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Abstract

Backgrounds: Nurses who leave profession is considered a government concern. Studies showed that it can take the form of a leakage and waste of human resources and financial resources for governments that spend money for training for nurses’ citizens and then be returned annually to fill the gap or gap caused by the nurses 'turnover. Little is known about the intention to stay and job satisfaction determinants among nurses in Saudi Arabia, Makkah region. 

Aims: The study aimed at exploring the determinants which is (job satisfaction, organizational commitment and self-efficacy) of intention to stay, among the nurses. Moreover, this study compared the determinants between general and psychiatric nurses in Makkah region of Saudi Arabia.

Materials: A descriptive correlation study design was considered for this study, which comprised a total of 175 nurses. The ages of the involved survey respondents were found to be 18 years or older on average and were capable enough to speak as well as write in Arabic or English language. This study was performed within the government and general psychiatric hospitals in the Makkah region. 

Results: No statistically significant difference was identified amid intention to stay, job satisfaction, organizational commitment and self-efficacy amid the psychiatric and the general nurses. In addition, a significant correlation was found to exist amid nationality, education as well as income and intention to stay, job satisfaction, organization commitment and self-efficacy (p˂ 0.05). The overall study findings highlighted that job satisfaction is the only determinant related to the intention to stay among the nurses.

Conclusions: The study added various determinants of nurse turnover to the existing body of knowledge, thereby relating to the factors concerning intention to stay, job satisfaction, organizational commitment and self-efficacy among the general and the psychiatric nurses. It is the nurse administrators who may consider the findings of this study as a baseline to develop job satisfaction. Moreover, the factors including improved nursing practice, professional growth, and recognition along with motivation can be recommended to enhance nurses’ satisfaction and retention level. , It can be observed that 20% of the involved survey respondents were more likely to stay in their jobs. Correspondingly, 38.8% of them were less likely to remain in their respective jobs.

Keywords: Job satisfaction, self-efficacy, organizational commitment, nursing, psychiatric nurse, intent to stay.
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Chapter 1: Introduction, Background and Research Context

1.1. Introduction

In this particular chapter, background information on the identified study issue has been provided by explaining the overall research contexts such as international studies, national studies, dealing with job satisfaction, intention to stay, organizational commitment and self-efficacy. The chapter thus concludes by designing an effective thesis structure.
1.2. Background

      Turnover defined as the intention of employees to quit the organization. Intentions are a statement about a specific behaviour of interest. Also , turnover is the likelihood that an individual will change his or her job within a certain time period and thus it leads to actual turnover (Bandhanpreet et al.,2013)
            Healthcare professionals are regarded as major participants of a quality healthcare system, whose shortage might create problems both for the organizations as well as the patients. Patients not obtaining the standard care eventually pose threats to their lives and can be considered as one of the problems associated with the shortage of healthcare professionals. This specific problem generates a non-conducive environment, which triggers the need to retain the most experienced as well as qualified healthcare professionals. Nurses’ job satisfaction level plays a crucial role for the hospitals as it leads to the attainment of their predetermined targets of retaining the experienced workforce and maintaining improved efficiency along with job quality. This eventually contributes to the curtailing of the operational expenses. It can hence be expected that the findings obtained for this specific study can generate a higher level of awareness among the employers and the nursing professionals regarding the implications of nurse turnover in psychiatric & general hospitals located in Makkah region of Saudi Arabia. While reviewing the varied types of literature relating to this study, it has been apparent that the recruitment factor creates low job satisfaction among the nurses, which might probably be the reason for their turnover in nursing profession (Tovey and Adams, 2005, Mrayyan, 2005). This certainly has an adverse impact on the patient care quality (McKeese-Smith, 2000, Grembowski et al., 2005). Moreover, with the growing turnover of the nurses in the hospitals, the patients may experience both physical and psychological health risks (Cavanagh, 1996). 

The key variations being witnessed in the provisions of mental nursing services eventually led towards the creation of a wider assortment of new client care settings, wherein the nurses perform their individual tasks. To be precise, operational settings might impose a significant impact on the job satisfaction level of the nurses (Mrayyan, 2005; Pinikah and Happell, 2004; Spear et al., 2004; Sammut, 1997 and Fagin et al., 1995). Job satisfaction in the context of psychiatric/mental nursing has been portrayed widely in the international studies. For instance, Australian nurses reported a higher level of job satisfaction as compared to their British counterparts while working for the development of patients’ quality of care (Adamson et al., 1995). Based on the observation made by Giloranet et al. (1994), Grant et al. (1994) and Cavanagh (1992), overall job satisfaction of the nurses is reflected within the works in American, British and Scottish studies. In relation to a US-based study conducted by Carr and Kazanowsky (1994), it was observed that the nurses operating in long-term healthcare settings were significantly more dissatisfied as compared to those, who worked outside a long-term healthcare environment, serving same patient categories. Thus, long-term care environment contributes to raising a higher level of job satisfaction instead of the types of the disease that the patients admitted in the hospitals of any region are afflicted with. Similarly, with reference to a Hong Kong-based study, it was evident that the nurses who worked in an acute setting were comparatively more satisfied than those who operated in the chronic care setting (Fung-Kam 1998). 

Contextually, Sammut (1997) aimed at analyzing the effects of job satisfaction and turnover of nursing professionals present within a huge psychiatric hospital along with the shift of services to units adjacent to district general hospitals. It was hence found in the study of Sammut (1997) that the job satisfaction level of the nurses was higher while working with nearly all aspects of acute psychiatric services at the older psychiatric hospital in comparison with the new District General Hospital. The results being retrieved for this study implied that the factors such as work location and change in the same influences job satisfaction. Based on a British study conducted by Fagin et al. (1995), which particularly dealt with the psychiatric nurses, it was evident that the community psychiatric nurses showcased a higher degree of job satisfaction as compared to the ward-based psychiatric nurses. Moreover, the study findings of Fagin et al. (1995) highlighted that the factors intrinsic to nurses’ profession such as an apparent sense of attainment, recognition that they receive for their efforts and the degree of responsibility possess by them are related to job satisfaction and retention. Nonetheless, no significant differences were observed to prevail amid the two nursing groups related to the factors extrinsic to their profession, such as the job status (Fagin et al., 1995).




Studies conducted earlier focused on identifying and analyzing the factors that poses an impact on the job satisfaction level of the individuals. For instance, Herzberg (1990) suggested a motivation-hygiene theory, wherein two important variables were identified that entailed motivational and hygiene factors. In this regard, the motivational factor takes into concern promotional and personal growth opportunities along with responsibility, achievement, and recognition. These factors denote intrinsically rewarding to the individuals. The other variable i.e. the hygiene factor encompasses the items of pay, physical working situations, job safety, company policies and quality of management among others.
Some researches implied that both hygiene and motivation factors have a similar effect on job satisfaction (Trevor et al., 2008), whereas certain other studies revealed that the hygiene factor is significantly related to job satisfaction, instead of motivation (Rubin, 2009). Based on these study findings, it is thus clear that the nurses, whose job satisfaction level is greater, are able to provide best and quality care to the patients. However, the nurses who are not satisfied with their respective jobs face poor performances, leading towards decreased productivity, efficiency and quality of care with increased unwanted costs (Lichtenstein, 2008; Simoens et al., 2007). In a study conducted with the Chinese nurses, Wang et al. (2011) examined the connection existing amid job satisfaction, occupational assurance and intent to remain within a healthcare organization. The study findings showcased the fact that job satisfaction and occupational commitment were positively correlated with the intent to stay. Moreover, promotions and age also remained positively connected with job satisfaction as well as occupational commitment.
1.3. Aim of the study :

The aim of this research study is to identify the determinants of nurses’ intention to stay among nurses working in psychiatric & general hospitals , including their attitudes towards leaving work in a particular organization to another area of practice, or leaving  the   nursing profession  completely in Makkah region of Saudi Arabia.

.
1.4. Theoretical Framework

The theoretical framework underlying this research is the logical action theory, which elucidates that the individuals often use the available information rationally to reach behavioral decisions such as leaving the profession (Ajzen and , Fishbein, 1980). To be precise, the theory is viewed as a hierarchy of beliefs through social attitudes and norms, which has an impact on the intentions and behaviors of the people. Nurse dropout/turnover is fundamentally viewed as a crucial concern in the healthcare sector and one of the major challenges faced by psychiatric hospitals and health organizations, especially within the Gulf States Region, due to heavy dependence on expatriates in various disciplines of employment and shortage of qualified national nurses. It is strongly believed that the high career dropout/turnover rates of the nurses affect the performance of the hospitals in delivering quality care to the patients with increasing financial costs due to the requirement of providing training to new nurses and attracting them outside the Kingdom Saudi Arabia (KSA) (Jones,1990 and Price and Muller, 1981). With regard to assessing the affiliation existing between participants’ experience and turnover intention, it has been apparent that the nurses, who recently graduated possess greater turnover rate within the initial year of practice (Halfer and Graf, 2006), as participants’ experience was found to be negatively related to dropout/turnover intention. Evidence suggests that the factors such as age, gender, education, years of work experience, clinical grade, communication, and recognition, the opportunity for advancement, autonomy, commitment and stress are directly linked with the nurses’ job satisfaction level. 

1.5. Research Question

What are the factors affecting psychiatric mental & general nurses decision to leave work ?

1.6. Statement of the Problem

Job satisfaction is currently considered to be a measure, which must be applied in quality improvement programs. In the healthcare context, it is quite essential to determine the factors that are associated with job satisfaction, as these ensure greater provision of quality care and organizational efficiency along with effectiveness. Additionally, job satisfaction ensures the sustainability of healthcare professionals, leading towards improved quality of care to be delivered to the patients. Some studies conducted by different authors fundamentally focus on explaining general aspects of job satisfaction and motivation and not on actual determinants (Pyrthech, 2012; Boshigari, 2009; Leshabari, 2008). Literatures are particularly limited to the evaluation of the determinants of intention to stay and job satisfaction among the healthcare workers in Middle East countries, specifically Saudi Arabia. Emphasizing the issue, the current study focuses on analyzing the determinants of nurse turnover in psychiatric & general hospitals in Makkah region of Saudi Arabia. It is thus important to analyze the factors that have an influence on nurses’ job satisfaction level, which is documented to form a reference point to develop the quality of care. Better handling of the nurses also has an immense impact on their job satisfaction level, which in turn, improves their job performance and quality of health care at large. The impact of job satisfaction on the overall performance of the healthcare workers can be determined from the improvement being made in operational efficiency, productivity, and quality of care delivered to the patients. Therefore, this study investigates the determinants of turnover that might in turn help to cope up with the dissatisfaction level, thereby improving the delivery of quality care.
1.7. Significance of the Study

This study are likely to measure the level and the determinants of the intention to stay among the general and psychiatric nurses in Makkah province at KSA. Healthcare practitioners are expected to reap significant benefits from these findings by understanding various determinants of intention to stay among healthcare workers in general and psychiatric hospitals in Saudi Arabia. Moreover, the findings of this study may have significance to the knowledge frontiers and the policymakers as well in the form of documenting evidence-based practices. These practices focus on increasing job satisfaction and decreasing high turnover rates of the nurses with enhanced healthcare quality. Evidences suggest that for several years, the shortage of nursing has become increasingly troublesome on a global basis. In a survey conducted during the year 2002 by nursing unions worldwide, 90 out of 105 organizations (86 percent) in excess of 69 geographically distinct areas reported a shortage of nursing in their jurisdiction. In the United States, the demand for the registered nurses is estimated to rise by 3-4% annually, and that by 2030, there will be a shortage of 690,000 registered nurses. This study added to previous research that the problem still wants more research and that the element of satisfaction is still missing.
1.8. The Structure of the Thesis

This thesis intended to identify and analyze the determinants of intention to stay by the general nurses in psychiatric & general hospitals in Makkah region of KSA. Therefore, the first chapter of the thesis outlines the background to the study and significance of the research. This is followed by the second chapter, which is about a review of the literature, identifies and discusses studies based on job satisfaction, organizational commitment, intention to stay and self-efficacy. It concludes by identifying gaps in previous researches and presents the rationale for the study along with the study aim and research questions as well. The chapter three then provides a description of the contextual settings, in which this study took place. It describes the methodology and the rationale to adopt an appropriate research design. A detailed explanation is then given for the methods along with the ethical considerations that shaped the entire research. In this particular chapter, the study procedure has been described, including participant recruitment and methods of data collection along with analysis.

An in-depth discussion of the methods used is followed by the findings chapter, which presents the analysis of the data and the results for the same in the study. It includes a description of the study sample and the socio-demographic characteristics. In addition, it discusses the results of the analysis performed on job satisfaction, organization commitment, intention to stay and self-efficacy. The sixth chapter (of discussions summarizes the findings and relates them with context of the existing literature and the quantative data obtained for the current study. This chapter also interprets the study findings in relation to the adopted theoretical framework. The discussion also reviews the strengths and the limitations of the current study. The thesis concludes with a review of the implications of the current findings for research and professional practice in chapter seven.

