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CHAPTER I 

INTRODUCTION 

 

 

Employee Engagement is an emotional commitment of the employees to 

the job and organization. Many have claimed that employee engagement predicts 

employee outcomes, organizational success, and financial performance (Harter, J. K., 

2002; Bates, S., 2004; Richman, A., 2006). “Engaged employees result in 20% better 

performance and are 87% less likely to leave the organization” (Council, C. L., 2004). 

Many researchers have studied to identify the key drivers of employee 

engagement. There are a variety of results, including factors such as, “working 

environment and co-worker relationship” (Anitha, J., 2014), “employee welfare, 

empowerment, and employee growth” (Mani, V., 2011), “feeling valued by 

management, two-way communication between management and employees, and 

management’s interest in employees’ well-being” (Kompaso, S. M., & Sridevi, M. S., 

2010), and “workload and meaningful of work” (Fiabane, E., Giorgi, I., Sguazzin, C., 

& Argentero, P., 2013). 

Bumrungrad International Hospital is one of the largest private hospital in 

Southeast Asia, located in Bangkok, Thailand, founded in 1980. As in 2016, it served 

1.1 million patients around the world. It has about 4,200 employees, including non-

professionals and clinical professionals, which consist of 70 pharmacists. 

In this paper we aim to identify the key drivers of pharmacist engagement 

at Bumrungrad and give recommendations in order to improve pharmacist engagement 

in the private hospital to maximize their performance and retention for business 

success. 

 

 

1.1  Problem Statement 

 Pharmacists have a high impact on the hospital business and are in shortage 

in the Thai hospital workforce (Chanakit, T., Low, B. Y., Wongpoowarak, P., 
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Moolasarn, S., & Anderson, C., 2015). Engaging the pharmacists could reduce 

turnover and prevent the shortage issue to reduce hiring and training costs and time, 

which benefits the business performance and customer satisfaction. Even though there 

are many research studies about the key drivers of employee engagement, there are no 

studies focused on pharmacists, who have very specific job characteristics and 

education background. 

 

 

1.2  Research Question 

 In this paper we will investigate what drivers could influence the 

pharmacists to have higher engagement in Bumrungrad. The research question is 

“What are the key drivers of pharmacist engagement in Bumrungrad International 

Hospital?” 

 

 

1.3  Research Objectives 

1. To evaluate the drivers that affect the pharmacist engagement in a 

private hospital in Bangkok. 

2. To identify the key drivers of pharmacist engagement in the private 

hospital 

3. To give recommendations in order to improve pharmacist engagement 

in the private hospital. 

 

 

1.4  Research Scope 

 The scope of this study is limited to pharmacists working at Bumrungrad 

International Hospital in Bangkok. 
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1.5  Expected Benefit 

1. To use the information in order to improve pharmacist engagement 

strategy in private hospitals. 

2. To add to the understanding of Management, Human Resources 

Professionals, academicians, and people who are interested in 

pharmacist engagement in private hospitals. 
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CHAPTER II 

LITERATURE REVIEW 

 

 

2.1  Employee Engagement 

 The term Employee Engagement has been mentioned in academic research 

since 1990 and has been defined differently by researchers such as “People employ 

and express themselves physically, cognitively, and emotionally during role 

performances” (Kahn, W. A., 1990), “Emotional and intellectual commitment to the 

organization” (Baumruk, R., 2004; Shaw, K., 2005; Richman, A., 2006), and “A 

positive fulfilling, work-related state of mind that is characterized  by vigour, 

dedication, and absorption” (Van Schalkwyk, S., 2010). From all definitions given, we 

can imply that an engaged employee would have a positive impacts on the 

organization and its performance. 

 

 

2.2  Employee Engagement, Performance, and Retention 

To investigate the impact of employee engagement on the business 

outcome, there are many researchers who have studied the link between employee 

engagement, performance, and retention. All research results show a positive 

relationship between them (Harter, J. K., 2002; Bates, S., 2004; Council, C. L., 2004; 

Richman, A., 2006), which influenced many organizations to value the employee 

engagement and try to understand the drivers that could enhance their employees to be 

engaged since they believe it is one of the strategies to gain sustained competitive 

advantage. 
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2.3  Pharmacist Engagement 

Pharmacists have a high impact on the hospital business and are in shortage 

in the Thai hospital workforce (Chanakit, T., Low, B. Y., Wongpoowarak, P., 

Moolasarn, S., & Anderson, C., 2015; Pisansit T., 2015). According to the healthcare 

careers assessment by Forbes, pharmacist is one of the most attractive careers (Adams 

S., 2014) but, in contrast, their engagement level ranked 34th out of 36th for 

healthcare careers, compared to other healthcare professionals (The Advisory Board 

Company Survey Solutions, 2013). This contrast could imply that the drivers that 

affect pharmacist engagement are different from the engagement of other employee in 

healthcare. 

