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Abstract 

With the endemic health care professional shortage seen both in the United States as well as 

globally, retaining staff is a high priority. Much like other organizations who rely on human 

capital, health care professionals are the most important resource for improving patient 

outcomes, and for achieving organizational performance. Leaders must effectively manage 

their employees in order to retain top talent and meet organizational goals. One reason for 

high turnover rates among healthcare professionals is the lack of recognition they are given 

by their leaders. With this in mind, the purpose of this study was to examine the relationship 

between transformational leadership components and turnover intentions of health care 

professionals. One hundred and twenty-seven healthcare professionals from the United States 

participated in the survey. Participants were recruited through a LinkedIn group of healthcare 

professionals. More than 100 healthcare professionals from the United States responded to an 

online survey that contained the Global Transformational Leadership Scale, The Turnover 

Intention Scale, and demographic questions to describe the sample. A correlational analysis 
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was conducted to determine the type of relationship between the health care professional’s 

perceptions of their supervisors’ transformational leadership and their intent to turnover.  

The results of this study support the theory of transformational leadership. The health care 

professionals’ turnover intentions were negatively correlated with the transformational 

leadership components, which indicate that as their turnover intentions increased their 

positive rating of their supervisors’ transformational leadership behaviors decreased.  

Keywords: Transformational Leadership, Leadership Styles, Employee Retention, 

Organizational Commitment, Health Care Professionals, Organizational Strategy. 

1. Introduction 

Retaining employees in many organizations is a significant problem and impacts 

organizations regardless of their size, location, focus or business strategy (Chitra, 2013). 

Because employees are the most valuable asset to any organization (Jane, Namusonge, 

&Irava, 2012), it is vital that organizations attract and retain employees. Leadership plays a 

significant part in retaining employees because they have an influence on job satisfaction and 

employee performance (Parzinger, Lemon, & McDaniel, 2012). Further, Leaders help shape 

their follower’s attitudes, motivations and behaviors, establish rewards and punishments and 

are key to retaining the top talented employees (Chitra, 2013). The leader-follower 

relationship, therefore, is critical (Hughes, Avey, & Nixon, 2010) and a weak relationship 

between leader and employee may be a reason for employees to leave the organization.  

1.1 Background 

The healthcare industry is especially vulnerable to employee turnover, specifically among 

nurses. Nurses are burning out and leaving the nursing profession altogether, which further 

exacerbates the nursing shortage problem (Cimiotti, Aiken, Sloane, & Wu, 2012). One of the 

main reasons for the high turnover rates among healthcare professionals is the lack of 

recognition as being an important part of the organization (Cimiotti, et al., 2012). 

Transformational leaders positively influence their employees (Bass, 1985). Transformational 

leaders help their employees meet their goals, both personally as well as professionally. 

Examining transformational leadership style and its effect on intentions to leave the 

organization in the healthcare industry will provide a better understanding of the healthcare 

industry employee shortage and allow for the development of potential strategies to mitigate 

high turnover rates in the healthcare industry. 

The cost of employee turnover is immense and adversely impacts organizational morale, 

performance, and goals (Grissom, 2012). The cost associated with high turnover rates has a 

major impact, both directly and indirectly. Direct organizational costs include interviewing, 

training and advertising, which relates to staffing and the process of new employees (Long & 

Thean, 2011). The indirect cost of employee turnover is the impact on employee commitment 

(Wells & Peachey, 2011). Further, employee turnover may undermine the achievement of 

organizational goals and decreases in learning and motivation among workers. These issues 

can indirectly wreak havoc on the credibility and overall performance of the organization 
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(Long & Thean, 2011). These direct and indirect expenses, interruptions in the work process, 

coupled with turnover rates are significant (Allen, Bryant, & Vardaman, 2011). 

Leaders play a critical role in retaining their employees because of their style of leadership 

impact whether or not an employee leaves or stays with the organization (Ng’ethe, 

Namusonge, & Iravo, 2012). Organizations may be faced with long-term effects if their 

leaders are not able to mitigate employees’ intention to leave or develop ways in which to 

retain and attract talented employees (Chitra, 2013; Well & Peachey, 2011). 

