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Workplace Demand, Turnover Infention, Workload, Fole Ambignity, Poor Work Enviromment, Oocupational
Stress, Edncaters, Academic Instmations, Oooupational Stwess Scale for Teachers (O5T).

This stady inwestizates the impact of workplace demand on tormover intenton, focusing on three primsary
siressors: workload, role ambiguwity, and poor work envirooment Condocted among 347 edocators in
academic institutions, the smady employs a3 quanatatve research approach, uwblizing the Oocupatonal Stress
Scale for Teachers ((O5T) o assess stess levels and their influence on tormover infention. Data analysis
mwolved exploratory and confiTmatory factor analysis, alongside Stactural Equation Modeling (5EM). The
findings reveal that workload, role smbiguity, and poor work environment significantly contribute to tarmover
imtention, with standardized regression weights indicating a positdve relationship between these stressors and
employves tumover intenfions. The sady underscores the need for targeted intermvenfions to mitizate these
stressors, enhance teacher satisfacdon, and promote retention. These resulis offer actionable insight for
policymakers and administrators to develop supportive work environments snd redoce mrnover in educatonal

mstitutions.

1 INTRODUCTION

Workplace Demand has become a pressing 1ssue m
organizatonal sethngs, posing substantizl challenges
to both emplovee well-being and orgamzatonal
performance. In  educatonal mstiiutons, the
prevalence of work stress among teachers 1s
particularly comcermang, as it not only affects their
personal health and job satisfacton but also
compromses the gquality of educabion delrrered to
students. Among the wvarious adverse outcomes of
work stress, hurmowver inftention stands out as a erfical
indicator of orgamizationazl mstabibity. Tuormewer
infention reflects an employves’s hkelihood of leaving
thewr cwrent position, signalllmg dissatsfacton or
disengagement with workplace conditions. High
fwmover rates are especially  detmmental m
educational mstitutions, as thev disrupt the contmuity
of teaching, erode msthtuwbonal kpnowledge, and
mmpose significant financial burdens due fo
recruiftment, onboarding, and frammg of new staff
This study explores the mmfluence of three specific
stressors—workload, role ambizmity, and poor work
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environmeni—on hunover Intenfion among teachers.

Jorkload encompasses the pressure of managmg
extensive responsibilities and tasks within hmited
tmeframes, often leading to burnout. Fole ambiguity,
charactenized by wunclear job expectattons and
responsibilihes, fosters uncertainty and fiustration,
undermining job satisfaction. Meanwhile, a poor
work environment, marked by imadequate resources,
lack of suppeort, or unfanrourzble workmg conditions,
exacerbates stress and dissaftisfaction. By focusing on
these factors. the study sheds hght on the underbyring
canses of twmover mtention i  educatonal
mshitutions, offenng actionable imsight= for
admimistrators to enhance teacher retenfion and create
a more supportve work env t.

2 LITERATURE REVIEW

According to Agvemang et al analysis conducted m
2023, there 15 a strong positive relattonship between
the heavy work load and twnover mitention. Their
research shows that chronic work pressure not only

In Anooadngs of Lha 151 Infornafanal Conforanon on Emarging Trands i Compuior Solonos and Apphcations (IMACSS 20.25) pages 2234 3240

IEBN: 8-050-758-THT-0

Frocesdings Conyright & P2 by ECTEFAEES — Eokenoe and Technoiogy Publicasons, Lo




deflatez levels of job contentment, but alse
contnbutes to the propensity of the workforce sesking
other employment. Cutcomes hke these underscore
the relevance of workload management 1n parhcular
organizatonal environment with the purpose to bring
down turnover rates as well as retain highly effectve
workforce. Eumar and Sovastava (2022) alse
extended the research as to how job demands are
detrimental to povchologieal well-being and
established that hardcore work leads to buwmout, as
well az reduced commitment level among employess.
In the same vein, workload was established by
Nguven et al. (2021} as a2 significant predictor of
twnover nftention, especially mm  orgamisations
operating 1 condifons of elevated stress such as
profeszional services. The role of W5L 1= finther
expanded by Park et al {2020) who talked about
mental health 135ues related to WSL, unveiling that
the duratton of high workmg task loads leads to
higher emploves tumover rates.

