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Abstract: 
Presently, experienced and competent teachers are not having any dearth of opportunities. No sooner, faculty 
feels dissatisfied with the current school, pay package, increment or less advancement options, they switch. 
Consequently, the morale of remaining employees plunge, leads  to knowledge drain, pupil-parent-teacher 
relationship is strained. It is therefore, imperative to retain elite teachers. This is a novel study to understand 
the retention process of K12 schools, analyse relationship of retention of competent teachers on schools 
performance and to identify the factors of retention. This is a quantitative descriptive study with Retention as 
independent variable and School performance as dependent variable. In this empirical study data from 76 
teachers and principal of CBSE affiliated K12 schools is collected PAN India. Self-structured questionnaire 
was used to collect primary data. To achieve the objectives descriptive analysis correlation analysis and factor 
analysis is performed. Positive correlation is established between retention schemes and schools performance. 
The study shows strong association exist between students’ performance and retention of experienced teachers 
leading to growth of the school. The questionnaire were circulated only to Principals and teachers not to the 
members of management. Future studies can be conducted by using analytics as a moderating factor. This 
paper will give an insight to the School Management and HR department to frame retention policies more 
efficiently.  
Keywords: Teacher Retention, School performance, K12 Schools, Retention Policy, HRM. 
 
Introduction 
Pre independence era, getting employment was a privilege. Recruitment of appropriate candidates was not a 
tedious task. Since job opportunities were limited so once employed, workers used to stay committed to same 
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job. Staff was loyal to their organizations and consequently, employers were caring their employees. 
Interestingly, today's scenario is contrasting. Firstly, recruiting competent workforce is a cumbersome process 
and thereafter retention is challenge. In contemporary era, there is a crunch of efficient human resources, hence 
every organization today is adopting creative retention strategies to lure the high performing employee to stay 
with them.  
Education is blessing in disguise. Education is one of the basic amenities and passport to success. One cannot 
think of quality education without experienced and erudite teachers. There is a limited pool of competent 
teachers, whereas their demand is manifold. In prevailing times the demand for education is increasing at 
meteors pace and so is the requirement of skilled staff. Hence, Management is confronted with twin challenge 
of recruiting best out of limited resource pool and then innovative means to retain the trained faculty. 
Experienced teachers are real time assets for the institution as they would give best results (Brill & McCartney, 
2008; Rivkin, Hanushek, & Kain, 2005); hitherto educational institutions find it challenging to retain the best 
brains. Education industry is facing an enormous challenge to retain competent teachers for better 
organizational performance. As per the estimates of (Ingersoll & Smith, 2003; Latham &Vogt, 2007; 
Perrachione, Rosser & Petersen, 2008) attrition rate of faculty within first five years of service is nearly 20-
50%. In the words of (Borman & Dowling, 2006) situation is so much alarming that annual replacement cost 
is staggering $ 2.2 billion each year on account of recruiting, hiring and training.  Contemporary educational 
theory states that one of the leading reason of poor school performance is the failure of schools to retain 
experienced teachers and adequately appoint elite faulty (Ingersoll, 2001). In “Special Report: The Cost of 
underpaying Texas teachers” testify that the performance of the students who were taught by experienced 
teachers in state exams consistently did well (Strayhorn, 2006). The National Center for Educational Statistics 
(NCES) expressed their concern over extreme attrition rate. Nearly 50% teachers quit their job with initial 5 
years of service. On contrary to it, the demand for public school teachers will rapidly increase through 2014 
due to 4% expected surge in enrollment in public schools. (Heller as cited in Watkins, 2005, p. 83). The reasons 
for this attrition is adverse working conditions, absence of administrative support, challenging teaching 
assignments, worse student discipline, inadequate salaries, poor school culture and climate, no professional 
growth. Strayhorn (2006) in his study found a positive correlation between test score performance of 9th and 
10th grade math sections of the FCAT and stability of qualified teachers.  
Smith (2001) suggests voluntary and involuntary reasons for employees leaving their job. Voluntary factors 
may include better career options, superior compensation and improved profile or monotonous current profile. 
Involuntary turnover arises when teachers are told to quit due to pitiable performance or unsuitable behavior. 
Employees behaviour and work performance are vital variables which are considered for employee retention. 
Employer has to incur various direct and indirect expenses whenever they decide to replace workforce. This 
includes the cost of advertising, headhunting fees, consultancy charges, training expenses etc. If employee 
turnover adversely affects the organisation, it would definitely react by framing some policies to retain the 
competent manpower. Firms offer benefit to workers such as flexible working hours, perks such as paid 
holidays, medical leaves, travel allowance, gift coupons etc to ensure employee do not leave the job.   
Whenever a teacher leaves school, it leads to knowledge loss, loss of relationships and an experienced staff. 
Loss of skilled teacher is a matter of grave concern for the management as it directly affects productivity, 
viability and service quality. Moreover, high turnover adversely affect morale of existing staff and spread vibes 
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of insecurity across the campus. The cost of replacing staff is immeasurable as the problems associated with 
finding faculty with specific skill sets and training new teachers, molding them according to our culture. 
Teachers who quit job, walk out with specific workplace-acquired skills and knowledge which can take years 
to replace.  
 
