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Abstract

This study investigated the impact of job demands and job resources on teachers'
turnover intention based on the Job Demands-Resources Model (JD-R Model) in private
universities in Guizhou Province. A total of 361 valid questionnaires were collected from
six private universities in Guizhou Province through stratified random sampling method,
and the data analysis methods used were percentage, mean, standard deviation and
multiple regression analysis. The results showed that the respondents in this study were
slightly more male, primarily young teachers under 30 years of age with 1-5 years of
teaching experience. The largest number of participants had intermediate titles, and fewer
had senior titles. Their monthly salary ranged from 4,001 to 7,000 CNY. The hypothesis
testing results revealed that job demands significantly and positively predicted turnover
intention and job resources significantly and negatively predicted turnover intention.
Therefore, private universities should make efforts to improve teachers' working
environment, alleviate job demands, and provide sufficient job resources to continuously
improve teachers' subjective well-being, promote teacher stability, and reduce turnover
intentions.
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Introduction

As an important region for the development of higher education in Southwest China,
Guizhou Province has seen rapid growth in the number of colleges and universities and
the size of students in recent years, but the problem of teacher mobility has become
increasingly prominent. The average annual departure rate of teachers in Guizhou
province's colleges and universities reached 8.3 per cent in 2023, which is higher than the
national average (6.5 per cent) (Guizhou Provincial Department of Education, 2023). The
high mobility of teachers not only affects the quality of teaching but also exacerbates the

imbalance in the distribution of regional educational resources (Feng & Sass, 2016).
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Teachers' turnover is the result of multiple factors (Résdanen et al., 2020). The
formation of private teachers' turnover intention in Chinese universities is influenced by
their current work environment (Luo & Shen, 2017). The job demands - resources model
is a widely adopted theoretical framework in the field of work environmental research.
Therefore, this study aims to explore the impact of the job demands and job resources
on turnover intention in private universities in Guizhou, China. The findings from this study
can provide a theoretical basis for private universities to improve the stability of their
teaching force.

Objectives
1. To examine the status of the job demands and job resources of private universities
teachers.
To examine the status of teachers' turnover intention in private universities.
To explore the impact of teachers' job demands and job resources on turnover

intention in private universities in Guizhou, China.

Literature Review

With the deepening of education reform, the work environment of teachers has
gradually received extensive attention from all walks of life, and the high or low rate of
teacher turnover is not only related to the quality of teaching and learning in schools, but
also to the stability and development of the entire education system (Carver-Thomas &
Darling-Hammond, 2017).

There are significant differences in the management of private and public
universities. Private universities are most notably characterized by the need to be self-
sufficient. Although private universities are more flexible in raising and spending funds,
they also face greater pressures and challenges (Wang et al., 2020).

Job demands are defined in the job demands-resources (JD-R) model as aspects of
a job that require sustained physical or mental effort and are therefore associated with
certain physical and psychological costs (Schaufeli, 2017). As society's demands on
teachers in private colleges and universities become higher and higher, the psychological
pressure on teachers is also increasing. This not only affects work efficiency but may also
have a negative impact on their physical and mental health.

However, research has shown that Job resources help to achieve work goals, reduce
work demands and costs, and stimulate personal growth and development, co-worker and
social support, and opportunities for advancement (Tummers & Bakker, 2021). Professional
development activities in the form of induction training, seminars, and lectures organized

by schools play a vital role in reducing teachers' turnover intention (Smith & Ingersoll,
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2004). In addition, teachers' relationships with their leaders and colleagues are also

important predictors of teachers' turnover intention (Simon & Johnson, 2015).

Related Research Theories

The theoretical foundations for understanding the impact of job demands and
resources on turnover intention in private universities are the job demands-resources (JD-
R) model and social exchange theory (SET). The JD-R is a widely adopted theoretical
framework in the field of work environment research. Bakker and Demerouti (2017) stated
that the work environment consists of job demands and job resources. It helps researchers
gain a clearer understanding of the problems and challenges faced by teachers in their
work environment, enabling the implementation of appropriate management strategies to
reduce turnover intentions.

