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<Abstract>

Objectives: This study analyzed the influence of the career plateau phenomenon and distributive
justice among hospital nurses on their turnover intention and the moderating effect of proactivity on
these correlations. Methods: Survey data from 459 out of 500 hospital nurses at 9 hospitals were
collected and used for analysis. SPSS 24.0 was used for conducting regression, validity, and reliability
analyses. Results: Career plateau was positively related to turnover intention, whereas distributive
justice was negatively related to turnover intention. Proactivity strengthened the positive influence of
career plateau on turnover intention. By contrast, proactivity alleviated the negative relation between
distributive justice and turnover intention. Conclusions: This study empirically confirmed that career
plateau and distributive justice are important antecedent factors of the turnover intention of hospital
nurses. Proactivity played a key moderating role between these antecedent factors and turnover

intention. Theoretical and practical implications of this study were also discussed.
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<Table 1> Turnover Intention by General Characteristics (N = 459)

Categories N %

Sex Men 10 2.2%
Women 449 97.8%

22-34 337 73.4%

Age, in years 35-44 92 20%
=45 27 5.9%

Civil status Married 192 41.8%
Unmarried 267 58.2%

College 9 19.8%

Education level University 309 67.3%
Master’s degree 59 12.9%

100-199 7 1.5%

200299 219 47.7%

Salary (10,000 KRW/month) 300-399 203 44.9%
=400 30 6.5%

Tertiary 226 49.2%

Type of hospital General 118 27.9%
Specialist 105 22.9%

General ward 190 41.4%

Nursing Care Integrated Services ward 49 10.7%

Department Qutpatient 13 24.6%
ICU 43 9.4%

ER 35 7.6%

OR 29 6.3%

Three-shifts duty 309 67.3%

Type of work Fixed duty (evening/night) 9 2%
Full time 141 30.7%

1-9 313 67.3%

Total length of career, 10-14 9 9%
n years 215 141 30.7%
) 1-4 219 47.7%

g?nvsct)rgkof career in the present place 59 130 08 3%
) ’ 10-14 61 13.3%
n years 215 49 10.7%
Current position Staff nurse 376 81.9%
Nurse in charge 81 17.6%
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<Table 2> Basic Statistics and Reliability Analysis (N = 459)

Standard Correlation
Item Mean o
Deviation sC cC DJ PR
SC 3.83 1.20 1
CcC 3.45 1.03 0.293™ 1
DJ 3.10 1.12 -0.233" -0.228" 1
PR 4.44 0.75 -0.79 -0.283" 0.087 1
Tl 4.59 1.1 0.266"™ 0.305™ -0.316" -0.073

T*p <.05, **p <.01, ***p <.0001

ICP: Career Plateau, SC: Structural Career Plateau, CC: Content Career Plateau,
DJ: Distributive Justice, PR: Proactivity, Tl: Turnover Intention
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2).

Factor Loadings

DJ PR

SC cC Tl

DJ_2 0.933

DJ_5 0.922

DJ_3 0.930

DJ_4 0.930

DJ_1 0.856

DJ_6 0.802

PR_4 0.807

PR_3 0.784

PR_5 0.715

PR_1 0.703

PR_2 0.697

SC_3

0.865

SC_5

0.846

SC_1

0.762

SC_4

0.740

CC5

0.850

CC 4

0.849

CC3

0.783

CC2

0.587

T_2

0.873

T_3

0.795

T

0.710

Eigen value 5.073 3.413

2.848 2.598 2.364

% of total

! 22.058 14.839
variance

12.385 11.297 10.321

Cumulative % of

! 22.058 36.897
variance

49.281 60.579 70.900

T*p <.05, **p <.01, **x*p <.0001

ICP: Career Plateau, SC: Structural Career Plateau, CC: Content Career Plateau,
DJ: Distributive Justice, PR: Proactivity, Tl: Turnover Intention
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<Table 4> Regression Analysis Results of the Correlation between Career Plateau, Distributive Justice,
Pro-activity, and Turnover Intention (N = 459)

Model 1 Model 2 Model 3 Model 4
ltem 8 SE 8 SE 8 SE 8 SE
Age -9.194E-5  0.001  0.000 0001  0.000 0.001 -8.097E-5  0.001
Sex -0.479 0379  -0.370 0342  -0.365 0.342  -0.321 0.341
Tenure -0.004 0.001  -0.005™ 0001  -0.005"* 0001 -0.005™ 0.001
Pay level -0.106 0.118  -0.033 0106  -0.027 0.107  -0.025 0.107
Education -0.141 0.106  —0.069 0096  —-0.083 0.097 -0.085 0.096
Working position ~0.254 0162  -0.233 0146 0237 0146 -0.235 0.146
Three-shift duty -0.008 0238  0.201 0214  0.199 0.214  0.208 0.213
Fixed duty 0.037 0459  0.322 0414  0.306 0.414  0.266 0.412
Outpatient -0.156 0.25  0.000 0230  -0.002 0230  0.009 0.230
IcU 0.141 0202  0.137 0182  0.139 0.182  0.139 0.182
ER 0.033 0218  0.084 0197  0.070 0.198  0.064 0.197
Nursing Cae 5 o 0.206  0.013 0185  0.017 0.185  0.017 0.184
Integrated Services
General hospital -0.451" 0.143  -0.209 0131  -0.204 0131  -0.202 0.130
Special hospital -0.551" 0177  -0.352° 0160  -0.364" 0.161  -0.367" 0.160
sC 0207 0045 02077 0.045 0.208™ 0.045
cc 0187 0052 0201 0.054 0.198™ 0.054
DJ —0.267" 0046  -0.267" 0046 -0.279™ 0.046
PR 0.064 0.068  0.099 0.069
PR*SC -0.012 0.050
PRCC 0.112+ 0.053
PR+DJ 0.102+ 0.047
Adi. Re 0.091 0.279 0.279 0.290
AR 0.185 0.001 0.015
F 3713 9.863" 9.430" 8.795"

T*p <.05, **p <.01, ***p <.0001
ICP: Career Plateau, SC: Structural Career Plateau, CC: Content Career Plateau,
DJ: Distributive Justice, PR: Proactivity, TI: Turnover Intention
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