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Introduction 
 
In the Republic of Korea, the average turnover 
rate of nurses was 14.5% in 2020. This rate was 
more than three times higher among nurses with 
less than one year of experience (47.7%) (1). The 
high turnover of nurses increases the workload of 
the remaining nurses and reduces organizational 
efficiency and morale. Furthermore, it leads to a 
decline in nursing quality and an imbalance in the 

supply and demand of human resources. In this 
situation, hospitals must recruit and train nurses, 
which causes significant economic and time loss-
es and a lack of professionalism, making nurse 
turnover a major problem in the healthcare in-
dustry (2). Understanding and strengthening 
nurses’ intentions to stay in their jobs may help 
prevent nurse turnover and personnel shortage. 
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Background: We investigated the effects of self-leadership, resilience, and communication ability on the inten-
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The intention to stay in the job refers to the in-
tention to remain at the current workplace and 
not look for a new job. 
Self-leadership is the practice of improving one’s 
abilities and enhancing internal motivation and 
self-management (3). It is a necessary ability for 
nurses because it helps them maximize their abili-
ties and improve nursing quality in diverse and 
complex clinical settings (3). Nurses with high 
levels of self-leadership effectively deal with the 
problems they face in the nursing field. They 
continuously strive to improve their abilities and 
desire high levels of accomplishment. Conse-
quently, their intention to change their job is low 
(3,4). 
Resilience is the ability and social/psychological 
characteristics that allow one to withstand adver-
sity and changing situations. It reduces burnout 
and the intention to change jobs among nurses, 
who must employ considerable physical and 
mental effort in their jobs (5). In small and medi-
um-sized hospitals, high levels of resilience in-
crease nurses’ self-motivation and positive think-
ing, which increases their intention to keep their 
jobs (6). 
Effective communication is when communica-
tors effectively convey and accept each other's 
opinions and feelings. It helps achieve individual 
and organizational goals by strengthening trust 
and a sense of belonging within the organization 
(7). Furthermore, it reduces friction among or-
ganizational members, increases psychological 
stability and work efficiency, and promotes or-
ganizational performance and development. 
Therefore, improved communication reduces the 
intention to change jobs (5-7). 
Studies have found various determinants of nurs-
es’ intention to keep their jobs, such as education 
level, annual salary, age, marital status, whether 
one is assigned the desired department, and work 
experience at the current hospital (8-10). Howev-
er, research remains scant on Korean nurses’ in-
tention to keep their jobs, and almost no research 
has been conducted on the relationship between 
self-leadership, resilience, communication ability, 
and nurses’ intention to keep their jobs. There-
fore, this study examined the relationship be-

tween self-leadership, resilience, communication 
ability, and the intention to keep one’s job and 
identified the factors affecting the intention to 
keep one’s job among Korean nurses.  
With these objectives, we aimed to seek ways to 
manage human resources in hospitals and pro-
vide foundational data for the development of 
educational programs that improve nurses’ self-
leadership, resilience, and communication abili-
ties. 

 
Materials and Methods 
 
Design, participants, and data collection 
This descriptive study targeted nurses with more 
than six months of experience working in hospi-
tals with less than 300 beds located in three cities 
in Jeollanam-do Province, Republic of Korea. We 
targeted nurses with more than six months of 
work experience because nurses must work for at 
least six months to understand and adapt to the 
work in a ward. To recruit nurses, permission was 
obtained from the nursing department of the 
hospitals. Then, the purpose of the study, ano-
nymity, and confidentiality were explained to the 
nurses. Only those nurses were recruited who 
gave their written informed consent to participate 
in the study. Those who were taking medication 
for a psychiatric diagnosis were excluded. 
The sample size was calculated using the G* 
Power 3.1.9.2 software (Heinrich-Heine-
University, Düsseldorf, Germany). For a medium 
effect size of 0.15, the significance level (⍺) of 
0.05, the power (1-β) of 0.95, and 12 explanatory 
variables in multiple regression analysis (11), the 
minimum sample size required was 213. After 
considering a 20% dropout rate, 250 question-
naires were distributed. Five responses had insuf-
ficient answers; excluding those responses, this 
study included 245 nurses. The recruited nurses 
were asked to complete a questionnaire and place 
it in individual sealable envelopes. We collected 
the sealed envelopes and stored the completed 
questionnaires in the nursing department. 
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Instruments 
Self-leadership 
Self-leadership was measured using the tool de-
veloped by Manz (12). This tool comprises 18 
items, with three items each for six factors: self-
expectation, rehearsal, goal setting, self-reward, 
self-criticism, and constructive thinking. All items 
are rated on a 5-point Likert scale ranging from 1 
(“not at all”) to 5 (“always”). Higher scores indi-
cate higher levels of self-leadership. The 
Cronbach's α of the tool was 0.87 in Manz’s 
study (12) as well as in this study. 
 
