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Abstract: This study aims to determine and analyze the effect of motivation, 

compensation and workload on turnover intention with job satisfaction as an 

intervening variable for Non-Permanent Teachers at SMA Negeri 1 Sinunu-

kan, Mandailing Natal, North Sumatra. This research uses a causal research 

method with a quantitative approach. Forty teachers made up the total popula-

tion of the research sample, which was selected using a saturation sampling 

technique and non-probability sampling. Approaches for gathering data that 

are tested for validity and reliability utilizing interviews and questionnaires. 

Analyzing data using SEM-PLS. The results of the study show that motivation 

has a significant positive effect on turnover intention through job satisfaction, 

the variable job satisfaction mediates motivation on turnover intentions. Then 

for compensation has a significant positive effect on turnover intention 

through job satisfaction; Variable of job satisfaction mediates compensation 

to turnover intention. Likewise, the effect of workload on turnover intention 

through job satisfaction as an intervening. The consistency of the government 

as a policy maker towards the honorary teacher compensation system is highly 

expected so that the policies can have a systemic impact on the development 

of renewable human resources, especially the teaching profession, as a so-

cially, culturally, and economically dignified livelihood. 
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INTRODUCTION 

 The national teacher shortage is caused by 

teachers leaving the profession, resulting in high 

teacher reduction rates (Carver-Thomas and Dar-

ling-Hammond, 2017). To overcome the shortage 

of teachers, even with an insufficient government 

budget, it has taken the initiative to recruit honor-

ary/associate teachers. This strategy is to fulfill 

part of the national teacher shortage. Companion 

Teachers are held to meet the needs of public and 

private school teachers, and Companion Teachers 

are given an honorarium every month (Ministry of 

National Education, 2011). Although the wages/ 

salaries were inadequate, honorary teachers in pu-

blic schools initially worked voluntarily. However, 

in its development, they could not survive with this 

opinion due to economic encouragement because 

they were married, had families, and had family 

dependents. They survive in this profession and 

have served for years, hoping to get welfare with 

government assistance by making them civil serv-

ants (Ngabiyanto et al., 2019). 

 The government must continue to pay atten-

tion to the development of teachers to date so that 

the number is maintained. In several regions, ma-

ny teachers as teaching staff often stop and do not 

teach anymore. In carrying out duties as a teacher, 

one of the things related to performance is motiva-

tion. Because motivated teachers will be produc-

tive and able to encourage teaching excellence and 

productivity (Ololube, 2004) and student achieve-

ment (Strath, 2004). Apart from motivation, the 

compensation system for teaching staff is also an 

essential factor in the issue of teachers leaving 

school. The compensation system relates to teach-

er salaries and school allowances (Seymour et al., 

1993). The high workload is also a problem that 

accompanies many teachers leaving school. Many 

teachers reasoned that they were no longer teach-

ers because of the workload. Excessive workload 

impacts the health, welfare, and other aspects of 

the respondent's non-work life. Teachers routinely 

describe their workload as 'overwhelming,' 'unre-

alistic,' and 'unsustainable' (McGrath-Champ et 

al., 2018; Stacey et al., 2020). 

 This study took the teaching teacher object 

at SMA Negeri 1 Sinunukan, Mandailing Natal. 

Taking this object is based on the case of many 

teachers leaving teaching. The economic factor is 

the cause of the increase in teachers dropping out 

of school. Teachers who have a low economy are 

honorary or non-permanent teachers. They need 

more than the salary and benefits they get to meet 

their daily needs. As time goes by, they look for 

new jobs that are more promising. Ultimately, 

when outside activities increased, they left their 

teachers' jobs. In addition to these compensation 

factors, the high workload factor also causes tea-

chers to leave school. The high workload does not 

match the salary and benefits they get. As a result, 

such conditions result in teacher turnover. 

 Several previous studies found that many 

factors can affect the turnover rate. Motivation in-

fluences employee turnover intention (Grant et al., 

2017); Miao et al., 2010; Astiti and Surya, 2021). 

Employees with low motivation tend to increase 

their turnover, while employees with high motiva-

tion tend to have low turnover. Irsyadi and Djamil 

(2023) found that workload can positively affect 

employee intention to leave. The high workload 

does not match the salary given to employees. Co-

mpany compensation for low employees can incre-

ase employee turnover rates (Rahman and Syah-

rizal, 2019; Vizano et al., 2021; Purwanto (2020). 

