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ABSTRACT 

Teacher retention has remained a severe challenge for the American educational system.  

Retention of literacy teachers and reduction of their turnover can be more imperative 

given that literacy teachers are obliged to teach the foundational academic skills to 

students. Among the key factors inciting teacher turnover are work-family conflict 

(WFC) and burnout. This mixed-method research examined the relationships between 

WFC, burnout, and turnover intentions among literacy teachers. The study involved two 

phases: the quantitative phase using mediation analysis and the qualitative phase using 

interviews. The participants for the quantitative study were a sample of around 164 

American literacy teachers. Self-report surveys were used for data collection, and 

structural equation modeling (SEM) was used to examine the mediating effect of burnout 

on the effect of WFC on turnover intentions. Semi-structured and one-to-one interviews 

were conducted in the second phase of the study. The sample for the interview study were 

five literacy teachers with high scores on the turnover intentions scale. For the analysis of 

interview data, thematic content analysis (TCA) was undertaken.  The findings indicated 

that WFC significantly predicted burnout and turnover intentions. Burnout also 

significantly predicted turnover intentions, and burnout mediated the effects of WFC on 

turnover intentions. Also, controlling the effects of grade level (elementary and non-

elementary) and years of teaching experience did not have a statistically significant effect 

on the initial findings. The results of TCA also indicated that teachers perceive student 

misbehavior and parent behavior as significant contributors to teacher burnout and 

turnover intentions. 
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CHAPTER I 

INTRODUCTION 

Background of the Study 

This mixed-method study investigated the associations between work-family 

conflict (WFC), burnout, and turnover intention among literacy teachers. Given that 

teacher turnover is a multidimensional problem, by utilizing both quantitative and 

qualitative approaches, this research project can further our understandings of literacy 

teachers’ turnover. This dissertation examined the unique contributions and roles various 

variables play in teacher turnover. 

 It is well identified that literacy teachers play a crucial role in the success and 

achievement of young students as a solid foundation of literacy skills is one of the major 

determinants of future academic success for children (Rabiner, Godwin, & Dodge, 2016; 

Ronfeldt, Loeb, & Wyckoff, 2013). Without adequate literacy skills, children may not be 

able to progress in nearly all academic areas. Thus, understanding and the prevention of 

turnover and teachers’ retention are crucial for the efficiency of literacy education.  

Teacher retention is an area of educational research concentrating on the 

identification of factors that may lead teachers to leave their jobs before retirement as 

well as factors which may help to retain in-service teachers (Carver-Thomas & Darling-

Hammond, 2019; Sutcher, Darling-Hammond, & Carver-Thomas, 2016). The shortage of 

teaching staff has strongly impacted the educational system of the United States for 

decades (Garcia & Weiss, 2019; Ingersoll & May, 2012).  The phenomenon of teachers 

leaving their jobs is commonly called teacher turnover. In the present study, teacher 

turnover is defined in accordance with the definitions provided by Bothma and Roodt 
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(2013) as well as Tett and Meyer (1993). Accordingly, teacher turnover means leaving 

the teaching profession, and teacher turnover intention means deliberate and mindful 

intention to quit the teaching profession (Bothma & Roodt, 2013; Brockway, 2019; Tett 

& Meyer 1993). Therefore, teacher turnover and teacher attrition are considered 

synonymous in light of the discussion mentioned above, which considers intention to 

turnover equivalent to intention to quit (Bothma & Roodt, 2013).  

Retaining qualified teachers has always been a significant problem for schools 

and other educational institutes not only in the United States but also in many other 

countries (Dove, 2004; Ingersoll & May, 2012).  Several studies have reported that the 

rate of teacher turnover in the United States is among the highest compared to the rate of 

teacher turnover in other economically developed countries (Carver-Thomas & Darling-

Hammond, 2017; Sorenson & Ladd, 2018; Sutcher, Darling-Hammond, & Carver-

Thomas, 2016). For instance, Carver-Thomas and Darling-Hammond (2017) reported 

that in Finland and Singapore, the rate of annual turnover for teachers is about 3%, while 

the rate of annual turnover in the United States is around 8% on average and as high as 

30% in poverty-stricken areas. The authors reported that the annual turnover rate for 

elementary school teachers is 10.7%, and among teaching subjects, foreign language 

teachers have the highest rate of turnover (20%) compared to teachers of other subjects. 

Teacher Retention Challenge in the United States  

Ingersoll (2001) asserted that the primary remedy for teacher shortage is that 

policy-makers, researchers, and educators should attend to teacher retention plans. Nearly 

18 years later, these statements were corroborated by the reports of Garcia and Weiss 

(2019).  Based on their findings from a comprehensive nationwide study, Garcia and 
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Weiss (2019) found that retaining in-service teachers and curtailing their turnover is the 

most feasible solution to the teacher shortage problem. Norton (1999) noted that teacher 

retention should be a priority for policy-makers because attrition of teachers is the loss of 

intellectual capital as well as the waste of the exorbitant cost of teacher training. 

According to the Educator Retention and Recruitment Report (2015), the high rate 

of teacher turnover can negatively impact the readiness of young students for college and 

career. As a consequence of teacher turnover, schools may hire less experienced or less 

qualified teachers to fill in the shortages (Ronfeldt, Loeb, & Wyckoff, 2013). Moreover, 

they may resort to enlarge the size of classes to compensate for their staff shortage 

(Ingersoll & May, 2012). As research evidence indicates, in both cases, the quality of 

instruction and achievement of students are often impaired as a result (Carver-Thomas & 

Darling-Hammond, 2017; Ronfeldt, Loeb, & Wyckoff, 2013; Sutcher et al., 2016). Even 

though efforts have been made in the U.S. to increase the rate of teacher recruitment, 

teacher shortage continues to sabotage the U.S. educational system because the existing 

teachers are quitting their job at a high rate (Berry & Shields, 2017; Ingersoll, 2001; 

Sorensen & Ladd, 2018; Sutcher et al., 2016). 

Multitude of potential determinants have been documented for teacher turnover, 

including but not limited to teachers’ psychological characteristics, poor working 

conditions, insufficient administrative support, role ambiguity, low salary, inadequate 

preparation, and occupational burnout (Dagli, 2012; Harris & Adams, 2007; Ingersoll & 

May, 2012; Risko & Reid, 2019; Simon & Johnson, 2015; Sutcher et al., 2016). 

Occupational burnout has been found to be at the core of teacher turnover problem in the 
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U.S., as suggested by research since the 1990s (Carson, Baumgartner, Matthews, & 

Tsouloupas, 2010; Haberman, 2005; Harris & Adams, 2007).  

Occupational burnout, commonly referred to as burnout, which includes the 

accumulation of cynicism toward ones job and excessive emotional fatigue, has been 

found to be a prominent demotivating factor leading teachers to decide to leave their job 

(Carver-Thomas & Darling-Hammond, 2017; Haberman, 2005). Palm (2011) conducted 

a narrative inquiry on teacher retention challenges and teacher support in Arizona schools 

and reported that teacher burnout significantly affects the teachers’ retention efforts. 

Fisher (2011) investigated the factors influencing teacher retention in secondary school 

and reported that teachers’ burnout has a strong relationship with teacher attrition.  

The extant evidence signifies that the ever-growing workload imposed by 

accountability and high-stake assessment is one of the primary contributors to teacher 

burnout and turnover intention at all levels in the U.S. (Chang, 2009; Dee & Goldhaber, 

2017; Fitchett, McCarthy, Lambert, & Boyle, 2018; Haberman, 2005; Lee, 2019).  

Further, the mounting work pressure on teachers has led many teachers to experience 

WFC, which is directly associated with burnout. WFC occurs when excessive job 

demands potentially lead teachers to find it very difficult to keep a balance between their 

family role and occupational role (Byron, 2005). 

Existing research evidence affirms that WFC has several detrimental 

consequences for employees. The chief consequences of WFC are increased levels of 

stress, depression, anxiety, and burnout (Kremer, 2016; Matthews, Wayne, & Ford, 2014; 

Zhou, Da, Guo, & Zhang, 2018). The central job-related aftereffects of WFC are 
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increased absenteeism and intention to turnover (Hammer, Bauer, & Grandey, 2003; 

Rhnima & Pousa, 2017).  

Related research undertaken in educational settings has reported congruent 

predicaments as WFC has been found to be a strong predictor of teacher burnout, teacher 

stress, and teacher turnover intentions (Byron, 2005; Cinamon, Rich, & Westman, 2007; 

Noor & Zainuddin, 2011). As a matter of fact, Provasnik and Dorfman (2005) reported 

that approximately 55% of U.S. public school teachers considered work overload and 

problems with time planning as the most important sources of their dissatisfaction with 

their profession. It is well documented that managing time efficiently in order to attend to 

familial and professional duties and work overload time are both highly related and 

significant contributors to WFC (Karatepe, 2013; Wilson, 2010).   

Grissom, Nicholson-Crotty, and Harrington (2014) reported that the 

accountabilities laid down by the No Child Left Behind (NCLB) (2001) influenced the 

working hours of public school teachers. They found that the week working hours of 

teachers increased from 45 hours in 1994 to 53 hours in 2008. Another recent report by 

the National Education Association (2018) suggests that 74% of American teachers spend 

more than 51 hours on job-related tasks per week. It is noteworthy that the extra hours 

teachers spend on job-related tasks at home are not financially compensated.   

As a result of the overload and schedule inflexibility, teachers find it difficult to 

attend to their family-related roles and consequently, they experience high levels of 

stress, anxiety, and burnout (Byron, 2005; Haberman, 2005). Moreover, WFC, which is 

entwined with the extension of work through evenings and weekends (e.g., spending time 

on grading, lesson planning, and test development), makes teacher emotionally 
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overwhelmed, lowers their morale, and inclines them to quit their job (Cinamon et al., 

2007; Dove, 2014; Harris & Adams, 2007; Noor & Zainuddin, 2011). 

Teacher Characteristics and Teacher Retention 

Research on the teacher characteristics which predict turnover has a long history 

starting in the 1980s. Among the characteristics researched have been years of teaching 

experience and school level. Kelly (2004) conducted an event history analysis based on 

the data from 1990–1991 Schools and Staffing Survey and the 1992 Teacher Follow-up 

Survey. The author reported that teachers with less than 5 years of teaching experience 

have higher rates of attrition than their colleagues with more than 5 years of teaching 

experience have.  Similarly, Zhang (2006) studied the teacher characteristics that are 

related to teacher retention. The data were gathered from the surveys of the 1999-2000 

School and Staffing Survey (SASS) and 2000- 2001 Teacher Follow-up Survey (TFS). 

The author found that years of teaching experience has a significant negative correlation 

with teacher turnover. Specifically, teachers with 5 or less than 5 years of teaching 

experience had a higher turnover rate compared to their counterparts with more than 5 

years of teaching experience. These reports were corroborated by a study by Hancock and 

Scherff (2010) on a large sample of 4,520 full-time English and language arts teachers in 

New York. 

