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The mediating role of job satisfaction related ==
to nurse-nurse collaboration and turnover
intention

Mustafa Sahin'®, Guilfer Bektas'®, Mustafa Nal>® and Ahmet Can Kiictikkurt'

Abstract

Background In recent years, nurses’ turnover has become a major problem, especially in underdeveloped and
developing countries. This research aims to reveal the mediating role of job satisfaction in the effect of nurse-nurse
collaboration on turnover intention.

Methods This study is a quantitative, descriptive, cross-sectional study. This study was conducted in three private
hospitals within a healthcare group in Turkey. The research was conducted with the participation of 534 nurses. These
data were analyzed using moderated mediation regressions with the SPSS PROCESS macro.

Results Nurse-nurse collaboration had a significant effect on turnover intention and job satisfaction. Job satisfaction
had a significant effect on turnover intention. The mediating effect of job satisfaction on the effect of nurse-nurse
collaboration on turnover intention was significant.

Conclusions Our findings show that nurse-nurse collaboration and job satisfaction are important for reducing
turnover intention. It shows that job satisfaction is an important mediating variable in the effect of nurse-nurse
collaboration on reducing turnover intention.

Clinical trial number Not applicable

Key points

- Nurse-nurse collaboration can reduce nurses' intention to quit.

- Nurse-nurse collaboration can increase nurses’ job satisfaction.

- Job satisfaction has a mediating role in the effect of nurse-nurse collaboration on intention to quit.
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Introduction

The increasing need for healthcare services due to
sociodemographic and epidemiological reasons causes
has caused an increase in the need for nurses in some
countries [1]. The World Health Organization has esti-
mated that the global nurse shortage will be 5.7 million
by 2030 [2].

In many developing and resource-poor countries, qual-
ified nurses migrate to developed countries for different
reasons [3]. There is also evidence that nurses’ intentions
to leave the profession are increasing in many countries
[4]. Nurses leaving their jobs and leaving the profession
causes an increase in the nurse staff turnover rate. Exces-
sive nursing turnover has a disruptive effect on the orga-
nizational process [5] and presents a financial burden due
to hiring and training new nursing staff [6]. For these rea-
sons, it is very important to determine the factors affect-
ing nurses’ intention to leave.

Some research results have shown that nurse-nurse
collaboration reduces nurses’ intention to leave [7,
8]. Collaboration in nursing is defined as “a relational
process between colleagues who share similar profes-
sional values, philosophy, socialization, and experience”
(pp.376—377) [9]. Collaboration among nurses reduces
medical errors, thereby enhancing patient safety and the
quality of care [10, 11]. Collaboration between healthcare
professionals strengthens the healthcare system by sup-
porting healthcare team members to optimize their skills
[12]. Additionally, nurse-nurse collaboration increases
nurses’ job satisfaction [13, 14].

“Job satisfaction is the pleasurable or positive emo-
tional state resulting from the appraisal of one job or job
experiences” (p.1300) [15]. The level of job satisfaction of
nurses is one of the determinants of staff retention, which
has consequences for the individual and for healthcare
institutions [16, 17]. There is a need to determine what
factors increase the job satisfaction of nurses.

Many studies have shown that as job satisfaction
increases, intention to leave decreases [18—20]. How-
ever, there is not enough evidence in the literature to
reveal the mediating role of job satisfaction on the effect
of nurse-nurse collaboration on turnover intention. This
makes the research an important one that adds an inno-
vative perspective to the existing literature. It is thought
that providing evidence on the factors that reduce nurses’
intention to quit will support the development of policies
that will reduce nurse turnover. In addition, the study’s
results pave the way for new research that will reveal the
effects of nurse-nurse collaboration.

Intention to leave is a multi-stage process that begins
with psychological reactions and may lead to the decision
to leave the job [21]. The turnover intention is a signifi-
cant predictor of actual turnover behavior and is a key
factor contributing to nursing staft shortages [22]. This
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study hypothesizes that nurse-nurse collaboration and
job satisfaction can reduce turnover intentions.

The following questions are addressed:

Q1. Does collaboration
satisfaction?