In this paper we aim to identify the key drivers of pharmacist engagement 

at Bumrungrad International Hospital in order to improve pharmacist engagement in 

the private hospital, to maximize their performance and retention for business success. 

 

 

2.4 Drivers of Employee Engagement 

In order to improve employee engagement, many researchers have studied 

to identify the key drivers of employee engagement by ranking the correlation between 

each driver and employee engagement level using a quantitative approach. There are a 

variety of results as detailed in the following table. 

 

Table 2.1  The key drivers of employee engagement classification 

Classification Key Drivers of Employee Engagement 

Anitha, J. (2014) Working environment and co-worker relationship 

Fiabane, E. (2013) Workload and meaningfulness of work 

Training, D. C. 

(2012) 

Immediate supervisor, senior leadership, pride 

Mani, V. (2011) Employee welfare, empowerment, and employee growth 
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Table 2.1  The key drivers of employee engagement classification (cont.) 

Classification Key Drivers of Employee Engagement 

Anitha, J. (2014) Working environment and co-worker relationship 

Fiabane, E. (2013) Workload and meaningfulness of work 

Training, D. C. 

(2012) 

Immediate supervisor, senior leadership, pride 

Mani, V. (2011) Employee welfare, empowerment, and employee growth 

Saks, A. M. (2006) Job characteristics, organizational support, procedural justice 

IES Survey (2003) Feeling valued and involved 

Perrin, T. (2003) Senior management’s interest in employees’ well-being, 

challenging work, decision making authority. 

 

 

From previous research studies summarized above, they identified the key 

drivers for overall employee engagement, regardless of their diverse background and 

environment. Only a few studies try to identify specific engagement drivers segmented 

by geographic, industry, and occupation. 

 

 

2.5  Key Drivers of Employee Engagement in the Hospital Industry 

Research about employee engagement drivers in the hospital industry is 

rarely found and focused on overall employees and nurses, as the results in the 

following table show. 
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Table 2.2  The key drivers of healthcare employee engagement classification 

Classification Key Drivers of Employee Engagement 

Hospital Employees 

(Max C., 2012) 

Senior leadership, immediate manager, and development 

opportunity 

Registered Nurses 

(Rivera, R. R., 2011) 

Recognition, work environment, passion of job, autonomy 

and input, personal growth 

 

 

2.6 Employee Engagement Model 

This paper aims to focus on the Engagement Model of the Institute for 

Employment Studies (2003) and other key drivers mentioned in Tables 2.1 and 2.2 that 

are not included in the model, which are senior leadership (Max C., 2012; Perrin, T., 

2003) and workload (Fiabane, E., 2013). 

The main focus of Institute for Employment Studies engagement model is 

the employee feeling valued and involved. In Figure 2.3, it explains that individuals’ 

perceptions of feeling involved with and valued to the organization. 

 

 

Figure 2.3  The Engagement Model (IES Survey, 2003) 
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In Figure 2.4, it indicates the key drivers which support the employee’s 

feeling valued and involved, ranked by the highly significant on the top to the lowest 

on the bottom. 

 

 

Figure 2.4  The drivers of employee engagement (IES Survey, 2003) 

 

 

2.7  Hypothesis and Framework 

Based on the literature review of key drivers of employee engagement, we 

expect that the key drivers of pharmacist engagement at Bumrungrad would be  

- Unique from previous research studies. 

- Unique engagement drivers’ significance ranking 
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Figure 2.5  Initial framework 

 

 

Table 2.6  Definition of Engagement Drivers 

Engagement Driver Definition 

Training, development, 

and career 

Employees feel that they have enough supports and 

opportunities to develop their knowledge and skills. 

Immediate management Employees feel that their direct supervision cares, 

supports, and gets along well with them. 

Performance and appraisal Employees feel that their direct supervision gives them 

feedback regularly and evaluates performance fairly. 

Communication Employees feel that they receive adequate information 

and well-informed of any changes. 

Equal opportunities and 

fair treatment 

Employees feel that they are treated fairly. 

Pay and benefits Employees feel that they are rewarded fairly. 
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Table 2.6  Definition of Engagement Drivers (cont.) 

