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ABSTRACT 

This study investigates the impact of reward and recognition on turnover intention among young academic staff in Chinese 

private universities, with job satisfaction examined as a mediating factor. Drawing on Herzberg’s Two-Factor Theory and 

Social Exchange Theory, a quantitative survey was conducted with 287 early-career faculty members. Structural equation 

modeling revealed that reward and recognition had a significant but unexpected negative effect on job satisfaction and a 

positive effect on turnover intention. Furthermore, job satisfaction was found to positively predict turnover intention, 

contrary to conventional expectations. Despite these findings, job satisfaction partially mediated the relationship between 

reward and recognition and turnover intention. These results highlight the complexity of faculty perceptions in resource-

constrained educational settings, emphasizing that the perceived fairness and alignment of reward systems are critical. 

The study offers theoretical insights and practical recommendations for improving faculty retention strategies in China’s 

evolving private higher education landscape. 

Keywords: Reward and recognition, job satisfaction, turnover intention, young academic staff, Chinese private 

universities 

 

1. INTRODUCTION 

Background 

Over the past two decades, China’s private higher education sector has witnessed rapid expansion, driven by growing 

demand for tertiary education, government reforms, and economic development. Private universities have become vital 

contributors to widening educational access and meeting the diverse needs of a knowledge-based economy. However, 

while enrollment has surged, these institutions face significant challenges in faculty management, particularly in recruiting 

and retaining qualified academic staff. This issue has been widely observed across the sector, with studies highlighting 

factors such as inadequate compensation, limited career progression, and high stress levels as major contributors to faculty 

attrition (Abbasi et al., 2022). Research in Yunnan has also shown that early-career faculty often leave due to lack of 

training, low pay, and limited institutional support (Li & Yao, 2022). 

Faculty members are the cornerstone of educational quality and institutional development. They not only teach and mentor 

students but also conduct research, contribute to policy implementation, and shape the academic culture of universities. 

Retaining committed and competent faculty is therefore crucial for sustaining teaching quality, research output, and the 

overall reputation of an institution. Yet, faculty turnover—especially among early-career staff—has become an 

increasingly pressing issue in China’s private higher education system. Studies have found that dissatisfaction with job 

security, limited development opportunities, and lack of institutional recognition contribute to the high turnover rates 

among young faculty (Chen & Wang, 2025). Research from Shandong Province also shows a strong link between low job 

satisfaction and high turnover intention among lecturers in private institutions (Wang & Jiang, 2024). 

A study by Hussein et al. (2021) found that faculty turnover rates in private universities have consistently surpassed those 

in public institutions, with some institutions reporting annual turnover exceeding 18%. This challenge is particularly acute 

among junior faculty who often report lower job satisfaction due to limited support for professional development, unclear 

promotion pathways, and inadequate compensation. The disparity in work conditions between public and private 

universities contributes to a persistent sense of inequity and instability, encouraging many young scholars to seek 

opportunities elsewhere. 
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Moreover, reward and recognition—both monetary and non-monetary—are emerging as critical factors influencing job 

satisfaction and faculty retention. While these organizational practices have been widely studied in corporate settings, 

their influence within the academic context of Chinese private universities remains underexplored. Given the importance 

of a satisfied and stable academic workforce, it is imperative to examine how reward and recognition shape turnover 

intention, particularly through the mediating role of job satisfaction. This study addresses this need by investigating these 

relationships among young academic staff in private Chinese universities. 

 

Problem Statement 

Turnover intention among academic staff poses a growing concern for private higher education institutions in China. 

Excessive turnover disrupts teaching continuity, increases recruitment and training costs, and undermines institutional 

quality. Young academic staff—defined in this study as faculty with fewer than five years of experience—are particularly 

at risk of leaving due to unsatisfactory working conditions, limited support, and unclear career advancement pathways. 

This issue has been well documented in private institutions across China, where young lecturers report high turnover 

intentions linked to poor job satisfaction and lack of incentives (Zhang et al., 2022). Although existing research 

acknowledges the role of job satisfaction and organizational factors in shaping turnover intention, most studies have either 

focused on public institutions or explored the issue in Western educational settings. 

In China, private universities face distinct challenges in faculty retention that are often overlooked in national education 

policy and institutional planning. A key issue is the inadequate reward and recognition system, which affects both intrinsic 

and extrinsic motivation. For example, poor compensation and limited career development opportunities were found to 

significantly increase turnover intention among lecturers in Shandong Province (Otache & Inekwe, 2022). The absence of 

fair compensation, annual bonuses, promotion opportunities, and public acknowledgment of achievements contributes to 

feelings of underappreciation and dissatisfaction among young academic staff. Studies have also shown that fair reward 

and recognition practices are essential to improving job satisfaction, which in turn reduces turnover intention (Kristanti et 

al., 2021). Despite the awareness of these challenges, few empirical studies have systematically investigated how reward 

and recognition affect turnover intention in Chinese private universities, and even fewer have explored the mediating role 

of job satisfaction in this relationship. 

Given these challenges, there is a critical need to better understand how institutional support—especially in the form of 

rewards and recognition—can shape young academics’ job satisfaction and their decision to remain in or leave their 

positions. Addressing this gap is essential for ensuring the sustainability and quality of China’s private higher education 

sector. 

