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Abstract 
This study was conducted to describe and measure the factors influencing 
faculty members’ workload, job satisfaction, work stress, organizational com-
mitment, and turnover intentions in hospitality education. To achieve this 
goal, 400 hospitality management educators of both public and private ter-
tiary educational systems in NCR were selected through purposive-quota 
sampling. A semi-structured questionnaire and focus group discussion were 
used to collect data from the participants. Descriptive statistics including 
mean, standard deviation and rank and Inferential statistics including inde-
pendent t-test, One Way Analysis of Variance and Pearson-r were employed 
to analyze quantitative data, while qualitative data was analyzed according to 
themes. Generally, women are independently capable of sharing their reliable 
and professional assessments. It was also shown that the faculty members are 
presently contented with their teaching jobs and did not express agreement 
on whatever reason to leave. They find their workloads in school manageable 
and are willing to provide engaging instruction to meet their students’ needs 
through various modalities and instructional materials as they are contented 
with their jobs. Adversely, they differ in consensus on the five-stated variables 
when grouped in the length of stay and tenure status. New and old faculty 
members and regular full-time instructors and lecturers, together with the 
regular part-time instructors and lecturers, share a similar degree of unanim-
ity regarding workload, job satisfaction, work stress, organizational commit-
ment, and turnover intent. The Structural Equation Modeling (SEM) analysis 
includes the path directions and relationship between descriptive statistics, 
structural model evaluation, and the five variables. As a result, it was proven 
in this study that Organizational Commitment and Job Satisfaction, having 
significant covariance, have a significant direct effect on turnover intention.  
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1. Introduction 

Most countries around the world have temporarily closed educational institu-
tions to contain the spread of the COVID-19 pandemic and reduce infections 
(UNESCO, 2020). This closure has affected more than 1.2 billion learners world-
wide with more than 28 million learners in the Philippines (UNESCO, 2020). 
Responses like community lockdown and community quarantine of several coun-
tries have led students and educators to study and work from home which led to 
the delivery of online, blended and modular learning platforms (Crawford et al., 
2020). In addition, COVID-19 pandemic has significantly changed the educa-
tional system especially the status of educators. According to Toquero (2020), 
faculty members are trying their best to make the students’ learning journey as 
worthwhile and meaningful as possible in this time of the pandemic. They are 
compliant with the school administration’s directive of producing instructional 
materials with so little time given and complied without compromising the health 
and wellness. 

As a result of the large impact of COVID-19 on education sector, many edu-
cators both in public and private institutions have lost their source of income, 
temporarily or permanently, or otherwise suffered a reduced income. Retained 
educators who do not receive regular wage and whose working hours were re-
duced on account of the adoption of flexible work arrangements including re-
duction of work hours or work days, rotation of workers, forced leave, etc. by 
their employers, resulting in reduced income (MacKenzie, 2020). According to 
Philippine Statistics Authority (2020), among the employed persons in educator 
sector who were not at work, the majority (97.0%) expressed that their reason 
for not being at work was due to the COVID-19 pandemic, and community qu-
arantine. This was followed by the variable working time or nature of work at 1.1 
percent, other reasons specified at 0.8 percent, low or off season at 0.3 percent, 
and health or medical limitations at 0.2 percent. 

The researcher has learned from experience that some faculty members, espe-
cially those in the private sector, tolerate the high workload but with unjust 
compensation from their respective academic institutions. There are also reports 
that even with increased workload caused by accreditation, teacher shortage, 
competitions, community service, and other extracurricular activities, faculty mem-
bers are taking such additional assignments. Inline, the researcher argues for 
identifying their willingness to stay in the academe and the factors affecting their 
intention. Now, based on the researcher’s initial review of related literature, it 
was found out that no study has been conducted on this topic, particularly con-
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cerning faculty members from the hospitality education. 
Several factors may affect employee retention in an institution (Wang & Yuan, 

