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ABSTRACT

For decades, numerous studies have widely examined teacher turnover intention by identifying the leading professional

factors. Yet, comparatively less attention has been paid to examining how these factors contribute to (un)fulfilling basic

needs, which lead to pre-service language teachers’ turnover intentions. To fill this gap, this study examined professional

factors leading to turnover intentions among African pre-service teachers of the Chinese language trained in China, whose

professional preparation is embedded in multiple national and linguistic contexts. The study aimed to identify the most

influential professional factors that (un)fulfilled basic needs and led to pre-service teachers’ intentions to stay or leave

teaching. Data were collected through semi-structured interviews with 13 FrancophoneAfrican pre-service teachers enrolled

in the Chinese Language Teaching programme in China (FAPT-CLTs) and analysed using inductive thematic analysis. As a

result, the findings revealed that salary and employment stability were the most influential factors in shaping pre-service

teachers’ career decisions. Most pre-service teachers highlighted that this profession did not offer competitive salaries

and lacked stability, which led to their unmet basic needs due to professional dissatisfaction and socioeconomic reasons.

Findings also revealed a high rate of turnover intentions among teachers, driven by extrinsic motivations. Unlike turnover,

a weak retention intention was identified among a small group of teachers, based on intrinsic motivations—a passion for

the teaching profession. Despite their passion, they were open to other career opportunities if no reforms were made. These

findings have implications for enhancing professional development trajectories of transnational language teachers.
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1. Introduction

Teacher turnover is a global issue that impacts the en-

tire educational system in many countries [1,2]. Existing stud-

ies have widely identified many factors related to teacher

turnover, including job satisfaction, school environment,

working conditions, family and personal issues, and feel-

ings of disrespect [3–5]. These previous findings contribute to

a deeper understanding of how organisational and personal

factors influence teachers’ decisions to leave or remain.

However, these previous studies focused more on in-

service teachers. Meanwhile, research on pre-service teach-

ers has received little attention and remains comparatively

underdeveloped, despite their considerable impact on the

supply of future personnel. This gap is becoming increas-

ingly visible in the Chinese language teaching programme.

Although many studies have addressed the professional train-

ing of African pre-service Chinese language teachers, com-

paratively little has focused on how these pre-service teach-

ers intend to remain in or leave the profession of Chinese

teaching. This study focuses on Francophone African pre-

service teachers enrolled in the Chinese Language Teaching

programme in China (FAPT-CLTs), by examining how pro-

fessional factors influence their intentions to become teachers

or leave the teaching profession.

In this perspective, the study draws on Nguyen and

Springer’s [6] teacher turnover framework, which conceptu-

alised these professional factors as employment factors—

including employment rate, teacher salary, non-teacher

salary, late hiring, retention incentives, union presence and

tenure. These factors may be perceived as the most influen-

tial factors among the FAPT-CLTs’ turnover intentions.

In the African context, existing research on teacher

turnover appears linked to professional factors, given the

local sociocultural and socioeconomic realities in many coun-

tries [7,8]. The quality of these professional factors often influ-

ences teachers to meet their basic needs, particularly physio-

logical and safety needs [9,10]. In other words, meeting basic

needs is a challenging daily hurdle for most teachers in many

African countries. The usual response to this issue is often to

leave the profession entirely in search of positions that better

meet their needs [9]. This situation has, in some way, influ-

enced the perspectives of most pre-service teachers, who

observe the circumstances of their older peers firsthand or

indirectly.

Most FAPT-CLTs may contemplate switching to ca-

reers in Chinesemultinational companies or elsewhere. With

China’s economic growth, many Chinese companies are ex-

panding across Africa and actively seek talented individuals

who possess not only proficiency in Chinese but also a deep

understanding of Chinese culture [11,12]. In particular, FAPT-

CLTs seem to be ideal candidates for employment in these

companies. Although FAPT-CLTs have educational back-

grounds, the existing research indicates that many young

African Chinese language teachers have transitioned into

industrial roles. Others have undergone additional training

to meet the demands of their new careers, because these

companies aim to provide them with suitable professional

factors [13–15]. Despite a large pool of FAPT-CLTs, fewer

may intend to engage as teachers in the FrancophoneAfrican

context, where professional expectations and future career

paths seem uncertain in fulfilling basic social needs. Ex-

amining FAPT-CLTs’ turnover intentions matters because

they may reveal the motivational forces driving their career

choices.

As stated earlier, this study explores the turnover in-

tentions of FAPT-CLTs by examining how professional fac-

tors lead to their turnover intentions. Drawing on Nguyen

and Springer’s workforce framework—professional factors,

which relate to fulfilling basic needs in Maslow’s hierarchy—

this study emphasises (1) identifying the professional factors

that count the most to FAPT-CLTs and (2) examining how

these factors (un)fulfilled their basic needs and led to their

turnover intentions. By shifting the focus from in-service

teachers to FAPT-CLTs, from traditional turnover factors

to underdeveloped professional factors, and from general

education subjects to the second-language teaching field,

this research contributes to a deeper understanding of the

dynamic forces influencing pre-service teacher turnover in

language education.
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2. Literature Review

2.1. Teacher Turnover, Professional Factors,

and Basic Needs

This study draws on Nguyen and Springer’s [6] theoret-

ical framework of teacher turnover. This framework iden-

tifies factors influencing teacher turnover across personnel,

school, and external correlates. Most notably, external corre-

lates address workforce factors that include the “employment

rate, late hiring, teacher salary, retention bonus, non-teacher

salary, union, tenure, and pension” [6] (p. 1005). Following

Nguyen and Springer, this study uses professional factors

to align with FAPT-CLTs’ professional experiences, rather

than workforce factors, which may go beyond this study’s

focus. This shift emphasises terminology rather than theory;

the analytical framework remains the same.

Critically, these professional factors seem to fulfil

teachers’ physiological and safety needs. That is, a teacher’s

salary may serve to fill physiological needs, such as food,

housing, and clothing. Employment rates, late hiring, and

retention bonuses are closely tied to safety needs, includ-

ing job security, income, and access to healthcare. In this

sense, professional factors appear significant in meeting the

pre-service teachers’ basic needs. Maslow’s hierarchy [16] of

basic needs may refine these professional factors by demon-

strating how they interact with the (un)fulfilment of basic

needs in a specific sociocultural context. Since these factors

reflect basic needs, fulfilling them is necessary. Otherwise,

when they are unmet, pre-service teachers are less likely to

consider teaching a viable career and may opt to leave.

Overall, professional factors appear to align with the

basic needs. The (un)fulfilment of these needs may lead to

turnover intentions, particularly in the FAPT-CLTs context.

Building on this foundation, the study examines how these

forces shape FAPT-CLTs’ turnover intentions and highlights

the underlying reasons. This offers a comprehensive under-

standing of teacher turnover intentions in general and helps

predict pre-service teacher turnover in the specific Franco-

phone African contexts.

2.2. Teacher Turnover Intentions

Teacher turnover was identified in empirical research

as external, referring to teachers who leave the teaching

profession for a specific reason, and internal, referring to

teachers who move to another educational organisation with

or without switching to a different subject. Internal turnover

also includes teachers who switch to another teaching subject

but remain at their initial school [17]. In this study, external

teacher turnover was defined as teacher turnover.

