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maximum of 34 years, with a mean of 8.76 years (median 
6 years) and a standard deviation of 7.65 years, leading 
to a range of 33 years. 

Operating Room Statistics, Workplace Resources 
and Staffing

The average number of operating rooms reported was 
7.27 (median 5), with a standard deviation of 4.95. The 
minimum number of operating rooms was one, and the 
maximum was 21, resulting in a range of 20. Additionally, 
84.7% of the respondents indicated that their hospital 
included a recovery area on-site, while 79.3% stated that 
there was one nurse assigned to each operating room. Ad-
ditional workplace-related information, including recovery 
unit availability and nurse allocation per operating room, 
is summarised in Table 2.

Table 1. Demographic characteristics of the sample (N = 111).

Variable Category N (%)

Gender Male 16 (14.4%)

Female 95 (85.6%)

Age (years) Mean (SD) 46.9 (±7.8)

Median 48

Marital Status Single 14%

Married 68%

Divorced 10%

In a relationship 5%

Widowed 2%

Civil partnership 2%

Education Secondary 
education

11%

TEI 62%

University (AEI) 2%

Postgraduate degree 25%

Employment Status Permanent 89.2%

Temporary 10.8%

Job Position Operating Room 
Nurse

84.7%

Supervisor/Deputy 
Supervisor

15.3%

Work Experience (Years) Mean (SD) 22.5 (±8.7)

Range 1 – 38

Anaesthesiology Experience Mean (SD) 8.76 (±7.65)

Range 1 – 34

Table 2. Workplace and hospital characteristics.

Variable Category/Statistic

Number of Operating Rooms Mean (SD) = 7.27 (±4.95)

Median = 5; Range = 1–21

Recovery Unit Available Yes = 84.7%

One Nurse per Operating Room Yes = 79.3%

Correlation analysis of key variables

The descriptive statistics for the aggregated variables 
are presented in Table 1. More particularly: 
•	Work-Related Stress: There was no significant correla-

tion between work-related stress and the intention to 
leave (ρ = 0.106, p = 0.271).

•	Work-Family Conflict: Similarly, no significant relation-
ship was found between work-family conflict and the 
intention to leave (ρ = 0.139, p = 0.150).

•	 Job Satisfaction: No significant correlation was ob-
served between job satisfaction and the intention to 
leave (ρ = 0.129, p = 0.176).

•	Work Engagement: A moderate negative correlation 
was found between work engagement and the inten-
tion to leave (ρ = -0.384, p < 0.001).

•	Psychological Empowerment: Psychological empower-
ment showed a strong negative correlation with the 
intention to leave (ρ = -0.511, p < 0.001).

•	Organisational Commitment: A strong negative cor-
relation was observed between organisational commit-
ment and the intention to leave (ρ = -0.479, p < 0.001).

Significant variables and their influence

Only work engagement (p < 0.001), psychological em-
powerment (p < 0.001), and organisational commitment 
(p < 0.001) were significantly correlated with the intention 
to leave. These variables demonstrated a moderate to 
strong negative relationship, indicating that higher levels 
of these factors were associated with a reduced likelihood 
of leaving. Conversely, work-related stress, work-family 
conflict, and job satisfaction were not significantly as-
sociated with the intention to leave (p > 0.05). Detailed 
results are presented in Table 3 and Figure 1. In addition, 
Table 4 presents the significant and non-significant vari-
ables alongside their correlation coefficients and p-values.

Additional Findings

The mean score for intention to leave the profession 
was 2.05 (median: 2, SD: 1.29), highlighting low overall 
turnover intentions among the surveyed nurses.


