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Abstract

This study explores the factors influencing teacher educators'
decisions to work at Battambang Teacher Education College
(BTEC) in Cambodia, including their challenges and BTEC's
strategies for attracting and retaining qualified staff. Through
semi-structured interviews with faculty and administrative
personnel, the research identifies that professional
opportunities, personal motivations, and financial incentives
significantly impact career choices. However, challenges such
as inadequate resources, limited professional development, and
insufficient administrative support hinder job satisfaction and
retention. The study underscores the need for effective
strategies, like competitive compensation and targeted
marketing, and a supportive workplace culture through
mentorship programs. Addressing these challenges can
enhance BTEC's attractiveness as a premier educator

development college, ultimately improving educational
outcomes and fostering stakeholder optimism.
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1. Introduction

Since its establishment in 2017, BTEC has undergone significant changes to improve its education
quality. Despite these positive changes, BTEC faces a key challenge: a need for more teacher educators
in various subject areas, particularly in science, mathematics, literature, linguistics, and social sciences.
This deficiency significantly hinders the college's mission (BTEC, 2018; MoEYS, 2023) to provide
high-quality teacher education and prepare competent educators for the future (Zeichner, 2017).

While BTEC has taken proactive measures to address this issue by recruiting new teacher educators,
there is an urgent need to understand the factors that motivate these professionals to choose BTEC as
their place of work. Identifying these motivating factors is critical to developing effective strategies to
attract and retain talented educators committed to providing quality education and shaping the future
of teaching in Battambang (Darling-Hammond et al., 2017).

The recruitment and retention of teacher educators are not just essential but urgent determinants of the
quality of teacher education programs. One cannot overlook the significant impact these factors have
on student learning outcomes. At BTEC in Cambodia, various factors influence educators' decisions to
join and remain at the college. The Cambodian government's commitment to enhancing educational
quality through initiatives like the Education Strategic Plan 2019-2023 adds to the urgency. Economic
factors, such as low salaries relative to the cost of living, pose significant challenges in attracting
qualified individuals (Monk, 2007; Varghese, 2009). At the same time, limited professional
development opportunities further discourage potential educators from pursuing careers at BTEC.
Research highlights that continuous professional growth is essential for job satisfaction and retention
in teaching (Aulia & Haerani, 2022; Toropova et al., 2021).

The economic landscape presents an urgent and pressing challenge in recruiting and retaining teacher
educators at BTEC. People often perceive teacher salaries in Cambodia as inadequate, particularly in
light of the rising cost of living (Benveniste et al., 2008; Evans & Yuan, 2018; Kim & Rouse, 2011).
This economic disparity makes it difficult for BTEC to attract individuals with advanced qualifications
and experience, as many potential educators seek more lucrative opportunities in other sectors (Brehm
& Silova, 2014; OUM, 2015). Furthermore, the lack of monetary rewards, such as performance bonuses
or housing allowances, exacerbates this issue, leading to high turnover rates among educators who may
leave for better-paying positions elsewhere (Johnson, 1986; Nye et al., 2004; Podolsky et al., 2019).
Research indicates that competitive compensation is critical in attracting and retaining talent in the
education sector (Guarino et al., 2006).

In addition to economic factors, the availability of professional development opportunities significantly
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influences teacher educators' decisions. Continuous professional growth is crucial for job satisfaction
and retention (Darling-Hammond, 2006). At BTEC, limited access to training programs and workshops
can deter potential educators from pursuing a career at the college. Educators who feel stagnant in their
professional development are more likely to seek opportunities elsewhere, where they can enhance their
skills and advance their careers. Establishing structured professional development programs that align
with educators' needs and aspirations can help BTEC retain its faculty and improve overall job
satisfaction.

The institutional environment at BTEC also plays a crucial role in influencing educators' decisions.
Administrative support, collegial relationships, and resource availability significantly impact job
satisfaction and commitment (De Nobile, 2017; Singh & Manser, 2008). A positive work environment
fosters collaboration and innovation, essential for effective teaching and learning (Seren Intepeler et
al., 2019). Conversely, a lack of administrative support or a negative workplace culture can lead to
dissatisfaction and increased turnover (Ogony & Majola, 2018; Shakoor et al., 2023). Research shows
that institutions promoting a culture of collaboration and professional growth tend to attract and retain
quality educators (Hargreaves, 2003). Therefore, the need for BTEC to create a supportive, inclusive
work environment that encourages teamwork and professional development is not just essential but
urgent.

Moreover, teachers are experiencing burnout due to various job-related stressors. According to Doan
et al. (2024), teachers' primary stress sources include managing student behavior, dealing with
inadequate salaries, and coping with excessive administrative work outside of teaching. Long working
hours and the need to support students' learning after lost class time also pose challenges for teachers.
Teachers also have the responsibility of addressing the mental health and well-being of students and
preparing them for state-standardized tests. Many teachers feel overwhelmed by seemingly unattainable
expectations and need more support from school management. Staff shortages exacerbate the situation
by forcing educators to take on additional responsibilities, leading to general stress and burnout.

As educational policymakers, academic researchers, and administrators in teacher education, you play
a crucial role in addressing these challenges at BTEC. Your decisions and actions can significantly
impact the recruitment and retention of teacher educators. To address these challenges, BTEC must
develop targeted strategies to enhance recruitment and retention. One potential strategy involves
improving salary structures and benefits for teacher educators. Research suggests that competitive
compensation is critical in attracting and retaining talent in the education sector (See et al., 2020).
Furthermore, Harrison (2024), Grima-Farrell (2015), and Coldwell (2017) established clear pathways
for professional development that can enhance educators' skills and increase their engagement with the
institution. This could include offering mentorship programs, facilitating peer collaboration, and

providing access to resources that aid teaching and research.
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Creating a supportive work environment is also essential. Institutions that foster a culture of
collaboration and professional growth tend to attract and retain quality educators (Brown & Wynn,
2007; Podolsky et al., 2016). Promoting mentorship programs, facilitating peer collaboration, and
ensuring access to resources that support teaching and research can achieve this. Additionally, BTEC
could establish regular feedback mechanisms to assess educator satisfaction and pinpoint areas for
enhancement, guaranteeing the recognition and appreciation of faculty voices.

This study aims to examine the factors that influence teacher educators' decisions to work in BTEC,
identify the challenges they face, and explore strategies for recruitment and retention. By gaining
insight into these aspects, BTEC can strengthen its efforts to create a supportive work environment that
attracts qualified educators and promotes their long-term commitment to the college (Lunenberg et al.,
2014). The objective of this research is to:

1. To examine the factors influencing teacher educators' decision to work at BTEC
2. To identify the challenges teacher educators face at BTEC

3. To explore BTEC's strategies to attract and retain qualified teacher educators

2. Literature review
2.1. Review of literature on recruitment and retention of teacher educators

The recruitment and retention of teacher educators are critical issues that significantly impact the
quality of teacher education programs. This literature review explores the various factors that influence
these factors, with a specific focus on the Battambang Teacher Education College (BTEC) in
Cambodia. The review synthesizes findings from international research and studies relevant to the
Cambodian educational landscape.

