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CHAPTER I 

INTRODUCTION 

1.1 Rationale of the study 

The separation of drug prescribing and dispensing policy is not fully applied in 

Thailand.  Majority of Thai people (60-80%) has been to a community pharmacy to 

get self-medications when they get a common illness
1
.  Most of the medication can be 

dispensed by pharmacists without a prescription except some medications.  

Psychotropic substance schedule 2, 3 and 4, narcotic drug schedule 2, and the special 

controlled drug must be prescribed by physicians and dispensed at the hotpital
2
.  

Thus, community pharmacists serve as one of the major healthcare providers who 

patients can get medications and drug information from.  Good pharmacy practice 

(GPP) in community pharmacies is very important and necessary for ensuring the 

quality of patient care. 

To improve the good pharmacy practice (GPP) in community pharmacy, the 

Thai-FDA needs to use legal intervention for community pharmacies by revising “The 

Ministerial Regulation on Application and Issuance of License to Modern Community 

Pharmacy” in order to get all pharmacies to comply with GPP.  The newly revised 

regulation has been implemented since June 26
th

, 2014
3
.  Before the new regulation, 

the majority of pharmacy owners who are not a pharmacist must have a registered 

pharmacist on duty during the opening hours.  The problem exists similar to other 

developing country
4
.  The registered pharmacists are rarely available to dispense the 

medications because they had other full-time jobs.  
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Under the new regulation, community pharmacies must have a full-time 

community pharmacist-in-charge working during the opening hours.  If there are no 

pharmacists during the opening hour, these community pharmacies would not be able 

to renew their community pharmacy license in the next year.  The revised regulation 

makes the need of community pharmacists.  There would be more full-time 

pharmacists to work in the community pharmacies 
5
.  There are a lot of mentions 

about the problem of a shortage of community pharmacist and high turnover rate of 

community pharmacists
6
.  Turnover of the pharmacist in community pharmacies is 

not only affected the cost of a pharmacy
7, 8

 but also affect continuity of patient care 

and most importantly the quality of care.  There is no empirical evidence showing the 

extent of this problem in full-time community pharmacist workforce in Thailand.  It 

has been proved that turnover intention influenced turnover
9, 10

.  Therefore, this study 

was conducted to examine the extent of turnover intention to reflect this problem and 

explain the influencing factors on turnover intention.  Pharmacy managers and 

business owners, including those involved in the policy, can apply the results of the 

current study to retain pharmacists in community pharmacies and finally cope with 

the community pharmacist shortage situation. 

Job Demands-Resources (JD-R) model of work engagement
11

 was used as the 

theoretical framework for this study.  It includes many possible both negative and 

positive working conditions on employee well being. The model can be applied to a 

wide range of occupations
12

.  The model assumes that every occupation has its own 

risk factors associated with job stress.  These factors can be classified into two general 

categories which are job demands and job resources.  Job demands 
11

correspond with 

job stressors such as work pressure, emotional, mental, and physical demands.  Job 
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resources have a positive impact on work engagement when job demands are high. 

Work engagement, in turn, has a positive impact on job performance.  Job resources
11

 

refer to those physical, psychological, social, or organizational aspects of the job such 

as social supports from colleagues and supervisors, skill variety, autonomy, and 

learning opportunities.   

In this study, job resources refer to the resources that may stimulate personal 

growth and development of the community pharmacists and affect work engagement 

as in the model. It includes 3 dimensions which were 1) organizational resources, 2) 

job characteristics, and 3) social supports.  Organisational resources include training 

and development 
13-19

, payment and recognition 
18, 20-24

,  physical working conditions 

14, 18, 24, 25
.  Job characteristics includes autonomy

13, 14, 16, 20, 23, 26-33
, job skill variety

9, 32-

35
, task significance

9, 32, 33, 36
, task identity

9, 32, 33, 37
.  Social supports is characterized by 

supervisory support
38, 39

 and peer support
38-40

.   

Organizational resources, physical aspects of the organization, were 

characterized by training and development, payment and recognition and physical 

working conditions 
14

.  These could stimulate personal growth and development of the 

community pharmacist.  It included training and development 
13-19

, payment and 

recognition 
18, 20-24

, and physical working conditions 
14, 18, 24, 25

.  Training and 

development referred to the opportunities for community pharmacists to acquire 

knowledge and skills from organizations 
14

.  Payment and recognition referred to 

regular pay and fringe benefits, which community pharmacists earned from the 

organization, and praise which provided by the organization’s staff or clients
37

.  

Physical working conditions referred to tangible resources that supported task 

performance of the community pharmacist
24

. 
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Job characteristics included autonomy

13, 14, 16, 20, 23, 26-33
, job skill variety

9, 32-35
, 

task significance
9, 32, 33, 36

, and task identity
9, 32, 33, 37

.  Autonomy referred to the degree 

that community pharmacists were allowed to manage their work at the pharmacy
41

.  

Job skill variety referred to the variety of different skills that the community 

pharmacist was capable of performing their job responsibilities at the community 

pharmacy
41

. Task significance referred to the degree to which the community 

pharmacist’s professional duties had a substantial impact on the lives of clients or the 

goals of an organization
41

. Task identity referred to the degree to which a task or set 

of tasks was able to be completed by one pharmacist without depending on other 

staffs in the pharmacy
41

. 

Social supports, the assistance that the community pharmacist receives from 

an organization’s staff in coping with any situations, especially for work-related 

conditions, were characterized by supervisory support
38, 39

 and peer support
38-40

.  

Supervisory support referred to the assistance that the community pharmacists 

received from any supervisors such as store manager, regional manager, upper 

management personnel in coping with any situations, especially for work-related 

situations
42

.  Peer support referred to the assistance that pharmacists received from co-

workers, subordinates, or other colleagues in the same and other departments, in any 

coping situations, especially for work-related situations
42

. 

Work engagement has a relationship with turnover intention 
37, 43, 44

.  Work 

engagement is defined as a continuous positive mental overall state mental 

satisfaction with work 
45

.  This study called work engagement as pharmacist 

engagement.  Previous studies found that employee engagement was a factor 

associated with turnover intention 
37, 43, 44, 46-48

.  Therefore, pharmacist engagement 
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could be the mediator between the relationship of influencing factors and turnover 

intention of the community pharmacist.  As defined by Schaufeli, Salanova, 

González-Romá, Bakker 
45

, employee engagement was a continuous and persistent 

state of overall positive mental satisfaction with work.  

Based on an intensive reviewed the literature, organizational resources, job 

characteristics, and social supports had a direct effect on both engagement and 

turnover intention; and engagement had a negative relationship with turnover 

intention. The current study aimed to explore the path relationship among these 

constructs in the area of community pharmacists to understand the turnover intention 

of community pharmacists in Thailand. 

 

1.2 Study objectives 

The main objective of this study was to develop the model to explain the 

relationship among organizational resources, job characteristics, social supports, 

pharmacist engagement and turnover intention. The second objective was to 

investigate turnover intention in Thai community pharmacists.  

 

1.3 Significance of the study 

This research was useful to pharmacy managers and business owners to 

understand the situation of turnover intention in Thai community pharmacists and 

factors related to pharmacist engagement and turnover intention.  This information 

could be used to create interventions or strategies to increase engagement at work and 

reduce turnover intention of community pharmacists in organizations which finally 

affected the quality of patient care and cost saving for the organization.   
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CHAPTER II 

LITERATURE REVIEWS 

 The objectives of this study were to develop the proposed hypothesized model 

of the relationship among organizational resources, job characteristics, social 

supports, pharmacist engagement and turnover intention in Thai community 

pharmacists. This chapter provided an overview of the related literature of the 

constructs in the model and related research.  The details presented as follows:

 

2.1 Turnover and turnover intention  

 Turnover intention was used as a proxy for turnover in this research.  

Therefore, this section also reviewed turnover and related research.  Employee 

turnover could be divided into 2 main types, organizational turnover, and professional 

turnover
49-53

.  Organizational turnover means that employees changed or left their 

organizations or employers to other employers
50

.  It also includes moving to a similar 

position or a different position within the same career path
51

.  While, professional 

turnover refer to moving to a new profession, or occupation which does not in the 

same career path
51

 , or quit from their profession
52

. Turnover intention refers to the 

deliberate and conscious intention to quit from organization or profession of the 

employees
54, 55

.  It is a voluntarily quit and not forcing from the organization 
56

. In this 

study, we included both types of turnover because there are many fields in the 

pharmacist career, for example, pharmacists move from their current job to other 

community pharmacies, pharmacist job or non-pharmacist job. 

 Numerous studies have demonstrated that turnover intention is a reliable 
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predictor of employee turnover
9, 10, 57-60

.  Michaels, Spector 
59

 indicated that desire to 

leave a position influenced by actual turnover rates in 112 permanent community 

mental health center employees in the next 6 months after collecting data.  The 2-year 

study of Thatcher, Stepina, Boyle 
9
 in information technology workers showed that 

turnover intention linked to actual turnover.  DeConinck, Johnson 
10

 found a similar 

relationship between turnover intention and actual turnover in 384 salespeople.  Two 

meta-analyses on employee turnover intention revealed a positive correlation with 

actual employee turnover 
58, 60

.  Additionally, the Theory of Planned Behavior
57

 

supports the relationship between turnover intention and actual turnover.  Since the 

limitation of time, therefore, this study used turnover intention as a proxy for a 

turnover. 

 There was no empirical evidence showing the extent of this problem in full-

time community pharmacist workforce in Thailand.  Therefore, this study was 

conducted to examine the extent of turnover intention to reflect this problem and 

explain the influencing factors on turnover intention.

2.2 Theoretical framework of factors related to turnover intention  

 Job Demands-Resources (JD-R) model of work engagement
11

(Figure 1) 

includes many possible both negative and positive working conditions on employee 

well being.  The model can be applied to a wide range of occupations
12

.  The model 

assumes that every occupation has its own risk factors associated with job stress.  

These factors can be classified into two general categories which are job demands and 

job resources.  Job demands 
11

correspond with job stressors such as work pressure, 

emotional, mental, and physical demands.  Job resources
11

 refer to those physical, 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

8 

psychological, social, or organizational aspects of the job such as social supports from 

colleagues and supervisors, skill variety, autonomy, and learning opportunities. Also, 

personal resources which include optimism, self-efficacy, resilience and etc. is a part 

of job resources.  Job resources have a positive impact on work engagement when job 

demands are high.  Work engagement, in turn, has a positive impact on job 

performance.  Organizational outcome can be considered as job performance.  One of 

organizational outcome is employee turnover.  Thus, work engagement has an impact 

on turnover. This study adapted turnover intention to proxy turnover which was the 

outcome of work engagement. 

 

 

Figure 1 : Job Demands-Resources (JD-R) model of work engagement (Source: 

Bakker AB, 2008)  
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2.3 Work engagement  

There are a lot of psychological concepts which may be similar to work 

engagement such as burnout, job satisfaction, and organizational commitment.  

Although work engagement and burnout may be a simultaneous phenomenon, it has 

to be differentiated.  Work engagement is a positive, fulfilling, and work-related 

mental state demonstrated by vigor, dedication, and absorption
45

 while burnout is a 

prolonged response to chronic emotional and interpersonal stressors on the job, and is 

defined by the three dimensions of exhaustion, cynicism, and inefficacy
61

  Therefore, 

work engagement is the opposite approach to job burnout.  The study of “work 

engagement” was conducted in 2002 by Schaufeli, Salanova, González-Romá, Bakker 

45
 to differentiate this concept from “burnout” concept.  The assumption was an 

employee who was not burned-out might get a low or high score on work 

engagement.  In contrast, they hypothesized that an engaged employee might get a 

low or high score on burnout.  The result showed that work engagement concept and 

burnout concept are independent of each other 
45

. 

 Work engagement is different from job satisfaction.  Job satisfaction refers to 

“the pleasurable emotional state resulting from the appraisal of one’s job as achieving 

or facilitating the achievement of one’s job values”
62

.  Job satisfaction is one’s 

perception of what the job offering and what one wants while work engagement 

focuses only on what the job offering. 

