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Abstract

Aim: The aim of the study is to determine the mediating role of trust in manager in the effect of leader-member exchange on job
satisfaction of nurses working in a university hospital.

Method: The sample of the study consists of 422 nurses working in a university hospital in Eskisehir province. The data of the
study were collected in January-October 2020 with the “Leader-Member Exchange Scale”, “Nurse Job Satisfaction Scale”, “Trust in
Manager Scale”. The data obtained were analyzed using SPSS for Windows 25.0 and AMOS 23.0 programs.

Results: As a result of the analysis, it was determined that leader-member exchange had a significant and positive effect on job
satisfaction (8=0,766, p<0,05), leader-member exchange had a significant and positive effect on trust in manager (3=0,883, p<0,05),
trust in manager had a significant and positive effect on job satisfaction (8=0,496, p<0,05) and trust in manager partially mediated
the effect of leader-member exchange on job satisfaction (0,204, 0,689).

Conclusion: The mediating role of trust in manager in the effect of leader-member exchange on job satisfaction in nurses helps
us to understand the importance of nurses' relationships with managers in the organization on job satisfaction. At the same time,
the leader-member exchange variable is important in increasing job satisfaction and trust in managers in nurses with professional
roles and responsibilities.

Keywords: Nurse, leader-member interaction, job satisfaction, trust in manager.
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Amag: Arastirmanin amaci bir Universite hastanesinde gorev yapan hemsirelerin lider-liye etkilesiminin is doyumuna etkisinde
yOneticiye glivenin araci roliini belirlemektir.

Yontem: Eskisehir ilinde bulunmakta olan bir Giniversite hastanesinde galisan 422 hemsire arastirmanin érneklemini olusturmaktadir.
Galismanin verileri “Lider-iye Etkilesim Olcegi”, “Hemsire is Doyum Olgegi”, “Yoneticiye Giiven Olgegi” ile Ocak-Ekim 2020 yilinda
toplanmistir. Elde edilen verilerin analizi SPSS for Windows 25.0 ve AMOS 23.0 programlari kullanilarak yapilmistir.
Bulgular: Bir Universite hastanesinde gorev yapan hemsirelerin lider-liye etkilesiminin is doyumunu (8=0,766, p<0,05), lider-lye
etkilesiminin yoneticiye gliveni (=0,883, p<0,05), yoneticiye glvenin is doyumunu (B=0,496, p<0,05) anlamli ve pozitif yonli
etkiledigi ve lider-Uye etkilesiminin is doyumuna etkisinde yoneticiye giivenin kismen araci rolii (0,204, 0,689) yaptigi yapilan
analizler sonucunda belirlenmistir.

Sonug: Hemsirelerde lider-Uye etkilesiminin, is doyumuna etkisinde yoneticiye glivenin aracilik roli yapmasi, orgiit igerisinde
hemsirelerin yoneticiler ile iliskilerinin is doyumu tzerindeki 6nemini anlamamiza yardimci olmaktadir. Ayni zamanda lider tye
etkilesimi degiskeni, profesyonel rol ve sorumluluklari olan hemsirelerde is doyumu ve yoneticiye gliveni arttirmada énemlidir.

Anahtar Sozciikler: Hemsire, lider-lye etkilesimi, is doyumu, yoneticiye giiven.
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Introduction

Today, one of the biggest demands of organizations is to follow the changes and developments in business life and achieve
the determined goals (Berktas and Oraklibel, 2021). There is a need for qualified leaders who are open to development
and innovation, who can take responsibility and take ownership of the goals of the organization in the development, self-
renewal and achievement of the organization’s goals (iscan and Tanribil, 2016). It is stated that leaders in organizations
significantly affect individual and organizational performance (Sesen et al., 2019). Leader-member exchange, which
was developed as an alternative approach to understand the impact of leaders on employees, focuses on the bilateral
relationships established by the leader with each member and the results of these relationships (Dansereau et al., 1975).
It differs from other leadership styles by focusing on the level of mutual communication between the leader and the
member (Suriict, 2021). According to the leader-member exchange theory, the attitudes and behaviours of the leader,
whose exchange with his/her members is different and who derives his/her power from his/her exchange with his/her
members, are different towards his/her subordinates. The main factor determining these attitudes and behaviours is
individual relationship and mutual exchange (Duman and Galik, 2021; Martin et al., 2023). Research on leader-member
exchange shows that managers establish a quality exchange with employees, and this exchange has a positive effect on
job satisfaction and performance (S6kmen, 2020). High quality leader-member exchange positively affects the motivation
and performance of employees, thus increasing their job satisfaction (Kismir and irge, 2020).

