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Introduction
As medical care becomes more sophist icated 
and specialized, the roles of hospital pharmacists 
a s  med i ca l  c a r e  p ro f e s s i ona l s  have  become  
greater and their jobs more diverse. On April 30, 
2010, the head of the Ministry of Health, Labour 
and Welfare's Health Policy Bureau released the 
s t udy :  “On  t he  p romo t i on  o f  med i c a l  t e ams  
through the  cooperat ion and coordinat ion of  
medical  s taf f ” 1）.  Furthermore ,  supplementary 
dut ies  o f  ward  pharmacis ts  were  es tab l i shed 
when the payment system for medical services in 
April 2012 was revised. Consequently, hospital 
pharmacists, as members of medical teams, are 
being asked to contribute to the improvement 
and safety of medical care. According to a survey 

conducted in 2014, the number of pharmacists 
work ing in  medica l  ins t i tut ions  increased by  
2 , 1 62  p e o p l e  o v e r  t h e  n umb e r  i n  2 012 2）.  
Nevertheless ,  44.8% of  fac i l i t ies  have not  yet  
ca lcu la ted  the  supplementary  dut ies  o f  ward  
pharmacists due to the large burden of  dut ies 
outside the ward3）. Accordingly, while it is true 
t h a t  t h e  n umbe r  o f  w a r d  p h a rma c i s t s  h a s  
increased ,  the  number  o f  personne l  remains  
l imi ted ;  the i r  dut ies  have  increased  and now 
cover a wide spectrum. Now, pharmacists’ work 
i n vo l v e s  w r i t i n g  p r e s c r i p t i o n s  f o r  g en e r a l  
i n - p a t i e n t s  a n d  o u t - p a t i e n t s ;  w a r d  d u t i e s  
including the ICU; preparing sterile high calorie 
i n f u s i o n s  a n d  i n j e c t i o n  f l u i d s ,  i n c l u d i n g  
ant i-cancer drugs;  and part icipat ing in rounds 
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that involve tasks such as managing nutr i t ion 
and handl ing infect ion contro l  measures  and 
medical care safety as part of the team.
P r e v i o u s  s t u d i e s  h a v e  e x am i n e d  t h e  j o b  
satisfaction of hospital staff members4, 5） and the 
occupational awareness of staff such as nurses 
and doctors6‒9）.  These studies have reported a 
posit ive correlation between the satisfaction of 
patients and that of personnel such as physicians 
and  nu r se s 1 0）.  Howeve r ,  f ewe r  s t ud i e s  have  
focused on the work environment  of  hospi ta l  
pharmacists11, 12）. Furthermore, reports on leaving 
work or the reasons for leaving are l imited to 
surveys on the hiring trends in medical care and 
welfare professions13）. Until now, there have been 
no  r epo r t ed  s t ud i e s  c onduc t ed  on  ho sp i t a l  
pharmacists.
Increasing job sat isfact ion improves pat ient 
sat isfaction and is significant in improving the 
e f f e c t i v e n e s s  o f  m a n a g em e n t .  T h u s ,  i t  i s  
impor tant  to  improve  the  work  env i ronment  
through studies related to people’s occupational 
awareness and their reasons for discont inuing 
work. It appears as though people's occupational 

a w a r e n e s s  a n d  t h e  f a c t o r s  f o r  t h e i r  
dissatisfaction differ depending on their roles or 
pos i t ions .  In  th is  s tudy,  the  re lat ion between 
hospital  pharmacists '  occupat ional  awareness 
and  t h e i r  o f f i c i a l  p o s i t i on s  s u ch  a s  h av i ng  
genera l  pos i t ions  or  management  ro les  were  
examined.

Methods
1. Target group of the questionnaire survey 
and survey methods
A  q u e s t i o n n a i r e  s u r v e y  r e g a r d i n g  j o b  
s a t i s f a c t i o n  ( F i g u r e  1 )  w a s  ma i l e d  t o  491  
h o s p i t a l  p h a rma c i s t s  w h o  w e r e  r a n d om l y  
selected from the regular members (2,594) listed 
in  the  November  2015 Kanagawa Pre fec ture  
Hospital Pharmacist Association Register. These 
questionnaires were mailed together with return 
e n v e l o p e s  t o  t h e  p h a rm a c i s t s ’  i n d i v i d u a l  
a d d r e s s e s  f o r  t h em  t o  r e t u r n  t h em .  T h e  
quest ionnaires were answered voluntari ly and 
c o l l e c t e d  a n o n ym o u s l y .  T h e  s u r v e y  w a s  
conduc ted  f rom the  beg inn ing  to  the  end  o f  
February 2017.