 Work engagement also differentiates from organizational commitment.  

Mowday, Steers, Porter 
63

 indicated that organizational commitment is “the relative 

strength shown by an individual’s identification with one’s participation in a 

particular organization.”  That means organizational commitment associate to the 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

10 

relationship of a person to the organization as an entity, while work engagement 

relates to the perception of a person on the job. 

The term “work engagement” is widely used by both business practitioners 

and academic researchers.  Two words associate with the work engagement are 

“personal engagement”
64

 and “employee engagement”
37, 65

.  In 1990, the first research 

in engagement by Kahn was published in the academic journal 
13

.  He established the 

term “personal engagement” to explain employees of  an architectural organization 

and camp counselors 
66

 behavior in relation to their work.  The personal engagement 

refers to the behaviors by which people bring in or leave out their personal selves 

during role performance.  In engagement, people express cognitively, physically, and 

emotionally during their work.  In 1992, Gallup Organization, a business organization 

introduced the term “employee engagement” which mean “individual’s involvement, 

enthusiasm, and satisfaction for work” 
65

.  In 2006, Saks 
37

 also stated that employee 

engagement consisted of behavioral, cognitive, and emotional components related to 

individual role performance.  In addition, engagement concept represents a more 

pervasive and persistent affective-cognitive condition rather than a short and definite 

state which does not focus on any particular event, object, behavior, or individual
45

.  

This research was conducted in community pharmacist; therefore, the term of 

‘pharmacist engagement’ was used instead of work engagement.  The definition of 

pharmacist engagement in this study was a positive, fulfilling, and work-related 

mental state of pharmacist demonstrated by dedication, absorption, and vigor.  Vigor 

was defined as the high energy level and mental resilience of pharmacists during 

working in the community pharmacy, the willingness to put effort into their work, and 

persistence although there may be difficulties in pharmacy work
45

.  Dedication was 
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defined as having a high involvement in their work in a community pharmacy while 

having an experience of a sense of significance, challenge, pride, inspiration, and 

enthusiasm
45

.  Absorption referred to being fully concentrated and happily engrossed 

in work in a community pharmacy, so time quickly passes and one experience 

difficulties about detachment from pharmacy work
45

.

 

2.4 The relationship of work engagement with turnover intention 

 Several studies revealed that work engagement has a relationship with 

turnover intention.  Jones, Harter 
46

 examined the effect of work engagement on 

intention to stay in 1,617 employees.  They found that work engagement influenced 

on remaining to work in the same career and the current organization.  Saks 
37, 

Bhatnagar 
43

 indicated that work engagement related to intention to leave the current 

workplace in a variety of jobs and organizations.  Shuck, Twyford, Reio, Shuck 
48

 

discovered a negative relationship between work engagement and organizational 

turnover in healthcare workers.  Takawira, Coetzee, Schreuder 
44

 revealed that work 

engagement influenced on an organizational turnover in academic institution workers.

 

2.5 Job resources 

 Job resources refer to those physical, social, or organizational aspects of the 

job that may reduce job demands, for example, work pressure, emotional, mental, and 

physical demands and reduce the associated physiological and psychological costs.  It 

also may be functional in achieving work goals and stimulate personal growth, 

learning, and development
11

.  It included 3 dimensions which were 1) organizational 

resources, 2) job characteristics, and 3) social supports.  Organizational resources 
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included training and development 
13-19

, payment and recognition 
18, 20-24

, physical 

working conditions 
14, 18, 24, 25

.  Job characteristics included autonomy
13, 14, 16, 20, 23, 26-33

, 

job skill variety
9, 32-35

, task significance
9, 32, 33, 36

, task identity
9, 32, 33, 37

.  Social 

supports was characterized by supervisory support
38, 39

 and peer support
38-40

. 

2.5.1 Organizational resources  

 Organizational resources refer to any assets including tangible and intangible 

assets that organization used to develop and implement the strategies to improve and 

achieve organizational goals
14, 67-69

.  The example of organizational resources are 

personnel resources, financial resources, and organizational structure, physical assets 

and technologies, human resources and organizational capabilities, and the intangible 

resources of reputation and political acumen
14, 67-69

.   This study focused on financial 

resources, physical asset, intangible resources of reputation and human resources.  

Intangible resources of human resources were training and development, financial 

resources and intangible resources of reputation was payment and recognition and 

physical asset was physical working conditions in this study. 

 Training and development are a part of the intangible organizational resource.  

It is defined that the chances for employees to get knowledge, abilities, and skills to 

satisfy the objectives of an organization 
70

.  Payment and recognition refer to both 

regular pay and fringe benefits that employees earn from work, and praise which they 

are given by organization’s staffs and clients.
71

.  Physical working conditions refer to 

tangible resources, which support the task performance of employees
72

.

2.5.2 Job characteristics 

 Brief 
73

 defined job characteristics as the amount of variety, task identity, task 

significance, autonomy, and feedback, that recognized by a person to exist in a job.  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

13 

McKnight, Phillips, Hardgrave 
32

 referred to “worker perceptions regarding their 

tasks: their content and nature, which included job feedback, skill variety, autonomy 

and etc.”  Job characteristics included job identity, individual job differences, job 

opportunity, job importance, and job independence; which affect employees’ 

willingness to carry out their careers 
74

.  Another researcher separated job 

characteristics into five dimensions which were skill variety, feedback, task identity, 

task significance, and autonomy 
75

.  Job characteristics in this study included 

autonomy, skill variety, task identity and task significance. 

 Autonomy refers to the extent to which a job ensures persons’ attentiveness, 

substantial freedom, and independent discretion in their work scheduling and in 

determining procedures for carrying it out
41

.  Skill variety means  the degree that a job 

requires a variety of activities in doing work, which involves the use of persons’ l 

different skills and talents 
41

.  Task significance is the extent to which a job 

substantially impacts on the work or lives of others, whether in their immediate 

employment or the external environment
41

.  Task identity means the extent to which a 

job needs achievement of an identifiable amount of work which involves completing a 

job from start to finish with a visible outcome
41

. 
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2.5.3 Social supports 

 Social supports is a wider term which refers to the social relationship between 

the giver and the receiver.  It is defined as “the overall level of helpful social 

interaction which can be obtained from both supervisors, and co-workers on the job.” 

42
  Social supports means the level of the positive outcome of social interaction at 

work which an employee receives from supervisors and colleagues, which includes 

peer support and supervisory support 
42

.  Thus, social supports in this study were 

adapted from the idea of Karasek 
42

.  It consisted of peer support and supervisory 

support.

 

2.6 The relationship between job resources and work engagement 

2.6.1 Organizational resources and work engagement 

 Several studies about the effect of training and development on work 

engagement in many occupations such as teachers
13

, electrical engineers
15

, police 

officer
16

, front desk and restaurant waiter
14

 showed that training and development had 

positive relationship with work engagement. 

 Payment and recognition related positively to employee work engagement in 

many studies
20

.  Studies about the relationship between payment and recognition and 

work engagement in educators in South Africa
76

 and members of faculty of medicine 

in Thailand
77

 also showed the same results. 

 A study
14

 in hotel front desk and restaurant waiter staffs showed the 

relationship of work engagement and technology which was one of physical working 

conditions. 
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2.6.2 Job characteristics and work engagement 

 A few studies
20, 28

 showed that autonomy positively related to work 

engagement in many occupations such as elementary 
13

, secondary, and vocational 

teachers 
12

; college teachers 
13

, elementary, lower secondary, upper secondary, and 

vocational school teachers
26

 , telecommunications company executives and middle 

managers
27

 , hotel receptionists and waiters/waitresses in a restaurant 
14

.  

 The studies conducted in various occupations such as dentistry, information 

and communication technologies (ICT) staff, teachers, and blue collar workers 
34, 35

 

found that job skill variety positively related to work engagement.  Christian, Garza, 

Slaughter 
36

 conducted a meta-analysis study found a relationship which was 

statistically significant between work engagement and task significance even though 

the effect was quite weak.  A study about the antecedents and consequences of 

employee engagement 
37

 showed that job characteristics which included task identity 

positively related to employee engagement.  

2.6.3 Social supports and work engagement 

 Social supports included both supervisory and peer support.  Many studies 

showed relationship between social supports and work engagement 
20

.  Studies in the 

primary, secondary and vocational school teachers 
12

, telecommunications company 

executives and middle managers 
27

, employees in an insurance company
76

 showed 

that supervisory support correlated positively with work engagement.  It also found 

that peer or co-worker support correlated with work engagement in the studies in 

telecommunications company executives and middle managers 
27

, and employees in 

an insurance company 
76

. 
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2.7 The relationship between job resources and turnover intention  

2.7.1 Organizational resources and turnover intention 

 Training and development was found to have positively indirect association 

with turnover intention in previous studies in public sector’s employees 
17

 and in 

Social Security Institution’s employees 
18

.  However, a study in police officers 

showed negatively direct association with turnover intention 
19

. 

 A couple studies 
21

 
22

 in social workers showed that an annual salary was 

negatively associated with leaving organization intention.  In addition, pay equity and 

recognition affected nurses’ intention to quit a facility 
23

. 

 The relationship between of physical working conditions and turnover 

intention was found in several studies 
18

 
24

.  Physical working conditions had indirect 

effect on intention to continue working in the same institution of Social Security 

Institution employees 
18

.  Some physical working conditions, task facilitation and 

noise in the workplace, were related to intention to quit the job in nurses who were 

employed in a leukemia unit 
24

. 

2.7.2 Job characteristics and turnover intention 

 A negative relationship between autonomy and turnover  intention was found 

in previous studies 
31

 
23

 
29

 
30

.  State civil employees’ autonomy had a negative 

relationship with intention to quit their job 
31

.  Studies in IT road warriors 
23

 and 

banking officers 
29

 found that autonomy negatively affected turnover intention.  An 

indirect effect of autonomy on intention to move to another hospital and intention to 

change from the current unit to another unit at the same hospital was also found in a 

study in nurses 
30

. 
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 Job skill variety had negative impact on intention to quit of IT workers
77

.  A 

couple studies in IT workers showed that task significance had a negative relationship 

with intention of leaving a job 
31

 
9
.  Task identity also indirectly influenced intention 

to leave of IT workers 
9
. 

2.7.3 Social supports and turnover intention 

 Many studies found that social supports influenced turnover intention
38-40, 78

.  

Brough, Frame 
38

 concluded that colleague support and supervisory support had 

indirect effects on police turnover intention.  Robison, Pillemer 
39

 found that social 

supports were associated with quitting employment of frontline nurses in a nursing 

home.  A study in nurses and nurse aide’s also showed the similar trend that co-

worker supports influenced on changing practice location 
40

. 
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2.8 Conceptual model and hypotheses of the study 

 Based on the literature reviews, it was hypothesized in this study that 

organizational resources, job characteristics, and social supports had a direct effect on 

pharmacist turnover intention and indirect effect on pharmacist turnover intention via 

pharmacist engagement. The conceptual framework is illustrated in Figure 2. 

 

 

Figure 2 : Conceptual framework 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER III 

METHODOLOGY 

 This chapter provided an overview of the methodology of the study.  The 

objectives of this study were to develop the model to explain the relationship among 

organizational resources, job characteristics, social supports, pharmacist engagement 

and turnover intention and to investigate turnover intention in Thai community 

pharmacists. The topics included the study design, population, sample size and 

sampling, development and assessment of measurement scales, data collection, data 

analysis, and ethical approval.  The details were described as follows:

3.1 Study design 

 A cross-sectional study design was conducted to survey Thai community 

pharmacists about their turnover intention and their influencing factors.   Due to 

limitations of time, this research studied turnover intention as a proxy for an actual 

turnover.  If the researcher conducted a prospective study design, it would be 

necessary to wait for turnover behaviors to occur.  In addition, if the researcher 

carried out a retrospective study design, there were limitations of sample size and 

recall bias about the causes that lead to respondent’s resignation.  Each of them would 

have a different timeline after quitting the job, which may affect the ability to 

remember information or recall bias.  For these reasons, the researcher chose to study 

turnover intention instead of an actual turnover.  
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3.2 Population, Sample size and Sampling 

 The population of this study was community pharmacists who self-identified 

as a full-time employee and had age less than 60 years old.  At the time of collecting 

data, there was no sample frame of all community pharmacists who working full time 

at the pharmacies.  The only available list was the name list of community pharmacy 

and names of community pharmacists who registered with Thai FDA as an in-charge 

pharmacist of each community pharmacy. Thai FDA provided us the outside Bangkok 

pharmacy database of the year 2011 and Bangkok pharmacy database of the year 

2016. A total number of community pharmacies were 14,631.   

We had created our sample frame from the available data from FDA.  If names 

of community pharmacy owners and pharmacist-in-charge were the same, we 

excluded them from the sample frame.  The pharmacists-in-charge who worked less 

than 8 hours per day were also excluded from sample frame.  Therefore, there were 

1,959 community pharmacists who were full- time pharmacists and not the owners of 

our sample frame. 

