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Abstract
Background: Management styles have been linked to high turn-over amongst health care professionals.
Much of the available literature has been on nursing and other medical professional, while on few studies
have been on radiographers. This study explored the influence of management styles on intention to
leave amongst radiographers employed by tertiary hospitals in the Gauteng province, South Africa.
Methods: A survey was conducted in four public tertiary hospitals within the Gauteng province. Data was
collected from November 2018 to May 2019 and all radiographers who were present at the time of data
collection were requested to participate.
Results: The results of the Pearson’s test showed that there was a negative correlation between intention
to leave and supervision, r = -.344, p= .000. In addition, the results also showed that there was difference
in satisfaction with supervision across age, gender, race and tertiary hospital.
Conclusion: The findings of this study indicate that management styles in tertiary hospitals affect job
satisfaction and ultimately intent to leave. Therefore, it is worth evaluating the type of management
styles used by x-ray managers to improve retention of radiographers in public tertiary hospitals.
Keywords: Radiographers, intent to leave, job satisfaction and management.

Background
Leadership is defined as a behaviour of an individual when directing the activities of a group towards a
shared goal for a particular organization. Therefore, leaders have an impact on the image of an
organization in relation to the type of personnel it attracts and retains. Previous studies have linked
leadership style to health care professional turnover [1, 2, 3]. Hence various studies have been done within
the health care sector to identify the role leadership in staff retention and job satisfaction [4, 3, 5, 6, 7].
Similarities have been reported with the type of leadership challenges exerted by managers and these are
poor communication, inter-individual conflicts and inter-group conflicts; and transparency [3, 8]. However,
positive leadership style has been reported amongst nurses where they expressed trust and satisfaction
with the amount of supervision [8]. These differences are mostly dependant on the type of leadership
used by the manager.
The South African health care system consists of the private and the public sector as the major health
care providers. It is worth noting that the private sector employs more health care professionals, contrary
to the needs of the citizens, where majority rely on the public sector for their medical needs [9].
Management or leadership styles has also been attributed to this maldistribution amongst other factors.
This was evident in study amongst medical specialist who opted to permanently vacate their post in the
public sector because of managers who failed to support them nor recognize them for the effort they put
in their work. Similarly, nurses felt that they were not supported by their managers and were blamed for
any wrong doing [5]. In contrast to findings by Sojane [6], where nurses felt that they were supported by
their managers and that their supervisors were good leaders.
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Majority of studies conducted to determine the role of leadership in health care profession have been for
nursing professionals or medical doctors. Even though these health care professionals work in a hospital
setting similar to radiographers, direct inference of leadership style cannot be assumed from them to
radiographers. Hence the need to conduct a study amongst radiographers employed by the public sector
tertiary hospitals. This study was conducted in public tertiary hospitals within the Gauteng province,
reason being they have all the different disciplines within radiography.

Methods
Design
A quantitative cross sectional survey was used to guide the study.

Sampling
At the time of data collection a total of 292 were employed by the four public tertiary hospitals in Gauteng
province. A majority of the potential respondents were diagnostic radiographers’ respondents at 185; 54
radiation therapists; 31 nuclear medicine; 17 mammography radiographers and the least of the
respondents were ultra-sonographers with 5 potential respondents. Hence the researcher’s choice to use
disproportional stratified sampling. This sampling method would be able to cater for the difference in
presentation of the different disciplines in the sampled population.

Data collection
A self-administered questionnaire was used a method of data collection. Potential respondents were
given the questionnaire at the beginning of their working day and was collected by the researcher at end
of each working day. In addition, a box was left in central location where completed questionnaires could
dropped off at any given time of the day and it was also collected by the researcher at the end of the
working week. The questionnaire was distributed to four public tertiary hospitals within the Gauteng
province in South Africa. The target population for this study was the different disciplines within
radiography, namely diagnostic radiographers; radiation therapists; nuclear medicine radiographers;
mammography radiographers and ultra-sonographers. Data collection process began in November 2018
and was completed in June 2019.

Results
Respondents’ characteristics
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The questionnaire was completed by 181 respondents, of which 60% were females and 40% were males.
The majority of the participants were Millennials 80%, Generation X accounted for 31% of the population
and only 19% were Baby Boomers. There was also a difference noted in the presentation of race where,
68% of respondents were Black, 17% were White, 7.7% Indians, Coloured 5.5% and other 1%. The majority
of the respondents, were employed for a period of 1-10 years, while those who were employed for a period
greater than 10-20 years made up 28% of the respondents and only 20% were employed for a period
greater than 20 years. Diagnostic radiographers had the majority of the respondents at 55%, radiation
therapists 24%, nuclear medicine 13%, mammography radiographers 5% and ultra-sonographers had only
3% of the respondents. In the four tertiary hospitals that were included in the study, 42% of the
respondents were from tertiary hospital1, 30% from tertiary hospital 2, 12% tertiary hospital 3 and 17%
were employed at tertiary hospital 4.

