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Abstract 

 In this study, I examine the factors affecting care workers’ decision to remain in their current positions 

in Japanese long-term care facilities. In particular, I analyze the different factors affecting male and 

female workers and the factors affecting long-term employees (three years or more) versus newly hired 

employees (less than three years). I use individual data on Japanese long-term care workers to conduct 

a logit estimation, using workers’ intention to remain in their current role as the dependent variable. 

Independent variables include a job satisfaction component, as indicated by current employees. The 

results show that joyful satisfaction has the largest effect on employee decision-making. However, 

other influential factors differ according to gender and employee tenure. Male care workers tend to 

place higher importance on their wage, and female care workers place higher importance on 

managerial assessment of their skills. Employees with longer tenure tend to place higher importance 

on company location and environment, as well as education and training opportunities, while 

employees with shorter tenure tend to place higher importance on managerial assessment of their skills. 

Therefore, consideration is required to the care of employees based on gender and tenure to prevent 

turnover of employees. 

Keywords: Long-term care service, Employee gender, Employee tenure, Job satisfaction, Turnover 

intention, Japan 



1. Introduction 

 

 Preventing caregiver turnover has recently become an important issue in Japan. Japanese long-term 

care service comprises two sectors, a formal care sector provided by caregivers, and an informal care 

sector provided by the recipients’ family members. Employee turnover in Japanese long-term care 

industries is relatively high. According to the Ministry of Health, Labour, and Welfare, the turnover 

rate in 2018 was 15.5% in the health and social industries. This is higher than the average turnover 

rate in other industries.  

 In this study, I examine the influence of caregiver gender and employee tenure on the intention of 

long-term caregivers in Japan to quit their jobs. Over 70% of employees in the long-term care industry 

are women. Since individuals’ gender influences their decision-making, it is likely that the same is 

true for long-term caregivers. Furthermore, recent studies on Japanese caregivers showed that 

caregiver decision-making differs based on their years of tenure. In fact, most caregiver turnover 

occurs in employees with fewer years of tenure (i.e., one to three years). In the past 20 years, there 

have been many studies on decision-making regarding intention to quit and components of job 

satisfaction among Japanese caregivers. There are many important indicators and factors of caregivers’ 

behavior.  To examine the influence, I analyze decision-making regarding intention to quit compared 

to components of caregivers’ job satisfaction. 

 The remainder of this paper is as follows. Section 2 presents an overview of the related literature in 

this field. Section 3 outlines the data and method used in this research, and Section 4 presents the 

research results. Finally, Section 5 concludes. 

 

2. Literature review 

 

 The issue of turnover in nursing is discussed in many studies. For example, Castle and Engberg 



(2006) studied the relationships between worker characteristics and organization characteristics. 

Coomber and Barriball (2007) conducted a meta-analysis on nurse turnover. However, these studies 

have not mentioned Japanese long-term care employees. However, in the last couple of decades, 

empirical studies have focused on the economics of Japanese care workers. For example, Noguchi and 

Shimizutani (2007) examined the wage differences of Japanese care workers by their organization 

through regression analysis on wages of Japanese long-term caregivers and identified that the wages 

of nonprofit organizations are higher than that of profit companies. Zhou (2009) studied the 

determinants of Japanese care workers’ wages by regression analysis and pointed out that wages are 

influenced by macroeconomic factors such as unemployment rate and the wage level of other 

industries. Takaku (2009) examined whether wage is an incentive for care workers to work midnight 

shifts, and pointed out that wage has an influence on regular employees and workers of mega cities, 

while it does not influence other employees. 

 Other studies have examined whether wage is a determinant of workers’ intention to quit. As 

indicated by Clark and Oswald (1996), employee satisfaction with their wage is relative to the wage 

of their colleagues or friends. Therefore, Hanaoka (2009) examined if and how relative wage affects 

companies’ turnover rates. This researcher pointed out that relative wage affects turnover rates of 

regular employees and turnover rates of companies located in mega cities. Many studies have also 

analyzed workers’ well-being, stress, and mental health. Frey and Stutzer (2002), analyzed happiness 

and satisfaction as useful for not only economics but also other social sciences. In health economics, 

for example, Shields and Ward (2001) studied the turnover of England’s health service workers and 

nurses with a focus on satisfaction. 

