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Abstract

Thailand is one of the Southeast Asia countries that has been significantly impacted by Registered Nurse (RN) workforce
shortages. This integrative review aims to critically analyze factors influencing the attrition and retention of RNs practicing
in Thailand’s hospital sector. The databases searched included CINAHL (via EBSCOhost), EMBASE, Nursing Allied (via
ProQuest), Ovid, Scopus, Web of Science, and Medline. Preferred Reporting Items for Systematic Reviews and Meta-
Analyses (PRISMA) were utilized to record the search strategy findings in compliance with the review standards, while the
Mixed-Methods Appraisal Tool (MMAT) was used to appraise quality. Sources for review totaled 35, using quantitative
methods (n = 30), qualitative methods (n = 3), and mixed methods (n = 2). Thematic analysis revealed factors that challenge
RNs’ job motivation fueled by a lack of autonomy, a loss of confidence and sense of competence, and negative workplace
relations with co-workers, resulting in poor job satisfaction. Future research is needed to elicit an understanding of “how”
Thai RNs sense of autonomy, competence, and relatedness in their workplace practice provides insight into “why” they
choose to remain employed or leave the nursing workforce.
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What We Already Know Introduction

e The shortage and high turnover of registered nurse
(RN) staff over many decades have challenged the
hospital sector in Thailand.

e Various explanatory factors, such as job satisfaction,
job stress, burnout, and working environment have
been described in quantitative sources associated with
RNs’ intention to remain or leave their employment.

Nursing attrition and shortages are topical issues challenging
health organizations worldwide. The World Health Organi-
zation (WHO)! reported a global shortfall of 5.9 million
nurses. Eighty-nine percent of this shortfall is concentrated
in low and lower-middle-income nations in Africa, Southeast
Asia, and the Eastern Mediterranean, with nurses accounting
for 59% of health professional shortages worldwide.?

What This Article Adds

e Little is known about how registered nurses (RNs) expe-
rience those factors that inflate or deflate intrinsic moti-
vation and promote job satisfaction or dissatisfaction.

e Qualitative insights into RNs experience of their
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working environment, workplace relationships, and
job location provide guidance for the development of
strategies and initiatives that have a positive impact
on reducing attrition rates and promoting retention of
RNs in Thailand’s hospitals.
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Along with other Southeast Asia countries, numerous
studies have highlighted the consistent registered nurse (RN)
shortage in Thailand.>® In 2017, the Thailand hospital sector
had a shortfall of 59509 nurses, with serious attrition prob-
lems experienced in the regional and community hospitals.’
According to Sirisub et al® between 6000 and 7000 nurses
left their jobs in 2017, and this is expected to continue
through 2027. In 2023, the hospital sector had a 50 000-nurse
shortage, with many RNs communicating their intention to
resign.® Srisa-Art et al® reported that 33.6% of 995 nurses
working in 47 community hospitals intended to leave their
jobs in 2023. A consequence of the nursing workforce
shortage in Thailand has been reduced hospital efficiency.
This has meant reduced capacity®!® and financial loss*>1
(ie, payment of overtime and employment of temporary
staff) across the hospital sector. Patient health outcomes are
also impacted by the nursing shortage, leading to increased
length of stay, decreased bed turnover, and revenue.>>!° The
increased workload contributes to nurse burnout and turn-
over, exacerbating the workforce shortage and increasing
recruitment and training costs.!!"!3 These factors collectively
create financial challenges that severely affect revenue for
the Thai hospital sectors.>>!? This scenario creates an exces-
sive workload for RN still employed, contributing to burn-
out and loss of job satisfaction.'!?

Several Thai-based studies have been conducted over the
past decade to identify factors associated with RN turnover
to positively influence attrition rates within the hospital sec-
tor”!*17 and reverse high RN attrition.>!>!"18 Despite the
accumulated research evidence that identifies factors that
contribute to RNs high attrition rates, and given the predicted
pessimistic continuing trend of RN turnover, this review
aims to critically appraise the existing body of research to
elicit guidance in re-thinking the current research focus in
this substantive field. An argument is forwarded that sup-
ports the qualitative exploration of “how” RNs everyday
practical experiences within the workplace can inform
“why” they intend to resign. Such insight aims to provide
guidance in developing strategies and initiatives that posi-
tively influence attrition rates and promote the retention of
RN hospital staff in Thailand. Thus, this article uses an inte-
grative review methodology to critically analyze previous
empirical literature related to factors that influence the attri-
tion and retention of RNs practicing within the hospital sec-
tor of Thailand, published between 2012 and 2023.

