
R E S E A R C H Open Access

© The Author(s) 2024. Open Access  This article is licensed under a Creative Commons Attribution 4.0 International License, which permits use, 
sharing, adaptation, distribution and reproduction in any medium or format, as long as you give appropriate credit to the original author(s) and 
the source, provide a link to the Creative Commons licence, and indicate if changes were made. The images or other third party material in this 
article are included in the article’s Creative Commons licence, unless indicated otherwise in a credit line to the material. If material is not included 
in the article’s Creative Commons licence and your intended use is not permitted by statutory regulation or exceeds the permitted use, you will 
need to obtain permission directly from the copyright holder. To view a copy of this licence, visit http://creativecommons.org/licenses/by/4.0/. The 
Creative Commons Public Domain Dedication waiver (http://creativecommons.org/publicdomain/zero/1.0/) applies to the data made available 
in this article, unless otherwise stated in a credit line to the data.

Qi et al. BMC Health Services Research          (2024) 24:548 
https://doi.org/10.1186/s12913-024-11023-x

BMC Health Services Research

†Xiaojing Qi and Ziyan Dong are co-first authors.

*Correspondence:
Jie Li
lijie@hust.edu.cn
1Department of Nursing, Peking Union Medical College Hospital, No.1 
Shuaifuyuan Wangfujing Dongcheng District, Beijing 100730, China
2School of Nursing, Tongji Medical College, Huazhong University of 
Science and Technology, Wuhan, China

Abstract
Background The population aging trend and the shortage of elderly care workers require the long-term care 
profession to become more attractive. However, the professional attractiveness among long-term care workers has 
yet to be extensively studied. This study aims to identify the factors that influence the attractiveness of the long-term 
care profession for nursing home (NH) care workers..

Methods A cross-sectional study was conducted in more than 50 NHs. Perception of professional attractiveness 
among long-term care workers and potential associated factors were measured using the Attractive Work 
Questionnaire (AWQ) and structural instruments including the Fraboni Scale of Ageism (FSA) and the Maslach Burnout 
Inventory (MBI). A multiple linear regression method was employed to explore the influence of potential independent 
variables on professional attractiveness.

Results The overall response rate was 99%. The results showed the score of professional attractiveness 
(185.37 ± 20.034), as well as the scores of each component (99.26 ± 11.258 for work condition, 30.13 ± 3.583 for 
work content, and 55.99 ± 7.074 for job satisfaction). Findings of multiple linear regression analysis indicated 
that age(β = 0.129, p<.05), years of work(β = 0.156, p<.05), 12-hour shifts(β = 0.185, p<.05), and training times per 
year(β = 0.148, p<.05) positively associated with long-term care workers perceived professional attractiveness. Whereas 
only ageism(β=-0.267, p<.05) significantly and negatively influenced professional attractiveness.

Conclusions The perceived professional attractiveness of long-term care workers in NHs was acceptable. Age, years 
of work, shifts, training opportunities, and ageism contributed to the professional attractiveness of nursing home 
care workers in China. Target intervention measures should be taken to enhance the attractiveness of long-term care 
careers so as to avoid the shortage of long-term care workers.
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Background
Population aging has become an inevitable trend that 
could pose serious health challenges worldwide. The 
proportion of older persons in the world is anticipated 
to increase from the current level of 9% to nearly 16% 
by 2050, with 1.6  billion older people [1]. According to 
the National Bureau of Statistics of China data [2], the 
number of elderly adults aged 60 years and over reached 
264 million in 2020, accounting for 18.7% of the total Chi-
nese population. Elderly people experience a decline in 
cognition and function as they age, threatening indepen-
dence. An estimated 47 million disabled or semi-disabled 
older adults live in China in 2020 [3]. Hence, there is an 
urgent need to develop long-term care (LTC) to address 
the challenges of aging and rising disabled populations.