Wells and Peachy (2011) estimate the direct and indirect costs related to employee turnover to 

be almost $11 billion each year. Awareness of how to manage and mitigate employee 

turnover rates will provide organizations with resources resulting in employee well-being and 

organizational effectiveness. Retaining talented and motivated employees are vital to 

organizational success.  

The study results may help leaders in gaining an understanding of the influence of 

transformational leadership in managing employee retention more effectively. High turnover 

rates are costly at all organizational levels. Typically, when organizations are unable to retain 

their employees, the negative impact affects the productivity and services offered by the 

organization. The study results may further help increase healthcare professionals’ awareness 

of the relationship between transformational leadership components and turnover intentions. 

It may also provide hiring managers with specific characteristics when looking for employing 

leaders. The results may also be relevant to leaders and human resources managers who are 

interested in employee retention, turnover rates, and intention to leave. 

The purpose of this quantitative study with a descriptive correlational design was to examine 

the relationship between transformational leadership style and employee retention among 

healthcare professional. The sample consisted of 127 participants working in the United 

States healthcare industry. The objective was to provide information to organizational leaders 

within the U.S healthcare industry regarding whether promoting transformation leadership is 

likely to reduce their turnover. The process of achieving this objective included seeking 

answers to the following questions: 

RQ: To what extension does transformational leadership relate to employee retention 

among U.S Healthcare professional? 

The process of answering this research question involved testing the following nulls and 

alternative hypotheses. 

H0a. There is not a statistically significant relationship between transformational 

leadership and employee retention of healthcare professionals 

H1: There is a statistically significant relationship between transformational  

leadership and employee retention of healthcare professionals. 

1.2 Theoretical Foundation and Literature Review 

The process of examining the relationship between transformational leadership and employee 



Business and Economic Research 

ISSN 2162-4860 

2016, Vol. 6, No. 2 

http://ber.macrothink.org 238 

retention in the healthcare professional require a review of current and previous literature 

related to the two variables. This literature review includes an analysis and synthesis of 

current and previous literature surrounding the concepts of organizational commitment, 

leadership styles, transformational leadership, and employee retention. 

1.2.1 Organizational Commitment 

Organizational commitment is defined as “the relative strength of an individual’s 

identification with and involvement in a particular organization (Mowdy, Porter, & Steers, 

1982, p. 27). Leadership has shown to be a significant determining factor to organizational 

commitment (Mowdy, et al. 1982). Specifically, there is convincing evidence that suggest 

transformational leadership is positively related to organizational commitment (Bono & 

Judge, 2001). Transformational leaders are influential to the levels of organizational 

commitment of their followers by encouraging them to use critical thinking skills, involving 

them in the decision-making process, recognizing and appreciating their efforts, and inspiring 

their loyalty (Bono & Judge, 2001).  

1.2.2 Leadership Styles 

Leadership is the ability of an individual to influence their followers by guiding, directly, and 

motivating them to achieve organizational effectiveness. Several leadership styles exist that 

health care professional managers and leaders adopt in order to lead their staff. One such 

style is classical leadership. Classical leadership includes autocratic, bureaucratic, situational 

and laissez-faire. More contemporary leadership styles include charismatic, transformational, 

connective, shared, and transactional leadership. Bass and Avolio (1990) discovered that 

transformational leadership styles were preferred over transactional leadership styles among 

healthcare professionals. Before transformational leadership theory was introduced, 

transactional leadership was viewed by most leaders as the best style to adopt in 

organizations leading to effective outcomes (Bass, et al. 2003). Transactional leadership is 

rooted in a reward approach in which follows are provided with recognition for achieving 

goals. Under the transactional leadership style, leaders clarify the expectations and standards 

of performance and followers are punished for not complying with these standards. Further, 

leaders take on a passive or laissez-faire stance in which they only take action after a problem 

occurs. Some forms of leadership styles include charismatic leadership, situational leadership, 

transactional leadership, and transformational leadership. The chosen style leaders use are 

based on a mix of their values, preferences, and beliefs as well as on the organizational 

culture and norms.  