Teaching experience has been shown to have a direct effect on students’ academic 

achievement. For instance, Jacob (2007) found that students of teachers who are in their 

first or second year of service underperformed their peers with more experienced teachers 

on standardized achievement tests. Kukla-Acevedo (2009) claimed that 5 years of 

teaching experience is needed for teachers to become in control of their own professional 
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development and establish an effective instructional environment for students. Therefore 

retaining teachers in their job is essential to maintain staff stability and positively affect 

students’ achievement (Heck, 2009). 

Another characteristic being subject to research, albeit limitedly, has been the 

relationships between school level and turnover rate. A study by the Southern Regional 

Education Board (SREB; 1994) on the effects of teacher characteristics on retention 

showed that the rate of retention of teachers in elementary schools is higher than teachers 

in secondary schools. Likewise, Ingersoll (2001) reported the same pattern based on the 

nationwide surveys in K-12 teacher turnover rates. These findings were echoed by a 

recent report published by the State Board of Education of the District of Columbia 

(2018), acknowledging that middle school teachers have a higher rate of turnover 

compared with elementary and high school teachers. Therefore, investigating the links 

between literacy teachers’ grade level and their retention efforts can help the 

policymakers, researchers, and educators enhance their literacy teachers’ retention 

efforts. 

High Demands Imposed on Literacy Teachers 

The current study considers all elementary teachers as literacy teachers. Also, 

reading teachers in middle and high school are also defined as literacy teachers by the 

present study. The Common Core State Standards (CCSS) and the Every Student 

Succeeds Act (ESSA) have imposed constant pressure on literacy teachers in terms of 

increased accountability for young learners’ literacy skills achievements (Korte, 2015; 

Loewus, 2016).  
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Moreover, literacy teachers have more challenges in teaching students with 

English Language Learners (ELLs), given that the inter-lingual barriers exacerbate 

effective literacy instruction (Gandara & Hopkins, 2010). Literacy teachers are even 

more frequently and strictly under notice because more evidence has emerged affirming 

that literacy skills are significant predictors of future academic achievement (Rabiner & 

Godwin, 2016) and teaching quality has a significant effect on reading achievement 

(Johansson & Myrberg, 2019),  

Not only literacy teachers must have extensive knowledge of education 

curriculum and a deep understanding of early childhood development, but also there are 

other psychological and psychosocial factors making literacy teaching to young learners 

even more demanding. From a psychological standpoint, young learners have lower self-

control skills and are more easily distracted (Tao, Wang, Fan, & Gang, 2014). In fact, 

studies have shown that the parts of the brain responsible for impulsivity and self-control 

(frontal cortex) are not developed until they reach adolescence (Baum et al., 2020; Tao, 

Wang, Fan, & Gang, 2014).  

From a psychosocial perspective, young students are more egocentric and find it 

challenging to establish and maintain an interpersonal relationship with their peers and 

teachers (Hsieh, 2014; McIntyre, 2006). There are plenty of evidential data denoting the 

student misbehavior is one of the most consequential factors impacting teacher turnover 

(Carver-Thomas & Darling-Hammond, 2019; Jacobson, 2016). For this reason, literacy 

teachers are more susceptible to pressure instigated by their occupation. 

Medwell, Wray, Poulson, and Fox (1998) found that effective literacy teachers are 

those who, unlike teachers of other subjects, should provide the foundational skill for 
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their students, enabling them to produce or comprehend language on their own in 

unlimited type or many varying contexts. That is, instead of teaching to test their students 

(preparing for good results on tests), like other subjects, they should prepare their 

students for the lifelong skills and knowledge to produce, comprehend and process 

language and communication skills (Callahan, Benson-Griffo & Pearson 2009; Johansson 

& Myrberg, 2019).  

Medwell, Wray, Poulson, and Fox (1998) substantiated their argument by a 

simple example. They contended that there is a noticeable dissimilarity between English 

as a subject in schools and literacy education. According to Medwell, Wray, Poulson, and 

Fox (1998) required knowledge repertoire of English teachers and their implementation 

in the classroom are well ascertained. However, effective literacy teachers should possess 

adequate knowledge about the psychology of child development, linguistics, and out-of-

school factors (e.g., home literacy practice) (Cunningham, Zibulsky, & Callahan, 2009; 

Medwell, Wray, Poulson, & Fox, 1998).  

Literacy teachers should be responsive to a diverse body of students, including 

students with different cultural practices, linguistic backgrounds, and students with 

varying levels of learning (or reading) difficulties. Thus, literacy teacher coaching and 

training follow a less transparent scheme than those of other subjects (Cunningham, 

Zibulsky, & Callahan, 2009). As a consequence, the evaluation of teacher preparedness 

for literacy teachers may not reflect their knowledge and skills they actually need within 

the literacy classrooms (Cunningham, Zibulsky, & Callahan, 2009; Medwell, Wray, 

Poulson, & Fox, 1998). 
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 If not prepared enough to overcome the challenges of literacy education, teachers 

face excessive workload, stress, burnout, job dissatisfaction, and these issues curtail the 

retention efforts (Berry & Shields, 2017; Cinamon, Rich & Westman, 2007; Sutcher, 

Darling-Hammond & Carver-Thomas, 2016; Treuren & Fein, 2018). As duly noted by 

Callahan, Benson-Griffo, and Pearson (2009), literacy teachers should be: 

A wordsmith and a meaning maker, a player and a coach, an artist and a 

technician [who] ( … ) makes thousands of instantaneous decisions about 

assessment and instruction each day, some targeted to an entire class, others 

carefully choreographed for individual students (p. 38).  

Statement of the Problem  

Qualitative and quantitative studies have been undertaken in a diverse range of 

fields for individuals in different occupations, and the findings confirm the significant 

contribution of WFC and burnout on turnover intentions. While the number of studies 

showing the effect of burnout and WFC on teacher turnover abounds in the literature, the 

mediating role of burnout on the effect of WFC on teacher turnover is lacking. The 

researchers have reported the mediating effect of burnout in bank employees (Sarianti, 

Fitria, & Engriani, 2018), engineers (Hamid & Ahmad, 2017), physicians (Lu, Hu, 

Huang, Zhuang, Guo, Feng, & Hao, 2017), manufacturing and service workers (Anwar, 

Javed, & Shaukat, 2016) and hotel employees (Karatepe, 2013). Yet, to the researcher’s 

knowledge, the relationships between WFC, burnout, and turnover intentions in general 

and the mediating effect of burnout on the effect of WFC on turnover intentions in 

particular, have not been addressed in the literature thus far. 
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Finally, to the researcher’s knowledge, no studies have examined the associations 

between teaching experience, grade level, and retention of literacy teachers. Also, a study 

on the relationships between WFC, burnout, and turnover after controlling for the 

variables of teaching experience and grade level is lacking in the literature.  

Purpose of the Study 

The goal of this research project is the examination of the relationships between 

WFC, burnout, and turnover intentions among American literacy teachers.  Besides, the 

mediating effect of burnout on the effect of WFC on turnover intentions is examined. By 

using both quantitative and qualitative research approaches, this study aims to provide a 

more illuminating representation of the associations between literacy teachers’ WFC, 

burnout, and turnover intentions.  

Specifically, the researcher used validated self-report scales and semi-structured 

interviews to address the existing gaps in the literature. Furthermore, the study seeks to 

explore the relationships between WFC, burnout, and turnover with and without 

controlling for the variables of teaching experience and grade level. 

Significance of the Study 

The high rate of teacher turnover in public schools has produced adverse effects 

on the quality of education. The financial costs associated with teachers’ replacement are 

also considerably high. In fact, the results of research conducted by Barnes, Crowe, and 

Schaefer (2007) revealed that the annual cost of teacher turnover for American schools is 

about $7 billion. They used the Teacher Turnover Cost Calculator developed by the 

National Commission on Teaching and America’s Future (NCTAF). The study 

investigated the cost of turnover in five districts in the states of New Mexico (two 
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districts), Wisconsin, Illinois, and North Carolina. In order to improve the 

representativeness of the sample, the school districts were chosen from both urban and 

rural areas. Also, a range of different school sizes was considered. The authors 

considered several factors, including recruitment and advertising, administrative 

processing costs, and training for new hires. 

 Moreover, a recent study by Henry and Redding (2018) estimated the direct 

effects of losing a classroom teacher within a year and at the end of a year in North 

Carolina. The authors concluded that an individual teacher turnover in a school causes a 

loss of 32 to 72 instructional days. The authors also reported adverse effects of teacher 

turnover on students’ achievement and instructional effectiveness. 

 The individuals involved in educational policy, research, and practice have 

recognized the negative effect of teacher turnover on teaching quality and instructional 

productivity. Even though considerable amounts of money, time, and energy have been 

dedicated to mitigating this problem, public schools continue to suffer from a teacher 

shortage.  The strong correlations between teachers’ WFC and occupational burnout have 

been reported by numerous studies (e.g., Byron, 2005; Cinamon et al., 2007; Noor & 

Zainuddin, 2011).  

Additionally, a large body of evidence exists, suggesting that teacher burnout is 

one of the central contributors to teacher turnover (Fitchett et al., 2018; Haberman, 2005; 

Ingersoll & May 2012). Therefore, further examination of the interactions between these 

three variables (i.e., WFC, burnout, and turnover) can help educational researchers and 

policy-makers identify the antecedents of teacher turnover and plan to obviate the 

contributing agents as efficiently as possible.  
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A stated in the evidential reports (Heck, 2009; Jacob, 2007; Kukla-Acevedo, 

2009; Zhang, 2006), retention of teachers is imperative for reducing the issue of constant 

recruitment of new and beginning teachers and losing teachers who have started to gain 

experience and could hone their teaching effectiveness (Ingersoll, 2001; Kukla-Acevedo, 

2009). Furthermore, identification of the grade level teachers are teaching can better help 

the policymakers, researchers, and educators to pinpoint the variables leading to literacy 

teachers’ turnover and adopting viable strategies to optimize retention efforts.  

In fact, the available studies which have examined the associations between 

teachers’ years of teaching experience and their grade on turnover have been conducted 

using data after the turnover has happened. Then, the associations between these teacher 

characteristics (i.e., experience and grade level) and turnover intentions, when teachers 

are still in service, have been paid little attention in the literature. 

Research Questions 

The following research questions lead this mixed-method research: 

1. What is the effect WFC in literacy teachers on their burnout and turnover 

intentions? 

2. What is the effect of burnout in literacy teachers on their turnover intentions? 

3. Does burnout mediate the potential effect of WFC on turnover intentions? 

4. How will controlling for the teacher characteristics (i.e., experience and grade 

level) influence the mediation analysis? 

5. How will teachers with higher levels of turnover intentions describe the effects of 

WFC and burnout on their turnover intentions? 
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6. How will teachers’ characteristics of years of experience and teaching grade 

affect their intention to leave? 

Delimitations 

The following are delimitations for the proposed study: 

1. Participants must have a minimum of two years of literacy teaching experience. 

2. Participants must be licensed teachers in American schools. 
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CHAPTER II 

LITERATURE REVIEW 

Introduction 

The existence of strong links between teachers’ burnout, WFC, and turnover intentions is 

well established in the literature. Many studies have provided evidential support for the 

associations between these three variables (Jacobson, 2016; Muasya, 2015; Nohe & Sonntag, 

2014; Noor & Zainuddin, 2011; Rupert, Stevanovic, & Hunley, 2009; Wright & Cropanzano, 

1998). Both WFC and burnout are under the influence of social factors as well as psychological 

factors, and this is the reason the related literature is classically set forth within a psychosocial 

perspective.  