In order to attain its objectives, to enhance the performance and having an edge over the rivals competent 
workforce is the only pre-requisite. After having best recruitment policies, organisations need to have adequate 
retention measures at place. Hence, retention is a serious challenge for most of the firms (Cascio, 2003; 
Heneman and Judge, 2003).    
 
School and organizational characteristics. 
 In the words of (Kukla-Acevedo, 2009; Wynn, Carboni, & Patall, 2007) school work culture and environment 
is perhaps the key indicator of faculty retention. (Ingersoll & Smith, 2003, p. 32) found sufficient evidences 
that the prime cause of staff shortage in school is the working condition and attitude of management. A survey 
for reason of leaving job, conducted on 217 teachers having 1 or 2 years of experience, highlights following 
facts, 75% discontinued due to school climate (Wynn et al., 2007). Pay package topped the list (82%), bad 
behavior of pupils was next in the row (58%), followed by lack of management support (43%), less 
contribution of parents (42%), next in the slot was workstation condition (38%), absence of professional 
respect is tuned to (31%), personal reasons (30%), and last but not least is lack of collegiality (19%). Hence, 
the review of studies shortlist that working conditions and salary effects the teacher retention. Various studies 
lay emphasis that dissatisfaction with pay package is root cause for discontinuation (Allred & Smith, 1984; 
Borman & Dowling, 2006; Brill & McCartney, 2008; Hahs-Vaughn & Scherff, 2008; Hall, Pearson, & Carroll, 
1992; Kelly, 2004; Kersaint, Lewis, Potter, & Meisels, 2007; Stockard & Lehman, 2004). Increased workload 
coupled with meagre salary compels human resource to quit.  
 
Retention: 
According to Merrow (1999), “The pool keeps losing water because no one is paying attention to the leak . . . 
We’re misdiagnosing the problem as recruitment when it’s really retention . . . We train teachers poorly and 
then treat them badly—and so they leave in droves.” Retention is an HR function to ensure that high performing 
employees continue the organisation as long as possible. It should be the priority of firm to hold back its best 
workforce thereby, containing recruitment, training cost and loss of trained talented staff to our rivals. 
Retention of the competent workforce is profusely dependent on HR policies and practices.  
 
Organisational Performance:  
It is very aptly quoted that “Anything which gets measured gets managed.” Every organisation whatever its 
size and scale may be is always interested to measure its performance.  The ultimate objective of a business 
organization is to maximize the wealth or profit. (Becker & Huselid, 1998; Horngren, Foster, & Datar, 2000). 
Accomplishment of firm’s objective rests upon the level up to which organizations performance is attained 
(Katou & Budhwar, 2007). Normally, firms performance is measured by effectiveness (objectives are achieved 
timely), efficiency (optimum utilization of resources), employees and customers satisfaction, innovation, 
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quality of products or services, and ability to retain a unique human pool (Delaney & Huselid, 1996; Dyer & 
Reeves, 1995; Guest, 2001; Katou & Budhwar, 2007). This study include variables like quality of product, 
new merchandise development, customer satisfaction, skill to entice human resource, retention of manpower 
and bonding between management and employees to determine institutions performance. 
Study conducted by Akroush & Al-Mohammad (2010) establishes that organizational performance has three 
constructs Market, client and financial measures. However, market performance was measured by 
organization’s image, organizations non-financial assets and firms capability to produce new services. 
Parameters for measuring customer were: loyalty, satisfaction and competence to rope in new buyers. Whereas, 
profitability, ROI, market share and development of financial assets were the rubrics recommended to assess 
Financial performance.  
Triple bottom line approach was developed by Elkington in his 1997 book Cannibals with forks: the triple 
bottom line of 21st century business; however Elkington coined the term in 1994. According to Elkington’s 
triple bottom line approach, the entities performance is evaluated by three variables i.e. economic prosperity 
(e.g. profit), environmental quality (e.g. planet) and social justice/equity (e.g. people) (cited in Sherman, 2012). 
Many researchers have applied Triple bottom line approach (Elkington, 1997; Nganwa, 2002; Tsolakis, 2004; 
Meijer & Schuyt, 2005; Christen et al., 2006; Glaser, 2006; Dixon & Clifford, 2007).  
 