2.2. Importance of teacher educators

Teacher educators play a pivotal role in shaping the competencies and skills of future teachers, directly
influencing the quality of teacher training programs and, consequently, student learning outcomes.
Darling-Hammond (2012) and Stronge (2018) emphasize that effective teacher education relies on the
curriculum and the educators who deliver it. This assertion is particularly relevant for BTEC, where
teacher educators' quality significantly impacts Cambodia's educational landscape. Research indicates
that well-prepared and supported teacher educators are likelier to produce competent teachers who can
adapt to diverse student needs (Darling-Hammond & Sykes, 2003; Sleeter & Milner, 2011).
Furthermore, teacher educators are instrumental in shaping educational policies and practices within
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their institutions (Darling-Hammond & Baratz-Snowden, 2007). Hargreaves and Dawe (1990) and
Strahan (2003) note that those who engage in collaborative practices and continuous professional
development contribute to a culture of excellence in education. In Cambodia, where educational
reforms are ongoing, the need for qualified and committed teacher educators is paramount (Fullan et
al., 1998). The Cambodian government's initiatives, such as the Education Strategic Plan 2019-2023,
underscore the importance of high-quality teacher education as a foundation for improving overall
educational outcomes (Belsito, 2016; Hightower et al., 2011; Liston et al., 2008). Therefore, investing
in the recruitment, training, and retention of teacher educators is vital for the sustainable development
of the education sector in Cambodia (Abu-Tineh et al., 2023; Baba, 2018; Chen et al., 2022; Malik,
2018).

2.3. Economic factors

Economic considerations are among the most significant barriers to recruiting and retaining teacher
educators (Carter Andrews et al., 2019; Carver-Thomas, 2018). Research indicates that low salaries
relative to the cost of living in Cambodia deter qualified individuals from pursuing careers in education
(Khim & Andermann, 2021; Nakahara et al., 2009). Andrew and Schwab (1995) highlight that many
potential educators seek more lucrative opportunities in other sectors, leading to a need for more
qualified teacher educators at institutions like BTEC. Ibidunni et al. (2016) and Bibi (2018) further
support this notion, stating that competitive compensation is essential for attracting and retaining talent
in the education sector. In addition to salary, the lack of economic benefits, such as performance bonuses
or housing allowances, exacerbates the retention challenge (Abubakar et al., 2020; Henderson &
Tulloch, 2008; Yousaf et al., 2014). Teacher educators who feel undervalued financially are more likely
to leave for better-paying positions, contributing to high turnover rates within the institution (Combs,
2015; Ingersoll, 2001). This economic instability affects individual educators and undermines the
overall quality of teacher education programs at BTEC. Research by Rodriguez (2019) indicates that
financial dissatisfaction significantly predicts teacher attrition, reinforcing the need for competitive
compensation packages. Additionally, a study by Burch and Spillane (2004), Lehmann et al. (2008),
and Sims (2003) emphasize that inadequate financial support can lead to decreased job satisfaction,
further impacting retention rates.

2.4. Professional development opportunities

The availability of professional development opportunities is a critical factor influencing teacher
educators' decisions to remain in their positions (Ortan et al., 2021; Shiri et al., 2023). Continuous
professional growth is essential for job satisfaction and retention in teaching (M. Mlambo et al., 2021;
Shiri et al., 2023). Research indicates that limited access to training programs and workshops at higher
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institutions can deter potential educators from pursuing a career at the college (Garcia & Weiss, 2019).
Educators who feel stagnant in their professional development are more likely to seek opportunities
elsewhere to enhance their skills and advance their careers (Abu-Tineh et al., 2023; Gu, 2017).
Moreover, the lack of structured professional development programs can lead to feelings of isolation
among educators, further contributing to attrition. For instance, a study by Lambert and Gray (2022)
and Rogers (2024) highlights that institutions prioritizing ongoing training and development create
environments where educators feel supported and valued, which is crucial for retention. Effective
professional development improves teaching practices and fosters a sense of community among
educators, enhancing their commitment to the institution (Gast et al., 2022; Yu & Chao, 2023).
Implementing comprehensive professional development initiatives that align with educators’ needs and
aspirations is vital for BTEC. Providing opportunities for mentorship, peer collaboration, and access to
resources can significantly enhance job satisfaction and reduce turnover rates. Furthermore, Donath et
al. (2023), M. Mlambo et al. (2021), and Guskey (2002) suggested that regular assessments of
professional development offerings help ensure they meet the evolving needs of faculty, ultimately
benefiting both educators and their students.

2.5. Institutional environment

The institutional environment at BTEC significantly impacts educators' decisions to join and remain at
the college. Factors such as administrative support, collegial relationships, and resource availability
play crucial roles in determining job satisfaction and commitment among teacher educators (Ortan et
al., 2021; Singh & Gautam, 2024). Zhenjing et al. (2022) and Huang et al. (2022) say a positive work
environment fostering collaboration and innovation is essential for effective teaching and learning.
Research by See et al. (2020) indicates that institutions promoting a culture of teamwork and
professional growth tend to attract and retain quality educators. Conversely, according to McMahon et
al. (2017), a lack of administrative support or a negative workplace culture can lead to dissatisfaction
and increased turnover rates. Insufficient administrative support is often cited by educators as a primary
reason for leaving their positions, underscoring the importance for BTEC to foster a supportive
institutional culture. According to Straus et al. (2013) and Kaihoi et al. (2022), schools that provide
robust mentorship and collegial support create environments where educators feel valued and engaged,
contributing to their overall job satisfaction.

Furthermore, Gause et al. (2022) and Timotheou et al. (2023) described that the availability of
resources—such as teaching materials, technology, and professional development opportunities—can
significantly influence educators' experiences. When institutions adequately equip their educators, it
enhances their ability to deliver quality instruction and fosters a sense of professional efficacy
(Altmiller & Pepe, 2022; Artino, 2012; Mandlenkosi Mlambo et al., 2021). Therefore, BTEC must
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prioritize creating a supportive and inclusive work environment that encourages collaboration, provides
necessary resources, and promotes professional development to enhance retention and job satisfaction
among its faculty.

2.6. Strategies for improvement

We must develop targeted strategies to enhance BTEC's appeal to potential educators and support the
existing faculty, effectively addressing the institution's recruitment and retention challenges. One
critical strategy involves improving salary structures and benefits for teacher educators (Hanushek,
2011; Lavy, 2007). Research indicates that competitive compensation is fundamental in attracting and
retaining talent within the education sector (Hajnal & Dibski, 1993; Kelley & Finnigan, 2004). BTEC
should consider conducting a salary review to align compensation packages with the cost of living and
market standards, potentially including performance bonuses and housing allowances to incentivize
educators (Cabral Vieira* et al., 2005; Hanushek & Rivkin, 2007; Plecki & Loeb, 2004). Another
essential strategy is the establishment of comprehensive professional development programs (Creemers
etal., 2012; Lunenberg & Willemse, 2006). Continuous professional growth is vital for job satisfaction
and retention (Desimone, 2009). BTEC can enhance its offerings by implementing structured
mentorship programs, facilitating peer collaboration, and providing access to workshops and training
that align with educators' needs and aspirations (Brannon et al., 2009; Danielson, 2002; Simmonds &
Dicks, 2018). By fostering an environment of continuous learning, BTEC can help educators feel
supported and valued, thereby reducing turnover rates. Creating a supportive institutional environment
is also crucial (Su et al., 2023). Institutions that promote a culture of collaboration and innovation tend
to retain quality educators (Corbo et al., 2016; Donofrio et al., 2010). BTEC should prioritize building
solid collegial relationships and ensuring that administrative support is readily available (Earle, 2003;
Owan et al., 2024; Pinto, 2014). Bolliger and Wasilik (2009) and McClaughlin (1984) revealed that
regular feedback mechanisms can be implemented to gauge educator satisfaction and identify areas for
improvement, ensuring that faculty voices are heard and valued.