 

Significance of Study 

This study is significant on both theoretical and practical levels. Theoretically, it contributes to the existing body of 

knowledge by examining the complex relationship between reward and recognition, job satisfaction, and turnover 

intention in the under-researched context of Chinese private higher education. It draws on Herzberg’s Two-Factor Theory 

and Job Satisfaction Theory to explore how these constructs interact, offering a nuanced understanding of faculty retention 

dynamics. 

Practically, the findings can guide policymakers, university administrators, and HR professionals in designing more 

effective faculty retention strategies. By identifying job satisfaction as a mediating factor, this study underscores the 

importance of creating a supportive, rewarding, and engaging work environment for young academic staff. Targeted 

interventions—such as performance-based incentives, structured recognition programs, and enhanced career development 

support—can help reduce turnover intention, improve morale, and build institutional loyalty. 

In the broader context of China’s rapidly evolving educational landscape, this research offers timely insights into how 

private universities can remain competitive and sustainable. As these institutions play an increasingly vital role in national 

educational development, understanding and addressing faculty turnover becomes crucial not only for institutional 

performance but also for achieving broader educational and economic goals. 

 

Research Question 

Given the challenges surrounding faculty retention in Chinese private universities, particularly among young academic 

staff, it becomes essential to examine the specific institutional factors that influence their intention to stay or leave. Among 

these, reward and recognition have emerged as particularly salient variables that directly shape employees’ motivation 

and perceived value within the institution. However, whether these factors exert their influence directly or operate through 

psychological states such as job satisfaction remains a crucial question for both theory and practice. 

To investigate this, the study focuses on two primary research questions: 

• RQ1: What is the relationship between reward and recognition, and turnover intention among young academic staff 

in Chinese private universities? 

• RQ2: What is the mediating effect of job satisfaction between reward and recognition, and turnover intention among 

young academic staff in Chinese private universities? 

 

Addressing these questions will not only clarify the mechanisms through which organizational practices influence faculty 

turnover intentions but also provide evidence-based insights for policy makers and administrators aiming to enhance 
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retention strategies in private higher education institutions. The next section presents a review of relevant literature to 

ground these research questions in existing theoretical and empirical findings. 

 

2. LITERATURE REVIEW 

Turnover Intention in Higher Education 

Turnover intention—defined as an employee’s conscious and deliberate willfulness to leave their organization—is widely 

regarded as a reliable predictor of actual turnover behavior (Chen et al., 2014). In higher education, particularly within the 

private sector in China, this phenomenon has drawn increasing concern due to its detrimental impacts on institutional 

stability, student learning outcomes, and administrative continuity (Zhang et al., 2021). Studies have shown that private 

university instructors in China are more likely to express turnover intentions compared to their counterparts in public 

institutions, primarily due to limited professional development opportunities, inadequate pay, and higher workloads (Zhao, 

2013). A large-scale national survey conducted by Du and Liu (2019) revealed that over half of Chinese university 

instructors have considered changing institutions or careers, with this percentage even higher among early-career staff. 

The attrition of qualified academic staff imposes both direct and indirect costs on universities, including recruitment and 

training expenses, as well as loss of intellectual capital and disruption to teaching quality (Weng & Xi, 2010; Harris & 

Ellis, 2018). As turnover continues to erode organizational knowledge and culture, it is imperative to understand the root 

causes of faculty disengagement. Empirical studies consistently identify job dissatisfaction, burnout, and lack of 

institutional support as key predictors of turnover intention in academic settings (Zhang et al., 2022). 

 

Job Satisfaction as a Mediator 

Job satisfaction, broadly defined as the positive emotional state resulting from an individual’s appraisal of their job 

experience (Locke, 1976), is considered a critical antecedent to employee retention and performance (Judge et al., 2020). 

Numerous studies have affirmed its mediating role between organizational practices and turnover intention (Jiang & 

Huang, 2020). Specifically in Chinese private universities, low levels of job satisfaction have been attributed to limited 

promotion pathways, insufficient mentoring, and lack of recognition—factors that particularly impact early-career 

academics (Liu, 2011). 

From a theoretical standpoint, Herzberg’s Two-Factor Theory provides a useful lens to analyze the role of job satisfaction 

in academic settings. The theory distinguishes between hygiene factors, which prevent dissatisfaction (e.g., salary, 

policies), and motivators, which promote satisfaction (e.g., recognition, achievement). When employees perceive a 

misalignment between their expectations and institutional support, their commitment declines, and turnover intentions 

rise (Alshmemriet al., 2017). Studies also demonstrate that job satisfaction partially mediates the relationship between 

organizational support and turnover intention, suggesting it plays a buffering role in reducing attrition (Zhang et al., 202). 

 

Reward and Recognition in Faculty Retention 

Reward and recognition systems are essential tools for motivating academic staff and enhancing institutional loyalty. 

These systems comprise both financial incentives (e.g., salary, bonuses) and non-financial elements (e.g., praise, awards, 

career development opportunities), which together influence faculty morale and retention (Victor & Hoole, 2017). 

Research indicates that recognition—particularly when timely and authentic—can have a stronger impact on job 

satisfaction than monetary rewards alone (Imran et al., 2014). 

In the context of higher education, especially within China’s resource-constrained private sector, non-monetary 

recognition holds strategic importance. Faculty often cite appreciation, professional autonomy, and acknowledgment of 

scholarly contributions as central to their organizational commitment (Gore et al., 2017). Despite this, private universities 

frequently lag in implementing structured recognition systems, contributing to disengagement and a sense of 

undervaluation among staff (Koo et al., 2019). 