Policy makers in healthcare sector consider leaders in healthcare organizations as ‘representatives of the new era’. Leaders
have an important role in increasing job psychology criteria such as job satisfaction, organizational trust, commitment
and citizenship of valuable healthcare professionals (Tiresin Tetik & Kose, 2017). Job satisfaction is the degree to which
employees perceive how and to what extent the organization they work for meets what they consider important. Studies
have found a positive relationship between leader-member exchange and job satisfaction (Biyiikkaymaker and Sundu,
2021). As the responsibilities, expectations and sharing between leaders and members increase, the quality of leader-
member exchange also increases. Since sharing also increases depending on the quality of leader-member exchange, the
leader assigns employees to the appropriate positions and jobs that are more suitable for their skills and performance.
The job satisfaction of employees assigned to appropriate positions increases (Kim and Yi, 2019). When leader-member
exchange increases, the manager provides the necessary material and intellectual support to the employee in making
work-related decisions, gives feedback about the work and creates a collaborative environment, thus increasing the job
satisfaction of the employees (S6kmen, 2020). In addition, interpersonal trust positively affects employee performance,
increases individual commitment to the organization and job satisfaction (Demirtas and Bal, 2023). Establishing trust-
based relationships in organizations increases individuals' job satisfaction (Yorulmaz ve Karabacak, 2020). With a sense
of trust, employees achieve job satisfaction faster and with higher quality (Duman and Calik, 2021). In addition, employees’
trust in their manager helps to increase the workplace commitment and motivation, and high-quality leader-member
exchanges foster mutual trust, respect, commitment and interaction between the manager and the employee (Artar et al.,
2019). In other words, trust is an important antecedent for a quality leader-member exchange (Duman and Calik, 2021).
When evaluated in this context, managers' fair behaviours, guided by openness and honesty policies, enhances employees'
trust and, thus, their job satisfaction (Demirtas and Bal, 2023). It is thought that leader-member exchange, job satisfaction,
and trust in the manager affect employees' perspectives on the job and the organization they work for and thus their
performance. The concept of trust in the manager is considered a mediating variable to understand its importance in
leader-member exchange and job satisfaction. The starting point of this study is that there is a limited number of studies
in both national and international literature on leader-member exchange, job satisfaction, and trust in manager. Therefore,
this study examines these three concepts together in the field of health and on nurses.

Background

The relationship between leader-member exchange and job satisfaction:

As stated in the leader-member exchange theory, the relationship between managers and employees can have different
dimensions. There is a high- or low-quality exchange between managers and employees. According to studies in the
literature, the quality of this exchange affects employees' job satisfaction, performance, commitment to the organization
and turnover rate (Sokmen, 2020). Effective leader-member exchange constitutes an effective leadership process that
creates many beneficial results for both leaders and members. Effective leader-member exchange is said to improve
the relationships between members and leaders, while an effective leadership process leads to positive outputs for the
organizations and employees and increases job satisfaction (Glinel and Duyan, 2022; Poetz and Volmer, 2022; Zhou et al.,
2021). In the literature, it has been determined that there is a positive relationship between leader-member exchange and
job satisfaction, and that a quality leader-member relationship increases job satisfaction. In studies on leader-member
exchange, high quality leader-member exchange ensures that employees have high job satisfaction and job performance
outcomes (Kim and Yi, 2019; Nguyen, 2020).
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Similar results were found in studies conducted on nurses in the literature. Laschinger et al. (2007) found that the level of
leader-member exchange was positively correlated with job satisfaction among 141 nurse managers in Canada. In a study
conducted with nurses, high-quality leader-member exchange was found to have a positive effect on job satisfaction (Zhou
et al., 2021). In this context, Hypothesis 1 was developed based on theory and studies.

The relationship between leader-member exchange and trust in the manager:

When there is a high-quality exchange between employees and managers in terms of leader-member exchange, the
relationship between managers and employees progresses within the framework of mutual trust, exchange, respect and
commitment. Elements of trust and respect are important for the realisation of a high-quality exchange (Gokalp et al.,
2015). In the studies in the literature, a positive and significant relationship was found between trust in the manager and
leader-member exchange. When there is a quality relationship between the leader and the member, a trust relationship is
also ensured in the sensory context. In other words, the quality of leader-member exchange affects the concept of trust
between employees and managers (Duman and Galik, 2021; Tire Yiimaz et al., 2019).

