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ABSTRACT: The higher education sector
globally, and specifically within the rapidly
expanding landscape of private universities in
China, is currently navigating an unprecedented
crisis in academic workforce retention. High
turnover rates among academic staff critically
disrupt instructional continuity, impede the
accumulation of vital academic capital, and
dramatically exacerbate the workload for the
remaining faculty members, thereby creating a
precarious cycle of professional burnout and
institutional instability. To address this
profound organizational challenge, it is
essential to deeply understand the internal
organizational mechanisms and psychological
antecedents that drive academicians to
voluntarily leave their positions. This
comprehensive research paper provides an
extensive, in-depth literature review exploring
the multifaceted determinants of turnover
intention among faculty. With a particular
focus on the cascading effects of workplace
well-being, job satisfaction, and organizational
commitment, this study synthesizes a vast body
of contemporary organizational behavior and
human resource management literature. By
systematically integrating classical turnover
theories, the Stress-Appraisal-Coping
framework, and the robust Job Demands-
Resources (JD-R) model, this paper constructs
a rigorous theoretical understanding of how
various critical dimensions of workplace well-
being namely workload, work environment,
leadership  support,  work-life  balance,
professional advancement, and role stress
permeate through cognitive and emotional
pathways to ultimately influence turnover
intention. The review emphatically highlights
that job satisfaction and organizational
commitment do not merely act in parallel but

serve as critical mediating mechanisms that
transmit the adverse effects of occupational
stressors into withdrawal behaviors. The
findings synthesized herein emphasize the
absolute necessity of moving beyond generic,
superficial retention solutions (such as minor
financial incentives) and advocate for the
implementation of profound, evidence-based
structural strategies for human resource
management in higher education. Cultivating
supportive environments, ensuring equitable
job design, and providing clear advancement
pathways are presented as strategic imperatives
to transform high-pressure, market-driven
academic environments into stable, highly

committed, and sustainable professional
communities.
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I. INTRODUCTION
The higher education system globally, and
particularly in developing economies, has become
an undeniable cornerstone of national modernization
strategies. It serves as a primary, irreplaceable
engine for advanced talent cultivation, upward
social mobility, and rapid economic transformation.
Following more than four decades of reform,
opening-up, and continuous policy evolution, the
higher education system in China has undergone an
unprecedented and spectacular expansion in scale
(Ministry of Education, 2024). In this vibrant,
highly competitive landscape, private universities
have emerged as a distinctly dynamic and influential
force. Accounting for over a quarter of all higher
education institutions nationwide, and with a total
enrollment exceeding tens of millions of students
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representing a massive portion of the national
undergraduate and vocational student body, private
universities have firmly and irreversibly established
themselves as a critical, load-bearing component of
the country's educational framework.

However, the operational realities of private higher
education present unique and often severe human
resource challenges. With such aggressive, market-
driven operational models comes significant
organizational volatility. Unlike their counterparts in
public institutions who frequently enjoy the stability
of traditional government staff positions, state-
backed pension schemes, and robust tenured
security faculty members in private universities
often operate under much stricter, quantifiable
performance assessments and significantly less
secure employment terms (Huang, 2024). This
structural insecurity, combined with a relentless
demand for efficiency and institutional profitability,
places extraordinary demands on the faculty. It
creates a professional environment fraught with high
stakes, generating continuous challenges to
workforce stability and overall psychological well-
being. As faculty stability becomes increasingly
recognized as the linchpin for the sustainable
development and accreditation of private higher
education, the issue of academic turnover has
understandably garnered significant and urgent
academic attention.

Recent empirical data and institutional reports
reveal alarming trends regarding faculty attrition.
The turnover rate in many private educational
groups has surged well beyond acceptable
management thresholds, frequently surpassing 14%
and sometimes climbing above 25% (Zhang, 2024).
High turnover is not merely a statistical anomaly; it
is a highly destructive organizational phenomenon.
It profoundly disrupts instructional continuity,
severely impedes the accumulation of institutional
knowledge and academic capital, and cruelly
exacerbates the workload for the remaining staff.
This dynamic inherently risks precipitating a vicious,

self-perpetuating cycle of widespread burnout and
further attrition (Ouyang, 2023). To proactively
address this mounting crisis, researchers and
university administrators must deeply understand
the internal organizational mechanisms,
psychosocial stressors, and cognitive evaluations
that drive highly qualified academicians to abandon
their positions.

