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                                                           ABSTRACT  

This  study  examine the causes of  government secondary  school  teaching staff  turn over in the 

Akaki Kality sub city of  Addis Ababa . Concerning  specific objective  inspire of the fact that 

teachers turnover is the buzzword through both in Addis and other cities in ethiopia .This study 

confines itself to the secondary school in the Akaki Kality sub city of Addis Ababa .Since the 

study was descriptive survey of mixed methods research through used both qualitative and 

quantitative approach were utilised . Majority questionnaire were distributed to 120 teachers and 

10 principals who were selected using simple random sampling from six governments secondary 

schools via  Sampling techniques . In addition to this interviews were conducted with both 

teachers and principals . while document anlaysis reviewed supportively . After that both 

questionnaires and document review were analysed and interpreted using frequency ,percantage  

.Mean value and rank order ,on the other hand the  data that were collected using interview and 

open ended questionnaire were coded transcribed and analysed .The result from the  analysed 

data revaux  of the data analysis showed  that   inadequate salary that teachers  monthly earned 

,inadequate instruction material, high Work load, poor relation with supervisors .unfair treatment 

of  teachers by principals ,the poor performance by students ,students cheating during 

Examination , administrative problems, student character and disciplinary problems, low social 

status accorded to teachers by the society, teachers’ lack of initial preference to teaching 

profession and lack of opportunity for further education were the major factors that aggravate the  

turnover of teachers  in government Secondary school . Finally improving salary ,other benefits 

and improve  administrative support  were some of the possible strategies forwarded  In view of 

this, important recommendations were made to mitigate the problems. 

 

 

 

 

 

 



CHAPTER   ONE 

1   Introduction 

This chapter contains details of the background of the study, statement of the problem and 

research objective .It also outlines research questions, significance of the study, and scope of the 

study.   

                                      1.1   Background of the Study    

Education is the an effective means for  any society  to  fulfill   their  current  life standard   and 

also shape our world of tomorrow by increasing opportunities  for  the people to learn and widen 

access  by government and  private sectors. Globally, more than any other profession, the 

teaching profession has recently gone through  rigorous deliberation and analysis (VSO, 2000). 

In most cases, the profession itself as well as the education policy that guides it has been a highly 

emotive issue in public discussions. Teacher is a vital person in an educational system because 

the major   roles of teachers is to  deliver quality of  Education . As Ayalew (2009) points  out 

“whatever curriculum change is   introduced  and whatever  reform are made, all  will be to little 

or no avail without qualified and committed teachers.” (P. 1103).                                                                                                              

 The profession was the concern of bureaucrats and policy makers but now it is under the full 

glare of the public eye. One of the concerns in the profession is high turnover among the 

teachers. According to   Fitzenz (1987:167-168) defined employee turnover as “…the movement 

of employees into and out of organizations”. Globally, there are numerous reports of high 

teachers` turnover in several developed countries such as United States, United Kingdom, 

Scotland, and Portugal. (Herbert and Ramsay, 2003; Guin, 2004; Finlayson, 2003; & Jesus & 

Conboy 2001). However, in the developing countries the problem is comparatively serious. As 

some reports in countries such as South Africa, Zambia, Papau New Guinea and Malawi 

indicated that the problem had almost reached a catastrophic stage (Xaba, 2003; & VSO, 2002). 

According to Fitz-enz (1987) “… transfers and promotions are not considered part of turnover 

because they do not involve movement across the membership boundary of an organization.” 

(P.167-168).The good quality of education is associated with cognitive achievement and 

improvement of student scores in the standardized test .The link between teachers` turnover and 



education quality is mostly related to teachers` supply. Simply ensuring that classrooms are filled 

by teachers is not enough since schools need qualified teachers who can produce high levels of 

students1 achievement (Schleicher, n.d. ). Quality teaching and quality teachers are varies among 

different stakeholders and across research projects. In some cases, ‘quality teaching’ is 

operationally defined as teaching that produces an improvement in student outcomes. Another 

approach holds that ‘quality’ in any professional practice can be defined as possessing expert 

knowledge of the particular field a deep understanding of its underlying principles, accumulated   

experience in the practice of the profession. In addition to this, a familiarity with   recent 

advances in professional knowledge and a mastery of the  best available techniques and tools 

(Masters, 2002012; TNTP, 2012; Bill & Melinda Gates Foundation, 2010). High qualified 

teachers obtain measurable student learning results (Hanushek, 2003), have long-lasting positive 

impacts their students’ lives, and are “Irreplaceable,” according to The Next Teacher Project 

(TNTP) (2012). These teachers are “Irreplaceable” because students who learn from them 

instead of a low-performing teacher gain between five and six months of additional learning and 

have greater chances of attending college (TNTP, 2012). 

In many of Sub –Sahara Africa countries, teaching trained in teaching profession tends to level 

of teaching.  A study conducted by the world Bank exposed that contemporary  teacher  

attribution rates are  believed to  range   between 5  and 30 percent in different country  of  sub-

Sahara  Africa  (World Bank.2007:12). For instance, the country education service (GES) in 

Ghana estimated that about 10,000 teachers leave the school years for various Reasons (GNAT 

and TEWU.2009 .p.18) . Ethiopia is as the part of the sub –sahara Africa countries share the 

problem of teacher turnover. Ethiopia now days invest large amount of money from their annual 

budget to expand education sector. However, the ministry of education has been losing teachers 

over a long period of time. The minister of education exerted more and more effort to increase 

the number of qualified teachers (Aklilu .1997:2).  The mentioned author further stated that from 

over  600 qualified teachers produces by  a training college for specific  nine years period (from 

1995-1996) only less than 200 were  still teaching in the classroom. Some study introduce that 

the education system in Ethiopia at all levels challenged by a lack of quality.  



Policy makers and other stakeholders also publicize the lack of quality in the education system. 

This is confirmed by the State itself (Ethiopian Television [ETV], in Bitew, 2008:160).The lack 

of quality in the education system has been attributed to the poor standard of those entering the 

teaching profession, the high teacher turnover, the low proportion of qualified teachers, and 

problems such , low teacher morale and the poor quality of the teachers’ working     

environment.                                                                                                                                                                                                                                                                                                                         

While many factors have been identified as contributing to the poor performance of education in 

Ethiopia . The problem has, to a great extent been attributed to the low respect for and the low 

status of teachers, inadequate salaries, weak education reform, the poor standard of the teachers 

living conditions, as well as failing school management and leadership (Evans, 2000:173; 

Papanastasiou & Zembylas, 2006:230; VSO, 2008:9). For this reason this study seeks to add  the 

ongoing discourse on  teachers turn over  by an in-depth investigation into the  cause  of teachers  

turn over in  Government secondary schools of Akaki kality sub city  governments secondary 

school . Because the researcher experienced as a teacher , us a Department  us supervisory and 

vice director   has been  in Akaki   kality sub city  Government secondary schools  for last eight 

years.                                                                                                                                                                                                                                                                                                                                                                                                                                   

The researcher focused for this study only on the Akaki  Kality sub city of Government 

secondary schools. Many  researcher should be noted that, over the last two decades, much of the 

research related to teachers has focused on the primary level and leaving a relatively sparse 

literature on secondary school teachers (Chapman, DeJaeghere, Leu & Mulkeen, 2007:3). This 

indicates that this study can make a significant contribution to the knowledge and understanding  

the  cause of teachers turnover of secondary schools  in  Akaki kality sub city . In Ethiopia 

teaching was considered as one of the most prestigious professions three decades and more ago. 

However, teaching seems to have lost its status. Currently it is one of the professions given the 

lowest regard in Ethiopia (VSO, 2008:33).   Specifically since the 1990s, teachers are no longer 

highly respected by virtue of their education (VSO, 2008:34). Evidence from interviews with 

Ethiopian teachers indicates that teachers perceive their status as being low.  Their poor status is 

the most often mentioned cause of de-motivation and low job satisfaction. A VSO (2008:34) 

interviewee stated that “…being a teacher is not considered a respected job, whilst a bank 

officer, who is the result of the teachers’ effort, is greatly respected”. This lack of respect for 

teachers causes  Teachers turn over  (Menon, Papanastasiou, & Zembylas, 2008:78; VSO, 



2008:9). Most Recent study also elaborates the seriousness of the problem in   different regional 

states of Ethiopia. For  instance the average rate of teacher turnover for the three consecutive 

Years (20001/02 to 2003/04) in government  secondary school of  Oromia  Regional state 

reached 17.62% (Motuma.2006:100)  .Similarly  manna and Tesfaye (cited by Darle,2002.p.2)  

point out that 49% of teachers include in their study were planning to leave  the teaching 

profession. According to Addis  Ababa Education   bureau 2008 annual Report  716 Teachers 

leave their  teaching profession  and also  specifically  according to  Akaki kality sub city  

Education  Bureau  in 2008 Annual reports data show that  only in  first semester    fifty eight (72 

)  teachers leave their jobs . Hence this study tried to  identified the major cause of teachers turn 

over in government secondary school of Akaki kality sub city  and attempt to give  possible 

suggestion to concerned bodies to motivate and retain  teachers  in their profession                                                                                                                                                                                  

1.2 Statement of the problem 

One of the major factors   affecting quality of Education is the effectiveness of the teaching   

staff.  Teaching staff quality is influenced by different factors that directs affect the quality of 

education. From other factor that affect the qualified teachers turnover  of teachers is the main 

reason .Turnover of employees can either have positive or negative impact in an organization. 

First it can be  positive because  it equips organizations with new skills and abilities that can 

make them to succeed. Second It can be  negative effect  because turnover of a highly productive 

worker whom the organization has heavily invested in, in terms of sourcing, recruitment or 

training can be very costly. 

While substantial research has been conducted on teacher turnover in the past, Many researchers 

have conclusively brought out clearly the causes of teacher turnover  in  government   secondary 

schools. Many  researcher  before  examined the causes of teacher turnover by relating teacher 

demographics, career development, schools demographics and working conditions to teacher 

turnover but not direct  related teachers turn over  to  quality  of education . So the Researchers  

will  interested in determining reasons why  teacher turnover  not solved yet   in the  Akakikality 

sub city Government  secondary school . Basically one of the series factors  affecting  quality of 

teacher  education is the effectiveness of the  teachers. Teachers turnover has negative  effect to 

teaching  organization particularly when best-experienced teachers  leaving  teaching or when 

the school program  are undergoing rapid growth and development .It  reduce  the overall   

effectives  of the school and finally  leads to deterioration of quality of learning .It is necessary to 



assess the major causes  of teachers turnover and Its impact on quality of education to find out 

possible solution for  the following basic question . 

1. What are the major causes of teachers` turnover in Akaki Kality sub city government 

secondary schools? 

2.  To what Extent do factors of  extrinsic  motivation (students behavior ,administrative 

support, salary  and career structure) and factors of intrinsic motivation (Responsibility  

,Recognition and work itself) contributes to teaching staff turnover ? 

      3.  What corrective actions should be taken to minimize teachers` turnover in government   

secondary school? 

1.3 Objective of the   study 

1.3.1 General objective 

The overall objective of the study was to find out the factors that cause for teachers’ turn over to 

provide some possible alternative solution through observed problem in the Akaki kality sub city 

government secondary schools. 

1.3.2. Specific Objectives 

The specific objective of this study was: 

 To examine whether students behavior  has any influence on teacher turnover 

 To find out whether working conditions causes teacher turnover  

 To establish whether career path development causes teacher turnover  

 To find out major causes of teachers turnover and its impact on quality  education 

   Identified measures that should be taken to alleviate teachers` turn over. 

1.4 Significance of the Study 

It has already been mentioned that the current study is thought to investigate the causes of 

teachers` turnover in government secondary schools of Akaki Kaility subcity. Therefore, the 

result of this study would have the following significances. Firstly, it can create adequate 

awareness for human resource planers; decision makers    and minister of education 



concerning the significant factor that cause for teachers` turnover and help to alleviate the 

problem. Furthermore this study can help managers and directors to understand the negative 

consequence for provision of quality of teaching regarding the impact of teachers` turn over 

on the quality of education. Lastly, it can serve as a benchmark for further study either on the 

issue or to widen the research in many other similar aspects. 

1.5   Delimitation of the study 

This study is delimited  only in  six   government secondary  schools which are found in the 

Akaki  kality  sub  city   from  the ten  sub city of  the Addis Ababa city  administration .This sub 

city was selected because of  its long  distance from  center of  Addis  Ababa city related to other 

sub city and also more  teachers` turnover  has been occurred. The researchers was also working 

in this sub city for eight years in government secondary school and that is  enough to understand 

more about the mentioned sub city  teachers turn over . Teacher turnover in Akaki  kality sub 

city  was one of the problem rigorous in this  study. Since it is difficult to study all aspect of 

teachers` turnover, this study was delimited to voluntary teachers turnover in government 

secondary school of   Akaki  kality  sub city  and  delimited to teachers turnover  for the last five 

years (2002-2007 E.C.). This was due to the account that the recent data is more likely available 

and pertinent to the study on the current problem.  

