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ABSTRACT 

The primary aim of this research was to explore the connection between 

psychological distress, its dimensions, and the intention to quit among teachers in 

Second Cycle Institutions within the Cape Coast Metropolis. The study utilized a 

quantitative research approach with cross-sectional survey and an explanatory 

research design. It focused on teachers in second-cycle institutions in Cape Coast 

Metropolis, involving a total sample of 169 participants who completed a 

questionnaire as the data collection instrument. The study accomplished its 

objectives by employing a structural equation model. The findings of the study 

showed a positive and significant relationship between psychological distress and 

the intention to quit. Moreover, a positive and significant relationship was observed 

between psychological distress, its dimensions, and teachers' intention to resign. 

Furthermore, the study showed a positive and significant relationship between 

compensation and teachers' intention to quit. Importantly, the study demonstrated 

that compensation played a full moderating role in the relationship between 

psychological distress (both emotional and physiological) and the intention to quit. 

Therefore, compensation effectively moderated the relationship between 

psychological distress and the intention to quit. As a practical recommendation, the 

study suggested that secondary school principals in the Cape Coast Metropolis 

should actively implement measures aimed at enhancing teachers' commitment to 

remaining in the teaching profession. 
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CHAPTER ONE 

INTRODUCTION 

This thesis examines the impact of psychological distress on teachers in 

second-cycle institutions and their intention to quit, considering compensation as a 

moderating factor. The thesis is arranged into five chapters, with this initial chapter 

serving as an overview of the study to enable a reader to situate the research in its 

right context. Commencing with the study's background, the chapter subsequently 

presents the problem statement, bridging the research gap that this research aims to 

address. Consequently, this section of the chapter outlines the study's purpose, 

specific objectives, and research hypotheses. Again, the chapter establishes the 

study's delimitation and limitations. It then concludes by describing the 

organization of the remaining sections of the thesis. 

Background to the Study 

Globally, psychological distress has emerged as a pervasive issue that casts a 

detrimental shadow over work environments. Psychological distress (referred to as 

PD hereafter) emerges as a consequence of emotional anguish stemming from the 

challenges and stresses that prove arduous to navigate in one's daily existence (Xia 

et.al., 2021). People suffer from PD when they are unable to cope with occupational 

emotional stress, resulting in emotional tiredness. Accordingly, PD is defined as 

the physical and emotional breakdown stemming from the adverse impacts induced 

by working conditions (Uygungil & Kobanoglu, 2017). 

According to experts, (Mofatteh, 2021; Nasution et al., 2022), psychological 

distress causes greater despair and anxiety, which may lead to further damage to a 

person's physical health, mental health and work performance. Bayighomog et al., 
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(2023) link psychological distress with workplace stress, claiming that fostering 

vice may lead to emotional weariness, impair mindfulness and resilience, and 

expose employees to psychological distress. Although focused on medical students, 

Baquero (2023) acknowledge that increased workloads might enhance one's 

experience at burnout by submitting them to psychological distress.  

There are four primary dimensions of psychological distress (Wu et al., 2022): 

the emotional dimension, which involves individuals' experiences and feelings; the 

cognitive dimension, which concerns their thought processes and content; the 

behavioral dimension, which encompasses observable changes in actions, routines, 

and social interactions. Emotions such as anxiety, sadness, anger, fear guilt, and 

hopelessness are commonly associated with psychological distress (Ng et al., 

2019). Distressed individuals may also exhibit distorted or negative thinking 

patterns like rumination, catastrophizing, and self-criticism. Lastly, the 

physiological dimension pertains to the physical manifestations and bodily 

responses linked to psychological distress. Stress has the potential to elicit various 

physical reactions, like alterations in heart rate, muscle tension, digestion, and 

disruptions in sleep patterns (Porges, 1992). 

These types of psychological distress might be seen as diminishing people's 

resilience and moving them towards the intention to quit. Employee intentions to 

quit (referred to as ITQ hereafter) relate to an employee's desire or possibility of 

leaving their present work willingly within a certain time frame (Liu & Raghuram, 

2022). Workers seldom quit their employment without using problem solving and 

emotional control as coping mechanisms (Zychlinski et al., 2021). They only leave 

when the discovered explanations do not improve their comfort and remain 
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exposing them to PD. Ambrose (2022) asserted that psychological distress is 

associated with decreased job satisfaction, which raises turnover intentions. 

Workers are often disturbed when they are forced to increase "poor salaries, 

professional invalidation, and restricted career advancement" (Fana et  al., 2020). 

Excessive workload and extended working hours for teaching staff are significant 

causes of emotional exhaustion. Zou et al., (2016) opined that PD rises when a 

person experiences emotional weariness and depersonalization, reducing their 

achievement. As a result, people get mentally agitated and find it difficult to stay 

resilient. Emerson et al., (2023) also posit that higher psychological distress may 

lead to anxiety and depression. Such as, it may lead to inefficiencies, cynicism, 

dysfunction in society, emotional tiredness, and loss of belief in one’s 

responsibility.  

In Ghana, due to the recent educational policy reforms like Free Senior High 

School (SHS), there has been considerable increase in students in-take (Takyi et al., 

2021). This has led to a rise in student-teacher ratio thereby putting a lot stress on 

the teachers.  Teachers within Cape Coast Metropolis, for example, encounter a 

significant amount of occupational stress as they fulfill their professional duties and 

obligations. The imperative to meet the lofty benchmarks established by school 

authorities, attributed to prior achievements and the esteemed reputation that these 

Metropolis schools hold, compels teachers to go beyond the norm in their teaching 

and learning endeavors with their students (Owusu, 2021). These efforts encompass 

arranging supplementary classes to aid students in overcoming their learning 

challenges, offering additional supervision and oversight of students' progress  

(Takyi et al., 2021). Moreover, they engage in crucial and impactful guidance and 

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



4 
 

counseling services, including facilitating career orientation and aligning students 

with suitable programs, courses, and classes that match their interests and aptitudes. 

In spite of these engagements, their efforts do not come with better rewards thereby 

making them feel obliged to leave their profession for another (Owusu, 2021).  

However, according to Dousin et al., (2021), compensation (referred to as 

CPP hereafter) can have a significant impact in either minimising or maximizing 

employees’ intention to quit when faced with PD at the work place. It was argued 

that low wages and other restricted financial incentives are often motivators for 

employees to quit for other organisations that provide higher advantages. 

Employees' emotions of work insecurity are exacerbated by a lack of financial 

stability, and they may be forced to abandon their positions (Dousin et al., 2021). 

Sabri and Rahim (2020) refer to it as compensation, arguing that having insight of 

achieving financial goals can strengthen one's faith while working for an 

organisation. When achieved, compensation may improve people’s emotional 

coping, allowing them to aim for effective and functional methods to manage stress 

and continue to work (Sabri and Rahim, 2020). Those elements portray 

compensation as a reassuring approach to work stability, lessening employees' 

emotional tiredness and intent to leave. In essence, compensation can play a role as 

moderator as it can either lessen or enhance the effect that PD has on employees’ 

intention to quit (Sabri & Rahim 2020). 

 

The link between psychological distress and the intention to quit is supported 

by the Conservation of Resources theory, developed by Stevan Hobfoll (1989; 

Hobfoll & Shirom, 2000). The COR theory provides a useful framework for 
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understanding how psychological distress and the intention to quit are related. 

According to this theory, individuals strive to acquire, preserve, and protect 

resources that hold importance for them. When these resources are at risk or 

potential loss, it can lead to psychological distress with negative implications. 

Similarly, the connection between compensation and intention to quit a job is 

supported by the Social Exchange Theory (Cho & Choi, 2021). According to this 

theory, individuals base their interactions and relationships on exchanging 

resources, assessing the outcomes by weighing costs against benefits (Boateng et 

al., 2019). In terms of employment, compensation can be viewed as a reciprocal 

exchange of resources between employers and employees (Rodríguez-Sánchez et 

al., 2020).  

When employees perceive their compensation as fair, it leads to favorable 

results such as job satisfaction and loyalty towards the organization. In the field of 

education, it is essential to emphasize the importance of providing adequate 

compensation for teaching staff to enhance their performance (Dando, 2017). 

Recognizing and rewarding the dedication, focus, effort, and skills of teachers 

through both monetary and non-monetary means can serve as a source of 

motivation. When teachers receive better compensation, they are more inclined to 

abide by institutional policies and improve their work. Therefore, compensation 

acts as a moderator that can either diminish or enhance the relationship between PD 

and ITQ. 

Statement of the Problem 

In recent times, retention of teachers in educational sector in Ghana has been 

a challenge to the government, despite the increase in enrollment (Alam & Tiwari, 

2021). The underlying reason for this phenomenon can be attributed to lack of 
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proper compensation and increased psychological distress (Ahmad et al., 2021). 

The implementation of the Free SHS program has led to a significant increase in 

student enrollment at Second Cycle Institutions (Tamanja & Pajibo, 2019). This 

influx of students has subsequently placed additional demands on teachers, 

particularly those working in the Cape Coast Metropolis. The Cape Coast 

Metropolis is known for its concentration of high-performing Senior High Schools 

as classified by the Ghana Education Service.  

As a result, teachers within this region are experiencing heightened levels of 

pressure. (Owusu, 2021). This is due to an increase in student numbers thereby 

making the teachers cope with larger class sizes and more administrative duties 

(Blatchford & Russell, 2019). The mounting pressure has evolved into feelings of 

frustration, as they perceive themselves as inadequately equipped to manage and 

align with the demands of their job, intensifying their intention to quit (Baquero, 

2023). 

Working schedules for teaching activities show that these teachers work in 

the morning, afternoon, and evening, demonstrating that they work at various times 

of the day. Besides the bad work environment, teachers suffer from burden and 

sadness due to PD, which increases their intention to quit. High turnover in the 

teaching profession has resulted in a teacher shortage, causing a crisis in schools 

(Pluss, 2022). Every year, around 157,000 teachers leave the teaching profession 

while an additional 232,000 choose to transfer to different school districts 

(Chambers et al., 2019). These elevated rates of turnover place considerable 

financial strain on educational institutions, as they must bear the costs associated 

with recruiting, hiring, and training new instructors. The idea here is that teacher 
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psychological distress has become a major issue in Ghana particularly those in 

Second-cycle institutions in Cape Coast Metropolis (Acheampong et al., 2019) 

 However, while a lot of studies (Ahmad et al., 2021; Owusu, 2021 & 

Baquero, 2023) have been done on the subject matter, little is known about the roles 

of that compensation (CPP) play as moderator in the relationship between PD and 

Intention to quit (ITQ). Therefore, research on moderating effects of CPP on the 

relationship between PD and ITQ among Cape Coast second-cycle teachers is 

lacking. Besides, in terms of methodology, the studies (A study conducted by 

Hossain et al., 2022 on secondary school teachers in Dhaka city; Saputro et al., 

(2020) conducted a research on investigating the effects of workplace stress and 

workload on stress and turnover intention in various branches of Erha Clinic; 

Ahmad et al., (2021) researched on examining the correlation between job stress 

levels among hotel employees and their intentions to leave their positions) 

conducted so far only used simple regression to explain the relationship between 

PD and ITQ without considering the various dimensions of PD. 

 By using simple linear regression, the extent of the influence of the various 

dimensions of PD on ITQ was ignored. Consequently, there have been both 

literature and knowledge gaps on these constructs in terms of their effects on ITQ 

in Ghana public educational sector. Therefore, it is against this background that this 

study is conducted so as to fill these gaps. 

Purpose of the Study 

The purpose of the study is to investigate into the relationship between PD 

and ITQ with the moderating role of CPP on the nexus of PD and ITQ among 

teachers in Second Cycle Institutions in Cape Coast Metropolis. 
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Research Objectives 

The study aims to accomplish the following objectives 

The specific objectives are to examine the: 

1. influence of PD and its dimensions on ITQ 

2. effect of CPP on ITQ 

3. the moderating role of CPP in the relationship between PD and ITQ. 

Research Hypotheses 

H1: PD has a significant positive effect on ITQ  

H1a. Emotional Dimension has a significant positive effect on ITQ 

H1b. Cognitive Dimension has a significant positive effect on ITQ 

H1c. Behavioral Dimension has a significant positive effect on ITQ 

H1d. Physiological Dimension has a significant positive effect on ITQ 

H2. CPP has a significant positive effect on ITQ 

H3.CPP moderates significantly the relationship between PD and ITQ, such that if 

the CPP is high the effect of PD on teachers’ ITQ in second-cycle institution will 

be reduced. 

Significance of the Study 

The research on PD and ITQ, emphasizing the moderating influence of CPP, 

is especially significant in the teaching profession. This is because, the outcomes 

of this research will give insights into the variables that impact teacher retention 

and will support the creation of methods to decrease intentions to quit and prevent 

work burnout and psychological distress among teachers in Second Cycle 

Institutions in Cape Coast Metropolis. Additionally, this research will assist to 

uncover the variables that lead to teachers’ PD and will aid in the development of 

effective treatments to prevent and manage PD which eventually will reduce ITQ 

and improve work satisfaction and retention. Furthermore, this research may help 
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education sectors build ways to enhance retention by studying the link between PD 

and ITQ. Thus, this research will give useful insights into how teachers especially, 

Second Cycle Institution can build a more supportive and fair work environment, 

which can minimize PD and lessen ITQ among teachers by understanding the 

moderating impact of CPP.  

Theoretically, the results of this study will contribute to the current body of 

research on teacher PD, ITQ, and CPP. It may assist to establish a more thorough 

knowledge of the elements that impact teacher job satisfaction and retention by 

providing fresh insights into the linkages between these variables. This research 

will provide a foundation for future students interested in conducting further studies 

in this field, aiming to alleviate the lack of knowledge about this area specifically 

within the Ghanaian context. 

Delimitation of the Study 

The research investigation centered on the examination of psychological 

distress, intention to quit, and compensation. This study is limited to teachers 

employed at second-cycle institutions within the Cape Coast Metropolis, located in 

the Central region. In second-cycle educational institutions, teachers organise study 

subjects in order to facilitate researchers' access to the necessary information for 

their studies. It is also delimited to only quantitative methods with only two 

theories: SET and Conservation of Resources 

Limitations of the Study 

The study in the first place, only relied on teachers in Cape Coast Metropolis 

and as such had used the data from this study area. This means that the findings of 

this study are primarily applicable to this jurisdiction due to its exclusive emphasis 
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on second-cycle teachers. Moreover, the utilization of closed-ended scale 

statements limited the extent of information that participants were able to provide 

concerning the major variables of the study. Furthermore, the study exclusively 

utilized quantitative methodologies and this provided the respondents a limited 

chance to explain themselves in details. 

Definition of terms 

Psychological distress: Psychological distress can be broadly described as the 

experience of emotional anguish, often manifesting through symptoms such as a 

diminished interest in previously enjoyable activities, feelings of sadness and 

impossibility, and heightened anxiety characterized by agitation and stress. The 

four dimensions of psychological distress are; emotional, cognitive, behavioral and 

physiological. 

Emotional Dimension 

Emotional dimension involves the experience of negative emotions and the 

inability to cope with them effectively. 

Cognitive Dimension 

Cognitive dimension of psychological distress encompasses thought patterns and 

cognitive processes that contribute to distress. 

Behavioral Dimension 

Behavioral dimension of psychological distress refers to changes in a person's 

actions and behaviors in response to their emotional state. 

Physiological Dimension 

Psychological distress can have physical manifestations due to the mind-body 

connection. 
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Employee Intentions to Quit: Employee intentions to quit relate to an employee's 

desire or possibility of leaving their present work willingly within a certain time 

frame. This might be due to a lack of job satisfaction, insufficient salary, poor work-

life balance, restricted development chances, disagreements with bosses or 

coworkers, or better career opportunities elsewhere. 

Compensation: Compensation is the remuneration provided to an employee in 

acknowledgment of their services or individual contributions rendered to a 

business. These contributions encompass their time, expertise, skills, capabilities, 

and dedication toa company or an institution. 

Organisation of the Study 

This research was structured into five chapters. The initial chapter introduced the 

study, while the second chapter explored into relevant literature reviews and the 

conceptual framework established by respected scholars and researchers. Chapter 

three outlined the methods, tools, and procedures used for data collection to address 

the research problems. Chapter four involved the presentation, analysis, and 

discussion of the data gathered during field surveys. Lastly, chapter five served as 

the concluding chapter, summarizing the findings, conclusions, and 

recommendations derived from the study. 
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CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

This chapter investigates into the available literature pertaining to the study, 

furnishing insights and context for the development of a proposed conceptual 

framework. Additionally, this chapter identifies, contrasts, and delineates prior 

research encompassing theories, concepts, models, and empirical data concerning 

psychological distress and intentions to quit, with a specific focus on the 

moderating role of compensation among teachers in second-cycle institutions 

within Cape Coast. 