Similar results were found in studies conducted with nurses in the literature. Chen et al. (2008) conducted a study with 200
nurses working in three regional hospitals and three medical centres in Taiwan and found that the quality of leader-member
exchange affects trust in the manager. Ugurluoglu et al. (2015) found that effective leadership behaviours positively
affect trust in managers in a study conducted with 268 healthcare workers in Istanbul. In this context, Hypothesis 2 was
developed based on theory and studies.

The relationship between trust in manager and job satisfaction: When the studies in the literature are examined, it is stated
that as the sense of trust in the organization increases, so does the communication between managers and employees
and the participation of employees in decisions. Therefore, trust and job satisfaction of employees are related. (Yorulmaz
and Karabacak, 2020). It has been revealed that when employees trust their managers, they participate more in decisions
and show higher performance. When there is a sense of trust in organizations, employees feel responsible for performing
at a higher level and exhibit more positive behaviours (Bilginoglu et al., 2019; Ndlovu et al., 2021). Studies in the literature
show that there is a relationship between trust in the leader and job satisfaction (Sarikaya and Kara, 2020).

Similar results were found in studies conducted with nurses in the literature. Gibson and Petrosko (2014), in their study
with a total of 294 nurses working in hospitals in two health institutions, stated that job satisfaction will increase as a
result of high trust in the leader in the organization, and that leaders who are not successful in creating and maintaining an
environment of trust will encounter negative consequences in job satisfaction. In this context, Hypothesis 3 was developed
based on theory and studies.

The mediating role of trust in the manager:

Based on the studies conducted in this context, it is thought that employees with high leader-member exchange quality
will experience more job satisfaction, high leader-member exchange quality will increase trust in the manager, and trust
in the manager will increase job satisfaction. Trust in the manager is expected to play a reinforcing role between the
concepts of leader-member exchange and job satisfaction. Significant relationships between these three variables are
strong indicators that trust in managers will play a mediating role. In this context, Hypothesis 4 was developed based on
theory and studies.

Therefore, the following theoretical model is proposed in this paper (see Figure 1).

Method

Aim and Type of the Research: This study was designed in a descriptive design to investigate the mediating role of trust in
managers in the effect of leader-member exchange on job satisfaction.

Research Hypotheses: The research hypotheses are as follows:

Hypothesis 1: Leader-member exchange positively and significantly affects job satisfaction.

Hypothesis 2: Leader-member exchange positively and significantly affects trust in managers.

Hypothesis 3: Trust in managers has a positive and significant effect on job satisfaction.

Hypothesis 4: Trust in managers has a mediating role in the effect of leader-member exchange on job satisfaction.
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The model of the research hypotheses is shown in Figure 1.

Leader-member
Exchange

Figure 1. Research model

Place and Time of the Research: The research was carried out on nurses working at a university hospital in Eskisehir. The
survey was carried out between February and May 2020.

Study Population and Sample: The research population consisted of nurses (N=923) working in a university hospital in
the city center of Eskisehir (Turkey). It was aimed to reach all of the nurses who agreed to participate in the study without
selecting the sample. 430 nurses agreed to participate in the study, and 422 of the questionnaires were found suitable for
analysis. The response rate was found to be 45.7%. Power analysis was performed using the G*Power (v3.1.9) software
to determine the sample size. As a result of the analysis, the effect size was found to be 0.796, and the power of the
study calculated as post-hoc was calculated to be 1.00. Considering that the minimum required power value for post-hoc
analysis is 0.67 (Cohen, 1988), the power analysis performed was found to be at an acceptable level.

Data Collection: Four distinct data collection tools were used to obtain research data. The data were collected by
interviewing nurses who volunteered to participate in the research between February and May 2020. "Personal Information
Form', "Leader-Member Exchange Scale", "Trust in Manager Scale", and "Nurse Job Satisfaction Scale" were used as data
collection tools.

Personal Information Form: It consists of 7 questions to determine the socio-demographic and working life characteristics
of the participants such as age, gender, marital status, educational status, time spent in the profession, time spent in the
institution, and the clinic they work in.