1.7. Limitation of the Study 

The major limitation that the researcher confronted while conducting this research was getting 

some statistical teachers` data due to lack of good personnel file record in the schools and lack of 

cooperation on the part of few respondents. Consequently, the researcher was compelled to look 

the required data from different files and information sources with the help of the schools 

principals. Since the study focused on 6 government secondary schools and the results obtained 

could not be fully generalized to all government secondary school. On other hand Shortage of 

time to collect data from all   government secondary school, budget,   and   lack of computer 

skills was some of the limitations on this study.  

 

 

  



                                                   1.8 Definition of Key Terms 

  Government Secondary Schools:  Schools for the communities and by the communities which 

get policy direction from the Ministry of Education. 

Secondary School Teachers:  secondary school Teacher is a classroom practitioner, the one 

who translates educational philosophy and objectives into knowledge and skills. 

Secondary School Teachers` Turnover: Teachers leaving the teaching profession to Banks, 

Accountant or to same professions to private school  

Extrinsic  Motivation : are external rewards (salary , work load ,teacher student relation 

,teachers principal relation  ,Administrative support  and students behavior ) that occur  a part  

from work providing no direct satisfaction at the times of work is performed  

Intrinsic Motivation: are internal reward (responsibility, recognition, work its self, 

Advancement and promotion) that a person feels when performing a Jobs.  

Practicing Teachers: Represent teachers who are currently in service in government secondary 

school           

                             1.8    Organization of the study  

This study was organized in a ways that it comprises five chapters. Chapter one consists of the 

background, statement of the problem, objective, significance, limitation, delimitation, and 

organization of the study. Chapter two is review of related literature that is relevant to the 

problem under the study. Chapter three deals with the methodology of the study, Chapter four 

presents the analysis and interpretation of data and chapter five contains summery and 

conclusion of the study.  

 

 

 

 



CHAPTER TWO 

                                                    2. Review of Related literature 

This chapter deals with reviews of various literature which are assumed to have relevance to the 

study . The major topics included here was the effect of motivation impact of personal 

characteristic  on teachers ‘turn over “ Relation between   teachers  and dissatisfaction  with 

teachers turnover  .Major cause of teachers turnover and minimizing teacher  turnover of  

teaching profession  .    

2.1 Defining Teachers` Turnover 

A teacher is a classroom practitioner, the one who translates educational philosophy and 

objectives into knowledge and skills. During formal instruction, teachers facilitate learning in 

students in the classroom (Ofoegbu, 2004:81 Teachers turn over can be case in two ways 

voluntary turn over and   involuntary turn over .involuntary  turnover is types of turnover 

where the turnover of the employees is initiated by the employer  because of different factors 

like poor performance of the employee or adoption of new strategy by the organization which 

result reduction  of number of employees and other similar factory that   organization  can be 

decide to dismiss or lay of its employees. 

Johnson, (2005) note that the literature differentiates between the terms “turnover,” which refers 

to teachers leaving a school, “attrition,” which describes teachers leaving the profession, and 

“migration,” which happens when teachers move from one school to another.  Following the lead 

of Johnson,  (2005), I use the term “turnover” to refer  any instance of  a teacher leaving his or 

her post profession because  of schools bear the costs of teacher mobility, whatever the  

motivation.  In order to paint a clearer picture of the causes of teacher turnover, Kang and 

Berliner(2012)distinguish between types of teacher turnover us voluntary and involuntary 

turnover. Voluntary  turnover occurs when a teacher leaves his or her post willingly, while 

involuntary turnover  means the teacher is reassigned to a new school or leaves the profession 

because of  circumstances beyond his or her control, such as a budget cut (Kang & Berliner, 

2012).  Voluntary teacher turnover, according to Kang and Berliner (2012), is either avoidable or  

unavoidable and explain that avoidable teacher turnover is the negative consequence of factors  



like job dissatisfaction, which are within schools’ control.  For this paper, I combine terms from  

Johnson(2005) and Kang and Berliner (2012) to define problematic high quality teacher  

turnover as turnover that is both voluntary and avoidable.                  

2.2 Theoretical   perspectives on the turnover 

2.2.1 Economic labor market theory. 

Various researches advanced theories on employee turnover. The first theoretical underpinning 

was based on the economic labor market theory of supply and demand as advanced by Strunic 

and Robinson (2006). In this case, teachers are treated as rationale actors who make decisions  

about their career choices whether to become teachers and trajectories whether to exit the current  

teaching assignment for better opportunities and rewards. According to Guarino, Santibanez and 

Daley (2006) under the supply and demand framework, research on teacher recruitment, 

selection and retention focuses on identifying causes of teacher turnover. These causes include  

both monetary and nonmonetary causes.  

      Monetary causes includes health, insurance, salary, pension etc. These benefits improves the 

morale of teachers and reduce their turnover (Becker  (1993). Along with monetary benefits, 

teachers consider non-monetary benefits as one of the  most important factors affecting their 

career decisions. These benefits include participation in  decision making, adequate facilities, 

support from other teachers and administration, student  learning attitudes among others. All 

these are commonly referred to as working conditions which    can cause turnover. According to 

the above theory  the main cause of teachers the turn over is depend on teachers monetary and 

nonmonetary causes .This two factory is also  the same  impact on teachers  turnover  in  akaki   

kality   government secondary school because in  akaki kality sub city  many teachers have   not  

gate recognition from the school   Leadership or any other stockholder  and also some  policy 

,rules and regulation can be made without teachers participation or involvement that cause 

teachers turnover . 

2.2.2. Chapman’s Theory 

Ruhland (2001) cites chapman's theory which expands on Holland's theory of vocational choice. 

This theory explains that vocational satisfaction, stability and achievement depend on the  



congruence between one's personality and work environment. Ruhland (2002) also cites 

Krumboits social learning theory of career selection, which propounds that factors like genetic 

endowment and special abilities, environment conditions and events, learning experiences and 

task approach skills explain why individuals change occupation throughout their lives. 

Ruhland(2001) uses these theories to develop a   government  school teacher retention/attention 

model. According to this theory, teacher retention and thus attrition is a function of teacher's 

personal  characteristics, educational preparation, and initial commitment to teaching, and quality 

of first  teaching experience, social and professional integration into teaching and external 

influences. All  this is referred to as career path development and can cause teacher turnover. 

2.2.3 Kharti model 

Kharti, Budhwar and Fern's (2001) study of employee turnover employs a model that posits three 

groups of causes of employee turnover namely demographic, controllable and   uncontrollable 

factors. Demographic factors include age, gender, education,  residence,  income level, 

managerial and non-managerial positions. Uncontrollable factors are the perceived  alternative 

employment opportunity and job-hoping. Controllable factors include pay, nature of  work, 

supervision, organizational commitment, distributive justice and procedural justice. Celep(2003) 

draws from the organizational commitment theory posits that teachers' levels of commitment are 

determined by factors such as their belief and acceptance of the school  organizational goals and 

values, the willingness to exert effort on behalf of the school and a  strong desire to keep up 

membership in the organization. Ingersoll (2001) draws from theories  advocating teacher 

turnover as a function of ageing and increasing student members. His  exposition asserts that 

improvement in organizational conditions such as salaries, increased  support from the school 

administration, reduction of student discipline problems and enhanced  teacher input in decision-

making would result to low labor turnover. All this is referred to as working conditions. These 

theories explain causes that can influence turnover. The researcher  will focus on economic labor 

market theory of demand and supply in the study that tries to   analysis  causes of teacher 

turnover in  government  secondary schools in   akaki   kality sub city division  

2.2.4 Trends in Characteristics of Teachers who are Part of the Turnover 



As the TNTP (2012) reports claim, the highest quality teachers are a large part of the  annual 

turnover in U.S. classrooms, including DCPS classrooms, each year. The 2006 Met Life  Survey 

of the American Teacher found that 28% of principals were concerned about shortages in  the 

supply of quality teachers, and this number was even higher in secondary schools (39%) and  in 

schools with higher populations of low-income (42%) and minority (36%) students.  Teacher  

supply is not spread evenly across school districts, and this disparity is exacerbated in low  

income schools which are more likely to suffer teacher shortages and high teacher turnover  

(Cooper & Alvarado, 2006; Johnson, et al., 2005; NCTAF, 2003). The 2008 MetLife report calls  

attention to the troubling situation of teachers in urban schools, who report high rates of  

dissatisfaction.  Urban teachers expressed concern about turnover, and 40% of them identified  

high quality teacher shortages as problematic, compared to 19% their sub urban and rural peers 

(MetLife, 2008).    

2.3   Major Causes of Teacher Turnover 

2.3.1. Sex 

Sex has its own impact on teachers turnover: According to Ingerson(2001;14)  . In secondary 

school females teachers   staying  are less than males .In studies on job satisfaction, gender is a 

frequently investigated variable. The investigation of this variable as a determinant of job 

satisfaction is a sensitive issue. This is because there is a substantial increase in the number of 

women joining the labor force in recent times (Gargallo-Castel, Garcia-Bernal, Marzo-Navaro, & 

Rivera-Torres, 2005:280; Oshagbemi, 2000), and this has generated considerable interest for the 

need to investigate the influence of gender  to teacher turnover . Although the relationship 

between gender and  turn over  has been investigated extensively, the results of many of the 

studies so far have been found inconsistent, contradictory and far from unanimous. Where some 

studies found women more satisfied with their work that  decreasing turn over of females , others 

indicated that the men were more content (Crossman & Harris, 2006; Ma & McMillan, 1999). 

Numerous studies in different parts of the world have shown women to be more satisfied with 

the teaching profession than men teachers stay more male   that shows females  teachers stay in 

school than male because of they act as mother of student many times  (Akhtar & Ali, 2009; 

Bogler, 2002; Jyoti & Sharma, 2006; Kim, 2005; Koustelios, 2001; Ladebo, 2005; Ma & 



McMillan, 1999). Kim (2005:678-679) observed that in the Seoul Metropolitan Government 

studies of gender differences in Korea, the women reported more satisfaction with their jobs than 

the men, and the credible reasons are that women place greater value than men on intrinsic 

rewards. In a study Koustelios (2001:356) found that the women teachers were more satisfied 

with their working conditions than the men, because women employees tend to consider the 

working conditions to be more favorable than the men do. Other researchers who have studied 

gender also indicated that female senior secondary school teachers are significantly more 

satisfied than their male counterparts (Akhtar & Ali, 2009:57). Several reasons were posited for 

this significant difference in satisfaction. Female teachers’ social aspiration, social acceptability, 

job responsibilities, experiences of challenges and career development were some of the reasons 

cited. 

 Akhtar and Ali (2009:58) further believe that it is a great achievement for female teachers to be 

part of the teaching profession and being According to Kim (2005:670), the job aspects such as 

salary, job security, worth of providing a public service, the work itself, and promotion prospects 

that are important and valued by female employees are different from those that are important to 

male employees, because what women look for in a job is different to what men look for. Kim 

(2005) further argues that even in the same situation the satisfaction-level of women is different 

from that of men, because the unfulfilled job values that are valued by women are different from 

those that are valued by men.   

In his study Kim (2005:666) indicated that women reported that the most important motive in 

their working life was worthwhile work achievement, whereas men reported that promotion, 

reputation and prestige as public employees were most important. Thus, it seems reasonable to 

conclude that women employees place more emphasis on intrinsic rewards, whereas men 

employees value extrinsic rewards more highly. The reasons for the job satisfaction differences 

between men and women, according to Kim (2005), Other studies differ from the above. 

