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To examine the relationship between job satisfaction and turnover of Care Assistants in the Nursing Homes of Hong Kong
Abstract
Care Assistants in Hong Kong as well as in Western Countries are facing serious turnover problem which directly affect the quality of care for the elderly in nursing homes. The frontline personal care should be a labour-intensive job nature which is hardly to be replaced by technology or re-engineering of work flow. During the process, not only stressing on the skills but also required the people centred culture of the helpers, which further induce burning out of the workers. Various researchers found that staff turnover is closely related to the job satisfaction, and therefore, other than extrinsic factors, it is a question if the promotion of intrinsic factors, like resident-centred job satisfaction can be an effective element to retain the manpower. The following will introduce pilot research with the data collection from local workers (N=22), with the quantitative method, to seek for findings which enlightens the management of the nursing homes. 

Introduction
Nursing assistants (in Hong Kong, we call them Care Assistants) provide the majority of direct care to nursing home residents (Institute of Medicine, 2001). The average annual turnover rate of CAs employed in nursing homes is also relatively high, exceeding 70% in some studies (Castle & Engberg, 2005; Decker et al., 2003), and this high turnover rate may be connected with a decline in care quality (Castle & Engberg, 2005).
A similar problem is becoming increasingly prevalent in Hong Kong. Due to a lack of land and housing, an increasing number of frail elderlies are not encouraged to remain with their families but are instead relocated to nursing facilities after contracting acute or chronic ailments. Among the elderly (over 65), 6% live in government-subsidized or private nursing homes, the highest rate in the world.
Care Assistants (CAs) help professionally trained nurses assist inmates with eating, toileting, changing diapers, washing, physical lifting, and escorting to hospitals or clinics, among other activities. The nature of the job makes it difficult to recruit new workers, which exacerbates the labour shortage and jeopardizes service development.
Numerous studies have been conducted on job satisfaction for professional nursing personnel, and the findings have resulted in an improvement in the nurses' working environment. However, a literature study revealed that similar research on CAs was scarce until the last five years, indicating that the role and quality of front-line Care Assistants are increasingly vital and significant.
As such, this research proposes to conduct a study on the job satisfaction of care assistants in Hong Kong nursing homes to generate conversation in the field about strategies to increase the appeal of this caring profession.

Who are the beneficiaries of the research?
Beneficiaries of the research should include operators of local nursing homes, managers of the non-governmental organizations that operate these homes, and government authorities. Additionally, with the expectation that this research will be completed successfully and at an appropriate degree of scientific rigor, the researcher anticipates a larger scale of data collection from more samples of the industry can be conducted in the future, so as to arouse the concern from the nursing homes operators and Government.

Appropriateness of the Researcher for the Research
When the researcher first studied social service administration roughly two decades ago, he was influenced by Peter Drucker's management notions and "Two-Factor Theory." Additionally, the researcher discovered that Two-Factor Theory should be a successful and person-centered approach to human resource management in social services. It emphasizes the need to treat employees as an integral part of internal marketing.
Apart from Hygiene Factors, Herzberg's Two-factor Theory discusses Motivators (e.g., challenging work, recognition for one's accomplishments, responsibility, opportunity to do something meaningful, involvement in decision-making, and a sense of importance to an organization) that provide positive satisfaction and are derived from intrinsic job conditions such as recognition, achievement, or personal growth (Hackman & Oldham 1976), which persuades opportunistic managers.
However, the current personnel scarcity and high turnover rate of local nursing home services indicate that management is unwilling to engage in human capital management and instead focuses on negotiating Hygiene Factors with staff. Thus, the researcher would like to conduct this study within the context of staff turnover and job satisfaction, to develop a practical model for nursing home management that promotes employee job satisfaction and a positive image of the discipline to attract the younger generation.
The researcher is aware that management is a large and diverse field. Daily, the researcher would also consider other management issues such as quality control, service, and management audit, corporate governance, service marketing, and organization growth for non-profit organizations. Even though management in businesses and organizations is defined as the function that coordinates people's efforts to accomplish goals and objectives through the efficient and effective use of available resources, researchers believe that people management is critical, particularly in social service management.

Review of the Literature
Care Assistants in Nursing Homes
Care Assistants (CAs), also named as Direct care workers (CAs), or Nurse Assistants (NAs), often known as aides or nursing assistants, are responsible for the majority of care in long-term care (LTC) settings (Institute of Medicine, 2001; Olson, 2003) and are critical to the quality of care (e.g., Greene, Hawes, Wood, & Woodsong, 1997). 

