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Abstract
The profession of early childhood education (ECE) teaching is both physically and emotionally
demanding, which often leads to high turnover rates among preschool teachers. This issue
highlights the critical role of job satisfaction in sustaining a stable and effective workforce. In
Malaysia, particularly in the Klang Valley, the potential relationship between job satisfaction
and turnover intention among preschool teachers has received limited empirical attention,
despite its significant implications for workforce stability and the quality of early education.
Guided by Maslow’s hierarchy of needs theory, this study investigated the relationship between
job satisfaction and turnover intention among preschool teachers in Klang Valley. A
quantitative correlational research design was employed, and data were collected through
structured questionnaires using the Job Satisfaction Survey (JSS) and the Turnover Intention
Scale (TIS-6). A total of 82 preschool teachers participated in the study and jamovi was used
for data analysis. The findings revealed a strong and significant negative correlation between
job satisfaction and turnover intention (r = —0.714, p < .001), confirming that higher job
satisfaction is associated with a lower intention to leave the profession. These results are
consistent with both local and international literature, emphasizing that factors such as salary,
workload, recognition, and professional growth opportunities play pivotal roles in shaping
teachers’ intentions to remain in or exit the field. The study underscores the importance for
preschool administrators and policymakers to enhance teachers’ job satisfaction as a strategic
measure to reduce attrition and improve educational quality. Limitations such as the reliance
on online surveys and a relatively small sample size suggest that future research should adopt
larger and more representative sampling, alongside physical survey methods, to improve
reliability and depth of insights.

Keywords: Job Satisfaction, Turnover Intention, Preschool Teachers, Klang Valley
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Chapter I
Introduction

1.1 Introduction

This research examines the relationship between job satisfaction and turnover intention
among preschool teachers in Klang Valley. This chapter presents the study’s background,
defines the problem statement, and outlines the objectives. It also formulates research questions

and hypothesis. Besides that, the chapter also highlights the significance of the study and

provides conceptual and operational definitions.

1.2 Background of Study

Early childhood education (ECE) is widely recognized as the foundation of a child’s
holistic development. According to Daelmans et al. (2017), the brain develops most rapidly
between birth and age eight which builds the basis for future cognitive, social, emotional, and
physical development. In order to develop these basic skills which have a long-term effect on
a child’s future academic performance and entire life direction, high-quality early childhood
education programs are essential. International organizations like the Organisation for
Economic Co-operation and Development (OECD) have repeatedly emphasized the value of
investing in strong ECE systems as a result of this knowledge. Quality early childhood
education (ECE) not only helps children’s school readiness but also acts as a powerful tool for
enhancing social equity by giving all children, regardless of their backgrounds, a good start in
life, according to the OECD’s “Starting Strong” reports (OECD, 2017).

In Malaysia, the government’s commitment to increasing access to and raising the
standard of ECE reflects this worldwide objective. The objective of the Malaysia Education
Blueprint 2013-2025 is to guarantee that every child has access to high-quality preschool

education (Ministry of Education Malaysia, 2013). The blueprint is aimed at high enrolment,
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standardized curriculum, and teacher qualifications nationally. Even though there have been a
lot of improvements made, there are still challenges with how these policies are being
implemented in practice, especially when it comes to recruiting and keeping qualified ECE
staff members (Sharim et al., 2023). A child’s educational experience is greatly influenced by
the quality and consistency of their relationships with a qualified and compassionate teacher;
thus, the stability of this workforce is essential.

Job satisfaction is a key concept in organizational psychology which is defined as a
person’s pleasant or positive emotional state based on by their evaluation of their work or work-
related experiences (Spector, 1997). This construction is made up of several aspects that can
be classified into intrinsic and extrinsic factors. Internal rewards and the nature of the job itself
are examples of intrinsic factors. For early childhood educators, this covers opportunities for
personal development, a sense of professional achievement, the joy of working with children,
and a sense of personal fulfilment. Teachers are more intrinsically satisfied and more motivated
to their work when they find meaning and pride in what they do.

On the other hand, extrinsic factors are outside of the work itself and are connected to
the workplace and its positive effects (Mufioz-Fernandez et al., 2025). These consist of material
components like pay and benefits, as well as working conditions, job promotion opportunities,
and the standard of leadership and supervision. Studies have repeatedly shown that low job
satisfaction among teachers is significantly influenced by both poor working conditions and
inadequate salary (Toropova et al., 2020). On the other hand, a friendly and cooperative
workplace, productive leadership, and equitable promotion practices can all serve as strong
extrinsic motivators (Ong et al., 2019). Understanding how these internal and external factors
interact is vital for determining an individual’s level of job satisfaction as well as whether they

intend to stay in their position.



JOB SATISFACTION AND TURNOVER INTENTION AMONG PRESCHOOL
TEACHERS IN KLANG VALLEY

In the area of human resource management, the relationship between job satisfaction
and turnover intention is one of the most widely researched topics. The majority of research
continuously shows a strong inverse relationship: low intention to leave the company is
associated with high job satisfaction, and vice versa. Turnover intention is known as an
employee’s purposeful and conscious desire to leave their current job (Septriyan Orpina et al.,
2022). A high teacher turnover rate can be particularly harmful for early childhood education
(ECE) because it interferes with the continuity of care and the growth of important teacher-
child relationships which are essential for the emotional and academic development of children
(Bostic et al., 2023).

Additionally, high turnover has negative impacts on the ECE programs themselves. It
may result in higher training and recruitment costs as well as the loss of institutional expertise.
The remaining employees are also subject to higher stress, possibly having to cope with heavier
workloads and a sense of instability at work (Bryant et al., 2023). Therefore, examining the
relationship between preschool teachers’ job satisfaction and their turnover intention is not

merely a theoretical pursuit; it is a practical necessity for sustaining a stable and high-quality

educational environment.

1.3 Problem Statement

High-quality early childhood education (ECE) is undoubtedly acknowledged as an
essential investment in a country’s future as it creates the framework for a child’s cognitive,
social, and emotional development (Britto & Sherr, 2016; OECD, 2017). The educators who
run the classrooms have a direct impact on the quality of ECE. As a result, a strong ECE system
cannot be built without a stable and satisfying teaching workforce (Varmuza et al., 2021).
Nevertheless, the ECE industry faces a worldwide problem with high teacher turnover, which

interferes with the continuity of learning for children, lowers program quality, and imposes a
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significant financial and operational burden on educational institutions (Liu et al., 2023). A
major concern for stakeholders and governments looking to improve educational outcomes is
teacher attrition, especially in major urban areas. The overall relationship between job
satisfaction and employee retention is widely known but less is known about the particular
dynamics within the Malaysian ECE setting, particularly among preschool teachers in a major
urban area like the Klang Valley (Ngadni & Sammy, 2025).

A notable gap in the local literature is the unequal emphasis of current research on the
various levels of the Malaysian education system. Several local academic studies thoroughly
investigated the factors that affect teachers in primary, secondary, and higher education
institutions’ job satisfaction, stress at work, and intention to leave (Muhammad Amiruddin
Azizi Salleh et al., 2025; Muhammad Madi Abdullah et al., 2009; Septriyan Orpina et al., 2022).
For instance, studies conducted on teaching staff at private universities in the Klang Valley
have looked at how things like pay, job autonomy, and supervisor support affect their intentions
to leave (Foo et al., 2023). In addition, research on secondary school teachers in areas like
Johor and Sabah has brought insight into their job satisfaction levels as well as the connection
between work stress and their teaching settings (Marmut et al., 2022; Muhammad Madi
Abdullah et al., 2009).

In contrast, empirical research focusing specifically on preschool teachers remains
limited. This gap is significant because early childhood educators face a set of unique
challenges that differ from other educational levels, such as implementing play-based curricula,
managing close parent—child interactions, and balancing substantial non-teaching duties
alongside classroom responsibilities (Phillips et al., 2016; Jeon et al., 2014). These distinct
demands may influence their job satisfaction and turnover intentions in ways that are not
adequately captured by studies centered on primary, secondary, or tertiary educators. While a

relevant study on Malaysia’s scarcity of qualified ECE teachers points out low pay, long
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working hours, heavy workloads, and difficult parent relations as primary factors of displeasure
and attrition, this study also emphasizes the need for further thorough study in this little-
researched field (Balakrishnan et al., 2025). Research in Kuala Lumpur shows job strain and
insecurity substantially increase depressive symptoms among preschool care-providers, with
supervisor support being an important buffer (Tham et al., 2025). The findings underline the
need for more focused empirical work on preschool teacher experiences, especially in major
urban settings like the Klang Valley, to fully understand how these unique stressors affect
turnover and retention.

Additionally, although there are a few local ECE-focused research, they often focus on
similar but distinct dimensions rather than directly examining the relationship between job
satisfaction and turnover intention among preschool teachers (Tayama et al., 2018). For
instance, studies on the relationship between teacher-child relationships, stress, and job
satisfaction among private preschool teachers in Johor Bahru have provided insightful but
disjointed findings (Jayaraja & Mohamed, 2024). A further relevant study on Selangor
preschool teachers examined the relationship between teacher stress and intention to leave
(Chiang, 2024). Although these studies are necessary for knowing the preschool teaching
environment, they are lacking in a clear and comprehensive analysis of the precise ways in
which an educator’s general job satisfaction affects their cognitive purpose to quit (Kim et al.,
2020). As a result, there is a lack of thorough understanding regarding the direct relationship
between job satisfaction and the intention to leave this particular professional group in
Malaysia (Zumrah et al., 2022). Thus, this study is required to fill in these gaps by offering
strong empirical data that may guide practical strategies for developing a workforce of

preschool teachers in the Klang Valley that are stable, content, and extremely productive.
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1.4 Research Objective

This study aimed to investigate the preschool teachers’ job satisfaction and their turnover
intention in Klang Valley:

e To investigate the relationship between job satisfaction and turnover intention among

preschool teachers in Klang Valley.

1.5 Research Question
To achieve the objective stated above, the following research question has been developed:
e Is there any significance relationship between job satisfaction and turnover intention

among preschool teachers in Klang Valley?