Q2. Does job satisfaction affect intention to leave?

Q3. Does job satisfaction have a mediating role on
nurse-nurse collaboration and intention to leave?

nurse-nurse affect job

Methods

Study design

This study used a quantitative, descriptive, cross-sec-
tional study design.

Settings

This study was conducted in three private hospitals
within a healthcare group in Turkey. These three hospi-
tals were chosen because their administrative processes
and working conditions were similar. Non-probability
convenience sampling was used, and 670 hospital-based
nurses were invited to participate in the study. Research
data were collected between October 2023 and January
2024. Inclusion criteria for nurses to participate in the
study were to have worked in this hospital for at least one
year and to participate in the study voluntarily. Nurses
who had worked for less than one year, those in profes-
sions other than nursing, and those who did not agree to
participate in the study were excluded.

Instruments
The data collection tools used in the study are explained
under the headings below.

Demographic data form

The demographic data form collected six variables- age,
gender, marital status, education level, voluntary nursing
career status, and hospital name. Participants were not
asked to give their identity.

Nurse-nurse collaboration scale

The Nurse-Nurse Collaboration Scale was developed by
Dougherty & Larson (2010) [7]. The Turkish adaptation
of the scale was made by Temucin et al. (2019) [23]. The
Turkish form of the scale consists of 25 items. It is a four-
point Likert-type scale (1 = Strongly disagree; 4 = Strongly
agree). It measures five domains (subscales): problem-
solving, communication, coordination, shared process,
and professionalism. The cut-off point of the scale is 2.5,
and scores higher than this score indicate higher nurse-
nurse cooperation. Cronbach’s alpha values of the scale
are 0.92.
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Job satisfaction scale

To measure nurses’ job satisfaction, the Minnesota Job
Satisfaction Scale, developed by Weiss et al., (1967) and
adapted into Turkish by Baycan [24], was used [25]. The
scale consists of 20 items. The scale is a five-point Lik-
ert type (1=strongly disagree, 3=1 am undecided and
5=strongly agree). The cut-off point of the scale is 3, and
scores above this point indicate high job satisfaction. The
Cronbach « value of the scale is 0.93.

Turnover intention scale

The “intention to leave scale” developed by Rosin &
Korabik [26] and adapted into Turkish by Elmas (2012)
was used in the study [27, 28]. The scale consists of 4
items and is a five-point Likert type (1 =strongly disagree
and 5=strongly agree). The cut-off point of the scale is
3, and scores above this point indicate high intention to
quit. The Cronbach’s a value of the scale is 0.92.

Data collection procedure

After obtaining written permission from all three hos-
pitals, the researcher interviewed nursing managers and
unit head nurses. The researcher asked nurses who met
the inclusion criteria to participate in the research vol-
untarily. Data were collected through self-administered
questionnaires. The survey was conducted using a paper-
based questionnaire. Surveys were distributed to all par-
ticipants along with a consent form. The average time
required to complete the surveys was approximately
30 min.

Data analysis

Only fully completed surveys were analyzed. Statisti-
cal analysis was analyzed using IBM SPSS Statistics for
Windows, version 25.0 (IBM Corp., Armonk, NY), and

Table 1 Participants'demographic characteristics N=534

M Min.-Max.
Years of experience 5.84 1-37
N %
Age 18-25 321 60.1%
26-30 141 26.4%
31-45 59 11.0%
46-60 13 2.4%
Gender Female 436 81.6%
Male 98 18.4%
Marital status Married 139 26.0%
Single 395 74.0%
Educational level  High school 112 21.0%
Associate degree 148 27.7%
Bachelor's degree 242 45.3%
Master’s degree 32 6.0%
Did you choose No 93 17.4%
the nursing pro- Yes 441 82.6%

fession willingly?
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the PROCESS 4.1 macro [29]. We used PROCESS Model
4 to determine the mediating role of job satisfaction on
the effect of nurse-nurse collaboration on turnover inten-
tion. PROCESS Model 4 is used for mediating analysis.
It analyzes the direct and indirect effects of independent
variables on the dependent variable [29]. Nurse-nurse
collaboration was included in the analysis as the inde-
pendent variable, turnover intention as the dependent
variable, and job satisfaction as the mediator variable.
Pearson correlation analysis was performed to determine
the relationship between variables. Skewness and kurto-
sis values were determined to find out whether the data
were normally distributed. Skewness and kurtosis values
ranged between —0.74 and + 1.69. Therefore, in the anal-
ysis of the data, the parametric analysis was performed
[30].