The sample size calculation was estimated based on the number of parameters 

to be estimated multiplied by 5 that suggested by Hair
79

. The number of parameters to 

be estimated in this study was 40 (see the details in topic 3.5).  Therefore, the required 

sample size was 200.  

 To achieve the sample size of 200 community pharmacists, the response rate 

was projected about 10%.  So, the number of distributed questionnaires would be 

2,000. This number was near the number of population in our sample frame. 

Therefore, all 1,959 identified community pharmacists-in-charge were contacted 

without sampling.



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3.3 Development and assessment of measurement scales 

 The conceptualizations and preliminary measurement models were developed 

from the published literature, and then, the experts evaluated for content validity.  

After that, the pilot test was conducted in 23 community pharmacists to assess the 

reliability of the measurements.  The details of the measurement developments were 

described as follows. 

3.3.1 Conceptualization and operationalization  

There were five constructs or latent variables in this study which were pharmacist 

turnover intention, pharmacist engagement, organizational resources, job 

characteristics, and social supports.  The definitions of the all constructs and 

measurable variable or observed variable were described as follows. 

 

Pharmacist turnover intention referred to the intention of community pharmacists to 

quit their current job within one year
80

.  It was measured by 3 items 

 Sometimes, I thought about quitting the job from this pharmacy. 

 I intended to quit the job at this pharmacy within one year. 

 If there was an interesting job offered me, I intended to switch to that job 

immediately. 
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Pharmacist engagement  referred to a positive, fulfilling, and work-related mental 

state of pharmacist demonstrated by dedication, absorption, and vigor
45

. 

Vigor referred to a high level of energy and mental resilience while working at 

the pharmacy; and the willingness to invest efforts; and persistence even in the 

face of difficulties
45

. It was assessed by 3 items 

 At the pharmacy, I felt full of energy while working. 

 In my job at the pharmacy, I felt strong and vigorous. 

 When I got up in the morning, I felt like going to work at the pharmacy. 

Dedication referred to being strongly involved at work and experiencing a sense 

of significance, enthusiasm, inspiration, pride, and challenge while working at 

the community pharmacy
45

. It was evaluated by 3 items 

 I found the work that I did at this pharmacy full of meaning and purpose. 

 I was enthusiastic about my job at this pharmacy. 

 I was proud of the work I did at this pharmacy. 

Absorption referred to a mental state of being fully concentrated on and happily 

engrossed in community pharmacy works, whereby time passed quickly and one 

had difficulties with detaching oneself from a work
45

. It was measured by 3 

items. 

 Time flew when I was working at this pharmacy. 

 I felt happy when I was working at this pharmacy. 

 I was immersed in my work at this pharmacy. 
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Organizational resources referred to any assets including tangible and intangible 

assets that organization used to develop and implement the strategies to improve and 

achieve community pharmacy goals, which were characterized by training and 

development, payment and recognition and physical working conditions
14

.  

Training and development referred to the opportunities for community 

pharmacists to acquire knowledge and skills from community pharmacies
14

.  It 

was assessed by 3 items. 

 Managers or business owner had invited me to attend training 

activities. 

 I had got continuing training class from this pharmacy throughout the 

year. 

 I had got self-development from this pharmacy. 

Payment and recognition referred to regular pay and fringe benefits, which 

community pharmacists earned from the community pharmacy, and praise 

provided by the community pharmacy’s staff or clients
37

. It was evaluated by 

5 items. 

 I had got adequate pay from this pharmacy. 

 I had got fringe benefit from this pharmacy. 

 This pharmacy provided rewards of appreciation. 

 This pharmacy provided me some form of public recognition such as 

an employee of the month. 

 Working in this pharmacy made me recognized by the public. 
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Physical working conditions referred to tangible resources that support task 

performance of the community pharmacist
24

. It was evaluated by 3 items. 

 The work area in this pharmacy sufficiently facilitated my work tasks. 

 The material in this pharmacy was sufficient for me to do my job. 

 There was a private area in this pharmacy for providing patient 

counseling. 

Job characteristics referred to community pharmacist perception on the task, content 

and nature of their job, which were characterized by autonomy, job skill variety, task 

significance, and task identity
32

. 

Autonomy referred to the degree that community pharmacists were allowed to 

manage their work at the community pharmacy
41

. It was assessed by 3 items. 

 How much autonomy was there in your job at this pharmacy? That 

was, to what extent did your job permit you to decide on your own 

how to go about doing the work? 

 I have flexibility in the execution of my job. 

 I had an opportunity to have freedom doing a different thing at this 

pharmacy. 

Job skill variety referred to the variety of different skills that the community 

pharmacist was capable of performing at work, as related to the job 

responsibilities of the community pharmacist
41

. It was evaluated by 3 items. 

 How much variety was there in your job at this pharmacy? That was, 

were to what extent did the job require you to do many different things 

at work, using a variety of your skills and talents? 
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 The job that I did at this pharmacy used a variety of skills. 

 The job that I did at this pharmacy was a repeated and simple job. 

Task significance referred to the degree to which the community pharmacist’s 

duties had a substantial impact on the lives of clients or the goals of their 

community pharmacy
41

. I was measured by 3 items. 

 In general, how significant or important was in your job at this 

pharmacy? That were the results of your work likely to significantly 

affect the lives or well-being of other people? 

 My job at this pharmacy would affect the well-being of clients 

depending on how well of my performance. 

 In general, the job that I did at this pharmacy was not important. 

Task identity referred to the degree to which a task or set of tasks was able to 

be completed by one pharmacist without depending on other staff in the 

community pharmacy
41

. It was assessed by 3 items. 

 To what extent did your job involve doing a “whole” and identifiable 

piece of work at this pharmacy? That was, was the job a complete 

piece of work that had an obvious beginning and ends? Or was it only 

a small part of the overall piece of work, which was finished by other 

people? 

 The job at this pharmacy had prepared. Therefore I had no chance to 

do from the beginning until the end. 

 The job at this pharmacy gave me a chance to do from the beginning 

until the end. 
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Social supports referred to the assistance that the community pharmacist receives 

from an organization’s staff in coping with any situations, especially for work-related 

conditions, which are characterized by supervisory supports and peer supports
42

. 

Supervisory support referred to the assistance that the community pharmacists 

received from any supervisors such as store manager, regional manager, and 

upper management in coping with any situations, especially for work-related 

situations
42

. It was measured by 3 items. 

 If necessary, I could ask my supervisor at work for help/advice. 

 I could rely on my supervisor while working. 

 I got important work-related information and advice from my 

supervisor which made performing my job easier. 

Peer support referred to the assistance that pharmacists received from co-

workers, subordinates, or other colleagues in the same and other departments, 

in any coping situations, especially for work-related situations
42

. It was 

evaluated by 3 items. 

 My co-workers had a well co-operation while working. 

 I could rely on my co-worker while working. 

 I got important work-related information and advice from my co-

worker which made performing my job easier. 
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3.3.2 Assessment of content validity of measurement scales 

 The Index of Item-Objective Congruence (IOC) technique by the experts was 

applied for evaluation of the content validity of the measurement.  The criteria for 

selection of the experts were a doctoral degree in philosophy with more than 10 years 

of teaching experience and keen on the areas of academic instrumental development, 

pharmacy practice, and business administration.  Three experts accepted to evaluate 

the measurements.  The evaluation forms of the measurements were sent to the 

experts with an evaluation instruction and the proposed model.  The evaluation form 

consisted of the definition of the concepts and the measurements.  They were asked to 

rate range from +1=congruence, 0=not sure, and -1 = incongruence.  Also, they were 

asked to provide additional comment.  The IOC formulation was calculated by total 

score/ number of the experts.  IOC score greater than 0.5 were retained and some of 

the questions were considered to amend the sentence.  

 The results of content validity of the measurements were shown in Appendix 

F. There was only one item passed IOC index.  The other 2 items for measuring 

intention were suggested to reword., All 6 items of vigor and all 5 items of dedication 

measurements in pharmacist engagement passed IOC index while 5 out of 6 items of 

absorption passed the IOC criteria., One of 5 items of autonomy measurements in job 

characteristics was suggested to delete because it was a repetition item.  All three 

experts were not sure one item of job skill variety.  All 3 items of task significance, 

and all 3 items of task identity passed the IOC criteria.  

For organizational resources measurements, all 3 items of training and development, 

all 5 items of payment and recognition, and all 3 items of physical working conditions 

passed IOC index 4 out of 5 items of supervisory support, and all 4 items of peer 
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support in social supports measurements passed the IOC criteria. Some questions 

were amended as suggested by the experts before testing in a pilot study. 

3.3.3 Assessment of the reliability of the measurement scales 

 The pilot test was conducted to test the reliability of the measurements and to 

simulate the situation of the data collection like in the main survey. The pilot test was 

proposed to those 23 community pharmacists who worked in Bangkok.  This step 

simulated the situation as similar to the real data collection.  The participants were 

conveniently approached at the community pharmacy to complete the paper 

questionnaire with a package of instructions, and a return envelope.  If any 

participants were not convenient to do the paper-based questionnaire, they could fill 

the electronic form via the web link’s addressed in the instruction.  They had to select 

only one option to avoid the duplication.  After an appointment 2 or 3 days, the 

researcher came back to get the complete questionnaire from the participants.  If some 

of them could not finish the questionnaire at the first time, they were asked for the 

second appointment in the next 2 or 3 days.  Finally, 23 community pharmacists 

completed the questionnaire.  Five participants responded via electronic based 

questionnaire and 18 participants respond via paper-based questionnaire.  Some items 

were eliminated to improve the reliability of the measurement.  Taking account for the 

low response rate because of the high number of questions, some items appearing 

redundant were deleted.  The results were shown in Appendix G.   
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3.4 Data collection 

  The paper-based self- administered questionnaire, a covered letter with study 

objectives and instructions, and a return envelope were sent to 1,959 community 

pharmacists-in-charge via the address of each community pharmacy in early 

November 2016.  If any participants were not convenient for doing the paper-based 

questionnaire, they could fill the electronic form via the web link’s addressed in the 

instruction with informing to select only one option to avoid duplication. The 2 

follow-up postal mailings were sent in late November 2016 and mid-December 2016.  

After the second follow up, the response rate was very low.  Therefore, in early 

January 2017, the web link to the electronic-based questionnaire was distributed to the 

community pharmacists via Line mobile application with informing not to answer if 

they had responded to the questionnaire. The gift vouchers prized of 1,000 Baht were 

randomly awarded to 3 lucky draw respondents.  The respondents were anonymous, 

so those interested in joining the lucky draw activity had to fill their name, contact 

address and telephone number in the questionnaire.   

The questionnaire (Appendix C) was used to collect the data consisted of 3 

sections.  The first section was 4 items of job characteristics which was evaluated on a 

5-point semantic differential scale.  The second section consisted of 5 parts which 

were 12 items for measuring job characteristics measurement, 11 items for measuring 

organizational resources, 6 items for measuring social supports, 9 items for measuring 

pharmacist engagement, and 3 items for measuring pharmacist turnover intention.  

