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Abstract: In many societies, the nurses turnover is one of the main issues. On the other hand, social support
has been recognized as a factor affecting on the job satisfaction. This survey is aimed to examine the
relationship between some variables such as demographic and social supports; and finally the relationship
between social supports and the intention to leave. This survey is a descriptive-correlative one. Tts population
includes female nurses of two hospitals in Tehran capital of LR. Tran. The questionnaire was used to gather the
needed data. The data was analyzed using structural transactions model and path analysis using Lisrel 8.50
software. According to the results, m comparison with the young nurses the older ones were strongly
supported by their own close colleagues; and the supports of the head-nurses mcreased under the supports
of their close colleagues. Also, n comparison with the unmarried nurses, the married ones received less
supports from behalf of the head-nurses and their close colleagues. Therefore, the demographic differences
affect on the received support and the intention to leave. The social support has also an indirect relationship
with the intention to leave and it can affect on the decrease of the intention, by increasing job satisfaction.
Regarding to the differences between the persons and supports such as creating suitable working shifts and

teams, it seems that the managers can positively affect on their employees' job satisfactions.
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INTRODUCTION

One of the main issues related to nursing is the
mtention to leave of the staffs [1]. This 1ssue causes some
expenses, such as expenses of employment and training,
to increase. Also, it causes the increase of work of
remained staffs which decreases their satisfactions.
Finally, it affects negatively on the quality of taking care
of the patients [2].

Fletcher believes that dissatisfactions of the nurses
are resulted from patients’ number, nonsupport of the
managers and negative attitudes of coworkers, while
those nurses who should support the patients need
support [3]. In his survey, Abualrub (2006) has reported
the rate of supporting nurses as average. In a survey
about 373 nurses, indicated that most of nurses, m
different ages, are averagely supported by society [4].
One of the main reasons by which the nurses decide to
remain on their jobs, is social support [5]. Due to a
research by Chiu (2009), it was cleared that social

support can decrease the intention to leave the job; so
that the support of head-nurse can decrease the job-
stress and the support of close colleagues can also
decrease the job- exchange [6].

Due to research about the nurses of Taiwan,
Chena et al, reported that some issues, such as
distributional justice, worlk volume, lack of resources,
family support and job satisfaction, are closely related to
the intention to continue the job [7].

A survey on 17524 murses of 10 European countries
revealed that the factors of social support (Direct
supervisor and close colleagues) are closely related to
job satisfaction. It was also cleared that when the nurses
suppose the work environment more positive, they
would think about leaving their jobs lesser than before.
Also, the supports of close colleagues are more than the
support of head-murse. The support of direct supervisor
was relatively less and the supports of close colleagues
were indirectly related to the age of nurses. In other word,
the younger persons received more support [8].
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Without regarding some strategies to keep the staffs,
lack of nurses not only continues, but also would be more
than before. The responsible persons of health
organizations who spend much time and use human and
financial resources to employ the nurses should attend
that it is necessary to do the same efforts in order to
employ their staffs. The supportive work-area could help
the nurses to take care of the patients suitably. Tt also
mcreases the job-satisfaction and decreases the need
expenses [9].

Theoretical Framework

Importance of Social Support Factors: There are many
theoretical models to describe the turn over of the staffs.
Although most of them focus on personal characteristics
such as job satisfaction and organizational obligation as
the key factors affecting on the turnover, some of
researchers have suggested that the organizations,
characteristics and the relationships between persons
may play main roles in this area [10]. For example, Lambert
et al believe that some factors related to the work
environment affect on job satisfaction, conflict role,
variety of duties, the relationship between the close
colleagues and person independence [11]. According to
the surveys based on two models, job demand-control
and job demand-control-support models, it was cleared
that in comparison with other factors, social support has
the main influence on the health-based grievances, stress
and job satisfaction [12].

Regarding job satisfaction, age, experience and
marriage, this survey examines the affect of social support
on nurses’ mtention to leave from two different points.
In next chapters, two categories of social support which
play main roles in our suwrvey will be discussed. These
categories are support of direct supervisor and supports
of close colleagues [13].

The Social Support of Head-Nurses: one of the main
issues which worries the staffs, 15 the issue related to
their direct supervisor. The suitable feedback and creative
relationship between two sides cause the capabilities of
the staffs to improve. The support of supervisor causes
the job satisfaction and development [14].