Care Assistants are key members of the Long-Term Care (LTC) healthcare team since they offer the majority of direct support to patients with personal care needs. Recruiting and retaining CAs is a priority for LTC providers (Squillace M, Remsburg R, Bercovitz A. 2011). The high turnover of CAs results in substandard care and a reduction in the residents' quality of life in skilled nursing facilities (Castle N. 2007).
In Hong Kong, we used to name the CAs as Personal Care Workers (PCWs). PCWs in Hong Kong used to worke in the nursing homes, either run by Non-governmental Organizations or private sector. They are responsible, like the CAs, to render personal care like assisted bath, toileting, feeding, monitoring the health conditions and even rehabilitation training for the elderly residents.
According to website of Social Welfare Department, there are almost 251 subvented NHs with 29,155 beds, where private beds are 49,030 in 587 Homes. The need of this service is rather keen, because of the growth of ageing population, so that there are around 35,000 elderlies are put on the waiting list, they used to wait for 24-42 months for the admission.
As there are licensed requirement on the ratio of manpower versus the NH beds, therefore, it is estimate that minimum we have around 2600 Nurses and 10,000 CAs who are working in the industry. In addition to a better staff strength of NHs run by NGOs, estimated total CAs strength in Hong Kong should be 14,000. The huge numbers of the CAs staff which implies the service quality will be affected if there is high turnover rate.

Turnover of CAs
The voluntary turnover of CAs is serious and Donoghue (2020) discovered in their national study that an average annual turnover rate of 75% was found. The figure is rather significant for the new staff that 80% who leaves the care industry during the first year (Wike, 2007). CAs’ turnover not only implies care discontinuity, but also induce the loss of cost in staff training, coaching and recruitment (Seavey, 2004) (Dawson & Surpin, 2001), which at a result of substandard the care for the resident (Greene et al., 1997). Additionally, Castle, Engberg, Anderson, and Men (2007) have found that reducing turnover in nursing homes fosters resident care quality. Larsen (2000) also echoed that when turnover was reduced by 20%, resident satisfaction increased by 30%.
In 2013, a survey conducted by Hong Kong Council of Social Services that highlighted vacancies of frontline care assistants (CAs) in local nursing homes were also increased 12.4%, because of the very high turnover rate, and more than half of the manpower are aged 50-59, implied a large amount of coming retirement of the industry. Further, according to the Government report in 2018, the turnover rate is 18%. (https://www.info.gov.hk/gia/general/201711/29/P2017112900367.htm?fontSize=1).

Turnover intention and actual turnover 
Turnover and absenteeism bring significant costs on nursing homes (Seavey, 2004) and may also endanger resident care quality. Annual job turnover in the nursing home is believed to be as high as 71% (American Health Care Association, 2003), while annual exit from direct care work is considered to be 40%. (Smith & Baughman, 2007). When employees are satisfied with their occupations, they are less likely to be absent or resign (Baker, 2004). This relationship between job satisfaction and employment withdrawal behaviour has been demonstrated in particular for nursing home workers (Castle, Engberg, Anderson, & Men, 2007).
Literature also demonstrates a strong correlation between employee turnover intention and actual turnover (Castle et al., 2007) and that turnover intention is the main predictor of turnover (Simons & Roberson, 2003). Numerous studies have confirmed the underlying causes of CAs turnover and turnover intention. The factors examined span a broad range, including workload (Brannon, Zinn, Mor, & Davis, 2002), work schedule (Castle et al., 2007), supervision and support (Bishop et al., 2008), autonomy (Decker, Harris Kojetin, & Bercovitz, 2009), opportunities for personal and professional growth (Decker et al., 2009), advancement opportunities (Wike, 2007), employer recognition and appreciation (Bowers, Esmond (Chou, 2009).

Workplace Satisfaction
Research indicates that when nurses in residential care are satisfied with their work environment, care quality improves (Castle et al., 2006), and that when nurses view their employment to be unsatisfactory, they have a more detached attitude toward their profession (Demerouti et al., 2000). Edvardsson and colleagues (2008) discovered that a low prevalence of behavioral symptoms in residents receiving residential dementia care was associated with high job satisfaction.
Locke (1976) provided a generally accepted definition of job satisfaction, stating that it is the result of a pleasant or enjoyable emotional state coming from the nurses' appraisal of their job or work experience. Additionally, Locke asserts that job satisfaction happens when nurses are able to apply their beliefs to their work and so bring it into alignment with their needs. However, we have a limited understanding of this link, which is necessary in order to create effective support mechanisms and to assess intervention outcomes. While job satisfaction is a well-studied notion, the data generated from diverse theoretical models is equivocal (Judge et al., 2001; Coomber and Barriball, 2007).
Previously, theories from a broad psychological perspective have been used, such as Herzberg's (1966) theory, which states that intrinsic variables (such as the work itself, achievements, and responsibilities) improve job satisfaction while extrinsic variables (such as the work itself, achievements, and responsibilities) reduce job dissatisfaction (such as pay, company policies, and working conditions). Another method is the Job Features Model (Hackman and Oldham, 1976), which focuses on the intrinsically motivating characteristics of the care role, such as skills, autonomy, and feedback, that contribute to high job satisfaction. Additionally, Hackman and Oldham (1976) indicate that job satisfaction is more strongly connected with these characteristics in nurses who demonstrate a strong desire for professional advancement.
From a broad perspective, these numerous views demonstrate the critical nature of job satisfaction. However, there is a need for interventions tailored to specific job contexts, such as aged care, because prerequisites and working conditions vary by context.

