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ABSTRACT

Hospital turnover has increased at alarming rates, particularly since the onset and in the
aftermath of the OVID-19 pandemic. While traditional theories of turnover look at why
employees leave, job embeddedness is both a theory and a framework that examines why
people stayAuthentic leadership is a relational leadership style comprised of
components of sefiwareness, internalized moral perspective, relational transparency,
balanced processingnd caringThis quantitative correlational research investigated the
relationship of authentic leadership as mediator between job embeddedness and turnover
intent, as well as the relationships between the five constructs of autheticskegp to
determine which, if any, caus@nincrease in job embeddedness and a decrease in
turnover intentParticipants were nursing professionals recruited through social media.
Participants completed a 4fiestion survey on job embeddedness, turniovention,
and perceptions of authentic leadership. Multiple regression analysis supported authentic
leadership as a mediator between job embeddedness and turnover intent. Hierarchical
multiple regression analyses indicated that all five constructs loémtit leadershiprere
correlated with job embeddedness and turnover intent, although onrgnseleness,
internalized moral perspective, relational transparency, and caringléacasesass in the
variance of responses. This study adds to the literatuaatecedents to job
embeddednesand onthe specific authentic leadership behaviors that cause greater
embeddednesmndredue turnover.

Keywords:authentic leadership, job embeddedness, turnover intent, nursing
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CHAPTER 1: INTRODUQION TO THE STUDY

Nursing turnover is at an diime high, increasing from 18.7% in 2020 to 27.1%
in 2021 (NSI Nursing Solutions, 2022; Vardaman et al., 2020). Traditional theories of
why employees leave their organizatiatwsnotfully encompass or prevent nursing
turnover (Reitz & Smith, 2019), althougkldressing nursing turnovieas been identified
as a top paority of nearly every hospital in the natioN$! Nursing Solutions2022).

The purpose of this study was to investighterelationships between job
embeddedness, turnover intent, and authentic leadeAshgmodel of retentionjob
embeddednessddresses both psychological and behavioral reasons employees stay with
their organization. Research has shown jtaembeddedness and turnover inteate a
significant negative relationship, indicating thaj@s embeddednesscreasesturnover
intentdeaeases (Halvorsen et al., 2021 utAentic leadershipas been proposed as the
root component of a healthy work environment in heedife facilities and is
significantly related to employee w4dking and improved patient outcomes (Raso et al.,
2020), andmproved nurse work outcomes (GiordaMalligan & Eckardt, 2019;

Maziero et al., 2020). Ehpresenstudy aimed to investigate the link betweenhentic
leadershipjob embeddednesandturnover intentiorand to better understand the five
constructs thatomposeauthentic leadershignd how they impagbb embeddedness

Quantitative crossectional desigandmultiple regression analysigereused to
assess the direct relationship betwgdnembeddednessdturnover intentionand the
indirect relationship ofob embeddednessidurnover intentioras mediated bguthentic
leadershipMultiple regression analysegereused to assess the relationship between the

five components cduthentic leadershigndtheir relationship withob embeddedness



andturnover intentiorto analyze the path by which thef§ect job embeddednessd
turnover intentionParticipants were recruited online and completed three surveys
regarding their perceptions atfithentic leadshipand measures géb embeddedness
andturnover intention

This studyis presented in five chapters. Chapter 1 provides a background of the
research, the research questions, and the hypotheses. Chapter 2 provides a comprehensive
review of the literatug. Chapter 8liscusses the methods of research used, @higter
4 delivers the results of the research. Chapter 5 provides a summary of the research and
its findings and discusses its contribution to the field.

Background

Retention has been identified a top priority of nearly eveky.S. hospital
because of increasing nursing turnover (Fasbender et al.,!9818tursing Solutions
2022).Retentiontheories are often usedr@searctwhy employees leave, bjob
embeddednesavestigates the factors that cause employees to stay (Halvorsen et al.,
2021).

This study investigated the relationships betwjebrembeddednestirnover
intention andauthentic leadershifResearch has shown thalh embeddednessd
turnover inentionare related, such that b embeddednesscreasesturnover
intentiondecreases (Halvorsen et al., 2021; Rahimnia et al., 2821hentic leadership
Is defined as a process of influence between leader and follower (Crawford et al., 2020)
based a categories of seliwareness, relational transparency, internalized moral

perspective, and balanced processing (Ciftci, 2020). Specific to nurses, Giordano



Mulligan and Eckart (2019) added the characteristic of caring as a fifth component to the
model.

Authentic leadershipas been proposed as the root component of a healthy work
environment in healtbare facilities (Raso et al., 2020). Previous research has identified
significant relationships betweamnithentic leadershignd employee welbeing,
improved patient safety and outcomes (Raso et al., 2020), and improved nurse work
outcomes (GiordanMulligan & Eckardt, 2019; Maziero et al., 2020).€Tpresent study
investigate the relationships betweemthentic leadershjpob embeddednesand
turnover ntention
Job Embeddedness

The construct ojob embeddedness defined as both a theory and a model of
retention (Mitchell et al., 2001). It is conceptualized as a framework of psychological,
social, and financial factors that influence whether a persgys svith an organization,
rather than why they leave (Halvorsen et al., 2021). Whileembeddedness
characterized by components ofthe-job and offthe-job fit, links, and sacrifices, which
broadly define what a person gains or stands to losedffimation or belonging to either
the organization or their community (Halvorsen et al., 2021 )pibegent study focused
ononthejob embeddedness.

On-the-Job Embeddedness: Organizational Fit, Links, and Sacrifice

Fit is defined as employseperceivedsimilariiesand compatibility with their
organizatios(T.W.Lee et al ., 2004) and includes an
job demands as well as their opportunities for advancement (Coetzer et al., 2017).

Nguyen et al. (2017) identified organimatal rewards and growth opportunities as



antecedents that influence oneds perceptio
and growth in the organization. Lastly, organizational fit also includes the quality of
p e o prelai@nship with their immediate supervise{Dechawatanapaisal, 2018;
Halvorsen et al., 2021).

On-thejob links are defined as the connections an employee has to other people
and activities in the organization (Coetzer et al., 2017; Halvorsen et al., 2021). According
to job embeddednegkeory, links are increased through attachment to leaders,
coworkers, teams, and groups they work with and through professional associations they
belong to, making it harder to leave the organization.

On-thejob sacrifices include the percei financial, social, or psychological
lossegpeople facef they leave the organization, including pay, benefits, or status, as well
as loss of networks, projects, and work relationships (Coetzer et al., 2017).
Turnover Intent

Turnover intent is defineds the psychological and behavioral intent to leave
oneds current organization or pB®Ooadtedssi on (
that employees embedded in their organizations are more likely to stay with their
organizatios over those who are$s embedded. Afsar et al. (2018) discussed the
importance of retaining higherforming employees, notirtgatthe cost to replace them
canexceed @6 0% of an employeeds annual sal ary.
induction and training, loss of productiviand knowledge (Coetzer et al., 2018), and a
decrease in customer satisfaction (Fasbender et al., 2018). Moreover, Fasbender et al.
(2018) noted thaturnover intentions most predictive of actual turnover behaviors, and

as such is the last in a seregscognitions and behaviors that lead to actual turnover.



Impact of Turnover Intent on the Health Care Industry

Even with retention strategies in place, the national average of registered nurse
(RN) turnover climbed 8% to 27.1% in 20241 Nursing Solutions, 2022). The average
hospital hold$-year turnover rates of over 100% of its RN workforce. The typical cost
of turnover for an RN is $46,100, resulting in over a $7 million loss for the hospital.
Travel nurses are often used to fill thmd; replacing 20 travel nurses with staff RNs
could save the average hospital over $4 millld8I(Nursing Solutions, 2022).
Additionally, Fasbender et al. (2018) ndtbat the cost of turnover intent is far more
than financial, witradditionalworking hours leading to increased nursing errors,
decreased carefulness, and reduced patient care.
Authentic Leadership

Described as a concept of | calekdic shi p ba
leadershigs rooted in positive psychology (Iszafthite & Kempster, 2019; Raso, 2019)
and is defined as a relational leadership style resulting in greatemseiness, positive
behaviors, and greater developmengwiployeesl(uthans & Avolio, 2003; Walumbwa
et al., 2008). Grounded in the principles of hondstggrity, and trust (Raso, 2019),
authentic leadershig instrumental in contributing to healthy work conditions and
supporting employees (Cummings et al., 2021). Authentic leaders know well who they
are and what their beliefs are (Avolio et al., 2004tc; 2020). They act consistently by
their values, leading with transparency, dependability of behavior, and with a focus on
relationship with others (Giordardulligan & Eckardt, 2019). They seek to develop
their foll ower sd c ondfesilidneynas well astiheiptaentsang t i mi s

abilities (Avolio et al., 2005; Ciftci, 2020).



According to Ciftci (2020), authentic leaders encourage openness, seek out
follower input, and inspire trust in their followers. They lead fervently and with emotio
with both brain and heart, establishing deep, meaningful relationships with their
followers. Lastly, they display both passion and-s@tipline in obtaining their goals,
consistently aiming to lead with greater authenticity and transparency (2W&f).

Cummings et al. (2021) found that relational leadership styles were more effective
at creating supportive workplace conditions than those focused solely on the task. In
addition to healthier work environmengsjthentic leadershiig an effective ranagement
style that leads to increased work performance (Alilyyani et al., 2018), deeper
organizational commitment, higher engagement levels, feelings of empowerment, and
even to flourishing at work (Raso, 2019). Authentic leaders are supportive, emppweri
and compassionate (Ciftci, 2020). They work to identify, strengthen, and lead the talents
and abilities of their followers, building confidence and cooperation in and from them
(Ciftci, 2020).

Sidani and Rowe (2018) conceptuatizaithentic leadershias a reciprocal
process between leader and follower thggiends otthe leader displaying authenticity
through moral behavior and judgments. Moreover, Larsson et al. (2021gdssert
authentic leadershifp be an outcome dependent upon the behaviors of both leader and
follower. Leaders and followers serve as a source of information for each other,
increasing welbeing, seHawareness, seéfficacy, and personal development (Avolio et
al., 2005). Authert leaders help to cultivate authenticity in their followers, who in turn

offer trust, engagement, and performance (Avolio et al., 2005). Importantly, Gardner et



al. (2@1) noted that authenticity is a process and both leaders and followers become
more auientic through experience and growth.
Dimensions of Authentic Leadership

The four dimensions authentic leadershipentified by Walumbwa et al. (2008)

areselfawareness, internalized moral perspective, relational transparency, and balan

ced

processingThe researchers defined selfiwar eness as the understan

andan awareness of how oneds behaviors,
(Walumbwa et al., 2008). Ciftci (2020) defined internalized moral perspective as the
integralmoal s and values that guide the | ea
defined as a | eaderods relationslhkndgn and
inclination to listen to what others have to contribute (Ciftci, 2020; Crawford et al.,
2020). knally, Walumbwaet al.defined balanced processing as the practice of
objectively analyzing available information before making decisions. In their
development of the Authentic Nurse Leadership Questionnaire (ANLQ), Gierdano
Mulligan and Eckardt (2019) ddd the component of caring these four dimensions
encompassing compassion, empathy, awareness of needs, and altruism.
Authentic Leadership and Nursing

According to Raso et al. (2021), there is a moderate relationship between
authentic leadershignd ahealthy work environment inealth cardacilities. Authentic
leadershipghas been included as a standard in the American Association of Critical
N u r s(ARAE€N) model of care (AACN2016). Wong and Cummings (2009) noted that
authentic leadershis rooted n the same humanistic values as nursing asduch,

promotes work environments basech r espect, trust, and
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contributions through shared decisiomaking. Further, they nadghat authentic leaders
lead with great authenticity bagse they know and understand who they are and the
values that guide them at work
Biblical Worldview

Authentic leaders lead with integrity, seeking to strengthen others and to create
real relationships with their followers (GiordaiMulligan & Eckardt, 209). First and
foremost, authentic leaders keep their values and internalized morals at the center of their
relationships (Fowler, 2015). Titus 1:9 instructs us to hold fast to the Word, so we can
encourage others to truth; authentic leaders are opemaedthin their communication,
holding on to their conviction even in difficult situations (Giordaviolligan & Eckardt,
2019). First Timothy 4:12b directs wus to
conduct, i n | o vEnglishiStadafd&erdioh2001/2016).peadirig tvitho  (
integrity requires leaders to set an example in words and action. Integrity is vital to
leading authentically, including in leading others to Jesus (1 Peter 2:12).

Centr al to the aut heisplay adruel deepdaging$od c har a
their followers (Giordandvulligan & Eckardt, 2019). Micah 6:8 commissions us to act
fairly, to employ compassion and kindness to others, and to live a life of humility,
preferring others before us. As Christians, we aregdthwith leading for the benefit of
others. Philippians 2:3 commands us to act for the benefit of others, considering their

welfare above our own. Through our godly, authentic actions, we bring glory and honor

to the Lord, constantly leading people eftteeHim or away.



Problem Statement

Turnover intentions a significant problem fdnealth cardacilities (NSI Nursing
Solutions, 2022). Research shows that the cost of nurse turnover is more than financial: it
increases work pressures dedds to decreased patient care and safety (Cocchiara et al.,
2019; Fasbender et al., 2019). Nurse turnover rates increased by 8.4% in 2021, resulting
in a national average of 27.1% %I Nursing Solutions, 2022); some hospitals reported
up to 64.1% RN turover (Church et al., 2018). The vacancy rate of umeunfilled
jobs, grew from 9.9% to 17% in 2021, with over 80% of hospitals reporting a vacancy
rate of greater than 10%I$I Nursing Solutions, 2022).

In addition, Burton et al. (2017) reported tbaer 80% othealth cargroviders
contemplate early retirement; Labrague et al. 2@®ncluded that psychological stress,
job burnout, and low job satisfaction were significantly related to rtureever intention
and highly predictive of turnover. Albugh job satisfaction is considered the main
predictor of nurséurnover intentiorand actual turnover, it fails to fully explain NI
Nursing Solutions2022; Reitz & Smith, 2019). Outcomesjob embeddednessclude
greateremployeeaetention and lver turnover intentior(Halvorsen et al., 2021;

Rahimnia et al., 2021).

