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Abstract The intention to stay of childcare teachers is
an important factor to be considered in providing quality
childcare services. Against this backdrop, the purpose of
this study is to investigate the effect of childcare teacher
job satisfaction and professionalism perception on a
teacher’s intention to stay. By examining these variables,
this study can help enrich existing studies on teacher
education program development. The subject of the study
was 280 childcare teachers working in care centers located
in Seoul and Gyeonggi-do. A survey was conducted from
November 3 to November 25, 2019. 245 collected data
were analyzed using SPSS 23.0 by performing reliability
coefficient calculation, technical statistics, Pearson
correlation analysis, and hierarchical regression analysis.
The results of this study are two-fold. First, job satisfaction
is positively correlated with professionalism perception
and the intention to stay, as professionalism perception is
likewise positively correlated with the intention to stay.
Second, job satisfaction and professionalism perception
have a positive effect on the teachers’ intention to stay.
Based on these results, this study concludes that the school
administration and other stakeholders who are concerned
with teacher education development must consider job
satisfaction and professionalism in order to increase the
intention of childcare teachers to stay.
Keywords
Childcare Teacher, Job Satisfaction,
Professionalism
Perception,
Intention
to
Stay,
Hierarchical Regression Analysis

1. Introduction
Societal interest regarding childcare is due to the
decreasing prevalence of child rearing at home. Such is the
result of varying socio-economic activities of women, the
increasing number of working couples, and the changing
family structure. Accordingly, the government continues to
expand childcare-related support, thereby reducing the
burden of raising children on households and contributing
to de-familiarization of childcare [1]. Through the
government's support, the number of daycare centers and
childcare centers increased. Looking at childcare statistics
from the Ministry of Health and Welfare (2019), the
number of daycare centers in 2009 was 35,550, and after 10
years in 2018, it increased by 39,171, recording an increase
of 10.1% [2]. In 2018, it increased by 20% to 1,415,742.
This quantitative increase in childcare services has led to
growing interest in the qualitative development of
childcare [3].
Childcare centers provide rearing services in a safe
environment that would promote the holistic growth of
infants and toddlers, such as social, emotional, and
cognitive development [4]. Childcare teachers, who are
responsible for childcare and education of young children
in daycare, are important in determining the quality of
childcare [5].
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A childcare teacher whose position is stable will be more
consistent in delivering high-quality childcare services. In
line with this, it is important to consider the intention to
stay of the childcare teacher. Intention to stay refers to the
resolve of the members of the organization to remain and
work in that organization [6]. This has a positive effect on
the organization as it increases the morale of employees in
the organization and strengthens the organizational
commitment to improve the stability of the entire
organization [7]. A study shows that early childhood
teachers deliver higher quality programs compared to other
teachers if they intend to remain in early childhood
education for more than 5 years [8]. The study reaffirms the
significance of examining the intention of the teachers to
stay as a factor that positively affects the quality of the
daycare center as well as the organizational commitment of
teachers [9]. Since it is crucial for the nursery teacher to
play a stable role, parents are demanding that nursery
teachers remain in the daycare center without reservations
as they care for the infants and toddlers [10]. That is, in
order to provide stable and consistently high-quality
childcare services, it is necessary to consider the intention
to stay of childcare teachers.
Cho, Johanson & Guchait (2009) argued that perceived
low turnover intention acts as an important predictor of the
intention to stay [11]. It is then effective to look at the
predictive variable of turnovers in order to measure the
intention to stay. Variables that affect the intention of the
childcare teacher's turnover include organizational culture
[12], job satisfaction [13], teacher effectiveness [14], and
recognition of professionalism [15].
Environmental factors likewise influence teachers'
mental health and their intention to stay [16]. Appel-Drazin
(2016) emphasized that early childhood teachers must
consider the environment of their work in order to remain
and work in early childhood education [17]. Singh &
Billingsley (1996) and Sedivy-Benton & Boden McGill
(2012) also posited that the working environment is a
decisive factor in the intention of the teachers to remain
[18], [19]. Working satisfaction, which pertains to the
contentment with the working environment, is also a
predictor of intention to stay, as studies show [20], [21].
The organizational culture, organizational commitment,
and job satisfaction are also considered as factors in the
working environment related to the residual intention of
teachers [22] [23]. Job satisfaction is defined as a favorable
or positive state of emotion according to the evaluation of
one's job or experience [24] [25]. Betty & Schnier (1981)
further defined job satisfaction as a pleasant emotional
state obtained by workers performing their jobs by
believing that they provide what they need for work with
positive emotions that arise when evaluating jobs or job
experiences [26]. According to previous studies, the higher
the employee's satisfaction with the work environment, the
higher the intention to remain in the organization where
they are working [27]. Therefore, if the teacher's job

