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Factors Influencing Instructors’ Retention in TVET

Abstract

Technical and vocational education and training (TVET) in Kazakhstan is currently viewed
as one of the most important sectors of the educational system since it prepares sufficiently
skilled and trained individuals who will work in the rapidly changing knowledge economy.
This educational sector has also hugely expanded because of changes that have occurred in
the national economic structure and a concurrent lack of skilled and qualified workers. Due
to the massive expansion of TVET colleges, the demand for teachers and instructors has
risen. However, this demand cannot be met because of an undersupply of new TVET
instructors and the difficulties involved in not only recruiting teachers to the profession,
but retaining them as well. This study is aimed at exploring those factors, as perceived by
college instructors, that have the greatest influence on teachers’ decisions to either continue
their career in TVET or to depart. To address the research question, a qualitative research
design was used by conducting semi-structured interviews with eleven instructors working
at a TVET college in Kazakhstan. This study employed maximum variation sampling in
order to select participants purposefully among TVET instructors working at this college
and to explore the problem from different perspectives. Diversity was obtained by
choosing participants who differ in terms of gender, years of experience, previous
workplaces and disciplines they teach. The findings revealed that organizational factors
such as salary, workload, administrative support, collegiality, professional opportunities
and autonomy are significant factors that could influence instructors’ retention. The study
concluded by suggesting some recommendations for policy makers and college

administrators to enable them to prevent high rates of faculty turnover in TVET.

Keywords: TVET, faculty turnover, faculty retention, TVET instructor
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dakTopsl, BIUAIINE HA yIep:;KkaHHue HHCTPYKTOpoB B TullO
Abstract (Russian version)
AHHOTAIU

B nacrosmee Bpems TexHuueckoe u npodeccuonansuoe oopasosanue (TullO) B
Kazaxcrane siBnsercst ofHUM U3 HanboJjee BaXKHBIX CEKTOPOB CHCTEMbI 00pa30BaHUs,
MOCKOJIBKY TOTOBUT JIOCTaTOYHO KBATU(DUIIUPOBAHHBIX U MOATOTOBICHHBIX JIIOJICH JUIs
paboThI B pa3BUBAIOIIECH 5KOHOMUKE 3HAHUI. DTOT CEKTOP TAKXKe 3HAYUTEIHHO
pacmmMpuiIcs U3-3a U3MEHEHUH, IPOU30LIEAIINX B CTPYKTYpE HAlMOHAILHOW SKOHOMUKH,
Y OJJHOBPEMEHHOW HEXBAaTKHU OMNBITHBIX U KBATH(PHUIUPOBAHHBIX PaOOTHUKOB. B cBs3M ¢
MaccoBbIM paciupenueM kosuemken TullO, cipoc Ha npenoaaBaTeneil © MHCTPYKTOPOB
Takxke Bo3poc. OHAKO 3TO MOTPEOHOCTh HE MOKET OBITh yIOBJIETBOPEHA N3-32 HEXBATKU
HOBBIX HHCTPYKTOPOB B TullO u TpynHoCTeH, CBA3aHHBIX C HAOOPOM U yIIepKaHHEM
npernoiaBaTeneil. ITo uccieoBaHNe HaPaBJICHO Ha U3yueHHe (PakTOPOB, KOTOPHIE 10
MHEHHMIO MTPEeToiaBaTelieii KOJUIeIKa, OKa3bIBAIOT HAaUOOJIbIIIee BIMSHUE HAa UX PEIICHHE
npooskath kapbepy B TullO umnm yittu. [{s pemieHus BOIPOCOB UCCIEI0BAHUS
HCIIOJIB30BAJICSl KAUECTBEHHBIM METOJ UCCIICIOBAHNUS ITyTEM IIPOBEACHMUS 10Ty
CTPYKTYPUPOBAHHBIX HHTEPBBIO C OMHHAANATHIO IPENoaBaTesIMH, Pa0OTAIOIINX B
komtemke TullO B Kazaxcrane. B a3ToM nccieioBaHuM MCIIONb30BaIach MaKCUMasbHast
BapHallMOHHAs BBIOOPKA, YTOOHI 1I€JICHANIPABICHHO BHIOPATh YYaCTHUKOB CPEIU
npernonasateneii TullO u uccnenoBath MpobaeMy ¢ pa3HbIX TOUeK 3peHus. PaznoobOpasue
OBbUIO TOCTUTHYTO IyTeM BbIOOpA HHCTPYKTOPOB, KOTOPBIE OTIMYAIOTCS T10 TOJTY, OTBITY U
JUCLMILIMHAM, KOTOPbIE MPENojatoT. Pe3ynbrarel nokasanu, 4To yCJIOBUs TpyZAa, TAKUE
Kak 3apaboTHas miaTa, paboyasi Harpy3Ka, aIMHUHUCTPAaTUBHAS MTOIICPIKKa,
KOJIJIETHAJIBHOCTD, MPO(heCcCHOHAIbHBIE BO3MOXXHOCTH U @BTOHOMHUS SIBJISIFOTCS BaXKHBIMH

(akTopamu, KOTOpble MOTYT HOBJIHATH HAa YAep:KaHUE HHCTPYKTOpoB. MccnenoBanue
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3aBepIIACTCs NPEUIOKEHUAMU U PEKOMEHIALUAMU B aApEC MOJIUTUKOB U
aJIMUHUCTPATOPOB KOJUIEIKEH, YTOOBI OHU MOTJIH MPEIOTBPATUTH BHICOKHH YPOBEHb

TeKydecTd HHCTpykTopoB TullO.

Knrouesvie cnosa: TullO, yreuka unpenogaBarteneil, yiep;kaHue IpernoaBarenei,

unTpykropa TullO
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TxkKDB canacbiHIaFbl HHCTPYKTOPJIAPABI YCTANl KAJTYFA BIKIAJ eTeTiH (pakTopaap
Abstract (Kazakh version)
AHnpaTtna
Kasipri Tagna Kazakcranmaarsl TEXHUKAIBIK %koHE KocinTik Oinim 6epy (TxKB) canacer
O11iM KyHeciHAeT1 €H MaHbI3/Ibl CEKTOpIapbIH Oipi, ©MTKEHI aTaJIMBIII cajla KapKbIHIbI
JaMBIIT KeJIe JKaTKaH Oi1iM SKOHOMHMKAChIHA KaXXETTi OUTIKTI opi ToxKipuOei MaMaHaapabl
naibIHayFa OarbITTanFaH. bysl CeKTOp YWITTHIK SKOHOMHKA KYPBUIBIMBIHAAFBI ©3repicTep
MeH OUTIKTI MaMaHIap/IbIH KETICIEeYIIUTIriHeH KYHHEH KYHre yiraiibin keneni. byn TxKb
KOJIJICJDK/IEPIHIH CaHBIHBIH apTYbIHA KEJIN COKTBIPIBI )KOHE COJI ceOenTi MyFatimMIep MeH
MHCTPYKTOpJIapFa JAeTeH CypaHbIC KaTtap ecTi. Anaiiaa, 6yn kaxertinik TxKb canacsina
MYFaJIIMJIEpAl TapTy *KOHE OJIap bl YCTaN Kally KUbIHIBIKTaPBIHBIH 9CEPIHEH a3ipre
KaHaraTTaHsIpblIMaii oTelp. Coran opait 6y 3eprrey TxKb myraniMaepiniyg canana
KaJly He KeTy LIelliMaepiHe acep eTeTiH ce0enTep i aHbIKTayFa OarbITTanbl. 3epTTeyIiH
0acThl cyparblHa jkayar Taly MakcaThIHAA OyJT dKYMBICTA cyXx0aTKa HEri31eireH camnaisl
3epTTey dici KONIaHbULIBL. TaKbIpbIOTHI XKaH-KAKTHI 3ePTTEY YIIIH MAaKCATThHI
OarbITTaNIFaH TaHJAy 91iciH KojaHa oTeipbin, TokKb xomtemxkiniy 11 HHCTPYKTOPHI
KeJleci TaJlanTapFa ColKec IpiKTeNin abIHIbI: JKachl, eHOCK TOXKipuOeci MEH OKbITaThIH
MoHi. 3epTTey HOTHKECIHE COMKEC JKaIaKbl, JKYMBIC KYKTEMEC], 9pINTECTEPMEH apa-
KaTbIHAC, KOCi0M ©Cy MYMKIHIIKTEpi MEH aBTOHOMUS CEK1JIJI1 dKYMBICKA KAThICTHI
(akxTopsiap KOS MHCTPYKTOPJIAPBIH YCTAIl KATyFa aHaFYpJIbIM bIKIa eTeTiHi
aHBIKTAJIJBL. 3€pTTEY COHBIH/A casicaTKepsiep MEH KOJUIEHK SKIMIIUTITIHE KOJIIEeK
MHCTPYKTOPJIapbIHBIH HiKipiH eckepe oTbIpsin, TkKbB canaceingarel MmyraniMaep
aFbIMBIHBIH aJIJIBIH QJTyFa KATHICTHI OipHEIe YChIHBICTAp Oepii.
Kinm xe3oep.: TxKb, MmyFanimuep arbIMbl, MyFaimiMaepai yeran Kaiy, TxKb

UHTCPYKTOPJIapbl
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Chapter 1: Introduction

1.1 Background

National economies and educational systems around the world have been
significantly affected because of the manufacturing industry, modern technology that is
becoming increasingly advanced, as well as a rapidly changing knowledge economy.
Nowadays, a predominantly theoretical education no longer suffices in producing skilled
and trained workers who are capable of applying that knowledge to the work environment.
To offset this scenario, the World Bank’s Education Sector Strategy Update (ESSU)
emphasizes the significance of the educational sector focusing more on training students
who can better function on the job market, hence fulfilling its requirements and keeping it
competitive (World Bank, 2005).

As a consequence, international and national policymakers have started to promote
skills development in technical and vocational education and training (TVET). TVET
refers to the provision of an educational system that not only aims to provide a general
education, but is also one where the focus is on the teaching of scientific subjects and
technological processes. This would ultimately create a workforce that is proficient in the
more practical skills that are now needed in all economic sectors, and would thus answer
the call of industry to be able to employ graduates who have the capacity to apply their
knowledge in the work environment (UIS, 2006). Furthermore, this type of education
provides more opportunities for employment since it is driven by market demand.

TVET originally appeared in Europe and North America during the industrial
revolution of the 18th Century and became part of a system known as ‘productivism’
(Anderson as cited in Ananiadou 2013, p.5). The predominant function of TVET at that
time was supplying industry with the necessary and appropriate human capital that could

fulfill the demands of each sector. Later after the World War II period, officials in newly
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independent states, which were generally located in Africa and Asia, believed that
technical and vocational skills were crucial to enhancing the economic independence of
their countries. Yet these beliefs were implemented with much difficulty as they were not
seen as compatible with educational systems already in place within higher education
(Rauner & Maclean, 2008).

Historically, the World Bank played a huge role in the promotion of TVET by
being a strong supporter of vocational programs. In 1963, The World Bank’s first
educational loan was to promote TVET programs, and this made up 40 per cent of the
education-based financing in Sub-Saharan Africa that year (Ananiadou, 2013, p.5). By the
middle of 1980, among the $600 million the World Bank provided for education, 45
percent went to TVET (Rauner & Maclean, 2008, p.76). All of these investments were
introduced because TVET had become a crucial part of labour planning. The Bank also
recommended introducing more vocational subjects into the curriculum in order to include
workplace related content.

After this initial optimism, in 1980 the World Bank began questioning the
importance of TVET. This was the outcome of a series of studies conducted by
Psacharopolous (Psacharopoulos, 1991, Psacharopoulos & Woodhall, 1985), where the
rates of return of different educational levels were analyzed. Due to the results of these
studies, Psacharopolous argued that the rate of return was higher in basic education rather
than in secondary and vocational education. As a result, international interest in TVET
decreased, and this affected its funding, which declined dramatically. Consequently, in
2011, the World Bank’s share of TVET funding represented a mere 8% to 9% of all its
educational loans (as cited in Ananiadou 2013, p.5).

However, recently the World Bank started to emphasize TVET education but with

a different emphasis (Rauner & Maclean, 2008). Their recent strategies are directed
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towards enhancing the employment opportunities for young and disadvantaged people.
This shift was explained by the growing number of unemployed youth population. It has
been also recognized the importance of preparing workers for the “global knowledge
economy “and this idea finds its reflection in their recent “Investing in People’s

Knowledge and Skills to promote Development” strategy.
1.2 TVET Reforms in Kazakhstan

Up to the year 2012, colleges and vocational lyceums in Kazakhstan provided
technical and vocational education which enabled students to acquire a professional
diploma in more than 180 professions and 15 fields. Before that, professional lyceums,
formerly known as Technikums, prepared specialists for industry, agriculture, construction
and transport sectors, while colleges tended to focus on training teachers or health
professionals, as well as people in the field of art and theatre (Alvarez-Galvan, 2014).

The first eleven private colleges were opened in Kazakhstan in 1994, and by 2016,
they reached 43% of the total number of colleges countrywide (Irsaliev, Kultumanova,
Tulekov, Buldybayev, Kussidenova, Iskakov, Zabara, Baron, & Korotkikh, 2017, p.250).
The emergence of the private sector in the field of TVET, as well as in general in the
education system, has formed a competitive environment between educational institutions.

From 2000 to mid-2008, Kazakhstan experienced an economic growth that was
supported by rising oil production and prices. There was, on average, an increase in GDP
of 10% per year. Then in 2009, the launch of 190 projects entailed the creation of 12.3
thousand jobs (Irsaliev et al., 2017, p.250). The implementation of the Governmental
Program for Industrial and Innovative Development (The President of the Republic of
Kazakhstan, 2010) and the Republican Industrialization Map (The Government of the

Republic of Kazakhstan, 2010) called for the prioritization of the economic sectors with a
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qualified labor force. Therefore, there was a demand for TVET institutions to produce such
specialists.

For 25 years, from 1991 to 2016, the network of TVET organizations increased by
18%, and student enrollment grew by 5.4%. In 2016, 817 colleges operated in the country,
and about 4,892 thousand students were enrolled in the TVET system (Irsaliev et al.,
2017).

Despite this growth in college and student numbers, the TVET system lagged
behind other TVET systems around the world in the quality of education, especially with
respect to training students for the needs of the job market and equipping them with the
most directly relevant and practical skills. To address the problem, the government of
Kazakhstan has adopted a program for the modernization of TVET institutions around the
country. One of the main measures in the program was the development of the curriculum
for 147 modular educational programs (“Kazakhstan develops technical and vocational
education-statistics”, 2017). In addition, in order to produce specialists whose skills will
match the specific labor market requirements the so called “dual training” approach has
been implemented since 2012. In this approach, a college-based theoretical preparation is
combined with simultaneous practical training in the workplace. In 2015, a new article 119
on “Dual education” was added to the “Labor Code of the Republic of Kazakhstan” to
facilitate the principles of dual education and to increase the time students spent
conducting work experience within their program of study (The Parliament of the Republic
of Kazakhstan, 2015). By 2017, 348 colleges (44%) had adopted this approach
(“Kazakhstan develops technical and vocational education-statistics”, 2017).

Despite the changes in the curriculum and instructional approaches, and the
expansion of TVET colleges, TVET education continues to have a low status and is

considered to be a second-rate educational option by students (Alvarez-Galvéan, 2014). In
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2016, the “Free vocational education for all” project was introduced to address the problem
(Torino Process 2016-17 Kazakhstan report, 2017). According to this program, the
government has ensured the provision of free education in all of the country’s vocational
colleges since 2017. Furthermore, upon graduation, these graduates are ensured work in
certain sectors that require manual labourers.

It is also important to mention that Kazakhstan has been a member of the Torino
process since 2010. Kazakhstan’s participation in this international initiative allows it to
obtain an international evaluation of its reforms in TVET. In 2016, for the first time, the
“Torino Process 2016-17 Kazakhstan” report was prepared, and it was based on a policy
analysis of TVET in Kazakhstan (Hemschemeier, 2017). This report highlights the
presence of TVET within the framework of Torino.

In 2011, a coordinating agency “Holding Kaspkor " was created to orchestrate
overall reforms in TVET. The core agenda of the agency includes an updating the TVET
curriculum, improving the quality of teaching within its system, increasing the prestige and
efficiency of TVET, developing existing vocational educational institutions and training
programs, and the creation of new colleges to respond to the growing demands of the
economy.

The 2016-2017 Torino Process report on Kazakhstan (2017) states that in 2015,
financing for the TVET system was 111.0 billion tenge. This included the republican
budget, which accounted for 23.4 billion tenge, and the local budget also contributed the
sum of 87.6 billion tenge. However, as the OECD report (2016) indicated, funding for
TVET in Kazakhstan is two-and-a-half to three times lower than in other developed
countries (for example, in OECD countries this funding is accounted for about 0,6%)

despite all the steps undertaken to increase the financing for it. These numbers could mean
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that in the vast majority of TVET colleges in Kazakhstan, resources may be substandard or

lacking altogether.

1.3 Problem Statement

Because of the changes in the national economic structure of Kazakhstan and the
lack of skilled and qualified workers, the TVET system has faced significant expansion.
According to zakon.kz, by the end of 2013, the number of TVET colleges stood at 610,
and subsequently increased until it reached 780 by the end of 2016, thereafter staying
stable, with a slight decrease of only one in the following academic year, which ended in
2018 (CS MNE RK, 2019). The State Educational Order shows that 100,815 people were
admitted to the educational institutions of TVET in the 2015-2016 academic year. In
comparison with the following academic year, the volume of the state educational order for
the training of personnel from TVET increased by 24,800 places. Furthermore, the
government is planning to enable 720,000 citizens to receive free qualifications in TVET
by 2021 (Cirulik, 2017).

Due to this expansion of TVET colleges, the demand for teachers and instructors is
also very high (UNESCO-UNEVOC, 2012). However, the demand cannot be met due to
an undersupply of new TVET instructors. One of the main reasons for this shortage of
instructors could be salary levels (Hemschemeier, 2017). According to the CS MNE RK
(2016) in the second quarter of 2016, the average salary of education workers was 104,400
tenge per month, which was only 72,7% of average salary in the country. It should be also
pointed out that, according to the requirements of most colleges, most TVET instructors
must come from industry which further complicates the situation since the salary in
industry is relatively high.

Another reason for the undersupply of TVET instructors is that Kazakhstan does

not have any special training institutions that prepare TVET instructors to conduct classes
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(UNESCO-UNEVOC, 2012, p.9). According to the UNESCO-UNEVOC (2012), during
the Soviet period, TVET instructors studied in special departments in Engineering and
Pedagogical Institutions. Nowadays only a few institutions include such a department in
their organizational structure. There are also very limited career development opportunities
for TVET instructors, which render this sector unattractive (Hemschemeier, 2017).

It is not only difficult to recruit teachers to the profession but it is twice as
problematic to retain them. The “Torino Process Kazakhstan 2016-2017” (2017, p.5)
report recognizes turnover as one of the long-term issues that impacts the quality of
education in TVET. As educational statistics shows, in the 2013-2014 academic year as
well as the 2014-2015 academic year more than 8% (per year) of TVET instructional
personnel decided to leave their jobs (Hemschemeier, 2017).