1.2.3 Transformational Leadership 

In contrast to transactional leadership, transformational leadership includes “intellectual 

stimulation, individual consideration, inspirational motivation, and idealized influence” (Bass, 

1999, p. 11). The goal of transformation leaders, according to Bass (1999) is to improve the 

morale and increase the motivation of their followers. When transformational leaders elevate 

their employee’s objectives past their own self-interests, they provide them with the 

motivation, trust and commitment to complete their tasks (Bass, 1999). 
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Transformational leaders positively influence their employees (Bass, 1985). Transformational 

leaders help their employees meet their goals, both personally as well as professionally. 

Examining transformational leadership style and its effect on intentions to leave the 

organization in the healthcare industry will provide a better understanding of the healthcare 

industry employee shortage and allow for the development of potential strategies to mitigate 

high turnover rates in the healthcare industry. 

1.2.4 Employee Retention 

The main question in the literature regarding employee retention is, “Why do employees 

leave their organization?” Employees are more apt remain with the organization depending 

on whether they have a positive relationship with their leaders (Wells & Peachey, 2011). Also, 

leadership style is influential on the extent to which employees express their emotional 

attachment to their workplace (Riaz, Akram, & Ijaz, 2011). Employees will stay longer within 

their organization if their leader demonstrates a style of motivation, interest, and concern for 

their well-being, build trust, provide positive feedback and recognition (Chitra, 2013). These 

characteristics are consistent with the transformational leadership style components 

developed by Bass (1985). Jackofsky and Slocum (1987) assert there is a significant 

correlation between job performance and employee satisfaction and between job performance 

and the perceptions of supportive leadership. Jackofsky and Slocum (1987) further note that 

high-performing employees are typically satisfied and optimistic about advancing within the 

organization.  

Leaders help shape their follower’s attitudes, motivations and behaviors and also establish 

rewards and punishments (Chitra, 2013). Leaders are the key to retaining the top talented 

employees. The leader-follower relationship, therefore, is critical (Hughes, Avey, & Nixon, 

2010). A weak relationship between leader and employee may be a reason for employees to 

leave the organization. Shukla and Sinha (2013) assert that employees who are happy 

typically do not leave their job especially when they have a connection with their leader and 

find fulfillment in the work they do. 

Consistent with previous research, more current studies indicate that leadership is influential 

to employee retention. For example, Chitra (2013) discuss how leadership styles are 

influential in employees’ intention to leave the organization. Intention to leave the 

organization decreases when followers perceive their leaders demonstrate a style that is 

favorable in the workplace. Conversely, when employees perceive their leadership style as 

unfavorable, their intention to leave the organization increases. 

The job embeddedness model is premised on the “pull-to-stay” which focuses on factors that 

make an employee more likely to stay in his or her job. One work-related factor to intent to 

stay is a positive relationship with leaders (Mitchell & Lee, 2011). Social exchange theory is 

used in the context of this study to explain why and in which ways transformational 

leadership can be used as an important “pull-to-stay” force that deters employees from acting 

on the intentions to leave an organization. Social exchange theory, according to Blau (1964) 

assumes an individual’s actions are motivated by what they expect to gain from a relationship 

for their efforts. Social exchange theory is guided by reciprocity in that if reciprocations do 
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not occur, the party may withdraw from doing their services.  

Two types of social exchange relationships directed at the transformational-turnover 

relationships are noted in the literature: the supervisor-based exchange (LMX) and the 

organizational-based exchange (AC) (Lavelle, et al. 2007). Under these two types of social 

exchange relationships, it is expected that employees can form reciprocal relationships with 

their supervisors and with their organizational as a whole. 

2. Methodology 

The purpose of this study was to quantitatively determine the extent of a relationship, if any, 

between transformational leadership and employee retention among the healthcare 

professional in the United States. The research approach used in this study was a quantitative 

method with a correlational design. The Global Transformational Leadership Scale, the 

Turnover Intention Scale (TIS-6), and a demographic questionnaire were used to collect 

survey data from a random sample of 127 healthcare professionals in the United States. This 

approach aligns with the purpose of the study, which was to determine the existence of a 

relationship between transformational leadership and employee retention among the 

healthcare professional in the United States. This quantitative, correlational study is framed 

using the social exchange theory. 

