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ABSTRACT

Factors associated with nurses’ turnover intention in

Mongolia

Chinzaya Boldoo
Wonju College of Nursing
The Graduate School
Yonsei University
Background: Nurse turnover intention, defined as the likelihood of a nurse
leaving their current position, poses a significant challenge for healthcare
systems worldwide, including Mongolia. Nurses play a vital role in
delivering essential medical services, and maintaining an adequate nursing
workforce is crucial for ensuring the quality of healthcare. Despite their
critical role, Mongolia’s nurse-to—population ratio falls below the minimum
recommended by the World Health Organization, highlighting a significant
shortage of nursing staff. Factors such as high workload, low wages,
social stress, and low job satisfaction contribute to high turnover rates.
Turnover intention not only affects patient care but also places financial
strain on healthcare facilities due to the ongoing need to recruit and train
new staff.
Purpose: This study aimed to identify factors influencing the turnover
intentions of nurses in Mongolia, focusing on burnout, job crafting, and the
nursing work environment.
Methods: A cross-sectional descriptive study was conducted with nurses

from tertiary hospitals in Ulaanbaatar, Mongolia. The sample size.



calculated using G*Power, consisted of 123 nurses recruited from the State
Second Central Hospital and Brilliant Hospital. Data collection was
performed using a structured survey that included 93 questions covering
general characteristics, burnout, job crafting, the nursing work environment,
and turnover intention. Statistical analyses were carried out using
descriptive statistics, the t-test, one-way ANOVA, Pearson correlation, and
multiple regression analysis in the SPSS 25.0 software.

Results: Burnout and the nursing work environment were significantly
correlated with turnover intention. Higher levels of burnout and poorer
nursing work environments were associated with increased turnover
intention. Additionally, job crafting demonstrated a significant positive
correlation with the nursing work environment.

Conclusion: This study identified that the nursing work environment and
burnout are key factors in reducing the turnover intention among nurses in
Mongolia. Therefore, it is necessary to improve staffing levels and
resources to enhance the nursing work environment in Mongolia, and
interventions aimed at reducing burnout are also required. This emphasizes
the need for appropriate interventions to improve the working conditions of
Mongolian nurses, ultimately contributing to lower turnover rates and

enhancing the stability and quality of the healthcare system.

Key words: nurse, turnover intention, burnout, nursing work environment, job

crafting, Mongolia
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1. INTRODUCTION

1.1. Background

Nurse turnover intention, which refers to the likelihood of a nurse leaving
their current position, poses a significant challenge to healthcare systems
worldwide, including in Mongolia (Halter et al., 2017, Kim & Kim, 2021;
Dovdon et al., 2022; Peng et al., 2023; Tsogbadrakh et al., 2020). Nurses are
professionals who provide essential healthcare services for patient treatment and
recovery in hospitals (Wakefield et al., 2021). Therefore, maintaining a sufficient
nursing workforce 1s essential to ensure the quality of healthcare services
(Richardson & Storr, 2010; Han et al.,, 2021, Witczak et al., 2021).

According to international statistics, the nurse-to—population ratio in
Mongolia is 4.02 per 1,000, which is below the World Health Organization’s
recommended minimum of 4.45 nurses per 1,000 population (The World
Bank, 2017). Additionally, of the 56,500 healthcare workers in Mongolia,
only 13,112 are nurses, despite a demand that exceeds 20,000, highlighting
a significant shortfall (Dovdon et al. 2022). In Mongolia, this shortage of
nursing staff is attributed to factors that contribute to high turnover rates,
including heavy workloads, low wages, high social stress and frustration,
numerous obstacles, and low job satisfaction among nurses. Such turnover
not only undermines the quality of patient care but also affects the

stability of nursing organizations (Zanabazar et al., 2023; Gaalan et al.,
2019).



Nurse turnover has been recognized as a significant challenge that not
only increases the financial expenditures of healthcare facilities but also
adversely affects the quality of patient care (Griffiths et al.,, 2019; Andel et
al., 2022, Pressley et al., 2023; Choi & Shin, 2022). The turnover of skilled
nurses requires continuous recruitment and subsequent training of new
staff, which places a substantial economic burden on healthcare facilities in
terms of human resource allocation and the training expenses needed to
replace turnover nurses (Gaalan et al., 2019; Kalankova et al., 2020; Rich &
Anderson, 2021). Therefore, maintaining and developing a well-trained
nursing workforce 1is essential, playing a pivotal role in preserving
operational stability and enhancing the quality of medical services delivered
(Flaubert et al., 2021).

Numerous prior studies have investigated the factors influencing nurses’
turnover intention. Factors such as age, gender, marital status, education
level, subjective health status, and sleep disorders have been identified as
biopsychosocial factors affecting turnover intention at the individual level
(Huang et al., 2024, An et al., 2022, Ma et al., 2022, Wang et al., 2022;
Job-related factors including job stress, position, employment type, work
department, job satisfaction, burnout, job crafting, salary satisfaction, and
sense of belonging have also been reported (Lee & Kim, 2020; Li et al.,
2020; Al Zamel et al., 2020; Chen et al., 2024; Jiang et al., 2023; Yang et
al., 2017;). Additionally, factors such as resource adequacy, monthly income,
department, organizational commitment, organizational culture, and the
nursing work environment have been identified as affecting the
organizational aspect of nurses’ turnover intentions (Jackson et al., 2020;
Kim & Moon, 2021; Yoon et al, 2020; Lee, 2022, Varasteh et al., 2022;
Kwon & Kim, 2019).



Among the various factors associated with turnover intention, burnout is
characterized by emotional, physical, and mental exhaustion resulting from
prolonged stress and overwork in the workplace. This condition has been
consistently linked to nurse turnover intention, as nurses experiencing
burnout are more likely to seek alternative employment or leave the
profession altogether (Kelly et al.,, 2021; Labrague et al., 2017; Guo et al,
2019; Poku et al, 2022; Van der Heijden et al., 2019; Dwinijanti et al.,
2020).

Job crafting involves employees proactively modifying their job roles,
tasks, and relationships to better align with their preferences, strengths,
and needs (Work, 2001; Badran & Akeel, 2020; Chu et al., 2022; Shin et
al., 2020; Chung & Han, 2023). This process enables individuals to
personalize their work experiences, which leads to increased job satisfaction
and engagement (Wrzesniewski & Dutton, 2001). Research has shown that
job crafting significantly affects nurse turnover intention. Nurses who
engage in job crafting behaviors tend to report higher job satisfaction and
exhibit lower turnover intentions (Tims et al., 2013).

The nursing work environment encompasses various aspects including
the work situation, the physical environment as perceived by the individual,
interpersonal interactions, and organizational policy (Christmas, 2008). It
represent a comprehensive setting where working conditions and worker
responsibilities are optimized for efficiency. This environment significantly
influences not only the performance of nurses but also their retention and
the attraction of new nursing personnel (Pressley & Garside, 2023; Smith
et al., 2018). Previous research has shown that a positive perception of the
nursing work environment correlates with lower turnover intentions (Ma &

Dunton, 2015; Kim & Yeo, 2019). Therefore, to reduce turnover intentions



and manage and develop nursing personnel effectively, it is important to
enhance the nursing work environment.

Research on the factors influencing nurse turnover rates in Mongolia is
sparse. Specifically, there is a lack of studies examining how key concepts
such as burnout, the nursing work environment, and job crafting impact
the turnover of Mongolian nurses.

This study investigated turnover intention among nurses in Mongolia,
where there is a notable shortage of nurses, and examined the effects of
burnout, job crafting, and the nursing work environment, which have all

been identified as significant factors influencing nurses’ turnover intention.



1.2. Purposes

The purpose of this study was to identify factors related to turnover

intention among Mongolian nurses. The specific objectives were as follows.

1. To identify the general characteristics of Mongolian nurses and the study

variables.

2. To identify differences in turnover intention according to the general

characteristics of Mongolian nurses.

3. To identify the relationships among the burnout, job crafting, nursing

work environment, and turnover intention in the study participants.

4. To identify factors associated with turnover intention among Mongolian

nurses.



1.3. Definition of Terms

1.3.1. Burnout
* Theoretical definition

Burnout is conceptualized as a response to job stress that arises when stressors
become overwhelming, leading to physical, mental, and emotional exhaustion. It
encompasses phenomena such as a negative self-concept, a negative attitude
toward work, and a loss of interest in work (Pines & Kanner, 1982).
e Operational definition

In this study, burnout was quantified using scores obtained from the
Copenhagen Burnout Inventory (CBI), which was administered in Mongolian as
adapted by Sugarmaa et al. (2011).

1.3.2. Job Crafting
* Theoretical definition

Job crafting is a proactive approach that allows individuals to reshape
their job roles and tasks to better align with their strengths, interests, and
values. This process involves modifying tasks, relationships, and perceptions
of one’'s job to enhance a sense of meaningfulness and fulfillment
(Wrzesniewski & Dutton, 2001).
e QOperational definition

In this study, job crafting was measured using the Job Crafting Scale, which
was developed by Wrzesniewski & Dutton in 2001 and later validated by Slemp
(2013).



1.3.3. Nursing work environment
* Theoretical definition

The nursing work environment includes the physical, social, and
organizational factors that affect nurses’ work experiences and outcomes.
Key elements of this environment are workload, staffing levels, leadership
support, teamwork, and resource availability (Lake, 2002).
e Operational definition

In this study, the nursing work environment was quantified using the

Nursing Work Index (NWI) developed by Lake (2002).

1.3.4. Turnover intention
* Theoretical definition

Turnover intention refers to an employee’'s tendency or willingness to
voluntarily leave their current job or organization in the near or foreseeable
future (Mobley et al., 1979).
e Operational definition

In this study, turnover intention was measured using a tool developed by

Hinshaw & Atwood (1978).



2. CONCEPTUAL FRAMEWORK

The conceptual framework for this study was developed based on previous
research, and includes factors related to nurses’ turnover intentions. This

framework is depicted in Figure 1.

