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Abstract: This study analyzes human resource management practices — including recruitment, 
training, performance management, and the work environment — to identify the key factors influ-
encing teacher retention at technology colleges in Shandong Province, China. The research high-
lights challenges such as heavy workloads, inadequate compensation, limited career advancement 
opportunities, and insufficient professional development. The findings emphasize the need to im-
prove recruitment processes, expand career development opportunities, and establish fair and 
transparent incentive systems. The study also proposes strategies to enhance the work environment 
and develop region-specific policies tailored to local needs. These recommendations aim to improve 
teacher satisfaction and retention, thereby ensuring long-term stability and sustainable growth in 
technology education. 

Keywords: teacher retention; human resource management; technology colleges; workload; profes-
sional development; teacher satisfaction 
 

1. Introduction 
In recent years, teacher retention has become a significant challenge for higher edu-

cation institutions in China, particularly in technology-focused colleges. This issue is es-
pecially prominent in Shandong Province, where several technology colleges face high 
turnover rates among faculty members. Teacher retention is crucial to maintaining edu-
cational quality, institutional stability, and long-term academic progress. Effective Hu-
man Resource Management (HRM) practices are believed to play a pivotal role in address-
ing this challenge. This paper explores the relationship between HRM practices and 
teacher retention at a technology college in Shandong Province, aiming to provide action-
able insights for improving faculty retention. 

2. Literature Review 
2.1. Factors Affecting Teacher Retention 

Teacher retention has been a subject of substantial academic research, particularly in 
the context of higher education institutions. Several factors influence faculty members' 
decisions to stay at or leave an institution. Broadly, these factors can be categorized into 
intrinsic and extrinsic motivators. 

Job satisfaction: Job satisfaction is one of the most commonly cited predictors of 
teacher retention. Teachers who feel satisfied with their work environment, teaching re-
sponsibilities, and institutional culture are more likely to remain. According to Herzberg's 
Motivation-Hygiene theory, intrinsic factors such as achievement, recognition, and the 
work itself are key motivators. Teachers who experience satisfaction in these areas are 
more likely to remain committed to the institution. In contrast, extrinsic factors like salary 
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and benefits, while important, are seen as hygiene factors that prevent dissatisfaction but 
do not necessarily enhance job satisfaction. 

Career development opportunities: Opportunities for professional growth and career 
advancement significantly impact teachers’ decisions to stay. Research has shown that 
faculty members who perceive limited opportunities for career progression or skill devel-
opment are more likely to consider leaving [1]. This is particularly relevant for teachers in 
technical fields, where staying updated with emerging technologies is essential. Faculty 
members who are given the opportunity to engage in continuous professional develop-
ment tend to remain longer. 

Work-life balance: Work-life balance is another significant factor influencing teacher 
retention. Teachers who feel that their work demands are manageable and allow for per-
sonal and family time are more likely to stay. In many cases, high workloads and long 
hours, particularly in technical institutions, can lead to burnout, dissatisfaction, and even-
tually attrition. 

Compensation and benefits: Salary and benefits are often seen as essential extrinsic 
factors affecting teacher retention. Competitive compensation packages are crucial in at-
tracting and retaining talented teachers. However, in many technology colleges, faculty 
members may feel that the salary does not reflect the demands and expectations of their 
roles. The perceived inadequacy of compensation, combined with increasing workload, 
often leads to higher turnover rates. 

2.2. HRM Practices and Teacher Retention 
Human resource management (HRM) practices encompass all activities related to the 

management of employees, including recruitment, training and development, perfor-
mance management, and employee rewards. HRM practices are critical in shaping the 
work environment and job satisfaction of employees, and by extension, their retention. 

Recruitment and selection: Effective recruitment and selection processes are funda-
mental in attracting high-quality faculty members who are a good fit for the institution’s 
culture and needs. Research indicates that a well-structured recruitment process can in-
crease teacher retention by ensuring that candidates have the necessary qualifications, 
skills, and alignment with the institution's values [2]. In contrast, poor recruitment pro-
cesses can lead to mismatched expectations and high turnover rates [3]. 

Training and development: Continuous training and professional development pro-
grams are key to maintaining faculty engagement and retention. Faculty members in tech-
nical colleges often need to stay updated on the latest technological advancements. Insti-
tutions that provide opportunities for faculty to participate in industry-specific training, 
attend conferences, and engage in research activities help to foster a sense of professional 
growth and career advancement. Institutions that invest in faculty development are likely 
to see higher retention rates as teachers feel supported in their professional journey. 

