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ABSTRACT 

BACKGROUND:  

The psychological climate of the organization, the individual's perspective on work and whether they are engaged are 

meaningful in terms of the professionalism level of nurses. Work engagement, as a concept completely opposite to 

burnout, refers to the emotional and motivational state of the employee towards his work. 

AIM:  

The aim of this study is to determine the effect of nurses’ positive psychological climate perception on their professionalism 

and to investigate the mediation role of work engagement in this relationship. 

METHOD:  

Related data were gathered from 190 nurses who are working in a public hospital belonging to Health Ministry Erzurum 

Public Hospitals Union. In the research, the questionnaire form was used as data collection method. The questionnaire 

consists of statements determining the participants' perceptions of psychological climate, work engagement and 

professionalism. Validity and reliability of the scales were measured by item analysis, exploratory and confirmatory factor 

analysis and internal consistency coefficient method. The model, which was developed to analyze the relations between 

the variables, was tested by structural equation modeling. 

FINDINGS:  

In the research model and correlations between the variables were determined, and it was concluded that the 

relationships between all three variables were significant at the level of p <0.001. In the second stage of the analysis, a 

structural equation test was applied to the research model and the relationships between the variables were determined. 

Then, Baron and Kenny approach and bootstrap analysis were used to determine the mediating effect related to the 

structural model. By testing the structural model, it was determined that the results of the goodness of fit index values were 

within the specified reference ranges. 

RESULT:  

According to the analyzed results, it is seen that work engagement has a partial role on the effect of positive psychological 

climate perception on professionalism. 
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INTRODUCTION 

Professionalism is defined as the individual's orientation 

towards social interests rather than personal interests [1]. 

Nursing is one of the professions in which the sense of 

professionalism is most discussed, especially considering 

the welfare and health of the society. Since the profession 

is an important part of the health sector, it increases the 

importance of nursing in society [2]. When evaluated from 

this point of view, this value and meaning attributed to 

nursing should be strengthened with professional principles 

because professionalism expresses the behavioral aspect 

of the profession [3].  Rather than professional knowledge 

and experience, the behavior used in the transfer of this 

knowledge and experience is a part of professionalism. The 

concept of professionalism is also defined as the relations, 

behaviors and values expected from the professional in 

accordance with the social contract between the 

professional and the organization he is a member of [4].  

 

Professionalism is a necessity for the institution to achieve its 

goals and to protect the ethical and moral values of the 

institution. A professional is expected to act in line with 

humane, moral and ethical values while performing the 

technical parts of his job. Professionalism emphasizes the 

existence of ethical principles related to the profession as 

well as the commitment to the principles [5].  Ali and 

Bradbum emphasizes that the qualifications of the 

professional encompass education and training that 

includes basic behaviors [6]. Having technical equipment 

related to any field of expertise will not be enough for 

professionalism. Therefore, a professional must exhibit 

attitudes and behaviors in line with the basic values of the 

field in which he is an expert. It is important for the 

management of the organization on which factors the 

behavioral and attitudinal side of professionalism depend 

[7].  

 

A professional approach is needed for the nursing 

profession, as in all professions. Nursing is one of the oldest 

professions known, which has a sanctity in the society with 

its service to human health and requires ethical / moral 

responsibility [8].  

 

The professional identity of the nursing profession consists of 

three dimensions. The first is the personal dimension, which 

emphasizes the characteristics that nurses should have in 

order to take on authority and responsibility. The second is 

the interpersonal dimension, which expresses the process of 

adopting the values, norms and culture associated with 

their profession through the social interactions of nurses in 

their work environment. Finally, the third dimension consists 

of the historical and social development of the nursing 

profession. Based on these dimensions, it can be stated that 

the professional identity of nursing is significantly affected 

by individual perception and interpersonal relationships. 

Therefore, the possibility that nurses' perceptions of 

professionalism may be affected by their perceptions of 

the institution they serve and it could be examined. 

 

Many approaches to professionalism state that 

professionalism is related to individuals' perceptions, 

motivations, attitudes, and logic. On the other hand, some 

approaches underline that professionalism is affected by 

environmental factors [9]. Both approaches are essentially 

complementary to each other because the perception, 

motivation, attitude and logic of the employee are 

significantly affected by environmental factors.    

 

Psychological climate is basically the cognitive descriptions 

of the employees about the organization they are in [10]. 

