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ABSTRACT 

The main objective of this study was to investigate the extent of teachers turnover and to examine what 

factors are contribute teachers turnover to escalate in the secondary government schools in N/S/L/Sub 

city. So as to attain this goal of this research paper the survey method was implemented in the process of 

investigation. The date for the study two methods of data collection were employed one of these was the 

extraction of information with in documents spatially in the process of examine recent feature and extent 

of teacher’s turnover. The other one was questionnaires. a questionnaire that consisted of about 23 items 

and two open ended question was distributed to about 80 sample respondents of which 76 questionnaire 

were successfully filled and responded. All the respondents were from the selected secondary 

governments schools in random sampling. However, all school principal were also involved in the sample 

who were selected due to their accessibility for they were working in the selected school. In order to 

examine the prior feature of teacher and its extent. In recent years some interview, questions were 

provided to some teachers who left the profession and supervisors who are stilling in the area. In the data 

analysis process both qualitative and quantitative techniques were used. Thus, the results of the study 

indicated the extent of teachers’ turnover is still serious for teachers are still living the profession in an 

increase rate and the main eternal factors that are contributing for this continued leave of teacher from 

the profession are: low salary, lack of recognition, job dissatisfaction, lack respect, lack of promotion. 

Hence, based this discoveries of the research find some important points that are supposed would help to 

mitigate this ever increasing problem are recommend.     



Chapter One 

Introduction 

1.2. Background of the study  

Now a day quality education has been considered as a pillar in the socio – economic 

transformation in most countries in the world. As Norman (2013), Writes, the word has been of a 

great emphasis in the field of education which made it possible for the regulation that requires 

countries to increase budget to 6% by the year (UNDP, 2006). As Norman further elaborates, 

East African countries, for instance have been on a continuous increase of budgets for education, 

about 1%which was offered in some ten years ago (1990 – 2000), to about 3% to 6% ( 2015 to 

1012).This is true for Ethiopia, too.  

The country, Ethiopia, has been on a great stride to improve the quality of its education. As 

Hilina (2011:3) emphasizes, “The Ethiopian government is investing large amount of money to 

expand the education sector by giving emphasis to quality, accessibility and relevance of 

education. It seems to this end, as Hilina further explains, the country was forced to set a new 

educational and training police in 1994. The main objective of this policy was  to strengthen the 

quality and professional development of teachers, set career structures of teachers that motivate 

teachers to work for the quality of education and as well as to retain teachers in the profession.  

This indicates that East African countries including, Ethiopia have been exerting a lot of power 

and expending a lot of financial source to call for quality of education.  

Though the budgets are on continuous increase on most countries, the query still remains on the 

quality of education in most of these countries (Norman 2013). However, this quest for quality 

education is not solely a problem to the developing or the under developed countries. Evidences 

show that it has come to be a serious issue to the developed ones, too. For instance, about 1.3 

million high school students failed to graduate on time from the class of 2010 in U.S.A (Suit, D. 

& T.M Smith 2010:1).  

These evidences seem to be enough to show that the quest for quality education is a global issue 

that touch countries of any level of economic status though the impact and its magnitude is ever 

increasing in the developing counties like Ethiopia in particular.  



Despite the fact that the term quality education is most frequently used in every one’s daily life, 

it is not found explicitly attainable. As Firdissa (2009:15) explains this is due to its fluidity 

illustrate rents, complexity and stipples nature”. This indicates that it is difficult to measure or 

define quality in its illusive sense.  

As Feridisa quotes from Feridisa, 2006 a Furlong and Oacea (2005), state that rather it can be 

said in a wider sense, the term quality reflects the broadening social composition of the review 

system which makes it a composite,  dimentional concepts. (2015), however in our case the term 

quality education refers to “Skills and Knowledge that is potentially able to reflect the level of 

attainment” (Norman: 2013). It reflects what a certain level of education can do based on the 

intent of the same (ibid).This specially regards the fact that a standard (first cycle) pupil, must 

know to read and write. Thus quality of education for students of this level is the ability to 

demonstrate the attainment of the goal to read and write at that very level.  

Considering this Norman further explains as, “We contend that each level of education has to 

back manifest able level of ability pegged to the student or pupils (2013:53).  

It is obvious that there are a number of factors that are supposed to be supportive for the quality 

of education yet the trust of quality education remains on the demonstration of ability the pupils ( 

learners) of that level of education in dealing with problem solving related to the level of 

education attained. At this point, as far as quality is regarded, it seems right to add that even 

exams intend to measure (Language) that ability as planned in the curriculum, they are not set to 

disprove students but only to approve them.  

These evidences may enable us to deduce that the gauge (measurement) for the quality of 

education may vary as to the level of the educational institute and the educational objective and 

goal intended to be attained at that very level.  

Though so many factors are thought to be associated with what takes to have quality education, 

the most reliable term that expresses the direction to improvement or decline of quality of 

education as Norman (2013) describes is, “The expression made through examination.” (Page 

53). This is because as Norman further adds, “the word over, High Distinction (First class), 

Distinction (Upper second class) credit (Lower, second class) and pass provided of fundamental 

weight of performance of students in class (Ibid).  



As so many scholars earnestly realize, though enormous efforts are made the question for quality 

of education is not yet answered satisfactorily. Despite the fact that, there are so many factors 

contributing for teachers’ turnover. A number of scholars such as Ingersoll( 2001), Ronfeldt, 

Loeb & Wyckoff ( 2012) Chartes ( 2013) suit & smith (2010) , Aleazar ( 2007), Hillina ( 2011), 

Ayalew (2009) emphasis that teachers’ turnover can be considered as a main factor for the 

failure in the quality of education. This is because, as the teacher is the most important in put in 

the class room teaching learning process, students’ achievement mainly relies on it though so 

many scholars disagree (Ronfeldt, 2012:4). To add some more information about this, as Norman 

(2013) stresses based on the case of Tanzania, it is true that students can learn and pass 

examination in the absence of all the other material inputs: however, only little can be achieved 

with regard to quality education without the equality qualification and experience of the teacher. 

This indicates that for a quality education to come the quality, qualification and accumulated 

experience of the teacher is of a vital importance nevertheless, as to the researcher of this paper, 

the sector is now losing such qualified teachers in the classroom. Among many factors that 

lessen such quality teachers in the classroom is teachers’ turnover.  

Teachers’ turnover being the resign of teachers of various experiences and qualification status 

from the profession due to various reasons it is believed to be one of the most significant factors 

that contribute to the failure for the quality of education. Several teachers of various levels of 

experiences qualifications status and talents quit the profession every year. In the United States 

of America, for example ,14% of the new teachers resign by the end of their first year, 33% leave 

within their first three years and almost 50% leave by their fifth year. (David S.T.M. Suth: 2010).  

As Hilina (2011:2), just to give another example, quotes that Ghana’s education service has 

estimated about 10,000 teachers leave their profession every year for various reasons. The 

situation in Ethiopia is not any more different. For example, as Aklilu (1967:33) explains, the 

turnover rate of teachers reached 67% over nine years of period among trainees who graduated 

from one institution in 1953. Recent studies have witnessed that teachers’ turnover is still a 

serious problem in Ethiopia. In different regions teachers leave the profession in numbers every 

year. As Motuma (2006:42) wrote in the years 2001 to 2004 about 17% of the teachers had left 

the profession from the Oromia Regional state only. In a similar context Manna and Tesfaye 

cited in Darge (2002:2) about 49% of the teachers involved in the studies were identified to have 

intentions to quit the teaching profession as a whole. According to the Ministry of Educations 

2008/2009 academic year’s report in that contemporary situation of the country in which the 



secondary schools and their enrollment capacities grew to 14.1% and 13.6% respectively only 

75.2% teachers were qualified to teach in those levels (Hilina , 2011:3).This indicates that about 

24.8% of qualified teachers who were supposed to teach in the secondary schools were missed in 

that contemporary situation. Thus, it could not be difficult to deduce one of the factors could be 

teachers’ turnover.  

Thus, the main emphasis of this paper is to see what push and pull factors are aggravating 

teachers’ turnover to raise in Addis Abeba in general and in Nifas Silk Lafto Sub City in 

particular. It seems due this increase in the magnitude of teaches turnover that many studies are 

made on the topic, teacher’s turnover. Among which Ayalew (2009, Aleazar (2007) , Hillina 

(2011) etc are the main ones.  

The focus of Ayalew’s paper was mainly on the impact of teachers’ deployment in Ethiopia on 

teacher turnover. Aleazar’s paper, which was conducted on “Teachers Turnover in government 

secondary schools of Addis Abeba City Administration,” 

 was mainly carried out to assess the major causes and the possible solutions for teachers’ 

turnover in government secondary schools of Addis Abeba city administration. 

Ayalew’s study has focused only on one of the factors that are regarded as drives for teachers’ 

turnover whereas Alazar’s work aims to investigate all the major causes that are contributing for 

teachers’ turnover in Addis Abeba Administrative Region as a whole and to assess their possible 

solutions. In this regard Ayalew’s work seems to be so specified and Aleazar’s work seems to be 

a little bit broad especially with respect to the case of Addis Abeba. Hilina Assafa’s is a 

comparative study that focuses on the major causes of teachers’ turnover in selected government 

and private secondary schools in Addis Abeba. Hilina’s work is similar to mine only in one 

aspect. It is conducted in the first cycle of the secondary schools in Addis Abeba; however with 

regard to its scope it seems a little bit broader than mine for it involves the whole first cycle 

secondary schools, both in private and government S.S in Addis Abeba. Furthermore, all the 

three studies mentioned above seem to have something in common. They appear to try to 

investigate all the internal and external factors contributing for teacher’s turnover. 

Thus my paper seems to stand in different from those works although it revolves round similar 

topic. For one thing, it aims only on the external factors that are contributing for teachers’ 

turnover. For another, the study includes only the government secondary schools found in  a 

single  sub city found in Addis Ababa, Nifas Silk Lafto , excluding the second cycles 11 & 12 



and all the first and the second cycles of the secondary level of the private schools. In addition in 

the review part of my paper it is tried to give more detailed regards and treatment for the external 

factors that are supposed to aggravate teachers’ turnover.  

1. 2   Statement of the problem  

Quality education is believed to be one of the most important factors that play a very significant 

role in inspiring and boosting the socio – economic, political, social and technological 

transformation of any country. However the quality which is sought to be accessed could not be 

attained in Addis Abeba in general and in N/S/L sub city in particular. As Hilina (2011), Firdissa 

(2008, 2007 a – b 2006 a – b & 2004), Salis (2008), Aleazar( 2007) Ronfeldt (2012), Stuit & 

Mith ( 2006),) etc. deeply elaborate, one of the main driving factors is teachers’ turnover. The 

implication of the term is that numbers of teachers are giving away the profession due to various 

external and internal factors that contribute for teachers’ turnover. It seems obvious to deduce 

that teachers’ turnover can be the main factor for the drain of quality in the secondary schools in 

Addis Abeba. 

The government secondary schools in Addis Abeba in general and in Nifas Silk Lafto Sub City 

in particular are losing a number of qualified and well experienced teachers each year ( Hilina 

2011 &Aleazar 2007). It is clear that teachers are the most vital inputs in the teaching learning 

process for a quality of education to come (Henke Chen, & Geis 2000, Lankford Loeb & 

Wyckoff, 2002, Manski 1987, Monk 1994 etc).  

Hence, it seems high time to thoroughly investigate what driving factors are fostering teachers’ 

migration from the profession to escalate. This is because the leave of such qualified teachers 

would harm the whole country too. It requires the country a lot of money, time and human 

resource to train and replace such qualified professionals if at all it is possible. Thus, this paper 

seeks to investigate the pushing or pulling external factors which are contributing for these 

teachers to quit the profession as a whole.  

The study in its attempt to attain its major goal, it will try to find answers for the following basic 

questions:  

1. What is the extent of teacher turnover in the secondary schools of Nifas Silk 

Lafto Sub City?  

2. What main factors are leading to teachers’ turnover in the sub city? 



3. What are the coping mechanisms that schools have to put in place in context 

of teacher turnover? 

 1.3. Objectives of the study  

Therefore, the main objectives that this paper intends to attain can be seen from two main 

perspectives i.e. general and specific.  

1.3.1  General Objectives  

The general objective of this study is to investigate the major external factors that aggravate 

teacher turnover in N/S/L sub City in general and in the selected government secondary schools 

in particular.      

1.3 .2 Specific Objectives  

In its most specific sense, the study will attempt to:  

- identity the major external factors that influence teachers turnover ; 

- assess the reasons that aggravate teachers turnover to escalate from time to time;  

- Suggest some possible solutions that enable to alleviate the problem of teacher 

turnover based on the findings of the study;  

  1.4. Significance of the study  

The study is believed to have significance to all concerned bodies to be aware of the magnitude 

of teacher turnover. Furthermore the study can have the following significances, too. It is hoped 

that the study may ignite a gleam of awareness among school communities and other individuals 

who are interested in making similar researches of better details and wider scopes. 

1.5   Limitation of the Study 

First and fur most, finding and accessing the sample respondents was really a despairing task. 

This was because questions such as “who left? When? Why? Where is he/she working now? 

Could he/she be volunteer to take part in the investigation process?” ,should have to get reliable 

answers. However, the researcher was finally successful through the cooperation of volunteer 

individuals and some cooperative school officials and supervisors. 



Secondly, the fear of those teachers who were accessed through such vigorous efforts to be 

volunteer and their worries in case the evidence they gave could be used for other purposes was 

“another”. The researcher had to elapse a lot of time for argument in order to convince those 

individuals. In the end, however, it was able to convince them that the information given could 

be used for only a research purposes and that it would be kept confidentially. Hence, these and 

some other related factors have played roles, at least, in delaying the research work not to be 

accomplished within the scheduled time.    

