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Abstract

During the COVID-19 pandemic, the average turnover rate in pharmaceutical companies
in Thailand has been consistently higher than that in other industries. Therefore, this research
aimed to study the relationship between motivational factors and turnover intentions in
pharmaceutical companies in Bangkok. Data collected from 231 samples were analyzed by
using multiple regression analysis. The results showed that all seven motivational factors,
namely financial compensation, perception of organizational support, organizational
commitment, remuneration growth, career goal progress, promotion speed, and professional
ability development, had a significantly negative effect on the turnover intention of medical
representatives in Bangkok. Particularly, remuneration growth was the most influential predictor
of medical representatives' turnover intention, followed by financial compensation, organizational
commitment, perception of organizational support, professional ability development,
promotion speed, and career goal progress. This research, hence, contributes to self-determination
theory (SDT) by confiring that both extrinsic and intrinsic motivations lead to employee
turnover intention. The research findings can be useful for pharmaceutical companies in
Bangkok in reducing medical representatives' turnover rate, and in turn human resource
management costs. Further study on additional factors, such as organizational culture and

social relationships among employees, should be considered.

Keywords: Extrinsic Motivation, Intrinsic Motivation, Turnover Intention, Pharmaceutical

Companies, Self-Determination Theory
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Introduction

According to the Thai pharmaceutical industry outlook for 2020-2022, Krungsri Bank
reported that the domestic demand for pharmaceuticals grew at an average rate of 4.5 - 5.0%
even during the COVID-19 period [1]. The reasons for this growth include the increasing
number of non-communicable diseases, which typically affect the elderly, and the benefits
of universal health coverage. In order to maintain and increase market share, many
pharmaceutical companies in Thailand have developed unique marketing strategies, especially
those targeting doctors that are responsible for medical prescriptions. Directly advertising
medicine to patients is not legally allowed according to pre- and post-marketing regulations
for medicine in Thailand. In order to conduct marketing and pharmaceutical promotions with
doctors, pharmaceutical companies primarily use medical representatives (MRs), which
account for 35.5% of total marketing spending. This underscores the critical role that MRs
play in driving the pharmaceutical market. MRs act as a bridge between pharmaceutical
companies and healthcare professionals, and are responsible for promoting and selling
products to meet set targets.

Despite the relatively higsh compensation offered to MRs, the turnover rate remains
high. According to the average turnover rate of pharmaceutical companies in the Pharmaceutical
Research and Manufacturers Association (PReMA), the turnover rate has been consistently
higher than in other industries since 2010. Even during the COVID-19 period in 2020, the
projected turnover rate was approximately 16.1%, closely resembling the 17.5% rate in 2019 [1].
Consequently, companies bear the burden of costs related to employment and re-employment,
including recruitment expenses, training costs, and orientation. Additionally, organizations
lose valuable resources, along with individual employee-customer relationships, to their
competitors [2]. Furthermore, the resignation of an employee may cost a company approximately
six to nine months' salary. For example, the resignation of a digital marketer costs a company
approximately 300,000 to 450,000 baht. A similar case study in the US suggests that the
turnover cost in American companies in 2018 approached $600 billion, and was projected
to increase to $680 billion by 2020 [3].

In order to mitigate the impact of a company's turnover rate, it is crucial to understand
the factors influencing turnover intentions of MRs. Previous studies have examined various
factors related to turnover intention. For instance, Satardien et al. [4] explored the relationships
among perceived organizational support, organizational commitment, and turnover intention
among employees in the aviation industry; and Ohunakin et al. [5] investigated the perception
of frontline employees regarding career growth opportunities and their impact on turnover

intention in the hospitality industry. Ohunakin et al. identified an inverse relationship between
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career growth opportunities and employees' turnover intention. In order to retain talented
employees and to reduce the costs associated with hiring new ones, companies should
focus on clear career progression, promotion speed, professional skill development, and
compensation growth.

Several studies, such as those of Vizano et al. [6] and Hom and Griffeth [7], have
found that compensation is a significant motivator for employees across all levels. Competitive
compensation significantly contributes to employee satisfaction [8]. Employees often compare
their compensation and benefits with those offered by other organizations. If they find better
compensation and benefits elsewhere, they may leave their current position. Adequate
compensation not only motivates employees but also leads to improved performance,
positive job satisfaction, and ultimately reduces turnover intention.