Literature Review 
The purpose of this study is to assess the impact of teacher retention on the performance of K12 School. This 
study examined the retention strategies of various K12 schools. This section is divided into two parts namely 
literature review of teachers’ retention and literature review on organizational performance.  
 
Teachers Retention: Run down the annals of history, first ever evidences of teacher retention were found in 
1840 in Belgium. In terms of (Rawson, 1840) monetary measures with hike in salary was only means to retain 
competent workforce. With rise in rate of school going children the demand for the schools has quadrupled 
but there is paucity of experienced teachers. This gulf has widened a lot. Various researches conducted on, 
why people do not want to choose this as a career option highlight the facts that inadequate salary, meagre 
scope of promotion, almost negligible perks, uncertain tenure, no retirement benefits and numerous 
restrictions. Ingersoll (2001) expressed that retention is a bigger challenge than recruitment. (Berry, Noblit, & 
Hare, 1985; Ingersoll, 2001; Odell & Ferraro, 1992) found that schools which provide ample administrative 
support to teachers, having minimum student discipline problems and higher engagement of faculty in decision 
making had lower levels of teacher attrition and migration. Darling-Hammond’s point is relevant here. “Great 
instructional leaders create nurturing school environments in which accomplished teaching can flourish and 
grow” (2003, p. 13). 
 
(American Teacher, 2005), has very beautifully compared the problem of retention with a leaky bucket. If the 
bucket is having holes it is not wise to pour more water rather to fix the holes. Similarly, school management 
need to find out why good teachers quit their jobs rather than investing their time and money in appointing 
new staff. There is multitude of research available on teacher retention and schools performance, but there is 
limited research on the impact of retention of high caliber teachers on schools performance.  



A STUDY ON RELATIONSHIP AND FACTORS INVOLVED IN RETENTION OF TEACHERS TO ENHANCE 
SCHOOLS PERFORMANCE. 

240 
 
 

Vegueta, 22 (8), 2022, eISSN: 2341-1112 
 

 
Measuring an organizational performance has always been very tricky job, especially for Non-Profit 
Organisations. As far as educational institutions are concerned the management has to take care of interest of 
all the stakeholders. Firms performance is impacted by numerous variables which are synthesized in noble 
manner to surge and reduce performance (Ramayah et al., 2011). In competitive scenario if organization need 
to survive and thrive then they need to measure and appraise their performance (Mushref & Ahmad, 2011). In 
the terms of (Aluko, 2003) to measure the organizational performance a firm need to satisfy its three chief 
stakeholders and they are owners, employees and customers. Griffeth and Hom,2001, in their book, Retaining 
Valued Employees, states that staffs turnover cost can touch 200 % of the exiting employee’s salary. In a 
newsletter released by International Association of Professionals in Employment Security, claims, when a 
resourceful worker quits, it costs the employer money possibly up to a third of the employee’s annual salary.  
 