In terms of Japanese long-term care workers, many studies have analyzed employee satisfaction or 

mental health. For example, Hotta (2010) analyzed the factors that determine the stress levels of care 

workers; Owa (2010) analyzed the determinants of job satisfaction and intention to quit; Kobiyama 

(2010) analyzed the same theme and also examined the effect of job qualifications of workers. More 

recently, Okubo (2016) examined how care workers’ intrinsic motivation to their work affects their 

intention to quit, and pointed out that passive intrinsic motivation of employees decreases the effect 



of other satisfaction on their intention to quit. Kato (2019) examined the factors influencing Japanese 

care workers’ decision-making using an ordinary least squares estimation, and pointed out that intrinsic 

motivation affects employees’ intention to quit. These studies show that there are many empirical 

analyses on Japanese care workers. 

 However, other important factors that affect Japanese care workers’ decision-making include gender. 

Yamada and Ishii (2009), via regression analysis with data on Japanese long-term care workers, noted 

that wage works as an incentive for male workers to work midnight shifts, but it does not have the 

same effect for female workers. Therefore, the determinants of decision-making may differ between 

female and male workers. The second factor is the worker’s years of tenure. Okubo (2016) pointed out 

that most turnover occurs among workers who have been in their position for less than three years, in 

particular, employees whose tenure is less than one year. Okubo (2019) also pointed out that it is 

important to prevent the turnover of workers who have been with the company less than one year. 

 Therefore, the gender and tenure of Japanese care workers may have an important effect on their 

decision-making. In this study, I examine how the gender and tenure of Japanese care workers affects 

their decision-making. Existing studies have investigated the effects of either gender or tenure on job 

satisfaction. However, no studies have investigated the effects of both gender and job tenure among 

Japanese long-term caregivers. To increase the number of female employees and the tenure of 

employees, it is important to combine and analyze these two variables. 

3. Data and Method

 I used worker data from the “Fact-Finding Survey on Long-term Care Work, 2017.” The data were 

collected annually by the Care Labor Stabilization Center. This research was conducted under 

instructions by the Ministry of Health, Labour, and Welfare. Samples were randomly chosen from 

“WAMNET,” which is the most detailed directory on Japanese older adult care service companies. 



Employees from three randomly selected service companies were chosen, and employees returned the 

completed questionnaires to the Care Labor Stabilization Centre through the post. These data are 

detailed and extensive regarding Japanese long-term care workers. The 2017 data sample included 

17,638 companies and 52,914 workers; validated data were collected from 8,782 companies and 

21,250 workers. 

Using the data to examine the factors that affect workers’ decision-making, I estimate equation (1). 

𝑃𝑃𝑃𝑃𝑖𝑖 = 𝐹𝐹(∑𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑆𝑖𝑖 + ∑𝐶𝐶𝑆𝑆𝑆𝑆𝑆𝑆𝑃𝑃𝑆𝑆𝐶𝐶 𝑉𝑉𝑆𝑆𝑃𝑃𝑆𝑆𝑆𝑆𝑉𝑉𝐶𝐶𝑉𝑉𝑆𝑆𝑘𝑘𝑖𝑖 + 𝑢𝑢𝑖𝑖) (1) 

 The left hand side of equation (1) is a binary variable, which indicates the decision of worker 𝑆𝑆. This 

variable is defined according to the respondent’s answer to the following question: 

Q. How long do you want to keep working at your current company?

In response, respondents could choose one of the following answers; 

1. I want to work at this company for as long as possible.

2. I want to work in older adult care services at other companies.

3. I want to work in social services for other companies, but not in older adult care.

4. I want to work for other companies in the health services sector.

5. I want to work for other companies outside the social or health services sector.

6. I do not know what I want to do.



7. I do not want to work.

 In this study, the dependent variable is defined as “intention to keep working.” This variable takes a 

value of 1 if the employee answers 1 (I want to work at this company for as long as possible) and takes 

a value of 0 if the employee responds with numbers from 2 to 7. 

 The first term on the right-hand side of equation (1) is the job satisfactions of worker 𝑆𝑆. This is the 

main explanatory variable of this analysis. This variable is defined by the employee’s job evaluation. 

Using a 5-point Likert scale (1=dissatisfied, 2=fairly dissatisfied, 3=neither, 4=fairly satisfied, 

5=satisfied), employees ranked their satisfaction levels according to these categories. 

 Table 1 presents the mean and standard deviations of the dependent and independent variables 

(satisfaction ratings). In this study, I examine how each job satisfaction component affects worker 𝑆𝑆’s 

intention to remain in their current role. The regression analysis on individual decision-making 

consider components of individual subjective satisfaction as well as many characteristics that affect 

the decision-making of individuals. Therefore, I use many attributes of individuals as control variables. 