LTC refers to care provided by carers or care workers 
for individuals with declines in intrinsic capacity or func-
tional ability, which can last for an extended period [4]. 
LTC services generally occur in non-institutional settings 
such as homes and communities or institutional settings 
such as LTC facilities (i.e., nursing homes (NHs)). China’s 
long-term care service system consists of three main 
types of services: home-based, community-based, and 
institution-based, and shows a pattern of “9073”, namely, 
90% of the elderly ageing at home, 7% receiving com-
munity-based services and 3% receiving institutional-
ized services [5]. Home care, with family members as the 
primary caregivers, has long been the traditional mode 
of care in China [6]. However, decreased fertility rates, 
shrinking family sizes, and frequent internal immigration 
from rural to urban have shifted China’s traditional fam-
ily-based care model for the elderly to the current trend 
toward greater reliance on NHs [7].

The development of NHs faces several challenges, 
including low staffing ratios and high staff turnover com-
bined with low salaries and unfavorable social attitudes 
toward LTC workers [8]. The National Occupational 
Standard for Elderly Caregivers (2011), formulated by 
China’s Ministry of Labor and Social Security, stipu-
lates that the occupation of elderly care workers has four 
grades: junior, intermediate, senior and technician. Sub-
sequently, in the 2019 revision, the entry requirements 
for elderly care workers have been further relaxed to 
meet the challenge of a lack of elderly caregivers, and the 
number of years of experience required for the promo-
tion of care worker professional qualifications has been 
shortened. The new standard adjusts the educational 
requirement for care workers from “graduation from 
junior high school” to “no educational requirement”; and 
adjusts the declaration requirement for junior workers is 
adjusted from “more than 2 years of continuous appren-
ticeship in this occupation” to “more than 1 year (inclu-
sive) of cumulative work in this occupation or related 
occupations”. For caregivers who have already obtained 

the intermediate elderly care worker vocational quali-
fication certificate and want to obtain the senior voca-
tional qualification, the number of years of employment 
required has been reduced from 4 to 2 years [9]. Most 
long-term care workers in NHs are middle-aged women 
with low education levels and hardly accept formal pre-
employment training [10–12]. Moreover, it is frustrating 
that students and skilled nurses show a somewhat slug-
gish interest in devoting themselves to LTC [13, 14]. Pre-
vious studies examining the quality of LTC facilities have 
shown that many problems are linked to caregiver short-
ages, such as falls, pressure ulcers, and medication errors 
[15]. The shortage of skilled care workers reduces a unit’s 
ability to meet the diverse nursing requirements of the 
aged for physical, psychological, and rehabilitation.

The definition of professional attractiveness varies 
across different occupations and lacks consistency in the 
literature. Ateg defines “attractive work” as work that 
possesses positive characteristics and attracts the atten-
tion of job seekers and current employees in a positive 
manner [16]. Professional attractiveness of long-term 
care workers had previously been described based on 
the Walker and Avant’s classical concept analysis method 
[17]. The definition is that LTC facilities possess the abil-
ity to attract excellent staff, not only in terms of elicit-
ing the willingness of potential applicants to work but 
in terms of retaining and motivating the current long-
term care workers. According to our interpretation, 
professional attractiveness also reflects a psychological 
tendency of employees working in LTC facilities, which 
was driven by the work experiences and perceptions (e.g. 
satisfaction, turnover intention, and burnout) that vari-
ous job features bring to employees.

The experience of work tends to be affected on many 
levels. Previous studies have demonstrated numerous 
individual characteristics, such as age, health status, 
working years, and education levels, could influence long-
term care workers’ job satisfaction and turnover intention 
[18, 19]. Staff participation in supportive management 
had a positive relationship with their job satisfaction in 
LTC facilities [20], which might endow care workers with 
more confidence and sense of accomplishment. Besides, 
several organizational factors have been reported that 
might exert an influence on job satisfaction and turnover 
intention. Foa found that positive relationships with col-
leagues and training favor job satisfaction, while work-
load, lack of training, and reduction of rest time create 
dissatisfaction and even increase burnout [21]. Lee et al. 
reported that several work conditional factors like wage, 
working hours, and working intensity influence the turn-
over intention of home care workers [22]. Additionally, 
intrapersonal factors, including ageism, burnout, and 
mood, have been associated with job satisfaction and 
intention to leave directly or indirectly. Ageism, referring 
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to the prejudice of one age group against another [23], 
is associated with LTC workers’ intention to leave and 
plays a mediating role in job satisfaction and intention to 
stay [24]. Actually, discrimination against the aged based 
on age, resources, and contribution leads to a negative 
image of geriatric nursing [25]. White found that those 
nurses who work in LTC facilities with higher burnout 
were more likely to leave their jobs [26]. It appears that 
burnout would make LTC less attractive. Long-term care 
workers who are dissatisfied with their current job situa-
tion or even have a desire to leave may perceive that their 
job has become less desirable.

