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ABSTRACT

This study examines the factors contributing 
to increasing turnover and retention challenges 
in a private educational institution in the 
Philippines. Using a mixed-methods approach, 
quantitative data were gathered using a 
descriptive-correlational methodology, while 
semi-structured interviews with current 
and former employees were used to acquire 
qualitative insights. Results reveal a very high 
level of turnover intention among respondents, 
with compensation and benefits and leadership 
and management found as the most significant 

factors, followed by work environment and culture and external factors. Age, 
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marital status, and work status all show varying degrees of significance when it 
comes to perceived primary factors, while gender and length of service showed 
no significant influence on all the factors of turnover intention. Findings 
suggest the importance of addressing compensation and benefits, leadership 
and management, and work environment and external factor issues to enhance 
retention efforts in educational institutions.

INTRODUCTION

Turnover intention is the manifestation of the subjective probability that an 
individual will change his or her job within a certain time (Mashile et al., 2021). 
Another definition by Ngamkroeckjoti et al. (2012) refers to “the likelihood of an 
employee to leave the current job he or she is doing”. It includes the employee’s 
subjective evaluation of how likely or willing they are to look for work elsewhere 
after leaving their current company. 

In organizational psychology and human resource management, turnover 
intention is a crucial concept because it indicates an employee’s degree of 
attachment, commitment, and contentment to their current position and 
company and acts as a prelude to real turnover behavior (Ng & Butts, 2008). 
Hence, it is an individual’s decision whether to stay in the organization or not. 
Employees with a high intention of leaving the company could show signs 
of disengagement, higher absenteeism, and active job search, which could be 
problematic for retention strategies and workforce stability in general.

The Philippines is also among the countries experiencing a constant 
turnover, especially among school employees. Low salary, workload, long hours 
of work, lack of challenge, and personal circumstances are reasons employees do 
not stay long in their respective schools (Braid, 2015). However, high turnover is 
experienced more among employees in private educational institutions. Estrada 
(2017) cited that more than 400,000 teaching and non-teaching personnel 
have joined the public school system. In addition, there were also private school 
teachers who left the profession to work abroad or to shift to other career paths. 

Several factors, such as limited funds, competitive employment markets, and 
evolving educational policies, influence turnover rates in Philippine educational 
institutions. These challenges highlight the dearth of focused measures to 
minimize turnover successfully and add to the demand for ongoing recruitment 
efforts to address vacancies. 

Previous research on employee turnover in educational institutions has 
produced empirical evidence that points out the significance of work satisfaction, 
organizational culture, effectiveness of leadership, and remuneration plans. 
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Additional context-specific study is necessary to fully comprehend the distinct 
issues that private educational institutions face.

By addressing these issues, this study aimed to provide valuable insights 
into the underlying causes of increasing turnover rates in private educational 
institutions and propose evidence-based recommendations for enhancing 
employee retention efforts.

FRAMEWORK

Theories with an Asian and Western focus offer valuable insights into the 
motivational and cultural variables contributing to employee turnover. The 
Confucian work ethic theory emphasizes long-term employment relationships, 
loyalty, and respect for authority, which are deeply rooted in many Asian cultures. 
This framework fosters stability and a sense of belonging among employees, 
encouraging commitment to the organization and cultivating an environment 
of trust (Chu & Moore, 2020). In traditional settings, such values are vital for 
maintaining harmony and consistency within the workforce, leading to lower 
turnover rates.

Though it fosters a great organizational fit, the Confucian work ethic might 
not fully meet the changing needs of younger, more mobile workers. These 
people value adaptability, development, and creative chances more than the job 
stability of long-term work. The rigid structures and expectations derived from 
Confucian ideas may cause discontent and disengagement as newer generations 
join the workforce at an increasing rate. Talent who desire a more dynamic and 
responsive workplace culture may find it difficult to stay with organizations based 
on these conventional ideals (Chu & Moore, 2020).