However, the studies mentioned above cover only a few factors and lack a
comprehensive, holistic view. This paper, hence, aims to address this gap by employing the
concepts of extrinsic and intrinsic motivation and self-determination theory (SDT) in order
to comprehensively study all of the motivating factors related to turnover intention within
a single research study.

The paper is structured as follows: it begins with a discussion of the concepts of
extrinsic and intrinsic motivation and SDT. Next, it presents the research framework and
hypotheses. The paper proceeds to describe the research methods and findings, followed

by a discussion of the research implications, limitations, and directions for future research.

Literature Review

Extrinsic and Intrinsic Motivation

Extrinsic and intrinsic motivation are recognized as critical drivers of behavior, as per
self-determination theory (SDT) [9]. Intrinsic motivation involves engaging in an activity for
its inherent satisfaction rather than for some external reward or outcome [10]. Intrinsically
motivated individuals are moved to act because they find an activity fun or challenging,
rather than because of external pressures or rewards. Researchers have explored task
characteristics that make an activity interesting, creating an internal pull to perform the task.
The original authors of SDT [11] focused on psychological needs, namely, the innate needs
for autonomy, competence, and relatedness.

SDT posits that intrinsic motivation arises when individuals perceive control over
their activities (autonomy), feel competent in performing them (self-efficacy), and experience
a sense of belonging or relatedness while engaged in them (connection) [10; 11]. This study

focuses on intrinsic motivational factors as follows. First, organizational commitment (OC) is
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defined as the level of employee commitment to one’s current organization. It comprises
three components: affective commitment, continuance commitment, and normative
commitment [12; 13]. Affective commitment is the feeling of attachment to the organization,
or in other words, employees continue working in the organization because of their emotional
connection to it. Continuance commitment is the awareness of the consequences of leaving
the company, which keeps employees with the company out of necessity [12]. Normative
commitment is the sense of duty to continue working in the organization, as employees
believe that it is the right thing to do. Second, career goal progress (CGP) is defined as an
individual's intention to improve their current employment situation [14]. Third, professional
ability development (PAD) refers to the potential of the current position to offer opportunities
for training and the development of new skills [14].

On the other hand, extrinsic motivation involves engaging in an activity because it
leads to a separate outcome [15]. SDT suggests that when individuals are externally regulated,
they perceive their behavior as being directly controlled by others, often through contingent
rewards [16]. Extrinsic motivation is sometimes referred to as "controlled motivation" because
individuals are expected to act in line with what is rewarded by a controlling party [10; 11; 17].
This study, therefore, focuses on the following factors.

First, financial compensation (Fl) is defined as the money paid for the work that
employees do for the company. According to equity theory, people usually compare their
compensation and other rewards with those of others [18]. If they receive fair compensation,
they are satisfied and continue working for the company. If not, they might seek employment
elsewhere.

Second, remuneration growth (RG) typically refers to the potential increase in the
overall compensation or payment given to employees, workers, or individuals in exchange
for their services or work. Remuneration growth can be measured and tracked over time to
analyze the trends in how salaries, wages, benefits, and other forms of compensation change
within an organization or across a specific industry or economy [19].

Third, the perception of organizational support (POS) cover the relationship between
an organization and its employees' perception regarding the extent to which the organization
cares about their well-being, such as whether complaints from employees are taken seriously [20].
Eisenberger et al. [20] found that employees tend to perform at high levels and feel loyal
to the organization if they perceive support from the company.

Lastly, promotion speed (PS) refers to the rate at which an employee progresses
through the hierarchical levels of an organization, typically in terms of job titles, responsibilities,

and compensation [14]. It measures how quickly an employee advances to higher positions
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or ranks within the company's organizational structure. In the context of career development,
promotion speed reflects the pace at which an individual is promoted from one job role to
another, often indicating their performance, skills, and potential recognized by the organization.
A faster promotion speed suggests that an employee is achieving career milestones and
gaining increased responsibilities and opportunities for advancement within a relatively short
period. Employees typically gauge an organization's promotion policies based on their
achievement of expected working positions.

The Relationship Between Extrinsic and Intrinsic Motivation and Turnover Intention

Several studies have found that competitive compensation significantly contributes
to employee satisfaction [8]. As indicated earlier, employees often compare their compensation
and additional benefits with those offered by other organizations. If they find better
compensation and benefits in a new company, they are likely to leave their current position.
Vizano et al. [6] suggested that financial compensation has an inverse effect on turnover
intention. Similarly, Hom and Griffeth [7] found that financial compensation is a crucial factor

affecting an employee's intention to leave. Consequently, we propose the following hypothesis:

H1: Satisfactory financial compensation has a negative relationship with employees' turnover
intention.

