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As we all know, the development of higher education in China started late High-

level faculty is the key to improve the quality of talent cultivation, and it is also a 

strategic choice to improve the strength of universities. Whether teachers can be 

efficient, active, and full of enthusiasm in their work is related to the long-term 

development of colleges and universities in China. The research of the relationship 

between professional loyalty and turnover intention of university teachers as knowledge 

staff also provides some insights for the management of Chinese general higher 

education institutions, independent colleges, and related educational institutions. In the 

empirical study, the samples are the teachers from state-owned-but-self-funded 

affiliated colleges (independent colleges), also known as local independent colleges, 

which can reflect the current management problems, development status, teachers' 

professional loyalty and the causes of excessive turnover in Chinese colleges and 

universities. Teachers of seven independent colleges in Yunnan Province, were used as 

the sample. Questionnaires were distributed to 389 in-service teachers and 157 

separated teachers in independent colleges. The professional loyalty model of 

university teachers based on the psychological contract theory and turnover intention 

can applied to human resource management, school management, policy making, talent 

management, teaching resource planning in colleges and universities in China. The 

research on the relationship between professional loyalty factors and turnover intention 

from the perspective of university teachers as professional knowledge staff provides a 

new direction for the human resource management for teachers in local independent 

colleges and other relevant higher education institutions in China, including problems 

in teachers' professional loyalty and turnover. The results evaluated using structural 

equation modeling (SEM) showed that these relationship model include psychological 

 



 iv 

contract violation, job satisfaction, work engagement, organization commitment, 

professional commitment and turnover intention frameworks offer clear analysis and 

school management development direction. The school should endeavor to provide 

teachers with a good teaching environment, fair and competitive salaries, and benefits, 

and create an honest organizational culture and psychological contract commitment. 

When the school fails to fulfill certain responsibilities and obligations, it cannot shirk 

its responsibilities, but should make sincere and reasonable explanations to employees 

and take necessary measures. 
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CHAPTER 1 

 

INTROCUCTION 

 

1.1 Background of the Study 

Since the 1990s, with the popularization of higher education in the world, in 

order to meet the challenges of the knowledge revolution, and under the guidance of 

the strategic development of rejuvenating the country through science and education, 

China has attached great importance to the development of higher education. In 1993, 

the Ministry of Education of China released the Outline for China’s Plan for Education 

Reform and Development, the programmatic document determining the orientation of 

higher education reform and development in China. The Outline proposed to expand 

the running autonomous rights of universities in enrollment, establishment of majors 

and organization, staff employment, funds utilization, etc., strengthen linkage between 

universities with the production, scientific research and other aspects, and increase the 

social adaptability, competitive consciousness, competitive capacity and competitive 

level of universities (Ji & Wang, 2005).Universities in China initiated the enrollment 

expansion plan since 1999, and higher education has developed substantially; in 2004, 

the number of students enrolled in universities in China exceeded 20 million , 

surpassing the United States and ranking the first in the world (Yongru Fan, 2007). A 

large population causes a tough education financial burden to Chinese government, 

state input fails to meet the enrollment expansion in higher education, public 

universities are run overloaded, and it is difficult to guarantee the education quality; in 

such case, the private higher education institution comes into being at the right 

moment. It has increased the recipients of higher education and relieved the pressure 

of public universities. However, among private higher education institutions mainly 

consisted of training institutions, only few institutions develop academic education, 

and they mostly have a low level, are generally small, establish only a few majors and 
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lack momentum of development; obviously, there is a big gap between them and 

people’s expectation to receive superior higher education  (Ji & Wang, 2005). 

Nevertheless, development of independent colleges has played a positive role in 

promoting the popularization of higher education, meeting people’s demand for higher 

education and improving the quality of the Chinese nation. 

Independent colleges are secondary colleges at the undergraduate level 

established under the new mechanism and mode through the organic combination of 

the brand of public universities and social resources, relying on the management of 

public universities as the mother college, with certain management fees paid to the 

public universities. It is a new form of higher education in China at this stage. f i r s t 

emerged in Zhejiang Province, China in 1999. It is a higher education institution 

established by a public university jointly with the social forces but is called “public-

owned but self-funded secondary college” (hereinafter referred to as “secondary 

college”). The establishment of secondary colleges has aroused the enthusiasm of 

private investment in college running, and alleviated the contradiction of insufficient 

educational resources caused by enrollment expansion (X. F. Chen et al., 2011). In 

April 2003, the Ministry of Education issued Some Opinions on Regulating and 

Strengthening the Administration of Trial Running of Independent Colleges through 

New Mechanisms and Modes in Regular Universities (hereinafter referred to as “Some 

Opinions”), defining the secondary colleges at the undergraduate level established by 

regular universities through new mechanisms and modes as “secondary colleges”. The 

establishment and development of secondary colleges have realized the integration of 

superior education resources of public universities with sufficient social funds. On the 

one hand, they have the advantages of mother universities in brand, management, 

faculty, and teaching. On the other hand, they are flexible in private mechanism. In 

this way, they can well solve the shortage of running resources that are general in 

rapid development of higher education, greatly guarantee the education quality, realize 

synchronous development of scale expansion and quality guarantee, further meet 

people’s increasing material and cultural needs, and promote sustained and fast 

economic growth in China (X. F. Chen et al., 2011). 
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By 2020, totally 256 independent colleges have been established in China, 

with their undergraduate students accounting for 18% of the total undergraduate 

students of regular universities in China; setting of independent colleges has become 

an important part of higher education in China, and the healthy development of 

independent colleges is related to the overall situations of higher education of China 

(Du & Wang, 2012). As Yunnan Province is located in the southwest frontier area of 

China, affected by the political, economic, cultural and traffic conditions, higher 

education development in Yunnan obviously falls behind when compared with other 

areas, and the development of independent colleges in Yunnan Province is a short slab 

in higher education of Yunnan Province, and is relatively backward (T. Liu, 2015). 

The key to the quality of higher education is the quality of teachers. Therefore, to 

improve the education quality of independent colleges in Yunnan Province, it is 

necessary to build a high-level teacher team (T. Liu, 2015). As indicated through 

literature review, there exist many problems in the scale, number, structure and quality 

of teachers of independent colleges in Yunnan Province, which mainly manifest in 

insufficient teachers, unreasonable structure, and poor management, seriously 

restricting the development of higher education in Yunnan Province. At present, there 

are only a few special studies on the turnover of teachers of independent colleges, the 

middle layer between public universities and private colleges, most research focuses 

on the development trend, development strategies, running characteristics and course 

teaching of various majors in independent colleges. The competition for survival of 

independent colleges makes it necessary for them to value teaching quality, and loss 

of talents is detrimental for them to improve their teaching quality. 

Therefore, based on systematic research on relevant theoretical knowledge and 

structural model, the research starts from the perspective of teacher turnover of 

independent colleges in Yunnan Province, including the factors of professional 

characteristics, professional loyalty, and turnover intention of university teachers, and 

analyzes the reasons for teacher turnover in public -owned but self-funded 

(independent) colleges. With such guidance, in view of the particularity of independent 

colleges, corresponding effective solutions are put forward from human resources 

management, and new paths are proposed for construction of teacher’s team for 

independent colleges in Yunnan Province.  
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1.2 Statement of the Problem 

Psychological contract in the organization is a psychological tie connecting the 

organization and the staff, it will affect staff's psychological contract violation, job 

satisfaction, work engagement, organization commitment, professional commitment, 

and turnover intention to the organization, and finally affects the normal operation of 

the organization. Research on psychological contract is not only concerned with staff, 

but also for the development of the organization (Yuan Li & Guo, 2002). Generally, 

independent colleges of regular universities in China and their teachers achieve the 

consistency of mutual expectations through the actual contractual relationships, in 

which the economic contract is defined as an important factor to maintain their mutual 

relationship, including the relationship in respect of rights, responsibilities and 

interests. The economic contract between independent colleges of regular universities 

in China and their teachers is generally signed every 3-5 years. It may constrain both 

parties' behaviors during the contract term to some extent, but there are still some 

concerns brought about by the environmental uncertainty and bounded rationality 

(Junxia Li & Liu, 2012). Many researchers have found that psychological contract is 

often ignored by people, as it does not have the strong binding force like the economic 

contract or legal contract (L. Ge, 2009). There has been a lot of research on 

psychological contract in the West, which has helped us comprehend the contents, 

dimensions, and types of psychological contract to some extent. In China, 

psychological contract is a new field for research. Currently, most research mainly 

focuses on psychological contract structure of enterprise staff in China, with the 

research contents mainly consisted of "staff 's expectations to the organization's 

responsibilities" and "organization's expectations to staff's responsibilities" (J. Chen, 

Ling, & Fang, 2003; Jiazhou, Wenquan, & Liluo, 2003). However, little research on 

psychological contract is concerned with the relationship between university teachers 

and universities. No specific empirical study or data can prove whether there is 

significant psychological contract relationship between teachers and universities. How 

to reduce the turnover rate of university teachers by adopting the research 

achievements of psychological contract relationship is still in the exploratory stage.  



 5 

Changes in the psychological contract between the organization and staff as 

well as their intrinsic and profound impact on the organization have become a hot 

research topic for organizational behavior and human resource management research. 

The psychological contract management provides a dynamic and systematic idea for 

the research and practice relating to motivation of knowledge staff (Zhu & Wang, 

2005). In the early stage, researchers emphasized that the psychological contract is a 

kind of implicit contract, i.e. unwritten and unstated expectations and views between 

the organization and staff; while in later literature, the psychological contract also 

contains explicit contract, including salary, welfare, expectations, belief, intuition, 

commitment and implicit agreement (L. Zhou, 2004). China is currently in a social 

transition period; the great social and economic changes and the organizational 

changes they bring about are significantly changing the employment relationship 

between the organization and staff (Xiang, 2004). However, for universities, it is not 

enough only to know the written and formal mutual responsibilities between the 

organization and staff, and everything must work through individuals’ own 

understanding. Therefore, it is also necessary to deeply understand the psychological 

contract in people's mind. Analyzed from the professional characteristics of university 

teachers, as staff with profound knowledge and strong professionalism in independent 

colleges of regular universities, university teachers’ pay special attention to the pursuit 

of self-realization and self-achievement in work, are relatively independent, have a 

particularly strong willingness to innovate and the ability to continue learning, and 

have strong expectations that they will be respected and recognized by the society; as 

a result, it is not effective to stabilize university teachers through the economic 

contract and standard labor contract (J. X. Liu, Dong, & Yang, 2016). How to 

effectively integrate the psychological contract with the management of professional 

knowledge staff has become a new direction of the academic circles to conduct 

research on the management of professional knowledge staff. A decline in trust and 

commitment between universities and teachers, frequent turnover of core professional 

knowledge staff and other problems have seriously impeded the development of 

independent colleges of regular universities in China. Since there are signif icant 

differences between Chinese and Western culture and system, the research conclusions 

and management practice relating to Western psychological contract might be not 
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applicable to the management of universities in China. At present, domestic research 

on the psychological still focuses on the employer, there is a lack of research on the 

specific situations of staff with different characteristics. In particular, the research on 

the psychological contract of the special group of university teachers as professional 

knowledge staff is still in the initial stage. 

From the perspective of the characteristics of university teachers as 

professional knowledge staff, it depends more on their intrinsic behaviors, while from 

the perspective of the characteristics of psychological needs, the realization of 

teachers’ personal value lies in the core position in the professional value system 

(Xiang, 2004). Management of regular universities cannot only rely on tangible 

contracts like written contracts, it must pay more attention to developing and nurturing 

psychological relationship, understanding and trust between teachers and universities. 

On this basis, a psychological tacit understanding and identification need to be 

achieved between teachers and universities, which is the problem that should be 

solved by “psychological contract” (C. F. Zhang, 2003). University teachers' lack of 

loyalty to their university is mainly manifested as: some excellent and top-notch 

talents choose to change their job, especially young talents with senior professional 

title, high academic degree and rich experience, which significantly affects the 

disciplinary construction, scientific research capacity and development of management 

level; some teachers are negative and slack in work, not dedicated to work, and would 

not change their job nor work hard (J. G. Yang, 2004). At present, teachers are key to 

the development of independent colleges of regular universities in China, and teachers’ 

professional loyalty determines how strong the driving force is for the development of 

universities. Therefore, teachers’ professional loyalty is one of the key issues in the 

development of universities (H. Li & Jiang, 2002).Since the research on loyalty in the 

relationship between teachers and universities has been carried out in recent few years, 

no consistent and publicly recognized definition has been made for the loyalty of 

university teachers as professional knowledge staff in the current research. Some 

experts and scholars mix the definition of the professional loyalty of university 

teachers for their own discipline and scientific research with the definition of the 

professional loyalty of other teachers. Most quantitative literature research on the 

professional loyalty of university teachers in China based on psychological contract is 
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in the initial stage, and previous research only generally discusses about certain 

measures to improve the professional loyalty of university teachers. 

In recent years, the frequent turnover of teachers at independent colleges of 

regular universities in China has aroused the attention of the academic circles and all 

walks of life in the society. To comprehend the reasons truly and accurately for and the 

samples of turnover of teachers at independent colleges in China, the sampling has 

been conducted, with the sample size to be 300 university teachers. Totally 300 

questionnaires have been distributed, and the valid questionnaires are up to 208. The 

average turnover rate of university teachers under the age of 45 has reached 96.6%, in 

which, the turnover rate of the teachers with the vice senior and medium-grade 

professional titles is up to 71.7%, and the average turnover rate of the middle-aged 

and young teachers with the master’s degree or above is up to 59.1%. Most university 

teachers will change their job to foreign countries or comparatively developed areas, 

accounting for 88.9% of the total volume; in particular, the turnover rate of the 

university teachers of hi-tech and social continuing education majors accounts for 

68.8% of the total volume (Shufeng Xu, Chen, & Su, 2004). Subject to the data on the 

turnover of teachers at other independent colleges in China, scholars in Yunnan have 

conducted survey and analysis on in-service and separated teachers of 7 independent 

colleges in Yunnan. They have found that there are many reasons for the turnover of 

full-time teachers of independent colleges, including the subjective reasons of 

teachers' own positioning for independent colleges, and objective reasons of national, 

government, social and university management. Among all the reasons, 40.8% of the 

respondents change their job for the subjective reasons of teachers' own positioning 

for independent colleges, 55.6% for the objective reasons of national, government, 

social and university management, and 3.6% for other reasons. The turnover is also 

due to current and long-term development interest factors, of which the current interest 

factors account for 58.75%, long-term development interest factors 34.27%, and other 

factors 9.08%. In addition, turnover is also due to both material treatment and spiritual 

factors in respect of personal dignity, teachers’ life ideals and goals, of which the 

material interest factors account for 68.67%, spiritual factors 28.80%, and other 

factors 2.53% (T. Liu, 2015). As indicated in the data, the reasons for the turnover of 

university teachers lie in the lack of professional development opportunities for 
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teachers, poor wages and welfare, unsatisfactory conditions for professional teaching 

and professional scientific research, and the lagging social and economic development 

of the area where the university is located. It has also reflected that the survival and 

growth of universities must make full use of the utility of knowledge, technologies 

and other intellectual capitals; therefore, the position and role of professional 

knowledge staff with a combination of innovative knowledge, effective information 

and research capabilities are increasingly prominent (Yanan  Wang & Wang, 2016). It 

also reflects the severe turnover of talents, especially high-level talents. It is generally 

believed that the turnover of university talents is mainly due to the backward natural 

environment, low income, poor working conditions and lagging system reform. 

However, this cannot reasonably explain why the turnover of talents still exists after 

the aforesaid aspects have been greatly improved, and it cannot explain why under the 

same environment, some people with the same qualifications choose to leave and 

some stay. This means when the objective reasons for talent turnover are analyzed, 

attention has also to be paid to analyzing the psychological factors like individual 

needs, motivation and emotion as well as their impact on the turnover of talents (Tian, 

2011). The research on the combination of psychological contract and turnover 

intention may help universities effectively analyze the turnover reasons and process of 

teachers. It also indicates that traditional staff obtain steady income and job security 

with due diligence, but university teachers as professional knowledge staff believe that 

the so-called loyalty is no longer applicable in the competitive job environment; they 

have a good knowledge base and innovation skills, and when they are not satisfied 

with the organization, they tend to be negative and even hostile, and further have the 

turnover intention and change their job. The values and psychological factors of 

professional knowledge staff affect their behavioral performance in work and their 

attitudes to the organization (L. I. Ling & Liu, 2007). The turnover intention is also 

one of behaviors and attitudes, and domestic scholars in China have also gradually 

paid attention to the turnover intention of professional knowledge staff (M. A. Li, 

2017). At present, only some research is conducted on the turnover intention of 

university teachers as professional knowledge staff from the perspective of 

psychological contract, and most research is conducted based on psychological 

contract as a whole; in addition, the research on the relationship between the related 
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factors of psychological contract and the turnover intention of university teachers is 

still in the preliminary exploratory stage.  

 

1.3 Research Gap 

In terms of teachers' turnover, both foreign and domestic scholars have 

conducted research on the law of talent turnover by adopting the talent mobility theory, 

and most research focuses on the turnover of talents in private companies, hi-tech 

enterprises and medical industry, only some are from the special perspective of 

university teachers (S. Jiang, 2003; Yuan, 2006). In addition, the research by foreign 

and domestic scholars is conducted in different ways. The research on teachers' turnover 

by foreign scholars can be divided into the following four categories as: research on the 

impact of individuals' characteristics on the teachers' turnover; research on the impact 

of schools' ethos on the teachers' turnover; research on the impact of material interests 

on the teachers' turnover; research on the impact of working conditions on the teachers' 

turnover (Ke, Huang, & Wang, 2021). The turnover of domestic university teachers, 

especially young teachers, is common in all universities in China. It will be seen in 

economically underdeveloped provinces and regions, and serious in economically 

developed regions. The research on the turnover of university young teachers mainly 

focuses on the analysis of turnover reasons for university young teachers, and the 

solutions to the turnover of university young teachers (J Yang, 2017). 

Certain domestic scholars have explained the turnover reasons for teachers 

based on the psychological contract theory; in their opinion, the psychological contract 

is an implicit contract other than the written contract between teachers and universities, 

which contains the subjective perception of both parties to their mutual due 

responsibilities; the turnover factors of university teachers should start from the 

perspective of psychological contract, which may provide a new direction for thinking 

to reduce the turnover rate of teachers (Haixing Liu, 2006). Some scholars have 

conducted research from the perspective of turnover risks and management strategies; 

they think that there are high explicit and implicit risks in the faculty management of 

universities, and in order to control the talent turnover risk, attention should be paid to 

the complementarity between the written contract and psychological contract, create 
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good environment, and provide teachers with sufficient resources for knowledge 

innovation (J. Shen, 2011). Strategies based on the psychological contract also include 

universities' commitments to teachers. Lack of management on teachers' career, training 

mechanism and opportunities for teachers to study outside are all main factors 

influencing the turnover of teachers. Meanwhile, university administrators believe that 

the key to stabilize university teachers is that administrators should be people-oriented, 

implement the management strategies of "stabilizing talents with good treatment, career 

opportunities, affection and culture", build the "teacher-centered" service concept, 

improve the teaching conditions and scientific environment, and pay attention to both 

the psychological contract and emotion communication (L. Li, 2021). Subject to the 

functions of psychological contract and by combining with the work characteristics of 

university teachers, many domestic scholars propose to establish and implement the 

psychological contract between universities and teachers, so as to improve the 

management efficiency of university teachers (L. Li, 2021). It is difficult to monitor 

university teachers' working process and measure their work achievements, as their 

work greatly depends on their own consciousness, moral ethnics, and knowledge, and 

influences their students through their expressions and behaviors. Teachers' work is 

creative; university teachers' work is of highly self-consciousness, and university 

teachers need to have relatively high autonomous right within their own work; 

therefore, only a written contract cannot specify the specialty requirements in details, 

nor reflect the creative feature of teachers' work, which also reflect that university 

teachers pursue the work at a higher level, and they have the characteristics of higher 

mobility rate (T. Li, 2018; Liying Zhang & Yang, 2010). In addition, university 

teachers generally have a high academic degree and professional title, their role in the 

society determines their different values from enterprise staff, determines their rich 

inner world and pursuit of high grade life, and they have stronger expectations for 

being respected and self-achievement than others (Gu, 2009). This also shows that 

university teachers have great advantages and strong competitiveness with their own 

reserve of human capital, which has laid a foundation for them to seek for better 

development opportunities and working conditions, and causes the characteristics of 

high turnover rate of university teachers to some extent (Ping, 2007; C. Xu, Yin, & 

Wen, 2008). Researchers have found from the professional characteristics of university 
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teachers that based on their understanding, the psychological contract is a subjective 

psychological agreement under which what the organization and staff shall pay out 

and what they shall receive, including the perception on their expectations for mutual 

responsibilities and obligations (Wangle & Liu, 2008). This also shows the necessity 

to implement the psychological contract in teacher management. The psychological 

contract may fill in the gap of regulations to some extent. It can make adjustments and 

improvements in a timely manner subject to the universities' problems and teachers' 

psychological development during different periods, so as to reduce the sense of 

insecurity of both universities and teachers (X. Q. Gao, 2006; M. Xu, 2008). 

Enterprises in China lack understanding on the importance of investment in 

human capital. The human resource management in a traditional way may receive the 

capital resources that generate revenue, but such practice is not conducive to update of 

knowledge staff's knowledge and skills, and will prevent knowledge staff from 

developing their potential (An, Xie, & Li, 2013; D. Jie, 2007). As educational 

organizations, universities also face the problem of human capital in human resources 

like enterprises. The professional particularity and professional work characteristics of 

university teachers determine that the psychological contract between them and 

universities is different from that of staff in other industries in terms of professional 

orientation, career stages, affectional attachment, dynamic circularity and career 

development (Ding, 2005; Peng, 2009). Foreign scholars have put forward the two-

dimensional structure theory and three-dimensional structure theory of the 

psychological contract respectively, between which there is a lot of controversy 

(Macneil, 1985; S. L. Robinson, Kraatz, & Rousseau, 1994); thereafter, another 

scholar has found in his research on the object difference of psychological contract 

that staff with great ambition and aspiration will emphasize more on the exchange 

between high pay and hard work, while staff with less ambition and aspiration will 

value the exchange between loyalty to the enterprise and work stability. As indicated 

in more empirical research by foreign scholars, there are differences in the “personal 

development opportunities” of psychological contract between part-time and full-time 

staff, and there are significant differences in the “social interaction” of psychological 

contract between male and female staff (Freese & Schalk, 1996; D. M. Rousseau, 

1990, 2000). On the other hand, as shown in the empirical research on staff of large 
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enterprises by domestic scholars, senior managers tend to the relational psychological 

contract, while staff at lower levels of enterprises tends to the transactional 

psychological contract. With different research objects of the psychological contract, 

the structure of psychological contract as obtained will vary (T. Yi, 2004). Subject to 

professional characteristics and professional work properties of university teachers as 

professional knowledge staff, it depends more on their intrinsic behaviors, while from 

the perspective of the characteristics of psychological needs, the realization of 

teachers' personal value, including their commitments, belief and expectations, lies in 

the core position in the professional value system (H. Luo, 2009; Y. Zhang, 2007). 

Specific characteristics of the psychological contract include: the combination of 

being subjective and objective. Teachers' perception to mutual responsibilities is a 

subjective feeling, and individuals have their own unique opinions. Later, teachers and 

universities will have strong expectations for each other, and such expectations will 

affect each other's values, which is an objective fact. As for the characteristic of 

dynamic development, the psychological contract does not have a fixed mode, and is 

in a dynamic development process. The contents of the psychological contract 

between different members in different development stages will vary. For the 

characteristic of being bidirectional, teachers' psychological contract is a bidirectional 

interactive connection established between universities and teachers, it refers to 

teachers' expectations for their rights and development in universities on the one hand, 

and to universities' expectations for teachers' loyalty and responsibilities on the other 

hand (J.-C. Wu & Li, 2010).  

China National Knowledge Infrastructure  (CNKI), The concept of National 

Knowledge Infrastructure (NKI) was put forward by the World Bank's 1998 World 

Development Report. In March 1999, with the general goal of fully opening up 

information channels in all aspects of knowledge production, dissemination, diffusion 

and utilization, and building an exchange and cooperation platform that supports 

knowledge innovation, learning and application in various industries across the country, 

Wang Mingliang proposed the construction of China National Knowledge 

Infrastructure (CNKI) project, which was listed as a key project of Tsinghua University. 

and a full-text database in China with the most complete source literature, a wide 

range of subjects and the fastest update time, may contain the literature and data on 
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turnover of regular university teachers in China. As indicated by retrieving with the 

key words of "teacher turnover", "teacher separation" and "teacher resignation", the 

turnover rate of university teachers was the highest during 1999 – 2020 (L. Li, 2021; 

Rao, 2013). The turnover intention of university teachers in China is on a rise, and 

universities also face the problem of severe staff turnover like common enterprises. 

The turnover model can explain the reasons for teachers’ turnover, and it is consisted 

of factors including job opportunities, relative responsibilities, training, job 

participation, affection, autonomy, result fairness, work pressure, remunerations, 

promotion opportunities, job characteristics and social support, which may be 

summarized as psychological contract violation, job satisfaction, work engagement, 

professional commitment, organization commitment and turnover intention (Mobley, 

Horner, & Hollingsworth, 1978; J. L. Price, 1977; J. L. Price & Mueller, 1981b). For 

universities, turnover of teachers will dramatically increase their costs (such as the 

process of new training and cultivation) and reduce the stability of university teachers 

(Y. Cao, 2006; Haitao  Zhang & Zhou, 2010). Scholars have different understandings 

on the turnover intention; from their point of view, the turnover intention is the 

intention that staff determines to quit an organization after he/ she work for it for some 

time and with sufficient consideration, is within the range of voluntary turnover, and 

is also an important variable to predict the turnover behavior (G.-S. Lu, Lai, Zhang, 

Du, & Lo, 2010; Y. Luo, Shen, & University, 2017). Based on explaining the 

psychological contract structure of university teachers, many domestic scholars have 

carried out research on the relationship between university teachers and the 

psychological contract violation, job satisfaction, work engagement, professional 

commitment, organization commitment and turnover intention that are related to the 

psychological contract, in which the psychological contract of university teachers is 

divided into universities and teachers’ responsibilities. Universities’ responsibilities 

include four dimensions of transactional, development, relational and care 

responsibilities, and teachers’ responsibilities include three dimension s of 

transactional, development and relational responsibilities (X. Cheng, Xu, & Fan, 2012; 

S. Yang & Zhang, 2008); Domestic scholars have found that different from the two-

dimensional and three-dimensional theory of the psychological contract of foreign 

scholars, the four-dimensional structure of universities may more accurately describe 



 14 

responsibilities of China’s universities in the psychological contract (J. Chen, Ling, & 

Fang, 2003). Meanwhile, in scholars' opinion, the mutual expectations of universities 

and teachers for these responsibilities and obligations are deemed as the relational t ie 

of psychological emotion between teachers and universities, which is also the best 

empirical research on the impact of turnover intention of university teachers as 

professional knowledge staff from the perspective of psychological contract 

performance, and further proposes corresponding suggestions and countermeasures 

for the management of university teachers as professional knowledge staff (Xiaoqing 

Li, 2013; Y. A. Li & Guo, 2006). 

However, there are some problems in such research. First, after defining the 

turnover problem of university teachers, most scholars analyze the characteristics and 

adverse impact of turnover of university teachers and make in-depth survey on the 

structure and turnover problems of current university teachers by taking certain 

universities as examples (Berry & Eckert, 2012; Sass, Flores, Claeys, & Pérez, 2015). 

In addition, researchers have conducted empirical research on the turnover of 

university teachers from the perspectives of university teachers' turnover and human 

resource management, and proposed relevant theoretical basis after defining the 

turnover of teachers, including the turnover theory, human resource theory and staff 

motivation theory, and put forward corresponding solutions to and suggestions on 

stabilizing teachers (W. X. Wang, 2009; S. Zhao & Liu, 2019). Some scholars have 

conducted research and analysis on the turnover of teachers on the basis of 

psychological contract theory, and they only analyze the serious consequences of 

teacher turnover from the aspect of talent turnover risk of university teachers in the 

psychological contract management, and analyze the main factors of teacher turnover 

on the basis of psychological contract theory (Z. X. Chen, Aryee, & Lee, 2005; Shin, 

2008). Scholars have put forward corresponding solutions to human resource 

management of universities and specific measures for management on teachers (T. 

Huang & Yan, 2003; X. Shen, 2009). At present, it is necessary to carry out empirical 

research on teachers of independent colleges in specific regions by combining with the 

turnover problem of teachers of local independent colleges and on the basis of the 

psychological contract theory; only in this way can the real situations of university 

teacher turnover be well explained. In the research, empirical research is conducted by 
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taking teachers of independent colleges of regular universities in Yunnan, China as 

samples. Through collection and analysis of local teachers' samples, it can effectively 

help universities in Yunnan improve teacher management and reduce teacher turnover, 

to increase the teaching level and faculty quality of universities in Yunnan as a whole. 

Second, in most research on the characteristics of university teachers, analysis 

is conducted on the professional characteristics, and emphasis is laid on teachers' 

personal traits and labor value orientation (Dongmei Li & Shao, 2008); it fails to 

highlight the professional characteristics teachers’ work. The psychological contract 

plays a guiding role on universities' unified organizational goals. It can greatly 

enhance the organizational cohesion, reduce the resistance in organizational reform, 

eliminate conflicts and promote organization development (Jiwei Sun, 1998). It does 

not provide specific measures and solutions to improve the organization management, 

and only puts forward planning opinions and management suggestions on universities’ 

management based on psychological contract. Currently, it is necessary to analyze the 

reasons for the turnover of university teachers as professional knowledge staff by 

combining with the professional characteristics and professional work characteristics 

of a specific group of teachers, and based on psychological contract theory, to work 

out feasible solutions to improve the motivation level of universities in Yunnan 

Province to teachers and reduce the turnover rate of university teachers. 

Third, the professional loyalty of university teachers as professional knowledge 

staff mainly refers to the professional loyalty to their personal devotion to, strong 

senses of honor and mission in their professional work, belief for which  they are 

willing to devote their life and positive work behavior (Q. Yang, 2006; C. Zheng & 

Huang, 2007). The psychological contract is proposed for the employment relationship 

between enterprises and staff; however, many scholars think that the professional 

characteristics and professional work properties of university teachers are also of great 

significance to management of university teachers (R. Fang, 2014; C. Wang, 2015). In 

actual research, scholars only explain the characteristics, academic d egree 

characteristics and service condition of teachers from the perspective of professional 

characteristics of teachers, whether they show their enthusiasm in actual work, how 

the enthusiasm of teachers as professional knowledge staff can be motivated on the 

basis of psychological contract, and the feasible human resource policies and systems 
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are formulated on such basis, so as to make teachers’ rights and obligations equal, and 

achieve balance between their pay and return (Haiwei Wang & Sun, 2009; G. Zhang 

& Ying, 2013). In addition, scholars take advantage of the psychological contract to 

improve the mutual responsibilities, requirements and expectations between teachers 

and universities, with the attempt to provide theoretical basis for improvement of the 

relationship between staff and the organization, and effective motivation of staff (Y. 

Wu, 2021; L. Zhou, 2014). Among the current research, no research, including 

quantitative analysis, has been conducted on the professional loyalty of teachers in 

specific area and universities subject to the professional charac teristics and 

professional work properties of university teachers as professional knowledge staff 

and on the theoretical basis of psychological contract. In the current research, the 

empirical research and quantitative analysis is conducted on the professional loyalty 

of teachers subject to the professional characteristics and professional work properties 

of teachers as professional knowledge staff of independent colleges of universities in 

Yunnan, China, and on the theoretical basis of psychological contract.  

At last, an unwritten psychological contract has been established between 

universities and teachers since teachers' service. Both parties have certain 

psychological perception to their own expectations and obligations, the generation of 

turnover intention by teachers is the result of decrease of their professional loyalty and 

work performance, and the increase of teacher turnover rate is an extreme way behind 

the psychological contract violation (Y. Cao, 2006; Xun, 2003). The professional 

characteristics and dimensions of the psychological contract of domestic university 

teachers are mostly based on foreign literature research and literature research on the 

psychological contract of enterprise staff, so as to establish the dimensions of the 

psychological contract of university teachers, propose that teachers shall perform their 

personal contract, and universities shall also perform obligations to teachers, which 

specifically include improving the management measures, formulating and improving 

the management mechanism of the psychological contract of teachers by universities 

(Dai & Liu, 2012; Xun, 2003). At present, for the research on the relationship between 

the professional loyalty and turnover intention of university teachers based on the 

psychological contract theory, no empirical research is conducted subject to the 

running situations and system of local universities, and no specific management 
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measures have been put forward for universities in teacher management. In the 

research, it is necessary to conduct the empirical research on the professional loyalty 

and turnover intention of university teachers subject to the teacher management and 

actual situations of independent colleges of universities in Yunnan, and on the 

theoretical basis of the existing literature and psychological contract, so as to explain 

the reasons for turnover of teachers; further, based on the empirical data, suggestions 

are put forward on measures and mechanism for the management of teachers of 

independent colleges of universities in Yunnan. 

 

1.4 Research Objectives 

Viewed as a whole, the research is consisted of theoretical and empirical 

research. The theoretical research is conducted mainly based on the concept of 

psychological contract and turnover model. From a macro point of view, the severe 

teacher turnover phenomenon in China's regular universities is the result of the 

comprehensive effect of multiple factors under the historical background of higher 

education reform and development in China. It is not just the adjustment in educational 

structure that will affect the changes in the competitive focus and staff structure in 

universities (L. Wu, 2014; X. Zeng & Liu, 2011). At the meantime, with the changes 

in the supply-demand relationship of the labor market in China's regular universities, 

young and middle-aged teachers’ values and ideas are also greatly different from those 

in the past, resulting in being of more valuable for the research on turnover problems 

of professional knowledge staff (J. Yi, 2006). From the perspective of the historical 

course of society, the key means of competition among universities is human capital, 

in which teachers as professional knowledge staff are the carrier, the core factor for 

universities to get benefits, and for students to get resources, increase their academic 

status and achieve benign development (Song, 2012). In addition, turnover of 

university teachers as professional knowledge staff will have severely adverse impact 

on universities; particularly, such turnover will cause heavy costs, including explicit 

costs in respect of recruitment and development, and implicit costs in connection with 

job vacancy and reduction of staff’s enthusiasm (Chunyan Li & Li, 2013). For 

universities that are knowledge and technology intensive and have high density of 



 18 

research projects, turnover of professional knowledge staff will have direct impact on 

the maintenance of their competitive strength, and universities will face more serious 

risks (F. Deng, 2018). Analysis on relevant environmental for the research on the 

professional loyalty and turnover intention of teachers as professional knowledge staff 

is of important practical significance to the sustainable development of independent 

colleges of universities in Yunnan, China. How to prevent the turnover intention due 

to reduced organizational loyalty, professional loyalty and perception of affiliation 

caused by the turnover of professional knowledge staff is also the key to the talent 

strategy. Therefore, the research objectives are as follows: 

1)  In the research, it is necessary to comprehend the reasons for the 

increasing turnover rate of teachers at independent colleges of universities in China. 

2)  In the research, it is necessary to comprehend the reasons for the 

increasing turnover rate of teachers at independent colleges of universities in China. 

3)  In the research, it is necessary to identify the dimensions of the 

psychological contract of the characteristics of teachers and characteristics of 

independent colleges of universities in Yunnan, China, develop the factor framework 

of the professional loyalty of teachers of independent colleges of universities in 

Yunnan on the basis of psychological contract theory, including the perception to the 

psychological contract violation, job satisfaction, work engagement, professional 

commitment and organization commitment, i.e. teachers’ true feelings about their 

university and actual work. 

4)  The turnover model is consisted of the psychological contract 

violation, job satisfaction, work engagement, professional commitment, organization 

commitment and turnover intention. The model provides the necessary conditions for 

the formation of teachers' professional loyalty, effectively helps universities 

comprehend teachers’ working status and actual feelings about universities and are 

also effective factors for predicting the higher turnover rate of teachers at universities. 

5)  In the research, it is necessary to comprehend whether in the 

relationship between the professional loyalty and turnover intention of teachers of 

independent colleges of universities in Yunnan China, the hypothetical structure 

relation mode in the conceptual framework follows the same population difference 
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dynamics, such as the gender, age, professional title, academic degree and service 

condition. 

 

1.5 Research Question 

In the traditional employment relationship between universities in China and 

teachers, less teachers will exchange the sense of work security with the conditions of 

loyalty, compliance, and hard work; when they lose loyalty and trust to universities, 

they will change their work attitude and behaviors, so as to bring about adverse impact 

on universities. As professional knowledge staff, teachers of independent colleges of 

universities in Yunnan, China have different psychological contract from other groups, 

including their professional characteristics, professional work properties, personal 

traits, mental demands, work values and behaviors. The turnover rate of teachers as 

professional knowledge staff is high in independent colleges of universities in Yunnan, 

China, and there is a lack of local empirical research and quantitative research on such 

subject. Subject to the statement of problems and research objectives, this research puts 

forward the main research focuses as follows: how to establish the professional loyalty 

of teachers as professional knowledge staff of independent colleges of universities in 

Yunnan, China, including the research on the relationship between the psychological 

contract violation, job satisfaction, work engagement, organization commitment, 

professional commitment, and turnover intention. When universities in China face 

excessively high turnover of teachers as professional knowledge staff, it is necessary to 

conduct qualitative and quantitative research on related variables in respect of the 

relationship between the professional loyalty and turnover intention of teachers based 

on regional teacher samples and the extent of local teacher turnover, to make specific 

analysis on the reasons for high turnover rate of teachers. 

Firstly, the psychological contract violation emphasizes that in the employment 

relationship, there is inconsistency in the implicit agreement entered between 

universities and teachers and the expectations for each other. Moreover, when teachers 

are aware of deviations in universities’ actual responsibilities and commitments to 

them, as staff, they will feel like being cheated, and feel disappointed, frustrated, and 

resentful. In the research, the psychological contract violation is a major component of 
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the professional loyalty of university teachers in China, it is necessary to comprehend 

how teachers have the affective experience related to job satisfaction and turnover 

intention in their working process. Therefore, the research focuses are as follows: 

1)  Whether the psychological contract violation and turnover intention 

of university teachers have significant impact on their own work and universities? 

2)  Whether the psychological contract violation and job satisfaction of 

university teachers have significant impact on their own work and universities? 

3)  Whether the psychological contract violation and turnover intention 

of university teachers have significant impact on their own work and universities 

through their job satisfaction? 

Secondly, the job satisfaction of university teachers refers to the feelings or 

emotional reactions of the role played by teachers in universities. In the research, the 

job satisfaction is a major component of the professional loyalty of university teachers 

in China, it is necessary to comprehend how teachers have the affective experience 

related to psychological contract violation, work engagement, professional 

commitment, organization commitment and turnover intention in their working 

process. Therefore, the research focuses are as follows: 

1)  Whether the job satisfaction and turnover intention of university 

teachers have significant impact on their own work and universities? 

2)  Whether the job satisfaction and work engagement of university 

teachers have significant impact on their own work and universities? 

3)  Whether the job satisfaction and organization commitment of 

university teachers have significant impact on their own work and universities? 

4)  Whether the professional commitment and job satisfaction of 

university teachers have significant impact on their own work and universities? 

5)  Whether the job satisfaction of university teachers has significant 

impact on their own work and universities through their professional loyalty and 

turnover intention? 

6)  Whether the relationship between the psychological contract 

violation and turnover intention of university teachers have significant impact on their 

own work and universities through their job satisfaction and work engagement?  
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Thirdly, the work engagement of university teachers refers to teachers’ 

psychological identity with their work; teachers’ description of their current work 

attitude and the extent it can meet their current requirements has been regarded as 

teachers’ mental perception to work and psychological expectation mode. In the 

research, the work engagement is a major component of the professional loyalty of 

university teachers in China, it is necessary to comprehend how teachers have the work 

attitude and expectations related to turnover intention in their working process. 

Therefore, the research focuses are as follows: 

1)  Whether the work engagement and turnover intention of university 

teachers have significant impact on their own work and universities? 

Fourthly, the organization commitment of university teachers refers to 

the affection of teachers devoting themselves to all activities of universities due to the 

increase of teachers’ unilateral input into universities, and it is mainly reflected as 

teachers’ psychologically emotional dependence on universities. In the research, the 

organization commitment is a major component of the professional loyalty of university 

teachers in China, it is necessary to comprehend how teachers have the work emotion 

related to turnover intention that cannot be realized in their working process. Therefore, 

the research focuses are as follows: 

2) Whether the organization commitment and turnover intention of 

university teachers have significant impact on their own work and universities? 

Fifthly, the professional commitment of university teachers refers to the 

extent that teachers are unwilling to change their job due to professional self-identity 

and emotional dependence. In the research, the professional commitment is a major 

component of the professional loyalty of university teachers in China, it is necessary to 

comprehend how teachers have the professional and professional work attitude related 

to turnover intention in their working process. Therefore, the research focuses are as 

follows: 

3)  Whether the professional commitment and turnover intention of 

university teachers have significant impact on their own work and universities? 

Sixthly, universities in China face severe turnover of teachers, which 

also reflects the problem of teachers’ professional loyalty and turnover intention to their 

own work and universities. In the research, how can appropriate factors in respect of 
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relationship between the professional loyalty and turnover intention of teachers be used 

to effectively predict the problem of severe turnover of teachers? Therefore, the 

research focuses are as follows: 

4)  Whether the research on the relationship between the psychological 

contract violation, job satisfaction, work engagement, organization commitment, 

professional commitment and turnover intention can reflect the contents of professional 

loyalty of university teachers and predict the process of teacher turnover? 

Seventhly, in the research, there exists demographic difference in the 

samples of university teachers in China. How the gender, age, professional title, 

academic degree, and service condition of university teachers affect the relationship 

between the professional loyalty and turnover intention? Therefore, the research 

focuses are as follows: 

5)  Whether the hypothetical structure relation mode in the conceptual 

framework follows the same population difference dynamics, such as the gender, age, 

professional title, academic degree, and service condition of the teachers’ samples of 

independent colleges of universities in Yunnan, China in the relationship between the 

professional loyalty and turnover intention? 

 

1.6 Scope of the Research 

In the context where universities in China attach great importance to their 

teaching quality and connotative development, teachers of local universities are under 

loose management with the change and development of universities, and turnover of 

teachers has become common (H. Gao, 2006; C. F. Zhang, 2003). It is the top priority 

for independent colleges of universities in China to establish a stable team of teachers 

with solid professional knowledge and ability, to become local high-level 

undergraduate universities. The psychological contract theory is an economics theory 

based on the premise of exchange, and it provides a concept and perspective for local 

independent colleges on how to attract teachers and maintain excellent ones. The 

turnover of university teachers as professional knowledge staff is severe; the reasons 

for that include teachers’ lack of security, recognition, affiliation, fairness and trust to 

universities, and reduction of the professional loyalty (W. Wang & Wenping, 2009; 
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Xun Wang, 2000). University teachers as professional knowledge staff have relatively 

high professional expectations and self-identity for their personal professional 

expectations; they are more autonomous and creative, engaged in complicated work, 

have strong willingness of mobility, and emphasize more on their personal development 

and self-management. Currently, the psychological contract of teachers as professional 

knowledge staff of independent colleges of universities in China is divided into 

teachers’ perception to their own due obligations and expectations for universities’ due 

responsibilities (X. Yi, 2004). Such subjective, dynamic and implicit psychological 

behaviors and psychological expectations will vary with the change in the working 

environment, conditions and other factors (C. Jiang, 2021). The professional loyalty of 

university teachers is the inner identity sublimated from the rational cognition on the 

basis of psychological contract. Teachers gradually identify their code for conduct of 

professional loyalty in work through the rational cognition to professional loyalty and 

professional affective identity, and continuously adjust their personal mental status 

according to the code for conduct (Huijun Liu, Nie, & Chen, 2003; Q. Liu, 2017). 

Therefore, in the context of independent colleges of universities in China, the research 

is conducted by pertinently taking the local teacher samples, to solve the severe 

turnover problem of local teachers. The psychological contract theory is a 

psychological tie connecting the professional loyalty of teachers, and a strong 

psychological and emotional support to strengthen the relationship between teachers 

and universities. The professional loyalty of university teachers based on psychological 

contract theory needs to measure teachers’ enthusiasm for their profession and work 

subject to their professional characteristics, dedication attitude, engagement, and 

loyalty, including the psychological contract violation, job satisfaction, work 

engagement, organization commitment, professional commitment, and turnover 

intention.  

The turnover of university teachers as professional knowledge staff in China is 

mainly voluntary turnover. The voluntary turnover of teachers will discourage other 

teachers, and result in loss of investment in human capital of universities; therefore, 

voluntary turnover has become the focus of management practitioners and theoretical 

researchers (W. Huang & Zhang, 2017; S. Yan, 2017). Since turnover will greatly affect 

the life, family and career of teachers, they generally choose voluntary turnover after 
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thorough consideration, and they will more or less show the turnover intention before 

official turnover (Bai, 2017). The turnover model provides the whole cause process for 

the turnover of staff. The traditional turnover model only pays attention to the only 

factor of job satisfaction, while based on relevant factors of mutual responsibilities, 

obligations and expectations of the employer and staff in the psychological contract 

theory, the new turnover model gradually expands relevant factors of psychological 

contract violation, job satisfaction, work engagement, organization commitment, 

professional commitment and turnover intention, and it can more comprehensively 

describe the process in which teachers develop their turnover intention and behavior 

(Ying  Fan, 2016; Y. Yao, 2018). Such factors can exactly explain the relationship 

between the professional loyalty and turnover intention of teachers. Therefore, the 

research on the relationship between the professional loyalty and turnover intention of 

teachers as professional knowledge staff of independent colleges of universities in 

Yunnan, China may provide a main line to conduct research on the excessively turnover 

of teachers, and relevant factors of the psychological contract can explicitly analyze the 

main reasons for the turnover of teachers. 

Subject to the education reform, running mode and local situations of 

universities in China and the historical background of university development, when 

analysis is made on the relationship between the professional loyalty and turnover 

intention of university teachers as professional knowledge staff, it is necessary to 

conduct analysis and research on the professional characteristics and work by taking 

the teachers samples of local independent colleges, so as to find out the real reasons for 

the turnover of teachers, and propose effective solutions and countermeasures. The 

respondents of the research are teacher samples of 7 independent colleges of 

universities in Yunnan, China, including Dianchi College of Yunnan University, 

Yunnan Normal University Business School, College of Arts and Sciences of Yunnan 

Normal University, Oxbridge College of Kunming University of Science and 

Technology, Wenhua College of Yunnan Arts University, Haiyuan College of 

Kunming Medical University and Tourism and Culture College of Yunnan University. 
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1.7 Significance of the Study 

As professional knowledge staff, teachers of independent colleges of 

universities in China have a very core resource element and effectiveness status in 

China’s universities, which has been fully verified by factual proofs in the actual 

operation of universities and in the actual academic field (F. Deng, 2018). With the 

increase and innovation of modern educational technologies and economic integration, 

teachers as professional knowledge staff have special disciplinary technologies and key 

knowledge in different disciplines; therefore, the scarcity and substitutable difficulty of 

university teachers as professional knowledge staff in their work determines that their 

turnover will cause immeasurably heavy costs to universities (P. Wu & Pan, 2008). 

Therefore, it is of far-reaching practical significance to conduct research on the 

professional loyalty and turnover intention of university teachers as professional 

knowledge staff by taking the psychological contract and turnover model as the 

theoretical basis and research framework, and on such basis to establish a scientific and 

complete teacher management and talent development mechanism. Especially, it plays 

an indispensable role in development and management of young teachers with abundant 

innovative potential, high academic degree, and excellent professional skills, and for 

modern regular universities in China’s higher education reform to get key competitive 

advantages.  

 

1.7.1 Theoretical Significance 

1)  Conducive to enriching the professional commitment theory 

In the context of Chinese culture, the research on the professional loyalty 

structure of university teachers as professional knowledge staff of universities and the 

factors affecting the professional loyalty, and analysis on the professional commitment 

structure in the professional loyalty of university teachers as professional knowledge 

staff of regular universities in China, factors affecting the professional commitment and 

their way of action on the professional commitment may validate the broader 

applicability of the professional commitment, help study the relationship between 

relevant variables and professional commitment in more details, and deepen the 

professional commitment theory. 
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2)  Conducive to the professional development theory 

In the research on the professional loyalty of teachers as individuals of 

independent colleges of regular universities in China, the relationship between 

variables is helpful to establish teachers’ professional development plan. The research 

on the professional loyalty, including the changes and development in various factors 

of psychological contract violation, job satisfaction, work engagement, organization 

commitment and professional commitment of teachers as staff is conducive to 

comprehending the professional psychological development of professional 

knowledge staff as individuals, and providing materials for the professional 

development theory. 

3)  Conducive to enriching the turnover model framework 

The research on the relationship between the professional loyalty and 

turnover intention is important for maintaining staff of independent colleges of regular 

universities in China. The professional loyalty of staff covers the relationship between 

the psychological contract violation, job satisfaction, work engagement, organization 

commitment, professional commitment, and turnover intention. It provides 

comprehensive theoretical basis for professional knowledge staff in human resource 

management practice. In particular, the relationship between the variables of 

professional loyalty and turnover intention provides a good indicator for the turnover 

factors of university talents, which can effectively predict the work attitude and 

behaviors of staff with turnover intention and is conducive to enriching the turnover 

model. 

 

1.7.2 Practical Significance 

Today, staff’s loyalty to their profession has begun to exceed their loyalty to 

their employer or organization. Professional knowledge staff has relatively strong 

sense of mobility. As those with strong ability and expertise, they will preserve their 

career in a better way. Perhaps staff is destined to leave the employer or organization 

they used to be "loyal". Currently, with rational mobility of talents, the loyalty does 

not simply refer to blind allegiance, and it does not mean that a staff should work for 

an employer forever. The definition of loyalty should be understood from the 

perspective of a higher level and the field of professional work knowledge, i.e., the 
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loyalty to professional skills and professional scientific research in the profession. 

Under such circumstances, research on the professional commitment of professional 

knowledge staff is of great significance for strengthening the career management of 

staff, cultivating their dedication to their job, and improving their professional quality, 

professional work attitude and work performance. 

From the perspective of organizational management, understanding the 

professional commitment structure of professional knowledge staff is  of great 

significance for improving the pertinence of organizational management, maintaining 

excellent staff, and motivating excellent staff. The professional knowledge staff is a 

group that emerges with the knowledge economy development, with their work to be 

a significant component of intellectual capital in respect of knowledge, customer 

relationship and profession. They are key resources for the success of enterprises and 

organizations because intellectual capital provides potential influence on the 

performance of enterprises and organizations. This group has strong mobility due to 

its own characteristics and the market demands. As the core staff representatives in 

enterprises and organizations, the instability of the team will inevitably bring huge 

losses to the operation and benefits of enterprises and organizations. Therefore, 

understanding and managing the professional commitment of professional knowledge 

staff in their professional work is a major subject facing by contemporary enterprises. 

Professional knowledge staff has their own ideological and behavioral characteristics. 

Only by better understanding the characteristics and professional attitudes in the 

professional work of this group and formulating specific management measures for 

the professional staff can their enthusiasm and creativity for work be motivated, to 

maximize the effectiveness of motivation. Managers can cultivate and strengthen 

professional work, professional skills, and professional commitments in scientific 

research development of individual staff in certain profession according to 

management objectives, to improve their professional features and the stability of the 

organization team. 

In addition, universities and their administrators should be serious about the 

professional loyalty of university teachers as professional knowledge staff, consolidate 

and improve the loyalty of university teachers to their own discipline. They must make 

clear the real reasons why university teachers as professional knowledge staff suffer 
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from the impact of professional loyalty, to carry out the whole-process management 

on the professional loyalty of teachers as professional knowledge staff. In short, it is 

necessary to additionally appraise the professional work attitude, professional 

teaching, and professional academic development plans of newly employed university 

teachers, make remedy for the professional loyalty of university teachers in the latent 

turnover period, endeavor to extend the professional loyalty of retired university 

teachers, and continue to timely communicate with teachers as the employer and 

organization. This research is of practical significance to realize introduction of 

university quality teacher resources and maintain teachers for regular professional 

work. 

Second, as the psychological contract is an important factor affecting the 

development of modern enterprises at home and abroad, the research on staff’s 

professional loyalty dimensions and relevant factors on the basis of psychological 

contract will be of strong guiding significance for further promoting the establishment 

of the healthy and harmonious labor employment relationship between the 

organization and staff, formulating fair and standardized remuneration and welfare 

policies, improving the human resources strategies, and planning the standardized 

recruitment and training. Therefore, the prospects for research are promising. 

Third, independent colleges, as members of regular universities in China, must 

also get involved in and face the fierce market competition. Traditional social teacher 

management methods and teacher management systems cannot adapt to the changes in 

the new situations; they ignore the actual psychological needs of teachers as 

professional knowledge staff and fail to integrate universities’ overall development 

goals and teachers' personal development goals. This directly leads to the deterioration 

of the cohesion between university organizations and teachers, as well as the low 

efficiency of university management. A recent study has showed that the job 

satisfaction of professional knowledge staff is lower than that of blue-collar workers, 

while finding that the treatment of professional knowledge staff is not significantly 

better than that of blue-collar workers (G.-H. Zeng & Huang, 2011). To maintain 

teachers, universities need to understand the work attitudes, work behaviors, and the 

root causes for dissatisfaction of teachers with the turnover intention, so that they can 

take corresponding countermeasures. With the introduction of the psychological 



 29 

contract, starting with the professional loyalty and relevant factors of teachers as 

knowledge staff, i.e. the factors of psychological contract violation, job satisfaction, 

work engagement, organization commitment, professional commitment and turnover 

intention, it may further improve the development of the affecting factors, effectively 

coordinate the universities’ development goals and teachers’ personal development 

goals and values, integrate the personal professional talent and ability of teachers as 

professional knowledge staff in the development resources of universities. In this way, 

it may realize effective integration of resources, and full motivation of university 

teachers’ work enthusiasm. Meanwhile, it has also provided new ideas for university 

teachers management in the research on the psychological contract and the research 

on the professional knowledge staff and belong to beneficial exploration of the 

management reform of teachers in independent colleges of universities. 

Furthermore, at present, research on the psychological contract in China is 

mainly conducted on the psychological contract mechanism that is of strong practical 

guiding significance. For instance, the measurement level of the psychological 

contract dimension is limited, and mainly focuses on the psychological contract 

measurement between enterprises and staff. Scholars will set the psychological 

contract dimension subject to their own research scope, including the two-dimensional 

structural framework, three-dimensional structural framework, and multi-dimensional 

structural framework. However, there is little research on the psychological contract 

measurement specifically for universities and university teachers, and on the 

professional loyalty dimension and relative negative behaviors factors of teachers as 

professional knowledge staff. In addition, most domestic and foreign scholars’ 

empirical research on the psychological contract in the past paid attention to the 

negative effects of the psychological contract violat ion of enterprises as the 

organization on staff ’s attitude and behaviors. The research lacked accurate 

comprehension of staff’s professional loyalty factors through the psychological 

contract structural framework, to fail to effectively implement the psychological 

contract as the professional faith and produce positive effect on the work behaviors 

and attitudes of professional knowledge staff. Therefore, research in the future shall 

focus on staff’s professional loyalty dimensions and related behaviors of specific 

groups. It will be of more apparent practical significance for the relationship between 



 30 

the dynamic development, professional loyalty, and turnover intention of teachers as 

professional knowledge staff of independent colleges in regular universities. 

For universities in China and their administrators, the research on the 

psychological contract has gradually turned to the micro-level, including the research 

on the professional loyalty and related behaviors of professional knowledge staff 

under the psychological contract. For universities where talents are cultivated, it is 

very important for the development of regular universities to have a relatively stable 

and excellent team of teachers with excellent knowledge and professional quality. 

Therefore, regular universities shall make efforts in management of teachers, and take 

measures to stabilize teachers. In the past, research on regular universities also 

involved the issue of teachers. Some scholars have applied the psychological contract 

theory in the establishment and management of university teachers. The research was 

conducted from the perspective of psychological contract on the professional loyalty 

dimensions of teachers at independent colleges of regular universities, including 

psychological contract violation, job satisfaction, work engagement, organization 

commitment, professional commitment, and turnover intention. At present, seldom 

research samples are teachers as professional knowledge staff of domestic regular 

universities. It is possible to conduct applied research on the professional loyalty and 

relevant factors of university teachers as professional knowledge staff based on the 

psychological contract theory and relevant factors. It may establish a sound 

employment relationship between regular universities and teachers, promote increase 

of the professional loyalty, develop a complete teacher appraisal system, reduce the 

turnover rate of teachers, and find a breakthrough in the management on teachers at 

independent colleges of regular universities. 

 

1.8 Definition of Terms 

The key terms and structures are defined as follows. In Chapter 2, detailed 

definitions and characteristics description are provided. 

1)  Turnover of teachers at regular universities in China refers to the 

phenomenon that teachers, playing an important role and even a key role in the 

university talent cultivation, scientific research, social services, and other functions in 



 31 

a university organization, have turnover out of universities’ intention or loss the 

positive effect due to certain reasons (salary increase, position promotion, living 

environment improvement etc.). Turnover of teachers has a negative impact on the 

separated individuals, local universities, local social-economic development and 

education quality of universities in China (Hongan Chen, 1996; L. Deng, 2019). 

Quality guarantee and improvement of higher education has been gradually concerned 

by all walks of life in the society. Local regular universities have become the “main 

force” of higher education in China and improving the education quality of local 

universities has been the main issue. Turnover of teachers, as one of the major factors 

for sound development of local universities, has become a major issue. The severe 

turnover of teachers has been concerned by local universities and become a major 

research topic to university administrators and researchers of higher education. 

2)  Independent colleges of regular universities in China, emerging in 

the context of the reform of higher education, are the supplement to and development 

of regular higher education of China. Independent colleges are managed and run under 

the private mechanism, effectively and reasonably integrate the existing quality 

education resources in respect of teaching, faculty, management experience and brand 

of public universities and sufficient social funds; the secondary colleges at the 

undergraduate level established with the new philosophy, idea and mode are also the 

supplement to and development of local university resources (Jianhua Wang & Wu, 

2000; Yaqi Wang, 2020). Independent colleges have got rapid development during 

these years because of its unique advantages; however, it is facing increasingly fierce 

competition now. The competitions between independent colleges are talent 

competition. The faculty is crucial for universities to survive the fierce competition. 

The problem of instability and turnover of teachers at independent colleges exists in the 

establishment and development process of independent colleges, and even has become 

an important bottleneck for certain colleges to improve their strength. 

3)  Teachers as professional knowledge staff of independent colleges of 

regular universities in China refer to the professional knowledge staff that has high 

education and technical level, and masters the core knowledge and information as 

necessary for the organization survival. Their work depends more on their education 

background and professional knowledge/ skills, than external conditions or tools (L. M. 
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Zhang, 2012). The acquisition, processing, decision-making and execution of the 

information by university teachers as professional knowledge staff during daily work 

mostly rely on individuals’ professional quality and attainment (M. Sheng, 2007). Since 

the survival and security demands of knowledge staff often have been satisfied, they 

will turn to the pursuit of demands at higher levels (Xiong, 2008). For teachers of 

independent colleges of regular universities, the lucrative salary and good fame are the 

inducement for them to offer their service; they work mainly for satisfying their 

development demands and perceiving internal satisfaction from their work; they desire 

to own greater autonomous right, work flexibility and decision-making power, and 

especially value support; in addition, they expect to obtain spiritual, physical and 

position satisfaction through innovative or challenging work performance. 

4) The professional loyalty of teachers of independent colleges of 

regular universities in China refers to university teachers’ heartfelt respect, love, strong 

sense of honor and mission for their profession and relevant professional work, and an 

ideal belief and positive performance status for which they are willing to devote 

themselves. Teachers of independent colleges are members of regular university 

teachers in China, and the organic integration of their professional identity, sense of 

value, professional quality and professional ethics lays a solid foundation for them to 

achieve success in their profession (Z. Y. Wang, 2013; X. Zhou, 2014). Therefore, the 

professional loyalty of university teachers is a state, a quality, a responsibility, and more 

a belief and a realm (H. Lan, Wang, & Zhou, 2021; J. Zhang & Ji, 2010). In the actual 

research, the professional loyalty of university teachers may be understood as a 

qualitative concept, while the extent of professional loyalty is relatively quantitative. 

The contents of professional loyalty involved in university teachers’ work will be 

analyzed by demographic characteristics, including the gender, age, professional title, 

academic education, working years and working conditions, with the items divided into 

the professional situations, professional environment, professional confusion, 

professional trend, and self-evaluation. The research on the relationship between the 

psychological contract violation, job satisfaction, work engagement, organization 

commitment, professional commitment and turnover intention may better reflect the 

core problems of professional loyalty of teachers. 

  



 33 

5)  T h e  psychological contract violation refers to teachers’ bad mood 

when regular universities in China as the organization or employer fail to perform their 

duties, teachers as employees fail to meet their expected targets and aspirations in work 

and think they are treated unfairly (Jun Yu, Ren, & Zeng, 2018); meanwhile, a series 

of negative mood and behaviors of teachers as individual after their psychological 

expectations are ignored by universities, and universities fail to perform their 

commitments and responsibilities (Jing, Yuan, & Wang, 2018; Z.-Y. Li, 2009). The 

psychological contract violation easily leads teachers to re-evaluate their relationship 

with the universities and break the original trust and cooperative relationship, so that 

teachers will reduce their work performance, have turnover intention, and even quit the 

job, which will have adverse impact on the stability of university teachers. The research 

on the relationship between the psychological contract violation and other variables 

may more clearly comprehend and interpret the relationship between teachers and 

universities and provide universities and administrators with approaches for regular 

communication.  

6) The job satisfaction refers to teachers’ subjective comparison 

between their perception of their university and their expectation, and the satisfaction 

is equal to the actual feeling/ expectation; teachers will feel satisfied when their actual 

feeling is greater than the expectation, basically satisfied when their actual feeling is 

equal to the expectation, and unsatisfied when their actual feeling is lower than the 

expectation (L. Gao, Chen, Wang, & University, 2015). The job satisfaction is also 

teachers’ overall evaluation on their work situations as individuals. The evaluation 

results will be influenced by many factors, such as teachers’ job role orientation, salary 

system of the organization, hardware and software environment, and the management 

system of the universities (C. Wu & Cheng, 2015). In addition, the job satisfaction of 

teachers at regular universities in China is teachers’ overall perception, evaluation and 

internal experience to their professional teaching, professional scientific research and 

environment situations, and the comprehensive evaluation on their professional work 

at all aspects. At last, research on the job satisfaction and other relevant variables may 

understand the professional development law and psychological status of university 

teachers, solve problems in respect of teacher turnover, professional loyalty, and low 

work motivation for the administration department of universities, and provide 
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universities with scientific basis to effective incentive. 

7)  The work engagement refers to “individuals’ self-restraint in the 

organization and integration with their job role”, i.e. teachers, as individuals, will 

mutually transfer their role in work, and will dedicate themselves to their role in the 

event of high work engagement (Kahn, 1990). On the contrary, low work engagement 

of teachers shows insufficient job role engagement, and teachers may even have the 

turnover intention (Kahn, 1990). Work engagement is consisted of three factors of 

body, cognition, and affective engagement. Body engagement means that individuals 

may highly engage their body in the job role; cognition engagement means that 

individuals are well aware of their own job role and mission, and stay mentally active 

and alert; affective engagement means that individuals connect their own affection with 

others (like their colleagues and superiors) (Goffman, 1970). As summarized by many 

scholars on university teachers’ work characteristics and engagement in their 

professional work, teachers’ work engagement is related with their positive emotion 

and status to their work, including the vitality, dedication and concentration; in addition, 

as indicated by more research, individuals, universities, the society and other factors 

will influence university teachers’ engagement in work (Christina Maslach, Schaufeli, 

& Leiter, 2001; May, Gilson, & Harter, 2004; Schaufeli, Bakker, & Van Rhenen, 2009). 

As professional knowledge staff, teachers of regular universities in China often have 

high achievement motivation, and when they are in such professional field, teachers 

with higher objectives and expectations will more easily have burnout and low work 

engagement. Especially, support from university leaders may greatly influence 

teachers’ work engagement. Currently, many higher requirements are put forward to 

university teachers in China’s society, people pay more attention to teachers’ 

responsibilities and contributions, and teachers’ basic psychological demands are often 

ignored. Therefore, the research on the relationship between work engagement and 

other variables may better reflect the real reasons for the problem of professional loyalty 

and teacher turnover of universities. 

8)  The organization commitment refers to staff’s sense of belonging and 

loyalty to the organization, and also their emotion of being willing to devote themselves 

to the work under the organization, in the process of “unilateral input” in which the 

sense of perception and belonging of the psychological contract to the organization 
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(Shaokang Xu, 2009). Organization commitment of teachers as professional knowledge 

staff of regular universities in China refers to the psychological pattern in which 

teachers believe in universities’ objectives, agree with and accept universities’ values, 

actively devote themselves to universities, and long for working in universities, 

including personal development commitment, ethnical commitment, personal affective 

commitment, and work inertia commitment (R. T. Jiang & Zhang, 2009; Ma & Liu, 

2006). The primary objective of universities is to attract and maintain talents, and make 

talents present reliable organization behaviors, to make sure the realization of 

organization objective. In the research, organization commitment is a psychological 

bond between teachers and universities, is closely related with teachers’ work attitude, 

performance and turnover intention, and influences universities’ efficiency, 

development, and effectiveness. Therefore, research on the relationship between the 

organization commitment as teachers’ professional loyalty factor and the turnover 

intention may effectively understand teachers’ basic situations to university 

commitment and provide crucial guidance on the problem of teacher turnover and 

professional loyalty. 

9) T h e  professional commitment refers to the extent to which 

individuals are unwilling to change their profession due to their professional identity, 

emotional dependence, professional engagement and internalization of social norms, is 

a psychological bond between individuals and their profession, and is closely connected 

with their work performance and attitude (Kang, 2012; Tang & Peng, 2008). The 

professional commitment of teachers as professional knowledge staff of regular 

universities in China refers to teachers’ psychological belonging to their profession and 

professional work, their sense of obligation to work hard for teaching and professional 

scientific research, and willingness to continue to remain a teacher, including the 

affective commitment, normative commitment, opportunity commitment, and cost 

commitment (Kun Wang, 2012; C. Yan, 2011). As the subject of teacher specialization, 

university teachers play a deterministic role in improving their own specialization level. 

Whether teachers actively devote themselves to improving their specialization level 

will directly influence their professional development. Teachers’ professional 

commitment level and the psychological factors relating to the professional 

commitment are exactly the psychological factors that influence the positive 
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professional development of teachers. Therefore, teachers’ professional commitment is 

the primary link, internal drive and psychological premise for teachers’ professional 

development and specialized work development, and the key factors for the research 

on the relationship between teachers’ professional loyalty and other relevant variables, 

which leads to severe turnover of teachers. At last, the research on teachers’ 

professional commitment may help universities effectively comprehend and adjust 

teachers’ psychological status, improve the education and teaching quality, promote the 

education and teaching reform of regular universities in China, and improve the 

education quality. 

10)  The turnover intention refers to staff’s overall performance and 

attitude that they intend to quit their current job, and look for other job opportunities. 

In some scholars’ opinion, turnover intention refers to staff’s tendency to leave their 

organization, and such tendency may directly lead to the real turnover behaviors 

(Mitchell, Holtom, Lee, Sablynski, & Erez, 2001). The turnover intention of teachers 

as professional knowledge staff of regular universities in China refers to teachers’ 

tendency, idea or intention to leave their organization due to the impact of various 

factors (J. Y. Wang & Zhao, 2010). It also shows that turnover intention is the most 

direct precursor of turnover behavior and increasing turnover rate of teachers, the 

turnover intention is consistent with the attitude, aspirations and behaviors, and it is 

generally treated as the “predictor” of the turnover behavior (Y. J. Wang, Yun-Xiao, 

Marxism, & University, 2019). In the research, turnover intention is the most direct 

antecedent variable to the turnover behaviors and turnover rate of teachers, the 

psychological contract violation, job satisfaction, work engagement, organization 

commitment and professional commitment are the best factors to predict teachers’ 

turnover intention and measure their professional loyalty. The research may truthfully 

describe the reasons for the problem of increasing teacher turnover rate and is of great 

significance and value to help universities guarantee the stability of teachers and 

sound development of fundamental education.  



 

 

CHAPTER 2 

 

LITRTATURE REVIEW 

 

The concept, fundamental theories, basic models, variables, and model 

framework related to the research topic are detailed in this chapter, with reference to 

relevant literature. It begins with an introduction to the operation system of 

independent colleges in Chinese regular universities, loss of teachers, occupational 

and professional characteristics of university teachers working as professional 

knowledge staff; and then fundamental theories involved in the research are 

introduced, which include the supporting theories for psychological contract, theories 

of psychological contract, theories taking psychological contract as the basis and 

turnover model; next previous researches are combined with the current research to 

further expound the sources, meaning and purpose of 6 variables given herein, and 

some hypotheses are proposed; finally, a model for the current research is created. 

 

2.1 Definition of Independent Colleges in China 

The public-owned but self-funded secondary college is a new thing that 

emerges with the modernization of China’s higher education. However, such school-

running mode has existed early in other countries, providing a reference for the 

establishment and development of independent colleges in China’s regular universities, 

that is to say, establishing self-funded secondary colleges affiliated to public 

universities (Z. Zhao, 1990). Universities with affiliations have a long history in other 

countries, and the University of London established in 1863 is the first of its kind. In 

its development course, the well-known University of London attaches great 

importance to cooperating with other institutions in school running. For example, 

London Business School and Royal College of Music are established through 

cooperation, with the faculty all selected and sent by the University of London. Ankara 
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University, a first-class university located in the Turkish capital, also adopts a multi-

college mode for its development. In addition to its own general colleges, Ankara 

University has established several affiliated advanced technology colleges to train 

students with advanced techniques and processing skills (Zoujian, 2002). India saw 

rapid development of higher education in 1980s, since the British mode - colleges 

affiliated to universities - was taken as a reference in running schools. The University 

of Calcutta, to adapt itself to the rapid development of higher education in 1980s, 

established more than 200 affiliated schools of science and technology (equivalent to 

junior colleges in China). All universities in India are public and funded by the Federal 

Government, while affiliated colleges are run mainly depending on tuitions; therefore, 

they are called public-owned but self-funded colleges (F. Yu, 1999). 

In fact, there is valuable experience that China may learn from some developed 

and developing countries to establish affiliated colleges in universities, for the purpose 

of developing its higher education. In China, self -funded secondary colleges 

(independents colleges) have their own characteristics that can be summarized into 

following aspects: Firstly, they are not secondary colleges formed by disciplines but 

are comprehensive multi-disciplinary colleges, and they are affiliated to public 

universities or schools. Secondly, compared with secondary colleges, they have certain 

autonomy in funds raising and utilization, establishment of disciplines, employment of 

teachers and student management. Therefore, they are independently run to a great 

extent although they are affiliated to public universities. Thirdly, rather than live on 

governmental grants, they raise funds mainly from enterprises, private capitals, bank 

loans and tuitions (Liang, 1999; M. Zhao & Zhou, 2000). 

In 2003, the Ministry of Education of China released MOE [2003] No. 247 

Document and MOE No. 8 Document, in which the concept of “independent college” 

was mentioned for the first time. The Documents set forth that “independent colleges, 

as referred in the research, are secondary colleges at the undergraduate level 

established by regular undergraduate universities under the new mechanism and mode 

(Ministry of Education, 2003). According to this concept, secondary colleges can be 

established in various forms by Chinese public regular undergraduate universities and 

run under the private mechanism, and a series of regulations are promulgated to bring 

new connotations to them. Independent colleges in China are not only a pronoun of 
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the former secondary colleges, but also a new school-running level for undergraduates. 

Independent colleges in China emerged in the late 1990s, with the aim of expanding 

the higher education resources. For this purpose, the state encouraged public 

undergraduate universities to run independent colleges using social funds (funded by 

social capital and managed by public universities), in which three funding ways and 

cooperation patterns were explicated (C. Chen & Liu, 2021). First, university-

enterprise cooperation pattern: An independent college is established through 

cooperation between a public regular undergraduate university and one or more 

private enterprises, where the public university is in charge of teaching and 

management, and the private enterprise(s) in charge of investment and construction. 

Such school-running pattern is adopted by most independent colleges. Second, 

university-government-enterprise cooperation pattern: independent colleges are 

established jointly by the local government, public university, and enterprises, where 

the university is in charge of quality brand, teaching and management, and local 

government and enterprises in charge of investment and construction. Third, 

university-government cooperation pattern: independent colleges (sometimes called 

“branch campus”) are established by a public university in another location through 

cooperation with local government, where the responsibilities for government and 

university are clearly divided, with the government fully responsible for the hardware 

construction, and the public university responsible for software design, operation, and 

teaching quality only. In other words, public-owned but self-funded secondary 

colleges are comprehensive secondary colleges (independent colleges) depending on 

the public-owned self-funded universities (parent university), and they are operated by 

taking advantage of the faculty resources and teaching management experience of 

public universities, favorable relationship with government, enterprises, other social 

entities and private capitals as well as other tangible and intangible resources like 

good reputation, and mainly using social funds other than governmental grants (Ni, 

Chen, & Hu, 1999). 

Meanwhile, the independent colleges have entered into a period of rapid 

development, playing a very important role in improving the gross enrollment rate of 

higher education in China. In 2003, the Ministry of Education released the Guidelines 

on Regulating and Strengthening the Trial Operation of Independent Colleges by 
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Public Universities in the New Form and Mode (J.F. [2003] No. 8, or “MOE No q. 8 

Document”), signalizing that Chinese independent colleges started their transition to 

independently operated institutions under the support of national policies. In 2008, the 

Ministry of Education issued (No. 26 Directive of the Ministry of Education, or “MOE 

No. 26 Directive”). According to the Article 2 of No. 26 Directive, “independent 

colleges mentioned herein shall be institutions of higher education organized through 

cooperation between regular institutions of higher education (the Applicant) above the 

undergraduate level and social organizations or individuals other than governmental 

institutions, aiming to provide education for undergraduate students with non-state 

financial participation. Independent colleges form an important part of the private 

higher education and belong to the category of public welfare undertakings.” The 

difference between “MOE No. 8 Document” and “MOE No. 26 Directive” is that the 

latter highlights the “role of organizer” and “source of funds”, which are the two 

fundamental conditions for running independent colleges and identify the 

responsibilities and obligations that the parties involved should take (J. Cai, 2008). 

To be specific, “an independent college” has three features: firstly, the college 

is run in a new form. In nature, an independent college is a privately-run school. Its 

funds are raised mainly by the cooperating parties or from private sectors, and the 

tuitions are charged as per the national policies on enrollment rates of private colleges. 

Secondly, the college is run in a new mode. Independence should be maintained in 

“seven aspects” of school running and management, namely, running the headquarters 

of the college independently, having the independent corporate capacity, issuing the 

certificates independently, having an independent campus and fundamental facilities, 

admitting students independently, organizing independent teaching and management, 

and carrying out the financial accounting independently. These aspects make clear the 

connotation of the independent college. Thirdly, a new management system is 

implemented. The management system and measures of an independent college are 

agreed by the applicant and the cooperating party, and the responsibilities, rights and 

benefits of both sides are bounded and reflected through execution of a legal 

agreement. In addition, the president takes the overall responsibility for the 

independent college under the leadership of the board of directors (or the board of 

governors. For example, the board of governors is the highest authority of independent 
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colleges in Yunnan and acts in capacity equivalently as the board of directors). The 

structure and members of the board are determined by both parties. The board 

chairman is appointed by the investor, while the president is recommended by the 

applicant (generally this office is held by the senior manager from the public 

university). Such management mode is learned from private enterprises, by which the 

board of directors possesses the highest authority for making decisions on important 

matters of the independent college. The president, recommended by the public 

university and appointed by the board, is responsible for executing the resolutions of 

the board and taking overall charge of teaching and administrative affairs. 

 

2.2 Definition of Teacher Turnover in Colleges and Universities 

The result of literature retrieval shows that there hasn’t been any mature 

definition of teacher turnover. In this paper, clear explanation on teacher turnover will 

be given, considering the employment relationship between the independent college 

and teacher, and referring to a few literatures about Employee Turnover and Talent 

Turnover. 

Employee Turnover can be understood either from a broad perspective or from 

a narrow perspective. Price gives it a broad definition as “an individual changing his 

status as an organization member (J. L. Price, 1989).” Mobley gives a narrow 

definition as “a process of a person who receives monetary remunerations from an 

enterprise breaking off his/her membership with the enterprise (Baysinger & Mobley, 

1982).”According to Mobley, the process of employee turnover taken place in a 

certain organization is actually the process of an employee who receives monetary 

remunerations from job breaking off his/her membership with the employer, causing a 

loss of the employer’s right to obtain the labor services from that employee (Baysinger 

& Mobley, 1982). The Talent Turnover, as it literally means, is defined that a trained 

or talented person who belongs to a certain organization, group or territory leaves the 

organization he serves and joins in another organization, group or territory (Feng, 

Wang, & Wen, 2018).”  
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Combining these viewpoints about employee turnover and talent turnover, the 

teacher turnover in independent colleges is defined as the departure of an independent 

college teacher from a department, region, or school for another, which brings a 

negative impact on the college losing the teacher. 

 

2.3 Types of Loss of University Teachers 

The types of loss of university teachers vary as per different standards. First, 

the loss can be apparent and unapparent by its state. An apparent loss refers to the 

factual loss, meaning that the teacher has left the universi ty, or normally “being 

transferred” or “no longer being here” (F. Wang, 2008). An unapparent loss refers to 

that the teacher does not perform any duty or work except retaining his/her 

organization affiliation in the university. 

There are two further statuses about the apparent loss. One is that the teacher 

does not want to leave the university for the time being, but he/she is spending a lot of 

time to engage in the second job irrelevant to or less relevant to the teaching and 

research job. The other is that although the teacher wants to leave the university, 

he/she fails to find another suitable employer, or the conditions are not met. He/she 

must continue working in the university and wait. Once another suitable employer is 

found or problems like professional title are solved, “job hopping” will occur (H.-y. 

Ge, 2021). 

And the loss can be complete and incomplete by its extent. A complete loss 

refers to complete separation of the teacher and his/her organizational affiliation from 

the university (T. Zhang, 2008), for example, resignation, transfer, pursuit for 

postgraduate degree or going into civil services. An incomplete loss refers to that the 

teacher has left the university and work or study in another place, but his/her 

organizational affiliation is still retained in the university and there is possibility for 

him/her to come back (T. Zhang, 2008), for example, leaving without pay, temporary 

transfer, working under contractual training program and pursuing further education 

without quitting the job. 
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2.4 A Summary of the Research on the Loss of Teachers in Independent 

Colleges of General Higher Education in China 

There is quite much research on loss of talents, and they mainly focus on the 

loss of talents in enterprises, causes and measures. In comparison, there are not so 

much research that teachers are taken as a group and their loss is a research topic. 

Furthermore, research focus on the loss of teachers in universities, or they take 

teachers in rural and remote areas as the research subject, while loss of teachers in 

independent colleges is not too much researched. 

Some literatures mention the loss of teachers and poor stability of faculty team, 

which are regarded as common problems existing in the faculty team building of 

independent colleges. A Chinese scholar, when analyzing the status of faculty team in 

independent colleges, pointed out that the turnover rate of faculty team is high and 

there are significant differences in the teaching outcome (L. Hu, 2004). Another 

scholar stressed that independent colleges lack a perfect policy system to retain talents, 

provide training and help them grow, and blind introduction or training is found in the 

faculty team building. Polices for talent introduction, training and stability should be 

improved (Y. Zao & Bao, 2013). Other scholars expressed in their research that the 

faculty team in independent colleges has many problems, such as unreasonable age 

difference and professional structure, poor stability and inappropriate management (X. 

F. Chen et al., 2011). In another search, 7 independent colleges in Chongqing City 

were taken as the research subject and a conclusion was drawn that the members of 

faculty team are complex, leading to instability in team building and difficulty in 

management (Bao, 2005).  

From literature review, no research is found to emphasize on building a faculty 

assessment system, especially building a faculty assessment system for teachers in the 

independent colleges, which can help colleges build a stable faculty  team, better 

understand the psychological dynamics and behaviors of teachers, and reduce the loss 

rate of teachers. 
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2.4.1 The Harm of the Loss of Teachers in Independent Colleges of 

General Higher Education in China 

Loss of teachers has become a realistic problem that local universities should 

not ignore, since it brings about negative impacts on the stability of faculty team, 

teaching atmosphere, reputation, faculty management and talent introduction. Loss of 

teachers in universities would affect the reasonable allocation of human resources, the 

optimization of faculty team and psychological state of others (C. Hu, Zhu, & Ao, 

2007). Further research finds out that the costs incurred by recruiting, training and 

retaining teachers in independent colleges increase due to loss of teachers. More 

importantly, the situation and quality of teaching are affected, so is quality of students 

(J. Cai & Wu, 2017). Noticing the loss of teachers and excellent teachers in particular, 

the public would regard it as an indifferent attitude that the college holds towards the 

career of teachers. When students, parents and the society lower down their 

expectations on the college, enrollments would not be as good as before. From this 

point, the turnover of faculty members can affect the sustainable development of 

independent colleges (Y. L. Guo, 2014). 

 

2.4.2 Analysis on the Causes of the Loss of Teachers in Independent 

Colleges of General Higher Education in China 

A research conducted by the Chinese scholar to analyze the causes for loss of 

teachers in independent colleges of local higher education pointed out  that loss of 

teachers could be caused by many factors, such as the battle for talents across 

universities, psychological unbalance of teachers, cultural disharmony in some local 

universities and personal pursuit for further growth (H. Huang, 2013). Another 

research began with the perspective of “Exit - Voice - Loyalty” and listed some major 

causal factors, including imperfect mechanism for exit, lack of an effective mechanism 

for voice, and absence of loyalty to the organization (S. Jiang, 2013). Also, there was 

a research pointing out that the environment, remuneration, qualification conditions, 

development motivation and cultural environment are driving forces for loss of local 

normal teachers (J. Yi, 2006). Some scholars held a view that major causes for loss of 

teachers in Chinese independent colleges of general higher education include the 

unreasonable structure of faculty team, unfair remuneration, insufficient space for 
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further development, ineffective administration and indolent attitude of teachers (Z. 

Xu, 2019). More research focused on both the roles of college and teacher while 

analyzing the causes for loss of teachers in independent colleges. They stressed that 

biased appointment, unsound remuneration, unsatisfactory training and career 

development, work overload, lack of the sense of personal attainment and failed 

interpersonal relationship can lead to loss of teachers  (Lihua Zhang, 2017). The 

incomplete salary and benefit system for teachers in independent colleges was a direct 

cause for loss of teachers; the poor environment for scientific research made it hard to 

retain research talents; the biased appointment mechanism resulted in lack of the sense 

of belongingness to the college among teachers; and limited development prospect 

was an important reason for loss of teachers (F. Zeng, 2016). When it was analyzed 

from the perspective of policy, the causes for loss of teachers in independent colleges 

included the unclear development orientation of the college, imperfect remuneration 

system, unreasonable recruitment system and lack of a long-term policy for teachers’ 

growth (Junyi Li & Zhou, 2014). 

By summarizing the foregoing causes for loss of teachers, it can be found that 

a college’s scientific research environment, cultural environment, remuneration level, 

benefits, academic atmosphere, development platform and administration system will 

exert an impact on the loss of teachers. When looking at teachers, their sense of 

attainment from work, psychological state and interpersonal relationship will affect 

their turnover intention. 

 

2.4.3 Countermeasures for the Loss of Teachers in Independent Colleges 

of General Higher Education in China 

Based on the previous literature review and analysis of the causes for loss of 

teachers in local independent colleges, some recommendations were proposed for 

reducing the loss rate from four aspects: humanistic care, political guidance and 

inclination, ethnics training and organizational management (L. Liu, 2013). A scholar 

put forward a multistep career development model to reduce the loss rate, by learning 

from the measures of human resources and training and getting into the phenomenon 

from the angle of career anchor (Q. Hu, 2013). When working on the measures for 

reducing the loss of high-level talents in western universities, some scholars proposed 
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that universities in western China must refresh notions, deepen the reform of personnel 

system, build an innovative management mode and an incentive mechanism for high-

level talents, and position the role of teachers as a pillar in the university development, 

so that high-level talents can be brought into full play in the course of career pursuit  

(Y. S. Liu & Wei, 2013). Similarly, a scholar stressed that the ideas for building the 

faculty team should be refreshed, the reform of team management be furthered, the 

working and living environment for teachers improved, and the management of 

faculty team regulated, so as to promote the development of teachers’ ability in an all-

round way (Z. Yao, 2012). In analyzing the loss of teachers in local independent 

colleges, there was a viewpoint that the colleges should endeavor to reduce the loss of 

teachers by understanding their needs, developing an appropriate plan for their career 

development, increasing the appeal of remuneration to them, intensifying their sense 

of belongingness to the team and improving the work performance (Y. Liu & Luo, 

2013). Additionally, measures aiming to stabilize the faculty team of independent 

colleges included increasing remuneration to meet teachers’ realistic needs; improving 

the system to enhance their personal safety; centering on people and focusing on their 

personal growth; keeping communication to create a free cultural environment; 

encouraging self-management to satisfy the needs of teachers at all levels (L. Lin, 

2016). A scholar pointed out in the research that unbiased appointment, reasonable 

remuneration design, perfect training system, ideal career planning and favorable 

cultural environment are effective ways to improve the situation of losing teachers (Z. 

Xu, 2019). 

The measures suggested in foregoing research mainly deal with the college, 

focusing on the improvement of personnel and remuneration systems, training of 

teachers’ quality and creation of favorable environment. This research focuses less on 

the style of leadership, interpersonal environment, occupational and professional 

features of teachers, without a specific framework that incorporates all factors for 

research. 
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2.4.4 Theoretical Basis for the Application of the Institute of teacher 

Team Construction (teacher turnover) in China's Independent 

Colleges of General Higher Education 

An overall review of the literature related to faculty team building and loss of 

teachers in independent colleges shows that research on this issue is not grounded on 

sufficient theoretical basis. In some researches on the faculty team building or loss of 

teachers, the theories of motivation are most used, in which the hierarchy theory, 

motivation-hygiene theory and ERG (Existence, Relatedness and Growth) (Y. Liu & 

Luo, 2013). Organization commitment is also a key starting point for research on the 

loss of teachers in independent colleges. Organization commitment was first proposed 

by H. S. Becker (1960) who regarded it as an emotion of the employee to engage in 

the work voluntarily and wholeheartedly, which grows along with the organization’s 

increase in “unilateral input”. As a state of psychology, the organization commitment 

has a great impact on the teachers’ turnover intention (Z. Yao, 2012). In addition, job 

burnout and professional identity are also a direction of research on the loss of teachers 

and faculty team building in independent colleges. 

For previous research, the theories of motivation are mainly used to analyze 

the causes for loss of teachers from their professional commitment, turnover, 

professional identity, and other factors, aiming to reduce the loss rate and ensure the 

stability of the faculty team. However, rare attention is paid to the process of loss of 

teachers. 

Summary 

Through literature review, there have been much research on the loss of talents 

in China’s independent colleges of general high education, but few of them focus on 

the casual relations between teachers’ occupational and professional characteristics 

and their turnover intention, namely, the process of loss caused by turnover. Most of 

research have similar frameworks, because they tend to begin with the current 

situation of loss, analysis of cause and countermeasures, and research on the current 

situation and countermeasures lay a greater emphasis on the college’s remuneration, 

training, and talent utilization. Regarding the research methodology, examples are 

cited in some research to demonstrate the problems, but this method is supported by 

simple data only, which does not suffice to demonstrate the common characteristics of 
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loss of teachers in independent colleges. In this research, the psychological contract 

theory and turnover model are used as the framework to analyze the process of teacher 

turnover based on the relations between professional loyalty and turnover intention 

within the context of the rising turnover rate in Chinese independent colleges of 

general higher education. In the meantime, based on existing literatures about loss of 

teachers in Chinese universities and independent colleges of higher education, a 

relational model framework between professional loyalty and turnover intention that 

fits for teachers as professional knowledge staff of local independent colleges of 

general higher education in China has been formed. Samples are taken from 7 

independent colleges of general higher education in Yunnan to give a better 

explanation of the problems and causes for loss of teachers, thus achieving the 

objectives of explaining the loss of teachers, finding an effective way for teacher 

management, and improving the administration of the colleges. 

 

2.5 Professional Loyalty of University Teachers to be Knowledge of the 

Professional Staff  

Teachers are key resources in the development course of universities, and their 

professional loyalty is a strong driving force for the development of universities. 

Therefore, the professional loyalty of teachers as professional knowledge staff has 

become one of the key factors restricting the development of universities (Shufeng Xu 

et al., 2004). Professional loyalty refers to staff’s dedicated attitude to, engagement in, 

and loyalty to their profession; the improvement of professional and overall skills 

reflects the loyalty of university teachers as professional knowledge staff (Y. Gao & 

Li, 2010). 

In the research, university teachers as professional knowledge staff with a 

master or doctoral degree or above have received systematic education in their major, 

have a higher educational background, and master professional knowledge and skills; 

due to the higher educational level, teachers as professional knowledge staff have 

higher personal qualities, broader vision, stronger thirst for knowledge, stronger 

learning ability, more profound knowledge, and are more creative and independent. 

They attach great importance to achievement incentive and spiritual incentive; 
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compared with ordinary staff, professional knowledge staff are more eager for working 

achievements and attach more importance to the development in their professional 

field and believe that the quality of working achievements is the proof of work 

efficiency and ability. They actively find problems and resolutions and look forward 

to serving universities and students and making more contributions through 

professional work. Therefore, the achievement in personal professional field is a good 

incentive for them, while traditional incentives such as money and promotion are 

relegated to a secondary position; besides, university teachers as professional 

knowledge staff attach great importance to self-value, so they pay special attention to 

the evaluation by others, organizations and the society, and strongly hope to be 

recognized and respected by the society (B. Wang, 2007). 

 

2.5.1 The Characteristics of Knowledge Staffs 

In the literature on knowledge staff, concepts, attitudes, philosophy and 

behavior of working, ideology, value pursuit, behavior pattern and otherwise of 

knowledge staff are far different from those of non-knowledge staff. Knowledge staff 

have the following characteristics: 

1)  Personal Characteristics of Knowledge Staff 

(1)  They desire success and hope to realize self-worth (Jiabin Yu & 

Wang, 2014). They know the importance of knowledge in today society and 

competition and the significance of continuous learning. They benefit from the 

knowledge and skills they possess, and in the process of continuous improvement of 

the external knowledge structure, they tend to actively master and learn new skills and 

knowledge to realize self-worth (J. Ye, 2018). Knowledge staff are not satisfied with 

routine work, but prefer challenging work, hoping that they will be recognized by 

others and obtain the feedback from the organization by their performance. 

(2)  They are more independent and autonomous. Knowledge staff 

are independent and autonomous in the organization because of their knowledge 

capital (Peter F Drucker, 2002). They are dynamic, like autonomous working 

environment, emphasize self-direction in work, and do not want to receive too many 

commands from their superiors. 
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(3)  Their work is creative. Knowledge staff are driven by high 

achievement motivation. Their work is no longer simple repetitive but creative tasks. 

They give full play to their personal inspiration and abilities in uncertain environment, 

and use their knowledge and skills to continuously add value to products and services 

and create wealth for enterprises (Xiao & Sun, 1998). 

2)  Working Characteristics of Knowledge Staff 

(1)  They have a strong sense of responsibility and pay attention to 

the consistency between the organization’s goal and their own development, which 

means knowledge staff pay more attention to whether they will develop with the 

organization they work for and the society in a coordinated way (H. T. He, Zhang, & 

Li, 2012).  

(2)  They are less dependent on enterprises and their turnover rate 

is high (Yuan, Huang, & Yao, 2012), Knowledge staff possess economic factors that 

are relatively scarce in enterprises. With the advent of knowledge economy, traditional 

employment relationships have been challenged. Their loyalty is to their professional 

work rather than to enterprises, organizations, and employers. They hope not only that 

the enterprises can provide necessary material remuneration and welfare, but also that 

in the future, they can get better development opportunities and space and better career 

development. Once the enterprises cannot meet their expectations or requirements or 

even part of them, they are likely to choose another organization for another job. 

(3)  Their working process is difficult to be supervised and their 

working achievements are hard to be measured (Qiu, 2014), Knowledge and skills are 

intangible. Therefore, it is difficult for organizations to determine how much 

knowledge that the staff possess, which means it is difficult to quantitatively supervise 

the working process of knowledge staff, and there is also a lack of comprehensive 

measurement indicators for staff’s working achievements. 

2.5.1.1 Classification of the Knowledge Staffs 

Knowledge staff pay more attention to their career rather than the work 

in their working process. Living security is not their only working purpose. They treat 

the work as a career that combines their development needs with life tightly. There is a 

trend that the professional loyalty of knowledge staff is to their profession rather than 

to a certain leader or organization. For ordinary staff, there is not much difference 
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between the loyalty to the organization and the loyalty to the profession, but the loyalty 

of knowledge staff to their occupation or profession is much higher than that to the 

organization (S. Wu & He, 2007). Based on scholars’ conceptual definition of 

knowledge staff, the specific classifications of knowledge staff are as follows: 

The first classification is based on the innovation of staff at work. H. 

Drucker (1997) once divided knowledge staff into two categories: one is “high 

knowledge staff”, including doctors, lawyers, scientists, and teachers; the other is 

“knowledge technologists”, including computer technicians, software designers, and 

clinical surgeons. It seems that they are engaged in manual work rather than brain work, 

but their manual work is based on theoretical knowledge acquired from formal 

education. People who have received professional education in regular universities refer 

to those who have spent at least four to five years in professional study therein, rather 

than those who learn from their own master through the master-apprentice system and 

who don’t need to learn professional theories. The process that a master teaches the 

apprentice based on his practical experience is a “learning-application-feedback” 

process in nature (Peter F Drucker, 2002). 

The second classification is based on occupations of staff. This 

classification is made based on practical observations, and different occupations are 

divided into different categories. In the process of research on Canadian knowledge 

economy and knowledge staff, almost all the occupations engaged in by knowledge 

staff are defined; scholars believed that all occupations require an overall knowledge 

basis, and those who need to use a different knowledge basis for work are “knowledge 

technologists” (Beckstead & Vinodrai, 2003); according to the standard occupational 

classification (SOC), occupations can be divided into professional occupation, 

management occupation and technical occupation, covering 40 categories, including 

management, business and finance, computer and mathematical analysis, architecture 

and engineering, physical and biological science, art, design, sports, education and 

training and other industries. Teachers are classified as knowledge staff on this basis 

(Beckstead & Vinodrai, 2003). 

  



 52 

The third classification is based on the strategic characteristics of 

knowledge staff. The theoretical basis of this classification is the human capital 

architecture (Lepak & Snell, 1999). According to the architecture, not all the knowledge 

and skills possessed by staff are of equal strategic importance. According to the two 

dimensions (namely uniqueness and value) of human capital, a human capital 

architecture with four different staff models (namely internal development, acquisition, 

reduction and alliance) can be constructed; teachers as knowledge staff are involved in 

these four staff models so that they understand the needs and expectations of relevant 

staff, and fulfill their requirements and expectations by adjusting internal activities, 

goals and strategies in the organization (N. W. Cai & Zhang, 2014). 

Summary 

University teachers as knowledge staff possess characteristics covered in all 

dimensions. While earning income, they need universities to share the value and 

results they create therefor; their sense of loyalty comes from more often their own 

professional and academic achievements, of which they are extremely proud. At 

present, research on classification of knowledge staff by scholars in China is still 

immature and limitations exist no matter which of the above classification methods is 

adopted; therefore, the classification has not been widely recognized by fellow 

scholars. However, knowledge staff have common characteristics, including reserve, 

creation, application and spreading of knowledge (Liao, 2009). In the literature, the 

characteristics of knowledge staff are analyzed by classification, and knowledge staff 

are classified by industry. Knowledge staff management is in the initial and 

introduction stage in China. Many universities just copy the successful experience of 

the enterprise or the successful experience in non-knowledge staff management, 

regardless the working characteristics of university teachers as knowledge staff, 

resulting in many new problems (Liao, 2009). In this paper, the author studies the 

relationship between the professional loyalty and the turnover intention of teachers as 

professional knowledge staff in Chinese university (independent colleges), in the hope 

of contributing to further management on teachers. 
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2.5.2 The Concept of Teachers' Professional Loyalty 

Hu Yongxin, a Chinese scholar, had a thorough understanding of professional 

loyalty of teachers. He believed that professional loyalty of teachers includes the 

professional loyalty to individuals, which is generally manifested as their trust in their 

superiors and their loyalty and followership to leaders of universities; the professional 

loyalty to a group is manifested as the loyalty and service to their preferred groups; the 

professional loyalty to the career refers to the devotion to and persistent pursuit of 

education (Y. Hu, 2006). At present, no consistent and recognized definition has been 

made for the loyalty of teachers by experts and scholars at home and abroad. From the 

perspective of research objects, meaning and methods, there are some differences 

between the concepts of teachers’ professional loyalty given by experts and scholars 

(X. Qin, 2008). The professional loyalty of university teachers as professional 

knowledge staff is defined and explained as follows: “The professional loyalty of 

university teachers refers to the loyalty to, reverence and enterprise for professional 

work, scientific research, and teaching of disciplinary knowledge” (X. Zhao & Jiang, 

2008). Another Chinese scholar also agreed on the above-mentioned scholar’s 

definition of the professional loyalty of university teachers and interpreted the 

professional loyalty of teachers as professional loyalty to their profession and 

professional disciplines, including the reverence for and devotion to, strong senses of 

honor and mission in their professional work, the belief for which they are willing to 

devote their life and the positive working status. British educators also believed that 

there are “two kinds of professional loyalty” of university teachers, namely the loyalty 

to their personal professional teaching and the loyalty to their professional academic 

work (Silver, 2002). 

Traditional professional loyalty of university teachers is generally “multiple 

loyalty”, that is, loyalty to universities, their profession, professional research field, and 

disciplines they teach. In the research, the professional loyalty dimension of university 

teachers is also a variable designed based on dual-loyalty structure, including 

psychological contract violation, job satisfaction, work engagement, organization 

commitment, professional commitment, and turnover intention. Working environment 

and actual working situation of university teachers as knowledge staff are based on the 

relationship between variables under the multiple-loyalty structure professional loyalty 
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of teachers relies on their persistent pursuit of and passion for their profession. 

2.5.2.1 Study on Professional Loyalty Teachers 

Through reference to the literature, the professional loyalty of 

university teachers around the world is not high. In the research on the working 

attitude towards the administration and management of university teachers, it is found 

that professional loyalty of teachers as professional knowledge staff in 18 countries 

(including Argentina, Australia, Brazil, Canada, China, Finland, and Germany) to the 

organization or the disciplines is declining. It is also found that in daily professional 

work and teaching, young and middle-aged teachers’ pay more attention to 

professional opportunities to study outside universities and opportunities for 

discipline-based professional development given by universities, so as to achieve the 

stability of professional commitments (Cummings, 2017). For case studies on 

universities and teachers, after long-term case analysis and comparison, it is found that 

the professional loyalty of university teachers is closely related to their professional 

academic freedom. The research showed that the higher their professional academic 

freedom, the higher their professional loyalty, and vice versa; therefore, the 

professional academic freedom of teachers must be improved in order to improve their 

professional loyalty (P. M. Smith, 1950). Scholars in China analyzed the 

responsibilities and obligations of teachers from the perspective of professional 

teaching field. As knowledge transmitters, explorers, leaders of social professional 

knowledge and in technical fields, cultivating professional talents with persistent 

belief in professional knowledge research and excellent technical skills and innovative 

talents is an important mission of university teachers; besides, university teachers are 

responsible for social service and improvement of spiritual civilization (Dequan Li, 

2012). In other words, teachers as professional knowledge staff are willing to associate 

their professional knowledge acquired over their lifetime and successful experience in 

professional scientific research with career in higher education, to realize their own 

life value in their professional fields. 

In the research literature, domestic and foreign research on the 

professional loyalty of university teachers to the profession is relatively narrow and 

the research methods lack diversity; the theoretical system is not perfect enough; some 

papers only focus on the implementation measures, and there is not much theoretical 
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analysis, and there is also a lack of investigation and data analysis. In this paper, the 

research on the professional loyalty of Chinese university teachers focuses on teachers 

with profound knowledge and high professional ability from independent colleges of 

regular universities. They have special professional knowledge and skills and are 

generally experts and scholars in their professional field. In the complex and uncertain 

environment, they keep learning and strive for innovation to maintain their dominant 

position. For professional knowledge staff, this working style is like capital 

accumulation and appreciation. They accept the working style and attitude voluntarily 

and naturally, not compulsorily. Therefore, it is necessary to study the professional 

loyalty of university teachers as professional knowledge staff from a broader 

perspective and at a deeper level. 

2.5.2.2 Research Types of University Teachers’ Professional Loyalty 

The professional loyalty of university teachers as professional 

knowledge staff is closer to the professional loyalty to their professional work, 

discipline development and professional teaching work. In fact, the professional loyalty 

of teachers can also include attitudinal loyalty and behavioral loyalty. Yu Meiya 

believed that attitudinal loyalty refers to the working attitude of teachers as professional 

knowledge staff towards professional work, the assessment of which shall be focused 

on teachers’ cognition, emotions and behavioral tendencies; behavioral loyalty refers 

to a series of concrete behavior that show teachers’ continuous exploration and pursuit 

of innovation in the professional field, strong desire for achievement and professional 

interest, and they care more about their contributions in the professional field and their 

value, with emphasis on the standards for contribution to universities, the country and 

the society (M. Yu, 2015). In fact, the professional loyalty of teachers should combine 

attitudinal loyalty and behavioral loyalty to their professional field, discipline 

development and professional teaching. The specific manifestation is that they do their 

best in conquering challenges in their professional field, and make great efforts in 

respects of ideology, discipline development and the competition of professional 

competence among universities, so as to make academic and professional contributions 

to universities, students, the country and society, and maintain the professional 

academic fairness and academic freedom of universities (Bessant & Francis, 1999). 

Besides, the professional loyalty of university teachers as professional 
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knowledge staff also refers to their passion for their professional work, research, and 

professional teaching. It is a quantitative concept and can be expressed as recognition 

of the development of universities, management system thereof, development of 

scientific research thereof and the professional work, teachers’ dedication, sincere 

service, commitment to research degree of professional work (Xie & Zhu, 2011). The 

judgment on teachers’ professional loyalty by themselves as professional knowledge 

staff will be affected by the customs of various countries and culture of universities. As 

teachers with special professional skills, how to make meaningful engagement to 

increase the overall value of professional fields of universities has become one of the 

important factors affecting the professional loyalty (M. Yu, 2015). Finally, the 

professional loyalty of university teachers as professional knowledge staff includes the 

respect, love, strong senses of honor and mission for their profession, the belief that 

they are willing to dedicate their lives to the profession and a positive behavior state; it 

is also the overall evaluation of their quality of life based on their own standards. It is 

a multilevel and complex mental state formed by interacting individual awareness, 

needs (including motivation, desire, and interest), emotions and other psychological 

factors with external inducements (B. Zao & You, 2013). 

The main subject of the research in this paper is teachers. From the 

perspective of the working characteristics of teachers as professional knowledge staff 

with special skills, their intrinsic autonomous behaviors are relied on. As knowledge 

transmitters, explorers, leaders of social professional knowledge and in technical 

fields, university teachers’ responsibilities are heavy. On the one hand, they shoulder 

the mission of cultivating high-quality professionals and innovative talents with 

persistent belief, noble characters, profound knowledge and strong business skills; on 

the other hand, they bear the social responsibility for serving the society and improving 

social material and spiritual civilization (X. Zhou, 2013). From the perspective of the 

characteristics of psychological needs, the realization of teachers’ personal value and 

the rich research results in the professional field occupy a core position in the 

professional value system of teachers, and such noble and special professional roles 

put forward higher requirements for the professional loyalty of university teachers in 

the professional field; effective references for and assistance in deeper research on the 

relation among the professional loyalty of teachers in professional scientific research, 
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quality of life and self-harmony are provided; meanwhile, effective references and 

assistance are also provided to improve the professional loyalty to professional 

teaching of university teachers as professional knowledge staff. 