Moreover, the interplay between reward systems and job satisfaction has been well documented. Studies by Mabaso and 

Dlamini (2018) affirm that employees’ perceptions of fairness and equity in reward systems significantly shape their levels 

of job satisfaction, which in turn affects their intention to stay. When institutions fail to establish transparent and equitable 

reward practices, especially for younger academics navigating early career pressures, turnover intention intensifies. 

 

Integrated Insights and Gaps 

Collectively, the literature highlights that while reward and recognition significantly influence faculty retention, their 

effects are mediated by job satisfaction—a variable shaped by both organizational culture and individual perceptions. 

However, much of the existing research has focused on public universities or Western settings, where structural conditions 

differ markedly from China’s private sector. There is a dearth of empirical evidence assessing how these dynamics unfold 

among early-career academics in Chinese private universities, who face unique challenges including lower institutional 

prestige, constrained budgets, and performance-driven cultures. 

Thus, this study seeks to fill this gap by empirically examining how reward and recognition impact turnover intention 

through job satisfaction. The findings are expected to contribute to the development of more effective HR strategies in the 

private higher education sector, with implications for faculty development, retention, and institutional performance. 
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3. THEORETICAL FRAMEWORK 

This study is grounded in Herzberg’s Two-Factor Theory and Social Exchange Theory (SET). These theories jointly 

provide a solid foundation for understanding how organizational practices such as reward and recognition influence 

employee outcomes, particularly job satisfaction and turnover intention, within the context of young academic staff in 

Chinese private universities. 

 

Herzberg’s Two-Factor Theory 

Herzberg’s Two-Factor Theory (1959) categorizes workplace factors into two types: hygiene factors (e.g., salary, work 

conditions, institutional policies) and motivators (e.g., recognition, achievement, opportunities for growth). Hygiene 

factors are necessary to prevent job dissatisfaction but do not intrinsically motivate employees, whereas motivators are 

responsible for increasing satisfaction and work engagement. 

In applying this theory to the present study, reward and recognition are interpreted as both hygiene and motivational 

factors. Financial incentives such as competitive salaries and bonuses function as hygiene elements that reduce 

dissatisfaction, while non-monetary recognition—such as praise, awards, or promotion opportunities—act as motivators 

that contribute directly to job satisfaction. Herzberg’s theory thus supports the hypothesized positive relationship between 

reward and recognition and job satisfaction, and the negative relationship between job satisfaction and turnover intention. 

When young academic staff perceive that their contributions are acknowledged, they are more likely to experience intrinsic 

motivation, feel satisfied with their roles, and remain committed to the institution. 

Furthermore, Herzberg’s framework helps explain why simply improving pay without enhancing recognition may not be 

sufficient to reduce turnover among academic staff. Institutions must therefore address both sets of factors—ensuring 

adequate compensation while also fostering meaningful recognition—to sustain job satisfaction and reduce attrition. 

 

Social Exchange Theory (SET) 

Social Exchange Theory (Blau, 2017) suggests that workplace relationships are governed by reciprocal exchanges between 

employees and employers. When employees perceive organizational support—such as fair treatment, career opportunities, 

and sincere appreciation—they feel obligated to reciprocate with positive attitudes and behaviors, including increased 

loyalty, satisfaction, and reduced intention to leave. 

n the context of Chinese private universities, where resource limitations often challenge faculty retention, SET is 

particularly relevant. Reward and recognition serve as key signals of institutional support and respect. When young 

academic staff feel their efforts are valued through consistent and equitable reward systems, they are more likely to 

develop a sense of belonging and commitment. This, in turn, enhances their job satisfaction, which acts as a mediating 

psychological state linking institutional practices to lower turnover intention. 

By applying SET, this study posits that when organizations invest in both extrinsic (e.g., monetary rewards) and intrinsic 

(e.g., recognition, respect) incentives, they build stronger social bonds with employees. These bonds, built on trust and 

mutual obligation, reduce the likelihood of voluntary departure. 

 

4. CONCEPTUAL FRAMEWORK AND HYPOTHESES DEVELOPMENT 

The conceptual framework of this study is presented in Figure 1. It illustrates the hypothesized relationships between the 

independent variable (Reward and Recognition), the dependent variable (Turnover Intention), and the mediating variable 

(Job Satisfaction). This framework is grounded in Herzberg’s Two-Factor Theory, which suggests that recognition and 

rewards act as motivators enhancing job satisfaction, and in Social Exchange Theory, which posits that perceived 

organizational support fosters positive employee outcomes such as satisfaction and commitment. 

 

Relationship between Reward and Recognition and Job Satisfaction 

Reward and recognition are crucial organizational practices that shape employees’ perceptions of value and fairness within 

their workplace. In educational institutions, particularly in private universities where resource limitations often exist, the 

presence of meaningful reward systems—including financial incentives and symbolic recognition—can play a decisive 

role in shaping academic staff satisfaction. Empirical evidence shows that when employees perceive their work is 

acknowledged and appreciated, they are more likely to report higher levels of job satisfaction (Knight & Kleiner, 2015; 

Koo et al., 2019). Hence, the following hypothesis is proposed: 

 H1: Reward and recognition have a positive effect on job satisfaction. 