Satisfaction with supervision
During data analysis, confirmatory factor analysis was performed to ensure that the statements related
and linked to management. Internal consistency was checked on the 8 statements related to satisfaction
with supervision, a Cronbach’s alpha measure calculated was A one sample t-test was performed on to
determine if supervisors provided favourable working conditions. The results showed that there was a
significant disagreement (M=3.3048) that supervisors were able to create favourable working conditions,
t (181) = 5.219, p<.0005. Furthermore, a Pearson’s correlation test was performed to determine if there
was a correlation with intention to leave (ITL) and satisfaction with supervision. The results showed that
there was a negative correlation between intention to leave and supervision, r = -.344, p= .000 and this
indicates that respondents who are satisfied with their supervisors have no intention to leave. Similarly
the results of regression analyses showed that independent variables account for 16.4% (R2 = .164) of
the variability in the dependent variable, intention to leave, F (9, 169) = 3.695, p<.0005. Supervision is a
significant predictor of ITL, β = -.270, p=.028. Stepwise regression was used to test intention to leave and
account for 14.5% (R2=.145) of the variability in intention to leave, F (2, 176) = 14.867, p<.0005.
Satisfaction with supervision (β = -.355, p=.001) is significant predictors of intention to leave.
There was an additional significance difference across gender, t (179) = -2.277, p= .024, males (M3.1448)
were satisfied with supervision than females. The results of the Welsh test (4, 6.873) = 4.363, p= .045
indicated that Whites were more satisfied with supervision than Black Africans. Similarly, the results of
the Spearman’s correlation demonstrated a difference across age. There was a positive correlation
between age and satisfaction with supervision, rho=180, p = .166, older respondents were more satisfied
with supervision. There was also a negative correlation between age and intention to leave, rho = -.031,
p=.-166. Older participants had no intention to leave.
The results of the ANOVA test showed that there was significant difference with supervisor satisfaction
across tertiary hospitals F (3,178) = 18.104, p = .000. Respondents from tertiary hospital 2, were more
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satisfied with their supervisors than those employed at tertiary hospital 2 and 3 and 4. Whereas
respondents employed in tertiary hospital 1 were more satisfied with their supervisors more than those
employed in hospital 3 and 4. The questionnaire provided the respondents with a blank space where they
could provide any additional information related to their satisfaction with supervision. A variety of
responses were obtained and these included poor communication styles; favouritism; unprofessional;
non-consultative; no recognition; unqualified managers and unsupportive managers.

Discussion
Our study had a reasonable response rate, 62% of the questionnaire were completed and returned to the
researcher. According to Fincham [10], a response rate of 60% is acceptable for a survey. The results in
this study showed that satisfaction with supervision was significantly associated with intention amongst
radiographers employed by public tertiary hospitals in Gauteng province. This was demonstrated by the
results of the stepwise regression amongst other analytical tests where satisfaction with supervision (β =
− .355, p = .001) is significant predictors of intention to leave. Similarly to studies conducted amongst
health care professionals in South Africa that have previously reported that the public sector health care
professionals have a higher intent of vacating their post and poor management being amongst the
leading factors [11]. In contrast to findings by Sojane [6], where majority of the nurses believed that their
managers were good leaders, good managers and were also supportive.
Our findings further showed that there was a difference in the satisfaction with supervision style across
the four tertiary hospitals that were included in our study. Radiographers employed in tertiary hospital
number two showed the most significant satisfaction with the type of supervision they received from their
manager. Whereas radiographers employed in tertiary hospital number two, showed significant
satisfaction with their supervisors over hospital three and four. This was also supported by the
respondent’s responses in the open space to provide additional comments, where majority of the negative
comments were from tertiary hospital 3 and 4. There was no direct correlation from the results in the
study to account for this difference. Similarly, there was direct result to account for the difference with
satisfaction by supervision across gender. These differences would require additional studies to explore
their causes.
Furthermore, there was a difference that was noted across the different age groups. This could be
attributed to the difference in personalities and work ethics associated with the different age groups.
Millennials are associated with high expectations from their managers to assist them in achieving their
professional goals, whereas Generation X place great significance balance about work and like and care
less about advancements [8, 12]. The older respondents were more satisfied with the level of supervision
they received from their managers and their age category placed them under Baby Boomers and
Generation X. For this reason the older respondents had no intention to leave. Previous studies have
reported that Baby Boomers tend to have higher levels of satisfaction with their supervisor-subordinate
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relationship, teamwork, affective commitment and lower intentions to vacate their post in comparison to
Generation X and Y [11, 13]. To account for these differences in satisfaction with supervision across
gender, tertiary hospital, race and age further studies are needed to be conducted amongst radiographers.

Limitations
The study was only conducted in public tertiary hospitals, therefore the results cannot be generalized to
other settings such as the private sector. Reason being, the reporting channels might not be the same.
Also, the study did not test any of the know leadership traits such as transformational, collaborative,
shared, autocratic and ethical leadership. Testing these leadership styles would have helped to identify
the most preferred leadership style by radiographers and which leadership style is associated with a high
attrition rate.

Recommendations
The requirements to be appointed as a radiography manager should be amended to require a mandatory
management qualification and this could improve some of the concerns raised by the respondents. Once
appointed, managers should attend management workshops and seminars to continuously improve their
management skills. Also, additional studies need to be conducted amongst radiographers in order to
identify the most suitable leadership style.

Relevance
There is a mal-distribution of health care professionals between the public and the private sector in South
Africa. The private sector being known to have a higher ration of health care professionals in comparison
to the public sector. The factors which result in this mal-distribution within radiography have been
assumed from other health care professionals, hence the need for the study. The results of the study
identified management styles as a significant contributor on intent to leave amongst radiographers.

Conclusion
The results of this study have shown that there is direct relationship between management style used by
radiography managers and intention to leave amongst radiographers employed by public tertiary
hospitals in the Gauteng province. Radiographers who were more satisfied with management style used
by their managers were less likely to have intentions of voluntarily vacating their posts. Therefore, it is
imperative for managers to explore the type of management style most suitable for their department and
preferred by their sub-ordinates. In addition, the government could enhance capacity of radiography
managers by providing continuous support for all those in management. Alternatively a mandatory
requirement should be that mangers must have a post graduate qualification in radiography or
management qualification in order to occupy any post in management.
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Abbreviations
ITL
intention to leave.
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