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Abstract

Introduction. This study explores the relationship between job satisfaction and turnover
intentions among expatriate non-native English-speaking teachers in China. With the
increasing demand for international educators, particularly in China, improving teacher

retention is essential. While turnover in international schools has been studied extensively,

research on expatriate non-native English-speaking teachers in China remains limited.
Methods. A mixed-methods approach was used to survey 158 expatriate non-native
English-speaking teachers in China, employing the Job Satisfaction Survey and Turnover
Intention Scale for quantitative data, alongside an open-ended question for qualitative

insights. Data were analyzed using descriptive statistics, correlations, multiple regression,

and thematic coding. Results. A significant negative correlation was found between
job satisfaction and turnover intentions (r = -0.712, p < 0.001). Both extrinsic factors

(e.g., pay, working conditions) and intrinsic factors (e.g., relationships with coworkers,

communication) were identified as key drivers of turnover intentions. The regression
model revealed that job satisfaction accounted for 50.7% of the variance in turnover

intentions, emphasizing its substantial role in teachers' decisions to leave. Discussion.

These findings highlight the importance of improving both extrinsic and intrinsic factors
to reduce turnover intentions among expatriate hon-native English-speaking teachers.
Strategies such as stay interviews and enhanced career development opportunities can
help retain teachers and boost job satisfaction. By addressing both intrinsic and extrinsic
factors of job satisfaction, schools can reduce teacher turnover intentions, ensuring
stability and continuity in education.
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Introduction

The global demand for qualified educators has led to increased mobility of teachers
internationally. Additional pressure on this state is intensified by UNESCO's (2024)
prediction that 44 million more teachers will be required by 2030 to ensure that every
child has access to education. Teacher shortage has been observed in many regions,
forcing schools to rely on temporary or even unqualified teachers to fill vacancies. While
international schools offer unique opportunities for educators, they are not immune to
this global trend. In fact, some of the greatest challenges they face are attracting and
retaining qualified teachers (Mancuso et al., 2010).

Teacher turnover in international schools is influenced by various factors, including
leadership styles, compensation and benefits packages, working conditions, as well as
challenges related to cultural adjustment (Mancuso et al,, 2010). High teacher turnover
significantly impacts education systems. Frequent staff transitions disrupt continuity,
hinder students’ academic progress, and complicate the consistent implementation
of curricula and instructional strategies (Ronfeldt et al., 2013; Sorensen & Ladd, 2020).
Furthermore, turnover can destabilize school culture, weaken a sense of belonging, and
place financial burdens on schools due to the costs of recruitment and training (Lee et
al., 2012). Understanding factors that influence turnover intentions among expatriate
teachers can help educational institutions in creating effective retention strategies

Job satisfaction is a critical factor when it comes to understanding why teachers
choose to stay in or leave their jobs. Studies show that satisfied teachers are more
likely to remain in their roles, while dissatisfied teachers tend to leave (Ingersoll, 2001;
Skaalvik & Skaalvik, 2011). Various factors influence job satisfaction within the teaching
profession. Aspects such as equitable compensation, reasonable workloads, supportive
administrators, and professional development opportunities all contribute significantly
(Loeb et al., 2005; Mancuso et al, 2011). By prioritizing these elements, schools can
effectively reduce turnover.

For expatriate teachers, job satisfaction is even more important. They deal with
challenges that go beyond the classroom, like adjusting to a new culture, adapting to



MiLos Markovi¢, JORGE LOPEZ-CARRATALA
JOoB SATISFACTION AND TURNOVER INTENTIONS OF EXPATRIATE NON-NATIVE ENGLISH-SPEAKING TEACHERS IN CHINA
Poccumckim ncuxonormyeckini sxypHan, 22(1), 2025

MNCYXONOMA TPYOA

unfamiliar workplaces, and often living without strong social or family support systems
(Chu & Morrison, 2011; Dos Santos, 2019). When teachers feel satisfied with their jobs,
they tend to overcome these challenges. Conversely, if they lack satisfaction, they are
more likely to consider leaving.

