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Abstract

Deficiency of nursesis one of the very prominent issuesin many countries. A high turnover
rate among nurses is contributing to the deficit; interpersonal conflicts, job burnout, and intentions
to leave. All these have been identified as the predictors of nurses turnover. The evidence
demonstrates that the working conditions for nurses certainly influence nurses interpersona con-
flicts, burnout and intentions to leave. From the best of the researchers knowledge the relationship of
these variables in a single model has not been investigated worldwide. For investigating the mediat-
ing role of job burnout in the relationship between interpersonal conflicts and intentions, a cross-
sectional research design was utilized in this study. The data was collected from 232 nurses of pub-
lic and private teaching hospitals in Lahore, Pakistan. Three standardized scales were used: the In-
terpersona Conflicts Scale, the Job Burnout Scale and the Intentions to leave Scale. The nurses
working in the hospitals with less intentions to leave have significantly less interpersonal conflicts
and job burnout. Moreover, job burnout partially mediates the relationship of interpersonal conflicts
and intentions to leave. Results of demographic data show that number of female nurses is over-
whelmingly more with none from top level management. The nurses' intentions to leave are a sig-
nificant concern. They can be facilitated by reducing the nurses’ interpersonal conflicts and job bur-
nout in Pakistani teaching hospitals. Interpersonal conflicts and ‘intentions to leave’ partialy me-
diate job burnout. Reducing interpersonal conflicts for nurses may decrease burnout and intentions
to leave. Hence, focusing on these research outcomes, it is likely to retain nurses in the hospitals.
This research may help policymakers and health managers to minimize interpersona conflicts and
job burnout. They can make policies to employ more women especially men in nursing profession to
overcome the shortage. They may aso encourage the nursing staff to compete for top level man-
agement. Future research can be extended beyond interpersonal conflicts, job burnout and intentions
to leave

Keywords: Interpersona Conflicts, Job Burnout, Intentions to Leave, Nurses, Nursing Poli-
cy, Public and Private Teaching hospitals, Lahore, Pakistan

Introduction

The deficiency of the nursing staff is not only a crucial problem in Pakistanbut also becom-
ing a noteworthy problem of the hospital settings around the world (Nantsupawatet a., 2017).
Shortage of the nursesisacritical issue not only in the devel oping and developed countries (Yasmin
and Marzuki 2015) but aso in highly developed country such as USA (Juraschek, et al., 2012; Chan
et a., 2013). Moreover, nursing outcomes such as burnout and intentions to leave are directly
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influenced by nursing staff deficiency (Aiken et a., 2012).Hence intentions to leave also considers
as global issue.

Employees in any organizations are the valuable talent. The primary threat to any of the or-
ganization concern is to attach the employees for a long time because a massive budget is spent on
the employees. Consequently, organizations need to focus on their employees’ welfare and working
enviornment for their retention. The employees of any business entities are the strong support for
them. So, to keep them stay comfortably can reduce the intentions to leave (Kaur,et a.; 2010). This
study intends to investigate the extent of the interpersonal conflicts affecting nurses’ job burnout and
intentions to leave within the context of the nurses’ teaching hospitals in Lahore, Pakistan.

Alarming situation is worth mentioning in Pakistan where approximately, 180 million people
suffer from basic human rights such as education and health (Khan et a. 2015). Here 0.6 nurses
serve 1000 people, this figure is comparatively very less than the rest of world namely: Switzerland
17.6, Norway 16.2, Denmark 16.5, Australia 11.6, Japan 11, China 2.2 (OECD/EU. 2016; OECD/
Asia. 2016).

Lately, nurses’ deficiency is becoming a crisis in hospitals settings. Many experienced
nurses are leaving the nursing profession, and young people are not further choosing nursing sector
as a valuable profession. It affects directly patient’ health and quality of care. The study aims to
explore the impact of interpersona conflicts on job burnout and intentions to leave in the nursing
staff of the teaching hospitals in Lahore Pakistan. The current research emphasizes on intentions to
leave in Pakistan in the nursing sector specifically. Significant investigations on “interpersonal con-
flicts’ and its impact on nursing outcomes as “job burnout” and “intentions to leave” have been
conducted separately worldwide, but no such study has performed in teaching hospitals in Lahore,
Pakistan. Moreover, there is no research on the relationship between interpersona conflicts and
nurses’ intentions to leave with the mediation of job burnout among the nurses.

