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Abstract

In China, the number of private higher education institutions (HEIs) has been increasing rapidly in recent times. However, an upward trend is noticed
among teachers leaving the HEIs. As teachers' life constitutes both personal and work life, this micro-level study paper examines 100 teacher turnover
decisions by examining personal and institution factors based on the Two-Factor Theory. Using ANOVA and independent-t-test, it examines how
teacher's demographic factors affect their decision to leave the institution. The study hopes to contribute to policymakers understanding on teacher
turnover so as to mitigate this phenomenon by improving their job satisfaction and quality of life.
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1.0 Introduction

Teacher turnover refers to the behavior of teachers leaving their current school (Nguyen et al., 2020). Current studies have never
stopped elaborating on this topic as it concerns students, teachers, educators, and policymakers. Substantial studies are proving the
harm of teacher turnover on students’ learning achievements, education institutions’ reputation, and the sustainable development of the
whole educational system (Ronfeldt et al., 2013; Carver-Thomas & Darling-Hammond, 2017). As a noble occupation, the teacher has
become the focus of research for scholars, and research fields, which vary from pedagogy and psychology to management. Previous
studies tried to describe and understand the process of teaching and learning, with emphasis on students and their learning. However,
issues related to teachers, such as teacher development, evaluation, training, retaining and turnover, have attracted increasing attention
in recent years. Among these fields, teacher turnover (Maryam et al., 2021; R&sanen et al., 2020; Rajendran et al., 2020; Adnot et al.,
2017) are exhaustively expounded, and a large portion of these studies attempt to improve teacher quality of life. (Jiang & Zhang, 2017;
Toulabi et al., 2013).

1.1 Problem of Study

In China, private higher education institutions(HEIs) account for 25% of the entire HEIs, while teachers in private HEIs account for 20%
of teachers from the whole higher education system (Ministry of Education of the Peoples' Republic of China, 2021). Recent studies
show that an increasing number of teachers in private HEIs have the tendency to leave the educational sector (Zhao & Zhou, 2022),
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which threatens the teaching quality and development of HEIs in China to a great extent. In order to retain qualified teachers in private
HEIs, and mitigate adverse effects brought by high teacher turnover rates, studying factors that contribute to teacher turnover is critical
both practically and theoretically.

1.2 Objectives of Study
In this study, teacher turnover in China’s private HEIs is examined using the Two-Factor Theory. It first explains factors that contribute
to teacher turnover by drawing upon current studies. Then, a quantitative study is conducted to examine the difference in teacher
turnover intention based on teachers’ demographic information. This paper ends with analyzing results from the study and suggesting
directions for future research.

The research objectives are as follows:

RO1: To determine the levels of the turnover intention of teachers in China’s private HEIs within one year, two years, five years,
till retirement and till getting another job.

RO2: To examine whether there are there any significant differences in teacher turnover intention in China’s private HEIs based
on teachers’ demographic factors.

RO3: To examine the relationship between job satisfaction and teacher turnover intention in China’s private HEIs.

2.0 Literature Review

In this section, Two-Factor Theory is used to explain teacher turnover. Variables that affect teacher turnover are categorized into two
broad types, namely personal and institution factors. Even though the two types contain numerous factors of teacher turnover, only
these two parts are discussed in this paper based on the Two-Factor Theory.

2.1 Two-Factor Theory

Proposed by Frederick Herzberg, the Two-Factor Theory is frequently used to explain employees’ behavior and decisions in their work.
According to this theory, there are two sets of factors that work independently, which are motivators and hygiene factors. The former
refers to factors that lead to job satisfaction, including recognition, personal growth, and achievement. The latter refers to factors such
as payment, supervision, vacation, and working conditions, which lead to job dissatisfaction (Herzberg, 1959). This theory has found its
application in studying employee turnover in different working contexts, and its practical implications for management are profound.