 On the other hand, research conducted by 

Zhang et al. (2022) found that teacher turnover 

was positively influenced by burnout and job sat-

isfaction as mediating variables that hurt teacher 

turnover. From this research, no one has examined 

the relationship between motivation, compensa-

tion, and teacher workload variables on turnover 

intention through job satisfaction as a moderating 

variable. So, in this case, this study found its sig-

nificance to complement previous research. 

 In general, previous research describes the 

factors that can increase employee and teacher 

turnover intention. These factors are still discuss-

ed from different perspectives so that they can af-

fect the study results. This study provides novelty 

research because it correlates motivation, compen-

sation, and teacher workload variables to turnover 

intention through the mediating variable of job sa-

tisfaction. The novelty of this research is to reduce 

the turnover intention of non-permanent teachers. 

They must continue to increase job satisfaction by 

always increasing teacher work motivation, proper 

compensation for teachers, and workload accord-

ing to work. School management must pay atten-

tion to composition of permanent and non-perma-

nent teachers so that the implementation of teach-
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ing is not disrupted due to low teacher loyalty. 

Thus, this study aimed to examine the direct or in-

direct relationship between motivation, compen-

sation, and teacher workload on turnover intention 

through the mediating variable of job satisfaction. 

 

LITERATURE REVIEW 

Teachers Motivation 

 Han et al. (2016) define teacher motivation 

as reasons derived from individual intrinsic values 

for choosing to teach and maintaining teaching and 

the intensity of teacher motivation as indicated by 

the effort spent on teaching, which is influenced by 

several contextual factors. However, given the co-

mplexity of motivation, there seems to be no con-

sensus on the understanding of motivation (Dör-

nyei and Ushioda, 2011). Williams and Burden 

(1997) distinguish two aspects of teacher motivati-

on: initial motivation, which relates to reasons for 

doing something and deciding to do something, 

and sustaining motivation, which refers to efforts 

to maintain or persist in doing something. Two di-

mensions for defining teacher motivation that most 

researchers agree on the direction and magnitude 

of human behavior (Dörnyei and Ushioda, 2011). 

Hence, the reasons behind instructors' decisions, 

the length of time they are ready to commit to a 

task, and the intensity of their pursuits are all influ-

enced by their motivation.  

 

Teachers Compensation 

 Compensation is a wage or reward the or-

ganization gives workers for having contributed 

both energy and thought to achieve organizational 

goals (Sastrohadiwiryo, 2005). Furthermore, com-

pensation is something that is received by mem-

bers of the organization for working and serving 

in the organization in return (Notoatmodjo, 2009) 

in exchange for carrying out organizational tasks 

(Rivai, 2008) and awards (Nawawi, 2008). Accor-

ding to Mulyapradana et al. (2022), compensation 

is not only in the form of salaries and wages; sala-

ries and wages are a concrete form of compensati-

on. According to Hasibuan (2010), the compensa-

tion payment system that is commonly applied is 

first based on a time system; the amount of com-

pensation is determined based on time standards 

such as hours, weeks, or months.  

 Meanwhile, according to Dessler (2015), 

compensation has three main components: direct 

payments in the form of salary and intensive or bo-

nus/commission. Then, indirect payments in the 

form of benefits and insurance. Finally, non-finan-

cial rewards include flexible working hours and a 

prestigious office. Payment of teachers' salaries 

effectively increases their responsibility in educat-

ing students to achieve educational goals (Butler, 

2012). Thus, teacher compensation can also be pri-

zes, bonuses, and other facilities that greatly deter-

mine how the teacher does the job. 

 

Teachers Workload 

 Koesomowidjojo (2017) stated that the pro-

cess of figuring out how many hours human reso-

urces need to work that are employed, utilized, and 

required in order to finish a task for a set amount 

of time by considering the working environment, 

how working time is used, and the goals that must 

be met is known as workload. Teachers work long 

hours, many are dissatisfied with their workload, 

and often have difficulty balancing work and perso-

nal life (Howe, 2004). Workload is not only a mat-

ter of quantity but also of intensity. Working long-

er hours and working harder are characteristics of 

"demanding work" that are widespread and prom-

inent in contemporary work (Findlay and Thomp-

son, 2017). With the increased workload, teachers' 

stress levels in the workplace increase, creating ti-

me constraints that teachers cannot meet. In turn, 

teachers spend long hours at work or bring work 

home, making them unable to be productive (Zul-

karnain et al., 2018).  

