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ABSTRACT
The research aims to analyze the affecting work stress caused by the coronavirus pandemic on a
commitment to the organization, job satisfaction, and intention to quit the healthcare workforce
at public hospitals in Hanoi. Snowball sampling method was used to obtain research data from
339 healthcare workers at Hanoi's public hospitals through an inquiry form. The collected data was
analyzed using descriptive statistics, reliability test, Exploratory Factor Analysis, Confirmatory Factor
Analysis, and Structural EquationModeling. The study reveals that work stress due to the COVID-19
pandemic has an inverse influence on a commitment to the organization and satisfaction of the
healthcare workforce during the coronavirus epidemic, but it increased their intention to quit of
them. Furthermore, commitment to the organization is a considerable influence on satisfaction at
the job. Moreover, commitment and satisfaction have a negative impact on the intention to quit
of the healthcare workforce. This study systematically looked at literature on stress at the job, com-
mitment to the organization, satisfaction at the job to intention to quit the job. The above findings
allowmanagers of Hanoi's public hospitals to better acknowledge the importance of commitment
to the organization, satisfaction at the job, as well as the terrible impact of work stress during the
COVID-19 pandemic, thereby they can find appropriate implications to overcome future difficulties
towards sustainable development. Besides, this study contributes greatly to building knowledge
in the HRM sector as well as identifies the relationship of 3 factors that influence the intention to
quit of the healthcare workforce at Hanoi's public hospitals. More importantly, the research results
suggested some crucial implications for public hospitals to enhance organizational commitment
and job satisfaction as well as reduce the intention to quit of employees working at public hospitals
in Hanoi in the future.
Key words: satisfaction at the job, stress at the job, commitment to the organization, intention to
quit the job, COVID-19 pandemic, heathcare workforce

INTRODUCTION
The health workforce is one of the six most essen-
tial and important components of the health sys-
tem and is always immutable. A prerequisite for a
well-functioning health system is a highly motivated
healthcare workforce. Hence, reducing the intention
to quit of the healthcare workforce is critical to en-
suring that health services work well and improve the
health of the community1. Ye et al. found that job
satisfaction is themost essential premise factor in pre-
dicting the intention to quit the job of workers 2.
In recent years, the rapid development of urban ar-
eas in Hanoi along with the mushrooming of non-
public health systems has brought different condi-
tions in terms of working environment and income
for healthcare workforce between public and non-
public medical facilities. Therefore, this trend has led
to an increase in the number of healthcare workers

leaving and shifting jobs to non-public medical facil-
ities. In addition, during the coronavirus epidemic,
recent data from the Ministry of Public Health has
shown that, within 18months (from January 1st , 2021
to June 30th, 2022), there were 1,032 healthcare work-
ers of public hospitals in Hanoi who quit their jobs
and changed jobs due to the heavy workload from
work. Itmakes the shortage of healthcareworkforce at
Hanoi’s public hospitals serious, especially in the sub-
urban and rural areas, affecting the development of
qualitymedical services in the localities of the nation’s
capital.
Domestic studies have focused on analyzing the fac-
tors that influence employees’ intention to quit3,4.
However, their commonality does not come from the
public health sector. In addition, the study by Wen
et al. found the influence of work dimensions on
the intention of grassroots doctors to quit their jobs
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in Chongqing province, China5. Thus, it cannot be
denied that there have been no studies investigating
the experiments in Hanoi’s public hospitals while the
working environment and cultural background are
significantly different. In addition, the above studies
also have drawbacks in research methods, and appli-
cation methods create various assessments and con-
clusions about the degree of influence of elements
on the intention to quit the job of the healthcare
workforce at public hospitals. Therefore, this study
contributes methodologically and practically when
proposing to use snowball sampling in combination
with SEM to answer the question of whether the fac-
tors of stress at the job due to the coronavirus pan-
demic, job satisfaction as well as commitment of the
healthcare workforce really help Hanoi’s public hos-
pitals in reducing their intention to quit. Thereby, it
proposes governance implications to reduce the in-
tention to quit more clearly for Hanoi’s public hospi-
tals.