Results

Characteristics of the participants

A total of 534 of 670 nurses participated in the research,
the response rate was 79%. Table 1 contains the demo-
graphic data of the participants. The majority of par-
ticipants (436; 81.6%) were female. The majority of
participants (60.1%) were between the ages of 18 and
25. 395 (74%) of the participants are married. The aver-
age professional experience of the participants was 5.84
years and 242 (45.3%) of the participants were bachelor’s
degree qualified. Most participants (441; 82.6%) chose
the nursing profession willingly.

Correlation between nurse-nurse collaboration, job
satisfaction and turnover intention

The results of the Pearson correlation analysis made to
determine the relationship between nurse-nurse collabo-
ration, job satisfaction, and intention to leave are shown
in Table 2. All eight scale variables tested showed sig-
nificant correlations ranging from weak to strong (0.160
and 0.947). Of the outcome variable turnover intention,
there was a mix of significant and non-significant results.
Turnover intention and problem-solving, communi-
cation, shared process, coordination, professionalism,
nurse-nurse collaboration had a significant weak nega-
tive correlation (r = -0.067 to -0.254, p<0.01). Turnover
intention and internal satisfaction, external satisfaction,
job satisfaction had a significant moderate negative linear
correlation (r = -0.498 to -0.549, p <0.01). Job satisfaction
and problem-solving, communication, shared process,
coordination, professionalism, nurse-nurse collaboration
had a significant weak positive correlation (r=0.160 to
0.370, p<0.01).
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Table 3 Regression analysis

95% CI
Type B SE Lower Upper R? t p
NNC = JS 0.784 0.064 0.657 0911 0217 12.126 <0.001
NNC =TI -0.691 0.113 -0913 -0.469 0.065 -6.691 <0.001
JS=>TI -0.865 0.065 -0.994 -0.736 0.294 -13.151 <0.001
NNC=JS=Tl -0.678 0.076 -0.847 -0.524 0.295 -6.121 <0.001

TI=Turnover intention, NNC=Nurse-nurse collaboration, JS=Job satisfaction

Mediating effect of job satisfaction on the effect of nurse-
nurse collaboration and on turnover intention

The mediating effect analysis is shown in Table 3. In
the mediation analysis, Nurse-Nurse Collaboration was
included as the independent variable, Job Satisfaction
as the mediator variable, and Turnover Intention as the
dependent variable. Nurse-nurse collaboration positively
affected job satisfaction (f=0.784, 95% CI [0.657, 0.911],
p<0.01). Nurse-nurse collaboration explained 21% of the
variance in job satisfaction.

Nurse-nurse collaboration negatively affected turnover
intention (f = -0.691, %95 CI [-0.913, -0.469], p<0.01).
Nurse-nurse collaboration explained 6% of the variance
in turnover intention.

Job satisfaction negatively affected the turnover inten-
tion (B=0.865 %95 CI [-0.994, -0.736], p<0.01). Job
satisfaction explained 29% of the variance in turnover
intention.

The mediating effect of job satisfaction on the effect of
nurse-nurse collaboration and on turnover intention was
significant (B = -0.678, %95 CI [-0.847, -0.524], p<0.01).

