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Abstract

This study examined the relationship between mental workload and job performance among
nurses at Farouk Hospital, Sulaymaniyah. Excessive cognitive and emotional demands in
nursing have been linked to reduced performance, efficiency, and quality of patient care. A
cross-sectional, quantitative design was employed from December 2024 to May 2025,
involving the total population of 100 nurses, including both senior and junior staff. Data were
collected using a 26-item structured questionnaire on a five-point Likert scale. Descriptive
statistics and Spearman correlation analyses were conducted using SPSS. Results indicated
that nurses experienced moderate levels of mental workload, with cognitive and emotional
demands being particularly prominent. Task and contextual performance were generally
moderate, while counterproductive work behaviours were also observed at moderate levels.
Spearman correlation revealed strong negative relationships between mental workload and
both task and contextual performance, and a strong positive relationship with
counterproductive work behaviours. These findings emphasize the importance of managing
mental workload, fostering emotionally supportive work environments, and promoting both
individual skill development and organizational improvements to enhance nursing
performance and patient care outcomes.

Keywords: Mental Workload, Job Performance, Task Performance, Contextual Performance,
Counterproductive Work Behaviour, Nursing

Introduction

In contemporary healthcare settings, particularly high-stress environments such as Faruq
Medical City in Sulaymaniyah, nurses face the challenge of making rapid decisions,
multitasking efficiently, and maintaining emotional stability under persistent time pressure.
According to mental workload theory, when mental demands exceed an individual’s cognitive
capacity, performance deteriorates (Galy et al., 2012). This principle is highly relevant to
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nursing, where time constraints, emotional demands, and task complexity converge. Elevated
mental workload has been associated with increased stress, burnout, job dissatisfaction, and
turnover intentions (Codier, 2009), posing risks not only to nurses’ well-being but also to the
effectiveness and quality of healthcare delivery. Nursing task performance is critical and
encompasses activities such as patient monitoring, medication administration, and
adherence to clinical guidelines. Evidence from sectors outside healthcare, such as hospitality,
indicates that employee engagement manifested through energy and absorption,
significantly influences task performance (Bhardwaj & Kalia, 2020). It is anticipated that
similar patterns occur in clinical settings, with engagement directly impacting healthcare
quality and patient safety. Contextual performance, reflecting behaviours that promote a
positive, collaborative, and supportive work climate, is equally essential in nursing, where
professional cooperation and collegiality are pivotal for delivering effective care.
Organizational culture and employee engagement have been suggested to positively
influence this dimension, fostering staff cohesion and enhancing patient outcomes.

Conversely, counterproductive work behaviours (CWBs) including chronic
complaining, exaggeration, and spreading negativity, undermine organizational effectiveness,
reduce morale, impede collaboration, and diminish overall healthcare performance
(Koopmans et al., 2014; Soane et al., 2012; Mercado et al., 2018). Instruments such as the
Individual Work Performance Questionnaire (IWPQ) and CarMen-Q provide comprehensive
measures of these behavioural dimensions. International evidence further highlights that
burnout and mental exhaustion remain major contributors to absenteeism and reduced
performance, with over 40% of nurses reporting excessive workload stress in global surveys
(Rubio-Valdehita, 2017).

This study therefore aims to investigate the relationship between mental workload
and multidimensional job performance, specifically task performance, contextual
performance, and CWB among nurses at Farug Medical City. Therefore, the findings are
intended to inform strategies for workload management, promote sustainable work
practices, and enhance healthcare quality and effectiveness. The objectives of this research
are as follows

1. To determine the level of mental workload among nurses at Farouk Hospital,
Sulaymaniyah.

2. To determine the level of job performance among nurses at Farouk Hospital,
Sulaymaniyah.

3. To examine the relationship between mental workload and job performance among
nurses at Farouk Hospital, Sulaymaniyah.

Literature Review

Mental Workload

Workload is a mental construct that reflects the mental strain experienced when performing
tasks under specific environmental and operational conditions, relative to an individual’s
capacity to meet these demands. Workload is not only task-specific but also person-specific,
encompassing an individual’s abilities and motivation to complete the tasks. Additionally,
workload can be described as the total energy expenditure of a system, particularly for an
individual working intensively over a period (Omolayo & Omole, 2013). Conceptually,
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workload represents the intellectual effort needed to complete a task within a given context
and operating conditions, relative to an individual’s capacity to meet task demands.