Resilience 
Resilience was measured using the Connor-
Davidson Resilience Scale developed by Connor 
and Davidson (13). We used this scale after ob-
taining permission from the developers and re-
munerating them. This tool comprises 25 items 
across five sub-areas: hardiness (nine items), per-
sistence (eight items), optimism (four items), 
support (two items), and spirituality (two items). 
All items are rated on a 5-point Likert scale rang-
ing from 0 (“not at all”) to 4 (“very much”). 
Higher scores indicate greater levels of resilience. 
The Cronbach's α of the tool was 0.89 at the time 
of its development (13) and 0.93 in this study. 

 
Communication ability 
Communication ability was measured using the 
Global Interpersonal Communication Compe-
tence Scale developed by Hur (14). We used this 
scale after obtaining permission from the devel-
oper. This tool comprises 15 items rated on a 5-
point Likert scale ranging from 5 (“very much”) 
to 1 (“not at all”). Higher scores indicate better 
communication abilities. The Cronbach's α of the 
scale was 0.72 in Hur’s (14) study and 0.87 in this 
study. 

 
Intention to keep one’s nursing job 
The intention to keep one’s nursing job was 
measured using the tool developed by Cowin (15). 
We used this tool after receiving approval from 
its developer. This tool comprises 6 items rated 
on a 5-point Likert scale ranging from 1 (“not at 
all”) to 5 (“very much”). The total score ranges 

from 6 to 30, and higher scores indicate greater 
intentions to keep one’s nursing job. The 
Cronbach's α of the tool was 0.97 in Cowin’s (15) 
study and 0.88 in this study. 

 
General characteristics 
Using the questionnaire, we collected data on 
participants’ general characteristics: age, sex, edu-
cation level, marital status, religious affiliation, 
pay satisfaction, welfare satisfaction, satisfaction 
with the communication among employees, clini-
cal career, job position, duty time, work depart-
ment, number of holidays (monthly average), ex-
perience in certification assessment work, and 
experience in changing work departments. 

 
Data analysis 
The general characteristics of the participants, 
self-leadership, resilience, communication ability, 
and the intention to keep their nursing job were 
analyzed using frequencies, percentages, means, 
and standard deviations. We investigated differ-
ences in self-leadership, resilience, communica-
tion ability, and the intention to keep one’s nurs-
ing job based on participants’ general characteris-
tics using independent t-tests, one-way analyses 
of variance, and post-hoc tests (Scheffé test). 
Correlations between self-leadership, resilience, 
communication ability, and the intention to keep 
one’s nursing job were analyzed using Pearson's 
correlation coefficients. Factors affecting the in-
tention to keep one’s nursing job were analyzed 
using stepwise multiple regression analysis. All 
statistical analyses were performed using SPSS 
software (version 26; IBM Co., Armonk, NY, 
USA), and statistical significance was set at the 
P=0.05 level. 

 
Ethical considerations 
This study was approved by the Institutional Re-
view Board of Sunchon National University, Re-
public of Korea (Number: 1040173-202208-HR-
025-02). The participants provided written in-
formed consent to participate in the study, and all 
research procedures adhered to the principles 
outlined in the Declaration of Helsinki. 
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Results 
 

General characteristics of the participants 
Table 1 presents the general characteristics of the 
participants.