2018). According to Azanza et al. (2015), the turnover intention is the mobility 
of employee turnover, reflecting the quality and quantity of their alternatives 
and their degree of job satisfaction. Losing employees through turnover is costly, 
with concerns involving separation, loss of productivity, recruitment, interview-
ing, training, and onboarding. There are different reasons employees think of 
leaving an academic organization to pursue another job opportunity with other 
institutions or careers, which has a more straightforward path for upward pro-
gression (Huber, 2018). Turnover intention gives a new perspective and may 
imply that even satisfied employees can leave their jobs. An increase in leader-
ship behavior would also mutually oppose the decrease in the faculty’s turnover 
intention; organizational commitment would likely reduce the faculty’s turnover 
intention; and improved workplace fairness would also likely fall turnover inten-
tion of faculty (De La Peña, 2018). Program Heads should know how a faculty 
makes choices and understand their behavior. When evaluating the need to in-
vestigate the satisfaction and commitment of faculty members, one must con-
sider the collaborative working environment, which could be driven by work-
load, job satisfaction, work stress, and organizational commitment. Despite the 
excellent work revealing workload inequities and consequences, few studies have 
examined the conditions and practices within which workload is perceived as 
more or less fair (O’Meara et al., 2019) and reflects low job satisfaction (Osifila & 
Aladetan, 2020). Work Stress is a widespread problem and has become a signifi-
cant public health issue due to its adverse effects on physiological and mental 
health (Lee, Joo, & Choi, 2013). 

Recognizing that this COVID-19 pandemic has immensely impacted the edu-
cation sector, the conduct of this research is vital information on the faculty 
members’ experiences and conditions. Inline, possible recommendations that 
will help promote sound decision-making of school matters directly affect facul-
ty instruction, online class management, and work-life balance during this pan-
demic. 

2. Methodology 

This study is a causal research investigating the relationships between the res-
pondents’ demographic profile and the theories, namely workload, job satisfac-
tion, work stress, and organizational commitment towards turnover intent by 
Hospitality Management Educators in National Capital Region. In this study, the 
triangulation method was used for better application and evaluation of the re-
search. Through triangulation, the researcher acquired qualitative and quantita-
tive data, and the analysis of these increased the trustworthiness or validity. The 
researcher used sequential explanatory design by collecting and analyzing quan-
titative data and then qualitative data in two consecutive phases within one study 
(Figure 1). The researcher interpreted how the qualitative results explain the  
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Figure 1. Emerging model of the causal relationships between organizational commit-
ment and job satisfaction towards turnover intention fitted structural equation model 
(SEM). 
 
quantitative results, thereby expounding upon the findings of one method with 
another method. 

The setting of this research study is online, both synchronously and asyn-
chronously. The context for this research study included public and private col-
leges and universities offering a degree in Hospitality Management with the in-
tended participant being full-time or part-time faculty members. The researcher 
has taken advantage of purposive random sampling whereas a ratio of 10 res-
pondents to 1 variable which was desired as having the exact ratio in this study 
which is 40 variables. Hence, 400 faculty members were bounded by the criteria 
that all participants were currently employed either at a public or a private col-
lege or University, either full-time or part-time, in the National Capital Region 
(NCR).  

The researcher used an online questionnaire. To measure the workload, the 
researcher took advantage of getting an idea on a workload scale of eight ques-
tions from CHED’s guidelines on the implementation of flexible delivery of stu-
dent affairs and services during the COVID-19 pandemic. To measure the work-
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load, the researcher took advantage of getting an idea on a workload scale of 
eight questions from CHED’s guidelines on implementing flexible delivery of 
student affairs and services during the COVID-19 pandemic. For scaling work-
load, sample items contained “I can achieve the course learning outcomes and 
assess student performance in an online, remote learning environment”. Job sa-
tisfaction was measured by questions like “I am satisfied with how my imme-
diate head takes care of the employees/complaints”. The researcher measured 
stress in which sample items contained “I am carrying out school duties during 
the time dedicated to my family (e.g., to read and mark offhand papers at 
home)”. The organizational commitment was measured with eight items, in-
cluding items such as “I am extremely glad that I chose this organization”. Last-
ly, the Turnover intention was measured by questions like “I no longer have a 
good degree to which I am able to maintain a positive learning climate for stu-
dents”. 