The goal of this study was to narrow the gap in the literature on voluntary turnover within an 

organizational setting by examining which components are statistically significantly related 

to turnover intentions among healthcare professionals. Because the research questions of this 

study aim to understand the relationship between variables, a quantitative was deemed to be 

the best method of inquiry for this study. Quantitative methods of inquiry tests objective 

theories by exploring the relationship between variables (Creswell, 20009). Wells and Peachy 

(2011), from which this proposed study builds upon, used a quantitative method of inquiry 

and survey data to examine turnover intention. This study follows a similar method by 

utilizing a quantitative method of inquiry using descriptive survey data. The study will 

determine if there is a statistically significant relationship between a specific component of 

transformational leadership and turnover intentions of healthcare professionals.  

2.1 Population and Sampling 

The setting for this study is multidisciplinary hospitals in the United States. The target 

population is healthcare professionals. In order to determine the appropriate sample size 

needed to get a medium effect, a power analysis was conducted using G*Power. The 

G*Power is used to calculate sample size and power estimates on three factors using alpha 

and beta levels and effect size (Cuningham & McCrum-Gardner, 2007). Small, medium and 

large effect sizes for hypotheses testing are .o2, .15, and .35 respectively (Cohen, 1988). The 

G*Power settings selected were based on a priory test of hierarchal multiple regression with 

three independent, two moderator and one dependent variable and was set to determine the 

interaction between transformational leadership components and intention to leave. Using 

settings for F tests, linear multiple regression with a Fixed model and R2 deviation from zero, 

it was determined that 85 participants were needed for a medium effect size (Appendix A). 
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Alphas were set at .05 and power to detect were set at .80.  

2.2 Instruments 

To measure transformation leadership, the Global Transformational Leadership Scale was 

used (Carless, Wearing, & Mann, 2000). This instrument uses seven-items on a 6 point Likert 

scale ranging from 1 disagree strongly to 6 agree strongly on leadership behavior measures. 

Exploratory and confirmatory factor analysis demonstrated that the Global Transformational 

Leadership Scale measured a single construct of leadership. The instrument also 

demonstrated satisfactory reliability.  

2.3 Reliability and Validity 

Convergent and discriminate validity of the Global Transformational Leadership Scale were 

demonstrated using confirmatory factor analysis to test the psychometric properties (Bass & 

Avolio, 2004). The reliability of the scales ranged from .74 to .80. This scale was chosen for 

its clear one-dimensionality and its brevity. The sevens items of the Global Transformational 

Leadership Scale represent a global measure of transformational leadership. The seven items 

of the scale yield an alpha of .810 presumed reliable at .70 or higher.  

Turnover intention was measured using a model developed by Mobley (1982). This 

instrument uses a 3-item measure using a 5-point Likert scale ranging from 1 (strongly 

disagree to 5 (strongly agree). Participants were asked to respond to three statements: 

 I think a lot about leaving my present job. 

 I will probably look for a job in the next year. 

 As soon as possible, I will leave the organization. 

Reliability for this instrument was demonstrated at .95 (Long et al., 2012). Demographic data 

related to the participants’ age, gender, race and years at the current position were collected 

via a researcher developed questionnaire (Appendix B).  

2.4 Data Collection 

Data was collected from participants by way of validated instruments. Scores for the 

transformational leadership measure was calculated by taking the mean of the items. High 

means indicate healthcare professionals perceive their leaders as having transformational 

leadership characteristics. Turnover intention was measured by the averaging the three 

responses of the participants (Appendix C). Using the demographic variables (Appendix D) 

as moderators, a multiple regression analysis was conducted to determine the best predictor 

of low intention to leave rates.  

2.5 Data Analysis 

The researcher tested the various assumptions of multiple linear regression to ensure the data 

were suitable for the statistical analysis. An analysis of standard residuals was performed 

which indicated that no outliers were present, Std. Residual Min = -2.14, Std. Residual Max = 

2.05. Outliers were also assessed by way of assessing Mahalanobis distance values. The 

result indicated that since the distance values were equal to or exceeded the chi-square 
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criterion, no outliers were present. Multicollinearity assumptions were assessed but were not 

a concern as the VIF values were less than 10 and the tolerance values exceeded 0.1. The 

Durbin=Watson values were assessed to determine the independence of residual terms. The 

assumption of independence of errors was demonstrated with a value of 1.61. Standardized 

residuals were assessed using a scatterplot and indicated the data were appropriately 

distributed, meeting the assumption or normal distribution. The assumptions of variance and 

linearity were demonstrated with scatterplots of the standardized predicted values. 