Theoretical Framework 

Conservation of resources theory 

The Conservation of Resources (COR) theory, formulated by Stevan 

Hobfoll (1989), offers a valuable framework for elucidating the correlation between 

psychological distress and the intention to quit (Bon & Shire, 2022). As per the 

COR theory, individuals endeavor to amass, retain, and safeguard resources that 

hold significance for them. The prospect of losing or having these resources 

threatened can trigger psychological distress, giving rise to adverse outcomes. The 

conservation of resources theory (COR) posits that individuals are driven to secure, 

preserve, and defend their resources (Zhang et al., 2019). Within this context, 

resources encompass anything valued by individuals, ranging from time and money 

to social support and energy (Jolly et al., 2021). When individuals confront stressful 

circumstances, their resources might diminish, thereby contributing to 

psychological distress. 
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However, the Theory of Planned Behaviour (TPB) also explains the insights 

into how intentions are formed and influenced by various factors, which could 

indirectly relate to the intention to quit due to distress, in the context of teachers in 

Second-cycle Institutions in Cape Coast Yuen (2016). Applying this theory to the 

relationship between psychological distress and the intention to quit, one might 

analyze how an employee's attitudes toward quitting to alleviate distress, 

perceptions of social support for such a decision, and their perceived control over 

quitting influence their intention to leave the job. Also, it focuses on how these 

cognitive factors shape behavioral intentions, which in turn might relate to the 

decision to quit due to distress. 

The Social Exchange Theory 

George Homans is generally considered the founder of the theory, as he first 

proposed the concept of social exchange in the 1950s (Keshishyan & Khosravi, 

2021). The social exchange theory posits that individuals structure their 

relationships and interactions on the premise of resource exchange, gauging the 

consequences of these interactions by weighing the costs and benefits involved 

(Boateng et al., 2019). In the context of employment, compensation can be 

construed as a mutual exchange of resources among the employer and the 

employee (Rodríguez-Sánchez et al., 2020). When employees perceive their 

compensation as equitable, it tends to yield positive outcomes like job satisfaction 

and allegiance to the organization. Conversely, if employees perceive their 

compensation as inequitable, it can give rise to detrimental outcomes, including 

an intention to quit. 

In addition, the social exchange theory states that people assess the costs 

and paybacks of their employment relationship and compare it with other 
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opportunities (Stafford & Kuiper,2021). If they believe that the costs outweigh 

the benefits, they may decide to leave the organization. For instance, if an 

employee thinks that their compensation is inadequate for the work they perform, 

they may view the exchange as unfair. This could result in negative feelings 

towards the organization and reduced commitment, leading to an increased 

intention to quit. Conversely, if an employee perceives their compensation as 

equitable, they may feel positively about the organization and show greater 

loyalty, resulting in a reduced intention to quit (Nazarian, et.al., 2022).  

The Conceptual Explanations 

Psychological Distress 

Psychological distress refers to a condition of emotional anguish, 

encompassing signs of depression such as waning interest, sorrow, and despair, as 

well as manifestations of anxiety like unease and heightened tension (Brossard& 

Chandler, 2022). These indications might also intertwine with bodily indications 

like sleeplessness, migraines, and diminished energy, which can differ among 

various cultures (Zhang,2020). While other criteria have been employed to define 

psychological distress, they lack unanimity. According to proponents of the 

psychological distress model, individuals experience psychological distress when 

they encounter a stressful situation that threatens their physical or mental well-

being, struggle to effectively manage this stressor, and subsequently feel emotional 

distress as a result of insufficient coping mechanisms (Gordon, 2022). While there 

is substantial evidence that stress contributes to distress, defining distress solely in 

terms of stress overlooks the possibility of experiencing distress without it. 

Psychological distress can affect how people interact with others and go 

about their daily lives (Jeyapal et al., 2015). It can be triggered by various stressors, 
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such as traumatic events, chronic stress, relationship problems, major life changes, 

or ongoing emotional difficulties. Suksasilp and Garfinkel (2022) suggest that 

psychological distress can present itself in different ways, affecting individuals 

across various dimensions. These dimensions include emotional, cognitive, 

behavioral, and physiological aspects of distress. 

Emotional Dimension 

Emotional dimension involves the experience of negative emotions and the 

inability to cope with them effectively (Connolly-Zubot et al., 2020). Common 

emotional responses to distress may include feelings of sadness, anxiety, fear, 

anger, guilt, shame, loneliness, or hopelessness (Connolly-Zubot et al., 2020).  

Emotional distress can be overwhelming and may impact a person's ability to 

experience positive emotions as well.  

Cognitive Dimension 

Cognitive dimension of psychological distress encompasses thought patterns and 

cognitive processes that contribute to distress (Hayes & Hofmann, 2021). 

Individuals experiencing distress might have negative thinking patterns, such as 

catastrophizing or black-and-white thinking. They may also have distorted beliefs 

about themselves, others, or the world, leading to self-criticism, self-blame, or a 

pessimistic outlook. 

Behavioral Dimension 

Behavioral dimension of psychological distress refers to changes in a person's 

actions and behaviors in response to their emotional state (Hayes & Hofmann, 

2021). Someone in distress may exhibit behaviors such as social withdrawal, 

avoidance of certain situations or people, reduced motivation to engage in daily 
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activities, procrastination, increased substance use, self-harming behaviors, or 

changes in eating and sleeping patterns (Menec et al., 2020). For instance, one 

might involve social withdrawal or isolation from friends and family. In some 

cases, individuals may engage in self-destructive behaviors or substance abuse as a 

way to cope with distress. 

Physiological Dimension 

Psychological distress can have physical manifestations due to the mind-body 

connection (Mace et al., 2021). Persistent stress and emotional turmoil can lead to 

physiological symptoms, such as migraines, muscle tension, tiredness, 

gastrointestinal problems, fluctuations in appetite, disruptions in sleep, heightened 

heart rate, raised blood pressure, and a weakened immune system. These 

dimensions are interconnected and can reinforce each other. For example, negative 

thoughts and emotions can lead to behavioral changes, which, in turn, can 

exacerbate physiological symptoms. Moreover, long-term psychological distress 

can have detrimental effects on overall mental and physical health if not addressed 

and managed appropriately. It is crucial to recognize the signs of psychological 

distress and seek professional help from mental health providers if needed. Various 

therapeutic interventions, such as cognitive-behavioral therapy, mindfulness-based 

approaches, and medication, can be effective in alleviating distress and promoting 

well-being. Early intervention and support are essential in addressing psychological 

distress and preventing further negative consequences. However, it has been argued 

that through psychological distress, the extent of influence on ITQ can be realized 

(Maslach & Schaufeli, 2018).  
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Intention to Quit 

Employee intentions to quit relate to an employee's desire or possibility of 

leaving their present work willingly within a certain time frame (Liu & Raghuram, 

2022). Employee intention to quit, turnover intention, this concept pertains to an 

employee's deliberation or inclination to depart from their existing employment 

position. It is a significant concept in human resource management and 

organizational behavior, as high turnover rates can lead to various adverse costs for 

companies, such as increased recruitment and training costs, loss of institutional 

knowledge, reduced output, and reduced confidence among remaining workers. 

Some aspects that lead to an employee's intention to quit are job satisfaction, 

organizational culture, leadership and management, career development and 

growth opportunities, work-life balance, compensation and benefits and perceived 

job alternatives (Chen et al., 2023).  

Job satisfaction plays a crucial role in determining an employee's intention 

to quit. When employees are content and fulfilled in their roles, they are unlikely 

to contemplate departure. Conversely, if they feel dissatisfied with their job due to 

factors like poor working conditions, lack of recognition, limited growth 

opportunities, or unfair treatment, they may be more inclined to seek alternative 

employment (Wea et al., 2020). The overall organizational culture and work 

environment significantly impact an employee's commitment to their job. Culture 

that is positive and nurturing, placing a premium on employee welfare and 

cultivating transparent communication, can mitigate turnover intention. 

Conversely, a toxic or adverse culture marked by discord, favoritism, or a dearth of 

trust, can propel employees towards seeking alternatives. The behavior and 
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effectiveness of leaders and managers influence an employee's intention to quit  

(Haque et.al.2019).  

Supportive and competent managers who provide clear direction, feedback, 

and recognition tend to retain employees better. In contrast, managers who are 

unsupportive, micromanaging, or ineffective may contribute to higher turnover 

rates (Haque et al., 2019). Employees are expected to maintain in an organization 

where they perceive chances for skill growth, career advancement, and personal 

growth. When employees feel that their career aspirations align with the 

organization's goals, they are less likely to seek opportunities elsewhere (Clifton & 

Harter, 2019). Sustaining a healthy work-life balance is essential for employees' 

well-being and job satisfaction. If an organization consistently demands excessive 

working hours, offers limited flexibility, or disregards employees' personal lives, it 

can increase turnover intention. Adequate and competitive compensation, along 

with other benefits, is essential for retaining employees (Elsafty & Ragheb,2020). 

When employees perceive that their endeavors are not sufficiently acknowledged 

with appropriate rewards, they might become more receptive to the idea of seeking 

improved financial prospects elsewhere. 

The availability of perceived better job opportunities in the labor market can 

also influence an employee's intention to quit. If employees believe they can find a 

more rewarding job elsewhere, they may be more willing to explore those options. 

Understanding employee intention to quit is crucial for organizations to implement 

effective retention strategies. Regular employee feedback, conducting stay 

interviews, addressing concerns, providing growth opportunities, and creating a 

positive work environment are some of the approaches that can help reduce 
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turnover intention and promote employee loyalty and engagement. The positive 

relationship between PD and ITQ is supported by the Conversation of Resources 

theory.  

Compensation 

Compensation stands as the renumeration granted to an employee in return 

for their contributions or services rendered to an institution (Didit & Nikmah, 

2020). These contributions encompass their time, expertise, skills, capabilities, and 

dedication to the company. or an institution. Employee compensation is seen as 

ensuring employees’ financial stability. When achieved, compensation may 

improve people’s emotional coping, allowing them to aim for effective and 

functional methods to manage stress and continue to work (Baquero, 2023). 

Employee compensation is crucial because it occupies a central position within the 

employment dynamic, exerting an impact on both employees and employers alike. 

For employees, monetary considerations such as wages and salaries often constitute 

a significant share of their earnings, complemented by benefits that provide 

financial stability and healthcare coverage. Employee compensation strategies 

manifest variations across various aspects within employment entities, such as 

corporations, corporate departments, and establishments (Gerhart & Milkovich, 

1990, 1992; Gerhart et al., 1992). 

Intrinsic and extrinsic compensation are two types of rewards or incentives 

used by organizations to motivate and reward their employees for their 

contributions and performance (Georgiana-Florina et.al., 2022). These 

compensation approaches play a significant role in attracting, retaining, and 

engaging talent within a company or institution. Intrinsic compensation refers to 

the internal or psychological rewards that employees derive from their work 
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(Fishbach & Woolley, 2022). These rewards are inherent to the job itself and are 

often related to the fulfillment of personal and emotional needs. Some examples of 

intrinsic rewards include: job satisfaction, where employees find joy and fulfillment 

in their work, feeling a sense of accomplishment and purpose. Also, autonomy 

which implies, having the liberty to make choices and control their work processes. 

Again, having opportunities to develop new skills and expertise in their field. 

Furthermore, recognition in the sense of receiving acknowledgment and praise for 

their achievements. 

Lastly, being entrusted with meaningful and challenging tasks that lead to 

the achievement of the organisation's goals. While intrinsic rewards are powerful 

motivators, they may not always be sufficient on their own, especially in situations 

where employees face financial constraints or external pressures. Extrinsic 

compensation, on the other hand, refers to the tangible and external prizes that 

employees obtain for their work (Emmanuel & Nwuzor, 2021). These rewards are 

typically provided by the organization and are aimed at satisfying employees' 

practical and material needs. Some common forms of extrinsic compensation 

include: base salary,(fixed amount paid to an employee for their job role, usually 

provided on a regular schedule (e.g., monthly or bi-weekly), performance bonuses 

(additional payments given based on an employee's individual or team 

performance), benefits (healthcare coverage, pension schemes, allotted leave 

periods, and supplementary benefits furnished by the organization), stock options 

or equity (ownership in the organization, often offered as an incentive to retain 

employees and align their interests with the company's success) and commission 
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(percentage of sales revenue earned by employees in sales or business development 

roles). 

Akbar and Khanfar (2020) states that extrinsic compensation plays a crucial 

role in attracting and retaining talent, especially in competitive job markets, as it 

directly addresses employees' financial and security needs. In practice, successful 

organisations often blend both intrinsic and extrinsic compensation strategies to 

produce a well-rounded and motivating work atmosphere for their employees. By 

fostering a sense of purpose and accomplishment through intrinsic rewards and 

providing fair and competitive external compensation, companies can maximize 

employee satisfaction and performance. 

Relationship between Psychological distress and Intention to quit  

The relationship between the emotional dimension and intention to quit is 

critical in understanding why employees consider leaving their jobs or 

organizations. Emotional dimension refers to the range of feelings and emotional 

experiences that employees have in their work environment, including job 

satisfaction, job-related stress, burnout, and emotional well-being (Dreer2021). 

This emotional dimension can significantly influence an employee's intention to 

quit through job satisfaction, job dissatisfaction, stress, emotional well-being, 

organizational commitment and interpersonal relationships and support. The 

cognitive dimension and intention to quit are linked in the framework of employees' 

perceptions, thoughts, and beliefs about their job and work environment. According 

to Van Dam2021, cognitive dimension refers to the thought patterns and cognitive 

processes that individuals experience in response to their work-related experiences. 

It encompasses their attitudes, beliefs, and interpretations of their job and 

organizational factors.  
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Cognitive dimension can influence the intention to quit through; job 

dissatisfaction, perceived job alternatives, organizational justice, job stress and 

overload, career prospects, and organizational commitment (Abdulaziz et  al., 

2022). The behavioral dimension and intention to quit are closely connected, as an 

employee's observable actions and behaviors can provide valuable insights into 

their likelihood of leaving the organization. According to (Manning, 2020), 

behavioral dimension encompasses the actions and behavioral responses that 

individuals exhibit in response to their job and work environment. Behavioral 

dimension can influence the intention to quit through; job performance, attendance 

and punctuality, disengagement and withdrawal, reduced effort and initiative, 

increased job seeking activities, resistance to change and increased conflict (Kim 

et al., 2022). Behavioral dimension is not the only factor influencing the intention 

to quit. It is often intertwined with emotional and cognitive factors. For example, 

negative emotions and cognitive dissatisfaction may lead to behavioral changes, 

such as disengagement or reduced effort. Recognizing and addressing behavioral 

changes in employees can be crucial for managing turnover and promoting 

employee retention. 

However, Sorn et al., (2023) states that, open communication provides 

opportunities for growth and development, addressing concerns, and producing a 

positive and supportive work environment can all lead to reducing the intention to 

quit and fostering employee engagement and loyalty. The physiological dimension 

and intention to quit are interconnected through the mind-body connection. The 

physiological dimension refers to the physical manifestations and symptoms that 

people may experience in relation to their occupational stress and emotional 
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distress. On the contrary, the desire to resign alludes to an employee's 

contemplation or inclination to depart from their existing occupation or 

establishment. Physiological dimension can influence the intention to quit through; 

stress-related health issues, burnout, immune system suppression, sleep 

disturbances, fatigue and reduced energy and absenteeism and presenteeism 

(Steffey et al., 2023). These patterns can be indicators of an intention to quit as the 

employee's ability to cope with job stress diminishes. It is vital for organisations to 

recognise the effect of work-related stress on employees' physical well-being and 

its potential influence on the intention to quit. 

Moderating role of Compensation on the nexus between Psychological Distress 

and Intention to Quit 

In the context of the moderating role of compensation on the nexus between 

PD and ITQ, a study conducted by Skaalvik and Skaalvik in 2017 identified two 

distinct motivational factors that influence employees' decision to leave a job. The 

first factor is related to a learning-oriented environment, which includes elements 

such as teacher self-efficacy and job satisfaction. These factors lead to decreased 

motivation to quit. On the other hand, the second pathway is associated with 

perceptions of a performance-focused atmosphere, characterized by increased 

workload and emotional exhaustion. This leads individuals to be more motivated 

to leave their current position. 