Engagement Driver Definition 

Health and safety Employees feel satisfied that the work environment is 

clean and safe, with the right work equipment. 

Co-operation Employees feel that collaboration between departments 

and committees are good. 

Family friendliness Employees feel that organization supports and give 

equal opportunity for employee who has family. 

Job satisfaction Employees feel that their job has variety and 

challenging 

Senior leadership Employees feel that senior leaders effectively 

communicate mission, values, and strategy, which 

focus on both customers and employees. 

Workload Employees feel that they have enough time to complete 

their job and balance their work-life. 
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CHAPTER III 

RESEARCH METHODOLOGY 

 

 

3.1  Research Setting 

This research is conducted at Bumrungrad International Hospital since it is 

one of the largest private hospitals in Southeast Asia with over 37 years of continuous 

growth. Meanwhile, pharmacists have a high impact on the hospital business and are 

in shortage in the Thai hospital workforce (Chanakit, T., Low, B. Y., Wongpoowarak, 

P., Moolasarn, S., & Anderson, C., 2015). Therefore, identifying the key drivers of 

pharmacist engagement at Bumrungrad should support the company, other private 

hospitals, and medical service providers to improve pharmacist engagement in order to 

maximize pharmacist performance and retention for business success. 

 

 

3.2  Sample and Data Collection 

An online questionnaire survey method is used to collect data for the 

proposed study. Quantitative methods will be used to analyze the data. Survey 

respondents provide an answer that corresponds to a number, which can be used for 

statistical analysis (SurveyMethods, 2017). A survey is proper for collecting data from 

large number of respondents within a short period and suitable for understanding what 

variables influence an outcome (Nyame-Mireku, M. N., 2012). This method is chosen 

for this study because it can reach a large number of participants in limited time. 

Moreover, to investigate the impact of each driver on engagement, statistical analysis 

can be used to identify the correlations between the main variables and outcomes, 

which are engagement drivers and employee engagement level, respectively. 

This target sample size for this study consists of 44 participants who are 

currently working as full-time pharmacists at Bumrungrad International Hospital. The 

number of participant represents 63 percent of total target group which is adequate for 
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this study, as in previous studies, the average response rates for surveys used in 

organizational was 52.7 percent (Baruch, Y., 2008). 

An online survey invitation link was sent to the participants through the 

department group chat, provided through an online survey provider, containing a 

research introduction, consent form, and questionnaire survey. The survey data was 

collected within 2 weeks. 

 

 

3.3 Instrument 

The online questionnaire survey for this research contained the following 

two sections: 

The first section asked the respondents to provide the general information 

about personal and work-related information included age, gender, years of service, 

and job position. 

The second section measured the impact of twelve engagement drivers on 

the employee feeling valued and involved, which leads to employee engagement. The 

questionnaire from IES Survey (Institute of Employment Studies Survey, 2003) and 

NHS Survey (National Health Service Survey Coordination Center, 2017) are selected 

for this research. They are well-designed questionnaires using a 5-point Likert scale, 

where five is given as the highest value and one as the lowest (5=Strongly Agree, 

4=Agree, 3=Neutral, 2=Disagree, 1=Strongly Disagree). Each engagement driver is 

converted into different related questions. It can be used to analyze the correlation of 

each driver on engagement. (Rajagopal, N., 2007). The questions related to the drivers 

in the hypotheses are chosen to develop the questionnaire as shown in Table 3.1. 

 

Table 3.1  Questions used in the questionnaire survey 

No. Engagement Driver Question 

1 Feeling valued and involved It would take a lot to get me to leave this 

organization. 

2 Feeling valued and involved I feel involved in decisions that affect my work. 
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Table 3.1  Questions used in the questionnaire survey (cont.) 

No. Engagement Driver Question 

3 Feeling valued and involved This hospital inspires me to do my best work 

every day. 

4 Feeling valued and involved Good suggestions from staff tend to get ignored 

here.* 

5 Training, development and 

career 

My line manager takes staff development 

seriously. 

6 Training, development and 

career 

Training opportunities are available at this 

organization to help me build valuable skills. 

7 Training, development and 

career 

I am given adequate training to do my current 

job. 

8 Immediate management My immediate supervisor is sensitive to 

work/life issues. 

9 Immediate management My immediate supervisor sets clear expectations 

and goals with me. 

10 Immediate management My immediate supervisor supports me when 

things go wrong. 

11 Performance and appraisal I am given regular feedback on my performance 

by my manager. 

