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{Abstract)

The Study on the Influence of Hospital's Outsourcing Worker's QWL to
the Turnover Intention

Hun Chul Kim*, Young Hoon Kim***, Han=Sung Kim***, Jung Sic Woo****

*Dept of Administration Management Seoul Seonam Hospital **Dept of Healthcare Management Eulji University, *** Dept of
Healthcare Informatics, Korea Polytechnic, **** Dept of Health Administration, Cheju Halla University

[purpose] This study was conducted to identify how a hospital's outsourcing workers’ QWL influences Turnover
Intention and to determine Dual Commitment cause any discrepancies in regards to the link between QWL and Turnover
Intention, [Methodology/Approach] The study is based on 254 survey sheets answered by outsourcing employees
working at general hospitals with more than 300 beds in Seoul and the methods of analysis used are as follows:
reliability analysis, correlation analysis, multiple regression analysis, and hierarchical regressions analysis. [Findings] The
study results First, analyzing how different types of QWL (individual, organizational, managemental) influence Turnover
Intention, R2 turned out to be 30.7% and organizational factors and managemental factors show a statistically significant
difference. In addition, organizational and managemental factors have negative effects on Turnover Intention while that of
organization factors has a bigger influence. Second, verifying regulation effects of Dual Commitment in regards to the link
between QWL and Turnover Intention, it is learned that Dual Commitment (hiring firm) has no regulation effects on the
link. However, it does have a regulation effect on the link between QWL (managemental) and Turnover Intention.
Moreover, after verifying regulation effects of Dual Commitment (client’s firm), it is learned that it has regulation effect on
the link between QWL (organizational and managemental) and Trunover Intention. [Practical Implications] In conclusion,
lower Turnover Intention, it is necessary to impose tasks that suit the employees’ competence and to encourage
efficiency throughout clear communications and accurate directions.

Key Words: Outsourcing, QWL(Quality of Working Life), Dual commitment, Turnover Intention
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| {1} HE(Contents and tasks of Outsourcing)
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9] 2(QWL: Quality of Working Life)
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Z1K(Reliability Analysis Result)
= Cronbach's Alpha

Q1~Q5 0.810
Q6~Q10 0.825
Q11~Q15 0.736
Q1~Q10 0.951
Q1~Q10 0917
Q1~Q10 0.856

<H 6> Attt A A HaKCorrelation Analysis Result)
TEQ0I7H AR

4

22 XEA 3.11 0.75 0'294
Mo &
s 286 o070 037
T23|A 2.86 0.83 O'f§8
01529
TS| A} 2.93 0.69 0'43<*77

1
0.667 0.595 0.443 0.328
ok *x ** o

0.688
*%

0.460 0.435 0.420 0.686 0.424
- *x *k *k ok

*p<0.05, *p<0.01, *p<0.001
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L2 MEo| Zlo| o|ZRlo| o O|X|= ¥ (Analyzing how different types of QWL(individual,

organizational, managemental) influence Turnover Intention)

<E7>
4 =8 B

(=) 4.380

- Mol 0.076

ZEH -0.331

ey -0.225

Std. E B(Beta) t )

0.198 22.163 0.000
0.056 0.080 1.354 0.177
0.066 -0.380 -5.029 0.000
0.061 —-0.257 -3.671 0.000

R2=0.307 / Ad}.R2=0.298 / F=36.858"** / p=0.000 / Durbin—Watson=1.955
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4 29 Tt R2 AR2 AF
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Commitment(client’s firm) in regards to the link between QWL and Turnover Intention)

4 23 ZIQH R2 AR2 AF

1 ZEMo| ZU(FHIX)(L) 0.025 0.021 6.373*
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3 NSHE(LXR) 0.333 0.325 6.413*
1 Z2Meo| H(alH)(L) 0.235 0.232 77.616™*
2 0IZ= (T AsIANR) 0.298 0.293 22,519+
3 ASTE(LXR) 0.312 0.303 4811*

*p<0.05, **p<0.01, ***p<0.001
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