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Abstract This research was conducted to investigate the influence of affective events, affect, and job
satisfaction on clinical nurse’s turnover intention and to provide guidelines for interventions and
strategies to decrease turnover intention. The participants consisted of 296 nurses recruited from three
general hospitals in South Korea. Data was collected by a structured self—report questionnaire, and were
analyzed using SPSS Statistics 24.0 and AMOS 24.0. The final path model was a good fit for the data
based on the model fit indices. In the path analysis, positive events, negative events, positive affect,
negative affect, and job satisfaction had statistically significant effects on turnover intention, explaining
37.0% of the variance. This research provided evidence identifying factors influencing turnover intention
in clinical nurses. Therefore, findings from this research can be used to design appropriate strategies

to decrease the clinical nurse's turnover intention.
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1. Introduction Nurse turnover is a major concern in the
healthcare industry around the  world[1].
1.1 Necessity of the study According to a survey on the status of hospital
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nursing staff placement conducted by the Korean
Hospital Nurses Association in 2017, the rate of
13.8% on

average[2]. Compared to other OECD countries,

nurse turnover in South Korea is

South Korea has a lower rate of active nurses

relative to licensees, demonstrating inefficient
use of the nursing workforce[3]. This is not only
individuals and

a challenge on the level of

hospital organizations but a national problem
with regard to the provision and advancement of
efficient healthcare services. Clinical nurses
provide essential nursing services[3] and play a
critical role in ensuring patient safety and
satisfaction as well as the quality of medical
services[4,5].

A high turnover among nurses results in
financial losses stemming from recruitment and
training of new nurses, lower satisfaction, and
reduced morale among employees, all of which
threaten efficiency and productivity in hospital
operations[6,7]. This may also cause increased
anxiety among patients and negatively impact
their health as they feel that they are not
receiving  high—quality = care  services[6,7].
Furthermore, the incompetency of inexperienced
nurses can lead to various medical errors that
may compromise the health and even lives of
patients[6,7]. Turnover means the cessation of
membership in an organization by an individual
who received monetary compensation from the
organization[8]. The turnover intention is
considered a critical indicator in predicting the
efforts to

actual turnover[9]. In this regard,

identify and alleviate turnover intention will
contribute to lowering the turnover rate among
nursing professionals.

In Affective Events Theory (AET), Weiss and
Cropanzano[10] explain the impact on work
attitudes and behaviors by affective reactions,
which refer to positive or negative affective
experiences among individual employees caused
condition that

by specific events on the

employees have affective responses to work

events that occur in their work environments. In

other words, the affective responses that
employees experience in relation to the events
occurring in their organization influence their
work attitudes, including job satisfaction, which
then lead to judgment—driven behaviors such as
turnover[10,11].

affect and negative affect: the former refers to

The theory proposes positive

one's propensity to experience enthusiastic,
active, and responsive states and the latter to
one's sensitivity to negative events and inclination to
experience negative emotions such as anger,
guilt, and fear. Positive affect indicates more
adaptive behaviors than negative affect[12,13].
Basch and Fisher[14] used interviews to classify
14 positive affective events that induce positive
emotion, including goal achievement and
receiving recognition, and 13 negative affective
events that cause negative emotion, including
task problems and making mistakes. The affective
events emotions matrix classified by Basch and
Fisher[14]. This
modified and validated by Chun[15]. Chun[15]

was to define the relationships among affective

affective events tool was

event and emotions. In a study by Shin[16], work
events (positive events, negative events) had a
significant effect on the affective reaction
(positive affect, negative affect), and affective
reaction had a significant effect on the job
satisfaction. The study also reported, affective
reaction worked as mediators between the work
events and job satisfaction[16]. Job satisfaction,
which includes affective aspects, is defined as a
pleasurable emotional state stemming from the
appraisal of job achievement and experience[17].
While the correlation between affect and job
satisfaction is well established[18], there is little
research in the field of nursing studies about the
impact of affective events and affect relations on
job satisfaction based on Affective Events Theory.
Job satisfaction among nursing professionals is
to be a determinant of

reported significant

turnover intention[19,20] and a motivator behind
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nurse retention.

While there is a plethora of domestic studies
on nurses' turnover intention, little research has
been done on positive or negative affective
experiences among clinical nurses in relation to
affective events in hospital environments and the
impact of their consequent job satisfaction on
turnover intention.

