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Table 1. Comparison of Basic Characteristics of Female Hospital Nurses and Female Wage Workers

Age(years)

Marital status

Preschool child

Education

Satisfaction with
economic status

Mean=SD
20~29
30~39
40~69

No
Yes
No
Yes
College

Bachelor's

>Master's

Affordable
Normal
Difficult

Pre—matching

Female wage
workers
(n=1,439)

n(%) or
M+£SD
39.9+10.6

320(22.2)
348(24.2)
771(53.6)
604(42.0)
835(58.0)
1,280(89.0)
159(11.1)
535(37.2)
831(57.8)
73(5.1)

532(37.0)
713(49.6)
194(13.5)

Female
Hospital
nurses
(n=329)
n(%) or
M=SD
34.2+9.0

130(39.5)
108(32.8)
91(27.7)
190(57.8)
139(42.3)
227(84.2)
52(15.8)
38(11.6)
234(71.1)
57(17.3)

68(20.7)
223(67.8)
38(11.6)

D

0.001
0.001

<0.001

0.016

0.001

0.001

Post-matching

Female wage
workers
(n=311)

n(%) or
M+£SD
35.0+9.6

123(39.6)
107(34.4)
81(26.1)
180(57.9)
131(42.1)
267(85.9)
44(14.2)
36(11.6)
231(74.3)
44(14.2)

66(21.2)
208(66.9)
37(11.9)

Female
Hospital
nurses
(n=311)
n(%) or
M=SD
34.0+8.8

123(39.6)
105(33.8)
83(26.7)
180(57.9)
131(42.1)
260(83.6)
51(16.4)
38(12.2)
227(73.0)
46(14.8)

64(20.6)
210(67.5)
37(11.9)

0.154
0.979

1.000

0.435

0.935

0.980
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T Depressive symptoms  Mean+SD

T Stress Mean=SD
Working hour < 39
(hours per a week) 40
> 4
Job satisfaction Mean=+SD
T Work-life balance Mean+SD
(Work-to-Life)
T Work-life balance Mean+SD
(Life-to-Work)
Turnover intention No
Yes

Pre-matching

Female wage e
Hospital

workers nuUrses
(n=1,439) (h=329)
n(%) or n(%) or
M=SD M=£SD
1.3+0.4 1.7+0.6
2.0+0.4 2.2+0.5

231(16.1) 35(10.6)
1,048(72.8) 155(47.1)
160(11.1) 139(42.3)

3.56+0.5 3.2+0.7
3.1+0.4 2.9%0.5
2.9%x0.5 2.820.5

1,403(97.5) 179(54.4)
36(2.5) 150(45.6)

0.001

0.001
<0.001

0.001
0.001

0.003

<0.001

1 The scale ranges from 1 to 4, with higher scores reflecting a more favorable condition.

Post-matching

Female wage
workers
(n=311)

n(%) or
M+£SD

1.3+x0.4

2.0x0.4
39(12.5)
248(79.7)
24(7.7)
3.56+0.5
3.1+£0.4

2.9%x0.5

302(97.1)
9(2.9)

Female
Hospital
nurses
(n=311)
n(%) or
M=£SD

1.7+0.6

2.2+0.5
33(10.6)
146(47.0)
132(42.4)
3.2+0.6
2.9+0.5

2.820.5

171(55.0)
140(45.0)

0.001

0.001
0.001

0.001
0.001

0.034

0.001



Work-life balance (Life-to-

Work-life balance (Wor-to-Life)

Work)

¥ Irregular working hours interferes with my family life _23 31
¥ Long working hours interferes with my family life _24 59
Working has a positive effect on my children N 2.83-0
Working increases satisfaction with family life s, %g

| am more appreciated by my family by workinG . | ——— 2

Working is rewarding and provides vitality to my life _2'2 0
¥ | have considered quitting my job due to caregiving duties the 29

family I — 2 3
¥ | often face difficulty at work due to heavy housework burdens . %-0
| often face difficulty of balancing work due to child rearing burdens S 2
| work harder because my family appreciates my work N 2.9

