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ABSTRACT

We suggest that employees’ job satisfaction has
relationship to friendship network other than
professional commitment, and argue that fri-
endship network in the same ward and across
wards will have different effects on employees’
job satisfaction. A cross-sectional survey de-
sign utilizing questionnaires was selected to
fulfill the research objectives. All of the 405
nurses in the En Chou Kong Hospital were sur-
veyed. Three hundred and three nurses com-
pleted the questionnaire representing a re-
sponse rate of 74.8%. The instruments included
friendship network nomination, professional
commitment scale, and nurses’ job satisfaction
scale (NJSS). The regression model of job sat-
isfaction was constructed, using friendship
network variables in the ward and across wards
and professional commitment as independent
variables. R square for each model is 0.22 - 0.36
for the four dimensions of job satisfaction. Pro-
fessional commitment is the robust predictor.
The efficiency of friendship network in the ward
is a good predictor, while it is negative related to
satisfaction of work load. Further, the indegree
in the ward is negative related to work load. Im-
plication was discussed.

Keywords: Job Satisfaction; Professional
Commitment; Friendship Network

1. INTRODUCTION

Employees who have friends at work are more likely
to be engaged in their jobs. A review or research sug-
gests that workplace friendship is positively related to
employees’ job satisfaction, performance, team cohesion,
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and organizational commitment; it is negatively associ-
ated with employees’ turnover intentions and negative
emotions [1-4]. Job satisfaction is perhaps the most
widely studied work orientation over the last four dec-
ades of organizational research. It is obviously complex
because of a multitude of variables associated with it [5].
A literature review [6-7] revealed that the absence of a
robust causal model incorporating organizational, pro-
fessional and personal variables is undermining the de-
velopment of interventions to improve nurse retention. It
is suggested that friendship at work may make up the
puzzling absence.

In the review [6], organizational commitment, cohe-
sion of the ward nursing team were identified as the
strong predictors of job satisfaction, and professional
commitment, communication with supervisor/peers were
moderate correlated with job satisfaction. Since it had
been proposed that professional commitment might es-
calate in importance as a compensation for the loss of
organizational commitment [8]. It is argued that job sat-
isfaction has relationship to professional commitment
and friendship network.

Professional commitment is a person’s involvement,
pledge, promise or resolution towards his/her profession
[8]. Fang’s study of Singaporean nurses demonstrated
that job satisfaction was significantly and positively re-
lated to professional commitment, the correlation pa-
rameter was 0.347 [9]. In another study [10], profes-
sional commitment is positively related to the job satis-
faction of nurses, r = 0.386. [11] tested that overall job
attitude is fundamentally important for understanding
work behavior. However, [12] discovered that profess-
sional role conception and job satisfaction were strongly
negatively related at the time of hire and posited that the
newly graduated nurse, faced with discrepancies between
her school-taught values and practices and the values and
practices of her workplace, may develop alienation and
job dissatisfaction. According to this finding, the tenure
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should be considered in predicting job satisfaction.

The cohesiveness of the ward nursing team was men-
tioned as a strong predictor of job satisfaction [6]. The
basic element of cohesive team is friendship network.
Literature documents that individuals will have benefits
through their social networks. [13] found the issues in
interpersonal relationships were frequently cited causes
that made nurses consider leaving their jobs. [14] found
social support might reduce personnel turnover in hospi-
tals. Greater social support and pay can reduce turnover
by their positive impact on job satisfaction [15]. In Tai-
wan, [16] showed that interpersonal relationship was the
highest factor of job satisfaction. And, the research in a
Norwegian population of nurses found that interaction,
followed by pay and autonomy were the most important
job factors [17]. In organizational settings, [18] convinc-
ingly argued, the social relations of the workplace may
make a key contribution to employees’ job satisfaction,
productivity, and well-being. Friendship network can be
used as a measurement of social relations, but not ever a
direct measurement was applied to evaluate this variable.

Nurses bring to their job more than just the profes-
sional abilities they have accumulated through years of
education and experience. They also bring the assets they
can procure through their social network. The research-
ers identified two main approaches in which social net-
works can enhance individual and organizational per-
formance. First, social networks can facilitate access to
information, resources, and opportunities [19-24]. Sec-
ond, networks can help actors to coordinate critical task
interdependencies and to overcome the dilemmas of co-
operation and collective action [25-29].

The traditional view of social capital stresses the posi-
tive effects of “network closure” in promoting a norma-
tive environment that facilitates trust and cooperation
between actors [22,30]. Structural hole theory proposes
an alternative view of the relationship between network
structure and the benefits of social capital [23,24]. The
structural hole theory argues that the benefits from social
capital stem from the brokerage opportunities created by
disperse ties [23,24]. Although structural hole theory is
mainly concerned with the sources of competitive ad-
vantage, [24] also sees the autonomy of players as cru-
cial asset to promote effective coordination in organiza-
tions.