There have been some studies exploring job attrac-
tiveness in the healthcare profession [27, 28], indicat-
ing that determinants of professional attractiveness are 
work engagement and age. However, few studies probed 
into professional attractiveness in long-term care work-
ers directly. This study aimed to investigate the status of 
professional attractiveness among long-term care work-
ers working in NHs in China using structural question-
naires and explore the impact of potential factors on it. 
We hypothesized that demographics, job security factors 
(including wage and training), and individual subjective 
factors (including job burnout and ageism) would affect 
long-term care workers’ professional attractiveness.

Methods
Study design and participants
This was a cross-sectional descriptive study conducted 
from June 2021 to June 2022. The sample size was grossly 
calculated based on the requirement of a multiple linear 
regression model, in which cases should be more than 
5–10 times the number of independent variables [29]. 
The number of independent variables in this study was 15 
and considering 10% invalid questionnaires, the required 
sample size should be 83–165 at least. The inclusion 
criteria for the current study were as follows: (1) care 
workers who work in NHs and take care of the elderly 
directly, (2) have worked in LTC facilities for at least 
three months, and (3) are volunteered to participate in 
this survey. The participants were excluded if they were: 
(1) unable to complete the questionnaire or (2) reluctant 
to participate in the study.

Data collection
The study was approved by the ethics committee of 
Huazhong University of Science and Technology. Sub-
jects were selected using a convenience sampling strategy 
from 57 NHs in Wuhan, Hubei Province, and Kaifeng, 
Henan Province, China. All participants were informed 
about the content and purpose of the study in detail and 
signed an informed consent form. Structural question-
naires were delivered to participants on-site by trained 
investigators, and confidentiality was emphasized. We 

recruited 396 care workers and the responsiveness of the 
sample was 99%.

Variables and measurements
Independent variables
Demographics and job institutional security factors
Long-term care workers’ basic demographics and job 
security data were obtained using a questionnaire 
designed by researchers, which included age, marital sta-
tus, gender, education, employment form, working years, 
certificate level, shift mode, number of care objects, 
number of care objects with a disability, and whether to 
participate in management. Income and training oppor-
tunities belong to job security.

Ageism
The Fraboni scale of ageism (FSA) was used to measure 
cognitive and affective aspects of ageism [30]. The FSA 
consists of 29 items related to three dimensions of coun-
terstatement, avoidance, and denial. Each item is evalu-
ated on a Likert scale from 1 (definitely do not agree) to 
4 (definitely agree), with higher scores suggesting greater 
ageism. The Chinese version of the FSA was revised pre-
viously and confirmed as a valid and reliable tool among 
medical students with a Cronbach’s alpha of 0.81 and a 
content validity of 0.93 [31]. To ensure accurate results, 
we have verified the reliability of FSA in long-term care 
workers with a Cronbach’s alpha of 0.856 and a KMO 
value of 0.786.

Job burnout
The Maslach Burnout Inventory (MBI) is one of the best-
known tools for evaluating job burnout, which consists 
of three dimensions of emotional exhaustion, deperson-
alization, and personal accomplishment [32]. The Chi-
nese version of MBI adapted by Li et al. [33] has been 
used widely and was constitutive of 15 items on a 7-point 
Likert scale ranging from 1 (never) to 7 (every day). The 
overall reliability of MBI in long-term care workers is 
acceptable with a Cronbach’s alpha of 0.882.