Cobb believes that social support is related to love
feeling, bemng favored by others, being honorable, bemng
a member of a relational network and having two-sided
obligation in it. From his view point, social support causes
persons to achieve encouragement, confimation and
reliability from behalf of their friends and families which
make them more powerful facing to tensions. But i recent
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surveys, the meaning of social support, which has been
presented by House (1981) and confirmed by others, 1s
used. He divided the social support into four structures:
1- emotional support that mcludes emotional experiences,
encouragements, respects and being loved, 2- tool
support that includes presenting explicit help, tools and
serving persons; 3- informational support that mncludes
presenting the needed information during the tension
period and 4- evaluating support which means confirming
by the acts of others [15]. When the staffs find their
supervisor as a supporter who perceives their emotional
worries and needs, they should know that they are
reliable [16]. Hobfoll *s Model, named "conservation of
resources”, indicates that the staffs rely on the exciting
resources to complete their works. The nurses, who don’t
recewve the efficient support and motivation, could not
have the needed energy to do thewr works. The nurses will
develop the new opportunities and skills when they
recelve the creative motivation about their performance
[17]. Based on the "conservation of resources” model,
the result of this survey refers to the positive affect of
consultation and the interaction between the staffs, the
nurses and the doctors [18]. The head-muses could
prepare a situation in which the staffs are encouraged to
recognize the stressful factors of worl environment.
Since the working support has positive relationship with
job-satisfaction, job security and job-dissatisfaction, it
may be possible that availability of social support on
behalf of person’s direct supervisor affects on the statfs’
intention to leave the job [19].

Social Supports of Close Colleagues: As the affect of
head-nurses’ supports, 1t 13 expected that the supports
of the close colleagues have a negative relationship with
the turnover the nurses because the nursing profession
has an emotional work place [20]. Therefore, the quality of
group work and the support of coworkers are seriously
important. When the cooperators prepare a creative
feedback for their works, they are interested in evaluating
their works and the achieved result. Finally, those staffs
who receive more supports on behalf of their cooperators
mention the work place as a suitable environment by
which they can reach various opportumties to leam
better. They have co-workers who support and take care

of them [21].

The Relationship Between Age, Marriage, Experience
and Social Support: Recent surveys revealed that most
of head-nurses have neglected the support of their
employees and their performance [22]. Since the age of
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the staffs is regarded as a main predicting factor to the
behaviors of head nurses with their supervisor, it is
assumed that in comparison with the young murses, the
older ones receive less support from behalf of their
supervisors. About the support of the cooperators, it is
expected that there is a negative relationship between
age and social support. On the other hand, previous
researches revealed that those nurses who had more than
10 years of service had more job-satisfaction. Also there
is a relationship between marriage and job burnout [23].

It seems that the murses who have many years of
service, have less motivation to leave their job and those
who have married receive less social support. In short,
there are some hypothesizes:

Hypothesis 1: There is a negative relationship between
the nurses’ ages and the social supports of close
colleagues.

Hypothesis 2: There is a negative relationship between
the nurses’ ages and the social supports of head-nurses.

Hypothesis 3: There is a negative relationship between
marriage and the supports of close colleagues.

Hypothesis 4: There is a negative relationship between
marriage and the social supports of head-nurses.

Hypothesis 5: There is a negative relationship between
years of service and intention to leave.

Hypothesis 6: There 1s a meaning ful relationship between
the the social supports of close colleagues and nurses’
mtention to leave.

Hypothesis 7: There 1s a meaning ful relationship between
the social supports of head-nurses and nurses” intention
to leave.

MATERIALS AND METHODS

Sample and Procedure: Research method and sample of
this survey 1s based on descriptive goal and identity of a
descriptive research and it 13 a comrelative one. The
population is 250 female nurses working in different parts
of two big hospitals in 2011. The sample is estimated
89 persons. Sampling was randomly and based on the
related ratto in each hospital Due to tlis, 100
questionnaires were distributed at all day times from
which 89 were completely gathered and analyzed.

Measures:  The used tool to gather data is a
questionnaire which is divided into two parts. The first
part is related to the personal, social and job
characteristics of the nurses and the second one includes
8 questions to examine the social support and it has
been regulated due to the likret’s spectrum (never, rarely,
sometimes, relatively ligh and more times). Four
questions are designed to measure the support of the
head-nurse and four others are designed to examine the
social support of theclose colleagues. In this regard, the
social  support questionnaire, designed by Vander
Heijdan (2010), was used for the head nurse support,
Cronbach’s alpha ranged 0/67, for the close colleago
support, Cronbach ‘s alpha ranged (/71 and for job
alpha ranged /69. The
Christensen questionnaire (2000) was used to measure
the job satisfaction. This questiomnaire contains four
questions based on these scales: Completely disagree,
disagree, senseless, agree and completely agree). The
nurses’ intention to leave the job was examined by this
question:

When deo you decide to leave your job? Tt was
measured by these choices: never, several times in year,
several times in month, several times m week and
everyday And also, the questionnaire was considered by
some of skilful masters to examine the currency and then
it was confirmed by them. The questionnaires were

satisfaction Cronbach’s

preliminarily distributed among some of correspondents
and their view pomts were used to remove the
ambiguities.

