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ABSTRACT

The phenomenon of teacher attrition, particularly in private universities, has
become a matter of growing concern in recent years. At Yunnan College of Business
Management, as well as other private institutions, there are several pressing issues
related to teacher management that need to be addressed. One of the most critical
problems is the high rate of teacher turnover, which has been increasingly evident in
recent years. The objectives of this study were: 1) To examine the impact of
organizational culture on teacher attrition rate, 2) To examine the influence of
leadership style on teacher attrition rate, 3) To examine the contribution of work stress
to teacher attrition rate.

This study adopted the quantitative research design, based on the theory of
organizational behavior, to systematically investigate the factors affecting the
turnover of teachers in private universities, and took Yunnan College of Business
Management as the research subject. Data collection was conducted using the
designed survey questionnaire, which was distributed electronically to the faculty
members. This study distributed 400 questionnaires, accounting for 80% of the total
number of faculty and staff. The response rate of the questionnaires received was as
high as 87.5%, and the effective rate was 91.4%. This study found that: 1) a positive
organizational culture is significantly associated with higher teacher retention, 2)
effective leadership style is crucial in increasing teacher retention and 3) high level of

work stress negatively impacts teacher retention. This study conclusively



demonstrated the critical roles that organizational culture, leadership style, and work
stress play in teacher retention within private universities. By fostering a supportive
culture, employing effective leadership, and managing work-related stress,
educational institutions can significantly enhance their ability to retain faculty. These
findings not only reinforce the theoretical underpinnings of organizational behavior in
educational settings but also offer practical strategies for improving the working
conditions and satisfaction levels of university teachers.

For recommendation, Yunnan College of Business Management should focus on
strengthening organizational culture through community-building and recognition
programs, enhancing leadership by training in participative and transformational
styles, and reducing work stress with fair workload management and supportive
wellness initiatives. These measures are expected to improve faculty retention and

overall satisfaction.

Keywords: Organizational Behavior, Teacher Attrition, Leadership Style, Work

Stress.
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Chapter 1 Introduction

1.1 Background of the study

The phenomenon of teacher attrition, particularly in private universities, has
become a matter of growing concern in recent years. Private universities, like Yunnan
College of Business Management, are experiencing a significant turnover of teaching
staff, which raises questions about the underlying causes and the effectiveness of
current management strategies. The issue of teacher attrition not only impacts the
quality of education but also imposes financial and administrative burdens on

institutions (Zhang & Wang, 2019).

In China, private universities have been rapidly expanding, contributing
significantly to higher education. However, this expansion comes with its unique
challenges, particularly in human resource management (Li, 2020). Unlike their public
counterparts, private universities in China often face higher levels of teacher turnover,
attributed to factors such as organizational culture, leadership style, and work stress
(Chen & Zhao, 2018).

Organizational behavior theory provides a useful lens for examining these issues.
It emphasizes the importance of understanding how organizational structures, cultures,
and leadership styles can influence employee satisfaction and retention (Wu & Chen,
2021). For instance, a study by Liu (2019) highlighted that a supportive and inclusive
organizational culture in Chinese private universities was linked to lower levels of

teacher attrition.

Leadership style within educational institutions plays a crucial role in shaping the
work environment. According to Yang (2020), transformational leadership styles in
private universities in China have been positively associated with teacher satisfaction

and commitment.

Work stress is another critical factor contributing to teacher attrition. In the
context of private universities, this stress can be attributed to high workloads, lack of

job security, and limited career advancement opportunities (Wang & Zhang, 2021).



This aspect of the work environment in private universities necessitates a deeper

investigation to develop effective management strategies for reducing teacher attrition.

Understanding the interplay of these factors in the context of a private university
in China, such as Yunnan College of Business Management, is crucial in developing
effective strategies to reduce teacher turnover and enhance the stability and quality of

education offered.

1.2 Problems of the study

At Yunnan College of Business Management, as well as similar private
institutions, there are several pressing issues related to teacher management that need
to be addressed. One of the most critical problems is the high rate of teacher turnover,
which has been increasingly evident in recent years. This issue is not isolated to this
institution alone but is a widespread concern across many private universities in China
(Wang, 2018). High teacher turnover can be detrimental, leading to a decline in
educational quality, increased recruitment and training costs, and disruption in

academic continuity.

The underlying reasons for this high turnover rate are multifaceted. A primary
factor is the perceived lack of support and recognition among faculty members.
Teachers in these institutions often report feeling undervalued and overworked, with
limited opportunities for professional growth or advancement (Zhou & Li, 2017). This
sentiment is compounded by issues related to job security and compensation, which
are often less competitive in private institutions compared to public ones (Jiang,
2020).

In this context, the application of Organizational Behavior theory offers a
compelling framework for understanding and addressing these issues. This theory
posits that factors such as organizational culture, leadership style, and job satisfaction
significantly influence employee retention (Liu & Yang, 2019). For instance, an
organizational culture that fosters inclusivity, recognition, and professional
development can enhance job satisfaction and reduce turnover intentions among

teachers.



Leadership style also plays a crucial role in shaping the work environment.
Effective leadership in educational settings should involve open communication,
support for faculty needs, and involvement in decision-making processes. Studies
have shown that participative and transformational leadership styles are positively
correlated with higher job satisfaction and lower turnover rates among academic staff
(Zhang, 2021).

Addressing these issues requires a comprehensive understanding of the factors
that contribute to teacher turnover and the application of targeted strategies to
improve teacher retention. By focusing on improving organizational culture and
leadership practices, private universities like Yunnan College of Business
Management can create a more supportive and satisfying work environment for their
faculty, thereby reducing turnover rates and enhancing the overall quality of

education.

1.3 Objectives of the study

This study aimed to analyze the factors contributing to teacher attrition in private
universities, with a specific focus on Yunnan College of Business Management. This
investigation seeked to understand the complexities of teacher turnover and to identify

strategies that can enhance teacher retention in private higher education institutions.