1.9. Summary

Turnover defined as the intention of employees to quit the organization. Intentions are a statement about a specific behaviour of interest. Also , turnover is the likelihood that an individual will change his or her job within a certain time period and thus it leads to actual turnover (Bandhanpreet et al.,2013)
             Evidence  suggests that the high career dropout rates may have negative repercussions on the organization. For example, loss qualified personnel and the cost of attracting nurses from outside of the KSA and training new employees to keep dropouts rates to an acceptable level   (Collini et al., 2015).
Chapter 2: Literature Review

2.1. Introduction

In this particular chapter, a detailed review of existing literature and published studies associated with job satisfaction and intention to stay among the nurses have been conducted. This chapter also elaborates the procedure of carrying out the review, its search strategy, and inclusion along with exclusion criteria. The chapter concludes with the identification of gaps in the previous studies, thereby providing a justification for the current study.

2.2. Aims and Objectives of the Review

The comprehensive literature review primarily intends to examine and update the synthesized evidence about the determinants of nurses’ intention to stay. It also aims at evaluating the quality of studies relating to this field of research and identifying literature gaps.

2.3. Objectives

The objectives of this review have been listed below: 

· To identify studies on the determinants of intention to stay among the nurses

· To analyze the most common outcome measures executed to review the identified determinants

2.4. Literature Search Strategy

The literature review considers those studies examining the determinants of intention to stay and job satisfaction amid the nurses. In order to conduct this review, nurses working in different hospitals, clinics or healthcare centers were considered as the most appropriate sample population. The search was limited to the access of those specific studies published in English or Arabic during the period 2000-2016. Considering the Population, Interventions, Comparators, Outcomes, and Designs (PICOS) format (CRD, 2009), the search used the following key and associated terms: 

· Population - Nurses 
· Interventions - Any procedure to enhance retention rate 

· Outcomes of interest - Intention to stay, job satisfaction, organizational commitment and self-efficacy 
· Designs – Descriptive Correlation studies, mixed method studies including two different data collection procedures (i.e. questionnaires or interviews, focus group) and meta-analysis along with systematic reviews 
2.5. Data Sources and Screening Procedure
Relevant studies that have been published from 2008 to December 2017 by using different electronic records including MEDLINE, PubMed, CINAHL and Google Scholar as considered for this study to conduct a comprehensive literature search. Searches were hence limited to nurses working in a clinical setting. Moreover, the papers written either in English or in Arabic and published during 2008-2017 were also considered for this research. Selection of this time interval eventually helped in acquiring updated knowledge about the research area and practice as well. For this particular study, only a few number of the studies published prior to the year 2008 were considered to draw valid inferences. The most important keywords used in the literature search included job satisfaction, intention to stay and organizational commitment among others. The various features of inclusion and exclusion criteria with respect to this particular study have been depicted in Table 2.1 below. Initially, the title and the abstract were screened against the inclusion criteria to find out the studies relating to the identified issue. In order to discard ambiguity of contents, the full text of the articles was thoroughly checked so that these can match with the identified study issue. Moreover, compilation and examination of reference lists of all the included studies helped in addressing the research issue being identified by evaluating the determinants of intention to stay and job satisfaction among the nurses. 

2.6. Results

2.6.1. Data Extraction and Methodological Quality Assessment in the Review
A total of 174 studies were yield at the initial screening of abstracts concerning intention to stay and job satisfaction amid the nurses. Out of these, 74 studies were excluded after reviewing their individual titles or being duplicated from different databases. Then, abstracts were reviewed and other studies were also excluded, as these failed to comply with the inclusion criteria such as:

· Published outside the time period considered by this study (i.e., pre-2008) (n = 8)
· Published in language other English or Arabic (n = 22)

An attempt was also made to review the full text of 101 articles comprehensively, which in turn, helped in identifying literature gaps. Then, a total of 43 articles were excluded for several reasons. Therefore, 27 studies were ultimately included in this review that met the inclusion criteria. The study selection process followed for this study is outlined below in the form of a diagram.
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Figure 1: Flow Diagram of Data Retrieved at Each Stage of the Review
2.7. Literature Review

The issue concerning nursing dropout/turnover and its detrimental effects has been reflected in numerous studies that were conducted in the past. The overall findings of these studies suggest unstable staffing, which results in decreased capacity within individual care teams, which in turn, threatens the quality of care at a considerable level. It is the nurses, who ensure a higher level of patient safety and improved treatment facilities (Clarke and Aiken, 2003; Needleman et al., 2002). The study findings of Whitman et al. (2002) highlighted significant inverse relationship existing amid staffing and falls in cardiac intensive care in various units, medication errors in cardiac as well as non-cardiac intensive care units and restraint rates in the medical-surgical units. The issue of nurse dropout/turnover may represent the scarce management of care due to various symptoms being overlooked and prolonged length of patient stay in the hospitals or the clinics (Silber et al., 2003). Nursing dropout/turnover proves to be quite costly for the government, as measures and estimates may vary with the level of treatment standards. In this regard, Stratiote et al. (2003) cited an expense of $42,000 to replace a medical-general nurse and $64,000 in case of replacing a specialty nurse. The indirect costs of nurse dropout/turnover are found to be particularly significant because of the combined effects of an initially reduced productivity of a new employee and a reduction in staff self-esteem along with group productivity (Johnson and Buelow, 2003; Gray et al. 1996). Recent studies reveal that decreased operational productivity and quality of care, as well as treatment, are the largest cost drivers of nurse dropout/turnover (OBrien-Pallas et al., 2006a; Waldman et al., 2004). The cost of nurse dropout/turnover may actually become higher due to the loss of productivity associated with acquiring or recruiting new hires.

A number of studies have examined individual, group and organizational factors that may pose an impact on nurse dropout/turnover. For example, nurse turnover is associated with those from the younger age (Beecroft et al., 2008; Barron and West, 2005; Ito et al., 2001). Conditions of the operational environment within the healthcare organizations represent a major contributing problem in job stress and job dissatisfaction. Even though it is believed that the role of nursing itself is associated with conflicts, the nurse managers and the medical along with the administrative staff are likely to make effective decisions and thereby generate positive outcomes. Based on the observation made by Schlachta-Fairchild (2000), the notion of role stress can occur particularly in newly initiated nursing roles such as tele-nursing, leading to dropout/turnover, burnout, and loss of continuity of care, which negatively impacts the individuals, patients and healthcare organizations. Shader et al. (2001) mentioned job stress, weekend overtime, job satisfaction and group cohesion as important predictors of anticipated dropout/turnover. Lu et al. (2002) also found a significant negative correlation existing amid professional commitment, job satisfaction, and turnover intentions. 
There lays the presence of a theoretical model, wherein behavioral intentions is viewed as a direct antecedent to turnover behavior. Based on this model, Irvine and Evans (1995) identified that a strong positive relationship exists between behavioral intentions and turnover, a strong negative correlation between job satisfaction and behavioral intentions along with a small negative correlation existing between job satisfaction and turnover. Under practical nursing practices, the idea of role perception evolved as a major predictor or the determinant of organizational and individual outcomes of stress, job satisfaction, organizational commitment and intentions to drop out/turnover (Rosse and Rosse, 1981). It can hence be expected that the nurses, who possess the role conflict nature exhibits less organizational commitment and job satisfaction (Kroposki et al., 1999). Nurse dropout/turnover can also be influenced by role conflict and role ambiguity, leading towards decreased job satisfaction level with chronic job-related stressors that are manifested by psychological-emotional and physical stress (Spooner-Lane and Patton, 2007; Piko 2006; Stordeur et al., 2001). Due to having a shortage in role clarity, it can be stated that certain nurse groups may discontinue their respective jobs and thereby hamper the overall operational productivity level at large. For example, new graduate nurses are likely to experience role ambiguity and job dissatisfaction, in case the transition to their new roles is unclear and inconsistent in nature (Chang and Hancock 2003).

2.8. Job Satisfaction 

Job satisfaction is regarded as one of the major variables or determinants, which has an impact on healthcare quality. In the healthcare context, numerous studies have been conducted amid the healthcare workers/nurses with the intention of assessing the level and the determinants of job satisfaction. In order to retain skilled and potential health workers within a specific healthcare organization, it is essential to motivate them at large and thereby ensure an increased level of job satisfaction. It can hence be affirmed that this level of job satisfaction varies from one hospital/place to another, which in turn triggers the need for healthcare organizations to adopt effective strategies and generate favorable outcomes. The results obtained from a study being conducted in Turkey revealed that the percentage of satisfied healthcare workers stood at 60% and the satisfaction score amounted to 3.8 ± 0.5 with the midwives having the lowest satisfaction scores. The reasons behind this lowest satisfaction score included the current working or operational setting and income status (Bodur, 2002). Chaulagain and Khadka (2012) while examining the factors stated that they have an influence on job satisfaction in Nepal. They also observed that 76% of the healthcare professionals remained satisfied with their current jobs. However, no relationship was found prevalent amid socio-demographic characteristics and job satisfaction. In addition, the other factors or the variables that have an effect on job satisfaction are responsibility, opportunity to develop, staff relations and patient care. Evidence suggests that in South Africa a majority of the healthcare professionals were dissatisfied with their jobs, whereas, in case of Turkey, around 60% of the professionals were found to be satisfied (Rubin, 2009; Rain et al., 1991). 
According to a study conducted by Ali-Mohammed (2004), the nurses in Iran had a moderate level of job satisfaction. The study findings revealed that there is a wider opportunity to determine the significant predictors of job satisfaction among the nurses, which might in turn lead towards decreased turnover. It can thus be stated that more the chances for an individual to get developed within the organizations, the greater becomes the likeness for him or her to be more satisfied with the respective job (Ali-Mohammed, 2004). Examination of job satisfaction amid the nurses as well as the principal healthcare physicians specifically with the context of Al-Madinah Al-Munawwara has been reflected within the study conducted by Al Juhani and Kishk (2006). Job satisfaction can be related to effective orientation, which an employee possesses towards his/her work. In this regard, a link can be observed to prevail amid physicians’ satisfaction level and patient adherence, which has a huge impact on the organizational success. 

The study conducted by Yami et al. (2011) emphasized assessing the job satisfaction level and its determinants amid the health workers who are employed Jimma University Hospital, located in the region of Southwest Ethiopia. The authors performed a cross-sectional study in order to verify the extent and the variables posing an impact on job satisfaction as well as retention of health professionals employed in Jima University Hospital. The results obtained from this study measure  that 46.2% of the health workers were not satisfied with their respective jobs. As per the study, shortage in motivation, insufficient figure of human resources, inappropriate salary structure and lack of quality training programs were certain crucial reasons, for which the healthcare employees of Jima University Hospital showed dissatisfaction in their jobs. However, just 41.4% of these members working in the stated hospital were satisfied or happy due to the reasons of professional gratification and gaining greater help from others during the time of need. The respondents who participated in this study provided their individual viewpoints regarding the fact that there lay certain potential ways, through which job satisfaction of the nurses and their retention rates can be increased at large. According to them, those ways fundamentally comprise motivating the staff by offering them with distinct forms of incentives such us bonus and house allowance among others, thereby raising salary, establishing good administration management system and developing the existing facilities and infrastructure of the hospitals (Yami et al., 2011).

Correspondingly, Ezejal et al. (2010) examined job satisfaction level and working conditions of Nigerian oral health workers. The authors in their study conducted a questionnaire-based on cross-sectional survey involving dental professionals employed in oral healthcare centers of University Teaching hospitals located in the region of Southern Nigeria. The rate of survey response, as mentioned in the study, stood at 82.3%. The various categories and the proportions of these respondents were identified as dentists (59.7%), dental nurses (15.3%) along with the dental therapists (9.0 %,) dental technologists (13.2%) and dental record officers (2.8%). As per the data obtained from this particular study, 70.1% of the survey respondents provided satisfaction and fulfillment in their career as oral healthcare workers. Correspondingly, 45.1% of the participated survey respondents desired at least one of their children to take up their profession. However, only 32% of them agreed to the fact that they are provided with the necessary facilities and the equipment to perform their respective works in a more effective manner. 46.5% of the survey participants responded that their work areas are comfortable enough for them, which also enables them to perform their best. Nonetheless, only 29.2% of the participants agreed that their salary was enough to fulfill their personal along with family needs as per the expectation level. As per the study results, the satisfaction level of the dental auxiliaries remained more as compared to that of the dentists, as the p-value amounted to 0.004, which was influenced by ethnicity and geographical location wherein the p-value stood at p<0.05. Approximately, two-thirds of the respondents i.e. 31.9% of them specifically the dentists had thought about leaving their profession during the previous 12 months.

According to the study conducted by Irvine (1995), a strong optimistic connection exists between the behavioral intentions and turnover along with a strong pessimistic correlation persisting amid job satisfaction and behavioral intentions. In addition, the study findings of Irvine (1995) highlighted a small negative association existing amid job satisfaction and turnover. It was hence mentioned earlier that role perception in nursing practice is deemed as a vital constituent of organizational and individual outcomes of stress, job satisfaction, organizational commitment and intentions to leave. Similar findings have also been presented in the study conducted by Faris Alsaraireh (2014), wherein it was mentioned that there is a negative relationship shared between job satisfaction and turnover intention. The findings obtained from this particular research reflected the job satisfaction level of the Jordanian nurses, who were involved in government hospital psychiatric services. Earlier researchers conducted their research based on the determinants of nurse turnover, which clearly portrayed that job satisfaction negatively with relation to their intention to leave (Faris Alsaraireh, 2014). Kuhlen (1963) in the study related job satisfaction with the theory of Maslow’s hierarchy of needs. Based on this particular theory, the author mentioned that job satisfaction of an individual can only be determined and raised when his/her individual needs are satisfied as per the expectation level (Kuhlen 1963). Similarly, Worf (1970) in the study related job satisfaction with the fulfillment of either physical or psychological need. Therefore, based on these notions of various authors, it has been apparent that fulfillment of an employee’s needs can be exploited to elaborate job satisfaction effectively.