Social exchange theory (SET) originated in the 1920s (Tumin et al.,, 1956). Homans
(1958) first introduced the concept of social behavior as exchange in literature. According
to the SET, teachers' turnover intention is the result of teachers' assessment of the costs
and benefits of the work relationship. When teachers perceive that the job resources
provided their professional identity needs, it reinforces their intention to stay in the

organization.

Conceptual Framework and Research Hypothesis
Based on various phenomena and research results. Therefore, the research

framework and research hypothesis are as follows:

Job demands >

Turnover

Intention

Job resources —>

Figure 1: Conceptual Framework

Research hypotheses:
H1: Job demands have a positively significant impact on turnover intention.

H2: Job resources have a negatively significant impact on turnover intention.
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Research Methodology

This study adopted quantitative research design with 3,659 teachers from private
universities in Guizhou as the target population and collected questionnaire data through
a stratified sampling method using the Questionnaire Star online survey. The questionnaire
consists of four parts. The first part is about the demographic characteristics of the
participants, including five questions. The second part is the nine questions about job
demands, and the third part is the nine questions about job resources. The fourth part
consists of eight questions about turnover intention.

Based on the evaluation conducted by three independent reviewers utilizing the
Index of Content Validity (I0C) test, the questionnaire demonstrated an important level of
validity with an I0C score of 0.951. The alpha coefficient method was used to assess the
reliability of Cronbach's alpha, resulting in an overall score of 0.948.

The Yamane formula was used to calculate a sample size of 361. The data was
statistically analyzed using percentage, mean, standard deviation, and multiple regression

analysis.
Results
By analyzing the questionnaire survey of teachers from private universities in

Guizhou, the following basic information about the respondents was obtained:

Table 1: Descriptive statistics on demographic information

Question Frequency Percentage (%) Cumulative percentage (%)
Gender

Male 187 51.80 51.80
Females 174 48.20 100.00
Age

Under 30 years old 102 28.26 28.26
31-40 years old 97 26.87 55.12
41-50 years old 87 24.11 79.22
Above 50 years old 75 20.79 100.00
Teaching experience

1-5 years 131 36.28 36.28
6-10 years 93 25.77 62.05
11-15 years 99 27.43 89.47
16-20 years 20 5.54 95.01
More than 21 years 18 a.97 100.00
Position

Junior Title 118 32.69 32.69
Intermediate Title 154 42.66 75.35
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Question Frequency Percentage (%) Cumulative percentage (%)
Associate Title 71 19.67 19.67

Senior Title 18 4.99 100.00

Monthly salary

Less than 4,000 CNY a2 11.63 11.63

4,001-7,000 CNY 166 45.98 57.63

7,001-10,000 CNY 120 33.24 90.86

More than 10,001 CNY 33 9.14 100.00

Table 1 shows that the respondents in this study were slightly more male, mostly
young teachers under 30 years of age with 1-5 years of teaching experience. The largest
number of participants had intermediate titles, fewer had senior titles, and received
monthly salary between 4,001-7,000 CNY.

Table 2: Descriptive statistic on Job demands, Job resources and turnover intention.

Mean  Standard deviation Level of perception
X1 Job demands 3.45 0.93 agree
X2 Job resources 2.56 0.91 disagree
Y Turnover Intention 3.42 0.9 agree

Table 2 shows that the mean value of job demands is 3.45, indicating that
respondents perceive job demands to be slightly higher, with a standard deviation of 0.93
reflecting greater inter-individual variability. The mean value of job resources is 2.56,
indicating that respondents perceive job resources to be insufficient. The mean value of
turnover intention is 3.42, indicating that respondents have a certain tendency to leave
their jobs, with a standard deviation of 0.90 indicating that individual differences are

obvious and that some respondents may have a higher turnover intention.

Table 3: Relationship between Job demands, Job resources and turnover intention.

Job demands Job resources Turnover Intention
Job demands 1 -470%* 3917
Job resources - 470%* 1 -.423%*
Turnover Intention .391%% -.423%* 1

** The correlation is significant at the 0.01 level (two-tailed).
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According to the analysis of the correlation coefficients of the variables in Table 3,
the significant correlation between the core variables provides initial support for the

hypothesis testing of the theoretical model in the next step.