There is a need to understand the impact of leadership in embedding employees at
work to decreasturnover intentionWhile it is understood thauthentic leadershiig
significantlyrelated to employee welleing and improved patient outcomes (Raso,

2019), greater work outcomes (Giordavialligan & Eckardt, 2019; Maziero et al.,
2019), and decreased burnout &mthover intentior(H. Lee et al., 209), research has

not yet looked athe mechanism by whicuthentic leadershimpacts the relationship
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betweernjob embeddednessdturnover intentionNurse leaders are integral in creating
a healthy workplace environment and improving patient outcomes (Alilyyani et al., 2018;
GiordaneMulligan & Eckardt, 2019; Warden et al., 2021). Authentic nurse leaders act
with integrity, altruism, and care (Giordaiulligan & Eckardt, 2019; Hughes, 2018).
They are intentional in their communication, decisinaking, andelationshipbuilding
(Ciftci, 2020; GiordaneMulligan & Eckardt, 2019). | believe thatuthentic leadership
behaviors will lead to increasgmb embeddednessd decreaseadirnover intentionThis
study investigat@the relationship betweeauthentic leadershjpob embeddednesand
turnover intentionA related ainwasto determine the specific behaviors by which
authentic leadershijmpactsjob embeddedness
Purpose of the Study

The purpose of this quantitative survey studsto examine whethauthentic
leadershipmediates the relationship betwgeh embeddednesmdturnover intentionn
nursing professionals and to determine the speaifthentic leadershipehaviors that
affectjob embeddedness

Research Questions and Hypotheses

RQ1: Does authentieadership mediate the relationship between job
embeddedness and turnover intent in nursing professionals, such that greater perceptions
of authentic nurse leader behaviors lead to greater job embeddedness?

Hol: Authentic leadershipill not mediate the dationship betweejob
embeddednesand turnover intent in nursing professionals.

Hal: Authentic leadershiwill mediate the relationship betwegib

embeddednesand turnover intent in nursing professionals.
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RQ2: Doauthentic leadershipehaviors predict job embeddedness in nursing
professionals?

Ho2: Authentic leader behaviors do not predict increases in job embeddedness in
nursing professionals.

Ha2: Authentic leader behaviors do predict increases in job embeddedness in
nursing profesionals.

RQ3: Doauthentic leadershipehaviors predict turnover intent in nursing
professionals?

Ho3: Authentic leader behaviors do not predict decreases in turnover intent in
nursing professionals.

Ha3: Authentic leader behaviors do predict decreastgmover intent in nursing
professionals.

Assumptions and Limitations of the Study

It was assumed that all participants were RNs adduuaked for a period of 1 or
more years as such. In addition, it was assumed that participargsot currently
servng as a nurse leader in a formal capacity. In making the results anonymous, it was
assumed participantsonld answer truthfully and to the best of their ability.

Limitations included the length of the combined surveys (44 questiwh&h
could lead to reponse bias and abandonment (Kost & da Rosa, 2018). Additionally,
based on current research showing approximately 90.5% of the RN workforce is female

(Smiley et al., 2021), it was assumed that the majority of respondentd taefemale,

which may affectcn e 6s per ception of nursing | eaderst
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Theoretical Foundations of the Study

Conservation of Resources Theory

Accor di ng modeloftenbefvatibnlof@sources (COR), individuals
are motivated to acquire, maintain, and protect resouetated to their sense of self and
for survival (Hobfoll, 19892002 Hobfoll et al., 2018; Singh et al., 2018; Treuren, 2019).
Resources include personal, social, and material factors relatediewingpone 6 s goal s,
reducing stress, and personal groaid development (Hobfoll et al., 2018; Singh et al.,
2018). Hobfoll et al. (2018) identified several key resources, includingbeell, sek
esteem, a sense of purpose and meaning in life, and social support. Noting that employees
have limited resourcebat can be depleted or replenished, COR suggests that those with
greater resources are less vulnerable to resource loss and better able to invest resources
for future profit and benefit (Hobfoll et al., 2018).

Resources are categorized as either intriosinstrumental (Treuren, 2019).
Intrinsic resources include those with inherent value, such as safety, family, health, and
position. While important, intrinsic resources are of limited value in reducing the threat to
existing resources and to attaininganones. Instrumental resources, on the other hand,
are useful for protecting resources and acquiring new ones. Instrumental resources
include knowledge and skills, sadfficacy, and access to social netwofkesuren,
2019).Job embeddednes$ms been iddified as a type of resource abundance, able to be
accrued and invested for future use against workplace .stldssembeddedness in turn
leads to increased organizational commitment, greater performance, and improved

retention (Treuren & Fein, 2Q).
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Sccial support has been identified as both a resource and an antecgdbent of
embeddedneg$§ingh et al., 2018). Social support encompasses perceived organizational
support (POS), perceived coworker support, and perceived supervisory support (PSS),
which isthe focus of this research. PSS is defined as the extent to which an employee
feels cared for and their contributions valued (Ghazali et al., 2018). PSS has been
i dentified as a resource val uadbfitthroighr str e
coaching, mentoring, and an increase of competencies through training (Singh et al.,
2018).

Social Exchange Theory

Socialexchangetheory (SET) is based on the principle of subjective-besefit

analysis: behavior that is rewarded will be repeated anprogated (Chernyaklai &

Rabenu, 2018; Coopdihomas & Morrison, 2018). SET serves as a theoretical

framework for how leademember relationships form through interactions and the

resultant perceived obligation (Blau, 1964). Relationships in the wokpkwe as part

of the socialization process and as a source of vital information. These relationships serve
to increase performance and job satisfaction, as well as social support and networking
(ChernyakHai & Rabenu, 2018).

A premise of SET states thexdcial relationships in the workplace based on trust
will be reciprocated with desirable behaviors (Blau, 1964; Cedpemas & Morrison,

2018). Further, an awareness of social exchange relationships by the employee leads to
increased support and workinglationships (Rahimnia et al., 2018). Rules of reciprocity

are characteristic of higbuality social exchange relationships, where one individual
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provides a resource, and another returns the favor out of felt duty or obligation in a
process that repeatself over and over (Porter, 2018).
Definition of Terms

The following is a list of definitions of terms thateused in this study.
Authentic leadershig A relational leadershiptyle based on key principles of self
awareness, internalized moparspective, relational transparency, and balanced
processing (Avolio et al., 2002005;Walumbwa et al., 2008)
Balancedprocessing RAlso referred to as shared decisiaking (GiordanéMulligan
& Eckardt, 2019)palanced processing islanension ofauhentic leadershipgescribed
as a |l eaderodos willingness to |Iisten and ob
making a decision (Avolio et al., 2004)
Caringi An authentic leadershiggmensiondentified as specific to nurses; denotes
compassionempathy, awareness of needs, and altruism (Giorifarligan & Eckardt,
2019)
Conservation ofresources (CORi) A theoretical frameworktating thatndividuals are
motivated to acquire, maintain, and protect resources related to their sense of self and
survival (Hobfoll, 1989; Hobfoll et al., 2018)
Intent to stayi The likelihoodpeoplewill stay at their jols (Gibbs & Duke, 2021)
Internalized moral perspectivel Also referred to as moral ethical courage (Giordano
Mulligan & Eckardt, 2019), a dimension afithentic leadershifhat describes the

i nherent morals and values that guide a | e
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Job embeddednesd Theframework of psychologicalogial, and financial factors that
influence whethepeople stayvith an organization versus whether they leave (Mitchell et
al., 2001)
Registerednurses (RNsj Forthisstudydef i ned as those with at
degree in nursing working as a floor nyreeludesn ur ses wi th bachel or 6
degree¢BSN, MSN)
Relational transparencyi Also referred to as relational integrality (Giordavalligan
& Eckardt, 2019), a dimension afithentic leadershijnatd e f i nes a | eader 0s
and communication styles toward followers (Ciftci, 2020; Crawford et al., 2020)
Selfawarenes$ Thedimension ofauthentic leadershifinat defines how individusl
perceives themselves and their ability to know and understand how they are perceived by
others (Ciftci, 202Q)
Socialexchangetheory (SET)i Theoretical framework of how leadenember
relationships form through interactions and subsequent obligations (E164.
Turnoveri The act of leaving an organization, measured by behavioral intention rather
than actual behavior (Reitz et al., 2010)
Turnover intent (turnover intention)i Psychological and behavioral intent to leave
oneds current ssiog(@meneta, t2018)urnower integntiors fmast
predictive of actual turnover behaviors (Church et al., 2018;igaha, 2018)
Significance of the Study

Turnover intentiorand actual turnover are of major concerhéalth care

facilities (NSI Nursing Solutions, 2022). Although nearly ladispitalscited reducing

turnover as an organizational goal, rates of turnover have steadily increased. This
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research focused not on idiéying causes of turnover butsteadon identifying the

factors that increase an employeeds embedd
antecedents gbb embeddedneds be scarce (Singh et al., 2018), this research

contributed to the embeddednessrature by offeringauthentic leadershigs an

antecedent and mediatorjob embeddednesMediators are third variables that explain

how two other variables relate to each other (Fairchild & McDaniel, 2017).

Further, this research contributed to likerature by identifying key aspects of
authentic leadershighat are related b embeddednesmdthatcause a statistically
significant effect in its relationship witlurnover intentionThe five key factors of
authentic leadershigre selfawarenes, internalized moral perspective, relational
transparency, balanced processing, and caring. In identifying which of the key attributes
of authentic leadershigontribute to greatgob embeddednessd reducedurnover
intention training for nurse leadgican be specialized to include and emphasize these
characteristics, decreasing actual turnover.

Summary

Chapter 1 provided an overview of the research need, theoretical framework,
research questions and hypotheses, definitions, and a brief literatens.ré&lae topics of
job embeddednestirnover intentionandauthentic leadershiwere introduced, with
authentic leadershipypothesized as a mediating variable thgiart causethe negative
relationship betweejob embeddednessdturnover intentionFurther, five factors of
authentic leadershiwere identified, each of whiclwashypothesized to significantly

impact the relationship betwe@b embeddednessdturnover intention
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Chapter 2 provides a comprehensive literature reaiesha biblical worldview of
the importance of the research. While seminal works are included, the majority of
research presented is from the gagears and discusses antecedenjelof
embeddednesandturnover intentiorand the relationship betweanthentic leadership
and the nursing professionwashypothesized that the natureanfthentic leadership
wouldincreaseemployee embeddedness and decraasever intentionthus affecting

actualturnower rates.
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CHAPTER 2: LITERATURE REVIEW
Overview

Although reducing nursing turnover has been identified as a top priority of health
care facilitiesnursing positioturnover, turnover intent, and vacancies continue to climb
(NSI Nursing Solutions, 2022). Mosirnovertheories attempt to explain why employees
leave their organizations but fail to explain or prevent nursing turnover (Reitz & Smith,
2019).Job embeddednes®nsists of psychological, social, and financial factors tha
influence whether or not employsestay with their organizati@(Halvorsen et al., 2021).
Although identified as a standard of care in nursing (AACN, 2016), previous research has
not investigated the relationship betweernhentic leadershigndjob emtkeddednesaor
the specific behaviors @uthentic leadershijnat mediate the relationship betwgebn
embeddednesandturnover intention

Using theoretical frameworks of COR and SET (Blau, 1964), the purpose of this
studywasto predict the relationships betwgeb embeddednestirnover intentionand
authentic leadershignd to determine the speciathentic leadershipehaviors that
affectjob embeddednesBased orresourceacquisition and protection, COR suggests
thatindividuals are motivated to act in ways to reduce threat and increase resources
necessary for survival, including social exchange. Based on reward and reciprocity, SET
posits that the exchange of benefits makes people increasingly interdependent ¢on others
establishes mutual trust, and fortifies their social IsgRé&himnia et al., 2021).
Antecedents oob embeddednessclude supervisor support, organizational support, and

organizational commitment. Research has showrnjabha#gmbeddednessdturnover
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intentionhave a significant negative relationship, indicating thadlagmbeddedness
increasesturnover intentiordecreases (Halvorsen et al., 2021; Rahimnia et al., 2021).

Authentic leadershijs defined as a cyclical process of influence betweeretead
and follower (Crawford et al., 2020), based on categories chgafeness, relational
transparency, internalized moral perspective, and balanced processing (Ciftci, 2020).
Authentic leadershipas been proposed as the root component of a healthy work
environment irhealth cardacilities (Raso et al., 2020). It is significantly related to
employee welbeing and improved patient outcomes (Raso et al., 2Z0&{ftp improved
nurse work outcomes (Giordaihulligan & Eckardt, 2019; Maziero et al., 2020)is
negatively related to both burnout and intent to leklid_€e et al., 209). This study
aimedto investigate the relationship betwearthentic leadershjpb embeddedness
andturnover intention

Description of Search Strategy

The termgob embeddednestirnover intentauthentic leadership, leadership
conservation of resourceandsocial exchange theomwere used for stardlone searches
andin combinationwith each other isearching databasestnh e Jerry Fal wel |
online sitejncluding EBSCO and APA&RsycNetand on Google Scholar. Additionally,
each word or phrase was used in conjunction nittse nursing andhealth careto
search the Jerry Falwell Libraryodéds online
limited to peefreviewed journal articles published within the lagears, seminal works
were alsdancluded in this literature review.

Biblical research was done using keywordseaflership authenti¢ andintegrity.

Resources used include Bible Gatewatyp(s://www.bblegateway.con)/ Bible Hub
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(https://biblehub.con)/ Study Light fttps://www.studylight.org/ and Blue Letter Bible

(https:/lwww.blueletterbible.ory/
Review of Literature

Job Embeddedness

In response to turnover literature, Mitchell et al. (2001) conceptugbbed
embeddednesss the entirety of factors encouraging individualstay with their
organizatios. Noting that neither job attachment, job satisfaction, organizational
commitment, nor continuance commitment fully explained employee turnover, Mitchell
et al. proposegbb embeddedness both a theory and a model of retent@alling it the
Acomboneds® (Yao et al ., 2 0plkdtay withtheirjos9 )
it is conceptualized as a fAweb of infl
broad framework of psychological, social, and financial factors that influencéevhet
peoplestay with an organization, rather than why they leave (Halvorsen et al., 2021).

The central concept gbb embeddedness that the more connectedividuals
areto their jobs, the more likely they are to stay, and the less likedy areto leave
(Nguyen et al., 2017). Individuals choose to stay when they are attached to the
organization and satisfied with the status quo (Singh et al., 2021). While traditional
theories of turnover investigate why employees quit, Hom et al. (2017) notekdehat t
things that compgdeopleto leave are not necessarily the same as those that convince

them to stay. These nonattitudinal work and nonwork factors of fit, links, and sacrifices

t

ha

uenc

provide the framework to measur @egite@e enmes

or becomen their jols (Gibbs & Duke, 2021).
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While it shares similarities with organizational continuance, affective
commitment, organizational commitment, job satisfaction, and job attachjotent,
embeddedness broader and more adequately dexss the factors involved in turnover
decisions (Crossley et al., 2007; Halvorsen et al., 2021; Hom et al., 2017; Reitz et al.,
2010). Studies have shown thatb embeddednesseasures intent to leave better than
job attachment, job satisfaction, orgamiaaal commitment, continuance commitment, or
affective commitment (Crossley et al., 2007; Richards & Schat, 2011). Further, research
by Crossley et al. (2007) fourtbatjob embeddednegsedicts unique variance in
turnover intentiorover calculative, affctive, and normative commitment.