The global number of international schools has surged by 50%, reaching over 14,000,
with student enrolment increasing by 57% to a total of 7.3 million (ISC, 2024). Asia leads
this expansion, particularly Eastern Asia, which covers 57% of all international schools and
experienced a 16% growth even during the pandemic (ISC, 2023). As a result, the need for
qualified teachers has grown significantly. ISC (2024) predicts that the international school
workforce, which has expanded by 60% over the past decade, will need an additional
160,000 teachers by 2028. A large portion of these roles will likely be filled by expatriate
non-native English-speaking teachers. Holborow (1999) points out that most of the global
population resides in countries where English is a second language, and Braine (2010)
estimates that 80% of English teachers worldwide are non-native speakers. However,
much of the existing research has focused on native English-speaking teachers, often
neglecting the broader experiences of expatriate non-native English-speaking educators.
These teachers bring unique perspectives, shaped by their cultural experiences, teaching
styles, and language skills, that can greatly enhance the learning environment. Ignoring
their roles and challenges leaves a gap in the literature, which fails to fully capture the
diversity of international teaching contexts. Expanding research to include these voices is
crucial for a more complete understanding of global educational dynamics.

This lack of research is problematic because expatriate non-native English-speaking
teachers face unique challenges in the international school setting. They often deal with
biases related to their non-native speaker status, which can affect their confidence, job
satisfaction, and even how they are treated by students, parents, and administrators (Selvi,
2010). Additionally, expatriate non-native English-speaking teachers might receive lower
salaries or fewer benefits compared to their native-speaking counterparts, which can
further impact their satisfaction and likelihood of staying in their roles (Maganaka, 2023).

The current study addresses this gap by focusing on expatriate non-native English-
speaking teachers in China’s international schools. With the growing importance of
these teachers in meeting the demand for qualified educators, understanding their
job satisfaction and its impact on turnover intentions is essential. By examining this
underrepresented group, this research aims to provide insights that can help schools
better support expatriate non-native English-speaking teachers and reduce turnover.

Theoretical Framework

Herzberg's Two-Factor Theory explains how job satisfaction operates by categorizing
its determinants into two groups: motivators and hygiene factors. Motivators, such as
recognition, professional growth, and achievement, are intrinsic factors that actively
enhance job satisfaction. In contrast, hygiene factors, including salary, working conditions,
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and job security, do not inherently increase satisfaction but can cause dissatisfaction
when absent (Herzberg et al, 1959). For expatriate non-native English-speaking
teachers, hygiene factors like adequate pay, sufficient support for cultural adjustment,
and stable working conditions are foundational to maintaining satisfaction. At the same
time, motivators, such as career advancement opportunities and acknowledgment of
their professional skills, can boost engagement and commitment. This study applies
Herzberg's framework to analyze how these factors jointly contribute to job satisfaction
and subsequently affect turnover intentions.

Social Exchange Theory (Blau, 1964) focuses on the reciprocal nature of workplace
relationships. According to this theory, employees evaluate their workplace based on
the balance of what they give—such as effort, loyalty, and expertise—and what they
receive, such as fair treatment, support, and opportunities (Cropanzano & Mitchell, 2005).
When the perceived balance is fair, employees feel valued and are more likely to remain
with their organization. However, when the exchange feels inequitable or insufficient,
dissatisfaction and turnover intentions increase. For expatriate non-native English-
speaking teachers, factors like inclusion, organizational support, and fair treatment play
a critical role in shaping these perceptions. This study uses Social Exchange Theory to
explore how perceived reciprocity and workplace support influence expatriate non-
native English-speaking teachers’ satisfaction and their decision to stay or leave.

