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Abstract: This study provides a comprehensive analysis of the
challenges faced by educators, segmented into Personal, Institutional,
and Psychological Factors, to understand their impact on teachers'
professional lives and well-being. Personal Factors reveal moderate
concerns related to health, commuting, and career aspirations, while
Institutional Factors uncover significant issues with class size,
workload, and policy implementation, indicating a commonality in
institutional challenges. Psychological Factors, however, emerge as the
most pressing, with high levels of demoralization, motivation issues,
and concerns regarding support from family and colleagues. Through
statistical analysis, the study highlights the complex interplay of these
factors, with Psychological Factors showing the greatest impact on
teacher satisfaction and performance. The findings underscore the need
for comprehensive support systems that address the multifaceted
challenges educators face, emphasizing the importance of
psychological well-being alongside professional and personal concerns
to enhance the educational environment and teacher retention.
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Introduction
Teacher turnover has garnered considerable attention in the past
few years. Peck (2023) emphasized that high rates of turnover can lead
to disruptions in the learning environment, a lack of continuity in
educational programs, and challenges in maintaining a seasoned and
commet: © 2024 by e amos. SKilled teaching workforce. For instance, several factors contribute to
submitted for possible open access  tagcher turnover, including but not limited to, inadequate support and

publication under the terms and conditions

of the Creative Commons Attribution (ccBY)  F@SOUrces,  insufficient  professional development opportunities,
license(https://creativecommons.org/licens

es/oy/a.0)). challenging working conditions, and non-competitive salaries
(Mahmood et al., 2022; Thaba et al., 2022; Boamah, 2022). The effects

www.wijehr.com


http://www.wjehr.com/
https://creativecommons.org/licenses/by/4.0/legalcode

of high turnover are multifaceted, affecting not just the educational
outcomes for students but also the morale and cohesion of teaching staff
(Pietsch et al.,, 2020). Addressing teacher turnover requires
comprehensive strategies that encompass improving working
conditions, offering competitive compensation, and providing robust
professional growth opportunities, aiming to create a more stable and
supportive environment that encourages teachers to remain in their
positions long-term (Nguyen & Springer, 2023; Sachau, 2007).

The teaching profession has been facing increasing turnover
rates, a trend that shows no signs of abating (Sethi & Scales, 2020; Han,
2023; Mourtgos et al., 2022). This issue is recognized globally as a
complex challenge, often attributed to issues in workforce planning or
seen as a reflection of declining teacher morale and motivation
(Ingersoll, 2020). A variety of factors contribute to this trend each year,
including workload demands, administrative pressures, the allure of
better pay in other industries such as call centers, and the pursuit of
licensure in education (Sorensen & Ladd, 2018; Han, 2023; Adams et al.,
2023). Furthermore, adverse working conditions, limited opportunities
for career progression, and low pay have driven many seasoned
teachers to seek opportunities elsewhere (See et al., 2020; Suthcer et al.,
2019).

It is well-established that teachers play a crucial role in shaping
students' educational outcomes, with strong evidence indicating that
high teacher turnover rates adversely affect student achievement
(Bardach et al., 2022). Schools with high numbers of minority or socio-
economically disadvantaged students are especially hard-hit by teacher
turnover, exacerbating existing educational disparities (McGee, 2021;
Suson et al., 2020). Data over the years show that nearly half of all new
teachers exit the profession within five years, with an annual turnover
rate stabilizing alarmingly at 16% (Sutcher et al., 2019). This turnover
not only hinders student learning but also strains educational budgets
with increased costs for recruitment, hiring, and training.

Recent studies further highlight the link between rising teacher
turnover and declining student performance in core subjects, noting
that turnover is especially prevalent in underperforming and high-
poverty schools (Zilanawala et al., 2018). The ripple effects of persistent
turnover undermine school culture, fuel disciplinary issues, increase
principal turnover, and erode the sense of community, thereby
triggering further turnover. Defined as the year-to-year fluctuation of
teaching staff within schools (Sorenson & Ladd, 2018), teacher turnover
exacerbates shortages, disproportionately affects the distribution of
qualified teachers, and compromises the quality of education for
students most in need (Goldhaber et al.,, 2015). It poses significant
obstacles to collaboration and instructional improvement, with studies
showing a direct correlation between high turnover rates and lower
student achievement across various school environments (Guin, 2004;
Ronfeldt, Loeb, & Wyckoff, 2013).
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Teacher turnover in the Philippines is a significant issue,
mirroring global concerns within the education sector. The reasons
behind teacher turnover in the country can be multifaceted,
encompassing socio-economic, institutional, and policy-driven factors.
Key issues often cited include the search for better opportunities
abroad, locally competitive salaries that fail to meet the rising cost of
living, challenging working conditions, and the quest for professional
growth and development. The phenomenon not only disrupts the
continuity of learning for students but also poses a challenge to the
educational system's efforts to maintain a stable and experienced
workforce. Future research should aim to address these gaps by
adopting longitudinal and comparative approaches, examining the
multifaceted reasons behind teacher turnover, and evaluating the long-
term effectiveness of retention strategies. This direction of research is
crucial for developing targeted interventions that can enhance teacher
retention, thereby ensuring a stable and high-quality educational
system in the Philippines.