For the qualitative part of the study, the researcher used focus group discus-
sion comprised of 10 people who provided information or knowledge of a topic 
following an interview protocol. Due to social distancing being observed due to 
COVID 19 pandemic, the researcher utilized the online conferencing tool Zoom 
to conduct synchronous online focus group interviews which has lasted for an 
hour. The focus group interview was audio recorded as an internal function of 
the synchronous online conferencing too. 

Descriptive and inferential statistics were used in the quantitative part of the 
study to analyze the data included measures such as frequencies, mean, percentages, 
ranking, Analysis of variance (ANOVA), independent t-test, Pearson Chi-squared 
and Structural Equation Modeling for the proposed model. Based on the results of 
the qualitative data and the subsequent development of qualitative focus group 
questions, the researcher used thematic analysis.  

3. Results 

Table 1 shows the demographic profile of the respondents, majority (62%) of 
them are females. The gender ratio is about 3 female faculty members for every 2 
male faculty members (5:3). An equal majority (about 33% each) of them are 
about 31 - 40 years old and about 41 - 50 years old. On the average, the respon-
dents are approximately 44 years old. Majority (or 65%) have completed and 
earned their Master’s degrees, 92 (or 23%) have finished their doctorate course 
while 8 (or 2%) continued to take post-doctorate courses. The remaining 40 fa-
culty-respondents (10%) have yet to enroll and take post-graduate courses. Ma-
jority (about 56%) have been teaching for about 10 semesters and above. Major-
ity (about 58%) are regular full-time faculty members of their respective educa-
tional institutions. 

Table 2 shows the dimensions of why the respondents intend to stay. It re-
veals that they expressed disagreement on their intention based on the assess-
ment on their turnover intention. Intention to stay within the next school year 
(item 3) yielded with the lowest followed by giving opportunities to achieve  
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Table 1. Demographic profile of the respondents. 

Educational Attainment Frequency (f) Percentage (%) 

Bachelor’s Degree 40 10.0 

Master’s Degree 260 65.0 

Doctorate 92 23.0 

Post Doctorate 8 2.0 

Total 400 100.0 

No. of Semesters Frequency (f) Percentage (%) 

3 or Less 66 16.5 

4 - 6 67 16.8 

7 - 9 42 10.5 

10 and Above 225 56.3 

Total 400 100.0 

Tenure Status Frequency (f) Percentage (%) 

Regular Full-Time 230 57.5 

Regular Part-Time 36 9.0 

Full-Time Lecturer 55 13.8 

Part-Time Lecturer 79 19.8 

Total 400 100.0 

 
Table 2. Respondents’ assessment in regard turnover intention. (Dimensions for their 
intent to stay). 

Indicators WM Interpretation Rank 

1. I ask other co-worker to stay in our current post. 2.49 Disagree 2 

2. My current job is addressing my important personal needs. 2.47 Disagree 3 

3. I intend to stay in my career within the next school year. 2.04 Disagree 8 

4. If I could choose again, I would work for this organization. 2.29 Disagree 5 

5. This organization gives me opportunities to achieve my 
professional growth. 

2.05 Disagree 7 

6. I felt appreciated by my supervisor. 2.28 Disagree 6 

7. I am satisfied with my salary compared to what I do. 2.30 Disagree 4 

8. I have good degree to which I am able to maintain a positive 
learning climate for students. 

2.79 Agree 1 

Overall Weighted Mean 2.33 Disagree 

 
professional growth by the organization yielded as second to the lowest. Other 
disagreements including appreciation by supervisor and salary satisfaction. How-
ever, the respondents revealed that although they implied intention to leave their 
current post, they disclosed that they have good degree which maintains their 
positive learning climate for the students (item 8) which rank as the highest. In 
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summary, all the respondents have negative feelings with regards to turnover in-
tention based on their assessment. The results imply that they are presently not 
contented with their teaching jobs and express agreement on whatever reason to 
leave their current post. 

