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ABSTRACT 

 

The significant role of education in human development is univer-

sally recognized. More than anybody else in the education sector, 

teachers play a vital role in the development of an individual. How-

ever, it becomes a tremendous struggle for the school administra-

tors on how they can retain their teachers, especially those whose 

services are much needed. This study determined the possible fac-

tors that cause the high teachers' turnover, which can be used as a 

basis for the retention program among faculty members. Thirty-

seven (37) teachers from three different schools were given a sur-

vey questionnaire to determine the factors that affected their deci-

sion to leave the academic institution. The descriptive research de-

sign was utilized for this study. The study yielded the following find-

ings which showed why teachers decided to leave the school where 

they work. The personal factors were considered to a moderate ex-

tent, with the change of environment most impactful. Likewise, the 

institutional factors also affected the teachers’ turnover to a moder-

ate extent, mostly because the opportunities for training are limited. 

Finally, the psychological factors got the least impact on the teach-

ers’ turnover, with demoralization and insecurities they felt from 

colleagues as the very impactful. Based on the result of the study, a 

retention program was deemed necessary and was proposed by the 

researcher.  

 

Keywords: challenges in teaching, rate of teacher turnover, teacher 

retention 

 

*Corresponding author: 

E-mail:  

santiago.noland071289@gmail.com  

   

 

 

  

 

 

 

 

 

 

 

 

 

 

 

Background 
Many accounts have proved that through 

education, children will have the opportunity 
to have a promising future. Education is a right 
of every individual regardless of their social 

status, gender, family background, religion, and 
any distinctive challenges. However, to ensure 
that inclusive and quality education that pro-
motes lifelong learning is provided to the chil-
dren, resources like human resources,  
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materials, and financial resources must be allo-
cated and managed effectively.   

Human resources are the most valuable re-
source a school or any organization can have 
because of their active involvement in manag-
ing the daily needs of an organization. Imple-
menting effective human resource manage-
ment begins with the administrators, who are 
responsible for setting a planned vision for the 
school. Based on the study of Maicibi (2003), 
when the correct quantity and quality of human 
resources are brought together, they can influ-
ence other resources to realize the organiza-
tional goals and objectives. It was established 
that human resources have a high correlation 
with the level and quality of organizational per-
formance and productivity. The function of hu-
man resources, in general, should create the 
ideal climate for employing professionals and 
maintaining the best quality of teachers in the 
educational system.   

An educational institution is established for 
the advancement of children to prepare them 
for lifelong learning. According to Rice (2013), 
the educator is the most influential person in 
making the students attain progress leading to 
success, and employing qualified teachers is 
one of the most critical components for the 
achievement of the students. In the Philippine 
setting, teachers were among the paid profes-
sionals who left the service after several years 
of teaching at a distressing pace. Administra-
tors, especially in high-poverty schools, strug-
gle in selecting and recruiting teachers because 
of several underlying factors.  

Vos (2016) once stated, “good employees 
are the most valuable asset any company can 
have. Their productivity, skills, and attitude can 
make or break a company. Hire the right em-
ployees, train them well, listen to what they 
have to say, and reward their productivity. 
Never forget that your employees are your 
company’s greatest asset.”  

 “Employees are important.” Speakers 
Deepak Chopra and General Colin L. Powel 
pointed this out at the 2017 SAGE Summit. 
“Employees do the work that keeps our busi-
nesses going, and without them, companies 
may not be able to achieve much.” The speakers 
reminded the employers, stating that “employ-
ees derive personal satisfaction, passion, and a 

sense of purpose from the work they do for 
companies.” Chopra even said, “the greater the 
satisfaction of your employees, the more likely 
they will be to follow your leadership and suc-
ceed. “ 

A survey conducted in July 2016 by recruit-
ment website Jobstreet.com showed that Filipi-
nos have the highest average satisfaction rating 
of 6.25 on a 10-point scale in terms of job hap-
piness, followed by Indonesians (6.16) and 
Thais (5.74). And among all the employees 
polled, Job street's 2016 Happiness Index Re-
port showed that government workers are the 
happiest compared with employees in other 
sectors in the Philippines.  