The items in the second part were assessed on a 5-point Likert’s scale ranging from 

‘Strongly agree’ to ‘Strongly disagree.’  The third section was the pharmacist 

demographic information which included gender, age, graduation year, number of 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

30 

experienced workplaces, community pharmacist tenure, current workplace tenure, 

type of pharmacy, number of responsibilities at work, and pharmacy sales target.

 

3.5 Data analysis 

3.5.1 Descriptive data  

 SPSS version 22 was employed for analyzing the descriptive data.  Response 

rate was reported in percentage.  Age, years after the graduation, community 

pharmacist tenure, current workplace tenure, working hours, all observed and latent 

variables were analyzed in mean and standard deviation (S.D.).  Gender, type of 

pharmacy, nationality of pharmacy, sales target, number of past workplaces, and other 

duties of responsibility were analyzed in frequency or percentage. 

3.5.2 Missing data  

 This study employed Structural Equation Modeling technique (SEM).  SEM 

did not allow a missing value in the data.  Therefore, imputation of the missing value 

into the data was necessary.  The pattern of missing data was evaluated by Little’s 

MCAR test in the Statistical Package for Social Sciences (SPSS version 22).  The 

evaluation result showed missing completely at random.  Therefore, expectation-

maximization (EM) approach was employed to imputed missing data
81

 . 

3.5.3 Construct reliability and construct validity of the measurement scales 

Construct reliability was conducted to assess the reliability of measurement 

scales.  There were 13 measurement scales in this study including 1) pharmacist 

turnover intention, 2) vigor, 3) dedication, 4) absorption, 5) training and development, 

6) payment and recognition, 7) physical working condition, 8) autonomy, 9) job skill 
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variety, 10) task significant, 11 )task identity, 12) supervisory support and 13) peer 

support. 

In general, measurement reliability coefficient including Cronbach alpha ≥  

0.90 was considered as an excellent reliability, Cronbach alpha between 0.80 -0.90 

was  a very good reliability, and Cronbach alpha between 0.70 -0.80 was considered 

as a satisfactory value 
82

.  In SEM, the model-based reliability (ρη) or composite 

reliability (CR) was used to measure the internal consistency of the measurements 

instead of Cronbach alpha because this technique estimates of true reliability better 

than Cronbach alpha
83

.  For large models with many latent constructs and observed 

variable, composite reliability (CR) equal 0.50 was considered as a satisfactory value 

of reliability coefficient 
84

.  The formula to calculate model-based reliability was 

shown below
85

.  

 

Pooled-CFA by IBM
®

 SPSS
®
 Amos™ Version22 program was performed to 

analyze standardized factor loading (λi) for calculating model-based reliability. 

Standardized error variance (εi) was calculated by 1-λ
2
.  

The criteria for a valid observed variable for the latent construct were 1) each 

factor loading should be greater than 0.3. Factor loadings greater than 0.7 were 

considered as a good indicator 
79

, 2) the square multiple correlation should be greater 

than 0.1.  It was consider as a good indicator if the square multiple correlation greater 

than 0.5. 
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Construct validity of the measurement this study was not assessed because 

most of the measurement scales had the number of item less than 4 which could not 

analyze by the program. 

3.5.4 Measurement model testing 

Based on the proposed hypothesized model in Figure 3, this study comprised 5 

measurements model (see in dash line rectangle) including organizational resources, 

job characteristics, social supports, pharmacist engagement, and pharmacist turnover 

intention.  Pharmacist turnover intention was measured by 3 observed variables.  

Pharmacist engagement was measured by 3 dimensions of vigor, dedication, and 

absorption.  Organizational resources were assessed by 3 indicators, including training 

and development, payment and recognition, and physical working condition.  Job 

characteristics were measured with 4 dimensions, including autonomy, job skill 

variety, task significance, and task identity.  Social supports was measured by 

supervisory support, and peer support.  

The average scores of vigor, dedication, and absorption dimension were 

treated as the observed variables of pharmacist engagement. The average scores of 

training and development, payment and recognition, and physical working condition 

were treated as a dimension of organizational resources. The average scores of 

autonomy, job skill variety, task significance, and task identity were treated as the 

observed variables of job characteristics.  The average scores of supervisory support, 

and peer support were treated as the observed variables of social supports. While the 

raw data value treated to 3 observed variables was treated to pharmacist turnover 

intention.  Pooled-CFA by IBM
®

 SPSS
®
 Amos™ Version22 program was performed 
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to evaluate the overall construct validity of measurement model 
79

 because some 

latent construct had observed variable less than 4 items
86

.   

3.5.5 Structural model testing 

The structural model explained the relationship among latent variables (see in 

dash line rectangle).  It was hypothesized that organizational resources, job 

characteristics, and social supports had a direct effect on pharmacist turnover 

intention and indirect effect on pharmacist turnover intention via pharmacist 

engagement (see in straight line rectangle). Structural Equation Modeling (SEM) by 

IBM® SPSS® Amos™ Version22 program was use to explore these relationships 

among the latent variable.  

 

 

Figure 3 : Proposed hypothesized model 
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The symbols using in AMOS program for explaining the relationship among 

parameters in this study are described as follows: 

Ellipses (or circles) represented unobserved latent variables. 

 

Rectangles (or squares) represented observed variables. 

Single-headed arrows represented the impact of one variable on 

another. 

  

      Two-headed arrows represented correlations between pairs of 

variables. 

  

The arrow from the ellipses to rectangles was path regression of an 

observed variable onto an unobserved latent variable (or factor 

loading). 

 

The arrow from the ellipses to ellipses was regression path of one 

latent variable onto another latent variable. 

 

The circle with e connected to arrow heading to the square was 

measurement error associated with an observed variable. 

 

The circle with z connected to arrow heading to the ellipse was a 

residual error associated with an unobserved variable. 

 

There were 5 steps to develop the structural model to explain the relationship 

among variables in this study including model specification, model identification, 

model estimation, model evaluation, and model modification. 

e 
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3.5.4.1 Model specification 

Figure 4 illustrated the relationship among parameters that were proposed in 

the hypothesized model.  All parameters were drawn in the path diagram to show the 

relationship among varibles
87-89

.  Relationships among variables were represented by 

parameters or paths.  Parameters to be specified for estimating the value contain 

directional effects, variances, and covariances. 

Directional effect parameters included 10 factor loadings (excluding factor 

loadings that fixed with 1), and 7 regression paths of the latent variables onto another 

latent variable.  Variance parameters comprised 15 measurement errors of all 

observed variables, 3 variances of external latent variables (organizational resources, 

job characteristics, and social supports), and 2 residual errors associated with a latent 

variable (pharmacist engagement and pharmacist turnover intention).  Covariance 

parameters contained 3 covariances of external latent variables (organizational 

resources, job characteristics, and social supports).  Thus, the total number of 

parameters to be estimated was 40. 
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Figure 4 : Model specification 

 3.5.4.2 Model identification 

Before estimating the value of the parameters, the model needed to meet 

model identification criteria.  The number of free parameters to be estimated must be 

equal or less to the number of distinct sample moments or distinct value in the matrix.  

Distinct sample moments were calculated by p (p + 1)/2, where p was the number of 

observed variables.  There were 15 observed variables as mentioned in the model 

specification.  Therefore, a number of distinct sample moments were equal to 

15(15+1)/2 = 120.  A number of parameters to be estimated was 40 from the 

calculation above
87

.  Therefore, the number of parameters to be estimated was less 

than the number of distinct sample moment.  Consequently, the value of the 
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parameters in the proposed hypothesized model can be estimated with SEM 

technique.  

3.5.5.3 Model estimation 

 There were many estimation methods include unweighted or ordinary least 

squares (ULS or OLS), generalized least squares (GLS), and maximum likelihood 

(ML).  This study used ML as the estimation method because it was consistency and 

efficiency technique and a number of samples were not concerning
88

. 

3.5.5.4 Model evaluation 

Fit indices were used to assess how well empirical data fit with structural 

hypothesized model.  The fit of structural mode was assessed in term of absolute fit 

and incremental fit.  Absolute fit was assessed by Chi-square (χ
2
/DF), Goodness of Fit 

Index (GFI) and Root Mean Square Error of Approximation (RMSEA).  Incremental 

fit was assessed by Comparative Fit Index (CFI).  The criteria for evaluating the level 

of fit data to the structural model
90

 
79, 91

 were described in Table 1. 

The absolute value of standardized residual was used to evaluate the validity 

of observed variables in the structural model.  The value less than 2.5
79, 92

 indicated 

that the variable could be remain in the structural model.  Based on literature review, 

construct validity of the structural model is achieved when p-value of the model Chi-

square is greater than 0.05
79

.  However in relatively large model the model Chi-square 

tend to be less than 0.05 therefore normed Chi-square is normally used to assess 

construct validity.  In this study the structural model was said to achieve its construct 

validity when normed Chi-square was below 3. 
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Table 1 : Fit indices criteria 

Fit indices Satisfactory fit Good fit 

χ
2
/DF 3 - 5 1- < 3 

GFI 0.9 - < 0.95  ≥ 0.95 

CFI 0.9 - < 0.95 ≥ 0.95 

RMSEA 0.05 - 0.10 < 0.05 

 

3.5.5.5 Model modification 

 This step aimed to improve the fit indices of the proposed hypothesized 

model.  The model was modified based on the theory incorporated with modification 

indices that suggested from the analysis.  The final model would explain the results 

among all variables. 

 

3.6 Ethical approval 

 This study was approved by The Ethical Review Committee for Research 

Involving Human Research Subjects, Health Science Group, Chulalongkorn 

University. 
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 CHAPTER IV 

RESULTS OF THE STUDY 

 The relationships among organizational resources, job characteristics, social 

supports, pharmacist engagement and turnover intention in Thai community 

pharmacists were investigated using the structural equation modeling technique.  This 

chapter provided the results including response rate, demographic data, descriptive 

data of variables, missing data management, reliability of the measurement scales, 

measurement model testing, the final model and post-hoc analysis.

 

4.1 Response rate 

 The postal mailing questionnaires and covered letters were distributed to 1,959  

community pharmacists via community pharmacy addresses.  Some mails were 

bounced back.  After deduction of the mail bounced, the actual number of distributed 

questionnaires was 1,784.  There were 223 questionnaires replied via postal mail and 

6  questionnaires  replied via electronic mail by Google Forms. Thus, the number of 

the returned questionnaire at the first round was 229.  The invitation via Line 

application to response the Google Form questionnaire was also conducted to increase 

the response rate.  There were 30 returned questionnaires from the invitation via Line 

application.  Therefore, the response rate was 14.52%.  However, the number of 

usable questionnaires for the analysis was 209.   
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4.2 Demographic data 

 The average age of respondents was 32.3 years old. Three-quarter of them 

were female (74.16 %).  The median number of years after graduation was 7 years.  

About 29% had changed their workplace one time and 21.5% % had changed their 

workplace more than 4 times.  The mean of working years in community pharmacist 

profession and in the current workplace was 6.08 and 4.83 years, respectively. Most 

of them worked in multiple branches pharmacy (78.95%) and in Thai nationality 

(81.34%). The respondents worked 48 hours per week.  Beside client services, 89% of 

them had to do other documents that were not related to client services.  The results 

showed that 48.8%, 48.3%, and 39.2% of them had to do inventory management, 

human resources management, and procurement, respectively.  There was 2.9% of 

community pharmacists who had only patient care service responsibility.  Most of the 

community pharmacies (73.68%) set the sales target for community pharmacists. The 

details of demographic data were shown in Table 2. 
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Table 2 : Demographic data  

Variables Frequency (%) 

Gender (n=209) 
 

Male 54 (25.84%) 

Female 155 (74.16%) 

Type of pharmacy(n=209) 
 

Single branch 44 (21.05%) 

Multiple branches 165 (78.95%) 

Nationality of pharmacy (n=209) 
 

Thai 170 (81.34%) 

International 39   (18.66%) 

Sales target (n=209) 
 

Yes 154 (73.68%) 

No 55 (26.32%) 

Number of past workplaces (n=202)  

Never  6     (2.97%) 

1 workplace 61   (30.2%) 

2 workplaces 44 (21.78%) 

3 workplaces 53 (26.24%) 

      >4 workplaces 35 (17.33%) 

Other duties of responsibility (non client service)  

(n=209) 
 

 No any other duty 6 (2.87%) 

 Non patient documentation 186 (89%) 

  Human resources management 101 (48.33%) 

  Inventory management 102 (48.8%) 

  Procurement 82 (39.23%) 

Other 22 (10.53%) 

  Mean ± (S.D.) 