Descriptive statistics were obtained and indicated that the data met the assumption of 

non-zero variances of all variables.  

Further, all measures were assessed by means, standard deviations, and internal consistency 

coefficients using Cronbach’s with an alpha of .01 as a cutoff for significance testing to 

mitigate potential type-I errors. 

All data were loaded into SPSS for statistical analysis. Pearson’s product moment correlation 

was conducted to determinate if a relationship exists between transformational leadership 

components and intention to leave. The hypotheses tested at p < 0.05. Pearson’s correlation r 

was used to test the relationship between study variables. Also, hierarchical regression 

analysis was conducted to determine the variation of intent to leave, as the dependent variable, 

on leadership styles that could be explained while controlling for demographic variables and 

conversely to determine how much of the variation in the level of intent to stay, as the 

dependent variable, could be explained by leadership styles, while controlling for 

demographic variables 

3. Summary 

A survey of healthcare professionals was conducted to examine the relationship, if any, 

between perceptions of transformational leadership and their intentions to leave. The 

questionnaire contained the Global Transformational Leadership Scale, The Turnover 

Intention Scale, and demographic questions to describe the sample. A correlational analysis 

was conducted to determine the type of relationship between the health care professional’s 

perceptions of their supervisors’ transformational leadership and their intent to turnover. 

3.1 Results and Discussion 

The purpose of this study was to examine the components of transformational leadership and 

their relationship to the turnover intentions of healthcare professionals. The main elements of 

transformational leadership, as described by Bass (1985), are intellectual stimulation, 

individual consideration, inspirational motivation, and idealized influences. A quantitative 

method using descriptive data was used because the research question and associated 

hypotheses aimed to understand the relationship between the variables.  

3.2 Description of the Sample 

One hundred and twenty-seven healthcare professionals from the United States participated 

in the survey. Participants were recruited through a LinkedIn group of healthcare 

professionals. Participants completed the surveys via Survey Monkey. Forty-seven percent of 
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the respondents were women. Of the 118 participants who responded to the demographic 

question regarding race, 45% were African American/Black; 41% White; 9% Asian and 5% 

Hispanic. In terms of tenure, 28% indicated being in their present position for over 10 years; 

20% at least 5 years but less than 10 years; 27% at least 3 years but less than 5 years; 9% at 

least 1 year but less than 3 years, and 12% less than 1 year (Table 1). 

Table 1. Description of Sample 

Gender 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Male 59 45.7 46.8 46.8 

Female 67 51.9 53.2 100.0 

Total 126 97.7 100.0  

Missing System 3 2.3   

Total 129 100.0   

Race 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Black 53 41.1 44.9 44.9 

White 48 37.2 40.7 85.6 

Asian 11 8.5 9.3 94.9 

Hispanic 6 4.7 5.1 100.0 

Total 118 91.5 100.0  

Missing System 11 8.5   

Total 129 100.0   

Tenure 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

    1.6 

10 years or more 37 28.7 28.7 30.2 

At least 1 year but less than 3 years 12 9.3 9.3 39.5 

At least 3 years but less than 5 years 35 27.1 27.1 66.7 

At least 5 years but less than 10 years 27 20.9 20.9 87.6 

Less than 1 year 16 12.4 12.4 100.0 

Total 129 100.0 100.0  

4. Descriptive Analysis of the Variables of Interest 

A description of the health care professionals’ responses to the survey is presented in Table 2. 

The variable of interest included turnover intention, and components of transformational 

leadership. 