Job description overlap, a condifion that means
people are not sure if they are doing thew job or the
one expected of another emplovee, 15 one of the
biggest souwrces of stress and job contentment at the
workplace. Tan et al. (2022} locked into the effect of
role ambigmity towards the level of job satisfachon
and twmover intenfion of the emplovees and
discovered that when workers that are m
organizatons suffer from role ambigmity, then they
become frustrated and demotrvated and hence may
decide to leave the orgamirzation Singh and Batra
{2021} have also echoed this opmion explaining that
organizatonal commitment reduces dus te role
ambiguity and thus they are more lhkely to be
absconding Wilson et al (2020) found that role
ambipuity influences the lewvels of stress and job
performance; this was tue for customer-orented
organizations where standard operating procedures
matter most. Ahbhmed and Patel (2019) selected
acadenuc msttutions as its site to argue that role
ambiguity was stongly hnoked to  emotional
exhaustion and job dissatisfaction which had grave
mmplications for retention of educators.

Clearly, factors such as lack of resources,
enginesr s working relattonship with colleagues, and
manager support confingent on the enginesr’s
performance are significant predictors of twmover.
Uszmg data from Chima, Fhang and L1 (2021) noted
that people’s workplace condifions were wery
important in that a good environment enhances staff
retention while the opposite resulted in job stress and
dissatizfaction. Warm regarding to the final concept,
Martin et al. (2020 analvsed the effect of workplace

A Btudy on Impact of Workplace Demand on Turnover Iniention

aesthetics and resources, realizing that clean locking
environments result m higher lewels of employee
contentment and lesser levels of employves tumener,
especially mn creative mdustries. In thewr study of
interpersonal conflicts and percerved managenal
support, Jha and Eumar {2019} identfied negahive
repercussions: Workplace dissatisfaction and fum
over mntention in clear corporate sethngs. According
to Fodnguer and Hall (2019, physical and
psvchological work climate charactenstics show that
poor mnfrastructural amenities and orgamerational
cultures are major indicators of voluntears” twnover.

2.1 Objectives of the Study

# To Assesz the Influence of EKev work
Stressors on Turnover Intention

# To Provide Actiomable Inmsizhits for
Enhancing Teacher Eatention

2.2  Hypotheses

# Hl: Workload has a posiive and sipnificant
mmpact on urnover infention.

# H2X: Eole ambizurty has a2 posihve and
sipnificant impact on humover intention.

» H3: Poor work environment has a posifive
and sigmficant impact on turmewver mtention.

3 ERESEARCH METHODOLOGY

The study used a quanfitative research design to
examine workplace streszors hence the vanables;
workload, role ambizuty and work environment on
twmover mtention among emplovees m academmic
mstitutions. These vanables were measured by using
the Cccupational Stress Scale for Teachers (O5T).
The confirmatory construct vahidity of the O5T was
established wsing exploratory factor amalvsiz amd
Cronbach’s alpha values that were higher than 0.7.

The study sample compnsed 347 participants,
employed through a stratfied random samphng
approach that ensured that each age range and gender
represented withmm the academic workforce was
mncluded in the sample. Questonnames of a structured
nature were wused m data collection, and the
respondents made a positrve response to be part of the
study.

Data analysis mmecluded both exploratory and
confirmatory approaches: first, a factor amaly=is to
confirm the construct wahdity of the secale. Inm
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structural validity analysiz, the KEaiser-Meyr-Olkin's
value obtamed was 0.898 and the Bartlett's Test of
Sphercity was =sigmificant at 0000, mdicatmg that
dataset was smtable for factor analv=is. The screeming
test ndicated that the first three factors computed
with both PCA and Vanmax motation to be significant
and explained Workload, Fole Ambiguity, and Poor
Work Enviromment with vanancs percentage of
8048 Cruantitative data was analysed using Structaral
Egquation Medelhing (SEM) to test the hypotheses
concerning thess factors and the impact they have on
tunover intention with the maxmowm hkehhood
estmation (MLE). The bypothesis testing was done
using crfical ratio and chi-square test and p-values
hence the testing confirmed the hypothesis and
established that all the bypothesized relationship was
statistically sagmificant.