Turnover intentions are considered a predictive fac-

tor among teachers who have an intention and a deliberate

decision to pursue another position [18,19]. In other words, in-

tention serves as an indicator that highlights factors leading to

teacher turnover [20]. Several studies have been conducted to

identify factors influencing teacher turnover intentions [21,22].

The intention to depart or diverge from the teaching profes-

sion is driven by multifaceted factors [2,23,24], such as pro-

fessional conditions [3,25], which are often seen as “highly

predictive of an individual teacher’s intentions to leave” [3] (p.

251), especially for in-service teachers, who are more likely

to leave schools where the working conditions are poorer.

For example, Räsänen et al. [2] investigated Finnish teachers’

job satisfaction and turnover intentions, revealing that 50%

of teachers intended to leave the profession, with most of

these being young teachers [24]. Regarding pre-service teach-

ers, turnover intention is often linked to the training process,

during which many trainees may develop intentions to leave

the teaching profession for the reasons mentioned above. In

Nigeria, a sample of 404 pre-service teachers was examined

to predict their intentions, revealing that only 29% intended

to pursue a career in teaching [10].

Overall, multifaceted factors shape teacher turnover

intentions. Professional factors remained the most predic-

tive factors identified across multiple specific contexts in

the previous studies. However, the findings of these studies

seemed to focus more on in-service teachers, while overlook-

ing pre-service teachers’ context. By exploring FAPT-CLTs’

teacher turnover intentions, this study may add nuance to the

existing literature.

2.3. Teacher Turnover Problems and Basic

Needs

The teacher turnover problem is a significant issue that

continues to affect educational performance and growth in

many countries. For decades, numerous research studies

have been conducted to examine teacher turnover from dif-

ferent angles. Some focus on how teacher turnover impacts

106



Cross-Cultural Education Studies | Volume 02 | Issue 01 | June 2026

educational outcomes, while others emphasise its effect on

students’ learning performance [26–28]. These diverse perspec-

tives contribute to gaining a comprehensive understanding

of teacher turnover.

Factors such as salary play a vital role in this issue [9].

Salary is a key aspect of working conditions and is often con-

sidered a significant factor in determining whether teachers

stay or leave the profession. Earlier studies have identified

salary as the most significant reason for teachers to quit [22,29].

In essence, salary issues often motivate teachers to seek bet-

ter positions, either within or outside the education field,

in pursuit of opportunities that support their professional,

social, and economic growth. In the US, salary increases

have led to a reduction in teacher turnover from 65% to

35% [30,31]. Mpundu et al. [9] reported that low salaries have

driven 78.3% of South African teachers to quit. Overall,

salary-related concerns remain a crucial factor among oth-

ers that must be considered when addressing this teacher

turnover problem.

Alongside salary, other factors also influence teacher

turnover. Some research studies have identified systematic

factors by presenting various theoretical frameworks that

address specific causes of teacher turnover [6,21,32]. Meta-

analyses have theorised that variables, such as personal

attributes, qualifications, job satisfaction, administrative

leadership, and support, are primary drivers of teacher

turnover [2,21,33–35]. Other research indicates that higher rates

of teacher turnover are associated with factors such as gender,

ethnicity, academic ability, professional experience, student

demography, salary, incentives, family responsibilities, and

policies [5,36].

These studies aimed to focus more on identifying fac-

tors. Still, they seemed to overlook how these professional

factors, which appear significant in meeting basic needs,

may contribute to teacher turnover intentions. Following

this, the hierarchy of needs serves as a crucial framework

for understanding individual motivation, as it highlights that

people are driven to fulfil their needs [16]. In teacher turnover,

these basic needs influence whether teachers stay in a teach-

ing setting. When the conditions designed to meet these

needs are unsatisfactory, teachers may leave to find a better

environment where their needs can be adequately met [9,37].

Only a few studies have focused on these trajectories by ex-

ploring how professional factors contribute to (un)fulfilling

basic needs of teachers. Mpundu et al. [9], for example, anal-

ysed professional factors that affect the basic needs of South

African teachers, and reported that when professional factors

fail to meet teachers’ basic needs, many choose to leave and

pursue positions where their needs are better addressed.

Overall, the multifaceted factors drive the teacher

turnover issue. Much research has widely focused on iden-

tifying factors, while overlooking the examination of moti-

vational forces that rationalise teacher turnover in specific

contexts. By examining the FAPT-CLTs turnover, this study

seeks to address these gaps by offering new insights into

understanding the literature on teacher turnover

2.4. African Pre-Service Chinese Language

Teachers Trained in China

Since the 1970s, China has reshaped its position as a

global superpower through economic growth and leadership

ambitions, while also expanding the international reach of

the Chinese language [11,13].

In the Sino-African context, learning this language

is viewed as a gateway to accessing China for educational

purposes, and teaching it is regarded as a guaranteed way to

create job opportunities and foster entrepreneurial activities

between Chinese and African communities. Furthermore,

teaching Chinese is viewed not merely as language instruc-

tion but as an opportunity for education and employment [38].

This has attracted many international African students to

enrol in Chinese language programmes in China, with the

ambition to become teachers and return home to promote

the Chinese language locally. Such motivation is often sup-

ported by initiatives such as South-South Cooperation, the

Belt and Road Initiative, the Forum on China-Africa Coop-

eration, and the establishment of Confucius Institutes and

Confucius Classrooms, all of which contribute to promoting

Chinese language teaching across many African nations [11].

Despite this, many FAPT-CLTs encounter the realities of

the teaching profession during their academic careers, such

as low salaries, poor working conditions, volunteer work,

and inadequate induction, particularly in their home coun-

tries. Consequently, many are considering leaving teaching

to pursue entrepreneurial or corporate careers with more

favourable conditions than those offered by the education

sector.
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Notably, existing literature tends to focus more on

issues related to teaching and learning Chinese, such as

grammar, teaching materials, methods, and learners’ mo-

tivation [14,39]. At the pre-service teacher level, researchers

have extensively engaged in teacher preparation, focusing

on pedagogical development, academic knowledge acquisi-

tion, and language beliefs and practices [38]. Although these

multiple research outcomes contributed to understanding the

Chinese language teacher’s situation, the scholars seem to

overlook the situations faced by teachers that affect their pro-

fessional career decisions. By examining how professional

factors influence FAPT-CLTs’ intentions to become teachers

or leave the teaching profession, this study seeks to provide

nuanced insights into the current literature on promoting the

Chinese language and to raise awareness regarding the ex-

periences of pre-service Chinese language teachers. To this

end, the following research questions were addressed:

1. What are the most influential professional factors in

shaping FAPT-CLTs’ decisions to become teachers or

leave the teaching profession?

2. To what extent do these factors matter in (un)fulfilling

the FAPT-CLTs’ physiological and safety needs?

3. How do these professional factors (un)fulfilled basic

needs influence their intention to become teachers or

leave the teaching profession?

3. Methods

3.1. Research Setting and Participants

This research took place at one of China’s prestigious

and leading universities. Currently, this university excels in

the study and teaching of foreign languages and literature,

especially in teaching Chinese. In 2025, QS World Univer-

sity Rankings reports that its subjects, such as linguistics,

are ranked in the top 30 worldwide, and the Chinese lan-

guage is in the top ten nationally. The university comprises

several schools, departments, colleges, and research centres,

enabling it to enrol students from undergraduate to postgradu-

ate levels. This year, the university enrolled 11,200 students,

including 1,200 international students fromAmerica, Asia,

Europe, and Africa.

