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Abstract 

This study aimed at investigating the pressing issue of the reasons why teachers leave 
government secondary schools of SNNPRS and the factors that contributed to the high teacher 
turnover. It was also intended to identify strategies for reducing turnover and increasing 
retention. To this end, answers to basic questions pertaining to trend and cost of turnover, initial 
commitmel1l, major causes of turnover, and future intention of practicing and former teachers 
were sough!. 

In this study. a descriptive survey method was employed. Awassa administrative town, four Zones 
(Gideo, Sidama, Wolayita, Kefa) and four spedal woredas (A maro, Konso, Derashe and Alaba) 
ofSNNPRS were taken as samples. From these zones and special woredas, random samples of 18 
secondary schools out of which (N=272) practicing teachers and all sampled school principals 
(N= J8) were taken. In addition, available former teachers (N=J55) were involved in filling 
questionnaires to provide first hand information. Interviews were conducted with education 
offiCials from REB and WEDs. In addition, various documents and personal observation and 
experiences were used as instrument to collect data. The data obtained was analyzed by using 
statistical tools such as percentage, rank order correlation coefficient and chi- square. 

_ T.he study revealed that average teacher turnover il1 s,econdary schools per annum (20002/3-
2006/7) for the region was 13.3%; the highest (26. J%) being in Amaro special woreda and the 
lowest (6.9%) in Yirgalem. In proportion 26.6% of fe males and J 1.9% of male teachers left 
government secondary schools of the region from 2002/03 to 2006. 

PractiCing teachers intended to leave and fonner teachers left teaching in government secondary 
schools mainly due to: low economic and financial benefits, low social prestige accorded to 
teaching by the society, unfavorable working condition, unfair criteria used for promotion, 
selection and transfer, administrative problems and scarcity of instructional materials. The study 
also revealed that the majority of practicing and former teachers lacked initial commitmel1l to 
teaching. Moreover, a substantial number of practicing teachers disclosed that they would not 
prefer to stay in the profession while the majority offormer teachers did not have the intention to 
return to the profession. 

Finally the study has identified some major consequences of teacher turnover like, school staffing 
problems, lower student achievement in national examination, additional cost incurred by 
students, parel1ls and schools, delay in teachers' transfer, and teachers' psychological and 
physicai stress due to overload. Improving the status of teachers, using fair criteria for selection 
and deployment, providing incentives, giving support and respect for teachers, improving 
working conditions, etc. have been suggested as solutions to reduce turnover, enhance retention 
and attracrrhe best recruits to teacher education programs. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This chapter begins with the introduction of general background of the study followed by 

di scussion of the problem under the study. Next, objectives of the study are stated; significance 

of the study is explained; and scope of the study is declared. Lastly, definition of terms and 

organization of the study are presented. 

1.1 Background of the Study 

These days. it is generally recognized that the development of human resources is essential to a 

country's prosperity and growth and to the effective use of its physical capital (Baum and Tolbert, 

1985 : 119). All organizations combine human, material and financial resources to meet their 

goals and objectives. The human resource, which is the most valuable one, utilizes the rest 

resources. That is why proper human resource administration in an organizational set up is a 

prerequisite to meet the intended objectives (Wossenu, 200 1: 47). Likewise, education as an 

investment in human capital calls for a proper management of human resources. The efficiency of 

a school to a great extent depends on the adequate supply of qualified teachers and the proper 

utilization of them (Zenebe and Wossenu, 1999: 12). 

One of the major factors that affect the quality of education is the efficiency of teachers. The 

teacher is the key person in an education system in any society (Oliveria and Farell, 1993 : 7). The 

teacher plays a major role in the improvement of quality of education .. Educational quality as 

measured by students' achievement has been recognized principally as a product of teacher 

quality (Fu ller, 1986: 18). Effective implementation of educational restructuring for an overall 

improvement of the quality of education and expansion of educational provision at various levels 

can be ensured when a motivated and committed teaching force is developed (Befekadu, 1998: 

375). Employees in general and teachers in particular can be committed and motivated when , 
there is an effort to sati sfy their needs. As Chandan (1995: 176-178) states, satisfaction of need is 

the primary motivation for all human actions. In order for individuals to act in ways that they 

perceive to be in their own best interest, their needs have to be satisfied. An effective program 



must include both intrinsic and extrinsic rewards so as to retain competent employees who can 

contribllte to the development of the organization. 

