
 

91 
 

Research Article / Araştırma Makalesi 

Cited/Atıf: Palabıyık, N. (2026). The mediating role of supervisor support and career satisfaction in the effect of psychological 
resilience on turnover intention. Sosyal Mucit Academic Review, 7(1), 91-117. doi: 10.54733/smar.1780428 

The Mediating Role of Supervisor Support and Career 

Satisfaction in the Effect of Psychological Resilience 

on Turnover Intention* 

Nida Palabıyık1 

Received/ Başvuru: 09.09.2025 Accepted/ Kabul: 01.12.2025 Published/ Yayın: 28.01.2026 

 

Abstract 

Rapid changes and increasing workload in the healthcare field have made understanding the factors that 

determine employees' tendency to stay with their organizations more crucial than ever. Psychological resilience 

and organizational support are seen as critical resources for employees coping with professional pressures. 

Therefore, this study aims to examine the impact of healthcare professionals' psychological resilience levels on 

their intention to leave, through the mediating roles of supervisor support and career satisfaction. Data were 

collected from 437 healthcare professionals working in various healthcare institutions in the Central Anatolia 

Region using a quantitative research design. Findings indicate that psychological resilience directly and negatively 

affects intention to leave. Furthermore, supervisor support was found to have a partial mediating role in this 

relationship. Career satisfaction, while directly effective, did not exhibit a significant mediating effect. These 

results demonstrate that employees' psychological resources significantly contribute to their tendency to stay 

with their organizations, and that managerial support mechanisms strengthen this effect. The study offers 

individual and managerial recommendations for increasing employee commitment in the healthcare sector. 
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Psikolojik Sağlamlığın İşten Ayrılma Niyetine 

Etkisinde Yönetici Desteğinin ve Kariyer Tatmininin 

Aracılık Rolü 

 

Öz 

Sağlık alanındaki hızlı değişimler ve artan iş yükü, çalışanların örgütte kalma eğilimlerini belirleyen unsurların 

anlaşılmasını her zamankinden daha önemli hâle getirmiştir. Psikolojik dayanıklılık ve örgütsel destek unsurları, 

çalışanların mesleki baskılarla başa çıkmasında kritik kaynaklar olarak görülmektedir. Bu çerçevede bu çalışma, 

sağlık çalışanlarının psikolojik sağlamlık düzeylerinin işten ayrılma niyetleri üzerindeki etkisini, yönetici desteği ve 

kariyer tatmini değişkenlerinin aracılık rolleri çerçevesinde incelemeyi amaçlamaktadır. Araştırma kapsamında 

veriler, İç Anadolu Bölgesi’ndeki çeşitli sağlık kurumlarında görev yapan 437 sağlık çalışanından nicel araştırma 

tasarımıyla toplanmıştır. Bulgular, psikolojik sağlamlığın işten ayrılma niyetini doğrudan ve negatif yönde 

etkilediğini göstermektedir. Ayrıca yönetici desteğinin bu ilişkide kısmi aracılık rolü bulunduğu görülmüştür. 

Kariyer tatmini ise doğrudan etkili olmakla birlikte anlamlı bir aracılık etkisi göstermemiştir. Bu sonuçlar, 

çalışanların psikolojik kaynaklarının örgütte kalma eğilimlerine önemli ölçüde katkıda bulunduğunu ve yönetimsel 

destek mekanizmalarının bu etkiyi güçlendirdiğini ortaya koymaktadır. Çalışma, sağlık sektöründe çalışan 

bağlılığını artırmaya yönelik bireysel ve yönetsel düzeyde öneriler sunmaktadır.  

Anahtar Kelimeler: psikolojik sağlamlık, işten ayrılma niyeti, yönetici desteği, kariyer tatmini 
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1. INTRODUCTION 

Today, with increasing life expectancy and rising health awareness, the demand for healthcare 

services is on the rise. This growing demand brings new requirements and challenges to the 

quality of healthcare services, leading to increased turnover rates due to the increased workload 

and professional pressures on healthcare workers (Xue et al., 2022, p.2). However, the level of 

institutional commitment and retention of healthcare workers is critical to the sustainability of 

healthcare systems. The World Health Organization (2023, p.1-2) emphasizes that healthcare 

worker mobility has a direct impact on the quality, accessibility, and resilience of healthcare 

services, noting that if this mobility is not controlled, severe imbalances can arise in healthcare 

systems. 

In OECD countries, workforce mobility among healthcare professionals is considered a 

significant problem for the sustainability of healthcare systems. The OECD (2024) report 

indicates that the length of time healthcare professionals, particularly nurses and physicians, 

remain in the sector is decreasing, while their tendency to leave their jobs is increasing. The 

findings, particularly in European countries, that annual turnover rates in the healthcare labor 

market range from 10% to 30% (OECD, 2024, p.40), are noteworthy. In Türkiye, direct and 

comprehensive annual turnover rates are reported only sparingly; however, numerical data 

published by the Turkish Medical Association and various media reports indicate a significant 

increase in the tendency for healthcare professionals to leave public service, particularly in the 

post-pandemic period. This trend not only increases individual losses but also directly impacts 

the quality of service in institutions, patient safety, and the overall functioning of the system. 

As stated in the OECD (2024, p.38) report, retaining the current healthcare workforce is 

considered a critical strategy to prevent workforce shortages that may arise as the number of 

people leaving the sector increases, thereby further increasing the workload on remaining 

employees. Increasing the retention of healthcare professionals plays a central role in improving 

job quality in the healthcare sector. In this context, identifying the psychological and 

environmental factors that support the retention of healthcare workers is crucial. 

The healthcare sector experiences higher levels of stress compared to other sectors. While 

external interventions can partially reduce the stress levels of healthcare workers, the 

prevalence, diversity, and intense pace of healthcare services make it impossible to eliminate 

this stress. In this context, psychological resilience can help healthcare workers cope more 

effectively with challenging emotional situations (Şanlı et al., 2024, p.11). Psychological 

studies emphasize that both individuals and communities possess the capacity to adapt and 

remain resilient in the face of environmental pressures. Suedfeld (1997) emphasizes the ability 

of individuals to cope with a wide range of hazards and derive renewed strength from 

challenging experiences, calling for a more in-depth examination of positive responses to 

extreme stressors (as cited in Vanderkam and Suedfeld, 2024, p.99). In this context, it was 

deemed necessary to examine the impact of psychological resilience levels on the turnover 

intention of healthcare workers in the healthcare sector, a field characterized by intense stress. 
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Luthans (2002, p.702) emphasizes that psychological resilience has a reactive nature and should 

be defined as a positive response to stressful or traumatic events. This approach aligns with 

Hans Selye's statement, "It's not what happens to you, but how you respond to it that matters." 

In line with this perspective, studies in the literature indicate that individuals with high levels 

of psychological resilience are moreable to cope effectively with uncertain and stressful 

environments. For example, Şanlı et al. (2024, p.2) state that psychological resilience plays a 

crucial role in healthcare professionals' adaptation to the multidimensional stressors they 

encounter. Within this framework, resilience is considered a critical capacity beyond individual 

well-being in professional life and a fundamental psychological resource that should be 

considered, especially in stressful occupations such as the healthcare sector (Luthans, 2002, 

p.703). However, considering that individual resilience alone may not be sufficient to explain 

the impact of turnover intentions, it is essential to support this relationship within the 

organizational context. Especially in stressful work environments, employees' ability to 

effectively utilize their psychological resources may also be related to the level of support they 

perceive from their managers and their career satisfaction (Lartey et al., 2014; Allen and Meyer, 

2000). 

To explain how individual and organizational factors influence healthcare workers' intention to 

leave, this study is theoretically grounded in the Conservation of Resources Theory (COR). 

According to COR, individuals tend to protect, maintain, and increase their valuable resources, 

and stress occurs when these resources are threatened, lost, or cannot be regained (Hobfoll, 

1989, p.516). Within this framework, psychological resilience is considered a fundamental 

personal resource that enables employees to cope with challenges in their work lives, while 

supervisory support and career satisfaction are considered social and circumstantial resources 

that help individuals preserve and rebuild their resources. Furthermore, COR Theory proposes 

that the coexistence of multiple resources creates a resource acquisition cycle, and within this 

context, organizational support mechanisms can reduce employees' withdrawal behavior by 

strengthening the impact of individual psychological resources (Hobfoll et al., 2018, p.107-

108). Therefore, employees who have both strong internal coping capacity and supportive 

working conditions may be less likely to experience resource loss, which may contribute to a 

reduced tendency to leave their job. 