I use worker 𝑆𝑆 ’s logarithm of their wage, working hours, and, age and six dummy variables that 

indicate their worker 𝑆𝑆’s current job. Moreover, I use motivations as control variables that indicate 

why employees chose their current jobs. Finally, I use dummy variables that indicate marital status 

and whether or not the employee is the main household contributor. Table 2 presents descriptions of 

these control variables. 

 In this study, I conduct a logit estimation in three steps. In the first step, I conduct the estimation on 

all employees. In the second step, I estimate subsamples by gender to determine the differences 

between male and female employees. In the final step, I estimate subsamples by workers’ tenure to 

determine the differences between year one employees and year-three employees based on Okubo 

(2019). This sample comprises employees who have worked for the company less than one year and 

more than three years, since research has found year one and year three to be turning points for most 

employees to decide to quit or not to quit their job. 



 

4. Results 

 

 Table 3 shows the results of the estimation on all employees and sub samples by tenure years. In 

Column A, which shows the results of all employees, all satisfaction components are positive. Further, 

except for benefit support satisfaction, all satisfaction variables are statistically significant at less than 

5% level. In addition, except for employment stability satisfaction, all other satisfaction variables are 

statistically significant at less than 1% level. Satisfaction of joy in employees’ work has the largest 

marginal effect, with location and environment satisfaction having the second largest marginal effect. 

The third largest marginal effect is that of managerial assessment of workers’ abilities. Therefore, 

except for benefit support, job factors affect employees’ intention to quit. In particular, satisfaction of 

joy and managerial assessment of workers’ abilities have large effects. Workers’ satisfaction of joy 

stems from their intrinsic motivations. Therefore, as pointed out by Kato (2019), workers’ intrinsic 

motivation has the largest effect on their decision-making. 

Columns B to D of Table 3 show the results of sub samples by employees’ years of tenure. Column 

B shows the results of employees whose tenure is less than one year, and Column C shows the results 

of employees whose tenure is greater than one year but less than three years. Column D shows the 

results of other employees whose tenure is greater than three years. In Column B, satisfaction with 

working hours and conditions, coworker support, location and environment, welfare, and education 

and training opportunities for employees are not significant. Moreover, the probability of the statistical 

significance of satisfaction with opportunities for career advancement, wage, and employment stability 

is greater than 5%. The largest marginal effect is found in joy in employees’ work satisfaction, the 

second largest marginal effect is that of managerial assessment of workers’ abilities, and the third 

largest marginal effect is that of relationships with colleagues. Therefore, those employees who have 

been with the company less than one year are affected by joy in their work satisfaction, managerial 

assessments, and relationships with colleagues. In particular, they are most affected by joy in their 



work and managerial assessments of their abilities. 

 Column C shows the results of employees whose tenure years are greater than one year but less than 

three years. Here, employees’ satisfactions for joy in their work, wage, coworkers support, managerial 

assessment of workers’ abilities, location and environment, education and training opportunities for 

workers are statistically significant. In particular, the probability of the statistical satisfaction of joy in 

employees’ work satisfaction, satisfaction with managerial assessment of workers’ abilities, and 

satisfaction with location and environment is less than 1%. Moreover, these factors have larger 

marginal effects. Therefore, similar to the results of employees whose tenure is less than one year, 

employees are affected by joy in their work and managerial assessments of their abilities and skills. 

However, employees with more than three years tenure place more importance on wage, location and 

environment, and education and training opportunities. 

 Finally, Column D shows the results of employees who have been with their company more than 

three years. Apart from relationships with colleagues, employment stability, and benefit support, most 

job satisfaction components are statistically significant. It might be that longer tenure years allow 

employees to adapt to their colleagues and benefit from their support. On the one hand, joy in work 

satisfaction, managerial assessment of workers’ abilities, location and environment, wage, and 

education and training opportunities are statistically significant at less than 5% level. These results are 

similar to those of other employees. However, the order of the marginal effect value differs from the 

outcomes of other results. The largest marginal effect is that of joy in employees’ work satisfaction, 

the second largest is that of location and environment, and the third largest is that of managerial 

assessment of workers’ abilities. Finally, the fourth largest marginal effect is of wage satisfaction. 

These results indicate that the longer an employee is with a company, the more the employee finds the 

workplace stable. This also indicates that good workplaces or environments encourage employees to 

remain in their current position. Moreover, the results of the control variables indicate that employees 

may be affected by their wage relative to the wage of their family members, colleagues, or friends. 

This indicates relative wage has an effect. 



