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ABSTRACT

Teacher turnover remains a significant concern within educational institutions, necessitating a deeper understanding of the factors influencing teachers’ intention to leave the profession. This study examined the mediating role of job satisfaction in the relationship between administrative support and turnover intention. Employing a predictive research design, data were collected from 251 respondents selected through total enumeration and subsequently analysed using mediation analysis. The findings revealed that, although job satisfaction was significantly correlated with both administrative support and turnover intention, it did not mediate the relationship between the predictor and the criterion variables. These results provide support for the General Systems Theory by highlighting the interconnected nature of organisational factors within educational settings. The study suggests that future research should investigate alternative mediating variables and incorporate qualitative approaches to gain deeper contextual insights. In addition, school leaders and educational administrators are encouraged to allocate greater attention and resources directly towards strengthening administrative support mechanisms as a strategy for mitigating teacher turnover.
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INTRODUCTION

The Problem and Its Setting

[bookmark: bbb0375]Employee turnover intention is a complex phenomenon shaped by multiple factors, including job satisfaction and organisational climate. In recent years, the issue of employee turnover has attracted considerable scholarly attention, as many countries and organisations are increasingly confronted with shortages of an adequate workforce. Within the domain of human resource management (HRM), one of the primary managerial responsibilities is the recruitment of competent employees and the retention of talented personnel. Employee turnover remains a major challenge for organisations, as it can lead to significant economic, psychological, and organisational consequences (Berber et al., 2022).Turnover intention, defined as the phenomenon of educators wanting to leave the teaching profession, has increasingly become a significant concern across the globe (Amitai & Van Houtte, 2022). A recent study has emphasised that teacher turnover is not just a local issue but a critical global challenge (Al Risi et al., 2025). Even today, there is growing concern about the rising number of teachers choosing to leave the profession (Thomas, 2025). New teachers need time to establish effective communication and collaboration with other teachers. This transition could temporarily hinder the overall efficiency and stability of the team. Other teachers are also required to do more jobs and take additional responsibilities to compensate for the new teachers' inadequate skills. This sense of instability may cause serving teachers to fear facing similar challenges, ultimately affecting the overall workplace climate of the school (Yeh & Lo, 2024; Lei et al., 2024).

Evidence from a national survey conducted by the Australian College of Educators and the NEiTA Foundation in 2021 indicated that 84% of Australian teachers had contemplated leaving the profession within the preceding twelve months. Comparable patterns have also been documented in several countries recognised for their high-performing education systems. According to the Organisation for Economic Co-operation and Development (2021), the reported rates of teachers’ turnover intention were 10.3% in Finland, 11.7% in Norway, 8.4% in Sweden, and 8.5% in the Netherlands.
Within the Philippines context, Chi (2024), writing for The Philippine Star, reported that the Department of Education is confronting a growing shortage of teaching personnel, with projections suggesting that thousands of educators are likely to exit the public school system each year. This challenge is likewise apparent in the Department of Education, Ormoc City Division, where teacher turnover has emerged as a substantial organisational concern (De Los Santos et al., 2024).

When qualified teachers, regardless of the reason, decide to leave the school system or the profession entirely, the effects can be damaging, leading to negative impacts on students and the institution’s overall performance (Anachuna et al., 2024). Research consistently shows that teacher turnover intention creates challenges not only for students and teachers, but also for educators and policymakers striving to maintain quality education systems (Dan et al., 2023). Despite the seriousness of this issue, there remains a lack of sufficient published information, particularly in local contexts, highlighting the need for further studies to address this gap and find sustainable solutions. Hence, this research was conducted. 

Significance of the Study
This study is significant because it addresses teacher turnover intention as a critical factor in achieving SDG 4 (quality education) by helping sustain a stable and motivated teaching workforce that ensures continuous, inclusive, and high-quality learning. In the Philippine context, the findings can support the goals of the Department of Education to produce holistically developed, globally competitive learners by informing teacher retention policies, professional support programs, and strategies to address teacher shortages. At the institutional level, the results are valuable to Holy Cross of Davao College in strengthening faculty development, promoting teacher well-being, and sustaining a mission-driven academic community aligned with its commitment to excellence, service, and holistic formation, ultimately contributing to improved student learning outcomes and long-term educational sustainability.