UNDERPINNING THEORY AND
STUDY FRAMEWORK
Underpinning theory

Stress at the job because of the coronavirus
pandemic
Stress is the mental or physical exhaustion caused by
life circumstances and leads to reducing people’s life
quality rapidly. Stress depends on socioeconomic cir-
cumstances, habitat, genetics or innate psychology 6.
In fact, work stress is a big problem that businesses
and organizations face in developed countries 7. Nel-
son and Burke defined work stress is the emotional
reaction of employees to the working environment at
the organization due to the overload of work, pres-
sures from the working environment, incorrect work
assignments, etc8. In addition, work stress will appear
if employees are affected by a dangerous situation in
the work process, threatening them and forcing them
to find ways to adapt and respond to get rid of those
negative emotions9. Petchsawang and Duchon af-
firmed that there are three main factors that lead to
stress at work: environmental factors, organizational
factors and employees themselves10.
In the current complicated coronavirus epidemic,
stress at the job due to the coronavirus has directly
affected the attitudes and behaviors of employees in
an organization. In other words, it is the attitude of
stress caused by the pandemic factor. According to
Hobfoll et al., war, terrorism, natural disasters and
epidemics threaten human life, leading to anxiety, in-
security, and severe stress in life and work11. The

heavy consequence of the coronavirus epidemic has
attracted domestic as well as foreign scholars to study
work stress12,13.

Satisfaction at the job
Satisfaction at the job is a workers’ positive or negative
emotional status based on their work experiences14.
If employees’ job expectations are met, they will be
satisfied.
Friday and Friday argued that employee satisfaction
can be approached and assessed in two ways: general
satisfaction and satisfaction with job dimensions15.
Each approach has its different advantages. However,
in this study, job satisfaction was approached in a
overallmanner, and job satisfactionwas studied based
on the emotional or perceived of employees towards
the job.

Commitment to the organization
Mowday and partners indicated commitment to the
organization as a worker’s behavior or attitude to-
ward an organization. Specifically, employees with
a positive attitude are more likely to make them put
in more effort, be willing to contribute to the orga-
nization, promote the implementation of the organi-
zation’s common goals and turn thoughts and words
into actions to achieve the highest work efficiency.
They also emphasized that organizational commit-
ment made up of three aspects: identification, in-
volvement and loyalty16.
Based on the study of Mowday and partners, Tran de-
fined commitment to the organization as the strength
of employee acceptance as well as involvement in
one. Additionally, commitment to the organization is
also constituted through 3 aspects: effort, loyalty and
pride17.
Like job satisfaction, organizational commitment is
also approached in two directions. However, this
study only looked at the overall organizational com-
mitment based on the loyalty and trust towards the
organization.

Intention to quit the job
Intention to quit the job describes an employee’s con-
sideration of leaving the job at the organization18, or
it is the surest prediction of the employee’s impend-
ing actions based on the theory of planned behavior
(TPB) of Ajzen19.
Barry et al. emphasized that the intention to quit is the
proactive will of the employee after careful considera-
tion of leaving the current organization20. The inten-
tion to quit is scattered in two directions: involuntary
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and voluntary 21. However, this study only looked at
the voluntary aspect of employees, which is the nega-
tive psychological state that makes employees appear
willing to leave their jobs or organizations.

Hypothesis development and research
model
Satisfaction at the job is inversely influenced by work
stress22. Kang and Singh highlighted that work stress
as a direct determinant of job satisfaction23. Themore
work stress increases, the more satisfaction decreases
and vice versa. More importantly, the stress related
to the medical workforce’s health and lives due to
the coronavirus epidemic has become even more se-
vere24. Due to the work characteristics of the health-
care workforce that must be in direct contact with
coronavirus patients, the high risk of disease trans-
mission build up work stress and lead to job dissatis-
faction. Hence, the first hypothesis is recommended
as follows:
H1: Work stress due to the COVID-19 pandemic will
be negatively associated with satisfaction at the job.
Chan et al. found that job stress has an inverse im-
pact on commitment to the organization25. Work-
ers are more committed to the organization if they
feel comfortable in their job or if the work stress is
reduced to a minimum. Conversely, increased work
stress signals that employees have less commitment
with the organization26. Along with the rapid ex-
pansion of the coronavirus pandemic, it severely in-
fluences the psychology of the healthcare workforce,
leading to depression, fatigue, and exhaustion, mak-
ing work stress more apparent and reducing organi-
zational commitment13. Thus, the second hypothesis
is recommended as follows:
H2: Work stress due to the COVID-19 pandemic will be
negatively associated with organizational commitment.
Liu et al. argued work stress is positively associated
with the intention to quit the job27. More specifically,
employees are more likely to quit if the level of work
stress increases. In fact, healthcare workers who in-
tend to quit or get a new job because of the psychologi-
cal sequelae created by the coronavirus epidemic. The
work of Aguiar-Quintana et al. affirmed that work
stress because of the coronavirus epidemic is a core
reason why workers intend to quit28. So, the third
hypothesis is is proposed as follows:
H3: Stress at the job because of the coronavirus pan-
demic will be positively associated to quit.
Job satisfaction is a prerequisite for organizational
commitment29. Tran agreed with the above opin-
ion and confirmed that organizational commitment is