This study intends to investigate the extent of the interpersonal conflicts affecting nurses' job
burnout and intentions to leave and aso the mediating role of job burnout between the relationship
of interpersonal conflicts and intentions to leave within the context of the teaching hospitals.

The study aims to address the following research question:

Does the job burnout mediate the relationship between interpersonal conflicts and the
intentions to leave in the nursing sector?

Researchers like Aiken et al. (2012) and Zhu et al. (2012) explored that the nurses deficien-
cy negatively influenced the patients’ health and quality of care. Hence, controlling the interpersonal
conflicts is considered as a successful approach to reduce burnout and nurses intentions to leave
their job. Job burnout and intentions to leave are significant outcomes which disturb the nursing per-
sonnel and need immediate attention and intervention by the managers, clinicians and policymakers
(Flinkman et al. 2010; Briaet al. 2013; Hayes et a. 2012).

While discussing the intentions to leave in Pakistan Yasmin et al (2015) state that shortage of
the nurses is a critical issue in the developing and developed countries. Pakistan being an underde-
veloped country faces the same scenario. Pakistan is also facing the same problem of nurses’ short-
age. Scarcity of nurse subsequently deteriorates the situation. Intention to leave is a global concern
which exists in developed, developing, and under developed countries. To solve this problem, quan-
titative analysis was carried out. This quantitative analysis also considered other closely related va-
riables such as interpersonal conflicts and job burnout.

Openly accessible at http://www.european-science.com 2




Social science section

Literature Review

I nterpersonal conflicts

Jerng et al., (2017) define interpersonal conflict as “a dynamic process that occurs between
interdependent individuals, groups, or both, as they experience negative emotional reactions to per-
ceived disagreements and interference with the attainment of their goals.”

In any organization, conflicts are considered as a challenging task because organizations
provide an attractive level and platform for different goals, concerns, values and beliefs that occur
(Rahim, 2011). Notwithstanding, interpersonal conflicts reflect serious encounter in hospital work-
ing environment (El-Hosany, 2016) and also many professionals like nurses, doctors, co-workers,
managers and directors experience interpersona conflicts (Guidroz, et a., 2012).

More specifically, interpersona conflicts occur frequently in operation rooms, intensive
care centers and in emergency rooms (Fassier, andAzoulay,2010; Katz 2007; Chan et a., 2014,
Lancman et al., 2013 ). Nurses as necessary part of these settings suffer interpersonal conflicts giv-
ing rise to serious concerns in the shape of inferior care of patients, more errors, greater level of job
burnout, and increased level of patient care cost (Baldwin and Daugherty 2008 ;Jerng, et al., 2017).
Moreover, ‘interpersonal conflicts among the employees and supervisors result in high level of in-
tentions to leave and job burnout (Frone, 2000; Gierbels and Janssen 2005; Lanz, and Bruk-Lee,
2017; Langove, and Isha, 2017). The above account clearly shows that Interpersonal conflicts have
positive relationship with job burnout (Lanz, and Bruk-L ee, 2017).

Job Burnout

According to Maslach, (2001) and Stamm, (2010), “Burnout is a Syndrome comprising emo-
tional exhaustion, depersonalization and a reduced sense of persona accomplishment”. Burnout is
also considered as a significant phenomenon affecting the nursing personnel (Nantsupawat et al.,
2017). 1t is a psychologica disorder which cultivates persistent interpersonal conflictsinthe
workplace. Unfortunately, nurses face the severe threat of job burnout globally and burnout isalso a
vital phenomenon affecting the nursing workforce (Poghosyanet al. 2010; Nantsupawat et a., 2017).

To address the nursing shortage, a better understanding of the impact of interpersonal
conflicts on intentions to leave and burnout is needed. ‘ Intentions to leave’ remains higher among
the nurses due to job burnout (Heinenet al., 2013). CBC (Radio-Canada)reported that 40% of nurses
faced job burnout on everyday bass (Ndawula, 2016) whereas 47.3%
nurses of Canada and 36% of Japan face job burnout (Laschinger et al. 2009; Kitaoka and Masuda
2013). Previous investigations manifest that job burnout is the leading cause of real turnover and
intentions to leave (Oyeleye et a., 2013; Lu, and Gursoy, 2013).

