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Abstract- “Age wave” is a global issue, and “long-term care” is the most important health and welfare policy in Taiwan as 
well as in the world. With the aging population structure, chronic disease, complex care issues and the long-term care time; 
increasing proportion of the elderly people living alone, fertility rate below the replacement level, changes in social values 
and other factors, the long-term care needs have been increasing ardent. This paper discusses the longitudinal study on work 
engagement, work pressure and work satisfaction of care givers in Taiwan. Care givers in Taiwan were considered as the 
parent group in the scope of questionnaire survey. An average of 300 questionnaires was distributed aimed at the care givers 
in northern, central and southern parts, and a total 30 long-term care agencies were selected randomly. The empirical results 
indicated that work engagement degree of care givers is positively correlated with work pressure; their work pressure degree 
is negatively correlated with work satisfaction; their work engagement degree is positively correlated with work satisfaction. 
This study has the substantial significance and value in human resource management and development in the aspect of 
long-term care system in Taiwan, and will be more helpful to management efficiency of care givers of the future government 
policy and dealers.          
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I. INTRODUCTION 
 
The aging speed of the population in the area of 
Taiwan is indeed too fast. Compared to other 
advanced countries, Taiwan needs 27 years to move 
into the aging society with the elderly proportion of 
14% from 7%; this time is as 5 times as that of France, 
as 2.6 times as that of America and as 1.6 times as 
that of Germany. Due to the unstable global economy 
in the recent years, many unemployment groups of 
middle-aged people and the people in the prime of 
life have turned to choose “care giver” as the 
occupation; thus, this study discusses the study on 
work engagement, work pressure and work 
satisfaction, and there has still been no precedent for 
the longitudinal study, discussion and analysis, 
expecting to provide reference value for the 
government agencies and industry managers so as to 
facilitate and maintain the fine care quality of the 
long-term care agencies; meanwhile, it expects to 
provide the operators and care giver directors with the 
results of this study to pay attention to the employees’ 
work engagement as well as construction of work 
environment and organization atmosphere, to reduce 
the influence of work pressure on work satisfaction, 
to promote the employees’ work engagement and 
work satisfaction and to reduce the generation of 
work pressure, and to make the care givers to fully 
show their professional ability, which can be the 
sustainable operation for the agencies.  
 
II. RESEARCH PURPOSES 
 
In summary of the research background and 
motivation related to work engagement, work  

 
pressure and work satisfaction of the “care givers” 
above, this study summarized three research purposes 
as follows:  
 

1. To discuss whether there is the significant 
relationship between the care givers’ work 
engagement and work pressure.  

2. To discuss whether there is the significant 
relationship between the care givers’ work 
engagement and work satisfaction. 

3. To discuss whether there is the significant 
relationship between the care givers’ work 
pressure and work satisfaction.  

 
III. LITERATURE REVIEW 
 
A. Role and Orientation of Care Givers 
Most care givers orientate their duty to be engaged in 
the easy and non-professional care work. Care mainly 
provided by them can be divided into 3 categories, 
including physical examination and assessment, body 
cleansing and comfort, as well as activity and sleep. 
Support and participation of the care givers may 
relieve the work load of the nursing personnel and 
they can also give consideration to care quality at the 
same time [1]. Care functions of the care givers, 
including response to the information to seek help by 
the patients, provide the appropriate assistance or 
notify the nursing personnel, assist in seeking medical 
advice, admission and discharge or transferring to 
another hospital, bath and changing the clothes, 
feeding, measuring and recording the intake amount 
and discharge amount, specimen collection, weight 
measurement, changing the bed sheet as well as using 
or removing the bed rails and so on [2].          
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B. Work Engagement Orientation  
The main reason for the employees to be engaged in 
their work is that work is able to satisfy their needs of 
reputation, self-esteem as well as independency. 
According to the concept by [3] first put forward the 
word “work engagement”, and developed the scales 
of work engagement at the same time. [4] thought 
that work engagement is “the individual identifies 
with the important degree of work in self-image”. [5] 
used the medium and low-level supervisors as the 
research subject, and they thought that the concept of 
work engagement should be divided into special work 
engagement and general work engagement. Special 
work means the work with the special tasks and 
feedbacks (such as salary) can be obtained from the 
work, and the so-call general work refers to the 
activities related to family or leisure. [5] thought that 
work engagement should be the degree where the 
employees actively participate in their own 
occupations or the special work which they are 
intended to assume.            
 
C. Sources and Causes of Work Pressure 
[6] thought pressure resources in the work 
environment include: (1) internal factors of the work 
itself; (2) role in the organization; (3) relationships at 
work (with the superiors, colleagues and 
subordinates); (4) vocational development; (5) factors 
of the organization (such as the structure and climate 
of the organization; (6) family-work conflicts [7]. [8] 
thought that pressure sources can be divided into 3 
categories: source of work characteristics, source of 
organization and personal source. The first two 
sources are the external factors for the individuals, 
and they are also the pressure environment factors 
which are often referred to [7]. 
 