 
Table 1: General characteristics of the participants (n=245) 

 
Variable  Categories n % Mean±standard deviation 
Age (yr) Under 24 27 11.0 33.08±8.14 

25–29 80 32.7 
30–39 75 30.6 

40 or over 63 25.7 
Gender Female 238 97.1  

Male 7 2.9  
Education level College 130 53.1  

University 115 46.9  
Marital status Single 133 54.3  

Married 112 45.7  
Religious affiliation Yes 93 38.0  

No 152 62.0  
Pay satisfaction Satisfied 46 18.8  

Neutral 133 54.3  
Dissatisfied 66 26.9  

Welfare satisfaction Satisfied 51 20.8  
Neutral 133 54.3  

Dissatisfied 61 24.9  
Satisfaction with the 
communication among 
employees  

Satisfied 139 56.7  
Neutral 94 38.4  

Dissatisfied 12 4.9  
Clinical career (in years) Under 5 87 35.5 9.38±7.91 

5–10 63 25.7 
11–19 57 23.3 

20 or over 38 15.5 
 Job position Staff nurse 179 73.1  

Charge nurse 44 18.0  
Head nurse 22 8.9  

Duty time Day time 90 36.7  
Rotational shifts 140 57.1  

Fixed duty 15 6.2  
Work department General ward 89 36.3  

Outpatient department 27 11.0  
Special unit 103 42.0  

Other 26 10.7  
Number of holidays 
(monthly average) 

Under 7 42 17.1  
8–10 168 68.6  

11 or over 35 14.3  
Experience in certification 
evaluation work 

Yes 121 49.4  
No 124 50.6  

Experience in changing 
work departments 

Yes 86 35.1  
No 159 64.9  

Total 245 100.0  
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Self-leadership differed significantly based on 
religious affiliation, pay satisfaction, welfare satis-
faction, and satisfaction with the communication 
among employees (Table 2). Resilience differed 
significantly based on religious affiliation, pay 
satisfaction, welfare satisfaction, and satisfaction 
with the communication among employees. 
Communication ability differed significantly 

based on age and satisfaction with the communi-
cation among employees. The intention to keep 
one’s nursing job differed significantly based on 
age, marital status, religious affiliation, pay satis-
faction, welfare satisfaction, satisfaction with 
communication among employees, clinical career, 
number of holidays, and experience of changing 
work departments. 

 
Table 2: Differences in self-leadership, resilience, communication ability, and the intention to keep one’s nursing job 

based on participants’ general characteristics 
 

Characteristic  Categories Resilience 
M±SD P M±SD P M±SD P M±SD P 

Age (yr) Under 24a 3.42±0.47 0.347 2.61±0.56 0.069 3.84±0.42 0.014 
a>c,d 

3.12±0.79 0.001 
a,b<d 25–29b 3.33±0.56 2.35±0.58 3.60±0.49 3.27±0.77 

30–39c 3.35±0.46 2.41±0.48 3.52±0.44 3.34±0.72 
40 or overd 3.47±0.47 2.53±0.55 3.53±0.47 3.70±0.72 

Gender  Female 3.38±0.50 0.469 2.44±0.55 0.632 3.59±0.47 0.427 3.39±0.77 0.951 
Male 3.25±0.51 2.34±0.41 3.45±0.33 3.40±0.67 

Education level College 3.37±0.48 0.827 2.44±0.54 0.933 3.55±0.49 0.203 3.43±0.77 0.343 
University 3.39±0.52 2.44±0.55 3.63±0.45 3.34±0.76 

Marital status Single 3.35±0.51 0.339 2.39±0.58 0.109 3.59±0.48 0.890 3.20±0.76 <0.001 
Married 3.41±0.48 2.50±0.50 3.58±0.45 3.61±0.72 

Religious affiliation Yes 3.47±0.47 0.036 2.57±0.47 0.002 3.65±0.44 0.118 3.52±0.74 0.036 
No 3.33±0.51 2.36±0.57 3.55±0.48 3.31±0.77 

Pay satisfaction Satisfieda 3.52±0.52 0.020 
a>c 

2.69±0.58 0.002 
a>b,c 

3.70±0.52 0.184 3.72±0.75 0.002 
a>b,c Neutralb 3.39±0.48 2.40±0.54 3.55±0.45 3.37±0.73 

Dissatisfiedc 3.26±0.49 2.34±0.49 3.58±0.45 3.20±0.79 
Welfare satisfac-
tion 

Satisfieda 3.58±0.48 <0.001 
a>c 

2.69±0.56 <0.001 
a>b,c 

3.68±0.51 0.086 3.75±0.75 <0.001 
a>b,c Neutralb 3.39±0.48 2.43±0.54 3.60±0.45 3.35±0.73 

Dissatisfiedc 3.20±0.48 2.25±0.47 3.49±0.46 3.17±0.75 
Satisfaction with 
the communication 
among employees 

