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Introduction: The challenges and difficulties of working in intensive care units put pressure on 
healthcare professionals, especially nurses. To support nurses working in intensive care units 
(ICUs), developing supportive climates in organizations may drive nurses towards increasing 
work engagement levels and other related factors.

Objective: This study aimed to determine the relationship between organizational support 
and the work engagement of nurses working in ICUs.

Materials and Methods: This correlational cross-sectional study was conducted on 140 
nurses working in two governmental hospitals in Amman City, Jordan, from January to 
August 2021. The participants were selected with a simple random sampling method, 
and study data were collected using a 3-part questionnaire: demographics, the survey of 
perceived organizational support scale with 8 items, and the Utrecht work engagement 
scale with 9 items. Descriptive statistics, the independent t test, the Spearman correlation 
test, and hierarchal multiple linear regression analysis were performed to determine 
the contribution of perceived organizational support on nurses’ work engagement. The 
significance level for all tests was set to be less than 0.05.

Results: About 53.6% of participants were male, 55% worked in medical-surgical intensive 
care units, and 45% were in cardiac care units. The results showed that the Mean±SD scores 
of perceived organizational support and work engagement were 29.53±6.71 and 3.71±0.88, 
respectively. Also, results showed no significant differences in perceived organizational 
support and work engagement based on nurses’ socio-demographics or work-related factors. 
Finally, there was a significant positive weak correlation between perceived organizational 
support and work engagement (r= 0.23, P=0.002). The linear regression model showed that 
perceived organizational support could predict work engagement (R2 = 0.039).

Conclusion: Perceived organizational support among nurses working in ICUs is one of the 
important factors in increasing work engagement. Findings have several implications for 
nurses in different settings. Jordanian health policymakers must take action to improve nurses’ 
perception of organizational support and consequently increase nurses’ work engagement.
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Introduction

uman resource capital is one of the most vi-
tal sources for any organization [1]. Nurses 
working in critical care units are vulnerable 
to more stressful events than nurses work-
ing in other units [2]. Hence the role of the 

organization is to create a supportive work environment 
for the employees to enhance their commitment and 
increase job performance [3].

Perceived organizational support enables employees 
to develop adaptive and innovative ways of coping with 
stressful occupational job demands. Organizational 
support theory emphasizes the reciprocity dynamics 
relationships and demonstrates three dimensions in 
the workplace: fair organizational procedures, super-
visor support, and favorable rewards [4]. A supportive 
work environment encourages the staff to exhibit posi-
tive work behaviors [5]. It leads to positive outcomes 
for both the individual and the organization, such as 
increasing employees’ dedication and loyalty to the 
organizational objectives, increasing productivity, and 
reducing staff’s request to quit their position or unit 
change withdrawal behaviors such as turnover [6].

A significant positive impact of organizational sup-
port is employee satisfaction [7]. In contrast, job dis-
satisfaction and turnover are common consequences 
of an unsupportive work environment [8]. Higher work 
engagement levels were reported among nurses who 
perceived higher organizational support after fulfilling 
their needs [9]. Work engagement is a positive, fulfilling, 
work-related state of mind characterized by vigor, dedi-
cation, and absorption [10]. Vigor refers to high levels 
of energy and resilience in work. Whereas dedication 
is characterized by strong involvement in one’s work as 
well as a sense of significance and enthusiasm. Absorp-
tion is a state of being fully concentrated and happily 
engrossed in one’s work [11].

Work engagement is the positive psychological state 
of the employees concerning their work that will make 
them feel fully involved in their work [12]. An employee 
with high work engagement is fully energized to the 
organization’s activities and smoothly deals with all 
emerging job demands [13].

The broaden-and-build theory states that positive 
emotions in our mind and body, including joy, interest, 
and contentment, are translated as behaviors; these be-
haviors’ repertoire builds skills and personal resources 
(physical, social, and psychological) [14]. If the employ-

H

Highlights 

• Nurses in intensive care units are ready to take on a new role to improve the nursing profession and the quality of 
patient care. 

• The organization needs to be more alert about managerial practices and the organizational climate because these 
factors could cause negative employee behaviors.

• Organizations should increase work engagement through tangible and intangible rewards, such as promotion or 
salary, respect, and recognition.