Job embeddedness characterized by components oftbe-job and offthe-job
fit, links, and sacrifices, which broadly define wipabplegain or stand to lose from
affiliation or belonging to either the organizationtbeir community. While otthe-job
and offthe-job embeddedness are not entirely separate and often serve to reinforce each
other (Mitchell et al., 2001; Ng & Feldman, 2012), the focus of this reseasbn
organizational factors of ethe-job embeddednss

Intent to stay can be defined as the likelihpedplewill stay at their jols and is
significantly related to organizational fit, links, and job fit (Gibbs & Duke, 2021).
On-the-Job Embeddedness: Organizational Fit, Links, and Sacrifice

Organizational Fit. Encompassing persojob and persdiorganization fit
(Treuren, 2019), fit is defined @amp | o gera@vedsimilarity and compatibility with
their organizatioa(Gibbs & Duke, 2021; Singh et al. 2021). This encompasses an
empl oyeebdbs goals, values, and personal nor

2021), skills, knowledge, job demands, and opportunities for advancement (Afsar et al.,
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2018; Coetzer et al017; Dechawatanapaisal, 2018). Fit includes supeivisor
subordinate fit, defined by how wetidividualsmanage their relationshgpvith their
immediate superviserand the quality of tbserelationshi (Dechawatanapaisal, 2018;
Halvorsen et al., 2021 addition, employees who trust their superssye more
comfortable and experience greater fit (Afsar et al., 2018).

Organizational fit is related to greater employee life satisfaction (Ampofo et al.,
2017), better work performance, and lower voluntarnover (Dechawatanapaisal, 2018;
T.W.Leeetal.,204) . Antecedents that influence one
organizational rewards and growth opportunities (Nguyen et al., 2017) and oust& 0 s
supervisor (Afsar et al., 2018).

Organizational Links. On-thejob links are defined as the formal and informal
connections an employee has to other people, processes, and activities in the organization
(Coetzer et al., 2017; Halvorsen et al., 2021). Links strongly influence whether and how
long a persn stays with the organization (Halvorsen et al., 2021). These include
relationships with superiors, supervisors, and colleagues (Chan et al., 2019) as well as
assumed commitments and obligations to others, teams, or projects (Gibbs & Duke,
2021). Formal annections include responsibilities in the organization, while informal
connectiongelateto social connections and relationships formed in the workplace
(Treuren, 2019). According job embeddednegsbkeory, the greater the number of
attachmentpeoplehave with others in the organization, the more teams and groups they
work with, and the more professional associations they belong to increases the links,

making it harder to leave the organization (Halvorsen et al., 2021).
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Organizational Sacrifices.The final component ofob embeddedness labeled
sacrifice. It denotes how easily the fit and links the individual holds can be broken
(Halvorsen et al., 2021). Gthejob sacrifices are defined as the real or perceived
financial, social, or psychological lesspeople facef they leave the organizatioi (W.

Lee et al., 2004; Mitchell et al., 2001; Singh et al., 2021). These include pay, benefits,
and statusndthe loss of networks, projects, and work relationships (Coetzer et al., 2017,
Treuren, 2019). Haorsen et al. (2021) nadehat themore peoplestand to lose if they

leave their job, the more likely they are to stay.

Antecedents of Job Embeddedness

Research on antecedentgalf embeddedness scarce (Singh et al., 2018).
Characteristics found w@ffectjob embeddednessclude age, gender, personality, and an
empl oyeebs felt obligations to the organiz
generally have more links than younger and report higher levgb eimbeddedness
Additionally, female workers are generally more embedded than male, as are those with
the personality trait of openness. Lastly, employees who felt a greater obligation toward
their job reported higher levels b embeddedness Chan et al(2019 andHalvorsen
et al.(2021).

Chan et al. (2019) identified freedom over work hours as an organizational
antecedent tpb embeddednesw/hile Nguyen et al. (2017) identified organizational
rewards, growth opportunities, procedural justice, R@&. Organizadnal rewards
include recognition, praise, and pay, while growth opportunities include allowance for
development and promotion. Procedural justice indicates a perception of fairness in the

or g ani polctes amcthpoosedures. Lastly, POS, like felt addiign, ties the
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individual to the organization: the greater the support to the individual, the greater the
duty or responsibility felt toward the organization (Nguyen et al., 2017).
Impact of Job Embeddedness

While theories of why people leave their orgations have failed to fully explain
turnover,job embeddednegxplains nearly 25% of why they stay (Reitz et al., 2010).
Embedded employees are less likely to leave their organigatiave decreased
absenteeism, display greater job performance thaembedded employegdemonstrate
increased organizational citizenship behaviors (Hom et al., 2017; Nguyen et al., 2017,
Tian et al., 2016), angrovide morecustomer service (Chen et al., 3pIModerating
effects ofjob embeddednessclude strengthenindnée relationship between job
performance, organizational citizenship behaviors, and reduced absenteeism on voluntary
turnover . W. Lee et al., 2004); leadenember exchanggMX) and task
performanceLMX andorganizational citizenship behaviqiereuren,2019); and the
negative relationships between support and organizational justicenmver intention
(Treuren, 2019).
Factors Influencing Job Embeddedness in Nurses

Affective commitment toward n esdpsrvisor (Huyghebaert et al., 2019) and
socialsupport of supervisors and coworkers are related to higher embeddednegs amon
nurses (Karatep& Avci, 2019; Singh et al., 2018ndto greater organizational fit
(Rahimnia et al., 2021). Work environment and Wwdif& balance have also been shown
to influencgob embeddednegPechawatanapaisal, 2017). Karatepe and Avci (2019)

suggested that supervisor support encourages both better fit and greater links for nurses.
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Turnover Intent

Turnover is defined as the aiftleaving an organization (Reitz et al., 2010), with
the employeeds decision to withdraw from t
time (T. W. Lee et al., 2004). Turnover is measured by behavioral intention rather than
actual behavior (Reitz et.aR010).Turnover intentions defined as the psychological
and behavioral intent to | eave oneds curre
and reflects the attitude of the employee toward the organizationHigba, 2018). It is
most predidve of actual turnover behaviors (Church et al., 2018;-Ngaha, 2018)As
such, it isthe last in a series of cognitions and behaviors that lead to actual turnover
(Fasbender et al., 2018).

Voluntary turnover often results in the loss of the best taledtskill (Nge
Henha, 2018), disrupts productivity, and decreases financial gain (Hom et al., 2017). The
cost to replace skilled employees often excee@i800 % of an empl oyeeds
salary (Afsar et al., 2018). Costs to the organization include re@mif induction and
training, loss of productivity and knowledge (Coetzer et al., 2018), and a decrease in
customer satisfaction (Fasbender et al., 2018). Reasons employees decide to leave include
stress and burnout (Goliroshan et al., 208&yative pereptiors of leaders and
leadershipenvironmental conditions, including pay, work hours and shift yamk
underutilized talent and ability (Hom et al., 2017).
Turnover Intent in the Health Care Industry
Impact of Turnover I ntent of Nurses

Significantshortages imursingstaff have been recognized as an international

crisis and a threat to global health for years (Chen et al., 2018; Huyghebaert et al., 2019;
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H. Lee et al., 209). The majority of hospitals (96.1%) view retention as key to their

business strategy and hold retentiotiatives, yet 2021 saw a dramatic increase in RN

turnover NSINursing Solutions, 2 . The average hospital s g
reduce turnover by 4.8%, yet turnover increased by 6MSb ursing Solutions, 2.
Approximately 40% of new nurses laatheir original post withiid year (Church et al.,

2018), and the national average of all nurse turnover rose by 8% to NIIMrsing

Solutions, 202). Raso et al. (2021) found that nearly 50% of nurses either edémd

leave their organization oelf | into the fiundeci dedo0 categor

In the pasb years, the average hospital turned over a staggering 100.5% of its RN
workforce, with voluntary termination accounting for 95.5% of the turnovéi (N
Nursing Solutions, 2. RN vacancy rates rose to 1762021, with over 80% of
hospitals reporting vacancy rates of greater than 10%. Reasons given for turnover and
turnover intentiorincludepersonal, career advancement, retirement, salary, education,
scheduling, workload/staffing issues, and working cood#i(NSI| Nursing Solutions,

2022).

Turnover is one of the most expensive problems plagusadth cargReitz et al.,
2010), with the average cost of turnover for an RN being $46,100, or approximately just
over $7 million in total costfor the average Hspital (NSI Nursing Solutions, 2. The
cost ofturnover intentionhowever, is far more than financial, with increased working
hours leading to increased nursing errors, lowered productivity, refaméty stability
(Thomas et al., 2022), decreasagletulness, diminished patient care (Fasbender et al.,

2018), and longer patient stays (Vardaman et al., 2020).
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FactorsinfluencingN u r s ersoder Ifitent

Turnover is a major factor contributing to the nursing shortage (Kagwe et al.,
2019). Factors including job satisfaction, organizational commitmenteSielécy, and
work engagemerdgren e gati vely related to nurseso6 int.
2018; Reitz et al., 2010; Vardaman et al., 2020 prapositive work family culture, job
control, job support, job tenure, age (Kagwe et al., 2019; Reitz et al., 2010; Yamaguchi et
al., 2016), opportunities for growth and development (Kagwe et al., 2&did®positive
well-being (King et al., 2022). Factors found to increase intent to leave include increased
burnout (Hall et al., 2022¥tress, emotional, and physical demands (Fasbender et al.,
2019; Hall et al., 2022; Vahedigkzimi et al., 2019)worki family conflict (Yamaguchi
et al., 2016)busy emergency roomworking extra and unscheduled hgureexpected
work conditions (Hall et al., 2022; Thomas et al., 2Q&R)olvement in hospital affairs
lack of resources (Chen et al., 2018)d the pace arfdequency of change faced by
nursing staff (VahediaAzimi et al., 2019; Vardaman et al., 2020).
Authentic Leadership

Described as a concept of | eaathk’tic shi p ba
leadershigs rooted in positive psychology (Iszafthite & Kempster, 2019; Raso, 2019)
and is defined as a relational leadership style resulting in greatemseiness, positive
behaviors, and greater development of employees (Luthans & Avolio, 2003; Walumbwa
et al., 2008). Grounded in the principles ohasty, integrity, and trust (Raso, 2019),
authentic leadershig instrumental in contributing to healthy work conditions and
supporting employees (Cummings et al., 2021). Authentic leaders know well who they

are and what their beliefs are, act consisyantaccordance with their values, leadh
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transparencyaredependale, and focuon relationshipwith others (Ciftci, 2020;
GiordaneMu |l | i gan & Eckardt, 2019). They seek t
hope, optimism, and resiliency as wellthsir talents and abilities (Avolio et al., 2005;
Ciftci, 2020; IszatWhite & Kempster, 2019). They encourage openness, seek out
follower input, and inspire trust in their followers (Ciftci, 2020). They lead fervently and
with emotion, with both brain @hheart, establishing deep, meaningful relationships with
their followers (Ciftci, 2020). They display both passion anddiskipline in obtaining
their goals, consistently aiming to lead with greater authenticity and transparency (Ciftci,
2020).

Cummirgs et al. (2021) found that relational leadership styles were more effective
at creating supportive workplace conditions than those focused solely snitask
addition to healthier work environmenégjthentic leadershig an effective management
style hat leads to increased work performance, deeper organizational commitment,
higher engagement levels, feelings of empowerment, and even to flourishing at work
(Alilyyani et al., 2018; King et al., 2023. Lee et al., 2019; Raso, 2019). Authentic
leaders a supportive, empowering, and compassionate (Ciftci, 2020). They work to
identify, strengthen, and lead the talents and abilities of their followers, building
confidence and cooperation in and from them (Ciftci, 2020).

Sidani and Rowe (2018) conceptuatiauthentic leadershigs a reciprocal
process between leader and follower thggtends otthe leader displaying authenticity
through moral behavior and judgments. Moreover, Larsson et al. (2021gdssert
authentic leadershifp be an outcome dependent upon the behaviors of both leader and

follower. Leaders and followers serve as a source of information for each other,
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increasing welbeing, seHawareness, se#fficacy, and personal development (Avolio et
al., 2005). Authert leaders help to cultivate authenticity in their followers, who in turn
offer trust, engagement, and performance (Avolio et al., 2005). Importantly, Gardner et
al. (2@1) notel that authenticity is a process ahdtleaders and followersothbecome
more authentic through experience and growth.
Dimensions of Authentic Leadership

Authentic leadershijs a relational style of leadership that focuses on building a
healthy work environment and is grounded almost entirely ih tea dkeyratfrisutes
(Labrague et al., 2021). Foundationaktathentic leadershiis thatthesdeaders act from
a set of deeply held values and beliefs; they know their true selves deeply and act by
these values and beliefs (Ciftci, 2020; Giordavlalligan & Eckardt, 2019). Authsic
leaders lead from their sdbielief and toward the attainment of goals. They do not seek to
imitate others buinsteadead from their character, values, and traits. Authentic leaders
hold high ethical standards, and their behavior is consistenttveithspeech. They are
known and respected for their integrity (Is2athite & Kempster, 2019). They do not
seek to please the crovdtinsteadto maintain the truthfulness of action and behavior.
Authentic leaders seek to always learn, grow, and progrelssir many different roles
(Ciftci, 2020).

The four dimensions authentic leadershigre sefawareness, internalized
moral perspective, relational transparency, and balanced processing (Walumbwa et al.,
2008), which r epr ebiresstrespettability, andidtegrityd s t r ust w
(Kleynhans et al., 2021). Crawford et al. (2020) visudlzenodel ofauthentic

leadershipvhere awareness and balanced processing form the base, as without them,
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dimensions of moral perspective and relational traresyey are not possible. Relational
transparency and a commitment to an ethical framework form the next level. The highest
levelis influence, enhanced by selfvareness, balanced processing, relational awareness,
and moral perspective. In their developmeinthe ANLQ, GiordaneMulligan and

Eckardt (2019) added to these four dimensions the component of caring, defined as
compassion, empathy, awareness of needs, and altruism.

SelfAwareness Self-awarenessompriseswo dimensions: how individusl
perceive hemselves and the ability to know and understanddtbers perceive them
(Ciftci, 2020). Crawford et al. (2020) definedl-awarenesas howindividualsmake
sense of the world and their place in it. SeMfareness describes an understanding of
0 n e 0 wesandatprofound awareness of how behaviors, strengths, weaknesses,
talents, sense of purpose, values, and beliefs both dineatgbass and affect others
(Avolio et al., 2004, Ciftci, 2020; Crawford et al., 2020). Seifareness, sedcceptance,
andselft-honesty guide authentic leadethey are deeply aware of how their behavior
affects others and use this knowledge to lead and communicate effectively. Finally, they
are committed to betterment both for themselves and their followers (CGR0).