positively affected by employee satisfaction17. More
recently, Nguyen and Uong have found similar find-
ings to the aforementioned studies30. Hence, the
fourth hypothesis is recommended as follows:
H4: Satisfaction at the job will be positively associated
with commitment to the organization.
The study by Curivan indicated employees tend to in-
tend to quit if they are unable to obtain job satisfac-
tion or dissatisfied with their current job31. Thus, job
satisfaction is one of the crucial factors that directly
affects the intention to quit, but negatively. This find-
ing is unraveled in the works of Vu and Nguyen4 as
well as Nguyen and Uong32. So, the fifth hypothesis
is recommended as follows:
H5: Satisfaction at the job will be inversely associated
to quit.
Martin and Roodt affirmed in their research that or-
ganizational commitment and intention to quit have
a negative nexus29. In other words, at that time, em-
ployees did not want to continue working in the orga-
nization because they felt that they themselves don’t
fit in and involuntarily and actively participated in
the affairs of the organization anymore. Following
the above results, Nguyen and Uong explored the in-
tention to quit is directly affected by organizational
commitment, but negatively32. The sixth hypothesis
is recommended as follows:
H6: Organizational commitment will be inversely as-
sociated to quit.
Based on the assumptions, we build a study pattern as
follow (see Figure 1):

RESEARCHMETHOD
Constructs development
The first table present the propose scales inherited
from diverse studies (see Table 1).
In order for the preliminary scale in the proposed re-
search model to meet practical requirements in the
healthcare sector in Vietnam, the authors conducted
a group discussion with 20 healthcare workforce and
10 managers at public hospitals in Hanoi. Addition-
ally, the authors carried out in-depth interviews with
05 human resource management experts to adjust the
variables observed in the preliminary scale, consid-
ering the connection among research constructs in
the proposed study pattern and solving problems dur-
ing group discussions. The discussions and interviews
took place online onMicrosoft Teams platform inAu-
gust 2022.
The qualitative study results showed that participants
agreed with the constructs and relationships in the
proposed research model. On the one hand, the “job
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Figure 1: Research model (Adopted from: Proposed by the authors)

Table 1: The preliminary scale

No. Scale Source Number of item

1 Work stress due to the COVID-19
pandemic

Aguiar-Quintana et al. 28 andWong et al. 12 6

2 Job satisfaction Lusch and Serpkenci 33, Spector 34, Chris-
ten et al. 35

6

3 Commitment to the organization Mowday et al. 16, Tran 17 6

4 Intention to quit Lee 36 4

Source: The authors design

satisfaction” and “organizational commitment” scales
are similar to the original scales.
Furthermore, the scale of “work stress due to COVID-
19 pandemic” suggests that an observational variable
should be added to be consistent with the work prac-
tices faced by healthcare workforce in the duration of
the coronavirus epidemic. Furthermore, the scale of
“intention to quit” has an inverse observation vari-
able. Therefore, experts believe that it is necessary to
reverse it to avoid causing complexity in the survey
process.
In addition, the authors calibrated some words to
make the scale easier to understand and more suit-
able for the cultural background of Vietnamese peo-
ple. The official scale is presented in Table 2.

Sampling and Data collection
The official scale uses a 5-point Likert scale with
questions scaled from “strongly disagree” to “strongly
agree”. A preliminary survey of the official scale in-
volving 30 healthcare workforce working at Hanoi’s
public hospitals was conducted. The survey outcomes
revealed the scales reached reliability, as Cronbach’s
Alpha exceeded 0.637.