Burnout

Job crafting Turnover Intention

Nursing work
environment

Figure 1. Conceptual Framework

Burnout significantly affects nurses’ intentions to leave their positions (Kelly et
al, 2021, Dall’'Ora et al., 2020; Bayer et al, 2021). The emotional exhaustion,
depersonalization, and reduced personal accomplishment that nurses experience
contribute to feelings of dissatisfaction and disengagement, ultimately increasing
the likelihood of turnover (Maslach et al., 2016; Bianchi et al, 2015; Adriaenssens
et al., 2015).

Job crafting behaviors have been identified as factors influencing nurses’
turnover intentions (Baghdadi et al.,, 2021, Tims et al, 2012; Chu et al,
2022). By proactively redesigning and customizing their job roles and
responsibilities, nurses can enhance their job satisfaction and sense of

fulfillment, thereby reducing their inclination to leave their current positions



(Ghazawy et al., 2021; Yun et al., 2024; Tims et al., 2013).

According to a study by Shin et al. (2023) targeting nurses in general
hospitals, it was found that a more positive perception of the nursing work
environment corresponded to lower turnover intention. Similarly, a study by
Kwon & Kim (2012) focusing on nurses in small and medium-sized
hospitals demonstrated that a positive view of the nursing work environment
significantly reduced turnover intention.

Therefore, to identify factors associated with nurses’ turnover intention,
which serves as the dependent variable, we selected burnout, job crafting,

and the nursing work environment as independent variables.



3. RESEARCH METHODS

3.1. Research design

This study was a cross—sectional descriptive design aimed at identifying

factors associated with nurse turnover among nurses in Mongolia.

3.2. Participants

The target population for this study comprised nurses employed at medical
Institutions across Mongolia. The accessible population included nurses
working at two tertiary hospitals in Ulaanbaatar. These hospitals, both
tertiary general facilities with internal medicine and surgical wards, offer
specialized services in accordance with established clinical guidelines and treat

patients with comparable severity levels.

The required sample size for the research was calculated using the
G*Power 3.1.9.74 program for linear multiple regression. Based on a
previous study (Faul et al.,, 2009), with a significance level of .05, power of
80, a medium effect size of 0.15, and 11 predictor variables (8 general
characteristics such as age, marital status, education level, years at the
current working department, current working department, working hours,
monthly income satisfaction, and job satisfaction, as well as the variables
of burnout, job crafting, and nursing work environment), the minimum
required sample size was determined to be 123 participants. Considering a
dropout rate of 10%, 136 participants were recruited. Among these, 123
participants were analyzed, excluding cases Wwhere responses were

Inappropriate or insincere.

_10_



The criteria for the inclusion and exclusion of research participants were as

follows:
Inclusion Criteria

1) Nurses with more than 1 year of clinical experience

2) Participants who voluntarily agreed to participate in the study
Exclusion Criteria

1)  Nurses with less than 1 year of clinical experience (Detlin et al.,2022)

2) Contract nurses.

3) Individuals currently serving as nursing managers, as per the data

collection criteria.

_‘l‘l_



3.3. Research Instruments

The structured survey employed in this study comprised 93 questions,
divided into five categories: general characteristics (14 questions), burnout
(17 questions), job crafting (19 questions), the nursing work environment

(31 questions), and turnover intention (12 questions).

3.3.1. Turnover Intention

Turnover intention, which reflects an employee’'s inclination or readiness to
voluntarily leave their current job or organization soon or in the foreseeable
future, was assessed using a measurement tool developed by Hinshaw and
Atwood in 1978. This tool comprises 12 questions, each rated on a Likert scale
ranging from 1 (strongly disagree) to 7 (strongly agree), allowing for a total
score between 12 and 84. Higher scores denote greater turnover intention. In
the original study by Hinshaw and Atwood (1978), Cronbach’s alpha was .84.
In a more recent study by Sujin Nam (2021), it reached .91. In the current
study, Cronbach’s alpha was .75.

3.3.2. Burnout

Burnout is defined as a prolonged state of psychological, mental, and physical
exhaustion resulting from extended exposure to stressors in the work
environment. This condition was measured using the CBI in Mongolian,
following the methodology of Sugarmaa et al. (2011). The CBI consists of 17
questions divided into three categories: 5 questions on personal burnout, 7 on
work-related burnout, and 5 on client-related burnout. Each question is scored
on a scale from 0 to 100 using a Likert-type scale with five response

categories. Higher scores indicate greater levels of burnout. The reliability of

_‘|2_



the measurement tool in the study by Sugarmaa et al. (2011) was reported

with a Cronbach’s alpha of .82, while in this study, it was .91.

3.3.3. Job Crafting

To assess job crafting, we employed the "Job Crafting” measurement tool,
which was developed by Wrzesniewski and Dutton in 2001 and later validated by
Slemp in 2013. This tool comprises 19 questions, divided into three categories: 7
on task crafting, 5 on relational crafting, and 7 on cognitive crafting. Responses
are scored using a Likert scale ranging from 1 (not at all) to 6 (always),
allowing for a total score between 19 and 114. Higher scores reflect greater levels
of job crafting. In Slemp’s 2013 study, the Cronbach’s alpha was .91, whereas in
this study, it was .89.

3.3.4. Nursing Work Environment

The NWI, developed by Lake in 2002, was utilized to assess the nursing work
environment. This index includes 31 items that cover various aspects of nurses’ work
in hospitals, organized into five subdomains: nurse participation in hospital affairs,
foundation for quality nursing care, nurse manager ability, leadership and support,
adequacy of staff and resources, and nurse—physician relationships. Each item is rated
on a Likert scale ranging from 1 (strongly disagree) to 4 (strongly agree), with the
total scores varying from 31 to 124. Higher scores reflect a more favorable nursing
work environment. In Lake's 2002 study, Cronbach’s alpha values ranged from .64 to
91. Similarly, in the study by Jo et al. in 2011, Cronbach’s alpha was reported as .93,

while in the current study, it was 91.

_13_



3.3.5. General Characteristics

The questions on general characteristics and nursing work characteristics were
derived from a literature review of previous studies. Data collection involved 14
questions covering age, gender, marital status, education, years of work
experience, current working department, years in the current working department,
experience of leaving work, career before becoming a nurse manager, monthly
income, satisfaction with monthly income, job satisfaction, working schedule, and

working hours.

_14_



3.4. Data collection

Data collection took place at State Second Central Hospital and Brilliant
Hospital, both situated in Ulaanbaatar, Mongolia. This occurred over a
three-week period, from February 20th to March 8th, 2024, following the
receipt of IRB approval (CR323143) from the Yonsei University Hospital
review committee. The research data were gathered after providing a detailed
explanation of the study to the heads of the research departments at both
hospitals. Subsequent meetings were held with the nursing manager in each
nursing department to secure permission. In the conference room of the
nursing department at each hospital, a comprehensive presentation was given
to the research participants. This presentation covered the study’s objectives,
methodology, potential risks, and anticipated benefits. Consent forms were
individually obtained from those who voluntarily agreed to participate in the
study at each hospital, followed by the administration of a questionnaire.
Upon completion of the survey, it was immediately sealed and placed in a
dedicated box to ensure the anonymity and confidentiality of the information

collected.
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3.5. Ethical considerations

This study adhered to ethical standards, ensuring the protection of
participants’ rights throughout the research process. The purpose and
methods of the research, along with any related risks and potential
benefits, were clearly communicated to participants. Additionally, their
privacy and confidentiality were strictly maintained.

Before being included in the study, participants were provided with a
consent form, which they voluntarily reviewed and signed. They were also
instructed to contact the researcher with any questions during the study
period. To ensure confidentiality, completed questionnaires were stored in
sealed envelopes. All collected data was treated as confidential and
encrypted to prevent the identification of participants. Personal information,
such as gender, age, and marital status, was kept confidential and could
not be accessed by anyone other than the study participants. Electronic
documents were password-protected, and physical materials were stored in
a securely locked location. At the end of the study period, electronic
documents will be permanently deleted, and paper documents will be

securely destroyed using a shredder.

_16_



3.6. Data analysis

The data were analyzed using the statistical software SPSS 25.0. The

details of the statistical methods are presented below.

1. The general characteristics of the subjects and the study wvariables
were analyzed using descriptive statistics, including frequency,

percentage, and mean standard deviation.

2. The differences in turnover intention based on the general
characteristics of the participants were analyzed using the t-test and

one-way ANOVA.
3. The relationships among participant burnout, job crafting, nursing work
environment, and nurse turnover intention were analyzed using the

Pearson correlation coefficients.

4. Factors related to nurses’ turnover intention were identified using

multiple regression analysis.
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4. RESEARCH RESULTS

4.1. General characteristics of participants

The general characteristics of the participants of this study were as follows
<Table 1>. The average age of the participants was 34.07 years (SD = 9.07),
with 120 women (97.6%) and 71 participants (57.7%) reporting being married.
Additionally, 110 participants (89.4%) held at least a bachelor's degree. On
average, participants had 10.13 years of experience working as nurses (SD =
853), with their experience ranging from 117 to 34 vyears. They were
distributed across various departments, with 96 participants (78.0%) working in
general units and 27 participants (22.0%) in special units. The average tenure
in their current department was 6.30 years (SD = 6.46). Work schedules varied,
with 52 participants (42.3%) having regular work hours and 71 participants
(57.7%) working shifts. Participants worked an average of 56.72 hours per
week (SD = 17.35). Regarding job turnover, 33 participants (26.8%) reported
having left a job, with an average duration of 844 months (SD = 15.30).
Thirteen percent of participants reported having prior experience as nurse
managers before their current role. The average monthly income for
participants was 135251 thousand togrog (SD = 129.64). Satisfaction with
monthly income had an average score of 267 (SD = 0.88), while job
satisfaction scored an average of 3.54 (SD = 0.76).
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Table 1. General characteristics of participants (N=123)

Characteristics Categories n@) aMSD Range
Demographic ~ Age(yr) 34.07+9.07  22~54
characteristics  Gender Male 3 (2.4)
Female 120 (97.6)
Marital status Married 71 (57.7)
Not married 52 (42.3)
Education level Diploma 13 (10.6)

Bachdar's degree and dhove 110 (89.4)

Work-related Years of work as a nurse(yr) 10.13£853  1.17~34
characteristics  (yyrrent working department General unit 96(78.0)
Special unit 27(22.0)
Years at the current working department(yr) 6.30£6.46  042~32
Working schedule Regular work 52 (42.3)
Shift work 71 (57.7)
Working hours (per week) 56.72+17.35
Experience leaving work Yes 33(26.8)
No 90(73.2)
Leaving work(months) * n=33 844+1530  0.03~6
Previous career as a 1urse manager Yes 16(13.0)
No 107(87.0)

Monthly income(1000 togrog) 135251412064 1100~18D

Monthly income satisfaction 2.67+0.88 1~5
Job satisfaction 3.54+0.76 1~5

M=mean; SD=standard deviation
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4.2. Description of burnout, job crafting, nursing work environment,

and turnover intention

The burnout, job crafting, nursing work environment, and turnover intention
of the participants are detailed in <Table 2>. The burnout score was recorded
at 46.93 (SD = 15.08) on a scale ranging from 0 to 100 points. The job crafting
score was 4.08 (SD = 0.67) measured on an item scale from 1 to 6, resulting in
a total possible score between 19 and 114. The nursing work environment
score was 2.73 (SD = 0.44), calculated on an item scale from 1 to 4, with the
total score ranging from 31 to 124. The turnover intention score was 3.77 (SD
= 1.16), assessed on an item scale from 1 to 7, with a total possible score

between 6 and 42.