On the other hand, Expectancy Theory—often applied in Western 
organizational frameworks—argues that people are driven by their expectations 
about the results of their labors. This theory highlights the perceived equity 
of incentive distribution and stresses the significance of coordinating personal 
aspirations with organizational goals. When workers feel their efforts will be 
adequately acknowledged and compensated, they are more likely to stay dedicated 
and engaged (Ghani et al., 2022). However, organizations must ensure that these 
notions of justice are constantly maintained. Employees may be more likely to 
quit if they believe that their contributions are not valued or that rewards are not 
given fairly.

Bridging the insights from both theories can yield a more holistic approach 
to understanding and addressing employee turnover. Organizations can embrace 
Expectancy Theory’s emphasis on flexibility and individual attention while also 
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reaping the benefits of Confucian values’ stability and loyalty. They can also 
foster a diverse workforce and increase overall job satisfaction by cultivating a 
culture that encourages individual contributions and aspirations while respecting 
hierarchical ties.

In conclusion, the integration of Confucian work ethic theory and Expectancy 
Theory offers valuable insights into the multifaceted nature of employee turnover. 
By acknowledging and addressing the cultural and motivational variables 
inherent in both frameworks, organizations can develop strategies that enhance 
employee satisfaction and retention. Emphasizing flexibility, fairness, and open 
dialogue will be critical in navigating the complexities of modern workforce 
dynamics, particularly in a diverse organizational landscape. Ultimately, fostering 
an environment where traditional values and contemporary expectations coexist 
harmoniously will be key to creating a sustainable and engaged workforce.

The purpose of this study is to fill in knowledge gaps about the unique 
difficulties with employee turnover that private educational institutions in the 
country encounter. Through the integration of theoretical frameworks from 
both Asian and Western perspectives, the study attempts to present an in-depth 
investigation of the elements that contribute to turnover dynamics within the 
selected institution.

OBJECTIVES OF THE STUDY

The study examines the factors impacting employee turnover rates in 
selected private schools. Specifically, the study seeks to (1) identify the level of 
turnover intention of the respondents, (2) determine if there isn a significant 
difference in the turnover intention of the respondents when they are grouped 
according to the following demographic profile (gender, age, employment status, 
civil status, length of service), (3) identify the primary factors contributing 
to the rising turnover rates among employees, and (4) determine if there is a 
significant difference in the perceived primary factors of turnover intentions 
when respondents are grouped according to demographic profile.

 
METHODOLOGY

Research Design
This study adopted a mixed-methods research design to provide a 

comprehensive analysis of turnover rates and retention challenges in the selected 
private educational institution. This design was used to seek a convergence of 
data across both quantitative and qualitative methods in order to control bias and 
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boundaries brought by any single research method. It involved both quantitative 
and qualitative data collection and analysis to gain a deeper understanding of the 
factors contributing to turnover and retention challenges. 

The primary method for the quantitative data collection phase of this study 
is the descriptive-correlational design method. Descriptive method was used to 
describe the socio-demographic profile, the level of turnover intention, and the 
primary factors contributing to the rising turnover rate. The correlational method 
was used to determine the extent to which socio-demographic and turnover 
intention are related to each other with the relationship of demographic variables 
to the primary factors of turnover intention. 

For the qualitative part of the study, selected former and current employees 
were asked to participate in semi-structured interviews to learn more about their 
opinions on the main causes of high turnover rates in the institution. The purpose 
of the interview questions was to elicit detailed answers from participants and 
provide them with an opportunity to share their opinions and experiences.

Participants
Data was drawn from a private educational institution that offers basic 

education (preschool to junior high school), senior high school, college, and 
graduate school education. The participants were all employees, whether teaching 
or non-teaching personnel. This includes all full-time and part-time faculty 
members from preschool to college department and all non-teaching staff. 
There is a total of 98 teaching and 53 non-teaching personnel. From the total 
population of 151, the study only included a sample of 112 respondents which 
was computed using G*Power.  The participants were limited to full-time and 
part-time faculty members (preschool to college) and non-teaching personnel. 
Employees from third-party agencies, such as janitors and security guards, were 
not included as participants in the study.