Tomeet the reliability in the Exploratory Factor Anal-
ysis (EFA), we chose 345 survey forms and obtained
339 valuable survey forms, which ensured that the an-
alyzed sample size is more than the minimum sample
size (minimum sample size: 24 * 10 = 240), which is
typically 5 or 10 times the number of manifest vari-
ables38.
We used a snowball sampling method to obtain data
of the healthcare workforce at Hanoi’s public hospi-
tals. The surveys are directly sent to healthcare work-
force from October to November, 2022.
The research data were analysed through Cronbach’s
Alpha, EFA, CFA and SEM to check the good-fit of the
study pattern.
The characteristics of healthcare workforce at Hanoi’s
public hospitals participating in the survey were
67.7% male. Among them, 87.5% of the healthcare
workerswere over the threshold of thirty five (middle-
aged), 100%had higher education and 86.3% gotmar-
ried.

FINDINGS ANDDISCUSSION
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Reliability, convergent and discriminant
validity
The factor loadings exceeded the threshold of 0.5 39.
Therefore, the observed variables are reliable (see Ta-
ble 2).
Table 2 reveals that Cronbach’s α values exceeded
0.6, so the scales achieved homogeneity reliability 40.
In addition, Table 2 also provided evidence they had
convergent validity since the average variance ex-
tracted index exceeded 0.5, and the composite relia-
bility index exceeded 0.739. Hence, the scales were
suitable for further analysis.
In addition, the study found that the HTMT ratio did
not exceed the threshold of 0.85 41. Thus, the scales
reached discriminant validity (Table 3). It proves that
the results support the existence of discriminant va-
lidity for all tested constructs.

Structural EquationModel
The model fit statistics for CFA (Figure 2) was χ2/df
= 2.352; p = 0.000; TLI = 0.909; GFI = 0.903; CFI =
0.917; and RMSEA = 0.057. The revision index is no-
tably low, and thus there is no scope for further im-
provement. The index χ2/df ratio is below the thresh-
old of 3.0. Our TLI, GFI, and CFI, which have the
values of 0.909, 0.903, and 0.917 are the best since it
has to be over threshold 0.9 and RMSEA is below the
threshold 0.08 for the model to be assessed as a good
fit39.
The model fit statistics for SEM were χ2/df = 2.563; p
= 0.000; TLI = 0.913; GFI = 0.906; CFI = 0.920; and
RMSEA = 0.063. The revision index reveals no scope
of improvement. The index χ2/df ratio is below the
threshold 3.0. Our TLI, GFI, and CFI, which have
the values of 0.913, 0.906, and 0.920 are the best since
it has to be over threshold 0.9. RMSEA is below the
threshold of 0.08, indicating that the model is a good
fit39.
Futhermore, the p-value of the correlation between
the constructs does not exceed 0.05, indicating that
the SEM has statistical significance39. Table 4 sum-
marizes the hypothesis test outcomes.

Discussion
The analysis results presented in Figure 3 and Table 4
showed that “work stress due to the COVID-19 pan-
demic” has a negative impact on organizational com-
mitment and job satisfaction of the healthcare work-
force at Hanoi’s public hospitals (β = -0.55 and β = -
0.34) while it has a positive association with the inten-
tion to quit with β = 0.07. In addition, employee sat-
isfaction also plays a crucial role in the organizational