Table 3 shows the level of agreement of the respondents in regard the various 
domains (variables): the respondents have “strongly agreed” in regard their 
workloads as revealed by the overall weighted mean of 3.47 suggesting that they 
find their workloads in school manageable. The respondents “agree” and are 
seen to be “satisfied” with their jobs as shown in the composite weighted mean 
of 2.95. The respondents “strongly agree” on the work stress they encounter in 
this period of pandemic due to the “new normal” of teaching-learning. This is 
revealed by the overall weighted mean of 3.34. The respondents “strongly agree”  
 
Table 3. Significant difference in the level of agreement of faculty members as regards the 
various domains considered in terms of demographic profile. 

Indicators p-value Decision Interpretation 

Workload    

Sex 0.350 Accept Hypothesis Not Significant 

Age 0.24 Accept Hypothesis Not Significant 

Educational Attainment 0.151 Accept Hypothesis Not Significant 

Length of Stay 0.076 Accept Hypothesis Not Significant 

Tenure Status 0.380 Accept Hypothesis Not Significant 

Job Satisfaction    

Sex 0.001 Reject Hypothesis Significant 

Age 0.121 Accept Hypothesis Not Significant 

Educational Attainment 0.338 Accept Hypothesis Significant 

Length of Stay 0.005 Reject Hypothesis Not Significant 

Tenure Status 0.239 Accept Hypothesis Not Significant 

Work Stress    

Sex 0.607 Accept Hypothesis Not Significant 

Age 0.018 Reject Hypothesis Significant 

Educational Attainment 0.606 Accept Hypothesis Not Significant 

Length of Stay 0.006 Reject Hypothesis Significant 

Tenure Status 0.076 Accept Hypothesis Not Significant 

Organizational Commitment    

Sex 0.000 Reject Hypothesis Significant 

Age 0.039 Reject Hypothesis Significant 

Educational Attainment 0.173 Accept Hypothesis Not Significant 

Length of Stay 0.018 Reject Hypothesis Significant 

Tenure Status 0.864 Accept Hypothesis Not Significant 
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on their organizational commitment to their respective organizations as indi-
cated by the overall weighted mean of 3.33. Overall, Workload yielded with the 
highest composite mean of 3.47 and interpretation of strongly agree followed by 
work stress of 3.34 and strongly agree and organizational commitment of 3.33 
and strongly agree while job satisfaction yielded with the lowest composite mean 
of 2.95 with interpretation of agree. 

Table 4 shows the results of the independent t-Test and the one-way Analysis 
of Variance (ANOVA) which reveal that in regard to workload, all the demo-
graphic profile indicators do not have relationship with workload; in regard to 
job satisfaction, only the sex and length of stay have significant relationship with 
job satisfaction (p-value = 0.018; p-value = 0.006); in regard to work stress, only 
the age and length of stay with work stress (p-value = 0.001; p-value = 0.005); 
and in terms of organizational commitment, sex, age and length of stay have sig-
nificant relationship with organizational commitment (p-value = 0.000; p-value 
= 0.039; p-value = 0.018). 

With regard to the significant relationship between the respondents’ level of 
agreement on the turnover intent and the various domains (or variable) consi-
dered in this study reveal that a correlation for the data showed that the respon-
dents’ intent to leave their teaching jobs is not significantly related to their 
workload, r = 0.096, n = 400, p > 0.05, two-tails. Therefore, the null hypothesis 
states that there is no significant relationship between the respondents’ level of 
agreement on the turnover intent and workload is accepted at ε = 0.05. Similarly, 
there is no significant correlation between turnover intent and work stress, r = 
−0.068, n = 400, p > 0.05, two-tails. Hence, the null hypothesis states that there is 
no significant relationship between the respondents’ level of agreement on the 
turnover intent and work stress is likewise accepted at ε = 0.05. Contrastingly, 
turnover intent significantly correlates with job satisfaction, r = 0.571, n = 400, p 
< 0.05, two-tails. With the result, the null hypothesis states that there is no sig-
nificant relationship between the respondents’ level of agreement on the turno-
ver intent and job satisfaction is rejected at ε = 0.05. Lastly for the respondents, 
turnover intent significantly correlates with commitment to the institution, r = 
0.436, n = 400, p < 0.05, two-tails. Subsequently, the null hypothesis states that 
there is no significant relationship between the respondents’ level of agreement 
on the turnover intent and organizational commitment is again rejected at á = 
0.05. 
 