Leader-Member Exchange Scale: Leader-member exchange scale developed by Graen et al. (1982). The scale consists
of 5 items. The scale items were scored using a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly
agree). Scores ranging from 5 to 25 can be obtained from the scale, with higher scores indicating greater leader-member
interaction. The scale has no reverse-scored items. The validity and reliability of the scale in Turkish were investigated by
Galiskan et al. (2011), who found that the scale's overall Cronbach Alpha reliability coefficient was 0.89.

Trust in Manager Scale: Podsakoff et al. (1990) developed a 5-item scale to determine the level of trust in managers in
organizations. The responses were collected using a 5-point Likert scale (1=strongly disagree, 5=strongly agree). Scores
ranging from 5 to 25 can be obtained from the scale and higher scores indicate greater trust in the manager. As a result of
the reliability analysis, Turung and Celik (2012) found the total Cronbach alpha reliability coefficient of the scale to be 0.86.
According to the reliability analysis conducted by Podsakoff et al. (1990), the Cronbach alpha reliability coefficient of the
scale was found to be 0.90.

Nurse Job Satisfaction Scale: It was developed by Muya et al. (2014) in Japan to determine the job satisfaction levels
of nurses. The Turkish validity and reliability of the scale was performed by Tiire Yilmaz and Yildirnm (2016). The scale
consists of 28 items and four subdimensions.

The Cronbach Alpha reliability coefficient of the scale was determined to be a=0.94 and a=0.81-0.91 for its subdimensions.
The Cronbach Alpha reliability coefficient of the original scale was found to be a=0.94 and a=0.81-0.91 for its subdimensions.
Ture Yilmaz and Yildinm (2016) found that one item (item 4) had a low factor load as a result of the analyses and removed it
from the scale. As aresult, the scale was found to be a valid and reliable scale consisting of 27 items and 4 subdimensions

("Positive feelings about work", "Appropriate support from superiors"”, "Perceived importance at work" and "Pleasant
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working environment") with a total Cronbach's alpha value of a=0.90 and a=0.74-0.93 for subdimensions. The scale items
were scored on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). The 7th and 21st items of the
27-item scale are scored in the opposite direction. The scale has no cut-off point. The higher the score toward 5, the higher
the job satisfaction and the lower the score toward 1, the lower the job satisfaction.

Data Collection Method: The inclusion criteria were to be voluntary and willing to participate in the study, to be open to
communication and co-operation, and to be working as a nurse in the hospital included in the study. The research data
were collected after obtaining the approval of the relevant ethics committee in the institution where the research was
conducted. The nurses participating in the study were asked to consider their closest supervisors as managers when
answering the scale of trust in the manager and to answer the scale accordingly (for example, if they are a nurse working
in the clinic, the responsible nurse; if they are a nurse working in the administrative unit, the health care services manager).
Eight people who did not fully complete the questionnaire forms were excluded from the study.

Data Analysis: Data were analyzed using SPSS for Windows 25.0 (Statistical Package for the Social Sciences version 25.0,
IBM SPSS; Armonk, NY, USA) and AMOS 23.0 software. Cronbach's alpha coefficient, descriptive statistics, percentage, and
frequency distributions were used in descriptive data. Confirmatory Factor Analysis (CFA) was performed on the scales
used in the study, and the effect between the variables of the study was analyzed with structural equation modeling.

Ethical Considerations: Permission to use the scales in the study was obtained from the owners of the scales via e-mail.
The ethics committee approval of the study was obtained from the Eskisehir Osmangazi University Non-Interventional
Clinical Research Ethics Committee with decision numbered 25403353-050.99-E.144549 on 16/12/2019. Necessary
permissions were obtained from the university hospital. A consent form was obtained from the nurses who participated in
the study, stating that they volunteered before the survey.

Limitations of the Research: The fact that the research was limited to the sample included in the research and could not be
generalized was considered among the limitations of the study. Another limitation of the research is the use of interviews
as a data collection method. Because sometimes people may not be able to express their thoughts accurately and clearly.

Results

According to the research findings; 73.7% of the nurses (n=311) were woman, 58.1% (n=245) were married, and 49.1%
(n=207) had a bachelor’s degree. The average age of the sample was 32.24+8.44 years, the average of working years in
the profession was 10.22+7.64 years and the average of working years in the institution was 6.94+5.72. First, confirmatory
factor analysis was performed for each of our scales. The reliability of the measurement model was tested by looking
at the mean explained variance (AVE) and composite reliability (CR) values. The composite reliability value of the latent
variables in the measurement model should be higher than 0.70 (Churchill and lacobucci, 2005), and the mean explained
variance value should be higher than 0.40 (Fraering and Minor, 2006).

