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Project Report
Title 
To investigate how work-life balance perceived by generation Z doctors affect their job satisfaction in health organization in Hong Kong: A quantitative study.

Introduction
The increase in Hong Kong's elderly population is causing an increase in healthcare challenges, particularly in the management of chronic illnesses, such as diabetes, hypertension, and hyperlipidaemia. The treatment cost related to these disease would dramatically increase. The treatment is now based on public sectors and some of them is treated in private sectors. That means Government health expenditure related to aging population will be very high in coming 20 years. 

The incidence of these disease is closed related to the lifestyle in Hong Kong. Fast pacing, lack of exercise, poor sleep, long working hours, all would lead to disturbance of homeostatic environment in the body and hence the development of metabolic illness. All of these diseases can be prevented by implementing a healthy lifestyle, including healthy diet, managing psychological stress, regular exercise, weight control and quitting bad habit such as smoking and drinking.

To address these issues, the Hong Kong government has implemented primary care blueprint in 2022, in which the strategies shift from treatment to prevention side. The best sectors to implement these strategies, according to the blueprint, is community-based primary care (Health Bureau HKSAR, 2023). Family physician working in private sectors in community already has very good relationships with their patients. They have developed trust and it is the best position to give health advise to their patient and monitor their health behaviors and parameters.

It has been demonstrated that developing primary care in the community is a cost-saving and effective approach among healthcare systems worldwide (Lee et al., 2007). This is a strategy that the Hong Kong government intends to adopt. However, the current system heavily relies on the public sector, which poses challenges in meeting the increasing demand. To address this issue, expanding primary care services in the private sector and involving private healthcare providers is necessary. The Department of Health's report highlights a notable shortage of doctors in Hong Kong, particularly in the private sector (Department of Health HKSAR, 2022). Among the 15,546 doctors in the region, the majority are employed by the hospital authority. However, only around 4,000 doctors are actively practicing in the private sector, and out of this group, approximately 2,000 doctors primarily focus on community primary care.

In order to make a success of primary care blueprint for the Hong Kong Government, it is essential to address this manpower shortage and ensure long-term stability. Doctors in Hong Kong come from various generations, including baby boomers, Generation X, millennials, and Generation Z. Each generation has its own unique characteristics and has been influenced by distinct experiences (Sakdiyakorn et al., 2021). Baby boomers have witnessed substantial progress in society and technology, whereas Generation X came of age during a time of significant social and economic changes. Millennials have been exposed to occurrences such as the Hong Kong Protest and are known for their wide range of perspectives and political beliefs. Generation Z, defined as those born from 1997 to 2010 (Dimock, 2019), even exhibits even greater diversity and has its own set of unique experiences. Currently, the healthcare workforce is primarily comprised of Generation X and millennials, and recruitment and retention policies have been tailored to accommodate their specific requirements. The rise of Generation Z introduces a generation with unique traits and values, which may render current strategies insufficient. This poses challenges in attracting and retaining the new generation, resulting in an unstable workforce that can impact the success of primary care initiatives.
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The stability of doctors plays ultra-significant importance on the patient care. The implications of doctor stability extend to various aspects, including doctor-patient relationships, patient compliance to treatment and management outcomes. Communication would be enhanced and better care would be fostered, resulting in improved treatment adherence and overall well-being. Moreover, the financial sustainability of private medical organizations would be secured, enabling them to deliver high-standard medical care, reallocate clinical resources, and keep talented healthcare professionals. Many conditions such as chronic disease could be better managed if primary care workforce is stable. These diseases can be early intervened resulting in improved health outcomes. Therefore, securing manpower number and their stability is extremely important in the improving primary care quality in Hong Kong.

Obviously, there is a shortage of manpower in the private market in Hong Kong. Although there are 500 new medical graduates entering the workforce every year, most of them opt to join the Hospital Authority for specialist training. Few of them would like to enter the private market to provide primary care to the community. They are characterized as self-assured individuals with a deep sense of self-awareness and comprehension. (Iorgulescu, 2016). They possess a strong sense of self-assurance and determination, demonstrated by their proactive approach to acquiring and applying knowledge (Cseh-Papp, 2017) and would like to do something meaningful. That may be the reason the majority of graduates would prefer to continue their specialty training. However, the training for specialties in Hong Kong is tough, which is contradicted by features commonly shown in Generation Z, who prefer the lifestyle of work-life balance. The specialist training in Hong Kong take place in hospital and the trainee should have their on-job training and requires long working hours including frequent on-call night duties. There is average 5-6 on call night duties every month which seriously interfere their normal life. Studies showed that Generation Z desire flexible working hours, time off for personal interests, and remote work options. Numerous studies have also indicated that Generation Z highly values a healthy work-life balance and desires the flexibility to determine their own working hours. (Arar & Öneren, 2018; Bohdziewicz, 2016; Deloitte, 2019; Fodor & Jaeckel, 2018; Hampton & Welsh, 2019; Puiu, 2017). Research has demonstrated that maintaining a healthy work-life balance among employees is linked to enhanced job performance, job satisfaction, organizational commitment, career advancement, and overall achievement. (Allen et al., 2000; Anaton, 2013; Carlson et al., 2006; De Simone et al., 2014; Ernst Kossek & Ozeki, 1998; Fisher et al., 2009; Whiston & Cinamon, 2015).