Plain Language Summary 

Intensive care units are amongst the most stressful occupations. Perceived organizational support is known as em-
ployees’ perception that their work, efforts, and contributions are valued by an organization. Organizational sup-
port can help nurses to exhibit a positive attitude, make ethical decisions, and increase their work engagement. 
This research investigates Jordanian healthcare managers and policymakers to realize the role of providing a sup-
portive work environment to persuade the staff to be more engaged in their work. The study findings revealed that 
most nurses had a moderate level of perceived organizational support and work engagement. Most nurses believed 
that receiving organizational support would benefit their workplace. Also, nurses believe that organizational support 
comprises continuous educational programs, ongoing training opportunities, availability of career advancement op-
portunities, a tangible reward system for nurses working in intensive care units, and support from managers, peers, 
and coworkers.
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ees are happy and feel supported, it will be reflected 
in their performance, and we will find them creative, 
innovative, and engaged in their workplaces [15]. Sev-
eral factors affect employees’ work engagement, such 
as personality traits, prior experience, organizational 
support, and successful use of coping mechanisms [16]. 
Job engagement can be enhanced by improving the em-
ployee’s loyalty, which ensures the vital role of organi-
zation support in creating a positive psychological state 
leading to higher work engagement [17].

Nurses work in a risky working environment, which 
aggravates their psychological unsafety and may affect 
their working state. The results of a study have shown 
that psychological safety positively impacts employees’ 
work engagement in different occupations [18]. Nurses 
working in intensive care units (ICUs) are exposed to 
stressful situations. Therefore, our study tries to identify 
the factors organizations can use to develop perceived 
organizational support and employee work engage-
ment in the workplace. This study aimed to investigate 
the relationship between organizational support and 
the work engagement of nurses working in ICUs.

Materials and Methods

This research has a correlational cross-sectional design 
and was conducted on 140 professional nurses (males 
and females) working in intensive care units (medical, 
surgical, cardiac, pediatric, burn) at two governmental 
hospitals in Amman City, Jordan, from January to August 
2021. A simple random sampling technique of probabil-
ity sampling was used for data collection and recruiting 
the study participants, randomly selecting participants 
from a population. Each member of the population has 
an equal chance of being selected.

The required sample size was calculated using the 
G*power program version 3.1.9.2. For the multiple lin-
ear regression analysis, an effect size of 0.15, power of 
0.80, α of 0.05, and regarding the 10 possible predic-
tors, the study needs to include a minimum number of 
118 participants. The sample size was increased to 140 
to address the possibility of incomplete questionnaires.

The following inclusion criteria were implemented to 
recruit nurses. Nurses’ experience should be at least 
one year in the selected units; nurses should have at 
least a bachelor’s degree, work at the bedside in direct 
patient care, on all shifts, and be willing to participate 
in the study. 

This study used well-recognized scales that are avail-
able in the English language. Two original scales were 
used to measure the perceived organization support 
and work engagement. A socio-demographic sheet was 
used to collect demographic data, including age, gender, 
marital status, level of education, individual income, the 
number of family members, years of experience in nurs-
ing, years of experience in critical care, years of experi-
ence in current hospital, and type of unit.

Eisenberger designated the survey perceived organiza-
tional support questionnaire (in the English version) in 
1986 to measure perceived organizational support. A lot 
of previous studies supported the reliability and validity 
of this tool, which is also used in many Eastern and West-
ern countries [19]. The questionnaire contains 8 items. 
Every item has 7 choices, including strongly disagree=0, 
moderately disagree=1, slightly disagree=2, neither 
agree nor disagree=3, slightly agree= 4, moderately 
agree=5, strongly agree=6. The total score range is be-
tween 0 and 48. The higher total score reflects a higher 
level of perceived organizational support. In this study, 
the English version of this questionnaire was used.

The Utrecht work engagement scale (UWES-9S) was 
designed by Schaufeli in 2006 to measure work en-
gagement. It is extensively used and is available in the 
English language [20, 21]. The questionnaire contains 9 
items with 3 subscales (vigor, dedication, absorption). 
It has 6 choices of never=0, almost never=1, rarely=2, 
sometimes=3, often=4, very often=5, always=6. The to-
tal scores range from 0.0 to 6.0. The higher total score 
reflects a higher level of work engagement. In this study, 
the English version of this questionnaire was used.

After the research project was approved by the Re-
search Ethics Committee of Zarqa University of Nurs-
ing Sciences, the researcher visited the hospitals in dif-
ferent working shifts to brief the participants on the 
research objectives and procedure and obtained their 
written consent.