 

Relationship between Job Satisfaction and Turnover Intention 

Job satisfaction has long been identified as a key determinant of turnover intention. Satisfied employees are more engaged, 

motivated, and less likely to seek employment elsewhere (Madan, 2017). Conversely, dissatisfaction—particularly among 

young faculty who face pressures related to job security, career growth, and work-life balance—often leads to heightened 

turnover intention. Studies in Chinese private universities confirm that job satisfaction is significantly and negatively 

related to faculty turnover intention (Zhang et al., 2022). Therefore: 

 H2: Job satisfaction has a negative effect on turnover intention. 
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Relationship between Reward and Recognition and Turnover Intention 

Organizations that fail to provide adequate recognition or fair rewards may create an environment where employees feel 

undervalued and disengaged. This perception can directly lead to increased turnover intention, especially in institutions 

where high workloads and limited institutional prestige compound these effects (Azeem et al., 2020). While job 

satisfaction may mediate this relationship, evidence also suggests that reward and recognition can exert a direct influence 

on employees' decision to stay or leave (Vaiman et al., 2015). Thus: 

 H3: Reward and recognition have a negative effect on turnover intention. 

 

The Role of Mediating Job Satisfaction 

Drawing on Herzberg’s theory and Social Exchange Theory, job satisfaction is expected to mediate the relationship 

between reward and recognition and turnover intention. Rewarding and recognizing employees may not only lead to direct 

effects on retention but also work indirectly by fostering a more satisfying work environment, which in turn reduces 

employees’ desire to leave. This mediating effect has been demonstrated in multiple organizational settings, including 

education (Zhang et al., 2022). Therefore: 

 H4: Job satisfaction mediates the relationship between reward and recognition and turnover intention. 

 

 
Source(s): Authors own work 

Figure 1. Conceptual Framework of the study 

5. METHODS 

Research Design 

This study employed a quantitative, non-experimental, correlational research design to examine the relationship between 

reward and recognition and turnover intention, with job satisfaction as a mediating variable. The correlational design is 

appropriate for assessing the strength and direction of associations among variables without experimental manipulation. 

This design was particularly suitable for testing hypothesized structural relationships using survey-based data and 

structural equation modeling (SEM). 

 

Population and Sampling 

The population for this study consisted of full-time academic staff aged 35 or younger employed in private universities in 

Shijiazhuang, Hebei Province, China. According to the Shijiazhuang Municipal Education Commission, this population 

numbered 1,017 individuals across 11 institutions. The research focused on early-career academics due to their higher 

reported rates of turnover and vulnerability to job-related dissatisfaction. 

Using Yamane’s (1967) formula with a 95% confidence level and a 5% margin of error, the minimum required sample 

size was calculated to be 280. To account for potential non-response, an additional 40% buffer was added, and 392 surveys 

were distributed. A total of 287 completed responses were collected, resulting in a 73% response rate. Due to practical 

constraints in accessing the population, the study employed non-probability convenience sampling, selecting participants 

who were available and willing to respond. 

 

Instrumentation 

This study employed a standardized questionnaire consisting of previously validated measurement items adapted from 

past research. The survey instrument included two sections: demographic questions and items measuring the core study 

constructs. All items were measured on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 

The sources for the key constructs were as follows: 

 Reward and Recognition: 6 items adapted from Koo et al. (2019) 

 Job Satisfaction: 8 items adapted from Jehanzeb et al. (2015) 

 Turnover Intention: 5 items adapted from Kissi et al. (2023) 

 

These instruments were selected for their strong psychometric properties in prior studies and were slightly modified to 

ensure contextual relevance to Chinese private university settings. The content of the questionnaire was reviewed by 

academic experts to ensure clarity and appropriateness. 

 

Validity and Reliability 

To ensure validity, the study adapted measurement items from previously validated scales well-established in the 

literature. Content validity was further reinforced by review from a panel of academic experts in faculty retention and 

human resource management. This process helped ensure the appropriateness of each item for the study context. 
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Construct validity was assessed through Confirmatory Factor Analysis (CFA) using SmartPLS 4. Convergent validity was 

demonstrated by high factor loadings (≥ 0.70), Composite Reliability (CR > 0.70), and Average Variance Extracted (AVE 

> 0.50) for all constructs. Discriminant validity was established using the Fornell-Larcker criterion, confirming that each 

construct was conceptually distinct from the others. 

Reliability of the measurement instruments was confirmed through internal consistency analysis using both Cronbach’s 

alpha and Composite Reliability (CR). All constructs surpassed the commonly accepted threshold of 0.70, indicating 

robust internal reliability. 

 

Data Collection and Analysis 

Data was collected through an online questionnaire administered via Google Forms. The survey link was distributed to 

eligible faculty members through institutional email lists and social media platforms. Participation was voluntary, and 

informed consent was obtained before respondents began the survey. The questionnaire was anonymous to encourage 

honest responses and reduce social desirability bias. 

Upon closing the survey, responses were exported to Excel for preliminary screening, including checking for missing data 

and outliers. The cleaned dataset was then analyzed using IBM SPSS 26.0 and SmartPLS 4. Descriptive statistics were 

computed to summarize demographic characteristics and construct-level data. Common Method Bias was assessed using 

Harman’s single factor test. 

To test the study’s hypotheses and mediation model, Structural Equation Modeling (SEM) was employed. SEM allows 

simultaneous examination of measurement and structural relationships, offering comprehensive insights into both direct 

and indirect effects. This analysis approach was particularly suitable for validating the conceptual framework and 

assessing the mediating role of job satisfaction in the relationship between reward and recognition and turnover intention. 