Table 4: Regression analysis of Job demands Job resources and turnover intention.

Unstandardized Standardized

Coefficients Coefficients
t p VIF Tolerance
Standard
B Beta
Error

Constant 3.37 0.272 - 12.404  0.000** - -
X1 Job demands 0.241 0.051 0.247 4.696 0.000** 1.284 0.779
X2 Job resources -0.305 0.052 -0.307 -5.82 0.000** 1.284 0.779

R’= 0.226, Adjusted R°= 0.222, F = 52.402, p=0.000
* p<0.05 ** p<0.01

According to the results of Table 4, the R? of the model is 0.226 and the adjusted
R2 is 0.222, which indicates that job demands, and job resources can explain 22.6% of the
variance in turnover intention. F=52.402, p=0.000, which indicates that the independent
variables have a significant effect on turnover intention. The VIFs are less than 10, and the
tolerances are greater than 0.1, which indicates that there is no serious covariance problem
between the independent variables (Ciobotaru & Mazza, 2022). The unstandardized
coefficient of job demand, B=0.241, and standardized coefficient, Beta=0.247, t=4.696,
p=0.000, indicate that job demand has a positively significant impact on turnover intention.
The unstandardized coefficient of job resources is B = -0.305, Beta = -0.307, t = -5.82, and
p = 0.000, indicating that job resources have a negatively significant impact on turnover
intention. And the strength of the effect of job resources is slightly higher than job
demands. Therefore, these results support hypotheses H1 and H2.

Conclusions and Discussion

Based on the data of 361 teachers from six private universities in Guizhou, this study
explains the impact of teachers' job demands and job resources on turnover intention
based on the JD-R Model and SET. It was found that job demands had a positively
significant impact on turnover intention, job resources had a negatively significant impact

on turnover intention. These findings are consistent with the conclusions drawn by Puma
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et al. (2025) and Nogues and Tremblay (2025), who demonstrated that job demands, and
job resources significantly impact turnover intention. Although the research subjects in
these studies differ, the results align closely.

It is clear from the above results that job demands, and job resources are closely
related to turnover intention. However, the impact of job demands and job resources on
turnover intention does not exist in isolation but interact with each other. When job
demands are too high and job resources are insufficient, teachers will feel stressed and
lack support, and turnover intention will increase significantly. On the contrary, even if job
demands are high, teachers may be more willing to stay in their positions if job resources
are abundant and they can get enough support and help.

Therefore, to stabilize the teaching force, organizations should optimize job
demands and increase job resources to encourage teachers to cope with their jobs

positively and reduce turnover intention.

Recommendations

In view of the conclusions, the following recommendations are made:

1. Organizations should reduce the work pressure of teachers by optimizing work
processes and improving work efficiency, adjusting job demands, scientifically
distributing work tasks and avoiding excessive workload.

2. Organizations should increase investment in job resources and provide teachers
with more social support, training opportunities and development space.
Create a good team atmosphere, strengthen communication and collaboration
among employees, establish a sound training system, and improve professional
ability and comprehensive quality of employees.

3. Teachers themselves should continue to improve their own stress resistance
and coping ability to better cope with the pressure brought about by the work
requirements. At the same time, actively access to work resources, and
colleagues and leaders to establish a good relationship, and strive for more

support and help.

Research Limitations

This study focuses on the opinions of 361 teachers from private universities in
Guizhou and analyzes their responses to items such as job demands and job resources on
turnover intention. However, teachers' turnover intention may be influenced by multiple
factors. In terms of data collection, questionnaires were used, a method that may be
disturbed by teachers' subjective cognitive biases. In addition, teachers' job demands, and

job resources are in a dynamic state of change, and this study failed to conduct in-depth
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interviews and long-term follow-up observations of teachers, making it difficult to fully

capture the dynamic evolution of teachers' turnover intention at dissimilar stages.

