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ABSTRACT 
 This study assessed how professional growth support moderates the relationship between classroom autonomy and 
teacher retention using a non-experimental quantitative design with descriptive-correlation technique. A total of 
161 public elementary school teachers from Marilog Central District, Davao City were selected through simple 
random sampling. The researcher used pilot-tested, adapted survey questionnaires to ensure reliability. Findings 
revealed that classroom autonomy was moderately extensive, with classroom management decisions rated most 
extensive. Teacher retention was also moderately extensive, with job satisfaction and compensation rated highest, 
while emotional and psychological well-being was least demonstrated. Professional growth support was found 
moderately extensive, with collaborative learning encouragement most evident. A significant positive relationship 
was observed between classroom autonomy and teacher retention, particularly in assessment design and 
instructional methods. However, lesson planning autonomy showed no significant influence. Professional growth 
support significantly moderated the relationship between autonomy and retention, slightly increasing model 
variance. This suggests that enhancing autonomy alongside growth support may improve teacher retention 
outcomes. 

KEYWORDS- Classroom Autonomy, Teacher Retention, Professional Growth Support, Elementary Teachers, Moderating 
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INTRODUCTION 
Teacher retention has become a growing concern in public elementary schools due to increasing turnover rates and a 

lack of long-term commitment among educators. Many teachers leave the profession because of limited autonomy in 

the classroom and a lack of support for professional growth. This problem is especially seen in geographically 

challenged areas, where teachers often face poor working conditions and limited development opportunities. As a 

result, schools struggle to maintain experienced teachers, which affects student learning and school performance. 

Given this issue, the current study is conducted to explore how professional growth support may influence the 

relationship between classroom autonomy and teacher retention. 

 

Meanwhile, teacher attrition and turnover rates have been a persistent issue in the USA, particularly in rural schools, 

where retaining qualified educators is a challenge. Ingersoll and Tran (2023) examine the organizational factors 

contributing to high turnover rates in these rural settings, highlighting issues such as limited resources, isolation, and 

inadequate administrative support. These factors result in higher attrition rates, as teachers often leave for better 

opportunities in urban or suburban districts. Similarly, Deever et al. (2020) explored the retention of career and 

technical education teachers, emphasizing that poor administrative support and lack of mentorship significantly 

contribute to their decision to leave. The study reveals that new teachers who do not receive adequate guidance from 

school leaders are more likely to exit the profession, underscoring the need for improved organizational structures to 

retain teachers. 

 

In Arabian countries, particularly in private international schools, teacher turnover has been a growing concern. 

Byrnes (2024) focuses on the issue of teacher attrition in Dubai’s private schools, finding that high expectations, 

cultural adjustments, and lack of professional development contribute to turnover. Teachers in these schools often 

face overwhelming workloads without sufficient support, leading to burnout and increased intentions to leave. Bhola 

(2019) adds to this discussion by examining the attrition of female expatriate ESL teachers in Saudi Arabia, where 

cultural barriers and isolation often make it difficult for foreign educators to integrate into the teaching environment. 

These studies highlight the importance of offering support structures, such as professional growth opportunities and 

cultural integration programs, to reduce teacher turnover in the region. 

 

In Asia, international schools have experienced rising turnover rates due to precarious working conditions. Bunnell 

and Poole (2023) discuss how teacher turnover in China’s international schools is driven by job insecurity and a lack 

of agency among educators. Many international teachers face short-term contracts and limited opportunities for 

professional development, leading to dissatisfaction and eventual departure. Madigan and Kim (2021) conducted a 

meta-analysis on teacher attrition across several Asian countries, revealing that burnout and job dissatisfaction are 

among the primary reasons for teachers quitting their jobs. Their study suggests that addressing burnout through 

improved job support and autonomy is essential to retaining teachers in this context. 
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In the Philippines, teacher attrition is influenced by several factors, including organizational commitment and 

leadership practices. Oberes and Tan (2022) examined the impact of organizational commitment on the turnover 

intentions of senior high private school teachers in Cebu City, concluding that a lack of emotional investment and 

support from the organization leads to higher attrition rates. Pitpit (2020) explored the leadership practices of 

elementary school principals in retaining novice teachers, emphasizing that instructional leadership and mentoring 

play crucial roles in teacher retention. Both studies underscore the need for stronger leadership and organizational 

support systems to reduce turnover and improve teacher retention in the Philippines. 

 

Focusing on the Marilog Central District in Davao City, the issue of teacher retention was compounded by 

geographic isolation and limited access to professional development. Local school records and interviews suggested 

that teachers often transferred to urban schools after only a few years of service. Public school teachers in remote 

areas like Marilog expressed a lack of emotional support and recognition from leadership. Additionally, poor living 

conditions and transportation challenges further influenced their decision to leave. Therefore, targeted interventions 

were needed to create sustainable teaching environments in geographically disadvantaged schools. 

 

Despite the growing attention on teacher retention, there remains a notable research gap in understanding how 

classroom autonomy and professional growth support interact to influence teacher retention, especially in 

geographically challenged areas such as Marilog Central District, Davao City. Previous studies have explored these 

variables independently, but few have examined their combined effects or how one may moderate the other. Most 

existing research is either qualitative or focused on urban settings, leaving the unique experiences of rural public 

elementary school teachers underrepresented. This gap highlights the need for a quantitative study that not only 

measures these relationships but also applies statistical tools to establish patterns and interactions among variables. 

Hence, a study focused on this area can provide new evidence that helps education leaders better understand the 

specific factors affecting teacher retention in remote contexts. 