(Moir, 2003) has deduced that teacher turnover, may it be voluntary or transfer, is expensive and has adverse 
effect on the schools performance. Gamut of activities like advertising for vacancy, shortlisting applications, 
conducting interview & verifying criminal background checks, then orientation of new staff members are some 
expenses which institution bears when a teacher leaves his job. For example, in Texas, the turnover rate was 
15.5% p.a, whooping 40% teachers turnover rate in initial three years, puts additional burden of $329 million 
annually on the state for fresh recruitment, selection and training. This turns out to be $8,000 per candidate 
who discontinue in the beginning few years of teaching (Texas Center for Education Research, 2002). Kelly 
(2004) observed that non conducive working conditions—with special regard to, the behavioral climate of the 
schools—enhances attrition. Similarly, Stockard and Lehman (2004) found that new appointments in schools 
did not stick to their job at one workstation due to excessive behavioral issues, lesser autonomy to perform 
duty, minimum support, and ineffective administration. 
 
Most of the traditional research literature emphasized on monetary factors like remuneration and perks as a 
source of retention. But over the period of time, modern studies have added new dimensions workplace 
wellness and work-life balance that influences employee decision to continue or to leave (Hom & Griffeth, 
1995). 
HRD manager makes earnest efforts to ensure that their talented staff continue their services in the entity till 
eternity (Griffeth & Hom 2001). With avalanche of new organisations mushrooming up competent persons 
have no dearth of opportunities, hence Organizations confront the challenge to retain employees. Any person 
who is not satisfied with his current occupation, he may switch over to other best substitute. In prevailing 
scenario employee retention is major function of HRM (Fombrun, ,& Shanley, 1990).  
Best companies attain zenith because value their high performing employees and they provide them comforts 
keep them gelled with the organization. (Muchinsky, 1977) argues that workers continue and leave 
organizations for many reasons. Free flow of communication, freedom to work, fair appraisals are factors 
which an HR manager has to ensure for retention. (Dalton, & Todor,1979) states that firms which are inflexible 
having authoritative organizational culture generally have dissatisfied employees with high turnover despite 
good incentives to stay.  
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Objectives 
● To study the existing methods of retention adopted by K12 schools 
● To analyze relationship of retention of teachers with performance of school. 
● To identify the factors that help in retention of competent school teachers.  
 
Research Methodology: 
This study is based on quantitative approach. As per Taylor (1998), quantitative approach tries to explore 
answers for research questions using data, figures and numbers. 
 
Theoretical framework 
Dependent variable:  School performance (students enrolment, cost, parents-pupil satisfaction) Independent 
variable: Retention  
 
 
Conceptual framework 

 
Figure 1: Conceptual framework for the study 

(Source-Formulated by research scholar) 
 
Sample Size 
 Population for this study was CBSE affiliated K12 (Kindergarten to grade XII) schools in India. This study 
consists of 76 samples. The respondents are Principal and teachers of CBSE K-12 Schools in the length and 
breadth of INDIA. Tahir, Yousafzai, Jan & Hashim (2014) published a paper on banking sector with same 
sample size.   
 
Sampling Technique 
 For conducting this study simple random sampling technique is adopted. This method is a widely accepted, 
just and unbiased source of selecting samples where every member has equal opportunity of getting selected. 

Retention

Monetary Rewards

Non Monetary Rewards

School Performance 
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(Ogbeide, 1997:34). 
 
Data Collection 
For the paper, data is collected through primary source using self structured questionnaire which was 
administered to 100 respondents, out of which 80 responses were received and out of which 4 samples were 
weeded out due to incomplete information. Finally, response rate arrives at 76%. The purpose was to find out 
the relationship between retention of elite teachers and school performance. As per (Goel, 1988) through 
questionnaire, secrecy of the respondent is maintained. To obtain information from respondents five-point 
likert-scale is employed varying from 5- Strongly Agree, 4 -Agree, 3- Neutral, 2 - Disagree, 1- Strongly 
Disagree.  
 
Statistical tools 
The data would be analyzed using descriptive statistics, correlation analysis and factor analysis. 
 