Literature Review

Job satisfaction is a complex concept that reflects how employees view and experience
their roles. It includes various elements, such as the work environment, interpersonal
relationships, pay, growth opportunities, and the alignment of job roles with personal
values (Spector, 1997; Herzberg, 1968). Herzberg's Two-Factor Theory (1959) offers
a useful framework for understanding job satisfaction. According to Herzberg, job
satisfaction is influenced by both intrinsic and extrinsic factors. Intrinsic factors, such as
recognition and career development, serve as "motivators” that encourage employees to
perform well and stay in their jobs, while extrinsic factors, like salary, working conditions,
and job security, actas "hygiene factors” that prevent dissatisfaction but do not necessarily
drive motivation (Herzberg et al.,, 1959).

Research on job satisfaction in education has shown that a variety of factors
contribute to teachers’ satisfaction, including their work environment, relationships with
colleagues, and opportunities for professional growth (Guoba et al., 2022; McJames et al.,
2023; Toropova et al,, 2021). Specifically, in international schools, additional factors such
as cultural adjustment and integration into the host community, positive interaction with
school leaders, and supportive colleagues play a pivotal role in shaping job satisfaction
(Yoshihara, 2018).

However, while extensive research has been conducted on teacher job satisfaction,
studies specifically addressing expatriate non-native English-speaking teachers, especially
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in rapidly growing educational markets like China, remain scarce. Thus, exploring the
factors contributing to job satisfaction of expatriate non-native English-speaking teachers
in China presents an opportunity to fill a significant gap in the literature and provide
practical recommendations for schools and policymakers.

Turnover intention, defined as the conscious decision to consider leaving an

organization (Tett & Meyer, 1993), is a strong predictor of actual turnover (Griffeth et al.,

2000; Kaur et al., 2013). Numerous factors contribute to turnover intentions, including low

job satisfaction, lack of organizational support, unmet expectations, and stress (Mobley,

1977; Hom et al,, 1992). Recognizing and addressing turnover intentions early is crucial
for retention.

Factors influencing turnover include teachers’ desire for mobility, short-term
contracts, misrepresentation during recruitment, and inadequate professional support

(Odland & Ruzicka, 2009; Dos Santos, 2020; Tkachyk, 2017). Moreover, economic factors,

including compensation and work-life balance, as well as working conditions and school

support, are also significant predictors (Loeb etal., 2005; Mancuso etal.,, 2011). Additionally,

uncertainty about job security, such as unexpected budget cuts or terminations, intensify
turnover intentions (Amodio, 2015; Rey et al.,, 2020). Given the diverse range of factors
that affect teacher turnover, a holistic approach is essential for effective early detection
and intervention.

International schools are particularly susceptible to high turnover rates, with some
regions in East Asia reporting turnover rates as high as 20% to 50% (Tkachyk, 2017).
Similarly, Near East South Asia (NESA) international schools have documented average
turnover rates of 17%, with some schools experiencing turnover rates as high as 60%
(Mancuso et al, 2010). Studies of South American international schools indicate an
annual turnover rate of 28% (Desroches, 2013), while in Thailand, turnover rates range
from 16% to 20% (Ngotngamwong, 2012). Bunnell (2014) reported a 30% turnover rate
in Dubai. In the context of international schools, high turnover rates are frequently linked
to challenges like isolation, misalignment with organizational culture, and inadequate
support systems (Odland & Ruzicka, 2009).

High turnover intentions can have wide-reaching consequences for both
educational institutions and students. For individual teachers, the desire to leave can
lead to professional burnout and emotional distress, particularly when compounded
by cultural and professional challenges. Moreover, dissatisfaction of this kind can lead
to disengagement and actual turnover, reinforcing the idea that turnover intentions
often originate from cumulative dissatisfaction (Hayden & Thompson, 2008) and as a
psychological process of withdrawal (Fang & Wang, 2006).