1.6 Research Hypothesis
The research hypothesis is shown below:
e There is a significant relationship between job satisfaction and turnover intention

among preschool teachers in Klang Valley.
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1.7 Significance of Study

This study looks at the relationship between preschool teachers’ job satisfaction and
their turnover intention in Klang Valley which may significantly impact on the three
fundamental areas of theory, practice, and policy. By fulfilling the identified research gaps, the
study will offer helpful data that will improve academic literature, have a direct effect on ECE
centers and their staff members as well as guide future government initiatives to stabilize and
professionalize Malaysia’s ECE workforce.

The research will offer ECE administrators and center operators a data-driven insight
into the main factors influencing job satisfaction and, on the other hand, the teaching staff
members intend to leave. Rather than relying on assumptions, the administrators could apply
evidence-based approaches to strengthen key areas shown to influence teacher satisfaction and
retention, such as opportunities for professional growth, supportive leadership, and fair
workload management. Administrators could give priority to providing appropriate training
programs, for instance, if data shows that professional growth is a solid predictor of satisfaction.
This is especially important because better child outcomes and higher program quality are
closely correlated with a consistent teaching workforce (Allen et al., 2015). Eventually, by
using these insights, ECE centers may reduce the high operational and financial expenses of
hiring and training new employees as well as creating a more effective and long-lasting
educational setting (Armstrong & Taylor, 2020).

Additionally, the study enables preschool educators to express their goals and concerns
in the workplace by providing them with a formal forum. The study also can validate their
experiences and emphasize the significance of their professional well-being by determining the
factors that influence their work satisfaction and intention to leave. The results can be utilized
as a tool for teachers to advocate for improved working conditions, equitable pay, and increased

professional recognition in positive conversations with administrators and policymakers (Kong,
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2023). As a result of this procedure, preschool educators may eventually experience a more
encouraging and pleasant working environment which will increase their passion and a sense
of professional identity in the industry (Kwon et al., 2025).

Future academic research on ECE in Malaysia will draw from this study as a basic
resource. The data, methodology, and findings will serve as an essential framework for
comparison studies, especially considering the lack of research in this particular area of study.
Future researchers can use the findings to examine the relationship between job satisfaction
and turnover intention across Malaysian regions, compare public and private preschools or
investigate the impact of other factors like leadership styles or organizational culture (Alias,
2022). As a result, there will be a deeper and holistic understanding of the ECE workforce,

which will strengthen academic discussion on an important national issue (Creswell &

Creswell, 2018).

1.8 Definition of terms

1.8.1 Conceptual Definition

Job satisfaction. According to one conceptual definition, job satisfaction is the positive
or pleasurable emotional state that an employee encounters as a result of their evaluation of
their work and duties at work (Spector, 1997). It represents an emotive response to one’s
employment, including overall feelings about the work as well as particular aspects like
satisfaction with benefits, promotion, supervision, and coworkers. Job satisfaction is an
important measure of an employee’s general well-being and involvement since it is a
psychological state that is impacted by both extrinsic (like working conditions and pay) and
intrinsic (like personal fulfilment from the work itself) factors.

Turnover intention. Turnover intention is an employee’s intentional and conscious

decision to leave their current organization (Mobley, 1977). It is a major attitudinal
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characteristic that directly predicts real turnover and is a more accurate indicator of employee
attrition than the other factors that are related (Wong & Cheng, 2019). This cognitive intention
is an important stage for an employee’s decision to leave an organization and is frequently
brought on by dissatisfaction with several aspects of the job and workplace.

Preschool teachers. Preschool teachers are early childhood educators with professional
qualifications who are in charge of the teaching and holistic development of children, usually
ranging in age from three to six. Their main responsibilities go beyond providing basic care;
they also implement an appropriate curriculum that help children develop their physical, social,
emotional, and cognitive skills in order to get them ready for the move to formal primary

schools (Phang et al., 2021). These educators work in a variety of ECE environments, such as

private and government-subsidized schools.

1.8.2 Operational definition

Job satisfaction. In this study, job satisfaction will be operationally defined as the total
score obtained by preschool teachers on the Job Satisfaction Survey (JSS), developed by
Spector (1997). The JSS is a 36-item questionnaire designed to measure satisfaction with nine
facets of the job: pay, promotion, supervision, fringe benefits, contingent rewards, operating
procedures, coworkers, nature of work, and communication. A higher total score on this
instrument indicates a higher level of job satisfaction among the respondents, whereas a lower
score indicates a lower level of job satisfaction.

Turnover intention. For this study, individual turnover intention was measured using
the Turnover Intention Scale (TIS-6). The instrument, which is a six-item instrument developed
and validated by Gert Roodt in 2004, determines the possibility that an employee may think
about quitting their job eventually. The scale uses a five-point Likert scale which 1 indicates

Never and 5 indicates Always. A higher mean score on this scale will be interpreted as a higher
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intention to leave the current preschool, while a lower mean score will indicate a lower
intention to leave (Bonds, 2017).
Preschool teachers. For the purpose of this research, preschool teachers are

operationally defined as all full-time educators who are currently employed in either private or

government-subsidized preschools and kindergartens within the Klang Valley, Malaysia.

1.9 Conclusion

In summary, this research explores the relationship between job satisfaction and
turnover intention among preschool teachers in Klang Valley. It provides a thorough overview
of the study’s background, highlighting the existing knowledge gap regarding how job
satisfaction affects turnover intention. It outlines the research objectives, questions, and
hypothesis, providing a clear framework for the investigation. Additionally, the chapter
addresses the study’s significance, noting its potential benefits for preschool operators, teachers,
and future researchers. Key conceptual and operational definitions of terms used in the study

are also highlighted.
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Chapter II
Literature Review
2.1 Introduction
This chapter offers a discussion of job satisfaction and turnover intention based on

relevant journal articles. This provides a detailed review of existing research on these topics

and outlines the theoretical and conceptual frameworks discussed in the research study.

2.2 Subtopics
Job Satisfaction

Job satisfaction, which is defined as an employee’s positive or pleasant emotional state
that results from an evaluation of their job and work experiences, is a key and well researched
construct in organizational psychology and human resource management (Spector, 1997). This
complex idea is an outcome of a person’s emotional and cognitive responses to their work,
rather than a single occurrence (Slavkovic et al., 2023). It includes both an overall feeling about
one’s employment and a more detailed assessment of several factors, including satisfaction
with pay, possibilities for promotion, supervision, coworkers, and the nature of the work itself.
Overall job satisfaction is an important effect on an individual’s motivation, output, and loyalty
to the company which makes it a crucial measure of their engagement and well-being
(Mardanov, 2020).

In general, the factors that affect job satisfaction may be divided into two major groups:
extrinsic and intrinsic. According to Abdullah et al. (2023), intrinsic factors are linked with the
content of the job itself which include elements like a sense of accomplishment, recognition
for one’s efforts, a level of responsibility, and chances for personal development and
advancement. These motivators are frequently seen as strong boosters of long-term satisfaction

since they meet higher-level psychological demands (Goetz et al., 2012). Extrinsic factors, on
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the opposite hand, are related to the workplace and include income, job security, working
conditions, and organizational rules (Furnham et al., 2021). While a lack of these extrinsic
elements might lead to dissatisfaction, their presence does not necessarily guarantee a high

level of job satisfaction, since their effect is frequently dependent on individual views and

expectations.

Job Satisfaction among Educators

Job satisfaction in education is differently formed by a combination of general and
professional specific characteristics. A significant intrinsic influence is the strong sense of
purpose and success that comes from encouraging children’s development and having a
concrete, beneficial impact on their lives. According to the research (Narandaran, 2018) on
Malaysian school teachers found that a strong feeling of personal success and strong
relationships with students are key motivators and sources of professional fulfilment. In the
same way, a supportive school culture, interpersonal connections among staff, and a sense of
autonomy in the classroom are frequently mentioned as key factors that affect the teacher’s
work happiness.

Nevertheless, teachers also encounter additional difficulties that might make them less
satisfied, especially those working in the early childhood education (ECE) field. Extrinsic
challenges like lower salaries, fewer chances for advancement, and heavy workloads made
worse by administrative responsibilities are frequently connected to a core issue (Ngadni &
Sammy, 2025). Umi Anugerah Izzati et al. (2024) conducted research on early childhood
educators and determined that a general lack of professional recognition and pay dissatisfaction
were major concerns. In addition, a global study by the OECD (2017) emphasizes that poor

working conditions such as big class sizes and limited resources are significant causes of
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dissatisfaction for ECE teachers who may feel underappreciated and unsupported in their

essential duties.

Turnover Intention

An employee’s conscious and intentional consideration of leaving their present
company is known as turnover intention, and it is a crucial attitudinal component in
organizational behavior (Belete, 2018). It is a key sign of real turnover behavior and an
important turning point in an employee’s choice to leave a company. Making the choice to quit
a job is rarely made on an impulsive basis of the moment; rather, it is the result of a series of
steps that include feeling dissatisfied, considering resigning, and then looking for other work
(Alam & Asim, 2019). Since turnover intention gives an immediate sign of underlying
problems in an organization before they result in expensive staff attrition, it is frequently a

more useful variable to monitor for research purposes than actual turnover.

Turnover Intention among Educators

Turnover intention has received substantial attention in educational research because it
is considered the most immediate predictor of actual turnover and is strongly linked to the
stability and quality of educational institutions. A growing body of evidence highlights that low
job satisfaction, emotional exhaustion, and workplace stressors are key antecedents of teachers’
intentions to leave (Madigan & Kim, 2021a; Li & Yao, 2022; Hu, 2020). Meta-analytic findings
further emphasize that teachers who experience high levels of burnout or feel unsupported by
administrators are significantly more likely to report a desire to exit the profession (Rajendran
et al., 2020). Factors such as heavy workload, limited career advancement opportunities, and
low professional recognition also contribute consistently across studies (Kim & Kao, 2014). In

early childhood education (ECE) settings, preschool teachers face distinctive challenges,
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including work—family conflict, high administrative demands, and emotional strain from
managing young children, which increase their vulnerability to turnover intentions compared
to other teacher groups (Oke et al., 2016; Zhou et al., 2020). These findings collectively show
that turnover intention among educators is shaped by both individual well-being and structural
workplace conditions.