Additionally, BTEC should focus on enhancing resource availability, including teaching materials and
technology. Research shows that adequate resources significantly impact educators' effectiveness and
job satisfaction (Budhathoki, 2021; Iwu et al., 2013; Ololube, 2006). BTEC can create a more
conducive teaching and learning environment by investing in these areas.

3. Methodology

This study used a qualitative method using semi-structured interviews to collect data. Through
purposive sampling, we selected participants including two deputy directors, three vice deans of each
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faculty, and heads and deputies of various departments and offices. Interviews were conducted
separately at different times to accommodate participants' schedules. To ensure clarity and accuracy,
the interview questions were developed based on research objectives, with a focus on factors that
influence teacher educators' decisions to work at BTEC. The validity of these questions was verified
by the Back Translation Method (Brislin & Freimanis, 2001; Klotz et al., 2023), which translates
between English and Khmer language and was further validated by specialists with over 10 years of
experience in their respective fields. Data analysis followed Braun and Clarke's (2006) six-phase
thematic analysis framework: becoming familiar with the data, generating initial codes, searching for
themes, reviewing themes, defining and naming themes, and preparing the report. This analysis was
facilitated using the Taguette Tool, ensuring a systematic and thorough examination of the data
collected.

4. Finding
4.1. Factors influencing teacher educators' decisions to work at BTEC

Several key factors emerge when examining the themes influencing trainers' decisions to work at the
Battambang Teacher Education College. Firstly, the frequent mention, with seven mentions, accounting
for 29.17% of the total responses of professional opportunities throughout the discussions indicates
their high value. Trainers frequently expressed, "If a position opens at the Battambang Teacher
Education College, it's my opportunity to work in higher education,” underscoring the importance of
job security and career progression. Additionally, personal motivation plays a crucial role, with five
participants (20.83%) citing a passion for education and the influence of previous experiences as
driving factors. Teacher educators stated, "l want to change my place of work," demonstrating how
personal aspirations influence career decisions.

Environmental factors, such as the benefits of the institute's location and its institutional reputation, are
also significant. There were four mentions, making up 16.67%. Trainers pointed out that "Battambang
is an area with naturally rich rice fields," indicating that the local context enhances the institution's
appeal. Teacher educators emphasize the importance of financial incentives, stating that an increase in
monthly income is necessary for those who love their hobbies and highlighting the importance of
competitive salaries and benefits.

Despite acknowledging the necessity of administrative support from leadership, there were three
participants (13.33%) mentioned that a less supportive and transparent work culture fosters job
satisfaction, trainers expressed, "Support from leadership is also difficult,” suggesting that there may
be room for improvement. Collectively, these themes illustrate the multifaceted considerations that
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trainers weigh when deciding to join the Battambang Teacher Education College, highlighting the
interplay of professional aspirations, personal motivations, environmental contexts, economic factors,
and institutional support.

4.2. To identify the challenges teacher educators face at BTEC

The themes identified in the document reveal significant challenges teacher educators face, particularly
in resource availability, training and development, administrative obstacles, student engagement, and
the workplace environment. Firstly, the lack of resources is prominent, with nine participants (38.46%)
indicating that teacher educators cite insufficient teaching materials and limited access to technology
as significant impediments to effective instruction. As noted, "There are many challenges when
working at BTEC... there is no material for the five-year training process,” highlighting the scarcity
that hinders their ability to provide quality education.

Additionally, the theme of training and development, noted by four respondents (23.08%), emphasizes
the limited professional development opportunities available. Teacher educators express a need for
more structured training programs, stating, "The number of training opportunities for trainers in
professional development is limited,"” reflecting a desire for enhanced skills.

People frequently mention bureaucratic obstacles and poor communication, which further complicate
the educational landscape. For instance, seven participants (30.77%) remarked, "Leadership is also
difficult because leaders lack the motivation to do so," illustrating the frustrations that arise from
ineffective administration.

Furthermore, educators report difficulties in student engagement, with twelve participants (38.40%) to
challenges in motivating students and addressing diverse learning needs. As indicated by the quote,
"Managing diverse learning needs is challenging for teachers." Lastly, the workplace environment is
characterized by high levels of concern regarding a lack of support from the administration and
overwhelming workloads. Four participants (23.33%) noted, "High workload and stress levels are
common among staff,” underscoring the detrimental impact on job satisfaction. These themes
underscore the urgent need for systemic improvements to foster a more supportive and effective
educational environment.

4.3. To explore BTEC's strategies to attract and retain qualified teacher educators
Effective attraction strategies are crucial for attracting qualified educators, as evidenced by the strong

emphasis on this theme in our discussions. These strategies may encompass targeted marketing
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campaigns and outreach efforts highlighting BTEC's unique job opportunities. There were six
participants (20.00%) who emphasized this: "We need to actively promote BTEC as a leading institution
for educators through workshops and career fairs." This proactive approach raises awareness and
positions BTEC as a desirable workplace among potential candidates.

Financial and professional incentives, reflected in moderately frequent mentions, play a significant role
in both attracting and retaining educators. The competitive nature of the education sector means that
financial packages must be appealing. There were eight participants (26.67%) remarked, "Offering
attractive salary packages and bonuses can significantly influence an educator's decision to join us.”
This sentiment underscores the necessity of aligning compensation with industry standards to entice
skilled professionals. Moreover, continuous professional development opportunities are essential for
retention, highlighting the need for ongoing training and support. Six participants (20.00%) stated, "We
provide regular professional development workshops, which enhance skills and demonstrate our
investment in our educators." Such initiatives boost educators' capabilities and foster a culture of
growth and commitment.

Adequate support systems are vital for educators' success and professional development. Seven
participants (23.33%) poignantly expressed this: "Having a mentor can make all the difference in
adapting to the new teaching environment.” Mentorship programs can help new educators navigate
challenges, increasing their confidence and effectiveness in the classroom. The workplace culture also
significantly impacts educator satisfaction. A supportive environment is essential for fostering loyalty
and motivation among staff. A participant emphasized that a supportive work environment fosters
educators' growth and sense of worth. Creating a culture where educators feel appreciated and heard
can lead to higher retention rates. Clear hiring standards are another fundamental aspect of attracting
skilled professionals. Five participants (16.67%) remarked, "We have strict hiring criteria to ensure we
attract the best-qualified educators.” This commitment to quality enhances the institution's reputation
and ensures that students receive the highest standard of education.

Lastly, feedback mechanisms are vital for continuous improvement. two participants (8.38%)
emphasized, "Feedback from educators is crucial; it helps us refine our strategies and address any
concerns.” Actively seeking and addressing feedback can lead to better practices and a more responsive
organizational culture.

Collaboration with other educational institutions also enhances BTEC's reputation, providing additional
resources and opportunities for educators. three participants (13.08%) succinctly stated, "Collaborating
with universities allows us to offer our educators unique training opportunities.” These partnerships
can broaden the professional development landscape for educators, making BTEC an even more
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attractive institution. These elements create a comprehensive framework for attracting and retaining
high-quality educators at BTEC. By prioritizing effective attraction strategies, monetary rewards,
professional development, robust support systems, a positive workplace culture, clear hiring standards,
feedback mechanisms, and collaborative partnerships, BTEC can continue to build a strong and capable
faculty dedicated to educational excellence.

