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Abstract
Background In China, community rehabilitation workers are facing a growing challenge related to heavy 
occupational stress, which is having an impact on employment turnover. Previous studies have explored the effect of 
the public service motivation of workers in “helping” jobs on occupational stress or turnover intention, but there is a 
lack of clarification of the impact of altruism on turnover intention in the case of complex pathways involving various 
factors.

Methods A stratified sampling method was used, and a total of 82 community rehabilitation workers who 
assist disabled people from 34 community health centres in Jiangmen city were included in the study from 
August to October 2022. The turnover intention, occupational stress, burnout, quality of life, altruism, and certain 
sociodemographic information of community rehabilitation workers were measured using a structured questionnaire. 
The partial least squares method was employed to construct and test the structural equation model.

Results Although altruism had no direct impact on occupational stress or turnover intention, altruism moderated the 
effect of occupational stress on burnout (βMod = −0.208) and quality of life (βMod = 0.230) and weakened the mediation 
of burnout and quality of life between occupational stress and turnover intention.

Conclusions This study proposes to address the dilemma of “strong function” and “weak specialty” in community 
rehabilitation services and to conduct positive psychological interventions for community rehabilitation workers 
through the guidance of altruistic values.

Keywords Community rehabilitation worker, Altruism, Occupational stress, Turnover intention, Partial least squares, 
Moderated mediation

The moderating effect of altruism on the 
relationship between occupational stress 
and turnover intentions: a cross-sectional 
study of community rehabilitation workers 
in China
Nian Liu1,5* , Yiyang Shu2, Wei Lu3*  and Yongshi Lin4

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/publicdomain/zero/1.0/
http://orcid.org/0000-0001-9079-7444
http://orcid.org/0000-0002-4565-0360
http://crossmark.crossref.org/dialog/?doi=10.1186/s40359-024-01926-z&domain=pdf&date_stamp=2024-8-8


Page 2 of 14Liu et al. BMC Psychology          (2024) 12:442 

Introduction
According to the China Disabled Persons’ Federation 
(CDPE), there were 85 million disabled people in China 
by the end of 2020, accounting for approximately 6.21% 
of the total population, among whom nearly 50  million 
were in need of rehabilitation [1]. Most disabled people 
live in the community and receive community rehabilita-
tion treatment, except a very small number of disabled 
people receiving hospital rehabilitation treatment in 
medical institutions [2]. By the end of 2020, there were 
a total of 10,440 rehabilitation institutions for disabled 
people in China, including 2,550 rehabilitation institu-
tions (which mainly includes specialized social nursing 
homes and rehabilitation hospitals) in the CDPE system 
and 7,890 community-based rehabilitation institutions; 
there were 295,000 people working in rehabilitation insti-
tutions, including 213,000 workers who provided direct 
rehabilitation services [3]. According to national statis-
tics, 213,000 workers serve more than 50 million disabled 
people, with a single worker serving an average of 250 
disabled people.

Historically, to develop welfare support, the Chinese 
government has established community rehabilitation 
institutions for disabled people at the neighbourhood and 
town levels. Chinese community rehabilitation institu-
tions have experienced development and transformation 
from community work treatment stations to community 
health centres [4]. Since 2017, Guangdong Province, as 
a national pilot area, has rapidly built community health 
centres throughout the province. In contrast to tradi-
tional treatment stations that emphasize vocational 
rehabilitation, community health centres focus on the 
rehabilitation of vocational skills for disabled people, 
training disabled people to live at home, providing daily 
life care and enhancing their ability to integrate into the 
community. With the expansion of community health 
centres in terms of service function and content, com-
pared to traditional treatment stations, higher functional 
ability and work requirements are considered in the 
training of community rehabilitation workers.

In contrast to strengthening the composition of a high-
quality work team, the turnover of community rehabili-
tation workers is becoming increasingly serious. Studies 
show that there is an insufficient number of existing pro-
fessionals, and turnover rates in China’s community reha-
bilitation institutions are as high as 60% [5]. Community 
rehabilitation workers are faced with the development 
dilemma of high work pressure and unstable teams, 
which has severely hindered the improvement of the 
community welfare of people with disabilities in China 
[6].

Rehabilitation with disabled people is a specialized 
occupation, and the decision to work in this field is 
guided by altruistic values [7]. The altruistic behaviour 

of rehabilitation workers derives from a place of care and 
compassion for disabled people rather than for social 
returns, and whether an employee demonstrates altruis-
tic motivation is often an important consideration in the 
recruitment process [8]. Altruism is people-oriented and 
helps to motivate workers to invest fully in their poten-
tial, cope with work pressure and adjust career chal-
lenges [9]. This attitude serves to improve mental health, 
promote quality of life, and build good professional self-
esteem in rehabilitation workers [10].

Some studies have explored the relationships between 
altruistic values and employee pressure, quality of life 
and turnover intention for helping professionals, such as 
medical and teaching staff [11–13]. However, these stud-
ies concentrate on the independent relationship between 
altruism and other factors, while few studies have com-
prehensively considered the role of altruism in cases of 
the complex mechanisms of various factors. This study 
focuses on the pathways between altruism and work 
pressure, burnout, quality of life and turnover intention. 
The aim is to clarify how the altruistic values of commu-
nity rehabilitation workers affect their turnover inten-
tions, and corresponding research countermeasures are 
proposed.

Literature and hypotheses
The concepts of altruism and public service motiva-
tion are closely related. The former is more general, 
with motivation as its core attribute, and can be under-
stood as the broad concept underpinning public service 
motivation [14]. Public service motivation, as a type of 
incentive structure of individual resources and organi-
zations, plays a crucial role in explaining work-related 
attitudes and behaviours, such as work stress, burnout, 
turnover intention and other occupation-related vari-
ables. Self-regulation theory emphasizes how individu-
als manage and control their behaviour, emotions, and 
motivations through self-observation, self-judgement, 
and self-response [15]. Through self-regulation, individu-
als can exert a certain level of control over their thoughts, 
emotions, and behaviours to adapt to various envi-
ronments and challenges. As a projective self-defence 
mechanism, altruism is an attitude towards life that indi-
viduals display by vigorously controlling their own needs 
or actions to fulfil the desires of others [16]. In the work-
place, altruism can be seen as a positive coping strategy 
that helps employees better manage job stress and reduce 
their intention to leave. Specifically, the altruistic tenden-
cies of community rehabilitation workers can be viewed 
as a resource or strategy for self-regulation [17], which 
assists individuals in more effectively dealing with job 
stress and lowering their turnover intentions.

Altruism is negatively correlated with turnover inten-
tion. Employees with high altruism are less likely to 
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express turnover intention than are those with low altru-
ism [18, 19]. Fostering altruism in an organization can 
effectively inhibit employees’ turnover intention, thus 
reducing the loss of employees [12]. Moreover, pub-
lic service motivation, as an individual motivation to 
serve others and society, is also regarded as an impor-
tant resource for individuals to overcome pressure [20]; 
the altruistic behaviours of helping others can effectively 
improve work efficiency and quality [21]. Therefore, from 
the perspective of public service motivation, namely, 
altruism, this study discusses the impact of altruistic 
value tendencies on work pressure and turnover inten-
tion and proposes two hypotheses:

H1 Altruism negatively affects occupational stress. The 
stronger the tendency towards altruism is, the lower the 
occupational stress.

H2 Altruism negatively affects turnover intention. The 
stronger the tendency towards altruism is, the lower the 
turnover intention.

Occupational stress is a syndrome characterized by emo-
tional exhaustion, depersonalization and a decreased 
sense of personal accomplishment among people in the 
work environment; this stress can lead to irritability, 
sleep disorders, hypertension, anxiety and chronic cyni-
cism [22]. To explain the source of pressure according 
to resource protection theory, when the need for work 
exceeds individuals’ ability and resources, individuals will 
be deprived of their own personal resources, leading to a 
sense of threat and instability, and pressure is generated 
accordingly, damaging the physical and psychological 
health of employees [23, 24]. Fukui, Rollins and Saly-
ers [25] suggested that the effect of occupational stress 
on turnover intention was much greater than those of 
the organization and working environment. In contrast, 
when individuals’ sense of pressure is reduced, they will 
experience happiness and move towards an autonomous 
motivational state, which will further encourage them to 
pursue their interests, goals and experiences at work and 
reduce their turnover intention [26].