2.5.2.3 Research Methods and Measurement Characteristics of 

Existing Teachers’ Professional Loyalty 

At present, previous research on loyalty of teachers focused on the 

loyalty to the organization and the superiors, and the teaching loyalty to the students, 

but often ignored the professional loyalty of teachers to their personal professional field 

in their career. For the research on the professional loyalty of teachers, researchers have 

taken different research methods because of different research ideas. There are mainly 

four research methods for the professional loyalty of teachers as professional 

knowledge staff namely conceptual, modeling, mathematical statistics and descriptive 

methods (Z. Wang & Guo, 2013). Descriptive method is mainly used for research on 

the professional loyalty of university teachers as professional knowledge staff in China. 

Through this method, researchers specifically describe some existing phenomena, do 

not test any hypotheses, or make any practical concrete statements or description or 

argumentative research; from the perspective of conceptual method, perhaps the logical 

thinking and arguments in their papers are significantly related to the working attitude, 

status and process of predecessors and the research on rational field is paid more 

attention to (Jiangxia Li, 2003). Due to the complexity of the work of teachers as 

professional technologists, although there are qualitative descriptions and research in 

the previous literature, there are relatively less quantitative research on the professional 

loyalty of teachers in their professional working field and discipline. At the same time, 

after reading many literatures, the author has found that the above two methods are 

adopted almost in all related literature on the professional loyalty of teachers in foreign 

countries. However, there are still scholars trying to use modeling or mathematical 

statistics method for the research on the professional loyalty of teachers in regular 

universities in China. For example, Chinese scholar K. Huang (2008) constructed a 

qualitative model and a quantitative model to study the mechanism of the professional 

loyalty of young backbone teachers in higher vocational colleges; S.-F. Li, Shi, and 

Wang (2008) and other Chinese scholars also established a structural model of job 

satisfaction in respect of universities, environment, leadership management, and 
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interpersonal communication in the daily teaching work of tourism teachers, analyzed 

and discussed the affecting factors. W. Wei (2007) used specific questionnaire survey 

and mathematical statistical tools to analyze the job satisfaction on all working aspects 

of most university teachers in China and the affecting factors. Jijia  Zhang (1991) found 

the main pressure source of university teachers’ lives by specific questionnaire survey 

and mathematical statistical analysis method and took targeted measures to reduce 

teachers’ psychological pressure. At present, there are not many research methods and 

tools. The quantitative structural model in mathematical statistics has not been used for 

in-depth discussion, nor scientific specific indicators have been used to analyze and 

solve problems. Obviously, if the professional working characteristics of teachers as 

professional knowledge staff cannot be measured relatively accurately to make clear 

distinctions between such characteristics and other professional loyalty factors, then it 

is impossible to find true reasons for declined loyalty, excessive turnover, turnover 

intention, and resignation from universities where they work; the professional loyalty 

of university teachers as professional knowledge staff derive from their internal 

satisfaction in the professional field, and teachers are loyal to their own profession 

rather than to universities and their immediate superiors; in order to be consistent in 

their profession, they need to keep learning and updating their knowledge, and seldom 

use a specific period of time to measure their professional work, teaching and scientific 

research, in the hope of having more freedom, decision-making power, and choices in 

work, and gaining the support of the organization and the society (W. J. Zhang & Li, 

2001). 

As to current research methods for teachers’ professional loyalty and 

related literature research in China, descriptive and conceptual analyses are the research 

methods used in most of the literature. At the same time, the professional loyalty of 

teachers to the profession is confused with the professional loyalty to the organization, 

the superiors, and the existing work, without a full understanding or thorough analysis 

of the fact that the professional loyalty of teachers as knowledge staff is the persistent 

pursuit of the professional work they love. For the research on the professional loyalty 

of teachers as professional knowledge staff, it is necessary to integrate methods of 

modeling and mathematical statistics and conduct in-depth investigations to obtain 

detailed information; in the research, it is also necessary to achieve organic combination 
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by using qualitative, quantitative, empirical, and normative, critical, and descriptive 

research methods. 

 

2.6 The Relationship between Psychological Contract and Universities’ 

Teachers' Loyalty 

As an implicit contract, psychological contract exists in the mind of the 

organization and staff after they sign an economic contract. The contract will not 

disappear due to one party’s deliberate avoidance. The contract violation caused by 

psychology of the employees to the employer continues to exist, and then the 

employees may intend to leave or resign. At present, researchers’ research on the 

impact of psychological contract theory on the improvement of the employees’ loyalty 

and the research on psychological contract in management practice are mainly 

concentrated in organizations. The research scope is relatively narrow, and there are 

not many methods. The empirical research on the content and dimensions of 

psychological contract mainly focuses on the empirical aspect, and other aspects and 

fields are less involved. Psychological contract is the unwritten expectation of 

obligations of universities and teachers under the employment relationship. It is a 

subjective psychological expectation that exists beyond a paper contract; its content 

changes with the change of internal and external factors (N. Zhang & Li, 2019). As for 

university teachers, the psychological contract not only reflects the responsibilities 

listed in the economic contract between universities and teachers but also the 

universities’ expectations of teachers to agree with the universities’ philosophy, 

combine teachers’ interests with those of universities and to achieve due diligence and 

dedication in teachers’ professional positions; while teachers expect to keep learning 

in their professional areas, update their professional knowledge, improve professional 

scientific research capabilities and teaching ability through their own efforts, be 

recognized by universities and gain more freedom and decision-making power in their 

professional field (M. Yu, 2015). The psychological contract is mutual. The subject 

position of the organization and its members in the psychological contract is equal. 

While putting forward expectations of and requirements for the other party, one party 

should try to understand and meet the other party’s expectations of itself; the 
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psychological contract includes not only expectations but also commitments to 

responsibilities and obligations and reciprocity (H. Luo, 2009). 

Psychological contract, as a psychological bond to maintain the loyalty of 

teachers to universities, is powerful psychological and emotional support to strengthen 

the relationship between teachers and universities; the establishment of psychological 

contract between the two parties can gradually transform teachers’ perceived 

organization commitment to psychological expectation to stimulate their potential 

(Huqiang Chen & Zhang, 2013); the intangible rules of psychological contract can 

drive teachers to constantly review their and universities’ development based on 

psychological expectations, to constantly adjust their behavior in dynamic 

environment, and closely link their personal career development with universities’ 

development, so as to enhance their active loyalty to universities and transform 

passive loyalty into active loyalty at the same time (X. Jiang, 2012). It also provides a 

theoretical basis for the analysis below of its influence on the professional loyalty of 

university teachers as professional knowledge staff and related variables analysis.  

 

2.6.1 Positive Effect of Psychological Contract on University Teachers' 

Loyalty………………………………… 

The employment contracts between teachers and universities and their specific 

contents are based on the coordinated psychological contract which is established 

based on mutual trust and understanding). It shows the content implicitly and 

informally and does not appear in written form in the relationship between the 

employer and the employee. It is not a binding, mandatory or compulsory contract (B. 

Zao & You, 2013). Compared with the psychological contract, the economic contract 

is relatively stable. The difference is that the relationship between the employer and 

the employee under the psychological contract is always in a state of revision and 

changes according to changes in internal and external environment. However, the 

main factor causing the decline in the loyalty of university teachers in actual work is 

the incongruity of the psychological contract between teachers and universities  (Y. 

Gao & Li, 2010). 
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The loyalty of university teachers is an internal idea that obligations and power 

are equal, which reflects the common goals of teachers and universities, including 

values of coordination and identity or teachers’ internal and external adaptability to 

university environment, contribution to university, creativity, and innovation (M. Yu, 

2014). Although whether teachers are loyal to universities is affected by the economic 

contract between teachers and universities, many aspects are reflected in written and 

informal contracts, and there is no affected aspect specifically involved; when 

teachers’ expectations in the psychological contract between teachers and universities 

are reached, and the loyalty of teachers to universities will be higher  (Xiaolu Lin, 

2017). 

Under a good psychological contract, universities and teachers are loyal to 

each other. Teachers provide universities with intellectual work, and universities 

provide teachers with good salaries and opportunities for personal professional 

development and try their best to meet other reasonable needs of teachers, to improve 

the teaching, academic and scientific research levels of teachers and make room for 

future development of universities. Establishing a good psychological contract is the 

basis for the establishment of mutual loyalty between universities and teachers, which 

is exactly the only way for the development of universities. 

 

2.6.2 A Negative Effect of Psychological Contract on University Teachers' 

Loyalty 

After a large number of literature research, it is found that the decline of 

university teachers’ loyalty has a lot to do with psychological contract violation. 

Researchers generally believed that the main reasons for psychological contract 

violation are the resentment and anger caused by the unfair treatment and betrayal 

recognized, perceived and realized by employees; once employees believe that there is 

great imbalance in the psychological contract made by them and the organization, 

either an adjustment shall be made by the organization or the existing psychological 

contract shall be terminated (L. Gao, Gao, Marxism, & University, 2015). For 

university teachers, psychological contract violation has a significant negative impact 

on their working behavior and attitudes. As a result, teachers often put forward 

opinions, complain about their work, lose confidence in the organization and even 
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resign (W. W. Chen & Zhu, 2003). 

If the resignation process of university teachers is carefully studied, it may be 

found that the losses suffered by universities are beyond imagination, such as teachers’ 

low working efficiency before the resignation; the performance level of university 

teachers begins to decline long before the resignation until zero at the time of 

resignation. Objectively, teachers’ working performance declines; the number of times 

of negligence increases; they care more about self-interest and even benefit themselves 

at the expense of public interests; subjectively, they do not work proactively and are 

not as dedicated as before, with laziness, lassitude and complaints (H. Qin, 2005). As 

long as university teachers are psychologically dissatisfied with their work, 

universities will suffer losses. In addition, with low loyalty, even if teachers are unable 

to resign due to certain factors and still work in their current post, they may also be 

psychologically resistant and separate themselves from actual work and will not work 

heart and soul but muddle through their tasks and duties. 

Finally, for universities, the loss or turnover of teachers represents a huge 

divergence in the psychological contract between universities and teachers, which 

means that teachers completely withdraw to look for another job; the turnover of 

teachers especially academic leaders may cause substantial retrogression of the entire 

discipline, and some backbone teachers are even willing to follow them. Universities 

can only make up for this loss through internal training or external recruitment, which 

will increase costs and expenses undoubtedly Therefore, the psychological contract 

has a great impact on enhancing teachers’ loyalty and promoting universities’ 

development. How to build a harmonious psychological contract relationship in 

universities under the new situation should be the focus of current Chinese universities; 

the most obvious loss is the teachers’ turnover cost. 

Psychological contract is a very complex psychological structure. On one 

hand, it is implicit, and both parties’ expectations of each other are hidden deep in 

their heart. Asymmetry in information can easily lead to misunderstanding. On the one 

hand, the content of the psychological contract is dynamic. It will change with the 

change of the external environment and the different needs of people in different 

periods. The psychological contract violation is almost inevitable; this change in the 

psychological contract will directly lead to teachers’ changes in mood, behavior and 
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attitude towards work, scientific research, and teaching. If universities do not pay 

attention to such changes, shut their eyes to them, and adopt evasive methods, the 

loyalty of teachers will decline (Duan, Ye, & Duan, 2019). Therefore, universities 

should strengthen communication with teachers, which is the basis for clarification of 

the psychological contract, further clarify the scope and requirements of teachers’ 

work, and eliminate their discomfort in daily work, and narrow the gap between the 

reality and the ideal. Questionnaire survey and other methods should be used to track 

teachers’ psychological changes and understand their psychological expectations in 

different periods; if the psychological contract is violated, universities must know 

about the reasons through dialogues and make a reasonable explanation, then take 

effective measures to revise and adjust  the psychological  contract  after 

comprehensively considering the opinions of teachers, so as to reach a new consensus 

(M. Yu, 2014). 

 

2.7 Background and Theoretical are based on Psychological Contract 

Theory 

From the development process of psychological contract and related scholar 

research, psychological contract was initially used as a conceptual term to understand 

and describe the phenomenon of subjective and objective relationships between the 

employers and employees. Because this phenomenon involves a number of disciplines 

such as economics, law and management, related theories of these available disciplines 

include: transaction cost theory in the economics (Coase, 1937), contract law theory in 

law, which has undergone three phases: classical contract law theory, neo-classical 

contract law theory and relational contract theory (Feinman, 1999), and social 

exchange theory in sociology (Homans, 1958), as well as expectancy theory (Victor H 

Vroom, 1964) and equity theory (J. S. Adams, 1965) in psychology. Psychological 

contract is gradually becoming an important theoretical framework for describing and 

explaining the employment relationship, an important theoretical basis for revealing 

the nature of organizational behavior and human resource management, and a 

theoretical foundation for adjusting the employment relationship, developing human 

resources and enhancing organizational motivation (J. Cheng, 2007). 
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2.7.1 Differentiation of Theory are Related to Psychological Contract 

Conceptually, the psychological contract clearly differs from the cost 

transaction theory in the economics and the contract law theory. “Cost transaction” in 

an economic contract refers to the legal and express stipulation of the responsibilities 

and obligations of both parties through bargaining and negotiation between the 

organization and the employees, and it is determined in writing, and protected by law. 

The “cost transaction” in an economic contract becomes effective as soon as the 

agreement is signed, and usually remains unchanged during the validity period of the 

contract. While psychological contract refers to the understanding and perception of 

the organization and the individual on the obligations and responsibilities contained in 

their relationships, and it is implicit and intangible, and can only be subjectively felt 

by both parties. Besides, psychological expectations of the organization and employees 

will also change with the development of the organization and changes in the 

environment. Therefore, psychological contract is dynamically changed. At the same 

time, in the transaction cost theory, the responsibilities and obligations of both parties 

are clear and complete, and different organization managers must act in accordance 

with the contract, otherwise they will be regarded as a breach of contract. But in 

psychological contract, enterprise managers at different levels have different 

understandings of psychological contracts within the same period, and even enterprise 

managers at the same levels will have different understandings of psychological 

contracts at different stages. Hence, psychological contracts are more complicated and 

often manifested in the consequences for breach of contract. Either the organization or 

employees will have to undertake corresponding consequences and legal 

responsibilities if they violate the economic contract. However, the violation of 

psychological contract is only a subjective feeling and emotional response, and may 

not necessarily trigger the behavior of revenge, even if the psychological contract 

difference may lead to serious consequences, such as strikes, slowdown and 

resignation (Herriot & Pemberton, 1997). The contract law is subject to necessary 

elements and clear written agreement and can only be changed with the consent of 

both parties, stressing the mutuality of the contract. A psychological contract can be 

unilaterally changed by either the employer or employee, and it lacks the element of 

an agreement. A legal contract is bilateral, clearly defined, and costly in case of 
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violation, while a psychological contract is the beliefs that employees think they are 

entitled to and should have something due to the employer's promises or hints (Guest 

& Conway, 1997). 

From the above research literature, it can be seen that in cost transaction and 

the contract law, the obligations of both parties are expressly stipulated in an 

employment contract, while the obligations of both parties to the psychological 

contract are more maintained by hint and perception. Therefore, the obligations of the 

employer and employee in a psychological contract mutually perceived by them are a 

process of social exchange and an inseparable part of the psychological contract. Their 

mutual obligations are the most basic part of the social exchange relationship. Social 

exchange is defined as the interest exchange between two or more individuals, and 

exchange relationships are ubiquitous in all cultures and organizations, such as 

business activities and organizational behaviors; it can further prove that the 

relationship between employees and the organization is a kind of exchange of interests. 

 

2.7.2 Social Exchange Theory 

Social exchange theory is a sociological theory that originated in the United 

States in the 1960s. Homans et al, the representatives of this theory, used the economic 

concepts to explain social behaviors whose sustainable development depends on 

mutual reinforcement in people's social interactions (Homans, 1958), Specifically, 

social exchange refers to the social psychology and social behavior exchange in 

interpersonal relationships, and its core is the “principle of reciprocity” (Knox, 1963). 

Interpersonal communication is essentially similar to commodity exchange. In 

the process of social exchange, what is given to others is a cost to the giver, and what 

is obtained from others is a benefit to the obtainer. Interpersonal relationship is that 

individuals seek the satisfaction of their needs in the interactions (Homans, 1958). 

Whether people can attract each other and whether the interpersonal relationship can 

continue depend on the satisfaction of the needs of both parties. If both parties obtain 

positive results, and feel that they get benefits more than cost, the relationship can 

continue (Cosmides & Tooby, 1987). Besides, when people get benefits from others, 

they always feel obligated to make certain returns. Similarly, if only one of the two 

parties feels that they obtain negative results, and get more kicks than halfpence, the 
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relationship will gradually estrange or even break up. The rewards and costs here are 

not limited to material wealth. Costs may include consumption of physical strength 

and time, giving up enjoyment, enduring punishment, and mental pressure. The 

rewards may also be psychological wealth (such as spiritual rewards, enjoyment, or 

comfort) and social wealth (such as gaining identity, status and prestige). Some 

scholars also emphasize that this reciprocal relationship constitutes a dynamic 

mechanism in social life. Gouldner pointed out that to obtain benefits, both parties in 

social exchanges need to repay the benefits they have got. This need is used as the 

starter of a social interaction (Gouldner, 1954). The concept and connotation of social 

exchange are borrowed from economic exchange, but they are much different from 

each other. Another representative of social exchange pointed out: social exchange 

brings unspecified obligations, and economic exchange usually clearly stipulates the 

amount of exchange; in addition, social exchange will arouse personal responsibility, 

gratitude and trust, while pure economic exchange will not (P. M. Blau, 1964). 

The theory of psychological contract is proposed based on the social exchange 

theory. Scholars believe that psychological contract is a special phenomenon of social 

exchange between employees and enterprises. This theory involves not only economic 

and material exchanges, but also behavioral and emotional exchanges. However, this 

exchange is not like economic exchange that depends on explicit and specific 

regulations, and that is compulsorily restrained and controlled by laws once it is 

formulated; while psychological contract is restrained and controlled by the covenanter 

(D. M. Rousseau, 1994). Although this type of exchange does not rely on explicit 

regulations like economic contracts, it will be measured and compared based on social 

norms and people’s values. For this reason, although the psychological contract is 

subjective and implicit, it has a significant impact on the formal labor relationship, the 

activities of both parties during the validity period of the labor contract relationship, 

and the behaviors and attitudes of both parties to the contract, and it is an important 

factor that determines an organization’s effectiveness and development. 

In short, through the theoretical analysis of psychological contract, the 

psychological contract is the expectation of the employees and the organization on the 

mutual responsibilities, rights, and obligations between them. The psychological 

contract theory has the ability to maintain, regulate, control and protect the work and 
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activities of employees and organizations (Millward & Hopkins, 1998). Hence, 

psychological contract may become an effective way for the organization to manage 

and develop human resources.  

 

2.7.3 Expectancy Theory 

Expectancy theory is proposed by Victor H Vroom (1964), an American 

psychologist, in his book Work and Motivation. He thought that an individual will take 

a specific action when it is expected to bring attractive results to him. Expectancy 

theory is based on self-interest, and states that every employee is seeking the 

maximum self-satisfaction. Effective motivations depend on the individual's 

expectations of rewards and ability to complete tasks. This theory studies the causality 

between people’s efforts and the final rewards they receive and explains the motivation 

process and suitable action to achieve the final rewards. This theory points out that 

employees’ attitude towards work depends on the connection between efforts and 

performance, the connection between performance and reward, and the connection 

between reward and personal goals. 

The core of expectancy theory is two-way expectation. The organization as a 

manager expects the behavior of employees, while employees expect rewards from 

managers. The expectancy theory assumes that managers know what is most attractive 

to employees. But employees make judgment by feeling, if they feel that they can 

achieve the required performance through hard work, and then get attractive rewards, 

regardless of the actual situation. 

Psychological contract was first defined as an expectation about the 

responsibilities and obligations of both the employee and the organization. In nature, 

psychological contract is similar to expectation in many aspects, but they are not the 

same. Researchers believe that psychological contract is an individual's understanding 

of mutual obligations based on mutual exchange (D. M. Rousseau & Tijoriwala, 

1998). D. M. Rousseau and Tijoriwala (1998) believed that psychological contract is 

expectations, but not all expectations belong to psychological contract, which has a 

greater impact on people than the former.  
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2.7.4 Equity Theory 

The equal distribution principle is sourced from the social exchange theory. 

Equity theory, also known as social comparison theory, is put forward by J. S. Adams 

(1965), an American psychologist. Specifically, according to the equity theory, the 

equity that an employee perceives is the ratio between his inputs and rewards. The 

perception is highly subjective because it is compared with the reference object. In a 

relationship, if one finds that the ratio between his rewards and inputs is roughly the 

same as that of the other side, he would think the distribution is equitable and 

psychologically feel it is fair, and then the relationship will continue; if he finds that 

the ratio is lower than that of the other side, he would complain, anger or has other 

negative emotion, and take certain actions (such as reducing inputs or interrupting the 

relationship); if he finds the rewards he obtains are far more than what he deserves, or 

the ratio is much higher than that of others, he would feel guilty, and try to take 

compensatory behaviors (such as increasing inputs) to maintain psychological balance 

(Gibson, Ivancevich, Donnelly, & Konopaske, 2007). 

According to this theory, all employees in an organization want to be treated 

fairly and receive satisfactory results comparable with the inputs they bring to the 

work. The inputs of the employees include education, skills, experience, efforts and 

time, and the results they get include external and internal rewards such as 

remuneration, benefits, and sense of accomplishment, sense of identity, challenge, and 

career prospects. After a great number of studies, J. S. Adams (1965) found that 

employees are very sensitive to whether they receive fair and reasonable treatment. 

Employees usually determine whether they are being treated fairly by estimating 

whether their own income-to-input ratio is equal to that of others. Equity theory states 

that for most employees, personal perceptions of equity are affected by both absolute 

and relative remuneration, which provides enterprise managers with a new perspective 

and thinking in solving employee incentive problems. 

The equity theory explains the attitude and behavior reaction of the employees 

when they violate psychological contract. When employees find that there is a gap 

between what they get and what the organization promises, they will perceive that the 

psychological contract has been broken and feel unfair, so they will reduce their inputs 

in the organization. At the same time, the perception of the psychological contract 



 69 

comes from the practices of the organization, and psychological contract violation of 

the employees is related to process equity and distribution equity (Greenberg, 1990). 

Psychological contract violation also involves procedure equity, which reflects the 

evaluation quality of the organization's treatment of employees. If the organization 

fails to respect the promises in the implicit contract, the employees will feel that the 

contract has been violated, thereby affecting the quality of the employment 

relationship (D. M. Rousseau, 1989). Studies have shown that employees perceive 

frequent violation of psychological contract. Therefore, the impact of psychological 

contract violation on employees' attitude and behavior is more worthy of attention 

(Peng, 2008). 

 

2.8 Psychological Contract Development 

Psychological contract can be traced back to Mayo’s Hawthorne Experiment in 

1960s. Before this, Taylor's scientific management was dominant, and its main content 

was the hypothesis of “economic man”, which connected people’s work with their 

income. But later, more and more studies have shown that there are many other factors 

affecting people’s work (Hong, 2016), such as morale, sense of belonging, and 

effective management. According to the Hawthorne Experiment, managers realize that 

work efficiency mainly depends on people's inner states rather than external hardware 

equipment. The term psychological contract was first introduced into the management 

field in the 1960s. After the mid-1980s, especially in recent years, more and more 

researchers began to get involved in this field (S. Wang, 2006). Psychological contract 

has also become one of the important research topics in the field of human resources 

and organizational behavior. In the current field of psychology research, there are 

different understandings and interpretations of the research objects and definitions of 

psychological contracts, without an authoritative and unified understanding of them in 

the current academic field. Overall, the research on psychological contract is mainly 

divided into the following stages:  
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2.8.1 The Stage of Theory (From 1960s to the end of 1980s) 

Argyris (1960) proposed the concept of psychological contract in his book 

Understanding Organizational Behavior, which describes the relationship between 

subordinates and supervisors, but he neither clearly defined the psychological contract 

nor made it clear in other fields. Levinson, Price, Munden, Mandl, and Solley (1962) 

defined psychological contract as a series of unwritten expectations within the 

members of an organization. Kotter (1973) believed that psychological contract is an 

implicit relationship between individuals and organizations. 

From the research and elaborations of the above authors, it can be seen that 

psychological contract is defined as an unwritten contract, an implicit agreement or an 

expectation. Since the initial research believed that psychological contract is the 

subjective understanding of the exchange relationship between the employee and the 

organization or employer, the definition of the psychological contract was not unified, 

which brought great difficulties to the conceptualization and research of the 

psychological contract. As a cognitive framework, psychological contract is the 

psychological basis of the interaction between the organization and employees. As the 

expectations of both parties (organization and employees) on mutual responsibilities 

and obligations, psychological contract includes two levels: individual level -

expectations of the staff (or employees) on mutual responsibilities; organizational 

level-expectations of the organization (or employer) on mutual responsibilities. It is 

easy to define the individual level, but there are always controversies about how to 

define the psychological contract at the organizational level. The focus of the 

controversy lies in who and what can represent the expectations of the organizational 

level (Yuan Li & Guo, 2002); some researchers represented by Rousseau believed that 

the research on psychological contracts should focus on the staff level (D. E. Morrison, 

1994; S. L. Robinson et al., 1994; D. M. Rousseau, 1989); they pointed out that as a 

party in a contractual relationship, an organization’s role is to provide a background 

and environment for the formation of a psychological contract, but itself is an abstract 

system and does not have the cognitive processing process of forming a psychological 

contract like an individual; if the organization’s agents (such as employers, high-level 

managers) represent the organization, certain deviations may occur, because 

employees form a contractual relationship with the organization instead of with the 
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organization's agents. 

 

2.8.2 The Deepening Stage of Theorization (1980s-1990s) 

In the late 1980s, due to different understandings of the concept of 

psychological contract, a lot of controversies arose among various schools. One school 

was called “Rousseau” School, represented by Rosseau, Robinson and Morrison et al, 

and its dominant idea was that psychological contract was an understanding of the 

subjective nature of mutual obligations between employees and employers or 

organizations after the establishment of an employment relationship (G. Huang, Liu, 

& Li, 2013); Another school was called “Classical School”, represented by Conway, 

Pemberton, Guest, and Herriot, and these scholars believed that the subjective 

understanding of the psychological contract is a mutual obligation between the 

employer and the employee for the exchange relationship (Jian Wang & Lu, 2010). 

2.8.2.1 Rousseau’s school of thought 

Psychological contract is a belief of an individual employee; although 

managers may have different understandings of the psychological contract relationship 

between employees and organizations, and it is possible that managers are not the 

actual parties to the contract. Later Rousseau proposed a more narrow definition of the 

psychological contract, and he believed that the understanding of the obligations 

between the two parties depends on cognition, perception, trust and other factors under 

the background of their employment relationship (D. M. Rousseau, 1990). S. L. 

Robinson et al. (1994) further explained that this belief refers to an employee’s 

perception and commitment to personal contributions and the exchange relationship 

with the organization. Freese and Schalk (1996) believed that because the expectations 

of employees and organizations are different, there are different levels of expectations.  

E. W. Morrison and Robinson (1997) believed that psychological contract is an 

obligation of mutual belief between employees and their organizations or employers. 

Because employees have different understanding and experience of mutual obligations 

between themselves and the organizations or employers, they may have different  

understanding and interpretation on the content of individual psychological contracts 

compared with others. The content of written contract may also be different. 
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2.8.2.2 Classical Views 

Herriot, Manning, and Kidd (1997) believed that psychological contract 

is a perception and understanding of mutual responsibilities and obligations between 

organizations and individuals. Tsui, Pearce, Porter, and Tripoli (1997) believed that 

psychological contract involves the individual and the organization, and mainly 

focuses on the “manager” to study the psychological contract from the perspective of 

the organizations. Guest and Conway (1998) believed that Rousseau's concept of 

psychological contract is not clear enough on the issue of organization; at the same 

time, a psychological contract dimension is not established. Sparrow and Cooper 

(1998) also questioned why the Rousseau School excluded the organization from the 

psychological contract as only a bystander, and they supported the views and 

arguments of early psychologists. They mainly stressed that the formation of 

psychological contract is a process of social exchange, a process of mutual bargaining 

and negotiation, a process of balancing rights, and an interaction process of influence. 

Other scholars also emphasized the need to follow the will proposed by the 

psychological contract as a subjective understanding of the responsibilities and 

obligations of the employer and the employer in the exchange relationship; the 

psychological contract is the subjective understanding of the relationship between the 

employer and the employer (Herriot & Pemberton, 1995b). 

Through the research and elaborations of the above scholars, it can be 

seen that the “Classical School” defined the psychological contract as the two-level 

relationship between the employees and the organization, but the scholars of the 

“Classical School” did not find the “organization-manager”, making it difficult to get 

a major breakthrough in later research. In the psychological contract of the Classical 

School, due to the ambiguity of the “manager” of the organization, the viewpoint of 

replacing the organization with a manager will inevitably be biased. 

 

2.8.3 An Empirical Study of the Theory Stage (1990-1999 until now) 

Since the end of the 1990s, with the increasingly in -depth research of 

psychological contract, the research on its theory has become more operable, and its 

concept has become clearer. More scholars have used quantitative methods to conduct 

in-depth discussions and research on psychological contracts. Shore and Barksdale 
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(1998) believed that psychological contract is related to high-level cognition and 

perceptive emotional commitment, professional expectations, and organization 

support, as well as the loss of lower-level personnel. More studies have found that 

psychological contracts have a significant impact on employees job satisfaction, 

employee turnover intentions and organization policies (Larwood, Wright, Desrochers, 

& Dahir, 1998). A large number of empirical studies have concluded that the higher 

the consistency of the psychological contract between the employee and the employer, 

the higher the employee’s personal satisfaction with the organization (Porter, Pearce, 

Tripoli, & Lewis, 1998). 

Tehrani (1998) 's research also pointed out that psychological contract has a 

huge impact on employees during the organizational economic transition period, 

business mergers and reorganizations, and employee layoffs. During the affecting 

period, employees’ behaviors are greatly influenced. Due to the organization’s failure 

to comply with the “commitment-based” psychological contract, employees will feel 

the psychological contract has been violated, and have a subjective perception or 

cognitive evaluation of the organization’s failure to fulfill its promise or responsibility 

in the psychological contract, which is employees’ cognitive feeling that their income 

is less than what they have been promised. In predicting the organization, Millward 

and Hopkins (1998) believed that the psychological contract is more convincing than 

the organizational commitment. Because the two parties of the psychological contract 

determine the connotation of the psychological contract according to environmental 

changes and organization development, psychological contract is dynamic and 

changeable when the organization is in different development periods and the needs of 

the organization’s members are changed, so the psychological contract should be 

accordingly adjusted and improved based on the changes in the internal and external 

environment of the organization. Based on the existing studies,  Guest (1998a) 

proposed a theoretical model of the utility of psychological contracts in organizations 

from the perspective of employees, and conducted experiments and tests. The model 

puts the psychological contract at the core of the adjustment of organizational 

conditions and organizational effects. This model believes that the employee’s 

psychological contract includes three components: equity, trust, and agreement 

exchanges. Psychological contract is affected by causal variables such as 
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organizational climate and culture, human resource management policies and time, 

experience, expectations, and selection, and in turn it affects outcome variables such 

as job satisfaction, organizational commitment, job security, employment relationship, 

organizational citizenship behavior, absenteeism, and employee turnover intentions. 

On the basis of empirical research on the psychological contract in the organization, 

some Chinese scholars define the psychological contract as a subjective psychological 

agreement of what employers and employees should pay to each other in the 

employment relationship and what they should get at the same time. The core 

component of the agreement is the implicit and unwritten mutual responsibility of the 

employer and the employee (J. Cheng, Ling, & Fang, 2001). Other Chinese scholars 

believe that psychological contract refers to a series of mutual psychological 

expectations, which are the mutual perception of the parties to the contract but are not 

clearly expressed. These domestic scholars emphasize “psychological expectations” 

and clearly put forward the specific expectations of employees and organizations 

towards each other. At the same time, they point out which specific and detailed 

aspects of the psychological contract that enterprises and organizations can use to 

motivate employees (T. Zhang & Ding, 2001). Finally, there are more scholars who 

have their understanding of the psychological contract through related literature and 

materials. They believe that the “psychological contract” refers to a set of implicit 

agreement on rights and obligations formed on the basis of the mutual perception and 

recognition of the expectations of the two parties through various psychological hints 

at that time (Weilin Cao, Zhu, & Guo, 2007). 

Summary 

In general, scholars holding bilateral definitions do not agree with the unilateral 

theoretical view of D. M. Rousseau (1989), because organization only provides an 

environment and background for the formation of psychological contracts, and it does 

not have the function of cognitive processing; on the contrary, scholars of the classical 

school believe that it is necessary to follow the original intention of the psychological 

contract, that is, to explain the psychological contract from the perspective of the two 

parties involved in the employment relationship. The concept of the psychological 

contract in the unilateral relationship has also been further recognized and developed 

(R. R. Luo, 2014). D. M. Rousseau (1995) believed that the psychological contract is 
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more about an individual’s perception and belief system of the mutual responsibilities 

and obligations of both parties in the employment relationship, and the belief refers to 

the individual’s understanding and commitment to the exchange relationship between 

the employee and the organization (S. L. Robinson & Rousseau, 1994); moreover, this 

belief is not necessarily perceived by the organization or its agents; in general, the 

psychological contract is the employee’s understanding and belief in the mutual 

obligations between him and the organization based on his perception of the 

commitment from the organization (E. W. Morrison & Robinson, 1997). Because the 

point of view of D. M. Rousseau (1995) is clear, simple, and maneuverable, it is 

helpful to promote follow-up studies, especially the empirical research. After studying 

the definitions of psychological contract put forward by previous scholars, this paper 

follows the unilateral theory of psychological contract (D. M. Rousseau, 1989). The 

difference between Rousseau’s theory and previous theories is mainly in unilateral 

relations and organizational commitments. This theory believes that the key to whether 

subjective recognition can be regarded as a psychological contract is the commitment 

(D. M. Rousseau & Park, 1993). At the same time, Rousseau believed that the 

organization just provides an atmosphere, and the belief of managers cannot be 

unified. In the view of an individual, the commitment is the organization's obligation 

to him. Based on this subjective perception, employees work hard to exchange for 

rewards. Therefore, the psychological contract is formed by an individual unilaterally 

based on his subjective perception of the organizational commitment (D. M. Rousseau, 

1995). This paper agrees with the narrow definition of psychological contract: 

psychological contract refers to a series of beliefs in the mutual obligations based on 

employees' understanding of the organization’s policies, practices, and culture and 

their perceptions of commitments made by managers at all levels, and the beliefs are 

not necessarily perceived by the managers. Because the unilateral definition has clear 

boundaries and is easy to operate, it has brought convenience to empirical research, 

and has been adopted by many researchers. The application research based on 

unilateral psychological contract are far more than the research based on the original 

concept; psychological contract refers to a subjective agreement made by individuals 

on their own contributions to the organization and the sharing of the organization with 

individuals. Specifically, when it comes to teachers in regular universities in China as 
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knowledge-based professionals, the psychological contract refers to the teacher’s 

subjective view of what responsibilities and rights the school has for him as well as 

what responsibilities and rights he has for the school in the relationship between the 

teacher and the school. Due to the relativity of rights and obligations in bilateral 

relations, the meaning of mutual responsibilities between the two parties has become 

the main content of the psychological contract of teachers in regular universities. 

Based on this understanding, the psychological contract contains two major contents: 

“the responsibilities and obligations of regular universities to teachers” and "the 

responsibilities and obligations of teachers to regular universities”. These two major 

responsibilities and obligations are subjective instead of objective and realistic 

responsibilities.  

 

2.9 The Structure and Content of Psychological Contract 

The research on the dimensions of psychological contract is based on the study 

of the content of psychological contract. Scholars in this field believe that the specific 

aspects of psychological contract are numerous and cannot be fully covered (N. 

Anderson & Schalk, 1998). In the meanwhile, the content of the psychological 

contract varies widely because it is subject to the influence of personal, organizational, 

economic, political and cultural factors. By analyzing the structural dimensions of 

psychological contract, it is expected to have a general understanding of the 

constituent elements or main components of psychological contract (J. Chen et al., 

2003). The conclusions of a study on the dimensions of psychological contract may be 

influenced by external differences in the overall environment due to the different 

countries and cultures of the selected survey subjects. However, current studies by 

domestic and foreign scholars divide psychological contract into two dimensions, 

three dimensions or multiple dimensions, and thus there are the two-dimensional 

structure theory, three-dimensional structure theory and four-dimensional structure 

theory. 
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2.9.1 Two-dimensional Structure of the Psychological Contract 

At the very beginning, researchers described psychological contract as a two-

dimensional structure. D. M. Rousseau (1990), a typical researcher of two-dimensional 

structure, conducted a psychological contract survey on 129 MBA graduates through 

canonical correlation analysis, and found 7 items of employer responsibilities and 8 

items of employee responsibilities in psychological contract, which were categorized 

into these dimensions. Chinese scholars also believe that there are basically two 

dimensions: the first one is the "transactional contract dimension", which mainly 

reflects the contractual relationship of employees based on economic transactions; the 

second one is the "relational contract dimension", which mainly reflects a contractual 

relationship related to emotional exchanges and based on sociality (J. Chen et al., 

2003).D. M. Rousseau and Park (1993) have verified the two-dimensional structure of 

psychological contract. Although transactional contract differs from relational contract 

in the focus point, time frame, stability, scope, and degree of clarity, it is rational to 

divide psychological contract into the two categories, namely transactional contract, 

and relational contract. After that, the transactional factor and the rational factor were 

extracted from empirical research on the content of the psychological contract (S. L. 

Robinson et al., 1994). In the meanwhile, Robinson et al. verified Rousseau's research 

results through specific empirical research. These researchers conducted follow-up 

surveys on psychological contract violations of 125 MBA graduates and found that the 

employer's responsibilities in an employee's psychological contract  include two 

factors. The first factor is that the transactional contract includes high remuneration, 

performance rewards, promotion, development and other contractual items related to 

transactions of material things; the second factor is that the relational contract includes 

long-term employment guarantee, career development, training and other items related 

to sociality and emotional exchanges (S. L. Robinson & Morrison, 1995b); More 

scholars expressed that they had conducted research and analysis on aspects of the 

two-dimensional structure of psychological contract, and established the existence of 

the transactional factor and the rational factor of empirical psychological contract  

(Millward & Hopkins, 1998). Then some scholars questioned the "transaction-

relationship" dimension model, and extracted two factors: external contract and 

internal contract, from the analysis on the on-the-job MBA students as to the employer 
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responsibility factors (Kickul & Lester, 2001; Kickul, Lester, & Finkl, 2002). The 

external contract mainly includes the employer's commitments related to the 

employee's completion of work; the internal contract includes the employer's main 

commitments related to the nature of the employee's work. Domestic scholars used 

dedicated questionnaires to study the structure and dimensions of psychological 

contract of Chinese state-owned enterprise employees, used exploratory factor 

analysis to extract two factors which were named as "reality responsibility" and 

"development responsibility", and found that the degree of data fitness of the structural 

models of these two factors was highest (J. Chen et al., 2003). Some university 

teachers were surveyed through literature analysis, interviews, questionnaire surveys 

and other methods, and a structural questionnaire as to the psychological contract of 

university teachers was compiled. The results show that the psychological contract of 

university teachers includes the following two dimensions, namely the transactional 

dimension and relational dimension (M. Shan, 2007). Finally, other domestic research 

scholars, according to the different attributes and elements on which psychological 

contract depends (Yujie Li, 2007), divided the psychological contract into two 

dimensions: "psychology-type contract" and "contract-type psychological contract". 

These scholars are all supporters of the two-dimensional structure theory. The above 

research results are shown in Table 2.1 below. 

 

Table 2.1  List of Results of Research on the Two-dimensional Structure of 

Psychological Contract 

Authors Psychological Contract Dimension 

D. M. Rousseau (1990). A psychological contract survey was conducted 

on 129 MBA graduates, discovering the 

dimensions including 7 items of employer 

responsibilities and 8 items of employee 

responsibilities. 

D. M. Rousseau and Park 

(1993). 

Transactional contract and relational contract. 

S. L. Robinson et al. (1994). Transactional factor and relational factor. 
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Authors Psychological Contract Dimension 

 The empirical research verified the research 

results of Rousseau (transactional contract), and 

a follow-up survey was conducted on 

psychological contract violations of 125 MBA 

graduates, revealing transactional and relational 

contracts. 

Millward and Hopkins (1998). Transactional factor and relational factor. 

Kickul and Lester (2001). External contract and internal contract were 

extracted from the analysis on the on-the-job 

MBA students as to the employer responsibility 

factors. 

Jiazhou et al. (2003). Transactional contract dimension and relational 

contract dimension. 

J. Chen et al. (2003). Reality responsibility and Development 

Responsibility. 

M. Shan (2007). Transactional dimension and relational 

dimension. 

Yujie Li (2007). psychology-type contract and contract-type 

psychological contract 

 

Source:  D. M. Rousseau (1990). 

 

2.9.2 Three-dimensional Structure of the Psychological Contract 

D. M. Rousseau and Tijoriwala (1996) conducted research on American 

registered nurses and found that psychological contract is composed of three 

dimensions: transactional dimension, relational dimension, and team member 

dimension. After that, Porter et al. (1998) divided psychological contract into three 

dimensions: performance rewards, career development opportunities, and 

commitments to employees. C. Lee, Tinsley, and Chen (1999) conducted a study on 

work teams in the Hong Kong Special Administrative Region and discovered that 

employee's psychological contract consists of three dimensions: the relational factor, 
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transaction factor and team member factor. Jackie and Ian (2000) applied the factor 

analysis on several items of employer responsibilities in the psychological contract 

between British manager and ordinary employee and discovered three factors. The 

first factor is "transactional obligations", which includes financial and material-related 

organization responsibilities, such as employees in same industry having the same 

remuneration and benefit, remunerations linking with responsibilities, and salary 

increasing with the improvement of living standards; the second factor is "training 

obligations", which includes responsibilities related to employee's development of 

knowledge and ability, such as necessary job training, new knowledge, new skills, and 

organizational support; the third factor is "relational obligation", which includes 

responsibilities related to the employee's personal future , such as long -term 

employment guarantee and good career prospects. In the meanwhile, these two 

scholars also believe that training responsibility is neither a transactional contract nor 

a relational contract, but an independent dimension. Maguire (2002) reviewed the 

research results of existing psychological contracts and conducted research on all 

provincial managers of a major Australian banking institution. Based on the results of 

the empirical research, Maguire proposed a three-tier model of psychological contract, 

in which psychological contract is divided into three tiers: transaction, relationship 

and occupation. Another empirical study on the other two samples  (Hui, Lee, & 

Rousseau, 2004), verified that there are three types of psychological contracts among 

Chinese employees, namely the transitional, relational, and balanced types. 

Domestic scholars also proposed conducting three-dimensional research on 

psychological contract (Yuan Li & Guo, 2002). A survey on 796 employees of 

domestic state-owned enterprises discovered that the psychological contracts of 

Chinese employees include three dimensions: the normative and responsibility 

dimension, the interpersonal relationship dimension, and the development -type 

responsibility. Zhu and Wang (2005) conducted a structural analysis on the 

psychological contracts of 562 knowledge staff in 40 domestic companies. The results 

show that the psychological contracts of knowledge staff consist of organization 

responsibility and employee responsibility, which include the three organization 

dimensions of material incentives, environmental support, and development 

opportunities, as well as the three employee dimensions of normative compliance, 
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organization recognition, and entrepreneurial orientation. Another study discovered 

that the psychological contract entered into between an organization and ordinary 

managers consists of three dimensions: the transaction-type psychological contract, 

relationship-type psychological contract and management-type psychological contract 

(F. Wei, Ren, & Yi, 2008). In the research on the psychological contract of employees 

in the financial industry, it was found that the psychological contract of employees in 

the financial industry presents the characteristics of a three-dimensional structure, 

namely "interpersonal dimension", "development dimension" and normative 

dimension (M. A. Li, 2017). The research on the relationship between the 

psychological contracts of knowledge staff and their attitudes and behaviors shows 

that the structure of psychological contract of knowledge staff includes the transaction-

type psychological contract, relationship-type psychological contract and 

development-type psychological contract (Peng, 2008). Y. J. Lan, Zhang, and 

Management (2013) conducted research on the current status and relationship of 

psychological contract, job satisfaction and turnover intention among employees of 

the post 80s generation and found that the psychological contracts of these employees 

include employee responsibility and organizational responsibility. Employee 

responsibility includes three dimensions, namely normative responsibility, 

interpersonal responsibility and development responsibility; organizational 

responsibility includes three dimensions, namely interpersonal responsibility, 

normative responsibility and development responsibility. C. Yan, Chen, Miao, and LI 

(2009) conducted research on the content and structural dimensions of the 

psychological contract of nurses and discovered that the psychological contracts of 

nurses include hospital responsibility and nurse responsibility, each of which consists 

of three dimensions. Psychological contracts of nurses are divided into three different 

types: reality responsibility, development responsibility and team responsibility. S. 

Zhang and Cui (2009) used a self-developed questionnaire to conduct an empirical 

study and an analysis on employee contracts among 550 employees in 10 small and 

medium-sized enterprises in Shandong Province. Through the study on the two aspects 

of employee psychological contract: organization responsibility and employee 

responsibility, the three-dimensional structure was worked out, which are 

"organization transactional responsibility", "organization relational responsibili ty", 
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"organization development responsibility", as well as "employee transactional 

responsibility", " "employee relational responsibility" and "employee development 

responsibility". The above research results are shown in Appendix A. 

 

2.9.3 Four-dimensional Structure of the Psychological Contract 

Some scholars argue that psychological contract is a multi -dimensional 

structure that can be analyzed in a variety of ways from different angles, because 

psychological contract is a complex psychological contract structure, thus involving 

the characteristics of subjectivity, individuality and sociality, and being subject to the 

influence of personal, organizational, economic, political and cultural factors 

(Morishima, 1996; Schalk & Freese, 1997). The specific content of the psychological 

contract may contain thousands of aspects, and it is difficult to list them all  (N. 

Anderson & Schalk, 1998). Based on the two related factors of the employment period 

(time framework and performance requirements), D. M. Rousseau (1995) paired them 

up and put forward the four-dimensional structure theory of psychological contract, 

and proposed that psychological contract includes four dimensions, namely the 

transaction-type, transition-type, balanced-type and relationship-type dimensions. 

Because many studies have shown that the content of psychological contract varies 

due to gender, age, working years, organization size, enterprise nature (civilian-run or 

private enterprises) and era background. For example, the content of psychological 

contract varies among different times. In the past, psychological contract focused 

more on stability, durability, and loyalty, but now it focuses more on transaction and 

employment. Specifically, the responsibilities to employees used to emphasize loyalty 

and high attendance, good performance, and obedience to authority, but now 

emphasize internal harmony, innovation, adaptability, and extraordinary performance. 

The responsibilities to employers used to expect continuity, job stability, training and 

career development, but now expect fair rewards for new profits (Hiltrop, 1995). In 

the four-dimensional structure of psychological contract, it is believed that the study 

of psychological contract should pay more attention to the relationship between 

employee and the organization in the psychological contract. In this structure, based 

on the responsibility-exchanging relationship and mutual obligations between the two 

parties, the psychological contract is divided into four types: high-high type, high-low 
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type, low-high type, and low-low type, in order to indicate the degree of fulfillment of 

mutual responsibilities and obligations, and stabilize the sociality-based relationship 

between employee and organization, the degree of fulfillment of mutual obligations 

and the balance of mutual fulfillment. Through this pairwise cluster analysis method, 

it is feasible to predict the employees' other related work responses and the degree of 

fulfillment of responsibilities of the organization as the employer (Shore & Barksdale, 

1998). In a confirmatory factor analysis on 183 on-the-job MBA students from a 

western university, the researchers found that psychological contract is also composed 

of four dimensions: autonomy and control, organization rewards, organization benefits 

and development (Kickul & Lester, 2001). Kingshott (2006) conducted research on 

1,900 distributors in the Australian motorcycle industry, in order to study the influence 

of psychological contract on trust and commitment in the buyer-seller relationship. 

The research verified Rousseau's four-dimensional model and created the 

psychological contract scale upon adjustment.  

For further verification and proof, based on the degree of fulfillment of 

corporate obligations and the degree of fulfillment of employee obligations, Chinese 

scholars divided the employees' psychological contracts into four different types of 

relationships through pairwise combination: low degree of fulfillment of corporate 

obligations and. low degree of fulfillment of employee obligations; low degree of 

fulfillment of corporate obligations and. high degree of fulfillment of employee 

obligations; high degree of fulfillment of corporate obligations and. low degree of 

fulfillment of employee obligations; high degree of fulfillment of corporate obligations 

and. high degree of fulfillment of employee obligations (Y. Chen, 2004). The results 

of this study show that the cognition of obligation is regarded as the core of 

psychological contract without considering expectations; it is the actual fulfillment of 

obligations that constitute the psychological contract. In other words, the psychological 

contract is a real thing, not just a consensus. The degree of fulfillment of obligations 

of the organization as an employer and the degree of fulfillment of obligations of the 

employee, which are indicated in the way of pairwise combination, shows that there 

are significant differences in the employees' organizational citizenship behavior, 

turnover intention, and trust in senior management between different types of 

relationships. Hao Wang and Luo (2009) conducted research and analysis on domestic 
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employers' psychological contracts. The results show that Chinese employers' 

psychological contracts are also composed of four dimensions. The researchers set up 

four types of relationships according to their respective research fields, including the 

employer's responsibilities that are composed of four dimensions: the transaction 

responsibility, life responsibility, development responsibility and work responsibility; 

and the employee's responsibilities that are composed of four dimensions: the 

transaction responsibility, loyalty responsibility, development responsibility and work 

responsibility. Through the factor analysis method, a study was conducted on the 

internal components and structure of civil servants' psychological contracts. The 

results of the study show that the civil servants' psychological contracts are in a two-

way multi-dimensional structure, including four dimensions: humanistic environment, 

organizational atmosphere, incentive system and vision of development. The above 

research results are shown in the table 2.2 below. 

 

Table 2.2  List of Results of Research on the Four-dimensional Structure of 

Psychological Contract 

Author Psychological Contract Dimension 

D. M. Rousseau (1995). Rousseau paired them up the two related factors of 

the employment period (time framework and 

performance requirements) and put forward the four-

dimensional structure theory of psychological 

contract, which includes four dimensions, namely 

the transaction-type, transition-type, balanced-type, 

and relationship-type dimensions. 

Shore and Barksdale (1998). Based on the responsibility-exchanging relationship 

and mutual obligations between the two parties, the 

psychological contract is divided into four types: 

high-high type, high-low type, low-high type, and 

low-low type, to indicate the degree of fulfillment of 

mutual responsibilities and obligations. 

Kickul and Lester (2001). In a confirmatory factor analysis on 183 on-the-job 
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Author Psychological Contract Dimension 

MBA students from a western university, the 

researchers found that psychological contract is also 

composed of four dimensions: autonomy and 

control, organization rewards, organization benefits 

and development. 

Y. Chen (2004) Employees' psychological contracts are into four 

different types of relationships through pairwise 

combination: low degree of fulfillment of corporate 

obligations vs. low degree of fulfillment of 

employee obligations; low degree of fulfillment of 

corporate obligations vs. high degree of fulfillment 

of employee obligations; high degree of fulfillment 

of corporate obligations vs. low degree of fulfillment 

of employee obligations; high degree of fulfillment 

of corporate obligations vs. high degree of 

fulfillment of employee obligations. 

Hao Wang and Luo (2009) They conducted research on domestic employers' 

psychological contracts and set up four types of 

relationships according to their respective research 

fields, including the employer's responsibilities that 

are composed of four dimensions: the transaction 

responsibility, life responsibility, development 

responsibility and work responsibility; and the 

employee's responsibilities that are composed of four 

dimensions: the transaction responsibility, loyalty 

responsibility, development responsibility and work 

responsibility. 

Yihui Li and Lai (2013) They conducted a study on the internal components 

and structure of civil servants' psychological 

contracts. The results of the study show that the civil 
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Author Psychological Contract Dimension 

servants' psychological contracts are in a two-way 

multi-dimensional structure, including humanistic 

environment, organizational atmosphere, incentive 

system and vision of development. 

  

 

Source:  D. M. Rousseau (1995). 

 

Summary 

From the aforementioned dimensions of psychological contract, it can be seen 

that the diversity of content of psychological contract will inevitably lead to different 

dimensions of psychological contract. Therefore, research on psychological contract 

also presents multiple dimensions and diversity, and the specific dimensions of 

psychological contract are determined by the nature and work content of a certain 

industry. Considering the characteristics of teachers at regular higher education 

institutions in China and the localization of research on psychological contract, the 

two-dimensional structure of psychological contract is more suitable for the research; 

psychological contract include two dimensions: transactional contract and relational 

contract (D. M. Rousseau, 1990). However, later research found that the structure 

including transactional contract and relational contract is not stable (M. A. Arnold & 

Young, 1990). Recent studies have shown that psychological contract can be perceived 

from two aspects: intrinsic contract and extrinsic contract (Kickul & Lester, 2001)，

and even from three aspects: transactional obligation, training obligation, and 

relational obligation (Jackie & Ian, 2000)；These foreign conceptual dimensional 

structures of psychological contract show that the content of psychological contract is 

subject to the influence of personal, organizational, social, economic and cultural 

factors (Schalk & Freese, 1997). The dimensions of psychological contract are also to 

be established by multi-angle analyses and cross-cultural tests (S. L. Robinson, 1996). 

Based on the two-dimensional structure theories of psychological contract by 

Rousseau and others, domestic scholars Chen Jiazhou et al. divided the psychological 
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contract into the reality responsibility dimension and the development responsibility 

dimension, which is most suitable for the current development trend of the professional 

loyalty of Chinese university teachers. The "reality-development" responsibilities are 

perceived mainly from the purpose and timeliness of contract responsibility. Thus 

using "reality-development" responsibilities can better describe the reality of the 

structure of Chinese employees' psychological contracts than using "transaction-

relationship" contracts and "internal-external" contracts. The relationship between 

professional knowledge staff and organization in the new era is not only the 

relationship between employee and employer, but also a cooperative relationship or a 

partnership. Employee relationship management based on psychological contract is 

not only the basis for establishing and maintaining the "worker-organization" 

relationship, but also the guarantee for the development of the employee's potential 

and the development of the "organization-worker" relationship, and from a larger 

perspective, it is the embodiment of human oriented management in the era of 

knowledge economy and the basis for improving the core competitiveness of modern 

Chinese universities (J. Chen et al., 2003). 

 

2.10 The Constitution of Psychological Contract 

The psychological contract develops in a dynamic process, which includes the 

formation, performance, breach, and violation. The psychological contract is formed 

in four stages, namely the pre-employment, the recruitment, the early socialization, 

and the later experience. The behaviors and beliefs in each stage may affect the 

formation of the psychological contract (D. M. Rousseau, 2001). The psychological 

contract is mainly based on the employee’s perception of the organization (D. M. 

Rousseau, 1995); and credit shall be given to the reciprocal connection between the 

organization and the employees and the significant influence of personal background 

(Guest, 1998b). 

The formation of psychological contract may be affected by the external 

factors, which come from the organization and social environment, and the internal 

factors, which come from employees. The external factors mainly include 1) social 

environment including such elements as social culture, norms, morals, and laws, 
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which are the background under which the psychological contract is formed; 2) 

information provided by the organization including the commitments made by relevant 

personnel, its policies and image; 3) social clues including information about other 

members of the organization (Xi, 2004). At the same time, from the perspective of the 

organization, there are factors such as employees’ experience, human resource 

policies, corporate culture, and management style. When employees are employed by 

the organization, their psychological contract is not only affected by their experience, 

but also by the comprehensive factors such as the human resource policies, corporate 

culture and management style of the organization (Guest & Conway, 1998). These 

external and internal factors will directly impact the formation of the entire 

psychological contract. The interaction between internal and external factors 

constitutes the formation of the psychological contract. 

In the research on the dynamic development of psychological contract, it is 

found that there are three types of psychological contracts. 1) The balanced type refers 

to the contract in which the employees and the organization agree that the content of 

the psychological contract may fluctuate to the extent recognized by both parties, and 

that its modification is not required. 2) Modified or abandoned type refers to the 

contract in which both the employee and the organization believe that the they don’t 

agree upon on all the content and that the psychological contract shall be revised to 

form a new one, or the current contract shall be terminated (Freese & Schalk, 1996). 

Thomas and Anderson (1998) measured the changes in the content of the psychological 

contract of recruits enlisted in the British army when they are socialized. It is found 

that the organization's full communication with recruits during the socialization is very 

important for the recruits to understand the mutual responsibilities. It is believed that 

the formation and maintenance of the psychological contract is mainly affected by 

three factors. 1) The negotiation before employment, which is the basis of the 

psychological contract; 2) The redefinition of psychological contract, which may be 

clarified by the communication between the employee and the supervisor; 3) The 

contract fairness and the dynamic balance. When either the organization or individual 

feels that the contract is unfair, it will unilaterally make certain actions to adjust the 

contract (Dunahee & Wangler, 1974). 
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In short, many factors may affect the psychological contract, and these factors 

are in dynamic changes because the employees, the organization, and the social 

background may change. Different companies under the changing social background 

will draw different conclusions when considering which factor may have the biggest 

impact on the psychological contract with different employees or employees in 

different stages (Jingxue Sun, 2016). At present, research on the formation of 

psychological contracts is scarce both at home and abroad. Rousseau believes that the 

research on the psychological contract in the past ten years mainly focus on the 

problems and response variables after the formation of the psychological contract, and 

the research on the formation is in serious shortage. Other scholars also believe that 

the formation of the psychological contract needs to be further explored and studied in 

the future (Turnley, Bolino, Lester, & Bloodgood, 2003). In fact, it is the research on 

the formation of the psychological contract that may be meaningful for the 

maintenance and improvement of the psychological contract of the employees. At 

present, a set of psychological contract mechanisms and dimensions is required to help 

the Chinese university teachers enhance their professional loyalty. 

 

2.11 Psychological Contract Violation 

Psychological contract violation is a hot topic of current research on 

psychological contract, because in the fierce competitive and constantly changing 

environment, the employment relationship, personnel structure, and management 

mode are all changing, which makes the organization unwilling or unable to keep their 

commitments, which makes it possible for the employees to violate their psychological 

contract. The psychological contract violation will adversely affect employees’ work 

attitude and behaviors, which will cause the organization to suffer the loss of benefits. 

 

2.11.1 The Studies of Psychological Contract Violation in this Research… 

S. L. Robinson and Morrison (1995a) examined the relationship between 

psychological contract violation and organizational citizenship behavior; Turnley and 

Feldman (1998) studied the psychological contract violation, the mediation effects of 

unmet expectations and job dissatisfaction of employees after company reorganization; 
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Sutton and Griffin (2004) studied the relationship between anticipation, post -

experience and psychological contract violation; Tekleab, Takeuchi, and Taylor (2005) 

tested the mediation role of psychological contract violation between organizational 

justice and social exchange; Suazo, Turnley, and Mai (2005) studied and tested the 

relationship between psychological contract violation and work output; De Cuyper et 

al. (2008) studied the difference between psychological contract violation of 

temporary employment and that of permanent employment; Mao (2008) studied the 

strategy to prevent psychological contract violation; Chinese scholars studied how 

transaction psychological contract violation, managerial psychological contract 

violation and relational psychological contract violation may influence managers’ 

behaviors (F. Wei et al., 2008); Hill, Eckerd, Wilson, and Greer (2009) studied 

mediation role of psychological contract violation between relationship and trust 

between buyer and seller; Stoner, Gallagher, and Stoner (2011) studied the adjustment 

of work involvement in psychological contract violation and turnover tendency. The 

psychological contract violation has been adopted in the above-mentioned literature. 

Psychological contract violation is a hot topic of current research on 

psychological contract, because in the fierce competitive and constantly changing 

environment, the employment relationship, personnel structure, and management 

mode are all changing, which makes the organization unwilling or unable to keep their 

commitments, which makes it possible for the employees to violate their psychological 

contract. The psychological contract violation will adversely affect employees’ work 

attitude and behaviors, which will cause the organization to suffer the loss of benefits. 

 

2.11.2 The Extension of Psychological Contract Boundary - The 

Connotation of Psychological Contract Violation 

The research on psychological contract violation shows that 55% of MBA 

graduates experience psychological contract violation in the first two years of 

employment (S. L. Robinson & Rousseau, 1994). Many studies have basically focused 

on psychological contract violation (Herriot et al., 1997; Kissler, 1994; Parks & 

Schmedemann, 1994; Y. Shen, 2007; R. P. Singh, 1998). The psychological contract 

theory has developed due to the occurrence of psychological contract violation. 
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F. Ekman, Wallace V (1982) believed that the psychological contract violation 

is the blend of emotions, and the feelings of the employee in the first stage.  Ortony, 

Clore, and Collins (1988) further explained in the research that psychological contract 

violation is disappointment and anger. D. M. Rousseau (1989) defined psychological 

contract violation as the employee’ anger, deep grief, rage, perceived unfairness, and 

harm. In the follow-up research, S. L. Robinson and Rousseau (1994) proposed that 

psychological contract violation is an individual’s cognitive evaluation of the 

organization’s failure to fulfill its responsibility in the psychological contract. Oatley 

(1992) believed in the research that psychological contract violation refers to the 

strong reaction of employees after they realize that the organization fails to fulfill its 

obligations. E. W. Morrison and Robinson (1997) believed that psychological contract 

violation is a series of emotional experiences, such as disappointment and anger, that 

employees have after they realized that the organization failed to fulfill the 

corresponding obligations. Conway and Briner (2005) proposed that psychological 

contract violation is perception of employees that the organization fails to fulfill the 

responsibilities. Chinese scholars proposed in the research that psychological contract 

violation refers to failure of the organization (such as superiors, other leaders) to fulfill 

the responsibilities promised by the organization to employees in any way (written, 

oral way, organizational culture and regulations, and organizational conventions) (F. 

Wei & Zhang, 2004). The psychological contract violation definitions are shown in 

Table 2.3 below. 
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Table 2.3  The Definitions of Psychological Contract Violation by Scholars 

Scholars (years) Definition 

Averill (1985); P. Ekman and Friesen 

(1982). 

Violation is the blend of emotions, and the 

feelings of the employee in the first stage. 

Ortony et al. (1988). Violation is a series of disappointment and 

anger. 

D. M. Rousseau (1989). The anger, deep grief, perceived rage, 

unfairness, and harm. 

Oatley (1992). The strong reaction of employees after 

they realize that the organization fails to 

fulfill its obligations. 

S. L. Robinson and Rousseau (1994). An individual’s cognitive evaluation of the 

organization’s failure to fulfill its 

responsibility in the psychological 

contract. 

E. W. Morrison and Robinson (1997). The employees realize that the 

organization fail to fulfill the 

corresponding obligations. A series of 

emotional experiences, such as 

disappointment and anger. 

F. Wei and Zhang (2004). The failure of the organization (such as 

direct superiors, other leaders) to fulfill the 

responsibilities promised by the 

organization to employees in any way 

(written, oral way, organizational culture 

and regulations, and organizational 

conventions). 

Conway and Briner (2005). The perception of employees that the 

organization fails to fulfill the 

responsibilities. 
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Source:  Averill (1985). 

 

Based on the above literature review, following the definition of P. Ekman and 

Friesen (1982); S. L. Robinson and Rousseau (1994); D. M. Rousseau (1989) for 

psychological contract violation, and referring to the development of the definition by 

Conway and Briner (2005); F. Wei and Zhang (2004), the psychological contract 

violation in the research is defined as the mixed emotional perception and cognition, 

which is accompanied by disappointment and anger, that the employees have when 

employees realize that the organization (such as human resources department, leaders 

at all levels) fails to fulfill the responsibilities provided for employees in any way 

(written, oral way, organizational culture and regulations, and organizational 

conventions). 

 

2.11.3 The Source and Form of psychological Contract Violation 

The psychological contract violation perceived by employees comes from the 

contract maker and the system of organization. D. M. Rousseau (1995) summarized 

that there are three types of sources of psychological contract violation in 

Psychological Contracts in Organizations: Understanding Written and Unwritten 

Agreements.  

First, the managers make clear commitments. Many people play the role of 

managers, including recruiters, human resources management specialists (for salary, 

performance, benefits, and training), direct supervisors, and senior managers. The 

implication or commitments made by them may be expected by the employees. For 

example, a supervisor tells a new employee that if he is lucky, he will be promoted 

after the first year of employment. In addition, the content of the employee handbook 

may also cause the employees to have predictions, which become part of the 

employee’s psychological contract (D. M. Rousseau & Greller, 1994a). The provisions, 

policies, or descriptions of benefits for the employees in the handbook may be 

considered by employees as stipulated organizational commitments. The employee 

handbook is most likely to become the source of psychological contracts that 

employees may expect. 
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Second, organizational culture, daily routines, the operating standards of 

corporate affairs in the perspective of the employees are most likely to shape 

employees’ psychological contracts (R. A. Guzzo, Noonan, & Elron, 1994; R. R. Sims, 

1994). Employees have acquired organizational implication or commitments they 

understand during their early social experiences in the organization (Feldman, 1976). 

Similarly, employees may find out from typical organizational practices and the 

history of the organization that there is an unwritten psychological contract between 

employees and the organization (D. M. Rousseau, 1989). Although these expectations 

are likely to never be discussed from the perspective of organizational culture, they 

are a major part of the psychological contract. 

Finally, in the operation of the organization, the employees nay have the 

unique (usually idealized) understanding of the content of the psychological contract 

in the ways shown in Table 2.4 below. For example, the employees may process the 

information and idealize the organizational operation. Due to their self-serving bias, 

they intend to interpret the psychological contract in the ways that are beneficial to 

themselves. The above three aspects all come from the summary of the contract maker 

and the qualification management system. The sources of psychological contract 

violation are shown in Table 2.4 below. 

 

Table 2.4  The Sources of Psychological Contract Violation 

Sources Employees' Feeling of Psychological Contract 

Violation 

Contract maker:  

Recruiter Excessive commitment which is inconsistent with factual 

work. 

Managers Their words are not matched by deeds. 

Colleagues Failure to provide support. 

Mentor Little following up and communication. 

Senior manager Confusing information. 

System:  

Remedy Changed standards, low job security. 
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Sources Employees' Feeling of Psychological Contract 

Violation 

Bonus Change coverage. 

Career path Leader-dependent, inconsistent applications. 

Performance 

evaluation 

Lack of feedback and late fulfillment. 

Training Education does not fit for the job. 

Policy The regulation is inconsistent with the reality. 

 

Source:  D. M. Rousseau (1995). 

 

The formation of psychological contract is subjective, and there are usually 

three forms of psychological contract violations experienced by employees for 

psychological contracts of different sources in the organization. The forms are shown 

in Table 2.5 below. 

 

Table 2.5  The Forms of Psychological Contract Violation 

Forms Attitude towards Fulfillment of Responsibilities 

Inadvertent omission Ability and willingness, and omission in good faith. 

Disruption Inability, willingness, situational circumstance. 

Breach of Contract Ability, unwillingness, unfulfilled commitments. 

 

Source:  D. M. Rousseau (1995). 

 

First, the employees and organizational representatives have different 

understanding of obligations. Due to inconsistent understanding, employees believe 

that the company fails to fulfill the obligations they promised (E. W. Morrison & 

Robinson, 1997; D. M. Rousseau, 1995). Both parties believe that they have fulfilled 

their own obligations, but due to differences in understanding and causes, the 

organization ignores the feelings of employees, which leads to psychological contract 

violation (Lester, Turnley, Bloodgood, & Bolino, 2002). It costs the organization more 
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to remedy the psychological contract violations of the employees. It can be said that 

this psychological contract violation is not a de facto violation, but a communication 

problem between the employer and the employer (S. L. Robinson & W. Morrison, 

2000). 

Psychological contracts promised or implied by different representatives of the 

organization, including senior managers and human resource managers; in addition, 

the expectations of employees formed based on recruitment written materials or the 

company’s reputation (Parks & Schmedemann, 1994). Therefore, the obligations of 

the organization expected by employees come from different sources. The sources are 

not equally important or credible for the employees to have the expectations. 

Once employees perceive that the source information does not match the 

commitments made by the senior management, they are probable to violate the 

psychological contract (Kickul & Lester, 2001). For example, if human resource 

experts made the commitments to the employees during the recruitment, but such 

commitments fail to the match the facts obtained from colleagues, the employees will 

violate the psychological contract. When the management or the relationship between 

superior and subordinate changes, the original psychological contract may need to be 

renegotiated (D. M. Rousseau, 1995). More specifically, when the management 

changes, employees may have misunderstanding or the expectation that the 

organization is performing the psychological contract in the form of change to some 

extents. 

Second, due to changes in the environment, the organization’s inability to 

perform the psychological contract may lead to psychological contract violation. 

Whether a party violates the contract can be considered based on the performance of 

both parties (Turnley & Feldman, 1999a). D. M. Rousseau (1995) mentioned that a 

factory was shut down due to a snowstorm, and employer could not provide employees 

with jobs. An unexpected car accident prevented employees from going to work on 

time. This difference is a result of the organization’s inability to keep its commitments. 

When the organization is in financial trouble, it is difficult for it to  keep the 

commitments made to employees. 
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Third, the organization is unwilling to keep their commitments made to 

employees. Even if the organization’s operating profits are transparent, the managers 

reduce the performance of their obligations to employees in order to deliver high value 

to shareholders (P. M. Blau, 1964). When the employees feel that the organization fail 

to keep its commitments, the organization usually explains this situation (Kahneman, 

Knetsch, & Thaler, 1986). In this case, if the employees believe that the organization's 

behavior is unreasonable, they may be dissatisfied (Turnley & Feldman, 1998). 

 

2.11.4 Measuring Tools for Psychological Contract Violation 

Turnley and Feldman (1998), based on previous research, concluded that most 

employees perceive those responsibilities promised or implied by the organization 

have not been fulfilled, that is, the psychological contract violation. However, when 

asked about commitments and obligations fulfilled by the organization, most of them 

responded positively. Therefore, it can be inferred that psychological contract violation 

largely depends on the measurement scale. 

From the end of the 1990s to the present, scholars have developed a number of 

scales from unilateral (organizational responsibilities perceived by employees) and 

bilateral (organization’s responsibility to employees, employee’s responsibility to the 

organization) perspectives and different aspects of psychological contracts for 

different objects. Given that the research is made from the perspective of employees 

and is about the responsibilities employees believe that the organization should 

perform, the organization’s responsibilities perceived by employees are selected as the 

measuring contents. 

According to two studies, the organization’s responsibilities perceived by 

employees include promotion space, high salary, performance-based compensation, 

training, job safety, career development, and personnel support (S. L. Robinson & 

Rousseau, 1994; D. M. Rousseau, 1990). S. L. Robinson (1996) surveyed 125 western 

graduates in the United States and used the psychological contract violation scale. The 

organization’s responsibilities perceived by employees mainly include promotion, 

high salary, performance-based bonus, training, long-term job security, and career 

development and sufficient incentives and responsibilities. 
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Herriot et al. (1997) in the research surveyed British employees and measured 

the psychological contract violation with questions about training, fair care, 

negotiation, trust, friendliness, understanding, safety, eternal consistency, sa lary, 

benefits, and job stability. 

Through a survey of 339 employees from 4 companies, it was concluded that 

the responsibilities that employees believe that the organization should perform are 

open appreciation, performance rewards, meaningful interests, challenging work, 

development opportunities, autonomy and responsibility, job security of least one 

year, efficiency, a raise in salary, participation in decision-making, and interests of 

employee being considered by decision maker (Porter et al., 1998). 

Turnley and Feldman (1998) surveyed 541 business managers and found that 

the organization’s responsibilities perceived by the managers are the fulfillment of 

commitments, cash and non-cash returns, evaluation of performance, and evaluation 

of failure of the organization to fulfill its commitments. According to the survey of 

804 overseas managers of multinational companies and banks, it is concluded that the 

organization’s responsibilities perceived by overseas managers include job security, 

regular salary increases, participation in decision-making, bonuses, training, job 

responsibilities, salary, support from the organization, promotion and growth, 

challenging work, support from the supervisor, retirement benefits, general benefits, 

career development, performance feedback and health benefits (Turnley & Feldman, 

2000). 

Jackie and Ian (2000) surveyed 6,953 employees and found that the 

psychological contract violation measurement includes equal pay, specific benefits, 

remuneration corresponding to responsibility, salaries increased with the improvement 

of living standard, job training, training for new knowledge and skill, support from the 

organization, long-term job security and good career prospects. 

Kickul et al. (2002) surveyed 246 on-the-job MBA students and found that the 

psychological contract violation measurement includes flexible working hours, 

competitive salaries, safe working environment, independent decision-making, and 

work autonomy, control, participation in decision-making, challenging work, 

development opportunities, and support from the organization. 
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S. L. Robinson and Morrison (1995b) presented the paper at the Annual 

Meeting of the Academy of Management and developed the employee psychological 

contract violation scale. Lester et al. (2002) surveyed 574 corporate employees and 

improved the contract violation scale of S. L. Robinson and Morrison (1995b). Lester 

et al. (2002) believed that the scale of S. L. Robinson and Morrison (1995b) followed 

the original definition of D. M. Rousseau (1994) on organization’s responsibilities 

perceived by the employee. The scale includes overall benefits, medical insurance, 

competitive salaries, fair salaries, salaries corresponding to performance, opportunities 

for growth, career development, promotion, a challenging job, a job with higher 

responsibilities, an interesting job, a job with full authorization, materials and 

equipment for the job, the resources for the job, job safety and stability, respect, good 

working environment, and fair treatment. 

Chinese scholars have also explored the scale. Li Yuan (2002) surveyed 750 

employees from 20 companies and found that the organization’s responsibilities 

perceived by employees should be salaries and bonuses based on work performance, 

fair treatment, stable job, good benefits, the working environment with sufficient 

resources, a harmonious leader-member relation, respect, a working atmosphere of 

mutual cooperation, care for employees’ personal growth and life, affirmation of 

employees’ performance and contributions to the company, the challenging work, 

career development opportunities, learning and training opportunities, autonomy in 

the work, releasing their potentials, and applying the knowledge. 

The psychological contract scale used by J. Chen et al. (2003) in the research 

includes working conditions, bonus, items, safe environment, respect for employees, 

listening to suggestions, communication, stable work, welfare benefits, salary 

increase, entertainment, participation in the decision-making and performance-based 

rewards. 

Y. Shan and Chen (2008) first conducted cross-cultural study of psychological 

contract violations. They surveyed 130 Chinese employees and 101 American 

employees and found that the organization’s responsibilities perceived by employees 

include 23 items such as competitive salary compared to salary of similar companies, 

overall benefits, trust in and respect for employees, open communication with 

employees, challenging and interesting jobs, career development, and participation in 
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decision-making, etc. (The other 16 items are not listed). 

F. Wei, LI, and Zhang (2005) surveyed 512 EMBA students, mainly managers 

of the organization, and found that the perceived responsibilities include internal 

promotion, competitive salary and benefits, regular salary increase, stable work, 

comfortable working environment, no unreasonable requirements of the organization, 

training and learning opportunities, proper authorization, sufficient trust, open two-

way communication, special rewards for outstanding performance, and career 

planning. 

Cynthia, Liu, Rousseau, Hui, and Chen (2011) surveyed 143 Chinese graduates 

and found that the organization’s responsibilities perceived by employees are 

harmonious and friendly working atmosphere, interesting and challenging work, 

respect for employees, performance-based salary, performance-based dividends, and 

competitive compensation. 

According to the literature at home and abroad, it is found in this research that 

the scale in the Western classic literature mainly provides questions for measurement 

but does not reflect the complete scale. The content of the psychological contract 

violation scale is summarized with the original expression, as shown in the Appendix 

B. 

According to the psychological contract violation scales at home and abroad, 

the scales in the existing research include not only the scale for enterprise managers, 

but also the scale for employees. From the perspective of organization’s responsibility 

perceived by employees, that is, the unilateral theory of D. M. Rousseau (1994), and 

given that the object is university teachers, who are also employees, this research uses 

the scale of Lester et al. (2002), which has 6 dimensions (welfare, salary, promotion 

opportunities, job, resources, and good employment relationship) including 18 

questions, which are clearly listed in this research. 

 

2.11.5 Antecedent and Outcome Variables of the Psychological Contract 

Violation 

In the past two decades from 1989 to 2009, the psychological contract theory 

has received great attention and concern from academic and business circles in the 

fields of organizational behavior and human resource management. The psychological 
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contract refers to the employees’ beliefs in the organization, and the exchange and 

reciprocal relations between employees and the organization (D. M. Rousseau, 1989). 

Most researches have focused on the consequences of psychological contract violation 

(H. Zhao, Wayne, Glibkowski, & Bravo, 2007), especially on the influence of 

psychological contract violation on employees' attitude and behavior  (Johnson & 

O'Leary-Kelly, 2003; S. L. Robinson & Rousseau, 1994). 

1)  Antecedent variables of psychological contract violation 

Scholars have done a lot of empirical researches on the antecedent 

variables of psychological contract violation (PCV) (Raja, Johns, & Ntalianis, 2004; 

Tekleab et al., 2005), and the antecedent effect of PCV mainly focuses on individual 

factors of employees. 

The psychological contract violation is divided into three forms, i.e. 

inadvertent, disruption and breach of contract. Disruption is an objective existence, 

while breach of contract is a strategic selection for the organization (D. M. Rousseau, 

1995). Therefore, in the inadvertent, the inconsistent understanding between 

employees and the organization is more likely to be the value of studying 

psychological contract violation. In the field of studying antecedent variables of PVC, 

the representative research results over the past decade are as follows: 

Turnley and Feldman (2000) believed that the antecedent variable of 

psychological contract violation of employees is individual deviation, including 

expectation, violation factor and deviation characteristics. 

2)  Outcome variables of psychological contract violation 

Existing empirical research show that the psychological contract 

violation has a significant impact on employees' attitude and behavior. 

(1)  Impact of psychological contract violation on employees 

The psychological contract violation reduces job satisfaction 

(Bunderson, 2001; D. M. Rousseau, 1994; H. Zhao et al., 2007), reduces employees’ 

commitment to the organization (K. E. Davis & Todd, 1985; Deery, Iverson, & Walsh, 

2006; S. L. Robinson, 1996; Turnley & Feldman, 1998), increases employees’ turnover 

intention (Stoner & Gallagher, 2010; Turnley & Feldman, 2000), and reduces 

employees’ commitment to their careers (Restubog, Bordia, & Bordia, 2011). 
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(2) Impact of psychological contract violation on employees’ 

behavior 

The psychological contract violation reduces job satisfaction, 

ignores work engagement in the role (Bunderson, 2001; L. Guzzo et al., 2008; S. L. 

Robinson & Morrison, 1995a; Turnley et al., 2003; Turnley & Feldman, 2000), and 

increases turnover rate (Kickul & Lester, 2001). 

 

2.11.6 Mediating Factors of Psychological Contract Violation to Affect 

Outcome Variables 

In the outcome variables affected by PCV, the mediating mechanism is 

summarized more comprehensively in (Turnley & Feldman, 2000) ’s research. The 

research focused on the relation among the psychological contract violation and 

turnover intention, neglect of in-role job duties, and organizational citizenship 

behaviors, with unmet expectations and job satisfaction as the mediating path 

respectively. The research results show that the mediating path of psychological 

contract violation - job satisfaction - neglect of in-role job duties is supported. The 

supported mediating paths include psychological contract v iolation - unmet 

expectations - turnover intention, psychological contract violation - unmet 

expectations -organizational citizenship behaviors, psychological contract violation - 

job satisfaction - turnover intention, and psychological contract violation - job 

satisfaction - organizational citizenship behaviors, while the mediating path of 

psychological contract violation - unmet expectations - neglect of in-role job duties is 

not supported (Turnley & Feldman, 2000). 

S. L. Robinson and Morrison (1995a) found that trust plays a partial mediating 

role between psychological contract violation and organizational citizenship behavior. 

Salas, Cooke, and Rosen (2008) found through empirical research that PCV 

and employee performance play a mediating role in organizational policy and process 

equity. 

Summary 

In conclusion, researchers at home and abroad have done a lot of research on 

the antecedent variables and outcome variables of psychological contract violation, 

but there are still some limitations. Firstly, antecedent variables are limited to 
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individual differences or perceptions of employees, and outcome variables are limited 

to organization commitment, organizational citizenship behavior, and trust. Although 

these variables are important in psychological contract research and organizational 

management, it is insufficient to systematically explore the coping strategies of 

employees’ behavior selection only by judging causality from a single variable. 

Secondly, early psychological contract researches mainly focused on the outcome of 

violation, and rarely emphasized the situational factors in psychological contract and 

outcome variables (D. M. Rousseau, 2001; Turnley & Feldman, 1999b). Research in 

recent years have paid more attention to the situational factors, and more specific 

outcome and factor of psychological contract violation of employees are measured by 

controlling mediating and adjusting variables. So far, existing research pay little 

attention to the reciprocal effect between the relation of individual employee and the 

organization and the relation of individual employee and their professional respect 

after psychological contract violation occurs and take such reciprocal effect as the 

measuring factor of personal loyalty of employee. Since psychological contract 

violation is common in workplaces (Herriot et al., 1997; Kissler, 1994; Q. I. Lin & 

Liu, 2012; Parks & Schmedemann, 1994; Restubog et al., 2011; Y. Shen & Yuan, 

2007; Stoner & Gallagher, 2010), and objectively cannot be completely eliminated in 

the actual operation of the organization, researchers and practitioners need to attach 

great importance to it. In view of the shortcomings in the above research, the research 

focuses on the job loyalty factors that lead to employees’ turnover intention due to the 

relation between teachers’ psychological contract violation and other variables. 

 

2.12 Job Satisfaction 

The earliest concept of job satisfaction originated from Hawthorne Laboratory 

(Hoppock, 1935), building a new management philosophy: a labor force with high 

productivity and job satisfaction is a prerequisite for the survival and development of 

an enterprise or organization. The reason why job satisfaction has attracted such close 

attention and led to a large number of research is that: 1) job satisfaction is regarded as 

an early warning indicator in an organization. If job satisfaction of members within 

the organization is supervised, improper management in the organization can be found 



 104 

at an early stage, and then appropriate remedial measures can be taken; 2) through 

relevant researches on job satisfaction, the important impact of job satisfact ion on 

other variables can be understood, which can be taken as a reference indicator for 

policy formulation (Y. Cao, 2005). 

 

2.12.1 Meaning of the Job Satisfaction 

Job satisfaction refers to the general attitude of an employee towards the 

industry or job he/she is engaged in. Job satisfaction is a very important attitude 

component and a widely used structural factor in organizational behavior (C. A. Reilly 

& Chatman, 1986; Staw, 1984), and a large number of empirical researches show that 

the level of employees’ job satisfaction will affect organizational efficiency. In the 

research on organizational behavior, job satisfaction is an important structural factor 

that connects employees to the organization (Hom, Walker Caranikas, Prussia, & 

Griffeth, 1992). Job satisfaction is associated with employee attendance, turnover rate, 

and organizational citizenship behavior (Dennis W Organ, 1988; Steers & Rhodes, 

1978). 

Hawthorne Study first involved the concept of job satisfaction (Lathrop, 1876). 

In his job satisfaction, Hoppock (1935) formally proposed that job satisfaction is 

employees’ psychological and physiological satisfaction with the work environment 

and the job itself, i.e. the worker’s individual instinctive and subjective response to the 

work environment and work situation. Since Hoppock (1935) started the research on 

job satisfaction, scholars at home and abroad have defined job satisfaction from 

different research perspectives, as is shown in Table 2.6. 

 

Table 2.6  Definition of Job Satisfaction 

Scholars (years) Definition 

Hoppock (1935). The emotion and attitude invested by employees in 

the workplace. It is the overall satisfaction, 

psychologically and physiologically, of employees 

with environmental factors, i.e., the worker’s 

subjective response to the work situation. The 
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Scholars (years) Definition 

interdependent functional relation: objective 

conditions in the workplace and the subjective 

motivation of individual employee. 

Schaff (1953). The interdependent functional relation: objective 

conditions in the workplace and the subjective 

motivation of individual employee. 

Victor H Vroom (1964). The feelings or emotional responses of individual 

employees to their roles in the workplace. 

T. S. Bateman and Organ 

(1983). 

In the work situations, the combination of a 

person’s positive or negative responses to a set of 

factors, i.e., the sum of the employee’s feelings or 

attitudes towards various factors affecting the work 

situation. 

Cranny, Smith, and Stone 

(1992). 

Employees’ psychological feelings when 

comparing actual income with expected income. 

Podsakoff, M. Kenzie, Paine, 

and Bachrach (2000). 

Employees’ emotional responses to the job after 

comparing actual goal with expected goal. 

J. Lu and Shi (2000). Employees’ emotional experience of work and 

work-related activities. 

Spector (2006). Individual’s general belief and attitude towards his 

work. 

 

Source:  Literature and articles by Hoppock (1935). 

 

So far, job satisfaction has become a very important research topic in the field 

of management. Although there are lots of related research, there is no uniform 

definition of job satisfaction in academic circles. Researchers have studied job 

satisfaction from different perspectives and defined it differently, which can be 

summarized as follows (G. Xu, 1977). 
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Overall satisfaction: Job satisfaction is a general attitude that provides workers 

with feelings about their work and the work environment, which is an overall and 

comprehensive response to the work. It focuses on the general attitude of workers 

towards the specific work situation and relevant work environment. Job satisfaction is 

an unitary concept, which does not involve its structure, formation reason and 

formation process (G. Xu, 1977). Victor H Vroom and Yetton (1973) believed that job 

satisfaction refers to the emotional feeling and emotional response of employees to the 

role they play in their organization. 

Expectation discrepancy: It meets, to a certain extent, the gap between the 

actual work value obtained by the worker in a specific work environment and the 

value expected to be obtained (G. Xu, 1977). For example, Porter and Lawler (1968) 

believed that job satisfaction refers to the gap between the actual reward obtained by 

the individual worker in a specific work environment and the value expected to be 

obtained. If the expected job gap is larger, the job satisfaction is lower, and vice versa. 

Frame of reference: It defines job satisfaction as the result of individual 

worker's interpretation and analysis of job characteristics and work situation based on 

the reference construction (G. Xu, 1977). For example, P. C. Smith, Kendall, and 

Hulin (1969) believed that job satisfaction refers to the result of individual worker’s 

interpretation of job characteristics based on the reference construction. There are 

many other factors involved in determining whether certain work environment and 

work situation affect job satisfaction. 

From the above three types of definition of job satisfaction, this paper finds 

that the definition of job satisfaction develops from a unitary direction to a 

comprehensive direction, providing an important and extensive research environment 

and an important research framework for job satisfaction. In conclusion, the research 

believes that teachers’ job satisfaction refers to the attitude and evaluation of teachers 

in all aspects of their work, i.e., the affirmation and affection of teachers for their own 

profession. At present, most domestic research on job satisfaction adopts the definition 

of frame of reference. The research will analyze, study, and discuss the current 

situation of teachers’ job satisfaction in the context of teachers’ professional loyalty in 

7 independent undergraduate colleges of regular universities in Yunnan Province of 

China in the method defined by the frame of reference. 
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2.12.2 Influencing Factors of the Job Satisfaction 

The academic research on the influencing factors of job satisfaction originated 

from the incentive theory in organizational behavior. The equity theory (J. S. Adams, 

1963) believed that job satisfaction comes from the comparison of personal income 

with others; Victor H Vroom (1964) expectancy theory believed that job satisfaction is 

a reflection of individual employee’s comprehensive assessment of job expectation 

and result; F. I. Herzberg (1966) ’s two-factor theory believed that hygiene factors and 

incentive factors are the main factors that cause employees to work. The former can 

improve employees’ job satisfaction, while the latter can only eliminate employees’ 

dissatisfaction. 

Stephen P Robbins and Judge (2013) ’s research showed that job satisfaction 

refers to “an individual’s overall attitude towards his or her work”. The general 

attitude of employees towards work involves a wide range of contents. In general, job 

satisfaction is associated with individual, organizational and non-work factors, as well 

as the matching of employees’ personality characteristics with work and organizational 

culture. 

1)  Antecedent variables 

The antecedent variables of job satisfaction cover both individual level 

and organizational level. The former mainly involves core self-evaluations, job 

autonomy, individual perceived pressure, expectation, personal values, Big Five 

Personality and other individual factors (P. G. Judge, Reardon, & Cauzzi, 2012), and 

the latter mainly includes salary equity, organizational culture, organizational justice 

and other organizational factors (Locke & Henne, 1986; Loi, Yang, & Diefendorff, 

2009). 

2)  Outcome variables 

High job satisfaction is associated with employees’ constructive 

behavior in the workplace and has a positive influence on employees’ attitudes or 

behaviors; high organization commitment (Aranya, Kushnir, & Valency, 1986; Ferris 

& Aranya, 1983), employees’ diligent behaviors (Eisenberger, Fasolo, & Davis-

LaMastro, 1990) and creative behaviors (Eisenberger et al., 1990), and high job 

satisfaction have a positive influence on employees’ loyalty (Rusbult, Farrell, Rogers, 

& Mainous III, 1988). 
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Low job satisfaction is associated with a series of negative employees’ 

behaviors or attitudes; low job satisfaction leads to low organization commitment 

(Mobley et al., 1978), high removal behaviors, higher resignation behaviors (R. A. 

Guzzo et al., 1994; J. L. Price, 1977; Victor H Vroom, 1964), transferring behaviors 

(Campion & Mitchell, 1986; Dalton, Todor, & Krackhardt, 1982)  and turnover 

intention (Hom, Griffeth, & Sellaro, 1984; Mowday, Koberg, & McArthur, 1984); low 

job satisfaction leads to high neglect behaviors (Dan Farrell & Rusbult, 1992), such as 

frequent lateness (Adler & Golan, 1981; Dan Farrell, 1983; Dan Farrell & Robb, 

1980), increased error rate (Petty & Bruning, 1980), frequent absence (Gaudet, 1963; 

Muchinsky, 1977), and doing something bad to the organization in a premeditated 

way, including being late, taking excessive rest, and complaining (Puffer, 1987; 

Rusbult et al., 1988). 

Job satisfaction is a mature structural factor in organizational behavior and a 

bridge between employees and the organization. There is abundant research on 

antecedent variables and outcome variables of job satisfaction. This paper will identify 

important antecedent variables that affect job satisfaction and the impact of declined 

job satisfaction on turnover intention. The research will carry out the measurement by 

adopting effective variables. 

 

2.12.3 Structure and Measurement of the Job Satisfaction 

Regarding structure and measurement of the job satisfaction, scholars at home 

and abroad must measure and analyze employees’ job satisfaction by adopting 

different structure and measurement methods according to their cultural differences, 

basic national conditions and economic conditions, and the academic circles have also 

developed some widely recognized measuring tools. Most foreign scholars carry out 

the research by questionnaire survey and interview, while scholars in China have made 

some adjustments in the structure and content of job satisfaction based on the 

structural analysis and measurement methods of foreign job satisfaction, combined 

with national conditions and the actual work situation of domestic employees. 

2.12.3.1 A Study on the Foreign Countries 

Most foreign scholars generally adopt questionnaire survey for the 

measurement of job satisfaction. The structure and measurement of the job satisfaction 
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by foreign scholars can be divided into three types: measurement of overall job 

satisfaction, measurement of several key factors that constitute job satisfaction, and 

measurement of definition of expectation discrepancy. 

The structure and measurement of overall satisfaction is based on the 

overall and comprehensive job satisfaction. Researchers have developed a series of 

measuring tools for job satisfaction based on such definition, such as overall job 

satisfaction scales prepared by Brayfield and Rothe (1951); Cammann, Fichman, 

Jenkins, and Klesh (1983); Timothy A Judge, Boudreau, and Bretz (1994). 

Other measuring tools used in some researches both evaluate the 

overall job satisfaction and other specific aspects that constitute job satisfaction, such 

as Minnesota Satisfaction Questionnaire prepared by job satisfaction survey prepared 

by D. J. Weiss (1967), job satisfaction survey prepared by Spector (1985), and job 

perception scale prepared by Hatfield, Robinson, and Huseman (1985), Then Hackman 

(1980) developed the MOAQ based on the job diagnostic survey.  Bowling and 

Hammond (2008) further improved the specific provisions on affecting factors of job 

satisfaction based on the scale, such as work complexity, work pressure, social and 

organizational support, human and environmental adaptability, work attitude, stressful 

outcome of work and life satisfaction in work conditions. 

Many scholars analyze and explore basic factors of job satisfaction by 

adopting factor analysis approach. In previous researches, it was found that there are 

three types of factors affecting job satisfaction: 1) the work itself, such as work 

content, work environment and convenience for engaging in the work; 2) individual, 

such as employees’ personal emotion, personality and age; 3) leaders’ behaviors, such 

as job diagnostic survey prepared by Oldham, Hackman, and Stepina (1978). There 

are other measuring tools designed to evaluate the consistency between individual 

employee’s perceptions and expectations of the nature of the main aspects of work, 

such as job satisfaction relative to expectation prepared by Bacharach, Bamberger, and 

Conley (1991). 

2.12.3.2 A Study of Job Satisfaction in China 

Domestic scholars measure several key factors of job satisfaction in 

accordance with the definition of frame of reference of job satisfaction. Scholars in 

China found in a research on job satisfaction of 128 employees of Sino-foreign joint 
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ventures (Wenzhao Yu, 1996) that in addition to individual factors, the factors affecting 

the overall satisfaction of employees mainly include leadership factors, job 

characteristics, work conditions, welfare benefits, remuneration and salary, and the 

colleagues relationship. The job satisfaction scale of employees prepared by J. Lu, Shi, 

and Yang (2001) includes the following five aspects: 1) corporate image satisfaction, 

such as management system, customer service, quality management, and participation 

in management; 2) leadership satisfaction, such as employees’ recognition of managers’ 

personal leadership and work abilities; 3) work return satisfaction, such as work 

remuneration, benefits, training and work environment; 4) work collaboration 

satisfaction, such as communication and respect among colleagues; 5) satisfaction with 

the work itself, such as senses of competence, achievement and security. 

 

2.12.4 A Study of the Teachers' Job Satisfaction 

Teachers’ job satisfaction has a great impact on teachers’ performance and their 

turnover behavior, and the competition among schools is also the competition of talents; 

promoting teachers’ job satisfaction and teachers’ academic output level is bound to 

become the focus of college administrators. Many research on foreign teachers’ job 

satisfaction come from the survey of professional education departments or schools 

themselves, which serve specific survey purposes. Therefore, their job satisfaction 

surveys cover a wide range. However, there are not many research on domestic teachers’ 

job satisfaction, which focus on the field of basic education, such as Professors Chen 

Yunying and Feng Bolin from Taiwan. 

2.12.4.1 A Study with the Teachers’ Job Satisfaction in the Foreign 

Countries 

Hoppock (1935) was the earliest researcher, who took teacher as the 

research object, to carry out research on teachers’ job satisfaction. However, most 

research on job satisfaction mainly focused on enterprises instead of the group of 

teachers. Until the 1960s, scholars started to pay more attention to teachers’ job 

satisfaction. 

Rudd and Wiseman (1962) found in research that teachers’ salary, 

colleague relationship, teacher-students relationship, and time arrangement can 

significantly affect teachers’ life quality. In the 1980s, Smilansky (1984) found internal 
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and external factors related to teachers’ job satisfaction and work pressure in his 

survey of 36 teachers from Israel. Saad and Isralowitz (1992) found in a research that 

female teachers have higher job satisfaction than male teachers. K. L. Brown and 

George (1995) found in the research on the correlation between leisure and job 

satisfaction of female teachers from primary school that female teachers have high job 

satisfaction when they have more leisure time. 

W. Anderson (2002) found in research that professional factors affect 

teachers’ job satisfaction. Taking seven different schools from the southwest and west 

of North Carolina as example, the affecting factors include support for teacher 

management, teachers’ tolerance for trouble-making students, work environment 

(clean, safe, and orderly), high salary, and the ability to maintain an orderly class. For 

any teacher with extensive teaching experience in universities, secondary schools and 

primary schools, school structure, school atmosphere and supportive administrators 

are the most important factors. The factors affecting job satisfaction are,  instead of 

teachers’ salary, the effective combination of teachers’ daily salary, retirement benefits 

and health insurance plan, which are ranked as extremely important by teachers. 

Luckner and Hanks (2003) found in research on job satisfaction of 

university teachers from England that teachers’ job satisfaction can be divided into the 

following three levels based on the job satisfaction level of university teachers on 

different levels of important factors of work: happy teacher, satisfactory teacher, and 

unhappy teacher. 

2.12.4.2 A Study with the Teachers ‘Job Satisfaction in China 

Compared with western countries, the research of Chinese scholars on 

job satisfaction show that they start the research late and the development time is 

short. However, in recent years, relevant research has gradually increased, and some 

research results have been achieved. For research on teachers’ job satisfaction, 

research on the measurement of primary school teachers’ job satisfaction, and research 

on secondary school teachers’ job satisfaction are more influential. In addition, further 

discussion and research on teachers’ job satisfaction are taken by many scholars and 

experts. 

Z. Li (1986) is the earliest scholar involved in the research on teachers’ 

satisfaction in China who takes teachers’ job satisfaction survey as an important 
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survey to study the status of primary and secondary teachers. He proposed that 

teachers’ job satisfaction consists of the following five elements: self-realization, work 

intensity, salary income, leadership relationship and colleague relationship. Y. Chen 

and Sun (1994) believed that teachers’ job satisfaction can be divided into the 

following six important factors, that is, leadership management, interpersonal 

relationship, further education, salary, physical conditions, and job nature. They found 

in a discussion on the relation between secondary school teachers’ job satisfaction 

from Pearl River Delta and their intention to change job that teachers are more 

satisfied with their work, school principals and school colleagues, but less satisfied 

with their job income and social status. The research found that teachers’ satisfaction 

with their income and social status is the most important predictive factor of teachers’ 

intention to change career. 

L. Xu (1988) modified and used the Minnesota Satisfaction Scale 

(MSQ). The measurement of secondary school teachers’ job satisfaction showed that 

there are five elements affecting secondary school teachers’ job satisfaction, i.e., self-

realization, work intensity, salary income, leadership relationship and colleague 

relationship. In addition, P. Wang, Yang, and Shi (2002) also carried out researches on 

teachers’ life quality. Professors developed “teachers’ job satisfaction scale”. By 

analyzing and reviewing researches on job satisfaction of domestic primary and 

secondary school teachers, F. Xu and Sheng (2011) pointed out that primary and 

secondary school teachers are satisfied with the nature of their profession and 

colleague relationship, but dissatisfied with the current salary, work conditions, 

leadership management and promotion opportunities. 

Summary 

At present, research at home and abroad on teachers’ job satisfaction mainly 

focus on the discussion, study, and analysis of affecting factors of job satisfaction, 

which constitute different job satisfaction dimensions and affecting factors, with poor 

integrity. However, there is a lack of research on the outcome variables of teachers’ 

job satisfaction. Being relatively straightforward, the unitary overall measurement 

approach seems to be able to accurately measure the job satisfaction defined by 

researchers. But job satisfaction is a very broad concept. The unitary overall 

measurement approach can only measure a certain aspect of job satisfaction, such as 
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job evaluation or job emotion; it is impossible to measure employees’ job satisfaction 

in a comprehensive manner. However, there are few research on job satisfaction of 

teachers in higher education, and almost no influential research tools and results occur. 

By sorting out the research on the affecting factors of employees’ job satisfaction and 

the scale analysis of teachers’ job satisfaction research done by predecessors, the 

research further discusses and analyzes the real reasons that affect job satisfaction and 

lead to the decline of teachers’ loyalty and teachers’ turnover intention according to 

the research on the outcome variables of university teachers’ job satisfaction. 

 

2.13 Work Engagement 

With the rise of positive psychology, the work state and work behavior of work 

engagement have gradually become the focus of scholars and even enterprise 

managers and have begun to be widely studied. Work engagement pays attention to 

the positive state of the individual, trying to help managers better manage in a positive 

way. 

2.13.1 The Concept of Work Engagement 

The concept of “work engagement” was first put forward Lodahl and Kejnar 

(1965), and defined as the degree of individual's psychological recognition to his 

work. Kahn (1990) defined the work engagement as the combination of employees’ 

self-control and their job roles, and further pointed out that employees and their job 

roles are in a dynamic and mutual transformation process, i.e. when employees are 

more engaged in work, they will be more energetic in what they are doing, and achieve 

self-realization in their roles. Christina Maslach and Leiter (1997) described work 

engagement as the exhaustion of burnout, that is, work engagement can be seen as the 

opposite of job burnout.  Schaufeli, Salanova, R. González, and Bakker (2002) defined 

work engagement as a positive emotional and cognitive state associated with work. 

Not just for specific goal or event, the said state is persistent and diffusive, specifically 

in employees’ strong sense of identity and concentration in their work. 

From the views of the above scholars, it is not difficult to see that there is no 

consensus on the connotation and definition of work engagement. From the definition 

of work engagement by many scholars, work engagement can be divided into the 
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following three structures and conditions. Firstly, from the cognitive perspective, work 

engagement is a cognitive result of the importance of work in the individual’s heart. 

Secondly, from the emotional perspective, work engagement is a cognitive result of 

the importance of work by individual. Thirdly, from the behavior perspective, work 

engagement is the energy and time that an individual puts into work. 

2.13.2 Related Model and Theories of the Work Engagement 

Since the concept of “work engagement” was put forward, many scholars have 

tried to explain the meaning of work engagement by combining various theories. At 

present, relatively mature and recognized theories and models include integrated 

model, motivation model, and conservation of the resource theory. 

2.13.2.1 Integrated Model  

The integrated model of work engagement by Rabinowitz and Hall 

(1977). By combining research on work engagement by previous scholars, Rabinowitz 

and Hall (1977) put forward the integrated model of work engagement. This model 

divides the affecting factors of work engagement into the following three types: 1) 

individual characteristics, including gender, age, education, marital status, working 

years, personality type, and work values; 2) work environment, including work 

characteristics, leader behavior, decision-making participation pattern, organizational 

scale, and post; 3) interaction between individual characteristics and work situation. 

After this model was put forward, many research on work engagement were carried 

out under its framework due to its wide coverage. 

2.13.2.2 Motivation Model 

The motivation model of work engagement by Kanungo (1982). By 

combining the views of psychologists and sociologists on work engagement, Kanungo 

(1982) explained different forms of work engagement from individual behavioral 

phenomena and causal conditions in this model. In this model, when individual’s 

significant need and expectation are satisfied in the current work, individual’s work 

engagement is generated, i.e., individual’s psychological identification on work and 

universal cognitive state are generated; on the contrary, when individual’s need and 

expectation are not satisfied in the work, individual’s sense of alienation is generated, 

and cognitive and perceptual states of psychological alienation from work are formed. 
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2.13.2.3 Conservation of the Resource Theory 

The conservation of resource theory by Hobfoll. The core point of this 

theory put forward by Hobfoll (1988) is that individuals strive to protect and maintain 

their cherished resources. The said “resources” include time, friends, social support, 

work autonomy, psychological well-being, optimism, self-esteem, psychological 

cohesion, and other social, work, and individual conditions. This theory describes the 

logic of the impact of resource protection on individuals. Specifically, when social 

resources are threatened and insufficient to meet demand, other resources that can 

continue to be invested in are relatively reduced. In this case, the effect of “loss of 

spiral” is generated to cause job burnout. However, when certain resources are 

obtained by individual, making it more possible to obtain other resources, the 

individual with resources is likely to obtain more resources. In this case, the effect of 

“gain of spiral” is generated to promote work engagement. 

 

2.13.3 Measurement of the Work Engagement 

Due to the differences in the understanding of the connotation of work 

engagement, there are also many differences in the application of the scales. In 

empirical research on work engagement, typical scales mainly include: 

2.13.3.1 Lodahl and Kejnar (1965) Scale 

Lodahl and Kejnar (1965) developed work engagement scale in the 

following two dimensions: individual’s psychological identification with the current 

work and individual’s impact of work performance on their self-esteem. In practice, 

most researchers use its simplified revised version of scale. The simplified scale 

selects 40 questions based on expert validity, then 197 nurses receive the prediction, 

and finally 20 questions are selected to form the formal questionnaire by extracting 

five factors through factor analysis. The result of the questionnaire on 253 nurses and 

engineers shows four factors, including “high engagement”, “indifference to work”, 

“responsible and able to take responsibility for the work”, and “bored with work”. The 

reliability of the scale is 0.72-0.89. 

2.13.3.2 Kanungo (1982) Scale 

In criticizing the unclear meaning of Kanungo (1982) Scale, Lodahl 

and Kejnar (1965) proposed that the factors of work engagement scale should include 
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cognitive and emotional state, general and specific work engagement, intrinsic 

motivation and work engagement. Kanungo Scale overcomes the conceptual confusion 

of Lodahl & Kejner Scale to some extent. This scholar develops work engagement 

scale based on the concepts of belief and cognitive state of psychological identity. This 

scale has 10 items with an internal reliability of 0.87. 