While there seems to be a consensus that the reason behind the lack of TVET
teachers is due to undersupply and high turnover rates, there seems to be little
understanding about the factors which influence the decision of graduates to pursue a
career in TVET, as well as the factors that contribute to their decision to leave the
profession. Policymakers could benefit from research on these two topics because it would
help them to develop policies to both attract and retain instructors, specifically in TVET
colleges. If colleges and policymakers better understand the reasons for instructors’

attrition, they could develop policies that more effectively prevent turnover.

1.4 Purpose of the Study

In this study, the factors, as perceived by college instructors to have the greatest
influence on their decision to depart or continue their career in TVET, shall be explored.
This study will hopefully contribute to an understanding of the drivers that cause turnover
and retention in TVET colleges, and provide recommendations that could help

stakeholders reduce turnover within the system.
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The information that was gathered throughout this study will inform further action
to raise the level of job satisfaction, and thus rates of retention among TVET instructors.
Consequently, this study aims to help Western KZ be an environment where quality

instructors wish to remain and be productive.

1.5 Research Questions

The central question of this study is: Which factors influence TVET instructors’
decisions to remain in a college?

e SQI. How do organizational factors influence instructors’ decisions to remain at the
college? (These conditions include work schedules, workloads, organizational
cultures, benefit plans, autonomy, and communication)

e SQ2. How do environmental factors (i.e. job opportunities) affect the retention of

instructors?

1.6 Significance of the Study

There are very few in-depth studies that focus on the factors that influence TVET
instructors’ decision to stay in colleges, and this study purports to fill this gap. Hence, this
study contributes to the, as yet, limited discourse related to faculty turnover and retention.
A better understanding of the factors influencing instructors’ retention will help TVET
administrators be aware of the issues that have created this high turnover rate.
Additionally, the results will be beneficial for TVET administrators and enable them to
reflect on and develop effective strategies to increase instructor retention in TVET.

Another significance of the study is that it can contribute positively to the still
limited research previously conducted in Kazakhstan in the field of TVET. It can also
provide a starting point for other researchers interested in conducting further studies in this

arca.
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This study will help the Ministry of Education, TVET administrators, and the
Western KZ TVET board to pinpoint the possible causes for the exodus of instructors from
TVET and to devise policies that can minimize such turnover in the future. The
participants may directly benefit from any improvements in their job conditions, which
may originate from the actions of the Ministry of Education and Science (MOES) and their
college administration as informed by the recommendations made by study participants

and the overall conclusions arising from the results of the study.

1.7 Outline of the Study

The paper consists of six chapters. The Introduction chapter provides some
background information on the research topic, followed by the problem statement, the
purpose of the study, research questions, and the significance of conducting this study.
The following chapter, the literature review, concentrated on the review of relevant
literature on turnover and retention factors of university faculty in HE, and more
minimally, on TVET instructors.

The next chapter is the Methodology. It describes why a qualitative research design
was used to discover the factors that influence instructors’ decision to remain. It also
includes information about the sampling procedures, participants and research site.
Moreover, information related to the data collection instruments, the procedures of data
collection, and data analysis is provided. The limitations and delimitations of the current
study are also described in this section.

The third chapter, the findings, presents the principal results of the study. The
results are organized according to the research questions. The section also includes an
interpretation and analysis of the results.

The discussion encompasses the fourth chapter where an interpretation and

description of the findings, in accordance to the literature that was previously discussed, is
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presented. It also provides some explanations for some unexpected results that come up in
the study.

The final chapter provides the conclusions and recommendations. It presents the
key major conclusions of the study. The limitations of the study, and some

recommendations and suggestions for future research are also presented.
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Chapter 2: Literature Review

2.1 Introduction

The review of literature will help to reveal factors, which were identified in prior
research, which influence a faculty decision to leave institutions. First, it aims to
summarize what is known about the factors which lead to a turnover and provide a critical
account of the existing body of literature relevant to my study. Second, the chapter also
outlines the theoretical framework that was chosen for this study. Then, it summarizes
literature related to the following factors: financial factors, professional factors, worklife
satisfaction factors, personal factors, environmental factors and psychological factors.
Finally, the gaps in the literature are identified.

There is no much literature on retention of faculty in TVET. However, there are
many studies on this topic in higher education. This literature reviews mostly studies on

HE assuming that the results of the studies are applicable to TVET system.

2.2 Theoretical Framework

This study will employ Expectancy Theory which was first applied by Vroom in
1964. The primary idea implied that ‘‘people enter work organizations with expectations
and values, and if these expectations and values are met, they will likely remain a member
of the organization’’ (Kim, Price, Mueller, & Watson, 1996, p. 949). The theory was
utilized in many empirical studies that explored faculty turnover and faculty intention to
stay (Johnsrud & Rosser, 2002; Dee, 2004, Daly & Dee, 2006; Monga & Monga, 2018;
Christensen, 2018). Daly and Dee (2006) underpinned the idea with the suggestion that any
employee has different values and expectations about work conditions and environmental
features. This in turn means, if employees’ expectations and values coincides with those

that the organization offers, thus they will remain. Conversely, if the organization fails to
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meet these expectations, employees’ satisfaction with the organization and the level of
their commitment may decrease resulting to negative outcomes such as turnover (Daly &
Dee, 2006). Therefore, the study used this theory to discover the factors that affect the
retention of instructors in TVET.

The model that they employed consisted of three groups variables which were
grounded in this theory: structural (work environment, autonomy, communication,
distributive justice, workload), psychological (job satisfaction, organizational
commitment) and environmental (job opportunities) (p.781). The given theoretical
framework includes three main variables but my study will focus only on organizational

and environmental factors.

2.3 Organizational Factors.

2.3.1 Financial factors.

2.3.1.1 Pay satisfaction. The relationship between pay and the retention of
employees has been discussed in many studies. While some argue that a significant
correlation exists between the salary scale and employees choosing to remain within an
organization, there are others who believe that pay does not affect retention. According to
Pfeffer (1998), salary satisfaction encompasses salary add-ons and incentives such as
financial bonuses.

There is an inconsistency in the literature about whether the salary is an important
factor in identifying why faculty exit the institutions. In a national research project that
centered on the intent of faculty members to change their workplaces, Rosser (2004)
investigated the strong link between it and job satisfaction. When discussing these

findings, Rosser claimed that female faculty found their salary to be insufficient, which
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would be a factor that would prompt them to leave the institution, while their male
counterparts were less likely to identify their salary as a factor for leaving.

In the study of Yimer, Nega and Ganfure (2017) on the causes of attrition of
academic staff, the salary was the second most cited reason that could explain staff
turnover. 63.4% academicians of Madda Walabu University (MWU) located in
southeastern Ethiopia were highly disappointed with the inadequate salary and brought up
the issue with the absence of reward and appreciation system within the university.

The results of the studies mentioned above may lead us to believe the biggest factor
in turnover issue is the salary. However, other findings suggest that salary is not crucial.
For example, in an interview-based study of 123 faculty members (Ambrose, Huston and
Norman, 2005), a salary was not identified as one of the reasons why faculty left the
university. The interesting part of this study is that /5 of those who wanted to leave
mention that their salary was not competitive, but did not indicate it as the main reason for
departure. The researchers drew a conclusion stating that salary on its own is seldom
dominant mover in decisions to leave and that it is usually compounded with other more
powerful sources of dissatisfaction which lead to faculty attrition.

There are some studies that explored the linkage between pay satisfaction and
intention to leave. Mubarak, Wahab and Khan (2012) conducted a quantitative study
among private HEIs in Pakistan which revealed that pay satisfaction positively and
significantly impact faculty retention. The study carried out by Markowitz (2012) also
identified that one of the predictors of faculty intention to stay is pay satisfaction. All
mentioned studies concluded that the faculty who believe their salary to be fair and
adequate were not planning to resign from their positions at the institution.

2.3.1.2 Distributive justice. As mentioned earlier, the financial factor plays a

significant role in faculty decision to stay or remain in the institution. In some cases, the
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amount of actual salary does not fully determine faculty satisfaction, but how they perceive
and judge the fairness in pay does (Hagedron, 1996). Distributive justice refers to “the
perceived fairness of the amounts of compensation employees receive” (Folger &
Konovsky, 1989, p.115). Most literature on distribution justice discuss it in relation to
equity, so employees judge if they are fairly awarded compared to their colleagues who
have done the same amount of work.

Several studies show that employees’ perception regarding fairness in pay may
cause a high turnover (Cohen-Charsh & Spector, 2001; Naumann & Bennett, 2002). Daly
and Dee (2006) conducted a study of 1500 full-time instructors of faculty from randomly
chosen 15 urban public universities in the US. Distributive justice was considered as a
structural variable and found to have a strong positive effect on faculty organizational
commitment which, in turn, increased faculty retention.

Neumann and Finaly-Neumann (1990) in their study highlighted that equitable
reward system might influence faculty commitment which in turn may influence the
decision to stay at a workplace. Thus, faculty who experience more equitable pay, have a
higher commitment and are more likely to remain. Akhtar, Aamir, Khurshid, Abro and
Hussain (2015) claimed that the link between favourable relations among faculty and their
retention in higher education institutions of Pakistan is significant. Their study was also in
line with previous research which indicated that a rewards system can be an incentive for
employees to remain (Armstrong & Stephens, 2005; Cao, Chen, &Song, 2013).

Other studies also found that what was important was not the salary level, but the
difference between the expected and the actual pay (Greenberg, 1990). According to
Lawler (as cited in Gomez-Mejia and Balkin, 1984), who developed the pay satisfaction
model, “pay satisfaction results when there is a congruence between the amount of pay a

person feels he/she should receive and the amount of pay he/she feels is being received”
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(p.592). Also, if a person is aware of the criteria which are used to calculate the pay, they
are going to be satisfied with received pay.
All the mentioned studies reveal that faculty commitment and their intention to stay

might drop if there is fairness in rewards.

2.3.2 Professional factors.

2.3.2.1 Opportunities for learning and growth. This section discusses the
importance of development opportunities in retaining faculty. According to Horwitz, Heng
and Quazi (2003), the main determinant of employees’ retention is personal and
professional development, and they also state that the level of their commitment is directly
related to the promotion opportunities offered. There is no doubt that every employee feels
positive about any opportunities for learning and growth because it is the best way to
improve their skills and they become more enthusiastic about their role within the
organization.

According to Mubarak et al. (2012) advancement in skills, abilities and knowledge
of employees are the main requirements that organizations set for employees as it improves
the efficiency and effectiveness. Based on the field survey results of 200 faculty members
conducted in Pakistan universities (Mubarak et al., 2012), access to opportunities for
learning and growth was the most significant reason in explaining faculty retention. The
study showed that universities and institutions have more chances to attract and retain
faculty members if they provided them with opportunities to develop in terms of teaching
and research. The research also proposes to employ learning and growth opportunities as a
tool to retain faculty members.

In another study (Jo, 2008) most faculty cited the lack of career advancement in
their institutions as one of the reasons for leaving. Almost one-third of his respondents

attributed their leave to a lack of career growth and opportunities. During the study, the
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number of respondents also highlighted that getting a promotion was the most difficult part
of their job at the university. Herman (1999) highlighted that if an institution has a policy
of promoting, it influences the opportunities for career growth which, in turn, can predict if
employees will stay or leave.

Mark (2014) conducted the survey in two technical schools in two states in Nigeria,
Bauchi and Gombe States. The purpose of the survey was to access existing strategies for
retaining technical teachers and determine which of them can be adopted by other schools.
The study found that the presence of opportunities for growth was not among variables that
can help retain technical instructors. This evidence illustrates how the influence of this
factor can vary depending on the type of institutions.

In their study of Lowenstein, Fernandez, and Crane (2007) also found that 42% of
faculty surveyed at the University of Colorado School of Medicine had a serious intention
to leave their employing institution within two years and highlighted the importance of
refocusing retention efforts by identifying the absence of faculty development programs as
one of the serious indicators of faculty retention.

2.3.2.2 Promotion opportunities. Every employee expects to be employed in a
place where they will be provided with promotion opportunities that open new horizons.
As Dockel (2003) stated financial rewards are not the only approach to motivate
employees, promotion offers are considered to be a crucial motivation to enhance retention
too. According to Dockel, employees will not remain if they feel stagnant.

In a mixed study of 446 academic and 486 administrative staff in Kenyan tertiary
institutions (Kipkebut, 2010), opportunities for staff to be given promotions proved a
significant variable to their retention. He found that faculty members, who were promoted
and found the promoting procedures to be fair, were loyal and strongly attached to the

institutions, which lowered the rate of turnover. Yet, he also argued that giving such
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promotions was a challenge due to the financial constraints experienced by these
institutions. The unavailability of such funding was due to the fact that these universities
had failed to prioritize research, thus resulting in insufficient publications, and a
consequent limit to financial resources for promotions and the resulting need for salary
increases.

Another researcher, who conducted a study on staff retention in five African
universities (Tettey, 2006), found that promotional procedures there were effort-intensive,
time-demanding and stressful. One interesting part of the study was that most participants,
whose rank is lower than senior lecturers, were not satisfied with unreasonable
promotional criteria whereas other professorial had different opinions. According to the
findings, academic staff experienced stress, frustration and did not feel that somebody
cares about this situation and were mostly dissatisfied with the institutions.

Bibi, Pangil, Johari and Ahmad (2017) in a recent study of 220 professors and
instructors from public Pakistani universities, found that there is a strong positive
correlation between promotional opportunities and employees’ retention. In addition, they
reported that this factor was more important compared to that of compensation which was
also another primary variable examined in the study. The researchers linked the findings to
the fact that faculty in those universities are more career conscious and therefore, choose
career development over money.

2.3.3 Worklife satisfaction factors. Several studies indicated that worklife
satisfaction is one of the factors affecting retention (Johnsrud and Heck, 1998; Rosser,
2004; Rosser, 2005; Amey, 1992). Based on the literature there are different factors of
faculty worklife and they often vary. Johnsrud and Heck (1998) put forward and
subsequently piloted a faculty worklife conceptual model which encompassed the

following factors “the attack on their professional priorities, their lack of confidence in
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their institutions to support and protect their personal and professional interests, and the
erosion of their quality of life” (p. 540). They concluded that dissatisfaction in these areas
most likely to cause faculty turnover.

Johnsrud and Rosser (2002) proposed a framework termed worklife-morale-
intention to leave which consists of a combination of demographic variables that can
explain faculty members’ intention to leave. These included faculty perceptions about their
worklife like workload satisfaction, rewards, their relationship with the administration,
administrative support, and three dimensions of morale (engagement of work, institutional
regard, sense of well-being). The interesting part of this study is that it indicated the impact
of worklife on morale and its link to faculty turnover. Rosser (2004) wanted to extend this
worklife-morale-intention to leave framework to also include “professional development,

administrative support, committee and service work and technical support” (p. 287).

2.3.3.1 Workload. One of the worklife factors that contribute to faculty stress is a
workload and several past empirical studies indicated that this factor is important (Gmelch,
Wilke &Lovrich, 1986, Winefield, 2000). A workload is associated with the time that
employees usually spend on accomplishing tasks. In academia, the workload of faculty
consists of teaching hours, lesson planning, tutoring, time spent on research and etc. In his
study Xu (2008), using the data of the 1999 National Study of Postsecondary Faculty,
examined turnover in different disciplines in academia and found that faculty who are
engaged in research and also participate in committee work tend to leave academia. In their
empirical study Barnes, Agago and Coombs (1998) found that high level of stress that
faculty feel due to time constraints can be one of the strongest determinants of faculty
attrition.

In the recent study Omar, Rashid and Puad (2018) examined job satisfaction factors

influencing Malaysian TVET instructors’ retention. One of the findings of their descriptive
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and regression analysis was that teachers were not satisfied with their jobs because of the
workload and additional responsibilities and extra work that they had to do outside of
teaching. It was also noted that teachers often experienced depression because of this
issue.

Based on these findings, we can conclude that the workload must be considered
while discussing the factors for faculty turnover. The main negative consequence of this
factor is that it may lead to faculty hostility towards the institution and decrease faculty
commitment.

2.3.3.2 Autonomy. Faculty decision to remain or leave the organization can be also
dependent on the autonomy they receive from the institution. In general, job autonomy
refers to an employee’s autonomy in not only deciding how to prepare and then teach their
classes, but also to select their own teaching schedule (Rathakrishnan, Imm and Kok,
2016). Faculty autonomy has also been identified as “the ability of professionals to decide
on work patterns, to actively participate in major academic decision-making, to have work
evaluated by professional peers, and to be relatively free of bureaucratic regulations and
restrictions” (Baldridge, Curtis, Ecker, & Riley, 1973, p. 536).

Several studies found that autonomy is a big determinant of faculty intention to
leave. A survey of 226 full-time faculty members working in a community college in a
southeastern American city revealed that faculty who felt a high level of autonomy in
curricular expectations reported that their turnover intent is low (Dee, 2004). Dee
concludes that community colleges can take advantage of autonomy since it may increase
retention intention.

In another study, autonomy was found to be not a significant factor too. In their
study, Joarder and Sharif (2011) tried to understand faculty turnover as it occurred in

tertiary institutions in the private educational sector in Bangladesh. The researchers
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conducted focus group discussions with eight faculty members and one-to-one in-depth
interviews with top management and revealed that if faculty perceive high job autonomy,
their intention to leave the organization would be low. However, this study did not show
any statistical significance and concluded that this factor may not affect faculty intention to
depart.

In general, autonomy seems to be very important for retention. In Kazakhstan, it
may also be relevant because faculty do not have enough freedom in making academic
decisions. Another aspect that should be noted that there is a limitation in the literature on
this topic since previous studies linked autonomy to freedom only, so the researcher
anticipates to find out faculty perceptions on autonomy and its influence on their decisions
to remain.

2.3.3.3 Support. According to Neumann and Finaly-Neumann’s (1990) study, it is
crucial that colleagues and supervisors in academia support one another since it makes the
research process easier. If faculty feel the supportive environment, it will be easier for
them to deal with academic problems. However, even though support is one of the crucial
tools to handle stress, which makes faculty feel comfortable among colleagues, the
literature shows that there is typically not enough support among faculty in HE
institutions.

In Amey’s (1992) study support was the fourth leading factor that explained the
departure of assistant professors. The absence of peer support among their department was
discouraging. These faculty experienced the lack of research support, felt that there were
limited opportunities for research and also highlighted the imbalance between teaching and
research. Gicopoulos (1998) also identified support as one of the main reasons for faculty

satisfaction as participants in her research were also discouraged with the lack of support.
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Ambrose, Huston, and Norman (2005) used a qualitative study for assessing faculty
satisfaction and mentioned that junior faculty did feel support from senior faculty
members. They explained that junior faculty members satisfaction level can impact their
intention to leave as they did not receive enough support. Another study also determined
that the perceived lack of support was one of the main reasons why faculty consider
leaving academia altogether (Ryan, Healy, & Sullivan 2012).

Faculty members receive support in different ways. Rosser (2004) emphasized that
it is crucial to provide faculty members with various types of support ranging from office
supplies to library services and assistants among graduates who can help with gathering
resources and conducting research. She considers that support has a s positive influence on
faculty work-life and job satisfaction. In addition to this, she also mentioned the
availability of technical support as one of the significant factors of job satisfaction.