According to Baquero (2023), it was found that psychological distress can 

predict individuals' intentions to quit their jobs. This relationship between 

psychological distress and intention to quit is not influenced by compensation, 

suggesting that employees may consider leaving regardless of their financial 

situation if they experience psychological distress. 
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Nevertheless, the impact of psychological distress on workers differs based 

on their compensation. Specifically, this connection is more significant for 

individuals who have high-income prospects. The empirical research conducted by 

Jiang et al., (2017) investigated the relationship between pay satisfaction, 

organizational commitment, and intention to quit among Chinese teachers. The 

study revealed that pay satisfaction significantly influenced the likelihood of 

quitting. Therefore, it is recommended that improving compensation practices 

could be effective in reducing teachers' intention to quit. Similarly, Günes and 

Yaman, study on the influence of compensation on the connection among work-

family conflict and intention to quit was examined among teachers in Turkey. The 

findings indicated that compensation acted as a moderator in the relationship. 

Specifically, it was observed that when teachers faced work-family conflict, higher 

levels of compensation were linked to lower intentions to quit their job. Based on 

these results, it can be inferred that enhancing compensation policies may serve as 

an effective approach to decrease the likelihood of teachers intending to resign 

when confronted with work-family conflict. Emoja (2016) also examined the 

connection between pay satisfaction, job satisfaction and teacher turnover intention 

in secondary schools in Kakamega Central District, Kenya and initiated that pay 

satisfaction was a crucial determinant of intention to quit. 

Moreover, in 2021, Obeng et al., conducted a research project, their focus 

was to investigate on how high-performance work practices impact employees' 

intentions to leave their jobs, with a particular interest in how employee morale 

plays a role in this relationship. Additionally, the study explored whether 

psychological capital, specifically traits like positivity, adaptability, and belief in 
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one's own abilities, could influence the connection between employee morale and 

turnover intentions. More importantly, it was observed that both training and 

empowerment influenced turnover intention. Some positive features were observed 

in relation to training and rewards which influenced job satisfaction, while 

empowerment resulted into more significant levels of affective organizational 

commitment. Additionally, it was discovered that both affective organizational 

commitment and job satisfaction are significant indicators of the intention to resign. 

Empirical Review 

Psychological Distress and Intention to Quit 

Work-related psychological distress that is high could result in lowered job 

involvement, lower satisfaction from the job, negatively perceived employers, and 

ultimately a wish to leave the organization. When an employee’s stress level is high, 

they will be more likely to show their intention to resign, particularly those that are 

depressed or anxious (Mensah et al., 2021). A survey conducted among teachers 

revealed that more than half experienced great stressors such as thinking of quitting, 

with beginner teachers, primary teachers and those in the countryside scoring 

highest. According to Baquero (2022), anticipation of uncertain future work 

conditions mediated through factors. Emerson et al. (2023) found that 

psychological distress was inversely correlated with academic burnout and 

intentions to leave among educators. Also, teacher well-being, job satisfaction, self-

perception tends to correlate, as well as go opposite with the intentions of quitting 

(McInerney et al., 2018). Aguiar-Quintana et al., (2021) show that job instability 

has negative effects on employee’s anxiety and depression; however, employee 

resilience can mitigate these effects. 
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For instance, online harassment can have an adverse impact on women 

journalists’ psychological health or even lead women journalists to quit their jobs 

(Lee & Park, 2023). Mazzetti et al., (2023) found that job satisfaction and 

commitment were strong among the examined outcomes of a meta-analysis on 

Work Engagement. Turnover intentions are predicted by workplace toxicity, which 

is however, moderated by gratitude (Garg et al., 2023). Work stress and workplace 

incivility cause work turnover, their mediator being work-family conflict 

(Mehmood et al., 2023). Nonetheless, according to Xie et al., (2021), job resources 

are negatively associated with burnout while job demands are positively related to 

psychological distress. Ofori et al., (2020) concluded that the major causes of 

psychological burnout among tutors in colleges of education in the Ashanti Region 

of Ghana were mainly job dissatisfaction (96%) and delayed salary payments 

(88%). The study revealed that failure to be committed to work and taking 

frustrations out on the teacher trainees were most likely consequences of stress on 

tutors. The hypothesis test outcomes indicated that there was no noteworthy 

variation in the expression of the causes and effects of psychological burnout 

among male and female tutors. Apart from the above, the research uncovered lack 

of dedication to work and unloading frustrations onto teacher trainees as main 

effects of stress upon tutors. By inference, the consequences of psychological 

burnout of tutors not only affect their psych emotional status, but also impact on 

the quality of training provided to teacher trainees. 

Hossain et.al., (2022) study on the prevalence of psychological burnout 

among secondary school teachers in Dhaka city and identification of demographic 

factors of teacher burnout. The researchers chose a cross-sectional survey method 
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to collect data. They purposively involved 77 teachers in this. The results of the 

study showed that the teacher’s burnout is affected by five demographic factors. 

Teachers’ involvement in extra-teaching assignments, teaching practice, school 

type, workload, and gender. This was proved by a Multiple Regression analysis 

indicating that these factors had a great bearing towards the psychological burnout 

of teachers in Dhaka city. 

Emotional Dimension and Intention to Quit 

Emotional factors have a great impact on an employee’s intention to quit, 

influencing aspects, including job satisfaction, burnout, stress, well-being, 

commitment, and interpersonal relationships. Mérida-López et al., (2020) show that 

social support, work engagement and emotional intelligence should be taken into 

account when exploring teachers’ intentions to leave their profession. This paper 

examines the relationship between support in the work-place environment, 

including colleague and supervisor’s support, and teachers’ quit intentions, based 

on the demands-resources theoretical framework. The study shows that work 

engagement fully mediates the relationship between social support and intention to 

quit. Secondly, emotional intelligence moderates the mediator effects of perceived 

support on intentions to quit. In particular, teachers with low work engagement and 

low emotional intelligence are more likely to show lack of support and a higher 

inclination to quit. 

However, in 2020, Schaack, et.al., explored the job demands and resources 

of 273 early childhood teachers in Colorado in another study. The researchers used 

a two-stage mediated model to investigate the linkages among work demands, job 

resources, occupational Burnout, and turnover intentions. The study showed that 

emotional exhaustion and depersonalization of teachers was related to aspects like 
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low job control, lack of collegial relationships in the program, and problematic 

pupils. It was found that teachers were happier with their jobs when they worked in 

programs that had common goals and provided them with greater control over their 

jobs. Again, teachers who earn lower wages and experience higher levels of 

emotional exhaustion, as well as having a weaker sense of shared vision with their 

organization, are more likely to intend to resign from their jobs. The presence of 

strong collegiality among teachers indirectly contributes to lower turnover 

intentions by reducing the occurrence of emotional tiredness. 

Additionally, Ulufer and Soran (2019) conducted a study on cabin crew in 

the aviation industry, titled "Effects of Demographic Factors and Personality on 

Emotional Labor: The Mediating Role of Intention to Leave." The research reveals 

that personality traits significantly influence emotional labor behaviors among 

cabin crew members. Moreover, the intention to leave the job acts as a mediating 

factor in the relationship between personality traits and emotional labor behaviors. 

In essence, certain personality traits impact how cabin crew members exhibit 

emotional labor, and their intention to leave the job serves as a mediator in this 

association. 

Cognitive Dimension and Intention to Quit 

Cognitive factors significantly influence the intention to quit through 

various mechanisms, including job dissatisfaction, perceived job alternatives, 

organizational justice, job stress, career prospects, and organizational commitment 

(Abdulaziz et al., 2022). These cognitive dimensions interact with emotional and 

behavioral dimensions, collectively shaping employees' decisions about staying or 

leaving an organization. Employees' overall perception of their job, encompassing 

their emotions, thoughts, and behaviors, plays a vital role in their intention to quit. 
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Addressing cognitive factors like job satisfaction, organizational justice, and career 

development is crucial for minimising the intention to quit and promoting employee 

retention. 

In a study by Sungur et al., (2019) examining paternalistic leadership, 

organizational cynicism, and nurses' intention to quit, results indicated that 

organizational cynicism and paternalistic leadership together explained 41.8% of 

the variability in the intention to resign. Notably, there was a strong inverse 

correlation among paternalistic leadership and organizational cynicism. As 

participants' levels of cynicism improved, so did their intention to quit. Conversely, 

higher evaluations of paternalistic leadership were associated with reduced 

cognitive, affective, and behavioral cynicism. Another study by Tuna et al., (2018) 

explored organizational silence, organizational cynicism, and the intention to leave 

the nursing profession. Findings revealed that organizational silence was primarily 

attributed to administrative and organizational factors, with ethical concerns also 

contributing. Organizational cynicism was moderate among participants, 

predominantly characterized by cognitive aspects. Significantly, a strong 

correlation existed among the phenomenon of organizational silence and cynicism 

among nurses, which greatly influenced their likelihood of leaving their current 

positions. 

Furthermore, Cicek et al., (2021) used structural equation modeling to 

investigate organizational cynicism's impact on turnover intention in technology 

companies in Istanbul. The results showed that both cognitive and affective aspects 

of cynicism were substantial indicators of turnover intention. Moreover, the 

presence of organizational support mediated the relationship between cognitive and 
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affective cynicism and the intention to leave the organization. This suggests that 

organizational cynicism is correlated with employees' inclination to quit, and the 

level of organizational support plays a mediating role in this connection. 

Lastly, Sánchez-Medina et al., (2020) explored the influence of work 

addiction on the intention to cease entrepreneurial activities in SMEs in the tourist 

industry. Their research found a positive relationship between drive and lack of 

work enjoyment and the intention to quit entrepreneurship. However, the link 

between work engagement and the intention to resign was not supported. 

Importantly, job satisfaction acted as a mediator, strengthening the impact of work 

motivation on the intention to quit entrepreneurship. This study underscores the 

importance of considering work enjoyment as a determinant of entrepreneurial 

disengagement in SMEs in the tourism industry. 

Behavioral Dimension and Intention to Quit 

The behavioral dimension, although significant, is closely intertwined with 

emotional and cognitive factors in influencing the intention to quit. Negative 

emotions and cognitive dissatisfaction can often lead to behavioral changes, such 

as reduced engagement or effort in the workplace. Recognizing and addressing 

these behavioral shifts among employees is crucial for effective turnover 

management and fostering employee retention. Sorn et al., (2023) propose that 

implementation of open communication practices is crucial in facilitating progress 

and advancement, resolving conflicts, and nurturing a constructive and encouraging 

work atmosphere. Such practices have potential to reduce employees' intention to 

quit while concurrently enhancing engagement and loyalty. 

However, Çankırand (2019) did a study on investigating the interplay 

among work engagement, job satisfaction, job performance, and the intention to 
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resign between workers in the education segment. The outcome confirmed the 

interconnectedness of work engagement and job satisfaction while emphasizing 

their distinctiveness. Job satisfaction exhibited greater predictive power concerning 

the intention to quit compared to work engagement. Job satisfaction also served as 

a mediator among work engagement and the intention to quit. Conversely, work 

engagement demonstrated stronger predictive power in relation to job performance 

when contrasted with job satisfaction. Work engagement also acted as a mediator 

between job satisfaction and job performance. These outcomes highlight thus, 

while work engagement is closely tied to positive outcomes like job performance, 

job satisfaction plays a more significant role in predicting negative attitudes, such 

as the intention to quit. 

Moreover, a study conducted by Akanbi et al., (2022), on the influence of 

employability, job satisfaction, commitment, job stress, and organizational 

citizenship behavior on turnover intentions among bank employees in Lagos State 

was explored. The study aimed to evaluate the relationships between these variables  

and employees' turnover intention, examining six hypotheses. Utilizing descriptive 

statistical methods, multiple regression, and Pearson's correlation analysis, the 

research uncovered essential findings. It demonstrated substantial relationships 

between employability, job satisfaction, commitment, organizational citizenship 

behavior, job stress, and employees' turnover intentions. Employability, 

contentment, commitment, and organizational citizenship behavior were found to 

exert negative effects on employees' intention to quit their bank employment. 

Conversely, workplace stress was associated with a favorable influence on 
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employees' intention to quit, highlighting the complex interplay of these factors in 

shaping turnover intentions among bank employees. 

Physiological Dimension and Intention to Quit 

Physiological dimension can significantly influence the intention to quit 

through various mechanisms, including stress-related health issues, burnout, 

immune system suppression, sleep disturbances, fatigue, reduced energy levels, 

absenteeism, and presenteeism (being physically present but not fully engaged in 

work tasks). These physiological indicators often serve as red flags for an 

impending intention to quit, as employees' ability to cope with job demands 

deteriorates. Recognizing the profound impact of work-related stress on employees' 

physical well-being and its potential link to the intention to quit is paramount. To 

address this, organizations should implement strategies aimed at reducing stress, 

foster a supportive work environment, and promote work-life balance. These 

measures can help alleviate the adverse physiological effects of stress, enhance 

employee well-being, and ultimately contribute to higher retention rates. 

Saputro et al., (2020) did a research study investigating the influence of 

workplace stress and workload on burnout and turnover intention in various 

branches of Erha Clinic. Employing path analysis and a correlation matrix 

generated using SmartPls 3.0 software, the study revealed several key findings: 

burnout was influenced partially and simultaneously by both work stress and 

workload, turnover intention was influenced partially and simultaneously by job 

stress, workload, and burnout and job stress's impact on turnover intention was 

mediated by burnout. However, the impact of workload on turnover intention was 

not mediated by burnout. The study also identified positive correlations between 
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maintaining an appropriate level of job stress and labor productivity. It emphasized 

the importance of ensuring employees have sufficient time and equipment. 

Moreover, strategies to manage workload levels that correlate positively with 

burnout were recommended. To mitigate turnover intention, strengthening training 

dimensions was advised, as they demonstrated a favorable association with 

employee performance. 

Furthermore, Ahmad et al., (2021) study examined the correlation among 

job stress levels among hotel employees and their intentions to leave their positions. 

By adopting a descriptive case study methodology, the investigation revealed a 

robust association among workers' levels of job stress and their intentions to leave 

the organization. However, it also underscored the significance of considering 

additional factors that may impact employees' intent to quit, including 

organizational factors, workload demands, scheduling arrangements, and 

opportunities for career advancement. These variables can also influence actual 

turnover rates within the hospitality sector, emphasizing the need for a 

comprehensive approach to understanding and addressing turnover. 

Compensation and Intention to Quit 

The impact of compensation on an employee's intention to quit their job is 

a recognized and significant influence. Recent research by Narisada and Schieman 

(2022) reveals a positive correlation between employees' perception of inadequate 

compensation and their likelihood of experiencing job dissatisfaction, ultimately 

leading to a heightened inclination to resign. However, previous research in this 

area has yielded inconclusive findings (Redondo et al., 2021). Some studies have 

found a noteworthy inverse correlation between compensation and the intention to 
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quit, indicating that individuals with higher compensation levels tend to have fewer 

intentions to leave (Kelly et al., 2019). 

On the contrary, a study by Zamel (2020) identified no significant 

association between compensation and the intention to quit. This implies that 

factors like job satisfaction, organizational commitment, and work-life balance may 

have more substantial effect on employees' intentions to leave their current 

employment. It's important to acknowledge that employee turnover intentions can 

be influenced by factors beyond just salary. Variables such as professional 

advancement prospects, employment stability, and the quality of the work 

environment may also exert a substantial influence (Iis et al., 2022). To mitigate 

the likelihood of employees harboring intentions to resign, employers must strive 

to offer equitable and competitive compensation packages. Additionally, creating a 

work environment that fosters job satisfaction and provides opportunities for career 

advancement is crucial (Dwesini, 2019). 

However, Agyapong et al., (2019) used structural equation methodology to 

examine the influence of remuneration parcels on employees' desire to leave in a 

technical university. Their results did not find a statistically significant relationship 

among salary, incentives, allowance, fringe benefits, and the intention to quit. Yet, 

it was observed that the dependent variable had a negative correlation with these 

predictors. This suggests that managers should consider non-monetary incentives 

when formulating compensation packages, alongside monetary rewards. The 

findings highlight the need for technical universities to reassess their remuneration 

strategies to incentivize staff and mitigate excessive employee attrition. 
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Furthermore, Celik et al. (2016) investigated the moderating role of self -

efficacy in the association among insights of justice and turnover intentions. Their 

findings showed a significant inverse relationship between individuals' insights of 

justice and their intentions to leave the organization. The research also identified 

certain aspects of self-efficacy as moderators for these impacts, except for 

individuals who demonstrated a significant inclination to invest effort in 

accomplishing tasks (Çelik et al., 2016). 

