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ABSTRACT 
Objective: Study was conducted to assess the influence of supportive nursing leadership for retention of staff nurses in private hospital of Lahore.                              
Study Design: Analytical cross-sectional study. Settings:  Fatima Memorial Hospital (a hospital of private sector in Shadman, Lahore)-Pakistan. 
Duration: This study was carried out for the period from 1st January, 2018 to 30th April, 2018. Methodology: The instrument used for data collection 
was structured questionnaire with close end research questions and convenient sampling technique was used among staff nurses having at least one 
year job experience & volunteered to participate in study. The individual staff nurses were interviewed and requested to answer the research questions. 
The data were analysed by using SPSS version 21.0. To determine the inter-relationship between independent variables, moderator and dependent 
variables correlation analysis has been done.  Results: The results are described with the help of Pearson’s coefficient Retention nt of correlation (r) 
and the value of significance (p). Supportive leadership have significant and positive relation with retention of staff nurses (P<.05, r=0.537). Therefore, 
both variables under the current study are positively and significantly correlated. The results show that R is 23.7% which means that the total variation 
of 23.7% in the retention is explained by the supportive leadership. Conclusions: Supportive nursing leadership has great influence on nurse’s 
performance as well as improves their retention in the job and eventually decreases the turnover rate. The positive behavior of nursing managers has 
the key role for job satisfaction among nurses and improving the quality of patient care. 
Keywords: Retention, staff nurses, influence, turnover, supportive leadership, leadership skills. 
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INTRODUCTION 
Nursing turnover is a major problem encountered by the 
management of nursing workforce as well as challenge for 
nursing leaders. The ultimate goal of nursing turnover research 
is to improve the quality of patient care, which is a major concern 
of healthcare administrators and policy makers. Turnover of 
healthcare staff negatively influence health care costs. It was 
estimated that minimum cost of healthcare staff turnover 
resulted in loss of more than 5% of the total annual operating 
budget including hiring, training & productivity loss.1 
In European countries, many studies have investigated the 
relationship between the nursing work environment in relation to 
outcomes of job satisfaction and retention. Evaluations of 
resource adequacy, management support and healthy work 
environment have positive association with nurse’s outcomes in 
several studies.2 Pakistan as a developing country is struggling 
in many fields in which the healthcare system is suffering a lot 
with 122nd ranking out of 190 countries in a World Health 
Organization report while the ratio of patients in hospitals is 
increasing very rapidly.3 Nurses are an essential part in patient’s 
outcomes of medical services having a great effect on patients, 
community and their colleagues by playing a role of backbone 
in medical field. Nurses add an incentive in social insurance for 
arranging the medical services in order to enhance the quality 

of care.4 A study conducted in Pakistan indicated that the 
nursing turnover rate from 1996 to 1999 has remained above 
30%. The main reasons for the turnover were immigration of 
nurses to other countries, resignations and family 
responsibilities.5  
In addition, there are many reasons of nurse’s turnover 
intentions e.g. nurses do not satisfy with their job due to       non-
cooperative behavior of the manager or uncomfortable 
organizational environment. Moreover, nurses’ dissatisfaction 
from these factors may lead to quit the job. The shortage of staff 
nurses increases extra time, and increased dissatisfaction 
among patients etc. Nurses prefer managers who provide them 
support, resources and opportunities to improve their practices 
on their work place. Supportive Leadership skills have a close 
link between nurses retention and job satisfaction. Managers 
can enhance job performance by providing facilities that give 
positive impact of an organization.6 
 