Methodology

The research was conducted utilizing a descriptive method,
which served to meticulously detail the characteristics of the
population under scrutiny and elucidate the various data points
concerning teacher turnover. This methodological approach was
chosen to comprehensively address inquiries pertaining to the who,
what, where, when, and how aspects of the study, aiming to provide a
thorough understanding of the prevailing conditions. Specifically, the
study delved into the current state of support provided to teachers and
identified the concerns they faced in the context of identified school in
Lapu-Lapu City. Furthermore, the research framework embraced an
INPUT-PROCESS-OUTPUT  approach, delineating the flow of
information from data collection through analysis to the ultimate
outcomes. The main instrument of the study was adopted from the
study of Santiago et al., 2022 which study focused determined the
possible factors that cause the high teachers' turnover. Utilizing a 4-
point Likert scale, the study sought to quantitatively assess the degree
of teacher’s turnover.

Results and Discussion

Table 1. Age
Age f %
51-60 4 10.81
41-50 9 24.32
31-40 13 35.14
21-30 11 29.73
Total 37 100.00

The table presents a distribution of a sample population based
on age, with a total of 37 individuals categorized into four distinct age
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groups. The age group of 31-40 years comprises the largest segment of
the population, accounting for 35.14% (13 individuals), indicating a
predominance of middle-aged adults in the sample. Following this, the
21-30 age group represents the second-largest portion, with 29.73% (11
individuals), showcasing a significant representation of young adults.
The 41-50 age group includes 9 individuals, making up 24.32% of the
population, which suggests a noticeable but smaller fraction of middle-
aged adults. The smallest group is the 51-60 age category, consisting of
only 4 individuals or 10.81% of the sample, indicating the least
representation among the older adult demographic. Overall, the data
highlights a sample skewed towards younger and middle-aged adults,
with the majority being under the age of 50.

Table 2. Highest Educational Attainment

Highest Educational Attainment f %

Full pledge Doctorate 1 2.70
With units in doctor 1 2.70
Full Pledge Master 7 18.92
With units in master 16 43.24
Bachelor degree holder 12 32.43
Total 37 100

Table 2 outlines the distribution of highest educational attainment
among a sample of 37 individuals, providing insight into the
educational background of the group. The data reveal that the largest
proportion of the sample, 43.24% (16 individuals), has completed some
units towards a master's degree, indicating a significant inclination
towards postgraduate education but without full completion of the
program. Following this, individuals holding a bachelor's degree
constitute 32.43% (12 individuals) of the sample, showcasing a
substantial foundation in higher education. Those with a full-fledged
master's degree represent 18.92% (7 individuals), further highlighting
the prevalence of advanced education within the group. The categories
of 'Full pledge Doctorate' and 'With units in a doctorate' each account
for 2.70% (1 individual each), indicating a minimal representation of
doctoral level education in the sample.

Table 3. Years of Service

Years of Service f %
21 above 5 13.51
16-20 0 0.00
11-15 0 0.00
6-10 5 13.51
1-5 27 72.97
Total 37 100

Table 3 presents the distribution of years of service among a group of
37 individuals, delineating their tenure within an organization or field.
The data notably highlight that the majority of the sample, 72.97% (27
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individuals), have 1-5 years of service, indicating a predominantly
early-career stage demographic. This suggests either a relatively young
workforce or a scenario where individuals have recently transitioned to
their current roles. Interestingly, the segments for 6-10 years of service
and those with 21 years or above each account for 13.51% (5
individuals) of the sample, showcasing smaller yet equal
representation of mid-career and long-tenured individuals. Notably,
there are no individuals within the 11-15 and 16-20 years of service
brackets, indicating a gap in mid to late career stages among the
sampled population.