Discussion

The purpose of this study was to test the hypothesis that
nurse-nurse collaboration and job satisfaction can reduce
turnover intentions. In this study, it was determined
that female nurses had more nurse-nurse collaboration
behavior than male nurses. Sahin et al., (2023) found that
nurse-nurse collaboration among Turkish nurses did not
vary according to gender [12]. This difference may be due
to factors such as the conditions in the work environ-
ment and the participant profile. These findings provide
a new perspective to the existing literature by showing
that nurse-nurse collaboration may differ according to
gender. Lemetti et al. (2021) found that determined that
nurses’ nurse-nurse collaboration scores did not vary by
gender in Finland [31]. It appears that our results are dif-
ferent from those of other studies. This may be due to dif-
ferences in cultural contexts, social perceptions of gender
roles, or egalitarian practices in work environments. The
majority of nurses in Turkey are female, and the related
perceptual differences may have contributed to these
findings. Also, the reason why the results differ in this
way may be because of different mediator variables. More
studies are needed to determine whether male nurses are

less resilient than female nurses, as interventions spe-
cifically designed to help increase the resilience of male
nurses may be required. These research results may help
us better understand how gender impacts the nursing
profession and identify which strategies may be most
effective for increasing the resilience of male nurses.

Those who chose the nursing profession voluntarily
showed higher levels of nurse-nurse cooperation behav-
ior than those who did not choose the nursing profession
voluntarily. Collaboration between nurses contributes to
the professional development of nurses [32]. Nurses who
choose their profession voluntarily may turn to nurse-
nurse collaboration to improve themselves professionally.

We found that married nurses had higher job satisfac-
tion levels than single nurses. Haji Matarsat et al. (2021),
determined that married nurses had higher job satisfac-
tion than single nurses in Brunei [33]. In their study in
Iran, Atefi et al. (2015) determined that married people
have higher job satisfaction than unmarried people [34].
Our research support the results of other research in the
literature.

Results showed that those who chose the nursing pro-
fession unwillingly had a higher level of intention to quit
than those who chose the nursing profession voluntarily.
Making a choice voluntarily is an indication of internal
motivation. As a result of internal motivation, there is an
increase in interest and pleasure in business activities.
Internal motivation is the key to retention in the work-
place because as internal motivation increases, interest
and commitment to work-life increase [35]. In addition,
in this research, it was determined that the job satisfac-
tion level of those who chose the nursing profession vol-
untarily was higher than those who chose the nursing
profession involuntarily. The reason for this situation
may be due to high internal satisfaction.

The current study showed that nurse-nurse collabo-
ration positively affects job satisfaction. Karadas et
al. (2022) determined that nurse-nurse collaboration
increased job satisfaction in their study on nurses in Tur-
key [14]. Ylitorménen et al. (2019) determined in a study
conducted with the participation of nurses in Finland and
Norway that nurse-nurse collaboration positively affects
job satisfaction [13]. A supportive work environment
increases nurses’ job satisfaction while also strengthen-
ing team commitment. These results once again reveal
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the importance of policies that encourage collaboration
among healthcare professionals.

The result of the current study showed that nurse-nurse
collaboration negatively affects turnover intention. Ma &
Stimpfel (2018) conducted a study on nurses and showed
that effective collaboration reduced turnover intention,
this result was consistent with the results of our study [8].
Nurse-nurse collaboration is defined as an interpersonal
relationship that requires a high level of communication,
coordination, problem-solving strategies, collaborative
process, and professionalism [7]. In our regression anal-
ysis, a strong positive relationship was found between
nurse-nurse collaboration and turnover intention. This
strong relationship more clearly demonstrates the effect
of nurses on reducing turnover intention. Nurses may
not want to leave an environment where such positive
processes take place.

The current study result showed that job satisfaction
negatively affects turnover intention. Regression analy-
sis revealed that there is a strong relationship between
job satisfaction and turnover intention and that increas-
ing job satisfaction significantly reduces turnover inten-
tion. Zahednezhad et al. (2021) determined in their study
on Iranian nurses that there was a negative relationship
between job satisfaction and turnover intention [36]. In
their study on Jordanian nurses, Salahat & Al-Hamdan
(2022) determined that job satisfaction was negatively
related to turnover intention [37]. Our findings align with
previous studies, possibly because nurses prefer to stay in
studies they consider fulfilling.