Job satisfaction among Care Assistants 
Job satisfaction for CAs may also have an effect on the quality of care and resident life provided by nursing homes. Wherever employees interact directly with customers, staff affect and attitude have an impact on customer satisfaction (Snipes, Oswald, LaTour, & Armenakis, 2005; Wilson & Frimpong, 2004). Additionally, job happiness has been associated with employee effort (Iaffaldano & Muchinsky, 1985). Bishop and colleagues (2008) establish a link between Care Assistant job dedication and many dimensions of resident satisfaction. Lung & Liu (2016) also discussed how pleasant interactions and relationships with service users contribute to CAs' job satisfaction.
Additionally, nursing homes that are attempting to improve their patients' quality of care and life through culture change rely on devoted, positive frontline staff as important actors in these initiatives (Baker, 2007; Rahman & Schnelle, 2008).
A deeper understanding of the organizational elements that influence job satisfaction can lead to two types of policy changes. To begin, it will benefit nursing home operators seeking to boost job performance, minimize attrition and absenteeism, and motivate their staff to improve quality and culture. Second, government and resident advocates should educate themselves about these variables in order to assist industry efforts to provide high-value care efficiently.

Job satisfaction and relationship with residents
Few research has examined the effect of resident-centered job satisfaction on CAs’ turnover. Monahan and Carthy (1992) discovered that nurse aides first sought employment in nursing homes because they enjoyed working with and assisting patients. A crucial factor in their retention was their affection for the inhabitants, as demonstrated by the common remark: "they [residents] wrap their arms around your heart" (p. 14).

Theory of Two Factors
According to some academics, CA turnover may be related to how CAs see their prospects for personal growth, acknowledgment for their work, and involvement in care decisions (Parsons, Simmons, Penn, & Furlough, 2003). These evaluations pertain to the personal or intrinsic benefits that CAs may encounter on the work (Herzberg, Mausner, & Snyderman, 1959; Kalleberg, 1977; Wernimont, 1966).
In their theory of job satisfaction, Herzberg and colleagues (1959) emphasized the contrast between intrinsic and extrinsic influences in the workplace. Intrinsic variables are those that pertain to the worker's self-actualization, namely the need for a sense of self-accomplishment on the job, or what is frequently referred to as intrinsic job satisfaction. Intrinsic job happiness is obtained from a combination of intrinsic job characteristics. Intrinsic job elements include accountability, self-direction, skill development, and observed accomplishments linked with performing the job (Kalleberg, 1977).
Extrinsic factors, on the other hand, are those that define the external context and reward system in which the worker labours, such as company policies, supervision, external rewards such as satisfaction with pay, and workload. Earlier research using Herzberg and colleagues' methodology discovered that both intrinsic and extrinsic job factors predicted levels of job satisfaction, with intrinsic components having a larger association with satisfaction than extrinsic factors (Ewen, Smith, Hulin, & Locke, 1966; Wernimont, 1966).

Intrinsic and extrinsic factors
Garland, Oyabu, and Gipson (1988) conducted descriptive research, "stayers" appeared to place a higher premium on intrinsic or people-oriented benefits, such as ties with patients, feelings about caring for sick people, and relationships with supervisors. Extrinsic variables such as money, benefits, and opportunities to develop new skills were more important to the "leavers."

Residents is a critical role for retention
Ball, Lepore, Perkins, Hollingsworth, and Sweatman (2009) discovered that, while CA-resident connections ranged from loving to antagonistic, almost all CAs had significant emotional links with at least one resident in a grounded theory study (and typically more). For most CAs, positive relationships with residents were the primary source of job satisfaction: CAs get meaning from the emotional aspect of caregiving through the fulfilment inherent in CA & resident relationships and the impact of such relationships on care outcomes. 

Resident-centred work satisfaction
While the above-said studies above on the effects of resident-centered work satisfaction on retention made significant reference, however, there are still limitations on their sample sizes and using only qualitative research methodology, which only giving descriptive data to draw the conclusions. It is necessary to identify the influence of other factor of turnover, thus, conducting the data collection from the local workers, will contribute for some meaningful recommendation for local nursing homes. 
Compared to other critical changes, such as increased salary, reduced workload, and adequate staff support, recruiting compassionate workers capable of developing affective relationships with residents and resident-centered job satisfaction may be an alternative rather appealing to the financial means.
The inquiry stems from the observation that as the older population in Hong Kong continues to grow in the coming years, quality nursing home administration will become critical in providing long-term care for the elderly. By considering this sector as a service that is both person-centered and labour-intensive, encouraging systematic and strategic people management may help ensure the future stability of manpower and quality service.
Thus, job happiness is thought to be equally critical for frontline care assistants as it is for professionally trained nurses. As the need for long-term care for the elderly in Hong Kong is predicted to increase in the next years, promoting job satisfaction among care assistants will not only improve the quality of care, but will also aid in the sustainable development of the nursing home service to the community.