Many teachers leave schools for various reasons. This phenomenon causes staffing problems and 

thus affects the quality of education. However, few educational problems have been recognized 

recently and have got more attention than the failure of secondary schools to ensure their staffing 

with qualified teachers. Subsequent shortage of teachers would lead many school systems to 

resort to lowering standards to fill teaching openings. This in turn results in high number of under 

qualified teachers and lower school performance (ingefsoll :000: ? ). 

Many local researchers like Manna and Tesfaye (2000) and Tesfaye (2003) also express their 

concern about the significance of the problem of teach~r departure from their jobs in our country 

and the resulting effect on educational quality in general. According to ILO (1996: 23-24), the 

deterioration of teachers working conditions and the consequent brain-drain of qualified and 

experienced teachers to other professional fields have threatened the quality of education. 

Similarly Chapman (1994: 5) notes that teacher attrition is a particular threat to sustained 

improvement in educational quality. Furthermore, the loss of experienced teachers from the 

\ education sector and joining other government or non-government organization is considered a 

threat to instructional quality and a waste of scarce resources because the replacement of the 

teachers that have left requires careful recruitment and training. When teachers once trained leave 

teaching and join other private or government sectors, the money spent on their training is lost or 

wasted (UNESCO, 1998: 22). 

Turnover occurs when people leave their jobs. Organizations oftc'; expend resources in replacing 

individuals who have given up, but if turnover involves especially productive people, it is even 

more costly (G ri ffi n, 2000: 248).There are two types :of teacher turnover from schools. One is 

when teachers leave the occupation of teaching altogether. The other is the case of teachers who 

transfer or move to a different teaching job in private schocls or higher educational institutions. 

From the point of view of school managers, both have the same consequence because there is a 

decrease in staff which must be replaced (Ingersol , 2000: 3). 
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There are a number of factors that can cause turnover including aspect of the job, the 

organization, the individual , the labor market, salary, and family influences (Manthei and 

Jackson, 1997: 75, Gomez-Majia and others, 2003: 305). 

Employee turnover IS particularly consequential in work sites, such as schools, which have 

"production processes" calling for extensive interaction among participants. Since such sites are 

often dependent on commitment, continuity and cohesion among employees, they are vulnerable 

to employee turnover. High turnover of teachers from schools, is therefore, of concern not only 

because it may be an indicator of sites of potential staffing problems. but also because of its 

relationship to school performance (Ingersoll , 2001: 3). 

Ingersoll further stated that, to understand the sources of turnover, one has to examine the effect 

on turnover of key organizational conditions such as: the level of employee compensation, the 

level of administrative support, particularly for new employees, the degree of conflict and strife 

within the organization and the degree of employee input into and influence over organization 

policies, all of which significantly affect employee turnover. In the case of teachers, poor 

working conditions lead to voluntary teacher turnover and cause a drop in the quality of 

education (UNESCO, 1998: 22). 

From this perspective this study attempts to exam,ne te:!sher t.urnover and school staffing 

problems in government secondary schools ofSNNPRS. 

1.2 Statement of the Problem 

The major source of criticism concerning the education system in Ethiopia lies in its inefficient 

management, low accessibility and low quality of education at all levels. This has been revealed 

by the MOE (2005) when the gross enrolment ratio of secondary school age population was 

27.3% which is the lowest in Africa. Similarly, in higher education of the age cohort for the same 

year was very low, less than 3%. Moreover, only 40.6% of teachers who have been serving in 

secondary schools at national level and 34.2% at SNNPRS government secondary schools in 

2004/05 had the required qualification. When we compare the percentage of qualified teachers in 

2004/05 with that of 2003/04 it shows a decrease of 3.9% iu SNNPRS (SNNPREB, 2005). This 

may be due to the fact that more qualified and experi ensed teachers left the profession or more 

3 

J 



under qualified teachers for the level were employed. It is obvious that qualified and experienced 

teachers are very important to improve educational problems of the country at every level. 