Table 4. Significant relationship between the respondents’ level of agreement on turnover 
intent and the various domains (variables) considered. 

Indicators p-value Decision Interpretation 

Turnover Intent vs. Workload 0.540 Accept Hypothesis Not Significant 

Turnover Intent vs. Job Satisfaction 0.000 Reject Hypothesis Significant 

Turnover Intent vs. Work Stress 0.175 Accept Hypothesis Not Significant 

Turnover Intent vs. Organizational 
Commitment 

0.000 Reject Hypothesis Significant 
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With regard to Model for the Faculty’s Behavior of their Intent to Stay, Figure 
1 shows that the observed variables t2 (My current job is not addressing my im-
portant personal needs) and t3 (I intend to look for a new career within the next 
school year) have significant covariance which shows significant relationship 
between each other. Also, c5 (For me, this is the best possible organization for 
which to work) and j1 (I am being paid a fair amount for the work I do) have 
significant covariance. Based on EFA, organizational commitment is significant-
ly predicted by c5 (For me, this is the best possible organization for which to 
work) and c6 (I am extremely glad that I chose this organization to work for 
others I was considering at the time I joined); job satisfaction is significantly 
predicted by j1 (I am being paid fair amount for the work I do) and j3 (I am sa-
tisfied with the benefits I receive); and turnover intention is significantly pre-
dicted by t1 (I intend to ask other people about new job opportunities), t2 (My 
current job is not addressing my important personal needs), t3 (I intend to look 
for a new career within the next school year), and t6 (I felt unappreciated by my 
faculty supervisor). 

After all data collection pieces were collected and transcribed among the res-
pondents through focus group discussion, significant statements were identified. 
Each of those significant statements was coded, and from the codes, two inter-
woven themes emerged. They are: 1) the role and extent of involvement of edu-
cators during new normal; and 2) problems and challenges encountered by the 
educators during new normal.  

The theme the role and extent of involvement of educators during new nor-
mal emerged because as educators, they assume an important role in the higher 
education institutions (HEIs). They are primarily responsible for ensuring that 
an adequate learning environment is established for learners within the commu-
nity. This theme did not simply emerge from answering the questions. It was 
evident on their shared experiences. This theme consists of two subthemes in-
cluding as module developer and facilitator of learning using online modality. It 
was revealed in the experiences of the HEIs educators that they do not have any 
choice but to develop and write modules for the students as it is needed during 
new normal form of education, and it is part of their job description. Also, the 
results revealed that despite of the effect of pandemic in the educational system, 
still, an educator is an educator no matter how hard the situation and no matter 
how difficult to attend the needs of the learners. 

In addition to the understanding of experiences of educators during new normal 
form of education, the problems and challenges encountered by the educators was 
a theme which emerged from among the data. This theme did not simply emerge 
from answering the questions. It was evident on their shared experiences. This 
theme consists of two subthemes including overworked and additional workload; 
and expenses; and lack of enrollees and being underpaid. The respondents re-
vealed that in fulfilling their role as education in HEIs, during new normal it re-
sulted to being overworked. The respondents revealed during the interview their 
sentiments on the implications of adapting to new normal which resulted to more 
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tasks and works. Another problem and challenge that the respondents emerged 
from their experiences is the lack of enrollees and being underpaid. 

4. Discussions 

Based on the aforementioned results, there are more women than men faculty 
members teaching in the hospitality education, mostly middle-aged adults, pos-
sessing the appropriate educational qualification making them eligible to teach, 
has been teaching for about 10 semesters and above and are mostly regular 
full-time teachers during the school year 2019-2020. They are individuals who 
are independently capable to share their reliable and professional assessments in 
regard work load, job satisfaction, work stress, organizational commitment and 
turnover intentions. 