Ensuring work-life balance is essential for promoting employee well-being and job satisfaction. (Jayasingam et al., 2023). It has been found to significantly impact job satisfaction across different generations, highlighting its relevance in the healthcare sector (Kaliannan et al., 2016; Verary, Suwarsi, & Mulyaningsih, 2022). 

While numerous studies have examined the distinct attributes of Generation Z such as technological proficiency, adaptability, a desire for work-life balance, individualism, inclusivity, an entrepreneurial spirit, pragmatism, and resilience, there is a significant research gap concerning the specific context of Generation Z doctors. Limited research exists in Hong Kong that investigate the effect of work-life balance on Generation Z doctors, which shows increasing importance. Conducting quantitative research to examine the correlation between job satisfaction, work-life balance, and the willingness of healthcare professionals to remain in their organizations can modify their strategies for recruitment and retention in Hong Kong's private healthcare organization.

Literature Review
Generation Z characteristics
Although Generation Z is becoming increasingly important as the future workforce, there has been minimal focus on comprehending their unique characteristics, motivations, and obstacles in the medical profession. Insufficient research hinders our understanding of the specific requirements and preferences of Generation Z doctors. 

Significant contributions to our understanding of Generation Z and their distinctive attributes have been made by several researchers. Neil Howe and William Strauss have played a pivotal role in advancing generation theory and the concept of generation cycles. (Howe & Strauss, 2007). 

Growing up in an era where technology is seamlessly integrated into their lives, Generation Z is often characterized as tech-savvy digital natives. (Prensky, 2001) They are a diverse and technologically sophisticated generation. They have a direct and individualistic communication style and consider social networking as an integral part of their lives (Singh & Dangmei, 2016). The impact of technology and social media on the mental health and well-being of young individuals has been extensively examined by researcher Jean Twenge, who has delved into generational disparities. (Twenge, 2010). The research conducted by Danah Boyd has provided valuable insights into how technology, social media, and online communication affect the identity formation, relationships, and privacy of young individuals. (Boyd & Marwick, 2014). However, Generation Z is too dependent on technology and can display impatience (Singh & Dangmei, 2016). 

Insights into the distinctive worldview of Generation Z have been uncovered by Corey Seemiller and Meghan Grace, who have extensively explored their values, beliefs, and behaviors. (Seemiller & Grace, 2017). With an inclusive mindset, they actively embraces diversity and fosters a culture of inclusivity. (Twenge et al., 2015).

Generation Z holds a practical approach to life, placing value on pragmatism. (McNeil, 2010). While Generation Z is known for their collaborative and team-oriented approach, they also display individualistic tendencies. They often rely on their own skills and prefer working alone to achieve comprehensive professional objectives. (Silinevica & Meirule, 2019; Vițelar, 2019). Generation Z may struggle as team members, particularly when the team is ineffective (Arar & Öneren, 2018). However, they are intrinsically motivated when their contributions and ideas are recognized by their team and supervisor (Fodor et al., 2017; Hampton & Welsh, 2019; Silinevica & Meirule, 2019). Generation Z is motivated by their achievements, self-realization, and the alignment of personal and organizational values (Silinevica & Meirule, 2019) 

Generation Z demonstrates an entrepreneurial outlook and shows adaptability and resilience. This generation is characterized by their entrepreneurial spirit, trustworthiness, tolerance, and a lesser focus on monetary rewards compared to Generation Y. They exhibit a realistic approach to work expectations and maintain an optimistic outlook for the future. (Singh & Dangmei, 2016)

Prioritizing meaningful work and adopting a lifelong learning mindset, Generation Z also places great importance on achieving work-life balance in their lives.

However, there is limited research on Generation Z doctors. The working environment is diverse and complex that significantly impacts the live of doctors (Hafferty & Light, 1995). Their personal lives and posing challenges to work-life balance, the medical profession's irregular and long duties, including on-call duties, weekends, and holidays, can result in reduced job satisfaction, fatigue, and eventually burnout. Moreover, doctors in this high-stress environment are frequently exposed to intense situations.(Baer et al., 2017; Dyrbye et al., 2010; Shanafelt et al., 2009). A recent study (Narcisse E & Guha K, 2023) suggested that Generation Z medical doctors exhibit some common characteristics. Work-life balance was prioritized. They usually seek working conditions that allow them to maintain a balance between their professional and personal lives. They value a multifaceted lifestyle and desire greater flexibility in their schedules. Flexible working environment is, therefore, valued that accommodates their changing needs. Like other Generation Z, the doctors emphasize the digital tools to integrate into their workflow, enhancing effectiveness, their work performance and overall efficiency.