In order to analyze the determinants of nurse turnover in psychiatric hospitals, the factor of job satisfaction has been emphasized with linking the same to certain content motivation theories such as the cognitive process of motivation theory, Maslow’s Hierarchy of Needs Theory or Herzberg’s Two-Factor Theory (Hall 2003). The needs and motives of the individuals being engaged in delivering quality care to the patents can be identified from these specific theories. Vroom (1964) in the study clearly related job satisfaction with the cognitive procedure of motivation theories, such as the Expectancy Theory. It can hence be expected that with the help of this particular theory, individual needs, as well as desires, can be assessed to the maximum possible extent (Schermerhorn et al., 1991). Schermerhorn et al. (1991) mentioned that the expectancy theory helps in comprehending the cognitive procedures of human expectation that tends to have an impact on human behaviors (Schermerhorn 1999). With regard to the process approach of motivational theory, job satisfaction is elaborated as the figure of personal expectation, which the employees experience in their current jobs (Vroom 1964). Therefore, based on this specific approach, job satisfaction can better be described as the positive emotional response, which an employee holds about his/her achievement of job value or equity. Previous studies conducted on Western and nonwestern cultures clearly reflected job satisfaction to be a prominent predictor of turnover and retention (Liu et al., 2011; De Gieter et al., 2011; Tsai and Wu, 2010; Chan et al., 2008; Coomber and Barriball, 2007; Tourangeau and Cranley, 2006; Cameron et al., 2004; Larrabee et al., 2003).

There are varied definitions of job satisfaction, which is often regarded as a composite and versatile concept. This factor can be related to subjective variables owing to the reason that it not only represents the nature of the job but also capitalizes individual expectations (Lu et al., 2011). With regard to the study findings of Lu et al. (2011), measurement of job satisfaction level can be made possible either through the global or the facet approach. In this context, the global approach measures a person’s overall job satisfaction that further helps in determining his/her general attitude towards work, while the facet approach measures job satisfaction in accordance with the several specific facets contributing to the overall job satisfaction or dissatisfaction (Lu et al., 2011). According to Herzberg’s (1966) motivation-hygiene theory, facets comprising intrinsic or extrinsic determinants are segregated into motivation or hygiene factors. Motivation factors namely achievement, recognition, the work itself and responsibility are defined as those aspects of work that are likely to satisfy the workers, enrich their jobs and impose long-term impacts on job performance. Hygiene factors in this context include organizational policy, working conditions, supervision, pay, and status corresponding to disorganization and impartiality at work, thereby causing employees to be dissatisfied and making negative changes in job attitude along with performance (Herzberg 1966).

One of the study findings based in Macao focused on determining the factors associated with nurses’ intention to leave their current employment revealed that 39% of the nurses reported their unwillingness to continue with their respective jobs. As per these findings, factors including age, work experience, workplace conditions and job satisfaction (pay and benefits) were deemed as the major predictors of intention to leave jobs by the nurses (Chan et al., 2008). Similar findings can be observed in the study conducted by Liu et al. (2011), wherein half of the Chinese nurses being surveyed reported job dissatisfaction and around 40% of them desired to leave their present jobs. Under this study, the various demographic facets of the involved participants (i.e. age, marital status and work experience), overall job satisfaction, extrinsic rewards, interactions, praise, recognition, control, and responsibility were identified as the crucial determinants of nurse turnover. In order to identify the chief causes of turnover among Singaporean nurses, Fang (2001) observed that job satisfaction was significantly and positively related to organizational commitment, supervision satisfaction along with professional commitment, which are negatively associated with job stress, turnover cognition and intention to leave. In this regard, organizational commitment and supervision satisfaction were amid the top determinants of turnover intention. Evidence suggests that nurses with greater job satisfaction level possess comparatively higher retention rates and positive job behaviors (Shimizutani et al. 2008). 
The study findings of Best and Thurston (2004) and Ma et al. (2003) highlighted that job satisfaction not only imposes positive impacts on the healthcare quality of the patients but also on nurse turnover as well. The association existing amid job satisfaction and turnover among the nurses has been well documented in the studies of Liu et al. (2011), Chan et al. (2008), Gardulf et al. (2005) and Larrabee et al. (2003). The other important aspects that have a strong influence on the decisions adopted by the nurses to stay or leave their jobs include pay, management style, supervisory support, work environment, psychological strain and overload of stressful work experiences (Coomber and Barriball, 2007; Gardulf et al., 2005; Strachota et al., 2003; Fang, 2001). 
As mentioned in the study of Sabanciogullari and Dogan (2015), job satisfaction level of the nurses was found to be moderate in Turkey. In this particular region, intention to leave the profession was lower among the nurses with high professional identity. Borda and Norman (1997) observed low job satisfaction level as one of the most important factors, enhancing desire amid the nurses in Malta to leave their profession. This factor is deemed as the most important determinant of career dropout, affecting the relationship existing between job satisfaction and job leakage (Borda and Norman, 1997). The study conducted by Borda and Norman (1997) revealed certain other factors as well that raises nurse turnover within the hospitals. These factors fundamentally comprise availability of alternative jobs and family obligations among others. Furthermore, Bartram et al. (2004) highlighted in their study that the job satisfaction rates of the nurses in Australia are raised and their work stress is relieved due to social support being obtained from the superiors and the individual colleagues. According to this study, increased social support and collaboration along with teamwork improve nurses’ sense of competence and professionalism, leading towards increased job satisfaction and turnover rates. In this similar context, Sourdif (2004) identified that a majority of the Canadian nurses’ desire to stay in their present jobs and the major determinants, which influence their decision are work satisfaction and better alignment with the administration.

Similar to Canada, bin Saeed (1995) conducted a study in Saudi Arabia with the intent of examining the determinants of job turnover of the nurses in public hospitals situated within the city of Riyadh. The study included 488 nurses, out of which three belonged to the Ministry of Health hospitals, who expressed their desire to leave work. However, no significant differences in the desire to leave work could be observed amid the nurses based on their marital status. Correspondingly, it has been found that there were significant differences in the desire to leave work, as per the level of education, monthly income and the ability to adapt to the Saudi societal settings. The study also highlighted that the desire to leave work amid the nurses in Saudi Arabia largely depends on the educational level and lack of adaptation to the Saudi society. The study further revealed other critical factors as well that encompasses the low level of supervision, limited opportunities for career advancement, dissatisfaction with the monthly salary and the difficulty of communicating with the patients, thereby raising job turnover rates of the nurses. 
Scholars have been arguing in support of the inverse relationship of job satisfaction with turnover intention amid nurses equivocally, although the roles played by the other factors in determining the strength of this relationship varied largely. The nursing setting in different countries have been studied with the intent of examining this particular assertion, such as in Japan (Kudo et al., 2006), China (Liu et al., 2011; Cai and Zhou, 2009), Lebanon (El-Jardali et al., 2009), Taiwan (Tsai and Wu, 2010), Turkey (Gok, 2011), and the USA (Applebaum et al., 2010). In all these studies, elements of job satisfaction amid the nurses had a negative impact on their turnover intentions, motivating them to stay longer with the institution. This finding was apparently consistent with the studies conducted by Shao et al. and that conducted by Griffeth et al [39, 40]. However, when concerning the factor of social status satisfaction in correlation with the turnover intentions of the nurses, no significant linkage could be established (r = -0.041, P =0.32). Nonetheless, an inverse relationship was observed between the factors of work conditions (r = -0.017, P = 0.68) as well as doctor-patient relationship (r = -0.070, P = 0.09), as the determinants of job satisfaction amid the nurses and with their turnover intentions [25]. Another element considered in the relationship between nurses’ job satisfaction and their turnover intention was burnout. Researches in this context depicted that the three dimensions of burnout are positively related with the turnover intentions of the nurses. It implied that the physicians suffering from serious burnout tend to report a higher degree of turnover intention. A similar finding was obtained while considering the rate of emotional exhaustion (r = 0.321, P < 0.01) and turnover intentions of the nurses. 

According to the results obtained from the Pearson correlation coefficients, it can be suggested that the association between job satisfaction and turnover intention was relatively greater than that of burnout syndrome and turnover intention. The result (β= -0.325, p < 0.05) therefore predicted job satisfaction as one of the major determinants for the nurses to stay in their respective jobs. Nonetheless, all other predictor variables showed non-significant results, wherein years of experience was found to be significantly correlated (negative direction) with job satisfaction (r = - 0.13, p = 0.06). Based on the overall comprehensive literature review findings, it is apparent that job satisfaction is commonly measured by using different scales such as McLoskey Mueller Satisfaction Scale (MMSS) (1989), Minnesota Satisfaction Questionnaire and job satisfaction Index Questionnaire.

2.9. Intent to Stay

Studies being conducted earlier stressed on the fact that there was no significant statistical indication of guidance on job satisfaction and intention to stay in nursing, as most of the nurses were largely involved in a counseling relationship. The study findings having the result (r = 0.23, p = 0.003) therefore demonstrated that job satisfaction is positively correlated with intention to stay. This result also indicated that there was a relationship between job satisfaction and level of income, which positively leads towards an intention to stay. The old Saudi nurses who work in psychiatric hospitals and perform different tasks were satisfied with their jobs and had the desire to stay in their profession for obtaining the maximum level of income. Correspondingly, there were another set of Saudi nurses who worked in various departments and came from distant nations with the intention to stay in the hospital for a longer duration with high job satisfaction level. This was owing to the reason that the nurses intended to work hard and thereby receive maximum amounts as salary to fulfill their requirements and enhance individual living standards as well.
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Table 1 : Prevalence of turnover in Nursing

· Examined job satisfaction and intent to leave among psychiatric nurses in 27 hospitals in Japan, and found that 44% of nurses intended to leave their jobs, a result they linked to job dissatisfaction (Ito et al. 2001). Also, in a study conducted in Saudi Arabia  by Al-Ahmadi (2006), 37% of the nurses have the tendency to depart from their individual works or profession. Then, in a study conducted in Turkey by Selma (2015) , 33% of the nurses have  the tendency to leave  their work. And, in a study conducted in Brazil by Daiana (2011) , 28% of the nurses more likely to leave  their work. 
It was earlier mentioned that the nurses often desire to leave their jobs due to the issues associated with their work-related stress and poor job performance. A cross-sectional survey was hence conducted with 300 nurses, coming from11 nursing units in a large university hospital in the southeastern region of the U.S. (Shader, Broome M, Broome C, West, Nash, 2001). This survey yielded a sample of 241 useable questionnaires with 63% response rate. The prime reason for conducting the survey was to identify and determine the relationship shared amid job stress, group cohesion, and stability of work schedule and anticipated turnover. Findings therefore suggested that higher job stress results in lower group cohesion (r=0.41, p<0.01), lower work satisfaction (r =0.51, p=0.01) and higher anticipated turnover (r=.37, p<0.01). Contextually it was found that higher level of job satisfaction resulted in greater group cohesion (r =0.42, p<0.01) and lower anticipated turnover (r =0.47, p<0.01). Additionally, the research revealed that a steady work schedule resulted into causing less strain amid the nurses (r =-0.20, p<0.01), lower anticipated turnover (r =-0.29, p<0.01), higher group cohesion (r=0.43, p<0.01), and greater job satisfaction (r=-0.44, p<0.01). Finally, the study represented group cohesion and good social relationship to increase the job satisfaction level of the nurses and to decrease the anticipated turnover (Shader et al., 2001).

The Pacific Northwest Nursing Leadership Institute (PNNLI) developed a program during the year 2002, which comprised a 2-day retreat-style workshop and seven additional 1-day modules (Wilson, 2005). After testing, it was observed that the anticipated turnover of the participants i.e. the nurses significantly decreased during post-program. Based on a Taiwanese study, it was found that there existed a significant relationship between job satisfaction and intention to leave the profession amid the nurses (Lu, 2002). A descriptive exploratory study in the Netherlands administered a self-report questionnaire to 175 nurses with an 89% response rate (N=156) (Janssen, 1999). This study showed a positive relationship between job contentment, support of colleagues (p=0.03) and job motivation (p=0.28). Moreover, a negative relationship prevailed amid job contentment, unmet career expectations (p=- 0.09) and turnover intention (p=-0.27). The research also revealed a strong relationship between mental work overload and emotional exhaustion (p=0.45), unmet career expectations (p=-0.01) and turnover intention (p=0.50). As per the overall results derived from this research, it can be inferred that the demand for nursing and shortage in social support poses an impact on emotional exhaustion, increased stress levels and likelihood of leaving the profession (Janssen, 1999).