Framework Conceptual and Hypotheses
Numerous turnover models have been proposed in the literature (e.g., Latham, 2007; Sikorska Simmons, 2005), but none appear to capture the critical elements affecting CA turnover adequately. The conceptual framework is derived from various models and ideas to establish a more comprehensive theoretical backdrop for the study (Figure 1). The overall concept is based on March and Simon's 1958 assertion that turnover is determined by perceived desirability and ease of exit from the existing position. Perceived desirability of action acts as a motivator to leave an unappealing job. Perceived ease of movement indicates a withdrawal from the labour market favouring alternate work options.
Following that, the present study combines Hertzberg's two-component theory of work motivation under the factor of perceived desirability of action (Herzberg, 1971; Herzberg, Mausner, & Snyderman, 2005). According to this idea, work environments are influenced by two distinct sets of factors: extrinsic and intrinsic motivators. External influences are unrelated to the job itself. They do, however, contain circumstances around job performance, such as business policies and administration, supervision, compensation, benefits, working hours, working environment, job security, and work relations. Hertzberg asserted that extrinsic variables do not serve as motivators and that contentment with extrinsic aspects mainly prevents job unhappiness, but his position has been disputed. According to Pinder (1998), extrinsic variables like compensation, benefits, and working conditions are motivators. As noted above, this assumption is corroborated by numerous additional research on CA turnover that examined satisfaction with extrinsic characteristics (e.g., workload, supervisor support, and career progression) as predictors of turnover. They frequently, however, did not refer to Hertzberg's conceptual paradigm.
Extrinsic work satisfaction also includes an appraisal of organizational justice. Simply put, organizational justice relates to workplace fairness (Greenberg, 1990). According to Adams's (1965) equity theory, employees contribute their efforts, education, and experience to their organizations in exchange for sound output in the form of compensation, awards, supervisory treatment, feedback, performance evaluations, institutional recognition, and promotion (Lambert, 2003). Along with intrapersonal comparisons, organizational justice is evaluated through comparisons inside and among organizations (Young, 1997). Comparing an individual's input and output to those of other employees in the same organization can create a perception of organizational justice (Young, 1997). Additionally, it might occur due to comparisons between one's feedback and progress and people in comparable positions in other businesses (Young, 1997). In short, organizational justice is realized when input and output are similar. When inconsistency occurs, psychological distress occurs, which has a detrimental effect (Adams, 1965; Van Dierendonck, Schaufeli, & Buunk, 2001), including turnover intention (Cropanzano & Mitchell, 2005). Chou (2009) demonstrated that perceived organizational justice, measured by input-output comparisons within organizations, predicts CAs' intention to leave assisted living facilities. We hardly found a study to date that examines the effect of cross-organizational comparison on CA turnover.
Intrinsic elements include job characteristics (Herzberg et al., 2005). Job pleasure is derived from the experience of doing the job (Decker et al., 2009). CAs and other employees enjoy similar features of intrinsic job satisfaction, such as self-actualization, making full use of one's knowledge and abilities, achievement, recognition for achievement, and personal progress. CAs may get intrinsic job satisfaction from their contacts and relationships with the residents they care for due to the nature of their employment (Ball et al., 2009; Garland et al., 1988; Monahan & Carthy, 1992). According to the logic of the two-factor approach, resident-centered job satisfaction should reduce turnover. Indeed, as noted previously, prior qualitative research indicates that resident-centered job satisfaction helps reduce CA turnover.
Based on the conceptual framework and empirical findings discussed previously, it is hypothesized that CAs' turnover intent will be negatively associated with resident-centered job satisfaction in the quantitative portion of this study, after controlling for other potentially significant variables discussed previously.
Overarching Model:
[image: ]
(March & Simon, 1958; Herzberg, 1971; Herberg, Mausner & Snyderman, 2005; Pinder, 1998; Greenberg, 1990; Young, 1997; Cropanzano & Mitchell, 2005; Chou 2009; Ball et al., 2009; Garland et al., 1988; Monahan & Carthy, 1992)