 

There is an urgent need to conduct this study in Marilog Central District due to persistent challenges in retaining 

qualified teachers, which directly impacts the quality and continuity of education in the area. Teachers in remote 

schools face distinct difficulties, including limited professional development opportunities and restricted autonomy, 

which may contribute to their intention to leave. By focusing on how professional growth support can strengthen the 

influence of classroom autonomy on teacher retention, this study offers practical insights that school administrators 

and policymakers can use to create better support systems. Socially, this research is important as it addresses 

educational inequality by offering solutions to improve teacher retention in underserved communities. Strengthening 

the teaching workforce in such areas will lead to more stable learning environments and better outcomes for 

students. 

 

LITERATURE REVIEW 

The related literature and study section explores the key concepts of professional growth support, classroom 

autonomy, and teacher retention, highlighting their interconnectedness within educational settings. This review also 

examines previous research on how professional growth opportunities may moderate the relationship between 

classroom autonomy and teacher retention, providing a foundation for the current study's analysis using hierarchical 

regression. 

 

Classroom autonomy refers to the freedom and authority teachers have to make decisions regarding their 

instructional methods, lesson planning, and classroom management without strict oversight. It enables teachers to 

tailor their teaching practices to meet the specific needs of their students, fostering a more personalized and effective 

learning environment (Alrabai, 2021). In their study, Agudelo and Vasco (2019) suggest that when teachers are 

given autonomy to implement PBL, they develop greater independence in crafting learning experiences tailored to 

their students’ needs, fostering innovation in the classroom. This study underscores the importance of classroom 

autonomy, as it not only promotes teacher creativity but also empowers students to take ownership of their learning, 

creating a more dynamic and interactive educational environment. 

 

The study by Gülnihal and Cem (2019) emphasizes the critical role that high levels of classroom autonomy play in 

language learning, particularly for teachers. Their research found that autonomy allows teachers to adapt their 

instructional methods based on student needs, which improves the overall learning experience. Similarly, Koşar 

(2019) explored English teachers’ perceptions of learner autonomy in primary schools and concluded that teachers 

with greater autonomy are more effective in promoting student-centered learning. These studies suggest that high 

levels of teacher autonomy are essential for fostering adaptable, responsive teaching practices that lead to better 

learning outcomes. 

 

Moreover, Basri (2023) examined factors influencing learner autonomy and its support in higher education, 

underscoring the importance of teacher autonomy in facilitating student independence. Teachers who have the 

freedom to design curricula and assessments are better equipped to encourage self-directed learning among students. 

Raya and Vieira (2020) further support this view by highlighting that teacher autonomy in language education 

promotes a more dynamic, student-centered learning environment. Both studies suggest that high levels of 

classroom autonomy not only benefit teachers by enhancing their professional satisfaction but also directly impact 

students by fostering their autonomy and engagement. 
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Also, Izadpanah (2022) explored how flipped teaching impacts students’ academic resilience and autonomy, 

demonstrating that when teachers have the autonomy to implement innovative teaching methods like flipped 

classrooms, student outcomes improve significantly. Paradis (2019) also delved into the relational aspects of teacher 

autonomy, finding that teachers who perceive themselves as autonomous are better able to adjust their teaching 

strategies to meet the diverse needs of their students. These studies collectively emphasize the importance of high 

levels of classroom autonomy, allowing teachers to create more personalized, effective educational experiences that 

positively influence both teacher satisfaction and student achievement. 

 

Meanwhile, Cox (2021) highlights the critical relationship between teacher autonomy and job satisfaction, 

demonstrating that teachers who experience greater autonomy in their classrooms tend to exhibit higher levels of job 

satisfaction and professional retention. However, the study also suggests that autonomy alone may not be sufficient 

for retaining teachers long-term; ongoing professional growth support is essential for sustaining job satisfaction and 

preventing burnout. Li and Yao (2022), in their meta-analysis, further support this by showing that professional 

development opportunities significantly reduce teachers' turnover intentions. They argue that when teachers receive 

consistent growth support, the positive effects of classroom autonomy on retention are amplified, as professional 

development provides teachers with the skills and confidence they need to navigate the challenges of autonomy 

effectively. 

 

Further, Hengst (2023) expands on the role of job autonomy, showing that while it promotes competence need 

satisfaction, it can also increase workload stress among beginning teachers. Professional growth support acts as a 

moderating factor, helping to balance the demands of autonomy with the necessary resources and strategies to 

manage workload pressures. This aligns with the findings of Slemp, Field, and Cho (2020), who conducted a meta-

analysis on teacher motivation and found that autonomy-supportive teaching environments combined with 

professional growth opportunities lead to higher levels of intrinsic motivation and lower burnout rates. Both studies 

emphasize that professional growth support not only enhances teachers' sense of autonomy but also buffers against 

the negative effects of increased responsibility, thereby improving teacher retention. 

 

Furthermore, Benson (2022) and Madigan and Kim (2021) also examine the interplay between autonomy, leadership 

support, and teacher retention. Benson (2022) underscores the importance of supportive leadership in conjunction 

with autonomy, noting that professional growth initiatives guided by strong leadership contribute to higher teacher 

retention rates by fostering a supportive school environment. Madigan and Kim (2021) further argue that burnout, 

often a result of excessive autonomy without sufficient professional growth support, is one of the leading factors 

contributing to teacher attrition. They conclude that professional growth support plays a moderating role in reducing 

burnout and enhancing the retention of teachers by providing them with the tools and resources needed to thrive in 

autonomous classroom settings. 