Table 4. Designation

Designation f %
Special Science Teacher 4 10.81
Master Teacher 1 2.70
Teacher 3 7 18.92
Teacher 2 9 24.32
Teacher 1 14 37.84
Total 37 100

Table 4 outlines the distribution of designations among a sample of 37
individuals within an educational setting, offering insights into the
professional hierarchy and roles within the group. The largest segment
of the sample is comprised of Teacher 1 positions, representing 37.84%
(14 individuals) of the group. This indicates a strong base of entry-level
or early-career teachers, highlighting the foundational level of teaching
staff within the institution. Following this, Teacher 2 roles account for
24.32% (9 individuals), suggesting a moderate presence of individuals
with a slightly more advanced level of experience or responsibility.
Teacher 3 positions, representing 18.92% (7 individuals), further denote
the progression within the teaching hierarchy, albeit with fewer
individuals than the preceding levels. Overall, the data demonstrate a
clear stratification within the teaching staff, with a substantial emphasis
on early-career positions. The progression from Teacher 1 through to
Master Teacher reflects a pathway of professional development and
responsibility within the educational setting, with a pronounced lean
towards the foundational levels of the hierarchy.

Table 5. Personal Factors

Indicators Mean | VD
I need to address my health problem 1. 46 D
My residence is far from school. 2.72 A
My residence is far from school. 3.26 A
I changed my residence. 3.20 A
I cannot cope with the demands of my work 2.27 MA
I want to seek greener pasture 1.72 D
I want a change of environment. 1.52 D
I want a challenging job 2.90 A
I was encouraged by my family to transfer to another job 2.51 A
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Table 5 delves into personal factors affecting individuals' professional
decisions. A primary observation is the relatively low mean score (1.46)
for health problems as a factor, labeled with a variance of Disagree (D),
indicating that health concerns are not a major factor influencing most
individuals' decisions related to their jobs. Similarly, the desire for
greener pastures and a change of environment, with mean scores of 1.72
and 1.52 respectively, also fall under the Disagree category, suggesting
these are not significant motivators for the majority. Conversely,
indicators related to the physical location of work and personal
circumstances, such as the distance of residence from school (mean
scores of 2.72 and 3.26), and changing one's residence (3.20), all
categorized under Agree (A), highlight that Ilogistical and
environmental factors play a considerable role in job-related decisions.
These factors suggest a considerable number of individuals are affected
by the practicalities of their living situations in relation to their
workplaces. The mean score for coping with work demands (2.27) falls
under Moderately Agree (MA), revealing a nuanced perspective where
a portion of the individuals find the demands of their work challenging
but not overwhelmingly so.Furthermore, seeking a challenging job
(mean score of 2.90) and family encouragement to pursue other job
opportunities (2.51), both under the Agree category, suggest a positive
inclination towards growth and familial influence in professional
decisions. Overall, the data point towards a complex interplay of
personal satisfaction, logistical concerns, and the pursuit of
professional growth and challenges as factors influencing individuals'
career decisions. Practical concerns like commuting distances and
living arrangements seem to weigh heavily, alongside a moderate but
notable concern for job satisfaction and professional development.

Table 6. Institutional Factors

Indicators Mean VD
The class size is big, hence, so difficult to manage 1.62 D
I am overloaded with work 1.80 MA
The opportunities for training are limited 1.43 D
Seldom receive recognition in the form of incentives 1.60 D
The school policies are not well-implemented 1.84 MA
The present residence is not conducive to facilitate my teaching. | 1.72 D
The school climate is not healthy. 2.05 MA
I find it difficult and tiring to discipline my students 2.54 A

The results presented in Table 6 highlight various institutional factors
that impact educators, revealing a complex interplay of challenges and
constraints within their working environment. The findings indicate
that a significant number of teachers perceive their class sizes as large
and difficult to manage, with a mean response of 1.62, suggesting a
notable difficulty in classroom management due to size. Work overload
is another critical issue, with a mean score of 1.80, categorized under
'Moderately Agree', pointing towards a substantial perception of
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excessive responsibilities among educators. Training opportunities are
viewed as limited, scoring a mean of 1.43, which, along with seldom
receiving recognition through incentives (mean of 1.60) and perceived
ineffective implementation of school policies (mean of 1.84),
underscores a sense of inadequacy in professional development and
support. Furthermore, issues related to the teaching environment, such
as non-conducive residences (mean of 1.72) and an unhealthy school
climate (mean of 2.05), reflect additional external challenges that
educators face, potentially affecting their overall job satisfaction and
effectiveness. Interestingly, the discipline of students stands out as the
most challenging aspect, with a mean of 2.54, falling under 'Agree’,
indicating that managing student behavior is a significant source of
stress and exhaustion for teachers. Collectively, these results
underscore the multifaceted institutional challenges that educators
encounter, highlighting the need for systemic improvements to address
these concerns effectively.