The study data were collected over 6 months (June 
to august 2021). Data were analyzed using descriptive 
statistics (frequency, percentages, mean, standard de-
viations) to describe the sample characteristics and in-
ferential statistics by the Independent sample t test to 
answer the related research questions in SPSS version 
23. Normal data distribution was investigated by the 
Kolmogorov-Smirnov test. Also, the Spearman correla-
tion test was used to identify the correlation between 
the following continuous variables and the main study 
variables. Finally, the hierarchal multiple linear regres-
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sion analysis was used to determine the unique contri-
bution of perceived organizational support on nurses’ 
work engagement.

Results

A total of 140 participants completed the study. The 
result showed their Mean±SD age was 32.7±4.08 years, 
ranging from 24 to 39 years. The participants’ Mean±SD 
years of experience in the nursing profession was 
10.2±4.24 years, ranging from 2 to 18 years. The par-
ticipants’ Mean±SD year of experience at the current 

unit was 8.4±4.33, ranging from 2 to 18 years. The par-
ticipants’ mean experience in the current hospital was 
8.49±4.50 years and ranged from 2 to 18 years. Also, 
the results showed the majority of samples were male 
(53.6%), married (85%), had bachelor’s degrees (92.1%), 
working at medical-surgical ICU (55%), had small family 
(62.9%), and with more than $846 as monthly income 
(52.1%) (Table 1). 

Additionally, the result showed that their Mean±SD score 
of perceived organizational support was 29.53±6.71, and 
the Mean±SD score of work engagement was 3.71±0.88 

Table 1. Demographics of the study participants (n=140)

Variables No. (%)

Gender
Male

Female

75(53.60)

65(46.4)

Marital status
Single

Married

21(15)

119(85)

Level of education
Bachelor’s degree

Master’s degree

129(92.1)

11(7.9)

Monthly income, US dollar
≤846

> 846

61(43.6)

79(56.4)

Number of family members
(Small)

>5 (medium)

88(62.9)

52(37.1)

Type of unit
Medical-Surgical / ICU

Cardiac care unit

77(55)

63(45)

Table 2. The relationship between perceived organizational support, work engagement, age, and years of experience

Variables Organizational Support Work Engagement

Age
r

P*

-0.08

0.35

-0.007

0.933

Total experience in the Nursing profession
r

P*

0.35

0.68

0.099

0.245

The total experience in the current unit
r

P*

0.12

0.14

0.156

0.065

Total experiences in the current hospital
r

P*

0.05

0.52

0.088

0.300

Work engagement
r

P*

0.26

0.00

*The Spearman Rho test.
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and 3.73±0.99 for vigor subscale, 3.72±1.16 for dedication 
subscale and 3.68±1.07 for absorption subscale.

The Spearman correlation coefficients indicated a 
positive and significant correlation between perceived 

organizational support and work engagement (P=0.002, 
rs= 0.26). This finding means that the participants with 
higher perceived organization support obtained higher 
scores on work engagement and vice versa (Table 2).

Table 3. Perceived organizational support and work engagement based on the nurses’ socio-demographical variable

Variable
Mean±SD

P*
Mean±SD

P*
Organizational Support Work Engagement

Gender Male
Female

30.71±7.40
28.78±5.79 0.244 3.73±0.76

3.69±0.89 0.79

Marital 
status

Single
Married

31.48±6.85
29.18±6.66 0.150 3.65±0.77

3.72±0.89 0.744

Type of unit Medical-Surgical ICU
Cardiac care unit

28.56±6.55
30.71±6.77 0.06 3.67±0.92

3.76±0.83 0.55

Level of 
education

Bachelor degree
Master degree

29.38 ±6.80
31.27±5.57 0.371 3.67±0.87

4.19±0.79 0.06

Monthly 
income, US 

dollar

≤ 846 29.59±6.29
0.92

6.59±0.85
0.18

> 846 29.48±7.06 3.79±0.89

Size of 
family

≤ 5 29.98±6.63
0.305

3.64±0.86
0.25

>5 28.77±6.86 3.82±0.89

*The independent t test.

Table 4. Results of hierarchical multiple regression analysis in predicting nurses’ work engagement