Workplaces often have features that may facilitate
friendship making. As nurses work in the ward nursing
team, the workplace friendship in the working ward can
help to facilitate coordination, cooperation, interdepend-
encies and promote the job satisfaction. They can also
meet others of other wards and make cross-ward friend-
ships. Cross-ward friendships can provide extensive
contact in multiple departments with access to informa-
tion, resources, and opportunities. Obviously, there is

Copyright © 2012 SciRes.

difference between the friendship in working ward and
across wards.

We test the hypotheses through a social network lens
by examining friendship network of nurses in a hospital
in Taiwan. The objectives of this research are illustrating
the friendship network in the same ward and across
wards, and constructing the model of job satisfaction.

2. METHOD

A cross-sectional survey design utilizing question-
naires was selected to fulfill the research objectives. All
of the 405 nurses in the En Chou Kong Hospital were
surveyed. Three hundred and three nurses completed the
questionnaire representing a response rate of 74.8%. The
instruments included social network nomination, profes-
sional commitment scale, and nurses’ job satisfaction
scale (NJSS).

Social network nomination was applied to derive the
participants’ friendship networks. The participants were
asked to nominate up to 18 persons either in the same
ward or across wards separately.

Professional commitment scale is a 6-point Likert type
scale (1 = strongly disagree, 6 = strongly agree) with 3
items. These 3 items are “Being a professional nurse is
great helpful to my self-image”, “I am proud of being a
professional nurse”, and “I am enthusiastic about nursing
care”. The Cronbach’s alpha was 0.83.

The NJSS was adopted from [31]. It was applied to
measure job satisfaction in 4 domains of job environment,
human relationship, feedback, and benefit and promotion.
The questions were scored on a 6-point Likert scale
ranging from 1 point (very dissatisfied) to 6 points (very
satisfied). The measurement has strong internal consis-
tency with all multiple-item constructs achieving Cron-
bach’s alpha ranged between 0.89 and 0.98, exceeding the
0.7 threshold commonly suggested for exploratory re-
search [32]. The construct validity is shown as Table 1.

Prior to data collection, approval to conduct the study
was obtained from the Medical Center and the partici-
pants signed an agreement.

Excel was applied to data coding and processing.
UCINET 6 for window [33] was used to calculate the
social network variables. The nomination number is de-
fined as outdegree and the number of nominated as inde-
gree. Efficiency is effective size divided by observed size
[23]. The equations is shown as below. The Statistical
Package for the Social Sciences (SPSS) software was
used to describe the data and construct the regression
model.

Effective size = Z{l—z PigMjq }, q=i,j (1)
q

J
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Table 1. Convergent/discriminant validity of NJSS.

Construct & item

Factor 1 Factor 2 Factor 3 Factor 4

Benefit and promotion

The promotion system

The equity of the pursing personal development
The pursing personal development

The equity of the promotion system
The welfare system

The on-the-job training meets my needs
Human relationship

The working climate

Getting along with my direct manager
The group cooperation

The work devotion of my colleagues
Cooperation with other units

The support from head nurse

The affirmation of nursing role from other health professionals’ viewpoint

Work load

The over-time condition of my work
My working loading

The arrangement of work rotation
Job environment

The supply condition

The renovation of instrument

The environment security
Eigenvalue

% of variance

Cumulative % of variance

0.86
0.83
0.82
0.81
0.68
0.60

0.78
0.74
0.69
0.67
0.65
0.64
0.46

0.86
0.73

0.63

0.88
0.83
0.64
4.52 3.82 2.32 2.17
23.81 20.08 12.19 11.44

23.81 43.89 56.08 67.52

Efficiency = effective size/observed size

3. RESULT

The participants came from 17 wards in a hospital. As
Table 2, there are 301 females and 2 males. Since the
percentage of males is 0.7, the gender difference is not
included in regression model. Over half of the partici-
pants are graduated from college, one third of them are
from university, and the others are from high schools.
The mean tenure in present ward is 4.26 years, and the
longest tenure is 14 years. The mean score of profes-
sional commitment is 12.56.

Three social network variables, outdegree, indegree,
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and efficiency, were calculated. Outdegree is the nomi-
nation number for each participant. Indegree is the num-
ber nominated by others for each participant. Efficiency
represents the effective size divided by observed size. In
the same ward, the mean scores of outdegree, indegree,
and efficiency are 3.80, 3.80, and 0.65. Across different
wards, the mean scores of outdegree, indegree, and effi-
ciency are 0.93, 0.93, and 0.56. And the mean scores of
job satisfaction for all dimensions were moderate.

