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ABSTRACT

In recent years, the issue of shortage of nursing staff has become a great concem in the health sector of most
countries including Thailand and measures to evade a sustained effect has been a global effort for the health of
the populace and the economy as well. This may be as a result of migration, work-life imbalance, advancement
in technology, turnover, ageing and retirement of workforce. The objectives of the research were to examine the
impact of organizational justice and employee engagement on nurses’ job satisfaction and intention to stay and
provides suggestions to improve the hospital’s overall performance through continuous evaluation of nurses
(employees) perception of organizational operations. The study was conducted among nurses of a public Hospital
in Thailand in October 2020 and a descriptive approach and quantitative methods were employed for collection
and analysis of data. The data was collected via distribution of questionnaires and a total of 261 questionnaires
were used for analysis. Data evaluation involved the use of descriptive analysis and linear regression was used to
test hypotheses. The research findings showed positive significant relationships between organizational justice
and job satisfaction (P-value < 0.05, B = 0.651), employee engagement and job satisfaction (P-value < 0.05, B =
0.558) and confirmed relationship between job satisfaction and intention to stay (P-value <0.05, [3 =0.248). The
study based on the findings suggests that hospital management should occasionally evaluate nurses’ perception
of organizational behavior and given the platform for interaction, sharing their opinion on how to improve their
work for all to benefit.
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Introduction

Human resources are key ingredients in every social system and very necessary in the delivery of health care
(Joseph & Huber, 2015). Nurses form an integral part of the health care system and their efforts, engagement and
commitment are needed to achieve the desired result. Therefore keeping a constant supply of nurses becomes
paramount for achieving populations’ health. Unfortunately, this has not been the case in recent years as there
has been an overwhelming shortage of nurses globally and this has had an unpalatable effect on the health and
wellbeing of the population (Sawaengdee et al., 2016). A report from the International Council of Nurses (2002)
showed that nurses represents the largest percentage of health care professionals and take care of 80% of
patients globally, this was also corroborated by WHO in their world health data platform - the global health
observatory (GHO)- in the article it was observed that over 50% of the national health workforce comprised of
nurses and midwives, more than 55% of the member states reported that the number of nursing and midwifery
personnel were below 40 per 10,000 population while 23% of the member states reported below 10 personnel.
Also data from the GHO for Thailand in 2018 reported that there were 27.59 nursing and midwifery personnel per
10,000 population as against 29.57 in 2017 (WHO Global Health Observatory, June 2020). Furthermore, the COVID-
19 pandemic has really impacted on the health workers especially nurses, the International Council of Nurses
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stated in their report in April 2020 that more than 100 nurses have died resulting from contracting the virus in
their line of duty globally. Consequently there has been an increasing demand for health care in Thailand; as the
economy of the country grows, the population is gradually moving to an aging society and will need highly
experienced nurses (Sawaengdee, 2009). Howteerakul and Noree (2019) stated that one of the fundamental
causes of shortage of nurses in Thailand is aging; out of 97,942 registered nurses, 63.4% were between 30 to 44
years and the average age of nurses rose from 30.5 years in 2000 to 37.8 years in 2005. Furthermore, excerpts
from the Ministry of Public Health revealed that retirees snowballed from 803 in 2011 to 2,274 in 2015 and 17.6%
were registered nurses; there was an approximate value of 87.8% increase in RNs retirement. (Howteerakul &
Noree, 2019). This also corresponds with the study of Pagaiya et al. (2019) who found out from their forecast that
in 2026 there will likely be profound shortage and dearth of nurses compared to other health professionals as
the estimated supply was 180,992 while the actual demand will be about 186,901- 228,435 nurses. Another
culprit to nursing shortage is turnover rate. The high turnover rate was discovered to be due to the demands of
the job (high workloads), low job autonomy, substandard work condition, and insufficient organizational support.
In Thailand, a survey showed that the turnover rate of nurses yearly amounts to 4.4% and was predicted to
escalate to 15% in 2020 and about 30% of registered nurses are likely to leave the profession. (Howteerakul &
Noree, 2019).

From the data revealed above it is mostly obvious that the nursing profession is facing an increase in ageing
workforce, turmnover from job and profession entirely and the dearth of younger registered nurses. From her
findings, Sawaengdee (2009) found that of all of the reasons mentioned to quit nursing or change jobs, a higher
percentage agreed that they do not want to do shift work. This corresponds with the study released by the
European Union; Nurses’ Early exit Study (NEXT Study) which found out that nurses quit their jobs because of
the shift duties involved. The researcher focused on concepts of organizational behavior to explore the working

conditions and reason for nurses staying or quitting their job.