Recently considerable attention has been given to the expansion of secondary teacher education 

in Ethiopia. The commitment to strengthen secondary teacher education can be substantiated by 

government investment in the launching of new colleges and faculties for the realization of the 

increasing demand of secondary schools. Accordingly, many teacher education faculties and 

colleges have been established. Nonetheless, the EthiopiaJl eduGation system is still confronted 

with the shortage of teachers at school level. Despite the MOE's effort to expand existing 

institutions and open up new teacher education colleges, the lack of initial commitment to join 

teaching on the part of the young generation of university entrants (Demowez and Tesfaye, 

200 1:51) on the one hand, and the leaving of qualified teachers from government secondary 

schools at an alarming rate on the other, remain a hindrance to the endeavor. Hence, unless the 

government devises a mechanism to retain the experienced and qualified teachers, its effort can 

not be successful. This is because the policy objectives of the educational system can not be 

attained under conditions where high staff turnover is prevailing. Supporting this, Akililu (1967: 

I) observes that "of all the components that go to make an educational system viable, functional 

and productive, nothing is as crucial as the provision and maintenance of qualified and satisfied 

teaching force" . 

A comprehensive human strategy needs a multi-faceted approach attending to fair compensation, 

the production of newly qualified graduates, and the provision of resources to recuperate the cost 

of implementing meaningful recruitment and retention strategie,. Au effective solution to the 

issue of turnover and ultimately the provision of quality services will only be possible when all 

these facts are systematically and simultaneously addressed. 

For the last three decades, employee turnover has been one of the most widely researched topics 

in the developed countries (Taylor, 1998: 125). . However, in the developing countries, 

particularly in Ethiopia, the issue has been given little attention though the magnitude of turnover 

is increasing from time to time. The studies conducted so far on teacher turnover have focused 

only on some selected areas. For instance, a study carried out by Aklilu (1967) focuses on brain 

drain of primary school teachers. Another study conducted by Tesfaye WlMichael (1999) deals 

with causes of secondary school teacher attrition in Beneshangul-Gumuz region. Seyoum Teferra 
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(1992) also conducted a study on magnitude of external brain drain among academicians of two 

higher institutions in Ethiopia whereas Habtamu Wondimu (2006) studied the African brain 

drain, an escalating challenge to development effort. 

In the SNNPRS, which is the site of different nations and nationality people in the country, so far 

as the researcher knows, teacher turnover has not been researched both in the primary schools 

and in the secondary schools except the one conducted in Gedeo Zone by Manna and Tesfaye 

(2000) on determinants of teachers' decision to leave or stay in the teaching profession. The fact 

that there is no investigation into the magnitude, cause and consequences of teacher turnover in 

SNNPRS government secondary schools can be taken as a sound rationale for conducting a 

research in the area. 

The researcher has worked in different parts of the region for the last twelve years. Thus, he has 

had the opportunity to witness that teacher turnover is an issue of concern in the region. To take a 

statistical example, in 2002/03 the total number of secondary school teachers in the region was 

2673 and at the end of the year 245 new teachers were employed in the region. However, in 

2003/04 their number decreased to 2560 which showed a fall in 358 within a year. This shows 

that there is a considerable rate of turnover (13.4 %) in government secondary schools of the 

regIOn. 

1.3 Purpose of the Study 

The major purpose of this study is to identify the causes of teacher turnover and to find possible 

preventive strategies that could satisfy teachers to stay in the profession. 

In order to achieve this purpose, the study is aimed at answering the following basic questions. 

I. :Nhat is the trend of teacher turnover in goverr.ment secondary schools of SNNPRS? 

2. Who are more inclined to leave the schools in terms of sex, qualification, experience, and 

subject area? 