By finding methods to decrease turnover intention,
it may be possible to retain clinical nurses within
their workplace. Using Affective Events Theory
and a literature review, this study attempts to
examine the relations and pathways of action
between affective events, affect, and job
satisfaction experienced by clinical nurses and
turnover intention and to provide basic data for

efforts to reduce the turnover rate among nurses.

1.2 Purpose of the study

The purpose of this study was to investigate
the relationships among affective events, affect,
job satisfaction, and turnover intention of clinical
nurses and to provide an explanation about

turnover intention among Korean clinical nurses.

1.3 Hypothetical path model

Affective Events Theory[10,11] and a literature
review were selected as a theoretical guide for
this study. Therefore, the exogenous variable is
affective events, and endogenous variables are
affect, job satisfaction, and turnover intention. A
clinical nurses'

hypothetical path model of

turnover intention was constructed, as seen in

| Positive event E-‘—.-{ Posdtive affect #

Job satisfaction H Tumover intention |

‘ MNegative event H Negative affact ’/

Affective events

Affective reaction

Fig. 1. Hypothetical path model diagram.

Fig. 1.

2. Method

2.1 Study design

This study employed a cross—sectional design
and used path analysis, proposing a hypothesized
clinical nurses’

path model for explaining

turnover intention. And the influencing factors,

which included relationships among affective
events, affect, job satisfaction, and turnover
intention, were developed by conceptualizing

literature review.

2.2 Participants

Participants were nurses from three general

hospitals located in South Korea. Participants
had to fulfill the following criteria: at least 6
months of clinical experience, understanding of
the study purpose, and consent to participate.
296 clinical nurses were included in this study for
the final to 20

participants per observed variable, or at least 200

analysis. A sample of 15

samples per path model, 1s required for
maximum likelihood method. Thus, the sample
size of the current study was adequate for the

research[21].

2.3 Instruments
2.3.1 Affective events

Affective events were measured using the
affective events emotions matrix classified by
Basch and Fisher[14], modified and validated by
Chun[15]. This tool consists of 12 positive event
questions and 10 negative event questions
measured on a five—point Likert scale. Higher
scores refer to better perception of affective
events. Cronbach’s alpha was reported as .82 for
positive events and as .84 for negative events in
the study by Chun[15].

Cronbach’s a= .88~ .83 in this study.

The reliability was
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2.3.2 Affective reaction

Affective reaction was assessed using the
Positive Affect and Negative Affect Schedule
developed by Watson et al.[13] and validated by
Lee, Kim, and Lee’s tool[22]. This tool consists of
10 positive affect questions and 10 negative
affect questions measured on a five—point Likert
scale. Higher scores refer to better perception of
affect. Cronbach’s alpha was reported as .84 for
positive affect and as .87 for negative affect in
the study by Lee et al.[22]. The Cronbach’s alpha

for this study was .84~ .87.

2.3.3 Job satisfaction

Job satisfaction was measured using Baek and
Jang’s tool[23], which was adapted from Price
and Mueller[9]. This tool consists of 5 questions
measured on a five—point Likert scale. Higher
scores refer to better perception of job
satisfaction. Cronbach’s alpha was reported as
.88 in the study by Baek and Jang[23]. The

Cronbach’s alpha for this study was .89.

2.3.4 Turnover intention

Turnover intention was measured using the
instrument developed by Lawler[24], translated
and modified by Park’s tool[25]. This tool consists
of 4 questions measured on a five—point Likert
scale. Higher scores refer to better perception of
turnover  intention.  Cronbach’s  alpha  was
reported as .88 in the study by Park[25]. The

Cronbach’s alpha for this study was .90.

2.4 Data collection and ethical considerations

After receiving IRB approval, the researcher
directly contacted the nursing departments of
three university hospitals. We sought consent to
allow nurses to participate in this study and
explained the purpose and procedure of the
study to all participating nurses and they could
withdraw from the study at any point during
their without

participation any penalty. In

addition, we secured their written agreement to

participate. The survey was then completed

anonymously. We also secured their written

agreement to participate. Data were collected

using  structured self—report questionnaires
between August and September 2017. The final

sample consisted of 296 clinical nurses.