In addition, the faculty members are presently moderately contented with 
their teaching jobs and express agreement on whatever reason to leave their cur-
rent post. Aside from monetary benefits/rewards, they express moderate wil-
lingness to continue teaching because it is more of a continuous learning expe-
rience for them and further extend their knowledge as well as articulate their 
love for interacting and engaging with other people. However, respondents re-
vealed the need for higher salary and benefits this time of new normal. Although 
they have been experiencing work stress, they find their workloads in school 
manageable and are willing to provide engaging instruction and meet the needs 
of their students through various modalities and instructional materials as they 
are contented with their jobs. Female and male faculty members concur with 
their agreement as regards workload and work stress. 

However, they differ in their level of agreement in regard to job satisfaction, 
organizational commitment and turnover intent. Regardless of age, the faculty 
members share the same level of agreement as to their work load and job satis-
faction. In contrast, they do not conform in terms of work stress, organizational 
commitment and turnover intent. Despite differences in educational attainment, 
the faculty members expressed the same degree of concurrence in their work 
load, job satisfaction, work stress, organizational commitment and turnover in-
tent. Contrastingly, they differ in consensus on the five-stated variables when 
they are grouped in terms of length of stay and tenure status. That is, new and 
old faculty members as well as the regular full-time instructors and lecturers to-
gether with the regular part-time instructors and lecturers share similar degree 
of unanimity. Having a mean residual of 0 across all observed variables confirms 
that the model is white noise which implies that fit of the model is excellent. 

As per limitation of this paper, this research focused on the demographic pro-
file of hospitality educators. It is endorsed for continued research in this area 
and adaption to the industry. As a new and evolving field of practice and study, 
the literature review found nothing explicitly addressing faculty job satisfaction, 
workload, work stress, organizational commitment, or turnover intentions at the 
tertiary level, especially in the private sector. 
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This research study utilized a purposive sample, which was criticized for faci-
litating systematic bias, wherein the results may not generalize and cannot speak 
for the whole institute, so the study’s external validity can be compromised. 
Along the same lines, the study’s research design is further limited by using a 
self-report instrument, in which participants may over or under-report a phe-
nomenon. Finally, the study could lack the component of follow-up, in which 
the researcher can compare participants’ turnover intentions (stay or leave) ver-
sus their actual turnover actions. 

Thus, the following are the recommendations of the study including school 
administrators and the academe ought to coordinate with the CHED and use 
their first-hand experience to tweak the current modular program to lessen the 
burden of the teachers. In the encoding, printing, sorting and distributing of the 
modules; while at the same time improving the production process to lessen the 
government’s expenditures on paper, ink and other print materials. In consider-
ation of the COVID-19 pandemic and the minimum health standards made 
known to the public, the use of paper, and other COVID susceptible materials 
must be eliminated from the equation as much as possible. It is also recom-
mended to revamp the course for the future semesters. The first is to reexamine 
the course learning objectives as it may be too much in a remote learning setting. 
The second is paring down the learning outcomes to the truly essential but pro-
viding students with avenues to pursue areas of interest. This study encourages 
faculty members to assign a mentor to new hires as soon as they regain their 
enrollment; however, this study does not clarify which mentoring model will 
have the most significant effect on faculty retention. Mentoring may include 
co-teaching an online course with an experienced online. Further research is 
needed to study and analyze schools’ mentoring models with successful distance 
learning set up to identify the most significant components and practices that 
can then be disseminated. Future research should investigate specific models, 
frequencies, durations, and mediums of mentorship in the distance learning en-
vironment to support faculty members and mentors in designing mentorship 
programs that positively affect distance learning practices and student learning 
outcomes. An essential component, which this study lacked, is a follow-up in 
which the researchers could compare participants’ turnover intentions versus 
the attrition rate. As more longitudinal data concerning faculty members begin-
ning to emerge, careful attention should be paid to faculty members’ attrition. It 
would be worth comparing the attrition of faculty members, particularly those 
hired as schools regained their enrollees, concerning traditional faculty attrition. 
Furthermore, it is advised for future researchers to enhance the proposed model 
to further investigate the relationships between demographic profile and faculty 
members’ workload, job satisfaction, work stress and organizational commit-
ment towards turnover intention. 
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