Therefore, the organization's creation of a positive 

psychological climate for its members will be effective in 

exhibiting positive organizational behaviors. Nurses who 

feel the support of the organization they work for, who think 

that their efforts and contributions are aware of the 

organization management and whose contributions are 

appreciated will not have difficulty in exhibiting the 

professional attitudes and behaviors desired by the 

organization. Each employee creates a psychological 

climate for himself by interpreting his own perception in a 

meaningful way. This cognitive representation makes it 

possible for individuals to attribute meaning to 

organizational events and to determine which behavior will 

lead to the best results [11]. Specifically, psychological 

climate refers to the perceptual and experiential 

components of the interaction between the organizational 

environment and the employee. This indicates that there is 

a relationship between employees' giving their personal 

energies to their roles in the workplace, depending on 

whether their organizational environment is meaningful 

and safe [12]. When employees think that their 

psychological needs are met in the workplace, they put 

their time and energy in response to this effort of the 

organization. This situation leads to the estimation that there 

is a direct positive relationship between psychological 

climate and employee effort [13]. Many studies also 

support this prediction. Psychological climate has positive 

effects on employees' work attitudes and behaviors 
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towards the organization [14]. Employees' climate 

perceptions have significant effects on employees' 

citizenship behaviors and job satisfaction, and therefore 

positively affect their job performance [15].  In addition, 

there are studies showing that positive psychological 

climate is positively related to various work-related 

attitudes and behaviors such as work engagement, job 

satisfaction, dedication, effort, employee performance, 

and productivity (16). In addition to the psychological 

climate of the organization, the individual's perspective 

and work engagement may also be meaningful in terms of 

the professionalism level of nurses. Because work 

engagement, as a concept completely opposite to 

burnout, expresses an emotional and motivational state of 

the employee towards his work. Therefore, being engaged 

in the work enables employees to be energetic and 

excited about their work [17]. In this respect, it can be 

expected that the individual who is engaged to work will 

form a professional identity that easily adopts professional 

values. 

  

When management is perceived as supportive, employee 

roles are clearly defined, employees feel free to express 

themselves, and they feel that they make a meaningful 

contribution to the organization, they are more engaged 

and put more effort into the work [18]. These findings are 

similar to studies showing that a positive work environment 

reduces employee demands, motivates them, and 

increases employee dedication to their work [19]. 

According to these data, it can be predicted that nurses' 

positive psychological climate perceptions may increase 

their level of engagement in their work. 

 

Considering that the positive psychological climate is a 

resource that increases the level of work engagement of 

the employees and the level of work engagement is 

evaluated as a factor that can increase professionalism, it 

can be predicted that work engagement may have a 

mediating role in the effect of the psychological climate on 

professionalism. 

 

Although there are many studies in the literature on the 

effect of psychological climate on work engagement, 

there aren’t enough studies that reveals its relationship with 

professionalism. In the study, it is aimed to obtain the 

required information by using the model that may explain 

in the context work engagement the relationship between 

psychological climate and professionalism. 

 

METHODS 

POPULATION AND SAMPLE OF THE RESEARCH 

The research is of a descriptive type. The population of this 

research consists of 414 nurses who have been working for 

more than 1 year in a state hospital affiliated to the Erzurum 

Public Hospitals Association of the Turkish Ministry of Health. 

The sample size to be selected was calculated as 200 by 

estimating a 5% margin of error within the 95% confidence 

limits of the research population in question 

(http://www.surveysystem.com/sscalc.htm). 207 nurses 

voluntarily participated in the study and answered the 

questionnaires. However, 190 questionnaire forms were 

deemed suitable for use. As a result of data collection, 

83.2% of the survey participants were women and 70% 

were married, 41.6% were 24-30, 34.7% were 31-37, 16.3% 

were 36-44, It was found that 7.4% of them were in the age 

group of 45 and above. In addition, 52.2% of the 

participants fulfill their profession for 1 to 5 years, 31.3% for 6 

to 10 years, and 16.5% for more than 10 years. 

DATA COLLECTION TOOLS AND DATA COLLECTION 

A questionnaire technique was used as a data collection 

tool in the research process. Questionnaire forms were 

delivered to the determined sample group by the 

researcher himself, distributed on a voluntary basis and 

collected in the following days (April 2018). 

 

The scale consisting of a total of 21 questions to measure 

the professionalism of nurses was created by compiling 

from two different scales. The first of the scales used is the 

44-item scale developed by Weis and Schank [20]. In line 

with the purpose of the research and the characteristics of 

the research universe, 13 items related to the dimensions of 

responsibility, safety and human dignity of the original scale 

were used. Another scale used is the professionalism scale 

of Chisholm et al. [21]. The 8 items in the original scale were 

selected in terms of their compatibility with the other scales 

used in the research and their suitability for the purpose of 

the research. The finalized scale was graded on a 5-point 

Likert scale (1- Never, 2- Rarely, 3- Sometimes, 4- Very often, 

5-Always). 