2.3.3.4 Sense of community. Barnes et al. (1998) discovered that faculty turnover
occurs when there is only a weak ‘sense of community’. This sense of community is
directly connected to job satisfaction because if a faculty member has a good relationship
with his/her colleagues, this faculty member is more likely to be satisfied with the
community, and this will induce him/ her to remain at the university. This factor is also
cited in Lowenstein, Fernandez, and Crane (2007) study which identified that ‘the absence
of academic community’ can seriously predict faculty intention to leave.

2.3.4 Individual level factors. Hagedorn (2000) mentioned that one of the reasons
why faculty leave the university can be personal circumstances. Amey (1992) indicated
personal issues as the second reason why women faculty may consider to leave.
Unfortunately, there was no information about what contributed to personal reasons but we
can assume it to be death, family issues, health, relocation, culture difference or anything

else.
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Amey (1992) also recognized that the career of a partner is an important issue and
that it can impact faculty members. She pointed out assistant professors’, especially men,
cited dual career as one of the factors for leaving the university. Moreover, the fact that
spouses/partners cannot find a job can also highly influence faculty decision to leave
(Ambrose et al., 2005). O’Meara, Lounder and Campbell (2014) in their mixed method
case study identified also partner’s employment as one of the dominant explanations why
faculty depart.

After their research study on the ways that job satisfaction and a sense of being
committed to the organization affect faculty retention, Ahmad, Shafique, Ahmed, Saleem
and Imam (2015) found that faculty do leave their occupations due to work-family or
family-work conflicts. They claim that nowadays, it is quite challenging to balance work
and family duties. If employees spend most of their time and mental capital, work-family
conflicts might appear. If they devote a lot of time to their family, family-work conflicts
arise. Therefore, it is a dilemma for faculty members, so they are usually caught between
these two aspects of their life which, unfortunately, might cause their departure from the

profession.

2.3.5 Environmental factors

2.3.5.1 Job opportunities. As Rosser (2000) inclined in his study, faculty members
will not search for another job or leave the institution if they are experiencing job
satisfaction. Thus, we can understand that even if there are a lot of job opportunities in the
market, employees will not consider them unless something is wrong in the current
workplace. Amey (1992) seemed to also understand the competition from private sectors
and stated: “For a public institution, there is always competition with private sector
business and industry when it comes to salaries, research support, and certain professional

quality of life measures” (p. 8).
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There is a concept called “Perceived alternative employment opportunities” which
was discussed in Bee, Mak, Jak and Ching’s study in 2014. This concept implies “an
employee's recognition of the substitutable jobs in the workplace” (Price and Mueller as
cited in Bee et al., 2014, p.14). In this study, researchers made the assumption that a
significant relationship exists between faculty attrition and perceived job opportunities, and
they investigated the relevance of this hypothesis. Their study supported the previous study
conducted by Hulin, Roznowski and Hachiya back in 1985 which also argued that
employees will be withdrawn from the current position if the job market offers them better

alternatives than their present workplaces.

2.3.6 Psychological factor

2.3.6.1 Organizational commitment. Parasiz, Kog, Ilgar and Sahin (2017) define
organizational commitment as “an individual’s belief of aims and values of an
organization, willingness to make an endeavour for reaching the purposes of the
organization and desire for staying as a member of the organization” (p.4066). In other
words, it means the feeling that an employee has towards the organization where he/she is
employed. Several studies designed to determine the correlation between organizational
commitment and retention were carried out, and it was found that a lack of commitment
can lead to turnover (Parasiz et al., 2017; Ahmad et al., 2015; Neumann, Y., & Finaly-
Neumann, 1990; Marchiori & Henkin, 2004). If faculty are committed, they continue
working in their institutions and tend to prioritize the interest of the institutions over their
personal interest.

Al-Omari, Qablan and Khasawneh (2008) conducted a survey of 150 faculty
members in Hashemite University and wanted to determine the factors that lead to faculty
members turnover. They used two physiological variables in the study and found

organizational commitment had a strong impact on faculty turnover than job satisfaction.
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Their study supported Lee and Mowday’s (1987) study which also found organizational
commitment is among other factors that explain faculty intentions to leave. All of these
studies point to circumstances where the commitment to a specific organization is low, or
even non-existent, leading to unsatisfactory results for the institution, such as, for example,

when instructors consider leaving and begin searching for another job.

2.4 Conclusion

From analyzed literature review it became clear that various factors may impact
faculty decision to stay or leave the institutions. The main intention of this literature review
was not to collect and review all the factors regarding to the topic, but comprehensively
analyze the mostly highlighted factors related to higher education. Despite the wealth of
studies of faculty retention in university settings, there is a limited number of research
studies specifically in retention among TVET instructors’. In addition, the literature review
indicated that many studies were conducted in the West, however, no studies were

conducted on post-Soviet contexts and Kazakhstan.
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Chapter 3: Methodology

3.1 Introduction

In the previous chapter, the main literature related to the factors contributing to
faculty turnover and retention was discussed. This chapter focuses on the description of the
research design of the study and provides an explanation for the design choice. Next, the
description of the data collection methods, research site, sampling procedures, data
collection instruments, data collection procedures, and data analysis procedures are
outlined. Moreover, there is a summary of ethical issues related to the current study.

Lastly, the limitations and delimitations of the study are also presented.

3.2 Research Design

The research required to use a qualitative research method due to the complexity of
the issue and nature of the study. As Marshall and Rossman (1999) declare, the qualitative
method is fundamentally well-suited to the studies that are exploratory or descriptive since
it enables to explore how participants understand the central phenomenon based on their
personal experiences (p.60). Moreover, Miles, Huberman, and Saldana (2014) claim that
“the inherent flexibility of qualitative studies gives further confidence that we really
understand what is going on” (p.11), and it is exactly what the present study aims to
accomplish. More importantly, most previous studies faculty turnover and retention relied
only on quantitative data which allowed researchers to more easily rank the factors, but it
limited the range of responses regarding the events and experiences that shaped their
perception. Therefore, the chosen approach is relevant to the study. which aims to
investigate factors as perceived by college instructors as having the greatest influence on

their decision to stay in college.
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Specifically, the qualitative interview design was employed in order to gather rich
and relevant data from semi-structured face-to-face interviews. This research design was
chosen because it provides an accurate evaluation of individuals’ responses who
participated in the study and produces detailed rich data sets (Fallon, 2008). Moreover,
Adhabi and Anozie (2017) state that despite the fact that guiding questions are present, the
flexibility that the researchers emerge from doing semi-structured interviews allows posing
more enhanced questions that can help to gain more detailed information (p.88). Another
significant advantage of these interviews was that there was an opportunity for unexpected
information to appear. Respondents served as experts given their experience, and
consequently, when they had opportunities to speak freely, they could provide lots of

unexpected information.

3.3 The Central Phenomenon of the Study

As Creswell (2014) defined, a central phenomenon is “the key concept idea or
process” of research. The field of influences on instructors’ retention in TVET colleges is
the central phenomenon of this research. The study is consented with disassembling the
central phenomenon into distinct factors, which will provide a more detailed understanding
of the object of the study. Understanding the central phenomenon can explore the possible
factors that influence instructors’ retention in TVET colleges to propose policies that can

minimize instructors’ turnover in the future.

3.4 Data Collection Methods

This section aims to provide information on the data collection method and
explains the reason for the choice. The single method of data collection used in the study
was face-to-face interviews since this was particularly effective to study the phenomenon

of retention. Since instructors in Kazakhstani TVET colleges may have different
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perceptions about retention than their Western counterparts, the factors could not be
understood and analyzed through a survey approach. The study aimed at obtaining a list of
factors specific to Kazakhstan, and face-to-face interviews were viewed as a more
appropriate approach for data collection.

As Creswell (2012) states, one of the advantages of using interviews in studies is
that they allow participants to describe their personal experiences in details (p.218). He
also highlighted the fact that the interviewers have more control in interviews compared to
observations which allow them to ask specific questions. This is useful when participants
start discussing other topics and do not provide specific answers, which are pertinent to
research questions. Moreover, the method allows the interviewer to manage time wisely,
which was important in my case since my study was conducted as a part of a Master’s
thesis within a specified timeframe. Adhabi and Anozie (2017) also highlight the quality of
data gathered during interviews (p.91). They link it to the flexibility that the researcher has
to pose questions and to time an actual interview. In other words, because there are almost
no time constraints with respect to time spent on specific questions during an interview the
researcher might ask the questions again or ask clarifying questions to ensure that the
participants provide information, which is most interesting for addressing research

questions of the study.

3.5 Research Site

The research was conducted at a college with the pseudonym of Western KZ which
is a modern college specializing in oil and gas established by MOES as a part of TVET
modernization strategy as a part of a system of model colleges, which have the mission to
adopt and test best educational practices from around the world. These colleges receive
ample funding from the government and partner with successful TVET colleges in the

West. These colleges also have a considerable number of instructors who have rich
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experiences in working in other institutions and even in industries. Therefore, we expected
that they were more aware of the factors, which determine retention, as a result of their
ability to compare their experiences in traditional colleges and the innovative college.
There was also a practical reason for choosing the particular college — the presence of a

contact person who provided access to the site.

3.6 Participants of the Study

This section describes the sampling procedures of the study. Both the choice of
research methods and instruments, as well as the appropriacy of the sampling strategy that
is employed are significant to the study design (Cohen, Manion & Morrison, 2007, p.100).
This study employed maximum variation sampling in order to select 11 participants
purposefully among TVET instructors. The population was diverse, and different criteria
of variation are the following: gender, years of work experience, previous workplace and
the discipline they currently teach. The rationale for using this type of selection is that it
maximizes the chances that the research findings will reflect a wide range of perspectives,
which is highly valuable in qualitative studies (Creswell, 2013).

The rationale for choosing different genders is that, firstly, each is employed at the
college, and secondly, each bring different expectations to the workplace. Moreover, in the
Kazakhstani context, women are generally considered homemakers whereas men are seen
as the breadwinners, therefore, listening to and comparing their ideas was informative.

The years of experience and instructor has different expectations regarding
conditions and available support at the college. The ones who have been there the longest
and are more accustomed to working conditions there, and have fewer complaints that
those who are younger, newer to the college, and have been educated and trained

differently than their more senior counterparts.
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Choosing instructors from different disciplines reveals their diverse occupational
backgrounds. The subject instructors have all been previously employed in a range of
educational institutions. However, the technical instructors differ in that their previous
employment was not in education but in industry. All these experiences vary to some
extent, which could be a significant factor in the motivation of these instructors to remain
or leave the college.

This sampling was useful in terms of determining common themes that are evident
across the sample and proved beneficial in exploring the views of different instructors to

promote a thorough understanding of the issue.

3.7 Data Collection Instruments

Interview protocols were used as the primary tool to collect data from participants
and were designed in three languages: Kazakh, Russian and English. As Creswell (2014)
suggested that these protocols should include the purpose of the study, the interview
instructions, questions for participants, and space to take notes. Protocols were also
beneficial to use during the interviews as it helped me to see the stages of the interview and
take notes so that I could use them in data analysis. Both questions and protocols were
developed in advance. In order to make sure that questions were comprehensible, I piloted

the instrument on my group mates before starting actual data collection.

The following types of questions were utilized during the interviews: 1) general
questions about the participant; 2) questions related to the participant’s current and
previous work experience. 3) questions designed based on the research questions,
specifically (a) questions about participant’s responsibilities at work, (b) questions about
their expectations in the college regarding organizational factors (c) questions about factors

that may cause frustration in the workplace. In addition to these questions, some guiding
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questions were asked in order to get more specific answers. The use of open-ended
questions allowed receiving information on the central phenomena of the study. Questions
were written to determine what factors have kept instructors in the current position and

what factors, in their views, will help to retain other instructors.

3.8 Data Collection Procedures

This section describes the procedures in the data collection process. First, the
approval from GSE Ethical Review Committee for conducting the study was gained before
the beginning of the study (Creswell, 2012, p.210). After obtaining ethical clearance, I met
with the acting director of the research site to obtain permission to conduct the study. In a
face-to-face conversation, the acting director was informed about the nature and purpose of
the study. The risks and benefits were also discussed.

Most interviews were conducted inside the college, in particular, in instructors’
offices. The main reason for that was the heavy workload of instructors, which does not
allow them to leave the workplace during the day. They rejected to be interviewed during
the evenings referring to lesson planning and personal life. Conducting interviews in the
college was convenient for both me and participants, however, one issue arose during the
interview. As I anticipated, some participants hesitated to answer questions which have to
do with administration work and salary because faculty often shared one office. In these
cases, | contacted them after the interview by phone and by email to ask additional
clarification questions.

Eleven instructors agreed to participate and they were contacted by mobile phones
and emails prior to interviews. Interview time was established right after they expressed
their willingness to participate. All participants were informed about the importance of the
study, interviewing procedure and about procedures that guarantee their confidentiality.

They were also asked whether they would like to see the interview questions beforehand. If
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participants desired, all interview questions were provided prior to the interview, so they
could have time to prepare themselves. All conversations were concentrated on factors that
could retain them in the current workplace. I followed the outlined protocol, except for
situations when additional questions arose during the interviews.

The interviews began in the middle of January and lasted untill the end of February.
The participants were again informed about the purpose and importance of the study prior
to actual interviews. They were also informed that the conversation would be recorded and
later transcribed. Moreover, the participants knew that they could stop the interview at any
occasion, and confidentiality was guaranteed. After participants signed the consent forms,
the interviews started, and they were conducted in three languages according to
respondents’ preference: Kazakh, Russian and English.

Once the interviews are finished, I thanked the participants for taking part in the
study. Then, I transcribed the interview verbatim. Identifying information of respondents
were removed during the transcribing process. Participants were given pseudonyms such
as Participant 1, Participant 2, etc. Audio recordings, transcripts of interviews and other
files are kept in a separate location on researcher’s computer which is protected by

password.

3.9 Data Analysis Procedures

Marshall and Rossman (1999) found the data analysis process creative and
engaging despite being time-consuming and ambiguous, but they describe it as one of the
main steps that give meaning to the collected data (p.150). In this study, I employed the
Word table to analyze the data collected from semi-structured interviews.

The audio recording was done to record data. Notes were used as a backup tool in

case the quality of the recording was bad. Interviews were transcribed after each interview.
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It should be noted that transcribing took a significant amount of time, and it was quite
challenging to bring the data together and analyze.

Before starting the coding process, the whole transcribed text was carefully read to
obtain understanding about context and to get familiar with the content. After the data was
coded, I searched for patterns to categorize coded data. Emerged themes were then
analyzed in terms of their relevance to the research aims and questions. Sub-categories
were identified. Finally, I narrowed down the themes and developed several headings and
subheadings that effectively describe the analysis of the data in terms of research questions

and the theoretical model used to frame the study.

3.10 Ethical Issues

All ethical norms and principles were followed while conducting this study. First,
the NUGSE Research Approval Application form was submitted where all necessary
information was presented. Particularly, the form consists of information about the purpose
of the study, research questions, research design, sampling processes, risks, and benefits of
the study. Moreover, the full description of the procedures that ensure confidentiality was
explained. Next, I submitted this form along with the informed consent form in three
languages, interview questions and interview protocols to NUGSE Research Committee.

All participants were promised that any identifying information would not be
leaked in the research paper. They were also informed that it is voluntary participation. In
addition to this, they were told that the information that they provided during the
interviews would be only used in scholarly purposes. The name of the college and
participants have been replaced with pseudonyms. The consent forms were provided prior
to interviews. Moreover, in order to protect their confidentiality, the comments that would

participants identity were displayed (Merriam, 2009).
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The participants were informed about the risks and benefits of the study before the
interviews. One of the potential risks of conducting these interviews was that the
participants had to spend some personal time, thus, the most suitable time and location for
the interviewees were chosen.

Another potential risk was associated with the revelation of participants’ identity
that could have negative effects on the interviewee's relationship with others, in particular
with administrative staff in case they provided critical information about various
individuals and their institution. This could potentially lead to loss of employment. To
minimize these risks, I ensured that nobody except me could access the personal
information of the participants. They were also informed that all materials related to the
study would be kept in a private computer with a password. Moreover, I will destroy all
materials that contain personal information such as recording tapes, informed consent
forms, and information about participants.

There was also the risk of physiological discomfort associated with being asked
sensitive questions. To minimize these risks the cover letter and the consent form informed
about the possibility for participants to skip any question(s) that they were not comfortable
to answer. Moreover, the participants were aware of the fact that they had rights to
withdraw from the interview at any time.

Along with the risks, the study had some benefits. First, through this study
instructors were able to express their feelings about what kind of factors could influence
their decisions to stay at the college. The participants were asked to reflect on their own
experiences as instructors which allowed them to address their concerns. This way, they
had a feeling that their problems were heard, and the possible negative experiences,
mentioned in the interview, will be dissolved in the future. Another benefit was that

participants had an opportunity to critically reflect on their experience and suggest possible
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options to the issue. Also, respondents enjoyed the conversation since it was a nice shift

from teaching.

3.11 Limitations and Delimitations

The first limitation of the study was the choice of the research site. This particular
college is very different from other colleges because it is quite modern and the working
conditions, teaching methods and even students are different. This is to say that the result
of the study cannot be applicable to other TVET colleges as well, although they could be
somewhat generalized to other innovative colleges established as a part of Modernization
Strategy in Kazakhstan.

Next limitation of the research is that not all instructors were not open answering
some sensitive questions regarding administration and autonomy, and even hesitated to
answer some of them. Consequently, some of the findings of this study may not show the
full picture of the issue.

Using interviews as a data collection method was another limitation of this study.
The reason was that I knew the participant and was afraid that interviews would lead to
“interviewer pleasing” phenomenon. In order to eliminate this, I stayed neutral during the
actual interviews and data analysis stages.

The last limitation is that I might have been biased interpreting the results of the
study since I belong to the same college. In addition to these, participants are my
colleagues which means that I might have been subjective interpreting their answers. They
might have also thought that I wanted to hear certain responses as we work under the same

conditions and may not have answered some of my questions truthfully.
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Chapter 4: Findings

4.1 Introduction

The Methodology chapter provided an explanation of the research methods used in
this study and described the approach employed to analyze the data. This chapter reports
on the results of the analysis of the data gathered from the face-to-face semi-structured
interviews. The main purpose of the study was to discover the factors that accounted for
the retention of instructors in the selected TVET college. I employed a qualitative
interview-based research design to answer the following research questions: SQ1 - How do
organizational factors influence instructors’ decisions to remain at the college? SQ2 - How
do environmental factors affect the retention of instructors?

To answer these questions, eleven Western KZ instructors with different work
experiences and specializations were interviewed. The collected data were transcribed and
manually coded. First, in order for me to become familiarized with the data and get an
overall understanding of the content, the transcripts were read. After that, the initial codes
were collected and classified into prospective themes. In the next step, I revised and
improved the themes, so they could reveal an overall pattern of the analysis. Finally, I
reported on the findings related to each theme while providing examples and excerpts from
the interviews.