5. Discussion

The findings regarding the factors influencing teacher educators' decisions to work at the Battambang
Teacher Education College (BTEC) reveal a complex interplay of motivations and challenges. Trainers
highly value professional opportunities, often seeing positions at BTEC as significant for career
advancement and job security. One participant remarked, "If a position opens at the BTEC, it's my
opportunity to work in higher education,” underscoring the significance of such roles in professional
growth (Finding 4.1). This underscores the crucial role that BTEC plays in educators' career paths.
Personal motivations, including a passion for education, also play a critical role, as indicated by trainers
expressing desires to change their work environments (Finding 4.1).

Furthermore, environmental factors, such as Battambang's appealing local context, enhance the
institution's attractiveness, with references to its natural resources suggesting a conducive living and
working environment (Finding 4.1). However, challenges persist, particularly regarding resource
availability and administrative support. Insufficient materials and technology are frequently cited by
educators, who state, "There are many challenges when working at BTEC... there is no material for the
five-year training process," highlighting significant barriers to effective teaching (Finding 4.2).

Additionally, the need for structured training programs is evident, with educators advocating for more
professional development opportunities (Finding 4.2). This underscores the importance of continuous
learning and growth in education. Effective attraction strategies are crucial for retaining qualified
educators, as evidenced by solid calls for targeted marketing and competitive financial packages. One
participant emphasized the need to promote BTEC actively through various channels, stating, "We need
to actively promote BTEC as a leading institution for educators through workshops and career fairs"
(Finding 4.3). This proactive marketing and robust professional development and support systems can
significantly enhance educator satisfaction and retention. A supportive workplace culture, characterized
by mentorship opportunities, is fundamental; as one educator noted, "Having a mentor can make all the
difference in adapting to the new teaching environment” (Finding 4.3). These findings suggest that
BTEC must continue to prioritize comprehensive strategies that attract and retain high-quality educators
by addressing the multifaceted nature of their needs and challenges.
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6. Conclusions

The findings from this study illuminate the multifaceted factors influencing teacher educators' decisions
to work at BTEC and the challenges they face within this environment. The emphasis on professional
opportunities, personal motivation, and economic benefits underscores BTEC's need to create an
appealing work environment that fosters career advancement and job satisfaction. Additionally, the
identified challenges—such as resource availability, limited training opportunities, and administrative
obstacles—highlight critical areas for systemic improvement. Effective attraction strategies, including
targeted outreach and competitive compensation, are essential for recruiting and retaining qualified
educators. Furthermore, we cannot overstate the importance of mentorship and supportive workplace
culture in enhancing educator effectiveness and retention. By addressing these challenges and
implementing comprehensive strategies, BTEC can strengthen its position as a leading institution for
educator development, ultimately contributing to educational excellence in the region.

Acknowledgments

We extend our heartfelt gratitude to all who contributed to this study. We extend our special thanks to
our BTEC administrators and colleagues, whose invaluable interviews laid the foundation for our
analysis. We appreciate the collaborative support from our peers and the resources provided by our
institution's library and electronic trustful resources. Finally, we acknowledge the broader academic
community for ongoing research efforts on Factors Influencing Teacher Educators' Decision to Work
at Battambang Teacher Education College: Challenges and Strategies for Recruitment and Retention,
which inspired this study.

Author Contributions: All the authors contributed to this research.
Funding: Not applicable.
Conflicts of interest: The authors declare no conflicts of interest.

Ethics approval and Informed Consent Statement: This study received ethical approval from the
BTEC’s administrative on January 09t 2024.

References

Abu-Tineh, A. M., Romanowski, M. H., Chaaban, Y., Alkhatib, H., Ghamrawi, N., & Alshaboul, Y.
M. (2023). Career Advancement, job satisfaction, career retention, and other related dimensions
for sustainability: A perception study of Qatari public school teachers. Sustainability, 15(5),
4370. https://doi.org/10.3390/su15054370

84



http://doi.org/10.31039/jomeino.2024.835
https://doi.org/10.3390/su15054370

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Abubakar, S., Esther, G. Y., & Angonimi, O. (2020). The effect of financial and non-financial
incentives on staff performance. Journal of Business and Management (IOSR-JBM), 22(6), 26-
32. https://doi.org/10.9790/487X-2206112632

Altmiller, G., & Pepe, L. H. (2022). Influence of Technology in Supporting Quality and Safety in
Nursing Education. Nurs Clin North Am, 57(4), 551-562.
https://doi.org/10.1016/j.cnur.2022.06.005

Andrew, M. D., & Schwab, R. L. (1995). Has reform in teacher education influenced teacher
performance? An outcome assessment of graduates of an eleven-university consortium. Action
in Teacher Education, 17(3), 43-53. https://doi.org/10.1080/01626620.1995.10463255

Artino, A. R., Jr. (2012). Academic self-efficacy: From educational theory to instructional practice.
Perspect Med Educ, 1(2), 76-85. https://doi.org/10.1007/s40037-012-0012-5

Aulia, N., & Haerani, I. (2022). Teacher retention and turnover: Exploring the factors that influence
teacher decision-making. Journal of Education Review Provision, 2(2), 54-64.
https://doi.org/10.55885/jerp.v2i2.155

Baba, N. M. (2018). Achieving sustainable development goals through teacher education. Journal of
Specialized and Professional Education, 2(2), 1-34. https://ssrn.com/abstract=3510178

Belsito, C. (2016). The importance of ‘teacher quality’ and ‘quality teaching’ on academic
performance. Journal of Student Engagement: Education Matters, 6(1), 28-38.
https://ro.uow.edu.au/jseem/vol6/iss1/5

Benveniste, L., Marshall, J., & Araujo, M. C. (2008). Teaching in Cambodia. Human Development
Sector, East Asia and the Pacific Region, World Bank.

Bibi, M. (2018). Impact of talent management practices on employee performance: An empirical study
among healthcare employees. SEISENSE Journal of Management, 2(1), 22-32.
https://doi.org/10.33215/sjom.v2i1.83

Bolliger, D. U., & Wasilik, O. (2009). Factors influencing faculty satisfaction with online teaching and
learning in higher education. Distance Education, 30(2), 103-116.
https://doi.org/10.1080/01587910902845949

Brannon, D., Fiene, J., Burke, L., & Wehman, T. (2009). Meeting the needs of new teachers through
mentoring, induction, and teacher support. Academic Leadership: The Online Journal, 7(4), 22.
https://doi.org/10.58809/ERVA3381

Brehm, W. C., & Silova, I. (2014). Hidden privatization of public education in Cambodia: Equity
implications of private tutoring. Journal for Educational Research Online, 6(1), 94-116.
https://doi.org/10.25656/01:8842

Brislin, R. W. (1970). Back-translation for cross-cultural research. Journal of Cross-Cultural
Psychology, 1, 185-216. https://doi.org/10.1177/135910457000100301

Brown, K. M., & Wynn, S. R. (2007). Teacher retention issues: How some principals are supporting
and keeping new teachers. Journal of School leadership, 17(6), 664-698.
https://doi.org/10.1177/105268460701700601

BTEC. (2018). Battambang teacher education college strategic plan. T. E. College.
https://www.btec.edu.kh/