In Malaysia, research also points to similar concerns, but contextual nuances deepen
the problem within the local ECE workforce. For instance, Umi Anugerah Izzati et al. (2024)
found that preschool teachers frequently report dissatisfaction with salaries and professional
recognition, which directly heightens their turnover intentions. Another Malaysian study by
Shah et al. (2024) revealed that excessive workload and limited professional development
opportunities were strong predictors of preschool teachers’ stress and eventual desire to leave.
These findings are consistent with international evidence, but they also underscore the systemic
challenges in Malaysia, such as inadequate policy support and inconsistent standards across
ECE centers. Addressing these challenges is essential, as high turnover not only raises
recruitment and training costs but also disrupts teacher—child relationships, which are critical
for young children’s learning and socio-emotional development. Thus, reducing turnover

intention among educators, particularly in ECE, requires targeted interventions at both

organizational and policy levels to ensure workforce stability and sustainable program quality.

The Association between Job Satisfaction and Turnover Intention

Job satisfaction has long been identified as a significant predictor of turnover intention,
with dissatisfied employees being more likely to consider leaving their jobs. In the education
sector, this relationship has been consistently confirmed across different contexts. Recent
studies highlight that low levels of job satisfaction directly contribute to teachers’ intentions to

leave their current institutions or even the profession (Jogi et al., 2024; Li & Yao, 2022).
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Teachers who perceive their work environments as supportive, rewarding and fulfilling tend to
demonstrate greater commitment and lower attrition rates, while dissatisfaction with pay,
workload and recognition often leads to higher turnover intention (Wang et al., 2024). These
findings underscore that enhancing job satisfaction is not only vital for individual well-being
but also for maintaining institutional stability and ensuring quality teaching.

A growing body of meta-analytic evidence further reinforces this association.
Wartenberg et al. (2023), in their large-scale review, found that job satisfaction and turnover
intention are consistently and negatively correlated across educational settings, with job
satisfaction emerging as one of the strongest predictors of teacher retention. Similarly, Madigan
and Kim (2021b) note that teachers with higher job satisfaction levels experience lower
emotional exhaustion, reducing the likelihood of considering departure from the profession.
Such results align with the Job Demands-Resources (JD-R) model, which posits that
satisfaction derived from adequate resources such as autonomy, recognition and professional
development can buffer the negative effects of high job demands, thereby lowering turnover
intention (Russell et al., 2020).

Moreover, recent international studies provide further insight into this relationship. For
instance, there are longitudinal studies by Zhao et al. (2022) and Xu et al. (2023) on Chinese
preschool teachers demonstrated a significant negative correlation (p < 0.01) between job
satisfaction and turnover intention, emphasizing that teachers with higher satisfaction levels
were more likely to remain committed to their roles. Similarly, a study of early childhood
educators in Indonesia confirmed that compensation satisfaction and organizational
commitment were significant predictors of reduced turnover intention (Hidayah & Tobing,
2018). These findings suggest that both intrinsic motivators such as recognition and meaningful

work and extrinsic factors such as pay and benefits are crucial in shaping satisfaction, which

in turn influences teachers’ decisions about whether to stay or leave.
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In Malaysia, empirical findings also point toward the same conclusion. Rashid et al.
(2025) reported that preschool teachers experiencing higher stress and lower satisfaction with
professional development opportunities demonstrated greater turnover intention. More recently,
Umi Anugerah Izzati et al. (2024) highlighted that lack of recognition and dissatisfaction with
pay are among the most influential factors linking job satisfaction to turnover intention among
Malaysian early childhood educators. These studies suggest that the Malaysian ECE context
faces unique challenges, where structural issues such as low salaries, limited career pathways,
and heavy administrative workloads directly undermine satisfaction and, in turn, increase
turnover risks. Addressing these factors can significantly reduce attrition and help stabilize the
ECE workforce.

Taken together, these studies confirm a strong and negative relationship between job
satisfaction and turnover intention in both international and local settings (Li & Yao, 2022; Lei
et al., 2024; Saad et al., 2022). When teachers’ psychological and professional needs are met,
they are more likely to remain in the profession, while dissatisfaction accelerates their intention
to leave. For the Klang Valley preschool context, where teacher attrition remains a pressing
concern, understanding this relationship provides an important empirical foundation for

developing targeted interventions that enhance satisfaction, reduce turnover, and ultimately

improve the quality of early childhood education.
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2.3 Theoretical Framework

Figure 1

Maslow s Hierarchy of Needs

Esteem
respect, self-esteem, status, recognition, strength, freedom

Physiological needs

air, water, food, shelter, sleep, clothing, reproduction

Maslow's hierarchy of needs

Note. Source from Simply Psychology

https://www.simplypsychology.org/maslow.html

Maslow’s Hierarchy of Needs remains one of the most influential theories in
understanding human motivation, and it has been widely applied in educational and
organizational research to explain employee satisfaction and retention. The model is structured
into five levels which range from basic physiological needs to higher-level self-actualization
(Maslow, 1943). Contemporary research supports the relevance of Maslow’s theory in the
workplace, highlighting that unmet needs at lower levels can hinder satisfaction and increase
turnover intentions (Jerome, 2013; Nurjanah & Suherman, 2022).

At the most fundamental level, physiological needs refer to basic survival requirements
such as food, shelter, and rest. In an employment context, this may translate into adequate
wages and fair compensation that allow teachers to meet their daily living needs (Raza et al.,
2015; Adeoye, 2021). Next, safety needs encompass job security, stable employment, and safe
working conditions. For preschool teachers, these include manageable workloads, supportive
policies, and assurance of contract continuity (Durmus, 2024). The third level, love and

belonging needs, involves interpersonal relationships and a sense of community. Within ECE
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settings, positive relationships with colleagues, supportive supervisors, and collaborative
teamwork play a central role in fulfilling these social needs (Jerome, 2013).

Moving up, esteem needs are related to recognition, respect, and professional value.
Teachers often derive esteem from being recognized for their contributions, opportunities for
career advancement, and acknowledgment of their professional expertise (Heerden & Naicker,
2025). Finally, at the top of the hierarchy, self-actualization needs to relate to achieving one’s
full potential and experiencing personal growth. For ECE teachers, this includes opportunities
for professional development, autonomy in curriculum delivery, and the ability to make a

meaningful impact on children’s lives (Dyment et al., 2013). Fulfillment at this level fosters

intrinsic motivation and long-term commitment to the teaching profession.

Application of Maslow'’s Hierarchy of Needs to the Current Study

Maslow’s Hierarchy of Needs offers a comprehensive framework for analyzing how
preschool teachers’ satisfaction with their work influences their intention to remain or leave the
profession. At the physiological level, fair wages and adequate working conditions are essential.
In the Klang Valley, where the cost of living is comparatively high, low salaries and limited
salary progression directly undermine teachers’ ability to meet their basic needs, which in turn
fuels dissatisfaction and a stronger intention to quit (Garcia & Weiss, 2019; Atika et al., 2025).
Safety needs also hold significant importance as teachers who feel secure in their jobs and
supported with manageable workloads are more likely to report higher satisfaction, whereas
job insecurity and excessive administrative demands heighten stress and turnover risks
(Toropova et al., 2020; Imaroh & Sudiro, 2023). This reflects Maslow’s argument that unmet
lower-order needs create barriers to higher-level fulfillment and are strongly tied to turnover-

related decisions.
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Moving beyond basic needs, Maslow highlights the central role of belongingness and
esteem in shaping individuals’ motivation. For preschool teachers, collegial support, positive
relationships with supervisors and collaborative teamwork foster a sense of belonging that
strengthens job satisfaction and reduces attrition risk (Idowu & Ndidiamaka, 2018; Umi
Anugerah Izzati et al., 2024). Conversely, strained professional relationships or limited
recognition of teachers’ contributions can erode morale and increase turnover intention. Esteem
needs, such as professional respect, recognition of effort and clear career progression are also
critical. When educators feel undervalued or perceive limited opportunities for growth,
dissatisfaction rises, making them more likely to consider leaving the profession (Ostad et al.,
2019; Toropova et al., 2020).

At the highest level, self-actualization represents opportunities for personal growth and
fulfillment. In the preschool context, this translates into meaningful professional development,
autonomy in teaching and the chance to make a lasting impact on children’s learning. Teachers
who perceive that their work supports their personal and professional aspirations are more
likely to remain satisfied and committed to their roles, thereby lowering turnover intention (Xia
et al., 2022; Yeon & Park, 2023). Thus, applying Maslow’s framework allows this study to
conceptualize job satisfaction as a multi-dimensional construct where deficits at any level of
need can weaken motivation and strengthen the intention to leave. By linking these hierarchical

needs to job satisfaction and turnover intention, the framework provides an essential theoretical

foundation for understanding preschool teachers’ experiences in Klang Valley.
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2.4 Conceptual Framework
Figure 2

Conceptual Framework of the Study

Variable 1 Variable 2

4 ™ 4 N

Job Turnover

Satisfaction Intention

. vy \ J/

The conceptual model for this study posits that job satisfaction is directly associated
with turnover intention, such that higher job satisfaction corresponds to lower intention to leave,
and vice versa. This relationship has been empirically validated in recent longitudinal and
cross-sectional studies. For example, a recent longitudinal study of early childhood teachers
found a reciprocal relationship between job satisfaction, school climate and turnover intention,
indicating that not only does satisfaction help reduce turnover intention, but turnover intention
can also subsequently erode job satisfaction over time (Lei et al., 2024). Moreover, in rural
kindergarten teachers, organizational trust was shown to reduce turnover intention via
enhanced job satisfaction and teaching efficacy (Zhao et al., 2022). Drawing on these studies,
the present research frames job satisfaction as a variable influencing turnover intention among
preschool teachers in Klang Valley. The conceptual framework thus guides the hypothesis

formation where job satisfaction is negatively associated with turnover intention.



