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retaining nurses  is an urgent issue. Job satisfaction and organizational commitment are 

the factors associated with the intention to leave. However, this has not been taken 

seriously in Rajavithi Hospital (RJH). This study aims to determine the factors 

associated with intention to leave of nurses in RJH. A cross-sectional study was 

conducted from April-May 2016. Nurses who had worked at RJH for at least 1 year 

were recruited and completed a self-administered questionnaire. The questionnaire 

consisted of 4 parts: demographic factors, job satisfaction, organizational commitment, 

and intention to leave. From 392 questionnaires distributed, 390 (99.49%) were 

returned. Chi-square test and binary logistic regression were used to assess the factors 

associated with intention to leave. Overall, 28.2% of nurses intended to leave. Four 

factors were associated with intention to leave: age (OR = 0.96; 95%CI: 0.93-0.98), 
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CHAPTER I 

INTRODUCTION 

 

Human resource is an important capital in performing any activities. A successful 

company requires participation, specialized skills, knowledge, capabilities, and expertise 

of people in the organization to succeed (Smittikrai, 2013). Every activity requires 

sufficient human resources and good managing skills.  Therefore, it is necessary to retain 

staffs in organizations as long as possible (Lapeepisal, 2006). Particualrly, health 

manpower is a critical factor to drive health system (Khunthar, 2014).   

According to Thailand’s Eighth Economic and Social Development Plan (1997-

2001), the plan emphasized on human quality as the center for development.  Human 

resource is a major factor for the organizational achievement. Therefore, the government 

has set the policies in developing human quality. This is the same as the National 

Health Security Act in its insuring that all Thai citizens can access to the health services in 

order to prepare for being a medical hub in response to the staring of The Association of 

Southeast Asian Nations (ASEAN) in 2014 (Srisuphan & Sawaengdee, 2012). Foreign 

investment on medical service business also tends to increase. As a need on medical 

services has dramatically increased, medical personnel is becoming more important. 

Unfortunately, the government has encountered limitations in the production of these 

personnel. Therefore, the lack of medical personnel has increased over time (Pagaiya & 

Hongthong, 2011). 

Hospital is a place that provides medical and health services to people. It is a place 

where many people, who are full of knowledge and skills, are working together. According 

to the Thailand’s Department of Medical Service, the numbers of nurses have the highest 

proportion which is about 54.2% (Department of medical service, 2012). This is because 

the nurses have important responsibilities to take care of patients and citizens who have 

health problems. In order to have good medical service system, there must be sufficient 
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human resources in every sector. As a result, management team needs to pay more attention 

on these groups of people.  

From the past literature review, it was found that an important factor in retaining 

staffs with organizations the longest is job satisfaction. Once the satisfaction is achieved, 

they will perform successfully.  On the other hand, if staff are unsatisfied with their jobs, 

productivities tend to decrease with absenteeism increasing along with voluntarily 

resigning from their job (Chaithong, 2004). The development of organizational 

commitment among staff plays an important role in motivating them to perform effectively, 

encouraging them to create high quality work & being part of the organization, as well as 

reducing the willingness to change the job (Krawmorakod, 1999). Staff who feel committed 

to the organization will put efforts in performing their job that will result in the overall 

effectiveness and achievement of the organization. On the other hand, if the staff have low 

level of organizational commitment, they will not be able to perform effective job, lack of 

motivation, and might want to resign from the organization (Leelapongwattana, 2011). 

Rajavithi Hospital is the largest hospital of Thailand Ministry of Public Health. 

There are more than 1 million patients each year. According to the statistic in 2013, the 

hospital had provided services to approximately 977,811 patients. In all, there were 934,054 

out-patients – patient from Bangkok or another province who is not hospitalized and 43,757 

in-patients - patient who is hospitalized. It is obviously shown that there are a lot of patients 

visiting the hospital each year. The Rajavithi Hospital has about 4,100 medical service 

personnel whereby there are 1,850 nurses or about 45.12%. which is about half of the total 

staff of the Hospital (Rajavithi Hospital, 2013). From the data of the past 5 years (2009-

2013), the number of resignation each year tended to increase (as shown in figure 1). 
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Such resignations affect the Hospital in many aspects. Despite the reducing in man 

power, the Hospital also has the burdens of budget and other aspects, for instance, wasting 

the investment on human resource, inconstant performance, and the reduction of job 

performance until there are new replacements.  Therefore, the true causes for the staff 

resignations must be figured out in order to be able to effectively solve this problem 

(Wongsansri, 2016). Even though some previous literature revealed that job satisfaction 

and organizational commitment have a direct impact on the intention to leave of the 

employees, there is still no study conducted at Rajavithi Hospital.  

From the mentioned reason, the researcher perceives the importance of 

knowledgeable and skillful staff retention.  Thus, the researcher is interested in learning 

about the intention to leave the Rajavithi Hospital and other related factors. This research 

is meant to be a guideline for the administration and engaged individual in order to retain 

the staff as long as possible. It can also be used in planning the reduction of staff 

resignations. 
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Research questions 

1. What is the intention to leave of nurses at Rajavithi Hospital? 

2. What are the demographic factors, job satisfaction, and organizational 

commitment of nurses at Rajavithi Hospital? 

3. Are there any associations among the demographic factors, job satisfaction, 

and organizational commitment with the intention to leave of nurses at 

Rajavithi Hospital? 

 

Research objectives 

1. To know the intention to leave of nurses at Rajavithi Hospital. 

2. To know the demographic factors, job satisfaction, and organizational 

commitment of nurses at Rajavithi Hospital. 

3. To find the association among demographic factors, job satisfaction, and 

organizational commitment with the intention to leave of nurses at Rajavithi 

Hospital. 
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Conceptual Framework 

 

Independent Variables           Dependent Variable 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Demographic factors 

1. Gender  10. Address  

2. Age                         11. Work shifts 

3. Job position  12. Take leave  

4. Type of the job 13. Over-time work  

5. Work department   14. Period of over-time 

6. Marital status                work 

7. Education   15. Extra job 

8. Monthly income      16. Congenital disease 

9. Dependent persons  
 

Job satisfaction 

1. Motivator factors 

- Job Achievement  

- Recognition  

- Job characteristics 

- Responsibility 

- Work promotion 

2. Maintenance factors 

- Policies and    

  Administration 

- Career advancement 

- Interpersonal relations 

- Salary and fringe benefits 

- Professional status 

- Personal life  

- Job security 

- Working conditions 

- Quality of supervision 
 

Organizational commitment 

- Internalization of values 

- Affective commitment  

- 

Intention to leave 

of nurses 
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Operational definition 

1. Intention to leave the Rajavithi Hospital refers to the thinking or the need to 

voluntarily leave and/or transfer from Rajavithi Hospital due to different reasons.  

2. Nurses who intend to leave the Hospital refers to the nurses who often or always 

have a thought to leave of their job. 

3. Nurses refer to registered nurses who have at least diploma, bachelor’s degree on 

Nursing or equivalent and have worked at Rajavithi Hospital for at least 1 year. 

4. Job satisfaction refers to the feeling and/or thoughts of the registered nurses toward 

performing their jobs based on Two-factor theory (Frederick, Mausner, & 

Snyderman, 2010). Two factors include 1) Motivator factors, the motivator that 

creates satisfaction, stimulation for organization staff to be more productive and 2) 

Maintenance factors: the basic factors to prevent staff from being unsatisfied.  

These factors comprise of: 

4.1 Motivator factors: the motivator that creates satisfaction, stimulation for 

organization staff to be more productive which are: 

1. Job achievement refers to people who can solve the job problem and acquire 

an accomplishment;  

2. Recognition refers to other people who show respect and appreciation toward 

one’s achievements;  

3. Job characteristics refer to the job that requires knowledge, originality and 

capability; 

4. Responsibilities refer to being responsible for the job operation; 

5. Work promotion refers to the promotion or more assignment of 

responsibilities by the employer; 

4.2 Maintenance factors: the basic factors to prevent staff from being unsatisfied, 

which are: 

1. Policies and Administration refer to the management, administration and 

communication within the organization; 

2. Career advancement refers to the opportunity to obtain more experience and 

knowledge;  
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3. Interpersonal relationships refer to good relationships between co-worker 

and hospital admistrators; 

4. Salary and fringe benefits refer to compensation provided for the employees; 

5. Professional status refers to the professional who has been recognized by the 

society;  

6. Personal life refers to personal living condition that is related to the job such 

as commuting to and from workplace, overtime work that has affected the 

family, etc.; 

7. Job security refers to the probability that an individual will keep their job;  

8. Work condition refers to the workplace which has suitable environment, 

adequate number of staff and equipments; 

9. Quality of supervision refers to the ability or judgment of the supervisor in 

the operation and administration. 

5. Organizational Commitment refers to the expression of the relationship between 

nurses and the Rajavithi Hospital. According to (Allen & Meyer, 1990), people 

are influenced by two factors:  

1. Internalization of values that is the process by which individual members 

of a formal group internalize (and make them their own) of the attitudes, 

beliefs, perspectives, and values held by other organizational members. 

2. Affective commitment that is the tendency of a worker to stay with a 

company that is based on an emotional attachment. 
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CHAPTER II 

LITERATURE REVIEWS 

 

To perform this research, related documentation, books, journals, and 

researches both within the country and abroad have been reviewed as follows:  

 

Related literatures and theory 

           

Theories about the intention to leave   

The intention to leave is a thought process before the actual resignation or 

decision occurs with the following related concepts: 

A process leading to a decision whether to resign or quit the organization, is 

based on an employee’s comparison of the benefits to be gained at the new place with 

the ones he/she already has at the present organization.  If the employee thinks that 

he/she will gain less benefit if resigns, he/she would decide to stay and not leave.  On 

the other hand, if he/she thinks that there are more benefits to be gained at the new 

place, he/she would leave the present organization (Mobley, Horner, & Hollingsworth, 

1978). 

 The intention to stay or quit an organization is the result from two factors: the 

feelings of employees towards his/her work such as work satisfaction, engagement, etc., 

and the factors not related to work, such as family ties.  The results of his/her intention 

to quit his/her job is expressed through behavior such as resigning immediately, 

searching for support of the decision to leave, or using other mechanisms such as being 

absent, alcohol addiction, etc., when alternatives cannot be found (Mowday, Steers, & 

Porter, 1979). 

The intention to leave is a result of the organization's policies (Gaertner & 

Nollen, 1992). 
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Effect of resignation: 

Effect to the organization:  

1. The costs  

2. Operational efficiency 

3. Social groups  

4. Personnel morale 

Effect to the individuals:  

1. Employees who remain in the organization will try to find out why the other 

employees resign and would begin to seek an alternative to follow.  

2. Employees who resign may lose benefits by leaving the organization.  

 

Theories about motivation (Two-factor theory)  

There are many theories on motivation. However, the theory that is widely adopted 

is the Two-factor theory of Herzberg (Frederick et al., 2010). The theory identifies factors 

affecting job performance of the employee in the organization. It is about studying 

employee’s attitude towards job in order to ensure that the employees will not become 

dissatisfied and to motivate them for higher performance (Phutachod, 2014). These 

components are 1) Motivator factors and 2) Maintenance factors. The proposal states that 

if employees get adequate response to these components, job satisfaction will occur that 

will lead to appropriate behavior to help organization to meet the set target. These 2 

factors comprise of: 

1. Motivator factors: the motivator that creates satisfaction, stimulation for 

organization staff to be more productive which are:  

1.1 Job Achievement refers to people who can solve the job problem and 

acquire an accomplishment;  

1.2 Recognition refers to other people show respect and appreciates your 

achievements;  

1.3 Job characteristics refers to job that require knowledge, originality and 

capacibility; 

1.4 Responsibilities refer to responsible for operation; 
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1.5 Work promotion refers to get a promotion or being assigned more 

responsibilities by an employer; 

2. Maintenance factors: the basic factors to prevent staff from being unsatisfied, 

which are: 

2.1 Policies and Administration refer to management, administration and 

communication within the organization; 

2.2 Career advancement refers to opportunity to obtain more experience and 

knowledge;  

2.3 Interpersonal relationships refer to good relationships between co-worker 

and hospital admistrators; 

2.4 Salary and fringe benefits refer to compensation provided for employees; 

2.5 Professional status refer to a professional has been recognized by society;  

2.6 Personal life refers to personal living condition that related job such as 

hardly travel to workplace, work overtime has affected to family, etc;  

2.7 Job Security refer to the probability that an individual will keep their job;  

2.8 Work condition refers to the workplace has suitable environment, number 

of staffs and equipments;  

2.9 Quality of supervision refers to ability or judgment of the supervisor in the 

operation and administration. 

The Two-factor theory of Herzberg (Frederick et al., 2010) suggested that the 

management team must have attitudes on these 2 factors that affect employee job 

performance. These 2 factors comprise of motivators that make staff be satisfied and 

motivators that make staff be dissatisfied (Phaisailsirilert, 2014). 

Therefore, in order to apply the Two-factor theory of Herzberg (Frederick et al., 

2010), there is a need to concern on these 2 factors. At present, technology is becoming a 

part of the operation. It does not only help increasing job satisfaction, but also encourage 

motivator factors to perform more powerful. The extrinsic motivator factors include good 

salary/ compensation and career advancement. Whereas, the intrinsic motivator factors 

include recognition, achievement, and good interpersonal relation among the 

supervisors, subordinates, and peers.  These factors are important for management to 
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focus on. This is to motivate and encourage different employee to fully support and keep 

working with the organization (Phaisailsirilert, 2014). 

 

Theories on organization commitment 

Organization commitment is the expression of the relationship between 

individuals and organizations. It helps individuals to decide whether they want to still 

work or resign from the organization. From the past literature on organizational 

commitment, it was found that the organizational commitment is directly affected by 

the level of job satisfaction (Suttharat & Phachusilpa, 2015). The concepts of the idea are 

as follows:  

 Organizational commitment as being unified with the organization is the wish 

to continue being a member of the organization, intention to work for the organization, 

and being confident in the acceptance of the goals and values of the organization (Porter, 

Steers, Mowday, & Boulian, 1974). 

 Commitment is critical to the existence of the organization because it indicates 

the efficiency of the organization in strengthening its member’s commitment to the 

organization of not quitting.  The commitment to the organization is inversely 

associated with the demand for resignation. If a person has high commitment to the 

organization, the need to resign will be low. On the other hand, if a person has low 

commitment to the organization, the need to resign will be high. Commitment to the 

organization is able to be used in predicting the rate of staff turnover of the organization 

(Steers & Porter, 1991). 

Organizational commitment reflects relationship between individual and the 

organization, individual’s need to continue being a member of the organization, an 

intention to work for the organization, being confident about the goals and values of 

the organization while having a concern about the benefits of the organization 

(Bhatnagar, 2007).  

The concept of organizational commitment can be categorized into 2 concepts, 

including attitudinal commitment and calculative commitment (Delobbe & Vandenberghe, 

2000). The concept of attitudinal commitment has received more attention for educational 

purpose than others as scholar has agreed that organizational commitment is a feeling that 
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individuals feel that they are part of the organization (Pimthong, 2013). The attitudinal 

commitment concept can still be categorized further into 2 aspects: 1) Internalization of 

values that are the process by which individual members of a formal group internalize (and 

make them their own) of the attitudes, beliefs, perspectives, and values held by other 

organizational members, and 2) Affective commitment that is the tendency of a worker to 

stay with a company that is based on an emotional attachment (Robbins & Judge, 2010). 

 

Duties and Responsibilities of nurses 

Nurses play a key role in promoting the wellness of patients in both physical 

and psychological aspects. They work collaborate with doctors and other healthcare 

professionals in order to provide benefits patients’ family and help other staffs to 

perform their job comfortably. Also, they ensure the hygiene and cleanliness of the 

organization to assure that the organization is safe and prevent the spreading of disease. 

Their duties and responsibilities include (Rajavithi Hospital, 2013). 