Table 2. Descriptive statistics for burmout, job crafting, nursing work environment, and

turnover intention (N=123)
Variables Number of Scale M=SD Range Item mean
items
Burnout 17 0-100 46.38+.85 0~100 46.93+15.08
Job crafting 19 1-6 77.56+12.63 19~114 4.08+0.67
Nursing work environment 31 1-4 84.77+13.93 31~124 2.73+0.44
Turnover intention 6 1-7 22.64+6.94 6~42 3.77+1.16

M=mean; SD=standard deviation
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4.3. Differences in turnover intention according to general characteristics

Turnover intention according to the participants’ general characteristics is
presented in <Table 3>. Significant difference in turnover intention were
observed based on age (r=-19, p=.036), job satisfaction (r=-.39, p<.001), and

satisfaction with monthly income (r=-.19, p=038).

Table 3. Differences in turnover intention according to general characteristics — (N=123)

Characteristics Categories M=+SD t/F/r(p)

Demographic  Age(yr) -.19(.036)

characteristics  Gender Male 2.50+1.17 0.11(.736)
Female 380+1.14

Marital status Married 3.76+1.16 0.13(.721)

Not married 3.78+1.17
Education level Diploma 3.67+1.32 0.79(.372)
Budda’s dgee ad dove 3.78+1.14

Work-related ~ Years of work as a nurse(yr) -.16(.081)
characteristics  Current working department General unit 3.79+1.08 4.72(.052)
Special unit 3.70+1.41
Years at the current working department (yr) -.13(.157)
Working schedule Regular work 3.62+1.28 0.06(.806)
Shift work 3.88+1.17
Working hours ( per week) .04(.656)
Experience leaving work Yes 4.00£1.16 0.10(.747)
No 3.69+1.15
Leaving work(months) * n=33 .01(.980)
Previous career as a nurse manager Yes 397+1.16 0.01(.918)
No 3.74£1.16
Monthly income(1000 togrog) -.10(.288)
Monthly income satisfaction -.19(.038)
Job satisfaction ~39(<.001)

M=mean; SD=standard deviation
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4.4, Correlations among burnout, job crafting, nursing work environment

and turnover intention

The results of the analysis exploring the correlations among burnout, job
crafting, the nursing work environment, and turnover intention among
participants are detailed in <Table 4>. Turnover intention showed a significant
positive correlation with burnout (r=.36, p<.001) and a significant negative
correlation with the nursing work environment (r=-.30, p<.001). These finding
suggest that higher burnout levels and a poorer nursing work environment are
linked to an increased intention to leave the job. Additionally, a significant
positive correlation was observed between job crafting and the nursing work

environment (r=.42, p<.001).

Table 4. Correlations among burnout, job crafting, nursing work environment

and turnover intention (N=123)
Burnout Job crafting Nurs.mg work "_Furnoy e
Variables environment intention
r(p) r(p) r(p) r(p)
Burnout 1
. -.08
Job crafting (351) 1
. . =17 42
Nursing work environment (.064) (<.001) 1
. . .36 -.08 -.30
Turnover intention (<.001) (403) (<.001) L
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4.5. Factors associated with nurses’ turnover intention

Multiple regression analysis was conducted to identify factors related to
turnover intention, including age, monthly income satisfaction, and job
satisfaction, These factors showed significant differences in general
characteristics, as presented in <Table 5>. To test the assumptions of
regression analysis, multicollinearity was examined; the tolerance limit exceeded
0.1 and the variance inflation factor (VIF) was below 10, indicating that
multicollinearity was not a concern. The Durbin-Watson index was 1.935, close
to the standard value of 2, confirming the absence of correlation between the
residuals. The regression model was deemed suitable with an F=value of 7.65
(p<.001), and it explained 24.7%. of the variance. Independent variables related
to turnover intention included burnout (B=.19, p=.031) and nursing work
environment (B=-.27, p=.003), both of which had a statistically significant
impact. Thus, higher levels of burnout and lower scores in the nursing work

environment were associated with increased turnover intention.

Table 5. Factors associated with nurses’ turnover intention (N=123)

B SE B t D Tolerance VIF

(Constant) 659 101 6.51 .001

Age -.03 01 -21 -250 014 895 1.117

Monthly income -12 A1 -09 -111 270 898 1.114

satisfaction

Job satisfaction -.34 14 =22  -249 014 762 1.313

Burnout 01 01 .19 2.18 031 814 1.228

Job crafting 21 15 12 1.36 177 783 1.278

Nursing work =70 23 =27 -299  .003 739 1.353

environment

F=7.65, R*= 284, Adjust R*= 247
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5. DISCUSSION

5.1. Factors associated with nurses’ turnover intention

This study aimed to identify factors associated with nurse turnover intentions
in Mongolia, with a specific focus on burnout, job crafting, and the nursing work
environment.

In this study, the average turnover intention score was 22.64, closely aligning
with the score of 22.19 reported in a previous study conducted in Korea (Nam,
2021). Turnover intention is associated with the retention of nursing staff,
management, and the quality of patient care (Liu et al., 2023; Kuntardina, 2017).
Although turnover intention was at an intermediate level, it is significant to
identify factors influencing the turnover intention of Mongolian nurses, given
previous research demonstrating its impact on patient care quality and hospital
management (Tsogbadrakh et al.,2020; Biro, 2021).

This study found that the nursing work environment significantly influences
nurse turnover, consistent with previous research demonstrating a negative
correlation between perceived nursing work environments and turnover intention
(Patrician et al., 2022, Eun & Bohyun, 2016). Empirical evidence underscores
the significant impact of the nursing work environment on nurse turnover rates
and patient outcomes. For instance, Olds et al, (2017) discovered that
improvements in the nursing work environment were linked to reduced nurse
turnover rates and enhanced patient outcomes, such as decreased mortality
rates and heightened patient satisfaction scores. Similarly, Kutney-Lee et al
(2013) highlighted that nurses operating within favorable work environments
exhibited higher job satisfaction levels and delivered superior quality of care to
patients. These important findings show that improving the nursing work

environment is essential. Such improvements benefit both nurses and patients
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The results of this study underscore the necessity of efforts to improve the
nursing work environment. In particular, in this study, among the sub—domains of
the nursing work environment, the "Staff and Resource Adequacy” area had a low
score, which is thought to partially reflect the difficulties faced by nurses due to
insufficient manpower and resources in the nursing work environment. The lack of
staff resources in Mongolia can be attributed to several factors, including
limited healthcare funding, a shortage of trained medical personnel, and
challenges in retaining existing staff due to low salaries and difficult working
conditions (Okutsu et al., 2019; Altantsetseg, 2023). Addressing these issues
requires adequate staffing, effective personnel and resource management, and
heightened awareness of the nursing environment throughout Mongolia.

In this study, the burnout level was measured at 46.93 aligning with findings
from other countries. For instance, Moisoglou et al. (2021) reported a burnout score
of 477 among nurses, and another study indicated a score of 498 among Tai
nurses (Montgomery et al., 2021). These scores highlight significant emotional and
physical exhaustion, primarily attributed to factors like workload and job demands.
Consequently, burnout represent a critical issue for nurses across various global
health systems. When comparing the mean scores of different burnout scales in the
study, it is evident that work-related burnout registers the highest mean score.
This is followed by personal burnout and then client-related burnout. Such a
pattern underscores that factors inherent to the work environment, including
workload, organizational culture, and interpersonal dynamics, are likely major
contributors to burnout among Mongolian nurses (Clinton et al., 2022, Tran et al.,
2023; Bagaajav et al., 2011).

Addressing burnout through interventions such as promoting mental health,
managing workload, and improving work conditions is critical to improving and

maintaining nurse well-being (Mealer et al.,2009). In Mongolia, nurses face high,
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workloads, low salaries, and insufficient societal recognition (Okutsu et al.,2019;
Dovdon et al.,, 2022). Consequently, many newly graduated students often avoid
entering the profession, leading to a shortage of nursing staff (Liang et al., 2018).
This shortage forces current nurses to work beyond their designated hours, often
covering 24/48-hour shifts, which is exhausting. As a result, when patients seek
healthcare, delays in receiving prompt care pose significant risks to their health and
endanger the healthcare system if adequate care is not provided quickly. Previous
studies have suggested providing spaces within healthcare facilities for activities
such as fitness, yoga, and relaxation therapy to combat burnout (Misra & Mandal,
2021). Providing access to these resources during breaks can help reduce
work-related burnout and improve mental health (Zhou et al., 2024). Listening to
relaxing music or incorporating guided meditation into the work environment can
provide nurses with effective tools to manage stress and prevent burnout (Akcay &
Kazan, 2024, Fattahpour et al., 2024). International healthcare organizations already
use dedicated relaxation areas with background music or soothing sounds to create
a pleasant work environment (Lu et al., 2024).