In the qualitative phase, participants for the semi-structured interviews were 
chosen through purposeful sampling to guarantee representation from a range of 
departments, roles, and tenure durations within the organization. Three current 
and three former employees were selected for the interviews.  

Instrumentation
The quantitative instrument used in the study consisted of three parts: Part 

I—Demographic Profile, Part II—Turnover Intentions, and Part III—Factors 
Contributing to Turnover. 

Part one, identify participants’ sex, age, employment status, marital status, 
and length of service in the institution. 



6

Volume 23 • October 2024

Part Two assessed the turnover intention of the participants using the 
Turnover Intention Scale of Esteban-Carranza et al. (2023). This adopted 
questionnaire consists of 10 questions, which the participants answered using 
a four-point Likert scale. This instrument has been proven valid and reliable in 
several studies where it has been utilized. 

The third part of the questionnaire is a self-made questionnaire divided into 
four factors which are as follows: compensation and benefits, work environment 
and culture, leadership and management and external factors. Each factor consists 
of several items that respondents rate using a 4-point Likert scale from one (never 
a factor) to 4 (very significant factor).

For the qualitative part of the study, guide questions were used in the semi-
structured interviews conducted among selected participants. 

Data Gathering Procedure
Prior to the data gathering, the researcher wrote a letter addressed to the 

School President, Vice President for Academics and Research, and Vice President 
for Administration of the selected private education institution to seek permission 
to conduct the study and administer the questionnaire to the target participants. 

The data gathering period covered two weeks for the distribution and 
retrieval of the questionnaires answered either through an electronic or hard copy. 
Participants were given a specified timeframe to complete the questionnaire, and 
reminders were directed to maximize response rates. It only took 10 to 15 minutes 
for the participants to complete the survey instrument. There was a provision of 
safe space for both the participants and the researcher, as the responses could be 
accessed only by the researchers. Data were downloaded in aggregate form using 
the Excel application. It was then forwarded to the statistician for tabulation and 
statistical analysis. 

For the qualitative part of the study, the researcher set an appointment for 
each of the six chosen participant for the semi-structured interview. The interview 
only lasted for 10-15 minutes. The conduct and transcription of interviews also 
took two weeks.  Depending on the interests of the participants and practical 
concerns, interviews were done either in person or over video conference. 
With permission from the subjects, every interview was audio recorded, fully 
transcribed, and anonymized for study. After this, the quantitative and qualitative 
results were integrated for analysis. 

Research Ethics Protocol
Throughout the study process, the researchers ensured that they adhered 

to the institution’s guidelines on research ethics to guarantee responsible data 
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handling, informed consent, and participant anonymity. 
Prior to data collection, permission from the institution to conduct the 

study was sought following the necessary protocols. The administration and 
respondents from each school were well-informed about the objectives and 
procedures involved in the research process. Participants also received the 
necessary information about their rights and the intended use of their data clearly 
and transparently. 

Informed consent was obtained from the respondents both in the 
quantitative and qualitative phases. This indicates transparency and respect for the 
participants’ autonomy. It also ensures that they fully understand the objectives, 
potential hazards, and advantages of their involvement. The participants were 
also informed that they could withdraw without undue consequences.   

Respondents were also guaranteed the confidentiality of the data and their 
privacy as research participants.  The survey instrument and the semi-structured 
interviews indicated that the anonymity of their responses was ensured, especially 
since participants may be vulnerable regarding how their responses will be used 
and may worry that their responses could influence how administrators perceive 
them. 

Data gathered in the survey were downloaded in aggregate form and sent 
to a statistician for tabulation and analysis. This guarantees the protection and 
rigorous, professional analysis of each participant’s unique data. The researcher 
ensured that best practices were followed regarding handling and analyzing data 
to ensure the integrity and reliability of their findings.