 

Teacher Job Satisfaction 

 Job satisfaction reflects a person's pleasure 

(including the teacher) after he has carried out a 

particular job seriously, which is reflected in the 

form of pride because the work is as expected and 

provides positive feedback to him. Studies on job 

satisfaction and turnover intention in various pro-

fessions show that working conditions are essenti-

al predictors that significantly influence job satisf-

action positively and negatively (Hoonakker et al., 

2013; Van Droogenbroeck and Spruyt, 2015). Ex-

panding on Locke's (1976) approach to defining 

job satisfaction, teacher job satisfaction can be de-

fined as "the sense of fulfillment and satisfaction 

that results from being a teacher and from work-

ing in a particular teaching job" (Mostafa and Pal, 

2018). Satisfied teachers typically display higher 
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well-being (Toropova et al., 2021) and are more 

committed to remaining in the profession (Blome-

ke et al., 2017; Moore-Johnson et al., 2012), redu-

cing turnover rates and demand for replacements 

(Ingersoll, 2001; Skaalvik and Skaalvik, 2017). 

Smith et al. (1969) introduced a method for meas-

uring job satisfaction with five dimensions: Work 

itself, Supervision, Rewards, Promotion opportu-

nities, and Colleagues. 

 

Teachers Turnover Intention 

 Mobley et al. (1978) defined Desire to Mo-

ve as a desire to terminate attachment in an organ-

ization by individuals who receive compensation. 

The turnover begins as the teacher's dissatisfaction 

with his job increases, so the choice to quit also in-

creases. Mobley's model shows that the cognitive 

stage begins when the individual thinks about qu-

itting his job. It involves making a judgment be-

tween what is expected of the new job and the pri-

ce that will be paid if leaving the current job. It re-

sulted in teachers' intentions to find a new job. If 

the teacher successfully finds a new job, there will 

be a real intention to leave. Conversely, if other 

job alternatives are not found, there will be an in-

tention to stay in school. Furthermore, this inten-

tion manifests as actual behavior, namely, leaving 

school or surviving. If school systems can address 

the factors that create high turnover, they can redu-

ce the demand for teachers in short supply (Carver 

-Thomas and Darling-Hammond, 2017). 

 The teacher's desire to remain employed is 

defined as the teacher's intention to continue work-

ing in the present concerning their current emplo-

yer for the long term. According to Larkin et al. 

(2016), the Desire to switch can be described as an 

individual's desire or behavioral intention to leave 

their organization. Turnover intention is a constr-

uct from behavioral, psychological, and organiza-

tional science and is considered a strong indicator 

of future organizational progress. Some of these 

factors include less salary, more potential vacanci-

es, and benefits if you leave your previous job. Ba-

sed on Larkin's explanation that was presented, it 

became our basis for conducting this research with 

the indicators of the desire to change teachers, na-

mely thinking about leaving, the intention to lea-

ve, and the search for alternative jobs.

 

 
 

Figure 1. Conceptual Model 
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HYPOTHESIS DEVELOPMENT  

 The choice of sampling method may vary 

between basic random sample, stratification, or 

clustering, depending on the availability of resour-

ces and the study aims (Syahrum and Salim, 2012). 

The determination of the sample size will depend 

on the complexity of the research, the number of 

variables involved, and the required level of con-

fidence. The selection of instructors in the sample 

will be based on inclusion and exclusion criteria, 

which will consider characteristics such as experi-

ence, type of school, and other relevant variables. 

The sampling procedure will encompass the me-

thods of reaching out to teachers, gathering data, 

and conducting surveys or interviews (Sugiyono, 

2018). Research ethics shall be consistently maint-

ained at every level, encompassing the acquisition 

of informed permission and the preservation of da-

ta confidentiality. By employing a systematic and 

morally sound sampling methodology, this resear-

ch has the potential to produce pertinent and relia-

ble data to evaluate the proposed hypotheses. Dör-

nyei and Ushioda (2011) identify two dimensions 

for defining teacher motivation that most research-

ers agree on the direction and magnitude of human 

behavior. Thus, teachers' motivation determines 

why they decide to do something, how long they 

are willing to maintain the activity, and how hard 

they will pursue it. 