Organizational justice

One of such concepts is organizational justice which is used to describe the function of faimess as it relates
explicitly to the workplace (Al-Zu’bi, 2010). It helps explain why employees are outspoken or acts against
inequitable outcomes or inappropriate procedures and interactions (Alsalem & Alhaiani, 2007). Employee’s
perceptions relate to three aspects of organizational justice: distributional justice, procedural justice, and
interactional justice. Procedural justice refers to participants' (employees’) perceptions about the fairness of the
rules, measures and procedures that guides a process (Nabatchi et al., 2007), distributional justice refers to the
perceived fairness of the outcomes that an employee gets from the organization. Outcomes may be discharged
on the grounds of equality, need or performance and employees determine the fairness of this distributional
through comparison with others (Alsalem & Alhaiani, 2007) and interactional justice, defined as the quality of
interpersonal treatment received during the performance of organizational procedures (Bies & Moag, 1986).
McAuliffe et al. (2010) studied on understanding job satisfaction amongst mid-level cadres in Malawi focusing on
the contribution of organizational justice. The study analyzed how organizational justice impacted on the job
satisfaction of mid-level health workers employed in 34 health centers in three districts of Malawi. Outcome of
the study showed that perceived organizational justice strongly corresponds with level of job satisfaction, more
especially the degree of information shared with them concerning changes and decision made in the health
centers and promotion opportunities marked as remarkable factors to the employees’ job satisfaction. It is
therefore important that nurses are treated fairly in order to improve their satisfaction which increases

ANYINYINTIANT WISV AYaaIAT Y



e ational an e nternational Conference Management Sciences :
The 10" National and the 3™ International Conf M t Sci 2021
Innovation Management for Enhancing the Local Economy

performance on the other hand poorly treated nurses are dissatisfied and this is evident in their attitudes as their
productivity is affected as a response. Similarly, Li et al. (2020) confirmed that organizational justice has strong
positive effect on perceived organizational support and perceived commitment among employee of road
transportation company in China.

Employee engagement

On the other hand another important concept is employee engagement, it states that employee engagement is
a sought-after state, it has an organizational purpose and implies involvement, commitment, fervor, drive, focused
effort, and energy (Macey & Schneider, 2008). They went further to say that it is the willingness to contribute
voluntarily and expend one’s permissive effort to help the employer succeed. Dempsey and Reilly (2016)
considered nurses’ engagement as a degree of commitment to the organization where they work as well as their
commitment to the profession ultimately. Primarily because nurses’ engagement corresponds unequivocally with
the quality of care, safety, and patient outcomes. As attested by the Press Ganey nurses’ engagement survey, 15
nurses out of every 100 are reckoned to be disengaged thus leading to low productivity, high expenditures, and
losses in revenue. Aside from these consequences of disengagement to the hospital management, nurses’
retention rate is also affected; as disengaged nurses lack commitment and satisfaction for their job ultimately
leading to turnover. (Dempsey & Reilly, 2016). Consistently, Hu et al. (2020) found that employee engagement
has positive impact on employee commitment.

Job satisfaction

Also, (Spector as cited in Aziri B. 2011, p. 77) defined job satisfaction as the individuals feel about their job and
its different facets. It involves the degree or level to which individuals like or dislike their job. Understanding job
satisfaction helps to estimate employee behavior. Satisfied employees are unlikely to leave their employer, have
lower rates of absenteeism and have higher productivity (Kosteas, 2011). A study carried out by Kalliath and Morris
(2002) titled “job satisfaction among nurses: A predictor of burmnout levels published in the journal of nursing
administration”. The study hypothesized that increased level of job satisfaction anticipates decreased level of
burnout. Correspondents for the study includes nurses using the Maslach Burnout Inventory (MBI) to assess
emotional exhaustion, depersonalization, and personal accomplishment while Katzell et al’s job satisfaction scale
was used to evaluate correspondent’s response on job satisfaction. Results of the study depicted a remarkable
direct adverse impact on emotional exhaustion. This means that the higher the degree of job satisfaction, the
lower the degree of emotional exhaustion and burnout and vice versa. The path coefficient as well reveals a
direct and indirect consequence of job satisfaction on burnout corroborating and validating the hypothesis. Job
satisfaction is paramount as it improves job performance, increases productivity and efficiency. Satisfied nurses
are less prone to negligence, it also increases self-worth, a sense of achievement as well as loyalty to the hospital.
He/she is welcoming and cheerful to patients and other staff. (Kalliath & Morris, 2002).

Intention to stay

Lastly, Intention to stay is the probability, identified by themselves, of continuing as an employee in a certain
organization. Closely related to this, are two other variables - the intention to leave and turmnover. ‘“‘Intention to
leave is considered a calculated, planned and deliberate inclination to leave an organization within the near
future’ while turnover is the rotation of the number of employees (Ferreira et al., 2015). Effective retention
lessens the need for recruitment but anticipates careful attention to all stages of the employee experience
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(Ferreira et al., 2015). People need to feel that their contributions to the organization are valued and it is
manifested in their intentions to stay or leave the organization. To keep employees they need to feel they are
part of the organization. To reduce the problem about employees leaving, various relevant measures need to be
taken as organizations are now competing for talent. The solutions to improve retention of employees includes
competitive salaries, comprehensive benefits, incentive programs, and similar initiatives like treating them with
respect and dignity are important to be implemented. Besides, pay and financial incentives there is also need to
increase employees’ commitment, and satisfaction (Johari et al., 2012).