Research Methodology:
Research question and hypothesis
The research question of this research is: What is the relationship between job satisfaction and turnover of care assistants of nursing homes in Hong Kong? The hypothesis is: Job satisfaction is the determinant factor of turnover of care assistants of nursing homes in Hong Kong.
Data collection
This is a quantitative study by dispatching structure questionnaires to the samples.
Sampling
Convenience sampling has been used as it is small-scale research, and 20 care assistants who are working in local nursing homes. Researcher should declare that the questionnaires will be dispatched to the nursing homes which are under his supervision, however, researcher will invite the Superintendents to give and collect the questionnaire, this ensure no personal identification can be traced in each questionnaire.
Independent variables include:
Intrinsic job satisfaction variable: Resident-centered job satisfaction, focus on residents, helping and working with residents, a sense of accomplishment, recognition and appreciation from residents, affection between respondents and residents, residents being the only reason to work here.
Extrinsic job satisfaction variables: Hygiene Factors includes Satisfaction with supervisors, Satisfaction with work schedule, Organization justice in pay, job security, and relationship with colleagues. Motivator includes satisfaction with one’s chances for advancement, recognition, participation in the decision making, allows full use of knowledge and skills, and recognize provide good care is their responsibility. These questions will be assigned 5-point Likert-type scale (1 = very dissatisfied to 5 = very satisfied) for each question.
Dependent variables include: Turnover intention reflects a progression of stages, starting from thinking about quitting one’s job and proceeding to, actively applying for a job of other nursing homes, and actively applying any kinds of jobs. For each question, “yes” = 1, “no” = 0.
Control variables include Age (0=under 49, 1=over50), Gender (0=Female, 1=Male), Educational attainment (0=Primary, 1=Secondary), Marital status (0=Single, 1=Married), Pay and benefits (0=Salary, 1=with allowance), Year of service (0=under 5 years, 1=over 5 years), Permanent resident (0=No, 1=Yes), and Accredited training (0=No, 1=Yes).
Analysis
Descriptive analyses will be used to reveal the profile of the respondents. Independent samples t-test will be conducted for one grouping variable with two levels and one continuous outcome variable. Linear progression will be performed for one predicted variable and one continuous outcome variable, and Reliability analysis and Factor analysis will also be applied.
From the table 1, from the mean we can see aged over 50, with secondary education, married workers, and worked over 5 years are over 50% of the population. At the same time, it is discovered that all the samples are female, and permanent residents. Around 40% has only salary while the others have been offered with allowance other than the salary.





Descriptives
	Descriptives

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	 
	Age
	Gender
	Education
	Marital Status
	Salary
	Years of experience
	Resident

	N
	
	22
	
	22
	
	22
	
	22
	
	22
	
	22
	
	22
	

	Missing
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	

	Mean
	
	0.636
	
	0.00
	
	0.682
	
	0.818
	
	0.409
	
	0.773
	
	1.00
	

	Median
	
	1.00
	
	0.00
	
	1.00
	
	1.00
	
	0.00
	
	1.00
	
	1.00
	

	Standard deviation
	
	0.492
	
	0.00
	
	0.477
	
	0.395
	
	0.503
	
	0.429
	
	0.00
	

	Minimum
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	1
	

	Maximum
	
	1
	
	0
	
	1
	
	1
	
	1
	
	1
	
	1
	

	


 Table 1: Descriptive analysis of samples’ profile
From Table 2, it is identified that 90% of workers who worked over 5 years have less satisfaction than those who worked under 5 years. Besides, 70% of workers aged over 50-year-old tends have less satisfaction on the job as well.
Descriptives
	Descriptives

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	 
	Satisfaction
	Age
	Gender
	Education
	Marital Status
	Salary
	Years of experience
	Resident

	N
	
	0
	
	10
	
	10
	
	10
	
	10
	
	10
	
	10
	
	10
	

	 
	
	1
	
	12
	
	12
	
	12
	
	12
	
	12
	
	12
	
	12
	

	Missing
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	

	 
	
	1
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	

	Mean
	
	0
	
	0.700
	
	0.00
	
	0.600
	
	0.800
	
	0.400
	
	0.900
	
	1.00
	

	 
	
	1
	
	0.583
	
	0.00
	
	0.750
	
	0.833
	
	0.417
	
	0.667
	
	1.00
	

	Median
	
	0
	
	1.00
	
	0.00
	
	1.00
	
	1.00
	
	0.00
	
	1.00
	
	1.00
	

	 
	
	1
	
	1.00
	
	0.00
	
	1.00
	
	1.00
	
	0.00
	
	1.00
	
	1.00
	

	Standard deviation
	
	0
	
	0.483
	
	0.00
	
	0.516
	
	0.422
	
	0.516
	
	0.316
	
	0.00
	

	 
	
	1
	
	0.515
	
	0.00
	
	0.452
	
	0.389
	
	0.515
	
	0.492
	
	0.00
	

	Minimum
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	1
	

	 
	
	1
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	
	1
	

	Maximum
	
	0
	
	1
	
	0
	
	1
	
	1
	
	1
	
	1
	
	1
	

	 
	
	1
	
	1
	
	0
	
	1
	
	1
	
	1
	
	1
	
	1
	

	


 Table 2 Compare the samples profile and their resident-centred job satisfaction
In table 3, we found those who has job satisfaction are with less tendency to leave, compare with those who has less satisfaction, they show more intention to leave.
Descriptives
	Descriptives

	
	
	
	
	
	
	
	
