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Background: Turnover is one of the significant problems facing the nursing
profession. Nursing intentions for turnover lead to absenteeism and nursing
shortage, which in turn results in low quality of care. An effective leadership
style is a central point that can combat the constantly challenging problem of
nurses’ turnover. Aim: To assess the relationship between three different
leadership styles; transformational, transactional, passive-avoidant leadership,
and their effect on predicted nurse turnover. Methods: This study utilizes a
quantitative, cross-sectional, and correlational design. Using a convenience
sampling method, 192 nurses from a tertiary governmental hospital in
Makkah Province, Saudi Arabia were included. The self-administered
questionnaire consists of participant demographic inquiries, the Multifactor
Leadership Questionnaire (MLQ-5X), and the Anticipated Turnover Scale
(ATS). Results: The findings revealed that the explanatory variable does not
have a significant relationship with the dependent variable at F=0.567,

p>0.05.
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Introduction

Turnover is one of the significant problems facing the nursing
profession [1]. Nursing intentions for turnover lead to
absenteeism and nursing shortage, which in turn results in low
quality of care [2]. An effective leadership style is a central
point that can combat the constantly challenging problem of
nurses’ turnover [3]. Organizations need a workforce with
good leaders to supervise and guide a positive change [4].
Turnover among nurses is substantially increasing across the
globe. The rate of turnover ranges between 12 to 34% [5].
Consequently, bringing about financial losses for healthcare
organizations [6]. Though there is no ideal workplace, leaders
who influence and motivate their followers can bring
outstanding outcomes. Leaders may have a variety of
leadership styles depending on the situations arising. In respect
to the health care field, regardless of how big or small, the
presence of a good leader to guide and resolve errors and
internal problems,

1

along with maintaining the stability of followers, is of
utmost importance to achieving the organizational goal [7].
Effective leadership in the healthcare sector is a vital factor
that strengthens the integration and quality of care [8].
Leadership plays an integral role in the daily interactions
with staff nurses, and this affects their work outcomes [9].
Therefore, investigating the effectiveness of leadership
styles is crucial to better understand and pinpoint the
specific type of leadership that best decreases the nurses’
turnover. Nurses face numerous challenges and paying
attention to leadership styles is a key to creating a positive
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work environment that would contribute to nurses’
empowerment. This simultaneously results in decreasing
shortage, burnout, and turnover among nurses, as well as
improving patient care [10]. This study intents to provide a
base of knowledge that can help nursing leaders to evolve
into effective leaders who promote staff nurses’ satisfaction
and simultaneously decrease the extensive turnover problem.

The types of leadership highlighted in this study are
transformational, transactional, and passive-avoidant leadership.
Transformational leadership encompasses four elements
which are; (1) Idealized influence, which is further divided
into Idealized Influence Attributed (IIA), which incorporates
a leaders’ charisma to promote a strong emotional connection
and trust with followers, and Idealized Influence Behaviour
(IIB) that involve exhibiting idealised collective values and
actions that become tangible throughout the organisation; (2)
Inspirational Motivation (IM) that employs charismatic
communication to motivate followers;

(3) Intellectual Stimulation (IS) that focuses on solving any
arising problems through creativity and thoughtfulness; and
(4) Individualised Consideration (IC) that refers to the extent
to which a leader meet the followers’ needs by providing
support, mentorship and empowerment.

Leaders with a transformational leadership style can lead and
guide a positive change through mobilizing, motivating, and
empowering their followers. These leaders challenge their
followers to go beyond the expectations and status quo.
Transformational leaders also take into consideration individual
and inspirational needs [11-15]. Whereas transactional leadership
is an exchange-based leadership, in which the followers’
compliance is promoted through rewards or punishments. The
followers are motivated and reinforced by an exchange of values
designed to fulfil the contractual obligations. Transactional
leadership consists of (1) Contingent Reward (CR), which
describes how a leader explains the duties and task
requirements for the subordinates, together with rewards on
task performance and organizational goal fulfilment; and (2)
Management-by-Exception (MBEA), which has a punitive
character, and entails active monitoring, guidance and
correction ahead of possible mistakes [16,17]. However, in the
context of passive-avoidant leadership, it is a combination of
(1) Laissez-Faire (LF), where leaders use a completely hands-
off approach, in which they refrain from important decisions
and abstain from active leadership roles; and (2) Management
by Exception-Passive (MBEP), in which a leader refrains from
taking until problems become substantially apparent and can
no longer be ignored.