Age (n=200) 32.33 years ± (6.72) 

Years after the graduation (n=203) 8.93 years ± (6.96) 

Community pharmacist tenure (n=199) 6.08 years ± (4.5) 

Current workplace tenure (n=198) 4.83 years ± (5.37) 

Working hours (n=180) 47.46 hours ± (25.77) 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

42 

4.3 Descriptive data of variables 

4.3.1 Pharmacist turnover intention 

Pharmacist turnover intention was measured by 3 items with a 5 point Likert’s 

scale ranging from ‘Strongly agree’ to ‘Strongly disagree.’  Means ± S.D. of 

pharmacist turnover intention was 2.81 ± 1.01 (Table 3).  About 30% community 

pharmacists thought about quitting the job and intended to switch from the current job 

immediately if they were offered an interesting job, about 20% of them intended to 

quit from the current workplace (Table 4). 

 

Table 3 : Means, standard deviations of pharmacist turnover intention measurement 

scales 

 

Measurement/items Means S.D. n 

Pharmacist turnover intention 2.82 1.01 208 

Sometimes, I think about quitting the job from this 

pharmacy. 
2.97 1.10 208 

I intend to quit the job at this pharmacy within one year. 2.54 1.20 208 

If there is an interesting job offered me, I intend to switch 

to that job immediately. 
2.95 1.15 208 
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Table 4 : Percentage of pharmacist turnover intention in each level 

Pharmacist turnover 

intention 

No intention Neutral Intention 

SD D N A SA 

Sometimes, I think about 

quitting the job from this 

pharmacy.(n=208) 

 

10.6% 20.2% 40.9% 18.2% 10.1% 

I intend to quit the job at this 

pharmacy within one 

year.(n=208) 

 

20.2% 35.6% 23.6% 11.5% 9.1% 

If there is an interesting job 

offer me, I intend to switch 

from that job 

immediately.(n=208) 

10.6% 24.5% 35.6% 17.3% 12.0% 

 

SD= Strongly disagree, D = Disagree, N = Neutral, A= Agree, SA = Strongly agree 
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If community pharmacists intended to change the job, 50.52% of them were 

interested in being a pharmacy owner, 11.46 % and 7.29% of them would do non-

pharmacy jobs and going to work with other community pharmacies.  Almost half 

(42.19%) of the respondents were interested in non-community pharmacist job 

(Figure 5). 

 

 

Figure 5 : Pharmacist most interesting job if they had the intention to quit their current 

job (n=192) 

 

  

50.52 

11.46 

7.29 7.29 6.77 5.73 
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4.3.2 Pharmacist engagement 

Pharmacist engagement comprised 3 dimensions, including vigor, dedication, 

and absorption.  The means ± S.D. of each dimension were 3.81 ± 0.67, 4.01 ± 0.68 

and 3.80 ± 0.68, respectively.  These average scores of all dimensions were treated as 

indicative variables for pharmacist engagement (Table5). 

 

Table 5 : Means, standard deviations and of pharmacist engagement measurement 

scales 

Measurements/Items Means S.D. n 

Vigor 3.81 0.67 208 

At the pharmacy, I feel full of energy while working. 3.90 0.77 208 

In my job at the pharmacy, I feel strong and vigorous. 3.70 0.86 208 

When I get up in the morning, I feel like going to work at 

the pharmacy. 
4.10 0.69 208 

Dedication 4.01 0.68 208 

I find the work that I do at this pharmacy full of meaning 

and purpose. 
3.89 0.74 208 

I am enthusiastic about my job at this pharmacy. 4.04 0.81 208 

I am proud of the work I do at this pharmacy. 3.74 0.87 208 

Absorption 3.80 0.68 207 

Time flies when I am working at this pharmacy. 3.87 0.73 208 

I feel happy when I am working at this pharmacy. 3.78 0.71 208 

I am immersed in my work at this pharmacy. 2.97 1.10 207 
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4.3.3 Organizational resources 

Organizational resources contained 3 dimensions, including training and 

development, payment and recognition, physical working conditions. The mean ± 

S.D. of each dimension were 4.2 ± 0.76, 3.44 ± 0.73 and 3.76 ± 0.79 respectively. 

These average scores of all dimensions were treated as indicative variables for 

organizational resources (Table 6). 

 

Table 6 : Means, standard deviations of organizational resources dimensions 

 

Measurements/Items Means S.D. n 

Training and development  4.24 0.76 208 

Managers or business owner have invited me to attend 

training activities. 
4.23 0.99 208 

I’ve got continuing training class from this pharmacy 

throughout the year. 
4.28 0.77 209 

I’ve got self-development from this pharmacy. 3.82 0.86 209 

Payment and recognition  3.44 0.73 206 

I’ve got adequate pay from this pharmacy. 3.69 0.93 209 

I’ve got fringe benefit from this pharmacy. 3.06 1.10 209 

This pharmacy provides rewards of appreciation. 2.76 1.07 206 

This pharmacy provides me some form of public 

recognition such as an employee of the month. 
3.86 0.88 209 

Working in this pharmacy makes me recognized by the 

public. 
3.91 0.89 209 

Physical working condition  3.76 0.79 209 

The work area in this pharmacy sufficiently facilitates 3.90 0.80 209 
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my work tasks. 

The material in this pharmacy is sufficient for me to do 

my job. 
3.47 1.11 209 

There is a private area in this pharmacy for providing 

patient counseling. 
4.18 0.82 209 

 

4.3.4 Job characteristics 

Job characteristics consisted of 4 dimensions including autonomy, job skill 

variety, task significance and task identity.  The means ± (S.D.) score of each 

measurement were 3.89±0.66, 4.05±0.62, 4.28±0.51 and 3.75±0.67, respectively).  

These average scores of all dimensions were treated as indicative variables for job 

characteristics (Table 7). 

 

Table 7 : Means, standard deviations of job characteristics dimensions  

 

 

Measurements/Items Means S.D. n 

Autonomy  3.89 0.66 208 

How much autonomy is there in your job at this 

pharmacy? That is, to what extent does your job permit 

you to decide on your own how to go about doing the 

work? 

3.84 0.84 208 

I have flexibility in the execution of my job. 4.22 0.66 209 

I have an opportunity to have freedom doing a different 

thing at this pharmacy. 
3.88 0.90 208 

Job skill variety  4.05 0.62 206 

How much variety is there in your job at this pharmacy? 

That is, to what extent does the job require you to do 
3.74 1.04 208 
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Measurements/Items Means S.D. n 

many different things at work, using a variety of your 

skills and talents? 

The job that I do at this pharmacy uses a variety of skills. 3.95 0.77 209 

The job that I do at this pharmacy is a repeated and 

simple job. 

3.88 0.86 206 

Task significance  4.28 0.51 208 

In general, how significant or important in your job at this 

pharmacy?  That is, are the results of your work likely to 

significantly affect the lives or well-being of other 

people? 

4.21 0.74 208 

My job at this pharmacy will affect the well-being of 

clients depend on how well of my performance. 
3.35 0.99 208 

In general, the job that I do at this pharmacy is not 

important. 
4.2 0.85 209 

Task identity 3.75 0.67 207 

To what extent does your job involve doing a “whole” 

and identifiable piece of work at this pharmacy? That is, 

is the job a complete piece of work that has an obvious 

beginning and ends? or is it only a small part of the 

overall piece of work, which is finished by other people?   

4.00 0.84 208 

The job at this pharmacy have prepared. Therefore I have 

no chance to do from the beginning until the end. 
4.05 0.83 208 

The job at this pharmacy gives me a chance to do from 

the beginning until the end. 
4.41 0.57 207 

 

4.3.5 Social supports 

Supervisory support and peer support were the dimensions of social supports.  

The means score of each dimension were 4.06±0.79 and 3.92±0.79 and respectively.  
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These average scores of all dimensions were treated as indicative variables for social 

supports (Table 8). 

 

Table 8 : Means, standard deviations of social supports dimensions 

Measurements/Items Means S.D. n 

Supervisory support  4.06 0.79 208 

If necessary, I can ask my supervisor at work for 

help/advice. 
4.05 0.89 208 

I can rely on my supervisor while working. 3.95 0.88 208 

I get important work-related information and advice from 

my supervisor which makes performing my job easier. 
4.01 0.86 208 

Peer support 3.92 0.79 208 

My co-workers have a well co-operation while working. 3.97 0.86 
 

208 

I can rely on my co-worker while working. 3.78 0.86 208 

I get important work-related information and advice from 

my co-worker which makes performing my job easier. 
3.84 0.82 208 

 

4.4 Missing data management 

Little’s MCAR test was used to test the pattern of missing data of 209 

questionnaires.  The results showed non-significance (p-value = 0.90).  The type of 

missing data was missing completely at random.  To estimate the missing value, this 

study employed the expectation maximization (EM) technique. 
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4.5 Reliability of the measurement scales 

To be considered a valid observed variable for the latent construct.  The 

criteria were 1) each factor loading should be greater than 0.3. Factor loading s around 

0.7 were consider as a good indicator 
79

, 2) the square multiple correlation (λ
2
) should 

be greater than 0.1 and 0.5 were consider as a good indicator. 

Table 9 showed factor loading and model-based reliability of pharmacist 

turnover intention.  All factor loadings were above 0.7 and square multiple correlation 

were above 0.5.  The results showed that each item was a good measurement of 

pharmacist turnover intention.  Model-based reliability was 0.86 which indicated that 

this was very good internal consistency measurement. 

 

Table 9 : Factor loading (λ), square multiple correlation (λ
2
) and model-based 

reliability (ρη) of pharmacist turnover intention measurement 

 

Measurement scale/Items λ λ
2 ρη 

Pharmacist turnover intention    0.86 

Sometimes, I think about quitting the job from this 

pharmacy. 
0.88 0.77  

I intend to quit the job at this pharmacy within one year. 0.76 0.58  

If there is an interesting job offered me, I intend to switch 

to that job immediately. 
0.82 0.67  

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

51 

There were 3 dimensions of pharmacist engagement, including vigor, 

dedication, and absorption.  All factor loadings of these dimensions were above 0.7 

and square multiple correlation were greater than 0.5.  These indicated that each item 

was a good measurement of all three dimensions.  Model-based reliability of all 

dimensions were greater than 0.8.  This showed very good internal consistency 

measurement for all dimensions (Table 10). 

 

Table 10 : Factor loading (λ), square multiple correlation (λ
2
), and model-based 

reliability (ρη) of pharmacist engagement 

Measurements/Items λ λ
2
 ρη 

Vigor     0.88 

At the pharmacy, I feel full of energy while working. 0.85 0.72  

In my job at the pharmacy, I feel strong and vigorous. 0.79 0.62  

When I get up in the morning, I feel like going to work at 

the pharmacy. 
0.88 0.77  

Dedication     0.86 

I find the work that I do at this pharmacy full of meaning 

and purpose. 
0.75 0.56  

I am enthusiastic about my job at this pharmacy. 0.87 0.76  

I am proud of the work I do at this pharmacy. 0.84 0.71  

Absorption     0.85 

Time flies when I am working at this pharmacy. 0.74 0.55  

I feel happy when I am working at this pharmacy. 0.90 0.81  

I am immersed in my work at this pharmacy. 0.80 0.64  
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Organizational resources were classified into 3 dimensions including training 

and development, payment and recognition, and social supports. All factor loadings in 

training and development and social supports dimensions had factor loadings greater 

than 0.7 and square multiple correlation
 
were more than 0.5. Therefore, these 2 

dimensions had a good measurement item.  There were 3 factor loadings of items for 

measuring payment and recognition were greater than 0.7. The other 2 factor loadings 

were 0.66 and 0.52.  However, they were accepted as the value above 0.3
79

.  The trend 

of square multiple correlation of these items were also following the trend of factor 

loadings. The model-based reliability values of three dimensions were more than 0.8. 

