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Background: Chinese medicine (CM) industry has developed rapidly in recent years, but the turnover rate

among Chinese medicine practitioners (CMPs) in Hong Kong is relatively high. The research on this issue is

insu�cient, inevitably giving rise to hidden concerns regarding the development of the CM industry. 

Purpose: explores the relationship between job satisfaction, work stress and organizational commitment

among CMPs in Hong Kong and their turnover intention. Its results provide guidance regarding the CM

industry's management and suggest future research directions. 

Design: an online questionnaire was used to collect data on quali�ed CMPs in Hong Kong for investigation.

After the pilot questionnaire, statistical analysis was used to correct the problem. The questionnaire was

forwarded by the Chinese Medicine Association and Organization through instant messaging software and

online social platforms. Descriptive analysis, reliability analysis, correlation analysis and regression analysis

were used. 

Findings: from August 1 to 16, 2019, 141 valid questionnaires were collected. The reliability analysis con�rmed

the credibility of all of the variables. The correlation and regression analyses supported the hypotheses. Thus,

job satisfaction has a negative relationship with turnover intention, work stress has a positive relationship

with turnover intention and organizational commitment has a negative relationship with turnover intention. 

Originality: multiple regression analysis showed that the variables ranked in the following order of decreasing

importance: organizational commitment > job satisfaction > work stress. To reduce the turnover rate among

CMPs, industry management must increase organizational commitment with some e�orts to enhance job

satisfaction and reduce work stress.
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Introduction

The Hong Kong Legislative Council formally enacted a subsidiary law on the registration of Chinese medicine

practitioners (CMPs) in 2000. This requires CMPs to pass the registration examination of the Chinese Medicine

Council of Hong Kong before they can practice in Hong Kong (Jiang & Che, 2000). Furthermore, since 2000,

CMPs have been able to issue legally valid sick leave and work injury certi�cates. This has gradually improved

the status and image of CMPs in the minds of Hong Kong citizens. With this improvement, senior citizens no

longer constitute the majority of Chinese medicine (CM) supporters. More young people and highly educated

people have begun to accept and use CM. For example, a study found that 71.1% of the women who had consulted

a CMP were 15 to 54 years old and that 79.6% of the female patients seeking CMP consultation had a college

degree or above (Chan & Chan, 2014). In addition, the Hong Kong Special Administrative Region (HKSAR)

government has been actively developing CM. For example, the number of registered CMPs increased from 5,012

in 2005 to 6,243 in 2011 (Department of Health, 2012) and reached 7,404 in 2019 (Hong Kong Chinese Medicine

Council, 2019). The number of CM clinics has also increased. In addition, the �rst CM hospital in Hong Kong has

completed the �rst round of tenders. The attention and recognition of CM in the international community have

also been strengthened. Hence, a group of capable CMPs is required to further the development of the industry. 

Although the development prospects of the CM seem very optimistic, some have proposed that they are actually

unknown. Despite seeming to support the CM industry, the government has not formulated a salary scale. The

timetable for CM integration into public health care is also far from being con�rmed. Furthermore, the salaries

and bene�ts of CMPs are far lower than those of Western medicine doctors. For example, in 2019, the starting

CMP salary was approximately HKD25,000, whereas the starting salary for Western medicine doctors was

approximately HKD61,060. Previous research data have generally demonstrated a serious turnover rate among

Hong Kong CMPs. For example, 22.8% of Hong Kong CMPs left their organizations in 2018-19 (Chua, Lau, Lee,

& Lam, 2021). Such turnover may lead to a less favorable atmosphere in the industry and thereby reduce

organizations’ desire to cultivate and inherit CMPs and practice CM. 

According to representative information from major institutions, namely the Hospital Authority Tripartite

Chinese Medicine Centre for Training and Research, university clinics, CM clinics operated by non-government

organizations and private CM clinics, the turnover tendency of CMPs is related to job satisfaction (e.g., salary,

management, interpersonal relationships and working environment), work stress and organizational

commitment. Therefore, this study explores the relationships between these three factors and the high turnover

among CMPs in Hong Kong. Furthermore, it uses the results to make feasible recommendations for

management consideration.
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Method

Quali�ed Hong Kong CMPs were targeted using online questionnaires to collect primary data. All of the collected

data will be destroyed 3 years after study completion. It had been approved by the Ethics Committee of Hong

Kong Baptist University’s Institutional Review Board (code: REC/19-20/0383).