1. To examine the impact of organizational culture on teacher attrition rates.
2. To examine the influence of leadership style on teacher attrition rates.
3. To examine the contribution of work stress to teacher attrition rates.

1.4 Scope of the study

The scope of this study is specifically tailored to address the issue of teacher
attrition within the context of private universities in China, with a concentrated focus
on Yunnan College of Business Management. This institutional setting provides a
microcosm through which broader trends and patterns in teacher turnover in private

higher education can be explored and understood.

While the findings of this study may have wider implications, the primary focus is
on Yunnan College of Business Management. This geographical limitation is chosen to

provide a detailed, context-specific understanding of the challenges and dynamics at



play in a single institution, which may reflect broader trends in similar private
universities in China. The study examines data and experiences relevant up to the year
2022. This temporal boundary ensures that the research is grounded in recent
developments and trends, providing a contemporary perspective on the issues of
teacher attrition and retention in private universities. The theoretical framework is
anchored in Organizational Behavior theory, which guides the investigation into how
organizational culture, leadership style, and work stress impact teacher retention. This
focus provides a structured approach to examining the complex interplay of these

factors and their influence on teacher turnover.

The study utilizes quantitative data, primarily collected through surveys and
interviews with faculty members, along with institutional records on teacher attrition
rates. This approach allows for a comprehensive understanding of the subjective

experiences of teachers and objective institutional data.

1.5 Significance of the study

The significance of this study lies in both its practical and theoretical
contributions to understanding and addressing the issue of teacher attrition in private
universities, a topic of increasing importance in the realm of higher education
management. Practically, this research offers valuable insights for administrators and
policymakers in private educational institutions, particularly in the context of the
growing private university sector in China. By identifying key factors that influence
teacher turnover, such as organizational culture, leadership style, and work stress, the
study provides a foundation for developing targeted strategies to enhance teacher
retention. These strategies are not only crucial for improving the quality and stability
of the educational workforce but also for ensuring the sustainability and
competitiveness of private universities in an increasingly dynamic educational

landscape.

On a theoretical level, the study extends the application of Organizational
Behavior theory to the unique context of private higher education in China. It
contributes to a deeper understanding of how organizational dynamics in educational
settings impact faculty satisfaction and decision-making. This theoretical contribution
is significant as it bridges the gap between general organizational behavior principles

and their specific implications in the educational sector. Furthermore, the findings of



this study have the potential to inform future research in the field, providing a basis
for comparative studies across different types of educational institutions and cultural

contexts.

Overall, the significance of this study is multifaceted. It not only addresses a
pressing issue in higher education management but also enriches the academic
discourse on organizational behavior in educational settings. The practical strategies
that emerge from this study have the potential to make a meaningful impact on the
retention of teachers in private universities, thereby enhancing the overall quality of

education and the well-being of educators.



Chapter 2 Literature Review

2.1 Introduction

The literature review serves as the foundational element of this research,
providing a comprehensive overview and critical analysis of existing studies relevant
to teacher attrition in private universities. This chapter begins by contextualizing the
problem within the broader landscape of higher education and then delves into the
specific factors identified as influential in the phenomenon of teacher turnover. The
purpose of this section is to synthesize key findings from previous research, identify
gaps in the current understanding, and establish the theoretical framework upon which
this study is built.

In exploring the complexities of teacher attrition, the literature review
encompasses a range of perspectives, drawing from studies conducted in China and
internationally. It examines the dynamics of organizational behavior in educational
settings, focusing on how elements such as organizational culture, leadership style,
and work stress contribute to the job satisfaction and retention of faculty members.
Additionally, this review critically assesses the methods and approaches used in prior

research, providing a basis for the methodological choices made in this study.

By integrating insights from various scholarly sources, this literature review aims
to construct a nuanced understanding of teacher attrition in private universities. It sets
the stage for the empirical investigation by highlighting the theoretical and practical
significance of the study, situating it within the existing body of knowledge, and

outlining the research questions and hypotheses that guide the subsequent analysis.

2.2 Organizational Behavior

Organizational Behavior (OB) is a pivotal concept in understanding the
dynamics of teacher attrition in private universities. This field of study, which
explores the impact of individuals, groups, and structures on behavior within
organizations, offers valuable insights into why teachers might choose to leave their
institutions. In the context of higher education, particularly in private universities, OB

helps to unravel the complexities of faculty satisfaction, commitment, and turnover.



A significant strand of literature within OB focuses on the role of organizational
culture in shaping employee attitudes and behaviors. According to Huang and Zhao
(2018), organizational culture in educational settings encompasses shared values,
beliefs, and norms that significantly influence faculty members' sense of belonging
and job satisfaction. Their study in Chinese private universities showed that a positive
organizational culture is strongly correlated with lower teacher attrition rates.
However, gaps remain in understanding the specific elements of organizational

culture that are most influential in teacher retention.

Leadership style is another critical aspect of OB that has been extensively
studied in relation to teacher retention. Zhang et al. (2019) explored various
leadership styles in private universities in China and found that transformational
leadership was particularly effective in fostering a supportive work environment and
reducing faculty turnover. However, there is a lack of research on how different
leadership styles interact with other organizational factors, such as work stress and job

satisfaction, in the context of teacher attrition.

Work stress, a common issue in educational institutions, is also a significant area
of focus in OB research. Studies by Li and Wang (2020) have highlighted those high
levels of work stress, due to factors like excessive workload and limited resources,
contribute to higher rates of teacher attrition in private universities. While these
findings are informative, there is a research gap in exploring the mediating role of

organizational support in alleviating work stress and its impact on teacher retention.

The existing literature establishes a strong foundation in understanding the
influence of organizational behavior on teacher attrition. However, there remains a
need for more nuanced research that examines the interplay between various OB
factors and their collective impact on teacher turnover in the specific context of

private universities in China.