These indicated very good internal consistency of these measurements (Table 11). 

 

Table 11 : Factor loading (λ), square multiple correlation (λ
2
), and model-based 

reliability (ρη) of organizational resources  

Measurements/Items λ λ
2
 ρη 

Training and development    0.85 

Managers or business owner have invited me to attend 

training activities. 
0.84 0.71 

 

I’ve got continuing training class from this pharmacy 

throughout the year. 
0.86 0.74 

 

I’ve got self-development from this pharmacy. 0.73 0.53 
 

Payment and recognition   0.81 

I’ve got adequate pay from this pharmacy. 0.70 0.49 
 

I’ve got fringe benefit from this pharmacy. 0.79 0.62 
 

This pharmacy provides rewards of appreciation. 0.72 0.52 
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This pharmacy provides me some form of public 

recognition such as an employee of the month. 
0.66 0.44 

 

Working in this pharmacy makes me recognized by the 

public. 
0.52 0.27 

 

Physical working condition    0.80 

The work area in this pharmacy sufficiently facilitates my 

work tasks. 
0.81 0.66 

 

The material in this pharmacy is sufficient for me to do 

my job. 
0.77 0.59 

 

There is a private area in this pharmacy for providing 

patient counseling. 
0.69 0.48 

 

  

There were 4 dimensions including autonomy, job skill variety, task 

significant, and task identity in job characteristics.  There was a wide range of factor 

loadings in these 4 dimensions. However, all factors loading were greater than 0.32.  

As mentioned above, they were accepted as at least minimal acceptable of factor 

loadings value.  The trend of square multiple correlation of these items were also 

following the trend of factor loadings.  All dimensions had the value of model-based 

reliability around 0.7 which showed an adequate reliable of the measurements (Table 

12). 

 

Table 12 : Factor loading (λ), square multiple correlation (λ
2
), and model-based 

reliability (ρη) of job characteristics scales 

Measurements/Items λ λ
2
 ρη 

Autonomy   0.74 

How much autonomy is there in your job at this 0.68 0.46 
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pharmacy? That is, to what extent does your job permit 

you to decide on your own how to go about doing the 

work? 

I have flexibility in the execution of my job. 0.58 0.34 
 

I have an opportunity to have freedom doing a different 

thing at this pharmacy. 
0.81 0.66 

 

Job skill variety   0.67 

How much variety is there in your job at this pharmacy? 

That is, to what extent does the job require you to do 

many different things at work, using a variety of your 

skills and talents? 

0.57 0.32 
 

The job that I do at this pharmacy uses a variety of skills. 0.95 0.90 
 

The job that I do at this pharmacy is a repeated and 

simple job. 
0.32 0.10 

 

Task significance   0.66 

In general, how significant or important in your job at this 

pharmacy? That is, are the results of your work likely to 

significantly affect the lives or well-being of other 

people? 

0.57 0.32 
 

My job at this pharmacy will affect the well-being of 

clients depend on how well of my performance. 
0.53 0.28 

 

In general, the job that I do at this pharmacy is not 

important. 
0.76 0.58 

 

Task identity   0.61 

To what extent does your job involve doing a “whole” 

and identifiable piece of work at this pharmacy? That is, 

is the job a complete piece of work that has an obvious 

beginning and ends? Or is it only a small part of the 

overall piece of work, which is finished by other people? 

0.49 0.24 
 

The job at this pharmacy have prepared. Therefore I have 0.39 0.15 
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no chance to do from the beginning until the end. 

The job at this pharmacy gives me a chance to do from 

the beginning until the end. 
0.85 0.72 

 

 

 

 Social supports in this study was classified into 2 dimensions including 

supervisory support and peer support.  All factor loadings in these 2 dimensions were 

above 0.7 and square multiple correlation were higher than 0.5, which showed that 

each item was a good measurement of social supports. Model-based reliability of all 

dimensions was greater than 0.6 which showed a good internal consistency of the 

items in these dimensions (Table 13). 

Table 13 : Factor loading (λ), square multiple correlation (λ
2
) and model-based 

reliability (ρη) of social supports  

Measurements/Items λ λ
2
 ρη 

Supervisory support   0.90 

If necessary, I can ask my supervisor at work for 

help/advice. 
0.80 0.64 

 

I can rely on my supervisor while working. 0.95 0.90 
 

I get important work-related information and advice from 

my supervisor which makes performing my job easier. 
0.85 0.72 

 

Peer support    0.91 

My co-workers have a well co-operation while working. 0.89 0.79 
 

I can rely on my co-worker while working. 0.94 0.88 
 

I get important work-related information and advice from 

my co-worker which makes performing my job easier. 
0.81 0.66 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

56 

4.6 Measurement model testing 

Pooled CFA using AMOS program was applied to evaluate the construct 

validity of these 5 measurement models
79

 because some latent construct had observed 

variable less than 4 items.  The results (Figure 6) showed satisfactory fit of the 

established measurement model (χ
2
 = 175, DF = 80, χ

2
/DF =2.19, GFI= 0.895, CFI = 

0.94, and RMSEA = 0.076).  Therefore, without model modification, these 

measurement models could be used for further analysis.  

 

Figure 6 : CFA of established measurement models  
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4.7 Proposed hypothesized model testing and model modification 

 

As shown in Figure 7, the proposed hypothesized model fit at satisfactory 

level (χ
2
/DF =2.19, GFI= 0.895, CFI = 0.94, and RMSEA = 0.076).  To identify 

factors statistically significantly affected pharmacist engagement and turnover 

intention, the model was further re-specified.  The steps of model modification were 

explained in table 14. 

 

Figure 7 : Result of proposed hypothesized model testing 
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Table 14 : Steps of model modification 

 

 χ2 χ2/DF GFI CFI RMSE

A 

Cut off point of the fit indices  1-5 > 0.9 > 0.9 < 0.08 

Proposed hypothesized model 175.46 2.193 0.895 0.940 0.076 

Step 1: 

Remove path regression of social 

supports  pharmacist turnover 

intention 

175.47 2.116 0.895 0.941 0.075 

Because this path regression was not statistically significant and had highest p-

value (p-value=0.967) in the model (Appendix H). 

Step 2: 

Remove path regression of  job 

characteristics  pharmacist turnover 

intention  

175.51 2.140 0.895 0.941 0.074 

Because this path regression was not statistically significant and had highest p-

value (p-value=0.837) in the model (Appendix H). 

Step 3: 

Remove path regression of 

organizational resources  

pharmacist engagement 

176.65 2.128 0.894 0.941 0.074 

 

The p-value of path regression of organizational resources  pharmacist 

engagement (0.204) was lower than path regression of social supports pharmacist 

engagement(0.405), however if path regression of social supports  pharmacist 

engagement was removed, it made the relationship between pharmacist 

engagement and turnover intention to be a non-statistically significant path 

(Appendix H). 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

59 

Table 15 : Factor loadings, square multiple correlations, and standardized residual 

covariances of proposed hypothesized model 
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4.8 The final model 

After modified the proposed hypothesized model until remained only the 

statistically significant path regressions, the results revealed that final model fit to the 

data as a satisfactory level (χ
2
 = 176, DF = 83, χ

2
/DF =2.12, GFI= 0.894, CFI = 0.941, 

and RMSEA = 0.074).  None of the absolute standardized residual covariance (Table 

16) indicated lower than 3. Construct validity was achieved as the normed Chi –

square less than 3. 

Path analysis demonstrated that organizational resources had a significant 

negative direct effect on pharmacist turnover intention (β = -0.45), but job 

characteristics and social supports had no direct effect on pharmacist turnover 

intention.  Organizational resources had no significant relationship with pharmacist 

engagement.  Therefore, organizational resources had no indirect effect on pharmacist 

turnover intention via pharmacist engagement.  Job characteristics and social supports 

had a significant positive relationship with pharmacist engagement (β = 0.44 and 0.55 

respectively).  Pharmacist engagement had significant negative relationship with 

pharmacist turnover intention (β = - 0.24).  Thus, job characteristics and social 

supports had a significant negative indirect effect on turnover intention via pharmacist 

engagement (β =-0.11 and -0.13, respectively).  Job characteristics and social supports 

can explain 72% (R
2
=0.72) in the variances of pharmacist engagement.  

Organizational resources, job characteristics, social supports, and pharmacist 

engagement can explain 43% (R
2
=0.43) in the variances of pharmacist turnover 

intention (Figure 8). 
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Figure 8 : Final model 
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Table 16 : Factor loadings, square multiple correlations, and standardized residual 

covariances of the final model 
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4.9 Post-hoc analysis 

Post-hoc analysis was conducted to explain whether the model would be vary 

in different demographic groups such as different gender, different age group, and 

different types of community pharmacy.  Basically, invariance testing of the final 

model was used to test the difference between the sub-groups.  The number of sample 

in each sub-group had to reach the minimum required sample size which calculated 

by parameters to be estimated in the final model multiplied by 5 which should be 

equal 185 (37x5 = 185).  However, there were 54 males and 165 females.  One 

hundred fifty-seven persons had age equal and less than 35 years old and 43 persons 

had age above 35 years old.  There were 165 pharmacists working in multiple branch 

pharmacies and 44 pharmacists working in single branch pharmacies.  The number of 

sample size in the groups was not enough to conduct an invariance testing.  However, 

the number of sample in the female group, in the group of age equal and less than 35 

years old, or in the group of a pharmacist working in multiple branch pharmacies 

were nearly to the required sample sized number.  Therefore, we sub-group analyzed 

the model of these groups and compared the results to the final model (total sample 

model). 
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4.9.1 Model for female community pharmacists  

The finding of the female model (Figure 9) showed that the model fit to the 

data at a satisfactory level (χ
2
 = 153, DF= 83, χ

2
/DF=1.85, GFI= 0.88, CFI = 0.94, and 

RMSEA = 0.074).  Path analysis demonstrated that organizational resources had a 

significant negative direct effect on pharmacist turnover intention (β = -0.50), but job 

characteristics and social supports had no direct effect on pharmacist turnover 

intention.  Organizational resources had no significant relationship with pharmacist 

engagement.  Therefore, organizational resources had no indirect effect on pharmacist 

turnover intention via pharmacist engagement.  Job characteristics and social supports 

had a significant positive relationship with pharmacist engagement (β = 0.44 and 0.62 

respectively).  Pharmacist engagement had no relationship with pharmacist turnover 

intention (β = - 0.19, p-value = 0.16).  Thus, job characteristics and social supports 

had no indirect effect on turnover intention via pharmacist engagement.  Job 

characteristics and social supports can explain 75% (R
2
=0.75) in the variances of 

pharmacist engagement.  Organizational resources, job characteristics, social 

supports, and pharmacist engagement can explain 43% (R
2
=0.43) in the variances of 

pharmacist turnover intention 

Overall, the model in female group was similar to the total sample model 

except the regression of pharmacist engagement on pharmacist turnover intention was 

not significant (p-value = 0.16) at  0.05.  Since the sample size in the female group 

(n=165) was less than the minimum requirement (n=185). There was a possibility that 

this regression path would be statistically significant, if we increased the sample size.   
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Figure 9 : Model for female community pharmacists 
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4.9.2 The model for the group of age equal and less than 35 years old  

The results (Figure 10) revealed that the model fit to the data at a satisfactory 

level (χ
2
 = 163, DF = 83, χ

2
/DF =1.97, GFI= 0.88, CFI = 0.93, and RMSEA = 0.078).  

Path analysis demonstrated that organizational resources had a significant negative 

direct effect on pharmacist turnover intention (β = -0.39), but job characteristics and 

social supports had no direct effect on pharmacist turnover intention.  Organizational 

resources had no significant relationship with pharmacist engagement.  Therefore, 

organizational resources had no indirect effect on pharmacist turnover intention via 

pharmacist engagement.  Job characteristics and social supports had a significant 

positive relationship with pharmacist engagement (β = 0.32 and 0.62 respectively).  