Objectives

	It was aimed in this study to determine the significance of the mediating effect of job satisfaction on the correlation between administrative support and turnover intention of early childhood education teachers. Specifically, the following objectives were pursued: 

1.	To determine the levels of administrative support in terms of guidance and feedback, opportunity for growth, appreciation, and trust; job satisfaction in terms of nature of work itself, recognition, working conditions, professional development, teacher autonomy, working with students, professionalism and respect, supervisory support, remuneration, and teachers’ perception of their principal’s self-efficacy; and the turnover intention in terms of subjective social status, organizational culture, personal orientation, expectation, and career growth.
2.	To determine the significance of the correlation between administrative support, job satisfaction, and turnover intention.
3.	To determine the significance of the direct effect of administrative support on turnover intention, controlling for job satisfaction.
4.	To determine the significance of the indirect effect of administrative support on turnover intention through job satisfaction.
5.	To determine the significance of the total effect of administrative support on turnover intention.
Hypotheses
Ho1: Administrative support and job satisfaction do not significantly correlate with turnover intention.
Ho2: The direct effect of administrative support on turnover intention, controlling for job satisfaction, is not significant.
Ho3: The indirect effect of administrative support on turnover intention through job satisfaction is not significant.
Ho4: The total effect of administrative support on turnover intention is not significant.

Theoretical Framework and Conceptual Framework

This study is anchored on the General Systems Theory proposed in the 1940's by the biologist Ludwig von Bertalanffy. The theory describes organisations as open systems in which inputs are converted into outputs by means of throughput processes (Newman-Enyioko, 2025)
     	 In this study, administrative support as predictive variable indicated by guidance and feedback, opportunities for growth, and appreciation and trust (Cancio et al., 2013) stands as input element highlighted in the theory; the job satisfaction as mediator variable indicated by nature of the work itself, recognition, working conditions, professional development, teacher autonomy, relationships with students, professionalism and respect, supervisory support, remuneration, and teachers’ perception of their principal’s self-efficacy (Baroudi et al., 2020) is associated with the throughput process as stated in the theory; and finally turnover intention as criterion variable indicated by subjective social status, organizational culture, personal orientation, expectation and career growth (Ike et al., 2023) stands for the output asserted in the theory. Hence, this study is fully anchored on the General Systems Theory. 

















                                                   Mediator Variable 
Job Satisfaction
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1. Nature of Work Itself,
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Administrative Support
(Input)
1. Guidance and Feedback
2. Opportunity for Growth
3. Appreciation
4. Trust







Turnover Intention
(Output)
1. Subjective Social Status
2. Organizational Culture
3. Personal Orientation
4. Expectation
5. Career Growth
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Figure 1. Conceptual Framework of the Study



MATERIALS AND METHODS

This section presents the research design, study locale, sample and sampling procedures, methods of data collection, techniques employed for data analysis, and the ethical considerations observed throughout the study.

Research Design

This study employed a predictive research design. It focuses on forecasting future outcomes by analysing patterns in existing or historical data, complementing traditional research that explains past events and using statistical models to generate predictions (Sghir et al., 2022). It is suitable for this study as it allows researchers to anticipate trends, support evidence-based decisions, and implement early interventions, particularly in education and social sciences (Khalil & Ebner, 2023). Its advantages include revealing hidden patterns in large datasets, providing forward-looking insights, enhancing strategic planning, and improving decision accuracy by emphasising prediction over description (Shmueli et al., 2023).

Locale of the Study

The study was conducted in the elementary schools of the Carmen District, which is under the supervision of the Department of Education in Davao del Norte, Philippines. The municipality is composed of 21 elementary schools that provide early childhood education programs for kindergarten to Grade 3 learners in its different barangays. The educational setting shows how local policies, curriculum, and practices from the Department of Education are applied, providing a clear understanding of how teaching and learning happen in early childhood education in the area.

Sample and Sampling Technique

A total of 251 Kindergarten to Grade 3 teachers from the Department of Education–Division of Davao del Norte were included in this study, representing 100% of the early childhood education teachers. According to official records from the Schools Division Office of Davao del Norte (2025), these 251 teachers are assigned to 21 public elementary schools across Carmen District. All teachers were officially employed as regular teachers for the school year 2025–2026. Given the manageable population size, total enumeration sampling was employed. Total enumeration sampling is a purposive sampling method where the researcher studies every member of the population who shares the same specific characteristics (Laerd Dissertation, 2022). This approach makes sure every member of the study group is included and fairly represented, helping eliminate any form of bias (Babasola et al., 2024).