This chapter begins with the description of the general characteristics of
participants involved in the study. Next, findings that support Sub-question 1 were
presented. These results contributed to an understanding of the ways that organizational
factors impact instructors’ decision to remain in the profession. The next part of the
findings summarizes the responses to Sub-question 2, which presents the ways in which
environmental factors, such as job opportunities, influence their decision to remain in their

current position.
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4.2 Participants’ Characteristics

Eleven Western Kazakh instructors were interviewed for this study. As was
mentioned in the previous chapter, the participants were diverse regarding their significant
characteristics such as gender, years of work experience, previous workplace, and
discipline they teach, thus helping to answer the research questions from different
perspectives. General information about the respondents is illustrated in the table below. In
order to avoid confidentiality issues, the participants’ names were coded.

Table 1

General information about the participants

Participant Gender Work Discipline Previous workplaces
code experience

(years)
Participant I ~ female 4 English State University
Participant 2 female 4 Chemistry Chemical Laboratory
Participant 3~ female 6 English School-gymnasium, a

college, language centres

Participant 4  female 6 Chemical technology College, an educational
Safety center

Participant 5  female 3 English Secondary school

Participant 6  male 2 Electrical Oil and gas industry
engineering
Power supply

Participant 7 female 5 Physics laboratory State institute
instructor

Participant 8§  male 2 Geology, Oil and gas company

geophysics, drilling
and equipment in the
oil and gas industry
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Participant 9  male 5 Physics, College

Hydraulics

Participant 10 male 3 Exploitation Project company

Technical drawing
Metal technology
Drilling

Participant 11 female 1 Mathematics School-gymnasium

4.3 SQ1. How do Organizational Factors Influence Instructors’ Decisions to Remain

at the College?

With regard to the first sub-question, interviewees were expected to share their

thoughts about the organizational factors they value most in their current workplace and

what factors, in their view, would help to retain instructors. The collected data on this

question was analyzed and categorized into the following subtopics in order of importance,

according to the participants:

1.

2.

Salary

Opportunities to work with foreign instructors
Administrative support

Leadership continuity

Workload

Professional opportunities

Autonomy

Collegiality

Relationship with students

4.3.1 Salary. Salary is one of the most relevant topics that is discussed in the field

of education, and most participants frequently mentioned this factor in instructor retention.
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All except two participants (Participant 5 and Participant 10) asserted that salary matters
and that this factor is a main one affecting instructor turnover. As Participant 3 noted:

Even though my salary is quite good, I would not mind if the college paid more, but

if my salary gets cut, I would probably consider looking for another job.

Salary may not be as important for junior instructors, who do not have many
employment options; however, such instructors agree to accept lower salaries with the
expectation that as they gain experience and their responsibilities increase, their salary will
be commensurate to this change of status. They ultimately want to be recognized and paid
fairly for the extra load and extra experience that they eventually accumulate.

To tell the truth, I have recently realized that my requirements change as time

passes. When I came here, I did not consider the salary that much, but as time went

on [ understood that it matters. Before, [ was interested in gaining knowledge and
learning something new. Now I show and share my knowledge with others,

therefore, I want to receive the corresponding salary. If the salary here goes down, I

will consider changing my workplace. (Participant 3)

In addition, faculty enter at a young age, when they have not, as yet, started their
families, but with time, their expectations regarding their salary increase. This is
particularly true for males, who are expected to be primary breadwinners in Kazakhstan.
Participant 6 noted:

It does not matter how good or interesting work is; the salary is always important.

In order to pay for my everyday expenses, I have to earn enough money. Not to

mention that the cost of living is rising, too. In addition to this, I have a family to

take care of, so it is a highly crucial aspect of my job.
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Another interesting topic that was brought up during the interviews was related to
the timely payments of instructors. The findings found that the instructors tend to be
unhappy with salary delays and often feel discouraged by this. As one participant said:

It is so frustrating that we sometimes have delays in our payment, and this stresses

me out. [ would love to see some consistency in the delivery of my payments, so I

do not have to worry about where to get money. It would also motivate me to stay

in one place for a long time as I would know that I am secure.

On the other hand, salary is not the only significant factor. It should certainly be
satisfied at a minimum level, but a number of additional conditions such as a positive work
environment and one’s physical health, should be met for a person to remain in her or his

job despite the suitability of the salary level. Participant 8 gave the following comment:

The salary has to correspond to the work you are doing. Who does not like a high

salary? However, this is not the main factor for me. I prefer to have an interesting

job rather than receiving a high salary.

Participant 10 reported:

It [the salary] is important, but the atmosphere is a priority. It does not matter how

much you earn if people around you are not good. Moreover, for me, my health is

also important. If I felt that my health was getting worse, I would start looking for
another job.

To conclude, all these findings highlight the fact that the respondents clearly did
not enter the teaching profession to become rich but asserted that this factor should not be
ignored. The importance of the salary level seems to vary depending on the respondent’s
age, gender and experience.

4.3.2 Opportunities to work with foreign instructors. Salary is not the only

factor which determined the decision to stay at the college. Another factor that emerged
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from the interviewees’ responses was the opportunities to work with foreign instructors.
Three respondents highlighted that this factor was a major attractant for them to work in
Western KZ in the first place. In their mind, working with foreigners is a useful experience
since it provides opportunities to learn teaching methods that are widely employed in other
countries. Moreover, this factor seemed to be a good chance to learn the English language,
too. As Participant 8 noted:

Before coming to this place, I heard about the presence of foreign instructors. This

was an attractive perspective. I thought that it would be great to have someone who

has enough teaching experience. I needed it in the prime of my career.

Unfortunately, my expectations were not justified as I did not get a chance to work

with them.

The opportunity to teach with foreign instructors was particularly important for
technical subject instructors. Many of them came from industry and did not have any
specialized training in teaching, so they were looking for opportunities to learn about the
approaches the foreign instructors adopted to teach their subject in other countries.

4.3.3 Administrative support. One of the salient themes that I observed in the
interviews was that of a lack of administrative support. Many participants felt that the
administration lacked the knowledge and understanding of the educational process and
were often disinterested in understanding the needs of the instructors. All faculty
experienced challenges in obtaining even basic support for the education process: they
could not get whiteboards, posters, markers, and other essential supplies to enable them to
fulfil their responsibilities. The participants described their issues with poor
communication with administration in the following way:

I do not think I receive enough support from administration and this is exactly what

should be improved. There is no connection between us. I usually feel that they are
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not interested in what we are doing and do not care about things happening in our

classrooms. To tell the truth, it was one of the main reasons why I resigned from

my previous workplace. (Participant 3)

I did not like our previous management as they did not care about my work. They

would not come and ask if everything was fine with us. When I went to them with

my issues, they used to tell me to deal with it by myself or send an email. One day [
asked them to make posters for my classroom, but they gave me the number of the
company so I could do it by myself. I want to feel that I am needed here, that they

care about me and the other instructors. (Participant 7)

Junior faculty frequently felt at a loss, too, and did not have anybody to rely on for
basic information. This significantly undermined their desire to stay at the college. They
discussed the importance of having a more interested and involved administration since
this would make them feel more comfortable. Thus, they would prefer an administration
that is more visible and approachable throughout the college. They place a high value on
visits by instructional specialists since it would make them feel more confident about their
classroom practices and help raise their self-awareness. According to Participant 11, “I
wish we had more support from the administration. Sometimes I just do not know if [ am
doing things right or wrong, so I would love to have someone who can encourage and give
me advice on instruction”.

Even though the majority of instructors cited a lack of support as one of the
possible factors for leaving the college, some technical subject instructors (Participant 6, 8,
10) reported having no issues with administration, not because they receive sufficient
support, but because they are not used to receiving it. Since they all have experience
working in industry, it is natural for them to have very little involvement with

administration. They consider administration to already have a lot of responsibilities, and
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they are happy with the current situation. This makes me think that this factor may have
less impact on their decision to stay or leave.

Another element related to the administrative lack of support is found in the
absence of progress monitoring, which was mentioned three times. If only two participants
were dissatisfied with the fact there are no progress monitoring procedures that further
contributed to miscommunication, participant 10 not only affirmed that this factor is one of
the essential parts of their jobs, but also made suggestions on how to improve it. It was also
relevant that this suggestion came from an instructor with an industrial background
because this was a common practice in industry. Effective progress monitoring was
essential for the participants since it allows them to be aware of the progress they are
making, points out the areas that need improvement, and improves their productivity.

Participant 10 asserted:

I have always said that this factor is crucial in our job. I think the administration

should use some tools for a competent tracking system. They should monitor how I

am teaching and whether I am using the standards, and then make their suggestions

if needed. They should also monitor instructors’ moods, and make sure that their
mental and physical health is fine. They can do it during meetings, they can use the
learning management system for monitoring instructors’ progress, so instructors
can monitor themselves, too.

4.3.4 Leadership continuity. Along with administrative support, another
prominent concern for participants was that the personnel in the administration change
frequently. Two participants (Participant 3 and Participant 4), who were employed the
longest at the college, witnessed the numerous changes in the administration and shared
their dissatisfaction with the lack of leadership continuity. They pointed out that this

situation negatively affected the education process since newcomers often need time to
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settle down and become familiar with the environment. College faculty also feel under
pressure since they have a certain level of scepticism towards their new leaders when such
changes occur. They do not think that these constant changes can foster positive
outcomes.

Participant 3 shared:

I have been working for this college for more than six years and still do not

understand the continuous changes in the administration. I find it quite

inconvenient since it usually takes time to get used to new people and sometimes I

experience stress because of it....It was difficult to communicate with the new

people as they are not aware of most of the things happening in the college. We
spent a lot of time explaining and clarifying everything.

Participant 4 supported this view:

I do not feel good whenever changes take place in the administration even though I

know it is inevitable in any organization. I do not mind change, but the process is

tiring as they need some time to adapt.

Participants also shared their expectations regarding the properties of leadership.

According to their remarks, administrative staff should have the following three
core qualities: consistency in their work, the desire to work collaboratively, and
commitment.

4.3.5 Workload. Consistent with the literature many instructors reported that
workload is one of the factors why they usually feel overwhelmed and stressed. These
following themes are most likely to explain why this factor is considered to be a cause for
their dissatisfaction: (1) inconsistent teaching hours and (2) endless paperwork requested

from the administration.
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Inconsistent teaching hours. Special subject instructors shared the fact that they
have to spend an excessive number of hours on teaching, and sometimes even had to work
during the evening or on weekends. In addition to that, they need to spend time outside of
working hours for marking students’ assignments and planning their lessons. They
emphasized that teaching hours could influence their personal life and contribute to stress.
As Participant 9 noted: “I have to teach a lot of hours (7-8), and consequently, I have a lot
of work to check. At these moments, I experience stress. " Participant 3 provided the
following comments:

Last year I had to work 8 hours every day, and during that time I was thinking

about searching for a job that can provide flexible hours so that I can spend time

with my family. Fortunately, the situation has changed a bit, and now I have more
convenient working hours. I still have to work at home, though.

Surprisingly, novice instructors, who teach fewer hours, tend to have another
opinion on this matter. Compared to their more experienced counterparts, who also have a
family, beginner instructors seemed to have different requirements, preferring to teach
more hours and felt discouraged when their expectations were not met. Participant 3
reported:

In the 1+semester, I was completely satisfied, but this semester I don’t have enough

teaching hours. We were supposed to have 80 hours per month. However, it has

been changed. That is my main concern. To be honest, I might consider looking for
another job which can offer enough and more regular teaching hours.

A shortage of instructors, especially in technical subject disciplines, is detrimental
to the current instructors’ workload since they have to teach longer hours in order to fill
this gap and teach the extra courses where there are no regular instructors, and thus, their

work becomes much more challenging. Participant 8 shared:



FACTORS INFLUENCING INSTRUCTORS’ RETENTION IN TVET 45

I am often asked to work longer since we do not have enough instructors, which
means | have a lot of students which brings more checking and paperwork that I am
not happy with.

Endless paperwork requested from administration. Besides their teaching hours,
the participants also take on additional tasks that are added to their workload. The most
interesting aspect about this paperwork is that they are not part of their direct
responsibilities. The instructors responded that it takes valuable time away from their
teaching duties and causes stress. For example,

Sometimes the administration might unexpectedly ask me to fill out documents or

write different types of paper. I teach 7 or 8 hours a day, and when they ask me to

write these extra documents, I become anxious and cannot concentrate on my
lessons. Consequently, the quality of my lessons goes down. To be honest, those
documents must be asked for earlier, but the administration tells us to do it at the

last minute. (Participant 8)

Another issue that instructors experienced with these paperwork requests was that
they are unexpected and have tight deadlines. The findings report that instructors enjoy
teaching and do not want to be bothered with unnecessary documents. Participant 7
explained this idea in the following way:

I feel stressed because of the paperwork that has nothing to do with teaching. That

is the problem. I would not say that paperwork is something that is challenging to

accomplish. What I mean is that I have to do a lot of it in a limited time. If I have
time it is ok, but the problem is we are under pressure because of time constraints.

And every year we do the same thing, and I cannot understand why we are still not

organized. Why does the administration make us do the same thing every time?
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Most participants were unsatisfied with the large amount of paperwork they had to
do for the administration, which is constantly increasing. In fact, there is no issue with
submitting reports per se, but writing them over and over in different versions, sending
them to the administration by email and providing a hard copy is too demanding.
Instructors, who have been in the education sector for quite a long time, do not face these
challenges, even though they are not against the idea of minimizing some paperwork. On
the other hand, the instructors from industry experienced more frustration since writing so
many reports is the complete opposite of what they used to experience in their previous
workplaces. Using special databases that handle data in an organized way was proposed as
one of the solutions to the problem. Participant 6 stated:

Besides teaching, we have reports to submit, such as progress reports, attendance

reports and so on. However, it is just the tip of the iceberg. I have to integrate

several reports as they are interconnected, and I do it while I am delivering lessons
since I do not have time. I also have to deliver demonstrative lessons and do
laboratory work with my students. Sometimes we have to prepare for commissions
and write up the documents that they require.... I did know about some main
responsibilities before I got this job, but some of them popped up when I started
working here. I think we can minimize this work as most western companies and
some of our local companies have literally refused to work with paper and moved
to electronic files. I would use telecommuting for submitting reports when I worked
in the industry. There is a special database for that. I guess this would make our

lives easier. In my previous job, we used the Oracle program and we submitted a

lot of reports with it, but it was not so difficult because everything was automated

and effective.
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The workload factor was essential to the respondents’ considerations about leaving
their job. In fact, all participants stated that minimizing the paperwork and providing a
more adequate workload would help to retain instructors. They also shared that some
instructors had already left because of this issue.

4.3.6 Professional opportunities. It has been observed that participants are
concerned about their professional development. Participants came up with two reasons for
this: (1) limited professional development activities and (2) a lack of advancement.

Limited professional development activities. Participants with less than five years’
experience feel that they do not they have enough understanding about how they are
expected to perform in the classrooms. They also consider that they are not trained well
enough to deal with different types of students and are not completely familiar with the
methods used at the college. Even if they underwent some training sessions and seminars,
it was quite obvious that they still desire to improve their competency.

To be honest, there are no opportunities. We do not have any training sessions or

workshops. We do not even go to other colleges to share our experiences and

knowledge. Not to mention business trips; sometimes I want to go to other places to

see what kinds of new methods they use, so I can use them in my classroom, too. I

also think that I am not competent enough, and maybe taking some courses would

help me to grow. (Participant 5)

Experienced instructors seemed to be concerned about not being professionally
challenged and shared how continuing inquiry and learning is crucial to them. Undergoing
training and development can help these instructors to avoid stagnation in their teaching
activities.

There are no growth opportunities. I have not been offered any promotions. We do

have some training sessions and seminars, but they are inconsistent. We do not go
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outside of our college or country. I don’t feel that I am challenged enough and

everything has just become a routine. (Participant 4)

Lack of advancement. Even though the participants indicated that the college
organizes limited professional development activities, some of the instructors admitted that
they do have opportunities for personal growth due to two main issues. First, it seems that
the procedures affecting growth and promotions is ambiguous as requirements may change
at any time. This issue was voiced by the instructors of technical disciplines, who have
industry experience. Second, it seems to take more time than in other organizations, and
the chances of being promoted are limited. The following comments demonstrate these
ideas:

As I can see, there are not so many opportunities to grow because it takes much

time, for example, to become a senior teacher you have to work for 5 years, if [ am

not mistaken. As a new teacher at this college, I haven’t been fully informed about

those things. (Participant 11)

Regarding growing, [ would say that there is an opportunity to grow and it is faster

that in industry, but the procedures are not clear and well-planned, which confuses

me at times. (Participant 6)

Most participants doubt whether they are going to continue pursuing their career at
the current college as there are limited opportunities to grow, despite their work
experience. They also articulated that they would like to the college to provide clearer
procedures for career development and open discussions about future advancement
opportunities.

4.3.7 Autonomy. All the interviewees’ responses regarding the question of
autonomy were quite different since they understand the term differently, yet they all

agreed that they experience a certain level of autonomy and noted that the level of its
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presence could be a factor to a possible decision to leave the profession. There are two
types of autonomy that respondents came up with: autonomy inside the classroom, and
autonomy outside of it.

The respondents defined autonomy as the freedom that allows them to make their
own decisions related to, for example, deciding which lessons to conduct, choosing the
types of activities the students are allowed to do, and choosing the instructional materials
to employ. They all agreed that they have enough autonomy in the classroom and declared
that this is a good opportunity for them to be creative. Participant 4 reported:

I have total freedom.... Autonomy is always important when it comes to teaching. |

feel comfortable doing something that I think is useful for the students, which pre-

designed programs cannot provide. It is also a chance for instructors to show their
creativity.

Most participants discussed the issue regarding the autonomy they have outside the
classroom and agreed that they are not involved in decision making processes at the higher
levels. They seem to be discouraged with the fact that decisions are made without their
input, which leads them to believe that they are not part of the team. This finding also
revealed that this type of engagement is more important for senior instructors whose work
experiences qualify them to be involved in higher level decision making. This finding is
supported by the following words:

Autonomy is also important when it comes to making decisions regarding our job.

Usually, we have to confront the results of decisions that have already been made,

and in which we had no input. In these cases, it is crucial for instructors to be

involved, especially in decision making process, so we can feel that we are part of

the college. (Participant 8)
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These findings indicate that the college instructors at this particular TVET college
have a satisfactory level of autonomy inside their classrooms that enables them to make
their own decisions regarding the curricula. Unfortunately, though experienced instructors
expect the administration to involve them in higher level decision making processes, this is
not the current scenario at this college.

4.3.8 Collegiality. Having analyzed the answers of respondents regarding what
they would miss in Western KZ if they decided to leave, it was revealed that they value the
work environment. It appeared that their colleagues are one of the main elements of the
working environment that has a great impact on instructors’ decision to remain. To
illustrate, almost all participants reported that their colleagues were not among the reasons
why they had left their previous workplaces. They asserted that their relationship with
colleagues positively impacted their career, and the support they received from them
helped them to better deal with the challenges. It was also found to be an influential factor
regardless of whether they are novice or experienced instructors. For example, Participant
4 stated:

If I compare all three places where I was previously employed and this particular

college, I would miss my colleagues because they are a source of motivation. It is

also good to have people that you can count on and who support you whatever
happens. We have built a good relationship here and everybody is always ready to
help.