21
JOB SATISFACTION AND TURNOVER INTENTION AMONG PRESCHOOL
TEACHERS IN KLANG VALLEY
2.5 Conclusion
In this chapter, a detailed literature review was conducted, focusing on relevant journal
articles related to job satisfaction and turnover intention. This review provided a thorough
examination of existing research in this area. The chapter also outlined the theoretical and

conceptual frameworks used in the study and discussed how these frameworks were applied to

the current research.
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Chapter 111
Research Methodology

3.1 Introduction

This chapter provides an overview of the informative methods to conducting the current
study as a methodology. In this chapter, the researchers will focus on research methods,
sampling, and respondents. Furthermore, the researcher will explain the tools to collect data

which is a research instrument. Besides that, this chapter also included data analysis and

research procedures.

3.2 Research Design

This study adopts a quantitative research design to examine the relationship between
preschool teachers’ job satisfaction and their turnover intention within the Klang Valley area.
Quantitative research is suitable for this study because it emphasizes systematic data collection
and statistical analysis, which enables a precise and objective examination of relationships
between variables (Creswell & Creswell, 2018). The main purpose of this design is to measure
teachers’ attitudes and perceptions and generalize the results from the selected sample to a
wider population of preschool teachers in Malaysia.

More specifically, a correlational research design is employed, which is a non-
experimental method that investigates the association between two or more variables without
manipulation or control by the researcher (Putri et al., 2025). This design is appropriate because
it allows the study to explore whether job satisfaction significantly predicts turnover intention,
as well as the strength and direction of this relationship (Curtis et al., 2016). Correlational
designs are especially relevant in organizational and educational research as they provide

insights into psychological and behavioral phenomena in real-world professional contexts
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where experimental manipulation would be impractical or unethical (Schoonenboom &
Johnson, 2017).

There are several key reasons for the application of correlational research design in this
study. First of all, it provides the opportunity to study the natural relationship between job
satisfaction and turnover intention among preschool teachers without altering their working
environment. This non-invasive method is suited for researching complex psychological
concepts in the context of their daily duties (Guthrie, 2023). Furthermore, this design allows
the researcher to employ a cross-sectional approach, in which the information from a sample
of preschool educators would be collected all at once. This is an effective and efficient way to
give a brief summary of the variables’ current relationship (Etikan & Bala, 2017).

Finally, the use of correlational design allows for the application of Pearson’s
correlation coefficient, which produces measurable outcomes such as the correlation
coefficient (r-value) and the level of statistical significance (p-value). These statistical
indicators provide a robust basis for determining the presence, strength, and direction of the
relationship between job satisfaction and turnover intention (Pallant, 2020). By applying this
design, the study not only tests the hypotheses but also generates evidence-based insights that
can guide policymakers and preschool administrators in addressing workforce challenges in
Malaysia’s early childhood education sector. In this way, correlational research design serves

as an effective tool for linking theoretical constructions to practical implications in the context

of teacher retention.

3.3 Sampling & Respondents
Sampling is the process of selecting a subset of individuals from a larger population in
order to make inferences about the entire group (Creswell & Creswell, 2018). In research,

different sampling methods are generally classified into two categories: probability sampling,
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where every individual in the population has an equal chance of being selected, and non-
probability sampling, where the selection is based on specific criteria or researcher judgment
(Etikan & Bala, 2017). Probability sampling is often used for studies aiming at broad
generalization, while non-probability sampling is more suitable for exploratory and applied
research where the focus is on particular groups with relevant characteristics (Daniel, 2012).
For this study, a non-probability purposive sampling method was chosen, as it allows the
researcher to deliberately select respondents who meet specific inclusion criteria directly
related to the research question.

The target population of this study consists of full-time preschool teachers employed in
registered preschools across Malaysia’s Klang Valley area. This group was chosen because
preschool educators possess firsthand experience of the factors being investigated—job
satisfaction and turnover intention—making them the most suitable respondents. The Klang
Valley was selected as the study location because it represents Malaysia’s primary urban and
economic hub and hosts a high density of preschools and professional educators (Tey & Lai,
2022). Its accessibility and diversity provide a rich pool of potential participants which ensure
both feasibility and relevance for exploring the dynamics of the ECE workforce.

Within this target population, purposive sampling was applied to ensure that
respondents met key inclusion criteria: they must be full-time preschool teachers with at least
one year of teaching experience in their current preschool. This criterion was established to
ensure that participants had sufficient exposure to the work environment to form informed
opinions about their levels of job satisfaction and their potential turnover intentions. Purposive
sampling is particularly effective in ECE-related research, as it allows for context-specific

insights into a clearly defined professional group, even though it does not guarantee statistical

generalization to the entire population (Etikan et al., 2016; Johari & Yunus, 2019).
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For this study, the minimum sample size is set at 60 preschool teachers. This number is
supported by previous methodological guidance which suggests that sample sizes of 50—100
respondents are generally sufficient to detect significant associations in correlational analyses
when investigating relationships between psychological and workplace factors (Liu et al., 2023;
Hair et al., 2019). Such a sample size balances practical feasibility with statistical rigor and
ensures that the study achieves adequate statistical power while remaining manageable within
the scope of research. This approach increases the reliability of findings and enhances the

contribution of the study toward understanding job satisfaction and turnover intention among

preschool teachers in Malaysia’s Klang Valley.

3.4 Research Instruments

In this study, a self-administered questionnaire was created as the main tool for
gathering data by adopting a quantitative research approach. The effectiveness of this approach
in obtaining standardized data from a large number of participants which is a crucial component
of a correlational study and led to its implementation (Creswell & Creswell, 2018). The
questionnaire was divided into three different parts which are Section A, Section B, and Section
C to ensure that the information flowed clearly and methodically. The questionnaire was
distributed using Google Forms, an online platform that improved accessibility and shortened
the data collection process, in order to make it easier to collect data from preschool educators
within Klang Valley.

The questionnaire section A was created to record the respondents’ demographic
information. The aim of this section was to gather relevant information that may serve as a
basis for describing the sample. This section includes the following demographic variables: age,
gender, race, years of teaching experience in the ECE industry, highest level of education,

working days per week, working hours per day and personal income. This information is
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essential for a thorough comprehension of the sample’s characteristics and provides the basis
for descriptive analysis before hypothesis testing.

The Job Satisfaction Survey (JSS) created by Paul E. Spector (1985), was used in
Section B of the questionnaire to assess the variable of job satisfaction. The JSS with 36 items
in total and 4 items per subscale is a reliable and popular tool for measuring employee
satisfaction with the following nine important subscales of a job: pay (items 1, 10, 19, 28),
promotion (items 2, 11, 20, 33), supervision (items 3, 12, 21, 30), fringe benefits (items 4, 13,
22, 29), contingent rewards (items 5, 14, 23, 32), operating procedures (items 6, 15, 24, 31),
coworkers (items 7, 16, 25, 34), nature of work (items 8, 17, 27, 35), and communication (items
9, 18, 26, 36). The Job Satisfaction Survey (JSS) employs a 6-point Likert scale which allows
the respondents to express their level of agreement with each statement. The scale ranges from
1 to 6 with 1=Disagree very much, 2= Disagree moderately, 3= Disagree slightly, 4= Agree
slightly, 5= Agree moderately, and 6= Agree very much. There are 19 items in the JSS that are
reverse scored including items 2, 4, 6, 8, 10, 12, 14, 16, 18, 19, 21, 23, 24, 26, 29, 31, 32, 34,
36. The method to calculate the total job satisfaction score is to sum the scores for all items.
The total score can range from 36 to 216. In this research instrument, a general scoring
interpretation was used where lower scores refer to lower job satisfaction and higher scores
refer to higher job satisfaction. The overall Cronbach’s alpha for the JSS reaching 0.91 (Tsounis
& Sarafis, 2018). The implementation of this established scale with its known reliability and
validity, ensures the psychological validity of the data which providing a meaningful measure
of work satisfaction within the Malaysian ECE environment (Voon et al., 2011).

Section C of the questionnaire was created to assess the variable of turnover intention.
This section used the Turnover Intention Scale (TIS-6) which is a six-item instrument that was

created and validated by Gert Roodt in 2004. TIS-6 is a well-known measure that evaluates an

employee’s cognitive intent to quit their organization and is a strong predictor of actual turnover
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behaviors. The participants were asked to rate how much they agreed with statements about
their decision to look for a new job or leave their current position on a 5-point Likert scale
ranging from 1= never to 5= always, from 1= totally dissatisfying to 5= very satisfying, from
1= highly unlikely to 5= highly likely. The higher scores represent a higher intention to leave
the job while the lower scores represent a lower intention to leave the job. For example, the
median value for the scale is 18. A total score of less than 18 shows an intention to stay, while
a total score of more than 18 shows an intention to leave. Furthermore, the Cronbach’s alpha
of the Turnover Intention Scale (TIS-6) is 0.91 which suggests good internal consistency and
reliability (Bothma & Roodt, 2013). The use of TIS-6 as a research instrument promotes the

study’s credibility in science by offering a standardized and solid approach for assessing an

important attitudinal variable.

3.5 Data Analysis Methods

This study used both descriptive and inferential analysis methods to systematically
analyze the data collected. Initially, descriptive analysis was used to describe the basic
characteristics of the data, such as respondent demographics and key variables. This is an
essential initial step before doing more complicated statistical tests (Sarmento & Costa, 2017).
This included computing the variables’ scores for measures of central tendency, such as the
mean, and measures of dispersion, such as the standard deviation. Frequency distributions were
also utilized to show the demographic attributes of the preschool teachers such as age, gender,
education level, years of experience, working hours, and personal income. This descriptive
method offers an overview of the sample’s characteristics by presenting the data set in an
orderly and understandable manner.

Inferential analysis was conducted after the descriptive analysis to assess the study’s

hypotheses and draw conclusions about the overall preschool educator population. The Pearson
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correlation coefficient was the main inferential method used. The strength and direction of the
linear relationship between the continuous variables of job satisfaction and turnover intention
were evaluated using the Pearson correlation coefficient, indicated by the symbol r (Pallant,
2020). The value of r ranges from —1 to +1, where a perfect positive relationship is represented
by a value of +1, a perfect negative relationship by a value of -1, and no linear relationship by
a value of 0. The magnitude of the r value was used to interpret the relationship’s strength.