Implementing programs that manage workload and reduce stress, along with
strategies that promote work-life balance, can help prevent burnout and decrease
turnover rates among nurses.

The research findings indicated that job crafting did not have a significant
direct effect on turnover intention. However, there was a positive correlation
between job crafting and the nursing work environment, suggesting that nurses
who engage in job crafting tend to have a more favorable view of their work
environment (Chang et al., 2020; Sujeong, 2022). These results underscore the
importance of promoting job crafting as a proactive strategy to enhance job
satisfaction and indirectly reduce turnover intention.

This study highlights the critical role of addressing factors such as the work
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environment and burnout in reducing nurse turnover intentions in Mongolia. By
implementing targeted interventions based on these findings, healthcare
organizations can effectively retain nursing staff and ensure the delivery of
high—-quality patient care. Such efforts likely to significantly improve nurse
retention rates and healthcare outcomes in Mongolia, ultimately contributing to

sustainable healthcare workforce practices and enhancing population well-being.

5.2. Limitations

This study was carried out in two hospitals within the same city in
Mongolia, which constrains the generalizability of the results. Furthermore,
since both hospitals are in good condition, the turnover intention among nurses
was found to be average. Consequently, caution should be exercised in
interpreting the findings, as they may not accurately reflect the diversity of
healthcare settings throughout Mongolia.

Methodologically, our reliance on self-report measures and a cross—sectional
design may have introduced biases and limitations. Future research would
benefit from employing longitudinal designs and objective measures to more
effectively capture the dynamic nature of nurse turnover and its determinants.
Furthermore, understanding job turnover among nurses in Mongolia, requires
considering both cultural and organizational contexts. Future research should
explore the interaction between cultural factors and organizational practices to
better understand their influence on nurse turnover across various healthcare

settings.
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5.3. Implications

First, this study makes an important contribution by providing basic
information about the need to reduce nurses’ burnout, improve nurses’ working
environment, and reduce turnover intentions. Healthcare organizations should
implement targeted interventions such as mental health promotion programs,
workload management strategies, and professional development opportunities to
increase nurses’ well-being and job satisfaction.

Second, the positive relationship between the nursing work environment and
nurse control suggests that providing nurses with more autonomy and
flexibility in their assignments enhances the work environment and
consequently reduces turnover. Supporting nurses’ initiative and implementing
policies that foster job creation are beneficial strategies.

Finally, this study can contribute to a broader body of knowledge that can
inform healthcare policymakers regarding the development of comprehensive
retention strategies that include competitive compensation, career advancement
opportunities, and a supportive work environment. By addressing these factors,
Mongolia’s healthcare system can improve nurse retention and create a more
sustainable and effective nursing workforce capable of providing high-quality

patient care.
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6. CONCLUSION

6.1. Conclusion

In conclusion, this study identified the nursing work environment and burnout
as major factors related to reducing nurse turnover intentions in Mongolia.
Therefore, it was found that improving staffing and resources is necessary to
enhance the nursing work environment in Mongolia, and interventions aimed at
reducing burnout are also needed. These efforts have the potential to enhance
nurse retention and 1improve healthcare outcomes in Mongolia, thereby

contributing to the sustainability of the healthcare workforce.

6.2. Suggestions

The findings of this study suggest the following recommendations.

It is important to develop and implement strategies to improve the work
environment for nurses. A supportive and well-structured work setting can
significantly reduce nurses’ intentions to leave their jobs.

Introducing effective methods to alleviate burnout is essential. Burnout
significantly contributes to nurses’ willingness to leave the profession, and
addressing it can improve retention and job satisfaction.

Additional studies are necessary to deepen our understanding of the factors
that influence nurses’ intentions to leave their positions. This knowledge will
form a solid basis for developing targeted interventions aimed at enhancing

nurse retention and job satisfaction.
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Appendix

Appendix 1. Description of the subscales of study variables

Variables Category Number M=SD Item mean
of items
Burnout Personal Burnout
Scale 5 48781711 14.76+3.42
Work-Related 7 50.43£1751  21.12+.44
Burnout Scale
Client-Related 5 40.17+16.97  13.03+£.30
Burnout Scale
Total 17 46.93£15.08  46.38+£.85
Job crafting Task Crafting 7 26.11+5.70 3.11+.67
Cognitive Crafting 5 21.01+4.26 3.50+.71
Relation Crafting 7 31.89+5.76 3.80£.69
Total 19 77561263  4.08+0.67
Nursing work Nurse Participation in 9 23.22£552 2.58+.61
environment Hospital Affairs
Nursing Foundations 10 29.81+£5.29 2.98+.53
for Quality of Care
Working with Nurses 5 13.66+3.15 2.73+.63
Who are Clinically
Competent
Staff and Resource 4 9.07+3.07 22077
Adequacy
Collegial 3 8.99+2.24 2.99+.75
Nurse-Physician
Relation
Total 31 84.77+x13.93  2.73+0.44
Turnover Total 6 22641694  3.77£1.16
intention
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Appendix 2.1. Survey explanation (Korean)
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Appendix 2.2. Survey explanation (Mongolian)

WSCH] EE 30 S7047 488 ¥ 5204 (24T @ eranusrisey

Cyuanraael opognoriio Jopayican Taisdap masaraa

Cynanraanss ®ap: MoHron naxs cyRsIaridiil Xanas canrasHil XaMaspax XyHHH 3yiinc
Cynanraans: cyanaas: Yurzana, Eucedl ux cypryyviriin Boway cyeuiaxyiin ko,
(MamcTpare xeTanbSepriin oy TaH)

Cynanrasssl TANSAPN TAHE 0TI CARpYYIaXEE TYILL 3HINYY TOLopRofIonTer arcon Gonno, s ve
CYAANTAAHE] TANAAPNH MAAFIPAHTYH MaIaumHiT aryyanar. Opomiox 3c3X33 MHRIIXIICI5 aMHe IHIXYY
MAICIUTHEAT cafiTap yHILECE, calTap odnreopolt,

Cynaaraanil 30puire He Todopxod GaTnargaaryil Gafiraa raspyyasm cynmax senan som. Hilwan sasxyy
CYIANTAZH OPOINOX 3CINID WIIATINISCI0 OMHE CYIAMTAaHE F0PIIrD, #HYPEM, X3H Opaiinox GonoMeTo,
YYHA OpOMIOXO] AMap anMr Tve, Ipeman, Taaryil Gatipan xynasw Gonox Tamaap xaHranTTai TaiimGap,
cymanras Gomnod Gycas XonDoraoN ARIrIPIEIYH MIIIUHAT ORANoN He TyXa 10,

Xopoe TA O MHOXYY CVIRATAANA opoULOXoop MHARCHH GO0 MMIATUGECHH  S0BBOSTITHEH  MAsrTRHT
FEEIISSPIIea [T Y- Tannl cyaaaraanm OpOAOX Hb CAiH IYPRH YHICOH I30p ABALLLX Derean
opanuexryi Gaiix spxril. Opoanexryi raeon WHATEIP TAT AMap 9 Helao Y3YYVINryH Garees eep amMap 9
cyn Tan Gafryit.

1. Cymanraansl yHIICAW, JOPRATD

Cymuaardmiin a#nkH Oaiipaa eepunex Xycad Hb eRSMTEHI YIVYTIE TYCTascs YilmTMHAr3Iasdgid wanap,
AMEMITYYIHAN COrxyyrHil TepaMT, GyTioME, CYRANariibE a#ibH YT XaRaME TparT HXIIXIH
Henes yayynmar. baiinra comuraox se Tvxaiie Gafiryynnarag yOAcaH CYBHAAM HAPEIH ARCUIRIH OPHYHH,
CHTTH KaHAMKHA]L copreap Honsamls, Sapaxan Xypramsr. CyymmiH yen Masall yAceH Spyyn M¥HIHTH
DRATYYANACYYILH CYBRIAMHHAE XAMAR CIArID IPYYA MIHIHIEH candfapt TVIrAMACRH acyyaun Gomoos
Gafina. CyRHNararii xanaa canrasTail xonGoomodl XyHH 3yHncHiir ofinrox He CYBHAAMHITH X0MC 0Nk
OYYPYYILE, HHTEPBSHUMAT XOrEyy oK CTPATErHiH o NrorTer eraxal TYCRIHE,

CyAHIAr-RilH [MIDEHIT XelenTesH] Hereems Oyil NyrHH IyincHir Tonoprofnox Hb cyBHAArdHin
AWNAAC TEPAX TYCA IPMITEAHIET Gyypyynax HHTepBedIsin cTpaTerdiir SoroBCpy Y Iaxan TYEL HIM3P
opyymea. 33 He 3pro3n MosronwH pyyn MoRAMiH TOMTOMDOOHEL SEMTOHI YIVYNIX TYCHaM
YILTTHAT3HWH SMARAPEIT TISOUTY YIS, CYRHIAXYHH MEHSHREDYYI Scy VT VP DYHTIH minespasa
TycanHa. JHyy cysanraa He Modron gaxs cyBMAaremiis MHARKIT Xeaeirearmd xondoorol ron
RYHHH 3YANCAIr ToAopxoinox opunroTel Gerees CYBWITAMYHAE SHEUTASCAE FAPAX XYCAM IPMATEIMET
OAMroxkr  ropbcod,  CyRRTarduiid  [MHESAIT  Xofeareon] Hedeomrs OvE xyadE  syilmesir
GaranrasEyyICHEAD CVEMTAMIRH &WNEEC TEPAX XYCHMT IpMAUIMHAT  Gyypyylax HHTepReHIMAH
CTpaTerHir rapras, sucHin oywms Monronsm  spyyn MoRAMH cHeTeM  GomoH  cYBRAEXYIR
MEHEHEDY Y. @B HIH TYCHaME YilTHArn I SaHapsT calfspyyaaxal TyeTaf.