Grounded in these considerations, this study aims to investigate how psychological resilience 

influences turnover intentions among healthcare professionals, while also exploring the 

mediating effects of supervisor support and career satisfaction. The theoretical basis of the study 

is based on Hobfoll's (1989) COR Theory. Based on this approach, it is assumed that 

psychological resilience, as a personal resource, will reduce turnover intentions and that this 

effect will be strengthened through organizational-level resources (such as managerial support 

and career satisfaction). The research is structured around the following central questions: 

(1) How does psychological resilience affect turnover intentions? (2) Do supervisor support 

and career satisfaction mediate this effect? Within this framework, the study was conducted 

with healthcare professionals from different professional groups (doctors, nurses, pharmacists, 
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midwives, etc.) working in healthcare institutions in Türkiye. This study aims to make original 

contributions to the existing literature in two important ways. First, many previous studies have 

generally focused on specific professional groups, such as nurses (Zhang et al., 2025) or doctor 

assistants (Xue et al., 2022), while more comprehensive approaches encompassing all 

healthcare professionals remain limited. However, healthcare services have a multilayered 

structure consisting of doctors, nurses, and other clinical support personnel such as dentists, 

pharmacists, and midwives. In this context, this study's combined examination of different 

healthcare professional groups fills a significant gap in the literature by increasing the 

generalizability of the findings regarding turnover intention. Secondly, modeling psychological 

resilience, considered at the individual level, in conjunction with variables such as supervisor 

support and career satisfaction, assessed at the organizational/environmental level, facilitates 

an understanding of the multilevel resource interactions influencing turnover intention, which 

is consistent with the core assumptions of COR Theory. The limited number of studies in the 

literature that examine such multilevel relationships within the same model (Kim and 

Fernandez, 2015; Lartey et al., 2014) makes this research unique in the field of workforce 

management and employee engagement. Therefore, the findings of this study are expected to 

shed light on the holistic effects of both individual resilience, organizational support structures, 

and career development opportunities on retention behavior. The upcoming sections provide a 

comprehensive overview of the conceptual framework, introduce the research model and 

hypotheses, elaborate on the methodology and findings, and offer recommendations based on 

the analysis and interpretation of the results. 

2. CONCEPTUAL BACKGROUND AND HYPOTHESES 

This part focuses on clarifying the conceptual structure of the research and presenting the 

hypotheses developed in line with it. 

2.1. Theoretical Basis of the Study: Conservation of Resources Theory 

Conservation of Resources Theory (COR) proposed by Hobfoll (1989), proposes that 

individuals have a fundamental motivation to acquire, preserve, and increase the resources they 

possess. Resources are defined as "objects, personal characteristics, conditions, and energies 

that are valued by an individual or that facilitate the acquisition of other valuable resources" 

(Hobfoll, 1989, p.517). In this context, many variables in the field of organizational behavior 

can be considered as factors that support employees' resource acquisition or trigger resource 

loss. This study examines the relationships among psychological resilience, supervisory 

support, career satisfaction, and intention to leave considering COR's four fundamental 

principles. 

• The principle of primacy of loss suggests that resource loss is psychologically much more 

impactful and destructive than gain. According to Hobfoll (2018, p.103), even if individuals 

experience the same level of gain, the impact of losses is more rapid and lasting. Individuals 

working in fields involving intense workload, emotional labor, role conflict, and uncertainty, 
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such as healthcare professionals, constantly face the threat of potential resource loss. 

Therefore, the intention to leave a job is often not a rational decision but a strategy to avoid 

resource loss. This principle theoretically explains why employees consider leaving an 

organization in response to adverse conditions. 

• The resource investment principle emphasizes that individuals must invest their existing 

resources to prevent resource loss and acquire new ones (Hobfoll, 2001, p.348). In this 

perspective, psychological resilience is an internal personal resource that employees draw 

upon to adapt to stressful situations, manage job demands, and limit resource loss. A resilient 

individual not only protects their existing resources but can also transform them to create new 

ones when necessary. This theoretically supports the effect of resilience in reducing intention 

to leave. 

• The gain paradox principle states that resource gains become particularly significant during 

periods of loss (Hobfoll et al., 2018, p.103). This principle may explain why organizational 

resources such as supervisor support and career satisfaction have a stronger psychological 

impact on employees under stressful conditions. For example, for a healthcare worker 

experiencing high workload or emotional exhaustion, a supportive supervisor serves as a 

protective factor that fosters resource gains. This provides theoretical justification for the 

mediating role of these variables in the study. 

• The desperation principle states that when resources are depleted, an individual's likelihood 

of defensive, withdrawn, or even aggressive responses increases (Hobfoll et al., 2018, p.104). 

For employees experiencing resource deprivation, the intention to leave their job can be 

considered one of the last defense mechanisms within the scope of this principle. This can 

manifest as an increased tendency to leave, especially in employees under the influence of 

long-term stress. 

When these four principles are considered together, the research variables are positioned as 

follows: Psychological resilience represents employees' personal resource base. Managerial 

support and career satisfaction serve as social and organizational resources that complement 

this internal resource. Turnover intention is conceptualized as a form of negative organizational 

behavior that emerges because of resource loss. Therefore, the research model examines how 

personal and organizational resources collectively provide a protective effect against the threat 

of resource loss. 

2.2. The Concept of Psychological Resilience and Associated Hypotheses 

Psychological resilience refers to a person's ability to effectively cope with, recover from, and 

maintain normal functioning despite experiencing adversity, stress, or trauma (Luthans, 2002, 

p.702). This concept encompasses multidimensional components, including personal stability, 

the ability to adapt to environmental changes, and the capacity to learn and develop from 

challenges (Sutardi and Novitasari, 2024, p.126). Although psychological resilience lacks a 

universally accepted definition, it is generally viewed as a multidimensional construct 

encompassing both the individual's ability to adapt to stressors and the internal resources that 
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support this process (Kislyakov and Tsvetkova, 2024, p.668). Nonetheless, psychological 

resilience is understood as an evolving process that goes beyond individual traits, encompassing 

the broader support systems found in one's social, environmental, and institutional context 

(Wang et al., 2024, p.3; Xia et al., 2024, p.9). This dynamism is vital in the healthcare sector, 

where high stress levels are common. 

Healthcare workers face numerous stressors, including constantly changing work conditions, 

intense workloads, and emotional burnout. In this context, individuals with high psychological 

resilience appear to be better equipped to maintain their professional functioning despite these 

stressful conditions and develop resistance to burnout. Chen et al. (2024, p.4) state that 

psychological resilience contributes to individuals' accumulation of psychological capital in 

stressful environments, which in turn increases individual resilience to the challenges of work 

life. On the other hand, low levels of psychological resilience can lead to increased turnover 

rates, especially among nurses (Kelly et al., 2021). Indeed, the higher turnover rates among 

nurses working in critical care settings demonstrate that this relationship has both individual 

and organizational consequences (Zhang et al., 2025, p.6). In this context, psychological 

resilience plays a decisive role in healthcare workers' ability to cope with the stressors they 

encounter (Şanlı et al., 2024, p.2). Those possessing strong psychological resilience often 

demonstrate greater emotional stability, whereas those with lower resilience may struggle to 

fulfill professional responsibilities and are at a heightened risk of job turnover (Xu et al., 2025, 

p.1). These individuals can maintain functionality by maintaining a sense of purpose and 

emotional balance despite external pressures, which prevents adverse outcomes such as burnout 

and job loss (Khairy et al., 2025, p.5). 

In this context, the impact of psychological resilience on turnover intention emerges 

significantly. Individuals demonstrating strong psychological resilience tend to handle stress 

more effectively and maintain a sustainable approach to workload management, which in turn 

lowers their turnover intention the organization (Amin and Akbar, 2013). Therefore, the 

psychological resilience levels of healthcare workers are predicted to have a negative and 

significant impact on turnover intention. Accordingly, the study's first hypothesis is proposed 

in the following manner: 

H1: The psychological resilience levels of healthcare workers negatively and significantly 

affect their turnover intention. 

In the healthcare sector, where working conditions are intense, employees' evaluations of 

organizational elements are shaped by their psychological makeup. In this context, individuals 

with high levels of psychological resilience are likely to perceive organizational support 

elements, such as supervisor support, more positively. While the literature frequently examines 

the effects of supervisor support on psychological resilience, some studies indicate that this 

relationship may not be one-way. For instance, Gök (2024) identified a meaningful and positive 

association between psychological resilience levels of healthcare professionals and the support 

they receive from their supervisors. This result implies that those with higher psychological 
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resilience are more likely to recognize and internalize environmental support when facing 

stressful circumstances. This approach also aligns with the subjective nature of perception. 

Güvendi and İyigün (2024) examined supervisor support from this perspective, focusing on 

how these behaviors are perceived by employees rather than on the objective behaviors 

themselves. In this respect, an individual's psychological state can directly influence how they 

perceive signals from their environment. Therefore, an employee with high psychological 

resilience may tend to evaluate similar supervisor behaviors in a more constructive and 

supportive manner. Similarly, Öztürk and Bozkurt (2023, p.1287) explain that the extent to 

which employees feel their managers' support influences variables such as job satisfaction, 

commitment, and performance. The source of these feelings lies not only in the managers' 

behaviors but also in the employees' perceptions and psychological resilience. More 

psychologically resilient individuals can interpret complex or ambiguous messages in a positive 

light, view criticism as opportunities for growth, and maintain a positive attitude in social 

interactions. Therefore, psychological resilience extends beyond being an internal coping 

mechanism and functions as a filter that shapes one's perceptions of the environment. 