 1.6. Delimitation of the Study 

Though teachers’ turnover is a serious national as well as global issue, the study is made to be 

limited to only a few selected governmental secondary schools in a single sub city, Nifas Silk 

Lafto, in Addis Ababa city administration. Even the preparatory levels and the private schools 

are not included in the hemisphere of the study. Even all the secondary government schools that 

were in the sub city are not included in the study. Only five governmental secondary schools are 

focused upon, among all government secondary schools found in Nifas Silk Lafto sub city. This 

may delimit the scope of study. This is because, if the study had been prolonged in scope, time, 

place and population, it would have been of a vital importance to study the cause of teachers’ 

turnover as to its deepest roots or up to its simplest denominator. However, this is found difficult 

to manage due different factors such as time, financial and human resources constraints. Thus, 

the study is limited to only five first cycle grade levels of  high schools, found in the concerned 

sub city, Nifas Silk Lafto , namely: Fitawrary Lake Adgeh ,Ewket le-Hibret, Fana 02,Lafto 

Secondary, and Sedil Ethiopia Secondary Schools. 

 1.7. Research Design and Methodology 

As the means or device that seems to be appropriate to gather data for such as teachers’ turnover 

are questionnaires, interview and survey , the survey method is believed to be the appropriate 

technique. 

In the data collection process, out of a total of 406 populations, of teachers and school principals 

80 samples are thought to be drown randomly to be interviewed and be provided with 

questionnaire. Thus, questionnaire, interview and survey method will be used in collecting the 

necessary data for the study. 



1. Questionnaire - will be provided to teachers who are still working in the profession as 

a whole to gather information from these individuals about the external factors that 

they think are aggravating teacher turnover to escalate . 

2. Interview - interview questions will be provided to school principals, supervisors and 

teachers who already left the profession to gather information about the pull and push 

factors t.hat make teachers to leave the profession and to examine what the 

contemporary magnitude of teachers’ turnover looks like. 

3. Survey_ these are brief interviews and discussion made with individuals about 

specific issues. They are mainly used to know about the whole  individuals teachers 

who left the profession  

4. Written documents- these are documented statistical data that describe the number of 

teachers who left their perspective schools in the academic years 2004 E.C to 2007 

E.C. 

  1.8. Operational definition of terms  

i. External factors: factors those are exterior to the organization and contributing to 

the drive of teachers to leave the profession. 

ii. Teachers’ turnover: the number of teachers who leave the profession due to 

various factors more specifically the exterior ones. 

iii.  Secondary school: government schools that hold grade 9 and 10.(the first cycle of 

the third level) 

iv. Design: the procedural, technical organization of the study plan. 

 1.9. Organization of the study 

The study thought to be organized in five chapters. The first chapter deals with such issues as 

background, statement of the study, objectives, significance, delimitation and definition of 

related terms. The second chapter is designed in a manner that it regards the review of related 

works whereas the third chapter consists of the elaboration of research design and research 

methodology. In the fourth chapter, the presentation, analysis and interpretation of the data 

collected is dealt about. And in the last chapter, as well, the summaries, conclusion and 

recommendation of the study is provided. 

 



CHAPTER TWO 

Review of Related Literature 

Under this chapter various printed materials related to teacher turnover and factors contributing 

to it will be revised in sufficient details. 

2.4. The concept of teacher turnover  

2.4.1. What do we mean by turnover? 

In a general overview the term turnover refers to the rate at which employees leave a certain 

company or profession and hence be replaced by other employees or professionals. As Hilina 

(2011:11) explains this may happen in either of two ways, i.e., involuntarily or voluntarily due to 

choice made either by the employer or the employee or in accordance to agreements by both 

parties. The former can be inspired by different factors that result from poor performance on the 

employees own behalf or because of the adoption of new technology which results in reduction 

of certain number of employees, where as the latter is due to decision inspired from the initiation 

of the employee him / herself conspired by different social personal and as well as financial 

factors. (Xaba 2003 cited in Hilina 2011:9) .But in our case, the term turnover refers to the leave 

of teachers from the school or the departure of teachers from the teaching profession as a whole 

in a form of leave or move (Colorado Department of Education, 2015)  

2.4.2. Theoretical Aspect of Teachers’ Turnover  

There are different theoretical aspects regarding the nature, background and magnitudes of 

turnover in general and teachers’ turnover in particular.  

Theories are reasoned suppositions that are put forward to explain facts or events. There are 

some general explanations that regard of the supposed reasons for turnover. Among such theories 

is Human capital theory (Hilina, 2011:1). This theory accepts that there are some underlying 

factors that inspire individuals to enter in to a profession and as well to stay in that profession or 

to leave it. Hilina quotes that Kirby and Grissmer, (1993:6) state that the fundamental concept of 

this theory is that individuals make systematic assessment of the net monetary and non-monetary 

benefits from different occupations and make systematic decision throughout their carrier to 

enter, stay or leave a certain occupation. With regard to the teaching profession, the human 

capital theory of occupational choice mainly interprets the relationships existing among 



education and training migration, and the search for a new job in terms of investment and returns 

(Becker, 1993: Eprenberg & Mith, 2003 cited in Hilina 2011).  

The other theory thought to have relation with turnover is the social learning theory. This theory 

accepts turnover as a result of a social learning process. The proponents of this theory think that 

as learning is a cognitive process that take place in a social context and can occur purely through 

observation or direct instruction, in the absence of motor reproduction or direct reinforcement     

( Barnard, 1963). In addition to the observation of behavior, learning also occurs through the 

observation of rewards and punishment, a process known as vicarious reinforcement (Bandera, 

1972). The theory is expanded based on the traditional behavioral theories. As to Bandera, 

(1971), in these theories behavior is governed solely by reinforcements by placing emphasis on 

the important roles of various internal process in the individual supposed to be learning (ibid). 

Thus, as this theory turnover is a result of environmental and social factors acquired through 

participation and observation. 

Different scholars have different views regarding turnover and social relation. One of such 

attitudes is turnover and social quality (Suit D. and T.M Smith (2010). In this view turnover is 

viewed as both voluntary and involuntary attrition from the profession and mobility between 

schools. The assumption is high turnover is expected to have detrimental effects on school 

quality for a number of reasons. A number of scholars believe that, “Teachers with strong 

academic backgrounds are most inclined to leave the profession, “( Henke, Chen, &Geis , 2000; 

Lankford, Loeb, &Nyckoff,2002; Manski, 1987; Monk , 1994 ; Munnane Singer, Willetc, 

Kemple, &Olsen, 1991) Podqusky, Monroe &Watson, 2004).  

This is presumably because they have marketable skills and knowledge about the other fields 

outside the teaching profession. Some other scholars believe that “Attrition is highest among 

teachers who are new to the profession (Hansushek, Kain&Rivkin, 2004; McCaffreg, Lockwood, 

Koretz& Hamilton, 2003), before they have developed in to optionally effective teachers 

Moreover, existing new teachers often are replaced by similarly inexperienced teachers and 

consequently students in school with high turnover may rarely be exposed to experienced 

teachers as a matter of chance. Nevertheless, it is obvious that turnover affects many of the 

organizational conditions important to effective schooling such as instructional cohesion and 

staff trust. 

 



2.4.3. Types of teacher turnover  

In this section it will be tried to elaborate some of the main types of teacher turnover namely 

retire, move and leave in relation to recent literatures related to the topic.  

2.4.3.1. Retire  

Among the living aspects of teachers’ turnover is retire. Research and finding shows that “age” is 

one of silent predictor and contributor of likelihood of teacher turnover (Hilina, 2011:21). This is 

because as Ingersoll (2001:14) Adds, old teachers leave teaching due to retirement. It would not 

be unreal to imagine that a certain number of teachers retire from the profession each year. 

Ingersoll strengthens this as, “Among the least prominent reasons for turnover is retirement,” 

(2001:21). As Ingersoll further explains, retirement contributes to the turnover of teachers for 

less than a third of  those teachers leaving the profession as a whole i.e. about  27% and as well 

only a small part, 12% ,of the total turnover are movers and leavers. The term movers refers to 

teachers who change only their schools but not the teaching profession whereas leavers are those 

teachers who quit the profession all together and transferred to another occupation. According to 

a study conducted in the United States of America, retirement also does account for the relatively 

high rates of attrition in small private schools. Indeed in urban, high- poverty public schools it 

has a firm impact. There higher level of retirement turnover occurs than it does in small private 

schools for it account 32% compared to eight percent. As a most recent data on retirement from 

National Center for Education Statistics, schools and staffing survey (SASS), estimated, 269, 800 

teachers left the class room in the 2008 – 2009 school year and 27% of them retained.  

To be frank, retirement could not be an urgent incident, and its magnitude could not be so acute 

as the other two types, attrition and move could be in as much organizations can have 

information & evidence of how many of their teachers will retire in a certain academic year. 

However, it should bear in mind even retirement can erode the most experienced teachers and it 

requires additional amount of money to pay pension for these retired teacher and salary to the 

ones who replace them.  

2.4.3.2. Transfer/ move  

The term refers to the change of position in the same profession. In the teaching profession, 

transfer is regarded as a type by which teacher turnover represented. It is a movement within the 

same profession. 



Transfer has significant role in aggravating teacher turnover reflected.  For example as to Boyd 

et.al, although, across the whole United States, approximately half a million teacher leave their 

schools each year, it is only 16% of them that attributes to retirement. The remaining 84% of 

teacher turnover of this type is proved to be due to teachers transferring between schools and 

teachers leaving the profession entirely (Alliance for excellent Education, 2008). Ingersoll 

(2001) identifies that in addition to inherent individual teacher characteristics that lead to 

differing rates, teachers tend to leave schools, either by transfer or exit. As Ingresoll (Ibid) 

further adds, this is because of different underlying problems with the schools administrative 

effectiveness and lack of teacher satisfaction. In a similar context, Stinebricner 2001, Murnana& 

Olsen, 1989) conform that teachers with higher general attitude either leave profession so once 

or are more likely to take a break from teaching.  

In as much as the movement of teachers during transfer or move is within the same profession 

and just within a country, it may not have a significant influence in affecting the number of 

teachers in that country. However, as schools and staffing survey, 2003 indicates, “High transfer 

attrition may disrupt cohesion in a school and negatively impact student out comes even though 

it doesn’t contribute to an aggregate change of teachers.” 

Therefore, from the explanation above one can deduce that transfer is a form of turnover that 

cannot affect the total sum of teachers in a country since the movement is within the same 

profession in the same country; however, it seems important to understand that it may cause in 

balance in the distribution of teachers in a country and at the same time it causes negative impact 

in the achievement of the students.  

2.4.3.3.  Exit / Attrition  

Exist or attrition is a situation in which the teaching profession is completely left in search for an 

alternative occupation. In situations where a high exit/ attrition is likely to disproportionally 

affect some disciplines specially (Mathematics and science) as well as schools with undesirable 

demographic characteristics such as urban schools, schools with low socio- economic student 

populations, etc. (NEA,2003). In addition to factor related to different fields of disciplines and 

demographic characteristics, a lot of other factors are considered to be contributing for a lot of 

teachers to leave the profession in search for other occupations. One of these is low salary. 

(Imazeki, 2005, Loeb et al; Kukla – Acevedo Onrich, Pras&Yinfer , 2008), cited in Dagli, 2012. 

Poor students’ behavior is considered to be another. ( Kelly, 2004) As Dagli 2012 , on her own 



behalf, stresses in addition to poor salary and poor students behavior teacher’s own individual 

characteristics are found  to play significant role in paving the way for high attrition. As scholars 

such as Lius & Romsey, 2008; Wegui , 2007; McCarthy , Lambert ( Rowe & McCarthy, 2010) 

firmly stress teachers job satisfaction and burnout are identified to have a firm association with 

teachers attrition. This seemingly sounds as to mean teachers with lower job satisfaction have 

strong tendency to leave the profession seeking for higher or satisfactory payment.  

Thus, from the issues discussed above on can realize that the main types of teacher turnover are 

retire, transfer and attrition. Retire is sort of giving up one’s work, position all in all. It mainly 

refers to situation peoples leave their profession due to age factors. Transfer, on the other hand, 

is a change of place and position within the same profession and attrition (exit) indicates the 

omission of a certain profession in search for another occupation.  

2.5.  The Impact of Teacher Turnover  

Many scholars agree that teachers’ turnover can have a great impact on the teaching learning 

process (Raffled, Loeb & Wyckoff, 2012; Ingersoll, 2001; Suit & Smith, 2010). These impacts 

that teachers’ turnover imposes on the education system and the quality of education could be 

both affirmative and negative.  

2.5.1. The Affirmative Impact of Teacher Turnover  

Teachers’ turnover should not be regarded only from its negative perspectives as it can have its 

own positive outcomes too. Some turnovers in fact have their own benefits (Ranfeldt et al (2012 

: 15). As Abelson & Boysinger, 1984), further add, this is because of the fact that some turnovers 

result in better person job match and intrusion of new ideas in the organization, the school. In 

situations where poor persons come across to job opportunities due to immigration it creates 

possibilities for those migrant teachers to be more productive in their new schools 

(Jackeson:2010). Furthermore, just to this point, Ranfeldt et al (2012) elaborate that one of the 

instructional benefits of teacher turnover is the fact that there are situations in which some of the 

less effective teachers leave the profession. This is because when such teachers leave the 

profession it is obvious the door will be open for the new ones that replace them. The impact that 

the less effectiveness of those teachers will also be reduced due to the leave of those less 

effective teachers from that very situation. In another occasion, it is also true that turnover plays 

role in minimizing financial expenditures. That is especially true in schools where a large 



number of teachers is concentrated for high teacher turnover enables the schools to save money 

by concerning the average salary payment due to the fact that schools with a high turnover rate 

have more beginning teachers who are concentrated at the lower end of the pay scale.  

This indicates that teacher turnover can have not only negative impacts but also positive. Among 

the positive impacts of teacher turnover are better job person matches inclusion of new ideas, 

boost of production and effectiveness and its impact in minimizing schools costs due to the leave 

of highly paid experienced teachers. However, from a close observation the negative impact of 

teachers’ turnovers seems to outweigh its benefits.  

2.5.2. The Negative outcomes of Teacher’s Turnover 

The negative impact of teacher’s turnover can be viewed from various angles with regard to its 

impact on students’ achievement, the financial wastage caused in case of it and failure in the 

quality of education brought about because of it.  