 Managing aspect 

1. Coordinating with their manager and other healthcare professionals for 

creating and evaluating customized care plans that are in accordance with 

the policy of Cluster Nursing. 

2. Developing good service system to a good flow of work. 

3. Setting standard of materials, equipments, instruments, and medicines using 

in the organization. 

4. Assessing performance of other staffs and solving problems. 

5. Participating in meeting and exchange opinion in order to improve job 

performance.  

 Service aspect 

1. Triage of patients  

2. Providing service to patients based on their conditions. 

3. Ensuring that equipments, instruments and facilities are ready and sufficient 

to use  

4. Controlling and preventing the spreading of disease. 
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5. Providing necessary guidance on health maintenance and disease 

prevention for patients and family members. 

6. Generating positive relationship between staffs, patients, and their family 

members  

7. Collecting statistical data 

  

  Academic aspect 

1. Giving recommendations and advices to other staffs in all level. 

2. Conducting nurses training session to increase job effectiveness and 

productivity. 

3. Coaching other staffs, in and out of the organization. 

4. Preparing work manual. 

5. Supporting the research of other staffs, in and out of the organization 

Out-Patient Department (OPD) is the part of a hospital designed for the treatment 

of outpatients, or people with health problems who visit the hospital for diagnosis or 

treatment. This departments offer a wide range of treatment services such as general 

diagnostic tests, Child Health Service, pregnancy tests, family planning, and other 

special diagnosis of disease specialist and so forth.  

In-Patient Department (IPD) is the department that manages and takes care of 

patients who are needed to be hospitalized in the hospital. This department has been 

categorized into various sectors such as surgery ward, pediatric ward, and special 

patient on the medical/surgical ward (Chatkaew, 2001). 

 

Related Researches 

1. The studied on factors influence the retention and turnover intentions of 

registered nurses in Singapore hospital. The study was explored some demographic and 

work-related factors which influenced the retention and turnover intentions of registered 

nurses. Using convenience sampling, 120 respondents were selected. Results showed that 

demographically, stayers and leaves differed in term of experience as RN, specialty 

qualifications and practice area. Many leavers also mentioned reasons such as inadequacy 
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of staffing, poor salary, and welfare as primary influences on their intention to leave. (Chan 

& Morrison, 2000).   

2. The studies on intention to leave and job satisfaction of nurses in Lebanon. The 

study was a cross sectional study with 1,793 nurses employed in 69 hospitals in Lebanon 

was surveyed. 80.9% are females and younger than 30 years old at 62.9% and 34.8% being 

university graduates with 64% being technical nurses. There were 67.5%with intention to 

leave within 1-3 years. When factors relating to intention to leave and relocate were 

analyzed. It was found that factors that are related to the intention to resign from the 

hospitals were gender, resident, and job satisfaction.  The factors can be categorized as 

following; being male is related to intention to leave  the hospitals 0.666 times (95%CI = 

0.457-0.972) with the intention to leave and relocate at  2.488 times (95%CI = 1.72-3.623) 

being single is related to the intention to leave and relocate at  1.674 times (95%CI = 1.178-

2.380) having graduated from universities is related to the intention to leave and relocate 

at  1.421 times (95%CI = 1.022-1.977) being a nurses at Mount Lebanon is related to the 

intention to leave  the hospital at 0.637 times (95%CI = 0.441-0.922)  and relocate at  0.601 

times (95%CI = 0.398-0.908) the low level of job satisfaction concerning responsibilities 

is related to the intention to leave and relocate at 1.695 times (95%CI = 1.095-2.625).  It 

was also found that low level of job satisfaction concerning extra compensation/ reward is 

related to the intention to leave  the hospital at 1 .595 times (95%CI = 1.225-2.075) and 

relocate at 1 .712 times (95%CI = 1.267-2.315) (El-Jardali, Dimassi, Dumit, Jamal, & 

Mouro, 2009). 

3. The studies on proportion and causes for nurses resignations from Srinagarind 

hospital, Faculty of Medicine, Khon Kaen University. The studies was a retrospective study 

by reviewing all resignations filed by nurses kept in personnel and documents database for 

the fiscal year 2001-2010 in the amount of 351 nurses. It was found that the proportion of 

nurses resigning from Srinagarind hospital, Faculty of Medicine were between 2.11 percent 

to 7 .62 percent with the majority being volunteer and tend to increase during 2001-2003 

with reduction in the year 2004 then stabling in 2006 and tend to increase in 2010.  

Additionally,   it was found that the ones having worked between 1-5 years had the highest 

proportion between 2001-2010 with the reasons being having got a new job when in 2006 

the reasons was family factors (Jaiboon, Chiangnangam, & Kuhirunyarat, 2011). 



 

 

 

 

 

 

15 

4. The studied on relationship between a person's characteristics and perceived 

organizational support with intention to leave of Chiang Mai University with the sample 

group of 176 academic staffs and 319 operation staffs,  It was found that the perceived 

organizational support is negatively correlated with intention to leave the university with 

statistically significant at 0.01 (r = -.50) meaning that university staffs that perceive 

organization support are least likely to have the intention to leave (Phupanit, 2010). 

5. The studies predicting factors of intent to stay among professional nurses in a 

University hospital. The sample was 212 professional nurses having worked for more than 

one year in a tertiary hospital, a clinical setting for nurses students from Faculty of Nursing 

Mahidol University.The finding showed that 25.2% (R2 = .252, F = 14.687, p < .001) of 

the intent to stay of the nurses in the next year could be predicted by the following factors: 

1. welfare services for family members, 2. the timing of night shift, 3. organizational 

commitment, and 4. quality of work life. In addition, 26.2% (R2 = .262, F = 16.360, p < 

.001) of the intent to stay of the nurses in the next 3 years could be predicted by the 

following factors: 1. welfare services for family members, 2. the timing of night shift, 3. 

work experience, and 4. organizational climate (Khunthar, Sujijantararat, Thongchareon, 

Namthep, & Klayklongjit, 2012). 

6. The studied factors influence job satisfaction and turnover intentions of 

registered nurses in Shanghai, China. 2,850 respondents were selected from 19 hospitals in 

Shanghai. It was found that about 40.4% of respondents had the intention to leave. 

Important factors include age, status, working experiences and job satisfaction (Liu et al., 

2012). 

7. The studied on turnover intentions of registered nurses in Belgium among 4,257 

respondents were selected from 37 hospitals was found that about 4.0% had a thought to 

leave the job many times a week. About 5.3% had a thought to leave the job within next 

month. Male tended to have more turnover intentions than females. Males at the age of 30-

40 years old had the highest turnover intention which was 19% while nurses with the age 

over 50 years old had no turnover intention (Stordeur et al., 2012). 

8. The studies on job motivation of the registered nurses in Internal Medicine 

Department of Sunpasit Hospital - Ubon Ratchathani. In the research, 105 nurses were 

selected. The finding revealed that the job motivation factors were categorized into 2 main 

https://www.facebook.com/pages/Sunpasit-Hospital/349007951850205
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factors, including extrinsic and intrinsic motivation. Both motivations were found to be 

high in the research, especially in job responsibility aspect. Career advancement tended to 

be low while safety environment and personal conditions were at medium level. For the 

motivation on salary and compensation, it was found to be lower than others. The study on 

its relationship indicated that age was the most important factor and had statistical 

significance, whereas the extrinsic factors had no statistical significance on job motivation 

(Chaikulwattana & Jantamud, 2012). 

9. The studies on antecedents of employee retention of the University academic 

staffs in Thailand. The sample was 596 staffs in state universities. The data was 

collected using a measure of valuation metrics. It was found that the variables of job 

satisfaction directly influence the organization commitment and the job satisfaction and 

organization commitment directly influence staff decision to remain in academic 

university organizations. Additionally academic staffs acknowledge extremely 

appropriate supports from the organizations creating job satisfaction and organization 

commitment resulting in them wanting to remain with the organization (Pimthong, 

2013). 

10. The studies on intention to leave the profession of nursing, ten European 

countries. The studies was a cross sectional study with the sample group being 23,159 

nurses in internal medicine ward and Surgery in ten European countries.  It was found 

that 9 %  has the intention to leave the profession. With values ranging from 5 - 1 7%, 

with only seven factors that were associated with intention to leave the profession at 

European level. The 7 factors are  the relationship between doctors and nurses (OR 

0.86; 95%CI 0.79–0.93), leadership ( OR 0.78; 95% CI 0.70–0.86),  participation in the 

hospital affairs (0.68; 95%CI 0.610.76), increasing age (OR 1.13; 95%CI 1.07–1.20), 

female gender (OR 0.67; 95%CI 0.55–0.80), working full time (OR 0.76; 95%CI 0.66–

0.86), and boredom (OR 2.02; 95%CI 1.91–2.14).  The relevance of these factors is 

different in each countries. The perceived staffing adequacy, the ratio between patients 

and nurses, the recognition of the quality and safety of care, and the size of the hospital 

and did not correlate with the intention to leave at the European (Heinen et al., 2013). 

11. The studied on lob satisfaction of people who worked in Mabpai District Office, 

Banbueng District, Chonburi. The research participants were 30 people of Mabpai District 
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Office. The study revealed that the level of job satisfaction was at medium level. Factors 

that affect the job satisfaction were characteristic of job responsibility, job status, 

management and administration system, leader, job stability, salary and other benefits 

(Phaisailsirilert, 2014). 

12. The studies on organizational commitment of the staffs who had worked in 

Nonthaburi Provincial Health Office. The participants of the research were 271 staffs of 

Nonthaburi Provincial Health Office, local hospitals, District Public Health Office, and 

Health Promoting Hospitals. The research reveled that majority of staffs had high level of 

organizational commitment (X = 3.76, SD = .47). Factors that had positive relationship to 

the organizational commitment included Human Resource Management, organizational 

culture, job motivation, and job satisfaction (Pukchavee, Limcharoen, & jamsangthong, 

2014). 

13. The studies on factors affecting decision making for resignation of the staff of 

the of the energy regulatory commission (OERC). The sample was 250 OERC staffs, it 

was found that all 3 factors; (1) Clarity of tasks, (2) Feelings toward organization politic, 

and (3) Labor market comparison affect the intention to leave OERC. The research also 

indicates that assignments with clear operational targets reduce the intention of employees 

to leave (Junmano & Pasunun, 2014). 

14. The studied on the Multi-level Causal Factors that affected the nurses’ 

commitment, performance, and turnover intention in public hospital in Bangkok. The 

participants of the research were 535 nurses of public hospital in Bangkok. The results 

suggested that relationship between individual and their profession were of importance 

resulting in commitment. Job performance was influenced by the self-concept and 

teamwork of the group, whereas the turnover intention was influenced by justice in the 

organization and teamwork in the group (Lamounpuk, Supparerkchaisakul, & 

Srisatidnarakul, 2015). 
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CHAPTER III 

MATERIALS AND METHODS 

 

Research design 

This study was cross-sectional study. The researcher collected data of the 

sample’s intention to leave of nurses at Rajavithi Hospital during April and May 

2016.  

 

Population and sample size 

The target groups of this study were nurses at Rajavithi Hospital who met the 

inclusion criteria.    

 

Inclusion criteria 

1. Nurses who have worked for Rajavithi Hospital for at least 1 year. 

2. Voluntary participated in the study. 

 Exclusion criteria 

1. Nurses with unability to give information during data collection period. 

 

Sample size 

The study used an estimating population formula (Wayne & Chad, 1995) with the 

estimating of the intention to leave of nurses to be 34.4% (Lagerlund, Sharp, Lindqvist, 

Runesdotter, & Tishelman, 2015). 

 

 

n = sample size 

p = 0.344 (estimating of nurses’s intention to leave the workplace to be 34.4%) 

d = desired precision 15% of p, d = 0.0516 
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Zα/2 = Z0.05 = 1.96 at confidence level 95% 

 

 

   n = (1.96)2 x 0.344 (1-0.344) 

         (0.0516)2 

   n = 326 + missing data 20% 

   n = 392 

 

Research Instruments 

Instruments used for this study include 4-part questionnaire as follows: 

Part 1: Demographic factors questionnaire consists of items related to gender, age, job 

position, types of the job, work department, marital status, education, monthly income, 

dependent persons in care, address, work shifts, take leave, over-time work, period of over-

time work, extra job, congenital disease and take medicine.  

Part 2: Job satisfactions questionnaire according to the Two-factor theory of Herzberg 

(Frederick et al., 2010) people are influenced by two factors:  

1. Motivator factors which are needed in order to motivate and increase 

satisfaction of an employees into higher performance, and 

2. Maintenance factors which are needed to ensure that an employee does not 

become dissatisfied. 

  The questionnaire consisted of questions that modified from Sineenart Chautrakarn 

(2009) who studied on the intention to leave of the 86 staff worked in The HIV Netherlands 

Australia Thailand Research Collaboration (Chautrakarn, Tridech, Krugkrunjit, & Pandii, 

2009). The cronbach’s alpha coefficients obtained was 0.94. The questionnaire consists of 

14 dimensions of two factors with 74 items as follows: 

1. Motivator factors 

- Achievement   5 items 

- Recognition    5 items 

- Job characteristics  6 items 

- Responsibility  5 items 

- Work promotion  4 items 
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2. Maintenance factors 

- Policies and administration 5 items 

- Career advancement  5 items 

- Interpersonal relations 8 items  

- Salary and fringe benefits 5 items 

- Professional Status  4 items 

- Personal life    4 items 

- Job security   5 items 

- Working conditions  5 items 

- Quality of supervision 8 items 

 The questionnaire was developed in close-ended question of 5 levels rating scale 

are as follows: 

 Strongly agree  - feeling that all answers are always true 

 Agree    - feeling that all answers are often true       

 Undecided    - feeling that half of the answers are true 

 Disagree   - have different opinion on some answers  

 Strongly disagree  - have different opinion on all answers 

Job satisfactions questionnaire were 5 levels rating scale. The questionnaires 

included positive and negative statement.  

 Principle of scoring: these questionnaires were in 2 groups: 

 Group 1: The positive questions which were 1, 2, 3, 5, 6, 7, 8, 9, 11, 14, 16, 17, 

18, 20, 21, 22, 23, 25, 28, 29, 30, 31, 33, 34, 35, 36, 37, 43, 44, 45, 46, 47, 48, 49, 50, 

51, 52, 54, 55, 57, 58, 59, 61, 62, 64, 67, 70, 71, 72, 73  

Group 2: The negative questiones which were 4, 10, 12, 13, 15, 19, 24, 26, 27, 

32, 38, 39, 40, 41, 42, 53, 56, 60, 63, 65, 66, 68, 69, 74  

The responses were scored as follow: 

Response   Positive statement Negative statement 

Strongly disagree   1   5 

 Disagree    2   4 

 Undecided    3   3 

 Agree     4   2 
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 Strongly agree    5   1 

 

 Interpretation of job satisfactions score were divided in 3 levels according to the 

following: 

 Width of class interval    =  Max possible score – Min possible score  

     Total number of class interval 

 

  =  5 - 1 = 1.33 

       3 

 

         Score           Level 

1 – 2.33    Low satisfaction 

2.34 – 3.67   Moderate satisfaction 

≥3.68     High satisfaction 

 

Part 3: Organizational commitment questionnaires according to (Allen & Meyer, 

1990), people are influenced by two factors:  

1. Internalization of values which are the process by which individual 

members of a formal group internalize (and make them their own) of the 

attitudes, beliefs, perspectives, and values held by other organizational 

members. 

2. Affective commitment factors which are the tendency of a worker to stay 

with a company that is based on an emotional attachment. 

 The questionnaire modified from Saran Pimthong (2014) who studied on 

motivation factors of university faculty members in Thailand with 596 participants who 

were academic faculty members of public university. The cronbach’s alpha coefficients 

obtained was 0.89. The questionnaire consists of 13 items from 2 aspects, including:   

1. Internalization of values  6 items  

2. Affective commitment  7 items  

The questionnaire was developed in close-ended question of 5 levels rating scale, 

including  

 Strongly agree  - feeling that all answers are always true 

 Agree    - feeling that all answers are often true       

 Undecided    - feeling that half of the answers are true 



 

 

 

 

 

 

22 

 Disagree   - have different opinion on some answers  

 Strongly disagree  - have different opinion on all answers.  