85


http://doi.org/10.31039/jomeino.2024.835
https://doi.org/10.9790/487X-2206112632
https://doi.org/10.1016/j.cnur.2022.06.005
https://doi.org/10.1080/01626620.1995.10463255
https://doi.org/10.1007/s40037-012-0012-5
https://doi.org/10.55885/jerp.v2i2.155
https://ssrn.com/abstract=3510178
https://ro.uow.edu.au/jseem/vol6/iss1/5
https://doi.org/10.33215/sjom.v2i1.83
https://doi.org/10.1080/01587910902845949
https://doi.org/10.58809/ERVA3381
https://doi.org/10.25656/01:8842
https://doi.org/10.1177/105268460701700601
https://www.btec.edu.kh/

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Budhathoki, J. K. (2021). Teachers’ satisfaction: Implications for job performance. Interdisciplinary
Research in Education, 6(2), 79-88. https://doi.org/10.3126/ire.v6i2.43540

Burch, P., & Spillane, J. (2004). Leading from the middle: Mid-level district staff and instructional
improvement. Cross City Campaign for Urban School Reform. www.crosscity.org

Cabral Vieira*, J., Menezes, A., & Gabriel, P. (2005). Low pay, higher pay and job quality: empirical
evidence for Portugal. Applied Economics Letters, 12(8), 505-511.
https://doi.org/10.1080/13504850500109907

Carter Andrews, D. J., Castro, E., Cho, C. L., Petchauer, E., Richmond, G., & Floden, R. (2019).
Changing the narrative on diversifying the teaching workforce: A look at historical and
contemporary factors that inform recruitment and retention of teachers of color. Journal of
teacher education, 70(1), 6-12. https://doi.org/10.1177/0022487118812418

Carver-Thomas, D. (2018). Diversifying the teaching profession: how to recruit and retain teachers of
color. Learning Policy Institute. https://doi.org/10.54300/559.310.

Chandra, G., & Dwivedi, S. K. (2017). Assessing query translation quality using back translation in
hindi-english clir. International Journal of Intelligent Systems and Applications, 9(3), 51.
https://doi.org/10.5815/ijisa.2017.03.07

Chen, S., Wang, R., Wang, T., & Zhou, W. (2022). The impact of student-teacher policy perception on
employment intentions in rural schools for educational sustainable development based on push—
pull theory: An empirical study from China. Sustainability, 14(11), 6639.
https://doi.org/10.3390/su14116639

Coldwell, M. (2017). Exploring the influence of professional development on teacher careers: A path
model approach. Teaching and Teacher Education, 61, 189-198.
https://doi.org/10.1016/j.tate.2016.10.015

Combs, A. K. (2015). The factors affecting the retention of adult basic education teachers in kentucky.
Dissertations. Paper 85, https://digitalcommons.wku.edu/diss/85

Corbo, J. C., Reinholz, D. L., Dancy, M. H., Deetz, S., & Finkelstein, N. (2016). Framework for
transforming departmental culture to support educational innovation. Physical Review Physics
Education Research, 12(1), 010113. https://doi.org/10.1103/PhysRevPhysEducRes.12.010113

Creemers, B., Kyriakides, L., & Antoniou, P. (2012). Teacher professional development for improving
quality of teaching. https://doi.org/10.1007/978-94-007-5207-8

Danielson, L. (2002). Developing and retaining quality classroom teachers through mentoring. The
Clearing House, 75(4), 183-185. https://doi.org/10.1080/00098650209604927

Darling-Hammond, L. (2006). Constructing 21st-century teacher education. Journal of Teacher
Education, 57(3), 300-314. https://doi.org/10.1177/0022487105285962

Darling-Hammond, L. (2012). Powerful teacher education: Lessons from exemplary programs. John
Wiley & Sons. www.jossybass.com

Darling-Hammond, L., & Baratz-Snowden, J. (2007). A good teacher in every classroom: Preparing
the highly qualified teachers our children deserve. Educational Horizons, 85(2), 111-132.
https://www.jstor.org/stable/42926597

86


http://doi.org/10.31039/jomeino.2024.835
https://doi.org/10.3126/ire.v6i2.43540
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.crosscity.org
https://doi.org/10.1080/13504850500109907
https://doi.org/10.1177/0022487118812418
https://doi.org/10.54300/559.310
https://doi.org/10.5815/ijisa.2017.03.07
https://doi.org/10.3390/su14116639
https://doi.org/10.1016/j.tate.2016.10.015
https://digitalcommons.wku.edu/diss/85
https://doi.org/10.1103/PhysRevPhysEducRes.12.010113
https://doi.org/10.1007/978-94-007-5207-8
https://doi.org/10.1080/00098650209604927
https://doi.org/10.1177/0022487105285962
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.jossybass.com
https://www.jstor.org/stable/42926597

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Darling-Hammond, L., Burns, D., Campbell, C., Goodwin, A. L., Hammerness, K., Low, E.-L.,
Mclintyre, A., Sato, M., & Zeichner, K. (2017). Empowered educators: How high-performing
systems shape teaching quality around the world. John Wiley & Sons. www.wiley.com

Darling-Hammond, L., & Sykes, G. (2003). Wanted, a national teacher supply policy for education:
The right way to meet the" highly qualified teacher” challenge. Education Policy Analysis
Archives, 11, 33-33. https://doi.org/10.14507/epaa.v11n33.2003

De Nobile, J. (2017). Organisational communication and its relationships with job satisfaction and
organisational commitment of primary school staff in Western Australia. Educational
Psychology, 37(3), 380-398. https://doi.org/10.1080/01443410.2016.1165797

Desimone, L. M. (2009). Improving impact studies of teachers’ professional development: Toward
better conceptualizations and measures. Educational Researcher, 38(3), 181-199.
https://doi.org/10.3102/0013189X08331140

Doan, S., Steiner, E. D., & Pandey, R. (2024). Teacher well-being and intentions to leave in 2024:
findings from the 2024 State of the American teacher survey. RAND Corporation, US.
https://coilink.org/

Donath, J. L., Like, T., Graf, E., Tran, U. S., & Go6tz, T. (2023). Does professional development
effectively support the implementation of inclusive education? A meta-analysis. Educational
Psychology Review, 35(1), 30. https://doi.org/10.1007/s10648-023-09752-2

Donofrio, N., Sanchez, C., & Spohrer, J. (2010). Collaborative innovation and service systems:
implications for institutions and disciplines. Holistic Engineering Education: Beyond
Technology, 243-269. https://doi.org/10.1007/978-1-4419-1393-7_18

Earle, H. A. (2003). Building a workplace of choice: Using the work environment to attract and retain
top talent. Journal of Facilities Management, 2(3), 244-257.
https://doi.org/10.1108/14725960410808230

Evans, D. K., & Yuan, F. (2018). The working conditions of teachers in low-and middle-income
countries. World Bank, 1-80. www.riseprogramme.org

Fullan, M., Galluzzo, G., Morris, P., & Watson, N. (1998). The rise & stall of teacher education reform.
ERIC. www.aacte.org

Garcia, E., & Weiss, E. (2019). The role of early career supports, continuous professional development,
and learning communities in the teacher shortage. The fifth report in ‘the perfect storm in the
teacher labor market' series. Economic Policy Institute. www.epi.org/164976

Gast, 1., Neelen, M., Delnoij, L., Menten, M., Mihai, A., & Grohnert, T. (2022). Supporting the well-
being of new university teachers through teacher professional development. Front Psychol, 13,
866000. https://doi.org/10.3389/fpsyq.2022.866000

Gause, G., Mokgaola, I. O., & Rakhudu, M. A. (2022). Technology usage for teaching and learning in
nursing education: An integrative review. Curationis, 45(1), el-e9.
https://doi.org/10.4102/curationis.v45i1.2261