Work-life Balance
Work-life balance encompasses achieving a harmonious equilibrium between the time and energy invested in professional obligations and personal endeavors, encompassing family and leisure activities. There is no single definition (Sojka, 2020). It is not a trade-off, but rather a holistic approach to living a fulfilling life. It involves managing work demands while also nurturing personal well-being and relationships. This balance is crucial for mitigating stress, preventing burnout, and enhancing overall satisfaction in both professional and personal domains. The concept of work-life balance can be viewed differently. Some define it as allocating equal time and importance to personal and professional activities, while others emphasize the significance of effectively managing both aspects of life without sacrificing one for the other. (Kaliannan et al., 2016; Verary, Suwarsi, Hendrati, et al., 2022)

While there is no common consensus on what work-life balance stands for, it usually refers to family obligations, but it is essential to consider other non-work domains as well, such as health, leisure, friendships, and romantic relationships (Sojka, 2020) A research study focusing on non-work domains of life found that workers prioritize health and family as the most important domains (Gragnano et al., 2020). 

Job Satisfaction
Research consistently supports the link between job satisfaction and work-life balance. Numerous studies have established a positive correlation between a higher degree of work-life balance and increased job satisfaction. An example of this can be seen in a study that focused on employees in small and medium-sized enterprises (SMEs), which found that work-life balance positively influenced both job satisfaction and job performance (Whiston & Cinamon, 2015). When managers actively support and facilitate employees in meeting their family responsibilities, there is a tendency for employees to express greater satisfaction with their remote work arrangements (García-Salirrosas et al., 2023). Another research highlights that doctors, who often work long hours to save lives, find it challenging to maintain a balance between work and personal responsibilities. Achieving work-life integration is a challenge for most doctors, primarily due to their demanding work commitments and the necessity of managing expectations. Better work-life balance and employee engagement can also be impeded by various factors, such as organizational culture, leadership, family dynamics, and individual circumstances.(Kaliannan et al., 2016)

Stability of employee
Generation Z employees are more likely to be attracted to and remain with organizations that prioritize work-life balance (Fodor & Jaeckel, 2018). Generation Z individuals also prioritize personal fulfillment and value stability, which includes benefits such as health insurance, paid family leave, retirement plans, job security, a sense of safety in the workplace, and competitive salaries (Bohdziewicz, 2016; Cseh-Papp, 2017; Fodor & Jaeckel, 2018; Hampton & Welsh, 2019; Puiu, 2017). Although salary remains an important consideration, it is not the only determining factor for Generation Z when it comes to achieving career stability. Their self-assured attitude, belief in their own value, and clear career expectations empower them to negotiate for competitive salaries that align with their desired outcomes (Bohdziewicz, 2016; Cseh-Papp, 2017; Fodor & Jaeckel, 2018; Hampton & Welsh, 2019; Puiu, 2017). Contrary to the perception that they frequently change jobs, the research suggests that they would prefer long-term employment with one employer if the work is attractive (Dolot, 2018)

Theory
Spillover theory, role theory, and conservation of resources theory provide insights into how work-life balance influences an individual's willingness to stay with the same company.

Spillover theory refers to the transfer of experiences, emotions, or resources between different domains, such as work and family, or between individuals and organizations. It can have both positive and negative effects. Positive spillover refers to situations where experiences in one domain positively impact well-being in another, while negative spillover occurs when experiences in one domain have a detrimental effect on another. Studies indicate that work flexibility can result in positive spillover, allowing individuals to integrate and overlap their family and work duties effectively. This integration facilitates the attainment of a work-family balance. (Hill et al., 2003). In psychological research, the Spillover-Crossover model is employed to investigate how the work domain influences the home domain and the transmission of work-related emotions from employees to others at home. This model categorizes the transfer of well-being into spillover and crossover mechanisms. (Rodríguez-Muñoz et al., 2014).

Role theory, a concept in sociology and social psychology, views everyday activities as the enactment of socially defined categories. Each role entails a set of norms, expectations, rights, duties, and behaviors that individuals are expected to fulfill. This theory is based on the notion that people exhibit predictable behaviors, and an individual's behavior is context-specific, influenced by their social position and other relevant factors. (Barnett, 2014). Within this theoretical framework, a role is characterized as a collection of behaviors that serve a socially agreed-upon function and adhere to an accepted set of norms (Anglin et al., 2022). 

Developed by Dr. Stevan E. Hobfoll, the Conservation of Resources (COR) Theory (Hobfoll, 1989) elucidates how individuals endeavor to safeguard and enhance resources as a means of coping with stress and fostering well-being. It is posited that personal, social, and structural resources are sought to be conserved, protected, and built by individuals. The instrumental and intrinsic value of resources serves as a motivation for individuals to preserve and enhance them. Insufficient resources can cause stress, disease and burnout. The theory has been applied in various domains, including occupational stress, burnout, and health, and offers practical implications for interventions and prevention programs. While COR Theory provides a comprehensive framework for understanding stress and coping, cultural and individual differences in resource management may not be fully accounted for by the theory, and it does not address the adverse effect resulting from accumulation of resource. (Egozi Farkash et al., 2022)

Research gap
Existing evidence supports the notion that work-life balance is associated with increased job satisfaction, yet it often fails to specify which specific domain within work-life balance significantly impacts satisfaction. Moreover, research exploring the relationship between work-family balance and job satisfaction has mostly focused on Generation Z individuals in general, without specifically examining doctors. Consequently, there is currently a dearth of research investigating the perception of work-life balance among Generation Z doctors.