The reason for the inclusion of relevant literature within a psychosocial framework can 

be the efforts of the theoretical and field researchers as to the differentiating between burnout 

and stress or anxiety. While chronic stress and anxiety have been traditionally studied as generic 

clinical variables, the term “burnout” was coined by Freudenberger (1974) as an occupation-

related disorder.  

Indeed, WFC, as an occupational conundrum, is directly and indirectly associated with 

burnout and turnover (Rupert, Stevanovic, & Hunley, 2009). Because both burnout and WFC 

produce adverse effects on individuals’ and the organizations’ health, including turnover, the 

nature of associations between these variables has been a popular topic for researchers in order to 

find ways to increase job retention in nearly all types of occupations.  

It is understood that teachers, who are in the frontline of burnout susceptibility, have been 

subjects of numerous studies in which the effect of WFC on burnout, as well as the effects of 

burnout on turnover are examined. Still, the relationships between the three variables of WFC, 
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burnout, and turnover intentions have not been investigated in a single study. The content 

organization for this chapter is in line with the study design and research questions.  The current 

chapter starts with the presentation of the theoretical framework of this study. Subsequently, the 

chapter includes a discussion of the literature related to the effects of WFC on burnout, WFC on 

turnover intentions, and burnout on turnover intentions with the focus of attention on teachers. 

Finally, a review of the literature pertaining to the relationships between teachers’ years of 

experience and grade level with their retention is presented. 

Theoretical Rationale for the Study 

The theory of conservation of resources (COR) presented by Hobfoll (1989) is the main 

conceptual framework leading the current study. Hobfoll (1989) introduced COR after 

synthesizing multiple theories of stress. The COR, as a broad theory, posits that when individuals 

have limited resources in the face of occupational and/or professional hurdles, they become 

emotionally and/or physically incompetent to cope with the challenges. According to Hobfoll 

(1989), resources are “objects, personal characteristics, conditions, or energies that are valued by 

the individual or that serve as a means for the attainment of these objects, personal 

characteristics, conditions, or energies (p. 516)”.  

For an employee, the continuous imbalance between resources and demands, according 

to the COR, leads to distressing outcomes such as stress, anxiety, burnout, and even decision to 

quit (Hobfoll, 2011; Hobfoll & Freedy, 1993). From this perspective, decisions to leave the job 

are not only reactions against imbalance between resources and demands but also motivated by 

the intentions to conserve the existing resources (Jin, McDonald, & Park, 2018). Once 

occupational and family demands become overwhelming and conflicting, individuals find 

limited resources to obviate these limitations, and this issue can increase stress and burnout 
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(Hobfoll & Freedy, 1993). These tenets of the COR theory have been corroborated by a wealth 

of empirical evidence since the 1990s (e.g., Germeys & Gieter, 2017; Grandey & Cropanzano, 

1999; Jin, McDonald, & Park, 2018; Wilson, 2010).  

Related studies within the theoretical paradigm of the COR have considered burnout and 

stress the negative psychological outcomes while supportive family and occupational 

environments have been regarded as the resources (Wilson, 2010). Accordingly, the 

accumulative job pressure and family-job conflict can result in increased job dissatisfaction and 

turnover intentions (Jin, McDonald, & Park, 2018; Treuren & Fein, 2018). The turnover 

intention, according to the COR, is a way of compensating for the missing resources (Treuren & 

Fein, 2018; Xue, Zhang, & Chen, 2018).  

Lee and Ashford (1996) conducted a meta-analysis within the theoretical background of 

COR in order to identify the correlated of the three subscales of burnout defined by Maslach and 

Leiter (1999). The researchers found that job demands are strongly associated with burnout in 

general and emotional exhaustion in particular. Additionally, the findings revealed that 

emotional exhaustion strongly predicts turnover intentions. Supportive results were later reported 

by Wright and Cropanzano’s (1998) longitudinal study affirming the significant role of burnout 

on turnover intentions. 

One of the chief comprehensive empirical studies corroborating the tenets of COR in 

organizational psychology is the model later produced by Demerouti, Nachreiner, Bakker, and 

Schaufeli (2001). The new model, called the COR model of burnout, was proposed as a result of 

a confirmatory factor analysis in which the COR was tested. Accordingly, the outcome 

confirmed that overlaps and conflicts between family and work roles lead to stress and burnout, 

which, in turn, lead to negative organizational outcomes, including turnover intentions.  The 
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indicators subsumed under the factor of job demands in their study included the time pressure 

and workload.  In another study, Taris, Schreurs, and Van Iersel-Van Silfhout (2001) reported 

that job strains (including burnout) and psychological withdrawal (including turnover intentions) 

are influenced by job demands and workload. In sum, considering the existing literature and the 

research questions of this study, the COR theory provides a robust theoretical framework for the 

current study backed up by extensive empirical findings.  

Teachers’ Work-family Conflict (WFC) and Burnout 

The research on the reciprocal effects of familial roles and occupational roles started in 

the 1950s rooted in the fields of sociology and psychology. Social psychologist Theodore Sarbin 

(1954) has been classically considered the pioneer of research on the concept of “social role” and 

“role theory.” Sarbin (1954) defined role as a “patterned sequence of learned actions or deeds 

performed in an interaction situation” (p. 223). The social roles people assume bring about role 

obligations and expectations (Biddle, 1979). According to Stewart (1990), role conflict emerges 

once obligations attached to a social role disaccords with the obligation attached to another social 

role.  

The subject of WFC started to gain popularity in the 1980s in tandem with the growth of 

fields of organizational psychology and occupational health (Frone, Russell, & Cooper, 1997; 

Netemeyer, Boles, & McMurrian, 1996). Allen, Herst, Bruck, and Sutton (2000) were among the 

first researchers who conducted a comprehensive systematic review in search of the subsequent 

predicaments brought by WFC. A range of different professions was examined in their study. 

The professions included were accountants, teachers, police officers, employed graduate 

students, retail managers, engineers, and nurses. The main psychological complications 
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statistically predicted by WFC were found to be anxiety, low job satisfaction, general life stress, 

job-related stress, depression, and burnout.  

Comparatively, outside teacher-related context, there is ample evidential support 

indicating the direct effect of WFC on burnout. For instance, Dacey (2019) reported a significant 

effect of WFC on burnout among police officers, firefighters, and correctional officers in New 

York. Similar findings were reported for computer section professionals (Golden, 2012), 

salespeople in the media sector (Boles, Johnston & Hair, 1997) as well as nurses and engineers 

(Bacharach, Bamberger & Conley, 1991). Rubio, Osca, Recio, Urien, and Peiro (2015) 

undertook longitudinal research on a sample of 242 Spanish Army personnel. The results 

demonstrated a reciprocal effect between WFC and emotional exhaustion. That is, WFC can 

significantly affect emotional exhaustion, and simultaneously, emotional exhaustion may 

escalate WFC.   

Among teaching staff, Noor and Zainuddin (2011) investigated the relationships between 

WFC, burnout, and emotional labor among 102 female Malaysian teachers. The participants’ 

ages were between 26 and 57 years, and they had teaching experience ranging from 1 to 34 

years. Their main finding was that WFC strongly predicts teacher burnout. Additionally, the 

authors reported that teachers’ WFC mediated the effect of emotional labor on burnout (Noor & 

Zainuddin, 2011).  

Muasya (2015) conducted a similar study in Kenya. The participants were 375 female 

teachers who filled out both closed- and open-ended questionnaires. The qualitative content 

analysis of the data obtained by the open-ended questions revealed that teachers consider the 

work overload at school and home plus high expectations from them in these two settings as 

significant contributors to their burnout and job dissatisfaction. The regression analysis also 
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confirmed the qualitative findings in that WFC significantly predicted burnout indicators, 

including emotional exhaustion and cynicism toward job. Likewise, Cinamon et al. (2007) 

examined the effect of WFC on 213 Israeli high school teachers. The researchers collected data 

via self-report questionnaires and conducted a linear regression analysis. The results confirmed 

the significant effect of WFC on teachers’ burnout.  

Frone, Russell, and Cooper (1997) proposed a hypothetical model named “work-family 

interface” to describe potential areas of interference between work-life and family-life as well as 

the effects of this interference on the psychological health of employees. More specifically, the 

authors looked for the antecedents of work-family interference and the subsequent effects of it on 

jobholders’ lives. Participants were 1,933 randomly sampled employees from different sections 

and organizations in New York. The outcome of several path analyses revealed that job stressors 

and family stressors predict WFC, and WFC, in turn, leads to psychological distresses, including 

depression. Teachers’ experiences of stress can result from their perceptions of demands and can 

be coupled with the inability to meet those demands (Martinetz, 2012).  

Teachers’ anxiety, distress, and burnout can be due to an overlapping of personal and 

professional commitments, which are closely and directly associated with WFC (Warren & 

Sorges, 2013). As such, Burke and Greenglass (1993) found that work stressors significantly 

contribute to higher levels of teacher burnout. In a sample of 833 Canadian teachers, the 

researchers examined the effects of role conflict, social support, and demographic variables on 

teachers’ burnout via hierarchical regression analysis. From the three independent variables 

included in the model, only work stressor was found to be a strong predictor of burnout. In sum, 

research findings in educational and non-educational contexts affirm the significant relationships 

between WFC and occupational burnout. 



TEACHERS’ WORK-FAMILY CONFLICT, BURNOUT AND TURNOVER                                     21 

 

Teachers’ Work-family Conflict and Turnover Intentions 

There are a limited number of studies examining the effects of WFC on turnover 

intentions within the educational contexts. Yet, the existing research on employees in other 

organizations suggests strong links between WFC and turnover intentions.  Amstad, Meier, 

Fasel, Elfering, and Semmer (2011) conducted a meta-analysis of 356 studies on the 

consequences of WFC. The larger effect sizes were found to be for the effect of WFC on job 

satisfaction and other work-related issues, including burnout and turnover intent.  Additionally, 

the findings suggested that WFC negatively influenced job productivity, employer-employee 

relationship, and working atmosphere.  

Other related studies have also reported that WFC negatively influences job 

dissatisfaction, marital life dissatisfaction, and decreased job commitment (Allen et al., 2000; De 

Simone, Lampis, Lasio, Serri, Cicotto, & Putzu, 2014; Nohe & Sonntag, 2014) and these 

variables, in turn, lead to turnover (Lambert, Hogan, & Barton, 2001; Nohe & Sonntag, 2014).  

Nohe and Sonntag (2014) undertook a longitudinal study and reported a reciprocal 

relationship between turnover intentions and WFC, meaning that increased levels of WFC 

strongly predict turnover intentions, and employees with higher levels of turnover intention had 

higher levels of WFC. In response to the WFC, overwhelmed teachers may choose to leave their 

job (Nohe & Sonntag, 2014).   