satisfaction is high, it can be predicted that the residual
intention will increase.
As a teacher variable, the recognition of professionalism
can be defined as the knowledge and skills that a childcare
teacher must possess to provide high quality of childcare.
According to studies related to the professionalism
perception of childcare teachers, the actual performance of
childcare teachers as professionals is reported to vary
depending on how much the childcare teachers perceive
their professionalism [28]. In line with this, studies related
to the recognition of the childcare teacher's professionalism
as a variable explaining the intention of the childcare
teacher to turnover have been actively conducted [29].
Professionalism can be measured through the knowledge
and skills that a childcare teacher must possess in order to
provide high quality of childcare [30]. It has been reported
that the more childcare teachers recognize their
professionalism, the lower the turnover intention is [15]
[31]. Therefore, if the professionalism perception of the
childcare teacher is high, the intention to stay to work more
in the childcare center will be higher.
The intention to stay is an important variable to be dealt
with in the study of teachers [32], as this section argued.
However, there are no prior studies on the intention of the
childcare teacher to remain. Existing studies closest to this
topic are those that deal with turnover intention [31] [33].
Therefore, it would be logical to examine how the job
satisfaction and professionalism of perception of childcare
teachers affect the intention to stay. The results of this
study are intended to assist in providing basic data for
finding ways to increase the intention to stay of childcare
teachers. Empirically and theoretically, this study will help
enrich existing research in teacher education and
development.
The specific research questions of this study are as
follows:
Research Question 1: What is the relationship between
childcare teacher's job satisfaction, professionalism
perception and the intention to stay?
Research Question 2: What is the effect of job
satisfaction and professionalism perception of childcare
teachers on the intention to stay?

2. Research Method
2.1. Method and Procedure of Sampling Subjects
The subjects of this study were surveyed from
November 3 to November 25, 2019. The subjects include
280 childcare teachers working in childcare centers
located in Seoul and Gyeonggi-do, South Korea. A total
of 245 data were used for the final analysis, with 11
copies being unsuccessful responses or missing values
among the 256 questions collected. The demographic
characteristics of the subjects are shown in Table 1.
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41.2% of the surveyed participants are in their 40s, and
49.8% have a highest educational attainment of 2-3 years
college graduation. Education experience of over 10 years
was 32.2%, and private nurseries were 47.8% for working
institutions. As for the position, homeroom teachers
comprise 66.9% of the total sample.
2.2. Measurement Instruments
2.2.1. Job Satisfaction
To measure job satisfaction, a Korean Childcare
Teacher's Job Satisfaction Scale: K-CTJSS [34] was used.
The sub-factors are the facility operation method of the
manager (11 questions), social recognition (8 questions),
work environment and welfare (6 questions), workload and
time management (6 questions), relationship with peer
teachers (5 questions), and relationship with parents (4
questions). The questionnaire consists of 40 questions. The
5-point Likert scale was used for the measurement. A high
score means that the job satisfaction of the childcare
teacher is high. In this study, the reliability Cronbach'α is
the facility operation method or the manager .868 social
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recognition .960, work environment and welfare .922,
workload and time management .750, relationship with
peer teachers .759, relationship with parents. 878, and
total .942.
2.2.2. Professionalism Perception
Wang’s [35] Current Status and Self-Desire for
Professional Competence, which was likewise used by
Jeong [36], was used for measuring childcare teachers’
professionalism perception. The sub-factors are composed
of 30 questions: teaching ability (7 questions), operational
management skills (6 questions), communication skills (9
questions), professional development ability (3 questions),
and childcare protection skills (5 questions). The
measurement used a 5-point Likert scale, which means that
the higher the score, the higher the professionalism as a
childcare teacher. Reliability Cronbach'α in this study
was .91 for teaching ability, .89 for operational
management ability, .90 for communication ability, .84 for
professional development ability, and .85 for childcare
protection and total .94.