2.5 Data analysis

The data collected in this study were analyzed
using SPSS statistics ver. 24.0 and AMOS ver. 24.0
In order to examine

programs. the general

characteristics of the participants and the
measured variables, descriptive statistics were
used. Internal reliabilities of the measurement
tools were tested using Cronbach's a. The
normality of the measured variables was tested
using  skewness and  kurtosis.  Pearson's
correlation coefficient was used to evaluate the
correlations between variables. The tolerance
and variation inflation factor were used to check
multicollinearity. In order to evaluate the fitness
of the hypothesized and modified path models, ¥
2 GFI, CFI, NFI, IFI, SRMR, and RMSEA were used.
Path analysis was estimated by the method of
likelihood.

conducted to examine the statistical significance

maximum Bootstrapping was

of the modified path model's direct effects,

indirect effects, and total effects.

3. Results

3.1 General characteristics of participants

The general characteristics of the participants
included gender, age, marital status, education
work
Most
participants were female nurses (97.3%). Of the

level, department, clinical experience,

pattern, and type of employment.
296 participants, the average age was 31.01+7.84
years, and more than half were single (65.9%). A
total of 201 participants (67.9%) were Bachelor
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graduates. Participating nurses were working in
the medical ward (44.9%), the surgical ward
(32.1%), the intensive care unit (13.9%), and other
(9.1%). The
clinical experience was 8.40%£7.80 years. Most
participants worked a 3—shift duty (79.8%) and
were permanent employees (85.5%). Table 1.

departments average length of

Table 1. General Characteristics of Subjects (N=296)
Characteristics Categories n (%) M=+SD
Gender Male 8 (2.7)
Female 288 (97.3)
- -
Age (vear) 30 175 (59.1)
30—-39 79 (26.7) 31.01£7.84
=40 42 (14.2)
Marital Single 195 (65.9)
status Married 101 (34.1)
Education College 40 (13.5)
level Bachelor 201 (67.9)
>Master 55 (18.6)
Department Medical ward 133 (44.9)
Surgical ward 95 (32.1)
ICU 41 (13.9)
Other 27 (9.1)
.
Clinical =3 84 (28.4)
experience >3~<5 58 (19.6) 8.40%7.80
(vear) >5 154 (52.0)
Work Daytime work 46 (15.5)
pattern 2—shift 14 (4.7)
3—shift 236 (79.8)
Employment Temporary 43 (14.5)
type Permanent 253 (85.5)

M = Mean; SD = Standard deviation

3.2 Descriptive statistics of variables, test of
normality, and multicollinearity

In the descriptive statistics, the mean score of
positive events was 3.38+0.50, that of negative
events was 2.96%0.54, that of positive affect was
2.6910.60, that of negative affect was 2.38+0.74,
that of job satisfaction was 2.91%0.74, and that
of turnover intention was 3.67£0.95. All absolute
values of skewness were less than 2 (0.01~0.53),
and all absolute values of kurtosis were less than
2 (0.01~0.70). Therefore, as expected, the results
of skewness and kurtosis met the assumption of

a normal distribution. The test for multicollinearity

between variables was conducted looking at
tolerance, variance inflation factor, and
correlation coefficient. All variance inflation

factors were less than the absolute value 10
(1.19~1.59), all tolerances were more than the
absolute value 0.10 (0.63~0.84), and the absolute
values for correlation coefficients were between
.14 and .61; therefore, multicollinearity was not
problematic. The data were suitable to testing
the hypothetical path model. Table 2.

3.3 Path model analysis

The fit of the hypothetical path model was »
(p)=137.72 (p<.001), GFI=.88, CFI=.75, NFI=.74,
[F1=.75, SRMR=.14, RMSEA=.22. The fit did not
the standard[21]. The

hypothetical path model was revised considering

reach recommended

Table 2. Descriptive Statistics and Correlation among Measured Variables.

Variable 1 2 3 4 5 Tolerance VIF M=£SD Skewness Kurtosis
1. Positive 1 63 159 | 3.3840.50 -0.25 0.18
events
2. Negative — 42w 1 76 1.32 | 2.9640.54 —0.01 0.06
events
3. Positive .
36k | —.14% 1 .69 144 | 2.69£0.60 -0.19 0.18
affect
4. Negative —20%% | 31w 33w 1 72 139 | 2.38+0.74 0.10 -0.70
affect
5. Job
L 56w | =37k | 46ex | —.10%s 1 84 119 | 2.9140.74 0.08 0.57
satisfaction
6. Turnover — 34w | 38es | —20%s | 14% | —61e 3.67+0.95 ~0.53 ~0.01
intention

#p<.05, *xp<.001
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the modification index from the path analysis
results[21]. Adding a path between job satisfaction
and two exogenous variables (positive events and
negative events), the fitness indices for the
modified path model improved to # (p)=21.28
(p=.002), GFI=.98, CFI=.97, NFI=.96, IFI=.97,
SRMR=.04, RMSEA=.09. Therefore, we adopted
the modified path model with better fitness as
the final model. Table 3.