Additionally, Oetomo et al., (2016) conducted multiple regression analysis 

and found that both compensation and organizational citizenship behavior (OCB) 

did not exert a statistically significant influence on the intention to quit. This 

suggests that other variables may be influencing employees' inclination to resign 

from their positions. Meanwhile, Mitra et al. (2020) examined the relationship 

among compensation satisfaction (CS) and intention to quit (ITQ), with job 

satisfaction (JS) as a mediating variable. Their findings indicated that CS had a 

favorable impact on JS while having an adverse effect on ITQ. Job satisfaction was 

found to partially mediate the association between compensation satisfaction and 

intention to quit. This insight into the mediating role of JS offers valuable 

perspectives for human resource managers seeking to address turnover resulting 

from compensation-related concerns. 

Cudjoe (2016) also explored the relationship between compensation 

practices and employees' intention to quit at Cape Coast Polytechnic. The study 

found significant associations between various compensation elements, including 

salary, incentives, allowance, and fringe benefits, and employees' inclination to 

resign. It concluded that compensation methods play a pivotal role in influencing 
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employees' intention to leave their positions. In a 2021 study titled "Compensation 

and Employees' Intention to Quit in Selected Hotels in the Central Region: The 

Mediating Role of Job Satisfaction," the associations between compensation, job 

satisfaction, and intention to quit in the hotel industry were investigated. The study 

revealed that hotel staff generally felt content with their compensation packages. 

Furthermore, offering incentives, training opportunities, and allowances was more 

effective in recognizing and rewarding employees, compared to wages and fringe 

benefits. Significantly, both financial and non-financial remuneration exhibited a 

favorable correlation with employees' intent to leave the organization, with non-

financial compensation exerting a more significant influence. 

Moreover, Kristiawan et al., (2022) examined the effects of career 

development, salary, and organizational justice on employees' propensity to quit at 

Insurance Company X. The results highlighted that a substantial portion (68.4%) 

of employees' intention to quit at Insurance Company X can be attributed to 

compensation. However, it's crucial to acknowledge the presence of unexamined 

variables accounting for the remaining 31.6% of the intention to quit. The study 

underscores robust one-way association between compensation and the intention to 

quit. 

Conceptual Framework 

Bardach et al., (2022) states that, in the realm of education, the well-being 

and retention of teachers are paramount to the effective delivery of quality 

education. A significant factor that has garnered attention is the experience of 

psychological distress among teachers, and its potential link to their intention to 

quit. This research delves into a conceptual framework that illuminates the complex 

relationship between psychological distress, intention to quit, and the moderating 
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role of compensation among teachers in second-cycle institutions. Psychological 

distress encompasses the emotional and mental strain that arises from the 

multifaceted challenges encountered in the teaching profession (Heath et al., 2020). 

These challenges may include heavy workloads, student behavior management 

issues, administrative pressures, and limited resources. As teachers navigate these 

stressors, their psychological well-being can be significantly impacted (Jennings et 

al., 2019). This distress may manifest as feelings of burnout, anxiety, and even 

disillusionment with the profession. 

The intention to quit represents a critical crossroads in the career trajectory 

of teachers (Troesch & Bauer, 2020). It encapsulates the contemplation of leaving 

one's teaching position within second-cycle institutions. This intention is not 

merely a fleeting thought; rather, it can be a culmination of factors that have eroded 

the teacher's job satisfaction and overall sense of well-being. It is at this juncture 

that the potential departure of experienced educators from the field could have 

profound consequences on educational quality and student outcomes (Abu et al., 

2021). The moderating role of compensation is an influential variable that can either 

mitigate or exacerbate the impact of psychological distress on teachers' intention to 

quit. Compensation encompasses both financial and non-financial rewards, 

including salary, benefits, recognition, and opportunities for professional 

development. Ibrahim et al., (2021) states that, adequate compensation may serve 

as a buffer, mitigating the negative impact of psychological distress on teachers' 

intention to quit. Conversely, inadequate compensation might amplify the effect of 

distress on their intention to quit (Ewen et al., 2021).  

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



38 
 

Psychological distress, thus, has a direct impact on intention to quit. 

Additionally, there exists a connection between compensation and intention to quit . 

Lastly, compensation plays a moderating role in the relationship between 

psychological distress and intention to quit. 

Figure 1:0 Conceptual framework for psychological distress, intention to quit and 

compensation.  
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CHAPTER THREE 

RESEARCH METHODS 

Introduction 

The study investigated the influence of psychological distress and intentions 

to quit, as well as the role of compensation among second-cycle institutions in Cape 

Coast. This chapter elucidated the research approach, method, and outline the 

process that was employed to empirically test the hypotheses framed in the study. 

Consequently, the first section focused on the research design, encompassing the 

philosophical worldview and the chosen research approach. This was followed by 

a comprehensive description of the study area. The third part addressed the research 

method, including the identification of data sources, methods that was employed 

for data collection, specification of the study population and sample size, as well as 

the data analysis and presentation techniques that was employed. 

Research Philosophy 

The researcher's perspective when conducting a study is influenced by their 

beliefs, values, and worldview (Adjei, 2019). These foundational viewpoints, often 

called paradigms or philosophical assumptions, provide the basis for the study 

(Guba, 1990; Matta, 2022). Research philosophy comprises a set of principles and 

norms about facts generation (Saunders, 2003). These beliefs and assumptions 

guide the choice of research approach, whether qualitative, quantitative, or mixed 

methods (Creswell & Creswell, 2005). Saunders (2003) suggests that a well-

structured set of assumptions forms a strong research philosophy, which in turn 

guides the selection of appropriate research methods. It is of utmost importance for 

researchers in business and management to recognize the philosophical 

commitments they make through their chosen research strategy. These choices have 
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a noteworthy effect on the research process and the comprehension of the 

phenomena being studied (Farmer et al., 2006). Saunders (2003) presents three 

fundamental categories of research assumptions that can be used to distinguish 

research philosophies: ontology (the nature of reality), epistemology (the nature of 

knowledge), and axiology (the role of values in research). While various 

philosophical orientations shape research, three dominant philosophies; Positivism, 

Interpretivism, and Pragmatism have emerged as significant frameworks for 

guiding scholarly investigations (Truong et al., 2020). 

Positivism 

Positivism, a philosophical stance akin to the natural sciences, involves 

working within the boundaries of observable social reality to create law-like 

generalizations (Azevedo, 1997). In this framework, truth is considered universal 

and objectively determinable, independent of the researcher's influence. 

Knowledge acquisition is deductive, relying on scientific methods to establish these 

law-like generalizations (Creswell, 2014). Positivists emphasize scientific 

empiricism, striving for pristine data uncontaminated by human interpretation or 

bias, a quality praised for its potential to yield clear and accurate knowledge 

(Saunders et al., 2019). 

Positivism, as supported by scholars such as Saunders et al. (2016) and 

Sekaran and Bougie (2016), aims to investigate the objective reality and discover 

general truths in the field of management sciences (Bogopa & Marnewick, 2022). 

Extreme positivists perceive institutions and social entities as concrete, tangible 

entities and natural occurrences. They prioritize factual information and regular 

patterns that can be observed and quantified, considering these phenomena to be 
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the only reliable sources of meaningful data (Crotty, 1998). They aim to identify 

underlying patterns in data to formulate generalizations, in the form of rules and 

laws, facilitating understanding of behaviors and events in organizational contexts 

(Lee & Jones, 2015) 

Positivist researchers develop hypotheses based on existing theories, 

subjecting them to empirical testing, confirming, partially confirming, or rejecting 

them, a process reminiscent of natural sciences (Gill, 2018). Their approach is 

rigorous and structured to enhance replicability, focusing on collecting and 

analyzing quantifiable observations, often employing statistical techniques. 

However, they do collaborate with extra data collection methods and strive to 

measure qualitative data. For example, they may employ hypothesis testing on data 

originally obtained through interviews (Saunders et al., 2007). 

Post-positivism 

In response to the limitations and critiques of positivism, post-positivism 

emerged as a philosophical perspective (Hammersley, 2019). While positivism 

emphasizes empirical observation and the pursuit of objective truths, post-

positivism acknowledges subjectivity, interpretation, and social context in 

knowledge construction (Rahman, 2023). Academics in this context contend that 

the process of scientific inquiry is shaped by various factors, including the 

researcher's background, morals, and cultural context. These elements impact both 

the generation and interpretation of knowledge (Rahman, 2023). They contend that 

scientific theories and observations are inherently value-laden and influenced by 

human perspectives, challenging the idea of absolute objectivity in scientific 

endeavors. 
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The study adopts the post-positivism philosophy since it acknowledges the 

complexity of reality and human experiences, urging researchers to explore various 

perspectives and factors influencing phenomena. This stance prioritizes critical 

analysis, enabling researchers to question assumptions and enhance awareness of 

biases in observations. It often integrates diverse research methods, enabling a 

comprehensive view of data from multiple sources. This perspective accepts 

knowledge as provisional, allowing for flexibility based on new evidence. 

Researchers consider broader socio-cultural contexts, leading to nuanced analyses. 

By challenging absolute certainty, it fosters humility and emphasizes rigorous 

research practices, resulting in credible outcomes. Implementing post-positivism 

supports a critical, reflective approach, facilitating a deeper understanding of 

studied complexities. This framework upholds empirical investigation while 

accommodating intricate human experiences. 

Research Approach 

There are three primary research approaches: qualitative, quantitative, and 

mixed methods, as outlined by Creswell (2016). Saunders et al. (2016) highlight  

three key distinctions among quantitative and qualitative research methods. First, 

quantitative research involves defining variables, formulating research hypotheses, 

which are not feasible in qualitative research. Second, quantitative research 

emphasizes objectivity and impartiality in data collection and analysis, while 

qualitative research allows for more subjective interpretation. Lastly, quantitative 

research typically uses larger sample sizes for broader generalization, whereas 

qualitative research relies on smaller samples with limited generalizability. 

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



43 
 

This study, aligned with a post-positivist stance, adopts a quantitative 

approach, as emphasized by Creswell (2014). The quantitative approach involves 

collecting numerical data processed through mathematical and statistical tools to 

clarify concepts. In line with this perspective, the study utilizes a post-positivist 

quantitative data collection and analysis to examine the influence of psychological 

distress (PD) on the relationship between intentions to quit (ITQ). This choice is 

justified by the need to establish and define variables within the study's framework, 

facilitating hypothesis formulation. Moreover, using a questionnaire as the research 

instrument ensures objective data collection and analysis, minimizing the 

researcher's influence. To achieve a representative sample, random sampling was 

employed to select teachers from various second-cycle institutions in Cape Coast. 

The study’s results can be confidently applied to the broader population due to the 

substantial size of both the staff population and sample size. 

Research Design 

The research design plays a crucial role in connecting conceptual research 

problems with empirical research, providing specific guidance for research 

procedures (Asenahabi, 2019; Baloyi & Malatji, 2023; Creswell, 2014). It outlines 

a strategic approach to data gathering, measurement, and analysis in alignment with 

the study's main questions (Sekaran & Bougie, 2013). Additionally, the research 

design serves as a framework encompassing information collection, research 

execution, ethical considerations, associated research activities, and their respective 

timelines (Cooper & Schindler, 2014; Saunders et al., 2012; Dossa et al., 2022). 

This study employed an explanatory research design with a quantitative 

approach, chosen to elucidate the phenomenon under investigation (Neubauer et 

al., 2019). It aimed to assess levels of psychological distress (PD) and intentions to 
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quit (ITQ) among second-cycle institutions in Cape Coast and explore the potential 

relationship between PD and ITQ. Cross-sectional study was conducted, where data 

was examined at a specific point in time and participants were chosen based on 

specific variables (Koob et al., 2021). This design aligns well with the clearly 

defined research questions, allowing for a comprehensive evaluation of the 

influence of PD (independent variable) on ITQ (dependent variable), reducing 

errors, and enhancing the understanding of the concepts under study (Sekaran & 

Bougie, 2013). 

In this study, the dependent variable was ITQ, while PD served as the 

independent variable and compensation as the moderating variable. The study 

aimed to analyze how variations in the independent variables can influence changes 

in the dependent variable (Saunders et al., 2012). The research considered several 

aspects, including gender, age, job function, tenure in the organisation, and the 

duration of exposure to the present line administrator, as determinants in the 

analysis. 

Study Areas 

The Cape Coast Metropolitan is one of the 261 Metropolitan, Municipal and 

District Assemblies located in Ghana. Specifically, it is included among the 22 

MMDAs found within the Central Region (Asante & Helbrecht, 2020). Covering 

an area of 122 square kilometers, it is the smallest metropolis in the country (Biney 

& Boakye, 2021). The Cape Coast Metropolitan Assembly is among the twenty-

two districts in the Central Region of Ghana (Gyesaw2020). It is also one of the 

109 municipal districts in the country which is situated in the southwest part of the 

Central Region. The municipality’s capital town is Cape Coast, which is also the 

regional capital (Manu et al. 2019). Cape Coast Metropolis is distinguished as an 
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education-focused locality due to the presence of numerous Grade "A" Senior High 

Schools, as classified by the Ghana Education Service, within the region (Owusu, 

2021). Cape coast schools is part of ranked Senior High Schools (SHS) in Ghana 

in terms of excellence teaching. This is the reason for choosing teachers from 

second-cycle institutions in Cape Coast Metropolis as the study area.  

Study Population 

Churchill and Iacobucci (2006) explains that a population refers to a 

collective of individuals who possess specific characteristics. Similarly, Malhorta 

and Birks (2020) define a population as a set of participants from which a sample 

is selected to collect data for a study. In the present research, the focus was on all 

teachers within Second-cycle institutions located in the Cape Coast metropolis. The 

respondents of the study comprised 317 teachers, from diverse Second-cycle 

institutions, their involvement facilitated the analysis of the connection between PD 

and ITQ. 
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Table 1: Study Population 

No Name of School Number of Staff 

1 Wesley Girls Senior High, Cape Coast 41 

2 

3 

University Practice Senior High School 

Aggrey Memorial SHS 

31 

30 

4 St. Augustine's College 40 

5 Mfantsipim School 33 

6 Adisadel College 35 

7 Ghana National College 27 

8 Cape Coast Technical Institute 23 

9 

10 

Efutu Senior High School 

Holy Child School 

22 

35 

 TOTAL 317 

Source: Field, Survey Owusu (2023) 

Sample Size and Sampling Procedure 

A sample, as defined by Quinlan et al., (2018), represents a small portion of 

a population and is considered representative of the entire population. To make 

generalizations from the population to the target, Creswell et al., (2003) 

recommends working with a group of participants. Similarly, sample is described 

as "a subset of a population," and sampling, as defined by Polit and Beck (2010), 

involves choosing a portion of the sample population to stand for the whole group. 

Employing samples, rather than examining the entire target population, is more 

practical and cost-effective (Bell et al., 2022). Lopez & Whitehead, (2013). further 

characterizes sampling as the process of collecting data from a sufficient quantity 
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of items in a cohort, allowing for generalizations about the population based on the 

sample's study and characteristics. 

Sampling proves more efficient and cost-effective than analyzing the entire 

population, particularly when the population is large. As described by Sharma, 

(2017), researchers gather data from smaller subsets or subgroups of the population 

to acquire information that accurately represents the whole population being 

studied. However, McDonald and Adam, (2003) notes that random selection may 

not always be feasible if the sample does not accurately reflect the general 

population. Researchers have access to two main types of sampling approaches: 

probability (e.g., simple random sampling, stratified sampling, systematic and 

cluster sampling) and non-probability (e.g., quota sampling, convenience sampling, 

and purposive sampling). 

 Probability sampling enables the analyst to determine the likelihood of 

each unit in the population being included in the survey, while non-probability 

sampling lacks this ability to define the inclusion likelihood of each component 

(Chen, 2020). For this study, which involves selecting 169 teachers from second-

cycle institutions in Cape Coast, the research used the simple random sampling 

method, guided by Krejcie and Morgan's sample size table. According to Krecjie 

and Morgan, it is recommended that the minimum threshold for a sample size 

should be based on the population under study (Ghazali et al., 2022). In order to 

compensate for potential losses, the researcher opted to choose a sample size of 

200. For the sample size determination method, Krejcie and Morgan's 1970 formula 

was implemented.  