2.13.3.3 Maslach (1996) MBI-GS Scale 

Since the definition of work engagement and burnout are two extreme 

points in the three-dimensional continuum, Christina Maslach, Jackson, and Leiter 

(1996a) evaluated work engagement by adopting the negative scores of Maslach 

burnout inventory-general survey (MBI-GS) Scale. However, it is controversial to 

simultaneously measure job burnout and work engagement by MBI-GS. Schaufeli et 

al. (2002) believed that burnout and engagement are not completely opposite extreme 

states in the same dimension, but two independent variables. 

2.13.3.4 Demerouti (2001) OLBI Scale 

Demerouti, Bakker, Nachreiner, and Schaufeli (2001) Scale includes 

two dimensions: exhaustion and alienation, like the emotional exhaustion and 

cynicism in the MBI-GS Scale. The exhaustion is defined as the result of excessive 

physical, emotional, and cognitive stress. Different from MBI-GS, OLBI includes 

emotional, physiological, and cognitive exhaustion. The alienation refers to alienation 

from the work and negative attitude towards work goal, content, and the entire work. 

The OLBI Scale is considered to simultaneously measure job burnout and work 

engagement due to positive and negative item descriptions of two dimensions in the 

Scale. 

2.13.3.5 Schaufeli (2002, 2004, 2006) UWES Scale 

At present, research on work engagement by domestic scholars 

generally adopt the “utrecht work engagement scale” (UWES) and UWES-17 Scale 

proposed by Schaufeli et al. This Scale includes energy (6 questions), dedication (5 

questions), and concentration (6 questions) (Schaufeli & Bakker, 2004; Schaufeli, 

Bakker, & Salanova, 2006; Schaufeli et al., 2002). Three empirical researches by 

Schaufeli and Bakker (2004); Schaufeli et al. (2002) proved the reliability and validity 

of UWES by adopting the exploratory and confirmatory factor analysis.  Schaufeli et 

al. (2006) proposed the simplified UWES-9 Scale based on the UWES-17 Scale and 
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proved the good reliability and validity of UWES-9 by adopting the exploratory and 

confirmatory factor analysis. This Scale includes energy (3 questions), dedication (3 

questions), and concentration (3 questions). 

 

2.13.4 Research on the Antecedents of the Work Engagement 

2.13.4.1 Related Factors of the Organization 

At present, many studies at home and abroad show that many factors in 

the work will directly and indirectly affect the individual’s work engagement. It has a 

significant positive predictive effect on individual work engagement, including clear 

task assignment, role suitability, available work resources, superior support, and sense 

of fairness. 

Among them, the study of Rabinowitz and Hall (1977) found that work 

with autonomy can improve employee’ work engagement. Kiggundu (1983) believes 

that interdependence of post is positively related to work engagement. Work 

characteristics are positively correlated with work engagement (S. P. Brown, 1996). 

The scholar also pointed out that the antecedent variables of work engagement are 

mainly divided into personal characteristics, work characteristics, subjective factor 

and role perception. May et al. (2004) found that work richness, role suitability, 

superior support, and availability of work resources have a positive impact on work 

engagement through psychological meaning, psychological security, and psychological 

availability. 

2.13.4.2 Factors Related to Personal Characteristics 

Thomas W Britt (2003) study on personal characteristics to work 

engagement found that there was a significant correlation between personality 

hardiness and work engagement.  Langelaan, Bakker, V. Doornen, and Schaufeli 

(2006) found in their study on the impact of temperament on employee’ work 

engagement that neuroticism, extraversion and flexibility were all significant 

predictors of work engagement, and high work engagement generally had the 

characteristics of low neuroticism, high extraversion, and high flexibility. 

Many foreign scholars believe that personal psychological state has a 

significant impact on work engagement or work performance. Among them, a study 

shows that work engagement is mainly affected by three psychological states: 
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psychological security, psychological meaning and psychological availability (Kahn, 

1990). Psychological security refers to the belief that personals can freely express 

themselves without worrying about negative effects in the process of using internal 

and external resources to complete their work. Psychological meaning refers to the 

personal’s evaluation of the relationship between the value of work and his or her 

ideal. Psychological availability refers to the personal’s belief that he or she has the 

physiological, cognitive, and emotional resources needed to complete his or her own 

duties.  

The study of efficacy (including self-efficacy, collective efficacy) and 

work engagement. Some foreign scholars have studied the role of professional efficacy 

in the relationship between task resources and work engagement. The results show 

that professional efficacy plays a significant mediating role in the relationship between 

task resources and work engagement. Salanova, Llorens, Cifre, Martínez, and 

Schaufeli (2003) studied the role of collective-efficacy in the way of online 

communication, time pressure and work engagement, and found that collective-

efficacy buffered the negative impact on the way of online communication, time 

pressure and the collective engagement. 

Summary 

Through the above analysis of the literature, concepts, dimension structure and 

influencing factors of employees’ work engagement by domestic and foreign scholars; 

especially domestic scholars have verified the influence of some of the above factors 

on work engagement through empirical research. Wenjie Cao (2011) analyzes the 

empirical research on the survey data of enterprises in Zhejiang Province and analyzes 

that role pressure will lead to the decrease of employee’s work engagement, but the 

organization’s affective commitment is conducive to improve employee’s work 

engagement. Study by Hua Liu and Li (2011) proves that the sense of organizational 

support has a positive impact on employee’s work engagement. Through empirical 

study, G. Hu, Li, Zhou, and Ji (2010) believed that the higher the core self-evaluation, 

the higher the degree of work engagement. J. S. Sheng (2006) survey of primary 

school teachers shows that teaching age, gender, and reasons for teaching have a 

significant impact on teachers’ work engagement. In addition, work engagement also 

has a positive or negative impact on employees’ behaviors, attitudes, and emotions. 
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Many past studies have shown that high work engagement is directly proportional to 

employee’ job satisfaction and work performance, but inversely proportional to 

employee turnover rate and burnout behavior. Compared with work burnout, work 

engagement is satisfactory and pleasant, and has the characteristics of persistence and 

dispersion. When studying the work engagement of different groups, the definition 

and dimension of work engagement of Chinese scholars mostly adopt the typical 

definition of western countries. Among them, Schaufeli’s definition and structural 

dimensions have been widely used in the study of Chinese scholars (especially 

empirical research). In this study, the definition and structural dimension of work 

engagement will adopt Schaufeli’s point of view. Therefore, from the literature review 

at home and abroad, it can be proved that work engagement is also a key variable to 

predict the relationship between employee’s professional loyalty and turnover 

intention. 

 

2.14 Research on Organization Commitment 

Organization commitment is an important concept in Organizational Behavior 

Today and Human Resource Management. In recent years, the impact of organization 

commitment on employee performance, organizational performance and employee 

loyalty has attracted much attention in the fields of enterprise management and public 

management. Since the study on organization commitment originated from enterprise 

management, both the theoretical basis source and the scope of application are 

centered on the enterprise. 

 

2.14.1 Definition of the Organization Commitment 

The meaning of organization commitment is an attitude, which refers to a 

person’s feelings towards a certain object, which can be expressed in many forms. 

However, most of the study on organizational behavior focuses on several main 

attitudes, and organization commitment is one of them. The concept of organization 

commitment was proposed by American sociologist Becker (H. S. Becker, 1960), 

which has a history of more than 40 years. Organization commitment is an emotion of 

willingness and full-hearted participation in all kinds of work in the organization that 
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employee have with the increase of “Side-bet” in the organization. Some scholars 

have found more than 30 definitions of organization commitment, and believe that the 

study on organization commitment “tends to focus on the measurement of self-defined 

and developed scales, and pay little attention to other people’s study” (Morrow, 1983). 

Although other researchers and Morrow have the same view that the existing 

definition of organization commitment has serious concept redundancy, other scholars 

believe that the diversification of the concept of organization commitment, on the one 

hand, reflects that researcher can study this problem more deeply and extensively from 

multiple perspectives. On the other hand, based on sorting out these concepts, the 

basic connotation of organization commitment and the general trend of organization 

commitment can be obtained. Researchers have different interpretations of the concept 

of organization commitment based on different theories and perspectives. 

The Side-bet Theory of employee is based on the assumption of “economic 

rationality”, that is, between employee and the organization is a contractual 

relationship based on economic exchange; due to the increase of employee’ unilateral 

engagement in energy, time, skills and knowledge in their organization, if employee 

leave the organization, they will have great losses. Because the employee themselves 

can perceive the severity of such losses, employee will not leave the organization 

easily (H. S. Becker, 1960). 

D. T. Hall, Schneider, and Nygren (1970) defined organization commitment as 

“the integration of organizational goals and personal goals as a consistent process”. 

Sheldon (1971) believes that “the behavior that is the result of a promise refers 

to behavior that lasts for a period of time and implies rejection of other choices.” The 

scholar defines commitment as “an attitude or orientation toward an organization that 

unites the personal’s identification with the organization.” Because of the personal’s 

identification with the organization, commitment will be reflected in the positive 

evaluation of the organization and the intention to work for the organizational purpose 

recognized by employee. At the same time, the “investment” or “engagement” of 

personals in the organization is the mechanism of commitment. This scholar’s views 

combine those of Becker and Kanter. 

On the basis of Becker’s theory, Hrebiniak and Alutto (1972) proposed that 

“commitment is an attitudinal concept that involves an understanding of the benefits 
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of continuing to participate in the organization” in 1972. These scholars believe that 

commitment is not willing to leave the organization because of higher salary, position 

and career freedom or better colleague relationship. Buchanan Bruce (1974) defined 

organization commitment as “individual’s identification with the organization’s goals 

and value commitments, the relationship between the individual and the organization’s 

goals and values, and the individual’s emotional experience of the organiza tion 

resulting from this identification and relationship”. The scholar believes that the 

commitment includes three organizational parts: 1) Recognition-acceptance of the 

organization’s values and goals; 2) engagement-psychological immersion and focus 

on personal work activities; 3) loyalty-a feeling of love and loyalty to the organization. 

Buchanan Bruce (1974) recognition of the organization commitment is 

obviously emotional. Porter, Steers, Mowday, and Boulian (1974) defined organization 

commitment as “the degree of identification and involvement between individuals and 

specific organizations”. 

R. M. Marsh and Mannari (1977) believed that the employees who accepted 

the commitment considered staying in the company from the ethical point of view, 

ignoring the salary and the status promotion and satisfaction given to male or female 

employees for many years. 

Salancik (1977) defined commitment as “the constraint between individual and 

behavior” and discussed the connection between behavior and attitude by using social 

information processing model. According to the scholar, organization commitment is 

an individual’s dependence on a specific organization and its corresponding behavior. 

There are four standards of conduct: 1) clarity of behavior, 2) persistence of behavior, 

3) voluntariness of behavior, 4) openness of behavior; these standards open a way to 

study commitment from behavior. This method shows that when the individual 

commits to his or her own behavior, the attitude consistent with the behavior is also 

developed accordingly. 

At the same time, Stevens, Beyer, and Trice (1978) proposed two methods to 

define organization commitment: psychological approach and exchange approach. 

Porter, Buchanan, Sheldon and Kanter have adopted the psychological approach to 

highlight the affective loyalty of individuals to the organization. Becker uses Side-bet 

Theory,  Porter, Hrebiniak and Alutto (1972) uses the exchange approach to study 
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organization commitment. Stevens et al. (1978) believed that neither of the two 

research methods determined the individual’s dependence on the organization or 

considered the relevant factors of all aspects of the organization members’ leave or 

stay. Therefore, the scholar believes that commitment should be interpreted as a 

variety of psychological and structural (exchange) determinants, and the scholar is 

trying to integrate these two research approaches. 

In 1977 and 1982, Wiener defined and interpreted commitment by norm 

motivation process (Wiener, 1982; Wiener & Gechman, 1977). The scholar defined 

commitment as “due to the pressure of internalized code of conduct, the behavior of 

employees is in line with organizational goals and interests”. It is more affected by the 

educational background, social ethics, or organizational culture of employees. Wiener 

uses the theory of identification approach to explain the formation process of 

organization commitment. Organization identification refers to the acceptance and 

internalization of organizational goals and values. In addition, Wiener uses Fishbein’s 

behavior-intention model to construct the second theoretical model of the concept of 

organization commitment. The model considers that a person’s behavioral intention is 

determined by two factors, namely, the individual’s attitude towards a certain behavior 

(including the value of such behavior to his or her and the possibility of realization) 

and the individual’s social norms and beliefs (Wiener, 1982). 

Mowday, Steers, and Porter (1979) believes that organization commitment 

research has two types: “behavior theory” and “attitude theory”. Among them, attitude 

commitment reflects the nature and degree of the contact between employees and the 

organization. Behavior commitment is not for organization, but for individual. 

According to this scholar, there are two theoretical foundations of b ehavior 

commitment: Becker’s Side-bet Theory and Festinger’s Cognitive Dissonance Theory. 

Inspired by Salancik’s “social information processing model”, Mowday believes that 

there is a circular relationship between behavior commitment and attitude 

commitment, that is, attitude commitment leads to behavior commitment, which in 

turn reinforces attitude commitment (Mowday et al., 1979). 

C. A. Reilly and Chatman (1986), organization commitment is a psychological 

bond between employees and the organization, which can be expressed in three forms: 

compliance, identification, and internalization. Compliance is the attitude and 
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behavior that is taken only for the sake of a certain reward, rather than out of a shared 

belief. In this case, public attitude and personal attitude may be different, and 

employees may stay in the organization considering the high cost of changing jobs; 

identification means that individuals accept the influence of the organization on 

themselves (employees); internalization means that the organization’s attitude, beliefs 

and values, goals, and values are consistent with those of individuals in the 

organization. 

Meyer and Allen (1984) has been devoted to the study of organization 

commitment for a long time. On the basis of previous studies, these two scholars 

systematically put forward the “three-dimensional structure” of organization 

commitment. They believe that organization commitment reflects an affective 

tendency towards the organization, reflects the cognition of the loss caused by leaving 

the organization and the moral responsibility to the organization. It includes three 

parts: affective commitment, normative commitment, and continuance commitment. 

Affective commitment refers to the degree of affective dependence, identification, and 

engagement of employees to the organization; normative commitment reflects the 

understanding of continuing to work based on obligations and responsibilities; 

continuance commitment refers to the perception or cognition of the loss caused by 

leaving the organization and the lack of alternative job opportunities. 

According to X. Liu and Wang (2002), organization commitment refers to the 

responsibility and obligation of employees to the organization, which originates from 

the identification of organizational goals, and certain attitudes or behaviors are derived 

from it. W. Ling, Zhang, and Fang (2000) believes that organization commitment is an 

attitude of employees towards the organization, which can explain the reasons why 

employees stay in the enterprise and is an indicator to test the loyalty of employees to 

enterprises. In addition to being affected by economic factors such as contract laws 

and wages and benefits, it is more affected by the value system, morals norm, ideal 

pursuit, emotional factors and personal abilities, interests, and personality 

characteristics. 

Summary 

Based on the analysis of the concept of organization commitment by 

researchers in the past, the current research on organization commitment has gradually 
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developed from a single perspective to multiple perspectives, and some contents in the 

single perspective concept and multi-dimensional concept can be sorted out follow 

two ideas. First, the idea of Meyer & Allen can be used in the research, and 

organization commitment can be roughly divided into affective commitment, 

normative commitment, and continuance commitment. Second, according to 

Mowday’s research results, organization commitment can be roughly divided into two 

categories: attitude commitment and behavior commitment. However, there is no 

obvious distinction between attitude and behavior in many concepts, and they are 

more integrated into a certain concept. Table 2.7 below is based on the collation of 

previous conceptual studies. 

According to previous studies, the research defines organization commitment 

as the employee’s commitment to the organization. It reflects the degree of consistency 

between employees and the organization from an individual perspective. It includes 

affective commitment, that is, the recognition of organizational goals and values, 

resulting in affective attachment and engagement to the organization; normative 

commitment refers to the attitude and behavior of staying in the organization caused 

by the socialization of moral norms and responsibilities; continuance commitment is 

the attitude and behavior of having to stay in the organization because of the high cost 

of leaving the organization. 

 

Table 2.7  Organization Commitment Concepts 

Affective 

Commitment 

Normative 

Commitment 

Continuance 

Commitment 

Buchanan, Porter, 

Sheldon’s view, Hall, 

Schneider & Nygren, 

Kanter’s combined 

commitment, O’Reilly & 

Chatman’s identification 

and internalization, Meyer 

& Allen’s affective 

Wiener’s view, Kanter’s 

control commitment, 

Meyer & Allen’s 

normative commitment, 

normative commitment of 

Ling Wenquan et al. 

Continuance 

commitment: Becker, 

Hrebiniak & Alutto’s 

view, Kanter’s 

recognition -continuing 

commitment, O’reilly & 

Chatman’s compliance, 

Meyer & Allen’s 
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Affective 

Commitment 

Normative 

Commitment 

Continuance 

Commitment 

commitment, affective 

commitment of Ling 

Wenquan et al. 

continuance commitment, 

economic commitment, 

and opportunity 

commitment of Ling 

wenquan et al. 

   

 

Note:  The research is self-organized by Buchanan, Porter et al. scholars. 

 

2.14.2 Classical Measurement Model of Organization Commitment 

So far, there has been a consensus that organization commitment is composed 

of multiple dimensions, but there is no consensus on the statement. In the research, 

based on the existing literature, the current scholars’ classic measurement model of 

organization commitment is summarized to deep the understanding of the dimensions 

and specific framework of organization commitment. 

2.14.2.1 Three-dimensional Model with the Organization Commitment 

The Side-bet Theory proposed by H. S. Becker (1960) is actually a one-

dimensional concept, which illustrates a kind of psychological willingness of 

employees to the organization from an economic perspective. The organization 

commitment proposed by Porter, Crampon, and Smith (1976) is actually a one-

dimensional affective commitment. 

Meyer and Allen (1984) comprehensively analyzed the previous 

studies, named Becker’s commitment as “continuance commitment” and Porter’s 

commitment as “affective commitment”, and compiled measure the questionnaire to 

propose a two-dimensional theory of commitment. Later, the two scholars made an 

empirical study on affective commitment, continuance commitment and normative 

commitment in 1990 (N. J. Allen & Meyer, 1990b), and proposed the generally 

accepted three-dimensional model of organization commitment in 1991 (Meyer & 

Allen, 1991). According to the scholar, organization commitment includes affective 

commitment, continuance commitment and normative commitment. Table 2.8 shows 
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scholars’ specific understanding of the three-dimensional structure of organization 

commitment. 

 

Table 2.8  The Three-dimensional Model of Organization Commitment 

Dimensions Authentic Interpretation 

Affective 

commitment 

Employee’s affective dependence on the organization, value goal 

identification and work engagement, as well as their willingness to 

work hard for organizational loyalty. 

Continuance 

commitment 

A commitment by employees to remain within an organization when 

they realize that leaving the organization will cause them losses. 

Normative 

commitment 

It is the employees’ sense of obligation to stay in the organization, 

and the commitment to stay in the organization due to the social 

responsibility formed by the long-term social influence. 

 

Source:  Meyer and Allen (1991). 

 

So far, the measurement of organization commitment has mainly 

adopted the previous questionnaire survey data collection method. At present, there is 

no unified standard for measuring organization commitment. Different theoretical 

basis leads to different dimensions and factors of measurement questionnaire. 

1)  Measurement of Continuance Commitment 

Meyer and Allen (1984) formally put forward the concept of 

continuance commitment and developed the continuance commitment scale (CCS), 

which has good content validity and discriminant validity, and its contain 8 

measurement questions to measure organization commitment from five aspects: 1) 

The employees who leave the organization are hesitant and weigh the pros and cons of 

leaving their post; 2) Considering whether it is necessary to leave the organization 

from the personal advantages of employees; 3) Employees consider the risk of leaving 

the existing organization; 4) The self-evaluation of employees in their posts and the 

value in the organization, including the role, help and contribution to the organization; 

5) The reason why employees can stay in the organization all the time (N. J. Allen & 
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Meyer, 1990a). After 1993, the author of the questionnaire revised the existing 

measurement content. There are 6 questions items after the revision, which are more 

about the comparison of the benefits remaining in the organization and the risk factors 

of leaving the organization (Meyer, Allen, & Smith, 1993). 

2)  Measurement of Normative Commitment 

Wiener and Vardi (1980) developed a scale with three questions 

to measure normative commitment. However, except for the coefficient of internal 

consistency, there was no specific indicator on the content of normative commitment 

in psychological measurement was found in the scale. Moreover, the definition 

proposed by the two scholars is difficult to measure operationally. The three questions 

of the scale (whether employees should be loyal to the organization, whether they 

should sacrifice their own interests for the interests of the organization, and whether 

they cannot criticize their organizations) a re difficult to judge whether the 

measurement is an internalized code of conduct or a general moral standard. 

On the basis of Wiener’s research, N. J. Allen and Meyer 

(1990a) a normative commitment scale (NCS) for measurement. The scale includes 8 

questions, which measure the general moral standards of employees, while the revised 

version in 1993 includes 6 questions, which mainly measure the loyalty and sense of 

responsibility of employees to a specific organization (Meyer et al., 1993). 

3)  Measurement of Affective Commitment 

The organization commitment questionnaire (OCQ) was first 

developed by Mowday et al. (1979), which measures organization commitment from 

three aspects: 1) A strong recognition and acceptance of organizational goals and 

values; 2) Willing to contribute to the organization;  3) Willing to stay in the 

organization. This questionnaire contains 15 questions and has good reliability. The 

operational definition of organization commitment includes three aspects, but for the 

experimental research of the questionnaire, it cannot distinguish the three-dimensions, 

so it only measures the single dimension of affective commitment. In addition, the 

discriminant validity of the questionnaire is not satisfactory. Based on the research of  

N. J. Allen and Meyer (1990a) formally proposed the same definition of affective 

commitment as the former. However, the scholars redeveloped the affective 

commitment scale (ACS) (including 8 questions) and measured it. The results showed 
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that the correlation between ACS and OCQ reached 0.83. The revised affective 

commitment scale (ACS) in 1993 contains 6 questions.  

At present, there are three most commonly used scales at home and 

abroad: 1) The organization commitment questionnaire (OCQ) developed by Mowday 

et al. (1979) is mainly used to measure employees’ affective commitment; 2) N. J. 

Allen and Meyer (1990b) developed a three-dimensional model questionnaire 

concerning organization commitment (8 questions for each dimension, 24 questions in 

total) based on previous research results; 3) Meyer et al. (1993) revised questionnaire 

on three-dimensional model of organization commitment (6 questions for each 

dimension, 18 questions in total). 

2.14.2.2 Five-dimensional Model with the Organization Commitment 

In recent years, domestic scholars have studied organization 

commitment and have some unique views. W. Ling et al. (2000) systematically studied 

the organization commitment of employees in domestic enterprises. Based on Chinese 

enterprises and Chinese employees, scholars have compiled the “Chinese employees’ 

organization commitment questionnaire”, which obtained a five-dimensional model of 

organization commitment through factor analysis: affective commitment, normative 

commitment, ideal commitment, economic commitment, and opportunity 

commitment. Please refer to Table 2.9 for the definition of the five-dimensional 

structure of organization commitment. 

 

Table 2.9  The Five-dimensional Model of Organization Commitment 

Dimensions Definition 

Affective 

commitment 

Employees identify with the company and have deep feelings for the 

company. They are willing to make contribute to the survival and 

development of the company, even do not care about the remuneration, and 

will not change job under any temptation. 

Ideal 

commitment 

Employees attach importance to personal development, pursue the 

realization of their ideals, pay attention to whether their own expertise is 

brought into play in the company, and whether the company can provide 

various working conditions, improvement, and promotion opportunities, to 

realize their current and future ideals. 
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Dimensions Definition 

Normative 

commitment 

Employees’ attitudes and behaviors towards the company are based on 

social norms and professional ethics, and they should have a sense of 

responsibility for the organization, be fully committed to their work, and be 

loyal and loving to the company. 

Economic 

commitment 

Employees stayed in the company because they were worried that they 

would suffer economic losses if they left the company. 

Opportunity 

commitment 

The fundamental reason why employees stay in this company is that they 

can’t find other satisfied companies, or they have no chance to find another 

job because of their low personal skills. 

 

Source:  W. Ling et al. (2000). 

In this model, it can be found that the organization commitment 

structure of Chinese employees is similar to that of Western countries, and both of 

which have two factors: affective commitment and normative commitment, and their 

meanings are also consistent with the meaning in the three-factor model of Meyer & 

Allen. Economic commitment and opportunity commitment can be included in Meyer 

& Allen’s continuance commitment factor. However, ideal commitment is not involved 

in the model of western countries. 

 

2.14.3 Studies on the Influencing Factors of Organizational Commitment... 

The continuance commitment proposed by T. E. Becker and Kernan (2003) 

believes that its influencing factors are employees’ side-bet, such as working years, 

effort level, amount of money invested, and opportunities to find other jobs. The more 

invested, the higher the level of commitment. 

Porter et al. (1974) believe that there are several factors that affect employees’ 

affective commitment: salary, employee status, sense of responsibility, freedom of 

work, opportunities for promotion, etc., especially age and working years of 

employees. 

According to the relevant literature research on organization commitment, 

most of them are discussing the influencing factors (antecedent variable) of 

organization commitment formation, and the effect on individual behavior in the 

organization (outcome variable).  
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Steers (1977) divided the antecedent variable into three parts: personal 

characteristics, work characteristics and work experience, and the outcome variable 

was divided into retention intention, attendance rate and work performance. 

Mowday, Mowdy, Porter, and Steers (1982) developed a more specific 

antecedent and outcome model of organization commitment based on Steers’ 

antecedent and outcome model and proposed the influencing factors (antecedent 

variable) and effect variable (outcome variable) of organization commitment. The 

antecedent variables are: 1) Personal characteristics (including age, education level, 

gender and other personality characteristics); 2) The characteristics of relevant roles 

(including scope of work and challenge, role conflict and role confusion); 3) Structural 

characteristics (including organization scale, work intervention, control range, 

formalization, degree of decentralization, degree of decision-making participation); 4) 

Work experience (including organizational dependability, personal importance, 

expectations and group norms). The outcome variables include work performance, 

absenteeism, demotivation, and turnover. 

Different components of the organization have different mechanisms and 

different influencing factors. Among them, the factors that affect affective commitment 

from strong to weak are work characteristics, relationship between leaders and 

members, role characteristics, organizational structure characteristics, and personal 

characteristics. The relationship between personal characteristics, organizational 

factors and affective commitment is affected by the types of profession, the needs of 

professional groups, and professional preferences. The employee’s first few months of 

work experience in the organization have a significant impact on the development of 

their affective commitment. The factors that influence the continuance commitment 

include education level, language range of the technology mastered, possibility of 

changing profession, amount of investment, salary, promotion opportunity, welfare. 

The factors influencing normative commitment include normative requirements for 

commitment, type of education received, and personal experience (N. J. Allen & 

Meyer, 1990b; Meyer & Allen, 1991). 

Domestic scholars also have a lot of research on the influencing factors of 

organization commitment. Z. Zhang and Fang (2001) through empirical analysis, 

found the specific content of the five dimensions of organization commitment, which 
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can accurately measure the degree of employee’s organization commitment. The 

specific contents are shown in Table 2.10. 

 

Table 2.10  The Influential Factors of Organization Commitment 

Dimensions Specific Factors 

Affective 

commitment 

Trust in leader, life support from organization, team maintenance 

behavior of leader, and dependability of organization. 

Ideal 

commitment 

Trust in leader, work support from organization, education level, 

position, work oriented behavior of leader, promotion system and job 

satisfaction. 

Normative 

commitment 

The level of social fair exchange of employees, the degree of 

dependence on colleagues and the collective work spirit of their 

group. 

Economic 

commitment 

Working years, trust in leader, social fair exchange level of 

employees. 

Opportunity 

commitment 

Satisfaction with remuneration, life support from the organization, 

dependability of organization, social exchange level of employees, 

overall satisfaction with the organization, education level, age, and 

the possibility of change their profession. 

 

Source:  Z. Zhang and Fang (2001).  

 

X. Liu and Wang (2002) studied the organization commitment and its 

formation under the different cultural backgrounds of China and the Western countries. 

The survey shows that in China, the most important factors affecting employees’ 

commitment to the enterprise are enterprise benefits and development prospects, 

wages and benefits, quality and ability of enterprise leaders, business management 

philosophy and personal development opportunities. Because the economic system of 

western countries provides more opportunities for turnover, employees will leave as 

long as they have the opportunity. Employees tend to consider their relationship with 

the enterprise from the role of resignation. Therefore, in the context of western culture, 
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researchers focus on how to predict and reduce turnover behavior according to the 

generally accepted economic exchange rules; in the context of Chinese culture, the 

focus of research is not only to predict whether employees will stay in the enterprise 

based on economic exchange rules, but also to consider social exchange rules, and 

how to increase their loyalty to the enterprise. 

Bild et al. (2006) effectively surveyed 243 employees of 14 high-tech 

companies in Beijing and studied the long-term predictive power of normative 

commitments on organizational behaviors such as employee turnover under the 

Chinese cultural background. Normative commitment refers to employees’ loyalty to 

the organization, which reflects the general sense of internal obligation to the 

organization; more specifically, higher normative commitment of an individual 

employee should correspond to lower turnover behavior, which is supported by recent 

research. On the contrary, other researchers found that there is an inverse relationship 

between normative commitment and turnover intention. Z. X. Chen and Francesco 

(2003) used the organization commitment scale of Meyer et al. (1993) to investigate 

the relationship between three dimensions of organization commitment (affective 

commitment, continuance commitment and normative commitment) and two aspects 

of employee performance (including in-role performance and organizational 

citizenship behavior). The results show that affective commitment is positively 

correlated with employee performance and organizational citizenship behavior; 

continuance commitment is not related to in-role performance, but negatively related 

to organizational citizenship behavior; normative commitment can play a moderate 

role, which is a good measurement factor to predict employees before leaving, 

including the relationship between affective commitment and employee performance, 

employee performance involved in three-dimensional commitment types, and 

organizational citizenship behavior relationship. 

 

2.14.4 Research Progress of Teachers' Organization Commitment 

The research of foreign scholars on teachers’ organization commitment and its 

related factors are shown in Appendix C. 

It is generally believed that the teachers’ organization commitments cover 

commitments to the school, commitments to students, commitments to teaching, 
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commitments to job opportunities, and commitments to the team, etc. There are 

currently many research on commitments to the school. According to some research 

on teachers’ organization commitment, low commitment not only reduces teachers’ 

work efficiency, but also affects their profession development and even lead to their 

resignation. The research also found that teachers with high school identification will 

do their best to work and be proud of their school and are willing to help students in 

their spare time. Therefore, it is an important issue to pay attention to and improve 

teachers’ organization commitment. 

The research on teachers’ organization commitment by Chinese scholars began 

in the early 20th century (T. Zheng, 2002). Since then, many scholars began to pay 

attention to teachers’ organization commitment and its related variables. The overall 

research status of teachers’ organization commitment in China is shown in Appendix 

D. 

In addition, there are many studies on teachers’ organization commitment in 

Hong Kong and Taiwan in recent years, mainly focusing on the organization 

commitment of primary and secondary school teachers, while there is fewer research 

on teachers’ organization commitment in mainland China. At the same time, a large 

number of master’s and doctoral dissertation focus on teachers’ organization 

commitment with wide research range, including the relationships between the 

leadership style, job satisfaction, work experience, role stress, organizational 

communication, organizational structure, organizational effectiveness, organizational 

atmosphere, internal and external control of teachers, etc., and the organization 

commitment. The styles of such research are roughly the same, and they are usually 

conducted in an empirical way. 

Summary 

Through the analysis and discussion of the concept and framework of 

organization commitment, it is concluded that the basic framework is based on the 

foreign literature research and empirical evidence. There is a wide range of research 

on the organization commitment of individual teachers as staff in China. The structure 

of teachers’ organization commitment put forward by different researchers only makes 

specific adjustments in the dimension setting according to their own research. Most of 

them focus on the organization commitment of primary and secondary school teachers 
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in China, and little research has included the teachers’ organization commitment at 

regular universities (independent colleges) as professional knowledge staff into the 

dimension of professional loyalty. In this paper, the four-dimensional structure suitable 

for research on organization commitment of university teachers as professional 

knowledge staff (teachers), which includes personal development (ideal commitment), 

ethics (normative commitment), personal emotion (affective commitment or emotional 

commitment) and work inertia (continuous commitment or continuance commitment) 

are studied based on the review and collation of a large number of domestic and 

foreign literature on staff organization commitment. Based on the research of Chinese 

and Western scholars, these four measurement factors are suitable for research and 

measurement of the influence of teacher loyalty on turnover intention in this paper. 

 

2.15 Professional Commitment 

In recent decades, the research on commitment has become an important 

direction of psychological research. Previous research has focused on job satisfaction, 

work engagement, and organization commitment. However, the relationship between 

staff and the organization has changed with the increasing changes in environment and 

organization. The staff is increasingly insecure about his/her job and pays more and 

more attention to his/her personal professional development in the career. In many 

scholars’ opinion, the organization commitment may be transformed into the 

professional commitment characterized by dedication and love for profession (also 

known as career, occupational, vocational, and professional, and profession refers to a 

highly specialized occupation). Scholars gradually pay attention to the issue of 

professional commitment, which reflects the professional loyalty and attitude towards 

profession, and affects the turnover intention, job satisfaction and work engagement of 

staff (G. J. Blau, 1989; Somers & Birnbaum, 1998). 

With the rapid development of the times and the improvement of people’s 

living standards, the significance of profession for individuals is not only the social 

division of labor and survival, but also the value of growth, sense of accomplishment, 

happiness index, etc. after the completion of professional tasks. Research on 

professional commitment by domestic and foreign scholars is not only focused on the 
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fact that staff should work hard to create higher value for the organization and the 

enterprise. Now that competition among enterprises continues to intensify, the 

organization stability has declined. Professional commitment has become the attitude 

of staff and an important factor in maintaining the turnover rate of talents when they 

work for the enterprise, and the staff has also changed the organization commitment 

into the pursuit of personal career or profession. People pay more attention to the 

psychological feelings and social effects brought about by professional skills in the 

profession. Whether they agree with the profession and devote themselves to normal 

professional and technical activities is the embodiment of professionalism. In today’s 

competition for talents in universities in China, the professional commitment of 

teachers as professional knowledge staff is much higher than organization 

commitments. Research shows that people with high commitment are more likely to 

stay in their organization or profession and work for organizational or career goals 

than those with low commitment. Commitment is negatively correlated with turnover 

and low performance (Somers & Birnbaum, 1998). 

 

2.15.1 The Concept of Professional Commitment 

Professional commitment is the motivation for professional knowledge staff to 

recognize their profession, pursue scientific research and make continuous progress in 

the professional field. It is also the concept of further specialization and 

professionalization of professional commitment, which refers to the profession with 

high degree of specialization and difficulty coefficient. Mowday et al. (1979), the 

earliest researchers of professional commitment, derived the significance of 

professional commitment from organization commitment, which is manifested as 

follows: 1) a firm belief in and acceptance of professional goals and values; 2) a 

willingness to make more effort to professional work; 3) a desire to make higher 

achievements in the professional field (Mowday et al., 1979) Professional commitment 

is individuals’ attitude to profession, that is, staying in the current job and devote all 

the lifetime and energy to work (G. J. Blau, 1985). Taylor (1988) believes that there 

are three aspects of professional commitment significance, including professional 

roles, professional relationships, professional requirements, rules and regulations and 

norms in professional work, and based on the above aspects, put forward six parts for 
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professional work, i.e., identification, positive engagement, affiliation, professional 

norms, professional internalization, and professional relationship. Based on previous 

theories, Colarelli and Bishop (1990) consider that the professional motivation of 

staff’s personal commitments in professional commitments includes the establishment 

and development of professional goals in their own professions, as well as their 

personal recognition of professional goals and job satisfaction, taking profession as 

their lifelong goal. G. J. Blau and Lunz (1998) define professional commitment as 

individuals’ desire for profession, serious attitude, and work behavior. For those 

reasons, people will devote all their efforts to the work no matter how hard and 

regardless of cost. 

2.15.1.1 Theoretical Conception of Professional Commitment 

In general, the research viewpoints of foreign professional commitment 

mainly include motivation theory and attitude theory, which are further divided into 

single-factor and multi-factor theoretical conceptions (see Table 2.11). There is no 

direct conflict between single-factor theory and multi-factor theory. If commitment is 

defined as affection, then it is single factor. Single-factor theory includes single-

dimensional motivation theory and attitude theory. If the response to a commitment is 

the main reason for willingness to stay in a certain profession, then it must be multi-

factor. On the basis of professional emotions, relevant cognition of the reasons for 

staying in the profession is added. Although the multi-factor theory may confuse the 

abstract definition with the conditions of professional commitment, the understanding 

of the multi-factor theory can enable every scholar studying such professional 

commitment to realize the causes of professional commitment clearly, which is helpful 

for effective intervention measures of organizational implementation. At present, there 

are still controversies about the structure of professional commitments; moreover, 

research on multi-dimensional professional commitments is far less than that on 

single-dimensional professional commitments (K. Lee, Carswell, & Allen, 2000). 

The theoretical conception and key viewpoints on professional 

commitment are shown in Table 2.11 as follows. 
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Table 2.11  The List of Theoretical conception and Key viewpoints on Professional 

Commitment 

Authors Research Contexts Intention Types 

J. R. Hall (1988). Motivation Theory The degree of motivation of the 

individual in choosing a 

professional role. 

London (1983).  The core connotation is 

professional motivation, including 

professional insight and vitality. 

G. J. Blau (1985). Single-dimensional 

attitude theory 

It comes from the emotion of 

profession 

Aranya, Pollock, and 

Amernic (1981). 

 The single-dimensional 

organization commitment theory 

proposed by Mowday & Porte is 

introduced into the field of 

professional commitment, and its 

core viewpoint emphasizes the 

identification of individuals with 

specific profession and the relative 

intensity of their involvement. 

Meyer et al. (1993). Three-dimensional 

attitude theory 

From the perspective of 

psychology, economics and social 

culture, the structure of 

professional commitment is 

divided into three parts: affective 

commitment, continuance 

commitment and normative 

commitment. 

G. J. Blau (2003). Four-dimensional 

attitude theory 

The continuance commitment in 

the three-dimensional career 

commitment proposed by Meyer et 
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Authors Research Contexts Intention Types 

al. is replaced by the two 

dimensions of cumulative cost and 

choice restriction, focusing on the 

cost of leaving the job and the lack 

of career choices. 

   

 

Source:  J. R. Hall (1988). 

1)  Motivation theory 

In researching the relationship between professional motivation 

and relevant variables such as empowerment, it is verified by factor analysis that 

professional motivation is indeed composed of professional insight and vitality, with 

variance interpretation of 48% (London, 1993). Carson and Bedeian (1994) have the 

same view of professional commitment as the former but change the professional 

insight into career planning. But the meaning of the two is basically the same. 

According to research of Meyer, Becker, and Christian (2004), although commitment 

and motivation are related, they are different concepts. They tend to regard 

commitment as a component of motivation. 

2)  Single- dimensional attitude theory 

Profession issue has always been concerned by researchers. 

Early professional commitment research focused on research topics such as profession 

choice, development, and mobility, which reflects a single-dimensional concept. By 

directly replacing the term “organization” in OCQ with the term “career” or 

“profession”, Aranya and Ferris (1984) first introduced the theory and measurement 

method of single-dimensional organization commitment to the field of professional 

commitment. In the measurement of professional orientation, the two factors of 

professional loyalty and professional commitment are analyzed, and it is considered 

that professional commitment is the general commitment to work at all stages of life, 

and its real meaning refers to the value of profession to the life of staff (Marshall & 

Wijting, 1982). 
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However, another foreign scholar took nurses as samples to 

develop an 8-item questionnaire for professional commitment, which was surveyed 

together with the work involvement and organization commitment questionnaire. 

Three independent factors were extracted from the factor analysis results, supporting 

the single-dimensional attitude theory of professional commitment. In his opinion, 

there is only one dimension for professional commitment, namely affective dimension. 

People stay in their current jobs because of feelings for the jobs. The understanding of 

professional commitment mainly focuses on occupational affection and nostalgia for 

professional work; the work involvement, work focus and career value in the previous 

concept of professional commitment are excluded (G. J. Blau, 1985). 

3)  Three-dimensional attitude theory 

The three-dimensional attitude theory of professional 

commitment is based on the research of the three-factor theory of organization 

commitment. Meyer et al. (1993) comprehensively analyzed the achievements of 

previous research on organization commitment, and, based on the affective 

commitment, absorbed the emphasis on engagement of H. S. Becker (1960), and 

named it as “continuance commitment”, and then absorbed the idea of valuing norms 

of Wiener (1982), and named it as “normative commitment”, thereby forming the 

three-factor theory of organization commitment, and then extending the model to the 

field of professional commitment research; thus, professional commit ment is 

composed of three dimensions, namely, affective commitment, continuance 

commitment and normative commitment. The affective commitment refers to the 

individuals’ affective attachment, identification, and engagement to the profession 

they are engaged in; the continuance commitment refers to the recognition of the 

losses and costs caused by turnover; while the normative commitment refers to an 

individual’s sense of obligation to accept social ethical norms and engage in his or her 

profession. Meyer et al. conducted research on the professional loyalty of nurses as 

technical professionals, in which the professional commitment and organization 

commitment were measured from the same dimensions (affective commitment, 

continuance commitment, and normative commitment), but with different problems. 

Professional commitment in professional work stresses the individual’s devotion, love, 

and persistence to the professional and technical work, including the importance of 
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professional and technical work, the degree of dedication to professional work, giving 

up of job because of work difficulties, as well as love and persistence for profession. 

The commitment of professional staff to the organization is more about their feelings 

and the responsibility to the organization, their responsibility to the family, their value 

in the organization, the evaluation of the organization, the corporate culture and 

development prospects (Meyer et al., 1993). 

Irving, Coleman, and Cooper (1997) verified the three-factor 

model with Canadian government officials as research objects. Snape and Redman 

(2003) also evaluated the three-factor model by taking human resource management 

experts from Britain as the research object. After exploratory factor analysis, 

confirmatory factor analysis, and comparison with single-factor and two-factor 

models, the three-factor model is considered to be the best one, with a total variance 

explanation of 53%, which supports the three-factor model proposed by Meyer et al.  

4)  Four-dimensional attitude theory 

Based on the research of professional barriers, G. J. Blau (2003) 

developed the three-dimensional professional commitment proposed by Meyer et al. 

into the four-dimensional structure. Carson, Carson, and Bedeian (1995) proposed that 

there are three dimensions for professional barriers: cumulative engagement, affective 

cost, and choice restrictions (limited alternative professions). The cumulative 

engagement measures an individual’s cumulative engagement in occupations, 

including time, money, training, etc.; the change of profession means that the previous 

efforts have not been rewarded accordingly. The affective cost measures the affective 

cost of engaging in a new profession. The choice restriction measures whether there is 

a lack of alternative professional options. The concept of professional barriers largely 

overlaps the continuance commitment dimension of professional commitments. G. J. 

Blau (2003) believes that cumulative cost and choice restriction are two dimensional 

concepts that are strictly defined. Therefore, in his research, the continuance 

commitment in the three-dimensional professional commitment proposed by Meyer et 

al. was replaced with two independent dimensions in the professional barriers scale: 

cumulative cost and choice restrictions, thereby putting forward the assumptions of 

the four-dimensional model of professional commitment, namely, affective 

commitment, normative commitment, cost (cumulative cost) commitment and 
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opportunity (choice restriction) commitment. 

 

2.15.2 Measurement of Professional Commitment 

The difference between the definition and theoretical conception of 

professional commitment directly affects the measurement of professional 

commitment. Different tools have been developed for measuring professional 

commitment (see Table 2.12). There are still controversies about the definition and 

structure of professional commitment in foreign countries, which affects its 

measurement. The research on professional commitment in China is at the stage of 

exploration. Whether foreign measurement tools can be applied to the professional 

commitment of Chinese population, especially the university teachers as professional 

knowledge staff has yet to be verified. 

The professional commitment measurement scale of each scholar is shown in 

Table 2.12. 

 

Table 2.12  The List of Professional Commitment Measurement Scale 

Authors Scale Name Measurement Dimension 

Greenhaus (1973). Professional 

characteristics 

General work attitude, career 

planning and thinking, 

importance of work. 

G. J. Blau (1985). Professional 

commitment (surveyed 

together with work 

involvement and 

organization 

commitment) 

Professional commitment. 

London (1985). Professional motivation Professional identification, 

insight, vitality. 

Meyer et al. (1993). Professional 

commitment 

Affective commitment, 

continuance commitment, 

normative commitment. 
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Authors Scale Name Measurement Dimension 

Carson et al. (1995). Professional 

commitment 

Professional identification, 

career planning, professional 

vitality. 

G. J. Blau (2003). Professional 

commitment 

Affective commitment, 

normative commitment, cost 

commitment, opportunity 

commitment. 

 

Source:  Greenhaus (1973). 

 

There is no direct conflict between single-factor theory and multi-factor theory. 

If commitment is defined as affection, then it is single factor. However, if the response 

to a commitment is considered to be the main reason for willingness to stay in a certain 

profession, then it must be multi-factor. So far, the research on multi-dimensional 

professional commitment is far less than that on the single dimensional one (K. Lee et 

al., 2000). Based on the above literature research and review, three-dimension and 

four-dimension structures of professional commitment proposed by Meyer and Blau 

are adopted for the research. In the research, staff’s professional commitment is a 

special emotion of nostalgia and love for their profession, which is composed of 

multiple emotional factors. 

 

2.15.3 Studies on Professional Commitment 

The research on professional commitment mainly focuses on its formation, the 

analysis of influencing factors and its relationship with relevant variables. 

Professional commitment is typically characterized by the individual’s efforts 

to pursue ever-changing developmental goals that require the individual to actively 

interact with the environment. At present, there is little research on the formation of 

professional commitment. Van Maanen’s findings on the police department suggest 

that the concept of professional commitment is formed before one enters a profession, 

and that an individual enters an early stage of professional commitment when he or 

she enters a profession (Carless, 2005). 
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G. J. Blau (1985) summarized two prediction factors for professional 

commitment. Firstly, from the perspective of individuals, he emphasizes that 

individual differentiation is a factor to predict part of occupational behaviors. 

Secondly, from the perspective of the organization, he emphasizes that contextual 

factors (such as the relationship between superiors and subordinates) are the factor to 

predict part of professional behaviors. London (1983) proposed that the contextual 

factors that affect professional commitment include organizational ambiguity, 

managerial evaluation, and control. According to  Morrow (1983), personal 

background, organizational situation and social variables may affect professional and 

career commitments. 

The conclusions of research on the influence factors of professional 

commitment vary. In terms of gender, different researchers have come to different 

conclusions. According to research of Irving et al. (1997), men’s continuance 

commitment to profession is higher than women’s. The meta-analysis shows that 

gender is not related to professional commitment (K. Lee et al., 2000). As revealed by 

a study of British and Swedish technicians, men have higher commitments than 

women; and the older the staffs are, the higher the professional commitments is, the 

deeper their feelings for the profession, the higher the cost of turnover (V. Singh & 

Vinnicombe, 2000). The higher the level of education and the position, the higher the 

level of professional commitment; and the stability of the career and the sense of 

pleasure it causes may produce high professional commitment (Goulet & Singh, 

2002). Naquin and Holton (2002) proposed that extraversion and positive emotions 

directly affect motivation to improve work through learning (MTIWL), while sense of 

responsibility and agreeableness are adjusted by professional commitment.  Meyer, 

Allen, and Meyer (1997) believes that satisfaction and job challenge will affect the 

affective commitment in professional commitment. As revealed by the research on 

teachers’ professional commitment from L. Xia (2001), the older the age, the higher 

the dimensions of professional commitment (affective commitment, continuance 

commitment, normative commitment). 

Another area of concern in professional commitment research is after-effect 

factors, including professional withdrawal or transition and job performance. 

Professional commitment describes staff’s willingness to stay in the current jobs, 
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while its opposite is professional withdrawal, which is often used as the calibration 

standard of professional commitment scale. Professional withdrawal is often 

accompanied by leaving the organization, and professional commitment has also 

become one of the influencing factors of turnover. Job performance involves many 

aspects such as staff’s job performance and work engagement. The results of the meta-

analysis of professional commitment show that professional commitment is 

significantly and negatively correlated with professional turnover intention, but not 

significantly correlated with job performance, and professional commitment is the 

most important predictor of professional turnover (K. Lee et al., 2000). According to 

research of Snape and Redman (2003), the three dimensions of professional 

commitment (continuance commitment, affective commitment and normative 

commitment) are significantly and negatively correlated with turnover intention. 

Korean scholar Chang (1999) conducted a research on the relationship between 

professional commitment, organization commitment, and turnover intention and found 

that the interaction between professional commitment and organizational emotional 

commitment is significantly and negatively correlated with turnover. Therefore, he 

concluded that individuals with lower organizational affective commitment and higher 

professional commitment are more likely to resign than those with higher 

organizational affective commitment and lower professional commitment, and 

professional commitment becomes an intermediary variable in the rela tionship 

between organizational affective commitment and turnover intention. According to the 

hierarchical regression analysis of relationship between professional commitment and 

work engagement, the work engagement is a prerequisite for professional commitment, 

and staff attitudes towards and degrees of professional commitment affect their 

professional commitment. Whether professional commitment is also a prerequisite for 

work engagement remains to be further studied (Wilson & Becker, 2004). 

As can be seen from the previous literature review, the staff professional 

commitment does not represent the commitment to the organization or to the 

organization’s agent, especially for the professional knowledge staff such as university 

teachers, the professional commitment to the profession may be higher than the 

organization commitment.  
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2.15.4 Research on Teachers' Professional Commitment 

The teachers’ professional commitment as professional knowledge staff is an 

important variable to predict teachers’ adherence to their professional positions. It is 

closely related to professional attitude, performance, discipline development, 

professional scientific research development and stay intention, and is one of the best 

indicators to predict the level of flow and the turnover intention (Billingsley & Cross, 

1992). Teachers’ professional commitment can be summarized as follows: passion, 

students’ investment in extracurricular time, the degree of concern of students’ 

individual needs, ability to impart knowledge, attitude, values and the responsibility of 

faith, maintenance of professional knowledge, agreement on school community 

(Crosswell, 2004). Generally, scholars at home and abroad consider that teachers’ 

professional commitment as professional knowledge staff is that teachers recognize 

the educational value, the professional academic norms and creeds of education, and 

are willing to permanently work hard, innovate and develop for the education 

(Xinxiang Li, 1994). Commitment is a decisive factor in educational organizations 

(Firestone & Pennell, 1993). Therefore, scholars have proposed that the promotion of 

teachers’ professional commitment as professional knowledge staff should be regarded 

as an important goal of university reform (Maehr, Smith, & Midgley, 1990). 

Firestone and Pennell (1993) proposed in research that there are at least six 

factors in the work situation that affect teachers’ professional commitment: teacher 

autonomy and effectiveness, teacher participation in decision -making and 

management, feedback to teachers, cooperation be tween teachers, learning 

opportunities for teachers, and resources available to teachers.  K. Singh and 

Billingsley (1998) surveyed nationally the impact of professional support on teachers’ 

professional commitment. The results show that the principal’s leadership (or support) 

not only directly affects teachers’ professional commitment, but also indirectly affects 

the teachers’ professional commitment through the support of colleagues; and the 

support of colleagues has the greatest direct impact on teachers’ professional 

commitment. In addition, as confirmed by the research, female teachers’ professional 

commitment is higher than that of male teachers; education level has a negative impact 

on professional commitment; the richer teaching experience (teaching age) is, the 

lower professional commitment becomes; gender and education level affect 
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colleagues’ professional commitment to teachers support. In the opinion of Graham 

(1996), the strategies to improve teachers’ professional commitment mainly include: 

meeting students’ needs in the teaching process, participating in all school activities, 

selecting valuable feedback information, developing and utilizing opportunities to 

expand learning resources, and assuming teachers’ teaching responsibilities. 

In China, the current research literature on teachers’ professional commitment 

mostly involves the status quo and characteristics of the professional commitment of 

secondary school teachers, and there are few studies on the professional commitment 

of university teachers. F. Xu and Zhu (2005) conducted a questionnaire survey on 

professional commitment of 776 primary and secondary school teachers and found 

that the current level of professional commitment of primary and secondary school 

teachers in China is at a medium level, of which, the normative commitment is the 

highest, followed by the affective commitment, and then the continuance commitment; 

there are significant differences in the three dimensions of professional commitment 

among primary and secondary school teachers of different genders, educational 

backgrounds and teaching ages; in China, the profession of primary and secondary 

school teachers is not very attractive because of the low social and economic status; 

the prejudices against the primary and secondary school teachers in Chinese history 

results in a lack of understanding of the importance of the profession of primary and 

secondary school teachers; teachers in primary and secondary schools are under great 

pressure from the society and parents, and their return is low. Primary school teachers 

are higher than secondary school teachers in affective and normative commitments. 

Summary 

From the perspective of the characteristics of teachers’ profession, it depends 

more on their internal autonomous behaviors; while from the perspective of the 

characteristics of psychological needs, the realization of teachers’ personal value lies in 

the core position in the profession and career value system (Xie & Zhu, 2011). The 

previous literature review on professional commitment has already stated that it is an 

attitude of recognition and engagement. Staff commitment is staff’s recognition and 

loyalty to the profession they are engaged in, and they are more engaged in professional 

activities, and are unwilling to change their current professional attitude and behavior 

(F. Xu & Zhu, 2005). At present, there are few research on teachers as professional 
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knowledge staff. The content and specific structure of teachers’ professional loyalty 

involved in the above literature will be introduced in the research framework and 

specific measurement dimensions of the research, which can better explain the 

characteristics of university teachers as professional knowledge staff and their love for 

their profession. 

 

2.16 Turnover Intention 

Generally, people and enterprises regard that thinking about turnover intention 

is the last stage before turnover. Meanwhile, researchers indicate turnover intention to 

be a significant indicator for measuring employee perception about job (Hom et al., 

1992). Researchers have different understandings and views on the definition of 

turnover intention. For example, Porter et al. (1974) believed that turnover intention 

mainly refers to the withdrawal behavior of employees which was attributed to 

unsatisfied work experience. Chinese scholars believe that turnover intention refers to 

employees’ intention to leave from their present jobs and look for job opportunities (J. 

Fan, 1978). Miller, Katerberg, and Hulin (1979) believed that turnover intention refers 

to employees’ presentation and attitude of leaving their existing jobs and seek for other 

job opportunities. Previous psychology studies have shown that employees’ work 

intention is influenced by their perception when choosing a job, including intentions 

of leaving the job and searching for a more suitable job (Mobley, 1977). 

Meanwhile, turnover intention is mostly regarded as the psychological state 

before turnover. Taking Mobley’s model as example, researchers represented by 

Mobley believe that turnover intention is the direct antecedent variable of turnover 

behavior. Definitions of turnover intention from academic scholars are shown in Table 

2.13: 
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Table 2.13  Definitions of Turnover Intention Concept 

Authors Concepts 

Mobley (1977). After work in specific organization for a period of the time, 

employees have intention to leave the job after 

consideration. After experienced job satisfaction 

dissatisfaction, employees would think of quitting from the 

first time, and then they would take steps such as searching 

for alternatives, evaluating alternatives, and comparing 

alternatives and present job. 

Mobley et al. (1978). Turnover intention is a combination of comprehensive 

factors such as job dissatisfaction, turnover intention, 

intention to search for alternatives, and possibility of 

finding alternatives. 

Miller et al. (1979). Turnover intention is the intention to leave and look for 

other job opportunities, which can be reflected by work 

performance and state. 

Williams and Hazer 

(1986). 

Turnover intention represents an employee’s tendency, 

intention, and plan to leave his or her position. 

P. Huang and Tian 

(2006). 

Turnover intention represents an employee’s tendency, 

intention, and plan to leave his or her position; as well as 

intention and idea of leaving the organization. Turnover 

intention is an individual’s cognition and attitude towards 

turnover, which can lead to the occurrence of actual 

turnover behavior. 

 

Source:  Mobley (1977). 

 

The purpose of this paper is to study that as professional knowledge staff, the 

professional loyalty of teachers includes psychological contract violation, job 

satisfaction, work engagement, organization commitment, professional commitment, 

which will become the comprehensive factors that affect the turnover intention of 
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teachers. 

2.16.1 The Concept Model of Turnover Intention 

General employee turnover model by March and Simon (1958) is an early and 

influential employee turnover model. They put forward two key considerations 

affecting employees’ turnover intention, namely, the rationality and possibility of 

turnover. Job satisfaction and the possibility estimation of inter-organizational 

mobility are decisive factors when an employee makes a judgment on whether it is 

reasonable to leave the organization. When employees find it’s easy to leave the 

organizations, the number of alternatives, the possibility of getting new jobs, and the 

willingness of accepting new jobs will become more important factors. Descriptions 

of other theoretical models are listed in Table 18: other concept model contents are 

shown in Table 2.14 below. 

 

Table 2.14  Descriptions of other Concept Models of Turnover Intention. 

Authors Concepts 

R. G. Price and Spiro 

(1977). 

 

Model on establishment of turnover intention: it is 

believed that the degree of job satisfaction (i.e., job 

satisfaction) is an important variable that affects the 

turnover decision of employees. Salary, formal 

communication, integration, and feedback have an 

impact on turnover intention through the intermediary 

variable - job satisfaction. 

Mobley et al. (1978). Model on withdrawal behavior of employees: it is 

believed that employees’ personal variable, 

organizational variable, and market variable affect 

employees’ attitude, which affect the turnover intention. 

In this model, the age and seniority of employees are 

significantly positively correlated with job satisfaction, 

while job satisfaction is significantly negatively 

correlated with turnover intention and intention of 

finding alternatives. In addition, it is believed that 
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Authors Concepts 

finding other jobs may also be the main reason for 

affecting the turnover intention. 

Spencer, Steers, and 

Mowday (1983). 

Model on voluntary turnover: it further points out that 

job involvement and organization commitment are also 

antecedent variables of employees’ turnover intention, 

and employees may try to change their situation when 

they are dissatisfied with their job. 

J. L. Price and Mueller 

(1981b). 

Employees enter the organizations with certain 

expectations. There are material or spiritual exchanges 

between employees and the organizations. Employees 

provide services for organizations, and organizations pay 

salaries to employees. Employees pursue the 

maximization of profits. The model includes five types 

of variables related to turnover intention: individual 

variables, environment variables, structural variables, 

control variables and mediating variables. Of which, 

general training, emotional and job involvement are 

individual variables; kinship responsibility and 

opportunity are environmental variables; fair results, 

salary, social support, job stress, and promotional 

chances are structural variables; population variables are 

control variables; and organization commitment, job 

satisfaction, professional commitment and job search are 

mediating variables. 

  

 

Source:  R. G. Price and Spiro (1977). 
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The latest model is the one proposed by J. L. Price (2001), which proposes that 

there are four types of variables related to turnover: environmental variable, individual 

variable, structural variable and process variable. Among them, environmental 

variables mainly refer to variables related to household and labor market. Structural 

variables are the exogenous variables of the model, and process variables are the 

endogenous variables of the model. There are two environmental variables: kinship 

responsibility and opportunity. Kinship responsibility is persons’ commitments to the 

family, which may reduce his/her turnover intention. The so-called opportunity refers 

to the external employment opportunity, which is a variable related to the l abor 

market. More employment opportunities reduce the attractiveness of the current job, 

thus increasing the turnover behavior. 

The model of J. L. Price (2001) is mainly based on a whole turnover theory, 

the core of which is made up of a set of assumptions. First, it is assumed that 

employees come into the organization with certain expectations. Second, it is assumed 

that there are benefits exchanges between the employee and the organization, and that 

the organization uses various rewards to exchange for the employees’ services. Third, 

it is assumed that employees seek to maximize their net income. The main contribution 

of Price’s model is that it absorbs the research results of turnover in many academic 

fields and shows good predictive ability in explaining the psychological change 

process of employees’ turnover intention. The downside of this  model lies in that 

many variables. The process of mediating influence between some variables has not 

been well theorized. The model of turnover intention is shown in Figure 2.1. 
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Figure 2.1  Model of Turnover Intention J. L. Price (2001). 

Source:  J. L. Price (2001). 

2.16.2 Antecedent Variables of Turnover Intention 

Employees’ turnover behavior is a comprehensive process affected by many 

factors, and these factors interact on both turnover intention and behavior and are not 

independent from each other. In general, the factors that affect turnover intention 

mainly include individual factors, external environment factors, learning opportunities, 

corporate culture, employee relations, job satisfaction, commitment, etc. 

1)  Individual factors: research proved that age, gender, education and 

seniority are important factors influencing turnover intention and job satisfaction (Q. 

Wu & Diao, 2001). In addition, there is also a complex relationship between individual 

variables such as employee personality, career interest, ability and turnover intention 

(K. Zeng & Xu, 2004). L. Lu, Lu, Gursoy, and Neale (2016) investigated and found 

that in the same organization, there is lower turnover rate among employees with older 

age and more seniority. Most studies suggest that older employees have fewer 

opportunities, and that employees with longer tenure and faster rate of pay increase 

prefer to stay in the organization. Younger employees with better-educated may have 

lower job and career satisfaction and lower commitment to the organization. 
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2)  Organizational factors: Organizational factors mainly include two 

aspects. The first aspect is work-related factors, such as occupation, work challenge, 

stress, working environment and interpersonal relationship. The second aspect is 

factors related to organizational characteristics, such as organizational culture, system 

norms, leadership style, brand, organizational atmosphere, etc. (Shao, 2006).From the 

perspective of work-related factors, if employees have high job stress, poor working 

environment and interpersonal relationship, and work is overly simple and lacks of 

challenge, they are likely to have lower job satisfaction, thus resulting in higher 

turnover intention. From the perspective of factors related to organizational 

characteristics, the organization fails to provide employees with training and 

relearning opportunities, employees may feel lack of growth space, or dissatisfied with 

salary and benefits and unfair results. Employees may also have turnover intention. 

3)  Environmental factors mainly include economic development level, 

industry status, policies and regulations, social culture, employment system, etc., 

which affect employees’ turnover intention (W. J. Zhang & Li, 2001). 

4)  Internal psychological factors (relationship between organization 

commitment, job satisfaction and turnover intention). The factors include job 

satisfaction, organization commitment, professional commitment, and internal 

psychological factors such as psychological contract, a sense of fairness and 

achievement. Of which, organization commitment and job satisfaction are treated as 

the most important two factors of affecting employees’ turnover intention, and the 

influence of other factors are based on these two factors (Mobley et al., 1978). 

However, there is no unified conclusion on the relationship among organization 

commitment, job satisfaction and turnover intention in academic circles. The scholars 

represented by (Porter et al., 1976) believed that organization commitment was more 

predictive than job satisfaction, and organization commitment was regarded as a 

mediating variable between job satisfaction and turnover intention, which was proved 

by the researches of Steers and Mowday (1981). T. S. Bateman, Ferris, and Strasser 

(1984) believed that job satisfaction can explain turnover intention in a better way 

than organization commitment. 
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2.16.3 Studies on Teachers' Turnover Intention 

Nowadays, there have been a lot of researches on the influencing factors of 

teachers’ turnover intention. Flowers and Hughes (1973) believed that the strength and 

weakness of teachers’ turnover intention are depended on the gap between their own 

work ethics and the academic values of the school they worked for. Larger gap may 

result in higher turnover intention of teachers. It can be explained that the pursuit of 

academic and disciplinary achievements of university teachers has exceeded their 

loyalty to their school or unit. And having teaching and research ability as professional 

and occupational skill, university teachers may easily transfer from one school to 

another. For example, in today’s society, professors from foreign or domestic 

universities with high qualifications and research ability can always easily find a job 

(Watts & Short, 1990). Joo, Hahn, and Peterson (2015) comprehensively discussed the 

influence of personal core value, positive personality, organizational support, 

development feedback, job complexity and other variables on turnover intention. I. H. 

Chen, Brown, Bowers, and Chang (2015) empirically discussed the mediating effect 

of work on family conflict between job satisfaction and turnover intention. Through 

reviews of the above-mentioned literature, the research on the turnover intention of 

teachers mainly focuses on seven categories, including external environmental factors, 

employees’ personal behavior, attitude investment, demographic characteristics, job 

characteristics, job satisfaction, etc. Scholars are also increasingly concerned about the 

whole process and other variables that influence turnover intention. For example, 

when discussing the relationship between psychological contract violation and 

turnover intention, Arshad (2016) took the influence of cultural factors into 

consideration. In domestic studies on turnover intention, the early stage was focused 

on exploring factors influencing turnover intention, such as: Y. Fu, Ling, and Fang 

(2002) concluded five influencing factors, such as individuals’ fitness to the 

organization, work factors, etc. H. Shan, Enhua, Bao, and Zhang (2015) proved that 

there was a significant negative correlation between employees’ perception of 

enterprise status and turnover intention through empirical research. 

Generally, most research objects of turnover intention are staff of domestic 

enterprises, and at present, there are few research on the turnover intention of teachers 

in China. Except for more research on the turnover intention of university teachers in 
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Taiwan, other empirical analyses, research, and discussions on the turnover intention 

of university teachers are very few. This study takes turnover intention as a dependent 

variable to explore the important prerequisites that ultimately lead to teachers’ 

turnover thoughts and behaviors. Among them, the independent variables of the 

preconditions include the employees’ awareness of the psychological contract 

violation, psychological contract breach, job satisfaction, work engagement, 

organization commitment and professional commitment, which are description of 

factors that affect the employees’ turnover intention. 

 

2.17 Constructs and Hypothesis Development 

From the perspective of teachers’ work characteristics, the realization of 

teachers’ personal value depends mostly on inner autonomous behaviors. From the 

perspective of psychological demand characteristics, the realization of teachers’ 

personal value occupies the core position in the vocational value system of teachers. 

Management of teachers from regular independent colleges must not only rely on 

tangible contracts, i.e., written contracts, but also pay more attention to develop and 

cultivate relationship, understanding and trust between teachers and their schools. On 

this basis, management should achieve a psychological tacit understanding and 

identification between teachers and their schools, which is the problem that should be 

solved by “psychological contract”. To achieve this goal, based on the theory of 

psychological contract and model of turnover intention, this study designs an effective 

measurement dimension from the relationship between teachers’ professional loyalty 

and turnover intention to prove the specific reasons and behaviors of turnover of 

universities and college teacher as professional knowledge staff. This paper uses the 

teachers from local independent colleges of China's universities as the participants of 

professional knowledge staff, use turnover intention which has directly related to 

turnover and outflow as the dependent variable, also use related teachers’ professional 

loyalty factors, including psychological contract violation, job satisfaction, work 

engagement, organization commitment, professional commitment as independent 

variables. This paper aims to reveal the relationship between six variables, explores 

the effects of psychological contract violation, job satisfaction, work engagement, 
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organization commitment, professional commitment, and turnover intention. On the 

one hand, this paper enriches the theoretical relationship model of the six variables, 

and provides a new empirical basis for the increase of professional loyalty and 

turnover rate of the teachers as professional knowledge staff from local independent 

colleges of China's universities; On the other hand, this paper also seeks the root cause 

of the high outflow rate caused by the turnover intention of the teachers as professional 

knowledge staff from local independent colleges of China's universities, in order to 

provide theoretical and empirical basis for mobilization of the high quality and high 

professional work enthusiasm of teachers and the effective formulation of personnel 

management strategy of China’s ordinary colleges and universities. 

 

2.17.1 The Relationship of Psychological Contract Violation, Job 

Satisfaction, Work Engagement, and Turnover Intention 

2.17.1.1 The Relationship between Psychological Contract Violation 

and Turnover Intention 

Psychological contracts are based on mutual trust, so violation can lead 

to feelings of deception and strong emotional reactions. Many studies have found that 

psychological contract violation will have a series of negative effects on employees’ 

behavior and attitude. 

R. A. Guzzo et al. (1994) studied overseas professional managers and 

found that psychological contract violation would result in reducing organization 

commitment, returning desire or willingness to leave the organization. S. L. Robinson 

et al. (1994) believed that psychological contract violation would result in changes of 

employees’ perception of organizational obligations, and decline in work performance 

and increase in the turnover rate. Herriot and Pemberton (1996) pointed out in their 

research that psychological contract violation may result in employees to negotiate 

explicitly, adjust their working hours, or simply leave the company. Due to the 

psychological contract violation, employees will re-evaluate the employment 

relationship and tend to think that the organization should give more in return while 

employees should contribute less to the organization. Turnley and Feldman (2000) 

investigated the impact of psychological contract violation on employees’ different 

behaviors and found that it was positively correlated with turnover intention, sabotage 
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and complaining behaviors to varying degrees, and negatively correlated with 

organizational loyalty. Kickul et al. distinguished between internal psychological 

contracts (such as job autonomy, growth opportunities, etc.) and external psychological 

contracts (such as salary, working environment, etc.) in 2002, and studied the influence 

of procedural fairness on psychological contract violation. The results show that 

procedural fairness has a moderating effect on psychological contract and its outcome 

variables. When the procedure is unfair, external psychological contract violation will 

lead to lower job satisfaction, organization commitment, organizational loyalty and 

higher turnover intention (Kickul et al., 2002). 

The research of domestic scholars on psychological contract violation 

and turnover intention is mainly based on the research results of foreign countries, and 

further in-depth discussion is started relatively late. For example, Jing Yang (2012); 

H. Zhang and Cui (2013) and other scholars have proved through empirical research 

that psychological contract violation has a positive impact on turnover intention in 

China. Peng (2008) proved through empirical research that psychological contract 

violation has a positive impact on turnover intention.  Hao and Wang (2014) proved 

through empirical research that psychological contract violation in normative 

dimension, interpersonal dimension and development dimension has a positive impact 

on turnover intention.  

More analyses on normative psychological contract violation, 

interpersonal psychological contract violation and developmental psychological 

contract violation show that: when the organization (whether it is intentional/unable or 

due to misunderstanding) fails to perform terms specified in the contract, such as the 

basic working condition, material treatment, employees may consider that the 

organization does not keep the specification and have sense of unfairness, and then the 

turnover intention may be enhanced; when the organization fails to perform terms 

specified in the contract for the employees, such as establishment of interpersonal 

environment and care for individuals, employees may have a sense of psychological 

loss and then the turnover intention may be enhanced; when the organization fails to 

perform terms specified in the contract for the employees, such as supply of 

occupational and developmental training, and employees feel that the future career 

development plan expected cannot be realized and career development is at a 
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standstill, the self-efficacy of employees may be attacked, and then employees’ sense 

of uncertainty about their future career development and the turnover intention may be 

enhanced (G. Fu, 2015). 

It can be concluded that psychological contract violation has been an 

important antecedent variable of turnover intention for a long time. When employees 

feel that the organization fails to fulfill responsibilities of norms, interper sonal 

relationship and employee development promised or implied in terms (whether the 

organization intends not to fulfill the responsibilities, or due to objective reason), they 

will adjust their work attitude and state and the turnover intention may be enhanced. 

The Relationship between Psychological Contract Violation and Job Satisfaction 

2.17.1.2 The Relationship between Psychological Contract Violation 

and Job Satisfaction 

This study expounds the relationship between psychological contract 

violation and job satisfaction from two perspectives, one is the theoretical origin, and 

another is the existing empirical research results. 

1)  Historical Origin of the Relationship  

From the theoretical origin, psychological contract is based on 

social exchange theory, reciprocity principle, equity theory and cognitive dissonance 

theory. From the perspective of the formation mechanism of psychological contract, 

there are three sources of the psychological contract: the first one is the explicit or 

implied commitment of organization’s agents at all levels, and the employees have 

psychological expectations of organization commitment. Once the organization fails 

to fulfill its responsibility, employees fail to get effective feedback, it will cause lower 

overall evaluation of job satisfaction. The second one is the understanding of 

organizational culture and common practices, which is highly subjective. Through 

social exchange with the organization, employees feel that the organization fails to 

fulfill its commitments and violates the psychological contract, thus the overall 

evaluation of the work will be reduced. The third one is the perception of the contract 

practice standards and organizational culture, which is most likely to shape the 

psychological contract of employees (R. A. Guzzo et al., 1994; R. L. Sims & Kroeck, 

1994; R. R. Sims, 1994), And employees have a unique (usually idealized) 

understanding of the organization operation rules. Employees’ interpretation of the 
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psychological contract tends to be in favor of their own. Job satisfaction is generally 

considered as a multidimensional structure composed of external factors and internal 

factors (Howard & Frink, 1996). Psychological contract violation and job satisfaction 

are individual subjective perceptions of employment relationship. 

D. M. Rousseau (1995) put forward that psychological contract 

violation is a series of belief on relationship and obligations between employees and 

organization, which is based on employees’ understanding of the organization’s 

policies, practices and culture, and perception of commitments made by agents at all 

levels. Psychological contract is the result of the individual and organization exchange, 

job satisfaction is a kind of emotional experience to work and activities related to 

work (J. Lu & Shi, 2001). Therefore, psychological contract violation is a process of 

exchange, and job satisfaction is the result of employees’ emotional experience. 

Psychological contract is the root of organization commitment and job satisfaction (S. 

L. Robinson, 1996; S. L. Robinson & Morrison, 1995b; S. L. Robinson & Rousseau, 

1994; Turnley, 1996). Organization’s fulfillment or violation of employees’ 

psychological contract is an important factor affecting employees’ commitment to the 

organization and job satisfaction (F. Wei & Zhang, 2004). 

2)  Empirical Test of the Relationship 

From the perspective of existing empirical studies, the impact 

of psychological contract violation on job satisfaction has been empirically tested by 

domestic and foreign scholars. Previous studies have shown that psychological 

contract violation may reduce employees’ job satisfaction(Cohen et al., 2008; D. M. 

Rousseau & Greller, 1994b; Y. Shan & Chen, 2008; Sutton & Griffin, 2004). 

2.17.1.3 The Relationship between the Psychological Contract 

Violation and Work Engagement 

W. Liu (2007) theoretically elaborated that psychological contract has a 

significant impact on employees’ work attitude and behavior. The satisfaction of 

psychological contract is helpful to improve employees’ work engagement. On the 

contrary, psychological contract violation will lead to low work engagement and even 

turnover intention. 

Q. Chen and Wang (2009) believed that variables such as job 

satisfaction and organization commitment can be used as research levers in the study 
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on work engagement and psychological contract violation. This plays a very important 

role in stabilizing employees’ job satisfaction, improving their job performance, 

enhancing their contribution to the organization, and promoting organization 

development. 

J. Liu (2008) used questionnaires and data to study accounting 

personnel and believed that psychological contract violation of financial personnel is 

significantly correlated with work engagement. According to the research conclusion, 

it is suggested that the psychological contract violation of accounting personnel can be 

expounded to improve the employees’ work engagement. 

X. Lin (2011) believed that organizations should take measures to 

effectively adjust intermediary variables, namely, individual cognition, organizational 

practice, external factors, and other variables, to improve the realization degree of 

employees’ psychological contract and reduce the violation degree of employees’ 

psychological contract, and make employees actively participate in their work for 

higher work performance. A model of employee engagement based on psychological 

contract is proposed. 

From the above-mentioned literature, domestic scholars use empirical 

research to confirm the relevance of employees’ psychological contract and work 

engagement, but in general, research on the relationship, especially research on 

psychological contract violation are still very few, and most of them are theoretical 

research and limited to the enterprise and its employees. The applied research of other 

industries needs to be expanded, especially research of professional loyalty of 

university teachers. Professional loyalty can be used as measurement dimension of the 

influence to turnover intention. Based on these theories, this study adopts an empirical 

method to prove whether the influence relationship exists in university teachers. If 

there is psychological contract violation in university teachers, how does it affect work 

engagement. 

2.17.1.4 The Relationship of Job Satisfaction, Work Engagement, 

Psychological Contract Violation, and Turnover Intention  

Multiple mediation effects mean that there are multiple mediating 

variables in the relationship chain between independent variables and dependent 

variables, and all variables are analyzed in the same level of mediation effects. 
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According to the different roles of multiple mediating variables in the relationship 

chain between independent variables and dependent variables, multiple mediation 

effects are divided into parallel and chain multiple mediation effects. Among them, the 

parallel multiple mediation effects are mentioned in this study, and mean that the 

mediation effect is in multiple mediating variables, and at the same time it plays a role 

between the independent variable and the dependent variable (MacKinnon, Fairchild, 

& Fritz, 2007; MacKinnon & Luecken, 2008; Preacher & Hayes, 2008). 

When an individual starts a fixed job, it means that he has entered the 

initial stage of his career. Scholars believe that the process of psychological contract 

violation is divided into two stages. The first stage is mainly to judge whether the job 

fits him, and the second stage is the mature stage of profession formation (G. J. Blau, 

2003). The comparison and judgment period is to compare the personal factors and 

profession, which means that individuals are required to judge whether they are 

interested and capable of engaging in the profession according to their own 

characteristics, and whether personal expectations and professional requirements are 

consistent (Carson & Bedeian, 1994). In the mature stage of profession formation, it is 

mainly to compare the interpretation and weighing of work results, to judge whether 

the profession is consistent with one's own expectations and the attractiveness of the 

profession (N. J. Allen & Meyer, 1990a). Some scholars classify the influencing 

factors of psychological contract violation from the individual and organizational 

perspectives. The former emphasizes individual differences (such as personality), and 

the latter emphasizes school environment and situational characteristics (such as 

superior-subordinate relationship) with both external and internal influences (G. J. 

Blau, 1985; Vandenberg & Scarpello, 1992). Based on the current research, 

employees’ psychological contract violation is determined by job satisfaction and 

work engagement (such as strong resilience, work attitude and behavior that are not 

easily knocked down by work pressure) as intermediary variables, that is, internal 

control variables control and influence the occurrence of employees’ turnover 

intention and behaviors in actual work (Greenhaus, Parasuraman, & Wormley, 1990; 

London, 1993). More literature has proven this statement. If the knowledge staff or 

high-tech professionals have longer the working hours and higher achievements, they 

will maintain higher their level of professional identification with their professional 
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work. Even if they generate a sense of psychological contract violation at work, 

including the organization’s unintentional negligence or inabi lity to perform, or 

differences in the understanding of commitments between employees and the 

organization, job satisfaction and work engagement, which are used as intermediary 

variables (internal control variables) to make employees more responsible for personal 

career goals and contribute to personal career and mental health development, thereby 

reducing the turnover intention and behaviors (Carson & Bedeian, 1994; J. L. Price & 

Mueller, 1981a, 1981b). At the same time, there are more studies that have proved the 

opposite result. Teachers’ job satisfaction and work engagement that mediate 

psychological contract violations are negatively correlated with turnover intentions. 

Teachers’ work and salary in the school are relatively stable, but the work is relatively 

monotonous and boring, which lead to lower job satisfaction and work engagement of 

teachers (S. P. Brown & Leigh, 1996). As China’s colleges and universities adopt the 

engagement system, the contract between the school and teacher is not a lifetime one. 

The school and the teacher have the right to choose each other. Teachers may also 

generate dissatisfaction with work and reduce work engagement due to factors such as 

promotion system, the choice of work, salary, work content and professional emotion, 

thereby generating psychological contract violation and turnover intention (Mu, Hu, 

Liu, Education, & University, 2016; H. Sun, Hong, & Lin, 2008). 

From the above-mentioned literature, most researches on mediation 

effects of job satisfaction and work engagement between psychological contract 

violation and turnover intention are conducted by technical enterprises and the 

enterprises with relatively high content of science and technology, while there are few 

researches on the mediation effects of university teachers, in particular, researches on 

the mediation effects of local independent colleges of China’s universities have 

basically not been involved.  Based on the theories and concept models of 

psychological contract and model of turnover intention, this paper uses multiple 

mediation effect to analyze the research on the relationship between professional 

loyalty and turnover intention of university teachers as professional knowledge staff, 

and it would further explain the causes of teachers’ professional loyalty and the serious 

loss of teachers from the theoretical and empirical levels. 
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H1a. Psychological contract violation has a positive influence on turnover 

intention of university teachers. 

H1b. Psychological contract violation has a negative influence on job 

satisfaction of university teachers. 

H1c. The job satisfaction's mediation effect on psychological contract violation 

and turnover intention of university teachers.  

H1d. The work engagement's mediation effect on psychological contract 

violation and turnover intention. 

H1e. The job satisfaction’s and work engagement's mediation effect on 

psychological contract violation and turnover intention (second-order mediation).  

 

2.17.2 The Relationship of Job Satisfaction, Work Engagement, 

Organization Commitment, Professional Commitment and 

Turnover Intention 

Job satisfaction plays an important role in the resignation concept (C. Lee et 

al., 1999). A large number of empirical studies have demonstrated the relationship 

between low job satisfaction and voluntary resignation. Low job satisfaction leads to 

higher possibility to quit or resign from a job (Cotton & Tuttle, 1986; Porter & Steers, 

1973), higher possibility of job transfer (Dalton et al., 1982; Dalton, Todor, Spendolini, 

Fielding, & Porter, 1980; Dan Farrell, 1983) and higher level of turnover intention 

(Hom et al., 1984; Mowday et al., 1984). 

The higher a teacher's satisfaction, the more positive and pleasant feelings he 

can experience, and the more likely he is to continue his teaching profession. Early 

research discovered that dissatisfied employees are more likely to quit their jobs, so 

improving their job satisfaction can reduce their turnover intention. Mowday (1984) 

made the most consistent finding that there is a significant negative correlation 

between job satisfaction and turnover intention.  Muchinsky and Tuttle (1979) 

summarized 39 studies related to satisfaction and turnover intention and found that 

except for four studies, the other studies all produced results of negative correlation. 

Based on research results, Taiwan scholars predicted that employees' turnover 

intention is the biggest influencing variable to their turnover behavior, and their job 

satisfaction is the biggest influencing variable to their turnover intention  (R. Zhang, 
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1986). Among the turnover models mentioned above, many models involve the 

variable of job satisfaction, which shows that job satisfaction has a certain predictive 

effect on turnover intention and turnover behavior. Some studies have shown that job 

satisfaction is negatively correlated with turnover intention (Griffeth, Hom, & 

Gaertner, 2000); in the theoretical and practical fields, consensus have been reached 

on the negative predictive effect of job satisfaction on turnover intention (Carsten & 

Spector, 1987). 

Consensus has been reached on the ability of job satisfaction to predict 

turnover intention. However, as to teachers (as professional knowledge staff) at local 

independent colleges of regular universities in China, the ability of their loyalty to 

predict their turnover intention is not involved in existing research, and the subjects of 

existing research are mostly foreign companies. Little localized research has been 

seen. In the research, the relationship between university teacher's job satisfaction and 

turnover intention is studied and predicted based on practical samples (university 

teachers) and empirical research by foreign scholars. 

2.17.2.1 The Relationship between Job Satisfaction and Work 

Engagement 

There are many studies on the relationship between job satisfaction and 

work engagement, with a diversity of conclusions. Most scholars believe that there is 

a correlation between job satisfaction and work engagement. For example, Rabinowitz 

and Hall (1977) divided job satisfaction into five dimensions: the stability and 

challenge of the job, fairness and reasonableness of salary, supervision modes of 

superiors, interpersonal relationship with colleagues, and promotion opportunities. 

Their study found that there is a significant positive correlation between the work 

engagement and the dimensions of job satisfaction. A study by  Moroff and Bass 

(1965) found that among the factors included in job satisfaction, managers' behaviors, 

the characteristics of the job, and the objective working conditions have a greater 

impact on employees' work engagement. Bedingfield Bruce (2006) in his doctoral 

dissertation pointed out that job satisfaction is positively correlated with work 

engagement. Chinese scholars conducted a study on 300 university physical-education 

teachers in Shandong Province and found that the degree of correlation between job 

satisfaction and work engagement reached 0.55 (W.-B. Xu, 2012). 
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There is not much empirical evidence as to the relationship between 

job satisfaction and work engagement, and most of such empirical evidence is from 

research on enterprises. And in actual research, most scholars have taken work 

engagement as a result variable and job satisfaction as an independent variable. From 

a psychological point of view, job satisfaction will affect the degree of work 

engagement to a certain extent. This is also the more supported point of view in the 

research on the mutual influence between the work behavior and the attitude toward 

the current work and organization, namely between job satisfaction and work 

engagement of university teachers as knowledge staff based on mutual fulfillment of 

obligations in the theoretical concept of psychological contract, which serves as a 

further empirical study on the relation between the measurement dimensions of 

professional loyalty and variables in the case of occurrence of turnover intention and 

behavior. 

2.17.2.2 The Relationship between Job Satisfaction and Organizational 

Commitment 

The existing research on job satisfaction and organization commitment 

generally has taken job satisfaction as an antecedent variable and organization 

commitment as an outcome variable and supports that job satisfaction and organization 

commitment are positively correlated. However, the relationship between the various 

factors of job satisfaction and the three dimensions of organization commitment may 

vary. When different structures are adopted, varies conclusions can be produced in 

research. For example: Porter et al. (1974) proposed that job satisfaction is closely 

related to a specific working environment, and job satisfaction is more likely to change 

than organization commitment. Therefore, from the perspective of the instability and 

inclination of job satisfaction, it can be regarded as a cause rather than a consequence 

of organization commitment. Den Farrell and Rusbult (1981) conducted an empirical 

study on 163 worker samples and found that job satisfaction and organization 

commitment are significantly and positively correlated, which means the higher the 

employee's job satisfaction, the higher the organization commitment, and on the 

contrary, the lower the employee's job satisfaction, the lower the organization 

commitment. Den Farrell and Rusbult (1981) conducted a study on accountants and 

nurses, and not only observed that job satisfaction not only is positively correlated 
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with organization commitment, but also found that job satisfaction is an antecedent 

variable of organization commitment. Therefore, job satisfaction can be regarded as a 

buffer variable between an antecedent variable and a consequence. Mathieu and Zajac 

(1990) conducted research using the cross-correlation method and proposed that 

satisfaction influences organization commitment: if the employees' satisfaction with 

work decreases, their commitment to the organization will naturally decrease. The 

research by N. J. Allen and Meyer (1990a) verified Mathtieu's conclusion. In one of 

the few domestic studies, K. Cai (2000) used Meta analysis technology to study related 

literature and found that organization commitment is highly positively correlated to 

job satisfaction; the various factors of organization commitment are also significantly 

positively correlated to job satisfaction. There is a significant causal correlation 

between job satisfaction and organization commitment (Hochwarter, Perrewe, Ferris, 

& Brymer, 1999; Williams & Hazer, 1986). However, domestic scholars still have 

some differences of opinion on the relationship between employees' job satisfaction 

and organization commitment, which can be roughly divided into three views: job 

satisfaction affects organization commitment; organization commitment affects job 

satisfaction; the two are only correlated with each other but does not affect each other 

(B. Liu & Peng, 2007). 

2.17.2.3 The Relationship between Job Satisfaction, Professional 

Commitment, and Turnover Intention 

Reviewing previous studies, many scholars have explored the influence 

of professional commitment and job satisfaction on other variables. These studies 

have discovered that professional commitment can significantly affect employees' job 

satisfaction, and the improvement of job satisfaction can further promote employees' 

retention, or reduce their turnover intention, whereas the decrease of job satisfaction 

will result in employees' resignation or turnover intention. 

The relationship between professional commitment and job satisfaction 

has also been extensively studied. A large number of researchers have found that an 

increase in professional commitment can enhance employees' job satisfaction. G. J. 

Blau (1985) found that employees' recognition of their profession or occupation can 

enhance their enthusiasm for work and continuously improve their vocational skills 

and levels, thereby gaining recognition from leaders, improving financial conditions 
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and psychological satisfaction, and increasing job satisfaction. In addition, Poon 

(2004) proposed that those with higher professional commitments are more likely to 

succeed in their careers, and thus they will have more positive emotions for the 

occupation they are engaged in. Some Chinese scholars have found through research 

that there is a significant negative correlation between teachers' professional 

commitment and job satisfaction, as evidenced by the fact that more objective and 

accurate teachers' understanding of their careers is, the lower their internal recognition 

of school norms and professional engagement, and the lower their satisfaction in terms 

of self-development, workload and economic income, and the less motivated they are 

to work (Z. Jie, 2016). The relationship between professional commitment and job 

satisfaction of teachers at primary and middle schools has been explored with teachers 

at primary and middle schools as samples: there is a significant positive correlation 

between affective commitment, normative commitment and job satisfaction of 

teachers at primary and middle schools, while a significant negative correlation 

between continuation commitment and job satisfaction (F. Xu & Zhu, 2005). 

Therefore, the improvement of professional commitment positively affects employees' 

job satisfaction. This paper holds that if the employees' professional commitment is 

low, it will produce a negative impact on job satisfaction. 

The research on the professional commitment and turnover intention of 

primary and secondary school teachers who are on-the-job graduate students for a 

master's degree shows that masters of education have a higher level of professional 

commitment and a lower turnover intention, and that there is a negative correlation 

between their professional commitment and turnover intention (F. Xu & Zhou, 2007). 

A study on the relationship between job satisfaction and turnover intention of 

university teachers shows that the three dimensions of job satisfaction: the job itself, 

the leader's management, and interpersonal relationship have a significantly negative 

impact on turnover intention (G.-M. He & Yao, 2009). H. Yi (2005) conducted a 

questionnaire survey on 178 masters of education and found that the overall job 

satisfaction of masters of education is relatively low, and they have a higher tendency 

to leave their jobs. Peng (2008) conducted an empirical study on 368 knowledge staff 

in Chengdu and Suzhou, and found that knowledge staff's job satisfaction and turnover 

intention are significantly negatively correlated, and professional commitment plays 
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an intermediary role between job satisfaction and the development-type psychological 

contract perceived by knowledge staff. H. Qin (2005) conducted research on job 

satisfaction and turnover intention of teachers in private universities, and divided job 

satisfaction into endogenous job satisfaction, exogenous job satisfaction and overall 

job satisfaction. The research results show that exogenous job satisfaction has an 

important influence on turnover intention: the higher the exogenous job satisfaction, 

the lower the turnover intention. 

In addition, domestic and foreign scholars have also studied the 

relationship between job satisfaction and employees' turnover intention. Most scholars 

believe that job satisfaction is the best measurement index for predicting employees' 

turnover behavior. The empirical results of research by Ye Rensun et al. show that the 

improvement of job satisfaction will reduce the employees' turnover intention, and 

thereby turnover behavior. The level of explanation of job satisfaction as to employees' 

turnover intention is higher than that of organization commitment (R. Ye, Wang, & 

Lin, 2005). According to many scholars' findings, job satisfaction probably is a key 

intermediate variable that affects turnover intention. Increasing employees' job 

satisfaction will relatively improve employees' sense of belonging and loyalty to their 

own professions, thereby reducing the occurrence of turnover behavior. Most studies 

on job satisfaction as a mediating variable have focused on employees of enterprises. 

G. He (2009) 's research shows that job satisfaction of IT employees has a significant 

negative correlation with turnover intention, which to some extent can contribute to 

the prediction of turnover intention. 

To sum up, this paper regards job satisfaction as an intermediate 

variable, considering it as a reflection of employees' overall attitude towards work. In 

empirical research, it remains to be proved whether the professional commitment of 

teachers (professional knowledge staff) at local independent colleges of regular 

universities in China affects the teachers' actual response and attitude in work, and 

then affects their turnover intention. 

H2a. Job satisfaction has a negative influence on turnover intention of 

university teachers.  

H2b. Job satisfaction has a positive influence on work engagement of 

university teachers. 
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H2c. Job satisfaction has a positive influence on organization commitment of 

university teachers. 

H2d. Professional commitment has a positive influence on job satisfaction of 

university teachers. 

H2e. The job satisfaction's mediation effect on professional commitment and 

turnover intention of university teachers. 

 

2.17.3 The Relationship between Work Engagement and Turnover 

Intention 

At present, there are very few research on work engagement and turnover 

intention at home and abroad, let alone empirical studies. After searching relevant 

literature at home and abroad, only a few scholars conduct empirical research. 

Academia has a long history of discussing the turnover, producing a wealth of 

theoretical results, including unified definitions, mature and complete turnover 

research models, etc. The discussion on turnover intention focuses on its pre-variables 

such as work engagement. Jiao (2013) conducted an empirical study on insurance 

sales staff and found that the family conflict dimension is one of the important 

dimensions for measuring work engagement. The measurement results showed that 

the greater or more family conflicts, the lower the employee’s work engagement, 

which shows a negative correlation. In other words: “When an employee's work 

engagement is smaller, the probability of the insurance sales staff's turnover rate is 

greater, which also shows a negative correlation.” J. Yang, Xiao-Qun, Zhang, and 

Zhang (2017) found that work engagement and job burnout of medical staff have a 

high predictive effect on turnover intention and task performance. Schaufeli and 

Bakker (2004) showed that work engagement can negatively predict turnover intention 

under the mediating effect of work resources. Saks (2006) conducted a study on 102 

workers in different industries and found that work engagement can negatively affect 

turnover intention. Alarcon and Edwards (2011) stated that after controlling job 

burnout, work engagement can negatively affect turnover intention. 

At present, exploring new pre-variables of turnover intention has become the 

focus of academic circles. Relevant studies have shown that individual psychological 

characteristics can better explain employees' turnover intention and behavior, and 



 170 

work behavior cannot be produced without the interaction of external conditions and 

own factors. Currently, most of the research on the relationship between employee’s 

work engagement and turnover intention are focused on corporate employees, but 

none on teachers (professional knowledge staff) from local independent colleges of 

regular universities in China. Therefore, based on the specific group of university 

teachers, this research pays attention to the influence of individual psychological level 

on work engagement and the resulting relationship and mechanism of turnover 

intention. 

H3a. The work engagement of university teachers has a negative impact on 

their turnover intention. 

 

2.17.4 The Relationship between Organization Commitment and 

Turnover Intention 

Researchers before Porter et al. (1974) focused on the effect of job satisfaction 

on turnover intention and turnover. However, in the study of Porter et al., they stressed 

the use of organization commitment to explain turnover and believed that organization 

commitment has a better effect on turnover than job satisfaction. So far, organization 

commitment has frequently appeared in the literature on turnover. Just like job 

satisfaction, organization commitment is negatively correlated with turnover intention 

and turnover (Horn & Griffith, 1995; Mowday, Porter, & Steers, 1982; C. S. Wong, 

Hui, & Law, 1998). 200 studies on organization commitment (Mowday, Porter, et al., 

1982),showed that employee’s organization commitment is currently the most 

powerful outcome variable for predicting turnover rate (Mathieu & Zajac, 1990). At 

the same time, a meta-analysis of 155 studies, including a sample of 178 groups, found 

that organization commitment is a “predictor” of turnover intention (Tett & Meyer, 

1993). Aryee, Wyatt, and Min (1991) conducted a survey on professional accounting 

and found that organization commitment is negatively related to turnover intention. 

Similarly, Sears and Wong (1996) conducted a longitudinal survey on 485 graduates 

in Hong Kong and found that organization commitment is a strong predictor variable 

of turnover. Khatri and Tsang (2003) also got the same result. Many other researchers 

(H. J. Arnold & Feldman, 1982; B. Bakr, A. Shammari, Jefri, & Prasad, 1994; S.-W. 

Kim, Price, Mueller, & Watson, 1996; Tett & Meyer, 1993) believed that organization 
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commitment is an important predictor variable of turnover intention. Steers (1977) 

believed that turnover intention was negatively affected by the level of individual 

organization commitment. Mowday et al. (1979) pointed out in the study that 

organization commitment was negatively correlated with turnover intention.  

In summary, scholars’ research on organization commitments and turnover 

intentions mostly focusses on corporate employees, and there are only a few related 

studies on teachers from local independent colleges of regular universities. Scholars 

generally agree that organization commitment is negatively correlated with turnover 

intention, but based on different samples and different research methods, the 

conclusions are different. Whether organization commitment is negatively correlated 

with turnover intention is a measurement and prediction project in this research. 

H4a. The organization commitment of university teachers has a negative 

impact on their turnover intention. 

 

2.17.5 The Relationship between Professional Commitment and Turnover 

Intention 

Professional commitment is widely studied because it may affect individual 

attitudes and behaviors in the workplace. Among these attitudes and behaviors, the 

most studied is turnover and how professional commitment affects turnover. 

Most studies point out that the lower the level of an employee's professional 

commitment, the higher the turnover intention. G. J. Blau (1989). showed that 

professional commitment can predict organization commitment, job satisfaction, skill 

development, turnover intention, and actual turnover behavior. Studies indicate that 

professional commitments are significantly correlated with turnover intentions, but are 

negatively correlated with actual turnover behaviors (G. J. Blau, 1988). All these show 

that the status related to the profession plays an important role in the turnover. The 

meta-analysis results of Kibeom Lee, Julie, Carswell & Allen et al. on the professional 

commitment showed that professional commitment is significantly negatively 

correlated with turnover intention, with a correlation coefficient of -0.621. They 

believed that professional commitment is the most important predictor variable of 

turnover (K. Lee et al., 2000). In the same study, it was found that professional 

commitment is significantly negatively correlated with turnover intention, with a 
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correlation coefficient of -0.303 (Gibbs, 2016; K. Lee et al., 2000). 

Some researchers believe that different dimensions of professional commitment 

have different effects on outcome variables. One dimension may be significantly 

correlated with a outcome variable, while other dimensions may not (Meyer & 

Herscovitch, 2001). For example, studies have shown that the interaction between 

affective commitment and continuance commitment can properly predict absences 

(Somers, 1995); while the interaction between normative commitment and continuance 

commitment is significantly correlated with turnover intention (Joris, Sottiaux, 

Chiche, Desaive, & Lamy, 1997); the study of Snape and Redman (2003) found that 

the three dimensions of professional commitment, namely continuance commitment, 

affective commitment and normative commitment were all significantly negatively 

correlated with turnover intention. 

T. E. Becker and Kernan (2003) believed that when an employee considered 

whether to leave, he would first evaluate the efforts he has devoted to his cur rent 

profession, the return he has received from the organization, and the loss he may suffer 

when he leaved the current organization, that is, the effect of professional commitment 

on turnover intention. The empirical results of Long, Long, and Wang (2002) showed 

that the normative commitment in professional commitment is not correlated with 

turnover intention, while the cost commitment is significantly negatively correlated 

with the affective commitment and turnover intention, with correlation coefficients of 

-0.272 and -0.152, respectively. 

From the above-mentioned literature research and empirical data, the research 

on the relationship between employee's professional job commitment and turnover 

intention is limited to enterprises. There are only a very few research on the 

relationship between professional commitment and turnover intention of employees in 

enterprises, and most research focus on employee’s job satisfaction and turnover 

intention, turnover rate and turnover. However, there are even fewer studies and 

empirical analysis on the professional commitment and turnover intention of teachers 

(professional knowledge staff) from local independent colleges of regular universities 

in China. In this research, empirical studies have been carried out on the relationship 

between turnover intention and professional commitment, which is one of the factors 

measuring the professional loyalty of teachers from local independent colleges of 
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regular universities in China. 

H5a. The professional commitment of university teachers has a  negative 

impact on their turnover intention. 

 

2.18 Hypotheses and Conceptual Framework 

Shortcomings in the existing research are analyzed based on the contents and 

structure of the social exchange theory and psychological contract theory. Meanwhile, 

the theoretical model and hypotheses are proposed based on the previous studies and 

theoretical deduction made by other researchers. 

Guided by the psychological contract theory, this research discusses about the 

influence of professional loyalty of teachers in Chinese universities on their turnover 

intention. A theoretical model consisted of the psychological contract violation, job 

satisfaction, work engagement, organization commitment, professional commitment 

and turnover intention is built, and then the hypotheses are proposed. 

 

2.19 Hypothesis 

H1a. The psychological contract violation of university teachers has a positive 

influence on their turnover intention. 

H1b. The psychological contract violation of university teachers has a negative 

influence on their job satisfaction. 

H1c. The job satisfaction of university teachers has a mediation effect on their 

psychological contract violation and turnover intention. 

H1d. The work engagement of university teachers has a mediation effect on 

their psychological contract violation and turnover intention.  

H1e. The job satisfaction and work engagement of university teachers have a 

mediation effect (second order) on their psychological contract violation and turnover 

intention. 

H2a. The job satisfaction of university teachers has a negative influence on 

their turnover intention. 
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H2b. The job satisfaction of university teachers has a positive influence on 

their work engagement. 

H2c. The job satisfaction of university teachers has a positive influence on 

their organization commitment. 

H2d. The professional commitment of university teachers has a positive 

influence on their job satisfaction. 

H2e. The job satisfaction of university teachers has a mediation effect on their 

professional commitment and turnover intention. 

H3a. The work engagement of university teachers has a negative influence on 

their turnover intention. 

H4a. The organization commitment of university teachers has a negative 

influence on their turnover intention. 

H5a. The professional commitment of university teachers has a negative 

influence on their turnover intention. 

 

2.20 Conceptual Framework 

A model that illustrates the relation of variables is built, after taking into 

account the domestic and foreign studies on the psychological contract violation, job 

satisfaction, work engagement, organization commitment, professional commitment 

and turnover intention, and combining the focuses of existing studies and this research. 

Figure 2.2 below shows the conceptual framework of this research; and the hypotheses 

are summarized according to the related theories and previous studies, as follows. 
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Figure 2.2  Concept Framework 

 

Since most of previous studies are carried out in the context of western 

organizations, the structural factors, including the psychological contract violation, 

job satisfaction, work engagement, organization commitment, professional 

commitment, and turnover intention, are also proposed in the context of western 

workplaces. However, these structural factors are used to analyze and study the 

professional loyalty of teachers in Chinese universities of general high education by 

using the psychological contract theory and turnover model. So, compared to the 

western context, there may be some deviations in the performance of these structural 

factors in Chinese organizations and the understanding about Chinese university 

teachers as professional knowledge staff. The important point is that there are only a 

few research exploring on how each variable plays its role and which relation with 

mutual influence exists, in terms of university teachers as professional knowledge 

staff. The purpose of this conceptual framework  research is to facilitate the 
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understanding of concrete reasons for excessive loss of teachers in Chinese 

independent colleges of general higher education caused by their professional loyalty 

during their work as professional knowledge staff. Further research and analysis are 

needed to verify whether the relation between variables and the preliminary conceptual 

framework are reasonable. 

  



 

 

CHAPTER 3 

 

METHODOLGY 

 

In Chapter 3 composed of 7 parts, the methodology is mainly discussed. The 

first part concerns the research design, covering the research method and subject. The 

sampling plan follows, including the sample size and content. The survey method, 

data collection and questionnaire development are then discussed. Final parts concern 

the verification of variables and discussion of analytical methods. 

 

3.1 Research Design 

The quantitative research method is applied to study the problems, and the 

process of research is to quantify certain aspects by manifesting the problems and 

phenomenon with data and figures, thus securing a meaningful method and process of 

study through analysis, test, and explanation. Compared to the qualitative method, the 

quantitative method lays greater emphasis on the analysis of the quantity and the 

mutual relationship of key elements (Tierney & Lincoln, 1997), because the motives 

and attitudes of human behaviors can be understood through the quantification of data, 

and the actual conditions and contents are presented in the large sample (Quartaroli, 

2009). In the research, the focus relates to the exploration and analysis of the causal 

relationship between human willingness and behavior. From this point, the quantitative 

method is more suitable for the research. Furthermore, with the aid of a questionnaire, 

researchers are able to in a short time collect the desired and valuable original data 

from a large number of populations at a relatively low cost. Finally, personal privacy 

may be concerned during the investigation, since the research lies in psychological 

contract violation, job satisfaction, work engagement, organization commitment, 

professional commitment, and turnover intention. So, the questionnaire is completed 

anonymously to seek more objective and real thoughts of the interviewees. 
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In this research, in-depth research is conducted on the turnover of teachers in 

independent colleges of general higher education in China. For colleges, they need to 

learn how to deal with teachers’ turnover intention (thoughts of leaving their posts) 

occurring during their service period. Here, the teachers of local independent colleges 

of general higher education are defined as the teachers of colleges, including the 

administrators, teaching management staff, counselors, and full -time teachers of 

departments and colleges (people working in Chinese universities must possess a 

university teaching qualification certificate and teaching ability, no matter what kind 

of job they undertake in universities). In addition, independent colleges need to hire a 

large number of part-time teachers because they are generally short of faculty 

resources. Such part-time teachers are beyond the discussion scope of this research. 

 

3.2 Sampling Plan 

As said above, an independent college is an institution of general higher 

education organized by a regular university (the applicant) and social party (the 

cooperation party, including enterprises, public institutions, social associations, 

individuals, and other institutions capable of participating in the operation of 

independent colleges). Offering education for undergraduate students, the independent 

college plays a positive role in promoting the popular education. It should be noted 

that the loss of teachers is an important factor restricting the development of education 

in universities. The difficulties that independent colleges face in China can represent 

the core problems of all Chinese higher education institutions (F. Wang, 2013; J. Wei, 

2016). 

