International Conference on Law, Business, Education and Corporate Social Responsibility (LBECSR-17) Sept. 21-22, 2017 Cebu (Philippines)

Developing Faculty Retention Framework Through
Human Asset Management and Job Conditions
Prof. Dr. David Cababaro Bueno*, Prof. Carlito S. Galangue**
I.
Abstract- The study aims to analyse the Human Asset
Management (HAM) and job conditions among faculty
members a private sectarian school towards developing
retention framework. The descriptive-case study design was
used with the aid of survey-questionnaire and descriptive
statistical analysis. All the regular faculty members were
considered as participants for the study. Short listing of
candidates, well-managed interview sessions, use of valid and
standardized tests are practiced. Advertisement of vacant posts
and qualification requirements are not strictly implemented.
The principal regularly evaluates the teachers as basis for
training and development. However, there is no wellformulated and effective performance management policy and
framework. The teachers are provided with professional
training and development opportunities. Allocation of training
budget is limited. Provisions of health insurance, retirement
plan, salary and compensation package, educational assistance,
in-service trainings are put in place. They have clear career
paths. A well-defined plan for the career and development is
limited. Favorable work atmosphere, health, safety, and
welfare are provided. The faculty members are satisfied in
terms of supervision, relationship with colleagues, working
conditions, pay, responsibility, work itself, advancement,
security, and recognition. There is positive relationship
between HAM and job satisfaction because of the positive
value for correlation coefficient value of 0.921 Therefore, when
HAM initiatives are high, job satisfaction level is high. HAM
initiatives and job condition factors are used to propose a
teacher retention framework.