Organizational commitment questionnaires were 5 levels rating scale. The 

questionnaires included positive and negative statement.  

Principle of scoring: these questionnaires were in 2 groups: 

Group 1: The positive questions which were 1, 2, 3, 4, 7, 8, 9, 10, 11, 13   

Group 2: The negative questiones which were 5, 6, 12 

The responses were scored as follow: 

Response   Positive statement Negative statement 

Strongly disagree   1   5 

Disagree     2   4 

Undecided    3   3 

Agree     4   2 

Strongly agree    5   1 

Interpretation of Organizational commitment score were divided in 3 levels 

according to the following  

Width of class interval =  Max possible score – Min possible score  

             Total number of class interval 

    =  5 - 1 =  1.33 

                 3 

Score           Level 

1 – 2.33     Low organizational commitment 

2.34 – 3.67   Moderate organizational commitment 

≥3.68     High organizational commitment  

                              

Part 4: Intention to leave of nurses questionnaires The questionnaire got the insight 

from Pakorn Limyothin (2012) (Pakorn, 2012) The questionnaire was developed in close-

ended question with four answer choices, including  

  Never thought  - never thought to resign  

  Sometimes thought  - thought about resigning from work 1-3 times per week 

  Often thought  - thought about resigning from work 4-6 times per week 
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  Always thought  - thought to resign every day 

 

Criteria of the assessment of Intention to leave of nurses 

 Intention to leave of nurses can be categorized on 2 levels: 

1. Nurses who intend to leave the Hospital refer to nurses who often or always 

have a thought to leave. 

2. Nurses who do not intend to leave the Hospital refer to nurses who sometimes 

or never have a thought to leave. 

 

Data analysis 

The data was collected and analyzed by using SPSS version 17.0 (licensed for 

Chulalongkorn University). The statistical analyses were as follows: 

1. Descriptive statistics of continuous data were used for mean, standard deviation 

(SD), Median, and categorical data were expressed as number and percentage. 

2. Inferential Statistics were used to analyze qualitative data. Data were compared 

using Chi-square test. Quantitative data were analyzed. Student's t-test was used to 

compare the difference between two means. Binary logistic Regression Analysis 

(odds ratio and 95% confidence interval) with the level of statistically significant at 

p-value of less than 0.05 was used to find the associations of factors affecting 

intention to leave of nurses. 

 

Ethical Consideration 

This research received the approval letters from the Ethics Committee, 

Chulalongkorn University on 18th April 2016. The number of approval document was 

023.1/59. The approval letter from Rajavithi Hospital was received on 11th December 2015 

with the document number of 215/2558. 

 

Validity test 

Validity test was used in this research to ensure content validity. The researcher had 

assessed to see whether every factor in research instrument covered all the topics that the 

researcher wanted to study. After that, the research instrument had been given to 3 experts 
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for consideration in order to ensure that the contents covered all the important parts and 

appropriate with the research participants. This process also included the assessment on the 

language usage. Then, the research instrument was improved and the research instrument 

got IOC of 0.67 and 1 respectively.  

 

Reliability test 

Reliability test was conducted with group of people who have similar 

characteristics with the research participants. They were nurses from Children Hospital 

who had worked in the organization for at least 1 year. From all 30 participants, it was 

found that the cronbach’s alpha coefficients of job satisfaction obtained was 0.887 and the 

level of organizational commitment was 0.835.  

 

Data collection 

1. Review of the literature preparation for thesis proposal structure. 

2. Research proposal for the consideration by the Ethics Committee, Chulalongkorn 

University.  

3. Research proposal for the consideration by the Ethics Committee, Rajavithi 

Hospital.  

4. Approval letters from the Ethics Committee, Chulalongkorn University and 

Rajavithi Hospital were sent to nursing cluster and the Department of Human 

Resources at Rajavithi Hospital to ask for a permission for data collection. 

5. Data collection was conducted by the researcher through the coordinating with the 

Department of Human Resources, Rajavithi Hospital, to ask for a list of all 

registered nurses who were currently working at Rajavithi Hospital. The random 

sampling was performed from a list of 1,850 nurses according to the principle of 

proportional to size by using a table of random numbers (employee identification 

number). Read to the right until the end line then begin to read the new line from 

the left until the completion of 392 names.  

6. All nurses received two sealed envelope (one for the questionnaire, the other for 

patient/participant information sheet and informed consent form in which the 

purpose of the study was explained). Nurses were asked to return the questionnaire 
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and informed consent form to the  researcher’s confidential box within 7 days after 

the receipt of the documents. Participation was voluntary. The participants could 

take these documents back home and return them back to the researcher later. 

7. Recording the information by using SPSS program version 17.0 (licensed for 

Chulalongkorn University).           

8. Statistically analyzing the data according to analysis plan to meet the set objectives.  

9. Writing discussion report and conclusion of the result of this research. 

 

Expected benefits 

To be used in planning and policies establishment for human resources 

management at Rajavithi Hospital effectively.  To provide recommendation for the 

management team in order to solve problems and achieve higher level of satisfaction from 

the nurses which could impact the effectiveness and productivity in doing their job and 

boost commitment towards the organization.  
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CHAPTER I 

RESULTS 

 

From the research, the study on factors associated with the intention to leave of 

nurses at Rajavithi Hospital, Bangkok, Thailand, was conducted by a cross-sectional 

study among registered nurses at Rajavithi Hospital who had worked for at least 1 year.  

The researcher distributed 392 questionnaires and 390 of them were returned (about 

99.49%) between April 2016 and May 2016. The questionnaires consisted of 4 parts that 

were on demographic characteristics, job satisfaction, organizational commitment, and the 

intention to leave of nurses (the intention to leave of nurses /transfer/move out of the 

Rajavithi Hospital). Research results are divided into 8 parts, including:     

Part 1 Demographic characteristics    

Part 2 Intention to leave of nurses at Rajavithi Hospital 

Part 3 Job satisfaction 

Part 4 Organizational commitment 

Part 5 Relationship between demographic factors and the intention to leave of 

nurses at Rajavithi Hospital 

Part 6 Relationship between job satisfaction and the intention to leave of nurses at 

Rajavithi Hospital 

Part 7 Relationship between organizational commitment and the intention to leave 

of nurses at Rajavithi Hospital 

Part 8 Relationship among demographic factors, job satisfaction, organizational 

commitment and the intention to leave of nurses at Rajavithi Hospital. 
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Part 1 Demographic characteristics  

Most of nurses who have worked in Rajavithi Hospital were female (87.6%) with 

the average age of 36.02±11.62 years old. About 92.2% were government officer. 60.1% 

were operational staffs. 58.0% has worked in In-patient department (IPD). 60.1% were 

single. 90.6% were having bachelor degree. 54.5% has the average income per month of 

15,001-20,000 baht. 54.3% has to take care of their family members such as children and 

elder. 91.1% lived in Bangkok and Bangkok metropolis. 57.2% works in shift. 57.1% have 

taken a leave less than 10 days within a year. 75.5% were working overtime. 67.9% spent 

most of their time after work for overtime. 91.1% had no extra job. 63.6% had no disease 

as shown in table 1. 

 

Table 1 Demographic characteristics (n=390)  

Demographic factors Frequency Percentage 

Gender   

 Female 340 87.6 

 Male 48 12.4 

Age   

 Mean±SD 36.02±11.62 

 Min - Max 24 - 66 

Job position   

 Head of cluster  3 0.8 

 Head of department/division   27 7.0 

 Operational staff 354 92.2 

Type of job   

 Government officer 232 60.1 

 Government Employee 4 1.0 

 MOPH employee 134 34.7 
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Table 1 Demographic characteristics (n=390)    

Demographic factors Frequency Percentage 

 Permanent employee 1 0.3 

 Temporary worker 15 3.9 

Department   

 Out-patient department (OPD) 153 42.0 

 In-patient department (IPD) 211 58.0 

Marital status   

 Single 232 60.1 

 Married 138 35.8 

 Divorced, Widowed, Separated 16 4.1 

The highest level of education   

 Bachelor’s degree 347 90.6 

 Higher Bachelor’s degree 36 9.4 

Monthly income (Baht)   

 15,001- 20,000  208 54.5 

 20,001- 25,000  36 9.4 

 25,000- 30,000  45 11.8 

 > 30,001  93 24.3 

Dependent persons in care    

 Yes 208 54.3 

 No 175 45.7 

Address    

 Bangkok and Bangkok metropolis 350 91.1 

 Rural /upcountry 34 8.9 
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Table 1 Demographic characteristics (n=390) 

Demographic factors Frequency Percentage 

Work shifts    

 Yes 219 57.2 

 No 164 42.8 

Take leave (day)   

 No 103 26.8 

 < 10  220 57.1 

 11-20 43 11.2 

 ≥ 21  19 4.9 

Over-time work   

 Yes 286 75.5 

 No 93 24.5 

Period of over-time work   

 After daily work 159 67.9 

 Weekend 58 23.7 

 After daily work & weekend 28 11.4 

Extra job   

 Yes 34 8.9 

 No 350 91.1 

Congenital disease   

 Yes 142 36.4 

 No 248 63.6 

Sum of  subgroup sample size is not equal to the total number (n = 390) due to missing 

data. 
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Part 2 Intention to leave of nurses at Rajavithi Hospital 

Among the nurses who had worked at Rajavithi Hospital, there were 110 of them 

who had the intention to leave (28.2%). Most of them sometimes had a thought to leave 

that contributed to about 55.9% as shown in table 2. 

 

Table 2 Intention to leave of nurses at Rajavithi Hospital (n = 390)  

Thought of intention to leave Frequency Percentage  

       Never thought 62 15.9  

       Sometimes thought 218 55.9  

       Often thought 77 19.7  

       Always thought 33 8.5  

The researcher refered the answer of often thought and always thought as the tendency 

to leave. Therefore, there were 110 participants (28.2%) for this part. 

 

Part 3 Job satisfaction  

The nurses who had worked at Rajavithi Hospital had job satisfaction with 

motivator and maintenance factors on moderate level that were 64.9% and 85.6% 

respectively.   

When comparing the level of job satisfaction between nurses who had intention to 

leave and the nurses who had no intention to leave, it was found that the job satisfaction for 

both groups was on the moderate level based on motivator factors. If considering item by 

item, the study on achievement and recognition found that the nurses who had no intention 

to leave had high level of job satisfaction, whereas nurses who had intention to leave only 

had moderate level of job satisfaction. The study on job characteristics, responsibility, and 

work promotion revealed that the level of job satisfaction for both groups was at the same 

level. The item that both groups had high level of job satisfaction was the job responsibility 

while job characteristics resulted in moderate level of satisfaction. In the aspect of 

maintenance factors, the job satisfaction for both groups was on the medium level as well. 

If considering item by item, the level of job satisfaction for both groups was at the same 

level on professional status and they tended to have moderate level of satisfaction on 
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hospital policies and administration, career advancement, interpersonal relations, salary 

and fringe benefits, personal life, job security, working conditions, and quality of 

supervision (as shown in table 3). 

 

Table 3 Percentage of job satisfaction between nurses who had intention to leave and no 

intention to leave 

Job satisfaction 

Total (%) 

(n=390) 

Intention to leave (%) 

Yes 

 (n=110) 

No 

 (n=280) 

H M L H M L H M L 

Motivator factors 35.1 64.9 0.0 20.9 79.1 0.0 40.7 59.3 0.0 

 Job Achievement 47.6 52.4 0.0 33.6 66.4 0.0 53.0 47.0 0.0 

 Recognition 49.2 50.3 0.5 31.2 68.8 0.0 56.3 43.0 0.7 

 Job characteristics 7.2 91.2 1.6 4.6 94.4 1.0 8.2 90.0 1.8 

 Responsibility 77.2 22.8 0.0 68.2 31.8 0.0 80.7 19.3 0.0 

 Work promotion 29.5 64.9 5.6 19.1 69.1 11.8 33.6 63.2 3.2 

Maintenance factors 14.1 85.6 0.3 3.6 95.5 0.9 18.2 81.8 0.0 

 

Policies and 

administration 

26.4 70.3 3.3 17.3 74.5 8.2 30.0 68.6 1.4 

 

Career 

advancement 

41.0 58.2 0.8 31.8 67.3 0.9 44.6 54.6 0.8 

 

Interpersonal 

relations 

21.3 76.4 2.3 10.9 85.5 3.6 25.4 72.9 1.7 

 

Salary and fringe 

benefits 

12.5 67.7 19.8 5.5 55.6 38.9 15.3 72.4 12.3 
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Table 3 Percentage of job satisfaction between nurses who had intention to leave and no 

intention to leave 

Job satisfaction 

Total (%) 

(n=390) 

Intention to leave (%) 

Yes 

 (n=110) 

No 

 (n=280) 

H M L H M L H M L 

 

Professional 

Status 

82.0 16.4 1.6 75.0 21.3 3.7 84.8 14.5 0.7 

 Personal life 14.9 72.3 12.8 10.2 68.5 21.3 16.7 73.8 9.5 

 Job security 28.9 66.7 4.4 10.2 77.8 12.0 36.2 62.3 1.5 

 

Working 

conditions 

1.0 87.8 11.2 1.0 87.0 12.0 1.1 88.0 10.9 

 

Quality of 

supervision 

32.8 63.6 3.6 20.4 71.3 8.3 37.7 60.5 1.8 

H = High level of job satisfaction, M = Moderate level of job satisfaction, L = Low level 

of job satisfaction. 

 

Part 4 Organizational commitment 

The nurses who had worked at Rajavithi Hospital had organizational commitment 

towards the organization on moderate level (53.9%). Internalization of values and affective 

commitment were on moderate level of 86.1% and 52.6% respectively. Once comparing 

level of organizational commitment between nurses who had intention to leave and the 

nurses who had no intention to leave, it was found that the organizational commitment 

resulted on the moderate level of organizational commitment in both groups. However, 

considering item by item, the study on the affective commitment found that the nurses who 

had no intention to leave tended to have high level of organizational commitment, whereas, 

nurses who had intention to leave only had moderate level of organizational commitment. 

For the internalization of values aspect, the organizational commitment for both groups was 

on the medium level, as shown in table 4. 
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Table 4 Percentage of organizational commitment between nurses who had intention to 

leave and no intention to leave 

Organizational commitment 

Total (%) 

(n=390) 

Intention to leave (%) 

Yes 

 (n=110) 

No 

 (n=280) 

H M L H M L H M L 

 

Organizational 

commitment 

46.1 53.9 0.0 18.7 78.5 2.8 25.5 74.5 0.0 

 

    Internalization of  

    values 

12.3 86.1 1.6 9.3 87.0 3.7 13.5 85.8 0.7 

 

   Affective     

   commitment 

45.8 52.6 1.6 30.8 64.5 4.7 51.6 48.0 0.4 

H = High level of organizational commitment, M = Moderate level of organizational 

commitment, L = Low level organizational commitment. 