The research samples will be taken from 7 independent colleges of regular 

universities in China, including Dianchi College of Yunnan University, Yunnan 

Normal University Business School, College of Arts and Sciences of Yunnan Normal 

University, Oxbridge College of Kunming University of Science and Technology, 

Wenhua College of Yunnan Arts University, Haiyuan College of Kunming Medical 

University, and Tourism and Culture College of Yunnan University. These 7 

independent colleges in Yunnan, China are top 250 in the country (K. Liu & Hu, 2011; 

Y. Y. Shen & Zhen-Min, 2006). First, Yunnan Normal University Business School is a 
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normal college mainly engaging in training teachers for kindergartens, primary 

schools, secondary and senior high schools, and is ranked the 5th place for the normal 

specialty among independent colleges around the nation and the 1st place in Yunnan 

Province. Second, Dianchi College of Yunnan University is one developing the 

teaching objective of training comprehensive talents and is ranked the 24th place for 

the comprehensive specialty among independent colleges around the nation and the 

2nd place in Yunnan Province. Third, College of Arts and Sciences of Yunnan Normal 

University is also one developing the teaching objective of training comprehensive 

talents and is ranked the 44th place for the comprehensive specialty among independent 

colleges around the nation and the 3rd place in Yunnan Province. Fourth, Tourism and 

Culture College of Yunnan University is also one developing the teaching objective of 

training comprehensive talents and is ranked the 51 st place for the comprehensive 

specialty among independent colleges around the nation and the 4 th place in Yunnan 

Province. Fifth, Oxbridge College of Kunming University of Science and Technology 

is one with the teaching objective of training science and engineering talents and is 

ranked the 86th place for the science and engineering specialty among independent 

colleges around the nation and the 5 th place in Yunnan Province. Sixth, Wenhua 

College of Yunnan Arts University is one developing the teaching objective of training 

arts talents and is ranked the 249th place among the national independent arts colleges 

and the 7th place in Yunnan Province. Seventh, Haiyuan College of Kunming Medical 

University is one developing the teaching objective of training medical talents, and is 

ranked the 233rd place for the medical specialty among independent colleges around 

the nation and the 6th place in Yunnan Province (F. Fang & Wang, 2011; Y. Fang, 

2021). 

There are totally 7 independent colleges located in Yunnan Province, China, 

and all were established during 2000 to 2001. When national investment in education 

was severely insufficient, social capitals are utilized to improve the higher education 

market in China. The 7 independent colleges are subordinate to their parent university 

and the Department of Education of Yunnan Province; meanwhile, they are entitled 

with the enrollment and teacher employment same as public universities  (M.-H. 

Huang & Cheng, 2012; Junxia  Zhang, 2019). The rankings of disciplines among 

independent colleges across the country and within Yunnan Province can reflect a fact 
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that the teaching level and faculty quality of local colleges are low and not guaranteed 

because of geographical position, underdeveloped economy, lagged education level 

and shortage in faculty resources. Therefore, the research sample taken from 7 

independent colleges in Yunnan Province, China has fully represented all core 

problems of teacher loss and development restriction facing regular universities in 

southwest China and Yunnan.  

 

3.2.1 Target Population 

In this research, the target population covers the in-service and separated 

teachers in Yunnan’s independent colleges of general higher education, in accordance 

with the definition of target population – everyone who is interested in the research 

and able to provide data (Kolb, 2008).  

 

3.2.2 Sampling Method and Frame 

To ensuring the representativeness of samples, the Judgment Sampling Method 

is used to sample the target population. Reasons are as follows. 

First, the in-service and separated teachers in Yunnan’s independent colleges 

of general higher education are considered as the target population for this research 

because they have different characteristics, do different jobs, and engage in different 

disciplines. It is hard to design a sampling framework that is perfectly suitable for the 

current research. If the Probability Sampling is used without a suitable framework, it 

may lead to population representativeness issues (Kent, 2007). By comparison, a non-

probability sampling method does not need a complete framework, because samples 

under this method are selected as per some criterion and objective judgment of the 

researcher (Neuman, 2016). Perhaps non-general results may be obtained due to its 

possible failure in accurate assessment of the impact caused by sampling error, but 

such method is more conveniently for use and turn to be more suitable when there is 

difficulty in designing a suitable framework for sampling and hypotheses verification 

(Taherdoost, 2018). 

Next, when a researcher is quite familiar with his/her research field and has an 

overall understanding about the research work, the judgment sampling method can be 

used to obtain highly representative samples (Neuman, 2016). So, researchers usually 
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select the judgment sampling method when they can choose samples from the target 

population as per certain criterion based on the knowledge they’ve had and research 

objectives. This circumstance also applies to the current research and thus selecting 

the judgment sampling method is more suitable (Reddy & Ramasamy, 2016). 

And, based on the judgment sampling method and research objectives, the 

teachers in independent colleges of regular universities in Yunnan, China are taken as 

the samples. These local independent colleges are operated in a manner between 

public and private universities. The purpose of research is to figure out the process of 

teachers having the turnover intention and behaviors, and to reflect the true causes for 

loss of teachers, by studying the relations between professional loyalty and turnover 

intention of teachers working in independent colleges as professional knowledge staff. 

In the research, 2,709 in-service teachers from 7 independent colleges of 

general higher education in Yunnan provided by the Education Department of Yunnan, 

Ministry of Education (405 from Dianchi College of Yunnan University, 398 from 

Yunnan Normal University Business School, 361 from College of Arts and Sciences 

of Yunnan Normal University, 402 from Oxbridge College of Kunming University of 

Science and Technology, 375 from Wenhua College of Yunnan Arts University, 385 

from Haiyuan College of Kunming Medical University, and 383 from Tourism and 

Culture College of Yunnan University) are taken as the samples (L. Wang, 2021). 

Meanwhile, 140 separated teachers provided by the Personnel Office of each 

independent college are selected as the samples. Considering their privacy, 20 

separated teachers are taken from each college. And the personnel office commits to 

providing more samples, subject to their willingness. Both in-service and separated 

teachers include the administrators, mentors and full -time teachers, and their 

disciplines are different. The teachers in 7 independent colleges are specialized in 

different disciplines and research fields, and they hold at least Bachelor’s degrees up 

to the doctorate. The coverage has not only fulfilled the definition of university 

teachers as professional knowledge staff, but also enriched the content of samples 

(Junyi Li & Zhou, 2014). The age of teachers and staff in Chinese universities ranges 

from 25 to 50, and the unsafe sense on the work in this range of age is at the highest 

level (Guan, 2017). This can be explained by various causes like the national policy, 

changes of society and environment, unsafe sense on remuneration and promotion, 
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unsafe sense on work execution, unsafe sense on interpersonal relationship and heavy 

teaching tasks (teaching, counseling and administrative management) (J. Guo & 

Wang, 2012); Teachers at this age range are the major force to promote the 

development and reform of China’s higher education by virtue of their strengths in 

age, education and profession (Q. Li & Gong, 2014). 

Independent colleges emerge through cooperation between public universities 

and investors because of the development of China’s higher education and its special 

national system. Generally, they are managed by the parent university and funded by 

the investor, thus constituting a structure of independent legal entity operated under 

the board of directors. Teachers are mainly recruited from social sectors, enterprises, 

public institutions and universities (Xiaobing Wang & Hu, 2014). This mode of 

running schools is very representative for studying the development of general higher 

education in China. 

 

3.2.3 Sample Size 

First of all, 2,709 teachers from 7 independent colleges of general higher 

education in Yunnan are set to be the total sample size, N = 2709, and the size of target 

sample n needs to be calculated. In order to further determine the sample size in the 

research, the formula proposed by Yamane (1973):  

 

𝑛 =
𝑁

1 + 𝑁𝑒2
 

 

Where: 

n: the target sample size 

N: the total sample size of 2,709 teachers in the independent colleges involved 

in the research 

e: (%) of acceptable error 

It can be learned from Yamane’s formula that the target sample size is 349 

when the confidence level is at 95%. So, in the case of not considering the response 

rate, the effective sample size required for this research is 349 and even more, without 

excluding teachers who are forthcoming about the survey. 
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Knowing that the effective target sample size of 7 independent colleges is 349 

teachers, namely n = 349, and the unit total sample size of 7 independent colleges is 

2,709 teachers, namely N = 2709, then the total number Nⅈ of teachers in each 

independent college is set as N₁ = 405, N₂ = 398, N₃ = 361, N₄ = 402, N₅ = 375, N₆ = 

385, N₇ = 383. 

The target sample size of 349 teachers is formed by the target sample of each 

independent college, namely n = 349, where it is needed to calculate the target sample 

size nⅈ of each independent college. In order to further determine the target sample 

size of each independent college, the proportional distribution formula is adopted (Jin, 

2003):  

 

𝑛ⅈ =
𝑁ⅈ

𝑁
˟ 𝑛 

 

Where:  

N: the total sample size of 2,709 teachers in the independent colleges involved 

in the research 

Nⅈ: the total sample size of each independent college, including N₁ = 405, N₂ = 

398, 

N₃ = 361, N₄ = 402, N₅ = 375, N₆ = 385, N₇ = 383 

nⅈ: the targets sample size of 7 independent colleges, namely 349 teachers 

It can be learned from the proportional distribution formula that the effective 

sample size of each independent college required for this research is: 52 teachers from 

Dianchi College of Yunnan University, 51 from Yunnan Normal University Business 

School, 47 from College of Arts and Sciences of Yunnan Normal University, 52 from 

Oxbridge College of Kunming University of Science and Technology, 48 from 

Wenhua College of Yunnan Arts University, 50 from Haiyuan College of Kunming 

Medical University, and 49 from Tourism and Culture College of Yunnan University. 

So, in the case of not considering the response rate, the effective sample size of each 

college required for this research is same as the foregoing and even more, without 

excluding teachers who are forthcoming about the survey. 
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3.3 Data Collection Method 

In the current research, the self-administered questionnaire is used to 

investigate the samples. Compared the self-administered questionnaire to other data 

collection methods, it does not have to issue questionnaires to interviewees repeatedly. 

Instead, the questionnaires are presented to all interviewees at a time, and data can be 

collected very quickly from them in a short period. Meanwhile, the questionnaires can 

be completed anonymously, and hence interviewees can answer the questionnaires in 

their true will at any time (Fischer, Thompson, & Harrison, 2014). 

Finally, the questionnaire is carried out online via “wjx.cn”, a questionnaire 

website system in China developed by Changsha Ranxing Information Technology 

Co., Ltd., a company registered in Hunan province. Three approaches are used in the 

collection of questionnaires. The first is to present the questionnaire website QR code 

to the interviewed teachers in 7 independent colleges on the spot, the second is to 

email the website link with notes to the teachers at each independent college, and the 

third is to provide the personnel office of each college with the questionnaire website 

QR code, so that the office can give the same to teachers who are willing to fill in the 

questionnaire. 

 

3.4 Questionnaire Development 

The questionnaires are prepared based on the scale developed by predecessors. 

This scale form has the following advantages. Firstly, the existing scale has been 

verified for its reliability and validity, which is more reliable than the counterpart 

developed by ourselves (Hyman, Lamb, & Bulmer, 2006). Using the contents and 

structure of the existing scale will take less time than developing a new one (Bulmer, 

Gibbs, & Hyman, 2014). Furthermore, the results obtained from the existing scale can 

be compared to the results obtained from similar scales, making it more persuasive (A. 

Meadows, 2003) In the research, the scale used is developed and generated from the 

English scale. So, it needs to translate the English version into Chinese in a reverse 

way. To ensure its validity, the questionnaires written in English have to be translated 

into Chinese by a professional translator, and then the Chinese version is translated 
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into English, so as to keep both the English and Chinese scales consistent and accurate 

with each other. (Banville, Desrosiers, & G. Volet, 2000; Brislin, 1970). 

 

3.5 Construct Measurements 

In this chapter, the definition of each variable, operation and source of 

questions are discussed in detail. The first step is to organize the references and well-

developed scales at home and abroad, based on which the initial questionnaire is 

designed. Then experts and professors in college management will be consulted for 

proper corrections on the questions in the scale, making it more comprehensive than 

the questionnaire prepared by the former user. To finalize the questionnaire, a test is 

conducted within a small scope and corrections are made again according to the test 

results. 

 

3.5.1 Psychological Contract Violation 

By reviewing the references, the psychological contract violation in the current 

research is defined as a process of cognition and perception often mixed with emotions 

like disappointment and angry that an employee feels, which arise from the failure of 

the organization (e.g. HR Department, leaders at various levels) to realize or fulfill its 

responsibility that it has committed or implied to its employees no matter in what 

manners (written, oral, agreed by organizational culture and rules or organizational 

practices). 

Some psychological contract violation scales developed by researchers are 

applicable to measure the psychological contract violation of the university teachers 

as the professional knowledge staff in this research, which begins with their perception 

of psychological contract. The psychological contract scale developed by D. M. 

Rousseau (1995) comes first for consideration. S. L. Robinson and Morrison (1995a) 

used Rousseau’s scale for measurement of psychological contract, and issued the 

contents of the scale on the annual conference of American Management Association. 

Lester et al. (2002) in their paper provided the contents of 18 questions based on 

Rousseau’s scale, further demonstrating that the reliability of psychological contract 

violation scale is 0.89. Later, the psychological contact violation scale developed by 
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Lester et al. is widely used by other scholars for its good reliability and validity. Li 

Yuan, based on the contents and measurement results of the psychological contract 

violation scales of the scholars above, conducted a test on the degree of psychological 

contract violation by combining these scales with Chinese culture. The test proved that 

the psychological contract violation scale has good reliability and validity  (Yuan, 

2006). In this paper, the psychological contract violation of teachers is measured by 

using Li Yuan’s scale and combining the scales developed by other scholars with 

Chinese culture. The positive scoring is applied for answers and the scores obtained 

are used for psychological contract violation. After filtering the contents of the 

questionnaire, 21 items are formed and divided into three dimensions. The canonical 

dimension contains 5 questions. The interpersonal dimension contains 8 questions. 

The development dimension contains 8 questions. For the questionnaire, Likert 5-

point scale and the reverse scoring method are used. 1 indicates “Strongly disagree”; 2 

indicates “Disagree”; 3 indicates “Not sure”; 4 indicates “Agree”; and 5 indicates 

“Strongly agree”. They are used to measure the psychological contract violation of 

staff, degree of violation and performance of commitment by colleges as the 

organization. The question items are shown in Table 3.1 below. 

 

Table 3.1  The Questionnaire of the Psychological Contract Violation 

Items Source 

Canonical dimension  

1. The college provides me with a safe and healthy working 

environment. 

 

2. The college provides me with sufficient resources for work.  

3. The college has established a fair performance evaluation system to 

evaluate my work performance. 

 

4. The college has promised or implied me to offer a competitive 

remuneration. 

 

5. The college commits or implies that the remuneration is linked with 

performance. 

 

Interpersonal dimension  
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Items Source 

6. A working relationship of mutual trust and assistance is maintained 

among colleagues in this college. 

(Yuan, 

2006). 

7. The college creates a teamwork atmosphere.  

8. The staff’s personal growth and life are properly concerned.  

9. Staff is treated honestly in the college.  

10. The staff’s opinions are fully considered before any important 

decision is made by the college. 

 

11. The college is active to provide instructions and assistance for my 

work. 

 

12. The staff’s achievements and contributions are recognized from 

time to time by the college. 

 

Development dimension  

13. The college offers good opportunities for my career development.  

14. I have received good instructions on my work in the college.  

15. Opportunities for training and further study are often available.  

16. The college allows for autonomy in the course of work.  

17. My knowledge, skill and talent can be fully played in the college.  

18. There are opportunities for promotion in the college.  

19. The college commits or implies that this is a job of greater 

responsibility. 

 

20. The college commits or implies that this is an interesting job.  

 

3.5.2 Job Satisfaction 

An employee with job satisfaction can be more productive in the organization. 

In this research, the previous studies are summarized to define the job satisfaction as: 

a reaction of the feeling and emotion that an employee has as an individual in the 

workplace, including the emotion and attitude that the employee devotes in the 

workplace, and degree of satisfaction on the environment. It is the subjective reaction, 

psychologically and physiologically, of the employee on the working environment and 

context (Hoppock, 1935; Victor H Vroom, 1964). To measure the job satisfaction, the 

overall satisfaction and key factors constituting the job satisfaction are taken into 
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account. The key factors cover the remuneration, management level, promotion, and 

relationship with colleagues. These factors are measured and then incorporated into 

the measurement of overall satisfaction (Wright & Bonett, 1992). S. E. Anderson, 

Coffey, and Byerly (2002) used a scale with reliability of 0.80 to evaluate the overall 

job satisfaction, and this scale was concise and shows good reliability and validity. 

Feng Bolin referred to the studies of Anderson and other researchers to measure the 

job satisfaction of teachers in Chinese high schools. 26 items including self-value 

realization, work intensity, salary income, and relationship with leaders and colleagues 

were analyzed, and the result of reliability reached 0.84 (Fong, 1996). Another scholar, 

Chen Yunying, also referred to the studies of Anderson on the job satisfaction and 

interviewed 204 primary school teachers. 40 question items concerning the job nature, 

physical conditions, salary, further learning and interpersonal relationship formed the 

“Teacher’s Job Satisfaction Scale”, with good reliability and validity (Y. Chen & Sun, 

1994). Based on the studies above, 5 factors are used in the research to design the job 

satisfaction questionnaire for university teachers as professional knowledge staff. It 

contains 25 items concerning leadership management, benefits and remuneration, job, 

working environment and interpersonal relationship. Likert’s 5-point scale is applied 

for reverse scoring. The scores are recorded in the range of 1, 2, 3, 4 and 5 as per the 

description in the questionnaire from “strongly disagree” to “strongly agree”. The five 

factors are detailed as follows.  

The first factor concerns leadership management, which means the working 

style of leaders, justice and reasonableness of internal promotion rules, and degree of 

democratic participation. 

The second concerns the benefits and remuneration, which means the number 

of returns obtained from work, and the justice and reasonableness of the returns. They 

include wage, bonus, housing, and other benefits. 

The third concerns the job itself, which means the interest maintained in job, 

challenges brought by the job and sense of accomplishment obtained from the job. 

The fourth concerns the working environment, which means the physical 

environment, research conditions, opportunities for further learning and academic 

atmosphere.  
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The fifth concerns the interpersonal relationship, which means the 

communication and cooperation with colleagues, care, and support from leaders. 

Details of measurement items are shown in the Table 3.2 below. 

 

Table 3.2  The Questionnaire of the Job Satisfaction 

Items Source 

Leadership management  

1. I identify with the working style of leaders.  

2. The rules for promotion are fair and reasonable.  

3. Participatory democracy is well practiced in the 

formulation of systems in the college. 

 

4. I am satisfied with the reputation and prospect of the 

college. 

 

5. There are many opportunities available for further learning 

or training in the college. 

 

6. My teaching ability is improved greatly in the course of 

work. 

 

7. I have the chance at any time to keep abreast of frontier 

academic research in the work. 

(S. E. Anderson et 

al., 2002). 

8. Excellent teachers always have appropriate opportunities 

for promotion. 

(Fong, 1996). 

Benefits and remuneration  

9. The actual amount of remuneration offered by the college 

meets my expectations. 

(Y. Chen & Sun, 

1994). 

10. The college offers good benefits like housing.  

11. The remuneration offered by the college is fair among 

teachers. 

 

12. The college gives me full autonomy in teaching and 

scientific research in the college. 

 

Job  

13. I have full autonomy in allocating my time in teaching  
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Items Source 

and scientific research. 

14. I am very interested in the occupation as a teacher.  

15. Teaching enables my potential to be fully developed.  

16. I can get a strong sense of accomplishment from daily 

teaching work. 

 

Working environment  

17. I feel comfortable with the college and natural 

environment nearby. 

 

18. The auxiliary conditions for library, technical work and 

administrative management are excellent. 

 

19. The equipment and funds for scientific research are 

sufficient. 

 

20. The academic atmosphere fills the college.  

Interpersonal relationship  

21. I have smooth communication and cooperation with my 

colleagues in the college. 

 

22. My work is recognized by the colleagues.  

23. I receive great respect and recognition from the leaders.  

24. The leaders’ supports are good for my growth.  

 

3.5.3 Work Engagement 

Work engagement is a positive, perfect mood and a state of cognition related to 

the work. It has three dimensions: vitality, dedication, and concentration. Vitality 

means that an individual has remarkable psychological persistence, full energy, and 

great willingness to work hard without getting tired easily. Dedication means that an 

individual has a strong sense of meaningfulness and proudness, and devote full 

enthusiasm to the work, and dare to challenges. Concentration means that an individual 

can get happiness from work, concentrate his attention to work, and always feel that 

time passes so fast that he is not willing to distract himself from work. 
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Existing studies have shown that the work engagement of employees in an 

enterprise can be influenced by fulfillment of their psychological contract. In order to 

explore whether such influence exists among university teachers, the UWES-17 (The 

Utrecht Work Engagement Scale-17) is translated and used for the research, to 

measure the state of work engagement of university teachers in their actual work as 

the professional knowledge staff (Schaufeli et al., 2002). The questionnaire has 17 

questions in total. By grouping these questions into three dimensions, 6 questions are 

raised for vitality, 5 for concentration and 6 for dedication. Likert’s 5-point scale and 

the reverse scoring method are used for the questionnaire.  1 indicates “hardly”; 2 

indicates “seldom”; 3 indicates “sometimes”; 4 indicates “often” and 5 indicates 

“always”. The questionnaire, together with empirical research, shows that the internal 

consistency reliability of the three dimensions is greater than 0.80, and the retest 

reliability is between 0.65-0.70, leading to good structural validity under different 

cultural contexts and occupations (Schaufeli et al., 2002). Details of the measurement 

items are shown in Table 3.3 below. 

 

Table 3.3  The Questionnaire of the Work Engagement 

Items Source 

Vitality  

1. I feel quite energetic in work.  

2. I can persist in work though things do not go smoothly.  

3. I want to go to work once getting up in the morning.  

4. I can continue my work for a long time.  

5. I feel I’m strong and full of energy during work.  

6. I can recover quickly form spiritual fatigue during work.  

Concentration  

7. I am proud of the job I engaged.  

8. I think that my job is clearly purposeful and meaningful. (Schaufeli et al., 

2002). 

9. The work I am doing can raise me up.  
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Items Source 

10. I am enthusiastic about my job.  

11. I am immersed in the work.  

Dedication  

12. I feel happy when I dedicate myself to work.  

13. Time always flies quickly when I am working.  

14. I forget everything around when I am working.  

15. The work is challenging to me.  

16. I am selfless when I am working.  

17. I feel that I cannot live without work.  

 

3.5.4 Organization Commitment 

In the current society, the definition of organization commitment made by 

scholars can be basically found from the definition of the word, “commitment”. 

Commitment refers to a state of being committed and devoted, both emotionally and 

mentally, to a certain action. Organization commitment reflects a psychological state 

of relationship between employees and the organization; in other words, an employee’s 

commitment of emotions or minds is a psychological state of his dedication to the 

organization. As of today, many experts and scholars have studied this psychological 

state from the perspective of emotions. In the research literature, commitments are 

usually made by teachers to schools, teaching work, students, team and job 

opportunity, which forms the organization commitment of teachers (Hart & Willower, 

1994). In the research, the organization commitment of university teachers as the 

professional knowledge staff is defined as: an affective commitment of teachers to the 

organizational goal, belief, value, and culture of the school, making them willing to 

work hard for maintaining the current working relationship. 

After an analysis on the past research literature, it is found that most scholars 

used the single-dimension scale to measure the organization commitment of teachers. 

This scale had 15 items, including 6 reverse scoring questions. Mainly used for 

measuring the organization commitment of staff, the single-dimension scale was 

widely used by scholars and demonstrated good reliability and validity (Mowday et 
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al., 1979). N. J. Allen and Meyer (1990a) developed a three-dimension organization 

commitment scale based on the single-dimension scale of Mowday et al., which 

included 24 items like emotional, continuance and normative commitment. Each 

factor was measured with 8 items. This three-dimension scale was receiving 

recognition and used by more and more scholars for its good reliability and validity 

(N. J. Allen & Meyer, 1996; Meyer et al., 1993). Ling Wenquan took into account the 

situation of Chinese employees and expanded a five-dimension scale suitable for 

domestic enterprise management based on the three-dimension scale of Allen & 

Meyer. The five-dimension scale had 25 items and its reliability and validity could be 

over 0.80 (W. Ling, Zhang, & Fang, 2006). By combining the questionnaire contents 

of Meyer, Ling Wenquan and others, and making some modifications and deleting 

some unsuitable items, a four-dimension scale fitting the measurement of organization 

commitment of Chinese university teachers as the professional knowledge staff was 

developed. It covered the personal development (ideal commitment), moral norm 

(normative commitment), personal emotion (affective commitment) and work inertia 

(continuous commitment). The scale was formed by 14 questions in the four 

dimensions. Specifically, 4 items concerned personal development, 4 concerned moral 

norms, 3 concerned personal emotion, and 3 concerned work inertia. In the research 

on the organization commitment, Likert’s 5-piont scale and the reverse scoring method 

are used. 1 means strongly disagree; 2 means disagree; 3 means not sure; 4 means 

agree; 5 means strongly agree. 

1)  Personal development: as the professional knowledge staff, teachers 

are paying great attention to their occupational development and personal growth, as 

well as practice of personal ability throughout their career life, pursuing for and 

realizing the great ideal and ultimate finally goal of the career. 

2)  Moral norm: as the professional knowledge staff, teachers should 

maintain an attitude of respecting the job, follow the moral norms, social customs, and 

codes on this occupation during the employment period, and should fulfill the 

responsibilities and obligations that they should take to the school, students, and 

society. 
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3)  Personal emotion: as the professional knowledge staff, teachers 

should identify with the goal and value of the school and be willing to devote efforts 

to teaching students and working. They should also be proud of working in the school. 

4)  Work inertia: as the professional knowledge staff, teachers may 

worry about financial losses for leaving the organization or must stay at the school for 

failure in finding a better job. Details of measurement items are shown in the Table 

3.4. 

 

Table 3.4  The Questionnaire of Organizational Commitment 

Items Source 

Personal development  

1. My colleagues have stronger ability, stimulating me to work 

harder. 

 

2. The college has a good prospect of development.  

3. The college has a good reputation in the society.  

4. The teaching and scientific research conditions in the college 

are conducive for me to carry out my work. 

 

Moral norm  

5. I should work hard since I choose to stay at the college.  

6. I love my job as a teacher at the college.  

7. The teacher’s sense of responsibility stimulates me to work 

industriously. 

(N. J. Allen & 

Meyer, 1990a). 

8. Expectations from my teachers and students stimulate me to 

improve my teaching competency. 

(W. Ling et al., 

2006). 

Personal emotion  

9. I have paid a great deal of efforts in the teaching work.  

10. I have a strong feeling of connections with the college.  

11. I have established a good interpersonal relationship in the 

college. 

 

Work inertia  

12. I will suffer great financial losses once I leave my current  
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3.5.5 Professional Commitment 

In the research, for the avoidance of confusing the occupation of university 

teachers as the professional knowledge staff with other occupations and jobs, the 

professional commitment of teachers is defined as: a series of work related to personal 

specialty or professional training that teachers, as the professional knowledge staff, 

are engaged in (G. J. Blau, 1985). The questionnaire is preliminarily designed by 

referring to a lot of relevant literature and scales used by scholars. Here, the 

occupational (professional) commitment of university teachers as the professional 

knowledge staff is defined as that, in terms of affective commitment, it identifies with 

the occupation as a teacher and the affectional reliance on this occupation; in terms of 

normative commitment, it takes the social code and moral norm as the codes for 

regulating the professional attitude or behavioral expression; in terms of selection 

restriction commitment, it is difficult to find another more satisfying occupation or 

there is no chance to change the occupation, which is the root cause for continuing the 

occupation as a teacher; in terms of cost commitment, it means that a teacher is not 

satisfied with his occupation but still intends to continue the current job, as he 

considers the plenty of time and energy invested and the interpersonal network 

established, and fears about losses of benefits and incomes if he quits. 

In the process of studying the items of professional commitment, a former 

scale containing 8 items prepared by scholars was mainly referred to measure the 

professional commitment (G. J. Blau, 1985), and this scale has been recognized by 

most scholars. In order to better measure the professional commitment, G. J. Blau 

(2003) built a five-dimension structure for measuring the professional commitment of 

nurses as the professional, technical knowledge staff based on the 8-item scale. It 

included the affective commitment, normative commitment, economic cost 

commitment, emotional cost commitment and opportunity commitment. Blau’s five-

Items Source 

job. 

13. It is not easy for me to look for another job that fits me.  

14. It is the family that makes me stay at the college and work 

hard. 
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dimension structure was based on the theory of Carson et al. (1995), in which the 

“cumulative cost commitment” was subdivided into “emotional cost commitment”. 

But the results of factor analysis indicated that the four-dimension factor model is 

more ideal in various fit indices than the five-dimension one. So, the four-dimension 

structure was selected finally, with the consistency reliability of the professional 

commitment scale to be 0.86 and the split-half reliability to be 0.83 (G. J. Blau, 2003). 

Based on this and combining the characteristics of university teachers as the 

professional knowledge staff, a professional commitment scale for university teachers 

is prepared and has 4 dimensions. 5 questions concern the affective commitment, 3 

concern normative commitment, 3 concern opportunity commitment and 4 concern 

cost commitment. The questionnaire has 15 items in total. Likert’s 5-point scale and 

the reverse scoring method are used for the questionnaire. The scores range from 1 to 

5, meaning from strongly disagree to strongly agree. Details of measurement items are 

shown in the Table 3.5.  

 

Table 3.5  The Questionnaire of Professional Commitment 

Items Source 

Affective commitment  

1. I feel proud of engaging myself in this occupation.  

2. The current occupation fits my interest.  

3. The current occupation brings my specialty into full play.  

4. The current occupation gives me a room for developing 

and realizing my self-value. 

 

Normative commitment  

5. I think that a person who has accepted certain professional 

education or training should make proper contributions 

during a reasonable period of his stay in the occupation. 

(G. J. Blau, 2003). 

6. I don’t think that it is correct for me to leave even if it is 

good to me. 

 

7. Staying in this occupation is because of keeping loyal to it.  

Opportunity commitment  
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Items Source 

8. With my background and experience, I can acquire another 

attractive job in other professional fields. 

 

9. I will have many options if I decide to change my 

occupation. 

 

10. Once I leave the current occupation, the biggest problem 

for me is to find another job. 

 

Cost commitment  

11. For me, high emotional cost needs to be paid for changing 

an occupation. For example, the interpersonal relationship 

will be destroyed. 

 

12. I have invested so many personal efforts (e.g., education) 

into this occupation that I couldn’t consider changing it. 

 

13. I have spent a lot of time in this occupation that I couldn’t 

consider changing it. 

 

14. For me, entering another occupation means a waiver of 

plentiful investments in training. 

 

 

3.5.6 Turnover Intention 

In the research, the working behaviors, and attitudes of turnover intention that 

university teachers as the professional knowledge staff exhibit in the course of work 

are defined as the performance and attitude that the staff intends to leave the current 

job and attempts to find other job opportunities. As to the measurement of turnover 

intention, scholars referred to the four-item scale prepared by Mobley (1977) and 

proved that this scale has good reliability and validity. For example, Weng (2010) used 

this scale in their empirical research. Other scholars also developed their own turnover 

intention scales to fit their research subjects and professions based on the Mobley 

(1977) turnover intention scale (Mobley et al., 1978). The questionnaire, when used in 

a Hong Kong scholar’s research of turnover intention in the Chinese context, showed 

high internal consistency and retest reliability. The internal consistency coefficient of 

the questionnaire was 0.7264; by conducting the confirmatory factor analysis, it got x² 

= 90.288, df = 45, CFI = 0.968 IFI = 0.958, NFI = 0.929, TLI = 0.934, RMSEA = 
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0.073, indicating that the questionnaire has good structural validity. In the research, 

the turnover intention questionnaires made by J. Fan (1978); Mobley et al. (1978) are 

referred and used to measure the independent variable - turnover intention of 

university teachers as the professional knowledge staff. The questionnaire used for the 

research has 6 items. Likert’s 5-point scale and the reverse scoring method are used. 

The scores range from 1 to 5, representing from completely disagree to completely 

agree. Details of measurement items are shown in the Table 3.6. 

 

Table 3.6  The Questionnaire of Turnover Intention 

 

3.6 Analytical Approaches 

In the research, SPSS and AMOS software are used for analyzing the data 

collected. SPSS is used for analyzing the fundamental data; and then AMOS is used 

for analyzing the causal relationship between variables (via the structural equation 

model). The analysis methods used are listed in the Table 3.7 below. 

 

  

Items Source 

1. I often want to resign from my current job.  

2. I make a long-term plan for career development in this 

college. 

 

3. I often feel bored about my current work and want to leave for 

a new workplace. 

(Mobley et al., 

1978). 

4. Going to other universities and teaching there will be better 

for me. 

 

5. I am more willing to work in an enterprise if there is a chance.  

6. I am likely to leave my current workplace in the coming half a 

year. 
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Table 3.7  List of Research Methods 

SPSS Amos 

descriptive statistics Path analysis 

Reliability analysis Multi-group analysis 

Exploratory factor analysis, EFA Confirmatory factor analysis, CFA 

Bootstrapping procedure 

 

Among these methods, the descriptive statistics is used to analyze the basic 

information of the questionnaire through two indicators – Frequency and Percentage, 

which are to describe the basic information of the interviewees. Reliability analysis is 

used to measure the internal consistency of variables (Cronbach’s alpha). CFA and 

EFA are used to measure the composite reliability, average variance extracted (AVE) 

and convergent of validity of variables (reflected by factor loadings for each item).  

The path analysis and multi-group analysis are used to analyze the direct relationship 

between variables. The bootstrapping procedure is used to analyze the intermediary 

and mediated relations of variables. 

The reasons for selecting these analytical are that they satisfy the design of this 

research and are helpful to analyze the data collected through questionnaire and obtain 

the desired results.  



 

 

CHAPTER 4 

 

RESULTS AND DISCUSSION 

 

In this chapter, firstly, introduction is made to the data collection process, then 

a report is made on the statistical characteristic information about the collected data; 

next, discussion is conducted on the data preparation and analysis, i.e., evaluation of 

the data measurement model; at last, verification is carried out on the structural 

equation model and hypothesis, and the analysis results are described and analyzed. 

 

4.1 Date Collection 

Data for the research are collected from in-service teachers and separated 

teachers of 7 independent colleges of regular universities in Yunnan, China, including 

Dianchi College of Yunnan University, Yunnan Normal University Business School, 

College of Arts and Sciences of Yunnan Normal University, Oxbridge College of 

Kunming University of Science and Technology, Wenhua College of Yunnan Arts 

University, Haiyuan College of Kunming Medical University and Tourism and Culture 

College of Yunnan University. 

Totally 349 questionnaires have been distributed in 7 independent colleges of 

regular universities in Yunnan, China through WJX.cn, and with the help of staff of 

the Personnel Department of various independent colleges, to some teachers who are 

willing to complete the questionnaire. After questionnaire distribution, totally 389 in-

service teachers of 7 independent colleges of regular universities in Yunnan, China 

have participated in the survey, recovering 52 valid questionnaires from Dianchi 

College of Yunnan University, 51 from Yunnan Normal University Business School, 

72 from College of Arts and Sciences of Yunnan Normal University, 63 from Oxbridge 

College of Kunming University of Science and Technology, 48 from Wenhua College 

of Yunnan Arts University, 51 from Haiyuan College of Kunming Medical University, 
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and 52 from Tourism and Culture College of Yunnan University. 

Meanwhile, totally 140 questionnaires have been distributed to separated 

teachers of 7 independent colleges of regular universities in Yunnan, China through 

WJX.cn, and with the help of staff of various independent colleges, to some teachers 

who are willing to complete the questionnaire. After questionnaire distribution, totally 

157 separated teachers of 7 independent colleges of regular universities in Yunnan, 

China have participated in the survey, recovering 22 valid questionnaires from Dianchi 

College of Yunnan University, 22 from Yunnan Normal University Business School, 

21 from College of Arts and Sciences of Yunnan Normal University, 20 from Oxbridge 

College of Kunming University of Science and Technology, 23 from Wenhua College 

of Yunnan Arts University, 29 from Haiyuan College of Kunming Medical University, 

and 20 from Tourism and Culture College of Yunnan University. 

To sum up, totally 389 in-service teachers and 157 separated teachers of 7 

independent colleges of regular universities in Yunnan, China have participated in the 

survey, recovering 389 and 157 valid questionnaires respectively.  

 

4.2 Demographic Characteristics 

In the questionnaire on the professional loyalty of in-service university 

teachers, the control variables include individual ones that are irrelevant to the 

university, such as the gender, marital status, age, and academic degree i.e., education; 

they also include individual ones that are relevant to the university, such as the 

professional title, post, working years and income level; in addition, they include 

organization variables like the university name. On the other hand, in the questionnaire 

on the professional loyalty of separated university teachers, the control variables 

include individual ones that are irrelevant to the university, such as gender, marital 

status, age and academic degree i.e., education; they also include individual ones that 

are relevant to the university, such as the working years and income level; in addition, 

they include organization variables like the original employer and current employer. 
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4.2.1 Questionnaire Control Variables of In-service University Teachers 

In the research, the control variables of in-service university teachers as 

knowledge staff include the gender, marital status, age, academic degree i.e., 

education, professional title, post, working years, income level (monthly average 

income), and working university. The analysis is conducted with the software of SPSS 

19.0 as follows: 

1)  Gender: Respondents are divided into the male and female groups. 

2)  Marital status: Unmarried, married, and divorced groups are 

divided. 

3)  Age: Subject to the current actual age of respondents, six groups are 

divided, i.e., aged below 25, aged 25-35, aged 36-45, aged 46-55, aged 56-65, and 

aged above 65. 

4)  Academic degree i.e., education: the highest academic degree of 

respondents is investigated through the questionnaire, and they are divided into three 

groups of bachelor’s degree, master’s degree, and above doctoral degree respectively. 

5)  Professional title: Subject to respondents’ current professional title 

in their current university, they are divided into four groups of teaching assistant, 

teacher, associate professor, and professor respectively. 

6)  Post: Subject to the type of respondents' current actual job in 

university, they are divided into full-time teachers, counsellors, teaching-aided 

personnel, and management personnel respectively. 

7)  Working years: Subject to the current working years of respondents 

at their post, they are divided into groups of working for less than half a year, half a 

year to 1 year, 1-3 years, 4-6 years, 7-10 years and above 11 years. 

8)  Income level (monthly average income): Subject to respondents’ 

monthly average income, they are divided into groups of RMB 4001-5000 Yuan, RMB 

5001-6000 Yuan, RMB 6001-7000 Yuan, RMB 7001-8000 Yuan, and above RMB 

8000 Yuan. 

9)  Name of Employer: Dianchi College of Yunnan University, Yunnan 

Normal University Business School, College of Arts and Sciences of Yunnan Normal 

University, Oxbridge College of Kunming University of Science and Technology, 

Wenhua College of Yunnan Arts University, Haiyuan College of Kunming Medical 



 203 

University, and Tourism and Culture College of Yunnan University. Please refer to 

Table 4.1 for the Statistical Table of Individual Demographic Characteristics Relevant 

to the University. 

 

Table 4.1  Descriptive Statistical Table of Individual Control Variables Relevant to the 

University 

Measures Categories Frequency Percentage 

(%) 

Valid 

Percentage (%) 

Gender Male 170 43.7 43.7 

Female 219 56.3 56.3 

Age Aged Below 25 52 13.4 13.4 

Aged 25-35 151 38.8 38.8 

Aged 36-45 148 38 38 

Aged 46-55 30 7.7 7.7 

Aged 56-65 7 1.8 1.8 

Aged Above 65 1 0.3 0.3 

Marital 

Status 

Unmarried 145 37.3 37.3 

Married 236 60.7 60.7 

Divorced 8 2.1 2.1 

Academic 

Degree 

(Education) 

Bachelor’s 

Degree 

135 34.7 34.7 

Master’s Degree 228 58.6 58.6 

Above Doctoral 

Degree 

26 6.7 6.7 

 

As shown in Table 4.1, among the 389 valid questionnaires recovered, after 

certain samples with omission are rejected, there are 170 questionnaires recovered 

from male teachers, accounting for 43.7% of the total valid questionnaires recovered, 

and 219 from female teachers, accounting for 56.3% of the total valid questionnaires 

recovered. Viewed from this aspect, the proportion of female teachers as professional 

knowledge staff is slightly higher than that of male teachers. As for the age structure, 
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52 respondents are teachers aged 25 and below, accounting for 13.4% of the total valid 

questionnaires recovered; 151 aged 25-35, accounting for 38.8%; 148 aged 36-45, 

accounting for 38%; 30 aged 46-55, accounting for 7.7%; 7 aged 56-65, accounting 

for 1.8%; 1 aged above 65, accounting for 0.3%. Most respondents are teachers aged 

25-35 and aged 36-45, while only a few respondents are teachers aged 46-55, 56-65 

and above 65. 

As for marital status, 145 respondents are unmarried, accounting for 37.7% of 

the total valid questionnaires recovered, 236 married, accounting for 60.7%, and only 

8 divorced, accounting for 2.1%. 

In terms of education, 135 respondents are teachers with the bachelor’s degree, 

accounting for 34.7% of the total valid questionnaires recovered, 228 with the master’s 

degree, accounting for 58.6%, and 26 with above doctoral degree, accounting for 

6.7%. It can be seen that in terms of education, the number of teachers with the 

master’s degree is the largest, followed by the number of teachers with the bachelor’s 

degree and then the number of teachers with above doctoral degree. 

Please refer to Table 4.2 for the Statistical Table of Individual Demographic 

Characteristics Relevant to the University, including four control variables of 

“professional title”, “post”, “working years” and “income level (monthly average 

income)”. 

 

Table 4.2  Descriptive Statistical Table of Individual Control Variables Relevant to the 

University 

Measures Categories Frequency Percentage 

(%) 

Valid 

Percentage (%) 

Professional Title Teaching 

Assistant 

106 27.2 27.2 

Lecturer 224 57.6 57.6 

Associate 

Professor 

49 12.6 12.6 

Professor 10 2.6 2.6 

Post Full-time 204 52.4 52.4 
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Measures Categories Frequency Percentage 

(%) 

Valid 

Percentage (%) 

Teacher 

Counsellor 123 31.6 31.6 

Teaching-aided 

Personnel 

28 7.2 7.2 

Management 

Personnel 

34 8.7 8.7 

Working Years Less Than Half a 

Year 

21 5.4 5.4 

Half a Year to 1 

Year 

45 11.6 11.6 

1-3 Years 78 20.1 20.1 

4-6 Years 143 36.8 36.8 

7-10 Years 58 14.9 14.9 

Above 11 Years 44 11.3 11.3 

Income Level 

(Monthly 

Average Income) 

RMB 4001-5000 

Yuan 

78 20.1 20.1 

RMB 5001-6000 

Yuan 

178 45.8 45.8 

RMB 6001-7000 

Yuan 

69 17.7 17.7 

Income Level 

(Monthly 

Average Income) 

RMB 7001-8000 

Yuan 
37 9.5 9.5 

Above RMB 

8000 Yuan 
27 6.9 6.9 

 

Analyzed from professional title, 106 respondents are teachers with the 

professional title of teaching assistant, accounting for 27.2% of the total valid 

questionnaires; 224 with the professional title of lecturer, accounting for 57.6%; 49 

with the professional title of associate professor, accounting for 12.6%; 10 with the 

professional title of professor, accounting for 2.6%. In terms of professional title, the 
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number of teachers with the professional titles of lecturer and teaching assistant is the 

largest, while a few respondents are teachers with the professional titles of associate 

professor and professor.  

In analysis by post, 204 respondents are full-time teachers, accounting for 

53.4% of the total valid questionnaires; 123 counsellors, accounting for 31.6%; 28 

teaching-aided personnel, accounting for 7.2%; 34 management personnel, accounting 

for 8.7%. The number of full-time teachers and counsellors is the largest, while a few 

respondents are teaching-aided personnel and management personnel. 

When analyzed by working years, 21 respondents are teachers who have 

worked for less than half a year, accounting for 5.4% of the total valid questionnaires; 

45 teachers who have worked for half a year to one year, accounting for 11.6%; 78 

teachers who have worked for 1-3 years, accounting for 20.1%; 143 teachers who 

have worked for 4-6 years, accounting for 36.8%; 58 teachers who have worked for 7-

10 years, accounting for 14.9%; 44 teachers who have worked for more than 11 years, 

accounting for 11.3%. Among the group samples, there are a few teachers who have 

worked for less than half a year; many respondents are teachers who have worked for 

4-6 and 1-3 years; respondents of teachers who have worked for half a year to a year 

are basically equal to those who have worked for 7-10 years and more than 11 years. 

At last, viewed from the distribution by the monthly income level, 78 

respondents are teachers earning RMB 4001-5000 Yuan, accounting for 20.1% of the 

total valid questionnaires; 1 7 8  earning RMB 5001-6000 Yuan, accounting for 45.8%; 

69 earning RMB 6001-7000 Yuan, accounting for 17.7%; 37earning RMB 7001-8000 

Yuan, accounting for 9.5%; 27 earning more than RMB 8000 Yuan, accounting for 

6.9%. It can be seen that in terms of monthly income level, the monthly average income 

level of most teachers is RMB 4001-5000 Yuan, RMB 5001-6000 Yuan, and RMB 

6001-7000 Yuan, only a few teachers earn RMB 7001-8000 and more than RMB 8000 

Yuan monthly. 

There are totally 7 control variables at the organizational (universi ty) level, 

including Dianchi College of Yunnan University, Yunnan Normal University Business 

School, College of Arts and Sciences of Yunnan Normal University, Oxbridge College 

of Kunming University of Science and Technology, Wenhua College of Yunnan Arts 

University, Haiyuan College of Kunming Medical University, and Tourism and 
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Culture College of Yunnan University. Please refer to Table 4.3 for the Descriptive 

Statistical Table of Control Variables Relevant to the Organization (University). 

 

Table 4.3  Descriptive Statistical Table of Control Variables Relevant to the 

Organization (University) 

 Frequency Percentage 

(%) 

Valid 

Percentage (%) 

Dianchi College of Yunnan 

University 

52 13.4 13.4 

Yunnan Normal University 

Business School 

51 13.1 13.1 

College of Arts and Sciences of 

Yunnan Normal University 

72 18.5 18.5 

Oxbridge College of Kunming 

University of Science and 

Technology 

63 16.2 16.2 

Wenhua College of Yunnan 

Arts University 

48 12.3 12.3 

Haiyuan College of Kunming 

Medical University 

51 13.1 13.1 

Tourism and Culture College of 

Yunnan University 

52 13.4 13.4 

 

There are totally 7 control variables at the organizational (university) level, 

among which 52 respondents are teachers from Dianchi College of Yunnan University, 

accounting for 13.4% of the total valid group sample size; 52 from Yunnan Normal 

University Business School, accounting for 13.1%; 72 from College of Arts and 

Sciences of Yunnan Normal University, accounting for 18.5%; 63 from Oxbridge 

College of Kunming University of Science and Technology, accounting for 16.3%; 48 

from Wenhua College of Yunnan Arts University, accounting for 12.3%; 51 from 

Haiyuan College of Kunming Medical University, accounting for 13.1%; 52 from 
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Tourism and Culture College of Yunnan University, accounting for 13.4%. The 

number of samples from all independent colleges is basically equal. 

 

4.2.2 Control Variables of the Questionnaire for Separated University 

Teachers…………………………. 

In the research, the control variables of separated university teachers as 

knowledge staff include the gender, marital status, age, academic degree i.e., education, 

original employer, type of the current employer, and average income. The analysis is 

conducted with the software of SPSS 19.0 as follows: 

1)  Gender: Respondents are divided into the male and female groups 

2)  Marital status: Unmarried, married, and divorced groups are 

divided. 

3)  Age: Subject to the current actual age of respondents, respondents 

are divided into groups of being aged below 25, aged 25-35, aged 36-45, aged 46-55, 

aged 56-65, and aged above 65. 

4)  Academic degree i.e., education: the highest academic degree of 

respondents is investigated through the questionnaire, and they are divided into three 

groups of bachelor’s degree, master’s degree, and above doctoral degree respectively. 

5)  Name of the original employer: Dianchi College of Yunnan 

University, Yunnan Normal University Business School, College of Arts and Sciences 

of Yunnan Normal University, Oxbridge College of Kunming University of Science 

and Technology, Wenhua College of Yunnan Arts University, Haiyuan College of 

Kunming Medical University, and Tourism and Culture College of Yunnan University. 

6) Type of the current employer: first-tier university, second-tier 

university, independent college, higher vocational college, civil service unit, public 

institution, state-owned enterprise, private enterprise, individual entrepreneurship. 

7)  Income level (monthly income): Subject to respondents’ monthly 

average income, they are divided into 5 groups of RMB 4001-5000 Yuan, RMB 5001-

6000 Yuan, RMB 6001-7000 Yuan, RMB 7001-8000 Yuan, and above RMB 8000 

Yuan. Please refer to Table 4.4 for the Statistical Table of Individual Demographic 

Characteristics Irrelevant to the University. 
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Table 4.4  Descriptive Statistical Table of Individual Control Variables Irrelevant to the 

University or Organization 

Measures Categories Frequency Percentage 

(%) 

Valid 

Percentage (%) 

Gender Male 80 51 51 

Female 77 49 49 

Age Aged Below 25 3 1.9 1.9 

Aged 25-35 24 15.3 15.3 

Aged 36-45 121 77.1 77.1 

Aged 46-55 5 3.2 3.2 

Aged 56-65 3 1.9 1.9 

Aged Above 65 1 0.6 0.6 

Marital Status Unmarried 11 7 7 

Married 145 92.4 92.4 

Divorced 1 0.6 0.6 

Academic 

Degree 

(Education) 

Bachelor’s 

Degree 

7 4.5 4.5 

Master’s 

Degree 

43 27.5 27.5 

Above Doctoral 

Degree 

107 68.2 68.2 

 

As shown in Table 4.4, among the 157 valid questionnaires recovered, after 

certain samples with omission are rejected, there are 80 male teachers, accounting for 

51% of the total valid questionnaires recovered, and 77 female teachers, accounting 

for 49% of the total valid questionnaires recovered. Viewed from this aspect, the 

proportion of male and female teacher respondents as professional knowledge staff is 

basically equal. As for the age structure, 3 respondents are teachers aged below 25, 

accounting for 1.9% of the total valid questionnaires recovered, 24 aged 25-35, 

accounting for 15.3%; 121 aged 36-45, accounting for 77.1%; 5 aged 46-55, 

accounting for 3.2%; 3 aged 56-65, accounting for 1.9%; 1 aged above 65, accounting 
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for 0.6%. It can be seen that among separated teachers, most respondents are teachers 

aged 36-45, while only a few respondents are teachers aged above 46. 

As for marital status, 11 respondents are unmarried, accounting for 7% of the 

total valid questionnaires recovered, 145 married, accounting for 92.4%, and only 1 

divorced, accounting for 0.6%. 

In terms of education of separated teachers, 7 respondents are teachers with the 

bachelor’s degree, accounting for 4.5% of the total valid questionnaires; 43 with the 

master’s degree, accounting for 27.5%; 107 with the doctoral degree, accounting for 

68.3%. In terms of education, the number of teachers with the doctoral degree is the 

largest. 

Please refer to Table 4.5 for the Descriptive Statistical Table of Individual 

Control Variables Relevant to the University (Organization), including two control 

variables of “working years” and “income level (monthly average income)”. 

 

Table 4.5  Descriptive Statistical Table of Individual Control Variables Relevant to the 

University (Organization) 

Measures Categories Freque

ncy 

Percentage 

(%) 

Valid 

Percentage (%) 

Current Working 

Years 

Less Than Half a 

Year 

1 0.6 0.6 

Half a Year to 1 

Year 

2 1.3 1.3 

1-3 Years 75 47.8 47.8 

4-6 Years 79 50.3 50.3 

Income Level 

(Monthly 

Average Income) 

RMB 4001-5000 

Yuan 

1 0.6 0.6 

RMB 5001-6000 

Yuan 

3 1.9 1.9 

RMB 6001-7000 

Yuan 

8 5.1 5.1 

RMB 7001-8000 14 8.9 8.9 
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Measures Categories Freque

ncy 

Percentage 

(%) 

Valid 

Percentage (%) 

Yuan 

Above RMB 8000 

Yuan 

131 83.4 83.4 

 

Viewed from the current working years in the university (organization), 1 

respondent is a teacher who has worked for less than half a year, accounting for 0.6% 

of the total valid questionnaires; 2 teachers who have worked for half a year to one 

year, accounting for 1.3%; 75 teachers who have worked for 1-3 years, accounting for 

47.8%; 79 teachers who have worked for 4-6 years, accounting for 50.3%. Among the 

group samples, the number of teachers who have worked for 1-3 years is basically 

equal to that of teachers who have worked for 4-6 years, and there are few teachers for 

other periods. 

At last, viewed from the distribution by the monthly income level, 1 respondent 

is a teacher earning RMB 4001-5000 Yuan, accounting for 0.6% of the total valid 

questionnaires; 3 earning RMB 5001-6000 Yuan, accounting for 1.9%; 8 earning RMB 

6001-7000 Yuan, accounting for 5.1%; 14 earning RMB 7001-8000 Yuan, accounting 

for 8.9%; 131 earning more than RMB 8000 Yuan, accounting for 83.4%. In terms of 

monthly income, most separated teachers are those earning more than RMB 8000 

Yuan. 

There are 2 university (organization) control variables, i.e., the original 

employer (independent college) and the type of current employer. Please refer to Table 

4.6 for the Descriptive Statistical Table of Control Variables Relevant to the University 

(Organization). 
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Table 4.6  Descriptive Statistical Table of Control Variables Relevant to the University 

(Organization) 

 
Categories Freque

ncy 

Percentage 

(%) 

Valid 

Percentage (%) 

Original 

Employer 

Dianchi College of 

Yunnan University 

22 14 14 

Yunnan Normal 

University Business 

School 

22 14 14 

College of Arts and 

Sciences of Yunnan 

Normal University 

21 13.4 13.4 

Oxbridge College of 

Kunming University 

of Science and 

Technology 

20 12.7 12.7 

Wenhua College of 

Yunnan Arts 

University 

23 14.6 14.6 

Haiyuan College of 

Kunming Medical 

University 

29 18.5 18.5 

Tourism and Culture 

College of Yunnan 

University 

20 12.7 12.7 

Type of the 

Current 

Employer 

First-tier University 14 8.9 8.9 

Second-tier 

University 

108 68.8 68.8 

Independent College 19 12.1 12.1 

Civil Servant Unit 1 0.6 0.6 

Public Institution 3 1.9 1.9 
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Categories Freque

ncy 

Percentage 

(%) 

Valid 

Percentage (%) 

State-owned 

Enterprise 

8 5.1 5.1 

Private Enterprise 2 1.3 1.3 

Individual 

Entrepreneurship 

2 1.3 1.3 

 

Viewed from the distribution of teachers’ original employer, 22 respondents 

are separated teachers from Dianchi College of Yunnan University, accounting for 

14% of the valid questionnaires; 22 from Yunnan Normal University Business School, 

accounting for 14%; 21 from College of Arts and Sciences of Yunnan Normal 

University, accounting for 13.4%; 20 from Oxbridge College of Kunming University 

of Science and Technology, accounting for 12.7%; 23 from Wenhua College of Yunnan 

Arts University, accounting for 14.6%; 29 from Haiyuan College of Kunming Medical 

University, accounting for 18.5%; 20 from Tourism and Culture College of Yunnan 

University, accounting for 12.7%. The number of separated teachers from all schools 

is basically equal. 

As shown in Table 4.6, 108 respondents are teachers who have changed their 

job from independent college to second-tier universities, accounting for 68.6% of the 

total valid respondents; 19 to other independent colleges, accounting for 12.1%; 14 to 

first-tier universities, accounting for 8.9%; 8 to state-owned enterprises, accounting 

for 5.1%; 3 to public institutions, accounting for 1.9%; 2 to private enterprises, 

accounting for 1.3%; 2 to individual entrepreneurship, accounting for 1.3%; 1 to the 

civil service unit, accounting for 0.6%. 

 

4.3 Measurement Model Evaluation 

Before analysis and test is conducted on the structural model, it is necessary to 

carry out the exploratory and confirmatory factor analysis on a series of measurement 

items, to confirm that the reliability and validity of the data for measurement are 

within the acceptable range, and whether the data can be used in the AMOS analysis. 
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Analysis used to verify the reliability includes the Cronbach’s alpha (α) analysis and 

composite reliability (CR) analysis, while the analysis used to verify the validity 

includes the convergent validity analysis and discriminant validity analysis, as well as 

the normal distribution test. The reliability and validity evaluation will be used to 

guarantee that the data collected from the questionnaires are valid and reliable, and the 

normal distribution test will be used to test whether the data can be used for AMOS 

analysis, and ensure the unbiased results of the structural model analysis  (Hair, 

Sarstedt, Ringle, & Mena, 2012). 

 

4.3.1 Normality Test 

In the research, Amos and the maximum likelihood estimate are adopted to 

conduct analysis of structural equation model. Therefore, the test on whether it 

conforms to the normal distribution is mainly conducted through two indices, i.e., the 

normality of single measurement items and sample multivariate normality. According 

to the research by scholars of Bollen and Long (1993); Klein (1998); Westfall and 

Henning (2013), in case of the absolute value of sample data skewness < 3 and the 

absolute value of peak < 10, the measurable variable may be deemed as basically 

conforming to the normal distribution. Viewed from the above statistical results, the 

absolute value of skewness of all items < 3 and absolute value of peak < 10, far lower 

than reference value proposed by Bollen and Long (1993); Klein (1998); Westfall and 

Henning (2013). When the Mardia’s coefficient is lower than P(P+2), the sample will 

be considered to be of multivariate normality, in which P refers to the aggregate of all 

the measurement items (Bollen & Long, 1993; Siotani, Hayakawa, & Fujikoshi, 

1985).  

In Appendix E, the average value of all items is within the range of 2.465-

4.062, and the standard deviation of all items is within the range of 1.017-1.403, which 

indicates a low dispersion. In addition, the skewness absolute value of the 95 

measurement items in the 6 variables of PCV, JS, WE, OC, PC and TI is < 3, the 

absolute value of peak < 10, and the Mardia's coefficient is 970.485, which is lower 

than P (P+2) = 9215. Therefore, all the measurement items in the research conform to 

the normality and multivariate normality requirements, which can be considered that 

the form of large sample data basically meets the basic requirements of the research 
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hypothesis for analytical data. The samples conform to the normal distribution and 

may be used in the Amos analysis. For the results of the normal distribution test items, 

please refer to Appendix E. 

Meanwhile, as indicated in the dimensional normal distribution test, the 

average value of all variables, including the psychological contract violation (PCV), 

job satisfaction (JS), work engagement (WE), organization commitment (OC), 

professional commitment (PC) and turnover intention (TI), ranges from 2.561-3.963, 

and the standard deviation of all variables from 0.880-1.167. It shows a low dispersion 

of the sample data. In the opinion of Bollen and Long (1993); Klein (1998); Westfall 

and Henning (2013), in case of the absolute value of sample data skewness < 3 and the 

absolute value of peak < 10, the observed variable may be deemed as basically 

conforming to the normal distribution. Viewed from the above statistical results, the 

absolute value of skewness of all variables < 3 and absolute value of peak < 10. 

Therefore, it can be considered that the form of large sample data basically conforms 

to normal distribution and meets the basic requirements of the research hypothesis for 

analytical data. The samples conform to the normal distribution and may be used in 

the Amos analysis. Please refer to Table 4.7 for the results of the dimensional normal 

distribution test. 

 

Table 4.7  Assessment of Normality 

 
PCV JS WE OC TI PC 

Average 2.647 2.561 2.816 2.617 3.884 3.963 

Number of Cases 546 546 546 546 546 546 

Standard Error 1.133 1.149 1.153 1.155 1.167 0.88 

Minimum Value 1 1 1 1 1 1 

Maximum Value 5 5 5 5 5 5 

Kurtosis -0.785 -0.622 -0.999 -0.715 0.03 1.396 

Skewness 0.658 0.702 0.443 0.607 -1.053 -1.189 
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4.3.2 Exploratory Factor Analysis - (EFA)  

In the procedures of the exploratory factor analysis, it is necessary to remove 

the measurement items that do not meet the project analysis indices, and then the item 

variables that meet the project analysis indices are included into the factor analysis. 

Firstly, the Cronbach's alpha (α) is used to conduct the reliability test, to verify the 

consistency between variables. Secondly, the Bartlett’s Test of Sphericity (KMO) is 

used to analyze whether there exists any common factor between variables, and 

whether the scale is appropriate for the factor analysis.  

4.3.2.1 Reliability Test 

The reliability test is to ensure the variable consistency and the 

recovery of same results (Nunnally, 1978). In the research, the Cronbach's alpha (α) is 

used in the reliability analysis. The Cronbach's alpha is an index to measure the 

internal consistency of variable scale (Hair et al., 2012), and is often used to assess the 

reliability of variables. Generally, the Cronbach's alpha of a variable shall exceed the 

proposed value of 0.7 (Nunnally & Bernstein, 1994). In addition, other scholars also 

pointed out that the Cronbach's alpha of 0.6 is also within the acceptable range (Hair, 

Risher, Sarstedt, & Ringle, 2019; Hinton, Brownlow, Cozens, & McMurray, 2004). 

To ensure the reliability of variables in the research, first the Cronbach’s 

alpha (α) test is conducted. The test results show that the reliability of the questionnaire 

is 0.992, the dimensional reliability is within the range of 0.913～0.992, and the 

Cronbach’s alpha (α) of all variables exceeds 0.7, which shows a high relevance 

between variables and high internal consistency. Therefore, the reliability of all 

measurement items of variables used in the research is within the acceptable range. 

Please refer to Table 4.8 for the measurement results of the Cronbach’s 

alpha (α) of variables in the research. 
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Table 4.8  Cronbach’s Alpha Coefficient 

 
Cronbach’s Alpha Items 

Questionnaire 0.992 95 

PCV 0.987 20 

JS 0.989 24 

WE 0.984 17 

OC 0.977 14 

PC 0.932 14 

TI 0.913 6 

 

4.3.2.2 Factor Commonality among Variables 

The factor analysis reflects the relationship between multiple factors 

with a few factors and categorizes the variables that are relevant and closely related, 

so as to summarize and show most information of the original data with such a few 

factors. Before the factor analysis, the KOM and Bartlett’s Test of Sphericity are 

mainly adopted to verify whether all items in the research can be used for the factor 

analysis.  

On the other hand, the Bartlett’s Test of Sphericity (KMO) is adopted 

to test the correlation and partial correlation between variables in relevant matrices, 

with the value ranging from 0-1. The closer to 1 the KMO statistics is, the stronger 

correlation is between variables. The weaker the partial correlation is, the better effect 

the factor analysis has. In actual analysis, the KMO statistics is better to exceed 0.7. 

When the KMO statistics is below 0.5, it is not appropriate to apply the factor analysis, 

and consideration shall be given to redesign the variable structure or adopt other 

statistical and analysis method (Kaiser, 1974; Kaiser & Rice, 1974). 

Kaiser (1974) gave the common KMO measurement standards: 0.9 and 

above refers to being good fit, 0.8 fit, 0.7 average, 0.6 not fit, and 0.5 extremely not fit. 

The analysis validity is 0.986, which indicates that the data is fit for factor analysis; the 

chi-square of Bartlett’s Test of Sphericity (KMO) is 44578.707, p < 0.01, which shows 

good relationship between items, and the factor analysis may be conducted.  



 218 

Please refer to Table 4.9 for the results of the KMO and Bartlett test of 

variables in the research.  

 

Table 4.9  KMO and Bartlett Coefficient 

KMO and Bartlett Test 

Sufficient Kaiser-Meyer-Olkin variables are sampled. .986 

Bartlett’s Test of 

Sphericity 

Similar with chi-square 44578.707 

df 1540 

Sig. 0.000 

 

4.3.2.3 Extraction of Common Factors 

In the factor analysis, first the common factor method is to be 

considered. In the research, the measurement table of teachers’ professional loyalty is 

consisted of 95 items and 6 factors, including psychological contract violation (PCV), 

job satisfaction (JS), work engagement (WE), organization commitment (OC), 

professional commitment (PC) and turnover intention (TI). In the absence of a 

transcendental theory, the factor structure of the data can only be inferred intuitively 

from the factor loading. Meanwhile, the principal component analysis and Kaiser’s 

standardization orthogonal rotation are applied to make orthogonal rotation on the 

factors, so as to conduct reasonable interpretation to the factor structure (Spearman, 

1961; Thurstone, 1935). 

In the response phenomenon correlation matrix output by the 

exploratory factor analysis, the closer to 1 the sampling fitness quantity (data at 

diagonal position, MSA) is, the more fitted for factor analysis, in case of < 0.5, it 

means that it is not fitted for factor analysis. When the exploratory factor analysis is 

used on 95 items for the first time, the factor loading in the correlation matrix is 

unsatisfactory; then, for the second time, certain items are removed and items are split 

in half in the exploratory factor analysis, with 54 items left and still 6 factors. Those 

removed items include PCV25, PCV28, PCV29, PCV30, PCV31, JS34, JS38, JS40, 

JS44, JS45, JS46, JS47, JS52, JS53, JS54, JS55, OC73, OC74, OC75, OC76, OC77, 
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OC78, OC79, OC80, OC81, OC82, OC83, PC87, PC88, PC89, PC90, PC92, PC93, 

PC96, PC97, PC98, PC99, PC100 and TI102. 

The methods for estimating factor loadings are still used, including the 

principal component analysis. The closer to 1 the factor loading under the extracting 

common factor variance test method is, the more fitted for factor analysis. In the 

principal component analysis, the communality variance of 56 items with the common 

factor variance extracting method is higher than 0.5, and is mostly close or exceeds 0.9, 

which indicates relatively high communality between variables, and they are fit for the 

factor analysis.  

Please refer to Table 4.10 for the table of test results of common factor 

variance extracted by the principal component analysis.  

 

Table 4.10  Test Results of Common Factor Variance Table Extracted by Principal 

Component Analysis 

Categories Initialized Extract 

PCV12 1.000 0.771 

PCV13 1.000 0.867 

PCV14 1.000 0.821 

PCV15 1.000 0.783 

PCV16 1.000 0.701 

PCV17 1.000 0.844 

PCV18 1.000 0.850 

PCV19 1.000 0.853 

PCV20 1.000 0.853 

PCV21 1.000 0.842 

PCV22 1.000 0.851 

PCV23 1.000 0.838 

PCV24 1.000 0.851 

PCV26 1.000 0.836 

PCV27 1.000 0.838 

JS32 1.000 0.835 
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Categories Initialized Extract 

JS33 1.000 0.858 

JS35 1.000 0.840 

JS36 1.000 0.844 

JS37 1.000 0.846 

JS39 1.000 0.845 

JS41 1.000 0.853 

JS42 1.000 0.836 

JS43 1.000 0.849 

JS48 1.000 0.820 

JS49 1.000 0.858 

JS50 1.000 0.845 

WE56 1.000 0.817 

WE57 1.000 0.816 

WE58 1.000 0.771 

WE59 1.000 0.801 

WE60 1.000 0.813 

WE61 1.000 0.792 

WE62 1.000 0.825 

WE63 1.000 0.839 

WE64 1.000 0.858 

WE65 1.000 0.846 

WE66 1.000 0.855 

WE67 1.000 0.847 

WE68 1.000 0.851 

WE69 1.000 0.825 

WE70 1.000 0.832 

WE71 1.000 0.811 

WE72 1.000 0.804 

OC84 1.000 0.882 

OC85 1.000 0.817 
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Categories Initialized Extract 

OC86 1.000 0.874 

PC91 1.000 0.829 

PC94 1.000 0.877 

PC95 1.000 0.849 

TI101 1.000 0.818 

TI103 1.000 0.869 

TI104 1.000 0.732 

TI105 1.000 0.791 

TI106 1.000 0.722 

 

In addition, the factor analysis is still conducted with the principal component 

analysis, to get Table 4.11 below. The table is consisted of the initial eigenvalue, 

variance contribution rate and characteristic value of the 6 extracted common factors 

of the 56 items. Therefore, it can be interpreted as that the total variance is 82.963%, 

higher than 50%, and conforms to the requirements for the factor analysis.  

Please refer to Table 4.11 for the table of total variance with the SPSS analysis.  

 

Table 4.11  Total Variance Interpretation 

 Initial Eigenvalue Extracting Load Sum of Squares Quadratic Sum of Rotational 

Loads 

Total variance Accum 

% 

Total variance Accum 

% 

Total variance Accum 

% 

1 36.773 65.665 65.665 36.773 65.665 65.665 9.549 17.051 17.051 

2 3.587 6.406 72.071 3.587 6.406 72.071 8.658 15.461 32.512 

3 2.919 5.212 77.282 2.919 5.212 77.282 8.571 15.305 47.817 

4 1.675 2.991 80.274 1.675 2.991 80.274 7.683 13.720 61.537 

5 0.781 1.395 81.668 0.781 1.395 81.668 7.421 13.251 74.788 

6 0.725 1.294 82.963 0.725 1.294 82.963 4.578 8.174 82.963 

7 0.550 0.982 83.945 - - - - - - 

8 0.460 0.821 84.766 - - - - - - 

9 0.435 0.778 85.544 - - - - - - 

10 0.414 0.740 86.284 - - - - - - 

11 0.383 0.684 86.968 - - - - - - 

12 0.351 0.626 87.595 - - - - - - 

13 0.322 0.521 88.690 - - - - - - 

14 0.292 0.521 88.690 - - - - - - 
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 Initial Eigenvalue Extracting Load Sum of Squares Quadratic Sum of Rotational 

Loads 

Total variance Accum 

% 

Total variance Accum 

% 

Total variance Accum 

% 

15 0.272 0.486 89.176 - - - - - - 

16 0.267 0.477 89.653 - - - - - - 

17 0.261 0.465 90.119 - - - - - - 

18 0.258 0.455 91.034 - - - - - - 

19 0.255 0.455 91.034 - - - - - - 

20 0.242 0.432 91.466 - - - - - - 

21 0.238 0.425 91.891 - - - - - - 

22 0.224 0.401 92.292 - - - - - - 

23 0.219 0.391 92.683 - - - - - - 

24 0.213 0.380 93.063 - - - - - - 

25 0.207 0.370 93.433 - - - - - - 

26 0.184 0.329 93.762 - - - - - - 

27 0.179 0.319 94.081 - - - - - - 

28 0.177 0.315 94.397 - - - - - - 

29 0.169 0.303 94.699 - - - - - - 

30 0.163 0.292 94.991 - - - - - - 

31 0.156 0.279 95.271 - - - - - - 

32 0.153 0.272 95.543 - - - - - - 

33 0.150 0.268 95.811 - - - - - - 

34 0.148 0.265 96.076 - - - - - - 

35 0.139 0.248 96.324 - - - - - - 

36 0.137 0.244 96.568 - - - - - - 

37 0.131 0.234 96.802 - - - - - - 

38 0.128 0.228 97.031 - - - - - - 

39 0.124 0.221 97.463 - - - - - - 

40 0.118 0.211 97.463 - - - - - - 

41 0.115 0.205 97.667 - - - - - - 

42 0.112 0.200 97.867 - - - - - - 

43 0.110 0.196 98.064 - - - - - - 

44 0.106 0.189 98.253 - - - - - - 

45 0.101 0.180 98.434 - - - - - - 

46 0.098 0.176 98.609 - - - - - - 

47 0.095 0.169 98.779 - - - - - - 

48 0.090 0.161 98.940 - - - - - - 

49 0.086 0.154 99.094 - - - - - - 

50 0.084 0.150 99.244 - - - - - - 

51 0.080 0.144 99.388 - - - - - - 

52 0.076 0.136 99.524 - - - - - - 

53 0.073 0.130 99.524 - - - - - - 

54 0.070 0.124 99.778 - - - - - - 

55 0.066 0.119 99.896 - - - - - - 

56 0.058 0.104 100.000 - - - - - - 

37 0.131 0.234 96.802 - - - - - - 
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 Initial Eigenvalue Extracting Load Sum of Squares Quadratic Sum of Rotational 

Loads 

Total variance Accum 

% 

Total variance Accum 

% 

Total variance Accum 

% 

38 0.128 0.228 97.031 - - - - - - 

39 0.124 0.221 97.463 - - - - - - 

40 0.118 0.211 97.463 - - - - - - 

41 0.115 0.205 97.667 - - - - - - 

42 0.112 0.200 97.867 - - - - - - 

43 0.110 0.196 98.064 - - - - - - 

44 0.106 0.189 98.253 - - - - - - 

45 0.101 0.180 98.434 - - - - - - 

46 0.098 0.176 98.609 - - - - - - 

47 0.095 0.169 98.779 - - - - - - 

48 0.090 0.161 98.940 - - - - - - 

49 0.086 0.154 99.094 - - - - - - 

50 0.084 0.150 99.244 - - - - - - 

51 0.080 0.144 99.388 - - - - - - 

52 0.076 0.136 99.524 - - - - - - 

53 0.073 0.130 99.524 - - - - - - 

54 0.070 0.124 99.778 - - - - - - 

55 0.066 0.119 99.896 - - - - - - 

56 0.058 0.104 100.000 - - - - - - 

 

At last, the principal component analysis extract method is stilled used to 

conduct the factor analysis. It is necessary to use the Kaiser’s standardization 

orthogonal rotation, with the rotation constricted after 35 iterations. As indicated in 

Table 4.12, the item factor loadings of each dimension are all greater than 0.5 (Chin, 

1998; Kline & Walters, 2016) , and each item is within the originally defined 

dimension, without variable mixing, which indicates that the model has relatively high 

construct validity.  

Through the SPSS factor loading analysis, the results of factor loadings of all 

latent variables may be referred to Table 4.12.  
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Table 4.12  The Factor Loadings and Cross-loadings of Six Latent Variables 

Factor Loadings and Cross-loading of Six Latent Variables 

Variables WE JS PCV OC TI PC 

WE65 0.709 0.235 0.255 0.284 0.316 0.208 

WE68 0.703 0.167 0.271 0.365 0.304 0.172 

WE69 0.703 0.232 0.282 0.277 0.268 0.223 

WE67 0.702 0.247 0.261 0.304 0.294 0.214 

WE66 0.695 0.231 0.22 0.401 0.276 0.183 

WE63 0.685 0.242 0.262 0.325 0.302 0.214 

WE59 0.676 0.32 0.288 0.23 0.257 0.2 

WE62 0.67 0.249 0.241 0.345 0.301 0.218 

WE64 0.668 0.252 0.237 0.409 0.29 0.202 

WE71 0.661 0.244 0.267 0.359 0.216 0.261 

WE57 0.645 0.292 0.321 0.307 0.289 0.184 

WE60 0.642 0.353 0.246 0.296 0.25 0.256 

WE61 0.627 0.356 0.279 0.315 0.24 0.195 

WE72 0.626 0.231 0.2 0.471 0.23 0.21 

WE58 0.614 0.356 0.179 0.36 0.216 0.241 

WE70 0.612 0.26 0.274 0.449 0.278 0.186 

WE56 0.586 0.318 0.239 0.387 0.332 0.234 

JS41 0.204 0.686 0.312 0.373 0.178 0.269 

JS49 0.287 0.671 0.328 0.323 0.234 0.242 

JS43 0.285 0.627 0.371 0.367 0.224 0.228 

JS50 0.281 0.624 0.318 0.414 0.211 0.244 

JS51 0.26 0.613 0.423 0.334 0.28 0.237 

JS42 0.231 0.604 0.389 0.372 0.24 0.266 

JS35 0.272 0.593 0.394 0.339 0.277 0.26 

JS33 0.247 0.591 0.436 0.352 0.258 0.26 

JS39 0.266 0.591 0.372 0.375 0.288 0.252 

JS48 0.319 0.566 0.347 0.399 0.247 0.241 

JS36 0.24 0.561 0.451 0.363 0.272 0.251 
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Factor Loadings and Cross-loading of Six Latent Variables 

JS37 0.267 0.541 0.448 0.371 0.29 0.244 

JS32 0.246 0.515 0.465 0.364 0.285 0.284 

PCV18 0.253 0.37 0.628 0.346 0.305 0.207 

PCV15 0.21 0.331 0.615 0.389 0.227 0.22 

PCV17 0.276 0.346 0.61 0.351 0.312 0.236 

PCV16 0.25 0.268 0.606 0.362 0.186 0.181 

PCV19 0.214 0.44 0.599 0.376 0.251 0.224 

PCV13 0.293 0.367 0.596 0.389 0.319 0.196 

PCV20 0.241 0.429 0.594 0.364 0.267 0.231 

PCV12 0.348 0.192 0.586 0.315 0.349 0.22 

PCV14 0.202 0.412 0.584 0.375 0.256 0.251 

PCV22 0.22 0.44 0.581 0.371 0.277 0.239 

PCV21 0.171 0.494 0.574 0.362 0.246 0.22 

PCV23 0.241 0.462 0.56 0.367 0.246 0.239 

PCV27 0.209 0.471 0.558 0.353 0.268 0.256 

PCV24 0.236 0.436 0.555 0.379 0.288 0.265 

PCV26 0.238 0.454 0.549 0.346 0.291 0.26 

OC86 0.24 0.258 0.255 0.787 0.183 0.177 

OC84 0.294 0.248 0.225 0.766 0.227 0.212 

OC85 0.258 0.219 0.297 0.723 0.26 0.152 

TI103 -0.173 -0.095 -0.11 -0.122 -0.9 0.011 

TI106 -0.131 -0.1 -0.174 -0.151 -0.888 -0.002 

TI101 -0.096 -0.139 -0.104 -0.086 -0.884 0.001 

TI104 -0.063 -0.206 -0.096 -0.169 -0.875 0.022 

TI105 -0.212 -0.002 -0.114 -0.11 -0.864 0.017 

PC94 -0.078 -0.053 -0.071 -0.045 -0.176 0.863 

PC91 -0.051 -0.052 -0.081 0.065 -0.044 0.845 

PC95 0.011 -0.034 -0.003 -0.197 -0.254 0.786 

 

Note:  W E = Work Engagement, JS = Job Satisfaction, PCV = Psychological Contract 

Violation, OC = Organization Commitment, TI = Turnover Intention, PC = 
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Professional Commitment 

 

4.3.3 Confirmatory Factor Analysis 

Through exploratory analysis, the confirmatory factor analysis is required to 

provide important foundation and guarantee to analyze and establish hypothesis, test 

the dimensionality of the measurement table, also known as factor structure, and 

confirm the most effective factor structure (Gerbing & Anderson, 1987). Secondly, 

before analysis and test on the structural model, a series of analyses are required to 

confirm that the validity of data for measurement is within the acceptable range, 

including two analyses of convergent validity and discriminant validity. The validity 

assessment is used to ensure the validity and reliability of the data collected from the 

questionnaire, and guarantee that the results of structural model analysis are free of 

bias (Hair et al., 2012). 

4.3.3.1 CFA of Measurement Model 

As the CFA is used in the research to conduct the normal distribution, it 

is necessary to analyze the model fit. 

The model fit includes a series of indices, which are mainly used to 

measure the data model fit. Such indices may be used to measure whether the 

structural model is appropriate to the research (Kock & Lynn, 2012). AMOS provides 

9 indices and assesses the model fit from four aspects, including the relative Chi-

square (CMIN/DF); root mean square error of approximation (RMSEA); Standardized 

RMR (SRMR); goodness-of-fit index (GFI) and adjusted goodness-of-fit index 

(AGFI); comparative fit index (CFI). 

1)  Relative Chi-square（CMIN/DF） 

The relative chi-square (CMIN/DF) is the ratio of chi-square 

value (χ²) to degree of freedom (df) and is a standardized goodness of fit index. 

CMIN/DF>10 means that the model is not of goodness-of-fit; CMIN/DF＜5 means 

that the model is within the acceptable range; CMIN/DF＜3 means that the model is 

of fair goodness-of-fit (Schermelleh-Engel, Moosbrugger, & Müller, 2003). 
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2)  Root mean square error of approximation（RMSEA） 

The root mean square error of approximation (RMSEA) is a 

favorable standard goodness-of-fit index to indicate the fit of assumed model. Its value 

ranging from 0 to 0.05 indicates a good fit, ranging from 0.05 to 0.08 is acceptable, 

and from 0.08 to 0.10 is generally fitted (Kline & Walters, 2016; Schermelleh-Engel et 

al., 2003). 

3)  Standardized RMR (SRMR) 

SRMR is the standard deviation between observed correlation 

and predicted correlation (Kenny, 2015). SRMR is the absolute measure of fit, and its 

value of 0 means good fit; SRMR will not judge the complicated model. With the value 

below 0.1, it will generally be deemed as good fit (L. t. Hu & Bentler, 1999). 

4)  Tacker-Lewis index (TLI) 

The Tacker-Lewis index (TLI), also known as the non-normed 

fit index (NNFI), is another incremental fit index, which makes up for the 

disadvantages affected by samples. The TLI value ranges from 0 to 1. The greater the 

value is, the better it fits. The value above 0.9 is acceptable, and the recommended 

value is 0.95 (Awang, Afthanorhan, & Asri, 2015; Kline & Walters, 2016; 

Schermelleh-Engel et al., 2003). 

5)  Goodness-of -fit index (GFI) 

The goodness-of-fit index (GFI) is an absolute fit index to test 

how much the fit assumed model is higher than the independent model. Its measure 

ranges from 0 (no fit) to 1 (perfectly fit). The GFI value above 0.95 means good fit, 

and greater than 0.9 acceptable (Kline & Walters, 2016; Schermelleh-Engel et al., 

2003). 

6)  Adjusted goodness-of-fit index (AGFI) 

The adjusted goodness-of-fit index (AGFI) is a model fit index 

to assess the complexity of a model. Its value ranges from 0 to 1. The greater the value 

is, the fit is better. The AGFI value above 0.9 means good fit, and greater than 0.80 is 

acceptable (Kline & Walters, 2016; H. W. Marsh, Balla, & McDonald, 1988; 

Schermelleh-Engel et al., 2003). 
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7)  Incremental fit index (IFI) 

The incremental fit index (IFI) is a model fit index used to 

assess the assumed model fit by taking the independent model as a reference. Its value 

ranges from 0 to 1. The greater the value is, the fit is better. The IFI value above 0.9 is 

acceptable (Kline & Walters, 2016). 

8)  Normed fit index (NFI) 

The normed fit index (NFI) is an incremental fit index used to 

assess the maximum possible improvement compared with the independent model. Its 

value ranges from 0 to 1. The greater the value is, the fit is better. The NFI value above 

0.9 is acceptable, and the recommended value is 0.95 (Kline & Walters, 2016; 

Schermelleh-Engel et al., 2003). However, some scholars also point out that when 

other indices are acceptable, the NFI value may be relaxed to 0.8 (Ullman & Bentler, 

2003). 

9)  Comparative fit index (CFI) 

The comparative fit index (CFI) is another incremental fit index 

used to assess the assumed model fit by taking the independent model as a reference. 

In the independent model, its value ranges from 0 to 1. The greater the value is, the fit 

is better. The CFI value above 0.9 is acceptable, and the recommended value is (Kline 

& Walters, 2016; Schermelleh-Engel et al., 2003). 

Subject to the CFA results in the initial model fit, the GFI, AGFI and 

other certain model parameters fail to meet the reasonable standard, only SRMR and 

IFI conform the model good fit, and other goodness of fits are only acceptable. It means 

that the overall model fit has poor effect, and the model fit is not up to standard; 

therefore, the model is unacceptable, and is to be modified. The specific model fit 

indices test results are shown in Table 4.13. 

 

Table 4.13  Initial Model fit Indices of CFA 

Fit Index Acceptable Value Model Value Model Fit 

CMIN - 4300.962 - 

CMIN/DF ≤ 3 2.928 Acceptable 

SRMR < 0.1 0.032 Good fit 
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Fit Index Acceptable Value Model Value Model Fit 

RMSEA < 0.08 0.059 Acceptable 

GFI ≥ 0.9 0.763 Not Good fit 

AGFI ≥ 0.85 0.742 Not Good fit 

IFI ≥ 0.9 0.970 Good fit 

NFI ≥ 0.8 0.907 Acceptable 

TLI ≥ 0.9 0.934 Acceptable 

CFI ≥ 0.9 0.937 Acceptable 

 

4.3.3.2 Subset-Item-Parcel 

In this section, results of the structural equation model are analyzed and 

described again. The model fit is required to be modified as the structural model fit is 

not up to standard, and the model is unacceptable. The conceptual framework is 

analyzed by applying the AMOS 23.0 software. 

Meanwhile, to reduce random error, stabilize the parameter estimation 

and improve the model fit, in the research, subset-item-parcel method is used to items 

with more than 4 variables, and sub-packages are established subject to the factorial 

algorithm, i.e., each sub-package is established subject to the maximum and minimal 

items through the alternative selective factor loading. For example, in terms of work 

engagement, the items subject to high and low factor loading are respectively WE65, 

WE68, WE70, WE56, WE69, WE67, WE72, WE58, WE66, WE63, WE60, WE61, 

WE59, WE62, WE71, WE57, and W64; 5 sub-packages are established, respectively 

WE65, WE68, WE70, WE56; WE69, WE67, WE72, WE58; WE66, WE63, WE60, 

WE61; WE59, WE62, WE71, WE57; WE64. Similarly, in terms of job satisfaction, 4 

item parcels are established, respectively JS41, JS49, JS37, JS32; JS43, JS50, JS48, 

JS36; JS51, JS42, JS33, JS39; JS35. In terms of psychological contract violation, 6 item 

parcels are established, respectively PCV18, PCV15, PCV24, PCV26; PCV17, PCV16, 

PCV23, PCV27; PCV19, PCV13, PCV22, PCV21; PCV20; PCV12; PCV14. 

4.3.3.3 Common Method Biases (CMB) 

The questionnaire of the research is questionnaire on the professional 

loyalty of university in-service and separated teachers. The variables involved in the 

questionnaire include the personal perception of university teachers as professional 
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knowledge staff, their perception to and evaluation on the university i.e., organization, 

and their self-evaluation. All the items are prepared by a same teacher; therefore, there 

may be the problem with common method biases (CMB), which is arisen from the 

expansion of the relationship between exogenous and endogenous variables 

(Podsakoff & Organ, 1986; Wamba & Queiroz, 2020) . In order to ensure the 

anonymity of respondents, respondents are informed that answers of the questionnaire 

will not be categorized as being right or wrong during data collection (Karamchandani, 

Srivastava, & Srivastava, 2020; Podsakoff, MacKenzie, & Podsakoff, 2012; L.-W. 

Wong, Tan, Hew, Ooi, & Leong, 2020). After the items are subject to subset-item-

parcel, and through goodness-of-fit parameter comparison of the single factor model 

and full factor model, if the chi-square value of the two models is significant, it 

indicates that there is no common method bias (CMB) (Mossholder, Bennett, Kemery, 

& Wesolowski, 1998, 2014). Shown in Table 4.14, the chi-square value of the single 

factor model and full factor model is significant, it indicates that there is no common 

method bias (CMB). 

 

Table 4.14  Comparison Parameters of Full Factor Model and Single Factor Mode 

Model χ2 DF Δχ2 ΔDF P 

SINGLE FACTOR 8391.459 300 7703.726 16 0.000 

MULTI-FACTOR 687.733 284 

 

4.3.3.4 Model fit Indices after Subset-Item-Parcel  

As shown in the CFA results, when the measurement items are packed, 

except CMIN/DF and GFI are within the acceptable range, other indices are good fit, 

and the model fit indices are better than those before package. The specific model fit 

indices results are shown in Table 4.15. 
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Table 4.15  Model Fit Indices in Item-parcel 

Fit Index Acceptable Value Model Value Model Fit 

CMIN - 687.733 - 

CMIN/DF ≤ 3 2.422 Acceptable 

SRMR < 0.1 0.035 Good fit 

RMSEA < 0.08 0.051 Good fit 

GFI ≥ 0.9 0.910 Acceptable 

AGFI ≥ 0.85 0.889 Good fit 

IFI ≥ 0.9 0.981 Good fit 

NFI ≥ 0.8 0.968 Good fit 

TLI ≥ 0.9 0.978 Good fit 

CFI ≥ 0.9 0.98 Good fit 

 

4.3.3.5 Regression Weight with Item-Parcel 

As shown in the CFA test results, the regression weights of all variables 

exceed 0.5. It indicates that all observable variables can well represent the latent 

variables. Meanwhile, the path coefficient estimation test is to check whether the 

estimated regression coefficient is equal to 0. In case of reaching the significant level 

(p < 0.05), it indicates that the regression coefficient is not equal to 0. As shown in the 

table, the significance of all variables reaches the significance level of 0.001, which 

indicates that the coefficient is not equal to 0. As shown in Table 4.16, the regression 

weights, please refer to Table 4.16. PCV 1 is consisted of PCV18, PCV15, PCV25, 

PCV26; PCV2 is consisted of PCV17, PCV16, PCV23, PCV27; PCV3 is consisted of 

PCV19, PCV13, PCV22, PCV21; PCV4 is consisted of PCV20; PCV 5 is consisted of 

PCV12; PCV 6 is consisted of PCV14; JS1 is consisted of JS41, JS49, JS37, JS32; 

JS2 is consisted of JS43, JS50, JS48, JS36; JS3 is consisted of JS51, JS42, JS33, JS39; 

JS4 is consisted of JS35; WE1 is consisted of WE65, WE68, WE70, WE56; WE2 is 

consisted of WE69, WE67, WE72, WE58; WE3 is consisted of WE66, WE63, WE60, 

WE61; WE4 is consisted of WE59, WE62, WE71, WE57, and WE5 consisted of 

WE64. For the results of the regression weights, please refer to Table 4.16.  
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Table 4.16  Regression Weight with Item-parcel 

Construct Items Estimate S.E. C.R. P 

Psychological contract violation PCV1 1 - - - 

PCV2 0.962 0.016 61.531 *** 

PCV3 1.03 0.014 71.478 *** 

PCV4 0.95 0.03 31.433 *** 

PCV5 0.98 0.023 42.314 *** 

PCV6 1.001 0.021 47.17 *** 

Job satisfaction JS1 1 - - - 

JS2 1 0.015 67.417 *** 

JS3 1.034 0.013 77.727 *** 

JS4 1.033 0.022 46.649 *** 

Work engagement WE1 1 - - - 

WE2 0.964 0.014 66.728 *** 

WE3 0.971 0.012 78.195 *** 

WE4 0.971 0.015 66.717 *** 

WE5 1.029 0.021 49.416 *** 

Organization commitment OC84 1 - - - 

OC85 0.972 0.032 30.681 *** 

OC86 0.979 0.027 36.029 *** 

Professional commitment PC91 1 
   

PC94 1.189 0.077 15.405 *** 

PC95 1.032 0.069 15.044 *** 

Turnover intention TI101 1 - - - 

TI103 1.042 0.031 33.241 *** 

TI104 0.935 0.03 30.684 *** 

TI105 1.007 0.035 28.766 *** 

TI106 1.161 0.035 32.757 *** 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 
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4.3.3.6 Convergent Validity Test and Composite Reliability 

Validity test is mainly used to measure variables and reflect the 

measurement of variables (Hair et al., 2012). According to the research of Chin (1998), 

it is necessary for the validity test of latent variables to confirm whether the variable 

measurement items include their related items, and abandon the items that are 

irrelevant. In the research, the convergent validity test is used to analyze the variables 

included and involved in the research. 

The convergent validity is used to measure the items in variable 

assessment (Hair et al., 2012). It is generally also verified through factor loadings. As 

put forward by Kline and Walters (2016), in validity test, this value must be above 0.3, 

and the value of 0.5 will be the acceptable boundary value for further analysis. 

When it is necessary to measure the item loading in the reliability test, 

the composite reliability (CR) is another index to ensure the internal consistency of 

variables (Chin, 1998; Hair et al., 2012). Generally, the acceptable threshold value of 

the composite reliability is 0.6 (Fornell & Larcker, 1981). In addition, if the composite 

reliability of a variable is higher than its Cronbach's alpha, it can be deemed as being 

acceptable, as the composite reliability is generally slightly higher than the Cronbach's 

alpha (Chin, 1998; Hair et al., 2012). 

After the first exploratory factor analysis and item removal, the factor 

loading value of all measurement items has reached the acceptable boundary value; in 

addition, after package, with repeated fitting of conceptual model, 54 items are 

acceptable. At the same time, as shown in the CFA test results, the regression 

weighting of all variables exceeds 0.5, which indicates that all observable variables 

may well express its latent variables. Secondly, as shown in the table, the factor 

loadings of all variables range from 0.702-0.980, greater than 0.7, indicating that the 

greater of factor loadings represents stronger ability of interpretation of latent variables 

to observed variables, and better convergent validity (Chin, 1998; Hair et al., 2012). 

The square factor loadings are above 0.5, equal to the R square value of the one-

dimensional linear regression equation established by the observed variables 

(dependent variables) and latent variables (independent variables). The higher of the 

reliability coefficient represents stronger ability of interpretation of latent variables to 

observed variables, and better convergent validity. The smaller of the measurement 
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error in the table represents stronger ability of interpretation of latent variables to 

observed variables, and better convergent validity. The composite reliability ranges 

from 0.817~0.984, greater than 0.7, which indicates that the items of the research are 

of good internal consistency. At last, the average variance extracted (AVE) ranges 

from 0.600-0.925, greater than 0.5, which indicates that the greater of the AVE value 

represents stronger ability of interpretation of latent variables to their corresponding 

items. In addition, all parameters in the table meet the parameter requirements of the 

structural model, indicating that the model internal quality is favorable. 

Through the convergent validity and composite reliability analysis, the 

results of the factor loadings and other indices of all latent variables may refer to Table 

4.17 below. 

 

Table 4.17  Specific Test Results of Convergent Validity and Construct Reliability 

Items Factor Loadings R2 Measurement Error CR AVE 

PCV1 0.97 0.941 0.059 0.974 0.86 

PCV2 0.963 0.927 0.073 - - 

PCV3 0.98 0.96 0.04 - - 

PCV4 0.822 0.676 0.324 - - 

PCV5 0.899 0.808 0.192 - - 

PCV6 0.921 0.848 0.152 - - 

JS1 0.979 0.958 0.042 0.979 0.92 

JS2 0.965 0.931 0.069 - - 

JS3 0.979 0.958 0.042 - - 

JS4 0.912 0.832 0.168 - - 

WE1 0.979 0.958 0.042 0.984 0.925 

WE2 0.964 0.929 0.071 - - 

WE3 0.979 0.958 0.042 - - 

WE4 0.964 0.929 0.071 - - 

WE5 0.922 0.85 0.15 - - 

OC84 0.921 0.848 0.152 0.929 0.813 

OC85 0.863 0.745 0.255 - - 
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Items Factor Loadings R2 Measurement Error CR AVE 

OC86 0.92 0.846 0.154 - - 

PC91 0.702 0.493 0.507 0.817 0.6 

PC94 0.866 0.75 0.25 - - 

PC95 0.746 0.557 0.443 - - 

TI101 0.883 0.78 0.22 0.953 0.803 

TI103 0.922 0.85 0.15 - - 

TI104 0.891 0.794 0.206 - - 

TI105 0.865 0.748 0.252 - - 

TI106 0.917 0.841 0.159 - - 

 

4.3.3.7 Residual Analysis 

The residual analysis is to analyze the reliability, periodicity, or other 

interference of the data through the information provided through the residual. In 

addition, it is also used to analyze whether the assumed method of the model is 

correct. The residual refers to the difference between the observed value and predicted 

value (fitted value), i.e. the difference between the actually observed value and the 

regression estimate (Hair et al., 2012; Mossholder et al., 2014). As indicated in Table 

4.18, the estimate of measured residual variation for the latent variables and error 

variables of the model are both positive, and significant at the level of 0.05. Its 

standard error estimate of the variation is low, ranging from 0.007 ~ 0.094, which 

indicates that there is no model definition error. There is no negative error variation in 

the estimate parameters, and the standard error value is low, which indicates that the 

model is of goodness-of-fit. The specific residual parameter value may refer to Table 

4.18. 

 

Table 4.18  Model Residual Analysis 

Items Estimate S.E. C.R. P 

PCV 1.276 0.082 15.545 *** 

JS 1.247 0.079 15.812 *** 

WE 1.34 0.085 15.81 *** 
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Items Estimate S.E. C.R. P 

OC 1.28 0.092 13.953 *** 

PC 0.548 0.064 8.563 *** 

TI 1.223 0.094 13.055 *** 

e1 0.08 0.006 12.925 *** 

e2 0.093 0.007 13.666 *** 

e3 0.056 0.005 11.087 *** 

e4 0.055 0.005 11.304 *** 

e5 0.091 0.007 13.432 *** 

e6 0.058 0.005 11.249 *** 

e7 0.059 0.005 11.701 *** 

e8 0.094 0.007 13.745 *** 

e9 0.054 0.005 11.526 *** 

e10 0.228 0.021 10.749 *** 

e11 0.414 0.030 13.587 *** 

e12 0.223 0.021 10.87 *** 

e13 0.345 0.025 13.78 *** 

e14 0.234 0.019 12.093 *** 

e15 0.278 0.021 13.537 *** 

e16 0.565 0.043 12.996 *** 

e17 0.258 0.040 6.487 *** 

e18 0.466 0.040 11.701 *** 

e19 0.269 0.017 15.421 *** 

e20 0.096 0.007 13.747 *** 

e21 0.249 0.016 15.335 *** 

e22 0.417 0.029 14.229 *** 

e23 0.314 0.025 12.432 *** 

e24 0.554 0.035 0.035 *** 

e25 0.29 0.019 15.585 *** 

e26 0.228 0.015 15.278 *** 
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4.3.3.8 Discriminant Validity 

The discriminant validity is used to check the difference between its 

latent variables and other latent variables (Fornell & Larcker, 1981). Verification is 

fulfilled by comparing the square root of average variance extracted (AVE) in 

variables and the correlation between themselves and other variables (Kline & Walters, 

2016). In accordance with the suggestions of scholars Fornell and Larcker, if the AVE 

square root of the variables is greater than the coefficient between them and other 

variables, the discriminant validity is within the acceptable range (Fornell & Larcker, 

1981). 

The objective of the research is to verify the content validity of all 

latent variables through the discriminant validity. The results of confirmatory factor 

analysis (CFA) show that each variable has the highest loading on its measured 

variable, meaning that this variable does not overlap with other variables. At the same 

time, subject to the AVE square roots and correlations of all variables by comparative 

calculation, the discriminant validity of all variables in the research is within the 

acceptable range. The results of the discriminant validity may refer to Table 4.19. 

 

Table 4.19  Correlations and Square Roots of AVE for all Latent Variables 

  PCV JS WE OC TI PC 

PCV 0.927 - - - - - 

JS .934** 0.959 - - - - 

WE .814** .818** 0.962 - - - 

OC .808** .805** .790** 0.902 - - 

TI -.524** -.494** -.524** -.453** 0.896 - 

PC .090* .117** 0.076 0.047 .216** 0.774 

 

Notes:  PCV = psychological contract violation, JS = job satisfaction, WE = work 

engagement, OC = organization commitment, TI = turnover intention, PC = 

professional commitment. The square root of AVE is displays with bold style. 
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4.3.3.9 Confirmatory Factor Analysis Fit Test  

In the measurement model, the homogeneity of the latent characteristic 

structure of each measurement observed index of each common factor is high, the 

correlation between the observed variables will present a medium-high relationship, 

the factor consistency of the measurement indexes is high, and generally the standard 

is > 0.71. As indicated in Table 4.20, the basic fit indices of the model all meet the test 

standard, represent good basic fitting of the estimate results, and do not violate the 

model identification rules. Viewed from the entire table, the confirmatory factor 

analysis model is well fitted with the observed data, which indicates a good external 

quality of the model, and a good convergent validity of the measurement model. The 

reliability coefficient of all variable > 0.7 shows a good internal quality of the model.  

Please refer to Table 4.20 for the basic fitness checklist for CFA 

analysis. 

 

Table 4.20  Basic Fitness Checklist for CFA Analysis 

Items Inspection Result 

Data 

Model Adaptation 

Judgment 

No negative error variance All positive numbers Corrected 

Factor loading between 0.5 

and 0.95 

0.746～0.98 Corrected 

No large standard error 0.007～0.094 Corrected 

 

4.4 Hypothesis Test  

This section describes the analysis results of the structural equation model, 

including the evaluation of model fit, the analysis of direct and indirect effects among 

variables. Amos 23 is used to analyze the conceptual framework model proposed in 

the research. At the same time, 13 hypotheses about the relationships among variables 

are put forward in Chapter 3. The path analysis model is used here to verify these 

hypotheses. According to the results of model fit, CMIN / DF, SRMR and GFI are all 

acceptable, and the goodness of fit of other fit indices is good. It indicates that the 
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model fit is above the acceptable level and can be used to test the hypothesis results. 

Model fit indices of path model are shown in Table 4.21. 

 

Table 4.21  Model Fit Indices of Path Model 

Fit Index Acceptable Value Model Value Model Fit 

CMIN - 767.472 - 

CMIN/DF ≤ 3 2.674 Acceptable 

SRMR < 0.1 0.042 Good fit 

RMSEA < 0.08 0.055 Acceptable 

GFI ≥ 0.9 0.901 Acceptable 

AGFI ≥ 0.85 0.879 Good fit 

IFI ≥ 0.9 0.978 Good fit 

NFI ≥ 0.8 0.965 Good fit 

TLI ≥ 0.9 0.975 Good fit 

CFI ≥ 0.9 0.978 Good fit 

 

4.4.1 Analysis of Direct Effects 

Path analysis results can be interpreted by using multiple measurement indices. 

1)  P value and critical ratio (C. R.) ─ These two indices are used to 

determine whether a hypothesis should be accepted or rejected. If P value is lower 

than 0.05 but the critical ratio is higher than ±1.96, the null hypothesis is rejected and 

its alternative hypothesis is accepted, which means the hypothesis is statistically 

significant. On the contrary, if P value is higher than 0.05 but the critical ratio is lower 

than ±1.96, the null hypothesis cannot be rejected, which means the hypothesis is not 

statistically significant. 

2)  Normalized regression weight (β) - This index is usually used to 

describe the relationship and strength between two variables. A positive coefficient 

indicates a positive correlation, and a negative coefficient indicates a negative 

correlation, and the coefficient value indicates the strength of the relationship. 
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3)  Squared multiple correlation (R2) ─ This index is used to express 

the percentage of explained variance, reflecting the extent to which a dependent 

variable is explained by its related independent variables. The higher R2 is, the 

stronger the explanatory ability of the model will be. 

The results of path analysis of the research are shown in Table 4.22 and Figure 

4.1. 

 

 

Figure 4.1  Summary Results of the Path Analysis 

Note:  -* = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

Specific path parameters are shown in Table 4.22. 
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Table 4.22  Summary Results of the Path Analysis 

Path Hypothesis Standardized Path 

Coefficient 

C.R. Result 

PCV→TI H1a -0.417** -2.705 Not supported 

PCV→JS H1b 0.96*** 53.137 Not supported 

JS→TI H2a 0.084 0.471 Not supported 

JS→WE H2b 0.631*** 5.961 Supported 

JS→OC H2c 0.852*** 28.217 Supported 

PC→JS H2d 0.036* 2.381 Supported 

WE→TI H3a -0.361*** -5.444 Supported 

OC→TI H4a 0.088 1.18 Not supported 

PC→TI H5a 0.296*** 7.105 Not supported 

 

Note:  a)  -* = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

b )  P C  =  psychological contract violation, JS = job satisfaction, WE = work 

engagement, OC = organization commitment, PC = professional commitment, 

TI = turnover intention. 

 

H1a. Psychological contract violation has a positive influence on turnover 

intention of university teachers. 

The results show that there is a negative correlation between the two variables. 

It means that in daily teaching work, the psychological contract is based on the trus t 

between teachers and the university, the violation of which may make them feel 

cheated and lead to strong emotional reactions and finally give rise to a turnover 

intention. However, in the actual model path analysis, the psychological contract 

violation does not cause any positive thoughts or will in respect of turnover intention. 

The results show a statistically significant negative influence (β = -0.417, P < 0.05). 

But it is contrary to the hypothesis result; therefore, H1a is not supported. 
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H1b. Psychological contract violation has a negative influence on job 

satisfaction of university teachers. 

The result shows that there is a positive correlation between the two variables. 

