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ABSTRACT: The study is an attempt to examine the relationships between LMX, turnover intention and job satisfaction
among the nurses working in the Pakistani health-care sector. To achieve the purpose, the data was collected from 280
respondents. The results of the study revealed that LMX has positive association with nurses’ job satisfaction, while it has a
negative association with their intention to leave the organization. On the other hand, job satisfaction was found to perform the
role of partial mediation between LMX and turnover intention.
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INTRODUCTION:
A number of studies have been conducted on the health care
institutions in terms of what contribute to nurse turnover as it
has become a major problem along with the nurse shortage
across the globe [1]. On the other hand, retention has become
essential for healthcare as replacement of nurses is expensive
and difficult. So far more than 5000 research articles have
been published addressing the problem of turnover, but
researches still remain to understand the actual cause.
Therefore, psychologistics are of the view that it’s better to
understand turnover intention instead of actual turnover [2].
Researchers have identified a number of causes of turnover
such as stress [3] and working hours [4], however leader
member exchange and job satisfaction have not been focused
frequently. According to Smith et. al. [5], employees quit
their bosses rather quitting their organizations. The
relationship between employees and their supervisors can be
explained with the concept of Leader-Member Exchange
(LMX). According to Gerstner et. al [6], among many
consequences of LMX, its relationship with turnover
intention is unclear. Gerstner [6], further suggested
examining this association by incorporating mediating
variables.
Respond to the call of Gerstner et. al. [6], the present study
aims to examine the mediating role of job satisfaction
between LMX and employee turnover intention among the
health care sector of Pakistan.
Hypotheses Development:
Others [7], argued that leaders always have different
behaviors when talking to subordinates. Employees having
higher level of LMX are more satisfied and manage to
perform better because of this they get attention from their
leaders (i.e. supervisors). Job satisfaction is “a pleasurable or
positive emotional state resulting from the appraisal of one’s
job or job experiences (p. 1304)”. The social exchange theory
of [8] states that, there exists an exchange relation between
parties. Similarly, employees who hold higher quality LMX
get their supervisors attention as an exchange relation.
According to authors in [9], such kind of social exchange
enhances employees’ level of job satisfaction.
Empirical studies have investigated performance [10],
organizational citizenship behaviour [11] and organizational
commitment [12]. On the other hand, researchers have also
examined its association with job satisfaction [13]. Others