Workplace wellbeing a comprehensive construct
encompassing both the physical health and
psychological resilience of employees serves as a
fundamental antecedent to employee retention
(Pandey et al., 2025). However, well-being does not
influence turnover intention in a simple, isolated
vacuum. Its impact is highly complex and is
transmitted through intricate cognitive and
emotional pathways, specifically via the pivotal
constructs of job satisfaction and organizational
commitment. Job satisfaction reflects the faculty's
comprehensive, ongoing evaluation of their work
conditions, remuneration equity, and career
development opportunities (Zhou et al., n.d.).
Simultaneously, organizational commitment
represents the deep psychological attachment, value
alignment, and emotional loyalty an individual feels
toward their institution (Alshamary, 2025). While
existing literature has explored work stress,
satisfaction, and commitment individually across
various sectors, these internal psychological
influences operate within a highly specific,
idiosyncratic context in Chinese private higher
education. These institutions operate under unique
industry pressures, including intense market
competition, a pronounced lack of government fiscal
subsidies compared to their public peers, and high
expectations from diverse stakeholders. These
intense  contextual  factors complicate  the
relationships  among  wellbeing, satisfaction,
commitment, and turnover intention, necessitating
the deep, integrated, and exhaustive literature
review presented in this paper.

II. BACKGROUND AND PROBLEM STATEMENT

Employee turnover has definitively emerged as a
critical, defining challenge for organizational
sustainability globally in the post-pandemic era.
Across a diverse array of sectors ranging from
advanced technology and healthcare to heavy
manufacturing, organizations are actively grappling

with what has been termed the "Great Resignation"
a pervasive phenomenon characterized by voluntary
attrition rates reaching historic, unprecedented highs
(De Smet et al., 2021). Within this context, high
turnover intention is not merely a lagging Human
Resources (HR) metric; it represents a significant,
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proactive threat to organizational performance. It
results directly in the irrecoverable loss of
institutional memory, the costly disruption of
operational continuity, and dramatically escalated
recruitment, onboarding, and training costs (Al-
Suraihi et al., 2021). While the corporate sector has
long battled and heavily researched this issue, the
higher education sector traditionally viewed as a
stable, lifetime career path is increasingly facing a
similar, severe crisis of retention. This is particularly
acute within private institutions that critically lack
the traditional security buffers of public service
tenure (Adnan et al., 2020).

The instability of the academic workforce is not
merely a superficial result of external economic
factors or better salary offers elsewhere. It is deeply
rooted in the internal, day-to-day psychological

experiences of the faculty. One of the most
significant and reliable predictors of turnover
intention in this specific context is the state of
workplace wellbeing, which encompasses factors
such as physical health, psychological resilience,
and the critical ability to manage excessive teaching
loads and aggressive research demands (Valkov &
Peeva, 2020). In the high-pressure, high-stakes
environment characteristic ~ of  market-driven
universities, profound stressors such as precarious
employment status, a perceived lack of genuine
institutional support, and continually blurred work-
life boundaries severely compromise faculty
wellbeing. This compromised state acts as a direct,
powerful trigger for the intent to leave (Zhang,
2023).

Table 1: Statistics on Teacher Turnover in Selected Higher Education Institutions

Year Higher Education | Total Number of | Total Number of
Institutions Teachers Teachers Who Resigned
Registered
2016 C University 725 49
2017 N University 296 37
2017 A University 553 78
2019 C University 265 35
2020 CS University 639 119
2023 S University 2117 302
2023 PG University 327 87

often unrecoverable financial costs related to the
constant cycle of recruitment and retraining.