 

6. RESULTS 

Demographics of Respondents 

Table 1 presents the demographic profile of the 287 respondents who participated in the study. The gender distribution 

was relatively balanced, with 51.56% male and 48.44% female participants. In terms of age, the majority of respondents 

(68%) were between 30 and 35 years old, while 32% were aged 25 to 29. 

Regarding marital status, 45% of the participants were married, 32% were single, 18% were divorced, and the remaining 

5% identified as others. With respect to employment tenure, a slight majority (56.44%) had been employed for 1 to 5 

years, while 43.56% had more than five years of experience in private higher education institutions. 

The data also indicates a diverse range of academic titles among respondents. The largest group held the title of Lecturer 

(54%), followed by Professor (21%), Associate Professor (17%), Assistant (6%), and None (2%). In terms of educational 

qualifications, the majority of participants held a PhD (61%), followed by master’s degrees (31%), and bachelor’s degrees 

(8%). 

These demographics confirm that the sample primarily consists of early-career and mid-level academic staff, aligning 

with the study’s focus on young faculty in Chinese private universities. 

 

Table 1. Demographics of Respondents 

Variable  Level   
Frequency  

Valid 

Percent  

Gender  Male  148  51.56  

 Female  139  48.44  

Age  25-29  92  32  

  30-35  195  68  

Marital Status  Single  88  32  

  Married  129  45  

 Divorced   52  18  

 Others  9  5  

Length of employment  1-5 years  162  56.44  

 More than 5 years  125  43.56  

Academic title (Zhicheng)  None  7  2  

  Assistant  16  6  

  Lecturer  153  54  

  Associate Professor   50  17  

  Professor  61  21  

Education level  Degree  24  8  

 Master  89  31  

 PhD  174  61  
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Descriptive Analysis 

Table 2 summarizes the descriptive statistics for the three core constructs examined in this study: Turnover Intention, Job 

Satisfaction, and Reward and Recognition. 

The results show that Reward and Recognition had the highest mean score (M = 5.742, SD = 0.757), indicating that most 

respondents perceived that their efforts and contributions were acknowledged and rewarded by their institutions. This 

suggests a relatively strong presence of reward and recognition practices among the sampled private universities. 

Turnover Intention recorded a mean of 5.294 (SD = 1.321), reflecting a moderately high tendency among respondents to 

consider leaving their current institutions. The relatively larger standard deviation suggests variation in participants’ 

responses, indicating differing levels of intention to leave across individuals. 

Job Satisfaction had a lower mean score of 3.779 (SD = 0.713), implying that, on average, respondents held a moderate 

level of satisfaction with their job roles. Compared to the other constructs, job satisfaction also exhibited a lower variance 

(0.728), suggesting more consistency in responses. 

Overall, while the reward and recognition climate appears positive, the findings point to a significant level of turnover 

intention, which warrants further analysis regarding the mediating role of job satisfaction. 

 

Table 2. Descriptive Statistics of Constructs 

Construct  

  

Mean  

  

Std. Deviation  Variance  

Turnover Intention  5.294  1.321  0.850  

Job Satisfaction  3.779  0.713  0.728  

Reward and Recognition  5.742  0.757  0.958  

 

Reliability Analysis 

Table 3 presents the results of the reliability and validity assessments for the three constructs: Job Satisfaction, Turnover 

Intention, and Reward and Recognition. The internal consistency reliability of each construct was evaluated using 

Cronbach’s alpha, rho_A, and Composite Reliability (CR). Additionally, Average Variance Extracted (AVE) was used to 

assess convergent validity. 

All constructs demonstrated strong internal consistency. Cronbach’s alpha values ranged from 0.867 to 0.930, exceeding 

the commonly accepted threshold of 0.70 (Hair et al., 2010). Similarly, rho_A and CR values for all constructs were above 

0.70, with composite reliability scores reaching 0.903 for Job Satisfaction, 0.904 for Turnover Intention, and 0.933 for 

Reward and Recognition, indicating robust scale reliability. 

In terms of convergent validity, all constructs achieved AVE values above the minimum recommended threshold of 0.50, 

confirming that each construct explained a substantial proportion of variance in its indicators. Specifically, Reward and 

Recognition recorded the highest AVE value (0.701), followed by Turnover Intention (0.652) and Job Satisfaction (0.607). 

These findings support the reliability and convergent validity of the measurement model, justifying the use of these 

constructs in subsequent structural equation modeling. 

 

Table 3. Construct Reliability Analysis 

 Cronbach’s alpha Composite 

reliability (rho_a) 

Composite 

reliability (rho_c) 

AVE 

Job Satisfaction 0.872 0.884 0.903 0.607 

Turnover Intention 0.867 0.872 0.904 0.652 

Reward & 

Recognition 

0.930 1.044 0.933 0.701 

 

Discriminant Validity 

Discriminant validity was assessed using the Fornell and Larcker criterion, which compares the square root of the Average 

Variance Extracted (AVE) for each construct with its correlations with other constructs. As shown in Table 4, the square 

roots of the AVE values (displayed on the diagonal in bold) are all higher than the corresponding inter-construct 

correlations. 

Specifically, the square root of the AVE for Job Satisfaction is 0.779, which exceeds its correlation with Turnover 

Intention (0.160) and Reward and Recognition (−0.047). Similarly, Turnover Intention shows a square root AVE of 0.808, 

higher than its correlation with Reward and Recognition (0.078). Reward and Recognition has the highest square root 

AVE (0.837), again greater than its correlations with the other constructs. 