Significance of the Study: Results of this study will be helpful 
for patients to be treated with better quality of care and the job 
satisfaction / performance will be enhanced among nurses.  
These study findings will help health care provider to think 
positively and display positivism in their hospital environment in 
this way, they will become more serious about their career. The 
data from this study will provide information to the managers 
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regarding the turnover intention of the nurses. Moreover, this 
study will provide the baseline data regarding the leadership 
style opted by the managers in the institution. Supportive 
leadership Management can use the data from this study to 
identify the impact of supportive leadership on nurses’ retention. 
The Nurse Managers can make stronger nursing management 
by applying supportive nursing leadership skills. The study 
findings will help policy makers to understand preferred 
leadership to reduce nurses’ turnover, shortage and will 
increase nurse’s retention. The results of this study will help the 
future researcher to utilize this study as a literature. This study 
can also be utilizing as baseline and for higher order studies 
designs.  
Study conducted in UK in 2010 showed that nurse managers 
have the duty of guaranteeing that nursing staff are locked in 
and play out their obligations to the best of their capacities. 
Keeping up a domain helpful for amplifying nurses' possibilities 
bringing about maintenance might be a side-effect of a powerful 
leadership style. Nurse Managers must investigate and receive 
initiative practices that are viewed as participatory, whereby 
staff feel engaged and incorporated into the basic leadership 
process. Effective leadership styles are important for nurse’s 
retention.7 It is important for supervisors to take care of nurse’s 
needs and values. Supervisor should know them well and try to 
understand their point of views by providing help while attending 
patients and keep their knowledge up to date.8 Nurses should 
be involved in decision making related to patient care delivery 
and practice. It is very useful strategy used by nursing leaders 
to enhance nurse’s confidence. Supervisors should take notice 
whether decisions taking by them creating a positive impact on 
nurses to improve patient. Motivation is very useful tool to 
enhance nursing outcome. Enlisting and keeping the correct 
staff are key difficulties for health policy makers. The 
performance and quality of a health system at last rely upon the 
quality and inspiration of human resources. Accordingly, 
maintenance issues ought to be suitably tended to, as nursing 
staff shortage and low inspiration are probably going to affect 
the delivery of health care.9  
 

METHODOLOGY 
Study Design: Analytical Cross-sectional study. 
Settings: The study was carried out in Fatima Memorial 
Hospital, Shadman, Lahore. 
Duration: from 1st January, 2018 to 30th April, 2018. 
Population: Data collected from 112 nurses using convenient 
sampling technique.  
Research Question: What is the influence of supportive 
nursing leadership in retention of staff nurses in private 
Hospital? 
Research Instrument & data collection:  
Structured questionnaire used with closed ended questions 
related to retention of staff nurses and supervisory support. 
Each staff nurse was interviewed using a structured 
questionnaire; the questionnaire comprised of demographic 
information i.e. age, sex, level of education. Six questions were 

related to the perception of nurses regarding importance, 
frequencies & retention rate while fifteen questions about 
supportive behavior by the nurse managers / supervisors.  
The data analyzed by using SPSS version 21.0. Frequencies, 
proportion tables were used to describe the results. Chi-square 
test was used to test the association between dependent and 
independent variable. 
Ethical Consideration: Written permission was obtained from 
the ethical committee as well as administration of private 
hospital under study to conduct the research activity.     Informed 
consent was also taken from the participants. Confidentiality 
maintained by code number on questionnaire.  
 

RESULTS 
Table-1: Statistics of the data shows that 45.5% respondents 
belong to 20-25 years age group while 44.6% of respondents 
belong to the age group of 26-30 years whereas 7.1% belong to 
31-35 years and 2.7% of respondents belong to the ages of 36-
45. More details are clear from given table and graph. As regard 
qualification of the respondents; 42.0% were diploma holders; 
54.5% of those were BS Nursing (Generic) and 0.9% were BS 
Nursing (Post-RN) while 2.7% respondents had specialization. 
More details are given in table and graph.    52.7% of 
respondents were single & 47.3% married. Regarding the job 
experience of staff nurses; 90.2% had experience of 2-5 years, 
8.9% had 6-10 years experience and 9% of them had working 
experience of 10 years and above. 
 