12 Performance and appraisal The way my performance is measured seems 

fair to me. 

13 Performance and appraisal I understand how my work goals relate to the 

hospital's goals. 

14 Communication I am kept informed of important matters and 

changes in the organization. 

15 Communication The information I need to do my job is readily 

available. 

16 Communication Internal communication channel is effective 

around here. 
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Table 3.1  Questions used in the questionnaire survey (cont.) 

No. Engagement Driver Question 

17 Equal opportunities and 

fair treatment 

I feel I am fairly treated here. 

18 Equal opportunities and 

fair treatment 

My work environment is free from bullying and 

harassment. 

19 Equal opportunities and 

fair treatment 

This organization makes its positive 

commitment to equal opportunities clear. 

20 Pay and benefits Good performance is rewarded fairly here. 

21 Pay and benefits I am paid fairly for the contributions I make. 

22 Pay and benefits My benefits plan meets my needs well. 

23 Health and safety I am satisfied with my physical working 

environment. 

24 Health and safety I am satisfied with the quality of equipment I 

use in my job. 

25 Health and safety This organization addresses safety issues 

quickly and effectively. 

26 Co-operation Co-operation between departments is good in 

this organization. 

27 Co-operation My coworkers work together to achieve our 

goals. 

28 Co-operation My coworkers listen and respect my thoughts 

and feelings. 

29 Family friendliness This organization is a ‘family-friendly’ 

employer. 

30 Family friendliness People in this organization with family 

commitments have equal career opportunities. 
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Table 3.1  Questions used in the questionnaire survey (cont.) 

No. Engagement Driver Question 

31 Family friendliness This organization provides good support for 

staff with family responsibilities. 

32 Job satisfaction There is a lot of variety in my job. 

33 Job satisfaction I do interesting and challenging work. 

34 Job satisfaction I get a feeling of accomplishment from my job. 

35 Senior Leadership Senior management treat employees as this 

organization's most valued asset. 

36 Senior Leadership Senior management acts on staff feedback. 

37 Senior Leadership Senior management fills me with excitement for 

the future of this organization. 

38 Workload The amount of responsibility I am given allows 

me to perform my job efficiently and 

effectively.  

39 Workload There is enough staff available to meet patient 

needs. 

40 Workload The balance between my work and personal 

commitments is right for me. 
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CHAPTER IV 

RESEARCH FINDINGS 

 

 

4.1  Demographic Results 

Data were collected through a survey which targeted full-time pharmacists 

who work at Bumrungrad International Hospital. The respondents of the survey are 

mainly generation Y female who work at the operational level. 

The demographics of the 44 respondents are as follows. 

 

Table 4.1  Respondents by gender 

Gender Amount (person) Percentage 

Male 8 18% 

Female 36 82% 

Total 44 100% 

 

 

Table 4.2  Respondents by Age 

Age Amount (person) Percentage 

24-29 years 19 43% 

30-39 years 19 43% 

40-49 years 5 12% 

Not indicated 1 2% 

Total 44 100% 
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Table 4.3  Respondents by Job Position Level 

Job Position Level Amount (person) Percentage 

Operational 35 80% 

Supervisor 4 9% 

Management 5 11% 

Total 44 100% 

 

 

Table 4.4  Respondents by Year of Service 

Year of Service Amount (person) Percentage 

Less than 1 year 3 7% 

1-2 years 6 14% 

3-5 years 14 32% 

6-10 years 7 16% 

11-15 years 11 25% 

16-20 years 2 4% 

Not indicated 1 2% 

Total 44 100% 

 

 

The respondents are asked to indicate a degree of agreement and 

disagreement with each statement, which converted from each engagement driver, 

using a 5-point Likert scale ranging from strongly agree (5) to strongly disagree(1) 

Each engagement driver’s score is an average score of its related questions. 

In Table 4.5, it shows the minimum, maximum, average, and standard deviation, for 
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each engagement driver in descending order by average score, from the highest which 

is Job Satisfaction (3.42), to the lowest which is Workload (2.46). 