 
ANALYSIS & INTERPRETATION 
 Table 1: Socio Demographic profile of respondents 

 
Interpretation:  
Table 1 shows that number of female participants were 68.1% and 31.6% males participated in this research. 
The results of above table highlight the information about the designation of the respondents. In this study 
majority of the participants were the teachers 57.9% followed by the principals which were 42.1% who work 
in CBSE affiliated K12 schools in India.                             
Above chart shows that majority of the respondents to the tune of 65.8% were from urban schools, whereas 
25% belonged to semi urban and remaining 9.2% represented CBSE schools established in rural areas.    
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Table 2: State wise distribution of Respondents 
 

     
Frequency Percent Valid Percent 

     Cumulative              
         Percent 

Valid Chattisgarh 1 1.3 1.3 1.3 

Gujrat 6 7.9 7.9 9.2 

Haryana 8 10.5 10.5 19.7 

HP 3 3.9 3.9 23.7 

J & K 1 1.3 1.3 25.0 

Jharkhand 1 1.3 1.3 26.3 

Karnatka 1 1.3 1.3 27.6 

Kerela 2 2.6 2.6 30.3 

Maharashtra 4 5.3 5.3 35.5 

MP 5 6.6 6.6 42.1 

New Delhi 2 2.6 2.6 44.7 

Punjab 23 30.3 30.3 75.0 

Rajasthan 3 3.9 3.9 78.9 

Tamil nadu 4 5.3 5.3 84.2 

UP 8 10.5 10.5 94.7 

Uttarakhand 4 5.3 5.3 100.0 

Total           76 100.0 100.0  

 
Interpretation: 
Figures revealed from the table 2, presents state wise distribution of the respondents who participated in the 
study. Data is collected from almost every state of North, West and Southern India. Highest number of 
participants were from Punjab 30.26% followed by UP and Haryana 10.53% each.  
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Table 3: Reliability Analysis 

 
Table 3, reflects the value of Cronbach’s Cofficient (alpha) for all the items of the questionnaire which are 
used to measure the scale. Cronbach Alpha is administered to check the reliability of the questionnaire. The 
recorded value is 0.878 for n=38 which is higher than thumb rule of 0.7. Therefore, the scale passes the 
reliability test. 
 
Table 4: Descriptive Statistics 

 

 N       Min.    Max.    Mean 
     Std. 
Deviation 

Monetary Rewards help retention76 1 5 3.74 .985 
Increase in Salary helpful to 
retain teacher 

76 2 44 4.89 4.592 

Non monetary reward alone 
not sufficient 

76 1 5 4.05 .728 

Promotional opportunities 76 1 5 3.21 1.147 
Principal treats with respect 76 1 5 3.76 1.199 
Management. Attitude 76 1 5 4.46 .682 
Work life balance 76 2 5 4.18 .559 
Conducive atmosphere 76 3 5 4.26 .47240 
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Fair appraisal of teachers 76 2 5 4.35 .68710 
Sufficient vacations to staff 76 1 5 3.60 .93920 
Reduces recruitment cost 76 2 5 3.93 .71806 
Reduces training cost 76 1 5 3.76 .90728 
Increase in admissions 76 1 5 4.21 .80525 
Improve students performance 76 2 5 4.18 .68723 
Parent pupil satisfaction 76 1 5 4.24 .630 
Valid N (listwise) 76     

 
The inference based on table 4 makes it is evident that preference for monetary rewards is more as compare to 
nonmonetary rewards as a factor of retention with a mean value of 3.74. Of all the retention options increase 
in salary turns out to be the most important retention source with highest mean value of 4.89. Most of the 
respondents with mean value of 4.05 agree that only nonmonetary rewards are not suffice to contain attrition. 
Result also shows that Management’s attitude towards employees is one of the non-monetary component that 
has maximum mean value 4.46, followed by fair appraisal having mean value 4.35 this indicates that if the 
attitude of higher up’s is good towards their human resource, they are treated well and the school has genuine 
appraisal system then efficient teachers can be retained. Results also reveal that conducive work environment 
also acts as an attraction for the experienced teachers to continue their job with a mean value of 4.26, further 
work life balance is another parameter of retaining competent and high performing teachers showing mean as 
4.16. Statistical results also show that retention of efficient and experienced teachers lead to enhanced parent-
pupil satisfaction with mean value of 4.24. When school is able to retain its experienced teachers students 
performance improves as shown in the table 6 mean value 4.18, this leads to increase in admissions as shown 
by results with mean value 4.21 consequently, there is reduction in the recruitment cost as above table reflects 
mean of 3.93. 
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**Correlation is significant at the 0.01 level (2-tailed). 
* Correlation is significant at the 0.05 level (2-tailed). 
 