 

The psychological scale developed by Brown and Leigh 

was used to measure the psychological climate perceived 

by the participants in the institution where they work [22]. 

The scale consists of 21 questions expressing the dimensions 

of supportive management, role clarity, contribution, 

recognition, self-expression and difficulty. All statements in 
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the scale were rated with a 5-point Likert scale (1- Strongly 

disagree, 2- Disagree, 3- Undecided, 4- Agree, 5- Strongly 

agree). 

 

The 9-question short version of the work engagement scale 

developed by Schaufeli and Bakker was used to measure 

the level of work engagement of the participants, grading 

as a 5-point Likert scale (1- Never, …, 5-Always) [23]. The 

scale consists of vigor, dedication and adoption 

dimensions, and each dimension is measured with three 

questions. 

 

The goodness-of-fit indices obtained for the scales as a 

result of Confirmatory Factor Analysis are given in Table 1. 

TABLE  1 CONFIRMATORY FACTOR ANALYSIS GOODNESS OF FIT INDICES FOR SCALES 

Variables  CMIN/DF GFI AGFI NFI IFI TLI CFI RMSEA SRMR 

PC 1.737 .909 .850 .919 .964 .946 .963 .062 .060 

WE 1.362 .977 .942  .983 .996 .991 .995 .044 .025 

PRO 1.226 .942 .905 .900 .980 .970 .979 .035 .048 

(PC: Psychological Climate, WE: Work Engagement, PRO: Professionalism) 

 
 

EVALUATION OF DATA 

While reliability analysis, exploratory factor analysis and 

correlation analysis were applied to the research data, 

confirmatory factor analysis was carried out and direct and 

indirect relationships between the variables of the model 

were determined by testing the structural model. 

ETHICAL ASPECT OF RESEARCH 

The research questionnaire includes scales related to the 

variables of the research model and demographic and 

factual questions. Since the scales with validity and 

reliability tests are universal scales that have been used 

before, it was concluded that they would be sufficient to 

define the research variables. After the questionnaire form 

was created, it was evaluated by Atatürk University Social 

and Human Sciences Ethics Committee, and it was 

decided that the questionnaire study was ethically and 

scientifically appropriate (14.06.2017; Decision no: 22) 

 

A state hospital affiliated to Erzurum Public Hospitals 

Association was determined as the research universe and 

an official application was made to the institution. Our  

 

research request was approved by the institution and 

necessary permissions were given. Hospital nurses were 

asked to participate on a voluntary basis, and any 

concerns that might arise were tried to be resolved by 

stating that the questionnaires would only be used for 

academic purposes, the names of the participants were 

not required, and the results of the research would not be 

given to any person or institution. In this respect, it is 

assumed that the participants in the study perceive and 

interpret the statements in the questionnaire correctly and 

share their sincere views. In addition, the Helsinki 

Declaration 2008 Principles were complied with during the 

study. 

 

RESULTS 

The descriptive statistics (mean and standard deviation) 

related to the variables in the research model and the 

correlations between the variables are given in Table 2. As 

seen in Table 2, there are significant relationships between 

the variables that make up the research model. 

TABLE 2 MEANS, STANDARD DEVIATIONS OF VARIABLES AND CORRELATIONS BETWEEN VARIABLES 

 

 

(PC: Psychological Climate, WE: Engagement, PRO: Professionalism, Mean: Average, SD: Standard Deviation) 
 

Factor Mean SD 1 2 3 

1- P 3.47 .655 1   

2- WE 3.65 .784 .490** 1  

3- PRO 4.37 .419 .410** .385** 1 

*p<0.05      **p<0.01      
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In the second stage of the analysis, the structural model 

was tested and the relationships between the variables 

related to the model were determined. Then, Baron and 

Kenny approach and bootstrap analysis were used to 

determine the mediator relationship in the structural model 

[24]. The research hypotheses created in line with the 

theoretical background regarding the variables that are 

the subject of the research were tested by applying them 

to the research model through validated scales. In the 

model, psychological climate is included as the only 

exogenous variable. Engagement and professionalism are 

the endogenous variables of the model. In addition, the 

variable of being engaged to work was added to the 

model as a mediator variable in line with the theoretical 

framework. The regression loads between the variables of 

the research model are given in Figure 1. 