Fig.1  A questionnaire survey
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2. Survey details
1）Basic attributes
T h e  t a r g e t  g r o u p  w a s  a s k e d  t o  p r o v i d e  
informat ion on the fol lowing basic attr ibutes :  
sex,  age (f ive levels) ,  s ize of the facil i ty where 
they worked currently (six levels) ,  employment 
history at their current facility, experience as a 
pharmacist, official positions (three levels), and 
the i r  cur ren t  du t i e s ;  mu l t ip l e  answers  were  
allowed.

2）Occupational awareness
The occupational awareness about the current 
workplace was scored on a five-point scale (5= 
high, 1= low) considering the following factors: 
ease of working, intention to continue working, 
change  i n  the  image  o f  t he  workp l ace  a f t e r  
s t a r t i n g  w o r k ,  a n d  f e e l i n g s  o f  g r ow t h .  I n  
a d d i t i o n ,  t h e  t a r g e t  g r o u p  w a s  a s k e d  f o r  
potential reasons they could give if they decided 
to  qu i t  the i r  jobs  in  the  fu ture  regard less  o f  
whether they actually had any intention to quit; 
multiple answers were allowed for this question. 
Furthermore, they were also asked whether they 
had a history of job transfers.

3）Methods of analysis
A  c ro s s - t ab l e  was  c r e a t ed  t o  e xam ine  t he  
relat ion between the target group’s official job 
pos t  and  the  pos s ib l e  po t en t i a l  r ea sons  f o r  
quitt ing their jobs in the future. Thereafter, an 
exact Cochran-Armitage trend test was employed 
to look at the relation in the order of the official 
positions, and Fisher's exact test was performed 
to analyze if there was any differences between 
off icial  posit ions.  In addit ion,  the Steel-Dwass 
test was used to compare the three groups with 
regard to the relat ion between work transfers,  
o c c upa t i o n a l  awa r en e s s  a bou t  t h e  c u r r en t  
employer,  and off ic ial  work posit ions .  For the 
statistical processing conducted in this study, the 
s ta t i s t i ca l  ana lys i s  so f tware  JMP®13.0  (SAS  
Institute) was used.

4）Ethical considerations
When the questionnaire was mailed, the target 
group was g iven a  wri t ten explanat ion of  the  
pu rpose  o f  t he  s tudy ,  i t s  me thods ,  and  was  

informed that answering the questionnaire was 
vo l un t a r y .  I f  t h e  r e sponden t s  r e t u rned  t h e  
ques t ionna i re ,  they  were  cons idered  to  have  
consented to participate in the study. This study 
was conducted after receiving approval  of  the 
E t h i c s  R e v i ew  Comm i t t e e  o f  Te i k y o  He i s e i  
University (approval number 28-069).

Results
Responses were received from 230 members of 
the  target  g roup compr is ing  491 people ;  the  
response rate was46.8%. The backgrounds of the 
respondents are depicted in Table 1.
Of  the  respondents ,  42 .6% were  ma les  (98  
people) and 57.4% were females (132 people). A 
breakdown of age groups reveals that most of  
the  respondents̶36 .1%̶were  in  the i r  30s ,  
28.3% were in their 40s, and 24.3% were in their 
20s.
Most of the pharmacists held general positions 
(57.4%) while 29.1% were in leadership roles and 
13 . 5%  we r e  i n  managemen t  p o s i t i o n s .  T h e  
number of years of experience as a pharmacist 
for  those  in  genera l  pos i t ions  was  8 .4  ± 7 .2  
years on an average;  respondents in their  20s 
comprised 42.4% of these responses. The number 
of years of experience as a pharmacist for those 
in leadership positions was 16.7 ± 7.4 years on 
an average;  respondents in their  30s made up 
the largest age group in this category. Those in 
management had 24.0 ± 7.8 years of experience 
on an average; respondents in their 40s formed 
the largest age group in this category. The most 
common task of the people in leadership roles 
and general posit ions was the responsibil ity of 
f i l l i n g  p r e s c r i p t i o n s  a n d  o f  p e o p l e  i n  
management positions was labor management.
In Table 2, the relat ion between the possible 
potential reasons for quitt ing in the future and 
the  of f ic ia l  pos i t ion  he ld  i s  shown.  The most  
frequent reason given for quitting for all of the 
positions was low salary, which was followed by 
ma r r i a g e  and  r a i s i n g  ch i l d r en  f o r  t ho s e  i n  
general positions, family circumstances for those 
in leadership roles, and career advancement for 
those in management. Results revealed that the 
most frequent answer given by males was a low 
salary for  general  pos i t ions and management  
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Table2  Potential reasons for quitting in the future and their relation to the post held