Intentionsto leave

Workers in many business concerns are the valuable asset. The primary challenge of a busi-
ness concern is to engage the employees for long time because a heavy budget is spent on this work-
force. To maximize output in any business organization main priority goes to workers who are
strong support to get valuable output. For these factors organizations especially hospitals focus more
to reduce the negative thoughts of ‘intentions to leave’ of the employees. According to Lambert et
a., (2012) ‘intentions to leave' is defined as “thoughts of employee’s or plans to leave from an or-
ganization”. According to a report, deficiency of nurses occurs in many hospitals globally. To har-
ness the negative thoughts of nursesto leave is the prime objective to control the shortage issue (In-
ternational Council of Nurses 2014).

A series of countries like USA had played a vital role to maximize the number of listed
nurses so they could eliminate the critical conditions related to improve the health care organiza-
tions. Present situations showed that recently skilled nurses had engaged in the nursing sector in re-
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cent year, with an annual increased rate of 9.8% (National Council of State Boards of Nursing
2010), which was much greater than the estimated required growth rate of 12% (Bureau of Labor
Statistics 2011).I1n 2013, researchperformed in National Health Service (NHS) in England reported
about the intentions to leave in nurses was due to job burnout and the administration was mostly un-
able to provide thehigh-quality employee wellbeing.

M ethodology

Conceptual Framework

The present research was directed by the *Quality Health Outcomes Model (QHOM)' (Mit-
chell et a. 1998), which was originated by amending Donabedian’s (1966) quality of care model
which explains a linear relationship between structure, process and outcomes. Following QHOM in
this study, the nurse interpersonal conflicts acknowledges as a structural factor, the process is job
burnout and nurses’ intentions to leave acts as outcome.

This study is also supported by the theory of interpersonal conflicts introduced by Hammond
(1965), who proposed that conflicts between parties are based on purely judgmental in cognitive
perspective ignoring their motivation and values. For instance, if conflicts arise among the em-
ployees then they result in job burnout leading to intentions to leave.

a
Job Bur- |
IV H2 nout H3 DV
I nter per sonal I ntentionsto
Conflicts leave
H1
b
Job Bur-
0.945 nout 0.694
Inter per_sonaJ I ntentionsto
Conflicts N, leave
0.56/0.364

Figure 1. Conceptual Modd: (a) MV; (b) Testing steps of mediation.

Adapted framework consists of interpersonal conflicts as an independent variable, job bur-
nout as a mediating variable and intentions to leave as the dependent variable. These hypotheses
have been derived from the above review as stated below

H1: Interpersona conflicts have a positive influence on intentions to leave.

H2: Interpersonal conflicts have a positive influence on job burnout.

Openly accessible at http://www.european-science.com 4




Social science section

H3: Job burnout has a positive influence on intentions to leave.

H4: Job burnout mediates the relationship between interpersona conflicts and intentions to
leave.

The conceptual framework depicts the relationship of the independent variable with the de-
pendent variable, and mediating role of job burnout forming the theoretical framework.

Research Design

This study was carried out using a longitudinal research design including explanatory re-
search theory that describes the cause and effect relationship.

Population and Sampling Technique

Nurses of public and private teaching hospitals of Lahore, Pakistan were the target popula-
tion. Both the male and female nursing staff was selected. A total of 232 respondents were included
in the research. For the data collection, the selection of the hospital and respondents was made at
random.

Sample Size

Following Israel (1992), who suggests best selected sample ranges from 200-500 for simple
and multiple regression, 232respondents were selected randomly.

Measurement and I nstruments

The first section of the questionnaire was about the demographic information of respondents.
It includes questions related to gender, age, managerial level, work experience, working hours, types
of hospital, and qualification.

The demographic information was used as a control variable.

To elaborate the scale of interpersonal conflicts consists of 4 items (Spector & Jex, 1998), it
ranges from 1 (rarely) to 5 (very often). Another 4 items (Maslach, et a., 2001) scale of job burnout
ranges from 1(never) to 5(always). Finaly, scale of intentionsto leave (Kim et al. 1996) comprises 2
items, that ranges from 1(strongly disagree) to 5(strongly agree). 5-point Likert scale was adopted
by the researchers for uniformity and ease of analysis of data.

Data Collection I nstruments

Closed ended questionnaire was used for data collection. Researchers personally adminis-
tered the questionnaires to the respondents to get real and accurate data.