Human Resource Management or Human Asset
Management (HAM) is defined as a strategic approach to
the management of employees which are the people who
contributes to the achievement of the objective [1]. Practices
and policies engaged in carrying out human resource aspect
also referring to HAM. This comprises of job analysis,
human resource planning, compensation, performance
appraisal, selection, recruitment, training, development and
labor relation [2]. Human resource management practices
generate high levels of skill and the heart towards the work,
motivation will create the value to reveal the productive
behavior of the employees. Moreover, according to Chew
(2015), human resource practices are categorized into two
mainstreams which are ethnic-oriented values and Britishoriented values. In addition, phenomenon of turnover
always displays the weak employee organizational linkages.
This is because people are probably wanted to gain better
monetary rewards and career development opportunities.
However, once people have base level of money which can
make them feel comfortable, it is a failure if using monetary
rewards to get them to do creative work [3].
Abraham Maslow’s Theory extended the idea to
include his observations of humans' innate curiosity
surrounding the Hierarchy of Needs concerning the
responsibility of employers to provide a workplace
environment that encourages and enables employees to
fulfill their own unique potential (self-actualization) are
today more relevant than ever. Maslow divided person’s
needs into physiological, safety, social, esteem and selfActualization. Maslow’s theory is formed in a hierarchical
way, so that physiological needs appear to be in the bottom
of the pyramid and self-actualization on top. He explains
that in order for a person to exist, he, first needs to have
food, water and shelter. All these things according to
Maslow are necessary in order for the person to be able to
move forward and work on their personal traits. Moreover,
Maslow explains that these are the most important needs for
every person, which provide them with the initial
satisfaction [4]. Safety needs come after physiological ones.
These needs are connected to persons home, work, health,
family, etc. People need to feel secure about where they are
going to sleep, how they are going to earn money and,
consequently, support their families. Those are also very
strong needs, which affect every person’s satisfaction and
behavior. Next need is a need for socializing. Each person
needs to belong to a certain group of people in order not to
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feel alone and unneeded. They need to feel love and
affection in order to feel more confident and successful.
Whenever the three previous needs are satisfied, a person
moves forward and experiences the necessity for respect by
the other people around him, self-esteem, confidence
recognition, achievement etc. A person needs to feel they
have a purpose in life and is able to set their own goals. The
last need is the self-actualization. While all the previous
needs were connected with person’s external factors, this
last need starts developing in the persons mind. The process
of self- actualizing is very complex and tricky since the
needs in this category are not easy to understand. A person
might not be aware of the problems they are facing at this
stage because those needs are deeper and are connected to a
person’s inner self. Maslow’s theory can be a powerful tool
in the hands of a leader. Despite its complexity, it illustrates
the most important factors which influence every person’s
behavior. This knowledge is very useful since it can assist a
leader in approaching an employee from a correct
perspective. The problem can be solved easily if it becomes
clear that a person has difficulty with satisfying one of the
above mentioned needs.
A safe working environment should be provided. As
financial security is also a kind of safety needs,
organizations should pay employees fairly and ensure them
stable career. Social needs create an environment of team
spirits, generate a feeling of acceptance and belonging by
organizing company parties or company culture trainings.
For those who are dispatched to other places, either within
national boundaries or abroad offer them enough time to
reunite with their families. Esteem needs where leaders
should recognize employees’ achievement, either by
financial means or spiritual means. The awards should not
only be financial motivations but also mental motivations
like praises. The organizations should also make promotions
based on achievements rather than seniority and provide
status to make employees feel valued and appreciated. Selfactualization needs require leaders who can satisfy
employees’ self-actualization needs are the most effective
leaders. Organizations can offer challenging and meaningful
assignments to encourage and explore employees’ creativity
and innovation ability to maximum extent. The implications
for this are obvious; organization should offer both prework training and on-job training [5].
Moreover, Herzberg’s Two Factor Theory states that
there are certain factors in the workplace that cause job
satisfaction, while a separate set of factors causes
dissatisfaction [6]. He argued that there were certain factors
that could introduce that would directly motivate employees
to work harder (motivators). However, there are also factors
that would de-motivate an employee if not present but
would not in themselves actually motivate employees to
work harder (hygiene factors). Motivators are more
concerned with the actual job itself. Hygiene factors are
factors which 'surround the job' rather than the job itself.
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Also, the school leaders must make sure that
employee’s work is stimulating and rewarding environment
so that they are motivated to work and perform harder and
better. This theory emphasize upon job-enrichment so as to
motivate the employees. The leadership must ensure that the
job must utilize the employee’s skills and competencies to
the maximum. Focusing on the motivational factors can
improve work-quality.
Employees are considered the most valuable assets and
a major factor to achieve organizational objectives.
Organization can achieve success when its employees are
committed and hard workers that can only be possible when
they are satisfied with their jobs [7]. Job satisfaction is a
means to attract and retain qualified employees. It reflects
people’s attitudes to their jobs and to the organizations they
work for. It includes certain aspects of satisfaction relating
to pay, promotion, working conditions, supervision,
organizational practices, and relationships with work
colleagues [8]. Thus, the quality of leader-employee
relationship has a significant relatedness with employees’
job satisfaction and employees feel satisfied and
comfortable with leaders who are supportive. Employees
feel stress when they have to work with a leader who is
unsupportive and whose behavior is negative [9]. Moreover,
Armstrong (2014) suggested a classification into extrinsic
factors, intrinsic factors, social relationships in work place,
individuals’ abilities to do their work, and the quality of
supervision [10]. The study of Madlock (2008) revealed a
positive relation between supervisors’ communication
competence and employee job satisfaction [11]. It includes
the employees’ physical and mental health, sense of
happiness and social well-being, which are all attributed
with the term “job satisfaction” [12].
Satisfaction would improve to a very great extent when
employees are provided with an opportunity to make
decisions that they can handle and deciding how to go about
one task, and the predictors/variables showed a positive and
significant relationship with job satisfaction [13]; and there
is a significant strong relationship between job enrichment,
job enlargement, job rotation and employee job satisfaction
[14]. Moreover, well designed jobs can have a positive
impact on both employee satisfaction and quality of
performance [15]. Thus, the happier people are within their
job, the more satisfied they are said to be [16]. A study also
established that training should be conducted to employees,
in order to equip them with knowledge, skills and abilities
to efficiently perform duties adequately, and the younger
employees rooted for training opportunities as a great
motivator to performance and also training acts as a
retention strategy [17].
Researchers have established that HRM practices of
extensive recruitment and selection, training and
development, and compensation systems have positive
relationship with satisfaction [18]. Researchers have
contended that lack of personal growth in organizations
results in career plateau which in tend leads to increased
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employees intentions to quit. Human Resource professionals
thus have a greater responsibility of managing career
plateau and hence minimize employee turnover [19]. A
growing number of researchers have argued for instituting
complementary bundles of HRM practices to enhance the
employee satisfaction [20], and there was an indirect effect
of HRM related activities on operational and satisfaction of
employees, and there is a very strong positive relationship
between job security and bonuses on achievement of targets
[21]. The relationship between HAM and job satisfaction
has been studied in a wide variety of fields and in an equally
wide variety of settings, but few of these studies focus on
the relationship in the context of private sectarian school,
particularly in Olongapo City. Thus, this study focuses on
the relationship of human asset management and job
satisfaction of faculty members in a private sectarian school
in Olongapo City towards developing a retention
framework.