High turnover disrupts learning continuity, increases recruitment costs, and affects
overall school performance (Ronfeldt et al., 2013). International schools face additional
hurdles as they invest heavily in recruiting expatriate teachers, often offering higher
salaries, relocation benefits, and housing allowances to attract candidates (Odland &
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Ruzicka, 2009). In a case study by ISC Research (2021), one head of a school in Shanghai
stated that recruiting new expatriate teachers is still a major challenge, and one of the
ways to meet the demand is paying over the odds initially to attract staff. Consequently,
when these teachers leave prematurely, investments are lost, creating both financial
and organizational strain. In the context of international schools in China, this can be
particularly problematic as the demand for qualified teachers continues to rise, and the
pool of qualified expatriate teachers remains limited. High turnover can result in a less
experienced and less stable workforce, schools have no choice but to hire unqualified
teachers, often young and inexperienced, or second-career educators lacking proper
training, often on short-term contracts (Marinell & Johnson, 2014; Troesch & Bauer,
2020). According to Teach Away (2023), 48% of teachers presently do not possess a
teaching license. Darling-Hammond (2022) indicates that a significant proportion of new
teachers hired without formal preparation, are more likely to exit the teaching profession.
Eventually all of this may impact the school’s ability to deliver high-quality education
consistently. Thus, there is an urgent need for comprehensive teacher preparation
programs, since inexperienced educators lacking adequate training are two to three
times more likely to exit teaching profession compared to those who go through formal
training (Ingersoll et al.,, 2014).

Therelationship between job satisfaction and turnoverintentions is well-documented
in the literature. Studies have shown that lower job satisfaction is a strong predictor of
higher turnover intentions (Tett & Meyer, 1993; Steel, 2002). In the teaching profession,
dissatisfaction with leadership support, workload, or opportunities for professional
development often translates into intentions to leave (Bunnell & Poole, 2021; Dos
Santos, 2020; Skaalvik & Skaalvik, 2017). Dissatisfaction is a strong predictor of turnover
intentions, with factors like lack of recognition, limited growth opportunities, and poor
work conditions driving employees to seek alternative employment (Carver-Thomas &
Darling-Hammond, 2017; Griffeth et al,, 2000; Hom et al., 1992).

This study broadens the existing literature by examining non-native English-speaking
expatriate teachers in China, a group that has been underexplored in the context of
job satisfaction and turnover intentions. Understanding this relationship is crucial for
identifying actionable strategies to enhance teacher retention and mitigate the negative
effects of high turnover on schools.

Research Objective
To examine the levels and relationship between job satisfaction and turnover intentions
among non-native English-speaking expatriate teachers working in China.

Research Hypotheses:

e Ho There is no significant relationship between job satisfaction and turnover
intentions among non-native English-speaking expatriate teachers in China.

e Hj: There is a significant relationship between job satisfaction and turnover
intentions among non-native English-speaking expatriate teachers in China.



MiLos Markovi¢, JORGE LOPEZ-CARRATALA
JOoB SATISFACTION AND TURNOVER INTENTIONS OF EXPATRIATE NON-NATIVE ENGLISH-SPEAKING TEACHERS IN CHINA
Poccumckim ncuxonormyeckini sxypHan, 22(1), 2025

MNCYXONOMA TPYOA

Methods

Participants

The studyinvolved 158 expatriate non-native English-speaking teachers from international
schools across China. Most participants were male (61.4%) and aged between 25-34
years (55.1%). Regarding marital status, 47.5% were single, 36.1% married, and 16.4%
were in other relationships. In terms of teaching experience, 34.2% had 1-3 years of

domestic experience, and 36.7% had 4-6 years of international teaching experience.

Almost half had lived in China for over five years (49.4%). The majority of teachers worked
in kindergartens (34.8%) and held bachelor’s degrees (60.8%). The sample was highly
diverse, with participants coming from 60 nationalities, including those from Europe
(80), Africa (38), Asia and Oceania (26), and Latin America/Caribbean region (14). These
demographics reflect a highly diverse sample, providing a comprehensive representation
of expatriate teachers working in China.

Research Design

The research design employed a mixed-methods approach, combining both quantitative
and qualitative data to gain a deeper understanding of the relationship between job
satisfactionandturnoverintentions. Thisapproach allows fora comprehensive exploration
of the relationship between the variables while also providing nuanced insights from
open-ended responses. The survey started with a section gathering demographic
information, followed by Turnover Intention Scale and Job Satisfaction Survey, ending
with an open-ended question.