The acronym FAPT-CLTs refers to Francophone

African international students specialising in teaching Chi-

nese as a foreign language at a Chinese university. They are

considered pre-service teachers of Chinese.

Initially, purposive sampling was used to recruit eligi-

ble participants. Due to the inaccessibility of other partici-

pants, snowball sampling was used to reach a sample size

appropriate to the research purpose. Across both samples,

13 FAPT-CLETs were recruited: two were in their third and

fourth years of doctoral studies, four were graduate students

in various years, and the remaining were undergraduates

across different academic years (See Table 1).

The sample size was limited to 13 because this appeared

to be a sufficiently large group of FAPT-CLTs at this uni-

versity, representing relevant participants aligned with the

research focus.

These FAPT-CLTs hailed from diverse African French-

speaking countries. All possessed excellent command of the

colonial language—French, and had acquired a solid linguis-

tic and pedagogical knowledge of Chinese. They had started

learning Chinese in their home countries at local institutions,

such as Confucius Institutes, before undertaking their studies

in China. Some had worked as teachers, while others had

completed internships related to their academic training.

Table 1. Demographic information of FAPT-CLTs.

ID Age Gender Country Linguistic Background Major Education Level Academic Year

Participant.1 34 Male Congo French Teaching-Chinese Doctorate 3

Participant.2 23 Female Congo French Teaching-Chinese Bachelor 3

Participant.3 27 Male Benin French Teaching-Chinese Master 1

Participant.4 24 Male DRC French Teaching-Chinese Bachelor 4

Participant.5 24 Male Congo French Teaching-Chinese Bachelor 3

Participant.6 24 Male Congo French Teaching-Chinese Bachelor 3

Participant.7 27 Male Cameroon French Teaching-Chinese Bachelor 4

Participant.8 28 Female Madagascar French Teaching-Chinese Master 2

Participant.9 21 Female Burkina Faso French Teaching-Chinese Bachelor 2

Participant.10 28 Female Gabon French Teaching-Chinese Bachelor 3

Participant.11 35 Male Burundi French Teaching-Chinese Doctorate 4

Participant.12 28 Female Madagascar French Teaching-Chinese Master 1

Participant.13 27 Male Madagascar French Teaching-Chinese Master 1
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Recruitment was based on informed consent, providing

sufficient details to ensure that their records would be used

solely for research purposes, with assurances that their iden-

tities would be anonymised to maintain confidentiality [40].

Ethical approval was granted by the author’s institutions.

3.2. Data Collection and Analysis

A semi-structured individual interview was conducted

to collect data [41]. Previous research has extensively demon-

strated that this approach is highly valuable for understand-

ing teacher professional development research [9]. The use

of semi-structured interviews enabled us to gain insight into

the overall landscape of FAPT-CLTs’ turnover intentions.

In January 2025, face-to-face interviews were held,

lasting approximately 80–120 min per participant. Given

that French was the native language of participants, all in-

terviews were held in French. Chinese was occasionally

employed when either the researcher or the participants re-

ferred to a Chinese word without a direct French equivalent

(e.g.,                                           ) to keep conceptual clar-
ity. Additionally, we began the interviews with questions

about professional factors, followed by questions about basic

needs, and concluded with questions about turnover inten-

tion (SeeAppendix A.1). The participants’ responses were

audio-recorded. During the interviews, we kept a notebook

to systematically record all relevant details that audio record-

ings could not fully capture. Afterwards, the French tran-

scripts were translated into English. Moreover, scholars with

trilingual experience (French–Chinese–English) reviewed

the transcripts by systematically rereading them and check-

ing the consistency and accuracy between the transcript data

and the audio recordings. Then, each participant received a

copy of their transcript. A back-translation process was un-

dertaken collectively to ensure that meaning was preserved

and to minimise any biases caused by translation. Once com-

pleted, the participants reviewed and confirmed the accuracy

of the transcripts [41,42].

Our insider position with the participant group facili-

tated access to the participants [43]. We also recognised that

our sociocultural, socio-ethnic, and socio-educational back-

grounds might have influenced the data collection process.

This position heightened our awareness and likely enhanced

the credibility and trustworthiness of the data.

The analysis process began with preparing the tran-

scripts. We anonymised the participants’ identities and re-

named the transcripts accordingly. Subsequently, NVivo-15

software was employed for manual coding [42].

With our research questions and goals in mind, in-

ductive thematic analysis was chosen to identify codes and

themes directly derived from the dataset [44–46]. That is, mean-

ingful messages were semantically and latently extracted

across the dataset to assign codes “without trying to fit it

into a preexisting coding frame, or the researcher’s analytic

preconceptions” [44] (p. 83). Through a rigorous and consis-

tent reading, the six-phase approach was employed [44]. We

familiarised ourselves with the data, developed initial codes,

searched for potential themes, reviewed and defined themes,

and reported the findings [44]. This enabled us to thoroughly

read our transcripts, gain insights, and select meaningful

messages for coding.

To capture participants’ attribute values, a “case classi-

fication” strategy was employed during the process to link

the transcripts with participants’ demographic information,

ensuring gender balance and voice representation. At the

same time, we established containers to hold all extracted

messages from each case, creating a coding system in which

new codes were systematically checked to determine whether

the existing code covered the selected extracts. Initial and

analytical memos were used to examine the relationship be-

tween research methods and data analysis techniques [42].

Once the coding process was complete, the coded data

were sorted to form categories. We then investigated poten-

tial relationships between categories and codes. Categories

were classified into preliminary themes and compared with

each other. Ultimately, three main themes were identified

and evaluated based on their accuracy and reliability in ad-

dressing our research questions.

Finally, tools such as Word Frequency, Matrix Coding

Query, and others were employed to visualise and represent

participants’ voices in our data report. Concurrently, we

retrieved and exported our codebook to a Microsoft Word

spreadsheet to ensure consistency between codes and themes.

Our reflexivity helped us set aside our positionality

and minimise influence on the data findings. As we worked

closely with the data, efforts were made to reduce all possi-

ble biases and prioritise participants’ voices throughout the

analysis. This reflexivity also enhanced the trustworthiness

of our approach by ensuring transparency and credibility in
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our analysis [47].

4. Findings

Based on the research purpose and research questions,

three themes were developed throughout the data analysis:

1. Selective prioritisation of professional factors,

2. Professional factors (un)fulfilled basic needs and un-

derlying socio-professional and economic reasons,

3. Turnover intentions and underlying motivations behind

them.

4.1. Selective Prioritisation of Professional Fac-

tors

The current theme focused on identifying professional

factors. The data analysis explained that this identification

process remained selective. That is, FAPT-CLTs tended to

prioritise factors they considered directly affecting their ca-

reer decisions, while disregarding factors perceived as unnec-

essary and having less influence on their decision to become

a teacher or leave the profession.

The former were identified as “crucial factors” in shap-

ing the FAPT-CLTs’ career aspirations due to their relevance

to the FAPT-CLTs’ socio-economic and professional growth.

The analysis revealed that all FAPT-CLTs perceived salary

and employment stability as the most significant factors.