Jobstreet.com also stated that “Filipinos 
also put a high premium on great rapport with 
colleagues, convenient work location and the 
company’s reputations. These factors can eas-
ily be attributed to the relationship nature of 
Filipinos. Other reasons for employee's happi-
ness are salary, benefits, leadership, career de-
velopment, job security, culture, corporate val-
ues, training, work schedule, and immediate 
superior. The top factors that make employees 
leave a company were found to be uninspiring 
leadership, insufficient salary, lack of benefits, 
and lack of training. These factors will not nec-
essarily make employees happy should they be 
addressed competently but could be hugely in-
fluential in employees’ decisions to stay or find 
better opportunities.” 

Similarly, in the education sector, there are 
some factors that make teachers happy and sat-
isfied or contented with their job. It is normal 
to expect that if teachers are contented with 
their work conditions, then they tend to stay 
longer, if not stay forever for good, in their job 
until their retirement. On the other hand, if they 
are not happy with their work, they leave their 
job and seek greener pasture, which may be 
one of the reasons for their turnover. 

The school where the researcher is cur-
rently working also observes the teachers' 
turnover. Likewise, some schools in the District 
of San Mateo, Division of Rizal, have teachers 
who have left their work for different reasons. 
The high rate of teachers’ turnover resulted in 
some negative effects, like difficulties in re-
cruiting better teachers, and problems  
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addressing the academic needs of the learners, 
among others. 

In view of the foregoing, the researcher was 
prompted to find out the factors for teachers’ 
turnover. The underlying reasons that drive 
teachers to leave the schools where they are 
employed are important considerations for 
teachers’ retention in the service. 

 
Purpose of the Study 

This study aimed to determine the factors 
affecting the teachers’ turnover to serve as a 
basis for a proposed retention program.  

Specifically, it sought answers to the follow-
ing questions: 
1. What is the rate of teachers’ turnover for 

the last three years in the respondent 
schools? 

2. How do the following factors affect teacher 
respondents’ turnover? 
a. Personal factors 
b. Institutional factors 
c. Psychological factors 

3. What retention program may be proposed 
to address teachers’ turnover? 

 
Methods 

This study used the descriptive survey 
method of research. It was most appropriate to 
utilize this method since the study tried to de-
termine the present condition of teachers’ 
turnover in the selected public schools used as 
the subject of the study. The study took place in 
the District of San Mateo. Respondents of this 
study were teachers from three selected sec-
ondary Junior High Schools in the Division of 
Rizal, namely Public National High School A, 

Public National High School B, and Public Na-
tional High School C. These schools were pur-
posely chosen because of their accessibility. 
The researcher obtained the total number of 
teachers from these public schools based on the 
list of teacher-respondents for the last three 
years. There were thirty-seven (37) teachers 
who were recorded to have left their respective 
schools.   

The method used to gather the data needed 
in this study is through the use of survey ques-
tionnaires. The questionnaire was designed in 
a checklist form to facilitate the gathering of 
data from the respondents. The first draft of the 
questionnaire was subjected to the validation 
of two graduate professors and three second-
ary teachers. After the validation of the re-
search instrument, it was finalized and then 
mass-produced for administration to the in-
tended respondents. The instrument consisted 
of questions that asked about the extent of the 
effect of personal, institutional, and psycholog-
ical factors on the decision of the teacher re-
spondents to leave their respective schools.  

The weighted mean was used to determine 
the extent of the effect of factors on the teach-
ers’ turnover in terms of personal, institutional, 
and psychological factors. Lastly, the frequency 
and percentage were used to determine the 
rate of teachers’ turnover in the three schools 
used as the subject of the study. 

 
Results and Discussion 

Table 1 presents the rate of teachers’ 
turnover for the last three years in the 
respondents’ school. 

 
Table 1. Rate of Teachers’ Turnover for the Last Three Years in the Respondents’ Schools 

School 
School 

Number of 
Teachers 

Number of  
Teachers’ Turnover 

Percentage 

1. Public National High School A 72 8 11 
2. Public National High School B 51 13 25 
3. Public National High School C 172 16 9 
 295 37 13 

 
The table shows that 37 out of 295 teachers 

from three schools participated in this study. 
They all left their respective schools. Public Na-
tional High School B has the biggest percentage 
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of teachers’ turnover, which is 25 percent, fol-
lowed by Public National High School A, which 
registered 11 percent. The findings shows that 
quite a large number of teachers in the three 

schools, which is 13 percent, decided to leave 
their work. 