Required Sample Size = 
𝑋2NP(1−P)

𝑑2 (N−1)+𝑋2P(1−P)
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Where:  

𝑋2= the table value of chi-square for one (1) degree of freedom at the desired 

confidence level 

N= the Population Size 

P = the population proportion assumed to be 0.50 since this provides the maximum 

sample size 

d= the degree of accuracy expressed as a proportion (0.05) 

Appendices II provides Krejcie and Morgan's Table for determining sample size.  

Measurement of Variables 

The variables used in this study were assessed based on prior empirical 

research in fields of psychological distress, intention to quit and compensation. This 

facilitated the development of tool based on established measurements.  

Psychological Distress  

The study utilized four aspects of psychological distress for the assessment 

of innovation, which were derived from the work of Crosswell et al., (2020). The 

tools employed to evaluate individual psychological distress were adopted from 

established frameworks within the fields of psychology and mental health. The four 

dimensions of psychological distress, namely emotional, cognitive, behavioral, and 

physiological, are widely acknowledged within the field. These dimensions are not 

ascribed to any singular entity or institution, but instead encompass a holistic 

framework for comprehending the diverse facets of psychological distress 

encountered by individuals. Psychologists, therapists, researchers, and clinicians 

commonly employ these dimensions to evaluate and manage various aspects of 

distress, with the aim of delivering efficient support and therapy.  
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The measurement of psychological distress aspects in this study was based 

on the examination of shared values, beliefs, and assumptions pertaining to 

appropriate behavior and interpersonal interactions within the organizational 

context. This discovery is consistent with prior studies conducted in the realm of 

psychological distress. The signs for distress encompass various domains, 

including emotional, cognitive, behavioral, and physiological. The measurement of 

all items was conducted using a seven-point Likert scale ranging from 1=Least level 

of agreement…7=Highest level of agreement was utilized to allow participants to 

express the level of adoption of the indicated practice for each item. 

Intention to Quit 

The phenomenon of intention to quit refers to an individual's inclination or 

desire to voluntarily terminate their employment or discontinue their involvement 

in a particular organization. The researcher built a survey questionnaire based on 

Roodt's work in 2004 and utilized this instrument to gather data. The utilization of 

the Turnover Intention Scale (TIS-6) is a method employed by Bothma and Roodt 

(2013) to measure the intention of employees to leave their present employment. 

The TIS-6 is a scale consisting of six items that has been modified by the 

aforementioned authors. The ITQ questionnaire comprises five questions, each on 

a seven-point Likert scale, where respondents rate their responses on a scale from 

1=Least level of agreement…7=Highest level of agreement (Ugwu et al., 2020).  

Compensation 

The measurement of compensation in this study was conducted using the 

PayScale instrument, which has been specifically developed for the purpose of 

assessing compensation (Muguongo et al., 2015). The PayScale survey comprises 
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ten questions, each utilizing a seven-point Likert scale. The scale ranges from 

1=Least level of agreement…7=Highest level of agreement .  (Kucherov & 

Manokhina, 2017). 

Data Collection Instrument 

According to Parahoo (2000; Hinsliff & Thomson, 2004), a research 

instrument can be referred as "survey method." The questionnaire served as a 

valuable tool for assessing knowledge, attitudes and abilities in the study. The 

primary data collection instrument allowed the researcher gather important 

information from participant. The questionnaire was administered to teachers from 

Second-cycle institutions in Cape Coast metropolis. It is advantageous to use 

questionnaires as they can be completed conveniently on-site at work or home by 

the respondents (McClelland, 1994). Mohajan (2020) defines a survey as a data 

collection tool that becomes effective when the researcher determines what is 

necessary and how to measure the variables of interest. The questionnaire had a 

structured format and was divided into four sections.  

Section A focused on capturing the demographic characteristics of the 

respondents. Section B measured Psychological Distress and its dimension using 

Kessler Psychological Distress Scale (K10), developed by Kessler et al., in 2003. 

The scale consisted of five questions each on emotional, cognitive, behavioral and 

physiological dimension, each with a seven-level response ranging from 1=Least 

level of agreement…7=Highest level of agreement (Ledochowski et al., 2012). 

Section C measured ITQ using the turnover intention scale (TIS-6) is a six-item 

scale adapted by Roodt in 2004 (Bothma& Roodt (2013). The scale consisted of 

five questions each with a seven-point scale, ranging from 1=Least level of 

agreement…7=Highest level of agreement (Ugwu et al., 2020). The ITQ asked 
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respondents how often they contemplate quitting their jobs. Lastly, Section D 

measured CPP using the PayScale instrument specifically designed for assessing 

compensation (Muguongo et al., 2015). The PayScale consisted of ten questions 

each with a seven-point scale, ranging from 1=Least level of 

agreement…7=Highest level of agreement.  (Kucherov& Manokhina, 2017).  

Pre-Testing 

Pre-testing, as outlined by Rothgeb (2008) and emphasized by Pallant 

(2020), is a method used to validate a survey instrument and its measurements. It 

plays a crucial role in ensuring that questionnaire items, guidelines, and scale items 

are vibrant and unambiguous to possible respondents, thereby facilitating accurate 

and appropriate responses. Pre-testing is a vital step in refining the survey 

instrument, ensuring its validity and reliability, as emphasized by Converse and 

Presser (1986). It aimed to establish a common understanding of the survey among 

both respondents and researchers. In this study, pre-testing was carried out with 

teachers from Second-cycle institutions in Cape Coast. The sample size for pre-

testing is considered sufficient, meeting the minimum criteria of 10, as suggested 

by Saunders et al. (2016) for student pre-testing studies. Through the pre-testing 

process, necessary adjustments were made to some questionnaire items, ultimately 

enhancing the quality and effectiveness of the instrument. 

Validity and Reliability 

When evaluating a research instrument, two key considerations are 

reliability and validity. Validity pertains to the degree to which the instrument 

accurately assesses the intended measurement, rather than assessing an entirely 

different aspect (Taber, 2018). On the other hand, reliability, as described by Taber, 

is the degree to which a research instrument consistently produces the same 
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measured results when the measurements are repeated. To measure the instrument's 

reliability, Cronbach's alpha value will be utilized (Rojon & Saunders 2012). This 

coefficient, known as Cronbach's alpha, is calculated to validate and ensure the 

reliability of the instrument (Taber, 2018). Usually, Cronbach's alpha coefficients 

of 0.70 or higher are considered acceptable (Taber, 2017). Nevertheless, alpha 

values of 0.5 are also deemed adequate (Boohene et al., 2012). 

Data Collection Procedure 

Various methods exist for administering questionnaires, such as Internet-

based surveys, postal delivery, or hand delivery (Sekaran & Bougie, 2016). The 

chosen method for this study involved the manually delivery and collection process.  

This approach places the responsibility of delivering and collecting completed 

questionnaires on the researcher, rather than relying on postal services, to avoid 

inconveniencing respondents. The researcher personally visited Second-cycle 

institutions in Cape Coast, delivering questionnaires to the teachers and arranging 

collection at a mutually agreed-upon time. 

 Questionnaire administration was scheduled for 2023 during regular 

working hours. To ensure the necessary approvals, the researcher acquired 

introduction letters from their supervisor and the Head of the Department of 

Management, which was sent to the Institutional Review Board of the University 

of Cape Coast (UCCIRB). Once approvals were secured, the researcher used an 

introductory letter from the Head of the Department of Management to request 

consent from the Directorate of Human Resources at the selected Second-cycle 

Institutions where the study took place. This letter clarified the study's purpose, 

underline its importance, and inform respondents of the voluntary and anonymous 

nature of their participation.  
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After obtaining consent from teachers at the Second-cycle institutions who 

were willing to participate, the researcher proceeded to administer the 

questionnaires. Distribution and collection occurred over five days, with 

questionnaires provided to employees from 9:00 am to 4:00 pm each day. 

Completed questionnaires were collected as agreed upon with the participants. 

Response rate 

The researcher successfully obtained a sample of 200 participants to 

complete the questionnaire in this study. Out of these, a total of 169 questionnaires 

were completed and returned, while 31 were not returned. This resulted in a 

response rate of 84.5%, indicating a high level of participation, with only 18.34% 

non-response rate. Although an ideal response rate is difficult to determine 

precisely, researchers typically consider rates above 60% as satisfactory (Bonell et 

al., 2012; Fincham, 2008). Similarly, Mugenda and Mugenda suggest that a 

response rate of at least 50% is acceptable for analysis and reporting purposes.  

Therefore, achieving a response rate above 60% can be considered good, 

whereas rates exceeding 70% are excellent outcomes.   The researcher attributes 

the high response rate partly to personal contacts within the study area who played 

an instrumental role in gathering the data. Additionally, the researcher conducted 

several follow-ups call to address any concerns or queries from participants which 

likely contributed positively towards attaining such favorable results. 

Data Analysis 

The data collected was processed and analysed using the Statistical Package 

for Social Sciences (SPSS, version 26.0) and Smart PLS. The analysis encompassed 

descriptive statistics and partial least square equation model analysis. Each item in 
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the completed questionnaire were coded, categorized, and quantified. The 

demographic traits of the participants were analysed using descriptive statistics, 

which included frequencies and percentages. To fulfill the study's objectives, 

Partial Least Squares Structural Equation Modeling (PLS-SEM) was utilized. This 

approach well-suited this research as it combined the strengths of various 

commonly employed multivariate techniques, including discriminant analysis, 

canonical correlation, regression analysis, and factor analysis (Haenlein & Kaplan, 

2004). The PLS-SEM model ensured that the study attained satisfactory levels of 

validity and reliability. The questionnaire items’ reliability was evaluated using 

metrics like Composite Reliability and Cronbach’s alpha. Furthermore, the validity 

of the results was scrutinized through convergent and discriminant validity 

analyses. 

Moderation Procedure in SEM 

Structural Equation Modeling (SEM) is recommended for moderation 

analysis by researchers. SEM is a highly adaptable and powerful multivariate 

technique that employs a conceptual model, path diagram, and a set of 

interconnected regression-style equations to analyze complex and dynamic 

relationships within a network of experimental and overlooked  variables. A 

moderator variable influences the relationship between a predictor variable (X) and 

an outcome variable (Y), often impacting the strength of this relationship. In this 

study, compensation acts as a moderator in the relationship between psychological 

distress and intention to quit. The examination of this moderator effect aligns with 

the systematic moderator analysis process in PLS-SEM, as guided by Sarstedt et 

al., (2014) and Matthews et al., (2018). 
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Assessment of Measurement Models 

To evaluate the structural model effectively, it is crucial to ensure that the 

measurement model satisfies two key criteria: validity and reliability. The current 

study has established the model’s validity by assessing both convergent validity 

and discriminant validity. Additionally, the reliability of the constructs has been 

evaluated by examining both internal consistency reliability and composite 

reliability. 

Internal Consistency Reliability 

Internal consistency is a statistical measure employed to evaluate the extent 

to which the outcomes obtained from several items within a given test exhibit 

coherence and reliability (Hajjar, 2018). The purpose of this analysis is to assess 

the degree of correlation among the questions inside a questionnaire that measure 

a particular construct (Drolet & Morrison, 2001).  According to Nunnally and 

Bernstein (1994), exploratory research is considered adequate when values fall 

within the range of 0.6 to 0.7, whereas advanced research is rated acceptable when 

values range from 0.7 to 0.9.  In the present investigation, the observed values 

ranged from 0.6 to 0.9, which were considered to be within an acceptable range. 

Convergent Validity  

Degree of agreement the extent of agreement among a set of questionnaire 

items used to evaluate a specific construct (MacKinnon, 2008). Construct validity 

pertains to how accurately a test measures the intended construct it is designed to 

assess. Convergent validity, on the other hand, involves establishing a relationship 

between two items that aim to measure the same underlying concept. Construct 

validity is determined through the use of statistical techniques such as Average 

Variance Extracted (AVE) and factor loadings. Convergent validity is considered 
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to be achieved when the value of Average Variance Extracted (AVE) is equals or 

exceeds 0.50. This criterion is supported by research conducted by Benitez et al., 

(2020) and also the study by Fornell and Larcker (1981). 

Discriminant Validity 

Discriminant validity serves to establish that two constructs, which are not 

anticipated to exhibit any significant relationship, are indeed unrelated. 

Discriminant validity pertains to the degree to which a construct is unique and 

represents a different concept that is not already captured by another construct 

inside the model (MacKinnon, 2008). The assessment of discriminant validity can 

be conducted by the examination of cross loadings between constructs, the use of 

the Fornel-Larcker criterion, and the utilization of the Heterotrait-Monotrait Ratio 

of correlation (HTMT) method (Hair et al., 2013). According to Henseler et al., 

(2015), an HTMT ratio below 0.850 indicates the presence of discriminant validity 

in a latent construct.  

Assessment of the Structural Model 

Once the necessary requirements for measuring the model have been 

fulfilled, the next step is to assess the structural model. The initial phase involves 

calculating the coefficient of multiple determinations (R2) for each endogenous 

construct in PLS-SEM. According to Hair et al. (2014), a coefficient of 

determination (R2) reaching a value of 0.75 is considered statistically significant. 

The subsequent phase involved evaluating the regression coefficients associated 

with the confirmed latent variables. A regression coefficient of 0.05 is regarded as 

statistically significant, as indicated by Efron and Tibshirani (1993). Additionally, 

it's crucial to evaluate the impact of individual endogenous variables on the 
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exogenous variable. This assessment is achieved through an examination of the 

effect size, where the metric f2 is used to quantify the extent of influence. 

Cohen (1988) suggests that f2 values of 0.02, 0.15, and 0.35 indicate modest, 

medium, and high impacts of the exogenous latent variable, respectively. The final 

assessment revolves around the model's predictive capability, which is evaluated 

using Stone-Geisser's Q2 statistic (Stone, 1974). As per Hair et al., (2016), a 

predictive relevance value of 0.35 is considered substantial for a specific 

endogenous concept. 

The Structural Model of the Study 

 The section outlines the structure of the model used in this study, as depicted 

in model 1. It highlights the exogenous and endogenous variables, along with their 

respective indicators. This study consists of four exogenous variables: emotional 

dimension (EPD), cognitive dimension (CPD), behavioral dimension (BPD), and 

physiological dimension (PPD). Additionally, there is one endogenous variable.  

The endogenous is intention to quit (ITQ) and the moderating variable is 

compensation (CPP),  

The latent variable emotional dimension was measured by five indicators 

(EPD1, EPD2, EPD3, EPD4and EPD5). Again, cognitive dimension was measured 

by five indicators (CPD1, CPD2,CPD3, CPD4and CPD5). Behavioral dimension 

was also measured by five indicators (BPD1, BPD2, BPD3, BPD4 and BPD5). 

Physiological dimension has five indicators (PPD1, PPD2, PPD3, PPD4 and 

PPD5). The latent variable incremental innovation is measured by five indicators 

(ITQ1, ITQ2, ITQ3, ITQ4 andITQ5). Lastly, the moderating variable, 
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compensation, was measured by ten indicators (CPP1, CPP2, CPP3, CPP4, CPP5, 

CPP6, CPP7, CPP8, CPP9and CPP10). 

Figure 1: Model I 

 

Figure 2: Model II 

 

Structural model 

Source: Smart PLS, 2019 
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The model (2) includes 9 hypotheses regarding the paths. The research suggests 

that there is a positive association between EPD and ITQ, CPD and ITQ, BPD and 

ITQ, and PPD and ITQ. Additionally, the study proposes a positive correlation 

between CPP and ITQ. Furthermore, the study hypothesizes a positive relationship 

between CPP, PD, and ITQ. 

Common Method Bias  

Self-report measures can introduce common method bias, a bias in research 

findings resulting from using a single method, like surveys, for data collection 

(Podsakoff et al., 2003; Favero & Bullock, 2015). Social desirability, where 

respondents may answer in a certain manner to align with societal norms, can also 

contribute to common method bias (Kock & Lynn, 2012). To mitigate this bias, the 

researchers exclusively used previously validated and assessed scales (Alfes et al., 

2013). One approach to assess common method bias (CMB) involves Harman's 

single factor test (Podsakoff & Organ, 1986) and examining VIF scores (Kock & 

Lynn, 2012). According to Podsakoff and Organ (1986), a single dominant factor 

in factor analysis suggests significant common method bias (CMB), as most 

covariance among independent and criterion variables is attributed to this factor. 

Hence, it is improbable that CMB posed a significant concern in the context of this 

investigation. 