Grima-Farrell, C. (2015). Mentoring pathways to enhancing the personal and professional development
of pre-service teachers. International Journal of Mentoring and Coaching in Education, 4(4),
255-268. https://doi.org/10.1108/1IMCE-07-2015-0020

87


http://doi.org/10.31039/jomeino.2024.835
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.wiley.com
https://doi.org/10.14507/epaa.v11n33.2003
https://doi.org/10.1080/01443410.2016.1165797
https://doi.org/10.3102/0013189X08331140
https://coilink.org/
https://doi.org/10.1007/s10648-023-09752-2
https://doi.org/10.1007/978-1-4419-1393-7_18
https://doi.org/10.1108/14725960410808230
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.riseprogramme.org
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.aacte.org
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.epi.org/164976
https://doi.org/10.3389/fpsyg.2022.866000
https://doi.org/10.4102/curationis.v45i1.2261
https://doi.org/10.1108/IJMCE-07-2015-0020

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Gu, Q. (2017). Variations in the conditions for teachers’ professional learning and development: teacher
development, retention and renewal over a career. In M. A. Peters, B. Cowie, & I. Menter (Eds.),
A companion to research in teacher education (pp. 37-52). Springer Singapore.
https://doi.org/10.1007/978-981-10-4075-7_3

Guarino, C. M., Santibanez, L., & Daley, G. A. (2006). Teacher recruitment and retention: A Review
of the recent Empirical Literature. Review of educational research, 76(2), 173-208.
https://doi.org/10.3102/00346543076002173

Guskey, T. R. (2002). Does it make a difference? Evaluating professional development. Educational
leadership, 59(6), 45-51. https://uknowledge.uky.edu/edp_facpub/7

Hajnal, V. J., & Dibski, D. J. (1993). Compensation management: Coherence between organization
directions and teacher needs. Journal of Educational Administration, 31(1).
https://doi.org/10.1108/09578239310024719

Hanushek, E. A. (2011). The economic value of higher teacher quality. Economics of Education
Review, 30(3), 466-479. https://doi.org/10.1016/j.econedurev.2010.12.006

Hanushek, E. A., & Rivkin, S. G. (2007). Pay, working conditions, and teacher quality. The Future of
Children, 69-86. https://www.jstor.org/stable/4150020

Hargreaves, A. (2003). Teaching in the knowledge society: Education in the age of insecurity. Teachers
College Press. https://books.google.com.kh/books?id=mtcrdgaagbaj

Hargreaves, A., & Dawe, R. (1990). Paths of professional development: Contrived collegiality,
collaborative culture, and the case of peer coaching. Teaching and teacher education, 6(3), 227-
241. https://doi.org/10.1016/0742-051X(90)90015-W

Harrison, L. (2024). Professional development pathway. Unpacking Micro-Influence within the
Australian Creative Sectors: A Theoretical Framework for Understanding the Skills,
Knowledge, and Capabilities of Micro-Influencers, 163-183. https://doi.org/10.1007/978-981-
97-5914-9 9

Hawkins, M., Cheng, C., Elsworth, G. R., & Osborne, R. H. (2020). Translation method is validity
evidence for construct equivalence: analysis of secondary data routinely collected during
translations of the Health Literacy Questionnaire (HLQ). BMC Medical Research Methodology,
20(1), 130. https://doi.org/10.1186/s12874-020-00962-8

Henderson, L. N., & Tulloch, J. (2008). Incentives for retaining and motivating health workers in
Pacific and Asian countries. Human Resources for Health, 6(1), 18.
https://doi.org/10.1186/1478-4491-6-18

Hightower, A. M., Delgado, R. C., Lloyd, S. C., Wittenstein, R., Sellers, K., & Swanson, C. B. (2011).
Improving student learning by supporting quality teaching (Retrieved on, Issue. E. P. i. E. R.
Center. www.edweek.org

Huang, Z., Sindakis, S., Aggarwal, S., & Thomas, L. (2022). The role of leadership in collective
creativity and innovation: Examining academic research and development environments. Front
Psychol, 13, 1060412. https://doi.org/10.3389/fpsyq.2022.1060412

Ibidunni, S., Osibanjo, O., Adeniji, A., Salau, O. P., & Falola, H. (2016). Talent retention and
organizational performance: A competitive positioning in Nigerian banking sector. Periodica
Polytechnica Social and Management Sciences, 24(1), 1-13. https://doi.org/10.3311/PPs0.7958

88



http://doi.org/10.31039/jomeino.2024.835
https://doi.org/10.1007/978-981-10-4075-7_3
https://doi.org/10.3102/00346543076002173
https://uknowledge.uky.edu/edp_facpub/7
https://doi.org/10.1108/09578239310024719
https://doi.org/10.1016/j.econedurev.2010.12.006
https://www.jstor.org/stable/4150020
https://books.google.com.kh/books?id=mtcrdqaaqbaj
https://doi.org/10.1016/0742-051X(90)90015-W
https://doi.org/10.1007/978-981-97-5914-9_9
https://doi.org/10.1007/978-981-97-5914-9_9
https://doi.org/10.1186/s12874-020-00962-8
https://doi.org/10.1186/1478-4491-6-18
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.edweek.org
https://doi.org/10.3389/fpsyg.2022.1060412
https://doi.org/10.3311/PPso.7958

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Ingersoll, R. M. (2001). Teacher turnover and teacher shortages: An organizational analysis. American
Educational Research Journal, 38(3), 499-534. https://doi.org/10.3102/00028312038003499

Iwu, C. G., Benedict, H. O., & Tengeh, R. K. (2013). Teacher job satisfaction and learner performance
in South Africa. Journal of Economics and Behavioral studies, 5(12), 838-850.
https://doi.org/10.22610/jebs.v5i12.457

Johnson, S. M. (1986). Incentives for teachers: What motivates, what matters. Educational
Administration Quarterly, 22(3), 54-79. https://doi.org/10.1177/0013161X86022003003

Kaihoi, C. A., Bottiani, J. H., & Bradshaw, C. P. (2022). Teachers supporting teachers: A social network
perspective on collegial stress support and emotional wellbeing among elementary and middle
school educators. School Ment Health, 14(4), 1070-1085. https://doi.org/10.1007/s12310-022-

09529-y

Kelley, C., & Finnigan, K. (2004). Teacher compensation and teacher workforce development.
Teachers College Record, 106(13), 253-273. https://doi.org/10.1177/016146810410601307

Khim, K., & Andermann, A. (2021). Challenges and opportunities in addressing social determinants of
child health in Cambodia: perspectives and experience of frontline providers in two health
districts. Canadian Journal of Public Health, 112(2), 317-330.
https://doi.org/10.17269/s41997-020-00442-y

Kim, C.-Y., & Rouse, M. (2011). Reviewing the role of teachers in achieving education for all in
Cambodia. Prospects, 41, 415-428. https://doi.org/10.1007/s11125-011-9201-y

Klotz, A. C., Swider, B. W., & Kwon, S. H. (2023). Back-translation practices in organizational
research: Avoiding loss in translation. Journal of Applied Psychology, 108(5), 699.
https://doi.org/10.1037/apl0001050

Lambert, K., & Gray, C. (2022). Hyper-performativity and early career teachers: interrogating teacher
subjectivities in neoliberal educational assemblages. Discourse: Studies in the Cultural Politics
of Education, 43(6), 929-943. https://doi.org/10.1080/01596306.2021.1933912