Data Gathering Technique
The survey technique was used in gathering data. This technique is a systematic method of collecting information from a sample using structured questionnaires to describe the characteristics, opinions, or behaviours of a larger population and is applied in research to efficiently assess, test, or generalise findings across a defined group (Sheikh et al., 2024). This offers advantages such as reaching large and diverse populations, producing quantifiable data for pattern analysis, enabling generalisation, allowing faster data collection, and supporting replicability through standardised procedures (Oranga & Matere, 2025).
In this study, three adapted and modified survey questionnaires were used. The first questionnaire, the administrative support questionnaire, was adapted from the study of Cancio et al. (2013). It consists of 20 items designed to assess the level of support that teachers receive from school administrators. A four‑point Likert scale was used to describe the degree to which respondents perceived administrative support in their work environment. This adapted questionnaire was pilot-tested for reliability, with the STRS achieving a Cronbach’s alpha of 0.974.
The second questionnaire measured job satisfaction. It was adapted from Baroudi et al. (2020). It is composed of 27 items intended to capture teachers’ satisfaction with various aspects of their profession, including work conditions, professional relationships, and overall experiences within the school setting. This questionnaire also utilised a four‑point Likert scale to determine the extent of job satisfaction reported by teachers. Pilot testing revealed a Cronbach’s alpha of 0.933.
The third questionnaire, which assessed turnover intention, was adapted from the study of Ike et al. (2023). It includes 25 items focusing on factors that may influence teachers’ inclination to leave their institution. Similar to the previous tools, this instrument employed a four‑point Likert scale to measure the level of turnover intention among educators and a Cronbach’s alpha of 0.912.
Data Analysis Technique

In this study, the data analysis techniques used were descriptive, correlation, and mediation analysis. Descriptive analysis helps organise and summarise large amounts of data, making it easier for researchers to understand real‑world patterns while saving time, no matter the situation or field of study (Costa, 2024). In this study, the mean and standard deviation statistical tools were used. Moreover, the correlation analysis examines the strength and direction of the relationship between two continuous variables (Rizk, 2023). The Pearson Product-moment correlation statistical tool was used. Lastly, mediation analysis separates the overall effect of the treatment into two parts: the indirect effect, which happens through one or more middle factors called mediators, and the direct effect, which explains the remaining part of the outcome that is not caused by those mediators (Celli, 2022). The beta estimate statistical tool for the direct, indirect, and total effect of the determinant was utilized.

The matrix presenting the scale, descriptive level, and corresponding interpretation for each study variable is provided, specifically used to describe work–life balance, student–teacher interaction, and task motivation.

List 1: Scale of Administrative Support in Relation to Job Satisfaction and Turnover Intention

	Scale
	Level
	Administrative Support
	Job Satisfaction
	Turnover Intention

	1.00 – 1.74 
	very low
	Very poor
	Not satisfied
	No intention

	1.75 – 2.49
	Low
	Poor
	Less Satisfied
	Less intention

	2.50 – 3.24 
	High
	Good
	More Satisfied
	More intention

	3.25 – 4.00
	very high
	Very good
	Much Satisfied
	Much intention



List 2: Standard Deviation Value Ranges and Interpretation

	Range
	Description
	Interpretation

	SD ≤ 0.50
	Highly Consistent Responses
	Strong and uniform perception

	SD = 0.51 – 1.00
	Moderately Consistent Responses
	Acceptable consistency

	SD = 1.01 – 1.50
	Low Consistency Responses
	Differing views or experiences

	SD > 1.50
	Very Low Consistency Responses
	High variability and lack of consensus



In this study, the significance of the correlation is tested at 0.05 confidence level. The following is the standard measure for the interpretation scale of r-value:
List 3: Standard measure for the interpretation scale of r-value
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 standard measure for the interpretation of the strength of the mediation is as follows:
List 4: Standard measure for the interpretation of the strength of the mediation 

	Proportion Mediated
	Interpretation

	< 0.20
	Weak Mediation

	0.20 – 0.50
	Moderate Mediation

	> 0.50
	Strong Mediation




RESULTS

Included in this part are the descriptive, correlation, and mediation analyses.  Also, the summary of the findings is presented.  