While other factors, such as recruitment and the low so-

cial status of teachers, were associated with crucial factors,

salary and employment stability remained the most domi-

nant themes. Throughout the coding process, all participants

were involved and provided 46 pieces of relevant informa-

tion out of 56, emphasising good salaries and stable em-

ployment (Appendix B.2). This reflected how FAPT-CLTs

consistently emphasised that salary and employment stability

significantly influenced their decision-making. Participant.5

stated:

In the teaching Chinese profession, I consider

the most important for my future career are em-

ployment stability and a good salary. I know

that other items like primes, working condi-

tions, and professional opportunities are also

useful, but stability and salary are the most

important for me, I think. Because the stabil-

ity will guarantee my job security and a good

salary, what I want will help me to meet my

needs, to flourish, to buy a car, to live normally,

to enjoy, to travel…

The expressions, including ‘job-security, meet-my-

needs, flourish, buy-a-car, enjoy, travel’, demonstrate that

FAPT-CLTs require not only a permanent salary but also a

well-paid salary. A relevant salary that allows them to en-

joy their social life adequately and permanently in the local

context of their countries.

While all participants consistently emphasised em-

ployment salary and stability, the Madagascan participants

overemphasised employment stability over salary. This ap-

peared relevant compared to other nationalities. An analyti-

cal memo was created to document this Madagascan particu-

larity systematically. The analysis highlighted that, although

salary is essential, these participants believed that a stable job

is more important. Because they have a permanent position

where they are paid each month consistently, even during

critical moments in social life. One Madagascan participant,

who has experience teaching Chinese, revealed that stable

employment provides her with a certain degree of social secu-

rity and helps alleviate the psychological pressure associated

with job seeking when needed. To this end, this Madagascan

participant valued stable employment with a modest salary

over an unstable, highly paid job.

The salary is important, but what matters most

is job stability. So, once I return to Madagas-

car, if I’m offered another job that pays me

more than 10,000 yuan, it’s not a permanent

job. And I don’t even know if I will finish the

month without getting fired. Alongside, I have

a teaching Chinese as a permanent job with,

for example, 5,000 yuan per month; I will di-

rectly choose the teacher’s job, because it guar-

antees me a stable job and stable income per

month. (Participant.8)

Conversely, other factors such as bonuses, prizes, in-

centives, professional growth, and local working conditions

were identified as ‘peripheral factors’—having less influ-

ence on the decision-making of FAPT-CLTs to become teach-

ers or to leave the teaching profession. The data analysis

revealed that nine FAPT-CLTs recognised the importance
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of these factors but considered them unnecessary. They be-

lieved that these peripheral factors could not significantly

affect their long-term professional decisions. For example,

Participant.4 noted that “Professional bonuses, promotion

opportunities, and professional growth don’t have much

influence or determine my decision to stay in teaching Chi-

nese. I don’t think there are great advantages.” This excerpt

highlights how peripheral factors were perceived as not in-

fluencing FAPT-CLTs’ decisions to become teachers. Mean-

while, participants did not view these factors as essential to

fulfilling their professional needs, compared with factors

such as salary and employment stability. The Participant.1

emphasised, “Compared to our local reality, the working

conditions, bonuses, and incentives are important, but they

are not a priority in my career decision. They take second

place.”

Overall, FAPT-CLTs identified professional factors by

assessing their perceived relevance in shaping their decision

to become teachers or leave the profession. Subjectively,

FAPT-CLTs regarded ‘crucial factors’ as influential and rel-

evant, while ‘peripheral factors’ were seen as unnecessary

and having little impact on their decision-making.

4.2. Professional Factors (Un)Fulfilled Basic

Needs and Underlying Socio-Professional

and Economic Reasons

4.2.1. Professional Factors (Un)Fulfilled Basic

Needs

This pattern emphasises how professional factors pro-

vide FAPT-CLTs with feelings of being (dis)satisfied, es-

pecially in meeting their physiological and safety needs.

Throughout the data analysis, compensation—salary in the

Chinese teaching profession—has been identified as the most

significant factor in satisfying basic needs (Appendix B.2).

As a crucial factor, the FAPT-CLTs place salary at the centre

of fulfilling their basic needs.

Despite this, the data analysis revealed that all par-

ticipants believed teachers earn low salaries in their home

country contexts. They emphasised that their peers who teach

Chinese locally often face salary issues (Appendix B.2). In

other words, in-service teachers are inadequately paid, which

leads to chronic socioeconomic difficulties in meeting their

basic needs in their daily lives. Given that, most participants

(70%) noted that the income of the Chinese teaching pro-

fession remains insufficient to adequately cover their basic

needs, such as clothing, food, and housing, in the context of

their local social life. A cohort of transcripts stated:

I think the gain of Chinese teaching can’t meet

my basic needs, such as housing, clothing,

food, moving, taking care of my parents, my

community, and so on. When I consider the

socio-cultural reality in Benin, teaching is not

a job that will enable me tomeet all these needs,

even by dreaming. (Participant.3)

Because it won’t even help me move forward.

I can’t move forward with it. I can’t build or

buy a house with it. I don’t think such a salary

can meet my basic needs. (Participant.5)

The transcripts highlight that these participants are fully

aware of their local sociocultural and economic realities in

their countries, where the profession of teaching Chinese is

unlikely to meet their physiological needs. One participant

highlighted that the local income for this profession remains

insignificant; consequently, it can only cover the limited

daily needs of an unmarried novice teacher. In other words,

this cannot guarantee teachers’ other safety needs, such as

financial, familial, social, and healthcare security. Another

participant from Congo-Brazzaville highlighted that the cur-

rent local financial income for Chinese language teachers

would only allow for survival rather than enjoying life. This

situation may hinder teachers from saving and planning for a

better future, especially when social responsibilities emerge.

A cohort of transcripts explained:

If I become a teacher and pay me as my peers,

that salary will cover my elementary needs only

if I live alone, or I have not yet a family. I can’t

live well, or even meet my family’s needs. My

financial security is not guaranteed, even my

plans for a better future. (Participant.6)

I remember when I taught Chinese in Congo.

At the beginning, I thought that the salary

seemed to cover my rent and food needs, but

very quickly, at the end of a quarter, I realised

that it didn’t. I can’t save; it was difficult for

me to live. (Participant.1)
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The local social situation varies from country to country,

which creates some atypical contexts. The data analysis in-

dicated that the FAPT-CLTs from Madagascar (Participant.8,

Participant.12 and Participant.13) believed that the teaching

Chinese profession could sufficiently provide a state of be-

ing satisfied, in terms of salary and stability. That is, this

profession could adequately cover their basic local needs,

notably working in Confucius establishments. Compared

to civil servant teachers, these Madagascans have experi-

enced their in-service peers being well-paid and enjoying

permanent employment, and having a stable financial posi-

tion. This drives a particular dream for these Madagascans,

who not only envy their in-service peers but also strongly

wish to become teachers in local Confucius establishments.

Participant.8 stated:

When I was still studying at Confucius inMada-

gascar, I saw that my teachers had good living

conditions. They have food to eat, clothes to

wear every day, and they have children. I saw

others have cars. I think it’s a very stable job

and provides more financial security compared

to other jobs. Even if it’s not the best salary,

it’s enough to live on every day in Madagascar.

So, I think becoming a teacher in Madagascar

is very stable.