Provasnik and Dorfman (2005) found that approximately 55% of American public school 

teachers considered the interference between family and work roles as one of the leading 

contributors to job dissatisfaction. Sorensen, McKim, and Velez (2016) examined the effect of 

WFC on teacher turnover among a random sample of 234 American secondary school 

agriculture teachers. The authors found that WFC significantly predicted turnover intentions 
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among teachers. Moreover, the teachers that participated in their study stated that the 

interference between their career commitment and family roles incited them to think about 

quitting. Similar findings were reported among a large sample of 1,704 American agriculture 

teachers by Crutchfield, Ritz, and Burris (2013).   

Within the Asian context, Panatik, Badri, Rajab, Rahman, and Shah (2011) investigated 

the effects of WFC on turnover intentions in a random sample of 100 Malaysian teachers. The 

outcome of multiple regression attested the significant contribution of WFC on turnover 

intentions among the teacher participants of their study. 

Teachers’ Burnout and Turnover Intentions 

The positive and significant effect of occupational burnout on turnover intentions has 

solid theoretical and empirical support in the literature across numerous occupations. According 

to the outcome of a large-scale study on more than 1,800 American counselors, Ducharme, 

Knudsen, and Roman (2008) reported emotional exhaustion, which is the axiomatic component 

of burnout, is the most significant predictor of turnover intentions.  

This conclusion coincides with Kahill’s (1998) review of empirical data obtained 

between 1974 and 1984 on the burnout symptoms among multiple professions within the human 

services professionals, including teachers, police officers, and mental health workers. The author 

found correlations between burnout and turnover intention to range from r = 0.21 to r = 0.68.  

 Matofari (2014) examined the associations between burnout and turnover intentions 

among 1,302 instructors at Oklahoma State University. The correlation coefficient was reported 

to be statistically significant (r = .52, p < .05).  Furthermore, qualitative studies have 

corroborated these findings. For instance, Jacobson (2016) used a case study method to examine 

the consequences of burnout for five high school teachers in New Jersey selected via purposeful 
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sampling. He used Vygotsky’s social development theory as the theoretical framework and 

questioned burned out teachers about the factors contributing to their burnout and how those 

factors might affect their attitude toward their jobs and what the consequences of their attitude 

change can be. The results of in-depth interviews indicated that burnout is the leading potential 

motive for teachers to consider leaving their job.  

These statements were corroborated by another qualitative study conducted by Beebe 

(2017) on a group of American special education teachers. Beebe (2017) used a convenience 

sampling method and conducted semi-structured interviews on 16 public school special 

education teachers in Georgia. The outcome of content analysis revealed that lack of 

administrator support leads to stress and burnout, which in turn, leads to special education 

teachers’ turnover. 

In addition to other studies within the context of American public schools, Piscitella 

(2016) studied the effect of stress and burnout on attrition of 382 math teachers. To gauge their 

potential attrition, the researchers asked the participants if they have considered quitting their job 

(i.e., teacher turnover intentions). The results demonstrated that teacher burnout level has 

significant correlations with teachers’ consideration of leaving their job.  

Another noteworthy finding is that the author found that the contribution of teacher 

burnout on attrition intentions was not statistically different for different groups in terms of 

geographical locations of schools (urban, rural, and suburban) and gender. This finding is notable 

in that the effect of burnout on attrition intention is similar for teachers working in different 

school settings and school types as well as in both genders.  

In sum, there is extensive research on the associations between burnout and turnover 

intentions in both educational and non-educational contexts. The existing literature stems from 
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both qualitative and quantitative research in different occupational and geographical settings. 

However, the research in the educational context has yet to examine the potential mediating 

effects of burnout on the effects of WFC on turnover. Moreover, the effects of teaching grade 

and years of experience on turnover intentions have been understudied. In light of the existing 

literature, the current study proposed a model for the investigation of the relationship between 

these variables among literacy teachers.  

Teacher Characteristics and Teacher Retention 

Kelly (2004) conducted an event history analysis based on the data from 1990–1991 

Schools and Staffing Survey and the 1992 Teacher Follow-up Survey to examine the 

contributors to teacher attrition in American public schools. He utilized an event history analysis 

model because it is “the appropriate analytic framework to investigate general determinants of 

teacher attrition because it models when teachers leave a school rather than considering which 

teachers leave at a particular point in time” (p. 196).  

Kelly (2004) used Stratified Cox Proportional (SCPH) presented by Cox (1972), which is 

a regression model, to analyze the effect of multiple factors (school and individual characteristics 

of teachers) on the rate (referred to as hazard rate) of an outcome variable (here attrition) at a 

specific temporal point. In other words, Kelly (2004) appraised the estimates of teachers’ 

attrition rate in each academic year. The author reported that teachers with less than 5 years of 

teaching experience have higher rates of attrition than their colleagues with more than 5 years of 

teaching experience have. The output of the hazard function estimates revealed that the hazard 

for teachers with 3-4 years of experience is very high (.07), and the hazard consistently decreases 

(.02) until the 14th year of teaching when the hazard remains steady until the retirement. 
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Zhang (2006) studied the teacher characteristics that are related to teacher retention. The 

data were gathered from the surveys of the 1999-2000 School and Staffing Survey (SASS) and 

2000- 2001 Teacher Follow-up Survey (TFS). The author found that years of experience has a 

moderating effect on the direct path from job satisfaction to job retention. In other words, the 

moderator (teaching experience) changed the strength of the potential effect from job satisfaction 

to retention. The results of the correlational analysis also indicated that years of teaching 

experience has a significant negative correlation with teacher turnover rate.   

Borman and Dowling (2008) conducted a meta-analysis of 34 studies on moderator 

variables that contribute to teacher turnover. The review of studies that considered the years of 

experience as either a categorical variable or continuous variable demonstrated that the odds of 

teachers with more than 5 years of teaching experience leaving their job was 1.57 larger than 

teachers with less than 5 years of experience. This finding does not conform to the outcome of 

the majority of related studies in the literature, mostly conducted later, concerning the 

relationships between years of experience and turnover of teachers. It can be the result of 

inclusion criteria set by the authors. 

The authors contend that they excluded many studies on two major accounts. First, the 

excluded studies which used a data analysis design that did not allow the calculation of attrition 

probabilities or studies which failed to report information about the sample sizes by the 

moderator demographic variables including teacher experience. Second, multitudes of excluded 

studies were based on samples or data already reported in other included studies. 

Hancock and Scherff (2010) examined the English teachers' risk for attrition considering 

their personal characteristics. The authors used the report by the National Center for Educational 

Statistics (NCES) in 2003 and 2004. The data were from a large sample of 4,520 full-time 
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English and language arts teachers in New York. The outcome of logistic regression analysis and 

adjusted Wald test showed that an English teacher with more than 5 years of teaching was less 

likely to be considered as a high attrition risk compared to the teachers with 5 or fewer years of 

teaching experience. 

Hughes (2012) investigated the effects of teacher characteristics, including years of 

experience, on the retention of 782 American public school teachers. The results of step-wise 

regression suggested that experienced teachers (more than 10 years) are less likely to quit than 

their colleagues with less experience are (less than 10 years). Notably, teachers with more than 3 

years of experience were three times less likely to quit and teachers with more 10 years of 

experience were seven times less likely to quit. 

The relationships between another teacher personal characteristic, namely school level, 

and turnover has been, albeit limitedly, studied. With respect to the relationships between 

teachers’ grade and school level, literature has remained inconclusive. The national turnover rate 

for elementary school and middle school teachers were the same in 2013 (Goldring et al., 2014). 

Accordingly, the turnover rate for elementary school was 16% and 15.9% for middle school 

teachers (Goldring et al., 2014). 

A study by the Texas Educational Agency (1994) on the effects of teacher characteristics 

on retention of 219,338 Texas teachers showed that the rate of retention of teachers in 

elementary schools is higher than the retention rate for teachers in secondary schools. The report 

showed 45% of secondary school teachers quitted within 5 years in service compared to 38% of 

attrition for elementary school teachers within their first 5 years of service. These findings were 

echoed by a recent report published by the State Board of Education of the District of Columbia 
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(2018) exhibiting that middle school teachers have a higher rate of turnover (32%) compared 

with elementary and high school teachers (25%). 

Redding and Henry (2019) examined the monthly turnover rate among more than 4,000 

teachers in the state of North Carolina. Their method was distinct from the previous related 

research in that they did not consider the rate of turnover annually. Instead, they examined the 

within-month turnover rate of teachers starting their careers in the years of 2009, 2010, and 2011. 

The results of discrete-time survival analysis revealed that elementary school teachers, compared 

to middle and high school teachers, had a higher risk of turnover within the school. 
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CHAPTER III 

METHODOLOGY 

Study Design 

The design chosen for this study was mixed-method. The mixed-method design has been 

growing since the 1980s because it is advantageous to single-methods on the grounds of validity 

and generalizability (Morse, 2003). According to Dörnyei (2007), the use of mixed-method 

research, especially in social sciences and humanities, allows the researchers to interpret and 

generalize their findings more confidently.  

By its nature, mixed-method research includes qualitative and quantitative sections. 

While the qualitative part may provide a more in-depth exploration of a theory, phenomenon, 

hypothesis, and intervention, the quantitative part paves the ground for establishing the 

generalizability of findings to larger populations (Dörnyei, 2007; Morse, 2003). 

Participants and Sampling 

Prior to starting the study, the author obtained approval from the Institutional Review 

Board (IRB). According to Kenny and Judd (2014), the preferred minimum sample size for 

mediational analysis is N = 100 (Kenny & Judd, 2014; Miočević, O’Rourke, Mackinnon & 

Brown, 2017). The participants of this study were 164 literacy teachers with at least one year of 

teaching experience nationwide. A convenience sampling was used for the recruitment of 

participants. A convenience sampling technique is a non-probability method, according to which 

the participants are chosen based on their availability and/or proximity (Wengraf, 2004). 

Given that the current research employed a mixed-method design, there were quantitative 

and qualitative strands. The participants of both qualitative and quantitative studies were from 

the same pool of literacy teachers. For the qualitative study, extreme instance sampling, which is 
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a subcategory of judgmental or purposive sampling, was used (Palinkas, 2015). Therefore, five 

people with higher scores on the teacher turnover intentions scale were subject to semi-structured 

interviews.  

The surveys were online, and the participants were invited to participate by an invitation 

email sent to them individually. The follow-up invitations for the interviews were also via email.  

Qualtrics, which is an online survey tool, was administered for data collection. 

Instruments for Quantitative Study 

Turnover Intentions 

 The turnover intention scale (TIS-6) (Bothma & Roodt, 2013) was utilized to gauge the 

turnover intention of the participants. The 5-point Likert scale, which includes six items, was 

validated by the original authors, and the reliability index of .80 was reported. The score of items 

ranges from 1 (never/to no extent/highly unlikely) to 5 (always/to a very large extent/highly 

likely). Examples of items are “How often do you dream about getting another job that will better 

suit your personal needs?” and “How often have you considered leaving your job?”. A higher 

score on the scale indicates a higher level of turnover intention by the employee.  