Table 1. Demographic characteristics of the sample
Variables

N

%

20s

57

23.3

30s

60

24.5

40s

101

41.2

Age(yr)
50s

27

11.0

High school

53

21.6

College(2~3yrs)

122

49.8

University(4yrs)

57

23.3

Graduate school

13

5.3

1~3yrs

52

21.2

4-6yrs

37

15.1

Education level

Teaching experience(yr)

Type of childcare center

Position

7-9yrs

77

31.4

Over 10yrs

79

32.2

Home

98

40.0

Private

117

47.8

Public

15

6.1

Work

9

3.7

Corporate

6

2.4

Homeroom teacher

164

66.9

Head teacher

27

11.0

Vice-director

10

4.1

Director

23

9.4

Assistant teacher

21

8.6

Total

245

100
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2.2.3. The Intention to Stay

communication skills, 3.21 ± .54 for childcare protection
ability, 3.19 ± .54 for operation management ability, 3.18
± .49 for teaching ability, and professional development
ability 3.18 ± .59. The mean of intention to stay was 2.25
± .74 points.

To measure the intention to stay of childcare teachers,
the study’s questionnaire was developed based on the
research of Mohanachandran & Govindarajo [37], Iverson
[38], Torquati, Raikes, & Huddleston-Casas [39], and
Graham [40]. The questions consisted of 6 questions. For
the measurement, the 5-point Likert scale was used. The
higher the computed score is, the higher the intention to
stay of the childcare teachers. In this study, the reliability
Cronbach'α was .81.

Table 2. Technical Statistics of Variables
Variables
Job Satisfaction
Social Recognition
Facility Operation Method of the Manager
Relationship with Peer Teachers
Workload and Time Management
Work Environment and Welfare
Professionalism of Perception
Teaching Ability
Operation Management Ability
Communication Skills
Professional Development Ability
Childcare Protection Ability
Intention to Stay

2.3. Analysis
The data collected in this study were analyzed using
SPSS 23.0. Technical statistical treatments were used to
identify the general characteristics of the study subjects.
To find the reliability of each measurement tool, a
reliability coefficient was calculated. Pearson correlation
analysis was performed to examine the relationship of
each variable. Hierarchical regression analysis was
employed to identify the effect of job satisfaction and
professionalism perception on intention to stay.

Table 3 shows the results of the correlation between job
satisfaction, professionalism, and the intention to stay. Job
satisfaction showed a significant positive correlation with
professionalism perception (r = .141, p <.05) and intention
to stay (r = .416, p <.001), and professionalism perception
with intention to stay (r =. 606, p <.001).

3.1. Technical Statistics of Variables
Table 2 shows the technical statistics of the variables.
The average of job satisfaction of the study subjects was
3.66 ± .49 points, and the average of the sub-factors was
4.02 ± .62 of work environment and welfare, 3.91 ± .75 of
social recognition, 3.90 ± .66 of relationship with parents,
3.68 ± .61 of workload and time management, 3.42 ± .61
of relationship with peer teachers, 3.14 ± .68 of facility
operation method of the manager. The average of
professionalism perception was 3.21 ± .48 points, and the
average for each sub-factor was 3.26 ± .52 for
SR

FO

RT

RP

Table 3.