Instruments

Turnover Intention Scale (TIS-6), adapted from Roodt’s (2004) original 15-item scale, was
used to measure participants’ turnover intentions. The TIS-6 consists of six items that
assess the likelihood of participants leaving their job. The scale utilizes a 5-point semantic
differential scale and has shown excellent reliability and validity in various studies (Bothma
& Roodt, 2013).

Job Satisfaction Survey (JSS) is a 36-item scale developed by Spector (1985) to
measure job satisfaction. It consists of nine subscales: Pay, Promotion, Supervision, Fringe
Benefits, Contingent Rewards, Operating Procedures, Coworkers, Nature of Work, and
Communication. Each subscale is measured with four items. The JSS has been widely used
in research across various sectors, showing strong validity and reliability (Spector, 1985).

Both the TIS-6 and JSS have demonstrated high reliability and validity in previous
studies. The TIS-6 has shown strong internal consistency with a Cronbach’s alpha of 0.78
inthe current study, which is consistent with the findings of Bothma and Roodt (2013) who
reported an alpha of 0.80. For the Job Satisfaction Survey, comprising 36 items across
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nine subscales, overall Cronbach’s alpha in this study was 0.92, demonstrating excellent
reliability, ensuring that it provides a valid measure of various facets of job satisfaction.

Open-ended Question: A single open-ended question was included to gather
qualitative data regarding participants’ experiences and views on job satisfaction and
turnover intentions. Responses were coded manually and categorized into domains
based on recurring themes related to the study’s objectives.

Data Collection

Data were collected over a six-week period from January to February 2024 using
an online survey hosted on Google Forms. Participants were recruited through chain
referral sampling, where initial participants shared the survey link within their professional
networks, particularly in online expatriate teacher groups. Prior to completing the
survey, participants provided informed consent and were assured of confidentiality and
anonymity. The survey was distributed with an optional contact email for participants
interested in receiving study results

Data Analysis

Data analysis was conducted using SPSS version 27. Descriptive statistics were first
computed to summarize the demographic characteristics and the key variables (TIS-6
and JSS). To examine the relationship between job satisfaction and turnover intentions,
Pearson'’s correlation was employed to test the strength and direction of the relationship
between the total job satisfaction score and turnover intentions.

Next, multiple regression analysis was conducted to explore how the subscales
of job satisfaction predict turnover intentions. Assumptions of normality, linearity, and
homoscedasticity were checked before performing the regression analysis. In addition
to the quantitative analyses, open-ended responses were manually coded to identify
recurring themes related to job satisfaction and turnover intentions. These responses
were used to provide qualitative insights that complement the quantitative findings.

Results

The study involved 158 expatriate non-native English-speaking teachers in China. Table 1
presents the descriptive statistics for the overall Job Satisfaction scores and its subscales,
as well as for the Turnover Intention Scale (TIS-6). The mean job satisfaction score was
132.4 (SD = 17.5), with the highest mean reported for the Contingent Rewards subscale
(M =14.6, SD = 2.3) and the lowest for Promotion (M =115, SD = 3.7).
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Table 1
Descriptive Statistics for Job Satisfaction and Turnover Intention Scales (n = 158)

Scale Mean + SD o
Nature of Work 173+ 2.8 .79
Coworkers 172+27 .69
Supervision 16.8+21 .75
Contingent Rewards 146423 74
Communication 144 +31 .78
Pay 139+29 .70
Operating Conditions 13.7+2.7 .56
Fringe Benefits 129+29 71
Promotion 11.5+37 .63
Job Satisfaction 1324+ 175 .92

Regarding Turnover Intentions, Table 2 provides descriptive statistics for the TIS-6
scale including each survey item. The mean turnover intention score was 3.16 (SD = 0.80).
The highest mean score was observed for “dreaming about another job” (M = 3.77),
suggesting frequent consideration of alternative employment opportunities. Conversely,
the lowest mean score was reported for “job satisfaction in fulfilling personal needs” (M =
2.91), signifying notable dissatisfaction in this area.