 

Table 4.5 Descriptive Statistics 

No. Employee Engagement Drivers 

 

N 

 

Min 

 

Max 

 

Mean 

 

SD 

1 Job Satisfaction 44 2.33 5.00 3.42 .706 

2 Immediate Management 44 1.33 4.67 3.39 .724 

3 Performance and Appraisal 44 2.33 4.67 3.36 .574 

4 Communication 44 1.00 4.67 3.33 .811 

5 Health and Safety 44 1.67 4.67 3.33 .745 

6 Co-operation 44 2.00 4.33 3.30 .565 

7 Training, Development and Career 44 1.33 5.00 3.30 .767 

8 Equal Opportunities and Fair Treatment 44 1.33 4.33 3.26 .865 

9 Feeling Valued and Involved 44 2.00 4.25 3.22 .636 

10 Pay and Benefits 44 1.00 4.00 2.84 .629 

11 Senior Leadership 44 1.00 4.33 2.71 .779 

12 Family Friendliness 44 1.00 3.67 2.66 .665 

13 Workload 44 1.00 4.00 2.46 .751 

 

 

4.2  Main Findings 

Table 4.6 shows the Pearson correlations to investigate the relationship 

between demographic variables and feeling valued and involved. The results indicate 

that age and job position level have statistically significant correlation with feeling 

valued and involved, while gender and year of service are not significant as the p-

values are bigger than 5% level. 
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Age and job position level have low positive relationship with feeling 

valued and involved, at 34.1% and 36% correlation, respectively. It can be interpreted 

that the higher the age and job position, the higher level of feeling valued and 

involved. 

 

Table 4.6 Correlation relationship between demographic variables and Feeling 

Valued and Involved 

 

 

 

In Table 4.7, using the Pearson Correlation analysis to investigate the 

relationship between each employee engagement driver and feeling valued and 

involved, the results show that immediate management is the only driver that is not 

statistically significant with feeling valued and involved as the p-value is at 19% level, 

while other variables are statistically significant as the p-values of Co-operation, Equal 

opportunities and fair treatment, Job satisfaction, Pay and benefits, Performance and 

appraisal, Senior Leadership, Training & development and career, and Workload are 

smaller than 5% level, and Communication, Family friendliness, and Health and safety 

are smaller than 1% level. 
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Table 4.7  Correlation relationship between Feeling Valued and Involved and 

each employee engagement driver 
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Employee engagement drivers’ correlation coefficient is ranked in Figure 

4.1. According to the rule for interpreting the size of a correlation coefficient (Hinkle, 

D. E., 2003) in Table 4.8, the drivers which have moderate positive relationship with 

feeling valued and involved are Senior leadership (.677), Training, development and 

career (.641), Co-operation (.590), Job satisfaction (.558), and Health and safety 

(.515). The drivers which have low positive relationship with feeling valued and 

involved are Workload (.486), Equal opportunities and fair treatment (.471), Pay and 

benefits (.429), Performance and appraisal (.411), Family friendliness (.365) and 

Communication (.335). 

 

 

 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

Figure 4.1  Research Framework with Pearson Correlation Coefficient Values 
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Table 4.8  Size of a correlation coefficient (Hinkle, D. E., 2003) 

Size of Correlation Interpretation 

.900-1 Very high positive correlation 

.700-.900 High positive correlation 

.500-.700 Moderate positive correlation 

.300-.500 Low positive correlation 

0-.300 Negligible correlation 

 

 

In Table 4.9, using the Linear Regression analysis to measure the strength 

of impact of each employee engagement driver toward Feeling Valued and Involved, 

the result indicates that Co-operation, Equal opportunities and fair treatment, Health 

and safety, Job satisfaction, Performance and appraisal , Senior Leadership, Training, 

development and career, and Workload show positive impact on Feeling valued and 

involved, while Communication, Family friendliness, Immediate management, and 

Pay and benefits show negative impact on Feeling valued and involved. 

 

Table 4.9  Linear Regression of each employee engagement driver toward Feeling 

Valued and Involved 
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Table 4.9  Linear Regression of each employee engagement driver toward Feeling 

Valued and Involved (cont.) 
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In Table 4.10, using the Backward Stepwise Linear Regression to find the 

significant model by testing all the independent variables first, eliminate the most 

insignificant variables, and testing them again repeatedly until only significant 

variables (P<.05) are left in the model. It required 10 steps to arrive at a final model, 

which was the three-variable model consists of Co-operation (β=.298), Health and 

Safety (β=.234), and Senior Leadership (β=.419). The result indicates that Senior 

Leadership has the greatest positive impact on Feeling valued and involved, followed 

by Co-operation, and Health and Safety, respectively. 