In the educational context, teacher turnover has been studied from the perspective of Two-Factor Theory. In order to retain high-
quality teachers and ensure teaching quality, academic institutions are always trying to examine what causes teachers to leave or stay.
In Malaysia, scholars have studied factors that cause lecturer turnover in private HEIs, and report that job autonomy, satisfaction, and
compensation are closely related to lecturers’ intention to leave. However, job security and supervisor support do not significantly
contribute to lecturers’ turnover (Rathakrishnan et al., 2016). In another study that determines factors that affect teacher satisfaction
among excellent teachers in Malaysia, personal growth and supervision are found to be significant in determining whether teachers are
satisfied with their work. Results in this study are quite contrary to the findings in Rathakrishnan’s (2016) study, which is probably due
to the different levels and regions of academic institutions. However, it is believed that providing proper rewards and autonomy for
teaching staff in Pakistan's HEIs can help to reduce the teacher turnover rate (Khan et al., 2021). In China’s private HEIs, low salaries,
few professional development opportunities, and authoritarian leadership are found to predict teacher turnover (Zhang, 2021). On the
whole, the gratification of both motivators and hygiene factors is critical to motivating teachers in HEIs to stay.

2.2 Teacher turnover

In this study, teachers who work in private HEIs in China are the subject of research. As the most populous country in the world, China
has the largest higher education system in the world (official report of China Daily, 2022). There are more than 3,000 colleges and
institutions in mainland China in 2021, with over 44.3 million students enrolled and 240 million Chinese individuals having completed
high school education (statistics from 2022 educational statistics in Ministry of Education of the Peoples’ Republic of China). Among all
the HElIs in China, private HEIs account for 25%, which is also the largest in the world. However, there is a huge difference between
private HEIls in China and private HEIs in other countries. In the list of Double First Class Universities, an improvement policy to promote
elite universities in China, there are 140 universities nationwide, while all of these HEIs are public (Ministry of Education of the Peoples’
Republic of China, 2022). The marginalisation of private HEIs in China deserves attention from both institution leaders and policymakers
so as to advance the sustainable development of private HEIls in China. In recent years, studies have indicated that an increasing
number of teachers in China's private HEIs are leaving or have the intention to leave the teaching profession, and the trend is going to
continue in years to come (Zhao & Zhou, 2022).

2.3 Personal factors

As an employee’s decision to leave the current organisation is driven by different reasons, which vary from person to person, studies
on personal factors of teacher turnover are thorough in extant literature. An individual's decision to leave is primarily based on
demographic (Shah et al., 2010) and personal factors (Subramaniam et.al., 2010). Some of the factors include age, gender, marital
status, and number of children. Other factors include job satisfaction, health conditions, social status, and children's education. These
factors are comprehensive enough to explain why a teacher leaves at a personal level. However, Nguyen and Springer (2021) posit that
personal factors that contribute to teacher turnover consist of teacher characteristics and teacher qualifications. In this vein, it combines
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demographic and personal factors proposed by Shah (2010), while adding teacher qualifications, which include education levels and
years of experience.

2.4 Institution factors

According to the literature, there are a plethora of studies on teacher turnover from the employee turnover perspective, teachers’ work-
life quality, with an emphasis on the working environment, work experience, and mental health (Hart, 1994). A high rate of teacher
turnover indicates serious issues inside an educational institution, and it can lead to instability and more problems( Martinez-Garcia &
Slate, 2009). Hence, improving teachers work-life quality and work experience is of paramount significance for the development of HEIs.
Recent studies on academic institutions” influence on teacher turnover have examined extensively occupational factors, with an
emphasis on working conditions (Toropova et al., 2021), such as institution resources, student discipline, and professional development.
These aspects put institution factors that predict teacher turnover in a big picture, from student features, leadership and colleague
relationships, to the working environment.

3.0 Methodology
Quantitative research design is utilised to examine the level of turnover intention and the difference of teacher turnover intention based
on teacher demographic information.