The Work-Family Conflict  

The 6-item work-family conflict scale developed and validated by Matthews, Kath, and 

Barnes-Farrell (2010) was used the measure the WFC level of the participants. The aim of 

developing this scale was the provision of a global and short self-report measure that can be 

administered and scored efficiently. One of the noteworthy features of this scale is that it has 

incorporated items related to the spillover of conflicts from work to family and from family to 

work.  
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The original internal consistency index reported by Matthews et al. (2010) was .79. The 

measure entails 6-items with a 5-point Likert scale ranging from 1 (strongly disagree) to 5 

(strongly agree). Examples of items are “I am often so emotionally drained when I get home 

from work that it prevents me from contributing to my family” and “Because I am often stressed 

from family responsibilities, I have a hard time concentrating on my work.” A higher score on 

the scale indicates a higher level of WFC. 

Occupational Burnout 

 In this study, burnout levels were gauged using the Shirom-Melamed Burnout Measure 

(SMBM) developed and validated by Shirom (2005). The SMBM is a Likert-type 14-item scale 

consisting of three subscales: physical fatigue, cognitive weariness, and emotional exhaustion. 

The scores of items range from 1 (never or almost never) to 7 (always or almost always).   The 

participants are requested to measure items based on their feelings at work over the past month. 

Examples of items are “I have no energy for going to work in the morning” and “I feel I am 

unable to be sensitive to the needs of coworkers and students.”  

According to the developers, the total mean score of this scale shows the level of burnout. 

As such, a higher overall score shows higher levels of burnout, and lower scores show lower 

levels of burnout syndrome. Numerous studies have validated the scale. For instance, the internal 

consistencies of .94 and .91 have been reported for the global mean score of the scale (Armon, 

Shirom, Shapira, & Melamed, 2008; Melamed, Shirom, Toker, & Shapira, 2006). 

Teacher Characteristics 

The teachers were asked to specify their current age, teaching grade, years of teaching 

experience, education level, and race/ethnicity. The questions about the teacher characteristics 
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were answered before the start of the main surveys. The variables of years of teaching experience 

and teaching grade were used as the covariates. 

Quantitative Study Procedure 

Initially, the survey instruments were distributed among participants. Upon completion of 

the data collections via self-report surveys, the correlations between the study variables (WFC, 

burnout, turnover intention) were analyzed. The mediation analysis of the proposed model was 

conducted with structural equation modeling (SEM) using the maximum likelihood estimation 

method in SPSS AMOS (version 23).   

A mediation model aims to identify and explain the mechanism which underlies a 

relationship between an independent variable and a dependent variable through the inclusion of a 

third variable, referred to as a mediator variable. Correspondingly, instead of a direct effect of 

the independent variable on the dependent variable, a mediation model suggests that the 

independent variable affects the mediator variable, which in turn affects the dependent variable. 

As such, the mediator variable strives to clarify the nature and mechanism of the relationship 

between a predictor and an outcome. In a full mediation model, the inclusion of the mediator 

totally drops the effects of independent variable on dependent variable to zero. In a partial 

mediation, the mediating variable accounts for some of the relationship between the independent 

variable and dependent variable. The proposed model guiding this study is depicted in figure 1.  
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In the proposed model, the exogenous variable was WFC. The endogenous variables 

were turnover intentions and burnout. The guidelines provided by Barron and Kenny (1986) 

were used for the mediation analysis. By conducting the mediation analysis, the direct effect, 

indirect and total effect of WFC on the turnover intention were calculated.  

The indirect effect of WFC on turnover intention was obtained by multiplying the direct 

effect of WFC on burnout by the direct effect of burnout on turnover intentions. Finally, the total 

effect of WFC on turnover intentions was computed by summing the indirect effect of WFC on 

turnover intentions and the direct effect of WFC on turnover intentions. 

Qualitative Study Data Collection and Procedure 

Qualitative studies are known to help researchers obtain deep insights into individuals’ 

affects, ideas, worldviews, prior experiences, and life episodes (Taylor & Bogdan, 1998). One of 

the primary tools for data collection within the framework of a qualitative paradigm is 

interviewing. Interviews are generally of three types: structured, unstructured, and semi-
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structured (Wengraf, 2004). As the names suggest, structured and unstructured interviews are on 

the two ends of a continuum.  

Structured interviews or survey interviews include pre-determined short questions the 

interviewer asks the interviewees, while unstructured interviews are not guided by any 

predetermined questions. Instead, unstructured interviews develop as the interview moves on 

without any consistent organization of content or questions. Finally, semi-structured interviews 

strive to strike a balance between the compositions of structured and unstructured interviews 

(Wengraf, 2004). 

The design of the interview was based on the deductive approach. The inductive approach 

of interviewing is by far the most commonly used approach for interviews. Rooted in the tenets 

proffered by the grounded theory, the inductive interviews are fitting for studies on a new (or 

unique) experience or phenomenon without any researchers’ predispositions (Brinkmann, 2013). 

The deductive approach, on the other hand, is implemented when the researcher has an 

undetailed presupposition about the phenomenon or experience being studied (Brinkmann, 

2013). In addition, Johnson and Rowlands (2012) contend that the deductive approach toward 

interviewing is preferred in contexts in which the researcher seeks exploration or explanation of 

the nature or form of the associations between variables.  This study used a deductive approach 

because the interview protocol questions and data analysis of interviews are theory-driven.  

According to Flyvbjerg (2006) and Brinkmann (2013), extreme case sampling can be the 

best sampling method for deductive interview design since extreme case sampling enables the 

researcher to deduce potential findings from a sample to a larger group of people who might 

have the same experience with the phenomenon under study (Brinkmann, 2013). As noted 
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earlier, five people with higher scores on the teacher turnover intentions scale were subject to 

semi-structured interviews.  

The selection of extreme case sampling is based on three premises (Palinkas et al., 2015; 

Seawright, 2016; Vasileiou, Barnett, Thorpe, & Young, 2018) : (a) they advantageous for they 

would provide revealing insight about a particular phenomenon or experience, (b) they can 

produce informative lessons, guidelines or cases of representative archetype, that guide future 

research and practice; and (c) they represent the purest form of experience by enhancing the 

credibility of qualitative analysis, which in turn, can lead to more confident generalizations. 

Semi-structured interviews are a combination of open-ended and close-ended inquiries. 

Commonly, semi-structured interviews encompass short questions followed by wh-questions 

(e.g., why, what) asking for further description and/or explanations. The data were collected by 

online video calls via the Zoom application. The questions asked were formulated according to 

the guidelines delineated by Kvale (1996).  

 The content of the questions was selected from two primary sources. First, the researcher 

consulted the qualitative interview questions used in previous related studies conducted by 

Mazerolle (2005) and Coberley (2015). Second, the author used the items included in the 

instruments used in the quantitative study part of this dissertation with some minor modifications 

to facilitate the flow of conversation.  

The questions were organized consistent with the research questions. Correspondingly, 

the interviewees were asked about the role of WFC in their life. Also, the interviewees were 

asked about the potential causes of burnout and turnover intentions. The interview guides, 

protocol, as well as a complete list of interview questions are presented in appendix A.  
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Qualitative Data Analysis  

Thematic content analysis (TCA) was conducted for the analysis of data. Thematic 

content analysis refers to the systematic search and organization of recurring patterns or themes 

within a body of data (Braun & Clarke, 2006). In general, themes are composed of labels, usually 

referred to as codes. These labels or codes are short but informative analytic units reiterated 

within data and are extracted by the analysts conforming to the research hypotheses or aims 

(Braun & Clarke, 2006). The data were manually coded by the researcher. The QSR 

International's NVivo 12 software (2014) was used for the categorization of codes and 

organization of themes. A list of themes and their definitions have been provided in the appendix 

D.  

Even though qualitative research data collection and analysis are more subjective and 

flexible than those of quantitative inquiries, validation of findings is of utmost importance for 

researchers. Validation or rigor evaluation in qualitative research means the procedures adopted 

by the researchers to ensure the outcomes of analyses and conclusions genuinely reflect what the 

participants say or how they conceive their experiences (Ravitch & Carl, 2016). The researcher 

used member-checking or follow-up participant validation for this part of the study. Accordingly, 

upon completion of data analyses, the researcher turned in the results to the participants to see if 

the themes and/or data interpretations, as well as conclusions drawn, are consistent with what the 

participants meant to convey.  
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CHAPTER IV 

RESULTS 

Quantitative Study 

The quantitative section of the research probed into the relationships between WFC, 

burnout, and turnover intentions among literacy teachers. Self-report surveys of WFC, burnout, 

and turnover intentions were utilized for data collection, and structural equation modeling (SEM) 

was used to examine the mediating effect of burnout on the effect of WFC on turnover 

intentions. The answers of four participants were not considered for analysis because they did 

not answer to all of the questions in the survey. The response rate was 5.46 %. The descriptive 

statistics are presented in Table 1. 

  

As to the gender of the participants, there were 15 males and 149 females. The average age 

was 42 years old with the youngest being 23 and the oldest being 69. Concerning marital status, 

112 were married and 52 were single. The results of an independent t-test indicated that there are 

no significant differences between elementary and non-elementary teachers in terms of WFC, t 

(162) = .01, p = .99, burnout, t (162) = -.79, p = .43, and turnover intentions, t (162) = -1.09, p = 

.28. Structural equation modeling analysis (maximum likelihood) was used for the examination of 

the relations and mediating effects among teachers’ WFC, burnout, and turnover intentions. 

Specifically, in response to research question 3, the analysis examined whether burnout has a 

Table 1 
 
Descriptive statistics 

 

      

                Work-family 
        Conflict 

Burnout Turnover 
Intentions 

Years of 
Experience 

 N M SD  M  SD  M  SD  M  SD 

Elementary (Literacy) 105 22.35 6.57  3.59  1.19  15.33  4.87  13.47  9.04 

Non-elementary 59 22.31 5.89  3.75  1.21  16.38  5.18  15.59  10.62 

Total 164 22.34 6.30  3.64  1.19  15.65  5.07  14.15  9.68 
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mediating effect on the effect of WFC on turnover intentions. The correlations between the 

variables are in table 2. All the correlations are significant at the 0.05 level (2-tailed). 

 

 

 
The direct effects of WFC on burnout and turnover intentions, as well as the direct effect 

of burnout on turnover intentions, were investigated before analysis of the mediating effect of 

burnout (mediating variable). In order that the findings be comparable to other measures or 

studies, standardized regression weights are reported.  The first model examined the impact of 

WFC on burnout.  The results indicated that the standardized regression weight for the effect of 

WFC on burnout (β = .67, p < .001) is significant. The second model found that the effect of 

WFC on turnover intentions was also statistically significant. (β = .53, p < .001). Furthermore, 

burnout significantly predicted turnover intentions (β = .66, p < .001).  

Subsequently, the guidelines presented by Baron and Kenny (1986) were used to conduct 

the mediation analysis. Figure 2 depicts the path analysis for the mediational model, including 

the standardized Beta weights. 

 

 

 
Table 2  
 

Pearson’s Correlations 

 Work-Family Conflict Burnout Turnover Intentions 

Work-Family Conflict 1   

Burnout .67* 1  

Turnover Intentions .53* .66* 1 

Note. N=164. * p < .05 
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Figure 2. Mediation model being tested. Dotted line indicates statistically non-significant 
correlation 

 

As depicted in the model, WFC is the predictor, burnout is the mediator, and turnover 

intentions is the outcome variable. The model is just-identified (df = 0) indicating a perfect fit 

(Kenny, 2011). In the mediation model, the direct effect of WFC on burnout (β = .67, p < .01) 

and the direct effect of burnout on turnover intentions (β = .56, p < .01) are statistically 

significant.  Furthermore, the direct effect of WFC on turnover intentions is statistically 

significant (β = .16, SE = .06, p = .04). In response to research question 3, this outcome confirms 

the mediational hypothesis as to the fact that the inclusion of burnout as the mediator variable 

partially mediated the effect of WFC on turnover intentions. 