3. What are the major push and pull factors that are responsible for teacher turnover in 

government secondary schools of the region? 

4. What is the intention of the practicing and former teachers toward the teaching 

profession? 

5 
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5. What are the consequences of teacher turnover on schools and how IS the Issue of 

turnover viewed by educational administrators of the area? 

6. What strategies should be formulated to reduce !urnover and increase retention of teachers 

in the region? 

1.4 Significance of the Study 

Retaining experienced and qualified teaching staff is of major importance to educational planners 

and policy makers to realize the educational objectives of the country. Thus, the study becomes 

useful and timely in assessing the main causes of government secondary school teacher turnover 

in SNNPRS. 

Therefore, this study might be significant for the following reasons. 

1. This study would add to the awareness of educational planners and policy decision 

makers at regional, woreda and school level concerning major causes of teacher turnover 

in the region. 

2. The finding may indicate and suggest recomm~ndations for ways of minimizing teacher 

turnover and thereby increasing teacher retentiol) in the system for a long period of time. 

3. The finding of the study may al so initiate and encourage other researchers for further 

nation-wide investigation. 

1.5 Delimitation of the Study 

Although teacher turnover is a nation-wide problem that requires large scale and rigorous study, 

conditions such as human, material and financial as well as time constraints forced the researcher 

to limit the scope of the study in terms of time; the study is limited to cover the year between 

2002/03 to 2006/07. This time was preferred particulariy because it was since 2002 that many 

new administrative offices and private educational institutions have been opened which paved the 

way for teachers to leave schools and join other organizations. Besides, every government 

employee has been granted the right to get legal withdrawal paper within a month from the date 

of application to leave (Proclamation , 262/2002: I 565), 'which was difficult or impossible before 

2002. Since then, teachers started to compete in different organizationf. for employment as the 

proclamation has paved the way for it. On the other hand, salary increment based on the career 
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· structure of teachers has been discontinued since 2002 which could dishearten teachers who had 

little or no other alternative opportunity for financial compensation. 

Moreover, the study does not include private secondary schools in the region as they have a 

different administrative management from the government schools. It also excludes involuntary 

turnover (early retirement, discharge, and others), who have not received clearance from schools 

and WEOs, because of lack of access to data. 

1.6 Limitations of the Study 

The student researcher does not believe that the stud~ is totally free of any sort of limitations. 

Accordingly , there were a number of factors, which such limitations could be attributed to. These 

include difficulty of getting some statistical data and lack of cooperation on the part of a few 

respondents. More specifically, in some sampled secondary schools, the statistical data of 

teachers who left the schools were not available in an organized manner. Consequently, the 

researcher was compelled to look for the required data from bits and pieces of information 

sources. Besides, a few woreda education officials were reluctant to provide information for the 

researcher through interview. Some of them simply gave appointments several times while others 

said they had no time to respond to the researcher' s request. Therefore, even though, the 

researcher somehow. managed the research to an end it has to be mentioned that these factors 

were challenging. 

1.7 Definition of Key Terms 

Former teachers: Teachers who left teaching in government secondary schools between 2002/03 

and 2006/07. 

Practicing teachers: Teachers who were teaching in the sampled government secondary schools 

of the region during the study. 

Region: Regional self-government state established with autonomy provided by Proclamation 

No. 711992 

7 



Secondary School: The school divi sion following primary school in the educational system of 

Ethiopia, comprising general secondary education, i.e. , grade 9 and 10, and 

preparatory education, i.e., grade II and 12 (MOE, 2002: 74). 

Special Woreda: An area marked off and developing for administrative purpose with defined 

authority and responsibility representing peoples/ ethnic group having the same 

language, culture, value in a specific geographical location (Proclamation No.7, 

1992). 

Turnover: The departure of teachers from teaching in government secondary schools of the 

region during a given period of time. 

Woreda: An area marked off and developed for administrative purpose with defined authority 

and responsibility representing population :of up to 100, 000 people (Proclamation 

NO.7, 1992). 