Internalized Moral Perspective.Internalized moral perspective denotes inherent
morals and values that guide the | eaderds
themselves and are firm in their beliefs; they remain faithful to their vatiesgjties,
thoughts, and emotions while respecting others. They align their actions with their values.
Leaders who are confident and secure in their values and beliefs are better able to accept
and integrate the ideas of others. Lastly, an internalizmdlmerspective allows the

leader to be transparent and inclusive of others (Ciftci, 2020).
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Crawford et al. (20203tated thathe goal of authentic leadss to create
authentic leaders from their followers. They maintaitredthere are two element$ ihe
| eader 6 s moirtad mnpietrnsepnetc ttiov eo n e dkandawoutwasd hi c a |
orientation used to help shape the ethical behavior of followers as emergent leaders. In
addition, Crawford et afurthernoted that thé e a dirgluerics allowdollowers to lead
well, influencing others, even without the title or position. Hattke and Hattke (2019)
concur, noting that ethical leaders serve as role models, influencing the behavior of their
followers.

Relational Transparency.Relational transpgancy signifies an open sharing of
thoughts and feelings with followers; authentic leaders demonstrate their genuine feelings
toward their followers (Avolio et al., 2004; Crawford et al., 2020). Authentic leaders both
know their true selves and presentithrie selves to others through communication and
openly sharing thoughts, feelings, and emotions (Ciftci, 2020; Crawford et al., 2020).
They are supportive and encouraging (Crawford et al., 2020). Authentic leaders can
empathize with their followers anchderstand how their leadership affectsrthe
followers (Ciftci, 2020).

Authentic leaders act within their deeply held values and beliefs (Avolio et al.,
2004; Ciftci, 2020; Walumbwa et al., 2008). While they do not seek to assume a position
of leadership, they gain it through their authentic behaviors of openness, emotion, and a
willingness to admit mistakes and ask for feedback and alternative perspectives (Ciftci,
2020). Relational transparency allows for an open exchange of ideas (Gamner et
2021). Authentic leaders gain their followetust and respect through open and honest

communication and their willingness to display and act on emotion; they build lasting
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relationships by leading from their true selves (Ciftci, 2020; Giorddulbigan &
Eckardt, 2019).

BalancedProcessing.Finally, balanced processing is described as the
willingness to |isten to othersé input and
information before making decisions (Avolio et al., 2004; Kleynhams ,€2021). As
Ciftci (2020) note, decisionmaking is the most important act a leader undertakes;

Crawford (2020) and Giordardulligan andEckardt (2019) notét hat aut hent i c
decisions are made with the intent of benefitting all, not the self.

Authentic leaders consider multiple perspectives when making decisions; they
often seek out advice and include followers in the decigiaking process. Authentic
leaders use logic, intuition, and emotion in their decisi@king, allowing them to guide
their actions. Importantly, it is this attribute that garners trust with followers; when their
input is requested, considered, and acted upon, they gain trust in theis (€aftier
2020).

Additional Outcomes of Authentic Leadership

Research by Laguna &t (2019) showdthat the greater the perceived
authenticity of the leader, the greater employee innovation and engagement in the
workplace through positive emotions, psychological capital, affective commitment, and
job resourcefulnes3 heir research cdinmed earlier findings that showedithentic
leadershideadng to increased meaning and significance at work (Gardner et al., 2005).

Research by Braun and Peus @0dhowedauthentic leadershiip be positively
related to followersodo | obilfgebdlance padialy i on and

mediates the relationship between job satisfactioraaititentic leadershifspecifically,
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authentic leadershiicreases follower perceptiosof le a d e r 3$life balamae,k
which in turn is associated with positive perceptions of their own'iditglbalance and
is related to higher job satisfaction.

Research by Gojr¥bierowska (202) showedauthentic leadershias a partial
mediator fortheimpacdt f | eader psychol ogical <capital
positive state of psychological development on follower PsyCap. The four characteristics
of PsyCajp hope, seHefficacy, optimism, and resilientyhelp leades betterunderstand
themselves and theimpact on followers. This allows them to show their authentic self,
display balance in decisions, and act within their moral perspective. The same research
revealed the direct impact afithentic leadershipn f ol | ower Psy-Cap:
awarenesdransparency, expression of thoughts and feelings, and strong values help to
i ncrease the followerés PsyCap.

Authentic Leadership and Nursing

Nurse leaders hold one of the most vital positiortsealth car€Catton, 2020),
positively influencing the widkplace through clear communication, earnest partnership
with followers, andauthentic leadershigHall et al., 2022; King et al., 2022).uthentic
leadershiphas been linked to a healthy work environmeritealth cardacilities
(Alexander & Lopez, 20185iordaneMulligan & Eckardt, 2019; King et al., 2022; Raso
et al., 2021) and has been included as a standard inAhe I ensdel of care with its
focus on patient safety, clinical outcomes, and staff recruitment and retention (AACN
2016). Alilyyani et al (2018) and Kida et al. (2@ statedthatauthentic leadershiig

rooted in the same humanistic values as nursingaansuch, promotes work

t

(
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environments based on respect, trust, and
shared decisiomakingand cooperation.

GiordaneMulligan andEckardt (2019) noted that nurse leaders help to create a
positive work environment through attributes of caring, ethical values, and balanced
decisionmaking. King et al. (2022) discussed the positive impatitentt leadership
has on staff nur ses 0 -beingartthew studyl of workpdlacewo r k p | a
conditions during the glob&OVID-19 pandemic, Raso et al. (2021) revealed that
authentic leadershiig significantly and positively related to a healthy kmace even in
the midst of turmoil. Shirey et al. (2019) ndthatauthentic leadershiig essential in
creating effective collaborative work teams dedicated to improved patient care and
outcomes. Skilled leaders are necessary to maintain a healthy work environment,
facilitate greater employee retention and engagement, and preserve aéient c
(Alilyyani et al., 2018; Giordandulligan & Eckardt, 2019; Warden et al., 2021).

Research by Labrague et al. (2021) indid#lbatauthentic leadershiis linked to
both increased quality of care and decreased adverse patient events, including patient
falls, medication errors, pressure ulcers, hospitgjuired infections, and patient and
family complaints. Further, they reported a significant relationship beteugentic
leadershipnd nur ses6é safety actions icinarset hat t he
leadership, the greater implementation of nurse safety actions, reducing adverse patient
events. Liu et al. (2018) noted ttatthentic leadershipncr eases empl oyees o
motivation, impacting their work safety behaviors. Alilyyani et ab1@) reported
authentic leadershifp be significantly related to reduced uncertainty in the workplace

and to increased psychological safety. Boamah (20189l tidé leadership is a critical
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factor in patient safety arttealth careeform as well as forrganizational change.
Research has shovaithentic leadershitm be effective in creating healthy work
environments, facilitating organizational change, and positively contributing to
organizational outcomes (King et al., 20B2;Lee et al., 2019).
Alexarder and Lopez (2018) noted that healthy work environments are necessary
for health caresettings as they contribute to patient care and quality outcomes, positive
workplace culture, nurse retention, anddical erroreduction. They defined the four
themesof authentic leadershias related to nursingelfawareness of both the private
and professional selbalanced processir{eing operhearted, releasing control, trusting
the process, and taking rigkgansparencylimiting exposure through honestgtegrity,
and trus), and moral leadershfip ne 6 s nur $.i ng compass
Al exander an deséacipietztidedehédvdre duBsé leaders engage in
to help create healthy workplace environments identifiedasedfreness as one of the
most imperative faares of an effective leader, divided into two categories: the private
self and the professional. The private sel
and weaknesses, values, and the courage to lead, while the professional self understands
0 n eindpact on others. They natéhat more than being open to different opinions,
balanced processing involves listening and actively seeking opposing opinions in
decisionmaking. Transparency signifies the hard work of developing trusting
relationships, and mur a | | eadership defines oneds ethi
best outcomes for patients and(Alexandes&s whi |

Lopez, 2018)
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In developng the ANLQ, GiordaneMulligan and Eckardt (2019entifiedthe
three castructs of authentic nurse leadershgintegrity, transparency, and altruism.
Theseconstructsn turn encompass the key featuresothentic leadershigelf
awareness, relational transparency/integrality, moral and ethical perspective, and
balanced pocessing/shared decisiomaking.GiordaneMulligan and Eckardt added
caring to the listdefined as compassion, empathy, awareness of needs of self and others,
and selflessness. Integrity encompassesasaireness and moral perspective; it speaks
ofthel eader sé6 honesty and motivation and | ead
commitment, job satisfaction,andwbllei ng. Tr ansparency is def |
relational transparency and shared decisiaking They work diligently to build value
based relabnships with their followers and value follower inputs. Altruism denotes
| e ader sigsto seegoalsdorbenefit the whole, rather than the self. Authentic nurse
leaders act for the good of others without the need for personal gain or reward (Giordano
Mulligan & Eckardt, 2019).
Authentic Leaders and Social Exchange Theory

Research by Kida et al. (20Rindicated that social capital, defined as social
relationships and networks in the workplasesignificantly related tauthentic
leadershipSocial capital defines relationships built through reciprocity and trust. They
are beneficial to both leader and follower, enhancing work performance, job satisfaction,
organizational commitment, and work engagement, as well as influencinguburn
Moreover, social capital is related to greater employee and patient health outcomes,
including patient safety, quality of care, unit effectiveness, and risk management

behaviors (Kida et al., 202
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Authentic leaders encourage follower cooperationugh the bond they create
from their own actions and behaviors (Ciftci, 2020). Authentic leaders form relationships
characterized by change, common values, and shared goals; followers discover their true
selves, while at the same time internalizing thei@aland beliefs of the leader (Ciftci,
2020). Research has shown the attributemutientic leadershi represent the
necessary qualities of a good social exchange relationship (Kleynhans et al., 2021).
Aut hentic | eader s i nfdbogididentdication, helpingttems 6 per
understand who they are, and the values, beliefs, and goals they hold. This leads to
greater follower engagement, satisfaction, motivation, and loyalty, and improved work
and performance outcomes (Avolio et al., 200&lumbwa et al., 2008 uthentic
| eadersodé integrity of action, honesty in w
empowerment and inclusivity encourages reciprocity of behavior. Authentic leaders
acknowl edge and even des,hapmdthem tomiscbverltheio we r s 6
own set of values and beliefs, while at the same time, directing followers' behavior for the
good of the organization (Ciftci, 2020).

Ciftci (2020) note thatauthentic leadershpan change the organi
culture with its focus on values, ethics, the betterment of others, and a consistent drive to
di scover and act as oneds true self. Trust
actions (Ciftci, 2020). Flavian et al. (20189atedthat when employedsust their leader,
they have confidence in their actions, knowing the leader has their best interest at heart. It
is the |l eadersd6 responsibility to create a
safe and secure in their work and workplace (Kleyshet al., 2021). Trust is formed

through open communication, support, a | ea
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fair treatment between leader and follower. Additionally, when followers trust their
leadersthey increase effort and performand@thentic leaders build trust when they act
in accordance with their values, engage in open and honest communication, encourage
diverse perspectives, and strive for relational authentaitthentic leadershigevelops
as the relationship between leadad follower becomes more authentic (Ciftci, 2020;
Kleynhans et al., 2021; Laguna et al., 2019).
Social Exchange Theory, Authentic Leadership, and Leadéember Exchange

SET provides a theoretical framework for LMX, which is indicative of the quality
of the relationshipbetween leadsrand followers (Porter, 2018). LMX relationships are
formed through an exchange of resources such as quality leadership and job performance;
they are characterized by greater information exchange, trust, support, commitment,
loyalty, liking, and respect (Aggarwal et al., 2020; Kleynhans et al., 2021). SET suggests
that the greater commitment nurses show to their supervisors, the greater resources for
tasks and personal development they receive (Huyghebaert et al., 2019).

Biblical Foundations of the Study

Central to leadership is personal integrity, defined as principled, honest, and
trustworthy, and which denotes an inabilit
responsibilites (Grahek et al., 2010). Authentic leaders lead witagrity, from
internalized morals and values that guide their actions and behaviors (Ciftci, 2020;
Hughes, 2018) . I n Psalm 78: 72 we read that
Samuel 13:14; Acts 13:22), alrddw lhterratiofab | | owe
Version 1978/2011). In thdmerican Nurses Code of Ethi@015), Fowler stated,

APreservation of integrity as a duty to se
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one holds dear, bot h p eAutkeatic leddersawaldin pr of es s i
integrity, keeping their values at the center of their leadership.

Authentic leaders lead to empower dadlo soin the best interest of others
(Crawford et al ., 2020) . Mi cah 6: 8phandt at es
to walk humbly with [od4rfto@GmdadwhubketBhifldb
from selfish ambition or conceit, but in humility count others more significant than
[our]selves. Let each of [us] look not only to [our] own interests, but al$etmterests
of others. o0 Aut hent i c -beingafdheirfadlowars; Giordarov e st e d
Mulligan and Eckardt (2019) nate¢hat authentic leaders seek to empower their followers
and focus on goals that benefit others, withoutgeih or pesonal reward.

Authentic leadeyseek to build true relationship with their followers (Giordano
Mulligan & Eckardt, 2019). First Thessalonians 5:11 commands us to encourage and
strengthen each other, while 1 Tve,mothy 4:1
faith, EnglishfStandard Wesio001/2016). Ephesians 4:2 instructs us to act
Ain humility and gentleness, with patience
Ephesians 4:32 instructs us to be kind, gracious, and forgiving towses oAs servants
of Christ seeking to lead authentically, we must work at developing true relationship with
others, leading in love and with kindness, with the goal of encouraging and strengthening
our followers. As Christians, we can show the love ofiséisrough both our actions and
our leadership.

Romans 12:8 instructs us to take the calling of leadership seriously. As faith
leaders, we are commanded to be influences of-ighg and holiness, glorifying the

Lor d: Hebr ews 13:hlo8n oirnasbtlryu citns aulsl ttoh ifinagcst, 0
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commands that we act in a way that glorifies the Lord. Integrity is of utmost importance
to leading authentically (Hughes, 2018).

Hughes (2018) notkthatscripture guides our character deddership
development. Jesus provides an example of leading authentically in Jof298r&&ing
the He acts not of His own accord, but under the authority and guidance of the Father.
Throughout the Gospels, Jesus shows us through His actions tharétenep the
Father, He is accountable to the Father, and He acts to please the Father. As Christians,
and as leaders, we are given the honor, and the responsibility, of representing our Savior.

