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ABSTRACT

Based on the goal of “solidifying armaments and recruiting reserved officers”, the R.O.C. Armed Forces have been actively

engaged in re-engineering the organizations and functions of the R.O.C. forces. Under the significant organizational re-engineering

of the armed forces, the R.O.C. medical troops are supposed to spontaneously review the functions of the present medical

operations. With the strategic principle of “effective deterrence; tenacious defense”, the influence of organizational re-engineering

on work attitudes must be discussed in an attempt to advance future policies. The purpose of this study is to investigate the factors,

affecting the organizational re-engineering of R.O.C. Medical Troops, and examine if the staff’s work pressure can be relieved with

more participation and organizational justice. Work pressures mentioned in this study include work overload, under-utilization of

skills, role conflict, and role ambiguity. The impact of work attitudes and the relations with work satisfaction, organizational

commitment, and work involvement will also be discussed. A total of 353 questionnaires were issued. The data collected are assessed

with statistic methods, including Descriptive Statistics Analysis, Reliability Analysis, Analysis of Variance, Correlation Analysis, and

Regression Analysis. The findings are stated as follows: 1. Distributive justice and procedural justice discussed in this study is not

influenced by differences in gender, marriage status, or armed services. Those with advanced age, higher educational backgrounds,

longer service years, or higher positions have more opportunities to participate in decision-making. Moreover,personal attribute

reveals no statistic significance on work pressure; however, it shows significant difference in each construct, and presents significance

on work attitudes and each construct. 2. The study results of the factors in organizational re-engineering and work pressures include:

(1) As more participation is taken by the staff, work load will be reduced, a sense of being respected will be increased, and the roles

will become appropriate without ambiguity. (2) Distributive justice and procedural justice will emerge during the process of

organizational re-engineering and further help alleviate work pressures. 3. An analysis of the study results of work pressures and work

attitudes. (1) Serious work pressures influence work satisfaction. (2) Over workload, increased role conflict, and under-utilization of

skills may lead to inferior work involvement. (3) Moderate work pressures may encourage staff to make more efforts for the units,

improve identification and adherence to the units, and increase willingness to remain in the units. Finally, on the basis of the

empirical researches, some suggestions are proposed as references for future studies.
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