As starkly demonstrated in Table 1, turnover rates
within  selected higher education institutions
frequently and significantly exceed the 8% threshold
that is generally considered manageable for The root cause of this severe turnover crisis appears
maintaining organizational health and continuity. In to stem directly from rapidly deteriorating
many instances, these rates surge well beyond 14%, workplace  wellbeing. Faculty members in
and in highly specific, high-pressure private Guangdong's private universities, for instance,

institutional groups (such as PG University in 2023),
they exceed a devastating 26% (Zhang, 2024). This
persistent, systemic workforce instability represents
a severe, existential threat to sustainable institutional
development. Frequent attrition disrupts the core
product of the university curriculum continuity
thereby eroding student satisfaction and institutional
reputation. Furthermore, it imposes substantial,

operate under distinct market-driven pressures that
their public-sector peers largely avoid. They face
excessive, sometimes crushing teaching loads,
aggressive and inflexible research performance
indicators, and significant role ambiguity. When
workplace wellbeing is deeply compromised
manifested as chronic burnout, clinical stress, and
profound physical exhaustion teachers are
fundamentally unable to sustain their performance

DOI: 10.5281/zenodo.21884248

www.ijemh.com

Page 122



International Journal of Engineering, Management and Humanities (IJEMH)
Volume 7, Issue 4, Jul.-Aug., 2026 pp: 120-131 ISSN: 2584-2145 www.ijemh.com

levels. Furthermore, the psychological mechanism
through which wellbeing influences turnover is
highly complicated by eroding levels of job
satisfaction and a distinct, structural lack of
organizational commitment. Unpacking these
interrelated  variables, mapping their causal
pathways, and identifying points for strategic
intervention is critical for higher education
administration and forms the core problem
addressed by this literature review.

III. THEORETICAL FRAMEWORK

To systematically analyze the complex
phenomenon of faculty turnover, this study is deeply
grounded in several foundational organizational
behavior theories. These classical and contemporary
frameworks collectively explain the psychological,
cognitive, and behavioral processes driving
employee turnover. They provide the necessary,
rigorous academic lens for evaluating empirical
evidence regarding faculty retention, stress
management, and organizational commitment.

3.1 Traditional Turnover Theory Model

The traditional turnover model, first conceptualized
and proposed by Mobley (1977), provides a
foundational, step-by-step lens for understanding the
complex psychological processes underlying an
employee's ultimate decision to leave an
organization. This seminal model posits that an
employee's turnover intention is primarily and
initially driven by the experience of job
dissatisfaction. This dissatisfaction subsequently
evolves into actual turnover behavior through a
highly specific series of cognitive and behavioral
stages. These progressive stages include the initial
thought of quitting, the cognitive evaluation of the
expected utility of searching for a new job, the
actual behavioral search for alternatives, the
comparative evaluation of those alternatives against
the current job, and finally, the formulation of a
concrete intention to quit. Subsequent academic
refinements of this model over the decades have
highlighted the crucial additional influence of
organizational commitment, the availability of
career development opportunities, and the
macroeconomic reality of external job alternatives
in shaping an employee's final turnover decisions
(Griffeth et al., 2000).

Within the specific context of the global education
sector, teacher turnover has become a pressing,
well-documented concern. The core tenets of the

traditional turnover model have been validated
globally across diverse cultural contexts, repeatedly
confirming that work-related stress not only directly
increases turnover intention but also exerts powerful,
indirect effects through the erosion of job
satisfaction ~and  organizational = commitment
(Skaalvik & Skaalvik, 2018). Studies within the
Asian context specifically show that when academic
power dynamics are skewed, and workload
evaluation systems are perceived by faculty as
fundamentally unfair, the subjective well-being of
the academician diminishes rapidly. This diminution
directly feeds the initial stages of Mobley's model,
thereby indirectly but forcefully increasing turnover
intentions.

3.2 Stress, Appraisal and Coping Theory

The Stress, Appraisal, and Coping Theory provides
a core, psychologically nuanced framework for
understanding individuals' cognitive and behavioral
responses when confronted with highly stressful
organizational environments. Developed by Lazarus
and Folkman (1984), the theory fundamentally
posits that stress is not merely the direct, automatic
result of external stimuli (stressors). Rather, it is a
highly dynamic, interactive process involving the
individual's subjective cognitive appraisal of those
stressors and the specific coping strategies they
subsequently adopt to manage or mitigate them.
This theory offers a solid, indispensable theoretical
foundation for examining the complex, subjective
relationships among work stress, job satisfaction,
organizational commitment, and turnover intention
among faculty in private universities.