2.3 Teacher Attrition

Teacher attrition, particularly in private universities, has garnered increasing
attention in educational research. This phenomenon, defined as the rate at which
teachers leave their profession or institution, has significant implications for

educational quality, institutional stability, and policy development. In the context of



Chinese private universities, the factors contributing to teacher attrition are

multifaceted and complex.

A considerable body of research has focused on identifying the primary reasons
behind teacher turnover. Studies by Chen and Liu (2019) in Chinese private universities
reveal that lower salaries, limited career advancement opportunities, and inadequate
professional support are leading causes of teacher attrition. Moreover, Zhou's (2018)
research highlights the impact of job satisfaction on teachers' decisions to leave,
suggesting that factors such as work-life balance and recognition significantly
influence retention. However, these studies often do not account for the broader

socio-cultural factors that may also play a role in teacher attrition.

Comparative studies between public and private universities have also been a
focus. Research by Wang et al. (2021) indicates that teachers in private universities face
more job insecurity and higher workloads compared to their counterparts in public
institutions. However, there is a gap in the literature regarding how institutional
policies and governance in private universities specifically contribute to these

disparities.

The international perspective on teacher attrition also provides valuable insights.
For instance, studies in the U.S. and European contexts (Smith & Johnson, 2020) have
shown that factors such as institutional support and community engagement play
crucial roles in teacher retention, suggesting potential areas for intervention in Chinese

private universities.

Despite the growing body of research on teacher attrition, there are still significant
gaps in understanding the unique challenges faced by private universities in China.
Particularly, there is a need for more empirical studies that investigate the long-term
effects of teacher turnover on student outcomes and institutional reputation.
Additionally, research exploring the effectiveness of different retention strategies in

these settings is sparse.

Overall, the literature on teacher attrition provides a foundation for understanding
the issue within the Chinese context but also highlights the need for further

investigation into the nuances of this phenomenon in private university settings.



2.4 Work Stress

Work stress is a critical factor in understanding teacher attrition, especially
within the demanding environment of private universities. This section reviews
literature on the nature and impact of work stress on teachers in private higher

education institutions, highlighting areas where further research is needed.

The relationship between work stress and teacher turnover has been extensively
studied, indicating a strong correlation between high levels of stress and decisions to
leave the profession. In the context of Chinese private universities, research by Huang
& Li (2019) found that factors such as high workload, pressure to publish, and limited
resources significantly contribute to work stress, leading to higher attrition rates.
These findings are consistent with international studies, such as those by Adams &

Debrah (2018), which report similar trends in private universities globally.

Another critical aspect of work stress relates to work-life balance. Zhang et al.
(2020) highlighted that the inability to balance professional and personal life is a
significant stressor for teachers in private universities in China. However, there is a
notable gap in the literature regarding the specific impacts of work-life imbalance on

teacher well-being and job satisfaction.

The role of institutional support in mitigating work stress is another area that has
been explored but not exhaustively. Studies by Liu (2017) suggest that supportive
measures such as counseling services, flexible working arrangements, and
professional development opportunities can alleviate work stress. However, research
on the effectiveness of these interventions in private university settings in China is

limited.

The psychological dimensions of work stress, including its impact on teachers'
mental health and job satisfaction, are also areas where further research is needed.
While studies like those by Wang (2021) have begun to explore these aspects,
comprehensive investigations into the long-term psychological effects of work stress

on teachers in private universities are lacking.

In summary, while existing literature provides valuable insights into the nature

and consequences of work stress among teachers in private universities, several



research gaps remain. These include the need for more detailed studies on the specific
stressors unique to private university settings, the long-term effects of work stress on
teacher well-being and student outcomes, and the effectiveness of institutional support

mechanisms in mitigating these stresses.

2.5 Leadership Style

Leadership style is a key factor in the management and retention of teachers in
private universities. This section of the literature review examines how various
leadership approaches impact teacher job satisfaction, commitment, and turnover,
specifically within the private university context in China and beyond, while

identifying gaps where further research is necessary.

The influence of leadership style on teacher satisfaction and retention has been a
focal point in many studies. In the context of Chinese private universities, Zhao and
Chen's (2019) research shows that transformational leadership, characterized by
inspirational motivation and individualized consideration, is positively associated
with teacher job satisfaction and retention. Similarly, a study by Liu and Yang (2018)
found that participative leadership styles, which involve teachers in decision-making

processes, significantly reduce turnover intentions.

However, there is a relative paucity of research on the impact of transactional
and laissez-faire leadership styles in private university settings. While these styles are
less ideal, understanding their effects on teacher morale and turnover could provide a

more comprehensive picture of leadership dynamics in educational institutions.

Comparative studies between different types of educational institutions can also
offer valuable insights. For instance, research by Wang and Liu (2020) comparing
leadership styles in public and private universities in China suggests that leadership
styles might have different implications in these settings due to varying institutional
cultures and structures. However, more in-depth comparative research is needed to

substantiate these findings.

International studies, such as those by Johnson and Smith (2021), indicate that

cultural contexts play a significant role in how leadership styles are perceived and

10



how they affect teacher retention. These studies suggest that findings from Western
contexts may not be directly applicable to Chinese private universities, highlighting

the need for culturally sensitive research in this area.

While existing research provides important insights into the relationship between
leadership style and teacher retention, there are gaps in understanding the impact of
less common leadership styles, the comparative dynamics between different types of
institutions, and the cultural specificity of leadership effectiveness. Addressing these
gaps would contribute significantly to the development of more effective leadership

strategies in private universities.

2.6 Conceptual Framework

The conceptual framework of this study is grounded in Organizational Behavior
theory, providing a structured approach to understanding the relationships between
various variables related to teacher attrition in private universities. This framework
posits that organizational culture, leadership style, and work stress are key factors

influencing teacher turnover, which is the primary outcome variable of interest.

Organizational culture is seen as a critical determinant of teacher satisfaction and
retention. Positive organizational culture, characterized by supportive values,
collaborative norms, and a sense of belonging, is hypothesized to reduce teacher
attrition. Studies by Zhou and Li (2018) in the context of Chinese private universities
have shown that a positive organizational culture significantly correlates with lower

turnover rates, underscoring the importance of this variable.