Mental workload specifically refers to the ratio of task complexity to an individual’s
cognitive capacity to fulfil these demands. It is influenced by job requirements, cognitive
structure, and the emotional state of the worker (Wang et al., 2024). Mental workload is
commonly assessed through three approaches: subjective, physiological, and performance-
based measures. Subjective measures include self-report questionnaires such as NASA-TLX.
Physiological measures utilize sensor data including respiratory, skin conductance, and
electrocardiogram readings. Performance-based assessments evaluate mental effort through
metrics such as speed, task completion time, or error rates (Wang et al., 2024). Employee
turnover, particularly nurses’ intention to leave, is a significant concern in healthcare systems.
Turnover intention is the cognitive decision to leave an organization prior to actual attrition
(Alshutwi, 2017; Rudman et al., 2014). Globally, nurses’ intention to leave ranges from 3% to
75%, with studies reporting 32.7% in Iran (Sokhanvar et al., 2018) and 54.6% in another
sample (Sharififard et al., 2019; Xu et al., 2021). High turnover contributes to workforce
shortages and negatively impacts patient care quality (Boamah & Laschinger, 2016; WHO,
2016). Factors influencing turnover intention can be categorized as personal or
organizational, including compensation, managerial relationships, benefits, absenteeism,
burnout, work stress, and overall job satisfaction (Moloney et al., 2018; Fournier et al., 2022;
Rondeau et al., 2016; Naserian et al., 2024).

Job Performance

Job performance is defined as the degree to which employees achieve high standards and
efficiency, focusing on tasks aligned with organizational objectives. Effort directed toward
unrelated objectives is not considered performance, and evaluations typically consider
productivity, organizational skills, leadership, and time management (Omolayo & Omole,
2013). In healthcare, job performance reflects the effectiveness of nurses in delivering patient
care and achieving clinical outcomes (Al-Homayan et al., 2013; Al-Makhaita et al., 2014;
Ousman & Hailu, 2023).

Several scholars argue that job performance comprises three key domains: task
performance, contextual performance, and counterproductive work behavior (CWB) (Sackett
& Lievens, 2008; Rotundo & Sackett, 2002; Viswesvaran & Ones, 2000). Task performance
refers to an individual’s proficiency in activities that directly support the technical core of an
organization, whereas contextual performance encompasses behaviors that contribute to the
organizational, social, and psychological environment but do not directly impact the technical
core (Sonnentag & Frese, 2002). CWB is defined as behaviors that are the opposite of
organizational citizenship behaviors and are detrimental to organizational effectiveness
(Sypniewska, 2020). Taken together, these three dimensions provide a comprehensive and
parsimonious framework for evaluating overall employee performance (Dalal et al., 2012).
Therefore, assessing employee performance with reference to task performance, contextual
performance, and CWB offers a holistic approach to understanding workforce effectiveness.

Nurses’ job performance is influenced by multiple factors, including knowledge, skills,

experience, competence, motivation, job satisfaction, stress, leadership support, training,
work environment, and organizational commitment (Daba et al., 2014; Tesfaye et al., 2015;
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Girma et al., 2007; Islam et al., 2019). Optimizing nurse performance is critical for effective
hospital operations, patient outcomes, healthcare standards, and organizational goals.
Despite self-assessments indicating generally good performance, many nurses report
limitations, highlighting the need for interventions such as recognition, rewards, and
performance feedback to improve outcomes (Daba et al., 2014).

Relationship between Mental Workload and Job Performance

In healthcare settings, nurses frequently face high cognitive, emotional, and physical
demands, which constitute their mental workload (Xie & Salvendy, 2000; Omolayo & Omole,
2013). Excessive mental workload has been shown to negatively impact task performance,
which involves executing core nursing duties such as patient monitoring, medication
administration, and adherence to clinical protocols (Galy, Cariou, & Cavenne, 2012). Similarly,
contextual performance, encompassing behaviors that support the organizational and social
environment, such as cooperation, initiative, and professional engagement—is also impaired
under high workload conditions (Bakker, Tims, & Derks, 2012). Conversely, counterproductive
work behaviors (CWB), including complaining, spreading negativity, and neglecting
responsibilities, tend to increase as mental workload rises, further undermining
organizational effectiveness (Sypniewska, 2020).