In addition, the correlation coefficients’ statistical significance was assessed by
computing the p-value, or probability value. According to Akoglu (2018), to be considered
statistically significant, a p-value of less than equal 0.05 (p<0.05) was determined, meaning
that the relationship seen is unlikely to have happened by accident. On the other hand, the
relationship is not statistically significant if the p-value is 0.05 or above (p>0.05). Both p-

values and correlation coefficients were used to provide a thorough evaluation of the

relationship between the study’s variables which offer a strong basis for conclusion.

3.6 Research Procedures

The research was conducted using a methodical and multi-stage process which started
with the identification of a specific research topic and the development of the study’s goals,
questions, and hypotheses based on a thorough evaluation of the body of existing literature.
After the conceptual stage, the method of quantitative research was chosen by using a
structured questionnaire as the main tool for data collection. The questionnaire was distributed
to respondents via a Google Form link. After distributing the questionnaire to the targeted
preschool teacher population, the data was collected and systematically recorded then imported
into the jamovi. In order to examine the developed hypotheses and clarify the research
questions, the data analysis phase included both descriptive statistics to provide an overview

of the sample’s characteristics and inferential statistics, such regression analysis and correlation.
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The study’s conclusions, suggestions and eventual preparation of this final report were all based

on the interpretation of these statistical results.

Figure 3

Flow Chart of Research Procedures

Identify Research Topic,
Develop Research : s .
Objective, Question & . Literature Review . Data Collection
Hypothesis

Data Analysis:

Interpretation of Findings - Descriptive: Seatistics Import Data into jamovi

- Inferential Statistics

(Correlation)

Conclusion,
Recommendation & Final
Report Writing




30

JOB SATISFACTION AND TURNOVER INTENTION AMONG PRESCHOOL

TEACHERS IN KLANG VALLEY
Figure 4

Flow Chart of Data Collection
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3.7 Conclusion
In short, this chapter showed an overview of the research design and sampling methods,
detailing how respondents were selected from the larger population. It also described the
research instruments used for data collection and the techniques employed for data analysis,

including the processes for analyzing and interpreting the gathered information. Furthermore,

it offered a clear summary of the research procedures followed.



32
JOB SATISFACTION AND TURNOVER INTENTION AMONG PRESCHOOL
TEACHERS IN KLANG VALLEY
Chapter IV
Findings and Analysis

4.1 Introduction

In Chapter 4, it shows both descriptive and inferential statistics and summary of the
research findings. The results align with the study’s objective which investigated overall job

satisfaction among preschool teachers and turnover intention. Besides that, jamovi was utilized

for data analysis.

4.2 Descriptive Statistics and Analysis
The demographic information of 82 respondents includes their gender, age, race, level
of education, year of teaching experience, working days per week, working hours per day and

personal income.

Table 1

Respondents’ Gender

Frequency (N) Percentage (%)
Male 8 9.8
Female 74 90.2
Total 82 100

Table 1 shows the gender distribution of respondents. Out of 82 preschool teachers, 74
(90.2%) were female, while only 8 (9.8%) were male. This indicates that the majority of the

teaching workforce in this study is dominated by females.
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Table 2

Respondents’ Age

Frequency (N) Percentage (%)
<20 years old 2 24
21 - 30 years old 54 65.9
31 - 40 years old 20 24.4
41 - 50 years old - -
> 50 years old 6 7.3
Total 82 100

Table 2 presents the age distribution of respondents. The largest group was aged 21-30
years, with 54 respondents (65.9%). This was followed by 20 respondents (24.4%) aged 31—
40 years. A smaller number of respondents were below 20 years old (2 respondents, 2.4%) and

above 50 years old (6 respondents, 7.3%). No respondents were in the 41-50 age group.
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Table 3

Respondents’ Race

Frequency (N) Percentage (%)
Malay 5 6.1
Chinese 73 89
Indian 3 3.7
Iban 1 1.2
Total 82 100

Table 3 displays the racial background of respondents. The majority were Chinese, with
73 respondents (89%). This was followed by Malay (5 respondents, 6.1%), Indian (3

respondents, 3.7%), and Iban (1 respondent, 1.2%).
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Table 4

Respondents’ Educational Level

Frequency (N) Percentage (%)
Secondary education (SPM) 4 4.9
Post-secondary education or pre-university
(STPM/Matriculation certificate/University - -
Foundation)

Diploma 12 14.6

Bachelor’s degree 60 73.2

Master’s degree / PhD 6 7.3

Total 82 100

Table 4 shows the educational level of respondents. Most held a bachelor’s degree (60
respondents, 73.2%), while 12 respondents (14.6%) had a Diploma and 6 respondents (7.3%)
had a master’s degree or PhD. A small number completed only secondary education (4

respondents, 4.9%), while none reported post-secondary or pre-university education.
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Table 5

Respondents’ Years of Teaching Experience in ECE Industry

Frequency (N) Percentage (%)

<1 year 12 14.6

1 -5 years 48 58.5
6 -10 years 12 14.6
11 - 15 years 8 9.8
16 - 20 years 2 2.4

> 20 years - -

Total 82 100

Table 5 illustrates the years of teaching experience in the ECE industry. The majority
had 1-5 years of experience (48 respondents, 58.5%). This was followed by those with less
than 1 year (12 respondents, 14.6%) and 6—10 years (12 respondents, 14.6%). Smaller groups
had 11-15 years (8 respondents, 9.8%) and 16-20 years (2 respondents, 2.4%) of experience.

No respondents reported more than 20 years of teaching experience.



JOB SATISFACTION AND TURNOVER INTENTION AMONG PRESCHOOL
TEACHERS IN KLANG VALLEY
Table 6

Respondents’ Working Days Per Week

37

Frequency (N) Percentage (%)
<5 days 8 9.8
5 days 70 85.4
> 5 days 4 4.9
Total 82 100

Table 6 shows the number of working days per week. Most respondents worked 5 days

(70 respondents, 85.4%), while 8 respondents (9.8%) worked less than 5 days, and 4

respondents (4.9%) worked more than 5 days.
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Table 7

Respondents’ Working Hours Per Day

Frequency (N) Percentage (%)

< 6 hours 10 12.2
6 hours 6 7.3
7 hours 8 9.8

8 hours 26 31.7
9 hours 16 19.5
> 9 hours 16 19.5
Total 82 100

Table 7 presents the respondents’ daily working hours. The highest proportion worked
8 hours per day (26 respondents, 31.7%). This was followed by 16 respondents (19.5%) each
for 9 hours and more than 9 hours. Meanwhile, 10 respondents (12.2%) worked less than 6

hours, 6 respondents (7.3%) worked 6 hours, and 8 respondents (9.8%) worked 7 hours.
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Table 8

Respondents’ Personal Income

39

Frequency (N) Percentage (%)

<1500 6 7.3
1501 - 2500 32 39

2501 - 3500 30 36.6

3501 - 4500 12 14.6
4501 - 5500 - -
> 5500 2 2.4

Total 82 100

Table 8 displays the respondents’ personal income. The largest group earned between

RM1501-RM2500 (32 respondents, 39%), followed by RM2501-RM3500 (30 respondents,

36.6%). A smaller proportion earned RM3501-RM4500 (12 respondents, 14.6%) and <

RM1500 (6 respondents, 7.3%). Only 2 respondents (2.4%) reported earning = RMS5500,

while none earned between RM4501-RM5500.
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Table 9

Descriptive Statistics of Total JSS and Total TIS

Mean (M) Standard Deviation (SD)
Total JSS 130.2 20.62
Total TIS 20.3 3.06

Table 9 presents the mean (M) scores and standard deviations (SD) for total job
satisfaction and total turnover intention. The sample size for the study is N=82. The mean score
for Job Satisfaction Scale (JSS) was M=130.2 with a standard deviation of SD=20.62, while
the mean score for Turnover Intention Scale (TIS) was M=20.3 with a standard deviation of

SD=3.06.
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Table 10

Descriptive Statistics of Turnover Intention Scale (TIS)

Frequency (N) Percentage (%)
Below 18 12 14.6
Above 18 70 85.4
Total 82 100

41

Table 10 shows the distribution of turnover intention scores. The majority (70

respondents, 85.4%) scored above 18, indicating higher turnover intention, while only 12

respondents (14.6%) scored below 18.
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4.3 Inferential Statistics and Analysis
The responses from 82 preschool teachers in the Klang Valley area were analyzed using

the Pearson correlation coefficient to test the research’s hypothesis.

Table 11

Correlation between Job Satisfaction and Turnover Intention

N r p
Total JSS 82
Total TIS 82 -0.714%** <.001

The correlation analysis as shown in Table 11 was conducted to examine the
relationship between job satisfaction and turnover intention among preschool teachers. Results
show a significant negative correlation between the Job Satisfaction Scale (JSS) and the
Turnover Intention Scale (TIS), with r = -0.714, p < .001, and N = 82. This indicates that as

job satisfaction increases, turnover intention decreases among the respondents.
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4.4 Summary

Table 12

Summary of Findings

Hypothesis Assumption Result Decision

There is a significant relationship between job
satisfaction and turnover intention among r=-0.714, N=82,p=<.001 Accepted

preschool teachers in Klang Valley

The hypothesis stated that there is a significant relationship between job satisfaction
and turnover intention among preschool teachers in Klang Valley. Based on the findings, this
assumption was supported. The results revealed a strong and significant negative relationship
between the two variables (r = —0.714, p < .001). Therefore, the hypothesis was accepted,

confirming that higher job satisfaction is linked to lower turnover intention.

4.5 Conclusion

In this chapter, it presents the findings showing both descriptive and inferential
statistical analyses in table format for clarity and organization. The descriptive analysis
summarizes the respondents’ demographic information, while the inferential analysis examines

the correlation between variables.
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Chapter V
Discussion and Conclusion
5.1 Introduction
This chapter reviews the descriptive and inferential analysis covered in the previous

chapter. It also addresses the limitations of the research and suggests recommendations for

future studies, providing insights into potential areas for further exploration.