 

Part 5 Relationship between demographic characteristics and the intention to leave 

of nurses at Rajavithi Hospital  

There were only 2 factors that had statistical significance that were 1) Age: age had 

the relationship with the intention to leave of nurses with the statistical significance of 

p<0.001. The age of the nurses who had intention to leave had average age less than the 

nurses who had no intention to leave, 2) Work department had the relationship with the 

intention to leave of nurses with the statistical significance of p<0.040. The nurses who had 

worked in out-patient department (OPD) and in-patient department (IPD) had the intention 

to leave of 50.5 and 49.5% respectively (as shown in table 5).     
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Table 5 Relationship between demographic characteristics and the intention to leave of 

nurses at Rajavithi Hospital  

Demographic factors 
Total 

(n=390) 

Intention to leave 

p-value Yes  

(n=110) 

No 

 (n=280) 

Gender       0.372 

 Female 340 (87.6) 99 (90.0) 241 (86.7)  

 Male 48 (12.4) 11  (10.0) 37 (13.3)  

Age       <0.001* 

 Mean±SD 36.02±11.62 31.42±10.52 37.85±11.55  

 Min - Max 24 - 66 25 - 59 24 - 66  

Job position       0.548 

 Head of cluste  3 (0.8) 0 (0.0) 3 (1.1)  

 

Head of 

department/divisi

on   

27 (7.0) 6 (5.5) 21 (7.6)  

 Operational staff 354 (92.2) 103 (94.5) 251 (91.3)  

Type of job       0.377 

 
Government 

officer 

232 (60.1) 58 (53.2) 174 (62.8)  

 
Government 

Employee 
4 (1.0) 2 (1.8) 2 (0.7)  

 MOPH employee 134 (34.7) 45 (41.3) 89 (32.1)  

 
Permanent 

employee 

1 (0.3) 0 (0.0) 1 (0.4)  
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Table 5 Relationship between demographic characteristics and the intention to leave of 

nurses at Rajavithi Hospital  

Demographic factors 
Total 

(n=390) 

Intention to leave 

p-value Yes  

(n=110) 

No 

(n=280) 

 
Temporary 

worker 

15 (3.9) 4 (3.7) 11 (4.0)  

Work department       0.040* 

 
Out-patient 

department (OPD) 

153 (42.0) 52 (50.5) 101 (38.7)  

 
In-patient 

department (IPD) 

211 (58.0) 51 (49.5) 160 (61.3)  

Marital status       0.071 

 Single 232 (60.1) 72 (66.7) 160 (57.6)  

 Married 138 (35.8) 35 (32.4) 103 (37.0)  

 
Divorced,widowe

d, separated 

16 (4.1) 1 (0.9) 15 (5.4)  

The highest level of 

education 

      0.703 

 Bachelor’s degree 347 (90.6) 100 (92.6) 247 (89.8)  

 
Higher Bachelor’s 

degree 

36 (9.4) 8 (7.4) 28 (10.2)  

Monthly income (Bath)       0.160 

 15,001- 20,000  208 (54.5) 68 (63.6) 140 (51.0)  

 20,001- 25,000  36 (9.4) 9 (8.4) 27 (9.8)  

 25,000- 30,000  45 (11.8) 10 (9.3) 35 (12.7)  

 > 30,001  93 (24.3) 20 (18.7) 73 (26.5)  
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Table 5 Relationship between demographic characteristics and the intention to leave of 

nurses at Rajavithi Hospital 

Demographic factors 
Total 

(n=390) 

Intention to leave 

p-value Yes 

(n=110) 

No 

(n=280) 

Dependent persons in 

care 

      0.706 

 Yes 208 (54.3) 57 (52.8) 151 (54.9)  

 No 175 (45.7) 51 (47.2) 124 (45.1)  

Address        0.170 

 

Bangkok and 

Bangkok 

metropolis 

350 (91.1) 95 (88.0) 255 (92.4)  

 Rural /upcountry 34 (8.9) 13 (12.0) 21 (7.6)  

Work shifts        0.079 

 Yes 219 (57.2) 70 (64.2) 149 (54.4)  

 No 164 (42.8) 39 (35.8) 125 (45.6)  

Take leave (day)       0.974 

 No 103 (26.8) 30 (27.8) 73 (26.4)  

 < 10  220 (57.1) 62 (57.4) 158 (57.0)  

 11-20 43 (11.2) 11 (10.2) 32 (11.6)  

 ≥ 21  19 (4.9) 5 (4.6) 14 (5.0)  

Over-time work       0.739 

 Yes 286 (75.5) 82 (76.6) 204 (75.0)  

 No 93 (24.5) 25 (23.4) 68 (25.0)  
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Table 5 Relationship between demographic characteristics and the intention to leave of 

nurses at Rajavithi Hospital 

Demographic factors 
Total 

(n=390) 

Intention to leave 

p-value Yes 

(n=110) 

No 

(n=280) 

Period of over-time 

work 

      0.399 

 After daily work 159 (66.9) 54 (71.1) 105 (62.2)  

 Weekend 58 (22.7) 15 (19.7) 43 (25.4)  

 
After daily work 

& weekend 

28 (10.4) 7 (9.2) 21 (12.4)  

Extra job       0.137 

 Yes 34 (8.9) 12 (5.5) 22 (10.2)  

 No 350 (91.1) 104 (94.5) 246 (89.8)  

Congenital disease       0.060 

 Yes 142 (36.4) 32 (29.1) 110 (39.3)  

 No 248 (63.6) 78 (70.9) 170 (60.7)  

Sum of  subgroup sample size is not equal to the total number (n = 390) due to missing 

data., p-value calculated by Chi-square test, * = significance at p<0.05. 

 

Part 6 Relationship between job satisfaction and the intention to leave of nurses 

at Rajavithi Hospital 

According to the Two-factor theory (Frederick et al., 2010), motivator factors 

that include job achievement, recognition, job characteristics, and work promotion 

had the relationship with the intention to leave of nurses with statistical significance 

of p<0.050, excepting for job responsibility that had no relationship with the intention 

to leave of nurses. On the other hand, all of the maintenance factors also had the 

relationship with the intention to leave of nurses with statistical significance of 

p<0.050, as shown in table 6. 
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Table 6 Relationship between job satisfaction and the intention to leave of nurses at 

Rajavithi Hospital 

Job satisfaction 
Total 

(n=390) 

Intention to leave 
p-value 

Yes No 

Motivator factors 3.57±0.31 3.44±0.30 3.61±0.29 <0.001* 

 Job Achievement 3.67±0.38 3.52±0.40 3.74±0.36 <0.001* 

 Recognition 3.67±0.46 3.52±0.45 3.73±0.45 <0.001* 

 Job characteristics 3.22±0.39 3.10±0.38 3.26±0.38 <0.001* 

 Responsibility 4.00±0.42 3.95±0.44 4.02±0.40 0.104 

 Work promotion 3.29±0.55 3.15±0.60 3.35±0.53 0.002* 

Maintenance factors 3.31±0.35 3.11±0.34 3.38±0.33 <0.001* 

 

Policies and 

administration 

3.33±0.54 3.15±0.57 3.40±0.51 <0.001* 

 Career advancement 3.58±0.46 3.51±0.47 3.61±0.46 0.048* 

 

Interpersonal 

relations 

3.29±0.49 3.14±0.47 3.35±0.49 <0.001* 

 

Salary and fringe 

benefits 

2.86±0.73 2.44±0.79 3.02±0.63 <0.001* 

 Professional Status 4.13±0.67 4.02±0.76 4.17±0.62 0.049* 

 Personal life 3.03±0.60 2.88±0.60 3.09±0.59 0.002* 

 Job security 3.39±0.59 3.04±0.59 3.53±0.53 <0.001* 

 Working conditions 2.86±0.43 2.78±0.43 2.89±0.43 0.023* 

 

Quality of 

supervision 

3.39±0.56 3.19±0.64 3.46±0.52 <0.001* 

Values are Mean score±SD, p-value calculated by independent-samples t-test,  

* = significance at p<0.05. 
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Part 7 Relationship between organizational commitment and the intention to 

leave of nurses at Rajavithi Hospital 

According to the concept of (Allen & Meyer, 1990), it was found that the 

internalization of values and affective commitment had the relationship with the 

intention to leave of nurses with statistical significance of p<0.001 (table 7). 

 

Table 7 Relationship between organizational commitment score and the intention to 

leave of nurses at Rajavithi Hospital 

Organizational commitment 
Total 

(n= 390) 

Intention to leave 
p-value 

Yes No 

Organizational commitment 3.45±0.37 3.29±0.41 3.51±0.33 <0.001* 

   Internalization of  

   values 

3.31±0.42 3.19±0.43 3.35±0.40 <0.001* 

   Affective commitment  3.57±0.42 3.37±0.48 3.64±0.37 <0.001* 

Values are Mean score±SD, p-value calculated by independent-samples t-test,  

* = significance at p<0.05. 

 

Part 8  Relationship between demographic characteristic, job satisfaction, 

organizational commitment and intention to leave of nurses at Rajavithi Hospital 

using binary logistic regression analysis 

Regarding the analysis, factors that associated with the intention to leave of 

nurses at Rajavithi Hospital included age and work department. The research 

participants whose ages increased every 1 year tended to decrease the intention to leave 

by 0.96 times (Adj. OR = 0.96; 95%CI: 0.93-0.98). The research participants who 

worked in the In-patient Department (IPD) tended to decrease the intention to leave by 

0 .52  times (Adj.OR = 0 .52 ; 95%CI: 0 .31 -0 .88 ) . For every 1 point gained on job 

satisfaction, the research participants who worked in the Out-patient Department (OPD) 

tended to decrease the intention to leave by 0.14 times (Adj.OR = 0.14; 95%CI: 0.05-

0.37). For every 1 point gained on organizational commitment, the research participants 
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tended to decrease the intention to leave by 0.36 times (Adj. OR = 0.36; 95%CI: 0.17-

0.79), as shown in table 8.  

 

Table 8  Relationship among demographic characteristic, job satisfaction, organizational 

commitment and the intention to leave of nurses at Rajavithi Hospital using binary logistic 

regression analysis 

Factors 
Crude 

OR 
95% CI p-value 

Adj. 

OR 
95%CI p-value 

Age (years) 0.95 0.93-0.97 <0.001* 0.96 0.93-0.98 
<0.001

* 

IPD(OPD=Ref) 0.62 0.39-0.98 0.041* 0.52 0.31-0.88 0.015* 

Job satisfaction 

score 
0.06 0.02-0.14 <0.001* 0.14 0.05-0.37 

<0.001

* 

Organizational 

commitment score 
0.16 0.08-0.32 <0.001* 0.36 0.17-0.79 0.010* 

Crude OR = Crude odds ratio, 95%CI = 95 confidence interval, Adj. OR = Adjusted 

odds ratio, * = significance at p<0.05. 
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CHAPTER V 

SUMMARY, DISCUSSION AND RECOMMENDATION 

 

Summary and discussion 

For the research on the factors associated with the intention to leave of nurses 

at Rajavithi Hospital conducted with 3 9 0  nurses, there were 4 factors that had the 

relationship with the intention to leave of nurses: age, work department, job satisfaction, 

and organizational commitment. 

The result suggested that the intention to leave of nurses at Rajavithi Hospital 

was 2 8 . 2 % ( as shown in table 2 )  which is higher than what have been found in the 

study of Kulthida Sudjit ( 2 0 0 6 )   who proposed that the intention to leave of nurses 

/ transfer/ move was 23.7% (Sudjit, 2006). However, it is still less than the percentage 

found by Jiranun Phonmafuang (2005) who revealed that the intention to leave of nurses 

in her study was approximately 5 8 . 3 %(Phonmafuang, 2005). In addition, when 

comparing the intention to leave of nurses in the hospital abroad, the result of this 

research is higher than the research done by Maud Heinen et al. (2013) who found that 

nurses in 10 countries in Europe had the intention to leave of nurses just at 9% (Heinen 

et al., 2013).  On the other hand, it is less than what Fadi El-Jardali et.al. (2009) found. 

They proposed that the nurses in Lebanon had the intention to leave at 6 7 . 5 % (El-

Jardali et al., 2009) 

Age is an important factor that associated with the intention to leave of nurses. 

The result suggested that the increasing of age resulted in lesser turnover intention ( as 

shown in tables 5 and 8). Similarly to what Liu et al. (2012) found, the nurses who had 

younger age tended to have higher turnover intention than the nurses who were older 

(Liu et al., 2012). In addition, from the study done by Stordeur et al. (2012), it was 

found that the nurses who had younger age tended to have higher turnover intention. 

The nurses who were at the age of 30 -34  years old had the highest turnover intention 

(Stordeur et al., 2012). Wichit Srisuphan and Krisada Sawaengdee ( 2 0 1 2 )  explained 

that the age made people aware of the available job option. The increasing in age 
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resulted in the lesser number of job available (Srisuphan & Sawaengdee, 2012). In 

addition, as people in elder age usually had high level of job position, they tended to 

obtain high salary and compensations. The intention to leave job required careful 

consideration on all of the opportunity cost that might incur (Tienthai, 2010). 

For the work department, where the nurses worked in, is also an important factor 

that associated with the intention to leave. The result suggested that the nurses who 

worked in the In-patients department tended to have lesser turnover intention than the 

nurses who worked in the Out-patient Department (as shown in tables 5 and 8) . The 

underlying reasons were that the number of patients in Out-patient department was 

numerous (Rajavithi Hospital, 2013). The nurses who worked in Out-patient 

Department had to deal with patients and their family, therefore, they have to encounter 

different mood of the patients and their family all the time and it generated the feeling 

of stress in performing their job (Pumfang & Srisatidnarakul, 2015). Moreover, it was 

found that the Rajavithi Hospital had increased compensations and benefits to the 

nurses who worked in In-patient Department as they needed to encounter higher level 

of risks (Rajavithi Hospital, 2013). Therefore, the job satisfaction of the nurses who 

worked in the In-patient Department was increased while the intention to leave was 

decreased.  

 Job satisfaction is another factor associated with the intention to leave. It was 

found that the increase in job satisfaction led to lesser turnover intention  ) as shown in 

table 8(. According to the study of Sarun Pimthong  ) 2013(, the study revealed that job 

satisfaction and organizational commitment had direct influence to organizational 

retention (Pimthong, 2013).  The reasons were that the nurses got the chance to work 

in accordance with their knowledge and skill. They can use those skills effectively in 

their job and get achievement in their career. The job achievement will result in 

recognition from other people, career advancement, as well as an increase in 

salary/compensations, and job stability. These are all motivation factors that help 

reducing the turnover intention. On the other hand, if they have to perform routine job, 

they will get bored of doing it. The opportunities for the staff to get the challenges in 

their career serve as the motivation for them to generate high level of job satisfaction, 
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high level of organizational commitment and remain working in the organization 

(Preyaporn, 1999). 

Organizational commitment was found to have an association with the intention to 

leave of nurses. It was found that the increase in the level of organizational commitment 

led to lesser turnover intention (as shown in table 8). Organization should have pattern, 

belief, and norm that are well understood by all people of the organization to ensure 

that all of them are working towards the same direction.  The involvement of the 

employees in management and administration will make the employees feel that they 

are of importance and are wanted to continue working with the company (Yupong & 

Siritarungsri, 2014). Similarly, Sarun Pimthong ( 2 013)  found that the organizational 

commitment had direct influence to the organizational retention (Pimthong, 2013). 

Also, Pakorn Limyothin ( 2 012)  revealed that the organizational commitment had 

statistical significance in influencing the intention to leave job (Pakorn, 2012). Once 

the employees adopt the culture of the organization, they then generate the feeling that 

they are a part of the organization. They tend to love and commit to the organization 

resulting in lesser level of turnover intention.   

 

Recommendations 

From the study on factors associated with the intention to leave of nurses at 

Rajavithi Hospital, 4 factors were found to have relationship with the intentention to 

leave: age, work department, job satisfaction, and organizational commitment. The 

recommendations are as follows: 

1. There should be the qualitative study on factors associated with the intention to leave 

of nurses by way of the focused group discussion. This is to obtain additional insight 

from the research participants on how to increase factors associated with organizational 

retention and their participation on the management and administration of the 

organization.             

2 .  The future research can further conduct for additional insight between the nurses 

who work in the Out-patient Department (OPD) and the In-patient Department (IPD) 

of the Hospital.      



 

 

 

 

 

 

44 

3 .  The result of this research can be applied in planning for strategy and the ways to 

retain employees in the Hospital. 

4 . In order to increase the level of job satisfaction and performance, the management 

team should improve motivator and maintenance factors as follows:   

Motivator factors (Intrinsic factors): 

4.1 Job responsibility, especially in providing services, is a hard work. It is a repetitive 

job that results in boredom and low enthusiasm level. The management team should 

improve for the better and more challenging job, for instance, implementing the use of 

technology in providing online advice on health maintenance and disease prevention. 

