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Proposed Research

	1. Project Proposed title:

	An examination of the relationship between job satisfaction and turnover of Nursing Home Care Assistants in Hong Kong.

	2. Background & Context

	2.1 Place the research topic in its historical, cultural and social context.

The sectors of the contemporary healthcare industry are acute medical care, primary health, and long-term care. The relationship between job satisfaction and turnover of healthcare personnel, particularly nurses, physicians, therapists, etc., is a topic of extensive debate in the industry. However, the retention and development of frontline healthcare staff, such as Care Assistants (CA) in nursing homes (NH), is rarely discussed (Awosoga et al., 2023; Booi et al., 2021; Winston, 2020; Hummel, 2017; Schwendimann et al., 2016; Castle et al., 2007; Castle et al., 2006). 

CA provides the majority of direct assistance for the personal care requirements of the elderly due to the nature of their jobs; recruitment and retention are the top priority for the management of NH (Kostiwa et al., 2009; Gaudenz et al., 2019; Li et al., 2021; Hayley et al., 2021). Nonetheless, the position and attrition of CA reflected a paradoxical phenomenon: those who provide routine care and interact with nursing home residents have the least training, authority, job autonomy, and status within the system (Zysberg et al., 2019). These factors contribute to decreased job satisfaction among CAs, which subsequently impacts worker motivation and leads to increasing turnover rates and a decline in the quality of care provided to the elderly. (Castle, 2007; Seavey, 2004; Plaku-Alakbarova, 2018)

2.2 Explain why the research is significant and important.

The research topic is significant globally and locally because the scarcity and turnover of CA in NH have been severe in East and West over the past decade, particularly in the local context (Yau, 2023; HKSAR Government, 2022; Zhang, 2021; Chen, 2017; Hewko, 2015; Castle, 2007). 

In the U.S., the annual turnover rate in the nursing home industry is estimated to be as high as 71% (American Health Care Association, 2003), and the annual rate of departure from direct care work is estimated to be 40% (Smith & Baughn, 2007). 

Hong Kong is also going to be an ageing society. The local government conducted a survey and determined that there were 7,405 personal care workers in government-subsidised nursing homes on January 1, 2021, with a vacancy rate of 17.6% (HKSAR Government, 2022). The survey did not include data from the private NH market so the figure may be even more depressing.

During and after the COVID-19 pandemic, the retention and development problem for the CA grew in importance. Human resources and the quality of care in the nursing home industry will confront a severe problem if no additional research is conducted on the issues. (Blanco-Donoso et al., 2020).

2.3 Place the research in the current academic context

Employees more satisfied with their employment are less likely to miss work or quit (Baker, 2004). Specifically for NH workers, Castle et al. (2007) also found a correlation between job satisfaction and employment withdrawal behaviour. 

The ultimate aim of caring for older people in NH is to promote person-centred and quality care (Baker, 2007; Rahman & Schnelle, 2008), which is much more an intangible mission than those businesses just making a profit. However, such service seems to come at the cost of physical/psychological burnout of the workers or repeated frustration of serving as they assume their job is to care for the dying persons (Decker et al., 2009). 

Indeed, it is difficult for the staff members to gain job satisfaction or even self-actualization, the highest hierarchy of needs of Maslow, in the working process (Ihensekien & Joel, 2023). Coincidently, Herzberg (1959) contended his Two-Factor Theory, which reinforces the belief and provides a road map to achieve job satisfaction. In sum, Motivators (Intrinsic) like achievement, recognition, 
responsibility, advancement, work itself, and growth can enhance staff satisfaction, and the Hygiene Factors (Extrinsic) like working conditions, salary, status, security, and interpersonal relations would irritate the workers' dissatisfaction (Osemeke 2017) . 

In order to situate the research within the contemporary academic context, the research framework will reference Herzberg’s (1959) Two-Factor Theory and endeavour to address the implications of intrinsic and extrinsic factors of worker motivation. Further, it is hoped that by proving the value of the Two-Factor Theory, which has been contended for more than 60 years in contemporary people management, the research is also intended to explore the Theory’s strengths and limitations in applying to the human services industry as well as the cultural implications. 

Given the above, my research question is: To what extent does NH CA job satisfaction affect CA turnover?
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	3. Aims and Objectives 

	3.1 [bookmark: _Hlk143494600]What does this research want to achieve?

It is anticipated that the findings of this study will promote dialogue within the service sectors, emphasize the importance of quality management for frontline care workers, prompt a continuous review of their terms and benefits, and focus on their personal development and working relationships. 

As stated, in NH, CA is the plurality of care workers, but their motivational, personal and professional development needs have received less attention. Even with a labour deficit in the local industry, the sector's resolution only addressed the hygiene factor or the enhancement of fringe benefits. Due to the substantial reliance on government subsidies, competition for these benefits will be extremely limited. Another resolution advocated by the government is encouraging imported employees from mainland China, which is also criticized for being incapable of maintaining or even enhancing the quality of elder care.