Methods
Search Strategy

The integrative review method was selected to facilitate a
comprehensive understanding of the phenomena under
investigation that allows for the simultaneous synthesis of
qualitative, quantitative, mixed-methods studies and gray lit-
erature from different research traditions.!” Based on the five

stages in the review process by Whittemore and Knafl'? this
integrative methodology includes problem identification,
literature search, data evaluation, data analysis, and present-
ing an informed concluding concern. The Preferred Report-
ing System for Systematic Reviews and Meta-Analyses
(PRISMA) was adopted to present the search findings.?

A comprehensive search was performed in August 2022
and was repeated in January 2024, retrieving sources from
seven electronic databases and search engines, including
CINAHL (via EBSCOhost), EMBASE, Nursing Allied (via
ProQuest), Ovid, Scopus, Web of Science, and Medline.
Citation searching, snowballing, and Google Scholar
searches were also performed providing access to addi-
tional sources. To create a robust strategy, the review ques-
tions were structured using the Population, Intervention/
Phenomena of Interest, Comparison, and Outcome (PICO)
framework.?! The review question is what factors are
associated with RN retention and attrition in Thailand’s
hospital sector. The key terms guiding the search strategy
were developed with the assistance of university librarians
and organized by the PICO framework.

Eligibility and Study Selection

Inclusion and exclusion criteria were based on the concepts
studied, target population, health care issue, and sampling
frame.!® The following inclusion criteria were applied. First,
only studies with population samples drawn from varying
types of RN practice in Thailand’s hospitals were included,
that is, ward nurses, head nurses, nurse managers, and nurs-
ing administrators. Second, only studies that focused on the
phenomena of attrition and retention of RNs were included
in the review. Third, quantitative, qualitative, mixed-meth-
ods studies published as full-text articles, written in English
and Thai, were considered. This strategy was appropriate as
the first researcher is bilingual in both languages. Given the
language scope, articles published in Thailand from 2012 to
2024 were included because of the importance of focusing
on the Southeast Asia Region. Studies excluded related to
other health care providers (ie, physicians, assistant/techni-
cal nurses, physiologists), book chapters, commentaries,
and discussion articles. The overall inclusion and exclusion
criteria of this review are presented in Table 1.

The review process is illustrated in Figure 1 and guided
by PRISMA.® Initial records were identified through
database searches, including CINAHL (via EBSCOhost),
EMBASE, Nursing Allied (via ProQuest), Ovid, Scopus,
Web of Science, and Medline (n = 310). Sixty-one studies
retrieved were removed due to duplication, leaving a total of
249 articles, which following title and abstract screening
resulted in 210 being excluded for not meeting the inclusion
criteria. Thirty-nine articles underwent full screening with
27 excluded as they did not focus on an RN population
and were not primary research sources. The remaining 12
sources were included in this integrative review. Of those
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Table I. Inclusion and Exclusion Criteria.

Inclusion criteria

Exclusion criteria

Registered nurses:

e  Ward nurses

e Nurse managers

e Nurse administrators
Published between 2012 and 2024
e Full-text articles

e English

e Thai

Primary empirical studies:
e Qualitative studies

e Quantitative studies

e Mixed-methods studies

Other health care providers:

e Doctors

e Assistants/technical nurse

e Allied health professionals

Published prior to 2012

e In a language other than English and Thai

e Systematic reviews and secondary literature
e Dissertations and theses
e Commentaries and discussion articles