Correlation of Variables
1
1
.14*
.42***

1. Job Satisfaction
2. Professionalism Perception
3. Intention to Stay
***
p<.001, *p<.05

2

3

1
.61***

1

Correlation between Sub-factors of Variables
WT

WE

SR

1

FO

.41***

RT

.36***

.50***

1

RP

.56***

.41***

.59***

1

WT

.30***

.17**

.43***

.34***

1

WE

.56***

39***

.32***

.58***

.33***

1

***

SE
.49
.75
.68
.60
.61
.62
.48
.49
.54
.52
.59
.54
.74

3.2. Correlation between Job Satisfaction,
Professionalism Perception, and the Intention to
Stay

3. Result

Table 4.

M
3.66
3.91
3.14
3.42
3.68
4.02
3.21
3.18
3.19
3.26
3.18
3.21
2.25

TA

OA

CS

PA

CA

1

TA

.05

.20**

.06

.08

.04

.08

1

OA

.04

.17**

.07

.07

.01

.07

.58***

1

CS

.11

.19**

.13

.12

-.02

.10

.47***

.41***

1

PA

.04

.15*

.08

.07

.02

.06

.49***

.33***

.49***

1

CA

.08

.16*

.09

.11

-.00

.06

.42***

.35***

.54***

.51***

1

IS

.34***

.36***

.33***

.31***

.16*

.29***

.52***

.45***

.49***

.42***

.41***

**

IS

*

1

p<.001, p<.01 , p<.05
Note. Job satisfaction (SR: social recognition, FO: facility operation method of the manager, RT: relationship with peer teachers, RP: relationship
with parents, WT: workload and time management, WE: work environment and welfare), professionalism of perception (TA: teaching ability, OA:
operation management ability, CS: communication skills, PA: professional development ability, CA: childcare protection ability), IS: Intention to
Stay
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p <.01), relationship with peer teachers (β = .17, p < .05)
were found to have a significant positive effect on the
intention to stay (Table 5).
Model 1 was statistically significant (F = 9.441, p <.001)
Model 2 was also statistically significant (F = 21.610, p
as a result of hierarchical regression analysis to examine <.001). 50.5% of job satisfaction and professionalism
the effect of childcare teacher's job satisfaction and perception were explained. Among the sub-factors of
professionalism perception on intention to stay. The professional recognition, operational management ability
explanatory power of satisfaction was 19.2%. Among the (β = .30, p <.01) and communication skill (β = .24, p <.05)
sub-factors of job satisfaction, social recognition (β = .20, were found to have a significant positive effect on the
p <.05), facility operation method of the manager (β = .19, intention to stay (Table 6).
2.3. The Effects of Job Satisfaction and Professionalism
Perception on the Intention to Stay

Table 5. The Effects of Job Satisfaction on the Intention to Stay (Model1)
Variables

B

SE

Constant

.12

.36

SR

.20

.10

FO

.21

RT

β

t

p

VIF

.34

.732

.20

2.00

.047

2.883

.08

.19

2.66

.008

1.490

.21

.10

.17

2.08

.039

1.994

RP

-.01

.10

-.10

-.11

.912

2.445

WT

-.01

.08

-.01

-.14

.889

1.310

WE

.02

.11

.02

.19

.846

2.471

Model1

F=9.411, p<.001, R2=.192, Adj R2=.172
Note. Job satisfaction (SR: social recognition, FO: facility operation method of the manager, RT: relationship with peer teachers, RP: relationship
with parents, WT: workload and time management, WE: work environment and welfare)
Table 6.

Model2

The Effects of Job Satisfaction and Professionalism Perception on the Intention to Stay (Model2)

