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General Education Teacher Retention in Inclusive Public High Schools as Predicted by Psychological Well-Being and Perceived Organizational Justice



ABSTRACT

Low teacher retention in inclusive education settings is alarming. The significance of forecasting teacher retention using psychological well-being and perceived organizational justice as predictors was examined. Predictive research design, stratified random sampling, survey technique, and multiple regression analysis were the methods used. Data from 321 general education teachers revealed that teacher retention is significantly predicted by psychological well-being and perceived organizational justice, fully affirming Two-Factor Theory of Motivation. The predictive model showed strong explanatory power (R2=0.557). Future research may explore additional variables explaining the remaining variance in teacher retention, while school leaders may enhance fairness, transparency, and support through participatory decision-making, feedback mechanisms, and well-being programs to strengthen retention.
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INTRODUCTION 
The Problem and Its Scope  

Low teacher retention remains a persistent global concern, as education systems continue to face ongoing staffing difficulties and workforce instability (Nguyen et al., 2024; Horwood et al., 2024). This issue is more pronounced in inclusive and special education settings, where high attrition and turnover continue to reflect low teacher retention levels (Gansle et al., 2025; Yang & Zhou, 2025). Studies further showed that teachers in inclusive classrooms continue to leave the profession at concerning rates, highlighting the complexity and demands associated with these teaching environments (Paradiso-Testa, 2022; Arthur & Bradley, 2023).
Across different countries, low teacher retention continues to be widely reported. In the United States, national survey data from the 2022–2023 school year revealed that nearly 79% of teachers have considered leaving the profession or seeking alternative employment (Marshall & Pressley, 2025). Similarly, low teacher retention has been reported in Malawi, particularly in inclusive and rural settings (Opoku et al., 2021). In Australia, teacher retention also remains a continuing concern, reflecting persistent challenges in sustaining a stable teaching workforce (Cuervo & Vera-Toscano, 2025).
In the Philippines, low teacher retention persists across various educational settings. A recent study has documented the persistent occurrence of teacher turnover in private schools, suggesting ongoing difficulties in sustaining a consistent teaching workforce (Saldevia & Pedroso, 2025). Similarly, evidence from local school contexts indicated that retention remains a critical issue, with varying levels observed among public secondary teachers in Davao City (Salibat et al., 2024). This trend is further supported by broader findings across public schools, where teacher retention continues to fluctuate depending on contextual factors (Abelleja, 2026), highlighting the widespread and persistent nature of the issue.
Low teacher retention poses serious risks to the effective implementation of inclusive education, including disrupted instruction, weakened inclusive practices, and reduced teacher–student relationships. Despite these implications, limited studies have focused specifically on general education teachers in inclusive public high schools, particularly in Davao del Norte. This gap prompted this study. Thus, this study was undertaken.

Significance of the Study 

This study is significant as it contributes to achieving the United Nations Sustainable Development Goals (SDGs) 4 and 3, which promote inclusive and equitable quality education and good health and well-being, respectively. By identifying factors that shape teacher retention, the study may provide insights to support the Department of Education's efforts to strengthen inclusive education and ensure a stable, committed teaching workforce. The findings also align with the vision and mission of Holy Cross of Davao College by contributing relevant empirical evidence that may help educators and stakeholders design more responsive, inclusive, and supportive educational practices that enhance teacher well-being and professional commitment. Lastly, the results of this study may guide school leaders, policymakers, and special education coordinators in developing interventions that strengthen organizational fairness, improve working conditions, and promote teacher well-being, thereby sustaining retention in inclusive education settings in the Philippines and similar contexts.

Statement of the Problem 

This study investigated the significance to forecast teacher retention using psychological well-being and perceived organizational justice as predictors. It specifically pursued the following objectives:
1. To determine the levels of psychological well-being in terms of self-acceptance, autonomy, environmental mastery, personal growth, positive relations, and purpose in life; perceived organizational justice in terms of distributive justice, procedural justice, and interactional justice; and teacher retention in terms of compensation, administrative support, working conditions, and professional growth;
2. To determine the significance of the correlation between psychological well-being, perceived organizational justice, and the teacher retention;
3. To determine the significance of the model for teacher retention, with psychological well-being and perceived organizational justice as predictors.