5.2 Discussion
Descriptive Analysis & Discussion

The findings of this study reveal that low salary and limited salary growth are among
the strongest contributors to job dissatisfaction and turnover intention among preschool
teachers in Klang Valley. With most of the respondents earning between RM1,501 and
RM3,500, financial strain becomes particularly acute given that the cost of living in Klang
Valley has risen by about 6.7 % between 2022 and 2024 which making it Malaysia’s most
expensive region (Ang, 2024). For example, a single person using public transportation in the
Klang Valley is estimated to require at least RM 1,930 per month to cover basic expenses such
as housing, food, utilities, while those owning cars may need upwards of RM2,600 (Lim, 2023).
Given these high basic living costs, younger teachers who are aged 21 to 30 years old in this
study make up the majority of respondents are under increased pressure where they may have
fewer savings, larger proportions of their income eaten up by rent and transportation, and fewer
opportunities for salary negotiation or growth. This demographic vulnerability compounds the
effects of low pay which aligns with Maslow’s Hierarchy of Needs, where unmet physiological
and safety needs such as financial security hinder the movement toward belonging, esteem, and
self-actualization (Maslow, 1943). When the wages do not keep pace with inflation and

increasing living expenses, dissatisfaction escalates, leading to stronger turnover intention.
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Similar studies confirm that inadequate compensation and cost-of-living mismatches are
central drivers of attrition, particularly among early childhood educators (McDonald et al.,
2018; Liu et al., 2023; Ngadni & Singh, 2024). Therefore, addressing salary levels and growth
trajectories is essential not only to fulfill basic needs but also to support the long-term retention
of younger preschool teachers in Klang Valley.

The results further demonstrate that long working hours and heavy workloads
significantly intensify emotional exhaustion which erodes job satisfaction and strengthen
turnover intentions among preschool teachers (Farewell et al., 2021). In this study, the majority
of respondents worked 8 hours per day (31.7%), followed by those working 9 hours or more
than 9 hours per day (39.0%)., with many stating that this includes additional workload beyond
formal teaching hours, such as administrative tasks and lesson planning during off-school hours
(Sandmeier et al., 2022). Such extended hours often bring pressure, as teachers must manage
classroom duties, paperwork, parent communication, and school-based obligations that extend
past instructional time (Harper et al., 2025). The combination of high workload and overlapping
responsibilities contributes to fatigue, feelings of unfairness, and diminished well-being (Grant
et al., 2019). This situation reflects Maslow’s Hierarchy of Needs where once the basic
physiological need for rest and adequate recovery is unmet, and safety in terms of fair treatment
and predictable work hours is compromised, it becomes difficult for teachers to meet higher-
order needs such as belonging, esteem, and self-actualization (Maslow, 1943; Anand et al.,
2023). There are empirical evidence supports these dynamics, for example, the Malaysia
qualitative study by Ngadni and Sammy (2025) identifies long working hours and staff-child
ratios as sources of extrinsic stress among preschool teachers which lead to lowered satisfaction.
Similarly, the case study by Roseli and Isa (2023) shows that extended classroom hours and

non-teaching duties exacerbate stress and increase turnover intention. These findings in line

with international research on workload and hours suggest that for preschool teachers,
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especially younger or less experienced ones, the burden of long hours is particularly
detrimental. Thus, addressing workload balance, clarifying job duties and improving the work
environment are crucial steps in enhancing job satisfaction and reducing turnover intention in
the ECE sector.

Another notable finding of this study is that a majority of respondents (58.5%) reported
having only one to five years of teaching experience. Early childhood education teachers are
particularly vulnerable because they often have yet to solidify a strong professional identity,
accumulate effective coping strategies for stressors such as heavy workload and child-
management demands or benefit from substantial rewards for their effort (Lipscomb et al.,
2021). From Maslow’s standpoint, at this stage teachers’ belonging and esteem needs are
especially salient where they require relational support, recognition and opportunities for
growth to feel valued and competent (Fu et al., 2020). When new teachers do not receive
mentorship, regular feedback or chances for self-development such as training, promotions, or
responsibilities matching their skills, they may experience dissatisfaction more acutely,
heightening their intention to leave (Ingersoll & Strong, 2011; Wator et al., 2025). Li and Yao
(2022) found that younger teachers with lower intrinsic motivation and fewer professional
growth opportunities are significantly more likely to exhibit greater turnover intention
compared to their more experienced counterparts. Similarly, according to Bryant et al. (2023),
we can determine that having more years of education or professional credentials did not buffer
turnover intention as expected when support such as mentoring, recognition or opportunities
for self-improvement were weak (Sun et al., 2022; Markowitz et al., 2024). Thus, in the Klang
Valley context, attention to programs offering structured mentoring, recognition of

achievements, and clear promotion or self-development pathways may be especially effective

in reducing turnover intention among less experienced preschool teachers.
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Inferential Analysis & Discussion

Finally, the inferential analysis showed a strong negative correlation between job
satisfaction and turnover intention (r = —0.714, p < .001), thereby supporting the hypothesis
that higher levels of job satisfaction among preschool teachers are reliably associated with
lower intentions to leave their positions. This result aligns with longitudinal evidence such as
Lei et al. (2024), which showed that declines in job satisfaction over time predict subsequent
increases in turnover intention even after accounting for external stressors and changes in
school climate. Likewise, in a study of preschool teachers in China, Zhang et al. (2024) found
that hindrance stressors had a significant positive association with turnover intention, mediated
by decreases in work engagement which affirming that the negative pathway between
satisfaction and intention is robust in ECE settings. That is, when teachers perceive constraints
such as excessive demands or limited institutional support, their commitment is diminished and
their desire to leave rises.

The strength of the observed relationship suggests that when preschool teachers feel
valued, supported in their roles, and satisfied with key aspects of their job such as compensation,
recognition, supervision, autonomy and workload, they are more likely to remain committed to
their teaching (Skaalvik & Skaalvik, 2011; Collie, 2024). In contrast, when unmet needs
accumulate whether in the form of dissatisfaction with pay, lack of advancement, absence of
promotion paths, insufficient feedback or perceptions of unfairness, the teachers’ morale
declines which can gradually erode motivation, self-esteem and ultimately increase turnover
risk (Zhang et al., 2024; Liu et al., 2023). In essence, teachers may gradually shift from being
satisfied and engaged to feeling undervalued and depleted. From the perspective of Maslow’s

Hierarchy of Needs, this finding underline that satisfying both the lower level of needs such as

physiological and safety stability and the higher level of needs such as love and belonging,
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esteem, and opportunities for self-actualization is essential, while deficits in any of these levels
can weaken the commitment and elevate the desire to exit (Maslow, 1943).

For the Klang Valley preschool context, the strong negative relationship between the
two variables highlights that satisfaction is not only a predictor but also a protective factor
against teacher attrition. When educators feel that their compensation, recognition, professional
development and workload management are aligned with their expectations, they are more
motivated to remain in the profession. Conversely, dissatisfaction undermines teachers’
psychological well-being, increases stress and accelerates burnout which directly heightens the
likelihood of leaving (Collie, 2024; Liu et al., 2023). The strength of this relationship can also
be explained by the emotional investment inherent in early childhood education. The teachers
who feel unsupported may not only lose professional commitment but also experience
diminished personal fulfillment, intensifying their desire to exit (Zhang et al., 2024). From
Maslow’s perspective, unmet needs at both lower and higher levels can create cumulative
dissatisfaction which compounds turnover risks. Therefore, improving job satisfaction is not a

peripheral concern but a core strategy for stabilizing the ECE workforce, reducing turnover

and safeguarding the quality of preschool education in Klang Valley.

5.3 Implication

The findings of this study carry significant implications for practice, policy and
academic research in early childhood education (ECE). At the practical level, the results
confirm that job satisfaction is a crucial determinant of teacher retention. A large proportion of
respondents (75.6%) reported earning between RM1,501 and RM3,500 per month which is
relatively low given the high living costs in Klang Valley. Additionally, almost 39% of teachers
worked more than eight hours per day, with 19.5% working nine hours and another 19.5%

exceeding nine hours daily. These conditions coupled with limited recognition opportunities,
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intensify dissatisfaction and turnover intention. The Turnover Intention Scale (TIS-6) mean
score of 20.3 which is above the threshold of 18, further indicates that many preschool teachers
intend to leave their positions. These results underscore the urgency for preschools to adopt
equitable compensation structures, redistribute workload and implement recognition
mechanisms to sustain teacher motivation and commitment (Bryant et al., 2023; Vicente et al.,
2024; Sergi et al., 2025). Research consistently shows that supportive work environments
marked by fair pay, manageable duties and collegial support can reduce attrition and strengthen
workforce stability (Lipscomb et al., 2021; Harper et al., 2025). If left unaddressed, persistent
dissatisfaction may not only destabilize staffing but also disrupt teaching continuity which
undermines the central goals of ECE in Klang Valley.

At the policy level, the study highlights systemic shortcomings in workforce support
for Malaysian preschool teachers. Over half of respondents (58.5%) had only one to five years
of experience, and this concentration of relatively inexperienced teachers reflects a workforce
vulnerable to dissatisfaction and attrition. The lack of standardized professional development
pathways, limited career progression and absence of structured mentoring contribute to high
turnover risks. Policymakers should therefore introduce national frameworks that establish
minimum salary standards, mandate continuous professional development and embed
mentorship systems for early career teachers (Hur et al., 2022; Sharim et al., 2023; Chua, 2024).
International evidence demonstrates that governments which invest in teacher retention
policies achieve greater workforce stability and improved educational quality (OECD, 2024;
Jiang et al., 2025). In Klang Valley specifically, where most of the teachers are young who are
aged between 21 and 30 years old (65.9%) and concentrated in mid-to-low income brackets,

the consequences of inadequate systemic support are magnified. Policies that improve working

conditions and provide growth opportunities would therefore not only reduce turnover but also
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elevate the quality and equity of Malaysia’s ECE sector (Cheng et al., 2023; Shahidin &
Mustafa, 2024).

At the academic level, this study addresses a critical gap in the Malaysian literature on
the relationship between job satisfaction and turnover intention among preschool teachers.
While existing research has examined similar dynamics in primary, secondary, and higher
education settings, however the unique demands of ECE such as play-based curriculum
delivery, extensive non-teaching responsibilities and parent-teacher engagement remain
underexplored (Syazreena et al., 2024). By empirically confirming a strong and statistically
significant negative correlation between job satisfaction and turnover intention (r = —0.714, p
<.001), this study provides robust evidence that dissatisfaction strongly predicts preschool
teacher attrition in Klang Valley. Furthermore, the descriptive findings that nearly 59% of
teachers are early in their careers and that many report long working hours reinforce the
urgency of further investigation. Future research should expand sample sizes, employ
probability-based sampling and adopt mixed-method designs to capture both quantitative
relationships and qualitative insights into teachers lived experiences (Tan & Jamil, 2024). Such
advancements would enrich theoretical understanding and generate more comprehensive
evidence to guide interventions in practice and policy.