The regression model of job satisfaction was con-
structed, using friendship network variables in the ward
and across wards and professional commitment as inde-
pendent variables with tenure and education as control
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Table 2. Description of participants.

Variables N %
Gender
Male 2 0.7
Female 301 99.3
Education
High school 26 8.6
College 163 53.8
University 114 37.6
Mean SD
Tenure (0 - 14) 4.26 3.96
Professional commitment (6 - 18) 12.56 1.97

Friendship network in the ward

Outdegree (0 - 17) 3.80 3.60
Indegree (0 - 11) 3.80 2.52
Efficiency (0 - 1.00) 0.65 0.22

Friendship network across wards

Outdegree (0 - 12) 0.93 1.87
Indegree (0 - 9) 0.93 1.38
Efficiency (0 - 1.00) 0.56 0.48

Job satisfaction

Job environment (3 - 18) 12.47 1.87
Human relationship (7 - 42) 29.52 3.84
Benefit & promotion (6 - 36) 24.93 3.47
Work load (3 - 18) 12.15 1.69

variables. As Table 3, the results showed that R square
for each model is 0.22 - 0.36. For the four dimensions of
job satisfaction, professional commitment is the robust
predictor. The efficiency of friendship network in the
ward is a good predictor for all the four dimensions,
while it is negative related to work load. Further, the
indegree in the ward is negative related to work load. For
friendship network across wards, outdegree is a good
predictor for job environment, and benefit & promotion,
and indegree is positive related to work load.

4. DISCUSSION

In this article the friendship networks in the working
ward and across wards were examined. The results have
several implications for the current debate on the rela-
tionship between social networks and social capital. And
it would be acknowledged some limitations that recom-
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mend caution at the time of extracting conclusions, and
suggest the importance of future research on the topic.

4.1. Theoretical Implications

Our research raises several theoretical and practical
issues for the analysis of how friendship networks can
enhance the nurses’ job satisfaction. By analyzing the
theoretical underpinnings of the network closure and
structural hole theories of social capital, it is partially
relieved for which the tension between two alternative
views of the relationship between social structures and
benefits purportedly created by those structures. The
current debate suggests that networks rich in structural
holes may provide the information necessary to find
about new opportunities, but they may hinder the emer-
gence and the enforcement of the norms that can secure
cooperative behavior. Network closure is thus viewed as
essential to obtain the support and the cooperation nec-
essary to take advantage of the opportunities accessible
to individuals through their ties. Yet, our results suggest
that social context should be considered in interpreting
this debate.

In the working ward, efficiency is positively related to
job satisfaction in three dimensions, benefit & promotion,
human relationship, job environment. The nurse who has
higher efficiency demonstrates her friendship network is
rich in structural hoes and may take the advantage of the
opportunities to obtain support to get her job done. And
her job satisfaction will be promoted. This result sup-
ports the structural hole theory. Indegree refers to the
number of other nurses to which a given nurse is directly
connected. The higher indegree represents the nominated
person has more friends in the working ward. Seers [34]
defined team-member exchange as the relationship qual-
ity between an individual and her team members. The
empirical evidence demonstrates that individuals who
experience high-quality team-member exchange rela-
tionships are more likely to contribute by assisting one
another and to share information, ideas, and feedback
within work teams [34,35]. In a working ward, the nurse
who has good relationship quality with others takes more
time and energy to accomplish these contributions, and it
will increase work load and reduce job satisfaction. This
result indicates that network closure has negative effect
on satisfaction of work load.

Across wards friendship has different feature. Effi-
ciency across wards is not important any more. Outde-
gree across wards is helpful for job environment and
benefit & promotion, and indegree is helpful for work
load. The results indicated that closer friendship across
department can provide opportunities for accessing in-
formation of benefit & promotion. Thus, the satisfaction
will be increased. The friendship across wards extend

OPEN ACCESS



1102

Table 3. Regression model of job satisfaction.
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Variables Benefit & promotion Human relationship Work load Job environment
B (s.e.) B (s.e.) B (s.e.) B (s.e.)

Constant 13.21 (1.24) 15.81 (1.33) 7.92 (0.63) 7.98 (0.71)
Tenure -0.07 (0.05) —0.04 (0.05) 0.02 (0.02) —0.05 (0.03)
Education
Highschool/university 0.94 (0.68) 1.28 (0.73) -1.22 (0.34)™ 1.00 (0.39)°
College/university 0.19 (0.36) —0.20 (0.39) —0.25(0.18) —0.04 (0.21)
Professional commitment 0.82 (0.09)™" 0.97 (0.10)™" 0.38 (0.05)™ 0.30 (0.05)™"
Friendship network in the ward
Outdegree -0.01 (0.05) —0.03 (0.06) 0.03 (0.03) —0.01 (0.03)
Indegree 0.05 (0.07) 0.01 (0.08) —0.08 (0.04)" 0.01 (0.04)
Efficiency 1.92 (0.79) 2.71(0.84)" —0.88 (0.40)" 1.34 (0.45)"
Friendship network across wards
Outdegree 0.24 (0.11)" 0.21 (0.12) —0.02 (0.05) 0.18 (0.06)™
Indegree 0.20 (0.16) 0.23 (0.17) 0.20 (0.08)" —0.08 (0.09)
Efficiency —0.18 (0.43) —0.54 (0.46) 0.29 (0.22) —0.18 (0.25)
R 0.56 0.60 0.52 0.46
R square 0.31 0.36 0.27 0.22

