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Accepted: November 26,2018  Objectives: The purpose of this study is to provide a reference material for improving the
work environment to reduce the turnover intention of clinical dental hygienists in the future
by identifying the problem of the turnover phenomenon of clinical dental hygienists in Seoul
and Gyeonggi-do. Methods: The method of this study used the raw data of ‘A Survey on the
Current Work Environment of Clinical Dental Hygienists’” from August 29 to September 28, 2017,
and 2,974 clinical dental hygienists in Seoul and Gyeonggi-do were finally selected as the study
subjects. Results: The results showed that excessive workload, inadequate pay, and hierarchical
organizational culture of a workplace were the main factors influencing the turnover intention
of clinical dental hygienists, and the lack of welfare system, low wage and practical experience
also affected their turnover intention. Conclusions: In order to reduce the turnover intention of
clinical dental hygienists, it is important to create a working atmosphere where the members
of an organization can freely share and communicate suggestions and improvements, and to
pay their salary appropriate to the duties and roles of dental hygienists, and accordingly they
will be able to carry out the duties with responsibility for a long time without moving to another
organization.
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Table 1. The difference in turnover intention according to the sociodemo graphic

characteristics of the subjects Unit: N(%)
Characteristics Division Turnoyer N.O turnover Total Y
intention intention
Gender Female 1,418(47.7) 1,419(47.7) 2,837(95.4) 0.346
Male 72(2.4) 65(2.2) 137(4.6)
Age Under 30 years 1,048(35.2) 835(28.1) 1,883(63.3)  63.706
old
30-39 years old 370(12.4) 535(18.0) 905(30.4)
40-49 years old 59(2.0) 95(3.2) 154(5.2)
Over 50 years old 13(0.4) 19(0.6) 32(1.1)
Marital status Single 1,168(39.3) 1,054(35.4) 2,222(74.7) 21.347
Married 322(10.8) 430(14.5) 752(25.3)
Academic College 970(32.6)  908(30.5) 1,878(63.1)  6.499°
Background Bachelor’s degree 466(15.7)  502(16.9) 968(32.5)
More than a 54(1.8) 74(2.5) 128(4.3)
master’s degree
Clinical Less than 3 years 518(17.4)  416(14.0)  934(31.4)  66.466
experience 3-6 years 508(17.0)  407(13.7) 915(30.6)
7-9 years 238(8.0) 275(9.3) 513(17.3)
More than 10 226(7.6)  356(13.0)  612(20.6)
years
Total 1,490(50.1) 1,484(49.9) 2,974(100.0)

*p<0.05 by Chi-square test

2, 2572t 228k U SXIH|0] L2 0] le|iE Xjo|

S7e) 2RE7 9 BAA o Tk o] Ao] dfo] HAZuTable 25, £2lo] HH= Fol7}
T QIAJ5He 791250 R0 A stk Azkehs 937,600 ol Ao 2 ik &

)
i)

ol
ol

a1
. R ARZI0] 40AIZF HIRIQ] 73 (130060} 40Kk 3R Z9(16.4%)0], Aol Hslear <l
KJ5h= 79l o] 23t oA} gl@o] 339%goL, Qo] HTtaletal QIAlshs %ol o] 2] el 9]

20] 302962 ZAEIICE BAAES] Qoirs QUIE|EI} Al 9164980} AT B 29
(387900l 27171 8 &AL 5ol Hol7 |87 A gl % 9t A gEIA] b 7ol o3 el

BERE S0 BRI £, A BAAEE MYSHE 3991 TS 2180] 1562 530, DRt
L 790] o] 2l0JA} 9180] 241%R H& TS Bolon] - GolF A =} Al 7L o] ZlolA}
910l 19.796ou, Ml E 3930497+ R

A3} HYrHp<0.09).