Objectives 
The primary objective of this study is to enhance the existing knowledge on work-life balance (WLB) by exploring how it relates to job satisfaction among Generation Z doctors in Hong Kong. The study focuses on a specific aspect of WLB, namely the work-health balance and work-family balance and aims to understand its impact on job satisfaction. Additionally, the research investigates the effect of perceptions of work-health balance and work-family balance on job satisfaction and the likelihood of doctors remaining in the same healthcare organization. 

Conceptual Framework
H2
H1
H3
Work-Health Balance
Personal Factors
Age	
Sex 	
Marital Status
Graduation University Graduation Year
Personality	
Working Location
Work-Family Balance
Job Satisfaction
Willingness to stay


Research Questions
1. Does a correlation exist between work-life balance and job satisfaction among Generation Z doctors?
2. What factors contribute to work-life balance, and is there a correlation between these domains and job satisfaction?
3. What personal factors of doctors would affect their perception of work-life balance and job satisfaction?

Hypothesis
1. Work-family balance has a positive impact on job satisfaction among Generation Z doctors. 
2. Work-health balance has a positive effect on job satisfaction for Generation Z doctors 
3. Job satisfaction by Generation Z doctors would lead to their stay in the same health organization.
Materials and Methods
The target population for sampling in this study consists of registered doctors in Hong Kong who hold a valid practicing certificate registered with the Medical Council of Hong Kong. The sample included doctors working in both public hospitals and private medical organizations. The estimated sample size will be around 30 doctors. To ensure the inclusion of Generation Z doctors, the study will focus on individuals born after 1997, as defined by (Dimock, 2019), as the inclusion criteria.

Measurement items were adapted from existing literature for the study and a 5-point Likert scale was utilized for all the measures. The authors designed the questionnaire, drawing mainly from variables that have been identified in previous studies for the validity. (Gragnano et al., 2020; Jayasingam et al., 2023; Sirgy & Lee, 2018; Sojka, 2020; Thomas et al., 2008; Vanderweele, 2017). The questionnaire comprised twenty-three questions on a 5-point Likert scale, focusing on factors associated with the perception of work-family balance, work-health balance, job satisfaction, and the inclination of Generation Z doctors to remain within the same health organization, whether in the public or private sector.

The instrument was set up based on the literature review on work-family balance (Landolfi & Lo Presti, 2022), work-health balance (Gragnano et al., 2017), and job satisfaction (Spector, 1985) to ensure validity. There were 8 questions in each domain of work-life balance, 10 questions in job satisfaction section and 1 question in willing to stay section. The measuring instrument is reviewed by the experts, which include a houseman working in a public hospital, a Generation Z medical doctor working in a private health organization, and a senior doctor working in a private health organization. The questions were reviewed based on relevance, clarity, and comprehensiveness. 
Finally, 6 questions in each domain of work-life balance were adopted. Few of these questions was amended in wording to facilitate better understanding. For the questions in the job satisfaction section, only 5 facets were selected relating to the nature of the medical industry, namely pay, promotion, communication, fringe benefits, supervision, and nature of work. 2 questions from these 5 facets, totally 10 questions were selected and all of them are adopted by the experts. Demographical data such as age, sex, graduation from university, graduation year, working location, marital status, and personality were collected for further analysis.

In this sampling, it is served as a pilot test for the Main Survey, which will be done in the future for the thesis preparation. The sampling method is non-random snowball sampling, in which the questionnaire was made in Google form and distributed to the 10 housemen working in a hospital and 10 registered doctors working in private medical organizations in Hong Kong. All of them should have been born after 1997 which belonged to the group Generation Z. All of them were asked to invite 2-3 doctors with appropriate inclusion criteria until 30 doctors responded to the questionnaires. 

However, in the main survey, the sampling method will be changed to stratified random sampling. All the large health organizations (more than 5 medical centers in their group) in Hong Kong will be selected, and the names of the doctors will be identified on their websites. All the names will be matched with the registered list in the Medical Council of Hong Kong. The registered doctors graduated in 2020 and afterward will be considered generation Z doctors. These names will be entered into the computer and randomly selected to conduct the survey.