Results

Demographics Results

Demographic information of the sample is presented in table 1. About 89.2% of the nurses
were female, and 10.8% were male. 200 (86.2%) belonged to age limit 30-40. 93.5% of the respon-
dents were from the middle level management. 96.6% of the nurses were graduates. Almost 56.5%
of the respondents showed experience of more than 10 years. 55.6% of the respondents have been
staying in the organizations for more than 10 years. About 97.4% respondents have been working
for 9-12 hourson adaily basis.

Reliability, correlation and regression analyses utilized with the help of statistical package
for social sciences (SPSS-22). Pearson correlation analysis used for assessment of the inter-
relationships among quantitative variables. The Cronbach’ s alpha coefficient calculated the reliabili-
ty of the developed tools through internal consistency. The value of Cronbach alpha value for inten-
tions to leave was 0.639, the Cronbach’s alpha of interpersonal conflicts was 0.798, and job burnout
value was 0.653. These valuesindicate the best and reliable results of the data.
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Table 1. Demogr aphic Details of Nurses

Variables Category N Per centage %
Gender Mae 25 10.7
Female 207 89.2
Age 21-30 31 134
31-40 200 86.2
41-50 1 0.4
Managerial Level Middle Level 217 935
First Line Manager 15 6.5
Qualification Intermediate 08 34
Graduation 224 96.6
Type of Hospital Public 121 52.2
Private 111 47.8
Total Working Hours 4-8 Hours 4 1.7
Daily 9-12 Hours 226 97.4
13-16 Hours 2 0.9
Stay in the Organiza- 1-5Years 13 5.6
tion 5-10 Years 90 38.8
Above 10 Years 29 55.6

Regression Analysis

Regression Analysis of Interpersonal Conflicts and Intentionsto Leave

The regression analysis was carried to verify the impact of the independent variable on the
dependent variables. The regression analysis manifests the impact of interpersonal conflicts
(independent variable) on intentions to leave (dependent variable).

Table 2. Mediation of Job Burnout between the relationship Interpersonal Conflicts and In-
tentionsto L eave

Hypothesis Testing and Steps of B SE F R? P
Mediation

Step 1 (Path ¢)

Outcome: Intentions to Leave
Predictor: Interpersonal Conflicts | 0.560 0.076 54.275 0.291 0.000<0.01
Step 2 (Path @)
Outcome: Job Burnout
Predictor: Interpersonal Con- | 0.495 0.040 156.02 0.404 0.000<0.01
flicts

Step 3 A (Path b)

Outcome:  Intentions to Leave

Predictor: Job Burnout 0.694 0.098 49.693 0.284 0.000<0.01
Step 3B (Path ¢')

Outcome:  Intentionsto Leave

Mediator : Job Burnout 0.397 0.124 0.002<0.05
Predictor :  Interpersonal Con- | 0.364 0.097 0.000<0.01
flicts
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H1: Interpersonal conflicts have a positive influence on intentionsto leave

In Table 2 Step 1 (Path c) shows the value of p=0.000 < 0.01 so this hypothesis is accepted.
From the above analysis R square= 0.291 is higher than 0.25, it is considered to be acceptable. This
value explains well that independent variable (interpersonal conflicts) causes 29.1% change in a
dependent variable (intentions to leave). The value of F is 54.275 and shows the relationship be-
tween these variables. Greater is the value of F the stronger is the relationship between the
independent variable (interpersona conflicts) and the dependent variable (intentions to leave). ‘t’
value must not be zero. The results of this analysis meet the requirement. The results also indicate
that value of = 0.560 demonstrates that there is a positive impact of interpersonal conflicts on in-
tentions to leave and if there is one unit change in interpersonal conflicts it results in 56.5% varia-
tion inintentionsto leave.

Regression Analysis of Interpersonal Conflicts and Job Burnout

H2: Interpersonal conflicts have a positive influence on job burnout

Table 2 Step 2 (Path a) shows value of p=0.000 < 0.01, so this hypothesis is accepted. From
the above analysis R square= 0.404 is greater than 0.25, it is considered to be acceptable. This value
shows that independent variable (interpersonal conflicts) causes 40.4% change in a dependent varia-
ble (job burnout).The value of F is 156.026which shows the relationship between these variables.
Greater value of F explains the stronger relationship between the independent variable (interpersonal
conflicts) and the dependent variable (job burnout).'t’ value must not be zero. This analysis also
meets up the requirement.

The results aso indicate that value f=0.495 demonstrates that there is a positive impact of
interpersonal conflicts on job burnout and if there is one unit change in interpersonal conflicts it
resultsin 49.5% variation in job burnout.