Hypotheses:

Ho1: Psychological well-being and perceived organizational justice do not significantly correlate with teacher retention.


Ho2: The model to predict teacher retention with psychological well-being and perceived organizational justice as predictors is not significant.
Theoretical and Conceptual Framework 

	This study was anchored on Herzberg's Two-Factor Theory of Motivation (Herzberg, Mausner, & Snyderman, 1959), which posits that job satisfaction and dissatisfaction stem from two distinct sets of factors: motivators (intrinsic elements such as achievement, recognition, growth, and meaningful work) and hygiene factors (extrinsic conditions such as fairness, policies, supervision, and working conditions). Motivators strengthen employees' internal drive to remain in their profession, while hygiene factors prevent dissatisfaction that often leads to turnover.

In this study, Psychological Well-Being, indicated by self-acceptance, autonomy, environmental mastery, personal growth, positive relations, and purpose in life (Violago & Fabella, 2023),represents the motivator component of the theory, as it fosters fulfillment and engagement that encourage teachers to remain in inclusive high school settings (Ekene et al., 2025; Zhou et al., 2024). Conversely, Perceived Organizational Justice, indicated by distributive, procedural, and interactional justice (Elma, 2013), corresponds to the hygiene factors, as fair policies, supervision, and interpersonal treatment help prevent dissatisfaction and reduce the likelihood of attrition (Peramatzis & Galanakis, 2022; Qureshi et al., 2024; Zhou & Ma, 2022). Teacher Retention, indicated by compensation, administrative support, working conditions, and professional growth (Anog et al., 2024), is treated as the criterion variable and represents teachers' job satisfaction or dissatisfaction. Within this framework, retention is understood as a behavioral outcome shaped by the combined influence of motivators that enhance job satisfaction and hygiene factors that mitigate dissatisfaction. Empirical evidence supports that higher job satisfaction and favorable working conditions significantly reduce turnover intentions and strengthen teacher retention (Gundlach et al., 2024). All components of Herzberg's Two-Factor Theory were utilized in this study; thus, the research is fully anchored on this theoretical framework.
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Figure 1. Conceptual Framework of the Study


METHODOLOGY

The research design, locale of the study, sample and sampling technique, data gathering technique, data analysis technique, and ethical considerations are presented in this chapter.

Research Design 

This study employed predictive research design. It is a quantitative approach that uses statistical analysis, especially regression techniques, to measure how well one or more independent variables explain or predict changes in a dependent variable (Aung, 2024; Sušilović, 2025). In this study, the predictive component employed multiple regression analysis (Çelik & Kalkan, 2022) to examine the extent to which psychological well-being and perceived organizational justice predict the retention of general education teachers in inclusive public high schools.

Locale of the Study 

The study was conducted in the Schools Division of Davao del Norte, Region XI, of the Department of Education, Philippines. This division served as the research locale due to its implementation of inclusive education practices and its diverse population of teachers handling learners with disabilities in mainstream public high schools. Conducting the study in this setting yielded relevant, context-specific data that reflect teachers' actual experiences in inclusive education, thereby ensuring the findings are meaningful and applicable to similar educational environments.

Sample and Sampling Technique
		
	The respondents of this study comprised 321 general education teachers in the Schools Division of Davao del Norte for the School Year 2025-2026, assigned to handle learners with disabilities in inclusive settings. Of 1,947 teachers, respondents were selected using the Raosoft Sample Size Calculator with a 5% margin of error (Raosoft, 2015). The research employed stratified random sampling, a probability sampling technique that divides a heterogeneous population into homogeneous subgroups and selects random samples from each. It is used when distinct groups must be proportionally represented, and improves precision, representativeness, and sampling accuracy (Ahmad et al., 2022).