commitment of the healthcare workforce (β = 0.46).
Moreover, commitment to the organization and sat-
isfaction at the job have a negative effect on the in-
tention to quit of the healthcare workforce (β = -0.07
and β = -0.63). If they have commitment and satisfac-
tion, they are less likely to quit. Thus, the hypotheses
H1 to H6 are accepted. These findings are consistent
with the results of the study of Saleem et al.24, Truong
et al.12, Aguiar-Quintana et al.28, Nguyen & Uong30,
Nguyen & Uong32. However, the extent of the influ-
ence of the factors was not the same when studying
with healthcare workforce at Hanoi’s public hospitals.
To specifically identify each factor of the impact
model for the intention to quit of healthcare work-
force at Hanoi’s public hospital, we present 6 impor-
tant results as follows:
Firstly, H1 hypothesis states that work stress due to
theCOVID-19 pandemic has a negative impact on job
satisfaction (β = -0.55, p < 0.05). This result is con-
sistent with research by Saleem et al.24. This means
that in the context of the COVID-19 pandemic, if the
healthcare workforce has a lot of work stress, job sat-
isfaction tends to decrease significantly.
Next, to investigate H2 hypothesis, it was identified
that work stress due to the COVID-19 pandemic has
a negative impact on organizational commitment (β
= -0.34, p < 0.05). This finding is consistent with the
conclusions of Truong et al.13. Nevertheless, this re-
sult is inconsistent with Bhatti et al. (2016), who ar-
gued that work stress due to the COVID-19 pandemic
has a higher impact (β = -0.223, p < 0.05) on the or-
ganizational commitment of the employee.
Regarding the H3 hypothesis, work stress due to the
COVID-19 pandemic is likely to increase but not sig-
nificantly affect the intention to quit of healthcare
workforce (β = 0.07, p < 0.05). This is consistent with
research by Aguiar-Quintana et al.28) that work stress
due to the COVID-19 pandemic will become a crucial
contributing factor to increased intention to quit the
healthcare workforce. This result also indicates that if
Hanoi’s public hospitals want to reduce the employee
turnover, they must give them less pressure in work.
Nevertheless, this result contradicts Liu et al.27 that
work stress has a higher impact on intentions to quit
(β = 0.0944, p < 0.05) of the healthcare workforce.
Related to the H4 hypothesis, job satisfaction has a
positive impact on organizational commitment (β =
0.46, p < 0.05). This result supports Nguyen & Uong’s
study30. If the healthcare workforce has high satis-
faction, they are more likely to be committed to the
hospital.
Continuing with the H5 hypothesis, job satisfaction
is likely to significantly reduce intentions to quit of
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Table 2: The results of reliability test

Scale Sign Items Loadings AVE Cronbach’s
Alpha

CR

Work stress
due to
COVID-19
pandemic
(WS)

WS1 I am worried because of the negative news
due to COVID-19.

0.894 0.589 0.847 0.783

WS2 I amworried because I have towork during
the coronavirus epidemic.

0.890

WS3 I stress while working. 0.887

WS4 I am dismayed because I have to work dur-
ing the coronavirus epidemic.

0.880

WS5 I am bored and desperate at work due to
COVID-19 pandemic.

0.876

WS6 I am exhausted fromwork in the context of
COVID-19 pandemic.

0.869

Job sat-
isfaction
(JS)

JS2 I earned respect at the hospital. 0.893 0.632 0.803 0.803

JS6 My abilities have been shown at work. 0.885

JS4 I improved my professional through work. 0.872

JS3 The hospital is my second home. 0.868

JS5 I am happy to work at the hospital. 0.859

JS1 My creativity has been boosted by my
work.

0.845

Organizational
commitment
(OC)

OC3 I am willing to contribute to the hospital’s
success.

0.889 0.621 0.840 0.764

OC1 I share good things about the hospital. 0.871

OC2 I am proud to work at the hospital. 0.860

OC4 The hospital is the best place for me to
work.

0.850

OC5 I am interested in hospital issues. 0.846

OC6 I want to stay in the hospital until I retire. 0.834

Intention to
quit (ITQ)

ITQ2 I would leave the hospital if I found a better
job.

0.887 0.584 0.798 0.738

ITQ4 I often have the thought of giving up this
job.

0.858

ITQ3 I will be looking for another job next year. 0.833

ITQ5 I was thinking of leaving the hospital. 0.799

ITQ1 I do not want to continue working at the
hospital

0.784

ITQ6 I have no intention of developing a career
at this hospital.

0.776

Source: analysis by the authors
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Table 3: HTMT ratio

Construct WS JS OC ITQ

WS

JS 0.821

OC 0.673 0.674

ITQ 0.783 0.721 0.673

Source: analysis by the authors

Figure 2: The result of the CFA (Source: analysis by the authors)
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Figure 3: The results of standardized SEM (Source: Authors analysis)