Ethical Consideration 

Ethical considerations in research involve determining the moral principles 

guiding a study's conduct (Neuman, 2014), especially when human subjects are 

involved. To ensure ethical compliance, this research study followed to the ethical 

guidelines set by the University of Cape Coast (UCC). Ethical clearance was 
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obtained from the Institutional Review Board of UCC (UCCIRB/CHLS/2023/54), 

and permission was sought from the institutions where questionnaire respondents 

were employed (see Appendix C). In line with recommendations by Saunders et al., 

(2007), respondents provided consent, research objectives were clearly 

communicated, and assurance of ethical conduct was given. The questionnaire 

included a cover letter requesting respondents' consent, emphasizing that the study 

is solely for academic purposes, and assuring anonymity and confidentiality. While 

researchers have the right to seek new knowledge, it should not infringe upon the 

rights of those being studied (Neuman, 2014).  

Hence, in this research study, the rights of respondents were upheld. They 

were notified that they had the option to opt out of the survey if they felt 

uncomfortable with the questions asked. Participation in the study was emphasized 

as entirely voluntary. 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

Introduction 

This chapter explores the key findings pertaining to the specific research objectives 

and central hypothesis of the study in a professional manner. The outcomes are 

based on the participants’ demographics, the impact of psychological distress on 

the intention to quit (including emotional, cognitive, behavioral, and physiological 

aspects), the influence of compensation on the intention to quit, and the role of 

compensation in moderating the relationship between psychological distress and 

the intention to quit among teachers in second-cycle institutions within the Cape 

Coast Metropolis. The conclusion provides a thorough analysis and discussion of 

these study findings. 

Demographic Information of Respondents   

This section offers an exploration of the participant demographics, 

employing various statistical methods such as descriptive measurements like 

frequencies, pie charts, and percentages. The purpose of this study was to analyse 

key demographic aspects among teachers, including gender, age, years of work 

experience, and educational qualifications. This analysis of demographic 

characteristics is crucial as it helps guide the research process in assessing whether 

respondents have the requisite level of maturity, authority, and autonomy to provide 

reliable and accurate information. This data forms the basis for making well-

informed judgments. 

Table 2 displays the demographic distribution for the complete sample, 

which comprises a total of 169 questionnaires retrieved from teachers in second -

cycle institutions in Cape Coast Metropolis for further analysis. 
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Table 2: Demographic Information of Respondents 

 

 

The data displayed in Table 2 reveals that among the 169 respondents, there were 

97 males, representing 57.4 % of the total participants surveyed, while 72 females 

constituted 42.6% of the overall sample for this study. It's essential to note that the 

57.4% male representation in the respondents does not imply a male-dominated 

teaching workforce in the Cape Coast Metropolis's second-cycle institutions. This 

 Frequency Percentage 

Sex  

Male   

Female  

Age 

 

  97 

  72 

 

57.4 

42.6 

20-25 years 4 2.4 

26-35 years 44 26.0 

36-45 years 47 27.8 

46-55 years  43 25.4 

Above 55 years 31 18.3 

Educational 

Qualification 

  

First degree Level 69 40.8 

Second degree Level 30 17.8 

Ph.D. Level 45 26.6 

Other specify                            

Work experience 

25 14.8 

1 years 10 5.9 

2-5 years 52 30.8 

6-9 years 67 39.6 

Above 9 years  40 23.7 

Total  169 100 
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outcome aligns with the results of a previous study by Magar et al. (2019), which 

also stated higher male presence in the African job market.  Among the 169 

respondents, there were 4 individuals aged between 20 and 25 years, representing 

a specific demographic segment that constituted 2.4% of the total participants in 

the study.  

Furthermore, 44 respondents fell within the age bracket of 26 to 35 years, 

making up 26.0% of the participant pool. Additionally, 47 participants aged 

between 36 and 45, with a percentage of 27.8% of the sample. The age category 

encompassing individuals aged 46 to 55 contributed 25.4%, while those aged above 

55 comprised 31 respondents, representing 18.3% of the total participants in the 

study. It's noteworthy that a smaller subset of 4 participants belonged to the 20 to 

25 age group, making up 2.4% of the overall participant cohort analyzed. These 

findings indicate that a significant majority, exceeding 56.2%, of the teachers who 

participated in the study were categorized as youthful, aged below 45 years. 

Furthermore, when examining the educational backgrounds of the 169 

participants, it became evident that: 69 individuals, comprising 40.8% of the 

respondents, had obtained bachelor's degrees, 30 participants, representing 17.8%, 

held second degrees, and 45 respondents, constituting the majority at 26.6%, had 

earned Ph.D. degrees. The remaining 25 participants, a minority accounting for 

14.8% of the group, possessed various alternative educational qualifications. This 

statistical breakdown of the participants' educational achievements clearly 

illustrates that all those surveyed had attained some form of educational 

qualification. Additionally, the findings underscore a significant prevalence of first-

degree qualifications among the respondents. 
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Regarding the duration of teachers in second-cycle institutions in Cape 

Coast Metropolis, as shown in Table 2, the analysis revealed that 10 respondents 

(5.9%) had a tenure of less than 1 year, while 52 respondents (30.8%) had been in 

service for a period ranging from 2 to 5 years. Furthermore, 67 participants (39.6%) 

had accumulated between 6 to 9 years of service. Additionally, 40 participants 

(23.7%) had served in the assembly for over 6 years. This assessment emphasized 

that more than 60.4% of the participants possessed experience exceeding 3 years in 

their roles, indicating a substantial reservoir of expertise among the respondents, 

which could significantly contribute to the study. 

The Findings of the Main Study Objectives 

This section offers a comprehensive overview of the results and analysis 

obtained from the study's three main research objectives. The Smart PLS software 

was employed to perform structural equation modeling, in line with the study's 

hypotheses, in the context of conducting data analysis. The presentation of findings 

and analysis is structured to correspond with the specific research objectives 

outlined in this study. 

Assessment of Measurement Models for the Study   

This section focuses on the measurement models employed in the research. 

It starts with an examination of the loadings of indicators. The assessment of the 

measurement model includes several facets: indicator loadings, internal 

consistency reliability (also referred to as composite reliability), convergent 

validity (assessed through average variance extracted or AVE), and discriminant  

validity (evaluated using the Fornell-Lacker and HTMT methods). The research 

team employed a dependable Partial Least Squares (PLS) technique to generate 
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indicators for evaluating the measurement model. The outcomes of these 

assessments are depicted in the following tables. 

Assessing indicator loadings 

Table 3 illustrates that certain indicators have been excluded when 

compared to the indicators in Figure 2. To enhance the overall model's reliability, 

all indicators with loadings below the suggested threshold of 0.6, as advised by Hair 

et al. (2019), were omitted. Out of the 25 indicators in total used to measure various 

latent variables, 8 indicators were removed due to their failure to meet the criteria 

for indicator reliability. The table displays the loadings of the items. 

Table 3: Indicator loadings 

 EPD CPD BPD PPD ITQ 

EPD2 0.826     

EPD4 0.860     

EPD5 0.882     
CPD1  0.901    
CPD2  0.878    

CPD4  0.814    
CPD5  0.889    

BPD2   0.893   
BPD3   0.902   
BPD5   0.857   

PPD1    0.810  
PPD3    0.914  

PPD4    0.901  
PPD5    0.938  
ITQ2     0.896 

ITQ3     0.819 
ITQ4     0.908 

Source: Field survey (2022) 

According to the data in Table 3, all 14 indicators measuring psychological 

distress exhibited loadings surpassing 0.8. The lowest loading value observed was 

0.810, while the highest reached 0.938. These results signify that the retained 

indicators are indeed dependable. Likewise, when considering intention to quit, the 

lowest indicator loading was 0.819, with the highest being 0.908. It is evident that 
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the indicators employed to gauge latent variables in this study are highly reliable, 

consistently exceeding the 0.8 threshold.  

Assessing internal consistency reliability 

Composite reliability was utilised to evaluate the internal consistency and 

reliability of the constructs. As per Rossiter (2002), composite reliability is 

considered a more suitable indicator of internal consistency in comparison to 

Cronbach's alpha. The results presented in Table 3 affirm that all the latent variables 

under examination in this study display robust reliability, as evidenced by their 

loadings exceeding the established 0.8 threshold set by Bagozzi and Yi (1988). 

Notably, the physiological dimension achieved the highest composite reliability 

score of 0.940, followed closely by the cognitive dimension at 0.926. Additionally, 

the behavioral component, paired with the subsequent dimension, exhibited a 

composite reliability coefficient of 0.915. On the other hand, the emotional 

component displayed the lowest composite reliability score of 0.892 among the 

dimensions. These findings show that the model demonstrates strong internal 

consistency reliability. Table 4 also provides outcomes related to convergent 

validity. 

Table 4: Validity and Reliability 

  Cronbach's 

Alpha 

rho_A Composite 

Reliability 

Average 

Variance 

Extracted 

(AVE) 

EPD 0.823 0.855 0.892 0.734 

CPD 0.895 0.932 0.926 0.759 

BPD 0.861 0.862 0.915 0.782 

PPD 0.914 0.920 0.940 0.796 

Source: Field survey (2023) 
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Assessing convergent validity 

Convergent validity assessment in this study involved calculating the 

average variance extracted (AVE). Convergent validity refers to the level to which 

a measurement instrument relates positively with other measures assessing the 

same underlying concept, as outlined by Hair et al. (2017). An AVE value of at 

least 0.50 indicates that, on usual, the construct accounts for more than 50% of the 

variance observed in its indicators. Equally, an AVE value below 0.50 suggests 

that, on average, there is a greater proportion of variance remaining in the items' 

error than what can be attributed to the construct.  

The results obtained from the analysis in Table 4 confirm that all constructs 

exhibit an AVE value surpassing the 0.5 threshold. Notably, the physiological 

dimension holds the highest level of significance, while the emotional dimension 

is considered to have the least. This implies that the constructs within this model 

have the capacity to explain over 50% of the variability observed in their respective 

indicators. Furthermore, the measurement model, was conducted as an evaluation 

of discriminant validity. 

Assessing discriminant validity 

Establishing discriminant validity involves demonstrating that a particular 

construct is distinct and includes elements not accounted for by other constructs 

within the theoretical framework, as suggested by MacKinnon (2008). In this study, 

we employed both the Fornell-Lacker criterion and the Heterotrait-Monotrait ratio 

of correlations (HTMT) to confirm discriminant validity. The Fornell-Larcker 

criterion, as introduced by Fornell and Larcker (1981), entails associating the 

square root of the Average Variance Extracted (AVE) values with the connections 

between latent variables. According to Hair et al. (2013), it is essential for the 
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square root of the AVE for each construct to be more than its maximum connection 

with any other construct.  

The outcomes presented in Table 5 clearly demonstrate that the square root 

of each variable exhibits considerably higher values than their respective 

connections with other constructs examined in the study. This signifies that each 

construct is distinct, and there are no two constructs that encompass the same 

phenomena. 

Table 5: Fornell-Lacker criterion 

 BPD CPD EPD ITQ PPD 

BPD 0.884     

CPD -0.122 0.871 
 

  

EPD -0.116 0.529 0.857   

ITQ 0.807 0.097 -0.117 0.875  

PPD -0.221 -0.206 0.867 0.777 0.892 

      

Source: Field survey (2023) 

 The Fornell-Larcker criterion proves to be less effective, especially in 

situations where the indicator loadings of the constructs being examined exhibit 

minimal variation, as seen in the case of employee performance in this study (e.g., 

all indicator loadings ranging from 0.60 to 0.80). According to Voorhees et al. 

(2016), the Fornell-Larcker criterion's ability to identify issues related to 

discriminant validity is more effective when there is greater variability in the 

indicator loadings. However, it's important to note that the criterion's capacity to 

assess overall discriminant validity remains limited. To address this, Henseler et al. 

(2015) propose evaluating the Heterotrait-Monotrait ratio (HTMT) of the 

correlations as a potential solution. Henseler et al. (2015) argue that a latent 
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construct is considered to possess discriminant validity if its HTMT ratio is less 

than 0.850. The HTMT values presented in Table 6 indicate a significant departure 

from the 0.850 threshold. 

Table 6: Heterotrait-Monotrait Ratio (HTMT) 

 BPD CPD EPD ITQ PPD 

BPD      

CPD 0.143  
 

  

EPD 0.133 0.618    

ITQ 0.391 0.115 0.140   

PPD 0.789 0.228 0.243 0.689 
 

      
 

Source: Field survey (2023) 

Assessing coefficient of determination and predictive relevance 

The R2 serves as a gauge of the model's predictive precision. Also, R2 

represents the cumulative impact of the exogenous variable on the endogenous 

variable(s). According to Hair et al. (2014), coefficients of determination (R2) of 

0.25, 0.5, and 0.75 are categorized as low, intermediate, and significant, in that 

order, when applied to structural models. Hair further posited that predictive 

relevance (Q2) values of "0.02, 0.15, and 0.35" and effect sizes (f2) of "0.02, 0.15, 

and 0.35" are regarded as "small, medium, and large," respectively, in the context 

of structural models. 

Objective one 

The primary aim of this study was to explore how psychological distress 

(emotional, cognitive, behavioral, and physiological dimensions), influences the 

intention to quit among teachers in second-cycle institutions. The path model 

illustrated in Figure 4 demonstrates four direct pathways, each originating from a 

different dimension of psychological distress to intention to quit. This path model 
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addresses the first research question. The direct effects revealed that psychological 

distress and intention to quit collectively explained 67.8 percent of the variability 

observed in teachers. 

 

Figure 3: Outer and inner model results 

Source: Field survey (2023) 

 The first research objective was formulated to determine whether there is a 

relationship between psychological distress and intention to quit. The formulated 

research objective thus reads: 

Table 7: Structural model results for research question one 
 

Path T 
Statistics  

R2 Adjusted 
R2 

Q2 P-Value f2 

ITQ   0.678 0.665 0.499   
EPD -0.112 4.867 

   
0.019 0.510 

CPD 0.137 2.997    0.038 0.811 
BPD 0.540 3.893    0.000 0.219 

PPD 0.312 2.254    0.025 0.701 

Source: Field survey (2023) 

According to the data in Table 7, it can deduce that psychological distress 

had a substantial impact, with a coefficient of determination of 0.678, explaining 

67.8 percent of the variation in intention to quit. Regarding its predictive accuracy, 

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



71 
 

the results suggest that the model exhibits a moderate level of predictive relevance 

concerning the endogenous variable, scoring 0.499. This suggests that the 

exogenous variable performs reasonably well in foreseeing the endogenous 

variable. The results related to effect size affirm that psychological distress indeed 

influences the endogenous variable, namely, intention to quit. 

Table 8: H1a: Emotional dimension has a significant positive effect on 

intention to quit among second-cycle institution teachers 

 Path T Statistics  R2 Adjusted 
R2 

Q2 P-Value f2 

ITQ   0.6

78 

0.665 0.4

99 

  

EPD -0.112 4.867 
   

0.019 0.5
10 

 

Following the path analysis, the outcomes of the PLS-SEM unveiled a 

noteworthy influence of the emotional dimension on the intention to quit (β = -

0.112, p > 0.019; see Table 8, Figure 4). These results validate the hypothesis 

proposing a positive influence of the emotional dimension on the intention to quit. 

The findings align with the hypothesis, indicating that the intention to quit serves 

as a stimulant for the emotional dimension among teachers in second-cycle 

institutions. 

This hypothesis was formulated to determine whether there is a relationship 

between cognitive dimension and intention to quit.  

Table 9: H1b: Cognitive dimension has a significant positive effect on 

intention to quit among second-cycle institution teachers. 

 Path T 
Statistics  

R2 Adjusted 
R2 

Q2 P-
Value 

f2 

ITQ   0.678 0.665 0.499   

CPD 0.137 2.997    0.038 0.811 
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As determined from the path analysis, the outcomes of the PLS-SEM 

indicated a notable influence of the cognitive dimension on the intention to quit (β 

= 0.137, p > 0.038). These findings corroborate the hypothesis proposing a positive 

impact of the cognitive dimension on the intention to quit. Interestingly, these 

results run counter to the initial hypothesis, suggesting that the intention to quit may 

not necessarily be stimulated by the perceived value of services among teachers in 

second-cycle institutions. This is related with a study by Cicek et al. (2021) whose 

results indicated that both the cognitive and affective aspects of cynicism 

significantly influenced turnover intention. 

This hypothesis was formulated to determine whether there is a relationship 

between behavioral dimension and intention to quit.  