The inclusion criteria for the respondents are as follows: (1) they must be general education teachers in a public high school of the Division of Davao del Norte; (2) they must be currently handling at least one learner in an inclusive classroom setting who is tagged in the LIS as having disability or difficulty; and (3) they must be teaching in any public high school in the Division of Davao del Norte during the school year 2025–2026. In contrast, the exclusion criteria include the following: (1) teachers who do not currently handle any learners with disabilities; and (2) those assigned exclusively to administrative roles without teaching loads.

Data Gathering Technique 

In this study, survey was used as data-gathering technique. A survey is a research method that collects data from respondents through structured questionnaires to identify trends, relationships, and differences among variables (Goodfellow, 2023). The questionnaires used in this study were adapted and modified to align with the respondents' backgrounds and the study's objectives. The instruments were validated by experts and received an average validation rating of 4.5, indicating very good validity. 

The Psychological Well-Being Questionnaire was adapted from the Psychological Well-Being Scale of Ryff (1989), as modified by Violago and Fabella (2023), consisting of 18 items with a Cronbach's alpha of 89.6%, indicating good reliability. The Perceived Organizational Justice Questionnaire was adapted from Elma (2013) and consists of 18 items, with a Cronbach's alpha of 94.9%, indicating excellent reliability. Lastly, the Teacher Retention Questionnaire was adapted from Anog et al. (2024) and consisted of 20 items, with a Cronbach's alpha of 96.0%, indicating excellent reliability. The overall instrument, composed of 56 items, yielded a Cronbach's alpha of 97.6%, indicating excellent internal consistency and reliability.




Data Analysis Technique

	In this study, data were analyzed using descriptive, correlation, and multiple regression analysis techniques.
	Descriptive data analysis is a statistical method for summarizing and describing data using measures such as the mean and standard deviation (Lim, 2025). In this study, descriptive statistics were used to determine the levels of psychological well-being, perceived organizational justice, and teacher retention using a 4-point Likert scale. Further, correlation analysis was employed to determine the strength and direction of relationships between variables. It is applied when examining associations without inferring causation, and is useful for identifying patterns, quantifying relationships, and supporting prediction (Wisniewski & Brannan, 2024). This study specifically utilized the Pearson Product-Moment Correlation to determine the relationships among the variables. Furthermore, multiple regression analysis was used to determine and predict the relationship between a dependent variable and one or more independent variables, to identify influencing factors and forecast outcomes, with advantages such as predictive power, explanation of relationships, and informed decision-making (Kamel & Abonazel, 2023). The unstandardized beta coefficient was used to interpret the regression results. 
The succeeding section presents the matrix showing the scale, descriptive level, and corresponding interpretation for each variable included in this study.
	Scale
	Level
	Psychological Well-Being
	Perceived Organizational Justice
	Teacher Retention

	1.00 – 1.74
	Very Low
	Very Poor
	Very Poor
	Very Poor

	1.75 – 2.49
	Low 
	Poor
	Poor
	Poor

	2.50 – 3.24
	High
	Good
	Good
	Good

	3.25 – 4.00
	Very High  
	Very Good
	Very Good
	Very Good



Standard Deviation Value Ranges and Interpretation
	Range
	Description
	Interpretation

	SD ≤ 0.50
	High Consistent Responses
	Strong And Uniform Perception

	SD = 0.51 – 1.00
	Moderate Consistent Responses
	Acceptable Consistency

	SD = 1.01 – 1.50
	Low Consistent Responses
	Differing Views or Experiences

	SD > 1.50
	Very Low Consistent Responses
	High Variability and Lack of Consensus



For the interpretation scale of r-value, the following scheme, as proposed by Guilford (1956), was used:  


	Computed r
	Descriptive Interpretation

	+/- 1.00
	Perfect Correlation

	Between +/- 0.75 – +/- 0.99
	High Correlation

	Between +/- 0.51 – +/- 0.74
	Moderately High Correlation

	Between +/- 0.31 – +/- 0.50
	Moderately Low Correlation

	Between +/- 0.01 – +/- 0.30
	Low Correlation

	0.00
	No Correlation



The following guidelines for interpreting the Beta (β) coefficient strength, as proposed by Cohen (2013) and Hair et al. (2019), were used:

	β Value Range
	Predictive Strength

	±0.00 – ±0.09
	Very Weak

	±0.10 – ±0.29
	Weak

	±0.30 – ±0.49
	Moderate

	±0.50 – ±0.69
	Strong

	±0.70 and above
	Very Strong




Ethical Considerations

The study adhered to ethical standards to protect respondents and ensure the accuracy and reliability of the results, while demonstrating utmost respect for the policies and authority of the Department of Education (DepEd) and school administrators. It complied with the guidelines of the Holy Cross of Davao College – Society for Moral Integrity and Legal Ethics (HCDC-SMILE) and the Data Privacy Act of 2012, ensuring proper safeguarding of all collected information. Informed consent was obtained from all respondents, with a clear explanation of the purpose of the study, procedures, and their right to voluntary participation and withdrawal at any time. Confidentiality and anonymity were strictly maintained by avoiding the collection of personally identifiable information, and all responses were handled with privacy, honesty, and objectivity. Permission to conduct the study was secured from the DepEd – Schools Division of Davao del Norte and concerned school authorities, with coordination from school heads to ensure smooth implementation. Ethical clearance was obtained before data collection, and validated and reliable instruments were utilized to ensure the consistency and accuracy of data gathered.



RESULTS

This chapter presents the descriptive, correlation, and regression analyses through tabular presentations, along with the corresponding analysis and interpretation of the statistical results. It concludes with a summary of the key findings of the study.

Descriptive Results

Shown in Table 1 are the descriptive statistical results of the study. The table includes the variables under investigation, namely, psychological well-being, perceived organizational justice, and teacher retention, along with their respective indicators. It also shows the number of respondents, mean, standard deviation, and the corresponding descriptive levels for each variable.

Table 1. Descriptive Statistics (N=321)
	Variables
	Standard Deviation
	Mean
	Descriptive Level

	Psychological Well-Being 
	0.303
	3.45
	Very High 

	     Self-Acceptance
	0.421
	3.53
	Very High

	     Autonomy
	0.478
	3.26
	Very High

	     Environmental Mastery
	0.464
	3.37
	Very High

	     Personal Growth
	0.370
	3.78
	Very High

	     Positive Relations
	0.465
	3.44
	Very High

	     Purpose in Life
	0.490
	3.31
	Very High 

	Perceived Organizational Justice 
	0.437
	3.44
	Very High

	     Distributive Justice
	0.490
	3.46
	Very High

	     Procedural Justice
	0.503
	3.40
	Very High

	     Interactional Justice
	0.489
	3.45
	Very High

	Teacher Retention 
	0.452
	3.37
	Very High

	     Compensation
	0.552
	3.33
	Very High

	     Administrative Support
	0.546
	3.33
	Very High

	     Working Conditions
	0.464
	3.39
	Very High

	     Professional Growth
	0.505
	3.43
	Very High



Specifically, the table shows that the psychological well-being variable had a mean of 3.45, indicating very high psychological well-being. It indicates that teachers’ psychological well-being is very good. All indicators were likewise rated as very high. The corresponding standard deviation of 0.303 reflects highly consistent responses among the respondents. Moreover, the perceived organizational justice variable had a mean of 3.44, described as very high, indicating that teachers perceive a very good level of fairness within their organization. All indicators were also rated as very high. The standard deviation of 0.437 indicates highly consistent responses. Finally, the teacher retention variable obtained a mean of 3.37, described as very high, indicating very good retention levels among teachers. All indicators were likewise rated as very high. The corresponding standard deviation of 0.452 reflects highly consistent responses across respondents.

Psychological well-being, perceived organizational justice, and teacher retention are consistently interpreted at very high levels. This indicates very good conditions across the three variables among teachers. The uniformly high ratings across all indicators suggest aligned positive perceptions, reflecting that teachers experience strong well-being, perceive fairness in their organization, and demonstrate very good retention tendencies in their professional setting.

Correlation Results 

Shown in Table 2 is the correlation table. It contains the predictive and criterion variables. Likewise, the r-value, p-value, decision on hypotheses, and interpretation are presented.