Research has shown that men are more satisfied with their jobs than women (Crossman & Harris, 

2006; Ellsworth, et al., 2008:54; Mertler, 2002). Still other studies have found that there is no 

significant relationship between gender and job satisfaction (Akiri & Ogborgbo, 2009; 

Badenhorst, et al., 2008; Ellickson, 2002; Skaalvik & Skaalvik, 2009:522). Thus, the results are 

inconclusive .This issue will be further investigated in this study according our sub city more 



male is leave the teaching profession than female teachers because of male have money 

opportunity  to  continues other field of study .                                                                                                                                                            

According to kality secondary school  in 2007 there are  5 males and one female leave their job 

This shows that the male teachers turn over is greater than females teachers us  kallity secondary 

school level . Nevertheless  According to Champman and Hutcheson (2001;141)  there is no 

significant different between males and females  teachers in leaving or staying in teaching 

profession in three   Indian  University   in  line with this.Bloland  and sable(1980;13-14) 

investigated that the impact of sex is minimum in teachers attribution .Hover its influences may 

be arguments  when it is connected with marriage female  elementary school female teachers 

(whitener;1977;419)   .Motuma (2006:101)   also concludes   that female teachers leaves more 

than male in government secondary school  of  oro 

                                                       2.3.2. Age  

The age of teachers is one of the crucial factors for the presence and absence of turnover. Both 

younger under thirty  (30) and older above fifty  (50)     are more likely  leave teaching 

profession than middle  aged teachers    (Ingersoll;20001,114)  older teachers leave teaching due 

to retirement  but  younger teachers leave to use other opportunities .According  Gibson  and 

Klein    (1970) in Tesfaye (1999;14) Studies regarding the relationship between age and job 

satisfaction ascertained the existence of significant relationships. However, the exact relationship 

between age and job satisfaction remains uncertain (Spector, 1997). Early studies by Herzberg 

(1957) show the possibility of a U-shaped or curvilinear relationship between age and job 

satisfaction, implying that employees experience a high level of job satisfaction at the start of 

their careers, a decrease in the middle ages, and a rebound later on in life.  

Other researchers who have studied age and its effect on  turn over  indicated that job satisfaction 

appears to decrease with age. For example, Hickson and Oshagbemi (1999) undertook a study to 

examine the effect of age on the job satisfaction of academics. Age was one of the factors found 

to impact negatively on their job satisfaction, in the sense that job satisfaction decreased with age 

(Hickson & Oshagbemi, 1999:541). Garrett and sesanga (2005:49) showed that age significantly 

influences academics’ teaching satisfaction, with the younger academics more likely to derive 

satisfaction from the extrinsic aspects of their job, and their older counter parts derived 

satisfaction from the intrinsic aspects of teaching ` 



This finding was confirmed by Bolin (2007:59) who determined significant correlations between 

age and job satisfaction: older teachers derived greater  satisfaction from self-fulfilment, salary 

and collegial relationships. Sargent and Hannum (2005:197) also pointed out that younger 

teachers were significantly less satisfied with their jobs than their older counterparts. Other 

studies differ in their findings. Crossman and Harris (2006), using teachers as participants, found 

neither a typically linear nor a typically curvilinear relationship between the age of a teacher and 

his/her job satisfaction The researchers found a relatively high job satisfaction in the 22-30 and 

41-50 age groups, followed by a decrease in the job satisfaction in the 31-40 age groups, and a 

slightly declining level of job satisfaction in the 50+ age group. Although the exact explanation 

of this fluctuating level of job satisfaction is unclear, the researchers speculated that certain 

work-related life events may be a cause Agreeing with Crossman and Harris, Mertler (2002) 

found similar fluctuating results regarding the relationship between age and job satisfaction. 

Mertler (2002:47) describes a U-shaped or curvilinear relationship, in which a higher percentage 

of teachers expressed satisfaction in the age range from 26-30 years, followed by a considerable 

decline in the age range from 31-35 years, and finally a rebound later in life (36-40 years).  

 

The turnover of teachers is a challenge  for school and school administration in both developed 

and developing countries .The findings of Research in the area revealed that teachers leave or 

move from their school either  to other profession or move from their school for varies  Reason 

,Insufficient salary ,poor administrative support ,student disciplinary problem and little input into  

school decision are among the most frequently mentioned reason teachers gives for leaving their 

profession or change their school (Ingersoll.2001) .In line with this chaik (2002) cited in 

xab.(2003.p.288) advocates the  lack of teachers mobility inadequate induction program. poor 

working condition and  the growth salary gap between teachers and other college graduate as 

source of teachers turn over 

 

2.3.4. Poor Working  Conditions 
Poor working conditions that make teachers’ jobs difficult,  unpleasant, and  unsafe force them 

from their classrooms (Cooper & Alvarado, 2006;   Ingersoll, 2001).  Teachers who leave the 

highest-needs schools for others cite poor working  conditions as their primary motivation for 

leaving (NCTAF, 2003). Ladd (2011) surveyed teachers in North Carolina to establish the 



connection between  teachers’ working conditions and teacher mobility and concluded teachers’ 

perceptions of their  working conditions can be used for projecting turnover. 

 Ladd (2011) distinguishes between two  components of a teacher’s work Environment. The first 

is the racial or ethnic and socioeconomic makeup of the school population, and the second is 

comprised of working conditions, like school  infrastructure and organizational characteristics. 

According to Ladd (2011), school demographics  can influence teachers’ sense of effectiveness, 

as well as their feelings of well  being and  belonging.  However, Johnson,  (2012) refute claims 

that student demographics influence  teacher turnover and argue that poor working conditions, 

which are correlated with high minority  and high poverty student populations, are the real force 

driving teachers from the classroom. Johnson,  (2005) claim that schools are able to retain 

teachers by offering them both  intrinsic and extrinsic rewards and by meeting teachers’ 

standards for acceptable working  conditions. Teachers leave when schools fail to outweigh 

negative working conditions, such as  large classes or pessimistic colleagues, with positive 

working conditions, like school safety or a  comfortable classroom (Johnson, et al., 2005). 

Although teachers’ individual preferences,  experiences, and circumstances make it impossible 

for schools to define a set of one-size-fits-all  positive working conditions, Johnson, et al. (2005) 

assert that all teachers want to be effective in  the classroom.  Lortie (2002) refers to this as a 

desire for "psychic or intrinsic" rewards, and  claims that these are the most powerful rewards for 

teachers. According to Lortie (2002), psychic  rewards usually grow out of classroom 

experiences with students.  Johnson, et al. (2012) found  that a positive work environment 

predicts improved student learning.  Johnson, et al. (2012) define nine working conditions that 

influence teachers’ work: colleagues, community support, facilities, governance, principal, 

professional expertise.  resources, school culture, and time.  

They report that of all the conditions teachers consider  important for their work, conditions that 

are social in nature are paramount for teacher  satisfaction (Johnson, et al., 2012).   The high 

quality “Irreplaceable” teachers leave their jobs  due to dissatisfaction and lack of appreciation 

from schools leaders (TNTP, 2012). Poor School Leadership.  Ladd’s (2011) conclusion that 

school leadership quality is the  most important predictor of turnover agrees with Johnson (2012) 

finding that teachers  prioritize social working conditions above all others., since school leaders 

set the tope  for the type  Johnson (2012) caution that their research must not be interpreted as 

positing that student characteristics do  not matter to teachers, who get powerful intrinsic rewards 



from effective relationships with student of working relationships that faculty will have. Ladd 

(2011) calls school leadership and   collegiality “central” (p. 237) to any consideration of 

working conditions for teachers.  The relationship between these elements is hierarchical because 

the quality of school leadership,  largely defined as the principal’s effectiveness, determines the 

levels of teamwork and trust among teachers (Ladd, 2011). School leaders have direct and 

indirect control over organizational characteristics, like school culture, teacher autonomy, 

leadership, and support, all of which are commonly reported factors influencing teacher turnover 

(Cooper & Alvarado, 2006).  Many of the “Irreplaceables” who left their schools reported that 

school leadership had made no effort to persuade them to stay  (TNTP, 2012 

                                  2.3.5 Poor Housing and School Infrastructure  

Davenport (1999, p.198) admitted that although research showed that strategies for retaining   

employees were related to financial rewards such  as salary levels  increases, health care  

benefits, and retirement savings plans, he argued that the best way to bind employees was to 

make  their jobs more “fulfilling and enriching . It was generally agreed that the immediate 

working  conditions could greatly enhance and enrich an employee’s job.The negative impact of 

poor housing cannot be under estimated. Lansley (1979, p.71) rightly  argued that “Housing 

conditions have a majority influence on the health, attitude   a opportunities  . 

Teacher turnover in  Ethiopia   according  to Ministry of Education: Realities , challenges  and 

quality of life of individual and communities …” Though not largely supported by studies, it  can 

be deduced that the teachers’ motivation, quality of work and commitment can also be largely  

influenced by their housing conditions  special in  Addis Ababa  city administration of akaki 

kailty  sub city  government   secondary school   teachers .  Specially   fresh teacher  salary and 

housing rent cost  is equal    . The latest records show that 10,884 of primary school  teacher’s 

houses are categorized as permanent while 5,583 are temporary (GoM 2005, p.37).  According  

to our  country also the condition is  exist on many of the Ethiopian region . Spacial in Addis 

ababa city administration the problem  extremely very danger for teachers .For instance at 

akakikality  sub city  the house rent cost  is  very high one room house it minimum   1000   birr 

Monthly  rental cost but   the  fresh teacher  net  salary per month  is only  1717 birr  so teachers 

left only with 717 birr  for other Expanse like cloth ,transport  and for other cost .90% teachers 



monthly salary is for house rent  for this reason  housing problem is other main cause of teacher 

turnover in   akaki  kality sub city . 

                                                       2.3.6   Inadequate Salary 

Different Research finding show that low salary is the  most significant factor that contributes to 

teachers turn over (Aklilu.1967;Bome .1991 .crous man.Haptom and Henman . Research   other 

points, Schuler and Jackson (1996, p. 614) stated that in assessing how effectively  conducting 

by Bame(1991.p.128) revealed that out of the list eight reason the most important factors which 

drives out teachers from teaching in Ghana  is salary problem ,lack of opportunity for promotion 

and law prestige in teaching were ranked to be the first three prominent Reason among which 

salary is first  and the most driven force that cause teachers turn over . 

In Ethiopia the result Research have  revealed that the inequality in salary between teachers and 

non teachers  with the same qualification is the series  factor for teachers turn over . For instance 

when we compared teacher with employees  of commercial Bank of Ethiopia the net salary for 

teacher who teaching in secondary school  grater than  30 years  experience is   know in Addis 

Ababa  city administration is only 3400  Ethiopian birr but  employees of commercial Bank of 

Ethiopia who  one year experience is got  net salary  4040 Ethiopian birr. This big different 

between two employees is the main cause of teachers turn over  to other profession .An 

organization  administers its compensation program, the following major purposes of total 

compensation had to be kept in mind: (a) attracting potentially qualified employees, (b) 

motivating employees, and (c) retaining qualified employees. The compensation program in the 

education sector of Ethiopia did not seem to be fulfilling these conditions.   Salaries of teachers 

in Ethiopia have been extremely low and irregular even by Sub-Saharan .The unmotivated and 

uncommitted teacher can have serious negative consequences on the  learning process of the 

pupils. The critical factor is that the future of the children is at stake. The teacher contributes 

much to the educational advancement or regression of the pupils and the  remark by Livingston 

vividly captured this point:  Most parents are aware that teachers’ expectations about individual 

children become  self-fulfilling prophesies: if a teacher believes a child is slow, the child will 

come to  believe that, too, and will indeed learn slowly. The lucky child who strikes a teacher  as 

bright also picks up on that expectation and will rise to fulfil it. This finding has  been confirmed 



so many times, and in suchvaried settings, that it’s no longer even  debated. (Livingston, 2003, p. 

174)  

  

2.3.7 Career   Professional Development of Teachers 

Training  of teachers is a critical determinant  for effective  teaching –learning process. Teachers 

should have    knowledge of subject matter ,Pedagogical skills and motivation to teach for  

attaining the goal of Education .Thus the key factors in teaching Effectives are the general 

academic preparation of teaching which can take place either before or During teachers training . 

Career ladder  plans have been proposed as a one     way retain able and talented teaching staff in 

some country in Africa .Even if teachers career  ladder works differently in various circumstance 

most career plan have some similar characteristics such as .If workers based on qualification 

training,observation evaluation procedures and opportunity for teachers to accept new role vice 

principal and department head –et.(loclhed etal.1996;114) 

Ethiopia also seven rank teachers career  structure beginning from (1994) The leader includes 

Beginner,Junior,full-flldge,senior, associate , leader teachers and   senior leader teachers .The 

effectiveness of career structure in Ethiopia is not through studied .However some finding 

depicted that teachers dissatisfied were with their career structure and its implementation process 

(Getachew 1999;25) 

In the teaching profession advancement can be realized when teachers receive the opportunity of 

being appointed as school principals, department Heads, supervisors, District officers, or to the 

next level, by achieving additional educational qualifications. As shown by Choi and Tang 

(2009:775), teachers said that the availability of opportunities for career advancement and 

recognition of their contribution to schools improved their teaching efforts. Teachers are more 

satisfied if their jobs provide opportunities for personal and professional advancement 

(Rosenholtz, in Sargent & Hannum, 2005:181). Promotion is a means of advancement. 