Empirical studies indicate that high mental workload among nurses correlates strongly
with reduced task and contextual performance and elevated CWB (Rubio-Valdehita et al.,
2017; Wang et al.,, 2024). These findings underscore the critical need for healthcare
institutions, including Farugq Medical City, to implement workload management strategies and
supportive interventions that optimize nurses’ cognitive and emotional resources, enhance
their performance across all dimensions, and maintain high standards of patient care.

Methodology

This study was conducted to examine the relationship between mental workload and job
performance among nurses at Farouk Hospital, Sulaymaniyah, Kurdistan Region of Iraq. A
cross-sectional, quantitative research design was employed to examine the relationship of
both variables. The study was conducted between December 2024 and May 2025, and the
total population of 100 nurses, comprising both senior and junior staff, was included through
total population sampling to ensure comprehensive coverage. Total sampling, also known as
census sampling, is used when a researcher intends to include the entire population of
interest in the study rather than selecting a subset. For this research, the population is small
and manageable, and the full participation is feasible and accessible (Taherdoost, 2016).

Data were collected using a structured 26-item questionnaire rated on a five-point
Likert scale, which assessed mental workload, task performance, contextual performance,
and counterproductive work behaviors. Prior to data collection, the questionnaire was
reviewed for reliability, with Cronbach’s alpha calculated to confirm internal consistency.
Collected data were analyzed using SPSS, employing descriptive statistics (frequencies,
percentages, means, and standard deviations) to summarize demographic characteristics and
study variables, while Spearman’s rank-order correlation was used to examine the
relationships between mental workload and the three dimensions of job performance. The
approach allowed for a comprehensive understanding of how mental workload relates to
nurses’ performance within a high-demand healthcare setting.
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Results

The demographic profile of the 100 nurse participants reflects a diverse sample in terms of
age, gender, education level, and years of professional experience. The largest age group was
35-44 years, comprising 34% of participants, followed by those under 25 years at 27%. The
25-34 and 45 years and above groups accounted for 20% and 19%, respectively. Gender
distribution was relatively balanced, with 53% male and 47% female participants. Regarding
educational attainment, 34% of participants held a bachelor’s degree, another 34% held a
diploma, 20% had completed a master’s degree, and 12% had secondary-level education.
Professional experience was similarly varied, with 32% of participants having one year or less,
27% possessing ten or more years of experience, and the remaining participants having
between one and ten vyears. This demographic diversity ensures comprehensive
representation of the nursing staff at Faruq Medical City.

Descriptive analysis of the study variables (Table 1) indicated that nurses exhibited
moderate mental workload (M = 2.89, SD = 1.34) and moderate job performance (M = 3.08,
SD = 1.35). Within job performance, task performance scored highest (M = 3.22, SD = 1.31)
and CWB lowest (M =2.87, SD = 1.37).

Table 1
Level of Mental Workload and Job Performance
Variables Mean Std. Deviation Level

Mental Workload 2.89 1.34 Moderate
Task Performance 3.22 1.31 Moderate
Contextual Performance 3.15 1.37 Moderate
Counterproductive Work Behaviors 2.87 1.37 Moderate
(CwB)
Job Performance (Overall) 3.08 1.35 Moderate

Note: Mean value interpretation: Low = 1.00-2.33; Moderate = 2.34-3.67; High = 3.68-5.00

Spearman correlation analysis was conducted to examine the relationship between
mental workload and job performance. As shown in Table 2, the results indicate
strong negative correlation between mental workload and task performance (r = -0.882) such
that greater mental workload was associated with poor task efficiency. Similarly, there was a
high negative correlation between mental workload and contextual performance (r = -0.839)
suggesting that the higher the mental workload, the less likely nurses would be to engage in
proactive or extra-role work behavior. Conversely, a strong positive correlation was found
between mental workload and counterproductive work behavior (r = 0.872), indicating that
more mental strain was significantly associated with more workplace negativity such as
complaining, exaggeration of problems, or dissatisfaction. The findings validate the fact that
mental workload has relationship with each of dimensions in job performance.
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Table 2
Spearman Correlation between Mental Workload and Dimension of Job Performance
Variables Spearman (r)
Mental Workload vs Task Performance -0.882
Mental Workload vs Contextual Performance -0.839
Mental Workload vs Counterproductive Behaviour (CWB) +0.872