 

Statement of the Problem 

The main aim of this study was to assess how professional growth support moderated the relationship between 

classroom autonomy and teacher retention in Marilog Central District, Davao City. To achieve this, the study 

addressed the following research questions: 

1. What is the extent of classroom autonomy of teachers in terms of: 

1.1 lesson planning freedom; 

1.2 instructional methods choice; 

1.3 classroom management decisions; and 

1.4 assessment design? 

2. What is the extent of teacher retention among teachers in terms of: 

2.1 job satisfaction; 

2.2 compensation and benefits; 

2.3 school climate and culture; and 

2.4 emotional and psychological well-being? 

3. What is the extent of professional growth support for teachers? 

4. Is there significant relationship between classroom autonomy and teacher retention? 

5. Does classroom autonomy significantly moderate the relationship between  classroom autonomy and 

teacher retention? 

 

METHODOLOGY 

Research Design  

This study adopted a quantitative research approach, focusing on the descriptive-correlational technique to 

collect and analyze data related to the moderating role of professional growth support in the relationship 

between classroom autonomy and teacher retention. Quantitative research involved the systematic collection 

and analysis of numerical data to uncover patterns, relationships, and trends. It commonly used statistical 

methods to test hypotheses and make generalizable conclusions about a population based on a selected sample 

(Bloomfield & Fisher, 2019). This approach was particularly suited for the study as it allowed for precise 

measurement and analysis of the relationships between classroom autonomy, teacher retention, and 

professional growth support as a moderator. By applying statistical tools, the study provided clear evidence of 

the impact of these variables, offering actionable insights that could inform district -wide educational policies 

and practices. 
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The descriptive research method entailed systematically observing and recording characteristics or phenomena 

as they naturally occurred, without any intervention or manipulation of variables. Its goal was to provide a 

thorough and accurate portrayal of the subject, typically utilizing surveys, observations, or case studies to 

collect data (Rahi, 2017). This method was well-suited for the study as it allowed for a detailed examination of 

classroom autonomy, professional growth support, and teacher retention in real-world school environments. By 

employing descriptive research, the study captured authentic insights into the levels of autonomy and support 

that teachers experienced, without altering their existing conditions. This approach offered a solid foundation 

for understanding how these variables naturally interacted within the educational landscape of Marilog Central 

District, Davao City. 

 

In addition, the correlational research method was a non-experimental technique used to explore the 

relationships between two or more variables and identify any statistically significant associations (Seeram, 

2019). Although this method did not establish causation, it enabled the researcher to detect patterns and 

connections between classroom autonomy and teacher retention, while also examining how professional 

growth support might moderate this relationship. For the purposes of this study, correlational research was 

especially useful in investigating how classroom autonomy and professional support were related to teacher 

retention. Through this analysis, the study uncovered valuable insights into how these factors interacted within 

a natural educational setting. 

 

Finally, moderation analysis was a statistical tool used to assess whether the connection between an 

independent variable and a dependent variable was affected by a third variable, the moderator. Hierarchical 

regression analysis, in particular, involved entering variables into the model sequentially to observe how the 

inclusion of a moderator—in this case, professional growth support—affected the relationship between 

classroom autonomy and teacher retention (Memon et al., 2019). This method was ideal for the study, as it 

allowed for a deeper exploration of how professional growth support modified or enhanced the influence of 

classroom autonomy on teacher retention. By applying hierarchical regression, the study determined whether 

the interaction between these variables significantly predicted teacher retention, shedding light on how these 

factors contributed to long-term teacher engagement and commitment. 

 

Research Respondents 

The respondents of the study were public elementary school teachers from Marilog Central District, Davao City. A 

total of 161 respondents were selected from a population of approximately 269 teachers using the Finite Population 

Correction (FPC) formula. This formula was applied to ensure that the sample size remained representative while 

adjusting for the relatively small total population. Using FPC helped in minimizing sampling error and ensured 

greater precision in generalizing the findings. The selected sample size was considered sufficient for the statistical 

treatment and reliable interpretation of results. 

 

The study employed the simple random sampling technique in selecting the respondents. This method is a 

probability sampling technique where each individual in the population has an equal chance of being selected (Noor 

et al., 2022). To begin the process, the researcher obtained the complete list of public elementary school teachers 

from the Division Office. Using a random number generator, teachers were selected without bias from different 

schools in the district. This method ensured fairness and equal representation among the various schools included in 

the study. 

 

The researcher established inclusion criteria to guide the selection of qualified respondents. Only full-time public 

elementary school teachers who had at least one year of teaching experience in the Marilog Central District were 

considered. Respondents must also have been assigned to a teaching role during the school year when the study was 

conducted. In addition, those who were on leave or held purely administrative roles were excluded from the sample. 

These criteria ensured that the respondents had relevant and sufficient experience to provide meaningful insights on 

classroom autonomy, professional growth support, and teacher retention. 

 

Research Instrument 

The study employed three questionnaires that suited the context of the respondents of this study. The first part of the 

instrument was about classroom autonomy. This questionnaire was measured in terms of lesson planning freedom, 

instructional methods choice, classroom management decisions, and assessment design. The Cronbach aplha value 

for this instrument is 0.941, described as excellent and interpreted as very high internal consistency.  

 

The second part of the instrument focused on teacher retention, which was indicated by job satisfaction, 

compensation and benefits, school climate and culture, and emotional and psychological well-being. The Cronbach 

aplha value for this instrument is 0.944, described as excellent and interpreted as very high internal consistency. In 

answering the questionnaire, the respondents observed the 5-point Likert scale.  