	
	

	 
	Satisfaction
	Consider to quit
	Apply for NH
	Apply for any industries

	N
	
	0
	
	10
	
	10
	
	10
	

	 
	
	1
	
	12
	
	12
	
	12
	

	Missing
	
	0
	
	0
	
	0
	
	0
	

	 
	
	1
	
	0
	
	0
	
	0
	

	Mean
	
	0
	
	0.500
	
	0.200
	
	0.100
	

	 
	
	1
	
	0.333
	
	0.0833
	
	0.0833
	

	Median
	
	0
	
	0.500
	
	0.00
	
	0.00
	

	 
	
	1
	
	0.00
	
	0.00
	
	0.00
	

	Standard deviation
	
	0
	
	0.527
	
	0.422
	
	0.316
	

	 
	
	1
	
	0.492
	
	0.289
	
	0.289
	

	Minimum
	
	0
	
	0
	
	0
	
	0
	

	 
	
	1
	
	0
	
	0
	
	0
	

	Maximum
	
	0
	
	1
	
	1
	
	1
	

	 
	
	1
	
	1
	
	1
	
	1
	

	


 Table 3 Mean of job satisfaction and tendency to quit
From table 4, the percentage of the hygiene factors towards the more and less satisfaction are almost similar, however, we should address that the factors of salary pay, job security and relationship with others are the area which should be attended.
Descriptives
	Descriptives

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	 
	Satisfaction
	R_Supervisor
	Roster
	Pay
	Security
	Relationship

	N
	
	0
	
	10
	
	10
	
	10
	
	10
	
	10
	

	 
	
	1
	
	12
	
	12
	
	12
	
	12
	
	12
	

	Missing
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	

	 
	
	1
	
	0
	
	0
	
	0
	
	0
	
	0
	

	Mean
	
	0
	
	4.00
	
	4.00
	
	3.90
	
	3.40
	
	3.30
	

	 
	
	1
	
	4.25
	
	4.42
	
	2.83
	
	3.83
	
	3.58
	

	Median
	
	0
	
	4.50
	
	4.00
	
	4.00
	
	3.50
	
	3.00
	

	 
	
	1
	
	5.00
	
	5.00
	
	3.00
	
	4.00
	
	4.00
	

	Standard deviation
	
	0
	
	1.33
	
	0.816
	
	1.29
	
	1.07
	
	0.823
	

	 
	
	1
	
	1.22
	
	0.793
	
	1.34
	
	1.19
	
	1.08
	

	Minimum
	
	0
	
	1
	
	3
	
	1
	
	1
	
	2
	

	 
	
	1
	
	1
	
	3
	
	1
	
	1
	
	1
	

	Maximum
	
	0
	
	5
	
	5
	
	5
	
	5
	
	5
	

	 
	
	1
	
	5
	
	5
	
	5
	
	5
	
	5
	

	


 Table 4 Mean of satisfaction and Hygiene factors
From table 5, staff who are not allowed to be participated in the decision-making process seemed to have less satisfaction of their job.
Descriptives
	Descriptives

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	 
	Satisfaction
	Future
	Recognition
	Participation
	Integration of Knowledge & Practice
	Responsibility

	N
	
	0
	
	10
	
	10
	
	10
	
	10
	
	10
	

	 
	
	1
	
	12
	
	12
	
	12
	
	12
	
	12
	

	Missing
	
	0
	
	0
	
	0
	
	0
	
	0
	
	0
	

	 
	
	1
	
	0
	
	0
	
	0
	
	0
	
	0
	

	Mean
	
	0
	
	3.50
	
	3.70
	
	2.40
	
	3.50
	
	4.40
	

	 
	
	1
	
	4.08
	
	4.08
	
	3.58
	
	4.33
	
	4.00
	

	Median
	
	0
	
	4.00
	
	4.00
	
	3.00
	
	3.50
	
	4.50
	

	 
	
	1
	
	5.00
	
	4.00
	
	4.00
	
	4.00
	
	4.00
	

	Standard deviation
	
	0
	
	1.43
	
	1.16
	
	1.07
	
	0.850
	
	0.699
	

	 
	
	1
	
	1.38
	
	0.669
	
	1.08
	
	0.492
	
	0.603
	

	Minimum
	
	0
	
	1
	
	1
	
	1
	
	2
	
	3
	

	 
	
	1
	
	1
	
	3
	
	1
	
	4
	
	3
	

	Maximum
	
	0
	
	5
	
	5
	
	4
	
	5
	
	5
	

	 
	
	1
	
	5
	
	5
	
	5
	
	5
	
	5
	

	


 Table 5 Mean of satisfaction and Motivators

Table 6 shows the independent samples T-test of job satisfaction and tendency to leave. That p value of those consider to quit is 0.453, those who is applying for nursing homes job which is 0.451, and those who apply for any kinds of job are 0.899.
	Independent Samples T-Test

	
	
	
	