Table 10:H1c: Behavioral dimension has significant positive relationship 

with intention to quit 

 Path T 

Statistics  

R2 Adjusted 

R2 

Q2 P-

Value 

f2 

ITQ   0.678 0.665 0.499   

BPD 0.540 3.893    0.000 0.219 

 

The research evaluated the relationship between the behavioral dimension 

and the intention to quit. The results, as depicted in Figure 4 and detailed in Table 

10, revealed a path coefficient of 0.540 with a p-value of 0.000. Importantly, this 

path coefficient aligned with the initial hypothesis, providing support for the notion 

that the behavioral dimension is indeed linked to the intention to quit. This 

conclusion resonates with the findings of Mérida-López et al. (2020), underscoring 
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the significance of social support, work engagement, and emotional intelligence in 

comprehending teachers' intentions to leave the profession.  

The study's results further indicate that there is a relationship between social 

support and intentions to quit. Specifically, teachers with low levels of work 

engagement and emotional intelligence report lower support and express a greater 

inclination to quit. The final hypothesis of the first objective sought to assess the 

influence of physiological dimension on intention to quit. Thus, the hypothesis was 

stated as follow;  

Table 11: H1d: Physiological dimension has a significant positive impact on 

intention to quit 

 Path T 

Statistics  

R2 Adjusted 

R2 

Q2 P-

Value 

f2 

ITQ   0.678 0.665 0.499   

PPD 0.312 2.254    0.025 0.701 

 

The outcomes attained from path estimation in the PLS-SEM reveal that the 

physiological dimension of the network had a significant impact on the intention to 

quit (β = 0.312, p > 0.025; Table 11, Figure 4). This supports the hypothesis that 

there exists a relationship between the physiological dimension and the intention to 

quit. However, these findings stand in contrast to those of Akanbi et al. (2022). 

Their study revealed significant relationships between employability, job 

satisfaction, commitment, organizational citizenship behavior, job stress, and 

employees' intentions to quit their bank employment. Workplace stress was 

associated with a positive influence on employees' intention to quit, highlighting 

the intricate interplay of these factors in shaping turnover intentions among bank 
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employees.  A summary of the decisions with respect to objective one is 

presented in Table 12. 

Table 12: Summary of objective 1 

Objective One Beta t-value P-value Decision 

EPD-ITQ -0.112 4.867 0.000 Supported  

CPD-ITQ 0.137 2.997 0.038 Supported 

BPD-ITQ 0.540 3.893 0.000 Supported 

PPD-ITQ 0.312 2.254 0.025 Supported 

Source: Field survey (2023) 

The outcomes show a significant and substantial effect of psychological 

distress on the intention to quit, as evident from the magnitude of its path 

coefficient. This observation finds support in the research conducted by Owusu 

(2021), who examined the connection between occupational stress, burnout, job 

dissatisfaction and turnover intentions among senior high school teachers in cape 

coast metropolis, Ghana. The study revealed a positive and significant relationship 

between psychological distress and the intention to quit. This discovery was further 

corroborated by a related study conducted by Perryman and Calvert (2020) on 

teachers, where more than half of the participants reported significant stress and 

contemplated leaving the teaching profession.  

Notably, early-career teachers, primary teachers, and those in rural areas 

reported the highest stress levels. The study by Perryman and Calvert (2020) also 

found a positive correlation between psychological distress (in its various 

dimensions) and the intention to quit among teachers. Furthermore, the findings of 

Hossain et al. (2022) also align with the notion of a positive relationship between 
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psychological distress and the intention to quit among teachers. This study, 

focusing on secondary school teachers in Dhaka city, identified demographic 

factors such as extra teaching assignments, teaching experience, school type, 

working hours, and gender as contributors to teacher burnout, ultimately leading to 

teachers leaving their jobs. 

However, the findings affirm the theory applied in this study. Hence, the 

Conservation of Resources (COR) theory elucidates the correlation between 

dimensions of psychological distress (Bon & Shire, 2022). Emotional, cognitive, 

behavioral and physiological dimensions can stem from the depletion of essential 

resources crucial for one's well-being. For instance, if a teacher grapples with 

excessive work demands without sufficient support, this depletion of resources can 

lead to distress. Additionally, distress may arise due to lacking necessary resources 

like autonomy or social support within their work environment. As per the COR 

theory, the intent to leave a job emerges when individuals perceive an ongoing or 

potential loss of resources. Teachers might contemplate leaving if they sense a 

decline in valued resources such as job security or respect, seeking to conserve 

remaining resources or find better opportunities elsewhere.  

Moreover, individuals may consider quitting if they believe departing could 

lead to gaining resources in a different setting. For instance, teachers facing 

resource deficits in their current job may seek positions with better provisions 

elsewhere. In the context of teachers in second-cycle institutions, the COR theory 

suggests that psychological distress might surface due to resource depletion or an 

inadequacy of critical resources within their professional environment. Intentions 

to quit could be triggered by the perceived ongoing or potential loss of resources 
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within their current job or the belief that leaving could result in gaining resources 

elsewhere. Understanding these dynamics through the COR theory guides 

interventions to alleviate distress and reduce intentions to quit among teachers. 

Providing support systems, autonomy, fair compensation, and opportunities for 

skill development minimizes distress and the likelihood of teachers intending to 

quit in the Cape Coast Metropolis's second-cycle institutions. 

Objective two 

 The second objective sought to assess the effect of compensation on 

intention to quit. The objective was evaluated within the comprehensive model, 

symbolizing the direct path originating from compensation to intention to quit.  

Figure 4: Objective II 

 

Thus, the objective was;  

The effect of compensation on intention to quit among teachers in second-cycle 

institution in Cape Coast Metropolis. 
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Table 13: Structural model results for objective two 

  Path T 

Statistics  

R2 Adjusted 

R2 

Q2 P-Value f2 

ITQ 
  

0.024 0.014 -0.001 
  

CPP -0.154 2.956 
   

0.034 0.024 

Source: Field survey (2023) 

Based on the path analysis conducted, the outcomes of the Partial Least 

Squares Structural Equation Modeling (PLS-SEM) analysis revealed a statistically 

significant and positive connection between compensation and the intention to quit 

(β = -0.154, p < 0.034; refer to Table 13 and Figure 5). These findings imply that 

the level of compensation received by instructors in second-cycle educational 

institutions in the Cape Coast Metropolis holds a substantial influence on their 

inclination to resign from their positions. It's worth noting that the effect size for 

the relationship between compensation (0.024) and the intention to resign is 

relatively small.  

However, the study's results also indicate a significant impact (2.956) of 

compensation on the intention to quit, as assessed by the criteria established by Hair 

et al. (2014). Hence, considering the path and significance of the relationship 

between compensation and the intention to quit, this study provides support for the 

idea that adequate compensation positively affects the intention to quit. It could be 

argued that the implementation of a fair compensation system within educational 

institutions can foster healthy competition among teachers, potentially leading to 

improvements in student academic achievement. Conversely, insufficient 

remuneration may have negative consequences, potentially resulting in lower 

academic performance among students. 
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Given that the obtained p-value is less than 0.05, the study substantiates the 

hypothesis that there is a significant relationship between compensation and the 

intention to quit. This alignment with the study's hypothesis is grounded in the 

principles of the social exchange theory. According to the social exchange theory, 

individuals shape and manage their relationships and interactions based on the 

exchange of resources. They assess the outcomes of these interactions by weighing 

the costs and benefits associated with them (Boateng et al., 2019). In the context of 

enhancing student academic performance, individuals often engage in the exchange 

of their labor, time, and resources without necessarily receiving compensation. 

Moreover, findings of Cudjoe (2016) concerning the connection between 

compensation practices and employees' proclivity to resign at Cape Coast 

Polytechnic. Cudjoe's research revealed significant associations between various 

components of compensation, including salary, incentives, allowances, and fringe 

benefits, and employees' inclination to voluntarily leave their positions. It was 

established that the methods of remuneration had a noteworthy impact on 

employees' intentions to resign from their current roles. Furthermore, Mbeah's 

study in 2021 examined the relationships between compensation, job satisfaction, 

and employees' intentions to leave. The results indicated that employees generally 

expressed satisfaction with their compensation packages, which, paradoxically, led 

to an increase in their intentions to quit their jobs.  

Additionally, the study found that providing incentives, training, and 

allowances to employees proved to be more effective in rewarding them compared 

to salary and fringe benefits. It concluded that non-monetary compensation had a 

more pronounced effect. Moreso, Jiang et al. (2017) conducted an empirical study 
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involving Chinese teachers to explore the influence of pay satisfaction and 

organizational commitment on their intentions to quit. Their research revealed that 

pay satisfaction had a significant impact on the likelihood of quitting. This study's 

findings are in line with the outcomes obtained in the aforementioned research and 

highlight the significant positive effect of pay satisfaction on teachers' intentions to 

quit. 

However, the findings affirmed the theory employed in the study. 

Consequently, the Social Exchange Theory explained how compensation and 

intention to quit relate, suggesting that a just and fair compensation system 

strengthens the social exchange between employees and employers (Boateng et al., 

2019). Equitable compensation typically enhances dedication and diminishes the 

desire to leave by promoting a feeling of mutual give-and-take and contentment. 

Conversely, if there's a perceived mismatch between the effort exerted and the 

compensation received, or if alternative options seem more enticing, employees 

may lean towards considering leaving their current position. This aligns with the 

theory's emphasis on evaluating the costs and benefits in social interactions. 

Understanding this connection assists organizations in devising compensation plans 

that match employees' perceptions of fairness. This approach aids in curbing 

intentions to quit by fostering favorable relationships built on mutual exchange. 

Objective Three 

This section analysed the ultimate objective, strategically formulated to 

fulfill the overarching goal of the study. This final objective aimed to investigate 

the moderating role of compensation in the relationship between psychological 

distress and the intention to quit among teachers in second-cycle institutions located 

in Cape Coast Metropolis. Consequently, the study posited that compensation acts 
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as a moderator, influencing the connection between psychological distress and the 

intention to quit. The rationale behind introducing compensation into this equation 

stemmed from the desire to understand how it might alter both the direction and 

strength of the link between psychological distress (PD) and the intention to quit 

(ITQ). Prior to conducting the analysis, the measurement model underwent rigorous 

evaluation to ensure it met the recommended criteria for indicator reliability, 

internal consistency, convergent validity, and discriminant validity. 

Figure 5: Evaluation of item loadings for Objective Three 

Source: Field Data (2023) 
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Loadings on the indicators of compensation on psychological distress 

(emotional, cognitive, behavioral and physiological) and intention to quit  

constructs as depicted in Figure 6 show that the items retained for each of the 

constructs were good and appropriate for the measurement model 

Table 14: Construct Reliability, Validity and Discriminant Validity 

 Cronbach’s 

Alpha 

Rho_A Composite 

Reliability 

Average 

Variance 

EPD*CPP 0.893 1.000 0.763 0.823 

EPD 0.765 0.716 0.821 0.697 

CPD*CPP 0.908 1.000 0.704 0.616 

CPD 0.745 0.764 0.847 0.735 

BPD*CPP 0.934 1.000 0.731 0.619 

BPD 0.836 0.846 0.891 0.672 

PPD*CPP 0.950 1.000 0.856 0.531 

PPD 0.898 0.923 0.928 0.762 

ITQ 0.820 0.826 0.881 0.649 

CPP 0.913 0.942 0.938 0.792 

 

Source: Field Data (2023) 

Table 15: Heterotrait-Monotrait Ratio (HTMT) 
 BPD*

CPP 

BPD CPD*

CPP 

CPD CPP EPD*

CPP 

EPD ITQ PPD*

CPP 

PPD 

BPD*CPP           

BPD 0.158          

CPD*CPP 0.789 0.109         

CPD 0.128 0.159 0.131        
CPP 0.135 0.157 0.092 0.176       

EPD*CPP 0.011 0.151 0.568 0.123 0.060      

EPD 0.185 0.183 0.126 0.264 0.203 0.169     

ITQ 0.143 0.161 0.107 0.152 0.155 0.106 0.156    

PPD*CPP 0.303 0.119 0.342 0.136 0.244 0.145 0.156 0.118   
PPD 0.126 0.211 0.122 0.277 0.188 0.153 0.180 0.208 0.206  
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Table 16: Fornell-Larcker Criterion 

 BPD*CPP BPD CPD*CP

P 

CPD CPP EPD*CPP EPD ITQ PPD*

CPP 

PPD 

BPD*CPP 0.443          
BPD -0.224 0.820         

CPD*CPP 0.166 -0.195 0.407        

CPD -0.143 0.859 -0.136 0.857       

CPP -0.049 0.122 -0.049 0.092 0.890      

EPD*CPP 0.094 0.119 -0.354 0.025 -0.006 0.572     
EPD -0.112 0.839 -0.118 0.769 0.119 0.172 0.835    

ITQ -0.273 0.889 -0.195 0.855 0.135 0.150 0.835 0.806   

PPD*CPP 0.242 -0.160 0.212 -0.244 -0.083 0.090 -0.083 -0.173 0.559  

PPD -0.126 0.183 -0.111 0.222 0.013 0.114 0.133 0.180 -0.007 0.873 

           

 

Furthermore, the study assessed the constructs' internal consistency reliability using 

measures such as Composite Alpha (CA), Rho_A, and Composite Reliability (CR). 

These measures are crucial for ensuring the reliability of the constructs. Upon close 

examination of the CA values, it was evident that they exceeded the recommended 

threshold of 0.70. Similarly, the Rho_A and CR scores also surpassed the 

established cutoff points (>0.708: see Table 14). Additionally, it was observed that 

the study met the minimum requirement of a 50 percent score for Average Variance 

Extracted (AVE) to achieve convergent validity or mutual relationships between 

the constructs. This was confirmed by the AVE values for organizational politics, 

workplace incivility, and employee resilience, all of which exceeded the 0.50 

threshold (refer to Table 10). Importantly, the analysis revealed that issues related 

to discriminant validity were not present (HTMT < 0.85: see Table 15). Following 

the assessment of the measurement model, the researcher proceeded to adopt the 

structural model to analyze the study's objective, with summarized results presented 

in Table 17. 
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Table 17:Structural Model Results for Research Objective Three 

 Beta (R) T-Statistics R2 Adjusted R2 Q2 P-value F2 

EPD*CPP ->ITQ 0.077 2.581    0.007 0.028 

EPD ->ITQ 0.180 2.103    0.036 0.058 

CPD*CPP ->ITQ -0.008 0.071    0.944 0.000 

CPD ->ITQ 0.377 3.815    0.000 0.209 

BPD*CPP ->ITQ -0.132 0.984    0.326 0.090 

BPD ->ITQ 0.380 3.851    0.000 0.161 

PPD*CPP ->ITQ 0.024 3.429    0.023 0.004 

PPD ->ITQ -0.023 0.544    0.587 0.003 

ITQ ->ITQ   0.850 0.835 0.513   

CPP ->ITQ 0.031 0.724    0.469 0.006 

Source: Field survey (2023) 

The outcomes presented in Table 17 reveal several significant insights. 

Firstly, the emotional dimension exhibits a notable and positively significant 

relationship (R = 0.077; t = 2.581; p = 0.007) with the intention to quit (ITQ), all 

while keeping the moderator compensation constant. This implies that the impact 

of this relationship, as indicated by the effect size (f2= 0.058) statistic, is substantial. 

Additionally, compensation (CPP) demonstrates a significant and positive 

connection with the intention to quit (ITQ) (R = 0.031; t = 0.724; p = 0.469). This 

suggests that an increment in the emotional dimension by one unit will result in a 

0.180 increase in the intention to quit (ITQ) among teachers in second-cycle 

institutions located in Cape Coast Metropolis, with a substantial effect or influence 

(f2 = 0.058). Conversely, a reduction in the emotional dimension will lead to a 

corresponding decrease in the intention to quit among teachers in these institutions, 

with the same magnitude of impact. 

Similarly, the cognitive dimension exhibits a significant and negative 

relationship (R = -0.008; t = 0.071; p = 0.944) with the intention to quit (ITQ), 

maintaining the moderator compensation at a constant level. This indicates that the 
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impact of this relationship, as indicated by the effect size (f2 = 0.209) statistic, is 

substantial. Additionally, compensation (CPP) demonstrates a significant and 

positive association with the intention to quit (ITQ) (R = -0.008; t = 0.071; p = 

0.944). This implies that an increase in the cognitive dimension by one unit will 

result in a 0.377 increase in the intention to quit (ITQ) among teachers in second -

cycle institutions located in Cape Coast Metropolis, with a substantial effect or 

influence (f2 = 0.209). Conversely, a reduction in the cognitive dimension will lead 

to a corresponding decrease in the intention to quit among teachers in these 

institutions, with the same magnitude of impact. 