The data was analyzed by use of structural equations
and path analyses of Lisrel’s software.

RESULTS

In order to analyze the findings, the structural
equations was used by way of path analyses
method. The basic model (Figure 1) of correlation
between social support and the intention to leave
the job was analyzed after being assured about the
normality of examined variables, bemng lmearity and
compatible of variances for 2 by 2 relationships of
variables.

Then the quantities  of direct
relationship between variables, which have not the
meaningful statistical quantity (P=>0/05), were omitted to
estimate the quantities of final model. Figure (2)' shows
the final standard path after omitting meaningless
relationship.

estimated

The names of Variables in model:

eXpernce: experience, age, marriage

hico-worker support, s:head murse support, 1 job satisfaction, tintention to leave,
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Fig. 1: Initial Conceptual model for analysing the relationship between social support and intention to leave the job.
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Fig. 2: Final model of the relationship between social support and intention to leave

Table 1 shows The quantities of direct, indirect and Age and Social Support: As shown in Table 1, it is the
total relationships variables in the final model of the estimated quantity of the relationship between age and
relationship between social support and the intension to close colleagues support (0/32, P<0/05 ). It shows that
leave the job. there is a direct and positive relationship between age

Finally, the indexes related to the Goodness and co-worker support. On the other hand, age affects
of Fit Statistics of final path model are shown indirectly on the supervisor support (0/11, P<0/05).
in Table 2. All of these indexes show the Therefore the Hypothesizes 1 and 2 were not confirmed.
accepted Goodness of Fit Statistics of the Also this variable has an indirect and positive relationship

model. with the job-satisfaction (0/03, P<0/05).
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Table 1: The direct ,indirect and total relationshipes between variables in sochial support and intention to leave final model

Direct relations ship

Relationships Estimate value Standardvalue Standarderror T value p value
Close colleagues supp ort<head nurse support 0.34 0.35 0.10 34 p=0.05
Head nurse supportxjob satisfaction 0.31 0.31 0.09 3.29 p>0.05
Age % job satisfaction 0.36 0.36 0.09 3.85 p=0.05
Age # close colleagues support 0.32 032 0.11 2.90 p=0.05
Marriage * close colleagues support -0.38 -0.38 0.11 -3.44 p>0.05
Job satisfaction=intention to leave -0.51 -0.52 0.08 -6.26 p=0.05
Marriage » intention to leave 0.21 022 0.08 2.50 p=0.05
Years of servicesx intention to leave 0.37- -0.37 0.09 -4.08 p>0.05
Indirect relationships
Agexhead nurse support. 0.11 011 0.05 221 p=0.05
Marriage* head nurse support -0.13 -0.13 0.05 -2.42 p>0.05
Agexjob satisfaction 0.03 0.03 0.02 1.83 p=0.05
Marriage= job satisfaction -0.04 -0.04 0.02 -1.95 p=0.05
Age >intention to leave -0.20 -0.21 0.06 -3.46 p>0.05
Marriage > intention to leave 0.02 0.02 0.01 1.86 p=0.05
Close colleagues xjob satisfaction 0.11 0.11 0.05 2.37 p=0.05
Head nurse support > intention to leave -0.16 -0.16 0.06 -2.91 p=0.05
Close colleagues x intention to leave -0.06 -0.06 0.02 -2.21 p=0.05
Total (direct and indirect) relationships
Close colleagues supp ort<head nurse support 0.34 0.35 0.10 34 p=0.05
Head nurse support= job satisfaction 0.31 0.31 0.10 3.29 p>0.05
Close colleagues support=job satisfaction 0.11 011 0.05 237 p=0.05
Head nurse support. =intention to leave -0.16 -0.16 0.06 -2.91 p=0.05
Close colleagues support xintention to leave -0.06 -0.06 0.02 -2.21 p>0.05
Job satisfaction=intention to leave -0.51 -0.52 0.08 -6.26 p=0.05

Table 2: Fit measures from path analyses

Fit measures Recommended values value Cormment
NNFI NNFI=0.90 0.95 Fitted
TFT TFT=0.90 0.98 Fitted
NFI NFI=0.90 0.94 Fitted
CFI CFI=0.90 0.98 Fitted

Marriage and Social Support: Marriage 15 one of
demographic variables which has a negative and direct
relationship with close colleagues support (-%38, P<(0/05),
but affects on head-nurse support mdirectly. Therefore,
the Hypothesis 3 and 4 were confirmed. On the other
hand, marriage has an indirect and negative relationship
with job-satisfaction (-%74, P<0/05) and intention to
leave (%02, P<0/05).