Model B SE Beta t P
95% CI

R2 
Lower Upper

Constant (model 1) 0.099 2.127 0.047 0.963

0.066

Age -0.043 0.026 -0.205 -1.635 0.104 -0.714 -0.081

Gender -0.015 0.170 -0.152 -0.087 0.931 -0.508 0.542

Marital status 0.170 0.232 -0.131 0.733 0.465 -0.231 0.246

Level of education 0.536 0.275 0.011 1.950 1.950 -0.164 0.914

Type of unit 0.080 0.148 0.046 0.539 0.591 -0.003 0.118

Monthly income 0.323 0.191 -0.134 1.686 0.094 -0.512 -0.910

Number of family members 0.234 0.164 -0.073 1.432 0.154 -0.232 0.780

Constant (model 2) 0.409 2.267 0.180 0.857

0.060
Years of experience in nursing 0.036 0.044 -0.069 0.819 0.414 -0.098 0.063

Years of experience in unit 0.110 0.065 0.545 2.456 0.115 -0.012 0.210

Years of experience in hospital -0.089 0.066 -0.424 -1.947 0.064 -0.189 0.034

Constant (model 3) -0.576 2.261 -0.255 0.799
0. 039 

Perceived organization support 0.028 0.011 0.269 2.451 0.016 0.014 0.056
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Results showed no statistically significant difference in 
the scores of the main study variables (Table 3) based 
on the socio-demographic variables (marital status, gen-
der, level of education, type of unit, monthly income, 
number of family members, and level of education).

Hierarchical multiple linear regression analysis was 
conducted to determine the contribution of three 
blocks of variables (socio-demographics, work experi-
ence, and organization support) on work engagement. 
Only the third regression model where the predictor 
“perceived organizational support” added could predict 
the “work engagement” (R2=0.039). The final model 
(Table 4) shows that when organizational support in-
creases, work engagement will increase (B= 0.028, 95% 
CI: 0.014 -0.056, P=0.016).

Discussion

This study aimed to investigate the perceived orga-
nizational support in work engagement among nurses 
working in ICUs in two governmental hospitals in Am-
man, Jordan. The study finding showed that most nurs-
es had a moderate level of perceived organizational 
support. This result is consistent with the results of 
previous studies [22-24]. This result is inconsistent with 
the Khraisʹ s study [25], which found that the perceived 
organizational support levels were below average. The 
possible causes of the differences can be attributed to 
the differences in organizational cultures, specifically, in 
applying organizational justice or fairness between em-
ployees, the different economic conditions, the number 
of samples, and individual factors or personality traits 
such as the stressful background.

Regarding work engagement, the study finding 
showed that most nurses had a moderate level of work 
engagement, consistent with the result of Shantz [26] 
and de Cordova PB [27]. However, this result is inconsis-
tent with the results of other studies Nasurdin [28, 29] 
and Engelbrecht [29]. Another study in Australia report-
ed a high level of work engagement of nurses working 
in intensive care units [30]. The possible causes of the 
differences can be attributed to the differences in psy-
chological job demands, which means that the uncom-
fortable working environment, such as working hours, 
irregular shifts, nursing shortage, workload, inadequate 
monetary rewards, respect, and job promotion, could 
be responsible for lack of aspiration, initiative, commit-
ment, and work engagement. Thus, nurses’ negative 
perception of the work and its related factors might re-
duce their work engagement level.

Regarding perceived organizational support and work 
engagement, there was a significant positive asso-
ciation between perceived organizational support and 
work engagement. This result is consistent with previ-
ous studies [31, 32] but inconsistent with Gupta [33]. 
The possible causes of the differences might be related 
to other contributing factors or mediating variables that 
could play a role in the relationship between perceived 
organizational support and work engagement. Possible 
contributing factors could be employees’ satisfaction, 
self-esteem, self-efficacy, and empowerment.

However, the following limitations might affect the 
generalizability of the findings. Nurses who participated 
in the study were recruited from two public hospitals; 
therefore, nurses from other healthcare institutions 
were not represented. Although the study controlled 
the effects of age, gender, level of education, years of 
experience, and monthly income, other unknown con-
founders could influence the relationship between per-
ceived organizational support and work engagement. 

This study showed that the perceived organizational 
support and work engagement were moderate among 
nurses working in intensive care units. Findings revealed 
no significant differences in perceived organizational 
support and work engagement based on nurses’ socio-
demographics or experience. Additionally, perceived 
organizational support and work engagement have 
a weak positive association among Jordanian nurses 
working in intensive care units. Policymakers should 
be encouraged to improve nurses’ perception of orga-
nizational support and consequently increase nurses’ 
work engagement by motivating the organizations to 
increase the organization support through adopting a 
reward system and conducting regular training.