An attempt is also being made to survey the Canadian nurses at three large teaching hospitals in Ontario with the objective of examining the effects of job preference, unpaid overtime, importance of earnings and stress on the retention in hospitals and the profession itself (Zeytinoglu, Denton, Davies, Baumann, Blythe and Boos, 2005). Multiple surveys were mailed, yielding 1396 replies with 52% response rate. These responses indicate a high possibility of leaving the organization as well as the job with a positive correlation of (r=0.47, p≤ 0.01). Work pressure (stress) is observed to have the strongest positive correlation with a high possibility to leave the organization (r=0.37, p≤ 0.01) and leave the profession (r =0.25, p≤ 0.01). Correspondingly, preference for a different job also showed a positive correlation with leaving the hospital (r =0.16, p≤ 0.01) and leaving the profession (r =0.06, p≤ 0.01). However, importance of income had a negative correlation with leaving the hospital (r =-0.09, p≤ 0.01) and leaving the profession (r =- 0.07, p≤ 0.01) (Zeytinoglu et al., 2005). Based on these obtained findings, it can be stated that utmost focus should be levied on the factors such as stress, job preference and importance of earnings and use of unpaid overtime that acts as an effort to retain nurses both within the organizations and the jobs as well (Zeytinoglu et al., 2005).

2.10. Organizational Commitment

Organizational commitment refers to the level, up to which an employee stays connected as well as committed towards a business organization, wherein he/she is employed. It is deemed as one of the most significant determinants of an employee’s turnover within an organization (Rehman, Rehman, Saif, Khan, Nawaz, and Rehman, 2013). Under organizational commitment, it is the entire workforce of a business firm who feels a ‘sense of oneness’ (Singh and Pandey, 2004). Its nature and origin are multidimensional and falls under three categories namely ‘affective commitment’, ‘continuance commitment’ and ‘normative commitment’ (Bashir and Ramay, 2008). Affective commitment is the feeling and the sense of attachment towards an organization, which has an association with work experience, personal traits and organizational structure (Nafei, 2014). For example, an employee desires to stay in the organization, as he/she is aware of him/her value towards the same (Moynihan and Pandey, 2007). Continuance commitment represents the level, up to which the employees feel the requirement to stay within the respective organizations (Bodlaand Naeem, 2008; AydogduandAsikgil, 2011). For instance, employees continue to stay in the organizations, as they are aware of the risks related to the same such as not getting employed and having less choice of companies to select after leaving the current organization (Nafei, 2014). Normative commitment is somewhat related to a kind of emotional requirement to carry on service or perform a specific task successfully (Bashir and Ramay, 2008). It is hence expected that the employees continue to remain in the organizations, as they feel thankful to retain employment (Singh and Pandey, 2004). 

According to Singh and Pandey (2004), the various determinants of organizational commitment include age, positive internal and external control with negative behaviors, standards, morals and employers’ leadership style. Different phases of the career of an individual depend on the relationship prevailing amid organizational commitment and turnover. It can be observed that the factors including procedural justice, willing to share information and work-life balance result into lower turnover rates (Malik et al., 2010). Organizational commitment is often regarded as a condition, to which an employee‘s awareness of specific goals and objectives of a firm is created by maintaining a long-term relationship with the potential stakeholders. These eventually lead towards higher retention and lower turnover r                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           ate of the employees (Robbins and Coulter, 2005). The study findings of Kim et al. (1996) highlighted the association persisting between organizational loyalty and the desire to stay in work. They also identified the variables including organizational commitment and career opportunities among others that affect the desire of the workers in the healthcare sector to remain within their jobs as well as the organizations.

Based on the studies being conducted for this particular research, it can be concluded that there are several factors, which have a strong and a positive influence on job dropout/turnover rates. These factors fundamentally comprise job satisfaction, loyalty, work unit and group cohesion along with efficient leadership, availability of opportunities for career advancement, age, experience, and education level. Career dropout rates increase largely due to the factors concerning work stress, shortage inflexible work schedule, the probability of greater exposure to risk and family commitments among others. Previous studies also displayed the importance of creating a positive work environment for the employees so that their job satisfaction level is increased extensively with the improvement in overall operational productivity as per the expectation level. Based on the study conducted by Bjorvell and Brodin (1992) on career dropout among the workers in the healthcare sector in Sweden, it can be noted that half of the nurses wishes to quit work due to decreased level of job satisfaction. The different aspects, for which these nurses desire to leave their jobs, include cooperation, complexity of the work, helping presidents and adequacy of the time available to provide quality care to the patients (Bjorvell and Brodin, 1992). This study also highlighted that the administrators of nursing play a critical function in supporting the workers, which in turn, reduces job turnover rates by a certain level.

Another study conducted by Fisher et al. (1994) in eight hospitals in the United States depicted that a close relationship existed between the desire to stay among the nurses and job satisfaction. In another study, which was performed based on the United States; Lucas et al. (1993) tested a theoretical framework to explain the determinants of job turnover among workers in nursing in four government hospitals and private healthcare organizations. This theoretical framework was related to job turnover as a prescription practice, comprising various multi-stage and multi-process variables such as personal characteristics and organizational features, posing a long-term impact on the attitudes and behaviors of the individuals at large. The first phase of this framework includes the age, years of experience, education level, marital status, specialty, and rotations. The effects therefore include the second phase entailing the unity of group work and work pressures, while the third phase constituted two types of job satisfaction i.e. professional and organizational structure. The fourth phase was an influential one, as this helps to identify the reasons for employee turnover. Therefore, the study effectively demonstrated that this theoretical framework contributes to the interpretation of job turnover trends to a large extent, which calls for attention to the variables, considering job satisfaction to be one of the most important determinants of turnover among the workers.

Based on the review of previous researchers, it can be stated that the concept of nurses’ turnover gained immense importance and interest amid the researchers all over the world. However, the topic received very little attention from the researchers in Saudi Arabia, despite the fact that it is one of the serious challenges faced by the Saudi healthcare system. Researchers in various countries have investigated numerous determinants of turnover among the nurses that comprise job satisfaction and personal as well as organizational variables. These factors are hence included in the theoretical model being tested, which is adapted from the works of the past researchers (Alexander et al., 1998; Lucas et al., 1993). Considering that the topic and the factors have received limited attention in Saudi Arabia, the focus of this study is to identify and analyze the determinants of nurse turnover in psychiatric hospitals of Saudi. 
2.11. Self-Efficacy

Self-efficacy represents belief of an individual in his/her ability to develop behaviors obligatory to create specific performance achievements (Ormrod, 2006). To be precise, it helps in determining the means by which individuals can feel, think, motivate themselves and behave efficiently to attain any predetermined target within a definite timeframe (Bandura 1994). Self-efficacy is further recognized as a variable, which provides the greatest explanatory power regarding the process and the conduct of human behavior (Bandura, 1997; Bandura, 1986). As noted by Chiang et al. (2004), self-efficacy has an important role to play in mediating knowledge application. It offers the individuals with the ability to influence their own courses of action and likewise attain their goals as per the expectation level (Bandura, 1977). Turnover intentions of the nurses are generally based on the psychological responses associated with the negative aspects at work (Takase 2010). It is the social cognitive theory, which can explain as well as predict the relationship between the quality of feedback, turnover intention and the intervening role of self-efficacy (Bandura 1977, Bandura 1986). According to this theory, people actively seek and interpret information from their environment and acquire new behaviors by modeling the actions of others. This theory hence emphasizes the importance of self-efficacy beliefs to mediate the relationship between environmental features (e.g. supervisory feedback) and employee behavior (Wood and Bandura, 1989). 
The study findings of Bandura (1997) highlighted that self-efficacy helps an individual to perform various activities successfully and attain predetermined goals within a specific time period by increasing commitment level and developing goal setting procedure (Bandura, 1997). Indeed, self-efficacy facilitates the personnel to respond to the underlying environment in an efficient way. For example, Nielsen et al. (2009) conducted a study among 279 healthcare workers and found that transformational leadership was related to increased psychological well-being. This relationship was fully mediated by self-efficacy. Previous studies demonstrated that feedback can improve employees’ self-efficacy and thereby establishes a strong link between self-efficacy, job satisfaction and job performance (Judge and Bono, 2001). Self-efficacy is of special importance to the nurses, as development in their individual beliefs results into the deliverance of high-quality healthcare to the patients (Manojlovich 2005). Correspondingly, in a study conducted by Lee and Ko (2010), it was apparent that nurses’ self-efficacy is associated with increased job satisfaction and high-quality nursing care.

Based on the findings retrieved from the studies conducted for this particular research, it is clear that there exists a close link between feedback and self-efficacy. The value of self-efficacy can better be comprehended from the factors such as motivation along with achievement, learning, and self-regulation (Judge and Bono, 2001). According to Wood and Bandura (1989), cognitive and social theories suggest that behavioral and environmental factors interact with each other, which further helps in evaluating human behaviors to the maximum possible extent. With regards to the present study, the environment (i.e. supervisory feedback) has an influence on home nurses’ cognitions (i.e. self-efficacy), which in turn results into changed behaviors (i.e. turnover intentions). Moreover, it was observed that home nurses’ respond differently to favorable and unfavorable feedback. This result is consistent with previous studies, which signified that employees generally react better to favorable feedbacks (Ilies et al., 2007; Anseel and Lievens, 2006). The result also indicated that the level of self-efficacy of the nurses influence the ways, through which they respond to the frequent unfavorable feedback. This outcome eventually recommends that unfavorable feedback provides a signal of making changes due to the possibility of creating an unforeseen event (Kluger and DeNisi, 1996). 
In case of high self-efficacious home nurses, unfavorable feedback is not a problem, as they possess a stable core conviction, thereby making them confident enough to address the feedback positively. Thus, when home nurses do not possess sufficient self-efficacy, this signal can result into emerging turnover intentions. The notion of self-efficacy often acts as a coping mechanism against unfavorable stimuli. The importance of self-efficacy to adequately respond to unfavorable feedback can also be understood from the study of Bandura (1997), wherein it is mentioned that self-efficacy influences the choice of employees’ activities and environmental setting. Therefore, when employees face unfavorable feedback and do not possess adequate self-efficacy to adjust their individual's behaviors, their decision to leave the organization is likely to be different as compared to the employees with higher level of self-efficacy.

2.12. Theoretical Framework

In order to address the issue identified for this particular study some of the important concepts such as the desire to leave work, occupation, organizational commitment and job satisfaction are found to be associated with staff turnover. This study, therefore, contributed to a broader understanding of the determinants of nurse turnover in psychiatric hospitals of Makkah in Saudi Arabia. Career turnover indicates the transfer of workers from one organization to another and makes them to leave their works in a particular area. Evidences suggest that a close causal relationship exists between job satisfaction and the desire to leave work amid the nurses (Irvine and Evans, 1995). The theoretical framework of this study has been developed by taking into concern several important variables such as personal along with professional characteristics organizational loyalty and job satisfaction (Alexander et al., 1998).

The logical work theory of this research is found to be relevant because job satisfaction and the willingness to stay in jobs, as well as organizations, often lead towards nurse turnover in the healthcare context (Bristol et al., 1987; egHom and Holen, 1981). In general, previous researchers mentioned about the link existing between feedback and self-efficacy, which supports the value of self-efficacy for improved motivation, achievement, learning, and self-regulation (Judge and Bono 2001). In addition, Maslow (1954) and Herzberg (1966) linked job satisfaction with motivation. Motivation can hence be defined as an internal procedure, which initiates, directs and maintains behavior over time (Pintrich 2003, Schunk 2000). It also guides decision-making procedure of the individuals (Sarin, 2009; Harvath, 2008). Work motivation escalates with the fulfillment of basic necessities. In connection with this particular research, which concentrated on evaluating the determinants of nurse turnover in psychiatric hospitals located in Makkah region of Saudi Arabia, the concept of Maslow has been considered. Maslow divided human needs into two categories namely deficiency needs and growth needs. Maslow argued that individuals will not be motivated to the second need until the demands of the first need have been reasonably satisfied. Humans can become prone to self-actualization only on confirming that their basic needs are effectively met. MOH nurses with a high self-fulfillment level are more likely to be retained for a longer period on the job. Besides, they are also easily motivated to function in a more purposeful manner, with efficiency and accelerated productivity. On the contrary, unfulfilled needs of the nurses may contribute to their early burnout, de-motivation and a weakening retention intention, resulting in their poor performance, declining productivity, increased job stress, and turnover within the workforce. 
Rational of use was the relationship between Job satisfaction, motivation and reward systems are included in one area of organizational theory. The strongest influence in this area is motivation because it overlaps into both of the other two components. A review of the classical literature on motivation reveals two major theory areas: (1) Maslow's Hierarchy of Needs; (2) Herzberg's Motivation/Hygiene (two factor) Theory

Two important variables such as Maslow’s hierarchy of needs and Herzberg’s (1966) motivation-hygiene theory have been considered for this research as the two chief theoretical frameworks. According to Herzberg’s need fulfillment theory, job satisfaction is explained to be based on the belief that factors driving satisfaction amid the employees are distinctive from the factors leading to their dissatisfaction. The model therefore distinguished these factors as intrinsic and extrinsic. On one hand, the intrinsic factors were explained as the achievements of the nurses, along with their credibility standards, independency, accountability and need for progression. On the other hand, the extrinsic factors comprised safety, policy, administration, management, salary, interpersonal relations and working conditions that are parallel to the deficiency needs of Maslow. Herzberg in this regard, indicated that resolving conflicting situations would not bring satisfaction amid the workers. Herzberg therefore considered psychological growth necessary for optimal satisfaction. Emphasizing the issue, Spector (1997) identified admiration, message, co-workers, fringe advantages, job settings, organizational category, policies along with procedures, remuneration, advancement opportunities, recognition, security and supervision as the major determinants of job satisfaction that drive turnover rates of the employees to a large extent. The comparison between the ideas of Maslow and Herzberg can be better comprehended from the figure 2. 
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Figure 2: Comparison between Maslow’s and Herzberg’s Ideas

A conceptual framework has been designed below (see Figure 3), which clearly portrayed the impact of occupational stress on employees’ outcome. Factors such as organizational, interpersonal and working environment pose an influence on the individual’s level of occupational stress. The relationship between occupational stress and employees’ outcomes is moderated by individual and socio-cultural factors.
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Figure 3: Comparison between Maslow’s and Herzberg’s Ideas

2.13. Study Hypotheses 

· There is no difference in mean scores of job satisfaction between psychiatric and general nurses 

· No distinction in mean scores of organization commitment amid psychiatric and general nurses

· There exists no disparity in mean scores of intentions to stay between psychiatric and general nurses

· There is no divergence amid the mean scores of self-efficacy between psychiatric and general nurses

2.14. Conclusion 

This section provided a complete review of literature background on the research along with the clear explanation of each of the independent variables and dependent variables considered for the study. Moreover, the section illustrated a theoretical framework relevant to the study while depicting the study hypotheses that will be explained and interpreted further.