Crucially, the theory emphasizes two stages of
appraisal: primary appraisal (evaluating the
significance of the stressor) and secondary appraisal
(evaluating the availability of coping resources).
How employees perceive and appraise stressors, as
well as the extent to which they firmly believe they
possess sufficient resources (such as job autonomy,
peer support, and leadership backing) to cope with
such challenges, strictly determines their subsequent
levels of job  satisfaction, organizational
commitment, and turnover intention (Collie, 2023).
For instance, when teachers positively appraise
heavy workloads as a manageable "challenge" that
fosters personal growth and career advancement, its
negative psychological impact may be significantly
mitigated. Conversely, when the exact same
workload is appraised negatively as a "threat" that
far exceeds their coping capacity and available
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resources, it is significantly more likely to trigger
severe burnout, psychological withdrawal, and a
high turnover intention (Toropova et al., 2021).

3.3 Job Demands-Resources (JD-R) Model / Job
Demand Control Model

Since its inception, the Job Demands-Resources
(JD-R) Model has become a cornerstone, universally
applied theory in the global study of occupational
stress, employee well-being, and organizational
behavior. Building upon the earlier Job Demand-
Control Model proposed by Karasek (1979), the JD-
R model proposes that all job characteristics,
regardless of the specific occupation, can be
meaningfully classified into two overarching
categories: job demands and job resources.

Job demands refer to those physical, psychological,
social, or organizational aspects of the job that
require sustained physical and/or psychological
effort or skills. Therefore, they are associated with
certain physiological and psychological costs (e.g.,
heavy workload, extreme time pressure, poor
physical environment, emotional labor). In contrast,
job resources refer to those physical, psychological,
social, or organizational aspects of the job that are
functional in achieving work goals, reduce job
demands and their associated physiological and
psychological costs, or actively stimulate personal
growth, learning, and development (e.g., career
opportunities, supervisor support, role clarity,
autonomy) (Skaalvik & Skaalvik, 2018).

Within the teaching profession, which is widely and
accurately regarded as a high-stress occupation
requiring immense emotional labor, extensive
empirical evidence has lent robust support to the JD-
R framework. The model outlines two distinct
psychological  processes. First, the health
impairment process: when job demands are
exceptionally high and job resources are critically
limited, employees experience chronic exhaustion,
leading to burnout and, consequently, high turnover
intention. Second, the motivational process:
conversely, the presence of adequate job resources
triggers a positive motivational process, leading to
high work engagement, deep job satisfaction, strong
organizational commitment, and excellent retention
rates. In the context of private higher education, the
structural reality often skews heavily toward high
demands (teaching, research, administration) with
comparatively low resources (job security, state
funding,  administrative  support),  perfectly

illustrating the JD-R model's predictive power for
high turnover intentions.

IV. WORKPLACE WELLBEING AND ITS
DIMENSIONS

Workplace wellbeing is a highly complex,
multidimensional construct encompassing both the
physical and psychological health of employees as
they interact with their professional environment. In
academia, and particularly within the intensely
competitive sphere of private higher education, this
overall wellbeing is heavily influenced by six
distinct, critical dimensions: Workload, Work
Environment, Leadership Support, Work-Life
Balance, Professional Advancement, and Role
Stress. Each of these structural components plays a
critical, determinative role in shaping faculty
retention and institutional stability.

4.1 Workload

Workload represents a paramount, critical factor
directly influencing academicians' professional
experiences, daily well-being, and ultimate retention.
Operationally, it is defined as the totality, volume,
and cognitive complexity of teaching, research,
administrative, and other multidimensional service
tasks undertaken within a specific period (Khan et
al., 2014). Rather than treating workload merely as a
simple, objective accumulation of tasks,
contemporary Human Resource Management (HRM)
critiques view excessive workload as a symptomatic,
profound failure in organizational job design and
strategic  resource allocation. Unclear role
responsibilities and unsupportive, highly demanding
work environments severely exacerbate
occupational stress, indicating a profound structural
imbalance between job demands and the
institutional resources provided to employees to
meet those demands (Deneire et al., 2014).