D. Relationships between Work Engagement, Work 
Pressure and Work Satisfaction  
Work engagement means that the individuals 
generate a special feeling for the work and generate 
identification with work. The literature points out 
that the employees’ work engagement and work 
satisfaction will influence work performance, 
separation rate and absence rate [9] [10] [11] [12]. 
[11] thought that work engagement is that 
individuals perceive the work value; generate the 
sense of responsibility for work; make devotions 
spontaneously as well as firmly believe in the 
internal value of work. In his research, [13] found 
that there is the significant correlation between work 
engagement and absence rate. The employees with 
higher work engagement intention will have lower 
absence rate. Pressure man not only cause many 
diseases and damage health, but also will increase 
the enterprise’s high economic cost [14]. Work of 
the care givers is also a challenge to physical and 
psychological power. Manpower of care givers in 
the workplace is usually insufficient. Therefore, 
other than dealing with excessively heavy work load 

and physical load, they also need to face the 
residents’ death; these reasons cause the increase of 
the care givers’ work pressure [15].   
 
IV. RESEARCH METHOD 
 
The study is expected to use the relevant descriptive 
research methods by means do discussion on the 
relevant literature and questionnaire to longitudinally 
collect the data, with the care givers in the public and 
private long-term care agencies in Taiwan. The 
structural questionnaire is the main research tool, and 
the content includes work engagement scale, work 
pressure scale, work satisfaction scale and personal 
basic background attributes; the data are analyzed 
with SPSS Statistical Software.    
 
A.  Research Hypotheses 
This study discussed the relationships between all the 
dimensions according to the relevant literature, and 
then put forward several hypotheses to be verified 
which are listed as follows: 
    H1: Degree of the care givers’ work engagement 

is positively correlated with work pressure.  
    H2: Degree of the care givers’ work pressure is 

negatively correlated with work 
satisfaction.  

    H3: Degree of the care givers’ work engagement 
is positively correlated with work 
satisfaction.  

 
B. Questionnaire Design 
This study uses the questionnaire survey as the 
measuring tool, and the questionnaire was designed 
and prepared combined with the data in the literature. 
The questionnaire design was divided into three parts: 

1. Work engagement scale: the items are two 
dimensions of “work participation” and “work 
activity”.  

2. Work pressure scale: the items are five 
dimensions of “work load”, “interpersonal 
relationship”, “work-family balance”, “personal 
responsibility” and “organization atmosphere”.  

3. Work satisfaction scale: the items are two 
dimensions of “their personal satisfaction” and 
“organization satisfaction”.  

 
C. Research Parent Group and Sampling Design  
Care givers in Taiwan were considered as the parent 
group in the scope of questionnaire survey. An 
average of 300 questionnaires was distributed aimed 
at the care givers in northern, central and southern 
parts, and a total 30 long-term care agencies were 
selected randomly. The questionnaires were answered 
with “bearer” method. In order to obtain consistency 
from comparison between the questionnaires for the 
first and the second time, the last 4 numbers of birth 
date and cell-phone number of those who filled in the 
questionnaires. In addition, the care givers including 
the foreign labors were involved in the questionnaire 
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subject and most of the foreign care givers could 
understand Chinese a little so the questionnaires for 
the foreign care givers were answered in the 
interrogation reply system by the head nurse or the 
nurses so as to improve the accuracy rate and 
collection rate. A total of 568 questionnaires were 
collected and the overall collection rate of the 
questionnaires was 94.6%. Deducting the 24 void 
questionnaires after questionnaire comparison for two 
times, there were 260 valid questionnaires after 
questionnaire comparison for two times and the 
collection rate of the valid questionnaires 
questionnaire comparison for two times was 86.6%. 
 
V. EMPIRICAL RESULTS AND ANALYSIS 
 
A comprehensive discussion was made for the 
analysis results in this study, and the relevant 
suggestions were put forward according to the 
research results to make preparations for promoting 
the human resource planning to respond to Taiwan 
entering into the aging society in the future and to 
provide the industry, government and academic field 
with the more improved system in the field of 
long-term care as well as training plan and measures 
for manpower and ability so as to promote the quality 
of long-term care in Taiwan.     
 
A. H1: Degree of the care givers’ work engagement 
is positively correlated with work pressure.  
When engagement in work participation is higher, 
they will also show higher work engagement activity. 
Work participation is significantly negatively 
correlated with work load, which means that when 
work participation is more engaged, they will enjoy 
work instead of perceiving the work load; thus, work 
load presents the relatively relaxed feeling 
psychologically. Work participation is significantly 
negatively correlated with work-family balance factor, 
which means that when work participation is more 
engaged, pressure in work-family balance is less. 
They enjoy work so they will not bring the negative 
emotions in the workplace to the family relatively. As 
a whole, work engagement is positively correlated 
with work pressure. 
 