These results confirm that each construct is empirically distinct from the others, thereby satisfying the criterion for 

discriminant validity and supporting the distinctiveness of the constructs in the measurement model. 
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Table 4. Discriminant Validity- Fornell & Larcker Criterion 

 Construct Job Satisfaction Turnover 

Intention 

Reward & 

Recognition 

Job Satisfaction 0.779     

Turnover Intention 0.160  0.808    

Reward & Recognition -0.047 0.078  0.837 

 

Path Coefficient Analysis 

Table 5 presents the structural relationships among the study variables. The path from Job Satisfaction to Turnover 

Intention was positive and significant (β = 0.143, t = 2.443, p = 0.007), indicating that higher job satisfaction is associated 

with a slight increase in turnover intention—an unexpected result that may reflect contextual or institutional factors. 

The path from Reward and Recognition to Job Satisfaction was negative and significant (β = -0.340, t = 3.015, p = 0.001), 

suggesting that increased reward and recognition is linked to lower job satisfaction, potentially due to misalignment 

between expectations and perceived fairness. 

Meanwhile, Reward and Recognition had a positive and significant effect on Turnover Intention (β = 0.234, t = 2.440, p 

= 0.007), indicating that higher perceived rewards are associated with stronger intent to leave, possibly due to 

dissatisfaction with how rewards are implemented. 

All paths were statistically significant (p < 0.01), but the directionality of effects suggests complex perceptions among 

faculty regarding reward systems and job satisfaction. 

 

Table 5. Path Coefficients 

   Original sample 

(O)  

Sample mean Standard  

(M)  deviation   

T statistics   P values  

Job Satisfaction -> 

Turnover Intention  

0.143  0.131  0.058  2.443  0.007  

Reward & 

Recognition -> Job 

Satisfaction  

-0.340  -0.279  0.113  3.015  0.001  

Reward & 

Recognition -> 

Turnover Intention 

0.234  0.212  0.096  2.440  0.007  

 

Mediation Analysis 

The mediation analysis examined whether job satisfaction mediates the relationship between reward and recognition and 

turnover intention. As shown in Table 6, the indirect effect of reward and recognition on turnover intention through job 

satisfaction was statistically significant (β = -0.049, t = 2.070, p = 0.019). 

This result indicates the presence of partial mediation, where reward and recognition influence turnover intention not only 

directly but also indirectly through their impact on job satisfaction. The negative coefficient suggests that higher reward 

and recognition lead to lower turnover intention through increased job satisfaction—although this indirect pathway 

contrasts with the earlier negative direct effect observed between reward and recognition and job satisfaction. 

 

Table 6. Indirect Effect Results 

 Coefficient SE T value P Value 

Reward & 

Recognition -> 

Job Satisfaction -

> Turnover 

Intention 

-0.049 0.023 2.070 0.019 

 

7. DISCUSSION 

Summary of Hypotheses Testing Results 

Hypothesis Statement Result 

H1 Reward and recognition have a 

positive effect on job satisfaction 

Not Supported 

H2 Job satisfaction has a negative 

effect on turnover intention 

Not Supported 

H3 Reward and recognition have a 

negative effect on turnover 

intention 

Not Supported 
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H4 Job satisfaction mediates the 

relationship between reward and 

recognition and turnover intention 

Supported 

 

The findings of this study offer several important insights into the dynamics of faculty retention in Chinese private 

universities. Contrary to expectations and existing literature, the direct relationships among the key variables revealed 

unexpected patterns, prompting a need for deeper contextual interpretation. 

Firstly, H1 was not supported, as reward and recognition were found to negatively influence job satisfaction. This 

unexpected result suggests that while reward structures may exist, they might be perceived as insufficient, inconsistent, 

or unfair, thereby reducing satisfaction. In private universities, where faculty often experience limited career advancement 

and high workloads, symbolic or inadequate recognition may exacerbate frustration rather than alleviate it. 

Secondly, H2 was also not supported. Instead of a negative link, the results showed a positive relationship between job 

satisfaction and turnover intention, suggesting that even satisfied faculty members may consider leaving. This could reflect 

a phenomenon where younger faculty, though satisfied with their current roles, still seek better opportunities elsewhere—

possibly in public universities or international institutions with more stable prospects. 

H3 was similarly not supported, as reward and recognition were found to positively affect turnover intention. This paradox 

may point to a discrepancy between faculty expectations and actual institutional practices. When rewards are given but 

perceived as inadequate or misaligned with effort, they may inadvertently highlight dissatisfaction, triggering stronger 

turnover intention. 

On the other hand, H4 was supported, confirming that job satisfaction plays a mediating role between reward and 

recognition and turnover intention. Although the direction of effects deviated from the initial assumptions, the significant 

mediation indicates that job satisfaction still functions as a psychological mechanism linking institutional practices to 

retention behavior. 

Taken together, these findings suggest that the quality, fairness, and alignment of reward and recognition systems—not 

merely their presence—are critical. Moreover, job satisfaction alone may not be sufficient to retain young academic staff 

if broader structural issues, such as promotion pathways, institutional prestige, or long-term job security, remain 

unresolved. 

These insights carry practical implications for university administrators and policymakers, urging a re-examination of 

how reward systems are designed and how faculty expectations are managed in China’s evolving private higher education 

landscape. 