Results 
1. Descriptive Statistics
Table 1 Descriptives of the samples (n=30)
	　
	　
	Counts
	　
	% of Total

	Age
	
	
	
	

	24
	
	9
	
	30.0 %

	25
	
	9
	
	30.0 %

	26
	
	12
	
	40.0 %

	Marital Status
	
	
	
	

	Married
	
	6
	
	20.0 %

	Single
	
	24
	
	80.0 %

	Graduate University
	
	
	
	

	Local University (HKU/CUHK)
	
	27
	
	90.0 %

	Oversea University
	
	3
	
	10.0 %

	Graduate Year
	
	
	
	

	2021
	
	12
	
	40.0 %

	2023
	
	9
	
	30.0 %

	2022
	
	9
	
	30.0 %

	Working status
	
	
	
	

	Registered medical practitioner
	
	19
	
	63.3 %

	Houseman
	
	11
	
	36.7 %

	Working Location
	
	
	
	

	Private
	
	16
	
	53.3 %

	Public
	
	14
	
	46.7 %

	Personality
	
	
	
	

	Extravert
	
	11
	
	36.7 %

	Introvert
	　
	19
	　
	63.3 %



Among the surveyed individuals, the majority were in the age range of 24-26, with 30.0% each. As for marital status, 80.0% were single, while 20.0% were married. The majority of the respondents had graduated from a local university (HKU/CUHK), accounting for 90.0% of the total, while 10.0% had graduated from an overseas university. In terms of the year of graduation, 40.0% graduated in 2021, while 30.0% graduated in both 2022 and 2023. Among the surveyed individuals, 63.3% were registered medical practitioners, while 36.7% were housemen. In terms of working location, 53.3% worked in private settings, while 46.7% worked in public settings. Lastly, 36.7% of the respondents identified as extroverts, while 63.3% identified as introverts.

2. Reliability of Construct
Table 2 Questionaries Items
	Construct and Items
	Mean
	SD
	Cronbach α

	Work-Family Balance
	3.26
	0.80
	0.929

	1. I am able to negotiate and accomplish what is expected of me at work and in my family 
	3.37
	0.85
	

	2. I do a good job of meeting the role expectations of critical people in my work and family life
	3.1
	0.96
	

	3. People who are close to me would say that I do a good job of balancing work and family 
	3.2
	0.89
	

	4. I am able to accomplish the expectations that my supervisors and my family have for me
	3.23
	1.04
	

	5. My co-workers and members of my family would say that I am meeting their expectations
	3.23
	0.94
	

	6. It is clear to me, based on feedback from co-workers and family members, that I am accomplishing both my work and family responsibilities
	3.4
	0.93
	

	Work-Health Balance
	3.07
	0.63
	0.811

	7. If you really want to take care of your health, you have to neglect your job
	3.1
	0.84
	

	8. You cannot adequately take care of your health because of the time you have to dedicate to the job
	3.07
	0.87
	

	9. Sometimes you have to miss work activities or you cannot complete all your job tasks due to the time you have to spend for your health
	3.27
	0.87
	

	10. It is quite easy for you to balance work commitments with your health needs
	2.97
	0.96
	

	11. You find it difficult to take care of your health because you are constantly thinking about your work
	2.97
	0.81
	

	12. Your work obligations make it difficult for you to take care of your health problem
	3.03
	0.89
	

	Job Satisfaction
	3.28
	0.81
	0.944

	13. My salary is fair considering the work I do.
	3.27
	1.2
	

	14. I am satisfied with the benefits package offered by my organization.
	3.23
	1.14
	

	15. There are enough opportunities for advancement in my organization.
	3.23
	1.10
	

	16. I believe my organization provides fair opportunities for career growth
	3.5
	0.86
	

	17. Information is effectively shared within my organization
	3.23
	0.94
	

	18. I feel a sense of accomplishment from my work
	3.3
	0.84
	

	19. I am satisfied with the vacation and leave policies in my organization
	3.07
	0.83
	

	20. I find my job interesting and challenging
	3.4
	0.97
	

	21. I am satisfied with the tasks and responsibilities assigned to me
	3.37
	0.93
	

	22. I am satisfied with the healthcare benefits provided by my organization
	3.2
	1.03
	

	Willing to Stay 
	
	
	

	23. I will stay in the same company to work
	3.40
	1.22
	


Items 1–23 were answered using 5-point Likert-type scales, with 1 = strongly disagree and 5 = strongly agree.
Only 1 item in construct “Willing to Stay”, no Cronbach α is available.

The study assessed three constructs related to work-life balance and job satisfaction. The construct of work-family balance had a mean score of 3.26, with a standard deviation of 0.80. The internal consistency of this construct was high, with a Cronbach's alpha coefficient of 0.929. The construct of work-health balance had a slightly lower mean score of 3.07 and a standard deviation of 0.63. The internal consistency for this construct was acceptable, with a Cronbach's alpha coefficient of 0.811. Lastly, job satisfaction had a mean score of 3.28, with a standard deviation of 0.81. The internal consistency for job satisfaction was excellent, with a Cronbach's alpha coefficient of 0.944. The results indicate that the participants generally expressed positive levels of work-life balance, work-health balance, and job satisfaction.