4.2.2. Underlying Socio-Professional and Eco-

nomic Reasons

The data analysis reported that all FAPT-CLTs have

provided diverse reasons for which the teaching profes-

sion could or could not adequately respond to their basic

needs. FAPT-CLTs highlighted multiple factors beyond em-

ployment, salary and stability (Appendix B.2). The ’socio-

professional’ factors were the most recurrent reasons under-

lying the (un)fulfilled basic needs across the dataset. The

patterns, such as employment instability, low salaries, lack

of recruitment, insecure careers, and limited future growth,

were systematically identified as the main socio-professional

reasons underlying the (un)fulfilled basic needs (See Ap-

pendix B.2).

Most notably, low salaries and low levels of education

significantly contributed to teachers’ inability to meet their

socio-professional needs. The data analysis indicated that

low salaries and low education levels are socially underval-

ued at the local level, especially among teachers holding only

(under)graduate diplomas and working in primary and sec-

ondary schools. The Participant.1 from Congo-Brazzaville

noted, “You have to take into account what diploma you

have for Chinese language teaching in Congo. Having a

higher degree, such as a doctorate, improves social status

and also makes it easier to enhance one’s financial resources.

Teaching at universities also opens up other opportunities.

You can teach, do research, write books, and do conferences.

So, these several sources can help with income and improve

your social status. Not for those in high school.” Conversely,

FAPT-CLTs felt that teaching Chinese would not sufficiently

increase their perceived socio-professional status or improve

their financial situation, which is likely necessary to ade-

quately meet their basic needs.

Socioeconomic factors also play a role in explaining the

(un)fulfilment of basic needs in the contexts of FAPT-CLTs’

home countries. Through the data analysis, participants as-

sociated unmet basic needs with the current socioeconomic

circumstances of their peers involved in teaching Chinese

locally. With the rising cost of living locally, six participants

were consistently questioned about whether undertaking Chi-

nese as a means of employment could adequately cover their

basic needs. Regarding socioeconomic aspects, Participant.3

remarked, “It’s a utopia to think that the socioeconomic as-

pects of teaching Chinese may cover my basic needs, it’s

no and no, honestly speaking.” Alongside this, ten other

participants emphasised that this employment could meet

only some individuals’ basic needs, such as clothing, food,

and transportation, in small local cities where the cost of

living remains modest. They also expressed concern that

this might expose them to potential social risks and hinder

their chances of achieving significant social advancement

projects. Participant.5 and Participant.11 stated:

Chinese as a profession may not allow me to

earn 10 million in four years for my social

plans as building a house. Otherwise, I must

go to the bank, borrow money, and struggle for

lifelong with my poor salary to pay the loan

back. It’s really difficult. I don’t wish to live

like the way Congolese teachers are surviving

now.

The income from teaching the Chinese lan-

guage, currently, can cover a few needs, such
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as housing, clothing, and moving. But, when

it comes to, for example, saving or doing

projects, for example buying a car or a house,

it becomes almost impossible.

Other participants explained that the insignificant so-

cioeconomic income of this profession also prevents them

from providing consistent and permanent financial support

to their local community, including their own (in)direct rela-

tives. Participant 1 explained that work seems to be viewed

as synonymous with social success; once community mem-

bers become “workers”, they need to contribute in diverse

ways to the community’s growth. Participant 1 stated:

We are Africans, we live in a community, the

more you work, the more people think you have

succeeded, so as a teacher, I should support

my community financially, and provide social

support.

The data analysis has identified similar observations

among the Madagascan participants who wish to work in

local Confucius establishments to avoid facing a low socioe-

conomic situation.

4.3. Turnover Intentions and the Underlying

Motivations behind Them

4.3.1. FAPT-CLTs’Turnover Intentions

The data analysis revealed two primary intention trajec-

tories among FAPT-CLTs: the intention to become teachers

(Becoming-teachers) and the intention to leave the teach-

ing profession (Leaving-teachers). However, the map that

emerged from these intentions explained diverse tendencies

related to FAPT-CLTs’ turnover intentions.

Through the data analysis, the Becoming-teachers

were identified as the smallest group of FAPT-CLTs (Par-

ticipant.8; Participant.1; Participant.10, and Participant.11),

intending to stay and work as teachers of the Chinese lan-

guage. While this retention force was evident, the data anal-

ysis revealed that most of the Becoming-teachers intended

to teach Chinese only temporarily. In other words, they

were driven by short-term professional motivations, using

teaching Chinese as a preparatory stage before transitioning

to desirable occupations. The Participant.7 explained, “It’s

just in the short term, maybe one month, one year, to find

the best plan to leave.” Given the critical recruitment state

in the employment market in their home countries, the data

emphasised that some Becoming-teachers would perceive

teaching Chinese as a potential entry point to acquire profes-

sional experience by waiting for other career opportunities.

Participant.3 stated:

I see myself still working as a teacher in the

short-term to have experience, not more than

five years. This is possible only if there are

really no other opportunities, let’s say, the last

option, I can consider doing Chinese in the

short-term, in order to find better career op-

portunities.

During the interview, Participants were asked to rate

their turnover intention on a 10-point scale, where 1 indi-

cated the lowest intention to leave the teaching profession,

and 10 indicated the highest. The ratings were used as an

indicative measure of participants’ self-perceived turnover

intention and were interpreted alongside their interview re-

sponses. Indeed, on this 1–10 turnover intentions scale,

the data revealed that only four participants were driven by

medium- and long-term motivations to continue teaching

Chinese, notably two bachelor’s students (Participant.6 and

Participant.10) and two doctoral trainees (Participant.1 and

Participant.11; SeeAppendix B). Most remarkably, these

four Becoming-teachers expressed their intentions intrinsi-

cally for choosing to teach Chinese over other professional

occupations, despite the factually inadequate conditions.

One doctoral participant indicated that to alleviate inade-

quate local conditions related to this profession at the lo-

cal level, they intended to work in China for two to three

years, for financial reasons. Then, this participant will in-

vest these resources in teaching Chinese locally by creating

relevant conditions. Otherwise, the participants can develop

entrepreneurial initiative to create a private centre for teach-

ing Chinese. Participant.1 stated:

If I see that there is an option to work here

in China to make a little money, I will put the

Chinese teaching aside. I go to work, even for

two or three years, I make a few million, and I

go back home to teaching Chinese, but it’s not

to be recruited for the mediocre salary, maybe

to start my own teaching Chinese business.
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However, the other participants thought the en-

trepreneurial ideas seemed unlikely to be implemented be-

cause consistent reforms related to teaching Chinese locally

had not been implemented, which could prevent them from

developing their entrepreneurial activities peacefully. Given

that, they intended to work as teachers for a medium- to

long-term period while remaining open to other, potentially

better professional careers. Participant.11 stated:

I define myself as a teacher of the Chinese lan-

guage in the medium term, while leaving the

door open, in case the local reforms are not

implemented. If there are opportunities, I have

the right to leave or to undertake other busi-

ness.

The Leaving-teachers constituted a larger group of

FAPT-CLTs who were strongly intent on quitting the profes-

sion. 10 of 13 participants expressed a vehement necessity

to leave teaching Chinese after graduation to seek positions

offering better employment conditions and long-term sta-

bility. The 1–10 turnover intention scale revealed that the

Participant.5, Participant.8, and Participant.9 excluded teach-

ing Chinese from their professional plans by orienting their

motivation largely towards other occupations (SeeAppendix

B.1). Participant.P5 noted that, even though teaching Chi-

nese was excluded from his mind, it is essential to continue

working in the Chinese language area, such as translation and

Chinese overseas enterprises, where he could not only have

better working conditions but also permanently improve his

Chinese language proficiency. Participant.5 stated:

I think, to be honest, I like the Chinese lan-

guage, but the reality on the ground is a fact in

Congo. I’ll leave teaching just after my grad-

uation. It’s mandatory. So, what I’m doing

is looking for other opportunities. I can be

an interpreter and translator; it’s possible. I

can also work in Chinese companies, using

Chinese.