Regression Analysis of Job Burnout and Intentions to Leave

H3: Job burnout hasa positive effect on intentionsto leave

Step 3 A (Path b) elaborates the regression values. The value of p shows a significant level
between the variables. If the p-value is smaller than 0.01, 0.05, and 0.10, it satisfies the condition
and hypothesisis accepted i.e. (p < 0.01, 0.05 and 0.10 = accepted) but if the p-value is greater than
0.10i.e. (p >0.10) then it does not satisfy the condition and hypothesisis rejected. Table 4 aso pro-
vides the value of p=0.000 < 0.01, so this hypothesisis aso accepted.

Table 2 aso shows R sguare values. From the above analysis, R square= 0.284 is greater
than0.25 and is considered to be accepted. This value justifies well that independent variable (job
burnout) causes 28.4% change in a dependent variable (intentions to leave).

The value of F49.693 shows the good relationship between these variables. All the values of
‘t’ are non-zero. The results also indicate that value of = 0.694 demonstrates that there is a positive
impact of job burnout on intentions to leave and if there is one unit change in job burnout it results
in 69.4% variation in intentions to leave.

Regression Analysis of Interpersonal Conflicts (Independent variable) Job Burnout (Mediat-
ing variable) and Intentionsto Leave (Dependent variable)

H4: Job burnout mediates the relationship between interpersonal conflicts and the intentions
to leave

Mediation effect of Job Burnout between the relationship of Interpersonal Conflicts and In-
tentions to Leave

Table 2 shows three pathsi.e. a, b and c. Path (a) regression of the independent variable (In-
terpersona conflicts) on mediator (Job Burnout). For this relationship values of f = 0.495 and p are
less than 0.01.This means that this is significant. After that Path (b) shows the impact of mediator
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(Job Burnout) on the dependent variable (Intentions to Leave).For this relationship values of =
0.694and p are less than 0.01. This means that this step is also significant. Finally path(c) shows re-
gression of (Interpersonal Conflicts) on the dependent variable (Intentions to Leave). For this rela-
tionship values of B = 0.56 and p are less than 0.01.This means that this step is aso significant. In
path(c') we aso regressed the (Interpersonal Conflicts) and mediator (Job Burnout) on the
dependent variable (Intentions to Leave) collectively. In this step values of f = 0.364 and p are less
than 0.01 for the relationship of Interpersonal conflicts and intentions to leave. The above account
shows that three paths are significant and there exists mediation.

There are two conditions of mediations. First condition of mediation is of complete media-
tion. This condition is met when the value of B for independent and dependent variables becomes
zero in the combined effect of independent and mediator on the dependent variable. 2™condition of
mediation is of partial mediation. This condition is met when the value of 8 for independent and de-
pendent variables provide less value in the combined effect of independent and mediator on the
dependent variable. Consequently, the results indicate that partial mediation exist for checking the
mediating effect of job burnout between the relationship of interpersonal conflicts and intentions to
leave because the values of  for independent and dependent variables are reduced from 0.560 to
0.364. The amount of reduction is equal to 0.199.

The nursing shortage has become as a worldwide issue comprising decrease in healthcare
importance, more expenditure, less efficiency and hiring of more nursing staff. Researches reveal
that a large number of nurses show their intentions to leave this noble occupation due to burnout.
The nursing profession ... frequently experiences a high rate of intentions to leave and burnout.
Both are in line with Singh et a. (2008). The findings aso indicate that job burnout is one of the
leading critical issues for the nurses of Lahore, Pakistan as stated by Ali, & Ali, (2014). Whereas,
‘interpersonal conflicts' has a positive impact on job burnout which significantly influences inten-
tions to leave this aspect has also been mentioned by Maslach, (2001) and Aiken et a., (2002).

Consequently, it has been found that a decrease in ‘interpersonal conflicts leads to a
reduction in job burnout and intentions to leave. It further indicates that ‘interpersonal conflicts has
a significant positive impact on intentions to leave as also claimed by Hag(2011). The findings aso
informed that more highly qualified, being younger or being male were related with higher inten-
tions to leave are in line with Hasselhorn et a. (2005). It isimportant to mention that the beta value
shows variations due to different factors such as demographic and culture.