3. Factors affecting Work-family balance
 Table 3 Factors affecting work-family balance
	Predictor
	Estimate
	SE
	t
	p
	Stand. Estimate

	Intercept ᵃ
	4.2254
	0.148
	28.479
	< .001
	

	Sex:
	
	
	
	
	

	F – M
	-0.4769
	0.193
	-2.467
	0.022
	-0.593

	Marital Status:
	
	
	
	
	

	Married – Single
	-0.198
	0.246
	-0.805
	0.429
	-0.246

	Graduate university:
	
	
	
	
	

	Oversea University – Local University (HKU/CUHK)
	0.095
	0.295
	0.321
	0.751
	0.118

	Working status:
	
	
	
	
	

	Houseman – Registered medical practitioner
	0.1603
	0.294
	0.544
	0.591
	0.199

	Personality:
	
	
	
	
	

	Intravert – Extravert
	-0.56
	0.27
	-2.077
	0.049
	-0.696

	Working Location:
	
	
	
	
	

	Public – Private
	-0.8686
	0.334
	-2.603
	0.016
	-1.08



The model coefficients analysis examined the relationship between work-family balance and various factors. The intercept had a significant positive effect on work-family balance, with an estimated coefficient of 4.2254 (p < 0.001). Among the worker characteristics analyzed, sex, personality, and working location showed significant effects on work-family balance. Being female had a negative and significant impact on work-family balance (coefficient = -0.4769, p = 0.022), while being introverted had a negative and significant effect (coefficient = -0.56, p = 0.049). Working in a public sector job also had a negative and significant influence on work-family balance (coefficient = -0.8686, p = 0.016). However, marital status, graduate university, and working status did not exhibit significant effects on work-family balance. 



4. Factors affecting Work-Health balance
Table 4 Association among domain in work-life balance and Job Satisfaction
	Predictor
	Estimate
	SE
	t
	p
	Stand. Estimate

	Intercept ᵃ
	3.782
	0.14
	26.994
	< .001
	

	Sex:
	
	
	
	
	

	M – F
	-0.513
	0.183
	-2.81
	0.01
	-0.817

	Marital Status:
	
	
	
	
	

	Married – Single
	-0.153
	0.232
	-0.658
	0.517
	-0.243

	Graduate from:
	
	
	
	
	

	Oversea University – Local University (HKU/CUHK)
	-0.213
	0.279
	-0.763
	0.453
	-0.339

	Working status:
	
	
	
	
	

	Houseman – Registered medical practitioner
	-0.365
	0.278
	-1.315
	0.202
	-0.582

	Personality:
	
	
	
	
	

	Intravert – Extravert
	-0.279
	0.255
	-1.098
	0.284
	-0.445

	Working Location:
	
	
	
	
	

	Public – Private
	-0.205
	0.315
	-0.651
	0.522
	-0.327



The model coefficients analysis explored the relationship between work-health balance and various factors. The intercept had a significant positive effect on work-health balance, with an estimated coefficient of 3.782 (p < 0.001). Among the doctor characteristics examined, only sex showed a significant effect, with being female having a negative and significant impact on work-health balance (coefficient = -0.513, p = 0.01). However, marital status, graduate from, working status, personality, and working location did not demonstrate significant effects on work-health balance. 






5. Work-life Balance and Job Satisfaction
 Table 5a Association among domain in work-life balance and Job Satisfaction
	　
	　
	Work-Family Balance
	Work-Health Balance
	Job Satisfaction

	Work-Family Balance
	Pearson's r
	—
	
	

	
	p-value
	—
	
	

	Work-Health Balance
	Pearson's r
	0.851
	—
	

	
	p-value
	< .001
	—
	

	Job Satisfaction
	Pearson's r
	0.9
	0.894
	—

	　
	p-value
	< .001
	< .001
	—



The correlation analysis revealed significant positive correlations between work-family balance and work-health balance, with a Pearson's r coefficient of 0.851 and a p-value of less than .001. Similarly, job satisfaction showed significant positive correlations with both work-family balance (Pearson's r = 0.9, p-value < .001) and work-health balance (Pearson's r = 0.894, p-value < .001). These findings indicate that individuals who reported higher levels of work-family balance were also more likely to have higher levels of work-health balance and job satisfaction. Additionally, there was a strong positive correlation between work-health balance and job satisfaction. The findings indicate that attaining a work-family balance and prioritizing one's health in the workplace can positively influence job satisfaction levels.
Table 5b  Relationship for Job Satisfaction and Work-Family Balance /Work-Health Balance 
	　
	　
	　
	Overall Model Test

	Model
	R
	R²
	F
	df1
	df2
	p

	1
	0.933
	0.87
	90.1
	2
	27
	< .001


 Model Coefficients - Job Satisfaction
	Predictor
	Estimate
	SE
	t
	p
	Stand. Estimate

	Intercept
	-0.206
	0.28
	-0.737
	0.468
	

	Work-Family Balance
	0.51
	0.133
	3.828
	< .001
	0.507

	Work-Health Balance
	0.596
	0.171
	3.494
	0.002
	0.463



The results of the overall model test demonstrate that the examined model, which investigates the connection between job satisfaction, work-family balance, and work-health balance, is statistically significant. The model has a strong fit, with an R-squared value of 0.87, suggesting that 87% of the variance in job satisfaction can be explained by the predictors. The F-test yielded a significant result (F = 90.1, p < .001), indicating that the model as a whole is a good fit for the data.