In daily teaching work, explicit or implied commitment of agents at all levels of an 

organization, the understanding of organizational culture and common practice, the 

operating standards of contract practice, the perception of organizational culture, 

subjective understanding and personal psychological expectation of employees may 

affect the working attitude (worse perception and feeling in job satisfaction), which 

may cause psychological contract violation. In the actual path analysis, teachers' 

psychological contract violation does not affect their working behavior and attitude in 

the actual working process. The result shows a statistically significant positive 

influence (β = 0.960, P < 0.001). Therefore, H1b is not supported. 

H2a. Job satisfaction has a negative influence on turnover intention of 

university teachers. 

The result shows that there is a positive correlation between the two variables. 

In actual teaching work, the job satisfaction determines teachers' contribution to the 

work and their experience, including the actual work feeling (whether they are happy 

or not), which may give rise to turnover intention. In the actual path analysis, the 

teachers' job satisfaction has no negative influence on the turnover intention, and the 

result shows no statistically significant positive influence (β = 0.084, P = 0.638). 

Therefore, H2a is not supported. 

H2b. Job satisfaction has a positive influence on work engagement of 

university teachers. 

The result shows that there is a positive correlation between the two variables. 

In daily teaching work, job satisfaction is affected by factors including the work itself, 

methods for supervision by superior leaders, interpersonal relationship with colleagues 

and promotion prospect, which may further affect teachers' engagement in the actual 

work, that is, job satisfaction will reduce their work engagement. The result shows a 

statistically significant positive influence (β = 0.631, P < 0.001). Therefore, H2b is 

supported. 
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H2c. Job satisfaction has a positive influence on organization commitment of 

university teachers. 

The result shows that there is a positive correlation between the two variables. 

Job satisfaction is closely related to specific working environment, including the work 

itself, working environment, management by leaders, welfare benefits, education and 

training, and interpersonal relationship. The result shows a statistically significant 

positive influence (β = 0.852, P < 0.001). Therefore, H2c is supported. 

H2d. Professional commitment has a positive influence on job satisfaction of 

university teachers. 

The result shows that there is a positive correlation between the two variables. 

In the actual work, teachers' job satisfaction may be affected by many factors, which 

may reduce their professional commitment. The result shows a statistically significant 

positive influence (β = 0.036, P < 0.05). Therefore, H2d is supported. 

H3a. Work engagement has a negative influence on turnover intention of 

university teachers. 

The result shows that there is a negative correlation between the two variables. 

In teachers' daily work, the decrease of their work intensity makes their turnover 

intention stronger. The result shows a statistically significant negative influence (β =-

0.361, P < 0.001). Therefore, H3a is supported. 

H4a. Organization commitment has a negative influence on turnover intention 

of university teachers. 

The result shows that there is a positive correlation between the two variables. 

In actual teaching work, teachers' lower commitment to universities reflects stronger 

turnover intention. In actual path analysis, teachers' higher commitment to an 

organization increases the turnover possibility, but it is of no statistical significance if 

the P value exceed 5% (β = 0.088, P = 0.238). Therefore, H4a is not supported. 

H5a. Professional commitment has a negative influence on turnover intention 

of university teachers. 

The result shows that there is a positive correlation between the two variables. 

In daily teaching work, the lower teachers' professional commitment is, the stronger 

their turnover intention will be. In actual path analysis, the higher teachers' 

professional commitment is, the stronger their turnover intention will be. The result 
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shows a statistically significant positive influence (β = 0.296, P = 0.001). Therefore, 

H5a is not supported. 

In addition, the results of path analysis also show that psychological contract 

violation, job satisfaction, work engagement, organization commitment and 

professional commitment as predictive factors explain together 41.1% of the variance 

of turnover intention. Meanwhile, psychological contract violation and professional 

commitment as predictive factors explain together 92.8% of the variance of job 

satisfaction. Then professional commitment and job satisfaction as predictive factors 

explain together 71.8% of the variance of organization commitment. Finally, 

psychological contract violation and job satisfaction as predictive factors explain 

together 70.3% of the variance of organization commitment. 

 

4.4.2 Analysis of Mediating Effects 

In addition to the direct influence among the variables, the conceptual 

framework of the research also includes potential effects of teachers' professional 

loyalty factors on turnover intention. The research is based on bias-corrected 

bootstrapping (5000 iterations) to study the mediation effects. Scholars have pointed 

out that Baron-Kenny test and Sobel test cannot provide enough information to verify 

the mediation effects (Hayes, 2017; MacKinnon, Lockwood, Hoffman, West, & 

Sheets, 2002). Bootstrapping is more suitable and has more explanatory power than 

the previous two methods (Hayes, 2009; Michailidou & Trenz, 2013; Preacher & 

Hayes, 2004). If the confidence level is below 95% and the bias-corrected confidence 

interval (CI) does not include zero, it indicates that the mediation effects are 

statistically significant, otherwise it indicates that the mediation effects  are not 

statistically significant. 

The analysis results obtained by bootstrapping with AMOS 23.0 are shown in 

Table 4.23. 
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Table 4.23  Mediation Effects by Bootstrapping Procedure 

Path Effect Types Point 

Est. 

95% Bias-

Corrected 

95% Percentile Result 

Percentile 

Method 

Method 

Lower Upper Lower Upper 

PCV→JS→TI IE1 -0.387 -0.999 0.029 -1.051 0.005 Not supported 

DE1 0.083 -0.372 0.701 -0.347 0.764 Not supported 

TE1 -0.304 -0.496 -0.1 -0.502 -0.106 Supported 

PCV→WE→TI IE2 -0.076 -0.226 -0.004 -0.212 -0.001 Supported 

DE2 -0.409 -1.044 0.03 -1.097 0.005 Not supported 

TE2 -0.484 -1.152 -0.014 -1.228 -0.047 Supported 

PC→JS→TI IE3 0.005 -0.023 0.044 -0.023 0.045 Not supported 

DE3 0.443 0.281 0.643 0.278 0.638 Supported 

TE3 0.447 0.291 0.64 0.291 0.639 Supported 

PCV→JS→WE→TI IE5 -0.214 -0.357 -0.107 -0.333 -0.088 Supported 

DE5 0.083 -0.372 0.701 -0.347 0.764 Not supported 

TE5 -0.131 -0.595 0.53 -0.561 0.588 Not supported 

 

Note:  a)  -5,000 bootstrap samples. 

b)  -PCV = Psychological contract violation, JS = Job satisfaction, WE = Work 

engagement, OC = Organizational commitment, PC = Professional commitment, 

TI = Turnover intention 

 

Path PCV→JS→TI is mediated by job satisfaction. The indirect effect of 

psychological contract violation on turnover intention is (indirect effect = 0.387), and 

the confidence interval of 95% bias-corrected percentile method is (-0.999, 0.029), 

including 0, indicating no indirect effect; the direct effect of psychological contract 

violation on turnover intention is (direct effect = 0.083), and the confidence interval of 

95% bias-corrected percentile method is (-0.372, 0.701), and that of 95% percentile 

method is (-0.347, 0.764), both including 0, indicating no direct effect; indirect effect 

+ direct effect = total effects (total effects = -0.304), and the confidence interval of 

95% bias-corrected percentile method is (0.496, -0.100), and that of 95% percentile 

method is (-0.502, -0.106), both excluding 0, indicating no total effects. There is 

neither direct nor indirect effect of H1c, indicating no mediation effect. 
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Path PCV→WE→TI is mediated by work engagement. The indirect effect of 

psychological contract violation on turnover intention is (indirect effect = -0.076), and 

the confidence interval of 95% bias-corrected percentile method is (-0.226, -0.004), 

both excluding 0, indicating an indirect effect; the direct effect of psychological 

contract violation on turnover intention is (direct effect = 0.409), the confidence 

interval of 95% bias-corrected percentile method is (-1.044, 0.030), and that of 95% 

percentile method is (-1.097, 0.005), both including 0, indicating no direct effect; 

indirect effect + direct effect = total effects (total effects = -0.484), and the confidence 

interval of 95% bias-corrected percentile method is (-1.152, -0.014), and that of 95% 

percentile method is (-1.228, -0.047), both excluding 0, indicating total effects. There 

is an indirect effect but no direct effect of H1d, indicating that the mediation model is 

a complete mediation model. 

Path PC→JS→TI is mediated by job satisfaction. The indirect effect of 

professional commitment on turnover intention is (indirect effect = 0.005), and the 

confidence interval of 95% bias-corrected percentile method is (-0.023, 0.044), and 

that of 95% percentile method is (-0.023, 0.045), both including 0, indicating no 

indirect effect; the direct effect of professional commitment on turnover intention is 

(direct effect = 0.443), the confidence interval of 95% bias-corrected percentile 

method is (0.281, 0.643), and that of 95% percentile method is (0.278, 0.638), both 

excluding 0, indicating a direct effect; indirect effect + direct effect = total effects 

(total effects = 0.447), and the confidence interval of 95% bias-corrected percentile 

method is (0.291, 0.640), and that of 95% percentile method is (0.291, 0.639), both 

excluding 0, indicating total effects. There is no indirect effect but is a direct effect of 

H2e, indicating no mediation effect. 

Path PCV→JS→WE→TI is mediated by job satisfaction and work 

engagement. The indirect effect of psychological contract violation on turnover 

intention is (indirect effect = -0.214), and the confidence interval of 95% bias-

corrected percentile method is (-0.357, -0.107), and that of 95% percentile method is 

(-0.333, -0.088), both excluding 0, indicating an indirect effect; the direct effect of 

psychological contract violation on turnover intention is (direct effect = 0.083), and 

the confidence interval of 95% bias-corrected percentile method is (-0.372, 0.701), 

and that of 95% percentile method is (-0.347, 0.764), both including 0, indicating no 
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direct effect; indirect effect + direct effect = total effects (total effects = -0.131), and 

the confidence interval of 95% bias-corrected percentile method is (-0.595, 0.530), 

and that of 95% percentile method is (-0.561, 0.588), both including 0, indicating no 

total effects; there is an indirect effect of H1e, but there is no direct effect, indicating 

that the mediation model is a complete mediation model. 

 

4.5 Verification of Structural Equation Model (SEM) Based on Influence 

of Professional Loyalty Factors on Turnover Intention of Teachers of 

Different Groups 

In this paper, the research continues based on multi-group analysis. The 

purpose of multi-group analysis is to assess whether a theoretical model proposed by a 

researcher is equivalent across different sample groups or whether the parameters are 

invariant. The principle of multi-group analysis is that a single covariance structure of 

a single sample is divided into several parallel covariance structures, and then the 

covariance structure relations are analyzed to answer whether the influence of factors 

on different groups is equivalent. Based on the theoretical framework of multi-group 

analysis, this paper explores the influence of psychological contract violation (PCV), 

job satisfaction (JS), work engagement (WE), organization commitment (OC) and 

professional commitment (PC) on turnover intention (TI), including comparison in 

respects of gender, age, professional title, academic degree, and in-service status. 

At the same time, AMOS23.0 is used to study the influence of professional 

loyalty of teachers with different characteristics on their turnover intention. With 

AMOS23.0, in the dialog box of multi-group analysis, the setting of model invariance 

includes 5 invariance morphological models. When relevant procedure is started, 

multiple groups can be analyzed simultaneously, and whether the difference in the 

mean value of common factors among the groups is significant can also be estimated 

(M. Wu, 2010). 
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4.5.1 Influence of University Teachers' Professional Loyalty on Turnover 

Intention in Respect of Gender 

Through the analysis of the model fit index by software AMOS23.0, it is found 

that the fit index χ²/df = 2.071 satisfies the condition of χ²/df≤3, indicating that the 

model fits to an acceptable degree; that the RMSEA = 0.044 is ≤ 0.08, indicating that 

the model fits well; that the GFI = 0.860 and the AGFI = 0.828 both satisfy the 

requirement of ≥0.8; that the NFI = 0.946, IFI = 0.972 and CFI = 0.971 all satisfy the 

requirement of ≥0.9, indicating that the model fits well. Please refer to Table 4.24 for 

details of model test. 

 

Table 4.24  Gender Model Fit Indices of Path Model 

Fit Index Acceptable Value Model Value Model Fit 

CMIN - 1153.081 - 

CMIN/DF ≤ 3 2.071 Good fit 

SRMR < 0.1 0.0401 Good fit 

RMSEA ≤ 0.08 0.044 Good fit 

GFI ≥ 0.9 0.860 Acceptable 

AGFI ≥ 0.85 0.828 Marginal fit 

IFI ≥ 0.9 0.972 Good fit 

NFI ≥ 0.8 0.946 Good fit 

TLI ≥ 0.9 0.968 Good fit 

CFI ≥ 0.9 0.971 Good fit 

 

Through model path analysis, the influence of different teachers' genders as a 

professional loyalty factor on turnover intention and the difference are obtained. 546 

teachers were investigated, including 250 male teachers and 296 female teachers. 

Through path analysis and regression coefficient analysis (please refer to Table 4.25 

for details), the standardized path coefficients of influence of factors of professional 

loyalty of university teachers with different genders on turnover intention are obtained. 
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Table 4.25  Summary Results of the Path Analysis for Gender 

Path HT Est S.E. C.R. P 
Standard Parameters 

Male Female 

PCV→TI H1a -0.410 0.151 -2.709 0.007 -0.581 -0.345 

PCV→JS H1b 0.947 0.018 53.555 *** 0.970 0.953 

JS→TI H2a 0.086 0.176 0.487 0.626 0.195 0.046 

JS→WE H2b 0.632 0.111 5.682 *** 0.342 0.767 

JS→OC H2c 0.856 0.03 28.189 *** 0.832 0.864 

PC→JS H2d 0.047 0.022 2.115 0.034 0.012 0.056 

WE→TI H3a -0.345 0.064 -5.432 *** -0.344 -0.353 

OC→TI H4a 0.090 0.073 1.228 0.219 0.168 0.023 

PC→TI H5a 0.436 0.062 7.064 *** 0.289 0.297 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

University teachers' psychological contract violation is negatively correlated 

with turnover intention. The standardized path coefficient of male teachers is -0.581 

and that of female teachers is -0.345, with a P value of 0.007 and P < 0.01, suggesting 

that H1a is not supported. 

Psychological contract violation of university teachers of different genders is 

positively correlated with job satisfaction. The standardized path coefficient of male 

teachers is 0.970 and that of female teachers is 0.953, with a significance level of P < 

0.001, suggesting that H1b is not supported. 

University teachers' job satisfaction is positively correlated with turnover 

intention. The standardized path coefficient of male teachers is 0.195 and that of 

female teachers is 0.046, with a P value of 0.626 and an insignificance level of P＞

0.05, suggesting that H2a is not supported. 

University teachers' job satisfaction is positively correlated with work 

engagement. The standardized path coefficient of male teachers is 0.342 and that of 

female teachers is 0.767, with a significance level of p < 0.001, suggesting that H2b is 

supported. 
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University teachers' job satisfaction is positively correlated with organization 

commitment. The standardized path coefficient of male teachers is 0.832 and that of 

female teachers is 0.864, with a significance level of p < 0.001, suggesting that H2c is 

supported. 

Professional commitment of university teachers of different genders is 

positively correlated with job satisfaction. The standardized path coefficient of male 

teachers is 0.012 and that of female teachers is 0.056, with a P value of 0.034 and P < 

0.05, suggesting that H2d is supported. 

University teachers' work engagement is negatively correlated with turnover 

intention. The standardized path coefficient of male teachers is -0.344 and that of 

female teachers is -0.353, with a significance level of p < 0.001, suggesting that H3a 

is supported. 

University teachers' organization commitment is positively correlated with 

turnover intention. The standardized path coefficient of male teachers is 0.168 and that 

of female teachers is 0.023, with a P value of 0.219 and an insignificance level of P > 

0.05, suggesting that H4a is not supported. 

University teachers' professional commitment is positively correlated with 

turnover intention. The standardized path coefficient of male teachers is 0.289 and that 

of female teachers is 0.297, with a significance level of P < 0.001, suggesting that H5a 

is not supported. 

In the analysis of the influence of gender as a professional loyalty factor on 

turnover intention, the influence degree shows the gender difference. The comparison 

of path coefficients of male and female models is shown in Table 4.26. 

 

Table 4.26  List of Gender Model Comparison Results 

Model DF CMIN P NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Structural weights 11 13.583 0.257 0.001 0.001 0 0 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 



 251 

When the degree of freedom (DF) is equal to 11, the chi-square value of model 

fit (CMIN) is 13.583, and the significance probability value p = 0.257, p > 0.05, and 

the structural path is congruent, indicating that there is no significant difference in 

respect of gender, and the gender has no moderating effect in respect of influence of 

professional loyalty on turnover intention. 

 

4.5.2 Influence of University Teachers' Professional Loyalty on Turnover 

Intention in Respect of Age 

Through the analysis of the model fit index by software AMOS23.0, it is found 

that the fit index χ²/df = 1.905 satisfies the condition of χ²/df≤3, indicating that the 

model fits to an acceptable degree; that the RMSEA = 0.041 satisfies the requirement 

of RMSEA ≤ 0.08, indicating that the model fits well; that the GFI = 0.864 and the 

AGFI = 0.832 both satisfy the requirements of ≥0.8; that the NFI = 0.951, IFI = 0.976 

and CFI = 0.976 all satisfy the requirement of ≥0.9, indicating that the model fits well. 

Please refer to Table 4.27 for details of model test. 

 

Table 4.27  Age Model Fit indices of Path Model 

Fit Index Acceptable Value Model Value Model Fit 

CMIN - 1085.763 - 

CMIN/DF ≤ 3 1.905 Good fit 

SRMR < 0.1 0.0463 Good fit 

RMSEA ≤ 0.08 0.041 Good fit 

GFI ≥ 0.9 0.864 Acceptable 

AGFI ≥ 0.85 0.832 Marginal fit 

IFI ≥ 0.9 0.976 Good fit 

NFI ≥ 0.8 0.951 Good fit 

TLI ≥ 0.9 0.972 Good fit 

CFI ≥ 0.9 0.976 Good fit 
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Through model path analysis, the influence of different teachers' ages as a 

professional loyalty factor on turnover intention and the difference are obtained. There 

are six age groups: teachers under 25, aged 25-35, 36-45, 46-55, 56-65 and over 65 

years old, and these six age groups are combined into two age groups (teachers aged 

35 and below and teachers aged above 35) to reduce the number of age groups. Table 

4.28 shows the standardized path coefficients of influence of factors of professional 

loyalty of university teachers of different ages on turnover intention. 

 

Table 4.28  Path Analysis and Regression Coefficient Analysis 

Path HT Est S.E. C.R. P Standard Parameters 

Under 35 Over 35 

PCV→TI H1a -0.489 0.149 -3.285 0.001 0.219 -1.028 

PCV→JS H1b 0.940 0.018 52.107 *** 0.951 0.962 

JS→TI H2a 0.164 0.172 0.953 0.341 -0.718 0.707 

JS→WE H2b 0.899 0.066 10.041 *** 0.992 0.646 

JS→OC H2c 0.850 0.031 27.276 *** 0.853 0.828 

PC→JS H2d 0.066 0.018 2.806 0.005 0.030 0.054 

WE→TI H3a -0.383 0.066 -5.817 *** -0.207 -0.415 

OC→TI H4a 0.085 0.077 1.116 0.265 0.154 0.028 

PC→TI H5a 0.457 0.064 7.14 *** 0.441 0.164 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

Psychological contract of two groups of university teachers is positively and 

negatively correlated with turnover intention respectively. The standardized path 

coefficient of teachers aged 35 and below is 0.219 and that of teachers aged above 35 

is -1.028, with a P value of 0.001 and P < 0.005, suggesting that the H1a hypothesis 

for teachers aged 35 and below is supported but the hypothesis for those above 35 is 

not supported. 
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Psychological contract violation of two groups of university teachers of 

different genders is positively correlated with job satisfaction. The standardized path 

coefficient of teachers aged 35 and below is 0.951 and that of teachers aged above 35 

is 0.962, with a significance level of P < 0.001, suggesting that H1b is not supported. 

Job satisfaction of two groups of university teachers is positively and 

negatively correlated with turnover intention respectively. The standardized path 

coefficient of teachers aged 35 and below is -0.781 and that of teachers aged above 35 

is 0.707, with an insignificance level of P > 0.05, suggesting that H2a is not supported. 

Job satisfaction of two groups of university teachers is positively correlated 

with work engagement. The standardized path coefficient of teachers aged 35 and 

below is 0.992 and that of teachers aged above 35 is 0.646, with a significance level of 

P < 0.001, suggesting that H2b is supported. 

Job satisfaction of two groups of university teachers is positively correlated 

with organization commitment. The standardized path coefficient of teachers aged 35 

and below is 0.853 and that of teachers aged above 35 is 0.828, with a significance 

level of P < 0.001, suggesting that H2c is supported. 

Professional commitment of two groups of university teachers of different 

genders is positively correlated with job satisfaction. The standardized path coefficient 

of teachers aged 35 and below is 0.030 and that of teachers aged above 35 is 0.054, 

with a P value of 0.005 and P < 0.05, suggesting that H2d is supported. 

Work engagement of two groups of university teachers is negatively correlated 

with turnover intention. The standardized path coefficient of teachers aged 35 and 

below is -0.207 and that of teachers aged above 35 is -0.415, with a significance level 

of P < 0.001, suggesting that H3a is supported. 

Organization commitment of two groups of university teachers is positively 

correlated with turnover intention. The standardized path coefficient of teachers aged 

35 and below is 0.154 and that of teachers aged above 35 is 0.028, with a P value of 

0.265 and an insignificance level of P>0.05, suggesting that H4a is not supported. 

Professional commitment of two groups of university teachers is positively 

correlated with turnover intention. The standardized path coefficient of teachers aged 

35 and below is 0.441 and that of teachers aged above 35 is 0.164, with a significance 

level of P < 0.001, suggesting that H5a is not supported. 
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In the analysis of the influence of age as a professional loyalty factor on 

turnover intention, the influence degree shows the age difference. Results of 

comparison of path coefficients between two age models (teachers aged 35 and below 

and teachers aged above 35) are shown in Table 4.29: 

 

Table 4.29  List of Age Model Comparison Results 

Model DF CMIN P 
NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Structural weights 11 34.424 0.000 0.002 0.002 0.001 0.001 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

When the degree of freedom (DF) is equal to 11, the chi-square value of model 

fit (CMIN) is 34.422, and the significance probability value p = 0.000, p < 0.001, and 

the structural path is incongruent, indicating that there is significant difference in 

respect of age, and the age has moderating effect in respect of influence of professional 

loyalty on turnover intention. 

 

4.5.3 Influence of University Teachers' Professional Loyalty on Turnover 

Intention in Respect of Professional Title 

Through the analysis of the model fit index by software AMOS23.0, it is found 

that the fit index χ²/df = 2.065 satisfies the condition of χ²/df≤3, indicating that the 

model fits to an acceptable degree; that the RMSEA = 0.044 satisfies the requirement 

of RMSEA ≤ 0.08, indicating that the model fits well; that the GFI = 0.858 and the 

AGFI = 0.826 both satisfy the requirement of ≥0.8; that the NFI = 0.945, IFI = 0.971 

and CFI = 0.971 all satisfy the requirement of ≥0.9, indicating that the model fits well. 

Please refer to Table 4.30 for details of model test. 
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Table 4.30  Professional Ranks and Titles Model Fit Indices of Path Model 

Fit Index Acceptable Value Model Value Model Fit 

CMIN - 1185.299 - 

CMIN/DF ≤ 3 2.065 Good fit 

SRMR < 0.1 0.0394 Good fit 

RMSEA ≤ 0.08 0.044 Good fit 

GFI ≥ 0.9 0.858 Acceptable 

AGFI ≥ 0.85 0.826 Marginal fit 

IFI ≥ 0.9 0.971 Good fit 

NFI ≥ 0.8 0.945 Good fit 

TLI ≥ 0.9 0.967 Good fit 

CFI ≥ 0.9 0.971 Good fit 

 

Through model path analysis, the influence of different teachers' professional 

titles as a professional loyalty factor on turnover intention and the difference are 

obtained. Difference of professional titles was compared previously by dividing 

teachers into teaching assistants, lecturers, associate professors, and professors; now it 

is necessary to divide 546 teachers into two groups: group 1: teaching assistants (122) 

and group 2: teachers with a title of lecturer and above (middle and high titles) (424). 

Table 4.31 shows the standardized path coefficients of influence of factors of 

professional loyalty of university teachers of different professional titles on turnover 

intention. 
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Table 4.31  Summary Results of the Path Analysis for Assistant and Middle and High 

Tittle of Technical Posts Teachers 

Path HT Est S.E. C.R. P 

Standard Parameters 

Assistant 

Middle and High 

Titles of 

Technical Posts 

PCV→TI H1a -0.395 0.15 -2.628 0.009 -0.400 -0.381 

PCV→JS H1b 0.95 0.018 51.439 *** 0.963 0.951 

JS→TI H2a 0.06 0.175 0.344 0.731 0.060 0.058 

JS→WE H2b 0.669 0.11 6.107 *** 0.675 0.629 

JS→OC H2c 0.872 0.032 27.391 *** 0.872 0.835 

PC→JS H2d 0.056 0.023 2.475 0.013 0.037 0.040 

WE→TI H3a -0.346 0.063 -5.509 *** -0.344 -0.355 

OC→TI H4a 0.078 0.073 1.074 0.283 0.078 0.079 

PC→TI H5a 0.459 0.063 7.296 *** 0.301 0.312 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

University teachers' psychological contract violation is negatively correlated 

with turnover intention. The standardized path coefficient of teaching assistants is -

0.400 and that of teachers with middle and high professional titles is -0.381, with a P 

value of 0.009 and P < 0.05, suggesting that H1a is not supported. 

Psychological contract violation of university teachers of different genders is 

positively correlated with job satisfaction. The standardized path coefficient of 

teaching assistants is 0.963 and that of teachers with middle and high professional 

titles is 0.951, with a significance level of P < 0.001, suggesting that H1b is not 

supported. 

University teachers' job satisfaction is positively correlated with turnover 

intention. The standardized path coefficient of teaching assistants is 0.060 and that of 

teachers with middle and high professional titles is 0.058, with a P value of 0.713 and 

an insignificance level of P > 0.05, suggesting that H2a is not supported. 
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University teachers' job satisfaction is positively correlated with work 

engagement. The standardized path coefficient of teaching assistants is 0.675 and that 

of teachers with middle and high professional titles is 0.629, with a significance level 

of P＜0.001, suggesting that H2b is supported. 

University teachers' job satisfaction is positively correlated with organization 

commitment. The standardized path coefficient of teaching assistants is 0.872 and that 

o f  teachers with middle and high professional titles is 0.835, with a significance level 

of P < 0.001, suggesting that H2c is supported. 

Professional commitment of university teachers of different genders is 

positively correlated with job satisfaction. The standardized path coefficient of 

teaching assistants is 0.037 and that of teachers with middle and high professional 

titles is 0.040, with a P value of 0.013 and P < 0.05, suggesting that H2d is supported.  

University teachers' work engagement is negatively correlated with turnover 

intention. The standardized path coefficient of teaching assistants is -0.344 and that of 

teachers with middle and high professional titles is -0.355, with a significance level of 

P < 0.001, suggesting that H3a is supported. 

University teachers' organization commitment is positively correlated with 

turnover intention. The standardized path coefficient of teaching assistants is 0.078 

and that of teachers with middle and high professional titles is 0.079, with a P value of 

0.283 and an insignificance level of P > 0.05, suggesting that H4a is not supported. 

University teachers' professional commitment is positively correlated with 

turnover intention. The standardized path coefficient of teaching assistants is 0.301 

and that of teachers with middle and high professional titles is 0.312, with a 

significance level of P < 0.001, suggesting that H5a is not supported. 

In the analysis of the influence of professional title as a professional loyalty 

factor on turnover intention, the difference of two groups of teachers with different 

professional titles is clear. Professional title (teaching assistant and teachers with 

middle and high titles) model comparison results are shown in Table 4.32. 
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Table 4.32  List of Professional Ranks and Titles Model Comparison Results 

Model DF CMIN P NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Structural weights 11 11.743 0.383 0.001 0.001 -0.001 -0.001 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

When the degree of freedom (DF) is equal to 11, the chi-square value of model 

fit (CMIN) is 11.743 and the significance probability value p = 0.383, p > 0.05, and 

the structural path is congruent, indicating that there is no significant difference in 

respect of professional title, and the professional title has no moderating effect in 

respect of influence of professional loyalty on turnover intention.  

 

4.5.4 Influence of University Teachers' Professional Loyalty on Turnover 

Intention in Respect of Academic Degree (Education)  

Through the analysis of the model fit index by software AMOS23.0, it is found 

that the fit index χ²/df = 2.172 satisfies the condition of χ²/df≤3, indicating that the 

model fits to an acceptable degree; that the RMSEA = 0.046 satisfies the requirement 

of RMSEA ≤ 0.08, indicating that the model fits well; that the GFI = 0.858 and the 

AGFI = 0.823 both satisfy the requirement of ≥0.8; that the NFI = 0.941, IFI = 0.967 

and CFI = 0.967 all satisfy the requirement of ≥0.9, indicating that the model fits well. 

Please refer to Table 4.33 for details of model test. 

 

Table 4.33  Receiving an Education Model Fit Indices of Path Model 

Fit Index Acceptable Value Model Value Model Fit 

CMIN - 1229.14 - 

CMIN/DF ≤ 3 2.172 Good fit 

SRMR < 0.1 0.0584 Good fit 

RMSEA ≤ 0.08 0.046 Good fit 

GFI ≥ 0.9 0.858 Acceptable 
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Fit Index Acceptable Value Model Value Model Fit 

AGFI ≥ 0.85 0.823 Marginal fit 

IFI ≥ 0.9 0.967 Good fit 

NFI ≥ 0.8 0.941 Good fit 

TLI ≥ 0.9 0.962 Good fit 

CFI ≥ 0.9 0.967 Good fit 

 

Through model path analysis, the influence of different teachers' academic 

degree (education) as a professional loyalty factor on turnover intention and the 

difference are obtained. 546 teachers were investigated, and they were previously 

divided into one group of teachers with bachelor's degree, one group of teachers with 

master's degree and one group with doctoral degree and above. Now they are divided 

into one group of teachers with bachelor's degree and one group of teachers with 

master's degree, doctoral degree and above. 

Through path analysis and regression coefficient analysis (please refer to Table 

4.34 for details), the standardized path coefficients of influence of factors of 

professional loyalty of university teachers with different academic degrees (education) 

on turnover intention are obtained. 

 

Table 4.34  Summary Results of the Path Analysis for Receiving an Education 

Path HT Est S.E. C.R. P Standard Parameters 

Bachelor’s 

degree 

Master's 

degree or 

above 

PCV→TI H1a -0.529 0.15 -3.517 *** -0.070 -0.708 

PCV→JS H1b 0.931 0.019 49.95 *** 0.853 0.961 

JS→TI H2a 0.159 0.181 0.879 0.379 -0.380 0.359 

JS→WE H2b 0.803 0.092 8.748 *** 0.952 0.533 

JS→OC H2c 0.86 0.034 25.657 *** 0.730 0.804 

PC→JS H2d 0.051 0.022 2.289 0.022 0.136 0.035 

WE→TI H3a -0.353 0.06 -5.917 *** -0.272 -0.344 
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Path HT Est S.E. C.R. P Standard Parameters 

Bachelor’s 

degree 

Master's 

degree or 

above 

OC→TI H4a 0.082 0.073 1.118 0.264 0.129 0.040 

PC→TI H5a 0.433 0.061 7.101 *** 0.421 0.247 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

University teachers' psychological contract violation is negatively correlated 

with turnover intention. The standardized path coefficient of teachers with bachelor's 

degree is -0.070 and that of teachers with postgraduate degree (master's degree and 

doctoral degree) is -0.708, with P < 0.001, and the result is contrary to the hypothesis, 

suggesting that H1a is not supported. 

Psychological contract violation of university teachers of different genders is 

positively correlated with job satisfaction. The standardized path coefficient of 

teachers with bachelor's degree is 0.853 and that of teachers with postgraduate degree 

(master's degree and doctoral degree) is 0.961, with a significance level of P < 0.001, 

suggesting that H1b is not supported. 

Job satisfaction of two groups of university teachers is negatively and 

positively correlated with turnover intention respectively. The standardized path 

coefficient of teachers with bachelor's degree is -0.380 and that of teachers with 

postgraduate degree (master's degree and doctoral degree) is 0.359, with a P value of 

0.379 and an insignificance level of P＞0.05, suggesting that H2a is not supported. 

University teachers' job satisfaction is positively correlated with work 

engagement. The standardized path coefficient of teachers with bachelor's degree is 

0.952 and that of teachers with postgraduate degree (master's degree and doctoral 

degree) is 0.533, with a significance level of P < 0.001, suggesting that H 2 b  i s 

supported. 

University teachers' job satisfaction is positively correlated with organization 

commitment. The standardized path coefficient of teachers with bachelor's degree is 

0.730 and t h a t  of teachers with postgraduate degree (master's degree and doctoral 
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degree) is 0.804, with a significance level of P < 0.001, suggesting that H 2 c  i s 

supported. 

Professional commitment of university teachers of different genders is 

positively correlated with job satisfaction. The standardized path coefficient of 

teachers with bachelor's degree is 0.136 and that of teachers with postgraduate degree 

(master's degree and doctoral degree) is 0.035, with a P value of 0.022 and P < 0.05, 

suggesting that H2d is supported. 

University teachers' work engagement is negatively correlated with turnover 

intention. The standardized path coefficient of teachers with bachelor's degree is -0.272 

and that of teachers with postgraduate degree (master's degree and doctoral degree) is -

0.344, with a significance level of P < 0.001, suggesting that H3a is supported. 

University teachers' organization commitment is positively correlated with 

turnover intention. The standardized path coefficient of teachers with bachelor's 

degree is 0.129 and that of teachers with postgraduate degree (master's  degree and 

doctoral degree) is 0.040, with a P value of 0.264 and an insignificance level of P＞

0.05, suggesting that H4a is not supported. 

University teachers' professional commitment is positively correlated with 

turnover intention. The standardized path coefficient of teachers with bachelor's 

degree is 0.421 and that of teachers with postgraduate degree (master's degree and 

doctoral degree) is 0.247, with a significance level of P < 0.001, suggesting that H5a 

is not supported. 

In the analysis of the influence of academic degree (education) as a 

professional loyalty factor on turnover intention, the influence degree shows the 

education difference. Model comparison (teachers with undergraduate degree 

(bachelor's degree) and teachers with postgraduate degree (master's degree and 

doctoral degree)) results are shown in Table 4.35. 
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Table 4.35  List of the Receiving an Education Model Comparison Result 

Model DF CMIN P NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Structural weights 11 32.47 0.001 0.002 0.002 0 0 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

When the degree of freedom (DF) is equal to 11, the chi-square value of model 

fit (CMIN) is 32.47, and the significance probability value P = 0.001, P < 0.05, and the 

structural path is incongruent, indicating that there is significant difference in respect 

of academic degree (education), and the academic degree (education) has moderating 

effect in respect of influence of professional loyalty on turnover intention. 

 

4.5.5 Influence of University Teachers' Professional Loyalty on Turnover 

Intention in Respect of Job Situation (In-service and Separated) of 

Teachers 

Through the analysis of the model fit index by software AMOS23.0, it is found 

that the fit index χ²/df = 2.049 satisfies the condition of χ²/df≤3, indicating that the 

model fits to an acceptable degree; that the RMSEA = 0.044 satisfies the requirement 

of RMSEA ≤ 0.08, indicating that the model fits well; that the GFI = 0.865 and the 

AGFI = 0.832 both satisfy the requirements of ≥0.8; that the NFI = 0.944, IFI = 0.970 

and CFI = 0.971 all satisfy the requirement of ≥0.9, indicating that the mode fits well. 

Please refer to Table 4.36 for details of model test. 

 

Table 4.36  On the Job Situation Teacher Model Fit Indices of Path Model 

Fit Index Acceptable 

Value 

Model Value Model Fit 

CMIN - 1155.567 - 

CMIN/DF ≤ 3 2.049 Good fit 

SRMR < 0.1 0.0555 Acceptable 
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Fit Index Acceptable 

Value 

Model Value Model Fit 

RMSEA ≤ 0.08 0.044 Good fit 

GFI ≥ 0.9 0.865 Acceptable 

AGFI ≥ 0.85 0.832 Marginal fit 

IFI ≥ 0.9 0.970 Good fit 

NFI ≥ 0.8 0.944 Good fit 

TLI ≥ 0.9 0.966 Good fit 

CFI ≥ 0.9 0.970 Good fit 

 

Through path analysis, influence of different teachers' situations (in-service and 

separated) as a professional loyalty factor on turnover intention is clear. There are 546 

tested teachers, including 389 in-service ones and 157 separated ones. Table 4.37 

shows the factors of professional loyalty in terms of different teachers' situations (in-

service and separated) and the standardized path coefficient of their influence on 

turnover intention. 

 

Table 4.37  Summary Results of then Path analysis for Being One ‘Post 

Path HT Est S.E. C.R. P Standard Parameters 

In Service 

Teachers 

Separated 

Teachers 

PCV→TI H1a -0.545 0.13 -4.201 *** -0.321 -0.45 

PCV→JS H1b 0.915 0.019 48.832 *** 0.946 0.954 

JS→TI H2a 0.268 0.131 2.043 0.041 0.029 0.46 

JS→WE H2b 0.684 0.096 7.154 *** 0.630 0.805 

JS→OC H2c 0.819 0.034 24.294 *** 0.854 0.932 

PC→JS H2d 0.091 0.027 3.419 *** 0.039 0.11 

WE→TI H3a -0.354 0.06 -5.903 *** -0.412 -0.328 

OC→TI H4a 0.035 0.088 0.399 0.69 0.066 -0.373 

PC→TI H5a 0.475 0.07 6.792 *** 0.360 0.161 
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Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

University teachers' psychological contract violation is negatively correlated 

with turnover intention. The standardized path coefficient of in-service teachers is -

0.321 and that of separated teachers is -0.450, with a significance level of p < 0.001, 

suggesting that H1a is not supported. 

University teachers' psychological contract violation is positively correlated 

with job satisfaction in terms of in-service and separated teachers. The standardized 

path coefficient of in-service teachers is 0.946 and that of separated teachers is 0.954, 

with a significance level of p < 0.001, suggesting that H1b is not supported.  

University teachers' job satisfaction is positively correlated with turnover 

intention. The standardized path coefficient of in-service teachers is 0.029 and that of 

separated teachers is 0.46, with a corresponding P value of 0.041 and a significance 

level of p < 0.05, suggesting that H2a is not supported.  

University teachers' job satisfaction is positively correlated with work 

engagement. The standardized path coefficient of in-service teachers is 0.630 and that 

of separated teachers is 0.805, with a significance level of p < 0.001, suggesting that 

H2b is supported. 

University teachers' job satisfaction is positively correlated with organization 

commitment. The standardized path coefficient of in-service teachers is 0.854 and that 

of separated teachers is 0.932, with a significance level of p < 0.001, suggesting that 

H2c is supported. 

Professional commitment of university teachers of different gender is 

positively correlated with job satisfaction. The standardized path coefficient of in-

service teachers is 0.039 and that of separated teachers is 0.110, with a significance 

level of p < 0.001, suggesting that H2d is supported. 

University teachers' work engagement is negatively correlated with turnover 

intention. The standardized path coefficient of in-service teachers is -0.412 and that of 

separated teachers is -0.328, with a significance level of p < 0.001, suggesting that 

H3a is supported. 

University teachers' organization commitment is positively and negatively 

correlated with turnover intention. The standardized path coefficient of in-service 
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teachers is 0.066, and that of separated teachers is -0.0373, with a P value of 0.60 and 

an insignificance level of p > 0.05, suggesting that H4a is not supported. 

University teachers' professional commitment is positively correlated with 

turnover intention. The standardized path coefficient of in-service teachers is 0.360 

and that of separated teachers is 0.161, with a significance level of p  < 0.001, 

suggesting that H5a is not supported. 

In the analysis of the influence of teachers' situations and professional loyalty 

on turnover intention, the influence degree of each hypothesis show the concrete 

differences between the in-service and separated teachers. The comparison of the two 

models is shown in Table 4.38 below. 

 

Table 4.38  List of the on-the-Job Situations Model Comparison Result 

Model DF CMIN P 
NFI IFI RFI TLI 

Delta-1 Delta-2 rho-1 rho2 

Structural weights 11 61.797 0 0.003 0.003 0.002 0.002 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 

 

4.6 Discussion 

In this research, the relationship between professional loyalty and turnover 

intention of university teachers as professional knowledge staff, it is identified that 

there are several important factors that can influence turnover intention, namely, 

several important factors in professional loyalty, including psychological contract 

violation (PCV), job satisfaction (JS), work engagement (WE), organization 

commitment (OC) and professional commitment (PC). These factors of professional 

loyalty are used as predictors of turnover intention to explore how to improve and 

change the thoughts and behaviors of Chinese university teachers as professional 

knowledge staff that lead to changes in professional loyalty and turnover intention in 

their daily work, and to explore whether it is possible to solve the current problem that 

Chinese university teachers as professional knowledge staff have turnover intention in 
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their daily work through the integration of professional loyalty factor module as well 

as the specific analysis and research. According to the results of Amos analysis, of the 

13 hypotheses proposed in the research and fitted by the model, 6 are not supported 

and 7 are supported. For specific results of direct and mediation effects, please refer to 

Tables 4.39 and 4.40. 

Next, based on the relationship between the path variables with simple 

influence (psychological contract violation (PCV), job satisfaction (JS), work 

engagement (WE), organization commitment (OC) and professional commitment 

(PC), respectively) and the turnover intention, the direct and mediation relationships 

among each variable will be discussed from simple to complex. Secondly, the analysis 

of relationship between psychological contract violation (PCV), job satisfaction (JS), 

work engagement (WE), organization commitment (OC) and professional commitment 

(PC) and the turnover intention and their differences are analyzed through the gender, 

age, professional title, academic degree, and in-service and separated situations of 

teachers. Finally, variables with opposite hypothetical and significant relationships are 

discussed to provide a more coherent analysis. 

 

Table 4.39  Summary of Hypotheses Testing Results for Direct Effects 

Direct Effects 

HT P Beta Result 

H1a ** -0.417 Not supported 

H1b *** 0.96 Not supported 

H2a *** 0.084 Not supported 

H2b *** 0.631 Supported 

H2c *** 0.852 Supported 

H2d * 0.036 Supported 

H3a *** 0.361 Supported 

H4a 0.238 0.088 Not supported 

H5a *** 0.296 Not supported 

 

Note:  * = p < 0.05, ** = p < 0.01, *** = p < 0.001. 
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Table 4.40  Summary of Hypotheses Testing Results for Mediation Effects 

Mediation Effects 

HT Effect Types 
Point 

Est. 

95% Bias-

Corrected 

95% 

Percentile 

Result Percentile 

Method 
Method 

Lower Upper Lower Upper 

H1c 

IE1 -0.387 -0.999 0.029 -1.051 0.005 Not supported 

DE1 0.083 -0.372 0.701 -0.347 0.764 Not supported 

TE1 -0.304 -0.496 -0.1 -0.502 -0.106 Supported 

H1d 

IE2 -0.076 -0.226 -0.004 -0.212 -0.001 Supported 

DE2 -0.409 -1.044 0.03 -1.097 0.005 Not supported 

TE2 -0.484 -1.152 -0.014 -1.228 -0.047 Supported 

H1e 

IE5 -0.214 -0.357 -0.107 -0.333 -0.088 Supported 

DE5 0.083 -0.372 0.701 -0.347 0.764 Not supported 

TE5 -0.131 -0.595 0.53 -0.561 0.588 Not supported 

H2e 

IE3 0.005 -0.023 0.044 -0.023 0.045 Not supported 

DE3 0.443 0.281 0.643 0.278 0.638 Supported 

TE3 0.447 0.291 0.64 0.29 0.639 Supported 

 

4.6.1 Discussion of Effects of Psychological Contract Violations (PCV) 

4.6.1.1 The Relationship between Psychological Contract Violation 

and Turnover Intention 

Psychological contract is based on mutual trust, and psychological 

contract violation causes staff to feel cheated and react strongly. Researchers have 

found that staff's work behaviors and attitudes are significantly and adversely affected 

by psychological contract violation. Psychological contract violation leads to turnover 

intention and reduced staff's commitment to the organization; changes in staff's 

perception of organizational obligations in actual work, resulting in a decline in work 

performance and a higher turnover rate; and a reevaluation of employment relations 

by staff, who tend to think that organizations should give them more rewards, for 
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example, job autonomy, development opportunities, salary and working environment, 

etc. (R. A. Guzzo et al., 1994; Kickul et al., 2002; S. L. Robinson & Rousseau, 1994). 

Psychological contract violation has a negative influence on turnover 

intention of university teachers (β = -0.417, p < 0.05), which does not support the 

researcher's conclusion. In daily teaching, university teachers do not reduce their 

commitment to the school, the daily teaching and scientific research projects due to 

psychological contract violation, which leads to the decline of work performance, non-

performance of actual work obligations, and turnover intention and behaviors. In fact, 

the contrary hypothesis in the research indicate that when choosing to be a teacher, 

university teachers, as professional knowledge staff, are clear about what and how 

much they should do for the school, and what and how much they expect from the 

school and the responsibilities and obligations of the school. Similarly, the school, to 

some extent, knows about what and how much teachers are expected to do for the 

school as well as the responsibilities and obligations of teachers. This is a non-verbal 

psychological contract relationship between them (Hiltrop, 1996, 1999) . Practically, 

university teachers have high level of psychological development and strong 

subjective initiative. The relationship between universities, as an academic institution, 

and teachers is not as rigid as that between enterprises and staff. The maintenance and 

stability of the relationship between universities and teachers not only depends on the 

clear employment contract, but also on mutual trust, understanding and tacit agreement 

(Handing, 1991; Sellers, 1994). Such a kind of emotional connection, to some extent, 

is more likely to determine teachers' loyalty and centripetal force than a written 

contract. 

In most cases, teachers who feel that their psychological contract has 

been violated are able to control their emotions. They either choose to remain silent, 

which represents a willingness and attitude to endure or accept an environment they 

do not like in the expectation that they can be promoted, or choose to give opinions, 

that is, to say what they feel to help reduce loss and rebuild trust. Some teachers 

choose to neglect that so as to reduce and avoid their turnover intention and behavior 

(Destruction/Neglect) (Despres & Hiltrop, 1995; Hiltrop, 1995). 
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As the structure of the workforce changes, so do the expectations and 

demands of teachers. In particular, university teachers, as the  representative of 

professional knowledge staff with higher educational background, pay more attention 

to the quality of work and life and the independence of values, dare to challenge 

authority, seek jobs that are challenging and more valuable to society, and value the 

psychological success from work. They tend to concern themselves with work 

autonomy rather than status. Such psychological perception reduces their turnover 

intention and behavior due to psychological contract violations. In addition, the 

construction of psychological contract with schools is based on teachers' demands, 

organizational incentive methods, teachers' self-orientation and corresponding work 

behaviors, with more attention paid to work environment and career development 

opportunities, individual achievement sense and autonomy in work. Therefore, 

teachers will not have turnover intention or behavior due to psychological contract 

violation in economic and material benefits (Collins, 1997). 

The following is the analysis of teacher characteristics, including 

gender, age, professional title, academic degree (education) and incumbency (in -

service status and separated status). 

From the gender grouping analysis, the psychological contract of male 

and female university teachers is negatively correlated with turnover intention (β = -

0.581, -0.345, P < 0.01), the standardized path coefficient of male teachers was -0.581 

and that of female teachers is -0.345, the corresponding P value is 0.007, and the 

significance is p < 0.01; at the same time, the regression path of gender model shows 

that the significance of male and female is 0.257, P > 0.05. This indicates no 

significant difference between teachers in the two groups, and no moderating effect of 

gender. The multi-group analysis and practical study show that the sample groups of 

male and female university teachers, as the core staff of the university, is tolerant of 

the psychological contract violation between them and the organization to some 

extent. Compared with non-knowledge staff, professional knowledge staff may not 

promptly leave the company due to changes in psychological contracts, but will be 

more tolerant of the operation and management of the company (Westerman, 

McFarlan, & Iansiti, 2006). This suggests that for teachers, as professional knowledge 

staff, neglect behaviors reduce their turnover intention in the case of psychological 
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contract violation. A certain period of time is required for turnover behaviors. Besides, 

there is no significant difference in the influence of male and female sample groups on 

psychological contract violation, including normative responsibility dimension and 

interpersonal responsibility dimension. The result is in line with the actual situation, 

because the particularity of the work determines that there is no difference between 

male and female teachers in the planning of interpersonal communication and career 

development (Martin, 2005; G. Weiss & Wodak, 2003). As Chinese universities are 

eager for talents, they have further implemented an open and limitless professional 

circle for the recruitment and management of teachers. Ability improvement and long-

term development have become one of the main pursuits of teachers. And improved 

ability and continued development will also make staff more willing to stay. Even if 

the school is currently not delivering on any of its promises when it recruited teachers, 

teachers will not feel unfair and intend to leave (Yanping Li & Hou, 2012). This 

reflects the fact that university teachers, as professional knowledge staff, have strong 

work autonomy and high level of self-value realization demands regardless of gender, 

cognition of current job responsibilities and commitment to daily teaching.  

The teacher age grouping analysis shows that university teachers' 

psychological contract is positively and negatively correlated with turnover intention. 

The standardized path coefficient of teachers aged 35 and below and those aged above 

35 is (β = 0.219, -1.028, p < 0.005) respectively. For teachers aged 35 and below, the 

influence is positive, which is consistent with the hypothesis; for teachers aged above 

35, the correlation is negative, the hypothesis is not supported. Meanwhile, the path 

analysis of teacher age grouping model shows that the significance of teacher age 

group is 0.000, P < 0.001, indicating the significant differences between teachers in 

the two age groups and the moderating effect of age. Teachers aged 35 and below are 

defined as young teachers. According to the analysis results, young teachers are more 

likely to perceive the psychological contract violation and have turnover intention and 

behavior than middle-aged and senior teachers. The hypothesis that this result has a 

positive influence is verified in practice. Young teachers, as the new generation of 

professional knowledge staff, change greatly in their identity of the school. When 

young teachers believe that their group characteristics are consistent with that of the 

school, they will have a strong sense of belonging to the school as an organization and 
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be more willing to continue to work hard for the school. On the contrary, if they 

believe that the characteristics of school are not consistent with their own, including 

work environment, interpersonal relationship and development direction, they may 

want to leave the organization, that is, the perception of psychological contract 

violation leads to turnover intention and behavior (Abrams & Hogg, 2001, 2004). 

Meanwhile, young teachers have little time and opportunities for receiving other 

training in the regular daily teaching and their basic teaching skills are often not good 

enough, therefore, they can only progress slowly in self-exploration for personal 

development. The school does not provide training opportunities well-coordinated 

with personal development, making it easier for young teachers to perceive the 

organization’s abandonment of them and psychological contract violation, which 

resulted in turnover intention (Bal, 2009; De Lange et al., 2010). 

Teachers aged above 35 are defined as middle-aged and senior teachers. 

According to the analysis results, the older teachers already have good interpersonal 

relationships and environmental adaptability in the school, with no higher requirement 

for the current working environment and time arrangement. In addition, it is easier for 

the older teachers to adapt to changes in working environment and interpersonal 

relationships and the failure of schools to fulfill their initial commitment, including 

financial benefits, training and career planning, which lead to anger and 

disappointment at the school, and even turnover intention and behavior  (Roberts & 

Mroczek, 2008; Twenge, Campbell, Hoffman, & Lance, 2010) . Even if they perceive 

that the school has not fulfilled their commitments in the daily teaching, middle-aged 

and senior teachers are good at coping with their mood and may not have turnover 

intention or behavior due to the feeling of being cheated (psychological contract 

violation) (Carstensen, Fung, & Charles, 2003; Lievens & Slaughter, 2016) . 

Meanwhile, middle-aged and senior teachers understand the situation and difficulties 

in the daily management and long-term development strategy of the school, and 

participate in the construction and development of the school as an indispensable 

participant or master (Gross et al., 1997; Inglehart, 1997). This is attributed to the 

increased sense of personal responsibility and maturity, dependence on the school, and 

stronger sense of loyalty as teachers get older. Therefore, older teachers will devote 

more energy to their daily teaching and research projects. 
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The teacher professional title grouping analysis shows that university 

teachers’ psychological contract is negatively correlated with turnover intention, the 

standardized path coefficient of teaching assistants, lecturers and teachers with middle 

and high professional titles (including lecturers, associate professor and professor) is 

(β =-0.400, -0.381, p < 0.05) respectively Meanwhile, the path analysis of teachers' 

professional title grouping shows that the significance of teachers' professional titles 

group is 0.383, P>0.05, indicating no moderating effect of the teacher professional 

titles. 

Based on professional title grouping analysis, teaching assistants and 

teachers with middle and high professional titles, as professional knowledge staff, 

regardless of their department and professional titles, do not have turnover intention 

and are still willing to work in university even if the school fails to deliver its promises 

in treatment, welfare, training, working hours and management (psychological 

contract violation). Similar conclusions have been reached in other literature research. 

Teaching assistants, teachers with middle professional title, including lecturers, 

associate professors and professors are willing to work in universities. The higher the 

professional title, the stronger the desire to stay in the school (Herriot & Pemberton, 

1995a; Lester et al., 2002). 

There are many reasons why university teachers, as professional 

knowledge staff, are willing to continue to work in the school, of which, the stability 

is the first consideration. Apart that, there is little differences in other factors between 

teachers with different professional titles. The order of other considerations that 

lecturers, associate professors and professors take into account for working in the 

school are: sense of achievement, professional compatibility, treatment and lack of 

other opportunities; while the order of other considerations that teaching assistants 

take into account for working in the school are: treatment, lack of other opportunities, 

professional compatibility and sense of achievement (Shore & Barksdale, 1998). Thus, 

it can be concluded that stability and sense of achievement are the main reasons why 

teachers with higher professional titles are willing to continue to take teaching as their 

lifelong career, even if the school does not fulfill any commitment. While teachers 

with lower professional titles are mainly concerned about the stability and treatment 

of the jobs (Schein, 1965). There is no difference in the job demands of teachers with 
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different professional titles. Teachers with middle and high professional titles are 

pursuing self-value and respect for high-level teaching and research, while teaching 

assistants are more concerned about the needs of life and, just like teachers with 

middle and high professional titles, pursue self-value in daily teaching and respect for 

high-level teaching and research (Harwood, 2003). Teaching assistants know that they 

will one day be treated like teachers with middle and high professional titles "through 

their respect for their work and their pursuit of participating in high-level research 

projects".  

The teacher academic degree (education) grouping analysis shows 

university teachers’ psychological contract is negatively correlated with turnover 

intention, the standardized path coefficient of teachers with undergraduate degree 

(bachelor's degree) and those with postgraduate degree (master's degree and doctoral 

degree) are (β = -0.070, -0.708, p < 0.001) respectively. Meanwhile, the regression 

path comparison of teachers' academic degree grouping model shows that the 

significance of teachers' academic degree group is 0.001, P < 0.05, indicating the 

significant differences between teachers in the two professional title groups and the 

moderating effect of academic degree. 

Psychological contract violation is subjective. Teachers with  a 

bachelor's degree were often employed by the universities 15 to 20 years ago, when 

ordinary Chinese universities were in the early stages of development and teachers 

with a bachelor's degree were allowed to work in universities. In view of this 

background, teachers with bachelor's degree have adapted to their duties to the school 

and their own jobs and have no higher requirements for working environment and 

conditions, salary and welfare, etc., and thus will not have turnover intention when the 

psychological contract is violated (the school does not fulfill its promise) (Hui, Wong, 

& Tjosvold, 2007). Because of age and academic degree, teachers with a bachelor's 

degree only want to complete the basic teaching tasks and maintain the stability of the 

current work. Unlike teachers with master's degree or above whom have higher level 

of pursuit and ambition in school teaching and scientific research, they only want to 

successfully complete the basic tasks of the school and retire smoothly and get the 

monthly pension (C.-S. Wong, Wong, Hui, & Law, 2001). 
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Similarly, psychological contract violation is subjective, which is 

reflected in the different content of the psychological contract at different educational 

levels, and the different degree of emphasis on specific terms of psychological contract 

violation. Moreover, teachers with higher academic degree are generally younger. 

Professional knowledge staff have dynamic characteristics in the grouping of academic 

degree, that is to say, the degree of teachers' psychological contract violation is 

different in teachers with different academic degrees (Tsui et al., 1997; Wantao Yu, 

Chavez, Feng, Wong, & Fynes, 2020). Teachers with higher academic degree, 

including those with postgraduate degree (master's degree) and those with doctoral 

degrees, have received higher level and professional education, and are more mature 

emotionally and rational. Teachers with higher academic degree pay more attention to 

the spiritual content of their work, and tangible material incentives are not so 

important to them, because the special background of highly educated talents gives 

them more opportunities to use their professional skills to earn more money (Gaertner, 

1999; Iverson, 1999). They emphasize the need for relationship and development, 

recognition, and respect from the school as well as personal development. In the case 

of temporary failure to fulfill financial or other development and training 

commitments, the turnover intention can be avoided or reduced after the school has 

provided a reasonable explanation for such violation with the understanding of the 

teachers (Gaertner, 1999). 

The incumbency grouping analysis shows that university teachers’ 

psychological contract is negatively correlated with turnover intention, the 

standardized path coefficient of in-service teachers and separated teachers are β =-

0.321, -0. 450, p < 0.001 respectively, and the hypothesis is not supported. Meanwhile, 

the path analysis of incumbency grouping model shows that the significance of 

teachers' academic degree grouping is 0.000, P < 0.001, indicating the significant 

differences between teachers in the two incumbency groups and the moderating effect 

of incumbency. 

The career path of university teachers as professional knowledge staff 

is their devotion and persistent pursuit of education. In the research, based on the 

specific differences between in-service teachers and separated teachers which are 

obtained through multi-group analysis, it is found that the current occupational status 
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of in-service teachers is generally good, but it is still not stable. In the context of 

employment difficulty, the occupation of university teachers has received wide 

attention for its easy and free work, stable income, and high social status. Some 

teachers having been in service for a short time are more satisfied or even pride of 

their current career (Kieschke & Schaarschmidt, 2008). However, such satisfaction 

and pride are triggered by the status of university teachers. Their understanding and 

feelings towards education and students still need to be improved. They are not fully 

aware of the glory and greatness of education cause, as well as the sanctity and 

nobleness of being a teacher. Their love and persistent pursuit for education still need 

to be further improved. Teachers repeat the same workday after day in the same post, 

feeling tired and bored, and leaving their current jobs and go to other schools or 

change the current occupation for personal reasons. Work factors will not directly 

cause teachers to feel the pressure of work, nor will they be reflected in their 

psychology and behavior, namely, negative emotions at work, which will produce the 

perception of psychological violation and increase turnover intention (Miyazaki et al., 

2005). In addition, it is found from the research that there are many complicated 

factors for separated teachers to leave the school and former posts. These include the 

fact that the average ages at which teachers start teaching in schools are between 23 

and 30 and their career direction and attitudes toward work change over time, from 

high enthusiasm to a state of exhaustion (Munsey, 2010a, 2010b). They will not have 

turnover intention due to psychological contract violation of welfare, salary, workload, 

career development, personnel management of the school and other factors, but they 

may want to change their working environment and have a new career development 

plan. 

4.6.1.2 The Relationship between Psychological Contract Violation 

and Job Satisfaction 

Job satisfaction is considered to be a construct consisting of external 

personnel work factors and internal factors, while both psychological contract 

violation and job satisfaction are perceptions of the subjective employment 

relationship (R. L. Sims & Kroeck, 1994; H. M. Weiss & Cropanzano, 1996). The 

psychological contract is an intrinsic source of job satisfaction, and employees violate 

the psychological contract due to the organization's failure to keep its promises, which 
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affects the job satisfaction (S. L. Robinson & Morrison, 1995b) (S. L. Robinson & 

Morrison, 1995b; S. L. Robinson & Rousseau, 1994). 

University teachers’ psychological contract violation has a positive 

influence on job satisfaction (β = 0.960, p < 0.001), and the hypothesis is not 

supported. From the analysis in the research, teachers’ trust in the school will not 

reduce due to the school's failure to fulfill its promises, obligations and commitments 

allowing them to have a sense of psychological contract violation, which may produce 

lower job satisfaction. Some scholars believe that the organization's breach of promise 

to the employees does not necessarily make employees dissatisfied with the 

organization, and that university teachers as highly educated professionals will 

understand the employer’s difficulties and needs and tend to communicate with the 

organization to solve the problems that exist between them when having any work 

difficulties and life needs. 

At the same time, the literature also provides the same results as the 

present ones that teachers’ responsibilities to the school are relational and 

developmental, which is supported by the three-dimensional structure theory proposed 

by D. M. Rousseau and Tijoriwala (1996); T. W. Lee, Mitchell, Holtom, M. Daneil, 

and Hill (1999), which further proves that teaching profession is special, and that 

teachers will not have turnover intention due to the perceived psychological contract 

violation as a result of the school's failure to deliver on its financial  promises. If the 

school can provide more training opportunities for the teachers, and the training 

promise is only briefly unfulfilled, the teachers do not develop negative work attitudes, 

performance, and behavior (job satisfaction) even if the teacher feels disappointed and 

hurt (psychological contract violation) (T. W. Lee et al., 1999; D. M. Rousseau & 

Tijoriwala, 1996). Teachers as highly educated people are deeply aware of their duties 

and responsibilities, abide by the school rules and regulations, and complete basic 

teaching tasks; more importantly, they assume the responsibility of being the role 

models for students even when the school fails to keep any promises; they will take 

into account students and the responsibility for the school, indicating that when the 

teachers are responsible for students and the school, and are willing to make efforts to 

help the students, they can demonstrate their value in the society and the school. And 

the psychological contract violation they have will not affect their job satisfaction 
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(Bronfenbrenner & Morris, 1998; S. L. Robinson, 1996). 

The following is the analysis of teacher characteristics, including 

gender, age, professional title, academic degree (education) and incumbency (in -

service status and separated status). 

In terms of the gender, there is a positive correlation between the 

psychological contract violation and job satisfaction (β = 0.970, 0.953, P < 0.001) and 

the hypothesis is not valid. The standardized path coefficient for male teachers is 

0.970 and 0.953 for female teachers, and its P value is 0.000, which is lower than 

0.001; meanwhile, the path analysis of the gender model shows a significance of 

0.257, P > 0.05 for male and female teachers. This indicates no significant difference 

between teachers in the two groups, and no moderating effect of gender. The multi-

group analysis and practical study show that gender does not have moderating effect 

in this hypothesis. The multi-group analysis and practical study show that there is no 

significant difference between male and female teachers in the positive influence of 

psychological contract violation on job satisfaction. When teachers perceive that the 

psychological contract is not performed in their daily teaching, they look for reasons 

from their own perspective, which will minimize their dissatisfaction with the 

organization and the job or allow them to understand the organization. For the male 

and female employees of new generation, the psychological contract violation does 

not reduce job satisfaction because their identification with the organization and their 

sense of belonging have changed in practice, and they try their best to show their 

capabilities to the school so that the organization can identify accept their teaching 

style and methods, and they do not perceive unfairness when they are against the 

management system and development direction of the organization. They do not feel 

dissatisfied because of the perceived unfair treatment (psychological contract 

violation) (Henderson, Wayne, Shore, Bommer, & Tetrick, 2008; Othman, Arshad, 

Hashim, & Isa, 2005). 

The age analysis shows that there is a positive correlation between the 

psychological contract of university teachers and job satisfaction, and the hypothesis 

is not supported. The standardized path coefficients for teachers aged 35 years and 

below and teachers over 35 years are 0.951, 0.962, respectively, with significance 

reaching 0.000, P < 0.001. Meanwhile, the path analysis of teacher age grouping 
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model shows that the significance of age grouping is 0.000, P < 0.001, indicating the 

significant differences between teachers in the two age groups and the moderating 

effect of age. 

The analysis of the research shows that there are significant differences 

in normative and interpersonal dimensions and job satisfaction of teachers grouped by 

age, for the teachers aged 35 and below and those aged 35 above have different values 

and career choice. However, the standardized coefficients show that senior teachers 

have high psychological contract violation, and that the psychological contract 

violation and disappointment of the work status will not affect their daily teaching 

satisfaction. They have more pressure of supporting family and doing academic 

research than the young teachers have. They also feel sad and depressed for the 

school's unfulfilled promises including school environment, management, 

interpersonal relationships, and visit to other schools, which is the psychological 

contract violation. Even if they as a teacher or the backbone of the family may want to 

change the job, it is difficult for them to put it into practice. They do not feel 

dissatisfied with the real work, and they only want to work hard to let the school know 

that they have overcome the challenges in the daily teaching and scientific research. 

They will let the school know that they are an indispensable piece in both research 

projects and university development after a long period of reflection, even if they have 

serious psychological contract violation (D. Rousseau, Schalk, & Schalk, 2000; Wade-

Benzoni & Rousseau, 1997). Teachers aged 35 and below are teachers of the new 

generation, and they have simpler employment ideas than those of senior teachers, 

perhaps because they don’t have family pressure and consider the length of service 

and the cost of designation. Even though the school does not keep the promises 

regarding the environment, facilities, training, and benefits when they were employed, 

young teachers will improve their personal qualifications from their daily work after 

reflecting on their shortcomings. It shows that young teachers have psychological 

contract violation which will not reduce job satisfaction. Rather, they are motivated. 

The more powerful the psychological contract violation is, the  higher their job 

satisfaction upon efforts to improve themselves is (Othman, Arshad, Aris, & Arif, 

2015; Turnley & Feldman, 2000). 
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There is a positive correlation between the psychological contract 

violation and job satisfaction in professional titles of university teachers, and its 

standardized path coefficients for teaching assistants and teachers with middle and 

high professional titles (lecturers, associate professors, professors) are 0.963, 0.951 

respectively (P < 0.001), with a significance of P < 0.001; the hypothesis is not 

supported. The path analysis of teachers' title grouping shows that the significance is 

0.383, P > 0.001. It indicates no significant difference between teachers with different 

professional titles and no moderating effect of professional title. 

The analysis of the research shows that the main content of the 

psychological contract of teachers is their duties to the school, with personal, practical, 

and developmental duties dominating the work. In practice, factors such as work 

environment, working conditions, and pay and benefits which may lead to teachers’ 

psychological contract violation are the important prerequisite for the continuous 

employment and stable work of teachers in two groups divided by professional title 

and will directly affect the job satisfaction (Averill, 1985). At the same time, the 

reason why there is no difference between teachers in the two groups of is that they 

are professional knowledge staff. They do not feel deceived and disappointed 

(psychological contract violation), which subsequently leads to a decrease in job 

satisfaction, even though the school does not provide them with comfortable and good 

working environment and facilities in a short term, nor does it  provide additional 

economic rewards after they are employed by the school. In the analysis of the 

research, it is found that both the teaching assistants and teachers with the middle and 

high professional titles are responsible for the long-term development of the school, 

which includes planning specific work to implementing the plans, i.e., daily teaching 

and research projects; however, from the perspective of the school, the responsibilities 

to its employees require it to ensure the quality of teaching, and solve the problems in 

research project management, discipline construction and personnel management; 

teachers communicate regularly with the top management to allow it to know the 

teaching problems and faculty problems facing the school  (Ortony et al., 1988) 

(Bennell, 1996; Chung, 1990). In such an environment, even if the teachers in the two 

groups are not satisfied with current working conditions, they will treat problems of 

the school from the long-term development of the school, to let the school understand 
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that they work hard, strengthen their literacy ability through practical exploration, and 

strive to effectively align their professional knowledge and the actual teaching with 

the management of the school (Grasso & Shea, 1979; Hotchkiss & Dorsten, 1987). 

There is a positive correlation between psychological contract violation 

of university teachers and turnover intention in academic degrees (education), the 

standardized path coefficient of teachers with bachelor's degree and those with 

master's degree or doctoral degree 0.853, 0.961, (P < 0.001) respectively, which is 

significant; the hypothesis is not supported. The path analysis of teachers' academic 

degree grouping shows that the significance is 0.001, P > 0.05, indicating that there 

are significant differences among teachers' educational background (education level) 

through multi-group analysis, and that educational background (education level) has 

the moderating effect. 

The analysis of the research shows that the psychological contract and 

job satisfaction of university teachers grouped by academic degree, are a comparison 

of actual and expected situations, and a perception of teachers regardless of their 

education level (Sheridan & Abelson, 1983). Teachers holding master’s degree or 

above consider individuals have a positive relationship with the organization from the 

social perspective, where the content of the psychological contract violation includes 

job pressure, security, teaching security, pleasure, work load, and the sense of 

psychological contract violation occurs with the influence of various factors over time; 

even if such a situation occurs, teachers still try their best to find a sense of 

achievement, pride, and belonging in their jobs, and promote the economic value of 

their work to make them eventually be recognized by the school as well as society. 

They will not experience a decline in job satisfaction (Timothy A Judge, Thoresen, 

Bono, & Patton, 2001). Most of the teachers with bachelor's degree are older teachers 

and have been teaching in the school for a long time, and they believe that there is no 

room for promotion and further development in the school as they grow older, so they 

have already developed a sense of psychological contract violation, which does not 

affect their job satisfaction; teachers still complete their daily teaching as required by 

the school and do not have indifference, burnout, or demotivation (Van Scotter & 

Motowidlo, 1996).  
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In terms of incumbency, university teachers’ psychological contract 

violation is positively correlated with job satisfaction; the standardized path coefficient 

of in-service teachers is 0.946 and that of separated teachers is 0.954 (P < 0.001), 

which is significant; the hypothesis is not supported. The path analysis of employment 

status grouping shows that the significance is 0.000, P < 0.001. The multi-group 

analysis shows a significant difference between teacher employment (in-service and 

separated) situations, indicating a moderating effect of teacher employment (in-service 

and separated) situation. 

The analysis of the research shows that university teachers show their 

respect, love, strong sense of honor and mission for teaching; at the same time, 

teachers are happy in their daily teaching and research work. The teachers’ concern for 

daily work, understanding of the school, and caring for the students creates a 

psychological state formed by the interaction of internal and external triggers  (G. J. 

Blau & Lunz, 1998; Kieschke & Schaarschmidt, 2008). In-service teachers may 

experience exhaustion or dissatisfaction with school management (psychological 

contract violation) in practice, but it is because of the aforementioned job beliefs and 

the teachers' dedication to their jobs that they do not experience any decrease in job 

satisfaction (T. C. Lin, 2013). Separated teachers’ loyalty and satisfaction with the 

teaching profession don’t change. They feel that their time and development is limited 

in the school, which includes the form of school development and personal 

development limited by some objective factors. The personal development, 

development of the school, school management, teaching work and research project 

applications do not go as expected by the teachers, which produces a sense of 

psychological contract violation. Teachers themselves have higher job satisfaction 

with the performance of the educational profession, professional loyalty, positive 

behavior and attitude (Grasso & Shea, 1979; Hotchkiss & Dorsten, 1987). 

 

4.6.2 Discussion of Effects of Job Satisfaction (JS) 

4.6.2.1 Relationship between Job Satisfaction and Turnover Intention 

Job satisfaction is a very important antecedent variable in turnover 

intention, and many empirical studies show that low job satisfaction leads to certain 

negative emotions as well as exit, turnover intention, resignation, transfer and 
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willingness to exit (Cotton & Tuttle, 1986; Dan Farrell, 1983; C. Lee et al., 1999; 

Mowday, 1984). 

University teachers' job satisfaction is positively correlated with 

turnover intention, (β = 0.084, P < 0.001), and the hypothesis is not supported. 

University teachers do not have turnover intention because of declining job satisfaction 

in their daily teaching. Based on the analysis of a large number of factors, scholars 

suggest that the main components of job satisfaction include management, promotion, 

job nature, supervisor, pay, working conditions, and colleagues (E. W. Morrison & 

Robinson, 1997; Turnley & Feldman, 1999b). Chinese scholars also proposed similar 

components of Chinese teachers' job satisfaction, which include self-realization, work 

intensity, pay, and relationship with the leadership and colleagues. Teachers as 

knowledgeable professionals do not have the turnover intention because of the 

decrease in job satisfaction due to unfair compensation given by the school, nor do 

they have the intention to leave and transfer due to the decrease in satisfaction caused 

by inconsistency of the value generated in the actual teaching with pay. They focus on 

the sense of accomplishment of being a teacher, feel interested in, challenged by 

teaching and enjoy the high status of teacher in the society  (Baldwin & Ford, 1988; 

Baumgartel, Reynolds, & Pathan, 1984). 

The following is the analysis of teacher characteristics, including 

gender, age, professional title, academic degree (education) and incumbency (in -

service status and separated status). 

From the gender grouping analysis, there is a positive correlation 

between the job satisfaction university teachers and turnover intention (β = 0.195, 

0.046, P > 0.05), the standardized path coefficient of male teachers is 0.195 and that of 

female teachers is 0.046, and the corresponding P value is 0.626, which is insignificant; 

at the same time, the path analysis of gender grouping model shows that the 

significance is 0.257, P > 0.05. This indicates no significant difference between 

teachers in the two groups, and no moderating effect of gender. The multi -group 

analysis and the practical study show that there is no difference between male and 

female teachers as the core force of school teaching and development from the gender 

grouping of job satisfaction, which includes the work (job competence and 

achievement) and the feeling about the organization (harmony and fairness); teachers 



 283 

believe that their personal work ability, teaching skills and research skills will grow 

with the development of the school (Hamidi & Eivazi, 2010; Shriki & Patkin, 2016).In 

fact, the knowledge and skills acquired by teachers before they are employed are very 

limited, and only by insisting on “lifelong professional training” after being a teacher 

can they update their knowledge and expand their horizons in accordance with the 

requirements of educational development and scientific and technological progress 

(Spector, 1997; H. M. Weiss, 2002). Teachers are professionals and can achieve 

increased self-professional satisfaction only in the work environment and long-term 

learning environment provided by the school, and they will not generate turnover 

intention for other reasons. 

From the age grouping analysis, there is a negative correlation between 

job satisfaction of university teachers aged 35 and below and turnover intention, and a 

positive correlation for teachers aged over 35 (β = -0.718，0.707, > 0.05), and the 

standardized path coefficient of teachers aged 35 and below is -0.718, and that of 

teachers aged over 35 is 0.707. The corresponding P value is 0.341 (P > 0.05), which 

indicates insignificance. Meanwhile, the path analysis of teacher aging model shows 

that the significance is 0.000, which is less than 0.001, indicating the significant 

difference between teachers of different ages and the moderating effect of the age 

grouping. The multi-group analysis and practical study show that there are significant 

differences in other factors of job satisfaction among teachers in the two groups 

divided by age. Teachers aged 35 and below are young teachers who have high 

expectations about their jobs. The age allows them to have more choices, and when 

they find that the work environment, work, promotion opportunities and relationship 

with colleagues are different from their expectations, they are more likely to have the 

idea and intention to leave their jobs (C.-K. Cheung & Scherling, 1999; Hirschfeld, 

2000). Teachers over 35 years old are senior teachers, and they have more mature 

ideas and plans in terms of thinking and work than young teachers have; as teachers' 

tenure increases, they have low job satisfaction, and the longer they stay in the same 

position, the lower their job satisfaction (C.-K. Cheung & Scherling, 1999). However, 

keeping in mind their responsibilities and dedication to education, university teachers 

adjust themselves and their interpersonal situation during periods of exhaustion and 

boredom, and they love their job and make teaching their interest in order to achieve a 
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balance in  job sat isfact ion  (McCormick & Solman, 1992; Robertson, Cooper, & 

Williams, 1990). In other words, teachers' job satisfaction in school includes the state 

of exhaustion caused by working for a long time. Senor teachers have a high sense of 

professional belonging, and the realization of their social value when they are 

recognized by students, and they do not have a high rate of turnover and the idea of 

leaving even if they have low job satisfaction. 

From the grouping of teachers' professional titles, there is a positive 

correlation between university teachers' job satisfaction and turnover intention (β = 

0.060, 0.058, P > 0.05), the standardized path coefficient of teaching assistants is 

0.060, and that of teachers with middle and high titles (lecturers, associate professors 

and professors) is 0.058. Its P value is 0.731, P > 0.05, indicating insignificance; 

meanwhile, the path analysis of the teachers' professional title grouping model shows 

a significance of 0.383, greater than 0.05, indicating no moderating effect of teachers' 

professional title. The multi-group analysis and practical study show that there is no 

significant difference in teachers' job satisfaction among teachers with different titles. 

Regardless of their professional titles, the teaching work done by teachers and the 

work environment, interpersonal relationships and the state of leadership and 

management are at the same level; and teachers in the two groups, as knowledge-

based professionals with high educational backgrounds, have high job satisfaction in 

terms of the nature of their work, sense of professional commitment and interpersonal 

relationships, and have a high identity with the profession they are currently engaged 

in; they are passionate about teaching and enjoy the sense of achievement brought by 

daily teaching and research work (Kunze, 2006; Mendez, 1999). In the research, 

teachers have low job satisfaction, and they need the school to provide them with a 

better research environment and development opportunities. Teachers in the two 

groups, hope that the school further provides them with better teaching and research 

environment, and more flexible teaching rights than those available to them in the 

stage of basic job satisfaction, but they actually do not have turnover intention (Dyne, 

Ang, & Botero, 2003; Venkataramani, Green, & Schleicher, 2010). 

From the academic degree grouping analysis, there is a negative 

correlation between job satisfaction of university teachers with bachelor’s degree and 

turnover intention, and a positive correlation for teachers with master’s degree or 
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above (β = -0.380, 0.359, P > 0.05), and the standardized path coefficient of teachers 

with bachelor’s degree is -0.380, and that of teachers with master’s degree or above is 

0.359. The corresponding P value is 0.379 (P > 0.05), which indicates insignificance. 

Meanwhile, the path analysis of teacher academic degree model shows that the 

significance is 0.001, which is less than 0.05, indicating the significant difference 

between teachers with different academic degrees and the moderating effect of the 

grouping. The multi-group analysis and practical study show that academic degree 

plays an important role in colleges and universities, and the requirement of high 

academic degrees (master's degree and doctoral degree) in the recruitment continues 

to be popular in Chinese colleges and universities. After 2011, the recruitment criteria 

for teachers in Chinese colleges and universities was to have a master’s degree or 

above and a doctoral degree for professional and technical disciplines. Teachers in the 

group of bachelor’s degree make up a large portion of the overall faculty, and the 

recruitment criteria for teachers in Chinese colleges and universities before 2011 was 

to have bachelor's degree or above (Chengjin Li, Hu, & Huang, 2019; D. Wang, 2013). 

Studies show that teachers with bachelor's degree are not likely to enjoy the good 

treatment brought by high education, and the stress and anxiety suffered by teachers  

with bachelor's degree who work together with teachers with high academic degrees 

for a long-time lead to their dissatisfied work attitude and behavior. They may have 

the turnover intention, while the turnover intention does not turn into the act, which 

also reflects that teachers with bachelor's degree are subject to great limitations in 

development and finding jobs in related professions (Hackman & Lawler, 1971; F. I. 

Herzberg, Mausner, & Barbara, 1959). The higher job satisfaction of teachers with 

master's degree or doctoral degree in actual work is expressed in terms of work 

environment, interpersonal relationships, self-worth realization, and innovative spirit; 

if teachers with high academic degree do not have proper teaching environment and 

skills, they will likewise have low job satisfaction, while they do not have the 

substantial turnover intention i.e., the idea of jumping ship to better schools and 

educational institutions (Hackman & Lawler, 1971). 

From the incumbency grouping analysis, there is a positive correlation 

between university teachers’ job satisfaction and turnover intention (β = 0.029, 0.46, P 

< 0.05), the standardized path influence coefficient of in-service teachers is 0.029, and 
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that of separated teachers is 0.46. The corresponding P value is 0.041 (P < 0.05), 

which indicates significance. The path analysis of the incumbency (in-service and 

separated) grouping model shows that the significance is 0.001, which is less than 

0.05, indicating the significant difference between in-service teachers and separated 

teachers and the moderating effect of the grouping. The multi-group analysis and 

practical study show that the level of job satisfaction of in-service and separated 

teachers is influenced by intrinsic and extrinsic factors, where intrinsic factors include 

the nature and characteristics of teachers' work, specific tasks, and pay; extrinsic 

factors include the training opportunities, material and economic benefits, and social 

and interpersonal exchanges (Kluger & DeNisi, 1996). Intrinsic and extrinsic factors 

are also found to include transaction factors, career development factors, and 

relationship factors (C.-S. Wong et al., 2001). From the perspective of the daily 

teaching work of in-service teachers, they complete their teaching and research tasks 

as required by the school, and are satisfied with their current jobs, i.e., training 

opportunities, material and economic benefits, career development and interpersonal 

relationships; however, teachers hope that the school will provide them with more 

opportunities for outbound training and career advancement. If the school fails to meet 

their requirements, they will be dissatisfied in attitudes and behaviors, which may lead 

to the idea of turnover intention. Actually, they will not put such idea into practice 

(Gaertner, 1999). The separated teachers, leave the job only due to transaction factors, 

material and economic benefits and career development, but also due to the teachers' 

willingness to devote their lives to education and to improve their business through 

education and research projects (hard work due to high job satisfaction). At the same 

time, the original college and university could not provide and meet the teachers' 

needs for more professional teaching and research platforms, which led to their 

dissatisfaction with the job, and they leave their job (D. G. Allen & Griffeth, 1999). 

4.6.2.2 Relationship between Job Satisfaction and Work Engagement 

Most experts categorized job satisfaction into such factors as job 

stability, challenge, fairness and reasonableness of pay, supervisory style of 

supervisors, interpersonal relationships, and opportunities for advancement. It was 

found that these factors were significantly related to work engagement; in practice, 

when teachers' requirements are not met, they have low job satisfaction and work 
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engagement, such as slacking off, being late, and half and half in teaching (Rabinowitz 

& Hall, 1977). More scholars have found that employees’ behaviors, job 

characteristics, and objective work environment and conditions have an impact on 

employees’ work engagement, and other scholars have further verified the positive 

correlation between employees' job satisfaction and work engagement. Employees 

lower their work engagement due to reduced job satisfaction (Bedingfield Bruce, 

2006; Moroff & Bass, 1965). 

There is a positive correlation between university teachers' job 

satisfaction and work engagement (β = 0.631, p < 0.001), and this study is consistent 

with the above scholars' studies. The data analysis of the research shows that teachers 

are concentrated in the teaching. If the school's development direction, management, 

and personnel relations deviate from the teachers' expectation, they will doubt whether 

they can realize their value in the actual work, thus decreasing their job satisfaction, 

which decreases their emotional engagement in the work (Christina Maslach et al., 

2001). The empirical research also shows that university teachers' lifelong love for 

their profession allows them to have high dynamics, dedication, and focus (work 

engagement) in their teaching, teamwork, and research projects. If the school’s 

academic development, management, and research development are contrary to 

teachers' expectations, they have low job satisfaction, which directly translates into 

low work engagement, which includes neglect and exit (Harter, Schmidt, & Hayes, 

2002). 

The following is the analysis of teacher characteristics, including 

gender, age, professional title, academic degree (education) and incumbency (in -

service status and separated status). 

From the teacher gender grouping analysis, there is a positive 

correlation between university teachers’ job satisfaction and work engagement (β = 

0.342, 0.767, p < 0.001), the standardized path coefficient of male teachers is 0.832, 

and that of female teachers is 0.767. So, the corresponding P value is 0.000, and the 

significance level p < 0.001 is significant. Meanwhile, the path analysis of the teacher 

gender grouping model shows (male and female teachers), that the significance is 

0.257, which is greater than 0.05, indicating no moderating effect of teacher gender 

grouping. The multi-group analysis and practical study show that there are no 
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differences in the job behaviors and status for the male and female teachers. The 

teachers in the two groups divided by gender share professionalism and ethics and 

want to be a knowledge preacher with a high level of recognition, respect, and social 

status for the society, the school, and the students (Christina Maslach et al., 1996a; 

Christina Maslach, Jackson, & Leiter, 1996b). If the school fails to provide teachers 

with sufficient autonomy, freedom, support, and social recognition, teachers may 

become dissatisfied with their work, thus reducing their commitment to their work, 

personal beliefs, and sense of accomplishment in the work  (Farber & Barry, 1991; 

Huberman, 1999). 

From the teacher age grouping analysis, there is a positive correlation 

between university teachers’ job satisfaction and work engagement (β = 0.992, 0.646, 

p < 0.001), the standardized path coefficient of teachers aged 35 and below is 0.992, 

and that of teachers aged over 35 is 0.646. So, the corresponding P value is 0.000, and 

the significance level p < 0.001 is significant. Meanwhile, the path analysis of the 

teacher age grouping (35 and below and over 35) model shows that the significance is 

0.000, which is less than 0.001, indicating the moderating effect of teacher age 

grouping. The multi-group analysis and practical study show that young teachers 

(aged 35 and below) are not clear about their role, teaching content and school 

management and that they work in school for a short time, which is also in line with 

the law of human growth, the cognitive process and cognitive law (Peterson et al., 

1995; Piko, 2006). Young teachers have little experience in the workplace and do not 

understand their personal responsibilities, school systems, and teaching profession. 

They are less capable of accepting deficiencies in the teaching process and new 

teaching methods, resulting in low job satisfaction and thus less focus and vitality 

(work engagement) (Love & Beehr, 1981). The elder teachers (aged over 35) have a 

deep understanding of school management and systems due to their seniority, long 

teaching time, rich work experience, responsibilities, and skilled teaching styles. In 

the teaching and research projects, they have difficulties in accepting the new concepts 

and methods, which puts them under the pressure. They are in a vague sense of job 

satisfaction and work engagement (May et al., 2004). As the young teachers are not 

familiar with the work and teaching methods, they are exploring teaching work, which 

leads to low job satisfaction and work engagement; the elder teachers need to go 
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through the process of acceptance when facing new things and new knowledge, which 

may put them under pressure and anxiety, which leads to low job satisfaction and work 

engagement. At the same time, teachers, regardless of their age, are certain about their 

career planning, and clear about their responsibilities. Their higher burnout and 

boredom period in the work process may generate high psychological stress, leading 

to low job satisfaction and work engagement (Selye, 1956). 

From the teacher title grouping analysis, there is a positive correlation 

between university teachers’ job satisfaction and work engagement (β = 0.675, 0.629, 

P < 0.001), the standardized path coefficient of teaching assistants is 0.675, and that of 

teachers with middle and high professional titles is 0.629. So, the corresponding P 

value is 0.000, and the significance level P < 0.001 is significant. Meanwhile, the path 

analysis of the teacher title grouping (teaching assistants, teachers with middle and 

high professional titles) model shows that, the significance is 0.383, which is greater 

than 0.05, indicating no moderating effect of teacher title grouping. The multi-group 

analysis and practical study show that teachers' title grouping has no significant 

influence on the job satisfaction and work engagement. The actual study shows that 

teachers’ job satisfaction and work engagement are not affected by their professional 

title, and both teaching assistants titles and teachers with middle and high professional 

titles will consider the impact of low work engagement on personal development, 

management, rewards (mainly recognition by the school, students, colleagues, and 

society)(Thomas W Britt, 2003; Schaufeli & Bakker, 2004). 

From the teacher education grouping analysis, there is a positive 

correlation between university teachers’ job satisfaction and work engagement (β = 

0.952, 0.533, P < 0.001), the standardized path coefficient of teachers with bachelor's 

degree is 0.952, and that of teachers with master's degree or above is 0.53. So, the 

corresponding P value is 0.000 and the significance level P < 0.001 is significant. 

Meanwhile, the path analysis of the teacher education grouping (bachelor's, master’s, 

and doctoral degrees) model shows that, the significance is 0.001, which is less than 

0.05, indicating no moderating effect of teacher education grouping. The multi-group 

analysis and practical study show that there are differences between job satisfaction 

and work engagement of teachers in the two groups divided by academic degree. 

Teachers with bachelor's degree are employed earlier and have more job pressure than 
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teachers with master’s degree or doctoral degree, and are less competent than teachers 

with master’s degree or doctoral degree because they are replaceable, resulting in low 

job satisfaction and work engagement (Seo, Ko, & Price, 2004). Teachers with 

master's degrees and doctoral degrees have excellent professional skills and clear 

enterprise purposes, and distinctive views on education and teaching techniques for 

their profession. Highly educated teachers are the core of the school, not only for daily 

teaching, but also for research projects (Scott, Bishop, & Chen, 2003). However, 

actual study shows that many schools do not provide adequate research environments 

and sufficient financial support, and do not place a high value on highly educated 

teachers, which makes them feel disappointed and leads to low job satisfaction and 

work engagement. Teachers in the two groups entered the employment with high 

expectations for their future and strong interest in the teaching profession, but often do 

not receive recognition and support from the school after putting in their personal 

efforts (Quarstein, McAfee, & Glassman, 1992). The teachers realize that their future 

teaching career and development are marginalized by the school, which often puts 

them in a state of frustration and low job engagement. 

From the incumbency grouping analysis, there is positive correlation 

between university teachers’ job satisfaction and work engagement (β = 0.630, 0.805, 

P < 0.001), the standardized path coefficient of in-service teachers is 0.630, and that of 

separated teachers 0.805. So the corresponding P value is 0.000, and the significance 

level p＜0.001 is significant. Meanwhile, the path analysis of the incumbency (in-

service and separated) grouping model that the significance is 0.001, which is less 

than 0.001, indicating the moderating effect of incumbency grouping. The multi-group 

analysis and practical study show that there are significant differences between in-

service and separated teachers. For in-service teachers, maximizing the value of the 

school is the goal of teaching and research, and an important test of the school’s 

teaching and school management; teachers play a vital role in maximizing the value of 

the school (Borman & Motowidlo, 1993). Therefore, only the combination of the 

development of the school and the development of individual teachers will bring about 

a win-win situation. Teachers' job satisfaction, which includes the external rewards 

and working conditions given to them by the university, directly affects their work 

engagement. University teachers, as professional knowledge staff, set their own 
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development goals when they enter the employment and continue to improve their 

career planning in the long term, so that they have a clear vision of their work in the 

future. In reality, they have high expectations for the working environment, 

relationship with colleagues, school management, training mechanism and promotion 

space, and the school often fails to meet some requirements, such as a good research 

environment, sufficient training opportunities, interpersonal exchanges and 

management, which are important factors in reducing their job satisfaction and work 

engagement (Prayag, Hassibi, & Nunkoo, 2019). The reasons why teachers leave 

schools are not only a sense of low work engagement caused by a decline in job 

satisfaction; they are challenged by the teaching profession they are currently engaged 

in and feel that they can bring their talents to bear in their teaching positions by 

enriching their teaching content for the betterment of students (George & Brief, 1996). 

However, most teachers continue in the same profession in other schools after they 

leave the job, and they leave the job due to family factors or the perception that their 

current work environment and school offerings are limited, which results in low job 

satisfaction and work engagement. They can only work in schools that can meet their 

requirements of high levels of self-actualization and research work (Brief & Roberson, 

1989). In other words, the teachers' value is reflected in the high level of research, 

which allows them to reflect their professional and work values as knowledge staff.   

4.6.2.3 The Relationship between Job Satisfaction and Organization 

Commitment 

At present, job satisfaction is studied as an antecedent variable and 

organization commitment as an outcome variable in lots of literature. Job satisfaction 

is positively correlated with organization commitment (Porter et al., 1974). Many 

experts and scholars have further studied the relationship between job satisfaction and 

organization commitment and found that employees’ organization commitment is 

formed in a specific working environment. Employees’ organization commitment will 

change when the environment changes employees’ job satisfaction. Therefore, the 

employees’ job satisfaction is based on whether the job is creative, whether teachers 

can exert their individual career potential as senior professionals, whether they can 

achieve higher level of teaching and research goals, and whether they can reduce their 

organization commitments to the school (T. S. Bateman & Strasser, 1984; Den Farrell 
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& Rusbult, 1981). From the perspective of remuneration, studies show that teachers’ 

welfare, remuneration and allowance are factors affecting their job satisfaction and 

work engagement. The remuneration and welfare of teachers as professional 

knowledge staff belong to low-level demand. However, if the school cannot ensure 

their material and financial security, it is unlikely for them to blindly pursue personal 

growth, job autonomy, and high job satisfaction with their business achievements. 

Therefore, they will inevitably reduce their organization commitments to the school 

(Den Farrell & Rusbult, 1981; Kreuter, 1993). 

University teachers' job satisfaction is positively correlated with 

organization commitment (β = 0.852, p < 0.001), and this study is consistent with the 

above scholars' studies. In the research, actual data analysis shows that teachers are 

long committed to their professional field, and constantly engaged in creative activities 

in search of truth. In this process, they pursue both individual and school growth, 

which indicates that their focus on personal development and high job satisfaction can 

increase their organization commitment (Angle & Perry, 1981; Borg, 1990; Reyes, 

1990; Victor H Vroom, 1964). On the contrary, in the daily teaching and research, 

teachers work hard to realize high learning satisfaction and work autonomy in their 

own professional fields, and to realize self-worth in the pursuit of truth. However, if 

the school is unable to provide the minimum financial and material security, and 

research environment, teachers will inevitably have low job satisfaction and are unable 

to fulfill their organization commitments (Arthur, 1994; Bannister & Griffeth, 1986). 

The following is the analysis of teacher characteristics, including 

gender, age, professional title, academic degree (education) and incumbency (in -

service status and separated status). 

The teacher gender grouping analysis shows that university teachers’ 

job satisfaction is positively correlated with organization commitment (β = 0.832, 

0.864, p < 0.001, the standardized path coefficient of male teachers is 0.832, and that 

of female teachers is 0.864. So, the corresponding P value is 0.000, and the significance 

level p < 0.001 is significant. Meanwhile, the path analysis of teacher gender grouping 

model (male and female teachers) shows that the significance is 0.257, which is 

greater than 0.05, indicating no moderating effect of teacher gender grouping. The 

multi-group analysis and practical study show that teacher gender grouping has no 
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significant influence on the job satisfaction and organization commitment. As 

professional knowledge staff, both male and female teachers have a high academic 

degree and rigorous teaching ability. In the actual teaching process, they have their 

own teaching personality, professional ideals, and opinions on teaching. They hope to 

have an autonomous and flexible teaching and working environment, without too 

much interference from the school (Somech & Drach-Zahavy, 2000). However, studies 

have found that school’s management of teachers is restricted by social and national 

policies (Belias, Koustelios, Sdrolias, & Aspridis, 2015), and the school sometimes 

cannot provide teachers with a satisfactory working environment, interpersonal 

relationship and consistent academic atmosphere. As a result, teachers will have a 

lower organization commitment to the school. When these factors are destroyed and 

cannot be fulfilled, teachers may confuse about the current management situation and 

future development direction of the school (Belias et al., 2015; Somech & Drach-

Zahavy, 2000). 

The teacher age grouping analysis shows that university teachers’ job 

satisfaction is positively correlated with organization commitment (β = 0.853, 0.828, p 

< 0.001, the standardized path coefficient of teachers aged 35 and below is 0.992, and 

that of teachers aged over 35 is 0.646. So, the corresponding P value is 0.000, and the 

significance level p < 0.001 is significant. Meanwhile, the path analysis of teacher age 

grouping model (aged 35 and below and aged over 35) shows that the significance is 

0.000, which is less than 0.001, indicating a moderating effect of teacher age grouping. 

The multi-group analysis and practical study show that teacher age grouping has an 

influence on the job satisfaction and organization commitment, and the school deeply 

recognizes that teachers are the main force of school development. Teachers’ material 

satisfaction with the school, the working environment improvement, and school’s 

support for their work are all related to their age difference (Kahn, 1990; Kreuter, 

1993). Teachers aged 35 and below are young teachers, and they work in the school 

and get along with colleagues for a short period of time. Hence, they may have lower 

satisfaction with actual jobs and working environment, low remuneration and a lack of 

understanding of the school’s management. As a result, they may reduce or even 

ignore their organization commitments. An important reason is that they think their 

career is uncertain, and confuse about career development (Chusmir & Parker, 1984; 
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H. A. Robinson & Hoppock, 2014).Teachers aged over 35 belong to middle and old 

aged teachers, and they have worked in the school for at least 5 years, so they have 

long-term teaching experience. At the same time, they have integrated into the school’s 

management culture, and have clearer understanding of their work responsibilities and 

career planning. Therefore, they have a higher job satisfaction than young teachers, and 

put forward new requirements for teaching policies, student management and technical 

support. If their expectations deviate from what the school gives to them, they will have 

a lower satisfaction with their work, for example, negative attitudes towards students, 

late for work and early leave, leading to low organization commitments (C. Maslach, 

1982; Paine, 1982). 

The teacher professional title grouping analysis shows that university 

teachers’ job satisfaction is positively correlated with organization commitment (β = 

0.872, 0.835, p < 0.001, the standardized path coefficient of teaching assistants is 

0.872, and t h a t  of teachers with middle and high professional titles i s  0.872. So, t he 

corresponding P value is 0.835, and the significance level p < 0.001 is significant. 

Meanwhile, the path analysis of teacher professional title grouping model (teaching 

assistant title, teachers with middle and high professional titles ) shows that the 

significance is 0.383, which is greater than 0.05, indicating no moderating effect of 

teacher professional title grouping. The multi-group analysis and practical study show 

that teacher professional title grouping has no influence on the job satisfaction and 

organization commitment. The reasons for the absence of significant difference in the 

teachers' titles grouping: factors affecting the satisfaction of teachers (lecturer, 

associate professor, and professor), whether they have assistant teacher title or middle 

and high professional titles, include the school's support for their work, recognition of 

their work, and benefits (welfares). For example, schools need to actively provide 

teachers with the necessary work support, including a good working environment, 

material and information resources, so that they can feel free from worries and have a 

higher sense of responsibility for their students (KY Wang, Chou, & Huang, 2010). 

However, teachers' ideals always deviate from reality, because the school cannot 

provide all the material and IT resources that employees require. As a result, teachers 

may have a sense of alienation from the organization and reduce their job satisfaction 

(Eisenberger et al., 1990). If teachers cannot get the expected affirmation for their 
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work, they may have a low sense of work identity, and reduce their job satisfaction, 

dependence on and commitment to the organization (Z. X. Chen et al., 2005; 

Eisenberger et al., 1990; H. Wang, Zhong, Farth, & Aryee, 2000). 

The teacher education grouping analysis shows that university teachers’ 

job satisfaction is positively correlated with organization commitment (β = 0.730, 

0.804, p < 0.001, the standardized path coefficient of teachers with undergraduate 

(bachelor) degree is 0.730, and that of teachers with graduate degree or above (master’s 

and doctoral degrees)  is  0.804. So, the corresponding P value is  0.000 and the 

significance level p < 0.001 is significant. Meanwhile, the path analysis of teacher 

education grouping model (undergraduate degree, master’s, and doctoral degrees) 

shows that the significance is 0.001, which is less than 0.05, indicating a moderating 

effect of teacher education grouping. The multi-group analysis and practical study 

show that teacher education grouping has an influence on the job satisfaction and 

organization commitment. Through the study of the difference in job satisfaction and 

organization commitment between teacher groups with different education 

backgrounds, it can be seen that the difference is caused by teachers’ benefits, salary, 

relationship with their colleagues and students and time occupation, which affect their 

daily work and life, and in turn lead to change in job satisfaction and organization 

commitment (Hargreaves, Lieberman, Fullan, & Hopkins, 1998; Holmes, 1998). Low 

organization commitment means that a teacher who is a professional knowledge staff 

loves his job and is unsatisfied with the working environment, school system and 

treatment, and has a low work engagement, which in turn affects and reduces his 

commitments to the organization. From the perspective of external factors, teachers 

with a bachelor's degree have been working in schools for a longer period of time than 

teachers with a higher degree, so the former may lose enthusiasm for teaching due to 

the following reasons: school administrative systems, interpersonal relationships and 

policies related to education. As a result, teachers with a bachelor's degree have a 

lower job satisfaction than teachers with a higher degree, and therefore their 

organization commitments reduce (Menlo & Poppleton, 1990; Q. Zhang, 2007). As 

teachers with a master’s degree or above work in schools for a shorter period of time, 

or have higher desire for job achievement due to their high academic background, 

clearer career plans and stronger career understanding (Kyriacou & Sutcliffe, 1977; 
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Rudd & Wiseman, 1962), they have higher job satisfaction. School systems, school 

development, personnel management, collegial relationships, teaching environment, 

and research environment can affect teachers’ related work beyond teaching, including 

administrative and counseling work, which all lead to teachers’ low job satisfaction. 

Hence, they always have low or even neglect their commitments to the organization.  

The incumbency grouping analysis shows that university teachers’ job 

satisfaction is positively correlated with organization commitment (β = 0.854, 0.932, 

P < 0.001), the standardized path coefficient of in-service teachers is 0.854, and that of 

separated teachers 0.932. So the corresponding P value is 0.000, and the significance 

level P＜0.001 is significant. Meanwhile, the path analysis of incumbency grouping 

model (in-service and separated) shows that the significance is 0.000, which is less 

than 0.001, indicating a moderating effect of incumbency grouping. The multi-group 

analysis and practical study show a significant difference between in-service and 

separated teachers. As time goes by, both in-service and separated teachers realize that 

school teaching reforms and students’ learning styles are changing. In-service teachers 

have greater freedom and autonomy in flexible teaching and communication with 

students owing to the teaching reforms. However, schools also put forward higher 

teaching work requirements and scientific research tasks to teachers, so teachers must 

complete the scientific research and publication tasks within the specified time (Penley 

& Gould, 1988). Teachers face great pressure and anxiety in such a working and 

teaching environment, so they reduce job satisfaction and organization commitment to 

the school (Penley & Gould, 1988; Randall, Fedor, & Longenecker, 1990). Actual 

studies show that the same teaching reforms and changes in students' learning methods 

have not changed separated teachers’ original career plans. Most separated teachers 

did not change their current professional fields. They are dissatisfied with the current 

school teaching environment, organizational reforms, teaching reforms, and student 

learning methods, so they have low job satisfaction and low organization commitment. 

The reason for leaving their jobs is just to pursue higher career development. At the 

same time, separated teachers want to work in a better school, to have higher 

autonomy in specialty, academics, teaching, and scientific research, and to have more 

project funds, more material and equipment support, and rights to start higher-level 

scientific research projects. In this way, they will have a higher job satisfaction and 
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work engagement (Baysinger & Mobley, 1982; Muchinsky & Tuttle, 1979; Terborg & 

Lee, 1984). 

4.6.2.4 The Relationship between Professional Commitment and Job 

Satisfaction 

Many previous literatures shows that professional commitment can 

significantly affect employees' job satisfaction, while job satisfaction further affects 

employees' retention or turnover intention. Therefore, many literatures support the 

influence of professional commitment on job satisfaction. In other words, the increase 

in professional commitment also enhances employees' job satisfaction (Goulet & 

Singh, 2002; Lam, Foong, & Moo, 1995). Other scholars have found that employees’ 

recognition of their own occupation or professional work can enhance their enthusiasm 

for work, and continuously improve their professional skills and level to achieve 

leadership recognition, economic conditions improvement and psychological 

satisfaction, thereby enhancing their job satisfaction and professional commitment (G. 

J. Blau, 1985; Poon, 2004). 

The university teachers’ professional commitment is positively 

correlated with job satisfaction (β = 0.036, p < 0.05), which is consistent with the 

above scholars' result. As professional knowledge staff, teachers’ professional 

commitments include unique affective commitments to their professions and 

normative commitments to earnestly complete the workload according to the school’s 

teaching tasks, so that they have high job satisfaction (Bishay, 1996; Bloom & Jorde-

Bloom, 1987). Meanwhile, teachers will highly respect and actively treat the jobs they 

love, including actively cooperating with and recognizing school leaders' management, 

and properly treating colleague relationships. In addition, in the actual teaching and 

academic research, they will also actively help colleagues, and earnestly improve their 

professional teaching level and scientific research ability to promote school 

development, showing high job satisfaction (Moore & Hofman, 1988; Steeley, 2005; 

Sugrue, 1997). 