Hypotheses

Job satisfaction, work stress and organizational commitment were used as the independent variables, and

turnover intention was used as the dependent variable. Three hypotheses were investigated.

H1: Job satisfaction is negatively related to turnover intention.

H2: Work stress is positively related to turnover intention.

H3: Organizational commitment is negatively related to turnover intention.

Figure 1. Model factor and coe�cient

Participants

Any CMP (including registered CMPs, listed CMPs and limited registered CMPs) certi�ed by the Department of

Health in Hong Kong was included in the study regardless of their gender, age, job discipline and nature of their

organizations, provided they were willing to participate in the online questionnaire. The respondents who were

not quali�ed to practice lawfully in Hong Kong were not considered to be quali�ed respondents regardless of

whether they had a CM degree.
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Recruitment procedures

From August 1 to 16, 2019, the questionnaire was distributed in the form of an online Google questionnaire to

major stakeholders in the CM industry, including the alumni of the three local universities (i.e., the Hong Kong

Baptist University, the Chinese University of Hong Kong and the University of Hong Kong) and the Xinhua

Chinese Medicine Promotion Association (a quali�ed CM association under the Hong Kong Chinese Medicine

Council). The representatives forwarded the questionnaire link via mobile instant messaging software (e.g.,

WhatsApp) and Facebook groups to reach more CMPs.

Sample size calculation

For the multi-factor analysis, the following formula was used: N ≥ 50 + 8m, where N is the required sample

number and m is the number of di�erent factors in the study (Green, 1991). Given the examination of four

factors (i.e., job satisfaction, work stress, organizational commitment and turnover intention), the minimum

estimated sample size required was 82 people. Considering the generally estimated 5% sampling error for

questionnaires, at least 87 valid questionnaires had to be collected to detect the relationships between the

variables.

Questionnaire development

The questionnaire was divided into two parts, with the �rst part collecting basic information and the second

part collecting variable-related information. All of the cited questions were from English questionnaires

published in international journals. They were translated into Chinese and reviewed by the research team. 

The �rst part collected the basic information of the interviewees. It was designed in reference to a survey of

doctors’ turnover intention in Guangdong, China (Lu et al., 2017). The wording and some speci�c questions

were adjusted according to the context of the CM industry and Hong Kong. 

The second part collected data for the scoring of the research variables. It included four sections from four

di�erent journals: job satisfaction (Wang et al., 2017), work stress (Aderibigbe & Mjoli, 2018), organizational

commitment (Lu et al., 2017) and turnover intention (Memon et al., 2017). To make the questionnaire more

uniform, all of the options were changed according to a Likert 5-point scale (1 = “strongly disagree,” 2 =

“disagree,” 3 = “neutral,” 4 = “agree” and 5 = “strongly agree”).

A pilot questionnaire was developed to check the appropriateness of the questions’ wording and reduce

ambiguity. At least 30 CMPs were invited to complete the pilot questionnaire, enabling its reliability to be

examined. The variables with a Cronbach’s alpha value over 0.7 were accepted. 

After the pilot test, at least 87 valid questionnaires were to be collected. The electronic questionnaire mandated

the respondents to answer all of the questions, yielding a low likelihood of obtaining invalid questionnaires. The
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only questionnaires that were suspected to be invalid were those in which the respondents chose the same

option throughout. These questionnaires were excluded. The full content of the formal questionnaire is provided

in Supplementary Document 1.

Statistical analysis

All of the collected data were exported directly via online Excel to avoid human input errors. Then, in o�ine

Excel, the results were adjusted and encoded into an SPSS format. Input methods were used twice. The same

original data were encoded twice independently. The two data sets were statistically analyzed with SPSS 25.0,

and the results were compared to ensure data accuracy.

Although the questionnaires were developed from published literature, they were not originally for CM. A

reliability test of the pilot questionnaire was carried out, and Cronbach’s alpha was used to analyze its reliability

and stability. If the reliability was insu�cient, the coe�cient results were improved by subtracting the least

relevant topics. A correlation test of Pearson’s product-moment correlation coe�cient was then conducted to

identify any relationships between the variables and to determine the strength of these relationships. Further

multiple regression analysis was used to con�rm the strength of the relationships among the variables.

Results

From July 28 to 31, 2019, 34 registered CMPs from di�erent institutions were invited to complete the pilot

questionnaire. All of their valid questionnaires were successfully collected (15 male and 19 female participants).