B. H2: Degree of the care givers’ work pressure is 
negatively correlated with work satisfaction.  
Work load factor is significantly positively correlated 
with interpersonal relationship factor, which means 
that when work load is heavier, the interpersonal 
relationship shown by them is also better; work load 
factor is significantly positively correlated with 
work-family balance factor, which means that when 
work load is heavier, the work ability shown by them 
is also relatively higher; thus, the ability to handle 
work and family is also relatively mature. The 
interpersonal factor is significantly positively 
correlated with the work-family balance factor, which 
means that when interpersonal relationship is handled 

more harmoniously, balance between work and 
family can also be maintained maturely; as a whole, 
work pressure is negatively correlated with work 
satisfaction, but not significantly. 
 
C. H3: Degree of the care givers’ work engagement 
is positively correlated with work satisfaction.   
The work activity factor is significantly correlated 
with the organization and personal satisfaction factors, 
which means that when work activity is higher, they 
are more highly engaged in work; thus, the negative 
feelings like complaints will not appear relatively and 
they will have a more positive feeling about 
organization and personal satisfaction; as a whole, 
work engagement is significantly correlated with 
work satisfaction, which means that when degree of 
work engagement is higher, work satisfaction will be 
improved. 
 
VI. SUGGESTIONS 
 

1. In addition to coaching the care givers with no 
license to obtain the license, the care givers 
should be more encouraged to actively 
participate in on-the-job training as well as the 
studies courses related to long-term care to 
increase their professional ability so as to 
improve the care givers’ work participation and 
activity.  

2. In the aspect of employment of the foreign care 
givers, the care givers with the license should be 
preferred, and they should also be coached to 
promote their profession ability to solve the 
culture and language problem so as to reduce the 
foreign care givers’ work pressure. 

 
REFERENCE 
 

[1] S. Harmuth, “The direct care workforce crisis in long-term 
care,” North Carolina medical journal, vol. 63, no. 2, pp. 
87-94, 2002. 

[2] J. R. Pratt, “Long-term care: Managing across the 
continuum,” Gaithersburg, Maryland: Aspen Publishers, 
Inc, 1999. 

[3] T. M. Lodahl, and M. Kejner, “The definition and 
measurement of job involvement,” Journal of Applied 
Psychology, vol. 49, no. 1, pp.24-33, 1965. 

[4] P. P. Brooke, D. W. Russell, and J. L. Price, “Discriminate 
validation of measures of  job satisfaction, job 
involvement, and organizational commitment“, Journal of 
Applied Psychology, vol. 73, no. 2, pp.139-145, 1988. 

[5] R. N. Kanungo, “Measurement of job and work 
involvement,” Journal of Applied Psychology, vol. 6, no. 7, 
pp. 341-349, 1982. 

[6] S. Cartwright, and C. L. Cooper, “Managing workplace 
stress,” Thousand Oaks, CA: SAGE Publications, Inc, 
1997. 

[7] F. Lamm, and K. Lo, “Occupational stress in the 
Hospitality Industry: an employment relations 
perspective,” New Zealand Journal of Employment 
Relations, vol. 30, no.1, pp.23-48, 2005. 

[8] C. L. Cooper, P. J. Dewe, and M. P. O'Driscoll, 
“Organizational stress: A review and critique of theory, 
research, and applications,” Foundations for organizational 
science, Thousand Oaks, CA, US: Sage Publications, Inc, 
2001. 



International Journal of Advances in Science Engineering and Technology, ISSN: 2321-9009,              Spl. Issue-4 Nov.-2015 

A Longitudinal Study On Work Engagement, Work Pressure And Work Satisfaction Of Care Givers In Taiwan 
 

48 

[9] S. P. Brown, “A meta-analysis and review of 
organizational research on job involvement”, 
Psychological Bulletin, vol. 120, no.2, pp. 235-255, 1996. 

[10] A. Carmeli, and A. Freund, “Work commitment, job 
satisfaction, and job performance: an empirical 
investigation,” International Journal of Organization 
Theory and Behavior, vol. 7, no. 3, pp. 289-309, 2004. 

[11] M. A. Huselid, and N. E. Day, “Organizational 
commitment, job involvement, and turnover: A substantive 
and methodological analysis,” Journal of Applied 
Psychology, vol. 76, no. 3, pp.380-391. 1991. 

[12] J. E. Mathieu, and S. Kohler, “A test of the interactive 
effects of organizational commitment and job involvement 

on various types of absence,” Journal of Vocational 
Behavior, vol. 3, no. 6, pp. 33-44, 1990. 

[13] G. J. Blau, “Job involvement and organizational 
commitment as interactive of tardiness and absenteeism,” 
Journal of Management., vol. 12, no. 4, pp. 577-584, 1986. 

[14] S, Teruichi, “Work-related stress—It’s time to act,” 
Journal of Occupational Health Psychology, vol. 4, no.4, 
pp.394-396, 1999. 

[15] G. Valerie, J. Judrrh, P. E McCann, and J. F. Carol, ”Job 
stress among nursing home certified nursing 
assistants-comparison of Empowered and non-empowered 
work environments,” Alzheimer’s Care Quarterly, vol. 5, 
no.3, pp. 207-216, 2004. 

 
 
 

 
 