Correlations were computed among 8 factors of retention (independent variable) and 4 factors of school 
performance (dependent variable) on data for 76 respondents. Results show that 18 out of 66 correlations are 
statistically significant with greater than or equal to r(74)=  + .30, p < .05, two tailed.  
Results show that there is positive small correlation of Principal attitude towards staff as a retention variable 
with r (74)= + .335, p< .01. Also work life balance is positively correlated with schools performance with r(74) 
= + .334, p < .01. Conducive work environment emerges as a strong variable for retaining the competent staff 
as shown by statistics r(74) = + .420, p < .01. Fair appraisal is one of the non-monetary rewards which is 
positively associated with retention of teachers as per the results r(74) = + .388, p < .01. It is evident from the 
outcome that faculty also considers sufficient holidays as a means of staying with a school r(74) = + .394, p < 
.01, hence there is moderate correlation.  
Outcome of the correlation shows that if teachers are retained by providing conducive environment then 
recruitment cost can be reduced r(74) = + .327, p < .01 there exists positive correlation. It is evident from the 
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results there exist strong direct correlation between retention of teachers through work life balance and 
reduction in training cost to the tune of r(74) = + .376, p < .01. Further, high positive correlation is noticed in 
work life balance of educators and increase in students enrolment r(74) = + .446, p < .01,   
Even positive, though small correlation is observed between retention of competent staff and improvement of 
students performance r(74) = + .247, p < .05. There is positive association between the retention of expert 
teachers and increased pupil parent satisfaction level as shown by correlation table r(74) = + .291, p < .01. All 
the above results ae statistically significant. 
In general results state that there is positive relationship between monetary rewards and schools performance 
and non-monetary rewards and performance of school as well.  
      
FACTOR ANALYSIS 
Table 6: KMO and Bartlett's Test 
 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.628 

Bartlett's Test of Sphericity Approx. Chi-Square 893.937 

Df 496 

Sig. 0.000 
 

  
Above table 6 shows the results of KMO test which measures sampling adequacy. Minimum acceptable value 
is 0.6. In this study KMO is 0.628 which is satisfactory. Significance value is 0.000 which is less than 0.05 
hence al the 496 items in correlation table are significantly different in zeros.  
 

Table 7: Communalities 
 

 
                 
Initial 

             
Extraction 

 
Monetary Rewards help retention 

 
1.000 

 
.718 

Only Monetary rewards not sufficient 1.000 .609 
Increase in Salary helpful 1.000 .746 
Recognition and praise 1.000 .644 
Non monetary reward alone not sufficient 1.000 .709 
Promotional opportunities 1.000 .734 
Superior subordinate relationship 1.000 .757 
Career development 1.000 .742 
Principal treats with respect 1.000 .776 
Management Attitude 1.000 .697 
Work life balance 1.000 .717 
Conducive atmosphere 1.000 .671 
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Part of big family 1.000 .730 
Goodwill of school 1.000 .816 
Fair appraisal 1.000 .718 
Excessive stay backs 1.000 .714 
Healthy pupil teacher relations 1.000 .785 
Intelligent students 1.000 .710 
Strong rapport with parents 1.000 .712 
Healthy association with students 1.000 .783 
Belongingness and love with colleagues 1.000 .729 
Strong staff support 1.000 .670 
Senior teachers attitude with new teacher 1.000 .791 
New teachers respect the old teachers 1.000 .794 
Senior teachers less commanding 1.000 .739 
Direct communication 1.000 .710 
Easy access to workplace 1.000 .752 
Additional perks 1.000 .632 
Safety and security at workplace 1.000 .587 
Subsidized education for children 1.000 .750 
Free transportation 1.000 .828 
Sufficient vacations 1.000 .695 
 
 
Extraction Method: Principal Component Analysis. 

 
 Communality table shows the extraction value of the statements. Standard value is 0.5 for individual item. 
This table shows how much of the variance in the variable have been accounted for by the extracted factors. 
The results of this study shows that all 32 items have the extraction value more than 0.5 which is satisfactory.  