The definition of turnover and its way of measurement vary
widely among organizations and researchers, and thereby this
inconsistency brought on various turnover rates and difficulties
in comparing studies. In this present study, nurses’ turnover is
described as nurses leavening or transferring from the formally
defined position [10,18-20].

Materials and Methods

Research design

This study utilizes a quantitative cross-sectional and
correlational design in which the study attempts to investigate
the presence of a relationship between three different
leadership styles (transformational leadership, transactional
leadership, and passive-avoidant leadership), and their effect
on predicted nurse turnover in a governmental hospital located
in Makkah city, Saudi Arabia.

Participants and sampling method

Using a convenience sampling method, 192 nurses from a
governmental hospital in Makkah province, Saudi Arabia
were included.

The inclusion criteria for the selection were employed nurses
involved in direct patient care, who have a minimum work
experience of 2 years, with no specification to academic
qualification. Nurses whose primary responsibilities did not
involve direct patient care, such as nurse managers and
preceptors were excluded. With a confidence level of 95%
and 5% as the margin of error, the sample size was set at 192.

Data collection and instrument

This data collection was conducted through an online survey
using the question pro platform. Nurses who met the
eligibility requirements and accepted to participate received a
questionnaire link that included a plain language statement
about the aim of the study, participation details, and
participation consent. The questionnaire also contained
participant demographic inquiries, the Multifactor Leadership
Questionnaire (MLQ-5X), and the Anticipated Turnover
Scale (ATS). The data collection process was carried out on
July 2022 for three weeks.

Instruments

Multifactor Leadership Questionnaire (MLQ-5X): The
first instrument is the Multifactor Leadership Questionnaire
(MLQ-also known as MLQ-5X). MLQ-5X is a psychological
questionnaire created by Bass and Avolio to assess a broad
spectrum of leadership styles; passive leaders, transitional
leaders who provide contingent benefits to followers, and
transformational leaders who motivate and inspire their
followers to become leaders themselves. The rater form of
the MLQ-5X consists of 45 items about leadership styles and
nine outcome items which measure the perceived satisfaction
outcomes and the leader's effectiveness [13]. The MLQ-5X
has been validated across various cultures and can be used to
distinguish between effective and ineffective leaders at all
organizational levels [21,22].

Anticipated Turnover Scale (ATS): The second instrument
utilized in the study is the Anticipated Turnover Scale (ATS)
which was developed by Hinshaw and Atwood [20]. ATS
aims to assess nurses' intentions and willingness to leave
their existing jobs, either through internal turnover (leaving
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the current position and acquiring a different position within
the same organization) or external turnover (leaving the
current organization that a person works for). The ATS
consists of 12 likert scale items with responding choices
ranging from 1 (strongly disagree) to 7 (strongly agree). To
avoid acquiescence bias, ATS includes six items that were
reversely scored. The entire variation of the results can be
anywhere between 12 and 84 points, with the higher score,
the greater anticipation of turnover. The ATS has shown
excellent reliability and construct validity across studies
[23,24].

Data analysis

All data analyses were conducted using the Statistical
Package for Social Sciences (SPSS) version 29. (IBM Corp.,
Armonk, N.Y., USA). Descriptive and inferential statistics
were used for data management and analysis. The descriptive
statistics included frequency, percentage, mean, and standard
deviation, whereas the inferential statistics consisted of
regression analysis which comprises model summary and
Analysis of Variance (ANOVA) test. These analyses
answered the objectives of this research, which was about the
effects of the independent variable on the dependent variable.
Referring the Variation of Analysis (ANOVA) Test, F-test is
a test for examining the significance of the simple linear
regression model. It tests the feasibility of the regression
model and analyzes the existence of the significant
simultaneous impact given by the independent variable to the
dependent variable. The significance level is set at a
probability value of 0.05.