Professional attractiveness
The Attractive Work Questionnaire (AWQ), created by 
Ateg and Hedlund [34], was used to assess employees 
perceived professional attractiveness. For the purpose 
of the study, the Chinese version was used to assess the 
professional attractiveness of long-term care workers in 
the Chinese context after cross-cultural adjustment. The 
revised AWQ has 46 items, including three areas of work 
conditions, work contents, and job satisfaction. All items 
were rated on a 5-point Likert scale ranging from not at 
all to entirely, with higher scores indicating that the job 
is more attractive to the employee. The Cronbach’s alpha 
of the three components of the Chinese version of AWQ 
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ranges from 0.816 to 0.920, indicating good reliabil-
ity. As well as the KMO values of the three components 
are 0.822, 0.685, and 0.848 respectively, indicating good 
validity.

Statistical analysis
Standard descriptive statistics were used to describe 
participants’ characteristics. Mean values and standard 
deviation (SD) (for symmetric distribution) or median 
and quartiles (for skewed distribution) were calculated 
for continuous variables, while frequency and percent-
age were used for categorical variables. We generated 
the mean total score for professional attractiveness and 
the mean score for each domain. A series of Spearman’s 
correlation coefficients, the Wilcoxon rank-sum test, 
and the Kruskal-Wallis H test were calculated to exam-
ine the association between demographics, job-related 
characteristics, ageism, burnout, and professional attrac-
tiveness. When the p-value was less than 0.05, it was con-
sidered to be statistically significant. The multiple linear 
regression method was employed to analyze the influ-
ence of many variables that were significant in the uni-
variable analysis of professional attractiveness. All of the 
data were analyzed by the SPSS, version 24.0.

Results
Characteristics of sample
Table 1 showed the summary characteristics of the long-
term care workers. The participants’ age ranged between 
18 and 74 years. We found that most workers were mid-
dle-aged and had been working in LTC services for 3–7 
years according to analysis. The overwhelming majority 
of the long-term care workers included in the analysis 
were female (89.3%), married (87.8%), and with a degree 
below associate (73%). The proportion of contract (49%) 
and temporary (51%) workers was comparable. Merely 
about one-fifth of the care workers in the sample had 
intermediate or advanced professional qualifications for 
elderly care workers. About half of the workers (47.4%) 
work eight-hour shifts and only around one-third of the 
staff are involved in management. Results indicated that 
the typical ageism scores ranged from 51 to 63 on a total 
score of 129, and the typical job burnout scores ranged 
from 45 to 55 on a total score of 105 in participants.

The professional attractiveness of long-term care workers
Table 2 showed the results of the analysis for the AWQ 
questionnaire regarding the three aspects of profes-
sional attractiveness: work conditions, work contents, 
and job satisfaction. The total mean score for the AWQ 
was 185.37 ± 20.034 points, among which the score 
of work condition, work content, and job satisfac-
tion was 99.26 ± 11.258, 30.13 ± 3.583 and 55.99 ± 7.074, 

respectively. The sub-dimensional statistical results are 
shown in Table 2, respectively.

Predictors of long-term care workers perceived 
professional attractiveness
Spearman correlation, Mann-Whitney U test, and Krus-
kal-Wallis H test were used to examine the professional 
attractiveness related to all variables and the results are 
shown in Table 3. In terms of demographics, the results 
showed that the differences in total professional attrac-
tiveness score by age, marital status, gender, education 
level, employment mode, years of work experience, nurs-
ing assistant certificate level, shift status, average daily 
care number, and average daily care disabled number 
were statistically significant (p < .05).

As for job institutional security and subjective per-
ception factors, it was discovered that the more salary 
(r = .139, p = .006) and training opportunities (r = .226, 
p = .000) a long-term care worker gets and the higher per-
ceived professional attractiveness, and the higher ageism 
in long-term care workers is associated with lower pro-
fessional attractiveness (r=-.315, p = .000). However, there 
was no significant relationship between job burnout and 
professional attractiveness.

Five significant variables in univariate analysis were 
entered into the regression equation and accounted 
for 26.9% of the variance in the scores of professional 
attractiveness.