4.3.9 Relationship with students. In general, there are many factors that
negatively influence satisfaction. Fortunately, there was one factor which played a positive
role. All instructors agreed that they would miss their students very much if they decided

to leave. The participants’ discussions also centered on building a positive relationship
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with their learners and gaining their trust. As Participant 4 noted, “We trust our students
and set high standards, and in return they trust you too”.

The instructors also shared their observations about how instructor-student
relationships in this college are different compared to their previous workplace. Students
are more approachable and interactive, and seem to be a source of motivation and
relaxation for instructors. As Participant 5 described:

I guess I would miss the students if was to leave this job because I like being in a

class. I really like working with students like teenagers and children. I like the

teaching and learning processes. When I am in the class, I do not usually feel tired.

I only feel tired after class.

The participants felt very satisfied working closely with their students, and they
especially appreciated the warm atmosphere between them and students. From the
participants’ answers, it was obvious that this factor positively influenced their decision to

remain at the college.

4.4. SQ2. How do Environmental Factors Affect the Retention of Instructors?

Consistent with the reviewed literature, interviewees reported some factors that
were not directly linked to work, that prevent them from feeling completely satisfied with
their current workplace, and which would encourage them to find work elsewhere. Hence,
these factors are connected and may be instrumental in increasing the rate of turnover. The
participants’ responses regarding this question are classified into two categories: 1) job
opportunities outside the college, and 2) personal factors. The search for job opportunities
outside the college can be reliant on personal factors.

4.4.1 Job Opportunities. Job opportunities, one of the uncontrollable factors that
clearly depends on the external environment, was mentioned by several participants during

their interview. Although not all participants are seeking a new job, they feel that the job



FACTORS INFLUENCING INSTRUCTORS’ RETENTION IN TVET 52

market has a lot of potential for them. According to the results of the interviews, 6 out of
11 participants indirectly indicated that better career opportunities in other places might be
a cause of their decision to leave. As it was mentioned earlier, there is some ambiguity
regarding their possible advancement at Western KZ, therefore, as these interviewees
stated, if a place that provides better opportunities for career growth were to offer them a
position, they would accept these offers. This idea was mostly cited by the experienced
instructors. As Participant 5 noted:

I am not looking for a job now, but I keep track of the job vacancies that appear on

job search websites to see if there is any other place that could offer better

opportunities than I have now. I would not mind finding a place that provides better
career opportunities.

One of the reasons why instructors perceived alternative job opportunities was their
educational background. All participants are highly educated employees and think that
their qualifications render them highly competitive compared to other potential applicants
for such alternative openings. They also reported that their knowledge of the English
language makes them stand out among other applicants and may be a trigger for their
search for more suitable positions.

Another interesting finding was that technical instructors are comfortable with the
idea of eventually returning to industry. They shared the fact that they sometimes miss the
work environment there and reported that they receive a lot of offers from oil companies
and invitations from their peers still working in industry. They stated that available job
vacancies could trigger their possible turnover. The following comment supported this
idea:

As the proverb says “Once a wolf always a wolf”, a person who has experience in

the industry goes back there for sure. It is in our nature and I am considering
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looking for another job as I know that there are numerous job opportunities.

(Participant 11)

Almost all respondents agreed that they would start looking for other opportunities
and consider departing from the college if they became unsatisfied with the working
conditions. The experienced instructors would look for a better educational institution with
more career growth opportunities, whereas the technical instructors would prefer to work
in a company in the industrial sector that offers a higher salary and a safe environment.

Despite the fact that few people were looking for job opportunities outside the
college, the factors mentioned above were among the most influential that could affect
their decisions to remain at their current workplaces or to look elsewhere.

4.4.2 Personal factors as triggers to searching for other employment. Most
participants shared information about some personal factors that interfere with their work
and could even affect their decision to remain in or leave Western KZ. The following
subtopics will explain this factor in greater detail: 1) work-life balance and 2) physical
health.

Work-life balance. According to the participants, the teaching profession is never
easy and requires time, energy, and commitment. The general perception of the
interviewed instructors was that they do not have enough time for their family and for
themselves. The women reported that they wanted to spend more time with their children,
but that work takes up too much of their time. Participant 3 commented in this way:

I guess I need a good balance between my work and personal life. I have kids and

because of work, I only get to see them in the evenings. However, when I come

home, I do not have time for them as I have to check the assignments that I

couldn’t finish at work or I need to prepare my lessons. The most I can do is to help

them with their homework.
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More experienced instructors reported that they have a heavy workload and not
enough flexibility in their schedule. It is complicated for them to do simple activities such
as visiting a doctor or paying bills, therefore, they wait until Saturday. Participant 1 stated:

It is sometimes annoying that I cannot even have a doctor’s visit for myself or my

kids because of work. I am always packed with work. I would like to at least have a

more flexible schedule.

Even participants with no marital or parental responsibilities desire more free time
for themselves. Their explanation for this was that they could take some training courses to
develop their language and teaching skills, or work on their personal lives. This is
supported by Participant 11 words: “I need time for myself. If I have free time and spend
that time doing things that are important to me, I will be more productive at work”.

It was interesting to explore the technical subject instructors’ opinions about this
matter since they had experience working in the industry. All of them had worked in
rotational shifts of 14 and 28 days during which time they had to be away from their
families. Yet, this situation was even difficult for these instructors who happen to be
married. This idea was clearly stated by Participant 8:

It is fine to work in rotational shift work when you are single and have no children,

but when you get married, priorities change. I did not want to be away from home

when I worked in the industry. Plus, my wife was pregnant, and I wanted to be near
her in case something happened. Therefore, I changed my job.

Different groups of participants had different reasons for considering their work-
life balance as one of the factors that might influence their decision to leave or to stay at
the college. While experienced instructors expect to have more time to spend with their
family, instructors with no family responsibilities aspire to develop professionally,

especially if they do not have a heavy workload. Technical subject instructors compared
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their experience in the industry, where their work schedules were much more extensive,
and now appreciate the time that they have to spend near their family.

Physical health. Another personal factor that emerged from the interviews was
health. All respondents pay considerable attention to their health before it is too late and
they become weakened or ill because they believe that without one’s health it is
impossible to earn a living. One of their concerns was the effects of work-related stress
that not only disturb their productivity but can also lead to serious health problems.
Participant 5 shared:

Because there are a lot of things to handle at work, I can feel stressed at times.

Therefore, I get anxious and feel depressed. I used to get sick every time I was

stressed in my previous job.

A safe and healthy workplace was crucial for the technical instructors. They
reported that there is always a risk working in the oil and gas industry because serious
accidents can easily occur there. They always had to wear personal protective equipment in
order to protect themselves. If they did not do so, they could easily be harmed by the
objects that are present in the work environment. Despite the high salary they received
working in these potentially risky conditions, they, nonetheless, prefer to be in a healthy
and safe environment. For example, Participant 8 stated:

I only worked in the industry for a short period of time since I did not feel safe. I

noticed that I got sick every time I went to the field, and when I came back home I

would go to the hospital for treatment. At some point, I decided I should stop doing

this and find another job.

To summarize the findings related to these personal factors, it can be concluded

that instructors who are unsatisfied with their workload and who think that their work-life
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balance is off kilter are likely to depart. Moreover, workplace safety and health is also

important and may influence instructors’ decision to leave their positions.

4.5 Summary

This chapter presented the data collected through face-to-face semi-structured
interviews with eleven instructors of the college, and subsequently categorized the results.
The chapter began with the brief characteristics of the participants. The findings which
related the organizational factors influencing instructors’ retention such as salary,
opportunities to work with foreign instructors, administrative support, leadership
continuity, collegiality, workload, professional opportunities, autonomy, and relationships
with students were introduced in the second part of this chapter. The last part summarized
and presented the findings on how environmental factors influence instructors’ retention or
turnover. The following chapter is the Discussion, which provides an evaluation and

analysis of the data with regard to the studies that were presented in the Literature Review.
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Chapter 5: Discussion

5.1 Introduction

The previous chapter illustrated the results obtained from interviews that were
focused on exploring the factors, as seen through the perception of instructors working at a
TVET college, that are influential in the retention of these instructors. This chapter will
summarize the major findings of the study and discuss them in relation to the literature and

the research questions that were posed in this study.

This chapter contains two main parts. Firstly, the influence of organizational factors
on instructors’ decisions for staying in that particular college is discussed. This is then
followed by a discussion of the environmental factors that affect instructors’ rate of

retention.

5.2 The Influence of Organizational Factors on Instructors’ Decision to Remain at the

college

5.2.1 Salary. The first finding is that the majority of participants viewed their
salary as an important aspect of their job and agreed that it plays an influential role in their
decision to remain rather than leave the college. This result aligned with Yimer et al.
(2017) study where the salary was cited as one of the primary reasons for the departure of
faculty. However, this was not in line with Rosser’s (2004) study who found that female
faculty tend to be less satisfied with their salary and more likely to leave that their male
colleagues. Conversely, the current study, focused on the Kazakhstani context, discovered
that male faculty have higher expectations regarding salary levels since they are considered

to be the primary breadwinners in this culture. It would be interesting, in future research, to
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explore the differences in salary expectations between men and women within this
context.

Moreover, junior instructors indicated that they agree with receiving lower salaries
at the beginning of their career but do expect salary raises after they gain some work
experience. This would fairly compensate the increasing workload and responsibilities that
inevitably accompany the added experience. However, their interest lies in their
professional growth rather than merely that of their salary.

Interestingly, none of the instructors in this study felt that their salary levels were
unjust, and this contradicted other studies mentioned in the literature review, such as
(Cohen-Charsh & Spector, 2001; Naumann & Bennett, 2002), who found that salaries that
are perceived as unfair may be a cause of faculty turnover. However, the respondents at
TVET College were disgruntled about long payment delays, which they found to be
worrying and discouraging. Even though this result is not supported by any of the
literature, receiving salary on-time was a crucial component of instructors’ job satisfaction,
especially those with families and debts. The data analysis also showed that for some
participants, the importance of the salary level was secondary to their being able to work in
a positive and healthy environment. Thus, even the most attractive salary would not be
enough to compensate for a non-salubrious working environment. This finding supports
the study of Ambrose et al. (2005), that reported that the salary itself is seldom the
dominant factor of an employees’ retention, or lack thereof, but that a low salary could be
compounded with other factors that cause dissatisfaction and eventual departure.

5.2.2 Opportunities to work with foreign instructors. One of the unexpected
results of this study was that opportunities to work with and collaborate with foreign
instructors can affect instructors’ decision to remain at the college. All of the participants

reported that they had been attracted to this college because it provided an excellent
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opportunity to improve their English language proficiency and to learn and subsequently
adopt teaching methods using best practices that are used internationally. This factor was
particularly important for technical subject instructors, who do not have experience
teaching their craft and working with foreigners. Furthermore, for technical subject
instructors, their exposure to their English speaking foreign colleagues would vastly
improve their proficiency in this language, thus, facilitating their eventual return to
industry, which, in the Kazakhstani context, requires English language fluency. This
particular finding cannot be applied to all TVET colleges since not all of them have foreign
partnerships as does Western KZ.

5.2.3 Administrative support. The lack of administrative support was one of the
most frequent issues mentioned by all participants during the interviews. Most respondents
felt that the administration do not understand their needs due to their lack of understanding
of the education process. The participants also faced multiple challenges in obtaining basic
support to support the education process, and this interfered greatly with their teaching.
Poor communication between the college faculty and administration led to feelings of
dissatisfaction. This result was in line with Rosser’s (2004) study which recognized the
importance of providing various types of support to faculty members and the positive
influence of this on faculty work-life and job satisfaction.

Moreover, junior faculty complained about the lack of support from administration
in terms of getting basic information. They had feelings of doubt, confusion, and
frustration. They seemed disappointed that their expectations in this regard were not being
met. Fortunately, in Western KZ, the senior faculty were instrumental in mentoring and
supporting their junior colleagues, which eased the latter’s burden, somewhat. This
contradicted a previous study by Ambrose et al. (2015), who also identified that junior

faculty may consider leaving if they do not receive enough support, but in their study, this
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component of faculty satisfaction was assessed in relation to the support of senior faculty
members, rather than the administration. This discrepancy between the situation in
Western KZ and the one in Ambrose et al. (2015) study lies in the fact that the senior
faculty in Western KZ are usually assigned a mentee to supervise, and they receive a
stipend, that is separate from their regular pay, for doing so. This practice encourages
senior faculty to be supportive of their junior colleagues and facilitates the adjustment of
the latter to the college environment, which helped to offset the challenges posed by the
administration.

It is also important to mention that instructors from industry did not complain about
not receiving enough support from administration. This result may be explained by the
fact that they did not receive any support while they were working in industry, and it was
usual for them to have less communication with the administration. They did not indicate
whether this factor is influential to their retention rate, but it was clear that they are able to
solve problems that arise on their own, or that they prefer to rely on their colleagues or
mentors rather than the administration.

Another interesting point that was also brought up by technical subject instructors
was the absence of a progress monitoring system that can be used by the administration to
assess instructors’ work. These study participants described that both parties would benefit
from using the system since, first, it allows administrators to monitor their instructors’ job
satisfaction level, and second, it enables instructors to be aware of their progress, and this
might also improve their efficacy. Because this literature review is specifically based on
the studies carried in the field of HE where educators tend to be trained teachers, this
finding, supplied by the technical subject instructors whose qualifications are purely

industry-based, was unexpected and was not covered by the literature. Researching this
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component in future studies would help further our understanding of additional
components that may affect retention rates.

5.2.4 Leadership continuity. Numerous previous studies discovered ways that
leadership styles of the administration can affect the turnover of teachers (Gonzalez,
Brown, Slate, 2008; Liu, Cai, Li, Shi, Fang, 2013). However, at Western KZ, this finding
revealed that instructors’ decisions to potentially leave the college or profession can be
associated with the lack of leadership continuity there. Two of the instructors who had
worked the longest at the college spoke of the multiple changes that had taken place in the
administration and shared their dissatisfaction of this during their interview. These
instructors emphasized that they face challenges every time a new administrator is
employed. To compound these challenges, according to the respondents, these
administrative changes may occur, not at the individual, but at the group level. For
instance, a college director who departs from the college, has been known to leave with his
or her team of administrative assistants, and it would, thus, be necessary for their
replacements to learn all the administrative procedures. It then becomes incumbent for the
instructors to take on the responsibility of explaining administrative processes to the new
administrators in order to keep the college functional. Another difficulty is a result of the
fact that some newcomers bring their own vision of work which may differ from previous
administrators, and, therefore, instructors are often sceptical of them, initially, and do not
know what to expect from them. Even though the literature review has not highlighted this
finding, one can assume that a link exists between administrative continuity, and
instructors’ motivation and job satisfaction, both of which are factors in retention.

5.2.5 Collegiality. Positive relationships with colleagues was reported to be another
essential factor affecting job satisfaction and motivation at Western KZ. These results

match those observed in earlier studies conducted in the USA (Barnes et al., 1998;
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Lowenstein et al., 2007). When instructors experience a lack of support from management,
and feel demotivated or confused as a result, they tend to rely on their colleagues whom
they usually trust. All the participants of this study agreed that they were happy to work
with their colleagues and were ready and willing to share their ideas and experiences. This
result was the same for all participants, and this was in agreement with the Neumann and
Finaly-Neumann’s (1990) findings which showed that dealing with academic problems can
be easier if faculty feel that they are in a supportive environment, and this facilitates their
research requirements, making this process easier to follow. Although the college
instructors of this study have no research obligations, the explanation for this result can be
due to the fact that the number of instructors is fairly small; there were only about 30 in all
departments, which enhances the possibility of working in teams more often.

5.2.6 Workload. The results of the study were consistent with the previous
research that found that the workload of faculty is one of the major determinants of
attrition and can lead to stressful situations (Gmelch et al., 1986). The participants of the
study voiced their dissatisfaction with the workload, which could be divided into two
components. The first component relates to an overload of responsibilities related to
contact hours in the classroom as well as teaching-related duties that are undertaken
outside of class time. Some participants related that they experience stress because of the
long teaching hours of teaching accompanied by the necessity of checking students’ work,
planning their lessons, and participating in college organized events. These work
responsibilities are quite extensive, and due to a lack of time to complete them during the
day, instructors often have to work in the evening. The findings observed in this study
mirror that of a previous study by (Omar et al., 2018) who examined the job satisfaction

factors affecting Malaysian TVET instructors’ retention and found that faculty there were
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unsatisfied with their workload since they, too, had additional responsibilities that were
completed outside of class.

Contrary to expectations, novice instructors anticipated having more teaching hours
and reported that they felt discouraged when they were assigned fewer hours. A possible
explanation for this might be that novice instructors earn lower salaries compared to
experienced instructors, and teaching more hours would mean earning more money.
Moreover, as it was highlighted in the findings, teaching additional hours would benefit
new instructors because they are also interested in gaining teaching experience and being
as effective in the classroom as their experienced colleagues.

Technical subject instructors were much more frustrated about the excessive
workload than the other instructors. They raised the issue of the shortage of instructors,
particularly in technical disciplines. Their main concern was that they have to teach longer
hours in order to compensate for this dearth. The results of this study do not explain the
existence of this shortage, but my assumption is that this profession could be less attractive
for people who already work in the industry where salaries are much more competitive.

The second component related to the effects of workload emerged from another
finding that was mentioned by some instructors. This was the paperwork requested from
the administration. The analysis of this finding shows that the administration could require
instructors to submit different types of documents at any time. In addition to that,
unexpected and tight deadlines for document submission were also causes of stress among
instructors. The main concern of the participants was that it is not part of their job to
complete and submit these documents, which also takes time away from their teaching
duties. Although the literature review does not have this specific problem in HE as a focus,
it is common knowledge that extensive paperwork has been an issue in the Kazakhstani

context for quite some time. The interesting part of this result is that the issue of paperwork
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was brought up mostly by technical subject instructors, who claimed not to have had such
types of paperwork in industry. Where they come from, the paperwork is much less
laborious and more concise. Furthermore, it is automated, unlike that of Western KZ,
where forms and documents need to be compiled on a computer, and then printed and
walked over to the administrative offices.

5.2.7 Professional opportunities. The results of this study indicate that access to
opportunities for learning and growth is one of the significant factors why instructors
would consider remaining at Western KZ. There are two reasons why participants brought
this up during their interviews: (1) limited professional development activities and (2) lack
of advancement.

Inexperienced instructors worried about not having enough understanding of and
expertise of teaching methods, so did not know how to perform efficiently in the
classroom. The different types of students and the college’s peculiar teaching methods
were the reasons for their concerns. Contrary to what they had been led to believe during
the job application process, these participants were taken aback by the lack of seminars,
workshops and training sessions that could enhance their competence. The present findings
seem to be consistent with another research that studied 200 faculty members in Pakistani
universities and found how essential it is to provide faculty with opportunities to develop
their teaching and research skills (Mubarak et al., 2012). It also supports the finding of
another study that showed that faculty participants had a serious intention to depart the
institution within two years of being hired (Lowenstein et al., 2007). It can, therefore, be
suggested that professional development courses for beginner instructors positively
influences faculty retention.