Performance management: Performance management systems that clearly define ex-
pectations and reward high performance are critical for teacher retention. Studies have 
shown that faculty members who receive regular, constructive feedback on their perfor-
mance are more likely to feel valued by the institution and, in turn, are more likely to stay. 
On the other hand, ambiguous performance expectations or a lack of recognition for high 
performance can lead to dissatisfaction and attrition. 

Compensation and incentives: Fair and competitive compensation plays a central 
role in faculty retention. While salary is often cited as a key factor, non-monetary incen-
tives such as job security, recognition, and opportunities for promotion are also important. 
A study by DellaVigna found that faculty members who felt fairly compensated, both 
financially and in terms of professional opportunities, were more likely to remain at their 
institutions. Institutions that offer flexible work arrangements, recognition awards, and a 
variety of incentives beyond salary tend to see improved retention outcomes [4,5]. 
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Work environment and institutional culture: The work environment is another criti-
cal HRM factor influencing retention. A positive and supportive institutional culture, 
characterized by strong leadership, open communication, and collaboration, can create an 
environment in which teachers feel valued and committed. Faculty members in support-
ive environments are less likely to experience stress or burnout, and more likely to stay in 
their positions. Research suggests that faculty who feel a sense of community within their 
institution, with access to professional networks and mentoring, are more likely to remain. 

2.3. Challenges in Technology Colleges 
Technology colleges, particularly in China, face unique challenges in retaining fac-

ulty members. These challenges stem from the evolving nature of technology, the de-
mands of the teaching profession, and the competitive landscape of higher education. 

Rapid technological change: One of the most significant challenges in technology col-
leges is the need for faculty members to stay current with rapidly changing technologies. 
In fields such as computer science, engineering, and information technology, teachers 
must continuously update their knowledge and skills to provide relevant instruction. This 
constant need for upskilling can contribute to stress and burnout, particularly if profes-
sional development opportunities are limited. Faculty members who feel that they are 
falling behind in their field may decide to leave for better opportunities elsewhere. 

High workload: Technology colleges often require faculty to manage high teaching 
loads, research responsibilities, and administrative tasks. The pressure to excel in both 
teaching and research, combined with the expectation to stay up to date with technologi-
cal advancements, can lead to faculty burnout. Inadequate support staff and limited re-
sources further exacerbate the workload [6]. Teachers who feel overwhelmed by these 
pressures are more likely to leave, contributing to high turnover rates. 

Limited career advancement: In many technical institutions, career advancement op-
portunities are limited. Faculty members who do not see clear pathways for promotion or 
career growth may seek opportunities elsewhere. Without mechanisms for internal mo-
bility or promotion, the retention of senior faculty members, in particular, becomes a chal-
lenge. 

Inadequate compensation: Despite the importance of faculty in maintaining the qual-
ity of education in technology colleges, compensation often does not reflect the increasing 
demands placed on them. Teachers in these institutions may feel that their salary does not 
adequately compensate for their workload, particularly when compared to their peers in 
other sectors, such as industry. This perceived salary gap often leads to high turnover 
rates. 

The literature indicates that teacher retention is a multifaceted issue that is influenced 
by a range of factors, including job satisfaction, career development opportunities, and 
external pressures like workload and compensation. HRM practices play a central role in 
shaping these factors, with recruitment, training, performance management, and compen-
sation all influencing faculty retention. Technology colleges face additional challenges 
due to the rapidly changing nature of their fields, the high demands placed on faculty, 
and the relatively limited career advancement opportunities. Understanding these factors 
and the role of HRM practices can help institutions develop strategies to retain their fac-
ulty members and reduce turnover. 