 

The third part addressed the professional growth support of teachers. In answering the questionnaire, the respondents 

made use of the 5-point Likert scale, in which 5 or “very extensive” was the highest and 1 or “not extensive” was the 

lowest. The Cronbach aplha value for this instrument is 0.786, described as acceptable and interpreted as internal 

consistency is adequate.  

 

https://doi.org/10.36713/epra0414


   EPRA International Journal of Environmental Economics, Commerce and Educational Management 
   Journal DOI: 10.36713/epra0414 |ISI I.F Value: 0.815|SJIF Impact Factor (2025): 8.57        ISSN: 2348 – 814X 

Volume: 12 | Issue:7 |July 2025 

 

---- 2025 EPRA ECEM     |     https://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra0414 -------95 

Data Analysis 

The following are the statistical tools that was utilized by the researcher in processing the gathered data: 

Weighted Mean  

In the context of this study, the mean refers to the average score of teacher responses regarding their experiences 

with classroom autonomy, professional growth support, and retention. This provided answer to SOP 1, 2, and 3. 

 

Pearson Product Moment Correlation.  

This was used in this study to measure the relationship between classroom autonomy and teacher retention. This 

provided answer to SOP 4. 

 

Hierarchical Regression Analysis.  

This was conducted to examine the moderating role of professional growth support in the relationship between 

classroom autonomy and teacher retention. This provided answer to SOP 5. 

 

RESULTS AND DISCUSSION 

This part of the paper presents the conclusion and recommendation of the researcher. The discussion is supported by 

the literature presented in the first chapters and the conclusion is in accordance with statements of the problem 

presented in this study. 

 

Findings 

The primary objective of this study was to assessed how professional growth support moderates the relationship 

between classroom autonomy and teacher retention utilizing non-experimental quantitative design using descriptive-

correlation technique. The researcher selected the 161 public elementary school teachers within Marilog Central 

District, Davao City as the respondents through simple random sampling method. The researcher made use of 

modified and enhanced adapted survey questionnaires which was pilot tested in a nearby school to ensure high 

reliability and internal consistency of the items in the instrument. The result of the study are summarize as follows: 

 

First, findings show that elementary teachers in Marilog Central District demonstrate a moderately extensive degree 

of classroom autonomy overall, reflecting occasional but not consistent freedom across planning, instruction, 

management, and assessment. Classroom management decisions stand out as the most autonomous practice, earning 

an extensive rating. In contrast, autonomy in lesson planning, instructional methods choice, and assessment design 

remains moderately extensive, suggesting room for further empowerment. 

 

Second, teacher retention among elementary school teachers in Marilog Central District is moderately extensive, 

indicating that retention factors are sometimes demonstrated. Job satisfaction, compensation benefits, and school 

climate and culture emerge as the strongest retention drivers, each rated as extensive. In contrast, emotional and 

psychological wellbeing is the least demonstrated, earning a moderately extensive rating and highlighting a need for 

enhanced support in this area. 

 

Third, professional growth support for elementary teachers in Marilog Central District is generally moderately 

extensive, indicating that opportunities for development are sometimes manifested. Encouragement to participate in 

collaborative learning communities stands out as the most evident form of support, rated as extensive. In contrast, 

resources allocated for attending workshops and training sessions are the least demonstrated, suggesting a need for 

increased investment in professional learning materials. 

 

Fourth, classroom autonomy demonstrates a moderate and significant positive relationship with teacher retention, 

indicating that greater control over classroom decisions corresponds with stronger intentions to remain. Among the 

autonomy dimensions, assessment design shows the strongest association with retention, followed by instructional 

methods choice and classroom management decisions, all of which are significantly related. Conversely, freedom in 

lesson planning does not significantly influence retention, suggesting that not all aspects of autonomy equally 

impact teachers’ decisions to stay in the profession. 

 

Lastly, professional growth support significantly moderates the relationship between classroom autonomy and 

teacher retention, as evidenced by the meaningful interaction term in the full model. The inclusion of this moderator 

yields a modest increase in explained variance, confirming its statistical importance. Notably, the negative 

interaction coefficient suggests that at higher levels of professional growth support, the positive impact of classroom 

autonomy on retention is somewhat attenuated. 

 

Conclusions 

Based on the findings of this study several conclusions were generated: The study concluded that teachers in 

Marilog Central District demonstrate a moderately extensive level of classroom autonomy overall, often exercising 

freedom in management decisions more than in planning and assessment design. While they frequently set 

behavioral rules and motivational techniques independently, they report less autonomy in designing lesson structures 

and adapting assessments. These findings imply that school leaders should bolster support for teachers’ autonomy in 

lesson planning and assessment by providing targeted professional development and reducing administrative 

constraints. 
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On one hand, teacher retention in Marilog Central District is moderately extensive overall, reflecting that educators 

sometimes demonstrate commitment to remain in their roles. Job satisfaction, compensation benefits, and a positive 

school climate each receive extensive ratings, whereas emotional and psychological wellbeing is only moderately 

extensive. These findings imply that, alongside maintaining strong structural supports, leaders should implement 

targeted wellbeing programs to strengthen teachers’ emotional resilience and further enhance retention. 

 

On the other hand, professional growth support is moderately extensive overall, indicating that teachers sometimes 

receive opportunities for learning and development. While encouragement to join collaborative learning 

communities is strong, administrative backing for qualifications and resources for workshops remains inconsistent. 

This implies that school leaders should allocate targeted resources, strengthen feedback mechanisms, and formalize 

collaborative professional learning structures to ensure sustained and equitable growth support for all teachers. 