Ethical Considerations

Compliance with ethical guidelines

Ethical approval was obtained from Institutional Re-
view Board at Zarqa University. Acceptance for data 
collection was also acquired from Institutional Review 
Board in the Jordanian Ministry of Health. The research-
er obtained a signed electronic consent form from all 
nurses before they started filling out the study question-
naire. Each participant was given a brief description of 
the study’s purposes and procedures, and they knew 
that their participation was voluntary and had the right 
to withdraw at any time. The confidentiality and ano-
nymity of each participant were ensured. Additionally, 
the collected electronic data were kept on Google drive 

Badwan M, et al. Organizational Support in Work Engagement Among Nurses Working. J Holist Nurs Midwifery. 2022; 32(4):301-308

https://www.zu.edu.jo/ar/index.aspx


307

October 2022, Volume 32, Number 4

that was secured with only one password kept with the 
researcher. Ethical approval was obtained from the Eth-
ics Committee of Zarqa University of Nursing Sciences 
(Code: IRB.8/2020).

Funding

This research was funded by the Deanship of Research 
and Graduate Studies at Zarqa University, Jordan.

Authors' contributions

Conceptualization and designing, review and editing: 
All authors; Manuscript draft preparation: Nidal Eshah 
and Ahmad Rayan; Data collection and statistical analy-
sis: Marwa Badwan, Nidal Eshah, and Ahmad Rayan. 

Conflict of interest

The authors declared no conflict of interest. 

Acknowledgments

The authors acknowledge the support from Zarqa Uni-
versity. This study was extracted from a Master’s thesis 
in Nursing Administration. The authors would like to 
thank the nurses who participated in the study.

References

[1] Desarno J, Perez M, Rivas R, Sandate I, Reed C, Fonseca I. Succes-
sion planning within the health care organization: Human resources 
management and human capital management considerations. 
Nurse Leader. 2021; 19(4):411-5. [DOI:10.1016/j.mnl.2020.08.010]

[2] Salimi S, Pakpour V, Rahmani A, Wilson M, Feizollahzadeh H. 
Compassion satisfaction, burnout, and secondary traumatic stress 
among critical care nurses in Iran. Journal of Transcultural Nursing. 
2020; 31(1):59-66. [DOI:10.1177/1043659619838876] [PMID]

[3] Teo ST, Bentley T, Nguyen D. Psychosocial work environment, work 
engagement, and employee commitment: A moderated, mediation 
model. International Journal of Hospitality Management. 2020; 
88:102415. [DOI:10.1016/j.ijhm.2019.102415.]

[4] Aldabbas H, Pinnington A, Lahrech A. The influence of perceived 
organizational support on employee creativity: The mediating role 
of work engagement. Current Psychology. 2021:1-5. [DOI:10.1007/
s12144-021-01992-1].]

[5] Cooke FL, Wang J, Bartram T. Can a supportive workplace impact 
employee resilience in a high-pressure performance environment? 
An investigation of the Chinese banking industry. Applied Psychol-
ogy. 2019; 68(4):695-718. [DOI:10.1111/apps.12184].]

[6] Li JJ, Bonn MA, Ye BH. Hotel employee’s artificial intelligence and 
robotics awareness and its impact on turnover intention: The mod-
erating roles of perceived organizational support and competitive 
psychological climate. Tourism Management. 2019; 73:172-81. 
[DOI:10.1016/j.tourman.2019.02.006]

[7] Cugueró-Escofet N, Ficapal-Cusí P, Torrent-Sellens J. Sustainable 
human resource management: How to create a knowledge shar-
ing behavior through organizational justice, organizational support, 
satisfaction and commitment. Sustainability. 2019; 11(19):5419. 
[DOI:10.3390/su11195419]

[8] Wang H, Jin Y, Wang D, Zhao S, Sang X, Yuan B. Job satisfaction, 
burnout, and turnover intention among primary care providers in 
rural China: results from structural equation modeling. BMC Fam-
ily practice. 2020; 21(1):12. [DOI:10.1186/s12875-020-1083-8].] 
[PMID] [PMCID]

[9] Parr JM, Teo S, Koziol‐McLain J. A quest for quality care: Exploration 
of a model of leadership relationships, work engagement, and pa-
tient outcomes. Journal of Advanced Nursing. 2021;77(1):207-20. 
[DOI:10.1111/jan.14583].] [PMID] [PMCID]

[10] Turner P. What Is Employee Engagement?. InEmployee Engage-
ment in Contemporary Organizations 2020 (pp. 27-56). Palgrave 
Macmillan, Cham. [DOI:10.1007/978-3-030-36387-1_2].] [PMID]

[11] Amano H, Fukuda Y, Kawachi I. Is higher work engagement as-
sociated with healthy behaviors? A longitudinal study. Journal of 
Occupational and Environmental Medicine. 2020; 62(3):e87-93. 
[DOI:10.1097/JOM.0000000000001804] [PMID]

[12] Imran MY, Elahi NS, Abid G, Ashfaq F, Ilyas S. Impact of perceived 
organizational support on work engagement: Mediating mecha-
nism of thriving and flourishing. Journal of Open Innovation: Tech-
nology, Market, and Complexity. 2020; 6(3):82. [DOI:10.3390/
joitmc6030082].]