The following is the analysis of teacher characteristics, including 

gender, age, professional title, academic degree (education) and incumbency (in-

service status and separated status). 
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The teacher gender grouping analysis shows that university teachers’ 

job satisfaction is positively correlated with organization commitment (β = 0.012, 

0.056, p < 0.05, the standardized path coefficient of male teachers is 0.012, and that of 

female teachers is 0.056. So, the corresponding P value is 0.034, and the significance 

level p < 0.05 is significant. Meanwhile, the path analysis of teacher gender grouping 

model (male and female teachers) shows that the significance is 0.257, which is 

greater than 0.05, indicating no moderating effect of teacher gender grouping. The 

multi-group analysis and practical study show that there is no significant difference 

between male and female teachers in terms of professional commitment and job 

satisfaction, because teachers, as professional knowledge staff, are of a long-term 

career in terms of the behavior and working style of this profession, as well as the 

teaching practice and career development in the school. Both male and female 

teachers' job requirements and expectations, as well as the society's recognition to 

them are the same, so teachers, as knowledge staff, will have a strong sense of reliance 

on their occupation once they fit into their role as a teacher, and thus have higher job 

satisfaction (Hoppock, 1935; P. C. Smith et al., 1969). Actual studies also show that 

both male and female teachers have a sense of belonging to their profession, including 

self-identification, self-value fulfillment, and persistent spiritual pursuit, and spending 

more time into professional teaching work, showing high job satisfaction 

(Stinglhamber, Bentein, & Vandenberghe, 2002; Watson, Bunzel, Lockyer, & 

Scholarios, 2000). At the same time, both male and female teachers also have a high 

professional identity for their own jobs, including being respected and cared in their 

work, strong work ability and rigorous working attitude, and willing to contribute their 

own strength to the current profession (Dong & Liu, 2010; Vandenberg & Scarpello, 

1994). 

The teacher age grouping analysis shows that university teachers’ 

professional commitment is positively correlated with job organization (β = 0.030, 

0.054, p < 0.05, the standardized path coefficient of teachers aged 35 and below is 

0.030, and that of teachers aged over 35 is 0.054. So, the corresponding P value is 

0.005, and the significance level p < 0.05 is significant. Meanwhile, the path analysis 

of teacher age grouping model (aged 35 and below and aged over 35) shows that the 

significance is 0.000, which is less than 0.001, indicating a moderating effect of 
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teacher age grouping. The multi-group analysis and practical study show that teachers 

aged 35 and below belong to young teachers, and teachers aged over 35 belong to 

middle and old aged teachers, and factors influencing the relationship between 

professional commitment and job satisfaction include actual teaching work, income, 

colleague relationships, and recognition. Young teachers, as professional knowledge 

staff, are in a selection period of their career, and they have just left their mother 

school, and have great expectations for the teaching profession, including occupational 

recognition, welfare benefits, colleague relationships and career promotion. Thus, they 

deem their jobs as their lifelong pursuit and goal and have great professional 

commitment and high job satisfaction (Bajpai, Naval, Srivastava, & Deepak, 2004; 

Clandinin, Connelly, & Bradley, 1999; Timmons, 1999) Middle and old aged teachers 

are in the career rising period. They are the core strength of the school  (Beijaard, 

Verloop, & Vermunt, 2000), have rich social and teaching experience, and are highly 

recognized by students and the school. They feel that they will not leave the current 

teaching job no matter what happens (Paechter, 1996) Since middle and old aged 

teachers have rich professional experience, they have higher requirements for daily 

teaching, interpersonal relations and scientific research. They are also very dependent 

on the current teaching profession, and living the curren t profession is a great 

challenge for them, which will constitute a cost commitment. So they realize that their 

current jobs are hard-earned, and will strengthen their professional commitment to 

fighting for education and professional discipline construction, thereby increasing 

their job satisfaction (Kelchtermans & Vandenberghe, 1994; Mawhinney & Xu, 1997). 

The teacher professional title grouping analysis shows that university 

teachers’ professional commitment is positively correlated with job satisfaction (β = 

0.037, 0.040, p < 0.05, the standardized path coefficient of teaching assistants is 0.037, 

and t h a t  of teachers with middle and high professional titles i s  0.040. So, t h e 

corresponding P value is 0.013, and the significance level p < 0.05 is significant. 

Meanwhile, the path analysis of teacher professional title grouping model (teaching 

assistant title, middle and high professional titles) shows that the significance is 0.383, 

which is greater than 0.05, indicating no moderating effect of teacher professional title 

grouping. The multi-group analysis and practical study show that teachers' title 

grouping has no significant influence on the job satisfaction and organization 
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commitment. Reasons why teaching title grouping has no significant influence on job 

satisfaction and organization commitment: as professional knowledge staff, university 

teachers’ teaching and scientific research and their status are recognized by the society, 

so teachers of whatever professional title have high professional commitments to their 

own work. Therefore, they will have a higher job satisfaction (Floege et al., 1992; 

Mobley et al., 1978; Vuoom, 1964). Professional commitment refers to teachers' 

working and professional attitude towards their work, including the nature of the job, 

school leadership management, working conditions, promotion opportunities, 

interpersonal relationship and welfare benefits, which are the factors directly affecting 

teachers' job satisfaction (Mobley, 1977; Robertson et al., 1990). The teacher 

professional title grouping analysis shows that teachers’ commitments to their 

profession are identified by their personal love for the profession and professional 

identity. They believe that both profession and professional work are a kind of special 

commitment and persistent pursuit, so they have a high job satisfaction (Hodson, 

1985; Rahim, 1982). 

The teacher education grouping analysis shows that university teachers’ 

professional commitment is positively correlated with organization commitment (β = 

0.136, 0.035, p < 0.05, the standardized path coefficient of teachers with undergraduate 

(bachelor) degree is 0.136, and that of teachers with graduate degree or above 

(master’s and doctoral degrees) is 0.035. So, the corresponding P value is 0.022 and 

the significance level p < 0.05 is significant. Meanwhile, the path analysis of teacher 

education grouping model (undergraduate degree, master’s, and doctoral degrees) 

shows that the significance is 0.001, which is less than 0.05, indicating a moderating 

effect of teacher education grouping. The multi-group analysis and practical study 

show that teacher education grouping has a significant influence on the relationship 

between professional commitment and job satisfaction. Looking into the difference in 

professional commitment and job satisfaction between teachers grouped by 

educational backgrounds, the research finds that teachers' professional commitment is 

closely related to their educational backgrounds, and that the educational backgrounds 

of teachers also determine their work attitude, performance and thoughts about 

keeping their jobs (Locke & Latham, 2004; Nonaka & Takeuchi, 1995). First of all, 

teachers, whether they have a bachelor’s degree or a postgraduate degree or above, 
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have shown identification with and loyalty to the teaching profession, and they have a 

strong job satisfaction and persistent pursuit of teacher work, and are unwilling to 

change jobs (Roethlisberger & Dickson, 2003). At the same time, a large number of 

scholar researches have proved that teachers have a high professional pursuit in their 

teaching and research, so they maintain a high job satisfaction, persistent pursuit of 

scientific research and exploration, and professional spirit of delving into teaching 

methods (Alderfer, 1969; McClelland, 1973). In other words, the school provides 

teachers with a good teaching environment and learning opportunities, and teachers 

feel satisfactory in their career pursuit, that is, a higher sense of job satisfaction. Since 

undergraduate teachers work longer than postgraduate teachers, they have a very good 

understanding of the school’s teaching environment, actual teaching work and 

development opportunities. They will complete the work and teaching tasks required 

by the school, and will be proud of and enthusiastic about the teaching profession they 

are engaged in. Finally, they will have a sense of self-fulfillment (professional 

commitment), which in turn produces high professional satisfaction (job satisfaction) 

in the actual work (G. J. Blau, 1985; F. Herzberg, 1968). Since teachers with a master's 

degree or above have relatively short working years in school, and they have a high 

academic background and strong professional learning ability, so they also have a high 

level of professional pursuit (Lawler & Hall, 1970). Besides, They have different 

psychological interpretations on the management system of higher education, school 

development, and the current work in actual teaching and scientific research (Porter & 

Lawler, 1968). Since teachers with a master’s degree or above have high education 

backgrounds, they will more independently, objectively and fairly treat school 

development, policy formulation, workload completion, feelings towards the school, 

and student problems (Nkereuwem, 1996). Hence, they will have a positive job 

satisfaction with their career and academic research. 

The incumbency grouping analysis shows that university teachers’ 

professional commitment is positively correlated with job satisfact ion (β = 0.039, 

0.110, P < 0.001), the standardized path coefficient of in-service teachers is 0.039, and 

that of separated teachers 0.110. So the corresponding P value is 0.000, and the 

significance level P < 0.001 is significant. Meanwhile, the path analysis of incumbency 

grouping model (in-service and separated), the significance is 0.000, which is less than 
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0.001, indicating a moderating effect of incumbency grouping. The multi -group 

analysis and practical study show that there are great differences between job 

satisfaction and in-service and separated teachers. University teachers, as professional 

knowledge staff, have strong professional identity and dependence, so they are 

unwilling to change their professions (Alvi & Ahmed, 1987; Bedeian, Kemery, & 

Pizzolatto, 1991). Both in-service and separated teachers have strong professional 

commitment in terms of profession loyalty, namely, their love of the profession and 

responsibility as a teacher, which will generate a high job satisfaction (Loscertales, 

2007). Because China has the traditional thoughts of “honoring teachers” since the 

ancient times, and university teachers undertake the important task of passing 

knowledge on students, so they have a high social status, rich professional teaching 

experience, high academic qualifications, strong learning ability and comprehension 

ability. They can comprehend complex knowledge and teach it to students based on 

their own understanding. This kind of challenging work arouses teachers' interest, 

thereby producing a high professional commitment and job satisfaction (Garavan, 

O'Brien, & O'Hanlon, 2006). When in-service teachers are highly involved in 

professional activities, they will naturally have a strong dependence on and positive 

attitude towards their current teaching profession. If teachers have higher enthusiasm 

for and devotion to their work, they will have higher professional commitment. On the 

contrary, if their work enthusiasm declines, they will reduce their professional 

commitment and job satisfaction, and even have a negative towards the work (Chay & 

Aryee, 1999). Separated teachers who have not changed their profession can still 

maintain a good working attitude and adaptability in the new environment and new 

positions (Z. Chen, Wakabayashi, & Takeuchi, 2004), because they are professionals 

with high academic qualifications and social status. This also shows that most teachers 

after leaving their jobs choose to work in schools or institutions with better academic 

atmosphere and more complete scientific research facilities. This kind of career 

planning and development enables them to produce higher professional commitment 

and job satisfaction (Weer, 2006). 
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4.6.2.5 The Relationship between Job Satisfaction, Psychological 

Contract Violation, and Turnover Intention 

Path PCV→JS→TI is mediated by job satisfaction, and there is no H1c 

mediation effect in actual studies. Indirect effect + direct effect = total effects (total 

effects = -0.304), the confidence interval of 95% Bias-Corrected Percentile Method is 

(0.496, -0.100), and the confidence interval of 95% Percentile Method is (-0.502, -

0.106), excluding 0, indicating total effects. 

In the research, the mediation effects of psychological contract 

violation that mediates job satisfaction and turnover intention are consistent with the 

present scholars' literature research. The current research literature on job satisfaction 

lies only in the study of antecedent variables and outcome variables. Employees’ job 

satisfaction is their overall attitude towards and performance of their work (Timothy 

A. Judge & Ilies, 2004; Stephen P. Robbins, 2006). The main factors of job satisfaction 

are composed of external and internal factors. Various problems encountered by 

employees at work will be attributed to the category of job satisfaction. Employees 

hope to receive equivalent material rewards or other training rewards through their 

efforts, such as comfortable working environment, benefits, promotion, and more 

work autonomy provided by the organization (Aranya et al., 1986; Dennis W Organ & 

Near, 1985). If the organization cannot provide these expectations and working 

conditions, employees will feel disappointed or angry (psychological contract 

violation), thereby reducing job satisfaction, even producing withdrawal behaviors 

leading to turnover intention (R. A. Guzzo et al., 1994; Porter & Steers, 1973; J. L. 

Price, 1977; Steel & Ovalle, 1984). In other words, employees’ job satisfaction relates 

to the working environment, workplace, organization rules and regulations, 

interpersonal communication, management by leaders, and the work and profession 

characteristics (including difficulty, complexity, workload, and the meaning of work), 

which will all affect employees’ psychological feelings about actual work and their 

turnover intention (Campion & Mitchell, 1986; Dalton et al., 1980; Mowday, 1984). 
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T h e  indirect effect of job satisfaction that mediates psychological 

contract violation and turnover intention is (indirect effect = 0.387), and the confidence 

interval of 95% Bias-Corrected Percentile Method is (-0.999, 0.029), all including 0, 

indicating no indirect effect. The direct effect of psychological contract violation that 

influences turnover intention is (direct effect = 0.083), the confidence interval of 95% 

Bias-Corrected Percentile Method is (-0.372, 0.701), and the confidence interval of 

95% Percentile Method is (-0.347, 0.764), all including 0, indicating no direct effect. 

In the research, the job satisfaction is not consistent with the mediation effect of 

psychological contract violation and turnover intention. 

In actual research, it is also found that when the teachers' job satisfaction 

is the mediation effect, the psychological contract violation and turnover intention 

neither are affected by job satisfaction and thereby lead to teachers' disappointment and 

anger towards the school due to reduced psychological perception, nor increase 

psychological contract violation, or give rise to turnover intention. Literature research 

has shown that when job satisfaction is used as an antecedent variable, teachers, as 

professional knowledge staff, will not be dissatisfied with their work just due to school 

problems, organization factors and justice, work pressure, and salary, because they have 

more professional expectations for their own jobs and their lifelong career pursuit of 

the teaching profession (Locke & Henne, 1986; Loi et al., 2009). Even if teachers feel 

dissatisfied with the work in the workplace, there must be a reason to produce negative 

work attitudes and ideas (S. E. Anderson et al., 2002). When job satisfaction is used as 

a result variable, teachers who are professional knowledge staff and technical staff with 

high academic qualifications, their job satisfaction in actual work will not cause 

abnormal work behaviors, withdrawal behaviors or even turnover behaviors due to 

some negative emotions (Harrison, Newman, & Roth, 2006). At the same time, due to 

their loyalty to the profession they are engaged in and the responsibilities as teachers, 

they have no extra time to do or think overmuch about insignificant issues, including 

school environment, school management system, work complaints, coming to work 

late and leaving early, premeditated behaviors, excessive rest, or dealing with private 

affair during working hours. Instead, they will ignore these extreme and irregular 

behaviors, and spend more time in actual teaching and academic research. 
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4.6.2.6 The Relationship between Job Satisfaction, Professional 

Commitment, and Turnover Intention 

Path PC→JS→TI is mediated by job satisfaction, and there is no H2e 

mediation effect in actual studies. Indirect effect + direct effect = total effects (total 

effects = 0.447), the confidence interval of 95% Bias-Corrected Percentile Method is 

(0.291, 0.640), and the confidence interval of 95% Percentile Method is (0.291, 0.639), 

excluding 0, indicating total effects. 

The job satisfaction in this study does not support the mediation effect 

of professional commitment and turnover intention, which is consistent with the 

current literature. Job satisfaction refers to the general attitude of an employee toward 

his/her job and work environment, and it is also a comprehensive response to his/her 

work. The key point of job satisfaction is the attitude that the employee maintains as 

to his/her work and relevant environment (Landy, 1989; Victor H. Vroom, 1973). As a 

single concept and factor, job satisfaction must explain job characteristics to explain 

the subsequent results in actual studies (Rudd & Wiseman, 1962). As a single concept 

and factor, job satisfaction must explain job characteristics to explain the subsequent 

results in actual studies (Victor H Vroom & Yetton, 1973). For example, scholars 

believe that job satisfaction is the result obtained after a person interprets job 

characteristics according to his reference frame. A certain job situation is likely to 

affect job satisfaction and many factors involved, including antecedent variable and 

outcome variables (Porter & Lawler, 1968; P. C. Smith et al., 1969). There are also 

more empirical studies on the antecedent and outcome variables of job satisfaction, 

showing that the factors affecting job satisfaction include work nature, interpersonal 

relationship, the management by leaders, salary and physical conditions, which can 

affect employees' professional commitment, or may result in turnover intention or 

slackness in work (Oldham et al., 1978). Meanwhile, the factors affecting the job 

satisfaction of university teachers who are professional knowledge staff include self-

realization, work intensity, relationships with colleagues and leaders and work income, 

which influence teachers' professional commitment (i.e. career commitment), and 

which then became important factors influencing turnover intention (Beijaard, Meijer, 

& Verloop, 2004). 
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T h e  indirect effect of professional commitment that mediates job 

satisfaction and turnover intention is (indirect effect = 0.005), the confidence interval 

of Bias-Corrected Percentile Method is (-0.023, 0.044), and the confidence interval of 

95% Percentile Method is (-0.023, 0.045), all including 0, indicating no indirect effect; 

the direct effect of professional commitment on turnover intention is (direct effect = 

0.443), the confidence interval of 95% Bias-Corrected Percentile Method is (0.281, 

0.643), and the confidence interval of 95% Percentile Method is (0.278, 0.638), all 

excluding 0, indicating a direct effect. In the research, the job satisfaction is not 

consistent with the mediation effect of professional commitment and turnover 

intention. 

In actual studies, when teachers’ job satisfaction is the mediation effect, 

in the studies on the relationship between professional commitment and turnover 

intention, teachers do not generate low professional commitment and high turnover 

intention due to the job satisfaction. Literature research shows that the relationship 

between professional commitment and job satisfaction of university teachers who are 

professional knowledge staff includes the professional sense of belonging in actual 

work, respect for professional work, job responsibility, and sense of accomplishment 

brought by work, and challenges, etc. All these factors will all teachers to increase their 

sense of professional responsibility and face more challenges, thereby enhancing their 

professional commitment (Belias et al., 2015; Brickson, 1998). Meanwhile, owing to 

these factors, as professional knowledge staff, teachers can more affirm their personal 

value and significance in teaching, so they have a more self-conscious, proactive and 

positive professional work status and high job satisfaction (Clandinin et al., 1999). As 

for the relationship between job satisfaction and turnover intention, actual literature 

research shows that teachers’ job satisfaction is related to their profession, and they will 

not leave the jobs they love just due to school benefits and other factors. They expect a 

lot for their careers as soon as they start working at school and are less influenced by 

temptation factors than other industries. Teachers believe that their professions are 

stable, which can greatly prevent them from dissatisfaction, turnover thoughts and 

behaviors caused by working conditions (Beijaard et al., 2000; Paechter, 1996). In other 

words, teachers have clear goals for the education that they are engaged in and will 

strive for all their life. They will not have dissatisfaction with the organization or 
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turnover intention for any reason. They will act as the masters of the school and try 

their best to improve their teaching level. The analysis of direct effects indicates 

professional commitment is a psychological bond between individuals and professions. 

As the highest-level knowledge imparters, university teachers’ professional identity can 

recognize their love of the jobs they are engaged in, work engagement, and long-term 

detailed planning of their career (Byrne, 1993). In addition, they also have a strong 

sense of professional identity, emotional dependence on and strong responsibility for 

the professions they are engaged in. Thus, they will not easily produce turnover 

thoughts (Goulet & Singh, 2002). 

4.6.2.7 The Relationship between Job Satisfaction, Work Engagement, 

Psychological Contract Violation and Turnover Intention 

The path PCV→JS→WE→TI is mediated by job satisfaction and work 

engagement. In actual studies, the H6a mediation effect exists as a complete mediation 

model, indirect effect + direct effect = total effect (total effects = -0.131), the confidence 

interval of 95% Bias-Corrected Percentile Method is (-0.595, 0.530), and the 

confidence interval of 95% Percentile Method is (-0.561, 0.588), all including 0, 

indicating no total e ff ec t . The psychological contract violation is mediated by job 

satisfaction and work engagement, and its indirect effect on turnover intent ion is 

(indirect effect = -0.214), the confidence interval of Bias-Corrected Percentile Method 

is (-0.357, -0.107), and the confidence interval of 95% Percentile Method is (-0.333, -

0.088), all excluding 0, indicating an indirect effect; the direct effect of psychological 

contract violation on turnover intention is (direct effect = 0.083), the confidence interval 

of 95% Bias-Corrected Percentile Method is (-0.372, 0.701), and the confidence 

interval of 95% Percentile Method is (-0.347, 0.764), all including 0, indicating no 

direct effect. 

The second order (multiple) mediation research results are consistent 

with the existing literature research. University teachers’ psychological contract 

violation mainly involves the profession, and the school’s scale and system, working 

atmosphere, and management style, followed by family and social factors (Ladewig & 

McGee, 1986; N. P. Reilly, Dwight, Godfrey, Davis, & Lynch, 1994). As professional 

knowledge staff, teachers have a strong professional academic background and 

professional work abilities, and they often have higher professional commitments than 
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employees of other occupations because they have strong professional abilities and 

work stress resistance (Elliot, 1978; Riesch, 1984). Based on the relationship between 

job satisfaction and work engagement mediating psychological contract, and turnover 

intention, teachers are knowledge staff with strong ability, high professional academic 

background and high professional ethics, and they are willing to accept challenge even 

if they face large workload and complex tasks in actual teaching and scientific 

research. Therefore, teachers will produce high job satisfaction and work engagement 

(Cunningham, Sagas, & Ashley, 2001; Hackett, Lapierre, & Hausdorf, 2001), and they 

are dedicated to pursuing their lofty professional ideals, thereby reducing the turnover 

intention and behavior (Aranya et al., 1981). However, teachers’ psychological 

contract violation and turnover intention also depend on the difference between their 

work ethics and academic values (Hughes & Flowers, 1973). There are more factors 

affecting teachers’ job satisfaction and work engagement, including the leadership 

ability of the school supervisors, scientific research facilities, learning opportunities, 

promotion opportunities, welfare benefits, workload, course content, the ability of 

colleagues, and colleague relations, etc., which give rise to the thoughts of 

psychological contract violation and turnover intention (Bluedorn, 1982; Hendrix, 

Ovalle, & Troxler, 1985). 

 

4.6.3 Discussion of Effects of Work Engagement (WE) 

4.6.3.1 The Relationship between Work Engagement and Turnover 

Intention……………………….. 

In the actual literature research, work engagement refers to the working 

state in which the employee as an individual achieves the work role and self -

integration through self-control (Lawler & Hall, 1970; Lodahl & Kejnar, 1965); 

meanwhile, many literature researchers also believe that the two identities of 

employees’ self and work are always changing and can be transformed into each other 

(Schaufeli et al., 2002). With low work engagement, employees gradually ignore their 

work identity and try to avoid engagement in work, which is easy to form the idea of 

turnover (turnover intention) (Christina Maslach et al., 2001). The connotation of 

work engagement and work burnout is more complex. Employees will integrate their 

focus, dedication and vitality into their work emotions and individual cognitive states 
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(Schaufeli & Salanova, 2007). Many previous literatures shows that work engagement 

can significantly affect employees’ turnover intention, while work engagement further 

affects employees’ retention or turnover intention. Therefore, more literature shows 

the influence of work engagement on turnover intention, or it can be said that the 

increase of employees’ work engagement will increase their retention rate and 

decrease their turnover intention, while the decrease of employees’ work engagement 

will increase their turnover intention and turnover rate (Basford & Offermann, 2012; 

Schaufeli & Bakker, 2004). 

There is a negative correlation between work engagement of university 

teachers and turnover intention (β = -0.361, P < 0.001), which is consistent with the 

above research. As professional knowledge staff, teachers’ work engagement and 

turnover intention have a significant negative influence. In the actual daily teaching 

and scientific research work, teachers as professional knowledge staff have higher 

vitality, dedication, and concentration ability in their work. In the actual teaching 

process, they are full of high subjective happiness for their favorite career and sense of 

responsibility for students, and their work engagement will become higher, so that 

they love their current work more. Teachers are willing to contribute to the school and 

devote all their time to improving the quality of their work(Q. Zhang, 2007; X. Zhang 

& Bartol, 2010). In the research, it is found that the management by school leaders has 

a great impact on teachers’ work engagement. If the leaders have no sincerity to 

teachers, and the school and its managers only use employees mechanically or have 

no emotional care at all for teachers, then teachers who work in schools would lack a 

sense of belonging to the school and their superior leaders. According to Mittelman’s 

theory of hierarchy need, teachers, as school employees, lack emotional support, self-

esteem, friendship and other high-level inner needs of the school in addition to the 

most basic material needs such as salary; therefore, such a management mode of 

leadership is not satisfactory to teachers, who naturally reduce their engagement in the 

actual teaching work and then have the idea and intention of turnover (Mittelman & 

Miller, 2009). This can also fully explain that when employees have burnout in the 

actual teaching work, the reduction of work engagement will make teachers have 

higher turnover intention and turnover tendency, and their behavior is affected by 

external conditions and their own factors. When the organizational security, sense of 
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belonging, self-esteem and self-actualization needs of teachers are not met or violated, 

teachers will have no higher self-motivation in their work, thus reducing their work 

engagement, and will have higher turnover intention (Avolio, Gardner, Walumbwa, 

Luthans, & May, 2004; Avolio, Zhu, Koh, & Bhatia, 2004). 

The following is the analysis of teacher characteristics, including 

gender, age, professional title, academic degree (education) and incumbency (in -

service status and separated status). 

From the gender analysis, the work engagement of male and female 

university teachers has a negative correlation with turnover intention (β =- 0.344, -

0.353, P < 0.001), the standardized path coefficient of male teachers is -0.344 and that 

of female teachers is -0.353, the corresponding P value is 0.000, and the significance 

is P < 0.001; at the same time, the regression path of gender model showed that the 

significance of male and female is 0.257, P > 0.05. This indicates no significant 

difference between teachers in the two groups, and no moderating effect of gender. 

The multi-group analysis and practical study show that gender does not have 

moderating effect in this hypothesis. The multi-group analysis and practical study 

show that there is no significant difference between male and female teachers in the 

negative influence of work engagement on turnover intention. The actual research 

shows that male and female teachers, as professional knowledge staff, are more 

perceptual in their work, are easily inspired by the university, are good at releasing 

pressure, have strong inclusiveness, cherish their career more (May et al., 2004), 

always want to prove their value, always work for personal interests and pursuit, and 

maintain a high level of activity in their teaching work (Lodahl & Kejnar, 1965). 

Family conflicts tend to bring to teachers great work anxiety and pressure, and they all 

hope to achieve success in their professional work and support their families, and gain 

the respect from society and family members (Law, 2011). However, the time and 

energy of teachers as individuals are always limited. The occupation of family lifetime 

by work for a long time leads to the escalation of family conflicts. For example, 

parents and children want their accompany, and wives or husbands want them to help 

share household chores (Klawitter, 2018). When it is difficult to do this due to work 

reasons, teachers will inevitably suffer more complaints and feel indebted to their 

families. As family conflicts rise, teachers’ work efficiency and work involvement are 
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reduced, resulting in high turnover intention (G. A. Adams, King, & King, 1996; 

Byron, 2005). 

From the perspective of teacher age grouping, university teachers’ work 

engagement is negatively correlated with turnover intention, the standardized path 

coefficient of teachers aged 35 and below and teachers aged over 35 are respectively 

(β =- 0.207, -0.415, P < 0.001), and that of teachers aged 35 and below and aged over 

35 is -0.207, -0.415, with a significance of 0.000, P < 0.001. Meanwhile, the regression 

path comparison of teacher age group model shows that the significance of teacher 

age group is 0.000, P < 0.001, indicating that there are significant differences among 

teacher age groups through multi-group analysis, indicating moderating effect of 

teacher age. From the actual research and analysis, it can be concluded that there are 

significant differences and effects between teachers’ work engagement and turnover 

intention, which is specifically reflected in the lower dedication level of teachers 

under the age of 35 (young teachers) and teachers over the age of 35 (middle-aged and 

senior teachers), and the older the age of teachers, the lower the dedication level, 

including the middle-aged and senior teachers; due to short working hours and lack of 

work experience, young teachers have a low level of work dedication to the division 

of work, the requirements of university and the work input of students  (Demerouti, 

Bakker, Nachreiner, et al., 2001). In contrast, middle-aged and senior teachers who 

have been working for a long time will have work burnout, the incentive effect brought 

by work is marginal and their enthusiasm for daily teaching tends to be flat; as they 

get older, they become more secular, more focused on gains and losses and direct 

economic benefits than dedication, and the level of dedication decreases (Demerouti, 

Bakker, De Jonge, Janssen, & Schaufeli, 2001). Meanwhile, most young teachers are 

in the exploratory stage of work. They regard teaching as their lifelong career and 

want to have better work opportunities to choose from and continue to develop in 

universities with better teaching quality and more perfect facilities (Llorens, Schaufeli, 

Bakker, & Salanova, 2007). From these factors, it can be found that teachers of the 

two age groups have a low sense of work engagement in their work, which leads to 

their turnover thoughts and turnover behaviors (turnover intention). Middle-aged and 

senior teachers have gone through the stage of career exploration, and the feeling of 

fatigue makes them have lower work engagement, which leads to turnover intention, 
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and they are less likely to leave in university (May et al., 2004). In practical work, 

young teachers have more ideas to seek better and higher career development 

opportunities, which affects their work engagement and leads to their thoughts and 

behaviors of turnover (Rabinowitz & Hall, 1977). 

From the grouping analysis of teachers’ professional titles, there is a 

negative correlation between university teachers’ work engagement and turnover 

intention (β = -0.344, -0.355, P < 0.001), the standardized path coefficient of teachers 

with teaching assistant title is -0.344, the standardized path coefficient of teachers 

with middle and high professional titles (lecturers, associate professors and professors) 

is -0.355, the corresponding p value is 0.731, the significant level P < 0.001 is not 

significant; meanwhile, the regression path comparison of the grouping model of 

teachers’ professional title shows a significance of 0.383, greater than 0.05, indicating 

no moderating effect of teachers’ professional title. Through the comparative analysis 

of multi-group model and practical research, it is shown that there is no significant 

difference between teaching assistants and teachers with middle and high titles 

(lecturers, associate professors and professors) in the factors of the relationship 

between work engagement and turnover intention, including work standards and 

requirements, work pressure, professional identity and family factors, which are 

regarded as tools and ways to seek happiness (Schaufeli et al., 2002). Due to thousands 

of years of history, culture and social change rules, it explains the performance of 

teachers as professional knowledge staff in their professional dedication, dedication 

and work vitality, regardless of their professional titles, and explains that they hope to 

be highly recognized by the university and superior leaders, so as to obtain personal 

psychological satisfaction (Mobley et al., 1978). In the research, it is found that the 

work engagement of teachers with two professional titles is mostly personal 

motivation, and the work idea, psychological perception, work purpose and work 

identification degree are also different among people at work (Bedeian & Armenakis, 

1981); meanwhile, teachers in university for a long time have a sense of job burnout, 

colleague relationship fatigue, do not agree with the leadership style of university and 

a small sense of work achievement, which affects their work engagement and leads to 

thoughts and behaviors of turnover intention (Schaufeli & Bakker, 2004). 
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The teacher education grouping analysis shows that university teachers’ 

work engagement is negatively correlated with turnover intention (β = -0.272, -0.344, 

P < 0.001, the standardized path coefficient of teachers with undergraduate (bachelor) 

degree is -0.272, and that of teachers with graduate degree or above (master and 

doctoral degrees) is -0.344. The corresponding P value is 0.000 and the significance 

level P < 0.001 is significant. Meanwhile, after comparing the regression path of the 

grouping model of the teacher education grouping (undergraduate degree, master, and 

doctoral degrees), the significance is 0.001, which is less than 0.05, indicating a 

moderating effect of teacher education grouping. The multi-group analysis and 

practical study show that teacher education grouping has a significant influence on the 

relationship between their work engagement and turnover intention. In practical 

research, due to their low work engagement in daily teaching, teachers with 

undergraduate degree (bachelor’s degree)  a n d  those with postgraduate degree and 

above (master’s degree and doctoral degree) both have turnover intention. Specifically, 

teachers with undergraduate degree (bachelor’s degree) and those with postgraduate 

degree and above (master’s degree and doctoral degree) both have significantly low 

vitality. Due to work fatigue, family reasons, university’s policies, university’s 

development prospects and other factors in the process of work, they lose the vitality 

of work engagement, thus increasing the possibility of turnover intention (Parker & 

Allen, 2001; Rabinowitz & Hall, 1977). Where the teachers with undergraduate degree 

have less negative emotions than the master’s and above because of academic 

qualification and age, for regardless of their disappointment on the school management, 

development, policy implementation and uneven teaching workload, they have to 

continue working inefficiently in school when considering their family, academic 

promotion and training opportunity (May et al., 2004). With higher education level and 

stronger learning ability, teachers with postgraduate degree and above enjoy better 

development prospects in the school than those with a bachelor’s degree. As the 

mainstay for the school’s development, these teachers have more training opportunities 

and can better lead scientific research, and low work engagement in current school 

development, teaching environment, scientific research facilities, leadership 

management, and interpersonal relationship. For improvement of personal higher-level 

teaching and scientific research work, they are eager to work in schools with excellent 



 314 

working conditions, teaching environment, scientific research facilities and achieve 

higher academic pursuit, and thus develop turnover intention (Llorens et al., 2007; May 

et al., 2004). 

From the incumbency grouping analysis shows that university teachers’ 

work engagement is negatively correlated with turnover intention (β = -0.412, -0.328, 

P < 0.001, the standardized path coefficient of in-service teachers is -0.328, and that of 

separated teachers -0.328. So the corresponding P value is 0.000, and the significance 

level P < 0.001 is significant. Meanwhile, after comparing the regression path of the 

grouping model of the incumbency (in-service and separated), the significance is 

0.000, which is less than 0.001, indicating a moderating effect of incumbency 

grouping. The comparative analysis of multi-group models and actual studies show 

that there are significant differences between in-service and separated teachers’ work 

engagement and turnover intention. As professional knowledge staff, teachers have 

higher expectations on self-professional identity and career planning, and low negative 

work emotions and behaviors in actual work. They feel mentally and physically 

exhausted (include physical and mental exhaustion) under chronic work pressure and 

work persistence, and thus decrease their work engagement and develop turnover 

intention (Resick, Baltes, & Shantz, 2007). The practical researches reveal that, 

because the school does not create research environment and provide necessary 

research facilities required for teaching as the organization, the separated teachers, 

mainly young groups with higher education level, have negative passion for work, 

decrease their work engagement and develop turnover intention (Meirun, 2019). The 

in-service teachers have more serious negative emotions than the separated teachers, 

including the exhaustion of physical strength, spirit and emotion and the decrease of 

personal achievement, which leads to the reduction of their work engagement and 

develop turnover intention, but they do not really turnover (Uhl-Bien, Riggio, Lowe, 

& Carsten, 2014). 

4.6.3.2 The Relationship between Work Engagement, Psychological 

Contract Violation, and Turnover Intention 

Path PCV→WE→TI is mediated by work engagement, and there is 

H1d mediation effect in actual studies. Indirect effect + direct effect = total effects 

(total effects = -0.484), the confidence interval of 95% Bias-Corrected Percentile 
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Method is (- 1.152, - 0.014), and the confidence interval of 95% Percentile Method is 

(- 1.228, - 0.047), excluding 0, indicating total effect. In the research, the mediation 

effect of psychological contract violation that mediates work engagement and turnover 

intention are consistent with the present scholars’ literature research. The indirect 

effect of psychological contract violation on turnover intention is (indirect effect = -

0.076), and the confidence interval of 95% Bias-Corrected Percentile Method is (- 

0.226, - 0.004), excluding 0, indicating an indirect effect; the direct effect of 

psychological contract violation is (direct effect = 0.409), the confidence interval of 

95% Bias-Corrected Percentile Method is (- 1.044, 0.030), and the confidence interval 

of 95% Percentile Method is (- 1.097, 0.005), both including 0, indicating no direct 

effect. 

Work engagement is the degree of individual employees’ psychological 

recognition of the actual work and the combination of employees’ personal self -

control and work roles. It further points out that employees themselves and work roles 

are in a dynamic and mutual transformation process, that is, when employees’ work 

engagement is high, employees will bring their energy into the role and show 

themselves (Kahn, 1990; Lodahl & Kejnar, 1965); on the contrary, work engagement 

is described as the burnout, that is, work engagement can be regarded as the opposite 

of job burnout (Bordia, Restubog, & Tang, 2008). In practical work, teachers, as 

professional knowledge staff, have a persistent and diffuse state of engagement in 

their work, which is embodied in their strong sense of identity, energy and 

concentration (Christina Maslach & Leiter, 1997; Schaufeli et al., 2002). There is a 

negative correlation between job burnout and work engagement, which includes 

energy, involvement, sense of efficacy and work significance. Scorn and low 

professional efficacy can directly or indirectly affect other factors negatively, including 

psychological contract violation and turnover intention (Byrne, 1993; Kahn, 1990; 

Schaufeli & Salanova, 2007). Work exhaustion refers to the negative mental and 

physical exhaustion cause by work in practical teaching, including the teachers feel 

exhausted, dejected and negative about their job (Bamford, Wong, & Laschinger, 

2013). Scorn is a kind of indifference and aloof attitude of teachers to their own work 

and work-related personnel (Bass, 1985); the low sense of professional efficacy makes 

teachers unable to achieve a sense of achievement in their own work, feel powerless 
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about their current work, feel that they should do better than now, as well as their 

personal higher educational background and professional ability should be better 

developed, thus resulting in more negative emotions and pessimistic psychological 

feelings in their work (Bollen, 1982, 1989). 

Teachers’ professional loyalty to individuals and their current career are 

still full of love. Teachers’ psychological contract violation will also change due to the 

school’s unwillingness to fulfill its commitment, resulting in the asymmetry of rights 

with employees, the type of exchange relationship and teachers’ personal behavior. 

Inconsistent understanding of their commitments and responsibilities by the school and 

the teachers makes the school unable to fulfill its commitment and causes the resulting 

negative impact of teachers’ psychological contract violation in their work (Thomas W. 

Britt, Adler, & Bartone, 2001; G. W. Cheung & Rensvold, 2002), which causes teachers 

to have a low working level, including late, early leave, absenteeism, low work 

efficiency and demotivation. Due to cultural differences, socialization, unclear or 

incomplete commitments and poor communication between the two parties, there will 

be inconsistent understanding and psychological contract violation (Demerouti, 

Bakker, Nachreiner, et al., 2001). The above factors promote teachers to have negative 

work engagement such as physical fatigue, low mood and negative treatment of work, 

aggravate the violation of teachers’ psychological contract violation, so as to make them 

have turnover intention of psychological withdrawal behavior, neglect of in role 

behavior, absence, resignation, withdrawal-advice-loyalty-neglect (Dirks & Ferrin, 

2002; Gardner, Avolio, & Walumbwa, 2005). 

 

4.6.4 Discussion of Effects of Organization Commitment (OC) 

Organization commitment is an attitude, which means a person’s inner the 

feelings towards a certain object, including employees’ emotion of and willingness to 

devote themselves to the work under the organization’s increased “Side-bet”. Based 

on this concept, scholars have different interpretations of employees’ performance of 

organization commitment and work behavior based on different theories and footholds 

(H. S. Becker, 1960; Morrow, 1983). Organization commitment research is often seen 

in the literature on resignation and turnover intention, and the employees’ organization 

commitment can affect the turnover intention negatively (J.-L. Farh, Earley, & Lin, 
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1997; Konovsky & Pugh, 1994). 178 group samples from 155 meta-analysis literature 

also found that organization commitment is a “predictor” variable supporting turnover 

intention (J. L. Farh, 1990); turnover intention is also negatively affected by the level 

of individual organization commitment (Leventhal, Karuza, & Fry, 1980). Turnover 

intention is caused by the organization commitment as an antecedent variable, 

including personal characteristics, related role characteristics, structural characteristics, 

work experience, work performance, absence, sabotage (Hegtvedt, Clay-Warner, & 

Johnson, 2003). In other words, there are differences in the development mechanism 

and direction of different organization sizes vary with the specific influencing factors, 

including personal affective commitment, ideal commitment, moral commitment, 

economic commitment, work inertia, and opportunity commitment (D. W. Organ, 

1994). 

There is a positive correlation between university teachers’ organization 

commitment and turnover intention. In actual path analysis, teachers' higher 

commitment to an organization increases the turnover possibility, but it is of no 

statistical significance if the P value exceed 5% (β = 0.088, P = 0.238), indicating that 

the hypothesis is not supported. Most research on the relationship between 

organization commitment and turnover intention take enterprise employees as the 

research object, but few research on university teachers as professional knowledge 

staff. The organization commitment of teachers, as the backbone of a school, includes 

commitments to the school as organization, the students, the teaching, the work 

opportunities, to teamwork (Colquitt, 2001; Cropanzano, Byrne, Bobocel, & Rupp, 

2001). In practical research, the teachers, as the school’s core teaching and research 

personnel, care little about their moral commitment, work inertia commitment and 

personal affective commitment to the organization (Meyer, Allen, & Gellatly, 1990; 

Mowday, Porter, & Steers, 2013); its professional characteristics make teachers tend 

to ideal commitment, opportunity commitment and desire commitment. These 

commitments enable teachers to have a high-level cognition of individual professional 

characteristics, positioning of self-professional values, individual investment in actual 

work and turnover cost, and will not affect their persistent pursuit of career and 

professional fields due to any factors (desire commitment); desire commitment 

involves the specific work behavior set by teachers for themselves (Mathieu & Farr, 
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1991); job goals and job development prospects also constitute the factors of desire 

commitment (Currivan, 1999), that is, there is no relationship between teachers’ 

organization commitment and turnover intention in this study. 

The following is the analysis of teacher characteristics, including gender, age, 

professional title, academic degree (education) and incumbency (in-service status and 

separated status). 

From the gender analysis, the organization commitment of male and female 

university teachers is positively correlated with turnover intention (β = 0.168, 0.023, 

P > 0.05), the standardized path influence coefficient of male teachers is 0.168 and 

that of female teachers is 0.023, the corresponding P value is 0.219, and the significance 

is P＞0.05, which is not significant; at the same time, the regression path of gender 

model showed that the significance of male and female is 0.257, P > 0.05, indicating 

that the hypothesis is not supported. The multi-group analysis and practical study 

show that gender has no significant difference and moderating effect in this hypothesis. 

The multi-group analysis and practical study show that there is no significant 

difference between male and female teachers in the positive influence of organization 

commitment on turnover intention. 

As professional knowledge staffs, university teachers have no significant 

difference in organization commitment, including emotion, mood, and ethical 

commitment. In their actual work process, they pursue an individual’s responsibility, 

expectation and ideal for their career. They work not because of the moral and 

emotional commitment of the school, but more for their own professional ideal, and 

seek fun from work and realize social value (Caldwell, Chatman, & O'Reilly, 1990; 

Jaros, 2010). In other words, teachers’ work value and professional ability will not 

interfere with personal career development and turnover intention due to organization 

commitment. 

The teacher age grouping analysis shows that university teachers’ organization 

commitment is positively correlated with turnover intention, the standardized path 

coefficient of teachers aged 35 and below (young) and that of teachers aged over 35 

(middle-aged and senior) is (β = 0.154, 0.028, P > 0.05) respectively, the standardized 

path coefficient of teachers aged 35 and below and that of teachers aged over 35 is 

0.154, 0.028, the significance is 0.265, P > 0.05, which was not significant, indicating 



 319 

that the hypothesis is not supported. Meanwhile, the path analysis of teacher age 

grouping model shows that the significance of age grouping is 0.000, P < 0.001, 

indicating the significant differences between teachers in the two age groups and the 

moderating effect of age. The research and analysis of this paper shows that teachers, 

as professional knowledge staff, regardless of their age, pay more attention to their 

personal inner satisfaction and enrichment in their work, and expect to be recognized 

by others, schools and society through their professional skills and work ability (Y.-G. 

Kim, Kim, & Yoo, 2012). As a school, it only needs to give teachers full understanding, 

respect, trust and support, encourage them to give advice and suggestions for the 

decision-making and development of the school, allow teachers to make mistakes in 

their work, and make teachers feel that the teaching support and resources provided by 

the school are reasonable, appropriate and highly matched in their actual teaching 

work (Angle & Perry, 1981). The differences in the age characteristics of teachers only 

generally refer to whether the support, teaching resources, school policies and the 

future development of the school are matched with their current age in the actual 

scientific research work of teachers (P. J. Bateman, Gray, & Butler, 2011). When 

carrying out their practical work, young teachers have wild hopes on the support and 

teaching resources provided by the school with other colleagues, while middle-aged 

and senior teachers, with rich working experience in school, work harder towards the 

definitive goals as time goes by (Tsui & Schriesheim, 1980). In their practical teaching 

and scientific research, teachers of the two age groups, as professional knowledge 

staff, do not have the turnover intention due to organization commitment, and they put 

more energy, thoughts, and behaviors in the pursuit of personal career and life ideal 

and constantly strive and struggle. 

There is a positive correlation between the organization commitment and 

turnover intention of university teachers, the standardized path coefficient of teachers 

with teaching assistant title and that the teachers with middle and high titles (lecturers, 

associate professors and professors) is (β = 0.078, 0.079, P > 0.05), the standardized 

path coefficient of teachers with teaching assistant title and that the teachers with 

middle and high t i t les  is  0.078, 0.079, with significance level is 0.827, P > 0.05, 

suggesting that the H4a hypothesis is not supported. The regression path comparison 

of teachers’ professional titles group shows that the significance of teachers’ 
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professional titles group is 0.383, P > 0.05, indicating that there is no significant 

difference among teacher age groups through multi-group analysis, and there is no 

moderating effect between professional titles. The analysis of the research shows that 

teachers with different professional titles have no significant difference and impact on 

the relationship between organization commitment and turnover intention, and these 

teachers do not have organization commitment in their actual work, which will not 

further affect teachers’ turnover intention. As the core teaching force and talents of 

knowledge and professional ability, it is impossible for this special professional group 

to use any rules and regulations and social ethics (ethical norms) to restrict their 

performance and obligations of organization commitment, nor to use the moral 

kidnapping of being a teacher in emotional commitment or force teachers to continue 

to work in the original school (Mathieu & Farr, 1991). Meanwhile, university teachers 

have high IQ, ability, and strong autonomy. They will complete more challenging and 

richer work tasks and daily teaching work in full accordance with their wishes 

(Currivan, 1999). 

The organization commitment of university teachers is positively correlated 

with turnover intention in educational background (education level), the standardized 

path coefficient of teachers with undergraduate degree (bachelor’s degree) and those 

with postgraduate degree and above (master’s degree and doctoral degree) is (β = 

0.129, 0.040, P > 0.05), with a significance level is P > 0.05, suggesting that the H4a 

hypothesis is not supported. The path analysis of teachers’ academic degree grouping 

shows that the significance is 0.001, P < 0.05, indicating significant differences 

between teachers in the two groups and the moderating effect of academic degrees. 

The empirical study of this paper shows that there are significant differences in 

organization commitment of university teachers with different educational 

background. As the group with high education level and learning ability, the teachers 

with postgraduate degree and above generally account for a larger population in the 

well-educated population. In practical work, teachers do not necessarily fulfill their 

(organization) commitment to the school, including continuing (work inertia) 

commitment, moral commitment, and personal affective commitment. These 

commitment factors are not the reasons for teachers’ turnover intention. Teachers stay 

in school or work in other schools to reflect their self -worth and realize their 
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professional expectations, they hope to become a teacher with strong professional 

ability and scientific research ability (Williams & Anderson, 1991). Given their long 

or short work years and education background, teachers with a bachelor’s degree have 

to work in their current position or the school for the time being. These teachers so 

expect to have more teaching autonomy and career development to show their 

professional value and recognition as a teacher that they neglect organization 

commitment. In other words, teachers personally neglect the fulfillment of moral 

commitment, continuation commitment (work inertia commitment) to the school and 

affective commitment, and spend more time on existing professional teaching and 

future career development (Currivan, 1999). 

The organization commitment of university teachers is positively correlated 

and negatively correlated with turnover intention in-service teachers, the standardized 

path coefficient of in-service teachers and separated teachers is (β = 0.066, -0.0373, 

P > 0.05), with a significance level is P > 0.05; at the present stage, the research results 

show that the in-service teachers have a positive influence, and the separated teachers 

have a negative influence, indicating that the H4a hypothesis is not supported. The 

path analysis of employment status grouping shows that the significance is 0.000, P < 

0.001, The multi-group analysis shows a significant difference between teacher 

employment (in-service and separated) situations, indicating a moderating effect of 

teacher employment (in-service and separated) situation. 

This paper proves that for either in-service teachers or separated teachers, the 

organization commitment is not markedly correlated with turnover intention, but the 

significant difference of the two groups of teacher lies in their mental activity from the 

multi-group path analysis (H. J. Arnold & Feldman, 1982). As professional knowledge 

staff, university teachers are creative and can effectively give play to their potent ial, 

realize self-value in the work. For their own objective reasons, including family, age, 

education level, and health, in-service teachers remain in school and are unwilling to 

give up personal love and persistent pursuit of teaching career and professional 

exploration regardless of the difficulties (Buchanan Bruce, 1974). The special group 

of separated teachers tend to abandon the so-called comfortable environment and go 

to work in higher-level schools with better working facilities and academic 

atmosphere, to fully realize professional pursuit and self-value in the professional 
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work (Sheridan & Abelson, 1983). In a word, in-service teachers and separated 

teachers have professional development goals and common career planning, but they 

put forward different ideas and resort to different practices in the process 

implementation (Mathieu & Farr, 1991). 

 

4.6.5 Discussion of Effects of Professional Commitment (PC) 

Professional commitment is widely used to standardize work attitude and 

conduct of individuals in the workplace, and resignation and factors influencing 

employee turnover by professional commitment are the work attitude and conduct 

most widely studied. More studies have shown that the lower the professional level 

commitment of employees’ organizations, the higher their turnover intention. 

Professional commitment is the best indicator to estimate the staff’s organization 

commitment, job satisfaction, professional skill development, turnover intention, and 

occurrence of resignation. More literature analysis shows that there is a significant 

negative correlation between employees’ professional commitment and turnover 

intention (G. J. Blau, 1988, 1989; G. J. Blau & Lunz, 1998). 

University teachers’ professional commitment is positively correlated with 

their turnover intention. In the practical path analysis, teachers constantly increase 

their professional commitment, leading to higher turnover intention, a study result 

against the hypothesis and contrary to the current literature study, suggesting the 

hypothesis is invalid. The actual research results indicate that the higher the 

professional commitment of university teachers as professional knowledge staff, 

namely their recognition and persistent pursuit of their professional work, the more 

likely their turnover intention and resignation (Beckstead & Vinodrai, 2003). The 

results show a statistically significant positive influence (β = 0.296, P < 0.001). 

Therefore, H5a is not supported. More existing research results show that university 

teachers as professional knowledge staff, they have special professional knowledge 

and skills, and they are often experts and scholars in this field. They are creative in 

dealing with the changeable and uncertain complex teaching and research 

environment, so they have higher requirements for work autonomy (Butler & Waldrop, 

2001; Cappelli, 2000). Teachers’ high IQ and educational background make them 

prefer the management style of authorization, incentive and guidance, and like self -
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management and flexible management, that is, they have autonomy in their work 

(Chambers, Foulon, Handfield-Jones, Hankin, & Michaels, 1998; Coats, 1986). 

Meanwhile, teachers regard their talent and wisdom as valuable assets for the school. 

In order to satisfy their own demand, they keep learning and pursue innovation (G. B. 

Davis, Collins, Eierman, & Nance, 1993), which is a voluntary, natural and non-

compulsory consciousness and behavior similar to the act of capital accumulation and 

appreciation (Dove, 1998). As mentioned earlier, as professional knowledge staff, 

experts in some professional field, the university teachers mainly differ from other 

traditional employees in that they possess huge knowledge capital  (Dibble, 1999; 

Peter F. Drucker, 1999). This determines that they have the initiative in the actual 

teaching and scientific research work, their dependence on the school is significantly 

reduced, and their turnover is also increased (Dobbs, 2001). When the school fails to 

provide/create teaching environment, atmosphere, facilities and scientific research 

conditions that meet their requirements of occupational and professional development, 

teachers will choose to “betray the organization instead of the profession” and are thus 

more likely to develop turnover intention and resignation. Teachers will find other 

jobs to work and teach in schools that offer the best research facilities, a better 

teaching environment and a higher degree of autonomy (Felps et al., 2009; Galunic & 

Rodan, 1998). 

The following is the analysis of teacher characteristics, including gender, age, 

professional title, academic degree (education) and incumbency (in-service status and 

separated status). 

From the gender analysis, the professional commitment of male and female 

university teachers has a positive correlation with turnover intention (β = 0.289, 0.297, 

P < 0.001), the standardized path coefficient of male teachers is 0.289 and that of 

female teachers is 0.297, the corresponding P value is 0.000, and the significance is P 

< 0.001; at the same time, the regression path of gender model showed that the 

significance of male and female is 0.257, P > 0.05. This indicates no significant 

difference between teachers in the two groups, and no moderating effect of gender. 

The multi-group analysis and practical study show that there is no obvious difference 

and moderating effect in the relationship between professional commitment and 

turnover intention of male and female teachers, suggesting the higher the professional 
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commitment in practical work of these two populations of teachers, the higher their 

turnover intention. Teachers with higher professional commitment have higher 

expectations and requirements for the school, for they pay more attention to their own 

career development (Armstrong, 2002). Schools also attach importance to their 

professional needs and improve the professional skills of teachers by providing 

training. As highly professional and high-tech talents, teachers need schools to provide 

training, teaching facilities, scientific research facilities and scientific research funds. 

These conditions still cannot meet their demand, they will thus request higher 

professional commitment including affective commitment, opportunity commitment, 

and cost commitment, developing stronger turnover intention or resignation (F. D. 

Blau & Kahn, 1981; Cooke, Price, & Tarr, 1980; Woodward & Anderson, 1975). 

The teacher age grouping analysis shows that university teachers’ professional 

commitment is positively correlated with turnover intention (β = 0.441, 0.164, P < 

0.001), the standardized path coefficient of teachers aged 35 and below (young) is 

0.441, and that of teachers aged over 35 (middle-aged and senior) is 0.164. The 

corresponding P value is 0.000, and the significance level P < 0.001 is significant. 

Meanwhile, after comparing the regression path of the grouping model of the teacher 

age grouping, the significance is 0.000, which is less than 0.001, indicating the 

significant difference between teachers of different ages and the moderating effect of 

the age. The multi-group analysis and practical study show that there are significant 

differences in other factors of job satisfaction among teachers in the two groups 

divided by age. The age group of teachers has a significant positive correlation 

between professional commitment and turnover intention. The teachers aged 35 and 

below (young) have higher education and shorter teaching time in school and have 

high expectations and challenges for their current work. In the actual teaching work, 

they have bold ideas for future work plan and career planning, regardless of any 

training opportunities, financial commitments or more tempting conditions provided 

by the school, young teachers will take their current work as a springboard to improve 

their personal work experience and learning ability, that is, they will have the idea of 

turnover intention at any time (Hesketh, Watson-Brown, & Whiteley, 1998; Zongyi, 

1988); meanwhile, young teachers are always looking for better professional work 

opportunities and platforms (D. T. Hall & Moss, 1998). The (middle-aged and senior) 
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teachers above 35 have rich work experience. They also hope to find a higher platform 

to improve their academic and professional abilities, and work in a stable teaching and 

research environment as the time goes by (Newman, Kosson, & Patterson, 1992). 

From the grouping analysis of teachers’ professional titles, there is a positive 

correlation between university teachers’ professional commitment and turnover 

intention (β = 0.301, 0.312, P＜0.001), the standardized path coefficient of teachers 

with teaching assistant title is 0.301, the standardized path coefficient of teachers with 

middle and high professional titles (lecturers, associate professors and professors) is 

0.312, the corresponding p value is 0.000 , with a significant level P < 0.001; 

meanwhile, the regression path comparison of the grouping model of teachers’ 

professional title shows a significance of 0.383, greater than 0.05, indicating no 

moderating effect of teachers’ professional title. The multi-group analysis and practical 

study show that for teachers with high title or those with low professional title in the 

professional title group, they well recognize and identify with the professional 

teaching researches engaged in, which comes from their professional learning; 

meanwhile, they lose no mind for career planning and a high-level occupational 

identity (affective commitment) to the specialty, namely high-level awareness on work 

research and technology development, and the lifetime goal for such pursuit (London, 

1983, 1993). Meanwhile, as professional knowledge staff, college teachers’ 

professional commitment to their profession is regarded as their lifelong pursuit. Even 

if the school uses any economic commitment and other commitments, it cannot make 

teachers change their original career intention of professional work, the school fails to 

meet the requirements of teachers on professional work and scientific research, they 

may develop turnover intention or even decide to resign at any time (Nafziger, 

Holland, & Gottfredson, 1975; Tracey, 2010). 

The teacher education grouping analysis shows that university teachers’ 

professional commitment is positively correlated with turnover intention (β = 0.421, 

0.247, P < 0.001, the standardized path coefficient of teachers with undergraduate 

(bachelor) degree is 0.421, and that of teachers with graduate degree or above (master 

and doctoral degrees) is 0.247. The corresponding P value is 0.000 and the significance 

level P < 0.001 is significant. Meanwhile, after comparing the regression path of the 

grouping model of the teacher education grouping, the significance is 0.001, which is 
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less than 0.05, indicating the significant difference between teachers with different 

academic degrees and the moderating effect of the grouping. 

The multi-group analysis and practical study show that the universities have 

strict requirements for the education level of the teachers. Teachers with a postgraduate 

degree or above (master’s degree and doctoral degree) are more likely to develop 

turnover intention or even decide to resign, while they have well recognize the 

professional commitment in work, and expect the school and society to provide more 

learning and training opportunities, to enhance their teaching and scientific research 

capabilities (Hauge, 2000). In this study, it is found that teachers with higher education 

have stronger learning ability. If the school does not provide enough opportunities to 

go out for training and scientific research, they will always look for ways to provide 

learning opportunities and participate in training, which will lead to the thoughts and 

behaviors of resignation intention (Hobson, Malderez, & Tracey, 2005). Teachers with 

lower education level of bachelor degree also expect to enjoy the same opportunities of 

training and promotion when at school; these teachers also have the same professional 

work expectations and recognition, but they often miss the boat due to their education 

level (Wittrock & M., 1991); teachers with bachelor degrees have thoughts and 

behaviors of turnover intention due to long-term educational pressure, and their 

thoughts and behaviors of resignation are to improve their educational background and 

realize their professional work goals (Malderez, 2004). 

The incumbency grouping analysis shows that university teachers’ professional 

commitment is positively correlated with turnover intention (β = 0.360, 0.161, P < 

0.001, the standardized path influence coefficient of in-service teachers is 0.360, and 

that of separated teachers is 0.161. So, the corresponding P value is 0.000, and the 

significance level P < 0.001 is significant. Meanwhile, the path analysis of incumbency 

grouping model (in-service and separated) shows that the significance is 0.000, which 

is less than 0.05, indicating significant difference between in-service and separated 

teachers. Hence, the moderating effect of in-service and separated teachers grouping 

exists. The multi-group analysis and practical study show that according to the 

research on the relationship between professional commitment and turnover intention 

of in-service and separated teachers, university teachers have higher professional 

pursuit, professional learning ability and satisfaction in their professional work 



 327 

(Graen, Chun, Dharwadkar, Grewal, & Wakabayashi, 1997). The longer in-service 

teachers work, the more likely to have turnover intention, idea, and behavior, they are 

influenced by management, system, underdeveloped teaching, and research facilities 

of the school. The school does not have ability to provide financial and material 

resources to promote teachers’ professional skills, so the teachers may have turnover 

intention, idea and behavior (Callanan & Greenhaus, 2008; Grossman & Helpman, 

1991). The reasons for separated teachers are analyzed from three aspects: they have 

higher educational level, longer working time in school and more valuable professional 

academic pursuit for themselves. Separated teachers are required to further improve 

their professional ability and have stronger aspirations in the professional field than 

in-service teachers. Previous schools could not provide high technical level of 

assistance and support in practical professional teaching and substantial scientific 

research, so separated teachers have to choose a better school for independent 

ambition to further develop and implement professional ability (Conway, Guest, & 

Trenberth, 2011).  



 

 

CHAPTER 5 

 

CONCLUSION 

 

5.1 Summary 

The research discusses in detail the professional loyalty and turnover intention 

of teachers (as professional knowledge staff) in local independent colleges of regular 

universities in China, which lead to the continuous increase in the turnover rate of 

teachers in universities. The establishment and ownership of the local independent 

college show that local independent college is an effective combination between the 

public school and the private school. The development of these colleges completely 

consists with the national conditions of China and the basic facts of the mass 

development of general higher education in China. At present, the academic circles 

believe that the loss of teachers will increase the cost of employment, the overall 

quality of teachers and the decline of teaching experience of teachers, and further 

affect the scientific research and teaching level of schools. Therefore, in the context of 

the current deepening reform of higher education in China and the high turnover rate 

of teacher in local independent colleges, this paper conducts an in-depth investigation 

and research on the mobility intention of teachers (as professional knowledge staff) in 

local independent colleges and finds out the crux of the problem. It investigates and 

studies the relationship between teachers’ professional loyalty and turnover intention 

based on the psychological contract theory and turnover model. Of which, 

psychological contract theory is used to study the necessary conditions for the 

formation of professional loyalty of university teachers. Necessary conditions include 

psychological contract violation, job satisfaction, work engagement and organization 

commitment, professional commitment, formation of professional loyalty, which 

examine teachers’ professional loyalty to school management, school leadership, 

working environment, teaching, scientific research, and interpersonal relationship in 
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practical work. Formative factors of the turnover model provide the necessary 

conditions for the formative factors of teachers’ professional loyalty and the main 

factors of teachers’ turnover intention, and it also includes teachers’ psychological 

contract violation, job satisfaction, work engagement and organization commitment, 

professional commitment, and turnover intention, which provide specific path 

explanations for teacher turnover. 

The research results support the theoretical model and hypothesis, as well as 

research results about the relationship between professional loyalty of university 

teachers (as professional knowledge staff) and turnover intention, and further explain 

the reasons for teacher turnover. Meanwhile, this provides an empirical basis for 

exploring how university teachers (as professional knowledge staff) have professional 

loyalty problems and thus cause turnover intention in specific daily teaching and 

scientific research work. In particular, the research plays a very important and 

indispensable role in the development and management of young teachers with high 

academic qualifications and excellent professional skills in Chinese universities, as 

well as in the acquisition of key competitive advantages for modern universities in 

China’s higher education reform.  

Firstly, serious psychological contract violation will not lead to high turnover 

intention of university teachers and decline of job satisfaction, and there is a certain 

gap between the results and literature research. From the perspective of teacher 

characteristics, significant differences and moderating effect are seen in groups of age, 

academic degree, and incumbency, and not in those of gender and title. Through 

empirical research, it is found that with the passage of time and the development of 

China’s general higher education, university teachers’ psychological contract 

perception, psychological contract violation and job satisfaction develop in a dynamic 

form in work. Teachers gain new understanding and perception of personal profession 

in work. Teachers will not be affected by school and other external factors to their 

career development and professional persistent pursuit (L. F. Wu, 2015; H. Xia, 2018). 

Secondly, in daily teaching, no turnover intention of university teachers is 

generated due to a decrease in job satisfaction. As professional knowledge staff, 

college teachers have strong abilities to learn professional knowledge and do 

professional work and are persistent in pursuit of success in their career. Even if there 



 330 

are external influences on their work, such as the environmental factors of the school, 

the working atmosphere, the development of the school, etc. None of these change 

individual teachers’ pursuit of ideal professional work and their career as a teacher (H. 

M. Weiss & Cropanzano, 1996). Even if teachers feel psychological contract violation 

in their work, they still maintain high job satisfaction and high work engagement for 

their career pursuit and love of professional work. In the course of the development of 

colleges and universities, when the personal career development of teachers is not 

consistent with the goals of schools, teachers have low job satisfaction in their work, 

which will then lead to low job involvement. This finding is consistent with existing 

literature studies. As professional knowledge staff, teachers have high satisfaction 

from learning, a strong sense of job achievement and full work autonomy in their 

professional work. Once the school has no ability or conditions to provide the basic 

economic, material and research-related environmental support for the teachers, the 

teachers will naturally have low job satisfaction and then fail to fulfill the organization 

commitment. This is consistent with results of existing research. As professional 

knowledge staff, teachers not only have high emotional commitment to their personal 

professional career and a high-standard commitment to seriously complete the existing 

work, but also a high team spirit and a strong will to make personal effort as masters 

for that development of the school, which thus enhances their professional 

commitment and job satisfaction. This is consistent with results of existing research. 

When the job satisfaction is used as mediation variable, its mediation effect will make 

the teacher's psychological dynamics as well as work-related and emotional experience 

in actual work become more complicated. The job satisfaction is not only closely 

related to the teacher's work enthusiasm, but also closely related to their mental health, 

which includes a strong sense of engagement, namely the love and persistent pursuit 

of professional work due to the nature of their job, their input in their career, their 

interpersonal relationship, and their high satisfaction with their professional job and 

career (Timothy A. Judge & Ilies, 2004; Lundgren, Nordholm, & Segesten, 2010). 

Psychological contract violation and turnover intention come from low job satisfaction 

and work engagement due to external factors such as school development, leadership 

management, further education promotion, welfare, and physical conditions. All of 

these results in a sense of psychological contract violation and further increases the 
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turnover intention and behavior (H. M. Weiss, 2002). This also proves that the 

mediation effects of university teachers' job satisfaction on psychological contract 

violation and turnover intention, and the mediation effects of university teachers' job 

satisfaction on professional commitment and turnover intention are found through 

empirical research inconsistent with the existing literature and assumptions. The 

mediation effect of job satisfaction and work engagement of university teachers on 

psychological contract violation and turnover intention of university teachers (second-

order mediation) is consistent with the existing literature. 

Thirdly, work engagement can significantly affect teachers’ turnover intention, 

and the current research results are supported by many literatures. There is a negative 

correlation between university teachers’ work engagement and turnover intention. This 

result is consistent with the current literature research. It is found in practical research 

that teachers receive insufficient affective support from the school as the organization 

and develop self-esteem, friendship and other psychological demand in routine teaching 

due to the school's leadership, management, development, and other factors, decreasing 

work engagement, developing turnover intention and deciding to resign in practical 

work. Because the school fails to fulfill its commitments and the two sides have 

different understanding on the commitments and responsibilities an intermediary 

relationship, the teachers decrease their work engagement, have deeper psychological 

contract violation, develop turnover intention or even decide to resign under physical 

fatigue, depression and negative passion for work (Bamford et al., 2013; Schaufeli & 

Salanova, 2007). These researches show that whether work engagement is an 

antecedent variable or a mediating variable, the changes of other factors are always 

affected by the teachers' actual work engagement. 

Fourthly, the relationship between organization commitment and turnover 

intention has no statistical significance in actual path analysis and correlation research. 

Most research on the relationship between organization commitment and turnover 

intention take enterprises as the research object, but few research on university 

teachers as professional knowledge staff. Practical research suggests that teachers 

make such commitments as normative commitment, affective commitment, and 

continuance commitment to the organization. They generally focus on their ideal 

commitment and opportunity commitment in work and neglect the composition of 
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organization commitment. This suggests that teachers, as professionals with high 

academic degree, IQ and as the core strength of the school, have to keep improving 

their own professional capacity and seeking better research and teaching methods in 

practical work, prefer to work in schools and research institutes at higher levels to 

make personal breakthrough and progress (Bingham, Oldroyd, Thompson, Bednar, & 

Bunderson, 2014; Gouldner, 1957; Gunz & Gunz, 1994; Meyer et al., 1997). This 

truly reflects the real situation of the university teachers working in school. They are 

loyal to their profession and professional field, instead of the organization commitment 

and factors of school. In other words, teachers will make every effort to realize 

professional expectations through professional pursuit, and only perform organization 

commitments in accordance with the requirements and systems of the school. They 

may ignore or refuse to fulfill their responsibilities, and ultimately develop no turnover 

intention or decide to resign due to their organization commitment. 

Fifthly, as professional knowledge staff, university teachers’ professional 

commitment is positively correlated with their turnover intention. Their increased 

professional commitment leads to a higher turnover intention. This result is contrary 

to the current literature. The higher recognition and more persistent pursuit the 

professional work and teaching profession by university teachers, as professional 

knowledge staff, the more likely their turnover intention and resignation. This shows 

that the teachers will continue to study and work harder by virtue of innovation and 

their professional wisdom, to improve their own professional ability, realize their 

lifelong career dream and better serve the society (Hochwarter, Witt, Treadway, & 

Ferris, 2006; Snape & Redman, 2003). When the school fails to provide/create 

teaching environment, atmosphere, facilities and scientific research conditions that 

meet their requirements of occupational and professional development, they will 

choose to "betray the organization instead of the profession", and are thus more likely 

to develop turnover intention and design to leave  (Ivancevich & Matteson, 1984; 

Shore & Wayne, 1993). This also shows that teachers, as professional knowledge staff, 

have such strong passion for job and profession that they will continue to work hard 

and struggle for their professional pursuit and professional field promotion, while 

organization commitment has no significant influence on them. 
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In conclusion, from the perspective of the influence of the research on the 

relationship between the professional loyalty and turnover intention of university 

teachers as professional knowledge staff, both companies and universities have 

consistently emphasized the loyalty of their employees to the employer and implement 

the corporate culture of "loyalty to the company", and "loyalty to the business". Once 

this model enjoys popular support, even if the employees are dissatisfied with the 

company, they will only develop turnover intention and not decide to resign for the time 

being. The professional loyalty of university teachers is a state, a quality, a 

responsibility, and more a belief and a realm. The loyalty to profession is not something 

the teachers are born with, nor something that remains unchanged. Professional loyalty 

is formed and intensified with the accumulation of the teachers' working years. As 

knowledge staff, teachers in local independent colleges of regular universities in China 

are knowledgeable, with high processional competence and irreplaceable professional 

teaching techniques. They respect and love their profession from their hearts and have 

a strong sense of honor and mission and are willing to actively work and dedicate for 

the whole life to pursue their belief and ideals . Meanwhile, professional loyalty of 

university teachers in the work, as the organic unity of their professional identity, sense 

of value, professional quality, and professional ethics, lays a solid foundation for these 

teachers to achieve success in their professional career. 

The professional loyalty of university teachers refers to their accomplishment 

and performance in the professional work and teaching profession. At present, the 

relationship between professional loyalty and turnover intention of university teachers 

as professional knowledge staff can explain their current work performance and actual 

working state in school. Psychological contract violation provides insight to teachers' 

work behavior and attitude, which in turn reflect their professional attitude and 

professional work process. Job satisfaction can explain teachers' psychological 

perception to the school and work itself when doing their work. Work engagement can 

explain teachers' work motivation, including work performance and actual work state. 

Teachers' performance of organization commitment can reflect how well they like the 

school in their work and whether they are willing to continue to work in the university. 

Professional commitment can reflect how much teachers love their profession and 

work. These factors are all important antecedent variables to estimate whether teachers 
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will develop turnover intention or decide to resign in work. 

Practical verification and research show that the relationship between 

professional loyalty and turnover intention of university teachers as professional 

knowledge staff is not developing following the trend indicated by previous studies 

and literature research. With changes in the times and social development, the work 

state, performance, efforts, accomplishment, and mind of teachers as knowledge-based 

professionals have become complex and dynamic. When only the characteristics and 

nature of work are measured and studied, they will be the same with those compared 

of non-knowledge-based professionals. The process of turnover intention and 

resignation development in the complex, volatile and dynamic environment of 

university teachers as professional knowledge staff is studied in this research under 

the framework of their professional characteristics and loyalty, including psychological 

contract violation, job satisfaction, work engagement, organization commitment, and 

professional commitment. 

The research of the professional characteristics and work characteristics of 

university teachers as professional knowledge staff show that, their psychological 

contract perception, psychological contract violation and job satisfaction develop in a 

dynamic form in work. Even if the school fails to provide teachers with material and 

financial support, they gain new understanding and perception of personal profession 

in work. Teachers dare to challenge authority and their own abilities and maintain the 

persistent pursuit of teaching career and their profession. The research of job 

satisfaction shows that, the unsatisfactory work attitude and behavior of teachers in 

work originate from their perception and feelings of working in school, including low 

work input and failure to fulfill organization commitment. Teachers themselves 

maintain special and unswerving passion for the teaching, learning in professional 

field and academic research, namely they will not develop turnover intention or decide 

to resign. The research of work engagement shows that, due to issues of school 

management, leadership and school development, teachers maintain low work 

engagement in daily teaching. They are disappointed at the personnel management 

and prospects of the school, lose the passion for work, and develop turnover intention 

and wish. In terms of organization commitment, teachers as professional knowledge 

staff will do everything for their professional pursuits. When both professional 
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commitment and organization commitment are available, they only choose 

professional development and commitment to professional work. Teachers will not 

perform their commitment because of any problems of the school as the organization, 

let alone develop turnover intention or decide to resign due to organization 

commitment. Finally, the research of professional commitment shows that, with all 

characteristics and features of professional knowledge staff, teachers will make 

lifelong unremitting efforts to pursue personal professional ideals, teaching, academic 

survey, scientific research, and the personal career they love. This also proves the 

incompatibility between professional commitment and organization commitment. 

Teachers will continue their persistence in personal career and professional work 

development, even though they must give up their commitment to the organization. 

The research of mediating factors shows that, job satisfaction not only affects 

both the work enthusiasm (work engagement) and physical, mental health of teachers. 

The specific factors that produce these mediating effects include school development, 

leadership, further study, welfare benefits and physical conditions. They affect the 

teachers' psychological contract violation and work commitment, and lead to 

development of turnover intention or even resignation. The mediating effect of work 

engagement shows that, when the school fails to fulfill its commitment, and the 

teachers and school have different understanding of the commitments and 

responsibilities, the teachers will lower their work engagement, lose passion for the 

work, commit negative psychological contract violation, and more quickly develop 

the turnover intention. 

Finally, from the perspective of teacher characteristics, including gender, age, 

title, education background (education level) and incumbency (in-service status and 

resignation status), There are differences in the relationship between professional 

loyalty and turnover intention for the gender groups and professional title groups of 

university teachers. They all have persistent pursuit for their profession and teaching 

career, and all work hard to realize their belief in the profession. However, there are 

differences in the age group, academic degree group and incumbency group. Teachers 

with different ages, academic degree and incumbent states have different 

understanding on the relationship between professional loyalty and turnover intention 

in work. Therefore, the psychological contract violation, job satisfaction, work 
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engagement, professional commitment, organization commitment all has different 

relationship with turnover intention, including factors such as knowledge, skill, labor, 

working hours, and work experience. However, the characteristics and features of 

university teachers as professional knowledge staff will never change, nor will their 

persistent pursuit of professional work and high recognition of the teaching profession.  

The overall research on the job characteristics and professional technical 

features of Chinese university teachers as professional knowledge staff shows that, 

with economic development and income increase in China, salary is no longer the only 

criterion for college teachers to choose to teach in a certain school. Welfare and salary 

only serve to supplement their physiological needs and family needs to ensure a 

minimum living standard. As far as teachers are concerned, they are concerned about 

personal satisfaction and fulfillment, and expect to gain recognition and approval from 

the school, students, parents, colleagues, family and society through personal 

professional skills and work abilities. Besides, teachers’ pay full attention to their 

spiritual pursuits in their work and career development. They expect full 

understanding, respect, support, and trust from the school in professional teaching, 

academic research, and scientific development. Teachers expect the school to allow 

them to offer advice and suggestions on school development and decision-making, 

and make mistakes at work, to correct them, improve work performance, summarize 

mistakes, and improve their professional ability and teaching experience. Finally, 

teachers hope that the school will respect their professional development and 

professional competence demands, and provide them with technical support, more 

further studies on profession, more job autonomy, more opportunities for research 

promotion and academic research in their career development, so that they can realize 

a lifelong pursuit of personal career aspirations and professional learning.  

As the organization, the school should follow the development of knowledge 

economy, which is characterized by more intense competition for talents, and the 

school should perform the important task of human resource management well, to 

attract and retain outstanding talents. The contest for talents among Chinese 

universities has become fiercer in recent years, bringing serious challenges to the 

management of teachers as professional knowledge staff. When the school fails to 

fulfill the commitment, including technical support, academic atmosphere, teaching 
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environment and good scientific research environment, teachers will generally develop 

turnover intention, leave the school and work in other academic institutions or teach in 

other universities with better academic platform and teaching environment, to improve 

their professional abilities and pursue their personal professional ideals, incurring 

higher management cost to the university. Teachers, as professional knowledge staff 

with high individual quality, pay attention to the improvement of professional skills, 

professional learning, and their professional development in their work-related 

psychological activities. At work, teachers are loyal to their personal profession and 

work rather than the school and are thus constantly exploring more knowledge and 

pursuing career development. They expect organizational justice and technical support 

that match their contributions in professional teaching. The research results also show 

that the relationship between the professional loyalty and turnover intention of 

teachers as professional knowledge staff is affected by factors such as school 

management, school development, academic atmosphere, technical support, 

technological development, and teaching environment. Therefore, as suggested by the 

results of this research, in order to promote the development of universities, and 

promote, retain and attract professionals with high academic degree to improve their 

teaching quality and academic status, it is necessary to consider:  

1)  How to thoroughly review and select in the recruitment procedure 

the professional knowledge staff (teachers) that match the school's development 

philosophy and school mission.  

2)  How to employ and appoint reasonable number of professional 

knowledge staff (teachers) based on the actual development, management and job 

requirements of the school. 

3)  How to establish academic culture and management culture in the 

school where the university teachers as professional knowledge staff and their 

accomplishment are respected by the organization. 

4)  How to formulate management methods of university teachers as 

professional knowledge staff based on their work and professional characteristics.  

5)  How to pay more attention to and more vigorously support the 

professional development demands of university teachers as professional knowledge 

staff based on organization commitment. 
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The above five points are indispensable considerations for the research of 

improvement of operation, discipline development and reduction of teacher loss in 

local independent colleges of regular universities in China. Given their job and 

professional characteristics, university teachers as professional knowledge staff 

generally have professional loyalty that refers to the professional commitment of 

lifelong pursuit of the teaching career and personal profession. Regardless of the 

personnel management, actual conditions of the school and their work site, the 

teachers will continue to disregard the organization commitment at work, pursue 

personal professional ideals, and are still likely to develop turnover intention or even 

decide to resign. The school should improve the combined factors constituting the 

framework for the professional loyalty of university teachers based on the actual 

research facts and conditions, including psychological contract violation , job 

satisfaction, work engagement and organization commitment, to reduce the teacher 

loss and prevent them from developing turnover intention or even deciding to resign. 

In addition, in the research on the relationship between professional loyalty and 

turnover intention of university teachers to reduce their turnover intention and improve 

their professional loyalty, it is necessary to consider "how to strengthen the sense of 

organization support of targeted university teachers as professional knowledge staff, 

control the teacher loss and enhance the composing sense of work support". These six 

issues will directly affect whether the actual problems identified and analysis results 

of the research on the relationship between professional loyalty and turnover intention 

of university teachers can meet the development and application demands of local 

independent colleges of regular universities in China. These six issues can serve as the 

directions for the future research on the development path of the professional loyalty 

of university teachers, the loss of university teachers, and the professional 

characteristics of university teachers as professional knowledge staff. 

 

5.2 Research Contributions 

The research in this paper has important theoretical significance. It not only 

verifies some conclusions of existing theories, but further promotes the relationship 

between professional loyalty and turnover intention of university teachers based on 
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their professional characteristics, which is reflected in the following aspects: 

Firstly, to better understand the influence factors of professional loyalty of 

university teachers on turnover intention, the research, based on the theory of 

psychological contract, the professional characteristics of professional knowledge 

staff, and the research literature on relevant theories of professional loyalty and 

turnover, puts forward a new theory, "relationship between teachers' professional 

loyalty (psychological contract violation, job satisfaction, work engagement, 

organization commitment and professional commitment) and turnover intention", 

which further explains the factors of university teachers' turnover and the concrete 

process of their turnover, thereby enriching the contents of psychological contract and 

professional loyalty of university teachers and their measurement research to develop 

teacher's professional development，and support the development of relevant 

teacher's professional theories. 

The professional loyalty of university teachers includes psychological contract 

violation, job satisfaction, work engagement, organization commitment and 

professional commitment. In the empirical research on components of professional 

loyalty, the research attempts to fill the gap between Chinese scholars' human resource 

management-related policy making and incentive policy making in university teachers' 

personnel management, to realize teachers' love for their own job in the daily 

professional teaching and persistent pursuit of professional teaching (Liying, 2008; 

Liying & Yang, 2010), which urgently needs empirical research to support them. In 

addition, since serious defects are found in the current empirical research on university 

teachers' professional loyalty management and university teachers management based 

on psychological contract and their research scope is narrow (Han, 2016; Wanmin, 

2007), the research puts forward the "empirical methods", and conducts this new 

research direction from the perspective of teachers' professional loyalty and turnover 

intention, hoping to make some contributions to the human resource management, 

school development, teacher turnover and school management policy-making of local 

independent colleges of regular universities in China. 

With respect to the professional commitment of university teachers, the 

research, based on the theory of psychological contract, provides new understanding 

of professional characteristics and work commitment (professional commitment) of 
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university teachers according to their work nature, work characteristics and relevant 

theories and literature (Taylor, 1988). Meanwhile, psychological contract theory 

improves the theoretical conception of single factor and multiple factors in the theory 

of motivation and attitude, and makes up for the single understanding and explanation 

of professional commitment (Aranya et al., 1981; G. J. Blau, 1985, 2003; D. T. Hall & 

Moss, 1998; Meyer et al., 1993; Mowday et al., 1979) , that is, professional 

commitment of teachers' persistent pursuit of and love for professional work. 

With respect to the turnover, the research originates from the psychological 

contract theory and turnover model put forward by scholars (Argyris, 1960; Kickul & 

Lester, 2001; Kotter, 1973; Levinson, 1962; Levinson et al., 1962; D. E. Morrison, 

1994; J. L. Price, 2001; S. L. Robinson et al., 1994; D. M. Rousseau, 1989). From the 

perspective of turnover, this model consists of job satisfaction, organization 

commitment, work opportunity and turnover intention (J. L. Price, 2001). While 

professional loyalty of university teachers improves the model content on this basis, 

including psychological contract violation, job satisfaction, work engagement, 

organization commitment, professional commitment, and turnover intention, to 

conduct the research on the relationship between professional loyalty and turnover 

intention. The teachers in the research have a high degree of job satisfaction and work 

engagement. Even if teachers are not satisfied with their job and have low work 

engagement due to the school, which indirectly affects teachers' psychological contract 

violation, their persistent pursuit of professional work will also reduce the generation 

of turnover intention thoughts and behaviors. This finding also provides a unique 

insight into teachers' turnover research and expands the research of scholars. In 

addition, scholars can also further study the results of the research that organization 

commitment is not a valid predictive factor. 

 

5.3 Practical Contributions 

From the perspective of practical contributions, this paper deals with several 

problems that many local independent colleges of regular universities in China are 

facing at present, i.e., how to reduce the turnover rate of university teachers to achieve 

a reduction in teacher turnover rate? How can local independent colleges of regular 



 341 

universities in China reduce the pressure on teachers? Why do teachers have turnover 

intention thoughts and behaviors compared with professional non-knowledge staff? In 

the meanwhile, do all teachers from local independent colleges of regular universities 

have turnover intention thoughts and behaviors in their daily teaching work? Do 

teachers all behave in the same way in the process of generating turnover intention 

thoughts and behaviors? 

This paper has discussed and responded to the above problems and has drawn 

some preliminary conclusions that can be used as a reference for independent colleges 

of regular universities in China as well as other universities' administrators when 

making human resource decisions. At the same time, the research also provides some 

new insights for other practitioners related to higher education in China, and some 

guidance for relevant educational institutions on how to retain their core professional 

knowledge staff as intellectual capital and core strength. 

Firstly, the research puts forward a professional loyalty model of university 

teachers based on the psychological contract theory and turnover model, which is 

applied to human resource management in regular universities in China, school 

management, school policy-making, school talent management, teaching resource 

planning and other fields, to conduct the research on the relationship between 

professional loyalty and turnover intention from the perspective of professional loyalty 

of university teachers. The results reveal the factors of professional loyalty of 

professional knowledge staff for university teachers and relevant practitioners, 

including psychological contract violation, job satisfaction, work engagement, 

organization commitment, professional commitment and turnover intention, teachers' 

special work characteristics as well as the interrelationship between the uncertain 

work status and turnover intention. For example, the degree of explanation for 

psychological contract violation, job satisfaction, work engagement, organization 

commitment, professional commitment and turnover intention exceeds 40% of 

variance. These relationships provide local independent colleges of regular universities 

and other relevant higher education institutions in China and their administrators with 

questions on how to improve the human resource management of teachers, how to 

improve teachers' technical, equipment and financial support in professional teaching 

as well as academic and scientific research, how to promote teachers' promotion, 
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further study and training opportunities, and how to change the existing management 

problems in school, including policy-making and correction of the problems existing 

in school discipline construction, thereby providing a new direction in the practice of 

human resource management for teachers in independent colleges of regular 

universities and other relevant higher education institutions in China, including 

problems in teachers' professional loyalty and turnover. The research finds that the 

factors of professional loyalty of university teachers include psychological contract 

violation, job satisfaction, work engagement and professional commitment, which are 

decisive factors that affect their turnover intention. 

Secondly, the research on relationship between psychological contract 

violation and turnover intention may improve teachers' professional quality and work 

attitude, and enable teachers to learn to control their emotions when they feel any 

psychological violation at work, so that they could learn to keep promises or put 

forward personal opinions to reduce school losses and rebuild mutual trust with the 

school (R. A. Guzzo et al., 1994; Kickul et al., 2002; H. Zhao et al., 2007). Meanwhile, 

the more serious the teachers' psychological contract violation is, the higher their job 

satisfaction will be, which also shows that the research on the relationship between the 

psychological contract violation and job satisfaction can help teachers to define their 

personal job responsibilities and obligations. Teachers' professional work makes them 

know their responsibilities to students. Even though teachers feel frustrated and 

depressed at work due to dissatisfaction with school management and development, 

their job nature and job responsibilities make them have strong job satisfaction (C. 

Lee et al., 1999; D. M. Rousseau & Tijoriwala, 1996).Therefore, it also shows that the 

particularity of teaching profession will not affect teachers' work behavior and 

practical work attitude due to the school's financial or material commitments. The 

research on psychological contract violation and turnover intention as well as the 

model framework of psychological contract violation and job satisfaction offer clear 

analysis and school management development direction. The school should endeavor 

to provide teachers with a good teaching environment, fair and competitive salaries, 

and benefits, and create an honest organizational culture and psychological contract 

commitment. When the school fails to fulfill certain responsibilities and obligations, it 

cannot shirk its responsibilities, but should make sincere and reasonable explanations 
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to employees and take necessary measures (Dibble, 1999; Peter F. Drucker, 1999). 

Thirdly, the research finds that the relationships among job satisfaction and 

work engagement, organization commitment and professional commitment are 

decisive factors that affect the school's daily work, teachers’ turnover, and school 

management. The professional competence and high education background of teachers 

make them immersed in their professional development and sense of self-achievement. 

Even if teachers have low job satisfaction due to the school, no turnover intention and 

behavior are generated, which also shows that low job satisfaction can improve 

teachers' professional awareness and job responsibility (Baldwin & Ford, 1988; 

Baumgartel et al., 1984; E. W. Morrison & Robinson , 1997). Teachers' work 

engagement can promote teachers to be highly focused on and energetic in their work. 

When the school deviates from teachers' development direction, leadership 

management, personnel relations and interpersonal relationships, teachers' job 

satisfaction decreases, which in turn leads to a decrease in their work engagement  

(Harter et al., 2002; Christina Maslach et al., 2001). Through personal efforts, 

university teachers have high learning satisfaction and work autonomy in professional 

teaching and personal professional fields, so that their self-worth can be realized. 

When the school is unable to fulfill teachers' basic job security, teachers would have 

low job satisfaction, which in turn leads to failure to fulfill organization commitment 

and neglect of organization commitment (Carson & Bedeian, 1994). Therefore, when 

university teachers focus on their professional teaching work, their job satisfaction, 

and its relevant factors, including work engagement, organization commitment, 

professional commitment, and turnover intention, can effectively help the school to 

understand the specific requirements and demands of teachers for the school, 

administrator, and leader. After understanding the framework model of relevant 

factors, the school may create a good academic atmosphere, establish a reasonable 

organizational knowledge structure, and promote knowledge sharing between teachers 

and the organization. In the meanwhile, the analysis of job satisfaction and relevant 

factor framework helps teachers to enhance high-level professional knowledge and 

learning ability. To achieve knowledge sharing, it is necessary for the school and 

teachers to learn and complement each other when completing complex work. Finally, 

the school should assist in establishing a knowledge framework suitable for teachers 
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and school objectives based on its framework, to promote the mutual integration of 

teachers' respective profession and practice. 

Fourthly, the research finds that the work engagement of university teachers 

indicates the vitality, concentration and dedication of teachers in school work (Q. 

Zhang, 2007; X. Zhang & Bartol, 2010). Teachers show high subjective well-being 

and love for their career in the actual teaching process as well as academic and 

scientific research (Q. Zhang, 2007; X. Zhang & Bartol, 2010). From the perspective 

of school management, the school and leaders lack sincerity and trust in teachers, and 

they have a purely employment relationship with teachers (Mittelman & Miller, 2009). 

The research on the relationship between work engagement and turnover intention 

shows that teachers' professional characteristics make them lack high -level 

psychological needs such as emotion, self-esteem and friendship from the school and 

its management, so teachers' job satisfaction decreases, resulting in turnover intention 

thoughts and behaviors (Avolio, Gardner, et al., 2004; Avolio, Zhu, et al., 2004; 

Mittelman & Miller, 2009). Therefore, leadership management is the key factor that 

affects teachers' work engagement and turnover intention. The role of leadership 

management is to produce an influence to ensure the completion of management 

functions and the realization of school development goals. School management and 

leadership management are the key to the school development and discipline 

construction. The management behavior of the school and leadership not only affects 

teachers' work performance in school, but also affects the future development and 

deployment of the school, the work of teacher groups and even the behavior and 

performance of the whole organization. The relationship model between teachers' 

work engagement and turnover intention also clearly indicates the tense employment 

relationship between teachers and the school. This model allows the school to know 

that the core of management is the management of teachers, the university 

management aims at teachers with excellent expertise and high professional skills, and 

that motivating teachers to serve the school with enthusiasm and creativity is the key 

to its continued development. Then, the relationship model between teachers' work 

engagement and turnover intention helps the school to clearly realize that the school 

should implement human-based management for teachers, and understand teachers' 

difficulties in work and life, to enhance the relationship between teachers and school 
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leaders. In addition, democratic management is the primary prerequisite for the 

continued development of the school. The school should allow teachers to participate 

in the decision-making and management of the school, to take advantage of their love 

for teaching profession and persistent pursuit of professional teaching as an 

opportunity to mobilize teachers' work enthusiasm and initiative. Finally, the fairness 

of management will also greatly affect teachers' work attitude in school, and the 

benefits, salaries, teaching support, teaching facilities, further study, training 

opportunities, research opportunities and promotion opportunities will all lead to 

teachers' work attitude and behavior. Therefore, the fairness of leadership management 

at school level is also one of the necessary factors. In conclusion, school management 

and leadership management must be gradually improved and developed in the 

direction of humanization, democratization, and fairness, to improve teachers' sense of 

responsibility to the school. 

Fifthly, the research finds that organization commitment can be interpreted as 

"commitment to moral standards, personal emotion and work inertia" for university 

teachers. Teachers would mechanically complete basic teaching tasks and teaching 

hours according to the rules and regulations of the school, without personal thoughts 

and creative work behaviors (Colquitt, 2001; Meyer et al., 1990; Meyer et al., 2004). 

The research on the relationship between organization commitment and turnover 

intention is statistically insignificant but provides constructive suggestions. Based on 

their professional characteristics and particularity of professional work, teachers’ pay 

more attention to personal professional development and personal input in professional 

work, and try their best to find professional learning opportunities, which also shows 

teachers' love for and persistent pursuit of their profession (Currivan, 1999; Mathieu 

& Farr, 1991; Meyer & Allen, 1991). Therefore, as the forerunner in teaching 

profession and leader in morality, university teachers are subject to the professional 

ethics during the contract period, i.e. organization commitment. However, the school 

(organization) cannot control their inner perception and psychological contract, that is, 

the generation of turnover intention thoughts and behaviors. The research conclusions 

suggest university administrators that the school should not seek to retain teachers by 

external factors such as moral standards but should retain teachers by providing 

teachers with more learning and promotion opportunities, strengthening the 
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construction of academic teams in school, and creating good academic atmosphere. 

Only in this way can teachers feel the warmth of organization, which is conducive to 

the sustainable development of university. 

Sixthly, the research finds that professional commitment is the teachers' high 

recognition and persistent pursuit of their career and professional work. The research 

framework of professional commitment and turnover intention indicates that university 

teachers with special knowledge and skills are generally experts and scholars in the 

research fields. The higher the teachers' professional commitment in pursuing truth 

and high-level work is, the higher their turnover intention will be (Beckstead & 

Vinodrai, 2003; G. J. Blau, 2003). At the same time, the framework also shows that 

teachers hope to work in universities or related educational institutions with better 

academic level, more advanced teaching facilities and higher discipline construction 

(Butler & Waldrop, 2001; Cappelli, 2000). Meanwhile, due to their high individual 

quality, university teachers may pay more attention to professional commitment in the 

psychological contract related to work, and may be more loyal to their profession than 

to their organization. They constantly pursue the acquisition and update of new 

knowledge and pursue career development (N. J. Allen & Meyer, 1990a; Hochwarter 

et al., 2006; Ivancevich & Matteson, 1984; K. Lee et al., 2000; Shore & Wayne, 1993; 

Snape & Redman, 2003). Therefore, the relationship model between professional 

commitment and turnover intention provides relatively complete path analysis and 

results, helping the school and its management to understand each teacher's 

professional interests, abilities, and personalities, and find out the gap between 

professional ideals and professional reality. According to the actual situation of the 

school, the school should endeavor to meet teachers' aspirations for career 

development, provide opportunities for continuing education and training, and enable 

teachers to match their personal career and professional work, feel promising and to 

establish a trust relationship with the organization. In addition, the school should 

endeavor to create an advanced, perfect and high-quality professional development 

and work environment for teachers. School management and administrator should 

adopt democratic management to consider teachers' opinions and enable teachers to 

participate in school management. Finally, the school should provide teachers with 

suitable career promotion and professional development path, create development 



 347 

space for teachers, and allow teachers to clearly understand their development 

prospects and values in the organization. 

Seventhly, the application of mediation effect plays an active role in the 

research on the relationship model between professional loyalty and turnover intention 

of university teachers, which provides powerful empirical research on the loss of 

teachers as core resource and wealth of school for the development and human 

resource management of universities. Firstly, the research on the relationship model 

among psychological contract violation, job satisfaction, work engagement and 

turnover intention finds that when teachers' job satisfaction has mediation effect, 

psychological contract violation and turnover intention have no mediation effect due 

to job satisfaction, and their mediation effect is not significant. At the same time, 

teachers' job satisfaction does not support the mediation effect of professional 

commitment and turnover intention, which is consistent with the current researchers' 

literature (Timothy A. Judge & Ilies, 2004; Oldham et al., 1978; Porter & Lawler, 

1968; Stephen P. Robbins, 2001, 2006; P. C. Smith et al., 1969). In the second-order 

mediation research, the relationship between job satisfaction and work engagement 

that mediates psychological contract violation and turnover intention indicates that the 

psychological contract violation of university teachers in the daily teaching process 

comes from school work itself, school development, school scale, school policy 

system, work environment, academic atmosphere, school management, leadership 

management, further study and training opportunities, promotion space, benefits, 

family and social support and other factors (Bluedorn, 1982; Flowers & Hughes, 1973; 

Hendrix et al., 1985).Teachers' professional characteristics include higher learning 

ability, work wisdom and education background. Teachers have unsatisfied work 

attitude, thoughts and behaviors due to the school and other reasons (i.e. low work 

engagement), affecting their perception of psychological contract violation, but their 

professional ability makes them still willing to overcome difficulties and work 

pressure, and always maintain a high professional attitude, professional identity and 

professional ethics, thus reducing the generation of turnover intention thoughts and 

behaviors (Aranya et al., 1981). Secondly, the mediation effects of work engagement 

that mediates psychological contract violation and turnover intention find that teachers 

have strong recognition, energy and concentration on personal professional work and 
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teaching profession. Teachers may feel psychological contract violation due to the 

unwillingness of the school to fulfill its promise (Demerouti, Bakker, Nachreiner, et 

al., 2001), while the negative effects of work engagement will accelerate the 

generation of psychological contract violation and turnover intention, including 

depression and ignorance of job role (Dirks & Ferrin, 2002; Gardner et al., 2005). 

Therefore, in the research on the relationship between professional loyalty and 

turnover intention of university teachers, the mediation effects of job satisfaction and 

work engagement help the school to deeply realize that human wealth is the core 

factor for the development of regular universities in China and the improvement of 

their discipline construction. The school should promote teachers' professional goals 

consistent with organizational goals to manage and retain teachers (professional 

knowledge staff) and create value for the school better. In the research, the mediation 

model framework based on job satisfaction and work engagement can help the school 

to understand and correctly guide the psychological contract of university teachers 

through practical analysis. For example, when making commitments to teachers from 

the application stage, the school should correctly guide teachers rather than 

exaggerating the responsibilities of the school, which will lead to high psychological 

contract and generate psychological contract violation. In addition, the school should 

pay attention to teachers' developmental input and improve their professional ability. 

Teachers' loyalty to the profession is often higher than loyalty to the school 

(organization). The management of human resources in the school should attach 

importance to the combination of teachers' professional loyalty and organizational 

loyalty, including career management, the construction and development of knowledge 

teams, the dynamic management of communication between teachers and the school 

and their psychological contract, and the incentive strategies suitable for teachers' 

professional characteristics. 

Eighthly, the professional loyalty of university teachers includes the differences 

in the demographic variables of the research on the relationship among psychological 

contract violation, job satisfaction, work engagement, organization commitment, 

professional commitment, and turnover intention. The demographic variables include 

gender, age, professional title, academic degree (education) and teachers' in-service 

condition (in-service status and separated status). The results indicate that the 
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relationship among psychological contract violation, job satisfaction, work 

engagement, organization commitment, professional commitment, and turnover 

intention in the professional loyalty of university teachers finds that except for the 

gender group and professional title group, there are significant differences and 

moderating effects in the groups of age, education and in-service condition. In the 

analysis of relationship model between teachers' professional loyalty and turnover 

intention, the reason why there is no significant difference and moderating effect in 

the gender group and professional title group lies in the professionalism and 

particularity of teaching profession. In their professional teaching, teachers’ pay more 

attention to the pursuit of self-realization and sense of satisfaction and achievement 

from the work itself due to their strong independence and autonomy as well as the 

willingness to continue learning and innovation, and strongly expect recognition and 

respect from the school (organization), students, parents and society (Cooke et al., 

1980; Jaros, 2010; Klawitter, 2018; Martin, 2005; H. M. Weiss, 2002; Westerman et 

al., 2006). In the meanwhile, the relationship model between teachers' professional 

loyalty and turnover intention shows that there are differences and moderating effect 

in the age group and education group, which are manifested in the professional value, 

professional identity, and professional emotion of university teachers. In these 

differences, teachers regard the profession as the need of self -realization, and 

professional activity and work become a part of teachers' life. Teachers regard their 

pursuit of professional work as the place to realize the value of life. Teachers' 

professional labor not only points to the bottom demand of economic returns, but also 

the demand of self-improvement and self-value realization (D. G. Allen & Griffeth, 

1999; Munsey, 2010a; Othman et al., 2015; Wantao Yu et al., 2020). Finally, the 

relationship model between teachers' professional loyalty and turnover intention 

shows that there are significant difference and moderating effect in teachers' in-service 

conditions (in-service status and separated status). The significant difference of the 

statuses of in-service teachers and separated teachers includes work conditions, work 

environment, leadership style and demand characteristics in school, which will affect 

their perception and feeling in actual work (Dartey-Baah & Amoako, 2011; Harter et 

al., 2002; Prayag et al., 2019). University teachers are more loyal to their profession 

than to their school (organization). More literature also provides a powerful proof that 
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higher professional commitment means that teachers are constantly receiving new 

knowledge and training new skills in their work, so as to continuously expand the path 

of career development and have a firm personal goal for their career direction 

(Kukenberger, Mathieu, & Ruddy, 2015; H. A. Robinson & Hoppock, 2014). In-

service teachers will continue to work in school due to their age, relatively low 

education, family factors and other reasons, and their original intention for teaching 

profession has not changed (Kelchtermans & Vandenberghe, 1994; Mawhinney & Xu, 

1997). Separated teachers have not changed their persistent pursuit of professional 

work and professional commitment, but have higher expectations for the school 

(organization), and the needs of career development and professional ability 

improvement due to their age, shorter working hours, and relatively high education 

(Bonet Loscertales, 2007; Dickson & Roethlisberger, 2003; T.-C. Huang, Lawler, & 

Lei, 2007), Meanwhile, teachers expect the school (organization) to provide more 

opportunities for scientific research, training, education promotion, further study and 

promotion, so as to achieve their development goals and become the school's academic 

leaders. They can only work in other universities and related teaching institutions with 

stronger scientific research ability and more scientific research opportunities through 

personal efforts (Bonet Loscertales, 2007; Meirun, 2019; Uhl-Bien et al., 2014; Q. 

Zhang, 2007). Therefore, the research on the relationship model between professional 

loyalty and turnover intention of university teachers provides the differences of 

demographic characteristics in teachers' professional characteristics, so that the school 

can clearly understand the problems existing in the management of teachers. In the 

school development and teacher management, the school (organization) needs to 

improve their organizational culture construction, the professional and technical 

support of professional knowledge staff, and strengthen the assessment and incentive 

of talent cultivation. Talent cultivation and professional and technical support are the 

development paths for the school to stimulate and control the loss of high-quality 

professionals. The strengthening assessment and incentive methods for teacher 

training allow teachers to know that the school promotes their professional ability 

through practical actions. School's talent cultivation performance and mechanism 

assessment are the driving forces to motivate teachers to conduct professional teaching 

work, and they are willing to put them into the assessment system and assessment 
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content, to form correct talent cultivation performance orientation and performance 

indicators. The school should also enhance the guiding role of innovation incentives 

and promotion incentives in scientific and academic research. In the process of 

implementing innovation incentives, the school may create an innovat ive work 

environment and a relaxing academic atmosphere to urge teachers to devote more 

efforts to scientific and academic research and produce more excellent and high-

quality papers and research results.  

 

5.4 Limitations 

Although the research has provided some contributions, there are some 

limitations that need to be further studied and verified. The research results only 

explain the influence of professional loyalty (psychological contract violation, job 

satisfaction, work engagement, organization  commitment and professional 

commitment) of teachers from regular universities (undergraduate level) in China on 

turnover intention, i.e. the relationship between teachers' professional loyalty and 

turnover intention, and the research only explains the professional work characteristics 

and teaching profession of teachers and their persistent pursuit of personal career, 

which results in serious loss of the school teachers. Whether this result can be 

extended to other universities at undergraduate level or related higher education 

institutions in China needs further research. 

In addition, the samples of the research are teachers' samples collected from 

local independent colleges of regular universities in China (undergraduate level). 

Firstly, in the research, it is uncertain whether the research on the relationship between 

the professional loyalty and turnover intention of teachers will be different due to the 

differences in the universities' geographical location, the schools where teachers work, 

the school running system and the school level (first-tier and second-tier), especially 

the uncertainty of teachers' professional characteristics on professional loyalty, and the 

influence of teachers' professional loyalty on turnover intention. Therefore, the 

research model needs to adopt the samples of regular universities in other regions or 

cities in China for further research. 
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Thirdly, the research verifies the influence of professional loyalty 

(psychological contract violation, job satisfaction, work engagement,  organization 

commitment and professional commitment) of university teachers on turnover 

intention. It is not clear whether it can be applied to other research of psychological 

contract, human resource management, and turnover. More samples of teachers from 

relevant regular universities and higher education institutions in China should be used 

to test, to verify the universality of university teachers' professional loyalty in the 

course of the work due to the professionalism and particularity of the profess ion, 

including the degree of loyalty to their teaching profession, as well as the universality 

of their loyalty to the school (organization), and to verify the universality of the 

problem of serious loss of teachers caused by the school work. 

Fourthly, due to the limitations of manpower, material resources and time, the 

research adopts cross section study, while the research on the relationship between 

professional loyalty and turnover intention of university teachers adopts longitudinal 

study. In the longitudinal study method, samples of teachers' professional loyalty and 

turnover intention may be selected from different time points. As many scholars have 

pointed out, there is a great difference in the research on the relationship between 

teachers' professional loyalty and turnover intention when investigating at different 

time points (Felps et al., 2009). Based on teachers' professional characteristics, 

professional pursuit, academic research pursuit and persistent pursuit of scientific 

research and study, the research also shows that when teachers work in the school due 

to their dreams and career pursuit, they never think of leaving their job, and they will 

go through a series of procedures before they finally leave their job. Intervening at 

different stages of this process may lead to completely different research results. This 

is also a problem that needs to be studied and solved in the next step. 