Identifying the specific factors that influences the decision to stay may be extremely productive and
beneficial for an organization and many theoretical models have been designed to try to explain these factors.
Reasons related to selflessness, personal development, considerations for the community and self-esteem are
deduced as important motivational factors associated with the intention to stay (Ferreira et al,, 2015). A
publication in the journal of nursing management by McCarthy et al. (2007) on “Intention to leave or stay in
nursing” examined the reasons why nurses and midwives in the Republic of Ireland leave their jobs. According
to the literature, they proposed that intention to leave or stay is the last step in the decisive process.
Questionnaires were distributed at random to 352 registered nurses in 10 hospital of the country. Findings showed
that a higher percentage (60%) of the correspondents which consisted of young female and college trained nurses
showed an intention to leave their current positions citing kinship responsibilities and job satisfaction as the most
statistically outstanding reasons. Citing that the outcome of turnover is disadvantageous to the hospital
management because there is disruption in the flow of work as reduced number nurses turn out to shift, leading
to work overload, stress, and burnout. Also the management incurs cost of recruiting qualified nurses to fill these
vacant positions, time, and resources to train newly registered nurses/fresh graduates.

Dewanto and Wardhani (2018) gave reasons why nurses quit their jobs and the perception of hospital
managers in this context. From their study, hospital managers perceived that nurses quit for the following reasons:
personal reasons (36.11%), accepting employment offer from another organization (33.33%), their working
condition (27.78%) and other reasons (2.78%). Also from the hospital managers’ point of view, the repercussions
for nurses’ turnover includes- an interference in hospital services, disruption in staffing operations, it increases
hospital expenditures and reduces revenue as recruitment and training new nurses impacts on the finances of
the hospital, it interrupts the managerial process and also patients and other health workers feel the impacts of
nurses’ turnover. They also expressed difficulty in finding replacements. (Dewanto & Wardhani, 2018).

Theories

Social exchange theory - The theory posited that a form of exchange or relationship exists between parties who
are mutually dependent on one another and they are required and obliged to show commitment to their
agreement (Cropanzano & Mitchell, 2005). This relationship is such that exists between an employer and an
employee and so necessitates that both parties treat themselves fairly for the relationship to be productive and
goal oriented. The tenets of social exchange theory are that over the course of time, the relationship manifests
trust, loyalty, and commitment between parties provided that they maintain the rules of the exchange
(Cropanzano & Mitchell, 2005). The theory provides a framework for employee engagement and job satisfaction
and explains why some employees are engaged while others are not.

Herzberg’s motivation-hygiene theory - This is a two-dimensional theory that highlights factors affecting
employees’ attitude towards work. On one hand are the motivation factors — achievement, recognition, work
itself, responsibility, advancement, and growth. These are intrinsic factors and facilitates job satisfaction and
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employee engagement. (Robbins & Judge, 2019). On the other hand are hygiene factors which are company
policies, supervision, relationships, work conditions, salary, security etc. These are extrinsic factors and brings
about job dissatisfaction; this dimension provides a framework that explains organizational justice. (Robbins &
Judge, 2019).

Organizational justice and job satisfaction

Previous studies have shown a correlation between organizational justice and job satisfaction. A study
carried out by Al-Zu'bi (2010), examined the relationship between organizational justice encompassed by three
components: (distributional justice, procedural justice, and interactional justice) and job satisfaction in Jordan
among employees from Electrical Industries Companies selected through a stratified random sampling method.
The data was collected through the distributional of questionnaires to 229 employees. The study findings show
that there was a positive association that exist between organizational justice and job satisfaction, stating that
employee job satisfaction depends upon the organizational justice of managers.
Consequently, a similar study was carried out by Elamin and Alomaim (2011) in Saudi Arabia, the study consisted
of 793 employees both Saudi Arabians and foreigners who worked in different companies. Regression analysis of
the data gotten showed that perceived organizational justice was positively significant to job satisfaction.
Another study published in Abasyn University Journal of Social Sciences carried out by Afridi and Baloch 2018
compared the effect of organizational justice and job satisfaction in public and private universities in Khyber
Pakhtunkhwa in Pakistan. The respondents involved were 550 employees comprising of teaching and non-
teaching staff of the said universities. Findings from the study showed that dimensions of organizational justice
(procedural and distributional justice) are positively and significantly associated with employees’ job satisfaction.
Based on these the current study proposed that organizational justice has a positive impact on job satisfaction.

Hypothesis 1: Organizational justice has a positive impact on job satisfaction.