Table 4: Hypotheses test

Hypotheses Impact direc-
tion

β Standard er-
ror

Critical ratio p-value Results

H1: WS→ JS - -0.55 0.116 3.035 0.000 Supported

H2: WS→ OC - -0.34 0.121 1.942 0.000 Supported

H3: WS→ ITQ + 0.07 0.094 1.834 0.000 Supported

H4: JS→ OC + 0.46 0.088 2.467 0.000 Supported

H5: JS→ ITQ - -0.07 0.120 1.916 0.000 Supported

H6: OC→ ITQ - -0.63 0.090 2.314 0.000 Supported

Source: Authors analysis

healthcare workforce (β = -0.07, p< 0.05). This asser-
tion is supported by Nguyen & Uong32. That means
the higher the employee satisfaction, the lower the in-
tention to quit.
Finally, the H6 hypothesis suggests that organiza-
tional commitment is also likely to reduce the inten-
tion to quit of healthcare workforce at Hanoi’s public
hospitals but with a lower impact than job satisfaction
(β = -0.63, p < 0.05). This finding has similarities to
Nguyen & Uong32.
In conclusion, our research differs in the study con-
text as well as the location compared to Nguyen and
Nguyen3, Vu and Nguyen4, and Wen et al.5 since it
is studied in the context of Hanoi’s public hospitals of
Vietnam.
Moreover, the highlight of this study is the research
methodology used. The snowball sampling method
and structural equation modeling have made impor-
tant contributions to the unique emphasis on research
methodology compared to the previous studies. In

which,The snowball samplingmethod correctly iden-
tified health care workers who showed signs of stress
due to COVID-19, leading to the intention to quit at
Hanoi’s public hospitals. Given the delicate nature of
the research topic on the intention of healthcarework-
ers to quit, the snowball sampling method is a goodfit
in this context as colleagues can recommend andwill-
ing to share their thoughts.

IMPLICATIONS
This study contributes greatly to building knowledge
in the HRM sector as well as identifies the relation-
ship between the three factors that influence the in-
tention to quit of the healthcare workforce at Hanoi’s
public hospitals. In addition, this research will also
contribute to the formation of approaches to success-
fully reduce the intention to quit of healthcare workes
in Vietnam’s public hospitals, providing a theoretical
basis and literature for further research development.
For the practical aspect, this study added amodel that
measures intention to quit based on factors compris-
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ing of: stress at the job due to the coronavirus pan-
demic, job satisfaction, and organizational commit-
ment of the healthcare workforce. Besides, this study
will have far-reaching implications for various stake-
holders by providing literature on the identification of
modern areas as well as new frameworks to promote
further research on the topic of intention to quit in
both the private and public sectors in the economy,
especially at hospitals in general and at public hospi-
tals in particular in Vietnam.
Our findings provide several theoretical and practi-
cal management implications for managers in Hanoi’s
public hospitals to reduce the intention to quit of em-
ployees, as follows:
For the factor of work stress due to COVID-19 pan-
demic, work stress due to the coronavirus epidemic
has the highest affected the healthcare workforce’s in-
tention to quit ( = 4.32 and β = 0.07). The managers
of hospitals need to understand the peculiarities of
the medical profession, which carries a heavy work-
load and constantly put the healthcare workforce in a
state of stress. The fear and stress caused by the coro-
navirus can further exacerbate employee stress lev-
els. The outbreak of the coronavirus epidemic has
been severely affecting the work and lives of health-
care workers, leading to an increase in anxiety, frus-
tration, burnout, and intentions to quit. Therefore, to
overcome these difficulties, managers should develop
a workspace with no dangers and work full-time in
the hospital.
For the factor of job satisfaction, job satisfaction plays
a crucial influence on the intention to quit the health-
care workforce (

_
X = 4.06 and β = -0.07). Using

Maslow’s need theory, employees always want to feel
valued and accepted by leaders and colleagues. They
put in efforts and strive for recognition. If employ-
ees feel valued by the hospital, they will be very sat-
isfied with their work and the hospital. Therefore,
it is crucial that the managers of Hanoi’s public hos-
pitals should promote internal information activities
and internal emails so that employees can quickly and
conveniently express their opinions and suggestions
to the hospital, giving them equal opportunities to
contribute ideas. By listening to and consulting with
them, they are shown the respect the hospital has for
them, thereby increasing satisfaction at the job, at the
same time, reducing the intention to quit.
For the factor of organizational commitment, the in-
tention to quit is also considerable impacted by or-
ganizational commitment of healthcare workforce at
Hanoi’s public hospitals (

_
X = 3.97 and β = -0.63).

