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Abstract

Purpose : The purpose of this study was two-fold: to identify the effect of dental hygienist’s self-determination motivation on
their job engagement and to analyze the moderating effect of compensation satisfaction that affect the relevance.

Methods : Data were collected using a structured self-report questionnaire administered to 260 dental hygienists working in dental
hospitals and clinics in Busan, South Korea. These were analyzed using IBM SPSS Statistics version 26.0 and SPSS Process Macro
3.5. A frequency analysis, including the respondents’ general characteristics, frequency, percentages, and standard deviations, was
performed. A regression analysis was also performed using SPSS Process Macro to verify the moderating effect of compensation
satisfaction in the effect of self-determination motivation on job engagement.

Results : The self-determination motivation of the dental hygienists had a statistically significant positive effect on their job
engagement, which was the dependent variable. Higher intangible compensation satisfaction levels led to a stronger effect of intrinsic
motivation but a weaker effect of extrinsic motivation on job engagement. Moreover, higher tangible compensation satisfaction
levels strengthened the effect of intrinsic motivation on job engagement.

Conclusion : Recently, the demand for oral health care has been increasing, Competition in the dental medical service market
warrants, high-quality dental services based on accurate diagnosis and treatment. In this context, dental hygienists’ job engagement
must be improved. For this purpose, increasing the satisfaction of dental hygienists with self-determination motivation and
appropriate compensation is effective. In addition, attention must be paid to the moderating effect of compensation satisfaction on
the relationship between intrinsic motivation and job engagement. On the basis of the implications of this study, the results can be

used as basic data for improving dental hygienists' welfare system and manpower management.
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Table 1. General characteristics of subject (n=233)
Characteristics Division n Percentage (%)
Male 34 14.6
Gender
Female 199 85.4
Married 50 21.5
Marital status
Single 183 78.5
Dental clinic (<5) 96 41.2
Dental size ini
Dental clinic (?6) & Dental 137 58.8
hospital
20~29 141 60.5
Age
>30 92 39.5
Yes 81 34.8
Incentive
No 152 65.2
Staff 144 61.8
Position
Leader 89 38.2
<3 years 113 48.5
Current dental service years
>3 years 120 515
Total dental <5 years 101 433
service years >35 years 132 56.7
college 116 49.8
Final academic background
University & Higher 117 50.2
<2,500,000 won 156 67.0
Montly income
>2,500,000 won 77 33.0
Sum 233 100.0
2. WAR 5719 Andole] g 9 D TR BA =479, p<00D). WAIH ]9} HFo| B Rzl 4
FESCES LR 2G9S ARl AHon GO JFS A
2B AUCKB =218, p<0l). Z, WAH 5717t
WAH g7l grdelel dgt AR L £ By Andde] nA: GaEe Ry BA WEE 7]
REEo] xAaT ] fa) BAT ATe oI Lok wet gepde ojujstth Eak AEAaatel 2bge
SHER YA 7= S5 AF2Yd 79 2 R WE}EH039, p<ODE EAHOR folstdict
3 TS A8 =255, p<001), 2HWF FHS  (Table 2)
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Table 2. The moderating effect of type intangible compensation satisfaction in the relationship between

intrinsic motivation and job engagement (n=233)
Variable B se t p
Constant 3.00 .16 18.29 <.001
Intrinsic motivation 25 .05 4.50 <.001
Intangible compensation satisfaction 47 .05 8.81 <.001
Intrinsic motivation
x Intangible compensation satisfaction 21 05 391 <001
. s . F p
2
Increasing R? with interaction 1599 2001
Conditional indirect effect B se LLCI' ULCI™
16" (-.778) .08 .06 -.04 21
50™ (.076) 27 05 15 38
84™ (.743) 41 .07 27 .56

"LLCI=Lower limit within 95 % confidence interval of boot indirect effect, “"ULCI=Upper limit within 95 % confidence interval of

boot indirect effect
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Fig 1. The moderating effect of type intangible compensation satisfaction in the relationship
between intrinsic motivation and job engagement
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Table 3, The moderating effect of type intangible compensation satisfaction in the relationship between

extrinsic motivation and job engagement (n=233)
Variable B Se t p
Constant 2.59 .19 13.63 <.001
Extrinsic motivation 13 .05 2.76 .006
Intangible compensation satisfaction .54 .05 9.84 <.001
Extrinsic motivation
-27 .06 -4.45 <.001
x Intangible compensation satisfaction
Increasing R? with interaction R F L
.04 19.82 <.001
Conditional indirect effect 8 Se LLCT' uLcr”
16™ (-.778) .35 .07 .20 .50
50" (.076) 11 04 01 21
84" (.743) -.06 .06 -.19 .05

"LLCI=Lower limit within 95 % confidence interval of boot indirect effect, “"ULCI=Upper limit within 95 % confidence interval of

boot indirect effect
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Fig 2. The moderating effect of type intangible compensation satisfaction in the relationship
between extrinsic motivation and job engagement
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Table 4, The moderating effect of type tangible compensation satisfaction in the relationship between intrinsic

motivation and job engagement (n=233)
Variable B Se t P
Constant 3.31 15 20.76 <.001
Intrinsic motivation .39 .05 7.58 <.001
Tangible compensation satisfaction 49 .04 10.16 <.001

Intrinsic motivation

x Tangible compensation satisfaction ~13 06 -2.05 041

R? F p
Increasing R? with interaction
.01 422 .041
Conditional indirect effect B Se LLCI® uLcr”

16™ (-.778) 49 .07 34 .63

50™ (.076) .38 .05 28 49

84™ (.743) 28 .06 15 42

"LLCI=Lower limit within 95 % confidence interval of boot indirect effect, ~'ULCI=Upper limit within 95 % confidence interval of boot
indirect effect
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Fig 3. The moderating effect of type tangible compensation satisfaction in the relationship

between intrinsic motivation and job engagement
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Table 5, The moderating effect of type tangible compensation satisfaction in the relationship between
extrinsic motivation and job engagement (n=233)
variable B Se t P
constant 231 17 11.94 <.001
extrinsic motivation .05 .05 1.05 .290
tangible compensation satisfaction .50 .05 9.68 <.001
extrinsic motivation
. . . . -.08 .06 -1.30 .194
x tangible compensation satisfaction
, L : R* p
Increasing R? with interaction
.00 1.69 194
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