3. Methodology 
This research seeks to examine the influence of human resource management (HRM) 

practices on teacher retention at a technology college in Shandong Province, China, 
through the application of a mixed-methods approach, combining quantitative surveys 
and qualitative interviews to gather comprehensive data. By integrating both quantitative 
and qualitative data, the study aims to better understand how HRM practices influence 
teachers' job satisfaction and their intentions to stay in their current positions. 
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3.1. Research Design 
This research employs a mixed-methods approach, combining both quantitative and 

qualitative data collection and analysis. The strength of a mixed-methods design lies in its 
ability to combine the breadth of quantitative data with the depth of qualitative insights, 
providing a more holistic view of the research topic. The research design is divided into 
two phases: 

Quantitative phase: Data is collected through a questionnaire focusing on teachers' 
job satisfaction, their perceptions of HRM practices, and their retention intentions. The 
quantitative analysis will identify the relationships among job satisfaction, retention in-
tentions, and the effects of specific HRM practices on teacher retention. 

Qualitative phase: Semi-structured interviews will be conducted to gather in-depth 
views and experiences from teachers regarding HRM practices. This qualitative phase will 
complement the quantitative data, providing richer context and helping to explain factors 
not fully captured in the quantitative survey. 

By employing this mixed-methods design, the study aims to provide comprehensive 
and nuanced findings. 

3.2. Sample Selection 
The sample for this study consists of teachers from a technology college in Shandong 

Province, China. To ensure the sample is representative, the research includes teachers 
from different disciplines and academic ranks. The selection criteria for the sample are as 
follows: 

Discipline: The study includes teachers from various disciplines, including Com-
puter Science, Electronic Engineering, Mechanical Engineering, etc., to ensure a diverse 
representation of faculty in a technology-focused institution. 

Academic rank: The sample includes teachers with varying academic ranks, includ-
ing teaching assistants, lecturers, associate professors, and professors, in order to reflect 
the diversity of experiences across different academic levels. 

Teaching experience: Teachers with varying years of teaching experience are selected, 
ranging from early-career teachers to those with extensive experience, to capture a broad 
spectrum of perspectives on HRM practices. 

From this pool of teachers, 20 were selected for the semi-structured interviews, en-
suring a balanced representation of different disciplines, academic ranks, and years of ex-
perience. 

3.3. Data Collection Methods 
Two main data collection methods were used in this study: a quantitative survey and 

semi-structured interviews. 
Quantitative survey: The questionnaire was designed based on existing frameworks 

for job satisfaction and teacher retention, tailored to fit the specific context of this study. 
The survey consists of the following sections: 

Demographic information: Questions about age, gender, discipline, academic rank, 
and years of teaching experience. 

Job satisfaction: Teachers' satisfaction with their work environment, teaching load, 
student relationships, work-life balance, etc. 

HRM practices: Teachers' perceptions of HRM practices, such as recruitment, train-
ing and development, performance management, and rewards and incentives. 

Retention intentions: Teachers' intention to remain at the institution and the factors 
influencing their decision. 

The survey uses a 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree), 
and questionnaires were self-administered to the teachers. 
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Semi-structured interviews: To gain deeper insights into teachers' perceptions of 
HRM practices and their impact on retention intentions, 20 teachers were selected for 
semi-structured interviews. The interview topics focused on the following themes: 

Teachers' satisfaction and dissatisfaction with their current work environment. 
Perceptions of HRM practices (e.g., recruitment, training, performance evaluation). 
Teachers' intentions regarding retention and the main factors influencing their deci-

sion to stay. 
Suggestions for improving HRM practices. 
The interviews were conducted using open-ended questions and lasted between 30 

to 60 minutes. All interviews were recorded and transcribed for further analysis. 

4. Analysis of Human Resource Management Practices 
4.1. Recruitment and Selection 

An effective recruitment and selection process is considered fundamental to attract-
ing high-quality and motivated faculty members. The college’s HR department imple-
ments a rigorous recruitment process that assesses academic qualifications, teaching ex-
perience, and alignment with the institution's core values. This ensures that selected can-
didates are well-suited for the institution's educational goals and cultural environment. 
However, some faculty members believe that the recruitment process could be improved 
through greater transparency and increased involvement of existing staff in the decision-
making process. Teachers suggest that more input from faculty could help ensure a better 
fit between new hires and the institution’s needs, ultimately leading to higher retention 
rates. 

4.2. Training and Development 
Training and development programs at the college are designed to enhance peda-

gogical skills, technological proficiency, and industry-specific knowledge. These pro-
grams are widely appreciated by faculty members, as they contribute to teachers' profes-
sional growth and their ability to stay current with new developments in their fields. Nev-
ertheless, some teachers have raised concerns that the training sessions are either too in-
frequent or insufficiently tailored to their subject areas. While professional development 
opportunities are recognized as a key factor in teacher retention, there is a desire for more 
tailored and regular training sessions that align with teachers' specific teaching needs and 
career aspirations. Regular and focused professional development is seen as a critical fac-
tor in keeping teachers engaged and motivated, particularly for those who aspire to ad-
vance their careers. 