Individuals increase their levels of psychological resilience through cognitive reframing. A 

study by Hart et al. (2012, p.727) found that cognitive reframing enables individuals to 

reexamine their work environment and make it more effective. In this respect, psychological 

resilience can also allow the perception of their managers' support to be reframed in a more 

positive light. Accordingly, the study's second hypothesis is expressed as follows: 

H2: Healthcare workers' psychological resilience levels positively and significantly affect their 

perceptions of supervisor support. 

Career satisfaction, often viewed as a marker of professional success, reflects both objective 

achievements and subjective perceptions shaped by the interplay between personal traits and 

environmental factors, and is strongly influenced by one's psychological makeup (Uzonwanne 

and Nwanzu, 2017, p.10). Consequently, psychological resilience plays a key role in shaping 

an individual's level of career satisfaction. Individuals with high levels of psychological 

resilience can more effectively cope with the challenges they encounter in work life, and this 

can increase their career satisfaction (Kislyakov and Tsvetkova, 2024, p.669). Wang and Gao's 

(2022) study also emphasizes the capacity of psychologically resilient individuals to overcome 

internal and external pressures, develop self-efficacy, and adopt an innovative approach. It is 

stated that these individuals achieve significant career development by overcoming the 

obstacles they encounter more quickly and effectively. Xue et al. (2022) also highlighted the 

mental stress caused by intense workloads in clinical nurses and demonstrated that nurses' 

psychological resilience impacts their career success. Similarly, Xia et al. (2024, p.9) 

emphasized that those demonstrating strong psychological resilience tend to establish more 

precise objectives and maintain academic performance more consistently when confronted with 

intense stress or potential threats. All these findings clearly demonstrate the positive impact of 

psychological resilience on an individual's career development. Accordingly, the study's third 

hypothesis is expressed as follows: 
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H3: Healthcare professionals' psychological resilience levels positively and significantly affect 

their career satisfaction. 

2.3. The Relationship Between Supervisor Support and Turnover Intention 

Supervisor support is defined as "the actions taken by immediate managers in directing and 

encouraging employees' attitudes and behaviors" (Güvendi and İyigün, 2024, p.229). In this 

context, managers are key actors who bridge the gap between the organization and its 

employees, ensuring that organizational support is effectively transferred to them. Similar to 

clinical supervision practices, managerial support in the healthcare sector enables employees to 

assume professional responsibility, enhance patient safety, and maintain their dedicated 

professional efforts (Driscoll et al., 2019, p.44). Conversely, when healthcare professionals 

perceive inadequate support from their supervisors, they are more susceptible to adverse 

consequences, including burnout, physical exhaustion, and increased turnover intention 

(Al-Wathinani et al., 2023, p.8). Strong relationships between supervisor support and turnover 

intention have also been identified in the literature. For example, Ertürk (2014, p.164) 

emphasized the importance of supervisor support in reducing employee turnover intentions and 

increasing retention rates. Support serves as a psychological and material resource for 

employees, influencing their decision to leave their jobs by providing confidence in coping with 

stress and disappointment (Xu et al., 2022, p.2). Research conducted within the framework of 

organizational support theory suggests that when employees perceive their values and the 

problems they encounter as valued by the organization, their likelihood of leaving decreases 

(Saputra and Syah, 2025). In the healthcare sector, Lartey et al. (2014) demonstrated that 

supervisor support and effective leadership practices increase experienced nurses' job 

satisfaction, reduce their turnover intention, and thus strengthen their commitment to the 

organization. In this regard, numerous empirical findings in the literature (Mete et. al., 2021; 

Taş and Özkara, 2020; Astuti and Helmi, 2021) confirm that supervisor support has independent 

and comprehensive effects on reducing turnover intentions. All these findings provide a strong 

theoretical basis for demonstrating that healthcare professionals' perceived support from their 

supervisors negatively and significantly impacts their turnover intentions. Accordingly, the 

study's third hypothesis is expressed as follows: 

H4: Healthcare professionals' perceptions of supervisor support negatively and significantly 

impact their turnover intentions. 

2.4. The Relationship Between Career Satisfaction and Turnover Intention 

Career satisfaction is commonly understood as an individual's personal evaluation of how well 

their professional achievements correspond with their own expectations and core values 

(Conley et al., 2005, p.50). This level of satisfaction is crucial for an individual's professional 

well-being, and it also has significant relationships with various variables, including job 

performance, commitment level, and overall life satisfaction. Therefore, the individual and 

organizational consequences of career satisfaction should be evaluated together. 
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The literature emphasizes that healthcare professionals' career satisfaction levels shape both 

their intrinsic motivation and the processes by which they attribute meaning to their work, 

which plays a decisive role in developing long-term commitment within the institution (Xue et 

al., 2022, p.4). Within this framework, career satisfaction is considered to have a meaningful 

impact on turnover intention. Supporting this view, empirical evidence from a study involving 

research assistants revealed a significant negative correlation between these two variables 

(Kenek and Sökmen, 2018). This finding indicates that career satisfaction levels can reduce the 

turnover intention. Studies exploring the relationship between career satisfaction and 

professional achievement indicate that career success acts as a significant component of 

resilience in the career progression of nurses, promoting staff retention and ensuring the 

continuity of high-quality patient care (as cited in Xue et al., 2022, p.4). On the other hand, 

considering that career planning requirements can be interpreted differently in different cultural 

contexts and that employees experience varying degrees of satisfaction with their careers, 

human resources managers should develop strategies to meet these needs (Anafarta and Yılmaz, 

2019). This strategic approach is critical for reducing staff turnover and maintaining service 

quality, particularly in healthcare institutions. Therefore, examining how career satisfaction 

influences turnover intention presents a valuable line of inquiry with potential implications for 

both employees and organizations. Accordingly, the study's fifth hypothesis is expressed as 

follows: 

H5: Healthcare professionals' career satisfaction negatively and significantly affects their 

turnover intention. 

2.5. The Mediating Roles of Supervisor Support and Career Satisfaction 

Those with strong psychological resilience tend to respond adaptively when confronted with 

significant life challenges or traumatic experiences (Luthar and Cicchetti, 2000, p.858). This 

enables employees to develop resistance to the pressures they encounter in organizational 

processes. Especially in occupational groups with high stress and emotional intensity, such as 

healthcare professionals, the impact of these psychological protective factors on turnover 

intention is significant. However, psychological resilience alone in an organizational context 

may not be sufficient to explain the tendency to stay at work. Intense workload and relational 

tensions with patients and their relatives can increase the tendency to leave among healthcare 

workers (Xue et al., 2022, p.2). This suggests that the impact of individual resources should be 

evaluated in interaction with environmental factors, such as organizational support and career 

satisfaction levels. Psychological resilience is commonly understood as encompassing both 

stable personal characteristics and adaptive processes shaped by contextual factors. As a trait, 

it encompasses enduring individual characteristics that support coping and defense mechanisms 

against stressors or traumatic events. In contrast, when viewed as a process, it involves flexible 

and situation-based responses that evolve in reaction to adverse conditions (Garrido-Muñoz et 

al., 2024, p.2). Given that the impact of psychological resilience can differ depending on the 

individual and the specific context, it is reasonable to assume that contextual factors serve a 
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mediating function. In this regard, examining the intermediary roles of organizational elements 

such as perceived supervisor support and career satisfaction on the link between resilience and 

turnover intention is both theoretically meaningful and well-grounded in the literature. 

Psychological resilience, as an individual capacity, may not be sufficient on its own in an 

organizational context, and intense workload and interpersonal conflicts can increase the 

turnover intention (Xue et al., 2022). At this point, environmental factors such as perceived 

supervisor support are expected to play a mediating role between an individual's psychological 

resilience and their motivation to stay at work. Richardson's (2002) resilience process model 

also supports this approach. According to this model, individual resilience develops in 

conjunction with internal factors and external supportive systems. In other words, 

organizational support elements such as supervisor support can influence how an individual's 

resilience capacity is reflected in workplace behaviors (e.g., staying or leaving). In this context, 

perceived supervisor support is posited to serve as a mediating factor that mitigates turnover 

intention among individuals exhibiting high levels of psychological resilience. Within this 

framework, the remaining hypotheses of the study are outlined as follows: 

H6: Perceived supervisor support acts as a mediator between psychological resilience and 

turnover intention. 

H7: Career satisfaction acts as a mediator between psychological resilience and turnover 

intention. 

In line with the proposed hypotheses, the study’s theoretical model has been designed is 

depicted in Figure 1. 

Figure 1. Research model 
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3. RESEARCH METHOD 

This study aims to investigate whether supervisor support and career satisfaction mediate the 

relationship between healthcare professionals' psychological resilience and their turnover 

intentions within the organization. The research is based on the question: Do the turnover 

intentions of healthcare professionals change depending on their level of psychological 

resilience? This section provides information about the research population, sample, and data 

collection tools. 