Employee engagement and job satisfaction

In the relationship that exist between employee engagement and job satisfaction, various studies have
been conducted. As employee engagement is a necessity for employee productivity and performance. A study
was conducted by Kamalanabhan et al. (2009) in India among IT professionals to explore how employee
engagement impacts perceived job satisfaction in the Information Technology Industry. They developed a scale
for both employee engagement and job satisfaction which was more aligned to the IT industry, a tryout study
was conducted with these scales using 30 graduate students enrolled in a management program in an Indian
institute. Utilizing a sample size of 159 for the main study, the investigation showed that employee engagement
had a significant and positive correlation with job satisfaction.
Similarly, investigations carried out by Andrew and Sofian (2012) on 104 human resource officers working at the
Inland Revenue Board of Malaysia with the objective of ascertaining the influence of individual factors of
employee engagement on work outcomes. The interaction between employee engagement and job satisfaction
was tested amongst other variables and the result validates that there is a significant effect between employee
engagement and job satisfaction.
Furthermore investigation conducted by Biswas and Bhatnagar (2013) corroborates the two studies mentioned
above. The authors assessed the mediating role of employee engagement between perceived organizational
support (POS) and person-organization fit (P-O fit) as the antecedents while organizational commitment and job
satisfaction as the consequences. 246 full-time employees working in organizations located in north-central India
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were used as correspondents, survey questionnaires were distributed and findings showed that there was a
significantly positive influence of employee engagement on job satisfaction.

Hence this study proposed that employee engagement has a positive impact on job satisfaction.

Hypothesis 2: Employee engagement has a positive impact on job satisfaction.

Job satisfaction and intention to stay

Abualrub and Alghamdi (2012) researched on the impact of leadership styles of nurse managers on Saudi
nurses’ job satisfaction and their intent to stay at work. The research utilized 308 nurses from three groups; nurses
who were either holding a registered nursing license and practicing as a registered nurse or having at least 6
months of experience in their current job or working under the direct supervision of a nurse manager in a hospital
setting. Findings showed that as the level of nurses’ job satisfaction increased, the level of their intention to stay
at work also increased, implying a positive influence between both variables.
Chen et al. (2016) conducted a research on how Organization-based self-esteem mediates the effects of social
support and job satisfaction on intention to stay in nurses from a medical Centre in Taiwan. A total of 791 nurses
were used for the study. A hypothesis of Job satisfaction positively correlates with the intention to stay in nurses
was postulated among others; investigation and findings showed an acceptance of the hypothesis. Thus proving
that there is a significant positive correlation between job satisfaction and intention to stay.
James and Mathew (2012) carried out a study on employee retention strategies in the IT sector in Bangalore,
India. Respondents used for this study were 225 employees from 50 IT firms who were members of NASSCOM
and also listed in the NSE. Convenience sampling method was adopted for data collection. And findings showed
that job satisfaction significantly influenced intention to stay.
Hypothesis 3: Job satisfaction has a positive impact on intention to stay.

Methods

Research design - This is a descriptive and exploratory study that has employed quantitative methods of data
collection and analysis. The aim of the study is to expand theory and practice knowledge in relation to factors
that mitigate against job satisfaction and intention to stay using survey methods.

Population and sample - This study used the formula from Yamane (1967) to determine the sample size of a
known population. The formula assumes a confident level of 95% and the degree of variability of 0.5 with
population size of nurses in the selected public hospital given as 700, the sample size is 255 with 95% level of
precision. The selected public hospital was based on number of nurses, proximity, and size of the hospital hence
a provincial hospital.

Data collection and procedures - A total of 600 survey questionnaires were distributed to nurses of the selected
public hospital in Thailand, convenience sampling method was used to recruit respondents, and 261
questionnaires were used for analysis after carefully sorting out respondents with incomplete information. The
questions were in two parts, the first part contained demographic information like gender, age, marital status,
educational qualification, and work-related information such as years of nursing experience, shift pattern most
frequently worked etc. While the second part included measurement items of related variables which are
organizational justice, employee engagement, job satisfaction and intention to stay. Inclusion criteria for data
collection are nurses who are licensed (registered nurses) and working in the hospital.

All measurements were adapted from previous studies with necessary key words related to a hospital context.
All items for the variables- organizational justice, employee engagement, job satisfaction and Intention to stay-
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were measured through a 5- point Likert- type scale that best describes their feelings — 1= strongly disagree; 2 =
disagree; 3 = neutral; 4 = agree; 5 = strongly agree.

Organizational justice: There are three dimensions of organizational justice: procedural justice, distributional
justice and interactional justice used in this study.

Procedural justice: Six items developed by Niehoff and Moorman (1993) were adopted to measure procedural
justice one of the items includes, ‘Job decisions are made by the supervisor is an unbiased manner’ etc.
Distributive justice: The variable was measured using a 5- item distributive justice scale developed by Niehoff and
Moorman (1993). One of the item is: ‘My work schedule is fair’ etc.