2.5.2.1.  On the student 

As many scholars earnestly confirm, in most countries failures in students academic performance 

is a common phenomenon. As Ronfeldt, Loeb and Wyckoff,2012:4) write, though there are some 

recent studies that don’t agree, researchers and policy makers often assume that teacher turnover 

harms students achievement. Since the purpose of any teaching learning process is to benefit the 

learners and to make them high achievers in their academic performances, it could not be 

difficult to imagine that it is the students that can be directly affected by teachers’ turnover. 

Regarding, their answer to the question “How teacher turnover harms students’ achievement? ” 

Ronfeldt et al write that “One mechanism by which turnover may directly affect students is 

“compositional”. This regards the fact that the difference in quality between teachers who leave 

the profession and those who replace them incapacitate the student’s achievement. This is the 

same as to mean if the capability or the capacity of the leaving teachers, on the average, is found 

worse than those who replace them, the compositional effect of turnover on students 

achievement can be taken as positive: however, on the country, if the capability of the leaving 

teachers excels of the ones who replace them, the compositional effects is negative. Thus what 

one can realize from these compositional explanations is that student’s achievement cannot be 

affected by teacher turnover unless their school fails to replace those teachers who left the school 

by teachers of better qualities. However, this cannot be a guarantee to be convinced that 



teachers’ turnover may not affect student’s achievement. This is because it seems impossible 

from experience the existing ones to have a better exposure at least to the situation than the new 

comers.  

2.5.2.2. On the organization  

The impact of teacher turnover can’t be confined to only the students. It can also affect the 

educational institution as a whole vigorously. Ronfeldt et al explain that, “Turnover, however, 

may have a broader organizational influence that reaches beyond leaving teachers, replacement 

teachers and their students.” (2012:7). this indicates that the magnitude of teacher turnover is of 

higher importance on the organization than the student’s achievement. This is because as Stuit 

and Smith (2010) add, turnover affects many of the organizational conditions important to 

effective school, such as instructional cohesion and staff trust (page 1) . 

2.5.2.3.  Financial Impacts 

Due to its impact on student’s achievement and organizational burden, teacher turnover requires 

a lot of expenditure. Teacher turnover is really a costly problem spiraling out of control. 

Regarding these vigorous costs of teacher turnover Carroll, T.G (2007:1) wrote:  

Until we recognize that we have a retention problem we will continue to engage in a 

costly annual recruitment and hiving cycle, pouring more and more teachers in to our 

nation’s class rooms only to lose them at a faster rate. This will continue to drain our 

public tax dollars, it will underline teaching quality and it will most certainly hinder 

our ability to close student’s achievement gaps.  

This expression by G. Carrol indicates that teacher turnover causes continuous costly endeavor 

due to its never terminating flow. This is because new teachers are being recruited every time to 

be lost sooner or later and to be replaced by others. Thus as to Dr. Carrol this causes a continued 

financial expenditure. 

 On the provision of Quality Education  

The other impact of this continued teacher turnover is its pose on the provision of quality 

education. The possibility for the provision of quality education requires persistence 

engagements of well experienced and well qualified teachers in the profession. However, this 

sounds impossible due to the un-bridged flow of a number of teachers off the field due to various 



reasons. The impact of such a huge migration of experienced teachers mainly affects the quality 

of education being provided. As Ronfeldt (2012:5) writes “Schools with higher turnover also 

have lower achievement.” Other scholars such as Boyd et, al (2005); Honushek et, al (1999) have 

also confirmed that low achievement and high turnover have interrelation. This indicates that 

where there is a high turnover of teachers it makes it difficult to achieve quality education. 

Panduleni et,al (2007) state that the quality of public education system suffers from a high rate 

teacher turnover. This is because of the fact that many of the young, educated, capable, 

experienced and skilled teachers leave the education system and the gap is being taken up by 

poorly educated graduates from both the secondary education system and the tertiary system 

(Ibid)  

The impact of teacher turnover on the provision of quality education is a vigorous decisive. This 

is because, schools, most of the time, are losing well qualified and much more experienced 

teachers who play significant role in the provision of quality education. Without these qualified 

and well experienced teachers quality education could not be obtained from the vacuum. The 

quality of education that schools provide mainly depends on the quality and experience of the 

teacher him / herself. As Stoke (ND) writes “high quality teachers are fundamental to good 

education.” 

It is obvious that we can replace teachers but we cannot replace their experience. Panduleni 

(2007), Stresses on this saying that there are many and varied responses relating to replacing the 

experiences and qualities of teachers in schools. As Punduleni (2007) further adds, lot of parents 

were usually heard commenting that the available teachers were lacking in experience, often first 

year and that were not familiar in teaching in various occasions of the profession. This indicates 

that quality education is the product of quality teachers. Without quality teachers quality 

education cannot be thought about. This indicates teachers’ turnover can have a vigorous 

negative outcome on the provision of quality educations. 

2.6. Factors contributing for teachers turnover  

Ingersoll (2002) sternly stresses that teacher turnover has been an ongoing concern for years as:  

Compared to most other occupations’ teaching has a relatively high                                             

turnover rate: It is also an occupation that loses many of its nearly trained members 

early in their careers. In fact as many as thirty nine percent leave teaching altogether 



in the first five years due to dissatisfaction or the desire to seek better jobs or other 

careers making the overall amount of turnover accounted for by retirement relatively 

minor.  

This indicates though turnover is common in all occupations,   in the teaching profession, it takes 

the highest position. This huge migration from the profession results not from nothing but rather 

from a number of “ internal” and “ external” factors that vigorously intense the situation ( 

Richardson, 1992).  

2.6.1. Internal factors  

Some scholars such as Maria Rafferty (2002) think that such migration of numbers of teachers 

from the teaching profession results from low morale from the teachers. However, the question 

to be raised here is, “what caused this low morale to grow in the teacher’s personality?” With 

regard to the answer to this question Richardson (1992) writes that the internal factors that 

aggravate teachers’ turnover to be: confusion, insecurity, frustration, lack of confidence fear of 

supervision and attitude of futility. As a result of low morale the educators would have a high 

rate of teacher absenteeism (Ibid).  

Confusion is a result of uncertainty about the working environment and about the profession 

itself. This may result from being new to the school culture being the ephemeral taken for 

granted points of school (Deal & Peterson, 2009:7). This may include prevailing norms and 

values that are expressed through individual’s practices and behaviors. Bryk & Skhneider 2002, 

add that a strong school structure reinforces the sense of community and social trust necessary 

for school improvement.  

 Confusion might also be linked and/ or result in feeling of insecurity frustration and lack of 

confidence. However, as to Richardson (1992) frustration, lack of confidence and attitude of 

futility are mainly caused due to the fear for supervision. In situations where students discipline 

is a not reliable teacher like neither to teach nor to be supervised in such occasions. This is 

because most teachers believe that lack of student discipline impedes their ability to teach. A lot 

of scholars agree this view to have some acceptable regards. Among these are Allensworth, et,al 

2009; Jobson et al 2005; Ladd 2011; Marinell& Coca 2013). Particularly Allensworth et al 

(2009) firmly confirm that distractive class room behaviors especially in high schools frustrate 

teachers and aggravate teacher turnover strongly. All the incidents indicated above may cause 



teachers to have developed a sense of insecurity to work in such school environment. This is 

because as Allensworth et al, 2009 & Public Agenda stress teachers mainly want to teach in 

environments where adults and student feel safe. Nevertheless, as Mets, 1993; Public Agena, 

2004; Steinberg, 1996, further elaborate, the situations that cause internal discomfort for teacher 

are not only limited to violence or disruption but also situations such as apathy, disengagement 

that undermines the teachers  professional importance and leave them feeling unsuccessful are 

known to have their own impacts.  

According to Briggs and Richardson (1992) the internal factors discussed above can have the 

possibility to bring about external impacts too. This mainly seems due to the fact that the low 

morality of teachers that is inspired due to these internal factors cause them to involve in 

backbiting, open hostility, bickering, and generally showing lack of consideration for others. As 

these scholars further state, a number of teachers would react to low morale by resigning their 

positions, which contributes for high turnover in its turn.  

Thus as the main emphasis of this study is to see what external factors are aggravating teacher 

turnover in secondary schools of N/S/L Sub City , below detailed regards will be made on such 

external factors.  

2.6.2. External Factors  

External factors unlike to the internal ones are factors that inspire and /or influence the teachers 

from outside to leave the profession. These include lack of respect, personal factors, prolonged 

work hour, unfavorable working conditions, lack of appropriate support from the administration, 

job dissatisfaction low pay etc.  

2.6.2.1.  Lack of respect  

As Hilina (2011) stresses so many scholars and other individuals think the only and the most 

important reason why most teachers leave from the so called golden profession is financial. As 

Hilina (Ibid) further adds, teachers as any other /human being can have favorable feelings 

&altitudes about the teaching profession stating as, “ Teachers can have favorable feeling/ about 

teaching job on conditions that follow items are fulfilled in order to importance, getting respect, 

achieving recognition”(2011:15).  



This explanation indicates that even not solely, at least, in addition to the satisfaction of the 

financial need teachers have other necessities that they want to be satisfied. Among these are the 

perception of professional importance getting respect, achieving recognition etc…In addition 

Schelchy and Vance( 1993:48) explain that teacher need encouragement and approval from 

parents, principals, students etc. Korseli, Collin(2013) in answering the question “ Why are New 

teachers leaving the profession?” in the result of a Canada-Wide survey, they have indicated that 

teachers hesitate to work in situation where they cannot be respected and recognized as human 

beings and not given the sense of importance.  

Thus, we can recognize, among other things lack of respect is one of the factors that drive 

teachers to hesitate to continue with the teaching profession. 

2.6.2.2.  Personal factors  

In addition to lack of respect, recognition sense of importance, the other most important factor 

supposed to be the reason for teachers’ turnover is personal factors. These involve factors such as 

sex, age, including family conditions. Ingersoll (200), Writes that “Personal reasons, such as 

departures for pregnancy, child rearing, health problems, and family matters, are more often 

reported as reasons for more turnover than either retirement or staffing actions. As Ingersoll, 

further strengths about 33% of migrations (transfer) and 45% attritions (exit) are caused due 

personal factors.  

A lot of researches have shown that personal factors such as teacher characteristics, gender, race 

, age, certification, educational  level, years of teaching experience and family reasons are known 

to be the main factors to affect teachers decisions to stay in /or to move to another school or/ to 

leave the profession as a whole ( Dagli, 2012). According to a study on Global issues of Early 

Childhood Education and children’s rights held in Turkey in 2012, gender plays a vital role in 

aggravating teachers' turnover. As the study cites, Guavino et al ( 2006) have proven attrition 

rate is higher for female teachers than for the male ones. Ingersoll (2001:14) adds just to this 

point male teachers are more likely to stay in their teaching profession than their female counter 

partners do. As Hilina (2011) quoted, Charter (1970; 450) has also assured that female teachers 

are more likely to leave their teaching profession. The situation in our country is not different 

any more. Motuma (2006:101) has tried to show what the situation in Ethiopia looks like with 

reference to his study in government, Secondary schools in Oromia region. He has described that 

the stay of male teachers in their teaching career is more likely than the female ones. This may 



be due to the fact that female teachers need more secured working environment than their male 

colleagues. This might be they could be more vulnerable for different hazards such as rape.  

Another personal factor thought to contribute of its own part for teachers turnover by many 

scholars is age. Regarding this Dagli (2011) writes that there is a U – shaped interaction between 

attrition, age and year of experience of those teachers who quit the profession every year. This is 

because there is an attrition with higher turnover rates among younger and older teachers and as 

well as new and senior teachers the lower rate of turnover consisting of mid- aged and mid – 

career teachers ( Keigher, 2010 & Liu , 2006). Though it could not be regarded as a case for the 

situation in our Country, Keigher (2010), Strunk & Robison (2006) state that race has its own 

impact on teacher turnover. As those scholars further explain there is a high tendency of attrition 

for Black and Hispanic teachers than for white teachers in the situation of the United States of 

America.  

As to Hilina (2011) other scholars such as Wu & Wu (2001), Mann e Tesfaye (2000) there are 

other scholars who believe that the tendency for female teachers to leave the profession is high. 

Thus, whatever the scholars vies might be, it is possible to deduce that teachers personal factors 

such age, sex, experience, etc, can play significant role in aggravating teachers’ turnover.  

2.3.2.3. Prolonged Working hour  

Teachers hardly leave their profession because of failure to handle the changes they confront 

when interacting with the children and teaching in the classroom but, however, due to the 

overload (Hoston, 2009). The term overload, in the teaching profession may not only refer to the 

situation where the teachers, teach more periods than it has to be due to different factors. 

Nevertheless, it regards the teacher’s endeavor and fatigue even out of the working hours. In fact 

teachers have to involve in a number of curricular and non - curricular activities, especially in the 

situation of our country, such as in managing the students disciplinary problems, participating in 

different clubs, involving in CPD,  preparing report cards, organizing academic profiles, etc… in 

addition to their regular classroom teaching learning and other related routines. Tarmor, Reiter 

and Feigin (2005), Write that such activates are the main factors that cause the individual teacher 

to burn out which means they become emotionally and physically exhausted. As these scholars 

further add, teaching in the higher grades together with additional administrative roles in the 

school will really encourage additional burn out. Regarding the role of prolonged working hour 

to teachers turnover, Luraclork, (2012) quotes that Christ Slower general secretary of NUT, Said 



“Excessive workload, restrictive (Curriculum) and the intense worry and tear regarding of sted 

inspections would certainly lead to many teachers wanting to take early retirement”. 

This predicates that prolonged working condition together with related intensifying situations 

and routines would really inspire the teacher to think of leaving the profession in any forms of 

turnover i.e. leave or move.  

 2.3.2.4. Unfavorable working condition 

The other most important factor suspected to cause much more impact on teacher’s turnover is 

unfavorable working condition. As some scholars such as, Williams (1997) unfavorable school 

condition is among employment factors that refer to factors of general school climate such as 

school size, school community (Urban, suburban, rural) and region or the place. The implication 

is that if the school environment is not favorable due to the size of the school, is not inviting to 

teach there, if the community of the school is not assisting and motivating to teach there, if the 

region where the school is not found conductive for a teaching learning process the teachers may 

intend to quit their teaching occupation for they could not attain settled mentality and sentiments 

Shen(1997). As these factors are firmly related to geographical location of the school, the 

societal influence on the school, the academic performance of the students, the economic status 

of the students being taught, etc… can have a significant impact on the teachers persistent and 

their sentiments to stay and work there or to move or leave the profession. Buillingsley ( 1992)  

adds that unfavorable school environment can also be characterized by employment factors such 

as salary, school climate, administrative support, colleague support, job satisfaction and 

commitment. In situations where these employee factors are not viable to foster the teaching 

learning process in a settled manner, the teachers working there may not pertain to work there.  