Burnout is a progressive psychological response to 
chronic occupational stress, including emotional exhaus-
tion, depersonalization and a decreased sense of per-
sonal accomplishment [27]. Studies show that burnout is 
directly caused by work stressors [24, 28], and employ-
ees experiencing burnout are more likely than others to 
exhibit withdrawal behaviour (such as absenteeism) or 
refuse to socialize with other colleagues [29] and are more 
inclined to quit [28, 30]. Compared with other employees, 
people in the public service industry are more likely to 
suffer from burnout [31], and a high level of exhaustion 
for an extended period is more likely to increase employee 

turnover intention. When an individual’s work pressure 
increases, resulting in emotional exhaustion and work-life 
conflicts, personal health, including physical and psycho-
logical health, will also improve, and the personal health of 
employees is closely related to their quality of working life 
[32]. Through a survey of medical workers, Mosadeghrad, 
Ferlie and Rosenberg [33] found that occupational stress 
poses a serious threat to the quality of working life and 
eventually leads to employee turnover, which increases 
the turnover loss of the organization. Xu, Chen and Shao 
[34] indicated that the quality of working life was nega-
tively correlated with turnover intention. The greater the 
quality of working life is, the lower the turnover inten-
tion. In short, turnover intention is directly or indirectly 
affected by work pressure, and burnout and quality of 
life play important mediating roles in the relationship 
between work pressure and turnover intention. Therefore, 
this paper proposes the following three hypotheses:

H3 Occupational stress positively affects turnover inten-
tion. The greater the occupational stress is, the stronger the 
turnover intention.

H4 Occupational stress indirectly affects turnover inten-
tion through a positive effect on burnout, and burnout 
plays a mediating role.

H5 Occupational stress indirectly affects turnover inten-
tion through a negative effect on quality of life, and quality 
of life plays a mediating role.

Public service motivation, as an individual motivation to 
serve others and society, is also regarded as an impor-
tant resource for individuals to overcome pressure [20]. 
According to self-regulation theory, individuals set coping 
strategies based on their own values and goals when faced 
with stress [35]. Individuals make value judgements about 
their behaviour, emotions, and motivations based on the 
results of self-observation, determining whether they 
align with their own goals and expectations. Subsequently, 
they take appropriate measures to adjust to the challenges 
they face to achieve their set objectives [15]. Therefore, 
community rehabilitation workers with a strong tendency 
towards altruism are likely to adopt positive self-regu-
lation strategies to cope with job stress. These strate-
gies may include adjusting work attitudes, seeking social 
support, or employing other methods that help alleviate 
stress [36]. This positive self-regulation helps to reduce 
occupational burnout and poor quality of life caused by 
job stress, which in turn reduces the intention to leave. 
An altruistic orientation can help workers focus more 
on the needs and welfare of disabled individuals, thereby 
reducing their perception of job stress. When workers 
concentrate on helping others, they are more likely to find 
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meaning and value in their work, which in turn reduces 
the negative effects of job stress. Furthermore, an altru-
istic orientation can help community disability support 
workers maintain a positive attitude and motivation. 
They are more likely to view their work as a mission and 
responsibility rather than just a job. This sense of mission 
can inspire workers’ intrinsic motivation, making them 
more willing to invest time and effort to address difficul-
ties at work [37]. Therefore, an altruistic orientation can 
ultimately reduce workers’ turnover intentions.

Individuals with high public service motivation are 
more inclined to choose industries that can fulfil their 
public service needs in the long run because their val-
ues are consistent with the missions of public service 
organizations. Even under heavy pressure, they are 
also more willing to develop professionally in the pub-
lic service industry over a long period and are less likely 
to quit [32, 38]. Other studies have shown that [13, 39], 
under high pressure, individuals with high public service 
motivation have greater psychological health than those 
with low public service motivation and are more likely 
to have a higher quality of working life, which may lead 
to an autonomous motivational orientation. At the same 
time, individuals with high public service motivation will 
regard stressors as a challenge and an opportunity to do 
good for others and society; these individuals will then 
focus on their internal desires to better manage the emo-
tions related to stressors, choose appropriate solutions 
and reduce the potential negative emotional impact of 

stress, thus reducing their sense of burnout [22]. There-
fore, this paper hypothesizes that altruistic service moti-
vation also moderates the direct effect of work pressure 
on turnover intention and on the effect of work pressure 
on turnover intention through burnout and quality of 
life:

H6 : Altruism moderates the direct effect of occupational 
stress on turnover intention, and altruism weakens this 
effect.

H7 : Altruism has a moderating effect on the relation-
ship between occupational stress and burnout, and altru-
ism weakens the effect of occupational stress on burnout, 
which in turn affects the mediating effect of burnout on 
the relationship between occupational stress and turnover 
intention.

H8 Altruism has a moderating effect on the relationship 
between occupational stress and quality of life, and altru-
ism weakens the effect of occupational stress on quality of 
life, which in turn affects the mediating effect of quality of 
life between occupational stress and turnover intention.

Based on the above research hypotheses, this study takes 
turnover intention as the dependent variable to construct 
a structural path model of altruism, work pressure, burn-
out and quality of life that can affect the turnover inten-
tion of community rehabilitation workers (see Fig. 1). In 

Fig. 1 Framework of hypothesis
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addition, employees’ salary and working years affect their 
turnover intention, and a higher salary and longer work-
ing years reduce their turnover intention [40]. Clearly, 
employees’ salary is negatively correlated with their turn-
over intention; that is, the lower the employees’ salary 
is, the greater their turnover intention [11]. Studies have 
shown that employees’ working years are negatively cor-
related with their turnover intention; that is, the longer 
the employees’ working years are, the lower their turn-
over intention is [41]. This study introduces the salary 
and working years of community rehabilitation workers 
into the structural model as control variables to eliminate 
their effects on turnover intention.

Methods
Sampling and sample size
This study included all community rehabilitation work-
ers in Jiangmen as the sample population. Jiangmen city, 
in central Guangdong Province, is a relatively developed 
area of economy and community service in China. This 
study began with a sampling survey from August to 
October 2022, and the survey process was divided into 
two steps: community health centre sampling and com-
munity rehabilitation worker sampling.

The first step was to select the community health cen-
tre. In 2018, Jiangmen began a vigorous effort to build 
community health centres at the neighbourhood and 
town levels, which are mainly responsible for providing 
vocational rehabilitation, rehabilitation function training, 
home living ability training and other daytime care ser-
vices (without accommodation) for people with mental, 
intellectual and physical disabilities. By the end of 2021, 
a total of 37 community health centres had been built 
in Jiangmen city. Among them, 3 health centres special-
ize in providing rehabilitation services for people with 
vision, hearing and speech disabilities and are directly 
affiliated with the Jiangmen Disabled Persons’ Federation 
[42] and not under the jurisdiction of streets and towns. 
These centres were not included in this survey due to 
their special ownership. The remaining 34 community 
health centres were included.

The second step was to select community rehabili-
tation workers. In this study, community rehabilita-
tion workers refer to (1) full-time workers who work 
in community health centres and sign formal labour 
contracts with the centres, excluding part-time work-
ers; (2) professionals who are directly engaged in reha-
bilitation services for disabled people, including those 
who provide professional services such as life guidance, 
vocational rehabilitation and psychological counsel-
ling in the posts of social work, rehabilitation therapists 
and physiotherapists, excluding administrative, logistic 
and managerial personnel. Generally, one community 
health centre employs approximately 4–10 rehabilitation 

workers. Considering the limited research funds, this 
study selected 5 as a limit, and if the number of workers 
was ≤ 5, 2 people were selected; if the number of workers 
was < 10, 3 people were selected; and if the number of 
workers was ≥ 10, 4 people were selected. A correspond-
ing number of rehabilitation workers were randomly 
selected based on the order of their work card number, 
with an interval of “3” (if refused, the subsequent worker 
was selected), and a structured questionnaire survey was 
conducted.

This study was approved by the Ethics Committee of 
the School of Public Administration of Guangzhou Uni-
versity, and the relevant survey procedures were in line 
with the requirements of the Declaration of Helsinki. 
The questionnaire survey was conducted in a separate 
room, and the respondents could choose to complete 
the questionnaire through question-and-answer or self-
reports. After the questionnaire was completed, the 
researcher immediately recovered and sealed it for uni-
fied data entry. The data from this research do not reveal 
any personal identifying information related to the 
respondents.

In this survey, a total of 91 community rehabilita-
tion workers were selected from 34 community health 
centres in Jiangmen city. Among them, 6 people were 
removed due to urgent work tasks during the question-
naire interview, and 3 questionnaires were not filled 
out. Finally, 82 valid questionnaires were recovered, for 
a valid rate of 90.1% (82/91). During the same period, 
there were 423 community rehabilitation workers in the 
community health centres in Jiangmen city [42], and the 
proportion of research samples accounted for 19.4% of 
the total number of community rehabilitation workers 
(82/423). Among the 82 community rehabilitation work-
ers selected, 71 were female and 11 were male; their ages 
ranged from 22 to 59, with an average age of 34.5; 72 
people had local registered residences, and 10 people had 
registered residences in the province.