Based on the threshold score of 18, participants were divided into two groups: low
turnover intention (<18) and high turnover intention (>18). The results indicated that 43.7%
of participants reported low turnover intention, while 56.3% had high turnover intention.

Table 2
Descriptive Statistics for TIS-6 Survey Items (n=158)

Survey ltem Mean + SD
How often have you considered leaving your job? 3.22+1.26
How satisfying is your job in fulfilling your personal needs? 291+1.02
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Survey ltem Mean + SD

How often are you frustrated when not given the opportunity at work

to achieve your personal work-related goals? 2.97+108
How often do you dream about getting another job that will better suit

3.77+1.18
your personal needs?
How likely are you to accept another job at the same compensation 3084125
level should it be offered to you? o
How often do you look forward to another day at work? 3.04+110
Turnover Intention Score 3.16+0.80

The results of the correlational analysis between Job Satisfaction and Turnover
Intentions are presented in Table 3. A strong negative correlation was observed between
Job Satisfaction score and Turnover Intention (r= -0.712, p < 0.001), indicating that higher
job satisfaction is associated with lower turnover intentions. Furthermore, all subscales
of Job Satisfaction exhibited significant negative correlations with turnover intentions,
with Pay (r = -0.665) and Communication (r = -0.593) showing the strongest correlations.
The correlation effect sizes were predominantly large (r > 0.5), except for Promotion and
Operating Conditions, which were moderate.

Zf)l:)rleel;tion Between Job Satisfaction Subscales and Turnover Intentions (n = 158)
Variable r p-value
Job Satisfaction -0.712 <0.001
Coworkers -0.545 <0.001
Pay -0.665 <0.001
Promotion -0.407 <0.001
Supervision -0.485 <0.001
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Fringe Benefits -0.500 <0.001
Contingent Rewards -0.574 <0.001
Operating Conditions -0.398 <0.001
Nature of Work -0.441 <0.001
Communication -0.593 <0.001

Further analysis, including simple linear regression, was conducted to assess whether

Job Satisfaction significantly predicted Turnover Intentions. The results, shown in Table 4,

revealed that Job Satisfaction score explained 50.7% of the variance in turnover intentions
(R?=0.507, p < 0.001). The regression coefficient for JS was -0.128 (B = -0.712), indicating
that an increase in job satisfaction is associated with a decrease in turnover intentions.
These results reject Hy and support the H; hypothesis that job satisfaction significantly
predicts turnover intentions.

Table 4
Regression Analysis for Job Satisfaction Predicting Turnover Intentions (n = 158)

Predictor B SEB B T p-value R?
Constant 35932 1364 - 26.340 <0.001
Job Satisfaction -0.128 0.010 -0.712 -12.671 <0.001 0.507

Next, a multiple regression analysis was conducted to explore whether the subscales

of Job Satisfaction (including Coworkers, Pay, Promotion, Supervision, Fringe Benefits,

Contingent Rewards, Operating Conditions, Nature of Work, and Communication)
predicted Turnover Intentions. As shown in Table 5, the subscales explained 55.9% of the
variance in turnover intentions (R? = 0.559, p < 0.001). Pay and Communication emerged

as the most significant predictors of turnover intentions, with B = -0.447 and 3 = -0.222,

respectively, both with large effect sizes.
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Table 5
Multiple Regression Analysis for Job Satisfaction Subscales Predicting Turnover Intentions
(n=158)

Predictor B SEB B T p-value
Constant 33.886 1.273 - 26.626 <0.001
Pay -0.509 0.100 -0.447 -5.104 <0.001
Communication -0.225 0.074 -0.222 -3.055 0.003
Coworkers -0.276 0.086 -0.217 -3.213 0.002