4.1 Turnover Intentions 

Turnover intention was measured by three items on the Turnover Intention Scale. The health 

care professionals responded to each item on a scale from 1 (strongly disagree) to 5 (Strongly 

agree). Respondents were asked if they will actively look for a new job in the next year, if 

they often think about quitting and if they probably will look for a new job next year. 
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Participant responses indicated that 51% agree and 22% strongly agree they often think about 

quitting; 41% and 23% agree and strongly agree they will likely look for a new job in the 

next year, respectively; 48% agree and 14% strongly agree they will probably look for a new 

job next year. 

Table 2. Health Care Professional Response to Intent to Leave Questions 

I often think of quitting my job. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

 3 2.4 2.4 2.4 

Agree 65 51.2 51.2 53.5 

Disagree 5 3.9 3.9 57.5 

Neutral 15 11.8 11.8 69.3 

Strongly Agree 28 22.0 22.0 91.3 

Strongly disagree 11 8.7 8.7 100.0 

Total 127 100.0 100.0  

How likely is it that you will look for a new job in the next year? 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly disagree 10 7.8 8.1 8.1 

Disagree 6 4.7 4.8 12.9 

Neutral 24 18.6 19.4 32.3 

Agree 54 41.9 43.5 75.8 

Strongly agree 30 23.3 24.2 100.0 

Total 124 96.1 100.0  

Missing System 5 3.9   

Total 129 100.0   

I will probably look for a new job next year. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly disagree 11 8.5 8.7 8.7 

Disagree 7 5.4 5.5 14.2 

Neutral 28 21.7 22.0 36.2 

Agree 62 48.1 48.8 85.0 

Strongly Agree 19 14.7 15.0 100.0 

Total 127 98.4 100.0  

Missing System 2 1.6   

Total 129 100.0   
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Figure 1. Scatterplot for Standardized Residuals  

4.2 Transformation Leadership Components 

Participants were asked to rate how often their supervisors exhibited specific behaviors on 

leadership components using a scale ranging from strongly disagree to strongly agree. 

Participants were asked if supervisors communicate a clear and positive vision of the future 

in which nearly half of respondents indicated they disagreed or strongly disagreed. Almost 

60% of respondents disagreed or strongly disagreed that their supervisors treat staff as 

individuals, and support and encourage their development. Over half also strongly disagreed 

or disagreed that supervisors gave encouragement and recognition to staff. When asked if 

their supervisors foster trust, involvement and co-operation amongst team members, nearly 

65% indicated disagreement or strong disagreement. Over half of respondents disagreed or 

strongly disagreed that their supervisor is clear about their values and practices what they 

preach. When asked if their supervisors instill pride and respect in others and inspires them 

by being highly competent, again over half either disagreed or strongly agreed (Table 3). 
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Table 3. Health Care Professional Responses to Perceptions of Transformational Leadership 

Questions 

Communicates a clear and positive vision of the future 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly disagree 23 17.8 18.1 18.1 

Disagree 33 25.6 26.0 44.1 

Slightly disagree 42 32.6 33.1 77.2 

Neutral 23 17.8 18.1 95.3 

Slightly agree 6 4.7 4.7 100.0 

Total 127 98.4 100.0  

Missing System 2 1.6   

Total 129 100.0   

Treats staff as individuals, supports and encourages their development 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly disagree 37 28.7 29.6 29.6 

Disagree 38 29.5 30.4 60.0 

Slightly disagree 26 20.2 20.8 80.8 

Neutral 17 13.2 13.6 94.4 

Slightly agree 7 5.4 5.6 100.0 

Total 125 96.9 100.0  

Missing System 4 3.1   

Total 129 100.0   

Fosters trust, involvement and co-operation amongst team members 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly disagree 39 30.2 31.2 31.2 

Disagree 45 34.9 36.0 67.2 

Slightly disagree 23 17.8 18.4 85.6 

Neutral 13 10.1 10.4 96.0 

Slightly disagree 5 3.9 4.0 100.0 

Total 125 96.9 100.0  

Missing System 4 3.1   

Total 129 100.0   

Are clear about his/her values and practices what he/she preaches. 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

Strongly disagree 32 24.8 25.4 25.4 

Disagree 37 28.7 29.4 54.8 

Slightly disagree 35 27.1 27.8 82.5 

Neutral 22 17.1 17.5 100.0 

Total 126 97.7 100.0  

Missing System 3 2.3   

Total 129 100.0   
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4.3 Correlational Analysis 

Pearson’s product moment correlation was used to determine if a relationship exists between 

turnover intentions and perceptions of transformational leadership. The health care 

professionals’ turnover intentions were significantly and negatively correlated with their 

perceptions of transformational leadership behaviors of their supervisors. In other words, 

lower scores on transformational leadership behaviors were related to high scores on 

intention to leave. Table 4 contains the results of the correlational analysis. 