[ Identifi of dies via datab and regi S [ Identification of studies via other methods ]
Records
13 removed before
Records identified through databases. the screening: Additional records identified through other sources.
g {n=310) — Duplicate (Citation searching, Snowballing, and Google
§ records Scholar engine searches)
removed. (n=38)
i (n=#61)
— i
Records title and abstract screening > Rgcords excluded‘ (n= ?1 0)
(n = 249) (Did not meet the inclusion
criteria) Reports sought
for retrieval
l (n=38)
Reports excluded: 27
E Records full-text screening n=6 Ineligible population
£ (n = 39) (i.e., doctors, physicians, nursing students,
= nursing assistants)
E n=20 Qutcomes not relevant S
a (i.e.. nursing outcomes, leadership level, Reports excluded: (n=15)
depression, patients’ outcomes, patients’ Reports n=2 Ineligible setting
satisfaction, health conditions, and sleep, assessed for _(S°h°|‘," of Nurslnlg)_
burnout level, working experiences) eligibility. ——»| n=1 Ine_ igible popu ation
n=1 Not a primary research source (n=38) (nursing assistants)
Reports assessed for eligibility. n =6 Outcomes not relevant
(n=12) (nursing outcomes, patients’ outcomes,
patient's health conditions and
burnout level, working experiences)
n=2 Duplication
l n =4 Did not meet the inclusion criteria
; Studies included in the review.
= 12 from datab + 23 from additional sources
2 Total articles = 35 B

Figure |. PRISMA Flowchart. Flow diagram of the systematic review process. An adapted PRISMA 2020 flow diagram for new
systematic reviews includes searches of databases, registers, and other sources.

38 additional sources retrieved from citation searching,
snowballing and Google Scholar searches, 15 were excluded
as they failed to meet the inclusion criteria. Following these
refining processes, a total of 35 sources were included in the
final review (see Figure 1).

Critical Appraisal and Quality Assessment

The Mixed-Methods Appraisal Tool (MMAT) 2018 version
was used to appraise source quality.?? In nine of the 35
sources critically appraised, at least one methodological
quality criterion was not met. These nine studies adopted

varying designs, including five quantitative non-random-
ized studies, three quantitative descriptive studies, and one
mixed-method study. In the five quantitative non-random-
ized studies, the participants were not representative of the
target population'’?*?% and did not report whether con-
founders were accounted for in the design and the analy-
sis.2326 Three descriptive studies had a risk of non-response
bias, as indicated by low response rates.?’””? One mixed-
method study did not present the added value of conducting
a mixed-methods design and did not explain the divergences
and inconsistencies between quantitative and qualitative
results adequately.’® In addition, the only quantitative
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randomized controlled trial study did not report whether
outcome assessors were blinded to the intervention pro-
vided.?! In contrast, all quality criteria were met in all the
qualitative studies reviewed.

Data Extraction

Data extraction was conducted by the first author and
reviewed by all co-authors (see Table 2). Any disagreement
in the selection was resolved through group discussion.

Results

On review of the 35 included studies, there were 30 quantita-
tive, three qualitative, and two mixed-method studies. Most
quantitative studies used a non-randomized controlled trial
design, including 15 cross-sectional correlation studies, two
predictive studies, and one longitudinal study. There was one
randomized controlled design, while the remaining 11 stud-
ies used a quantitative descriptive design. Twenty-eight
reviewed sources aimed to identify factors influencing Thai
RNs’ intentions to leave or remain in the nursing workforce
by employing self-report questionnaires. All three qualitative
articles used a descriptive design. The two mixed-method
studies adopted were explanatory sequential designs.

Braun and Clarke’s thematic analysis was utilized in this
study due to its flexible, systematic, and rigorous approach to
analyzing qualitative data.’? This approach facilitates the
identification of common themes across diverse studies,
offers a nuanced understanding of the data, and adapts
to various theoretical frameworks, making it well-suited
for this integrative study.> The six-step approach included
(1) familiarization with data, (2) generation of initial codes,
(3) searching for themes, (4) reviewing themes, (5) defining
themes, and (6) final analysis.*? Through this process, three
main themes emerged: (1) mental health and well-being, (2)
the working environment and organization, and (3) work-
place location and job satisfaction.

Theme [: Mental Health and Well-Being

Positive emotions, including happiness at work®!>3! positive

psychological capital, such as hope, efficacy, resilience, opti-
mism,’! job satisfaction,®>1%1324 and high self-esteem?* have
been identified as being crucial in influencing Thai RNs
intentions to remain in their jobs. RNs with good mental
health are in a state of well-being where they have positive
psychological conditions, such as self-efficacy, hope, opti-
mism, and resilience, which are associated with higher self-
satisfaction, better coping ability, and less stress, influencing
their happiness at work.?* Thai RNs who reported feeling
happy at work expressed being satisfied with their jobs and
having proactive attitudes at work. Being able to autono-
mously think, plan, and prepare in advance to improve nurs-
ing care quality was clearly defined as an RN’s workplace