4.3. Performance Management and Incentives 
The performance management system at the college focuses on teaching quality, re-

search output, and student feedback. Faculty members who excel in these areas receive 
bonuses, promotions, and other rewards. However, some teachers have raised concerns 
about the fairness and transparency of the evaluation process, especially regarding the 
significant weight given to student feedback. They feel that student evaluations may not 
always reflect the true quality of teaching, as external factors like course difficulty or per-
sonal biases can influence results. To improve fairness, faculty members suggest revising 
the evaluation criteria and ensuring greater transparency in how student feedback is used. 

Additionally, there is concern over the emphasis on research output in the perfor-
mance evaluation. Teachers in teaching-heavy roles feel disadvantaged, as their responsi-
bilities leave them with limited time for research. This creates a perceived imbalance be-
tween teaching-focused faculty and those who are able to focus more on research. A more 
balanced approach to performance evaluation that values teaching quality alongside re-
search achievements could lead to higher faculty satisfaction and retention. 
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In response, the college could consider providing more clear guidelines for perfor-
mance evaluation, ensuring that all aspects of faculty contributions, including teaching, 
service, and research, are fairly recognized. Faculty members also suggest incorporating 
peer reviews as an additional evaluation method to provide a more comprehensive and 
accurate assessment of performance. 

4.4. Work Environment and Compensation 
The work environment and compensation package at the college are crucial factors 

in teacher retention. While the college offers competitive salaries, many faculty members 
feel that the compensation does not fully reflect their workload, which includes a heavy 
teaching load, administrative duties, and extracurricular responsibilities. This imbalance 
has led to concerns about burnout, with many teachers reporting high levels of stress due 
to the lack of work-life balance. 

Teachers have suggested that the college should introduce more flexible work sched-
ules or reduced teaching loads during peak periods to alleviate stress and prevent burnout. 
Additionally, while salaries are competitive, some faculty feel that compensation for extra 
responsibilities, such as committee work or mentoring students, is insufficient. Providing 
additional remuneration for such duties has the potential to enhance job satisfaction and 
reduce faculty turnover, as supported by recent retention studies. 

Furthermore, the lack of clear work-life balance policies has contributed to dissatis-
faction among faculty. Teachers believe that by offering more support for balancing per-
sonal and professional commitments, the college can create a more positive work envi-
ronment, which will ultimately improve faculty retention [7]. 

5. Factors Affecting Teacher Retention 
This chapter examines the key factors influencing teacher retention, exploring four 

main areas: job satisfaction, career development opportunities, school culture and atmos-
phere, and external factors. A deeper understanding of these factors helps to identify both 
internal and external drivers of teacher retention, offering valuable insights for improving 
retention rates. 

5.1. Job Satisfaction 
Job satisfaction plays a significant role in teachers' decisions to stay at an institution. 

According to the survey results, teachers' satisfaction with their job content, work envi-
ronment, and support systems directly affects their willingness to remain in their posi-
tions. Teachers who report high satisfaction with teaching resources, course structures, 
and institutional support tend to be more committed to staying at the college. In contrast, 
dissatisfaction with administrative support, heavy teaching loads, and lack of resources 
can lead to a decline in retention. 

Specifically, heavy workloads — characterized by large class sizes and substantial 
administrative duties — significantly contribute to elevated stress levels. This, in turn, 
adversely affects overall job satisfaction. In contrast, a supportive environment with ade-
quate teaching resources and a transparent evaluation system significantly enhances 
teacher satisfaction. Therefore, it is crucial for the institution to regularly assess and im-
prove the work environment, reduce stressors, and support teachers' professional needs 
to increase retention rates. 

5.2. Career Development Opportunities 
Career development opportunities are another critical factor influencing teacher re-

tention. Teachers often seek clear paths for professional growth, including opportunities 
for skill development, promotions, and recognition. Survey results indicate that when 
teachers feel supported in their career development and have clear avenues for advance-
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ment, they are more likely to stay at the college. Teachers value access to training pro-
grams and career progression pathways, which contribute to their long-term engagement 
and job satisfaction. 