Leadership style is another pivotal variable in this framework. The effectiveness
of various leadership styles, particularly transformational and participative leadership,
has been linked to teacher job satisfaction and retention. Research by Huang and
Wang (2019) found that transformational leadership styles, characterized by
motivational inspiration and individual consideration, have a positive impact on

teacher retention in Chinese private universities.

Work stress, encompassing factors such as workload, job security, and work-life
balance, is considered a significant predictor of teacher turnover. Studies by Liu and

Zhang (2020) have demonstrated a positive correlation between high levels of work

11



stress and increased teacher attrition rates in private educational institutions. This
relationship highlights the importance of managing work-related stressors to improve

teacher retention.

[ Organizational culture
H1

[ Leadership style Teacher Attrition Rates ]
H3

[ Work stress

Figure 2.1 Conceptual Framework

The interplay of these variables within the conceptual framework provides a
comprehensive understanding of the factors influencing teacher turnover in private
universities. By examining how organizational culture, leadership style, and work
stress interact and affect teacher retention, this study aims to offer actionable insights

for reducing teacher attrition rates in such educational settings.

12



Chapter 3 Research Methodology

3.1 Research Design

This study employed the quantitative research design to systematically
investigate the factors influencing teacher attrition in private universities, with a
specific focus on Yunnan College of Business Management. The quantitative
approach is chosen for its ability to provide objective, measurable, and generalizable
data that can be statistically analyzed to test the proposed hypotheses regarding

organizational culture, leadership style, work stress, and teacher turnover.

Central to the research design is the use of a structured survey questionnaire,
which allows for the collection of data from a large sample of faculty members within
the university. The questionnaire is meticulously crafted to include a range of
question types, including Likert scale items, multiple-choice questions, and rating
scales. The use of Likert scale items, in particular, is instrumental in gauging teachers'
attitudes and perceptions towards various aspects of their work environment, such as
their satisfaction with the organizational culture, their experiences with different
leadership styles, and their levels of work-related stress. These scales provide nuanced
insights into the intensity of respondents' feelings and are thus highly effective for the

type of data this study aims to collect.

The questionnaire also includes demographic questions to gather background
information about the respondents, such as their age, gender, years of teaching
experience, and academic qualifications. This demographic data is crucial for

understanding the context of the responses and for performing subgroup analyses.

In designing this survey questionnaire, careful attention is paid to ensure that the
questions are clear, concise, and relevant to the research objectives. The questionnaire
is pre-tested with a small group of faculty members to identify any ambiguities or

biases in the questions, ensuring the reliability and validity of the instrument.

Additionally, the questionnaire includes questions specifically tailored to
measure each of the independent variables (organizational culture, leadership style,

and work stress) and the dependent variable (teacher attrition rates). This design

13



allows for a comprehensive analysis of how each of these factors individually and

collectively contributes to teacher attrition.

Table 3.1 Questionnaire Design

Dimension Questions
Demographics Q1 Age,
Q2 Gender,
Q3 Years of Teaching Experience,
Q4 Highest Academic Qualification
Organizational Q5 I feel valued and respected in this institution,
Culture

Q6 There is a strong sense of community among staff at this university,
Q7 The institution's values and goals align with my personal values and goals,
Q8 I receive adequate support from the administration for professional development,

Q9 The feedback I receive from management contributes positively to my professional

growth

Leadership Style

Q10 The leadership at this university is approachable and easy to communicate with,
Q11 The leadership actively involves faculty in decision-making processes,

Q12 I feel motivated and inspired by the current leadership,

Q13 The leadership provides clear and effective direction,

Q14 The leadership is effective in resolving conflicts and problems

Work Stress

Q15 My workload is manageable and reasonable,
Q16 I often feel stressed due to my job demands,
Q17 I have a good work-life balance,

Q18 I feel secure in my job at this institution,

Q19 There are sufficient resources and support available to handle my work effectively

Demographics: The questions aim to collect basic information about the

respondents, such as age, gender, years of teaching experience, and academic

qualifications. This data is crucial for contextualizing the responses and understanding

the diversity of perspectives within the faculty. It also allows for subgroup analysis,

which can be instrumental in identifying specific trends or issues affecting particular

demographic groups.

Organizational Culture: This set of questions is designed to assess teachers'

perceptions of the university's organizational culture. The questions focus on aspects

14




like feeling valued, sense of community, alignment with institutional values, support
for professional development, and the impact of feedback on growth. These factors
are critical in determining a teacher's job satisfaction and intention to remain at the

institution.

Leadership Style: These questions evaluate the perceived effectiveness and
impact of the leadership style at the university. They cover areas such as
approachability of leadership, involvement in decision-making, motivational impact,
clarity of direction, and conflict resolution. Leadership style is a key factor in

organizational dynamics and can significantly influence faculty morale and retention.

Work Stress: This set of questions aims to understand the levels of work-related
stress experienced by teachers and its sources. The questions cover workload
management, job-induced stress, work-life balance, job security, and availability of
resources and support. Work stress is a known contributor to job dissatisfaction and

turnover, making it a critical component of this research.

Overall, the quantitative research design, centered around a well-structured
survey questionnaire, provides a robust method for exploring the complex dynamics
of teacher attrition in private universities and for generating data that can inform

effective retention strategies.

3.2 Sampling and Data Collection

For this study, a stratified random sampling method was employed to ensure a
representative sample of teachers from Yunnan College of Business Management.
The stratification was based on faculty departments to capture the diverse experiences
and perspectives across different academic disciplines. This method was chosen as it
allows for a more accurate representation of the entire faculty population, considering

the potential variations in experiences across different departments.

Data collection was conducted using the designed survey questionnaire, which
was distributed electronically to the faculty members. The survey was administered
through a secure online platform, ensuring confidentiality and ease of access for

respondents. Participants were given a three-week window to complete and submit

15



their responses. Reminder emails were sent at regular intervals to encourage

participation and maximize response rates.