This study showed that job satisfaction has a mediating
role in the effect of nurse-nurse collaboration on turnover
intention. Studies showed that nurse-nurse collaboration
affects turnover intention [7, 38], and job satisfaction [13,
14, 38]. However, we did not encounter any study in the
literature confirming the mediating role of job satisfac-
tion in the relationship between nurse-nurse collabora-
tion and intention to leave. Therefore, this result is the
first evidence in the literature on this subject. Improving
teamwork among nurses can positively impact patient
care and patient safety [10]. Nurse collaboration can pre-
vent errors and balance workload by increasing effective
communication and teamwork among nurses [10, 11].

Limitations

This study has some limitations. The sample of this study
was taken from three private hospitals affiliated with a
healthcare group in Turkey. Therefore, the findings of the
study should be generalized carefully in the context of
different regions and cultures. This study is a cross-sec-
tional study. The results should be extrapolated to other
settings with caution. Another limitation of the study is
the use of multiple-choice surveys. For this reason, the
effect of variables not included in the scale could not be
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evaluated in examining the relationship between vari-
ables. Another limitation of this study is that some orga-
nizational characteristics such as nurses’ workload, job
stress level, and managers’ leadership behaviors were not
taken into account.

Implications for nursing management

Nurse managers may consider organizing teamwork and
effective communication seminars to increase nurse-
nurse cooperation, providing the necessary resources
to ensure cooperation, and using incentive methods. In
addition, the findings of this study showed that job sat-
isfaction has an impact on turnover intention and that
job satisfaction mediates the effect of nurse-nurse col-
laboration on turnover intention. For this reason, nurse
managers should encourage leadership behavior, fair
workload distribution, and have a participatory manage-
ment approach.

Conclusions

This study explored the mediating role of job satisfaction
on the effect of nurse-nurse collaboration an on turnover
intention. The results revealed a mediating role of job sat-
isfaction in this relationship. Nurse-nurse collaboration
increased job satisfaction. This result shows that improv-
ing nurse-nurse collaboration is beneficial for nurses. In
addition, nurse-nurse collaboration significantly influ-
ences nurses’ intention to stay. This finding reveals that
nurse-nurse collaboration benefits not only nurses, but
also healthcare organizations.

Nurse-nurse collaboration has been a focus of research
in recent years. Since this study is the first to reveal the
mediating role of job satisfaction on the effect of nurse-
nurse collaboration and on turnover intention, the results
will contribute to a broader discussion about this topic.
It is hoped that in future studies, investigating the rela-
tionship of nurse-nurse collaboration with different and
mediator variables will be useful to reveal new relation-
ships. The place of work may be an important variable to
explore as it may affect factors such as nurses’ job satis-
faction and cooperation.

Acknowledgements
We thank the nurses who participated in the research.

Author contributions

Conception and design of the research: M$ GB MN ACK. Acquisition of

data: MS GB MN ACK. Analysis and interpretation of the data: MS GB MN.
Statistical analysis: MS GB MN ACK. Obtaining financing: None. Writing of the
manuscript: M$ GB MN ACK. Critical revision of the manuscript for intellectual
content: MS GB MN ACK. All authors reviewed the manuscript.

Funding
No funding or any financial support.

Data availability
The datasets used and analyzed during this study are available from the
corresponding author on reasonable request.



Sahin et al. BMC Nursing (2025) 24:235

Declarations

Ethical approval

All processes of the research were approved by the ethics committee of the
University (Ethics Committee Approval number 2023-13/468) and approval
from participating hospitals. Participants were given an informed consent
form detailing the aims and procedures of the study. Written consent was
obtained from the participants stating that they agreed to participate in the
research. The Declaration of Helsinki was followed throughout the research.

Competing interests
The authors declare no competing interests.

Received: 21 November 2024 / Accepted: 18 February 2025
Published online: 03 March 2025

References

1. >NevesT, Parreira P, Rodrigues V, Graveto J. Organizational commitment and
intention to leave of nurses in Portuguese hospitals. Int J Environ Res Public
Health. 2022;19:2470.

2. World Health Organization. State of the world's nursing 2020: investing in
education, jobs and leadership. 2020.

3. OmarK, Halim M, Yusoff Y, Ahmad A, Ibrahim R. Assessing intention to leave
among public hospital nurses in Malaysia. J Fundam Appl. 2018;10:294-305.