Chapter 3: Method
3.1. Introduction

In this particular chapter, a detailed description on the methods adopted to analyze the determinants of nurse turnover such as intention to stay, job satisfaction, organizational commitment and self-efficacy in psychiatric & general hospitals in Makkah region, Saudi Arabia had been presented. Use of the selected methods helped in identifying and comparing the determinants between general and psychiatric nurses in Saudi Arabia. Moreover, this chapter described the chosen research design and the rationale for this choice, thereby clearly explaining the sample, data collection methods, the setting of the study, ethical issues and data analysis.

3.2. Research Design 
A Descriptive - Correlation design was adopted for this study, as it demonstrates an effective plan to measure the prevalence of research problem and helps to determine the ways, through which the research aims and objectives are fulfilled. With regard to the present study, the cross-sectional research design was selected to address the issue concerning the determinants associated with the intention to stay, job satisfaction, organizational commitment and self-efficacy, thereby comparing the determinants between general and psychiatric nurses in Makkah Province. Under this particular research design, relevant information can be either collected face to face, on phone or through email. Lesser complexities, the involvement of lesser time, cost-effectiveness and ease to handle were considered as the major reasons, for which Descriptive - Correlation design was used in this study. 
3.3. Research Setting 

While describing the setting for this study, a government and a general hospital for mental health comprising 250 beds and 200 nurses in Makkah region of Saudi Arabia was considered. It can hence be observed that there were 10 hospitals in this particular region, which facilitated the patients with psychiatric treatment. However, for this study, the nurses of -5 hospitals were targeted to draw valid inferences. 
3.4. Sample

The nurses working in the psychiatric hospitals and general hospital in Makkah province, Saudi Arabia during the previous 4 months were considered as the sample for this particular study. It was earlier mentioned that out of 10 hospitals, 5 of them were selected based on certain individual characteristics such as location, control, and size. Questionnaires were provided to a total number of 200 registered staff nurses, who have been employed in these hospitals. Out of 200 questionnaires, 25 of them were not responses and hence 175 questionnaires were received with complete data from the involved participants. The fact cannot be ignored that sampling plays a crucial role in enhancing the validity of overall research findings (Onwuegbuzie and Leech, 2007). In general, it can be stated that sampling in quantitative studies aim to acquire relevant data from the respective participants and thereby an attempt is being made to generalize the findings for drawing valid inferences (Miles and Huberman, 1994). Numerous sampling methods are available to recruit a study population for a specific research. Some major and renowned sampling methods can be identified as random (probability) sampling or non-random (non-probability) sampling (Onwuegbuzie and Leech, 2007b; Patton, 2002; Miles and Huberman, 1994).

For this particular study, a convenience  sampling method was adopted due to its simplicity and cost-effective characteristics. The population hence selected for this research possessed an equal probability with independent selection.
	#  Participants
	Hospitals Name 

	76
	Mental Health Hospital in Taif 

	27
	King Abdallaziz Hospital in Makkah

	20
	King Faisal Hospital in Makkah

	11
	King Abdallaziz Hospital in Jeddah

	41
	Mental Health Hospital in Jeddah 


Table 2: 2 psychiatric hospital and 3 general hospitals, in Makkah province of Saudi Arabia

3.5. Sample Size 
The sample size for this quantitative research was that 200 participants were selected based on the following assumptions and information:

· Effect sizes ranging from medium-large variables can be witnessed in the research category of behavioral sciences, when the interventions are structurally used. In relation to the study findings of Cohen (1992), the effect size and power of 53 participants per group, acting as a sample size, can be estimated as 0.6 and 80% respectively
· Based on 15 types of research conducted earlier, the attrition rate was calculated as 15%. This might be considered as an appropriate figure to consider 106 participants in order to deliver 80% power. Correspondingly, from the other peer-reviewed articles, it was estimated that a total of 15% attrition rate can be obtained by recruiting 129 people in the study.
· Based on 10% of total of nurses in Makkah provinces  Correspondingly, The available nurses was 2000 nurses depend on this number  200 chosen people in the study.
3.6. Participants

· Inclusion criteria

· In Makkah province of Saudi Arabia, the overall figure of the nurses whose registration can be witnessed in the hospitals stood at 21,090. The below variables were considered while selecting the sample 
· Distribution of invitation letter along with information sheet to the potential participants

· Consent about voluntary participation of the nurses in the study was received 
· Reading and understanding languages i.e. either Arabic or English was mandated for the study participants 
· Amongst 200 participants i.e. the general & psychiatric nurses, only 175 of them were employed in psychiatric and general hospitals, who participated in this research 
· Based on the inclusion criteria derived from this study, 25 nurses were excluded due to non-adherence to the inclusion criteria
· Therefore, 175 nurses were considered as the final number of the sample of the study 
3.7. Research Team and Consent 
The research team for this particular study constituted the master student and the other mental health professionals such as the psychiatric & general nurses who were recruited as the potential participants. Relevant approval was obtained from the Fakeeh College and Scientific Research (See Appendix) and initial visits were made in the homes( place of work) of the mental health professionals to inform them about the study aims, objectives and the participants to be involved in the study. Consent was received from the eligible participants by providing them with written information about the study through an information sheet. In this information sheet, the importance of the study has been highlighted with its influence on social contexts. Prior to the involvement in the study, the selected participants were informed that they are free to quit from the study at any point of time even without proving any justification or explanation. 

3.8. Procedure 
Approval of this particular study, which focused on analyzing the determinants of nurse turnover in psychiatric & general hospitals in Makkah region of Saudi Arabia, was gained from the psychiatric & general hospital operating under the Ministry of Health. Moreover, approval of this study was gained from Institutional Review Board. Prior to the commencement of the data collection methods, information regarding the study purpose was provided to the directors of each of the psychiatric units. Similar to the directors, the nurses were informed about the purpose and the procedures undertaken to complete this study. An attempt was made to conduct elicitation interviews with 175 nurses before designing the questionnaire. After the interviews, the questionnaire was designed by conducting literature search based on nurse turnover and job satisfaction. Explanatory cover letters were personally provided to all the nurses and were requested to return the completed questionnaires, in case they were not interested to participate in the study.

3.9. Data Collection
A self-administered questionnaire (Arabic & English) was considered as one of the data collection methods for this particular study and it used before and with high validity as mentioned in Table 3. Moreover, quotas were used for each hospital only after taking due approval from the Director of the nursing department in psychiatric hospitals and general hospital in Makkah region, Saudi Arabia. Since the nurses were targeted to be surveyed, they have been informed about the study purpose and procedures to draw the valid inferences. Prior to the questionnaire survey, the participants were assured that their present or future association with the employers as well as the organizations will not be affected by their non-participation or withdrawal from the study. Both English and Arabic versions of the questionnaires were used for this study, as Arabic is viewed as Saudi Arabia’s native language and English is taught in the nursing schools and used for hospital documentation. Sheets were in turn used for gathering relevant data from the questionnaire and no difficulties or confusions were encountered during the procedure of data collection, as consent of the participants were obtained prior to their involvement. 

3.10. Data Analysis
After the collection of relevant data for this study through a face to face questionnaire, this data was analyzed by software i.e. version 20 of The Statistical Package for the Social Sciences (SPSS). In this regard, the statistical technique of frequency distributions was considered to explain the proportion of the nurses based on certain demographic variables such as sex, marital status, and work/professional experience, level of education and category of units or wards. Correspondingly, in order to depict continuous variables clearly such as age, experience in years and satisfaction with salary, some other statistical methods including mean and standard deviation were taken into consideration. Pearson correlation analysis was also considered in order to address the issue identified for this study. Therefore, it helped in testing the relationship prevailing amid the continuous demographic characteristics of the involved survey participants and the main study variables i.e. job satisfaction, self-efficacy, organizational commitment and intent to stay. On the other hand, in order to test the connection existing amid the categorical demographic characteristics of the survey participants and the stated main study variables, another statistical method i.e. independent-sample t-test was utilized.

Furthermore, two-way ANOVA method was considered to test the association and the differences existing amid the work settings of the involved survey participants along with the major study variables.

3.11. Outcome Measures

         The initial section of the questionnaire being used for this study contained certain questions relating to socio-demographic data such as gender, social standing, educational qualification, age, financial position and hospital name. The research executed well-standardized outcome measures in order to understand the determinants of nurse turnover in the psychiatric hospitals by evaluating various important variables such as intention to stay (rated by Intent to Stay in the Organization/Profession scale), job satisfaction (assessed by Job satisfaction Index Questionnaire), organizational commitment (scored by Questionnaire relating to Organizational Commitment), and self-efficacy (evaluated by General Self-Efficacy Scale) amid the nurses. In order to draw valid inferences, this study identifies and compares various determinants between general and psychiatric nurses in Saudi Arabia. 
	Outcome measure
	Items number
	Scoring system
	Score range
	Reliability and validity

	Job satisfaction Index Questionnaire
	25
	1-Very Dissatisfied
2-Dissatisfied
3-Satisfied
4-Very Satisfied
	25-100
	90%

	Intent To Stay in the Organization
	2
	1-Strongly Agree 
2-Agree
 3-Disagree Strongly 
4-Disagree
	2-8
	88%

	Organizational Commitment
	15
	1-Strongly Disagree
2-Disagree 
3- Agree
4-Strongly Agree 
	15-60
	83.5%

	Self Efficacy
	10
	1-Not at all true 
2-Hardly true 
3-Moderately true 
4-Exactly true
	10-40
	86 %


Table 3: Outcome measures

3.13. Ethical Considerations 
The ethical considerations for this study can be better understood from voluntary participation of the nurses in the questionnaire survey and greater awareness about the purpose of this research. Moreover, consents were obtained from them prior to their involvement in the survey procedure. The following ethical approvals were hence gained in order to conduct the study successfully: 
· Approval from Makah Health Affairs Research Department (see Appendix V) 

· Consent from Taif Health Affairs Research Department (see Appendix VI)

· Authorization from Jeddah Health Affairs Research Department (see Appendix VII)

· Ethical support from the Institutional Review Board (IRB) of Fakeeh Hospital (see Appendix VIII)
Chapter 4: Results

4.1. Introduction

The results presented in this particular chapter were obtained for this cross-sectional study dealt with the determinants of nurse turnover in psychiatric hospitals in Makkah region of Saudi Arabia. This chapter also highlighted the initial features of the involved study respondents in the survey process. The results chapter also summarized the correlation existing amid the participants’ demographic facets based on the independent variables and intention to stay (dependent variable). Thereafter, this chapter revealed the findings obtained from the regression model. 