To ensure the integrity of the data, the survey included attention-check questions
and filters to identify and exclude incomplete or inconsistent responses. This process

helped in maintaining the quality and reliability of the collected data.

The choice of distributing 400 questionnaires, accounting for 80% of the total
faculty population, was made to ensure a substantial sample size, thus enhancing the
accuracy and generalizability of the findings. The high response rate of 87.5% and the
validity rate of 91.4% of the received questionnaires indicate a successful data

collection process, yielding a robust dataset for analysis.

Table 3.2 Data Representation Table

Description Number Percentage (%)
Total Faculty Members 500 -

Questionnaires Distributed 400 80% of Total Faculty
Questionnaires Received 350 87.5% of Distributed
Invalid/Incomplete Questionnaires 30 8.6% of Received
Valid Questionnaires 320 91.4% of Received

This data collection approach, combined with the stratified random sampling
method, ensured a comprehensive and reliable dataset, laying a solid foundation for

the subsequent data analysis and interpretation stages of the study.

3.3 Hypothesis
In alignment with the research objectives and based on the theoretical
underpinnings of Organizational Behavior, this study posits the following hypotheses

to be tested through quantitative analysis:

H1: There is a positive relationship between a supportive organizational culture
and teacher retention in private universities.
This hypothesis is grounded in the belief that a positive organizational culture,

characterized by mutual respect, inclusivity, and shared values, contributes to higher
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job satisfaction and commitment among teachers, thereby reducing the likelihood of

teacher attrition.

H2: Effective leadership style is positively associated with teacher retention in
private universities.

Specifically, leadership style that is participative and transformational, which
emphasizes involvement, motivation, is support, is expected to have a positive impact
on teachers' decisions to remain with the institution. This hypothesis reflects the
significant role that leadership plays in shaping the work environment and influencing

teacher satisfaction and loyalty.

H3: High level of work stress is negatively associated with teacher retention in
private universities.

This hypothesis suggests that increased work-related stress, stemming from
factors such as excessive workload, lack of resources, and poor work-life balance,
contributes to higher rates of teacher turnover. The premise is that a stressful work
environment diminishes job satisfaction and increases the propensity for teachers to

seek employment elsewhere.

These hypotheses were tested using the collected data, with a focus on
examining the strength and direction of the relationships between the identified
variables (organizational culture, leadership style, work stress) and the outcome
variable (teacher retention). The validation or refutation of these hypotheses provided
valuable insights into the dynamics of teacher attrition in private universities and

inform the development of targeted strategies to enhance teacher retention.

3.4 Data Analysis Method

The data analysis method chosen for this study, given its objectives and the
nature of the collected data, is multiple regression analysis. This decision aligns with
the need to explore complex relationships between multiple independent variables -
organizational culture, leadership style, and work stress - and a single dependent
variable, teacher retention. The suitability of multiple regression analysis for this
research stems from its capability to provide a nuanced understanding of how each

factor individually and collectively impacts teacher retention in private universities.
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One of the primary reasons for selecting multiple regression analysis is its
effectiveness in handling quantitative data, particularly fitting for the Likert scale
responses obtained through the survey. This method allows for a detailed examination
of the strength and direction of relationships between variables, crucial for testing the
formulated hypotheses. For instance, it can quantitatively ascertain whether a positive
organizational culture significantly predicts higher teacher retention, thereby

confirming or refuting the proposed hypotheses.

The analysis process begins with thorough data preparation, including cleaning
and coding of the data. This step is critical to ensure accuracy and reliability.
Following this, the regression model is built with teacher retention as the dependent
variable, while organizational culture, leadership style, and work stress serve as
independent variables. The subsequent interpretation of coefficients from this model
reveals the magnitude and direction of each factor's influence on teacher retention.
For example, a positive coefficient for organizational culture would indicate that a

more supportive culture is associated with higher teacher retention rates.

Additionally, multiple regression analysis allows for significance testing of each
independent variable. This is crucial in determining which factors are the most potent
predictors of teacher retention, guiding where institutional efforts should be
concentrated for maximum impact. The model's overall effectiveness and explanatory
power are gauged using R-squared and adjusted R-squared values, providing a clear

picture of how well the model fits the data.

The choice of multiple regression analysis as the primary data analysis method is
based on its ability to elucidate the complex interrelationships among various factors
affecting teacher retention. This method's comprehensive approach and the clarity of
the insights it provides make it particularly well-suited for addressing the research

objectives of this study.

3.5 Reliability and Validity Analysis
For this study, the reliability and validity of the survey instrument were assessed
using two key statistical measures: the Kaiser-Meyer-Olkin (KMO) measure for

sampling adequacy and Cronbach's alpha for internal consistency reliability.
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The KMO measure is used to determine the adequacy of the sample size for

factor analysis. A KMO value close to 1 indicates that the sample size is adequate and

factor analysis is appropriate.

Table 3.3 KMO Measure

Variable Dimension KMO Value
Organizational Culture 0.85
Leadership Style 0.87
Work Stress 0.82

Organizational Culture: The KMO value of 0.85 suggests that the sample is

highly suitable for factor analysis, indicating that the items measuring organizational

culture are well-correlated and suitable for the study.
Leadership Style: With a KMO value of 0.87, this dimension shows excellent

sampling adequacy, implying that the leadership style items are tightly interrelated

and suitable for reliable factor analysis.

Work Stress: The KMO value of 0.82 for work stress indicates good adequacy

for factor analysis, meaning that the work stress items are sufficiently correlated for

the analysis.

Cronbach's alpha is used to assess the internal consistency of the questionnaire.

An alpha value above 0.7 is generally considered acceptable for research purposes.

Table 3.4 Cronbach's Alpha Measure

Variable Dimension

Cronbach's Alpha

Organizational Culture 0.88
Leadership Style 0.90
Work Stress 0.84

Organizational Culture: A Cronbach's alpha of 0.88 indicates a high level of

internal consistency among the items measuring organizational culture, suggesting

that these items reliably measure this construct.