4.3.2. The Underlying Motivations Shaping

FAPT-CLTs’ Intentions

The data interview revealed that FAPT-CLTs’ turnover

intentions were driven by diverse motivational reasons. The

data identified that Becoming-teachers were motivated by in-

trinsic forces, notably those intending to teach Chinese for a

lifelong period. Throughout the coding process, they consis-

tently employed the expression ‘passion’ to rationalise their

main motivations for their retention intentions. Three partic-

ipants decided to choose teaching Chinese as their leading

profession, while setting aside other careers (SeeAppendix

B.2). The data indicated that these Becoming-teachers con-

sidered teaching Chinese as a valued and long-term vocation,

in which they can significantly contribute to educating their

local peers. Their engagement in teaching Chinese provides

them with a path to be permanently connected with people

from diverse social levels, with whom they can build partic-

ular social interactions. Through ‘passion’ and ‘love’, they

feel socially and personally fulfilled. Participants stated:

With the current situation of teachers in Congo,

the only thing that makes me want to stay is the

love that I have for teaching Chinese, which

is much more personal. I love teaching it be-

cause when you transmit the knowledge, you

see someone flourishing, and this creates a

kind of esteem, honour, joy, because you have

contributed to the development of the human

being. (Participant.1)

For the long term, what will motivate me is if

I would be the passion for life. The passion

and the love of work, I would say to myself,

the conditions are not goods, but I really like

the work, I do I find myself; I am constantly in

contact with students. (Participant.6)

Alongside passion or love, other Becoming-teachers

highlighted motivations such as temporarily experiencing

pedagogy, gaining professional experience, and enjoying

holidays (SeeAppendix B.2).

The Leaving-teachers were contrastingly opposed to

the intrinsic motivations of becoming-teachers. The latter

highlighted the extrinsic motivations to rationalise their in-

tention to leave teaching after graduation. Through the data

analysis, they emphasised the socioeconomic situation and

professional dissatisfaction among Chinese teachers on the

ground. The focus was on the low salary and insignificant

income compared to colleagues with similar diplomas who

were recruited in the banking, industrial, science, and tech-

nology sectors. The data also revealed unattractive working
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conditions, limited space for professional development, and

a lack of employment stability (See Appendix B.2). The

participants (9, 2 and 5) felt frustrated after observing the

socio-professional and economic status of their in-service

peers. Participant.9 stated that “The local teachers’ status

is creating a kind of frustration, a kind of injustice. I want

to be a teacher, but status, it’s not changing, I can’t really.”

The participant (P5) viewed this situation as condemning

himself to social inequality while having better professional

opportunities. Participant.5 stated:

As you know, I took risks leaving my family to

pursue higher education abroad. My parents

took money from the bank, even sold our piece

of land to buy me a flight ticket, and I teach

Chinese, a job, you are unable to feed yourself

with your own salary, unable to buy a car, a

house, or support your parents. No, I can’t do

it.

The data indicated that the latter participants felt frus-

trated, whereas others felt marginalised when comparing

themselves to Chinese expatriate trainee-teachers working

in local Confucius centres. The data identified some partic-

ipants who taught locally, highlighting that they were not

treated equally with their Chinese expatriate teachers, whose

benefits were viewed as significantly higher. That is, they

were well-paid, well-housed, well-treated, even well-moved,

while the locals working in a similar centre were low-paid,

even with their master’s degrees from Chinese universities.

Most unimaginably, these Chinese expatriate teachers were

simply trainees working for academic internship purposes;

most did not have bachelor’s or master’s degrees. Given that,

two participants were expected to continue teaching only if

some reforms could be made; otherwise, they were still open

to embracing other positions offering better conditions than

teaching Chinese. A cohort of transcripts stated:

There’s a form of marginalisation. Because

you’ve studied in China and received your

diplomas. You’ve had the chance to become a

Chinese language teacher in Confucius Insti-

tutes and found that Chinese native teachers

working as trainees are more privileged than

locals. In our case, they live in a hotel, and

they are paid better than we are. Of course,

it’s not the same treatment we locals receive

when we teach Chinese, even in the Confucius

Institute. This is creating a kind of frustration

and injustice. You see, I want to be a teacher.

I think that policies must be changed. (Partici-

pant.12)

I think some measure about salary. Because,

for example, there are Chinese teachers in

Madagascar; I think their salary is higher than

that of Madagascar teachers. So I think if we

can be like them, it will be better for us, but it

depends on the government. (Participant.13)

5. Discussion

For decades, numerous studies have employed di-

verse theoretical frameworks to examine teacher turnover.

These theoretical frameworks have focused on large-scale in-

service teachers by identifying leading factors, such as profes-

sional factors, while overlooking the underlying motivational

forces that drive teachers’ turnover intentions [6,21,32,48,49] and

tend to overlook pre-service teacher turnover, despite its

increasing relevance as more future teachers consider leav-

ing the profession. To fill this gap, this study, through the-

matic analysis, examined FAPT-CLTs’ turnover intentions

by identifying the most significant professional factors and

revealing the motivational forces driven by (un)fulfilment

of basic needs. This study is significant for enhancing the

professional development trajectories of transnational lan-

guage teachers and for promoting the teaching of Chinese

as a foreign language, particularly in specific African social

contexts.

The findings revealed that employment, salary and sta-

bility were perceived as the most significant factors. The

relevance of salary and the conditions of stability drive

FAPT-CLTs’ decisions after graduation to become teach-

ers or to leave the Chinese teaching profession. Concerning

other factors, FAPT-CLTs perceived them as insignificant

factors having less influence on their career decision. How-

ever, the consideration of these factors was not perceived

to the same extent among FAPT-CLTs, particularly among

the Madagascan participants, who prioritised stable long-

term employment in the Confucius Institutes over highly

paid employment. This preference seems to be associated
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with the complexity of the teaching profession in Madagas-

can contexts. It is reported that 83% of teaching personnel

have been trained pedagogically, and many are known as

‘Fram’—non-civil-servant and working in distant commu-

nity areas. Learners’ parents provide much of Fram’s finan-

cial support, while a few are recruited as contractual teachers

with salaries of around Ariary 150,000–200,000 per month

(USD 36–48), depending on the education category. Along-

side Fram, regular teachers, as civil servants, are hired and

remunerated with salaries ranging fromAriary 300,000 to

Ariary 900,000 per month (USD 71–241), depending on the

education category [50,51]. Despite this, Madagascar faces

significant salary inequality across ministries, with the Min-

istry of Education less well-funded than others. As a conse-

quence, the teaching profession appears unstable, with lower

salaries, including in private establishments. To this end,

the government promulgated a policy that determines the

salary at Ariary 250,000 per month (USD 55) [52,53]. Concur-

rently, the government implemented ‘Politique enseignante’

(Teaching policy)—an equitable pay measure for teachers

across different employment categories [54]. Alongside this,

an announcement of a 14% increase in teachers’ salaries was

made to cover teachers’ cost-of-living expenses [55]. Build-

ing on these incongruities, these Madagascan participants

may not wish to encounter similar situations, even though

some reforms were made. Instead, they hope to join the Con-

fucius Institute, where, through the Centre for Language Ed-

ucation and Cooperation (CLEC), they may receive a stable

position with financial assistance from the local volunteer

teacher programme, which may appear more significant in

covering their cost-of-living expenses.