According to the Expectancy  promotion is a visible reward that comes as a result of the 

employees’ effort and performance. If the teachers are promoted to a level higher than their 

present position  as a result of their increased efforts, they are rewarded for their efforts. This 



will also lead to increased pay, status, and respect. this may lead to high motivation and 

satisfaction  that decreasing  teachers turn over  , Ellickson (2002:351) found that of all the 

variables (equipment and resources, work space, a safe work environment, training, workload, 

colleagues, pay, benefits, promotion, performance appraisal, and supervision), aside from 

departmental pride, the availability of promotional opportunities for government employees 

exerted a significant and powerful effect on job satisfaction. Ellickson (2002:353), therefore, 

believes that opportunities for promotion are important determinants of employee satisfaction. 

Satisfaction with pay, benefits, and performance appraisal had a significant effect on the overall 

job satisfaction of the employees as well. Xiaofu and Qiwen (2007), in a survey of 229 

secondary school teachers, analysed the relationship between the secondary school 

organisational climate and teacher  Teachers turn over .  

The researchers examined the level of the teachers’ job satisfaction, using six factors, namely the 

nature of the work, material conditions, wages, opportunities for advancement and promotion, 

interpersonal relationships, and leadership and administration. The results showed that 63.8% of 

the teachers were dissatisfied with the opportunities for advancement and promotion (Xiaofu & 

Qiwen, 2007:68-69).  

In Ethiopia the opportunities for advancement are rare. Only in some cases will teachers be 

allowed to advance to the position of principal, supervisor, or District officer. The opportunities 

for advancement are better for teachers who are at the certificate and diploma-level. These 

teachers are allowed to advance to diploma and degree-levels, respectively, through summer and 

in-service training systems. However, at the secondary school level, most of the teachers are not 

presented with the above-mentioned opportunities. Only a few teachers receive the opportunities 

for learning to post-graduate level. With regard to promotion opportunities, the teachers in 

Ethiopia have to successfully fulfill  the criteria of the even teacher career-ladder policy, namely 

beginning teacher, junior teacher, teacher, advanced/senior teacher, associate/cooperative lead 

teacher, and lead teacher. The teachers are promoted to these levels and rewarded with an 

increase in salary provided that they are capable of succeeding if the rigorous evaluation criteria 

are used. In addition to this the new salary scale was not found to be significant  Determinants of 

teachers decision to leave or stay in teaching profession   (manna ) .In Ethiopia must teachers 

gate their career structure after three years but after three years they gate net salary  maximum   

addition of  only 150 birr different before gating promotion  that gate net salary before   



.professional Development is one of the most power full routes to teachers motivation and school 

improvement (Frak.1994;12)  .But according  to  Ethiopia, teachers career structure 

Development it not like other country because of low status and lower  salary that not   

increasing teachers motivation rather it  demotivated  teacher and cause teachers turn over .                              

                           2.3.8   Administrative and supervisory problem  

Educational official in different  echelons should   have the qualities such as the abilities to 

communicate effectively with teaching staff  , followed by being supportive approachable fair 

and consistent .(Huntching et.al,2001) in (cockbum,and Hadyon,2004;138) they indicated that 

most important reason reach to stay teachers in their profession is the head as a reasonable  

human being and this was seems as  having a  powerfull  impact on overall collimated in school 

.Administers of the school in varies echelons should have conceptual human and teaching skills 

to guide the over   all activities of the schools system .However in reality it is vary difficulty to 

get such administration adequately  especially in sub  sahara  region  ,for instance .minister of     

education is partly caused  by lack of skills administration .The deterioration of qualities as 

education creates  lack of communities  on the parts of teachers and at the end this leads on 

turnover ,conckburn  and Hayden .(2004;138) identified that that forty five 45% of former 

teachers attributes in school management for quitting their work .Educational officials in 

different school seems to have isolated themselves from problem facing teachers .It is believed 

that three is no concretes and effectives  ways to evaluates hardworking teaching from those 

simply want to get salary without working   (Akililu.1967;145) several of the authoriezed  treats 

teachers as dehumanized entities that are not given human consideration during unexpected    

                          2.3.9   Student   Disciplinary   problem  

The most commonly mentioned school factors cited  by teachers was the Difficult and frustration 

of dealing with disruptive student . In many cause the problem is connected   to feeling of 

teachers in which senior management of the school were not strong and cooperative to deal 

student disruptive behavior .(cockbun and Hayden 2004;741}  . The study reflected that student  

disruptive behavior work and bureaucracy after the increasing paper work and bureaucracy for 

teaching turnover in England .Cockburn  assed her post graduate student what they were most 

anxious when they were a teachers almost all without exception said controlling disruptive 

student  (Cockburn and Haydon,2004.19-20) 



According to Cockburn and Haydon Controlling disruptive student  are very difficult for  less 

experience teachers and this is the other  the major cause for leaving their profession . on other 

hand experience do not considered  disruptive   student as a major problem for quitting teaching 

profession .This is because those teachers develop techniques how to control disruptive behavior 

.They have skills to cut at the bud and learn how to teach in interesting and stimulating ways 

.Therefore the tendency of student to be misbehaved in class is minimized .Even if experience 

teaching minimize disruptive behavior of student it is difficult to retain them do not various 

factor  .Hence large number of new University degree graduate teachers have thought in 

secondary  school of sub-sahar Africa country .This  is because large number of    new 

University degree graduate teachers have though  in secondary school of sub sahara Africa 

country ,This is because large number of experienced teachers quit teaching in one hand .   on the 

other hand .enrollments of secondary school students increasing alarming these compelled some 

Africa country to lower there standard to entry teaching profession which lead deterioration of      

qualities of education  decreasing status and high turnover . studies  in Ethiopia secondary school 

indicated that student distrptive  behaviors are the majors cause . As postulated by Cerit 

(2009:616), schools are organization  where strong human relations are expected, which includes 

the teachers’ relationships with the students.                                                                                          

 

These relationships are highly significant for students, teachers, and for the effective running of 

the school in general. Of all the relationships, the relationship between teachers and students is 

considered to be vital for positive educational outcomes in the school setting. It was found by 

Papanastasiou and Zembylas (2006:236) that the emotional relationships that teachers build with 

their students are central to how the teachers educate their students. A high quality of social in 

With regard to the role of student-teacher relationships in motivation and learning, Davis 

(2003:212) stated in his review, that students’ relationships with teachers could either facilitate 

or hamper the motivation and learning of the students. Teacher-student relationships may have 

an impact on the students’ social and cognitive outcomes during their preschool years and this 

may continue to their social and intellectual development at primary school, and up to 

adolescence (Davis, 2003:208). Thus, student-teacher interpersonal relationships have a high 

significance to determine the outcomes and the academic achievement of students (Van Petegem, 

Aelterman, Van Keer, & Rosseel, 2008). Put differently, it is not only the quality of the 5 



teacher’s teaching, but also the teacher-student relationship that is integral to successful teaching 

and learning (Aultman, Williams-Johnson & Schutz, 2009:636.In earlier times, teachers were 

expected to create supportive, but teacher-controlled relationships.  



A positive relationship between the students and the teachers is not only of significance for the 

students and for the educational outcomes of any educational system, but also for the job 

satisfaction of the teachers. Butt and Lance (2005:407) reinforce this by stating that the teachers 

themselves value the relationships they form with the students very highly .Other studies 

confirmed the impact of student relationships on teacher job satisfaction. Clarke and Keating (in 

Wright & Custer, 1998:62) indicated that teacher-student interaction was the most satisfying 

aspect of the teachers’ work. Research done in diverse cultures confirmed the influence of 

student-teacher relationships on job satisfaction. In a study it was found that both Arab and 

Jewish teachers identified relations with students as some of the most satisfying aspects of their 

job (Bogler, 2005:27). Bogler (2005:29) also indicated that both Arab and Jewish teachers 

viewed internal conditions of work (relations with students, colleagues, and relations with 

teachers) as contributing most to their job satisfaction. Similarly Papnastasiou and Zembylas 

(2006:235), in a study examining the sources of teacher job satisfaction and dissatisfaction in 

Cyprus, indicated that the teacher participants emphasized the satisfaction derived from 

interactions with students, relationships with colleagues, and opportunities to help students grow 

as individuals .                                                                                           .                                                                                                                                                                             

As explained above, positive interaction between teachers and students is an important aspect of 

the classroom climate, and has a high premium for both parties. The behaviour of the students in 

the interaction process has always been related to the teachers’ job satisfaction. A study by Perie, 

et al. (1997: IX) found that student behaviour was strongly associated with the teachers’ job 

satisfaction or lack thereof; the more favourable the student behaviours are, the higher the 

teachers’ job satisfaction, and vice versa. This conclusion was supported by Marlow, Inmar, and 

Betancourt-Smith (in Wright & Custer, 1998:62), indicating that there was a significant 

relationship between the variables mentioned. , that could facilitate teacher satisfaction. This is 

because harmonious cooperation among colleagues is closely connected with the stable and 

qualitative improvement of the educational process (Saiti, 2007:30). explained above, positive 

interaction between teachers and students is an important aspect of the classroom climate, and 

has a high premium for both parties. The behaviour of the students in the interaction process has 

always been related to the teachers’ job satisfaction. A study by Perie, et al. (1997: IX) found 

that student behaviour was strongly associated with the teachers’ job satisfaction or lack thereof; 

the more favourable the student behaviours are, the higher the teachers’ job 



by teachers due to student disciplinary problems was almost as strong as their dissatisfaction 

with their low income. Chang, et al. (2010:6) found that student misbehaviour is a significant 

predictor of administrative support, and the teachers’ intent to stay in teaching. They indicated 

that the reasons most commonly cited for the teachers leaving the teaching profession included 

problems with student discipline, a lack of 60 student motivation, and of respect from students. 

 

This issue may also be important in the lives of the Ethiopian teachers who will be involved in 

this investigation. Improving the quality of education increasingly preoccupies the minds of 

policy makers and others. If the quality of education is the value to be added to the education 

system, this will be done mainly by positive teacher-learner interaction (VSO, 2002:10). The 

teachers’ interaction with the learners is the axis on which educational quality turns. This is why 

the most effective teachers place great emphasis on the student-teacher relationships (Gay, in 

Bogler, 2001:666). As Carr (2005:265) notes, effective teacher-student relationships cultivate 

engaging pedagogical conversations that “…hold the interest and imagination of young people” 

and serve to enhance the students’ lives 

                                    

3.3.10 Teacher-teacher/colleague relationships 

According to Herzberg, et al. (1959), teacher-teacher relationships are hygiene or extrinsic 

factors that could influence the employees’ job satisfaction (see section 2.2.2.2). Collegiality in 

the form of support meetings, mentoring, and shared leadership in the workplace is a strong 

contributor to the job satisfaction of teachers (Weasmer & Woods, 2004:120). Ting (1997:315) 

agrees, and indicates that cooperative and supportive relationships with colleagues are very 

important, and contribute to higher levels of employee job satisfaction. Weasmer and Woods 

(2004:120) confirm that collegiality aids teacher retention, and improves the school climate.  

 

Collegiality, as an external/hygiene factor, does not involve any cost from anyone to make it 

function in an organization such as a school. However, in the presence of 61 other unsatisfying 

hygiene factors such as poor salary, positive collegial relationships have the power to 

compensate for dissatisfaction. A study done by Jyoti and Sharma (2006:359) indicates that 

despite the poor payment provided to private school teachers, they are more satisfied with their 

work than government school teachers, due to the congenial school environment being provided 



to the private school teachers and teacher satisfaction. Factors that disrupt the harmonious 

cooperation among colleagues will have a negative influence on teacher job satisfaction and on 

the school climate and teacher satisfaction  

 

           3.3.11 Teacher-principal/superior relationships  

The principal holds the formal authority to supervise the teachers’ work, and serves as the link 

between the school and the community, as well as with the district offices (Johnson, 2006:15). 

The principals are viewed as the instructional leaders of their schools (Edgerson & Kritsonis, 

2006:3). They are seen as role-models by the teachers, the students, and the school community. 

Therefore, it is plausible to expect that teachers who look up to their principals, will strive to 

adopt their conduct (Bogler, 2002:80).  

Having all the above-mentioned responsibilities, including others, the principal should create and 

maintain good relationships with the teachers, so that a healthy school environment, in the form 

of effective teaching and learning, will prevail. This healthy relationship and support are 

especially important for those teachers who are at the start of their teaching careers. The 

principals’ provision of professional support practices during the early years of a teacher’s career 

strongly influences the rate of teacher attrition (Baker, 2007:83) Tekleselassie (2005:623) argues 

that the teachers’ willingness to participate in all areas of decision-making will come to the fore, 

if they perceive their relationships with their principals as being open, collaborative, facilitative, 

and supportive. In addition, supportive principals will also determine the teachers’ rate of 

attrition. It can therefore be concluded that teachers will be successful, motivated, and inspired to 

do their best if there exists healthy relationship between them and the school principals 

(Edgerson & Kritsonis, 2006:4). The relationship between the principals and the teachers will 

indirectly affect the students’ achievement Hurren (2006:377) pointed out that teachers who are 

dissatisfied with their work and with their relationships with their principals . 