 
Table 8: Total Variance Explained 
 

Com
pone
nt 

Initial Eigenvalues 
Extraction Sums of 
Squared Loadings 

Rotation Sums of Squared 
Loadings 

Total 
% of 
Variance 

Cum
ulativ
e % Total 

% of 
Varianc
e 

Cum
ulati
ve % 

                        
Total 

% of 
Varian
ce 

Cumul
ative 
% 

 
1 

6.436 20.111 
20.11
1 

6.436 20.111 
20.1
11 

2.636 8.237 8.237 

 
2 

2.375 7.423 
27.53
5 

2.375 7.423 
27.53
5 

2.618 
8.18
2 

16.4
19 

 2.230 6.968 34.50 2.230 6.968 34.50 2.446 7.64 24.0
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3 3 3 3 62 
 
4 

1.669 5.214 
39.71
7 

1.669 5.214 
39.71
7 

2.139 
6.68
4 

30.7
46 

 
5 

1.604 5.011 
44.72
9 

1.604 5.011 
44.72
9 

2.091 
6.53
4 

37.2
80 

 
6 

1.560 4.876 
49.60
4 

1.560 4.876 
49.60
4 

1.876 
5.86
3 

43.1
43 

 
7 

1.431 4.471 
54.07
6 

1.431 4.471 
54.07
6 

1.825 
5.70
2 

48.8
45 

 
8 

1.290 4.030 
58.10
6 

1.290 4.030 
58.10
6 

1.777 
5.55
2 

54.3
96 

 
9 

1.255 3.922 
62.02
8 

1.255 3.922 
62.02
8 

1.689 
5.28
0 

59.6
76 

 
10 

1.176 3.675 
65.70
3 

1.176 3.675 
65.70
3 

1.585 
4.95
5 

64.6
31 

 
11 

1.102 3.444 
69.14
7 

1.102 3.444 
69.14
7 

1.245 
3.89
0 

68.5
21 

 
12 

1.037 3.240 
72.38
7 

1.037 3.240 
72.38
7 

1.237 
3.86
6 

72.3
87 

13 
.935 2.922 

75.30
8 

      

14 
.849 2.652 

77.96
1 

      

15 
.835 2.609 

80.56
9 

      

16 
.758 2.369 

82.93
8 

      

17 
.671 2.098 

85.03
6 

      

18 
.599 1.871 

86.90
7 

      

19 
.535 1.673 

88.58
0 

      

20 
.492 1.536 

90.11
6 

      

21 
.436 1.364 

91.48
0 

      

22 
.427 1.333 

92.81
3 

      

23 .359 1.122 93.93       



A STUDY ON RELATIONSHIP AND FACTORS INVOLVED IN RETENTION OF TEACHERS TO ENHANCE 
SCHOOLS PERFORMANCE. 

250 
 
 

Vegueta, 22 (8), 2022, eISSN: 2341-1112 
 

4 
24 

.353 1.103 
95.03
7 

      

25 
.342 1.068 

96.10
5 

      

26 
.269 .840 

96.94
5 

      

27 
.230 .720 

97.66
5 

      

28 
.201 .627 

98.29
2 

      

29 
.168 .525 

98.81
7 

      

30 
.151 .473 

99.29
0 

      

31 
.121 .379 

99.66
8 

      

32 
.106 .332 

100.0
00 

      

Extraction Method: Principal Component Analysis. 
 
The output of Total variance explained table highlights that 12 variables with more than 1 eigenvalue are 
retained. These factors explain 72% variance which is quite strong. On the basis of Extraction Sums of Squared 
Loadings only first twelve variables are having high variance rest all are rejected.  
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The outcome of this table 9 shows the loading of 32 variables on 12 factors after rotation in 14 iterations. This 
table shows the best possible combination of statements that can be combined to make a factor.  
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Discussion and Inference 
 
As per (OECD, 2014) reports, there is dearth of highly qualified teachers. Effective HRM can enable schools 
to attract and retain skilled and motivated educators (Loeb et al., 2012). In prevailing scenario the necessity 
for K12 schools to implement HRM is badly realised (DeArmond et al., 2009). Correlational analysis were 
used to examine the relationship between the retention of competent and experienced teachers with the 
performance of the school on various monetary and non-monetary measures. Ingersoll (2001) found that staffs 
involvement in decision making, administrative support,  school climate in addition to pay cheque are all 
statistically associated with teacher attrition. Results indicated that there is positive relationship amongst these 
variables. This indicates that if principal has positive attitude towards his staff, then experienced staff can be 
retained easily, consequently cost incurred on fresh recruitment would be saved this would cut down the 
training cost to be incurred for new arrivals. Moreover due to continuation of elite staff the admissions would 
definitely rise. Ingersoll (2000) propounded that around 33% of dissatisfied teachers reported poor 
administrative support as chief reason for their departure.  
 On the other hand correlation results also highlight the fact that Management’s approach to ensure work life 
balance, conducive work environment, fair appraisal is an attraction for the competent educators to serve for a 
longer period. Consequently, students performance will improve resulting in higher enrolments and eventually 
school will progress due to strong parent pupil teacher association. Similar reports are shared by (OECD, 
2009), stating that most of the young teachers leave their job as the present work environment is not up to their 
expectations.  
 
