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ABSTRACT

The objectives of this study were to study the factors affecting retention of internists at
75 provincial hospitals under the Ministry of Public Health and to compare job satisfaction,
organizational commitment and job embeddedness between internists who intended to stay and
the ones who intended to leave.

The samples of this study were 171 from 830 internist population. The data were
collected by using questionnaires which comprised of 4 parts: personal data and intention to stay
or leave, organizational commitment patterned after Organization Commitment Questionnaire
(0OCQ) of Mowday, Porter and Steers, job embeddedness concept by Mitchell, et al. and an open-
ended question about attitude and recommendations toward retention.

The statistical findings showed that the factors positively affecting retention of internists
were fit to residential area, perceived fit with hospital, availability of community facilities,
perceived security towards working with public hospitals, and respect from colleagues. The study
also found opportunity to live with spouse affects the intention to stay.

The results also showed that internists had higher level of job satisfaction and
organizational commitment, and moderate level of job embeddedness. The t-test analysis showed
that the internists with intention to stay significantly had higher level of job satisfaction,

organizational commitment and job embeddedness than their counterparts. However, from a



partial correlation coefficients analysis, job satisfaction and organizational commitment were not
correlated with retention, when controlled by job embeddedness.

The t-test results disclosed that internists who intended to stay significantly had higher
level of job embeddedness in the following factors:

1. Fit to organization, i.e., professional growth from staying with organization, fit to
team, appropriate and flexible work schedule, pride of helping people equally, assigned authority
and responsibility in hospital, perceived fit with hospital, and recognition from hospital.

2. Fit to community, i.e., fit to residential area, homey environment of the community,
preference of residential area, feeling towards community as a home, and available leisure
activities in the living area.

3. Links to organization, i.e., being assigned to many work committees and work teams,
and sense of responsibility to many dependent coworkers.

4. Organization-related sacrifice, i.e., perceived security towards working with public
hospitals, chance to attend national and international conference, reasonable compensation for
level of performance, high perceived sacrifice for leaving, autonomy to pursue goals, and respect
from colleagues.

5. Community-related sacrifice, i.e., safe neighborhood, and availability of community

facilities.