A critical analysis of global educational systems
reveals that workload mismanagement is a pervasive,
almost universal HR strategic challenge. The
continuous, unchecked expansion of non-teaching
and administrative duties reflects a reactive, rather
than strategic, approach to workforce management.
This fundamentally intensifies role conflict,
fragments attention, and rapidly depletes faculty's
psychological resources (Hojo, 2021). Furthermore,
high faculty turnover across various regions is
consistently and strongly tied to these multifaceted,
overwhelming task demands. This highlights
excessive workload not just as an individual,
personal burden, but as a primary driver of systemic
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HR retention failures globally (Crubaugh, 2024). In
the specific context of Chinese private higher
education, when rigid academic appraisals reduce
these multifaceted, complex roles to simplistic,
quantifiable metrics (KPIs), it heavily skews
organizational rewards toward immediate research
output while marginalizing the time-intensive work
of teaching quality and student mentorship. This
structural misalignment directly drives emotional
exhaustion, deep dissatisfaction, and highly elevated
turnover intentions (Guo, 2022).

4.2 Work Environment

The work environment is conceptualized not merely
as a physical workspace containing desks and
laboratories, but as a highly complex,
multidimensional psychosocial ecosystem heavily
driven by organizational climate, leadership
behaviors, collegial relations, and structural job
design (Nwoko et al., 2023). Rather than passively
describing  physical conditions, critical HR
scholarship evaluates how this entire ecosystem
strategically impacts occupational wellbeing, daily
motivation, and long-term retention. Long-term
emotional exhaustion typically stems from systemic
HR failures in balancing overwhelming job
demands such as persistent time pressure, heavy
grading loads, and excessive administrative
workloadwith adequate, easily accessible job
resources, such as strong collegial networks and

supervisory support systems (Mijakoski et al., 2022).

A critical, overarching analysis reveals that modern
global educational reforms frequently amplify
administrative burdens and role ambiguity without
making corresponding, necessary investments in HR
support structures. This fundamental disconnect
thereby intensifies environmental uncertainty and
poses enduring, systemic threats to teacher retention
(Hascher & Waber, 2021). When examining the
educational  sector in  highly  competitive
environments, the psychosocial work environment
often exhibits a toxic, high-strain paradigm.
Phenomena such as the normalization of excessive,
uncompensated  working hours and toxic,
competitive interpersonal dynamics reflect a broader
regional deficiency in prioritizing organizational
wellbeing strategies. Favorable work environments,
on the other hand, which prioritize psychological
safety and resource adequacy, build a strong sense
of belonging and organizational trust, effectively
shielding employees from external retention risks
and burnout.

4.3 Leadership Support

Leadership support is conceptualized not merely as
a pleasant interpersonal dynamic between a boss and
an employee, but as a critical, strategic
organizational resource that fundamentally shapes
psychological wellbeing, work attitudes, and
ultimate employee retention (Kaiser & Thompson,
2021). Operationally, it encompasses the strategic,
equitable allocation of resources, the active
facilitation of professional development, and the
consistent provision of emotional and psychological
backing. Critical HR scholarship, particularly within
the Job Demands-Resources (JD-R) framework,
rigorously evaluates leadership support as a primary,
indispensable structural buffer against systemic job
demands, such as excessive workload and relentless
role intensification (Bascia & Stevenson, 2024).

While  high-quality,  empathetic  leadership
effectively mitigates burnout and enhances job
satisfaction through fair task redistribution and
psychological empowerment, a critical gap remains.
Relying exclusively on individualized, personality-
driven leader behaviors without formally
institutionalizing these practices into standard HR
policies often leaves employees highly vulnerable to
turnover when management inevitably changes
(Engle et al, 2024). Sustainable, long-term
organizational commitment requires leaders to
actively embed support into the structural HR
framework, transforming temporary emotional care
into tangible career development pathways and
secure, predictable working environments. In high-
stress, market-driven institutions like private
universities, effective leadership support must
transcend mere instructional guidance; it demands
critical, high-level HR competencies, such as
fiercely  securing  equitable = compensation,
establishing transparent and fair performance
appraisal systems, and providing protective
mechanisms against external market volatility and
unreasonable stakeholder demands (Chen & Cheng,
2022).