IV. RESULTS AND DISCUSSION
A. Human Asset Management (HAM) Initiatives
The teachers strongly agree that short listing of
candidates is done professionally; interview panels are wellstructured and interviewers are well trained and
knowledgeable; and interview sessions are professionally
managed. There are no interferences by interested parties;
valid and standardized tests are used when required in the
selection process; selection of candidates after interviews
follows the laid down procedures. As a result no complains
arise based on nepotism, favoritism, bribery, and other ills;
school hires teachers through an open, free, competitive, and
objective process; there is a clear policy on pre-selection
process to come up with the short list of qualified
candidates; and selection system in our department selects
those having the desired knowledge, skills, and attitude.
However, they simply agree that advertisement for position
follows the established subject vacancies; and the
qualification requirements for promotion are strictly
implemented. Thus, the overall computed mean is 4.32,
which means strongly agree.
Moreover, the teachers strongly agree that principal
constantly evaluates them in order to identify their
weaknesses and potentials then trains them for acquisition
of skills and capabilities that enable me to achieve the
targets; and the performance data are used for making
decisions like job rotation and staff development program.
However, the teachers just agree that school has a well
formulated and an effective performance management
policy and framework for its teachers; realistic goals/
performance targets against time limits expected are usually
set together with realistic ways/ means to achieve them;
usually, there is rigorous monitoring of performance
outcomes against a limited set of criteria; measurement of
actual against planned performance of teachers is usually
done by use of appropriate performance measures; teachers
are provided with constant feedback in the form of praise
and rewards or in constructive criticism; the performance
appraisal methods used by my employer are suitable and
relevant; the appraisal data are used for making decisions
like compensation/ ranking system. Thus, the overall mean
is 4.12, which means agree. The teachers strongly agree that
they are provided with professional training and
development opportunities as part of their job; they attend
an in-service training programs related to their subjects
every academic year; the school is keen in adoption of
training and development of its workforce; training needs
are identified thought a formal performance appraisal
mechanism; the principal supports and facilities their job
training and advancement; there is evaluation of the quality
of training to ascertain that training needs are met; and there
is sharing of acquired knowledge/ skills by co-workers.
However, the teachers simply agree that training programs
availed are in line with the teachers training needs; and a

II. OBJECTIVE OF THE STUDY
The study determines the relationship of Human Asset
Management (HAM) practices and Job Satisfaction (JS) of
faculty members in a private sectarian school in Olongapo
City. Specifically, it aims to analyze the HAM initiatives;
the job factors associated with teachers’ satisfaction; the
relationship between HAM and job factors; and the
retention framework that could be proposed.
III. METHODOLOGY
The researchers used the descriptive-case study design.
The design was used to analyze the impact of human
resource management initiatives on job factors among
faculty members in a private sectarian school [22]. All the
faculty members employed during the time of the study
were considered to participate in the study. Interval scale
carried out by using the Likert-scale (Hair et al., 2011) is
divided into five options and each option has a label and
corresponding descriptive ratings: (5) 5.00-4.20= Strongly
Agree (SA); (4) 4.19-3.40= Agree (A); (3) 3.39-2.60=
Moderately Agree (MA); (2) 2.59-1.80= Disagree (DA); (1)
1.79-1.00= Strongly Disagree (SD). Pilot testing was
undertaken and the Cronbach’s alpha was used to test the
reliability of the measures of the questionnaire. Cronbach
Alpha is used for reliability and test, as a rule of thumb is
also used that states that if the Cronbanch values of the
items to be included in the study should not be lower than
0.7 [23]. An introductory letter was sought from school
administrators and teachers. All the analyses of data were
done using the Statistical Package for Social Sciences
(SPSS) Version 22.0. Measures of central tendency and
inferential statistics were used. Pearson correlation
coefficient analysis was used to measure the strength and
direction of linear relationship between two variables.
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training budget is put in place. Thus, the overall mean is
4.41.
Furthermore, the teachers strongly agree that employer
has provided them with a good health insurance cover and a
generous retirement plan benefits; compensation is decided
on the basis of competence or ability of the employee; they
are offered educational assistance or reimbursement
program where they attend conferences, seminars, take
development courses or even further their education through
the funding of my employer; job performance is an
important factor in determining the incentive compensation
of employees; salary offered is quiet attractive for my level
of education and experience; employees have the
opportunity to earn individual bonuses for productivity,
performance or other individual performance outcome; the
career progression path is clear and they can see themselves
rising up the ladder; and salary is received according to the
number of hours and days worked on time, and raises based
on job performance. However, some teachers are aware that
their salary other benefits are lower compared to other
schools. Thus, the computed mean is 4.38 (strongly agree).
In addition, they strongly agree that individuals in the
department have clear career paths; employee’s career
aspirations within the unit are known by his/ her immediate
superior; employees in our unit have more than one
potential position for promotion; individual growth needs
are matched in this unit; each employee is aware of his/ her
career path in the unit; qualified employee is given
opportunity for career growth within the unit, and are
directed toward potential position for promotion. However,
they simply agree that there are department plans for the
career and development of employees; and unit prefers an
internal employee whenever a vacancy exists. The
computed mean is 4.34 (strongly agree). The results are very
positive where in the teachers strongly agree that the school
management provides a favorable atmosphere of work for
effective and efficient teaching; there is sufficient assurance
as to the health, safety, and welfare of all users of building
within the school, and reasonable staff room for teachers to
use for work and for social purposes; good standards of
hygiene are always maintained; and employer makes
condition of work favorable for them; for instance provision
of clean water supply, lightning, security, safe means of
access among others. Thus, the overall computed mean is
4.47 (strongly agree).