H1 : Motivation has a positive effect on teacher 

job satisfaction. 

H2 : Motivation has a positive effect on teacher 

turnover intention. 

 

 Compensation is a wage or reward the orga-

nization gives workers for having contributed both 

energy and thought to achieve organizational goals 

(Sastrohadiwiryo, 2005). 

H3 : Compensation has a positive effect on 

teacher job satisfaction. 

H4 : Compensation has a positive effect on turn-

over intention. 

 

 According to the Koesomowidjojo (2017), 

workload is a process of determining the number 

of working hours of human resources that are 

worked, used, and needed in completing a job for 

a certain period by looking at the conditions of 

work, the use of working time, and the targets that 

must be achieved. 

H5 : Workload has a positive effect on teacher 

job satisfaction. 

H6 : Workload has a positive effect on turnover 

intention. 

 

 Expanding on Locke's (1976) approach to 

defining job satisfaction, teacher job satisfaction 

can be defined as "the sense of fulfillment and sat-

isfaction that results from being a teacher and from 

working in a particular teaching job" (Mostafa and 

Pal, 2018). 

H7 : Job satisfaction has a positive effect on 

turnover intention.  

H8 : Motivation has a positive effect on turnover 

intention through job satisfaction.  

H9 : Compensation has a positive effect on turn-

over intention through job satisfaction.  

H10 : Workload has a positive effect on turnover 

intention through job satisfaction. 

 

METHOD 

 This type of research is a quantitative ap-

proach with an associative model. This explanato-

ry research aims to explain the causal relationship 

between the independent, intervening, and depen-

dent variables. This study uses path analysis to an-

alyze the effect of motivation, compensation, and 

workload on loyalty turnover intention through job 

satisfaction as an intervention for non-permanent 

teachers at SMA Negeri-1 Sinunukan, Mandailing 

Natal Regency, North Sumatra province. The rese-

arch data is primary data. Methods of data collec-

tion using a questionnaire.  

 The population of this study were all non-

permanent teachers who worked at Sinunukan-1 

Public High School. The technique used in this 

study is a non-probability sampling technique, na-

mely Saturation Sampling, in which the entire po-

pulation of 40 teachers was sampled (Sugiyono, 

2018). Researchers use a Likert scale of 5.0 as a 

tool to measure variables that are the object of re-

search (Ghozali, 2018).  

 The independent variables of this study are 

Teacher Motivation, Teacher Compensation, and 

Teacher Workload. The dependent variable in this 

study is Teacher Turnover Intention, and the inter-

vening variable is Teacher Job Satisfaction. In var-

ious cases, practitioners often assume that when 

the sample size is small, they use PLS-SEM, but 

when it is large enough, they use the SEM appro-
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ach. The data analysis technique in this study is 

PLS-SEM. According to Chin (2000) which stated 

that the minimum sample size used by PLS-SEM 

is 30-100 sample sizes. The data analysis techni-

que in this study uses Partial Least Square (PLS). 

PLS is an equation model of Structural Equation 

Modeling (SEM) with a variance-based approach 

or a component-based structural equation model 

with data using a structural model (Inner Model), 

namely the path coefficient test, the goodness of 

fit test, and hypothesis testing is t-test and multiple 

linear regression equation test (Ghozali, 2018). 
 

Table 1. Operational Definition Variable 
 

Variable Operational definition Indicator 

Teacher Motivation 

(Han et al., 2016) 

Teacher motivation refers to reasons de-

rived from individual intrinsic values for 

choosing to teach and maintaining teach-

ing and the intensity of teacher motivation 

as indicated by the effort spent on teach-

ing, which is influenced by several contex-

tual factors. 

Initial Motivation 

Sustaining Motivation 

Teacher Compensation 

(Notoatmodjo, 2009) 

Compensation is something that is re-

ceived by members of the organization for 

working and serving in the organization in 

return 

Directly Payment 

Indirectly Payment 

Non-Financial Rewards 

Teacher Workload 

(Koesomowidjojo, 2017) 

Workload is a process of determining the 

number of working hours of human re-

sources that are worked, used, and needed 

in completing a job for a certain period by 

looking at the work conditions, the use of 

working time, and the targets that must be 

achieved. 

