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A Structural Equation Model for Turnover Intention of General Hospital
Nurses: Focusing on Mediation Effect of Organizational Silence
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ZProfessor, Department of Nursing, Dong-eui University

Purpose: This study used a structural model to identify organizational characteristics, such as work environment,
nursing organizational culture, and manager leadership of general hospital nurses, and to examine the effect of
organizational characteristics on turnover intention through organizational silence. Methods: Data were collected
from July 1, 2017 to August 30, 2017, using structured questionnaires. Participants were nurses in general hospitals
with more than 250 beds and less than 500 beds in Busan City and Gyeongsangnam Province. The collected data
were analyzed using IBM SPSS 23.0 and AMOS 23.0. Results: The nursing work environment, external employment
opportunities, relationship-oriented culture, and acquiescent and defensive silence directly impacted turnover
intention. Additionally, the nursing work environment and external employment opportunities indirectly affected
turnover intention through acquiescent silence. Conclusion: To lower general hospital nurses’ turnover intention, the
external environment should be reviewed and continuously compared to provide a better internal nursing work
environment. In addition, it is necessary to find a way to lower the acquiescent silence, which can negatively affect
the organization, by creating a relationship-oriented culture that emphasizes the relationship between members.
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Figure 1. Conceptual framework.
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Table 1. Descriptive Statistics of the Study Variables (N=326)
Variables Item ftem mean Scale Skewness Kurtosis Tolerance VIF
M= SD Range T

Nursing work environment 39 266031 1.77~3.72 1~4 -0.01 0.08 0.52 1.81
External employment opportunity 3 3.77£0.60  2.33~5.00 1~5 0.05 0.03 0.90 111
Relation-oriented culture 5 3.14+0.61  1.40~5.00 1~5 -0.08 -0.07 0.54 1.85
Innovation-oriented culture 6 287+ 053  1.00~4.17 5 -0.29 0.71 0.38 2.57
Rank-oriented culture 5 3.29+0.51  2.00~4.80 1~5 0.47 0.50 0.69 1.42
Task-oriented culture 4 281+ 053 1.25~4.75 1~5 0.56 0.89 0.54 1.88
Transformational leadership 20 299+ 059  1.30~4.45 1~5 -017 0.02 0.28 3.58
Transactional leadership 8 298+ 0.54 1.25~4.50 1~5 -0.13 0.05 0.33 2.94
Passive avoidant leadership 8 1.99£0.69  1.00~5.00 1~5 0.76 0.66 0.76 1.31
Acquiescent silence 5 2.67+0.69  1.00~5.00 5 -0.14 0.15 0.54 1.87
Defensive silence 5 2.33+0.72  1.00~4.40 1~5 0.27 -0.05 0.55 1.71
Prosocial silence 5 3.19£0.65 1.00~5.00 1~5 -0.08 0.78 0.91 1.09
Turnover intention 21 424+ 071  2.14~6.29 1~7 -0.15 -0.07

M=Mean; SD=Standard deviation; VIF=Variance inflation factor.

Task-oriented culture

Transformational leadership
Transactionalleadership \‘ i
Passive avoidantleadership

Vo

Prosocial silence

Figure 2. Path diagram of the modified model.
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X*=3.17 (p=.787), BZx"(x*/ df)=0.53, GFI=.999, AGFI=.977,
RMSEA=.001, NFI=.998, CFI=.999, TLI=.999, IFI=.999% 1.
FFE X3 0512 By o] FEAR | ARsirt HrHE 4= 9
Qlct(Figure 2).
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/3L Table 37+ Zth A d & A B = ta AR o P&

Table 2. Estimate, Standard Error, Critical Ratio and Squared Multiple Correlation of Modified Model (N=326)
Endogenous variables Variables Estimate SE CR p SMC
Acquiescent silence Nursing work environment -43 0.15 -2.79 .005 195

External employment opportunity 19 0.06 3.26 .001
Relation-oriented culture -16 0.08 -2.03 .042
Innovation-oriented culture -01 0.11 -0.12 .902
Rank-oriented culture -.09 0.08 -1.10 272
Task-oriented culture -10 0.09 -1.08 .280
Transformational leadership -.06 0.11 -0.57 570
Transactional leadership 01 0.11 0.09 931
Passive avoidant leadership .10 0.06 1.81 .070
Defensive silence Nursing work environment -35 0.16 -2.17 .030 167
External employment opportunity .04 0.06 0.66 510
Relation-oriented culture -13 0.08 -1.64 102
Innovation-oriented culture .08 0.11 0.70 482
Rank-oriented culture -23 0.08 -2.79 .005
Task-oriented culture .06 0.09 0.66 512
Transformational leadership -.03 0.12 -0.26 .793
Transactional leadership .00 0.12 -0.03 974
Passive avoidant leadership 27 0.06 4.67 .001
Prosocial silence Rank-oriented culture 12 0.08 1.55 121 .076
Task-oriented culture .26 0.08 3.32 .001
Transformational leadership -01 0.10 -0.09 932
Transactional leadership .00 0.11 -0.02 .987
Passive avoidant leadership -.09 0.05 -1.72 .086
Turnover intention Nursing work environment -93 0.14 -6.79 .001 430
External employment opportunity 19 0.05 3.66 .001
Relation-oriented culture -15 0.07 -2.18 .029
Innovation-oriented culture -.03 0.09 -0.31 .757
Rank-oriented culture -.04 0.07 -0.59 .557
Task-oriented culture .08 0.08 0.99 .320
Transformational leadership -.08 0.10 -0.79 432
Transactional leadership .07 0.10 0.70 483
Passive avoidant leadership .08 0.05 1.67 .095
Acquiescent silence .26 0.06 4.48 .001
Defensive silence -12 0.06 -2.06 .040
Prosocial silence .05 0.05 0.94 .350