unifies them; and they receive meaningful instructions from
immediate supervisor. The overall mean is 4.32 (strongly
agree). Moreover, the teachers agree that they like the
people with whom they work with; their colleagues
stimulate me to do better work; their colleagues provide
them with suggestions of feedback about their teaching; and
their interests are similar to those of their colleagues. The
overall computed mean is 4.13 (agree). According to the
teachers, they strongly agree that working conditions are
good and comfortable, and could be improved. Physical
surroundings are pleasant; the administration clearly defines
its policies. However, they simply agree that working
conditions in school could not be worse. Thus, the
computed mean is 4.44 (strongly agree).
Furthermore, they agree that income is barely enough to
live on; adequate for normal expenses; and compares with
similar jobs in other schools. However, the school teachers
simply agree that teaching provides me with financial
security; are well-paid in proportion to their ability; income
is more than they deserve; and sufficient income keeps them
from living the way they want to live. The computed mean
is 4.28 (strongly agree). They strongly agree that they can
get along well with students; try to be aware of the policies
of the school; are interested in the policies of my school;
have responsibility for their teaching because teaching
provides them the opportunity to help their students learn;
and they are responsible for their actions. However, they
seem not respected by their student as a teacher; and
responsible for planning their daily lessons. The computed
mean is 4.32 (strongly agree). They strongly agree that
teaching encourages me to be creative and innovative in
developing new method with the use of a variety of skills; a
very interesting work; and very pleasant. However, they
simply agree that they have the freedom to make their own
decisions. Moreover, they strongly agree that teaching
provides a good opportunity for advancement; an
opportunity for promotion, and to advance professionally;
and opportunities for advancement. The overall computed
mean is 4.47 (strongly agree). The teachers strongly agree
that they are confident of keeping their teaching job;
teaching provides them for a secured future; and the school
provides them for a secured future. Thus, the computed
mean value is 4.39 (strongly agree). Thus, they strongly
agree that they receive full recognition for successful
teaching; a lot of people tell them that they are a good
teacher; and receive significant number of recognition. The
computed mean is 4.38 (strongly agree).

B. Job Factors
The teachers strongly agree that supervisor praises good
teaching; provides assistance for improving instruction and
receiving recognition; explains what is expected of them;
treats everyone equitably; is willing to listen to suggestions;
offers suggestions to improve their teaching; and makes
available the material they need to do their best. However,
they simply agree that immediate supervisor gives them
assistance when they need help; makes them feel
comfortable; fixes any unsettled issues between teachers and
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C. Relationship between HAM and Job Factors
The HRM variables give a 0.921 correlation value with
the job satisfaction variables. Therefore, when HRM
initiatives are high, job satisfaction level is high. The
relationship between HRM practices and job satisfaction is
very high. The relationship between HRM practices and job
satisfaction is significant. It is because the p-value 0.000 is
less than alpha value 0.01. Thus, the null hypothesis is
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rejected, and HAM initiatives contributed quite significantly
to the overall teachers’ job satisfaction. Previous studies
conducted established that on overall HAM practices
account for a considerable employee performance [24].
Thus, a positive relationship between employee outcomes
and corporate performance can be attributed to systems of
HR policies, practices, programs and processes that attend
to performance needs of employees [25]. Therefore, it
would be practical to investigate the impact of HR practices
as a whole on job satisfaction.