Fifthly, in the research, the relationship between university teacher's 

professional loyalty and turnover intention has not analyzed and studied the factors of 

teacher's professional identity and employee behavior choice strategy. It is possible 

that the inclusion of these factors would be more detailed in explaining the process by 

which teachers' professional loyalty leads to the generation of teachers' turnover 

intention thoughts or behaviors and would better validate the integrity of the research 

model in explaining the causes of teacher turnover. 
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Sixthly, in the research, all the population control variables, including marital 

status, salary income and school service years, are not fully analyzed in the analysis of 

teachers' demographic characteristics, which will show different research on 

professional loyalty and turnover intention. Therefore, other demograph ic 

characteristics of teachers need to be further studied to verify the universality of the 

research model. 

Finally, the research provides an in-depth analysis of the reasons for the 

insignificant direct relationship and insignificant mediating relationship between 

university teachers' professional loyalty and turnover intention, and this relationship 

needs to be further explored. 

 

5.5 Future Research 

In view of the limitations of the research, we provide some suggestions for 

further study. Firstly, based on the existing psychological contract theory, turnover 

model, and the existing professional loyalty model of teachers from regular 

universities in China in the research, this paper studies the measures to prevent the 

loss of teachers and enhance teachers' retention intention, and the measures on how to 

guide teachers to enhance organization commitment. 

Secondly, the research on the relationship between professional loyalty and 

turnover intention explains the professional characteristics of university teachers, and 

the characteristics of university teachers' love, dedication and lifelong pursuit of their 

profession, and further studies university teachers' professional skills and learning 

ability as well as characteristics of high-level professional work based on the model 

results of the research. 

Thirdly, the research constructs a model of professional loyalty of teachers 

from regular universities in China based on psychological contract theory and turnover 

model, which is used to describe teachers' professional characteristics appearing to 

alienate from the school at work and leading to their turnover. However, this is 

preliminary and exploratory research, and it is still necessary to fully reveal the 

psychological contract between teachers and the school from both sides of the teacher 

and the school. Theoretical research and applied research should be strengthened 
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while empirical research on psychological contract and turnover model is carried out. 

Fourthly, further research can also apply the research model, or the 

psychological contract theory, professional knowledge staff characteristics, and the 

theories and concepts of professional loyalty and turnover intention to relevant higher 

education institutions, to explore the universality of the research model and teachers' 

turnover from other schools. 

Fifthly, in the research, the research on the result variable of psychological 

contract violation in teachers' professional loyalty can be conducted in other regular 

universities and related higher education institutions in China. Due to the different 

situation of teachers employed by the school, the contents, types, and dimensions of 

psychological contract between the school and teachers are different. The measurement 

of psychological contract violation should be closer to the professional teaching work 

and the school (organization) conditions, so that the management theory is closer to 

the practice of the school (organization), which is instructive and operable. 

Sixthly, in the research, job satisfaction, as a relatively subjective factor as well 

as an antecedent variable and result variable, reflects teachers' objective work attitude 

and opinions towards the current teaching profession and school in the research on the 

relationship between teachers' professional loyalty and turnover intention. However, 

whether the mediation effect of job satisfaction in the framework of the research 

model can reflect the relationship and effect with other factors remains to be further 

explored and studied. 

Seventhly, further research can also verify the research model by using the 

samples of teachers from regular universities in other regions of China, especially the 

research on the insignificant relationship between organization commitment and 

turnover intention, the research on the insignificant relationship between professional 

commitment and organization commitment, and the research on the mediation effect 

of organization commitment as a mediating variable on other variables, so as to give a 

general explanation and answer for the “specific reasons why teachers ignore 

organization commitment” in the future research of independent variables and 

mediating variables in the relationship between teachers' professional loyalty and 

turnover. 
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Eighthly, there is an "idol" effect in the teaching profession of teachers from 

regular universities in China, but this "idol" effect is not analyzed in the research. The 

"idol" effect often brings the "turnover influencing" phenomenon, that is, whether an 

individual teacher's turnover will be influenced by other teachers. Currently, it is 

difficult to classify the reasons for leaving the job as traditional psychological contract 

violation, job satisfaction, work engagement, professional commitment, and 

organization commitment. Some irrational factors may play a part in teachers’ 

turnover. Whether this phenomenon exists in the teaching profession of teachers from 

regular universities in China deserves further study. However, if the "turnover 

influencing" phenomenon does exist, another issue in the management of human 

resources in universities is highlighted, that is, the retention of professional knowledge 

staff team. currently, the human resource management of regular universities and 

related higher education institutions in China as well as the development of the school 

(organization) needs to consider not only teachers' work characteristics, but also the 

work characteristics of the team, to establish another model to study and explain 

teachers' turnover behavior. 

Finally, the relationship between the direct and indirect relationship between 

university teachers' professional loyalty (psychological contract violation, job 

satisfaction, work engagement, organization commitment and professional 

commitment) and turnover intention can also be further explored and expanded 

through other samples, especially for the results in which the mediation effects 

between job satisfaction that mediates psychological contract violation and turnover 

intention, as well as job satisfaction that mediates professional commitment and 

turnover intention are not significant, and at the same time, the relationship between 

organization commitment and turnover intention is not significant, and the relationship 

between professional commitment and organization commitment is not significant.  



 

 

BIBLIOGRA PHY 
 

BIBLIOGRAPHY 
 

 

A. Meadows, K. (2003). So you want to do research? 4: An introduction to quantitative 

methods. British Journal of Community Nursing, 8(11), 519-526.  

Abrams, D., & Hogg, M. A. (2001). Collective identity: Group membership and self-

conception. In M. A. Hogg & R. S. Tindale (Eds.), Blackwell handbook of social 

psychology: Group processes (pp. 425-460). Oxford, UK: Blackwell. 

Abrams, D., & Hogg, M. A. (2004). Collective identity: Group membership and self-

conception. In Self and social identity (pp. 147-181). Malden: Blackwell. 

Adams, G. A., King, L. A., & King, D. W. (1996). Relationships of job and family 

involvement, family social support, and work–family conflict with job and life 

satisfaction. Journal of Applied Psychology, 81(4), 411-420.  

Adams, J. S. (1963). Towards an understanding of inequity. The Journal of Abnormal 

and Social Psychology, 67(5), 422. doi:10.1037/h0040968 

Adams, J. S. (1965). Inequity in social exchange. In Advances in experimental social 

psychology (Vol. 2, pp. 267-299). Amsterdam, Netherlands: Elsevier. 

Adler, S., & Golan, J. (1981). Lateness as a withdrawal behavior. Journal of Applied 

Psychology, 66(5), 544-554.  

Alarcon, G. M., & Edwards, J. M. (2011). The relationship of engagement, job 

satisfaction and turnover intentions. Stress and Health, 27(3), 294-298.  

Alderfer, C. P. (1969). An empirical test of a new theory of human needs. 

Organizational Behavior and Human Performance, 4(2), 142-175.  

Allen, D. G., & Griffeth, R. W. (1999). Job performance and turnover: A review and 

integrative multi-route model. Human Resource Management Review, 9(4), 525-

548.  

Allen, N. J., & Meyer, J. P. (1990a). The measurement and antecedents of affective, 

continuance and normative commitment to the organization. Journal of 

Occupational Psychology, 63(1), 1-18.  

Allen, N. J., & Meyer, J. P. (1990b). Organizational socialization tactics: A longitudinal 

analysis of links to newcomers' commitment and role orientation. Academy of 

Management Journal, 33(4), 847-858.  

Allen, N. J., & Meyer, J. P. (1996). Affective, continuance, and normative commitment 

 



 357 

 

to the organization: An examination of construct validity. Journal of Vocational 

Behavior, 49(3), 252-276.  

Alvi, S. A., & Ahmed, S. W. (1987). Assessing organizational commitment in a 

developing country: Pakistan, a case study. Human Relations, 40(5), 267-280.  

An, Z., Xie, P., & Li, X. (2013). Analysis and countermeasures of the loss of knowledge 

workers. Cooperative Economy and Science And Technology, (2), 50-51.  

Anderson, N., & Schalk, R. (1998). The psychological contract in retrospect and 

prospect. Journal of Organizational Behavior: The International Journal of 

Industrial, Occupational and Organizational Psychology and Behavior, 19(S1), 

637-647.  

Anderson, S. E., Coffey, B. S., & Byerly, R. T. (2002). Formal organizational initiatives 

and informal workplace practices: Links to work-family conflict and job-related 

outcomes. Journal of Management, 28(6), 787-810.  

Anderson, W. (2002). Factors that motivate teachers to remain in the teaching profession 

in North Carolina. The University of North Carolina at Charlotte: Science Index  

ProQuest Dissertations Publishing, 2929-2929. Copyright ProQuest LLC. 

Angle, H. L., & Perry, J. L. (1981). An empirical assessment of organizational 

commitment and organizational effectiveness. Administrative Science Quarterly, 

26(1), 1-14. doi:10.2307/2392596 

Aranya, N., & Ferris, K. R. (1984). A reexamination of accountants' organizational-

professional conflict. The Accounting Review, 59(1), 1-15.  

Aranya, N., Kushnir, T., & Valency, A. (1986). Organizational commitment in a male 

dominated profession. Human Relations, 39(5), 433-448. 

doi:10.1177/001872678603900504 

Aranya, N., Pollock, J., & Amernic, J. (1981). An examination of professional 

commitment in public accounting. Accounting Organizations & Society, 6(4), 

271-280.  

Argyris, C. (1960). Understanding organizational behavior. Minneapolis, MN: Dorsey. 

Armstrong, M. (2002). Employee reward: People and organisations. London: Chartered 

Institute of Personnel and Development. 

Arnold, H. J., & Feldman, D. C. (1982). A multivariate analysis of the determinants of 

 



 358 

 

job turnover. Journal of Applied Psychology, 67(3), 350-360.  

Arnold, M. A., & Young, E. (1990). Growth and protein content of apple in response to 

root and shoot temperature following chilling. HortScience, 25(12), 1583-1588.  

Arshad, R. (2016). Psychological contract violation and turnover intention: do cultural 

values matter? Journal of Managerial Psychology, 31(1), 251-264.  

Arthur, J. B. (1994). Effects of human resource systems on manufacturing performance 

and turnover. Academy of Management Journal, 37(3), 670-687.  

Aryee, S., Wyatt, T., & Min, M. K. (1991). Antecedents of organizational commitment 

and turnover intentions among professional accountants in different employment 

settings in Singapore. The Journal of Social Psychology, 131(4), 545-556.  

Averill, J. R. (1985). The social construction of emotion: With special reference to love. 

In The social construction of the person (pp. 89-109). New York, NY: Springer. 

Avolio, B. J., Gardner, W. L., Walumbwa, F. O., Luthans, F., & May, D. R. (2004). 

Unlocking the mask: A look at the process by which authentic leaders impact 

follower attitudes and behaviors. The Leadership Quarterly, 15(6), 801-823.  

Avolio, B. J., Zhu, W., Koh, W., & Bhatia, P. (2004). Transformational leadership and 

organizational commitment: Mediating role of psychological empowerment and 

moderating role of structural distance. Journal of Organizational Behavior: The 

International Journal of Industrial, Occupational and Organizational 

Psychology and Behavior, 25(8), 951-968.  

Awang, Z., Afthanorhan, A., & Asri, M. (2015). Parametric and non parametric 

approach in structural equation modeling (SEM): The application of 

bootstrapping. Modern Applied Science, 9(9), 58-67.  

B. Bakr, K. A., A. Shammari, I. S., Jefri, O. A., & Prasad, J. N. (1994). Organizational 

commitment, satisfaction, and turnover in Saudi organizations: A predictive 

study. The Journal of Socio-Economics, 23(4), 449-456.  

Bacharach, S. B., Bamberger, P., & Conley, S. (1991). Work‐home conflict among 

nurses and engineers: Mediating the impact of role stress on burnout and 

satisfaction at work. Journal of Organizational Behavior, 12(1), 39-53.  

Bai, Y. (2017). A study on the influence of psychological contract on teachers' turnover 

intention in applied undergraduate colleges and universities. Journal of Hunan 

 



 359 

 

University of Science and Engineering, (5), 93-107.  

Bajpai, Naval, Srivastava, & Deepak. (2004). Sectorial comparison of factors 

influencing job satisfaction in Indian Banking Sector. Singapore Management 

Review, 26(2), 89-100.  

Bal, M. (2009). Age and psychological contract breach in relation to work outcomes. 

VU University, Amsterdam: Rozenberg Publishers. 

Baldwin, T. T., & Ford, J. K. (1988). Transfer of training: A review and directions for 

future research. Personnel Psychology, 41(1), 63-105.  

Bamford, M., Wong, C. A., & Laschinger, H. (2013). The influence of authentic 

leadership and areas of worklife on work engagement of registered nurses. 

Journal of Nursing Management, 21(3), 529-540.  

Bannister, B. D., & Griffeth, R. W. (1986). Applying a causal analytic framework to the 

Mobley, Horner, and Hollingsworth (1978) turnover model: A useful 

reexamination. Journal of Management, 12(3), 433-443.  

Banville, D., Desrosiers, P., & G. Volet, Y. (2000). Translating questionnaires and 

inventories using a cross-cultural translation technique. Journal of Teaching in 

Physical Education, 19(3), 374-387.  

Bao, Y. (2005). Research on the development of human resources in ordinary local 

colleges and universities - the motivation and countermeasures of teachers' loss. 

Heilongjiang Education (Higher Education Research and Evaluation Edition), 

(4), 3-5.  

Basford, T. E., & Offermann, L. R. (2012). Beyond leadership: The impact of coworker 

relationships on employee motivation and intent to stay. Journal of Management 

& Organization, 18(6), 807-817.  

Bass, B. M. (1985). Leadership and performance beyond expectations. Academy of 

Management Review, 12(4), 756-757.  

Bateman, P. J., Gray, P. H., & Butler, B. S. (2011). Research note—The impact of 

community commitment on participation in online communities. Information 

Systems Research, 22(4), 841-854.  

Bateman, T. S., Ferris, G., & Strasser, S. (1984). More important than'what'or'how'is 

the'why'behind individual work performance. Management Review, 73(10), 69-

 



 360 

 

72.  

Bateman, T. S., & Organ, D. W. (1983). Job satisfaction and the good soldier: The 

relationship between affect and employee “citizenship”. Academy of 

Management Journal, 26(4), 587-595.  

Bateman, T. S., & Strasser, S. (1984). A longitudinal analysis of the antecedents of 

organizational commitment. Academy of Management Journal, 27(1), 95-112.  

Baumgartel, H. J., Reynolds, J. I., & Pathan, R. Z. (1984). How personality and 

organisational climate variables moderate the effectiveness of management 

development programmes: A review and some recent research findings. 

Management & Labour Studies, 9(1), 1-16.  

Baysinger, B. D., & Mobley, W. H. (1982). Employee turnover: Individual and 

organizational analyses. Retrieved from 

https://apps.dtic.mil/sti/citations/ADA114439 

Becker, H. S. (1960). Notes on the concept of commitment. American Journal of 

Sociology, 66(1), 32-40.  

Becker, T. E., & Kernan, M. C. (2003). Matching commitment to supervisors and 

organizations to in-role and extra-role performance. Human Performance, 16(4), 

327-348.  

Beckstead, D., & Vinodrai, T. (2003). Dimensions of occupational changes in Canada's 

knowledge economy, (1971-1996). Canada: Statistics Canada. 

Bedeian, A. G., & Armenakis, A. A. (1981). A path-analytic study of the consequences 

of role conflict and ambiguity. Academy of Management Journal, 24(2), 417-

424.  

Bedeian, A. G., Kemery, E. R., & Pizzolatto, A. B. (1991). Career commitment and 

expected utility of present job as predictors of turnover intentions and turnover 

behavior. Journal of Vocational Behavior, 39(3), 331-343.  

Beijaard, D., Meijer, P. C., & Verloop, N. (2004). Reconsidering research on teachers’ 

professional identity. Teaching and Teacher Education, 20(2), 107-128.  

Beijaard, D., Verloop, N., & Vermunt, J. D. (2000). Teachers’ perceptions of 

professional identity: An exploratory study from a personal knowledge 

perspective. Teaching and Teacher Education, 16(7), 749-764  

 



 361 

 

Belias, D., Koustelios, A., Sdrolias, L., & Aspridis, G. (2015). Job satisfaction, role 

conflict and autonomy of employees in the Greek Banking Organization. 

Procedia-Social and Behavioral Sciences, 175, 324-333.  

Bennell, P. (1996). General versus vocational secondary education in developing 

countries: a review of the rates of return evidence. The Journal of Development 

Studies, 33(2), 230-247.  

Berry, B., & Eckert, J. (2012). Creating teacher incentives for school excellence and 

equity. Boulder, CO: National Education Policy Center. 

Bessant, J., & Francis, D. (1999). Developing strategic continuous improvement 

capability. International Journal of Operations & Production Management, 

19(11), 1106-1119.  

Bild, A. H., Yao, G., Chang, J. T., Wang, Q., Potti, A., Chasse, D., . . . Berchuck, A. 

(2006). Oncogenic pathway signatures in human cancers as a guide to targeted 

therapies. Nature, 439(7074), 353-357.  

Billingsley, B. S., & Cross, L. H. (1992). Predictors of commitment, job satisfaction, 

and intent to stay in teaching: A comparison of general and special educators. 

The Journal of Special Education, 25(4), 453-471.  

Bingham, J. B., Oldroyd, J. B., Thompson, J. A., Bednar, J. S., & Bunderson, J. S. 

(2014). Status and the true believer: The impact of psychological contracts on 

social status attributions of friendship and influence. Organization Science, 

25(1), 73-92.  

Bishay, A. (1996). Teacher motivation and job satisfaction: A study employing the 

experience sampling method. Journal of Undergraduate Sciences, 3(3), 147-155.  

Blau, F. D., & Kahn, L. M. (1981). Race and sex differences in quits by young workers. 

ILR Review, 34(4), 563-577.  

Blau, G. J. (1985). The measurement and prediction of career commitment. Journal of 

Occupational Psychology, 58(4), 277-288.  

Blau, G. J. (1988). Further exploring the meaning and measurement of career 

commitment. Journal of Vocational Behavior, 32(3), 284-297.  

Blau, G. J. (1989). Testing the generalizability of a career commitment measure and its 

impact on employee turnover. Journal of Vocational Behavior, 35(1), 88-103.  

 



 362 

 

Blau, G. J. (2003). Testing for a four‐dimensional structure of occupational 

commitment. Journal of Occupational and Organizational Psychology, 76(4), 

469-488.  

Blau, G. J., & Lunz, M. (1998). Testing the incremental effect of professional 

commitment on intent to leave one's profession beyond the effects of external, 

personal, and work-related variables. Journal of Vocational Behavior, 52(2), 

260-269.  

Blau, P. M. (1964). Exchange and power in social life. New York, NY: Wiley. 

Bloom, D., & Jorde-Bloom, P. (1987). The role of higher education in fostering the 

personal development of teachers. College Student Journal, 21(3), 229–240.  

Bluedorn, A. C. (1982). A unified model of turnover from organizations. Human 

Relations, 35(2), 135-153.  

Bogler, R., & Somech, A. (2004). Influence of teacher empowerment on teachers’ 

organizational commitment, professional commitment and organizational 

citizenship behavior in schools. Teaching and Teacher Education, 20(3), 277-

289.  

Bollen, K. A. (1982). A confirmatory factor analysis of subjective air quality. Evaluation 

Review, 6(4), 521-535.  

Bollen, K. A. (1989). A new incremental fit index for general structural equation 

models. Sociological Methods & Research, 17(3), 303-316.  

Bollen, K. A., & Long, J. S. (1993). Testing structural equation models (Vol. 154). 

Thousand Oaks, California, CA: SAGE Publications. 

Bonet Loscertales, M. d. R. (2007). Opening the black-box of individuals career 

advancement: The role of organizational factors. (Doctoral dissertation). 

University of Pennsylvania, Philadelphia, PA.  

Bordia, P., Restubog, S. L. D., & Tang, R. L. (2008). When employees strike back: 

Investigating mediating mechanisms between psychological contract breach and 

workplace deviance. Journal of Applied Psychology, 93(5), 1104 -1117.  

Borg, I. (1990). Multiple facetisations of work values. Applied Psychology, 39(4), 401-

412.  

Borman, W. C., & Motowidlo, S. J. (1993). Expanding the criterion domain to include 

 



 363 

 

elements of contextual performance. San Francisco: Jossey-Bass. 

Bowling, N. A., & Hammond, G. D. (2008). A meta-analytic examination of the 

construct validity of the Michigan Organizational Assessment Questionnaire Job 

Satisfaction Subscale. Journal of Vocational Behavior, 73(1), 63-77.  

Brayfield, A. H., & Rothe, H. F. (1951). An index of job satisfaction. Journal of Applied 

Psychology, 35(5), 307-311.  

Brickson, S. (1998). The impact of relational and collective identity orientation on 

prejudice toward nontraditional workers. Paper presented at the the Unpublished 

manuscript Harvard University, Boston at the American Psychological Society 

1999 Convention, Denver.  

Brief, A. P., & Roberson, L. (1989). Job attitude organization: An exploratory study1. 

Journal of Applied Social Psychology, 19(9), 717-727. doi:10.1111/j.1559-

1816.1989.tb01254.x 

Brislin, R. W. (1970). Back-translation for cross-cultural research. Journal of Cross-

Cultural Psychology, 1(3), 185-216.  

Britt, T. W. (2003). Aspects of identity predict engagement in work under adverse 

conditions. Self and Identity, 2(1), 31-45.  

Britt, T. W., Adler, A. B., & Bartone, P. T. (2001). Deriving benefits from stressful 

events: The role of engagement in meaningful work and hardiness. Journal of 

Occupational Health Psychology, 6(1), 53-63. doi:10.1037//1076-8998.6.1.53 

Bronfenbrenner, U., & Morris, P. A. (1998). The ecology of developmental processes. In 

W. Damon & R. M. Lerner (Eds.), Handbook of child psychology: Theoretical 

models of human development (pp. 993-1028). Hoboken, NJ: John Wiley & 

Sons. 

Brown, K. L., & George, E. B. (1995). CTIMIT: A speech corpus for the cellular 

environment with applications to automatic speech recognition. Paper presented 

at the 1995 International Conference on Acoustics, Speech, and Signal 

Processing, Detroit, MI, USA. 

Brown, S. P. (1996). A meta-analysis and review of organizational research on job 

involvement. Psychological Bulletin, 120(2), 235-255. doi:10.1037/0033-

2909.120.2.235 

 



 364 

 

Brown, S. P., & Leigh, T. W. (1996). A new look at psychological climate and its 

relationship to job involvement, effort, and performance. Journal of Applied 

Psychology, 81(4), 358-368. doi:10.1037/0021-9010.81.4.358 

Bruce, B. (1974). Building organizational commitment: The socialization of managers 

in work organizations. Administrative Science Quarterly, 19(4), 533-546.  

Bruce, B. (2006). New year, New plan. Medical Economics, 83(1), 51-52.  

Bulmer, M., Gibbs, J., & Hyman, L. (2014). Social measurement through social 

surveys: An applied approach. Oxfordshire, England: Routledge. 

Bunderson, J. S. (2001). How work ideologies shape the psychological contracts of 

professional employees: Doctors' responses to perceived breach. Journal of 

Organizational Behavior: The International Journal of Industrial, Occupational 

and Organizational Psychology and Behavior, 22(7), 717-741.  

Butler, T., & Waldrop, J. (2001). Job sculpting: The art of retaining your best people & 

harvard business review on finding and keeping the best people. Boston: 

Harvard Business School Press. 

Byrne, B. M. (1993). The maslach burnout inventory: Testing for factorial validity and 

invariance across elementary, intermediate and secondary teachers. Journal of 

Occupational and Organizational Psychology, 66(3), 197-212.  

Byron, K. (2005). A meta-analytic review of work–family conflict and its antecedents. 

Journal of Vocational Behavior, 67(2), 169-198.  

Cai, J. (2008). On the influence of the measures for the establishment and management 

of independent colleges on the development of independent colleges. 

Entrepreneur World Second Half Monthly (Theoretical Edition), (11), 137.  

Cai, J., & Wu, W. (2017). Analysis on the policy and legal environment for the 

construction of teachers in independent colleges. Journal of Educational 

Institute of Jilin Province, 33(12), 46-49. doi:10.16083/j.cnki. 1671-

1580.2017.12.012 

Cai, K. (2000). The relationship between organizational commitment, job satisfaction 

and turnover intention: Meta analysis. Taipei: China Management Review, 3(4), 

33-49.  

Cai, N. W., & Zhang, L. H. (2014). The evolution and innovation of typology for human 

 



 365 

 

resource management research——Based on matrix of quartering. Journal of 

Lanzhou Commercial College, (1), 43-51. 

Caldwell, D. F., Chatman, J. A., & O'Reilly, C. A. (1990). Building organizational 

commitment: A multifirm study. Journal of Occupational Psychology, 63(3), 

245-261.  

Callanan, G. A., & Greenhaus, J. H. (2008). The baby boom generation and career 

management: A call to action. Advances in Developing Human Resources, 10(1), 

70-85.  

Cammann, C., Fichman, M., Jenkins, G. D., & Klesh, J. (1983). Assessing the attitudes 

and perceptions of organizational members. In D. Fields, L. (Ed.), Taking the 

measure of work. A guide to validated scales for organizational research and 

diagnosis. California, CA: SAGE Publishing. 

Campion, M. A., & Mitchell, M. M. (1986). Management turnover: Experiential 

differences between former and current managers. Personnel Psychology, 39(1), 

57-69.  

Cao, W. (2011). The research on the relationship of role stress, affectiv commitment and 

job involvement. Chinese Master's Theses Full-text Database, (2), 132-1377. 

Cao, W., Zhu, R., & Guo, J. (2007). Research on the concept, subject and construction 

mechanism of psychological contract. Comparative Economic & Social Systems, 

(2), 132-137.  

Cao, Y. (2005). Priority analysis on the formation process of teacher turnover intention 

at universities. Journal of Changjiang University (Social Sciences Edition), (2), 

130-133.  

Cao, Y. (2006). Cost benefit analysis of college teachers' resignation. Jiangsu Higher 

Education,  (5), 150. doi:10.13236/j.cnki. jshe. 2006.05.053 

Cappelli, P. (2000). A market-driven approach to retaining talent. Harvard Business 

Review, 78(1), 103-103.  

Carless, S. A. (2005). The influence of fit perceptions, equal opportunity policies, and 

social support network on pre-entry police officer career commitment and 

intentions to remain. Journal of Criminal Justice, 33(4), 341-352.  

Carson, K. D., & Bedeian, A. G. (1994). Career commitment: Construction of a measure 

 



 366 

 

and examination of its psychometric properties. Journal of Vocational Behavior, 

44(3), 237-262.  

Carson, K. D., Carson, P. P., & Bedeian, A. G. (1995). Development and construct 

validation of a career entrenchment measure. Journal of Occupational and 

Organizational Psychology, 68(4), 301-320.  

Carsten, J. M., & Spector, P. E. (1987). Unemployment, job satisfaction, and employee 

turnover: A meta-analytic test of the Muchinsky model. Journal of Applied 

Psychology, 72(3), 374-381. doi:10.1037/0021-9010.72.3.374 

Carstensen, L. L., Fung, H. H., & Charles, S. T. (2003). Socioemotional selectivity 

theory and the regulation of emotion in the second half of life. Motivation and 

Emotion, 27(2), 103-123.  

Chambers, E. G., Foulon, M., Handfield-Jones, H., Hankin, S. M., & Michaels, E. G. 

(1998). The war for talent. McKinsey Quarterly, (3), 44-57.  

Chang, E. (1999). Career commitment as a complex moderator of organizational 

commitment and turnover intention. Human Relations, 52(10), 1257-1278.  

Chay, Y. W., & Aryee, S. (1999). Potential moderating influence of career growth 

opportunities on careerist orientation and work attitudes: Evidence of the protean 

career era in Singapore. Journal of Organizational Behavior, 20(5), 613-623.  

Chen, C., & Liu, Z. (2021). The evolution process, multiple logic and optimization path 

of classified management policy of colleges and universities in China - a review 

of the ten years of the implementation of the outline of the national medium and 

long term education reform and development plan (2010-2020) Jiangsu Higher 

Education, (10), 35-45. doi:10.13236/j.cnki. jshe. 2021.10.005 

Chen, H. (1996). A comparative study on two teacher losses in the development history 

of Chinese Colleges and Universities. Higher Educational Research in Areas of 

Communications, (4), 12-30. 

Chen, H., & Zhang, L. (2013). On the relationship between psychological contract and 

middle school teachers' loyalty - A case study of some middle schools in Hunan 

Province. Educational Measurement and Evaluation (Theoretical Edition), (12), 

30-34. doi:10.16518/j.cnki. emae. 2013.12.002 

Chen, I. H., Brown, R., Bowers, B. J., & Chang, W. Y. (2015). Work‐to‐family conflict 

 



 367 

 

as a mediator of the relationship between job satisfaction and turnover intention. 

Journal of Advanced Nursing, 71(10), 2350-2363.  

Chen, J., Ling, W., & Fang, L. (2003a). Construct dimension of the enterprise staff’s 

psychological contract. Acta Psychologica Sinica, (3), 404-410.  

Chen, J., Ling, W., & Fang, L. (2003b). Content, dimension, and type of psychological 

contract. Advances in Psychological Science, (4), 437-445. 

Chen, Q., & Wang, X. (2009). Review on the relationship between job involvement and 

psychological contract violation. The Science Education Article Collects (Last 

ten days), (7), 221-222. 

Chen, W. W., & Zhu, H. Y. (2003). A psychological study of young 

teachers'occupational stability in universities. Journal of Zhejiang Education 

Institute, (5), 7. 

Chen, X. F., Wang, F. W., Yan, F. Q., Chen, H. C., Lan, H. L., & Wu-Hua, H. E. (2011). 

Local practice of independent colleges and its policy implications: Based on 

field investigation in Zhejiang Province. Fudan Education Forum, (1), 56-60. 

doi:10.13397/j.cnki. fef. 2011.01.014 

Chen, Y. (2004). Comparing four employees' psychological contract relationships. 

Psychological Science, (4), 958-960. doi:10.16719/j.cnki. 1671-

6981.2004.04.051 

Chen, Y., & Sun, S. (1994). A measurement study of teachers' job satisfaction. 

Psychological Science, (3), 5. doi:10.16719/j.cnki. 1671-6981.1994.03.005 

Chen, Z., Wakabayashi, M., & Takeuchi, N. (2004). A comparative study of 

organizational context factors for managerial career progress: focusing on 

Chinese state-owned, Sino-foreign joint venture and Japanese corporations. The 

International Journal of Human Resource Management, 15(4-5), 750-774.  

Chen, Z. X., Aryee, S., & Lee, C. (2005). Test of a mediation model of perceived 

organizational support. Journal of Vocational Behavior, 66(3), 457-470.  

Chen, Z. X., & Francesco, A. M. (2003). The relationship between the three components 

of commitment and employee performance in China. Journal of Vocational 

Behavior, 62(3), 490-510.  

Cheng, J. (2007). The function mode and management countermeasures of employees' 

 



 368 

 

psychological contract. Beijing, China: People's Publishing House. 

Cheng, J., Ling, W., & Fang, L. (2001). Psychological contract in organization. Journal 

of Management Science, (2), 74-78.  

Cheng, X., Xu, S., & Fan, J. (2012). Empirical methods in organization and 

management research 2nd edition. Beijing, China: Peking University Press. 

Cheung, C.-K., & Scherling, S. A. (1999). Job satisfaction, work values, and sex 

differences in Taiwan's organizations. The Journal of Psychology, 133(5), 563-

575.  

Cheung, G. W., & Rensvold, R. B. (2002). Evaluating goodness-of-fit indexes for 

testing measurement invariance. Structural Equation Modeling, 9(2), 233-255.  

Chin, W. W. (1998). The partial least squares approach to structural equation modeling. 

Modern Methods for Business Research, 295(2), 295-336.  

Chung, Y.-P. (1990). Educated mis-employment in Hong Kong: Earnings effects of 

employment in unmatched fields of work. Economics of Education Review, 9(4), 

343-350.  

Chusmir, L. H., & Parker, B. (1984). Dimensions of need for power: Personalized vs. 

socialized power in female and male managers. Sex Roles, 11(9), 759-769.  

Clandinin, D. J., Connelly, F. M., & Bradley, J. G. (1999). Shaping a professional 

identity: Stories of educational practice. Mcgill Journal of Education, 34(2), 

189-191.  

Coase, R. H. (1937). The nature of the firm. Economica, 4(16), 386-405.  

Coats, J. (1986). Three models for white collar productivity improvement. Industrial 

Management, 28(2), 7-13.  

Cohen, E. E., Rosen, L. S., Vokes, E. E., Kies, M. S., Forastiere, A. A., Worden, F. 

P., . . . Bycott, P. (2008). Axitinib is an active treatment for all histologic 

subtypes of advanced thyroid cancer: Results from a phase II study. Journal of 

Clinical Oncology, 26(29), 4708-4713.  

Colarelli, S. M., & Bishop, R. C. (1990). Career commitment: Functions, correlates, and 

management. Group & Organization Studies, 15(2), 158-176.  

Collins, D. (1997). Knowledge work or working knowledge? Ambiguity and confusion 

in the analysis of the “knowledge age”. Employee Relations, 19(1), 38-50.  

 



 369 

 

Colquitt, J. A. (2001). On the dimensionality of organizational justice: A construct 

validation of a measure. Journal of Applied Psychology, 86(3), 386.  

Conway, N., & Briner, R. B. (2005). Understanding psychological contracts at work: A 

critical evaluation of theory and research. Oxford, England: Oxford University 

Press. 

Conway, N., Guest, D., & Trenberth, L. (2011). Testing the differential effects of 

changes in psychological contract breach and fulfillment. Journal of Vocational 

Behavior, 79(1), 267-276.  

Cooke, R., Price, G., & Tarr, K. (1980). Jacked piles in London clay: Interaction and 

group behaviour under working conditions. Geotechnique, 30(2), 97-136.  

Cosmides, L., & Tooby, J. (1987). From evolution to behavior: Evolutionary psychology 

as the missing link. In J. Dupré (Ed.), The latest on the best: Essays on evolution 

and optimality (pp. 276-306). Cambridge, Massachusetts: MIT Press. 

Cotton, J. L., & Tuttle, J. M. (1986). Employee turnover: A meta-analysis and review 

with implications for research. Academy of Management Review, 11(1), 55-70.  

Cranny, C., Smith, C. P., & Stone, E. F. (1992). Job satisfaction: How people feel about 

their jobs and how it affects their performance. New York, NY: Lexington Book. 

Creed, F. (1983). Job stress and burnout: Research, theory and intervention perspectives. 

In W. S. Paine (Ed.), British Journal of Psychiatry, 143(2) (pp. 212-213). 

Cropanzano, R., Byrne, Z. S., Bobocel, D. R., & Rupp, D. E. (2001). Moral virtues, 

fairness heuristics, social entities, and other denizens of organizational justice. 

Journal of Vocational Behavior, 58(2), 164-209.  

Crosswell, L. (2004). The dimensions of teacher commitment: The different ways in 

which teachers conceptualise and practice their commitment. In Danby, S, 

Knight, J, & McWilliam, E (Eds.) Performing educational research: Theories, 

methods and practices (pp. 89-103). New York, NY: Post Pressed. 

Cummings, W. K. (2017). The relevance of academic work in comparative perspective, 

the changing academy -the changing academic profession in international 

comparative perspective (Vol. 13). New York, NY: Springer International 

Publishing. 

Cunningham, G. B., Sagas, M., & Ashley, F. B. (2001). Occupational commitment and 

 



 370 

 

intent to leave the coaching profession: Differences according to race. 

International Review for the Sociology of Sport, 36(2), 131-148.  

Currivan, D. B. (1999). The causal order of job satisfaction and organizational 

commitment in models of employee turnover. Human Resource Management 

Review, 9(4), 495-524.  

Cynthia, Liu, J., Rousseau, D. M., Hui, C., & Chen, Z. X. (2011). Inducements, 

contributions, and fulfillment in new employee psychological contracts. Human 

Resource Management, 50(2), 201-226.  

Dai, G., & Liu, Z. (2012). Psychological contract: A new perspective of teacher 

management in higher vocational colleges. Education Exploration, (9), 100-101. 

doi:10.3969/j.issn. 1002-0845.2012.09.039 

Dalton, D. R., Todor, W. D., & Krackhardt, D. M. (1982). Turnover overstated: The 

functional taxonomy. Academy of Management Review, 7(1), 117-123.  

Dalton, D. R., Todor, W. D., Spendolini, M. J., Fielding, G. J., & Porter, L. W. (1980). 

Organization structure and performance: A critical review. Academy of 

Management Review, 5(1), 49-64.  

Dartey-Baah, K., & Amoako, G. K. (2011). Application of Frederick Herzberg’s Two-

Factor theory in assessing and understanding employee motivation at work: A 

Ghanaian Perspective. European Journal of Business and Management, 3(9), 1-

8.  

Davis, G. B., Collins, R. W., Eierman, M. A., & Nance, W. D. (1993). Productivity from 

information technology investment in knowledge work. In Deery (Eds.) 

Strategic information technology management: Perspectives on organizational 

growth and competitive advantage (pp. 327-343). United States: IGI Global. 

Davis, K. E., & Todd, M. J. (1985). Assessing friendship: Prototypes, paradigm cases 

and relationship description. In S. Duck & D. Perlman (Eds.), Understanding 

personal relationships: An interdisciplinary approach (pp. 17-38). Thousand 

Oaks, California, CA: SAGE Publications. 

De Cuyper, N., De Jong, J., De Witte, H., Isaksson, K., Rigotti, T., & Schalk, R. (2008). 

Literature review of theory and research on the psychological impact of 

temporary employment: Towards a conceptual model. International Journal of 

 



 371 

 

Management Reviews, 10(1), 25-51. doi:10.1111/j.1468-2370.2007.00221.x 

De Lange, A. H., Taris, T. W., Jansen, P., Kompier, M. A., Houtman, I. L., & Bongers, P. 

M. (2010). On the relationships among work characteristics and learning‐related 

behavior: Does age matter?. Journal of Organizational Behavior, 31(7), 925-950.  

Dee, J. R., Henkin, A. B., & Singleton, C. A. (2006). Organizational commitment of 

teachers in urban schools: Examining the effects of team structures. Urban 

Education, 41(6), 603-627.  

Deery, S. J., Iverson, R. D., & Walsh, J. T. (2006). Toward a better understanding of 

psychological contract breach: A study of customer service employees. Journal 

of Applied Psychology, 91(1), 166-177.  

Demerouti, E., Bakker, A. B., De Jonge, J., Janssen, P. P., & Schaufeli, W. B. (2001). 

Burnout and engagement at work as a function of demands and control. 

Scandinavian Journal of Work, Environment & Health, 27(4), 279-286.  

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job 

demands-resources model of burnout. Journal of Applied Psychology, 86(3), 

499-512.  

Deng, F. (2018). Research on incentive path and management of college teachers from 

the perspective of knowledge. Management Observer, (18), 136-137. 

Deng, L. (2019). On the significance of colleges and universities in beijing in promoting 

the benign development of the turnover rate of young teachers -- Taking Beijing 

a university as an example. Education Modernization, (66), 175-177. 

doi:10.16541/j.cnki. 2095-8420.2019.66.064 

Despres, C., & Hiltrop, J. M. (1995). Human resource management in the knowledge 

age: Current practice and perspectives on the future. Employee Relations, 17(1), 

9-23. doi:10.1108/01425459510146652 

Dibble, S. (1999). Keeping your valuable employees: Retention strategies for your 

organization's most important resource. Hoboken, NJ: John Wiley & Sons. 

Dickson, W. J., & Roethlisberger, F. J. (2003). Management and the Worker (Vol. 5). 

New York, NY: Psychology Press. 

Ding, J. (2005). A review of psychological contract theory. Journal of Xuzhou Education 

College, (3), 64-66. 

 



 372 

 

Dirks, K. T., & Ferrin, D. L. (2002). Trust in leadership: Meta-analytic findings and 

implications for research and practice. Journal of Applied Psychology, 87(4), 

611-628.  

Dobbs, K. (2001). Knowing how to keep your best and brightest. Workforce, 80(4), 56-

60.  

Dong, K., & Liu, Y. (2010). Cross‐cultural management in China. Cross Cultural 

Management: An International Journal, 17(3), 223-243. 

Dove, R. (1998). The knowledge worker. Automotive Manufacturing & Production, 

110(1), 18.  

Drucker, H. (1997). Improving regressors using boosting techniques. Paper presented at 

the 14th ICML 1997, 97(2), 117-115. Nashville, TN, USA. Retrieved from 

http://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.31.314&rep=rep1&ty

pe=pdf 

Drucker, P. F. (1999). Knowledge-worker productivity: The biggest challenge. 

California Management Review, 41(2), 79-94.  

Drucker, P. F. (2002). They're not employees, they're people. Harvard Business Review, 

80(2), 70-128.  

Du, J.-L., & Wang, X. C. (2012). Methods in exploring teachers' construction in Gansu 

Independent Colleges. Journal of Guizhou Normal College, (9), 52-54. 

doi:10.13391/j.cnki. issn. 1674-7798.2012.09.018 

Duan, W.-h., Ye, Q., & Duan, Y. (2019). Management of new generation university 

teachers from the perspective of psychological contract. Journal of Mudanjiang 

Normal University (Social Sciences), (3), 127-135. doi:10.13815/j.cnki. 

jmtc(pss) 

Dunahee, M. H., & Wangler, L. A. (1974). The psychological contract: A conceptual 

structure for management/employee relations. Personnel Journal, 53(7), 518-

526.  

Dyne, L. V., Ang, S., & Botero, I. C. (2003). Conceptualizing employee silence and 

employee voice as multidimensional constructs. Journal of Management Studies, 

40(6), 1359-1392.  

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990). Perceived organizational 

 



 373 

 

support and employee diligence, commitment, and innovation. Journal of 

Applied Psychology, 75(1), 51-59. doi:10.1037/0021-9010.75.1.51 

Ekman, F., Wallace V. (1982). Felt, false, and miserable smiles. Journal of Nonverbal 

Behavior, 6(4), 238-252.  

Ekman, P., & Friesen, W. V. (1982). Felt, false, and miserable smiles. Journal of 

Nonverbal Behavior, 6(4), 238-252.  

Elliot, F. R. (1978). Occupational commitments and paternal deprivation. Child: Care, 

Health and Development, 4(5), 305-315. doi:10.1111/j.1365-

2214.1978.tb00089.x 

Fan, J. (1978). A study on the turnover behavior of female workers in Textile Mills. 

(Master's thesis). Chengchi University, Taipei, Taiwan.  

Fan, Y. (2007). Research on the difficulties and countermeasures of the reform of 

personnel distribution system in colleges and universities. Journal of Jiaozuo 

Teachers College, (3), 56-58. 

Fan, Y. (2016). An empirical study on the incentive mechanism of College Teachers in 

Western China based on Psychological Contract Theory - A case study of Gansu 

Province. Modern Economic Information, (4), 426-429.  

Fang, F., & Wang, S. M. (2011). Public financial support for private higher education in 

China. Journal of Beijing Normal University (Social Sciences), (5), 23-29.  

Fang, R. (2014). Cognition and management of full-time teachers in independent 

colleges. Education Teaching Forum, (4), 24-25. 

Fang, Y. (2021). An analysis of the policy of public finance supporting private higher 

education: Comment on research on the financial support system for China’s 

Private Higher Education. Contemporary Finance & Economics, (5), 2-149. 

doi:10.13676/j.cnki. cn36-1030/f.2021.05.001 

Farber, D., & Barry, A. (1991). Crisis in education: Stress and burnout in the American 

teacher. San Francisco: Jossey-Bass. 

Farh, J.-L., Earley, P. C., & Lin, S.-C. (1997). Impetus for action: A cultural analysis of 

justice and organizational citizenship behavior in Chinese society. Administrative 

Science Quarterly, 42,(3), 421-444.  

Farh, J. L. (1990). Accounting for Organizational Citizenship Behavior: Leader Fairness 

 



 374 

 

and Task Scope versus Satisfaction. Journal of Management, 16(4), 705-721.  

Farrell, D. (1983). Exit, voice, loyalty, and neglect as responses to job dissatisfaction: A 

multidimensional scaling study. Academy of Management Journal, 26(4), 596-

607.  

Farrell, D., & Robb, D. (1980). Lateness to work: A study of withdrawal from work. In 

Annual Meeting of the Academy of Management, 23(1), 551-556. 

Farrell, D., & Rusbult, C. E. (1981). Exchange variables as predictors of job 

satisfaction, job commitment, and turnover: The impact of rewards, costs, 

alternatives, and investments. Organizational Behavior and Human 

Performance, 28(1), 78-95.  

Farrell, D., & Rusbult, C. E. (1992). Exploring the exit, voice, loyalty, and neglect 

typology: The influence of job satisfaction, quality of alternatives, and 

investment size. Employee Responsibilities and Rights Journal, 5(3), 201-218. 

doi:10.1007/BF01385048 

Feinman, J. M. (1999). Relational contract theory in context. Northwestern University 

Law Review, 94, 1-737.  

Feldman, D. C. (1976). A contingency theory of socialization. Administrative Science 

Quarterly, 21(3), 433-452.  

Felps, W., Mitchell, T. R., Hekman, D. R., Lee, T. W., Holtom, B. C., & Harman, W. S. 

(2009). Turnover contagion: How coworkers' job embeddedness and job search 

behaviors influence quitting. Academy of Management Journal, 52(3), 545-561.  

Feng, L., Wang, X., & Wen, J. (2018). Investigation and analysis on the causes of brain 

drain in independent colleges - A case study of young and middle-aged teachers 

in independent colleges in Ningxia. Ability and Wisdom, (19), 192-193.  

Ferris, K. R., & Aranya, N. (1983). A comparison of two organizational commitment 

scales. Personnel Psychology, 36(1), 87-98. doi:10.1111/j.1744-

6570.1983.tb00505.x 

Firestone, W. A., & Pennell, J. R. (1993). Teacher commitment, working conditions, and 

differential incentive policies. Review of Educational Research, 63(4), 489-525.  

Fischer, J., Thompson, N. W., & Harrison, J. W. (2014). A self-administered 

questionnaire for the assessment of severity of symptoms and functional status in 

 



 375 

 

carpal tunnel syndrome. In Classic Papers in Orthopaedics (pp. 349-351). New 

York, NY: Springer. 

Floege, J., Burns, M. W., Alpers, C. E., Yoshimura, A., Pritzl, P., Gordon, K., . . . 

Johnson, R. J. (1992). Glomerular cell proliferation and PDGF expression 

precede glomerulosclerosis in the remnant kidney model. Kidney International, 

41(2), 297-309.  

Flowers, V. S., & Hughes, C. L. (1973). Why employees stay. Harvard Business Review, 

51(4), 49-60.  

Fong, B. (1996). Research on teachers' job satisfaction and its influencing factors. 

Educational Research, (2), 42-49.  

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with 

unobservable variables and measurement error. Journal of Marketing Research, 

18(1), 39-50. doi:10.2307/3151312 

Freese, C., & Schalk, R. (1996). Implications of differences in psychological contracts 

for human resource management. European Journal of Work and Organizational 

Psychology, 5(4), 501-509.  

Fu, G. (2015). Research on the Relationship between turnover intentions and 

psychological contract violation of the new generation to the insurance industry 

as an example. Chinese Master's Theses Full-text Database, (1), 67. Retrieved 

from 

https://kns.cnki.net/KCMS/detail/detail.aspx?dbname=CMFD201601&filename

=1015421304.nh 

Fu, Y., Ling, W., & Fang, L. (2002). Influencing factors of enterprise employees' 

turnover intention. China Labour, (7), 23-25. 

Gaertner, S. (1999). Structural determinants of job satisfaction and organizational 

commitment in turnover models. Human Resource Management Review, 9(4), 

479-493.  

Galunic, D. C., & Rodan, S. (1998). Resource recombinations in the firm: Knowledge 

structures and the potential for Schumpeterian innovation. Strategic 

Management Journal, 19(12), 1193-1201.  

Gao, H. (2006). On the disorderly flow and standardization of talents in colleges and 

 



 376 

 

universities. Journal of Zhoukou Normal University, (4), 63-65.  

Gao, L., Chen, S. Y., Wang, H., & University, H. N. (2015). Young faculty's job 

satisfaction and its influencing factors: A survey of young faculty at ninety-four 

universities in Beijing. Fudan Education Forum, (5), 74-80. doi:10.13397/j.cnki. 

fef. 2015.05.013 

Gao, L., Gao, K., Marxism, S. O., & University, S. T. (2015). The team construction of 

college counselors from the perspective of psychological contract. Social Ences 

Journal of Universities in Shanxi, (8), 89-92. doi:10.16396/j.cnki. sxgxskxb. 

2015.08.022 

Gao, X. Q. (2006). Administration of career to university teachers based on 

psychological contract. Journal of Shanxi University of Finance and Economics 

(Higher Education Edition), (4), 32-34. 

Gao, Y., & Li, Q. (2010). Research on loyalty management of college teachers from the 

perspective of psychological contract. Journal of National Academy of 

Education Administration, (7), 67-70.  

Garavan, T. N., O'Brien, F., & O'Hanlon, D. (2006). Career advancement of hotel 

managers since graduation: A comparative study. Personnel review, 35(3), 252-

280. 

Gardner, W. L., Avolio, B. J., & Walumbwa, F. O. (2005). Authentic leadership theory 

and practice: Origins, effects and development (Vol. 3). England: Emerald 

Group Publishing Limited. 

Gaudet, F. J. (1963). Solving the problems of employee absence. New York, NY: 

American Management Association. 

Ge, H.-Y. (2021). Research on the problems and countermeasures of teacher 

performance management in private higher colleges. Journal of Hubei Open 

Vocational College, (15), 29-33. 

Ge, L. (2009). Ecological methodology of psychological research. Social Science 

Research, (2), 140-144.  

George, J. M., & Brief, A. P. (1996). Motivational agendas in the workplace: The effects 

of feelings on focus of attention and work motivation. Amsterdam, Netherlands: 

Elsevier Science/JAI Press. 

 



 377 

 

Gerbing, D. W., & Anderson, J. C. (1987). Improper solutions in the analysis of 

covariance structures: Their interpretability and a comparison of alternate 

respecifications. Psychometrika, 52(1), 99-111.  

Gibbs, J. (2016). Social measurement through social surveys: An applied approach. 

London: Routledge. 

Gibson, J. L., Ivancevich, J. M., Donnelly, J., James H., & Konopaske, R. (2007). 

Organizations: Behavio, structure, processes. Engineering Management Review, 

4(3), 37-49. 

Goffman, E. (1970). Strategic interaction (Vol. 1). Philadelphia, Pennsylvania: 

University of Pennsylvania Press. 

Gouldner, A. W. (1954). Patterns of industrial bureaucracy. Cambridgeshire, England: 

Free Press. 

Gouldner, A. W. (1957). Cosmopolitans and locals: Toward an analysis of latent social 

roles I. Administrative Science Quarterly, 2(3), 281-306.  

Goulet, L. R., & Singh, P. (2002). Career commitment: A reexamination and an 

extension. Journal of Vocational Behavior, 61(1), 73-91.  

Graen, G., Chun, H., Dharwadkar, R., Grewal, R., & Wakabayashi, M. (1997). 

Predicting speed of managerial advancement over 23 years using a parametric 

duration analysis: A test of early leader-member exchange, early job 

performance, early career success, and university prestige. Best papers 

proceedings: Making global partnerships work association of Japanese Business 

Studies, 6(2), 275-89.  

Graham, K. C. (1996). Running ahead enhancing teacher commitment. Journal of 

Physical Education, Recreation & Dance, 67(1), 45-47. 

doi:10.1080/07303084.1996.10607182 

Grasso, J. T., & Shea, J. R. (1979). Vocational education and training: Impact on Youth: 

A technical report for the carnegie council on policy studies in higher education. 

Stanford, CA: Carnegie Foundation for the Advancement of Teaching. 

Greenberg, J. (1990). Employee theft as a reaction to underpayment inequity: The 

hidden cost of pay cuts. Journal of Applied Psychology, 75(5), 561-568.  

Greenhaus, J. H. (1973). A factorial investigation of career salience. Journal of 

 



 378 

 

Vocational Behavior, 3(1), 95-98.  

Greenhaus, J. H., Parasuraman, S., & Wormley, W. M. (1990). Effects of race on 

organizational experiences, job performance evaluations, and career outcomes. 

Academy of Management Journal, 33(1), 64-86.  

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and 

correlates of employee turnover: Update, moderator tests, and research 

implications for the next millennium. Journal of Management, 26(3), 463-488.  

Gross, J. J., Carstensen, L. L., Pasupathi, M., Tsai, J., Götestam Skorpen, C., & Hsu, A. 

Y. (1997). Emotion and aging: Experience, expression, and control. Psychology 

and Aging, 12(4), 590-599.  

Grossman, G. M., & Helpman, E. (1991). Innovation and growth in the global economy. 

Cambridge, MA: The MIT Press. 

Gu, C. (2009). On the characteristics of human resource management in colleges and 

universities. Rans-Century, (1), 44.  

Guan, L. (2017). Current situation and improvement of teaching staff in independent 

colleges. Tax Paying, (34), 197.  

Guest, D. E. (1998a). Is the psychological contract worth taking seriously?. Journal of 

Organizational Behavior: The International Journal of Industrial, Occupational 

and Organizational Psychology and Behavior, 19(S1), 649-664.  

Guest, D. E. (1998b). On meaning, metaphor and the psychological contract: A response 

to Rousseau. Journal of Organizational Behavior: The International Journal of 

Industrial, Occupational and Organizational Psychology and Behavior, 19(S1), 

673-677.  

Guest, D. E., & Conway, N. (1997). Employee motivation and the psychological 

contract: The third annual IPD survey of the state of the employment 

relationship. London, England: Institute of Personnel and Development. 

Guest, D. E., & Conway, N. (1998). Fairness at work and the psychological contract: 

The fourth annual IPD survey of the state of the employment relationship. 

London, England: Institute of Personnel and Development. 

Gunz, H. P., & Gunz, S. P. (1994). Professional/organizational commitment and job 

satisfaction for employed lawyers. Human Relations, 47(7), 801-828.  

 



 379 

 

Guo, J., & Wang, H. (2012). Teaching staff of independent colleges: Current situation 

and improvement. Continue Education Research, (8), 74-76.  

Guo, Y. L. (2014). Analysis of the Loss of Teachers From Private Higher Learning 

Institutions and Its Causes. Education and Teaching Research, (1), 49-52. 

doi:10.13627/j.cnki. cdjy. 2014.01.013 

Guzzo, L., Pierleoni, M., Meneux, B., Branchini, E., Le Fèvre, O., Marinoni, C., . . . 

Pollo, A. (2008). A test of the nature of cosmic acceleration using galaxy redshift 

distortions. Nature, 451(7178), 541-544.  

Guzzo, R. A., Noonan, K. A., & Elron, E. (1994). Expatriate managers and the 

psychological contract. Journal of Applied Psychology, 79(4), 617-626.  

Hackett, R. D., Lapierre, L. M., & Hausdorf, P. A. (2001). Understanding the links 

between work commitment constructs. Journal of Vocational Behavior, 58(3), 

392-413.  

Hackman, J. R. (1980). Work redesign and motivation. Professional Psychology, 11(3), 

445-455.  

Hackman, J. R., & Lawler, E. E. (1971). Employee reactions to job characteristics. 

Journal of Applied Psychology, 55(3), 259-286.  

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to 

report the results of PLS-SEM. European Business Review, 31(1), 2-24.  

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the use 

of partial least squares structural equation modeling in marketing research. 

Journal of the Academy of Marketing Science, 40(3), 414-433.  

Hall, D. T., & Moss, J. E. (1998). The new protean career contract: Helping 

organizations and employees adapt. Organizational Dynamics, 26(3), 22-37.  

Hall, D. T., Schneider, B., & Nygren, H. T. (1970). Personal factors in organizational 

identification. Administrative Science Quarterly, 15, 176-190.  

Hall, J. R. (1988). Social organization and pathways of commitment: Types of 

communal groups, rational choice theory, and the Kanter thesis. American 

Sociological Review, 53, 679-692.  

Hamidi, Y., & Eivazi, Z. (2010). The relationships among employees' job stress, job 

satisfaction, and the organizational performance of Hamadan urban health 

 



 380 

 

centers. Social Behavior and Personality: An international Journal, 38(7), 963-

968.  

Han, D. (2016). Study on the management strategy of the external teachers in colleges 

and universities based on the theory of psychological contract. Journal of Hubei 

Correspondence University, (6), 27-28.  

Handing, S. (1991). Whose science? Whose Knowledge?. New York, NY: Cornell 

University Press. 

Hao, X., & Wang, G. (2014). An empirical analysis of psychological contract violation 

and employee turnover intention in career adaptation period. China Collective 

Economy, (15), 102-103.  

Hargreaves, A., Lieberman, A., Fullan, M., & Hopkins, D. (1998). The Meaning of 

Educational Change: A Quarter of a Century of Learning, 5(10), 214-228.  

Harrison, D. A., Newman, D. A., & Roth, P. L. (2006). How important are job attitudes? 

Meta-analytic comparisons of integrative behavioral outcomes and time 

sequences. Academy of Management Journal, 49(2), 305-325.  

Hart, D. R., & Willower, D. J. (1994). Principals' organizational commitment and school 

environmental robustness. The Journal of Educational Research, 87(3), 174-179.  

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship 

between employee satisfaction, employee engagement, and business outcomes: 

A meta-analysis. Journal of Applied Psychology, 87(2), 268-279.  

Harwood, R. (2003). The psychological contract and remote working. An interview with 

Denise Rousseau. Ahoy Magazine. Retrieved from 

www.odysseyzone.com/news/hot/rousseau.htm 

Hatfield, J. D., Robinson, R. B., & Huseman, R. C. (1985). An empirical evaluation of a 

test for assessing job satisfaction. Psychological Reports, 56(1), 39-45.  

Hauge, T. E. (2000). Student teachers' struggle in becoming professionals: Hopes and 

dilemmas in teacher education. In The life and work of teachers: International 

perspectives in changing times (pp. 159-172). London: Falmer Press. 

Hayes, A. F. (2009). Beyond baron and kenny: Statistical mediation analysis in the new 

millennium. Communication Monographs, 76(4), 408-420.  

Hayes, A. F. (2017). Introduction to mediation, moderation, and conditional process 

 



 381 

 

analysis: A regression-based approach. New York, NY: Guilford Press. 

He, G.-M., & Yao, L. M. (2009). The comment on the study of teachers' job satisfaction. 

University Education Science, (1), 38-45.  

He, G. (2009). Psychological process of aggressive behavior. Journal of Mudanjiang 

College of Education, (1), 110-111.  

He, H. T., Zhang, X. Y., & Li, Y. Z. (2012). Research on the impact of job 

embeddedness on the process of knowledge workers' turnover and starting a 

business of their own. Enterprise Vitality, (7), 69-73. doi:10.14017/j.cnki. 2095-

5766.2012.07.014 

Hegtvedt, K. A., Clay-Warner, J., & Johnson, C. (2003). The Social Context of 

Responses to Injustice: Considering the Indirect and Direct Effects of Group-

Level Factors. Social Justice Research, 16(4), 343-366.  

Henderson, D. J., Wayne, S. J., Shore, L. M., Bommer, W. H., & Tetrick, L. E. (2008). 

Leader--Member exchange, differentiation, and psychological contract 

fulfillment: A multilevel examination. Journal of Applied Psychology, 93(6), 

1208-1219.  

Hendrix, W. H., Ovalle, N. K., & Troxler, R. G. (1985). Behavioral and physiological 

consequences of stress and its antecedent factors. Journal of Applied Psychology, 

70(1), 188-201.  

Herriot, P., Manning, W., & Kidd, J. M. (1997). The content of the psychological 

contract. British Journal of Management, 8(2), 151-162.  

Herriot, P., & Pemberton, C. (1995a). A new deal for middle managers. People 

Management, 1(12), 32-35.  

Herriot, P., & Pemberton, C. (1995b). New deals: The revolution in managerial careers. 

Hoboken, NJ: John Wiley & Son. 

Herriot, P., & Pemberton, C. (1996). Contracting careers. Human Relations, 49(6), 757-

790.  

Herriot, P., & Pemberton, C. (1997). Facilitating new deals. Human Resource 

Management Journal, 7(1), 45-56.  

Herzberg, F. (1968). One more time: How do you motivate employees (Vol. 65). Boston, 

MA: Harvard Business Review. 

 



 382 

 

Herzberg, F. I. (1966). Work and the nature of man (6th ed.). New York, NY: World 

Publishing Company. 

Herzberg, F. I., Mausner, B., & Barbara, S. (1959). The motivation to work (2nd ed.). 

Hoboken, NJ: John Wiley. 

Hesketh, B., Watson-Brown, C., & Whiteley, S. (1998). Time-related discounting of 

value and decision-making about job options. Journal of Vocational Behavior, 

52(1), 89-105.  

Hill, J. A., Eckerd, S., Wilson, D., & Greer, B. (2009). The effect of unethical behavior 

on trust in a buyer–supplier relationship: The mediating role of psychological 

contract violation. Journal of Operations Management, 27(4), 281-293.  

Hiltrop, J.-M. (1995). The changing psychological contract: The human resource 

challenge of the 1990s. European Management Journal, 13(3), 286-294.  

Hiltrop, J.-M. (1996). Managing the changing psychological contract. Employee 

Relations, 18(1), 36-49. doi:10.1108/01425459610110227 

Hiltrop, J.-M. (1999). The quest for the best: Human resource practices to attract and 

retain talent. European Management Journal, 17(4), 422-430.  

Hinton, P. R., Brownlow, C., Cozens, B., & McMurray, I. (2004). SPSS explained. 

Thames, Oxfordshire: Psychology Press. 

Hirschfeld, R. R. (2000). Does revising the intrinsic and extrinsic subscales of the 

Minnesota Satisfaction Questionnaire short form make a difference?. 

Educational and Psychological Measurement, 60(2), 255-270.  

Hobfoll, S. E. (1988). The ecology of stress. Thames, Oxfordshire: Taylor & Francis. 

Hobson, A. J., Malderez, A., & Tracey, L. (2005). Becoming a teacher: Student teachers' 

preconceptions and early experiences in schools. Unpublished research brief, 

University of Nottingham and University of Leeds, (673), 163. 

Hochwarter, W. A., Perrewe, P. L., Ferris, G. R., & Brymer, R. A. (1999). Job 

satisfaction and performance: The moderating effects of value attainment and 

affective disposition. Journal of Vocational Behavior, 54(2), 296-313.  

Hochwarter, W. A., Witt, L. A., Treadway, D. C., & Ferris, G. R. (2006). The interaction 

of social skill and organizational support on job performance. Journal of Applied 

Psychology, 91(2), 482.  

 



 383 

 

Hodson, R. (1985). Workers' comparisons and job satisfaction. Social Science Quarterly, 

66(2), 266-280.  

Holmes, M. (1998). Change and tradition in education: The loss of community. In 

International Handbook of educational change (pp. 242-260). Dordrech, 

Netherlands: Springer. 

Hom, P. W., Griffeth, R. W., & Sellaro, C. L. (1984). The validity of Mobley's (1977) 

model of employee turnover. Organizational behavior and Human Performance, 

34(2), 141-174.  

Hom, P. W., Walker Caranikas, F., Prussia, G. E., & Griffeth, R. W. (1992). A meta-

analytical structural equations analysis of a model of employee turnover. Journal 

of Applied Psychology, 77(6), 890-909.  

Homans, G. C. (1958). Social behavior as exchange. American Journal of Sociology, 

63(6), 597-606.  

Hong-Xia, J. U. (2003). A Study on the Relationship among the Self-monitoring, 

Organizational Commitment and the Job Satisfaction of 97 Primary and Middle 

School Leaders. Journal of Liuzhou Vocational & Technical College, (4), 84-89. 

Hong, H. (2016). On humanistic management thought in "Taylor System”. Business 

Ethics: A European Review, (21), 126-157.  

Hoppock, R. (1935). Job satisfaction. New York, NY: HarperCollins. 

Horn, P. W., & Griffith, R. W. (1995). Employee turnover. Cincinnati, OH: 

Southwestern College Publishing. 

Hotchkiss, L., & Dorsten, L. E. (1987). Curriculum effects on early post-high school 

outcomes. Research in the Sociology of Education and Socialization, 7(1), 191-

219.  

Howard, J. L., & Frink, D. D. (1996). The effects of organizational restructure on 

employee satisfaction. Group & Organization Management, 21(3), 278-303.  

Hrebiniak, L. G., & Alutto, J. A. (1972). Personal and role-related factors in the 

development of organizational commitment. Administrative Science Quarterly, 

17(4), 555-573.  

Hu, C., Zhu, X., & Ao, S. (2007). The influence of brain drain on the construction of 

teaching staff in colleges and universities and its countermeasures. Higher 

 



 384 

 

Agricultural Education, (9), 45-47.  

Hu, G., Li, S., Zhou, Y., & Ji, X. (2010). Investigation on the impact of nurses' core self-

evaluation on their work engagement of nursing. Journal of Nursing Science, 

(20), 56-58.  

Hu, L. (2004). Brain drain is also wealth: Mining the Last Bucket of Gold. Beijing, 

China: China Economic Publishing House. 

Hu, L. t., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure 

analysis: Conventional criteria versus new alternatives. Structural Equation 

Modeling: A Multidisciplinary Journal, 6(1), 1-55.  

Hu, Q. (2013). Problems and improvement measures of teaching staff construction in 

independent colleges. Cathay Teacher, (6), 29-30. 

doi:10.16704/j.cnki.hxjs.2013.06.070 

Hu, Y. (2006). A new perspective of teacher management - Loyalty cultivation. Hubei 

Social Sciences, (6), 143-145.  

Huang, G., Liu, S., & Li, X. (2013). Empirical research on effect of psychological 

contract on contextual performance of employee in small and medium-sized 

enterprise. Technology Economics, 6(10), 121-126.  

Huang, H. (2013). An analysis on the loss of teachers in private colleges: A case study 

on SICFL College. The Science Education Article Collects, (4), 27-28. 

Huang, K. (2008). Research on loyalty crisis and influencing factors of young backbone 

teachers in higher vocational colleges. Forum on Contemporary Education 

(Macro Education Research), 2(4), 72-73.  

Huang, M.-H., & Cheng, Z.-H. (2012). The effects of inter-role conflicts on turnover 

intention among frontline service providers: does gender matter? The Service 

Industries Journal, 32(3), 367-381.  

Huang, P., & Tian, Z. (2006). Review on the influencing factors of employee turnover 

intention. Science and Technology Management Research, 26(5), 153-155.  

Huang, T.-C., Lawler, J., & Lei, C.-Y. (2007). The effects of quality of work life on 

commitment and turnover intention. Social Behavior and Personality: An 

International Journal, 35(6), 735-750.  

Huang, T., & Yan, G. (2003). Introduction to private education. China Social Sciences 

 



 385 

 

Press, 11(11), 255.  

Huang, W., & Zhang, Y. (2017). Research on the countermeasures of knowledge worker 

turnover from the perspective of psychological contract. Internal Combustion 

Engine & Parts, (6), 98-99.  

Huberman, M. (1999). Understanding and preventing teacher burnout: A sourcebook of 

international research and practice. Cambridge, England: Cambridge University 

Press. 

Hughes, C. L., & Flowers, V. S. (1973). Shaping personnel strategies to disparate value 

systems. Personnel, 2, 8-23.  

Hui, C., Lee, C., & Rousseau, D. M. (2004). Psychological contract and organizational 

citizenship behavior in China: Investigating generalizability and instrumentality. 

Journal of Applied Psychology, 89(2), 311-321.  

Hui, C., Wong, A., & Tjosvold, D. (2007). Turnover intention and performance in 

China: The role of positive affectivity, Chinese values, perceived organizational 

support and constructive controversy. Journal of Occupational and 

Organizational Psychology, 80(4), 735-751.  

Hyman, L., Lamb, J., & Bulmer, M. (2006). The use of pre-existing survey questions: 

Implications for data quality. Paper presented at the Proceedings of the European 

Conference on Quality in Survey Statistics. (pp. 1-8). Wales, UK: Cardiff. 

Inglehart, R. (1997). Modernization and postmodernization in 43 societies. Princeton, 

NJ: Princeton University Press. 

Irving, P. G., Coleman, D. F., & Cooper, C. L. (1997). Further assessments of a three-

component model of occupational commitment: Generalizability and differences 

across occupations. Journal of Applied Psychology, 82(3), 444-452.  

Ivancevich, J. M., & Matteson, M. T. (1984). A type AB person-work environment 

interaction model for examining occupational stress and consequences. Human 

Relations, 37(7), 491-513.  

Iverson, R. D. (1999). An event history analysis of employee turnover: The case of 

hospital employees in Australia. Human Resource Management Review, 9(4), 

397-418.  

Jackie, S., & Ian, K. (2000). Consequences of the psychological contract for the 

 



 386 

 

employment relationship: A large scale survey. Journal of Management Studies, 

37(7), 903-930.  

Jaros, S. (2010). Commitment to organizational change: A critical review. Journal of 

Change Management, 10(1), 79-108.  

Ji, Y., & Wang, X. (2005). The construction of the new type salary system. Journal of 

Nantong University Education Sciences Editoion), (4), 29-32.  

Jiang, C. (2021). Research on psychological contract management of knowledge 

workers. China Collective Economy, 2(16), 117-118.  

Jiang, R. T., & Zhang, X. H. (2009). Exploring the influential factors of university 

teacher organizational commitment in Hunan Province. Humanities & Social 

Sciences Journal of Hainan University (Humanities and Social Sciences), (1), 

113-120. doi:10.15886/j.cnki. hnus.2009.01.015 

Jiang, S. (2003). Cultivation of employee loyalty. Beijing, China: Enterprise 

Management Press. 

Jiang, S. (2013). The history, characteristics and enlightenment of American Liberal Arts 

Colleges. Journal of National Academy of Education Administration, (7), 91-95.  

Jiang, X. (2012). Effects of psychological contract on organizational citizenship 

behavior: The mediating role of professors' emotional labor strategy. African 

Journal of Business Management, 6(24), 7184-7197.  

Jiao, H. (2013). An empirical study on the impact of insurance salesperson's 

characteristics and behavior on performance based on customer perception. 

Southwest Finance, 4(10), 59-62. 

Jiazhou, C., Wenquan, L., & Liluo, F. (2003). Construct dimension of the enterprise 

staff's psychological contract. Acta Psychologica Sinica, 35(3), 404-410. 

Jie, D. (2007). Performance characteristics, influencing factors and evaluation strategies 

of knowledge workers. Technoeconomics & Management Research, 1(10), 141.  

Jie, Z. (2016). Kindergarten teachers' team construction from the perspective of 

ecological management theory. Studies in Early Childhood Education, 3(11), 70-

72. doi:10.13861/j.cnki.sece.2016.11.009 

Jin, Y. (2003). Sampling technology —— A series of textbooks on statistics in the 21st 

Century. Beijing, China: Renmin University of China Press. 

 



 387 

 

Jing, Z., Yuan, L., & Wang, Y. (2018). Research on multivariate street space: A case 

study of Fuzhou Road and Guxin Road in Kulangsu. Journal Urbanism and 

Architecture, (6), 35-39. doi:10.19892/j.cnki. csjz.2018.06.006 

Johnson, J. L., & O'Leary-Kelly, A. M. (2003). The effects of psychological contract 

breach and organizational cynicism: Not all social exchange violations are 

created equal. Journal of Organizational Behavior: The International Journal of 

Industrial, Occupational and Organizational Psychology and Behavior, 24(5), 

627-647.  

Joo, B.-K., Hahn, H.-J., & Peterson, S. L. (2015). Turnover intention: The effects of 

core self-evaluations, proactive personality, perceived organizational support, 

developmental feedback, and job complexity. Human Resource Development 

International, 18(2), 116-130.  

Joris, J. L., Sottiaux, T. M., Chiche, J. D., Desaive, C. J., & Lamy, M. L. (1997). Effect 

of bi-level positive airway pressure (BiPAP) nasal ventilation on the 

postoperative pulmonary restrictive syndrome in obese patients undergoing 

gastroplasty. Chest, 111(3), 665-670.  

Judge, P. G., Reardon, K., & Cauzzi, G. (2012). Evidence for sheet-like elementary 

structures in the Sun's Atmosphere? The Astrophysical Journal Letters, 755(1), 

11.  

Judge, T. A., Boudreau, J. W., & Bretz, R. D. (1994). Job and life attitudes of male 

executives. Journal of Applied psychology, 79(5), 767.  

Judge, T. A., & Ilies, R. (2004). Affect and job satisfaction: A study of their relationship 

at work and at home. Journal of Applied Psychology, 89(4), 661-673. 

doi:10.1037/0021-9010.89.4.661 

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction–

job performance relationship: A qualitative and quantitative review. 

Psychological Bulletin, 127(3), 376-407.  

Kahn, W. A. (1990). Psychological conditions of personal engagement and 

disengagement at work. Academy of Management Journal, 33(4), 692-724.  

Kahneman, D., Knetsch, J. L., & Thaler, R. H. (1986). Fairness and the assumptions of 

economics. Journal of Business, 59(4), 285-300.  

 



 388 

 

Kaiser, H. F. (1974). An index of factorial simplicity. Psychometrika, 39(1), 31-36.  

Kaiser, H. F., & Rice, J. (1974). Little jiffy, mark IV. Journal of Educational & 

Psychological Measurement, 34(1), 111-117.  

Kang, T. H. (2012). The structural relation between young college teachers' commitment 

to career and career management. Contemporary Education and Culture, (5), 77-

81. doi:10.13749/j.cnki.cn62-1202/g4.2012.05.018 

Kanungo, R. N. (1982). Measurement of job and work involvement. Journal of Applied 

Psychology, 67(3), 341-349.  

Karamchandani, A., Srivastava, S. K., & Srivastava, R. K. (2020). Perception-based 

model for analyzing the impact of enterprise blockchain adoption on SCM in the 

Indian service industry. International Journal of Information Management, 52, 

102019.  

Ke, Y., Huang, X., & Wang, C. (2021). On the problems and countermeasures of the loss 

of teachers in private colleges and universities. Neijiang Technology, 42(6), 38-

39.  

Kelchtermans, G., & Vandenberghe, R. (1994). Teachers’ professional development: A 

biographical perspective. Journal of Curriculum Studies, 26(1), 45-62.  

Kenny, D. A. (2015). Measuring model fit. Sociological Methods & Research, (44), 486-

507.  

Kent, R. (2007). Marketing research: Approaches, methods and applications in Europe. 

London: Thomson Learning. 

Khatri, N., & Tsang, E. W. (2003). Antecedents and consequences of cronyism in 

organizations. Journal of Business Ethics, 43(4), 289-303.  

Kickul, J., & Lester, S. W. (2001). Broken promises: Equity sensitivity as a moderator 

between psychological contract breach and employee attitudes and behavior. 

Journal of Business and Psychology, 16(2), 191-217.  

Kickul, J., Lester, S. W., & Finkl, J. (2002). Promise breaking during radical 

organizational change: Do justice interventions make a difference?. Journal of 

Organizational Behavior: The International Journal of Industrial, Occupational 

and Organizational Psychology and Behavior, 23(4), 469-488.  

Kickul, J., & Liao-Troth, M. A. (2003). The meaning behind the message: Climate 

 



 389 

 

perceptions and the psychological contract. American Journal of Business, 18(2), 

23-32. doi:10.1108/19355181200300009 

Kieschke, U., & Schaarschmidt, U. (2008). Professional commitment and health among 

teachers in Germany: A typological approach. Learning and Instruction, 18(5), 

429-437.  

Kiggundu, M. N. (1983). Task interdependence and job design: Test of a theory. 

Organizational Behavior and Human Performance, 31(2), 145-172.  

Kim, S.-W., Price, J. L., Mueller, C. W., & Watson, T. W. (1996). The determinants of 

career intent among physicians at a US Air Force hospital. Human Relations, 

49(7), 947-976.  

Kim, Y.-G., Kim, S., & Yoo, J.-L. (2012). Travel agency employees' career commitment 

and turnover intention during the recent global economic crisis. The Service 

Industries Journal, 32(8), 1247-1264.  

Kingshott, R. P. (2006). The impact of psychological contracts upon trust and 

commitment within supplier–buyer relationships: A social exchange view. 

Industrial Marketing Management, 35(6), 724-739.  

Kissler, G. D. (1994). The new employment contract. Human Resource Management, 

33(3), 335-352.  

Klawitter, J. (2018). Work-Life-Balance für Pflegende im Krankenhaus-analyse und 

identifikation von Geeigneten Strukturen. (Doctoral dissertation). Hochschule für 

angewandte Wissenschaften Hamburg, Hamburg, Germany. 

Klein, A. (1998). Firm performance and board committee structure. The Journal of Law 

and Economics, 41(1), 275-304.  

Kline, P., & Walters, C. R. (2016). Evaluating public programs with close substitutes: 

The case of Head Start. The Quarterly Journal of Economics, 131(4), 1795-

1848.  

Kluger, A. N., & DeNisi, A. (1996). The effects of feedback interventions on 

performance: A historical review, a meta-analysis, and a preliminary feedback 

intervention theory. Psychological Bulletin, 119(2), 254-284.  

Knox, J. B. (1963). The concept of exchange in sociological theory: 1884 and 1961. 

Social Forces, 41(4), 341-346.  

 



 390 

 

Kock, N., & Lynn, G. (2012). Lateral collinearity and misleading results in variance-

based SEM: An illustration and recommendations. Journal of the Association for 

Information Systems, 13(7), 1-40.  

Kolb, B. (2008). Marketing research: A practical approach. Thousand Oaks, California: 

SAGE Publications. 

Konovsky, M. A., & Pugh, S. D. (1994). Citizenship behavior and social exchange. 

Academy of Management Journal, 37(3), 656-669.  

Kotter, J. P. (1973). The psychological contract: Managing the joining-up process. 

California Management Review, 15(3), 91-99.  

Kreuter, E. A. (1993). Why career plateaus are healthy. The CPA Journal, 63(10), 80.  

Kukenberger, M. R., Mathieu, J. E., & Ruddy, T. (2015). A cross-level test of 

empowerment and process influences on members’ informal learning and team 

commitment. Journal of Management, 41(3), 987-1016.  

Kunze, M. G. (2006). An examination of linkages between personality, leader-member 

exchange, and the psychological contract. (Doctoral dissertation). Georgia State 

University, Atlanta, GA.  

Kyriacou, C., & Sutcliffe, J. (1977). Teacher stress: A review. Educational Review, 

29(4), 299-306.  

Ladewig, B. H., & McGee, G. W. (1986). Occupational commitment, a supportive 

family environment, and marital adjustment: Development and estimation of a 

model. Journal of Marriage and the Family, 4(48), 821-829.  

Lam, P., Foong, Y. Y., & Moo, S. N. (1995). Work life, career commitment, and job 

satisfaction as antecedents of career withdrawal cognition among teacher interns. 

Journal of Research & Development in Education, 28(4), 230-236. 

Lan, H., Wang, X., & Zhou, X. (2021). Research and implementation of task-driven 

practical teaching mode combining PDCA Theory. Research and Exploration in 

Laboratory, (7), 200-204. doi:10.19927/j.cnki.syyt.2021.07.043 

Lan, Y. J., Zhang, C. L., & Management, S. O. (2013). A research on the relationship 

between job satisfaction and turnover intention in the New Generation Staffs. 

Economic Management Journal, (9), 81-88. doi:10.19616/j.cnki. 

bmj.2013.09.011 

 



 391 

 

Landy, F. J. (1989). Psychology of work behavior. Washington, DC: Thomson 

Brooks/Cole. 

Langelaan, S., Bakker, A. B., V. Doornen, L. J., & Schaufeli, W. B. (2006). Burnout and 

work engagement: Do individual differences make a difference? Personality and 

Individual Differences, 40(3), 521-532.  

Larwood, L., Wright, T. A., Desrochers, S., & Dahir, V. (1998). Extending latent role 

and psychological contract theories to predict intent to turnover and politics in 

business organizations. Group & Organization Management, 23(2), 100-123.  

Lathrop, G. P. (1876). A study of Hawthorne. Boston, Massachusetts: Houghton, Mifflin. 

Law, L. K. (2011). The impact of work–family conflict on Chinese employees. 

Marriage & Family Review, 47(8), 590-604.  

Lawler, E. E., & Hall, D. T. (1970). Relationship of job characteristics to job 

involvement, satisfaction, and intrinsic motivation. Journal of Applied 

Psychology, 54(4), 305.  

Lee, C., Tinsley, C., & Chen, G. (1999). Psychological normative contracts of work 

member in the US and Hong Kong. Hong Kong: Psychological Contract in 

Employment: Crossnational Perspective. 

Lee, K., Carswell, J. J., & Allen, N. J. (2000). A meta-analytic review of occupational 

commitment: Relations with person-and work-related variables. Journal of 

Applied psychology, 85(5), 799-881.  

Lee, T. W., Mitchell, T. R., Holtom, B. C., M. Daneil, L. S., & Hill, J. W. (1999). The 

unfolding model of voluntary turnover: A replication and extension. Academy of 

Management Journal, 42(4), 450-462.  

Lepak, D. P., & Snell, S. A. (1999). The human resource architecture: Toward a theory 

of human capital allocation and development. Academy of Management Review, 

24(1), 31-48.  

Lester, S. W., Turnley, W. H., Bloodgood, J. M., & Bolino, M. C. (2002). Not seeing eye 

to eye: Differences in supervisor and subordinate perceptions of and attributions 

for psychological contract breach. Journal of Organizational Behavior, 23(1), 

39-56.  

Leventhal, G. S., Karuza, J., & Fry, W. R. (1980). Beyond fairness: A theory of 

 



 392 

 

allocation preferences. Justice and Social Interaction, 3(1), 167-218.  

Levinson, H. (1962). A psychologist looks at executive-development. Harvard Business 

Review, 40(5), 69-75.  

Levinson, H., Price, C. R., Munden, K. J., Mandl, H. J., & Solley, C. M. (1962). Men, 

management, and mental health. Cambridge, Massachusetts: Harvard University 

Press. 

Li, C., Hu, S., & Huang, Y. (2019). The influence of transformational leadership on 

turnover intention of IT Employees: The sequential mediating effects of affective 

commitment, job satisfaction and organizational citizenship behavior. Journal of 

Lanzhou University of Finance and Economics, 12(3), 96-107.  

Li, C., & Li, W. (2013). Job embeddedness pattern and knowledge employee retention: 

Evidence from Underdeveloped Areas. Science and Technology Management 

Research, 33(5), 240-245.  

Li, D. (2012). New thoughts on school moral education in China in the New Era -- 

Based on the interpretation of the outline of the national medium and long term 

education reform and development plan 2010-2020. Social Scientist, 4(5), 240-

245. 

Li, D., & Shao, Y. (2008). Research on performance management of college teachers 

based on psychological contract. Journal of Inner Mongolia Agricultural 

University (Social Science Edition), 3(2), 103-107. doi:10.16853/j.issn.1009-

4458.2008.02.038 

Li, H., & Jiang, F. (2002). Psychological contract - A good recipe for human resource 

management. Human Resource Development of China, (9), 11-13. 

doi:10.16471/j.cnki.11-2822/c.2002.09.004 

Li, J. (2003). Enlightenment of foreign teachers' job burnout theory to China. Education 

Science, 3(1), 62-64.  

Li, J., & Liu, W. (2012). Research on the innovation of the operation mechanism of 

independent colleges under the Modern University System. Contemporary 

Educational Science, 2(23), 36-37. 

Li, J., & Zhou, Z. G. (2014). Research on the development of teachers and the policy 

safeguard in independent college. Theory and Practice of Education, (30), 39-

 



 393 

 

41.  

Li, L. (2021). Research on the loss of teachers in local colleges and universities from the 

perspective of psychological contract. Journal of Hebei Radio & TV University, 

4(5), 105-108. doi:10.13559/j.cnki. hbgd.2021.05.023 

Li, M. A. (2017). A meta-analysis of the relationship between psychological contract 

and turnover intention in the context of China. Business Management Journal, 

(10), 82-94. doi:10.19616/j.cnki. bmj.2017.10.006 

Li, Q., & Gong, X. (2014). Analysis of the reasons for the loss of teachers in 

independent colleges and its countermeasures. China Electric Power Education, 

2(8), 203-204. doi:10.3969/j.issn.1007-0079.2014.08.099 

Li, S.-F., Shi, S. H., & Wang, Y. L. (2008). A study on the influencing factors regarding 

satisfactory degree of teachers' work in torism colleges——Taking institute of 

tourism, Beijing Union University as an Example. Tourism Tribune, (4), 49-53.  

Li, T. (2018). Research on the construction of incentive mechanism for enterprise 

knowledge workers based on psychological contract. Modern Business, 3(35), 3. 

doi:10.14097/j.cnki.5392/2018.35.024 

Li, X. (1994). A study on elementary school teachers' educational professional 

commitment and its related factors. Institute of education, Taiwan Chengchi 

University, (384), 19-28.  

Li, X. (2013). Research on college teachers' core values from the perspective of 

complexity science. Continue Education Research, 3(11), 78-80. 

Li, Y. (2007). An analysis into elements suitable for enterprises under the model of 

psychological contract duality classifies. Journal of Beijing University of Posts 

and Telecommunications (Social Sciences Edition), (11), 78-80. 

Li, Y., & Guo, D. (2002). Review on psychological contract in organization. Journal of 

Developments In Psychology, 8, 83-90.  

Li, Y., & Hou, X. F. (2012). Structure of work values of millennial generation and 

mechanism of its impact on work behavior. Economic Management Journal, (5), 

77-86. doi:10.19616/j.cnki. bmj.2012.05.009 

Li, Y., & Lai, Y. (2013). Research on job burnout of civil servants based on 

psychological contract violation - A csse study of Ganzhou City. Labor security 

 



 394 

 

world (Theoretical Edition), 1(12), 93.  

Li, Y. A., & Guo, D. (2006). The structure and inner relations of employee's 

psychological contract. Sociological Studies, (5), 151-245. 

doi:10.19934/j.cnki.shxyj.2006.05.007 

Li, Z.-Y. (2009). On nonverbal communication strategy in higher vocational educational 

english teaching. Journal of Shanxi Economic Management Institute, (3), 108-

110.  

Li, Z. (1986). On improving the professional status of primary and secondary school 

teachers. Guangzhou Education, 5(1), 17-21. doi:10.16215/j.cnki.cn44-1371/g4. 

1986.01.005 

Liang, D. (1999). Secondary colleges and "One School, Two Systems". Exploring 

Education Development, 4(5), 19-22.  

Liao, J. (2009). Review of the study on definition, characters and classification of 

knowledge worker. Chinese Journal of Management, 6(2), 277-283.  

Lievens, F., & Slaughter, J. E. (2016). Employer image and employer branding: What 

we know and what we need to know. Annual Review of Organizational 

Psychology and Organizational Behavior, 3, 407-440.  

Lin, L. (2016). A study on the problems in the construction of teaching team in 

independent colleges and countermeasures. Journal of Jilin Teachers Institute of 

Engineering and Technology, (2), 19-21.  

Lin, Q. I., & Liu, Z. W. (2012). The impact of psychological contract breach on work-

related attitude and behavior. Advances in Psychological Science, 20(8), 1296-

1304.  

Lin, T. C. (2013). The new financial industry. Alabama Law Review, 65, 567.  

Lin, X. (2011). Promotion of employee job engagement based on psychological 

contract. Journal of Hebei Software Institute, (3), 11-33. doi:10.13314/j.cnki. 

jhbsi.2011.03.017 

Lin, X. (2017). Research on performance management of teachers in higher vocational 

colleges based on psychological contract theory. Education and Vocation, (12), 

63-66. doi:10.13615/j.cnki.1004-3985.2017.12.012 

Ling, L. I., & Liu, D. Y. (2007). The empirical research on the knowledge employee 

 



 395 

 

turnover and the influencing factors based on psychological contract——Talking 

small and medium-sized private enterprise as the examples. Sci-Tech Information 

Development & Economy, (29), 234-236.  

Ling, W., Zhang, Z., & Fang, L. (2000). The research on the structure model of Chinese 

employee’s organizational commitment. Journal of Manegement Sciences in 

China, 6(2), 76-81. 

Ling, W., Zhang, Z., & Fang, L. (2006). A study of the organizational commitment of 

Chinese Employees. Chinese Social Psychological Review, (2), 227-244.  

Liu, B., & Peng, L. (2007). Exploration and test of a model of employees' voluntary 

turnover in China. Frontiers of Business Research in China, 1(3), 378-384.  

Liu, H. (2006). The logic of higher education order: From the perspective of 

spontaneous order theory. Guangming Daily, (1), 84-88.  

Liu, H., & Li, Y. (2011). Research on the influence of organizational support on 

organizational trust, job involvement and job satisfaction. Economic Forum, 

4(6), 193-196. 

Liu, H., Nie, C., & Chen, Z. (2003). Exploration and practice of innovative talent 

training mode in colleges and universities in the Era of Knowledge Economy. 

Journal of Nantong Institute of Technology (Social Science), 3(2), 52-54.  

Liu, J. (2008). Construction of accounting professional ethics education model based on 

psychological contract. Monthly Journal of Finance and Accounting, 2(27), 93-

94. doi:10.19641/j.cnki.42-1290/f.2008.27.039 

Liu, J. X., Dong, X. L., & Yang, Q. (2016). The IPC Research on the influence of 

university teachers′ career success——The moderating effects of self-efficacy. 

Science Technology and Industry, (2), 117-145.  

Liu, K., & Hu, Y. (2011). Analysis on the countermeasures of perfecting the supervision 

mechanism of independent colleges. Journal of Guilin College of Aerospace 

Technology, 3(3), 339-341. 

Liu, L. (2013). Research on the problems and countermeasures of teaching staff 

construction in independent colleges. Economic Research Guide, 2(21), 108-109.  

Liu, Q. (2017). Countermeasures to the loss of teachers in adult colleges and universities 

-From the perspective of psychological contract. China Adult Education, 5(13), 

 



 396 

 

32-36.  

Liu, T. (2015). Analysis on the stability of full-time teachers in independent colleges —

— Taking Yunnan Independent College as an Example. Education 

Modernization, 3(9), 34-36. doi:10.16541/j.cnki.2095-8420.2015.09.029 

Liu, W. (2007). Analysis of influencing factors of work input. Market Modernization, 

(32), 313-314.  

Liu, X., & Wang, Z. (2002). Organizational commitment and its formation in the context 

of Chinese and Western Culture. Foreign Economies and Management, 5(1), 17-

21. doi:10.16538/j.cnki.fem.2002.01.004  

Liu, Y., & Luo, L. M. (2013). The question and countermeasures of the faculty building 

for independent colleges. Theory and Practice of Education, (27), 33-35. 

Liu, Y. S., & Wei, J. G. (2013). Solutions to problems in experimental teaching in 

independent colleges. Research and Exploration in Laboratory, (6), 368-393.  

Liying, Z. (2008). Research on teachers' psychological contract in independent colleges 

of higher education. Consume Guide, 2(23), 143-190.  

Liying, Z., & Yang, P. (2010). Management of college teachers based on psychological 

contract dimension. Heilongjiang Researches on Higher Education, 3(8), 83-85.  

Llorens, S., Schaufeli, W., Bakker, A., & Salanova, M. (2007). Does a positive gain 

spiral of resources, efficacy beliefs and engagement exist? Computers in Human 

Behavior, 23(1), 825-841.  

Locke, E. A., & Henne, D. (1986). Work motivation theories. International Review of 

Industrial and Organizational Psychology, 1, 1-35.  

Locke, E. A., & Latham, G. P. (2004). What should we do about motivation theory? Six 

recommendations for the twenty-first century. Academy of Management Review, 

29(3), 388-403.  

Lodahl, T. M., & Kejnar, M. (1965). The definition and measurement of job 

involvement. Journal of Applied Psychology, 49(1), 24-33.  

Loi, R., Yang, J., & Diefendorff, J. M. (2009). Four-factor justice and daily job 

satisfaction: A multilevel investigation. Journal of Applied Psychology, 94(3), 

770.  

London, M. (1983). Toward a theory of career motivation. Academy of Management 

 



 397 

 

Review, 8(4), 620-630.  

London, M. (1985). Developing managers. Hoboken, NJ: Jossey-Bass. 

London, M. (1993). Relationships between career motivation, empowerment and 

support for career development. Journal of Occupational and Organizational 

Psychology, 66(1), 55-69.  

Long, J., Long, L., & Wang, N. (2002). Investigation and analysis of 431 Nurses' 

professional commitment. Chinese Journal of Hospital Administration, 2(7), 1-2. 

Loscertales, M. d. R. B. (2007). Opening the black-box of individuals career 

advancement: The role of organizational factors. (pp. 2-24). Pennsylvania: 

University of Pennsylvania. 

Love, K. G., & Beehr, T. A. (1981). Social stressors on the job: Recommendations for a 

broadened perspective. Group & Organization Studies, 6(2), 190-200.  

Lu, G.-S., Lai, M. H., Zhang, Q. Y., Du, P., & Lo, N.-K. (2010). An analysis of the types 

and characteristics of academic work at the university level. Fudan Education 

Forum, (6), 38-50. doi:10.13397/j.cnki. fef.2010.06.007 

Lu, J., & Shi, K. (2000). How to investigate employee satisfaction. Human Resources 

Development in China, (6), 32-33. 

Lu, J., & Shi, K. (2001). An empirical analysis of psychological contract violation and 

employee turnover intention in career adaptation period. Sellection of Abstracts 

of the Nineth Chinese Academic Conference of Psychology, (1), 15-17. 

doi:10.16471/j.cnki.11-2822/c.2001.01.004 

Lu, J., Shi, K., & Yang, J. (2001). Evaluation structure and method of job satisfaction. 

Human Resource Development of China, 3(1), 15-17. doi:10.16471/j.cnki.11-

2822/c.2001.01.004 

Lu, L., Lu, A. C. C., Gursoy, D., & Neale, N. R. (2016). Work engagement, job 

satisfaction, and turnover intentions: A comparison between supervisors and 

line-level employees. International Journal of Contemporary Hospitality 

Management, 28(4), 737-761.  

Luckner, J. L., & Hanks, J. A. (2003). Job satisfaction: Perceptions of a national sample 

of teachers of students who are deaf or hard of hearing. American Annals of the 

Deaf, 148(1), 5-17. doi:10.1353/aad.2003.0006 

 



 398 

 

Lundgren, S. M., Nordholm, L., & Segesten, K. (2010). Job satisfaction in relation to 

change to all-RN staffing. Journal of Nursing Management, 13(4), 322-328. 

doi:10.1111/j.1365-2934.2005.00565.x 

Luo, H. (2009). Psychological contract: A new idea of teacher management in 

vocational colleges. Training in China,2 (3), 20-21.  

Luo, R. R. (2014). An analysis on the study of psychological contract breach and 

psychological contract violation and its prospects. Journal of Nanchang 

Hangkong University (Social Sciences), (3), 62-67.  

Luo, Y., Shen, H., & University, P. (2017). The influencing factors of faculty turnover 

intention: An empirical study based on the 2014 faculty survey. China Higher 

Education Research, (11), 91-97. doi:10.16298/j.cnki.1004-3667.2017.11.16 

Ma, J., & Liu, Y. (2006). Research status and prospect of teachers' commitment. Journal 

of Educational Development, (3), 52-54. doi:10.16215/j.cnki.cn44-1371/g4. 

2006.05.022 

MacKinnon, D. P., Fairchild, A. J., & Fritz, M. S. (2007). Mediation analysis. Annual 

Review of Psychology, 58, 593-614.  

MacKinnon, D. P., Lockwood, C. M., Hoffman, J. M., West, S. G., & Sheets, V. (2002). 

A comparison of methods to test mediation and other intervening variable 

effects. Psychological Methods, 7(1), 83-104.  

MacKinnon, D. P., & Luecken, L. J. (2008). How and for whom? Mediation and 

moderation in health psychology. Health Psychology, 27(2S), 99-100.  

Macneil, I. R. (1985). Relational contract: What we do and do not know. Wisconsin Law 

Review, 4, 483-526.  

Maehr, M. L., Smith, J., & Midgley, C. (1990). Teachers commitment and job 

satisfaction. Project Report, 1(1), 2-54. 

Maguire, H. (2002). Psychological contracts: Are they still relevant? Career 

Development International, 7(3), 167-180.  

Malderez, A. (2004). Why train to teach? Comparing the motives of trainees following 

six different routes into teaching in England: early findings from the Becoming a 

Teacher Project. Education-line, (9), 22-25.  

Mao, H. (2008). Evading Tactics Of Psychological Contract Violations/Stratégie De 

 



 399 

 

Faux-Fuyant Pour Le Non-Respect Du Contrat Psychologique. Cross-Cultural 

Communication, 4(2), 74.  

March, J. G., & Simon, H. A. (1958). Organizations. New York, NY: John Wiley & 

Sons. 

Marchiori, D. M., & Henkin, A. B. (2004). Organizational commitment of a health 

profession faculty: Dimensions, correlates and conditions. Medical Teacher, 

26(4), 353-358.  

Marsh, H. W., Balla, J. R., & McDonald, R. P. (1988). Goodness-of-fit indexes in 

confirmatory factor analysis: The effect of sample size. Psychological Bulletin, 

103(3), 391-410.  

Marsh, R. M., & Mannari, H. (1977). Organizational commitment and turnover: A 

prediction study. Administrative Science Quarterly, 22(1), 57-75. 

doi:10.2307/2391746 

Marshall, S. J., & Wijting, J. P. (1982). Dimensionality of women's career orientation. 

Sex Roles, 8(2), 135-146.  

Martin, C. A. (2005). From high maintenance to high productivity: What managers need 

to know about Generation Y. Industrial and Commercial Training, 37, 39-44.  

Maslach, C. (1982). Understanding burnout: Job Stress and Burnout. Oxford, England: 

Oxford University Press. 

Maslach, C., Jackson, S. E., & Leiter, M. P. (1996a). The maslach burnout inventory–

Test manual. In. California, CA: Consulting Psychologists Press. 

Maslach, C., Jackson, S. E., & Leiter, M. P. (1996b). Maslach burnout inventory manual 

(Vol. 4). Palo Alto, CA: Consulting Psychologists Press. 

Maslach, C., & Leiter, M. P. (1997). The truth about burnout: How organizations cause 

personal stress and what to do about it. San Francisco: Jossey-Bass. 

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annual Review of 

Psychology, 52(1), 397-422.  

Mathieu, J. E., & Farr, J. L. (1991). Further evidence for the discriminant validity of 

measures of organizational commitment, job involvement, and job satisfaction. 

Journal of Applied Psychology, 76(1), 127-133.  

Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, 

 



 400 

 

correlates, and consequences of organizational commitment. Psychological 

Bulletin, 108(2), 171-194.  

Mawhinney, H., & Xu, F. (1997). Reconstructing the professional identity of foreign-

trained teachers in Ontario schools. Tesol Quarterly, 31(3), 632-639.  

May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of 

meaningfulness, safety and availability and the engagement of the human spirit 

at work. Journal of Occupational and Organizational Psychology, 77(1), 11-37.  

McClelland, D. C. (1973). Testing for competence rather than for" intelligence". 

American Psychologist, 28(1), 1-14.  

McCormick, J., & Solman, R. (1992). The externalized nature of teachers' occupational 

stress and its association with job satisfaction. Work & Stress, 6(1), 33-44.  

Meirun, T. (2019). Turnover intention among new generation rural migrant workers in 

China: The role of job embeddedness. (Master's thesis). Universiti Utara 

Malaysia, Malaysia. 

Mendez, M. I. (1999). Leader-member exchange as moderator of the job dissatisfaction-

communication response relationship. Long Beach, California, CA: California 

State University. 

Menlo, A., & Poppleton, P. (1990). A Five‐country Study of the Work Perceptions of 

Secondary School Teachers in England, the United States, Japan, Singapore and 

West Germany (1986‐88). Comparative Education, 26(2-3), 172-182.  

Meyer, J. P., & Allen, N. J. (1984). Testing the "side-bet theory" of organizational 

commitment: Some methodological considerations. Journal of Applied 

Psychology, 69(3), 372-378. doi:10.1037/0021-9010.69.3.372 

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of 

organizational commitment. Human Resource Management Review, 1(1), 61-89. 

doi:10.1016/1053-4822(91)90011-Z 

Meyer, J. P., Allen, N. J., & Gellatly, I. R. (1990). Affective and continuance 

commitment to the organization: Evaluation of measures and analysis of 

concurrent and time-lagged relations. Journal of Applied Psychology, 75(6), 710.  

Meyer, J. P., Allen, N. J., & Meyer, D. R. (1997). Commitment in the workplace: Theory, 

research, and application (Advanced Topics in Organizational Behavior). 

 



 401 

 

Thousand Oaks, CA: SAGE Publications. 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and 

occupations: Extension and test of a three-component conceptualization. Journal 

of Applied Psychology, 78(4), 538-551. doi:10.1037/0021-9010.78.4.538 

Meyer, J. P., Becker, T. E., & Christian, V. (2004). Employee commitment and 

motivation: A conceptual analysis and integrative model. Journal of Applied 

Psychology, 89(6), 991-1007. doi:10.1037/0021-9010.89.6.991 

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general 

model. Human Resource Management Review, 11(3), 299-326.  

Michailidou, A., & Trenz, H.-J. (2013). Mediatized representative politics in the 

European Union: Towards audience democracy? Journal of European Public 

Policy, 20(2), 260-277.  

Miller, H. E., Katerberg, R., & Hulin, C. L. (1979). Evaluation of the mobley, horner, 

and hollingsworth model of employee turnover. Journal of Applied Psychology, 

64(5), 509-517.  

Millward, L. J., & Hopkins, L. J. (1998). Psychological contracts, organizational and job 

commitment. Journal of Applied Social Psychology, 28(16), 1530-1556.  

Ministry of Education. (2003). Several opinions on standardizing and strengthening the 

management of independent colleges in colleges and universities with new 

mechanisms and models. Chinese Modern Educational Equipment, (3), 23-24.  

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why 

people stay: Using job embeddedness to predict voluntary turnover. Academy of 

Management Journal, 44(6), 1102-1121.  

Mittelman, R., & Miller, E. L. (2009). Robust estimation of a random parameter in a 

Gaussian linear model with joint eigenvalue and elementwise covariance 

uncertainties. IEEE Transactions on Signal Processing, 58(3), 1001-1011.  

Miyazaki, T., Ishikawa, T., Nakata, A., Sakurai, T., Miki, A., Fujita, O., . . . Sakami, S. 

(2005). Association between perceived social support and Th1 dominance. 

Biological Psychology, 70(1), 30-37.  

Mobley, W. H. (1977). Intermediate linkages in the relationship between job satisfaction 

and employee turnover. Journal of Applied Psychology, 62(2), 237-240.  

 



 402 

 

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation of 

precursors of hospital employee turnover. Journal of Applied Psychology, 63(4), 

408-414.  

Moore, M., & Hofman, J. E. (1988). Professional identity in institutions of higher 

learning in Israel. Higher Education, 17(1), 69-79.  

Morishima, M. (1996). Renegotiating psychological contracts: Japanese style. Journal 

of Organizational Behavior (1986-1998), 139.  

Moroff, S. V., & Bass, D. E. (1965). Effects of overhydration on man's physiological 

responses to work in the heat. Journal of Applied Physiology, 20(2), 267-270.  

Morrison, D. E. (1994). Psychological contracts and change. Human Resource 

Management, 33(3), 353-372.  

Morrison, E. W., & Robinson, S. L. (1997). When employees feel betrayed: A model of 

how psychological contract violation develops. Academy of Management 

Review, 22(1), 226-256.  

Morrow, P. C. (1983). Concept redundancy in organizational research: The case of work 

commitment. Academy of Management Review, 8(3), 486-500.  

Mossholder, K. W., Bennett, N., Kemery, E. R., & Wesolowski, M. A. (1998). 

Relationships between bases of power and work reactions: The mediational role 

of procedural justice. Journal of Management, 24(4), 533-552.  

Mossholder, K. W., Bennett, N., Kemery, E. R., & Wesolowski, M. A. (2014). 

Relationships between bases of power and work reactions: The mediational role 

of procedural justice. Journal of Management, 24(4), 533–552.  

Mowday, R. T. (1984). Strategies for adapting to high rates of employee turnover. 

Human Resource Management, 23(4), 365-380.  

Mowday, R. T., Koberg, C. S., & McArthur, A. W. (1984). The psychology of the 

withdrawal process: A cross-validation test of Mobley's intermediate linkages 

model of turnover in two samples. Academy of Management Journal, 27(1), 79-

94. doi:10.2307/255958 

Mowday, R. T., Mowdy, R. M., Porter, L. W., & Steers, R. M. (1982). Employee-

organization linkage: The psychology of commitment, absenteeism, and 

turnover. London: Academic Press. 