Table1  Background of the Respondents in the Questionnaire Survey

Results of having the respondents provide answers under the assumption that they had resigned from their current employer.
Even in cases where respondents do not intend to quit their jobs, they provide reasons imagined by them for doing so.
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star t ing  work  (F igure  3 -3 ) .  There  was  a l so  a  
s ignif icant  di f ference observed for  a  sense of  
growth between those in general posit ions and 
those in leadership posit ions who had had job 
t r a n s f e r s  i n  t h e  p a s t  ( p  <  0 . 05 ) ;  p e op l e  i n  
l e ade r sh ip  po s i t i on s  f e l t  a  s t r ong  pe r sona l  
growth (Figure 3-4).

Discussion
The results of this study show that the possible 
potential reasons given for quitting in the future 
d i f f e r e d  a nd  d epended  on  p eop l e ' s  o f f i c i a l  
p o s i t i o n s .  T h i s  s u g g e s t s  t h a t  m a n a g i n g  a  
pharmacy department requires policies that are 
adapted to official job positions. It appears that 
the  reason  beh ind  those  in  genera l  pos i t ions  
citing marriage and raising children as potential 
reasons for quitt ing was that 74.7% of those in 
general posit ions were females in their 20s and 
30s .  The reason for  the peak-shaped graph of  
h e a l t h  c o n c e r n s  w a s  t h a t  p h a rm a c i s t s  i n  
l e a d e r s h i p  p o s i t i o n s  p l a c e  c en t r a l  r o l e s  i n  
business conducted in the inst itut ions and also 
have many other tasks. Therefore, they seem to 
be mentally and physically exhausted. To prevent 
peop le  f rom qu i t t ing  fo r  these  reasons ,  i t  i s  
e s s e n t i a l  t o  c o n s i d e r  h e a l t h  m a n a g em e n t  
inc luding manag ing menta l  heal th ,  ut i l i z ing a  
s t r e s s  c h e c k  s y s t e m ,  a n d  c r e a t i n g  a n  
em p l o y e e - f r i e n d l y  w o r k  e n v i r o nm e n t  f o r  
everyone;  this  was based on the results  of  the 
data analysis for al l  of the groups14）.Moreover,  
studies on nurses who leave their jobs15, 16） place 
importance on considering human relationships 
within the organization and the number of years 
of clinical experience. However, the descending 
m a n a g em e n t  g r a p h ,  w h i c h  d e p i c t e d  p o o r  
hierarchal  relat ions as a reason,  suggests that 
t h o s e  i n  m a n a g em e n t  a r e  u n aw a r e  o f  t h e  
dissatisfaction of their subordinates. Therefore, it 
appears  that  people  in  management  pos i t ions  
need to adopt a stance where they sincerely face 
their subordinates by consulting with them. The 
items that indicated the evaluat ion and human 
resource system as a reason for dissat isfact ion 
had an ascending management graph. Based on 
the fact that 22.6% of the managers chose not to 
match the hospital policy, it seems possible that 