Table 1: Demographic Data 

Variable Characteristics Frequency Percentage 

Age 

20-25 years 51 45.5% 

26-30 years 50 44.6% 

31-35 years 8 7.1% 

36-45 years 3 2.7% 

Total 112 100.0% 

Marital 
Status 

Single 59 52.7% 

Married 53 47.3% 

Total 112 100.0% 

Qualification 

Diploma 47 42.0% 

BS Nursing (Generic) 61 54.5% 

Nursing (Post RN) 1 0.9% 

Specialization 3 2.7% 

Total 112 100.0% 

Job 
Experience 

2-5 Years 101 90.2% 

6-10Years 10 8.9% 

10 Years & Above 1 9% 
 

Table-2 shows the response of nurses of private hospital. Out 
of 112 respondents, 11.6% stated that my supervisor 
recognizes my ability to deliver quality care. 13.4% participants 
stated that my supervisor tries to meet my needs, 17.0% opined 
that my supervisor knows me well enough when I have concerns 
about patient care, 17.9 nurses narrated that the supervisor tries 
to understand their point of view when they speak to them, 
16.1% respondents told that supervisor tries to meet their needs 
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while working with the patients. 11.6%  respondents rely on their 
supervisor when ask for help, for example, if things are not going 
well between nurse and her co-workers or between nurse & 
patients / their families, 16.1% responded that supervisor keeps 
them informed of any major changes in the work environment or 
organization,17.9% nurses rely on the supervisor open for any 
remarks, while 17.9% responded that supervisor keeps them 
informed of any decisions that were made in regards to the 
patients,14.3% told that supervisor strikes a balance between 
clients / families’ concerns and nurses,13.4% were of the 
opinion that supervisor always encourages the nurses even in 
difficult situations,11.6% stated that supervisor makes a point of 
expressing appreciation when nurses do a good job,14.3% 
responded that their supervisor respects them as a person, 
25.9% were of the firm opinion that supervisor makes time to 
listen them and 11.6% appreciated the positive behavior of 
supervisor for recognizing the strengths of the staff nurses 
working under their subordination. 
 
Table 2: Supportive Nursing leadership 

Never 
F (%f) 

Seldom 
F (%f) 

Occasionally 
F (%f) 

Often 
F (%f) 

Always 
F (%f) 

My supervisor recognizes my ability to deliver quality care 

13 (11.6) 26 (23.2) 6 (5.4) 48 (42.9) 18 (16.1) 

My supervisor tries to meet my needs 

15 (13.4) 30 (26.8) 9 (8.0) 53 (47.3) 5 (4.5) 

My supervisor knows me well enough to know when I have concerns 
about patient care 

8 (7.1) 44 (39.3) 2 (1.8) 39 (34.8) 19 (17.0) 

My supervisor tries to understand my point of view when I speak to them 

12 (10.7) 26 (23.2)  54 (48.2) 20 (17.9) 

My supervisor tries to meet my needs in such ways as informing me of 
what is expected of me when working with my patients 

7 (6.3) 31 (27.7) 2 (1.8) 54 (48.2) 18 (16.1) 

I can rely on my supervisor when I ask for help, for example, if things are 
not going well between myself and my co- workers or between myself 

and patients and/or their families 

10 (8.9) 23 (20.5) 2 (1.8) 64 (57.1) 13 (11.6) 

My supervisor keeps me informed of any major changes in the work 
environment or organization 

6 (5.4) 33 (29.5) 5 (4.5) 50 (44.6) 18 (16.1) 

I can rely on my supervisor to be open to any remarks I may make to 
him/her 

7 (6.3) 22 (19.6) 4 (3.6) 59 (52.7) 20 (17.9) 

My supervisor keeps me informed of any decisions that were made in 
regards to my patients 

6 (5.4) 22 (19.6) 4 (3.6) 59 (52.7) 20 (17.9) 

My supervisor strikes a balance between clients/families’ concerns and 
mine 

7 (6.3) 16 (14.3) 11 (9.8) 62 (55.4) 16 (14.3) 

My supervisor encourages me even in difficult situations 

7 (6.3) 22 (19.6) 10 (8.9) 58 (51.8) 15 (13.4) 

My supervisor makes a point of expressing appreciation when I do a good 
job 

9 (8.0) 12 (10.0) 18 (16.1) 60 (53.6) 13 (11.6) 

My supervisor respects me as a person 

7 (6.3) 22 (19.6) 15 (13.4) 52 (46.4) 16 (14.3) 