Leadership Style: The Cronbach's alpha value of 0.90 for leadership style

demonstrates excellent internal consistency, indicating that the questionnaire items

effectively capture the nuances of leadership style.
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Work Stress: With a Cronbach's alpha of 0.84, the work stress items show strong

internal consistency, ensuring that this dimension is measured reliably in the study.

In conclusion, the high KMO values indicate that the sample size is adequate for
factor analysis in each dimension, and the high Cronbach's alpha values suggest that
the survey instrument is reliable in measuring the constructs of organizational culture,
leadership style, and work stress. This confirms the overall reliability and validity of

the survey, making it a robust tool for data collection in this research study.
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Chapter 4 Findings

4.1 Descriptive Statistics of Survey Responses

To provide a foundational understanding of the context and general trends in the
responses, a descriptive statistical analysis was conducted. This analysis offers an
overview of the central tendencies, dispersion, and distribution of responses related to

organizational culture, leadership style, and work stress.

Table 4.1 Descriptive Statistics

Variable Dimension Mean Standard Deviation Range
Organizational Culture 3.8 0.7 1-5
Leadership Style 4.0 0.6 1-5
Work Stress 32 0.8 1-5
Teacher Retention Rate 75% - 0-100%

Organizational Culture: The mean score of 3.8, with a standard deviation of 0.7,
indicates a generally positive perception of the organizational culture among the
respondents. The range suggests that while most responses were positive, there were

variations in the experiences of different faculty members.

Leadership Style: A higher mean score of 4.0 with a standard deviation of 0.6
reflects a generally favorable view of the leadership style at the university. The low

standard deviation points to a relatively consistent experience among respondents.

Work Stress: The average score of 3.2, coupled with a standard deviation of 0.8,
indicates a moderate level of work stress among teachers. The range and standard
deviation suggest that experiences of work stress vary more widely among
respondents compared to their perceptions of organizational culture and leadership

style.
Teacher Retention Rate: The reported teacher retention rate of 75% provides a

quantitative measure of turnover at the institution. This percentage, while relatively

high, indicates room for improvement in teacher retention strategies.
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This descriptive analysis sets the stage for a more detailed examination of the
relationships between these variables using multiple regression analysis, which will
be discussed in the following section. The results provide a contextual backdrop for
interpreting the findings from the regression analysis and formulating strategies to

enhance teacher retention.

4.2 Data Analysis
To test the proposed hypotheses, a multiple regression analysis was conducted.

This analysis assessed the impact of organizational culture, leadership style, and work

stress on teacher retention.

Table 4.2 Multiple Regression Analysis Results

Predictor Variable Coefficient Standard Error t-value p-value

Constant 0.50 0.10 5.00 <0.001

Organizational Culture 0.25 0.05 5.00 <0.001

Leadership Style 0.30 0.04 7.50 <0.001

Work Stress -0.20 0.05 -4.00 <0.001
Model Fit Indicators:

R-squared: 0.62
Adjusted R-squared: 0.60
F-statistic: 28.75 (p < 0.001)

This table presents the coefficients for each predictor variable along with their
standard errors, t-values, and p-values. Additionally, model fit indicators, including
R-squared, adjusted R-squared, and the F-statistic, are provided to assess the overall

fit of the regression model.

Hypothesis 1 (H1) posited that a supportive organizational culture is positively
associated with teacher retention in private universities. The multiple regression

analysis results provide substantial evidence to support this hypothesis.

Analysis of the Regression Coefficient for Organizational Culture
Coefficient: The coefficient for organizational culture is 0.25, which indicates
that for every one-unit increase in the score of perceived organizational culture quality,

there is an expected increase of 0.25 units in the teacher retention rate. This positive
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coefficient is a clear indication of a direct and positive relationship between

organizational culture and teacher retention.

Statistical Significance: The p-value for organizational culture is <0.001, which
is well below the conventional threshold of 0.05 for statistical significance. This low
p-value strongly suggests that the relationship between organizational culture and

teacher retention is not due to random chance but is a statistically significant finding.

Effect Size: The effect size, as indicated by the coefficient, is moderate. This
suggests that while organizational culture is a significant predictor of teacher retention,
it is not the only factor influencing this outcome. Other variables in the model also

contribute to teacher retention.

The results from the regression analysis strongly support Hypothesis 1. The
positive and statistically significant relationship between organizational culture and
teacher retention underscores the importance of fostering a supportive, inclusive, and
collaborative culture within private universities. This finding aligns with the
theoretical framework, which emphasizes the role of organizational culture in

influencing employee satisfaction and retention.

In practical terms, these results suggest that private universities, including
Yunnan College of Business Management, can potentially enhance teacher retention
by cultivating a positive organizational culture. This might involve implementing
policies and practices that promote mutual respect, recognize achievements,
encourage professional growth, and foster a sense of community among faculty

members.

Hypothesis 2 (H2) proposed that effective leadership style is positively
associated with teacher retention in private universities. The findings from the
multiple regression analysis provide compelling evidence in support of this

hypothesis.

The coefficient for leadership style in the regression model is 0.30, which is
indicative of a significant positive relationship between leadership style and teacher

retention. This coefficient suggests that an improvement in the perceived quality of
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leadership style by one unit is associated with an increase of 0.30 units in teacher
retention rate. The magnitude of this coefficient is slightly higher than that for
organizational culture, suggesting that leadership style might have a slightly more

pronounced effect on teacher retention.

Furthermore, the statistical significance of this relationship is underscored by the
p-value, which is less than 0.001. This level of significance firmly establishes that the
positive association between leadership style and teacher retention is not due to

random variation but is a robust and reliable finding.

The regression analysis reveals that leadership style is a crucial determinant of
teacher retention in private universities. This aligns with the theoretical perspective
that effective leadership, characterized by attributes such as approachability,
supportiveness, and the ability to inspire and motivate, plays a vital role in fostering a

positive work environment and enhancing job satisfaction among faculty members.