4.2. Descriptive Results

It has earlier been mentioned that 200 questionnaires were distributed to the nurses belonging to surgical, medical, ICU and psychiatric departments. Out of these, 175 were returned and the remaining 25 questionnaires were rejected, making the response rate to be 87.5%. The socio-demographic features of the participants involved in this study were displayed in Table 4 below. It can hence be observed that amongst the selected participants, most of them belonged to the age group of 30-39 years. In addition, as per the table presented, it was the male general and psychiatric nurses (51.4%), who participated in the study more than that of the female psychiatric nurses (48.6%). Both Saudi (56%) and non-Saudi (44%) nurses participated in the study with diverse educational qualification. For instance, majority of the study participants i.e. 44.6% holds a bachelor degree in nursing science. Married participants stood at 58.9% and the rest were either found to be single (37.1%) and divorced (4%). 
Table 4: Socio-Demographic Characteristics of the Study Participants
	Item
	Frequency
	Percentage

	Age

20-29

30-39

40-49

50-59
	70

92

10

3
	40%

52.6%

5.7%

1.7%

	Gender

Male

Female
	90

85
	51.4%

48.6%

	Nationality

Saudi

Non-Saudi
	98

77
	56%

44%

	Marital status

Single

Married

Divorced
	65

103

7
	37.1%

58.9%

4%

	Education level

Diploma

High Diploma

Bachelor Degree

Master Degree

Doctorate Degree
	67

22

78

7

1
	38.3

12.6

44.6

4

0.6

	Work status

Practical nurse

Supervisor

Writing assignment
	153

18

4
	87.4%

10.3%

2.3%

	Experience

less than one year

from 1-5 years

from 6-10 years

from 11-15 years

more than 15 years
	32

53

63

17

10
	18.3%

30.3%

36.0%

9.7%

5.7%

	Level of income

less than 9999 SR

From 10000-14999 SR

From 15000-19999 SR

More than 20000 SR
	97

68

7

3
	55.4%

38.9%

4%

1.7%

	Hospital

Psychiatric Hospital

General Hospital
	117

58
	66.9%

33.1%



	Department

Psychiatric

ICU

Surgical

Medical
	117

12

17

29
	66.9%

6.9%

9.7%

16.6%


4.3. Testing the Assumptions of Regression
Before performing data analysis for this study, an attempt was made to test and examine the preliminary assumptions of regression, which fundamentally included outliners for univariate or multivariate, linearity, multicollinearity, and homogeneity of variance. The findings of Kolmogorov-Smirnov statistic were considered for all outcome variables i.e. p>0.05. In addition, the closeness of the detrended normal probability (Q-Q) plot for all the outcome variables to the diagonal line and the reasonably straight line of the normal probability plot was witnessed. This represented univariate normality of the overall outcome variables of the study. On a collective basis, recommendations were not provided regarding any major deviation from normality. Checking the mentioned outliners was made in different ways with the objective of substantiating the overall study findings. For instance, the initial mechanism for univariate analysis was checked by considering that particular variable, which possesses ±3 standard deviation. Nonetheless, as evaluated by Mahalanobis’ distance, the multivariate outliers were examined that resulted in p<0.001. Therefore, no outliner was found to be present in the outcome variables. The second method relating to this model comprised one independent variable, making the critical value to stand at 10.84 (Tabachnick et al., 2001). Under this circumstance, the minimum and the maximum of Mahalanobis’ distance value remained between 1.91 and 7.07 in comparison with the chi-square value (critical) of 10.842.

Correspondingly, estimation of linearity was made by creating a scatter-plot for every pair of dependent variables (DVs). Conducting homogeneity of variance analysis was typically based on certain outcome variables (p>0.05). Multicollinearity helped in evaluating the relationship existing amid the independent variable and all the outcome variables. The findings were retrieved from multicollinearity eventually displayed a correlation between the independent variable (ID) variable and every outcome variable whose value amounted to less than 0.7. The significance and the effects of these assumptions are determined by the consideration of huge sample size, which is expected to have no or minimal influence on the statistical test power (Tabachnick et al., 2001). 
4.3.1. Job Satisfaction Level among the Study Participants
From the below illustrated Table 5, it was clear that the maximum score of job satisfaction amounted to 95, thereby having a mean score of 71.4 and a standard deviation of 10.5. As previously mentioned, an independent sample t-test was explored to compare as well as contrast the job satisfaction level of the psychiatric nurses and the general nurses. As per the obtained results, no significant differences could be found between the nurses regardless their work settings at the hospital and at the departmental level because of p > 0.05. 
Table 5: Job Satisfaction Scores amongst the Study Participants

	Job Satisfaction
	Mean
	SD
	P value

	Psychiatric hospital
	71.34
	10.5
	0.87

	General hospital
	71.62
	10.6
	


SD: Standard Deviation 

4.3.2. Intention to Stay
The p-value derived from the independent sample t-test was considered for this study, which amounted to 0.80 (see Table 6 below) and clearly portrayed no statistically significant difference between the psychiatric and the general nurses with respect to intention to stay in the organization. In addition, the findings being retrieved from two-way ANOVA indicated that no significant variation exists in the factor i.e. intention to stay within an organization (p > 0.05).
Table 6: Intention to Stay Scores of the Study Participants

	Intention to stay
	Mean
	SD
	P value

	Psychiatric hospital
	5.11
	1.87
	0.136

	General hospital
	4.67
	1.71
	


SD: Standard Deviation 

4.3.3. Organization Commitment
 The average score of the two factors i.e. organization commitment in psychiatric hospital and organizational commitment in general hospital was found to be almost identical. In this regard, independent sample t-test was utilized to identify the differences existing between groups. The findings retrieved from this statistical test revealed that organizational commitment is not statistically significant amid the psychiatric and the general nurses, considering p > 0.05. Normal distribution of the organization commitment scores can better be comprehended from the below portrayed table 7 . 
Table 7: Organization Commitment Scores between Groups

	Organization commitment
	Mean
	SD
	P value

	Psychiatric hospital
	39.68
	4.95
	0.90

	General hospital
	39.82
	4.81
	


SD: Standard Deviation 

4.3.4. Self-efficacy
 The findings displayed in the below table clearly showcased that there do not exist any statistically significant difference between the psychiatric and the general nurses in terms of self-efficacy (p > 0.05). 
Table 8: Self-Efficacy Scores between Psychiatric and General Nurses Group

	Self-efficacy
	Mean
	SD
	P value

	Psychiatric hospital
	29.93
	3.86
	0.76

	General hospital
	30.17
	5.42
	


SD: Standard Deviation 

4.4. Results of Correlation and Regression Analysis

4.4.1. Correlations between Job Satisfaction, Organizational Commitment, Intent to Stay and Demographic Characteristics
 The results acquired from Spearman correlation signified that no statistically significant relationship exists between the dependent along with the independent variables of this study and participants’ demographic data. However, these results indicated the prevalence of significant relationship between nationality and job satisfaction (r = 0.27, p ˂ 0.001), organization commitment (r = 0.16, p = 0.03) and self-efficacy (r = 0.19, p = 0.01). Moreover, the correlation findings found out statistically significant correlation between education level and job satisfaction (r = 0.24, p˂0.001), organization commitment (r = 0.15, p = 0.047), and self-efficacy (r = 0.15, p = 0.039). Furthermore, the factor concerning years of experience was observed to be significantly correlated (negative direction) with job satisfaction (r = - 0.13, p = 0.06). Another significant correlation was detected between income level and job satisfaction (r = -0.14, p = 0.06) along with self-efficacy (r = -0.13, p = 0.07). Nonetheless, other demographic variables were observed to have an important correlation with independent variables i.e. job satisfaction organizational commitment, self-efficacy or dependent variable i.e. intent to stay. These correlation results have been presented in the below Table 9.
Table 9: Correlation between Demographic Characteristics and Job Satisfaction, Intention to Stay, Organization Commitment and Self-Efficacy

	
	Job Satisfaction
	Intention to stay
	Organization commitment
	Self-efficacy

	
	r
	sig
	r
	sig
	R
	sig
	r
	sig

	Age
	0.05
	0.45
	-0.01
	0.80
	0.019
	0.80
	-0.10
	0.15

	gender
	0.08
	0.27
	-0.07
	0.32
	-0.00
	0.92
	-0.07
	0.35

	Nationality
	0.27
	0.00
	0.04
	0.52
	0.16
	0.03
	0.19
	0.01

	Marital Status
	-0.08
	0.28
	0.03
	0.70
	-0..02
	0.76
	-0.07
	0.34

	Education level
	0.24
	0.00
	0.059
	0.43
	0.15
	0.04
	0.15
	0.04

	Work task
	0.02
	0.78
	0.00
	0.93
	-0.00
	0.91
	-0.10
	0.17

	Experience
	-0.13
	0.06
	0.12
	0.10
	0.06
	0.40
	-0.01
	0.17

	Level of income
	-0.14
	0.06
	-0.00
	0.99
	0.01
	0.40
	-0.13
	0.07

	Hospital
	0.01
	0.87
	-0.11
	0.13
	0.01
	0.85
	0.02
	0.73

	Department
	-0.01
	0.85
	-0.07
	0.35
	-0.00
	0.95
	-0.01
	0.82


4.4.2. Correlations between Job Satisfaction, Organizational Commitment and Intent to Stay
 Pearson correlation was used for this particular study to determine the association existing between continuous dependent and independent variables. Based on the results obtained from Pearson correlation, it can be inferred that job satisfaction had a positive correlation with the intention to stay (r = 0.23, p = 0.003). On the other hand, positive correlation existed between job satisfaction and organization commitment (r = 0.38, p ˂0.001) and self-efficacy (r = 0.22, p = 0.003). Moreover, a positive correlation was found to prevail between organizational commitment and self-efficacy (r = 0.36, p = ˂0.001). The below Table 10 portrayed the overall correlation resulted with respect to the factors of job satisfaction, occupational commitment and intent to stay.
Table 10: Relationship between Intention to Stay and Job Satisfaction, Organization Commitment and Self-Efficacy

	
	Job Satisfaction
	Intention to stay
	Organization commitment
	Self-efficacy

	
	r
	sig
	r
	sig
	R
	sig
	r
	sig

	Job Satisfaction
	
	
	0.225
	0.003
	0.338
	0.00
	0.221
	0.003

	Intention to stay
	0.225
	0.003
	
	
	0.105
	0.16
	0.119
	0.118

	Organization commitment
	0.388
	0.00
	0.105
	0.16
	
	
	0.36
	0.00

	Self-efficacy
	0.221
	0.003
	0.118
	0.11
	0.36
	0.00
	
	


4.5. Regression Analysis

          For this particular study, multiple regression analysis was performed with respect to the demographic data of the sample, job satisfaction, organization commitment, self-efficacy (predictor variable) and anticipated to leave (dependent variable). The obtained regression analysis findings revealed that job satisfaction has an association with the intention to stay (β= -0.325, p < 0.05). Thus, all other predictor variables showed non-significant results, as displayed in the Table 11.
Table 11: The Result of Multiple Regression
	
	Intention to stay

	Job Satisfaction
	R2
	Beta standardized
	Sig

	
	0.51
	0.325
	0.003


Chapter 5: Discussion

5.1. Introduction

The research intended to identify and analyze the determinants of nurse turnover in psychiatric hospitals in Makkah region of Saudi Arabia. By taking into concern, the theory of reasoned action, as mentioned in the study findings of Ajzen and Fishbein (1980) and Fishbein (1980), 52% of the variance was determined with the differential intent. Under this circumstance, the major predictive factors were identified as the attitudes (differential position), the social influence element (subjective rule), the personal normative component (differential moral obligation) and certain beliefs (the possibility of changing careers and attitudes toward another profession). Based on the study findings, it can be observed that job satisfaction is positively associated with intention to stay (r = 0.23, p = 0.003). 
The research identified that a strong association exists between job satisfaction and income level, which eventually leads towards relating positively with the intention to stay. The job satisfaction level has a strong association with income level and intent to stay+  as they had to perform simple tasks that have minimum load and obtain the maximum level of income. Correspondingly, the job satisfaction level of the new general nurses who work in various departments and their desire to stay in jobs were also observed to be high in nature. This is owing to the reasons that the new general nurses come from broader genre and are interested to work under low salary for earning money and for lowering down economic pressures.

Nurses play a crucial role in developing the quality of care provided to the patients, as they often use critical thinking skills and understand communication techniques in a more effective manner. Therefore, it is necessary for the healthcare organizations to retain the nurses, who work in various departments of the hospitals. A comprehensive definition of roles along with objectives, continuous administrative support, and the deliverance of appropriate training and suitable work environment encourages open communication as well as problem-solving, which may in turn decrease nurse turnover by a certain level (Jones, 2005). Since the nurses perform different operational functions in multidisciplinary teams, it is thus important for them to develop effective communication skills so that timely delivery of quality patient care is ensured and realistic expectations of the patients are met within due time (Kleinman, 2004).
 It is the nursing managers and the administrators, who needs to devise appropriate strategies and undertake measures so that the nurses’ intention to stay in their respective jobs is raised and likewise quality of care of the patients is improved to the maximum possible extent (Kleinman, 2004; Bacharach et al., 1990). Based on the literature review findings, certain imperative factors have been identified that impose positive impact on the turnover rates of the nurses. These factors fundamentally included age, team cohesion, educational level, career prospects, experience, job satisfaction, leadership efficiency and organizational commitment. On the other hand, factors including labor pressures, the risk of exposure and agility of work schedule are responsible towards increased job dropout rates of the nurses.

Previous studies were conducted on the similar research issue confirm that creating a positive work environment ensures a higher level of job satisfaction amid the employees, which in turn, positively influence the quality of nursing care. This particular study for the first time intended to examine job satisfaction and turnover intentions amongst the Saudi nurses, who are employed in psychiatric and general hospitals. In alignment with the literature review and the secondary research findings, a negative correlation was observed to prevail amid job satisfaction and turnover intention. These results are also found to be similar in other countries as well such as Lebanon (El-Jardali et al., 2009), the USA (Applebaum et al., 2010), China (Liu et al., 2011; Cai and Zhou, 2009), Japan (Kudo et al., 2006) and Turkey (Gok, 2011). Earlier researchers also revealed that job satisfaction is consistently and negatively related to the nurses’ intention to leave their job roles or even the organizations as a whole. Based on the observations made by Liu et al. (2011), half of the Chinese nurses that they surveyed reported job dissatisfaction and nearly 40% of them intended to leave their current employment. The various demographic features of the participants being involved in the survey procedure were better comprehended in terms of age, marital status and work experience. Factors including overall job satisfaction, extrinsic rewards, interactions, praise, recognition, control, and responsibility contribute into an intention to leave amid the nurses.