 

8. IMPLICATION 

Theoretical Implications 

This study makes several contributions to the theoretical understanding of employee retention in higher education by 

examining the interplay between reward and recognition, job satisfaction, and turnover intention among young academic 

staff in Chinese private universities. While grounded in Herzberg’s Two-Factor Theory and Social Exchange Theory 

(SET), the findings challenge some of the conventional assumptions embedded in these frameworks. 

Herzberg’s theory suggests that recognition and reward systems should enhance job satisfaction and subsequently reduce 

turnover intention. However, this study revealed a negative relationship between reward and recognition and job 

satisfaction, and a positive link between job satisfaction and turnover intention. These results imply that contextual 

variables—such as institutional prestige, perceived fairness, or unmet expectations—can disrupt the expected motivational 

impact of hygiene and motivator factors, thus signaling a need to revisit Herzberg’s assumptions in non-Western, resource-

constrained academic contexts. 

In relation to SET, while the mediation effect of job satisfaction was supported, the directionality of the relationships 

suggests a more nuanced understanding of how perceived organizational support translates into employee attitudes and 

behaviors. It appears that when reward systems are seen as inadequate or insincere, they may violate the perceived 

reciprocity expected in exchange relationships, thus heightening dissatisfaction or turnover risk. Therefore, this study 

extends SET by illustrating that perceived fairness and alignment of rewards are critical moderators of social exchange 

outcomes in higher education. 

Overall, the study contributes to advancing theory by demonstrating that the effects of organizational practices are not 

universally linear or positive, and that faculty perceptions play a central role in shaping behavioral intentions, even within 

theoretically supportive frameworks. 

 

Practical Implications 

The findings offer important implications for higher education leaders, HR managers, and policy makers seeking to reduce 

faculty turnover in Chinese private universities. 

Firstly, institutions must move beyond simply offering monetary rewards or symbolic recognition. What matters more is 

how these rewards are perceived—particularly in terms of fairness, consistency, and alignment with faculty contributions 

and expectations. To this end, universities should implement transparent, well-communicated reward systems that include 

both tangible (e.g., salary increments, bonuses) and intangible (e.g., praise, professional growth opportunities) elements. 
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Secondly, the unexpected positive link between job satisfaction and turnover intention signals a need for universities to 

not equate satisfaction with retention. Even satisfied faculty may leave if they perceive better career development, job 

security, or institutional prestige elsewhere. Hence, universities must enhance not just work satisfaction but also long-

term commitment through clear promotion pathways, research support, and inclusion in strategic decision-making 

processes. 

Finally, the partial mediation effect underscores the importance of addressing faculty needs holistically. Investing in 

faculty well-being, recognition structures, and career planning mechanisms is not merely a motivational tool, but a 

strategic necessity for talent retention in a competitive educational landscape. 

 

9. CONCLUSION AND RECOMMENDATIONS 

This study examined the influence of reward and recognition on turnover intention, with job satisfaction as a mediator, 

among young academic staff in Chinese private universities. The results revealed unexpected patterns—reward and 

recognition negatively affected job satisfaction, and job satisfaction was positively associated with turnover intention. 

However, job satisfaction did play a significant mediating role, highlighting its relevance in explaining turnover behavior 

despite the counterintuitive direct effects.  

These findings suggest that how faculty perceive reward practices matters as much as the practices themselves. Inadequate 

or symbolic recognition may harm satisfaction and increase the likelihood of turnover, even when rewards are present. 

Institutions must therefore move beyond standard reward systems to ensure fairness, transparency, and alignment with 

faculty expectations. 

It is recommended that universities revise their recognition policies, strengthen career development support, and engage 

faculty in meaningful ways to foster long-term commitment. Efforts to reduce turnover must focus not only on satisfaction 

but also on addressing deeper concerns related to fairness, opportunity, and institutional support. 

 

REFERENCES 

[1] Abbasi, S. G., Tahir, M. S., Abbas, M., & Shabbir, M. S. (2022). Examining the relationship between 

recruitment & selection practices and business growth: An exploratory study. Journal of Public 

Affairs, 22(2), e2438.  

[2] Alshmemri, M., Shahwan-Akl, L., & Maude, P. (2017). Herzberg’s two-factor theory. Life Science 

Journal, 14(5), 12-16.  

[3] Azeem, M. U., Bajwa, S. U., Shahzad, K., & Aslam, H. (2020). Psychological contract violation and turnover 

intention: The role of job dissatisfaction and work disengagement. Employee Relations: The International 

Journal, 42(6), 1291-1308.  

[4] Blau, P. (2017). Exchange and power in social life. Routledge.  

[5] Chen, G., & Wang, Y. (2025). Exploring Faculty Mobility Amid Regional Economic Disparities: A 

Qualitative Analysis of Teacher Outflow from Guangxi's Private Universities. Asian Research Journal of 

Arts & Social Sciences, 23(1), 95-107.  

[6] Chen, M.-L., Su, Z.-Y., Lo, C.-L., Chiu. C.-H., Hu. Y.-H., & Shieh, T.-Y. (2014). An Empirical Study on the 

Factors Influencing the Turnover Intention of Dentists in Hospitals in Taiwan. Journal of Dental Sciences, 

(9) 4, 332-334.  

[7] Du, Q., and Liu, X. (2019). Faculties’ turnover intention and the influence of perceived academic power: 

empirical research on National University Faculty Development Survey in 2016. China High. Educ. Res. 9, 

48–53.  