4. Lee JJ,JiH, Lee S, Lee SE, Squires A. Moral distress, burnout, turnover inten-
tion, and coping strategies among Korean nurses during the late stage of the
COVID-19 pandemic: A Mixed-Method study. J Nurs Manag. 2024;2024:1-10.

5. Slater P,Roos M, Eskola S, McCormack B, Hahtela N, Kurjenluoma K, et al. Chal-
lenging and redesigning a new model to explain intention to leave nursing.
Scand J Caring Sci. 2021;35:626-35.

6. LiY, Jones CB. Aliterature review of nursing turnover costs. J Nurs Manag.
2013;21:405-18.

7. Dougherty MB, Larson EL. The Nurse-Nurse collaboration scale. JONA: J Nurs
Adm. 2010;40:17-25.

8. Ma (G, Stimpfel AW.The association between nurse shift patterns and nurse-
Nurse and nurse-Physician collaboration in acute care hospital units. JONA: J
Nurs Adm. 2018;48:335-41.

9. Moore J, Prentice D, Crawford J, Lankshear S, Limoges J, Rhodes K. Collabora-
tion among registered nurses and practical nurses in acute care hospitals: A
scoping review. Nurs Forum (Auckl). 2019;54:376-85.

10. LeeYJ, Hwang JI. Relationships of Nurse-Nurse collaboration and Nurse-
Physician collaboration with the occurrence of medical errors. J Korean Acad
Nurs Adm. 2019;25:73-82.

11, Marcomini |, Pendoni R, Pauciulo V, Sansone V, Milani L, Terzoni S, et al. Nurse-
to-Nurse collaboration. JONA: J Nurs Adm. 2024;54:184-9.

12, Sahin E, Catiker A, Ozdil K. Physician-Nurse and Nurse-Nurse collaboration
from the perspective of nurses. J Nurses Prof Dev. 2023;39:E8-17.

13. VYlitérménen T, Turunen H, Mikkonen S, Kvist T. Good nurse-nurse collabora-
tion implies high job satisfaction: A structural equation modelling approach.
Nurs Open. 2019;6:998-1005.

14. Karadas A, Dogu O, Kaynak S. The effect of Nurse-Nurse collaboration level on
job satisfaction. Cyprus J Med Sci. 2022;7:128-35.

15.  Locke EA. The nature and causes of job satisfaction. In: Dunnette M, editor.
Handbook of industrial and organizational psychology. Chicago, IL: Rand
McNally; 1976. pp. 1297-349.

16, Kéroglu O, Akkog I, Turung O, Caliskan A, Akbas MC, Karayalcin C, et al. The
effect of organizational ethical climate on job satisfaction among nurses: the
mediating role of trust in colleagues. Sustainability. 2024;16:4179.

17. Tomaszewska K, Kowalczuk K, Majchrowicz B. Relationships between job
satisfaction, occupational burnout and rationing of care among intensive
care unit nurses. Front Public Health. 2024;12:1-7.

Page 7 of 7

18.  Bae S-H, Nurse Staffing W, Hours. Mandatory overtime, and turnover in acute
care hospitals affect nurse job satisfaction, intent to leave, and burnout: A
Cross-Sectional study. Int J Public Health. 2024;69:1-9.

19. Kee K, van Wieringen M, Nies H, Beersma B. The relationships between
certified nursing assistants'voice behaviour and job satisfaction, work
engagement and turnover intentions: A two-wave survey study. J Adv Nurs.
2024;81(2):1-11.

20. ZhongY, MaH, Zhang C-C, Jiang Q-Y, Li J, Liao C-J, et al. Professional identity,
job satisfaction, and turnover intention among Chinese novice nurses: A
cross-sectional study. Medicine. 2024;103:236903.

21, Takase M. A concept analysis of turnover intention: implications for nursing
management. Collegian. 2010;17:3-12.

22. Halter M, Boiko O, Pelone F, Beighton C, Harris R, Gale J, et al. The determi-
nants and consequences of adult nursing staff turnover: a systematic review
of systematic reviews. BMC Health Serv Res. 2017;17:824.