4.4 Work and Life Balance

Work-Life Balance (WLB) is deeply conceptualized
as the dynamic, highly subjective equilibrium
individuals achieve in successfully managing
professional responsibilities alongside their personal
domains, including family, leisure, and personal
growth (Eloor & Menon, 2024). Rather than
viewing WLB merely as an individual time-
management issue or personal failing, critical HR
scholarship treats it as a primary, systemic indicator
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of sustainable job design and overall organizational
health. The pervasive, routine disruption of this
equilibrium through assigned heavy workloads and
continuously blurred role boundaries reflects severe,
systemic deficiencies in institutional HR policies
and expectations.

Such structural failures inherently breed deep role
conflict, intensifying emotional exhaustion and
steadily eroding occupational commitment over time
(Castillo & Andales, 2025). Consequently, the
absence of robust, family-friendly HR practices—
such as strict boundary management, respect for off-
hours, and flexible work arrangements—directly
accelerates turnover intentions across the global
education sector (Praveen, 2020). Work-leisure and
work-family conflicts systematically dismantle job
satisfaction, highlighting how deeply familial
dynamics and cultural expectations dictate the true,
lived efficacy of organizational WLB policies. In
the context of Chinese private higher education,
when institutions impose aggressive, market-driven
HR practices to ensure survival and profitability,
faculty members face intense survival pressures that
violently strain their psychological boundaries. This
lack of balance triggers a profound psychological
contract breach, driving highly qualified talent to
seek employment in more stable, boundary-
respecting public sectors or industries (Chongfei et
al., 2025).

4.5 Professional Advancement

Professional advancement is conceptualized as a
formal, transparent career architecture designed to
sustain talent retention and enhance overall
organizational competitiveness. It fundamentally
involves integrating continuous, meaningful training
with clear, achievable progression trajectories
(Teacher Career Pathways and Advancement
Options, 2024). Within progressive, modern HR
frameworks, practices increasingly rely on
formalized, policy-oriented multi-level career
structures and digitalized mentoring tools to
optimize professional growth. However, a critical
analysis of global educational systems reveals a

pervasive, highly damaging HR implementation gap:

the mere structural design of career pathways
frequently fails to mitigate actual occupational
stressors if those pathways are perceived as
unattainable or biased.

The lack of meaningful, fair opportunities for
professional advancement has been widely
recognized as one of the most direct, potent, and

fundamental predictors of employee turnover in
academia. When employees perceive no clear
growth pathways or prospects for promotion within
an organization, they enter a state of professional
stagnation and are significantly more likely to seek
opportunities in the external labor market that better
align with their career development needs (Rédsdnen
et al., 2020). In private institutions characterized by
narrow promotion channels, fierce internal
competition, and flawed, opaque performance
evaluation systems, the clarity and fairness of
promotion pathways are absolutely essential for
sustaining teachers' psychological capital. Poorly
designed advancement structures, or those heavily
biased toward specific metrics (like pure research
output over teaching excellence), directly erode
academicians' self-efficacy, subsequently
diminishing their emotion regulation capacities,
breeding resentment, and accelerating burnout and
turnover (Xie et al., 2022).

4.6 Role Stress

Role stress—which comprehensively encompasses
role conflict, role ambiguity, and role overload—is
critically evaluated as a severe symptom of
structural job design failure rather than merely an
individual psychological burden or inability to cope.
According to classical role theory, role stress arises
when individuals encounter persistent uncertainty,
incompatibility, or excessively high expectations
while performing their designated organizational
roles (Aydintan & Simsek, 2017). Role conflict
occurs when individuals simultaneously face two or
more  contradictory or  incompatible role
expectations or work demands (e.g., being expected
to be a world-class researcher and a highly
accessible, full-time mentor simultaneously). Role
ambiguity describes the chronic lack of clear,
consistent, and sufficient information regarding job
responsibilities,  authority  limits, behavioral
guidelines, and performance evaluation standards
(Shahid et al., 2022).