Interactional justice: To measure interactional justice, a 9- item measurement was adopted from the work of
Niehoff and Moorman (1993). One of the questions include: ‘When decisions are made about my job, the
supervisor treats me with kindness and consideration’ etc.

Employee engagement: The variable was measured using a 6-item employee engagement scale developed by
Simpson (2009). An item from the measurement items states that — ‘Il am encouraged to look for ways to improve
my work processes and productivity’ etc.

Job satisfaction: The variable job satisfaction was measured adapting the Brayfield and Rothe (1951) job
satisfaction items, the items are 5 in number with the third and the fifth items were transformed to positive items
(from the original reverse scale). One of which is — ‘At this very moment, | am enthusiastic about my work’ etc.
Intention to stay: The measurement for intention to stay was adopted from the McCain and McCloskey (1987)
intention to stay scale. One of the items include — ‘I plan to keep working at the hospital for at least 2 or 3 years’
etc.

Data Analysis - Descriptive analysis was employed to analyze respondent demographic information. Descriptive
analysis was also applied to explore mean of variable ratings. Multiple and simple linear regression were
employed to test the hypotheses. Mean and standard deviation was also analyzed.

Validity and Reliability Test — According to table 1, the study found that organizational justice, employee
engagement, job satisfaction, and intention to stay have sufficient convergent validity and reliability. The factor
loadings from the table shows validity of items which ranged from 0.5- 0.7 (Hare et al., 2010). In addition, the
composite reliability and Cronbach’s alpha was employed to test internal consistency of measurement items of
each variable and this ranged between 0.5-0.8 (Nunnally, 1978), showing internal consistency for reliability. The
loadings of all measurement items for each construct were above 0.5. The number of items from the table 1 is
the measurement items from each construct that exhibited a relationship with the latent construct.

Table 1 Validity and reliability tests

Composite Number

Loadings Cronbach alpha Reliability of items
Organizational justice 0.470-0.566 0.828 0.812 13
Employee engagement 0.506-0.704 0.606 0.650 4
Job satisfaction 0.472-0.700 0.592 0.561 3
Intention to stay 0.531-0.607 0.514 0.635 3
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Figure 1 CFA model

The confirmatory factor analysis is a statistical method used to test the hypothesis or measures of a construct to
ascertain its consistency with the underlying latent construct. The CFA measured all 36 measurement items of
organizational justice, employee engagement, job satisfaction and intention to stay and revealed that some
measurement items from the variables had low factor loadings (<0.4), these items are 13 in all; 7 from
organizational justice construct, 2 from employee engagement, job satisfaction and intention to stay constructs.
After removal, the Root Mean Square Error of Approximation (RMSEA = 0.059) of the model shows a good fit.
According to (Steiger, 2007), RMSEA should be less than 0.07. Therefore, CFA of this study is supported.

Results

Among 261 nurses, 85.4% (223) are female and 14.6% (38) are male. 27.6% (72) of respondents are between the
ages of 25-29, 54.4% (142) are single and 73.9% (193) obtained a Bachelor of Nursing degree as their highest
qualification. 34.9% (91) of the participants earns between 31,000- 40,000 per month, 35.2% (92) have less than
5 years of nursing experience, afternoon shift duty accounts for 42.1% (110) and participants who worked between
6-12 accounts for 64% (167) of the total number. 53.3% (139) have worked in the hospital for 1-5 years and 19.9%
(52) works in internal medicine unit.

For hypothesis 1, the aim was to determine the impact of organizational justice on job satisfaction. The regression
showed positive and significant impact on job satisfaction (P < .000, B = 0.651). Null hypothesis was rejected and
alternate hypothesis was accepted corroborating with the findings of Al-Zu’bi (2010) whose study findings showed
that there was a positive association that exist between organizational justice and job satisfaction, which means
job satisfaction of employees depends on the fair treatment from the supervisors/managers. Also Elamin and
Alomaim (2011) found that perceived organizational justice was positively significant to job satisfaction in their
study carried out on 793 employees in Saudi Arabia. And Afridi and Baloch (2018) discovered from their study
that dimensions of organizational justice (procedural and distributive justice) positively impact job satisfaction.
For hypothesis 2, a simple linear regression was carried out to determine the impact of employee engagement
on job satisfaction. Findings on analysis showed a significant positive impact (P-value < .000, B = 0.558). The null
hypothesis was rejected as P- value was less than 0.05 and alternate hypothesis was accepted. This finding
supports the results of related literatures by Kamalanabhan et al. (2009), their investigation showed that
employee engagement had a significant and positive correlation with job satisfaction. Also, Andrew and Sofian
(2012) found out from their studies there is a significant effect between employee engagement and job

satisfaction. Furthermore, Biswas and Bhatnagar (2013) found that the interaction between employee engagement
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and job satisfaction was a significantly positive one. This proves that employee engagement is an attribute that
needs to be present for job satisfaction to thrive.