3.1 Participants

In this micro-level study, 100 questionnaires were distributed, but only 62 questionnaires were usable. They were teachers from a private
university in Sichuan province, China. Among these respondents, 14 were males and 48 were females. A purposive sampling method
was used to select teachers from different faculties in this university.

3.2 Instruments

A five-point Likert scale questionnaire was developed based on literature (Toropova et al., 2021; Harden et al., 2018), which consists of
four parts. The first part includes demographic questions such as age, gender, marital status, and teaching experience. The second part
consists of questions related to working conditions, including leadership support, student discipline, workload, institution resources, work
itself, and professional development. The third part includes four questions about job satisfaction. The last part includes questions about
teacher turnover intention. The reliability of the instrument is shown in Table 1.

Table 1: Reliability test results (N=62)

Sub-constructs No. of Items Cronbach’s Alpha
Leadership Support 3 0.904
Student Discipline 5 0.936
Workload 5 0.955
Institution resources 5 0.951
Work Tt Self 4 0.942
Professional Development 5 0.944
Job Satisfaction 4 0.912
Teacher Tumover Intention 5 0.945

3.3 Data collection

In this study, the social media platform WeChat was used to collect data, through which the researcher sent the questionnaire, and
respondents gave their responses. A brief introduction of this study and its aims were shown prior to the questions. Also, the time
expected to finish the questionnaire was specified, which is 10 minutes. To keep in line with ethical considerations, respondents in this
study were anonymous, and they had the right to be informed of the results.

3.4 Data analysis

Data collected from the questionnaire was analyzed by employing SPSS 26. Descriptive data generated was used to analyze the mean
of teacher turnover intention. After that, an independent sample t-test and one-way ANOVA test were are used to analyze the difference
of teacher turnover intention among different types of demographic factors. Finally, Pearson correlation was used to examine the
relationship between job satisfaction and turnover intention.

4.0 Findings
In this section, the demographic information of the respondent is displayed. Then, the findings of the data analysis are explained
according to the three research objectives.

4.1 Respondents’ demographic profile

Demographic information of the respondent in this study consists of seven parts, as shown in Table 2. In this study, female teachers
account for 77 % of the sample, which is about three times the number of male teachers. Among the four age groups, the majority (37%)
of the respondents are above 51 years, and 34% are below 30 years. 61 % of the respondents are reported to have children, and
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teachers who have 1 child account for 50% of the sample. In terms of occupational level, assistant lecturers and lecturers account for
half of the respondents, while only 4.8% of the sample are professors. In terms of teaching experience, the majority (34%) have taught
for between 4 to 8 years, followed by 9 to 15 years.

Table 2: Respondents’ Demographic Profile (N=62)

No  Demographic factors Category Frequency(n) Percentage(%)
1 Gender Male 14 226
Female 48 774
2 Age <30 21 339
31-40 10 16.1
41-50 8 12.9
=51 23 37.1
3 Marital status Single 8 12.9
Married 54 87.1
4 Children Have 38 61.3
Don't have 24 38.7
5 No. of children 0 24 38.7
1 31 50.0
2 6 9.7
3 1 1.6
6 Title Assistant lecturer 25 40.3
Lecturer 25 40.3
Associate professor 9 145
Professor 3 48
7 Teaching experience <3years 1 17.7
4-8 years 21 339
9-15 years 19 30.6
16-25 years 5 8.1
226 years 6 9.7

4.2 Teacher turnover intention
The first research objective is to determine the level of teacher turnover intention. Results of the mean of each item in teacher turnover
intention part are as summarised in Table 3.

Table 3. Results of Teacher Turnover Intention (N=62)

ltems Mean
1. Itis likely that | will be working for this university/college this time next year. 3.60
2. | will be working at this university/college 2 years from now. 3.55
3. I will be working at this university/college 5 years from now. 3.56
4. | will be working for this university/college till | retire. 3.56
5. | will be working for this university/college until | get another job. 3.44

Results of mean scores can be categorised into three types, namely low (1.00 to 2.33), moderate (2.34 to 3.67) and high (3.68 to
5.00) (Thahira Bibi TKM Thangal, 2023). As these item questions are worded from the perspective of intent to stay, data is calculated
in an inverse way, with higher mean scores indicating a higher level of turnover intention. Results of this study show that most of the
teachers will be working at least for one more year only. However, the lowest mean score is ltem 5, moderate to high level, which shows
that more than half of them will work until they get another job.