Results

Participants’ demographic characteristics

A total of 195 individuals participated in the study, with 23
(11.79%) male and 172 (88.21%) female. Regarding age

distribution, the participants were categorized into different
age groups. The largest age group was 26-30 years, consisting
of 62 individuals (31.79%). Following that, 58 participants
(29.74%) fell into the 31-35 years age range, while 36
(18.46%) were between the age of 36-40 years. The age
groups of 20-25 years and >40 years comprised 16 (8.21%)
and 23 (11.79%) individuals, respectively. The participants
represented a diverse range of nationalities, with the majority
being Saudi nationals (116 individuals, 59.49%). Indian
participants accounted for 14 individuals (7.18%), followed
by Philippine participants with 51 (26.15%) and Sudanese
participants with 9 (4.62%). A smaller number of participants
were from Malaysian 3 (1.54%), and 2 Egyptian (1.02%).
Regarding marital status, the largest group was married with
97 participants (49.74%), closely followed by 93 participants
(47.69%) who were single. A smaller number of participants
were divorced 4 (2.05%), while only one participant (0.51%)
was widowed. In terms of educational qualifications, the
majority of participants held a bachelor's degree 145
(74.36%). A significant portion of participants held a diploma
29 (14.87%), while a lesser number held a master's degree 21
(10.77%). No participants reported having a PhD degree.
Work experience varied greatly among participants, and there
was a wide range of experience levels. The largest group had
more than 8 years of work experience, comprising 90
participants (46.15%). Other significant groups included
those with 4-6 years of experience 31 (15.90%), 6-8 years of
experience 30 (15.38%), and 2-4 years of work experience 29
(14.87%). Participants with less than 1 year of experience and
1-2 years of experience accounted for 6 (3.08%) and 9
(4.62%) individuals, respectively (Table 1).

Table 1: Participants’ demographic characteristics.

Variables n %
Gender
Male 23 11.79%
Female 172 88.21%
Age
20-25 years 16 8.21%
26-30 years 62 31.79%
31-35 years 58 29.74%
36-40 years 36 18.46%
>40 years 23 11.79%
Nationality

Saudi 116 59.49%
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Indian 14 7.18%
Philippine 51 26.15%
Sudanese 9 4.62%
Malaysian 3 1.54%

Egyptian 2 1.02%

Marital status

Single 93 47.69%
Married 97 49.74%
Divorced 4 2.05%
Widowed 1 0.51%

Qualification

Diploma 29 14.87%
Bachelor degree 145 74.36%
Master degree 21 10.77%
PhD degree 0 0.00%

Work experience

Less than 1 year 6 3.08%
1-2 years 9 4.62%

2-4 years 29 14.87%

4-6 years 31 15.90%

6-8 years 30 15.38%
More than 8 years 90 46.15%

Furthermore, the mean of nurses' anticipated turnover is nurses’ leadership style was 138.651 (SD= + 26.5444) (Table
37.1302 (SD= + 8.82219) while the mean of the total head 2).

Table 2: Mean scores for study variables.

Mean Std. deviation N
Total anticipated turnover intention 37.1302 8.82219 192
Total head nurses’ leadership style 138.651 26.5444 192
The regression results using model summary and ANOVA a non-significant relationship with the dependent variable
test are shown from the following Table 3 presents that the (p=0.452). The result shows that the explanatory variable had
residual sum of squares equals 14821.53 and regression no significant relationship with the dependent variable at

equals 44.212 while the tabulated F value=0.567 represented F=0.567, p>0.05.

Table 3: Nurse managers’ leadership styles and predicted nurse turnover, ANOVA test.

Sum of squares df F Sig.