Likewise, the researcher delivered the results in aggregate form, safeguarding 
participant confidentiality and anonymity. This reduces the dangers of identifying 
specific participants and guarantees their privacy. The researcher was cautious 
in presenting their findings to guarantee participant anonymity during the 
dissemination process.

Data Analysis 
To describe the demographic profile of the respondents included in the 

study, mean, frequencies and percentages were used. Likewise, the same statistical 
methods along with standard deviation were applied to determine the participants’ 
level of turnover intentions and factors contributing turnover. 

Anova and T-Test for Independent Samples were utilized to determine if 
there is a significant difference in the level of turnover intentions when grouped 
according to the participants’ profile. The same statistical tests were used to test 
the significance of the factors contributing to turnover across the same variables.

Thematic analysis was used to assess the qualitative information gleaned from 
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the interviews. To gain insightful information, themes, and patterns pertaining 
to the elements influencing turnover rates and retention issues were found 
and methodically coded. Quantitative and qualitative data were triangulated 
to validate and complement one another to provide a thorough knowledge of 
turnover rates and retention issues in the selected private educational institution.

The integrated results were analyzed to determine overarching themes and 
patterns and recommendations for resolving issues with employee turnover and 
enhancing retention tactics inside the institution.

RESULTS AND DISCUSSION

Table 1
Level of Turnover intention

Items Mean VI

1. I will not quit this institution even if I find 
a better job.

1.58 Very High

2. I will definitely not leave this institution 
within the
next year.

1.78 High

3. I seldom think about leaving this institution. 1.71 Very High

4. To consider leaving this institution is very 
unlikely for me. 

1.65 Very High

5. Personally, I find it very important that I 
spend my career in this institution.

1.75 Very High

6. I would still prefer to work for this 
institution even if I am free to choose my 
career.

1.67 Very High

7. As far as I can see in the future, I intend to 
remain with this institution.

1.61 Very High

8. I am not looking and planning to leave any 
time soon.

1.70 Very High

9. I look forward to going to work often. 2.23 High

10. I do not consider even the idea of quitting. 1.54 Very High

      Overall Level of Turnover Intention 1.72 Very High

The overall mean is very high, with a mean score of 1.72, indicating a 
very high level of turnover intention among the respondents. Specifically, the 
respondents were revealed to have the highest level of turnover intention on the 
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following statements: I do not consider even the idea of quitting (x ̅ = 1.54), and 
I will not quit this institution even if I find a better job (x̅ = 1.58). 

These findings suggest that employees have a very high inclination to resign 
from their post. The very high scores in most statements suggest that many 
employees in the selected private educational institutions are considering leaving 
their respective schools. From these findings it can be implied that these schools 
are impacted by turnover intention which may lead to actual turnover. 

This was also confirmed based on the answers gathered from the semi-
structured interviews. Most of the participants, both former and current 
employees, have observed that there have been actual high turnover rates in the 
institution over the years, which is a manifestation of the high turnover intention 
of the employees. Specifically, one participant mentioned, “In recent years, my 
observations regarding turnover rates at SSCR have revealed a concerning trend of 
high staff turnover.”

In addition, another participant stated, “During my last few years of serving 
the school, I noticed some young teachers were transferring to public schools after a few 
years of serving the school. As if they are only waiting for the proper time for them to 
be accepted in public schools or public offices”. 

This was also the same observation by another participant, “yearly there are 
turnovers, especially in the Basic Education Department”

 The high level of turnover intention of respondents in this study resonates 
with findings from similar researches. For instance, Ramlee and Ahmad (2020) 
also revealed in their study that there is a high level of turnover intention among 
private school teachers in Malaysia, while Kim and Kim (2021) also concluded 
that there is also a significant level of turnover intention among employees in 
the private education sector in South Korea. Likewise, the study of Liu et al. 
(2019) revealed parallel findings in their study conducted in China, wherein a 
high turnover intention was identified among private school teachers. 