As shown in Table 4, age(β = 0.129, p<.05), years of work 
experience(β = 0.156, p<.05), and 12-hour shifts(β = 0.185, 
p<.05) were found to have a positive relationship with 
long-term care workers perceived professional attractive-
ness. Training times per year(β = 0.148, p<.05), the only 
significant job institution security factor, was positively 
associated with the professional attractiveness. Whereas 
the ageism is higher for decreasing professional attrac-
tiveness total score(β=-0.267, p<.05).

Discussion
The present study has been the first to quantitatively 
describe the professional attractiveness among long-term 
care workers who work in NHs and explore the deter-
minants from multiple aspects, such as job institutional 
security and subjective perception.

In this study, the culturally adapted AWQ was first 
used to evaluate the professional attractiveness of long-
term care workers. Compared with the mean score 
of the whole questionnaire and each component, the 
findings suggested that the overall perceived profes-
sional attractiveness, as well as each component, were 
superior among long-term caregivers, which indicated 
that NH care workers find their profession as a decent 
attraction. This result was similar to previous study. 
Liu et al. employed a self-designed questionnaire on 
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the attractiveness of the elderly care service talents and 
found that the attractiveness of elderly caregivers was 
generally acceptable [35]. Similarly, studies have shown 
that in the United States, low-income older workers 
report that working in long-term care is attractive. How-
ever, they preferred to work in a home environment com-
pared to a nursing home or other institutional setting 
[36]. However, the results of another study suggest that 
care workers in LTC facilities do not rate their jobs highly 
due to low wages and intense job content [37]. Long-term 
care workers in Chinese NHs tend to be middle-aged and 
older women who have retired, been laid off, or migrated 

to cities to work, it is not easy to find a suitable job [38]. 
In the 1990s, many workers in state-owned factories were 
laid off in the course of market reforms and were left in 
a precarious situation due to the lack of re-employment 
programs. Many of these workers entered the care sec-
tor as a last resort due to the high demand and low barri-
ers to employment in the care sector in urban areas [39]. 
They are satisfied with possessing a job, so that the LTC 
industry is relatively more desirable to them. Besides, the 
flexible shifts in NHs allow care workers relative freedom 
to arrange their own time, which might be sufficient for 

Table 1 Characteristics of the sample (N = 392)
Variables N (%)/M (IQR) Range
Age 52(46, 56) 18–74
Marital status
 Single 14(3.6%)
 Married 344(87.8%)
 Divorced 3(1.0%)
 Widowed 31(8.0%)
Gender
 Female 350(89.3%)
 Male 42(10.7%)
Level of education
 Primary school and below 78(19.9%)
 Junior high school 157(40.1%)
 High school/junior college 90(23.0%)
 Associate 46(11.7%)
 Bachelor’s degree and above 21(5.4%)
Type of employment
 Contract worker 192(49.0%)
 Temporary worker 200(51.0%)
Years of work 5(3, 7) 1–24
Certificate level of elderly care worker
 Certificateless 125(31.9%)
 Junior elderly care worker 177(45.2%)
 Intermediate elderly care worker 63(16.1%)
 Senior elderly care worker 17(4.3%)
 Technician elderly care worker 10(2.6%)
Shift system
 8-hour 95(24.2%)
 12-hour 186(47.4%)
 24-hour 111(28.3%)
Average number of persons cared for per day 6(5, 10) 0–35
Average number of persons with disabilities cared for daily 3(2, 5) 0–30
Whether to participate in management
 Yes 118(30.1%)
 No 274(69.9%)
Monthly income (yuan) 3650(3025, 4000) 1200–20,000
Training times 5(3, 12) 0–24
Ageism a 58(51, 63)
Job burnout b 50(45, 55)
a FSA has possible ranges of 29 to 116
b MBI has possible ranges of 15 to 105
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long-term care workers to have a better appreciation of 
their work.

Our study found that long-term care workers who are 
older and have longer working years perceived higher 
professional attractiveness. These findings are consistent 
with previous studies [40]. This may be attributable to 
the fact that care workers in NHs who are older and with 
longer work tenure already have a wealth of theoreti-
cal knowledge and practical solid ability to care for the 
elderly and are familiar with to work environment and 
content.