Eisenberger et al. [21] discovered a strong relationship between the perception of
organizational support and turnover intention; that is, the more support employees perceive
from the organization, the less likely they are to consider leaving the company. Similarly,
several research studies have reported a negative relationship between organizational support
and turnover intention [22]; if employees feel well taken care of and supported, they are
less likely to contemplate leaving the company. Consequently, we propose the following
hypothesis:

H2: Satisfactory organizational support has a negative relationship with employees' turnover
intention.

According to Brashear et al. [23], who studied salespeople, there is an inverse
relationship between organizational commitment and turnover intentions. In a similar vein,
Guzeller and Celiker [24] conducted a meta-analysis of 13 scientific papers and found a
moderate negative relationship between organizational commitment and employees' turnover
intention in the tourism and hospitality industry. Employees are more likely to remain
committed to the organization if they perceive support from their company. This commitment,
in turn, helps to reduce employees' turnover intentions [25]. Consequently, we propose the

following hypothesis:
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H3: Organizational commitment has a negative relationship with employees' turnover intention.
Karavardar [26] stated that career growth opportunities are vital for retaining employees
within a company—when employees see a clear path for career development, they are
more motivated to pursue their desired career goals and are less likely to have turnover
intentions. Similarly, Nouri and Parker [27] found a negative relationship between turnover
intention and career growth opportunities. Remuneration growth can enhance employees’
performance and reduce their turnover intentions [28]. Additionally, an article by Omonijo
et al. [29] found a relationship between remuneration and employee turnover rate among
administrative personnel in a private institution. Consequently, we propose the following
hypothesis:
Hd: Satisfactory remuneration growth has a negative relationship with employees' turnover
intention.

According to Mapelu and Jumah [30], who studied the hospitality industry, career
progress can make employees feel more committed to their organization, reducing their
desire to leave. Furthermore, a speedy promotion process makes employees feel valued
by their organization, which leads to a reduction in turnover intention [31]. Consequently,
we propose the following hypotheses:

H5: Satisfactory career goal progress has a negative relationship with employees' turnover
intention.
H6: Satisfactory promotion speed has a negative relationship with employees' turnover intention.

Professional ability development is crucial for high-performance employees [32],
and the presence of a professional ability development plan can lead to employee satisfaction
and reduced turnover intention [33]. Consequently, we propose the following hypothesis:
H7: Professional ability development has a negative relationship with employees' turnover
intention.

The research framework and hypotheses are presented below.
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Figure 1 Research Framework

Research Methods

The population in this study consists of medical representatives in multinational
pharmaceutical companies in Bangkok, who are members of PReMA. The sample size for
this study, calculated using the G*Power method, is 153. A multi-stage sampling technique
was employed as follows: (1) stratified random sampling of the 36 PReMA -member
pharmaceutical companies based on their nationality (American pharmaceutical companies,
European pharmaceutical companies, and Asian pharmaceutical companies); (2) four samples
were selected from each pharmaceutical company's nationality using simple random sampling;
(3) a simple random sampling of medical representatives was conducted until the sample
size reached 153.

Collecting a total of 231 samples, demographic information, including resignation
experiences, gender, age, marital status, number of children in the family, work experience,
education level, and average monthly salary, is presented in the following table. Among the
medical representatives surveyed, the majority that reported resignation experiences from
pharmaceutical companies (72.3%) were between the ages of 25 and 30 (51.5%), were

predominantly female (82.7%), single with no children (75.8%), had 3-5 years of work
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experience (44.2%), held a bachelor's degree (77.5%), and earned a monthly salary between
60,001 and 80,000 baht (41.1%).

The research tool utilized in this study was a questionnaire developed based on
the literature review and relevant studies. It consists of three parts: (Part 1) demographic
questions about Bangkok medical representatives (gender, age, marital status, work experience,
education level, and average monthly salary, including incentives); (Part 2) questions related
to financial compensation, collected using a five-point Likert scale; the scores ranged from
5 (very satisfied) to 1 (very dissatisfied); (Part 3) questions regarding the perception of
organizational support, organizational commitment, remuneration growth, career goal progress,
professional ability development, promotion speed, and turnover intentions, also collected
using a five-point Likert scale; the scores ranged from 5 (Strongly Agree) to 1 (Strongly
Disagree). The questionnaire survey was conducted from October to November 2021.