When role stress persists without effective,
structural relief from management, it acts as a
powerful catalyst triggering a range of severe
negative consequences. These include drastically
decreased job satisfaction, fundamentally weakened
organizational commitment, intensified clinical job
burnout, and, ultimately, significantly heightened
turnover intention (Karimi et al., 2025). Persistent
role stress systematically undermines teachers' sense
of professional identity and psychological well-
being. In educational environments characterized by
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providers, and even student recruitment officers.
This structural reality severely exacerbates role
strain, completely drains psychological resources,
and dramatically elevates the intent to leave the
institution for a more clearly defined role elsewhere.

the immaturity of organizational structures and the
unclear delineation of job responsibilities frequently
the case in rapidly expanding private universities
teachers are frequently required to assume multiple,
competing roles simultaneously. They act as

teachers, researchers, administrative service
Table 2: Overview of Adopted Constructs and Measurement Dimensions
Variable Conceptual Definition Key Theoretical Foundation
Workload The totality, intensity, and complexity of | JD-R Model, Conservation of
teaching, research, and administrative tasks | Resources (COR) Theory
expected of the faculty member within a
specified timeframe.
Work The comprehensive psychosocial and | Herzberg's Two-Factor Theory,
Environment physical ecosystem supporting academic | Organizational Climate Theory
tasks, including resources, climate, and peer
relationships.
Leadership The perceived emotional, psychological, | Social Exchange Theory (SET),
Support and instrumental backing provided by [ Leader-Member Exchange
immediate  supervisors and  upper | (LMX)
administration.
Work-Life The subjective equilibrium achieved | Role Conflict Theory, Boundary
Balance between managing professional academic | Theory
responsibilities and personal/family
domains without severe conflict.
Professional The perceived availability and fairness of | Human Capital Theory, Adams'
Advancement | opportunities for career progression, skill | Equity Theory
training, and rank/salary elevation.
Role Stress The psychological strain derived directly | Role  Theory, Occupational
from experiencing role ambiguity, role | Stress Models
conflict, and role overload in the workplace.
Job A comprehensive, positive affective and | Herzberg's Two-Factor Theory,
Satisfaction cognitive evaluation of one's job, daily | Affective Events Theory
tasks, and the surrounding work
environment.
Organizational | The deep psychological identification, | Three-Component Model
Commitment emotional involvement, and moral/financial | (Meyer & Allen)
loyalty toward the employing institution.
Turnover The conscious, deliberate, and proactive | Traditional Turnover Model
Intention willfulness to seek employment elsewhere | (Mobley)
and leave the current organization.
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V. THE MEDIATING ROLES OF JOB
SATISFACTION AND

ORGANIZATIONAL COMMITMENT
The relationship between the environmental
stressors  discussed above and the ultimate
behavioral outcome of turnover is rarely direct.
Instead, it is highly mediated by two core
psychological constructs: Job Satisfaction and
Organizational Commitment. Understanding these
mediators is essential for grasping how external
stress translates into the internal decision to quit.

5.1 Job Satisfaction as a Mediator

Job satisfaction among teachers is a paramount,
key indicator of how educators cognitively and
emotionally perceive their overall work experience.
It is a highly complex, multidimensional construct
encompassing evaluations of various job facets,
including the physical work environment,
compensation and benefits equity, career
development  opportunities, the quality of
interpersonal relationships, and the fairness of
institutional policies (Admiraal & Reberg, 2023).
In the educational context, teacher job satisfaction
not only profoundly influences individual
psychological well-being and mental health but
also  fundamentally  shapes  organizational
commitment, daily work engagement, pedagogical
teaching quality, and ultimately, turnover intention.
A vast, universally accepted body of research
confirms that job satisfaction is one of the most
significant, reliable predictors of teacher retention
and organizational loyalty globally (Tria, 2023).