B. School-Based
Initiatives
Collegiality

School
environment
Stress reduction

D. Faculty Retention Framework
A well-managed organization usually sees an average
worker as the root source of quality and productivity gains.
This study is aimed at proposing a framework for future
research in both theory and practice. First of all, there are a
number of factors that influence teacher job satisfaction and
retention, while the way and the degree of the influence vary
under different circumstances. This study is intended to
provide a basic framework, which can be used as a vehicle
to explore how to improve job retention. There are a lot of
differences in the factors affecting teacher job satisfaction,
thus this framework might not apply to any situation.
Proposing this framework does not suggest ignoring the
social-cultural contexts; on the contrary, however, it intends
to provide a bigger picture for those who are involved in
teacher job satisfaction and retention. How to apply the
framework to different situations is based upon different
needs. Job satisfaction and retention play an important part
in HAM, not only for teachers or teaching organizations, but
also for any other organization. This framework is
developed on the basis of general HAM initiatives as well as
specific needs of teachers, but whether it can be applied to
other organizations than schools remains in question.
Teacher job satisfaction provides a basis for determining
changes that would improve teacher retention. Examining
the HAM initiatives in a private sectarian school, as well as
the strategies summarized by Gonzalez (2005) for teacher
retention, this study proposed a framework for faculty
retention covering community and school-based initiatives
[26].

Professional
development

Career path
alternatives

-Establish teacher assistance teams for
collaboration (teaching & research groups).
-Create a network through which teachers
could communicate with each other within
city/ division schools / diocese and beyond
the community.
-Improve school security.
-Build an equal and supportive atmosphere.
-Allocate proper duties to each teacher.
-Recognize signs of stress and burnout, and
respond accordingly, e.g. hold stress
reduction workshops.
-Incorporate teacher professional
development into the goals and objectives
of schools.
-Support teachers to pursue advanced
degree/s.
-Offer various in-service training programs.
-Support teachers to conduct researches and
participate in academic conferences.
-Assign highly qualified teachers to work as
part-time mentors, trainers, etc. to reduce
their time commitment if needed.
-Recommend opportunities of both
horizontal and vertical job rotation, through
which teachers can play different roles.

V. CONCLUSIONS AND RECOMMENDATIONS
Short listing of candidates, well-managed interview
sessions with panels, used of valid and standardized tests
with defined procedures are practiced. However,
advertisement of vacant posts and the qualification
requirements for promotion are not strictly implemented.
The principal regularly evaluates the teachers to identify
their weaknesses and potentials as bases for training and
development. However, there is no well-formulated and
effective performance management policy and framework
for teachers. The teachers are provided with professional
training and development opportunities at least every year
through raining needs analysis. However, allocation of
training budget is limited. Provisions of health insurance,
retirement plan, salary, compensation and incentive
package, educational assistance, in-service trainings are put
in place. However, there is variation in terms of salary and
other benefits between and among private schools. The
teachers have clear career paths, and qualified employee is
given opportunity for career growth and promotion.
However, a well-defined department plans for the career and
development is limited. The school management provides
favorable atmosphere of work for effective and efficient
teaching by taking into consideration the health, safety, and
welfare of all users of school building. The teachers are
generally satisfied in terms of supervision, relationship
colleagues, working conditions, pay, responsibility, work
itself, advancement, security, and recognition. The
relationship between HAM initiatives and job conditions is
significant. Thus, the null hypothesis is rejected. Human

TABLE I: A FACULTY RETENTION FRAMEWORK
A. CommunityPossible Activities
Based Initiatives:
-Conduct regular in-service training
principals, teachers, including external
stakeholders to support teacher in their
school-community activities.
-Recruit and train community volunteers or
Community
paraprofessional to take some off-class
conditions
duties assigned to teacher.
-Provide the necessary facilities and
materials needed for instruction.
-Provide day care services for children of
teachers during school hours
Community
-Feature teacher activities in public.
linkages
-Create partnerships with local and
community industry, other schools and
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educational organizations.
Possible Activities
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[10]

resources management practices and teacher job satisfaction
are used to propose a teacher retentions framework.
The school administration through the HRD should
advertise vacant teaching position and qualification
requirements for promotion should be strictly implemented.
Effective and efficient performance management policies
and procedures should be strictly enforced. A regular
training needs analysis with sufficient budget should be
conducted. A review of existing salary and other benefits
among private schools should be regularly conducted
through benchmarking. Department plans for the career and
development of teachers should be made clear and known to
all concerned employees. Provisions of employee safety,
health and welfare should be maintained at all times. A
more efficient and functional instructional supervision,
interrelationships, working condition, and salary
administration should be explored. Opportunity for career
advancement, job security, and regular recognition of
teacher’s accomplishment should be maintained. The
proposed “Teacher Retention Framework” should be
utilized among private schools.

[11]
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