The index of item-objective congruence (IoC), developed by Rovinelli and Hambleton
[34], was used to assess content validity. The questionnaire draft was reviewed by two experts
from the academic research field and one expert from the pharmaceutical industry. These
experts provided scores ranging from -1 to +1 based on the clarity of the questions. Questions
scoring lower than 0.6 were revised based on the experts’ feedback, while those scoring 0.6
or higher were retained.

The Kaiser-Meyer-Olkin (KMO) value was 0.944, indicating significant overlap and
strong partial correlation among the variables. Bartlett's test of sphericity also yielded a
significant result, indicating that the correlation matrix is not an identity matrix. Thus, the
factor analysis was deemed reliable. Principal component analysis was used, and the results
are presented. Cronbach's alpha, which should be 0.70 or higher for questionnaire reliability
[35, 36], exceeded 0.70 for all of the items in this research, confirming the questionnaire's

reliability.

Research Findings and Discussion

Assumptions related to multiple regression analysis were examined. First, the
normality distribution of variables was assessed by examining skewness and kurtosis. The
results indicate that the variables met the normality criteria, as skewness was lower than 2,
and kurtosis did not exceed 5 [37]. Second, linearity was verified by analyzing the residuals
for each independent variable, showing no nonlinear patterns, ensuring the overall equation's
linearity. There was no evidence of significant outliers according to the Cook's distance test,
which yielded values between 0 and 0.145, all less than 1. The correlation matrix of the

exogenous latent constructs was assessed (see Appendix 1). Statistically, a correlation
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coefficient of 0.90 and above indicates the presence of multicollinearity between exogenous
latent constructs [35; 38]. Additionally, multicollinearity was assessed by checking the variance
inflation factors (VIFs) and tolerances in order to ensure low correlation between the
independent variables. All VIF values were less than 10, and tolerances were above 0.1
indicating that multicollinearity was not an issue in this study. The results of the regression

analysis are presented below.

Table 1 The results of the multiple regression analysis

Unstandardized Standardized

Variables Coefficients Coefficients t Sig.

B Std. Error Beta
(Constant) 7.036 266 26.497 .000
Financial compensation -.265 .052 -.254%* -5.088 .000

Perception of

o -.140 .041 -.146% -3.417 .001

organizational support
Organizational commitment -.231 .049 -.239%* -4.674 .000
Remuneration growth -.382 .057 -.392%* -6.689 .000
Career goal progress -.0.95 .043 -.081*% -2.215 .028
Promotion speed -.101 .035 -.088** -2.861 .005
Profes| .

rofessional ability 136036 133 3825 000
development

a. Dependent variable: Employees’ turnover intention
R’= 0.872, Adjusted R’= 0.868, *p < 0.05, **p < 0.01

According to Table 1, the results of the multiple regression analysis show that seven
independent variables (i.e., financial compensation, perception of organizational support,
organizational commitment, remuneration growth, career goal progress, promotion speed,
and professional ability development) affect the turnover intention of medical representatives
in multinational pharmaceutical companies in Bangkok. Furthermore, all of these variables
have a negative relationship with the turnover intention of medical representatives. The
results indicate that satisfaction with financial compensation negatively affects the turnover
intention of medical representatives (p-value < 0.05, B = -0.254). Thus, H1 is supported. A
study in Indonesia [6] also found that satisfaction with financial compensation could predict
employees' turnover intention. When employees are satisfied with their compensation, the
turnover rate decreases.

Next, the results show that satisfaction with organizational support negatively affects

the turnover intention of medical representatives (p-value < 0.05, B = -0.146). Thus, H2 is
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supported. This is in line with a study of Jitchanok [39], who found that satisfaction with
organizational support impacts the turnover intention of Generation Y. When employees
feel supported and are well taken care of, the turnover rate tends to decrease.

Moreover, the results demonstrate that satisfaction with organizational commitment
negatively affects the turnover intention of medical representatives (p-value < 0.05, 3 = -0.239).
Thus, H3 is supported. Wannarak [40] also found that lower commitment is associated with
a higher turnover rate.