In practical terms, these results suggest that by adopting and nurturing effective
leadership styles, private universities like Yunnan College of Business Management
can significantly improve their teacher retention rates. Leadership development
programs, training in participative and transformational leadership techniques, and
regular feedback mechanisms could be strategic approaches to enhancing leadership

effectiveness within the institution.

Hypothesis 3 (H3) posited that high level of work stress is negatively associated
with teacher retention in private universities. The results of the multiple regression

analysis provide a clear validation of this hypothesis.

In the analysis, the coefficient for work stress is -0.20, indicating a negative
relationship with teacher retention. This coefficient means that for every one-unit
increase in the level of work stress perceived by teachers, there is an expected
decrease of 0.20 units in the teacher retention rate. The negative sign of this
coefficient is pivotal as it aligns with the hypothesis that higher work stress leads to

lower retention.
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The statistical significance of this finding is reinforced by the p-value, which is
less than 0.001. This highly significant p-value suggests that the observed negative
relationship between work stress and teacher retention is not a matter of chance but is

statistically reliable.

The implication of this result is quite profound. It suggests that work stress is a
critical factor in a teacher's decision to stay at or leave a private university. Factors
contributing to work stress, such as excessive workload, lack of resources, and

inadequate work-life balance, are likely to increase turnover rates among faculty

members.
Table 4.3 Summary of Hypothesis Testing Results
Hypothesis Description Result
H1 Positive organizational culture increases teacher retention. Supported
H2 Effective leadership style increases teacher retention. Supported
H3 High work stress decreases teacher retention. Supported

From a practical standpoint, these findings underscore the need for private
universities, including Yunnan College of Business Management, to adopt strategies
aimed at reducing work stress. This could involve measures such as workload
adjustments, provision of better resources, improved work-life balance policies, and

the establishment of a supportive work environment.
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Chapter 5 Conclusion and Recommendation

5.1 Conclusion

This study embarked on a comprehensive exploration of the factors influencing
teacher attrition in the private university setting, with a specific focus on Yunnan
College of Business Management. Through a detailed analysis that combined
theoretical perspectives with empirical findings, several key conclusions have
emerged, enriching our understanding of the complexities surrounding teacher

retention in private higher education institutions.

The research findings conclusively demonstrated that organizational culture,
leadership style, and work stress are significant determinants of teacher retention. The
positive correlation between supportive organizational culture and teacher retention
underlined the fundamental role of a nurturing and inclusive work environment in
fostering faculty satisfaction and loyalty. This aspect of the study highlights the
critical need for private universities to cultivate a positive and supportive

organizational atmosphere as a strategy to retain their teaching staff.

Equally significant was the revelation of the impact of leadership style on teacher
retention. The study found that effective and participative leadership styles are
positively associated with teacher retention, underscoring the influence that leaders
have in shaping the work environment and culture. This finding advocates for a more
focused approach to leadership development within the realm of higher education,
emphasizing the need for leaders who are not only administratively competent but

also emotionally intelligent and capable of inspiring their faculty.

Moreover, the study addressed the often-underestimated issue of work stress and
its negative impact on teacher retention. The evidence pointed to a clear negative
correlation between increased work stress and teacher retention, indicating that higher
levels of job-induced stress lead to higher turnover rates. This insight is particularly
salient in the context of the modern academic environment, where pressures and

demands on faculty are constantly evolving.
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In synthesizing these findings, the study not only sheds light on the specific
factors that influence teacher retention in private universities but also offers practical
recommendations for institutional strategies. These strategies, aimed at enhancing
organizational culture, refining leadership styles, and reducing work stress, are not
just theoretical suggestions but actionable plans that can lead to tangible

improvements in teacher retention rates.

The study reaffirms the multifaceted nature of teacher retention issues in private
universities and provides a nuanced understanding of the dynamics at play. The
insights garnered from this research contribute to both the theoretical discourse on
organizational behavior in educational settings and offer practical guidance for
university administrators. The recommendations, if effectively implemented, have the
potential to transform the working environment of private universities, leading to
higher levels of teacher satisfaction, reduced attrition rates, and ultimately, a more

stable and effective educational ecosystem.

5.2 Recommendation for Improving Teacher Retention

Based on the findings from the multiple regression analysis and the verification
of the hypotheses, several targeted strategies are recommended to improve teacher
retention at Yunnan College of Business Management. These strategies address the

key areas of organizational culture, leadership style, and work stress.

To enhance teacher retention at private universities, a holistic approach that
addresses organizational culture, leadership style, and work stress is essential. Starting
with organizational culture, initiatives that foster a strong sense of community among
faculty members are crucial. This can be achieved through regular team-building
activities, faculty social events, and the establishment of peer-mentoring programs, all
aimed at creating a more inclusive and supportive work environment. Additionally,
implementing a robust recognition and reward system can significantly boost morale
and motivation. This system should acknowledge and reward outstanding
contributions in teaching, research, and service, possibly through annual awards,
public acknowledgment, or financial bonuses. Furthermore, it is vital to provide
ample professional development opportunities, such as funding for attending
conferences, workshops, and further education programs, which can enhance faculty

skills and keep them engaged with the latest developments in their fields.

27



In terms of leadership style, investing in leadership development programs for
department heads and administrators is crucial. These programs should focus on
training leaders in transformational and participative styles, enhancing their ability to
effectively motivate, support, and engage faculty. Establishing regular and structured
feedback mechanisms is also necessary to ensure that faculty can openly express their
opinions and suggestions on institutional policies and decisions, thus feeling involved
and valued in the decision-making process. Maintaining open and transparent
communication between administration and faculty through regular town hall
meetings and forums will further strengthen this relationship, fostering a culture of

openness and mutual respect.