23. Temucin E, Dolu i, Cangol Sogut S, Cangol E, Kargin M. Validity and reliability
of the Nurse-Nurse collaboration scale: A sample of staff nurses. J Health Sci
Profession. 2019;6:1-7.

24. Baycan, F. Asli. 1985. An analysis of the several aspects of job satisfaction
between different occupational groups. Bogazici University.

25. Weiss D, Dawis RV, England GW, Lofquist LH. Minnesota satisfaction Question-
naire-Long form (MSQ). Minnesota: Industrial Relations Center, University of
Minnesota: Minneapolis; 1967.

26.  Rosin HM, Korabik K. Workplace variables, affective responses, and intention
to leave among women managers. J Occup Psychol. 1991,64:317-30.

27.  Elmas S.Workplace bullying and a research study related workplace bulyy-
ing's effects on the intention to leave an organization. Master’s Thesis.
Istanbul University; 2012.

28.  Hayes AF. Introduction to mediation, moderation, and conditional process
analysis: A regression-based approach. Second Edi. New York: The Guilford
Press; 2018.

29. George D, Mallery M. SPSS for windows step by step: A simple study guide
and reference, 17.0 update. 10th edition. Boston: Pearson Education India;
2011.

30.  LemettiT, Puukka P, Stolt M, Suhonen R. Nurse-to-nurse collaboration
between nurses caring for older people in hospital and primary health care:
A cross-sectional study. J Clin Nurs. 2021;30:1154-67.

31. Johannessen A, Steihaug S. The significance of professional roles in collabora-
tion on patients'transitions from hospital to home via an intermediate unit.
Scand J Caring Sci. 2014;28:364-72.

32, Haji Matarsat HM, Rahman HA, Abdul-Mumin K. Work-family conflict, health
status and job satisfaction among nurses. Br J Nurs. 2021,30:54-8.

33. Atefi N, Lim Abdullah K, Wong LP, Mazlom R. Factors influencing job satisfac-
tion among registered nurses: a questionnaire survey in Mashhad, Iran. J Nurs
Manag. 2015,23:448-58.

34. Fishbach A, Woolley K. The structure of intrinsic motivation. Annual Rev
Organizational Psychol Organizational Behav. 2022;9:339-63.

35. Zahednezhad H, Hoseini MA, Ebadi A, Farokhnezhad Afshar P, Ghanei Ghesh-
lagh R. Investigating the relationship between organizational justice, job
satisfaction, and intention to leave the nursing profession: A cross-sectional
study. J Adv Nurs. 2021,77:1741-50.

36. Salahat MF, Al-Hamdan, ZMohammed. Quality of nursing work life, job
satisfaction, and intent to leave among Jordanian nurses: A descriptive study.
Heliyon. 2022,8:¢09838.

37. Ma(C, Shang J, Bott MJ. Linking unit collaboration and nursing leadership to
nurse outcomes and quality of care. JONA: J Nurs Adm. 2015;45:435-42.

38. HuH,Wang C, Lan Y, Wu X. Nurses'turnover intention, hope and career
identity: the mediating role of job satisfaction. BMC Nurs. 2022;21:43.

Publisher’s note
Springer Nature remains neutral with regard to jurisdictional claims in
published maps and institutional affiliations.



	﻿The mediating role of job satisfaction related to nurse-nurse collaboration and turnover intention
	﻿Abstract
	﻿Key points
	﻿Introduction
	﻿Methods
	﻿Study design
	﻿Settings
	﻿Instruments
	﻿Demographic data form
	﻿Nurse–nurse collaboration scale
	﻿Job satisfaction scale
	﻿Turnover intention scale
	﻿Data collection procedure
	﻿Data analysis

	﻿Results
	﻿Characteristics of the participants
	﻿Correlation between nurse-nurse collaboration, job satisfaction and turnover intention
	﻿Mediating effect of job satisfaction on the effect of nurse-nurse collaboration and on turnover intention

	﻿Discussion
	﻿Limitations
	﻿Implications for nursing management

	﻿Conclusions
	﻿References