Variables

B

SE

Constant

-2.21

.35

SR

.23

.08

FO

.09

RT

β

t

p

VIF

-6.33

.000

.23

2.92

.004

2.922

.06

.09

1.48

.139

1.551

.21

.08

.17

2.56

.011

2.041

RP

-.04

.08

-.03

-.45

.653

2.460

WT

.02

.07

.01

.25

.805

1.349

WE

-.01

.09

-.01

-.11

.909

2.485

TA

.01

.14

.01

.11

.915

3.823

OA

.42

.14

.30

3.01

.003

4.785

CS

.33

.15

.24

2.29

.023

4.947

PA

.11

.11

.09

1.02

.308

3.430

CA

-.04

.13

-.03

-.27

.787

4.245

F=21.610, p<.001, R2=.505, Adj R2=.482
Note. Job satisfaction (SR: social recognition, FO: facility operation method of the manager, RT: relationship with peer teachers, RP: relationship
with parents, WT: workload and time management, WE: work environment and welfare), professionalism of perception (TA: teaching ability, OA:
operation management ability, CS: communication skills, PA: professional development ability, CA: childcare protection ability), IS: Intention to
Stay
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4. Discussions and Results
This study was conducted to assist primarily in finding
ways to increase the intention to stay of childcare teachers
by examining the effects of job satisfaction and
professionalism perception on the intention to stay. The
discussion of the results is as follows.
First, there was a significant positive correlation
between job satisfaction and professionalism perception,
job satisfaction and intention to stay. In addition, there
was a significant positive correlation between job
satisfaction and professionalism perception. Other studies
reflect the same results. In the studies of Mrayyan [41]
and De Oliveira, Natividade, De Assis, & Mambrini [42],
results showed a statistically significant correlation
between job satisfaction and intention to stay. In the study
of Kim et al. [31], there was a significant negative
correlation between the professionalism perception and
turnover intention of the childcare teacher, and it can be
said to be in the same context as the result that there was a
significant positive correlation between professionalism
perception and job satisfaction. Studies in other
occupational groups have reported that the higher the job
satisfaction of hotel workers, the higher the intention to
stay [43]. In addition, studies of nurses have reported that
the higher the professional value of a nurse, the higher the
residual intention [44]. Therefore, the results of this study
support that job satisfaction and professionalism
perception should be considered when looking for ways to
increase the intention to stay of childcare teachers.
Second, job satisfaction and professionalism had a
significant positive effect on the intention to stay. This is
in the same context as the results of a study by Youcef,
Ahmed, & Ahmed [21] that job satisfaction affects the
intention to stay through organizational commitment. A
study by Radford & Meissner [20] agrees with the finding
that job satisfaction had an effect on intention to stay. In
this study, social recognition, operation method of the
manager, relationship with peer teachers were found to be
factors affecting intention to stay. Therefore, in order to
increase the intention to stay of childcare teachers, it is
vital to increase social awareness of childcare teachers and
maintain a positive relationship between managers and
peer teachers.
It is difficult to find prior studies on professional
perception and the intention to stay. However, studies that
considered turnover intention as a variable related to
intention to stay report that professionalism perception has
a significant effect on turnover intention [31], [45]. Huang
& Cho (2010) emphasized that professional development
should be considered to increase retention of childcare
teachers [46]. These studies fall under the same purview
as this study. In other words, it can be inferred that if
childcare teachers are satisfied with the job and have
high-level of professionalism, they will want to work
more in the childcare center.

For childcare teachers, this variable is related to the
quality of childcare. The way to increase the intention to
stay of childcare teacher is a critical factor in maintaining
the quality of childcare in childcare centers. Therefore, in
order to increase the intention to stay of childcare teachers,
it is necessary to create a working environment that
pleases the childcare teachers. If professionalism as a
teacher is increased through consideration of rehabilitation
or re-education of the childcare teacher, the intention to
stay of the childcare teacher to remain will increase.
Based on these results, administrative support is needed to
increase the job satisfaction of childcare teachers. In
addition, a variety of teacher education development
programs are needed to enhance professionalism
perception.
Finally, suggestions for limitations and follow-up
studies in this study are as follows. First, the relationship
between job satisfaction, professionalism perception, and
the intention to stay of childcare teachers was examined,
but it is necessary to study the differences according to
demographic variables of childcare teachers in subsequent
studies. Second, since this study was conducted through a
self-written questionnaire, other studies that use different
methods, such as in-depth interviews, should be
conducted in order to understand the intention to stay of
childcare teacher.
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