1. Cyaanraaan opoauorssm (Too, fafipuma rax mar)

Swsxyy cyganrzanl Morron Yacks Ynaapbaatap xoTRE BpramiaHT 3mMuansr, Yiacsm xolpayrasp Tes
Boror Axarsax Hlsececnx Yxaams Yomouuid Hx Cypryyasiin Mosron Snofsl sMErT asintas Gy
HHIT |36 cyBuaary xaMparnax Gomeo.

Cynanraari opoiluordil e |-39¢ 13 sAn uEayyiE Typaarataid Gyprranrsd cyesmnarann Gafiea,
IMHEANEYIH YHACIH 423 1-35C 100 ST SEMITACAH TYPOUIATATRER  CYBMIATY 3CEM IIp30T CYRHIAT,
MAEMTY IYTAYYAX Yel cyBrmaxyiin Mepesepaap asmnnas Gaiiras xymyyewiit opyynaaryil Goamo.
Mapag Ta CyfANTEAHA OPMILNONHT ISEMIGEDEET CYANEEY IMHWIN J39p owcs Taiinfap Guuraap
cyNANTAANK TATAAP MY Tafinfap ery, GyTINA3rNCIH acyyra Tapaana. (ponmorana Gernecen aHKETRIC
TOHPOTT CYYPRIYYACAH UYTAYY Tk xafpuarans 353.0;—%-!;#1?11& Gyunas Grge,
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WSCH] BE A2 A7OEA HEE ¥ SN [HAHET) @ uraznsrisgs

3. Cyaanraanil asbiH &y Pas, Apradiai
BNy CYAAArAAH] TAHE OPOINOX #ypas apaax Gafnarrail Gaitna.
1} Xopop T2 M2XYY CYIArasil opoauoxoop muiocsH Bon Roopx cIRRITH 3eBmeepnwill MaATTaR]
rapeis yoIr 3ypHa. Taun rapsH yeor Svpaxsae eMHe oy Iairaaik Tanep acyyx syia Gafsan cynasagasc
ACYYHA ¥,
2] JopmeapaHin XyyLcan MaphlE YOIr YYPolbl Dapaa CYITaat TAHLT 3HIXYY CYAATaaHI opaTioTsoop
GYPTTYyIax ManTyypeIr xanras Gaiiraa scaxniir wanrasa.
3) IHAKYY CYTANTRAHE ACYYATA Hb eperoonii mmmw wamap (14 acyynr), apeps Tyinocan (17 acyynr),
a#kH yp sameap (19 acyyir), cysmnaxyis asoted opass (31 acyyirr), sprorriie soprnro (12 acyyirr)
TIpar AT 93 acyynraac Oyprana. CyIanmras He oipoInoorsop 15 MusHyT ypPrajsig.
4) Bypoyyacid cyLaaraaHbl MaTepHAMRD OHTYYMAERTH, JOpHYIAITME raap Galpryvicad xaipuart
XHITE, CYONasY UyTTyyIHa.

4. Xynuil rapan yyouamil MAaTepHAIBIT E¥TAYYASY, XAIFAIEY, YCTTAX 19X MIT
FHINYY CYIANTAAHN XYHAN rapan yycaarsi syfnc uyrmyymaaryi GomAo.

5. Cynanraau opoanoxeiH AHT TVE
Cyaanraarl opoinoy Hh TARI DIYYI AT TYead eraxTyil Gaiix Gomox ¥ 3IcHHA TyHI33 TAHE OpoIIeo
HE CYBHNAXYHH canfapT MHAEHNT XeflenrecoHHir Oyypyynax Bpra 3SaMel  cyAfiay, cTpaterd
GomoBCpYYNaxal XVEBL HIM3P OPYYTHA. DHI HE 3Prosd eBvTeHdid Tyotasss yiLTwAmrssHuil wanapar
CafHpYYIAXa] TYCANHA.

6. Cysanraang opoauoxtod xoaboorod cyanenns Gy spero, Taaryd Gainan
E‘}rp;a.rrraalm; XAPHYAAXKIH TyYNA HAr XyBagpHaax 3ICE CYAANTBIHLL BCYYITLY XApHYNaxbiH TYILE
GHISPCaH DypeaMMAaa IpraH caHax 33psr TaaryH Gafnan rapa Goasomryd. Macsn xamnil 9 cynanraarail
xonGooTodl AMap HADH HouTod Taaryi Oafigan, xyasoraas Oyi speaan Gafxryil, Cysanraans seuan
Tam Taaryi Galinan, apemsn MIOpsrIR cYIATraanaac TaTranzax GomoMEToi.

T, IMRATIIHHA S8 apTyVa
DHIKYY CYAANTA HE XaMaapanry,

8. Cynanraam opoamox sapaai
DHanyyY CYAANTHAHN XAMPArICAHAAD TAHA EMIDP HIOH Iapian rapaxryd.

9, Cypanraau opoiuos CauXyyrain 1M
Ta cymanrasan oponmocHoop 3000 som (5.00 nonmap) notopx yeI @yxeii Tanapaism weosur Ganor
(Fapeii Toc) apax Goommo.

10, Cyaanraarall xoadooroll XOXHPOT YIMPCAH TOXHONLOLL HOXAH Taabap

11. {]pum.l.ur-l.l,u,:l. IOPUYICAH YIHPIAME
Bmw G’}"mﬁﬂ CIFHJJ'I'!],IIKHDD c:yna:rran:mq BIIIB.HPE.I'I'I'Bi ‘I'IIJH =88 XEF’H}I'II.II.B. . C}','.'l.!.I'EI.'EBI-EhI =BLAa
acyyx 3yine Dafisan cymiaaytai xonboo Gaprna vy, Ban Tanen raiinfap Maneasn arex HomHo.

12, Cyzanraams opoJanoxoo Mouius
Opomnuoris) cyJanrasHel HBUANL XYHAPIITIH OCofiroa Talaap DOMEIGN TapraBal TH0 KYCCIH Yemss
OpOIIEOOro0 YT Somno. CyIANTaak SRILT IRCARIETA 3CAAT CYIAnTaanase  Tarransas GomHo.
JH3 b TAHA HMED 9 COper Henee YIYYIRryA. Jenleopal Wy TYITMEACAR BN CYIANTAZHT Xapiy
OrOXe JOTCOOCOH TORHOMIONI CYARTTEAHI OPOTNQPY TAHWT Xacax Gereen myrmyyacaH nascan
DapHaTeIr GYTIardaap HIE 1apyil VOTTK, MaxHM GYpMoced yerrax Goamo.
ﬁ?—‘» T Page 2'ef 5

ICF Version 1.0 q_]- "3 bJ

Fi S
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(WscH) BE 30 BF04% JHE U B2AM [HEET @ urauusiSen

13, Moaruran uyrayy s, saErns
FHIYY IeSUSSDTHIN MAETTANI TOPWE YCIr JYpoianp 1o cysanrasiid Gar TaHkl CYHERR (3]
RN YT, ANHITAKR soamaeapy Gajfia

11 K:,'auﬂu m‘sa'l.rrnﬁ:r l.nTnﬂ'Tﬂ-'l:..Hlﬂl'l'.ﬂH :npmm

21

3

4) Jonmeepen arexess ratransa wperad Eiamm: np:m mmepaxm TATTLTICANE FIAMARD CY T TIUE
fadiran Gon -::.'1 runnrmn 'lﬂﬂﬂlnnpn.l

14, Xynuin wanaanaa, fyprmasia myyras

I} DEaxyy cVIANTSIHL XAMPATIaY ABIAN UNTAVYACRH Gyprra TaEe Hyyn Badix Goroen cyanmans yp
JYHT HYYTIRTHR,

Tasiur TaRE: Goscsteroll GODTYyYn wh TaiinaRy GwuEracan, T, sspEscal Oafcad 4 HYYO
RMOOQ YOOI, XaAranarian GomHo.

2 Twowyy cynnwaar xmies manras Gafitan SYMyYC, CYSAMTAAHLE XAHAATHH XOP0O, “RMENYHE
TYPEIANTEH SAHANTE XOp00 3K MIT HE TAHE Hyylan xannexryil, Xosborpos xpyms Torroosssefig
RATYY CYSANrEadi aaentep, Magsaran Bailoeapraf scaxmiin WANTENEE TYAL TR yyaeiT oyya yox
GonoscEToll ferean JHCYY WBIGARHAR MATITRNA FIpLIT YO3T TYPCHEan T8 & TaEkl KYYE HCHE
Telsarer METEPHANRT YYD yEx Gomosseoit,

3) Cynasawmin cymanraan yRrumeryyine opamiox MHATET BeSeaDE GO0y NHHY MITIRR
o asfan eynmssd TyxAlEH cupeTIE uor Tyxain g xonGoo Gapums. Donen G TAHE TROSSRATY
Magrgax G,
4} Cynnarasivs IOPRATGOR UYTI NN KyBHil w0 Umir cyanaad Hapryil ReTHHALOT TYA erariant
IUyH MEEHETS i f20an xyss oyEnir Tase Gopoumoryd.

Bup it ayfin Gadberyli scvodir manrax Sammo, Hyrayynean Mameanniir goMm=0OTepT Tagrannx o
GapopdT Gurmin wyyn yris ToxEpyyachaNp xynasin My 1w rapaxryil. Cysanrastail xenSoorol
Gy pITUTHAT CYTANTAL DYWOCKHC KoM 3 FTHiis KVTROARAT Xxaarasay fa koMihoTepiin dafiayviur
fypancos yorrana. Hsscan G Gapasersr Gyrear mrmymﬁam

F .|.-' .'
il R

o 3111 Pagee 3 od &

AFCLOVEDR S
—

ICF Wemion 1.0
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(WSCH] BE 3D Y04 QU8 U S2i4 (Uaad) @ﬂ_#ﬂ%ﬁ??lﬂ_’!ﬂ

15. Caiin oypras Gafoan OpoancoHeos THTTLIEY
Ta cymanrasH OpomNOX 3SRUESpPISSCcEs XIAMEL 4 Tarrwmasx Gomox Ga Wit TOXHONAOND TaHbl
opOTIGor UYILEaX Goreol cyanaay TaHase cyqanraatall xonGooTodl HaManT MaTIaa3 apaxryi. Xopos Ta
CYNAMTBEHA OPOILOKTYE ICBAN AMAp 4 Yel ropaxasp WHAICYE So0 TaiD SMap 9 oy Tam, angaraan
rapaxTyil. Ta aix and GonoX yp oToesi] AMap HITIH caper Henee yIyymryit Meun sesmoepmuiir
Oyioan opax XYPTM TOMBL MOLINUIHAT CYOanTasil alliHrias Gonox 9 mIHA3 CYTANTSaHR MITIATIT

YTy ARy

16. Xonfoo Gapux Magaauma
YHICSH CyAnaay 3CRIA CVIAATAIHE BEHTTAH CYIANTRAHE] TANBAPKH BCYVIITAL XapHyHa. CyIanraars
AVTHLUARHA TA ICEN TAHBL XYYIh ECHE TOMOBMOrd XYoCyH VeaXd acyyaT acyyx boaommTol Gerean acyyx
ayiine Gaifinan GuasHT xonfoo GapHHa VY.