Target 

Working Condition 

Use of Time 

Work Standard 

Teacher Job Satisfaction 

(Mostafa and Pal, 2018) 

Teacher job satisfaction can be defined as 

"the sense of fulfillment and satisfaction 

that results from being a teacher and from 

working in a particular teaching job." 

Work itself, Supervision, Re-

wards, Promotion opportunities 

and Colleagues 

Teacher Turnover 

Intention 

(Abelson, 2007) 

Turnover intention as employees' willing-

ness to explore alternative job options 

Thinking of quitting 

Intention to search for alternatives 

Intention to quit 

 

Table 2. Characteristics of Respondents 
 

Teachers Non-Permanent Characteristic Respondent f = 40 % 

Gender Male 12 30 

 Female 28 70 

Married Yes 28 70 

 No 12 30 

Age 25 - 30 5 12 

 31 – 35 13 32 

 36 – 40 9 23 

 41 - 45 7 18 

 More than 46 6 15 
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Teachers Non-Permanent Characteristic Respondent f = 40 % 

Education High School 0 0 

 Undergraduate Degree 40 100 

 Postgraduate Degree 0 0 

Working Period Last 1 Year 0 0 

 1 – 5 Years 10 25 

 6 – 10 Years 25 63 

 11 – 15 Years 5 12 

 More than 16 Years 0 0 

Source: Data Processed (2023) 
 

RESULTS 

Data Description 

 According to the data description, the resp-

ondents are temporary teachers who work at SMA 

Negeri-1 Nunukan. Based on gender, the majority 

of female respondents were teachers. And more 

are married with undergraduate education with an 

average working period of over 10 years, so the 

teaching profession becomes the hope of their life. 

 

Structural Model Analysis (Outer Model) 

 Analysis of the Measurement Model inclu-

des Internal Consistency/Composite Reliability, 

Convergent Validity/Average Variance Extracted  

/AVE), and Discriminant Validity. 

 

Validity and Reliability Test 

 Internal coherency Reliability is a type of 

reliability that is used to evaluate how consistently 

test results stay consistent across items. If there is 

a high correlation between the items, to ascertain 

whether the items assess a comparable construct in 

the score. The composite reliability value is used 

in the test. A composite reliability score that is > 

0.6 shows the reliability of a constructed variable 

(Hair, 2014). When using Cronbach's Alpha or 

Composite Reliability in reliability testing, all of 

the variables are considered valid and trustworthy 

if their values are more than 0.7. In order to test the 

structural model further (Hair, 2014). The degree 

to which one measure positively correlates with 

another measure of the same construct is known as 

convergent validity. An indicator is deemed valid 

if the outer loading value exceeds 0.7 (Hair, 2014). 

 Calculating the data's validity and reliabil-

ity shows that all variable indicators are signifi-

cant. The results of the data validity test do not ex-

ceed r table 0.811, which means that all indicators 

are valid. Meanwhile, the reliability test has the 

smallest value, 0.947-0.980, which means that all 

data is reliable. 

 

Discriminant Validity 

 In order to determine whether an indicator 

of a construct or latent variable possesses excel-

lent discriminant validity, the Heterotrait-Mono-

trair Ratio of Correlation (HTMT) criteria is uti-

lized. According to this criterion, a variable has 

strong discriminant validity if the HTMT value is 

less than 0.9 (Hair, 2014). The results of the discri-

minant validity test show that all variables do not 

exceed 0.9, meaning that all variables have suita-

ble discriminant variables. 

 

Direct and Indirect Effects Analysis 

 The Smart PLS test found the results of test-

ing the direct effect of the teacher's motivation va-

riable on teacher job satisfaction with a path coef-

ficient value of 0.198 (positive). P-value 0.031 < 

0.05 means the effect is positive and significant 

(H1 Accepted). The results show a direct effect of 

the teacher's motivation variable on turnover inten-

tion with a path coefficient value of 0.181 (posi-

tive). P-Value 0.034 <0.05 means the effect is po-

sitive and significant (H2 Accepted). The results 

show a direct effect of the teacher's compensation 

variable on teacher job satisfaction with a path co-

efficient value of 0.320 (positive). P-Value 0.006 

<0.05 means the effect is positive and significant 

(H3 Accepted). The results show a direct effect of 

the teacher compensation variable on teacher turn-

over intentions with a path coefficient value of 

0.278 (positive). P-Value 0.006 <0.05 means that 

the effect is positive and significant (H4 Accept-
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ed). The results show a direct effect of the teach-

er's workload variable on teacher job satisfaction 

with a path coefficient value of 0.595 (positive). 