However, when teachers perceive limited career advancement opportunities or stag-
nant professional growth, their motivation to stay with the institution decreases. In re-
sponse, the college should provide more frequent and relevant professional development 
programs and establish clear promotion criteria. By offering these opportunities, the col-
lege can not only improve teacher satisfaction but also retain highly qualified and experi-
enced staff members. 

5.3. School Culture and Atmosphere 
The school culture and atmosphere are pivotal in shaping teachers' overall experi-

ence and retention. A supportive, collaborative school culture significantly enhances 
teachers' job satisfaction and commitment to the institution. Survey data suggests that 
leadership style, relationships with colleagues, and a sense of community within the fac-
ulty all play essential roles in teacher retention. Faculty members who feel valued and 
supported by leadership are more likely to remain at the institution. 

Moreover, positive relationships with colleagues and a collaborative work environ-
ment also contribute to teacher retention. Teachers who experience a sense of camaraderie 
and mutual support within their department or institution are more inclined to stay. Con-
versely, schools that foster competition or where communication is strained can lead to 
isolation and dissatisfaction among faculty. Therefore, fostering a culture of respect, co-
operation, and support is essential for improving teacher retention rates. 

5.4. External Factors 
External factors, such as economic conditions and policy changes, also influence 

teacher retention. Economic fluctuations, such as increases in the cost of living or eco-
nomic downturns, may push teachers to seek more financially rewarding opportunities 
outside of education. Survey responses indicate that teachers are more likely to leave their 
positions during times of economic instability or when better career prospects are availa-
ble elsewhere. 

Additionally, changes in educational policies can significantly impact teachers' job 
satisfaction and retention. If policy shifts lead to increased workload, lower compensation, 
or less job security, teachers may consider leaving the profession. Public recognition of the 
teaching profession and salary levels also affect retention. In regions where teaching is 
undervalued or salaries are low, teachers may seek employment in other sectors. To ad-
dress these challenges, the college should work closely with government agencies and 
remain flexible to external changes, adjusting human resource strategies to mitigate the 
impact of external factors on teacher retention [8]. 

6. Challenges in Teacher Retention at Technology Colleges in Shandong 
Teacher retention at technology colleges in Shandong faces several significant chal-

lenges. This chapter explores three key factors that impact faculty retention: heavy work-
load, salary and compensation, and limited career advancement opportunities. These 
challenges not only affect teachers' job satisfaction but also influence their long-term com-
mitment to the institution. 

6.1. Heavy Workload 
One of the primary challenges faced by faculty members in technology colleges is the 

heavy workload. Teachers are often tasked with large class sizes, administrative duties, 
and the pressure to stay updated with rapid technological advancements. Many teachers 
report that they have insufficient time for research, professional development, or other 
academic pursuits due to their teaching responsibilities. This imbalance between teaching 
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duties and personal academic growth can lead to burnout and a sense of being over-
whelmed, which negatively impacts their job satisfaction and retention. 

In addition to teaching large classes, faculty members are also expected to engage in 
industry collaborations, attend workshops, and participate in university committees. 
While these expectations are meant to keep teachers at the forefront of technological de-
velopments, they also contribute to the pressure teachers feel. The constant balancing of 
multiple responsibilities can make it difficult for teachers to maintain high standards of 
performance in all areas, leading to dissatisfaction and, in some cases, higher turnover 
rates. Consequently, addressing workload imbalance is imperative to foster sustainable 
faculty engagement. 

6.2. Salary and Compensation 
While technology colleges in Shandong offer competitive base salaries, many faculty 

members feel that the compensation packages do not adequately reflect the work they put 
in. Teachers often perceive that the expectations placed on them — including delivering 
high-quality teaching, engaging in research, and participating in industry projects — far 
outweigh their compensation. This discrepancy between expectations and rewards can 
contribute to frustration and a sense of undervaluation among faculty members. A 2022 
study by the Shandong Higher Education Association indicated that over 60% of technol-
ogy college instructors expressed dissatisfaction with their compensation relative to job 
expectations. 