Discussion and Recommendation

This study investigated the levels of mental workload and job performance among nurses at
Farouk Hospital, Sulaymaniyah, as well as the relationship between these two variables. The
findings of this study provide strong and coherent evidence that mental workload has
connection to job performance among nurses at Faroug Medical City. The results indicated
that nurses experienced moderate to high levels of mental workload, characterized by
continuous attentional demands, limited opportunities for breaks, emotional exhaustion, and
adverse effects on personal well-being. These findings align with previous research
demonstrating that elevated mental workload in healthcare settings can impair performance,
increase stress, and reduce both staff efficiency and the quality of patient care (Gurses et al.,
2009).

Job performance was evaluated across three key dimensions: task performance, contextual
performance, and counterproductive work behaviour (CWB). Descriptive statistics revealed
moderate levels of task and contextual performance, alongside moderate engagement in
counterproductive behaviours such as complaining or ruminating on negative work
experiences. This pattern is consistent with Podsakoff et al. (2007), who reported that
heightened psychological strain is associated with reduced positive work behaviours and
increased withdrawal or dysfunctional behaviours.

Furthermore, Spearman correlation analyses supported these observations. Mental workload
was strongly and negatively correlated with task and contextual performance and positively
correlated with counterproductive work behaviour. These results underscore the theoretical
and practical significance of cognitive strain in healthcare settings and highlight the
importance of managing mental workload to optimize nurse performance and maintain high-
quality patient care.

Conclusion

In conclusion, this study explored the relationship between mental workload and job
performance among nurses at Farouq Medical City, with job performance evaluated across
three dimensions: task performance, contextual performance, and counterproductive work
behaviour (CWB). The findings indicate that nurses experienced moderate to high mental
workload, characterized by substantial cognitive demands, emotional strain, and limited
autonomy over work schedules. Both descriptive and inferential analyses demonstrated a
negative relationship between mental workload and task and contextual performance, and a
strong positive relationship with counterproductive work behaviours.

These results underscore that elevated mental workload compromises nurses’ ability to plan

effectively, maintain focus, and engage constructively in their roles, while simultaneously
increasing the likelihood of maladaptive workplace behaviours. The study reinforces existing
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literature highlighting that excessive mental workload constitutes not only a psychological
risk but also an operational challenge with implications for healthcare quality, patient safety,
and organizational sustainability. The robust statistical associations observed further
emphasize the critical need for effective workload management interventions in clinical
settings to support nurses’ well-being and optimize overall healthcare performance.

References

Al-Homayan, A. M., Mohd Shamsudin, F., Subramaniam, C., & Islam, R. (2013). Impacts of job
performance level on nurses in public sector hospitals. American Journal of Applied
Sciences, 10(9), 1115-1123.

Al-Makhaita, H. M., Sabra, A. A., & Hafez, A. S. (2014). Job performance among nurses working
in two different healthcare levels, Eastern Saudi Arabia: A comparative study.
International Journal of Medical Science and Public Health, 3(7), 832—837.

Alshutwi, S. (2017). The influence of supervisor support on nurses’ turnover intention. Health
Syst Policy Res, 4(2), 1-6.

Alzoubi, M. M., Al-Mugheed, K., Oweidat, I. (2024). Moderating role of relationships between
workloads, job burnout, turnover intention, and healthcare quality among nurses. BMC
Psychology, 12, 495. https://doi.org/10.1186/s40359-024-01891-7

Bakker, A. B., Tims, M., & Derks, D. (2012). Proactive behavior and work engagement: The
role of job demands and resources. Journal of Management, 38(4), 1463—-1485.
https://doi.org/10.1177/0149206311435440

Bennett, S., & Franco, L. M. (1999). Public sector health worker motivation and health sector
reform: A conceptual framework. Maryland: Partnerships for Health Reform Project,
Abt Associates Incorporated.

Boamah, S. A., & Laschinger, H. (2016). The influence of areas of work life fit and work-life
interference on burnout and turnover intentions among new graduate nurses. Journal
of nursing management, 24(2), E164-E174.