Summary

Chapter 2 provided a comprehensive literature revietveoconstructs gbb
embeddednesturnover intentionandauthentic leadershignd made the case for
designating thauthentic leadershipehaviors necessary to incregse embeddedness
and reduceurnover intentioramong RNsJob embeddedness defned as the
psychological, social, and financial factors that influence wheatlid@ridualsstay with
their jols or leave (Halvorsen et al., 202Turnover intentions defined as the
psychological and behavioral (Chenetat to | ea
2018), and reflects the attitude of the employee toward the organizatiorH@d@,
2018).Authentic leadershiptems from positive psychology and is defined as a relational
leadership style leading to greater sekfareness and individualayvth (Luthans &
Avolio, 2003; Walumbwa et al., 2008). The five factorsothentic leadershigre self
awareness, internalized moral perspective/moral ethical cquedggonship

transparency/integralityshared decisiomaking/balanced processirggd caring.
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Chapter 3 provides an overview of ttedyprocedures, including recruitment
methodsdemographic information of participantastruments useaperationalization
of variables statistical methods employgeahd a list of delimitations, assungis, and

limitations.
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CHAPTER 3: RESEARCH METHOD
Overview

Chapter 3 presents a summary ofshelyprocedures. ParticipantgeereRNs
who hal worked for at least 1 year in their posittcand whodid notserve as nurse
leades. In addition to collecting demographic data, instruments wsedCrossley et
al . o0s (20t0e7n) Gleovbeanl Scal e of Job EHemeddedne
TurnoverintentionScale6, and GiordaneMu | | i gan and Eckardtdés (2
Multiple regresion analysisusingBaraand Kenny 6s HBRY®6)Y steps &
PROCESSnodel (2009wasconductedo analyze the relationship betwgeh
embeddednesturnover intentiorandauthentic leadershifNext, hierarchical multiple
regression &sused to test fosignificant direct effect of the five characteristics of
authentic leadershipself-awareness; internalized moral perspective, identified as moral
ethical courage in Giordardulligan and Eckardf2019; relationship transparency,
identified as relationsp integrality; shared decisiemaking/balanced processing; and
caring in the relationship betwegab embeddednessdturnover intention

Research Questions and Hypotheses

RQ1: Does authentic leadership mediate the relationship between job
embeddednesand turnover intent in nursing professionals, such that greater perceptions
of authentic nurse leader behaviors lead to greater job embeddedness?

Hol: Authentic leadershipill not mediate the relationship betweiein
embeddednesand turnover intent in nursing professionals.

Hal: Authentic leadershiwill mediate the relationship betwegib

embeddednesand turnover intent in nursing professionals.
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RQ2: Doauthentic leadshipbehaviors predict job embeddedness in nursing
professionals?

Ho2: Authentic leader behaviors do not predict increases in job embeddedness in
nursing professionals.

Ha2: Authentic leader behaviors do predict increases in job embeddedness in
nursingprofessionals.

RQ3: Doauthentic leadershipehaviors predict turnover intent in nursing
professionals?

Ho3: Authentic leader behaviors do not predict decreases in turnover intent in
nursing professionals.

Ha3: Authentic leader behaviors do predict decgsas turnover intent in nursing
professionals.

Research Design

This study used a quantitative cresectional design to assess the direct
relationship between the predictor varialphd, embeddednesand the criterion variable,
turnover intentionas well as the indirect relationshipjob embeddedness turnover
intentionas mediated bguthentic leadershifhe relationship between the five factors
of authentic leadershignd their relationship witfob embeddednessdturnover
intentionwas also assessed via hierarchical multiple regression to predict whineh of t
five components cduthentic leadershimpactsjob embeddednessdturnover
intention

A survey was an appropriate choice for this type of research. Ponto (201b) note

thatsurveys are useftibr quickly obtainng information from a large populatiowith
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proper recruitment and sufficient sample size, surveys can provide information
representative of the population of interest. Further, surveys are easy to use and interpret,
allow for a vast variety of data collection methods, and ovarell usefuland valid
resource in the exploration of the variables and their constructs (Ponto, 2015).
Participants

Participants for this study were recruited from a representative sample chosen via
online nursing support groups found sotial medidi.e., Facebook, LinkedIn, efcand
from SurveyMonke.yoSur rAwuedyi Monnckee ypGasn eAudi ence ¢
researchers with participants who are vetted and meet the necessary requirements.
Institutionalreviewboard approval from Liberty University was gradton February 9,
2023. As this research focused on nurgaigembeddednessdturnover intention
participants were limited to futime nursing professionals with a minimum d-gear
degree (RN, BSN, MSN) who had worked with their organization fomamum of 1
year. As the research concermeatseleadership stylg those who served as nurse
leades or who had served as a nurse leader within the previous 2 years were not eligible
to take the surveys. Licensed practical nurses and nuesevedde ao not eligible as the
assumptiorwasthey hal not invested the amount of time necessary to attain the title of
RN, and as suchould be less invested and embedded in the profession overall.

A power analysis using G*Power version 3.1.@dul et al.2007) was sed to
calculate the necessary sample size for a multiple regression, fixed RodieVjation
from zero. An effect size of 0.15,pa< .05 error, a .8 power, and seven predictors were

used to calculate the sample size. The sample size needbid &tudy was calculated as
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103. However, researchers often recommend minimum sample sizes of 200 for sufficient
robustness of interpretation (Boomsma & Hoogland, 2001).
Study Procedures

Participants were recruited throughcebook, LinkedIn, and SurveyMonké&yhe
survey remained open until the minimum sample size of 200 was obtained. After first
obtaining demographic information, participants were asked to respond to three survey
instruments: GiordaneMu | | i gan and ANt Erosdleydts @OR7)EL9 )
Gl obal Measure of Job EmbeddednommScale6. and Co
Mul tiple regression analysis usig(a09Bar on a
PROCESSnodelevaluate both the direct relationship betwejpt embeddedness
predictor variable antlirnover intentioras criterion variablandthe indirect relationship
betweerjob embeddednessdturnover intentioras mediated bguthentic leadership
Hierarchical multiple regressiowas used to analyzehich of the fivecomponents of
authentic leadershipredict changes ijopb embeddednessdturnover intention

Demographiaatagathered prior to the study included age, gender, degree held,
years in practiceand time in current positiorseeAppendix Afor the questionnaire
used

Instrumentation and Measurement

Authentic Nurse Leadership Questionnaire

The ANLQ was developed by Giordaiulligan and Eckardt (2019) to assess
staff perceptions of authentic serleadership behaviors and to validateatihentic
nurse leadershiframework for nurses (Giordaridulligan & Eckardt, 2019; Raso et al.,

2020). GiordaneMu | | it gan and Eckardt used Avolio et
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Questionnaire, the Utrecht WoEngagement Scale, and the Areas of Life Scale to
validate their instrument, which has an in
alpha for subscales were .87 for smifareness, .82 for moral ethical courage, .92 for
relational integrality, .92 foshared decision making, and .91 for caring.
The ANLQisused to measure clinicaldnurseso j
authentic behaviors. The ANLQ is gbint, 23item Likerttype scale (0 :never 4 =all
of the timé that measures the five key attributes of authentic nurse leadership identified
by GiordaneMulligan and Eckard2019) selfawareness, moral ethicalwwage,
relational integrality, shared decistomaking, and caring. A copy of the permission letter
to use the ANLQ is attached this studyas Appendix B. The ANLQ and scoring guide
can be found in Appendix C.
Global Measure of Job Embeddedness
While sone instruments measuripgb embeddednes®nsideronthejob
embeddedness and «ffejob embeddedness as two separate factors @asingthe
singul ar constr uc tGlobalVeaswesolokBmbeeldednass . 6 s (200
assesses overall embeddedness kygsnore general questions, which allows
measuringhe entire construct with fewer questions. While it has been noted ttia¢-on
job and offthe-job embeddedness are indeed two different factors and share differential
relationships witlturnover intentio (Jiang et al., 2012; Zhang et al., 2)lhe present
studyd aim was taunderstand only othe-job embeddedness durnover intention
Therefore, this instrumemtassufficient.
Questions i n Cross|l eyfdeelataghbddtiia i nstr ume

organizatior filt would be difficult for me to leave this organizatioiil 6 m t oo caugh
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up in this organization to leavHjl feel tied to this organizationfil simply could not
leave the organization that | work foflt would be easy for me teave this
organizatiom (reverse scored), aritl am tightly connected to this organizatioithe
seven items are measured dirpoint Likerttype scale ranging from=strongly
disagreeto 5= strongly agree

Convergent validity was assessed betwéerglobal scale and organizational
embeddedness € .67) and community embeddedness (34), indicating
organizational factors impatirnover intentiorto a greater extent. Exploratory factor
analysis of global and facet measures of job embeddedabssatjsfaction, affective and
continuance commitment, perceived job alternatives, and intention to quit was used to
test discriminant validity. Items from the job embeddedness facets loaded onto six
factors; the global job embeddedness items formed arfdistinct from all other
measures, providing evidence of discriminant validity. Further analysis revealed global
job embeddedness predicinique variance in intentions to quit, over and above
affective, continuance, and normative commitment, job satiefg perceived
alternatives, and organizational commitment (Crossley et al., 2007).

Crossley et al.o6s (2007) Gl obal Measur e
domain and freely available for use for research. A copy of theisdal&ppendix D.
Turnover Intention Scale6

Based on Mobl ey et tuwnbverGngentionth®TarBover def i ni t
IntentionScale6 comprisa three itemsfil think about leaving the organizatioril am
actively searching for an alternative to the organizatiandfiAs soon as it is possible, |

wi || | eave the organi z atSipanbLikérttypelsealei t e ms ar
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ranging from 1= strongly agredo 5= strongly disagregwith higher scores indicating
weaker turnover intent (Cohen, 1999). ThenoverlntentionScale6 measures three
di fferent dimensions of turnover; Cronbach
organization (Cohen, 1999). In a longitudinal stodyntent to leave and then actual
turnover, Bothma and Roodt (2013) found evidenceitdreon validity and reliability of
the instrument (Cronbachos alpha .80).

Co h e n 6 sTurfiovedlredhtjonScaleb is in the public domain and freely
available for use for research. A copy of the scale can be found in Appendix E.

Operationalization of Variables

Authentic leadershid@ An ordinal variable measured by the total scor¢hen
ANLQ.

Job embeddednesi An ordinal variable measured by the total scoréhen
Global Measure of Job Embeddedness.

Turnover intenti An ordinal varable measured by the total scoretiog
Turnover Intenbn Scale6.

Data Analysis

After analyzing demographic data, three distinct statistical analyses were
conductedFirst, the relationships betwegi embeddedness a predictor variable,
turnover inentionas a criterion variable, araithentic leadershigsa mediating variable
were assessed using Baron aRROCHBSSwdely 6s (198
(2009) for multiple regression (see Figure 1). While ordinal surveys were used in this
study, resarch shows that ordinal data with five or more categories can safely be

analyzed as continuous without harm to the data (Johnson & Creech, 1983; Norman,
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2010; Sullivan & Artino, 2013; Zumbo & Zimmerman, 1993). As such, multiple linear
regressiorwasthe aropriate statistic to use.

Figure 1

Hypothesized Relationship Between Job Embeddedness, Turnover Intention, and

Authentic Leadership

Authentic
Leadership
(Mediator)
Job Embeddedness | Turnover Intent
(X (Y)

There are four statistical assumptions to beimetder to use multiple linear
regressionkKrnst & Albers, 2017). The first, linearity, requires linear relationships
between independent variables and the dependent variable. Linearity is related to the
issue of multicollinearity, which requires an iesgion of correlation coefficients to
ascertain that variables are not highly correlated with each other. This is assessed by
interpreing a scatterplot and partial regression plot.

Next, the assumption of normality requires all residuals to be randoeriamg
to be normally distributed around zero. This is assessed by histograrmRugdt The
third assumption, independence of observations, states that residuals should not be
correlated. Values of 1.5 to 2.0 of the Durbifatson test indicate indepesrtte. The last

assumption, homoscedasticity of residuals, is also confirmed by scatterplot and requires
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equal variances for the residuals of each level of predictor variables (Ernst & Albers,
2017).

Mediation analysis is used to examine relationships araamigle range of
variables (Fairchild & McDaniel, 2013). The relationships betwekrembeddedness
andturnover intentionjob embeddednesmdauthentic leadershimndauthentic
leadershipandturnover intentiorwere evaluated and reported in a corfefatatrix,
which allows for easy interpretation of the data (Hatcher, 2013). As recommended by
Hayes (2009)theregressioranalysis was supplemented with bootstrapping to confirm
the indirect effect of the mediating variable on the criterion. MacKinhah ¢€2004) and
Williams andMacKinnon (2008) noted that bootstrapping, defined as replacement and
resampling of the sample, is a more valid and more powerful method for testing the
indirect effect of a mediating variable than regression analysis alone.

Next, hierarchical multiple regression was used to investitdive factorsof
authentic leadershiself-awareness, internalized moral perspective/moral ethical
courage, relational transparency/integrality, balanced processing/shared deeiking,
and caring) and their effect gab embeddedness order to explain which factorsave
greatest impact and incregeb embeddednesA hypothesized model of the

relationships between the five factors gmlol embeddedness shownin Figure 2.
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Hypothesized Impacif AuthenticLeadershipon Job Embeddedness
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Lastly, hierarchical multiplanalysiswasusedto evaluate the relationship
between the five factors alithentic leadershi@ndturnover intentiorto determine
which factor(s) most stromginfluence (decreaseyirnover intentionA hypothesized
model of the relationships between the five factorstarmbver intentions shownin

Figure 3.
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Figure 3

Hypothesized Impacif AuthenticLeadershipon Turnoverintention
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Delimitations, Assumptions, and Limitations
Delimitations were the inclusion of nurses witB-gear degree or higher (RN,
BSN, MSN), those who had worked in the sdrealth cardacility for at leastl year,
and those not currently or recently servinghasse leadex Those with less thanZayear
degree or currently or recently senyas nurse leadswere not eligible for the study.
Assumptions were that participants answered honestly. Limitations includealrtiesy

length (44 questions).
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Summary

Chagper 3 provided an overview of the research design, study procedures,
instruments used, and data analysis. The relationships bedwtwmtic leadershjjpob
embeddednesandturnover intentiorwere investigated, as were the effects of the five
factors ofauthentic leadershipn job embeddednessidauthentic leadershipn turnover
intention Participants were staff/floor nurses with a minimum 2fyeear degree, who
had worked in their facility for a minimum dafyear, and were not currently or recently
serving as a nurse leader. Participants were recruited via social media (i.e., Facebook and
Linkedln) and through SurveyMonkeyods Audi e
participants to pertinent studies. The ANLQ was used to measure perceptions of authentic
nur se | eadership behavior, Crossleyods (2007
measurgob embeddedness a nd C o hTaumadvernténtioBSEep to measure

turnover intentionChapter 4 provides an analysis of the research results.
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CHAPTER 4 RESULTS
Overview

This quantitative survey study examined the relationships betswebantic
leadershipjob embeddednesandturnover intentionspecifically whetheauthentic
leadershipmediated the relationship betwgeb embeddednesmdturnover intentionn
nursing professionals. In addition, this study sought to determine the spetifentic
leadershibehaviors that affegbb embeddednesmd those that impatiirnover
intention. Job embeddednes&ldresses the psychological and behavioral reasons people
stay with their jols; research has shown thatjals embeddednesscreasesturnover
intentiondecreasefHalvorsen et al., 2021). Proposed as the root component of a healthy
work environment in healtbare facilities (Raso et al., 202@)thentic leadershiglates
to employee welbeing and improved outcomes for nurses and patients (Gierdano
Mulligan & Eckardt, 2019; Raso et al., 202Uhis study used the ANLQ, the GlobabJo
Embeddedness Scale, and ThenoverintentionScale6 to better understand the
relationships betweeauthentic leadershjpob embeddednesandturnover intention

Research Questions and Hypotheses

RQ1: Does authentic leadership mediate the oelahip between job
embeddedness and turnover intent in nursing professionals, such that greater perceptions
of authentic nurse leader behaviors lead to greater job embeddedness?