The small sample size is one of the major limitations 
of this study. First, this is the first survey on the men-
tal health status of community rehabilitation workers in 
China, and this group is widely distributed across com-
munities with heavy daily workloads. Due to time and 
financial constraints, it was difficult to further expand 
the sample size. Second, the sample is representa-
tive in terms of gender, age, and household registra-
tion, which can reflect the characteristics of the target 
group (Jiangmen Disabled Persons’ Federation, 2022). 
In addition, we conducted a statistical power analysis, 
and the results showed that our sample size was suf-
ficient to detect the expected effect size (see Table  1). 
In conclusion, a sample size of 82 community rehabili-
tation workers was sufficient to achieve our research 
objectives.
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Variables
Turnover intention (dependent variable)
This variable mainly measures the intention of commu-
nity rehabilitation workers to leave the community health 
centre. We refer to the measurement approach used by 
Abrams, Ando and Hinkle [43] for the turnover inten-
tion of enterprise employees, including 4 items scored 
from 1 to 5 (1 = strongly disagree, 5 = strongly agree), 
which are as follows: having the idea to leave, expecting 
to leave within the next few years, considering leaving, 
and leaving only upon retirement (reverse item). The 4 
items together constitute the latent variable of turnover 
intention, and the load of the standardized factor of items 
ranges from 0.710 to 0.898 (see Table 2) with the internal 
consistency reliability of the scale reaching Cronbach’s 
α = 0.825, the constituent reliability CR = 0.889 and the 
convergent validity AVE = 0.668. According to the sugges-
tions of Fornell and Larcker [44], the turnover intention 
factor has good reliability and convergent validity.

Occupational stress (independent variable)
The occupational stress scale developed by House, Wells, 
Landerman, et al. [45] was adopted and translated into 
Chinese by Chen Wei-Qing, Wong and Yu [46] to mea-
sure the occupational stress of industrial workers. The 
scale consists of 15 items scored from 1 to 5 (1 = never, 
5 = always). The higher the score is, the greater the work 
pressure. The scale involves 5 dimensions—responsibil-
ity pressure, quality concern, role conflict, job vs. nonjob 
conflict and workload—each of which includes 3 items. 
Since the sample size of this study is small, the item 

parcelling method was adopted to make the parameter 
estimation relatively stable [47, 48]. The 3 items in each 
dimension were summed and averaged, and the aver-
age score was used to represent this dimension. Finally, 
after item parcelling, 5 indicators representing 5 dimen-
sions of occupational stress were used to construct latent 
variables of occupational stress. The standardized fac-
tor loadings range from 0.760 to 0.931, with Cronbach’s 
α = 0.910, CR = 0.935, and AVE = 0.742, and the occupa-
tional stress factor has good reliability and convergent 
validity.

Burnout and quality of life (mediating variables)
Burnout refers to a phenomenon of psychological 
exhaustion caused by work [49]. This study used the 
Maslach Burnout Inventory General Survey (MBI-GS) 
[50] to measure burnout. The MBI-GS has a total of 16 
items scored from 0 to 6, which are divided into three 
dimensions: 5 questions for exhaustion, 5 questions for 
cynicism, and 6 questions for low professional efficiency. 
The higher the score is, the greater the burnout. Item 
parcelling was used to package the items of each dimen-
sion, and 3 indicators representing 3 dimensions were 
used to construct a latent variable of burnout. The stan-
dardized factor loadings ranged from 0.636 to 0.857, with 
Cronbach’s α = 506, CR = 0.814 and AVE = 0.597. Quality 
of life was measured using the Quality of Life Assessment 
Scale (QOLAS) [51]. The QOLAS consists of 16 items 
scored from 1 to 5, covering four dimensions: physical, 
psychological, social and functional. Item parcelling was 
also used, and the standardized factor loadings of the 4 

Table 1 Moderating effects of Altruism
Altruism as Moderator Estimate SD T Value P Value Bootstrapping

Bias Corrected
2.5% 97.5%

Moderating Effect
Occupational Stress -> Turnover Intention − 0.099 0.087 1.145 0.252 − 0.272 0.069
Occupational Stress -> Burnout − 0.208 0.054 3.826 < 0.001 − 0.303 − 0.091
Occupational Stress -> Quality of Life 0.230 0.078 2.965 0.003 0.068 0.371
Moderated Mediation
Occupational Stress -> Burnout-> Turnover Intention − 0.054 0.037 1.472 0.141 − 0.149 − 0.001
Occupational Stress -> Quality of Life -> Turnover Intention − 0.047 0.033 1.407 0.160 − 0.129 − 0.001

Table 2 Factor characteristics of the measurement model: reliability and convergence
Factors Items Factor Loadings P Value Cronbach’s α Composite Reliability (CR) Average Variance Extracted (AVE)
Turnover Intention 4 0.710-0.898 < 0.001 0.825 0.889 0.668
Occupational Stress 5 0.760-0.931 < 0.001 0.910 0.935 0.742
Burnout 3 0.636-0.857 < 0.001 0.506 0.814 0.597
Quality of Life 4 0.708-0.850 < 0.001 0.788 0.871 0.630
Altruism 4 0.688-0.787 < 0.001 0.725 0.827 0.545
Work Experience 1 1.000 - - - -
Income 1 1.000 - - - -
“-” means that work experience and income are single indicator factors and are not applicable to this statistical index
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dimensions ranged from 0.708 to 0.850, with Cronbach’s 
α = 788, CR = 0.871 and AVE = 0.630. Both burnout and 
quality of life factors have good reliability and convergent 
validity.

Altruism (independent and moderating variables)
Altruism refers to the degree to which individuals are 
sincerely sympathetic and caring of others [52]. The mea-
surement of philosophies of human nature can be used 
to measure altruism [53]. This study uses 4 items rang-
ing from 1 to 5 (1 = strongly disagree, 5 = strongly agree) 
to construct latent variables of altruism. The 4 items are 
as follows: most people would help those in distress, 
most people would sympathize with and assist those in 
distress, most people would sincerely care about the dif-
ficulties of others, and most people would help people in 
trouble on the roadside. The standardized factor loadings 
of the items ranged from 0.688 to 0.787, with Cronbach’s 
α of 0.725, a CR of 0.827 and an AVE of 0.545.

Work experience and monthly income (control variables)
Work experience refers to the duration (in “months”) that 
the respondents have engaged in rehabilitation services 
in community health centres. Since the duration shows 
an abnormal distribution, it was converted into a natural 
logarithm and then included in the structural model [54] 
to reduce the bias of the inferred results. Monthly income 
refers to the average after-tax monthly income (RMB) of 
the respondents in the past year, and the original value is 
directly entered into the model.

The discriminative validity of each factor was investi-
gated, as shown in Table  3. According to the Fornell & 
Larcker criterion [55], the AVE square root value of each 
factor was compared to the correlation coefficients of 
other factors, and the former was greater than the latter; 
at the same time, the HTMT coefficient between the two 
factors was less than 0.85, indicating good discriminative 
validity between all factors [56]. In conclusion, all the fac-
tors in this paper have good reliability and validity.

Since all data in this study come from respondents’ 
answers to the same questionnaire, there may be com-
mon method variance (CMV), which will lead to devia-
tion from the real relationship between variables [57]. 
First, in the design of the questionnaire, the item meaning 
concealment method [58] was used to proactively pre-
vent CMV. Second, before the model analysis, the CMV 
was tested. (1) Harman’s one-factor method was used to 
test CMV, and a common factor was set to be extracted 
(without subextraction). The explained variation caused 
by factor 1 was 32.494%; with 50% as the criterion [59], 
CMV can be preliminarily judged to be absent. (2) The 
Unmeasured Latent Method Construct (ULMC) method 
was used in SmartPLS [60] to calculate the values of the 
mean of substantial factor explanatory variance (R12) and Ta
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the common method variance (R22), which were 0.695 
and 0.022, respectively, and R12:R22 = 32:1 (see Appendix 
1). According to the guidelines presented by Liang, Saraf 
and Xue [61], CMV should not be a serious concern in 
this study.

Statistical methods
This study used SmartPLS 3.3.2 (partial least squares) 
software for statistical analysis. Based on the vari-
ance of the observed variables of the structural equa-
tion model, PLS statistical analysis estimates the model 
parameters using partial least squares in combination 
with principal component analysis and multiple regres-
sion analysis to maximize the predictive ability of the 
model. In contrast to covariance-based structural equa-
tion model analysis [62], PLS has several unique advan-
tages: (1) there is no need for analysis data to conform 
to a multivariate normal distribution, (2) it is espe-
cially suitable for model prediction to maximize the 
explanatory ability of endogenous variables [63], and 
(3) PLS is especially suitable for small sample studies 
given that the parameter estimation is consistent [64]. 
In recent years, the PLS statistical analysis method and 
its application software have been used more broadly 
in scientific research [65]. Combined with the charac-
teristics of PLS statistical analysis, SmartPLS software 
is used for the following reasons: (1) the structural 
model constructed in this study is relatively complex, 
involving mediating effects and moderating effects; (2) 
the sample size of this study is only 82 people, and the 
data distribution may not be typical; and (3) the focus 
of the study is to explore the pathway effects of altru-
istic values, occupational stress and other factors of 
community rehabilitation workers on turnover inten-
tion. Under the framework of the model path, PLS sta-
tistical analysis can maximize the explanatory ability of 
turnover intention. Therefore, this study used Smart-
PLS software for the statistical analysis of the model. 
In addition, to make the research conclusions more sci-
entific, this study abandons the use of the P value for 
binary classification [66] but adopts the multiclassifica-
tion proposal of Muff, Nilsen, O’Hara, et al. [67] to test 
the research hypotheses.