Furthermore, some teachers believe that the existing salary structure does not ac-
count for the increasing cost of living or the intense pressure associated with their job. 
Although base salaries may seem competitive at first glance, they frequently fail to corre-
spond with the actual demands and responsibilities of faculty roles. As a result, some fac-
ulty members consider leaving the institution for positions that offer better financial in-
centives or less stress. To improve retention, technology colleges must reassess their com-
pensation packages to ensure they are competitive and reflective of the workload expected 
of faculty members. 

6.3. Limited Career Advancement 
Limited career advancement opportunities are another key challenge that affects 

teacher retention in technology colleges. Many faculty members report that there are un-
clear promotion pathways or insufficient incentives to encourage them to stay within the 
institution for the long term. The absence of transparent and structured career develop-
ment pathways can contribute to a sense of professional stagnation, prompting faculty to 
seek advancement elsewhere. 

In particular, when faculty members perceive that their efforts and accomplishments 
in teaching, research, or industry involvement are not recognized or rewarded through 
promotion or salary increases, they may seek opportunities elsewhere. Additionally, the 
absence of mentoring programs or leadership roles within the institution can make it dif-
ficult for younger faculty members to see a clear path for career progression. Establishing 
transparent promotion criteria, offering professional development opportunities, and rec-
ognizing faculty achievements are essential steps that can help address this challenge and 
improve retention rates. 

7. Strategies and Recommendations 
To address the challenges affecting teacher retention in technology colleges in Shan-

dong, several strategic measures and recommendations are proposed. These strategies 
aim to improve recruitment and selection processes, provide career development oppor-
tunities, establish effective incentives, enhance the work environment, and develop re-
gion-specific policies to reduce teacher turnover. 
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7.1. Optimizing Recruitment and Selection Mechanisms 
A more transparent, fair, and inclusive recruitment and selection process is critical to 

attracting high-quality faculty members. Institutions should focus on developing a re-
cruitment process that not only evaluates candidates' academic qualifications and teach-
ing experience but also considers their compatibility with the institution's values and cul-
ture. Ensuring that new faculty members are aligned with the institution’s pedagogical 
mission and long-term strategic goals will help them integrate more smoothly into the 
workplace, improving retention rates. 

To achieve this, the recruitment process could involve a more inclusive approach, 
where current faculty members are involved in the decision-making process. This can en-
hance transparency and allow for a better assessment of candidates' potential to contribute 
to the institution. Furthermore, providing clear onboarding programs will assist new fac-
ulty members in adapting to their roles and the school culture, increasing their satisfaction 
and likelihood of staying long-term. 

7.2. Providing More Career Development Opportunities 
To help faculty members build their professional skills and improve their ability to 

adapt to technological changes, it is essential to provide more targeted and relevant career 
training opportunities. Technology colleges should offer specialized training programs 
that address the evolving needs of teachers, such as new educational technologies, inno-
vative teaching methods, and research skills. These programs should be designed to help 
faculty members stay updated with the latest developments in their fields, thereby en-
hancing their job performance and satisfaction. 

Moreover, regular opportunities for professional development, such as workshops, 
conferences, and mentorship programs, can help teachers grow both professionally and 
personally. Institutions should also create clear career progression pathways, with trans-
parent criteria for promotions and recognition. Providing faculty members with the op-
portunity to advance in their careers not only enhances job satisfaction but also strength-
ens their commitment to the institution. 

7.3. Building a Comprehensive Incentive System 
A well-designed incentive system is crucial to enhancing teacher satisfaction and loy-

alty. Institutions should create a flexible reward structure that takes into account faculty 
contributions in various areas, such as teaching, research, and industry engagement. This 
could include performance-based bonuses, opportunities for career advancement, and 
recognition of outstanding contributions. 

Additionally, the compensation system should reflect the workload and responsibil-
ities of faculty members. Salary increases and bonuses should be aligned with the level of 
effort and dedication required by the job. A clear and fair system of rewards will help 
faculty members feel appreciated and valued, motivating them to stay with the institution. 
Establishing a transparent and equitable incentive system will also foster a positive work 
environment, leading to higher teacher retention rates. 

7.4. Improving the Work Environment 
The work environment is a key factor in teacher retention. Institutions should focus 

on improving teachers' working conditions by providing adequate teaching resources, re-
ducing administrative burdens, and promoting work-life balance. Creating a healthy and 
harmonious campus environment, where teachers feel supported and valued, is essential 
for fostering a sense of belonging. 