Table 2 shows the personal factors affecting 
teachers’ turnover.

 
Table 2. Personal Factors Affecting Teachers’ Turnover 

Indicators Weighted 
Mean 

Descriptive 
Rating 

Rank 

1. I need to address my health problem. 2.97 ME 3.5 

2. My residence is far from school. 2.97 ME 3.5 

3. My income is not enough to support my family. 2.92 ME 5 

4. I changed my residence. 2.89 ME 6 

5. I cannot cope with the demands of my work. 2.73 ME 10 

6. I want to seek greener pasture. 2.81 ME 9 

7. I cannot relate well with my co teacher. 2.84 ME 8 

8. I want a change of environment. 3.11 ME 1 

9. I want a challenging job. 2.86 ME 7 

10. I was encouraged by my family to transfer to another job. 3.0 ME 2 

Average Weighted Mean 2.91 ME   

 

The data shows that personal factors af-
fected to a moderate extent the teachers’ turn-
over, based on the average weighted mean of 
2.91. This result indicates that personal factors 
have a bearing on the teachers’ decision to 
leave their school, however, to a moderate ex-
tent only. Based on the data, the top five per-
sonal reasons the teachers left their school are 
the following: they wanted a change of environ-
ment (WM-3.11), they were encouraged by 
their family (WM-3.00), they needed to address 
their health problem and their residence is far 
from school (WM-2.97), the income was not 
enough to support their family (WM-2.92), and 
they changed their residence (WM=2.89). 

The findings also indicate that the respond-
ents want to experience a new work  

environment, which implies that they may have 
gotten bored with working for a long time in 
one school. Thus, they decided to leave to seek 
another place or school. Further, the result that 
“income is not enough to support the family” 
was supported by the study of Gritz and 
Therbold (2006). According to them, the pay 
was the most important influence on the deci-
sion of teachers to remain or leave their profes-
sion. Likewise, the study by Kayizza (2009) also 
found that poor pay had ranked as the first fac-
tor that contributed to teachers’ turnover. Ta-
ble 3 presents the institutional factors affecting 
teachers’ turnover. 

Table 3 presents the institutional factors 
affecting teachers’ turnover. 

 
Table 3. Institutional Factors Affecting Teachers’ Turnover 

Indicators Weighted 
Mean 

Descriptive 
Rating 

Rank 

1. The class size is big, hence, so difficult to manage 2.84 ME 3.5 

2. I am overloaded with work. 2.84 ME 3.5 

3. The promotion is too slow. 2.89 ME 2 

4. The opportunities for training are limited. 3.03 ME 1 

5. Seldom receive recognition in the form of incentives 2.70 ME 8 

6. The school policies are not well-implemented 2.68 ME 9 
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Indicators Weighted 
Mean 

Descriptive 
Rating 

Rank 

7. The present residence is not conducive to facilitate my 
teaching. 

2.78 ME 6.5 

8. The school climate is not healthy. 2.81 ME 5 

9. The school location is not conducive to the teaching 
learning process. 

2.22 ME 10 

10. I find it difficult and tiring to discipline my students. 2.78 ME 6.5 

Average Weighted Mean 2.75 ME  

 
The data shows that institutional factors af-

fected the teachers’ turnover to a moderate ex-
tent, as shown by the average weighted mean 
of 2.75. These findings indicate that institu-
tional factors were related to the teachers’ de-
cision to leave their school, however, to a mod-
erate extent only. Based on the data, the top five 
institutional reasons why the teachers left their 
school are: 1.) The opportunities for training 
are limited. (WM-3.03), 2.) the promotion is too 
slow (WM-2.89),3.) the class size is big. Hence, 
so difficult to manage and overloaded with 
work (WM=2.84), 4.) the climate is not healthy 
(WM-2.81), and 5.) The present residence is not 
conducive to facilitate their teaching. 

The findings imply that limited professional 
and personal development were the reasons 
for teachers’ turnover. These findings was par-
allel to that of Hargreaves (2004) wherein he 
disclosed that professional development was 
highly correlated with teachers’ commitment 
and turnover. Likewise, Benner (2000) also re-
vealed in his study that teachers were demoti-
vated to work if their personal growth was 
minimal and of the least of the priorities of the 
organization where they work. 