4.2 Job Achievement – The management team should encourage the employees to seek 

for more knowledge in various fields and other specialized knowledge. By applying 

this knowledge, they will be able to perform their job more effective and responsible in 

the assigned job, for example, developing th role model to be a model for achievement.  

4.3 Creativity – The management team should promote and support new innovation in 

the work process. The employees not only get a chance to demonstrate their knowledge 

and capability, but also get a chance to do something different from their routine job. 

To do so, there might be a contest on new innovation and the innovative products for 

selling.  

4.4 Freedom and participation in work – The management team should provide freedom 

for the employees to solve problems and to perform their job. They should be allowed 

to share their opinions freely in problems solving, for improvement, and other job 

developments, for example, providing a place with all necessary facilities and 

equipments for the employee to use, or conducting discussion forum for the exchange 

of thoughts and opinions. 

Maintenance factors (Extrinsic factors): 

4.5 Salary and fringe benefits – There should be the change in salary and fringe benefits 

in response to current cost of living. There might be a policy in acquiring more 

employees, especially for the position that need to work in shifts. This will help the 

employees not to work too hard and have more free time to make additional income. It 

is a good way to reduce job dissatisfaction among employees. To do so, there might be 

additional fringe benefits for employees who are not government authorities and allow 
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their family members to get service from Rajavithi Hospital even in term of special 

price for treatment or health check-up.  

4. 6  Policies and Administration - The management team should provide opportunity 

for the employees to share their opinions or needs to ensure that they agree with every 

policy that will be put in place. Also, there should be written document on policy and 

working process to ensure that all of them have common understanding.  

4. 7  Career advancement - The management team should provide opportunity for the 

employees to develop knowledge and skills regularly to ensure that they can work 

effectively to meet organizational goals. It is a way to generate confidence on job 

stability and to give the employees an opportunity to get more knowledge about their 

work. There might be supports on scholarship, budget for the employees to present their 

work in both national and international conferences, reward for employees who have 

outstanding job performance, long-term employment contract, and prize or award to the 

employees who have worked in the organization for a period of 10 years, 20 years, and 

30 years or more. 

4.8  Recognition - The management team should have a concern on the importance of 

employees and be aware of the benefits they obtain. The management team should give 

opportunity for the employees to join in activities that are beneficial to Thai society. 

This is to make them feel that they are worthy and will in turn lead to higher job 

satisfaction. Examples are to give reward to the employees who create benefits to the 

Hospital and the society or to the employee who have morality/volunteer-mindset. 

4.9 Working conditions – the working condition in the workplace should be improved 

to meet international standard with the emphasis on safety and good work flow. There 

should be a plan on accident prevention to ensure the all facilities and equipments are 

ready to be used properly.  

4.10 Organizational commitment – Job satisfaction was found to have the association 

with organizational commitment. The management team should promote and support 

the employees to participate in activities conducted by the Hospital to assure that the 

employees know and understand the culture of the organization. The creation of 

positive attitudes and development of feeling that the organization is a second home is 

of importance. Management team, leader, as well as colleagues should be seen as their 
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own family members. Good working condition will increase level of job satisfaction. 

Having a sport day might be a good example to build good relationship among members 

of the organization. 

4.11.  Communication in the organization - The management team should improve 

communication lines within the organization such as information system to be effective 

and up-to-date data in order to sufficiently manage loads of information. 

Communication should be made available on all level through various communication 

channels such as online media, public voice, poster or leaflet, and circular notice. 



 

 

REFERENCES 

 

Allen, N., & Meyer, J. (1 9 9 0 ) .  The measurement and antecedents of affective, 

continuance and normative commitment to the organization. Journal of 

Occupational Psychology, 63, 1-18.  

Bhatnagar, J. (2007). Talent management strategy of employee engagement in Indian 

ITES employees: Key to Retention. Employee Relations, 29, 640-663.  

Chaikulwattana, A., & Jantamud, J. (2 0 1 2 ) .  The Evaluation of Career Motivation 

among Nurses at Medicine Divisions, Sapasithiprasong Hopsital Ubon 

Ratchathani province. Journal of Public Health Nursing, 26, 51-68.  

Chaithong, V. (2004). Organizational behavior. Bangkok: Vunnakit 1991. 

Chan, E. Y., & Morrison, P. (2 0 0 0 ) .  Factors influencing the retention and turnover 

intentions of registered nurses in a Singapore hospital. Nursing and health 

sciences, 2, 113-121. doi:0.1046/j.1442-2018.2000.00046.x 

Chatkaew, S. (2001). Jobsatisfaction of nurses in Rajavithi Hospital. (Master's degree), 

Mahidol University, Bangkok.    

Chautrakarn, S., Tridech, P., Krugkrunjit, P., & Pandii, W. (2009). Turnover intention 

of employees: A study of the HIV Netherlands Australia Thailand research 

collaboration, Thai red cross AIDS research center (HIV-NAT). Journal of 

Public Health, 39, 285-295.  

Delobbe, N., & Vandenberghe, C. (2000). A four-dimensional model of organizational 

commitment among Belgian employees. European Journal of Psychological 

Assessment, 16, 125-138.  

Department of medical service. (2 0 1 2 ) .  Human resource in department of medical 

service Available from: http://2 0 3 . 1 5 7 . 3 9 . 7 / hrm/2 0 1 2 / person_1 _file/k_ 

spac/s_dgree.pdf  

El-Jardali, F., Dimassi, H., Dumit, N., Jamal, D., & Mouro, G. (2009). A national cross-

sectional study on nurses’intent to leave and job satisfaction in Lebanon: 

implications for policy and practice. BMC Nursing, 8, 1-13.  

Frederick, H., Mausner, B., & Snyderman, B. B. (2010). The motivation to work. New 

Brunswick: Transaction publishers. 

Gaertner, K. N., & Nollen, S. D. (1 9 9 2 ) .  Turnover Intentions and Desire Among 

Executives. Human reletions, 45, 447-465. doi:10.1177/001872679204500502 

Heinen, M. M., van Achterberg, T., Schwendimann, R., Zander, B., Matthews, A., 

Kózka, M., . . . Schoonhoven, L. (2 0 1 3 ) .  Nurses’ intention to leave their 

profession: A cross sectional observational study in 1 0  European countries. 

International Journal of Nursing Studies, 5 0 ( 2 ) , 1 7 4 - 1 8 4 . 

doi:http://dx.doi.org/10.1016/j.ijnurstu.2012.09.019 

Jaiboon, P., Chiangnangam, P., & Kuhirunyarat, P. (2011). Proportion and causes for 

nurse resignations from Srinagarind Hospital, Faculty of Medicine, Khon Kaen 

University. Journal Srinagarind, 26, 233-238.  

Junmano, S., & Pasunun, P. (2014). Factors affecting decision making for resignation 

of the staff of the of the energy regulatory commission (OERC). Veridian E-

Journal, 1.  

Khunthar, A., Sujijantararat, R., Thongchareon, V., Namthep, J., & Klayklongjit, S. 

(2 0 1 2 ) .  Predicting Factors of Intent to Stay among Professional Nurses in a 

University Hospital. Journal Nurse Sci, 30, 7-17.  

 

http://203.157.39.7/hrm/2012/person_1_file/k_
http://dx.doi.org/10.1016/j.ijnurstu.2012.09.019


 

 

 

 

 

 

48 

Krawmorakod, N. (1999). The perception of organizational atmosphere affecting work 

commitment of Employees in Bangkok Metropolitan. (Master’s Thesis), 

Thammasat University, Bangkok.    

Lagerlund, M., Sharp, L., Lindqvist, R., Runesdotter, S., & Tishelman, C. I. (2 0 1 5) . 

Intention to leave the workplace among nurses working with cancer patients in 

acute care Hospitals in Sweden. Eur J Oncol Nurs, 19, 629-637.  

Lamounpuk, S., Supparerkchaisakul, N., & Srisatidnarakul, B. (2 0 1 5 ) .  Multilevel 

antecedents of professional engagement, job performance and intention to leave 

the nursing profession, among governmental Hospital registered nurses in the 

Bangkok metropolitan area. Journal of behavioral science, 21, 79-100.  

Lapeepisal, V. (2 0 0 6 ) .  Human resource management. Bangkok: Vijithutthakorn 

Publisher. 

Leelapongwattana, Y. (2011). Persuasive and supportive factors and their influence on 

the involvement and loyalty levels of the office operational level employee of the 

Jebsen and Jessen (Thailand) company limited. (Master’s Thesis), Bangkok 

University, Bangkok. Retrieved from 

http://dspace2.bu.ac.th/jspui/handle/123456789/851   

Liu, C., Zhang, L., Ye, W., Zhu, J., Cao, J., Lu, X., & Li, F. (2 0 1 2 ) .  Job satisfaction 

and intention to leave: a questionnaire survey of Hospital nurses in Shanghai of 

China. Journal clin nurs, 21, 255-263. doi:10.1111/j.1365-2702.2011.03766.x 

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1 9 7 8 ) .  An Evaluation of 

Precursors of Hospital Employee Turnover. Journal of Applied Psychology, 63, 

408-414. doi:10.1037/0021-9010.63.4.408 

Mowday, R., Steers, R., & Porter, L. (1 9 7 9 ) .  The measurement of organizational 

commitment. Journal of Vocational Behavior, 1 4 ( 2 ) , 2 2 4 - 2 4 7 . 

doi:http://dx.doi.org/10.1016/0001-8791(79)90072-1 

Pagaiya, N., & Hongthong, P. (2011). Human resource in Health care. Bangkok: Print 

at me publishers. 

Pakorn, L. (2012). Structural Equation Model of Factors Influencing the Hotel Staff in 

Thailand’s Intention to Quit. (Doctoral dissertation), Prince of Songkla 

University.    

Phaisailsirilert, P. (2 0 1 4 ) .  Work satisfaction of personnel working for mab pai sub-

district administrative organization, amphoe ban beung, chon buri province. 

(Master’s Thesis), Burapha University, Chonburi.    

Phonmafuang, J. (2 0 0 5 ) .  Perceived occupational health hazards, organizational 

climate, and turnoverintention among nurse: a case study in a Hospital under 

The Thai Red Cross. (Master’s Thesis), Mahidol University.    

Phupanit, P. (2 0 1 0 ) .  Relationship between a person's characteristics and perceived 

organizational support with intention to leave of Chiang Mai University. 

Chiang Mai: Chiang Mai publishers. 

Phutachod, N. (2014).  Organizational behavior. Bangkok: Chulalongkorn university 

press. 

Pimthong, S. (2 0 1 3 ) .  Antecedents of employee retention of the University academic 

staffs in Thailand. Journal of business management, 142, 2-109.  

http://dspace2.bu.ac.th/jspui/handle/123456789/851
http://dx.doi.org/10.1016/0001-8791(79)90072-1


 

 

 

 

 

 

49 

Porter, L., Steers, R., Mowday, R., & Boulian, P. (1974). Organizational commitment, 

job satisfaction and turnover among psychiatric technicians. Journal of Applied 

Psychology, 59, 603-609.  

Preyaporn, W. (1999). Industrial Psychology. Bangkok: Pimdee publishers. 

Pukchavee, R., Limcharoen, S., & jamsangthong, A. (2 0 1 4 ) .  Factors correlated with 

and predicting organizational commitment among public health personnel in 

Chanthaburi province. Journal of Phrapokklao nursing college, 25, 64-77.  

Pumfang, S., & Srisatidnarakul, B. (2015). Factors of job stress for professional nurses 

in tertiary Hospital. Kuakarun Journal of Nursing, 22, 140-153.  

Rajavithi Hospital. (2013). Rajavithi Annual report. Retrieved from Bangkok:  

Robbins, S., & Judge, T. (2010) .  Essentials of Organizational Behavior New Jersey: 

Pearson/Prentice Hall. 

Smittikrai, C. (2013). Industrial Psychology. Bangkok: Chulalongkorn university press. 

Srisuphan, W., & Sawaengdee, K. (2 0 1 2 ) .  Recommended policy-based solutions to 

shortage of registered nurses in Thailand. Thai journal of nursing council, 2 7 , 

5-12.  

Steers, R., & Porter, L. (1991) .  Motivation and work behavior. Singapore: McGraw-

Hill  

Stordeur, S., Kiss, P., Verpraet, R., Meester, M. D., Braeckman, L., & D'hoore, W. 

(2 0 1 2 ) .  1 6  Intention to leave nursing in Belgium.  Retrieved 2 0 1 6 , June 8 

www.arbetslivsinstitutet.se. 

Sudjit, K. (2 0 0 6 ) .  Factors affecting the intent to leave of prpfessional nureses, 

governmental Hospitals, Bangkok Metropolitan area. (Master’s Thesis), 

Chulalongkorn University.    

Suttharat, S., & Phachusilpa, G. (2 0 1 5 ) .  Relationships between work environment, 

leadership of head nurses and organizational commitment of generation Y 

professional nurses, autonomous university Hospitals. Journal of the police 

nurse, 7, 237-252.  

Tienthai, J. (2010). Business anthropology. Bangkok: S.asiapress. 

Wayne, W. D., & Chad, L. C. (1 9 9 5 ) .  Biostatistics: A foundation of analysis in the 

health sciences (Vol. 1 0 , pp. 1 8 0 ) .  the United States of America: Thomson 

Digital and printed. 

Wongsansri, P. (2 0 1 6 ) .  Human management. Bangkok: Faculty of technological 

management, Suan Dusit University. 

Yupong, S., & Siritarungsri, B. (2014). Factors affecting job retention of professional 

nurses at the surgical nursing division in a university Hospital, metropolitan 

Bangkok (online).  Retrieved 2 0 1 6 , June 1 6 

http://www.stou.ac.th/thai/grad_stdy/Masters/%E0%B8%9D %E0%B8%AA

%E0%B8%AA/research/4nd/FullPaper/HS/Oral/OHS%20021%20%E0%B8%

99%E0%B8%B2%E0%B8%87%E0%B8%AA%E0%B8%B2%E0%B8%A7

%E0%B8%AA%E0%B8%B8%E0%B8%A1%E0%B8%B2%E0%B8%A5%E

0%B8%B5%20%E0%B8%AD%E0%B8%A2%E0%B8%B9%E0%B9%88%

E0%B8%9C%E0%B9%88%E0%B8%AD%E0%B8%87.pdf  

 

http://www.arbetslivsinstitutet.se/
http://www.stou.ac.th/thai/grad_stdy/Masters/%E0%B8%9D


 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDIX 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

51 

APPENDIX A 

 

PERCENTAGE OF JOB SATISFACTION 

 
Table 9 Percentage of job satisfaction (n = 390) 

Job satisfaction 

Levels of agreement/disagreement 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

Motivator factors      

Job Achievement      

You are proud to work for 

this hospital.   

15.2 63.9 18.6 2.3 0.0 

You can complete the 

assigned tasks.  

12.6 79.4 7.5 0.5 0.0 

You can fix problems from 

your work. 

7.3 76.9 15.3 0.5 0.0 

You are always to balme for 

working mistakes.  

4.7 28.4 40.1 22.2 4.7 

The supervisor is satisfied in 

your work. 

3.4 43.3 50.4 2.6 0.3 

Recognition      

Patients respect you.  9.0 70.3 18.9 1.0 0.8 

7. Your colleagues see that 

you are capable. 

5.4 62.0 32.0 0.3 0.3 

8. The colleages always seek 

for your advice.  

4.6 63.0 30.0 2.1 0.3 

9. The supervisor recognizes 

your talent. 

2.8 53.1 41.7 2.1 0.3 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Levels of agreement/disagreement 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

Previously, you never were 

praised by anyone. 

16.9 35.9 29.4 16.7 1.0 

Job characteristics      

11. Your duties are 

interesting. 

16.8 59.2 20.3 3.4 0.3 

12. You are overloaded at 

work.  