: ppHX: +07
XNaserpan cyamaay ;- Kuw Hon Xi
Cynanrasiid Gafiryynnarsy xasr Bomsy cyBmnaxyiis wommes, Howceit mx cypryyis, 20 Hacam-po,
Botsky-cH, Faupopao
B +82-33-T41-0388 / XonGoo Gaproc: +82-10-8270-69 10/ se-soiin: Kjhl290@yonsei.ac ke

CyAanragHsl SEUAT OPOIHOrHHEH X¥BLA TaHL cafil cafixan Gainan, »pxill TAnsap AMap HIrH acyyar
Gafiman, >CEM cyJATTEaHA WIYYA OpommAcTTyiH X3H HIT3HTH 1eeleqmexwir xycsan Bafryyanarws
NRHANTEIH ISEMEITHI japaax yreaap xonboraos Gonto:

Howeeii nx eypryyaniin Bomsy Cesepane Kpnernan smpaaraiin Baflryyanarss xanant. Yanpaax
zoame I 033-741-1702-3 Howceii nx cypryvamitn Bomwsy Cepepane Kpaersan 3mmar
Enuumsnin cyIaaranis SAMIaaIaiTel ToRRIA Tycaassriin mupyyE 033-741-1715

e ——
T i .Y
l'/-"\-'-"'f *; PR ] |
ICF Version 1.0 R W Y LT
PR g =T e
ik 018 K" 24 d ""'?'L'. "":-r"f
e e
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Appendix 3.1. Consent form for study (Korean)
HAHEx =21

BT AR 2 AEAML OF o= BEaE
A S HHOnY HEREOiE TA0p (HAapEd,

LEDE o YHES HUe 2 PSEF 8 YUY MOEd JHe HEY, B Ma 2y §8
Sl LiE He 32 5 O Fay J29E 81 sERadc

2 B2E =38 A ol 2%tz =2 HEE Elado

32 PPN EN FFAE HWER WUY S WD W 0N COE TN ADE LF S SR 2
Bl Uet

4 0 ARRmIHoR ML E SI.08-HS §9 24T GEE OMHEGUC O] § @22 A
HEE CHE Sz HEE S0 O v ZA7 EasH, |20 god S & O v 24
W A7 HpRUCH)
O ENEN TlaE FF 023 & HyEIHes it AnE AE05H A0 O E98dUm
O we §#E&
F HAe) O TRY HEE W N0 AEdRE TEsis o SoapdUnh
O sE f1s
5 EDE EHE W EEE EBoM ME R RUsUHO
6 BET AfHE FT HIE ga, 22 o 99 HoAT & HRER AN 2 FelELC
L= 22 MEE 25 2IXsn SoEuUct (o] 220 43 €80 9
» It E2HEE 1HT FIEsts]l 2 194 DiEHe] ojdYs] FF 28 =8 YUEdEIY 4E E§2

Of i =pete] A L HEME A HEYYY/MM/DD)
£
s oy = =1L o xepe] 2H:
CHajel MH AR
HEAUEIAD I I
Hael ¥ AR
L] HEMH 2 HH (YYY/MMDD)
Heg

% B BolMe MUEIR 2= HYUEIT HUS LN ReH SpEE HIX0 G
F Rlauch (& 277 4HsodEe rEuCch)

¥ £ BojME 25 4t @FdoHEy s o 2 2T YO —I

,

='e]

w s

me m 18

CF Varsion 1.0
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Appendix 3.2. Consent form for study (Mongolian)

WSCH] BE 21 HFHET A4S Y H2AM (RYET) @ pFazusrisey

Cypanraavel CIHRMAH INRWASPANAH MAIATT

Capamr: Maosros saxe cypamarniiy xanas conmoEL xaManpax xy=EHE 1yitac
Cyaaarasme evaazay: Encedl o cypryynnitn Bowmsy cynazaxyiin xoares, Ynmasa

(MarscTpam serardepais croyTas)

1. Bie sy Taitvfupun vemeas soprion, apra, symesrane Svi yp senes, Gomsouryh apeman, Gyean sWoHITOHES  SpryYIRIE
Bafiras Bk, aryyord, WNEALTHTE MERCRREHT T MOTHAT KT 284 oilnrocon.

I Mmoot Syx soyyrTIkr sy, maann Sypon sEpery DL

3. T ateyy CYORUTAAT WHIINSPERH S DYEEH YOI TR TTLTEE, TRTTATICHHE s s TOTHHIE T8I0 teflar Sonne

4. DIEIEYY VIANTEAREN Ll AYRHAE (M00r) WREsiEAT EyTOyneN, aumerndy, Xanrax TaidanSaper ofimrocon. (Japasy cody
FCFIUIATAIN KPRkt THOAE M2 5P MYULTSAO0 TVaTdn sidrra e axcew fog 0 dnp Ferndes monar meardtasmenad Geceed i
ey fan Napacaay Geroseaceyi " ocem F masdastrae pp)

@Tn ML VAR S TYCa CYIIEa skl QLT WL 6 reEH B e Aafun n'!
oy
@ Tamd Kymin {36000 METITRTLE SMOE YET TANE Sysuiin savanic opyyanser memoop Gaiina yy?
oyl
& Tadivbapem xyyanc Goson farascen wesnsspimiln TYVARCHR B0 YRRAT Dy00H S8.388.
& Namravrral mar rapras, feacsnss st Ga seoxyy
Eu pwapx dyx syRanir oyaae P, p Gall (P vyerndir manrax maspanararai)
0 THlm

b Xym Tye dypeir eeves @ar oyE Gersex Eorod Seresn 19 mac xyproryit soneesaona syyan oo teaseaer,
TYYHAR L0Top TYEaftn XYR aepen rapsIn yod IVRAT ImAapLIarava .

Fap Capasap Guaesn | Fapera  year  aypean
E R T T ] Hap
e i FA[BIH FeIr ormes (Y Y VMDD
Taws
Cyanax exnmyyn
AreET FopRATOT YIIrTHATHE SRPRINEY CRDWTHERD
Toaenaer-1my rapedn YO SYPR iaTT RNy yas
Assmrasrams
(maapasara Tk
Goa) AEHAATY FAPRA YOI TFPEAA MIATTTRRRYYAL
Fapem  yoir Jypcad ormao
Hap Fapaap GarecsH rapelE yeour YT MMDD)
Cymnass

o Thoayy enieapamniid ManrT 3P BENeH cpeHINi mepies GallmaardEEn axwaara asq, [RB-iap

Garasrican epoaxnil sopies Safliaard MBI CYANEAY Tapoia your sypex Soamo. ey oumreic racs
Gomoxryil.)

#Omuayy esemesspamin Manry Bk Gapyye oo Gyaaan CyIairsank THEATTRE 3688 awnita
TAMTATAR TOTHOATOAD A TyamETIH.

(s us
ICF Version 1.0 ul # gl \, A : —
s WA |
a0 18 Sl i kot
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Appendix 4. Instrument

Canan acyynr
1. Epesin wHHM waHap

Dapaax acyynTyyaag TaWbkl CAHaaTad XaMrvid caiH ToXWpox aang (V) Tamoarmnaw, Gadmen
TOOCPXOA XICTHAT HINCK ODYYNHE yy.

1. Hac
2. Xyiic
(1) aparrai Z amarrail
3. MapnanTwidd Dalpan
(I} rapnaaryi & rapancan @ cancam @ Gycan (

4. BONOBCPONBIH TYBLUMH
D avnnows (@ Gakanaep A marwcTp Gonod TyyH3aac gasw
5. CyBanardaap asMnnacad ¥wn

6. Onoo asmnnax 0afraa TACTHAH axUNNacad #un

7. TaWsg eMHe He axnax cysunaryaap awannas Galcad Typunara Dadraa wy?
I Twiam (& yryia
B. Ta emHe awnaa conbw Gadcan yy?
D Twiam (& yryia
—+ Xapae Ta (1) COMMDBON rApax xyrauaa (... cap) GuaHa vy
9. Ogoo asmnnaw Oadraa Tacar
1) epexxuiA Tacar (@ xaranraaWbl Tacar (3 JPYWMTHEAN Tacar
d} papanTaid TyCNaMmiaiiH Tacar & Bycan | j
10. CapsiH uanuH (SuiaHa vy )
11. Opoo asy Gafraa uanukoasa cITran xaWranyyw Oanpar yy?
(I} yHaxa3p CIT3IN XaHranyy (2 xaWranyys 3 myws aapar
@} xanranyyn Guw 5 yHI33p xaHramyyH Guw
12. TaHbl E#NbIH CITIAN XaAHANH
1} yHa®a3p CITTIN XBHFAMYYH 2 xawranyyn & gyWs sapar
) xaHranyyHn Guw (3 yHaxaap xasranyyd Guw
13. Taubl SHNBH LarKAH Tepen

(I} epexxwi cyBunary (Z 3amMMiRH CyEmnary

14. CyynuidH 7 X0HOMT amUnnacad UarMiH xysaaps
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AgpaiaT

Laa

L&

Acyynt

XyEs GyHTIH xonBooTol AopanT

Ta ewmnoaa mpapaar yy?