Hol: Authentic leadershipill not mediate the relationship betweiein
embeddednesand turnover intent in nursing professionals.

Hal: Authentic leadershiwill mediate the relationship betwegib

embeddednesand turnover intent in nursing professionals.
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RQ2: Doauthentic leadshipbehaviors predict job embeddedness in nursing
professionals?

Ho2: Authentic leader behaviors do not predict increases in job embeddedness in
nursing professionals.

Ha2: Authentic leader behaviors do predict increases in job embeddedness in
nursingprofessionals.

RQ3: Doauthentic leadershipehaviors predict turnover intent in nursing
professionals?

Ho3: Authentic leader behaviors do not predict decreases in turnover intent in
nursing professionals.

Ha3: Authentic leader behaviors do predict decgsas turnover intent in nursing
professionals.

Descriptive Results

The ANLQ GiordaneMulligan & Eckardt, 2019, Cr ossl ey et al . 0:
Measure of Job E nforeoded @ahtioreSsake6 (1989), larein 6 s
demographic questions were comlgineto one questionnaire and distributed through
SurveyMonkey. Two hundred and sixtyree responses were receivédio hundred and
five (78%) were complete and used in the analysis.
Demographic Data

The nursing sample consisted of 181 fen{@8®&3%) and 24 male (11.7%)

respondents. See Table 1 for the sample demographics.



Table 1

Sample Demographig®l = 205)

Characteristic n %
Gender
Male 24 11.7
Female 181 88.3
Age range(in years)
18i 22 10 4.9
23129 37 18.0
30i 39 65 31.2
401 49 46 22.4
50i 59 25 12.2
60i 69 18 8.8
70+ 5 2.4
Highestdegreeheld
Registered nurse 85 41.5
Bachelor of science in nursing 86 42.0
Master of science in nursing 26 12.7
Doctor of nurse practice 8 3.9
Yearspracticed
2i5 54 26.3
61 9 34 16.6
10i 14 43 21.0
1519 23 11.2
20+ 51 24.9
Years incurrentposition
2i5 123 60.0
61 9 37 16.6
10i 14 16 21.0
15719 10 11.2
20+ 19 24.9

Note.Percentages do not add to 100% due to rounding.
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Table 2showsCr onbachdés al pha and the number
29 items in the ANLQ, 28 were used, resulting ir= .98. All three scales had good
internal consistency.
Table 2
Cr onbachos Aatheptic Bursk beadership uestionnaiGdobal bb

Embeddedness Scale, angrnoverintentionScale-6

Instrument Number ofitems Cronb@
Authentic Nurse Leadership Questionnaire 28 .98
Global Job Embeddedness Scale 7 .88
TurnoverintentionScale 6 3 91

Table 3showsthe correlation matrix of the variables used irsttudy, including
turnoverintent,authenticleadership, anppbb embeddednes&ducation, years in nursing
profession, and years in current position were added to the analysis to control for their
significane. Significant correlations were flagged between turnover intent and authentic
leadership, turnover intent and job embeddedness, authentic leadership and job
embeddedness, authentic leadership and education, authentic leadership and years in

current positon, and years in current position and years in nursing profession.
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Table 3

Summary of the Correlation Between Variables Measured in the Study

Measure Turnover Authentic Job Education Yearsin Yearsin
intention leadership embeddednes: nursing current
profession position
Turnover 1.000
intention
Authentic A37** 1.000
leadership
Job .538** .320** 1.000
embeddedness
Education .043 .148* .097 1.000
Years innursing 1.014 1.077 .003 101 1.000
profession
Years in current 71.028 1.119* .104 .017 .564** 1.000
position

*p<.05*p<.001
Regression Analyses

Three regression analyses were used in this study. The first was run to assess the
relationship betweejpb embeddednestirnover intentionandauthentic leadershias
mediator. The second and third regressions were used to assess the consiunticesiof
leadershipas predictors gbb embeddednesmdturnover intentionrespectively. To run
regression analyses, the following assumptions must be met: linearity, normality,
independence of errors, and homoscedasticity.
Regression 1: Analysis of Relatigship Betweerdob Embeddednesd urnover
I ntention, and Authentic Leadership

Table 4shows he assumptions for the first analysis and depicts a DWkaitson
of 1.56, indicating the assumption of independent emasmet. Figure 4s a histogram

of the standardized residual, indicating a reasonably normal distribution. The normal
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distributionwasconfirmed by the PP plotshownin Figure 5. The scatterplot in Figure 6
confirmedhomoscedasticity of the sample.
Table 4

Summary of Predictors of Turnover Intent

Variable i SE! W Tolerance  VIF Durbin
Watson
Constant .39 334
Job .61* .09 .29 .86 1.16 1.56
embeddedness
Authentic 42 .08 .46 .87 1.15
leadership
Education .07 .08 1.049 .96 1.04
Yearspracticed .04 .05 .05 .67 1.49
Years incurrent 1.06 .06 1.07 .66 1.52
position
*p < .001.

Significant correlatiortoefficients were flagged between turnover intent and job

embeddedness and turnover intent and authentic leadership.
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Figure 4

Histogram of the Standardized Residual

Dependent Variable: TIS_Total

Mean = 1.22E-16
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Figure 5

Pi P Plot of Regression Standardized Residual
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Scatterplot of Stentized Residual by Unstandardized Predicted Value

Studentized Residual

2.00000

00000

-2.00000

-4.00000

oo
° (] %0 =
° °
o4 ® oo °o°° o ¢
] o ]
(<] 00 LY %e ® %
o ® %% ) W@ o o % "’%e
. °o°°°o°°o° %‘*’0@% ° &
. e %o % ° e
o
% % © 0y e = o e oe
(=% ° 0o
P LIPS @ ° ) °
° e ] o °
o -
LI ° A
° )
) o

1.00000

2.00000

3.00000 4.00000 5.00000

Unstandardized Predicted Value

Regression 2: Analysis of Constructs Atithentic Leadershipon Job Embeddedness

Assumptions for Regression 2 were assessed using hierarchical multiple

regression. Correlations between the construcasithfentic leadershigndjob

embeddednesmeshownin Table 5. While all constructs alithentic leadershipere

highly correlated, allinearity statistics ofolerance and VIkeregreater than 0.10,

indicating sufficient independence of variables. Tald@&@ws tlerance, VIF, and a

Durbin-Watson of 2.16, indicating the assumption of independent emasmet. Figure

7 is a histogranof the standardized residual, indicating a normal distribution. The normal

distributionwasconfirmed by the PP plotshownin Figure 8. The scatterplot in Figure 9

confirmedhomoscedasticity of the sample.
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Table 5

Summary of the Correlation Betwede tConstructs outhenticLeadershipandJob

Embeddedness
Measure Job SA MEC RI SDM CA
embeddedness
Job embeddednes 1.000
SA .308* 1.000
MEC .308* .788* 1.000
RI 297* .766* .837* 1.000
SDM .280* .783* 791* .902*  1.000
CA .300* 129* 769* .886* .893* 1.000

Note.SA = selfawareness; MEC = moral ethical courage; RI = relational integrality;
SDM = shared decisiemaking; CA = caring.

*p <.001

Table 6

Summary of Collinearity and Independence of Observations

Variable Tolerance VIF Durbin Watson
SA 311 3.22 2.16
MEC 247 4.05
RI 128 7.83
SDM 133 7.50
CA 167 5.97

Note.SA = selfawareness; MEC = moral ethical courage; RI = relational integrality;

SDM = shared decisiemaking; CA = caring.
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Figure 7
Histogram of the Standardized Residual
Dependent Variable: JE_Total
Mean = -1.20E-16

40 Std. Dev, = 0.988
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Figure 8

Pi P Plot of Regression Standardized Residual

Dependent Variable: JE_Total
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Scatterplot of Studentized Residual by Unstandardized Predicted Value
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Regression 3: Analysis of Constructs Atithentic Leadershipon Turnover I ntention

Assumptions for Regression 3 were assessed hgngrchical multiple

regressionVariables were entered into the regression in the following csd#y:

awareness (SA), internalized moral perspective/moral ethical courage (MEC), relational

transparency/integrality (RI), balanced processing/shared deomikimg (SDM), and

caring (CA. Correlations between the constructsaathentic leadershigndturnover

intentionareshownin Table 7. While all constructs afuithentic leadershiwerehighly

correlated, collinearity statistics tflerance and VIkveregreater than 0.10, indicating

sufficient independence of variables, depicted in Table 8.

Additionally, Table &howsa DurbinrWatson of 1.61, indicating the assumption

of independent errosasmet. Figure 10s a histogram of the standardized residual,

indicating a fairly normal disibution. The normal distributiowasconfirmed by the PP
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plot shownin Figure 11. The scatterplot in Figure 12 conBahomoscedasticity of the

sample.
Table 7

Summary of the Correlation Between the ConstrucsitifenticLeadershipand

TurnoverlIntention

Measure Turnover SA MEC RI SDM CA
intention
Turnover 1.000
intention
SA .384* 1.000
MEC A429* .788* 1.000
RI A442* .7166* .837* 1.000
SDM .362* .783* .791* .902* 1.000
CA 406* 129* .769* .886* .893*  1.000

Note.Note.SA = seltawareness; MEC = moral ethical courage; RI = relational
integrality; SDM = shared decisianaking; CA = caring.

*p < .001
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Table 8

Summary of Collinearity and Independence of Observations

Variable Tolerance VIF Durbin Watson
SA 311 3.22 1.61
MEC 247 4.05
RI 128 7.83
SDM 133 7.50
CA 167 5.97

Note.SA = selfawareness; MEC = moral ethical courage; RI = relational integrality;

SDM = shared decisiemaking; CA = caring.

Figure 10

Histogram of the Standardizétesidual

Dependent Variable: TIS_Total

Mean = 8.05E-16
Std. Dev. = 0.988

40
N = 205
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Figure 11

Pi P Plot of Regression Standardized Residual

Dependent Variable: TIS_Total
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Figure 12

Scatterplot of Studentized Residual by Unstandardized Predicted Value
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Study Findings

Research Question 1

Research Questionwas,Doesauthentic leadership mediate the relationship
between job embeddedness and turnover intent in nursing professionals, such that greater
perceptions of authentic nurse leader behaviors lead to greater job embeddédeess?
hypotheses were:

Hol: Authentic l@adershipwill not mediate the relationship betweiein
embeddednesand turnover intent in nursing professionals.

Hal: Authentic leadershiwill mediate the relationship betwegrb
embeddednesand turnover intent in nursing professionals.

Usi ng SPSS 2(200%PRACEBSngdel,an&diation analysis was

conducted to understand the relationship betveeghentic leadershjjpob
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embeddednesandturnover intentionn nursing professional&\ge, gender, education,
years in nursing profession, and years in current position were added to the analysis to
control for their significance. Tableshowsthe model summary. The first step was to
assess the direct effectjob embeddedness turnoverintentionin the presence of
authentic leadershig he result was significajth = .60 [.44, .78 p < .001. The next step
was to regress the mediatatthentic leadershipnto the predictgob embeddedness

The result was significanb = .32 [.20, .4], p < .001. Step three was to regress the
outcome variablegiurnover intentionontoauthentic leadershifhe result was significant
b=.43[.26, .61]p < .001.

The analysis revealed a significant indirect effect of the impaatithfentic
leadershign the relationship betwegab embeddednessdturnover intentior(b = .14
[.07, .24],p < .001). Lastly, the total effect was significant; .74, [.58, 90]p < .001,
with 37% of the variability being explained by the model. A visual of the modblag/n

in Figure 13.
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Table 9
Analysis Depicting Relationship Betwekai Embeddednessnd Turnoverintentionas

Mediated byAuthenticLeadership

Relationship Total Direct effect Indirect Confidence interval
effect s Lower CI Upper CI

Job embeddedness .320* .198 443
authentic leadershij
(Path A)
Authentic leadershi 431* .258 .605
to turnover intentior
(Path B)
Job embeddedness .599* 438 .761
turnover intention
Job embeddedness .738* 577 .898

authentic leadershij
to turnoverintention

*p < .001.
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Figure 13
Relationship Betweelob Embeddednesand Turnoverintentionas Mediated by

AuthenticLeadership

e , N N
// Authentic Leadership )
b=.32,[.20, .44], p<.001 // \‘\\b = .43, [.26, .61], p < .001
S
/
S .
Job Embeddedness | — — Turnover Intent
b =.60, [.44, .76], p < .001
NoteTot al effect (c = px600l+ a*b) = 738, [ .58

Null hypothesis 1 was rejected, and the alternative hypothesis was accepted.
Research Question 2

Research QuestionW#as,Do authentic leadershipehaviors predict job
embeddedness in nursing professionals@ hypotheses were:

Ho2: Authentic leader behaviors do not predict increases in job embeddedness in
nursing professionals.

Ha2: Authentic leader behaviors do predict increases in job embeelseth
nursing professionals.

Hierarchical multiple regression was used to assess the relationship bgtween
embeddednesand the five constructs aiithentic leadershiA, MEC, RI, SDM, and

CA. The full model of SA, MEC, RI, SDM, and CA was statialiig significant,R? =
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.113,F(5, 199) = 5.076p < .001,adjusted?? = .091. All variables (SA, MEC, RI, SDM,
CA) significantly contributd to the model by themselves. The majority of the variance
(R?=.095) appeared in Model 1; furthermore, #agiance did not change dependent
upon which variable was run first the regression analysi®f note, SDM correlated to
bothjob embeddednessd the other variables, however, its additi@hribt add
additional variance to the model once other vargWierecontrolled for. This occurs due
to collinearity between predictor variables (Tomaschek et al., 2818)mmary of the
resultsis shownin Table 10.