0.5 6.5 24.5 45.2 23.3 

13. Your work content is at 

risk of HIV or tuberculosis 

infection from patients.  

2.6 9.8 12.9 38.5 36.2 

14. Your work content is 

consistent to your existing 

knowledge and abilty.  

18.7 60.3 16.1 4.4 0.5 

15. You are not willing to 

work beyond your normal 

responsibilities.   

7.0 35.1 31.7 23.1 3.1 

16. You fully utilize your 

ability to work. 

23.9 63.4 11.4 1.0 0.3 

Responsibility      

17. You are proud to be 

involved in the work and to 

create public benefit.  

27.1 66.4 6.5 0.0 0.0 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Levels of agreement/disagreement 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

18. You are satisfied with 

your existing role and 

responsibility  

18.1 65.1 14.7 1.3 0.8 

19. When a mistake occurs 

in the work place, you put 

the responsibility to others.  

49.2 33.9 6.7 7.8 2.4 

20. You always perform 

your work completely and 

on time.    

7.0 58.0 30.7 3.1 1.2 

21.You are willing to 

complete the assigned takes, 

though it is beyond your 

normal duty.  

11.1 75.8 12.1 1.0 0.0 

Work promotion      

22. Your position has 

similar advancement to 

other positions in the 

hospital.  

5.4 30.6 46.5 11.3 

 

6.2 

 

23. The hospital has fair 

peroformance-based 

consideration.   

5.1 44.4 39.7 6.4 4.4 

24. You do not get support 

from your superior. 

9.5 33.2 40.4 15.2 1.7 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Levels of agreement/disagreement 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

25. Annual performance 

evlaution system is suitable.  

4.1 37.9 43.8 8.8 5.4 

Maintenance  Factor      

Policy and Administration      

 26. You feel that you have 

never been informed of 

hospital policy or changes.  

8.2 36.7 36.7 16.7 1.7 

27. You feel uncomfortable 

to follow the rules.  

7.7 47.2 31.4 11.6 2.1 

 28. You have the 

opportunity to discuss work 

issues with your supervisor / 

administrator at any time. 

6.9 53.6 27.2 10.2 2.1 

29. You are satisfied with 

the management of the 

hospital.  

1.5 36.2 41.3 14.6 6.4 

30. Hospital policies are 

clear and sutiable.  

1.8 38.9 42.3 11.3 5.7 

Career advancement      

31. You have an opportunity 

to participate in proper 

training and seminar.  

3.8 58.2 26.2 9.7 2.1 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Levels of agreement/disagreement 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

32. The management does 

not support the staffs to seek 

for additional knowledge.  

10.0 37.7 35.9 14.1 2.3 

33. You can study in higher 

education with no negative 

impact on your current 

work.  

5.6 29.7 47.9 14.1 2.7 

34. You always get new 

knowledge after 

participating in the hospital 

meeting.   

7.2 72.5 17.5 1.8 1.0 

35. This working experience 

will be beneficial to your 

future work or career.  

14.4 68.2 15.6 1.3 0.5 

Interpersonalrelationships      

36. All employees have 

good interpersonal relation.  

11.5 56.4 25.1 5.9 1.1 

37. All employees have 

empathy eath other.  

10.8 59.0 22.7 6.2 1.3 

38. You are unwilling to 

work with some co-worker.  

3.7 25.8 39.2 25.8 5.5 

39. There are some gossips 

and defamations in the 

hospital.  

2.1 6.3 36.7 39.6 15.3 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Job satisfaction 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

39. There are some gossips 

and defamations in the 

ispital.  

2.1 6.3 36.7 39.6 15.3 

40. The collaboration within 

the hospital is diffult for 

you.  

2.9 34.4 38.9 20.1 3.7 

 41. You think that no one in 

the hospital you can trust.  

9.5 46.8 32.1 9.5 2.1 

42. Woking with others 

makes you feel obliged and 

unflexible.  

8.6 55.9 27.6 6.3 1.6 

43. Hospital admistrators are 

friendly to officers.  

1.6 36.5 48.0 10.2 3.7 

Salary and fringe benefits      

44.  Your salary and 

compensation justify your 

responsibility.   

0.5 15.7 25.3 34.2 24.3 

45. Your salary and 

compensation justify 

cuurent economy.  

1.1 10.2 21.9 35.2 31.6 

46. You are satisfied with 

days of business leave and 

annual leave provided by the 

hospital.   

3.7 49.3 26.5 15.5 5.0 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Job satisfaction 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

47. Group insurance 

provided by the hospital is 

appropriate.   

2.4 39 29.1 19.9 9.7 

48. You are comfortable to 

use health care right when 

you are sick.  

5.0 56.4 24.0 8.1 6.5 

Professional status      

49. You are proud of your 

career.  

34.5 55.1 9.1 0.8 0.5 

50. Your occupation is 

honorable as others.  

33.4 48.8 15.9 1.9 0.0 

51.Your occupation can earn 

family’s living 

30.0 43.9 22.5 2.1 1.5 

52.Your occupation has 

professional identity.  

34.2 50.7 13.1 1.5 0.5 

53.You can work at this 

profession to earn your and 

your family’s livings 

forever.   

30.0 43.9 22.5 2.1 1.5 

54. Your work does not 

affect your family.  

7.6 34.5 27.9 22.5 7.5 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Job satisfaction 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

Personal life      

53. You go to the workplace 

hardly.  

9.7 37.6 16.7 26.1 9.9 

54. Your work does not 

affect your family.  

7.6 34.5 27.9 22.5 7.5 

55. Working within official 

hours makes you spend time 

with your family during the 

weekend.  

13.6 42.8 22.3 11.0 10.3 

56. Your workload makes 

you work overtime or even 

regularly work during the 

weekend.   

2.9 21.7 19.8 35.5 20.1 

Job security      

57. Your position has job 

secitty.  

11.8 59.2 21.7 4.7 2.6 

58. You can work as your 

position until retiring.   

10.4 33.3 43.8 8.3 4.2 

59. You can work for this 

hospital until retiring.  

9.4 31.3 43.9 8.6 6.8 
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Job satisfaction 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

60. Signing annual 

employement agreement 

between an officer and the 

hospital leads to the feeling 

of job insecurity.  

5.1 12.1 38.8 31.9 12.1 

61. You think that this 

hospital is secure and 

sustainable.  

20.5 54.2 21.6 2.1 1.6 

Working Conditions      

62. The number of officers 

is appropriate to the 

workload.  

2.1 11.5 31.2 35.9 19.3 

63. The hospital should have 

more facilities and 

equipment.  

2.6 4.4 14.3 57.6 21.1 

64. Facilities and equipment 

are at good condition.  

5.5 38.2 37.7 14.4 4.2 

65. You feel disturbed when 

workin with a 

group/department.  

2.9 32.4 38.1 23.2 3.4 

66. You feel disturbed for 

the chating of co-workers.  

7.6 47.4 26.6 16.9 1.5 

Quality of supervision      
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Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Job satisfaction 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

67. The hospital has clear 

and proper chain of 

command.   

4.4 55.4 35.2 3.7 1.3 

68.The administrators/ 

supervisors do not listen to 

the officers’ opinions.  

5.5 40.5 41.0 10.2 2.8 

69.Different officers are 

treated unequally or 

discriminately by the 

administrators/supervisors 

2.6 26.0 45.1 21.9 4.4 

70. The administrators/ 

supervisors sympathize with 

your work issues.  

4.7 37.0 46.4 7.7 4.2 

71. The administrators/ 

supervisors care for your 

welfare.  

6.0 52.6 35.2 3.4 2.8 

72. The administrators/ 

supervisors give you advice 

and consultation for your 

problem.  

6.5 45.3 38.0 6.8 3.4 

73.The administrators/ 

supervisors have leadership.  

5.7 49.2 37.0 4.9 3.2 

      

      



 

 

 

 

 

 

61 

Table 9  Percentage of job satisfaction (n = 390) 

Job satisfaction 

Job satisfaction 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

74. Over time, you have 

never received the morale 

from the administrators/ 

supervisors. 

7.6 39.3 38.3 12.0 2.8 
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APPENDIX B 

 

PERCENTAGE OF ORGANIZATIONAL COMMITMENT 

 

Table 10 Percentage of organizational commitment (n = 390) 

Organizational 

commitment 

Levels of agreement/disagreement Mean 

± 

SD 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

1.Your core 

value consistent 

with the 

hospital core 

value. 

3.1 42.4 45.3 6.8 2.4 3.37± 

0.76 

2. Since you 

have started to 

work in this 

hospital, you 

have found that 

your value  

become closer 

to the hospital 

value. 

2.4 34.4 53.0 7.9 2.4 3.27± 

0.74 

3. You willing 

behavior 

according to 

organizational 

culture 

4.2 64.2 27.1 3.9 0.5 3.68± 

0.64 
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Table 10 Percentage of organizational commitment (n = 390) 

organizational 

commitment 

Levels of agreement/disagreement Mean 

± 

SD 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

4. The hospital 

mission 

concerining 

providing the  

medical 

services to the 

people is 

important for 

your decision to 

work here. 

6.6 61.1 26.8 4.7 0.8 3.68± 

0.70 

5. You think 

that your goal 

inconsistent 

with the 

hospital 

performance. 

3.2 17.7 39.6 35.1 4.5 2.80± 

0.89 

6. You think 

that some of 

organizational 

culture out-of-

date. 

5.0 24.9 41.4 25.5 3.2 3.03± 

0.91 
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Table 10 Percentage of organizational commitment (n = 390) 

organizational 

commitment 

Levels of agreement/disagreement Mean 

± 

SD 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

7. You always 

appreciate the 

hospital to other 

people.  

8.4 54.6 28.2 6.9 1.8 3.61± 

0.81 

8.You take 

pride in hospital 

13.8 64.1 19.7 1.3 1.1 3.88± 

0.69 

9. Working in 

this hospital is 

meaning for 

you. 

13.8 64.1 19.7 1.3 1.1 3.76± 

0.70 

10.The 

colleages  like 

your family 

9.5 62.0 24.5 2.9 1.1 3.76± 

0.65 

11.You think 

that hospital 

issue seems to 

your issue. 

2.9 50.8 35.8 8.2 2.4 3.44± 

0.78 

12.You would 

not be happy if 

work in this 

hospital until 

retired. 

5.0 16.8 38.9 32.9 6.3 2.81± 

0.96 
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Table 10 Percentage of organizational commitment (n = 390) 

organizational 

commitment 

Levels of agreement/disagreement Mean 

± 

SD 

Strongly 

agree 
Agree Undecide Disagree 

Strongly 

disagree 

(%) (%) (%) (%) (%) 

13.You will 

dedicate and 

concentrate on 

working for the 

company. 

6.6 63.7 26.8 1.1 1.8 3.72± 

0.68 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

66 

APPENDIX C 

 

QUESTIONNAIRE (THAI VERSION) 

 

โครงการวิจัยเร่ือง ปัจจยัท่ีมีความสมัพนัธ์กบัความตัง้ใจลาออกของพยาบาลในโรงพยาบาลราช
วิถี กรุงเทพมหานคร ประเทศไทย 

สว่นท่ี 1 ข้อมลูทัว่ไปเก่ียวกบัผู้ตอบแบบสอบถาม 

โปรดท าเคร่ืองหมาย  ลงใน  หรือเตมิข้อความลงในชอ่งวา่งท่ีเว้นไว้ 

1. เพศ   1. หญิง  2. ชาย   

2. อาย ุ  _______ ปี (เกินวนัเกิดมากกวา่ 6 เดือนให้ปัดขึน้) 

3. ระดบัต าแหนง่งาน  

 1. หวัหน้ากลุม่งาน/ฝ่าย  2. หวัหน้างาน    3. ผู้ปฏิบตังิาน  

4.  ประเภทงาน  

 1. ข้าราชการ       2. พนกังานราชการ     

 3. พนกังานกระทรวงสาธารณสขุ    4. ลกูจ้างประจ า  

 5. ลกูจ้างชัว่คราว    6. อ่ืนๆ โปรดระบ.ุ.................................... 

5. หนว่ยงานท่ีปฏิบตังิาน (ระบกุลุม่ภารกิจ/กลุม่งาน/ฝ่าย) 

 1. การพยาบาลผู้ ป่วยนอก (OPD)  2. การพยาบาลผู้ ป่วยใน (IPD)   

6. สถานภาพสมรส  

 1. โสด     2. สมรส  

 3. หม้าย,หยา่,แยก   

7. ระดบัการศกึษา 

 1. ปริญญาตรี    2. สงูกวา่ปริญญาตรี    

8. รายได้ตอ่เดือน 

 1. 15,001-20,000 บาท      2. 20,001-25,000 บาท   

 3. 25,001-30,000 บาท      4. มากกวา่ 30,001 บาท ขึน้ไป  
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9. ,มีภาระต้องเลีย้งดบูคุคลในครอบครัว 

  1. ไมใ่ช่     2. ใช่ 

10. ท่ีอยูอ่าศยัปัจจบุนั  

  1. กรุงเทพฯและปริมณฑล   2. ตา่งจงัหวดั 

11. คณุท างานเป็นกะ/เวรใช่หรือไม่  

  1. ไมใ่ช่     2. ใช ่ 

12. ในชว่ง 12 เดือนท่ีผ่านมา คณุเคยลางาน (ทกุประเภท) หรือไม่ 

  1. ไมเ่คยลาเลย     2. น้อยกวา่ 10 วนั          3. ลา 11-20 วนั  

  4. น้อยกวา่ 1 เดือน    5. มากกวา่ 1 เดือน 

13. ในชว่ง 12 เดือนท่ีผ่านมา คณุต้องท างานลว่งเวลาหรือไม่ 

  1.  ไมท่ า     

  2.  ท า 

14.เวลาท่ีท างานลว่งเวลาโดยสว่นใหญ่คือ 

  1. หลงัเลิกงาน   2.  วนัหยดุ       3. ทัง้หลงัเลิกงานและวนัหยดุ 

15. คณุมีอาชีพเสริมอ่ืนๆท่ีนอกเหนือจากงานประจ าในโรงพยาบาลราชวิถี 

  1. ไมมี่   

  2. มี ระบ.ุ................................. 