Pharmacist engagement had no relationship with pharmacist turnover intention (β = - 

0.25, p-value = 0.06).  Thus, job characteristics and social supports had no indirect 

effect on turnover intention via pharmacist engagement.  Job characteristics and social 

supports can explain 65% (R
2
=0.65) in the variances of pharmacist engagement.  

Organizational resources, job characteristics, social supports, and pharmacist 

engagement can explain 36% (R
2
=0.36) in the variances of pharmacist turnover 

intention 

The model in the community pharmacist who had age equal or less than 35 

years group was similar to the model in the total sample. The p-value of the 

relationship between pharmacist engagement and pharmacist turnover intention was 

0.06 which was nearly significant.  It could be claimed that the model of the total 

sample can be applied to use in the community pharmacist who had age equal or less 

than 35 years group.   
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Figure 10 : Model for community pharmacist who had age equal or less than 35 years 

old model 
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4.9.3 The model for community pharmacists who worked in multiple branch  

The results (Figure 11) showed that the model fit to the data at a satisfactory 

fit (χ
2
 = 165, DF = 83, χ

2
/DF = 1.99, GFI= 0.88, CFI = 0.93, and RMSEA = 0.078).  

Path analysis demonstrated that organizational resources had a significant negative 

direct effect on pharmacist turnover intention (β = -0.42), but job characteristics and 

social supports had no direct effect on pharmacist turnover intention.  Organizational 

resources had no significant relationship with pharmacist engagement.  Therefore, 

organizational resources had no indirect effect on pharmacist turnover intention via 

pharmacist engagement.  Job characteristics and social supports had a significant 

positive relationship with pharmacist engagement (β = 0.48 and 0.51 respectively).  

Pharmacist engagement had no relationship with pharmacist turnover intention  

(β = - 0.24, p-value = 0.08).  Thus, job characteristics and social supports had no 

indirect effect on turnover intention via pharmacist engagement.  Job characteristics 

and social supports can explain 69% (R
2
=0.69) in the variances of pharmacist 

engagement.  Organizational resources, job characteristics, social supports, and 

pharmacist engagement can explain 39% (R
2
=0.39) in the variances of pharmacist 

turnover intention 

The model in the community pharmacists who worked in multiple branch 

pharmacies was similar to the model in the total sample. The p-value of the 

relationship between pharmacist engagement and pharmacist turnover intention was = 

0.08 which was close to  0.05.  Therefore, the final model of the total sample can be 

applied to use in the community pharmacists who worked in multiple branch 

pharmacies.    
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Figure 11 : Model for community pharmacists who worked at multiple branch 

pharmacies   
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CHAPTER V  

DISCUSSIONS AND CONCLUSIONS 

 The aims of this study were to develop the model explained the relationship 

among organizational resources, job characteristics, social supports on pharmacist 

engagement and pharmacist turnover intention. The results found that organizational 

resources had negative directly on pharmacist turnover intention, while job resources 

and social supports had negative indirect on pharmacist turnover intention via 

pharmacist engagement.  Training and development, payment and recognition, and 

physical working condition were the most important factor to retain pharmacists with 

the community pharmacy because these organizational resources had a significant 

negative effect on pharmacy turnover intention.  Job characteristics and social 

supports had no direct effect on pharmacist turnover intention but they had a negative 

indirect effect on pharmacist turnover intention via pharmacist engagement.  Thus, 

pharmacist perception that they had autonomy, variety of skills and talents were 

needed, overall piece of work from the beginning until the end was finished by them, 

their job’s performance at work was important to lives or well-being of clients, and 

increase of their supervisory and peer support would decrease community pharmacist 

turnover intention.  

Our study showed the percentage of turnover intention in Thai community 

pharmacists (20-30%) was higher than the study in US community pharmacist 

(16%)
93

 and in UK pharmacist (9%)
25

.  This might because the average age of 

pharmacists in this study was 32.3 years old whereas the average age of pharmacists 

in the study in the UK was 40 years old 
25

.  The average working year as a pharmacist 
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in the current study was 8.9 years whereas the average working year as a pharmacist 

in the study in the US was 19.8 years 
93

.  Younger people had more possibility to 

change their works than older people.   

The current study found that pharmacist engagement with work had a 

significant negative relationship with pharmacist turnover intention similar to 

numerous previous researches
37, 43, 44, 46, 47, 94

 about employee turnover intention from 

the current job in community pharmacist.  Community pharmacy owners and 

managers should pay attention to whether pharmacists feel full of energy, strong and 

vigorous, and want to come to work in the morning.  Moreover, they need to make 

pharmacists feel happy, meaningful, proud, and enthusiastic, immersed in and feel 

time fly fast while working at their community pharmacy.  

Organizational resources did not have a direct effect on pharmacist 

engagement.  But, it had a negative direct effect on pharmacist turnover intention. 

This result is consistent with previous studies 
17-19, 21-24

. Thus, an increase of training 

and development, payment and recognition, and physical working condition can 

directly reduce turnover intention in community pharmacist without mediation effect 

of pharmacist engagement.  Providing adequate pay, fringe benefit, rewards of 

appreciation, public recognition, and continuing training activities throughout the year 

would decrease pharmacist turnover intention.  Not only payment and recognition, but 

also sufficient working area and material to facilitate work in the pharmacy could also 

help decrease turnover intention.  

Job characteristics including autonomy, job skill variety, task significance, and 

task identity had a direct positive effect on pharmacist engagement which was similar 

to many previous studies
12-14, 20, 26-28

. Therefore, permission to decide to do the work 
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on their own, having freedom doing a different thing and making a decision about 

job’s execution at their pharmacy would make pharmacist engage to their job in the 

pharmacy. Our study found that the more variety of skills and talents needed in their 

work, the more pharmacists would engage in work at their community pharmacy.  

Pharmacy engagement also increased if pharmacist perceived that he/she was the one 

who finished an overall piece of work from the beginning until the end.  Making 

pharmacists felt that their jobs and performance at work was important to lives or 

well-being of clients and other people would increase pharmacist engagement.   

Social supports had a positive direct effect on pharmacist engagement. This 

finding was similar to previous studies
38-40

 in another setting.  Thus, supervisor and 

peer were the important persons who made pharmacists engage in their work if they 

could rely on their co-workers and supervisors.  Helping and advising from a 

supervisor, co-operating by a co-worker, and providing work-related information 

which makes pharmacists perform the job easier by them would make pharmacists 

more engage with their work.  

Even though, both job characteristics and social supports had no direct 

relationship with pharmacist turnover intention.  But, both had a positive relationship 

with pharmacist engagement and pharmacist engagement had a significant negative 

relationship with pharmacist turnover intention.  Thus, both had an indirect negative 

effect on turnover intention via pharmacist engagement.  Therefore, it can be implied 

that increase of job characteristics and social supports can decrease pharmacist 

turnover intention.  

 There were some limitations of the current study.  The usable questionnaires 

were adequate only to test the model but not enough to validate the model.  The 
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address of community pharmacy in the database was still outdated especially in the 

upcountry at the period of data collection.  Most of the respondents were from Thai 

chain pharmacy, therefore, the result may not be generalized to an international chain 

pharmacy.  Community pharmacists in Thailand and other countries such as the USA, 

UK may have some different working regulation such as Thai pharmacist can sell 

some medicine without a prescription, so, the result may not be generalized to some 

countries that have different regulations.  Since the time limitation, this cross-

sectional study measured community pharmacist turnover intention to proxy actual 

turnover with the assumption that intention associated with behavior
57

. The 

prospective data collection to measure actual turnover rate was recommended for 

future researches. 
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 APPENDIX 

Appendix A : List of experts for measurement validation  

 

Assoc. Prof. Dr.Wannee Kamkate  

Department of Educational Research and Psychology, Faculty of Education, 

Chulalongkorn University 

 

Assoc. Prof. Dr.Kanlaya Vanichbuncha 

Faculty of Commerce and Accountancy, Chulalongkorn University 

 

Dr.Saksit Sripa 

Department of Pharmacy Practice, Faculty of Pharmaceutical Sciences, 

Ubonratchatani University 
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Appendix B : Ethical committee approval paper 
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Appendix C : English questionnaire 

 

 
 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

82 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

83 

 
 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   

 

84 

Appendix D : Permission letter for community pharmacy name list 
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Appendix E : List of lucky draw respondents 
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Appendix F : Results of IOC  

 

Measurement Questions 

E
x
p

.1
 

E
x
p

.2
 

E
x
p

.3
 

IO
C

 

Pharmacist 

turnover 

intention 

I intend to resign from the current 

community pharmacy job within 

one year.  

1 1 1 1 

I plan to find a new job within one 

year.  
-1 0 1 0.00 

I intend to stay at this community 

pharmacy job for at least one year.  
0 1 0 0.33 

 

Measurement Questions 

E
x
p

.1
 

E
x
p

.2
 

E
x
p

.3
 

IO
C

 

Vigor 

At the pharmacy, I feel full of 

energy while working. 
1 1 1 1 

In my job at the pharmacy, I feel 

strong and vigorous. 
1 1 1 1 

When I get up in the morning, I feel 

like going to work at the pharmacy. 
1 1 1 1 

I can continue working for very long 

periods at a time at the pharmacy. 
-1 1 1 

0.3

3 

In my job at the pharmacy, I am 

mentally very resilient. 
1 1 1 1 

At the pharmacy, I always persevere, 

even when things do not go well. 
1 1 1 1 

Dedication 

I find the work that I do full of 

meaning and purpose. 
1 1 1 1 

I am enthusiastic about my job.  1 1 n.a. 1 

My job inspires me. 1 0 1 
0.6

7 

I am proud of the work I do. 1 1 1 1 

I find my job challenging. 1 1 1 1 

Absorption 

Time flies when I am working at the 

pharmacy. 
1 1 1 1 

When I am working at the pharmacy, 

I forget everything else around me. 
1 1 1 1 

I feel happy when I am working 

intensely. 
0 1 1 1 
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I am immersed in my work. 1 0 1 1 

I get carried away when I am 

working in the pharmacy. 
0 0 1 

0.3

3 

It is difficult to detach myself from 

my job. 
1 1 1 1 

 

Measurement Questions 

E
x
p

.1
 

E
x
p

.2
 

E
x
p

.3
 

IO
C

 

Training and 

development 

Managers have invited me to attend 

training activities. 
1 1 1 1 

Learning has helped to overcome 

work obstacles. 
1 1 1 1 

Sufficient training has been provided. 1 1 1 1 

Payment and 

recognition 

This pharmacy provides me adequate 

pay. 
1 1 1 1 

This pharmacy provides me adequate 

fringe benefits. 
1 1 1 1 

This pharmacy provides a reward or 

token of appreciation.  
1 1 1 1 

This pharmacy provides me some 

form of public recognition such as 

employee of the month. 

1 0 1 
0.6

7 

Working in this pharmacy makes me 

recognized by the public. 
1 1 1 1 

Physical 

working 

condition 

The work area in this pharmacy 

sufficiently facilitates my work tasks.  
1 1 1 1 

The material in this pharmacy is 

sufficient for me to do my job.  
1 1 1 1 

There is a private area in this 

pharmacy for providing patient 

counseling. 

1 1 1 1 

Measurement Questions 

E
x
p

.1
 

E
x
p

.2
 

E
x
p

.3
 

IO
C

 

Autonomy 

I can decide on my own how to go 

about doing my work. 
1 1 1 1 

I have freedom in carrying out my 

work activities.  
1 1 1 1 

I am able to decide myself how to 

execute my work.  
1 1 1 1 

I can choose my way of working.  1 0 1 0.6
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7 

I have flexibility in the execution of 

my job.  
1 1 1 1 

Job skill 

variety 

I do many different things at work, 

using a variety of my skills and 

talents. 

1 1 1 1 

I repeat that same things on my duty.  1 1 1 1 

I perform similar tasks in a typical 

workday.  
0 0 0 

0.0

0 

I have an opportunity to do a number 

of different things.  
0 1 1 

0.6

7 

Task 

significance 

In general, I am significant or 

important in my job.  
1 1 1 1 

I feel that my work is likely to 

significantly affect the organization. 
1 1 1 1 

I feel that my work is likely to 

significantly affect the well-being of 

clients.  