This is also supported by findings from local studies, such as the research 
conducted by Fuentes (2013), which revealed that the level of turnover intention 
of private secondary school teachers among Education Service Contracting 
Schools in Davao City is at a moderate level. On the other hand, this is opposite 
to the result of the study conducted by Nyisingize (2019) on the turnover 
intention of elementary and high school teachers in Cavite. Her study revealed 
that elementary and high school teachers in Cavite have low turnover intention. 
The difference in turnover intention may be due to several factors, as indicated in 
their studies, such as work-life balance, perceived opportunities, organizational 
culture, leadership effectiveness, and job satisfaction, which may vary in these 
educational institutions. 
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The results of the study can be corroborated by the actual turnover data 
from the private educational institution, which indicates that there is has been an 
average of 19% actual turnover rate among its employees for the past six years. 

Difference in the turnover intention of the respondents when they are grouped 
according to demographic profile

Results revealed a significant difference in respondents’ turnover intention 
when grouped according to employment status, with a p-value of 0.023, which 
is lower than the 0.05 margin of error. No significant difference was found for 
all the other demographic variables. Permanent teachers have more investment 
in the organization and more to lose from voluntary turnover. Therefore, they are 
expected to remain in their employing school (Cohen & Golan, 2007).

Primary factors contributing to the rising turnover rates among employees
Based on these findings, compensation and benefits (x ̅ = 3.5476) and 

leadership and management (x̅ = 3.3155) were found to be very significant 
factors in turnover intention, while work environment and culture (x ̅ = 3.1094) 
and external factors (x̅ = 3.1518) were identified as significant factors. 

These findings imply that compensation, benefits, leadership, and 
management greatly influence employees’ intentions to leave the institution.

Salary and compensation were also common themes in the answers of the 
interviewed participants. As stated by one participant, “one significant concern 
that weighs on my mind is the issue of adequate compensation, especially in the face 
of increasing inflation. While I value the work I do and the mission of the institution, 
the rising cost of living coupled with stagnant wages can create financial strain and 
uncertainty”. 

Another participant stated, “There are other private institutions that can 
provide competitive salaries, emphasizing teachers’ important role in the academe.” 

This is parallel with the study of  Cropanzano et al. (2017), which indicates 
that employees are less likely to quit their jobs when they receive fair compensation 
and benefits. This is also similar to the results revealed in Liu and Onwuegbuzie’s 
(2012) study, which stated that teachers’ salaries significantly affect teachers’ 
turnover intention. The same results were also revealed in the study of Loquias 
and Sana (2012). However, the findings of Jamal et al. (2024) negate the 
finding of this study on the significant relationship between compensation and 
turnover intention. Upadhyaya reported in his study that compensation is not a 
contributory factor to the turnover of teachers in the private schools in Butwal.

Participants in the semi-structured interviews also validated that leadership 
and management are important factors in turnover intention. One participant 
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mentioned “I think that the most crucial factor that leads to the turnover rates is the 
leadership style. Characteristics such as compassion, integrity, accountability, respect, 
and love, define a democratic leadership approach exemplified by Christ during His 
time.” 

Specifically, they also mentioned in their responses that the lack of 
opportunities for career advancement is a critical factor that would help employees 
decide to leave or stay in the institution. One participant stated, “The ranking 
system is another factor because it seems like the system was designed in such a way 
that your ranking will fall where you got the lowest score among the several criteria.”

This was also supported by another participant’s response: “Aside from salary 
and benefits, I may say the ranking system. I want to emphasize the need for employees 
to be heard, appreciated, valued and empowered.”

Promotion opportunities were also identified as significant factors affecting 
turnover intentions according to Shah and Jumani (2015). It was found directly 
impact employees’ turnover intentions (Belete, 2018; Biswakarma et al., 2024).