The results reveal that satisfaction with remuneration growth negatively affects the
turnover intention of medical representatives (p-value < 0.05, B = -0.392). Thus, H4 is
supported. Heathfield [28] also found that satisfaction with remuneration growth can reduce
employees' turnover intention.

The results demonstrate that satisfaction with career goal progress negatively affects
the turnover intention of medical representatives (p-value < 0.05, B = -0.081). Thus, H5 is
supported. This is in line with a study of Karavardar [26], who found that satisfying career
growth reduces employees' intention to leave.

The results show that satisfaction with promotion speed negatively affects the
turnover intention of medical representatives (p-value < 0.05, B = -0.088). Thus, H6 is
supported. Laddawan [41] also indicated that promoting career advancement for employees
could retain employees in companies and reduce the turnover rate.

The results reveal that professional ability development negatively affects the
turnover intention of medical representatives (p-value < 0.05, B = -0.133). Thus, H7 is
supported. This is in line with a study by Weng and McElroy [42], who found that employees
are satisfied if their current position allows them to continuously improve their skills and

knowledge. When they are satisfied, their intention to leave the companies decreases.

Conclusion, Implications, Limitations, and Recommmendations for Future Research

The research findings show the relatively high R-squared value (0.872) in the MRA
model confirming the significant effects of all seven factors, namely, remunerational growth,
organizational commitment, financial compensation, perceived organizational support,
professional ability development, promotion speed, and career goal progress, on the turnover
intention of MRs in multinational pharmaceutical companies in Bangkok. This research, hence,
contributes to SDT by confirming that both extrinsic and intrinsic motivations lead to employee
turnover intention. Intrinsic motivation involves engaging in tasks for one’s inherent satisfaction
and drives employees to work because they find tasks fun or challenging [10], perceive
control over their tasks, feel competent in performing them, and experience a sense of

belonging or relatedness while engaged in them [10; 11]. By perceiving commmitment, employees
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have the feeling of attachment to the organization and work in the organization because of
their emotional connection to it and believe that it is the right thing to do [12; 13], as suggested
earlier. They are also aware of the consequences of leaving the company, career goal progress,
and professional ability development [14].

Moreover, SDT suggests that employees perceive their behavior as being directly
controlled by others, through contingent rewards [16], financial compensation [18], remuneration
growth [19], perception of organizational support [20], and promotion speed [14]. According
to equity theory, in order to feel satisfied, workers typically compare their pay and other
benefits to those of their peers [18]. If they receive fair compensation, they are satisfied and
continue working for the company. They also expect a potential increase in salaries, wages,
benefits, and other forms of compensation [19], as well as organizational support representing
how much company management cares about their well-being and seriously deals with their
complaints [20]. Furthermore, employees aim to be promoted to higher positions or ranks
within a relatively short period of time and expect a company's promotion policies to be
based on their achievements [14]. Consequently, employees tend to feel loyal to a company
if they perceive these motivational factors.

According to the MRA model, the most influential factors are remunerational growth,
followed by organizational commitment, financial compensation, perceived organizational
support, professional ability development, promotion speed, and career goal progress. These
findings can allow companies to prioritize and develop strategies based on the importance
of these factors to retain their employees and to reduce the impact of a company's turnover
rate as follows.

First, a company should prioritize satisfying career growth opportunities for medical
representatives, including remuneration growth, career goal progress, promotion speed, and
professional ability development. These factors are strong predictors of medical representatives'
turnover intention. Furthermore, they should pay attention to career growth policies in order
to attract and retain talented medical representatives that aim for career advancement.

Second, company management should ensure that medical representatives are
satisfied with their compensation. They often compare their compensation with peers and
other workers. Therefore, companies should ensure that their pay rates are competitive or
superior to those of other companies.

Third, a company should emphasize the importance of satisfying organizational
support for medical representatives; they value support from their companies, hence company
management should actively seek feedback from them. When employees receive recognition

and support, their turnover intentions tend to decrease.
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Finally, a company should focus on enhancing medical representatives' commitment
to the company. Making the company attractive to new hires and instilling a sense of pride
in being part of the organization would be respectively noted. Satisfied medical representatives
are more likely to recommend a company to others as a great place to work.