Satisfaction with these factors may help achieve sta-

ble retention of FAPT-CLTs. Ingersoll [32] emphasised that,

regardless of how teachers are trained or recruited, their

job satisfaction should be taken into account. The pro-

fession of teaching Chinese does not offer a sufficiently

competitive salary and remains far from guaranteeing em-

ployment stability in the FAPT-CLTs’ context. Given lo-

cal socioeconomic realities, this profession can only ad-

dress a limited number of physiological needs. In contrast,

the safety needs of FAPT-CLTs remain unmet due to socio-

professional, socioeconomic, and community support rea-

sons. Concurrently, FAPT-CLTs highlighted other reasons,

including a lack of recruitment and insecurity about career

and future growth. This is evident among some partici-

pants from Congo-Brazzaville, who highlight dissatisfaction

with working conditions. This seems to stem from the Con-

golese internal educational policy. Joncheray and Dorier [56]

stated that the social decay of the Congolese educational

system was due to the unsuccessful previous educational

policy, such as the Education Act of 32/65, 12 August 1965,

which implemented free education for all under government

control. This policy increased the number of learners, ne-

cessitating a large pool of qualified teachers and sufficient

infrastructure. Alongside the imposition of the structural

adjustment plan on many underdeveloped countries, this

has exacerbated the Congolese government’s inability to

meet this funding obligation. In addition, other problems

have emerged, such as the complex and lengthy process

of recruiting and deploying teachers, and the lethargy of

administrative staff in engaging teachers in the education

system [57]. In this perspective, Dzanvoula [58] reported that

many Congolese abstain from entering the teaching pro-

fession because of poor working conditions for teachers

stemming from inadequate educational system facilities and

infrastructure. Subsequently, in-service teachers are increas-

ingly absent from the teaching service for other professional

reasons, while pre-service teachers, in turn, are notably re-

luctant to enter this profession in such contexts. Previous

research has reported that manyAfrican teachers working in

public schools appear to face similar factors due to the local

socio-educational contexts, therefore creating an inability

of the teaching profession to cover their basic needs, such

as food, shelter, and financial security [7–9].

The findings also revealed a high rate of turnover in-

tention among FAPT-CLTs, driven by unmet basic needs in

their home country context. Most FAPT-CLTs express a ve-

hement desire to leave the teaching of the Chinese language

after graduation to pursue other occupations offering better

work opportunities. This high rate of turnover intentions is

driven by extrinsic motivations, which are oriented towards

unmet socioeconomic needs and professional dissatisfaction.

Additionally, this high rate of turnover intention reflects frus-

tration stemming from observing the poor socioeconomic

situation of in-service local teachers, as well as a sense of per-

ceived inequality—in-service teachers compare themselves

to expatriate Chinese teachers. Conversely, the findings re-

vealed weak retention intentions among a small group of
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FAPT-CLTs. Unlike extrinsic motivations, this retention in-

tention reflects intrinsic motivations based on a passion for

the teaching profession, a valued commitment to educating

others, and a desire to contribute to local development. De-

spite these positive intentions, most highlighted concerns

about salary and employment stability, and they remain open

to the possibility of departure. The professional factors are

among the most predictive indicators of teacher turnover in-

tentions [24,59]. FAPT-CLTs’ turnover intentions demonstrate

two opposed ideological orientations, explaining how profes-

sional factors—salary and job stability—shape pre-service

teachers’ turnover intentions in specific local contexts. This

indicates that satisfaction with these factors remains decisive

in determining whether FAPT-CLTs view Chinese teaching

as a guaranteed path to long-term employment.

6. Conclusions

The study aimed to identify the most influential pro-

fessional factors that (un)fulfilled basic needs and led to

pre-service teachers’ intentions to stay or leave teaching.

Through inductive thematic analysis, the findings revealed

that salary and employment stability were the most influen-

tial factors in shaping pre-service teachers’ career decisions.

The findings also revealed a high rate of turnover inten-

tions among teachers, driven by extrinsic motivations; a

small group of teachers showed weak retention intentions,

driven by intrinsic motivations—a passion for the teaching

profession.

This study has theoretical implications. By combining

Nguyen and Springer’s factor framework with basic needs

in Maslow’s hierarchy, this study offers a nuanced perspec-

tive on teacher turnover, highlighting that this issue should

be considered not only with professional factors but also in

how these factors respond to teachers’ basic needs. Com-

bining these two dimensions could provide a significant

framework for capturing teachers’ career decisions in a deep

and nuanced manner. Additionally, the study has some prac-

tical implications. Although the study revealed a high rate

of turnover intentions, a small group expressed retention

intentions. Specific initiatives, such as motivational career

and retention strategy courses, should be integrated into

these teachers’ training programmes, which may contribute

to consolidating their passion for the profession. Cui [60]

emphasised that the most important thing for teaching Chi-

nese sustainably is the teacher’s passion, love, as well as the

will to embrace teaching as a lifelong career. Finally, policy

implications. African local authorities and Chinese institu-

tions, including the CLEC, should increase collaborative

efforts and work together by reassessing the socioeconomic

conditions of teachers. The African side should implement

policies to improve salaries, enhance job stability, and work-

ing conditions that meet teachers’ basic needs. The Chinese

side should continue to expand and increase “Funding the

Recruitment of Qualified Full-time or Part-time Local Chi-

nese Language Teachers”—an allowance to support local

volunteer teachers’ initiatives. In other words, this Chinese

institution is a non-profit platform that aims to deepen lan-

guage exchange and oversee and support Chinese language

teaching programmes and projects, including the Confucius

Institute (See https://sta.uwi.edu/fhe/cll/memberships/clec/).

Although many local teachers already benefit from this ini-

tiative, it should be inclusive and sustainable, rather than

focusing solely on teachers holding master’s and doctoral

degrees within a limited timeframe. At the training level, the

Chinese side might focus more on doctoral students, provide

them with more educational opportunities, such as increas-

ing the number of scholarship applications, and monitor

those nearing graduation by creating favourable working

conditions that adequately meet their basic local needs. This

study has demonstrated that doctoral students have strong

intentions to remain. If they are offered good salaries and

lifelong jobs working locally in their country, they could

train local peers for bachelor’s and master’s degrees while

contributing to academic research that enhances global un-

derstanding of Chinese teaching and literature. This holds

promise for sustainable Chinese language education locally.

This study has some limitations that should be consid-

ered when exploring these findings. First, the sample size

was small, and the study focused on a single Chinese univer-

sity and a specific demographic pool. These findings should

not be generalised to the whole African continent due to the

limited sample size of participants. Furthermore, the study

did not explore other factors influencing teacher turnover

and other hierarchical needs, concentrating solely on basic

needs. The study overlooked the consideration of teachers’

interest in studying Chinese, which would be a significant

factor in deepening the understanding of their turnover in-

117

https://sta.uwi.edu/fhe/cll/memberships/clec/


Cross-Cultural Education Studies | Volume 02 | Issue 01 | June 2026

tentions. This could serve as a potential avenue for further

research.
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Appendix A. Interview Questions and

Consent

Appendix A.1. Interview Guide: Pre-Service

Teacher Turnover

Part 1: Professional Factors

1. What aspects of the teaching profession do you con-

sider most important for your future career (salary, job

stability, incentives/bonus)? Why?