P-Value 0.000 <0.05 means the effect is positive 

and significant (H5 Accepted). The teacher's work-

load variable on teacher turnover intentions has a 

path coefficient of 0.575 (positive). P-Value 0.000 

<0.05 means the effect is positive and significant 

(H6 Accepted). The results show a direct effect of 

the teacher's job satisfaction variable on teacher 

turnover intentions with a path coefficient of 0.867 

(positive). P-Value 0.000 <0.05 means the effect 

is positive and significant (H7 Accepted). 

 The coefficient value of the indirect effect 

of teacher motivation on teacher turnover intenti-

ons through teacher job satisfaction is 0.172, with 

a P-value of 0.038 <0.05 (H8 Accepted). The coef-

ficient value of the indirect effect of teacher com-

pensation on teacher turnover intentions through 

teacher job satisfaction is 0.278, with a P-value of 

0.014 <0.05 (H9 Accepted). The coefficient value 

of the indirect effect of teacher workload on teach-

er turnover intentions through teacher job satisfac-

tion is 0.516, with a P-value of 0.000 <0.05 (H10 

Accepted). 

 

DISCUSSIONS 

The Effect of Motivation on Teacher Job Satis-

faction 

 The test results show that motivation has a 

positive effect on teacher satisfaction. When satis-

fied with their work, teachers will be highly moti-

vated to work at school even though they are not 

permanent teachers. The results of this study are 

in line with the study of Hartoko (1988) that gen-

erally, teachers are intrinsically satisfied when re-

ceiving incentives and satisfied with teaching but 

extrinsically dissatisfied with salary, job security, 

marginalization, and promotion opportunities. Li-

kewise, Han et al. (2016) found that teachers in de-

veloping countries are more extrinsically motiva-

ted by demonstrating a good effect of social and 

economic factors on teacher motivation compared 

to teachers in developed countries.
 

 
 

Figure 2. Validity Testing Based on Factor Loading 
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The Effect of Teacher Motivation on Teacher 

Turnover Intentions  

 Based on the results, the perspective of non-

permanent teachers in public schools was found to 

be more inclined to transfer intentions when they 

were not motivated to work. This study is also con-

firmed by the research of Kim (2015), Grant et al. 

(2017), and Mahmood et al. (2022), which conclu-

ded that the intrinsic motivation of teachers is a 

significant factor that reduces or triggers the inten-

tion to switch teachers from school. 

  

The Effect of Teacher Compensation on 

Teacher Job Satisfaction 

 The results of this study reveal that teacher 

job satisfaction has a negative perception of the 

compensation they receive and is also in line with 

the study of Mensah et al. (2017), which revealed 

that the dimensions of basic salary compensation, 

incentives, and allowances are significantly corre-

lated with teacher job satisfaction. It shows the ten-

dency for non-permanent teachers to feel that the 

salary and allowance system they receive is still in-

effective (Apriliyani and Meilani, 2021). Purwan-

to (2020) found that compensation has a positive 

and significant on job satisfaction. 

  

The Effect of Teacher Compensation on 

Teacher Turnover Intention 

 Based on the results of this study, it is re-

vealed that the teacher's turnover intention will be 

high when the compensation he receives is not as 

expected. This result differs from a study by Para-

shakti (2017) and Purwanto (2020), which stated 

that compensation dominantly has a negative and 

significant effect on turnover intention. This dif-

ference in studies proves the magnitude of the im-

pact of teacher turnover intention on human reso-

urces in schools. For this reason, further research 

is needed to analyze this problem to get the right 

factors to reduce the rate of teacher turnover inten-

tion in schools. Some of these factors are compen-

sation and organizational commitment. Compens-

ation is one of the main things needed by non-per-

manent teacher as a human being to make a living. 

  

The Effect of Teacher Workload on Teacher 

Job Satisfaction 

 Based on the results of this study, it was re-

vealed that there was teacher dissatisfaction due to 

high workloads. This result is in line with the study 

of Madigan and Kim (2021), which found a teach-

er would leave the profession when his health de-

teriorated, fatigue, or dissatisfaction with his job. 