Furthermore, when examining the behavioral dimension, it becomes 

apparent that it exhibits a significant and negative relationship (R = -0.132; t = 

0.984; p = 0.326) with the intention to quit (ITQ), while keeping the interacting 

term or moderator compensation constant. This implies that the impact of this 

relationship, as indicated by the effect size (f2 = 0.090) statistic, is substantial. 

Similarly, compensation (CPP) demonstrates a significant and positive association 

with the intention to quit (ITQ) (R = -0.031; t = 0.984; p = 0.326). This suggests 

that an increment in the behavioral dimension by one unit will lead to a 0.380 

increase in the intention to quit (ITQ) among teachers in second-cycle institutions 

located in Cape Coast Metropolis, with a large effect or influence (f2 = 0.161). 

Additionally, when assessing the physiological dimension, it is evident that 

it has a significant and positive relationship (R = -0.024; t = 3.429; p = 0.023) with 

the intention to quit (ITQ), while holding the interacting term or moderator 

compensation constant. This also conveys that the effect of this relationship, as 

measured by the effect size (f2 = 0.004) statistic, is large. Moreover, compensation 
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(CPP) displays a significant and positive nexus with the intention to quit (ITQ) (R 

= 0.031; t = 0.724; p = 0.469). This implies that an increase in the physiological 

dimension by one unit will lead to a -0.023 decrease in the intention to quit (ITQ) 

among teachers in second-cycle institutions located in Cape Coast Metropolis, with 

a large effect or impact (f2= 0.003). 

The third hypothesis explores the idea that not all aspects of psychological 

distress (including emotional, cognitive, behavioral, and physiological dimensions) 

had a uniformly positive impact on the intention to quit among teachers in second-

cycle institutions in Cape Coast Metropolis, even when compensation was 

considered. Surprisingly, the behavioral and cognitive dimensions demonstrated a 

notable negative influence on the intention to quit, even in the presence of 

compensation. These findings resonate with the research conducted by Mitra et al. 

(2020), which delved into the influence of compensation satisfaction (CS) on the 

intention to quit (ITQ), with job satisfaction (JS) as a mediating factor. Their results 

indicated that all four dimensions of CS had a positive effect on JS and a negative 

effect on ITQ, with JS partially mediating the relationship between CS and ITQ. 

This unique focus on the mediating role of JS provides valuable insights for human 

resource managers aiming to mitigate turnover resulting from compensation-related  

issues. 

Similarly, a study by Cudjoe (2016) investigating the relationship between 

compensation practices and employees' intention to quit at Cape Coast Polytechnic 

found significant correlations between compensation practices and employees' 

intention to quit. The study revealed a direct positive connection between various 

tested dependent and independent variables, including salary, incentives, 
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allowance, and fringe benefits. The key takeaway from this research is that 

compensation practices significantly influence employees' intention to quit. 

However, the emotional dimension exhibited a significant positive impact on 

teachers' intention to quit when compensation was taken into account. This suggests 

that teachers might experience stress, sadness, and anxiety due to financial 

pressures at home, and compensation, whether in monetary or non-monetary forms, 

appeared to alleviate this intention to quit. 

Furthermore, the physiological dimension also had a significant positive 

effect on teachers' intention to quit when they were compensated. Consequently, it 

can be inferred that compensation plays a substantial role in reducing psychological 

distress, which, in turn, enhances teachers' commitment and ultimately benefits 

students' academic performance. 
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CHAPTER FIVE 

CONCLUSION, SUMMARY AND RECOMMENDATIONS 

Introduction 

This chapter serves as the conclusion of the research. It involved several important 

elements, including a thorough recap of the study, an analysis of the primary 

findings, recommendations resulting from these findings, an examination of the 

study's limitations, and suggestions for future research endeavors. The presentation 

of conclusions and recommendations was structured in accordance with the three 

specific objectives outlined in Chapter Four. 

The purpose of the study was to investigate into the relationship between 

psychological distress and intention to quit with the moderating role of 

compensation on the nexus of psychological distress and intention to quit among 

teachers in Second Cycle Institutions in Cape Coast Metropolis. 

Furthermore, it aimed to explore the influence of psychological distress and 

its dimensions on intention to quit. Also, to explore the effect of compensation on 

intention to quit. Lastly, exploring the moderating role of compensation in the 

relationship between psychological distress and intention to quit among teachers in 

Second Cycle Institutions in Cape Coast Metropolis. 

The study employed a quantitative research approach and utilized a cross-

sectional research design with proportional representation, aligning with the 

objectives of the study. The principal method employed for data collection involved 

the use of a structured questionnaire, serving as a tool to collect data from the entire 

population of 317 teachers within the specified target group. However, out of the 

total number of 200 questionnaires distributed, 169 were considered reliable for the 
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purposes of this study, resulting in a response rate of 84.5%. The study's three 

primary objectives were investigated through the application of partial least squares 

structural equation modeling techniques, utilizing SMART PLS version 3.0. A 

significance level of 0.05 was utilized for all tests of statistical significance. The 

first objective was substantiated through the development of four primary 

hypotheses, while the second and third objectives each relied on one hypothesis for 

support. The primary outcomes, in relation to the precise objectives and hypotheses 

of the study, have been succinctly summarized as follows. 

Key Findings of the Study 

The results of the first objectives presented that psychological distress had 

a positive significant influence on intention to quit. However, emotional, cognitive, 

behavioral and physiological dimensions of psychological distress, were found to 

influence teachers’ intention among teachers in Second-cycle Institutions in Cape 

Coast Metropolis. Furthermore, the study showed that emotional and physiological 

dimensions of psychological distress had the largest significant influence on 

teachers’ intention to quit among teachers in Second-cycle Institutions in Cape 

Coast Metropolis.  

With respect to objective two, the results showed that, compensation had a 

positive significant influence on intention to quit among teachers in Second-cycle 

Institutions in Cape Coast Metropolis.  

The final objective demonstrated that compensation moderated the 

relationship between four psychological distress dimensions (emotional, cognitive, 

behavioral and physiological) and intention to quit. Although, behavioral and 

cognitive had no significant direct effect on the nexus between compensation and 

intention to quit, however, emotional and physiological dimensions of 
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psychological distress had significant positive effect on the nexus between 

compensation and intention to quit. 

Conclusions 

The study aimed to explore the relationship between psychological distress 

(covering emotional, cognitive, behavioral, and physiological aspects) and the 

intention to quit among teachers in Second Cycle Institutions in Cape Coast  

Metropolis, while also considering the moderating influence of compensation on 

this relationship. To accomplish this, three specific objectives were established, and 

these objectives have largely been successfully accomplished. The study's 

conclusions are drawn from the following findings; 

Regarding the first objective, the study's findings indicate that 

psychological distress indeed influences the intention to quit among teachers within 

the Second Cycle Institutions in Cape Coast Metropolis. Teachers tend to leave 

their job when they are stressed, anxious and distressed. 

In relation to the second research objective, the study's findings suggest that 

the compensation provided to teachers within the Second Cycle Institutions in Cape 

Coast Metropolis significantly impacts their intention to quit. Drawing upon the 

principles of the social exchange theory, the study concludes that this compensation 

plays an essential role in boosting teachers' morale, which, in turn, fosters a sense 

of reciprocity. In this exchange, teachers invest their time and resources in students 

to enhance their academic performance, and in return, they receive compensation, 

thereby strengthening their commitment to their profession and reducing the 

likelihood of quitting. 

Regarding the third and final research objective, this study draws the 

conclusion that compensation can influence teachers' intention to quit effectively 
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when it motivates them through intrinsic factors like recognition, promotions, and 

job satisfaction, as well as extrinsic factors such as incentives, salary increments, 

and adherence to timely payment plans. When teachers are adequately 

compensated, it directly enhances their job satisfaction and loyalty, subsequently 

impacting the performance of students positively. Furthermore, the study findings 

indicate that compensation plays a moderating role in the relationship between 

psychological distress and its dimensions. This implies that the influence of 

psychological distress on teachers' intention to quit is mitigated when there is a 

strong compensatory element in place, ultimately emphasizing the importance of 

offering fair and appealing compensation packages. 

Recommendations 

The following recommendations are based on the conclusions drawn from the 

study: 

It is essential for the government in relation to the education minister in 

actively promote measures that enhance teachers' commitment to remaining in the 

teaching profession. This involves offering comprehensive compensation packages 

that address both intrinsic and extrinsic motivators. This entails providing improved 

compensation to strengthen teachers' dedication to their profession, including 

raising their monthly salaries and ensuring punctual payment. 

The study additionally establishes that psychological distress, 

encompassing emotional and physiological aspects, is a significant predictor of 

teachers' intention to quit within second-cycle institutions in the Cape Coast 

metropolis. Consequently, it is advisable to implement a structured schedule of 

workshops aimed at enhancing teachers' awareness of their psychological and 

mental well-being. This initiative would serve to cultivate and sustain a conducive 
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working environment for teachers, ultimately contributing to enhanced academic 

performance among students in second-cycle institutions in the Cape Coast 

metropolis.  

Furthermore, it is essential to foster a positive and harmonious relationship 

between headteachers and teachers, characterized by open communication and the 

absence of conflicts. This environment allows educators to freely address the issues 

and challenges they encounter, which, in turn, can impact their capacity to enhance 

student performance. Furthermore, it is important to provide an equal opportunity 

for all individuals to showcase their talents and abilities. 

Suggestions for further research 

Further research is recommended to explore how teachers in other second-

cycle institutions respond to these variables in their respective settings. Conducting 

a more extensive investigation would enhance the applicability of the study’s 

findings across different educational sectors in Ghana. Replicating cross-sectional 

study would shed light on how psychological distress influences the intention to 

quit while considering the role of compensation. 
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PSYCHOLOGICAL DISTRESS AND INTENTIONS TO QUIT, THE ROLE OF 

COMPENSATION AMONG SECOND-CYCLE INSTITUTION TEACHERS IN 

CAPE COAST 

Introduction 

This survey aims to collect valuable insights on the relationship between 

psychological distress and intentions to quit, as well as the moderating role of 

compensation among second-cycle institution teachers in Cape Coast. We kindly 

invite you to participate in this survey by sharing your views on the topic being 

investigated. Your participation is completely voluntary, and your responses will 

be treated with the utmost confidentiality. Rest assured that your input will be used 

solely for academic purposes. Thank you in advance for your participation. 

SECTION A: RESPONDENTS SOCIODEMOGRAPHIC 

CHARACTERISTICS 

1.  Sex:      Male [  ]           Female [   ] 

2.   Age:          20-25 [  ]      26-35 [    ]    36-45 [    ]    46-55 [    ]    Above 55 [    ] 

3.   Number of years worked: below 1 year [  ]   2-5 years [  ]  6-9 years [  ]  Above 

9 years [  ] 

4.   Educational level:  First Degree [  ]Masters [  ]   PhD [  ]   Other Specify [  ] 

 

 

 

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



116 
 

SECTION B: PSYCHOLOGICAL DISTRESS 

Each of the following indicators relates to psychological distress and its 

dimension. Please indicate your level of stress with each of the statements.  Using 

the five-point scale, with 1=Least level of agreement…7=Highest level of 

agreement. Please tick [√ ] 

Emotional dimension 

No Item 1 2 3 4 5 6 7 

1. I have been feeling 

overwhelmed by intense 

emotions. 

            

2. I have experienced a persistent 

feeling of sadness. 

            

3. I have felt a constant sense of 

anxiety or unease in the 

background of my emotions. 

            

4. I have been experiencing 

frequent mood swings that are 

hard to control. 

            

5. I feel emotionally drained by 

work. 
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Cognitive dimension 

No Item 1 2 3 4 5 6 7 

1 I have been finding it difficult to 

concentrate or focus on tasks at 

hand. 

       

2 I have experienced memory 

problems, forgetting things 

more than usual. 

       

3 I have difficulty making 

decisions, due to my state of 

mind. 

       

4 I have been experiencing 

distorted or irrational thoughts 

that are hard to dismiss. 

       

5 I have been experiencing a sense 

of confusion 

       

 

Behavioral dimension 

No Item 1 2 3 4 5 6 7 

1 I have been avoiding social 

interactions and isolating myself 

more than usual. 

       

2 I have been neglecting 

responsibilities and tasks due to 

my emotional state. 

       

3 I have experienced changes in 

my sleep patterns (sleeping too 

much or too little) due to 

distress. 
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4 I have been procrastinating or 

avoiding tasks I used to 

complete without difficulty. 

       

5 I have been experiencing 

changes in my daily routine or 

habits due to distress. 

       

 

Physiological dimension 

No Item 1 2 3 4 5 6 7 

1 I have had difficulty breathing 

or experienced shortness of 

breath during distressing 

situations. 

       

2 I have been feeling fatigued or 

low in energy, even without 

physical exertion. 

       

3 I have had trouble falling asleep 

or staying asleep due to 

distress. 

       

4 I have experienced tension 

headaches or migraines as a 

result of distress. 

       

5 I have been experiencing 

physical symptoms (e.g., 

sweating, trembling) in 

response to distress. 
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SECTION C: INTENTIONS TO QUIT 

Each of the following indicators relates to intentions to quit. Please indicate your 

level of agreement with each of the statements.  Using the five-point scale, 

with1=Least level of agreement…7=Highest level of agreement. Please tick [√] 

 

  

 Item 1 2 3 4 5 6 7 

1. I feel that my workload is reasonable 

and manageable 

     
  

2. I feel that I have opportunities to grow 

and develop professionally at this 

school. 

     
  

3. I feel motivated to continue working 

at this school. 

     
  

4. I believe that my contributions to the 

school are valued and appreciated. 

     
  

5. I feel that I have a good work-life 

balance. 
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SECTION D: COMPENSATION 

Each of the following indicators relates to job compensation. Please indicate your 

level of agreement with each of the statements.  Using the five-point scale, 

with1=Least level of agreement…7=Highest level of agreement. Please tick [√ ] 

No Item 1 2 3 4 5 6 7 

1. The pay I receive as a 

senior high school teacher 

is fair compared to others 

in similar positions. 

     
  

2. My pay raises as a senior 

have been regular and 

satisfactory. 

     
  

3. I feel that my benefits 

package is competitive and 

meets my needs. 

     
  

4. The level of compensation 

I receive is commensurate 

with my level of 

experience and 

qualifications. 

     
  

5 I feel that my overall 

compensation package is 

sufficient to meet my 

financial needs. 

     
  

6. I feel that my 

compensation package 

reflects the level of effort I 

put into my work. 

     
  

7. I believe that my 

compensation package 
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reflects the value I bring to 

the organization. 

8. I feel that my 

compensation package is 

consistent with industry 

standards. 

     
  

9. I feel that I am adequately 

compensated for the work 

that I do. 

     
  

10. I am satisfied with the level 

of compensation I receive 

as a senior high school 

teacher for my work. 

     
  

 

 

THANK YOU 
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APPENDIX 2 

TABLE OF SAMPLE SELECTION  

N S N S N S 

10 

15 

20 

25 

30 

35 

40 

45 

50 

55 

60 

65 

70 

75 

80 

85 

90 

95 

100 

110 

120 

130 

140 

150 

160 

170 

180 

190 

200 

210 

10 

14 

19 

24 

28 

32 

36 

40 

44 

48 

52 

56 

59 

63 

66 

70 

73 

76 

80 

86 

92 

97 

103 

108 

113 

118 

123 

127 

132 

136 

220 

230 

240 

250 

260 

270 

280 

290 

300 

320 

340 

360 

380 

400 

420 

440 

460 

480 

500 

550 

600 

650 

700 

750 

800 

850 

900 

950 

1000 

1100 

140 

144 

148 

152 

155 

159 

162 

165 

169 

175 

181 

186 

191 

196 

201 

205 

210 

214 

217 

226 

234 

242 

248 

254 

260 

265 

269 

274 

278 

285 

1200 

1300 

1400 

1500 

1600 

1700 

1800 

1900 

2000 

2200 

2400 

2600 

2800 

3000 

3500 

4000 

4500 

5000 

6000 

7000 

8000 

9000 

10000 

15000 

20000 

30000 

40000 

50000 

75000 

1000000 

291 

297 

302 

306 

310 

313 

317 

320 

322 

327 

331 

335 

338 

341 

346 

351 

354 

357 

361 

364 

367 

368 

370 

375 

377 

379 

380 

381 

382 

384 

Source: Krejcie and Morgan (1970) S = Sample Size N = Population  
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APPENDIX 3 
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