Table 4. Relationship of Turnover Intentions to Transformational Leadership Components 

Correlationsc 

 Fosters trust, 

involvement 

and 

co-operation 

amongst team 

members 

Are clear 

about 

his/her 

values and 

practices 

what 

he/she 

preaches. 

Instills pride 

and respect in 

others and 

inspires me 

by being 

highly 

competent. 

I will 

probably 

look for a 

new job 

next year. 

How 

likely is 

it that 

you will 

look for 

a new 

job in 

the next 

year? 

Treats staff as 

individuals, 

supports and 

encourages 

their 

development 

Gives 

encouragement 

and recognition 

to staff 

Communicates 

a clear and 

positive vision 

of the future 

Fosters trust, 

involvement and 

co-operation 

amongst team 

members 

Pearson 

Correlation 

1 .270** -.125 -.272** -.317** .433** .424** .244** 

Sig. 

(2-tailed) 

 .003 .181 .003 .001 .000 .000 .008 

Are clear about 

his/her values 

and practices 

what he/she 

preaches. 

Pearson 

Correlation 

.270** 1 .008 -.203* -.225* .266** .346** .223* 

Sig. 

(2-tailed) 

.003  .933 .029 .015 .004 .000 .016 

Instills pride and 

respect in others 

and inspires me 

by being highly 

competent. 

Pearson 

Correlation 

-.125 .008 1 -.097 -.031 .029 -.070 .156 

Sig. 

(2-tailed) 

.181 .933  .300 .741 .760 .453 .095 

I will probably 

look for a new 

job next year. 

Pearson 

Correlation 

-.272** -.203* -.097 1 .410** -.113 -.197* -.323** 

Sig. 

(2-tailed) 

.003 .029 .300  .000 .225 .034 .000 

How likely is it 

that you will look 

for a new job in 

the next year? 

Pearson 

Correlation 

-.317** -.225* -.031 .410** 1 -.327** -.330** -.283** 

Sig. 

(2-tailed) 

.001 .015 .741 .000  .000 .000 .002 

Treats staff as 

individuals, 

supports and 

encourages their 

development 

Pearson 

Correlation 

.433** .266** .029 -.113 -.327** 1 .459** .337** 

Sig. 

(2-tailed) 

.000 .004 .760 .225 .000  .000 .000 

Gives 

encouragement 

and recognition 

to staff 

Pearson 

Correlation 

.424** .346** -.070 -.197* -.330** .459** 1 .205* 

Sig. 

(2-tailed) 

.000 .000 .453 .034 .000 .000  .028 

Communicates a 

clear and positive 

vision of the 

future 

Pearson 

Correlation 

.244** .223* .156 -.323** -.283** .337** .205* 1 

Sig. 

(2-tailed) 

.008 .016 .095 .000 .002 .000 .028  

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

c. Listwise N=116 
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4.4 Discussion, Implications and Recommendations 

The results of this study support the theory of transformational leadership (Bass, 1985). The 

health care professionals’ turnover intentions were negatively correlated with the 

transformational leadership components, which indicate that as their turnover intentions 

increased their positive rating of their supervisors’ transformational leadership behaviors 

decreased.  

This study supports the findings of others studies that found a correlation between 

transformational leadership components and intentions to leave in a variety of industries 

(Hamstra et al. 2011; Pieterse-Landman, 2012; Well & Peachy, 2011). Because employee 

turnover is costly to organizations, a practical implication of this study is that supervisors and 

leaders should strive to build positive relationships with their followers in order to lower 

employees’ intent to leave. The results of this study suggest that negative relationships with 

leaders may be a key factor in health care workers’ intention to leave the organization and 

search for other employment. This study consisted of health care workers but did not 

delineate the positions of these workers. Future research should include different levels of 

health care worker positions to determine if perceptions of leadership behaviors have an 

impact on intention to leave at all levels. Further, an effort was made to ensure a large sample 

size and heterogeneity of the participants.  