	
	
	
	
	
	

	 
	 
	Statistic
	df
	p

	Consider to quit
	
	Student's t
	
	0.766
	
	20.0
	
	0.453
	

	Apply for NH
	
	Student's t
	
	0.768
	
	20.0
	
	0.451
	

	Apply for any industries
	
	Student's t
	
	0.129
	
	20.0
	
	0.899
	

	


 Table 6 Independent Samples T-test of Satisfaction and tendency to leave
Table 7 is the Linear Regression of consider to quit and the Hygiene factors. The p value of relationship with supervisor is 0.579, satisfaction of roster is 0.189, satisfaction of pay scale is 0.878, job security is 0.198, and staff relationship is 0.544.
Linear Regression
	Model Fit Measures

	
	
	
	
	
	

	Model
	R
	R²

	1
	
	0.712
	
	0.508
	

	


 
	Model Coefficients - Consider to quit

	
	
	
	
	
	
	
	
	
	

	Predictor
	Estimate
	SE
	t
	p

	Intercept
	
	1.9987
	
	0.4994
	
	4.002
	
	0.001
	

	R_Supervisor
	
	0.1103
	
	0.1947
	
	0.566
	
	0.579
	

	Roster
	
	-0.1856
	
	0.1354
	
	-1.371
	
	0.189
	

	Pay
	
	0.0105
	
	0.0678
	
	0.155
	
	0.878
	

	Security
	
	-0.2784
	
	0.2074
	
	-1.342
	
	0.198
	

	Relationship
	
	-0.0822
	
	0.1325
	
	-0.620
	
	0.544
	

	


 Table 7 Linear regression of consider to quit and Hygiene factors
Table 8 is the Linear Regression of Consider to quit and the Motivators. That the p value of satisfaction on career future is 0.245, job recognition is 0.148, allowed to be participate in decision making is 0.095, integration of knowledge and practice is 0.148, and responsibility to provide quality care is 0.026.
Linear Regression
	Model Fit Measures

	
	
	
	
	
	

	Model
	R
	R²

	1
	
	0.743
	
	0.552
	

	


 
	Model Coefficients - Consider to quit

	
	
	
	
	
	
	
	
	
	

	Predictor
	Estimate
	SE
	t
	p

	Intercept
	
	2.584
	
	0.8877
	
	2.91
	
	0.010
	

	Future
	
	-0.105
	
	0.0873
	
	-1.21
	
	0.245
	

	Recognition
	
	-0.166
	
	0.1094
	
	-1.52
	
	0.148
	

	Participation
	
	-0.180
	
	0.1012
	
	-1.77
	
	0.095
	

	Integration of Knowledge & Practice
	
	0.214
	
	0.1410
	
	1.52
	
	0.148
	

	Responsibility
	
	-0.340
	
	0.1388
	
	-2.45
	
	0.026
	

	


 Table 8 The Linear Regression of Consider to quit and the Motivators
Table 9 is the Reliability Analysis of Hygiene factors, that the Cronbach's α is 0.777,
Reliability Analysis
	Scale Reliability Statistics

	
	
	
	

	 
	Cronbach's α

	scale
	
	0.777
	

	


 Table 9 Reliability Analysis of Hygiene factors

Table 10 is the Reliability Analysis of Motivators. That the Cronbach's α is 0.478.
Reliability Analysis
	Scale Reliability Statistics

	
	
	
	

	 
	Cronbach's α

	scale
	
	0.478
	

	Note. item 'Responsibility' correlates negatively with the total scale and probably should be reversed

	


 Table 10 Reliability Analysis of Motivators

[bookmark: _Hlk90933377]Table 11 is the Confirmatory Factor Analysis of both Hygiene factors and Motivators. That the P value of relationship with supervisors, security, staff relationship, satisfaction f career future and participation into the decision making are <0.01.
	Factor Loadings

	
	
	
	
	
	
	
	
	
	
	
	

	Factor
	Indicator
	Estimate
	SE
	Z
	p

	Hygiene
	
	R_Supervisor
	
	1.1797
	
	0.191
	
	6.163
	
	< .001
	

	 
	
	Roster
	
	0.4283
	
	0.161
	
	2.665
	
	0.008
	

	 
	
	Pay
	
	0.2567
	
	0.295
	
	0.869
	
	0.385
	

	 
	
	Security
	
	1.0332
	
	0.180
	
	5.748
	
	< .001
	

	 
	
	Relationship
	
	0.6958
	
	0.174
	
	3.996
	
	< .001
	

	Motivator
	
	Future
	
	1.1500
	
	0.263
	
	4.381
	
	< .001
	

	 
	
	Recognition
	
	0.2400
	
	0.203
	
	1.184
	
	0.236
	

	 
	
	Participation
	
	0.8264
	
	0.230
	
	3.589
	
	< .001
	

	 
	
	Integration of Knowledge & Practice
	
	-0.0540
	
	0.191
	
	-0.282
	
	0.778
	

	 
	