3.1. Research Sample and Data Collection Process 

This study targets healthcare professionals employed in small-scale provinces located within 

the Central Anatolia Region as its research population. Compared to larger metropolitan areas, 

these provinces have more limited socio-economic opportunities, limited healthcare 

infrastructure, and conditions that make it difficult for specialist physicians to maintain long-

term positions. Furthermore, a significant portion of healthcare professionals assigned to these 

provinces request transfers or leave their positions quickly, resulting in problems with 

continuity and the quality of healthcare services. Therefore, selecting these provinces for the 

study contributes to a better understanding of the challenges faced by physician recruitment and 

retention in smaller provinces of the Central Anatolia Region, which share similar socio-

cultural structures. 

According to the data reported in the Health Statistics Yearbook 2021, there are a total of 

1,413,921 healthcare professionals in Türkiye (Republic of Türkiye Ministry of Health, 2023). 

The titles of the healthcare professionals included in this data are categorized as doctors, 

dentists, pharmacists, nurses, midwives, and other healthcare professionals. The study aimed to 

reach healthcare professionals by considering these titles. The research population consists of 

healthcare professionals working in the Central Anatolia Region. However, since no direct 

numerical data exist for this region, approximately 17% of healthcare professionals across 

Türkiye (proportional to the regional population) were considered (Republic of Turkey Ministry 

of Internal Interior, 2024), and the population size was estimated at approximately 240,367 

people. Considering this population size, the sample size should have been at least 384, 

according to Sekaran and Bougie (2016, p.264). 

A survey form developed by the researcher was used to obtain data from healthcare 

professionals. Because it was not possible to conduct the study solely at a specific institution, a 

combination of face-to-face and online survey methods was used to achieve a sufficient sample 

size and quality, thereby determining the effect size. For this purpose, healthcare professionals 

were contacted using a physical survey form and an online survey form created via Google 

Forms. Ethical approval for administering the survey instruments was granted by the Yozgat 

Bozok University Ethics Committee for Social and Human Sciences on November 23, 2023 

(Decision No: 08/12). Data collection was conducted using the convenience sampling method 
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between January 15, 2024, and July 1, 2024. At the end of this process, 437 healthcare 

professionals were reached. 

3.2. Data Collection Tools 

The survey form used in the study consists of five sections. These sections, in turn, include 

statements regarding the socio-demographic information form, the psychological resilience 

scale, the turnover intention scale, the supervisor support scale, and the career satisfaction scale. 

The scales included in the survey are measurement tools validated in previous research. The 

survey items were assessed using a 5-point Likert-type scale, where responses ranged from 

“1 (Strongly Disagree) to 5 (Strongly Agree)”. Below is a summary of the measurement 

instruments employed in the study: 

Psychological Resilience Scale: The short form of the Connor-Davidson Resilience Scale, 

initially developed by Connor and Davidson (2003), was utilized to measure the resilience 

levels of healthcare professionals. The scale's Turkish adaptation was conducted by Kaya and 

Odacı (2021). The scale consists of 10 items and a single dimension. The scale includes 

statements such as "I can adapt to changes" and "I am not distracted under stress and can think 

clearly." 

Turnover Intention Scale: To measure participants' turnover intentions, the scale originally 

developed by Rosin and Korabik (1991) and adapted into Turkish by Elmas (2012) was utilized. 

The single-dimension scale includes four items: "If I had a better alternative, I would leave this 

organization" and "If possible, I would consider leaving the organization." 

Supervisor Support Scale: Perceived supervisor support was assessed using the Supervisor 

Support Scale, a unidimensional instrument consisting of 11 items, originally developed by 

Giray and Şahin (2012). The scale includes items such as "My manager defends me against 

others in the organization when I make an unintentional mistake" and "My manager is 

concerned about my general well-being, such as my health and happiness." 

Career Satisfaction Scale: The Career Satisfaction Scale was developed by Greenhaus et al. 

(1990) and adapted into Turkish by Avcı and Turunç (2012). The scale consists of five items 

and a single dimension. The scale includes items reflecting career satisfaction, such as "I am 

satisfied with my career achievements" and "I am satisfied with the progress I have made in 

achieving my overall career goals." 

4. RESULTS 

This part of the study presents the results derived from the conducted analyses. 
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4.1. Sociodemographic Structure of the Study Sample 

Table 1 displays the socio-demographic characteristics of the healthcare professionals included 

in the sample. 

Table 1. Socio-demographic profile of the participants 

Characteristis Category Frequency Percentage 

Gender 
Female 

Male 
223 
214 

51 
49 

Marital Status 
Married 
Single 

199 
238 

45,5 
54,5 

Age 

18-23 
24-29 
30-35 
36-41 

42 and abow 

76 
128 
118 
87 
28 

17,4 
29,3 
27 

19,9 
6,4 

Sector 
Ministry of Health Hospital 

University Hospital 
Private Hospital 

190 
139 
108 

43,5 
31,8 
24,7 

Title 

Doctor 
Dentist 

Pharmacist 
Nurse 

Midwife 
Other 

36 
26 
63 

165 
52 
95 

8,2 
5,9 

14,4 
37,8 
11,9 
21,7 

Prefessional Experience 

Less than 1 year 
1-3 year 
4-9 year 

10-15 year 
16-21 year 

22 year and abow 

66 
140 
130 
62 
30 
9 

15,1 
32 

29,7 
14,2 
6,9 
2,1 

Of the participants, 223 were female and 214 were male, 199 were married, and 238 were single. 

The age distribution of the participants was as follows: 76 people were between the ages of 18 

and 23, 128 people were between the ages of 24 and 29, 118 people were between the ages of 

30 and 35, 87 people were between the ages of 36 and 41, and 28 people were over the age of 

41. In terms of the sectoral distribution of the healthcare institution, 190 people worked at the 

Ministry of Health Hospital, 139 people worked at a university hospital, and 108 people worked 

at a private hospital. The participants' titles varied as follows: doctor (36), dentist (26), 

pharmacist (63), nurse (165), midwife (52), and other titles (95). Of the participants, 66 people 

have been working in their current institutions for less than 1 year, 140 people for 4-9 years, 

130 people for 4-9 years, 62 people for 10-15 years, 30 people for 16-21 years, and nine people 

for more than 21 years. 
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4.2. Assessment of Construct Validity and Reliability 

To verify the validity and reliability of the instruments used, confirmatory factor analysis (CFA) 

was performed. Internal consistency of the measurement instruments was evaluated using 

Cronbach’s alpha coefficients and composite reliability (CR) values. For validity, convergent 

and discriminant approaches were applied. The outcomes of these analyses are presented in 

Table 2. 

Table 2. Validity and realibility findings regarding the scales 

Items Factor Loadings Cronbach’s Alpha CR AVE 

PR1 0,743 

0,893 0,912 0,511 

PR2 0,743 

PR3 0,737 

PR4 0,736 

PR5 0,731 

PR6 0,705 

PR7 0,694 

PR8 0,686 

PR9 0,683 

PR10 0,682 

TI1 0,860 

0,858 0,904 0,701 
TI2 0,845 

TI3 0,837 

TI4 0,806 

SS1 0,817 

0,920 0,933 0,559 

SS2 0,787 

SS3 0,772 

SS4 0,760 

SS5 0,753 

SS6 0,750 

SS7 0,744 

SS8 0,744 

SS9 0,740 

SS10 0,703 

SS11 0,639 

CS1 0,828 

0,848 0,893 0,625 

CS2 0,812 

CS3 0,801 

CS4 0,779 

CS5 0,730 
PR: Psychological Resilience; TI: Turnover Intention; SS: Supervisor Support; CS: Career Satisfaction; CR: Composite Reliability; 
AVE: Average Variance Explained. 

Table 2 presents the reliability indices of the study scales. Psychological resilience (α = 0.893, 

CR = 0.912), turnover intention (α = 0.858, CR = 0.904), supervisor support (α = 0.920, 

CR = 0.933), and career satisfaction (α = 0.848, CR = 0.893) exceeded the 0.70 threshold, 
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supporting their internal consistency and reliability (Fornell and Larcker, 1981; Sürücü et al., 

2023).  

Construct validity was assessed by analyzing the average variance extracted (AVE) and 

composite reliability (CR) values. The results showed that all AVE values exceeded the 0.50 

threshold, and CR values were higher than their respective AVE scores, supporting convergent 

validity (Hair Jr et al., 2009; Sürücü et al., 2023). In assessing discriminant validity, the square 

root of the AVE for each construct (√AVE) was compared with the correlation coefficients 

between constructs. As recommended by Fornell and Larcker (1981), the √AVE values 

exceeded the inter-construct correlations and remained below 0.90, indicating that discriminant 

validity was achieved (Sürücü et al., 2023). Table 3 summarizes these findings. 

Table 3. Correlation analysis results 

Variables Mean Sd. 1. 2. 3. 4. 

1.Psychological Resilience 3,61 0,71 0,715a    

2.Turnover Intention 2,47 0,99 -0,260** 0,837a   

3.Supervisor Support 3,50 0,78 0,591** -0,220** 0,748a  

4.Career Satisfaction 3,54 0,84 0,682** -0,276** 0,633** 0,791a 

**p<0,01; a= The square root of AVE. 

Table 3 presents the descriptive statistics of the research variables, along with the correlation 

coefficients that indicate the relationships among them. According to the correlation analysis 

results, there is a positive, significant relationship between psychological resilience and 

supervisor support (r = 0.591; p < 0.01) and career satisfaction (r = 0.682; p < 0.01), while there 

is a negative, significant relationship between turnover intention (r = -0.260; p < 0.01). 