Results
Working situation of community rehabilitation workers
The indicator scores of each factor were arithmetically 
summed and averaged to describe the group character-
istics of the community rehabilitation workers. As shown 
in Table  4, the overall turnover intention of this group 
is not high, with a mean value of M = 2.186 (SD = 0.772), 
which is at a medium or low level; similarly, this group 
has moderate occupational stress (M = 2.133) and low 
burnout (M = 1.373). The overall quality of life of the 
community rehabilitation workers was good (M = 4.667), 
while their tendency towards a high level of altruistic 
value was relatively clear (M = 4.012). In conclusion, com-
munity rehabilitation workers have a good mental out-
look, good health status and a tendency towards greater 
altruistic values.

From the perspective of work experience, the average 
working experience is 3.5 years (41 months), but there is 
great variation among individuals, including freshmen 
who have only been in the centre for 1 month and senior 
employees who have provided rehabilitation services for 
300 months. Overall, community rehabilitation work-
ers have a low salary, with a mean of RMB 2,804 yuan/
month. Compared with the average salary of on-post 
workers in Jiangmen city at the end of 2020, which was 
RMB 7,352 yuan/month [68], the salary of community 
rehabilitation workers was much lower than the social 
average in the same period. It is urgent that the salaries of 
community rehabilitation workers increase.

Structural path and mediating effects of burnout and 
quality of life
The path coefficients among the factors were estimated 
and tested based on the research framework. Since the 
PLS software was presented with standardized coef-
ficients, the bootstrapping method was used to repeat 
sampling 5,000 iterations to obtain the standard devia-
tion, thus calculating its P value. As shown in Table  5, 
there is no evidence that altruism has a direct effect on 
occupational stress and turnover intention, and its path 
coefficients (standardized) β are − 0.250 (p = .114) and 
0.001 (p = .993), respectively. There is strong evidence 
that occupational stress has a positive effect on burnout 

Table 4 Working status of community rehabilitation workers
Factors Mean SD Median Min Max Skewness Kurtosis
Turnover Intention 2.186 0.772 2.250 1.000 5.000 − 0.104 − 0.719
Occupational Stress 2.133 0.672 2.200 1.000 5.000 0.655 1.394
Burnout 1.373 0.966 1.256 0.000 6.000 0.182 -1.211
Quality of Life 4.667 0.450 4.833 1.000 5.000 -1.483 1.257
Altruism 4.012 0.565 4.000 1.000 5.000 0.359 − 0.628
Work Experience1 41 52 24 1 300 3.187 12.677
Income2 2804 949 2950 1200 6000 0.813 0.954
SD = standard deviation. 1 The original data time duration without Ln conversion, and the unit is “month”. 2The average monthly income in the past year, in RMB
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(β = 0.593, p < .001) and a negative effect on quality of life 
(β = − 0.321, p = .001). There is moderate evidence that 
occupational stress (β = 0.203, p = .048) and burnout 
(β = 0.289, p = .042) have a positive effect on turnover 
intention, and quality of life has a negative effect on turn-
over intention (β = − 0.229, p = .027). The work experi-
ence (after Ln conversion) and average monthly income 
of community rehabilitation workers are used as con-
trol variables in the structural model; these variables 
have moderate negative effects on turnover intention. 
The path coefficients β are − 0.231 (p = .011) and − 0.198 
(p = .020), respectively, indicating that the longer the 
working duration is, the greater the salary and the lower 
the turnover intention, which plays a controlling role in 
the structural model.

After 5000 bootstrapping repeated samples, the bias-
corrected estimate interval under the 95% confidence 
interval did not contain 0, which indicates that the medi-
ating effects of burnout and quality of life both exist. 
Burnout plays a partial mediating role in the effect of 
work pressure on turnover intention (see Table  6), and 
the estimated value of the mediating effect IE is 0.171 
(p = .046); similarly, in another mediating path, quality of 
life also plays a partial mediating role (IE = 0.074, p = .081). 
Comparatively speaking, the mediating effect of burnout 

is stronger than that of quality of life, and there is weak 
evidence that a mediating effect of quality of life exists.

Finally, the overall validity of the model was investi-
gated: the total effect of occupational stress on turnover 
intention in the structural model TE is 0.448 (p < .001); if 
the effect of control variables is accounted for, the overall 
explanatory power of the structural model on turnover 
intention R2 is 0.469 (p < .001), and the model has mod-
erate explanatory power and good practical value [69]. 
The blindfolding method was used to calculate turnover 
intention Q2 = 0.283 > 0.000, indicating that the model has 
good predictive relevance for the turnover intention of 
community rehabilitation workers. The SRMR model fit 
index is 0.080 < 0.100, and the structural model is accept-
able [70].

Moderating role of altruism and moderated mediation
Altruism is used as a moderating variable in the struc-
tural model. As shown in Table  1, there is no evidence 
that altruism has a moderating role on the direct effect 
between occupational stress and turnover intention (β = 
− 0.099), and the 95% bias-corrected estimated interval 
(-0.272-0.069) contains 0; however, altruism can regulate 
the regression slopes of occupational stress on burnout 
and quality of life. Altruism negatively moderates the 

Table 5 Structural model path coefficients
Path Coefficient Estimate SD T Value P Value Bootstrapping

Bias Corrected
2.5% 97.5%

Altruism -> Occupational Stress − 0.250 0.158 1.579 0.114 − 0.519 0.190
Altruism -> Turnover Intention 0.001 0.115 0.008 0.993 − 0.191 0.277
Occupational Stress -> Turnover Intention 0.203 0.103 1.979 0.048 0.008 0.412
Occupational Stress -> Burnout 0.593 0.067 8.885 < 0.001 0.442 0.710
Burnout -> Turnover Intention 0.289 0.142 2.039 0.042 0.034 0.601
Occupational Stress -> Quality of Life − 0.321 0.101 3.179 0.001 − 0.502 − 0.109
Quality of Life -> Turnover Intention − 0.229 0.103 2.216 0.027 − 0.428 − 0.029
 Path of Control Variables
Work Experience -> Turnover Intention − 0.231 0.091 2.543 0.011 − 0.411 − 0.057
Income -> Turnover Intention − 0.198 0.085 2.336 0.020 − 0.350 − 0.013
SD = standard deviation

Table 6 Mediating effects of Burnout and Quality of Life and Total effects
Indirect Effects Estimate SD T Value P Value Bootstrapping

Bias Corrected
2.5% 97.5%

Burnout (as Mediator)
Occupational Stress -> Turnover Intention 0.171 0.086 1.997 0.046 0.022 0.351
Quality of Life (as Mediator)
Occupational Stress -> Turnover Intention 0.074 0.042 1.747 0.081 0.008 0.172
Direct Effects
Occupational Stress -> Turnover Intention 0.203 0.103 1.979 0.048 0.008 0.412
Total Effects
Occupational Stress -> Turnover Intention 0.448 0.085 5.306 < 0.001 0.276 0.605
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effect of occupational stress on burnout (β = − 0.208), 
indicating that altruism weakens the effect of occupa-
tional stress on burnout. The regression slope of occu-
pational stress on burnout decreases by 0.208 standard 
deviations for every 1 standard deviation increase in 
the altruism value of community rehabilitation work-
ers. Under the moderating effect of altruism, the same 
occupational stress will lead to less burnout, and turn-
over intention will also decrease. The mediating effect of 
burnout is reduced, with a moderated mediation effect of 
− 0.054.

Meanwhile, altruism positively moderates the effect 
of work pressure on quality of life (β = 0.230). Since the 
effect of occupational stress on quality of life is negative 
(see Table 4, β = − 0.229), this effect indicates that altru-
ism can reduce such a negative effect; that is, the effect 
of occupational stress on quality of life will increase by 
230 standard deviations for every 1 standard devia-
tion increase in altruism. The effect of work pressure 
on turnover intention through quality of life will also be 
weakened due to the moderating effect of altruism. The 
moderated mediation effect of quality of life was − 0.047. 
Overall, altruism moderates the effect of work pressure 
on burnout and quality of life and weakens the mediating 
role of burnout and quality of life between work pressure 
and turnover intention.