The principals also play a very important role in determining the teachers’ job satisfaction 

(Hurren, 2006:383). Garrett and Hean (2001:367) found that the teachers’ positive relationships 

with their principals were important for their satisfaction with teaching. This conclusion is 

reinforced by Ting’s (1997:315) statement, namely that employees are more likely to have higher 

levels of job satisfaction if cooperative and supportive relationships prevail between them and 

their superiors. Ma and McMillan (1999:46) found that the teachers’ positive perceptions of their 



relations with their . school principals enabled them to experience satisfaction with their work. 

They also found that the difference in levels of job satisfaction exhibited by the teachers due to 

varying teaching experiences, was reduced, because of the teachers’ perceived positive 

relationships between them and the school administrators. This implied the significance of the 

teachers’ perceived level of support for them by the principal The principals have the potential to 

relieve teacher stress, and thus improve teacher job satisfaction. In a study Hurren (2006:383) 

found that the teachers engaged in the daily planning of lessons, as well as in managing and 

motivating students in the classroom. The teachers also dealt with overcrowded classrooms, the 

learning and behaviour problems of students, legal issues, and massive quantities of paperwork. 

In Jyoti and Sharma’s (2006) study on job satisfaction among secondary school teachers, the 

researchers found that the principals’ behaviour towards the teachers contributed the most of all 

the factors they investigated, towards job satisfaction. A principal who adopted a guiding 

approach towards his/her subordinates helped in improving the superior-subordinate relationship 

(Jyoti & Sharma, 2006:354). In contrast, school administrators (principals and vice-principals), 

who put high pressure on the teachers, were identified as a major cause of poor teacher job 

satisfaction (Bolin, 2007:63). This confirms the findings of previous studies. According to Ting 

(1997:326), employees who experienced supportive and good relationships with their immediate 

superiors and co-workers reported higher levels of job satisfaction than those who did not. This 

finding is substantiated by Ellickson’s (2002:352) study that as satisfaction with one’s immediate 

supervisor increased, so did job satisfaction. Student disruptive behaviors are the  major causes 

of teachers turnover especial in Addis Ababa . (Dage.2002;22)   .Motuma (2006;101)    also 

added that student disciplinary problem are to some extent the cause of teachers turnover in 

oromia   government secondary school . 

                                   3.3.12 Teacher-parent relationships  

Teacher-parent relationships are deemed as very important for the teachers as well as for the 

parents, who are the primary caretakers of the beneficiaries of the education -- the children. Such 

benefits can be realised when the schools in general and the teachers in particular have strong 

partnerships with the parents. If the relationships are not strong, the teachers may not be effective 

in their work, and the parents may not benefit in respect of the education of their children.  

In a study by Kloep and Tarifa (1994:170), perhaps at a time when teachers were more highly 

valued, it was found that since the teachers were respected by the community in which they 



lived, highly positive parent-teacher relationships existed. This situation enhanced the teachers’ 

job satisfaction.  

However, many studies found that the teachers were not satisfied with their relationships with 

the parents. In a study examining the professional commitment and satisfaction among teachers 

in urban schools, Shann (1998:71) found that the teachers’ satisfaction with parent-teacher 

relationships ranked the lowest of the given variables. Similarly, Jyoti and Sharma (2006:355) 

found that the teachers were dissatisfied because of the under-estimation of the value of the 

teaching profession by society in general, and by the parents in particular. This means that the 

status of the teaching profession, as it is valued by the parent community, will strongly affect, 

either positively or negatively, the parent-teacher relationships. Perie, et al. (1997:28) found that 

46% of the secondary school teachers who participated in a study reported that they were the 

least satisfied with the parental support received. Those who received a great deal of support 

were more satisfied than those who did not. In another study, Weiqi (2007), after surveying 230 

secondary school teachers in China regarding the relationship between job satisfaction and its 

influence on teachers’ attrition and work enthusiasm, found that the teachers were dissatisfied 

with the lack of parental cooperation, in addition to poor student quality and behaviour. 

Most parents assume that they are not personally responsible for their children’s academic 

failures. Papanastasiou and Zembylas (2006:239-242) in Cyprus, a developing nation, indicated 

in their review and findings, that the parents’ failure for taking responsibility for the 

shortcomings of their children was among the many complaints made by numerous teachers. The 

researchers also found that the parents’ undesirable school interventions, lack of respect and 

recognition for the status of the teachers, were some of the factors that aggravated the teachers’ 

disappointment with their work. Thus, the parents’ lack of respect for and recognition of the 

teachers, and their lack of involvement in school-related issues may increase the gap between the 

teachers and the parents. It may also cause the teachers to feel disappointed and dissatisfied with 

their profession 

                                                      

 

 

 



                                                      CHAPTER THREE 

                                             3. The Research Design and Methodology 

The purpose of this study was  to assess the  cause of governments secondary schools   in the  

Akaki kality sub city  of Addis  Ababa. The study employed Descriptive  survey of mixed  

methods research  since it fits to get detailed  data from  many respondents and it is appropriate 

to assess the current status of government secondary school teachers in the Akaki Kality sub city 

of Addis Ababa . In mixed methods research qualitative research relies on describing information 

while quantitative research depend on statistical information (Charles and Merther, 2002). The 

researchers used this method because of the mixing qualitative and quantitative approach can 

help to deeper understanding of the issue investigated. It can also enable to generalize from the 

sample to population so that inferences can be drawn about same characteristics and prevailing 

condition of the particular trends. 

As  seyoum and Ayalew (1989) states, the descriptive method  is  concerned with describing the 

existing situation . Moreover it deals with the relationships between variable the testing of 

hypothesis and the development of generation or theories that have universal validity  

3.1   Source of Data 

The data for the study were obtained from both primary and secondary source. The combination 

of the primary and secondary information obtained from different respondents and further 

documents were reviewed to acquire adequate knowledge and unpublished written material that 

were relevant for the study were consulted as secondary source of data for the study. 

3.2. Sample size and sampling Techniques 

For this study it has already been mentioned that  the Akaki Kality sub city was selected .This 

sub city  was selected purposefully  due to the  proximity of ease of its access and the researcher 

worked as one of the vice principals in it. Therefore, the mentioned sub city was convenient and 

suitable to collect data in depth. Above all, the problem mentioned in the statements of the 

problem was observed in this sub city. The Akaki Kality education secretariat has five 

government secondary schools and one preparatory school. In order to obtain the larger picture 



of the situation, all the six government schools were selected through comprehensive sampling. 

Besides to the mentioned sampling techniques, the researcher used simple random sampling 

technique which has one type of probability sampling technique. In simple random sampling all 

member of the research population have an equal chance of being selected and the likelihood of a 

member of the population being selected is not affected by the selective of other member 

(Balnaves and Capust, 2002) .It is advisable that simple random sampling should be used when a 

researcher believes that the population is relatively homogenous with regard to question of 

interest. 

In the Akaki Kality sub city education secretariat, there were 423 secondary school teachers and 

24 principals .To conduct this study the researcher used simple random sampling to selected 125 

teachers that was around 21 teachers from each school, particular using a lottery methods to fill 

in the questionnaire. Regarding principals, 10 principals were selected via the mentioned type of 

sampling techniques to fill in the questionnaire 

About the interview, 5 teachers and 7 principals were selected to collect data about the maximum 

career structure of teachers’ developments.  

In general, a total number of respondents and interviewees were participated in the study. Out of 

130 teachers  and  10principals. 120 teachers and 10 was  selected to fill questioners and 5 

teachers will selected  to participated in an interviews  and 3 principal and 5 teachers participate 

on focus group  Discussion  to collect data from teachers reach the maximum career structure of 

Development of teachers .  An observation was used to   assess the Document of last five years 

of teachers` turn over and the causes of teachers` turn over. 

   Table. Sample Teachers of Secondary school of Akaki kality sub city 

Sample schools 

 

Total no  of Teachers Sample of Teachers Total Sample of 

Teachers  

M F M F  

Kality 40 16 13 5 18 

Baseka 45 18 15 7 22 

Bulbulla 61 21 19 7 26 

Ethio-japan 31 14 9 4 13 

Fitawurari 54 23 17 5 22 

Derartu 74 15 24 5 29 



Total Sample Teachers                                                                                                                                                                              130 

 

3.3   Instruments of Data Collection 

The researcher used triangulation method by utilizing both qualitative and quantitative data 

collection instruments. Triangulation refers to the use of more than one data collection method to 

ask similar issue in the study of some aspects of human behavior and performance. According to 

Neuman (2000), triangulation method is the way to entail the mixture of quantitative and 

qualitative data collection methods. Data was collected using questioner, interviews, focus group 

discussion and observation. Employing multiple instrument of data collection helps to combine 

strength and amend some of the inadequacies and help triangulation of data.   

3.3.2 Questionnaires 

 A questionnaire is a written document that contains a set of question to be answered by the 

respondents (Neuman, 2000). In this study, questionnaire was used to collect data from 

Principals and teachers. Two different questionnaires were designed and administered to collect 

the necessary data from the respondents. The questionnaire for teachers had both open-ended and 

close-ended types of questions. The former mainly contained questions about teachers` turn over. 

On the other hand, all questions for teachers were written and answered in English since all of 

them were good skill language teachers in the mentioned school 

Structured and Semi- structured question was developed in English language based on the basic 

question of the study for 130 teachers and 12 principals. From the 130 distributed questionnaires 

120 were returned and from 12 distributed questionnaires for principal 10 questionnaires were 

returned. For this study, 142 sample questionnaires were distributed and total 130 question is 

returned for this study .  

3.3.3 Interviews 

Interview is selected for used in the study in view of its benefits for better exploration of issues, 

which might be too complex to investigates through  questionnaires . It provides better 

possibility to explained more explicitly what interviews knows on the issue .(Best and 



Kahn,2004) .The  interviews was  individually conducted  and  be used  to collected  information 

from  selected teachers and  school  principal  .The  Interview based  was   developed on the 

basic Research question of the study and the  number of   item   is 6 .The source of the items are 

literature and previous studies .The interview was have two parts and related with cause of 

teachers turn over and related with the impact of teachers  turn over on the quality of education  

that develop through  semi-structure interview question. 

3.3.4 Observation 

Dawnson (2002) defines observation as the process of observing and  recording event or 

situation .There  are two observation namely non participant  observation and participant 

observation .The study employs non participant observation because of teacher who participate 

in turn over is not knows before they leave the school .The  researcher simply  observed with 

ought taking part in  them . 

                                                 3.4. Pilot Study  

 Huysmen (2001) states that pilot study helps to investigate the feasibility of the proposed 

research and to detect the possible flaws in the measurement procedures; i.e. ambiguous 

instructions and in adequate time limits. Concerning these, the researcher conducted both 

qualitative and quantitative pilot studies. In the quantitative pilot study, the teachers ` 

questionnaire was distributed to 20 teachers from Fitawrari Abayneh Metekia Secondary School, 

which is seven  kilometer away from Kality Secondary School. The principal  questionnaire was 

distributed to three  principal  in the mentioned school. Here, the researcher used simple random 

sampling to select both participants. Based on the attempt from the teacher and principals  

participant, the researcher tried to rephrase vague instructions and questions that were ambiguous 

and not specific enough. In addition to this, it also helped to see the reliability of both 

questionnaires. 

Regarding the qualitative pilot study, the researcher conducted a pre-interview with three of  

teachers in Fitawrari Abayneh Metekia Secondary School and two principals from Derartu  Tullu 

preparatory  school . This enabled the researcher to test the interview questions  rephrase the 

ambiguous questions. In addition, it showed the researcher about the duration to conduct both the 

interview and the focus 



3.5  Procedures of Data  collection  

The researcher used triangulation method by utilizing both qualitative and quantitative data 

collection instruments. Triangulation refers to the use of more than one data collection method to 

ask similar issue in the study of some aspects of human behavior and performance. According to 

Neuman (2000), triangulation method is the way to entail the mixture of quantitative and 

qualitative data collection methods. The  data study were obtained from primary  source of  

different types .To  obtain  the  Primary data   from respondent through  , questioner ,observation 

,document analysis and interviews were  adapted. Mostly, the questions in the questioners  were 

closed –ended supplements with   few open-ended items .  Because  the questioner types  helps  

more efficiently and  in a manageable ways from a large  Population  .The questions were 

prepared in English language .This is for the account that the researcher sample was teachers 

who thought in the  government  secondary school by using English  language as the  medium of 

instruction . So they have  enough knowledge to reading and understanding the questioner 

prepared by English language . Moreover an interviews guidelines was employed to secure  

information from the school Directors .This was selected to enrich the information  with regard 

to issues that Required clarification . 