The indirect effect of WFC on turnover intentions through burnout was computed by 

multiplying the direct effect of WFC on burnout by the direct effect of burnout on turnover 

intentions (.67 × .56 = .37). In order to calculate the total effect of WFC on turnover intentions, 

the indirect effects of WFC on turnover intentions through burnout (.37) was summed up with 

the direct effect of WFC on turnover intentions (.16). Therefore, the total effect of WFC is .53.  

Table 3 displays the direct, indirect, and total effects of WFC and burnout on turnover intentions.  

 

 



TEACHERS’ WORK-FAMILY CONFLICT, BURNOUT AND TURNOVER                                     39 

 

Table 3 
 
Standardized direct, indirect, and total effects on turnover intentions 

 Direct Indirect Total 

Work-Family Conflict .16 .37 .53 

Burnout .56  .56 

The next stage was in response to the fourth research question. After running the first 

four models, four similar models were run using SEM, but this time the variables of years of 

teaching experience and school level (elementary vs. non-elementary) were controlled and were 

included in the models as covariates. The first model examined the beta weight from WFC to 

burnout. The results demonstrated that the standardized regression weight for the effect of WFC 

on burnout (β = .67, p < .001) and WFC on turnover intentions (β = .52, p < .001) were both 

statistically significant. Furthermore, burnout significantly predicted turnover intentions (β = .66, 

p < .001) after controlling for the effects of teacher experience and grade level. 

Related to the fourth research question, in the mediation model, the direct effect of WFC 

on burnout (β = .67, p < .01) and the direct effect of burnout on turnover intentions (β = .57, p < 

.01) are both statistically significant. Furthermore, the direct effect of WFC on turnover 

intentions is statistically significant (β = .14, SE = .06, p = .04). The model is just-identified (df = 

0) indicating a perfect fit (Kenny, 2011). 

This outcome confirms the mediational hypothesis as to the fact that the inclusion of 

burnout as the mediator variable mediated the effect of WFC on turnover intentions after 

controlling for the variables of teacher experience and grade level. The regression beta weights 

for the effects of teaching experience and grade level on turnover intention were -.05 (p = .35) 

and .06 (p = .28), respectively, indicating that they did not have an impact on turnover intentions, 

nor did they meaningfully impact the relations among WFC, burnout, and turnover intentions. 
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The indirect effect of WFC on turnover intentions through burnout was computed by 

multiplying the direct effect of WFC on burnout by the direct effect of burnout on turnover 

intentions (.67 × .57 = .38). In order to calculate the total effect of WFC on turnover intentions, 

the indirect effects of WFC on turnover intentions through burnout (.38) was summed up with 

the direct effect of WFC on turnover intentions (.14). Therefore, the total effect is .52.  In sum, it 

can be concluded from these results that burnout is a significant mediator between WFC and 

turnover intention. 

Qualitative Study Findings 

Overview of Findings 

The researcher used Nuance Dragon Professional 15 (2016) to transcribe 141 minutes of 

interview speech. Since a deductive approach was taken for the content analysis, unlike inductive 

or grounded thematic analysis, which starts with open or descriptive coding, the analysis was 

started with a categorical coding. In other words, the open coding was not necessary since the 

related codes have been mostly known to the researcher in light of the existing literature. 

Individual cases were created for each of the five participants in NVivo.  

The textual content was studied several times, and initial themes were identified. The 

secondary analysis sought the sub-themes forming the main themes. The major themes that 

emerged out of the data were: issues related to administration, issues related to parents, students’ 

misbehavior, and low pay.  

Figure 3 illustrates the relationships between the themes and sub-themes answering the 

research question, which pertains to how teachers with higher levels of turnover intentions would 

describe the effects of WFC and burnout on their turnover intentions. In general, parents’ 
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behavior and students’ disruptive behavior were the main contributors to teacher burnout and 

turnover. 

Participants’  Introduction 

The participants have been assigned English letters so that their anonymity be kept.   

 Participant A is a 31-year old married female elementary teacher teaching 3rd grade. She 

has been an educator for 7 years. She has no kids, spends 44 hours in school per week, 

and spends 6 hours on job-related duties at home per week. 

 Participant B is a 35-year old married female elementary teacher. She teaches K-5. She 

has been an educator for 14 years. She has one kid, spends 40 hours in school per week, 

and spends 4 hours on job-related duties at home per week. 

 Participant C is a 41-year old married female elementary teacher. She teaches ELA in 3rd 

grade. She has been an educator for 10 years. She has one kid, spends 60 hours in school 

per week, and spends 4 hours on job-related duties at home per week. 

 Participant D is a 45-year old married female high school teacher. She has taught ELA in 

the 9th, 10th, 11th, and 12th grades. She has been an educator for 11 years. She has four 

kids, spends 10 hours in school per week, and spends 5 hours on job-related duties at 

home per week. 

 Participant E is a 45-year old married female high school teacher. She teaches Math and 

Social Studies in 4th grade. She has been an educator for 8 years. She has four kids, 

spends 48 hours in school per week, and spends 2 hours on job-related duties at home per 

week. 
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Administrator-Induced Issues 

The following themes are directly or indirectly related to administrators. In this study’s 

context, administrators also include educational policy-makers, managers, and principals. The 

researcher believes that the administrator-induced issues effect on burnout and turnover is 

moderated by teachers’ pay. Further explanations and examples are provided below.  

Work-family Conflict.   The participants voiced their concern about the negative effects 

of excessive workload imposed on them, which has caused conflict between their professional 

and familial roles. More specifically, they referred to the spillover from their professional life to 

their personal life. Two of the participants states the conflict is reflected in their lack of energy at 

home and feelings of emotional fatigue. As participant C states: 

I am constantly working at home because I have to be proficient at my job. 

Teachers are afraid of being fired from the job they love so [they] just put up with 

overwork and [this] causes burnout. 

Lack of Moral and Professional Support. The participants complained about 

the persistent high expectations from the administrators. They were disappointed in the 

lack of moral support as well. The participants maintained that they do some works for 

the sake of students for free while these works are out of contract, but administrators do 

not appreciate it. Moreover, according to the participants, the administrators do not 

address teachers’ issues properly and efficiently. Two of the participants mentioned that 

the main solution put forth by administrators is changing grades. There is also a lack of 

respect for teachers’ time, privacy, and wishes. As participant B mentions, “There is no 

respect or accolades for teachers”.  
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Parent-Induced Issues 

The following themes are directly or indirectly related to parents. In this study’s context, 

parenting refers to the parental duties, which are duties and/or responsibilities related to 

schooling and academic progress of students. The researcher believes that parenting-induced 

issues have a reciprocal relationship with the students’ misbehavior. Further explanations and 

examples are provided below.  

Lack of Respect. The participants believe parents do not respect the energy and time 

spent on their children by their teachers.  Accordingly, parents see teachers responsible for any 

conflict between their kids and other kids or between their kids and the teachers. Also, the 

parents constantly contact teachers 24/7 complaining about the aforementioned issues. As 

participant B cites an example, “a parent called me at midnight saying that a child had picked on 

her child and she threatened to call the police the first thing of the morning of the next day about 

that”. 

Parent Behavior. The participants unanimously complained about the irresponsibility of 

some parents toward their children’s schooling affairs. This irresponsibility is reflected in 

negligence in following the academic progress of their kids, avoiding paying for school-related 

materials, and ineffective management of their kids’ disruptive behavior toward teachers and 

peers. Participant C believes she may change her job because she does not want to deal with 

parents' and students' misbehavior.  

Another point of concern, as cited by the participants, is some parents’ negligence in 

checking the academic progress of their kids and helping them with homework or other school-

related affairs. Participants also mentioned that some parents are not willing to pay any money 

on school-related material, while teachers usually spend a lot of money out of pocket just to help 
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the kids to learn and progress better. Finally, many parents seem to be excessively lenient on 

their kids’ disruptive behavior and/or skipping their homework. As one example, participant E 

states, “after [being said] their kids do not do the assignment, [a parent] told me he does not do it 

because [he] does not like it”. This section can be concisely summarized in the statements of 

participant D, who states, “Families wash their hands of their kids’ schooling and they expect 

[only from] teachers to deal with kids’ needs”. Hence, the researcher believes that irresponsible 

parenting and disruptive behavior of students have a reciprocal relationship with each other. 

Disruptive Behavior of Students. The major factor leading to burnout and turnover 

reiterated by the participants is the disruptive behavior of students. It is reflected in the accounts 

of all the participants, and every individual participant cited disruptive behavior either directly or 

indirectly causes burnout and turnover. Participants C and A affirm that disruptive behavior is 

the main cause of burnout and turnover intentions for them and their colleagues. In participant 

E’s words, “lack of respect from students is the main cause of teachers’ looking for other jobs”. 

 Low Pay as a Moderator. The researcher believes, as the analyses shows, the strength 

of the effect of administer-related issues and burnout is moderated by the influence of pay. In 

general, teachers believe considering the amount of workload, WFC, as well as the emotional 

and physical demands of their job, their pay is minimal. Teachers believe that if the pay level 

was on par with their job demands, they had lower levels of burnout, and they might reconsider 

turnover.  

 Participant B states, “teachers leave mid-year because they get the same amount of 

money as a store clerk or receptionist and they do not have to deal with students, parents, and 

administrators”. Participant D maintains, “I can get a job with similar pay and less pressure”. 
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participant E affirms, “my colleagues are happier to be a store clerk, law firms, doctors’ offices, 

because [it] they are less stressful, [there are] fewer demands.  

Teachers’ Grade Level, Experience, and Turnover Intentions 

The last question in the interview asked the participants about how their or their 

colleagues’ grade level and teaching experience might relate to burnout and turnover intentions. 

While previous studies have resulted in mixed findings as to the effects of teaching experience 

on turnover intentions, the interviewees in the current study support the view that less 

experienced teachers are more likely to quit their job. As participant E states: 

Veteran teachers (6+ years of teaching) tend to ride out the hard times better than 

newer teachers do. They have seen a lot and know good and bad times come AND 

go. I think teachers around years 3-5 have the most burnout levels because they 

have taught long enough to understand when they are being treated poorly, but not 

long enough to be afraid to look for a better job. 

Other participants shared the same view that new teachers are more susceptible turnover, 

and this can be also attributed to the fact that new accountability measures put more pressure on 

novice teachers than it put on novice teachers in the past. Participant C holds that: 

Older teachers, of years in the past had more "grit" for staying in the profession 

than today's newer teachers that I've observed. Teachers are more stressed than 

ever, and the younger generation is not staying in the profession if they are not 

satisfied with their jobs. 