For experienced instructors, this factor also appeared crucial as they aspired to be

professionally challenged and continue learning as well. Based on their responses during
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their interviews, if the college organized and held more professional development
activities, it would help prevent the stagnation that could occur in their teaching careers,
and according to Dockel’s (2003) findings, employees will not remain if they feel this type
of stagnation. However, the findings of the current study, both for inexperienced and
experienced, as well as technical subject instructors, do not support previous research that
surveyed teachers of two technical and vocational schools in two Nigerian states, Bauchi
and Gombe States (Mark, 2014). The Nigerian study assessed existing teacher retention
strategies employed by schools and explored the presence of opportunities for growth as
being among the factors that are actually insignificant in this retention.

A lack of advancement was another reason why instructors doubted whether they
would pursue their teaching career in the college. Previous studies (Dockel, 2003;
Kipkebut, 2010) indicated that promotion opportunities can predict whether faculty will be
retained. In the present study, the analysis of the findings revealed two issues related to
promotion. First, the promotion system and its requirements are ambiguous and
inconsistent, which makes instructors anxious about their future. Second, promotional
procedures are extremely time-consuming. Furthermore, promotional levels are limited;
there are only four levels: teaching assistant, instructor, senior instructor, and finally
instructional methodologist. These results match those observed in an earlier study by
Tettey (2006) that described promotional procedures in African universities as effort-
intensive, time-consuming, lengthy, and stressful. A mixed study carried by Kipkebut
(2010) in Kenyan universities also found that faculty members felt more valued and more
strongly attached to their institutions when promotion procedures were fair. The current
study suggests that instructors experience stress and frustration and do not feel that they
are valued, which increases their dissatisfaction with the college. Explaining this result,

may be facilitated by the fact that these college instructors are career conscious and would
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appreciate more opportunities to develop themselves and to be promoted to higher levels
throughout their career.

5.2.8 Autonomy. In terms of autonomy, the result of this study is consistent with a
previous study (Dee, 2004) conducted in an urban college in the southeastern US that
found that faculty with high levels of autonomy regarding curricular expectations had less
desire to leave their college. The participants of the current study revealed that they do
have autonomy inside the classroom and can alter, somewhat, and adapt the pre-designed
programs and curricula based on their personal preference and on the level of their
students. However, the present study contradicts the Asian-based findings of Joarder and
Sharif (2011) whose researchers were unable to find any statistical significance related to
job autonomy and, therefore, concluded that this factor may not be as influential on faculty
turnover in this context and explained that this was a function of the economy. They stated
that for more developed countries, the factor of job autonomy is more significant as
instructors there have more job opportunities and prefer to be more independent within
their classrooms. An explanation for this finding is that the participants of the study are
quite young, and have been trained to use teaching methods that are widely employed in
more developed contexts. Moreover, for the younger instructors, their teacher training was
conducted by instructors who had experienced more modern teaching methods, some of
whom had even had teaching stints in North America. These younger instructors at
Western KZ appreciated the autonomy they were afforded as it allowed them to utilize
more modern and efficient teaching methods.

Regarding the more experienced instructors at Western KZ, they expected that, due
to their qualifications and experience, they would be more involved in major academic
decision making. In some ways, they did have some autonomy, for example, in creating

the curricula. Additionally, they had some autonomy inside their classrooms. Yet, they
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clearly felt restricted as they could not make decisions outside the classroom, and were
unable to choose their own schedules or subjects they were to teach.

5.2.9 Relationship with students. The study results indicated that the warm and
trusting relationship between students and all subject instructors has a positive influence on
their intention to remain at the college. All instructors, regardless of their age and
experience, reported that they have a good relationship with their students, and this
translates to the most positive aspect of their teaching position in Western KZ. This can be
explained by the fact that due to their exposure to Western teaching methods, the
instructors at this college view their students as being on an equal level to them. Each party
comes into the classroom with a pre-determined role, and the teacher acts as a guide to his
or her students, who possess their own knowledge base, which is valuable, and on which
the teacher can build upon. This rather thought-provoking finding did not appear in the
literature review. Therefore, it is an unexpected result that may be of interest for further

research.

5.3 The Impact of Environmental Factors on Instructors’ Retention

After analysing the data gathered from the participants, it was clear that besides the
work-related factors described above, there were two other interrelated factors that college
instructors perceive as important. They are job opportunities that are available outside the
college and personal factors.

5.3.1 Job opportunities. As Rosser (2000) declared in his study that faculty will
not consider leaving their institution unless something is wrong, this study also found that
the college instructors at Western KZ may leave if the college fails to provide better career
opportunities. The participants admitted that they regularly check new job postings in the
hopes of finding better job offers. This finding supports the study of Hulin et al. (1985)

who indicated that employees might leave their current workplace if they are offered better
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alternatives. The explanation of this finding is that most instructors feel that because of
their educational background, they can be competitive on the job market since all of them
have higher educational qualifications and believe that the knowledge they gained at
Western KZ and the level of English they have been exposed to at this institution would
allow them to find a better job elsewhere. Another interesting result is that technical
subject instructors seem to perceive their position at the college as a temporary occupation
and consider returning back to the industry in the future. Better working conditions and
better pay were found to be the trigger to their decision for searching for other jobs.

5.3.2 Personal factors as triggers to searching for other employment. The
following personal factors, work-life balance and physical health, are those that directly
impinge on the personal lives of instructors. They are significant indicators of their general
well-being and the conditions in which they lead their lives. The state of their well-being is
hugely dependent on their worklife and, thus, directly impact their tendency to either stay
in a job where there is a level of comfort and satisfaction, or to leave it in search of better
job opportunities.

Work-life balance. Most participants reported having personal issues related to the
workload since it does not give them enough time to spend time with their family. As
Ahmad et al. (2015) declared, some faculty may leave their occupations due to conflicts
between family and work responsibilities, the participants of this current study also
experienced difficulties in balancing these conflicting responsibilities. Experienced
instructors indicated that they need to devote a lot of their time to work, so they do not
even have time to perform simple activities such as paying bills or going to a doctor’s
appointment. It is twice as difficult for female instructors with children, who are unable to
find time to spend with their children. This result supports the findings of Amey’s (1992)

study where it was found that female faculty may consider leaving due to personal issues.
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However, she did not indicate what these personal issues were, but based on the findings of
the current study, we may conclude that work-life balance issues could influence female
instructors’ decisions to seek alternative employment. The female instructors also expect to
a more flexible schedule that allows them to have more free time.

Another unexpected finding of the study was that male technical subject instructors
did not indicate the presence of work-life balance as an issue. The explanation for this was
that most of the male instructors came from industry and described that they had to work in
rotational shifts for 14 or 28 days which meant that they were away from their families for
quite a long time. Now at the college, though they could live permanently with their
families and spend much more time with them. This factor was particularly crucial for the
married male instructors and provided an impetus for them to reconsider working at the
college.

Health. Health related issues were brought up by many instructors. Some
instructors were concerned about the stress that they experience because of their job
responsibilities. The participants shared their previous experiences and reported that they
may consider changing jobs if they constantly experience stress at work. Some previous
studies found that stress can (Gmelch et al., 1986; Winefield, 2000) be one of determinant
factors on faculty turnover, and the current study was in line with those previous studies as
the participants expect to work in a healthy and positive environment and may consider
leaving the college if they continue feeling stressed at work.

Another finding that is not supported by any of the literature that was reviewed for
this study was that technical subject instructors value working at the college due to its
healthy and safe environment. These participants reflected on their previous workplace
experience, and reported the presence of some health and safety issues that they had to deal

with, such as the presence of sulphur in the air.
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5.4 Summary

The major findings of the study and the discussion as it relates to the literature
review were presented in this chapter. Firstly, it was explored participants’ diverse
preferences and expectations for working in the college. Their responses varied based on
their gender, years of experience, and their teaching and/or occupational background and
former workplaces. Moreover, their previous work experience appeared to influence their
decisions to remain or to leave Western KZ. Consistent with the literature, workplace
factors such as salary, administrative support, collegiality, workload, professional
opportunities, and autonomy were found to be significant factors that could affect the
retention and/or turnover of instructors at the college. Because of the specific nature and
role of the college some unexpected factors such as leadership continuity, working with
foreign instructors, and the warm relationship with their students were also crucial for all

subject instructors.

Furthermore, the environmental factors that impact the instructors’ decision to
remain at or leave the college were also discussed. It was found that the participants would
have a tendency to search for other job alternatives as they feel that other places can offer
better career opportunities, and particularly, technical subject instructors would consider
returning to industry to earn more money. The rationale for the latter finding was the

instructors’ good educational background, work experience and English proficiency.
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Chapter 6: Conclusions and Recommendations

6.1 Introduction

This study has been conducted at one of the TVET colleges in Kazakhstan and
explored the factors that influence TVET instructors’ decisions to remain at the college.
This chapter will conclude and summarize the major findings of the study and make
recommendations for different stakeholders. The implications for future studies will also
be discussed.

There are two main sections in this chapter. The first section summarizes the main
findings of the study in relation to the research purpose and research questions. In the
second part, recommendations for policy makers and administrators as well as

recommendations for future studies will be addressed.

6.2 Conclusion

The qualitative study that was employed for this research explored the factors that
could influence the retention or turnover of instructors at the college investigated for this
dissertation. Multiple factors emerged; the key factors are organizational and include
salary, opportunities to work with foreign instructors, administrative support, leadership
continuity, workload, and professional opportunities. Salary is especially important for
male technical subject instructors due to their occupational background and to the fact that
they are the main breadwinners of their family, and senior and junior instructors whose
salary expectations reflect their qualifications and experience.

Another issue is a high rate of turnover among administrative staff, and
lackadaisical and insufficient support on their part, which leads to a feeling of intense
dissatisfaction among instructors. For example, some instructors were not even informed

about the quality of their classroom performance and progress.
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Workload matters were associated with long teaching hours and excessive
paperwork. For senior instructors, the heavy workload could be a trigger point to leaving
the college, whereas junior instructors require more teaching hours to earn more money.
Paperwork related issues are a significant concern for technical subject instructors who are
unaccustomed to duplicating the same report multiple times, as is required by the college,
which represents a time consuming interference to their primary responsibilities.

It was concluded that the college does have some promotional opportunities, but the
ambiguity and inconsistency of the requirements for this could induce the instructors to
seek out other job opportunities with better conditions and clearer procedures for
professional growth.

There seems to be a lot of alternate job opportunities, and the instructors’
educational background, work experience, and newly improved English proficiency have
made them feel more confident applying for other jobs. Other factors, such as worklife
balance and health issues are also trigger points that would encourage them to leave the
college. Female instructors, thus, need more time than they currently have to spend with
their family. In contrast, unmarried instructors lack the free time to attend workshops and
training sessions to help them upgrade their teaching skills and qualifications. However,
the college does respond to the needs of the technical instructors; after working in industry
where they would be absent from their families for several weeks at a time, they are now in
a career where they can return home daily and spend more time with their families.

Health issues are important, too. All instructors reported that the work at the
college produces a certain amount of stress, which reduces their productivity. However,
there is, nonetheless, a benefit for technical instructors, who had come from industry,

where the work environment has numerous hazards, unlike at the college.
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6.3 Recommendations

6.3.1 Recommendations for policy makers. One of the main recommendations for
policy makers is to pay attention to the training and preparation of pre-service instructors
that will be specifically employed by TVET colleges. As it was mentioned in the
introduction, there are too few educational institutions that prepare these specific types of
instructors, therefore, the findings of this study may highlight the importance of opening
new programs that can better prepare such instructors. They can also increase the number
of seminars, training sessions and workshops for those instructors who do not have any
teaching experience in the TVET context.

Based on the responses gathered from the technical subject instructors who come
from industry, it was clear that they have slightly different expectations compared to other
subject instructors. For that reason, it would be beneficial to learn more about their
preferences and expectations by conducting surveys among them. If we become more
knowledgeable about the factors that they place importance on when applying for a job in
TVET education, attract more industry-based instructors can be attracted to this sector,
which would offset issues resulting from undersupply.

Policy makers should also improve the image of TVET education by creating the
conditions that would attract more students and instructors. Such positive results could
then be used to highlight the benefits of working for TVET colleges, thus, better enabling
the raising of people’s awareness of the positive aspects of studying and working there.
They should also provide better working conditions and salaries that can be competitive
compared to other sectors.

6.3.2 Recommendations for college administration. Most participants
complained about the fact that there is no progress monitoring system for instructors that

could inform them of their progress as well as the areas that need to be improved. The
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college administration could either adopt an existing system, or they could discuss this
matter with the instructors and jointly come up with a system that works best for all. By
monitoring their instructors, the administration could monitor their progress and level of
engagement and learn about the concerns that may impact their instructors’ productivity.
Organizing meetings or round tables on a regular basis would also be advantageous for the
administration to be better informed of their instructors’ concerns.

There is also an issue with a lack of communication between the administration and
instructors, therefore, I would suggest conducting some team building activities inside the
college. It would also be beneficial if the people working in administration had some
background experience in the educational sector; that way, they could easily find a
common language and establish common ground with the instructors. The administration
should also review all the terms related to their instructors’ working conditions, in order to
better meet their expectations. In order to do this, they could conduct annual surveys, and
then explore the specific factors that instructors are dissatisfied with.

Another recommendation for the administration, particularly for human resource
departments, would to reconsider, and perhaps revise employment requirements and
conditions to better coincide with instructors’ long-term career goals, rather than to merely
satisfy short term goals, such as that of becoming more proficient in English. To do so
would require a work environment that has within it the potential for all instructors to
follow a career path that involves the possibility of multiple promotions throughout the
education system of TVET.

6.3.3 Recommendations for further research. Considering the limitations that
were described in the methodology chapter of the study, the following suggestions for
conducting future research can be made. First, a mixed study would enable the gathering of

more information from a higher number of participants. Moreover, it would be better if
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other TVET colleges from Kazakhstan participated in future studies in order to allow
researchers to make generalizations and comparisons between them. As was mentioned
earlier, the findings of the study cannot be applied to other TVET colleges, since this
particular college has received significant funding from the government and is partnered
with other successful colleges in the West.

Second, the study employed maximum variation sampling to answer the questions
from different perspectives. Considering the findings, it would be interesting to conduct a
study on technical subject instructors only since they came up with more unexpected
answers compared to other subject instructors. Additionally, it might be useful to find out
more about the specific characteristics of TVET that attract technical subject instructors to
work in TVET colleges.

Recruiting and interviewing former instructors from TVET colleges would shed
more light on the issues that have caused their departure. This would highlight the specific
factors that have prompted them to take that crucial step of formally resigning and
departing. Knowing the severity of such triggers would be instrumental in informing
further policy and practices.

Third, this study only focused on the organizational and environmental factors that
may influence TVET instructors’ retention. It would also be illuminating to explore some

individual-level factors that can affect their decision to remain or to leave the college.
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Appendices
Appendix A

INFORMED CONSENT FORM

(English version)

Factors Influencing Instructors’ Retention in TVET

DESCRIPTION: You are invited to participate in a research study on exploring the
factors influencing instructors’ retention in a TVET College. You will be asked to
participate in a face-to-face interview which will be recorded with your permission. The
confidentiality of the collected data is guaranteed. All materials will be stored in a
password protected file and will be destroyed after transcribing. Your name will be
replaced with pseudonyms in the final report from the study.

RISKS AND BENEFITS: Some potential minimal risks of conducting interviews are that
you will be spending some personal time for the interview during the semester. To resolve
this issue the interview will be conducted at the most convenient time suitable for you.

Another minor potential risk is that your involvement could have negative effects on your
relationship with others, in particular with administrative staff if your identity is
accidentally revealed. To minimize these risks, we will take all the precautionary measures
to protect your identity. For example, your name and any other identifying information will
not be revealed in thesis.

The third risk is related to the sensitive questions which will be used during the interview
that might cause you discomfort. To minimize these risks, in the cover letter and the
consent form you will be informed about possibility to skip any question(s) that that are
not comfortable with.

The benefit of the study is you will be able to express your feelings about what kind of
factors can influence your decision to stay in college. You will be asked to reflect on your
own experience as an instructor which will allow you to address your concerns. You may
indirectly benefit once changes are made in your job conditions based on recommendations
from the study.

TIME INVOLVEMENT: Your participation will take approximately 60 minutes.

SUBJECT’S RIGHTS: If you have read this form and have decided to participate in this
study, please understand your participation is voluntary and you have the right to withdraw
consent or discontinue participation at any time without penalty or loss of benefits to
which you otherwise entitled. You have the right not to answer any questions they are not
comfortable with and to withdraw at any time during the interview. Your individual
privacy will be maintained in all published and written data resulting from the study. The
refusal to participate will not affect your employment in your organization in any way.

CONTACT INFORMATION:
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Questions: 1f you have any questions, concerns or complaints about this research, its
procedures, risks and benefits, contact me or the Master’s Thesis Supervisor for this work.
Independent Contact: 1f you are not satisfied with how this study is being conducted, or if
you have any concerns, complaints, or general questions about the research or your

rights as a participant, please contact the NUGSE Research Committee at

gse researchcommittee@nu.edu.kz.

Please sign this consent from if you agree to participate in this study.

e [ have carefully read the information provided,

e T have been given full information regarding the purpose and procedures of the study;

e | understand how the data collected will be used, and that any confidential
information will be seen only by the researchers and will not be revealed to anyone

else;
e [ understand that I am free to withdraw from the study at any time without giving a
reason;
e With full knowledge of all foregoing, I agree, of my own free will, to participate in
this study.
Signature: Date:

The extra copy of this signed and dated consent form is for you to keep.
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INFORMED CONSENT FORM
(Russian version)

®OPMA NTHOOPMALIMOHHOI'O COI'VIACUA
@®aKkTOpHl, BAUSIOLUIUE HA yAEp>KAHUE HHCTPYKTOPOB B yupexkaeHusx TullO

OIIMCAHME: Bb! npurianessl IpUHATH y4acTUE B UCCIEAOBAHNH, 1IENIBIO KOTOPOTO
ABIISICTCS N3ydeHUe (PAaKTOPOB, BIUSIOMINX HA YJepKaHUE HHCTPYKTOPOB B YUPEKACHUAX
TullO Bawm OyneT npeniokeHo NPUHATh y4acThe B MHTEPBbIO, IPOBOJUMOM 0€3 yuacTHe
nocropoHHux juil. KoHduaeHnanbHOCTh MaTepHraia HHTEPBbIO rapaHTupyercs. Bes
uHpopmanus OyaeT XpaHUThCs B (paiise, 3alMIIEHHOM MaposieM, U OyJeT YHUUITOXKeHa
rocje TpaHCKpHOupoBaHus. B 3akmounTeIbHOM OKIIAAe UCCIIEAOBAHMS BAlll UMEHA
OyAyT 3aMEHEHBI Ha ICEBIOHUMBI.

BPEMS YUYHACTUSA: Bame yuyactue 3aiiMeTr okoio 60 MUHYT.

PUCKHU U TPEUMYIUIECTBA:

HCKOTOpBIe MNOTCHIUAJIbHBIC MUHUMAJIBHBIC PUCKU MTPOBCACHUSA HHTCPBLIO MOT'YT 6BITI:
CBSI3aHBI C 3aTpauMBaHUEM BallleTO JMYHOTO BPEMEHH BO BpeMs 00yueHHs. YTOOBI pemuTh
3Ty mIpobiieMy, codecenoBanme Oy1eT IPOBOJAUTHCS B yIOOHOE JIJIst BAC BPEMSI.