The pre- and post-reliability credibility results (excluding the least related questions) are summarized in Table

1.
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Variable  α No. of questions  Removed questions Revised α

Job satisfaction 0.901 1-28 (total: 28) N/A 0.901

Work stress 0.865 29-35 (total: 7) #30 (6 remained) 0.886

Organizational commitment  0.104 36-50 (total: 15)

#38, 42, 44, 46, 47, 50

(9 remained)
0.906

Turnover intention 0.950 51-55 (total: 5) N/A 0.950

Full questionnaire 0.514 1-55 (total: 55)

#30, 38, 42, 44, 46, 47, 50

(48 remained)
0.728

Table 1. Pilot questionnaire reliability test results

From August 1 to 16, 2019, the revised questionnaires were forwarded by the above-mentioned major

stakeholders in the CM industry to the CMPs. Ultimately, 141 valid questionnaires were successfully collected.

Slightly more women (53.9%) than men completed the questionnaire. The main age group was between 31 and

40 years old (47.5%). Most of the participants had a Master’s degree (53.2%). Furthermore, 99.3% were

registered CMPs, and 97.2% were providing consultation services. Among the entire sample, 75.2% were

general practitioners and 46.8% had 4 to 9 years of work experience. Many of the respondents (34%) worked at

the Hospital Authority Tripartite Chinese Medicine Centre for Training and Research (Tripartite Centre).

Furthermore, 91.5% of the CMPs worked full-time, and 73.8% worked between 40 and 49 hours per week. Their

monthly salaries largely ranged from HKD20,000 to HKD29,999 (42.6%). Many of the interviewees indicated

having no �xed working area (23.4%), and 84.4% of the respondents’ major job was outpatient service. The

details are shown in Table 2.
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  Option (number of people; %)

Gender
Male (63;

44.7)

Female

(76; 53.9)
NIL (2; 1.4)            

Age
≤ 30 (64;

45.4)

31-40

(66; 46.8)

41-50 (7;

5.0)
≥ 51 (4; 2.8)          

Education 

≤

Bachelor’s

(6; 4.3)

Bachelor’s

(46; 32.6)

Master’s

(75; 53.6)

Doctorate (11;

7.8)

NIL (3;

2.1)
       

Quali�cations

Registered

CMP (140;

99.3)

Listed

CMP (0;

0)

Limited

registered

CMP (1; 0.7)

           

Practicing
Yes (137;

97.2)
No (4; 2.8)              

Major

General

(109; 77.3)

Internal

(10; 7.1)

Surgical

(1; 0.7)

Gynecology

(2; 1.4)

Pediatrics

(1; 0.7)

Acupuncture

(9; 6.4)

Orthopedics

(3; 2.1)

Tuina

(2;

1.4)

NIL

(4;

2.8)

Years of

service

0~3 (54;

38.3)

4~9 (66;

46.8)

10~19 (17;

12.1)
≥ 20 (4; 2.8)          

Organization

Tripartite

Centre*

(48; 34)

NGO clinic

(10; 7.1)

University

clinic

(14; 9.9)

Private clinic

(35; 24.8)

Self-

employed

(30; 21.3)

Others

(4; 2.8)
     

State
Full-time

(129; 91.5)

Part-time

(11; 7.8)

Unemployed

(1; 0.7)
           

Work hours
≤ 39 (22;

15.6)

40~49

(104; 73.8)
50~59 (7; 5) ≥ 60 (6; 4.3)

NIL (2;

1.4)
       

Salary

≤ 9,999

(2; 1.4)

≤ 19,999

(7; 5)

≤ 29,999

(60; 42.6)

≤ 39,999

(38; 27)

≤ 49,999

(16; 11.3)

≤ 50,000

(16; 11.3)

NIL

(2; 1.4)
   

Work district

Hong

Kong

Island 

(22; 15.6)

Kowloon

East

(15; 10.6)

Kowloon

West

(24; 17)

New

Territories

East 

(21; 14.9)

New

Territories

West

(23; 16.3)

Un�xed

(33; 23.4)

NIL

(3; 2.1)
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  Option (number of people; %)

Major duty

Out-

patient

(119; 84.8)

Vehicle

(3; 2.1)

Outreach

(2; 1.4)

Administration

(1; 0.7)

Teaching

(4; 2.8)

Research

(3; 2.1)

Un�xed

 (7; 5)

NIL

(2;

1.4)

 

Table 2. Basic interviewee information

NIL: Unwilling to disclose. Reliability test

 

The results of all of the items in the formal questionnaire were consistent with the results of the pilot

questionnaire. Job satisfaction (α = 0.949), organizational commitment (α = 0.937) and turnover intention (α =

0.931) demonstrated strong Cronbach’s α values. Work stress (α = 0.830) and the whole questionnaire (α = 0.886)

demonstrated acceptable Cronbach’s α values. Thus, the formal questionnaire results demonstrated very high

reliability.