5.2. Summary of the Main Study Findings
With regard to the results obtained from statistical analysis, it can be observed that 20% of the involved survey respondents were more likely to stay in their jobs. Correspondingly, 38.8% of them were less likely to remain in their respective jobs. Based on these results, it his apparent that the desire to stay in work eventually increases among those nurses, who receive the higher amount of salary and do not have certificates of high diploma or bachelor at least. In relation to this study, it was observed that the non-Saudis who possess a degree or a doctorate have the desire to stay in the jobs, despite their salaries being less than a quarter of the salaries of those, who do not hold diplomas. This is owing to the reason that these people seek to work under low salaries in order to evade economic pressures that were faced by them during their journey of life in the earlier years.

5.3. Job Satisfaction

The first question designed for this particular study intended to determine nurse turnover in psychiatric and general hospitals in Makkah province of Saudi Arabia. Based on the obtained statistical results, no significant difference was found to prevail between job satisfaction and nurse turnover in psychiatric and general hospitals. These results indicated that job satisfaction is associated with anticipation to leave (β= -0.325, p < 0.05). Some predictor variables displayed non-significant results such as years of experience was significantly correlated (negative direction) with job satisfaction (r = - 0.13, p = 0.06). The similar finding can also be witnessed in the study conducted by FarisAlsaraireh (2004), wherein it is mentioned that job satisfaction and turnover intention are negatively interrelated to one another. However, Irvine and Evans (1995) reported a strong positive relationship amid behavioral intentions and turnover and a negative relationship between job satisfaction and behavioral intentions.
 In addition, the study findings of Irvine and Evans (1995) highlighted a small pessimistic link between job satisfaction and turnover. In the context of nursing practice, role perception is ascertained as a major influential factor of organizational and individual outcomes relating to organizational commitment, stress, intentions to leave and job satisfaction. Evidence suggests that there are numerous factors, which strongly influence nurse turnover and their intention to leave a profession or a job. These factors fundamentally comprise inappropriate working environment, unsuitable payment structure and shortage in training and development. Capitalizing these critical factors may raise job satisfaction level and thereby reduce turnover and intention to leave a job by an extensive level (Collini et al., 2015; Clark, 1996).
 The first question in this study sought to determine turnover in psychiatric and general hospital, Makkah province and Surprisingly, Job satisfaction was found there was a significant relationship between job satisfaction and intention to stay and it was a significant predictor for our dependent. As mentioned in the literature review, Irvine and Evans (1995) was reported a strong positive relationship between the behavioural intentions and turnover, a strong negative relationship was noticed between job satisfaction and behavioural intentions. In addition, the analysis was found a small negative relationship between job satisfaction and turnover. Role perception in nursing practice has been recognized as an important determinants of organizational and individual outcomes of stress, job satisfaction, organizational commitment and intentions to leave. All of those studies support my result about that job satisfaction only is predicted anticipated to leave. On other hand, there are diverse factors that can influence turnover and intention to leave a job or profession. Job satisfaction is said to predict reduced turnover and turnover intention (Clark, 1996; Collini et al., 2015).

Maslow’s hierarchy of needs and Herzberg’s (1966) motivation-hygiene theories were considered and explored for this particular study to evaluate the determinants of nurse turnover in psychiatric hospitals in Makkah region of Saudi Arabia. It is hence believed that the factors including professional development, recognition, improvement of extrinsic components, developed nursing practice; career advancement and motivation raise job satisfaction level of the nurses and their retention at large. Most of the findings obtained for this study revealed that job satisfaction has a positive influence on nurse turnover and turnover intention. Nonetheless, one of the studies considered for this research intended to determine whether the factors such as job satisfaction, positivity, good salary, and experiences have any influence on turnover intention. In order to draw the valid inferences, this particular study obtained data from a healthcare organization which is located in Iceland during March 2016. The total number of participants of this study were 64, wherein 48.8 % (n = 31) were males and 34.4% (n = 22) were females being enrolled in the healthcare organization. The overall findings of this study suggested that turnover intention of the nurses is reduced due to having the positive mindset (positivity) among the employees. This result of the study certainly aligns with the present research, wherein the findings revealed that employees having the positive mindset (positivity) can facilitate to reduce turnover intention by a certain level.

Based on the research review conducted by Collini et al. (2015), Coomber and Barriball (2007) and Borda and Norman (1997), a weak positive relationship exists between low turnover rate and job satisfaction level of the nurses. These studies also showcased that the association between job satisfaction and the intent to stay or leave the job was stronger than the relationship existing amid low job satisfaction and turnover (Borda and Norman, 1997). Certain motivational job factors that comprise achievement, recognition, work environment, autonomy, empowerment and responsibility encourage as well as raise job satisfaction level of MOH nurses at large. According to the study findings of Spector (1997), the various determinants of job satisfaction and nurse turnover in psychiatric & general hospitals of Makkah region of Saudi Arabia were identified as organizational structure along with policies, appreciation, personal advancement, communication and fringe benefits such as vacation, insurance and pension plan among others. Moreover, the other determinants encompass working environment, remuneration, work itself, developmental prospects, supervision and security.

           This finding is contrary to previous studies which have suggested that the job satisfaction has a positive effect on turnover and turnover intention. However, the current study examined the influences of job satisfaction, positivity, good salary and experiences in turnover intention. The study gathered data from a healthcare organization in Iceland in March 2016. Participants to talked 64, where 48.8 % (n = 31) were males and 34.4% (n = 22) females all current employees enrolled in the healthcare organization. The main result of this study was that positive mindset (positivity) among employees, reduces turnover intention. A possible explanation for this might be that this study we noticed that support staff will leading to intent to stay by giving high salary, high education. The main result of this study was that positive mindset (positivity) among employees, reduces turnover intention. A research review found a positive relationship between a low turnover rate and job satisfaction (Borda and Norman, 1997; Collini et al., 2015; Coomber and Louise Barriball, 2007), the association was however weak (Borda and Norman, 1997). It also found that the association between job satisfaction and the intent to stay or leave the job were stronger than between low job satisfaction and turnover. However, job satisfaction had the strongest connection with the intention to stay (Borda and Norman, 1997).                                       
5.4. Intent to stay

The regression result obtained for this study i.e. (r = 0.23, p = 0.003) clearly portrayed that there exists a positive correlation between job satisfaction and intention to stay. However, according to the study, job satisfaction had strongest relationship with intent to stay in the nursing profession. This study also revealed that the affiliation existing amid job satisfaction and intent to stay was quite bigger than that of low job satisfaction and turnover. Evidences suggested that job satisfaction had been indirectly impacted by a wide assortment of demographic, organizational as well as ecological factors, which help in predicting turnover intention at large. The intent to stay in the respective jobs or profession and job satisfaction of the old Saudi nurses were identified to be high due to the fact that they obtain higher level of income and often had to perform simple tasks. Similarly, the job satisfaction level and the desire to stay in jobs or profession amongst the new general nurses who work in different departments were also observed to be higher because they are ready to work under low salary in order to address and mitigate economic pressures.
The overall findings of this study highlighted that 38.8% of the participants are less likely to remain in their respective jobs or profession. However, in a study conducted by Al-Ahmadi (2006), 37% of the nurses have the tendency to depart from their individual works or profession. In another study it was stated that job satisfaction was an important antecedent of turnover in the nursing profession (De Gieter, Hofmans, and Pepermans, 2011). It revealed that job satisfaction was indirectly influenced by a variety of organizational, demographic and environmental components (Applebaum, Fowler, Fiedler, Osinubi, and Robson, 2010; De Gieter et al., 2011). Concerning job satisfaction, the more nurses are satisfied with their job, the less likely they will leave it. Job satisfaction was said to be a crucial antecedent of nurse turnover intention, however it is not yet known which is the most important predictor of turnover intention (De Gieter et al., 2011). 
5.5. Organizational Commitment

Similar to job satisfaction and intent to stay, the other important variable i.e. organizational commitment was measured to address the issues identified for this particular study. Similar results about the average of organizational commitment between the psychiatric and the general nurses were observed. Independent sample t-test was considered for this study with the intention to evaluate the differences existing between the groups. The findings retrieved from this specific statistical tool showcased that organizational commitment is not statistically significant between the psychiatric and the general nurses (p > 0.05). In term of organizational commitment, it was not a significant predictor for intention to stay.  Moreover, the obtained regression result (r = 0.38, p ˂0.001) indicated that there exists a positive correlation between job satisfaction and organizational commitment. Therefore, organizational commitment cannot be considered as the significant predictor for intent to stay of the nurses in their respective jobs or profession. Similar results can also be traced in the study conducted by Cumbey and Alexander (1998), wherein it is mentioned that the variables of organizational commitment including vertical and horizontal participation are positively correlated to job satisfaction of the public health nurses. As mentioned in the study findings of Cumbey and Alexander (1998) and Organ and Greene (1981), role clarity, rules, and standard practices lead towards higher job satisfaction of the nurses that have an impact both on their personal development and organizational performance.

5.6. Self-Efficacy

Considering p > 0.05, the obtained statistical results highlighted that there exist no statistically significant differences in self-efficacy between the psychiatric and the general nurses. Nonetheless, it can be noted that the factor of job satisfaction has a positive association with self-efficacy, as the regression result stood at r = 0.22, p = 0.003. Most studies including Judge and Bono (2001) revealed that knowledge and personal development of the employees contribute to higher level of self-efficacy, which in turn, raises job satisfaction and job performance at large. Self-efficacy is deemed an important factor for nursing practice due to the reason that it results in developing the quality of care of the individuals (Manojlovich, 2005). For example, le and ko (2010) mentioned that self-efficacy of the nurses has a connection with increased job satisfaction level and greater quality of nursing care. Based on the observation made by Bandura (1986) and Bandura (1977), it is the social cognitive theory that portrays association existing amid the turnover intention of the nurses and intervening role of self-efficacy. According to this particular theory, individuals can develop new behaviors by modeling activities performed by others. The social cognitive theory tends to determine the significance of self-efficacy, which mediates the affiliation amid environmental characteristics (e.g. supervisory feedback) and employee behavior (Wood and Bandura, 1989). However, these results were very encouraging to more discussion and explanation about Bandura theory nurses’ turnover intentions usually follow from psychological responses to negative aspects at work (Takase 2010). The social cognitive theory (Bandura 1977, 1986) can explain and predict the relationship between the quality of feedback and turnover intentions and the intervening role of self-efﬁcacy.
5.7. Limitations

Restricted sample to the nurses, employed only in the government psychiatric & general hospitals in Makkah province of Saudi Arabia can be considered as one of the limitations of this study. Therefore, based on this notion, difficulties were faced in drawing valid inferences.

5.8. Implications

The study focused on exploring the determinants of nurse turnover in psychiatric hospitals in Makkah province of Saudi Arabia. Therefore, its implications could be noticed on the nursing administrators and the healthcare policymakers of this particular nation, urging them to retain the skilled nurses to develop quality care of different individuals. 
5.9. Conclusion

Based on the overall research findings, it can be concluded that a strong and direct relationship exists between job satisfaction and turnover intention of the nurses who work in psychiatric & general hospitals. As per the obtained secondary data and regression results, the various determinants of nurse turnover in psychiatric hospitals were identified as organizational commitment, professional advancement and job satisfaction among others.  
5.10. Recommendations
Responsible authorities of different healthcare organizations should ensure that the job satisfaction level of the nurses and their intention to stay back are increased due to the development in the quality of care delivered to the patients. Factors including career advancement, motivation and suitable work setting can be followed in order to enhance nurses’ job satisfaction level to the maximum possible extent.

It is thus apparent that the research cannot be considered a comprehensive model to determine the decision of the nurses about leaving their jobs. In this regard, further research is required to identify the beliefs and the attitudes of the nurses towards their profession and the significance of different specific references such as spouse, parents or co-workers that affect their turnover rates.
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Nurses Perception towards Determinants of Turnover in Psychiatric and General Hospital, Makkah Province
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Summary: The research intended to recognize and evaluate the determinants of nurse turnover in psychiatric & gehospitals in the Makkah region of Saudi Arabia. Represent the intention of nurses to leave the profession is a government concern. Studies have represent that it can take the form of a leakage and waste of human resources and financial resources for governments that spend money for training for nurses citizens and then be returned annually to fill the gap or gap caused by the nurses 'turnover. The aim of the study was to identify determinants of intension of stay, job satisfaction, organization commitment and self-efficacy among  nurses in general and psychiatric hospital. Little is known about the intention to stay and job satisfaction determinants among nurses in Saudi Arabia, Makkah region. 20% of the sample were more interested to stay in their jobs or desire to continue their jobs. Correspondingly, 38.8% of the participants despised working therein or hence desired to leave their works. 