Regression 44.212 1 0.567 452
Residual 14821.53 190
Total 14865.75 191
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Discussion

Nurses turnover is one of the most tangible and major
occupational issues in the healthcare systems, there are many
reasons for nurses' turnover, but the most controllable factor
that may affect this turnover is the leadership styles of head
nurses, these styles may have a contribute in managing and
then controlling this status, this study tried to investigate the
main leadership styles for head nurses and their impact on
nurses' turnover, in this study, a total of 195 nurses as
participants in this study, most of them were females, this is
due to the fact that the most predominant gender among
nurses is females, as previously reported by Alluhidan, et al.
[25].

The rate of nurses' turnover represented as total anticipated
turnover with 37.1302 + 8.82219 while the total head nurses’
leadership style mean was 138.651 £ 26.5444. and the results
of the correlation analysis indicate a negative relationship
between participative and transformational and other
different leadership styles and turnover intention it is agreed
with Wubetie study, who reported that from 102 participants
was included in the study, with a response rate of 91.1% [26].
Out of the total respondents, a significant majority of 79
individuals (77.5%) expressed their intention to depart from
their current employment within the emergency department
or hospital. The study found that several factors significantly
predict nurses' intention to leave their institutions. These
factors include educational status (adjusted Odds Ratio
(OR)=4.700, 95% Confidence Interval (CI)=1.033-50.772;
p<0.048), monthly income of less than 3145 Birr (adjusted
OR=6.05, 95% CI=1.056-34.641; p<0.043), and professional
autonomy (adjusted OR=0.191, 95% CI=0.040-0.908;
p<0.037). A majority of the participants, specifically 77% of
them, express a desire to depart from their current
employment within the emergency unit. There was a
significant association observed between educational status,
monthly income, and autonomy with emergency nurses'
turnover intention in three governmental hospitals. Efforts
should have been made by emergency leaders and hospital
managers to improve nurses' decision-making abilities in
relation to patient care activities, as well as to promote shared
decision-making regarding workload and unit-related tasks.

Regarding predicting the nurses turnover when correlated to
the leadership styles among head nurses in this study, the
residual sum of squares equal 14821.53 and regression equals
44.212 while the tabulated F value=0.567 are represented a
non-significant relationship with the dependent variable
(p=0.452), and the results show that the explanatory variable
had not significant relationship with the dependent variable at
F=0.567, p>0.05, it is in agreement with Suliman, et al.
study, who examined the impact of leadership styles
exhibited by nurse managers on the anticipated turnover rate
of nurses in hospitals located in Jordan [27]. The study
employed a design that was descriptive, cross-sectional, and
correlational in nature. A total of 250 nurses, who were
employed in diverse clinical areas, participated in the survey.
The response rate for the study was 89%. According to the
respondents, the prevailing leadership style exhibited by their

nurse managers was perceived to be transactional, followed
by transformational and passive-avoidant styles [28-34].
Additionally, it was observed that, on average, the
participants exhibited a slight inclination towards job
attrition. The study revealed that the implementation of the
transformational leadership style resulted in a decrease in
anticipated nurse turnover. Conversely, the passive-avoidant
and transactional leadership styles did not demonstrate any
statistically significant impact on nurse turnover. It can be
inferred that enhancing comprehension regarding the impact
of leadership styles exhibited by nurse managers on
anticipated nurse turnover has the potential to enhance
retention rates. Hence, it is imperative for nurse managers to
engage in training programs focused on enhancing their
leadership skills, as this can significantly enhance nurses' job
satisfaction levels and mitigate turnover rates [35-39].

Conclusion

Numerous factors should be considered when examining the
turnover of nurses, including the leadership styles of head
nurses and their level of experience. It is evident that
leadership styles play a crucial role in mitigating and
managing the turnover of nurses in Saudi Arabia.
Furthermore, gaining insight into the impact of leadership
styles exhibited by nurse managers on the anticipated
turnover of nurses has the potential to enhance retention
efforts. Hence, it is recommended that nurse managers take
part in training programs focused on enhancing their
leadership skills to enhance nurses' job satisfaction and
mitigate turnover rates. Based on the findings of the present
study, it can be inferred that a significant proportion of staff
nurses employed in the city of Makkah, Kingdom of Saudi
Arabia, specifically within King Faisal Hospital, concur with
the notion that head nurses who exhibit dominant and
effective leadership styles are instrumental in reducing
turnover rates. Furthermore, the results of this study revealed
that a significant proportion of staff nurses expressed a strong
inclination to depart from the organization.