In conclusion, the implications of this study demonstrate that improving job satisfaction
is essential to addressing turnover among preschool teachers in Klang Valley. Coordinated
actions across practice, policy, and research are needed to stabilize the workforce, safeguard

educational quality and ensure consistent and enriching learning environments for children

(Heilala et al., 2023; Wartenberg et al., 2023).



JOB SATISFACTION AND TURNOVER INTENTION AMONG PRESCHOOL 7
TEACHERS IN KLANG VALLEY
5.4 Limitation

This study is subject to several limitations that should be acknowledged when
interpreting the findings. First, the use of a purposive sampling method places certain
constraints on the generalizability of results. Since the participants were deliberately chosen
based on predetermined criteria—specifically, full-time preschool teachers working in Klang
Valley—the findings may not be representative of preschool teachers in other states or rural
areas of Malaysia, where working conditions, cultural settings, and institutional support may
differ significantly (Andrade, 2021; Borodovsky, 2022). Consequently, while the study
provides valuable insights into the urban ECE workforce, the results must be interpreted with
caution in terms of their broader applicability across diverse contexts. Furthermore, purposive
sampling introduces the risk of selection bias, as the chosen sample may not capture the full
spectrum of demographic and professional diversity among preschool teachers. This could
potentially skew results by overemphasizing the experiences of certain subgroups, while
underrepresenting others (Kekkonen et al., 2015).

Another limitation lies in the online mode of data collection used in this study.
Collecting responses via online surveys introduces potential response bias, as some preschool
teachers may have been reluctant to participate due to concerns about data security, fraud, or
the legitimacy of the survey platform (Andrade, 2020). Such hesitation could result in the
exclusion of individuals who may hold different perspectives, thereby reducing the
representativeness of the sample (Lavidas et al., 2022; Reisig et al., 2009). In addition, reliance
on online distribution occasionally led to delays in data collection, since persuading
participants to engage in the survey required repeated follow-ups and additional effort to

achieve an adequate sample size. These challenges, while manageable, added to the overall

duration and complexity of the research process (Odierna & Schmidt, 2011).
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5.5 Recommendation for Future Research

To address the limitations of sampling method in this study and to improve future
research, it is recommended that subsequent studies employ probability sampling techniques
such as simple random sampling or stratified random sampling. These methods give every
eligible preschool teacher an equal chance of selection which improves sample
representativeness and strengthens external validity (Bacher et al., 2019). For example,
stratified random sampling can ensure that respondents from different suburbs, ethnic
backgrounds, or teaching experience levels are proportionally represented, mitigating selection
bias (Peter, 2019; Iliyasu & Etikan, 2021). Additionally, increasing the sample size beyond the
minimum thresholds commonly used in correlation studies will enhance the statistical power
and generalizability of results (Faber & Fonseca, 2014). Empirical work suggests that studies
with larger participant pools yield more stable correlation coefficients and reduced margin of
error, which builds confidence in inferring associations between job satisfaction and turnover
intention (Varoquaux, 2018; Williams & Williams, 2020).

In terms of data collection, future researchers should consider complementing online
surveys with face-to-face data collection methods to bolster trust, response rates, and data
richness. Comparing modes of survey administration, studies have found that while online
methods offer convenience, face-to-face interactions tend to foster deeper respondent
engagement and greater disclosure, especially in sensitive topics such as job dissatisfaction or
turnover intentions (Sperber et al., 2023). Physical presence allows for immediate clarification
of questions, better explanation of purpose, and reassurance regarding confidentiality, all of
which reduce participants’ skepticism regarding legitimacy and fear of fraud (Davies et al.,

2020). Ensuring informed consent is clearly communicated and visible credentials or

institutional affiliations are highlighted can further build trust (Lavidas et al., 2022). In sum,
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mixed-mode data collection strategies which include online and face-to-face may deliver more

balanced and credible data, thus improving both data quality and the robustness of findings.

5.6 Conclusion

In conclusion, this study examined the relationship between preschool teachers’ job
satisfaction and their turnover intention within Klang Valley by addressing a gap in the local
literature where most prior studies have focused on other educational levels such as primary,
secondary and higher education or other industries. By employing a quantitative correlational
design using the Job Satisfaction Survey (JSS) and Turnover Intention Scale (TIS-6), the
research provided empirical evidence that job satisfaction is significantly and negatively
correlated with turnover intention which indicates that as job satisfaction decreases, the
likelihood of turnover increases. These findings highlight critical factors influencing the early
childhood education workforce and emphasize that improving aspects such as compensation,
recognition, workload management, and professional support could reduce turnover among
preschool teachers in this region. While the study contributes meaningful insights to the field
of early childhood education, its limitations, including the purposive sampling method and
reliance on online data collection, restrict the generalizability of the results. Therefore, future
research is encouraged to employ larger and more representative samples, along with mixed
methods of data collection, to capture a deeper and more comprehensive understanding of job

satisfaction and turnover intention among preschool teachers in Malaysia.
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Appendices
Appendix A: Questionnaire
Figure 5

Questionnaire — Informed Consent Letter 1

Informed Consent Letter

Dear Participants,

Thank you for considering participating in this important research study that determines the
relationship between preschool teachers’ job satisfaction and turnover intention in the Early
Childhood Education industry. This study is conducted by Wong Jack Lee, a final year student
who is pursuing Bachelor of Early Childhood Education at Universiti Tunku Abdul Rahman
(UTAR) Sungai Long Campus.

Purpose of Study
This current study aims to determine the relationship between job satisfaction and turnover
intention among preschool teachers in Klang Valley.

To be eligible in this study, the respondents must be:
1. Full-time preschool teacher

2. Working in registered preschool

3. With at least one year of teaching experience

4. Teaching within Klang Valley area

Benefits and Risks

In this questionnaire, the information obtained may help to determine the relationship between
preschool teachers’ job satisfaction and their intention to leave their current workplace. The
findings can benefit the teachers by raising awareness about factors that influence their job
satisfaction and career decisions. There are minimal risks, but participants may feel slightly
uncomfortable reflecting on their job-related feelings. However, participation is entirely voluntary,
and all responses will remain confidential and anonymous.

Study Procedures

This questionnaire may take approximately 3 to 5 minutes to complete the questionnaire, and it
consists of three sections, which are:

Section A: Demographic Information

Section B: Job Satisfaction Survey (JSS)

Section C: Turnover Intention Scale (TIS-6)

Confidentiality

All the information you have given will be kept private and confidential. Your information will be
stored only by code, with personal details kept secured in files and computer with access only by
the immediate research team. The final results of this study will be presented in the class and
written up in the research report. In this event of publication, no personal identification will be
closed.

Voluntary Participation

Your participation in this study is voluntary. You are required to complete this survey within 3
days once you receive this questionnaire. If you decide to take part in this study, you are still free
to withdraw at any time and without giving a reason.
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Figure 6

Questionnaire — Informed Consent Letter 2
Contact Information

If you have question at any time about this survey, you may contact the researcher, Wong Jack
Lee (2105819@lutar.my/012-6321142)

I sincerely appreciate your participation in this survey,
Wong Jack Lee

Acknowledgement and Consent:
[] T hereby acknowledge that I have read and understood the information provided about this study
[ I understand that my participation is voluntary, and my responses will be kept confidential.

Do you agree to continue participating in this survey?
[] Agree
[] Disagree
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Figure 7

Questionnaire — Google Form 1

Crender *

() DMale
O Famals

Az
() = 20 vears old

() 21-30 vears old
() 31-40 vears old
() 41 - 50 vears old

[::] = 50 vears old

Faca™®
f:] hlalay
[::] Chinesa

() Indian
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Figure 8

Questionnaire — Google Form 2

Highest Educational Leve] *

Becondary aducation (SEL)

Post-zecondary education or pre-umiversity (3TPAIMatriculation cerificate Tniversity

Foundation)

Diploma / Teacher aducation at Teacher Tramming Institutes
Bachelor's dagraa

Master's dagree / PRI

Otther:

ONONONONNG

Years of Teaching Experience in ECE Industry *
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Figure 9

Questionnaire — Google Form 3

Working Days Per Week
() <5 days

() 5days

() =5 days

Working Hours Per Day *

() <6 hours
() 6hours

7 hours

79
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Figure 10

Questionnaire — Google Form 4

Perzonsl Income *

1500

1

1501 - 2500

2501 - 3500
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Figure 11

Questionnaire — Google Form 5

Section B: Job Satizfaction Survey (J55)

Job Satizfaction Survev (J53) 1z an insmament uzad to megzure local preschool teachears’ job
zafizfaction level

Pleaze choose only ONE munber for EACH gquestion that comss closest to reflecting vour opinion
ahout i

1 =Dizagree very much
2 =Divasres moderately
3 =Dizagree :lightly

4 =Agree slighth

&= Agree moderately
= Agree very mmch

1. I feal T am bemg paid a far amownt for the work T do. *

1 z 3 4 | 1]

Dhizagres verv much ':::' ':::' ':::' ':::' ':::-' ':::' Agrees varv nmich

2. There iz really too little chance for promotion on my job. *
1 2 3 4 3 &

DHzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree very mmch
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Figure 12

Questionnaire — Google Form 6
3. My supervisor 1= quite competent in domg his'her job, *
1 2 3 4 | G

Dhzagres verv much D C:I D D O O Agrae verv pmach

4. I am not satisfied wath the benefite I recanqa *
1 z 3 4 3 &

Dhizagres verv much ':::' ':::' ':::' ':::' '::' ':::' Agrae verv pmach

3. When I do a good job, Irecerve the recognifion for 1t that I should receive. *
1 2 3 4 3 &

Drizagres verv much ':::' ':::' ':::' ':::' D ':::' Agrae very pmach

&. hMany of our rules and procedures make doine a zood job difficult. *
1 2 E] 4 3 if