1 1 1 1 

Task identity 

I am involved in doing a “whole” 

and identifiable piece of work in my 

job.  

1 1 1 1 

I do the job as a complete piece of 

work that has an obvious beginning 

and end.  

1 1 1 1 

I do a small part of the overall piece 

of work, which is finished by other 

people.  

1 1 1 1 

 

Measurement Questions 

E
x
p

.1
 

E
x
p

.2
 

E
x
p

.3
 

IO
C

 

Supervisory 

support 

If necessary, I can ask my supervisor 

at work for help/advice. 
1 1 1 1 

I find my supervisor very helpful in 

performing my customer service 

duties.  

1 1 1 1 

When performing my service duties, 

I rely heavily on my supervisor.  
1 1 -1 

0.3

3 

I get important work-related 

information and advice from my 

supervisor which makes performing 

my job easier.  

1 1 1 1 
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I can count on my supervisor at 

work.  
1 1 1 1 

Peer support 

If necessary, I can ask my co-

workers for help/advice. 
1 1 1 1 

I find my co-workers very helpful in 

performing my customer service 

duties.  

1 1 1 1 

When performing my service duties, 

I rely heavily on my co-workers.  
1 1 0 

0.6

7 

My co-workers provide me with 

important work-related information 

and advice, which makes performing 

my job easier.  

1 1 1 1 
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Appendix G : Results of reliability test in measurement scale development 

 

Measurement Question Cronbrach

’s 

α 

Pharmacist 

turnover 

intention 

Sometime, I was thinking about quitting from the 

current job. 

0.65 

I intend to resign from the current community 

pharmacy job within one year. 

 

If there is an interesting job offered to me, I intend 

to switch to that job immediately. 

 

Vigor I feel full of energy while working. 0.86 

I feel strong and vigorous.  

When I get up in the morning, I feel like going to 

work. 

 

Dedication I find the work that I do full of meaning and 

purpose. 

0.85 

I am enthusiastic about my job.  

I am proud of the work I do.  

Absorption Time flies when I am working 0.76 

I feel happy when I am working intensely.  

I am immersed in my work.  

Training and 

development 

Managers or business owners have invited me to 

attend training activities. 

0.94 

I’ve got continuing training class from this 

pharmacy throughout the year. 

 

I've got self-development from this pharmacy  

Payment and 

recognition 

This pharmacy provides me adequate pay. 0.83 

This pharmacy provides me adequate fringe 

benefits. 

 

This pharmacy provides rewards of appreciation.  

This pharmacy provides me some form of public 

recognition such as employee of the month. 

 

Working in this pharmacy makes me recognized by 

the public. 

 

Physical 

working 

condition 

The work area in this pharmacy sufficiently 

facilitates my work tasks. 

0.87 

The material in this pharmacy is sufficient for me to 

do my job. 

 

There is a private area in this pharmacy for 

providing patient counseling. 

 

Autonomy How much autonomy is there in your job at this 

pharmacy? That is, to what extent does your job 

permit you to decide on your own how to go about 

doing the work? 

0.67 
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I have not got an opportunity to initiate or make a 

decision about job's execution. 

 

I have an opportunity to have freedom doing a 

different thing at this pharmacy. 

 

Job skill 

variety 

How much variety is there in your job at this 

pharmacy? That is, to what extent does the job 

require you to do many different things at work, 

using a variety of your skills and talents? 

0.55 

The job that I do at this pharmacy uses a variety of 

skills. 

 

The job that I do at this pharmacy is a repeated and 

simple job. 

 

Task 

significance 

In general, how significant or important in your job 

at this pharmacy? That is, are the results of your 

work likely to significantly affect the lives or well-

being of other people? 

0.4 

My job at this pharmacy will affect the well-being 

of clients depend on how well of my performance. 

 

In general, the job that I do at this pharmacy is not 

important. 

 

Task identity To what extent does your job involve doing a 

“whole” and identifiable piece of work at this 

pharmacy? That is, is the job a complete piece of 

work that has an obvious beginning and ends? Or is 

it only a small part of the overall piece of work, 

which is finished by other people or the machine? 

0.42 

The job at this pharmacy have prepared. Therefore I 

have no chance to do from the beginning until the 

end. 

 

The job at this pharmacy gives me a chance to do 

from the beginning until the end. 

 

Supervisory 

support 

If necessary, I can ask my supervisor at work for 

help/advice. 

0.95 

I can count on my supervisor at work.  

I get important work-related information and advice 

from my supervisor which makes performing my 

job easier. 

 

 Peer support I find my co-workers very helpful in performing my 

duties. 

0.97 

I can count on my co-worker at work.  

My co-workers provide me with important work-

related information and advice, which makes 

performing my job easier. 
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Appendix H : Additional results of path regressions in each step of model 

modification 

  

Modification step 1 

   

Estimate S.E. C.R. P 

Pharmacist 

engagement 
 Job characteristics 0.574 0.172 3.341 *** 

Pharmacist 

engagement 
 Social supports 0.249 0.291 0.853 0.394 

Pharmacist 

engagement 
 

Organizational 

resources 
0.434 0.348 1.247 0.212 

Pharmacist 

turnover intention 
 

Pharmacist 

engagement 
-0.349 0.215 -1.623 0.105 

Pharmacist 

turnover intention 
 

Organizational 

resources 
-0.753 0.637 -1.181 0.237 

Pharmacist 

turnover intention 
 Job characteristics 0.049 0.324 0.151 0.88 

Pharmacist 

turnover intention 
 Social supports -0.021 0.521 -0.041 0.967 

INT1: Thinking 

about quitting 
 

Pharmacist turnover 

intention 
1       

INT2: Intention 

quit within 1 year 
 

Pharmacist turnover 

intention 
0.958 0.078 12.266 *** 

INT3: Switch job 

if there is 

interesting job 

offer 

 
Pharmacist turnover 

intention 
0.986 0.074 13.27 *** 

Vigor  
Pharmacist 

engagement 
1       

Dedication  
Pharmacist 

engagement 
0.883 0.045 19.631 *** 

Absorption  
Pharmacist 

engagement 
0.938 0.045 20.752 *** 

Training and 

development 
 

Organizational 

resources 
0.838 0.095 8.855 *** 

Payment and 

recognition 
 

Organizational 

resources 
1       

Physical working 

condition 
 

Organizational 

resources 
0.908 0.097 9.346 *** 

Autonomy  Job characteristics 0.97 0.156 6.215 *** 

Job skill variety  Job characteristics 0.559 0.13 4.298 *** 

Task significant   Job characteristics 0.741 0.119 6.225 *** 

Task identity  Job characteristics 1       

Supervisory 

support 
 Social supports 0.903 0.1 9.029 *** 

Peer support  Social supports 1       
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 Modification step 2 

  

Estimate S.E. C.R. P 

Pharmacist 

engagement 
 Job characteristics 0.574 0.172 3.331 *** 

Pharmacist 

engagement 
 Social supports 0.247 0.293 0.846 0.398 

Pharmacist 

engagement 
 

Organizational 

resources 
0.436 0.35 1.246 0.213 

Pharmacist 

turnover intention 
 

Pharmacist 

engagement 
-0.35 0.215 -1.624 0.104 

Pharmacist 

turnover intention 
 

Organizational 

resources 
-0.778 0.233 -3.341 *** 

Pharmacist 

turnover intention 
 Job characteristics 0.056 0.274 0.205 0.837 

INT1: Thinking 

about quitting 
 

Pharmacist turnover 

intention 
1       

INT2: Intention to 

quit within 1 year 
 

Pharmacist turnover 

intention 
0.958 0.078 12.266 *** 

INT3: Switch job if 

there is interesting 

job offer 

 
Pharmacist turnover 

intention 
0.987 0.074 13.269 *** 

Vigor  
Pharmacist 

engagement 
1       

Dedication  
Pharmacist 

engagement 
0.883 0.045 19.631 *** 

Absorption  
Pharmacist 

engagement 
0.938 0.045 20.752 *** 

Training and 

development 
 

Organizational 

resources 
0.838 0.095 8.857 *** 

Payment and 

recognition 
 

Organizational 

resources 
1       

Physical working 

condition 
 

Organizational 

resources 
0.909 0.097 9.348 *** 

Autonomy  Job characteristics 0.97 0.156 6.215 *** 

Job skill variety  Job characteristics 0.559 0.13 4.299 *** 

Task significant   Job characteristics 0.741 0.119 6.226 *** 

Task identity  Job characteristics 1       

Supervisory 

support 
 Social supports 0.903 0.1 9.029 *** 

Peer support  Social supports 1       
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 Model modification step 3 

  

Estimate S.E. C.R. P 

Pharmacist 

engagement 
 Job characteristics 0.571 0.17 3.348 *** 

Pharmacist 

engagement 
 Social supports 0.243 0.291 0.833 0.405 

Pharmacist 

engagement 
 

Organizational 

resources 
0.442 0.347 1.271 0.204 

Pharmacist 

turnover intention 
 

Pharmacist 

engagement 
-0.327 0.186 -1.761 0.078 

Pharmacist 

turnover intention 
 

Organizational 

resources 
-0.774 0.232 -3.339 *** 

INT1: Thinking 

about quitting 
 

Pharmacist turnover 

intention 
1 

   

INT2: Intention to 

quit within 1 year 
 

Pharmacist turnover 

intention 
0.958 0.078 12.266 *** 

INT3: Switch job if 

there is interesting 

job offer 

 
Pharmacist turnover 

intention 
0.987 0.074 13.27 *** 

Vigor  
Pharmacist 

engagement 
1 

   

Dedication  
Pharmacist 

engagement 
0.883 0.045 19.629 *** 

Absorption  
Pharmacist 

engagement 
0.938 0.045 20.754 *** 

Training and 

development 
 

Organizational 

resources 
0.838 0.095 8.86 *** 

Payment and 

recognition 
 

Organizational 

resources 
1 

   

Physical working 

condition 
 

Organizational 

resources 
0.908 0.097 9.346 *** 

Autonomy  Job characteristics 0.971 0.156 6.234 *** 

Job skill variety  Job characteristics 0.555 0.13 4.283 *** 

Task significant   Job characteristics 0.737 0.119 6.222 *** 

Task identity  Job characteristics 1 
   

Supervisory 

support 
 Social supports 0.902 0.1 9.029 *** 

Peer support  Social supports 1 
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Final model 

 

   

Estimate S.E. C.R. P 

Pharmacist 

engagement 
 Job characteristics 0.701 0.147 4.767 *** 

Pharmacist 

engagement 
 Social supports 0.617 0.092 6.716 *** 

Pharmacist 

turnover intention 
 

Pharmacist 

engagement 
-0.35 0.176 -1.986 0.047 

Pharmacist 

turnover intention 
 

Organizational 

resources 
-0.752 0.22 -3.415 *** 

INT1: Thinking 

about quitting 
 

Pharmacist turnover 

intention 
1 

   

INT2: Intention to 

quit within 1 year 
 

Pharmacist turnover 

intention 
0.957 0.078 12.26 *** 

INT3: Switch job if 

there is interesting 

job offer 

 
Pharmacist turnover 

intention 
0.986 0.074 13.264 *** 

Vigor  
Pharmacist 

engagement 
1 

   

Dedication  
Pharmacist 

engagement 
0.884 0.045 19.609 *** 

Absorption  
Pharmacist 

engagement 
0.939 0.045 20.753 *** 

Autonomy  Job characteristics 0.962 0.154 6.25 *** 

Job skill variety  Job characteristics 0.55 0.129 4.278 *** 

Task significant   Job characteristics 0.73 0.117 6.237 *** 

Task identity  Job characteristics 1 
   

Training and 

development 
 

Organizational 

resources 
0.841 0.095 8.879 *** 

Payment and 

recognition 
 

Organizational 

resources 
1 

   

Physical working 

condition 
 

Organizational 

resources 
0.908 0.097 9.321 *** 

Supervisory 

support 
 Social supports 0.904 0.1 9.031 *** 

Peer support  Social supports 1 
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