For hypothesis 3, a simple linear regression was conducted to ascertain the impact of job satisfaction on intention
to stay. Regression analysis showed a 95% confidence interval as P- value was less than 0.05 (P < .000, [3 =0.248).
There was a significant correlation between job satisfaction and intention to stay. Hence, job satisfaction has a
positive impact on intention to stay. Alternate hypothesis was accepted and the result corroborates the studies
of Abualrub and Alghamdi (2012) findings showed that as the level of nurses’ job satisfaction increased, the level
of their intention to stay at work also increased, suggestive of a positive influence between both variables. Also,
Chen et al. (2016) proved from their findings that there is a significant positive correlation between job satisfaction
and intention to stay; And James and Matthew (2012) found out from their studies that job satisfaction significantly
influenced intention to stay. This means the decision to continue working in an organization or to quit depends

on the job satisfaction of the employee.

Discussion

The present study suggests that issues that improves job outcomes — performance, productivity, reduced tumover
etc. usually stems and emanates from the organization as well as the nurses themselves. And this is explicitly
explained by the social exchange theory and Herzberg two factor theory. From the data analyzed for the
organizational justice construct, it showed that details needed for work to be done are provided and made
feasible to the nurse, but information expected for their personal motivation is lacking. Social exchange
relationship demands reciprocity for the relationship to be built on trust and loyalty. For the various aspects of
organizational justice; there are varying sizes of the effect on job satisfaction and the aspect that impacted the
most was interactional justice (B = 0.888), then by procedural justice ([3 =-0.098) and finally distributional justice
(B = -0.007). Interactional justice is defined as the quality of interpersonal treatment received during the
performance of organizational procedures (Bies & Moag, 1986). By interpersonal it means a subjective or
individualistic oriented type of treatment as perceived by the nurse, interpersonal relationship in the hospital
setting might be hinged on attitude towards work, being able to follow instructions, resourcefulness, and a general
sense of rapport between the nurse and the supervisor and co-workers. And decisions made by supervisors
concerning the job decisions that affect nurses may come as result of their personal relationship with each nurse
and vice versa. As individuals tends to repay the benefit they get with corresponding attitudes; however, it is
important to create an environment that treats nurses with respect and dignity, decisions should incorporate the
interest of every nurse with careful consideration on how decisions affect them. The finding on employee
engagement construct depicted a strong effect size (B = 0.558) on job satisfaction; the perspective of the nurses’
satisfaction with opportunities for career growth was low and this situation ultimately affects commitment as
achievement, advancement and growth are motivators and should be inherent in the job. Job satisfaction had a
small effect on intention to stay (B = 0.248) Nurses were neutral about their intent to stay in the job. This means
that there may actually be low turnover rates in the long run. This result might be hinged on the ethics and
moral standing of nurses whose orientation was aimed at providing healthcare and showing empathy and this
may impact on the decision to stay. Also, there may be cultural interpretation or influence on this result as Thai
citizens are easy going and less confrontational people (Tuohy, 2017). This can also be attributed to strategies
employed by the government of Thailand and the Ministry of Public Health to produce more health personnel
every year and evenly distribute them across provinces. The researcher suggests that a similar study is needed
to ascertain the cross-cultural dimension of this model. This does not in any way conclude that turnover is
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inevitable but highlights the probable reason for a small effect of job satisfaction on intention to stay. The
variables used for this study all elicited responses from the nurses, their perceptions about their jobs and their
supervisors and analysis were presented based on these responses. This seemed like a one-sided analysis. It
would be of great value to the hospital and contribution to the body of research if the hospital management or
supervisors gives ratings or their perceptions about the nurses are measured. This is necessary to give a broader
perspective of the social exchange theory and improve the relationship further. Future studies should therefore
consider using supervisors’ perception as a variable. Recommendations to the hospital management are given
thus: A comprehensive and routinely scheduled (biannual or quarterly) evaluation of nurses’ perception of
organizational behavior, encourage nurses to engage in participative decision making, make suggestion and be
open about how work can be improved to benefit all stakeholders, should be able to ascertain the level of

needs of employees and work towards meeting them.

Conclusion

The study has revealed the role of perceived organizational justice on job satisfaction among nurses, ascertain
the level or impact of nurses’ engagement on their job satisfaction as well as provide empirical evidence of
factors that promote job satisfaction and its effect on intention to stay. It has shown the relationship between
the variables and the effect size of the predictors on the dependent variables, from the results obtained the
nurses in from the hospital showed a high level of correspondence that organizational justice and employee
engagement impacts job satisfaction but are neutral about their intent on staying on the job. Also suggestions
and recommendations were made based on the findings.

Suggestion for future research

Further research may evaluate the perceptions of other health professionals, supervisors and hospital
management as well as conducting similar study in a private hospital. In addition, further research should include
organizational commitment, perceived organizational support, and leadership in the research model.