Similarly, there is a significant negative relationship between turnover intention and supervisor 

support (r = -0.220; p < 0.01) and career satisfaction (r = -0.276; p < 0.01). A statistically 

significant positive correlation was found between supervisor support and career satisfaction 

(r = 0.633, p < 0.01). 

4.3. Results of the Hypothesis Test 

Structural equation analysis was conducted using LISREL 8.7 to test the research hypotheses. 

In the mediator variable analysis process, the model was tested in a two-stage process based on 

the assumptions proposed by Baron and Kenny (1986). In the first stage, a three-step approach 

was followed to compare beta coefficients between variables and examine the mediating roles 

of psychological resilience and career support. 

In the first step, a measurement model was constructed to demonstrate the direct effect of 

psychological resilience on turnover intention (Model 1). In the second step, a mediation model 

was developed, integrating the influence of psychological resilience on supervisor support and 

how, in turn, supervisor support affects turnover intention (Model 2). Similarly, a mediation 

model was constructed that combined the effect of psychological resilience on career support 

and the impact of career support on turnover intention (Model 3). In the third step, two 
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measurement models were constructed, reflecting the research model, with supervisor support 

and career satisfaction added separately as mediators (Models 4 and 5). In these models, the 

beta coefficient demonstrating the effect of psychological resilience on turnover intention 

should be significant and less significant than the effect in Model 1 (Baron and Kenny, 1986). 

When these conditions are met, supervisor support and career satisfaction are determined to be 

mediating variables. 

Table 4. Analysis results regarding the research model 

Model Hypothesis Regression Path β t Result 

1 H1 PR→TI -0,30 -5,45 Acceptance 

2 H2 PR→SS 0,65 10,35 Acceptance 

2 H4 SS→TI -0,26 -4,66 Acceptance 

3 H3 PR→CS 0,78 12,32 Acceptance 

3 H5 CS→TI -0,33 -5,70 Acceptance 

4 H6 PR→SS→TI -0,24 -3,20 Acceptance 

5 H7 PR→CS→TI -0,13 -1,33 Reject 

Model 4 Indirect Effect  -0,169   

Model 5 Indirect Effect  -0,2574   
PR: Psychological Resilience; TI: Turnover Intention; SS: Supervisor Support; CS: Career Satisfaction 

Table 4 presents evidence that the expectations concerning the path (β) coefficients for 

identifying the mediation effect were fulfilled in all models except Model 5. The analysis of the 

first model revealed that psychological resilience had a significant and negative impact on 

turnover intention (β = -0.30; p < 0.00; t > 2.56). The analysis of the second model revealed 

that psychological resilience positively and significantly predicted supervisory support 

(β = 0.65; p < 0.00; t > 2.56), and supervisory support had a significant and negative effect on 

turnover intention (β = -0.26; p < 0.00; t > 2.56). Similarly, in the third model, psychological 

resilience was found to have a significant positive effect on career satisfaction (β = 0.78; 

p < 0.00; t > 2.56) and an adverse impact on turnover intention (β = -0.33; p < 0.00; t > 2.56). 

In the fourth model, where supervisor support was included as a mediator variable, the effect 

of psychological resilience on turnover intention was observed to decrease (β = -0.24, p < 0.00; 

t > 2.56). In Model 5, although the effect of psychological resilience on turnover intention was 

observed to decrease, the mediating role of career satisfaction could not be confirmed due to 

the insignificant t-value (β = -0.13, p < 0.00; t < 2.56). The second step in the mediator variable 

analysis process was to compare model fit values. In this context, since the mediating role of 

career satisfaction could not be verified in the previous stage, the goodness-of-fit values for 

determining the mediating role of supervisor support alone are given in Table 5. 

Table 5. Goodness-of-fit values regarding the mediating role of supervisor support 

Model X2/sd p RMSEA GFI SRMR NFI CFI 

1 4,11 0,000 0,084 0,91 0,051 0,95 0,96 

2 3,04 0,000 0,068 0,87 0,051 0,95 0,97 

4 3,02 0,000 0,068 0,87 0,046 0,95 0,97 
Model Anlamlılığı: p<0,01 
Model Uyumu: x2/sd<5 
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When the fit indices were examined, it was found that the research model (Model 4) had 

excellent and acceptable fit values. Both the CFI (0.97) and NFI (0.95) values are above the 

0.90 threshold, indicating a strong fit, while the RMSEA value of 0.068 falls within the 

acceptable range (Schermelleh-Engel et al., 2003). When the mediation status of supervisor 

support was evaluated, the goodness-of-fit values in Model 4 were observed to be lower than 

in Model 1. However, direct and indirect effects were also examined. Accordingly, the direct 

effect of psychological resilience on turnover intention was β=-0.30, and the indirect effect was 

β=-0.17 (p=0.00). These results indicate that psychological resilience has a positive and 

significant effect on turnover intention, and supervisor support has a partial mediating role in 

this relationship. The findings indicate that hypotheses H1, H2, H3, H4, H5, and H6 of the study 

were supported. It shows that the H7 hypothesis is not supported. 

5. DISCUSSION  

This research evaluated an integrated model to investigate how psychological resilience 

influences turnover intention among healthcare professionals, with particular focus on the 

mediating roles of perceived supervisor support and career satisfaction. The results obtained 

from the structural equation modeling give substantial support to the hypothesized model. The 

findings revealed that psychological resilience exerted a direct, negative, and statistically 

significant influence on turnover intention, and also had an indirect impact mediated by 

supervisor support. The career satisfaction variable, while having a direct effect on turnover 

intention, was not found to be statistically significant in its mediating role. These results suggest 

that individual resilience strengthens the tendency to stay, but for this effect to be more 

effective, the involvement of organizational support factors, particularly supervisor support, is 

crucial. 

The first finding of the study indicates that as healthcare workers' psychological resilience 

levels increase, their turnover intention decreases. This finding is consistent with the results 

obtained in studies by Şanlı et al. (2024), Xu et al. (2025), and Khairy et al. (2025). These 

studies reveal that individuals with high psychological resilience cope more effectively with 

job stress and have more substantial organizational commitment. Within the framework of COR 

Theory, resilience represents an individual's personal strength that buffers resource loss. 

According to Hobfoll's (1989) principle of loss primacy, individuals exhibit behaviors aimed at 

preventing loss before seeking gain. Therefore, employees with high resilience are expected to 

view leaving their job not as a means of gaining new resources, but rather as a risk of losing 

existing resources (status, seniority, income, social relationships). Therefore, this finding 

supports the idea that psychological resilience is a fundamental personal resource that explains 

employees' tendency to stay in the organization. 

The second finding of the study indicates that employees with high psychological resilience 

perceive more support from their managers, and manager support functions as an important 

mechanism that partially explains the relationship between resilience and turnover intention. 
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This finding is consistent with the COR approach, which argues that employees' individual 

resources become more effective when combined with organizational social resources. Hobfoll 

et al.'s (2018) concepts of "resource caravans" and "resource passageways" suggest that 

personal resources have a stronger impact when combined with organizational or social support 

structures. The study's findings suggest that, within this framework, the effect of resilience on 

turnover intention is strengthened, particularly through supervisor support. This finding is 

consistent with Richardson's (2002) resilience process model. The model suggests that the 

impact of individual resources becomes more pronounced when considered in conjunction with 

external support systems. Similarly, the studies of Lartey et al. (2014) and Hart et al. (2012) 

also suggest that organizational support structures channel individual resilience into workplace 

behaviors. In this respect, supervisor support can also be considered as a factor that increases 

the functionality of individual psychological resources. 

The third finding of the study is that although psychological resilience increases career 

satisfaction, career satisfaction does not emerge as a mechanism explaining the relationship 

between resilience and turnover intention. Şanlı et al. (2024) and Xue et al. (2022) reported that 

career satisfaction has an indirect effect on turnover in some samples. While this finding may 

seem unexpected at first glance, it points to an understandable pattern when evaluated from the 

perspective of COR Theory. According to COR Theory, not all resources are equally functional 

in every context and at every stress level. Hobfoll et al. (2018) argue that in organizational 

conditions where the threat of loss is dominant and stress levels rise, primary resources can be 

a determining factor in employee behavior. In this context, supervisory support serves as a 

primary resource that directly protects employees and instills trust within the organization, 

while career satisfaction may function as a secondary resource or a resource that accumulates 

over time. Therefore, the lack of support for the mediating role of career satisfaction in this 

study is theoretically based on the principle of resource selectivity. 