The path coefficient of the modified path
model was evaluated. Among the seven paths of
the modified path model, all seven paths were
significant. Fig. 2. The direct paths from positive
events to positive affect (5=.39, p<.001) and from
negative events to negative affect (5=.30, p<.001)
were statistically significant. Job satisfaction had
four significant direct paths from positive events
(6= .33, p<.001), negative events (5=—.11, p=.028),
positive affect (5=.40, p<.001), and negative affect
(p=-.21, p<.001).

satisfaction to clinical nurse’s turnover intention

The direct path from job

(B=-.61, p<.001) was statistically significant.

Positive event [ Positve affect

AR

RE= 44 RE=37

/

Job satisfaction ! Tumover ntenton

Negative event __?U.-l- Negative affect

pels, pelil

Fig. 2. Modified path model diagram.

When examining direct, indirect, and total

effects of variables and statistical significance in
the modified path model, positive events,
negative events, positive affect, negative affect,
and job satisfaction had statistically significant
effects on turnover intention. Positive events,

negative events, positive affect, and negative

affect had indirect and total effects on turnover
intention. Job satisfaction had direct and total
These variables

effects on turnover intention.

explained 37.0% of the variance in clinical

Table 3. Fit Index of the Hypothetical Model and Modified Path Model

Model x*(p) GFI CFIL NFI IFT SRMR RMSEA
Evaluation criteria >.05 =.90 =.90 =.90 =.90 =.05 =.10
Hypothetical model 137.72 (p<.001) .88 .75 74 .75 14 22
Modified model 21.28 (p=.002) .98 .97 .96 97 .04 .09
Table 4. Standardized Direct, Indirect, and Total Effects for the Modified Path Model
Endogenous Exogenous . N NN Standardized Standardized Standardized
variables variables B (SE) CR. SMC Direct effect (p) | Indirect effect (p)| Total effect (p)
Positive affect Positive events .39 (.05) 8.01 (<.001) .15 .39 (.003) .39 (.003)
Negative affect Negative events .30 (.07) 5.93 (<.001) .09 .30 (.004) .30 (.004)
Positive events .33 (.03) 6.28 (<.001) .33 (.003) .16 (.003) .48 (.004)
Job satisfaction Negative events | —.11 (.04) | —2.20 (.028) | .44 —.11 (.044) —.06 (.003) —.17 (.003)
Positive affect .40 (.03) 7.51 (<.001) .40 (.009) .40 (.009)
Negative affect —.21 (.03) |—4.13 (<.001) —.21 (.007) —.21 (.007)
Positive events —.29 (.003) —.29 (.003)
Negative events 37 .11 (.003) .11 (.003)
Turnover intention |'p0Giive affect ~.24 (.006) -.24 (.006)
Negative affect .13 (.006) .13 (.006)
Job satisfaction —.61 (.05) | —13.14 (<.001) —.61 (.006) —.61 (.006)

S.E. =Standard estimates; C.R. =Critical ratio; SMC=Squared multiple correlation
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nurses turnover intention. Positive events, negative
events, positive affect, and negative affect had
statistically significant effects on job satisfaction.
Positive events and negative events had direct,
indirect, and total effects on job satisfaction.
Positive affect and negative affect had direct
These
variables explained 44.0% of the variance in

and total effects on job satisfaction.
clinical nurses’ job satisfaction. Positive events
had direct and total effects on positive affect,
explaining 15.0% of the variance in positive

affect. Negative events had direct and total
effects on negative affect, explaining 9.0% of the

variance in negative affect. Table 4.

4. Discussion and Conclusion

Based on Affective Events Theory[10,11] and

previous studies, this research examined the
relationship between turnover Intention and
affective events, affect, and job satisfaction

among Korean clinical nurses. We found a
mediating effect of positive and negative affect
on positive and negative events and job
satisfaction. Affect and job satisfaction worked as
double mediators between on affective events
found a direct

and turnover intention. We

relationship between positive and negative
events and job satisfaction.