Descriptive Results

Table 1 shown descriptive statistics. It contains the variables involved in the study, namely, administrative support, job satisfaction, and turnover intention of teachers with their respective indicators; and the number of samples, standard deviation, mean, and descriptive level specifically corresponding with each of the variables. 
Table 1: Descriptive Statistics (N=251)
	Variables
	N
	Standard Deviation
	Mean
	Descriptive Level

	Job Satisfaction
	251
	.36
	3.40
	Very High

	Nature of work itself
	251
	.39
	3.70
	Very High 

	 Recognition
	251
	.50
	3.53
	Very High 

	Working Condition
	251
	.48
	3.57
	Very High 

	Professional Development
	251
	.47
	3.58
	Very High

	Teacher Autonomy
	251
	.44
	3.67
	Very High

	Working with students
	251
	.51
	3.53
	Very High

	Professionalism and Respect
	251
	1.12
	1.96
	Low

	 Supervisory Support
	251
	.53
	3.55
	Very High

	Remuneration
	251
	.66
	3.43
	Very High

	Teachers’ perceptions of their principal’s self-efficacy
	251
	.48
	3.54
	Very High

	Administrative Support
	251
	.44
	3.54
	Very High

	Guidance and Feedback
	251
	.47
	3.53
	Very High

	Opportunity for Growth
	251
	.47
	3.54
	Very High

	Appreciation
	251
	.53
	3.54
	Very High

	Trust
	251
	.49
	3.54
	Very High

	Turnover Intention of Teachers
	251
	.72
	2.13
	Low

	Subjective social status
	251
	.77
	2.02
	Low

	Organizational culture
	251
	.79
	2.06
	Low

	Personal orientation
	251
	.75
	2.01
	Low

	Expectation
	251
	.78
	2.31
	Low

	Career Growth
	251
	.78
	2.13
	Low


Specifically, the table shows that Job satisfaction variable obtained a mean of 3.40 described as very high. This indicates that the respondents are very satisfied with their job. All indicators obtained a very high level, except for professionalism and respect, which obtained a low level. The standard deviation of 0.36 is described as highly consistent, indicating strong and uniform perception. Furthermore, the administrative support variable obtained a mean of 3.34 described as very high. This denotes that administrative support for the respondents is very good. All its indicators are described as very high level. The standard deviation of 0.44, described as highly consistent, denotes a strong and uniform perception. Finally, the turnover intention variable obtained a mean of 2.13, described as low level. This signifies that there is less turnover intention of the respondents. Consistently, all indicators are described as low-level. The standard deviation of 0.72, described as moderately consistent, signifying an acceptable consistency of the responses.
Job satisfaction and administrative support are both interpreted at very high levels, indicating that respondents generally feel satisfied with their work and well-supported by management, although professionalism and respect stand out as relatively weaker within job satisfaction. In contrast, turnover intention is interpreted as low, suggesting that despite strong satisfaction and support, respondents show little desire to leave their positions.
Correlation Results
Table 2 is a correlational table. It presents the determinant and criterion variables. It shows the r‑values, p‑values, the decision on the null hypothesis (H₀), and the corresponding interpretation.
Table 2: Correlation Table (N=251) 
	 
Variables
	Turnover Intention of Teachers


	
	r-value
	p-value
	Decision on
H0
	Interpretation 

	 Job Satisfaction
	
-.227
	
.000
	
Reject H0
	
Low Negative, significant correlation

	 Administrative Support
	
-.337
	
.000
	
Reject H0
	
Moderately Low Negative, significant correlation


Level of Significance: 0.05, Decision Rule: Reject H₀ if p < 0.05 
Specifically, the table shows that the correlation between job satisfaction and turnover intention obtained a p-value of 0.000, which is lower than the 0.05 level of significance; hence, the null hypothesis was rejected, indicating that the correlation is statistically significant. The r-value of -0.227 reflects a low negative correlation between job satisfaction and turnover Intention. This finding implies that when teacher job satisfaction increases, their turnover intention decreases. Similarly, administrative support yielded a p-value of 0.000, which is also lower than the 0.05 level of significance; hence, the null hypothesis was rejected, indicating that the correlation is statistically significant. The r-value of -0.337 shows a moderately low negative correlation between administrative support and turnover intention. This implies that greater administrative support is associated with a lower level of turnover intention among teachers. 
Both job satisfaction and administrative support show significant negative relationships with turnover intention, meaning that higher satisfaction or support is linked to lower turnover intention. Compared to job satisfaction, administrative support has a stronger negative correlation, indicating it may have a greater impact in reducing teachers’ turnover intention.
Mediation Results
Table 3 is a mediation table. It contains the path/effect, estimate Beta, standard error, Z‑value, p‑value, decision on null hypothesis and corresponding interpretation.
Table 3. Mediation Table (N = 251)
	Label
	Path / Effect
	Estimate (B)
	SE
	Z-value
	p-value
	Decision on H₀
	Interpretation