[14], attempted to examine the association between high
quality LMX and employees’ attitudes among health care
sector and found a relationship between both the variables.
Hence, the study assumed that,
H1: LMX is positively associated with Job Satisfaction.
Turnover theories suggest that it is because of individual’s
dissatisfaction regarding their current job [e.g. 15].
According to the theory employee’s who are not satisfied
with their present job thought to leave the current
organization and try to find alternative jobs.
According to Pepe et. al. [16], the importance of job
satisfaction cannot be ignored because it benefits both
employees and employers. Satisfied employees can put
more efforts and energy in their tasks. On the other hand,
employers could get best outputs from the satisfied
employees. Pepe et. al .[16]. further added that employee’s
turnover intentions reduced with the increase in their
satisfaction. Similarly [17] noted that highly satisfied
employees not only benefit the organization in saving job
related costs but also reduces their intentions to leave the
organization which ultimately reduce turnover. Many
studies have been conducted to explore the relationship
between employee’s job satisfaction and their turnover
intentions (e.g. 18, 19). In [19] author made an attempt to
develop a model in the nurse sector and found that job
satisfaction is closely related to the employees’ turnover
intention. Hence it is assumed that,
H2: Job satisfaction is negatively associated with turnover
intention.
According to authors in [20], LMX is a trust based
relationship and employees with high LMX quality can get
more information based support from their leaders. Hence,
they are more likely to get the organizational related
benefits comparing with employees having low LMX.
Some [21] commented that LMX enhances employees’
perception of organizational support which ultimately
contributes towards employees’ level of job satisfaction. In
addition to this, [22] also noted that employees with high
LMX quality exhibits less intentions to leave the
organization. Following the arguments, others [18] studied
the mediating role of job satisfaction between LMX and
turnover intention. Their findings revealed that job
satisfaction is a mediator between LMX and turnover
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intention. They further suggested examining the same to
generalize the results. Hence this study assumed that,
H3: Job satisfaction mediates the association between LMX
and turnover intention.
METHODS
The study collected data from the nurses working in Pakistani
public health-care sector. A total of 400 questionnaires were
distributed towards respondents on the basis of convenience
sampling method, among which 298 responded back. On
final evaluation 18 responses were found to be incomplete
and were excluded from the study and remaining 280
questionnaires with the response rate of 70 percent were
further analyzed. Respondents were assured about the
confidentiality of their data.
The study used adapted questionnaire from the previous
studies as they are more accurate and have internal
consistency as well. The respondents were asked on a five
points Likert scale ranging from 1-strongly disagree to 5strongly agreed.
A seven items scale developed elsewhere [23] was used to
measure the nurses level of LMX quality and reported its
reliability as 0.86. Using the same questionnaire, [24]
reported its reliability as 0.87. Thus, the study used same
seven items scale and a sample item includes, “My supervisor
understands my needs and job related problems very well”.
To measure employees’ intention of turnover, a three items
scale of [15] was used. A sample item includes, “As soon as I
can find a better job, I will leave the hospital”. Finally, to
measure the nurses’ job satisfaction, a three items scale of
[25] was used. [26] used the same scale and noted its
reliability as 0.74. A sample item includes, “In general, I like
working here”.
The nurses were also evaluated on the basis of certain
demographical characteristics. On the basis of age, majority
of the respondents were between the age of 25-35 years
(56%), having a nursing diploma (62%) in the relevant field.
On the basis of marital status, majority of them were unmarried (53%) with the working experience of less than two
years (48%).
RESULTS AND DISCUSSION:
The results of the table 1 identify the values of mean,
correlation and cronbach’s alpha. The mean score of the
variables identifies that majority of the respondents are near
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to agree regarding their perceptions of LMX quality and job
satisfaction (i.e. 3.56 & 3.79 respectively). However,
respondents seem to have slightly higher intentions to
turnover from their jobs (i.e. 3.82).
On the other hand, all the values of Cronbach’s Alpha are
well above the standard value of 0.70. This shows that the
scale used in the study has internal consistency. The values of
the table identifies a high positive association between LMX
and job satisfaction (β=0.48, p<0.01). This shows that
employees with the high level of LMX are more satisfied
with their jobs. On the other hand, a negative association was
observed between LMX and turnover intention (β=-0.34,
p<0.01). This shows that employees with the high LMX
quality exhibit less intention to leave the organization. Islam
et al., (2013) also noted the same among the employees of
banking sector that LMX negatively effects turnover
intention.
The study applied SEM to examine the indirect effect of job
satisfaction between the relationship of LMX and turnover
intentions. The values of the model fit found to the good i.e.
x2=69.65, df=52, x2/df= 1.34, p =.00, NFI=0.96, GFI=0.94,
IFI=0.95, AGFI=0.97, CFI=0.98, TLI=0.98, RMSEA= 0.046
(see figure 1). The direct path between LMX and TI was
found to be negative but significant (path coefficient = -0.32)
and the indirect path was found to be negative but significant
(path coefficient = -0.20). This identifies that job satisfaction
performs the role of partial mediation between LMX and TI.
LIMITATIONS AND CONCLUSION:
The present study was not limitation free. First, the data was
conducted at one point of time which leaves room for
speculators; therefore the future studies should conduct
longitudinal analysis. Second, the findings of the present
study are confined to the Pakistani public health-care sector.
in order to enhance the generalizability of the study should be
replicated in other geographical areas as culture impact
employees attitudes. Finally, this study examine the
mediating role of job satisfaction between LMX and turnover
intentions, future researchers should consider other variables
as well like organizational commitment and citizenship
behavior.

Table 1: Mean, Standard Deviation, Correlation and Cronbach’s Alpha
Variables

Mean

S.D

1

1. LMX Quality

3.56

0.67

(0.87)

2. Job Satisfaction

3.79

0.72

0.48**

(0.79)

0.76

-0.34**

-0.46**

3. Turnover Intention
3.82
Note: S.D= Standard Deviation; () Reliability

** P<0.01
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(0.81)
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β=.0.41,
p <0.01

JS

LMX
β=-.32, p <0.01
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Model Fitness Values
β=-.48,
p <0.01

TI

x2=69.65, df=52, x2/df= 1.34, p =.00,
NFI=0.96, GFI=0.94,
IFI=0.95,
AGFI=0.97,
CFI=0.98,
TLI=0.98,
RMSEA= 0.046

Figure 1: Mediation Analysis LMX-JS-TI

The study was aimed to examine the relationships between
LMX, turnover intention and job satisfaction among the
nurses working in Pakistani health-care sector. The results of
the study revealed that LMX has positive association with
nurses’ job satisfaction, while it has a negative association
with their intention to leave the organization. On the other
hand, job satisfaction was found to perform the role of partial
mediation between LMX and turnover intention.
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