Note: R 0.559, Adjusted R 0.532, F(3,154) = 60.224, p < 0.001

In addition to the quantitative findings, the analysis of qualitative responses revealed
key factors influencing expatriate non-native English-speaking teachers’ job satisfaction
and turnover intentions in China. Compensation and benefits emerged as a major
concern, particularly the pay discrepancies based on nationality. As one teacher put
it, “l feel salaries shouldn't be so different just because of passport” (R 28), illustrating
frustration with unequal treatment. Equal hiring policies were also highlighted, where
many expatriate teachers felt non-native speakers were unfairly overlooked in favor of
native speakers, despite possessing equal or superior qualifications. One respondent
shared, “It makes me angry when local leadership changes something at the last minute...
it was just about the passport” (R 44). Discrimination at work further compounded the
dissatisfaction, as participants felt their value as educators was undermined by biases
based on their nationality.

Another recurring theme was the pay scale, with several teachers expressing concern
over non-transparent salary structures. One teacher noted, “| moved to a smaller city
for less competitiveness, but realized a far less qualified person is getting paid almost
double what | am only because of the nationality and race” (R 8). Communication with
local and foreign staff was another issue, with many reporting miscommunications due
to cultural differences. “The Chinese staff is not frank and keeps problems until the last
second” (R 6), highlighting how this lack of openness affected workplace dynamics.
Moreover, trust, honesty, and support from school HR and leadership were significant
concerns, contributing to a sense of disengagement. Workload was also cited as a
critical factor affecting job satisfaction, with one teacher mentioning, “The workload is
unimaginable, and it's affecting my mental health as | have to teach four different subjects
each semester” (R 9). Motivation to stay in the profession was low, exacerbated by lack
of advancement opportunities. “There is no room for advancement in this school” (R 9)
pointed to how stagnation led to frustration. Finally, visa issues were seen as a constant
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source of insecurity, with one respondent stating, "Visa issues are a big risk for me to
lose my job as the government is changing policies all the time” (R 13). These factors
collectively influenced turnover intentions, demonstrating how dissatisfaction with both
extrinsic and intrinsic aspects of the job contributed to the decision to leave

The results of this study reveal a significant negative relationship between job
satisfaction and turnover intentions. The regression analyses suggest that both overall
job satisfaction and specific subscales, such as Pay and Communication are important
predictors of turnover intentions among expatriate non-native English-speaking teachers
in China. These findings are discussed further in the next section.

Discussion

This research aimed to investigate the relationship between job satisfaction and turnover
intentions among expatriate non-native English-speaking teachers in China. Findings
highlight a significant negative relationship between these variables, where higher job
satisfaction corresponds with lower turnover intentions. This aligns with the substantial
body of literature that links job satisfaction with employees’ intention to leave an
organization (Griffeth et al., 2000; Tett & Meyer, 1993). Furthermore, this study fills an
important gap in the literature by focusing on a population that is often overlooked—
expatriate non-native English-speaking teachers in China, a demographic that is
becoming increasingly relevant due to the expansion of international schools.

The findings of this study demonstrate that several facets of job satisfaction, including
pay, coworkers, and communication, are strongly related to turnover intentions. Most of
all, the subscales of ‘pay’ and ‘coworkers’ showed the highest correlations with turnover
intentions (r = -0.665 and r = -0.737, respectively), indicating that teachers who are
dissatisfied with their compensation or have poor relationships with colleagues are more
likely to consider leaving their jobs. These results align with Herzberg's Two-Factor Theory,
which posits that external factors such as pay and interpersonal relationships are key
contributors to job dissatisfaction. This is particularly relevant in the context of expatriate
teachers, who may face additional stressors related to living and working abroad, such as
cultural differences and separation from family. The study further reinforces Herzberg's
idea that extrinsic factors play a crucial role in teacher retention in the context of
international schools in China which aligns with previous research (Mancuso et al., 2011).