Lavy, V. (2007). Using performance-based pay to improve the quality of teachers. The future of
children, 87-109. https://www.jstor.org/stable/4150021

Lehmann, U., Dieleman, M., & Martineau, T. (2008). Staffing remote rural areas in middle- and low-
income countries: A literature review of attraction and retention. BMC Health Services
Research, 8(1), 19. https://doi.org/10.1186/1472-6963-8-19

Liston, D., Borko, H., & Whitcomb, J. (2008). The Teacher educator's role in enhancing teacher quality.
Journal of teacher education, 59(2), 111-116. https://doi.org/10.1177/0022487108315581

Lunenberg, M., Dengerink, J., & Korthagen, F. (2014). The professional teacher educator: Roles,
behaviour, and professional development of teacher educators. Springer Science & Business
Media. www.sensepublishers.com

Lunenberg, M., & Willemse, M. (2006). Research and professional development of teacher educators.
European journal of teacher education, 29(1), 81-98.
https://doi.org/10.1080/02619760500478621

89


http://doi.org/10.31039/jomeino.2024.835
https://doi.org/10.3102/00028312038003499
https://doi.org/10.22610/jebs.v5i12.457
https://doi.org/10.1177/0013161X86022003003
https://doi.org/10.1007/s12310-022-09529-y
https://doi.org/10.1007/s12310-022-09529-y
https://doi.org/10.1177/016146810410601307
https://doi.org/10.17269/s41997-020-00442-y
https://doi.org/10.1007/s11125-011-9201-y
https://doi.org/10.1037/apl0001050
https://doi.org/10.1080/01596306.2021.1933912
https://www.jstor.org/stable/4150021
https://doi.org/10.1186/1472-6963-8-19
https://doi.org/10.1177/0022487108315581
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.sensepublishers.com
https://doi.org/10.1080/02619760500478621

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Malik, R. S. (2018). Educational challenges in 21st century and sustainable development. Journal of
Sustainable Development Education and Research, 2(1), 9-20.
https://doi.org/10.17509/jsder.v2i1.12266

Mclaughlin, M. W. (1984). Teacher evaluation and school improvement. Teachers College Record,
86(1), 193-207. https://doi.org/10.1177/016146818408600114

McMahon, S. D., Reaves, S., McConnell, E. A., Peist, E., & Ruiz, L. (2017). The ecology of teachers'
experiences with violence and lack of administrative support. Am J Community Psychol, 60(3-
4), 502-515. https://doi.org/10.1002/ajcp.12202

Mlambo, M., Silén, C., & McGrath, C. (2021). Lifelong learning and nurses' continuing professional
development, a metasynthesis of the literature. BMC  Nurs, 20(1), 62.
https://doi.org/10.1186/s12912-021-00579-2

Mlambo, M., Silén, C., & McGrath, C. (2021). Lifelong learning and nurses’ continuing professional
development, a metasynthesis of the literature. BMC Nursing, 20(1), 62.
https://doi.org/10.1186/s12912-021-00579-2

MOEYS. (2023). Education Strategic Plan. a. S. Ministry of Education Yourth. https://moeys.gov.kh/en

Monk, D. H. (2007). Recruiting and retaining high-quality teachers in rural areas. The Future of
Children, 155-174. https://www.jstor.org/stable/4150024

Nakahara, S., Saint, S., Sann, S., Ichikawa, M., Kimura, A., Eng, L., & Yoshida, K. (2009). Exploring
referral systems for injured patients in low-income countries: A case study from Cambodia.
Health Policy and Planning, 25(4), 319-327. https://doi.org/10.1093/heapol/czp063

Nye, B., Konstantopoulos, S., & Hedges, L. V. (2004). How large are teacher effects? Educational
Evaluation and Policy Analysis, 26(3), 237-257. https://doi.org/10.3102/01623737026003237

Ogony, S. M., & Majola, B. K. (2018). Factors causing employee turnover in the public service, South
Africa.  Journal of  Management &  Administration, 2018(1), 77-100.
https://hdl.handle.net/10520/EJC-110784ed03

Ololube, N. P. (2006). Teachers job satisfaction and motivation for school effectiveness: An
assessment. Essays in Education, 18(1), 9. https://openriver.winona.edu/eie/vol18/iss1/9

Ortan, F., Simut, C., & Simut, R. (2021). Self-efficacy, job satisfaction and teacher well-being in the
K-12  educational system. Int J Environ Res Public Health, 18(23).
https://doi.org/10.3390/ijerph182312763

OUM, S. (2015). The relationship between low pay and intention of corruption in the Cambodia public
sector (Seoul National University). https://hdl.handle.net/10371/130134

Owan, V. J., Ameh, E., & Anam, E. G. (2024). Collaboration and institutional culture as mediators
linking mentorship and institutional support to academics’ research productivity. Educational
Research for Policy and Practice, 23(1), 19-44. https://doi.org/10.1007/s10671-023-09354-3

Ozolins, U., Hale, S., Cheng, X., Hyatt, A., & Schofield, P. (2020). Translation and back-translation
methodology in health research—a critique. Expert review of pharmacoeconomics & outcomes
research, 20(1), 69-77. https://doi.org/10.1080/14737167.2020.1734453

Pinto, M. (2014). Knowledge management in higher education institutions: a framework to improve
collaboration. 2014 9th Iberian Conference on Information Systems and Technologies (CISTI),

90



http://doi.org/10.31039/jomeino.2024.835
https://doi.org/10.17509/jsder.v2i1.12266
https://doi.org/10.1177/016146818408600114
https://doi.org/10.1002/ajcp.12202
https://doi.org/10.1186/s12912-021-00579-2
https://doi.org/10.1186/s12912-021-00579-2
https://moeys.gov.kh/en
https://www.jstor.org/stable/4150024
https://doi.org/10.1093/heapol/czp063
https://doi.org/10.3102/01623737026003237
https://hdl.handle.net/10520/EJC-110784ed03
https://openriver.winona.edu/eie/vol18/iss1/9
https://doi.org/10.3390/ijerph182312763
https://hdl.handle.net/10371/130134
https://doi.org/10.1007/s10671-023-09354-3
https://doi.org/10.1080/14737167.2020.1734453

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Plecki, M., & Loeb, H. (2004). Lessons for policy design and implementation: Examining state and
federal efforts to improve teacher quality. Teachers College Record, 106(13), 348-389.
https://doi.org/10.1177/016146810410601311

Podolsky, A., Kini, T., Bishop, J., & Darling-Hammond, L. (2016). Solving the teacher shortage: How
to attract and retain excellent educators (Learning Policy Institute, Issue.
https://learningpolicyinstitute.org/product/solving-teachershortage.

Podolsky, A., Kini, T., Darling-Hammond, L., & Bishop, J. (2019). Strategies for attracting and
retaining educators: What does the evidence say? Education policy analysis archives, 27, 38-
38. https://doi.org/10.14507/epaa.27.3722

Rodriguez, A. (2019). Please don’t go: An examination of teacher retention in high needs schools
(Publication Number 13895521) [Education in Educational Leadership, California State
University]. Long Beach.