4.3 Teacher turnover intention based on demographic factors
According to the second research objective, teacher turnover intention is examined among different demographic factors. An
independent sample t-test and a one-way ANOVA test were conducted and the results are shown in Table 4.

Table 4. Teacher Turnover Intention by Demographic Factors(N=62)
Turnover intention

Demographic factors Within 1 year _ Within 2 years __ Within 5 years __Till retirement __Till geting another job
Gender 0.500 0.247 0.560 0.389 0.115

Age 0.000** 0.017* 0.000** 0.001** 0.000**

Marital status 0.479 0.592 0.867 0.388 0.884

Children 0.164 0.155 0.038" 0.396 0.144

No. of children 0578 0.516 0.232 0.747 0.266

Title 0.001** 0.045" 0.000** 0.006* 0.003*

Teaching experience 0.000* 0.000* 0.000* 0.000* 0.000*

**Correlation is considered significant when sig. below 0.05

Results in this test show that there is no significant difference of teacher turnover intention between males and females. However,
there is a difference of teacher turnover intention between teachers age group below 30 years and above 51 years. No significant
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difference of teacher turnover intention is found based on marital status, whether they have children, and a number of children. In terms
of occupational status, teachers’ level of intention to leave varies among different titles. Results indicate that there is a significant
difference of turnover intention among assistant lecturers, lecturers, and associate professors. The same results are obtained in teaching
experience, with a significant difference in teacher turnover intention between teachers who have taught for less than 3 years and other
groups of teaching experience.

4.4 Job satisfaction and teacher turnover intention
Guided by the third research objective, this part analyzes the relationship between job satisfaction and teacher turnover intention. Results
are displayed in Table 5.

Table 5. Relationship between Job Satisfaction and Teacher Turover Intention(N=62)
Turmover intention

Within 1 year Within 2 years Within 5 years Till retirement Till getting another job
Pearson Correlation -0.511 -0.416 -0.423 -0.39%4 -0.350
Sig.(2-tailed) 0.000 0.001 0.001 0.002 0.005

As indicated by the results, the relationship between job satisfaction and teacher turnover intention within 1 year is moderately
negative and statistically significant (r=-0.511, sig. <0.05) (Schober & Schwarte, 2018). Hence, a lower level of job satisfaction would
predict a higher level of turnover intention within 1 year. Also, there is a negative relationship between job satisfaction and teacher
turnover within 2 years, 5 years, till retirement, till getting another job respectively.

5.0 Discussion
In this section, the main findings of this study are discussed. First, the demographic profile of the respondent is explained. Then, the
level of teacher turnover intention and its difference among different demographic factors are expounded.

5.1 Demographic factors

In this study, 77 % of the respondent are female, and the uneven distribution of the gender can be explained by the workforce of teachers
in China. According to statistics, more than 51 % of full-time teachers in China’s HElIs are females, and the number is still increasing (Li
et al., 2023). Ages of the respondents display polarisation, with more than half of these teachers being below 30 years old or above 51.
This indicates that most of the participants are young or re-employed retired teachers, which echoes the age composition of teachers in
private HEIs in China, with young teaching staff being the main force of faculties(Huang, 2019). Assistant lecturers, also known as junior
lecturers, account for 25% of the respondents, the same as the number of lecturers. As private HEIs in China are application-oriented,
this means they have lower demand for teachers with academic titles above lecturers compared with research-oriented public HEIs. In
line with the age and title composition of teachers, teaching experience among respondents has the same characteristic, with more than
half of teachers whose years of teaching less than 8 years. Although it is a small sample, its demographic features basically correspond
with that of the whole private HEIs in China.

