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Quick Quiz
1. Why did you take on teaching as a career?

2. What keeps you interested in continuing
as a teacher?
3. Have you thought of changing your
profession? Why or why not?

Staying in Teaching
International evidence suggests big teacher
attrition/turnover*
 Australia:
Between 25 and 40 per cent of teachers leave the
profession within five years of starting, according to
estimates in numerous surveys by teacher unions and
education academics.
http://www.theage.com.au/national/education/moreteachers-but-fewer-staying-the-course-201103041bhuv.html (The Age)

*“attrition,” which describes teachers leaving the
profession

Staying in Teaching
International evidence suggests big teacher
attrition/turnover*
 United States:
High Teacher Turnover Rates are a Big Problem for America’s
Public Schools: America’s teacher dropout problem is spiraling
out of control. Teacher attrition has grown by 50 percent over
the past fifteen years. The national teacher turnover rate has
risen to 16.8 percent. In urban schools it is over 20 percent,
and, in some schools and districts, the teacher dropout rate is
actually higher than the student dropout rate. Already 46% of
new teachers leave the profession within five years.
http://www.forbes.com/sites/erikkain/2011/03/08/highteacher-turnover-rates-are-a-big-problem-for-americaspublic-schools/ (Forbes)

Staying in Teaching
International evidence suggests big teacher
attrition/turnover*
 United Kingdom:
Four out of 10 trainee teachers fail to enter a classroom after
finishing their course. More than 50% of those who start on
teacher training courses are no longer teaching within five
years.
http://www.labourteachers.org.uk/blog/2012/01/16/teacherattrition/

BUT

Staying in Teaching
International evidence suggests big teacher
attrition/turnover*
 Hong Kong:
An attrition wastage rate of only 3.9% - 9.3% between 20012009 in the primary sector and 3.9% - 6.6% in the secondary
sector (Education Bureau, 2010).

 Singapore:
An attrition rate of teachers less than 3 percent annually,
which is less than half the annual attrition rate for teachers in
the United States.
http://www.all4ed.org/blog_categories/teacher_attrition

Top Five Reasons for Teacher
Attrition
 Poor working conditions

 Testing pressure
 Low wages

 Threat of lay-offs and redundancies
 Burnout

HOWEVER
WHAT EXPLAINS THE LOW TEACHER ATTRITION RATES IN HONG
KONG AND SINGAPORE?

Why are teachers staying in the profession?
 Does COMMITMENT play a role?

 Does PSYCHOLOGICAL HEALTH play a role?

 Does CULTURE play a role?

To examine these issues part of a
current study in Hong Kong,
supported by the Research Grants
Committee of Hong Kong, will be
described

Teacher Commitment
 There have been a number of studies concerned with
teacher commitment. However, in most of these studies,
commitment was studied as a generalized identification
with either the school or the teaching profession and not
as a multidimensional construct as envisaged in the
Meyer, Allen & Smith (1993) model;
 No large scale and systematic attempt within Hong Kong
or elsewhere to map the multidimensional nature of
teacher commitments and its relationship to teachers’
psychological well-being and turnover intentions within
the school setting.

Psychological Well-being and
Turnover Intentions
 Psychological well-being ‘‘a positive emotional state that is
the result of a harmony between the sum of speciﬁc context
factors on the one hand and the personal needs and
expectations toward the school on the other hand’’
(Aelterman et al. 2002; Engels et al. 2004).
 Psychological well-being at work (PWBW) - “construct
describing an individual’s subjective positive experience at
work, and comprises five primarily eudaimonic dimensions:
interpersonal fit at work, thriving at work, feeling of
competency, perceived recognition at work, and desire for
involvement at work” - Dagenais-Demarais & Savoie (2011)

Psychological Well-being and
Turnover Intentions
 Turnover Intention is the desire of employees to change
their work nature or workplace. In this study, turnover
intentions is indexed by intention to quit profession and
intention to quit school (Becker & Billings, 1993) often
labeled as attrition.