4 DATA ANALYSIS AND
RESULTS
4.1 TFactor Analyvsis

A prelimunary factor analvsis was performed to assess
the appropriateness of the scale tems for further

analvsis. Each item demonstrated a factor loadmg
above 0.5, with mo cross-loadings identified.
affirming the construct valhdity of the measurement
model The EKaiser—Meyer—Olkin (EMMO) measure
wasz 0,898, mdicating samphng adeqguacy for factor
analysis. Addihonally, Bartlett's Test of Sphencity
was statistically sigmificant (p < 0.05)., confirming the
suitability of the dataset for factor extraction.
Principal Component Analysis (PCA) was conducted
usmg the Varmmax Rotation Method with Kaiser
MNommahzation, identifymg three factors with
eigenvalues excesding fable 1. These factors
collectively accounted for B0.48% of the total
vanance.

The table 1 pronides a detailed analysis of three
factors workload, role ambiguity, and poor work
environment based on their respective items, factor
loading=, mweans, standard deviations, and intermal
consistency measures. Fach factor exhabatz strong
reliability, as indicated by high Cronbach's alpha
values: workload (o = 0.918), mle ambiguity (o =
0.915), and poor work environment (o = 0.913). The
loading=s for all Mems across the factors are robust,
ranging from 0.772 to 0888, reflecting good item-to-
factor comrelation.

Table 1: Consoucts leadings.

_ Mean (Standard :
Factor Items Loadings Diaviati Crombach’s alpha
o1 888
] Q2 784 o
Workload 28 (704 0.018
° Q3 £35 3280799
04 772
5 £88
o 5 T84 —
Fole smbiguity Gl 3.33 (.89T) 0.915
Q7 835
FE 73
Qo £88
Foor work Q10 784 3.24 (.83T) 0.913
BOVIT oI NN q]] B3=
QL2 772

The mean scores for workload (3 28, 5D =0.794),
role ambigumty (3.33, 5D = 0.897). and poor work
environment (3.24, 5D 0.837) suggest that
respondents generzlly percerve moderate levels of
these 1zswes. The shghtly higher mean for role
ambizmity mdicates that unclear job roles might be a
more pronounced concern compared to worklead and
work environment 1ssues. These resuliz highlight the

mmportance of addressing these workplace factors to
enhance employee satisfaction and retention, given
their potential mpact on orgamranonzal outcomes.
The factor amalvsis 1dentified three prmary
constructs: Workload, Eole Ambigmty, and Foor
Jork Emvironment, with thewr respective ifems and
leading walues summanzed in Table 2. The mean




scores and standard deviations indicate moderate
perceptions of these stressors among the respondents.

4.2 Reliability and Validity Analysis

The rehability of the measurement scales was
assessed wusing Cronbach’s alpha values and
Composite Rellabality (CE). which reflects the
infernal consistency of the constructs. All Alpha and
CE values exceed the recommended threshold of 0.7,
indicating strong rehiabibity across the constucts.
Average Variance Extracted (AVE) and Maximomm
Shared Vanance (BMSWV) were used to assess the

A Study on Impact of Workplace Demand on Turnover Inkenticn

wvabdity of the constucts. The AVE values for all
constructs are above the threshold of 0.5, conforming
good convergent validity, while the M5V values are
lower than the AVE, mdicating satsfactory
diserminant vahdity., Addiionally, the diagonal
wvalues, which represent the square rocts of AVE, are
greater than the off-diagonal comelations between
constructs, finther confirming discriminant validity.
These results confirm that all measwrement scales
meat the required thresholds for both reliability (CE
= 0.T) and walidhity (AVE = 0.5, MSV = AVE)
ensunng the robusiness of the constructs in the study.
Table 2 shows the rebability and validity of research
constructs.

Table 2: Beliability and Validity of research constracts.

- Poor work . Fuole Turn over
CE AVE | msv e Waorkload abigity P
Poor work - - - oo
Pl - 0917 | 0738 | D47 0857
Workload 0017 | o735 | osm2 0663 0.857
Fole ambiguity | 0818 | 0.732 | 0437 0604 0616 0858
Tum over 0024 | o753 | os72 06072 0.756 0.661 08468
Intenon

4.3 Soucture Equation Modelling for
Turnover Intention

Structural Equation Modelmg (SEM) was emploved
to examine the relationships between the identified
work stress factors and tuwrmever intention. BMaxomum
Likelihood Estimation (MLE) was used to estimate
model parameters. The results highhight sigrificant
relationships between each stressor and twmover
intention, confirmmg the bypothesized effects.