responsibility.'3?72% In this case, RNs’ job satisfaction
enhanced their self-esteem, motivating them to redesign their
jobs fuelled by a personal belief and confidence in their
ability to achieve positive patient outcomes and proactive
nursing goals.3! The ability to develop a passion for one’s
professional roles and demonstrate quality job performance
was deemed important in job satisfaction.!®3! In addition,
resilience and optimism were shown to be crucial for main-
taining excellent mental health, directly related to RNs’ abili-
ties to deal with and accept difficult situations at work and
cope with unexpected occurrences.?' Therefore, nurses with
a high level of resilience and optimism were found to be
motivated to remain in their jobs and avoided feelings of
exhaustion, stress, anxiety, and low mood.*?!

Conversely, several studies identified that those Thai
RNs who intended to leave their jobs cited suffering from
poor mental health related to their work as the main contrib-
uting factor. Kaewboonchoo et al'® indicated that nurses
were stressed about their jobs due to low self-efficacy and
self-esteem. Whilst Jeawkok et al'! found that RNs were
unhappy during work due to job insecurity and uncertainty.
In addition, Nantsupawat et al'® reported that nurses suf-
fered from high levels of emotional exhaustion related to job
dissatisfaction and burnout. Moreover, RNs who intended to
leave their jobs within 6 months and 2 years cited job dis-
satisfaction. One of the few qualitative studies in this sub-
stantive field by Yuwanich et al'* demonstrated that nurses
with job stress reported physical problems, such as head-
aches, stomach aches, discomfort, and unhappiness at work.
This impacted on their functional abilities in terms of
incomplete nursing care, working slowly, and making errors
in the delivery of care.!* Negative emotions influenced RNs’
perceived inability to manage tasks professionally, leading
to low work motivation that eventually justified their reason
to resign, 518263336

Theme 2: The Working Environment and
Organization

Thai RNs reported limited support from their workplace
organisations'? that undermined their work autonomy,
competence, and relatedness. Such experience negatively
impacted their motivation at work. They blamed their low
sense of work autonomy on the oppressive professional
hierarchy and an organizational structure that did not pro-
mote, nor allow them to contribute professional opinions or
independently set and achieve nursing goals.!3> Doctors
“looking down” on nurses and treating them poorly like
workplace servants was reported.'® In addition, RNs had to
manage challenging circumstances without guidance from
experienced head nurses or co-workers, which resulted in
feelings of uncertainty, fuelling perceptions of low compe-
tence.” Conflicts and dissatisfaction were reported as com-
mon occurrences when transferring workloads related to
patient transfers between departments.'> Thus, negative
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collaboration with co-workers, including doctors, nurses in
the same ward, and other wards, contributed to being
unhappy at work.'""!3 Dissatisfaction was compounded as
RN needed to perform multiple roles beyond nursing care,
such as being financial consultants for patients’ families or
providing treatment information in place of doctors or
pharmacists.?*37-*8 Sustained work with low autonomy,
being overworked, lacking in organizational support and
poor relatedness within the working environment contrib-
uted to physical exhaustion, eventually leading to burn-
out.!%243339 Such emotional and physical exhaustion fuelled
job dissatisfaction and loss of personal happiness, which
significantly justified RNs intention to leave their jobs.’

Theme 3: Workplace Location

The hospital location near or within the family hometown
was identified as an essential factor attracting Thai RNs to
work>*!134 Kunaviktikul et al* found that hospitals in the
same province as the RN’s hometown was a significant fac-
tor associated with a positive sense of the working environ-
ment and organization. Similarly, Chaikongkiat’s15 study
discovered that 87.3% of 248 Thai nurses thought they would
like to continue their job because of the hospital location in
their hometown. Shorter travel time provided nurses more
time to rest, reduced travel costs, and promoted motivation
and work satisfaction'>* Maintaining close connections
with family were possible when the workplace was close to
home.>'>* High levels of family responsibility,*' family
enrichment,* feelings of connectedness external to the
workplace®® and healthy relationships between family mem-
bers® were found to be factors that supported a work-life bal-
ance important in job satisfaction. Khunthar* found that
nurses despite having a heavy workload were motivated, sat-
isfied, and remained in their jobs if they could maintain a
work-life balance.*3