THREE FORMS OF COMMITMENT TO
SCHOOL AND PROFESSION
 AFFECTIVE: attachment based on positive emotional
feelings

 NORMATIVE: attachment based on feelings of obligation,
loyalty and duty

 CONTINUANCE: attachment based on perceived
disadvantages of leaving (e.g., retirement benefits, lack of
alternatives)

In Western settings a major predictor of intention to
continue in the teaching profession is

AFFECTIVE COMMITMENT
While the three dimensions are not mutually
exclusive which is likely to be the most salient
predictor for teachers in Hong Kong?

Psychological well-being
There are many indicators of psychological well-being.
Six considered here are:
 interpersonal fit at work;
 thriving at work;
 feeling of competency;
 perceived recognition at work;
 desire for involvement at work; and

 job satisfaction.
All of which give a good indication of the psychological well-being
of teachers in the workplace

Objectives of the Investigation
 Establish the construct validity and reliability of the
three-component model of organizational and
occupational commitment, and the construct validity and
reliability of the Psychological Well-being scales for a
sample of teachers in Hong Kong;
 Examine the nature and level of commitment,
psychological well-being, and turnover intentions among
a sample of teachers in Hong Kong; and
 Examine the relationships between affective, normative
and continuance commitment to organization (school)
and occupation (teaching), and their relationships to
psychological well-being and turnover intentions.

PARTICIPANTS
• 1,060 Hong Kong teachers
• 15 primary and 15 secondary schools

• 353 (33.3%) males, 701 (66.13%) females,
(6 or .6% failed to indicate their sex)
• Mean age: 39 years, median 38 years
• Average year of teacher is 15 years.
• Majority (47.26%) received combined
family income from 50,000 – 79,999
HKD
•

51.29% completed college degrees,
44.47% completed master’s degrees

MEASURES
Affective Commitment to Organization
& Occupation

A 7-point scale in Likert format, ranging from 1 (totally disagree) to 7 (totally agree)

Scale

Psychological
Well-Being at
Work
(DagenaisDesmarais &
Savoie, 2011)

Factors

Meaning & Sample Item

Interpersonal
fit at work
(IFW)

perception of experiencing positive relationships
with individuals interacting with oneself within
the work context (“I value the people I work
with”)

Thriving at
work (TAW)

perception of accomplishing a significant and
interesting job that allows one to fulfill oneself as
an individual (“I find my job exciting”)

Feeling of

perception of possessing the necessary aptitudes
to do one’s job efficiently and have mastery of
the tasks to perform (“I know I am capable of
doing my job”)

competency

(FOC)
Perceived
recognition at
work (PRW)

perception of being appreciated within the
organization for one’s work and one’s personhood
(“I feel that my work is recognized”),

Desire for
will to involve oneself in the organization and to
involvement at contribute to its functioning and success (“I want to
take initiative in my work”).
work (DIW)

MEASURES
Intention to Quit

A 7-point Likert-type scale was ranging from 1 (strongly disagree) to 7 (strongly agree)

Note: df = degrees of freedom; RMSEA = root mean square error approximation; TLI=
Tucker Lewis Index; CFI = comparative fit index; NFI = normed fit index; IFI=Incremental
Fit Index.

Zero-order Correlation and Descriptive Statistics

Note: Bolded means are the two highest ranked means for commitment and psychological well-being; * p< .05,
** p< .01, *** p<.001

Summary of hierarchical regression predicting psychological well-being and turnover tendencies
Psychological Well-Being

Intention to Quit

Feeling of Perceived Desire for
Involvemen
Competenc Recognition t at Work
at Work(β)
y (β)
(β)

Intention to
Quit
Profession
(β)

Intention
to Quit
School (β)

Fit at
Work (β)

Thriving
at work
(β)