5.2 Teacher turnover intention

Results of the study show that there is a moderate to high level of teacher turnover intention. Similar findings have been found in previous
studies (Kang, 2023), which implies that teacher turnover in private HEIs has become an increasing concern. This is probably due to
their unfavorable working conditions and low level of job satisfaction. Many studies have elaborated on the importance of working
conditions for academicians in HEIs, stating that a sound working environment is critical o retain teachers in HEIs. Studies on teacher
turnover also show that improving teachers' level of job satisfaction can negatively affect teachers' turnover decisions (Saiti &
Papadopoulos, 2015). In this study, teacher turnover intention within 1 year is relatively high. Hence, improving the working conditions
and job satisfaction for teachers in private HEls in China is imperative.

5.3 Teacher turnover intention based on demographic factors

Results show that there is a significant difference in teacher turnover intention based on age, title, and teaching experience. These
results are not surprising, as they are in line with findings in previous studies (Shah et al., 2020). In most cases, these three demographic
factors are not independent among each other, as young teaching staff in HEIs are always in their beginning stage of teaching and have
not had any promotion in academic rank. Therefore, it is essential to understand what contributes to the turnover intention or actual
leaving behavior of young academicians in HEIs. It is reported that improving the quality of supervision, enhancing opportunities for
professional and personal development, and reducing workload are important ways to retain beginning teachers (Den Brok et al., 2017).

5.4 Job satisfaction and teacher turnover intention

In line with other studies on job satisfaction and turnover intention (Ali, 2010), this study also indicates a negative relationship between
the two variables. Previous studies reveal that job satisfaction is an important indicator of turnover intention (Dole & Schroeder, 2001),
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which means that people who are more satisfied with their job are less likely to exit. However, results of this study only display a
moderately negative relationship, and this is mainly due to the small sample size.

6.0 Conclusion & Recommendations

This paper focuses on teacher turnover in private HEIs in China, which is the largest in the world in terms of the number of teachers and
students. Findings show that job satisfaction, and female teachers with caring duties are reasons teachers leave the profession. However,
private HElIs in China have been put in a marginalised position compared with public HEIs. With an increasing number of teachers, it is
essential for private HEIs to retain teachers to ensure teaching quality and sustainable development.

Through analyzing the demographic factors and teacher turnover intention, this study indicates that more attention should be paid
to female teachers, as they account for more than half of the teaching staff in HEIs. Besides, strategies should be taken to retain novice
academicians, who are more likely to leave the teaching profession compared with other teachers. This study is expected to provide a
reference for researchers in this field. Besides, it contributes to the management of HEIs and policymakers in China, as private HEIs in
China are getting more attention from both higher education and the wider society. By creating better working conditions and promoting
teacher job satisfaction, educators and policymakers can help reduce teacher turnover and retain effective teachers, thus improving
teaching quality and achieving sustainable development of private HEls.

However, the major limitation in this study is acknowledged. As it is a preliminary study which only involves small sample size, it
is difficult to generalise the findings. Besides, this study is conducted using a quantitative method with close ended questions to test
teacher turnover intention, so the results may be limited.

7.0 Suggestion for Future Research

This study used a small sample size as it's a micro level study done in the Sichuan Province. Empirical studies with larger sample sizes
and looking at other private universities should be done to test and generalize the results of this study. Future studies are suggested to
include external factors such as workforce and school improvement policies to get a holistic understanding on what drives teachers
away from teaching.
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This paper examines teacher turnover intention and factors related to this career decision in China’s private HEIs. As most of the studies
focus on teachers and students in public HEIs, this paper contributes to the understanding of teacher turnover and the quality of life of
teachers which are important to mitigate future teacher turnover.