Zone: An intermediate level between the region and woreda. 

1.8 Organization of the Study 

In view of the main objective and coverage, the study is divided into five major chapters. The 

first chapter deals with the problem and its approach. The review of rdated literature is presented 

in chapter two. The third chapter deals with the research methodology and sampling techniques/ , 
used. Chapter four contains the presentation and analysis of the findings of the research and tlie 

last chapter comprises of summary of the findings, ihe conclusion drawn and the 

recommendations forwarded based on the result of the study. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

This chapter reviews the literature in relation to the current study. Particularly, three major issues 

regarding teacher turnover are detailed in the chapter. These are: trend and cost of turnover, 

sources of turnover and strategies to alleviate the problems of teacher turnover. 

2.1. Conceptual Framework of Turnover 

Many scholars and researchers define turnover of employees in general and teachers in particular 

in different ways. Turnover is a term used to describe the departure of people from their 

organization (Armstrong, 2001: 139) and/or the leaving of teachers from their teaching job 

(Ingersoll , 200 I :6). It refers to all permanent separation of employees, whether voluntary or 

involuntary, but does not usually include temporary departures (Wakler, 1992: 168). Some other 

scholars use the term turnover or brain drain interchangeably to refer to the leaving of teachers 

from their profession and migrating to other organizations or abroad (Seyoum, 1992: 34; 

Habtamu, 2006: I; Manna and Tesfaye, 2000: I). 

Turnover is generally said to occur when people quit their jobs (Griffin, 2000:248). However, it 

can take place in various forms with different consequences to the organization. From the 

perspective of the employee, the turnover can be ei:her vo luntary or involuntary. According to 

Robbins and Coulter (2006:343), turnover is voluntary and involulltary permanent withdrawal 

from a;1 organization. Voluntary turnover refers to termination instigated by employees. 

Involuntary turnover, on the other hand, refers to departure initiated by the employer organization 

(Heneman et aI., 1998: 181; Taylor, 1998:127). While voluntary turnover happens due to 

resignation or early retirement, involuntary turnover can take place as a result of death, illness, 

dismissal, or compulsory retirement age (Bennell, 2004:22; Milkovich and Boudreau, 2006:459). 

From the perspective of the organization and the source country, alternatively, turnover can be 

internal or external. Bishop (1989: 54) puts that professionals who migrate from region to region 

or sector to sector within a country are in the process of internal brain drain. Internal brain drain 

may occur either from one profess ion to another or from an area to another within the same 
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profession. External brain drain, on the other hand, occurs when there is a departure or migration 

of professionals and skilled manpower from one country to another or from source countries to 

recipient countries (Habtamu, 2006:2; Dovlo, 2004: 3). According to Bishop (1989: 54) even 

though the internal turnover weakens the capacity of the region, organization or sector, unlike 

external brain drain, it benefits the country. That is, it is not as harmful as external brain drain. 

Other scholars claim that turnover particularly of teachers occurs in five different instances. 

These are: 

a. departures of teachers at the school level; 

b. movements of teachers between public and non-state schools; 

c. teacher upgrading (primary school teachers moving to jobs in secondary schools and 

secondary school teachers to government or non-government higher institutions); 

d. occupational turnover (teachers leaving the profession to take up other jobs); and 

e. international migration (Bennell, 2004:22; Milkovich and Boudreau, 2006:459). 

It is difficult to eliminate turnover altogether, but it is something managers want to minimize, 

especially among high performing employees and those difficult to replace (Robbins and Coulter, 

2006:343). However, low turnover does not necessarily indicate high moral of the employees 

because employees may prefer to stay in the present job through sheer inertia (Davar, 1995: 127). 

Therefore, some degree of resignation/turnover is probably beneficial as it allows the 

organization to renew itself and invites its practices to be critically examined from another point 

of view (Benardin, 2004:275).~Nevertheless, turnover;n excess of 5-10% has more negative than 

positive consequences (Taylor, 1998:231). 