Limitation

A limitation of this study is the fact that it was conducted in a
single hospital in Makkah City, which may restrict the
generalizability of the findings to a broader population.
Furthermore, there is a potential for bias due to the use of a
nonprobability convenience sampling method, which may
limit the generalizability of the findings to a larger
population. Another limitation is the absence of longitudinal
data, which would provide insights into how nursing
leadership styles impact nursing outcomes over time.

Implication for Practice

The leadership style plays an important role in the success of
the organization and staff nurses’ well-being. To reduce
turnover among staff, leaders should attend training programs
and workshops to promote their leadership skills.

Annals of Medical and Health Sciences Research | Volume 15 | Issue 1 | January 2025 5




Salem O, et al.: Investigating the Relationship between Head Nurses’ Leadership Style and Predicted Nurses’ Turnover in Makkah Province, Saudi Arabia

Ethical Consideration

The study approval was gained from the university's
Institutional Review Board (IRB), followed by institutional
approval to collect the data. Permission to use the data
collection tools were obtained. The participants fully
understood their voluntary involvement in the study with a
cover letter explaining the questionnaire and the study,
consent was established beginning of the survey. The study
was guided by the ethical principles for conducting studies
among human subjects published by the Declaration of
Helsinki (World Medical Association, 2007).

Acknowledgment

The authors are thankful to the Makkah cluster research
group, and King Faisal Hospital director Sir. Masood Al-
jahdli for his contribution to this work.

Ethics approval and consent to participate: All study
participants provided informed consent, and the study design
approval was taken from KSU (KSU- HE- 23-196) and MOH
(H-02-K-076-0323-921) and conducted following the ethical
standards of the 1964 declaration of Helsinki. The responses
were anonymous, the participation was voluntary, and
information about all potential benefits and risks was
included. The participants were informed about their right to
withdraw from the study at any time without any adverse
consequences. All answers were kept confidential for the
current study.

Conflict of Interest

The authors have no conflict of interest to declare.

Funding

None.

References

1. Wei W, Gan M, Liu Y, Yang M, Liu J. Mediating effects of
nurses ‘personal and organizational values between
organizational commitment and turnover: Cross-sectional
study. PloS One. 2021;16:¢0258387.

2. Pedrosa J, Sousa L, Valentim O, Antunes V. Organizational
culture and nurse’s turnover: A systematic literature
review. Int J Healthc Manag. 2021;14:1542-1550.

3. Magbity JB, Ofei AM, Wilson D. Leadership styles of nurse
managers and turnover intention. Hosp Top. 2020;98:45-50.

4. Story JS. A developmental approach to global leadership.
Int J Leaders Stu. 2011;6:375-389.

5. Dewanto A, Wardhani V. Nurse turnover and perceived
causes and consequences: A preliminary study at private
hospitals in Indonesia. BMC Nurs. 2018;17:1-7.

6. Li YI, Jones CB. A literature review of nursing turnover
costs. J Nurs Manag. 2013;21:405-418.

7. Asamani JA, Naab F, Ofei AM. Leadership styles in nursing
management: implications for staff outcomes. J Health Sci.
2016;6:23-36.

8. Sfantou DF, Laliotis A, Patelarou AE, Sifaki-Pistolla D,
Matalliotakis M, et al. Importance of leadership style
towards quality of care measures in healthcare settings: A
systematic review. Healthcare (Basel). 2017;5:73.

9. Brewer CS, Kovner CT, Djukic M, Fatehi F, Greene W, et al.
Impact of transformational leadership on nurse work
outcomes. J Adv Nurs. 2016;72:2879-2893.