My supervisor makes time to listen to me 

12 (10.7) 15 (13.4) 7 (6.3) 49 (43.8) 29 (25.9) 

My supervisor recognizes my strengths and areas for development 

18 (16.1) 18 (16.1) 23 (20.5) 40 (35.7) 13 (11.6) 
 

Table-3 shows first question about “retention of nurses”. 12.5% 
participants preferred to continue, 17.9% would not care either 
way, 13.4% would like to stay for 1 year, 15.2% like to stay in 
hospital for 2 years,17.0% will stay over 2 years, 10.7% would 
leave as soon as possible. 
 
Table 3: Retention of Nurses   

Strongly 
disagree  

F (%f) 

Disagree 
F (%f) 

Can’t stay 
F (%f) 

Agree 
F (%f) 

Strongly 
agree 
F (%f) 

I would prefer to continue working 

8 (7.1) 50 (44.6) 3 (2.7) 37 (33.0) 14 (12.5) 

I would not care either way 

12 (10.7) 16 (14.3) 64 (57.1) 14 (10.6) 20 (17.9) 

I would like to stay in hospital for 1 year 

8 (7.1) 39 (34.8) 2 (1.8) 48 (42.9) 15 (13.4) 

I would like to stay in hospital for 2 years 

13 (11.6) 20 (17.9) 1 (.9) 61 (54.5) 17 (15.2) 

I would like to stay in hospital over 2 years 

5 (4.5) 26 (23.2) 2 (1.8) 6 0(53.6) 19 (17.0) 

I would leave as soon as possible 

7 (6.3) 20 (17.9) 18 (16.1) 55 (49.1) 12 (10.7) 

 

DISCUSSION 
The nursing turnover is a major problem for the management of 
nursing workforce and a challenge faced by nursing leaders. 
The detailed assessment was done to find the influence of good 
supportive nursing leadership for retention of nurses in the 
hospitals of private sector. The demographic variables show 
that both male and female staff nurses were included and the 
common age group was 20-30 years of age. Most of the 
percipients were with the experience of 2 to 5 year. 
No association was found between demographic variable and 
retention of nurses, supportive nursing leadership. A study 
conducted in Pakistan5 indicated that the nursing turnover rate 
from 1996 to 1999 remained above 30%. The main reasons for 
the turnover were immigration of nurses to the UK and the USA, 
resignations and family responsibilities.10,11 
In European countries, many studies have investigated the 
relationship between the work environment of nurses in relation 
to the nurse‐reported outcomes of job satisfaction and retention 
e.g. favorable evaluations of resource adequacy and 
management support, components of a healthy work 
environment, have had a positive association with nurse 
outcomes in several studies.12,13,14 By adopting an effective 
leadership style head nurses can provide good and favorable 
environment to staff nurses in which they become satisfy with 
their job, profession and intent to stay in an organization.15,16 
These findings substantiated the need for nursing leadership 
development specifically in the areas of relationship building 
and registered nurse (RN) empowerment strategies. The results 
showed the positive correlation between retention of nurses and 
supportive nursing leadership and if supportive nursing 
leadership will improve the turnover of nurses will decrease.  
 

Limitations: Sample of population in this study consists of the 
staff nurses of a private hospital of Lahore (Single hospital 
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study). The sample size is small & may not be representative of 
all nurses of that age group in other hospitals of Lahore city. The 
data were collected by self-report, which may be a source of 
bias. 
 

CONCLUSION 
Supportive nursing leadership has significant relationship with 
staff nurses retention in private hospitals. Therefore, both 
variables under the current study are positively and significantly 
correlated. Behavior of nursing managers has positive effects 
on nurse’s performance resulting in maximum retention and 
minimizes the turnover of nursing staff in private hospitals. More 
the nurses are satisfied with the working environment and 
manager’s behavior; they will be confident in their performance 
to improve the quality of patient care and for organizational 
development. Future research is recommended on the 
manager’s leadership styles in private hospitals to find out the 
strategies for improving nurse’s retention in private hospitals. 
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