Thus, for teachers to work in a certain school and to stay there for long the working environment 

has to be viable and vibrant. 

 2.3.2.5. Lack of appropriate administrative support 

The role of a certain educational administrative body is to assist a settled school environment to 

persist and a conductive working condition to exits. In situations where this is not attained 

Prestine and Thurston (1994:359) write the school system cannot function properly according to 

the goals intended to be attained, according to the plan of action pre convinced. Hilina (2011:11) 

adds, that school administrators have the responsibility of creating a conductive working 



environment so as to assist the teachers working in that environment to accomplish their tasks 

satisfactorily without any resentment. Administrators and officials who are working in all the 

different level and stages of the educational system should have to  act aptly hand in hand to 

establish a well facilitated education system and as well as to support, correct, appreciate, 

motivate and encourage the teachers from a near distance (Cockburn& Hayden, 2004). They 

have also to ensure an atmosphere of fairness, justice and efficiency especially regarding such 

matters as, posting, appointing, promoting and transferring (William, 1997:55). This is mainly 

because fair, transparent and just educational administrative support adds to an increased job 

satisfaction and as well as to decreased teachers turnover. In schools of such administrative 

support teachers always hesitate to live but rather to leave.  

However, in situations where adequate, convincing and fair administrative support is not aptly 

available the teachers, may feel helpless, frustrated, unsettled and confused and thus they could 

be forced to leave or move (Singh and Bulingsley 1997, as cited in National Commission on 

Teaching and American Future policy brief). This indicates that good administrative support 

helps to retain numbers of teachers not to resign.  

  2.3.2.6. Job dissatisfaction    

In situation and environmental conditions that are not apposite for working there it is obvious 

that teachers will not tie up to stay and work there. This indicates job satisfaction has its own 

impact to invite teachers to work there for long. In convincing this importance of job satisfaction 

in capturing teachers emotion to stay in the profession Darling Harmond (1989) wrote that job 

satisfaction was an important factor to teachers and even more important to highly qualified 

teachers in order that they pertain in the same place and profession for long. In a related context, 

JoAnna Oster (2007) adds that Job dissatisfaction had led numbers of teachers to resign from the 

teaching profession. As she continued to elaborate, the job dissatisfaction in that aspect was 

caused due to lack of input in to professional decision making, restrictive bureaucratic controls, 

and inadequate administrative support for teachers themselves in particular and for the teaching 

profession as a whole( Ibid). Strengthening this issue, Hanison ( 1984) states that better salaries 

don’t suffice to attract better teachers to the profession unless and other wise better respect, 

status and working condition etc, are not necessarily provided in order to make the working 

condition satisfactory. Hanison adds that it is found most teachers leave the profession because 

of lack of interest in the profession due to lack of opportunity to teach effectively.  



Regarding the importance of job security and satisfaction for teachers leaving that have 

previously been reported portray that the same factors have acted as for teachers leaving today 

Croft (189) had concluded as relatively low pay, problematic security, oversized classes, cultural 

shock, distress among students, parents, and administrators perceived by scholars, employees, 

and going bureaucratization of education have interacted with changing teacher demographics 

and a diminishing public support for education to heighten the dropout problem among school 

Stcoff ( page 1).  

This indicates that job dissatisfaction along with so many other related factors contributes a lot to 

high turnover of teachers’. Just to conclude what croft stated above in short terms with Cotton’s 

expression “salary and finance are traditionally thought of primary reasons for teachers leaving 

position however working conditions is a more important issue” (1987:12).  

  2.3.2.7. Low pay  

The routines of teaching never terminate in the classroom interaction only. The teacher can have 

a lot of curricular, co-curricular and non-curricular activities to accomplish. Some of these 

activates may follow the teacher to his/ her own home or community. For example, in some parts 

of Ethiopia teachers have to roam door to door to call students who ceased coming to class. 

However, when it comes to the pay it is known it is not as good the endless routines that chase 

the teachers to their beds.  

In fact teaching is a career that is sought not for pay but for the rewarding outcomes of the 

student achievement; however, as Houston (2009) strengthens it, “Teacher salary has become a 

major factor in teacher attrition rates.” (Page 31). This is because many teacher especially the 

well experienced and well qualified ones, are leaving the profession due to the in comparable 

nature of the work load and the law pay in the profession. As Kelly’s (2004) study in the issue 

depicts salary has been a factor in the high attrition rates over the history in education. To add 

just to this point Houston (2009:35) concludes the matters saying “The higher the teacher salary 

evidences showed teacher attrition was lower.”  

As Houston (2009:35) quotes in consistence with Kelly’s history analysis, Orich, Pas and Yinger 

(2000) had concluded a study to investigate teacher attrition in relation to poverty. Then, 

Houston further explains it was identified that salaries do affect teacher’s decision in leaving or 

staying in the classroom (Ibid). Thus, they reported that teacher worked in the higher paying 



systems would less likely leave the teaching profession and hence as the study suggests in order 

to complete with other factors such student factors that influence attrition a large salary increase 

would be needed to keep  teachers in touch. In a similar manner as Flowers (2003) study a 

research investigated to answer teachers leave their profession it was identified that among many 

other variables money to be the most reason for attrition. As Flowers (2003)in (Houston 

2009:36) stated salary impacts teachers who decided to remain in teaching and those who 

decided to leave. As a nation we value education however the salary we pay teachers indicates 

otherwise. Action should be taken to rectify inadequate salary issue, as well as issues related to 

the other variables that influence teachers to leave (2003:88).  

All the evidences indicated above represent the situation in America. Nevertheless, when it 

comes to situation in our country, it is obvious that low pay to have a similar impact for the leave 

of a great number of teachers.  

In Hilina (20011:14) we can read that researches had revealed that inequality in salary between 

teachers and non teachers of similar educational status and services has been a critical issue for a 

number of teachers’ dropout of the profession. As Hilina further quotes other researchers like 

Aklilu 1967 Sum 1992, Getachew 1999 and Dange, 2002 have realized that salary has played a 

significant role in inspiring teachers to revise their decision to stay in or to leave the teaching 

profession as a whole.  

2.4. The contemporary situation of teachers’ turnover in Addis Ababa  

Although it is possible to conclude that teachers’ turnover is a global problem, it could not be 

difficult to realize its impact and magnitude would be so serious in the developing countries. For 

example,  Alazar ( 2007:1) writes that African countries show increasing demand for education 

to attain universal primary education on one   hand and on the other to increased access to 

education and as well as to improve the quality of education  that is provided to the secondary 

schools. As to him, this is found impossible due to multifaceted problems such as lack of 

sufficient quality teachers, poor facilities, lack of skilled educational leaders etc… on the other 

hand, as Ingersoll (2001:1) in relation to what Alazar stated above, emphasizes that the main 

reason for the schools in adequate performance is their failure to fill their classrooms with 

qualified teachers. As to Ingersoll, this is worsened in developing countries where continued 

teacher turnover and increased student enrollment escalates with time (Ibid). Relating these 

coincident to an African contest, Alazar ( 2007:1) writes that the situation is worse in the African 



soil where the teaching profession is considered as a stepping stone by most teachers who were 

trained to teach in the profession. Oliveira and Farrell (1993:7) also agree on Alazar complier 

adding that trained teachers in most Africa countries use the teaching profession as a ladder until 

shier ambitions of getting other jobs is satisfied.  

The situation in Ethiopia is same, too. The country’s ministry of education has been in a vigorous 

endeavor in replacing and training qualified teachers. This is because; Ethiopian schools have 

been in quest for qualified teachers due to ever increasing student’s enrollment and a very high 

tendency of so many teachers to leave their teaching career. In a study conducted in 1967, Aklilu 

, had stated that from over 600 teachers qualified in 1958 only 200 were till then teaching in their 

perspective classrooms. That means about 66.7% of the teachers left the profession in one case 

or another. In another incident in Tesfaye (1999:5) it is indicated that in a conference held in 

Bahir Dar in 1997, it was reported that the situation of teacher turnover was worse in the 

countryside of the country. According to this report, Tesfaye continues laboring among 87 newly 

deployed high school teachers in Benisangul Gumz Regional state 28 of them or 32% were 

reported to have left the teaching profession as a whole with that very academic year.  As quoted 

in both Hilina (2001:3) and Alazar (2007:2), Motuma (2006:100) indicates that in the 

consecutive three years 2001 – 2004 the rate of teacher turnover had reached about 17% in 

Oromia Regional state only. As to Temesgen (2005:64) from the Gambella Regional state in the 

2004 academic year, 20% of the degree holder secondary government school teachers had quited 

their teaching profession. As cited in Darge (2002:2) two researchers i.e.; Manna and Tesfaye’s, 

(2000) had pointed out among the sample teachers involved in their studies the 49% (almost half 

of them) were identified to have an ambition to leave their profession, i.e., teaching.  

These model examples taken from Benishangul Gumz, Gambela and Oromia indicate that 

teachers’ turnover is at its high and alert situation. The situation in the capital, Addis Ababa, is 

not different. In a study conducted on a sample of 308 early career teachers of the secondary and 

preparatory levels in Addis Ababa, it was discovered that there was a high magnitude of 

intention to quit the profession. Based on that study, Gyezaho (2014:10) had explained that 

among 208 sample teachers, the 53% or 164 of them were identified to have shown high 

intention of quitting the profession whereas only 13% or 42 teachers showed low intention to 

quiet the profession. From Gyegaho’s explanation it could be possible to deduce that the 

percentage or those teachers who have the intention to quit the profession is 65% more times 

higher than those who intend to stay in the profession.  



This high intensity of teachers’ turnover in Addis Ababa goes down to the different sub – cities.  

The studies conducted in different secondary and preparatory schools have proved that. For 

example, As Alazar ( 2007:3) explains data gathered from education experts and directors had 

revealed that the rate of teachers in some government secondary schools such as,  Abyot Kirse 

and Shimels Habte, both found in Kirkos Sub City, turnover, in the academic years 2001, 2002 , 

2003 , 2004 & 2005 respectively to be : 2-4; 7.4; 7.8 9.1 &10.6 in percent. These figures show 

that how the magnitude of teachers’ turnover escalated from 2.4% in 2001 to 10.6% in 2005 by 

an overage of about 7.5%. This indicates how serious teacher turnover is in Kirkos sub City. 

However, as Alazar further details the problem of teachers’ turnover is more sever in some other 

sub cities such as Yeka. For example,  a study conducted in same secondary government schools 

found in Yeka sub City, KokebeTsibha and Dejazemach Wondrad,  with reference to the 2003 to 

2004 ( two) academic years, the rate of teachers turnover was 14.1 and 11.2 respectively. This 

shows an increment of about 12.7% on an average. These evidences from Kirkos and Yeka sub 

Cities seem enough to show what the feature of teacher turnover in Addis Ababa looks like.  

2.5. Retaining Mechanism  

Only talking about what teacher turnover is, classifying its types and impacts, illustrating its 

factors and showing its contemporary magnitude in Ethiopia in general and in Addis Ababa in 

particular doesn’t sound enough unless the mechanisms intended important to keep this 

continuous flow of experienced and qualified teacher in place are not identified and appropriate 

measures are not taken. Thus, under this section an attempt will be made at least to cite some of 

the most important retaining mechanisms for teachers continued turnover in Addis Ababa in 

general and in N/L/ Sub City in particular.  

As many scholars believe teachers turnover seems incessant unless some increasing efforts are 

made along with its increasing magnitude and impact. As Cockburn and Haydon (2004) confirm, 

no question the importance of implementing different mechanisms of retention; however, the 

question is “what mechanism and how should it be implemented?” In answering this basic 

question many people, especially in our country, think that in the recruiting process care should 

be taken to draw individuals who are interested to stay and work in the profession and who are 

talented for it.  Nevertheless, Ingersoll (2001) answers this question saying that teacher recruiting 

mechanisms and programs which are traditionally common in the policy area could not solve the 

staffing problem of schools unless they  are set in the manner they address the organizational 

sources of the attainment of low relation. This view by Ingersoll ( Ibid) indicates different 

retaining mechanisms should be implemented to foster teachers’ retention. In a similar manner, 



Cockburn and Haydon (2004) add to this Ingersoll’s opinion stating that turnover can be reduced 

by taking such measures as reducing class size, providing more learning support assistance, 

better resource for teaching, giving more and better recognition both to the professional and the 

profession and by facilitating more in service training.  

Mathis (1995) on his behalf suggests that turnover can be reduced by some retaining mechanisms 

such as fair compensation career planning and internal planning, promotion and professional 

development (page 73-77) Mathis’ intension is to mean when teachers are provided to fair 

compensation, promotion and professional development it could be a guarantee and an incentive 

for them to stay and work in their prior profession i.e, in our case teaching. For Temesgen 

(2005:63), improving the security of the working place, fidelity of the system of transfers for 

teachers, tangible and franc scale of salary, enhanced administrative support, facilitated 

professional development, etc-, could play a significant role in minimizing the problem of 

teacher turnover. 

As Motuma (2006); Alazar ( 2007) quate, in a more specified manner Killon (1976:137) has 

suggested the following mechanisms of retaining teachers turnover. These cause as:  

Improving and monitoring leadership and supervision skills; Initiating team 

work, implementing fair and equitable compensation system, building 

individual confidence and freedom to discus about turnover facilitate 

situations to ensure full utilization of competent skilled and talented 

employees. Provide a definite salary scale comparable to other government 

departments and private agencies, improve selection, evaluation, preparation 

and appointment of educational leaders; improving working conditions of the 

school; promoting the teachers’ importance through different media etc.  