Regarding the model coefficients for job satisfaction, both work-family balance and work-health balance were found as significant predictors. The coefficient for work-family balance was 0.51 (SE = 0.133, t = 3.828, p < .001), indicating a positive relationship with job satisfaction. Similarly, the coefficient for work-health balance was 0.596 (SE = 0.171, t = 3.494, p = 0.002), also indicating a positive relationship with job satisfaction. The standardized estimates suggest that work-family balance has a slightly stronger impact (standardized estimate = 0.507) on job satisfaction compared to work-health balance (standardized estimate = 0.463).

The outcome indicate that both work-family balance and work-health balance are important factors influencing job satisfaction. Improving work-family balance and promoting a healthy work environment can contribute to higher degree of job satisfaction among individuals.

6. Job Satisfaction and willingness to stay
Table 6  Relationship for Job Satisfaction and willingness to stay 
	　
	Overall Model Test

	Model
	R
	R²
	F
	df1
	df2
	p

	1
	0.899
	0.809
	118
	1
	28
	< .001

	　

	Model Coefficients - Stay
	

	Predictor
	Estimate
	SE
	t
	p
	

	Intercept
	-1.05
	0.421
	-2.5
	0.019
	

	Job Satisfaction
	1.36
	0.125
	10.87
	< .001
	


The results of the overall model test reveal significant findings regarding the relationship between job satisfaction and the decision to stay. The model demonstrates a strong fit, as indicated by an R-squared value of 0.809, indicating that approximately 80.9% of the variability in the decision to stay can be explained by job satisfaction. Additionally, the F-test yielded a highly significant result (F = 118, p < .001), confirming that the model is a robust fit for the data.

Examining the coefficients for the decision to stay, we find that the intercept is statistically significant (p = 0.019), suggesting its significance as a predictor of the decision to stay. Furthermore, the coefficient for job satisfaction is 1.36 (SE = 0.125, t = 10.87, p < .001), indicating a positive and significant relationship with the decision to stay. This implies that higher levels of job satisfaction are strongly associated with a greater likelihood of employees remaining with the organization.

These findings underscore the crucial role of job satisfaction in employees' decision-making processes regarding whether to stay with a health organization. When doctor experience higher levels of job satisfaction, they are more inclined to maintain their current positions. This shows the importance of cultivating a positive work environment and fostering job satisfaction to enhance doctor retention and reduce turnover rates. 

Discussion
This results in this study confirmed our initial hypothesis. Work-family balance have a significant positive effect in job satisfaction for Generation Z doctors, Work-Health balance would have a significant positive effect in job satisfaction for Generation Z doctors, and Job satisfaction by generation Z doctors would lead to their stay in the same health organization. Higher levels of work-family balance and work-health balance were associated with increased job satisfaction. These findings emphasize the importance of promoting work-life balance and a healthy work environment to enhance job satisfaction and retention among doctors in healthcare organizations.

The analysis also revealed that sex, personality, and working location have significant effects on work-family balance. 

Evidence indicates that the feminization of the medical profession is a prevalent trend, which has resulted in Generation Z doctors placing greater importance on achieving a balance between their family obligations and clinical work. (Narcisse E & Guha K, 2023). The situation applies in Hong Kong. The Chinese University of Hong Kong and the University of Hong Kong typically select medical students based on high academic performance, and the sex ratio in medical schools tends to be relatively balanced. This may be related to the more mature development of females in this age group, which is reflected in their better performance in the Hong Kong Diploma of Secondary Education examination. The societal expectations placed on women to fulfill roles as mothers, wives, and caregivers, combined with the pursuit of high educational standards and job demands, often create conflicts that result in lower level of work-family balance.

Working in a public sector job were associated with lower levels of work-family balance. Doctors should face the demanding working environment in Hong Kong. Different from other countries, the pace of people in Hong Kong is extremely fast, leading to a large number of patients seen per day by a single doctor, either in the public or private sectors. Patients would seek treatment with fast recovery, and doctors would face tremendous emotional demands arising from interacting with patients in pain and distress. They also need multitasking, prioritization skills, and effective decision-making to manage patient and administrative tasks. There are significant responsibilities and ethical dilemmas in their decision-making. 

However, working in public hospitals poses extra demand for doctors. Although Healthcare professionals usually work in teams for comprehensive care delivery (Fay et al., 2015), the working environment is so demanding that the doctors need to carry out frequent on-call duties, long hours working, and the need for continuous studying to prepare for specialist professional examinations. They are required to learn continuously for professional development and high-quality patient care. These factors can lead to sleep deprivation, resulting in decreased health, mood disturbances, and psychological stress among healthcare professionals. Conversely, working in the private sector as a family physician offers certain advantages, such as regular working hours, more time spent at home, and sufficient sleep. This allows for a better work-life balance, enabling doctors to enjoy a social life and allocate more time for exercise. The healthier lifestyle, combined with the flexibility to choose study time according to personal preferences, contributes to overall well-being and a more positive working experience.