Tasin Gue mexBoguAH Ty,

TaMUpAAY Y& TEDLET

Tasg ©3Tran CAHAAHE XyBL] TYANJEs YE X390
Mx rapgar ea’¥

“LigaiuMn TCHNE HE' ras Tasa Gonorpox ye
x3p wx GadcaH Da¥

Ta x3p esunsMTrAl 237

Ascanran xonSooTol ANPAnT

TaHe! E#MN CITTAN 3¥AH CyELY S48ENaN
wuTan Badpar wy?

TH:'I.IJ. S#NBACEE XEMUPAX Y& K30 X FEpgar
B3

Pm;naacua fGoms cyran roscodx ye GeAzar
¥¥

Ta ponDo XDHOMMAH CyyNasy 33w
TYANICEHEE MAL 00 Y7

Ta asnNuHEEs BMea] OApaardiH SEwnNLH
BOPMAH TYXER GOO0M Xamunpoar vy 7
AxNes Uar med Gyp Tassr aopaas Gairaa
MIT CEHAIOGET yy'T

YanasT UEraspas rap OymsixsH, @ads
HEXSI0GE J0DMNEY XHFANTTAA Ky SHEPM
Tany Gadgar yy'?

TErrameynamsE xonBoorol AapanT
TAMMAYYNEMTSA SHANNEN He Xy XY
CEHATAAAr Yy7

TAMMYYNITA ERMNNECEY  YpaM KyTapd,
rodcofgor yy 7

TAMUNYYNEMTS SEMNNaxKa] TEHE Xy,
SHEQTWAT cops Daires MaIT CaHarooar yy'?

:;?mnwaﬂ asunnaxasc Agap4 GafHa

Tasg 3ar33p yAMHMYYNI-WITA x30uA SonTon
MHrE Zsoannax GMnss ras Ueepex ye rEpaar

?

Oryryd  Xosop Xasma Mowgs Badura
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AxnJ ypJjaxyh

Acyymm

Aaarnvasap ypnax
AWNas CAEpYYNEE WnMHS 8pra Bapensr
B Sonropor
AWAN 033033 EwMnnas SaAEE awnsHIEa
UBP XyE33, TSoMma Sapynngsr
BEpHAH YD HASESDT, WYY CEAH TOMGARON
WHHE SRMN COMPOL 0T
AoHAN 033P33 HMEINT BHMA XWAXIIP
COMMOOOT
BIBDMAH ¥D YESEED, SAUWT TYCTER 3HINbiH
LSANrEEpsT WYL Y333T
BlEpTEE WYY UAr Faprassi Tyna seie
apra fapwunza eapaEinger

EYTIsMAryd 3w yICOH RHRGT NpOUSSYRGIr -

BEPHWILET

TEHMH MOOTHH yEnan
TaHe EWAN AMsIPEMHH SDMENM00 X30X5EH
xIparwyynax Tanaap Gogow yaasr
BEATYYNNarsH aMeHNTEL TEHE BHAN
Amap a4 =onbormonTod Sonoder aspTes
CaHYYET
Ta amnsiH 84 ¥onborgmer onoH HWAT3E
CaHYYIIET
TeHu EWMN BMBIRENS TEH: ISPAT3s0
HENBAMNEE Apra 3EMyyass Tanaap Sopsor
TEHH EpSHEWA CAAH CafnaH GEANMLIH
TENAAQ AMAED EWMA xMAxzap Gedraerea
apragyyiad Bonmor

XapArnLaahl YRNan
MYy ONOH XBPMNLES TOIMOOXEH TYRA
ONDH Hiie YN aMUNNEMEaHE
oponLzEar
AMMN 033P33 WYMYYCTIA CaiH
TEHANUENSIN M- 33030
AnanTan xonGooTol HeEETMWAH 3%
oMo Sadryynaxan oponuaor
Funes OEAPEHE OHUOR Spra X3pPIFCan
cuoH Sedryynoar (#MLE3 He, TEMT
EHMNNArCaEE TEpCSH Bipasp)

XEMTEEH BMMNMNAErcan, Xapunuamretl acazn |

VAT 33 BE0WAres
TEHNMLY Y/ &

HHz EHWIHEET JEENEENEED COHION
{anbaH 8cHe Gonod anbas Gycasp)
AN [33p33 yp 48483p. HAT
COHMPRONTTON XyMYYCT3A HeRayyn Gongor
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CyBmJIaxy¥ H aXJIbIH OpPUNH

[ ]

14

15

16

17

18

19

BoyynT

IMHINMMAH BCYYOANI CYBMNErWAH Oponuos

SusannedH 10T008 YIMPLNAFES CYBMNAand Hap
Oponuaor

BoonorsiH WHALESP MEPraxes SHMITEH CyENEnd
opanuax Gonoss: Gui

CysinasydH GONOBCOH Xy-HWAT EXMyNEX AHI
GypuiaH Gonosscyyn Gaiaar

MaHaAN EHWIMARH CEHAEN CYCHTHAr COHONE,
EEQMY SINST 3AXMPIBEHE xanTsc Gadnar
Axoinenan Gafmra =apergier, odpTOoxog xAnbap
cyBMnasyiH axupan GaAgar

PRI WSS DSCHMNIIMHANIYAH  A3EILNWAH
Gonoscsyyn Gangar

CyBANZxyiH BMRHICTRETODYY SpIsiH
BCyyAAN, EyYpMbIH TANASp EHANTHYYITIA
IsENaniLer

CyEMnardaas 3MHINGT, CYEMNAcydH TECMWRH
AOPO0HT, AwMnnax GonomsAr onrogor
Sasianneie Oycan yowpoax anfad
TYWSANTHYYITEA BAMN 30X MIG3N, 30K MIREN
Gynmi 3330 33QCMAH CYBMNEXYAH BEMMTEH
Bangar

CyEMNENYHH TYCNEMS YHANSANTIsHNH SSHAPLIH CBH
CyEnnasyiH Oes0LUIAAT BLLRSTTIEN

YaHapuw DETENrEEMyyNanTsH Wl 3EcT3R
waTanbapT

LLMH33 EWMNA OPCOM CYESNEMY HEpT 0[eyNCEH
npeusnTop xeTentep Gadnar

CyEnnasyil Hh SMHAMMWAH 3ErespT Gyc
CYBMNAEyAH IAMESOT CyypunLan

AT IIHAA TRCPANTIYA Sain ner
HEMOYYNICHAH TYNL SSYTEHAA KANEMMIAH
WYD3r XEpMYyLNENGr Joxeos Gadnyynaar Gerseg
343 He HIM CYBMNErd SE-messdil HIr 8Qpesc
HEMBE] He SCPAX T3C3H W KM

EIEMTEHWA BCPAMMMAH DPHWHA HIET LWMHMEGIH
CYBMNAxXyAH TOO0D®0A denooohn Gadigar

Eya couTes] 30pWyIme Geqcod, CyynMAH YERRH
TYCNAME YAMHUITE3HWA Tensensres Safnar
JaxMprag cysMnaxyis TYCNaMs yIHHN3EHWA
8HISQ CTAHAApTsr xynzo GadHa

CyBMNar4aan 30pMyncad noTedd Cyprant,
TACDANTTY# GonoacponsiH xaTenfsp Wi IexTsh
AearnaEs GadHa

IEHINEYAH OPYMHE YAABEQNET CYSMNaNM HApTEA
ELEMTREH EHWNOAT
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Caman orr
Mcyyrx eyl

IMHINIYHH YP YANEAQTAR CYEMMNArd HAPTAA BEEHINAX

MEHAAN CEAH MEHEHED, MEHNIANEMN FLNEX
cyaunary Gk

Sard, CYBMNAXYAH BSMNTHYYEEH XOODOHI
IBMHMNIEEH TERCAH 4 WWALESD FEpraxan
CYEMNAxYHH BEGNTHYYIEY 03NN YIyyNasr
faxnax cyEMnarizaxupan

¥oWpaard Hap aniasr Wwyyssnse Seeu cypanmnyas
Gonoss GoNroH SWAManar

CyEMNar{amr 05ME0s0 CAHENTHH EHANTAHTER

Cafe @MACIH S¥NLIT MBI YHINIIr

BONOECOH XyHMH, HEBUMAH XyPanss

AxNEa Qyyorax XEHAENTTEA Sonoscod

WyMH{ cyEsnard) Gua

EHgep “AHADTAR TYCNEMA YIFYITGEs Ty
wasranTTad GyprranTsd cyemnars sap Gaagar
Tycnassseis eprad yAMNYANT33 He BEMTEHTIAMIS
Lansr aHrepass SONOMEMAT TEHI OO0
Eycan Cy=uMnan HEQTER SEMTEHWA BCApras
CYBEMMTAaHL SCYYANLr XaN3NUsSx KEHTAMTTAA War,
Gonoas: GuA

CymMnar, MY HApLIH CAMTLE KapHMiLas

CyBMaNard, sud HEpsH x*00poHs Garesp SsMnnax
HESESD MaL WX

Swrd, CyBMNAMY HAPGIH XEPMNLEAE cadH Sadss

CyeMnard, s HEPLH X00Q0HS
ZEMTHH 3sMNNAEras (xaMTapcad gagnara) Sannar

{TH
11K

Bars mpar
Eximaryik
[~
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AxJraac rapax XycoJI

1]

I

AcyynT

Ew anfias TYWBENASE ¥3Car
KYTALEEHE YIS0 TEneemnss
BaiHa

Ew ofpoiH wpazayhng anbad
TYLLEENAE ODXMHD F343T
wiTanTsi GahHa

AnfiaH TyWwsannEs yNA3x 3CEIN
CpMEDOD LSSAEID FBQIEN He
OJOOTO00 MAHWA XyELD Y¥XEN
BCYWAAN Gl ol