Satisfieda 3.49±0.50 <0.001 
a,b>c 

2.57±0.53 <0.001 
a>c 

3.71±0.45 <0.001 
a>c 

3.49±0.82 0.040 
a>c Neutralb 3.27±0.44 2.28±0.52 3.44±0.44 3.26±0.67 

Dissatisfiedc 2.94±0.49 2.18±0.56 3.30±0.44 3.14±0.71 
Clinical career (in 
years) 

Under 5a 3.39±0.48 0.687 2.42±0.58 0.805 3.65±0.48 0.109 3.23±0.75 0.047 
a<d 5–10b 3.37±0.62 2.49±0.57 3.63±0.46 3.41±0.81 

11–19c 3.33±0.45 2.40±0.54 3.48±0.49 3.45±0.76 
20 or overd 3.45±0.36 2.47±0.40 3.51±0.40 3.63±0.67 

Job position Staff nurse 3.37±0.51 0.783 2.44±0.56 0.524 3.62±0.48 0.230 3.34±0.77 0.347 
Charge nurse 3.39±0.50 2.39±0.56 3.49±0.47 3.48±0.81 
Head nurse 3.45±0.36 2.55±0.36 3.54±0.33 3.54±0.64 

Duty time Day time 3.37±0.49 0.221 2.47±0.52 0.717 3.59±0.44 0.991 3.44±0.76 0.730 
Rotational 

shifts 
3.36±0.51 2.42±0.56 3.58±0.48 3.35±0.77 

Fixed duty 3.60±0.39 2.50±0.52 3.59±0.51 3.39±0.79 
Work department General ward 3.35±0.50 0.120 2.44±0.58 0.263 3.57±0.54 0.247 3.30±0.80 0.114 

OPD 3.38±0.45 2.45±0.39 3.54±0.45 3.59±0.67 
Special unit 3.35±0.51 2.39±0.54 3.56±0.41 3.35±0.71 

Other 3.60±0.47 2.63±0.52 3.76±0.43 3.63±0.88 
Number of holi-
days (monthly 
average) 

Under 7 3.32±0.44 0.516 2.40±0.46 0.186 3.59±0.40 0.998 3.52±0.80 0.090 
8–10 3.38±0.51 2.42±0.54 3.59±0.48 3.32±0.76 

11 or over 3.45±0.51 2.60±0.65 3.58±0.52 3.58±0.70 
Experience in cer-
tification evalua-
tion work 

Yes 3.36±0.49 0.470 2.42±0.47 0.541 3.54±0.43 0.107 3.35±0.76 0.405 
No 3.40±0.50 2.46±0.61 3.63±0.50 3.43±0.77 

Experience in 
changing work 
departments 

Yes 3.43±0.45 0.238 2.49±0.48 0.254 3.58±0.45 0.897 3.53±0.75 0.035 
No 3.35±0.52 2.41±0.57 3.59±0.48 3.31±0.77 

Data are expressed as mean±standard deviation; tested using independent t-tests, one-way analyses of  variance, and post-hoc 
tests (Scheffé test). OPD: outpatient department 
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The intention to keep one’s nursing job was posi-
tively correlated with self-leadership, resilience, 
and communication ability (Table 3). Positive 
correlations were also found between self-

leadership and resilience, between communica-
tion ability and self-leadership, and between resil-
ience and communication ability. 

 
Table 3: Correlation between self-leadership, resilience, communication ability, and the intention to keep one’s nursing job 

 
Variable Self-leadership Resilience Communi-

cation abil-
ity 

Self- 
expec-
tation 

Re-
hears

al 

Goal 
set-
ting 

Self-
re-

ward 

Self-
criti-
cism 

Con-
struc-
tive 

think-
ing 

To-
tal 

Hard
ness 

Persis-
tence 

Op-
ti-

mism 

Sup
port 

Spir-
ituali-

ty 

Total 
 

Self-
lead-
er-
ship 

Self- 
expec-
tation 

1.00  
            

Re-
hearsal 

0.26 
(<0.00

1) 

1.00 
            

Goal 
setting 

0.61 
(<0.00

1) 

0.367 
(<0.0
01) 

1.00 
           

Self-
reward 

0.39 
(<0.00

1) 

0.38 
(<0.0
01) 

