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Purpose: This study aimed to identify the influence of effort-reward imbalance and job satisfaction on turnover
intention among hospital nurses. Methods: Data were collected from January 28 to February 10, 2022, from 237
nurses from five hospitals including clinics, general hospitals, and tertiary care hospitals located in B city. The
collected data were analyzed using descriptive statistics, t-test, ANOVA, the Scheffé test, Pearson’s correlation
coefficients, and multiple linear regression analysis, using SPSS/WIN 26.0. Results: The average of the
effort-reward ratio, an indicator of effort-reward imbalance, was 1.67+0.66, and 86.5% of the participants had
a value of 1 or more. The mean job satisfaction and turnover intention were 3.321+0.48 and 3.69+0.89 on a 5-point
scale, respectively. Multiple regression revealed that factors affecting turnover intention among hospital nurses
included effort-reward imbalance (3=.30, p<.001) and job satisfaction (3=-.32, p<.001), and these variables
explained 29.0% of turnover intention. Conclusion: These findings indicate that effort-reward imbalance and job
satisfaction are associated with turnover intention. Therefore, to decrease the turnover intention of hospital nurses,
interventions and policies should be prepared to resolve the nurse's effort-reward imbalance and increase job
satisfaction at regional or national level hospitals.
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79 7|t 5-& E&3h=7l\g o|ch(Siegrist, Li, & Montano,
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Table 1. General Characteristics of Participants (N=237)
Characteristics Categories n (%) M=SD Range
Gender Female 197 (83.1)

Male 40(16.9)
Age (year) <25 21(8.9) 30.53+5.74 22~49
25~29 107 (45.1)
30~34 54(22.8)
>35 55(23.2)
Marital status Single 163 (68.8)
Married 74(31.2)
Religion Yes 44 (60.8)
No 93(39.2)
Education level Diploma 36(15.2)
Bachelor's degree 179 (75.5)
>Master's degree 22(9.3)
Position Staff nurse 202 (85.2)
Charge nurse 35(14.8)
Total clinical career (year) <5 110 (46.4) 6.8915.38 0.42~21.67
5~<10 71(30.0)
>10 56(23.6)
Working unit General wards 141 (59.5)
Special (ICU, ER, OR) 64 (27.0)
Others 32(13.5)
Shift work Yes 162 (68.4)
No 75(31.6)
Income level (10,000 won/ year) <4,000 116 (48.9)
4,000~ < 5,000 83 (35.0)
>5,000 38(16.1)
Hospital type Tertiary hospital 77 (32.5)
General hospital 121 (51.0)
Hospital 39(16.5)
Hospital beds <300 beds 55(23.2)
300~ <500 beds 83 (35.0)
500~ < 1,000 beds 69(29.1)
>1,000 beds 30(12.7)
ICU=intensive care unit; ER=emergency room; OR=operation room; ' Including outpatient, hemodialysis, etc.
Table 2. Effort-Reward Imbalance, Job Satisfaction, and Turnover Intention (N=237)

Variables M=SD Range Proportion above 1
Effort-reward imbalance 1.67£0.66 0.46~5.32 86.5
Effort 2.58+0.67 1.00~4.00
Reward 2.70£0.44 1.20~4.00
Job satisfaction 3.321+0.48 1.64~4.70
Turnover intention 3.69%0.89 1.25~5.00
£ BT o)HolEt ne-na B3PI SO Fl 4 5. MKt o|Hlo o P& 0xl= 29
BHA (=46, p <.001), A7 oh= o] FAUA7Hr=
47, p<.001) Q= 222 LEFEITHTable 4). sl EAe) AR e AR AT, 7 Wdse) 24
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Table 3. Differences in Effort-Reward Imbalance, Job Satisfaction and Turnover Intention according to General Characteristics

of Participants (N=237)
Effort-reward imbalance Job satisfaction Turnover intention
Characteristics Categories
M+SD tor F (p) M+SD tor F (p) M+SD tor F (p)