In fact, it is obvious retaining teachers from migration has become one of the most challenging 

factors in the struggle to achieve quality education of all nations all over the globe. Different 

scholars have proposed and suggested different mechanism of retaining teachers’ turnover; 

however, it may not be possible to find a simplified solution to all the factors that aggravate 

teachers’ turnover. Thus, concerned bodies and individuals have to seek solutions for their own 

contextual contemporary factors by being helped by different researches and findings such as 

this one.                                                                         



                                              CHAPTER THREE 

THERESEARCH DESIGN AND METHODOLOGY 

 

This chapter presents the research design, methodology, the sources of data, the study site and 

population, the sample size and sampling technique, the procedures of data collection, the data 

gathering tools, the methods of data analysis and Ethical considerations. 

 3.1. Research Design 

 

Design is plan to a certain type of study. In this research, as the main objective of the study was 

to find out what external factors were affecting the teachers in the secondary schools of Nifas 

Silk Lafto Sub City to leave their teaching profession and what its current magnitude looks like, 

it is obvious that the investigation process requires the implementation of device such as 

questionnaire, interview, observation, etc. Thus it was supposed that the survey approach would 

fit to satisfy the needs of the research work. This is because it enables to collect data of any scale 

with a reduced cost and as well as is an easy accessible means that enables to access and assess 

options and trends and even for its capability to enable to make cursory examination of data or 

figures. It is also obvious that the survey method goes along the need of this study work for it 

encompasses any measurement and procedures that involves, distributing questionnaires, asking 

questions to respondents, observation and interviews. 

 Thus, both qualitative and quantitative approaches of survey method would be used in the 

processes of collecting and interpreting data to find the necessary evidences for this research. 

Questionnaires will be implemented in collecting quantitative data, while for the qualitative data 

interview is employed (Muijs, 2004).    Survey,  according  to  Kothari (2004), is a method of 

securing information concerning an existing phenomenon from all or selected number of 

respondents of the concerned universe, while interview facilitates to have or to get in-depth data 

on  the practices and challenges of school-based supervision. To this line, the qualitative 

approach would be incorporated in the study to validate the quantitative data. 
 

 3.2. Data Source 

To be able to establish the findings of the study on a strong theoretical and practical ground, both 

the secondary and primary data source were examined. The secondary data source used to the 

research investigation made in examining different publication results produced at different time 



and places by different institutions and /or individuals on the topic teachers’ turnover and issues 

related to it. This specially indicates the issue and topic raised and discussed in “unit two”. The 

primary source refers to the data collected by means of interview, survey and other research 

techniques which were used to dig out contemporary and historical information and evidences 

regarding the issue of teachers’ turnover in secondary schools. 

  3.3. Study Area 

Although the term study area refers to social, cultural, physical and psychological situation of a 

research work, in this study its definition is made to be confined to the geographical land mark 

where the study is conducted. 

Thus, as the title cites, the research has designed to investigate teachers’ turnover in 

governmental secondary schools in Nifas Silk Lafto Sub City , the geographical land mark of the 

study focuses on certain government secondary schools found in Nifas Silk Lafto Sub City. This, 

is, mainly because, in many occasions, its common now and then to hear that a lot of teachers, 

more than any other Sub City in Addis Abeba, are leaving their classrooms for various reasons 

specially from the Secondary governmental Schools, in Nifas Silk Lafto Sub City. In this case 

the researcher wants to examine the extent to which teacher attrition is found and what external 

factors are contributing for it. 

 3.4. Population 

By the word ‘population’ in the case of this study it is to mean the collection of individuals that 

are the main focus of this scientific study. It is sometimes termed as “the focus group”. In most 

studies population is commonly thought as a group. This is because in planning such a 

descriptive analysis, it is frequently advised and also seems appropriate to use groups of 

participants for it eases the burden of contacting different individuals at different time and place 

and as well as for it enables to access organized and most reliable information from individuals 

of similar characteristics and needs. The population which was intended to be encompassed in 

the study were secondary school teachers who were working on Nifas Silk Lafto Sub City. 

However, this includes all the targets accessible and the study groups. Hence, it seems important 

to define what by each of these three terms meant with regard to this study work. 

 



 3.4.1. Target 

This refers to all the teachers that were identified to be teaching in the government secondary 

schools of Nifas Silk Lafto Sub City in the academic years 2004E.C to 2007E.C. The figure was 

collected from the payrolls of each of the five individual samples schools found in Nifas Silk 

Lafto Sub City: Fana 02; Lafto Secodary Schhool; Ewket Lehbret ;Fit-Awrari Lake Adgeh and 

Sedel Le-Ethiopia . 

By this term, accessible population, means all who were known to be teaching in their 

perspective secondary schools (they were 5, namely: Laffto Secondary school, Fana Secondary 

school, Fitawurary Lake Adgeh, Ewuket Lehibret and Sedil Le Ethiopia Secondary school), 

during the study period ,i.e., from Meskerem /2008 EC or September/2015/16 to Miazia /2008 

EC/April/2016 in Nifas Silk Lafto Sub City. This involves the figure of 406 individual teachers 

who were working in the concerned schools during the time period in which the study was on 

due of the active investigation process. Accessible population advantages in balancing the 

researcher’s judgment in making comparison regarding the leavers and slayers as comparable to 

the target population. 

 3.4.2. Study 

This concerns all the teachers who were teaching in the governmental secondary schools in Nifas 

Silk Lafto Sub City, in general and in the target schools, i.e. Laffto Secondary school, Fana 

Secondary school, Fitawurary Lake Edget, Ewuket Lehibret and Sedil Le Ethiopia Secondary 

schools, in particular and now left the teaching profession/transferred , but were involved in the 

investigation as samples. The refining process has its own inclusion and exclusion mechanisms 

.The inclusion mechanism was made to encompass all teachers who were teaching in the 

secondary schools, specially the government ones in Nifas silk Lafto sub city in the fiscal year 

2005 to 2007and who then were known to have left or resigned from the teaching profession for 

one or another reasons but who were able and were volunteer and consented to participate in the 

study process of data collection. The exclusion criteria on the other hand, concerns those teachers 

who were transferred to other sub cities or those who quitted working in the profession all in all 

and identified not to be able to participate and therefore were not included in the study. This 

enables to remove the representation of subjects that have to be removed or to be excluded not to 

affect the balance of the judgment to be made with regard to the final findings and the conclusion 

to be arrived at in answering the basic research questions. 



 3.5. Procedure 

The sampling procedure used in this study was Simple Random Sampling (SRS) technique. This 

means the selection of the respondents from all the five concerned Schools were made by means 

of simple random sampling with replacement. All the teachers who fulfilled the need of inclusion 

criteria were listed in alphabetical procedure and were given Codes in order to select the 

respondents as well as to estimate the probability of bias. The updated names were retrieved 

from the DEOs’ office were used for sampling and identification purposes only. However, on the 

questionnaire, only the teachers’ assigned codes were used after identification.  In the data 

collection process the following procedures were passed through. First it was tried to check the 

number of teachers who left from the sub city in general and from the concerned school’s in 

particular by studying the clearance of those teachers documented in the school and as well as in 

the sub city. Then the sampling process as indicated in section, 3.4, was accomplished. Then the 

respondents where successfully sampled, identified and written informed consent was obtained 

from them. After that, for each respondent identified the intended questionnaire or interview 

questions were provided (distributed) interviewed. When the respondents completed the 

questionnaires they returned them to the researcher or to any one assigned by him/her. Then the 

entire distributed questionnaire would be counted and checked for completeness. Different 

means of communication were used, such as telephone and personal messenger to access in hand 

to fill set of questionnaires distributed. In this way it is hoped that a reliable number of 

questionnaire were secured. 

3.6. Instruments and variables 

3.6.1. Instruments 

The topic instrument indicates the device implemented in the data collection process. The main 

instruments in the study were questionnaire, interview, and informal observation and discussion. 

 3.6.1.1. Questionnaire 

A Semi-Structured self administered questionnaire was implemented as a main means of data 

collection in the investigation process. It was made to consist of four sections. Namely: 

           Section I. Socio-Demographic characteristics of the respondents; 

           Section II. The Contemporary features of teachers’ turnover and its magnitude; 



            Section III. External factors contributing for teachers’ turnover and 

           Section IV. Coping   mechanisms to retain Teachers’ turnover. 

Thus, a questionnaire which consisted of about 23 close ended 2 open ended questions, were 

developed and implemented in the data collection process. The questionnaires were distributed 

for the sample teachers, school principals and supervisors. 

3.6.1.2. Interview 

Some basic interview questions were prepared and distributed to the principals, teachers who left 

the teaching profession and a supervisor who usually provided professional support tin relation 

to the target schools. This was to cross check teachers’ turnover and its current magnitude in 

those schools. However, other techniques such as optional observation and discussion were used 

to formalize preconditions and for some cross check activities only. 

3.6.2. Variables 

The two main important variables to be encountered in this process were thought to be 

independent and dependent variables.    

 3.6.2.1. Independent 

This consists of most of the internal factors such as stress and burnout and external factors such 

as: Socio-demographic factors: sex, age, academic qualification, teaching experience, health 

status, family matter, working conditions, teaching load, class size, administrative support, job 

security, school characteristics, lack of promotion, low pay etc .This is because they are the main   

factors for the dependent variable, i.e., teachers’ turnover. However; in our case the most 

significant independent variables are the ones involved under external factors since the main 

objective of this study is to investigate their extent and impact on teachers’ turnover. 

 3.6.2.2. Dependent   

Hence the dependent variable is teachers’ turnover for it is thought to be caused due to the 

influence of these independent variables especially the external ones. 

 

 



3.6.3. Validity 

The instruments are believed to be valid or relatively bias free in as much as they were 

developed through vigorous revision and detailed verification from instruments used in earlier 

studies on similar topics conducted by different scholars at different time and place. These 

involve studies such as: Ronfeldt, 2013; Alazar, 2007; Hilina, 2011; Ingresoll, 2001, 

w.w.Charter, JR., 2013; Ayalew, 2009; etc 

3.6.4. Reliability 

The instruments are trusted to be consistent in measuring the variables by using the reliability 

proficient called Alpha (α). This would compute on the data from the field using SPSS program, 

which is a soft ware program widely used for statically analysis in Social Science. Because it 

presents the analyzed and interpreted data in a table /or graphs of any types. 

3.7. Data processing and Analysis 

3.7.1. Data Processing 

The responses given on the questionnaire were tallied and counted to be represented numerically, 

in correspondence to their specific codes and role numbers. Then all the collected data and 

numerated were fed in to an excel program to further minimize errors by using a check command 

and then denied by the researcher. Then, the verified data was analyzed, interpreted and   means 

of SPSS version 16 software program. At the end, all the processed data was stored in more than 

one secured places. 

3.7.2. Data Analysis 

3.7.2.1. Descriptive Statistical Analysis 

The variables categorized were summarized by means of frequencies and proportions (tabulation 

while continuous variables were summarized using mean and median in situation) where data 

was not normally distributed or skewed. 

 3.7.2.2. Analytical/Further Analysis 

As a 95 confidence interval was used for both bi variant and multi variant analysis at a P-Value 

of less than 0.05 (5%) offer controlling the confounders, the confounders were considered as 

greater than 5%, the data was reported in Odds Ratio and/or Chi- Squares where it was found 

appropriate. 



                                                              CHAPTER FOUR 

                              Data presentation, Analysis and Interpretation  

      4.1. Preview  

As the main objective of study is to assess the major internal factors that contribute for teacher 

turnover in the government secondary schools, in Nifas Silk Lafto sub-city, a thorough 

investigation was made to gather data from any accessible source. This has involved data 

extracted from written documents, questionnaire, interview, etc. To this end, different 

mechanisms of data collection and extraction were employed. The data are mainly thought to 

provide ample evidences about issues, such as the socio demographic characteristics of the 

sample respondents, the contemporary feature(magnitude) of teacher turnover on the sample 

schools in particular and , the most significant external factors contributing for teachers’ turnover 

and the coping mechanisms to retain teachers turnover. Thus, under this chapter all this data are 

presented, analyzed and interpreted by means of different mechanisms of data presentation and 

interpretation such as verbal elaboration, tables and graphs etc. 

      4.2     The Demographic Characteristics of the Sample Respondents  

The sample respondents of this study were teachers who present time left the profession, teaches 

who are still working in the selected schools, school principles and supervisors. The main 

demographic features of these respondents are described in the table below, together with their 

additional responsibilities. 

 Table 4.2.A. The sex composition of Respondents 

Sex Frequency % 

Male  59 77.6 

Female 17 22.4 

Total 76 100% 

As the table predicts the majority of the respondents are male. It has comprised 77.6% of the 

total respondent whereas that of the females is 22.4%. This is a reflection of the real situations in 

most schools. There is always less number of female teachers than their male counterparts. 

 Table  4.2.B. Educational Qualifications of the Respondents 

Status Frequency % 

BA,Bed/BSC 58 76.3 

MA/MSC 18 23.7 

Total 76 100% 

 



As one con realizes from table the most majority of the respondents are first degree holders. 

Their number comprises about 76.3% of the total respondents. The remaining 23.7% of the total 

respondents is shared for the respondents who have is second degree in MA or MSC. 

Table 4.2.C. Experiences of the respondents 

Years of Experiences in Ranges 

Ranges Frequency % 

  2 - 5       Years 17 22.4 

  6 - 10     Years 34 44.9 

11 - 15       >> 9 11.8 

16 - 20       >> 3 3.9 

21 - 25       >> 3 3.9 

26 - 30       >> 1 1.3 

31 - 35       >> 5 6.6 

36 - 40       >> 4 5.3 

Total 76 100% 

 

The most frequently appeared range of years of experience is the range 6 – 10. It comprises the 

largest majority of the total respondents, i.e. 449% whereas the next highest range is the one 

which comprises teacher respondents whose years of experience range from 1 up to 5. The third 

interval, i.e. 11 -5, consists of the 11.8% of the total respondents. The fourth and the fifth 

intervals, i.e., 16 -20 and 21 – 25 4 years share equal percent of respondents, i.e. 3.9% each. The 

six intervals consist of only one respondent which is 1.3% of the total respondents. The seventh  

and the eight intervals have consisted of the 6.6% and 5.3% of the total respondents respectively. 