To solve the problem of nursing deficiency, it is essential for health officials to promote and
recognize noble nursing profession, offer more job opportunities, provide conflict free environment
+*-with reduced burnout and improve the nurses' retention. Male nursing staff be hired and encour-
aged to continue as the demographic data indicated that only 25 out of 232 nurses are male. This
implies that there is dire shortage of male nursing staff in Pakistan. They should be encouraged to
choose this profession as their career to reduce the national unemployment rate as well. It has also
been noticed that alarge majority of nurses work at middle level management or asfirst line manag-
ers. They should be involved in decision making process and promoted to next level of hierarchy to
get benefits from their empirical experience. Since a great majority of the nurses are graduates. This
implies that qualified nurses are available in Pakistan. They should be encouraged to enroll for post-
graduate courses and participate in research to increase their competence and become part of top
level management. Job burnout has more effect on intentions to leave as compare interpersona con-
flicts. That is why nursing professional consider job burnout as potentia predictor for intentions to
leave. Similarly for normalize the relationship of job burnout with intentions to leave, policy makers
of nurses should uses job burnout as intervening variable.
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The researchers effort contributes to understand the extent of relationship between the
variables such as interpersonal conflicts, job burnout and intentions to leave in the nursing sector of
Lahore Pakistan. The study signifies that job burnout partially mediates the relationship between
interpersonal conflicts and intentions to leave. The fact of statistically significant correlations and
regression results indicate that the independent variables have a substantial impact on their respec-
tive dependent variable. Current study also contributes in the body of literature in two ways 1-By
proposing interpersonal conflicts, job burnout and intentions to leave in a single model 2-By check-
ing the mediation effect of job burnout between the relationship of interpersonal conflicts and inten-
tionsto leave.

Conclusions, Limitation and Future Resear ches

The researchers have successfully met the objectives, research questions and hypotheses of
this research such as assessing the relationship between interpersona conflicts and intentions to
leave with the mediating effect of job burnout. The purpose of conducting this research was to ex-
plore the extent of interpersonal conflicts on intentions to leave with the mediation effect of job bur-
nout. In this research, nurses intentions to leave the profession was acknowledged, reviewed and
consolidated. A strong impact on nurses’ intentions to leave the profession was explained, including
demographic, task-related and employee-related variables. The findings and the literature reviewed
showed a strong positive impact of interpersona conflicts on intentions to leave. The research dem-
onstrated positive influence of job burnout on intentions to leave. In this study job burnout was a
partially mediator between interpersonal conflicts and intentions to leave. It was found that media-
tion effect has not been checked before so it is new dimension that was signified in the research. The
data collected from the nursing staff of Lahore was analyzed statistically by reliability, correlation
and regression anayses with the help of SPSS 22 and revealed very interesting results. The results
show iteratively that interpersonal conflicts have a strong impact on intentions to leave among the
nurses. Regression analysis was incorporated to assess the level of significance and impact of each
variable on intentions to leave. It was found that interpersona conflicts have a significant influence
on intentions to leave.

There were some limitations of this study taken into account when the current results were
intepreted. The most limiting factor in this study was the cross-sectional design. It includes only the
range of hospitals that are within the boundaries of Lahore Pakistan. Two teaching hospitals were
selected for this research, one was from a public hospital, and the other was a private hospital. This
research was conducted in Lahore so a limited data was collected hence it is not considered as large
scale research. In the regression analysis, demographic variables were treated as control variables.
The presented results cannot be generalized especially of male nurses because of overwhelming ma-
jority of female nurses. The respondents were both female and male nurses with less opportunity
was provided to them to explain their views about the intentions to leave due to closed ended ques-
tions.

This study has added value to this specific area of research by providing an example in the
form of aresearch project conducted within specifically selected teaching hospitals from the public
and private sector. Following are future directions. 1- Longitudinal studies will facilitate an under-
standing of the relationship between the variables in more depth. The study aimed to establish links
between the variables. Futurestudies may include a more substantial and broader variety of respon-
dents; replication of the study in other regions may produce different results due to demographic and
cultural differences. This research can be utilized in various sectors because the intentions to leave is
also critical for many others ectors like banking, textile, education, cement industry, telecom, etc. 2-
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To elaborate, interpersonal conflicts have two dimensions as relationship conflicts and task conflicts
providing in-depth results to fix the problem of intentions to leave among the nursing staff. 3- More
hospitals need to be included to generalize the results. 4- Non-teaching public and private hospitals
be considered for future research.
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