10. Hayes LJ, O’Brien-Pallas L, Duffield C, Shamian J, Buchan J.
Nurse turnover: A literature review. Int J Nurs Stud.
2006;43:237-263.

11. Bass BM, Bass Bernard M. Leadership and performance

beyond expectations. New York: Academic Press.
1985:481-484.
12.Bass BM. From transactional to transformational

leadership: Learning to share the vision. Organizational
Dynamics. 1990;18:19-31.

13.Bass BM, Avolio BJ. Improving organizational
effectiveness through transformational leadership. Sage.
1994.

14. Bass BM, Avolio BJ. Multifactor leadership questionnaire.
Western Journal of Nursing Research. 1996.

15.Bass BM. Theory of transformational leadership redux.
The leadership quarterly. 1995;6:463-478.

16. Hollander EP. Leadership dynamics: A practical guide to
effective relationships. New York: Free Press. 1987.

17.Northouse PG. Leadership: Theory and practice. Sage
Publications; 2021.

18.Kovner CT, Brewer CS, Fatehi F, Jun J. What does nurse
turnover rate mean and what is the rate?. Policy Polit Nurs
Pract. 2014;15:64-71.

19. Tai TW, Bame SI, Robinson CD. Review of nursing turnover
research, 1977-1996. Soc Sci Med. 1998;47:1905-1924.

20.Lowe KB, Kroeck KG, Sivasubramaniam N. Effectiveness
correlates of  transformational and transactional
leadership: A meta-analytic review of the MLQ literature.
Leaders Quart. 1996;7:385-425.

21.Judge TA, Piccolo RF. Transformational and transactional
leadership: A meta-analytic test of their relative validity. J
Appl Psychol. 2004;89:755.

22.Barlow KM, Zangaro GA. Meta-analysis of the reliability
and validity of the Anticipated Turnover Scale across
studies of registered nurses in the United States. J Nurs
Manag. 2010;18:862-873.

23.de Sul SI, Lucas PR. Translation and validation of the
anticipated turnover scale for the Portuguese cultural
context. Nurs Open. 2020;7:1475-1481.

24. Alluhidan M, Tashkandi N, Alblowi F, Omer T, Alghaith T, et
al. Challenges and policy opportunities in nursing in
Saudi Arabia. Hum Resour Health. 2020;18:1-10.

25. Wubetie A, Taye B, Girma B. Magnitude of turnover
intention and associated factors among nurses working in
emergency departments of governmental hospitals in
Addis Ababa, Ethiopia: A cross-sectional institutional
based study. BMC Nurs. 2020;19:1-9.

26. Suliman M, Almansi S, Mrayyan M, ALBashtawy M, Aljezawi
M. Effect of nurse managers’ leadership styles on
predicted nurse turnover. Nurs Manag. 2023;30:20-25.