In addition, fostering positive relationships among faculty members and between 
faculty and administration is crucial. Encouraging collaboration and open communication 
within departments and across the institution will improve job satisfaction and reduce 
feelings of isolation. Providing faculty with sufficient time for research and professional 
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growth will further enhance their sense of fulfillment, making them more likely to remain 
at the institution [9]. 

7.5. Developing Regional Policies 
The development of region-specific policies plays a critical role in attracting and re-

taining high-quality teachers, particularly in areas where teacher shortages are more pro-
nounced. Given the unique economic and educational characteristics of Shandong Prov-
ince, it is essential to design policies that address local economic conditions, regional ed-
ucational needs, and the specific challenges faced by technology colleges. These policies, 
such as Shandong's "Talent Strong Province Strategy" and Beijing's "High-Level Talent 
Introduction Plan" provide a range of incentives, including financial support, housing 
subsidies, research funding, and career advancement opportunities. Such initiatives not 
only enhance teacher retention rates but also contribute to a better work environment, 
career development, and professional satisfaction. 

Moreover, regional policies should consider broader social factors, such as the cost 
of living, job market conditions, and career opportunities outside of academia. By tailor-
ing retention strategies to the specific needs of the educational landscape in Shandong and 
other regions like Beijing, Guangdong, and Zhejiang, institutions can minimize teacher 
turnover and ensure a stable, committed teaching workforce. Table 1 below outlines the 
policies and their effects in different regions [10]. 

Table 1. Impact of Regional Policies on Teacher Retention. 

Region Policy Name Policy Goal Impact on Teacher Retention 

Shan-
dong 

"Talent 
Strong Prov-
ince Strategy" 

Attract and retain high-
level talent, improve ed-

ucation quality 

Provides housing subsidies, research 
funding, and promotion opportunities, 

increasing teachers' career appeal. 

Beijing 
"High-Level 
Talent Intro-
duction Plan" 

Attract top talent from 
both domestic and inter-

national sources, im-
prove education and re-

search 

Offers research start-up funding, hous-
ing subsidies, and children’s education 
support, enhancing teachers' job satis-

faction. 

Guang-
dong 

"Pearl River 
Delta Talent 

Development 
Plan" 

Support talent develop-
ment in the Pearl River 
Delta, promote regional 

economic integration 

Offers high research funding, career 
promotion channels, and living subsi-

dies, fostering a sense of belonging 
among teachers. 

Zhejiang 
"Talent 

Strong Edu-
cation Plan" 

Improve education qual-
ity, attract and retain out-

standing teachers 

Provides training opportunities, re-
search support, and a career advance-
ment system, enhancing teachers' pro-
fessional development opportunities. 

8. Conclusion 
This study aimed to investigate the factors affecting teacher retention at technology 

colleges in Shandong Province, China, and to propose strategies to address the challenges 
currently faced by faculty members. Through the analysis of human resource manage-
ment practices and various external and internal factors, it was found that key issues such 
as heavy workload, inadequate compensation, limited career advancement opportunities, 
and a lack of professional development significantly impact teacher satisfaction and re-
tention. 

The research highlights that implementing a more transparent and inclusive recruit-
ment process and selection procedure, along with better alignment between faculty ex-
pectations and institutional practices, can enhance retention rates. Additionally, provid-
ing targeted professional development programs, establishing a clear and fair incentive 
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system, and improving the work environment are identified as essential strategies for re-
taining talented teachers. These measures not only address the immediate challenges but 
also help foster a positive and supportive academic culture where faculty members feel 
valued and motivated to contribute long-term to the institution. 

Furthermore, the development of region-specific policies that reflect the unique so-
cio-economic and educational context of Shandong Province is crucial. Such policies can 
help reduce teacher turnover and create an environment conducive to academic excel-
lence and stability. By adopting these recommendations, technology colleges in Shandong 
can improve their teacher retention rates, ensuring that they continue to provide high-
quality education and meet the needs of an ever-evolving technological landscape. 

In conclusion, teacher retention is a multifaceted issue that requires a holistic ap-
proach involving both institutional strategies and regional policy support. Addressing the 
key challenges identified in this study and implementing the proposed strategies will en-
able technology colleges in Shandong to create an environment where faculty members 
are motivated, supported, and committed to long-term service, ultimately contributing to 
the sustainable development of these institutions. 
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