Table 2. Correlation Table (N=321)
	
	Teacher Retention 

	Variables
	r
	p-value
	Decision on Ho 
	Interpretation

	Psychological Well-Being 
	0.540
	0.000
	Reject Ho
	Moderately high positive, significant correlation

	Perceived Organizational Justice 
	0.714
	0.000
	Reject Ho
	Moderately high positive, significant correlation


Level of Significance: 0.05 
Decision Rule: Reject H₀ if p < 0.05

Table 2 specifically shows that the correlation between psychological well-being and teacher retention variables yielded a p-value of 0.000. This value is below the 0.05 significance level; thus, the null hypothesis was rejected. It indicates a statistically significant correlation. The corresponding r-value of 0.540 suggests a moderately high positive correlation. This implies that when teachers’ psychological well-being increases, their retention also increases. Similarly, the correlation between perceived organizational justice and teacher retention also obtained a p-value of 0.000, which is below the 0.05 level of significance; hence, the null hypothesis was likewise rejected. It denotes a statistically significant correlation. The r-value of 0.714 reflects a moderately high positive correlation. This implies that higher perceptions of organizational justice are associated with greater teacher retention.

Psychological well-being and perceived organizational justice both showed statistically significant positive correlation with teacher retention. This indicates that improvements in these variables are associated with higher teacher retention.
Regression Results 

Shown in Table 3 is the regression analysis of the predictive variables on the criterion variable. Also, it has the unstandardized beta coefficient, standard error, t-value, p-value, decision on the null hypothesis, and interpretation.

Table 3. Regression Table (N=321)
	
	Teacher Retention (TR)

	Variables
	Unstandardized
Coefficients
	
	Standardized Coefficients
	
	
	
	

	
	B
	Std. Error
	β
	t
	p value
	Decision on Ho
	Interpretation

	Constant 
	-0.005
	0.197
	
	-0.028
	0.978
	
	

	Psychological Well-Being (PWB)
	0.370
	0.064
	0.248
	5.785
	0.000
	Reject Ho
	Weak Positive Significant Influence

	Perceived Organizational Justice (POJ)
	0.612
	0.044
	0.592
	13.805
	0.000
	Reject Ho
	Strong Positive Significant Influence


Model Summary: 
R = 0.746 | R² = 0.557 | F-value = 199.9 | p = 0.000 
Level of Significance: 0.05 
Decision Rule: Reject H₀ if p < 0.05
Predictive Model: TR = 0.370PWB + 0.612POJ − 0.005

Specifically, the table shows that the model for teacher retention using the predictive variables is TR = 0.370PWB + 0.612POJ − 0.005. The corresponding p-value of 0.000 is lower than the 0.05 level of significance; hence, the null hypothesis was rejected. This indicates that the model to predict teacher retention is statistically significant. The R-squared value of 0.557 shows that the strength (55.7%) of the model explains a substantial proportion of the variance in teacher retention. It indicates a strong predictive power. This implies that for every unit change in the predictors' values in the model, the prediction of teacher retention changes. Moreover, perceived organizational justice contributes more strongly to the prediction.

The model indicated a statistically significant positive relationship. This indicates that both psychological well-being and perceived organizational justice significantly contributed to variations in teacher retention and showed strong predictive power.

Summary of Findings 

Based on statistical results, it was specifically found that: 
1. Psychological well-being and perceived organizational justice showed a moderately high, positive, and significant correlation with teacher retention. 
2. The model to predict teacher retention with psychological well-being and perceived organizational justice as predictors is significant. 


DISCUSSIONS

In this chapter, the findings are discussed. Likewise, the conclusion and recommendations are presented.

Correlation of Psychological Well-Being and Perceived Organizational Justice with Teacher Retention

This study found that psychological well-being and perceived organizational justice show a moderately high, positive, and significant correlation with teacher retention. This current finding supports Viterbo and Dayaganon (2025), who reported that teachers who exhibit higher levels of emotional resilience and adaptive cognitive framing are more likely to maintain their employment and remain in the teaching profession, indicating that psychological resilience serves as a protective factor that strengthens teachers' commitment and enhances teacher retention across educational settings. Likewise, this current finding corroborates Aryani et al. (2021), who found that organizational justice has a significant negative relationship with turnover intention, indicating that teachers who perceive higher levels of fairness in their workplace are more likely to exhibit stronger retention and sustained commitment to the teaching profession.