Correlation test

The results of the correlation test are shown in Table 3. The relationships between job satisfaction and turnover

intention (r = -0.662, p < 0.01) and between organizational commitment and turnover intention (r = -0.659, p <

0.01) were moderately statistically negative. However, the relationship between work stress and turnover

intention (r = 0.400, p < 0.01) was moderately statistically positive.
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Job

satisfaction 

Work

stress

Organizational

commitment

Turnover

intention

Job satisfaction

Pearson

correlation
1 -0.457** 0.777** -0.662**

sig. (2-tailed)   0.000 0.000 0.000

N 141 141 141 141

Work stress

Pearson

correlation
-0.457** 1 -0.306** 0.400**

sig. (2-tailed) 0.000   0.000 0.000

N 141 141 141 141

Organizational

commitment

Pearson

correlation
0.777** -0.306** 1 -0.659**

sig. (2-tailed) 0.000 0.000   0.000

N 141 141 141 141

Turnover intention

Pearson

correlation
-0.662** 0.400** -0.659** 1

sig. (2-tailed) 0.000 0.000 0.000  

N 141 141 141 141

Table 3. Correlation test results 

** indicates that the correlation is signi�cant at the 0.01 level (two-tailed).

 

Regression analysis

The results of the regression tests are summarized in Table 4. The results of the analyses of variance are

summarized in Table 5.
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Model R R2 Adjusted R2 Standard error

1 0.662 0.438 0.434 0.87596

2 0.400 0.160 0.154 1.07075

3 0.659 0.434 0.430 0.87917

4 0.712 0.507 0.497 0.82582

Table 4. Regression test abstract

1. Simple regression of job satisfaction and turnover intention.

2. Simple regression of work stress and turnover intention.

3. Simple regression of organizational commitment and turnover intention.

4. Multiple regression of job satisfaction, work stress, organizational commitment and turnover intention.

Model Sum of squares df Mean square F Sig.  

1

Regression 83.047 1 83.047 108.231 0.000

Residual 106.656 139 0.767    

Total 189.703 140      

2

 

Regression 30.338 1 30.338 26.461 0.000

Residual 159.365 139 1.147    

Total 189.703 140      

3

Regression 82.265 1 82.265 106.431 0.000

Residual 107.438 139 0.773    

Total 189.703 140      

4

 

Regression 96.272 3 32.091 47.055 0.000

Residual 93.431 137 0.682    

Total 189.703 140      

Table 5. Analysis of variance regression results
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1. Simple regression of job satisfaction and turnover intention.

2. Simple regression of work stress and turnover intention.

3. Simple regression of organizational commitment and turnover intention.

4. Multiple regression of job satisfaction, work stress, organizational commitment and turnover intention.

 

The results of the analysis of variance regression are shown in Table 5. Although the F test showed signi�cant

di�erences (p < 0.05) across all of the models, the interpretation of a single factor by R2 was vitiated, and model

1-3 was relatively low in Table 4. 

Table 6a shows the coe�cient results of the regression test. The relationships between job satisfaction and

turnover intention and between organizational commitment and turnover intention were negative, whereas the

relationship between work stress and turnover intention was positive. These results were consistent with those

of the correlation test. 

Model

Unstandardized coe�cients Standardized coe�cients

B Std. Error Beta T Sig.

1

 

(constant) 6.545 0.383   17.090 0.000

Job satisfaction -1.180 0.113 -0.662 -10.403 0.000

2

 

(constant) 0.925 0.345   2.684 0.008

Work stress 0.610 0.119 0.400 5.144 0.000

3

(constant) 5.182 0.258   20.110 0.000

Organizational commitment -0.803 0.078 -0.659 -10.317 0.000

Table 6a. Regression test coe�cient results

1. Simple regression of job satisfaction and turnover intention.

2. Simple regression of work stress and turnover intention.

3. Simple regression of organizational commitment and turnover intention. 
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Model