References

Adnot, M., Dee, T, Katz, V., & Wyckoff, J. (2017). Teacher Turover, Teacher Quality, and Student Achievement in DCPS. Educational Evaluation and Policy Analysis,
39(1), 54-76. https://doi.org/10.3102/0162373716663646

Ali, N. (2010). Factors affecting overall job satisfaction and turnover intention. Journal of Managerial Sciences, 2(2), 239-252.

Carver-Thomas, D., & Darling-Hammond, L. (2017). Teacher turnover: Why it matters and what we can do about it. Learning Policy Institute, August, 1-50.
http:/leamingpolicyinstitute.org/sites/default/files/product-files/Teacher_Turnover_REPORT.pdf

Den Brok, P., Wubbels, T., & van Tartwijk, J. (2017). Exploring beginning teachers’ attrition in the Netherlands. Teachers and Teaching: Theory and Practice, 23(8), 881-
895. https://doi.org/10.1080/13540602.2017.1360859

Dole, C., & Schroeder, R. G. (2001). The impact of various factors on the personality, job satisfaction and turnover intentions of professional accountants. Managerial
Auditing Journal, 16(4), 234-245. https://doi.org/10.1108/02686900110389188

Harden, G., Boakye, K. G., & Ryan, S. (2018). Turnover Intention of Technology Professionals: A Social Exchange Theory Perspective. Journal of Computer Information
Systems, 58(4), 291-300. https://doi.org/10.1080/08874417.2016.1236356

Hart, P. M. (1994). Teacher quality of work life: Integrating work experiences, psychological distress and morale. Journal of Occupational and Organizational Psychology,
67(2), 109-132. https://doi.org/10.1111/j.2044-8325.1994.tb00555.x

Herzberg, et al. (1959). The Motivation to Work (2nd ed.). John Wiley.

Huang, H. (2019). The Characteristics of New Faculty Professional Development Needs in Private Colleges and Its Strategic Choice. Journal of Higher Education, 40(5),
57-63.

140



Dan, Z., etal., 11th AMER International Conference on Quality of Life (AicQoL2023), Al Meroz Hotel, Bangkok, Thailand 28-30 Apr 2023, E-BPJ 8(24), May 2023 (pp.135-141)

Jiang, Z., & Zhang, J. (2017). Research on improving the quality of life of College Teachers. 172(Icemaess), 128-131. https://doi.org/10.2991/icemaess-17.2017.30

Kang, R. (2023). Governance of Teacher Turnover in Private Colleges from Perspective of Psychological Contract. 1-6. https://doi.org/10.19903/j.cnki.cn23-
1074/9.2023.01.004

Khan, A. J., Bhatti, M. A., Hussain, A., Ahmad, R., & Igbal, J. (2021). Employee Job Satisfaction in Higher Educational Institutes: A Review of Theories. Journal of South
Asian Studies, 9(3), 257-266. https://doi.org/10.33687/jsas.009.03.3940

Li, J., Xue, E., & Li, K. (2023). Exploring the Challenges and Strategies of the Sustainable Development of Female Teachers in China’s World-Class Universities:
Stakeholder Perspectives. Sustainability (Switzerland), 15(4). https://doi.org/10.3390/su15043488

Martinez-Garcia, C., & Slate, J. R. (2009). Teacher Turnover : A Conceptual Analysis. International Journal of Educational Leadership Preparation, 4(1), 1-11.

Maryam, S. Z., Ali, F., Rizvi, M., & Faroog, S. (2021). Demonstrating the motivational scale for commitments toward teachers’ turnover intentions using self-determination
theory: a case of higher education institutions in Pakistan. International Journal of Educational Management, 35(2), 365-381. https://doi.org/10.1108/IJEM-02-2020-0058

Mohd Kasmuri, S. H., Ismail, Z., Mohd Nordin, R., & Hashim, N. (2020). A Systematic Review of Employee Turnover Antecedents in the Construction Industry.
Environment-Behaviour Proceedings Journal, 5(13), 65. https://doi.org/10.21834/e-bpj.v5i13.2100