[13] Hulshof IL, Demerouti E, Le Blanc PM. Providing services during 
times of change: Can employees maintain their levels of empower-
ment, work engagement and service quality through a job crafting 
intervention? Frontiers in Psychology. 2020; 11:87. [DOI:10.3389/
fpsyg.2020.00087] [PMID] [PMCID]

[14] Hartmann S, Weiss M, Hoegl M, Carmeli A. How does an emo-
tional culture of joy cultivate team resilience? A sociocognitive per-
spective. Journal of Organizational Behavior. 2021; 42(3):313-31.
[DOI:10.1002/job.2496].]

[15] Gabriel KP, Aguinis H. How to prevent and combat employee 
burnout and create healthier workplaces during crises and be-
yond. Business Horizons. 2022; 65(2):183-92. [DOI:10.1016/j.bush-
or.2021.02.037].]

[16] Zandi G, Shahzad I, Farrukh M, Kot S. Supporting role of society and 
firms to COVID-19 management among medical practitioners. Inter-
national Journal of Environmental Research and Public Health. 2020; 
17(21):7961. [DOI:10.3390/ijerph17217961].] [PMID] [PMCID]

[17] Tuan LT. Driving employees to serve customers beyond their roles 
in the Vietnamese hospitality industry: The roles of paternalistic 
leadership and discretionary HR practices. Tourism Management. 
2018; 69:132-44. [DOI:10.1016/j.tourman.2018.06.007]

[18] Søvold LE, Naslund JA, Kousoulis AA, Saxena S, Qoronfleh MW, 
Grobler C, Münter L. Prioritizing the mental health and well-
being of healthcare workers: an urgent global public health pri-
ority. Frontiers in Public Health. 2021; 9:679397. [DOI:10.3389/
fpubh.2021.679397] [PMID] [PMCID]

Badwan M, et al. Organizational Support in Work Engagement Among Nurses Working. J Holist Nurs Midwifery. 2022; 32(4):301-308

https://www.zu.edu.jo/ar/index.aspx
https://www.zu.edu.jo/ar/index.aspx
https://www.zu.edu.jo/ar/index.aspx
https://www.zu.edu.jo/ar/index.aspx
https://doi.org/10.1016/j.mnl.2020.08.010
https://doi.org/10.1177/1043659619838876
https://www.ncbi.nlm.nih.gov/pubmed/30957715
https://doi.org/10.1016/j.ijhm.2019.102415.
https://doi.org/10.1007/s12144-021-01992-1%5d.
https://doi.org/10.1007/s12144-021-01992-1%5d.
https://doi.org/10.1111/apps.12184%5d.
https://doi.org/10.1016/j.tourman.2019.02.006
https://doi.org/10.3390/su11195419
https://doi.org/10.1186/s12875-020-1083-8%5d.
https://www.ncbi.nlm.nih.gov/pubmed/31941455
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC6961377
https://doi.org/10.1111/jan.14583%5d.
https://www.ncbi.nlm.nih.gov/pubmed/33043489
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC7756209
https://doi.org/10.1007/978-3-030-36387-1_2%5d.
https://www.ncbi.nlm.nih.gov/pubmed/32707346
https://doi.org/10.1097/JOM.0000000000001804
https://www.ncbi.nlm.nih.gov/pubmed/31868763
https://doi.org/10.3390/joitmc6030082%5d.
https://doi.org/10.3390/joitmc6030082%5d.
https://doi.org/10.3389/fpsyg.2020.00087
https://doi.org/10.3389/fpsyg.2020.00087
https://www.ncbi.nlm.nih.gov/pubmed/32047468
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC6997430
https://doi.org/10.1002/job.2496%5d.
https://doi.org/10.1016/j.bushor.2021.02.037%5d.
https://doi.org/10.1016/j.bushor.2021.02.037%5d.
https://doi.org/10.3390/ijerph17217961%5d.
https://www.ncbi.nlm.nih.gov/pubmed/33138254
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC7662317
https://doi.org/10.1016/j.tourman.2018.06.007
https://doi.org/10.3389/fpubh.2021.679397
https://doi.org/10.3389/fpubh.2021.679397
https://www.ncbi.nlm.nih.gov/pubmed/34026720
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC8137852