6 Annals of Medical and Health Sciences Research | Volume 15 | Issue 1 | January 2025



https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0258387
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0258387
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0258387
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0258387
https://www.tandfonline.com/doi/full/10.1080/20479700.2020.1801160
https://www.tandfonline.com/doi/full/10.1080/20479700.2020.1801160
https://www.tandfonline.com/doi/full/10.1080/20479700.2020.1801160
https://www.tandfonline.com/doi/full/10.1080/00185868.2020.1750324
https://www.tandfonline.com/doi/full/10.1080/00185868.2020.1750324
https://www.regent.edu/acad/global/publications/ijls/new/vol6iss3/4_%20Edited%20_Story_pp%20375-389_jmDF.pdf
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-018-0317-8
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-018-0317-8
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-018-0317-8
https://onlinelibrary.wiley.com/doi/10.1111/j.1365-2834.2012.01411.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1365-2834.2012.01411.x
https://www.jhsci.ba/ojs/index.php/jhsci/article/view/533
https://www.jhsci.ba/ojs/index.php/jhsci/article/view/533
https://www.mdpi.com/2227-9032/5/4/73
https://www.mdpi.com/2227-9032/5/4/73
https://www.mdpi.com/2227-9032/5/4/73
https://onlinelibrary.wiley.com/doi/10.1111/jan.13055
https://onlinelibrary.wiley.com/doi/10.1111/jan.13055
https://www.sciencedirect.com/science/article/abs/pii/S0020748905000477?via%3Dihub
https://cir.nii.ac.jp/crid/1130000795287509760
https://cir.nii.ac.jp/crid/1130000795287509760
https://www.sciencedirect.com/science/article/abs/pii/009026169090061S?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/009026169090061S?via%3Dihub
https://books.google.co.in/books?hl=en&lr=&id=_z3_BOVYK-IC&oi=fnd&pg=PP11&ots=aUsYYeDoQL&sig=waJdlkKnJPKn2zCNiIR8vqSFCvI&redir_esc=y
https://books.google.co.in/books?hl=en&lr=&id=_z3_BOVYK-IC&oi=fnd&pg=PP11&ots=aUsYYeDoQL&sig=waJdlkKnJPKn2zCNiIR8vqSFCvI&redir_esc=y
https://psycnet.apa.org/doiLanding?doi=10.1037%2Ft03624-000
https://www.sciencedirect.com/science/article/abs/pii/1048984395900217
https://cir.nii.ac.jp/crid/1130000796152100608
https://cir.nii.ac.jp/crid/1130000796152100608
https://books.google.co.in/books?hl=en&lr=&id=6qYLEAAAQBAJ&oi=fnd&pg=PA1&ots=QQ7imfSd6u&sig=iHrpbMkB4U1p30dR6GFPYpbSP6s&redir_esc=y
https://journals.sagepub.com/doi/10.1177/1527154414547953
https://journals.sagepub.com/doi/10.1177/1527154414547953
https://www.sciencedirect.com/science/article/abs/pii/S0277953698003335?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0277953698003335?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S1048984396900272
https://www.sciencedirect.com/science/article/abs/pii/S1048984396900272
https://www.sciencedirect.com/science/article/abs/pii/S1048984396900272
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.89.5.755
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.89.5.755
https://onlinelibrary.wiley.com/doi/10.1111/j.1365-2834.2010.01171.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1365-2834.2010.01171.x
https://onlinelibrary.wiley.com/doi/10.1111/j.1365-2834.2010.01171.x
https://onlinelibrary.wiley.com/doi/10.1002/nop2.521
https://onlinelibrary.wiley.com/doi/10.1002/nop2.521
https://onlinelibrary.wiley.com/doi/10.1002/nop2.521
https://human-resources-health.biomedcentral.com/articles/10.1186/s12960-020-00535-2
https://human-resources-health.biomedcentral.com/articles/10.1186/s12960-020-00535-2
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-020-00490-2
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-020-00490-2
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-020-00490-2
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-020-00490-2
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-020-00490-2
https://journals.rcni.com/nursing-management/evidence-and-practice/effect-of-nurse-managers-leadership-styles-on-predicted-nurse-turnover-nm.2020.e1928/abs
https://journals.rcni.com/nursing-management/evidence-and-practice/effect-of-nurse-managers-leadership-styles-on-predicted-nurse-turnover-nm.2020.e1928/abs

Salem O, et al.: Investigating the Relationship between Head Nurses’ Leadership Style and Predicted Nurses’ Turnover in Makkah Province, Saudi Arabia

27. Alshahrani FM, Baig LA. Effect of leadership styles on job
satisfaction among critical care nurses in Aseer, Saudi
Arabia. J Coll Physicians Surg Pak. 2016;26:366-370.

28. Avolio BJ, Bass BM. Multifactor leadership questionnaire
(TM). Mind Garden, Inc. Menlo Park, CA. 2004.

29. Alreshidi NM, Alrashidi LM, Alanazi AN, Alshammeri EH.
Turnover among foreign nurses in Saudi Arabia. J Public
Health Res. 2021;10:1971.

30.An M, Heo S, Hwang YY, Kim J, Lee Y. Factors affecting
turnover intention among new graduate nurses: Focusing
on job stress and sleep disturbance. Healthcare (Basel).
2022;10:1122.