CR=Critical ratio; SE=Standard error; SMC=Squared multiple correlation.
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Table 3. Standardized Direct, Indirect, Total Effects and Mediating Effect for the Modified Model (N=326)
. . Direct Indirect Total
Endogenous variables  Variables effect () effect (1) ) SE z p
Acquiescent silence Nursing work environment - 43 (.005) -.43 (.005) 05 -011 018
External employment opportunity 19 (.001) .19 (.001) .02 0.05 .009
Relation-oriented culture -16 (.042) -.16 (.042) 02  -0.04 .063
Innovation-oriented culture -.01 (.902) -.01(.902) .03 0.00  .902
Rank-oriented culture -.09 (.272) -.09 (272) 02 -0.02 285
Task-oriented culture -10 (.280) -10(280) .02  -0.02 294
Transformational leadership - 06 (.570) -.06 (.570) .03  -0.02 573
Transactional leadership 01 (.931) .01 (.931) .03 0.00 934
Passive avoidant leadership 10 (.070) .10 (.070) .02 0.03 .095
Defensive silence Nursing work environment - 35 (.030) -.35 (.030) .03 0.04 136
External employment opportunity 04 (.510) 04 (5100 .02 -001 529
Relation-oriented culture - 13 (.102) -13 (.102) .01 0.02 202
Innovation-oriented culture 08 (.482) .08 (.482) 01 -001 .506
Rank-oriented culture - 23 (.005) -.23 (.005) .02 0.03 .098
Task-oriented culture 06 (.512) .06 (.512) 01 -001 532
Transformational leadership - 03 (.793) -.03 (.793) .01 0.00 .796
Transactional leadership 00 (.974) .00 (.974) .01 0.00 972
Passive avoidant leadership 27 (.001) .27 (.001) .02 -0.03  .060
Prosocial silence Rank-oriented culture 12 (1121) 12 (121) .01 0.01 421
Task-oriented culture 26 (.001) .26 (.001) 01 0.01 367
Transformational leadership - 01 (:932) -.01(.932) .01 0.00  .928
Transactional leadership 00 (.987) .00 (.987) .01 0.00 985
Passive avoidant leadership 09 (.086) -.09 (.086) .01 0.00 409
Turnover intention Nursing work environment - 3 (.001)  -.07(.043) -1.00 (.010)
External employment opportunity 19 (.001) .04 (.010) 23 (.001
Relation-oriented culture 15 (.030)  -.02(.188) -.17 (.028)
Innovation-oriented culture -03 (.757)  -.01 (.653) -.04 (.735)
Rank-oriented culture - 4 (-557) .01 (.813) -.03 (.719)
Task-oriented culture 08 (.321)  -.02(.341) 06 (.453)
Transformational leadership - 8 (432)  -.01(.623) -.09 (.406)
Transactional leadership 07 (.483) 0.0 (.843) 07 (.554)
Passive avoidant leadership 08 (.095)  -.01(.639) 07 (.095)
Acquiescent silence 26 (.001) 26 (.001
Defensive silence - 12 (.041) -12 (.041)
Prosocial silence 05 (. 350) .05 (.350)
THB=-43, p=.005), ZEIHB=-43, p=.005)7} GAAL, &% §J5HA gkopeh. A A A2 o) AHATHE=.26, p=.001), &

71219 2 aIKB=19, p=.001), FEIKp=.19, p=.001)
7t fofR e, BARA GRS A H A THE=-16, p=.042), &
A p=-16, p=.042)7} FIF}. ol 2] JFol= HEAF
317 9] A aTHB=-35, p=.030), ZHEIHB=-.35, p=.030)7}
TR, AR FEE] A A THp=-23, p=.005), FAaT}
(B=-23, p=005)7} F-oJPom, 53|94 e AHPE
IKpB=.27,p=.001), FAEIHB=.27, p=.001)7} F-2 Ft. JA}3]
Z] &= AFA RS 2 &= .26, p=.001), a7}
(=26, p=.001)7} -2 3ir}. o] H Q| Eoll= 75 R e o %
HaTHB=-93, p=.001), ZFHFEIHB=-.07, p=.043), ZETHB
=-1.00, p=.010)7F -] R, & FF A 712 ¢] 2 - a7}(p=.19,
p=.001), ZFH & 3HB=.04, p=.010), & IHp=.23, p=.001)7}
Froon, PA R GREsLe] ZHAIHB=-15, p=.030), &

IHB=-.17, p=.028)7} G-213 1, ZFHETHp=-.02, p=.188)t

R3HE=26, p=0017} $OIFT, Wold A=e] YYATHE
=-12, p=.041), ZETHB=-12, p=.041)7} G-I} B A7
o $ARFIA AR BAL R Selarle Bl
7] 913} Sobel testS o]-§-3}o] B3}t 7P§_‘§$~ﬂﬁﬂ °l
2] o] = oto] TAA A F A IEZ w7 2T} = A
LERgthHSobel Z Score=-0.11, p=.018). £JH3] §7]§]9]- 0]
Qojele] BN AH RL Wl ED} sl Ao
LFERGTHSobel Z Score=0.05, p=.009).
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