[8] Gore, J., Lloyd, A., Smith, M., Bowe, J., Ellis, H., & Lubans, D. (2017). Effects of Professional Development 

on the Quality of Teaching: Results from a Randomised Controlled Trial of Quality Teaching Rounds. Teach. 

Teach. Edu. 68, 99–113. doi:10.1016/j.tate.2017.08.007  

[9] Harris, M. S., & Ellis, M. K. (2018). Exploring involuntary presidential turnover in American higher 

education. The Journal of Higher Education, 89(3), 294-317.  

[10] Hertzberg, F., Mausner, B., & Snyderman, B. (1959). The motivation to work. New York.  

[11] Hussein, A. M., Taher, M. H., & Hameed, L. M. (2021). Employees retention strategy and its impact on 

organizational memory: an exploratory research for the opinion of faculty members at private colleges on 

Baghdad. Academic Journal of Interdisciplinary Studies, 10(1), 357-357.  

[12] Imran, H., Arif, I., Cheema, S., & Azeem, M. (2014). Relationship between job satisfaction, job performance, 

attitude towards work, and organizational commitment. Entrepreneurship and Innovation Management 

Journal, 2(2), 135144.  

[13] Jiang, X. T., & Huang, X. S. (2020). The research of job satisfaction, burnout and the desire to remain of 

teachers from private higher learning institutions. China Adult Educ. 09, 26–30.  



 

Journal of Neonatal Surgery| Year:2025 |Volume:14 |Issue:18s 
Pg 379 

Shan ChongFei, Assoc. Prof Siti Aida Bt Samikon  
 

[14] Judge, T. A., Zhang, S. C., & Glerum, D. R. (2020). Job satisfaction. Essentials of job attitudes and other 

workplace psychological constructs, 207-241.  

[15] Knight, V., & Kleiner, B. (2015). Excellence in incentive programs. Journal of International Diversity, 2015, 

24-34.  

[16] Koo, B., Yu, J., Chua, B.-L., Lee, S., & Han, H. (2019). Relationships among Emotional and Material 

Rewards, Job Satisfaction, Burnout, Affective Commitment, Job Performance, and Turnover Intention in the 

Hotel Industry. Journal of Quality  

[17] Kristanti, F. T., Prasetio, A. P., Indiyati, D., & Madiawati, P. N. (2021). Turnover intention among lecturers 

in private higher education: the direct impact of financial rewards and mediation of job satisfaction and 

effective organizational commitment. Jurnal aplikasi manajemen, 19(2), 282-295.  

[18] Li, R., & Yao, M. (2022). What promotes teachers’ turnover intention? Evidence from a meta-

analysis. Educational Research Review, 37, 100477.  

[19] Liu, C., & Zhang, Z. (2024). Can Artificial Intelligence (AI)-driven personalization influence customer 

experiences?: A quantitative study on TikTok integration with artificial intelligence Uppsala University].  

[20] Liu, F. L. (2011). Qin tan min ban gao xiao qing nian jiao shi dui wu jian she. Changchun Gong Ye Da Xue 

Xue Bao (Changchun Industry University Academic Journal), 32(1), 72–73.  

[21] Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of industrial and organizational 

psychology.  

[22] Mabaso, C. M., & Dlamini, B. I. (2018). Total rewards and its effects on organisational commitment in higher 

education institutions. SA Journal of Human Resource Management, 16. 

https://doi.org/10.4102/sajhrm.v16i0.913  

[23] MADAN, S. (2017). MOVING FROM EMPLOYEE SATISFACTION TO EMPLOYEE 

ENGAGEMENT. CLEAR International Journal of Research in Commerce & Management, 8(6).  

[24] Otache, I., & Inekwe, E. O. I. (2022). The relationship between job satisfaction, turnover intentions and 

performance of Nigerian polytechnic lecturers with doctorate degrees. Journal of Applied Research in Higher 

Education, 14(2), 762-783.  

[25] Vaiman, V., Haslberger, A., & Vance, C. M. (2015). Recognizing the important role of self-initiated 

expatriates in effective global talent management. Human Resource Management Review, 25(3), 280-286.  

[26] Victor, J., & Hoole, C. (2017). The influence of organisational rewards on workplace trust and work 

engagement. SA Journal of Human Resource Management, 15(1), 1–14.  

[27] Wang, X., & Jiang, M. (2024). THE IMPACT OF TRAINING ON EMPLOYABILITY AND TURNOVER 

INTENTION AMONG UNIVERSITY STAFF IN SHANDONG PROVINCE, CHINA. European Journal 

of Education Studies, 11(10).  

[28] Zhang, Q., Li, X., & Gamble, J. H. (2022). Teacher burnout and turnover intention in higher education: The 

mediating role of job satisfaction and the moderating role of proactive personality. Frontiers in 

Psychology, 13, 1076277.  

[29] Zhang, T., Feng, J., Jiang, H., Shen, X., Pu, B., & Gan, Y. (2021). Association of professional identity, job 

satisfaction and burnout with turnover intention among general practitioners in China: evidence from a 

national survey. BMC Health Services Research, 21, 1-11.  

[30] Zhao, H. (2013). Study on the loss of teachers and countermeasures of the private university. In 2013 the 

international conference on education technology and information system (ICETIS 2013) (pp. 518–521). 

Atlantis Press.  

 