 

Table 4.10  Backward Stepwise Linear Regression of each employee engagement 

driver toward Feeling Valued and Involved 
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Table 4.10  Backward Stepwise Linear Regression of each employee engagement 

driver toward Feeling Valued and Involved (cont.) 
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Table 4.10  Backward Stepwise Linear Regression of each employee engagement 

driver toward Feeling Valued and Involved (cont.) 
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Table 4.10  Backward Stepwise Linear Regression of each employee engagement 

driver toward Feeling Valued and Involved (cont.) 
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Figure 4.2  Research Framework with Backward Stepwise Linear Regression of 

each employee engagement driver toward Feeling Valued and Involved 
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CHAPTER V 

CONCLUSIONS 

 

 

5.1  Conclusion 

To improve pharmacist engagement in the private hospital to maximize 

their performance and retention for business success, the management needs to 

consider the key drivers that influence their engagement level. This research targeted 

full-time pharmacists who work at Bumrungrad International Hospital. Most of the 

respondents are generation Y female pharmacists who work at the operational level. 

From the data collection and analysis, the research found that the top 5 

engagement driver average scores are Job Satisfaction, Immediate Management, 

Performance and Appraisal, Communication, Health and Safety. It also found that the 

older age groups and higher job position levels have higher level of feeling valued and 

involved. 

In the main findings, the research found that each of the drivers, except 

Immediate Management, was significantly positively correlated to feeling valued and 

involved which leads to higher engagement level. The top 5 correlations, which have 

moderate positive relationship, were Senior Leadership, Training, development and 

career, Co-operation, Job Satisfaction, and Health and Safety, respectively. 

Linear regression analysis indicates that there are only eight drivers that 

show positive impact on Feeling valued and involved, which are Co-operation, Equal 

opportunities and fair treatment, Health and safety, Job satisfaction, Performance and 

appraisal, Senior Leadership, Training, development and career, and Workload. The 

top 5 predictors are Co-operation, Senior Leadership, Equal opportunities and fair 

treatment, Workload, and Health and Safety. 

In further analysis using backward stepwise linear regression indicates that 

only Co-operation, Senior Leadership, and Health and Safety are the significant 

drivers that influence the level of Feeling Valued and Involved. Senior Leadership is 
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the most important driver, followed by Co-operation, and Health and Safety, 

respectively. 

The results from various data analysis methods show that Senior 

Leadership, Co-operation, and Health and Safety are in the top 5 significance rank as 

shown in Table 5.1. This supports the research hypothesis that the key drivers of 

pharmacist engagement are unique from overall employees. 

 

Table 5.1  Top 5 Drivers of Pharmacist Engagement from correlation, linear 

regression, and backward stepwise linear regression method 

Significance 

Rank 
Correlation 

 

Linear Regression 

 

Backward Stepwise 

Linear Regression 

1 Senior Leadership Co-operation Senior Leadership 

2 
Training, development 

and career 
Senior Leadership Co-operation 

3 Co-operation 
Equal opportunities 

and fair treatment 
Health and Safety 

4 Job Satisfaction Workload  

5 Health and Safety Health and Safety  

 

 

Senior management plays a critical role in promoting pharmacist 

engagement. They need to make the pharmacists feel that they are treated as the 

organization’s most valued asset and their feedback are being heard and responded to. 

Senior management also needs to fill them with enthusiasm for the future of the 

organization by effectively communicating mission, values, and strategy. 
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Co-operation between coworkers and departments is also vital in engaging 

the pharmacists. Working as a pharmacist at the hospital requires them to cooperate 

with their coworkers and many different departments during their whole work shifts so 

it is the major part of their daily work which affects their emotions and well-being. 

Embedding a shared goal of patient focus across the departments leads to higher co-

operation. Let them share and learn about others’ tasks and pressures to build 

understanding and trust among coworkers and departments. 

Physical working environment and quality of work equipment highly 

influence the pharmacist engagement level. Pharmacists working at the hospital have 

high contact with patients and use machines and equipment so they have high health 

and safety risk. Extend the patient safety culture to the patient and staff safety culture. 

Provide them a clean and safe work environment with proper work equipment that 

effectively supports their tasks. Design a quick and effective problem-solving process 

for addressing any health and safety issues.  

 

 

5.2  Limitations and suggestions for future research 

This study used self-reported quantitative data, voluntary participation, and 

one hospital research site. The response rate is 44 out of 70 total pharmacists at the 

hospital, which is 63 percent of the total target group. Even though the response rate is 

high enough to represent the total group, higher response rate would give higher result 

reliability. 