0.46 
(<0.
001) 

1.00 
          

Self-
criti-
cism 

-0.18 
(0.004) 

0.35 
(<0.0
01) 

0.02 
(0.78

1) 

0.21 
(0.00

1) 

1.00 
         

Con-
struc-
tive 
think-
ing 

0.47 
(<0.00

1) 

0.25 
(<0.0
01) 

0.52 
(<0.
001) 

0.41 
(<0.
001) 

0.04 
(0.49

1) 

1.00 
        

Total 0.64 
(<0.00

1) 

0.68 
(<0.0
01) 

0.77 
(<0.
001) 

0.72 
(<0.
001) 

0.39 
(<0.
001) 

0.68 
(<0.00

1) 

1.00 
       

Resil-
ience 

Hard-
ness 

0.65 
(<0.00

1) 

0.18 
(0.00

5) 

0.57 
(<0.
001) 

0.33 
(<0.
001) 

-0.15 
(0.01

7) 

0.55 
(<0.00

1) 

0.54 
(<0.
001) 

1.00 
      

Persis-
tence 

0.57 
(<0.00

1) 

0.28 
(<0.0
01) 

0.59 
(<0.
001) 

0.54 
(<0.
001) 

0.05 
(0.40

4) 

0.60 
(<0.00

1) 

0.67 
(<0.
001) 

0.74 
(<0.0
01) 

1.00 
     

Opti-
mism 

0.43 
(<0.00

1) 

0.25 
(<0.0
01) 

0.51 
(<0.
001) 

0.46 
(<0.
001) 

0.01 
(0.98

9) 

0.56 
(<0.00

1) 

0.57 
(<0.
001) 

0.68 
(<0.0
01) 

0.71 
(<0.00

1) 

1.00 
    

Sup-
port 

0.29 
(<0.00

1) 

0.14 
(0.02

7) 

0.16 
(0.01

4) 

0.37 
(<0.
001) 

0.07 
(0.28

4) 

0.27 
(<0.00

1) 

0.32 
(<0.
001) 

0.39 
(<0.0
01) 

0.45 
(<0.00

1) 

0.41 
(<0.0
01) 

1.00 
   

Spiritu-
ality 

0.14 
(0.027) 

0.14 
(0.02

5) 

0.13 
(0.05

1) 

0.22 
(0.00

1) 

0.08 
(0.23

9) 

0.10 
(0.109) 

0.21 
(0.00

1) 

0.35 
(<0.0
01) 

0.32 
(<0.00

1) 

0.34 
(<0.0
01) 

0.37 
(<0.
001) 

1.00 
  

Total 0.62 
(<0.00

1) 

0.26 
(<0.0
01) 

0.59 
(<0.
001) 

0.49 
(<0.
001) 

-0.03 
(0.61

5) 

0.61 
(<0.00

1) 

0.65 
(<0.
001) 

0.92 
(<0.0
01) 

0.90 
(<0.00

1) 

0.83 
(<0.0
01) 

0.56 
(<0.
001) 

0.49 
(<0.0
01) 

1.00 
 

Communication 
ability 

0.42 
(<0.00

1) 

0.22 
(<0.0
01) 

0.37 
(<0.
001) 

0.49 
(<0.
001) 

0.09 
(0.16

2) 

0.35 
(<0.00

1) 

0.49 
(<0.
001) 

0.59 
(<0.0
01) 

0.69 
(<0.00

1) 

0.49 
(<0.0
01) 

0.56 
(<0.
001) 

0.28 
(<0.0
01) 

0.69 
(<0.00

1) 

1.00 

Intention to keep 
one’s nursing job 

0.35 
(<0.00

1) 

0.16 
(0.01

1) 

0.31 
(<0.
001) 

0.20 
(0.00

2) 

0.01 
(0.86

6) 

0.29 
(<0.00

1) 

0.34 
(<0.
001) 

0.37 
(<0.0
01) 

0.47 
(<0.00

1) 

0.44 
(<0.0
01) 

0.18 
(0.00

4) 

0.14 
(0.029

) 

0.45 
(<0.00

1) 

0.34 
(<0.001) 