Daba, L., Beza, L., Kefyalew, M., & others. (2024). Job performance and associated factors
among nurses working in adult emergency departments at selected public hospitals in
Ethiopia: A facility-based cross-sectional study. BMC Nursing, 23, 312.
https://doi.org/10.1186/s12912-024-01979-w

Daba, L., Beza, L., Kefyalew, M. (2024). Job performance and associated factors among nurses
working in adult emergency departments at selected public hospitals in Ethiopia: A
facility-based cross-sectional study. BMC Nursing, 23, 312.
https://doi.org/10.1186/s12912-024-01979-w

Dalal, R. S., Baysinger, M., Brummel, B. J., & Lebreton, J. M. (2012). The relative importance

of employee engagement, other job attitudes, and trait affect as predictors of job
performance. Journal of Applied Social  Psychology, 41, 295-325.
https://doi.org/10.1111/j.1559-1816.2012.01017.x

Fournier, J. L., Lightfoot, N., Larocque, S., Johnson, J., & Eger, T. (2022). Nurse Practitioner
Intent to Leave: A Grounded Theory Study. Nurse Practitioner Open Journal, 2(1).

Galy, E., Cariou, M., & Cavenne, A. (2012). Mental workload and task performance in dynamic
environments: A review. Safety Science, 50(3), 234-243,
https://doi.org/10.1016/j.ssci.2011.09.001

Girma, S., Kitaw, Y., Ye-Ebiy, Y., Seyoum, A., Desta, H., & Teklehaimanot, A. (2007). Human
resource development for health in Ethiopia: Challenges of achieving the millennium
development goals. Ethiopian Journal of Health Development, 21(3), 216—229.

417



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 12, 2025, E-ISSN: 2222-6990 © 2025

Gurses, A. P., Carayon, P., & Wall, M. (2009). Impact of performance obstacles on intensive
care nurses’ workload, perceived quality and safety of care, and quality of working life.
Health Services Research, 44(2p1), 422—443.

Haasjes, J. P. A. (2017). Individuele werkprestaties: het perspectief van medewerker en
leidinggevende (doctoral dissertation). Retrieved from
https://dspace.library.uu.nl/handle/1874/358844

Hart, S. G., & Staveland, L. E. (1988). Development of NASA-TLX (Task Load Index): Results of
empirical and theoretical research. In P. A. Hancock & N. Meshkati (Eds.), Human
Mental Workload (pp. 139—-183). North-Holland.

Islam, S., Khatun, F., & Nesa, M. (2019). Job performance of clinical nurses at tertiary level
hospital in Bangladesh. I0SR Journal of Nursing and Health Science, 8(5), 63-72.
https://doi.org/10.9790/1959-0805076372

Keller, J. (2003). Human performance modeling for discrete-event simulation: workload.
Proceedings of the 2002 winter simulation conference, 1, 157-162. doi:
10.1109/WSC.2002.1172879

Lakhal, L. (2009). Impact of Quality on Competitive Advantage and Organizational
Performance. Journal of the Operational Research Society, 60(5), 637-645.

Moloney, W., Boxall, P., Parsons, M., & Cheung, G. (2018). Factors predicting Registered
Nurses’ intentions to leave their organization and profession: A job demands-resources
framework. Journal of advanced nursing, 74(4), 864-875.

Naserian, E., Pouladi, S., Bagherzadeh, R. (2024). Relationship between mental workload and
musculoskeletal disorders with intention to leave service among nurses working at
neonatal and pediatric departments: A cross-sectional study in Iran. BMC Nursing, 23,
438. https://doi.org/10.1186/s12912-024-02112-7

Omolayo, B., & Omole, A. (2013). Workload and job performance: Implications for
organizational efficiency. Journal of Management Studies, 5(2), 45-54.

Omolayo, B., and Omole, C. (2013). Influence of mental workload on job performance.
International Journal of Humanities and Social Science, 3(15), 238-246.

Ousman, Y. A., & Hailu, B. W. (2023). Job performance and associated factors among health
workers working in public hospitals of West Hararghe Zone, Oromia Region, Eastern
Ethiopia. International Journal of Science, Technology, and Society, 11(6), 245—-254.
https://doi.org/10.11648/].ijsts.20231106.16

Podsakoff, N. P., LePine, J. A., & LePine, M. A. (2007). Differential challenge stressor—
hindrance stressor relationships with job attitudes, turnover intentions, turnover, and
withdrawal behavior: A meta-analysis. Journal of Applied Psychology, 92(2), 438-454.