Workplace well-being dimensions (such as heavy
workload, role ambiguity, and severe work-life
conflict) do not always directly and immediately
lead to turnover. Rather, they operate
systematically through their corrosive, negative
effect on job satisfaction, which in turn triggers
turnover intention. When job demands consistently
exceed individual coping capacity and available
resources, it generates chronic work overload,
leading directly to emotional exhaustion and
burnout. This burnout, in turn, significantly
diminishes  positive  job  evaluations and
extinguishes intrinsic satisfaction (Wartenberg et
al., 2023). Conversely, positive elements like
robust leadership support, collegial harmony, and
transparent professional advancement directly
boost job satisfaction. Teachers with high job
satisfaction report significantly greater intrinsic
motivation and vastly lower desires to seek
alternative employment, cementing satisfaction as a

powerful, indispensable mediating bridge between
environmental occupational stressors and actual
turnover behaviors.

5.2 Organizational Commitment as a Mediator

Organizational commitment is a profound, key
psychological state that reflects the depth and
strength of the relationship between employees and
their employing organizations. It 1is visibly
manifested in employees' deep identification with
organizational goals, their voluntary willingness to
engage in organizational activities beyond their
strict job description, and their strong, internalized
desire to maintain membership within the
organization. Utilizing Meyer and Allen's widely
validated Three-Component Model, organizational
commitment is rigorously broken down into
affective commitment, continuance commitment,
and normative commitment, providing a robust
framework for understanding employee loyalty.

Affective commitment, defined as the pure
emotional attachment to and identification with the
institution, is widely considered the most profound
and effective deterrent to turnover intention. When
workplace wellbeing is robust and healthy—
characterized by supportive, transformational
leadership, fair and manageable workloads, and
clear, merit-based professional advancement—
teachers naturally develop extremely strong
affective and normative commitment. From the
theoretical perspective of Social Exchange Theory,
when organizations actively and visibly invest in
employees' career growth and daily well-being,
employees are highly likely to reciprocate this
investment with greater loyalty, effort, and
commitment (Ramli & Salleh, 2025). However,
when the psychological contract is repeatedly
breached due to excessive role stress, resource
deprivation, or toxic work environments,
organizational commitment is severely, sometimes
irreparably, undermined. A significant decline in
organizational commitment subsequently translates
directly into an exponentially increased propensity
to leave the institution, firmly establishing it as a
critical, final-stage mediator before turnover
behavior occurs.

VI. CONCLUSION
The stability, quality, and dedication of the
academic workforce is an absolute, critical
determinant of institutional quality, student
academic success, and the long-term financial and
reputational sustainability of higher education
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providers. This comprehensive literature review
unequivocally highlights that turnover intention
among university faculty—particularly within the
high-stakes, market-driven environment of private
universities in China—is a highly complex,
multifaceted phenomenon. It is driven heavily, and
perhaps primarily, by the overall state of workplace
well-being. By rigorously dissecting well-being
into six measurable, actionable dimensions—
workload, work environment, leadership support,
work-life balance, professional advancement, and
role stress—this review provides a highly granular,
scientifically sound understanding of the specific
stressors that currently plague the modern
academic profession.

Crucially, the synthesized literature confirms
that these environmental and structural stressors do
not operate in a psychological vacuum. Instead,
their severe impact on an academician's ultimate
decision to leave the institution is deeply,
inextricably mediated by their overall job
satisfaction and their emotional and normative
commitment to the organization. This profound
realization underscores the complete inadequacy of
superficial, short-term retention strategies, such as
mere minor salary increments or superficial
wellness programs. Such band-aid solutions
fundamentally fail to address the underlying
psychological, structural, and cultural issues
causing chronic burnout and driving talent away.

For educational administrators, policymakers,
and human resource professionals in the higher
education sector, the strategic implications are
glaringly clear: to genuinely mitigate turnover
intention and build a robust, highly dedicated
faculty, institutions must implement profound,
holistic HRM strategies. These strategies must
fiercely prioritize the scientific redesign of jobs to
manage workloads effectively, the deliberate
cultivation of supportive, empowering, and
transformational leadership, the unshakeable
provision of transparent and equitable career
advancement pathways, and the fostering of a true
institutional culture that respects and protects
work-life boundaries. By fundamentally
transforming the high-pressure, often toxic
academic environment into a supportive, resource-
rich, and equitable professional community,
universities can dramatically enhance job
satisfaction, permanently cement organizational
commitment, and securely retain the vital

intellectual ~capital that is absolutely
necessary for future institutional excellence and
survival.
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