Table 4 shows the psychological factors 
affecting teachers’ turnover.

 
Table 4. Psychological Factors Affecting Teachers’ Turnover 

Indicators Weighted Mean Descriptive Rating Rank 

1. I feel demoralized 2.40 LE 1.5 

2. I am no longer motivated to work harder 2.24 LE 5 

3. I lack interest in dealing with students 2.35 LE 3 

4. I feel I do not get support from my family 2.27 LE 4 

5. I feel insecure about my colleagues 2.40 LE 1.5 

Average Weighted Mean 2.33 LE   

 
The data shows that psychological factors 

affected the teachers’ turnover to a low extent, 
as seen in the resulted average weighted mean 
of 2.33. These findings indicate that psycholog-
ical factors influenced the teachers’ decision to 
leave the school, however, to a low extent only. 
Based on the data, the top three psychological 
reasons the teachers left their school are the 
following: they feel demoralized and insecure 
by colleagues (WM-2.40), they lack interest in 
dealing with students (WM-2.35), and they feel 
they do not get support from their family 
(WM=2.27). 

The findings show that the respondents do 
not feel at ease with their co-workers. Thus, 
they decided to leave their school. This result 
was parallel to Maund’s (2003) study, which re-
vealed that leaving the workplace could be 
compared to the issue of the relationship with 
co-workers or workmates. 

Based on the findings of the study, a reten-
tion program was deemed necessary, hence, 
the study was proposed. 

Based on the analysis of the data sought, the 
researcher then identified the result of the ex-
tent of the factors affecting teachers' turnover. 
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The result shows that personal and institu-
tional factors moderately affect the teachers’ 
turnover.  

Thus, the researcher found out that there is 
a need for schools to have a retention program 
to achieve a low turnover of teachers. 

 
Objectives 
General:  
1. To increase the rate of the teaching profes-

sion and teacher retention in school. 
Specific: 
1. To deepen the awareness of the teachers 

on their significant role in the formation of 
students and molding of their character. 

2. To motivate the teachers to appreciate 
teaching and maintain the dignity of teach-
ing as a noble profession. 

3. To raise the level of professional commit-
ment of teachers to strengthen the teach-
ing profession. 

 
Evaluation 

The teacher participant is allowed to assess 
the training activities that will be provided to 
them through an evaluation instrument. The 
result of the evaluation must be analyzed to de-
termine if they are effective in making the 
teachers stay in their school/workstation and 
in their teaching profession. 

 
Summary 

This study aimed to determine the factors 
affecting teachers’ turnover in junior high 
schools of San Mateo District, Division of Rizal. 
The study generated the following findings. Out 
of 295 teachers in the three schools that partic-
ipated  in  the study, 37, or 13 percent, left their 
respective schools. The personal factors af-
fected the teachers’ turnover to a moderate ex-
tent.  The  top five were: (1) they want a change 
of environment, (2) they were encouraged by 
their family, (3) they needed to address their 
health problems, and their residence is far from 
school, (4) the income is not enough to support 
their family, and (5) they changed their resi-
dence. The institutional factors also affected 
the teachers’ turnover to a moderate extent.  
The top five were: (1) the opportunities for 
training are limited, (2) the promotion is too 
slow (3) the class size is big, and overloaded 

with work, (4) the school climate is not healthy, 
and (5) the present residence is not conducive 
to facilitate their teaching. The psychological 
factors affected the teachers’ turnover to a low 
extent.  The top three were: (1) they feel inse-
curities from colleagues, and they feel demoral-
ized (2) they lack interest in dealing with stu-
dents, and (3) they feel they do not get the sup-
port of their family. Based on the result of the 
study, a retention program was deemed neces-
sary. Thus, it was proposed by the researcher. 
 
Conclusion and Recommendation 

Based on the findings of the study, the fol-
lowing conclusions were drawn. The teachers’ 
turnover was affected by personal, institu-
tional, and psychological factors to a certain ex-
tent. A retention program was deemed neces-
sary to retain and encourage the teachers to 
stay and work in their respective schools. 