Discussions
According to the above findings, the team of community 
rehabilitation workers does not have much work experi-
ence, and their salary is far lower than the social average. 
This group has a strong altruistic tendency with moder-
ate work pressure, good quality of life and low turnover 
intention.

When work experience and income are controlled 
for, altruistic values do not directly affect either occu-
pational stress (H1 rejected) or turnover intention 
(H2 rejected). Occupational stress has a direct posi-
tive effect on turnover intention (H3 supported). The 
greater the occupational stress, the greater the inten-
tion to leave the community health centre. Occupa-
tional stress has a positive effect on burnout and a 
negative effect on quality of life and indirectly affects 
the turnover intention of community rehabilitation 
workers through the mediating role of burnout (H4 
supported) and quality of life (H5 supported). The 
total indirect effect of burnout and quality of life TIE is 
0.245 (see Tables 6 and 0.171, 0.074), which is greater 
than the direct effect of occupational stress on turn-
over intention (see Table 5, DE, 0.203). The mediating 
role of burnout is much stronger than that of quality of 
life (see Table 5, 0.171 > 0.074).

With altruism as the moderating variable, altru-
ism negatively moderates the positive effect of 

occupational stress on burnout  (see Table  6, β = 
− 0.208), indicating that altruism weakens burnout 
caused by occupational stress. Altruism positively 
moderates the negative effect of occupational stress 
on quality of life (see Table  6, β = 0.230), indicating 
that altruism will counteract the reduction in quality 
of life caused by occupational stress. By moderating 
the partial path of the mediating effect of burnout (H7 
supported) and quality of life (H8 supported), altruism 
further moderates the indirect effects of occupational 
stress on turnover intention. Altruism has no moderat-
ing role in the direct effect of occupational stress on 
turnover intention (H6 rejected). The final structural 
pathways of the model are shown in Fig. 2.

Nondirect effect of altruism on work pressure and turnover 
intention
Bright [9] noted that the public service motivation of 
public service personnel has no significant effect on job 
satisfaction and turnover intention when controlling for 
person-organization fit; similarly, the altruism value of 
community rehabilitation workers has no direct effect 
on occupational stress and turnover intention when con-
trolling for work experience and income. As mentioned 
above, according to national data, there is a serious short-
age of people available to serve as Chinese community 
rehabilitation workers. Workers face great pressure in 
their daily work to provide rehabilitation services for dis-
abled people. It is necessary to solve the actual conflicts 
of interest under these pressures, and we cannot rely 
only on the persistence of the sense of value in altruism 
because “feelings” will not alleviate the pressures faced 
by these workers. When community rehabilitation work-
ers feel uncomfortable under occupational stress or have 
turnover intentions, it is impossible to play a direct and 
effective role in easing this discomfort by merely empha-
sizing the dedicated spirit of professionals and highlight-
ing the sense of ethics and value of the position, as this 
may have a potentially negative effect. Davis, Stazyk, 
Kochenour, et al. [20] studied the service motivation of 
public sector personnel by using survey data from the 
2010 U.S. Merit Principles, and the results showed that 
individuals whose public service motivation was higher 
than average experienced more obvious negative emo-
tions and relative deprivation when they perceived the 
aggravation of conflicts at the workplace, which increased 
their willingness to separate from the organization. From 
a practical point of view, the emphasis on altruism in 
the profession of helping others needs to be designed 
through a more scientific path. In this study, altruism 
exerts a distal effect on turnover intention by moderat-
ing the effect of work pressure on burnout and quality of 
life. The work to help the disabled is first a “job” and then 
“professional work to help the disabled”. Only when the 
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occupational needs of workers are satisfied and the char-
acteristics of occupational development are affirmed can 
altruism play a role in stabilizing the team and reducing 
turnover intention.

The mediating role of burnout and quality of life on 
turnover intention behind “strong function” and “weak 
professional”
In addition to directly affecting turnover intention, the 
work pressure of community rehabilitation workers indi-
rectly affects their turnover intention via burnout and 
quality of life. This means that the effect of other psycho-
logical and behavioural reactions caused by work pres-
sure on turnover intention cannot be ignored.

The occupational stress of community rehabilita-
tion workers mainly comes from the “strong function” 
demand of community rehabilitation services that cannot 
be responded to by workers’ “weak professional” ability. 
The function of the Chinese community health centre has 
not only emphasized vocational rehabilitation but also 
highlighted the daily life functions of disabled people, as 
well as the simulation training of social functions such as 
returning to society and integrating into the community. 
The expansion of multiple service functions and content 
brings forth greater requirements of “strong function” for 
community rehabilitation workers as service providers. 
There are two main sources of community rehabilitation 
workers: one is the internal posttransfer of staff in grass-
roots organizations or civil organizations, and the other 
is social recruitment, both of which pose challenges in 
setting rigid professional background requirements. As 

a result, recruiters only conduct an assessment of basic 
vocational skills [71], thus reflecting the phenomenon 
of “weak professionalism” for community rehabilitation 
workers. Under conditions of high occupational stress, 
professional services cannot achieve the expected ser-
vice effect, which greatly affects employees’ sense of work 
accomplishment and professional identity. The exhaus-
tion caused by occupational emotion will lead to burnout 
and erode the quality of life of community rehabilitation 
workers, resulting in turnover intention.

Altruism moderates and “reduces pressure” by intervening 
in occupational mental health
This study is not intended to deny the importance of 
altruistic values in the helping profession; in contrast, 
it points out that altruism has a nonnegligible moder-
ating role in the complex psychological mechanism by 
which occupational stress affects turnover intention, 
and the findings clarify the vague understanding of the 
role of professional values in vocational development 
in previous studies [72–74]. For community rehabilita-
tion workers, although altruism cannot directly affect 
work pressure and turnover intention, it can positively 
moderate and decrease turnover intention by reduc-
ing the effects of work pressure on burnout and quality 
of life. By employing self-regulation strategies based 
on altruistic values, community rehabilitation work-
ers can more effectively cope with the burnout caused 
by occupational stress, mitigate the impact of occupa-
tional stress on their quality of life, and reduce their 
turnover intention. This paper further confirms the 

Fig. 2 Pathway of conclusions
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effectiveness of self-regulation theory in explaining 
and predicting individual behaviour, particularly high-
lighting the potential indirect moderating role of altru-
ism in the relationship between occupational stress 
and turnover intention, which is one of the key innova-
tive findings of this study.

Improving the altruistic value of community rehabil-
itation workers still plays a very important role in sta-
bilizing the team. Nevertheless, reducing occupational 
stress alone may not achieve the effect of altruistic 
value guidance controlling turnover intention, and it 
can only play a role in employees’ burnout and quality 
of life. Rational choice theory points out that workers 
engaged in professional helping are also rational peo-
ple who need to obtain internal and external remuner-
ation equal to the value of their emotional labour so 
that they will not ultimately leave their jobs in career 
vacillation. Workload reduction and vocational train-
ing alone cannot restrain the turnover intention of 
community rehabilitation workers. The most impor-
tant approach is to focus on existing burnout and the 
quality of life of workers, understand the personal-
ized psychological needs of community rehabilitation 
workers and provide continuous and diversified occu-
pational mental health support.

Limitations and conclusion
While our study provides valuable insights into altru-
ism, several limitations should be noted. First, the 
cross-sectional nature of our study limits our ability 
to establish causal relationships between variables. 
Unlike longitudinal studies, which track changes over 
time, our data represent a snapshot in time, thus pre-
venting us from drawing conclusions about temporal 
trends or causal mechanisms. Second, this study col-
lected data from only 82 community rehabilitation 
workers in one city, so the sample size is also limited, 
which may affect the generalizability of our results. 
In addition, this study is limited to community reha-
bilitation workers and does not cover other types of 
helping workers, such as workers providing assistance 
to the aged, the young and judicial correction. Nota-
bly, whether the research findings can be universally 
applied requires cross-occupational comparative 
research in the future.

In summary, from the perspective of the occupational 
values of altruism, this study explores the moderating 
role of altruism hidden in the complex structural path 
between occupational stress, burnout, quality of life and 
turnover intention. The findings have positive practical 
value for determining how to correctly and effectively 
stabilize grassroots rehabilitation teams and improve the 
welfare of disabled people in communities by advocating 
altruistic values.

Supplementary Information
The online version contains supplementary material available at https://doi.
org/10.1186/s40359-024-01926-z.

Supplementary Material 1

Acknowledgements
We would like to thank the Jiangmen Disabled Persons’ Federation for 
providing support for the investigation and the Guangzhou Social Work 
Research Center for providing research funding. Moreover, all the authors 
thank all the respondents or participants who contributed to this research.