(Irsyadi and Djamil, 2023) found that workload 

can positively affect employee intention to leave. 

The high workload does not match the salary giv-

en to employees. 

  

The Effect of Teacher Workload on Teacher 

Turnover Intention 

 Based on the results of this study revealed 

that there will be greater teacher turnover inten-

tions when their workload is high. These results 

matched with the study results of Mahmood et al. 

(2022), Ekabu et al. (2018), and Kim (2015), whi-

ch emphasized that teacher workload and compet-

itive work environment in schools, the introduc-

tion of a new education system, lower educational 

resources and high expectations from society and 

other stakeholders are indicators that stronger than 

teacher turnover intentions. 

  

The Effect of Teacher Job Satisfaction on 

Teacher Turnover Intention 

 The study results indicate that job satisfacti-

on has a positive and significant influence on turn-

over intention. From the descriptive analysis of the 

respondent's data, it can be seen that the dimension 

of job satisfaction that has the most dominant ef-

fect on turnover intention is job satisfaction beca-

use of colleagues. When they often interact with 

co-workers who have different characters, it will 

affect the job satisfaction of non-permanent teach-

ers in state senior high schools, which has an im-

pact on increasing teacher turnover intention to-

wards these schools. These findings indicate that 

the decision of teacher turnover intentions at scho-

ol is influenced by co-workers who have previous-

ly resigned from this school and moved to another 

school. The results of this study are the same as 

those of Poeh and Soehari (2017), Park and John-

son (2019), and Wijayanti (2013), which show 

that job satisfaction has a positive and significant 

effect on turnover intention. 

 

The Effect of Teacher teacher motivation on 

teacher turnover intentions through teacher 

job satisfaction  

 This study significantly contributes to the  
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existing literature on motivation, job satisfaction, 

and turnover intention by exploring the relation-

ship between introducing mediators and using a 

sample of precarious teachers in public high scho-

ols. Teacher job satisfaction as an intervening var-

iable has a significant effect between teacher work 

motivation and teacher turnover intention with the 

result of a positive relationship, which can be in-

terpreted as an increase in turnover intention, whi-

ch can be done if teachers have high work motiva-

tion and have an impact on teacher job satisfaction 

to increase turnover intention. This research aligns 

with the study of Kuvaas et al. (2017) and Miao et 

al. (2020), who found that motivation affects turn-

over intention. 

 This study proves no negative or significant 

effect of teacher job satisfaction on turnover inten-

tion. It is interesting to note that it is possible that 

most respondents are satisfied with their jobs, so 

other factors are more dominant as factors causing 

turnover intention among temporary teachers. For 

example, compensation and workload do not af-

fect them. 

  

The effect of teacher compensation on teacher 

turnover intentions through teacher job satis-

faction 

 This study proves teacher compensation's 

positive and significant effect on teacher turnover 

intention through job satisfaction. It is interesting 

to observe that the findings in studies on job satis-

faction and turnover intention in various professi-

ons have positive and negative effects (Hoonakker 

et al., 2013; Rahman and Syahrizal, 2019). 

  

The effect of teacher workload on teacher turn-

over intentions through teacher job satisfaction 

 High workloads generally lead to high teac-

her turnover intentions. However, this study found 

a strong positive relationship between workload 

and teacher satisfaction with career choice, work-

place conditions for satisfaction with the professi-

on, and even a strong positive effect for teacher sa-

tisfaction with school. It differs from previous stu-

dies, which found a negative relationship between 

teacher workload and job satisfaction (Amitai and 

Van Houtte, 2022; Toropova et al., 2021). Tempo-

rary teachers who put a lot of effort into their jobs 

may do this because they are satisfied with the 

school they work for or have no choice but to work  

in the same profession. 

 

IMPLICATIONS 

 It implies the need for policymakers in sch-

ools to consider the variables of job satisfaction 

and the desire to change teachers in schools. The 

consistency of the government as a policy maker 

towards the honorary teacher compensation sys-

tem is highly expected so that the policies can have 

a systemic impact on the development of renewa-

ble human resources, especially the teaching pro-

fession, as a socially, culturally, and economically 

dignified livelihood. Meet the needs of everyday 

life. And the school is clearer about the compen-

sation policy given to non-permanent teachers to 

match their workload. 