Social Exchange Theory (SET) also provides a useful framework for understanding the
dynamics between job satisfaction and turnover intentions in this study. SET suggests that
employees expect fair exchanges with their employers, where the rewards they receive
are proportional to their efforts. When expatriate non-native English-speaking teachers
sense that their efforts are not reciprocated, whether through inadequate compensation,
lack of support from colleagues, or unclear communication, their intention to leave the
job increases. This explains why factors like ‘pay’ (r = -0.665) and ‘coworkers’ (r = -0.737)
had such a strong influence on turnover intentions in this study. Teachers who feel
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undervalued or unsupported in their roles are likely to seek opportunities elsewhere,
which can create a cycle of high turnover in schools. Thess findings are consistent with
that of Bunnell and Poole (2021) and Dos Santos (2020) who emphasized the importance
of school leadership for expatriate teachers.

The implications of these findings are significant, particularly considering the
continued growth of international schools in China. With more schools opening each
year and a growing demand for teachers, retaining a stable and satisfied workforce
becomes crucial. The high turnover intentions observed in this study suggest that many
international schools may struggle to keep their teachers, which could lead to decreased
student achievement, increased recruitment costs and financial instability. Schools
should, therefore, implement retention strategies such as stay interviews which allow
administrators to identify and address teachers’ concerns before turnover intentions
solidify. Additionally, better compensation packages, mentorship programs, andincreased
support for teachers’ professional development can enhance a sense of belonging. This
approach could mitigate dissatisfaction and improve retention by fostering a supportive
work environment and addressing issues early.

Moreover, the results underline the need for greater attention to the specific needs
of expatriate teachers in China, particularly those from non-native English-speaking
backgrounds. As the pool of available teachers expands to include more non-native
speakers, it becomes even more important for schools to address the factors that impact
job satisfaction. Ensuring that teachers feel respected, supported, and fairly compensated
will be essential for minimizing turnover and fostering long-term teacher retention.

While this study provides valuable insights, it is not without its limitations. The use of
self-reported data may introduce bias, as participants may not always accurately reflect
their true job satisfaction or intentions to leave. Further research could also examine the
role of leadership in influencing job satisfaction among expatriate non-native English-
speaking teachers. Specifically, studies could explore whether different leadership styles
impact teacher retention and whether cultural differences in leadership approach affect
expatriate teachers’ job satisfaction. Future studies could explore the role of social and
cultural integration on expatriate teachers’ job satisfaction, as cultural adjustment is a
significant factor in expatriates’ experiences. Additionally, longitudinal studies could help
to capture the long-term effects of job satisfaction on turnover intentions and provide
deeper insights into the causal relationships. Finally, research comparing expatriate non-
native English-speaking teachers’ job satisfaction and turnover intentions across different
countries could provide a more global perspective on the issue, offering insights into
how international schools in various regions manage teacher retention.

Conclusion

This study examined the relationship between job satisfaction and turnover intentions
among expatriate non-native English-speaking teachers in China, revealing a strong link:
higher job satisfaction correlates with lower turnover intentions. These results align with
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Herzberg's Two-Factor Theory and Social Exchange Theory, confirming that teachers
who feel satisfied with aspects like pay, coworkers, and communication are less likely to
consider leaving their positions.

The findings highlight the critical role of both extrinsic and intrinsic factors in shaping
teachers' satisfaction and retention. With the rapid growth of international schools in
China, the demand for qualified teachers is rising. To meet this demand, institutions must
focus on improving both salary and benefits, as well as professional development, career
growth, and work-life balance. Addressing these areas not only enhances job satisfaction
butalso significantly reduces turnover, which, in turn, helps maintain a stable and effective
teaching workforce.

The consequences of low job satisfaction and high turnover are far-reaching:
they lead to disruptions in teaching quality, financial costs for schools, and a loss of
institutional knowledge. Schools must prioritize strategies to boost satisfaction by
ensuring fair compensation, offering clear career progression, and fostering supportive
working environments. These measures will promote teacher retention and contribute to
the overall stability and success of educational institutions.

This study contributes valuable insights to the limited body of research on expatriate
teachers in China, particularly non-native English-speaking teachers. By highlighting the
importance of job satisfaction in reducing turnover intentions, this research provides
actionable recommendations for schools to improve retention strategies, ultimately
benefiting both educators and students.
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