From the evidence reflected on the table it would be easy to deduce that the range of experiences 

of the respondents extends from at least 1 year to at most 40 years. Though the ratio various, it 

would be possible to conclude that the population of the respondents is composed of teachers of 

both sexes (male/female) different experiences and educational status. 

Furthermore, these respondents have various responsibilities to accomplish in addition their 

teaching routines. Most of them serve as: head of department, homeroom teacher, e.t.c.  The 

table below summaries the various responsibilities that these respondents are engaged in beside 

to their teaching routines. 

 



 Table 4.2 D. The Responsibilities of the Respondents 

No. Responsibility Frequency % 

1 School Principal 13 17.1 

2 Head of Department 20 26.3 

3 Homeroom teacher 26 34.2 

4 Teacher 17 22.4 

 Total 76 100% 

 

Similarly, as table 4.2.D, depicts, 17% of the total respondents are school principals, whereas 

22.4% of them are responsible for their teaching careers only 26.3%, of them have additional 

responsibility to coordinate their perspective department. The remaining 34.2%, the largest 

majority, have additional responsibility as homeroom teacher. 

Thus, the interpretations of the demographic characteristics of the total respondents enable us to 

understand that the composition of sample respondents involves people of various sexes, 

experience, educational status and different levels of additional responsibilities. In a similar 

manner it seems important to realize that all these respondents have specialized in various fields. 

The following bar chart shows these fields that the respondents specialized in and their 

perspective status. 



Figure 1.A A Bar Chart describes the fields of specialization and level of education status of the 

total responds. 

 
  

4.2. Analysis and Interpretation of Data 

Under this sub-unit, the data collected through various means from various sources will be 

analyzed and interpreted. 

4.3.1. External factors contributing for teachers’ turnover 

In order to base srudy on a vivid theoretical ground regarding the extent of the contemporary 

situation of teachers’ turnover in Nifas Silk Lafto sub-city in general and in the selected 

secondary schools in particular, a pilot survey was launched to assess what the extent of 

teachers’ turnover looks like in recent years. This assessment was made by referring to written 

documents organized by human resources centre of N/S/L sub-city education office. 

This data accessed from this document has been presented in the table below. 

 

 

 



I.DATA DISCRIBING THE EXTENT OF TEACHERS’ TURNOVER 
Table.4.3.1.1.The general decryption  of the registered teachers in the selected 5 
government schools in the academic years 2004 – 2007 E.C. 

Name the 
school 

                   
Lev
el 
 
 

   
Di
str
ict 

Academic year 
2004 2005  2006 2007 

M F T % M F T % M F T     % M F T % 

Fana 02 Sec
ond
ary 

 
02 

41 10 51 23.
4 

38 11 49 24.4 40 13 53 26.4 34 14 48  23.3 

Ewket le-
hibret 

= 

 
03 

51 26 77 25.
6 

51 26 77 25.9 51 17 68 25.6 58 21 79 26.2 

Sedil le-
Eth 

= 
 

0
5 

48 13 61 27 47 15 62 27.4 31 17 48 21.2 39 16 55 24.3 

Fitawariy 
L.A 

= 
 

06 
31 11 42 22.7 31 11 42 22.7 33 13 46 24.9 38 17 55 29.7 

Lafto s. = 

12 47 8 55 27.5 44 6 50 25 39 7 46 23 41 8 49 24.5 

Total 
  218 68 286 25.2 211 69 280 25.1 194 67 261 24.2 210 76 286 25.6 

 %   76.2   23.8 100  75.
4 

24.6 100  74.3 25.71 100  73.4 26.6 100  

 The data depicted in the table above portrays all the teachers who were teaching in the selected 

schools in the years 2004 to 2007 E.C. In the year 2004 E.C,  76.2% were male Whereas 23.8% 

of them were female . In the same manner in the year 2005 E.C,75.4%were male and the female 

were 24.6%; in 2006 the male were 74.3% and the female were 25.7%. In 2007 there were 

73.4% male and   26.6% female. These data indicated what the percentage of persisting teachers 

looked like together with their ratio in gender was. Among those teachers who were working in 

those schools about 19% of them  were known to have left their teaching profession in each of 

those years. The table below indicates the proportion of those teachers who had left their 

professions from the selected schools in the years 2004 E.C to 2007E.C.      

   



Table. 4.3.1.2. A table that represents data that describes the extent of teacher turnover in 

the selected secondary schools (in the four consecutive academic years (2004 E.C. – 

2007 E.C.). 

 

 

As the table indicates 108 male and 17 female teachers had left their perspective schools in the 

four years under consideration.   This shows there is a continued increase in the number teachers 

who left their jobs in the years 2004 E.C. to 2007 E.C. in the selected government secondary 

schools. The annual increase is above 30 present on average where as the yearly increases of 

each school is 2.6% on the average except in the year 2005 E.C. where data decreased by 4.2% 

instead of increasing.  

Thus, the evidence we encounter in the two tables table 4.3.1.1 & table 4.3.1.2, show that the 

extent of teachers’ turnover in four consecutive academic years in selected schools (Fana 02, 

Ewket lehibret, Lafto Secondary, Sedil Le-Ethiopia and Fitawrari Lake-Adgeh) is on a 

continuous increase to certain extent.  

 

YEAR 2004E.C 2005E.C 2006E.C 2007E.C 

WORKING M F T M F T M F T M F T 

218 68 286 211 69 280 194 98 266 210 76 286 

% 76.2 23.8 100 75.4 24.6 100 74.3 25.7 100 73.4 26.6 100 

LEFT 22 7 29 23 1 24 27 3 30 31 6 37 

% 18.3 5.8 24.2 19.2 0.8 20 22.5 2.5 25 25.8 5 30.3 

 

This table contrasts the percentage of the teachers who persisted in their profession in the years 

2004C.Eto 2007E.C and the ones who had left their profession in those very academic years in 

general. In particular, 2004E.C 76.2%  male  and 23.8 female teachers were working in the 

selected schools, but in that same year 18.3% of the  male and 5.8% of the female teachers had 

left their profession. In 2005E.C 75.4% male and 24.6% female teachers were teaching in their 

Item 

Academic year 

2004 2005 2006 2007 

M F T M F T M F T M F T 

Frequency 22 7 29 23 1 24 27 3 30 31 6 37 

% 18.3 5.8 24.2 19.2 0.8 20 22.5 2.5 25 25.8 5 30.3 



perspective schools of which 24.2% of male and 19.2% of female teachers had left those schools. 

In 2006E.C the percentage of female and male teachers were teaching in those schools were 

25.7% and 74.3% respectively whereas the percentage  of those who left the profession were 

2.5% and 22.5 % of them respectively. In 2007E.C 73.4% of the male and 26.6% of female 

teachers were on their jobs whereas 25.8% of the male and 5% of the female teachers had left 

their profession from those similar schools. 

This comparison of the leavers and the slayers indicates the interrelation that existed in their 

profession and those who had left. The result shows that there is a continued flow of teachers of 

both sexes from those schools, although the degree varies.     

However, this continued flow of teachers out of their profession cannot happen without some 

pushing or pulling factors. Therefore, in the questionnaires it is tried to identity these factors and 

to investigate the extent to which they contribute fort the teachers leaving of their profession. 

 

4.3.2. Statistical description 0f responses given by respondents for the questionnaire. 

The following table depicts the statistical description of all the response give to the first set of 

questions of the questionnaires .The intension of this first set of questionnaire was to investigate 

the extent to which the respondents think that the illustrated items (options) ,i.e,items1-1 to 1-15 

of the first question have made teachers in their perspective schools leave the profession . 

 

 

 

 

 

 

 

 

 

 



II. LEADING FACTORS FOR TEACHERS TURNOVER 

Table .4.3.2.1 .A table that depicts the statistical description of the given response to the 

questionnaire. 

 

The table represents all the responses given to all the 15 items of the first set of the questionnaire 

in a descending   sequence. As anyone can realize by looking  at the depicted information ,the 

highest frequency of responses is given to “low salary” followed by “lack of recognition”, “job 

dissatisfaction”, “lack of respect” “lack of promotion” and “professional factors” respectively 

.This indicates that the factors   in this category are in the highest regards of the  respondents to 

be factors for teachers turnover for the highest extent .In the same regards the statistics in the 

table shows that factors such as “unfavorable working conditions”, “lack of transparency “, “lack 

of in service training, “lack of adequate resources “and “internal factors such as  stress and 

burnout” are respectively in the lower regards of the respondent to be main factors for the 

teachers leaving from their jobs  in their perspective schools, and that external factors such as 
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N Val

id 
76 76 76 76 76 76 76 76 76 76 76 76 76 76 76 

Mi

ssi

ng 

0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

Mean 
4.61 3.87 3.78 3.76 3.51 3.26 3.17 3.2 3.13 3.13 3.08 3.13 3.16 2.88 2.83 

Median 
5 4 4 4 4 3 3 3 3 3 3 3 3 3 3 

Mode 5 5 5 5 5 5 3 3 3 2 3 2a 3 4 3 

Sum 350 294 287 286 267 248 241 243 238 238 234 238 240 219 215 



“teacher  overload “,and “enhanced and persistent administrative support” ,are in the lowest 

regards of the respondents to be considered as factors for teachers’ turnover in the perspective 

schools of the respondents . 

Thus ,from the illustration given above ,it seems possible to deduce that the respondents have 

assumed that external factors  such as :low salary , lack of recognition ,job satisfaction ,lack of 

respect ,lack of promotion and professional factors (that is knowledge of  the subject matters , 

pedagogical skills and motivation  to teach) have contribution for teachers turnover to a highest 

extent in their perspective schools. That is to mean that they are the major factors. 

Descriptive Statistics 

  N Range Minimum Maximum Sum Mean Std. 

Deviation 

Variance 

Statistic Statistic Statistic Statistic Statistic Statistic Std. 

Error 

Statistic Statistic 

Low salary 76 4 1 5 350 4.61 0.104 0.91 0.829 

Job 

dissatisfaction 

76 4 1 5 287 3.78 0.153 1.333 1.776 

Prolonged 

work hour 

76 5 0 5 219 2.88 0.156 1.356 1.839 

Teachers' 

0verload by 

co-curricular 

activities 

76 4 1 5 238 3.13 0.147 1.279 1.636 

Lack of 

recognition 

for both the 

profession & 

the 

professionals 

76 4 1 5 294 3.87 0.144 1.258 1.582 

Valid N (list 

wise) 

76                 



However, to reach at such a solid conclusion,  a close and descriptive observation to each of this 

factors are of a vital importance. Therefore these most frequent variables, which are supposed to  

be the major factors for the teachers’ turnover, are descriptively illustrated in the table below.                                     

4.3.2.2. A table that specifically presents the most important factors for teachers’ turnover.                 

 

As explained above, the table (table 4.3.2.2) presents, the statistical description of the most 

frequently  occurred variables in the previous table, i.e. (table4.3.2.1) .As the result of the SPSS 

descriptive  analysis  made on these factors show ‘ low salary’ stands first to be considered as the 

main factor for teacher turnover in most of the respondents perspective schools .Next to low 

salary comes lack of recognition followed by job dissatisfaction. Which is followed by teacher’s 

overload which in turn is followed by prolonged work hour .This indicates that as to these 

respondents prolonged work hour, teachers’ being overloaded by co-curricular activities, 

teachers’ being dissatisfied in the profession of teaching, lack of the recognition to be given for 

both  the professional and the profession itself and the low salary being paid for teachers, in an 

ascending order of influence , are considered to be the five most important factors for teachers’ 

attrition in their prospective schools. This is an aggregate. This is because the deduction is made 

based on the total responses given to each variable or factor. It is obvious that such a deduction 

enables only to realize the order of importance /influence in either an ascending or a descending 

sequence. However, it doesn’t show the specific nature of the responses given to each item and 

to each option (as there are five options in each item, i.e., low, very low, medium, high, and very 

high) in each item. 

Thus, so as to closely observe the feature of the response given by the sample respondents to 

each of the 15 items of variables in the first set of questionnaire, specific analysis of each of the 

frequencies are made in consecutive series of tables below. 

 

 

 

 

 

 

 



Table 4.3.2.3 A, Frequency table that shows feature of responses ‘for low salary’ as a factor for 

teachers turnover. 

 

Low salary 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

very low 1 1.3 1.3 1.3 

Low 4 5.3 5.3 6.6 

Medium 4 5.3 5.3 11.8 

High 6 7.9 7.9 19.7 

very high 61 80.3 80.3 100.0 

Total 76 100.0 100.0  

 

As we can observe on the table, above in the response that respondents gave to the question, “To 

what extent did the following factors make the teachers leave their jobs in your school? “, one 

respondent has marked “very low” whereas among the remaining seventy-five respondent,4 have 

marked the option “low”, and another 4 respondents, have marked the option medium and 6 

respondents have marked the option “high” and 61 represents, “very high”. The 61, among 76 

valid responses given to this particular item,’ low salary’ , have marked the option “very high” to 

mean that the extent to which “low salary” forced the teachers in their perspective schools to 

leave their jobs is “very high”. Inversely this means the same as the most important factor for 

which most of the teachers in the sample schools left is for the search of a good salary. The 

response given to this account is really very high because , all the other options ,i.e., “high”,” 

medium”, “low” and “very low”, in common have comprised only the 19.2% of the total 

responses given in that column. 

With regard to the feature of responses given in marking the extent to which ‘job satisfaction 

‘aggravated or hampered  teachers to leave their jobs or to stay in is depicted in the table below. 

     

 

 

 

 



 Table. 4.3.2.4. A frequency table representing the feature of responses for “job 

dissatisfaction” as a factor for teachers’ turnover. 

 

Job dissatisfaction 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

very low 5 6.6 6.6 6.6 

Low 10 13.2 13.2 19.7 

Medium 17 22.4 22.4 42.1 

High 9 11.8 11.8 53.9 

very high 35 46.1 46.1 100.0 

Total 76 100.0 100.0  

 

Among  the response given to this item, i.e. , job dissatisfaction, 5 respondents , i.e., 6.6% have 

marked the option “very low” to mean that the extent to which job dissatisfaction affects teachers 

to leave their professions is “very low”. In the same manner, 10 respondents (13.2%) have 

marked the option “low” , whereas 17 respondents, i.e., 22 .4% marked medium. However, on 

the contrary, among the remaining 44 respondents, 9 (11.8%) have marked the option “high” 

,whereas 35 of them or the 46.1% marked the option “very high” . This indicates that the greatest 

majority, i.e., about 57.9% of the total respondents have marked that job satisfaction contributes 

a lot for teachers’ turnover, though the degree varies. The second largest majority of the total 

respondents i.e., 22.4% have marked that the extent to which job satisfaction affects teachers’ 

turnover is” medium”. 