 

Further, classroom autonomy is positively associated with teacher retention, underscoring its importance in 

sustaining the workforce. In particular, freedom in choosing instructional methods, making classroom management 

decisions, and designing assessments all show significant relationships with retention, whereas lesson planning 

freedom does not. This implies that school leaders should concentrate on expanding teacher decision making in 

these key autonomy domains to bolster retention and job commitment. 

 

Furthermore, professional growth support significantly strengthens the positive relationship between classroom 

autonomy and teacher retention, indicating a meaningful moderating effect. The addition of this interaction term 

modestly increases the model’s explanatory power, confirming that teachers benefit most when autonomy and 

targeted growth opportunities coexist. This suggests that school leaders should couple autonomy-enhancing policies 

with substantial professional development programs to maximize teacher retention. 

 

Recommendations 

This section presents actionable recommendations derived from the study’s findings to strengthen classroom 

autonomy, teacher retention, and professional growth support. These suggestions may guide school leaders, 

policymakers, and educators in implementing targeted strategies that enhance teaching practices and educator well 

being. 

 

Teachers may be encouraged to integrate creative and adaptive strategies without excessive administrative 

restrictions. Additionally, schools should offer training on differentiated instruction to build teachers’ confidence in 

customizing lesson plans. Also, teachers may attend regular mental health check-ins and stress management 

workshops. Moreover, fostering a positive school culture through peer support groups may promote a healthier 

work-life balance. 

 

Teachers may also encouraged to participate in learning communities where they can share strategies and reflect on 

practices. Schools should also allocate resources and time for continued education and feedback-based development.  

teachers may better utilize classroom freedom when supported by targeted training and collaborative feedback. 

Strengthening this balance can lead to increased retention and more effective classroom practices. 

 

School administrators may strengthen support systems such as counseling services and wellness programs to 

enhance teacher retention in terms of emotional and psychological wellbeing. Also, administrators may provide 

more access to relevant training opportunities aligned with teachers’ career goals.  

 

REFERENCES 
1. Ahmad, S., Wasim, S., Irfan, S., Gogoi, S., Srivastava, A., & Farheen, Z. (2019). Qualitative v/s. quantitative  

research-a summarized review. population, 1(2),  2828-2832. 
2. Anders, K., & Nixon, S. (2021). Balancing innovation and stability in education: The role of moderate levels of 

creativity in teaching practices. Educational  Research and Reviews, 16(4), 256-268.  
https://doi.org/10.5897/ERR2021.4162 

3. Bennett, S., & Bartholomew, A. (2020). The role of organizational support in  fostering effective professional learning 
communities in schools. Journal of Educational Leadership, 29(3), 200-215.  
https://doi.org/10.1177/1741143219879001 

4. Bettini, E., Wang, J., & Jones, N. D. (2020). School climate and teacher retention: Examining the role of administrative 
support and collegial relationships in  high-need schools. Journal of Educational Administration, 58(4), 457-471. 
 https://doi.org/10.1108/JEA-09-2019-0164 

5. Bhola, S. (2019). Faculty and Administrator Perceptions of the Attrition of Female Expatriate ESL Teachers’ in Saudi 
Arabia (Doctoral dissertation, Walden  University). 

6. Borko, H., & Koellner, K. (2020). The importance of continuous professional  development for sustaining teaching 
passion and resilience. Educational Researcher, 49(4), 256-265. https://doi.org/10.3102/0013189X20922718 

7. Brown, A., & Lee, J. (2019). Classroom management and teacher passion: Navigating the challenges of teaching with 
enthusiasm. Journal of Educational Research, 112(4), 489-500. https://doi.org/10.1080/00220671.2019.1616014 

8. Brown, E. S., & Wilson, R. J. (2021). The role of moderate reflectiveness in  fostering a dynamic and sustainable 
teaching practice. Journal of Teacher  Education, 72(4), 438-451. https://doi.org/10.1177/00224871211010250 

9. Buehl, M. M., & Beck, J. S. (2021). Teacher passion and innovative teaching:  Implications for student engagement 
and learning outcomes. Journal of Educational Psychology, 113(3), 485-500. https://doi.org/10.1037/edu0000512 

 

https://doi.org/10.36713/epra0414


   EPRA International Journal of Environmental Economics, Commerce and Educational Management 
   Journal DOI: 10.36713/epra0414 |ISI I.F Value: 0.815|SJIF Impact Factor (2025): 8.57        ISSN: 2348 – 814X 

Volume: 12 | Issue:7 |July 2025 

 

---- 2025 EPRA ECEM     |     https://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra0414 -------97 

10. Bunnell, T., & Poole, A. (2023). International Schools in China and teacher turnover: The need for a more nuanced 
approach towards precarity  reflecting agency. Asia Pacific Journal of Education, 43(2), 463-478. 

11. Byrnes, N. (2024). Reducing teacher turnover in Dubai's private international  schools. 
12. Cohen, J., & Brown, E. L. (2019). The impact of school culture on teacher  retention and instructional quality: A 

balanced approach. Journal of School  Leadership, 29(5), 435-454. https://doi.org/10.1177/1052684619879821 
13. Collie, R. J., Perry, N. E., & Martin, A. J. (2019). Teacher well-being and retention:  The role of emotional support 

and stress management. Teaching and  Teacher Education, 86, 102907. https://doi.org/10.1016/j.tate.2019.102907 
14. Collie, R. J., Shapka, J. D., & Perry, N. E. (2021). Teachers' psychological  functioning in the workplace:  

Exploring the roles of emotional support and  professional development. Teaching and Teacher Education, 99, 
103255.  https://doi.org/10.1016/j.tate.2020.103255 

15. Darling-Hammond, L., Hyler, M. E., & Gardner, M. (2020). Effective teacher  professional development. Learning 
Policy Institute. 