The participants’ replies indicate that elementary teachers have higher burnout and 

turnover intentions due to their constant in-classroom encounters with the kids and the out-of-

classroom encounters with the kids’ parents. As participant C states: 
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Elementary teachers need a LOT of patience but they tend to be sweeter and "put 

up with more." I've been at the elementary school level for 14 years, and when I 

experienced the most burnout after 8 years in 1st grade, I moved to a K-5 

interventionist position, which gave me more variety teaching a range of grade 

levels. 

In sum, the participants in the interviews believe that elementary teachers are more prone 

to burnout and turnover since they have to cope with numerous challenges induced by young 

kids. Also, the participants believe that less experienced teachers leave the profession earlier for 

two reasons. First, they are immediately overwhelmed by the conundrums of real classrooms. 

Second, they consider themselves young enough to try another profession. The ramifications of 

these findings and their links to the literature are discussed in depth in the next chapter.
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CHAPTER V 

DISCUSSION AND CONCLUSIONS 

The current chapter discusses the results of the study in light of the existing literature. 

The sections are organized according to the order of the research questions. 

The Effect of WFC on Teacher’ Burnout and Turnover Intentions 

It should be noted at the outset that the current study is among the few studies which have 

examined the effects of WFC on burnout and turnover intentions among teachers in general and 

literacy teachers in particular. The first research question asks if there is a significant effect of 

WFC on literacy teachers’ burnout and turnover intentions. The findings of the current study 

showed that the effect of WFC on burnout and turnover intentions is positive and statistically 

significant. 

Studies, including the present one, have demonstrated that WFC strongly contributes to 

turnover intentions among teachers. It means that teachers who find the demands of their job 

roles and family roles not compatible are more likely to intend to quit their jobs. The outcome of 

both surveys and interviews in the present study support these statements. The outcome is 

aligned with the findings of investigations conducted by others (Amstad et al., 2011; Panatik, 

Badri, Rajab, Rahman & Shah, 2011). 

Analogous to the outcome of the current research, Sorensen, McKim, and Velez (2016) 

reported a significant effect of WFC on teacher turnover and found that WIF, which assesses the 

conflicts between professional and familial roles, significantly predicts turnover intentions, even 

though the regression weight (β  = .41, p < .01) was smaller than that of the current study (β = 

.67, p < .01). Unlike this study, which sampled literacy teachers, agriculture teachers were 

sampled. Within a non-American context, similar findings were reported by Panatik, Badri, 
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Rajab, Rahman, and Shah (2011) among 100 Malaysian teachers. They found that WFC 

significantly affects turnover intentions among teachers (β = .37, p < .05). 

These findings are in line with the report of Allen, Herst, Bruck and Stton (2000), who 

did a comprehensive systematic review on the repercussions of WFC in different occupations 

such as teachers, police officers, and nurses. They reported burnout to be an overriding result of 

WFC in these occupations. The results are relatively uniform for different occupations 

(Bacharach, Bamberger & Conley, 1991; Boles, Johnston & Hair, 1997; Golden, 2012; Rubio, 

Osca, Recio, Urien, & Peiro 2015). 

The findings of the current research also coincide with Noor and Zainuddin’s (2011) 

report on the relationships between WFC, burnout, and emotional labor. Likewise, Muasya’s 

(2015) qualitative study confirms the significant effect of WFC on burnout as the current study 

does. These results accord with Cinamon et al.’s (2007) examination the effect of WFC as well 

as those of Burke and Greenglass (1993). In sum, the results of the current study, affirming the 

statistically significant effect of WFC on burnout, resemble those of similar studies among 

teachers and members of other professions.  

The Effects of Burnout on Turnover Intentions 

The second research question asks if literacy teachers’ burnout significantly affects their 

turnover intentions. The current study, to the researcher’s knowledge, is the first study which 

examined the direct effect of burnout on turnout intention among literacy teachers. Accordingly, 

it was found that teachers’ burnout significantly predicts teachers’ turnover. This finding goes 

hand in hand with the results of an extensive literature indicating the significant direct effects of 

WFC on turnover intentions across other occupations (see Ducharme, Knudsen, & Roman 2008; 

Matofari, 2014).   
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Among American teachers, Piscitella (2016) examined the effect of stress and burnout on 

attrition in teachers. The researchers asked the participants if they have considered quitting their 

job (i.e., teacher turnover intentions). Similar to the findings of the current study, the outcome 

affirmed that teacher burnout level has significant correlations with teachers’ turnover. Unlike 

this study, Piscitella’s (2016) study only sampled mathematics teachers. The findings of both 

quantitative and qualitative strands of the current study are consonant with these results in that 

teachers with higher levels of burnout are more likely to quit. 

The Mediational Model 

The third research question asks if the variable of burnout mediates the effects of WFC 

on turnover intentions. The previous analyses showed that WFC is a major contributor to 

turnover intentions. Yet, this effect may be explained by the mediating effect of burnout. In other 

words, it was hypothesized that WFC influences burnout, which in turn, influences turnover 

intentions.  Before the inclusion of burnout as the mediator, WFC had a significant effect on the 

turnover intentions meaning that teachers with higher levels of WFC are more likely to leave 

their job.  However, the inclusion of burnout as the mediator resulted in a significant decrease in 

the effects of WFC on turnover intentions. It was also found that the burnout variable (mediator) 

partially mediated the effect of WFC (independent variable) on turnover intentions (dependent 

variable). Therefore, the findings affirm that burnout is a significant mediator between WFC and 

turnover intentions.  

Effects of Experience and Grade Level on Mediational Model 

The fourth research question asks how controlling for the variables of teaching 

experience, and grade level would affect the relations between the variables of WFC, burnout, 

and turnover intentions. After controlling for these two variables, the beta weights for the effects 
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of WFC on burnout, burnout on turnover intentions, and WFC on turnover intentions did not 

change significantly. This was also the case with the beta weights for the mediation model. 

Therefore, variables of teaching experience and school level did not confound the results of the 

initial four models, which did not assume any covariates. 

These findings are inconsistent with related previous findings. Borman and Dowling 

(2008) conducted a meta-analysis of 34 studies on variables that predict teacher turnover and 

reported that teachers with more than 5 years of teaching experience are 1.57 more likely to 

leave the profession than teachers with less than 5 years of experience. 

Hughes (2012) investigated the effects of years of experience on the retention teachers 

and reported that teachers with more than 10 years of experience are less likely to quit than their 

colleagues who have less than 10 years of experience. There is one major difference between 

Hughes’ (2012) study and the current study. Hughes (2012) considered years of experience as a 

categorical variable (less than 10 years vs. more than 10 years), while the current study 

considered years of experience as a continuous variable.  

Similar to Hughes’ (2012) report, Hancock and Scherff (2010), considering years of 

experience as a categorical variable, conducted a regression analysis and reported that English 

teachers with less than 5 years of teaching experience have higher rates of attrition than their 

colleagues with more than 5 years of teaching experience have.  

Overall, the results of the current study with regards to the effects of teaching experience 

on their turnover intentions do not conform to the previous literature. The current study 

hypothetically and methodologically differs from previous related studies in several facets. First, 

the sample in this study only includes literacy teachers. Second, years of experience was treated 

as a continuous variable in this study. Third, the sample included literacy teachers from public, 
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private and charter schools, while previous studies have only used public school teachers in their 

samples.  

The current study also found no effects of grade level on the relations between WFC, 

burnout, and turnover intentions. These outcomes overlap with the previous findings on the 

national turnover rate for elementary school and middle school teachers, which showed there was 

not a significant difference between the turnover rate of elementary school and middle school 

teachers (Goldring et al., 2014). 

Nonetheless, a report by the Texas Educational Agency (1994) on the effects of teacher 

characteristics on retention of 219,338 Texas teachers showed that the rate of retention of 

teachers in elementary schools is higher than the retention rate for teachers in secondary schools.  

Analogous findings were reported by a recent report published by the State Board of Education 

of the District of Columbia (2018) confirming that middle school teachers have a higher rate of 

turnover (32%) compared with elementary and high school teachers (25%).  

On the contrary, Redding and Henry (2019) reported that elementary school teachers, 

compared to middle and high school teachers, had a higher risk of turnover within the school. In 

sum, the effects of grade level and teaching experience on teacher turnover have remained a 

muddy area. Further research is needed to illuminate the nature of the relations between the 

aforementioned variables.  

Discussion on Interview Results  

The outcome of the interview analysis is in concert with those of related previous 

qualitative studies. For instance, interview studies of Jacobson (2016) and Beebe (2017) showed 

that burnout was a major contributor to turnover intentions of teachers. The analysis of the 

interview indicated that the direction of interference in WFC is from work to home and not home 
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to work. These findings can be attributed to the high expectations of the administrators, which 

lead teachers to prioritize their professional duties over their familial roles as cited by the 

interviewees. 

The teachers maintained that their altruism is gone unnoticed by the administrators, 

families, and their students. They invest a lot both physically and emotionally into their job 

because of their love for the job and students’ learning; however, not only their investments are 

ignored, but also there are no incentives or any sorts of appreciation considered for them. 

The interviews revealed that parents’ positive involvement could go a long way in 

reducing burnout and potential consequences, including turnover. Parents’ positive involvement 

includes their more attention to the academic and behavioral issues of their kids. However, 

according to the interviewees, the parents’ involvement is mostly negative. Correspondingly, 

parents mainly contact the teachers and administrators for complaining about their kids’ 

problems with their peers. Even so, they do not play a constructive role in resolving the issues 

and hold teachers responsible for all the altercations ignoring the disciplinary problems of their 

kids and their role in disciplining their kids.  

Parents can have a more positive involvement in the academic success of their kids by 

helping their kids with their school-related duties, including homework. Also, they may have 

mutually respectful interactions with other parents and administrators if negative encounters 

occur between their kids and their kids’ peers. Parents can also be more helpful if they observe 

the privacy of the teachers’ time and contact teachers at previously and mutually assigned 

periods. 

The analyses of the interview results showed that teachers deem their job as a menial job 

given the intricacies and challenges they are going through every day. It seems if the pay were 
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higher, teachers would have more motivation to combat the difficulties. Therefore, when 

confronted by the overwhelming challenges of the job and the mediocre pay, teachers decide to 

quit and choose another job with similar pay and much less stress and pressure.  

Possible Solutions for Overcoming Burnout and Turnover 

Ingersoll (2001) noted that the classic approach to combat turnover, which includes a 

sudden increase in recruitment, is failing because newly recruited teachers are not fully prepared, 

and not only are they more prone to turnover, but also their potential subpar performance could 

negatively affect the instructional quality. Even more critical is the fact that novice teachers do 

not consider teaching their lifetime career. Thus, retention of qualified teachers is of utmost 

significance for the American educational system. Retention of literacy teachers and reduction of 

their turnover can be even more urgent given that literacy teachers teach the axiomatic academic 

skills to students. 