Acknowledgment

My acknowledgement goes to all who was supportive in the accomplishment of this study; the examining
chairman and research committee of Kasem Bundit University MBA International program, my project supervisor
Ms. Sasithorn Suwandee Ph. D., my amiable husband Mr. Godswill Okwuagu for being there always, Chadakam
Hun-ngam and Wanwisa Rungchuang for your kind assistance and my entire family. Thank you all.

References

Abualrub, R. F., & Alghamdi, M. G. (2012). The impact of leadership styles on nurses’ satisfaction and intention
to stay among Saudi nurses. Journal of nursing management, 20(5), 668-678.

Afridi, A.a., & Baloch, Q.B. (2018). The effect of organizational justice and job satisfaction: A comparative  study
of public and private universities of Khyber Pakhtunkhwa. Abasyn Journal of Social Sciences, 17, 237-
253,

Alsalem, M., and Alhaiani, A. (2007). Relationship between Organizational Justice and Employees Performance.
Aledari, March, (108), 97-110.

Al-Zu'bi, H. A. (2010). A study of relationship between organizational justice and job satisfaction. International
Journal of Business and Management, 5(12), 102.

ANYINYINTIANT WISV AYaaIAT Y



The 10™ National and the 3" International Conference Management Sciences 2021 :
Innovation Management for Enhancing the Local Economy

Andrew, O. C.,, & Sofian, S. (2012). Individual factors and work outcomes of employee engagement. Procedia-
Social and Behavioral Sciences, 40, 498-508.

Aziri, B. (2011). Job satisfaction: a literature review. Management research & practice, 3(4).

Bies, R.J and Moayg, J.S. (1986). International Justice: communication criteria of faimess. Research on Negotiation
in Organizations. (Vol. 1). Greenwich, CT: JAI Press, 43-55.

Biswas, S., & Bhatnagar, J. (2013). Mediator analysis of employee engagement: role of perceived organizational
support, PO fit, organizational commitment, and job satisfaction. Vikalpa, 38(1), 27-40.

Brayfield, A. H., & Rothe, H. F. (1951). An index of job satisfaction. Journal of Applied Psychology, 35(5), 307-
311. https://doi.org/10.1037/h0055617

Chen, M. F., Ho, C. H,, Lin, C. F., Chung, M. H., Chao, W. C., Chou, H. L., & Li, C. K. (2016). Organization-based
self-esteem mediates the effects of social support and job satisfaction on intention to stay in
nurses. Journal of nursing management, 24(1), 88-96.

Christina Dempsey & Barbara A. Reilly; (2016). Nurse Engagement: what are the contributing factors for success.
American Nursing association periodicals; the online journal of issues in nursing vol 21 No 1, January
2016.
https://ojin.nursingworld.org/MainMenuCategories/ANAMarketplace/ANAPeriodicals/OJIN/TableofConten
ts/Vol-21-2016/No1-Jan-2016/Nurse-Engagement-Contributing-Factors-for-Success.htm#Sawatzky

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. Journal of
management, 31(6), 874-900.

Dewanto A. and Wardhani V.; (2017). Nurse Turnover and perceived causes and consequences: a preliminary
study at private hospitals in Indonesia. From the 3" international conference on nursing (ICON) 2017,
BMC Nursing 2018, volume 17 (supplement 2): 52.
https://bmcnurs.biomedcentral.com/articles/10.1186/512912-018-0317-8

Elamin, A. M., & Alomaim, N. (2011). Does organizational justice influence job satisfaction and self-perceived
performance in Saudi Arabia work environment. International Management Review, 7(1), 38-49.

Ferreira, M. R., Proenca, T., & Proenca, J. F. (2015). Volunteering for a lifetime? Volunteers’ intention to stay in
Portuguese hospitals. Voluntas: International Journal of Voluntary and Nonprofit Organizations, 26(3),
890-912.

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis (7th ed.). Englewood Cliffs:
Prentice Hall

Howteerakul, N., & Noree, T. (2019). Intention to extend working life among Thai registered nurses in Ministry of
Public Health: A national survey. Hindawi Nursing Research and Practice volume 2019.
https://doi.org/10.1155/2019/7919404

Hu, Y., Suwandee, S., Vongsinsirikul, S., Islam, M. A, & Soontornkate, S. (2020). The Study of Employee
Engagement Antecedents and the Effect on Employee Commitment: A Case Study of a
Telecommunication Company in the People’s Republic of China. Proceedings of the 11" National &
International Conference, March 27, 2020, Suan Sunandha Rajabhat University, Bangkok, Thailand, 199-
210

Faculty of Management Science Pibulsongkram Rajabhat University



N15USEYNIPINIT MPINITIANISITUTEEUBIE ASIN 10 WAxUIUIYIEASIA 3
elavve “nsdanisuianssugnisonsyaulAsygiagusIn’

International Council of Nurses (2020). Worldwide death toll from COVID-19 among nurses estimated at 100
may be far higher: Retrieved in June 2020, from https://www.icn.ch/news/icn-says-worldwide-death-
toll-covid-19-among-nurses-estimated-100-may-be-far higher

James, L., & Mathew, L. (2012). Employee Retention Strategies: IT Industry. SCMS Journal of Indian
Management, 9(3).