3. AR o] =l B X Z3}of [}E 0]Z]2| = X|O|

A Are] 0] 2314 Y 22 23lof uf2 o] o] 0] 2jo 5 FAJFH AlTable 3>, 0] 2|314:7} 33 v]
7kl 79 o] Z2JA} 9lgo] 401%E &EkoLt 33] o] o|47dHo] Q= 742 o] Ao glgo] 136%E
Eo nlg—wurz 22517} 43 7Q] 72 0| 2] 2]A} 1.8 0] 388962 T, FA S} A M AL

o] Z|oJat 9l g0] 254% 2 &2 S B om, BASFH 0 2 folujet Arks HITHp<0.05).

rok

https://doi.org/10.13065/jksdh.20180091



E81Y - Wt - 20/ / L5 K|l dAe] ojxloE el - 1061

Table 2. Difference in turnover intention according to work environment and welfare

system of work organization Unit: N(%)
Turnover No
Characteristics Division intention turnover Total NG
intention
Appropriateness of salary Appropriate 371(12.5) 721(24.2)  1,092(36.7)  179.509%
Not Appropriate 1,119(37.6) 763(25.7)  1,882(63.3)  179.509%
Annual salary increase  Less than 1.2 million ~ 598(20.1)  601(20.2)  1,199(40.3) 0.159
won a year
1.2-2.39 million won a 775(26.1) 772(26.0)  1,547(52.0) 0.159
year
More than 2.4 million 117(3.9) 111(3.7) 228(7.7) 0.159
won a year
Working hours per week Less than 40 hours 414(13.9)  525(17.7) 939(31.6) 34.005"
40 hours 588(19.7) 601(20.2)  1,189(39.9) 34.005"
More than 40 hours 489(16.4)  357(12.0) 846(28.4) 34.005"
Workload Appropriate 593(19.9) 1,007(33.9) 1,600(53.8)  235.496*
Excessive workload 897(30.2) 477(16.0) 1,374(46.23)  235.496*
Incentive system Provide incentives 487(16.4)  541(18.2)  1,028(34.6) 4.674
No incentives 1 003(33 7) 943(31.7)  1,946(65.4) 4.674
Opportunity for Provide 49(5.0)  380(12.8) 529(17.8) 5.464°
self-improvement
Not provide 966(32.4) 1,479(49.8)  2,445(82.2) 5.464"
Providing opportunities  Provide 185(6.2)  377(12.7) 562(18.9) 10.917
for participation in
academic events
Not provide 1,067(35.8) 1,345(45.3)  2,412(81.1) 10.917°
Annual & Monthly leave Enforce a system 772(26.0)  937(31.5)  1,709(57.5) 39.034°

system

Not enforce a system 718(24.1)  547(18.4)  1,265(42.5) 39.034°
Childbirth & maternity ~ Enforce a system 587(19.7)  757(25.5)  1,344(45.2) 40.495"
leave system

Not enforce a system 903(3
Total 1,490(5
*p<0.05 by Chi-square test

0.4)  727(24.4)  1,630(54.8) 40.495"
0.1) 1,484(49.9) 2,974(100.0)

Table 3. Difference in turnover intention frequence according to the number of

turnover and organizational culture Unit: N(%)
Characteristics Division Tumoyer N.O turn.over Total v
intention intention

Number of job Less than 3 times 1,188(40.1)  1,074(36.3)  2,262(76.4) 22.108

transfers

Number of job More than 3 times 296(10.0) 403(13.6)  699(23.6) 22.108

transfers

Organizational culture Horizontal relationship 735(24.7)  1,153(38.8)  1,888(63.5) 258.073*

Organizational culture Hierarchical 755(25.4) 331(11.1)  1,086(36.5) 258.073*
relationship

Total 1,490(50.1)  1,484(49.9) 2,974(100.0)

*p<0.05 by Chi-square test
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Table 4. Factors affecting turnover intention of study subjects

Independent variable B S.E. B t p* R’ F

(Constant) 1.414 0.070 20.153  <0.000 0.175  90.938
Age -0.024 0.010  -0.056  -2.327 0.020 0.175  90.938
Clinical experience -0.038 0.011  -0.084  -3.512  <0.000 0.175  90.938
Appropriateness of salary -0.175 0.018 -0.168 -9.783  <0.000 0.175  90.938
Incentive system 0.008 0.018 0.008 0.460 0.645 0.175  90.938
Providing opportunities for -0.021 0.012  -0.039  -1.790 0.074 0.175  90.938

participation in academic events

Opportunity for self-improvement -0.046 0.013  -0.075  -3.439 0.001 0.175  90.938
Organizational culture -0.074 0.005 -0.271 -15.010  <0.000 0.175 90.938
Dependent variable=Subjective turnover intention Adjusted R’=0.175, F=(p<0.001)

‘by multiple regression analysis
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