one’s social networks and increase the opportunities to
compare with other wards colleague. The social com-
parison theory [36] posited that there is a drive within
individuals to look to outside images in order to evaluate
their own opinions and ability. The nurses learn about
their own attitudes by comparing themselves with other
nurses across wards. Since the nurses work in the same
hospital, they have reasonable similar job environment.
The similarity will promote the satisfaction about job
environment.

4.2. Managerial Implications

In this study, the friendship networks in the ward and
across wards are different in structure. The outdegree in
the same ward is higher than across wards. Apparently,
the nurses have more friends in the working ward then
out of the working ward. And the item “work load” was
negatively correlated with indegree in the ward and posi-
tively correlated with indegree across ward. Obviously,
the work burden came from the same ward but not from
the other ward. The friendship network in a ward should
be considered in the arrangement of working shift.

Professional commitment is a robust predictor of job
satisfaction. The importance of employees’ commitment
has been widely advocated [37-40]. Commitment may
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provide an important source of occupational meaning.
Professional commitment had an incremental effect on a
professional’s intention to leave the organization in one
study [39]. Enhancing professional commitment in nurs-
ing has the potential to produce benefits for both the in-
dividual and their organization [41,42]. Further, the pro-
fessional commitment is shaped during the socialization
process. The development of a profession involves more
than developing a distinct body of knowledge. It involves
the realization that professionals are part of a moral
community with social links not only to their clients and
colleagues in the profession but also to other groups. The
legitimacy of nursing’s professional contribution must be
acknowledged by other groups, including physicians and
administrators or managers of health care facilities.
During the socialization process professional com-
mitment is shaped and is encountered by individuals
through professional experiences. It may be viewed as an
exchange process or relationship between the individual
and others in his or her professional and personal envi-
ronments and with society as a whole. The hospital may
create an opportunity for nurses to have the socialization
processes that offer direct learning through didactic
teaching and indirect learning through example and sus-
tained involvement with others in the professional sub-
system. Furthermore, similarity breeds connection [43].
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The participants connect with their friends of the same
value across divisions. And the attitude, belief, and value
similarity lead to attraction and interaction [44]. The op-
portunity for interaction with the friends in ward and
across wards would reinforce the professional commit-
ment.

4.3. Limitations and Future Research

Although this study expands our knowledge of friend-
ship network related to job satisfaction among nurses, it
has limitations. First, as the data reported in this paper
was obtained from all the nurses working in a single
district hospital, it is rather difficult to make general-
izations. The result might have differed if the population
came from different hospital. Further, the task was
relatively heterogeneous across these 17 departments. It
is suggested that further research is needed to differen-
tiate the effect of divisions.

The findings remind us the friendship may have
negative effect. [45] indicated that the entrepreneurs did
benefit from the support and resources provided by their
cohesive networks, but the obligations that resulted from
those benefits, and the entrepreneurs’ difficulties to
extricate themselves from those obligations, curtailed
their subsequent ability to pursue new opportunities. The
social capital embodies in their cohesive networks then
became a liability that hindered, rather than helped, their
subsequent performance. The research of the “dark side”
of friendship network is needed.

5. CONCLUSIONS

Nursing is a healthcare profession. They work in a
large variety of specialties and as part of a team. The
interaction with team member is needed at their work.
Interpersonal relationships play a pivotal role in effective
team functioning because they facilitate behaviors that
maximize the individual potential for team efficiency and
effectiveness [46]. The friendship network of nurse is a
key factor of job satisfaction.

However, the role of friendship network play different
roles in working ward and across wards. In working
ward, network efficiency is helpful for job satisfaction.
And network closure across wards is helpful for job
satisfaction. The findings of this study provide evidence
for the importance of considering context when examin-
ing the debate between network closure and structural
hole.

Social networks research focuses on patterns of social
relations among a set of actors to explain social phe-
nomena [47]. The utilization of social networks can ex-
plain how the interaction of an individual within broader
social network of actors affects how perceptions of ex-
change relationships develop. We apply this logic and
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tested that social network will affect employees’ percep-
tions of job satisfaction.
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