 

The fit index results obtained from testing the structural 

model are as follows: CMIN/DF= 1.887; GFI= .950; AGFI= 

.887; NFI=.909; IFI=,955; TLI=.939; CFI=.954; RMSEA=.069; 

SRMR=.060. When the data are examined, it is seen that the 

obtained fit index results are within the specified reference 

ranges. Therefore, it is realized that the research model in 

question is at an acceptable level. 

 

The predictive values of the model obtained in the 

structural equation analysis performed to test the research 

hypotheses are given in Table 3. According to the table, it 

is seen that there is a significant relationship at p<0.001 

significance level between psychological climate and 

work engagement. There is a significant relationship 

between psychological climate and professionalism at 

p<0.001 significance level. In the research model, it was 

found that there was a significant relationship at p<0.01 

importance level between being engaged in the work, 

which was taken as a mediator variable, and 

professionalism. 

 

After examining the direct relations of the research 

variables with each other, the analysis methods and results 

performed to examine the indirect relations are taken into 

account. 

 

Psychological climate affects professionalism positively, 

directly and significantly (.448; p<0.001). Since the 

necessary conditions for the mediation test were fulfilled, in 

the next step, the tool of engagement was placed in the 

model as a variable and the effect of the psychological 

climate on professionalism was examined. The 

psychological climate has also an indirect effect on 

professionalism by influencing work engagement. (.285; 

p<0.01). Therefore, according to the Baron and Kenny 

(1986) approach, it can be said that engagement to work 

has a partial mediation role. However, it remains to be 

determined whether this partial mediation role is significant 

[25]. For this reason, the significance table of the model was 

examined by means of the bootstrap test, and it was 

determined that the partial mediating role of being 

engaged in the work on the effect of the psychological 

climate on professionalism was significant at the p<0.01 

significance level. Therefore, it is seen that the significant 

and positive effect of the positive psychological climate 

perceptions of the nurses participating in the research on 

their professionalism is partially mediated by their level of 

engagement in their work. 

 

TABLE 3 ESTIMATION RESULTS FOR THE STRUCTURAL MODEL  

Variables Std.  β Std. Error X2 (C.R) P 

WE<--- PC .533 .208 4.603 
*** 

PRO <--- PC .448 .118 3.849 
*** 

PRO <--- WE .294 .054 2.989 
** 

***p<0.001   **p<0.01   *p<0.05  

 

(PC: Psychological Climate, WE: Engagement, PRO: Professionalism) 
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FIGURE 1. THE REGRESSION LOADS BETWEEN THE VARIABLES OF THE RESEARCH MODEL  

 

 

DISCUSSION 

In this study, the effect of nurses' perceptions of 

psychological climate regarding their work environment on 

their professionalism through their level of work 

engagement was investigated. It has been determined 

that the nurses participating in the research have a positive 

perception about the psychological climate in general. It 

has been observed that this positive perception is an 

important factor for nurses to use all their resources 

energetically for their work, to devote themselves to their 

work, to adopt and internalize their work, and thus to 

engage in work. A similar effect plays a role in nurses' 

adoption of professional values and creating a professional 

identity. It shows that the level of work engagement has a 

partial mediation role in increasing the professionalism of 

the positive psychological climate perceived by the nurses 

constituting the research sample in the work environment. 

These findings obtained in the research are actually the 

results that can be predicted in line with the conceptual 

framework. In this respect, it can be said that the research 

questions about the research model were answered 

clearly. 

 

According to the research model data, it was determined 

that the positive psychological climate perceptions of the 

nurses participating in the research have a positive effect 

their work engagement levels (p<0.001) at significance 

level (.553). Based on this result, it can be said that the 

positive psychological climate they perceive in the work 

environment is effective in the full commitment of the 

nurses participating in the research to their work. These 

findings obtained; Gutierrez's research on service sector 

employees [26] and Lee and Ok's research on hotel 

employees show that it is consistent with the findings 

obtained from their research on hotel employees, and that 

employees' psychological climate perceptions are a 

determining factor on their level of work engagement [27]. 

The concept of work engagement emphasizes the 

psychological and emotional bond between the 

employee and his job. In this respect, this bond that the 

employee creates against his job will be affected by the 

psychological factors in the environment [28]. As a matter 

of fact, Kahn concluded that perceiving the organizational 

environment in a significant and secure way has a strong 

effect on the employees' giving all their energies to their 

roles in the workplace [29]. Brown and Leigh, on the other 

hand, found that if the employees think that their 

psychological needs are met by their organizations, they 

put all their time and energy into fulfilling their duties [30]. 