The SPSS specific analysis was used to see the features of the specific answers given based on 

the extent to which “teachers” prolonged work hour “contributes to their turnover. The results 

have been revealed in the table below. 

 

 

 

 



Table.4.3.2.5. A frequency table that shows the features of specific response given 

regarding the extent to which prolonged work hour contributes for teachers’ 

turnover. 

Prolonged work hour 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

No value 1 1.3 1.3 1.3 

very low 14 18.4 18.4 19.7 

Low 16 21.1 21.1 40.8 

Medium 17 22.4 22.4 63.2 

High 18 23.7 23.7 86.8 

very high 10 13.2 13.2 100.0 

Total 76 100.0 100.0  

As one can realize from the features presented in the table (table 4.3.2.5), the responses given to 

each option are evenly distributed from “No value” to “very high” but in various “degrees” or 

“magnitude”. One respondent has marked “No value” and 14 respondents ”very low” ; “very 

low”; 16 respondents” low”; 17 respondents “ medium” ; 18 respondents “high” and 10 

respondents “very high”. These respectively represent: 1.3; 18.4; 21.1; 22.4; 23.7%; and 13.2 

percent of the total responses given to that item. If we observe the figures in the “percent” and 

“valid percents” columns the first highest majority of the responses is given to the option 

“medium” consisting  of the 22.4% of the total responses given whereas the third largest majority 

of responses is the one given to the option “low” which in turn consisted of 21.1% of the total 

responses. 

The analysis above shows that the respondents seem to have been in a hesitant situation to 

definitely show the extent to which prolonged work hour is affecting teachers’ turnover. 

However, when we observe in the cumulative “percent column”, we can realize that the role of 

prolonged work hour in aggravating teachers’ turnover is not on the extent to be ignored. 

It is obvious that teachers can be overloaded by some co-curricular activities. Some scholars 

think that being overloaded can be one of the factors for teachers’ turnover to escalate. There is 

no doubt that being overloaded can be one of the factors for teachers’ turnover, but the question 

is what is the extent of this is. 

Thus, as the table below depicts, about 22 respondents have marked the option “low” to indicate 

that the extent to which teachers being overloaded by some co-curricular activities leave their 

jobs is “low” . It involves the 28.9% of the total response. The response that carried 



Table 4.3.2.6. Presents responses given on extent to which teachers’ overloaded by co-

curricular activities contribute for teachers’ turnover.                                          

 

Teachers' Overload by co-curricular activities 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

very low 7 9.2 9.2 9.2 

Low 22 28.9 28.9 38.2 

Medium 15 19.7 19.7 57.9 

High 18 23.7 23.7 81.6 

very high 14 18.4 18.4 100.0 

Total 76 100.0 100.0  

 

response of the second largest majority of the respondents is the opinion “low”. It comprises 

28.9% of the total respondents given to that option. In the third position stands the option “high” 

which carried 23.7% of the total responses given to the item. The option “medium” consists the 

response of the third highest percentage of the respondents, i.e., 19.7%. Hence, being overloaded 

by some co-curricular activities contribute for teachers’ turnover to only a medium extent. But, 

still it couldn’t be free from being one of the cases for teachers to leave of their profession. The 

response given to the option ”high” and “very high” strengthen this because they  comprise the 

responses of 23.7% and 18.4% of the respondents respectively. 

Table 4.3.2.7.A frequency table representing responses given regarding the extent to which 

lack of recognition for both the professional and the profession contributes 

for the teachers’ turnover. 

Lack of recognition for both the profession & the professionals 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

very low 3 3.9 3.9 3.9 

Low 11 14.5 14.5 18.4 

Medium 14 18.4 18.4 36.8 

High 13 17.1 17.1 53.9 

very high 35 46.1 46.1 100.0 

Total 76 100.0 100.0  



In the table above, it is shown that the largest majority of the respondents i.e., 46.1% have 

marked the option “very high”. This means that the extent of which lack of recognition for both 

the profession and the professionals contributes for teachers’ turnover to a very high extent. 

In a similar manner in responding to the extent to which lack of respect contributes for teachers’ 

turnover is represented in the table below. 
 

Table 4.3.2.8.Afrequency table that reveals the extent teachers leave their teaching 

profession due to lack of respect. 

Lack of respect 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

very low 6 7.9 7.9 7.9 

Low 9 11.8 11.8 19.7 

Medium 14 18.4 18.4 38.2 

High 15 19.7 19.7 57.9 

very high 32 42.1 42.1 100.0 

Total 76 100.0 100.0  

As the table depicts, the largest majority of the total respondents have marked the option “very 

high”. This is to mean that the extent to which teachers leave their profession due to lack of 

respect is very “high”. This sounds reall because about 42.19% of the total respondents have 

marked that option. In a similar context the responses given to the option “high” has comprised 

the response, of the second largest majority of the total respondents that is 19.9% of the total 

responses given to that item. 

Thus, from this elaboration one can deduce that “lack of recognition” is considering as one of the 

factors for teachers’ turnover to increase from time to time. 

 Table.4.3.2.9.Afrequency table that shows the extent to which professional factors affect 

teachers’ turnover. 

Professional factors 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid 

very low 10 13.2 13.2 13.2 

Low 14 18.4 18.4 31.6 

Medium 17 22.4 22.4 53.9 

High 16 21.1 21.1 75.0 

very high 19 25.0 25.0 100.0 

Total 76 100.0 100.0  



Regarding the extent to which professional factors contribute for teachers’ turnover, the highest 

responses is given to the option “very high” to mean that the extent professional factors as a case 

for teachers turnover is very high. It has consisted of the 25.0% of the total responses. The 

second largest responses is the response given for the option “medium”. It comprises the 

responses of about 22.4% of the total respondents. By the term “medium” is to mean that the 

impact of professional factors for teachers’ turnover is medium. However, the third largest 

response which comprises the responses of about 21.1% of the total respondents is the option 

“high”. On the other hand in the “cumulative percent” column, we can observe that the 

magnitude of these three options, i.e., “very high”, “medium” and “high” is 100.0,53.9 and 75.0 

respectively. This shows that the impact of teachers professional factors on teachers’ turnover is 

of a certain significant amount or that it is a factor that needs to be given regards in efforts which 

are to be made in settling a persistent atmosphere in the teaching profession. 

As many scholars argue, one of the main reasons that force teachers to leave their profession is 

unfavorable working condition. To see the impact of this factors in the concerned schools a 

question that focuses on this issue was involved in the questionnaire, i.e., “To what extent did 

professional factors make teachers in your school leave their jobs?”. All the responses given to 

this item are shown in the table below. 

Table.4.3.2.10. A frequency table that shows the extent to which “unfavorable working 

condition” affects teachers’ turnover. 

Unfavorable working condition 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

very low 7 9.2 9.2 9.2 

Low 18 23.7 23.7 32.9 

Medium 21 27.6 27.6 60.5 

High 15 19.7 19.7 80.3 

very high 15 19.7 19.7 100.0 

Total 76 100.0 100.0  

Among the giving responses to the options given above, 9.7% of the respondents have marked 

the option “very low” whereas 23.7% of them mark the option “low”. In the same manner, the 

option “medium” is marked by 27.6% of the total respondents. The percentage of the 

respondents who marked the option “high” is 19.7%. The last item, “high” and “very high” 



together consist of about 37.4% of the total responses. This shows that unfavorable working 

condition has its own impacts on the teachers’ turnover. 

There is a common assumption among many scholars that teachers may be forced to leave their 

profession due to the “lack of proper administrative support and guidance “. To prove or 

disprove this assumption a question was set in the questionnaire to get the responses revealed in 

the table below. 

Table.4.3.2.4.11. A frequency table that shows the extent to which lack of proper 
administrative support and guidance contributes for teacher turnover. 

Lack of proper Administrative support &Guidance  

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

No value 1 1.3 1.3 1.3 

very low 12 15.8 15.8 17.1 

Low 19 25.0 25.0 42.1 

Medium 21 27.6 27.6 69.7 

High 13 17.1 17.1 86.8 

very high 10 13.2 13.2 100.0 

Total 76 100.0 100.0  

As table 4.3.2.11, above depicts regarding the impact of lack of proper administrative support 

and guidance, 1-3%  of the responses are marked . “No value” whereas the next two option “very 

low “and “low “are marked 15.8% and 25.0% respectively . This consists of about 40% to total 

response. On the other hand, the responses given to the option “high “and very” is 17.1%and 

13.2%respectively whose total sum is 30.3% .Thus the response given in low side exceed   the 

value given  in the “high” sides. This shows that the extent to which lack of proper 

administrative support and guidance is low. 

 

 

 

 

 

 



Table 4.3.2.12. A frequency table that represents the extent to which lack of in service 
training affects teachers turnover. 

Lack of in-service training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

very low 5 6.6 6.6 6.6 

Low 20 26.3 26.3 32.9 

Medium 24 31.6 31.6 64.5 

High 14 18.4 18.4 82.9 

very high 13 17.1 17.1 100.0 

Total 76 100.0 100.0  

 

As the table depicts , lack of in service training seems to affect the turnover of teachers in the 

selected schools only to a  certain extent. To see the figures in the table specifically, the option 

“medium” is referred by the majority of the respondents for it consists the 31.6%  of the total 

responses  given in that column. This means that these respondents believe that “lack of in 

service training” affects teachers turn over to only a medium  extent or in other words it is same 

as to mean it is not to a very high extent or to a very low extent that lack of in service training 

affects teachers turnover .When the two above medium options ‘’very high ‘’ and ‘’high’’ are 

calculated , it is easy to observe that they both consists of about the 35.5% of the total responses 

.If one   compared this result with the below medium options ,i.e., ‘’very low ‘’ and ‘’low’’ 

which consists 32.9% of the total responses, he/she can realize that the former exceeds the letter  

by a certain extent ,i.e., by 2.6% 

This indicates that lack of in service training has its own contribution for the reasons why 

teachers’ leave their professions   in the e concerned schools. 

Among other factors supposed to be reasons for teachers to leave the job in the selected high 

schools is lack of transparency. This is because there is an assumption that teachers may leave 

their profession due to lack of transparency in the schools where they work. Thus, one item that 

regards this assumption was involved in the questionnaire. The table below shows the specific 

responses given to each option. 

 



Table 4.3.2.13.A table represents the extent to which lack of transparency affects teachers 
to leave their profession. 

Lack of in-service training 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

very low 5 6.6 6.6 6.6 

Low 20 26.3 26.3 32.9 

Medium 24 31.6 31.6 64.5 

High 14 18.4 18.4 82.9 

very high 13 17.1 17.1 100.0 

Total 76 100.0 100.0  

On the table, we can observe that the majority of the respondents assume that lack of 

transparency affects teachers’ turnover in their perspective schools to a medium extent. This is 

because about 26.3% of the total respondents have marked that option in the a situation where 

about  32.9% of the total respondents have marked the below medium results, i.e., very low, 

11.8%  and low 21.1% and about 40.8% of have marked the above medium options, i.e., “high” 

17.1% and “very high” 23.7%. This indicates that lack of transparency contributes for teachers’ 

turn over at least to medium extent. 

The other assumption for teachers’ leaving their profession is lack of the provision of better and 

adequate resources for teaching .The assumption is that when schools failed to provide better and 

adequate resources for teaching for the teachers could despair and leave their jobs and move 

other profession or places therefore to check whether this could be true or not in our situation, a 

question was provided to the respondents. The observed result from given responses has been 

presented in the table below. 

Table 4.3.2.14. A frequency table showing the extent to which lack of the provision of better 

and adequate resource for teaching. 

Lack of better and adequate resource for teaching 
 Frequency Percent Valid Percent Cumulative Percent 

Valid 

very low 9 11.8 11.8 11.8 
Low 15 19.7 19.7 31.6 
Medium 25 32.9 32.9 64.5 
High 15 19.7 19.7 84.2 
very high 12 15.8 15.8 100.0 
Total 76 100.0 100.0  



On the table it is described that the highest response is given to the option “medium” because it 

has consisted 32.9% of the total responses given in the row. This shows that most of the 

respondents think that lack of the provision of better and adequate resource for teaching   forces 

the teachers in their perspective school to leave their jobs only a medium extent. The option” 

very low”, on the other hand is referred by 11.8%of the total respondents whereas the option 

“low”  is marked by 19.7% of respondents. The percentage by which the option high is referred 

to is 19.7% whereas that of the option “very high” is 15.8%. This shows the concentration of the 

responses ,is stronger in the medium position  than the two extremes, “very  low” and “very 

high” because the percentage of the responses  increases as one goes towards  the  middle from 

either ends. 

Thus, this enables to deduce that the assumption that lack of the provision of better and adequate 

resources affects teacher turnover is assumed to be only of a medium level or extent. 

Table.4.3.2.15.  Frequency   table that depicts the extent to which lack of teachers’ 

promotion contributes for the teachers’ turnover. 

 

Regarding the extent to which lack of teachers’ promotion affects teachers’ turnover. The largest 

majority of the respondent, i.e. , 30.3 %have marked the option “very high” whereas the second 

largest majority  of them have marked the option “high” with 22.4% .These two responses  

together consist of 52.7% of the total responses given to this item  . 

Thus, this shows that the most majority of the responds think that lack of teachers’ promotion 

contributes for teachers’ turnover to a large extent. 

Lack of teachers' promotion 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

very low 4 5.3 5.3 5.3 

Low 16 21.1 21.1 26.3 

Medium 16 21.1 21.1 47.4 

High 17 22.4 22.4 69.7 

very high 23 30.3 30.3 100.0 

Total 76 100.0 100.0  



Table.4.3.2.16 .A frequency table showing the extent to which the lack of enhanced and 

persistent administrative support forces teachers to leave their jobs. 