	A
	Administrative Support → Job Satisfaction
	.575
	.037
	15.484
	.000
	Reject H₀
	Significant

	B
	Job Satisfaction → Turnover Intention
	.035
	.163
	.214
	.831
	Accept Ho
	Not Significant

	c’
	Administrative Support → Turnover Intention (Direct Effect)
	-.563
	.134
	-4.195
	.000
	Reject H₀
	Significant

	a × b
	Indirect Effect (Mediation) 
	.020
	.094
	.213
	.830
	Accept Ho
	Not Significant

	 (a × b) -c 
	Administrative Support → Turnover Intention (Total Effect)
	-.543
	.164
	-3.310
	.001
	Reject H₀
	Significant


Level of Significance: 0.05
Decision Rule: Reject H₀ if p < 0.05
Proportion Mediated:  indirect effect/ total effect = .0368
The table specifically shows that the direct effect of administrative support on turnover intention, controlling  for job satisfaction yielded an estimated Beta of –0.563, with a corresponding p-value of 0.000, which is less than the 0.05 level of significance. Hence, the null hypothesis was rejected. This indicates that the direct effect of administrative support on turnover intention, controlling for job satisfaction, is significant. In contrast, the indirect effect of administrative support on turnover intention through job satisfaction obtained an estimated Beta of 0.020, with a p-value of 0.830, which is greater than the 0.05 level of significance. Thus, the null hypothesis was accepted. This indicates that the indirect effect of administrative support on the criterion through the mediator is not significant. Lastly, the total effect of administrative support on turnover intention resulted in an estimated Beta of –0.543. The corresponding p-value of 0.001, which is below the 0.05 level of significance, therefore, the null hypothesis was rejected. This indicates that the total effect of administrative support on the criterion is significant. 
The table likewise specifies the mediated proportion that is  indicating that the strength of job satisfaction to mediate the correlation between administrative support and turnover intention is weak. Since the direct effect of administrative support is significant when controlling job satisfaction but not significant through it; thus, the job satisfaction mediation is not significant. 
Summary of Findings
Based on the statistical results, it was specifically found that:
1.  Administrative support and job satisfaction significantly correlate with turnover intention of early childhood education teachers.
2. The direct effect of administrative support on turnover intention, controlling for job satisfaction, is significant.
3. The indirect effect of administrative support on turnover intention through job satisfaction is not significant.
4. The total effect of administrative support on turnover intention is significant.

DISCUSSIONS
	Discussed in this chapter are the findings of the study. Also, the conclusion and recommendations are presented.   
Administrative Support and Turnover Intention Correlation

The observed significantly moderate negative correlation between administrative support and turnover intention is consistent with previous research, which suggests that employees who perceive their organisation as supportive and considerate tend to experience higher levels of job satisfaction and lower levels of turnover intention. Furthermore, when employees regard their work as satisfying and meaningful, their intention to leave the organisation correspondingly declines (Tamundong & Caballero, 2024).Likewise, this current finding affirms the study of Shaw et al. (2024), emphasizing that multiple forms of organisational support, such as fairness, control, community, and leeway, were negatively associated with turnover intention among workers, echoing the present study’s conclusion that supportive administrative environments help reduce turnover risk. On the contrary, this current finding contradicts the study of Sehanovic et al. (2025), who found that while leader and team support significantly reduced emotional exhaustion and improved commitment, team support itself occasionally showed a positive relationship with turnover intention, implying that in some contexts, supportive relationships may coexist with other workplace stressors that still push employees to consider leaving. While of Sehanovic et al. had 121 samples, this current finding was established using 251 samples. 
Job Satisfaction and Turnover Intention Correlation
The finding that job satisfaction has a significantly low negative correlation with turnover intention supports the previous study stating that job satisfaction significantly influences turnover intention through psychological capital and family support, adding further evidence that satisfied employees tend to remain in their organizations longer (Le et al., 2023). Moreover, the current finding corroborates that of To and Wu (2025), who emphasized that higher satisfaction contributes meaningfully to lowering intent to leave.  On the other hand, this finding contrasts the study of Christensen and Knardahl (2022), explaining that while job characteristics influence turnover intentions, some employees may still consider leaving despite satisfactory workplace conditions due to role conflict or age-related differences, suggesting that the relationship between job satisfaction and turnover intention may not always be uniformly negative across all employee groups. 
Administrative Support and Turnover Intentions as Mediated by Job Satisfaction
The finding of this study asserting that job satisfaction does not mediate the correlation between administrative support and turnover intention affirms the study of Hao and Wang (2022) highlighting that job satisfaction may not always be the core pathway linking support to retention. Moreover, the current finding supports the idea that workplace social support reduced turnover intention substantially through job embeddedness, while job satisfaction was not identified as a primary mediator (Dechawatanapaisal, 2022). In contrast, the current finding disputes Upadianti and Surya (2025), who found that job satisfaction significantly mediated turnover intention among employees, suggesting that in some context’s satisfaction functions as a robust psychological buffer. 
Conclusion
Based on the findings of the study, job satisfaction does not mediate the relationship between administrative support and turnover intention, although the criterion variable was found to be significantly correlated with both determinants. Consequently, the General Systems Theory was only partially supported, as the findings suggest that while organisational inputs and processes are interconnected, the proposed mediating mechanism did not significantly influence the relationship between the predictor and outcome variables.