Furthermore, the participants mentioned the need for the employees to be 
recognized and appreciated. One participant mentioned, “The department does 
not have appreciation and recognition for the teachers who are excelling in their field 
inside and outside the school.” 

According to Ghani et al. (2022), newly hired employees should be 
encouraged to communicate their expectations of the job and the organization 
regarding their career growth and learning and training programs. It is the 
responsibility of an organization to ensure that employees are growing and their 
skills are being developed (Ihuah et al., 2014).

Moreover, another participant shared, “One strategy that should be carried out 
is the institution’s emphasis on recognition and feedback mechanism”. 

In Phillips’ (2021) study, leadership style was highlighted as a significant 
factor in creating a safe and trusting work environment, ultimately leading to 
lower employee turnover intention. Gyensare et al. (2018) suggest in their study 
that transformational leadership is the type of leadership that can motivate and 
inspire employees, which can ultimately reduce turnover intention.

This is also parallel to Belete’s (2018) and Alam and Asim’s (2019) studies 
which explain that leadership styles have a very strong relationship with turnover 
intention. The low employee retention rate  is the result of low satisfaction levels 
and poor quality of leadership (Ghani et al., 2022).

Work environment, culture, and external factors were also found to be 
significant factors in turnover intention, though not as dominant as the other 
two. A stressful work environment can potentially lead to an increase in the 
turnover intention, which can be buffered by positive social support from 
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colleagues (Haggalla & Jayatilake, 2017).
As stated by one interviewed participant, “When an employee is taken care 

inside an institution, there is a high probability that they are going to stay longer.”
Another participant shared, “In my own opinion, within the educational 

setting, two aspects of job satisfaction stand out as particularly critical for retaining 
employees, one of which is fostering a positive workplace”

As stated by Chytiri et al. (2018), salary is an important factor only at the 
beginning; as time goes by, employees tend to consider other factors such as 
the working environment, career development, learning and development, and 
growth opportunities (Ghani et al., 2022.

The participants also mentioned the importance of work-life balance. Aside 
from positive work environment, there may also be personal circumstances that 
may influence an employee’s intention to leave, one participant stated, “for some 
employees, the distance between their residence and the workplace can be a significant 
factor affecting their decision to stay or leave.”

Current employees who were interviewed also admitted that they would be 
willing to leave the institution if offered a better job elsewhere. From the former 
employees that were interviewed, their common answer as to why they have left 
the institution is the salary, workload, and incompetence of some offices in the 
institution. 

Difference in the perceived primary factors of turnover intentions according 
to gender

The results show no significant difference in gender in all the perceived 
primary factors. Hence, the null hypothesis is accepted. This implies that male 
and female employees have similar perceptions of the mentioned primary factors. 

This result is similar to the study of Ono (2023), which highlights that there 
is no significant difference or direct effect between gender and compensation and 
benefits and leadership and management on turnover intention. On the other 
hand, the studies of Hundera (2014) and Yoo and Lee (2023) are opposite to 
the results of this study, for they found out that gender brings out significant 
differences in work environment and culture. They mentioned that females are 
more likely to consider leaving their jobs than males.

Difference in the perceived primary factors of turnover intentions according 
to age

 This study found that factors like compensation and benefits, work 
environment and culture, and leadership and management are significantly 
related to age.



13

JPAIR Institutional Research

These results are supported by the study of Ng (2023), which stated that 
younger employees have a higher turnover intention because they seek better 
compensation and benefits and work-life balance in the working environment, 
whereas turnover intention may rise for older employees due to approaching 
retirement, age discrimination concerns and desire for more flexibility.

However, the study revealed no significant difference between the external 
factors and age. This is similar to the local study by Perkasa et al. (2023), which 
stated that factors like career opportunities can influence employees across 
different ages.