For future research, there are several topics to consider. Conducting a 

qualitative survey like individual or focus group interview would give more in-depth 

information. Furthermore, a research study on the effects of leadership styles, co-

operation, and safety culture on pharmacist engagement at the hospital is 

recommended. 
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Appendix A: Questionnaire 

 

 

 

1.2 อายุ _______ ปี

แบบสอบถามปัจจัยที่ มีผลต่อความผูกพนัองค์กรในพนักงานกลุ่มเภสัชกร

แบบสอบถามนีเ้ป็นส่วนหนึง่ของโครงการสารนิพนธ์ หลักสูตรปริญญาโท มหาวทิยาลัยการจดัการมหิดล

แบบสอบถามนีใ้ช้เวลาตอบประมาณ 10 นาที ข้อมลูทีท่า่นตอบจะถกูเก็บเป็นความลับและใช้เพ่ือวตัถปุระสงค์ในการท างานวจิยัเทา่นัน้

ขอขอบพระคณุเป็นอยา่งสูงทีส่ละเวลาในการตอบแบบสอบถามนี ้

หากมีข้อสงสัยใดๆ กรุณาติดต่อ วลัยวลัย์ ณัฐดรุงค์ zenanazany@gmail.com

1.1 เพศ            ชาย            หญิง

1.4 อายุงาน      ต ่ากวา่ 6 เดือน      6 เดือนถึง 1 ปี      1-2 ปี              2-5 ปี            6-10 ปี

1.3 ต าแหนง่งาน         เภสชักรระดบัปฏิบตัิการ            หวัหน้าหนว่ย            ผู้จดัการขึน้ไป

ส่วนที่ 1: ข้อมูลทั่วไป

ส่วนที่ 2: แบบสอบถาม

                11-15 ปี                16-20 ปี               21-25 ปี          26 ปีขึน้ปี

ค าชีแ้จง: แบบสอบถามนีจ้ดัท าขึน้เพ่ือใช้เป็นเคร่ืองมือในการวจิยัและเก็บรวบรวมข้อมลูเก่ียวกบั "ปัจจยัทีมี่ผลต่อความผูกพันองค์กรในพนกังานกลุ่มเภสัชกร"

ล าดับ ค าถาม

เห
็นด้

วย
อย่

าง
ยิ่ง

เห
็นด้

วย

ปา
นก

ลา
ง

ไม่
เห
็นด้

วย

ไม่
เห
็นด้

วย
อย่

าง
ยิ่ง

1 ฉันต้องคิดหนกั หากจะต้องลาออกจากองค์กร 5 4 3 2 1

2 ทีน่ี่สร้างแรงบนัดาลใจให้ฉันรู้สึกอยากท างานให้ได้ดีทีสุ่ดในทกุๆวนั 5 4 3 2 1

3 ฉันรู้สึกมีส่วนร่วมในการตดัสินใจต่างๆ ทีมี่ผลต่องานของฉัน 5 4 3 2 1

4 ข้อเสนอแนะทีด่ีจากพนกังานทีน่ี่มกัจะถกูละเลย 5 4 3 2 1

5 ผู้บริหารระดบัสูงปฏบิตัิต่อพนกังานเสมือนเป็นทรัพยากรทีมี่ค่ามากทีสุ่ดขององค์กร 5 4 3 2 1

6 ผู้บริหารระดบัสูงมีการตอบสนองต่อ feedback ของพนกังาน 5 4 3 2 1

7 ผู้บริหารระดบัสูงท าให้ฉันรู้สึกตื่นเต้นกบัทิศทางในอนาคตของโรงพยาบาล 5 4 3 2 1

8 เม่ือมีข้อมลูหรือการเปลี่ยนแปลงทีส่ าคญัภายในองค์กร จะมีการสื่อสารให้ฉันรับทราบเสมอ 5 4 3 2 1

9 ฉันสามารถเข้าถงึข้อมลูทีจ่ าเป็นต่อการท างานของฉัน 5 4 3 2 1

10 การสื่อสารภายในองค์กรนี ้มีประสิทธิภาพ 5 4 3 2 1

11 ฉันรู้สึกวา่ได้รับการปฏบิตัิอยา่งเทา่เทียม 5 4 3 2 1

12 สภาพแวดล้อมในการท างานทีน่ี่ ปราศจากการกลัน่แกล้งและคกุคามต่างๆ 5 4 3 2 1

13 องค์กรยดึมัน่ในเร่ืองการให้โอกาสทกุคนอยา่งเทา่เทียมกนั 5 4 3 2 1

14 ฉันรู้สึกพึงพอใจในสภาพแวดล้อมในสถานทีท่ างานของฉัน 5 4 3 2 1
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ล าดับ ค าถาม