I work harder due to my responsibility to support my family N 0 G 2.8

0.0 0.5 1.0 15 2.0 2.5 3.0 35

Female hospital nurses with turnover intention

B Female wage workers with turnover intention (¥ These items were reverse-coded)

Figure 1. Work-Life Balance Scores of Female Hospital Nurses and Female Wage Workers with Turnover Intention
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Table 2. Higher Turnover Intention Among Female Hospital Nurses Compared to Female Wage Workers:

A Propensity Score Matching Analysis

Pre—matching

Post-matching

OR (95%Cl) p OR (95%Cl) p
Age(years) 20~29 1 1
30~39 0.69 (0.42, 1.15) 0.157 0.85 (0.46, 1.56) 0.590
40~55 0.32 (0.18, 0.60) <0.001 0.34 (0.14, 0.83) 0.018
Marital status No 1 1
Yes 1.03 (0.63, 1.71) 0.898 0.63 (0.32, 1.25) 0.188
Education College 1 1
Bachelor’s 1.22 (0.72, 2.08) 0.465 1.37 (0.64, 2.93) 0.417
>Master's 1.42 (0.66, 3.05) 0.366 1.89 (0.65, 5.50) 0.245
Satisfaction with Affordable 1 1
economic status Normal 1.17  (0.75, 1.82) 0.494 0.99 (0.54, 1.81) 0.967
Difficult 1.82 (0.91, 3.63) 0.090 1.38 (0.53, 3.63) 0.507
Stress 1.41 (0.95, 2.08) 0.089 1.52 (0.97, 2.39) 0.067
Work-life balance 0.32 (0.21, 0.49) <0.001 0.40 (0.25, 0.65) 0.001
(Work—life)
Work-life balance 0.81 (0.52, 1.26) 0.355 0.62 (0.37, 1.03) 0.063
(Life—work)




Pre—-matching Post-matching
OR (95%Cl) p OR (95%Cl) p
Occupation Female wage 1 1
workers
Hospital nurses  18.79 (12.35, 28.58)  <0.001 19.40 (10.83, 34.75) <0.001
n=1,768, n=622,

Adj. Pseudo R2=0.386 Adj. Pseudo R2=0.326
Wald test=488.99, p(.001 Wald test=174.24, p<.001

OR = Odds Ratio; Cl = Confidence Interval



ABSTRACT

Turmover Intention of Hospital Nurses Compared to
Female Wage Workers: A Propensity Score Matching
Analysis

Jung, Young-il

Dept. of Environmental Health, Korea National Open University
Son, Dong-Min

Dept. of Nursing, Ansan University

Cho, Ok Yeon
College of Nursing, Gachon University

This study aimed to compare work-life balance (WLB) between
female hospital nurses and female wage workers and to examine the
extent to which female hospital nurses demonstrate higher turnover
intention than their counterparts. Data were drawn from two sources:
a survey of female nurses working in four general hospitals in the
Seoul Capital Area and the 8th Korean Longitudinal Survey of
Women and Families. A total of 329 female hospital nurses and 1,439
female wage workers were included, and propensity score matching
was applied to obtain 311 participants in each group. Statistical
analyses included t-tests, chi-square tests, and logistic regression. The
findings showed that female hospital nurses were more than ten times
more likely to report turnover intention as female wage workers. This
elevated risk persisted even after controlling for sociodemographic

variables and after matching. Regarding WLB, the “Work-to-Life”
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dimension was significantly associated with turnover intention among
nurses, whereas the “Life-to-Work” dimension was more relevant for
wage workers. Nurses were particularly vulnerable to time-based
conflicts, such as irregular and excessively long working hours. These
results highlight that the high turnover intention among hospital nurses
is attributable to structural and occupational factors rather than
individual characteristics. The study underscores the need for
organizational and policy measures, including improved work-hour
management, family-friendly support, and expanded job resources, to
reduce turnover risk and ensure the sustainability of the nursing

workforce.

| Key Words | Female hospital nurses, female wage workers, work-life

balance, turnover intention, propensity score matching

142 - SERIZSIAET M18H 15