Author contributions
Nian Liu and Wei Lu were responsible for the study design and performed the 
statistical analysis. Nian Liu, Wei Lu and Yiyang Shu drafted the manuscript. 
Yiyang Shu and Yongshi Lin assisted with the data collection. All the authors 
have read and approved the submitted manuscript.

Funding
This work was supported by the Guangzhou Social Work Research Fund with 
No. 22PBR121.

Data availability
The original data used to support the findings of this study have been 
deposited in the FIGSHARE repository (DOI: 10.6084/m9.figshare.25709262.v2).

Declarations

Ethics approval and consent to participate
This study was approved by the Ethics Committee of the School of Public 
Administration of Guangzhou University (No. HBR20220803), and relevant 
survey procedures were in line with the requirements of the Declaration of 
Helsinki. Written informed consent for participation in this study was provided 
by the participants.

Consent for publication
Not applicable.

Competing interests
The authors declare no competing interests.

Author details
1Department of Sociology, Guangzhou University, Guangzhou  
510006, China
2Department of Sociology, The Chinese University of Hong Kong,  
Hong Kong 999077, Hong Kong
3School of Sociology & Anthropology, Xiamen University, Xiamen  
361005, China
4School of Political Science and Law, Wuyi University, Jiangmen  
529020, China
5Center for Chinese Studies, The University of California at Berkeley, 
Berkeley  94704, USA

Received: 17 May 2024 / Accepted: 25 July 2024

References
1. China Disabled Persons’ Federation. China statistical yearbook on the work for 

persons with disabilities. Beijing: China Statistics; 2021. pp. 3–6.
2. Li Y, Shi C-L, Zhang C-J, Chen R. Significance and developmental status 

of community-based rehabilitation in the disabled rehabilitation system. 
China J Rehabil Theory Pract. 2012;18(2):190–93. https://doi.org/10.3969/j.
issn.1006-9771.2012.02.029

3. China Disabled Persons’ Federation. Statistical Bulletin on the Development 
of Disabled Persons in 2020. 2021. https://www.cdpf.org.cn/zwgk/zccx/tjgb/
d4baf2be2102461e96259fdf13852841.htm. Accessed 21 April 2022.

https://doi.org/10.1186/s40359-024-01926-z
https://doi.org/10.1186/s40359-024-01926-z
https://doi.org/10.3969/j.issn.1006-9771.2012.02.029
https://doi.org/10.3969/j.issn.1006-9771.2012.02.029
https://www.cdpf.org.cn/zwgk/zccx/tjgb/d4baf2be2102461e96259fdf13852841.htm
https://www.cdpf.org.cn/zwgk/zccx/tjgb/d4baf2be2102461e96259fdf13852841.htm


Page 13 of 14Liu et al. BMC Psychology          (2024) 12:442 

4. Gu CH, Zhang XJ. Kangyuan Center: Exploring A New Mode of Rescue and 
Relief for the Disabled. Community. 2018(21):34. http://qikan.cqvip.com/
Qikan/Article/Detail?id=675781965. Accessed 16 Feb 2024.

5. Tao B. A study on the work therapy station for the disabled in Dandong 
District, Shenyang. Leg Vis. 2019(5):294 – 95. https://fbzx.cbpt.cnki.net/WKB/
WebPublication/paperDigest.aspx?paperID=091687ce-017e-4eea-80c4-
9f6c36914a9a. Accessed 18 Mar 2024.

6. Yang MY. The situation, dilemma and countermeasure of socialization of 
disability services in Shanghai. Charming China. 2016;2166–67. https://doi.
org/10.3969/j.issn.1673-0992.2016.02.162

7. Pavenkov O, Pavenkov V, Rubtcova M. The altruistic behavior: characteristic 
of future teachers of inclusive education in Russia. Procedia - Soc Behav Sci. 
2015;187:10–5. https://doi.org/10.1016/j.sbspro.2015.03.003

8. Miers ME, Rickaby CE, Pollard KC. Career choices in health care: is nurs-
ing a special case? A content analysis of survey data. Int J Nurs Stud. 
2007;44(7):1196–209. https://doi.org/10.1016/j.ijnurstu.2006.04.010

9. Bright L. Does public service motivation really make a difference on the job 
satisfaction and turnover intentions of public employees? Am Rev Public 
Adm. 2008;38(2):149–66. https://doi.org/10.1177/0275074008317248

10. Schwartz C, Meisenhelder JB, Ma Y, Reed G. Altruistic social interest behaviors 
are associated with better mental health. Psychosom Med. 2003;65(5):778–
85. https://doi.org/10.1097/01.Psy.0000079378.39062.D4

11. Steinmetz S, Vries DHd, Tijdens KG. Should I stay or should I go? The impact of 
working time and wages on retention in the health workforce. Hum Resour 
Health. 2014;12(1):23. https://doi.org/10.1186/1478-4491-12-23

12. Kim J. What increases public employees’ turnover intention? Public Pers 
Manag. 2015;44(4):496–519. https://doi.org/10.1177/0091026015604447

13. Duarte J, Pinto-Gouveia J, Cruz B. Relationships between nurses’ empathy, 
self-compassion and dimensions of professional quality of life: a cross-
sectional study. Int J Nurs Stud. 2016;60:1–11. https://doi.org/10.1016/j.
ijnurstu.2016.02.015

14. Piliavin JA, Charng H-W, Altruism. A review of recent theory and research. 
Annu Rev Sociol. 1990;16(1):27–65. https://doi.org/10.1146/annurev.
so.16.080190.000331

15. Carver CS, Scheier MF. Attention and self-regulation: a control-theory 
approach to human behavior. New York: Springe-; 2012. pp. 95–9.

16. Lantos GP. The ethicality of altruistic corporate social responsibility. J Consum 
Mark. 2002;19(3):205–32. https://doi.org/10.1108/07363760210426049

17. Lisá E, Valachová M. Dispositional employability and self-regulation in antiso-
cial and prosocial personalities: different contributions to employability. BMC 
Psychol. 2023;11(1):7. https://doi.org/10.1186/s40359-023-01037-1

18. Paillé P. Organizational citizenship behaviour and employee retention: how 
important are turnover cognitions? Int J Hum Resour Manag. 2013;24(4):768–
90. https://doi.org/10.1080/09585192.2012.697477

19. Chen X-P, Hui C, Sego DJ. The role of organizational citizenship behavior in 
turnover: conceptualization and preliminary tests of key hypotheses. J Appl 
Psychol. 1998;83(6):922–31. https://doi.org/10.1037/0021-9010.83.6.922

20. Davis RS, Stazyk EC, Kochenour A, Neuhoff E. Coping with conflict: examining 
the influence of PSM on perceptions of workplace stressors. Rev Public Pers 
Adm. 2020;40(3):405–25. https://doi.org/10.1177/0734371x18820096

21. Podsakoff PM, Ahearne M, MacKenzie SB. Organizational citizenship behavior 
and the quantity and quality of work group performance. J Appl Psychol. 
1997;82(2):262–70. https://doi.org/10.1037/0021-9010.82.2.262

22. Liu B, Yang K, Yu W. Work-related stressors and health-related outcomes in 
public service: examining the role of public service motivation. Am Rev 
Public Adm. 2015;45(6):653–73. https://doi.org/10.1177/0275074014524298

23. Angulo BU, Osca A. Role stressors, task-oriented norm and job satisfaction: 
a longitudinal study. J Work Organ Psychol. 2012;28(3):171–81. https://doi.
org/10.5093/tr2012a14

24. Tziner A, Rabenu E, Radomski R, Belkin A. Work stress and turnover intentions 
among hospital physicians: the mediating role of burnout and work satisfac-
tion. J Work Organ Psychol. 2015;31(3):207–13. https://doi.org/10.1016/j.
rpto.2015.05.001

25. Fukui S, Rollins AL, Salyers MP. Characteristics and job stressors associated 
with turnover and turnover intention among community mental health 
providers. Psychiatr Serv. 2019;71(3):289–92. https://doi.org/10.1176/appi.
ps.201900246

26. Weinstein N, Ryan RM. A self-determination theory approach to understand-
ing stress incursion and responses. Stress Health. 2011;27(1):4–17. https://doi.
org/10.1002/smi.1368

27. Maslach C, Jackson SE. The measurement of experienced burnout. J Organ 
Behav. 1981;2(2):99–113. https://doi.org/10.1002/job.4030020205

28. Lee E, Jang I. Nurses’ fatigue, job stress, organizational culture, and turnover 
intention: a culture–work–health model. West J Nurs Res. 2020;42(2):108–16. 
https://doi.org/10.1177/0193945919839189

29. Cordes CL, Dougherty TW. A review and an integration of Research on Job 
Burnout. Acad Manage Rev. 1993;18(4):621–56. https://doi.org/10.5465/
amr.1993.9402210153