Experience and Intention to Leave the Job: The
nurses’experience has a direct and negative relationship
with their intentions to leave the job (0/37, P<0/05).
Hypotheses 5 was confirmed.

Social Support and the Intention to Leave the Job:
Because the headnurse support and close colleagues
support are negatively related to the intention to
leave, (-0/16, P<0/05) and (-0/06, P<0/05) respectively,
Hypothesizes ¢ and 7 were confirmed. Also, it can be

said that the followmng hypothesizes are correct:
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There is a direct and positive relationship between
close colleagues support and headnurse support
(0/34, P<0/05), There is a direct and positive relationship
between headnurse support and job satisfaction
(0/31, P<0/05) and There 13 a direct and negative
relationship between job satisfaction and mtention to
leave (-0/51, P<0/05).

Based on Figure 2 and R- Squer quantity, it was
cleared that 0/52 of intention to leave changes 1s related
to external variables and 0/42 is related to the available
variables. About o/024 of job-satisfaction is resulted
from the affect of recent variables and 0/076 is resulted
from external factors.

DISCUSSION

Interpretation of the Study Results and Practical
Implications: This swvey 13 aimed to examine the
(age.
variables

relationship between demographic varables

marriage andexperience), Social support
(head nuse support and close colleagues supports),
job-satisfaction and the intention to leave the job. On
the other hand, the relationship between social support,
job satisfaction and intention to leave will be also

discussed.
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According to the findings, the older nurses receive
more support from behalf of their close colleagues and
head nurses. Therefore Hypothesizes 1 and 2 were not
accepted. The result shows that the close colleagues
supports in the work environment have an important
affect on the positive attitude and the support of head
nurse and also this result 1s in contrast with the result of
vender Hyden’s survey (2010). He observed that in most
of European countries, the younger nurses receive more
support from behalf of their close colleagues and head
nurse.

Tt refers to various cultural environments which are
very important in some countries as Iran.

Hypothesizes 3 and 4 were emphasized. The
results mdicated that the married nurses receive less
support from behalf of their close colleagues and head
nurses. Also, marriage is an effective factor which affects
on decrease of job-satisfaction and increase of intention
to leave. Mean while, these nurses face with some
problems such as taking care of their children, keeping
house and etc. therefore, they need more attention to do
their duties.

Hypothesis 5 was also confirmed, because the
mcrease of records of service causes the intention to
leave to decrease. Related to Hypothesize 6 and 7, the
relationship between social support (head nurse
support and close colleagues support) and staffs’
mtention to leave was confirmed. This result 15 as the
results of previous researches (Vender Hijden, 2010) in
which the social support is regarded as a main factor
affecting on the staffs’ mtention to leave. If the nurses
receive their supervisor support in the work environment,
they work better and their absences will be lesser.
Finally, the patients receive more cares from behalf of
the nurses.

Based on the results of this survey, close colleagues
and headnurse non-support doesn't directly affect on
the intention to leave the job, but it causes the decrease
of the job satisfaction and the merease of the intention
to leave the job.

According to this research, it can be said that the
intention to leave the job is mainly resulted from the
decrease of job satisfaction, marriage, age, head-nurses
support. Therefore,
differences between

colleagues
and the
persons is an important factor. The nurses who are

support and close
regarding the needs
working may face with some emotional challenges,
stresses and work limits and they need talking to their

close colleagues and supervisors. During mental
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pressures, close colleagues are the main supportive
resources. Individual differences should be clearly
regarded as the necessities to support which may be
different n terms of age and family conditions. Most of
nurses receive supportive mechamsm from behalf of
organizations and clinics msufficiently. The challenge
between nurses’ needs and what they receive may make
some problems. The managers who don’t succeed to
recognize such differences will face with their staffs’
dissatisfaction and causes the staffs to leave their jobs.
For example, the absence in work place could be main
criteria to decrease the job dissatisfaction and moralities
of the staffs. Finally, it can negatively affect on the
growth, development and permanent performance of the
organization.

Limitations of the Study and Recommendations for
Further Research: One of the limitations related to this
research 1s the low number of the sample. Regarded this
1ssue that all data were gathered by use of questionnaire,
there
seems that these results present some challenges for
Tt is suggested that the affects of
some factors such as family condition, nurses risking

may be some incompatibilities in responses. It

future researches.
to face with intention to leave and ete, should be
analyzed. According to the future findings, we can
estimate that how the lack of some characteristics can
cause the mtention to leave the job and how it can be
related to the nurses capabilities, family conditions,
personal characteristics, the affects of work market and
job decision-making.
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