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Abstract

This comprehensive review delves into the critical nexus between teacher compensation, benefits,

and the escalating turnover crisis within senior secondary schools. This framework investigates

how inadequate compensation, salary disparities, and a dearth of perks contribute to educators'

decisions to stay or seek alternative opportunities. By synthesizing these findings, this paper

provides a holistic understanding of the toll inadequate compensation takes on teacher turnover in

senior secondary schools. In the world of education, this research tries to point out an important

issue, asking us to take a closer look at how well teachers are financially supported as they shape

the future generation.
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1. Introduction:

In the realm of senior secondary education,
the harmony of effective teaching and
student success depends on the dedicated
guidance of educators. However, a trouble
emerges as the impact of compensation and
benefits on teacher turnover comes into

focus. This introductory exploration delves

into the pivotal role that fair compensation
and comprehensive benefits play in shaping
the retention of educators within senior
secondary schools. As we navigate this
landscape, it becomes evident that the
financial well-being of teachers is not only
a matter of economic consideration but a

blend that profoundly influences the
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stability and commitment of the teaching

workforce, making a big impact on schools
where students learn best.

In the dynamic realm of senior secondary
education, the foundation of educational
institutions lies in the hands of dedicated
teachers. However, a pressing issue
threatens the stability of these institutions —
the persistent turnover of teachers. This
review delves into the intricate relationship
between teacher compensation, benefits,
and the concerning increase in turnover
rates within senior secondary schools. By
examining past literature and studies
conducted this paper aims to unravel the
profound impact of inadequate
compensation on the resilience of our
teaching workforce. This study will
navigate through the crucial role that fair
pay, perks, and comprehensive benefits
play in shaping the future of education in
senior secondary schools.

2. Literature Review:

3.1. Teacher Compensation and
Retention

The pivotal relationship between teacher
compensation and retention serves as the
cornerstone in understanding the challenges

faced by senior secondary schools in
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retaining a skilled and motivated teaching

workforce. (Carver-Thomas & Darling-

Hammond, 2019) underscore the profound

influence of compensation on teachers’
decisions to stay within the profession.
Their  findings illuminate a direct
correlation between fair pay and the
likelihood of teachers remaining dedicated
to their roles.

Building upon this foundation, (Carroll, et
al., 2020) conducted a comprehensive study
emphasizing the significance of salary as a
determining  factor in  educators’
commitment to the profession. The study
posits that salary disparities between
schools play a crucial role in shaping
retention rates, with teachers often opting
for schools that offer more competitive
compensation packages

Research on retaining teachers suggests
that increasing teacher’s pay is a significant
motivator, reducing the likelihood of
teachers leaving the profession, especially
when considering alternative earning
opportunities  (Dolton &  Klaauw,
1995)(Dolton & Klaauw, 1999); ( Murnane
& Olsen, 1990)(Murnane & Olsen , 1989).
Some studies have explored how teacher

compensation and school resources are
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linked to teachers sticking with their

careers. (Ingersoll, 2001a)highlighted a gap

in understanding the connection between
teacher attrition and the organizational
features of schools.

Expanding the scope, (Trovato, 2022) delve

into the complex scenario of teacher perks
beyond basic salary. Their research
illuminates how the absence of additional
benefits, such as professional development
opportunities and recognition programs,
can impact overall job satisfaction and
contribute to higher turnover rates. This
highlights the multifaceted nature of
compensation, extending beyond monetary
considerations.

In accordance with these insights,
additional studies further reinforce the
interconnectedness of teacher
compensation and retention. A study by
(Ingersoll & Strong, The Impact of

Induction and Mentoring Programs for

Beqinning Teachers: A Critical Review of

the Research, 2011)investigates the

complex dynamics of teacher turnover and
identifies compensation as a key factor
influencing career decisions. Their work
proves the point that fair and competitive

compensation acts as a stabilizing force in
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retaining experienced and proficient
educators.

Furthermore, research by (Guarino,
Santibanez, & Daley, 2006)explores the

long-term implications of compensation
structures, emphasizing the need for
sustained efforts in ensuring fair pay for
teachers. Their findings align with the
notion that stable and equitable
compensation serves not only as an
immediate retention strategy but also as a
catalyst for the overall professional
development and longevity of teachers.
3.2. Perks and Job Satisfaction

(Trovato, 2022) shed light on the critical

role of perks in influencing job satisfaction
among teachers in senior secondary
schools. Their study emphasizes that
beyond basic salary considerations,
additional benefits such as professional
development opportunities and recognition
programs significantly impact educators’
morale and overall satisfaction in their
roles.

Building on this, a study by (Ingersoll &
Strong, The Impact of Induction and

Mentoring Programs  for  Beginning

Teachers: A Critical Review of the

Research, 2011) delves into the broader
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dynamics of teacher satisfaction and

retention. Their findings give the
interconnectedness of factors beyond
financial compensation, emphasizing the
importance of recognizing and providing
meaningful perks to create a conducive
work environment for educators.