Therefore, to increase their commitment, hospitals

need to show healthcare workforce that they are an
important piece of the hospital success. Organize
training and propaganda to build a sense of respon-
sibility at work and show them pride in the medical
profession – a profession of honor and responsibility
to the community.

CONCLUSION ANDDRAWBACKS
The study explored the impact of job stress due to the
coronavirus pandemic, job satisfaction, as well as or-
ganizational commitment on the intention to quit of
healthcare workforce at Hanoi’s public hospitals. The
SEM analysis was performed to determine the rela-
tionship between the variables in the research model.
Our findings revealed that stress on the job has an
inverse affected on commitment to the organization
and satisfaction of the healthcare workforce during
the COVID-19 pandemic, while increasing their in-
tention to quit. Additionally, commitment to the or-
ganization is a considerable influence on satisfaction
at the job. Furthermore, commitment and satisfaction
have an inverse impact on the intention to quit of the
healthcare workforce.
Although the research objectives have been achieved,
our study still has a limitation in terms of sample size
because it was only conducted at public hospitals in
Hanoi. Therefore, to overcome the above limitation,
future studies could increase the sample size and ex-
pand the scope of research to include all public hospi-
tals in the North, Central and South of Vietnam.
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TÓM TẮT
Nghiên cứu nhằm phân tích tác động của căng thẳng trong công việc do đại dịch COVID-19 gây
ra đối với cam kết tổ chức, sự hài lòng trong công việc và ý định nghỉ việc của nhân viên y tế tại
các bệnh viện công của Hà Nội. Phương pháp lấy mẫu quả cầu tuyết được sử dụng để thu thập
dữ liệu nghiên cứu từ 339 nhân viên y tế tại các bệnh viện công của Hà Nội thông qua mẫu điều
tra và được phân tích bằng thống kê mô tả, kiểm định độ tin cậy, hân tích nhân tố khám phá, hân
tích nhân tố khẳng định và mô hình phương trình cấu trúc. Kết quả nghiên cứu tiết lộ rằng căng
thẳng trong công việc do đại dịch COVID-19 có ảnh hưởng tiêu cực đến cam kết với tổ chức và sự
hài lòng của nhân viên y tế trong đại dịch COVID-19 và nó làm tăng ý định nghỉ việc của họ. Hơn
nữa, cam kết với tổ chức có ảnh hưởng đáng kể đến sự hài lòng trong công việc. Ngoài ra, cam
kết và sự hài lòng có tác động ngược chiều đến ý định nghỉ việc của các nhân viên y tế. Nghiên
cứu này xem xét một cách có hệ thống các tài liệu về căng thẳng trong công việc, cam kết với tổ
chức, sự hài lòng trong công việc đến ý định nghỉ việc. Những phát hiện trên cho phép các nhà
quản lý bệnh viện công của Hà Nội nhìn nhận rõ hơn về tầm quan trọng của sự cam kết với tổ
chức, sự hài lòng trong công việc cũng như tác động khủng khiếp của áp lực công việc trong đại
dịch COVID-19, từ đó tìm ra những hàm ý phù hợp để vượt qua những khó khăn trong tương lai
để hướng tới phát triển bền vững. Bên cạnh đó, nghiên cứu này góp phần rất lớn vào việc nâng
cao kiến thức trong lĩnh vực Quản trị nguồn nhân lực cũng như xác định mối quan hệ của 3 yếu tố
ảnh hưởng đến ý định nghỉ việc của nhân lực y tế tại các bệnh viện công của Hà Nội. Quan trọng
hơn, kết quả nghiên cứu đã gợi ý một số hàm ý quan trọng đối với các bệnh viện công nhằm tăng
cường sự cam kết với tổ chức và sự hài lòng trong công việc cũng như giảm ý định nghỉ việc của
nhân viên làm việc tại các bệnh viện công ở Hà Nội trong tương lai.
Từ khoá: sự hài lòng trong công việc, căng thẳng trong công việc, sự gắn kết với tổ chức, ý định
nghỉ việc, đại dịch COVID-19, nhân viên y tế

Trích dẫn bài báo này: Nam N D, Lan U T N. Căng thẳng công việc làm gia tăng ý định nghỉ việc của 
nhân viên y tế trong đại dịch COVID-19: Bằng chứng từ các bệnh viện công lập Hà Nội, Việt Nam.  
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