The turnover intention among clinical nurses
in this study was 3.67 on a 5—point scale, which
is slightly greater than 3.45 in previous research[26]
that used the same measurement tool. The previous
study[26] concluded that turnover management is
needed if the score is three points or higher, thus
the nurses who participated in this research
seem to need turnover management.

Based on the current research, the most
significant factor in turnover intention was job
had direct effects. Job

satisfaction had a negative impact on turnover

satisfaction and it

intention. This finding is in line with the results

of previous studies, which concluded that job

satisfaction has a critical impact on nurses'
turnover intention[19,20]. Here, job satisfaction
refers to a positive and pleasurable emotional
state obtained as a result of the evaluation of
one's job and job experiences[24]. The greater
the job satisfaction, the lower the inclination to
leave the current organization[24]. The findings
of this research show that efforts to improve job
satisfaction among clinical nurses are necessary
in order to lower their turnover intention. In
addition, this research has also confirmed that
positive events, positive affect, negative affect,
events  all

and negative influenced  job

satisfaction. In particular, both positive and
negative events had direct and indirect effects
while both positive and negative affect had direct
effects. Positive

events/affect and negative

affect/events were positively and negatively
associated with job satisfaction, respectively. This
result is different from the findings of other
Dutch

nurses[27] found that both positive and negative

research. For example, a study of
events impacted positive and negative emotions;
and job satisfaction was positively influenced by
positive emotions but not influenced by events
and negative emotions. These findings indicate
that both affective events and affect significantly
influence job satisfaction in Korean clinical
nurses. Therefore, programs should be developed
to strengthen the positive and negative affective
reaction of clinical nurses.

This research has verified strong positive
correlations between positive events and positive
affect and between negative events and negative
affect, as supported by the findings of previous
studies[15]. Furthermore, job satisfaction was
greater with higher positive affect and lower with
Affective

indirect effects on job satisfaction through the

higher negative affect. events had
mediating effect of affect. This result supports
that affective events that employees experience

within the workplace influence work attitudes
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(job satisfaction) and behaviors (turnover) through
affective reactions. Unlike previous research, this
study has also confirmed the direct effects of
affective events on job satisfaction. This suggests
that job satisfaction is associated with not only
emotional aspects but also cognitive aspects as
well.

In terms of factors impacting turnover
intention, both positive and negative events had
indirect and total effects. Using job satisfaction
as a mediator, the turnover intention declined
with more positive events such as involvement in
problem solving, involvement in decision making,
recelving recognition and goal achievements but
increased with negative events such as conflicts
with Customers, work overload, task problems
and making mistakes, and lack of influence or
With
recent shifting paradigms and changing medical

control work colleagues and supervisor.

environments,  clinical nurses may  more
sensitively respond to affective events. Hospital
administrators will need to be more aware of and
manage affective events in order to ensure the
effective management of nursing resources by
their job

reducing their turnover intention.

increasing satisfaction and hence

According to this research, both positive and
negative affect showed indirect effects. Through
the mediator of job satisfaction, greater positive
affect (enthusiastic, proud, interested, etc.) was
associated with lower turnover intention and
greater negative affect (nervous, hostile, distressed,
etc.) with

increased turnover intention. This

result is in line with previous research[28]
showing that positive affect has indirect effects
on turnover intention through the mediator of
finding that

effects on

job satisfaction. Based on this

negative affect also has indirect
turnover intention, it is advised that both positive
affect

programs

attention.
should be

developed to help enhance positive affect while

affect and negative need

Emotional management

alleviating negative affect among clinical nurses.

Efforts to create a positive work experience,

considering affective events and affect in
nursing, will promote job satisfaction and
individual well—being among clinical nurses,
which will then contribute to lowering their

turnover intention.

Based on these findings, this study warrants
research on the development and
effect of

programs to reduce turnover

further

corroboration of the intervention

intention among
clinical nurses by using determinants of such
intention.

In contrast to previous studies on clinical
nurses' turnover intention, this research used a

path analytic model in order to verify the

relations among affective events, affect, job

satisfaction, and turnover intention and to

provide a practical and specific data regarding

efforts to reduce turnover intention. This

research is meaningful in that it has brought a
new perspective to studies on turnover intention

among clinical nurses.
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