 



 403 

 

Mowday, R. T., Porter, L. W., & Steers, R. (1982). Organizational linkages: The 

psychology of commitment, absenteeism, and turnover. San Diego, CA: 

Academic Press. 

Mowday, R. T., Porter, L. W., & Steers, R. M. (2013). Employee—organization 

linkages: The psychology of commitment, absenteeism, and turnover. New York, 

NY: Academic Press. 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of 

organizational commitment. Journal of Vocational Behavior, 14(2), 224-247.  

Mu, H.-H., Hu, Y.-M., Liu, H. Y., Education, F. O., & University, B. N. (2016). Study of 

Chinese Secondary School Teachers' job satisfaction and the influential factors. 

Journal of Educational Studies, (2), 71-80. doi:10.14082/j.cnki.1673-

1298.2016.02.009 

Muchinsky, P. M. (1977). Organizational communication: Relationships to 

organizational climate and job satisfaction. Academy of Management Journal, 

20(4), 592-607.  

Muchinsky, P. M., & Tuttle, M. L. (1979). Employee turnover: An empirical and 

methodological assessment. Journal of Vocational Behavior, 14(1), 43-77.  

Munsey, C. (2010a). Does marriage make us happy. Monitor on Psychology, 41(9), 20-

21.  

Munsey, C. (2010b). Psychology's case for same-sex marriage. Monitor on Psychology, 

41(9), 46.  

Nafziger, D. H., Holland, J. L., & Gottfredson, G. D. (1975). Student-college 

congruency as a predictor of satisfaction. Journal of Counseling Psychology, 

22(2), 132.  

Naquin, S. S., & Holton , E. F. (2002). The effects of personality, affectivity, and work 

commitment on motivation to improve work through learning. Human Resource 

Development Quarterly, 13(4), 357-376.  

Neuman, W. L. (2016). Understanding research. London, England: Pearson. 

Newman, J. P., Kosson, D. S., & Patterson, C. M. (1992). Delay of gratification in 

psychopathic and nonpsychopathic offenders. Journal of Abnormal Psychology, 

101(4), 630-636. doi:10.1037//0021-843x.101.4.630 

 



 404 

 

Ni, X., Chen, M., & Hu, R. (1999). On public and private higher education. Jiangsu 

Higher Education, 3(5), 41-43. doi:10.13236/j.cnki. jshe.1999.05.013 

Nkereuwem, E. (1996). Job performance attributions and career advancement prospects 

for women in the academic libraries. Librarian Career Development, 1(4), 18-24 

Nonaka, I., & Takeuchi, H. (1995). The knowledge-creating company: How Japanese 

companies create the dynamics of innovation (Vol. 105). Oxford, England: 

Oxford University Press. 

Nunnally, J. C. (1978). Psychometric theory (2nd ed.). New York, NY: McGraw-Hill. 

Nunnally, J. C., & Bernstein, I. H. (1994). Psychometric theory (3rd ed.). New York, NY: 

McGraw-Hill. 

Oatley, K. (1992). Best laid schemes: The psychology of the emotions. Cambridge, 

England: Cambridge University Press. 

Oldham, G. R., Hackman, J. R., & Stepina, L. P. (1978). Norms for the job diagnostic 

survey. Retrieved from https://apps.dtic.mil/sti/citations/ADA057268 

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome. 

Lexington, Massachusetts: Lexington Books/DC Heath and Com. 

Organ, D. W. (1994). Personality and organizational citizenship behavior. Journal of 

Management, 20(2), 465-478.  

Organ, D. W., & Near, J. P. (1985). Cognition vs affect in measures of job satisfaction. 

International Journal of Psychology, 20(2), 241-253.  

Ortony, A., Clore, G. L., & Collins, A. (1988). The cognitive structure of emotions. 

Cambridge, England: Cambridge University Press. 

Othman, R., Arshad, R., Aris, N. A., & Arif, S. M. M. (2015). Organizational resources 

and sustained competitive advantage of cooperative organizations in Malaysia. 

Procedia-Social and Behavioral Sciences, 170, 120-127.  

Othman, R., Arshad, R., Hashim, N. A., & Isa, R. M. (2005). Psychological contract 

violation and organizational citizenship behavior. Gadjah Mada International 

Journal of Business, 7(3), 325-349.  

Outram, P. O. (2007). Public high school teachers: Organizational commitment and 

intent to turnover. Minneapolis, Minnesota: Capella University. 

Paechter, C. (1996). Gender, identity, status and the body: Life in a marginal subject. 

 



 405 

 

Gender and Education, 8(1), 21-30.  

Parker, L., & Allen, T. D. (2001). Work/family benefits: Variables related to employees' 

fairness perceptions. Journal of Vocational Behavior, 58(3), 453-468.  

Parks, J. M., & Schmedemann, D. A. (1994). When promises become contracts: Implied 

contracts and handbook provisions on job security. Human Resource 

Management, 33(3), 403-423.  

Peng, C. (2008). An empirical study on moderating role of occupational commitment on 

relationship of the psychological contract of knowledge worker with job 

satisfaction and intention to leave. Science of Science and Management of S.&T., 

5(12), 167-171.  

Peng, C. (2009). An empirical study on R&D workers' psychological contract structure 

in science and technology enterprises. Science & Technology Progress and 

Policy, (20), 189-193.  

Penley, L. E., & Gould, S. (1988). Etzioni's model of organizational involvement: A 

perspective for understanding commitment to organizations. Journal of 

Organizational Behavior, 9(1), 43-59.  

Peterson, M. F., Smith, P. B., Akande, A., Ayestaran, S., Bochner, S., Callan, V., . . . 

Francois, P.-H. (1995). Role conflict, ambiguity, and overload: A 21-nation 

study. Academy of Management Journal, 38(2), 429-452.  

Petty, M., & Bruning, N. S. (1980). Relationship between employees' attitudes and error 

rates in public welfare programs. Academy of Management Journal, 23(3), 556-

561.  

Piko, B. F. (2006). Burnout, role conflict, job satisfaction and psychosocial health 

among Hungarian health care staff: A questionnaire survey. International journal 

of Nursing Studies, 43(3), 311-318.  

Ping, H. (2007). Psychological contract in faculty career development management. 

Tsinghua Journal of Education, (4), 91-97.  

Podsakoff, P. M., M. Kenzie, S. B., Paine, J. B., & Bachrach, D. G. (2000). 

Organizational citizenship behaviors: A critical review of the theoretical and 

empirical literature and suggestions for future research. Journal of Management, 

26(3), 513-563.  

 



 406 

 

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias 

in social science research and recommendations on how to control it. Annual 

Review of Psychology, 63, 539-569.  

Podsakoff, P. M., & Organ, D. W. (1986). Self-reports in organizational research: 

Problems and prospects. Journal of Management, 12(4), 531-544.  

Poon, J. M. (2004). Effects of performance appraisal politics on job satisfaction and 

turnover intention. Personnel Review, 33(3), 322-334.  

Porter, L. W., Crampon, W. J., & Smith, F. J. (1976). Organizational commitment and 

managerial turnover: A longitudinal study. Organizational Behavior and Human 

Performance, 15(1), 87-98.  

Porter, L. W., & Lawler, E. E. (1968). Managerial attitudes and performance. 

Washington, DC: R. D. Irwin. 

Porter, L. W., Pearce, J. L., Tripoli, A. M., & Lewis, K. M. (1998). Differential 

perceptions of employers' inducements: Implications for psychological contracts. 

Journal of Organizational Behavior: The International Journal of Industrial, 

Occupational and Organizational Psychology and Behavior, 19(S1), 769-782.  

Porter, L. W., & Steers, R. M. (1973). Organizational, work, and personal factors in 

employee turnover and absenteeism. Psychological Bulletin, 80(2), 151-176.  

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational 

commitment, job satisfaction, and turnover among psychiatric technicians. 

Journal of Applied Psychology, 59(5), 603-609.  

Prayag, G., Hassibi, S., & Nunkoo, R. (2019). A systematic review of consumer 

satisfaction studies in hospitality journals: conceptual development, research 

approaches and future prospects. Journal of Hospitality Marketing & 

Management, 28(1), 51-80.  

Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect 

effects in simple mediation models. Behavior Research Methods, Instruments, & 

Computers, 36(4), 717-731.  

Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for 

assessing and comparing indirect effects in multiple mediator models. Behav Res 

Methods, 40(3), 879-891.  

 



 407 

 

Price, J. L. (1977). The study of turnover. Ames, IA: Iowa State Press. 

Price, J. L. (1989). The impact of turnover on the organization. Work and Occupations, 

16(4), 461-473.  

Price, J. L. (2001). Reflections on the determinants of voluntary turnover. International 

Journal of Manpower, 22(7), 600-624.  

Price, J. L., & Mueller, C. W. (1981a). A causal model of turnover for nurses. Academy 

of Management Journal, 24(3), 543-565.  

Price, J. L., & Mueller, C. W. (1981b). Professional turnover: The case of nurses. Health 

Systems Management, 15, 1-16.  

Price, R. G., & Spiro, R. G. (1977). Studies on the metabolism of the renal glomerular 

basement membrane. Turnover measurements in the rat with the use of 

radiolabeled amino acids. Journal of Biological Chemistry, 252(23), 8597-8602.  

Puffer, S. M. (1987). Prosocial behavior, noncompliant behavior, and work performance 

among commission salespeople. Journal of Applied Psychology, 72(4), 615-621.  

Qin, H. (2005). Job satisfaction and resignation trend of employees in private higher 

educational institute. Journal of Beijing Union University (Humanities and 

Social Sciences), (4), 92-96. doi:10.16255/j.cnki.11-5117c.2005.04.019 

Qin, X. (2008). An overview of the researches on college teachers' personality in China. 

Journal of Higher Education Management, 4(3), 89-92. doi:10.13316/j.cnki. 

jhem.2008.03.001 

Qiu, C. (2014). The dilemma of knowledge workers' management and its incentive 

strategy. Journal of Shenyang Normal University (Social Science Edition), 3(2), 

86-88. doi:10.19496/j.cnki. ssxb.2014.02.027 

Quarstein, V. A., McAfee, R. B., & Glassman, M. (1992). The situational occurrences 

theory of job satisfaction. Human Relations, 45(8), 859-873.  

Quartaroli, M. (2009). Qualitative data analysis. Teoksessa SD Lapan & MT Quartaroli 

(toim.) Research essentials. An introduction to designs and practices. 16(3), 1-

50. 

Rabinowitz, S., & Hall, D. T. (1977). Organizational research on job involvement. 

Psychological Bulletin, 84(2), 265-288.  

Rahim, A. (1982). Demographic variables in general job satisfaction in a hospital: A 

 



 408 

 

multivariate study. Perceptual and Motor Skills, 55(3), 711-719.  

Raja, U., Johns, G., & Ntalianis, F. (2004). The impact of personality on psychological 

contracts. Academy of Management Journal, 47(3), 350-367.  

Randall, D. M., Fedor, D. B., & Longenecker, C. O. (1990). The behavioral expression 

of organizational commitment. Journal of Vocational Behavior, 36(2), 210-224.  

Rao, J. M. (2013). Hotspot domains and frontier topics of Chinese Teacher Turnover in 

the Past 15 Years——A quantitative analysis research based on the of keywords 

embodied by CNKI in 1998 -2013. Teacher Education Research, (4), 79-85. 

doi:10.13445/j.cnki.t.e.r.2013.04.009 

Reddy, L. S., & Ramasamy, D. K. (2016). Justifying the judgmental sampling matrix 

organization in outsourcing industry. Vidushi, July-December, 17-25. Retrieved 

from https://ssrn.com/abstract=3287741 

Reilly, C. A., & Chatman, J. A. (1986). Organizational commitment and psychological 

attachment: The effects of compliance, identification, and internalization on 

prosocial behavior. Journal of Applied Psychology, 71(3), 492-499.  

Reilly, N. P., Dwight, S. A., Godfrey, K. J., Davis, P. A., & Lynch, R. S. (1994). Career 

commitment buffers the stress. Applied HRM Research, 5(1), 12-27. 

Resick, C. J., Baltes, B. B., & Shantz, C. W. (2007). Person-organization fit and work-

related attitudes and decisions: Examining interactive effects with job fit and 

conscientiousness. Journal of Applied Psychology, 92(5), 1446.  

Restubog, S. L. D., Bordia, P., & Bordia, S. (2011). Investigating the role of 

psychological contract breach on career success: Convergent evidence from two 

longitudinal studies. Journal of Vocational Behavior, 79(2), 428-437.  

Reyes, P. (1990). Teachers and their workplace: Commitment, performance, and 

productivity. Thousand Oaks, California, CA: Corwin Press. 

Riesch, S. K. (1984). Occupational commitment and the quality of maternal infant 

interaction. Research in Nursing & Health, 7(4), 295-303.  

Robbins, S. P. (2001). Organisational behaviour: Global and Southern African 

perspectives. London, England: Pearson South Africa. 

Robbins, S. P. (2006). Organizacinės elgsenos pagrindai. Vilnius, Lithuania: Mykolo 

Romerio Universitetas. 

 



 409 

 

Robbins, S. P., & Judge, T. A. (2013). Organizational behavior. London, England: 

Pearson Education Limited. 

Roberts, B. W., & Mroczek, D. (2008). Personality trait change in adulthood. Current 

Directions in Psychological Science, 17(1), 31-35.  

Robertson, I. T., Cooper, C. L., & Williams, J. (1990). The validity of the occupational 

stress indicator. Work & Stress, 4(1), 29-39. doi:10.1080/02678379008256962 

Robinson, H. A., & Hoppock, R. (2014). Job satisfaction researches. Journal of 

Counseling & Development, 30(8), 594-598.  

Robinson, S. L. (1996). Trust and breach of the psychological contract. Administrative 

Science Quarterly, 41(4), 574-599. doi:10.2307/2393868 

Robinson, S. L., Kraatz, M. S., & Rousseau, D. M. (1994). Changing obligations and the 

psychological contract: A longitudinal study. Academy of Management Journal, 

37(1), 137-152.  

Robinson, S. L., & Morrison, E. W. (1995a). Organizational citizenship behavior: A 

psychological contract perspective. Journal of Organizational Behavior, 16(3), 

289-298.  

Robinson, S. L., & Morrison, E. W. (1995b). Psychological contracts and OCB: The 

effect of unfulfilled obligations on civic virtue behavior. Journal of 

Organizational Behavior, 16(3), 289-298.  

Robinson, S. L., & Rousseau, D. M. (1994). Violating the psychological contract: Not 

the exception but the norm. Journal of Organizational Behavior, 15(3), 245-259.  

Robinson, S. L., & W. Morrison, E. (2000). Sandra L Robinson. Journal of 

Organizational Behavior, 21(5), 525-546.  

Rousseau, D., Schalk, R., & Schalk, M. R. (2000). Psychological contracts in 

employment: Cross-national perspectives. Thousand Oaks, California, CA: 

SAGE Publishing. 

Rousseau, D. M. (1989). Psychological and implied contracts in organizations. 

Employee Responsibilities and Rights Journal, 2(2), 121-139.  

Rousseau, D. M. (1990). New hire perceptions of their own and their employer's 

obligations: A study of psychological contracts. Journal of Organizational 

Behavior, 11(5), 389-400.  

 



 410 

 

Rousseau, D. M. (1994). Two ways to change and keep the psychological contract: 

Theory meets practice. Executive Summary for the International Consortium for 

Executive Development Research, Lausanne, 337(4), 83-568. 

Rousseau, D. M. (1995). Psychological contracts in organizations: Understanding 

written and unwritten agreements. Thousand Oaks, California, CA: SAGE 

Publications. 

Rousseau, D., Schalk, R., & Schalk, M. R. (2000). Psychological contracts in 

employment: Cross-national perspectives. Thousand Oaks, California, CA: 

SAGE Publishing. 

Rousseau, D. M. (2000). Psychological contract inventory technical report. Pittsburgh: 

Carnegie Mellon University, (3), 1-53. 

Rousseau, D. M. (2001). Schema, promise and mutuality: The building blocks of the 

psychological contract. Journal of Occupational and Organizational Psychology, 

74(4), 511-541.  

Rousseau, D. M., & Greller, M. M. (1994a). Guest editors' overview: Psychological 

contracts and human resource practices. Human Resource Management (1986-

1998), 33(3), 383.  

Rousseau, D. M., & Greller, M. M. (1994b). Human resource practices: Administrative 

contract makers. Human Resource Management, 33(3), 385-401.  

Rousseau, D. M., & Park, I. M. (1993). The contracts of individuals and organizations. 

Research in Organizational Behavior, 15, 41-43.  

Rousseau, D. M., & Tijoriwala, S. A. (1996). Perceived legitimacy and unilateral 

contract changes: It takes a good reason to change a psychological contract. 

Paper presented at the Symposium at the SIOP meetings, San Diago. 

Rousseau, D. M., & Tijoriwala, S. A. (1998). Assessing psychological contracts: Issues, 

alternatives and measures. Journal of Organizational Behavior: The 

International Journal of Industrial, Occupational and Organizational 

Psychology and Behavior, 19(S1), 679-695.  

Rudd, W., & Wiseman, S. (1962). Sources of dissatisfaction among a group of teachers. 

British Journal of Educational Psychology, 32(P3), 275-291.  

Rusbult, C. E., Farrell, D., Rogers, G., & Mainous III, A. G. (1988). Impact of exchange 

 



 411 

 

variables on exit, voice, loyalty, and neglect: An integrative model of responses 

to declining job satisfaction. Academy of Management Journal, 31(3), 599-627.  

Saad, I. A., & Isralowitz, R. E. (1992). Teachers' job satisfaction in transitional society 

within the Bedouin Arab schools of the Negev. The Journal of Social 

Psychology, 132(6), 771-781.  

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of 

Managerial Psychology, 21(7), 600-619.  

Salancik, G. R. (1977). Commitment and the control of organizational behavior and 

belief. New Directions in Organizational Behavior, 1, 54.  

Salanova, M., Llorens, S., Cifre, E., Martínez, I. M., & Schaufeli, W. B. (2003). 

Perceived collective efficacy, subjective well-being and task performance among 

electronic work groups: An experimental study. Small Group Research, 34(1), 

43-73.  

Salas, E., Cooke, N. J., & Rosen, M. A. (2008). On teams, teamwork, and team 

performance: Discoveries and developments. Human Factors, 50(3), 540-547.  

Sass, D. A., Flores, B. B., Claeys, L., & Pérez, B. (2015). Identifying personal and 

contextual factors that contribute to attrition rates for texas public school 

teachers. Education Policy Analysis Archives, 20(12), 30. 

doi:10.14507/epaa.v20n15.2012 

Schaff, K. (1953). Ascheumlauf und Ascheabscheidung bei Kesselanlagen (Ash 

Circulation and Ash Precipitation in Boiler Plants). Mitt. VGB, 23, 364.  

Schalk, R., & Freese, C. (1997). New facets of commitment in response to 

organizational change: Research trends and the Dutch experience. Journal of 

Organizational Behavior (1986-1998), (1), 107.  

Schaufeli, W., & Salanova, M. (2007). Work engagement. Managing social and ethical 

issues in organizations, (1), 135-177. 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their 

relationship with burnout and engagement: A multi‐sample study. Journal of 

Organizational Behavior: The International Journal of Industrial, Occupational 

and Organizational Psychology and Behavior, 25(3), 293-315.  

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work 

 



 412 

 

engagement with a short questionnaire: A cross-national study. Educational and 

Psychological Measurement, 66(4), 701-716.  

Schaufeli, W. B., Bakker, A. B., & Van Rhenen, W. (2009). How changes in job 

demands and resources predict burnout, work engagement, and sickness 

absenteeism. Journal of Organizational Behavior: The International Journal of 

Industrial, Occupational and Organizational Psychology and Behavior, 30(7), 

893-917.  

Schaufeli, W. B., & Salanova, M. (2007). Work engagement. Managing Social and 

Ethical Issues in Organizations, 135-177.  

Schaufeli, W. B., Salanova, M., R. González, V., & Bakker, A. B. (2002). The 

measurement of engagement and burnout: A two sample confirmatory factor 

analytic approach. Journal of Happiness Studies, 3(1), 71-92.  

Schein, E. H. (1965). Organizational psychology. Hoboken, NJ: Prentice-Hall. 

Schermelleh-Engel, K., Moosbrugger, H., & Müller, H. (2003). Evaluating the fit of 

structural equation models: Tests of significance and descriptive goodness-of-fit 

measures. Methods of Psychological Research Online, 8(2), 23-74.  

Scott, D., Bishop, J. W., & Chen, X. (2003). An examination of the relationship of 

employee involvement with job satisfaction, employee cooperation, and 

intention to quit in US invested enterprise in China. The International Journal of 

Organizational Analysis, 11(1), 3-19. doi:10.1108/eb028960 

Sears, P., & Wong, C.-H. (1996). Intervention of carbohydrate recognition by proteins 

and nucleic acids. Proceedings of the National Academy of Sciences, 93(22), 

12086-12093.  

Sellers, C. (1994). The market revolution: Jacksonian America, 1815-1846. Oxford, 

England: Oxford University Press. 

Selye, H. (1956). The stress of life. New York, NY: Mc Gran-Hill Book Company. 

Seo, Y., Ko, J., & Price, J. L. (2004). The determinants of job satisfaction among 

hospital nurses: A model estimation in Korea. International Journal of Nursing 

Studies, 41(4), 437-446.  

Shan, H., Enhua, H. U., Bao, J., & Zhang, M. (2015). Organizational status perception 

on the impact of turnover intention in non-state enterprises. Chinese Journal of 

 



 413 

 

Management, (8), 1144-1153.  

Shan, M. (2007). Research on the psychological contract of young college teachers. 

Journal of Shandong Youth Administrative Cadres College, (1), 29-32. 

doi:10.16320/j.cnki.sdqnzzxyxb.2007.01.008 

Shan, Y., & Chen, X. H. (2008). Psychological contract and attitudinal outcomes of 

psychological contract breach: A cross cultural comparison of Sino-US. Systems 

Engineering, (2), 53-61.  

Shao, C. L. (2006). The factors affecting the flow of trained personnel in SMEs. 

Commercial Research, (4), 52-55. doi:10.13902/j.cnki. syyj.2006.04.016 

Shaw, J., & Reyes, P. (1992). School cultures: Organizational value orientation and 

commitment. The Journal of Educational Research, 85(5), 295-302.  

Sheldon, M. E. (1971). Investments and involvements as mechanisms producing 

commitment to the organization. Administrative Science Quarterly, 16(2), 143-

150.  

Shen, J. (2011). Research on the loss of teachers in private colleges and universities 

from the perspective of loyalty management. Career Horizon, 3(4), 19-21.  

Shen, X. (2009). On the loss of College Teachers with "Goal Consistency Theory". 

Economic Research Guide, 2(21), 253-254.  

Shen, Y. (2007). Antecedents and consequences of organizational identification: A social 

exchange perspective. Acta Psychologica Sinica, 39(5), 918-925.  

Shen, Y., & Yuan, D. (2007). The impact of psychological contract breach on the work-

related attitude and behavior of employees. Acta Psychologica Sinica, 8(1), 155-

162. 

Shen, Y. Y., & Zhen-Min, N. I. (2006). Discussion about policies and laws as well as 

problems concerning independent colleges. Journal of Jiangsu University 

(Higher Education Study Edition), (3), 10-14. 

doi:10.13316/j.cnki.jhem.2006.03.003 

Sheng, J. S. (2006). Teachers, job involvement: Its structure and influencing factors. 

Psychological Development and Education, (2), 108-112.  

Sheng, M. (2007). On building index system of performance appraisal in knowledge 

management. Document, Information & Knowledge, (3), 82-86. 

 



 414 

 

doi:10.13366/j.dik.2007.03.020 

Sheridan, J. E., & Abelson, M. A. (1983). Cusp catastrophe model of employee turnover. 

Academy of Management Journal, 26(3), 418-436.  

Shin, R. Q. (2008). Advocating for social justice in academia through recruitment, 

retention, admissions, and professional survival. Journal of Multicultural 

Counseling and Development, 36(3), 180-191.  

Shore, L. M., & Barksdale, K. (1998). Examining degree of balance and level of 

obligation in the employment relationship: A social exchange approach. Journal 

of Organizational Behavior: The International Journal of Industrial, 

Occupational and Organizational Psychology and Behavior, 19(S1), 731-744.  

Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behavior: Comparison 

of affective commitment and continuance commitment with perceived 

organizational support. Journal of Applied Psychology, 78(5), 774.  

Shriki, A., & Patkin, D. (2016). Elementary school mathematics teachers’ perception of 

their professional needs. Teacher Development, 20(3), 329-347.  

Silver, H. (2002). The making of a missionary: Eric Ashby and technology. History of 

Education, 31(6), 557-570.  

Sims, R. L., & Kroeck, K. G. (1994). The influence of ethical fit on employee 

satisfaction, commitment and turnover. Journal of Business Ethics, 13(12), 939-

947.  

Sims, R. R. (1994). Human resource management's role in clarifying the new 

psychological contract. Human Resource Management, 33(3), 373-382.  

Singh, K., & Billingsley, B. S. (1998). Professional support and its effects on teachers' 

commitment. The Journal of Educational Research, 91(4), 229-239.  

Singh, R. P. (1998). Reverse-transcription polymerase chain reaction for the detection of 

viruses from plants and aphids. Journal of Virological Methods, 74(2), 125-138.  

Singh, V., & Vinnicombe, S. (2000). Gendered meanings of commitment from high 

technology engineering managers in the United Kingdom and Sweden. Gender, 

Work & Organization, 7(1), 1-19.  

Siotani, M., Hayakawa, T., & Fujikoshi, Y. (1985). Modern multivariate statistical 

analysis. New York, NY: Springer. 

 



 415 

 

Smeenk, S. G., Eisinga, R. N., Teelken, J., & Doorewaard, J. (2006). The effects of 

HRM practices and antecedents on organizational commitment among university 

employees. The International Journal of Human Resource Management, 17(12), 

2035-2054.  

Smilansky, J. (1984). External and internal correlates of teachers'satisfaction and 

willingness to report stress. British Journal of Educational Psychology, 54(1), 

84-92.  

Smith, P. C., Kendall, L. M., & Hulin, C. L. (1969). The measurement of satisfaction in 

work and retirement: A strategy for the study of attitudes. Chicago, Illinois: Rand 

Mcnally. 

Smith, P. M. (1950). Teacher loyalty and academic freedom. The Journal of Educational 

Sociology, 23(5), 251-257.  

Snape, E., & Redman, T. (2003). An evaluation of a three-component model of 

occupational commitment: Dimensionality and consequences among United 

Kingdom human resource management specialists. Journal of Applied 

Psychology, 88(1), 152.  

Somech, A., & Bogler, R. (2002). Antecedents and consequences of teacher 

organizational and professional commitment. Educational Administration 

Quarterly, 38(4), 555-577.  

Somech, A., & Drach-Zahavy, A. (2000). Understanding extra-role behavior in schools: 

The relationships between job satisfaction, sense of efficacy, and teachers’ extra-

role behavior. Teaching and Teacher Education, 16(5-6), 649-659.  

Somers, M. J. (1995). Organizational commitment, turnover and absenteeism: An 

examination of direct and interaction effects. Journal of organizational Behavior, 

16(1), 49-58.  

Somers, M. J., & Birnbaum, D. (1998). Work‐related commitment and job performance: 

It's also the nature of the performance that counts. Journal of Organizational 

Behavior: The International Journal of Industrial, Occupational and 

Organizational Psychology and Behavior, 19(6), 621-634.  

Song, S. (2012). Problems and countermeasures of human resource management of the 

new generation of employees-Taking full-time teachers in private colleges and 

 



 416 

 

universities as an example. Human Resource Management, 2(10), 132-133.  

Sparrow, P., & Cooper, C. L. (1998). New organizational forms: The strategic relevance 

of future psychological contract scenarios. Canadian Journal of Administrative 

Sciences/Revue Canadienne des Sciences de l'Administration, 15(4), 356-371.  

Spearman, C. (1961). "General Intelligence" Objectively determined and measured. In J. 

J. Jenkins & D. G. Paterson (Eds.), Studies in individual differences: The search 

for intelligence (pp. 59-73). United States: Appleton-Century-Crofts. 

Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of 

the Job Satisfaction Survey. American Journal of Community Psychology, 13(6), 

693-713.  

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and 

consequences (Vol. 3). Thousand Oaks, California, CA: SAGE Publications. 

Spector, P. E. (2006). Industrial and organizational psychology: Research and practice. 

Hoboken, NJ: John Wiley & Sons. 

Spencer, D. G., Steers, R. M., & Mowday, R. T. (1983). An empirical test of the 

inclusion of job search linkages into Mobley's model of the turnover decision 

process. Journal of Occupational Psychology, 56(2), 137-144.  

Staw, B. M. (1984). Organizational behavior: A review and reformulation of the field's 

outcome variables. Annual Review of Psychology, 35(1), 627-666.  

Steel, R. P., & Ovalle, N. K. (1984). A review and meta-analysis of research on the 

relationship between behavioral intentions and employee turnover. Journal of 

Applied Psychology, 69(4), 673-686. doi:10.1037/0021-9010.69.4.673 

Steeley, S. L. (2005). Language, culture, and professional identity: Cultural productions 

in a Bilingual Career Ladder Training Program. (Master's thesis). George 

Mason University, Fairfax, Virginia, US. 

Steeley, S. L. (2005). Language, culture, and professional identity: Cultural productions 

in a Bilingual Career Ladder Training Program: George Mason University, 

Master of Dissertation, (pp. 1-24). United States. 

Steers, R. M. (1977). Antecedents and outcomes of organizational commitment. 

Administrative Science Quarterly, 22(1), 46-56.  

Steers, R. M., & Mowday, R. T. (1981). Employee turnover and post-decision 

 



 417 

 

justification. Research in Organizational Behavior, 3, 235-282.  

Steers, R. M., & Rhodes, S. R. (1978). Major influences on employee attendance: A 

process model. Journal of Applied Psychology, 63(4), 391.  

Stevens, J. M., Beyer, J. M., & Trice, H. M. (1978). Assessing personal, role, and 

organizational predictors of managerial commitment. Academy of Management 

Journal, 21(3), 380-396.  

Stinglhamber, F., Bentein, K., & Vandenberghe, C. (2002). Extension of the Three-

Component Model of Commitment to Five Foci: Development of measures and 

substantive test. European Journal of Psychological Assessment, 18(2), 123.  

Stoner, J. S., & Gallagher, V. C. (2010). Who cares? The role of job involvement in 

psychological contract violation. Journal of Applied Social Psychology, 40(6), 

1490-1514.  

Stoner, J. S., Gallagher, V. C., & Stoner, C. R. (2011). The interactive effects of 

emotional family support and perceived supervisor loyalty on the psychological 

contract breach—Turnover relationship. Journal of Managerial Issues, 23(2), 

124-143. Retrieved from https://www.jstor.org/stable/23209222 

Suazo, M. M., Turnley, W. H., & Mai, R. R. (2005). The role of perceived violation in 

determining employees' reactions to psychological contract breach. Journal of 

Leadership & Organizational Studies, 12(1), 24-36.  

Sugrue, C. (1997). Student teachers’ lay theories and teaching identities: Their 

implications for professional development. European Journal of Teacher 

Education, 20(3), 213-225.  

Sun, H., Hong, L., & Lin, C. (2008). Junior high school teachers′ job satisfaction and the 

affected factors. Studies of Psychology & Behavior, 6(4), 260-265.  

Sun, J. (1998). On improvement of both intellectual workers and intellectual work. 

Fudan Journal (Social Sciences Edition), (3), 24-142.  

Sun, J. (2016). Research on psychological contract management strategy of public 

sector employees - Taking employees of state-owned enterprises as an example. 

(Master's thesis). University of International Business and Economics, Beijing, 

China.  

Sutton, G., & Griffin, M. A. (2004). Integrating expectations, experiences, and 

 



 418 

 

psychological contract violations: A longitudinal study of new professionals. 

Journal of Occupational and Organizational Psychology, 77(4), 493-514.  

Taherdoost, H. (2018). Development of an adoption model to assess user acceptance of 

e-service technology: E-service technology acceptance model. Behaviour & 

Information Technology, 37(2), 173-197.  

Tang, F. G., & Peng, Y. (2008). On the occupational commitments of universities' young 

faculty. Journal of Hengyang Normal University, 92(1).  

Taylor, L. (1988). Professional commitment: The influence of the process socio-

demographic factors in Canadian social work. (Doctoral dissertation). 

University of Toronto, Toronto.  

Tehrani, N. (1998). Dealing with trauma at work—the employee's story. Counselling 

Psychology Quarterly, 11(4), 365-378.  

Tekleab, A. G., Takeuchi, R., & Taylor, M. S. (2005). Extending the chain of 

relationships among organizational justice, social exchange, and employee 

reactions: The role of contract violations. Academy of Management Journal, 

48(1), 146-157.  

Terborg, J. R., & Lee, T. W. (1984). A predictive study of organizational turnover rates. 

Academy of Management Journal, 27(4), 793-810.  

Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, turnover 

intention, and turnover: path analyses based on meta‐analytic findings. 

Personnel Psychology, 46(2), 259-293.  

Thomas, H. D., & Anderson, N. (1998). Changes in newcomers' psychological contracts 

during organizational socialization: A study of recruits entering the British Army. 

Journal of Organizational Behavior: The International Journal of Industrial, 

Occupational and Organizational Psychology and Behavior, 19(S1), 745-767.  

Thurstone, L. L. (1935). The vectors of mind: Multiple-factor analysis for the isolation 

of primary traits. Chicago: University of Chicago Press. 

Tian, B. (2011). Teachers' psychological contract and school humanistic management. 

Tianjin, China: Hebei University Press. 

Tierney, W. G., & Lincoln, Y. S. (1997). Introduction: Explorations and discoveries. In 

Representation and the text: Re-framing the narrative voice. (pp. 1-3). New 

 



 419 

 

York, NY: State University of New York Press. 

Timmons, V. (1999). Shaping A professional identity: Stories of educational practice. 

Mcgill Journal of Education, 2(2), 49-51.  

Tracey, T. J. (2010). Development of an abbreviated Personal Globe Inventory using 

item response theory: The PGI-Short. Journal of Vocational Behavior, 76(1), 1-

15.  

Tsui, A. S., Pearce, J. L., Porter, L. W., & Tripoli, A. M. (1997). Alternative approaches 

to the employee-organization relationship: does investment in employees pay 

off?. Academy of Management Journal, 40(5), 1089-1121.  

Tsui, A. S., & Schriesheim, C. A. (1980). Exploring individual and organizational 

boundaries: A Tavistock open systems approach. Academy of Management 

Briarcliff Manor, 2(5), 308-310.  

Turnley, W. H. (1996). Reconceptualizing the nature and consequences of psychological 

contract violations. (Doctoral dissertation). University of South Carolina, 

Carolina, Columbia.  

Turnley, W. H., Bolino, M. C., Lester, S. W., & Bloodgood, J. M. (2003). The impact of 

psychological contract fulfillment on the performance of in-role and 

organizational citizenship behaviors. Journal of Management, 29(2), 187-206.  

Turnley, W. H., & Feldman, D. C. (1998). Psychological contract violations during 

corporate restructuring. Human Resource Management: Published in 

Cooperation with the School of Business Administration, The University of 

Michigan and in alliance with the Society of Human Resources Management, 

37(1), 71-83.  

Turnley, W. H., & Feldman, D. C. (1999a). A discrepancy model of psychological 

contract violations. Human Resource Management Review, 9(3), 367-386.  

Turnley, W. H., & Feldman, D. C. (1999b). The impact of psychological contract 

violations on exit, voice, loyalty, and neglect. Human Relations, 52(7), 895-922.  

Turnley, W. H., & Feldman, D. C. (2000). Re‐examining the effects of psychological 

contract violations: Unmet expectations and job dissatisfaction as mediators. 

Journal of Organizational Behavior, 21(1), 25-42.  

Twenge, J. M., Campbell, S. M., Hoffman, B. J., & Lance, C. E. (2010). Generational 

 



 420 

 

differences in work values: Leisure and extrinsic values increasing, social and 

intrinsic values decreasing. Journal of Management, 36(5), 1117-1142.  

Uhl-Bien, M., Riggio, R. E., Lowe, K. B., & Carsten, M. K. (2014). Followership 

theory: A review and research agenda. The Leadership Quarterly, 25(1), 83-104.  

Ullman, J. B., & Bentler, P. M. (2003). Structural equation modeling. In J. A. Schinka & 

W. F. Velicer (Eds.), Handbook of psychology: Research methods in psychology 

(Vol. 2, pp. 607-634). New York, NY: John Wiley & Sons. 

Van Scotter, J. R., & Motowidlo, S. J. (1996). Interpersonal facilitation and job 

dedication as separate facets of contextual performance. Journal of Applied 

Psychology, 81(5), 525-531.  

Vandenberg, R. J., & Scarpello, V. (1992). Multitrait-multimethod validation of the 

satisfaction with my supervisor scale. Educational and Psychological 

Measurement, 52(1), 203-212.  

Vandenberg, R. J., & Scarpello, V. (1994). A longitudinal assessment of the determinant 

relationship between employee commitments to the occupation and the 

organization. Journal of Organizational Behavior, 15(6), 535-547.  

Venkataramani, V., Green, S. G., & Schleicher, D. J. (2010). Well-connected leaders: 

The impact of leaders' social network ties on LMX and members' work attitudes. 

Journal of Applied Psychology, 95(6), 1071-1084.  

Vroom, V. H. (1964). Work and motivation (Vol. 45). New York, NY: John Wiley & 

Sons. 

Vroom, V. H. (1973). A new look at managerial decision making. Organizational 

Dynamics, 1(4), 66-80. doi:10.1016/S0090-2616(73)80024-5 

Vroom, V. H., & Yetton, P. W. (1973). Leadership and decision-making (Vol. 110). 

Pittsburgh, PA: University of Pittsburgh Pre. 

Vroom, V. H. (1964). Work and motivation (Vol. 45). New York, NY: John Wiley & 

Sons. 

Wade-Benzoni, K. A., & Rousseau, D. M. (1997). Building relationships around tasks: 

Psychological contracts in the faculty-doctoral student relationship. Pittsburgh, 

Pennsylvania: Carnegie Mellon University. 

Wamba, S. F., & Queiroz, M. M. (2020). Blockchain in the operations and supply chain 

 



 421 

 

management: Benefits, challenges and future research opportunities. In (Vol. 52, 

pp. 102064). Amsterdam, Netherlands: Elsevier. 

Wang, B. (2007). Challenge to professional loyalty of American College Teachers——

From the perspective of administering a college in an enterprise mode. Journal 

of Higher Education Management, 6(1), 42-47. 

doi:10.13316/j.cnki.jhem.2007.01.011 

Wang, C. (2015). Research on psychological contract management of full-time teachers 

in independent college. Journal of Wuyi University, (5), 83-86. 

doi:10.14155/j.cnki.35-1293/g4.2015.05.018 

Wang, D. (2013). A literature review of researches on the relationship between job 

satisfaction and organizational citizen behavior. The Science Education Article 

Collects, (4), 195-198.  

Wang, F. (2008). A summary of theoretical research on talent flow at home and abroad. 

Market Modernization, 2(3), 269-270.  

Wang, F. (2013). Research on the stability of teachers in independent colleges from the 

perspective of psychological contract. Journal of Guangxi College of Education, 

3(1), 61-62-98.  

Wang, H., & Luo, J. (2009). Review and prospect of psychological contract research. 

Science & Technology Progress and Policy, 6(9), 155-160. 

doi:CNKI:SUN:KJJB.0.2009-09-044 

Wang, H., & Sun, L. (2009). Characteristics and management countermeasures of 

university teachers' psychological contract. China Higher Education Research, 

4(10), 53-56. doi:10.16298/j.cnki.1004-3667.2009.10.016 

Wang, H., Zhong, C., Farth, J., & Aryee, S. (2000). Perceived organizational support in 

the People's Republic of China: An exploratory study. Asia Academy of 

Management, Singapore. 25(1), 192-194. 

Wang, J., & Lu, Y. (2010). Exploration on the dynamic theoretical model of 

psychological contract defined by Classical School. Modern Business Trade 

Industry, 2(16), 29-30. doi:10.19311/j.cnki.1672-3198.2010.16.016 

Wang, J., & Wu, D. (2000). Reflections on State-owned Private Secondary Colleges. 

Exploring Education Development, 4(9), 23-26. doi:10.14121/j.cnki.1008-

 



 422 

 

3855.2000.09.005 

Wang, J. Y., & Zhao, Z. C. (2010). A research review on job turnover intention of 

teachers. Contemporary Teacher Education, (3), 5-10. doi:10.16222/j.cnki. 

cte.2010.03.002 

Wang, K. (2012). Research on teachers' professional commitment and teachers' 

professional development. Education and Vocation, 2(20), 59-60. 

doi:10.13615/j.cnki.1004-3985.2012.20.034 

Wang, K., Chou, C., & Huang, J. (2010). A study of work values, professional 

commitment, turnover intention and related factors among clinical nurses. 

Journal of Nursing, 57(1), 22-34. 

Wang, L. (2021). One belt, one road "background of Yunnan Independent College 

undergraduate translation professional training mode. English on Campus, 2(45), 

18-19.  

Wang, P., Yang, H., & Shi, K. (2002). An initial study of factors affecting the transfer of 

training. Psychological Science, 5(1), 69-127. doi:10.16719/j.cnki.1671-

6981.2002.01.021 

Wang, S. (2006). Customer satisfaction management based on psychological contract. 

Journal of Zhongnan University of Finance and Economics, 5(5), 124-128.  

Wang, W., & Wenping, W. (2009). Ties integration, ambidextrous learning and 

mechanism of sustainable organizational performance. Soft Science, 4(9), 34-37.  

Wang, W. X. (2009). Problems and countermeasures of financial management in private 

colleges and universities. Accounting and Finance, (4), 62-65.  

Wang, X. (1997). A new research direction of employees' work attitude: Organizational 

commitmen. Social Psychological Science. 5(2), 3-7. 

Wang, X. (2000). Formal and informal relationships with in the organization. Journal of 

Dongbei Unirersity of Finance And Economics, 5(2), 3-7.  

Wang, X., & Hu, Q. (2014). Focus on improving the quality of education and promoting 

the connotative development of independent colleges. Research on Private 

Higher Education, 5(2), 217-220. 

Wang, Y. (2020). Research on the development trend of scientific research of 

independent colleges——Taking 10 independent colleges in Tianjin City as an 

 



 423 

 

Example. Inner Mongolia Science Technology & Economy, 3(3), 92-94.  

Wang, Y., & Wang, Z. (2016). Research on teachers' management culture, organizational 

commitment and organizational effectiveness in higher vocational colleges - An 

empirical analysis based on 12 higher vocational colleges in China. 

Communication of Vocational Education, 7(7), 1-7.  

Wang, Y. J., Yun-Xiao, W. U., Marxism, D. O., & University, S. T. (2019). Factors 

influencing the turnover intention of university counselors. Chinese Journal of 

Applied Psychology, (3), 281-288.  

Wang, Y. L. (2007). Research on the Current Situation of University's Teacher's 

Organization Commitment. Heilongjiang Researches on Higher Education.  

Wang, Z., & Guo, L. (2013). On improving the loyalty of college teachers. Talent 

Development, 3(6), 38-39.  

Wang, Z. Y. (2013). Reflection on the professional loyalty of university teachers. 

Journal of Jiangsu Vocational and Technical Institute of Economics and 

Commerce, (1), 72-81. doi:10.16335/j.cnki.issn1672-2604.2013.01.013 

Wangle, H., & Liu, Y. (2008). A comparative study on the psychological contract of 

college teachers between China and the United States. China Higher Education 

Research, (3), 83-85. doi:10.16298/j.cnki.1004-3667.2008.03.021 

Wanmin, N. (2007). Management of college teachers based on psychological contract. 

Heilongjiang Researches on Higher Education, 2(7), 96-97.  

Watson, A., Bunzel, D., Lockyer, C., & Scholarios, D. (2000). Changing constructions 

of career, commitment and identity: The call centre experience. Management 

Research News, 23(9/10/11), 158-160.  

Watts, W. D., & Short, A. P. (1990). Teacher drug use: A response to occupational stress. 

Journal of Drug Education, 20(1), 47-65.  

Weer, C. H. (2006). The impact of non-work role commitment on employees' career 

growth prospects. (Doctoral dissertation). Drexel University, Philadelphia, 

Pennsylvani. 

Wei, F., LI, Y., & Zhang, W.-x. (2005). New development of sychological contract 

research. Journal of Management Sciences in China, 8(5), 8.  

Wei, F., Ren, S. G., & Yi, L. I. (2008). Effect of organizational psychological contract 

 



 424 

 

violations and satisfaction on managers' behaviors. Journal of Industrial 

Engineering and Engineering Management, (2), 141-143.  

Wei, F., & Zhang, W. (2004). New development of psychological contract theory 

abroad. Foreign Economies and Management, 6(2), 12-27. 

doi:10.16538/j.cnki.fem.2004.02.003 

Wei, J. (2016). Research on the current situation and trend of teaching reform in 

independent colleges in China. Knowledge Economy, (24), 146-147. 

doi:10.15880/j.cnki.zsjj.2016.24.088 

Wei, W. (2007). An empirical study on job satisfaction of university teachers in China - 

based on the investigation of universities in Wuhan and Zhengzhou. Higher 

Education Exploration, 4(3), 113-116.  

Weiss, D. J. (1967). Manual for the Minnesota satisfaction questionnaire (Vol. 22). 

Minnesota: Work Adjustment Project, Industrial Relations Center, University of 

Minnesota. 

Weiss, G., & Wodak, R. (2003). Introduction: Theory, interdisciplinarity and critical 

discourse analysis. In Critical discourse analysis (pp. 1-32). New York, NY: 

Springer. 

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs 

and affective experiences. Human Resource Management Review, 12(2), 173-

194.  

Weiss, H. M., & Cropanzano, R. (1996). Affective events theory: A theoretical 

discussion of the structure, causes and consequences of affective experiences at 

work. In B. M. Staw & L. L. Cummings (Eds.), Research in organizational 

behavior: An annual series of analytical essays and critical reviews (Vol. 18, pp. 

1-74). Amsterdam, Netherlands: Elsevier Science/JAI Press. 

Weng, Q. (2010). The impact mechanism of career growth on turnover intention:The 

mediated role of career commitment and perceived opportunities. Nankai 

Business Review, 13(2), 119-131.  

Westerman, G., McFarlan, F. W., & Iansiti, M. (2006). Organization design and 

effectiveness over the innovation life cycle. Organization Science, 17(2), 230-

238.  

 



 425 

 

Westfall, P., & Henning, K. (2013). Texts in statistical science: Understanding advanced 

statistical methods. Boca Raton, FL: Taylor & Francis. 

Wiener, Y. (1982). Commitment in organizations: A normative view. Academy of 

Management Review, 7(3), 418-428.  

Wiener, Y., & Gechman, A. S. (1977). Commitment: A behavioral approach to job 

involvement. Journal of Vocational Behavior, 10(1), 47-52.  

Wiener, Y., & Vardi, Y. (1980). Relationships between job, organization, and career 

commitments and work outcomes—An integrative approach. Organizational 

Behavior and Human Performance, 26(1), 81-96.  

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational 

commitment as predictors of organizational citizenship and in-role behaviors. 

Journal of Management, 17(3), 601-617.  

Williams, L. J., & Hazer, J. T. (1986). Antecedents and consequences of satisfaction and 

commitment in turnover models: A reanalysis using latent variable structural 

equation methods. Journal of Applied Psychology, 71(2), 219-231.  

Wilson, L., & Becker, L. B. (2004). Commitment to journalistic work: Do high school 

and college activities matter? Journalism and Mass Communication Quarterly, 

81(3), 528-545.  

Wittrock, & M., C. (1991). Generative teaching of comprehension. Elementary School 

Journal.  

Wong, C.-S., Wong, Y.-t., Hui, C., & Law, K. S. (2001). The significant role of Chinese 

employees’ organizational commitment: Implications for managing employees in 

Chinese societies. Journal of World Business, 36(3), 326-340.  

Wong, C. S., Hui, C., & Law, K. S. (1998). A longitudinal study of the job perception–

job satisfaction relationship: A test of the three alternative specifications. Journal 

of Occupational And Organizational Psychology, 71(2), 127-146.  

Wong, L.-W., Tan, G. W.-H., Hew, J.-J., Ooi, K.-B., & Leong, L.-Y. (2020). Mobile 

social media marketing: A new marketing channel among digital natives in 

higher education? Journal of Marketing for Higher Education, 1-25.  

Woodward, N., & Anderson, T. (1975). A profitability appraisal of apprenticeships. 

British Journal of Industrial Relations, 13(2), 245-256.  

 



 426 

 

Wright, T. A., & Bonett, D. G. (1992). The effect of turnover on work satisfaction and 

mental health: Support for a situational perspective. Journal of Organizational 

Behavior, 13(6), 603-615.  

Wu, C., & Cheng, W. (2015). A study of young university teachers' career satisfaction 

with professional development. Journal of National Academy of Education 

Administration, (6), 24-28.  

Wu, J.-C., & Li, W. (2010). Restructuring the psychological contract of the university 

teachers under the pressure of market. Journal of Hebei Normal University 

(Educational Science Edition), (3), 96-98. 

doi:10.13763/j.cnki.jhebnu.ese.2010.03.024 

Wu, L. (2014). College teachers' coping with work pressure and psychological 

assistance - based on the thinking of building a healthy university with Chinese 

Characteristics. Journal of Educational Institute of Jilin Province, 2(5), 107-108. 

doi:10.16083/j.cnki.jeijp.2014.05.058 

Wu, L. F. (2015). The research of problems and improving measures of human resource 

management about teachers in private colleges. Journal of Jiamusi Vocational 

Institute, (5), 349-353. 

Wu, M. (2010). Structural equation modeling: Operation and application of amos (2nd 

ed.). Chongqing, China: Chongqing University Press. 

Wu, P., & Pan, Q. (2008). Application of psychological contract theory in the 

management of knowledge workers. Science and Management, 3(3), 48-50.  

Wu, Q., & Diao, Y. (2001). Study on the development of tourism in Shunde. Pearl River 

Delta Economy, (2), 25-30.  

Wu, S., & He, L. (2007). The demand characteristics of knowledge workers in China 

and the comparison of research results at home and abroad. Science and 

Technology Management Research, 3(2), 104-106.  

Wu, Y. (2021). Constructing a harmonious psychological contract and improving the 

efficiency of teacher management in Colleges and Universities. Management 

and Administration, (8), 85-92.  

Xi, X. (2004). On the construction of good psychological contract in the management of 

teachers in colleges and universities. Forum on Contemporary Education, 2(12), 

 



 427 

 

140-141.  

Xia, H. (2018). The construction of "double-type"teacher team in applied civilian-run 

colleges from the perspective of collaborative education——Taking the human 

resources management major as an example. Heilongjiang Science. (19), 26-27. 

Xia, L. (2001). Research on development of occupational commitment scale for middle 

school and elementary school teachers. (Master's thesis). Central China Normal 

University Hubei, Hubei, China.  

Xiang, Y. (2004). Management of university teachers on the basis of a mental contract. 

Education and Modernization, (2), 52-55.  

Xiao, C., & Sun, Z. (1998). The latest book "Knowledge Economy" is published by 

China Economic Publishing House. Jiangnan Forum, (8), 42.  

Xie, M., & Zhu, X. (2011). Research on college teachers' loyalty based on psychological 

contract. Human Resource Management, 4(8), 67-70.  

Xiong, X. B. (2008). A research on the design of index system for evaluating the 

knowledge management performance of enterprises. Economic Survey, (6), 119-

121. doi:10.15931/j.cnki.1006-1096.2008.06.033 

Xu, C., Yin, J., & Wen, K. (2008). New development of psychological contract research 

in organization. Productivity Research, 4(9), 129-132. doi:10.19374/j.cnki.14-

1145/f.2008.09.050 

Xu, F., & Sheng, J. (2011). Research on job satisfaction of primary and secondary 

school teachers and its countermeasures. Educational Science Research, 4(9), 

23-26.  

Xu, F., & Zhou, Z. (2007). Occupational commitment and turnover intention of primary 

and secondary teachers who study in-service for the degree of master of 

education. Journal of Higher Education, 5(4), 40-44.  

Xu, F., & Zhu, C. (2005). Research on the current situation and characteristics of 

primary and secondary school teachers' professional commitment. Education 

Exploration, 3(3), 118-120.  

Xu, G. (1977). Job satisfaction of factory workers and its related factors. Journal of 

Institute of Ethnology, Academia Sinica, 43-54.  

Xu, L. (1988). Development of satisfaction measurement questionnaire. Research Point 

 



 428 

 

Analysis, (13), 189-195. 

Xu, M. (2008). The Performance Management Strategy in Universities on Psychological 

Contract. Journal of Zhejiang Sci-Tech University, (6), 742-745.  

Xu, S. (2009). A research on the organizational commitment of university teachers. 

Psychological Science, 3(3), 745-747. doi:10.16719/j.cnki.1671-

6981.2009.03.071 

Xu, S., Chen, G., & Su, B. (2004). Research on the Causes and Countermeasures of the 

Loss of College Teachers in China. Dong Yue Tribune, 2(3), 1-3.  

Xu, W.-B. (2012). A research on PE Teacher's job satisfaction & job involvement in 

Shandong's Universities. Journal of Dezhou University, (4), 79-83.  

Xu, Z. (2019). Teaching staff's construction of independent colleges: Problems and 

countermeasures. Journal of Eastern Liaoning University (Social Sciences), (1), 

133-137. doi:10.14168/j.issn.1672-8572.2019.01.21 

Xun, C. (2003). The empirical analysis on the relationship between individuals 

characteristics, organizational commitmentand employee turnover intention. 

Nankai Business Review, (4), 4-11.  

Yamane, T. (1973). Statistics: An introduction analysis. New York, NY: Harper & Row. 

Yan, C. (2011). Review of domestic studies on teacher's career commitment. Journal of 

Anshun University, (3), 42-44.  

Yan, C., Chen, F., Miao, H., & LI, N. (2009). Research on content and structural 

dimensions of psychological contract of Nursing Staff. Nursing Journal of 

Chinese People's Liberation Army, 4(7), 13-16.  

Yan, S. (2017). Analysis on the countermeasures of building the appropriate 

"psychological contract" of teachers in private colleges and Universities. Henan 

Education, 3(3), 31-33. doi:10.16586/j.cnki.41-1033/g4. 2017.03.014 

Yang, J. (2012). Study on the influence of the violation of psychological contract and 

staff turnover intention —— Based on the Survey of Enterprises in Xi’an. 

(Master's thesis). Chang'an University, Shaanxi, China.  

Yang, J. (2017). Dilemma and policy in constructing faculty teams of Non-governmental 

colleges——Based on the analysis of the status quo of the full-time teachers of 

Tianjin Non-governmental Higher Education. Journal of Tianjin University of 

 



 429 

 

Technology and Education, (2), 53-57.  

Yang, J., Xiao-Qun, H. E., Zhang, Y., & Zhang, L. (2017). Policy analysis on the 

hierachy health care and integration of new rural cooperative medical system 

and urban resident basic medical insurance based on integration perspective. 

Chinese Health Economics, (4), 29-31.  

Yang, J. G. (2004). A new view of teachers' managing-psychological contract. Journal 

of Hebei Engineering Vocational College, (1), 31-33.  

Yang, Q. (2006). The construction of good psychological contract in the management of 

College Teachers. Science and Technology Information (Academic Research), 

(10), 265. 

Yang, S., & Zhang, D. (2008). Cost benefit analysis and stability countermeasures of 

young teachers' rresignation in Colleges and Universities. The Border Economy 

and Culture, 2(6), 153-154.  

Yao, Y. (2018). Hidden loss of college teachers from the perspective of psychological 

contract and its countermeasures. Scientific consultation (Technology and 

Management), 2(9), 20-21.  

Yao, Z. (2012). Discussion of teaching staff of independent college In Jiangsu Province. 

Value Engineering, (9), 214-215. doi:10.14018/j.cnki.cn13-1085/n.2012.09.132 

Ye, J. (2018). On the incentive effect of psychological contract theory on Chinese 

Knowledge Workers. Journal of Shanxi Institute of Energy, 3(4), 106-108.  

Ye, R., Wang, Y., & Lin, Z. (2005). An empirical study on the impact of job satisfaction 

and organizational commitment on employee turnover in State-owned 

Enterprises. Management World, (3), 122-125. doi:10.19744/j.cnki.11-

1235/f.2005.03.014 

Yi, H. (2005). Questionnaire on resignation tendency and job satisfaction of teachers 

with Master's degree in education. Teacher Education, (3), 67-70.  

Yi, J. (2006). On the construction of teachers in independent colleges. Exploring 

Education Development, 4(1), 30-32.  

Yi, T. (2004). Hierarchy, attitude and psychological contract: An empirical study in a 

Chinese Firm. Nankai Business Review, (6), 73-78.  

Yi, X. (2004). A psychological analysis to the Brain Drain in the Mid-Western Colleges. 

 



 430 

 

Journal of Shayang Teachers College, (6), 63-65.  

Yong-Hong, A. (2005). Teacher organizational commitment construct: Confirmatory 

factor analysis. Psychological Development and Education, (2), 48-51.  

Yu, F. (1999). Comparison of the development and reform of international higher 

education. Beijing, China: Beijing Normal University Press. 

Yu, J., Ren, S., & Zeng, X. (2018, 11-03). Psychological contract breach and 

employees' organizational commitment - An empirical study of creative 

enterprises with psychological contract remedy as the regulating variable. Paper 

presented at the 13th (2018) China Management Annual Meeting, Tianjin, China. 

Yu, J., & Wang, Y. (2014). The "Personality" of knowledge workers and the construction 

of Their Incentive Mechanism. Enterprise Economy, 4(8), 82-85. 

doi:10.13529/j.cnki.enterprise. economy. 2014.08.018 

Yu, M. (2014). Research on vocational loyalty of counselors in higher vocational 

colleges from the perspective of psychological contract theory. School Party 

Construction and Ideological Education, 3(18), 64-66.  

Yu, M. (2015). Research on vocational loyalty of counselors in higher vocational 

colleges from the perspective of psychological contract theory. School party 

construction and Ideological Education, Monographic Serials, 3(18), 64-66.  

Yu, W. (1996). Cross cultural management of joint ventures. Beijing, China: People's 

Education Press. 

Yu, W., Chavez, R., Feng, M., Wong, C. Y., & Fynes, B. (2020). Green human resource 

management and environmental cooperation: An ability-motivation-opportunity 

and contingency perspective. International Journal of Production Economics, 

219, 224-235.  

Yuan, L. (2002). Psychological Contract in Organization. Journal of Capital Normal 

University, 10(1), 83-90.  

Yuan, L. (2002). Research on the structure and related factors of employees' 

psychological contract. (Doctoral dissertation). Capital Normal University, 

Beijing, China.  

Yuan, L. (2006). Psychological contract of enterprise employees: Concept, theory and 

empirical research. Shanghai, China: Fudan University Press. 

 



 431 

 

Yuan, L., Huang, J., & Yao, J. B. (2012). Empirical study of the effect of psychological 

ownership on knowledge employee loyalty. Soft Science, (9), 110-113.  

Zao, B., & You, J. (2013). Analysis on the key factors affecting the professional loyalty 

of young teachers in Colleges and Universities. Journal of Chongqing University 

of Science and Technology (Social Sciences Edition), 3(3), 163-165. 

doi:10.19406/j.cnki.cqkjxyxbskb.2013.03.062 

Zao, Y., & Bao, Y. (2013). On the loss of teachers in independent colleges - From the 

perspective of Maslow's hierarchy of needs theory. Tourism Overview, (12), 213-

214.  

Zeng, F. (2016). On the construction of "double qualified" teachers in independent 

colleges - Taking business administration as an example. Chinese & Foreign 

Entrepreneurs, 2(30), 140-141.  

Zeng, G.-H., & Huang, J.-J. (2011). Multiple attribute decision making: Methods and 

applications. London: Chapman and Hall/CRC. 

Zeng, K., & Xu, X. (2004). Analysis on the main factors and models of talent flow in 

high-tech enterprises. Guangxi Social Sciences, 3(3), 159-161.  

Zeng, X., & Liu, Y. (2011). Research progress and problems of University Teachers' Job 

Stress. Heilongjiang Researches on Higher Education, 4(1), 82-85.  

Zhang, C. F. (2003). The construction of good psychological contracts in human 

resource management. Journal of Luoyang Institute of Technology (Humanities), 

(3), 91-94.  

Zhang, G., & Ying, B. (2013). Research on the admission, assessment and evaluation 

mechanism of full-time continuing education teachers under the background of 

classified management - A case study of Zhejiang University. Continuing 

Education, (7), 3-6. doi:10.13981/j.cnki.cn11-3315/g4. 2013.07.013 

Zhang, H., & Cui, H. (2013). The research on the relationship of psychological contract 

violation, organizational cynicism and dimission intention. Journal of Beijing 

Vocational College of Labour and Social Security, (4), 11-23.  

Zhang, H., & Zhou, H. (2010). Cost benefit analysis of College Teachers' resignation. 

Out of School Education in China, 2(2), 44-100.  

Zhang, J. (1991). On the role and status of teachers - also on the role conflict of 

 



 432 

 

teachers. Shandong Education and Scientific Research, 5(2), 65-69.  

Zhang, J. (2019). Research on human resource management based on talent flow in 

Independent Colleges. Development of Human Resources, 2(19), 22-23. 

doi:10.19424/j.cnki.41-1372/d.2019.19.010 

Zhang, J., & Ji, W.-D. (2010). Research on teaching innovation and practice of computer 

network. Computer Education, (20), 71-73. 

doi:10.16512/j.cnki.jsjjy.2010.22.039 

Zhang, L. (2017). Research on the construction of teaching staff in independent 

colleges. Charming China, 1(7), 270.  

Zhang, L., & Yang, P. (2010). Management of college teachers based on psychological 

contract dimension. Heilongjiang Researches on Higher Education, 3(8), 83-85.  

Zhang, L. M. (2012). Discussion on the content and characteristics of the teacher 

mission. Teacher Education Research, (6), 7-19. 

doi:10.13445/j.cnki.t.e.r.2012.06.002 

Zhang, N., & Li, Z. Q. (2019). The harmoniousconstruction of psychological contract 

between college teachers and administrative departments from the perspective of 

educational development. Teacher Education Forum, (3), 46-50.  

Zhang, Q. (2007). Teacher misbehaviors as learning demotivators in college classrooms: 

A cross-cultural investigation in China, Germany, Japan, and the United States. 

Communication Education, 56(2), 209-227.  

Zhang, R. (1986). A study on the turnover intention and turnover behavior of accounting 

firm employees in China. Journal of Institute of accounting, Chengchi 

University. (4), 189-190. 

Zhang, S., & Cui, H. B. (2009). The relationship between employee psychological 

contract and job satisfaction of small and medium-sized enterprises. Journal of 

Shandong University of Technology(Natural Science Edition), (4), 62-66.  

Zhang, T. (2008). Performance management to teacher in University: Problems and 

countermeasures. Higher Education Forum, (5), 54-90.  

Zhang, T., & Ding, R. (2001). Contract-based relationships in project teams. Journal of 

Peking University (Humanities and Social Sciences), (6), 94-100.  

Zhang, W. J., & Li, J. F. (2001). Motivation system in Chinese knowledge-enterprises. 

 



 433 

 

Science Research Management, (6), 90-62. doi:10.19571/j.cnki.1000-

2995.2001.06.014 

Zhang, X., & Bartol, K. M. (2010). The influence of creative process engagement on 

employee creative performance and overall job performance: A curvilinear 

assessment. Journal of Applied Psychology, 95(5), 862.  

Zhang, Y. (2007). Management of the staff's loyalty degree based on psychological 

contract. Journal of Anhui Agricultural University (Social Science Edition), (4), 

36-142. doi:10.19747/j.cnki.1009-2463.2007.04.008 

Zhang, Z., & Fang, L. (2001). Re examing the structure model of Chinese employees’ 

organizational commitment. Psychological Science, 4(2), 148-253. 

doi:10.16719/j.cnki.1671-6981.2001.02.007 

Zhao, H., Wayne, S. J., Glibkowski, B. C., & Bravo, J. (2007). The impact of 

psychological contract breach on work‐related outcomes: A meta‐analysis. 

Personnel Psychology, 60(3), 647-680.  

Zhao, M., & Zhou, C. (2000). On the development prospect of public and private 

secondary colleges. Journal of Higher Education, 4(4), 63-66.  

Zhao, S., & Liu, X. (2019). The classification management policy of private colleges 

and universities in China: Issues and countermeasures of implementation. 

Modern Education Science, (4), 38-44. doi:10.13980/j.cnki.xdjykx.2019.04.007 

Zhao, X., & Jiang, H. (2008). The tansfer and return of college teachers' professional 

loyalty. Liaoning Education Research, (7), 93-96. 

doi:10.16697/j.cnki.xdjygl.2008.07.022 

Zhao, Z. (1990). An important measure of higher education reform in India. Journal of 

Higher Education, 6(1), 107-109.  

Zheng, C., & Huang, C. (2007). Constructing a harmonious psychological contract and 

improving the efficiency of teacher management in Colleges and Universities. 

Cultural and Educational Materials, 3(21), 5-7.  

Zheng, T. (2002). Pay attention to teachers' organizational commitment. Primary and 

Secondary School Management, 2(4), 44-45.  

Zhigang, A., Ping, X., & Xin, L. (2013). Analysis and countermeasures of the loss of 

knowledge workers. Cooperative economy and science and technology, (2), 50-

 



 434 

 

51. 

Zhou, L. (2004). Talking on the Reformation of China's enterprise psychological 

agreement management from the Change of Japan's enterprise manpower 

resource management. Journal of Guangzhou Finance & Trade Management 

Institute, (2), 6-12.  

Zhou, L. (2014). Research on the Loss and Motivation of Teachers in the Civilian-run 

Colleges and Universities. Advanced Materials Research, (998-999), 1713-1716.  

Zhou, X. (2013). Job burnout, quality of life and Self-harmony of Young Teachers in 

Universities. China Journal of Health Psychology, 3(7), 1043-1045. 

doi:10.13342/j.cnki.cjhp.2013.07.042. 

Zhou, X. (2014). Professional loyalty, quality of life and Self-harmony of Young 

Teachers in Universities. China Journal of Health Psychology, (7), 1012-1014. 

doi:10.13342/j.cnki.cjhp.2014.07.021 

Zhu, X., & Wang, Z. (2005). The research on construct of knowledge employee’s 

psychological contract in China. Studies In Science of Science, 5(1), 118-122. 

doi:10.16192/j.cnki.1003-2053.2005.01.022 

Zongyi, W. (1988). Design of job satisfaction questionnaire. Masteral thesis, Institute of 

psychology, China Academy of Sciences, (9), 140.  

Zoujian, H. P. (2002). Researching and thinking about the Sisuation of Private-operated 

Sub-collegesin State-owned Universities. Guangxi Reseach In Higher 

Education, (3), 44-48.  

 
 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

APPENDICES 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix A 

 

List of Results of Research on the Three-dimensional Structure of 

Psychological Contract 

 



 

 

Appendix A:  List of Results of Research on the Three-dimensional 

Structure of Psychological Contract 

Author Psychological Contract Dimension 

D. M. Rousseau 

and Tijoriwala 

(1996). 

Research was conducted and it was found that psychological 

contract is composed of three dimensions: transactional 

dimension, relational dimension, and team member dimension. 

Porter et al. 

(1998). 

Performance rewards, career development opportunities, and 

commitments to employees. 

T. W. Lee et al. 

(1999). 

They conducted a study on work teams in the Hong Kong 

Special Administrative Region was conducted and discovered 

that employee's psychological contract consists of three 

dimensions: the relational factor, transaction factor and team 

member factor. 

Jackie and Ian 

(2000). 

They conducted an analysis on several items of employer 

responsibilities in the psychological contract between British 

manager and ordinary employee, and discovered three factors, 

namely transactional obligations, training obligations and 

relational obligation. 

Maguire (2002). Maguire conducted research on all provincial managers of a 

major Australian banking institution. Through analysis, the 

psychological contract is divided into three tiers: transaction, 

relationship, and occupation. 

Hui et al. (2004). They verified that there are three types of psychological 

contracts among Chinese employees, namely the transitional, 

relational, and balanced types. 

Peng (2008). The research on knowledge staff shows that the transaction-

type psychological contract, relationship-type psychological 

contract and development-type psychological contract are 
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Author Psychological Contract Dimension 

included. 

L. Yuan (2002). They conducted a survey on 796 employees of domestic state-

owned enterprises and discovered that the psychological 

contracts of Chinese employees include three dimensions: the 

normative and responsibility dimension, the interpersonal 

relationship dimension, and the development-type 

responsibility. 

Zhu and Wang 

(2005). 

They conducted a structural analysis on the psychological 

contracts of 562 knowledge staff in 40 domestic companies. 

The results show that the psychological contracts of 

knowledge staff consist of organization responsibility and 

employee responsibility, which include the three organization 

dimensions of material incentives, environmental support, and 

development opportunities, as well as the three employee 

dimensions of normative compliance, organization recognition, 

and entrepreneurial orientation. 

F. Wei et al. 

(2008). 

Transaction-type psychological contract, relationship-type 

psychological contract and management-type psychological 

contract. 

C. Yan et al. 

(2009). 

It was discovered in their research that the hospital 

responsibility and nurse responsibility were included, each of 

which consisted of three dimensions. Psychological contracts 

of nurses are divided into three different types: reality 

responsibility, development responsibility and team 

responsibility. 

M. A. Li (2017). The interpersonal dimension, development dimension and 

normative dimension was found in the research on the 

psychological contract of employees in the financial industry. 

Y. J. Lan et al. 

(2013). 

They conducted research on employees of the generation after 

80s and found that employee responsibility and organizational 
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Author Psychological Contract Dimension 

responsibility are included. Employee responsibility includes 

three dimensions, namely normative responsibility, 

interpersonal responsibility, and development responsibility. 

S. Zhang and Cui 

(2009). 

They conducted an empirical study and an analysis on 

employee contracts among 550 employees in 10 small and 

medium-sized enterprises in Shandong Province. Through the 

study on the two aspects of employee psychological contract: 

organization responsibility and employee responsibility, the 

three-dimensional structure was worked out, which are: 

"organization transactional responsibility", "organization 

relational responsibility", "organization development 

responsibility", as well as "employee transactional 

responsibility", " "employee relational responsibility" and 

"employee development responsibility". 

  

 

Source:  Literature and articles by D. M. Rousseau and Tijoriwala (1996). 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix B 

 

Summary of Content of the Scale of Psychological Contract Violation 

  



 

 

Appendix B:  Summary of Content of the Scale of Psychological Contract 

Violation 

Scholars 

(years) 

Measurement 

Objects 

Measurement Contents 

D. M. Rousseau 

(1990); 

S. L. Robinson 

and Rousseau 

(1994). 

129 MBA 

Students 

Promotion space, high salary, performance-

based compensation, training, job safety, 

career development, and personnel support. 

S. L. Robinson 

(1996). 

125 western 

graduates in the 

United States 

Promotion, high salary, performance-based 

bonus, training, long-term job security, and 

career development and sufficient 

incentives and responsibilities. 

Herriot et 

al. (1997). 

British company 

managers 

(employees) 

Training, fair care, negotiation, trust, 

friendliness, understanding, safety, eternal 

consistency, salary, benefits, and job 

stability. 

Turnley 

and 

Feldman 

(2000). 

804 overseas 

managers of 

multinational 

companies and 

banks 

Job security, regular salary increases, 

participation in decision-making, bonuses, 

training, job responsibilities, salary, 

organizational support, promotion and 

growth, challenging work, supervisor 

support, retirement benefits, overall 

benefits, career development, performance 

feedback and health benefits. 

Porter et 

al. (1998). 

51 managers and 

339 employees of 

4 companies 

Open appreciation, performance rewards, 

meaningful interests, challenging work, 

development opportunities, autonomy and 
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Scholars 

(years) 

Measurement 

Objects 

Measurement Contents 

responsibility, job security of least one year, 

efficiency, a raise in salary, employee 

participation in decision-making, and 

employee interests considered by decision 

maker, cash and non-cash returns, and work 

commitments. 

Turnley 

and 

Feldman 

(1998). 

541 business 

managers 

Fulfillment of organization commitments, 

cash and non-cash returns, evaluation of 

performance, and evaluation of failure of 

the organization to fulfill its commitments. 

Jackie and 

Ian 

(2000). 

703 managers and 

6,953 employees 

Equal salary and benefits, remuneration 

corresponding to responsibility, increasing 

salaries with the improvement of living 

standard, job training, new knowledge and 

skill training, organizational support, long-

term job security and good career prospects. 

Kickul 

and Liao-

Troth 

(2003). 

246 on-the-job 

MBA students 

Flexible working hours, competitive 

salaries, safe working environment, bonus, 

self-determination, and work autonomy, 

control, participation in decision-making, 

challenging work, development 

opportunities, and organizational support. 

Lester et al. 

(2002); 

S. L. Robinson 

and Morrison 

(1995a). 

574 corporate 

employees 

Overall benefits, medical insurance, 

competitive salaries, fair salaries, salaries 

corresponding to performance, 

opportunities for growth, career 

development, promotion, a challenging job, 

a job with higher responsibilities, an 

interesting job, a job with full authorization, 
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Scholars 

(years) 

Measurement 

Objects 

Measurement Contents 

materials and equipment for the job, the 

resources for the job, safe and stable job, 

respect, good working environment, and 

fair treatment. 

J. Chen et 

al. (2003). 

1,088 employees Working conditions, bonus, items, safe 

environment, respect for employees, 

listening to suggestions, communication, 

stable work, welfare benefits, salary 

increase, entertainment, participation in the 

decision-making and performance rewards. 

Yuan Li 

and Guo 

(2002). 

750 employees 

from 20 

companies 

Salaries and bonuses based on work 

performance, fair treatment, stable job 

security, good benefits, the working 

environment with sufficient resources, a 

harmonious leader-member relation, 

respect, a working atmosphere of mutual 

cooperation, care for employees' personal 

growth and life, affirming employees’ 

performance and contributions to the 

company, the challenging work, career 

development opportunities, learning and 

training opportunities, autonomy in the 

work, releasing their potentials, and 

applying the learning. 

Cynthia et 

al. (2011). 

143 Chinese 

graduates 

Harmonious and friendly working 

atmosphere, interesting and challenging 

work, respect for employees, performance-

based salary, performance dividends, and 

competitive compensation. 
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Scholars 

(years) 

Measurement 

Objects 

Measurement Contents 

Y. Shan 

and Chen 

(2008). 

130 Chinese 

employees and 

101 American 

employees 

23 items such as competitive salary 

compared to that provided by similar 

companies, overall benefits, trust and 

respect for employees, open communication 

with employees, challenging and interesting 

jobs, career development, and participation 

in decision-making, etc. (Note: The other 16 

items are not listed in this paper). 

F. Wei et 

al. (2005). 

512 EMBA 

students 

Internal promotion, competitive salary and 

benefits, regular salary increase, stable 

work, comfortable working environment, no 

unreasonable requirements of the 

organization, training and learning 

opportunities, proper authorization, 

sufficient trust, open two-way 

communication, special rewards for 

outstanding performance, and career 

planning. 

 

Source:  Literature and articles by D. M. Rousseau (1990). 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix C 

 

The List of Foreign Research on Teachers’ Organization Commitment 

  



 

 

Appendix C:  The List of Foreign Research on Teachers’ Organization 

Commitment 

Author Organizational 

Commitment 

Scale 

Respondents Influential 

Factors 

on 

Organization 

Commitment 

Outcome 

Variables 

Hart and 

Willower 

(1994). 

Mowday et al. 

(1979). 

1431 teachers 

from 51 

primary 

schools in the 

United States 

 School 

environment 

vitality 

Shaw and 

Reyes 

(1992). 

Mowday et al. 

(1979). 

(revised)   

1431 teachers 

from 51 

primary 

schools in the 

United States 

School level 

(significant 

difference 

between 

primary and 

secondary 

school teachers) 

(Robustness) 

Marchiori 

and Henkin 

(2004). 

Mowday et al. 

(1979). 

 

Some 

teachers from 

two 

universities in 

the United 

States and 

Canada 

Employment 

period, gender, 

and inherent 

professional 

ethics 

 

Somech and 

Bogler 

Mowday et al. 

(1979). 

983 primary 

and 

 Organizational 

citizen 
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Author Organizational 

Commitment 

Scale 

Respondents Influential 

Factors 

on 

Organization 

Commitment 

Outcome 

Variables 

(2002). (revised) secondary 

school 

teachers from 

Israel 

behaviors 

Bogler and 

Somech 

(2004). 

Mowday et al. 

(1979). 

983 primary 

and 

secondary 

school 

teachers from 

Israel 

Empowerment, 

Profession 

growth, status, 

and self-efficacy 

School 

recognition, 

work effort, 

and turnover 

Dee, 

Henkin, and 

Singleton 

(2006). 

Mowday et al. 

(1979). 

 

210 teachers 

from eight 

urban schools 

in the United 

States 

Organizational 

structure, team 

structure 

 

Smeenk, 

Eisinga, 

Teelken, and 

Doorewaard 

(2006). 

Meyer et al. 

(1993). 

412 teachers 

from Dutch 

universities 

Age, 

organizational 

tenure, working 

hours, social 

participation, 

remuneration, 

training/ 

development, 

position and 

professional 

changes 
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Author Organizational 

Commitment 

Scale 

Respondents Influential 

Factors 

on 

Organization 

Commitment 

Outcome 

Variables 

Outram 

(2007). 

Mowday et al. 

(1979). 

193 teachers 

from public 

schools in 

New York, 

the United 

States 

 Turnover 

intention 

 

Source:  Literature and articles by Hart and Willower (1994). 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix D 

 

The List of Research on Teachers’ Organization Commitment in China 

  



 

 

Appendix D:  The List of Research on Teachers’ Organization Commitment in 

China 

Author Organizational 

Commitment Scale 

Respondents Influential 

Factors on 

Organization 

Commitment 

Outcome 

Variables 

T. Zheng 

(2002). 

Self-edited 131 teachers 

from 11 

private 

primary and 

secondary 

schools in 

Beijing, 

Liaoning, 

Inner 

Mongolia 

and 

Guangdong 

Academic 

degree, 

teaching age, 

satisfaction 

with 

remuneration, 

development 

prospects and 

democratic 

management of 

the school, 

work support 

from school, 

promotion 

system, 

principal’s 

ability 

 

Hong-

Xia 

(2003). 

Xiuli Wang (1997) 97 teachers 

from primary 

and 

secondary 

schools 

Self-

monitoring of 

leadership 

 

W. Ling Self-edited 346 teachers  Work 
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Author Organizational 

Commitment Scale 

Respondents Influential 

Factors on 

Organization 

Commitment 

Outcome 

Variables 

et al. 

(2000). 

from four 

universities 

in Henan 

performance 

W. Ling 

et al. 

(2000). 

Self-edited 346 teachers 

from four 

universities 

in Henan 

 Work 

performance 

Ma and 

Liu 

(2006). 

Self-edited 569 

university 

teachers 

Age, teaching 

age, 

professional 

title, marital 

status, 

organizational 

support, 

organizational 

fairness 

work 

performance 

Yong-

Hong 

(2005). 

Self-edited 157 teachers 

from the 

Army 

Medical 

University 

and the Air 

Force 

Medical 

University 

teaching age, 

child, 

postgraduate 

tutor or not 

 

Y. L. 

Wang 

Self-edited 448 

university 

Marriage, 

professional 
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Author Organizational 

Commitment Scale 

Respondents Influential 

Factors on 

Organization 

Commitment 

Outcome 

Variables 

(2007). teachers 

from 

Guangzhou 

title, age, 

professional 

identification, 

welfare 

benefits, 

personal 

development 

     

 

Source:  Literature and articles by T. Zheng (2002). 

 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix E 

 

Assessment of Normality 

  



 

 

Appendix E:  Assessment of Normality 

Item Avg Std Min Max Kurtosis Skewness 

PCV12 2.894 2.652 1 5 -1.188 0.469 

PCV13 2.590 1.330 1 5 -1.024 0.478 

PCV14 2.626 1.232 1 5 -0.848 0.451 

PCV15 2.516 1.230 1 5 -0.729 0.538 

PCV16 2.597 1.194 1 5 -0.762 0.460 

PCV17 2.687 1.269 1 5 -1.025 0.317 

PCV18 2.632 1.287 1 5 -1.017 0.395 

PCV19 2.612 1.243 1 5 -0.847 0.451 

PCV20 2.590 1.228 1 5 -0.767 0.510 

PCV21 2.509 1.249 1 5 -0.786 0.481 

PCV22 2.582 1.248 1 5 -0.822 0.482 

PCV23 2.606 1.237 1 5 -0.813 0.461 

PCV24 2.568 1.261 1 5 -0.897 0.448 

PCV25 2.570 1.222 1 5 -0.794 0.431 

PCV26 2.604 1.239 1 5 -0.802 0.529 

PCV27 2.571 1.235 1 5 -0.890 0.395 

PCV28 2.637 1.228 1 5 -0.894 0.414 

PCV29 2.592 1.260 1 5 -0.909 0.397 

PCV30 2.692 1.278 1 5 -1.021 0.363 

PCV31 2.652 1.253 1 5 -0.880 0.382 

JS32 2.610 1.204 1 5 -0.635 0.601 

JS33 2.549 1.260 1 5 -0.767 0.515 

JS34 2.571 1.235 1 5 -0.749 0.530 

JS35 2.571 1.266 1 5 -0.842 0.448 

JS36 2.597 1.270 1 5 -0.864 0.466 

JS37 2.658 1.247 1 5 -0.869 0.402 
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Item Avg Std Min Max Kurtosis Skewness 

JS38 2.513 1.242 1 5 -0.650 0.605 

JS39 2.584 1.257 1 5 -0.841 0.454 

JS40 2.531 1.219 1 5 -0.590 0.595 

JS41 2.465 1.225 1 5 -0.612 0.589 

JS42 2.522 1.236 1 5 -0.691 0.535 

JS43 2.535 1.240 1 5 -0.788 0.503 

JS44 2.951 1.401 1 5 -1.305 0.169 

JS45 2.780 1.326 1 5 -1.058 0.333 

JS46 2.784 1.341 1 5 -1.097 0.331 

JS47 2.703 1.282 1 5 -0.982 0.363 

JS48 2.582 1.236 1 5 -0.737 0.524 

JS49 2.484 1.242 1 5 -0.708 0.546 

JS50 2.540 1.208 1 5 -0.610 0.569 

JS51 2.568 1.275 1 5 -0.830 0.466 

JS52 2.692 1.287 1 5 -0.994 0.334 

JS53 2.720 1.262 1 5 -0.956 0.336 

JS54 2.647 1.238 1 5 -0.770 0.457 

JS55 2.661 1.261 1 5 0.850 0.422 

WE56 2.868 1.222 1 5 -0.937 0.368 

WE57 2.907 1.282 1 5 -0.992 0.133 

WE58 2.773 1.201 1 5 -0.754 0.349 

WE59 2.771 1.251 1 5 -0.940 0.298 

WE60 2.784 1.204 1 5 -0.798 0.384 

WE61 2.711 1.218 1 5 -0.814 0.323 

WE62 2.855 1.305 1 5 -1.057 0.265 

WE63 2.813 1.306 1 5 -1.045 0.300 

WE64 2.832 1.293 1 5 -1.041 0.234 

WE65 2.883 1.300 1 5 -1.073 0.259 

WE66 2.841 1.270 1 5 -0.987 0.221 

WE67 2.821 1.291 1 5 -1.025 0.301 
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Item Avg Std Min Max Kurtosis Skewness 

WE68 2.877 1.341 1 5 -1.146 0.207 

WE69 2.833 1.282 1 5 -1.006 0.293 

WE70 2.789 1.257 1 5 -0.963 0.258 

WE71 2.771 1.230 1 5 -0.821 0.354 

WE72 2.696 1.285 1 5 -0.915 0.394 

OC73 2.738 1.151 1 5 -0.627 0.524 

OC74 2.639 1.246 1 5 -0.836 0.383 

OC75 2.674 1.209 1 5 -0.777 0.377 

OC76 2.630 1.199 1 5 -1.201 0.441 

OC77 2.892 1.319 1 5 -1.201 0.089 

OC78 2.885 1.306 1 5 -1.184 0.165 

OC79 2.965 1.330 1 5 -1.211 0.078 

OC80 2.762 1.318 1 5 -1.144 0.247 

OC81 2.987 1.344 1 5 -1.235 0.073 

OC82 2.813 1.268 1 5 -1.012 0.273 

OC83 2.866 1.314 1 5 -1.184 0.122 

OC84 2.615 1.229 1 5 -0.787 0.449 

OC85 2.687 1.275 1 5 -0.936 0.352 

OC86 2.549 1.205 1 5 -0.686 0.509 

OC87 3.134 1.231 1 5 -1.155 0.165 

OC88 3.051 1.285 1 5 -1.138 0.081 

OC89 2.962 1.256 1 5 -1.012 0.156 

PC90 2.901 1.252 1 5 -1.043 0.216 

PC91 4.026 1.056 1 5 0.885 -1.168 

PC92 2.789 1.221 1 5 -0.940 0.372 

PC93 2.912 1.250 1 5 -1.012 0.189 

PC94 3.938 1.017 1 5 0.838 -1.072 

PC95 3.927 1.025 1 5 0.525 -0.949 

PC96 2.509 1.201 1 5 -0.428 0.721 

PC97 2.559 1.271 1 5 -0.910 0.447 
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Item Avg Std Min Max Kurtosis Skewness 

PC98 2.626 1.241 1 5 -0.831 0.489 

PC99 2.511 1.285  1 5 -0.849 0.517 

PC100 2.641 1.286 1 5 -0.955 0.443 

TI101 3.853 1.253 1 5 -0.083 -0.972 

TI102 4.000 1.109 1 5 0.546 -1.102 

TI103 3.886 1.251 1 5 -0.105 -0.964 

TI104 4.011 1.251 1 5 0.497 -1.127 

TI105 3.852 1.162 1 5 -0.142 -0.982 

TI106 3.815 1.403 1 5 -0.511 -0.917 

 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix F 

 

Questionnaire Concerning Professional Loyalty of In-service University 

Teachers 

  



 

 

Appendix F:  Questionnaire Concerning Professional Loyalty of In-service 

University Teachers 

Dear Sir/Madam, 

 

This questionnaire is designed for academic research on the professional 

loyalty of in-service university teachers to help solve the problems that the universities 

face because of high turnover rate. For the sake of authenticity and confidentiality, we 

solemnly promise that your answers will be noted down truthfully and used for the 

sole purpose of research, without involving your personal privacy. 

This is a completely anonymous questionnaire. All information you’ve 

provided herein will be kept strictly confidential and used for the sole purpose of 

academic research. 

It may take 10~15 minutes for you to answer all questions below. Please give 

your answers according to your real conditions. Neither choice is strictly right or 

wrong. 

Thank you for your kind cooperation in supporting our research. 

 

Basic Information 

 

1. Your Gender: [Single Choice] * 

○Male ○Female     

 

2. Marital Status: [Single Choice] * 

○Unmarried ○Married ○Divorced    

 

3. Your Age: [Single Choice] * 

○Below 25 ○25~35 ○36~45 ○46~55 ○56~65 ○Above 65 

4. Education Degree: [Single Choice] * 
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○Bachelor’s ○Masters ○Doctorate    

 

5. Professional Title: [Single Choice] * 

○Assistant ○Lecturer ○Associate Professor ○Professor   

 

6. Current Post: [Single Choice] * 

○Full-time teacher ○Counselor ○Teaching-aided 

personnel 

○Managerial personnel 

 

7. Concurrent Post: [Single Choice] * 

○Teaching task ○Counseling ○Management ○None   

 

8. How long have you worked in this university: [Single Choice] * 

○Less than 

half a year 

○Half to a 

year 

○1~3 years ○4~6 years ○7~10 

years 

○11 years 

and above 

 

9. Your monthly average income: [Single Choice] * 

○4001-

5000 

○5001-

6000 

○6001-

7000 

○7001-

8000 

○More than 8000 

 

10. Name of the college you are working for: [Single Choice] * 

○ Dianchi College of Yunnan University. 

○ Yunnan Normal University Business School. 

○ College of Arts and Sciences of Yunnan Normal University. 

○ Oxbridge College of Kunming University of Science and Technology. 

○ Wenhua College of Yunnan Arts University. 

○ Haiyuan College of Kunming Medical University. 

○ Tourism and Culture College of Yunnan University. 
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11. Number of staff in the university: [Single Choice] * 

○Below 200 ○200~300 ○300~400 ○More than 400 

 

Part I:  Psychological Contract Violation 

 

Please check the applicable circle according to your true feelings (1 = Strongly 

Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly Agree). 

 

12. The college provides me with a safe and healthy working environment. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

13. The college provides me with sufficient resources for work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

14. The college has established a fair performance evaluation system to evaluate my 

work performance. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

15. The college has promised or implied me to offer a competitive remuneration. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

16. The college commits or implies that the remuneration is linked with performance. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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17. A working relationship of mutual trust and assistance is maintained among 

colleagues in this college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

18. The college creates a teamwork atmosphere. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

19. The staff’s personal growth and life are properly concerned. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

20. Staff is treated honestly in the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

21. The staff’s opinions are fully considered before any important decision is made by 

the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

22. The college is active to provide instructions and assistance for my work. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

23. The staff’s achievements and contributions are recognized from time to time by the 

college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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24. The college offers good opportunities for my career development. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

25. I have received good instructions on my work in the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

26. Opportunities for training and further study are often available. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

27. The college allows for autonomy in the course of work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

28. My knowledge, skill and talent can be fully played in the college. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

29. There are opportunities for promotion in the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

30. The college commits or implies that this is a job of greater responsibility. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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31. The college commits or implies that this is an interesting job. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

Part II: Job Satisfaction 

 

Please check the applicable circle according to your true feelings (1  = 

Completely Disagree, 2 = Fairly Disagree, 3 = Sometimes, 4 = Fairly Agree, 5 = 

Completely Agree). 

 

32. I identify with the working style of leaders. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

33. The rules for promotion are fair and reasonable. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

34. Participatory democracy is well practiced in the formulation of systems in the 

college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

35. I am satisfied with the reputation and prospect of the college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

36. There are many opportunities available for further learning or training in the college. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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37. My teaching ability is improved greatly in the course of work. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

38. I have the chance at any time to keep abreast of frontier academic research in the 

work. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

39. Excellent teachers always have appropriate opportunities for promotion. [Single 

Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

40. The actual amount of remuneration offered by the college meets my expectations. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

41. The college offers good benefits like housing. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

42. The remuneration offered by the college is fair among teachers. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

43. The college gives me full autonomy in teaching and scientific research in the college. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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44. I am very interested in the occupation as a teacher. [Single Choice] * 

Completel

y Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

45. Teaching enables my potential to be fully developed. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

46. I can get a strong sense of accomplishment from daily teaching work. [Single 

Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

47. I feel comfortable with the college and natural environment nearby. [Single Choice] 

* 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

48. The auxiliary conditions for library, technical work and administrative management 

are excellent. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

49. The equipment and funds for scientific research are sufficient. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

50. The academic atmosphere fills the college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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51. I quite identify with the working style of leaders. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

52. I have smooth communication and cooperation with my colleagues in the college. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

53. My work is recognized by the colleagues. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

54. I receive great respect and recognition from the leaders. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

55. The leaders’ supports are good for my growth. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

Part III: Work Engagement 

 

Please check the applicable circle according to your true feelings (1 = Hardly, 2 

= Seldom, 3 = Sometimes, 4 = Often, 5 = Always). 

56. I feel quite energetic in work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

57. I can persist in work though things do not go smoothly. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 
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58. I want to go to work once getting up in the morning. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

59. I can continue my work for a long time. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

60. I feel I’m strong and full of energy during work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

61. I can recover quickly form spiritual fatigue during work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

62. I am proud of the job I engaged. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

63. I think that my job is clearly purposeful and meaningful. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

64. The work I am doing can raise me up. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

65. I am enthusiastic about my job. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

66. I am immersed in the work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

67. I feel happy when I dedicate myself to work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 
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68. Time always flies quickly when I am working. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

69. I forget everything around when I am working. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

70. The work is challenging to me. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

71. I am selfless when I am working. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

72. I feel that I cannot live without work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

Part IV: Organization Commitment 

 

Please check the applicable circle according to your true feelings (1 = Strongly 

Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly Agree). 

 

73. My colleagues have stronger ability, stimulating me to work harder. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

74. The college has a good prospect of development. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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75. The college has a good reputation in the society. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

76. The teaching and scientific research conditions in the college are conducive for me 

to carry out my work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

77. I should work hard since I choose to stay at the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

78.  I love my job as a teacher at the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

79. The teacher’s sense of responsibility stimulates me to work industriously. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

80. Expectations from my teachers and students stimulate me to improve my teaching 

competency. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

81. I have paid a great deal of efforts in the teaching work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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82. I have a strong feeling of connections with the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

83. I have established a good interpersonal relationship in the college. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

84. I will suffer great financial losses once I leave my current job. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

85. It is not easy for me to look for another job that fits me. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

86. My life will encounter great difficulties if I leave the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

Part V: Professional Commitment 

 

Please check the applicable circle according to your true feelings (1 = Strongly 

Disagree, 2 = Disagree, 3 = Averagely Agree, 4 = Agree, 5 = Strongly Agree). 

 

87. I feel enthusiastic about this occupation. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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88. The current occupation fits my interest. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

89. The current occupation brings my specialty into full play. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

90. The current occupation gives me a room for developing and realizing my self-value. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

91. I think that a person who has accepted certain professional education or training 

should make proper contributions during a reasonable period of his stay in the 

occupation. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

92. I don’t think that it is right for me to leave even if it is good to me. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

93. Staying in this occupation is because of keeping loyal to it. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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94. With my background and experience, I can acquire another attractive job in other 

professional fields. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

95. I will have many options if I decide to change my occupation. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

96. Once I leave the current occupation, the biggest problem for me is to find another 

job. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

97. For me, high emotional cost needs to be paid for changing an occupation. For 

example, the interpersonal relationship will be destroyed. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

98. I have invested so many personal efforts (e.g. education) into this occupation that I 

couldn’t consider to change it. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

99. I have spent a lot of time in this occupation that I couldn’t consider to change it. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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100. For me, entering into another occupation means a waiver of plentiful investments 

in training. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

Part VI: Turnover Intention 

 

Please check the applicable circle according to your true feelings (1 = 

Completely Disagree, 2 = Somewhat Disagree, 3 = Neutral, 4 = Somewhat Agree, 5 = 

Completely Agree). 

 

101. I often want to resign from my current job. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

102. I make a long-term plan for career development in this college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

103. I often feel bored about my current work and want to leave for a new workplace. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

104. Going to other universities and teaching there will be better for me. [Single Choice] 

* 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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105. I am more willing to work in an enterprise if there is a chance. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

106. I am likely to leave my current workplace in the coming half a year. [Single Choice] 

* 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

  



 

 

 

 

 

 

 

 

 

 

 

 

 

 

Appendix G 

 

Questionnaire Concerning Professional Loyalty of Separated University 

Teachers 

  



 

 

Appendix G:  Questionnaire Concerning Professional Loyalty of Separated 

University Teachers 

Dear Sir/Madam, 

 

This questionnaire is designed for academic research to learn about the views 

of university teachers who have separated from their last employers on their teaching 

and other auxiliary jobs, aiming to help solve the problems that the universities face 

because of high turnover rate. For the sake of authenticity and confidentiality, we 

solemnly promise that your answers will be noted down truthfully and used for the 

sole purpose of research, without involving your personal privacy. 

 

This is a completely anonymous questionnaire. All information you’ve 

provided herein will be kept strictly confidential and used for the sole purpose of 

academic research. 

 

It may take 10~15 minutes for you to answer all questions below. Please give 

your answers according to your real conditions. Neither choice is strictly right or 

wrong. 

 

Thank you for your kind cooperation in supporting our research. 
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Basic Information about Your Current Employer: University/Governmental 

Agency/Enterprise/Company 

 

1. Your Gender: [Single Choice] * 

○Male ○Female     

 

2. Marital Status: [Single Choice] * 

○Unmarried ○Married ○Divorced    

 

3. Your Age: [Single Choice] * 

○Below 25 ○25~35 ○36~45 ○46~55 ○56~65 ○Above 65 

 

4. Education Degree: [Single Choice] * 

○Bachelor’s ○Masters ○Doctorate    

 

5. Name of the college you worked for before: [Single Choice] * 

○ Dianchi College of Yunnan University. 

○ Yunnan Normal University Business School. 

○ College of Arts and Sciences of Yunnan Normal University. 

○ Oxbridge College of Kunming University of Science and Technology. 

○ Wenhua College of Yunnan Arts University. 

○ Haiyuan College of Kunming Medical University. 

○ Tourism and Culture College of Yunnan University. 
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6. Type of current employer: [Single Choice] * 

○First batch 

of 

universities 

○Second 

batch of 

universities 

○Independent 

College 

○Higher 

vocational college 

○Civil servant 

○Public 

institution 

○Enterprise ○Company ○Private 

enterprise 

○Self-

employed 

 

7. Your current post and title: [Fill-in-the-blank] * 

_________________________________ 

 

8. How long have you worked for the current employer: [Single Choice] * 

○Less than 

half a year 

○Half to 

a year 

○1~3 years ○4~6 years ○7~10 

years 

 

 

9. Your current monthly average income: [Single Choice] * 

○4001-5000 ○5001-6000 ○6001-7000 ○7001-8000 ○More than 8000 

 

10. How many times have you changed your job: [Single Choice] * 

○1-2 ○3-5 ○6-10  

 

11. Number of staff employed: [Single Choice] * 

○Below 200 ○200~300 ○300~400 ○More than 400 

 

Part I: Psychological Contract Violation 

 

Please check the applicable circle according to your true feelings about the last 

college (1 = Strongly Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly 

Agree). 
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12. The college provides me with a safe and healthy working environment. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

13. The college provides me with sufficient resources for work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

14. The college has established a fair performance evaluation system to evaluate my 

work performance. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

15. The college has promised or implied me to offer a competitive remuneration. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

16. The college commits or implies that the remuneration is linked with performance. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

17. A working relationship of mutual trust and assistance is maintained among 

colleagues in this college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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18. The college creates a teamwork atmosphere. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

19. The staff’s personal growth and life are properly concerned. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

20. Staff is treated honestly in the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

21. The staff’s opinions are fully considered before any important decision is made by 

the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

22. The college is active to provide instructions and assistance for my work. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

23. The staff’s achievements and contributions are recognized from time to time by the 

college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

24. The college offers good opportunities for my career development. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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25. I have received good instructions on my work in the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

26. Opportunities for training and further study are often available. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

27. The college allows for autonomy in the course of work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

28. My knowledge, skill and talent can be fully played in the college. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

29. There are opportunities for promotion in the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

30. The college commits or implies that this is a job of greater responsibility. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

31. The college commits or implies that this is an interesting job. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

  



 483 

Part II: Job Satisfaction 

 

Please check the applicable circle according to your true feelings about the last 

college (1 = Completely Disagree, 2 = Fairly Disagree, 3 = Sometimes, 4 = Fairly 

Agree, 5 = Completely Agree). 

 

32. I identify with the working style of leaders. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

33. The rules for promotion are fair and reasonable. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

34. Participatory democracy is well practiced in the formulation of systems in the 

college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

35. I am satisfied with the reputation and prospect of the college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

36. There are many opportunities available for further learning or training in the college. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

37. My teaching ability is improved greatly in the course of work. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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38. I have the chance at any time to keep abreast of frontier academic research in the 

work. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

39. Excellent teachers always have appropriate opportunities for promotion. [Single 

Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

40. The actual amount of remuneration offered by the college meets my expectations. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

41. The college offers good benefits like housing. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

42. The remuneration offered by the college is fair among teachers. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

43. The college gives me full autonomy in teaching and scientific research in the college. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

44. I am very interested in the occupation as a teacher. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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45. Teaching enables my potential to be fully developed. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

46. I can get a strong sense of accomplishment from daily teaching work. [Single 

Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

47. I feel comfortable with the college and natural environment nearby. [Single Choice] 

* 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

48. The auxiliary conditions for library, technical work and administrative management 

are excellent. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

49. The equipment and funds for scientific research are sufficient. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

50. The academic atmosphere fills the college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

51. I quite identify with the working style of leaders. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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52. I have smooth communication and cooperation with my colleagues in the college. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

53. My work is recognized by the colleagues. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

54. I receive great respect and recognition from the leaders. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

55. The leaders’ supports are good for my growth. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

Part III: Work Engagement 

 

Please check the applicable circle according to your true feelings about the last 

college (1 = Hardly, 2 = Seldom, 3 = Sometimes, 4 = Often, 5 = Always). 

 

56. I feel quite energetic in work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

57. I can persist in work though things do not go smoothly. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

58. I want to go to work once getting up in the morning. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 
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59. I can continue my work for a long time. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

60. I feel I’m strong and full of energy during work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

61. I can recover quickly form spiritual fatigue during work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

62. I am proud of the job I engaged. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

63. I think that my job is clearly purposeful and meaningful. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

64. The work I am doing can raise me up. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

65. I am enthusiastic about my job. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

66. I am immersed in the work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

67. I feel happy when I dedicate myself to work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

68. Time always flies quickly when I am working. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 
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69. I forget everything around when I am working. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

70. The work is challenging to me. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

71. I am selfless when I am working. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

72. I feel that I cannot live without work. [Single Choice] * 

Hardly ○1 ○2 ○3 ○4 ○5 Always 

 

Part IV: Organization Commitment 

 

Please check the applicable circle according to your true feelings about the last 

college (1 = Strongly Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly 

Agree). 

 

73. My colleagues have stronger ability, stimulating me to work harder. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

74. The college has a good prospect of development. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

75. The college has a good reputation in the society. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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76. The teaching and scientific research conditions in the college are conducive for me 

to carry out my work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

77. I should work hard since I choose to stay at the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

78.  I love my job as a teacher at the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

79. The teacher’s sense of responsibility stimulates me to work industriously. [Single 

Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

80. Expectations from my teachers and students stimulate me to improve my teaching 

competency. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

81. I have paid a great deal of efforts in the teaching work. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

82. I have a strong feeling of connections with the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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83. I have established a good interpersonal relationship in the college. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

84. I will suffer great financial losses once I leave my current job. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

85. It is not easy for me to look for another job that fits me. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

86. My life will encounter great difficulties if I leave the college. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

Part V: Professional Commitment 

 

Please check the applicable circle according to your true feelings about the last 

college (1 = Strongly Disagree, 2 = Disagree, 3 = Averagely Agree, 4 = Agree, 5 = 

Strongly Agree). 

 

87. I feel enthusiastic about this occupation. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

88. The current occupation fits my interest. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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89. The current occupation brings my specialty into full play. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

90. The current occupation gives me a room for developing and realizing my self-value. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

91. I think that a person who has accepted certain professional education or training 

should make proper contributions during a reasonable period of his stay in the 

occupation. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

92. I don’t think that it is right for me to leave even if it is good to me. [Single Choice] 

* 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

93. Staying in this occupation is because of keeping loyal to it. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

94. With my background and experience, I can acquire another attractive job in other 

professional fields. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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95. I will have many options if I decide to change my occupation. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

96. Once I leave the current occupation, the biggest problem for me is to find another 

job. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

97. For me, high emotional cost needs to be paid for changing an occupation. For 

example, the interpersonal relationship will be destroyed. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

98. I have invested so many personal efforts (e.g. education) into this occupation that I 

couldn’t consider to change it. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

99. I have spent a lot of time in this occupation that I couldn’t consider to change it. 

[Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 

 

100. For me, entering into another occupation means a waiver of plentiful investments 

in training. [Single Choice] * 

Strongly 

Disagree 
○1 ○2 ○3 ○4 ○5 

Strongly 

Agree 
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Part VI: Turnover Intention 

 

Please check the applicable circle according to your true feelings about the last 

college (1 = Completely Disagree, 2 = Somewhat Disagree, 3 = Neutral, 4 = Somewhat 

Agree, 5 = Completely Agree). 

 

101. I often want to resign from my current job. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

102. I make a long-term plan for career development in this college. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

103. I often feel bored about my current work and want to leave for a new workplace. 

[Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

104. Going to other universities and teaching there will be better for me. [Single Choice] 

* 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 

 

105. I am more willing to work in an enterprise if there is a chance. [Single Choice] * 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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106. I am likely to leave my current workplace in the coming half a year. [Single Choice] 

* 

Completely 

Disagree 
○1 ○2 ○3 ○4 ○5 

Completely 

Agree 
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