitigation (BO).

Urpi and his fellows (2025 suggested that Theory of Social Exchange is a beneficial
effect of work environment training on the organizational commitment of employees
in the healthcare sector

H2: Work environment training (WET) significantly influence burnout mitigation
(BO).

According to DeSouza (2025), his seminal research work has identified that
Mitigating employee burnout positively influences stress management training and
enhances organizational commitment.

H3: Burnout mitigation significantly (BO) significantly impact organizational
commitment (OC)

Theory of Conservation of Resources (COR) in the research article of Rojas (2025)
Theory suggest that reducing employee burnout positively affects work environment
training and strengthens organizational commitment.

H4: The effect of stress management training (SMT) on organizational commitment
(OC) is mediated by burnout mitigation (BO)

Padamata and Vangapandu (2025) suggest that Mitigating employee burnout
positively influences organizational commitment.

HS: The effect of work environment training (WET) on organizational commitment
(OC) is mediated by burnout mitigation (BO)

3. RESEARCH METHODOLOGY
3.1 Research Design

This study employs a quantitative, correlational research design to investigate the
relationships between stress management training, work environment management
strategies, burnout mitigation, and organizational commitment among healthcare
employees. The objectives of this research are to augment the existing knowledge
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in this field and to inform the expansion of targeted interventions and approaches,
specifically designed to improve employee well-being and organizational
performance through employee engagement.

3.2 Population

The population of interest for this research study comprises healthcare employees
fromdifferentdepartmentsi.e. nursing, clinical, ornon-clinical areas. Acknowledging
the significance of holistic employee wellness is vital for cultivating a positive
healthcare environment, which ultimately benefits both staff and patients. Central
to this investigation are the constructs of Stress Management Training and Work
Environment Training, both of which are essential for mitigating burnout and
enhancing organizational commitment.

3.3 Measurement and Sampling Method

The non-probability convenience sampling method sampling method for this study
will employ to ensure representation across various employee categories within
high-stress healthcare environments. Participants must have a minimum tenure of
six months in their current roles. The target sample size is 384 employees. This
sample size will allow for a comprehensive analysis of the effectiveness of HR
strategies in mitigating employee Professional exhaustion. Participants will be
recruited through direct contact with HR departments of selected hospitals, internal
communication channels, or online professional forums. Informed consent will be
obtained from all participants prior to data collection.

3.4 Instrument Selection

To attain the investigation objectives of this study, a self-administered questionnaire
was developed to quantify the core constructs of Stress Management Training
(SMT), Work Environment Training (WET), Burnout Mitigation (BO), and
Organizational Commitment (OC). The instrument selection process involved a
systematic literature review to identify established scales with proven psychometric
properties (reliability and validity) from prior studies, particularly those in healthcare
contexts. Sampling method involve convenience sampling and non-probability
sampling methods. And for the analysis smart PSL is going to be used. It will
also reflect the reliability and legitimacy of the research variables of the study. All
constructs were operationalized using consistent 5-point Likert scales (e.g.,
Strongly Disagree to 5 = Strongly Agree). Pilot testing confirmed the 1nstrument s
clarity, comprehension, and cultural relevance with a small group of healthcare
professionals prior to full data collection. Reliability for all scales was subsequently
established, with Cronbach’s alpha values greater than 0.70, indicating strong
internal consistency during validation.

3.5 Burnout Mitigation

Employee burnout represents a significant challenge within the healthcare sector,
characterized by chronic physical and emotional exhaustion, a sense of detachment
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from work, and a reduced feeling of personal accomplishment. This singularity
takes thoughtful suggestions not only for employee well-being but also for the
excellence in patient care and overall organizational competence.

3.6 Organizational Commitment

Organizational commitment signifies the emotional attachment and faithfulness
that an employee feels for his organization. In the healthcare sector, improving
organizational commitment is essential, as it has a direct effect on both employee
performance and patient care outcomes.

3.7 Stress Management Training

Stress management is a vital feature of the healthcare sector, where employees
frequently encounter high-pressure circumstances, emotional stresses, and
considerable workloads. Effective stress management not only indorses employee
well-being but also improves patient care and overall organizational performance.