4.4 Hypothesis Testing discussion

Hypotheses were tested usmg cntical ratios (CE)
and p-vales, with a p-value = 005 and a t-value =
1.9¢ ndicating statistical sigmficance. Table 4
presents the standardized regression weights,
sigmificance levels, and hypothesiz outcomes. The
findingz frem the hyvpothesis testiing prowvide
sigmificant mmsights nto the factors conimbuting to
twnover mtentions among employees:

The standardized regression weight (§) for
workload mfluencing twrpover mtentton 15 04135,
with a p-value of 0.000 and a t-valne of 5933, As the
p-value 1= less than 0.05 and the t-value exceeds the
cntical threshold of 1.95, the results confirm that
workload has a strong, positve, and stafistically

sigmficant 1mpact on tunover intention. This
supports Hypothesis Hl, mmdicating that moreased
workload directly contnbutesz to higher turmover
intentions among employees. These results are
consistent with the findings of Apyvemang et al
(2023, who observed a sizmificant lmk betwesn
excessive workload and  twmover mtention,
highlighting 1ts detrimental effects on employee
retention in acaderne mshtutions.

Sumilarly, the standardized regression weight (f)
for role ambignity's impact on tumowver intention 1s
positive having value = 0.242, with a p-value of 0.00{)
and a t-value of 4.477. These results meet the critera
for stabistical sigmficance (p = 0.05, t = 1.96),
confirmmg that role ambigmity positively and
sigmficanily predicts twnover intenton. Ths
supports Hypothesis H2, emphasizing the adverse
effects of unclear role expectations on emplovees'
mtention to leave. These findings ahgn with the study
by Tan et al (2022), which demonstrated that role
ambipuity 15 a crfweal stressor that undermimes job
satisfaction and increases fwmover Intention
1n educatonal sethngs.

Finally, the standardized regression weight (B) for
the relabonship between poor work environment and
twmover mtenton 1= 0280, with a p-valne of 0,000
and a t-value of 4 920, The sagmficance levels {p =
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0.05, t= 1.98) vahdate Hypothesis H3, demonstrating
that a poor work environment significantly mereases
twnover intention. This knghhghts the entical role of
workplace condifions in refaining employees. Theze
results are in e with the findings of Fhang and 11
(2021). who emphasized that adwverse workplace
environments, ncluding madequate facibfies and
poor mterpersonal relationships, significantly elevate
twrnover ntention among teaching professionals.

™
-
e
‘:-CI =
az =

4.5 Coefficient of Determination (R*)
The coefficient of determination (F*) for tummover
mtention was 0,661, suggesting that workload, role
ambiguity, and poor work environment collectively
explain 66.1% of the vanance 1 tumover intention.

i e}
- — A
O - 8 =
- 3 wiE
—. .
=+
E—{ze]—
G
Figurel: Strucoral model.
Table 3: Hypothesis testng results.
CR Standardized
Hypothesis Path 5E. T . B Fegression Weights Diecision
(R
Workload—»
H1 Turnover 054 §.933 0.000 415 Supporied
intention
Role ambizmity
HI —Tumover 040 4477 | 0.000 242 Supporied
mtantion
Poor work
environment-» oy 5
H3 T et 030 4920 | 0.000 B0 Supported
mtention

The stuctural mods] presemted m Fizure 1
evaluates the relationship between varous workplace
factors and tomover wtention. Table 4 outhnes the
hyvpothesis  testmg  results, demonstrating the
significant impact of workload, role ambiguity, and
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poor work envoonment on emplovees’ turmover
wmtention. Hypothesis Hl mdicates a strong posttive
association between weorkload and turmever intention
(B = 415, p = 0.001), suggesting that mmcreased
workload  significantly  heightens employvees'




intenfions to leave thewr orgamzation. Similarly, H2
shows that role ambizuty positively influences
twnover intention (f = 242, p = 0.001}, highlizshfing
that unclear roles and responsibilities contnbute to
emploves dissatisfaction and twmover. Finally, H3
confirms that a poor work envoronment 1s a
substantial predictor of hunover intention (B = 280,
p = 0.001), emphasizing that unfavourable working
conditions push employeas toward considenng exits.
These findmgs underscore the crifical need for
organizatons to address workload management,
clanfy roles, and mmprove workplace condibons to
reduce turmover intentions.

4.6 Implications

This smdy highlight= crifical insights info the
relatonzhip between work stressors and twmower
intention, specifically focusing on workload, role
ambizuity, and peoor work environments. The
findings have mmportant mmplications for beth
acadennic research and orgamizationz]l practice,
especially m  echancing emploves retenfion
strategies.