Besides, higher professional attractiveness is obtained 
when long-term care workers on 12-hour shifts com-
pared to 8-hour shifts. Previous literature points out that 
when wards are on 12-hour nursing shifts, there is even 
decreased turnover intention in the LTC industry [41], 
which is similar to our findings. Whereas other studies 
indicated that longer shifts are associated with job burn-
out, dissatisfaction, and turnover intention [42]. This may 
endorse that too frequent shifts make it difficult for care 
workers in NHs to balance their work and life. Along with 
the disruption of circadian rhythms, short shifts in LTC 
facilities tend to prevent the formation of everyday rou-
tines and even lead to work-family conflict among care 
workers [10]. While working too many hours in a row 
easily fatigues employees and increases the risk of work 
errors, which could bring unpleasant experiences to care 
workers [43].

According to our study, long-term care work-
ers who receive more training opportunities per year 

perceive greater attractiveness. Similarly, previous stud-
ies reported that the absence of training to enhance pro-
fessionalism, as a characteristic of elderly care work, is 
associated with turnover [44]. The lack of professional 
training leaves care workers with less expertise in car-
ing for the elder with or without disability or dementia, 
which puts them under tremendous pressure practically 
and psychologically. As a result, care workers may be dis-
satisfied with work condition nursing homes provided 
and even think about leaving their job, indicating that 
a career in LTC is no longer attractive to them [11]. 
Instead, training facilities capacity enhancement and 
increases accomplishment, which is an essential factor 
affecting work enthusiasm [45]. It has been suggested 
that satisfying the needs of knowledge acquisition of 
health professionals involved in the care of older adults 
is helpful in increasing work engagement and reducing 
job burnout [46]. The lack of professionalism and pre-
paredness among care workers in long-term care sector 
reinforced the importance of training to create more pro-
motion opportunities [40].

Additionally, our findings suggest that there is a 
decrease in professional attractiveness when care work-
ers in NHs exhibit higher ageism. Ageism as a stereotype 
is prevalent in LTC facilities, and it may be linked to cog-
nitive prejudice resulting from the low qualifications and 
dissatisfaction caused by low wages among LTC workers 
[47–49]. Age-based discrimination from care workers 
lead to decreased quality of care as well as psychological 
distress for the elderly [50]. LTC workers showing high 

Table 2 Results for the AWQ questionnaire, subscales, and subscale dimensions
Questionnaire Dimensions Mean SD
AWQ total score (points) 185.37 20.034
AWQ subscales a

Work condition b 99.26 11.258
Leadership and unity 34.35 4.961
Work environment 20.11 2.818
Interpersonal relationship 12.39 1.987
External environment 8.08 1.484
Empowerment 10.48 2.414
Social bond 8.77 1.084
Workload 5.68 1.689

Work contents c 30.13 3.583
Working pace 13.30 1.607
Familiarity 8.58 1.322
Mental activity 8.25 1.364

Job satisfaction d 55.99 7.074
Consequence 28.27 4.254
Approbation 21.48 2.669
Status 6.24 1.719

a AWQ has possible ranges of 46 to 230
b AWQ work condition subscale has possible ranges of 25 to 125
c AWQ work contents subscale has possible ranges of 7 to 35
d AWQ job satisfaction subscale has possible ranges of 14 to 70
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levels of ageism tend to be reluctant to stay with and pro-
vide comprehensive care to older people, indicating that 
their jobs become less appealing and desirable [24].

Limitations
This study has several limitations. Firstly, participants 
were selected only from two cities in China, which could 
introduce potential bias due to regional disparity and 
limit the generalizability of our results. Another impor-
tant limitation is that the study did not consider the 

potential influence of varying characteristics of LTC facil-
ities (e.g. business nature of LTC facilities), which could 
lead to incomplete results. Besides, the current study was 
conducted in the midst of the COVID-19 epidemic, and 
previous studies have demonstrated that changes in pat-
terns of care brought about by COVID-19 epidemics can 
increase the workload of nursing home care workers [51]. 
In contrast, our findings cannot exclude the impact of 
the epidemic on the perceived professional attractiveness 
of nursing home care workers, which also implies that 