Johari, J. O. H. A.N. I. M., Yean, T. F., Adnan, Z. U. R. I. N. A,, Yahya, K. K., & Ahmad, M. N. (2012). Promoting
employee intention to stay: Do human resource management practices matter. International Journal of
Economics and Management, 6(2), 396-416.

Joseph, M. L., & Huber, D. L. (2015). Clinical leadership development and education for nurses: prospects and
opportunities. Journal of healthcare leadership, 7, 55.

Kalliath, T., & Morris, R. (2002). Job satisfaction among nurses: a predictor of burnout levels. JONA: The Journal
of Nursing Administration, 32(12), 648-654.

Kamalanabhan, T. J., Sai, L. P., & Mayuri, D. (2009). Employee engagement and job satisfaction in the information
technology industry. Psychological reports, 105(3), 759-770.

Kosteas, V. D. (2011). Job satisfaction and promotions. Industrial Relations: A Journal of Economy and
Society, 50(1), 174-194.

Li, Z., Suwandee, S., Suwandee, S., Suwandee, S., Jabutay. F. (2020). The impact of perceived organizational
justice on perceived organizational support and employee commitment: a case study of road
transportation companies in China. Proceedings of the 2nd China-ASEAN International Conference 2020
& The 2nd International Conference on Tourism, Business, & Social Sciences 2020: Insight to China and
ASEAN's Wellness, Tourism, & Innovation, 83-90

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and organizational
Psychology, 1(1), 3-30.

McCarthy, G., Tyrrell, M. P., & Lehane, E. (2007). Intention to’leave’or’stay’in nursing. Journal of nursing
management, 15(3), 248-255.

McCloskey, J. C., & McCain, B. (1987). Satisfaction, commitment, and professionalism of newly employed nurses.
IMAGE: Journal of Nursing Scholarship, 19, 20-24. https://doi.org/10.1111/].1547-5069.1987.tb00581.x

Nabatchi, T., Bingham, L. B., and Good, D. H. (2007). Organizational Justice and Workplace Mediation: A Six
Factor Model. International Journal of Conflict Management, 18, (2), 148-176.

Niehoff, Brian P., and Robert H. Moorman. “Justice as a mediator of the relationship between methods of
monitoring and organizational citizenship behavior”; Academy of Management journal 36.3 (1993): 527-
556.

Nunnally, J. C. (1978). Psychometric theory (2™ edition). New York: McGraw- Hill.

Pagaiya, N., Phanthunane, P., Bamrung, A. et al (2019). Forecasting imbalances of human resources for health in
the Thailand health service system: application of a health demand method. Human Resource
Health 17, 4 (2019). https://doi.org/10.1186/512960-018-0336-2

Robbins, S.P., & Judge, T.A. (2019). Organizational behavior global edition. Pearson Education 2019.

Sawaengdee, K. (2009). Working life table and projection of registered nurses workforce supply in Thailand over
the next 15 years (2008-2022). Bangkok: National Institute of Development Administration.

Sawaengdee, K., Tangcharoensathien, V., Theerawit, T. et al (2016). Thai nurse cohort study: cohort profiles and
key findings. BMC Nurse 15, 10 (2016). https://doi.org/10.1186/s12912-016-0131-0

ANYINYINTIANT WISV AYaaIAT Y



The 10" National and the 3™ International Conference Management Sciences 2021 :
Innovation Management for Enhancing the Local Economy

Simpson, Michelle R. (2009) “Engagement at work: A review of the literature. “International journal of nursing
studies 46.7 (2009): 1012-1024.

Steiger, J. H. (2007),” Understanding the limitations of global fit assessment in structural equation modelling”,
Personality and individual differences, 42 (5), 893-98.

Touhy, L. (2017, January 25). Where people do not like to say no. Retrieved from
http://www.bbc.com/travel/story/20170123-where-people-dont-like-to-say-
no#:~:text=According%20to%20Rachawit%20Photiyarach%2C%20intercultural,who%20can%20handle%
20situations%20calmly.9%E2%809%9D

World Health Organisation (2020). The Global Health Observatory Nursing and Midwifery Personnel per 10,000
population: Retrieved in June 2020, from https://www.who.int/data/gho/data/indicators/indicator-
details/GHO/nursing-and-midwifery-personnel-(per-10-000-population)

Yamane, Taro. 1967. Statistics, An Introductory Analysis, 2nd Ed., New York: Harper and Row.

Faculty of Management Science Pibulsongkram Rajabhat University