This research also reveals that healthcare workers who perceive higher levels of support from 

their managers have significantly lower intentions to leave their jobs. This finding is supported 

by empirical data obtained by Ertürk (2014), Xu et al. (2022), and Lartey et al. (2014). Lartey 

et al. (2014) stated that supervisor support strengthens commitment to the organization by 

increasing job satisfaction, thereby reducing turnover intentions. The lower turnover intentions 

of healthcare workers who perceive higher levels of support from their managers can be 

explained by the resource passageways and primacy of loss principles of COR Theory. 

According to Hobfoll et al. (2018), organizational support creates environmental gateways 

through which individuals can conserve or replenish their personal resources. In this respect, 

managerial support serves as a buffer mechanism against job stress and the threat of resource 

loss. A supportive manager helps employees preserve their existing resources (self-esteem, 

sense of control, social acceptance) by reducing their perceptions of burnout, uncertainty, and 

worthlessness. Thus, employees with high perceptions of support are less likely to leave the 

organization. This is because leaving their job means severing their existing resource network. 
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Therefore, the finding suggests that organizational support resources, as well as individual 

resilience, shape employees' resource conservation strategies. 

The final finding of the study shows that as healthcare professionals' career satisfaction 

increases, their intention to leave their job decreases significantly. This result supports the 

findings of Kenek and Sökmen (2018) and Xue et al. (2022). Employees who are satisfied with 

their careers are observed to have higher motivation to stay. However, the literature also 

indicates that this relationship is sensitive to contextual factors and may vary across different 

cultural or organizational environments (Anafarta and Yılmaz, 2019). Furthermore, this finding 

reflects the resource gain spiral principle of COR Theory. According to Hobfoll (2001), the 

existence or strengthening of a resource increases the likelihood of an individual acquiring new 

resources, thus creating a positive gain cycle. Employees who are satisfied with their careers 

feel rewarded for their past efforts, that their efforts are meaningful, and that their professional 

identity is strengthened. This leads to the acquisition of additional resources such as emotional 

energy, self-efficacy, and organizational belonging. In this process, employees tend to maintain 

their current job gains rather than leave because they view it as a resource accumulation area. 

Therefore, the fact that career satisfaction reduces intention to leave may reflect employees' 

tendency to maintain long-term resource stability. 

The study's findings, when considered within the Turkish context, necessitate a more in depth 

evaluation. This is because intention to leave does not always translate into action. From this 

perspective, it's crucial to discuss why healthcare workers still choose to leave their jobs, as 

well as why they persist. When these findings are considered together, it becomes clear that 

intention to leave healthcare workers is not limited to a psychological or emotional response. 

In this context, factors such as public security, the possibility of finding alternative employment, 

the cost of changing specialties, mandatory service practices, family responsibilities, regional 

employment restrictions, and societal risk perception may hinder the transformation of intention 

to leave into action. This supports the COR Theory's notion that fear of resource loss surpasses 

motivation for gain (Hobfoll et al., 2018). In other words, even if employees want to leave their 

current positions, they may not act on this decision due to potential new losses (income, status, 

seniority, social circle, etc.). Türkiye's cultural context also reinforces this dynamic. In 

collectivist cultures, leaving a job is a collective decision-making process evaluated at the 

household level. The reluctance of individuals working in public healthcare institutions to risk 

losing secure employment, emerges as an explanatory factor for the gap between intention and 

behavior. 

Consequently, this study departs from the two extreme approaches in the literature, which 

reduce explanations to individual factors or organizational policies, and proposes a multilayered 

assessment. While individual resources tend to reduce turnover intentions, the determining 

factor in translating this effect into behavior is the interaction between organizational support 

mechanisms and macro-level economic and cultural conditions. 
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6. LIMITATIONS and RECOMMENDATIONS 

It should be noted that this study has several limitations. First, the research data were obtained 

only from healthcare professionals working in small-sized provinces in the Central Anatolia 

Region of Türkiye. Türkiye's healthcare system structure exhibits regional differences in terms 

of institution types, workload levels, and organizational culture. Therefore, this should be 

considered a significant methodological limitation that limits the generalizability of the findings 

to all healthcare professionals nationwide. Given that healthcare professionals in metropolitan 

cities may have different experiences with workload, institution structure, and organizational 

roles, the findings of this study offer valuable insights into the Turkish context, but caution 

should be exercised when directly generalizing to all healthcare institutions. Therefore, future 

research is recommended to retest the model with larger and more diversified samples 

encompassing different regions of Türkiye, various institution types (private hospitals, 

university hospitals, city hospitals), and different cultural backgrounds. Furthermore, the data 

used in the study are based on subjective assessments, and factors such as social desirability 

bias or respondent bias may limit objectivity. It would be beneficial for future research to 

produce more holistic and objective results by supporting quantitative data with qualitative 

methods. 

In this study, supervisor support and career satisfaction variables were specifically included in 

the model as mediating mechanisms to explain the relationships between psychological 

resilience and intention to leave. The selection of these two variables is important for the 

theoretical framework of the study because they are consistent with the resource interaction 

approach of COR Theory and represent critical processes in understanding the organizational 

behavior of healthcare professionals. Furthermore, it would be beneficial for future research to 

expand the scope of the model to include other variables that may influence intention to leave, 

such as organizational justice, job stress, leadership style, and emotional exhaustion. Examining 

these variables will contribute to a more holistic understanding of the processes of employee 

resource loss, burnout, and organizational commitment. 

The study's results also offer some methodological recommendations for future research 

designs. Using longitudinal research designs to examine the temporal dynamics of relationships 

between variables can provide stronger evidence of causality. Mixed research methods, on the 

other hand, can both deepen the interpretation of quantitative findings and provide more 

qualitative insights into employees' experiences. Furthermore, using multilevel analysis to 

understand how organizational factors interact with individual characteristics is considered a 

significant contribution to the literature. 

These research results have practical implications for healthcare institutions. First, considering 

the role of psychological resilience in supporting employee engagement, it is crucial for 

organizations to develop employee resilience development programs, stress management 

training, and work-life balance practices. Second, the relationship managers establish with 
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employees appears to play a critical role in their intention to leave. Therefore, manager training 

aimed at developing supportive leadership behaviors is an area of practice that should be 

strengthened within the organizational culture. Third, the career satisfaction finding 

demonstrates healthcare professionals' sensitivity to professional advancement, recognition, 

development opportunities, and fair performance evaluation systems. However, evaluating the 

research results within the Turkish context highlights an important point: intention to leave may 

not always translate into action. In Türkiye, factors such as economic conditions, limited 

opportunities for alternative employment, perceived security associated with public 

employment, cultural norms of commitment, and the cost of professional mobility may delay 

employees' decision to leave. Therefore, the intention to leave observed in this study may reflect 

employees' perceptions of resource loss related to working conditions rather than their desire to 

leave the organization. In other words, in Türkiye, turnover intention may function as a sign of 

dissatisfaction with current conditions rather than the likelihood of employees leaving their 

current job. 

In conclusion, this study demonstrates that healthcare workers' tendency to remain in their 

organizations can be explained by individual (resilience), managerial (support), and 

professional (career satisfaction) factors, and contributes to healthcare institutions at both 

theoretical and practical levels. The findings will serve as a guide for managers, human 

resources departments, and policymakers seeking to strengthen employee engagement. 

7. CONCLUSION 

This study examined the impact of psychological resilience on intention to leave among 

healthcare professionals and tested the mediating roles of perceived supervisor support and 

career satisfaction in this relationship. The findings obtained through structural equation 

modeling largely supported the proposed model. Psychological resilience demonstrated a 

direct, negative, and significant effect on intention to leave. It also exerted an indirect effect 

through supervisor support. While career satisfaction had a direct, significant effect on intention 

to leave, its mediating role was not statistically confirmed. These results suggest that 

psychological resilience at the individual level strengthens employees' tendency to stay with 

their organization, but this effect becomes more pronounced when combined with 

organizational resources such as supervisor support. Conversely, the direct effect of career 

satisfaction suggests that employees' levels of job satisfaction are an important variable 

influencing intention to stay with their organization. 

References 

Allen, N. J., & Meyer, J. P. (2000). Construct validation in organizational behavior research: 

The case of organizational commitment. In R. D. Goffin, & E. Helmes (Eds.), Problems 

and solutions in human assessment (pp. 285-314). Springer. 

https://doi.org/10.1007/978-1-4615-4397-8_13  

https://doi.org/10.1007/978-1-4615-4397-8_13


Yıl/Year: 2026, Cilt/Volume: 07, Sayı/No: 01, 91-117. e-ISSN: 2718-1081.                                                   

 

 113 

Al-Wathinani, A. M., Almusallam, M. A., Albaqami, N. A., Aljuaid, A. M., Alghamdi, A. A., 

Alhallaf, M. A., & Goniewicz, K. (2023). Enhancing psychological resilience: 

Examining the impact of managerial support on mental health outcomes for Saudi 

ambulance personnel. Healthcare, 11(9), 1277. 

https://doi.org/10.3390/healthcare11091277  

Amin, Z., & Akbar, K. P. (2013). Analysis of psychological well-being and turnover intentions 

of hotel employees: an empirical study. International Journal of Innovation and Applied 

Studies, 3(3), 662-671. 