Uraon and Gupta also showed in their research that the 

positive psychological climate of employees is an 

important determinant of their task and contextual 

performance [31].    

 
 

 

 

 

 

Work Engagement 

Psychological Climate  Professionalism 

Direct effect 

Indirect effect 

.53 .29 

.44 

.29 
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Considering the challenging and stressful conditions of the 

nursing profession, it can be stated in parallel with the 

above research results that the existence of a positive 

psychological climate in the work environment will be 

effective in overcoming the aforementioned difficult 

conditions and in developing a positive bond with the 

nurses' work. 

 

Similarly, nurses' positive psychological climate perceptions 

positively affect their professionalism p<0.001 at 

significance level (.448). It can be said that positive 

psychological climate perceptions are effective for nurses 

participating in the research to define as professionals 

themselves. Professionalism requires the employee to act in 

accordance with moral and ethical rules, be aware of her 

responsibilities, always display a reliable stance, have 

professional sensitivities and altruism while performing her 

profession. These qualities may interact with different 

perceptual mechanisms in terms of attitudes and behaviors 

that emerge in line with the perceptions of the individual. 

Shao also emphasizes the importance of the attitude and 

behavior dimension of professionalism based on individual 

perception [32]. Similarly, Senapaty & Bhuyan state that 

professionalism is the behavioral aspect of the profession 

[33]. As a matter of fact, the results of the analysis show that 

the psychological climate, which is a perceptual process, 

may be related to the perceptions that form the source of 

nurses' attitudes and behaviors towards professionalism. 

Reaching of these values from a positive environment to 

the individual by positive ways will enable the individual to 

adopt these values and transform them into behaviors. If 

evaluated from this perspective, it can be emphasized will 

be affect the positive management style, culture and 

climate of organization on the source of the professional 

attitudes and behaviors of the nurses participating in the 

research. When the participants' work engagement levels 

are included in the research model, there is a decrease in 

the effect of psychological climate on professionalism 

(p<0.001 (.448); p<0.01 (.285)). Therefore, it is seen that work 

engagement has a partial mediating role in the effect of 

psychological climate on professionalism. In this respect, it 

can be said that the positive psychological climate 

perceptions of the nurses participating in the research also 

increase their level of work engagement and thus enable 

them to have a professional identity. In other words, 

although the positive psychological climate perceptions of 

aforementioned nurses' strongly increase their 

professionalism levels, it is seen that being engaged in the 

work partially renders this effect meaningless because it is 

a strong determinant on professionalism. For this reason, it 

can be stated that the effect of being engaged in work on 

professionalism is so effective that it can reduce the effect 

of the psychological climate. 

 

CONCLUSION 

The development of professionalism has an important role 

in determining the standards for any profession and in the 

satisfaction of service recipients. Otherwise, it will not be 

possible for the person to demonstrate his professionalism 

and the institution to achieve positive results. The scope of 

professionalism and its differences in practice will be 

shaped according to the qualifications of the profession 

whose professionalism is evaluated. In this respect, the 

concept of professionalism has been examined in line with 

the professionalism qualifications of the nurses, who 

constitute the sample of our research. Participants' 

perceptions of professionalism; moral and ethical behavior 

are discussed in terms of emotional and cognitive 

dimensions such as responsibility, trust, professional 

sensitivity and altruism. Due to this feature of the 

dimensions, it was examined the concept of 

professionalism within the framework of the concepts of 

psychological climate and work engagement in this study, 

considering that different psychological phenomena can 

strengthen it. 

 

Nursing is one of the important occupational groups that 

require professionalism because it serves an important 

purpose such as human health. However, the 

professionalism expected from nurses does not only include 

the technical knowledge and equipment of the work they 

do, but also includes the attitudes and behaviors to be 

exhibited in line with the values of the profession. In this 

respect, a positive psychological climate that will be a 

source for the professional attitudes and behaviors 

expected from nurses should be created by the 

organization. 

 

A supportive management of the organization, clearly 

revealing their job roles, making employees feel free to 

express themselves, and most importantly, making them 

feel that they are making a meaningful contribution to the 

hospital they work will enable nurses to engage in their work 

and act professionally through this situation.  

 

As a result, the management's creation of a positive 

climate in the work environment will positively guide nurses' 

perceptions of the organization, and eventually these 
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perceptions will turn into attitudes and behaviors that the 

organization expects them to exhibit. 
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