It is desirable that the factor loads are not less than 0.30 (Harrington, 2009). When the correlations between the variables
are examined, it is seen that the factor loads of the items are above 0.30 and all correlation relations are significant.

According to the model findings of the confirmatory factor analysis, the leader-member exchange scale has an AVE value
of 0.68 and a CR value of 0.91; the trust in management scale has an AVE value of 0.65 and a CR value of 0.90; the nurse
job satisfaction scale has an AVE value of 0.65 and a CR value of 0.52; favorable thoughts about work has an AVE value of
0.52, a CR value of 0.83; appropriate support from superiors has an AVE value of 0.60 and a CR value of 0.90; the perceived
significance of the workplace subdimension has an AVE value of 0.46 and a CR value of 0.85; and the pleasant working
environment subdimension has an AVE value of 0.41 and a CR value of 0.74 (see Table 1).

Table 1. The goodness of fit values of the scales as a result of factor analysis

. GFI CFI RMSEA
Variables X2 Df >.85 >.90 SRMR <.08
Lead Member Exchange Security 12.05 4 0.98 0.99 0.01 0.06
Trust in Manager 6.27 3 0.99 0.99 0.01 0.05
Nurse Job Satisfaction Scale 1058.17 288 0.81 0.85 0.09 0.07
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According to the results of the reliability analysis calculation of the leader-member exchange scale, the total reliability
was 0.918. According to the results of the reliability analysis of the trust in the manager scale, the total reliability was
0.902. According to the results of the reliability analysis of the nurse job satisfaction scale, the total reliability for the first
dimension was 0.835; 0.898 for the second dimension; 0.898 for the second dimension; 0.836 for the third dimension;
0.692 for the fourth dimension; and the total reliability was 0.901. It was found to have an acceptable level of reliability.
The goodness of fit values of the scales as a result of factor analysis are presented in Table 1. It was determined that all
variables had acceptable goodness of fit values.

Table 2. Descriptive statistical values of the scales used in the study

Minimum Maksimum Median Average Standard deviation
Leader Member Exchange Scale 1.00 5.00 3.40 3.28 0.89
Trust In Manager 1.00 5.00 3.40 3.43 0.86
Nurse Job Satisfaction Scale 1.85 4.92 3.46 3.41 0.54
Positive feelings about work 117 5.00 3.50 3.40 0.81
Appropriate support from superiors 1.75 5.00 3.75 3.65 0.65
Perceived importance at work 1.00 5.00 3.00 2.91 0.73
Pleasant working environment 1.00 5.00 38577 3.49 0.72

In the second stage, the means and standard deviations of the participants' leader-member exchange, job satisfaction, and
trust in the manager were analyzed. The results are presented in Table 2. According to Table 2, the level of "leader-member
exchange" (Mean=3.28, SD=0.89), "trust in the manager" (Mean=3.43, SD=0.86), and "nurse job satisfaction" of the nurses
participating in the study were above the average (Mean=3.41, SD=0.54) and the subdimensions of "positive feelings about
work" (Mean=3.49, SD=0.72), "appropriate support from superiors” (Mean=3.40, SD=0.81), "perceived importance in the
workplace" (Mean=3.65, SD=0.65), and "pleasant working environment" (Mean=2.91, SD=0.63), which are sub-dimensions
of "nurse job satisfaction", were above the average.

Table 3. Results regarding the mediating role of trust in manager in the effect of leader-member exchange on nurse job
satisfaction
Effect Prediction Standard Error t p Conclusion

Leader Member Exchange —

) ) 0.766 0.049 9.154 0.033* Accept
Nurse Job Satisfaction
Leader Member Exchange —
0.883 0.055 17.166 0.014* Accept
Trust In Manager
Trust In Manager -
0.496 0.061 3.897 0.015* Accept

Nurse Job Satisfaction
Direct Influence Prediction Standard Error t p Result

Leader Member Exchange — Trust In

Manager — Nurse Job Satisfaction

Indirect Influence Prediction Confidence Interval

Leader Member Exchange — Trust In

Manager — Nurse Job Satisfaction

Compliance Indexes:x?/df: 2.732, RMSEA: 0.064, GFI: 0.803, CFI: 0.885, SRMR: 0.083
*p<0.05; **p<0.01