308

October 2022, Volume 32, Number 4

[19] Eisenberger R, Huntington R, Hutchison S, Sowa D. Perceived 
organizational support. Journal of Applied Psychology. 1986; 
71(3):500. [DOI:10.1037/0021-9010.71.3.500]

[20] Carmona-Halty MA, Schaufeli WB, Salanova M. The Utrecht 
Work Engagement Scale for Students (UWES-9S): Factorial valid-
ity, reliability, and measurement invariance in a Chilean sample of 
undergraduate university students. Frontiers in Psychology. 2019; 
10:1017. [DOI:10.3389/fpsyg.2019.01017].] [PMID] [PMCID]

[21] Sinval J, Pasian S, Queirós C, Marôco J. Brazil-Portugal transcultur-
al adaptation of the UWES-9: Internal consistency, dimensionality, 
and measurement invariance. Frontiers in Psychology. 2018; 9:353.
[DOI:10.3389/fpsyg.2018.00353].] [PMID] [PMCID]

[22] Labrague LJ, McEnroe Petitte DM, Leocadio MC, Van Bogaert 
P, Tsaras K. Perceptions of organizational support and its impact 
on nurses’ job outcomes. InNursing Forum. 2018; 53(3):339-47. 
[DOI:10.1111/nuf.12260].] [PMID]

[23] Morsi M, Ebraheem S. Work-related stressors, coping strategies: 
its relation to job performance and perceived organizational sup-
port among critical care nurses. Evidence-Based Nursing Research. 
2020; 2(3):44-55. [DOI:10.47104/ebnrojs3.v2i3.127].]

[24] Cheng L, Cui Y, Chen Q, Ye Y, Liu Y, Zhang F, et al. Paediatric 
nurses’ general self-efficacy, perceived organizational support and 
perceived professional benefits from Class A tertiary hospitals in 
Jilin province of China: the mediating effect of nursing practice 
environment. BMC Health Services Research. 2020; 20(1):1-9. 
[DOI:10.1186/s12913-019-4878-3].] [PMID] [PMCID]

[25] Khrais H, Higazee MZ, Khalil M, Wahab SD. Impact of organiza-
tional support on nursing job stressors: a comparative study. Health 
Science Journal. 2018; 12(4). [DOI:10.21767/1791-809X.1000582]

[26] Shantz A, Alfes K, Latham GP. The buffering effect of perceived 
organizational support on the relationship between work engage-
ment and behavioral outcomes. Human Resource Management. 
2016; 55(1):25-38. [DOI:10.1002/hrm.21653].]

[27] de Cordova PB, Steck MB, Vermeesch A, Pierre N, Rankin A, 
Ohlendorf JM, Lawrence S, Derouin A. Health policy engagement 
among graduate nursing students in the United States. InNursing 
Forum. 2019; 54(1):38-44. [DOI:10.1111/nuf.12295] [PMID]

[28] Sopiah S, Kurniawan Dt, Nora E, Narmaditya BS. Does talent man-
agement affect employee performance? The moderating role of work 
engagement. The Journal of Asian Finance, Economics and Business. 
2020; 7(7):335-41. [DOI:10.13106/jafeb.2020.vol7.no7.335]

[29] Engelbrecht M, Rau A, Nel P, Wilke M. Emotional well‐being and 
work engagement of nurses who moonlight (dual employment) in 
private hospitals. International Journal of Nursing Practice. 2020; 
26(1):e12783. [DOI:10.1111/ijn.12783].] [PMID] [PMCID]

[30] van Mol MM, Nijkamp MD, Bakker J, Schaufeli WB, Kompanje 
EJ. Counterbalancing work-related stress? Work engagement 
among intensive care professionals. Australian Critical Care. 2018; 
31(4):234-41. [DOI:10.1016/j.aucc.2017.05.001].] [PMID]

[31] Alshaabani A, Naz F, Magda R, Rudnák I. Impact of perceived or-
ganizational support on OCB in the time of COVID-19 pandemic 
in Hungary: employee engagement and affective commitment 
as mediators. Sustainability. 2021; 13(14):7800. [DOI:10.3390/
su13147800]

[32] Nolte AG, Downing C, Temane A, Hastings‐Tolsma M. Compassion 
fatigue in nurses: A metasynthesis. Journal of clinical nursing. 2017; 
26(23-24):4364-78. [DOI:10.1111/jocn.13766] [PMID]