 
Factors affecting the intention to keep one’s 
nursing job 
We input 12 factors in the regression analysis. 
Nine factors were the general characteristics 
based on which participants’ intention to keep 

their jobs differed significantly. The remaining 
three factors were those that were significantly 
correlated with participants’ intention to keep 
their jobs. The autocorrelation between the error 
terms before analysis was examined using the 
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Durbin-Watson statistic. The result was 1.718 
(close to 2.000), indicating no autocorrelation 
between the error terms. Multicollinearity be-
tween the input independent variables was exam-
ined using the tolerance limit and the variance 
inflation factor. The tolerance limit ranged from 
0.466 to 0.934 (0.100 or higher), and the variance 
inflation factor ranged from 1.081 to 2.146 (10 or 

lower), indicating no multicollinearity between 
the independent variables. Resilience had the 
greatest influence on participants’ intention to 
keep their jobs, followed by age, welfare satisfac-
tion, and communication ability (Table 4). This 
regression model was statistically significant 
(F=24.94, P<0.001), and the explanatory power 
(R2) was 29.4%. 

 
Table 4: Factors affecting the intention to keep one’s nursing job 

 
Variable B Standard 

error 
β t P R2 

(Constant) 0.18 0.38  0.47 0.637  
Resilience 0.38 0.11 0.27 3.43 0.001 0.21 
Age (yr) 0.03 0.01 0.26 4.73 <0.001 0.26 
Welfare satisfaction (satisfied) 0.32 0.11 0.17 3.05 0.003 0.28 
Communication ability 0.28 0.13 0.16 2.17 0.031 0.29 

Durbin-Watson=1.72, F=24.94, P<0.001, R²=0.294, Adjusted R²=0.280 
 
Discussion 
 
This study yielded several insightful results. First, 
self-leadership was significantly higher among 
those with a religious affiliation, greater pay satis-
faction, and higher satisfaction with employee 
communication. These findings align with those 
of previous studies showing that the higher the 
self-reward, the higher the nursing work perfor-
mance, and the higher the pay satisfaction, the 
higher the self-leadership (16,17). Therefore, ad-
equate support and compensation can foster self-
leadership among nurses, and a systematic educa-
tion program that promotes self-leadership is 
necessary. 
Second, resilience was significantly higher among 
those with a religious affiliation, higher satisfac-
tion with employee communication, and higher 
pay satisfaction. These findings are consistent 
with those of previous studies showing that pay 
satisfaction and religious affiliation positively af-
fect hospital nurses’ resilience (18). This suggests 
that monetary compensation, welfare support, 
and religious beliefs help nurses endure the diffi-
cult nursing work environment in hospitals and 
enhance their resilience. Therefore, financial and 
psychological support, as well as the development 

and application of educational programs, are nec-
essary to enhance hospital nurses’ resilience. 
Third, communication ability was higher among 
nurses aged less than 24 than among those aged 
30 or over (nurses aged 30–39 and those aged 40 
or older). This finding differs from that of Cho 
and Seo (19), who found that communication 
ability increases with age. This discrepancy could 
be because the participants in Cho and Seo’s (19) 
study were limited to university hospital nurses, 
whereas the participants in this study were nurses 
working in small- and medium-sized hospitals. 
The work environment and other environmental 
characteristics differ between hospitals (19). An-
other reason could be that nurses aged less than 
24 belong to Generation Z, which prefers free 
and efficient communication through infor-
mation and communications technology and so-
cial media. In contrast, nurses aged 30 or older 
may have been more accustomed to traditional 
communication methods, which may have result-
ed in relatively low communication skills (20). 
Furthermore, 95.1% of the nurses in this study 
reported being satisfied or neutral satisfaction 
with the communication among colleagues. This 
finding suggests that although the participants 
were young, their communication abilities may 
have been affected by the high levels of satisfac-
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tion with the communication among employees 
in the complex environments of small- and me-
dium-sized hospitals. Therefore, repeated investi-
gations are needed to determine whether nurses’ 
communication abilities differ based on the type 
of medical institution, bed size, and age. In addi-
tion, small- and medium-sized hospitals and nurs-
ing organizations must understand the character-
istics of Generation Z and establish communica-
tion education programs that build nurses’ com-
munication abilities. 
Fourth, the intention to keep one’s nursing job 
was the highest when nurses had clinical experi-
ence of 20 years or more or when they were aged 
40 or older. Meanwhile, the intention was lower 
when nurses were younger or had lesser clinical 
experience. These findings are similar to those of 
Park and Lee (22), who conducted a meta-
analysis on the determinants of hospital nurses’ 
intention to stay. They found that age and clinical 
experience significantly influence the intention to 
keep one’s nursing job. Our results also align 
with the findings of a study that targeted Jordani-
an nurses (23). Furthermore, our results showed 
that the intention to keep one’s nursing job dif-
fers significantly based on marital status, religious 
affiliation, pay satisfaction, satisfaction with the 
communication among colleagues, and the expe-
rience of transferring departments in the current 
hospital. These findings align with previous find-
ings that the intention to keep one’s nursing job 
differs based on age, marital status, education 
level, clinical experience, job position, salary, 
work motivation, work satisfaction, and the 
number of job changes (24,25). Therefore, small- 
and medium-sized hospitals should improve 
nurses’ salaries and welfare to retain older nurses 
with extensive clinical experience. Additionally, it 
is necessary to develop and implement educa-
tional programs that encourage smooth commu-
nication with colleagues. 
This study has the following limitations. First, it 
is difficult to generalize the results of this study 
because the participants were nurses working in 
hospitals in three cities in Jeollanam-do Province, 
Republic of Korea. The work environment, wel-
fare, and treatment of the participants may have 