3.2 Research aim and objectives

The aim of the proposed research:

To examine the relationship between job satisfaction and turnover of Care Assistants in the Nursing Homes of Hong Kong

Research objectives:

a. To identify the drivers for CA job satisfaction in Hong Kong Nursing Homes.
b. To examine if job satisfaction is the principal cause of CA turnover.
c. To evaluate the impact of the application of intrinsic and extrinsic motivators on job satisfaction of CA of the local NH.
d. To inspire the local institutions and Government to have further study and continuously explore an effective people management model in the NH industry.
e. To contrast the strengths and weakness of the “Two-factor Theory” in people management between East and West. 



















	4. Proposed plan of work, including timetable

	Planned Development 
(e.g. submission of form, completion of chapter, submission of thesis)
Target Date
Submission of PG1
9/2023
Submission of PG3
11/2023
Submission of Introduction and Literature Review
2/2024
Submission of Methodology
6/2024
Submission of Analysis and Discussion
10/2024
Submission of Conclusion and Abstract
12/2024


































	5. Proposed plan of work

	5.1 Research approach

Mixed method

Mixed methods research refers to a research approach that encompasses gathering and examination of both quantitative and qualitative data within a single study to address research inquiries. The respective strengths of each technique have the potential to mutually enhance one another (Byrne & Humble, 2007). This data can be acquired simultaneously or sequentially and is subsequently integrated at one or more points during the research process (Teddlie & Tashakkori, 2003).

The researcher will use a Mixed Method - Sequential Exploratory Design to conduct the research. That is firstly conducting qualitative data collection and analysis, then builds to quantitative data collection and analysis, and at last to interpret the data. (https://catalyst.harvard.edu/community-engagement/mmr/)
 
5.2 Research process

Qualitative research

Firstly, the research will be run using a qualitative research method, which intends to collect the views from the CA on the research topic through face-to-face and in-depth interviews. The target of the interviewees will be 10 to 20 persons. 

An interview guide will back up the interviews, and the researcher will take a reflective journal for data analysis. Interviewees will be encouraged to express their views to help the researcher consolidate the quantitative research variables in the 2nd stage.

The qualitative data collected through interviews will be analyzed using content analysis. It is an observational research method used to evaluate the symbolic content of all forms of recorded communication (Kolbe & Burnett, 1991). To conduct a content analysis on a text, the text will be classified into categories and then analyzed using conceptual or relational analysis (Sekaran & Bougie, 2013). Conceptual analysis establishes the existence and frequency of concepts in a text, while relational analysis examines the relationships between concepts. 

Quantitative research

The investigation will also be conducted using a quantitative approach. The researcher will send questionnaires to the CA operating in NH for various government-subsidised and private organizations. The target quantity of samples is 200, and the expected response rate is 80%. The inclusion criteria are CA employed in Hong Kong's subvented or private nursing facilities. In contrast, those CA who are foreign employees employed in nursing homes are excluded.

Variables

Independent Variables include:
a. Motivator implies intrinsic variables, such as user-focus job satisfaction, helping and working with users, sense of accomplishment, recognition and appreciation from users, affection between respondents and users, users being the only reason to work here, and 
b. Hygiene Factor implies extrinsic variables, such as satisfaction with supervisors, pleasure with co-workers, satisfaction with one's chances for advancement, happiness with work schedule, satisfaction with work demands, organization justice in pay, organization justice in workload, cross-organization comparison, the job allows full use of knowledge and skills, perceived employment opportunity.

Dependent (outcome) Variables include:
Dependent variables include turnover intention, which reflects a progression of stages, from thinking about quitting one's job, proceeding to actively looking for a job and applying. 

Mediator Variable will be the job satisfaction of the workers.

Control Variables include age, gender, educational attainment, marital status, pay and benefits, and scale of nursing homes.
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        (Schematic diagram of the model to show the relationship among variables)


Questionnaire

Based on the distribution of question numbers in accordance to different variables, they are Motivator (15), Hygiene Factor (10), Job satisfaction (4), and Turnover rate (3), the total number of questions will be 32. The questionnaire will be designed as a 5-point Likert-type scale (1 = very dissatisfied to 5 = very satisfied). 

Analysis of the questionnaire data

Descriptive statistics and multivariate analysis will be used to summarise the respondents' common characteristics. Devulapalli et al. (2002) define multivariate analysis as the statistical study of data where multiple measurements are performed on each experimental unit and where the relationships between multivariate measures and their structure are significant. T-tests will be used for tests of difference for independent or dependent samples, whereas Linear regression will be used to predict an outcome based on one or more variables (Collis & Hussey, 2014). Results dimensions will be themed on the sample characteristics and the effect of resident-centred job satisfaction on turnover intent.
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