2.2. Trends in Teacher Turnover 

The significance of any particular factor for an individual will be dependent on the characteristics 

of the individual including, education, age, training, gender, work and other experience 

(Croasmun, Hampton and Herrmann, 2006:3). Consequently, turnover is not equally spread 

across the teaching force. According to a study conducted on teacher career satisfaction and 

retention in USA, many women who have selected teaching have reported that they do not really 

plan to teach. They believe that teaching provides a back-up t.o a more desired career or marital 

possibility (Gold, 1996:553). 
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Teachers ' decisions whether to stay or leave are influenced in particular, by the length of their 

teaching experience. Turnover tends to be higher during the early part of a teaching career 

because the teacher accumulates less specific capital - knowledge specific to occupation and that 

which is non-transferable (Ingersoll, 2000:6; Croasmun, Hampton and Herrmann, 2006: 54). 

Moreover, once a new employee has been recruited and selected he/she must adjust to the new 

job and organization. There may be problems at this step that can give rise to high rate of 

turnover among new recruits in their first few months. One reason for the turnover may be that 

the job did not match the new comers ' expectations or needs (Fisher, Schoenfeldt and Shaw, 

2002:257). 

The rates of departure significantly decline through the mid-career period and then rise again in 

the retirement years. This means that teaching is an occupation that loses many of its newly 

trained members very early in their careers (Ingersoll, 2000:6). Different research data in 

developing countries shows that in recent years the vast majority of newly hired teachers are 

simply replacements for those who have just departed. Hence, the demand for new teachers is not 

primarily due to increasing student enrollments rather it is due to teachers moving from or 

leaving their jobs at relatively high rates (Ingersoll, 2001 :4). Almost one-half beginning teachers 

leave teaching within the first five years (Smith-Davis, 1989 cited in Gold, 1996:552). 

First year teachers are 2.5 times more likely to leave the profession than their more experienced 

counter-parts. Of all beginning teachers who enter the profession, 40-50% will leave during the 

first seven years of their career (Huling-Austin, 1986:54). Research conducted in four states of 

USA in 1987 shows annual teachers turnover rates in. the early years of teaching were almost 

15.0%, dropping still further to 3.0% for 25 and 34 year~ of age (Grissmer and Kirby, 1997:551). 

In addition, among the most important findings has been that teacher turnover is strongly affected 

by academic field. Special education, mathematics, and science are typically found to be the 

fields of highest turnover (Ingersoll, 2001: 2). 

Recent studies in Ethiopia by Tesfaye (2003) and Befekadu (2001) also pointed out the gravity of 

the issu~ of teacher turnover in general. For instance, according to these studies, degree-holding, 

experienced and pedagogically trained teachers bear greater stress than their counter-parts. This is 

particularly a vital point because it is precisely those kinds of professionals that have better 
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chances for employment elsewhere (Darge, 2002:. 26). Employees with the best work 

qualification and experience are likely to find it easier to leave and find alternative employment 

opportunities (Heneman et aI., 1998: 190). At the same time it is such employees that are most 

needed by the educational system (Darge, 2002: 26). 

The magnitude of the problem forced the media to cover stories of teacher turnover from 

different regional states including SNNPRS. A recent report corroborated that from Amhara 

regional state alone, around 1046 teachers left their jobs. This trend is not restricted to regional 

states; it is also true of schools found in the capital, Addis Ababa (Tesfaye, 2003: 4). 

2.3 Cost and Effect of Turnover 

Turnover is a normal part of organizational functioning, and while excessively high turnover may 

be dystimctional, a certain level of turnover is predictable and can be beneficial to an 

organization (Armstrong, 200 1 :369). Too little turnover of employees is tied to stagnancy in 

organizations. Effective organizations usually both promote and benefit from some degree of 

turnover by eliminating low-caliber performers and bringing in "new blood" to facilitate 

innovation. On the other hand, high levels of employee turnover are both cause and effect of 

performance problems in organizations (Ingersoll, 2001:3). Likewise, although some teachers ' 

turnover from schools may be unavoidable, normal and even beneficial, high rate of turnover are 

of concern because in and of themselves they can disrupt the effectiveness of the school program 

(Ingersoll and Bobbitt, 1995: 18). 