Although this research contributes to SDT, it focused only on medical representatives
in Bangkok, so the results may not apply to those outside the city. Future studies could
expand the scope to include medical representatives from other regions in order to better
understand turnover the intentions and motivational factors affecting them. In-depth interviews
in future research may help to gain deeper insights not captured by online surveys. As the
independent variables are correlated, future research may also investigate causal relationships
among them. Furthermore, future research should explore other factors, such as organizational
culture and social relationships among employees, that may affect turnover intention, beyond
the seven factors examined in this study. Lastly, a researcher may consider conducting
experimental research to obtain metric data, as this study relied on perceptual measures

for turnover intention and other independent factors.

References

[1] Krungsri Bank. (2020)..ndustryoutlook 2021-2023: Pharmaceuticals. https.//www.krungsri.com/
en/research/industry/industry-outlook/Chemicals/phamaceuticals/ 10/io-pharmaceuticals-21.

[2] Aliyu, O. A., & Nyadzayo, M. W. (2018). Reducing employee turnover intention:Acustomer
relationship management perspective Journal of Strategic Marketing,26(3), 241-257.
https://doi.org/10.1080/0965254X.2016.1195864

[3] Tarallo, M. (2018).How to reduce employee turnover through robust retention strategies.
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/how-
to-reduce-employee-turnover-through-robust-retention-strategies.aspx

[4] Satardien, M., Jano, R., & Mahembe, B. (2019). The relationship between perceived
organisational support, organisational commitment and turnover intention among
employees in a selected organisation in the aviation industry.SA Journal of Human
Resource Management,17.https://doi.org/10.4102/sajhrm.v17i0.1123

[5] Ohunakin, F., Adeniji, A., & Oludayo, O. (2018). Perception of frontline employees towards
career growth opportunities: Implications onturnoverintention.Business: Theory
and Practice,19(0), 278-287.https://doi.org/10.3846/btp.2018.28

[6] Vizano, N. A., Sutawidjaya, A. H., & Endri, E. (2021). Theeffect ofcompensation andcareer
onturnoverintention: Evidence from IndonesiaJournal of Asian Finance, Economics
and Business,8, 471-478.

[7] Hom, P. W., & Griffeth, R. W. (1991). Structural equations modeling test of a turnover
theory: Cross-sectional and longitudinal analysesJournal of Applied Psychology,76(3),
350-366.https://doi.org/10.1037/0021-9010.76.3.350

z¥1:3 Parichart Journal The Relationship between Extrinsic and Intrinsic Motivation and Turnover Intentions in
Vol. 37 No. 2 (April - June 2024) Pharmaceutical Companies in Bangkok, Thailand: Insights from a High Turnover Rate Context




[8] Jansen, B. J.,, & Spink, A. (2007). Sponsoredsearch: Ismoney a motivator for providing relevant
results?Computer,40(8), 52-57.https://doi.org/10.1109/MC.2007.290

[9] Good, V., Hughes, D. E., Kirca, A. H., & McGrath, S. (2022). A self-determination theory-
based meta-analysis on the differential effects of intrinsic and extrinsic motivation
on salesperson performance.Journal of the Academy of Marketing Science,50(3),
586-614. https://doi.org/10.1007/s11747-021-00827-6

[10] Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic
motivation, social development, and well-being.American Psychologist,55(1), 68-78.
https://doi.org/10.1037/0003-066X.55.1.68

[11] Dedi, E. L., & Ryan, R. M. (1985). The general causality orientations scale: Self-determination
inpersonality Journal of Research in Personality,19(2), 109-134.https://doi.org/10.1016/
0092-6566(85)90023-6

[12] Meyer, J. P, & Allen, N. J. (1991). A three-component conceptualization of organizational
commitment.Human Resource Management Review,1(1), 61-89. https://doi.org/10.1016/
1053-4822(91)90011-Z

[13] Weng, Q., & Xi, Y. (2011). Career growth study:Scale development and validity test.
Management Review,23(10), 132-143. https://doi.org/10.14120/j.cnki.cn11-5057/
f.2011.10.017

[14] Weng, Q., McElroy, J. C., Morrow, P. C., & Liu, R. (2010). The relationship between career
growth and organizational commitment_Journal of Vocational Behavior,77(3), 391-
400. https://doi.org/10.1016/j.jvb.2010.05.003