Anafarta, A., & Yılmaz, Ö. (2019). Kariyer tatmini ve işten ayrılma niyeti arasındaki ilişkide 

işe adanmışlığın aracılık rolü. İşletme Araştırmaları Dergisi, 11(4), 2944-2959. 

https://doi.org/10.20491/isarder.2019.786  

Astuti, T., & Helmi, A. F. (2021). Perceived supervisor support and turnover intention: A meta-

analysis study. Buletin Psikologi, 29(1), 1-13. 

https://doi.org/10.22146/buletinpsikologi.54366  

Avcı, U., & Turunç, Ö. (2012). Dönüşümcü liderlik ve örgüte güvenin kariyer memnuniyetine 

etkisi: Lider-üye etkileşiminin aracılık rolü. Uluslararası Alanya İşletme Fakültesi 

Dergisi, 4(2), 45-55. https://dergipark.org.tr/tr/pub/uaifd/issue/21594/231869  

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social 

psychological research: Conceptual, strategic, and statistical considerations. Journal of 

Personality and Social Psychology, 51(6), 1173-1182. https://doi.org/10.1037/0022-

3514.51.6.1173 

Chen, H., Kewou, N. Y. N., Atingabili, S., Sogbo, A. D. Z., & Tcheudjeu, A. T. (2024). The 

impact of psychological capital on nurses’ job performance: A chain mediation analysis 

of problem-focused coping and job engagement. BMC Nursing, 23(1), 149. 

https://doi.org/10.1186/s12912-024-01802-6  

Conley, S., Muncey, D. E., & You, S. (2005). Standards-based evaluation and teacher career 

satisfaction: Astructural equation modeling analysis. Journal of Personnel Evaluation 

in Education, 18(1), 39-65. https://doi.org/10.1007/s11092-006-9008-1  

Connor, K. M., & Davidson, J. R. (2003). Development of a new resilience scale: The Connor- 

Davidson Resilience Scale (CD-RISC). Depression and Anxiety, 18(2), 76-82. 

https://doi.org/10.1002/da.10113  

Driscoll, J., Stacey, G., Harrison-Dening, K., Boyd, C., & Shaw, T. (2019). Enhancing the 

quality of clinical supervision in nursing practice. Nursing Standard, 34(5), 43-50. 

https://doi.org/10.7748/ns.2019.e11228  

Elmas, S. (2012). İşyerinde mobbing ve çalışanların işten ayrılma niyeti üzerine etkilerine 

ilişkin bir araştırma [Yüksek lisans tezi]. İstanbul Üniversitesi. 

Ertürk, A. (2014). Influences of HR practices, social exchange, and trust on turnover intentions 

of public IT professionals. Public Personnel Management, 43(1), 140-175. 

https://doi.org/10.1177/0091026013517875  

https://doi.org/10.3390/healthcare11091277
https://doi.org/10.20491/isarder.2019.786
https://doi.org/10.22146/buletinpsikologi.54366
https://dergipark.org.tr/tr/pub/uaifd/issue/21594/231869
https://psycnet.apa.org/doi/10.1037/0022-3514.51.6.1173
https://psycnet.apa.org/doi/10.1037/0022-3514.51.6.1173
https://doi.org/10.1186/s12912-024-01802-6
https://doi.org/10.1007/s11092-006-9008-1
https://doi.org/10.1002/da.10113
https://doi.org/10.7748/ns.2019.e11228
https://doi.org/10.1177/0091026013517875


Yıl/Year: 2026, Cilt/Volume: 07, Sayı/No: 01, 91-117. e-ISSN: 2718-1081.                                                   

 

 114 

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with unobservable 

variables and measurement error. Journal of Marketing Research, 18(1), 39-50. 

https://doi.org/10.2307/3151312  

Garrido-Muñoz, M., Blanco-García, C., Diez-Vega, I., García-Merino, S., Acebes-Sánchez, J., 

& Rodríguez-Romo, G. (2024). Psychological resilience, athletic experience, and 

competitive level of judokas. A transversal study. Frontiers in Psychology, 15, 

1440412. https://doi.org/10.3389/fpsyg.2024.1440412  

Giray, M. D., & Şahin, D. N. (2012). Algılanan örgütsel, yönetici ve çalışma arkadaşları desteği 

ölçekleri: Geçerlik ve güvenirlik çalışması. Türk Psikoloji Yazıları, 15(30), 1-9. 

Gök, G. (2024). Yönetici desteğinin psikolojik sağlamlık ve işgören performansına etkisi. III. 

Bilsel Uluslararası Turabdin Bilimsel Araştırmalar ve İnovasyon Kongresi Bildiri 

Kitabı içinde (ss. 63-80). Astana Yayınları. 

Greenhaus, J., Parasurman, S., & Wormley, W. M. (1990). Effects of race on an organiztional 

experiences, job performans evaluations, and career outcomes. Academy of 

Management Journal, 33(1), 64-86. 

Güvendi, K., & İyigün, N. Ö. (2024). Algılanan yönetici desteğinin yeşil örgütsel davranış 

üzerinde etkisinde psikolojik iyi oluşun düzenleyici rolü. Erciyes Akademi Dergisi, 

38(1), 228-247. https://doi.org/10.48070/erciyesakademi.1400720  

Hair Jr, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2009). Multivariate data analysis 

(Seventh edition). Pearson. 

Hart, P. L., Brannan, J. D., & De Chesnay, M. (2012). Resilience in nurses: An integrative 

review. Journal of Nursing Management, 22(6), 720-734. 

https://doi.org/10.1111/j.1365-2834.2012.01485.x  

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress. 

American Psychologist, 44(3), 513-524. https://doi.org/10.1037/0003-066X.44.3.513  

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the stress 

process: Advancing conservation of resources theory. Applied Psychology, 50(3), 337-

421. https://doi.org/10.1111/1464-0597.00062  

Hobfoll, S. E., Halbesleben, J., Neveu, J. P., & Westman, M. (2018). Conservation of resources 

in the organizational context: The reality of resources and their consequences. Annual 

Review of Organizational Psychology and Organizational Behavior, 5, 103-128. 

https://doi.org/10.1146/annurev-orgpsych-032117-104640  

Kaya, F., & Odacı, H. (2021). Connor-Davidson psikolojik sağlamlık ölçeği kısa formu: 

Türkçe’ye uyarlama, geçerlik ve güvenirlik çalışması. HAYEF: Journal of Education, 

18(1), 38-54. 

Kelly, L. A., Gee, P. M., & Butler, R. J. (2021). Impact of nurse burnout on organizational and 

position turnover. Nurs Outlook, 69(1), 96-102. 

https://doi.org/10.1016/j.outlook.2020.06.008  

https://doi.org/10.2307/3151312
https://doi.org/10.3389/fpsyg.2024.1440412
https://doi.org/10.48070/erciyesakademi.1400720
https://doi.org/10.1111/j.1365-2834.2012.01485.x
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1111/1464-0597.00062
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1016/j.outlook.2020.06.008


Yıl/Year: 2026, Cilt/Volume: 07, Sayı/No: 01, 91-117. e-ISSN: 2718-1081.                                                   

 

 115 

Kenek, G., & Sökmen, A. (2018). İş özelliklerinin işten ayrılma niyetine etkisinde kariyer 

tatmininin aracı rolü. İşletme Araştırmaları Dergisi, 10(3), 622-639. 

https://doi.org/10.20491/isarder.2018.491  

Khairy, H. A., Salama, W. M. E., Suliman, M. A., Hassanin, M., Mansour, A. A., & Elkhamy, 

E. S. (2025). Work-leisure conflict and job burnout in the hospitality industry: The 

buffering effects of psychological resilience and detachment. Environment and Social 

Psychology, 10(6), 1-20. https://doi.org/10.59429/esp.v10i6.3698  

Kim, S. Y., & Fernandez, S. (2015). Employee empowerment and turnover intention in the U.S. 

federal bureaucracy. American Review of Public Administration, 47(1), 4-22. 

https://doi.org/10.1177/0275074015583712  

Kislyakov, P. A., & Tsvetkova, N. A. (2024). Psychological resilience of correctional officiers: 

Review of foreignresearch. Russian Journal of Education and Psychology, 15(5SE), 

665-683. https://doi.org/10.12731/2658-4034-2024-15-5SE-662  

Lartey, S., Cummings, G., & Profetto‐McGrath, J. (2014). Interventions that promote retention 

of experienced registered nurses in health care settings: A systematic review. Journal 

of Nursing Management, 22(8), 1027-1041. https://doi.org/10.1111/jonm.12105  

Luthans, F. (2002). The need for and meaning of positive organizational behavior. Journal of 

Organizational Behavior, 23(6), 695-706. https://doi.org/10.1002/job.165  

Luthar, S. S., & Cicchetti, D. (2000). The construct of resilience: Implications for interventions 

and social policies. Development and Psychopathology, 12(4), 857-885. 

https://doi.org/10.1017/S0954579400004156  

Mete, E. S., Sökmen, A., & Sökmen, A. (2021). The relationship between perceived 

supervisory support and turnover intention: The moderator effect of career satisfaction. 