Table 10

Summary of Full Model of Job Embeddedness and Constructghadric Leadership

Model j W R? AdjustedR? F
1 181 159 .095 .090 21.269*
2 124 121 .106 .097 12.002*
3 .033 .034 .108 .094 8.095*
4 1.126 1.126 .108 .090 6.058*
5 161 174 113 .091 5.076*

Note.Model 1constantselfawareness (SAModel 2constant SA, moral ethical
courage MEC); Model 3constantSA, MEC, relational integrality Rl); Model 4
constantSA, MEC, Rl,shared decisiomaking SDM); Model 5constantSA, MEC,
RI, SDM, CA.Dependent variablgob embeddedness
* p<.001.

Null hypothesis 2 warejected, and the alternative hypothesis was accepted.
Research Question 3

Research Question8as,Do authentic leadershipehaviors predict turnover

intent in nursing professional3he hypotheses were as follows:
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Ho3: Authentic leadebehaviors do not predict decreases in turnover intent in
nursing professionals.

Ha3: Authentic leader behaviors do predict decreases in turnover intent in nursing
professionals.

Hierarchical multiple regression was used to assess the relationship between
turnover intentiorand the fiveauthentic leadershiponstructs: SA, MEC, RI, SDM, and
CA. The full model of SA, MEC, RI, SDM, and CA was statistically significéft:
.227,F(5, 199) = 11.685)p < .001,adjusted?? = .207. All variables (SA, MEC, RI,

SDM, CA) significantly contributd to the model by themselves.

The majority of the variancdR{ = .149) appeared in Model 1; as with the
previous analysis, the variance did not change dependent upon which variable was run
first in the regression analysi&gain, SDM showed high collinearity with the model. A

summary of the resulis presented in Table 11.



76

Table 11

Summary of Full Model of Turnover Intent and ConstrucudtfienticLeadership

Model j W R? AdjustedR? F
1 .169 110 .148 143 35.124*
2 .236 172 190 181 23.617*
3 .502 .389 .208 .196 17.580*
4 1.500 1.373 221 .206 14.195*
5 .226 182 227 207 11.665*

Note.Model 1 constantelfawareness (SA); Model 2 constaBA, moral ethical
courage (MEC); Model 3 constar@8A, MEC, relational integrality (RI); Model 4
constantSA, MEC, RI, shared decisiemaking (SDM); Model 5 constarfA, MEC,
RI, SDM, CA.Dependent variabléurnover intention
*p < .001.

Null hypothesis 3 was rejected, and the alternative hypothesis was accepted.

Summary

This quantitative survey study examined the relationships betswebantic
leadershipjob embeddednesandturnover intentionspecifically whetheauthentic
leadershipmedated the relationship betwe@b embeddednesmdturnover intentionn
nursing professionals. In addition, this study sought to determine the spetifentic
leadershiehaviors that affegbb embeddednessd those thaffectturnover
intention This study used the ANLQ, the Global Job Embeddedness Scale, and the
Turnover Intention Scal6 to better understand the relationships betwaéhentic
leadershipjob embeddednesandturnover intentionA summary of the results is

providednext
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ResearclQuestion 1 asked whether authentic leadership mediates the relationship
between job embeddedness and turnover intent. Three regression analyses were used to
evaluate the relationship. The first analysis tested the direct effgots @beddednss
onturnover intentionthe secondestedob embeddedness authentic leadershjand
the thirdtestedjob embeddednessdauthentic leadershipn turnover intentionThe
indirect effects ofob embeddednesmdauthentic leadershiyere significantb = .14
[.07, .24],p < .001. The total effect was .74 [.580], p < .001, with 3% of the
variability being explained by the model. The null hypothesis was rejected, and the
alternative was accepted.

The second research questiontddswvith hierarchical regression analysis, asked
whetherauthentic leadershipehaviors predict job embeddedness in nursing
professionals. Correlation analysis indicated that all five constf8&sMEC, RI, SDM,
and CA)were positively related to job emtdedness. Hierarchical analysiewedhat
the full model was significant, indicating treathentic leadershipehaviors do predict
job embeddednes$he null hypothesis was rejected, and the alternative was accepted.

The third research question, testeith hierarchical regression analysis, asked
whetherauthentic leadershipehaviors predict turnover intent in nursing professionals.
The full model was significant, indicating thethentic leadershipehaviors do predict
turnover intentionThe null hyothesis was rejected, and the alternative was accepted.

Chapter 4 provided an overview of the results. Chapter 5 summarizes the results,

conclusions, and recommendations of the study.



78

CHAPTER 5: DISCUSSION
Overview

Turnover rates in the nursing professhave increased exponentially, particularly
since the ©OVID-19 pandemicNSI Nursing Solutios, 2022). Job embeddedness is a
framework of retention that describes why employees stay in theirAoltisentic
leaderships the reciprocal process of leadership and followership based on categories of
selfawareness, relational transparency, internalized moral perspective, balanced
processing (Ciftci, 2020), and caring (Giordavialligan & Eckart, 2019).

This quantitative teidy aimed to examine the relationships betweagthentic
leadershipjob embeddednesandturnover intentionspecifically whetheauthentic
leadershipmediated the relationship betwgeb embeddednessdturnover intention
Additionally, this study saght to explore the relationships between the five components
of authentic leadershignd their effects ojpb embeddednessmdturnover intention
Multiple regressiowasused to examine these relationships. In addition to demographic
guestions, instrumes used to gather data included the ANIG)ofdaneMulligan &

Eckardt, 201y, Crossl ey et al.od6s (2007) Global M €
C 0 h e(h96% Turnover Intention Scak Two hundred and sixtthree total responses

were received via SurveyMéey. Of the 263, 205 were complete and used in the

analysis.

The following chapter begins with a sum
discussing the findings and their significance. Limitations of the research are discussed,
and recommendations for fuaresearch are made. The chapter ends with a summary of

the key results and implications of the study.
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Summary of Findings

This study first looked at whether authentic leadership mediates the relationship

between job embeddedness and turnover intentrBarand Kenny 6s (1986)

medi ati on an aPROSESSnodehwere tibadytceasséss dnalysis
results. Results indicated thaithentic leadershipartially mediatd therelationship and
explairedthe process by whigoeb embeddednessdturnover intentiorare related. The
total modelwasresponsible for 3% of the variance in the relationship betwgamn
embeddednesandturnover intentionThe first null hypothesis was rejected and the
alternative accepted.

Next, the five components afihentic leadershigselfawareness, internalized
moral perspective/moral ethical courage, relational transparency/integrality, balanced
processing/shared decisiomaking, and caring) were investigated to see which, if any,
significantly impacédjob embeddéness Hierarchical regression analysis indicated that
the five behaviors as a whole impadjob embeddednessexplaining 11.3% of the
variance. Although shared decisioraking was significantly and positively correlated
with job embeddednesi did not cause an increase in variance when all other variables
were held constant. This indicdtligh collinearity with at least one other variable.

Lastly, the five components afithentic leadershiwere investigated to
determine which, if any, significagtimpactedurnover intentionHierarchical
regression analysis indicated all five varialdsstatistically significant, although again,

shared decisiomaking had a negativeetavalue, indicating high collinearity with

another variable. Remong shareddecisionma ki ng di d not | mprove

the data.

t
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Discussion of Findings

Authentic leadership is a relational leadership style that results in deeper self
awareness, positive workplace behaviors, and greater development of employees
(Luthans &Avolio, 2003; Walumbwa et al., 2008). Proposed as the root component of a
healthy work environment ihealth carédacilities, authentic leadershiig integral in
creating positive outcomes for both nurse employees and patients (Cummings et al.,
2021; Raset al., 2020). The purpose of this research was to investigate the link between
authentic leadershjjob embeddednesandturnover intention
Job Embeddedness

ResearclQuestion 1 supported recent reseaslsbhwinga significant negative
relationship betwen job embeddedness and turnover intent such tiat as
embeddednesacreasesturnover intentiordecreases (Halvorsen et al., 2021; Rahimnia
et al., 2021)Job embeddednesmncompasses the fit, links, and sacrifices that cause
peopleto stay in their [aces of work andincludes things such as similarity of goals and
values and compatibility with the organization (Gibbs & Duke, 2021; Singh et al., 2021),
the quality of the supervisioemployee relationship (Dechawatanapaisal, 2018;
Halvorsen et al., 2021and relationshpwith colleagues (Chan et al., 2019).

ResearclQuestion 2 supported evidence that four constructatifentic
leadershifselfawareness, internalized moral perspective/moral ethical courage,
relational transparency/integrality, and caringhcause a significant increasejai
embeddednesalthough shared decisiemaking is significantly related job
embeddednesg neither increasenor decreaskthe measure of variancéhe four

constructs oauthentic leadershifinat cause an increase ijob embeddednesgereself-
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awareness, moral ethical courage, relational integrality, and caring. Shared decision
making was sigificant and contributed to the model but did not increase or cause a
change in the outcome.

Selfawareness is defined as how individyagrceive themselves and an
understanding of how others perceive them (Ciftci, 2020)-&edfreness denotes how
anungér standing of oneds own behaviors, strert
influence others (Ciftci, 2020; Crawford et al., 2020). Internalized moral perspective
signifies the inherent beliefs and values
(Ciftci, 2020); a strong moral perspective allows the leader to serve as a role model,
influencing others (Hattke & Hattke, 2019)eltional integrality is defined by open and
genuine thoughts, feelings and emotions from leader to employee (Avolio et al., 2004;
Ciftci, 2020; Crawford et al., 2020), an open exchange of ideas (Gardner et al., 2021),
and open and honest communication with their followers (Ciftci, 2020; Giordano
Mulligan & Eckardt, 2019)Caring encompasses compassion, empathy, awareness of
needs, andelflessness from leader to the follower (Giorddhdligan & Eckardt, 2019).

Lastly, sharedlecisioamaking denotes the e a dwdlingdiess to listen to others
and their opinions and consider the best course of action for the whole (Crawford, 2020;
GiordaneMulligan & Eckardt, 2019). While shared decisioraking did notause a
significant increase in the variance of responses, it is significantly correlatejhvith
embeddednesand significantly affe@dthe regression model taken as a whole.

Turnover Intent
ResearclQuestion 3 addressed the relationship and predictive abilities of the five

constructs ofuthentic leadershipn turnover intentionAll five constructgpreviously
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described were significantly relatedttonover intentionHierarchical rgression analysis
indicated that all five constructgeresignificant and predieddturnover intentionShared
decisionmakingwasagain related tturnover intentiorandpredicedan increase in
variability of responses tiirnover intentionHowever, itsnegative beta value again
indicated high collinearity with another variable.

While all five constructs chuthentic leadershiwererelated taurnover
intention moral ethical courage € .442) and relational integrality € .429) carried the
strongest relationships. As previously discussed;asedireness indicates an awareness
not only ofbuwthedlss ® wnf stedw oneds values, pl
ot her s 6 b wefordet al.02028), whilé rekational integrality builds trust between
leader and follower through open and honest communication, support, encouragement,
and empathy (Ciftci, 2020; Crawford et al., 2020).

Theoretical Foundations of the Study

Conservation of Resources Theory

COR states that individuals are motivated to gain, maintain, and protect resources
related to themselves and their survival, including those related to goals, growth, and
development (Hobfoll, 1989; Hobfoll et al., 2018n&h et al., 2018)Job embeddedness
is considered as a type of abundance resdbatecan beccrued and invested for future
use against workplace stress (Treuren & Fein, 2018). Sapalort is both a resource
and antecedent gdb embeddednessid encmpasses perceived organizational,
supervisor, and peer support (Singh et al., 204&hentic leaders support, empower,
and care for their followers, inspiring trust and engendering relaticwsitip them

(Ciftci, 2020).
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All five constructs ofauthentideadershipwvere significantly related tmb
embeddednesSelfawareness and moral ethical courage had the strongest relationships
(r = .308 each)followed closely bycaring ¢ = .300) Seltawareness deribes not only
leades &wareness dhenselesbut also of how others perceive them and how their
behavios impact those around them (Ciftci, 2020). Moral ethical courage is defined by
the values and morals that gui desusetheir | eade
influence to help shape the f o lethicaMramewdik (Crawford et al., 2020).

Caring is defined as the compassion, empathy, selflessness, and awareness of needs from
leader to follower (Giordantulligan & Eckardt, 2019)This research adds to COReth
importance ofelationship in cultivatingob embeddedness a resource of abundance.

Social Exchange Theory

SET is based on cebenefit analysis: behaviors that are rewarded will be
repeated and reciprocated (Chernyddi & Rabenu, 2018; Coopdihoma & Morrison,
2018). SET serves as the framework for leafdiower interactions (Blau, 1964), which
in turn leads to greater trushdsuppot as well adetter working relationships
(Rahimnia et al., 2018RAuthentic leadershis described as a recipal process between
leader and followemuided by morals (Sidani & Rowe, 2018) and authenticity (Avolio et
al., 20@L. This behavior in turn inspires greater authenticity, trust, engagement, and
performance by follower (Avolio et al., 2005; Gardner et24119).

Biblical Foundations

Central to this study and tuthentic leadershiig the concept of personal

integrity. Authentic leaders lead with integrity in honesty and transparency of self (Ciftci,

2020) from values and morals that guide them (Cif2€120; Hughes, 201&hrough
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open and honest feelings (Crawford et al., 20R0)the benefit of others (Giordano
Mulligan & Eckardt, 20199and wi t h an awareness and car e
(GiordaneMulligan & Eckardt, 2019). Authentic leaders seek to empower and embolden
their followers (Giordandviulligan & Eckardt, 2019). This is in direct compliance with
biblical teachings that command to encourage and strengthen each other (1
Thessalonians 5:11), to speak in love (1 Timothy 4:12b), and to act in humility,
preferring others before us (Ephesians 4:2). The true authentic leader seeks to develop
relationship with others, seeking to stréren and encourage them.