Step 1
Gender
Income
Highest education

-.01
.06*
-.02

-.03
.04
.02

.00
.15***
.02

.02
.14***
.00

.08*
.03
.08*

.01
-.13***
-.03

.01
-.15***
-.00

Step 2
Gender
Income
Highest education

-.02
.04
-.03

-.05
.02
.00

-.01
.14***
.01

.00
.11***
-.02

-.09***
.02
.06*

.03
-.09**
-.02

.02
-.10***
.01

Affective commitment (Org)

.27***

.30***

.17***

.31***

.20***

-.54***

-.59***

Normative commitment (Org)

.31***

.38***

.15***

.30***

.40***

-.07*

-.12***

-.06*

-.16***

-.08*

-.07*

-.14***

.04

.03

.00
.03
-.03

-.02
.01
-.01

.01
.13***
.01

.02
.10***
-.02

-.07*
.01
.06*

.01
-.08**
-.03*

.02
-.09***
.01

Affective commitment (Org)

.17***3

.12***3

.02

.19***2

.06*

-.45***1

-.56***1

Normative commitment (Org)

.19***2

.14***2

-.03

.15***3

.21***2

.06*

-.09** 2

-.09*

-.10***

-.11**

-.09**

-.14***3

.03

.05

.29***1

.59***1

.46***1

.35***1

.38***1

-.23***2

-.00

.06
.07*

.12**
-.05*

.06
.08*

.07
.06

.15***
.03*

-.14** 3

-.08

-.02

-.03

.004
.242***
.101***
.347***

.003
.335***
.324***
.664***

.025***
.078***
.212***
.314***

.019***
.264***
.138***
.421***

.017*
.264***
.195***
.475***

.020***
.333***
.089***
.442***

.022***
.422***
.007**
.452***

Interpersonal

Continuance commitment (Org)
Step 3
Gender
Income
Highest education

Continuance commitment (Org)
Affective commitment (Occ)
Normative commitment (Occ)
Continuance commitment (Occ)
Step 1 change in R2
Step 2 change in R2
Step 3 change in R2
Total R2

Key findings: level of endorsement of
commitment and psychological wellbeing scales
 Affective commitment to occupation was the most highly
endorsed (M=5.31 on a 7 point scale)

 Continuance commitment to organisation was the least
endorsed (M=4.40)
 All psychological well-being scales were moderately endorsed
(M > 5)
INTENTION TO LEAVE

 Both INTENTIONS were relatively low with intention to leave
profession 2.92 and intention to leave current school 3.10

Key Findings - Predictors
for psychological health and well-being
 Affective commitment to occupation was the
strongest positive predictor for the five
psychological well-being scales
 Continuance commitment to organisation was a
NEGATIVE predictor of the five psychological
well-being scales

 Both affective commitment to organisation and
normative commitment to organisation were
important predictors

WHAT DOES IT ALL MEAN?
 Hong Kong teachers have low intention to leave
profession and their current school.

WHY?
 Hong Kong teachers appear to have sound
psychological well-being
 Hong Kong teachers appear to like their profession
and their school and this is strongly related to
psychological well-being and intention to stay in
their profession and school

BUFFERING EFFECTS
 High attrition vs low attrition –
 Do the following operate in the Hong Kong
context:
Poor working conditions ?
Testing pressure 
Low wages
Threat of lay-offs and redundancies 
Burnout 

 If these factors are operating then what keeps
the teachers in Hong Kong in their profession?

 Is there a cultural value at play? I’ll leave this as
an open question for discussion

 What do you think would be the result if a
similar survey was conducted in Singapore?

Final Statement
 It appears that, internationally, how happy
teachers are in their profession relates directly to
their intention to stay or leave
 Further, given the statistics referred to earlier in
the paper, it appears that Hong Kong teachers
must be very happy in their profession with
Affective Commitment being the dominant
influence

Final Statement
 The inter-relationship between affective and
normative commitment however suggests that
both are important, but the negative relationship
with continuance commitment suggests that,
despite the possibility that in the Hong Kong
context it is difficult to change profession and
‘drop-out’ for a variety of reasons this is does
not appear to be a reason for Hong Kong
teachers staying in teaching

Final Statement

Is there a significant cultural influence at
play?
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