30. Kim S. Factors affecting state government information technology employee 
turnover intentions. Am Rev Public Adm. 2005;35(2):137–56. https://doi.
org/10.1177/0275074004273150

31. Samantrai K. Factors in the decision to leave: retaining social workers with 
MSWs in public child welfare. Soc Work. 1992;37(5):454–58. https://doi.
org/10.1093/sw/37.5.454

32. Liu J, Zhu B, Wu J, Mao Y. Job satisfaction, work stress, and turnover inten-
tions among rural health workers: a cross-sectional study in 11 western 
provinces of China. BMC Fam Pract. 2019;20(9):1–11. https://doi.org/10.1186/
s12875-019-0904-0

33. Mosadeghrad AM, Ferlie E, Rosenberg D. A study of relationship between job 
stress, quality of working life and turnover intention among hospital employ-
ees. Health Serv Manage Res. 2011;24(4):170–81. https://doi.org/10.1258/
hsmr.2011.011009

34. Xu DF, Chen X, Shao XZ. A study on the relationship between nurses’ turnover 
intention and quality of work life in county hospital. China Nurs Manag. 
2014;8858–61. https://doi.org/10.3969/j.issn.1672-1756.2014.08.022

35. Nicholls AR, Levy AR, Carson F, Thompson MA, Perry JL. The applicability of 
self-regulation theories in sport: goal adjustment capacities, stress appraisals, 
coping, and well-being among athletes. Psychol Sport Exerc. 2016;27:47–55. 
https://doi.org/10.1016/j.psychsport.2016.07.011

36. Boekaerts M, Cascallar E. How far have we moved toward the integration of 
theory and practice in self-regulation? Educ Psychol Rev. 2006;18:199–210. 
https://doi.org/10.1007/s10648-006-9013-4

37. Grant AM. Does intrinsic motivation fuel the prosocial fire? Motivational syn-
ergy in predicting persistence, performance, and productivity. J Appl Psychol. 
2008;93(1):48. https://doi.org/10.1037/0021-9010.93.1.48

38. Gould-Williams JS, Mostafa AMS, Bottomley P. Public service motivation and 
employee outcomes in the Egyptian public sector: testing the mediating 
effect of person-organization fit. J Public Adm Res Theory. 2013;25(2):597–
622. https://doi.org/10.1093/jopart/mut053

39. Dyrbye LN, Massie FS, Eacker A, Harper W, Power D, Durning SJ, Thomas 
MR, Moutier C, Satele D, Sloan J. Relationship between burnout and 
professional conduct and attitudes among US medical students. JAMA. 
2010;304(11):1173–80. https://doi.org/10.1001/jama.2010.1318

40. Emiroğlu BD, Akova O, Tanrıverdi H. The relationship between turnover 
intention and demographic factors in hotel businesses: a study at five star 
hotels in Istanbul. Procedia - Soc Behav Sci. 2015;207:385–97. https://doi.
org/10.1016/j.sbspro.2015.10.108

41. Jha S. Determinants of employee turnover intentions: A review. Manag Today. 
2009;9(2):26–33. https://ssrn.com/abstract=2442689. Accessed 08 Nov 2023.

42. Jiangmen Disabled Persons’ Federation. Statistical Bulletin on the Develop-
ment of Jiangmen Disabled Persons in 2021. 2022. http://www.jmdpf.org.
cn/zwpd/sytj/202210/P020221007415873039112.pdf. Accessed 28 January 
2023.

43. Abrams D, Ando K, Hinkle S. Psychological attachment to the group: 
cross-cultural differences in organizational identification and subjective 
norms as predictors of workers’ turnover intentions. Pers Soc Psychol Bull. 
1998;24(10):1027–39. https://doi.org/10.1177/01461672982410001

44. Fornell C, Larcker DF. Evaluating structural equation models with unobserv-
able variables and measurement error. J Mark Res. 1981;18(1):39–50. https://
doi.org/10.1177/002224378101800

45. House JS, Wells JA, Landerman LR, McMichael AJ, Kaplan BH. Occupational 
stress and health among factory workers. J Health Soc Behav. 1979;20(2):139–
60. https://doi.org/10.2307/2136435

46. Chen W-Q, Wong TW, Yu I. Reliability and validity of the occupational 
stress scale for Chinese off-shore oil installation workers. Stress Health. 
2001;17(3):175–83. https://doi.org/10.1002/smi.898

47. Hall RJ, Snell AF, Foust MS. Item parceling strategies in SEM: investigating 
the subtle effects of unmodeled secondary constructs. Organ Res Methods. 
1999;2(3):233–56. https://doi.org/10.1177/109442819923002

48. Wu Y, Wen Z-L. Item parceling strategies in structural equation modeling. Adv 
Psychol Sci. 2011;19(12):1859-67. https://journal.psych.ac.cn/adps/EN/Y2011/
V19/I12/1859. Accessed 21 Mar 2023.

49. Maslach C. Understanding job burnout. In: Rossi AM, Perrewé PL, Sau-
ter SL, editors. Stress and quality of working life: current perspectives in 

http://qikan.cqvip.com/Qikan/Article/Detail?id=675781965
http://qikan.cqvip.com/Qikan/Article/Detail?id=675781965
https://fbzx.cbpt.cnki.net/WKB/WebPublication/paperDigest.aspx?paperID=091687ce-017e-4eea-80c4-9f6c36914a9a
https://fbzx.cbpt.cnki.net/WKB/WebPublication/paperDigest.aspx?paperID=091687ce-017e-4eea-80c4-9f6c36914a9a
https://fbzx.cbpt.cnki.net/WKB/WebPublication/paperDigest.aspx?paperID=091687ce-017e-4eea-80c4-9f6c36914a9a
https://doi.org/10.3969/j.issn.1673-0992.2016.02.162
https://doi.org/10.3969/j.issn.1673-0992.2016.02.162
https://doi.org/10.1016/j.sbspro.2015.03.003
https://doi.org/10.1016/j.ijnurstu.2006.04.010
https://doi.org/10.1177/0275074008317248
https://doi.org/10.1097/01.Psy.0000079378.39062.D4
https://doi.org/10.1186/1478-4491-12-23
https://doi.org/10.1177/0091026015604447
https://doi.org/10.1016/j.ijnurstu.2016.02.015
https://doi.org/10.1016/j.ijnurstu.2016.02.015
https://doi.org/10.1146/annurev.so.16.080190.000331
https://doi.org/10.1146/annurev.so.16.080190.000331
https://doi.org/10.1108/07363760210426049
https://doi.org/10.1186/s40359-023-01037-1
https://doi.org/10.1080/09585192.2012.697477
https://doi.org/10.1037/0021-9010.83.6.922
https://doi.org/10.1177/0734371x18820096
https://doi.org/10.1037/0021-9010.82.2.262
https://doi.org/10.1177/0275074014524298
https://doi.org/10.5093/tr2012a14
https://doi.org/10.5093/tr2012a14
https://doi.org/10.1016/j.rpto.2015.05.001
https://doi.org/10.1016/j.rpto.2015.05.001
https://doi.org/10.1176/appi.ps.201900246
https://doi.org/10.1176/appi.ps.201900246
https://doi.org/10.1002/smi.1368
https://doi.org/10.1002/smi.1368
https://doi.org/10.1002/job.4030020205
https://doi.org/10.1177/0193945919839189
https://doi.org/10.5465/amr.1993.9402210153
https://doi.org/10.5465/amr.1993.9402210153
https://doi.org/10.1177/0275074004273150
https://doi.org/10.1177/0275074004273150
https://doi.org/10.1093/sw/37.5.454
https://doi.org/10.1093/sw/37.5.454
https://doi.org/10.1186/s12875-019-0904-0
https://doi.org/10.1186/s12875-019-0904-0
https://doi.org/10.1258/hsmr.2011.011009
https://doi.org/10.1258/hsmr.2011.011009
https://doi.org/10.3969/j.issn.1672-1756.2014.08.022
https://doi.org/10.1016/j.psychsport.2016.07.011
https://doi.org/10.1007/s10648-006-9013-4
https://doi.org/10.1037/0021-9010.93.1.48
https://doi.org/10.1093/jopart/mut053
https://doi.org/10.1001/jama.2010.1318
https://doi.org/10.1016/j.sbspro.2015.10.108
https://doi.org/10.1016/j.sbspro.2015.10.108
https://ssrn.com/abstract=2442689
http://www.jmdpf.org.cn/zwpd/sytj/202210/P020221007415873039112.pdf
http://www.jmdpf.org.cn/zwpd/sytj/202210/P020221007415873039112.pdf
https://doi.org/10.1177/01461672982410001
https://doi.org/10.1177/002224378101800
https://doi.org/10.1177/002224378101800
https://doi.org/10.2307/2136435
https://doi.org/10.1002/smi.898
https://doi.org/10.1177/109442819923002
https://journal.psych.ac.cn/adps/EN/Y2011/V19/I12/1859
https://journal.psych.ac.cn/adps/EN/Y2011/V19/I12/1859


Page 14 of 14Liu et al. BMC Psychology          (2024) 12:442 

occupational health. Greenwich: Inofrmation Age Publishing, Inc.; 2006. pp. 
37–52.