16.  โรคประจ าตวั 

 1. ไมมี่   

  2. มี ระบ.ุ................................. 
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ส่วนที่ 2 ค าถามเก่ียวกบัความพงึพอใจในงาน 

ค าชีแ้จง โปรดพิจารณาข้อความตอ่ไปนี ้และท าเคร่ืองหมาย  √ ลงในชอ่งตามระดบัความคิดเห็น
ของผู้ตอบแบบสอบถาม 

ข้อความ 

ระดับความคิดเหน็ 

เหน็
ด้วย
อย่าง
ยิ่ง 

เหน็
ด้วย 

ไม่
แน่ใจ 

ไม่
เหน็
ด้วย 

ไม่เหน็
ด้วย
อย่าง
ยิ่ง 

ปัจจยัจงูใจ      

ความส าเร็จในงาน      

ทา่นมีความภาคภมูิใจท่ีได้ปฏิบตังิานในรพ.นี  ้      

ทา่นสามารถท างานท่ีได้รับมอบหมายได้ส าเร็จ
ลลุว่ง 

     

ทา่นสามารถแก้ไขปัญหาท่ีเกิดขึน้จากการ
ปฏิบตังิานได้ 

     

ความผิดพลาดในการปฏิบตัิงาน ท าให้ท่านถกู
ต าหนิอยูเ่สมอ 

     

หวัหน้างานมีความพอใจในผลงานของทา่น      

การยอมรับนบัถือ      

ผู้ ป่วยให้ความยอมรับนบัถือทา่น      

เพ่ือนร่วมงานของทา่นมองว่าทา่นเป็นผู้ มี
ความสามารถ 

     

เพ่ือนร่วมงานมกัจะปรึกษา หารือขอค าแนะน า
จากทา่นเสมอ 

     

หวัหน้างานยอมรับในความสามารถของทา่น      

ในการปฏิบตังิานท่ีผา่นมา ท่านไมเ่คยได้รับค า
ชมเชยจากผู้ใดเลย 
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ลกัษณะของงานท่ีปฏิบตัิ      

ปริมาณงานในหน้าท่ีความรับผิดชอบของทา่นมี
มากเกินไป 

     

ลกัษณะงานของท่านมีความเส่ียงตอ่การติดเชือ้
จากผู้ ป่วย เชน่ เชือ้ HIV หรือวณัโรค 

     

งานในหน้าท่ีของทา่นตรงกบัความรู้ความสามารถ
ของทา่น 

     

ทา่นไมเ่ตม็ใจท่ีจะปฏิบตังิานท่ีนอกเหนือจากงาน
ในหน้าท่ีปกตขิองทา่น 

     

ทา่นได้ใช้ความสามารถอยา่งเตม็ท่ีในการ
ปฏิบตังิาน 

     

ความรับผิดชอบ      

ทา่นมีความภมูิใจท่ีได้มีสว่นร่วมในงาน ท่ีจะเป็น
ประโยชน์แก่สว่นรวม 

     

18.   ทา่นพงึพอใจในบทบาทหน้าท่ี ความ 
รับผิดชอบในปัจจบุนั 

     

เม่ือเกิดความผิดพลาดในการปฏิบตังิานขึน้ ท่าน
มกัจะปัดความรับผิดชอบไปให้ผู้ อ่ืนเสมอ 

     

ทา่นปฏิบตังิานได้ถกูต้อง ครบถ้วนทนัเวลาเสมอ      

ทา่นยินดีท่ีจะปฏิบตังิานให้ส าเร็จตามท่ีได้รับ
มอบหมาย แม้จะไมใ่ชง่านในหน้าท่ีปกติของทา่น 

     

ความก้าวหน้าในงาน      

ต าแหนง่งานของทา่นมีโอกาสก้าวหน้าในงาน
เชน่เดียวกบัต าแหนง่อ่ืนในรพ. 

     

การพิจารณาความดีความชอบในการปฏิบตังิาน 
เป็นไปด้วยความยตุธิรรม 
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ทา่นไมไ่ด้รับการสนบัสนนุจากผู้บงัคบับญัชา      

ระบบการประเมินผลการปฏิบตังิานเจ้าหน้าท่ี
ประจ าปีมีความเหมาะสม 

     

ปัจจยัค า้จนุ      

นโยบายและการบริหารงาน      

ทา่นรู้สกึว่าไมเ่คยได้รับการชีแ้จง เก่ียวกบันโยบาย 
หรือการเปล่ียนแปลงในเร่ืองตา่งๆของรพ.เลย 

     

ทา่นรู้สกึอดึอดัใจท่ีจะต้องปฏิบตัติามกฎระเบียบ
ตา่งๆท่ีวางไว้ 

     

ทา่นมีโอกาสปรึกษาหารือเก่ียวกบัปัญหาในการ
ปฏิบตังิาน กบัหวัหน้างาน/ผู้บริหารได้ตลอดเวลา 

     

ทา่นพอใจในระบบการบริหารงานในรพ.ทา่น      

นโยบายของรพ.มีความชดัเจนเหมาะสม      

โอกาสท่ีจะได้รับความก้าวหน้าในอนาคต      

ทา่นมีโอกาสได้เข้าร่วมการอบรม สมัมนาตา่งๆ
อยา่งเหมาะสม 

     

ผู้บริหารไมส่นบัสนนุเจ้าหน้าท่ีในการศกึษาหา
ความรู้เพิ่มเตมิ 

     

ทา่นสามารถศกึษาตอ่ในระดบัท่ีสงูขึน้ตามท่ีทา่น
ต้องการได้ โดยไมก่ระทบกบังานของทา่น 

     

34.  ทา่นได้รับความรู้ใหม่ๆ  เสมอหลงัจากการเข้า 

ร่วมประชมุในรพ. 

     

ประสบการณ์การท างานนีข้องทา่น จะเป็น
ประโยชน์ตอ่หน้าท่ีการงานท่านในภายภาคหน้า 

     

สมัพนัธภาพในการท างาน      

สมัพนัธภาพของทกุคนใน รพ.ดี      
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เพ่ือนร่วมงานทา่นมีความเห็นอกเห็นใจกนั 
ชว่ยเหลือซึง่กนัและกนัเป็นอยา่งดี 

     

ทา่นรู้สกึไมเ่ตม็ใจท่ีจะต้องท างานร่วมกบัผู้ ร่วมงาน
บางคนใน รพ. 

     

ในรพ.มีการนินทาวา่ร้ายกนั      

การติดตอ่ประสานงานภายในรพ.เป็นเร่ืองยาก
ส าหรับท่าน 

     

ทา่นคิดวา่ไมมี่ใครใน รพ.ท่ีไว้ใจได้      

การท างานร่วมกบัผู้ อ่ืนเป็นภาระ ท าให้ท างานไม่
คลอ่งตวั 

     

ผู้บริหารรพ.มีความเป็นกนัเองกบัเจ้าหน้าท่ี      

เงินเดือนและสวสัดกิาร      

เงินเดือนและคา่ตอบแทนท่ีท่านได้รับมีความ
เหมาะสมกบัหน้าท่ีความรับผิดชอบ 

     

เงินเดือนและคา่ตอบแทนท่ีท่านได้รับมีความ
เหมาะสมกบัสภาวะเศรษฐกิจในปัจจบุนั 

     

ทา่นพงึพอใจเก่ียวกบัจ านวนวนัลากิจ วนัลา
พกัผอ่น ตามท่ีรพ.จดัให้ 

     

47. สวสัดิการการพยาบาลแบบประกนักลุม่ตามท่ี
รพ.จดัให้มีความเหมาะสม 

     

ทา่นมีความสะดวกในการใช้สิทธิการ
รักษาพยาบาล เม่ือเกิดความเจ็บป่วยขึน้ 

     

สถานะทางอาชีพ      

ทา่นมีความภาคภมูิใจในอาชีพของทา่น      

อาชีพของทา่นเป็นอาชีพท่ีมีเกียรตมิากเทา่ๆกบั
อาชีพอ่ืน 
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อาชีพของทา่นมีเอกลกัษณ์ทางวิชาชีพ      

ทา่นสามารถใช้วิชาชีพของท่าน หาเลีย้งตนเอง
และครอบครัวได้ไปตลอดชีวิต 

     

 ชีวิตความเป็นสว่นตวั      

ทา่นเดนิทางมาท างานล าบาก      

การปฏิบตังิานของทา่นไมมี่ผลกระทบตอ่
ครอบครัวของท่าน 

     

การปฏิบตังิานตามเวลาราชการท าให้มีเวลาอยูก่บั
ครอบครัวในวนัหยดุได้อยา่งเตม็ท่ี 

     

ภาระงานของทา่นท าให้ทา่นต้องเลิกงานค ่าหรือ
ต้องเข้ามาท างานในวนัหยดุเป็นประจ า 

     

ความมัน่คงในงาน      

การปฏิบตังิานในต าแหนง่ของทา่นมีความมัน่คง
ในหน้าท่ีการงาน 

     

ทา่นสามารถท างานในต าแหนง่นีจ้นกระทัง่
เกษียณอาย ุ

     

ทา่นสามารถท างานในรพ.นีจ้นทา่นเกษียณอายุ      

การเซ็นสญัญาจ้างปีตอ่ปีระหวา่งเจ้าหน้าท่ีกบัรพ. 
ท าให้ทา่นรู้สกึไมม่ัน่คงในงาน 

     

ทา่นคิดรพ.นีมี้ความมัน่คงยัง่ยืน      

สภาพการท างาน      

สดัสว่นของเจ้าหน้าท่ีในรพ.มีความเหมาะสม กบั
ปริมาณงาน 

     

63.  ในรพ.ควรมีสิ่งอ านวยความสะดวกและ
เคร่ืองมือ เคร่ืองใช้ มากกวา่นี ้
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สิ่งอ านวยความสะดวก และเคร่ืองมือเคร่ืองใช้ 
ตา่งๆ ในองค์การอยูใ่นสภาพพร้อมใช้งาน 

     

ทา่นรู้สกึยุง่ยากล าบาก กบัการท างานท่ีต้องมีการ
ตดิตอ่กนัระหว่างกลุม่งาน/ฝ่าย 

     

การพดูคยุกนัของเพ่ือนร่วมงาน รบกวนการท างาน
ของทา่น 

     

การปกครองบงัคบับญัชา      

โครงสร้างรพ.สายการบงัคบับญัชามีความชดัเจน 
เหมาะสม 

     

ผู้บริหาร/หวัหน้างาน ไมส่นใจรับฟังความคดิเห็น
ตา่งๆ ของเจ้าหน้าท่ี 

     

ผู้บริหาร/หวัหน้างาน ปฏิบตัิตอ่เจ้าหน้าท่ีแตล่ะคน
ไมเ่ทา่เทียมกนั 

     

70.   ผู้บริหาร/หวัหน้างาน มีความเห็นอกเห็นใจ 
เข้าใจปัญหาในการปฏิบตังิานของทา่น 

     

71. ผู้บริหาร/หวัหน้างานเอาใจใสต่อ่สวสัดภิาพของ
ทา่นเป็น 

     

72. ผู้บริหาร/หวัหน้างาน ให้ค าปรึกษาและชว่ย
แก้ไขปัญหาของทา่นได้ 

     

73.  ผู้บริหาร/หวัหน้างานมีคณุลกัษณะของผู้น าท่ีดี
มีความสามารถในการเป็นผู้น า 

     

74. ในการปฏิบตังิานท่ีผา่นาของทา่น ทา่นไมเ่คย
ได้รับก าลงัใจจากผู้บริหาร/หวัหน้างานของทา่น
เลย 
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ตอนที่ 3 ค าถามเก่ียวกบัความผกูพนัตอ่องค์กร 

ค าชีแ้จง โปรดพิจารณาข้อความตอ่ไปนี ้และท าเคร่ืองหมาย  √ ลงในชอ่งตามระดบัความคิดเห็น
ของผู้ตอบแบบสอบถาม 

ข้อความ 

ระดบัความคดิเห็น 

เห็นด้วย
อยา่งยิ่ง 

เห็น
ด้วย 

ไม่
แนใ่จ 

ไมเ่ห็น
ด้วย 

ไมเ่ห็น
ด้วย
อยา่งยิ่ง 

ความผกูพนัธ์ในองค์กร      

การซมึซบัคา่นิยม      

สิ่งท่ียดึเหน่ียวทา่นในการท างานกบัรพ.คือ
คา่นิยมในการท างานของทา่นสอดคล้องกบั
คา่นิยมของรพ. 

     

ตัง้แตท่ างานท่ีรพ.แหง่นี ้ทา่นพบวา่คา่นิยม
ท่ีทา่นยึดถือในการท างานเริมใกล้เคียงกบั
ของรพ.ขึน้เร่ือยๆ 

     

ทา่นเตม็ใจน้อมรับธรรมเนียมประเพณีท่ี
ยดึถือปฏิบตัใินรพ. 

     

จดุยืนของรพ.ในด้านการให้บริการทาง
การแพทย์ท่ีดีกบัประชาชนมีความส าคญัตอ่
การตดัสินใจคงอยู่ท างานของทา่น 

     

5. ท่านคิดว่าเปา้ประสงค์ในการท างานของ
ทา่นไมส่อดคล้องกบัของรพ. 

     

6. ท่านคิดว่าธรรมเนียมปฏิบตับิางเร่ืองของ
รพ.เป็นเร่ืองล้าสมยัและนา่เบื่อ 

     

ความผกูพนัด้านจิตใจ       

ทา่นมกัจะช่ืนชมรพ.ให้แก่คนรอบข้าง      
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ทา่นมีความภมูิใจในช่ือเสียงของรพ.      

การได้ท างานท่ีรพ.แหง่นี ้ถือวา่เป็นสิ่งท่ีมี
ความหมายตอ่ตวัทา่น 

     

เพ่ือนร่วมงานเปรียบเสมือนคนในครอบครัว
ทา่น 

     

ทา่นรู้สกึว่าปัญหาของรพ.เปรียบเสมือน
ปัญหาของทา่นด้วย 

     

ทา่นคงไมมี่ความสขุถ้าต้องใช้ชีวิตท างานท่ี
เหลือกบัรพ.แหง่นี ้

     

ทา่นทุม่เทเตม็ใจท างานมากวา่ความ
คาดหวงัตามปกต ิเพ่ือความส าเร็จของรพ.
โดยรวม 

     

 

ตอนที่ 4 ค าถามเก่ียวกบัความตัง้ใจลาออกของพยาบาลในโรงพยาบาลราชวิถี 

โปรดท าเคร่ืองหมาย √ ลงในชอ่ง ระดบัความรู้สกึ ให้ตรงตามความรู้สกึของทา่นมากท่ีสดุ 

ทา่นมีความคิดบอ่ยครัง้เพียงใดในการท่ีจะออกจากงานท่ีโรงพยาบาลราชวิถี 

  ไมเ่คยคิดเลย 

 คดิบ้างในบางครัง้ 

 คดิอยู่บอ่ยๆ 

 คดิเร่ืองการลาออกเสมอ 
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APPENDIX D 

 

ITEM-OBJECTIVE CONGRUENCE INDEX: IOC 

 

Part 2 Job satisfactions questionnaire (Thai version) 

 

ข้อความ 
คะแนนความคิดเหน็ของผู้เช่ียวชาญ 

1 2 3 คะแนน
รวม 

IOC 

ปัจจยัจงูใจ      

ความส าเร็จในงาน      

ทา่นมีความภาคภมูิใจท่ีได้ปฏิบตังิานในรพ.นี  ้ +1 +1 0 2 0.67 

ทา่นสามารถท างานท่ีได้รับมอบหมายได้ส าเร็จ
ลลุว่ง 

+1 +1 +1 3 1 

ทา่นสามารถแก้ไขปัญหาท่ีเกิดขึน้จากการ
ปฏิบตังิานได้ 

+1 +1 +1 3 1 

ความผิดพลาดในการปฏิบตัิงาน ท าให้ท่านถกู
ต าหนิอยูเ่สมอ 

+1 +1 +1 3 1 

หวัหน้างานมีความพอใจในผลงานของทา่น +1 +1 +1 3 1 

การยอมรับนบัถือ      

ผู้ ป่วยให้ความยอมรับนบัถือทา่น +1 +1 +1 3 1 

เพ่ือนร่วมงานของทา่นมองว่าทา่นเป็นผู้ มี
ความสามารถ 

+1 +1 +1 3 1 

เพ่ือนร่วมงานมกัจะปรึกษา หารือขอค าแนะน า
จากทา่นเสมอ 

+1 +1 +1 3 1 

หวัหน้างานยอมรับในความสามารถของทา่น +1 +1 +1 3 1 

ในการปฏิบตังิานท่ีผา่นมา ท่านไมเ่คยได้รับค า
ชมเชยจากผู้ใดเลย 

+1 +1 +1 3 1 
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ลกัษณะของงานท่ีปฏิบตัิ      

ปริมาณงานในหน้าท่ีความรับผิดชอบของทา่นมี
มากเกินไป 

+1 0 +1 2 0.67 

ลกัษณะงานของท่านมีความเส่ียงตอ่การติดเชือ้
จากผู้ ป่วย เชน่ เชือ้ HIV หรือวณัโรค 

+1 +1 

 

+1 3 1 

งานในหน้าท่ีของทา่นตรงกบัความรู้ความสามารถ
ของทา่น 

+1 +1 +1 3 1 

ทา่นไมเ่ตม็ใจท่ีจะปฏิบตังิานท่ีนอกเหนือจากงาน
ในหน้าท่ีปกตขิองทา่น 

+1 +1 +1 3 1 

ทา่นได้ใช้ความสามารถอยา่งเตม็ท่ีในการ
ปฏิบตังิาน 

+1 0 +1 2 0.67 

ความรับผิดชอบ      

ทา่นมีความภมูิใจท่ีได้มีสว่นร่วมในงาน ท่ีจะเป็น
ประโยชน์แก่สว่นรวม 

0 +1 +1 2 0.67 

17.   ทา่นพงึพอใจในบทบาทหน้าท่ี ความ 
รับผิดชอบในปัจจบุนั 

+1 +1 +1 3 1 

เม่ือเกิดความผิดพลาดในการปฏิบตังิานขึน้ ท่าน
มกัจะปัดความรับผิดชอบไปให้ผู้ อ่ืนเสมอ 

+1 +1 0 2 0.67 

ทา่นปฏิบตังิานได้ถกูต้อง ครบถ้วนทนัเวลาเสมอ +1 +1 +1 3 1 

ทา่นยินดีท่ีจะปฏิบตังิานให้ส าเร็จตามท่ีได้รับ
มอบหมาย แม้จะไมใ่ชง่านในหน้าท่ีปกติของทา่น 

+1 +1 +1 3 1 

ความก้าวหน้าในงาน      

ต าแหนง่งานของทา่นมีโอกาสก้าวหน้าในงาน
เชน่เดียวกบัต าแหนง่อ่ืนในรพ. 