16. Davis, H. (2020). The impact of emotional and psychological well-being on teacher retention: Strategies for 
 sustaining mental health in the profession. Journal of Educational Change, 21(2), 177-194. 

                https://doi.org/10.1007/s10833-019-09367-y 
17. Davis, H., & Johnson, B. L. (2019). Teacher retention and school culture: The  impact of professional relationships and 

support structures. Educational  Management Administration & Leadership, 47(4), 558-575. 
 https://doi.org/10.1177/1741143217745888 

18. Deci, E. L., & Ryan, R. M. (2020). Intrinsic motivation and self-determination in human behavior. Springer. 
19. Deever, D. A., Grubaugh, S., Levitt, G., & Gonzales, G. (2020). Why new career & technical education teachers leave, 

why new ones stay and how principals  affect attrition and retention rates. Journal of Education and Human  
Development, 9(2), 1-12. 

20. Donohoo, J., & Katz, S. (2019). Collaborative professional learning: The impact on teacher retention and student 
outcomes. Professional Development in Education, 45(4), 512-526.  
https://doi.org/10.1080/19415257.2019.1594032 

21. Farrell, T. S. C., & Ives, J. (2021). Reflective teaching practice and its impact on student learning: A study of teacher 
development. Teaching and Teacher Education, 102, 103338. https://doi.org/10.1016/j.tate.2021.103338 

22. Frenzel, A. C. (2020). Teacher enthusiasm: The impact of passion on student  engagement and learning outcomes. 
Educational Psychology Review, 32(1), 1-20. https://doi.org/10.1007/s10648-019-09510-x 

23. Guarino, C. M., Brown, A. B., & Wyse, A. E. (2020). The role of compensation in teacher retention: How  
moderate levels contribute to sustained educational quality. Educational Policy, 34(3), 488-509.  

                 https://doi.org/10.1177/0895904818813005 
24. Guskey, T. R. (2021). Professional learning in the learning profession: Improving teaching and leadership. Journal of 

Professional Development in Education, 47(1), 83-96. 
 https://doi.org/10.1080/19415257.2021.1858653 

25. Guskey, T. R. (2020). Education professionals' passion and innovation in the classroom. Routledge. 
26. Harris, A., & Jones, M. (2019). Teacher retention and the dynamics of school culture: Exploring the balance between 

innovation and stability. Journal of School Leadership, 29(5), 381-398.  
https://doi.org/10.1177/1052684619848384 

27. Harrison, C., & Killion, J. (2021). Investing in teacher development: The impact of organizational support on 
professional learning effectiveness. Journal of Professional Learning, 32(2), 175-190. 
 https://doi.org/10.3102/0034654321102857 

28. Ingersoll, R., & Strong, M. (2019). The impact of job satisfaction on teacher  retention: A comprehensive review. 
Educational Researcher, 48(2), 115-130. https://doi.org/10.3102/0034673819822735 

29. Ingersoll, R. M., & Tran, H. (2023). Teacher shortages and turnover in rural  schools in the US: An organizational 
analysis. Educational Administration  Quarterly, 59(2), 396-431. 

30. Jennings, P. A., & Frank, J. L. (2019). Teacher psychological well-being and its impact on classroom management and 
student outcomes. Educational Psychology Review, 31(2), 241-259.  
https://doi.org/10.1007/s10648-019-09491-8 

31. Jennings, P. A., & Greenberg, M. T. (2019). The role of empathy in  teacher-student relationships: Implications for 
social-emotional learning and student well-being. Springer. 

32. Johnson, D. S., & Sondergeld, T. A. (2020). Facilitating professional growth: The role of organizational support in 
teacher development. Educational Administration Quarterly, 56(4), 453-472.  
https://doi.org/10.1177/0013161X19893123 

33. Johnson, M. A., & Sessions, H. (2020). Balancing support and independence in the classroom: Implications for student 
engagement and learning outcomes.  Journal of Educational Research, 113(2), 145-159.  
https://doi.org/10.1080/00220671.2020.1754046 

34. Johnson, M. A., & White, R. T. (2020). Leadership and passion in educational  management: Balancing inspiration 
and practicality. Educational  Management Administration & Leadership, 48(5), 789-805.  
https://doi.org/10.1177/1741143219842932 

35. Jones, S., & Dexter, S. (2020). Organizational support for professional learning: Enhancing teacher retention through 
sustained passion and growth. Journal of Educational Administration, 58(3), 314-330.  
https://doi.org/10.1108/JEA-09-2019-0170 

36. Kim, T., & Kim, Y. (2019). The influence of teacher passion on student motivation and academic achievement. Journal 
of Educational Psychology, 111(6), 1035-1048. https://doi.org/10.1037/edu0000329 

37. Kim, Y., & Jörg, V. (2020). The role of teacher passion in education: Implications for teacher retention and student 
outcomes. Journal of Educational Research, 113(4), 345-359. https://doi.org/10.1080/00220671.2020.1763742 

38. Klassen, R. M., & Tze, V. M. C. (2021). Teaching passion and teacher well-being:Exploring the impact on job 
satisfaction and burnout. Teaching and Teacher  Education, 98, 103246. https://doi.org/10.1016/j.tate.2020.103246 