Non-standardized coe�cient Standardized coe�cient Collinear statistics

B Standard error Beta T Sig. Tolerance VIF

4

 

(constant) 5.244 0.603   8.700 0.000    

Job satisfaction -0.531 0.182 -0.298 -2.912 0.004 0.344 2.906

Work stress 0.224 0.103 0.147 2.172 0.032 0.786 1.273

Organizational commitment -0.466 0.116 -0.382 -4.004 0.000 0.394 2.538

Table 6b. Multiple regression test coe�cient results

1. Multiple regressions of job satisfaction, work stress, organizational commitment and turnover intention.

 

Multivariate regression analysis was performed using job satisfaction, work stress and organizational

commitment as predictive variables (independent variables) and turnover intention as a dependent variable in

Model 4. No collinear problems were found in any test. The R2 value was 0.507, yielding a degree of turnover

intention of 50.7% and reaching a medium intensity. The explanation by considering all variables was generally

higher than that for a single variable. All three variables were signi�cantly related to turnover intention. Job

satisfaction (B = -0.531, p < 0.05) and organizational commitment (B = -0.466, p < 0.05) had negative

relationships with turnover intention, whereas work stress (B = 0.224, p < 0.05) had a positive relationship with

turnover intention. The following unstandardized regression model was used for this analysis: 

Turnover intention = 5.244-0.531 x (job satisfaction) + 0.224 x (work stress)-0.466 x (organizational

commitment)

The following standardized regression model was used:

Turnover Intention = -0.298 x (job satisfaction) + 0.147 x (work stress)-0.382 x (organizational commitment)

Therefore, the variables rank in the following order of importance: organizational commitment > job

satisfaction > work stress.

Follow-up analysis of job satisfaction

In both the correlation analysis (r = -0.662, p < 0.01) and the simple regression analysis (R2 = 0.438), job

satisfaction showed the strongest relationship with turnover intention among the variables. Job satisfaction

consists of six variables: 1) leadership and management, 2) training and promotion, 3) interpersonal
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relationships, 4) work environment, 5) compensation and welfare and 6) work function. Thus, it was

worthwhile to examine which was the most important.

In the correlation analysis, all six variables showed moderately negative signi�cant di�erences with the

turnover relationship. The details are shown in Supplementary Document 1.

In the multiple regression analysis of turnover intention and the six variables, leadership and management and

work function demonstrated the strongest negative relationships with turnover intention (R2 = 0.471). After

gradually removing the variables that showed no signi�cant relationship, an unstandardized regression model

with an R2 value of 0.447 was obtained (the details are shown in Supplementary Document 1):

Turnover intention = 6.199 + -0.527 x (leadership and management) + -0.534 x (work functions)

Discussion

The correlation and regression analyses showed that job satisfaction, work stress and organizational

commitment were statistically related to turnover intention. Speci�cally, job satisfaction and organizational

commitment demonstrated negative relationships with turnover intention and work stress demonstrated a

positive relationship with turnover intention. This is consistent with logical expectations and �ndings from

other industry research (Salleh, et al., 2012).

Job satisfaction

The correlation and regression analyses showed that job satisfaction had a signi�cantly negative relationship

with turnover intention. The correlation intensity and the rationale in the regression were moderate. In the

follow-up analysis, all of the constituent variables of job satisfaction demonstrated signi�cantly negative

relationships with turnover intention. Leadership and management and work function under job satisfaction

were the most closely related domains to turnover intention. 

In this regard, CM institutions should frequently review their leadership, management style and system. They

should listen more to employees’ demands and regularly review CMP management. They should also regularly

refer to the standards of other industries and other medicine-related professions. Instead of following the

traditional authoritarian leadership style, leaders should consider using participative and even delegative

management styles. Organizational justice in di�erent management areas should also be reviewed.

Work stress

The correlation and regression analyses showed that work stress had a signi�cantly positive relationship with

turnover intention. However, neither of the analyses yielded strong results. This suggests that despite the clear

negative relationship between the two, the degree of interpretation, R2 = 0.094, between them is not strong.
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Although this result seems inconsistent with some general research (Labrague et al., 2018), medical sta�,

including CMPs, generally have a stronger ability to resist stress than people in other industries. Thus, work

stress may not explain the turnover intention of CMPs. 