Riley, V., Lyall, E. & Wiener, E. (1994). Analytic workload model for flight deck design and
evaluation. Proceedings of the Human Factors and Ergonomics Society 38, 81-84

Rondeau, K. V., & Wagar, T. H. (2016). Human resource management practices and nursing
turnover. Journal of Nursing Education and Practice, 6(10), 101-109.

Rotundo, M., & Sackett, P. R. (2002). The relative importance of task, citizenship, and
counterproductive performance to global ratings of job performance: A policy-capturing
approach. Journal of Applied Psychology, 87, 66-80. https://doi.org/10.1037//0021-
9010.87.1.66

418


https://doi.org/10.1037/0021-9010.87.1.66
https://doi.org/10.1037/0021-9010.87.1.66

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 12, 2025, E-ISSN: 2222-6990 © 2025

Rubio-Valdehita, S., Ruiz, R., & Diaz, F. (2017). Mental workload and nursing performance: A
guantitative  study. Journal of Nursing Management, 25(3), 202-210.
https://doi.org/10.1111/jonm.12451

Rudman, A., Gustavsson, P., & Hultell, D. (2014). A prospective study of nurses’ intentions to
leave the profession during their first five years of practice in Sweden. International
journal of nursing studies, 51(4), 612-624.

Sackett, P. R., & Lievens, F. (2008). Personnel selection. Annual Review of Psychology, 59,
419-450. https://doi.org/10.1146/annurev. psych.59.103006.093716

Sharififard, F., Hosseini, M. H. M., Akbari, V., Sadeghi, R., Kopaie, S. Y., & Bidgoli, A. S. (2019).
The tendency to leave the nursing profession and some related factors at the
therapeutic and educational centers of Qom City, Iran. Qom University of Medical
Sciences Journal, 13(1), 70-77.

Sokhanvar, M., Kakemam, E., Chegini, Z., & Sarbakhsh, P. (2018). Hospital nurses' job security
and turnover intention and factors contributing to their turnover intention: A Cross-
Sectional study. Nursing and Midwifery Studies, 7(3), 133-140.

Sonnentag, S., & Frese, M. (2002). Performance concepts and performance theory.

Psychological management of individual performance, 23(1), 3-25.

Sypniewska B. (2020). Counterproductive Work Behavior and Organizational Citizenship
Behavior. Adv Cogn Psychol, 10; 16(4):321-328. https://doi.org/10.5709/acp-0306-9.
PMID: 33500742; PMCID: PMC7809919

Sypniewska, G. (2020). Counterproductive work behaviors: An overview. International Journal
of Organizational Behavior, 15(1), 11-25.

Taherdoost, H. (2016). Sampling methods in research methodology; how to choose a
sampling technique for research. International Journal of Academic Research in
Management, 5(2), 18-27.

Tesfaye, T., Abera, A., Hailu, F. B., Nemera, G., & Belina, S. (2015). Assessment of factors
affecting performance of nurses working at Jimma University specialized Hospital in
Jimma Town, Oromia region, south-west Ethiopia. Journal of Nursing Care, 4(6), 1-7.
https://doi.org/10.4172/2167-1168.1000312

Viswesvaran, C., and Ones, D. S. (2000), “Perspectives on models of job
performance”,International Journal of Selection and Assessment, Vol. 8 No. 4, pp. 216-
26.

Wang, B., Zhou, H., Li, X., Yang, G., Zheng, P., Song, C., Yuan, Y., Wuest, T., Yang, H., & Wang,
L. (2024). Human digital twin in the context of Industry 5.0. Robotics and Computer-
Integrated Manufacturing, 85, 102626. https://doi.org/10.1016/j.rcim.2023.102626

Wang, J., Li, H.,, & Zhang, X. (2024). Measuring mental workload and its impact on job
performance in healthcare settings. Journal of Occupational Health Psychology, 29(2),
145-158. https://doi.org/10.1037/0cp0000371

Xie, B., & Salvendy, G. (2000). Mental workload: Its definition, measurement and application.
In G. Salvendy (Ed.), Handbook of Human Factors and Ergonomics (2nd ed., pp. 243—
266). Wiley.

Xu, G., Zeng, X., & Wu, X. (2021). Global prevalence of turnover intention among intensive
care nurses: A meta-analysis. Nursing Critical Care, 1-8.

419