 

https://doi.org/10.36713/epra0414


   EPRA International Journal of Environmental Economics, Commerce and Educational Management 
   Journal DOI: 10.36713/epra0414 |ISI I.F Value: 0.815|SJIF Impact Factor (2025): 8.57        ISSN: 2348 – 814X 

Volume: 12 | Issue:7 |July 2025 

 

---- 2025 EPRA ECEM     |     https://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra0414 -------98 

39. Korthagen, F. A. J. (2019). In search of the essence of a good teacher: Toward a  more holistic approach in teacher 
education. Teaching and Teacher Education, 77, 176-186. https://doi.org/10.1016/j.tate.2018.10.009 

40. Kraft, M. A., Marinell, W. H., & Yee, D. S. (2019). School culture and teacher  retention: Understanding the role of 
community and collaboration in sustaining educators. Educational Researcher, 48(7), 463-476.  
https://doi.org/10.3102/0013189X19843719 

41. Kunter, M., Klusmann, U., Bell, E., & Baumert, J. (2019). Professional passion and innovative teaching:  
Effects on student engagement and achievement.  Teaching and Teacher Education, 80, 116-126.  
https://doi.org/10.1016/j.tate.2019.01.009 

42. Lam, P. Y., & Yan, W. H. (2020). Teacher job satisfaction and its impact on  teaching effectiveness: A balanced 
approach. Educational Psychology,  40(3), 309-326. https://doi.org/10.1080/01443410.2019.1632456 

43. Lauermann, F., & König, J. (2020). Teachers' professional competence and wellbeing: Understanding the importance of 
professional learning and  organizational support. Educational Psychology Review, 32(1), 91-114.  
https://doi.org/10.1007/s10648-019-09488-3 

44. Lawrence, A. S., & Davis, M. P. (2020).Reflective teaching practices: Balancing self-evaluation and teaching 
confidence. Teaching and Learning Inquiry, 8(1), 22-35. https://doi.org/10.20343/teachlearninqu.2020.2 

45. Lawrence, A. S., & Hughes, M. J. (2020). Professional development and teacher resilience: The role of balanced passion 
in sustaining careers. Teaching and Teacher Education, 95, 103148.  
https://doi.org/10.1016/j.tate.2020.103148 

46. Lee, H., & Zhang, Q. (2020). Teaching passion and career longevity: How enthusiasm and commitment affect teacher 
retention. Journal of Teacher  Education, 71(3), 332-346. https://doi.org/10.1177/0022487119852025 

47. Liu, S., & Johnson, S. M. (2021). Teacher compensation and job satisfaction: The impact on teaching quality and 
student achievement. Educational  
AdministrationQuarterly,57(2)233-264. https://doi.org/10.1177/0013161X20981812 

48. Madigan, D. J., & Kim, L. E. (2021). Towards an understanding of teacher attrition: A meta-analysis of burnout, job 
satisfaction, and teachers’ intentions to quit. Teaching and teacher education, 105, 103425. 

49. Maxwell, L. (2020). The influence of school climate and culture on teacher retention: Strategies for building a 
supportive educational environment.  Journal of School Leadership, 30(3), 289-309.  
https://doi.org/10.1177/1052684620912297 

50. Maxwell, L., & Thomas, J. (2021). Resource management and teacher retention: The impact of balanced staff stability 
on school effectiveness. Educational  Administration Quarterly, 57(3), 441-462. 
 https://doi.org/10.1177/0013161X20989813 

51. McCarthy, C. J., Lambert, R. G., & Lineback, S. (2021). Psychological well-being and teacher retention: Addressing 
mental health challenges in education. Educational Management Administration & Leadership, 49(2), 284-301. 
https://doi.org/10.1177/1741143219879417 

52. Nguyen, T. D., & Henry, G. T. (2020). Sustaining professional development in schools with moderate teacher 
retention: Implications for school management and student achievement. Journal of Educational Research,  113(2), 
153-167. https://doi.org/10.1080/00220671.2020.1752129 

53. Nguyen, T. D., Redding, C., & Jenkins, J. R. (2020). The relationship between  compensation, benefits, and teacher 
retention in high-demand areas. Journal of Education Finance, 45(3), 298-317.  
https://doi.org/10.1353/jef.2020.0011 

54. Oberes, M. V., & Tan, T. A. (2022). Effect of Organizational Commitment on  Turnover Intention of Senior High 
Private School Teachers in Cebu City,  Philippines. The Normal Lights, 16(1). 

55. Park, J., & Shin, S. (2021). The impact of teacher passion on professional relationships and retention: A study of school 
dynamics. Educational Management Administration & Leadership, 49(2), 234-250.  
https://doi.org/10.1177/1741143219879021 

56. Peterson, D. L., & Stevens, R. A. (2021). Passionate leadership: How school managers balance enthusiasm and effective 
decision-making. Educational Leadership, 78(2), 38-43. https://doi.org/10.1177/0013161X20978123 

57. Pitpit, G. M. (2020). Elementary school principals’ instructional leadership practices to retain novice teachers in the 
Philippines (Doctoral dissertation,  Walden University). 