Stress can be both motivating and hindering. CM management should focus on dealing with hindering stressors

(e.g., by accommodating individuals’ family-work role con�icts, relaxing unreasonable deadlines and reducing

unnecessary administrative work, etc.). Given the consistently signi�cant negative relationship between work

stress and turnover intention, CM institutions must still properly evaluate their employees’ degree of work

stress. Doing so may prevent high levels of work stress from combining with other factors and becoming a

strong in�uence.

Organizational commitment

The correlation and regression analyses showed that organizational commitment had a signi�cantly negative

relationship with turnover intention. Similar to the results for job satisfaction, the correlation intensity and the

rationale in the regression were moderate. It is common for employees to be more willing to work in

unfavorable situations if they are highly committed to their company. 

Hence, CM institutions should improve the organizational commitment of their sta� members in di�erent ways

(e.g., by providing a reasonable and friendly working environment with regular organizational gatherings and

developing an inclusive environment among di�erent groups of employees/practitioners, etc.).

Multiple e�ects

Separately examining the correlation analysis and regression analysis results for the relationships of job

satisfaction, work stress and organizational commitment with turnover intention yielded results that did not

strongly explain CMPs’ turnover tendency. All of the variables were moderately correlated with turnover

intention, but their respective degrees of regression interpretation were weak, where the R2 of each variable

were low in table 4. However, considering the three variables comprehensively via multiple regression analyses

allowed for better interpretations to be made. 

To reduce CMP turnover, the CM industry should consider all three aspects at the same time. Speci�cally,

measures should be taken to 1) improve the job satisfaction of CMPs, 2) reduce the pressure on CMPs and 3)

improve the organizational commitment of CMPs.

Limitations

Selection bias could be the biggest limitation of this trial. Over 70% of the respondents indicated that they were

general CMPs, and most of them worked 40 to 49 hours per week. These �ndings are similar to those of a CM

survey conducted by the HKSAR government (Department of Health, 2012). However, most of this study’s
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respondents were women, in contrast to the male majority (67.6%) in the government’s CMP survey

(Department of Health, 2012). The majority of this study’s respondents were under 40 years old, greatly

di�erent from the average CMP age of 58 years old in Hong Kong (Department of Health, 2012). Although this

may suggest that the number of women in the young generation of CMPs is higher, it also showed there might

have been a selection bias in the included sample.

Also, over 60% of the CMPs who participated in this study’s questionnaire held a Master’s degree or above, and

only 46.1% of them worked in the private sector. These �ndings are inconsistent with those reported in the

HKSAR government’s CMP survey, which indicates that less than 30% of CMPs hold Master’s quali�cations, and

88.2% work in the private sector. Nevertheless, although these results may suggest a possible selection bias

during sampling, they may also indicate that the academic quali�cations of CMPs have increased and that the

working institutions have become more diverse (Legislative Council Health A�airs Committee, 2018).

The respondents in this study were mostly young and had relatively short tenures as CMPs. Of the respondents,

none were listed CMPs, and only one was a limited registered CMP. Senior CMPs may be less likely to participate

in the study due to the online questionnaire setting. As age and tenure may cause some di�erences in the

turnover behaviors and tendencies of employees, this study’s results may not fully re�ect the situation of all

CMPs in Hong Kong. Furthermore, the questionnaires were mainly distributed to CM stakeholder organizations.

However, most of the listed CMPs and limited registered CMPs were relatively independent individuals who

were seldom involved in such organizations. Therefore, future research should consider how to increase the

inclusion of older CMPs and other kinds of CMPs (e.g., by mailing physical questionnaires, completing personal

interview questionnaires or conducting telephone interviews).

Lastly, a cross-sectional approach, instead of a longitudinal approach, was used in this research. Although it is

easy to compare the variables at a single time point, this approach only shows the correlations but not the

causations among the variables. It is suggested that in future research, the longitudinal approach should be

adopted.

Future research direction

There may be di�erent interpretations for our �ndings, one being that CMPs leave their present organizations

and join other organizations in the Chinese Medicine industry while the other being that CMPs leave the Chinese

Medicine industry. The former is at the organisational level while the latter is at the industry level. The present

study does not address this di�erence in turnover which should be taken into consideration in conducting future

research as they in fact carry di�erent implications. 
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Conclusion

The job satisfaction, work stress and organizational commitment of Hong Kong CMPs were signi�cantly related

to their turnover intention. Speci�cally, the turnover intention was negatively related to both job satisfaction

and organizational commitment, but positively related to work stress. In addition, interactions were observed

between various variables. Thus, to reduce CMPs turnover, the CM industry should take all factors into

consideration.
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