positions, whereas the most frequent answer by 
females was a low salary for general posit ions 
and  leadersh ip  pos i t ions .  However ,  ma les  in  
leadership posit ions most frequently answered 
family circumstances as their reason for quitting, 
whi le  females  in  management  pos i t ions  most  
f r e q u en t l y  g a v e  g e t t i n g  p a i d  t im e  o f f  a n d  
working at their desired job as their reasons. The 
higher the posit ion,  the more the respondents 
cited not understanding research activities as a 
r e a son  f o r  qu i t t i ng ,  whe rea s  t ho se  i n  more  
g en e r a l  p o s i t i o n s  c i t e d  r e a s on s  r e l a t e d  t o  
ma r r i a g e  a nd  r a i s i n g  c h i l d r en .  S i g n i f i c a n t  
re la t ions  were  acknow ledged  for  bo th  these  
factors .  Figure 2 shows the possible potent ial  
r ea sons  f o r  qu i t t i ng  i n  the  fu tu re ,  by  us ing  
g raphs .  The  g raphs  were  c l a s s i f i ed  in to  the  
fo l lowing s ix  shapes :  the  graph fa l l ing to  the 
r i gh t  r e f l e c t s  t h e  r e a sons  o f  t ho se  i n  more  
general posit ions, namely, raising children and 
marriage (Figure 2-1) ;  the graph r is ing to the 
r i g h t  r e f l e c t s  t h e  r e a s o n s  o f  t h o s e  i n  
management positions, namely, no understanding 
o f  r e s e a r c h  a c t i v i t i e s  ( F i g u r e  2 - 2 ) ;  t h e  
valley-shaped graph depicts the reasons of a few 
o f  t h o s e  i n  l e a d e r s h i p  r o l e s ,  n ame l y ,  p o o r  
relations with hospital management(Figure 2-3); 
the peak-shaped graph depicts  the reasons of  
many in leadership posit ions who cited health 
c o n c e r n s  ( F i g u r e  2 - 4 ) ;  t h e  d e s c e n d i n g  
managemen t  g r aph  dep i c t s  poo r  h i e r a r cha l  
relations where management did not choose this 
r e a s o n  ( F i g u r e  2 - 5 ) ;  a n d  t h e  a s c e n d i n g  
management graph depicted dissatisfaction with 
assessments  or  the  personnel  system (F igure  
2-6).
In addit ion, the three groups with regards to 
t h e  r e l a t i o n  b e t w e e n  t h e i r  o c c u p a t i o n a l  
awareness concerning their current employers 
and official work positions according to whether 
they  had  had  a  j ob  t rans fe r  were  compared .  
There was a significant difference observed for 
the change in the image of the workplace after 
starting work between those in management and 
g ene r a l  po s i t i on s  who  had  neve r  h ad  a  j ob  
t r a n s f e r  ( p  <  0 . 0 5 ) ;  t h e  r e s p o n d e n t s  i n  
management  pos i t i ons  re sponded  tha t  the i r  
image  o f  t he  workp l ace  had  improved  a f t e r  
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Fig.2  Sorting the potential reasons for quitting in the future according to the shape of the graph
Table 2 shows the reasons why the Fisher exact test had p-values of <0.05 and <0.1. As the purpose was to look for trends for each job post, 
there are no significant differences included, but the p-values <0.1 are included.
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remedy ing  the  d i s sa t i s fac t ion  about  sa la r i es  
would be to evaluate certification qualifications.
The analysis  conducted on the history of  job 
transfers showed a change in the occupat ional 
a w a r e n e s s  o f  t h e  w o r k p l a c e ;  p e o p l e  i n  
management who had never had a job transfer 
g a ve  h i g h  a s s e s smen t s  o f  t h e  image  o f  t h e  
workplace after starting work. It appears that this 
resu l ted  f rom the i r  j obs  be ing  changed  f rom 

t h e r e  i s  d i s s a t i s f a c t i o n  w i t h  t h e  h o s p i t a l  
management who evaluate people in management 
positions. Furthermore, the work satisfaction of 
wa rd  pha rmac i s t s  i s  a s c e r t a i n ed  t h r ough  a  
comparison with other people11）,  and regarding 
the dissatisfaction about salaries, which was most 
often selected, there are currently some facilities 
where  sa la r i es  a re  based  on  qua l i f i ca t ions 3）.  
Howeve r ,  one  po t en t i a l l y  u se fu l  s o lu t i on  t o  

Fig.3  Relationship between attachment with current post and occupational awareness about current place of employment 
(analyzed by groups based on whether or not respondents had transferred jobs)
Results of an analysis based on the relation between occupational awareness and job post (general position, leadership role, management) and 
the job transfer groups (had transferred jobs or not). The larger numbers on the vertical axis indicate the more positive assessment.
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3). Thus, these results may reflect the opinions of 
hospital pharmacists across Japan. However, this 
s tudy was a  cross-sect ional  s tudy and did not  
consider the t iming of job transfers;  therefore,  
the results could be different depending on the 
timing of a job transfer.
It is also essential to continue the studies so as 
to prevent hospital pharmacists from quitting and 
to help them improve their  job sat isfact ion by 
creat ing a work environment where it  is  easier 
for them to work. This study explored the factors 
for dissat isfact ion by focusing on official  work 
position, and thus, future research should clarify 
the factors that are associated with improved job 
satisfaction and undertake an investigation that 
could result in improved occupational awareness. 
F i n a l l y ,  t o  o b t a i n  s t a n d a r d i z e d  d a t a  a b ou t  
hospital pharmacists, it would be good to revise 
the  quest ionnaire  on the  bas is  o f  the  present  
r e s u l t s  a n d  u s e  t h i s  r e v i s e d  s u r v e y  f o r  a  
nationwide study.
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