Dhzagres verv much D ':::' D D O O Agrae verv pnach
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Figure 13

Questionnaire — Google Form 7

7.1 lika the people I work wath. *
1 2z 3 4 3 &

DHzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree vary much

E. I sometimes feel my job 1z meanmzlezs ¥
1 2 3 4 3 &

Dhizagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agrse very pmch

9. Commmumications seam good within this organization *
1 2z 3 4

DHzagres verv much D D D D D D Agree vary mmch

(]}
“h

10. Razes are too fow and for batwean, *

1 2 3 4

Dhizagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agrse very pmch

[}
h
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Figure 14

Questionnaire — Google Form 8
11. Thozss who do well on the job stand a fair chance of bemg promoted *
1 z 3 4 3 [

Dhzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree verv puch

12. My supervszor 1s unfar to me. *
1 2 a 4 a [+]

Drizagres verv much D D D D [::] D Agree very puch

12, The benefits we racerve are as good 3= most other crgamizations offer. *
1 z 3 4 3 [

Dhzagres verv much ':::' ':::' ':::' ':::' D ':::' Agrse vary pmch

14. I do not feal that the work I do 1= appreciated. *
1 2 3 4 b 4]

Dhzagres verv much ':2' ':2' [:' [:' [::] G Agree verv puch
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Figure 15

Questionnaire — Google Form 9

13. Wy efforts to do 2 good job are saldom blocked by red tape. *

1 2 3 4 3 ]

Dhizapree vary rmch ':::' ':::' ':::' ':::' ':::' ':::' Apgres very much

16. I find I have to work harder at royv job becauze of the meompetencs of people I work
with.

1 2 3 4 5] ]

Driszzree vary pmach ':::' ':::' ':::' ':::' ':::' ':::' Apgres very much

17. I like doang the things I do at work. *

1 2 3 4 3 ]

Drizzzree vary pmch D D D @ D l::' Agres very much

18. The goals of this orgamzation are not clear to me. *

1 2 3 4 5] ]

Driszzree vary pmach ':::' ':::' ':::' ':::' ':::' ':::' Apgres very much
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Figure 16

Questionnaire — Google Form 10

86

Section B: Job Satizfaction Survey (J55) - PART 2

19. I fael unappreciated by the orgameation when I think about what they pay me. *

1 2 3 4 3 &

Dhizazrea verv much ':::' ':::' ':::' ':::' D ':::' Agree vary mnch

20. Paople zat ahead as fast hera a3 they do m other places. *

1 2 3 4 3 &

Dhzasres verv much D ':::I D D D D Agree very mmch

21. b superazor shows too little mterest m the feelines of subordimatas. *

1 2 3 4 3 L7}

Dhzasres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree very mmch
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Figure 17

Questionnaire — Google Form 11

22. The benefit packase we have 1= eguitabla. *
1 2 3 4 3 &

Dzagres very much ':::' ':::' ':::' '::' ':::' ':::' Agree very nmach

23, There are fevw rewards for thoze who work here, *
1 2 3 4 3 (7}

Dzagres very much ':::' D O O O O Agree vary pmach

24 I have too rach to do =t work. ®

Dzagres very much ':::' ':::' ':::' ':::' ':::' ':::' Agree very nmach

23. I emjov my coworkers, *
1 2 3 4 3 4]

Drizazres verv mwch ':::' ':::' ':::' ':::' ':::' ':::' Agree vary mmch
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Figure 18

Questionnaire — Google Form 12

26. I often fesl that I do not know what is going on with the organization. *

1 2 3 4 3 i}

Dhzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree vary mmach

27.1 feel a senze of pride 1n doing my job. *

1 2 3 4 b [i]

Dhzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree very mmach

28. I feel zatisfied with myv chances for salary meraaszes. *

1 2 3 4 b [i]

Dhizagres verv much O D D ':::' O O Agree vary mmch

29 Thers are benefits we do not kave which we should hava *

1 2 3 4 3 [i]

Dhizagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree vary mmch
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Figure 19

Questionnaire — Google Form 13

30. I hke my supervisor. *
1 2 3 4 3 4]

Dhzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agrse vary much

31. I have too much paparwork. *

1 2z 3 4 3 &

Dhizaszres verv much O O D D O D Agree vary nmich

32.1 don't fes] moy efforts are rewarded the way they should be. *

1 2 3 4 3 &

Dhizaszres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agree vary nmich

33. I am satisfied with my chances for promotion. ™

1 Zz 3 4 3 &

Dzasres very much ':::' ':::' ':::' ':::' ':::' ':::' Agrae very nch
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Figure 20

Questionnaire — Google Form 14

34. There 15 too ruch backenngz and fighting at work. *
1 2 3 4 3 4]

DHzagres verv much D '::' D '::' D D Agree very mmuch

35 My job is enjoyable. *
1 z 3 4 3 &

DHzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agrse very mmuch

36. Work assiznments are not fully explamed. *
1 2 3 4 3 [+

DChzagres verv much ':::' ':::' ':::' ':::' ':::' ':::' Agrse vary ruch
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Figure 21

Questionnaire — Google Form 15

Section C: Tarnover Intention Scale (TIS-6)

The following secton sims to azcartain the extant to which you intend to stay af the orzamization
Plzaze read each question and mdicate vour response using the scale provided for each question:

DURING THE PAST # MONTHS. ..

1. How often have vou conzidered leaving your job T *

1 2 3 4 3

Mever D D D D D Abways

2. To what extent 1= vour current job safisfiing your personzl neadsT *

1 2 3 4 b

To no extant ':::' ':::' ':::' ':::' ':::' To avery largs extent

3. How often are vou frastrated when not grven the opporfunsty at work to achieve vour  *
perzonal work-related poals”

1 2 3 4 3

Mever ':::' ':::' ':::' ':::' ':::' Abways
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Figure 22

Questionnaire — Google Form 16

4. How often do vou dream about getting another job that wall better suit vour personal
neadsT

5. How likely are vou to accept another job at the same compenszation level should 1t be
offered to you?

1 2 3 4 3

Highlr unlikealy ':::' ':::' ':::' ':::' ':::' Highlv likaly

8. How often de vou lock formard to another day at work” *

1 z 3 4 3

Tdenvar ':::' ':::' ':::' ':::' ':::' Alveays
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Appendix B: Original Data
Figure 23

Jjamovi output of Descriptive Statistics — Respondents’ Gender

Freqguencies of Gender

Gender Counts % of Total Cumulative %
Female 74 90.2 % 90.2 %
Male 8 9.8% 100.0%
Figure 24
Jjamovi output of Descriptive Statistics — Respondents’ Age
Frequencies of Age
Age Counts % of Total Cumulative %
21 - 30 years cld 54 65.0% 65.9 %
31 - 40 years old 20 24.4% a0.2 %
< 20 years old 2 24% 2.7 %
= 50 years old ] T.2% 100.0 %

Figure 25
Jjamovi output of Descriptive Statistics — Respondents’ Race

Frequencies of Race

Face Counts 3 of Total Cumulative %
Chinese 73 89.0% 20,03
Iban 1 1.2% 90,2 35
Indian 3 37 % 02.9%

Malay 3 6.1% 100.0 %

93
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Figure 26

Jjamovi output of Descriptive Statistics — Respondents’ Highest Educational Level

Frequencies of Highest Educational Level

Highest Educational Level Counts % of Total Cumulative %
Bachelor's degree 60 73.2% 73.2%
Diploma / Teacher education at Teacher Training Institutes 12 14.6% 87.8%
Master's degree / PhD 6 T3% 95.1%
Secondary education [SPM) = 49% 100.0 %

Figure 27

Jjamovi output of Descriptive Statistics — Respondents’ Years of Teaching Experience in ECE

Industry
Frequencies of Years of Teaching Experience in ECE Industry
Years of Teaching Experience in ECE Industry  Counts % of Total  Cumulative %
1-5years 43 58.5% 58.5 %
11 - 15 years 8 0.8% 68.3 %
16 - 20 years 2 24% 70.7 %
6 -10 years 12 14.6% 85.4 %
< 1 year 12 14.6% 100.0%
Figure 28

Jjamovi output of Descriptive Statistics — Respondents’ Working Days Per Week

Frequencies of Working Days Per Week

Waorking Days Per Week  Counts % of Total Cumulative %

5 days 70 85.4% 254%
< 5 days 8 9.8% 05,1 %

= 5 days 4 L0% 100.0%
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Figure 29

Jjamovi output of Descriptive Statistics — Respondents’ Working Hours Per Day

Frequencies of Working Hours Per Day

Working Hours Per Day  Counts % of Total  Cumulative %

& hours & 7.3 % 73%
7 hours 8 9.8% 17.1%
8 hours 26 31.7% 48.8%
9 hours 16 19.5% 68.3 %
< 6 hours 10 12.2% 80.5%
= 9 hours 16 19,5 % 100.0 %

Figure 30

Jjamovi output of Descriptive Statistics — Respondents’ Personal Income

Frequencies of Personal Income

Persanal Income Counts % of Total Cumulative %

1501 - 2500 32 30.0% 39.0%
2501 - 2500 30 306 % 75.6 %
3501 - 4500 12 14.6 % 90.2%
< 1500 5] T.3% a7.e %

3500 2 24 % 100.0 %

1%
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Figure 31

Jjamovi output of Descriptive Statistics — Mean and Standard Deviation of Job Satisfaction

Survey (JSS) and Turnover Intention Scale (TIS)

Descrniptives

Mean sD
Total J5S 130.2 20.62
Total TIS 20.3 3.06

Figure 32

Jjamovi output of Descriptive Statistics — Turnover Intention Scale (TIS)

Freguencies of Total TIS (2)

Total TIS (2)  Counts % of Total Cumulative %
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Figure 33

Jjamovi output of Inferential Statistics — Pearson Correlation Result for Job Satisfaction and

Turnover Intention

Correlation Matrix

Total /S5 Total TIS

Total 155 Pearson'sr —
df —
p-value -
N —

Total TIS  Pearson'sr  -0.714* —

df 80 —
p-value <.001 -
M 82 —

Note. * p < .05 ™ p < .01, ™ p < .001