Table 7. Psychological Factors

Indicators Mean | VD
I feel demoralized 2.95 A
I am no longer motivated to work harder 2.16 MA
I feel I do not get support from my family 2.84 A
I feel insecure about my colleagues 3.04 A

Table 7 delves into the psychological factors affecting educators,
providing a clear picture of the mental and emotional challenges they
face. The data indicates that a considerable number of educators feel
demoralized, with a mean score of 2.95, falling within the 'Agree'
category. This suggests that a majority of the respondents experience
feelings of being disheartened and demotivated, which can
significantly impact their enthusiasm and commitment to their work.
Moreover, the motivation to work harder is notably diminished, as
evidenced by a mean score of 2.16, categorized under 'Moderately
Agree'. This decrease in motivation is a concerning indicator of the
potential for reduced productivity and engagement in educational
activities. Family support, or the perceived lack thereof, is another
critical psychological factor, with a mean score of 2.84 also in the 'Agree'
category. This indicates that a significant number of educators feel they
do not receive adequate support from their families, which could
exacerbate feelings of isolation and stress, further diminishing their
professional drive and emotional well-being. Feelings of insecurity
about colleagues are highlighted as the highest concern, with a mean
score of 3.04, also under 'Agree'. This reveals that issues related to
workplace relationships and trust among peers are prevalent,
potentially leading to a competitive or hostile work environment that
can further affect educators' sense of security and belonging.
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Table 8. Analysis of teacher profiles based on Personal Factors, Institutional Factors,
and Psychological Factors

Standard 50%
Factor Mean | Deviation | Min | 25% | (Median) | 75% | Max
Personal Factors 2.512 0.704 20 | 2.0 2.6 26 | 3.0
Institutional Factors | 1.854 0.458 1.0 | 1.5 2.0 2.0 2.0
Psychological
Factors 2.680 0.704 20 | 20 3.0 3.0 | 40

The analysis of teacher profiles based on Personal Factors,
Institutional Factors, and Psychological Factors provides a quantitative
insight into the multifaceted challenges and experiences of educators.
The Personal Factors have an average (mean) score of 2.512 with a
standard deviation of 0.704, indicating a moderate level of personal
challenges among teachers, with a relatively wide spread of responses
suggesting varying degrees of personal issues affecting different
individuals. The minimum score for Personal Factors is 2.0, with both
the 25th percentile and the median (50%) at 2.6, and the maximum score
reaching 3.0, suggesting that while some educators face significant
personal challenges, the majority have moderate concerns.

Institutional Factors have a lower average score of 1.854 with a
standard deviation of 0.458, reflecting less variability and a tighter
clustering of responses around the mean. This suggests a more
consistent perception of institutional challenges among educators, with
scores ranging from 1.0 to 2.0. The median score of 2.0 for Institutional
Factors indicates that half of the educators perceive their institutional
challenges to be of moderate concern, with a significant proportion
experiencing issues that are relatively more manageable compared to
personal and psychological factors.

Psychological Factors have the highest mean score of 2.680,
along with a standard deviation of 0.704, matching the spread of
Personal Factors. This indicates a substantial level of psychological
stress among teachers, with a broad range of experiences. The scores
for Psychological Factors stretch from 2.0 to 4.0, with both the 50%
(median) and the 75th percentile at 3.0, highlighting that a significant
number of educators are experiencing high levels of psychological
distress. This is further emphasized by the maximum score of 4.0,
indicating that some educators are experiencing severe psychological
challenges.

The analysis underscores the significant impact o psychological
factors on educators, with high levels of stress and emotional
challenges being prevalent. While institutional factors are perceived
with less variability and to a slightly lesser extent, they still contribute
to the overall challenges faced by educators. Personal factors, though
moderate on average, show a significant spread indicating that
personal issues can greatly affect some educators. Addressing these
varied challenges requires a comprehensive approach that
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encompasses personal support, institutional changes, and mental
health resources to support educators effectively.

Conclusion

The analysis of teacher profiles based on Personal, Institutional, and
Psychological Factors offers a detailed insight into the multifaceted
challenges educators face in their professional lives. Personal Factors
indicate a moderate level of concern, pointing to issues such as health,
commuting difficulties, and aspirations for career advancement.
Institutional Factors highlight concerns related to the management of
large class sizes, work overload, and the implementation of school
policies, with a relatively lower variability among responses,
suggesting commonality in institutional challenges across educators.
The highest concern arises from Psychological Factors, where issues of
demoralization, motivation, and perceived support from family and
colleagues significantly impact teachers' well-being and professional
engagement. The variance in scores across these categories underscores
the complexity of challenges in the teaching profession, emphasizing
the need for holistic support systems that address not only the practical
aspects of teaching but also the emotional and psychological well-being
of educators to foster a more supportive and effective educational
environment.
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