Recommendations

Based on the conclusion, the following are recommended:

1. Future studies may utilize other variables as a mediator on the correlation between administrative support and turnover intention. Qualitative research may be explored to generate themes that would suffice the stated intention. 
2. The school leaders may exert optimum efforts and allocate resources for administrative support to teachers to reduce their turnover intention. The provision of efforts and resources may be directed straight to the teacher rather than intending to make them feel satisfied with their job.  

Consent 
As per international standards or university standards, respondents’ written consent has been collected and preserved by the author(s).


Ethical Approval: Ethical approval was secured from the SMILE Ethics Board, and permission to conduct the study was respectfully sought and obtained from the Department of Education (DepEd).  
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Appendix
Table A1: Questionnaire on Job Satisfaction
Instructions: Please read each statement carefully and put a check (✔) on the number that best represents your response based on the scale below:
4 – Strongly agree	3 – Agree	2 – Disagree 1 – Strongly disagree
	Nature of work itself
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	1. teaching provides me with an opportunity to advance professionally
	
	
	
	

	2. teaching is very interesting work.
	
	
	
	

	3. teaching provides an opportunity to use a variety of skills
	
	
	
	

	Recognition
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	4. I get recognition for being a successful teacher
	
	
	
	

	5. I get appreciation from my line manager
	
	
	
	

	6. my Line manager appreciates the good teacher
	
	
	
	

	Working Condition
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	7. working conditions at school are subject for improvement
	
	
	
	

	8. working conditions at my school are comfortable
	
	
	
	

	Professional Development
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	9. my line manager offers suggestions to improve my teaching method
	
	
	
	

	10. my line manager provides me with appropriate professional training courses
	
	
	
	

	Teacher Autonomy 
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	11. I am responsible for planning my daily lessons
	
	
	
	

	12. I determine the teaching method for each lesson by myself according to the type of lesson
	
	
	
	

	Working with students
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	13. my students respect me
	
	
	
	

	14. I agree very well with my students
	
	
	
	

	Professionalism and Respect
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	15. I am not responsible for my actions.
	
	
	
	

	16. I dislike the people with whom I work
	
	
	
	

	Supervisory Support 
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	17. my line manager helps me when needed
	
	
	
	

	18. I get support from my line manager
	
	
	
	

	19. my line manager explains what is required from me
	
	
	
	

	Remuneration
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	20. I get an income suitable with my abilities
	
	
	
	

	21. teaching provides me with a financial security
	
	
	
	

	Teachers’ perceptions of their principal’s self-efficacy
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	22. the school’s principal executes his or her statements in general
	
	
	
	

	23. the school’s principal makes the school a good psychological environment for students
	
	
	
	

	24.  the school’s principal involves his students with the necessary responsibilities to make the school a suitable place to learn
	
	
	
	

	25. the school’s principal provides solutions to my problems as a teacher
	
	
	
	

	26. the school’s principal executes the decisions that he takes
	
	
	
	

	27. the school’s principal provides the school with the needed financial resources
	
	
	
	