Gender Female 1.69£0.68  1.23 (.221) 3.32£0.49 -0.45 (.656) 3.67£0.89 -0.77 (.441)
Male 1.55+0.52 3.361£0.45 3.79£0.86

Age (year) <25 1451040 2.02(.113) 3.37+0.28  1.08 (.360) 3.38+0.63  1.05(.371)
25~29 1.621+0.73 3.27+0.53 3.75%£0.93
30~34 1.71£0.60 3.34£0.41 3.67£0.87
>35 1.8210.62 3.40£0.49 3.70£0.90

Marital status Single 1.67£0.66 -0.10 (.923) 3.33£0.47 0.16 (.873) 3.72+0.85  0.75(.456)
Married 1.68+0.65 3.32+0.51 3.63%0.96

Religion Yes 1.67+0.67 -0.06 (.956) 3.340+.47  0.53 (.594) 3.65£0.85 -0.74 (.460)
No 1.67£0.65 3.30£0.49 3.74£0.95

Education level Diploma® 1.47£0.58 253 (.082) 3.50£0.43  2.92 (.056) 3.30£0.88 4.34 (.014)
Bachelor's degreeb 1.69£0.68 3.30£0.48 3.75+0.87 c>al
>Master's degree® 1.8310.51 3.27£0.50 3.84£0.91

Position Staff nurse 1.69+£0.67 140 (.162) 3.32+£0.48 0.02 (.985) 3.69£0.89  0.07 (.941)
Charge nurse 1.53£0.56 3.32£0.49 3.68+0.86

Total clinical career <57 1.531£0.65 4.81(.009) 3.3410.44 2.06 (.129) 3.62+£0.87  0.92 (.399)

(year) 5~<10° 1.77£0.71 c>al 3.24+0.54 3.80£0.93

>10¢ 1.811+0.58 3.41+0.46 3.69+0.88

Working unit General wards 1.64£0.58  0.30 (.742) 3.36+0.44 1.13 (.324) 3.68+£0.87  0.14 (.987)
Special 1.6910.81 3.26£0.55 3.69£0.83
Others 1.73£0.68 3.28+0.51 3.71+1.08

Shift work Yes 1.68+£0.64 0.30 (.767) 3.33£0.47 0.10 (.924) 3.68£0.90 -0.29 (.773)
No 1.65+0.69 3.32£0.50 3.71£0.87

Income level <4,000 1.73£0.65  1.26 (.285) 3.32£0.50 2.35(.097) 3.75£0.90  0.60 (.549)

(10,000 won/year) 4,000~ < 5,000 1.64%0.67 3.26%£0.45 3.66%0.81

>5,000 1.5510.64 3.4610.48 3.57£1.00

Hospital type Tertiary hospital 1.78£0.72  1.72 (.181) 3.30+0.48  0.90 (.410) 3.78+0.92  0.56 (.572)
General hospital 1.601+0.65 3.36+0.51 3.65+0.89
Hospital 1.67£0.51 3.26%0.36 3.63£0.81

Hospital beds <300 beds 1.60+0.53  0.86 (.464) 3.33+£0.36  0.35 (.787) 3.61+£0.82  0.27 (.848)
300~ <500 beds 1.63x0.57 3.30£0.50 3.69£0.89
500~ < 1,000 beds 1.71£0.77 3.37£0.53 3.75+£0.97
>1,000 beds 1.811+0.80 3.28+0.49 3.69£0.83

TScheffé test.