We are given several examples of authentic leadersisgipture. King David
provides an example of a leader who demonstratecaefenessnoral ethical courage,
relational integralitybalanced processing, and carifige Bodk of Psalms, the majority
of it authored by David, tells us of his heart. He wrote about his highs and lows, his
failures, and his hogeHe acknowledged his emotions without shame and made wise
decisions in spite of them. He publicly demonstrated bo#f,@s in the deaths of Saul
and Jonathan (2 Samuel 2:11), and rejoicing with dancing and shouts (2 Samuel 6:14). He
demonstrated a leader willing to listento othersas when he saved Naba
request of Nabal 6s w-B4,eanda léader \gha mdde dedsiorda mu e |
for the betterment of all (1 Samuel 30:28). Lastly, David raised up leaders (2 Samuel
23:1839), whom he guided with integrity of heart (Psalm 78:72)

Another example of authentic leadership is seen in Daniel, wbd §ton in his
beliefs and held on to his core values, both as a young man and as a leader. As a child, he
refused the kingds food and drink so as no

to speak less than the truth, as when he spoke boldlintpBelshazzar (Daniel 5:22
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24). When told he could not pray to his God, Daniel chose to boldly pray with his
windows open, even at the cost of certain death (D&hi€@aniel earned the trust of the
people and the king through his consistency of befhdfaction and was set over the
entire kingdom (Daniel 6:3).
Lastly, we are provided an example of one who learned authentic leadership
through adversity and despair. As a childsepldemonstrated both lack of self
awareness and of relational integsalit Knowi ng he was his fathet
about his dreams to his brothers and eventually was sold into slavery by them (Genesis
37:1836). Joseph developed as a leaden@midst of dopeless situations, as whiaa
was falsely accused of setlion (Genesis 37:20), when he was brought before Pharoah
to interpret his dream (Genesis 41:15), and when he had to face the bndib&esd
tried to destroy him as a child with mercy and grace (Genesisl&):Borek et al.
(2005)statedthat Joseplknew and understood that God used his despairing situations to
mold him into the person and leader he was created tlobeph developed into a leader
who displayed selawareness of his shortcomings and need for the Lord, who made fair
and wise decisiongnd who retained his integrity and his faith in God (Genesis 39:23).
Daniel knew who he was and what he believed, and he did not waver. He was led
by core values and an unshakeable faith. Joseph learned to listen to all sides, to make
wise decisions evein hard times, and to offer grace. David served with a heart of
integrity. He was not afraid to show emotion and was real with his followers in both the

bad times and the good. Each man displayed unshakeable faith thatlgmded
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Implications

Authenticleadership is a relational style of leadership (Luthans & Avolio, 2003;
Walumbwa et al., 2008). Ther e s e n tresudtd indidayedhat it is this relationship
that both increases job embeddedness and decreases turnover intent. While age, gender,
persomlity, felt obligations (Halvorsen et al., 2021), freedom over work hours (Chan et
al., 2019), organizational rewards, growth opportunities, procedural justice, and
perceived organizational support (Nguyen et al., 2017) have been identified as
antecedentt job embeddedneste pr es ent spropoddheredationshigs di ng s
between leadsrand followes as additional antecedeb job embeddedness.

Identifying and strengthening other leaders is a tehatithentic leadership
(Ciftci, 2020).Headley (2021¥tatedthat authentic leaders are not born, they are
developedMoreover,George et al. (200 foted that authentic leaders are those who
purposefully exert their influence, whether they have the aditinot.

Authentic leaders practice leading well. Thayderstand their own purpose and
push others to find theirs; they challenge followers and encourage them to mature.
GiordaneMulligan and Eckardt (2019) statéhat nurse leaders act with integrigye
guided by moral ethical courage, and hold tight to their values even under ptessure
display leadershipAuthentic kaders are those who are open to ideas, can communicate,
and who makéhe best decisions under the circumstances. In order to giemeremust
mindfully practice the arts of listening, encouraging, and conrggatihile George et al.
(2007) notd it is imperative they maintain a strong support team to stay balanced and

effective.
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Can authentic leadership be taugBebrge et al. (2007)oted that one cannot
become an authentic | eader by imitating an
Headley (2021) postthat it is through adversity and experience that authentic leaders
emerge. Aithentic leaders develop by viewing their expedes not as challenges but as
frameworls for discoveing their true selves and to find their purpose in leadership
(George et al., 2007While authentic leadership may be learned through experience,
authentic leaders also model its ten®#hen leadersqtray selfawareness and act in
that knowledge, when they speak with humility amention purposefullyshowing their
followers that they care, they are modeling behaviors to be followed. When they stand
firm in their difficult decisions, and makeee decisions basexhtheir core values, they
are modeling authentic behavior. Perhaps the best authentic leaders do not come simply
from emulating a persdbut from intentionally emulating the behaviors that make them
who they are.

Authentic leadershipan be effective in changirayganizatiomal cultureand
directing strategic initiative When employees feel safe to speak, when their ognion
matter, when they can trust their lealsill do as they say, when they know thieades
have the best interss for all at heart, and when they understand that they are truly cared
for, a culture of trust, engagement, and prosocial behawirdevelop. Authentic
leaders are proactive in developing employees and meeting organizational objectives,
both vital tohealthy, thriving organizati@Having aithentic leaders at the helm
indicates that organizational plans astrategiewill be carried out within moral and

ethical guidelines and for the benefit of all.



88

In practice, trainings geared toward developingd encreasing authentic
leadership behaviors in clinical nurse leaders may incjehsembeddednessd
decreaséurnover intentionCorrelation analysis indicatehat selfawareness, moral
ethical courage, relational integrality, and caring are mastgly related tgob
embeddednesand thatelational integrality, moral ethical courage, and caring had the
strongest correlations witiarnover intentionTrainings could be geared toward teaching
theleadershigspecifics thatanincreasgob embeddedrssand decreaskirnover
intention As noted in recommendatiorajthentic leadership may be effiective
leadershipmodel for other professions as well.

Limitations

Limitations to this study included the survey length (44 questions). Additionally,
one question from the ANLQ regarding salfflareness was accidentally omitted from the
original survey in the replication on SurveyMonk&ganstruct validity refers to how We
an instrument measesa particular constructvhile reliability refers to consistency of
results across respongétatcher, 2013). When questions are adaest omittedfrom an
instrumentyalidity could be threatened large sample size can mitigdkes (Andrade,
2020) Thisomissiondid not affect h e i n s dverall rel@aility diaveverwhich
was measured for this research at .98.A power analysis calculated with an effect
size of 0.15, @ < .05 error, ad .8 powerwas used to calcuiaa sample size of 103 as
necessary for the studit.was determined that the sample sabgained(205) was
sufficient to continue the analysis despite the omission.

Another limitationreflectedexternal validity as this research ofbcused on

nursirg professionals and their perceptions of authentic leadership, job embeddedness,
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and turnover intent. T@se findingsnay not generalize to other occupations or the general
population.

Finally, although the questionnaire was anonymous, there is the ptyssibi
response bias, or the respondent answering in a socially desirable way. In addition, the
instrumentengthmay have caused response fatigue, where the respondents became tired
or bored of the survey task and the quality of their data began toodsterLastly, there
was no control over who responded to the survey.

Recommendations for Future Research

The first recommendation is to study the impact of the five construeistioéntic
leadershign settingsother than nursing, particularly those facing hiigtmover intention
such agpublic schools antigher educationin addition, researcbn how best to train
authentic leadership behaviors is necessaainings geared toward developing
relational autheit leadership behaviors may incregsie embeddednessd decrease
turnover intentionLastly, additional statistical analysis should be done oaulteentic
leadershiponstruct of shared decisianaking. While related tpb embeddednessd
turnover irientionin the present studyt also showdhigh collinearity with one or more
authentic leadershipariables. It may benefit future research to comkinmeconstruct
with asimilar variable or to better define the questions related to the construct.

Summary

This study investigated the relationships between job embeddedness and turnover
intent as mediated by authentic leadership. As hypothesized, authentic leadersHip serve
as a mediator, partly causing and strengthening the relationship between the two.

Additionally, this study explored the five constructs of authentic leadership and their
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impact on job embeddedness and turnover intent. Statistical ansitysesdthat all five
constructs of the relational leadership stykresignificantly related to kb job
embeddedness and turnover intent, although shared dewisking dd not cause a
significant increase in prediction for either.

With turnover rates among nursing professionals at aima high of 27.1% and
with a5-year turnover rate of over @% (NSI Nursing Solutions, 2022), it is imperative
to discover ways to increase job embeddedness, decrease turnover intent, and train
current and future leadeos approaches for doing sduthentic leadership is based
relationshig and may serve as amtecedent to job embeddedness, thus affecting

turnover intent and actual turnover.
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APPENDIX A: DEMOGRAPHIC QUESTIONNAIRE

Directions Please read the followirnguestions and check the box most appropriate.
1. What is your age:
a. 1822
b. 2329
c. 30-39
d. 4049
e. 50-59
f. 60-69
g. 70 or older
2. What is your gender:
a. Male
b. Female
c. Prefer not to answer
3. What is your highest degree held:
a. Registered Nurse (RN)
b. Bachelors of Scienda Nursing (BSN)
c. Masters of Science in Nursing (MSN)
d. Doctorate of Nurse Practice (DNP)
4. How long have you practiced as a nurse:
a. 2-5years
b. 6-9 years
c. 10-14 years
d. 1519 years
e. 20 years or more
5. How long have you served in your current position:
a. 2-5years
b. 6-9 yaars
c. 10-14 years
d. 1519 years
e. 20 years or more
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APPENDIX B:PERMISSION LETTER TO USE AUTHENTIC NURSE LEADERSHIP

QUESTIONNAIRE

1~ Mather Hospital
<+ Northwell Health-

November 9, 2022

Ms. Abigail Jamison
Liberty University

RE: Permission for ANLQ

Dear Ms. Abigail Jamison,

In response to your request for permission to utilize the ANLQ for your doctoral study, | am honoring your
request for permission to utilize the ANLQ to investigate authentic leadership and its effects on the
relationship between job embeddedness and turnover intention in healthcare professionals to investigate
this relationship, specifically which nurse leader behaviors impactiincrease floor nurses' job
embeddedness.

As per the agreement we discussed regarding terms of use, | am reguesting that you comply with the

following condition:

1. For any future journal publications of your study results you will ensure that the ANLQ and its
specific item content does not appear in the publication for others to view and or utilize without
permission.

2. Upon completion of the data analysis that the results are shared to further validated the
instruments validity.

It was a pleasure meeting with you to discuss you proposed study. | wish you much success in your
pursuit of you study and graduate degree.
Sincerely,

Marie Giordano-Mulligan PhD RN CNOR NEA-BC
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APPENDIX C:AUTHENTIC NURSE LEADERSHIP QUESTIONNAIRE (2019)

Authentic Nurse Leaddpuestionnaire

Staff LeadelEvaluationi 29 Iltems

The response to the following questions should be answered in reference to your nu
leader tovhomyou immediately report. When responding to the survey, answer the
guestions in the context of how you perceive your leagkibiting the following attribute:
Please use the following scoring metrics.

(0) Never, (1) Rarely, (2) Some of the Time, (3) Most of the Time, (4) All of
Time
Self-awareness 0 1 2 3 4

Moral Ethical Courage 0 1 2 3 4

Relational Integrality 0 1 2 3 4
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Shared Decision Making 0 1 2 3 4

Caring 0 1 2 3 4

Scoring theANLQ
For each subscale, average the items.

Example:
—average(ANLQSelfAwarenessl, ANLQSelfAwareness2, ANLQSelfAwareness3,
ANLQSelfAwareness4, ANLQSelfAwareness5, ANLQSelfAwareness6)
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For a new variable (suggestion, you can label your variables in yosetatyou see
fit): ANLQ_SA_Avg

For an overall ANL score, average all items.

Interpreting your results:
Each subscale represents an attribute of ANL.

As such, the scoring for each subscale can be interpreted as indications of how strong that
attribute is based on responses from the sample.

Score 0 1 2 3 4
Questionnairg Never Rarely Some of the] Mostof [ All of the
Response Time the Time Time
Interpretation None Low Moderate High Very High

When means overlap these ranges, congiksie examples below:

0 - 1: minimal to low
Scores close to 0 and 1 can be interpreted as a weak indication of that particular ANL attribute.

1-2:low

Scores between 1 and 2 can be interpreted as a weak indication of that particubiriite.

2 - 3: moderately

Scores between 2 and 3 can be interpreted as a moderate indication of that particular ANL
attribute.

3-4: high
Scores between 3 and 4 can be interpreted as a strong indication of that particular ANL attribute.

*Note: Scores >2 are indicators of authentic nurse leadership as measured by the ANLQ.
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APPENDIX D: GLOBAL MEASURE OF JOB EMBEDDEDNESS (2007)

PsycTESTS Qationt Crossley, C. D., Bennett, R. J., Jex, S. M., & Burnfield, J. L.

(2007).Global Measure of Job EmbeddedngBatabase record]. Retrieved from
PsycTESTS. https://doi.org/10.1037/t0291C0D

Test FormatParticipants indicate their level of agreemaith each item on a-point

scale (5 = strongly agree).

Source Crossley, Craig D., Bennett, Rebecca J., Jex, Steve M., & Burnfield, Jennifer L.
(2007). Development of a global measure of job embeddedness and integration into a
traditional model of voluntg turnover.Journal of Applied Psychologyol. 92(4),

1031%:1042. doi:https://doi.org/10.1037/0029010.92.4.1031

PermissionsTest content may be reproddcand used for nenommercial research and
educational purposes without seeking written permission. Distribution must be
controlled, meaning only to the participants engaged in the research or enrolled in the
educational activity. Any other type of repration or distribution of test content is not
authorized without written permission from the author and publisher.

Directions After considering both work related (such as relationships, fit with job,
benefits) and nonwork related factors (such as neighbobbies, community perks),
please rate your agreement with the statements below.

1 = strongly disagree

2 = disagree
3 = neither disagree nor agree
4 = agree

5 = strongly agree

PurposeThe purpose of the Global Measure of Job Embeddedness is to capture both

organization and community factors that work together to embed or enmesh people in


https://doi.org/10.1037/0021-9010.92.4.1031

11¢

their current job and organization.

ltems

| feel attached to thigrganization.

It would be difficult for me to leave this organization.

|l 6m too caught wup in this organizat:.|
| feel tied to this organization.

| simply could not leave the organization that | work for.

It would be easy for me to leave tligganization. (reversscored)

| am tightly connected to this organization.

PsycTEST3" is a database of the American Psychological Association

https://doi.org/10.1037/t0291@00
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APPENDIX E: TURNOVER INTENTION SCALE (1999)

PsycTESTS Citabin: Cohen, A. (1999)Turnover Intention Scal@atabase record].

Retrieved from PsycTESTS. https://doi.org/10.1037/t1600®

Test FormatTurnover Intention Scale responses are rated on a scale from 1 (strongly
agree) to 5 (strongly disagree).

Source Cohen, Aaron. (1999). The relation between commitment forms and work
outcomes in Jewish and Arab cultudeurnal of Vocational Behavipiol. 54(3), 371

391. doi: https://doi.org/10.1006/jvbe.1998.1669, © 1999 by Elsevier. Reproduced by
Permission of Elseer.

PermissionsTest content may be reproduced and used forcoammercial research and
educational purposes without seeking written permission. Distribution must be
controlled, meaning only to the participants engaged in the research or enrolled in the
educational activity. Any other type of reproduction or distribution of test content is not
authorized without written permission from the author and publisher.

Directions Rate your agreement with each statement on a scale of 1 to 5:

1 = strongly agree

2 = agree
3 = neither disagree nor agree
4 = disagree

5 = strongly disagree
Purpose The purpose of the Turnover I ntent
leave their organization.

ltems

| think a lot about leaving therganization.
| am actively searching for an alternative to the organization.
As soon as it is possible, | will leave the organization.

Sc



PsycTEST3' is a database of the American Psychological Association

https://doi.org/10.1037/t1011®00
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