[15] Good, Z., Spiegel, J. Y., Sahaf, B., Malipatlolla, M. B., Ehlinger, Z. J., Kurra, S., Desai, M. H.,
Reynolds, W. D., Wong Lin, A., Vandris, P., Wu, F., Prabhu, S., Hamilton, M. P., Tamaresis,
J. S, Hanson, P. J, Patel, S., Feldman, S. A, Frank, M. J,, Baird, J. H., . . . Mackall, C. L.
(2022). Post-infusion CAR TReg cells identify patients resistant to CD19-CAR therapy.
Nature Medicine,28(9), 1860-1871.https://doi.org/10.1038/541591-022-01960-7

[16] Dedi, E., Olafsen, A., & Ryan, R. (2017). Self-determination theory in work organizations:
Thestate of ascience.Annual Review of Organizational Psychology and Organizational
Behavior,4.https://doi.org/10.1146/annurev-orgpsych-032516-113108

[17] Ryan, R. M., & Deci, E. L. (2008). Self-determination theory and the role of basic
psychological needs in personality and the organization of behavior. InHandbook of
personality: Theory and research, 3rd ed.(pp. 654-678). The Guilford Press.

[18] Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). Ameta-analysis of antecedents and
correlates of employee turnover: Update,moderatortests, andresearchimplications
for the next millenniumJournal of Management,26(3), 463-488. https://doi.org/
10.1177/014920630002600305

[19] Weng, Q. D., & Hu, B. (2009). The structure of career growth and its impact on
employees' turnover intention./ndustrial Engineering and Management,14, 14-21.

[20] Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational
support.Journal of Applied Psychology,71(3), 500-507.https://doi.org/10.1037/0021-
9010.71.3.500

AWALWUSS:K3WUSOROloMEUaNIa:MElLIia:WGLTRlUNNSaEaNUaowWinoU R - aN{UaF i lu il 429
UsBnelunsoinwuKUAS UsinAlng: JoyaBoanonnusundnsimsanaoniido UA 37 alUA 2 (Ueu - Tnueu 2567)




[21] Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation
of perceived organizational supportJournal of Applied Psychology,86(1), 42-51.
https://doi.org/10.1037/0021-9010.86.1.42

[22] Paillé, P., Bourdeau, L., & Galois, I. (2010). Support, trust, satisfaction, intent to leave and
citizenship at organizational level.nternational Journal of Organizational Analysis,18(1),
41-58.https://doi.org/10.1108/19348831011033203

[23] Brashear, T. G, Boles, J. S, Bellenger, D. N., & Brooks, C. M. (2003). An empirical test of
trust-building processes and outcomes in sales manager-salesperson relationships.
Journal of the Academy of Marketing Science,31(2), 189-200. https://doi.org/
10.1177/0092070302250902

[24] Guzeller, C. O., & Celiker, N. (2020). Examining the relationship between organizational
commitment and turnover intention via a meta-analysis./nternational Journal of
Culture, Tourism and Hospitality Research,14(1), 102-120.https://doi.org/10.1108/
IJCTHR-05-2019-0094

[25] Al-khrabsheh, A. A., Abo-Murad, M., & Bourini, I. (2018). Effect of organisational factors
on employee turnover intention: An empirical study of academic professionals at
Jordanian government universities. International Journal of Human Resource
Studies 8(2), 164-177.

[26] Karavardar, G. (2014). Organizational career growth and turnover intention: An application
in audit firms in Turkey./nternational Business Research,7(9). https://doi.org/10.5539/
ibr.v7n9p67

[27] Nouri, H., & Parker, R. (2013). Career growth opportunities and employee turnover
intentions in public accounting firms.The British Accounting Review,45, 138-148.
https://doi.org/10.1016/j.bar.2013.03.002

[28] Heathfield, S. M. (2017).Top 10 reasons why employees quit their jobs. https://www.
liveabout.com/top-reasons-why-employees-quit-their-job-1918985

[29] Omonijo, D. O., Anyaegbunam, M., Oludayo, O., & Nnedum, O. (2015). Astudy of the
socio-economic status of work-study students, Covenant University, Ota. European
Journal of Scientific Research,130, 376-388.

[30] Mapelu, I, & Jumah, L. (2013). Effect of training and development on employee
turnover in selected medium sized hotels in Kisumu City, KenyaJournal of Tourism,
Hospitality and Sports,1, 43-48.