EM 3H3 GaAryynnarasc rapax
a3 M3 EK GaAHa. Boniso
XyTaLaaHa

HapoE Maprasw SOp EMN
caHan Wpe3n Gu yywseein
HYRELTEA 884 y33x GanHo

E# oaconsdd anfiaH Tyaanss
opxsd Sogonryid GaAna

Ev sepuiHxes anfaH Tywsany
¥YCOSH XanEasaapas Badcan

EW 3HE ®3CI0 XYIEWEEHE YNA43xX
GanHo ragarm wiranTad Sadqa
Bu onon esmnnax  Gadraa
GEAryyNNaraTas x3p YOIasH

YNAsE: TENSS) TO80xp0d
oAnronTryi Gafsa

EM 3H3 EWNeS X3CE0 XyTAUEEHT,
asiiaap Tensenses GaiHa

Ew yHzxzap 3uz Gafnyynnarar
YNEEE Yy, Wy Y racIH Tom
apanaas Teps DanHa

EM yoExryd aHa anfad

TYLIBENA3 OPXMXOOD TEMSENEH
BafHa

|
i

1k
eif+d
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Appendix 5. Authorization for use of research instruments

5.1 Permission to use the burnout instrument

Chinzaya zaya <boldoochinzaya@gmail.coms
to tsk@task-consult.dk =

Dear professor

My name's Chinzaya Boldoo from Mongolia, Now I'm studying a master's course student, Department of Nursing, Graduate School of Yonsei University, South Korea.
I'm preparing my master's thesis. My thesis topic is "Associated factors on nurses' turnover intention in Mongolia".

| want to use your Copenhagen Burnout Inventory (CBI)
Could you permit for me to use the CBI

Chinzaya Boldoo

Scrub nurse

Surgery Department

Brilliant hospital

Nam Yan Ju street, Bayanzurkh district, 18th khorao
Ulaanbaatar, Mongolia 13336

Tage Sendergard Kristensen

tome =

Dear Chinzaya Boldoo,

Thank you for your mail and for your interest in the CBI.

The questionnaire is in public domain and free to be used by all.

| enclose some material that might be of interest to you.
All the best,

Tage S Kristensen

e

Chinzaya zaya <boldoochinzaya@gmalcoms

{0 sugarmag ¥

Feb 5, 2024, 5:24PM

& Feb 14, 2024, 3:40PM

Nov 20,2023, 1047AM ¢y

@ «

T @ «

Carir Gariva yy Garwaa. Mt Main ¥apargaaryyt Baim Maragryi raa Aaxa Maiin G Gaitva. Ta sag raprasan Hagan xaphy erex Gonows Gaiika yy? bit eepittt

Cynanmaaki Tecany Copenhagen Bumout Iventory (CBI) alwumax Tas) 36aLIBSDMMT BY, CYRAMTaRHIAA AULMITIAKGI YycY Gaitha.

XyHIaTracaH

Chinzaya Boldoo

Serub nurse

Surgery Department

Briliant hospial

Nam Yan Ju street, Bayanzurkh district, 18th khoroo
Ulaanbaatar, Mongolia 13336

"
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Sugarmaa Myagmarjav <sugarmas@mnums.du.mn> @ Fri0ect 203,329PM ¢y ) €
tome »

m Translate to English X

Caitx BavHa yy,

Maitna xapuyrianryi yacaHg yysnaapai. bit aHKeTaa aun 13apx XyysuH komnbioTept Gaitraa Gonoxoop opx aBa rax GodoK XoALLNyyriaar Tap Y1rTas MapTkaa. Yynaapan.
[laxvag caiit yHiwwxaap Yama anker Garicar Gaibk Gonoxoop foM GaiiHa. AMap 4 r3CaH 3Ha Mainaap unraok Gaiiva.

ALLMMaXbIr 38BILSBPHES. XapuH Yn fa BonoBepyynaxsir Magax Gonos yy. TairaH A3ap Aanrapanryw bairaa.

AMKATT XyCbe,

Cyrapmaa

Assoclate professor Sugarmaa Myagmarjav, PhD, MD

Head of the Department of Health Social Work and Social Sciences,

School of Public Health,

Mengolian National University of Medical Sciences

One attachment + Scanned by Gmall () &

[ Copenhagenbur.. ,gr
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5.2 Permission to use job crafting instrument

Permission to use Job Crafting Instrument inbex x 80
Chinzaya zaya <boldoochinzaya@gmail coms Dec1, 2023, 1209PM a
to gavinslemp =

Dear Professor Gavin

| am writing to request permission to use The Job Crafting Questionnaire in my research project titled "Influencing factors on nurses' turnover intention in Mongolia”. My name is
Chinzaya Boldoo, and | am a master's student of nursing at Yonsel University In South Korea.

After reading your research on job crafting, | befieve that The Job Crafting Questionnaire would be a valuable addition to my study, which aims to identify the factors influencing
nurses' turnover intention in Mongolia.

| plan to use The Job Crafting Questionnaire as [a primary data collection tool/supplement other measures/other purpose]. The questionnaire will be translated into Mongolian for
my target audience. | assure you that The Job Crafting Questionnaire will be used solely for research purposes and not for commercial gain.

If you grant me permission to use The Job Crafting Questionnaire, | will ensure that the questionnaire is used only by me and my research team and that the results of my
research are made available to you upon request.

Thank you for considering my request. | look forward to hearing from you.
Sincerely,
Chinzaya Boldoo

Chinzaya Boldoo

Scrub nurse

Surgery Department

Briliant hospital

Nam Yan Ju street, Bayanzurkh district, 18th khoroo

o Gavin Slemp <gavin slemp@unimelb edu.au> Dec1, 2023, 1230PM gy «

tome =

That's fine.

Cheers
Gavin

On 1 Dec 2023, at 2:09 pm, Chinzaya zaya <boldoochinzaya@gmail.com> wrote:

External email: Please exercise caution

_61_



Chinzaya zaya <boldoachinzaya@qmal com Mon, Feb 5, 6:03PM (2daysage) Yy @ “
to amyw@wharton.upenn.edu ¥

Dear Professor Amy Wrzesnigwski

My name's Chinzaya Boldoo from Mongolia, Now 'm studying a master's course student, Department of Nursing, Graduate School of Yonsei University, South Korea.
'm preparing my master's thesis. My thesis topic is "Associated factors on nurses' tunover intention in Mongolia”.

[ want to use your Job Crafting Questionnaire

Could you permit me to use the Job Crafting Questionnaire.
Thank you for your spending time.

Sincerely,
Chinzaya Boldoo

Wrzesniewski, Amy @ Mon, Feb5, 826PM (2daysago) @ f
tome v

Dear Chinzaya,

You absolutely have my permission and you'l find the attached document helpful in your eforts. | just ask that you cite the measure you use in whatever you write from your
research. Wishing you all the best with your study!

Best,
Amy

"

One attachment + Scanned by Gmall ()
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5.3 Permission to use the nursing work environment instrument

Permission to use Practice Environment Scale of Nursing Work Index Ineox « e
Chinzaya zaya <boldoachinzaya@gmail.com> Mon Jan22,908PM % ® &« i
toelake =

Dear Professor Eileen T.Lake

My name is Chinzaya Boldoo, and | am a master's student of nursing at Yonsei University Wonju College of Nursing in South Korea. Currently, | am conducting research on the
influencing factors on nurses' turnover intention in Mongolia.

| am impressed with your research on the Practice Environment Scale of Nursing Work Index (PES-NWI), particularly its construct validity and reliabllity among nurses. | am
writing to request your permission to use the PES-NWI in my study to assess the practice environment for nurses in Mongolia. | plan to translate the instrument into Mongolian for
my target audience.

| assure you that the instrument will be used solely for research purposes and will not be utilized for commercial gain

Thank you for considering my request. | look forward to hearing from you.
Sincerely,
Chinzaya Boldoo

Barol, Andrea L. <ajb@nursing.upenn.edus @ Feb5, 2024, 1114PM (2daysago) @ Hq
tome v

Dear Chinzaya Boldoo,

Thank you for your email to Dr. Lake. Enclosed, please find the instrument, scoring instructions, an article containing PES-NWI scores for ANCC Magnet hospitals from 1998 in
Table 1, and a Warshawsky & Haven article you may find useful. These materials are sent to everyone who makes the request.

Dr. Lake's permission is not needed as the instrument is in the public domain due to its endorsement by the National Quality Forum most recently in December 2022, having
been endorsed continuously since 2004 (http:/www.qualityforum.org/QPS/QPSTool.aspx?m=11298e=3 ). However, If you prefer to have Dr. Lake's permission, this email serves
as her permission.

Please direct any reply fo Dr. Eileen Lake at elake@nursing.upenn.edu . If you need anything else, feel free to write to us again.

Allthe best,

Andrea Barol

Research Center Coordinator

Center for Health Outcomes and Policy Research
University of Pennsylvania School of Nursing
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5.4 Permission to use the turnover intention instrument

Permission to use Anticipated Turnover Scale (ATS) o {80
Chinzaya zaya <boldoochinzaya@omal.coms Fri,Dect, 2023, 154PM o q
toatwood) v

Dear Professor Atwood,

My name is Chinzaya Boldoo, and | am a master's student of nursing af Yonsei University in South Korea. | am wiiting to request permission to use the Anticipated Tumover
Scale (ATS) that you developed for my research project filed 'Associated factors on nurses' turnover infention in Mongalia." I have read your research on the development of a
shortened version. | plan to translate the instrument info Mongolian to ensure that it is appropriately adapted to my target audience. | assure you that the ATS will be used solely
for research purposes and not for commercial gain. If you grant me permission to use the ATS, | will ensure that the Instrument is used only by me and my research team and
that the restlts of my research are made available to you upon request.

Thank you for your time, and | look forward to your response.

Sincerely,

Chinzaya Boldoo

o JAN ATWOOD <atwood Beomeast net» Sat,Dec2, 203, 130AM 1y f

10 ahinshaw@umichedu, me +

Dear Masters Student Boldoo,
Dr. Hinshaw and | are happy to give you permission to use the Anticipated Turnover Scale for your project. Ina few days please expect a copy of the scale and associated
materials.
Sincerely,
Jan R. Atwood, PhD, Nurse Practitioner, Professor Emerita
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