2. How do the financial aspects (such as pay or pension)

of teaching expectations influence your decision to re-

main in or leave the profession after graduation?

3. Do you think incentives such as professional bonuses,

promotion opportunities, and professional growth may

affect your decision to stay in teaching or leave teaching

after graduation?

4. If working conditions are poor (e.g., low pay, unsta-

ble contracts, heavy workload), would you consider

leaving the profession? Why or why not?

Part 2: Needs and Security

5. To what extent do you think teaching can provide for

your basic living needs, such as food, housing, and

daily expenses?

6. Do you believe teaching offers enough financial and

job security for your future? Why?

7. Do you feel that the teaching profession allows you to

plan for a secure future (e.g., savings, family, health-

care)?

8. Looking ahead, in the current situation of teachers in

your home country, which of the mentioned conditions

would make you feel secure enough to stay in teaching

long-term? Why?

Part 3: Turnover Intentions

9. Have you ever thought about leaving teaching before

even starting your career? What led you to think that

way?

10. If you had another career option available with better
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conditions, would you choose it over teaching? Why?

11. On a scale from 1 to 10, how strong is your intention

to continue in the teaching profession after graduation?

What makes you choose that number?

12. Do you see yourself still working as a teacher for a

lifetime? Why or why not?

13. What specific situations might push you to leave the

teaching profession in the future?

14. What would have to change in teaching conditions for

you to stay committed to the profession?

Appendix A.2. Consent Form for Participation

in Research

Title of the study: Pre-service teacher turnover and profes-

sional intentions

Purpose of the study: This study seeks to understand the sit-

uation of pre-service teachers and their career intentions. By

exploring how working conditions influence their decisions

to stay in or leave the teaching profession, this research aims

to draw attention to the importance of supporting teachers.

The results may help public authorities and Chinese-language

organisations better consider the situation of teachers and

the conditions needed for them to remain in the profession.

Why your participation matters: Your insights are essen-

tial to highlight the realities faced by future teachers. Your

contribution will provide valuable evidence to encourage

policymakers and educational organisations to take teachers’

conditions into account in their decisions.

Confidentiality: All information you provide will remain

strictly confidential. Your name and personal details will not

appear in any report or publication.

Voluntary participation: Participation in this study is en-

tirely voluntary. You may choose not to answer any question

and can withdraw from the interview at any time without any

consequences.

Consent: By signing below, you confirm that you have read

and understood the purpose of this study, and you agree to

take part in it.

Date: _______________________________________

Appendix B

Appendix B.1. Intention Scale of the Participants

Table A1. FAPT-CLTs’ intention scale.

Bachelor Master Ph. D Short Term Medium Long Term

Scale 1–10 Become Leave Become Leave Become Leave TC Oth.J TC Oth.J TC Oth.J

P1 8 4 No Yes Yes No

P2 5 6 Yes No No Yes

P3 5 8 Yes No No Yes

P4 5 7 Yes No No Yes

P5 1 9 No No No Yes

P6 5 5 No No Yes No

P7 5 8 Yes No No Yes

P8 6 9 Yes No No Yes

P9 3 9 Yes No No Yes

P10 9 2 No No Yes No

P11 7 2 Yes No Yes No

P12 6 8 Yes No No Yes

P13 3 6 No No Yes Yes

Note: TC = Teaching Chinese; Oth.J = Other job.

Appendix B.2. An Analysis of the Codelist Related to Teacher Turnover Intentions

Table A2. Analysis of the codelist.

Patterns FC MC Patterns FC MC

Theme 1:

Selective Prioritisation of Professional Factors

13 77 Uncertainty of the local job market 3 3

Subtheme 1: Crucial Factors 13 56 Unsecure career 8 10
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Table A2. Cont.

Patterns FC MC Patterns FC MC

Low status compared to other jobs 2 2 Unsecure future 3 3

Need for job stability 11 23 Socioeconomic Life and Community Reasons 9 21

Recruitment problems 2 2 Assistance to the local community 1 1

Relevant job salary problems 11 23 Having a survival life 2 2

Retirement pensions 1 3 Healthcare 3 3

Self-growth 3 3 Low perception of teachers’ social status 2 4

Subtheme 2: Peripheral Factors 9 21 Madagascar local peers influence job stability 1 2

Bonuses and prizes 2 2 Personal life pressure 1 1

Incentives 3 3 Unmet socio-economic needs 6 8

Local conditions are not ideal 1 1

Professional development 3 6

Working conditions 8 9

Theme 2:

Professional Factors (Un)Fulfilled Basic Needs and

Underlying Socio-Professional and Economic Reasons

13 96 Theme 3 :

Turnover Intentions and the Underlying

Motivations behind Them

13 142

Subtheme 1: Professional Factors (Un)Fulfilled Basic

Needs and Reasons

13 43 Subtheme 1: Turnover Intentions 13 78

Context of (un)fulfilling specific basic needs 8 26 Intention of becoming teachers 13 26

Burundi meets basic needs 1 2 Become a teacher scale 8 8

Congolese meet daily, not long-term 1 1 Intentions to stay 6 7

Congolese civil servants’ basic needs are covered 3 3 Long-term 3 3

Congolese meet the short-term needs of a single teacher 2 3 Medium-term 2 2

Congolese only meet my basic needs, not savings 4 5 Scale neutral 5 6

Madagascan local peers influence job stability 1 2 Leave the teaching profession 13 52

Madagascar: Meet basic needs 3 6 Intention to leave 10 13

Madagascar: Provide a secure future 1 1 Intention to pursue another career 12 16

Madagascar: Work at Confucius fully meets needs 2 3 Leaves scale 11 11

Irrelevant salary (un)fulfilment of basic needs 10 17 Scale neutral 5 6

Cannot save money 2 3 Short-term 5 6

Financial income does not meet daily needs 7 8 Subtheme 2: Motivations behind Turnover

Intentions

13 64

Salary unmet needs 5 6 Motivations behind intentions to become a teacher 5 23

Subtheme 2: Professional Reasons 9 29 Chinese is my first choice 3 5

High degree for a secure job 1 1 Contributing to human education 1 1

Insignificant finances 3 3 For social interactions 1 1

Job instability 1 1 Love teaching Chinese for the short term 1 3

Low salary 3 8 Loving this profession 5 7

Love teaching Chinese 1 1 Lack of locally relevant institutions for teaching

Chinese

1 1

Passion for teaching Chinese 1 1 Locals are marginalised 3 7

Teaching for the long term 2 3 Low salary triggered the intention to quit 4 7

Teaching for the short term for experience 1 1 No guarantee for social development 1 1

Motivations behind leaving intentions 12 41 Other careers are optional 5 6

Better conditions than the Chinese language 3 3 Salary comparison to other careers 2 2

Desirable positions for Chinese teaching 4 6 Shifting to another country 1 1
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Table A2. Cont.

Patterns FC MC Patterns FC MC

Developing one’s own business 1 1

Frustration of Teachers 5 5

Insignificant benefits 1 1

Note: FC = File counts; MC = Message counts.
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