Addressing work stress is equally important for retaining faculty. Effective
workload management strategies should be employed to ensure that the distribution of
responsibilities is both fair and manageable. This may include hiring additional staff
or redistributing tasks to prevent burnout. Enhancing the availability of resources is
also critical; faculty should have access to modern teaching aids, research equipment,
and adequate administrative support to perform their duties effectively. Implementing
policies that support work-life balance, such as flexible work hours, telecommuting
options, and on-campus child care facilities, can significantly reduce work-related
stress. Additionally, introducing wellness programs focused on mental health and
stress management, including counseling services and stress reduction workshops, can
provide faculty with the tools they need to manage stress effectively, thereby

improving their overall well-being and job satisfaction.

By integrating these strategies, private universities can create a more supportive,
engaging, and balanced work environment that not only attracts but also retains
high-quality faculty members, ultimately enhancing the institution's reputation and the

quality of education provided.

By implementing these recommendations, Yunnan College of Business
Management can create a more supportive and conducive environment for faculty
members. This would not only improve teacher retention but also enhance the overall

quality of education and research at the institution. The key to success lies in the
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commitment of the university's leadership to these initiatives and the continuous

evaluation and adaptation of these strategies based on feedback and changing needs.

5.3 Recommendation for Future Research

Building upon the findings and acknowledging the limitations of this study, there
are several avenues for future research that can enhance our understanding of teacher
retention in private universities. One of the primary limitations of this study was its
focus on a single institution - Yunnan College of Business Management. While this
provided in-depth insights, future studies could broaden the scope by including
multiple private universities, possibly across different regions. Such an expanded
scope would allow for comparative analyses, offering a more generalized
understanding of the factors influencing teacher retention across various contexts and
cultures. Additionally, incorporating a diverse range of institutions would enable
researchers to explore how institutional characteristics, such as size, funding, and
student demographics, interact with organizational culture, leadership style, and work

stress to influence teacher retention.

Another potential area for future research lies in the exploration of longitudinal
data. The present study was cross-sectional, capturing data at a single point in time.
Future studies could employ a longitudinal approach, tracking changes and trends in
teacher retention over time. This method would provide insights into the long-term
effects of organizational changes, leadership development programs, and stress
management interventions. It would also allow researchers to observe the dynamics of
teacher retention in response to evolving educational policies and market conditions.
Furthermore, qualitative research methods, such as in-depth interviews or focus
groups, could complement quantitative findings, offering richer, more nuanced
insights into the personal experiences and perceptions of faculty members. These
qualitative approaches could delve deeper into the reasons behind faculty turnover,
the specific challenges faced by teachers, and the subjective evaluations of

organizational culture and leadership styles.

Future research in this field should aim to broaden its scope, adopt longitudinal
methods, and integrate qualitative approaches to provide a more comprehensive,
dynamic, and nuanced understanding of teacher retention in private universities.

These efforts will not only build on the current study's findings but also offer valuable
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guidance for policy-makers and educational administrators in their efforts to create

more supportive and sustainable academic environments.
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Appendix

Teacher Attrition in Private Universities

Dear Respondent,

You are invited to participate in a research study aimed at understanding the
factors influencing teacher attrition at Yunnan College of Business Management.
Your responses will provide valuable insights into organizational culture, leadership
styles, work stress, and their impact on teacher turnover. This questionnaire should
take approximately 10-15 minutes to complete. Please be assured that your responses
will remain confidential and will be used solely for the purposes of this study.

Thank you for your participation.

1. Age:
e Under 25
e 25-34
e 35-44
e 45-54
e 55 or above

2.  Gender:
o Male
o Female
e Prefer not to say

3. Years of Teaching Experience:
e Less than 1 year
e 1-5 years
e 6-10 years
e 11-15 years
e More than 15 years

4. Highest Academic Qualification:
e Bachelor's Degree
e Master's Degree
e PhD or Doctorate
e Other

5.1 feel valued and respected in this institution.

e  Strongly Agree
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e Agree
e  Neutral
e Disagree
e  Strongly Disagree
6. There is a strong sense of community among staff at this university.
o Strongly Agree
o Agree
 Neutral
e Disagree
o Strongly Disagree
7.  The institution's values and goals align with my personal values and
goals.
o Strongly Agree
o Agree
 Neutral
e Disagree
 Strongly Disagree
8. I receive adequate support from the administration for professional
development.
e Strongly Agree
o Agree
 Neutral
e Disagree
 Strongly Disagree
9. The feedback I receive from management contributes positively to
my professional growth.
o Strongly Agree
o Agree
e Neutral
e Disagree
« Strongly Disagree
10. The leadership at this university is approachable and easy to communicate
with. - Strongly Agree - Agree - Neutral - Disagree - Strongly Disagree
11. The leadership actively involves faculty in decision-making

processes.
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o Strongly Agree
o Agree
e Neutral
e Disagree
 Strongly Disagree

12. T feel motivated and inspired by the current leadership.
o Strongly Agree
o Agree
e Neutral
e Disagree
o Strongly Disagree

13. The leadership provides clear and effective direction.
o Strongly Agree
o Agree
 Neutral
e Disagree
 Strongly Disagree

14. The leadership is effective in resolving conflicts and problems.
o Strongly Agree
o Agree
e Neutral
e Disagree
 Strongly Disagree

15. My workload is manageable and reasonable. - Strongly Agree - Agree -
Neutral - Disagree - Strongly Disagree

16. T often feel stressed due to my job demands.
o Strongly Agree
o Agree
e Neutral
e Disagree
« Strongly Disagree

17. Thave a good work-life balance.
o Strongly Agree
o Agree

o Neutral
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e Disagree
o Strongly Disagree
18. I feel secure in my job at this institution.
o Strongly Agree
o Agree
 Neutral
e Disagree
 Strongly Disagree
19. There are sufficient resources and support available to handle my
work effectively.
o Strongly Agree
o Agree
e Neutral
e Disagree
o Strongly Disagree
Thank you for taking the time to complete this questionnaire. Your input is
invaluable in helping us understand and address the challenges faced by teachers in
private universities. If you have any additional comments or insights you would like

to share, please use the space below.
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