For health organizations, the results highlight the significance of promoting work-family balance and work-health balance to increase doctor retention. Creating a positive work environment that supports doctors in managing their clinical duties and family responsibilities can lead to higher degree of job satisfaction. This can contribute to reduced turnover rates and improved doctors' loyalty and commitment. By prioritizing and investing in programs and policies that support work-life balance and doctor wellness, health organizations can create a more sustainable and productive workforce.

Additionally, the strong positive correlations between work-life balance and job satisfaction suggest that these factors are interconnected and mutually reinforcing. Health organizations can leverage this insight by adopting a holistic approach to doctor’s well-being, considering not only work-life balance but also their physical and mental health aspects. Providing resources and support for them to maintain their overall well-being can have a positive impact on job satisfaction and overall health organizational performance.

Health organizations should also strive for a healthy equilibrium between work and family responsibilities for the doctors and prioritizing their self-care to contribute to higher levels of their job satisfaction. Flexible work arrangements, establishing boundaries between personal life and work, and proactively engaging in activities that promote their physical and mental well-being can be advocated. By taking ownership of their work-life balance and well-being, doctors can enhance their job satisfaction and overall quality of life. It is recommended to support flexibility and create a supportive environment for doctors to achieve work-life balance. Applying work-life balance programs and practicing what they preach can lead to increased engagement, productivity, and motivation among doctors. (Kaliannan et al., 2016)

Some practical measures that promote work-family and work-health balance within a health organization can be implemented to benefit doctors and contribute to their overall well-being and job satisfaction. Firstly, flexible work schedule can be arranged, such as part-time, locum, or relieving positions. As a result, doctors have greater autonomy over their work schedules and can effectively handle their personal obligations. Additionally, the health organization may offer assistance programs that provide counseling services, mental health support, and resources for managing work and personal challenges. Proper workload management is essential in ensuring work-family and work-health balance. Regularly assessing workloads and providing necessary support or resources to doctors can help them maintain a balanced workload and reduce stress levels. It can avoid overburdening doctors with excessive clinical cases. Whenever there are any new programs or new directions decided by the health organization, it is important to have clear communication with doctors before implementation and realistic expectations should be set. Clear expectations regarding work responsibilities and operation flow should be compromised by both parties. Better communication would reduce conflict. Doctors seldom take care their physical and mental well-being. Health organization may implement wellness programs that promote stress management and mindfulness training. Peer and senior support to the doctors may reduce the stress generated from daily clinical duties. 

Health organizations may also set up supportive policies to support work-family and work-health balance, such as parental leave, flexible vacation policies, and caregiver support programs, demonstrate the organization's commitment to doctors' well-being. Lastly, leaders and managers should lead by example. Encouraging senior doctors to model a healthy work-life balance by setting boundaries, taking breaks, and prioritizing their own well-being creates a positive culture within the health organization. When they prioritize work-health and work-family balance, it sets a powerful example for junior doctors to follow.

Conclusion
The research study highlights the significance of work-family balance and work-health balance in relation to job satisfaction and the willingness to stay for Generation Z doctors within a healthcare organization in Hong Kong. This has important implications for organizations, including prioritizing Generation Z doctor’s well-being by creating a nurturing work environment that promotes work-life balance and encourages the maintenance of physical and mental health. Health organizations can enhance doctor’s satisfaction, leading to increased loyalty and reduced turnover. Moreover, a better balance between work and personal life would positively impact their performance, as doctors are more likely to be engaged, focused, and motivated. 

While there is minimal qualitative research focused on this group in other countries, the findings in this study offer insights into the unique aspects of Generation Z medical doctors in Hong Kong. Conducting additional research specifically aimed at Generation Z doctors would shed more light on the factors and correlations pertaining to job satisfaction and turnover rates within the medical profession. Nonetheless, healthcare organizations can still benefit from the data in this research on Generation Z, allowing them to make specific strategies support this generation relating work-life balance, job satisfaction and the turnover rate. It would help to provide better manpower number and the stability in private medical market which is extremely important in the development of primary care in Hong Kong.

There have certain limitations in this research. The small sample size may explain the lack of statistical significance observed in many demographic factors associated with work-family balance and work-health balance. Another limitation is the sampling method. It is a non-probability sampling technique where participants are initially selected based on the recommendations or referrals of existing participants. This approach is used because the population of interest is difficult to reach in short period of time. The results are difficult to be generalized. Additionally, it is important to consider different types of cooperation between doctors and health organizations, such as partnerships, as they may influence perceptions of work-life balance and subsequently impact job satisfaction. Exploring these alternative cooperation styles could provide valuable insights into achieving better work-family balance and work-health balance which warrant further investigation. Furthermore, the type of services offered, including contract medicine, preventive medicine, and government cooperation, can have an effect on job satisfaction. Gaining a better understanding of how these service types influence job satisfaction is crucial for guiding future research in this field.
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