Furthermore, (Guarino, Santibanez, &
Daley, 2006) contribute to the discourse by
highlighting the long-term implications of

comprehensive compensation structures,
which encompass both financial rewards
and additional perks. Their work reinforces
the idea that a holistic approach to teacher
compensation, including perks, is essential
for fostering sustained job satisfaction and
commitment among educators. Another
notable contribution was made by
(Hanushek, Kain, & Rivkin, Why Public
Schools Lose Teachers, 2004)by offering

an international perspective, this study
compares teacher compensation policies
across countries. By examining variations
in how different nations approach teacher
pay, the research contributes valuable
insights into the global landscape of teacher
compensation, providing a broader context
for  understanding and  potentially

addressing teacher turnover.
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The literature converges the importance of
recognizing the multifaceted nature of
teacher satisfaction and the need for a
comprehensive approach to compensation
that goes beyond basic salary
considerations in senior secondary schools.
2.3. Impact of Low Pay on Job
Seeking Behaviour

(Pham, Nguyen, & Springer,
2021)investigate the critical issue of low

pay and its consequential impact on teacher
turnover. Their study illuminates a
concerning trend — low-paid educators are
more likely to actively seek better
opportunities elsewhere. These findings
highlight that it is imperative to address
income disparities as a pivotal strategy in
mitigating turnover rates and maintaining a
stable and motivated teaching workforce.

In accordance with this, (Ingersoll &
Strong, The Impact of Induction and

Mentoring  Programs  for  Beginning

Teachers: A Critical Review of the
Research, 2011) contribute to the

understanding of the broader dynamics of
teacher turnover. Their work recognizes the
multifaceted nature of factors influencing
educators’ decisions to stay or leave, with

financial ~ considerations  playing a
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significant role. This highlights the need for

comprehensive strategies that address not
only basic compensation but also the
overall financial well-being of teachers.

(Guarino, Santibanez, & Daley, 2006)
further highlight the long-term implications

of compensation structures, emphasizing
the importance of fair pay in fostering
sustained commitment among educators.
Their insights align with the notion that low
pay is not only a short-term concern but
also a catalyst for long-term consequences
on teacher retention and overall workforce
stability.

The past literature converges on the
impactful relationship between low pay and
teacher turnover. and emphasize the
urgency of addressing income disparities as
a crucial component of any strategy aimed
at retaining a skilled and dedicated teaching
workforce in senior secondary schools.
3.4- The Positive Influence of
Competitive Salaries

(Aaqirreazkuenaga, 2019)illuminates the

positive correlation between competitive
salaries and reduced job-hunting tendencies
among  teachers, emphasizing the
significance of financial incentives in

fostering loyalty and commitment. In a
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study by (Leigh & Hoxby, 2004) the
authors delve into the economic aspects of
teacher compensation, highlighting the
impact of salary structures on teacher
quality and retention. Their findings
underscore the role of competitive salaries
in attracting and retaining high-quality
educators. Further complementing this
perspective, a study by (Podgursky,
2007)investigates the relationship between
teacher pay and job satisfaction. The
research emphasizes that competitive
salaries not only contribute to financial
well-being but also play a crucial role in
enhancing overall job satisfaction among
educators. In the broader context of
education economics, (Hanushek & Rivkin,
2007)provide insights into the connection

between teacher quality and student
outcomes. Their work suggests that
competitive salaries are instrumental in
attracting and retaining effective teachers,
ultimately influencing educational
outcomes.

Considering the global landscape, a study
by (Tran & Smith) explores teacher

compensation  policies in  different
countries. The comparative analysis offers

valuable insights into the impact of varying
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salary structures on teacher recruitment and

retention, providing a nuanced
understanding of the importance of
competitiveness in compensation.

These diverse perspectives contribute to a
comprehensive understanding of the role of
financial incentives in shaping teacher
commitment and overall workforce
stability in senior secondary schools.

3.5. Benefits, Including Healthcare and
Retirement

Evident researches (Hough & Loeb,
2013)&(Bryan,  2013)offers  valuable

insights into the landscape of benefits,

emphasizing the critical role of healthcare
and retirement plans in teacher retention.
Their study highlights the importance of
comprehensive benefits packages beyond
salary considerations, providing a holistic
view of the factors influencing educators'
decisions to stay in the profession.

Complementing this perspective, (Hough &
Loeb, 2013)investigate the specific
influence of retirement benefits on teacher
retention. Their research emphasizes the
long-term impact of retirement plans on
educators' career decisions, contributing a

temporal dimension to the discussion of
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benefits beyond immediate financial
considerations.