Eme onuH noTeHuanbHbld PUCK 3aKII0YAETCS B TOM, UTO Balle Y4aCTUE MOXKET UMETh
HEraTUBHBIE IOCJIEACTBUS Ha B3aUMOOTHOILIEHUS ¢ BaIlUMHU KOJUUIETAMHM, B YACTHOCTH C
YWICHAMH aJIMUHUCTPALIMK, B TOM CJIy4ae €CJIM Ballla JIUYHBIC JaHHBIE CIIy4ailHO CTaHyT
n3BeCTHBI. UTOOBI CBECTH K MUHUMYMY 3TH PHCKH, MHOIO OYAYT NPEANPUHSATHI BCE MEPHI
MPEJOCTOPOKHOCTH, YTOOBI 3ALIUTUTH Ballly TMYHOCTH. Hanmpumep, Baiie uMs 1 Jiro0ast
apyrasi, iAeHTUUIMpYomas Bac nHGopManus, He OyAyT pacCKphITHI B TUCCEPTALIUH.

Tperuii puck cBsi3aH ¢ BOIPOCAMU JIMYHOTO XapaKTepa, UCIIOJIb3yeMbIMU B HHTEPBBIO,
KOTOpBIE MOTYT BBI3BaTh Y Bac AUCKOM(OPT. UTOOBI CBECTH K MUHUMYMY 3TH PUCKH, Y Bac
OyJeT mpaBo MPOIYCTUTH JTIOOBIC BOMPOCHI, HA KOTOPHIE BaM HEYA00HO oTBedaTh. 06 sTOM
yKa3aHO B COMPOBOAMTEIHLHOM MUCHEME U B opMe HHPOPMAITHOHHOTO COTJIACHSI.

[IpeuMy11eCTBO HCCIIEOBAHUS 3aKI0YAETCSA B TOM, UTO Bbl CMOKETE BBIPA3UTh CBOE
MHEHHE OTHOCUTEIIHO TOTO, KaKue (pakTOPbI MOTYT MOBJIMATH HA BaIlle PELICHUE
MIPOJOIDKUTH MPO(ECCHOHATBHYIO JESITEIbHOCTh B KOJJIeke. Bam npeaoxkar pacckasarb
0 CBOEM OIIbITE Pa0OTHI B KAYECTBE HHCTPYKTOPA, YTO ITO3BOJIUT BaM IMOJICIUTHCS CBOUMHU
npobiemMaMu, HCIIBIThIBAEMbIMH B pabote. [IpernMyIecTBo Baliero yyactusi B JaHHOM
MCCIICZIOBAaHUH 3aKIIIOYAETCS B TOM, YTO €CTh BEPOSITHOCTh U3MEHEHUS yCIOBUN pabOTHI
JUIsL COTPYIHUKOB B PE3YJIBTATE NPOBEICHHOIO UCCIIEIOBAHHUS.

ITPABA YYACTHHUKOB: Ecnu Brl npounTanu nanHyio ¢GopMy U pelinii NPUHATh
ydacTue B IaHHOM MCCJIEI0BaHNH, Bbl 1OMKHBI IOHMMATh, 4TO Baie yuactue sBisiercs
TOOPOBOJIBHBIM U 4TO Y Bac ecTh mpaBo 0TO3BaTh CBOE COTIIACHE MITH MPEKPATUTH YUacTHE
B m000e Bpems. B kauecTBe anbTepHATHBBI MOKHO HE yYaCTBOBATh B UCCIICOBAHUH.
Taxoke Bel numeere paBo He OTBEYATh HAa KaKHe-IMOO0 BOMPOCHL. Pe3ynpTaThl TaHHOTO
MCCIICZIOBAHUS MOTYT OBITh MPEICTaBJICHbI WK OITyOJIMKOBAaHbI B HAYYHBIX WIIN
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npodeccHOHATBHBIX 1essax. OTKa3 0T yyacTus He MOBJIMSAET Ha Ballly paboTy B Balei
OpraHu3alLNH.

KOHTAKTHASA HH®OPMAIIUA:

Bonpocsi: Eciiu y Bac ectb Bonpochkl, 3aMedaHus WU >Kalo0bl 110 MTOBOLY JAHHOTO
HCCIIEN0BaHus, IPOLEAYPHI €70 IIPOBEICHHUS, PUCKOB U IIPEUMYILECTB, BbI MOXkeTe
CBA3aThCs C UCCIIEA0BATENIEM UJIU €€ CYIIepBAN3EPOM, UCIIONb3YS CICAYIOIINE JaHHBIC:
He3aBucumble kOHTaKThI: Eciu Bl HE y10BIETBOPEHBI IIPOBEIEHUEM TAHHOTO
UCCIIeIOBaHMs, eciii Y Bac BO3HUKIIN Kakue-1100 mpoOieMbl, 5Kano0bl UK BOIPOCHI, Bl
MoxkeTe cBszatbesi ¢ Komurerom Hccnenosanmii Beicieit [lkonsr O6pa3oBanus
HazapOaeB YHuBepcuTeTa, OTIpaBUB MHCHMO Ha 3JIEKTPOHHBIHN ajpec

gse researchcommittee@nu.edu.kz.

[Toxanyiicra, moanumuTe 1aHHYIO (GopMy, eciii Bbl cornacHsl y4acTBOBaTh B
HCCIIE0BAHUH.

e ] BHUMaTENbHO U3yuyWIi(a) IpeCTaBICHHYIO HH(OpMAIHIO;
e MHe 1mpenocTaBWIM TOJHYI0 HMHPOPMALMIO O MEeNAX M Ipolexype
UCCIICIOBAHMS,
e I nonumaro, Kak OyayT UCIOJIB30BaHbl COOpaHHbBIC JaHHBIC, U YTO JAOCTYI K
110001 KoH(pUACHIIMATEHOW HHPOpMaLU OyIeT UMETh TOJIKO HCCIIEeI0BATENb;
e ] moHuMaro, YTO BIIpaBe B JIIOOOW MOMEHT OTKa3aThbCAd OT y4acTusi B JTAHHOM
UCCcleIoBaHUU 0€3 00BACHEHNS TPUYHH;
e C nMOJTHBIM OCO3HAHMEM BCETO BBIIIEU3I0KEHHOTO 51 COTJIACEH MPUHATH y4acTue
B MICCJICIOBAaHUU TIO COOCTBEHHOM BOJIE.

IToanuce: [ara:
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INFORMED CONSENT FORM
(Kazakh version)

BEPTTEY ) K¥YMBbICHI KEJICIMIHIH AKITAPATTBIK ®OPMACBHI

TxKb komnemkaepinaeri HHCTPYKTOpIap/ bl YCTal KallyFa bIKIAJ €TEeTiH paKTopap:

CHUIIATTAMA: Ci3 TxKb konnemkaepinieri HHCTpYKTOpIap/bl YCTan KajlyFa bIKIal
eTeTiH (aKTopiap/ bl aHBIKTayFa OaFbITTAIFaH 3ePTTEY KYMbICHIHA KAThICYFa MIAKbIPBUIBII
oteipchi3. Cisre Oetne 6eT cyx0aTka KaTbICy YChbIHbUIa bl Cyx0aT MaTepuaibIHbIH
KYNSUTBIIBIFBIHA KeTIJIK Oepineni. bapipik aknapaT Kymust co30eH KOpFaJiFaH apHaibl
daiinma cakranabl )KOHE TPAHCKPUIIIIHS JKacaTFaHHAH KeHiH jkoiblIaabl. KOphITHIHIBI
3epTTey/ie Ci3/11H €CIMiHI3 KaIfaH eCiIMMEH aybICThIPhIIA/IbI.

OTKIBUIETIH YAKBITBI: Cyx6ar miamamen 60 munymxa cO3bLIa b,

3EPTTEY ) K¥MBICBIHA KATBICY/JIbIH KAYIIITEPI MEH
APTBIKIIBIVIBIKTAPDI:

Cyx0atTThIH BIKTUMAJ KayinTepiHiH Oipi OONBIN Ci3[iH OKY >KbUIbI KE€31H/IE OTKI3ETIH KEKe
YaKBITBIHBI3 OOJIBIN TaOBLIAAbl. By MoceneHi ety YiIiH cyx0ar ci3re bIHFaiiIbl yaKbITTa
OTKI3LIEH].

Tarp! O6ip BIKTUMAI KayinTepaiy Oipi Ci3MiH eciMiHI3 Ke3/1eHCOK aHBIKTaIybl MYMKiH. by
©3 OpHBIHA CI3/iH apinTecTepiHi30eH, acipece SKIMIIUTIK OKUIIepIMEH KapbIM-
KaThIHACBIHBI3FA Tepic acep eTyl MyMKiH. Ochl KayinTi OapbIHIIA a3aiTy YIIiH )KOHE KEKe
TYJIFaHBI3/IbI KOPFAY YIIiH OapJBIK CAKTHIK IIapaapbiH KOJIIaHAMbI3. MBICAIIbI, Ci3/1iH
aTBI-)KOHIHI3 )KOHE K€3 KEITeH Ci3Tre KaThICTHI KEeKe aKImapaTTap 3epTTeyAe KopCceTiIMen .

YniHmm Kayin cyx0at Ke3iHie KOJIAaHbIIaThIH Ce31MTall CypaKTapra OaiaHbICThI, cebebi
ci3 ojapra )xayamn Oepyre bIHFalCBhI3IaHYBIHbI3 MYMKiH. OcChIFaH OaillaHBICTHI 3€pTTEYTe
KaTBICyFa IIAKbIPYy XaThl MEH 3€pTTEY JKYMBICHI KEJIICIMIHIH aKMapaTThiK popMackiHaa
cyx0aT Ke3iH/ie KOMbUIFaH cypakTapra xayan OepMey MYMKIH/IT )KOHIHJe eCKepPTUIeI.

Ci3 ochl 3epTTeyAiH HETi31H e KOJUIEIK KaOBIPFachIH/1a )KYMBICBIHBI3/IbI KAIFACTRIPYFa
KaH7ail (haKTOpIIap/AbIH 9Cep €Te aNaThIHBI XKOHIH/IE 63 OHBIHBI3/IBI EPKiH TYpIE KeTKi3e
anacel3. O3 TOKIpUOCHI3 )KOHIH/E aliTa OTHIPHIIN, OOIANIaKTa COJl MACeIeepiH MeIIiayiHe
pIKMaJ ere anachl3. Ci3 3epTTey HOTHKENIEPiHIH HEeT131H/1e )KYMBIC TaJanTapbIHbIH e3repyi
apKbUIbI )KaHaMa Taiia Kepe aixachi3.

KATBICYHIBI KYKBIKTAPBI: Erep Ci3 6epinren jopMaMeH TaHBICHII, 3epTTEY
KYMBICBIHA KaThICYyFa IIenniM KaObuinacanpi3, Ci3aiH KaThICYBIHBI3 ePiKTi Typ/ie eKeHIH
xabapaiiMbi3. COHBIMEH KaTap, KaJaraH yaKbITTa albINIYJ1 TeJIieMeii :koHe ci3aiH
dJIeyMeTTIK JKeHiAiKTepiHi3re em Kecipin TUri30eil 3epTTey sKYMBICHIHA KAThICY
TypaJbl KeJiciMiHI3Al Kepi KaliTapyFa HeMece TOKTATYFa KYKbIFBIHBI3 0ap. 3epTTey
JKYMBICBIHA MYJI1eM KATbICHAYbIHBI3FA 12 TOJBIK KYKbIFbIHbI3 0ap. CoHnaii-ax,
KaHmaii 1a Oip cypakTapra xayan OepmeyiHisre jie 901eH 6omaasl. by 3eprrey
KYMBICBIHBIH HOTHXKEIIEep1 akaJIeMHUsITBIK HeMece KociOu MakcaTTapaa 6acmara
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YCBIHBUTYBI HEMECE IIBIFapbUTybl MYMKIH. 3epTTeyre KaThicy1aH 0ac TapTy Ci3iiH
MEKEMe/IET1 )KYMBICBIHBI3FA €Il 9Cep ETIEH/II.

BAWJIAHBIC AKITAPATBI:

CypakrapbiHbi3: Erep xKyprizinin oTeIpraH 3epTTey KYMBICBIHBIH MPOLIEC], KayIi MEH
apTHIKIIBIIBIKTAPI TYPaJIbl CYparbIHbI3 HEMece IIaFbIMBIHBI3 00Jica, Keeci OaiIaHbIc
Kypajzapbl apKblIbl 3epTTEYyILIIMEeH XadapaacybIHbI3Fa O0Iabl.

JTEPBEC BAUJTAHBIC AKITAPATTAPBI: Erep Gepinren 3epTTey 5KyMBICHIHBIH
KYPrizilyiMeH KaHaraTTaHOacaHbI3 HEMeCe CypaKTapbhIHbI3 O€H MIarbIMIapbIHbI3 Ooica,
HazapGaeB Yuusepcuteti XKoraps! binim 6epy MekTeOiHiH 3epTTey KepceTiareH
OaiiiaHpIC Kypajiapbl apKblIbl XabapiaacybIHbI3Fa 001a1bl: 3JEKTPOHBIK MOIITAMEH
gse researchcommittee@nu.edu.kz.

3epTTey *KYMBICHIHA KaThICyFa KelliCiMiHi3a1 Oepcenis, Oepiiren opMara KOsl KOIOBIHBI3IbI
CYpanMBbI3.

e Men Gepinres popmMaMeH MYKUST TaHBICTBIM;

e MaraH 3epTTey >KYMBICBIHBIH MAaKcaThl MEH OHBIH NpOLEAYpachl >KalbIHIA
TOJIBIK aKmapar oepinii,

e JKunakranraH akmapaT IEeH KYIHUS MAJIMETTepre TeK 3epTTEYLIiHIH e3iHe
KOJDKETIM/I1 JKOHE MAJIiM OOJIATBIHBIH TOJIBIK TYCIHEMIH;

e MeH Ke3 KeNreH YakbITTa eIIKaHAal TYCIHIKTeMECi3 3epTTey >KYMbICHIHA
KaThICy1aH 0ac TapTybIMa OOJATHIHBIH TYCIHEMIH;

e MeH xoFapbl/ia aTaIbIIl ©TKEH aKIMapaTThl CAHANIBI TYPJIe KaObUIIAI, OCHI 3ePTTEY
KYMBICBIHA KaTBICyFa 63 KeJIiciMiM/Ii OepeMiH.

Komnsr: Kyni:




FACTORS INFLUENCING INSTRUCTORS’ RETENTION IN TVET

Appendix B
Invitation Letter

(English version)

Dear Western KZ instructors,

You are invited to participate in a research for my thesis on factors that influence
instructors’ decisions to stay and continue their current job. The title of the research is
Factors influencing instructors’ retention in TVET. Our purpose is to explore factors, as
perceived by a college instructors have the greatest influence on instructor’s decision to
remain and continue his job in a current position.

In order to held this study, we would like you participate in face-to-face interview which
will take approximately 60 minutes and be audio taped and then transcribed. The
interviews will take place at a time, place, and format convenient to you. You will not be
identified by name when information is analysed or in any findings that come from the
study.

I will be the only person who has access to the recording of your interview and once |
create a written record (i.e., transcript) of the interview I will delete the audio file. All
identifying information will be removed from interview transcripts, except for your
position.

Participation in this study is completely voluntary. You may choose not to participate at all
or withdraw your participation and data from the study up to a month following your
interview by emailing one of the researchers. Your information will be kept confidential to
the extent possible.

If you would like to review the interview questions beforehand please let me know.

I cannot offer any compensation, but you may indirectly benefit once changes are made in
your job conditions based on recommendations from the study.

We have attached the consent form that answers some of the questions that you might have
about the actual procedures. If you have any further questions about this work, you may
contact me at the study email: (@nu.edu.kz.

We look forward to your cooperation and hope you might find it an interesting experience.

Sincerely,

MSc in Educational Leadership
Graduate School of Education
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IIpuriamenue Ha y4acTHe B HCCJIeI0BAHUH
(Russian version)

YBaxkaemsle nHCTpYKTOpBI Western KZ,

[IpuriamaeM Bac NPUHATH y4aCTUE B UCCIICIOBAHUH, IPOBOAUMOM JUIsl HAITUCAHUS MOEH
JMCCePTAMOHHON paboThl Ha TeMy «DaKTOpHI, BIUSAIONINE HA YACP)KaHUE HHCTPYKTOPOB
B yupexaenusx TullO». Hama 1iens - u3yunTs GakTopbl, KOTOpHIE, 0 MHEHHIO
npernoiaBaTeneil, 0ka3pIBal0T HaOOJIbIIIEEe BIMSHUE HA PEIICHUE MPENOAaBaTes
0CTaBaThCA U MPOJIOIHKATH CBOIO padOTy B HBIHEIIHEM Y4eOHOM 3aBEJICHUU.

YroObI MPOBECTH TO MCCIEIOBAHNUE, MBI XOTUM, YTOOBI BBl IPUHSUIA yYacTHE B HHTEPBbIO
0e3 yJacTHsi IOCTOPOHHUX JIHII, KOTOpOoe 3aiiMeT 0Kkosio 60 MUHYT U OyZeT 3alucaHo Ha
ayJHo, a 3aTeM TpaHCKpuOupoBaHo. IHTepBbIO OyneT MPOBOAUTHCS B YAOOHOE I Bac
Bpems, Mecte U (popmare. Bol He Oyaere uneHTHGUIUPOBAHBI IO IMEHHU PU aHAJIH3e
MH(POPMALIMU WU B JIIOOBIX BBIBOJIAX, MOJyUYEHHBIX U3 UCCIICTOBAHMS.

51 Oyy e AMHCTBEHHBIM YEJIOBEKOM, Y KOTOPOTO OyJIeT JOCTYII K 3allUCH BaIEeTo
MHTEPBBIO, M KaK TOJBKO s CO3/1aM MHCbMEHHYIO 3aluCh (paciin(poBKa) HHTEPBBIO, 5
ynamo aynuodaiin. Bes unentuduuupyromnias Bac nHGpopmaius OyneT yaaaeHa u3
pacinpoBKY HHTEPBbIO, 32 UCKITIOUEHHEM Ballel JOJKHOCTH.

VYdacTie B 3TOM HCCIIEIOBAHUH TTOJIHOCTBIO JOOPOBOJIbHOE. BBl MOXKETE OTKa3aThCsl OT
y4acTHs U aHHYJIMPOBATh CBOE HHTEPBBIO B TEUECHHE MECsIIa MOCIIE BAIIETO
cobece10BaHus, OTIIPABUB JIEKTPOHHOE MMCHMO OJJHOMY U3 UcclieoBaTeneil. Bama
uHpopmanus OyaeT KoHpUIASHINATbHOM, HACKOJIBKO 3TO BO3MOXHO. Y Bac ectb
BO3MOKHOCTh MPEIBAPUTEIBHO MPOCMOTPETH BOIPOCHI HHTEPBBIO.

51 He Mory MpeANoXUTh BaM Kakyro-mu00 KOMITEHCAINIO, HO IIPEUMYIIIECTBO BaIIETO
y4acTHsl B JAHHOM HCCIIEJOBAaHUU 3aKJIF0YACTCS B TOM, YTO €CTh BEPOATHOCTb U3MEHEHUS
yCIIOBUI pabOTHI B Ballleil OpraHU3aIMy B Pe3yJIbTaTe MPOBEACHHOTO UCCIICIOBAHMUS.