In contrast, the current finding contradicts Akinrinlola et al. (2021), who reported that higher perceptions of organizational justice were associated with increased turnover intention. This suggests that perceived fairness does not always enhance teacher retention and may, in some contexts, be linked to a greater likelihood of leaving the profession. While the earlier study focused on turnover intention, the present study examined teacher retention among general education teachers in inclusive classrooms. The differing results may also be partly explained by sample size variation, with 298 respondents in the earlier study compared to 321 in the present study, providing more robust evidence for the observed correlations between psychological well-being, perceived organizational justice, and teacher retention.

Teacher Retention as Predicted by Psychological Well-Being and Perceived Organizational Justice

This study found that a model predicting teacher retention, with psychological well-being and perceived organizational justice as predictors, is significant. This finding affirms Collie (2023), who reported that psychological well-being significantly predicts teachers' job satisfaction and intention to remain in teaching, suggesting that teachers with stronger psychological resources are more resilient, engaged, and committed to their profession. Similarly, this current finding agrees with Capone et al. (2023), who implied that organizational justice and psychosocial work conditions contribute to teacher retention indirectly by enhancing job satisfaction and psychological well-being, both of which are established predictors of reduced turnover intention among teachers. Further, this current finding corroborates Zhou and Ma's (2022) finding that higher organizational justice significantly predicts lower turnover intention, indicating that teachers who perceive fairness in organizational practices are more likely to remain committed to their profession. Their findings further revealed that organizational justice was the strongest predictor of turnover intention, emphasizing the critical role of equitable policies and transparent leadership in teacher retention.

Conversely, the present finding contrasts with Roebuck (2023), who found that teacher turnover intention is not fully explained by organizational climate, with only achievement press emerging as a significant predictor, while other dimensions did not. The study also found that teacher stress increases turnover intention, suggesting that workload and performance pressures may play a stronger role than overall organizational climate, indicating a limited predictive role of organizational factors. With 90 respondents in the earlier study compared to 321 in the present study, the larger sample size further strengthens the evidence for the teacher retention model as predicted by psychological well-being and perceived organizational justice. 

Limitations of the Study

This study has several limitations that should be acknowledged. First, the study utilized self-report questionnaires, which may be subject to response bias and social desirability bias, as respondents may have provided answers they perceived as favorable or socially acceptable. Second, the study employed a cross-sectional predictive research design; therefore, the findings only describe relationships and predictive associations among variables at a single point in time and do not establish causal relationships. Third, the study was limited to general education teachers handling learners with disabilities in inclusive public high schools within the Schools Division of Davao del Norte, which may limit the generalizability of the findings to other educational settings or geographical contexts. Despite these limitations, the study provides valuable empirical evidence regarding the role of psychological well-being and perceived organizational justice in predicting teacher retention in inclusive educational settings.

Conclusion

Based on the findings, it was concluded that teacher retention is significantly
predicted by psychological well-being and perceived organizational justice. Hence, this conclusion fully affirms the Two-Factor Theory of Motivation, explaining that motivators enhance the intrinsic commitment of employees to stay in their profession. At the same time, hygiene factors reduce dissatisfaction that may lead to turnover.

Recommendations

Based on the findings and limitations of the study, future research may include additional variables not covered in this study to account for the remaining 44.3% of the variance in teacher retention unexplained by the predictive variables. Future studies may also employ qualitative or mixed-method approaches to explore teachers’ lived experiences and generate emerging themes related to teacher retention in inclusive education settings. Moreover, longitudinal studies may be conducted to further examine causal relationships among psychological well-being, perceived organizational justice, and teacher retention over time.

Furthermore, school leaders may strengthen practices that promote fairness, transparency, and supportive working conditions through participatory decision-making and effective feedback mechanisms. Schools may also implement teacher well-being and mental health programs that enhance psychological well-being and sustain teachers’ commitment and long-term retention in the profession.
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