In the realm of healthcare benefits,
(Clotfelter et al, 2008) investigate the

relationship between health insurance
offerings and teacher retention. Their
findings  highlight  the  substantial
contribution of access to healthcare benefits
in enhancing overall job satisfaction and,
consequently, retention among educators.
Expanding the scope, examine the broader
landscape of fringe benefits, including
healthcare and retirement, in shaping the
overall compensation of teachers. The
research provides insights into the relative
importance of non-monetary incentives
within the total compensation package,
enriching the understanding of the role of
benefits in teacher retention.

In a global context, (Hanushek E., 2016)

explore international variations in teacher
compensation policies. Their comparative
analysis sheds light on diverse approaches
to providing benefits, including healthcare
and retirement, offering insights into the
implications of such variations for teacher
retention on a global scale. Adding depth to

the discussion, a study by (Loeb, Miller, &

Katharine, 2009)investigates the evolving
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landscape of teacher compensation,

emphasizing the importance of benefits in
adapting to changing workforce dynamics.
Their work offers contemporary insights
into the ongoing relevance of healthcare
and retirement benefits in the context of
shifting educational paradigms. These
diverse  perspectives  from  various
researchers  contribute to a rich
understanding of the complex factors that
shape educators' decisions to stay in the
profession, particularly in senior secondary
schools.

3. Conclusion:

In wrapping up, what we've learned from
various studies, like the ones by (Carver-
Thomas & Darling-Hammond,
2019)(Carroll, et al., 2020)(Trovato,
2022)(Pham, Nguyen, & Springer
2021)(Aqgirreazkuenaga, 2019)is that when

teachers don't get paid enough and miss out
on benefits, lots of them decide to leave
their jobs in high schools. It's like a puzzle
where low pay, no perks, and limited
benefits all add up to a big problem — too
many teachers quitting.

To make things better, we need to listen to
what other studies, like the one by Ingersoll

and Strong, say. They show that helping

2024, Vol. 03, Issue 03, 129-139
DOI: https://doi.org/10.59231/SARI7724

new teachers with programs when they start
can make a difference. Also, we should pay
attention to Guarino et al. who talk about
recognizing and rewarding good teachers.
Another study by Miller and Murnane says
we need to keep checking if our plans for
paying teachers are working and change
them if needed. And don't forget
(Hanushek, Kain, & Rivkin, 2004)who look
at what different countries do for teacher
pay.

So, the big message is that leaders in

education should make sure teachers get
fair pay and good benefits. This isn't just for
teachers — it's for making sure education
system have strong and committed
teachers, which helps students succeed.
4. Recommendations:
With the help of relevant research done in
the past there are certain recommendations
brought to light which can help senior
secondary schools to proactively address
the multifaceted challenges associated with
inadequate compensation, working towards
a more stable, satisfied, and dedicated
teaching workforce.
5.1. Equitable Compensation Structures:
- Implement and advocate for equitable

compensation structures across senior
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secondary schools to address salary

disparities highlighted in the literature
(Carver-Thomas & Darling-Hammond,
2019)(Carroll, et al., 2020)

5.2. Comprehensive Benefits Packages:

- Prioritize and enhance comprehensive
benefits  packages, including perks,
healthcare, and retirement plans, to
contribute to overall teacher well-being and
satisfaction (Trovato, 2022).

5.3. Recognition  Programs and
Professional Development:

- Introduce recognition programs and
professional development opportunities as
part of perks to boost teacher morale and

job satisfaction(Trovato, 2022).

5.4. Addressing Low Pay Concerns—
Develop strategies to address low pay
concerns, acknowledging the potential
impact on teacher turnover (Pham, Nguyen,
& Springer, 2021).

5. 5. Competitive Salary Structures:

Consider the positive influence of
competitive salaries in reducing job hunting
tendencies and fostering loyalty among
well-paid  teachers  (Aqgirreazkuenaga,

2019).
5.6. Holistic Retention Strategies:
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Develop and implement holistic
retention strategies that acknowledge the
interconnected nature of compensation,

perks, and benefits (Ingersoll & Strong, The

Impact of Induction and Mentoring

Programs for Beginning Teachers: A

Critical Review of the Research, 2011).

5.7. Continuous Evaluation and
Adaptation:

Establish mechanisms for continuous
evaluation of compensation and benefits
policies, adapting them to changing
educational landscapes (Loeb, Miller, &
Katharine, 2009).

5.8. International Benchmarking:

Consider international benchmarking of
teacher compensation policies to identify
best practices and potentially adopt
effective strategies from different global
contexts (Hanushek E., 2016).

5.9. Collaboration with Stakeholders:

Foster collaboration with teachers,
unions, and other stakeholders to ensure
that compensation and benefits strategies
align with educators’ evolving needs and
expectations.

5. 10. Long-term Planning:

Implement long-term  planning that

recognizes the enduring impact of benefits,
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especially retirement plans, on teacher

commitment and overall retention (Loeb,
Miller |, & Katharine, 2009)(Guarino,
Santibanez, & Daley, 2006).
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