The results of this study were consistent with other studies examining transformational 

leadership and its relationship to turnover intentions (Hamstra et al. 2011; Pieterse-Landman, 

2012; Well & Peachy, 2011). The key messages from these results are clear. Leaders play an 

influential role in staff retention. With the shortage of health care professionals in the United 

States and globally, leaders need to take responsibility and be held accountable to retaining 

staff. Organizations who strive to build a culture in which leaders exhibit transformational 

leadership behaviors will likely help mitigate turnover intentions and thus improve the health 

care shortage endemic.  
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Appendix A 

a Priori Analysis using G*Power 

 

Appendix B 

Global Leadership Instrument 
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Appendix C 

Turnover Intention Scale 

This survey asks you to consider 1 question and 2 statements relating to your intention to 

leave your organization. Read each statement carefully and then choose a number from 1 to 7 

based on the rating scale below that best applies to you and your feelings.  

Rating Scales 

- For question 1, choose a number from the choices below that best applies to the question: 1 

= Not At All Likely; 3 = Somewhat Likely; 5 = Quite Likely; 7 = Extremely Likely 

- For questions 2 and 3, choose a number that best applies to each of the 2 statements: 1= 

Strongly Disagree; 2 = Disagree; 3 = Slightly Disagree; 4 = Neither Agree nor Disagree; 5 = 

Slightly Agree; 6 = Agree; 7 = Strongly Agree 

Tip: Be as honest and accurate as you can be. Please answer the following questions 

1. How likely is that you will actively look for a new job in the next year? 

1=Not at all likely 

3=Somewhat likely 

5=Quite likely 

7=Extremely likely 

2. I often think about quitting.  

1= Strongly Disagree  

2= Disagree  

3= Slightly Disagree  

4= Neither Agree nor Disagree  

5= Slightly Agree  

6= Agree 

7= Strongly Agree 

3. I will probably look for a new job next year. 

1= Strongly Disagree  

2= Disagree  

3= Slightly Disagree  

4= Neither Agree nor Disagree  

5= Slightly Agree  

6= Agree 

7= Strongly Agree 

Appendix D 

Demographic Questionnaire 

Answers to the following questions are for descriptive purposes. No information will be used to identify 

participants. 

1. What is your gender? 

Female 

Male 

2. What is your age? 

3. What is your race? 

White 
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Black or African American 

American Indian or Alaskan Native 

Asian 

Native Hawaiian or other Pacific Islander 

From multiple races 

4. How many years have you been employed as a healthcare professional? (Use 1 

for experience less than 12 months) 

Appendix E 

Permission to use the Michigan Organizational Assessment Questionnaire(MOAQ)-Turnover Scale 

From: Yan Fu [mailto:yanfu@umich.edu] 

Sent: Tuesday, June 07, 2016 10:22 AM 

To: Sow, Mouhamadou T 

Subject: Re: Permission to Use The Michigan Organizational Assessment Questionnaire(MOAQ) in my 

research Study- the Turnover Intention Scale 

 Dear Mouhamadou Sow, 

Thanks for writing. You can use the scale from MOAQ in your research. You don't need a signature from me. 

Please provide proper citation. 

University of Michigan. Survey Research Center. (1975). Michigan organizational assessment package: 

Progress report II. Ann Arbor: Survey Research Center, Institute for Social Research, University of Michigan. 

Appendix F 

Permission to use Global Transformational Scale 

From: Leon Mann [mailto:leonm@unimelb.edu.au]  

Sent: Wednesday, June 15, 2016 8:57 PM 

To: Sow, Mouhamadou T 

Cc: Alexander James Wearing 

Subject: Global Transformational Scale - Permission 

Importance: High 

Dear Mouhamadou, 

You have my permission to use the GTL scale in your study. 

I have attached a copy of the Scale and the 2000 journal article. 

Good wishes 

Leon Mann 
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Appendix G 

Institutional Review Board (IRB) 

Certificate of Approval 
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