[33] Gupta V, Agarwal UA, Khatri N. The relationships between per-
ceived organizational support, affective commitment, psychologi-
cal contract breach, organizational citizenship behavior and work 
engagement. Journal of Advanced Nursing. 2016; 72(11):2806-17. 
[DOI:10.1111/jan.13043].] [PMID]

Badwan M, et al. Organizational Support in Work Engagement Among Nurses Working. J Holist Nurs Midwifery. 2022; 32(4):301-308

https://doi.org/10.1037/0021-9010.71.3.500
https://doi.org/10.3389/fpsyg.2019.01017%5d.
https://www.ncbi.nlm.nih.gov/pubmed/31114533
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC6503076
https://doi.org/10.3389/fpsyg.2018.00353%5d.
https://www.ncbi.nlm.nih.gov/pubmed/29618995
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC5872586
https://doi.org/10.1111/nuf.12260%5d.
https://www.ncbi.nlm.nih.gov/pubmed/29693264
https://doi.org/10.47104/ebnrojs3.v2i3.127%5d.
https://doi.org/10.1186/s12913-019-4878-3%5d.
https://www.ncbi.nlm.nih.gov/pubmed/31900156
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC6942354
https://doi.org/10.21767/1791-809X.1000582
https://doi.org/10.1002/hrm.21653%5d.
https://doi.org/10.1111/nuf.12295
https://www.ncbi.nlm.nih.gov/pubmed/30196564
https://doi.org/10.13106/jafeb.2020.vol7.no7.335
https://doi.org/10.1111/ijn.12783%5d.
https://www.ncbi.nlm.nih.gov/pubmed/31512344
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC9285812
https://doi.org/10.1016/j.aucc.2017.05.001%5d.
https://www.ncbi.nlm.nih.gov/pubmed/28539188
https://doi.org/10.3390/su13147800
https://doi.org/10.3390/su13147800
https://doi.org/10.1111/jocn.13766
https://www.ncbi.nlm.nih.gov/pubmed/28231623
https://doi.org/10.1111/jan.13043%5d.
https://www.ncbi.nlm.nih.gov/pubmed/27293180

	The Relationship Between Anger, Moral Distress, and Self-esteem in Nurses
	Tahereh Heidari1 ￼, Vida Shafipour2 ￼, Samae Shamshiri3 ￼, Seyed-Nouraddin Mousavinasab4 ￼, Yadollah Jannati5* ￼

	The Effectiveness of Adlerian Group Counseling Approach on Mother’s Distress and Self-care During Pregnancy: A Randomized Controlled Trial
	Anoosheh Gholami1 ￼, Zahra Mehdizadeh Tourzani1 ￼, Kourosh Kabir2 ￼, Mansoureh Yazdkhasti3* ￼

	Female Healthcare Providers’ Experiences of Childbearing: A Content Analysis Based on the Social Capital Theory
	Mojgan Firouzbakht1 ￼, Abbas Ebadi2 ￼, Mohammad Esmaeil Riahi3 ￼, Aram Trigar4 ￼, Maryam Nikpour5* ￼

	Effect of Squat Exercises on Fatigue and Quality of Life (QoL) of Pregnant Women: A Randomized Controlled Trial Study
	Maryam Malmir1 ￼, Seyedeh Zahra Masoumi2* ￼, Farideh Kazemi3 ￼, Mansoureh Refaei4 ￼

	Using Medicinal Plants Among Patients With Cardiovascular Diseases and Their Related Factors: A Cross-Sectional Study
	Mostafa Gholami1 ￼, Zahra Tagharrobi2* ￼, Khadijeh Sharifi3 ￼, Zahra Sooki4 ￼

	The Relationship of Childbirth Experience With Mother-Infant Bonding and Child’s Growth and Development 
	Maryam Azarkish1 ￼, Jamileh Malakouti2, Mojgan Mirghafourvand3’4* ￼

	The Role of Organizational Support in Work Engagement Among Nurses Working in Intensive Care Units
	Marwa Badwan1* ￼, Nidal Eshah2, Ahmed Rayan3

	The Relationship Between Self-treatment of Genital Infection and Ectopic Pregnancy
	Shirin Parvinroo1 ￼, Seyedeh Hajar Sharami2* ￼, Ariadokht Ardeshiri3 , Maryam Shakiba4 , Soodabeh Ebrahimi5 ￼

	Factors Associated with Medication Adherence in Coronary Artery Patients
	Shiva Mashouf Rad1 ￼, Mohammad Taghi Moghaddamnia2, Ehsan Kazemnezhad Leili3 ￼, Nazila Javadi-Pashaki4,5* ￼