Rogers, M. A. (2024). Professionally developed or underdeveloped? A study on national professional
development series effectiveness on agriculture teacher retention [Agricultural Education Texas
Tech University]. https://hdl.handle.net/2346/99402

See, B. H., Morris, R., Gorard, S., Kokotsaki, D., & Abdi, S. (2020). Teacher recruitment and retention:
A critical review of international evidence of most promising interventions. Education Sciences,
10(10), 262. https://doi.org/10.3390/educsci10100262

Seren Intepeler, S., Esrefgil, G., Yilmazmis, F., Bengu, N., Gunes Dinc, N., lleri, S., Ataman, Z., &
Dirik, H. F. (2019). Role of job satisfaction and work environment on the organizational
commitment of nurses: a cross-sectional study. Contemporary nurse, 55(4-5), 380-390.
https://doi.org/10.1080/10376178.2019.1673668

Shakoor, A., Haider, S., Akhtar, M. H., & Asadullah, M. A. (2023). Moderated mediation between
work-life conflict and employee turnover intentions: the role of job dissatisfaction and
workplace social support. International Journal of Organizational Analysis, 31(4), 1037-1060.
https://doi.org/10.1108/IJOA-06-2021-2807

Shiri, R., EI-Metwally, A., Sallinen, M., Poyry, M., Harma, M., & Toppinen-Tanner, S. (2023). The
role of continuing professional training or development in maintaining current employment: A
systematic review. Healthcare (Basel), 11(21). https://doi.org/10.3390/healthcare11212900

Simmonds, A. H., & Dicks, A. P. (2018). Mentoring and professional identity formation for teaching
stream faculty: A case study of a university Peer-to-Peer mentorship program. International
Journal of Mentoring and  Coaching in  Education, 7(4), 282-295.
https://doi.org/10.1108/IIMCE-02-2018-0012

Sims, C. E. (2003). Increasing clinical, satisfaction, and financial performance through nurse-driven
process improvement. JONA: The Journal of Nursing Administration, 33(2), 68-75.
https://journals.lww.com/jonajournal/fulltext/2003/02000/increasing_clinical,_satisfaction,_an
d_financial.2.aspx

Singh, P., & Manser, P. (2008). Relationship between the perceived emotional intelligence of school
principals and the job satisfaction of educators in a collegial environment. Africa Education
Review, 5(1), 109-130. https://doi.org/10.1080/18146620802144834

91


http://doi.org/10.31039/jomeino.2024.835
https://doi.org/10.1177/016146810410601311
https://learningpolicyinstitute.org/product/solving-teachershortage
https://doi.org/10.14507/epaa.27.3722
https://hdl.handle.net/2346/99402
https://doi.org/10.3390/educsci10100262
https://doi.org/10.1080/10376178.2019.1673668
https://doi.org/10.1108/IJOA-06-2021-2807
https://doi.org/10.3390/healthcare11212900
https://doi.org/10.1108/IJMCE-02-2018-0012
https://journals.lww.com/jonajournal/fulltext/2003/02000/increasing_clinical,_satisfaction,_and_financial.2.aspx
https://journals.lww.com/jonajournal/fulltext/2003/02000/increasing_clinical,_satisfaction,_and_financial.2.aspx
https://doi.org/10.1080/18146620802144834

Bou, D., & Chhen, S. (2024). Factors influencing teacher educators' decision to work at Battambang Teacher Education College: Challenges and
strategies for recruitment and retention. Journal of Management, Economics, and Industrial Organization, 8(3), 73-92.
http://doi.org/10.31039/jomeino.2024.835

Singh, Y. K., & Gautam, D. N. S. (2024). The impact of job satisfaction on teacher mental health: A
call to action for educational policymakers. Open Education Studies, 6(1).
https://doi.org/doi:10.1515/edu-2024-0008

Sleeter, C. E., & Milner, H. R. (2011). Researching successful efforts in teacher education to diversify
teachers. www.rownaneducation.com

Strahan, D. (2003). Promoting a collaborative professional culture in three elementary schools that have
beaten the odds. The elementary  school journal, 104(2), 127-146.
https://doi.org/10.1086/499746

Straus, S. E., Johnson, M. O., Marquez, C., & Feldman, M. D. (2013). Characteristics of successful and
failed mentoring relationships: a qualitative study across two academic health centers. Acad
Med, 88(1), 82-89. https://doi.org/10.1097/ACM.0b013e31827647a0

Stronge, J. H. (2018). Qualities of effective teachers. Ascd. www.ascd.org

Su, X., Mou, C., & Zhou, S. (2023). Institutional environment, technological innovation capability and
service-oriented transformation. PLoS One, 18(2), e0281403.
https://doi.org/10.1371/journal.pone.0281403

Timotheou, S., Miliou, O., Dimitriadis, Y., Sobrino, S. V., Giannoutsou, N., Cachia, R., Monés, A. M.,
& loannou, A. (2023). Impacts of digital technologies on education and factors influencing
schools' digital capacity and transformation: A literature review. Education and Information
Technologies, 28(6), 6695-6726. https://doi.org/10.1007/s10639-022-11431-8

Toropova, A., Myrberg, E., & Johansson, S. (2021). Teacher job satisfaction: the importance of school
working conditions and teacher characteristics. Educational Review, 73(1), 71-97.
https://doi.org/10.1080/00131911.2019.1705247

Varghese, N. (2009). Globalization, economic crisis, and national strategies for higher education
development. International Institute for Educational Planning (I1EP). www.iiep.unesco.org

Yousaf, S., Latif, M., Aslam, S., & Saddiqui, A. (2014). Impact of financial and non-financial rewards
on employee motivation. Middle-East journal of scientific research, 21(10), 1776-1786.
https://doi.org/10.5829/idosi.mejsr.2014.21.10.21756

Yu, T. K, & Chao, C. M. (2023). Encouraging teacher participation in professional learning
communities: Exploring the facilitating or restricting factors that influence collaborative
activities. Educ Inf Technol (Dordr), 28(5), 5779-5804. https://doi.org/10.1007/s10639-022-

11376-y
Zeichner, K. M. (2017). Independent teacher education programs: Apocryphal claims, illusory
evidence. In The Struggle for the Soul of Teacher Education (pp. 139-170). Routledge.

https://www.taylorfrancis.com/chapters/edit/10.4324/9781315098074-6/independent-teacher-
education-programs-kenneth-zeichner

Zhenjing, G., Chupradit, S., Ku, K. Y., Nassani, A. A., & Haffar, M. (2022). Impact of employees'
workplace environment on employees' performance: A multi-mediation model. Front Public
Health, 10, 890400. https://doi.org/10.3389/fpubh.2022.890400

92


http://doi.org/10.31039/jomeino.2024.835
https://doi.org/doi:10.1515/edu-2024-0008
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.rownaneducation.com
https://doi.org/10.1086/499746
https://doi.org/10.1097/ACM.0b013e31827647a0
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.ascd.org
https://doi.org/10.1371/journal.pone.0281403
https://doi.org/10.1007/s10639-022-11431-8
https://doi.org/10.1080/00131911.2019.1705247
file:///C:/Users/NaNa/Downloads/Telegram%20Desktop/www.iiep.unesco.org
https://doi.org/10.5829/idosi.mejsr.2014.21.10.21756
https://doi.org/10.1007/s10639-022-11376-y
https://doi.org/10.1007/s10639-022-11376-y
https://www.taylorfrancis.com/chapters/edit/10.4324/9781315098074-6/independent-teacher-education-programs-kenneth-zeichner
https://www.taylorfrancis.com/chapters/edit/10.4324/9781315098074-6/independent-teacher-education-programs-kenneth-zeichner
https://doi.org/10.3389/fpubh.2022.890400