Nguyen, T.D., Pham, L. D., Crouch, M., & Springer, M. G. (2020). The correlates of teacher turnover: An updated and expanded Meta-analysis of the literature. Educational
Research Review, 31(November 2019), 100355. https://doi.org/10.1016/j.edurev.2020.100355

Nguyen, T. D., & Springer, M. G. (2021). A conceptual framework of teacher turnover: a systematic review of the empirical international literature and insights from the
employee turnover literature. Educational Review, 00(00), 1-36. https://doi.org/10.1080/00131911.2021.1940103

Rajendran, N., Watt, H. M. G., & Richardson, P. W. (2020). Teacher burnout and tumover intent. Australian Educational Researcher, 47(3), 477-500.
https://doi.org/10.1007/s13384-019-00371-x

Réasanen, K., Pietarinen, J., Pyhéltd, K., Soini, T., & Vaisanen, P. (2020). Why leave the teaching profession? A longitudinal approach to the prevalence and persistence
of teacher turnover intentions. Social Psychology of Education, 23(4), 837-859. https://doi.org/10.1007/511218-020-09567-x

Rathakrishnan, T., Imm, N. S., & Kok, T. K. (2016). Turnover intentions of lecturers in private universities in Malaysia. Pertanika Journal of Social Sciences and Humanities,
24(November), 129-146.

Ronfeldt, M., Loeb, S., & Wyckoff, J. (2013). How Teacher Turnover Harms Student Achievement. American Educational Research Joumal, 50(1), 4-36.
https://doi.org/10.3102/0002831212463813

Saiti, A., & Papadopoulos, Y. (2015). School teachers’ job satisfaction and personal characteristics: A quantitative research study in Greece. International Journal of
Educational Management, 29(1), 73-97. https://doi.org/10.1108/IJEM-05-2013-0081

Schober, P., & Schwarte, L. A. (2018). Correlation coefficients: Appropriate use and interpretation. Anesthesia and Analgesia, 126(5), 1763-1768.
https://doi.org/10.1213/ANE.0000000000002864

Shah, I. A, Yadav, A., Afzal, F., Shah, S. M. Z. A., Junaid, D., Azam, S., Jonkman, M., De Boer, F., Ahammad, R., & Shanmugam, B. (2020). Factors Affecting Staff
Turnover of Young Academics: Job Embeddedness and Creative Work Performance in Higher Academic Institutions. Frontiers in Psychology, 11(December), 1-13.
https://doi.org/10.3389/fpsyg.2020.570345

Shah, I. a L. I., Fakhr, Z., Ahmad, S., & Zaman, K. (2010). Measuring Push , Pull and Personal Factors Affecting Tumnover Intention : a Case of. Review of Economic &
Business Studies, 3(1), 167-192.

Subramaniam,G, lyer, M.G, Mohamed,S.& Nor,N. (2010) Children and women's decision not to work-A study in Klang Valley, Malaysian Journal of Consumer and Family
Economics, Vo; 13(1), 17-31.

Thahira Bibi TKM Thangal, et al. (2023). A icE-Bs2023 Marrakech Multinational Company. 1-7.

Toropova, A., Myrberg, E., & Johansson, S. (2021). Teacher job satisfaction: the importance of school working conditions and teacher characteristics. Educational Review,
73(1), 71-97. https://doi.org/10.1080/00131911.2019.1705247

Toulabi, Z., Raoufi, M., & Allahpourashraf, Y. (2013). The Relationship Between Teachers’ Happiness and Quality of Working Life. Procedia - Social and Behavioral
Sciences, 84, 691-695. https://doi.org/10.1016/j.sbspro.2013.06.628

Zhang, F. (2021). Research on the reasons and countermeasures of NV non-governmental university teacher’s turnover.pdf.

Zhao, Y., & Zhou, K. (2022). Analysis of the Turover Tendency of College Teachers From the Perspective of Psychology. Frontiers in Psychology, 13(June), 1-8.
https://doi.org/10.3389/fpsyg.2022.771324

141