58. Pitt, A. (2021). The role of supportiveness in effective teaching: Strategies and  impacts. Springer. 
59. Pitt, A., & Poortvliet, M. (2021). Teacher supportiveness and student outcomes: Examining the effects on academic 

performance and emotional well-being.  Journal of Educational Psychology, 113(4), 799-812. 
 https://doi.org/10.1037/edu0000457 

60. Podolsky, A., Kini, T., & Darling-Hammond, L. (2019). Compensation reforms and  teacher retention: The impact 
of salary and non-monetary incentives on turnover rates. Educational Policy, 33(4), 658-688.  
https://doi.org/10.1177/0895904818802113 

61. Prenger, R., Poortman, C. L., & Handelzalts, A. (2021). Professional learning  networks: From teacher learning to 
school improvement?. Journal of educational change, 22(1), 13-52. 

62. Räsänen, K., Pietarinen, J., Pyhältö, K., Soini, T., & Väisänen, P. (2020). Why  leave the teaching profession? A 
longitudinal approach to the prevalence and persistence of teacher turnover intentions. Social Psychology of Education, 
23, 837-859. 

63. Redding, C., & Nguyen, T. D. (2020). The impact of moderate teacher turnover on school performance:  
Balancing stability and innovation in educational settings. Educational Policy, 34(3), 451-473. 
 https://doi.org/10.1177/0895904818823742 

64. Riel, M., & Beck, J. S. (2021). Professional development as a mediator of teacher passion and retention:  
Building a culture of support in schools. Journal of Teacher Education, 72(4), 451-466.  
https://doi.org/10.1177/00224871211024711 

65. Ryan, R. M., & Deci, E. L. (2020). Teaching for innovation: Balancing creativity and consistency in education. 
Educational Psychology Review, 32(3), 553-576. https://doi.org/10.1007/s10648-019-09497-w 

 

https://doi.org/10.36713/epra0414


   EPRA International Journal of Environmental Economics, Commerce and Educational Management 
   Journal DOI: 10.36713/epra0414 |ISI I.F Value: 0.815|SJIF Impact Factor (2025): 8.57        ISSN: 2348 – 814X 

Volume: 12 | Issue:7 |July 2025 

 

---- 2025 EPRA ECEM     |     https://eprajournals.com/   |    Journal DOI URL: https://doi.org/10.36713/epra0414 -------99 

66. Schonert-Reichl, K. A., & Roeser, R. W. (2020). The power of reflectiveness in  teaching:Enhancingprofessional 
practice and student outcomes. Routledge. 

67. Sims, S., & Fletcher-Wood, H. (2020). The teacher gap: How to solve the teacher shortage and improve teacher 
retention. Educational Management  Administration & Leadership, 48(5), 792-809. 
 https://doi.org/10.1177/1741143219885410 

68. Skaalvik, E. M., & Skaalvik, S. (2020). Teacher burnout and job satisfaction: The role of school context and social 
support. International Journal of Educational Research, 102, 101564. https://doi.org/10.1016/j.ijer.2020.101564 

69. Sorensen, L. C., & Ladd, H. F. (2020). The influence of compensation and benefits on teacher retention: A  
comprehensive review of the literature.  Review of Educational Research, 90(5), 710-743. 
 https://doi.org/10.3102/0034654320947162 

70. Spillane, J. P., & Shirrell, M. (2020). The role of school climate in teacher retention: How moderate levels contribute to 
a sustainable teaching environment. Educational Administration Quarterly, 56(3), 423-450.  
https://doi.org/10.1177/0013161X19892619 

71. Sullivan, A. M., & Johnson, B. L. (2020). Balancing empathy and professionalism in the classroom: Strategies for 
sustainable teaching. Journal of Educational Change, 21(3), 349-366. https://doi.org/10.1007/s10833-019-09351-6 

72. Vallerand, R. J., Paquet, Y., Philippe, F. L., & Charest, J. (2019). On the role of passion for teaching in student and 
teacher outcomes: A dualistic model  approach. European Journal of Social Psychology, 49(3), 540-555.  
https://doi.org/10.1002/ejsp.2542 

73. Vangrieken, K., & Meredith, C. (2020). The role of organizational support in sustaining teaching passion and 
improving teacher retention. Teaching and Teacher Education, 91, 103043. 
https://doi.org/10.1016/j.tate.2019.103043 

74. Walker, C., & Gleaves, A. (2021). Sustainable teaching practices: The role of moderate supportiveness in fostering 
student independence and teacher  well-being. Teaching and Teacher Education, 97, 103205. 
 https://doi.org/10.1016/j.tate.2020.103205 

75. Warren, C. A. (2020). Empathy and teaching: A study on how emotional understanding impacts student  
learning. Routledge. 

76. Warren, C. A., & Hotchkins, B. K. (2020). The role of empathy in building teacher-student relationships:  
Implications for urban education. Urban Education, 55(2), 183-210. https://doi.org/10.1177/0042085918801435 

77. Yang, H., & Chen, W. (2020). The impact of teacher passion on career longevity and job satisfaction.  
International Journal of Educational Research, 99, 101523. https://doi.org/10.1016/j.ijer.2019.101523 

78. Yang, S., & Cheng, T. (2022). The impact of teacher supportiveness on student engagement and motivation: A 
longitudinal study. Educational Psychology Review, 34(2), 345-361. https://doi.org/10.1007/s10648-022-09692-5 

79. Zhang, Y., & Zeller, N. (2021). The effects of teacher job satisfaction on student academic outcomes: The  
importance of school stability. Journal of Educational Research, 114(2), 135-148.  
https://doi.org/10.1080/00220671.2021.1911327 

80. Žydžiūnaitė, V., & Arce, A. (2021). Being an innovative and creative teacher:  passion-driven professional duty.  
Creativity Studies, 14(1), 125-144. https://jau.vgtu.lt/index.php/CS/article/view/14087 

 

https://doi.org/10.36713/epra0414