3.6. Procedure of Data Analysis and Interpretation 

After  the data were collected ,it  was  checked ,classified, arranged and organization according 

to their characteristics .Then after it  was  analysis techniques using tables  and graphs . Data 

obtained through questioner from teachers and  principal was be tallied , analyzed and 

interpreting by using   quantitative and qualitative   data analysis   by using frequencies and 

percentage . The data gathered through open –ended question and interviews was also analyzed 

transcribed and interpreting qualitatively using narration .                                                                         

                                                        

 

 

 



Chapter   Four 

4.   Presentation, Analysis and Interpretation of Data 

This Presentation, analysis and interpretation of data section prepared of the study with 

presentation, analysis data and interpretation data obtained by different data gathering 

instruments   

4.1. Characteristics of Respondents 

The researchers prepared a set of questionnaire with only two items questions and 55 closed 

ended items  for  teachers   . In order  include all teachers in the study the researcher   distributed  

130 copies of questionnaires and with the intention of  including 30% of former   teachers   

secondary school  130 copies of questioner  were distributed .Nevertheless  only 130  copies of 

questionnaires   distributed  to  teachers   and  120  questioner  were completed  and    returned   . 

The questionnaires     returned   from  teachers were considered in the study as some of them are 

discarded because some of the essential  parts were not properly filled or not filled at all                    

Table  1  Respondents  by Age ,Sex, Marital status and Years of Service 

       Items  

  

  

Teachers 

Total  Male     female 

    N   % N % N % 

1         Sex  103 79 27 21 130 100 

2        Age              

 

       Below 25 years  15 11 5 4 20 15 

        25-30 years  85 65 12 9 97 

9 

74 

       31-45years  1 1 8 6 7 

       46-50years  2 2 2 2 4 4 

      50 years  and above               

3      Maritas status              

 

     single  43 33 15 11 58 45 

      married  60 46 12 9 72 55 

4     Year of service              

 

     Below 5 years  25 20 5 3 30 23 

     6-10 years  55 43 10 7 65 50 

     11-15 years  20 15 10 7 30 23 



        15-25 years  3 2 2 2 5 4 

 

As it can be  seen from the    above table ,  117(98% ) of  teachers are average   age below 30 

years and on other  hand 13(2%)  this data show that most secondary school teachers are young 

people that alert for change .With regards to marital status there were   58(45%) of teachers are 

single and  where as  72(55%) teachers   are married .it can be said  that more than 95(73%)   

Teachers had service  years less than 11 years and 35(27%) of teachers had service years of more 

than 11 years  

  Table ,2  Teachers  by Qualification ,Teaching Load and Monthly income   

 

Items   Teachers  Toatal  

1 Qualification 

Male  Female 
 

N % N % N % 

 

Diploma              

BA/BED/BSC 93 72 27 20 120 92 

MA/MA 10 8     10 8 

Field of study              

Natural  76 58 17 13 93 71 

Social  27 20 10 7 37 29 

2 Teaching Load             

 

10-16 period  98 75 18 13 116 89 

16-20 period  5 4 5 4 10 8 

above 20 period      4 3 4 3 

3 Salary             

 

2001--3000 85 65 15 11 100 77 

3000-4500 14 11 9 8 25 19 

above 4500  2 2 3 2 5 4 

       As   seen  from the above table ,92%(120) of teachers have  first degree  holder and 8% (10)  

teachers are Masters Degree holders   and also related to their  Field of  study . Being  Social 

science and Natural science Degree or Masters holder ,was also considered in this 

study.According to their field of study   71%( 93) of teachers field of study was   natural  science 

while 29%(37) teachers was studied  social science stream . It shows that natural  science stream 

had more  market out of teaching  field  while  social had less according to the above data 



.Further 77 (100) teachers hade paid monthly net salary less than  three thousand  birr (3000birr} 

and  only  4 % (5)  teachers were paid monthly net salary  greater than  four thousands and five 

hindered   .This data gave a hint that salary was one of   the reason which forced teachers to 

leave general  secondary  school year ( ALeazar,2007) . In order to ascertain this fact .120  

Copies of questionnaire were distributed to   120  Secondary school teachers . In addition  

regarding causes of turnover was included in  the interviews conducted with the principals .The 

Cause of teachers  turnover are indicated as follows . 

       Table 3   Reason  for being a Teachers  

    
Items  

R
es

po
nd

en
t  1 2 3    4 5   

Teaching was contribution to continues  

only further Education  f f % % f % f % f % M
ea

n 
V

a
 

To use teaching us line  to transfer to  other profession  120 74 62 26 22 10 8 7 5 3 2 4 

Teaching as a career was interesting to me 120 44 37 36 30 22 18 18 15     4 

I was pushed by some body else 120 46 38 40 33 14 12 10 8 10 8 4 

I join   teaching as last alternative due 

 to lack of training opportunity of other  field  120 21 17 21 17 32 27 17 14 29 24 3 

Entry to teaching profession was easy  120 29 24 25 21 30 25 11 9 25 21 3 

To get money for time  being  120 25 21 15 13 30 3 25 21 25 21 3 

Teaching   had  more advantageous in term  

of payment during I joined teaching   120 41 34 13 11 38 32 9 7 19 16 3 

Teaching are more freedom than  other  jobs  120 19 16 14 12 19 16 22 18 46 38 3 

Teaching profession had higher status 120 20 17 12 10 20 17 24 20 44 37 3 

                                                     Grand mean                                                                                                                                                              3   

Key.1, strongly  agree 2, agree 3.undecied   4,Disagree  5, strongly disagree  

The weighted mean for all items  above were  3 which  is the average (acceptable) mean .                                                

The teachers  weighted mean for each items under this section was more than  4 .This shows that 

 all of the items in this category were some of the reasons for teachers turnover Specially To use  

teaching us spring board to other profession  .In addition the principals interviewed also and I was          



pushed by somebody else was the major cause of teachers 

turn over . This shows that most teachers was  entering  teaching profession without interest is  the major cause for 

teachers    turnover in Akaki kality sub  city government  secondary . 

                              Table 4.Inadequate salary                                                         

Key.1, strongly  agree 2, agree 3.undecied   4,Disagree  5, strongly disagree  

 The weighted mean for all items  above 3 which  is the average (acceptable) mean . The teachers  

weighted mean for each items under this section was more than  4 .This shows that all of the 

items in this category were some of the reasons for teachers turnover .In addition the principals 

interviewed also agreed that the leading reason for turnover was their salary which is inadequate 

when compared with the high cost of living in Addis Ababa .  

 

Items  R
es

po
nd

en
t 

1 2 3 

 

4 5 M
ea

n 

f f % % f % f % f % va
lu

e 
 

 I am satisfied with the current 

salary 120 4 3 3 2 14 12 28 23 71 59 1.9 

 Insufficient income to my 

family and meet obligation 120 80 67 18 15 8 6 9 7 5 4 4 

Better pay  offered to non 

teaching profession 
120 90 75 15 12 10 8 5 5     4.58 

Teachers dissatisfied because of 

lack benefit  120 100 83 10 8 4 3 1 1     4.6 

Little room for promotional and 

advancements  120 41 34 12 10 18 15 19 16 20 17 3.4 



 

 

 

                             Table ,5  Characteristics of the Work Environment   

Iteams  R
es

po
nd

e

nt
 

1 2 3 4 5 

M
ea

n 

V
al

ue
 

 
 

 
 

f  
  

f % f % f % % f % 

Teaching is difficult task 
120 34 28 31 26 

10 
21 12 10 18 15 3.4 

Inadequate instructional materials   
120 31 26 31 26 

25 
26 25 20 2 2 3.5 

Classroom condition are  poor 
120 24 20 33 28 

9 
21 27 24 9 7 3.4 

High work load  
120 12 10 33 27 

31 
28 33 28 9 7 3.05 

Large class size  
120 33 28 19 16 

24 
16 33 27 16 13 3.16 

Poor relation with  supervisors  
120 28 22 15 13 

33 
23 18 15 33 27 3 

Inadequate of teaching aid 
120 29 22 36 30 

19 
25 10 8 15 12 3.4 

Non function  of plasma  program  
120 31 25 11 9 

25 
22 26 22 26 22 3 

The absence of promotion based on 

the result of performance  120 46 38 26 22 
28 

7 13 11 26 22 3.14 

Unfair promotion opportunity  
120 40 33 29 24 

30 
11 19 16 19 16 3.4 

Absence of participatory on 

decision making  120 38 32 29 24 
26 

7 20 16 24 20 3.3 

Unfair treatment of teachers by 

school principals  120 42 35 17 14 
9 

10 29 24 20 16 3.3 

Adequate communication between 

teachers and principals 120 28 23 15 12 
13 

26 31 25 24 20 3 

Principals don't treat teachers 

equally  120 32 27 32 27 
9 

8 14 11 32 27 3 

Rules and regulations are not 

applied equally  120 32 26 15 12 
12 

29 17 14 20 19 3 

Delays in career structure 

promotion implementation and 

salary adjustments  
120 54 45 23 19 

22 
9 23 19 9 7 3.7 

Key.1, strongly  agree 2, agree 3.undecied   4,Disagree  5, strongly disagree  



Regarding working environmental the weight mean was above the average Mean (3) . This 

shows that all of the items in this category were some of the reason for teachers turnover 

.Therefore we can say that characteristics of the Work environmental were the reason for 

Secondary    school teachers to leave their   profession in Addis Ababa.    In addition, the 

principals interviews also agreed that the leading reason for turnover was their salary which is 

inadequate when compared with the high expenditure of living in Addis Ababa 

                                   Table 6. Students’  Disciplinary  Problem    

teams  R
es

po
nd

en
t  1 2 3 4 5 

M
ea

n 
V

al
ue

 

f % F % f % f % f % 

Students disciplinary problem frustrate 

teachers in the school  120 51 43 24 20 21 18 15 12 9 8 3.14 

There is often physical violence 

against teachers from students   
120 25 21 28 23 25 21 12 12 28 23 3.07 

Students disregard for doing 

homework    120 44 37 7 6 46 38 5 4 18 15 3.5 

Physical and Verbal attack by students  
120 56 47 18 15 18 15 8 7 20 16 3.7 

Poor performance by students  120 55 46 24 20 3 3 12 10 26 23 3.6 

Students Cheating during Examination  
120 67 57 20 17 13 11 7 6 13 11 3.5 

Negligence of students in doing 

assignments  120 48 40 38 32 18 15 5 4 11 9 3.8 

Students absenteeism and lateness 
120 49 41 31 26 17 14 8 7 15 12 3.7 

Students noisiness and disturbance in 

the classroom 120 49 41 32 27 12 10 15 12 12 10 3.7 

                                                                                                                                                          

Grand   Mean    3.5 

Key.1, strongly  agree 2, agree 3.undecied   4,Disagree  5, strongly disagree                                                      

The weight Mean for all items was above 3 which is the average (acceptable) mean .This shows that all items 

in this  category were   some of reason for teachers’ turnover.  



Therefore we can say that students’ disciplinary  problem were the reason for teachers to leave 

secondary school of Addis Ababa and According to the above table we  can understand that   the 

students misbehavior is more series issue for teachers to leave their profession in secondary 

school . 