31.Despres KK. Perceived leadership styles of nurse
managers' and nurses' job satisfaction: A correlational
study. University of Phoenix; 2011.

32.Hu H, Wang C, Lan Y, Wu X. Nurses’ turnover intention,
hope and career identity: The mediating role of job
satisfaction. BMC Nurs. 2022;21:43.

33.IBM Corp. Released 2015. IBM SPSS Statistics for Windows,
Version 29.0. Armonk, NY: IBM Corp.

34.

35.

36.

37.

38.

39.

Moon JS, Chung KH. Factors affecting turnover intention of
married nurses working in small and medium-sized hospital.
Asia Pac J Multimed Serv Converg Art Humanit Sociol.
2016;6:77-90.

Naseer A, Perveen K, Afzal M, Waqgas A, Gillani SA. The
impact of leadership styles on staff nurses’ turnover
intentions. Saudi J Med Pharm Sci. 2017;4929:1133-8.
Pendleton D, King J. Values and leadership. BMIJ.
2002;325:1352-1355.

Perez JW. Impact of nurse managers' leadership styles on
staff nurses' intent to turnover. Gardner-Webb University;
2014.

Pishgooie AH, Atashzadeh-Shoorideh F, Falco-Pegueroles A,
Lotfi Z. Correlation between nursing managers’ leadership
styles and nurses' job stress and anticipated turnover. J
Nurs Manag. 2019;27:527-534.

Vender RJ. Leadership: An overview. Am J Gastroenterol.
2015;110:362-367.

Annals of Medical and Health Sciences Research | Volume 15 | Issue 1 | January 2025 (MRPFT) 7



https://europepmc.org/article/med/27225139
https://europepmc.org/article/med/27225139
https://europepmc.org/article/med/27225139
https://journals.sagepub.com/doi/10.4081/jphr.2021.1971
https://www.mdpi.com/2227-9032/10/6/1122
https://www.mdpi.com/2227-9032/10/6/1122
https://www.mdpi.com/2227-9032/10/6/1122
https://www.proquest.com/openview/ece909d9e0a8e4a8925ab99e6454c5b8/1?pq-origsite=gscholar&cbl=18750
https://www.proquest.com/openview/ece909d9e0a8e4a8925ab99e6454c5b8/1?pq-origsite=gscholar&cbl=18750
https://www.proquest.com/openview/ece909d9e0a8e4a8925ab99e6454c5b8/1?pq-origsite=gscholar&cbl=18750
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-022-00821-5
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-022-00821-5
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-022-00821-5
https://saudijournals.com/media/articles/SJMPS_310B1133-1138.pdf
https://saudijournals.com/media/articles/SJMPS_310B1133-1138.pdf
https://saudijournals.com/media/articles/SJMPS_310B1133-1138.pdf
https://www.bmj.com/content/325/7376/1352
https://digitalcommons.gardner-webb.edu/nursing_etd/31/https:/www.proquest.com/openview/a92f0ede4d851803cf3b84b43e48757f/1?pq-origsite=gscholar&cbl=18750
https://digitalcommons.gardner-webb.edu/nursing_etd/31/https:/www.proquest.com/openview/a92f0ede4d851803cf3b84b43e48757f/1?pq-origsite=gscholar&cbl=18750
https://onlinelibrary.wiley.com/doi/10.1111/jonm.12707
https://onlinelibrary.wiley.com/doi/10.1111/jonm.12707
https://journals.lww.com/ajg/abstract/2015/03000/leadership__an_overview.2.aspx

	Contents
	Investigating the Relationship Between Head Nurses’ Leadership Style and Predicted Nurses’ Turnover in Makkah Province, Saudi Arabia
	Abstract
	Keywords:

	Introduction
	Materials and Methods
	Research design
	Participants and sampling method
	Data collection and instrument
	Instruments
	Data analysis

	Results
	Participants’ demographic characteristics

	Discussion
	Conclusion
	Limitation
	Implication for Practice
	Ethical Consideration
	Acknowledgment
	Conflict of Interest
	Funding
	References