 

RECOMMENDATIONS 

 The need for the government's role in being 

fair in regulating teacher teaching is because of the 

factors that influence the intention to change teach-

ers who are not permanent in public high schools. 

Some limitations in research need to be consider-

ed. First, the causal relationship between the re-

search factors must be drawn carefully with other 

variables. Future research will use other strategies 

to confirm this connection. Second, research de-

pends on non-permanent teachers in small cities. 

Future studies can obtain data from permanent tea-

chers or in other industries, such as banks, insuran-

ce, airlines, or healing centers. With a population 

of various cities or countries, that will be valuable 

in generalizing the specified associations, so sure-

ly, whether to find research that can be generalized 

to other work sectors. Third, future research must 

examine other possible mediation factors (such as 

work facilities, co-workers, work experience, or 

work extrinsic/intrinsic behaviors) in the relation-

ship between job satisfaction and turnover inten-

tions. The existence of other causal relationships 

between the intention of the turnover and the abil-

ity to adapt to a career needs to continue to be in-

vestigated in further studies. 

 

CONCLUSIONS 

 Theoretically, this research facilitates the 

reconceptualization of teacher motivation, teacher 

compensation, teacher workload, teacher job satis-

faction, and teacher turnover intention by provid-

ing a comprehensive review of precarious teachers 
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conducted from diverse theoretical perspectives 

on teacher research. It contributes to teachers' kn-

owledge by identifying five major related research 

areas. Based on the results of the research analysis 

described above, it can be concluded in this study 

that the greatest teacher job satisfaction is not in 

salary but in the opportunities that will be obtained 

(becoming permanent employees) and colleagues 

who support each other. It is probably because tea-

chers do not always feel called to be teachers, so 

they commit to school without considering their sa-

lary too much. It is also possible that from the be-

ginning, the non-permanent teacher already knows 

that, in general, the salary he will receive is not 

high, so when he decides to become a non-perma-

nent teacher, compensation in the form of salary is 

not the main consideration. 

 The study's results also provide empirical 

evidence that teachers' workload is not at the same 

time as regular teachers, so it is not a reason for a 

teacher's interest in leaving work (turnover intenti-

on). However, it was found that the things that sco-

red the highest on this dimension were the target 

of determining the level of achievement, graduat-

es, and applying the curriculum to high students, 

which made them uncomfortable. Still, even this 

did not make the school's turnover intention. 

 From the results of the respondents' answers 

in this study, it was found that in the dimension of 

teacher work motivation, there are things that ma-

ke non-permanent (honorary) teachers survive as 

teachers so that they have income for their survival 

because they have no other job. The next dimen-

sion is that they aspire to be teachers. And the we-

ight of the biggest dimension is because there is 

hope that they will become permanent teachers at 

school. The results of this study also found that the 

compensation that teachers want is not always abo-

ut salary but a sense of pride as a teacher and wor-

king in a prestigious place such as a public school, 

which makes their job satisfaction increase, there-

by reducing the intention to turn over teachers. 

 The conclusion seen in the partial correla-

tion analysis reveals that all variables have a posi-

tive and significant influence from the variables of 

motivation, compensation, workload, and intenti-

on to switch through job satisfaction, regarding the 

type of public school in this study that seems to 

affect the job satisfaction of non-permanent teach-

ers because there is an expectation that they will 

become civil servants. The researcher is of the 

view that the school sample will influence both the 

status as a public or private school and as a school 

of excellence or a school with a large number of 

students, which may influence the results of stud-

ies on the effect of school type on the relationship 

between job satisfaction and turnover intention. 

 Thus, the results indicate that the type of 

school factor can determine the level of job satis-

faction or turnover intention among teachers, whi-

ch can be carried out for future research. It implies 

the need for school policymakers to consider the 

variables regarding job satisfaction and teacher 

turnover intentions. The consistency of the govern-

ment as a policy maker on the honorary teacher 

compensation system is awaited so that the polici-

es can have a systemic impact on the development 

of renewable human resources, especially the tea-

ching profession as a livelihood that is socio-cul-

turally respectable and economically fulfills the 

daily necessities of life. Schools are clearer regar-

ding the compensation policy given to non-perma-

nent teachers so that it follows the workload they 

are carrying out. Thus, their needs are met, and 

productivity at work will be higher. 
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