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Table 3. Descriptive statistics for the aggregated variables.

Variable Mean SD Min Max

Work-Related Stress 22.3 3.42 15 31

Work-Family Conflict 34.9 10.1 10 55

Work Engagement 30.6 11.4 2 54

Psychological Empowerment 59.7 10.3 35 84

Organisational Commitment 11.8 1.27 9 15

Job Satisfaction 8.98 1.70 3 15

Intention to Leave 7.95 2.68 3 15

Figure 1. Correlation and grouping of variables.

Table 4. Significant variables and their influence on turnover intention.

Variable Spearman’s ρ p-value Interpretation

Work Engagement –0.384 < 0.001 Moderate negative correlation (significant)

Psychological Empowerment –0.511 < 0.001 Strong negative correlation (significant)

Organistional Commitment –0.479 < 0.001 Strong negative correlation (significant)

Work-Related Stress 0.106 0.271 No significant correlation

Work-Family Conflict 0.139 0.150 No significant correlation

Job Satisfaction 0.129 0.176 No significant correlation

Discussion 

The present study explored factors influencing turnover 
intention among anaesthesia nurses in Greece, focusing 
on work-related stress, work–family conflict, psychological 
empowerment, organisational commitment, work en-
gagement, and job satisfaction. Contrary to widespread 
theoretical assumptions, the findings revealed that neither 
work-related stress nor work–family conflict significantly 
influenced turnover intentions in our sample. This is note-
worthy, as previous research has consistently identified 
stress and work–family imbalance as significant predictors 
of turnover in nursing populations [24,25]. A plausible 
explanation for this divergence is the high level of profes-
sional resilience and adaptation exhibited by anaesthesia 
nurses, who may have developed coping mechanisms due 
to the critical nature of their role [26].

Nurses’ intention to leave does not appear to be sig-
nificantly influenced by work-related stress. This finding 
contradicts the initial hypothesis, as stress is often cited 
as a major factor influencing turnover intentions in other 
professions. It is possible that nurse anaesthetists have 
adapted to the unique and intense stressors of their roles, 
which mitigates its impact on their career decisions.

Similarly, the findings suggest that work-family conflict 
does not significantly affect nurse anaesthetists’ intention 
to leave. This result challenges existing theories, which 
posit that neglecting family needs or encountering chal-
lenging family circumstances increases turnover intentions. 
A plausible explanation is that the specialised nature of 
the profession and the expertise of nurse anaesthetists 
foster a sense of duty that families may come to under-
stand and tolerate.

Psychological empowerment emerged as a robust 
predictor of retention. Nurses who reported feeling au-
tonomous, competent, and impactful in their roles were 
significantly less likely to consider leaving [27,28]. This 
aligns with findings by Fragkos et al. [29] and Ibrahem et 
al. [30], who emphasised that psychological empowerment 
fosters professional engagement and reduces turnover 