Research Suggestions for Future Research

Future research should consider more variables that impact teachers' turnover
intention, such as work-family balance and digital transformation stress. In addition to
questionnaires, in-depth interviews and other methods can be used to explore teachers'
thoughts and emotions about their job demands, job resources, and turnover intention.
Meanwhile, regular, and dynamic tracking of changes in job demands and job resources,
as well as changes in their turnover intention, will help them to understand the complex

impact between them more fully.

References

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and
looking forward. Journal of Occupational Health Psychology, 22(3), 273-285.
https://doi.org/10.1037/0cp0000056

Carver-Thomas, D., & Darling-Hammond, L. (2017). Teacher turnover: why it matters and
what we can do about it. https://doi.org/10.54300/454.278

Ciobotaru, C., & Mazza, C. (2022). Consistency and asymptotic normality of M-estimates
of scatter on Grassmann manifolds. Journal of Multivariate Analysis, 190, 104998.
https://doi.org/10.1016/j.jmva.2022.104998

Feng, L., & Sass, T. R. (2016). Teacher quality and teacher mobility. Education Finance
and Policy, 12(3), 396-418. https://doi.org/10.1162/edfp_a 00214

Guizhou Provincial Department of Education. (2024). Guizhou Province 2023 National
Economic and Social Development Statistics Bulletin.
https://www.guizhou.gov.cn/.

Homans, G. C. (1958). Social behavior as exchange. American Journal of Sociology, 63(6),
597-606. https://doi.org/10.1086/222355

Luo, Y., & Shen, H. (2017). Influential factors of university teachers’ turnover intentions:
An empirical study based on the 2014 Chinese university teachers’ survey. China
Higher Education Research, 33(11), 45-56. https://doi.org/10.16298/j.cnki.1004-
3667.2017.11.16

Nogues, S., & Tremblay, D. (2025). Work intensification, Work-Life conflict and turnover
Intentions in the teaching profession: evidence from schoolteachers in Quebec,
Canada. Industrial Relations Journal. https://doi.org/10.1111/irj.12463

NsUsERMA g InnIsEAUTIALaEUILNINR AT 16 282
The 16" Hatyai National and International Conference


https://doi.org/10.16298/j.cnki.1004-3667.2017.11.16
https://doi.org/10.16298/j.cnki.1004-3667.2017.11.16

) £5 umdnendamnirny
@ HATYAI UNIVERSITY

Puma, J., Pangalangan, J., & Farewell, C. (2025). The Well-Being of the Early Childhood
Workforce: Rural and urban differences. Early Childhood Education Journal.
https://doi.org/10.1007/510643-025-01880-4

Rasanen, K., Pietarinen, J., Pyhalto, K., Soini, T., & Vaisdnen, 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

Schaufeli, W. B. (2017). Applying the Job Demands-Resources model. Organizational
Dynamics, 46(2), 120-132. https://doi.org/10.1016/j.0oredyn.2017.04.008

Simon, N., & Johnson, S. M. (2015). Teacher turnover in High-Poverty Schools: What we
know and can do. Teachers College Record the Voice of Scholarship in Education,
117(3), 1-36. https://doi.org/10.1177/016146811511700305

Smith, T. M., & Ingersoll, R. M. (2004). What are the effects of induction and mentoring on
beginning teacher turnover? American Educational Research Journal, 41(3), 681-
714. https://doi.org/10.3102/00028312041003681

Tumin, M. M., Mauss, M., Cunnison, |., & Evans-Pritchard, E. E. (1956). The Gift: Forms and
functions of exchange in archaic societies. American Sociological Review, 21(2),
249. https://doi.org/10.2307/2088549

Tummers, L. G., & Bakker, A. B. (2021). Leadership and Job Demands-Resources Theory: A
Systematic Review. Sec. Organizational Psychology.
https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.2021.722080
/full

Wang, J., Yang, M., & Maresova, P. (2020). Sustainable development at Higher education
in China: A comparative study of students’ perception in public and private
universities. Sustainability, 12(6), 2158. https://doi.org/10.3390/5u12062158

NsUsERMA g InnIsEAUTIALaEUILNINR AT 16 283
The 16" Hatyai National and International Conference


https://doi.org/10.1007/s11218-020-09567-x
https://doi.org/10.3102/00028312041003681