Mp! npunoxuiu GopMy cornacus, rae Bl MoxkeTe HaAUTH OTBETHI HA HEKOTOPBIE U3
BOIIPOCOB, KOTOPBIE Y Bac MOTyT BOZHUKHYTH B IIPOLIECCE MHTEPBBIO. Ecin y Bac
BO3HMKHYT JIOIIOJIHUTEINIBHBIE BOIIPOCHI I10 IIOBOJY 3TOT0 UCCIIEIOBAHMS, BBl MOXKETE
CBSI3aThCS CO MHOM TI0 DJIGKTPOHHOM TOYTE: (@nu.edu.kz.

Mpl OyzeM pajsl COTpYAHUYECTBY ¢ Bamu 1 HajieeMcst, 9TO BBl U3BJICUETE MHTEPECHBIIH
OIIBIT, IPUHSB y4aCTHE B TAHHOM HCCJICAOBAHUM.

C yBaxxeHuew,

Maructpatypa B cdepe ynpaBieHus B 00pa30BaHUH
Bricmas mkosia o6pazoBaHu
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BEPTTEYI'E KATBICYFA HIIAKBIPY
(Kazakh version)

Kypmerti Western KZ nnCTpyKTOpIapHI,

Ci3z1i HHCTPYKTOPIApABIH KOJIJISKAE KBI3METIH JKaJFacThIPYyFa BIKIAJ €TETiH (paKTopIapIsl
aHBIKTAapyFa apHAJIFaH 3epTTeY KYMBICHIH/IA KAThICYFa MIaKbIPAaMBIH. 3€PTTEYAiH aTaybl
«KxTh nHCTpYKTOpIaHBIH MYFAIIMIIK KBI3METTE YCTAIl KaJlyFa ocep €TETiH (hakTopiapy.
bi3miH MakcaThIMBI3 HHCTPYKTOPIAPABIH JKEKe MiKipiHe CYHeHe OTHIPHII, OJIap.IbIH
KOJUTEK/IET] KBI3METTEPiH KAIFACBITPYFa BIKIAN €TeTiH (DaKTOpIap/Ibl aHBIKTAY.

Ocsl 3epTTey Al KYPri3y YIIiH Ci3IiH cyx0aTKa KaThICYBIHBI3 CYpaasl, o mamameH 60
MUHYTKA CO3BLIAIbI )KOHE TUKTO(OHFA Ka3blIaAbl, COMaH KeHiH TPAaHCKPUIIUITaHABI.
CyxO0art ci3re bIHFAIIIBI MIIIHAE, )KEepAe XKoHE TiAe oTe . JKHHAaKTanFaH aKImaparThl Tajiaay
Ke3iH/Ie HeMece 3epTTeY/IiH HOTHKEIIEPiH Kapusiay Ke3iHae Ci3/IiH eCiMiHi3 KopceTiaMenIi.

JKaspurran cyx0aTka KOJI KETKi3e alaThlH JKAJIFbI3 aJlaM MEH KoHe cyXx0aTThIH jka30ama
xazbackl (MUQPBIH) XKacalnFraH COH, ayAuo (Gaiael 1a ©3iM xKosMbIH. JKeke OachiHbI3Fa
KATBICTHI K€3 KEJITeH aKIapar, Jlaya3bIMbI3HaH 0ackKa, cyx0ar xa30anapbiHaa KOpceTuMeiii.

By 3eprTeyre Katbicy TONMBIKTAH epikTi Oombin Tadbmaapl. Cyx6aTTaH Keifin Oip aif immiHge
3epTTeyHIIep IiH OipiHe IEKTPOHBI XaT ’KiOepy apKbLIbl 3epTTEyTe KaThICYIaH KoHe cyXx0aT
Ke3iH/e alThUIFaH aKnaparTad 0ac TapTyra 0oajsl.

Erep cyx0at cyparblH anjbIH-a1a TAHBICKBIHBI3 KeJice, MCHIMEH Xa0apiiachIHbI3.

3epTTeyre KaTChIKAaHBIHBI3 YIIH KaHal 1a Oip bIHTATaHABIPY CHIMIBIFBI YCHIHBUIMAMTBI,
anaima 3epTrey e KOPCEeTIICTIH YChIHBICTAPIBIH HOTHKECIHIE )KYMBIC JKaFJal bIHBI3IBIH
JKaKcapybl apKbUTBI 3epTTEYJICH Nakia Taba anacei3.

3epTTey pociMiHe KaThICTHI TYBIHJaFaH CypaKTapra skayar 6epy MakcaTbIHJIa 3epTTey
’KYMBICHI KEJIICIMIHIH aKIapaTTHIK (hOpMachl OCBI XaTKa TipKeJIi. ATaIMBIII KYMBIC
TypaJibl KOCBIMIIIA CYpaKTapbIHbI3 00JICca, MaFaH 3JIEKTPOH/IBIK MOIITa APKBLIBI
xabapracybIHbI3Fa 00JIaIbI. (@nu.edu.kz.

Ciz0eH Oipre »KYMBIC jKacayFa KyaHBIIITHIMBI3 KOHE Ci3 JIe YMBITBUIMAC TOKIpHUOE anachl3 JAer
CEHEeMI3.

Kypmertnew,

Maructepunik 6argapiama (M.Sc. in Educational Leadership)
XKorapsl 6inim 6epy mekTeOi
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Appendix C
Interview Protocol
(English version)

Project: Factors influencing the retention of TVET instructors

Time of interview:
Date:

Place:
Interviewee:

Good morning/ afternoon! I am very grateful that you agreed to participate in this project
which purpose is to explore factors, as perceived by a college instructors have influence on
instructor’s decision to remain and continue his job in a current position. It also aims to add
to the existing information on the factors related to instructors’ retention.

To achieve this purpose, [ am going to conduct interviews with different teachers of
Western KZ. I hope to receive full and outspoken answers form my interviewees. Please,
be assure that all data collected will be confidential and your answers stay anonymous. Our
interview will be tape recorded with your permission and stored in a password protected
file which will be subsequently destroyed after transcribing. The interview will be about an
hour long.

Please read again and sign the consent form.
[Ask the interviewee's permission to use the tape recorder.]

[Test the tape recorder]

Interview questions

Part I

Introductory questions:

e How long have you been teaching in Western KZ?

e What discipline do you teach?

e Have you worked elsewhere before you came to work to college? Where?

Part 11

What attracted you to this position in Western KZ?

What responsibilities do you have as an instructor of Western KZ and to what extent do
they correspond to your expectations?

3. How satisfied are you with your current job? Are you currently looking for other jobs?

N —

What elements of you job would you miss if you decided to leave the college?
What are some of the frustration factors that cause you stress at work?

Where do you see yourself in the college five years from now?

How are instructors’ autonomy important to you?

How important is administrative support to you?

NNk
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9. How important is pay to you as compared to other factors?
10. How do you feel about opportunities to grow in college?

[Thank respondents for participating in the interview. Assure them again about the
confidentiality of the collected data. Acknowledge them about the possibility to do a
member check
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IpoTOKO0J MHTEPBBIO
(Russian version)

HasBanue npoekra: ®akTopoB, BAUSIONIME HA YAepKaHUEe HHCTPYKTOpoB B TullO

Bpewms nHTEpBEIO:
Hara:

Mecro:
NHTEpBRIONPYEMBIN:

Hob6poe ytpo/nens! bonpmoe cnaci6o0, 4To BBl cormacuimcs NpuHATh y4acTHe B JAHHOM
HCCJICIOBAHNH, IIEJIbI0 KOTOPOTO SABIISICTCS M3ydeHUE (PaKTOPOB, BIUSIONINX Ha yACpKAHHE
unctpykropos TullO.

Jiist TOCTHXKEHHS 3TON LENH s1 COOMPAroCh B3sITh HHTEPBBIO y PAa3HBIX HHCTPYKTOpOB Western
KZ n Haperch MOIy4YUTh TOJIHBIE U OTKPBITHIE OTBETHI OT CBOUX MHTEPBBIOUPYEMBIX.
[Mosxamyiicta, OynbTe yBepeHBI B KOHPHUICHINATHHOCTH MaTEPHAIIOB HCCIICIOBAHUS H
aHoHuMHocTH Bameit nuunoctu. Ham pasroBop Oyaer 3anuceiBaThesi ¢ Bamiero paspemenus.
JlanHas 3anuchk OyJeT XpaHUTHCS B 3aIIUIICHHOM HapoJieM (aiiie Ha MOeM JIMYHOM
KOMIIBIOTEPE U BIOCIEACTBUU OyJeT YHUUTOKEeHA. HTEepBbIO MPOoAIUTCS 0K0I0 60 MUHYT.

[Moxanyiicta, mpouyTHTe emie pa3 GopmMy HHGHOPMAMOHHOTO COTIIACHS U TIOATHIIUTE €e.
[CrpocH, He BO3paXkaeT JIU YYaCTHUK WHTEPBBIO, YTOOBI pa3roBOp 3aMUChIBAIC |
[[IpoBepp, Kak pabOTaeT 3aUCHIBAIOIIEE YCTPOUCTRBO |

Bonpocwi:

Yacts [: BetynuTenpHbIE BOITPOCH

1. Kak nonro BeI pabortaere B Western KZ?
Kaxoit npenmer BbI npenogaete?
3. Paboranu nu Bl r1e-HUOYIb €l1e 10 TOro Kak Npuiuiy B Komutemx? I'oe?

Yacrts II:

UYro Bac mpusiekaer B pabore B Western KZ?

Kakwue 06s13aHHOCTH Y Bac ecTh B KadecTBe HHCTpyKTopa Western KZ n HacKoJIbKO

COOTBETCTBYIOT JIM OHH BAaIlIUM OXHUIAHUSIM?

3. Hackoybko BBI yAOBIETBOPEHBI CBOEH paboToii? Brl B HacTosIIee BpeMs HIETE IPYTYIO
pabory?

4. Tlo xakuM d3JIeMEHTaM Baleil paboTHI BBl OyAeTe CKy4aTh, €CIIU PEUINTE YUTH U3
KoJuteka?

5. Ectp mu xakue-nm6o (HhakTopsl paccTpoiicTBa, KOTOPBIC BBI3BIBAIOT CTpecc Ha pabore?

6. ['ne BB BuAMTE ce0s B KOJUIEIKE Yepe3 MATh JIeT?

7. Kax BakHa I BAC aBTOHOMUS HHCTPYKTOPOB?

8

9.

1

N —

Hackonpko BaskHa aMUHUCTpAaTUBHAS OAAEPKKA AJ1s Bac?
Hackosbko Ba)XHO oriaTa TpyZa 1o CpaBHEHUIO ¢ IpyruMu (pakropamu?
0. Yro BBl IymMaeTe HAaCUYET BO3MOKHOCTH POCTa B KOJUIEIKeE?
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[[TobGnaromapyu peCIOHICHTOB 3a y4acTHe B HHTEpBbIO. Emie pa3 yOenn ux B
KOH(UACHINATHHOCTH MOTYYCHHBIX JaHHBIX. [[ponHpOopMupy#t ydacTHHKA O TOM, YTO B
MOCIIEAYIONIEM BO3MOXHA ITPOBEPKA MPABHILHOTO MOHMMAHUS MTOJTy9YeHHOW WH(pOpMaIuu. |
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Cyx0aT xaTTamacsl

(Kazakh version)
3eprrey ataybl: T:xKb canaceiHIaFrsl HHCTPYKTOPIAPABI YCTAIl KadyFa bIKIA €TeTiH

¢baxTopmap

Cyx0ar yakbIThI:
Kyni:

Cyx0at oTeTiH OpHBI:
Cyxb0at Gepyni:

Kaiibipast Tan / kyH! Ocbl 3epTTeyre KaThICyFa KeiciM OepreHiHi3 YIIiH YIKEeH pPaxMeT, OHBIH
Mmakcatel Western KZ komrempkinae eHOeK eTeTiH HHTCPYKTOpPIIap bl YCTAaIl KajlyFa dcep eTeTiH
bakTopaapasl 3epTTey.

Ocpl makcaTka ety yuriH MmeH Western KZ komtemkiHaeTi opTypili MyFalmiMIepiMeH
cyx0aTTacy/Ipl )KOCIapJian OTHIPMBIH KOHE CyX0aT OepyIIisiep/IeH TONBIK XKOHE allIbIK Kayarl
allyFa YMITTeHEMiH. 3epTTey MaTepHalAapbIHbIH KYIUSIBIIBIFBIHA )KOHE Ci3/IiH jKeKe OachIHBIH
KYIUSUTBUTBIFBIHA CeHIM/I O0MbIHBI3. Bi3miH oHriMeMi3 Ci3fiH pyKcaThIHBI30€H AUKTO(OHFa
*a3pu1aapl. by ska30a MeHIH jkeke KOMIBIOTEpIMIET] KYIus co30€H KoprairaH Qaiinga
CaKTaJaJIbl KOHE 3ePTTEY )KYMBICHI asKTaJFaH COH koibutaael. Cyx0aTt 60 MuUHYTKA
CO3BLIAJIBL.

3epTTey KYMBICHIHBIH KEJTiCiM aKknapaTThIK (popMackl KaiiTa OKBII, OFaH KOJI KOHBIHBI3.
[Cyx0Oat OepyuriieH oHriMeHiH JUKTO(OHFA *Ka3blUTyblHA KAPCHUIBIFBI O0ap HE )KOKTHIFbIH
CypaHbI3]

[PKa3y KypanbIHbIH (IMKTO(MOHHBIH) KYMBICHIH TEKCEPiHi3]

Cypakmap:

I 6eaim: Kipicne cypakrap

1. Western KZ xostepkinae KaHIIa yakbIT )KYMBIC KacaichI3?

2 Kait monHeH cabak OepiHi3?

3 Ocsl KOmIeIKre KeIMECTeH OYpBIH Oacka jkep/ie KYMBIC KacaablHbI3 0a? Kaiina?

II 6esim:

Western KZ ci3zi HeciMeH KbI3BIKTHIPIbI?

Western KZ aTkapaTblH MiHIETTEepiHI3 KaHIal jKOHE oJlap Ci3/IiH TaJanTapbIHBI3Fa
KaHIIAJBIKTEI Call KeJemi?

Kasipri ;xyMbICBIHBI3Fa KaHIIANBIKTH KOHITIHI3 Toanbl? backa skyMmbIc i31em xypci3 0e?
Western KZ-neH KeTKeH Karaia )KYMBICBIHBI3IBIH KaH/1all KaCUETTEePiH CarblHAp e/iHi3?
KympicTa Kyii3enic TyQsIpaThiH KaHaai aa 0ip paxropmap 6ap ma?

Ochian Oec KBUIIaH KeliH o31Hi3/1e KOJUIeDKIe Kopeci3 0e?

Ci3 yIIiH HHCTPYKTOPIap IbIH AepOCCTIT KaHIIAIBIKTE MaHbI3IbI ?

Ci3 yIIiH OKIMIIUTIK TaparblHaH jKacalaThlH KOJIJIay MaHbI3IbI Ma?

Ci3 ymria eHOek akpIChl 0acka (hakTopiapra KaparaH/1a KaHIIaJbIKTHl MaHBI3IbI?

0 Konnemxkne ecy MyMKiHJITiHE Kanal Kapahchi3?

N —

SeeNA YA

[Cyx0Oat Oepymire cyx0aTka KaTbICKaHBI YIIIIH paXMeT alThIHBI3. JlepeKTep IiH KyIHs OOJIBII
KaJIaTBIHBIH TaFbl 1a eckepTiHi3. Cyx0ar Oepymrire alThIIIFaH aKMapaTThIK TYPHIC
TYCIHTeHITiHEe KO3 )KEeTKi3y MaKcaTbIH/1a 3ePTTEYIIiHIH TEKCEPiC KYPri3eTIHAIrH Al THIHBI3. |
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Appendix D
Interview Transcript Sample

Project: Factors Influencing Instructors’ Retention In TVET

Time of interview: 16.00
Date: January 25, 2019
Place: Western KZ
Interviewee: #11
Interview 1

Part I

How long have you been teaching in Western KZ?

I have been working as a teacher of English for over 5 years.

What discipline do you teach?

English language

Have you worked elsewhere before you came to work to college? Where?

I worked in private language schools and a secondary school.

Part II

What attracted you to this position in Western KZ?

As this educational institution is known as one of the best colleges in Atyrau, I tried to

find out more information about it. Before I applied for this position, I knew about the
followings:

Working schedule (as teachers don’t have to stay if they don’t have any lessons);
Teaching method (not all educational institutions apply TBLT, but this college does);
As I’ve heard the college provides opportunities to take courses abroad;

There is no pressure from the administration staff. As I can see they occasionally
respect, accept and consider faculty’s ideas or opinion.

What responsibilities do you have as an instructor of Western KZ and to what
extent do they correspond to your expectations?

My responsibilities:

Delivering lessons and teaching students according to my timetable;

As there are online lesson plans, I don’t have to write one, but I usually replace or
integrate my own resources;

Preparing a calendar-thematic plan and an educational programme;

Working with less able students and conducting extra lessons for them;

Providing the administration with necessary reports and other paperwork;

Taking parts in the college’s educational and social events.

All of them totally correspond to my expectations, these are the main duties that every
educational institution asks teachers to do.

How satisfied are you with your current job? Are you currently looking for other
jobs?

The 1* semester I was completely satisfied, but this semester I don’t have enough
teaching hours. We were supposed to have 80 hours per month. However, it has been
changed. That is my main concern. To be honest, I might consider looking for other
jobs which can offer enough teaching hours.
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10.

11

What elements of you job would you miss if you decided to leave the college?
Honestly, I don’t know how to answer this question. I can say that I would miss my
students.

What are some of the frustration factors that cause you stress at work?

Nothing causes stress at work.

Where do you see yourself in the college five years from now?

I hope to become a senior teacher.

How are instructors’ autonomy important to you?

Every school or college has their own way of teaching, as teachers, who work for them,
we have to follow and remain their policy. As an English department, you work with a
group of teachers where you can make different decisions together by working in
teams. Of course, professional independence of teachers is significant in order to make
autonomous decisions, but it depends on situations. Teachers always learn from each
other and it doesn’t matter how autonomous you are still you might not notice some of
the mistakes.

How important is administrative support to you?

As I mentioned earlier, the administration staff is friendly and helpful. From my point
of view, administrative support is one of the essential parts of your job. I think it is
very important when you work in a friendly atmosphere where everyone supports you
including administration.

How important is pay to you as compared to other factors?

I would say that pay is one of the most important factors. If you are a high qualified
and experienced teacher, you have to get paid accordingly. I would say that the first
factor is a company or institution itself and the second factor is salary.

How do you feel about opportunities to grow in college?

As I can see there are not so many opportunities to grow, because it takes much time,
for example, to become a senior teacher you have to work for 5 years, if I am not
mistaken. As a new teacher at this college, I haven’t been fully informed about those
things.

. I would take into consideration the following changes:

Providing teachers with enough working hours;
If newly hired teachers are qualified enough, probation term should be reconsidered, it
can be less than a year;