Table A2:  Questionnaire on Administrative Support
Instructions: Please read each statement carefully and put a check (✔) on the number that best represents your response based on the scale below:
4 – Strongly agree	3 – Agree	2 – Disagree 1 – Strongly disagree
	[bookmark: _heading=h.10djz98724vf]Guidance and Feedback
The administrator…
	4
	3
	2
	1

	1. provides frequent feedback about my performance
	
	
	
	

	2. provides suggestions for me to improve instruction
	
	
	
	

	3. offers constructive feedback after observing my teaching   
	
	
	
	

	4. gives clear guidelines regarding my job responsibilities
	
	
	
	

	5. provides information on up-to-date instructional and behavioral techniques
	
	
	
	

	6. comes by my classroom on a regular basis to see if I need assistance
	
	
	
	

	7. works with me to plan goals and objectives for my program and students
	
	
	
	

	8. provides standards for my performance
	
	
	
	

	Opportunity for Growth
The administrator… 
	
4
	
3
	
2
	
1

	9. provides opportunities for me to attend 
workshops and conferences 
	
	
	
	

	10. provides time for various non-teaching responsibilities (e.g., IEPs, meetings)
	
	
	
	

	11. encourages professional growth
	
	
	
	

	12. provides opportunities to learn from fellow special education teachers
	
	
	
	

	13. provides adequate planning time
	
	
	
	

	Appreciation
The administrator…
	
4
	
3
	
2
	
1

	14. shows appreciation for my work
	
	
	
	

	15. notice my efforts
	
	
	
	

	16. gives me a sense of importance that I make a difference
	
	
	
	

	Trust
The administrator…
	
4
	
3
	
2
	
1

	17. shows confidence in the decisions I make
	
	
	
	

	18. trusts my judgment in making decisions
	
	
	
	

	19. supports me on reasonable decisions
	
	
	
	

	20. is available to help when needed
	
	
	
	



[bookmark: _GoBack]Table A3: Questionnaire on Turnover Intention 
Instructions: Please read each statement carefully and put a check (✔) on the number that best represents your response based on the scale below:
4 – Strongly agree	3 – Agree	2 – Disagree 1 – Strongly disagree
	Subjective social status 
As Early Childhood Education teacher, … 
	
4
	
3
	
2
	
1

	1. I do not like the image of me I see in the future if I remain here
	
	
	
	

	2. my present job leaves me no choice but to look for alternative job offer that will befit my status.
	
	
	
	

	3. I often feel like quitting this job because my present job position is not compatible with my job resume.
	
	
	
	

	4. I feel like quitting this job because of my marital status.
	
	
	
	

	Organisational culture
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	5. I often feel like staying at home than going to work because of the way my organisation is structured.
	
	
	
	

	6. I am seriously considering quitting this job because of the organisational practices and policies.
	
	
	
	

	7. my major dissatisfaction in life comes from my job environment.
	
	
	
	

	Personal orientation
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	8. leaving my present job is my ultimate priority now because of family demand.
	
	
	
	

	9. my family is not happy with the nature of my job.
	
	
	
	

	10. I often consider leaving my job as a result of my health status.
	
	
	
	

	11. I cannot be fit enough to continue this job in the near future
	
	
	
	

	12. I often feel like quitting this job because the organisation does not keep to its promise.
	
	
	
	

	13. most of people whose opinions I respect think I should leave my job.
	
	
	
	

	14. I intend to leave this organisation in the next one year.
	
	
	
	

	15. I often feel like quitting this organisation because I see no future in it.
	
	
	
	

	Expectation
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	16. healthcare package is so poor to compare to the kind of work I do.
	
	
	
	

	17. If I get better offer, I will leave my present job because of job insecurity.
	
	
	
	

	18. I often feel that my present job is not worth the offer.
	
	
	
	

	19. regardless of the pay, I would prefer working where I will be respected and recognized.
	
	
	
	

	20. what is holding me in this job is that I have not gotten an acceptable alternative offer/job that is lucrative.
	
	
	
	

	Career Growth
As Early Childhood Education teacher, …
	
4
	
3
	
2
	
1

	21. I often feel like quitting this organisation because my years of service do not reflect my present job designation.
	
	
	
	

	22. I want to learn few things concerning my job career in this organisation and leave.
	
	
	
	

	23. I know I deserve a better job, I will go for it when I find one
	
	
	
	

	24. I need a work environment that will improve me, I don’t get it here.
	
	
	
	

	25. I feel like quitting this organisation because it does not create opportunity for advancement and development.
	
	
	
	