الملخص : هدف البحث إلى التعرف على محددات تسرب التمريض من الجنسين في مستشفيات الأمراض النفسية والعامة في منطقة مكة المكرمة بالمملكة العربية السعودية وتقييمها. تمثيل نية الممرضات لمغادرة المهنة هو مصدر قلق الحكومة. وقد أظهرت الدراسات أنه يمكن أن تتخذ شكل تسرب وهدر للموارد البشرية والموارد المالية للحكومات التي تنفق المال لتدريب الممرضات المواطنين ومن ثم يتم إعادتها سنويا لملء الفراغ أو الفجوة الناجمة عن تسرب التمريض -. وكان الهدف من الدراسة تحديد محددات تعاظم البقاء، والرضا الوظيفي، والالتزام التنظيمي والكفاءة الذاتية بين الممرضات في العام ومستشفى الأمراض النفسية. ولا يعرف إلا القليل عن نية البقاء ومحددات الرضا الوظيفي لدى الممرضات في المملكة العربية السعودية، ومنطقة مكة المكرمة. وكان 20٪ من العينة أكثر اهتماما بالبقاء في وظائفهم أو الرغبة في مواصلة وظائفهم. وفي المقابل، استحوذ 38.8٪ من المشاركين على عملهم أو رغبوا في ترك أعمالهم. وتسعى هذه الدراسة إلى إيجاد فهم وإدراك وتصور محددات التسرب الوظيفي من خلال التعرف على اتجاهات الممرضين العاملين في المستشفيات النفسية والعامة في منطقة مكة المكرمة نحو هذه المشكلة البحثية والعوامل المؤثرة في هذه الاتجاهات . وقد تكونت  عينة الدراسة من 175 ممرض يعملون في عدة مستشفيات مقسمة بين مستشفيين للصحة النفسية أحدهم هو مستشفى الصحة النفسية بالطائف وكانت الغالبية العظمى من العينة من ذالك المستشفى كما يتضح في الجدول رقم 5 والأخر مستشفى الصحة النفسية بجدة و 3 مستشفيات عامة أحدهم في جدة والمستشفيين الأخرين كانت في مدينة مكة المكرمة .وقد وضحت النتائج النهائية عن أن ما نسبتة38.8% من الممرضين في هذه المستشفيات لديهم توجه لترك المنظمة , وأن ما نسبته 20% منهم لديهم رغبة في البقاء   
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Appendix II: Job Satisfaction Index 

Indicate how satisfied are you about the different aspects of your job using the following scale:

	Very Satisfied
	4

	Satisfied
	3

	Dissatisfied
	2

	Very Dissatisfied
	1


	Very Satisfied
	Satisfied
	Dissatisfied
	Very dissatisfied
	Statements

	
	
	
	
	1. The amount of pay for the work I do

	
	
	
	
	1. My job security

	
	
	
	
	1. The technical skills of my supervisor

	
	
	
	
	1. The chance for promotion

	
	
	
	
	1. Patients’ appreciation for nurses

	
	
	
	
	1. The spirit of cooperation among my coworker

	
	
	
	
	1. My competence level

	
	
	
	
	1. How my pay compares with that for similar jobs in other hospitals

	
	
	
	
	1. The way my boss treats his/her staff

	
	
	
	
	1. The competence of my supervisor in making decision

	
	
	
	
	1. Physicians’ respect for nurses

	
	
	
	
	1. The policies toward nurses in this hospital

	
	
	
	
	1. The physical surroundings where I work

	
	
	
	
	1. The way my boss backs up his employees with top management

	
	
	
	
	1. My ability to find another job if my current job was terminated

	
	
	
	
	1. The way my boss provides help on hard problems

	
	
	
	
	1. Training programs available for nurses

	
	
	
	
	1. Working hours

	
	
	
	
	1. Physicians’ respect to the decisions nurses make

	
	
	
	
	1. The variety of my work

	
	
	
	
	1. On call/shifts

	
	
	
	
	1. Access to supplies and equipment

	
	
	
	
	1. Freedom to use my own judgment

	
	
	
	
	1. The chance to do challenging work

	
	
	
	
	1. Feeling important in the eyes of others


Appendix III: Intent To Stay in the Organization/Profession 
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Statement

	
	
	
	
	1. I plan to leave this hospital within the next five years.

	
	
	
	
	2. I plan to leave the nursing profession within the next five years.


Appendix IV: Organizational Commitment  

Indicate the level of your agreement with the following statements using the following scale. 

	Strongly Agree
	Agree
	Disagree
	Strongly Disagree
	Statement

	
	
	
	
	1. I am willing to do my best in order for this hospital to achieve its goals

	
	
	
	
	1. I always tell my friends that working for this hospital is great

	
	
	
	
	1. I feel less committed to this hospital

	
	
	
	
	1. I am willing to do any kind of work as long as I remain in this hospital

	
	
	
	
	1. The ethics of this hospital are consistent with my personal ethics

	
	
	
	
	1. I feel proud to be part of this hospital

	
	
	
	
	1. I don’t mind working for another hospital as long as I do the same kind of work

	
	
	
	
	1. Working for this hospital forces me to do my best to complete any task

	
	
	
	
	1. Any change ,no matter how small, will force me to leave the hospital

	
	
	
	
	1. I am very happy that I had chosen this hospital to work although there are other job opportunities

	
	
	
	
	1. I will not gain much by continuing to work for this hospital

	
	
	
	
	1. Most of the time I don’t agree with a lot of the important policies concerning employees at this hospital

	
	
	
	
	1. I am really concerned with the future of this hospital

	
	
	
	
	1. In my opinion, this is one of the best hospitals to work for

	
	
	
	
	1. My decision to work for this hospital was the biggest mistake I made.


Appendix V: Self Efficacy 

Indicate the with the following statements using the following scale
	Exactly true
	Moderately true
	Hardly true
	Not at all true
	Statement

	
	
	
	
	I can always manage to solve difficult problems if I try hard enough.

	
	
	
	
	If someone opposes me, I can find the means and ways to get what I want.

	
	
	
	
	It is easy for me to stick to my aims and accomplish my goals.

	
	
	
	
	I am confident that I could deal efficiently with unexpected events.

	
	
	
	
	Thanks to my resourcefulness, I know how to handle unforeseen situations.

	
	
	
	
	I can solve most problems if I invest the necessary effort.

	
	
	
	
	I can remain calm when facing difficulties because I can rely on my coping abilities.

	
	
	
	
	When I am confronted with a problem, I can usually find several solutions.

	
	
	
	
	If I am in trouble, I can usually think of a solution.

	
	
	
	
	I can usually handle whatever comes my way.


Appendix VI: Approval from Approval from Fakeeh College Nursing Department 
[image: image11.jpg]-CJOO

aubll pglel) cuso auls
Fakeeh College for Medical Sciences

Postgraduate Studies Unit
Approval of Master Thesis Proposal and Suprvisor (s)

Resolution No.:P.G.6
Resolution Date:16.3.2017

Student’s Name: Mansour Abdullah Al Manei 1D: 16123005

This is to approve that the above mentioned master student started the work on his/ her thesis
according to MOE regulation from Sep. 2016, in seminar course ( MSN 313).

According to the recommendation of the Council of postgraduate studics unit, in the meeting
No. (4) dated (9/2/2017), and the approval of College Council for the Thesis Proposal and
the suprvisor (s), in meeting No. (3 ) dated (8/3/2017 ), item No. ( 8 ), which is approved by
His Excellency the Chairman of the Board of Trustees, letter No. (953 ). dated ( 15/3/2017).
Postgraduate Studies Unit, dccides to approve the thesis and the supervisor (s), entitled as:

“Nurses Perception Toward Determinants of Nurse Turnover In Psychiatric Hospitals in
Makah City”.

The supervisor (s)

First Supervisor Second Supervisor
1- Name: Dr. Mahmoud Musleh
2- Academic Rank: Assistant Professor

3- Profession: Teaching Staff

4- Place of Work: FCMS

Dircetorship of Postgraduate Studics .;‘ Dean of the College

Scientific Rescarch

Prof. Ahlam Yousef Al- Hamdan % 3,\_ " “PrqfHohammad Salch Mohammad Ardawi
i i

Quality and Accreditation Unit RES-06:1
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INSTITUTIONAL REVIEW BOARD (IRB}
Preliminary Research Approval Form

Title of Praject:
Nurses Perception toward Determinants of Nurse Turnover in Psychiatric Hospitals in Makah City.

Application No.: 07/2017 Approval No.: 07/IRB/2017

Chief Investigator/s: Mr. Mansour Abdullah Al-Manei

Address: Master Program {Psychiatric and Mental Health), Fakeeh College for Medical Sciences (FCMS), Jeddah
Contact: email: mansouralmanea42@gmail.com Tel: 0537933239

Type of the study: Cross-sectional study

Co-investigators: Dr. Mahmoud Musleh

The Institutional Review Board at DSFH has decided to assign the above-mentioned research protocol the
following approval category:

= Category 1: Approved

The Institutional Review Board hereby gives the permission to conduct the research at DSFH and urges the hospital
departments to avail relevant database to the investigatars.

This approval was obtained by voting of the following IRB members: Prof. Mohammed-Salleh Ardawi, IRB Chairman,
Dr. Ahlam Al-Hamdan, Director of Postgraduate Studies-FCMS, Dr. Nezar Bahabri, Infectious Diseases Consultant/ATA
Director, Dr. Nabih Hammad, Adult ICU Chairperson, Dr. Yasser Wajeeh, ER Chairperson, Dr. Amr Meleigy, Consultant
Andrologist, Eng. Eman Al-Muzayyen, QRM Director, Mdm, Bassant Hamad, Staff Development and Training, Unit
Manager, Ms. Sandra Bonayon, Nursing Service Director (Rep.Mr.Hani)

The organization & operating procedure of the Institutional Review Board at Dr Soliman Fakeeh Hospital are based
on the Good Clinical Practice (GCP) Guidelines;

The IRB must receive a progress report on the course of the study and must receive a final report upon completion
of the study.

Applicants are welcome to contact Prof. Mohammed-Salleh M. Ardawi, the Chairperson, (ext.2253) if a direct
response is urgently required regarding amendments. The Chairman will assess the amendment as major requiring
usual procedure of submission, review & approval by the ethics Committee or as minor, in which case, the
Chairperson’s approval is adequate.

The REC focuses on the ethical implications of a protacol. Assuring the protection of the rights & welfare of the
human subjects is primary concern. Whatever patients are expected to consider or sign papers, and the age group
involves minors, protocol must clearly state the parent/ guardian involvement.

Strict compliance with the policy on "Research Approval by the Institutional Review Board" that is attached to this

approval is mandatary (DSFH Policy No GLD-025)

The name of the Research Center (Dr. Soliman Fakeeh Hospital) must be mentioned in any publications arising
from the appraved work unless it is a multicenter trial in which none of the participating centers’ names will

mentioned.
rn(s) mus

nation or documentation,

n
Professor Dr. Mohammed S.M.Ardawi
Chairman of Institutional Review Boaj SFH Date: 6-6-2017
~

Dr. Mazen Fakeeh
President and Chairman of the Board - DSFH Date: 6-6-2017

P.0. Box 2537 Jeddah 21461 — Saudi Arabia - Tel: 5544000 — Fax: 6608013 —www.dsfh.med.sa-
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Informed consent

Dear:

My name is Mansour Abdallah Al manea, a Master student at Fakeeh College for Medical Sciences,
Psychiatric Mental Health Nursing Postgraduate Program. You are being invited to participate in a
research study exploring Nurses Perception towards Determinants of Turnover in Psychiatric and
General Hospital, Makkah Province. In particular, I am interested in exploring Determinants of
Turnover in Psychiatric and General Hospital. If you decide to participate in this study you will be
asked to answer some questions . It will only take around ten to fifteen minutes from your time, which
will be highly appreciated. Taking part in this research study will not affect you or your employment
in anyway, it will not cause you harm, psychologically or emotionally, and there will be no disclosure
to any personal or private information on your behalf. There are also no other anticipated risks or
discomforts of any kind related to your participation in this research study. Your participation will
contribute to advancing our understanding of the determinants of Turnover between nurses in
Psychiatric and General Hospital .

Several steps will be taken to protect your anonymity and identity: The questioner will NOT contain
any mention of your name. The actual answered questionnaire will be kept in a locked filing cabinet,
and only the researcher will have access to it. All questionnaires will be destroyed after five years.
Your participation in this research is completely voluntary; you may withdraw from the study at any
time without giving any reason for your decision. If you decide to do this, all information obtained
from you will be destroyed at once and will not be used in any shape or form,

The results from this research study may be presented in writing in scientific journals and read by
counsellors and mental health professionals anonymously. If you wish to receive a copy of the results
from this study, you may contact the researcher at the telephone number given below. If you require
any information about this study, If you have any other questions regarding your rights as a
participant in this research or would like to speak to the researcher, please call (Mansour Abdallah Al
manea ) at (966537933239).

Participant Declaration

I have read and understood the information given above, and I wish/ do not wish to take part in the
study. Thereby, I consent for the participation in the above mentioned study

Nurse Name

Signature
Date





Reviewed and included in qualitative strand of the studies �(n = 0)








Reviewed and included in quantitative strand of the studies �(n = 27)








Records identified through database searches or other sources �(n = 174).








Exclusions (n = 124)


Title exclusion and obvious irrelevance (n = 60) or


Duplication (n = 40).








Abstract of studies retrieved for further detailed evaluation �(n = 74).








Studies excluded after abstract evaluation (n = 47)





Language other than English or Arabic (n = 39) or


Outside timeframe for studies inclusion (n = 8).





Full-text articles assessed for eligibility (n = 74)
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