เห
็นด้

วย
อย่

าง
ยิ่ง

เห
็นด้

วย

ปา
นก

ลา
ง

ไม่
เห
็นด้

วย

ไม่
เห
็นด้

วย
อย่

าง
ยิ่ง

15 ฉันรู้สึกพึงพอใจในคณุภาพของอปุกรณ์ทีใ่ช้ในการท างาน 5 4 3 2 1

16 โรงพยาบาลนีส้ามารถจดัการปัญหาด้านความปลอดภยัได้อยา่งรวดเร็วและมีประสิทธิภาพ 5 4 3 2 1

17 องค์กรให้ผลตอบแทนหรือรางวลัอยา่งเหมาะสมแกผู่้ทีมี่ผลการปฏบิตัิงานดี 5 4 3 2 1

18 ฉันได้รับผลตอบแทนทีเ่หมาะสมสอดคล้องกบัความทุม่เทท างาน 5 4 3 2 1

19 สวสัดิการขององค์กรตอบสนองความต้องการของฉันได้ดี 5 4 3 2 1

20 องค์กรนีใ้ห้ความส าคญักบัครอบครัวพนกังาน 5 4 3 2 1

21 องค์กรให้โอกาสความก้าวหน้าในงานอยา่งเทา่เทียมกนั 5 4 3 2 1

22 องค์กรมอบสวสัดิการทีเ่หมาะสมแกค่รอบครัวพนกังาน 5 4 3 2 1

23 ผู้บงัคบับญัชาของฉันสนบัสนนุการเรียนรู้และพัฒนาพนกังานอยา่งจริงจงั 5 4 3 2 1

24 องค์กรมีการจดัการฝึกอบรมและพัฒนาทีช่ว่ยสร้างทกัษะทีเ่ป็นประโยชน์ให้กบัฉัน 5 4 3 2 1

25 ฉันได้รับการฝึกอบรมอยา่งเพียงพอส าหรับการท างานในต าแหน่งปัจจบุนั 5 4 3 2 1

26 ความร่วมมือระหวา่งแผนก/ฝ่ายต่างๆ มีประสิทธิภาพ 5 4 3 2 1

27 เพ่ือนร่วมงานท างานร่วมกนัเพ่ือบรรลุเป้าหมายของโรงพยาบาล 5 4 3 2 1

28 เพ่ือนร่วมงานรับฟังและเคารพในความคิดความรู้สึกของฉัน 5 4 3 2 1

29 ฉันได้รับ feedback ในการท างานอยา่งสม ่าเสมอ 5 4 3 2 1

30 การวดัผลการปฏบิตัิงานของฉัน มีความยตุิธรรม 5 4 3 2 1

31 ฉันทราบวา่เป้าหมายการท างานของฉันมีความเช่ือมโยงอยา่งไรกบัเป้าหมายขององค์กร 5 4 3 2 1

32 ผู้บงัคบับญัชาของฉันมีความเอาใจใส่ทัง้ในเร่ืองการท างานและชีวติส่วนตวัของพนกังาน 5 4 3 2 1

33 ผู้บงัคบับญัชาของฉันมีการตัง้เป้าหมายและความคาดหวงักบัฉันอยา่งชดัเจน 5 4 3 2 1

34 เม่ือมีปัญหาเกิดขึน้ ผู้บงัคบับญัชาของฉันให้ความชว่ยเหลือเป็นอยา่งดี 5 4 3 2 1

35 ปริมาณงานทีฉ่ันได้รับมีความเหมาะสม ท าให้ฉันสามารถท างานได้อยา่งมีประสิทธิภาพ 5 4 3 2 1

36 มีจ านวนพนกังานเพียงพอทีจ่ะตอบสนองต่อความต้องการของลูกค้าได้อยา่งเหมาะสม 5 4 3 2 1

37 ฉันสามารถสร้างความสมดลุระหวา่งการท างานกบัชีวติส่วนตวัได้อยา่งเหมาะสม 5 4 3 2 1

38 หน้าทีแ่ละความรับผิดชอบในงานของฉันมีความหลากหลาย 5 4 3 2 1

39 งานของฉันเป็นงานทีน่่าสนใจและท้าทาย 5 4 3 2 1

40 ฉันรู้สึกภาคภมิูใจในหน้าทีก่ารงานของฉัน 5 4 3 2 1

 - ขอขอบพระคุณเป็นอย่างสูงที่สละเวลาในการตอบแบบสอบถาม -
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