50. Maslach C, Jackson SE, Leiter MP. Maslach burnout inventory. In: Zalaquett CP, 
Wood RJ, editors. Evaluating stress: a book of resources. Lanham: Scarecrow 
Education; 1997. pp. 191–218.

51. Deng KS, Tang DL, Li XQ. A table for self assessing quality of life. Chin J Behav 
Med Sci. 1997(2):91 – 3. http://www.cqvip.com/qk/98293a/199702/2595548.
html. Accessed 15 Feb 2024.

52. Wrightsman LS. Measurement of philosophies of human nature. Psychol Rep. 
1964;14(3):743–51. https://doi.org/10.2466/pr0.1964.14.3.743

53. Wrightsman LS. Assumptions about Human Nature: implications for research-
ers and practitioners. Newbury Park, CA: SAGE; 1992. pp. 80–111.

54. Bartlett MS, Kendall DG. The statistical analysis of variance-heterogeneity and 
the logarithmic transformation. Suppl J R Stat Soc. 1946;8(1):128–38. https://
doi.org/10.2307/2983618

55. Cohen J. Statistical power analysis for the behavioral sciences. New York: 
Routledge; 1988. p.324 – 32.

56. Urbach N, Ahlemann F. Structural equation modeling in information systems 
research using partial least squares. J Inf Technol Theory Appl. 2010;11(2):5–
40. https://aisel.aisnet.org/cgi/viewcontent.cgi?article=1247&context=jitta. 
Accessed 01 April 2023.

57. Podsakoff PM, Mackenzie SB, Lee JY, Podsakoff NP. Common method 
biases in behavioral research: a critical review of the literature and 
recommended remedies. J Appl Psychol. 2003;88(5):879–903. https://doi.
org/10.1037/0021-9010.88.5.879

58. DeVellis RF. Chaper 5. Guidelines in scale development. In: DeVellis RF, editor. 
Scale development: theory and applications. Thousand Oaks, CA: SAGE; 2016. 
p.105 – 51.

59. Ylitalo J. Controlling for Common Method Variance with Partial Least Squares 
Path modeling: A Monte Carlo Study. 2009. http://salserver.org.aalto.fi/van-
hat_sivut/Opinnot/Mat-2.4108/pdf-files/eyli09b.pdf. Accessed 20 May 2023.

60. Wu SC, Fang WC, Huang HC. Identifiable anonymous and group norms in 
virtual communities: the test of mediating effects of public self-awareness 
and community identification. J Inf Manag. 2012;19(2):315–47. https://doi.
org/10.6382/JIM.201204.0104

61. Liang H, Saraf N, Xue HY. Assimilation of enterprise systems: the effect of 
institutional pressures and the mediating role of top management. MIS Q. 
2007;31(1):59–87. https://doi.org/10.2307/25148781

62. Chin WW, Newsted PR. Structural equation modeling analysis with small 
samples using partial least square. In: Hoyle R, editor. Statistical strategies for 
small-sample research. Thousand Oaks, CA: SAGE; 1999. p.307 – 41.

63. Henseler J, Ringle CM, Sinkovics RR. The use of partial least squares path 
modeling in international marketing. In: Sinkovics RR, Ghauri PN, editors. New 
challenges to international marketing. Bingley: Emerald Group Publishing 
Limited; 2009. pp. 277–319.

64. Marcoulides GA, Saunders C, bullet?. MIS Q. 2006;30(2):iii–ix. https://doi.
org/10.2307/25148727

65. Ringle CM, Sarstedt M, Straub DW. A critical look at the use of PLS-SEM in MIS 
Quarterly. MIS Q. 2012;36(1):iii–xiv. https://doi.org/10.2307/41410402

66. Amrhein V, Greenland S, McShane B. Retire statistical significance. Nature. 
2019;567:305–7. https://doi.org/10.1038/d41586-019-00857-9

67. Muff S, Nilsen EB, O’Hara RB, Nater CR. Rewriting results sections in the 
language of evidence. Trends Ecol Evol. 2021;37(3):203–10. https://doi.
org/10.1016/j.tree.2021.10.009

68. Jiangmen Municipal Bureau of Statistics, Population, Employment 
and Labor Wages. 2021. https://www.jiangmen.gov.cn/attach-
ment/0/209/209904/2491215.pdf. Accessed 10 December 2023.

69. Tenenhaus M, Vinzi VE, Chatelin YM, Lauro C. PLS path modeling. Comput Stat 
Data Anal. 2005;48(1):159–205. https://doi.org/10.1016/j.csda.2004.03.005

70. Henseler J, Sarstedt M. Goodness-of-fit indices for partial least squares 
path modeling. Comput Stat. 2013;28(2):565–. https://doi.org/10.1007/
s00180-012-0317-1.  80.

71. Duan YN, Lin ZQ. The supply subjects, constraining factors and model choice 
of social services for persons with disabilities: Based on the perspective of 
supply-side structural reform theory. Soc Secur Stud. 2017(3):67–74. http://
www.cqvip.com/qk/89528x/201703/672911687.html. Accessed 16 Dec 2023.

72. Brewer GA. Building social capital: Civic attitudes and behavior of public 
servants. J Public Adm Res Theory. 2003;13(1):5–26. https://doi.org/10.1093/
jpart/mug011

73. Houston DJ. Walking the walk of public service motivation: public employees 
and charitable gifts of time, blood, and money. J Public Adm Res Theory. 
2006;16(1):67–86. https://doi.org/10.1093/jopart/mui028

74. Caillier JG. Towards a better understanding of public service motivation and 
mission valence in public agencies. Public Manag Rev. 2015;17(9):1217–36. 
https://doi.org/10.1080/14719037.2014.895033

Publisher’s Note
Springer Nature remains neutral with regard to jurisdictional claims in 
published maps and institutional affiliations.

http://www.cqvip.com/qk/98293a/199702/2595548.html
http://www.cqvip.com/qk/98293a/199702/2595548.html
https://doi.org/10.2466/pr0.1964.14.3.743
https://doi.org/10.2307/2983618
https://doi.org/10.2307/2983618
https://aisel.aisnet.org/cgi/viewcontent.cgi?article=1247&context=jitta
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
http://salserver.org.aalto.fi/vanhat_sivut/Opinnot/Mat-2.4108/pdf-files/eyli09b.pdf
http://salserver.org.aalto.fi/vanhat_sivut/Opinnot/Mat-2.4108/pdf-files/eyli09b.pdf
https://doi.org/10.6382/JIM.201204.0104
https://doi.org/10.6382/JIM.201204.0104
https://doi.org/10.2307/25148781
https://doi.org/10.2307/25148727
https://doi.org/10.2307/25148727
https://doi.org/10.2307/41410402
https://doi.org/10.1038/d41586-019-00857-9
https://doi.org/10.1016/j.tree.2021.10.009
https://doi.org/10.1016/j.tree.2021.10.009
https://www.jiangmen.gov.cn/attachment/0/209/209904/2491215.pdf
https://www.jiangmen.gov.cn/attachment/0/209/209904/2491215.pdf
https://doi.org/10.1016/j.csda.2004.03.005
https://doi.org/10.1007/s00180-012-0317-1
https://doi.org/10.1007/s00180-012-0317-1
http://www.cqvip.com/qk/89528x/201703/672911687.html
http://www.cqvip.com/qk/89528x/201703/672911687.html
https://doi.org/10.1093/jpart/mug011
https://doi.org/10.1093/jpart/mug011
https://doi.org/10.1093/jopart/mui028
https://doi.org/10.1080/14719037.2014.895033

	The moderating effect of altruism on the relationship between occupational stress and turnover intentions: a cross-sectional study of community rehabilitation workers in China
	Abstract
	Introduction
	Literature and hypotheses
	Methods
	Sampling and sample size
	Variables
	Turnover intention (dependent variable)
	Occupational stress (independent variable)
	Burnout and quality of life (mediating variables)
	Altruism (independent and moderating variables)
	Work experience and monthly income (control variables)


	Statistical methods
	Results
	Working situation of community rehabilitation workers
	Structural path and mediating effects of burnout and quality of life
	Moderating role of altruism and moderated mediation

	Discussions
	Nondirect effect of altruism on work pressure and turnover intention
	The mediating role of burnout and quality of life on turnover intention behind “strong function” and “weak professional”
	Altruism moderates and “reduces pressure” by intervening in occupational mental health
	Limitations and conclusion

	References