» Workload Management: High workloads
sigmificantly impact twnover infention,
confributng  to  buwmout and stress.
Orgamizations should priontze workload
balancing by implementng effective
distnbution systems, ensunng realishec work
demands, and regularly monitoring
emplovee workloads. Introducmg flexable
hours or hinng additonal staff dunng peak
pencds can alleviate pressure and reduce
twnover intentions.

» Fole Clanty: Role ambiguity negatrvely
affects twmover mtenfions, as employees
lacking clartty experience mncreased stress.
Organizations mmst clearly define job roles
and expectations from the outset Regular
assessments, clear communicaton of
responsibilities, structured onboarding, and
ongoling traming can mitigate ambiguity and
reduce uncertainty.

»  Improving Work Environment: A poor work
environment 15 a significant predictor of
tumeowver mtention, encompassing both
phvsical conditions and mterpersonal
dynamies. Orgamzanons should invest m
ergonopac  workspaces, address facility
mnadeguacies, and foster a positive culture
through team-bwlding activites and conflict
rezolufion programs. A supportive and safe

A Btudy on Impact of Workplace Demand on Turnover Iniention

emploves
humover

work environment enhances
satsfaction and  decreases

# Holishie Estention Strategy: The mterplay of
workload, rele ambiguity. and poor work
environment necassitates a hohistie approach
to retention. Organizations should
mmplement comprehensive strategies that
concwrently address these stressors by
admusting workloads, clanfyving job roles,
and enhanemmg workplace conditions to
mutigate tunower risks.

» Policy Recommendatons: Orgamzations
should establish policies targeting identified
stressors, such az  formal worklead
maznagement policies and mole clanty
workshops. Traming managers to recogmze
sigms of stress related to workload and role
ambiguity will enable proactive measures to
address 1ssues before thev escalate.

This study exapines the impact of work stressors
workload, rols ambigurty, and poor work
environment on twmover mtentions. The findings
highlight that these factors sigmificantly mfluence
tumower, with workload having the stongest impact.
Addressing workload, clanifving roles, and improving
the work environment are cruecial to reducing hunower
intentions.

Orgamizations should forus on managmg
workload, ensuring clear mole defimtions, and
enhancing  workplace condiions to improve
retention. Future research could explore additonal
factors influencimg twnover, such as orgamzational
culture, employves engagement, and technology’s role
in workplace dynamues. Longitudinal studies could
provide mnsights into how these factors evolve, and
research on targeted policy infterventions could
inform retention strategies  across  industres.
Additronally, examming the mmpact of digatal tools on
work stressors and twoeover mtention could offer
waluable m=ights for improving employee retention.

4.7  Suggestions

4.7.1 Workload Management

Introduce time management traimng and equtable
task distmbution mechami=ms to reduce stress related
to heavy wotkloads. Encouraging the use of

technology and providing admimstrative support can
also alleviate pressure.
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4.7.2 Clarification of Eoles

Develop and commumicate clear job descriphions and
expectations to mimmize role ambigzuty. Fegular
feedback sessions can ensure ahznment between
organizational goals and emploves responsibilifies.

4.7.3 Improving Work Environment

Invest m mfrastucture mprovements, provide
adequate teaching resources, and foster a culture of
support  through effective leadership and peer

collaboration.
4.7.4 Stress-Reduction Programs

Implement wellness imhatives, such as counselhng
services and stress management workshops, to
address mental health concerns among educators.

4.7.5 Retention Strategies

Fecognize and reward teacher contnbuhons through
performance-based mcentives, career dewvelopment
opporfunities, and a supporfive msttutonal culture.

5 CONCLUSIONS

The findmgs of this study underscore the sigmificant
mmpact of workload, role ambiguity, and poor work
environment on homover mtention among teachers m
academic institufions. High workloads were found to
contnbute substanfially to stress and buwrnout, while
role ambiguity fostered frustration and decreased job
satisfaction. A poor work enviromnment further
exacerbated stress levels, negatvely affecting
emploves commitment and retenfion. These insights
highlight the pressmg need for institutions to address
these stressors systematically to enhance teacher
retenfion, improve organizational performance, and
ensure the delrvery of quality education. By focusing
on targeted interventions, educational instifufions can
create 2 conducive work enviromment that supports
the well-being and professional growth of educators.

Dvizclosure of Interests. The authors have mno
competing mterests to declare that are relevant to the
content of thas article.
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