3.8 Variables & Measurement of Variables

It is very evident in this study that independent variables include stress management
training and work environment training. On the other hand sustainable burnout
mitigation serves as the mediator variable. Lastly the dependent variables are the
commitment levels of healthcare employees. For stress management and work
environment training Likert scale nalayis will be used to measure the captured
perceptions of respondents over stress levels and their employee engagement levels
in the healthcare environment. Likert scales can assess the perceived effectiveness
and significance of stress management programs, concentrating on the applicability
of techniques learned and their impact on plummeting stress levels.

This information is highlighting the areas for improving is suggested training content.
Likert scale also contribute to highlight their opinions on the work environment,
computing features like management support and colleague collaboration. It also
have specific attention for the finding of resource availability. By using the Likert
scales, this study also address the challenges and measures the perceptions of
orgamzatlonal support among healthcare employees. Questions may cover feelings
of exhaustion and the efficacy of interventions aimed at plummeting burnout.

Moreover, by assessing organizational commitment through Likert scales,
investigators discover employees’ loyalty and inspiration to contribute to the
organization, as well as their readiness to stay despite difficulties. This multilayered
method objects to deliver a nuanced consideration of how sustainable training
initiatives effect employee engagement and retention within the healthcare sector.

3.9 Plan of Analysis

Data analysis summarizes the logical method for assessing the efficiency of
sustainable HR training and its impact on organizational commitment in the
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healthcare sector. The analysis of this study will prioritize three key dimensions:
the occurrence of stress management and work environment related training
creativities. Their professed success, and their influence on numerous categories
of organizational commitment. Survey done through questionnaire for assessing
the frequency of training initiatives and its apparent impression on employees,
enhancing or reducing organizational commitment levels. Research is focus on
sampling technique that targets a diverse sample of healthcare employees across
various departments to ensure representation from all employee category. Both
dependent and independent variables of the study scrutinized through descriptive
statistics, including means, standard deviations, regression and correlation, were
computed fo summarize the survey responses by using PLS Software.

4. RESULTS AND INTERPRETATION

This chapter carefully analyze the dataset using SMART PLS-4 software. The
major focus is to evaluate the impact of constructs (SMT/WET) that impact
organizational commitment by mitigating employee burnout. It sheds light on
how these elements contribute to the well-being and productivity of healthcare
professionals. By employing advanced statistical methods available in SMART
PLS-4, this chapter reveals the underlying patterns and relationships that are crucial
for grasping the complexities of managing burnout through effective workplace
and stress management strategies.

A Google survey form was developed and distributed electronically to faculty
groups and healthcare professionals to collect the data. Data was collected from
all healthcare department weather clinical or non-clinical areas. In addition to this
distribution, several subject were approached and encouraged to assist in the survey.
Therefore, a total of 339 responses were collected, with no missing data.

Table 1: Frequencies

Frequencies Gender Age | Experience | Department
Valid 339 339 339 339
Missing 0 0 0 0
Table 2: Gender
Gender Frequency Percent Valid Cumulative
Percent Percent
Valid Male 168 49.6 49.6 49.6
Female 171 50.4 50.4 100
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The gender distribution in selected data is highly stable. The gender ratio lies as
males at 49.6% and females at 50.4%, representing that there is no considerable
twist in the data. This reasonable representation eliminate the risk of potential
gender differences in the study. This finding ensures that both perspectives are
sufficiently considerable and valued. The cumulative percentages represents the
strict clarity of robustness in dataset, giving the impression of reliable statistical
analyses going forward.

Data collection of both gender depict equal representation of each gender in this
study should be regarded as a strength rather than a limitation. The balance nature
of this data collection eliminate the idea of gender biased data that only reflect the
experiences of only male of female in healthcare profession. Thereby allowing for
comprehensive and unbiased analyses of the study variables.

Table 3: Age
Age
Frequency Percent Valid Percent | Cumulative Percent
Valid 25-34 167 49.3 49.3 49.3
35-44 118 34.8 34.8 84.1
45 -54 44 13 13 97.1
55 or above 10 29 29 100
Total 339 100 100

The largest segment of respondent from the totals of 339 subject falls within 25-34
year age range (49.3%). Second 