Table  7  Teachers  low  status  in the  community  

  

Items 
1 2 3 4 5   

M
ea

nv
a

va
lu

e 
 

 F % F % % f % f % f % 

 Teaching as a profession has 

low soci-economic status in 

general 120 64 53 20 17 10 8 10 8 16 13 3.88 

 Teachers have low socio-

economic  status compared to 

other non –teaching employees 

with similar qualification  120 70 58 12 10 12 10 8 7 18 15 3.9 

 There is lack of recognition for 

teachers by friends in their 

occupation   
120 60 50 21 17 15 12 15 12 9 7 3.9 

 There is lack of respect  for 

teachers by friends in their 

occupation 120 70 58 7 6 6 5 27 22 10 8 3.8 

 There is lack of recognition  for 

teachers by students and parents  
120 69 57 26 22 3 27 13 11 9 7 4 

 There is lack of respect  for 

teachers by parents 120 75 62 15 13 9 7 12 10 9 8 4 

        Grandmean                                                                                             

3.9                                                                                                                          

 Key.1, strongly  agree 2, agree 3.undecied   4,Disagree  5, strongly disagree                                                       

The weight Mean for all items was above 3 which is the average (acceptable) mean .This shows 

that all items in this  category were teachers  status in community  some of reason for teachers’ 

 



turnover. Therefore we can say that were the reason for teachers to leave secondary school of 

Addis Ababa and According to the above table we  can understand that   the teachers  status in 

community is more series issue for teachers to leave their profession in secondary school   

Table 8 Administration  problem  

             

Items  R
es

po
nd

en
t  1 2 3 4 5 

M
ea

n 
V

al
ue

 

F % F % f % f % f % 

Principals are not competent  
120 32 27 32 27 12 10 12 10 32 27 3.36 

Unfair treatment of teacher by 

principals  120 42 35 17 14 12 10 29 24 20 17 3.3 

Insufficient autonomy in running 

teaching activities  
120 56 47 23 19 27 22 12 10 2 2 2.6 

Decision making is not 

participatory  
120 38 32 29 24 9 7 20 17 24 21 3.99 

Evaluation is not in teaching 

learning activities  120 44 37 20 17 17 14 9 7 30 25 3.3 

Career promotion and salary 

adjustments delays  
120 24 20 36 30 27 22 24 20 9 7 3.3 

principals don’t treat teachers 

equally  
120 32 27 15 12 35 29 17 14 20 17 3 

Rules and regulation are not 

applied equally  
120 54 45 23 19 11 9 23 19 9 7 3.7 

                                                                                Ground mean  3.3 

Key.1, strongly  agree 2, agree 3.undecied   4,Disagree  5, strongly disagree                                                       

According the above table shows that overall means as well as the individual mean of teachers  

was the acceptable mean ,Which we can understand that  Administration  problem were one of  

the reasons that force teachers to leave the profession . 



Generally speaking , the basis for teachers turnover was the mixture of all the above reasons or 

even more .In with this Anberber (1971) cited in Manna and Tesfaye(2000) confirmed that 

economic and  financial ,problem .administrative inefficiency ,Unfavorable working condition 

,little chance for personal development through further education and low social status according 

to teachers  by official ,parents and the community was the outstanding reasons that frustrated 

teachers and compelled them to leave the profession  

Table 10  The possible Strategies to Reduce Teachers Turnover   

 
             

Iteams  R
es

po
nd

en
t 1 2 3 4 5 

M
ea

nV
al

ue
  

f % f % f % f % f % 

Improving salary  and non-salary 

benefit  120 97 81 10 8 7 5 3 2 3 2 4.6 

Facilitating professional  

developments of teachers  120 87 72 16 13 6 5 6 5 5 4 4.4 

Improving the disciplinary problem of 

students  120 97 81 13 11 6 6 3 3     4.65 

Reduce administration problem  
120 98 82 20 17 2 1 

    
4.8 

Improving working environmental 

problem  120 93 77 13 11 7 6 7 5 1 1 4.6 

Assigning qualified administrators and 

increase support  
120 88 73 20 17 9 7 3 2     4.6 

Increasing status of teachers through 

different mechanisms  120 99 82 7 5 11 8 4 4     4.7 

Participating teachers in decision 

making  120 102 85 4 3 14 12         4.7 

Granting freedom in the teaching 

learning a process  120 98 82 5 4 10 8 7 4     4.5 

Improving  supplies  of instructional 

materials  120 45 38 37 31 12 10 

1

6 13 10 8 3.7 

                                                                       Grand      Mean 4.49 

             Key.1, strongly  agree 2, agree 3.undecied   4,Disagree  5, strongly disagree                                                      

Different  research findings shows that  retained qualified and experienced teachers is important 



in developing quality education .I order to retain teachers ,different mechanisms can be devised 

by school administrators .In Regards  secondary school teachers were asked strategies related 

items that can be helps to retain teachers in their profession . A  ten point The above shows that 

All the items for possible strategies to reduce turnover have the average mean above 4.49 which 

is ways higher than average mean of 3  This shows that these strategies can  really reduce 

teachers’ turnover from secondary school of Addis Ababa . Furthermore each items  was  ranked 

based on the mean values of each items  Depend on teachers’  response  improving salary and 

non-salary benefits , facilitating professional developments of teachers and facilitating teachers 

promotion and salary increments took ,Reduce administration problem   and Participating 

teachers in decision making 

Generally respondents  express that Increase administrative supports for teachers and minimize 

administration problem ,improving salary , Assigning qualified administrators and increase 

support, improving  working environment of the school and Improving the disciplinary problem 

of students were stated as mechanism to increase teachers retention  in Akaki Kality sub city  

government secondary school. 

 Table 11  Summary  of the  Major causes of Teaching staff  Turnover  

Items  No respondents Mean value 

1 Reason for being a teacher  120 3 

2 Inadequate   salary 120 3.69 

3 Characteristics of work Environments  120 3.12 

4 Student Disciplinary  problem  120 3.5 

5 Teachers low status in the community 120 3.9 

6 Administration  problem  120 3.3 



The turnover of teachers  is a challenge that school  administration are facing .The  departure of 

one  teachers from a school  be considering to minimal  impact .However ,When substantial 

number of teachers leave a school .the cumulative impact on the school grows to be devastating 

(Ingersoll,2001). That it directly influences the teachers supply and the delivery of quality 

education. In secondary school of  Akaki Kality sub city administration ,many trained teachers  

leave  secondary school . For Instance , in the sample school of this study ,data gathered from  

the directors of  the school revealed that secondary school losing teachers as a results of turnover 

The turnover of teachers can be caused due to different reasons . In this study ,the major cause 

that affect teacher turnover in government secondary schools are indentified  and possible 

strategies /measures that should be taken to  minimize problem of teachers turnover and increase 

retention are explored . 

The study has  indentified  inadequate salary ,low social status given to teachers by the society 

,poor working condition , poor administration support ,students character and disciplinary 

problem  are  factors behind teachers turnover .Further  more, the study  found that inadequate 

salary ,law social status given to teachers by society  and student discipline problem had more   

impact on teachers turn over  than the other  

 Inadequate salary; inadequate salary of teachers   is the most frequently mentioned reason for 

teachers’ turnover . Different  research  finding shows that low salary is the significant factors 

that contributes to teachers turnover ( Aklil, 1967;Bame.11991) ;Crousman .Hampton and 

Herman.2006).  In this study    Sample  teachers of the targeted  school  indicated that inadequate 

salary is a main  cause for teachers  turnover .The respondents expressed that dissatisfaction  of 

teachers by teaching salary, .inadequate salary incremental and  insufficiency of  teachers  their 

income to meet their financial obligation to support were area of dissatisfaction of teachers that 

results in turnover .In the  interviews  with directors of the selected sample of  government 

secondary schools express that inadequate salary that teachers earn is a factor in causing 

turnover. The directors of the governments school said that in spite of the housing allowance 

given to teachers by the governments. Teachers have continued to leave because of the 

dissatisfaction that they with the salary they gate  



Low  social status  according to teachers by the society is one of the outstanding reasons that 

teachers compelled  to leave the profession (Mann and Tesfaye 2000.pp.5-6). This current 

finding also proved that  teachers of  the target schools indicate low social status according to 

teachers by the society as a factor that compels   teachers to quit teaching .According   to 

teachers   respondent refer low social status given to teachers by the society as a factor for 

turnover. on other hand  teachers respondents expressed that Teaching as a profession has low 

socio-economic status in  general secondary school teachers have low soci-economic status when 

compared to other no-teaching employees with similar qualification.  There is lack of recognition 

and respect for secondary school  teacher   by friends in other occupation and  lack of recognition 

and respect for secondary  school teachers by students and parents . 

Poor working condition ;Recent studies done  in different part shows poor working condition 

such as large class size , poor  physical condition  and poor school facility  is  among of the 

frequently mentioned cause for teachers  turnover from a particular school or from their 

particular school or from their profession   ( Alazar,2006:2007:Motum ,2006,Tesmesgen,2005) 

.This current finding also proved that poor working condition was also one of the factors that 

push out teachers from school    teachers  respond that the targeted school indicate that poor 

working condition that exist in a school affect teachers’ decision to leave  their jobs . 

In  addition in the    interviews  response .the government directors confirmed that poor working 

condition like inadequate  instructional materials  and poor  classroom condition and to some 

extent class size is the factor in causing turnover . 

Possible Strategies  that Should be taken to Minimize Problem of Teacher Turnover and  

Increase Retention. In order to retain   teachers ’ different mechanism can be  devised by school 

administrators . This study found that based on the rating of respondents minimizing 

administrative  problem ,improving salary ,improving the disciplinary problem  of students 

,facilitating professional development of teachers ,improving the  disciplinary problems of 

students   are measure that  should  taken to minimize teachers turnover..Moreover in an 

interviews with the sample direction most of them suggested ; improving teachers salary 

,recruiting interested and qualified teachers to  the profession ,improving over all working 

condition of the teachers giving recognition to teachers  work as solution to minimize turnover 



and increasing retention of teachers . This finding was consistent  with the finding of Cockburn 

and Haydon (2004) which suggested that turnover may be reduced through reduction of class 

size, more learning support assistant  and better resource for teaching ,recognition and 

facilitating more in-service training  

                 

                                                                  

 

 

 

 

 

 

 

 

 

 

 

 

 



CHAPTER   Five 

5. Summary, Conclusions and Recommendations 

5,1   Summary 

This chapter summarizes the main finding of the study and forwarded recommendations based 

on studies finding and conclusion  

The main objective of this study was to assess the major cause of teachers turnover in 

government secondary school. To achieve the objective of the study, the following basic 

questions were formulated. 

1. What are the major causes of teachers` turnover in the Akaki Kality sub city government 

secondary schools ? 

3.  To what extent do factors of  extrinsic  motivation(students behavior ,administrative 

support, salary  and career structure) and  factors of intrinsic motivation (Responsibility 

,Recognition and work itself) contributes to teaching staff turnover ?  

2.  what corrective actions should be taken  to minimize teacher  turnover in government 

secondary school  ? 

In order to deal with the basic question ,.two types of data gathering instruments 

(questionnaire and interview) were used .The sample school include  were six government 

secondary schools 130  teachers  and 10 directors of sample school .in selected  the 

participants of the study for   reason explained in chapter two  different sampling  was used 

according to by using stratified random and simple random   sampling techniques and 130 

questionnaires were distributed to teachers of secondary Schools  of Akaki Kality  sub city 

and 120 completed filled questionnaires were considered for the research . In  addition semi-

structure interviews were conducted 10 principals  to support the data obtained  

questionnaires  

 To analyze the data percentage ,frequency and weighted mean and rank order were used to 

compare the mean  value of characteristics of the respondents in relation with turnover . 



From  the of the sample schools were include by employing purposive sampling technique 

and all of teachers were including in the study .The tools used to analyze the data were 

frequency ,percentage  and  mean value. Consequently the finding of the research is as 

follows    

 1, There are  a lot of reason which push  teachers away  from  schools. Amongst the reason  

status of teachers given by community   and students  disciplinary  problem are weighted   and 

took the first rank with the average of   mean 3.9 and students disciplinary problem with average 

mean 3.52 ,inadequate salary  problem with average mean with 3.4 ,Administration problem with 

average mean  3.3 ,and characteristics of the work environment with average mean 3.21 took the 

next consecutive ranks . 

 

When each items under  the four categories of reason are seen with regards to status of teachers 

given by community  the  first three ranks were taken by Teachers have low socio-economic  

status compared to other non –teaching employees with similar qualification 3.9 There is lack of 

recognition for teachers by friends in their occupation 3.9 , There is lack of respect  for teachers 

by friends in their occupation 3.8, There is lack of recognition  for teachers by students and 

parents  4 , There is lack of respect  for teachers by parents 4.With regards to students  

disciplinary  problem  , Negligence of students in doing assignments average mean  3.8 , 

Students noisiness and disturbance in the classroom   average mean 3.8 Students absenteeism 

and lateness   ranked  one up  to first  most  three causes of teachers turn over respectively .While 

There is often physical violence against teachers from students  was ranked last with average 

mean of 3.07 . 