	Responsibility
	
	-0.1514
	
	0.149
	
	-1.014
	
	0.310
	

	


 Model Fit
	Test for Exact Fit

	
	
	
	
	
	

	χ²
	df
	p

	77.4
	
	34
	
	< .001
	

	

	 Fit Measures

	
	RMSEA 90% CI

	CFI
	TLI
	RMSEA
	Lower
	Upper

	0.672
	
	0.565
	
	0.241
	
	0.170
	
	0.312
	

	


 Table 11 Confirmatory Factor Analysis of both Hygiene factors and Motivators
Discussion
The research is a mall scale one and involve only 22 samples who came from four mega aged homes which accommodated for 200 elderlies per each. All these Homes are established more than twenty years and are government subvented.
Surprisingly all the samples are female which reflected actually the industry are difficult to attracted the male workers, thus, the oriental custom is used to belief that the caring job should be responsible by female.
The government subvented Homes were established in 1980’s in accordance to the welfare policy and prediction of the aging population of the local Government. During that period, seldom have workers to join as the job nature is disgusting because of the personal care tasks, which involved assist bathing, assist toileting or even escorting those who are dying and go the hospital. Supposing that the very old Homes should have good quality because of accumulation of experience, however, the case in Hone Kong is quite unfortunate that the good management could not be extended because of the high turnover rate of the management staff as well as the front-line care staff.
The industry has enjoyed comparatively stable in manpower before 1997, as a lot of new immigrants migrated to Hong Kong, and they are forced to join the nursing home industry or otherwise, they would continuous unemployed because of their education standard. However, from the questionnaire, we can also find no respondent lives in Hong Kong less tan seven years. It seemed to tell us that nursing homes have no privileges to recruit lower class people and we need to compete with the sectors of restaurant, security or even hospital for suitable workers.
According to the questionnaires, we can find the workers are not intended to leave, with no significant different between those who have worked for many or few years. 
With reference to Chou 2012, Resident centre job satisfaction was developed which the staff members were asked if their work incentives are in line with the belief in caring for the elders.
Research of Chou 2012 reflected that other than the Motivator and Hygiene factors, Resident-centred job satisfaction should be a very important element in enhancing the staff stability and their loyalty. 
From the survey we found less workers who want to leave, actually, and they more or less committed into the satisfaction of caring for the elderly.
Besides, certainly the salary and participation into the decision making within the Home are also critical issue about the study of the causes of the turnover.
Implications of study
The study results are expected to promote discussions within the service sectors, to stress on their quality management towards the front-line care workers, not only continuously review their terms and benefits, but also concern with their personal growth and working relationship. 
The study also revealed that both motivators and hygiene factors are important for the frontline care assistants. Managers and agency have no excuse to continuous evaluate the fringe benefit can satisfy the needs of the workers as the society is keeping rapidly change in the living level and economics. The workers definitely faced the press of the shortage of income and it should be hard to bear the survival of families.
Only if the agency offered a comparative salary this allowance, the staff will be more stable with a high sense of belonging to the agency as well as the industry.
Furthermore, the agency should establish various level of community means for the management and the workers to shared their ideas of operation and also the experience. Sense of participation is surely arousing the workers to “own” the operation and problem of the daily routine. This sense of participation will further strengthen the positive experience of the workers and help them to have remarkable personal growth.
Continuous learning is also another incentives for the workers, especially y=to enhance their confidence in dealing with difficult moment such as the dying process of the residents and to support the frail elderly to come across the painful experience of suffering from disease.
The workers truly understood that the salary of different Homes is almost similar with one another, but if a particular home which g=has more opportunity for personal growth and personal achievement, then it will contribute to the stability of the manpower as well as the quality of care.
Moreover, the research is also likely to foster the attention of the academic institutes and the Government, continuously provide expertise and resources for the advanced training of the social service managers, to strengthen their leadership to be more focused on people development and also promote the quality of management of the whole sector. 

Limitations
The research is a very small scale, but in case the result is valid, the research can be promoted to a large scale of sampling to obtain more valid findings and result.
The researcher is also the managerial staff of the agency, which researcher should declare clearly in the questionnaire that all data collection will have no information of personal identifications, so as to provide adequate confidence to the care assistants to fill up the questionnaires.

Ethical Issues
It is researcher’s ethical responsibilities include the overarching principles of academic integrity and honesty, and respect for other people throughout the research process. 
Therefore, the following ethical considerations will be addressed in the process (Punch 2014):
1. Informed consent is important to the people I wish to study. It is essential to offer the purpose and information of the research to them.
2. Keeping the data collection in confidentiality and anonymity.
3. Beware of not to misuse of the research results.
4. Always be aware of the reciprocity relationship with the participants of the research, not just of Researcher’s interest in all aspects.  
5. Beware of any harm or risk involved.
6. Handle with care about conflicts of interest.
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