+1 +1 +1 3 1 

การพิจารณาความดีความชอบในการปฏิบตังิาน 
เป็นไปด้วยความยตุธิรรม 

0 +1 +1 2 0.67 
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ทา่นไมไ่ด้รับการสนบัสนนุจากผู้บงัคบับญัชา +1 +1 +1 3 1 

ระบบการประเมินผลการปฏิบตังิานเจ้าหน้าท่ี
ประจ าปีมีความเหมาะสม 

+1 +1 +1 3 1 

ปัจจยัค า้จนุ      

นโยบายและการบริหารงาน      

ทา่นรู้สกึว่าไมเ่คยได้รับการชีแ้จง เก่ียวกบั
นโยบาย หรือการเปล่ียนแปลงในเร่ืองตา่งๆของ
รพ.เลย 

+1 +1 +1 3 1 

ทา่นรู้สกึอดึอดัใจท่ีจะต้องปฏิบตัติามกฎระเบียบ
ตา่งๆท่ีวางไว้ 

+1 +1 +1 3 1 

ทา่นมีโอกาสปรึกษาหารือเก่ียวกบัปัญหาในการ
ปฏิบตังิาน กบัหวัหน้างาน/ผู้บริหารได้ตลอดเวลา 

+1 +1 0 2 0.67 

ทา่นพอใจในระบบการบริหารงานในรพ.ทา่น +1 +1 +1 3 1 

นโยบายของรพ.มีความชดัเจนเหมาะสม +1 +1 +1 3 1 

โอกาสท่ีจะได้รับความก้าวหน้าในอนาคต      

ทา่นมีโอกาสได้เข้าร่วมการอบรม สมัมนาตา่งๆ
อยา่งเหมาะสม 

+1 0 +1 2 0.67 

ผู้บริหารไมส่นบัสนนุเจ้าหน้าท่ีในการศกึษาหา
ความรู้เพิ่มเตมิ 

+1 +1 +1 3 1 

ทา่นสามารถศกึษาตอ่ในระดบัท่ีสงูขึน้ตามท่ีทา่น
ต้องการได้ โดยไมก่ระทบกบังานของทา่น 

+1 +1 +1 3 1 

33.  ทา่นได้รับความรู้ใหม่ๆ  เสมอหลงัจากการเข้า 

ร่วมประชมุในรพ. 
0 +1 +1 2 0.67 

ประสบการณ์การท างานนีข้องทา่น จะเป็น
ประโยชน์ตอ่หน้าท่ีการงานท่านในภายภาคหน้า 

+1 +1 +1 3 1 

สมัพนัธภาพในการท างาน      
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สมัพนัธภาพของทกุคนใน รพ.ดี +1 +1 +1 3 1 

เพ่ือนร่วมงานทา่นมีความเห็นอกเห็นใจกนั 
ชว่ยเหลือซึง่กนัและกนัเป็นอยา่งดี 

+1 +1 +1 3 1 

ทา่นรู้สกึไมเ่ตม็ใจท่ีจะต้องท างานร่วมกบั
ผู้ ร่วมงานบางคนใน รพ. 

+1 +1 +1 3 1 

ในรพ.มีการนินทาวา่ร้ายกนั +1 +1 0 2 0.67 

การติดตอ่ประสานงานภายในรพ.เป็นเร่ืองยาก
ส าหรับท่าน 

+1 +1 +1 3 1 

ทา่นคิดวา่ไมมี่ใครใน รพ.ท่ีไว้ใจได้ +1 +1 +1 3 1 

การท างานร่วมกบัผู้ อ่ืนเป็นภาระ ท าให้ท างานไม่
คลอ่งตวั 

0 +1 +1 2 0.67 

ผู้บริหารรพ.มีความเป็นกนัเองกบัเจ้าหน้าท่ี +1 +1 +1 3 1 

เงินเดือนและสวสัดกิาร      

เงินเดือนและคา่ตอบแทนท่ีท่านได้รับมีความ
เหมาะสมกบัหน้าท่ีความรับผิดชอบ 

+1 +1 +1 3 1 

เงินเดือนและคา่ตอบแทนท่ีท่านได้รับมีความ
เหมาะสมกบัสภาวะเศรษฐกิจในปัจจบุนั 

+1 +1 +1 3 1 

ทา่นพงึพอใจเก่ียวกบัจ านวนวนัลากิจ วนัลา
พกัผอ่น ตามท่ีรพ.จดัให้ 

+1 +1 +1 3 1 

46. สวสัดิการการพยาบาลแบบประกนักลุม่ตามท่ี
รพ.จดัให้มีความเหมาะสม 

+1 +1 +1 3 1 

ทา่นมีความสะดวกในการใช้สิทธิการ
รักษาพยาบาล เม่ือเกิดความเจ็บป่วยขึน้ 

+1 +1 +1 3 1 

สถานะทางอาชีพ      

ทา่นมีความภาคภมูิใจในอาชีพของทา่น +1 +1 +1 3 1 
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อาชีพของทา่นเป็นอาชีพท่ีมีเกียรตมิากเทา่ๆกบั
อาชีพอ่ืน 

+1 +1 +1 3 1 

อาชีพของทา่นมีเอกลกัษณ์ทางวิชาชีพ +1 +1 +1 3 1 

ทา่นสามารถใช้วิชาชีพของท่าน หาเลีย้งตนเอง
และครอบครัวได้ไปตลอดชีวิต 

+1 0 +1 2 0.67 

 ชีวิตความเป็นสว่นตวั      

ทา่นเดนิทางมาท างานล าบาก +1 +1 +1 3 1 

การปฏิบตังิานของทา่นไมมี่ผลกระทบตอ่
ครอบครัวของท่าน 

+1 +1 +1 3 1 

การปฏิบตังิานตามเวลาราชการท าให้มีเวลาอยู่
กบัครอบครัวในวนัหยดุได้อย่างเตม็ท่ี 

+1 +1 +1 3 1 

ภาระงานของทา่นท าให้ทา่นต้องเลิกงานค ่าหรือ
ต้องเข้ามาท างานในวนัหยดุเป็นประจ า 

+1 +1 +1 3 1 

ความมัน่คงในงาน      

การปฏิบตังิานในต าแหนง่ของทา่นมีความมัน่คง
ในหน้าท่ีการงาน 

+1 +1 +1 3 1 

ทา่นสามารถท างานในต าแหนง่นีจ้นกระทัง่
เกษียณอาย ุ

+1 +1 +1 3 1 

ทา่นสามารถท างานในรพ.นีจ้นทา่นเกษียณอายุ +1 +1 +1 3 1 

การเซ็นสญัญาจ้างปีตอ่ปีระหวา่งเจ้าหน้าท่ีกบัรพ. 
ท าให้ทา่นรู้สกึไมม่ัน่คงในงาน 

+1 +1 +1 3 1 

ทา่นคิดรพ.นีมี้ความมัน่คงยัง่ยืน +1 0 +1 2 0.67 

สภาพการท างาน      

สดัสว่นของเจ้าหน้าท่ีในรพ.มีความเหมาะสม กบั
ปริมาณงาน 

+1 +1 +1 3 1 
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62.  ในรพ.ควรมีสิ่งอ านวยความสะดวกและ
เคร่ืองมือ เคร่ืองใช้ มากกวา่นี ้

+1 +1 +1 3 1 

สิ่งอ านวยความสะดวก และเคร่ืองมือเคร่ืองใช้ 
ตา่งๆ ในองค์การอยูใ่นสภาพพร้อมใช้งาน 

+1 +1 +1 3 1 

ทา่นรู้สกึยุง่ยากล าบาก กบัการท างานท่ีต้องมีการ
ตดิตอ่กนัระหว่างกลุม่งาน/ฝ่าย 

+1 +1 +1 3 1 

การพดูคยุกนัของเพ่ือนร่วมงาน รบกวนการ
ท างานของท่าน 

+1 0 +1 2 0.67 

การปกครองบงัคบับญัชา      

โครงสร้างรพ.สายการบงัคบับญัชามีความชดัเจน 
เหมาะสม 

+1 +1 +1 3 1 

ผู้บริหาร/หวัหน้างาน ไมส่นใจรับฟังความคดิเห็น
ตา่งๆ ของเจ้าหน้าท่ี 

+1 +1 +1 3 1 

ผู้บริหาร/หวัหน้างาน ปฏิบตัิตอ่เจ้าหน้าท่ีแตล่ะคน
ไมเ่ทา่เทียมกนั 

+1 +1 +1 3 1 

70.   ผู้บริหาร/หวัหน้างาน มีความเห็นอกเห็นใจ 
เข้าใจปัญหาในการปฏิบตังิานของทา่น 

+1 +1 +1 3 1 

71. ผู้บริหาร/หวัหน้างานเอาใจใสต่อ่สวสัดภิาพ
ของทา่นเป็น 

+1 +1 +1 3 1 

72. ผู้บริหาร/หวัหน้างาน ให้ค าปรึกษาและชว่ย
แก้ไขปัญหาของทา่นได้ 

+1 +1 +1 3 1 

73.  ผู้บริหาร/หวัหน้างานมีคณุลกัษณะของผู้น าท่ี
ดีมีความสามารถในการเป็นผู้น า 

+1 +1 +1 3 1 

74. ในการปฏิบตังิานท่ีผา่นาของทา่น ทา่นไมเ่คย
ได้รับก าลงัใจจากผู้บริหาร/หวัหน้างานของทา่น
เลย 

0 +1 +1 2 0.67 
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Part 3 Organizational commitment questionnaire (Thai version) 

ข้อความ 

ระดับความคิดเห็น 

เห็นด้วย
อย่างยิง่ 

เห็น
ด้วย 

ไม่
แน่ใจ 

ไม่เห็น
ด้วย 

ไม่เห็น
ด้วย

อย่างยิง่ 

ความผกูพนัธ์ในองค์กร      

การซมึซบัคา่นิยม      

สิ่งท่ียดึเหน่ียวทา่นในการท างานกบัรพ.คือ
คา่นิยมในการท างานของทา่นสอดคล้องกบั
คา่นิยมของรพ. 

+1 0 +1 2 0.67 

ตัง้แตท่ างานท่ีรพ.แหง่นี ้ทา่นพบวา่คา่นิยม
ท่ีทา่นยึดถือในการท างานเริมใกล้เคียงกบั
ของรพ.ขึน้เร่ือยๆ 

+1 +1 +1 3 1 

ทา่นเตม็ใจน้อมรับธรรมเนียมประเพณีท่ี
ยดึถือปฏิบตัใินรพ. 

+1 +1 +1 3 1 

จดุยืนของรพ.ในด้านการให้บริการทาง
การแพทย์ท่ีดีกบัประชาชนมีความส าคญัตอ่
การตดัสินใจคงอยู่ท างานของทา่น 

+1 +1 +1 3 1 

5. ท่านคิดว่าเปา้ประสงค์ในการท างานของ
ทา่นไมส่อดคล้องกบัของรพ. 

+1 +1 +1 3 1 

6. ท่านคิดว่าธรรมเนียมปฏิบตับิางเร่ืองของ
รพ.เป็นเร่ืองล้าสมยัและนา่เบื่อ 

+1 +1 0 2 0.67 

ความผกูพนัด้านจิตใจ       

7. ท่านมกัจะช่ืนชมรพ.ให้แก่คนรอบข้าง +1 +1 +1 3 1 

8.ทา่นมีความภมูิใจในช่ือเสียงของรพ. +1 0 +1 2 0.67 

9.การได้ท างานท่ีรพ.แหง่นี ้ถือวา่เป็นสิ่งท่ีมี
ความหมายตอ่ตวัทา่น 

+1 +1 +1 3 1 
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10.เพ่ือนร่วมงานเปรียบเสมือนคนใน
ครอบครัวทา่น 

+1 +1 +1 3 1 

11.ทา่นรู้สึกวา่ปัญหาของรพ.เปรียบเสมือน
ปัญหาของทา่นด้วย 

+1 +1 +1 3 1 

12.ทา่นคงไมมี่ความสขุถ้าต้องใช้ชีวิต
ท างานท่ีเหลือกบัรพ.แหง่นี ้

0 +1 +1 2 0.67 

13.ทา่นทุม่เทเตม็ใจท างานมากวา่ความ
คาดหวงัตามปกต ิเพ่ือความส าเร็จของรพ.
โดยรวม 

+1 +1 +1 3 1 
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APPENDIX D 

 

RELIABILITY TEST 

 

Part 2 Job satisfactions questionnaire 

  

Case Processing Summary 

  N % 

Cases Valid 25 83.3 

Excludeda 5 16.7 

Total 30 100.0 

a. Listwise deletion based on all variables in the procedure. 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.887 74 

 

 

Part 3: Organizational commitment questionnaire  

Case Processing Summary 

  N % 

Cases Valid 30 100.0 

Excludeda 0 .0 

Total 30 100.0 

a. Listwise deletion based on all variables in the procedure. 

 

Reliability Statistics 

Cronbach's Alpha N of Items 

.835 13 
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APPENDIX F 

 

 

PERMISSION FOR RESEARCH INSTRUMENTS 

 

Permission for job satisfaction questionnaire 
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Permission for organizational commitment questionnaire 
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Permission for intention to leave questionnaire 
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APPENDIX G 

 

TIME SCHEDULE AND FINANCIAL BUDGET 

 

Time schedule  

 

Procedure 

O
C

T
 1

5
 

N
O

V
  
1
5
 

D
E

C
 1

5
 

J
A

N
 1

6
 

F
E

B
 1

6
 

M
A

R
 1

6
 

A
P

R
 1

6
 

M
A

Y
 1

6
 

J
U

N
 1

6
 

J
U

L
 1

6
 

A
U

G
 1

6
 

S
E

P
 1

6
 

O
C

T
 1

6
 

N
O

V
 1

6
 

Literature review x              

Writing thesis proposal  x x    

 

 

 

 

 

      

Submission for 

proposal exam 

 
 x      

      

Proposal exam    x           

Ethical consideration 

from Chulalongkorn 

University & Rajavithi 

Hospital 

 

  x x x   

      

Pretest questionnaires       x        

Data collection       x x       

Data analysis        x       

Thesis article writing        x x      

Final thesis exam         x      

Submission of article 

for publication 

 

 

 

 

pubpublic 

 
        x x x  

 

Submission of thesis 

and article 

 
        

  
x x x 
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Financial budget 

 
Items Description Quantity Total (Bath) 

A Data collecting process     

A-1 Photocopy Unit 3,090 

A-2 Envelope Unit 1,545 

A-3 
Research assistance 

(Notification to Rajavithi Hospital) 
Unit 10,300 

  Sub-total (A)  14,935 

B Productions   

B-1 
Report (Proposal, progress and 

complete paper) and cover 
Paper 2,000 

  Sub-total (B)  2,000 

  Total  16,363 
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Thailand 
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