Study of this findings also certify that any school where work life balance is maintained complimented with 
sufficient vacations competent faculty would be highly satisfied. These factors would act as an agent for 
retention. (Combs et al., 2006) several studies had attested that adequate measures to retain teachers can drop 
the attrition rate. Hence the cost on recruitment could be curtailed thereby diminishing the cost of training. It 
is until recently that retention of elite teachers had been acknowledged as vital in improving schools’ 
performance (Vekeman et al., 2014). Continuity of experienced teachers always is a source of satisfaction for 
the parents and pupils. The results have established a fact that due to congenial working environment, 
workforce continue working for long period this promotes parents’ satisfaction. Kelly (2004) noticed that 
unfavourable working conditions especially, management & principals behavioral attitude determines how 
long to continue in a school.  
 
Irony is that despite all the above proven facts, HRM is still considered as a cost center in educational sector 
and school administrators fail to implement it in an effective way (DeArmond, 2013; Smylie et al., 2004). 
Numerous studies have shared their insights how schools might benefit from HRM. First, faculty plays pivotal 
role to enhance students’ achievements (Rivkin et al., 2005), which in turn is dependent on the competence of 
teachers. HRM can be viewed as a means to retain the efficient teachers. Johnson and Birkeland (2003a) 
reported that 22% educators who switched the schools within first 3 years either have not seen any career 
growth or failed to receive adequate resources to discharge their role successfully.  
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Findings 
In similar study Employee Retention Strategies and Organizational Performance conducted by Gberevbie 
2008, found that employs retention have positive impact on the organisation’s  performance. Findings of the 
study revealed that retention strategies must include monetary and non monetary benefits. The objective of the 
study has been fulfilled. The findings have proved that retention is a serious concern which can’t be avoided 
but, of course can be contained. Numerous studies have proved that high labour turnover and reduced stability 
of the competent employees effects the profitability of the company.  Summary of the findings, is that primary 
concern of any school should be to retain the best talented faculty for this various factors had been discussed 
in this paper. Work life balance, sufficient holidays, fair appraisal, conducive work culture, attitude of the 
principal & management, subsidized education of kids, easy access to the workstation,  relationship with the 
peer, students behavior and bonding with the parents and pupils as well are salient factors that helps in retaining 
peak performing faculty.  
The National Commission on Teaching and America’s Future stated in its report “No Dream Denied: A Pledge 
to America’s children,” that students achievement is eroded as a repercussion of increased staff turnover (Hunt 
Jr. & Carroll, 2003). The crux of the research is, it is the obligatory for the school management to provide 
efficient teachers to school student. Experienced and high end teachers need to be retained by providing them 
good working conditions, growth opportunities, monetary and non monetary rewards. Schools operational and 
financial performance is directly proportional to the retention of trained erudite expert teachers.   
 
Limitations & Future Direction 
Time factor is to be considered as major limitation. The questionnaire were circulated only to Principals and 
teachers not to the members of management. Moreover, due geographical constraints eastern states could not 
be included. In future, research could be extended to eastern states and through analytics its impact on schools 
performance can also be studied. Moreover, study can be conducted on few more factors of HR take together. 
 
Implications  
This study would enable school HR Managers to formulate lucrative retention policies like attractive pay 
packages, adequate training, conducive work culture and career growth opportunities. This research paper will 
also add to the existing literature and support future researchers.  This has managerial implications too. This 
paper highlights various factors of retention that would support HR Managers to design their Retention policy. 
Through this study School Management will get an insight about how important it is to retain the elite teachers 
for better performance of students and the school at large.   
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