Difference in the perceived primary factors of turnover intentions according 
to employment status

The results of the study highlighted that compensation and benefits, work 
environment and culture, and leadership and management have significant 
differences when grouped according to employment status. The result is supported 
by the study of Ono (2023), which revealed a stronger association between low 
compensation and high turnover intention for full-time employees because full-
time employees rely heavily on their jobs for financial security. Moreover, work-
life balance is crucial for full-time employees because full-time work demands 
manageable workloads. However, the local study by Wittmer and Martin (2011) 
found that effective leadership and management that provides clear direction, 
recognition, and growth opportunities can reduce turnover intention for both 
full-time and part-time employees. 

On the other hand, the study revealed no significant difference between 
external factors and employment status. This is dissimilar to Ono (2023), who 
emphasized that full-time employees might have less flexibility to accommodate 
external factors. 

Difference in the perceived primary factors of turnover intentions according 
to marital status

Results show no significant difference in the factors of compensation and 
benefit, work environment and culture, and leadership and management when 
grouped according to marital status. This is supported by the local study of Inayat 
et al. (2021), which revealed that the mentioned factors are relevant to married 
and single employees. 

However, the study found that external factors and marital status have a 
significant relationship. According to Huang et al. (2022), single employees 
might have higher turnover intention due to greater career exploration and 
possibilities and less financial dependence on a single job. More so, married 
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employees are influenced by their desire for flexibility or work-life balance, which 
impacts turnover intention. 

Difference in the perceived primary factors of turnover intention according 
to length of service 

Based on the results of the study,  there is no significant difference in the 
perceived primary factors of turnover intention when the respondents are 
grouped according to length of service. The lack of significant differences in the 
results of the study suggests a uniform perception of primary factors affecting 
turnover intention despite their differences in length of service. This homogeneity 
indicates that length of service does not substantially influence how employees 
perceive factors affecting turnover intention. 

CONCLUSION

The study explored the factors influencing increasing employee turnover 
intention and retention challenges in a private educational institution. Several 
important conclusions were reached by combining quantitative analysis with 
semi-structured interview qualitative observations.

First, the study revealed a very high level of turnover intention among 
employees, suggesting that the respondents had a strong inclination to leave their 
jobs. This was corroborated by observations of high turnover rates within the 
institution, as reported by current and former employees. 

Based on the analysis of demographic characteristics, gender, age, marital 
status, and length of service did not significantly affect turnover intention. 
However, there was a noticeable difference based on employment status. 
Compared to non-permanent employees, permanent employees showed a higher 
organizational fit and investment, which led to a lesser intention to leave.

The most significant factors contributing to turnover intention were 
identified as compensation and benefits and leadership and management. Work 
environment, culture, and external factors were also found to be significant but 
not as dominant as the first two. 

Gender was found to have no significant difference in all the perceived 
primary factors of turnover intention. However, age has significantly influence 
compensation and benefits, work environment and culture, and leadership 
and management. There was also a significant difference in compensation and 
benefits, work environment and culture, and leadership and management of the 
employees when they were grouped according to employment status. Marital 
status did not significantly influence the perceived primary factors of turnover 
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intention except for external factors, while length of service did not substantially 
influence employees’ perception of all the identified factors. 

In conclusion, the study highlights how crucial it is for the institution to 
address issues related to compensation and benefits, leadership and management, 
work environment and culture, and external factors to reduce turnover intention 
and improve employee retention. Strategies to improve these areas are crucial 
for creating an environment that supports employee satisfaction and retention 
within the educational institution.

TRANSLATIONAL RESEARCH

The results of the study may be forwarded to school administrators of private 
educational institutions and translated into a workable, empirically supported 
employee retention program customized to target specific problem areas reflected 
in the study with careful consideration on strategic human resource planning, 
policy development, employee engagement, and cultural enhancement initiatives. 
It will also be shared with the larger educational community through scholarly 
publications, conference presentations, institutional reports, and stakeholder 
engagements. This will aid in the transmission of knowledge and support 
evidence-based decision-making.
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