affected the results. Second, age, resilience, wel-
fare satisfaction, and communication ability were 
found to influence nurses’ intention to keep their 
jobs. However, self-leadership, which was signifi-
cantly correlated with the intention to keep one’s 
nursing job, did not have an effect. It was diffi-
cult to analyze the degree of self-leadership, 
which was measured using a self-administer ques-
tionnaire, because it is generally difficult to moti-
vate and lead oneself through self-efficacy. Third, 
because this was a cross-sectional study, relation-
ships between variables could be identified, but 
there was a limit to inferring a causal relationship. 
Nevertheless, this study is salient because it ex-
amined nurses’ self-leadership, resilience, com-
munication ability, and their intention to keep 
their jobs in small- and medium-sized hospitals. 
The results of this study can help develop pro-
grams that improve nurses’ intention to keep 
their jobs by taking into account personal and 
environmental factors, such as hospital size, med-
ical institution type, and age. 

 
Conclusion 
 
Self-leadership, resilience, and communication 
ability are positively correlated with nurses’ inten-
tion to keep their jobs. Resilience has the greatest 
influence on nurses’ intention to keep their job, 
and age, welfare satisfaction, and satisfaction with 
employee communication also have an impact. 
Therefore, to strengthen nurses’ intention to 
keep their jobs, organizations must improve their 
satisfaction with welfare support and employee 
communication and develop educational pro-
grams that enhance their resilience. 

 
Journalism Ethics considerations 
 
Ethical issues (including plagiarism, informed 
consent, misconduct, data fabrication and/or fal-
sification, double publication and/or submission, 
redundancy, etc.) have been completely observed 
by the authors. 

 
 



Iran J Public Health, Vol. 54, No.4, Apr 2025, pp.820-829  
 

828  Available at:    http://ijph.tums.ac.ir           

Acknowledgements  
 
This research received no external funding. 

 
Conflict of Interest 
 
The author declares no conflicts of interest. 
 
References 
 

1. Kim S, Hyun MS (2022). A study of intention to 
stay, reality shock, and resilience among new 
graduate nurses. J Korea Content Assoc, 
22(10):320-29. 

2. Kim H, Kim EG (2021). A meta-analysis on 
predictors of turnover intention of hospital 
nurses in South Korea (2000-2020). Nurs 
Open, 8(5):2406-18. 

3. Won HJ, Cho SH (2013). A Review of Research 
on Self-leadership in Nurses. J Korean Acad 
Nurs Adm, 19(3):382-93. 

4. Choi S, Jang I, Park S, et al (2014). Effects of 
Organizational Culture, Self-Leadership and 
Empowerment on Job Satisfaction and 
Turnover Intention in General Hospital 
Nurses. J Korean Acad Nurs Adm, 20(2):206-14. 

5. Al-Shomrani S, Mahran SM, Felemban O (2024). 
The Relationship Between Resilience and the 
Intention to Leave Among Staff Nurses at 
Governmental Hospitals in the Al-Baha Re-
gion of Saudi Arabia. Cureus, 16(3):e56699. 