 

In inadequate salary  problem the first three ranks were taken by , Teachers in my school were  

dissatisfied because of lack benefit like health and housing   with average  mean 4.6, Better pay 

is offered to non teaching occupation which  requires  the same qualified and service year with 

average mean 4.58, My income is insufficient to  support my family and meet other obligation 

with average mean of 4 . While the last two ranks were taken by There is little room for 

promotional and advancements and I am  satisfied with the current salary with corresponding 

average mean  of 1.9 and 3.4 .As per the information collected from principals with semi 

structure salary and other benefits  like education opportunity .Housing allowance which didn’t 



consider the market were put as major reasons for teachers’ turnover. With regards to 

administration problem , Decision making is not participatory with average mean 3.99 ,Rules and 

regulation are not applied equally with average mean 3.7 and Principals are not competent with  

average mean  of 3.36. while Insufficient autonomy in running teaching activities took the last 

rank with average mean of 2.6 .In line with Characteristics of the Work Environment , Delays in 

career structure promotion implementation and salary adjustments, Inadequate instructional 

materials and Classroom condition are  poor were ranked on up to three with average means of 

3.7.3.5 and 3.4 respectively .While Teachers performance evaluation is not on the basis of 

teaching learning activities  was ranked last with average mean of 3 . As per the information 

collected from principals with semi structure interview  characteristics   of the working 

Environments were one cause of teachers turnover  

 

2, As per possible strategies to reduce teachers turnover as well as mean was calculated for items 

and the ranked is done accordingly . Reduce administration problem which have average mean 

of 4.8  and Increasing status of teachers through different mechanisms which average mean of 

4.7   were ranked first and second respectively . which again shows that status of teaches in 

community was weightiest reason   for teachers to leave teaching profession .The next three 

consecutive ranks were taken by items . Improving salary  and non-salary benefit 4.67, 

Improving the disciplinary problem of students with average mean of 4.65 and Participating 

teachers in decision making with average mean of 4.7 were the must  strategies to retained 

teachers 

                                       5.2. Conclusions  

Based on the above data analysis and the summary, the following conclusions are presented  

1. There is steady flows of teachers out of the secondary school in  Akaki  kality sub city 

secondary school every years .This unfavorable affects the teaching learning process in 

secondary school in that there will be interruption in the teaching learning process 

,students Achievements will be lowered due to the fact that classes will be overcrowded 

and teachers will be over loaded  

2. Subsequent to the finding  regarding the reasons for teachers turnover , Low status  

accorded to the profession  , students discipline problem  and  inadequate salary .Lack of 

benefits and incentives ,delay of career  promotion  and salary adjustments forced 



teachers to leave secondary school in Akaki Kality Sub city government secondary 

school . it also reasonable conclude that large amount of teachers  left secondary school 

mainly due to low status of teachers   by community ,students Discipline problem  and   

inadequate salary and absence of benefits  and Administrative problem  

3. Teachers of secondary school in Akaki Kality  sub city secondary school leave the 

teaching profession regardless of their .salary   , education  qualification and field of 

study . However their decision   to stay  depends on Whether the teachers is married or 

single .the age of  teachers and  years of service in the Profession .Older teachers and 

teachers with many years of service stay   in the profession till retirement on the same 

token married teachers have a tendency  to stay in the Profession unlike single teachers . 

4. Following the finding  of this  study  the researcher   comes to conclusion that the 

measures consequences of turnover are .remaining teachers are negatively affected  

instructional activities are disrupted and unqualified or inexperienced teachers are 

assigned replacements thus students; achievements is affected  

                                           5.3. Recommendations   

In order to reduce teachers turnover from  secondary school  all concerned parties should 

get involved . The cause  of turnover should be looked  in to thoroughly and required 

action should be taken . 

The following recommendation are made based on the summary of the finding  and the 

conclusions     

1. Recommendation regarding to salary and absence of benefits salary of teachers 

should be improved because inadequate salary is major reason  that  teachers give to 

quite their job. Unless  teachers  are paid well  they will continue to leave their  

profession .Even if  Ethiopia  is the poorest   countries  in the world it must be 

increasing teachers salary as soon as possible  related to other profession  , In addition 

the administration of school should arranged night session in their school as it creates 

additional income earning opportunities for teachers . teachers should use their out of 

school hour to give tutor  service tutor  students  who   demands that kind of service 

.Moreover ,the governments salary increments and career promotion adjustments  

should be consistent and take in to consideration the cost of  living .Non salary 

benefits like free health care ,free educational opportunity should be included in 



incentives (benefit) package most importantly the frequently mentioned housing 

problem of teachers needs a solution better  than 850 birr allowance .The government 

should arrange low cost housing in the provide of their respective schools for teachers 

to buy with arranged loan service and avail houses with  affordable rent price  

 
2. Recommendation concerning characteristics of the environment and working 

condition  .It also important to change the societies low perception to teaching which 

results low morale and high dissatisfaction among teachers .Dealing with this 

perception will be crucial parts of the fight to retain teachers’ in the class room when 

the majority of teachers  are dissatisfied with   their work as teachers .It will required 

sustained public education by governments and concerned bodies to counter the 

wrong perception not only among teachers but equally among the public  

 

The work started by the  governments  in improving  school  facilities ,supplying 

instructional material and  reducing class size by building additional classroom 

,raising  funds in the form of books and other educational materials and facilities 

should be sustained and strengthened  

Administration should build up good relation with follow colleagues and teachers and 

create conducive environment and facilitate the affiliation  of teachers among 

themselves   by organizing deferent social activities and get together  

3.  Recommendation for students characteristics  and disciplinary problem  

There is a need of improve students disciplinary problem .This problem can 

addressed through appropriate policies set by consensus of concerned bodies ;parents 

;teachers ;community representative .school administration and local governments 

bodies through continues  follow up which should include motivating  encouraging 

them and advising them to give the required respects to their teachers and the 

necessary attention to their education . 

4.  Recommendation on administration problem  

By recognizing the significant effect of poor administration supports on teachers 

turnover decision ,the school managements ,local education officials and 

governments should take  measure such as providing continuous training for school  



principals .increase teachers participation in decision making on the teaching learning 

activity in addition worked and non administration or political assignments should be 

taken of  their shoulder so that they can fully support their teachers a 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Addis Ababa University 

School  of Graduate studies 

Department of  Educational planning and  management 

Questionnaires To be filled by Akaki Kality  sub city  teachers 

This study being conducted  a Partly Master  thesis by a graduate student in the department of 
Educational planning and management  

The main purpose of this  Questioner is to asses factors that  cause   of teacher turnover  The 
success of this is study is however depending  on your giving  Response . so you are kindly 
required to fill the question .Since the purpose of this study as  mentioned above is  purely on 
academic and no ways effects your personality or your organization  it will be kept confidential  
.So your genuine  views ,truthfulness  opinion  and timely response are quite violet in  determine  
the success of this study .There for you are kindly request to Extend your cooperation by 
providing relevant information and filling for intention  

                                                                                 Thank you  in advance for you time 

                                  General  Direction    

1.Mark your response in space provided by putting circle( x) on the number 
you choose  

2.No need to   writing your name  

   Part  one    :  Background information  

 
1.    Saxe   A, Male                           B.Female   A 
2. Age     A.under 25                       B ,25-30                      

 C,36-45                                  D,46—50             F.50and above  

3 Educational   Qualification  

       A  ,Diploma                                                      B ,BA/B.SC/B,ed 

      C, MA/M.SC                                                          D. Other   specify  

4 . Field of study --------------------------------------------- 

5.Marrital  status   A, married                                               B.   unmarried          

                                  C. windowed                                                 D.  Divorced  



6,Experience     A,1-5 years                                                 B.6-10  years  

                            C.11-15  years                                           C, 21---25  years      

                               D  greater  than 25years  

7.Work     load ( No,of period teaching )----------------------------    

8.  Salary    (Monthly in birr)-------------------------------- 

9.  Field current you are teaching ------------------------------------------- 

                                     

Various statement are listed below .They are some reasons why did you decide to join teaching 
profession . by putting mark (X)in the box .The choice are ranged from strongly agree to  
Strongly disagree   5= strongly agree     4= Agree   3.Undecided      2,Dissagree         1.   strongly   
disagree 

Part Two 

No Items  5 4 3 2 1 
1 Teaching helps to continues  further Education       
2 To use teaching as  a spring board to other profession       
3 Teaching as a career is  interesting to me      
4  pushed by others to entry the profession       
5 Lack of other opportunity led to join teaching       
6 Entry to teaching profession was easy       
7 To meet my immediate needs       
8 Thought  that income for teachers was very good       
9 Teaching was  more freedom than  other  jobs       
10 Teaching profession has higher status        

 

 

 

 

 

 

 

 

 



                                          

Direction ; In the following Table , some of the possible reasons that  make secondary school 
teachers decide to leave teaching are listed . Please indicate your opinion by putting “x “ mark in 
the box in line of each item . The choices ranges  from  strongly  agree to strongly disagree  

Part Three 

key   5= strongly agree  4= Agree   3.Undecided 2,Dissagree 1.strongly   disagree. 

No Items     5 4 3 2 1 
1 Inadequate  basic  salary       
2 Inadequate    salary  increment      
3 Teachers income is insufficient to meet their financial 

obligation to support their family  
     

4 Salary and salary benefits       
5 The teachers career  structure and salary scale       
6 Teaching is mostly full of routing activities       
7 Teaching is difficult task      
8 Lack of accountability in teaching profession       
9 Inadequate instructional materials        
10 Classroom condition are  poor      
11 High work load       
12 Large class size       
13 Poor relation with follow teachers       
14 Poor relation with  supervisors       
15 Inadequate of teaching aid      
16 Non function  of plasma  program       
17 The absence of promotion based on the result of performance       
18 Unfair promotion opportunity       
19 Absence of participatory on decision making       
20 Unfair treatment of teachers by school principals       
21 Adequate communication between teachers and principals      
22 Principals are not competent       
23 Principals don't treat teachers equally       
24 Rules and regulations are not applied equally       
25 Delays in career structure promotion implementation and 

salary adjustments  
     

26 Teachers performance evaluation is not on the basis of teaching 
learning activities  

     

27 Students disciplinary problem frustrate teachers in the school       
28 There is often physical violence against teachers from students       
29 Students disregard for doing homework       
30 Physical and verbal attack by students  

 
     

31 Poor performance by students       



 

 

 

 

 

 

 

 

 

 

                         

                                                       Part Four  

Direction : In the following table the possible strategies that help to retain government secondary 
school teachers are listed . Please indicate your opinion by putting ‘X’ mark in the box in line 
.The choice range from  very important to least important  

Key .5=Very important 4=important 3= some what important 2= less important  1= least 
important  

 

 
32 Student cheating during examination       
33 Negligence of students in doing  assignments       
34 Students cheating in exams and quizzes       
35 Students absenteeism and lateness       
36 Students noisiness and disturbance in the classroom       
37 Teaching as a profession has low soci-economic status in 

general 
     

38 Teachers have low socio-economic  status compared to other 
non –teaching employees with similar qualification  

     

39 There is lack of recognition for teachers by friends in their 
occupation   

     

40 There is lack of respect  for teachers by friends in their 
occupation 

     

41 There is lack of recognition  for teachers by students and 
parents  

     

42 There is lack of respect  for teachers by students and parents      
43 Opportunity for professional development is minimum      
44 Selection of teachers for professional development is unfair       

No Items 5 4 3 2 1 
1 Improving salary       
2 Facilitating professional  developments of teachers       
3 Improving the disciplinary problem of students       
4 Reduce administration problem       
5 Improving working environmental problem       
6 Assigning qualified administrators and increase support       
7 Increasing status of teachers through different mechanisms       
8 Participating teachers in decision making  

 
     

9 Granting freedom in the teaching learning activities       
10 Improving supplies of instructional materials  

 
     

11 Reducing teachers workload       



                              

Unstructured    interviews    organization for school leaders  

Interview     Items   

1.What do you see the commitment f teachers for their profession   

2.what problem do teachers face in your  school  that  cause   turnover  

3.What are the major  reason that make the teachers  leave from school  

4.Do  you believe that the teachers have the authority to do their teaching practice with academic 
freedom 

5,Do  you give clear effective  and timely feedback on their performance  

6.what effort have you made to retain high quality      teachers  

7.is there any voluntary   teaching turnover in your school 

8.Whta is any major reason that makes the government secondary school  teachers leave teaching  

9.What is the level of teachers  turnover  impact on working condition and work  itself factory in 
your school 

10.what should be done to minimize teachers turnover in government secondary school in your 
school  
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The major purpose of  this study will to assessing the major cause and possible solution for 

teachers turn over in government secondary school of Addis Ababa city Administration in cause 

Akaki Kality Secondary school .To achieve the purpose of ,Descriptive  survey methods will  

employed .The study has three group of samples .Which encompass practicing teachers ,former 

teachers and school leader .Questionnaires and interviews through    random stratified .available 

and purposive sampling techniques will  use to collect  data ..The gathered data through   

instruments will analyzed using through these instruments will analyzed data using percentage. 

Mean scales .spearman rank correlation  and one –ways analysis of variance . 

Abstract  

The study revealed that the major cause of teachers turnover in governments secondary schools 

of Addis Ababa city Administration will instrument salary and non-salary benefits .low status 

according to teachers by community  and government officials .students Misbehavior ,lack of 

praise and Rewards based on performance from  manager ,peers and parents and the absence of 

Advancement based on teachers accomplishment  ; 

Final the study       discuss the possible strategies to minimizing teachers turn over inAddis 

Ababa city Admintration in cause 

 

 

 

 

 

 

 

 

 



 

 