Table 4. Correlations among Effort-Reward Imbalance, Job

SHA| = .66~.842 0.1 0]A}0] %] © 1, Variance Inflation Factor

(VIF) 2|47} 1050} 27] 9L 1.19~1512 5544 27

7} 9= Ao 2 Yelgth Durbin-Watson AA-& AA3 2

Satisfaction and Turnover Intention (N=237)
Effort-reward Job
Variables imbalance satisfaction
r(p) r(p)
Job satisfaction -.46 (<.001)
Turnover intention 46 (<.001) -47 (<.001)
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Table 5. Factors Influencing Turnover Intention (N=237)
Variables B SE ] t p
Education level

Bachelor's degree 0.24 0.14 12 1.72 .088
Master's degree 0.26 0.20 .08 1.26 210
Diploma (ref.)
Effort-reward imbalance 0.67 0.14 .30 4.66 <.001
Job satisfaction -0.59 0.12 =32 -5.09 <.001

R*=31, Adj. R’>=.29, F=16.97, p<.001

ref.=reference.

St g2 B Y, RS EE %*’é Felst
of T3] A4S s 1 A} = g-HA E-FY (=
30, p <.001)3} F) FUFE % (B=-32, p <.001)7} ]&HEOH o
O3t FFS A= A L& Uepgon o]F Hrof &gt AT
2 29% {t}(Table 5).

= 9

2 ATE UTsAe ey B Ed, ARUEE 9
EEEE] 4%}1 HEAFES] o] H oo v X Ak
Q12 BH913k7] 9I5ho] AAIBHSILH B AT A 2B APY]
(ratio)2 =¥-BA B ¥ A= g whobst Ay}, Ht 1.672
1E AN B AR o ]3] 2419 BAfo] Yk
I QJASHE AL 2 UET o] 5 YT =75 &5t
T3ALe =8-BAH S AR 2, §9 77 571 B9
0.57~0.82 (Hasselhorn et al., 2004), 5= ofjglH 2] 9
0.66 (Li, Yang, Cheng, Siegrist, & Cho, 2005), ZH|o}2] 33
o] A= 1.412 YERE Z (Darboe et al., 2016) 2t} # A,
3 AP} QAlBHE teel-mak BE o] 47t 42
£ 949l EF 2 Aol AR 1R} Ak o)
3R b ALe] -2 AR 27} 86.5% 2 U, of
=89 70 27 2 7 A et 5 22.8% (Hasselhorn
etal., 2004) B} ol obA 1o g-BAF B E o] BA|71 A2+

oV SN ol
B BALE o2 HR
Z2 8 &A%t Kim, Lee, An, Lee2} Yun (2019)2] &+-o]| A
%3387, Lee 5(2018)2] Aol 4] B 330802 Upeht

Artel § Aotk A RAEL hAL] A8 ARAA 2
| Yo 42 A 02 Fol 4 Y= o] AT ATHE &

olw, 2= FA Y 1t5 5 A FsH oto] A HFHEE =0]
B 2(Lu, Zhao, & While, 2019), 7t3AF2] FHutZo] £ ¢
2R YL RAEHEE T D art Ao

2 Aol A tFAEY o] A == 55 wHoll Bt 3.69%
o8, ST oL E et o= Y8 =7 E A8
3 231 Y 7HSALS Ak 2 31 Nam (2018)2] Aol A H
F 3497, Kim} Lee (2014)2] dLoj| A B 3.458 2o} o}

& & Aolth. ¥ 7oA Qb o] T o] M o)
Aol e Ak, AL R Aol slsle
= AT AR ol 3971 3UA| et ZYel 7

of H]ste] o] 2| =] Y7t 2 A 0 2 Yehg=, Ol%Z_P
S A} o] Ao gt A A A 12 A3 (Hayes et al., 2012), 2L
0] £ A o WA A A4S 28 5 9lo] o]0l
7 e AT Alslsic.
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AN 8- Bt RS wA AT A7 1A 2

ol Hsto] 1 % o] A& SFo] 5l A veld Axket
AR tH(Derycke et al., 2010). E3F -7 77 Z71o]|A] o]
FoJX AN = =B- B Bt P o] 2 AL 0] 4] 9
Z7} 3ujjollA] 6Hf AE =& A o2 ekt (Hasselhorn et
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