Tables 4 and 5 are results of the estimation on employees by gender. The structure of the columns is 

the same as that of Table 3. Table 4 shows the results of male employees. In Column 1, except for 

coworker support, relationships with colleagues, and benefit support, both satisfaction components are 

statistically significant. Hotta (2010) pointed out that the relationship between colleagues decrease the 

stress of employees. However, this result indicates that relationships do not decrease the stress or 

disutility of employees. This possibly stems from the cohort effect of employees, where younger 

employees tend not to be friendlier to other colleagues. On the one hand, with statistically significant 

variables, the largest marginal effect is that of joy in work satisfaction. The second largest marginal 

effect is that of location and environment, and the third largest marginal effect is that of education and 

training opportunities for employees. These results differ from those shown in Table 3. Since most of 

the employees are female, the results of the estimation for all employees may reflect the results for 

female employees. 

 Moreover, in Columns B to D of Table 4, the order of the marginal effect values also differs from 

that of Table 3. In Column D, the largest marginal effect is that of location and environment. The 

second largest value is that of education and training opportunities for employees, the third largest is 

wage, and the fourth largest is joy in their work satisfaction. Moreover, the log of wage per month has 

statistical significance at the 5% level. These results indicate that male employees tend to place higher 

importance on company location, wage, and educational opportunities. Moreover, male employees do 

not think of their wage as relative to the wages of their friends, family members, and colleagues, but 

in terms of an absolute wage. 

 Table 5 shows the estimation results for female employees. The structure of the columns is similar to 

that of Tables 3 and 4. The largest marginal effect in every column is joy in employees’ work; this 

result is similar to the results shown in Tables 3 and 4. However, other factors differ from Tables 3 and 

4. In every estimation, managerial assessment of employees’ abilities has statistical significance and a

large marginal effect. This indicates that female employees tend to place more importance on 

managerial assessments than their male counterparts. Furthermore, satisfaction with location and 

environment has a large marginal effect and statistical significance in all columns except Column B. 



This implies that employees who have been at the company longer tend to place higher importance on 

their companies’ locations than more recently hired employees. However, managerial assessment of 

employees’ abilities has statistical significance in all results, indicating that employee tenure does not 

affect the importance of the effect of managerial assessment of employees’ abilities, and female 

employees tend to place higher importance on such assessments. 

 

5. Conclusion 

 

 In this study, I examined the factors that influence Japanese long-term care workers’ intention to quit. 

Empirical research revealed that satisfaction with joy in employees’ work has the most significant 

effect on workers’ decision-making. This indicates that employees’ intrinsic motivations have the 

greatest effect on their decision-making process. This result is consistent with previous studies on 

Japanese caregivers. Stimulating employees’ intrinsic motivations is the most effective way to prevent 

employee turnover. To do so, companies should provide education and training opportunities to 

employees about company objectives and the meaningfulness and purpose of their jobs. 

However, there are many differences between the factors that influence the decision-making of male 

and female employees and that of employees with shorter tenure. Regarding male and female 

employees, female employees tend to place high importance on managerial assessments of their 

abilities, whereas male employees tend to place more importance on wage. Regarding differences in 

employee tenure, managerial assessments have a greater influence on the decision-making of those 

employees with less than one year at the company. In contrast, location or work environment has a 

greater influence on employees who have been with the company more than a year. 

These differences are important in preventing the turnover of long-term care workers. First, to prevent 

the turnover of employees who have been with the company less than one year, managers should fairly 

and correctly assess their employees’ abilities. This is also an important factor in preventing turnover 



among female employees. Second, for employees with longer tenure, it is important to improve the 

work environment and provide better working conditions to decrease employee stress. Third, the wage 

gap between the long-term care industry and other industries should be decreased. This wage gap 

makes employees feel they are undercompensated for their work. Increasing wages is also an effective 

way to prevent employee turnover. 

This study makes the following contributions. First is clarifying the importance of intrinsic 

motivation for all employees. Intrinsic motivation has statistical significance for all estimation results. 

This indicates that, for all employees, intrinsic motivation is a universal factor that can prevent them 

from leaving their job. Second is clarifying the difference of other factors. Employees’ characteristics 

have a huge effect on their behavior. This study considered gender effect and tenure effect. These 

characteristics are the first steps in analyzing the details of further effects in future research. 

 However, this study has some limitations. First, this study could not analyze the causal relation 

between employee decision-making and their job satisfaction components due to the cross-section of 

data. To solve this problem, future research should use panel data or other estimation methods, such 

as institutional variables. Second, there could be a problem of endogenous bias in the marginal effects. 

It is important to estimate using other datasets or question items. Other estimations might be useful 

for this problem (for example, regressing the objective variables after regressing the subjective 

variables). 
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