Üçüncü Sektör Sosyal Ekonomi Dergisi, 56(2), 850-874. 

https://doi.org/10.15659/3.sektor-sosyal-ekonomi.21.05.1589  

OECD. (2024). Health at a glance: Europe 2024: State of health in the EU cycle. OECD 

Publishing. https://doi.org/10.1787/b3704e14-en  

Öztürk, K., & Bozkurt, S. (2023). Role of managerial support in the relationship of 

psychological resilience with career satisfaction. BMIJ, 11(4), 1285-1295. 

http://dx.doi.org/10.15295/bmij.v11i4.2303  

Republic of Turkey Ministry of Internal Interior. (2021). Türkiye’nin nüfus haritası. Türkiye 

Cumhuriyeti İçişleri Bakanlığı. https://www.icisleri.gov.tr/turkiyenin-nufus-haritasi-

10072021 (Accessed Date: 20 July 2025). 

Republic of Türkiye Ministry of Health. (2023). Health statistics yearbook 2023 (B. B. Başara, 

A. Aygün, T. A. Özdemir, & B. Kulali, Eds.). General Directorate of Health Information 

Systems. 

Richardson, G. E. (2002). The metatheory of resilience and resiliency. Journal of Clinical 

Psychology, 58(3), 307-321. https://doi.org/10.1002/jclp.10020  

https://doi.org/10.20491/isarder.2018.491
https://doi.org/10.59429/esp.v10i6.3698
https://doi.org/10.1177/0275074015583712
https://doi.org/10.12731/2658-4034-2024-15-5SE-662
https://doi.org/10.1111/jonm.12105
https://doi.org/10.1002/job.165
https://doi.org/10.1017/S0954579400004156
https://doi.org/10.15659/3.sektor-sosyal-ekonomi.21.05.1589
https://doi.org/10.1787/b3704e14-en
http://dx.doi.org/10.15295/bmij.v11i4.2303
https://www.icisleri.gov.tr/turkiyenin-nufus-haritasi-10072021
https://www.icisleri.gov.tr/turkiyenin-nufus-haritasi-10072021
https://doi.org/10.1002/jclp.10020


Yıl/Year: 2026, Cilt/Volume: 07, Sayı/No: 01, 91-117. e-ISSN: 2718-1081.                                                   

 

 116 

Rosin, H. M., & Korabik, K. (1991). Workplace variables, affective responses, and intention to 

leave among women managers. Journal of Occupational Psychology, 64(4), 317-330. 

https://doi.org/10.1111/j.2044-8325.1991.tb00563.x  

Şanlı, M. E., Yıldız, A., Ekingen, E., & Yıldırım, M. (2024). Comparison of stress, anxiety and 

depression levels of health, education and security sector employees: The effect of 

psychological resilience. Stress and Health, 40(5), e3425. 

https://doi.org/10.1002/smi.3425  

Saputra, E., & Syah, T. Y. (2025). Servant leadership, perceived organizational support, job 

embeddedness, job satisfaction, dan perceived supervisor support terhadap turnover 

intention. Maeswara: Jurnal Riset Ilmu Manajemen dan Kewirausahaan, 3(3), 175-

195. https://doi.org/10.61132/maeswara.v3i3.1841  

Schermelleh-Engel, K., Moosbrugger, H. & Müler, H. (2003). Evaluating the fit of structural 

equation models: Tests of significance and descriptive goodness-of-fit measures. 

Methods of Psychological Research Online, 8(2), 23-74. 

Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill-building approach. 

John Wiley & Sons. 

Suedfeld, P. (1997). Homo invictus: The indomitable species. Canadian Psychology / 

Psychologie Canadienne, 38(3), 164-173. https://doi.org/10.1037/0708-5591.38.3.164 

Sürücü, L., Şeşen, H., & Maslakçı, A. (2023). Regression, mediation/ moderation, and 

structural equation modeling with SPSS, AMOS, and PROCESS Macro. Livre de Lyon. 

Sutardi, D., & Novitasari, D. (2024). The impact of learning agility on work engagement is 

mediated by psychological empowerment and resilience in millennial workers. 

Kontigensi: Jurnal Ilmiah Manajemen, 12(1), 125-132. 

https://doi.org/10.56457/jimk.v12i1.508  

Taş, A., & Özkara, Z. U. (2020). İş stresinin algılanan yönetici desteği ile işten ayrılma niyeti 

arasındaki ilişkide üstlendiği rol. OPUS Uluslararası Toplum Araştırmaları Dergisi, 

15(21), 475-504. https://doi.org/10.26466/opus.662681  

The World Health Organization. (2023). WHO health workforce support and safeguards list. 

World Health Organization. 

Uzonwanne, F. C., & Nwanzu, C. L. (2017). Pay satisfaction and career satisfaction as 

predictors of organizational commitment among employee leaders of banks in North 

and Southwest Nigeria. Journal Of Management Research, 17(1), 9-21.  

Vanderkam, T. M., & Suedfeld, P. (2024). Voices of resilience in Ukraine: Psychological 

predictors of resilience in survivor narratives [Unpublished manuscript]. Department 

of Psychology, The University of British Columbia. 

https://www.researchgate.net/publication/384562816_Voices_of_Resilience_in_Ukrai

ne_Psychological_Predictors_of_Resilience_in_Survivor_Narratives (Accessed Date: 

01 July 2025). 

https://doi.org/10.1111/j.2044-8325.1991.tb00563.x
https://doi.org/10.1002/smi.3425
https://doi.org/10.61132/maeswara.v3i3.1841
https://doi.org/10.56457/jimk.v12i1.508
https://doi.org/10.26466/opus.662681
https://www.researchgate.net/publication/384562816_Voices_of_Resilience_in_Ukraine_Psychological_Predictors_of_Resilience_in_Survivor_Narratives
https://www.researchgate.net/publication/384562816_Voices_of_Resilience_in_Ukraine_Psychological_Predictors_of_Resilience_in_Survivor_Narratives


Yıl/Year: 2026, Cilt/Volume: 07, Sayı/No: 01, 91-117. e-ISSN: 2718-1081.                                                   

 

 117 

Wang, L., Li, S., Liu, X., Li, R., & Li, R. (2024). The mediating role of resilience in the 

relationship between meaning in life and attitude toward death among ICU nurses: A 

cross-sectional study. Frontiers in Psychology, 15, 1414989. 

https://doi.org/10.3389/fpsyg.2024.1414989  

Wang, T., & Gao, D. (2022). How does psychological resilience influence subjective career 

success of Internet marketers in china? A moderated mediation model. Frontiers in 

Psychology, 13, 921721. https://doi.org/10.3389/fpsyg.2022.921721  

Xia, Q., Liu, Q., & Qin, G. (2024). The mediating role of psychological resilience in the 

relationship between physical exercise and sense of security among left-behind junior 

high school students: Multi-group comparative analysis of only children and children 

with siblings. Frontiers in Psychology, 15, 1411175. 

https://doi.org/10.3389/fpsyg.2024.1411175  

Xu, C., Wang, Y., Wang, Z., Li, B., Yan, C., Zhang, S., Chen, B., Zhang, D., & Peng, J. (2022). 

Social support and coping style of medical residents in China: The mediating role of 

psychological resilience. Frontiers in Psychiatry, 13, 888024. 

https://doi.org/10.3389/fpsyt.2022.888024  

Xu, Z., Du, W., Zhao, H., Liu, Q., & Xie, W. (2025). The influence of college students’ 

psychological resilience on problem solving: based on eye tracking technology. 

Frontiers in Psychology, 16, 1616452. https://doi.org/10.3389/fpsyg.2025.1616452  

Xue, H., Si, X., Wang, H., Song, X., Zhu, K., Liu, X., & Zhang, F. (2022). Psychological 

resilience and career success of female nurses in central China: The mediating role of 

craftsmanship. Frontiers in Psychology, 13, 915479. 

https://doi.org/10.3389/fpsyg.2022.915479  

Zhang, R., Shan, M., Yin, Y., Wu, Y., Gao, P., Xin, Y., & Shen, K. (2025). Psychological 

capital appreciation as a mediator between resilience and burnout among ICU nurses. 

Frontiers in Public Health, 13, 1551725. https://doi.org/10.3389/fpubh.2025.1551725  

 
Declaration of Contribution Rate: The entire study has been prepared only by the responsible author. 
Declaration of Support and Appreciation: The research did not receive any support from any 
institution or organisation. 
Declaration of Conflict: The author declares that there is no conflict of interest. 

In this study, the rules stated in the “Higher Education Institutions Scientific Research and Publication 
Ethics Directive” were followed. 

This article has been screened with similarity detection software. 

 

https://doi.org/10.3389/fpsyg.2024.1414989
https://doi.org/10.3389/fpsyg.2022.921721
https://doi.org/10.3389/fpsyg.2024.1411175
https://doi.org/10.3389/fpsyt.2022.888024
https://doi.org/10.3389/fpsyg.2025.1616452
https://doi.org/10.3389/fpsyg.2022.915479
https://doi.org/10.3389/fpubh.2025.1551725