[31] Nawaz, M., & Pangil, F. (2016). The relationship between human resource development
factors, career growth and turnover intention: The mediating role of organizational
commitment. Management Science Letters,6, 157-176.https://doi.org/10.5267/j.
msl.2015.12.006

[32] Biswakarma, G. (2016). Organizational career growth and employees’ tumnover intentions: An
empirical evidence from Nepalese private commercial banks./nternational Academic
Journal of Oreanizational Behavior and Human Resource Management,3(2), 10-26.

zE{o} Parichart Journal The Relationship between Extrinsic and Intrinsic Motivation and Turnover Intentions in
Vol. 37 No. 2 (April - June 2024) Pharmaceutical Companies in Bangkok, Thailand: Insights from a High Turnover Rate Context




[33] Chen, J.-Q., Hou, Z.-J,, Li, X,, Lovelace, K. J,, Liu, Y.-L., & Wang, Z.-L. (2016). Therole of
career growth in Chinese newe mployee’sturnover process. Journal of Career
Development,43(1), 11-25.https://doi.org/10.1177/0894845315571412

[34] Rovinelli, R. J., & Hambleton, R. K. (1976). On the use of content specialists in the assessment
of criterion-referenced test item validity. Tijdschrift voor Onderwijsresearch, 2(2), 49-60.

[35] Hair, J., Black, W., Babin, B., Anderson, R., & Tatham, R. L. (2006).Mutivariate data
analysis. Pearson Prentice Hall.

[36] Nunnally, J. (1978).Psychometrictheory(2d ed.). McGraw-Hill.

[37] Kendall, M., & Stuart, A. (1969).The Advancedtheory ofstatistics. McGraw-Hill Press.

[38] Pallant, J. (2007).SPSS survival manual :Astep by step guide to data analysis using SPSS
for Windows(3 ed.). Open University Press.

[39] Jitchanok, A. (2018).A studly of factors affecting organization engagement of employee
in generation Ylindependent study of the College Management, Mahidol University].
(In Thai)

[40] Wannarak, P. (2019). Factors affecting the organizational commitment among pharmaceutical
representatives Journal of Thai Pharmacist,1(2), 118-133. (In Thai)

[41] Laddawan, S. (2018). Promoting career advancement and career stability for the
caregiver. Journal of Humanities and Social Sciences, Thonburi University,12(29),
119-134. (In Thai)

[42] Weng, Q., & McElroy, J. C. (2012). Organizational career growth, affective occupational
commitment and turnover intentions. Journal of Vocational Behavior,80(2),
256-265. https://doi.org/https://doi.org/10.1016/j.jvb.2012.01.014

A WALWUSS:K3WUSORDloMEUDNIA:MElLIa:AUGLTDlUNNSaNEaNUaoWINoNU R L- o N{UaF{ia Wl 431
UsBnelunsoinwuKIUAS UsinAlng: Joyaoanonnusunansimsanaoniido UA 37 alUA 2 (Ueu - Tnueu 2567)




(PY1B3-Z) 19A9) 100 DY} 38 JUBDLIUSIS S| UOIFRIDII0D) "4y

I 86C 865 699 .G69° 7€ 1bY UOe)2LI0]) UOSIed (Qvd) 3uswdojansp AJige 1euoissaoid
8ee 1 56999 08§ geS 195 UONe)2LI0]) UOSIead (Sd) paads uopowod
865 g5e 1 889" 17l 0lS- €69 UONe)2LI0D) UOSIed (d92) ssa150.d 1e05 2318
699" 995 889" 1 078 18- 628 UONB)2LI0D) UOSIead (D) YIMOIS LoneIBUNWIDY
569" 085 12k 028 1 8v9-  _pT® UONe)2LI0]) UOSIed (D0) JUSWIHWWIOD 1euUcHeZIURSIO
L2857 €85 05T pIst  8p9 1 L9€L-  UONePLOD UOSIEad  (SOd) Hoddns jeuoneziuesio Jo uondadiad
Jvo 195 e69° 628 pIs8 9¢s 1 UOe}2LI0) UOSIedd (1) uonesusdwod Jepueuly
avd  Sd  d9D 9y 20  sod E

$)1ONJISUOD JUDIL) SNOUSSOXD 94} JO XUjeUl UOIIRa110D 3y T Xipuaddy

The Relationship between Extrinsic and Intrinsic Motivation and Turnover Intentions in
Pharmaceutical Companies in Bangkok, Thailand: Insights from a High Turnover Rate Context

Vol. 37 No. 2 (April - June 2024)

c¥A Parichart Journal