Lack of enhanced &persistent administrative support 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 

No value 1 1.3 1.3 1.3 

very low 6 7.9 7.9 9.2 

Low 19 25.0 25.0 34.2 

Medium 19 25.0 25.0 59.2 

High 18 23.7 23.7 82.9 

very high 13 17.1 17.1 100.0 

Total 76 100.0 100.0  

As to the figures on the table, 1.3% of the respondents have marked no value for the item in that 

column whereas 7.9% of the marked option “very low” and 25.0% marked of the option “low”. 

These two options comprise about 32.9% of the total responses given regarding the extent to 

which lack of enhanced and persistent administrative support inspires teachers’ turnover. In a 

similar context 25.0% of the respondents have marked the option medium to mean that the lack 

of enhanced and persistent administrative support contributes to the teachers’ turnover to a 

medium extent in their perspective schools. This again constitutes the highest percentage of the 

responses given to that item. On the other hand the percentage of the respondents who marked 

the option “high” is 23.7% and that of the ones’ who marked the option “very high” is 17.1%. 

Therefore, this shows that the largest portion of the respondents seems to be concentrated in the 

middle between the options “low” and “high”. Thus, this strengthens the view that lack of 

enhanced and persistent administrative support contributes for teachers’ turnover to only a 

medium extent. 

It is obvious that the factors that aggravate teachers’ turnover may not necessarily be external. 

Internal factors such as stress and burnout may have their own shares that they can contribute for 

it. In the questionnaire an attempt was made to check the extent of this. Thus, in the outcome the 

result described in the table below was discovered. 

 

 



Table.4.3.17. A table of frequency depicting the response given regarding the extent to 

which internal factors such as stress and burnout are contributing for 

teachers’ turnover. 

Internal Factors such as stress &burn out 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

very low 11 14.5 14.5 14.5 

Low 13 17.1 17.1 31.6 

Medium 20 26.3 26.3 57.9 

High 17 22.4 22.4 80.3 

very high 15 19.7 19.7 100.0 

Total 76 100.0 100.0  

As the table summarizes, the largest majority of the respondents  have marked the option, 

“medium”. This indicates that these respondents think that internal factor such as stress and 

burnout contribute for teachers’ turnover to a medium extent. On the other hand all the responses 

given for the options below medium, i.e., “very low” and “low” together comprise about the 

31.6% of the total responses given for that item whereas the above medium options , “high” and 

“very high” comprise about the 42.1% of the total responses given to that item in the column.  

The responses given on the “high” side outweigh the ones given on the “low” side on aggregate. 

This indicates that there is an intention to incline from the respondents to the view that internal 

factors such as stress and burnout contribute to teachers’ turnover at least to high extent.  

However, among responses given to each of these individual options, the largest majority of the 

total respondents have marked the option, “medium” as mentioned earlier.   

All the responses given to the first set of the questionnaires are presented in tables 4.3.2.1 to 

4.3.2.17.above being analyzed by means of SPSS analysis and interpreted in details. Thus, it is 

tried to summarize the outcome of this long process using a line graph as in below. 

 

 

 



Figure.2. A line graph that statistically summarizes the extent of all the variables indicated 

from 1.1 to 1.15 in the first set of the questionnaire. 

 

 

The line graph presents all the variables categorized in the first set of the questionnaire and 

provided for teachers, principals and supervisors in their order of significance with regards to the 

extent they contribute in aggravating teachers’ turnover in the selected schools from the highest  

to the lowest with exception to some irregularities, i.e., from “low salary” which appears the 

highest to “prolonged work hour” which is supposed to be with the lowest significance in 

aggravating teachers to leave the profession. This may give a visual impression about the 

incident. 

In the open ended questions attached to the questionnaires, the respondents were invited to 

illustrate them if they thought any other challenges or reasons that force them to leave their jobs 

in their prospective schools. In the response about 40% of the respondents have tried to pinpoint 

the main factor they thought could inspire teachers in their prospective schools to leave their 



jobs. Among these insufficient salary , lack of transparency, student disciplinary problem, 

dissatisfaction in life , lose of respect ion as professional, .failure to with stand the economic 

impose, absence of initiation from the students, denial of teachers’ right and the low attention 

that the government gave to the profession are among the most repeatedly mentioned items. 

Similarly incidents and reasons were mentioned in the interview questions provided to 

supervisors and teachers who already had left the profession. 

4.3.3 Interpretation of responses given regarding coping mechanism suggested by the 

respondents. 

In the questionnaire  the respondents were also quested to pin point the extent to which their 

prospective schools implement mechanisms such as use of plasma, overloading the other 

teachers who still on duty by load of the left teachers ,merging different classes together, 

arranging studying program, assigning teachers who minored the subject that the left teacher 

used to teach, minimizing or reducing the number of sections by merging classes so that the 

teachers still on duty could manage the problem and arranging make up classes to cop-up with 

the problem imposed due to teachers’ turnover.In the response, the facts depicted in the table 

below were accessed. 

 

 

 

 

 

 

 

 

 

 



III.COPING MECHANISMS FOR TEACHERS’ TURNOVER 

Table.  4.3.3.1. A table that presents the descriptive analysis of the response given to the 

second set of items of the questionnaire. 

As to the responses given to each item of the aforesaid mechanisms the extent of which plasma 

TV broad cast was implemented was mainly low or at least it was only to a medium extent  as 

the responses given to the three option i.e.,” medium”, “low” and “very low” were 28.9% , 

23.7% and 23.7% respectively. In the second raw we can observe that “very high” is marked by 

22.4% of the total respondents whereas the most majority or of the respondents marked the 

option medium which consists of about the 31.6% of the total respondents. In a similar manner, 

21.1% of the respondents have marked the option “low” whereas the option “high” comprises 

17.1% of the total responses. 

 
 
 
 
 
 
 

Items Responses given to each item 

Very high High Medium Low Very lowe 

Freq % Freq % Freq % Freq % Freq % 

2. To what extent did 
your school cope up’ 
with the teachers’ 
turnover problems 
implementing the 
following mechanisms 

                    

2.1. Use of plasma TV 
broadcast 

4 5.3 12 15.8 22 28.9 18 23.7 18 23.7 

2.2. Overloading the 
teachers on duties 

17 22.4 13 17.1 24 31.6 16 21.1 4 5.3 

2.3. Merging students 
together 

7 9.2 9 11.8 23 30.3 21 27.6 14 18.4 

2.4. Assigning 
untrained lab. 
Technicians 

7 9.2 16 21.1 22 28.9 15 19.7 14 18.4 

2.5. Arranging studying 
(reading) program 

12 15.8 15 19.7 27 35.5 13 17.7 7 9.2 

2.6. Assigning teachers 
who minored the 
subject of the left 
teacher used to teach 

14 18.4 13 17.1 24 31.6 17 22.4 6 7.9 

2.7. Reducing number 
of sections 

14 18.4 10 13.2 28 36.8 12 15.8 10 13.2 

2.8. Arranging make-up 
classes 

16 12.1 21 27.6 21 27.6 8 10.5 8 10.5 



This indicates that over loading other teachers with duties of the left teachers is most frequently 

used mechanism in the respondents perspective schools, when coping the impose caused by 

teachers’ turnover  at least to a medium extent. 

Merging students with other students used to be taught by the left teacher , as a mechanism to 

cope with the problem confronted due to the leave of the latter , comprises 30.3% for the option 

“medium”  whereas the remaining two options i.e., “low” and “very low” comprises 27.6% and 

18.4%   of the total responses respectively. This shows that merging classes is the less frequently 

implemented copying mechanism at most to medium extent. Assigning untrained laboratory 

technicians, as a copying mechanism had been marked by 21.1% of the total respondents for the 

option “high” whereas it was marked by 28.9%; 19.7% and 18.4% of the total respondents.  This 

shows that this mechanism was implemented to a high or at least to a medium extent. When it 

come to arranging studying/reading program as a coping mechanism, about 35.5% of the total 

respondents have marked the option |”medium” whereas the option “very high” and “high ” 

respectively marked by 15.8% and 19.7% of the total respondents. Assigning teachers who 

minored in the subject which was being taught by the left teacher as a coping mechanism, is 

marked by 18.4% of the total response  in the column “very high” whereas it is marked by 17.1%  

of the total respondents in the column “high”. However, it is obvious to see that the largest 

majority of the total respondents have marked the option “medium” because it has got the 

preference of the 31.6% of the total respondents whereas the second largest response, next to 

medium “low”  is opted by the 22.4% of the total respondents. This appears to be the commonly 

used coping mechanism. This is because , the options “very high” and “high” in common have 

comprised the 35.5% of the total responses given to the item in that very low. Reducing number 

of sections seems to be a mechanism that was used to only a medium extent for the 36.8% of the 

total responses shows this. However, arranging make up classes seems to be a copying 

mechanism that was implemented to a “very high” or a “high” extent because these two options 

consisted of 27.6% and 21.1% of the total responses respectively which in turn sums up about 

48.7% of the total response. 

 

 

 

 

 



CHAPTER FIVE 

Summary, conclusion and recommendation 
 

In the previous four chapters efforts have been made that lead to the goal of this study in its 

attempt to differentiate what the extent of teacher turnover in N/S/L sub city is, what the main 

external that lead to teachers’ turnover are and what coping mechanisms can be taken. To this 

end different written materials are revised and different investigation mechanisms are processed. 

Hence, under this chapter, the summaries of the main findings will be presented, the conclusion 

arrived will be stated and some related recommendations will be suggested. 

5.1. Summary 

As the main goal of this study is to examine the extent of teachers turnover in the government 

owned secondary schools of N/S/L sub- city to   investigate the main factors that lead to it and to 

propose some coping mechanisms that help teacher to persist in their profession and to redress 

teacher turnover at least to certain extent. So as to arrive at a vivid conclusion evidence from 

different written documents are extracted; different investigation mechanism such as 

questionnaire, interview, etc are implemented. Thus: 

5.1.1. From the extraction of written documents it was realized that the extent of teachers’ 

turnover in the secondary schools of N/S/L sub-city is still serious. This is because a data 

accessed from the education office of N/S/L sub-city has shown that there is a continued 

increase in the number of teachers who left their teaching profession. The annual increase 

of leavers is found to be about 30% of all the teachers who left the schools in the four 

consecutive years (ie, 2004 Ec.-2007Ec) under investigation. 

5.1.2. From the evidence that were gathered by analyzing and interpreting the questioners that 

were distributed in order to examine  the scope and magnitude of teachers turnover and 

impact of external factors such as: low salary, lack of respect, professional factors, prolong 

work hour ,unfavorable working condition, lack of proper administrative support and 

guidance, job dissatisfaction,   lack of :resource, recognition, in-service training, teachers 

promotion, transparency, enhanced and persistence administrative support and  teachers 

over load by co-curricular activities and  internal factors  such as stress and burnout  it was 

discovered that : 

5.1.2.1. external factors such as , low salary, lack of :recognition, respect,                            

teachers promotion, job dissatisfaction and prolonged work hour are contributing for 

teachers turnover to a very high extent. 



5.1.2.2. some other external factors such as, unfavorable working condition, lack of: 

transparency, in-service training, the provision of  better and adequate resource for 

teaching, proper administrative support and guidance are contributing to medium extent 

teachers turnover to escalate.. 

5.1.2.3. Internal factors such as stress and burnout (which are cognitive)   are contributing for 

teacher’s turnover to only a medium extent. 

5.1.2.4. The impact that external factors such as overload, etc. are contributing for turnover is 

low. 

5.1.3..From the response which were given to the open-ended questions of the questioner and 

answers given to the interview question it was able to cross check that insufficient salary, 

dissatisfaction in life, failure to cope-with the ever increasing cost living, students 

disciplinary problems, lack of recognition and respect to both the teaching profession and 

the professionals (teachers) are among the main factors that are aggravating teachers to 

quit the teaching profession. 

5.2. Conclusion 

It is obvious that everyone bears in mind that teachers turnover affects the quality of education of 

any country presumably because of the fact that it draws teachers who have marketable skills and 

experience from the teaching profession and drains the field of teaching from such scholars. It 

can also wear a way much of the country’s  resources, however, as it can be referred from the 

analysis, interpretation made so far and from summaries  provided teachers turnover is in its 

highest extent in Nifas Silk Lafto Sub-city in general and in the secondary schools in particular. 

As to this study, the main factors that severely aggravate this continued flow of these skilled 

professionals out of teaching profession are: low salary, lack of recognition, job dissatisfaction, 

lack of respect, lack of teachers promotion, prolong work hour. Though it is to a medium extent 

external factors such as lack of transparency, lack of in-service training, lack of  better and 

adequate materials for teaching, and lack of proper administrative support and guidance together 

with professional factors and internal factors such as stress and burnout are contributing  their 

own shares the problem to escalate.  

On the other hand, this continued and serious flow of the skilled, well qualified and well 

experienced teachers from the teaching profession is a real plague to the education system in 

general and its quality and as well to students’ achievement in particular. Thus, it should bear in 



mind of any concerned body or individual that the issue of teachers turnover  is something that 

needs much concern. 

5.4.  Recommendation 

Based the researcher Findings discovered and the conclusions stated the researcher would like to 

recommended at least concerned bodies and authorized persons whose responsibilities are 

concerned with the provision of quality of education   use them as a spring board for any action 

they intend to take. 

• The ministry of education has to reconsider the salary improvement because as the 

research findings revealed the insufficient salary the ministry is paying for teachers is one 

of the main reasons why most teachers are leaving the profession. Most teachers are not 

satisfied with their teaching work due to a lot of factors such low salary, lack of 

recognition and respect both from the government and the society whom they serve.  

• The contemporary behavior of the students is not inviting for the teachers to stay in the 

profession. Therefore, much has to be done so as to create awareness in the society about 

the so called golden profession; efforts have to be made to improve students behaviors, 

serious discipline measures have to be taken on disciplinary problems especially on the 

ones that demoralize the teacher. 

• All the stake-holders have to work hand in hand so that the environment of the schools 

could be conducive for teaching learning since one of the reasons why teachers leave 

their profession is unfavorable working environment.          
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