0.326 0.061 2.711 0.007** Accept

0.438 (0.204, 0.689) Meaningful

Finally, before looking at the mediating role in the model, it was examined whether the independent variable had an effect
on the dependent variable. It was found that leader-member exchange had a statistically significant and positive effect
on nurse job satisfaction (3=0.766, p<0.05). Therefore, H1 was accepted (Table 3). The independent variable of the study
is leader-member exchange, and the dependent variable is job satisfaction. While the effect of the independent variable
on the dependent variable was significant, it was examined whether there was a mediating role in this effect. According
to the results of the model obtained, the fact that the values in the 95% confidence interval do not include 0 indicates that
there is a mediating role in the model (0.204, 0.689) (Table 3). After it was decided that there was a mediating role, it was
checked whether the direct effect was significant or not in order to decide the type of this mediating role. As a result, it was
decided that the direct effect was significant, but the effect coefficient decreased and the mediator was a partial mediator
(B=0.326, p<0.05) (Table 3). Therefore, H4 is accepted. It was observed that leader-member exchange had a statistically
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significant and positive effect on trust in the manager (3=0.883, p<0.05). Therefore, H2 is accepted. (Table 3) Trust in
manager has a statistically significant and positive effect on nurse job satisfaction (8=0.496, p<0.05). Therefore, H3 was
accepted (Table 3). It is seen that the goodness of fit values in the model are at an acceptable level.

Discussion

The analyses revealed a positive and significant relationship between leader-member exchange, job satisfaction and trust
in the manager among nurses, and that trust in the manager acts as a mediator in the model. It is important that there is no
research that deals with these factors together in a sample of nurses who have important roles and responsibilities in the
effectiveness of health service delivery, and that the study is the first study to address these three concepts as mediators.
The study is also expected to bring an innovative perspective to the field of nursing due to the scarcity of mediating role
studies in the field and to contribute to the field due to the small nhumber of studies on the concepts of leader-member
exchange, job satisfaction, and trust in managers in healthcare organizations.

As a result of our analyses, the overall mean score of the "Leader-Member Exchange Scale" was above the average
(Table 2). This finding is similar to the studies (Alev, 2020; Demir, 2019). As a result of effective leader-member exchange,
leaders create positive benefits such as providing help and encouragement to their employees, providing flexibility for their
individual needs and leading the creation of strong business relationships, including and encouraging member nurses in
the decision-making process. These positive results are expected to increase job satisfaction (Urek and Ugurluoglu, 2015).

The overall mean score of the nurses in the "Trust in Manager Scale" is above the average (Table 2). This finding is similar
to the study conducted by Akgiindiiz et al. in 2016. In order to establish high trust relationships in the institution and to use
financial resources more effectively, the role of nurses in providing high quality patient care should be accepted and an
organizational structure with trust in the manager should be established. Trust in the manager in the work environment is
an indicator that nurse managers show good leadership, are flexible and accessible, and maintain a supportive relationship
with member nurses (Ding and Gastmans, 2012; Rowe and Calnan, 2006).

As a result of the analyses, nurses' scores in the general dimension of the “Nurse Job Satisfaction Scale” (3.4110.54)
and its sub-dimensions “Positive Emotions Related to Work Dimension” (3.49+0.72), “Appropriate Support from Superiors
Dimension” (3.40+0.81), and “Perceived Importance in the Workplace Dimension” (3.65+0.65) were above the average,
while scores in the “Pleasant Working Environment Dimension” (2.91+0.63) were below the average.The findings of the
studies on nurses' job satisfaction in the literature are similar to our results (Ergézen and Ugurlu, 2019; Ghawadra et al.,
2019; Katitas, 2019).

According to the analysis results of the study, it was found that leader-member exchange had a significant and positive
effect on job satisfaction (8=0.766, p<0.05) (Table 3). This finding is consistent with similar studies (Eryilmaz, 2019).
When there is effective leader-member exchange, employees' job satisfaction increases and their performance increases
(Demirci and Segilmis, 2020). Quality leader-member exchange leads to employees receiving more support from their
supervisors. It also enables people to have higher levels of job satisfaction and performance (Lee and Ji, 2018). It is stated
that quality leader-member exchange created by nurse leaders positively affects participation in personal knowledge
transfer, job satisfaction and job commitment, increases opinions on knowledge transfer and individual participation, and
makes a significant contribution to professional competence (Cindiloglu et al., 2017; Cigek and Deniz, 2017; Eryilmaz,
2019). The bilateral relationships established between leaders and employees are considered to have a great impact on
the perceptions and attitudes of individuals towards their organizations and jobs. The interaction with the leader ensures
that the employee is satisfied with his/her job, and with this satisfaction, the employee can identify with the culture and
values of the organization and see it as an important part of his/her life.