Teacher burnout has long been noted in all stages of teachers’ careers, including student 

teachers, early-career teachers, mid-career teachers, and veteran teachers (Durr, Chang, & 

Carson, 2014). While the negative effects of burnout and emotional problems of teachers on their 

turnover intentions have been recognized for long, the recommendations for combating burnout 

has remained at a personal level. Indeed, organizational and administrators should heed the 

evidence from research and implement them in teacher education programs. Durr, Chang, and 

Carson (2014) suggest two main bulwarks against burnout: teacher self-efficacy and emotion 

management through cognitive reappraisal. The authors found these two protective factors after 

reviewing more than 20 years of research in this area across different countries. Interestingly, the 

authors concluded, “in terms of burnout, it appears that what really matters for teachers is how 

they connect and interact with students, not their pedagogical skills” (p. 203).   
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The authors argue that as the literature suggests, while teacher education programs 

concentrate on honing teachers’ instructional and pedagogical knowledge and skills, these factors 

seem not to help them handle the emotional and psychological pressure of their job. It can be 

claimed based on the findings that, in order to promote retention, teacher education programs 

should not only teach instructional strategies and pedagogical knowledge but also equip teachers 

with skills for handling of stressful moments in the job, more specifically handling of students’ 

misbehavior and problematic parents’ behaviors.  

Through positive interactions with parents and students, teachers can build up a sense of 

self-efficacy and combat the real challenges they face in their job (Klassen & Chiu, 2010). Jones 

(2006) recommends promoting teachers’ self-efficacy for classroom management through 

mentoring. It is specifically more important for early career mentoring because it could prevent 

the accumulation of negative feelings, decrease early attrition, and establish a positive 

relationship between students, teachers, and parents from the outset (Long et al., 2012).  

Ingersoll and Smith (2004) found collaboration as an important factor for increasing self-

efficacy and preventing turnover. Furthermore, policymakers and principals may consider ways 

to share teachers’ viewpoints in making decisions. Ingersoll and Smith (2004) also reported that 

turnover decreases when teachers have shared planning time and discussion time. These 

statements were attested by the interviewees in this study.  

Another effective bulwark against teacher burnout and turnover intentions is emotion 

management (Durr, Chang, & Carson, 2014). Teaching is replete with emotional labor, and 

promotion of emotion management skills and coping skills are necessary during teacher 

education programs (Carson, Tsouloupas, & Barber, 2012). It is through coping with emotional 

exhaustion and labor that teachers can fight burnout. Coping includes “identifying and labeling 
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what one is feeling as well as selecting strategies to enhance or dampen these feelings” (Durr, 

Chang, & Carson, 2014, p. 206). 

Principals also play an indispensable role in efforts to retain qualified teachers. First, 

qualified principals who have adequate knowledge of students’ instructional needs, as well as 

teachers’ professional needs, should be hired.  Second, principals should know that changing 

grade levels is not always the best solution for addressing teachers’ concerns, and they should 

consider all the variables that negatively affect the feelings and productivity of teachers and 

address them properly. Hiring instructional coaches and consistent liaison between principals and 

instructional coaches about the needs of teachers and their problems can be a good start (Vanita, 

2016). 

Suggestions by the Interview Participants 

Participants suggest that talking with their family and friends would help them alleviate 

their frustrations and also get some tips and suggestions on how to cope with the problems. They 

also suggest that administrators give more freedom to teachers to be creative in their teaching 

practice without fear of losing their job. This way, teachers can focus on students’ learning as 

opposed to teaching to the tests. According to participant A, “I want to be creative. Sometimes as 

a professional, I think some ideas are good for the kids, but I cannot implement them”. 

 Participants recommend the inclusion of instructional coaches in all schools in order to 

help teachers seek professional help in difficult situations. They believe instructional coaches can 

be very helpful in two ways. First, they can be a mediator between teachers and the principals 

and voice teachers’ concerns to the administrators. Second, they can help teachers in 

brainstorming ideas for solving instructional challenges.  
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Participants encourage community leaders and administrators to have more respect for 

teachers and advocate for more pay and benefits. They mention good pay and respects are the 

most prominent preventive factors against burnout and turnover. They suggest that pre-service 

and in-service teachers be taught restorative practices. Also, the student teachers should be faced 

with the realities of the job and specifically learn how to manage disruptive behavior of kids and 

how to deal with parents.   

Finally, participants suggest the formation of regular discussion groups among teachers 

themselves. They also suggest giving more freedom to teachers to make disciplinary measures. 

For example, revoking some privileges from disruptive students or asking them to stay longer in 

the classroom. And these measures should be taken without fear of being castigated by parents 

and/or principals.  

Implications 

The results of the current study have theoretical and practical implications. The study can 

bear empirical support to the COR theory. As the model suggests, a lack of resources results in 

conflicts, and conflicts lead to emotional problems, and emotional problems, in turn, lead to a 

change of behavior in search of new resources. Resources are conditions, entities, energy, 

morale, or individual characteristics that can help teachers to experience professional 

development and maintain personal well-being (Salanova, Schaufeli, Xanthoupoulou, & Bakker, 

2010). In an educational context, the roles of parents, students, colleagues, and administrators as 

the resources can be consequential in the retention of teachers. The interviews in this study can 

complement and add to the existing body of literature on why teachers intend to turn over. The 

interviews recognized noteworthy themes regarding teachers’ viewpoints as to the challenges 

encountered by teachers.  
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The outcome of thematic content analysis demonstrated that teachers intend to leave their 

job on account of the influence of a combination of factors, most notably students’ misbehavior 

and parents’ behavior. The fact that teachers’ financial compensation can moderate the effect of 

WFC on burnout, policymakers, school districts, and other educational institutions should take 

efficient measures to enhance the financial benefits teachers receive because, as one of the 

interviewees in the study stated, “you get what you pay for”.  

Parents were cited as one of the main challenges for all teachers participating in this 

study. They complained about the lack of respect, underappreciation, and aggressive behavior of 

some parents very trouble making. Also, parents’ involvement in the academic progress of kids 

can go a long way and help teachers achieve their instructional goals. 

Limitations of the Study 

As to the quantitative study, the main drawback of this study is its cross-sectional design. 

First, this design cannot capture the change of behavior over time. Second, the timing of the 

survey administration and data collection can lower the chance of the sample being 

representative of the population. In other words, data collection at one specific point in time 

cannot represent the true beliefs of the participants as specific factors can affect the participants’ 

responses at the date of survey filling. The low response rate (5.46 %) was another limitation. 

Voluntary participation and convenience sampling are the other drawbacks of the current study.  

The data collection was conducted during the COVID-19 pandemic, and this coincidence 

may have confounded the interviewees’ responses and their survey responses. For example, the 

interview participants mainly described their WFC as to the persistent online interactions with 

students and teachers. Their perspective could have changed if the data were collected during 

regular schooling time. This issue reminds us of another pitfall of the cross-sectional designs.  
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Even though qualitative interviews have lower generalizability potentials, a higher 

number of interviews could increase the trustworthiness and generalizability of the findings and 

help the researcher obtain a deeper insight into the issues brought about by the research 

questions. An additional limitation in this study is the inherent subjective bias that a researcher 

inevitably brings to the TCA. This potential bias was recognized at the beginning of the study, 

and the researcher tried to minimize bias by utilizing member checking. 

Future Research 

There are some gaps in the literature which should be filled if we aim to better understand 

the nature of the relations between WFC, burnout, and turnover. Also, more research is needed to 

identify the antecedents and consequences of turnover and preventive strategies. The current 

study found there are not any statistically significant effects of the variable of years of 

experience and grade level on the relations between WFC, burnout, and turnover intentions. This 

finding is somewhat inconsistent with previous related studies. Further research is needed in this 

area. 

Future longitudinal studies should be implemented to evaluate the effects of burnout and 

turnover on students’ achievements. Most related studies have been cross-sectional in nature, and 

longitudinal studies are needed in this area.  Future research should examine the reasons why and 

how some burned out teachers with high levels of intentions get back on their feet and are re-

energized and how these teachers could combat the conundrums in their careers. The effects of 

age, grade level, and years of experience can also be taken into consideration.  

While self-report surveys dominate the methodological tools in doing research on teacher 

retention and burnout research, new methodological endeavors could be used, such as Ecological 

momentary assessment (EMA) which:  
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involves repeated sampling of subjects' current behaviors and experiences in real 

time, in subjects' natural environments ….. to minimize recall bias, 

maximize ecological validity, and allow study of micro processes that influence 

behavior in real-world contexts (Shiffman, Stone, & Hufford, 2008, p.1). 

It was found in the interviews that administrative support, student behavior, and parents’ 

support play a major role in the retention of teachers. But the types of support that should be 

offered in the eyes of teachers and how teachers value different types of support needs to be 

examined. Future research can consider these variables in search of the most important support 

elements.  

It is also suggested future research compare and contrasts the relations between the 

current study variables across private, public, home-schools, and charter schools and look into 

how the relations between WFC, burnout, and turnover differ in different types of schools. 

Finally, as the author has hypothesized, teachers’ pay may moderate the effects of WFC on 

burnout and turnover intentions. An empirical investigation of this hypothesis can further 

illuminate the interactions between teacher pay and the other variables of this study.  

While this study only considered demographic variables of teaching experience and grade 

level, more research is needed considering other demographic variables, including marital status, 

educational degree, gender, and age.  

Conclusions 

Teachers’ turnover continues to sabotage the educational quality and students’ 

achievement. The predicament is more debilitating in literacy education, where students rely 

heavily on teachers not only to learn read and write but also to learn how to learn (Dubin, 2010). 

By using both quantitative and qualitative research approaches, this study strived to provide a 
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more illuminating representation of the associations between literacy teachers’ WFC, burnout, 

and turnover intentions. To the researcher’s knowledge, the current study was the first study 

investigating the relations between WFC, burnout and turnover intentions among literacy 

teachers. It is hoped that the findings of the current study and their implications can help 

educators have better insights into the conundrums of WFC, burnout, and turnover intentions 

among teachers. 
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APPENDICES 

APPENDIX A 

INTERVIEW PROTOCOL 

WFC  BURNOUT  TURNOVER INTENTIONS 

1. Do you think you have conflicts 
between your home and family life? 

 1. Do you consider yourself to be burned 
out? If so, why? If not, why? 

 1. The turnover rate in teachers is quite 
high. What do you think are the reasons? 

2. If so, how do you try to manage those 
conflicts? 

 2. Is there anything that your school 
district, administrator, colleague or 
student could do to alleviate your 
burnout? 

 2. Have you looked for another position 
within or outside the field? What are your 
reasons? 

3. Do you feel more conflicts between 
your home to work or work to home? 
Why? 

 3. What personal factors do you feel 
contribute to teacher burnout? 

 3. How can we retain good/effective 
teachers? 

  4. What are the primary causes of 
burnout in your opinion? 
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APPENDIX B 

REQUEST FOR USE OF INSTRUMENTS 
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APPENDIX C 

IRB APPROVAL LETTERS 
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APPENDIX D 

THEMES AND THEIR DEFINITIONS 

 Administer-related issues: issues or affairs mandated by or related to managers, 

supervisors, administrators, educational policy-makers, and principals. 

 Parent-related issues: issues and matters associated with parents either directly or 

indirectly including their involvement in their children’s academic affairs and/or their 

interactions with teachers or other parents. 

 Student misbehavior:  student's action or behaviors which disrupts or sabotages the flow 

of the learning processes for themselves and others. 

 Burnout: An enduring state of mental, emotional, and physical exhaustion induced by 

chronic stress leading to negative sentiments toward one’s professional identity 

 