6. Kim YS, Ryu S (2016). Influence of Job Embed-
dedness Factors on Turnover Intention of 
Nurses in Small and Medium Sized General 
Hospitals. J Korean Acad Nurs Adm, 22(2):158-
66. 

7. Men LR, Yue CA (2019). Creating a positive 
emotional culture: Effect of internal commu-
nication and impact on employee supportive 
behaviors. Public Relat Rev, 45(3):101764. 

8. Ramoo V, Abdullah KL, Piaw CY (2013). The 
relationship between job satisfaction and in-
tention to leave current employment among 
registered nurses in a teaching hospital. J Clin 
Nurs, 22(21-22):3141-52. 

9. Lyu XC, Huang SS, Ye XM, et al (2024). What 
influences newly graduated registered nurses' 
intention to leave the nursing profession? An 
integrative review. BMC Nurs, 23(1):57. 

10. Marufu TC, Collins A, Vargas L, et al (2021). 
Factors influencing retention among hospital 
nurses: systematic review. Br J Nurs, 
30(5):302-8. 

11. Faul F, Erdfelder E, Buchner A, et al (2009). Sta-
tistical power analyses using G* Power 3.1: 
Tests for correlation and regression analyses. 
Behav Res Methods, 41(4):1149-60. 

12. Manz CC (1983). The art of self-leadership: Strategies 
for personal effectiveness in your life and work. Eng-
lewood Cliffs, Prentice-Hall, New Jersey, 
USA. 

13. Connor KM, Davidson J (2003). Development 
of a new resilience scale: The connor-
davidson resilience scale (CD-RISC). Depres-
sion and Anxiety, 18(2):76-82. 

14. Hur GH (2003). Construction and Validation of 
a Global Interpersonal Communication 
Competence Scale. Korean Society For Journalism 
And Communication Studies, 47(6):380-408. 

15. Cowin L (2002). The effects of nurses' job satis-
faction on retention: an Australian perspective. 
J Nurs Adm, 32(5):283-91. 

16. Yoo JY, Lee YH, Ha YK (2019). A Convergence 
Study on the Effects of Self-leadership and 
Job Satisfaction on Nursing Performance in 
General Hospital Nurses. J Converg Inf Technol, 
9(10):28-38. 

17. Kwon SM (2020). Influence of Self-leadership, 
Nursing Professionalism, Job involvement on 
Turnover Intention of Nurses in Long Term 
Care Hospitals. Management & Information Sys-
tems Review, 39(2):61-75. 

18. Choi MK, Im SJ (2022). The Influence of Job 
Stress and Resilience on Work-Life Balance 
of Nurses in Small and Medium Hospitals. 
The Journal of Social Convergence Studies, 29(5):69-
81. 

19. Cho JH, Seo KW (2018). Influence of Commu-
nication competence and Compassion com-
petence on Resilience of Clinical Nurse. Korea 
Society For Wellness, 13(4):51-60. 

20. Kim MY, Kim JI, Lee ES (2021). The Effects of 
Social Media Usage Motives, Persuasion 
Knowledge, and Product Type on the Effec-
tiveness of Native Advertising. Advert Res, 
129:279-300. 

21. Moon S, Kim Y (2023). Subjective Perceptions 
of 'Meaning of Work' of Generation MZ 
Employees of South Korean NGOs. Behav Sci 
(Basel), 13(6):461. 



Kim et al.: Effect of Self-Leadership, Resilience, and Communication Ability … 
 

Available at:    http://ijph.tums.ac.ir   829 

22. Park SH, Lee TW (2018). Factors Influencing 
Korean Nurses’ Intention to Stay: A System-
atic Review and Meta-analysis. J Korean Acad 
Nurs Adm, 24(2):139-48. 

23. Cowden T, Cummings G, Profetto-McGrath J 
(2011). Leadership practices and staff nurses' 
intent to stay: a systematic review. J Nurs 
Manag, 19(4):461-77. 

24. Choi SY, Lee MA (2018). Effects of Job Em-
beddedness and Nursing Professionalism on 
Intent to Stay in Hospital Nurses. J Korean 
Acad Nurs Adm, 24(3):234-44. 

25. Kim BJ, Lee MA (2018). Effect of Nursing Pro-
fessionalism and Organizational Communica-
tion on Intent to Stay in Geriatric Hospital 
Nurses. J Korean Acad Nurs Adm, 24(5):455-65. 

 
 