Based on the conclusions drawn from the 
study, the following recommendations were 
hereby given. The teacher respondents should 
consider the findings of the study as inputs to 
their future in their profession or teaching ca-
reer. Next, the school principals should try to 
address the causes of teachers’ turnover in 
their schools. The school principals should reg-
ularly conduct professional meetings to serve 
as a venue for making the teachers understand 
the importance of their long presence in their 
present school or workplace to serve their stu-
dents better. The teachers should be afforded 
continuous training for their personal and pro-
fessional growth and development. The reten-
tion program proposed by the researcher may 
be considered by the schools of the respond-
ents to motivate the teachers to continue serv-
ing their school. Lastly similar research should 
be conducted by future researchers in order to 
validate the findings of the study. It is sug-
gested that additional studies be made to find 
out other aspects that would contribute to 
achieving a high retention rate for teachers. 
 
References 
Bayasgalan, Tsogtsuren, (2015) Job Satisfaction as a De-

terminant of Effective Performance on Academic 

Staff in Selected Public and Private Universities in 

Mongolia, Korea University 



Santiago II et al., 2022 / Factors Affecting Teachers’ Turnover: Basis for a Proposed Retention Program 

 

 
IJMABER  1797 Volume 3 | Number 9 | September | 2022 

 

Colquitt, Jason A., Lepine, Jeffrey A. and Wesson, Michael 

J. (2017)      

Organizational Behavior: Improving Performance and 

Commitment in the Workplace, International Stu-

dent Edition, McGraw-Hill Education. 

Del Mundo Cruz, Regina Stephanie, (2014) Job Satisfac-

tion and Organizational Commitment of Flight At-

tendants in Selected Commercial Airline Compa-

nies in the Philippines, University of Santo Tomas 

Domingo, Gladys Sy, (2014) An Assessment of job satisfac-

tion, organizational commitment and employee 

performance in relation to employee’s turnover in-

tention in financial shared service centers, Univer-

sity of Santo Tomas 

Holland, B. (2016). Digital leadership: A new paradigm 

shift, Education Week, edTech Researcher, Online 

blog, Retrieved October 06,2019 from: 

http://blogs.edweek.org/edweek/edtechre-

searcher/2016/04/digital_leadership_a_new_par-

adigm_shift.html 

Junhong, Zhang, (2015) Emotional Labor, Perceived Or-

ganizational Support and Job Satisfaction of Nurses: 

Basis for Work Enhancement Program, University 

of Santo Tomas 

Maestro, Pamela Manipol, (2015) Organizational citizen-

ship behavior (OCB), organizational commitment 

and turnover intention of teaching staff at Culiat 

high school, University of Santo Tomas 

Manampurathu, Joseph Shila, (2015) The Impact of the 

Principals’ Leadership Style on Teachers’ Job  

Satisfaction and Organizational Commitment: An 

Indian perspective, University of Santo Tomas,  

Odembo, Stella Achieng, (2013) Job Satisfaction and Em-

ployee Performance within the Telecommunication 

Industry in Kenya: A Case of Airtel Kenya Limited, 

Kenyatta University 

McShane, Steven L., Glinow, Mary Ann Von, (2015) Organ-

izational Behavior: Emerging Knowledge, Global 

Reality, Seventh Edition, McGraw-Hill. Education 

Palma-Sicat, Mary Jorie, (2016) Organizational Commit-

ment, Job Satisfaction and Job Performance of the 

Rank and File Employees of Mary Grace Café: Basis 

for a proposed work enhancement Program, Uni-

versity of Santo Tomas 

Robbins, Stephen P., Judge, Timothy A., (2017) Organiza-

tional Behavior (Global Edition), 17th edition, Pear-

son. 

Sage Vlog (2018) “Employee are your most important as-

set, retrieved October 06,2019 from 

http://www.sage.com/us/Sage Advice/Arti-

cles/18353/2015/7/28/Employees-are-your-

most-important-asset 

Santos – Domingo, Robert, (2013) Job Satisfaction and Or-

ganizational Commitment of Public Secondary 

School Teachers in the District of Marilao: An input 

to Faculty Professional Development Program, Our 

Lady of Fatima University 

Vos Lynn, (2017) “People: The Most Important Asset of 

Any Company”, Business Sense Georgia SBDC Net-

work, retrieved October 06, 2019 from 

https://www.georgiasbdc.org/pdfs/vos09.pdf  

Zhang, Lujia,(2013) Understanding Chinese teacher’s 

work-life balance and job satisfaction: a basis for 

job longevity program, University of Santo Tomas 

 
 
 