According to the analysis results of the study, it was determined that leader-member exchange had a significant and
positive effect on trust in the manager (3=0.883, p<0.05) (Table 3). In a study conducted by Ugurluoglu et al. (2015) in
Istanbul with 268 healthcare workers (medical and administrative staff), it was found that effective leadership behaviours
positively affect trust in managers. In a study conducted by Chen et al. (2008) with 200 nurses working in 3 regional
hospitals and 3 medical centres in Taiwan, it was found that leader-member exchange quality affects trust in the manager.
Employees who have a higher level of leader-member exchange with their managers may be expected to have a higher level
of trust, contribution, influence, loyalty and professional respect.
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According to the analysis results of our study, it was found that trust in manager had a significant and positive effect on job
satisfaction (=0.496, p<0.05) (Table 3). In the literature, in a study conducted by Gibson and Petrosko (2014) with a total
of 294 nurses working in hospitals in two health institutions, it was stated that job satisfaction would increase as a result
of high trust in the leader in the organization, and job satisfaction of employees decreased in organizations with leaders
who were not successful in creating and maintaining an environment of trust. This finding is consistent with similar studies
(Kiranh Giingor, 2018; Tekinglindiiz et al., 2014; Ugurluoglu et al., 2015). If it is desired to increase the performance of the
employees, it should be ensured that all employees have in-group and out-group mobility; employees should be given the
opportunity to improve themselves. Only if such an organizational environment can be created, employees will be able to
trust their managers and work in line with organizational goals.

Our hypothesis H4, which we formed based on the strong indications that trust in the manager can play a mediating role
in the significant relationships between these three variables, was accepted as a result of the analyses. It was determined
that the mediating role of trust in the manager in the effect of leader-member exchange on job satisfaction among nurses
had direct (3=0.326) and indirect (3=0.438) effects. The findings obtained as a result of the analyses were found to support
the theoretical assumptions. In the literature, it has been determined that there is a relationship between leader-member
exchange and job satisfaction (Lee and Ji, 2018) and trust in the manager (Ugurluoglu et al., 2015). It was also found that
there is a relationship between trust in the manager and job satisfaction (Gibson and Petrosko, 2014).

Conclusion and Suggestions

As aresult of our study, it was found that leader-member exchange in nursing affects job satisfaction and trust in manager;
trust in manager positively affects job satisfaction and trust in manager plays a mediating role in the effect of leader-
member exchange on job satisfaction.lt is thought that the concepts of leader-member exchange, job satisfaction and
trust in the manager of nurses, who are an important workforce in healthcare organizations, are important in terms of
individual and organizational outcomes. The effectiveness of these concepts among nurses influences the quality of
patient care, which affects the patient's length of stay, nurse turnover rate, infection rate, intention to leave work, and
many important organizational outcomes. Nursing is a profession in which teamwork is important, and the existence of
a safe and healthy communication environment is very important because it generally requires interpersonal exchange.
In this context, the study concluded that the exchange between leaders and members is important for nursing outcomes.
It is necessary to establish and maintain a safe and effective relationship between leaders and members. Developing
and maintaining good relationships and creating positive outcomes for nurses positively affects health care outcomes.
In particular, job satisfaction, which we examined in our study, is important in terms of reducing resignations and thus
ensuring the continuation of health care services.

It is recommended to determine the quality of leader-member exchange in professional nurses who have independent
roles and responsibilities in delivering quality and safe health services in health care institutions, to improve the quality
of exchange to examine the effects of leader-member exchange, job satisfaction and trust in the manager on patient
outcomes, to create a model with different concepts and mediating variables and examine it in the nurse sample, to provide
counselling to nurses about their work areas, to increase their participation in decisions, and to support and encourage
them. In addition, it is recommended that training programs be organized for nurse managers to gain competencies in
forward-looking vision, strategic management competencies, creative and flexible thinking, financial management, clinical
care management, personnel and quality management, leadership and communication skills, education and ethics.
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