Discussion

This integrative review evaluates 35 studies on nursing
attrition and retention in Thailand, uncovering significant
insights while highlighting essential gaps in the literature.
Despite the extensive body of research, only two of 35 stud-
ies reviewed were conducted across different hospital levels
(community, general, and regional) within Thailand’s acute
care sector.** This limited scope underscores a critical gap in
understanding how different hospital settings affect nursing
retention. It highlights the need for more inclusive research
that spans various types of health care facilities. Additionally,
the review reveals that most studies employed quantitative
descriptive research designs. While these studies are valu-
able for identifying general trends and factors related to nurs-
ing attrition and retention, they often fall short of capturing
nurses’ nuanced daily experiences.

Rahman® argues that although quantitative studies offer a
descriptive “picture” of the interested phenomena, they do
not provide an in-depth understanding of “how” everyday
work experience influences “why” RNs decide to remain in
their jobs or resign. This gap is particularly critical in the
context of significant workforce shortages in Thailand,
where a deeper understanding of nurses’ work experiences
is essential for addressing attrition. To address this gap,
future research must incorporate qualitative methodologies.
Qualitative research can offer detailed insights*® into nurses’
subjective experiences, revealing how various aspects of
their work environment impact job satisfaction and retention
decisions. This approach will complement the existing quan-
titative data, providing a more comprehensive view*® of the
factors influencing nursing retention.

Ayalew et al*’ emphasized that improving RNs’ overall
job satisfaction and motivation can significantly reduce
job dissatisfaction and improve retention rates. This review
supports this assertion by highlighting key positive fac-
tors—such as a supportive work environment, professional
autonomy, and collaborative relationships—that enhance
job satisfaction and retention.!!:!318:48:49 Jeawkok et al!! and
Yuwanich et al'® found that even though RNs experienced
job stress and high workloads, having a good workplace
environment, defined in terms of possessing professional
autonomy, fuelled motivation, promoted confidence, a sense
of competence and fostered job satisfaction. These factors
supported feelings of work happiness significantly influenc-
ing RNs intention to remain in their jobs.” However, the
effectiveness of these factors can vary depending on the
hospital context, indicating the need for tailored strategies
that address the specific needs of different hospital types to
improve nurse retention effectively.

These findings suggest several actionable strategies for
hospital administrators and policymakers. Enhancing the
work environment, promoting professional autonomy, and
fostering a culture of support and collaboration are critical
steps in improving job satisfaction and reducing attrition.
These insights provide a roadmap for creating work envi-
ronments that effectively address nurses’ unique chal-
lenges in various hospital settings. Furthermore, integrating
qualitative research into future studies will yield a deeper
understanding of how nurses experience their work envi-
ronments and make career decisions. Such research can
help develop more targeted and effective retention strate-
gies that account for the complexities of nurses’ daily
realities. This review underscores the importance of under-
standing key factors influencing nursing retention and the
need for a more nuanced approach through qualitative
research. By addressing the limitations of current studies
and offering practical recommendations, this review con-
tributes valuable insights to the field. It paves the way for
future research to improve nurse retention across all hospi-
tal settings in Thailand.
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Conclusion

The literature review has identified the three main themes of
mental health and well-being, working environment and
organization, and workplace location and job satisfaction, as
important in influencing RNs attrition and retention rates in
Thailand’s hospitals. All themes relate to RNs motivation and
satisfaction at work. While RNs with higher levels of self-
motivation and self-satisfaction stay on the job, those with
lower levels resign. The literature reviewed provides a com-
prehensive overview of factors that lead to job dissatisfaction
and unhappiness in the workplace for Thai RNs. However,
most of these research studies are focused on single-site hos-
pitals. There has been limited exploration of factors across
hospital levels and contexts, be they urban-based or region-
ally based workplaces. Few studies explore RNs experience
of autonomy, competence, and relatedness, those factors that
the published literature identifies in the RNs everyday work-
place experience as contributing to job dissatisfaction. Thus,
qualitative research design is needed that explores the RN
experience of working in multi-hospital sites, across different
hospital levels in varying locations (urban, regional and com-
munity) with the aim of understanding meaning in RNs
everyday work practices. This insight is vital, and never more
important in informing positive strategies and initiatives
aimed at addressing RN workforce shortages and reversing
the loss of the hospital nursing workforce in Thailand.
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