Table 3 Univariate analysis of demographics, job institutional security factors, subjective perception factors, and professional 
attractiveness
Variables N (%)/M (IQR) test P value
Age 52(46, 56) .244c 0.000*
Marital status
 Single 14(3.6%) 8.920a 0.030*
 Married 344(87.8%)
 Divorced 3(1.0%)
 Widowed 31(8.0%)
Gender
 Female 350(89.3%) 5589.500b 0.011*
 Male 42(10.7%)
Level of education of care worker
 Primary school and below 78(19.9%) 13.078a 0.011*
 Junior high school 157(40.1%)
 High school/junior college 90(23.0%)
 Associate 46(11.7%)
 Bachelor’s degree and above 21(5.4%)
Type of employment
 Contract worker 192(49.0%) 15668.500b 0.002*
 Temporary worker 200(51.0%)
Years of work 5(3, 7) .353c 0.000*
Certificate level of care worker
 Certificateless 125(31.9%) 16.756a 0.002*
 Junior elderly care worker 177(45.2%)
 Intermediate elderly care worker 63(16.1%)
 Senior elderly care worker 17(4.3%)
 Technician elderly care worker 10(2.6%)
Shift system
 8-hour 95(24.2%) 26.560a 0.000*
 12-hour 186(47.4%)
 24-hour 111(28.3%)
Average daily number of caregivers 6(5, 10) .216c 0.000*
Average number of persons with disabilities cared for daily 3(2, 5) .262c 0.000*
Whether to participate in management
 Yes 118(30.1%) 15932.000b 0.820
 No 274(69.9%)
Monthly income (yuan) 3650(3025, 4000) .139c 0.006*
Training times 5(3, 12) .226c 0.000*
Ageism 58(51, 63) − .315c 0.000*
Job burnout 50(45, 55) .021c 0.679
a Kruskal-Wallis H test
b Mann-Whitney U test
c Spearman correlation
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further investigations are necessary during non-epidemic 
periods. Additionally, it is impossible to establish causal-
ity due to the cross-sectional design.

Implications
Measures such as developing professional education pro-
grams, lowering entry barriers, and providing monetary 
incentives have all been taken by the Chinese government 
in order to attract talent and solve the problem of labor 
shortage [52]. However, to maximize the attractiveness 
and retention of talent in the elderly care industry while 
improving the quality of care of LTC facilities, these mea-
sures are far from sufficient.  By exploring the potential 
influences on the perceived professional attractiveness 
of long-term care workers, the current study provides a 
direction for policymakers and managers of long-term 
care institutions to consider improvements. Training 
programs, not only on nursing skills but also on knowl-
edge of aging, should be prioritized to improve the abil-
ity of care workers to provide quality care and to mitigate 
ageism, potentially reversing unattractive career pros-
pects. This will require greater government investment in 
education and training, as well as monitoring of the effec-
tive implementation of policies in LTC facilities. Addi-
tionally, managers of LTC institutions should consider a 
series of effective coping and managing mechanisms to 
attract talent. Career promotion systems and incentive 
mechanisms that go beyond the traditional ones should 
be put in place, with pay scales set according to the level 
of vocational skills qualification, years of experience, 
and working performance, to enhance the enthusiasm 
of elderly care workers. We have highlighted the impor-
tance of suitable working hours for ensuring care workers 
that are more likely to behave in high efficiency. Hence, 
administrators should optimize shift settings and try to 
avoid employees working too long hours in a row, maxi-
mizing job satisfaction of care workers while ensuring the 
quality of care, which in turn increases their perceived 
professional attractiveness.

Future research should include larger cross-regional 
samples and longitudinal studies to further verify rel-
evant predictors and examine relationships across time. 

Besides, other LTC settings beyond nursing homes need 
to be considered, such as LTC hospitals. Additionally, 
future studies should explore professional attractiveness 
of long-term care workers from a qualitative perspective.

Conclusions
This study examines the current state of professional 
attractiveness among LTC care workers in nursing 
homes. It also assessed the factors associated with pro-
fessional attractiveness. This study provides insight into 
the plight faced by China’s LTC industry and strategies to 
improve the attractiveness of LTC industry to retain and 
appeal to healthcare professionals.
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