Turnover can be a problem because of increased recruiting, selection and training costs and work 

disruptions (Robbins and Coulter, 2006: 13). High rate of turnover can destabilize an organization 

and discourage those who attempt to maintain levels of service and output against a background 

of vacant posts, inexperienced staff and general discontent (Croasmun, Hampton and Herrmann, 

2006:8-9). Missing of experienced and qualified employees lead to deciine in institutional quality 

and wastage of scarce . resources since replacement employees have to be recruited and trained by 

incurring costs (Murray, 1997: 165-167). An organization usually incurs costs in replacing 

individuals who have quitted, and if turnover involves especially experienced and qualified 

people it is even more costly (Griffin, 2000:248). 
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The exit of teachers from the profession or the ;novement of teachers to better schools is a costly 

phenOirenon, both for the students, who lose the value of being taught by an experienced teacher, 

and to the schools and districts, which must recruit and train their replacements (Tennessee 

Department of Education, 2005). When we think the cost of turnover, we should consider leaving 

cost, direct cost of recruiting replacements, opportunity cost of time spent in recruitment and for 

training, as well as direct cost for training new starts until they are fully trained (Armstrong, 

2001 :374; Taylor, 1998:231-32; Hennman, et aI. , 1998: 187). Attention to employee quits usually 

centers around the quantity/rate or cost incurred to identify and replace employees. However, 

these factors reflect only part of the issue. The pattern of quits affects the value of the retained 

workfOi ceo If those who quit are the most valuable future employees, even a very low quit rate 

may cause substantial harm. Conversely, if those who quit are the least valuable future 

employees, then, even high quit rates may not be causes for alarm (Milkovich and Boudreau, 

2006:458). 

2.4 Sources of Turnover 

Turnover seems to result from a number of factors (Griffin, 20D 1 :248). Although there are many 

alternative ways of conceptualizing the factors that are responsible for employee turnover, they 

can generally be div.ided into internal and external sources. The interna! sources (push facto rs) are 

those characteristics of the job that may motivate an individual to leave his/her job; whereas, the 

external sources (pull factors) are those aspects that are external to the job (Habtamu, 2006:7). 

Push factors are those variables within the organization or the country that compel professionals 

to abandon their job whilst pull facto rs arise within the recipient organization or country and 

attract intellectuals into their own systems (Dolvo, 2004:3). 

Internal sources of turnover generally include aspect of the job, the organization, the individual, 

the labor market, and a poor person-job fit (Griffin, 2000:248). Specifically, low salary and 

benefit, challenging work and lack of promotion, social and political conflicts, discrimination in 

appointment, lack of democratic practices etc., in the organization are among the major internal 

sources of turnover (Habtamu, 2006:7). 

Personal factors such as an individual 's needs and a;,p irations determine job satisfaction, along 

with group and organizational facto rs such as relatiohshi ps with co-workers and supervisors and 
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workinf!, conditions, work policies and compensations. Employees who are dissatisfied with 

these factors in the organization may experience stress that disrupts co-workers and they will 

continually be looking for another job (Griffin, 2000: 239; Getachew, 1999:42). Internal turnover 

of professionals can also occur as a result of lack of appropriate incentives and motivation. The 

leavers sometimes employ their skill outside the area of their training and profession (Edokat, 

2000:4). 

Ingersoll (2001: 5-6) identified four important conditions that could be "policy amenable" and if 

not they would affect teachers' satisfactions and enhance turnover. These are level of 

administrative support, compensation structure, degree:of conflict and strife with the organization 

and degree of employee participation in decision making over organizational policies. Job 

dissatisfaction and the desire to pursue a better job, another career or to improve career 

opportunities in or out of education are the two reasons directly related to the working and 

organizational conditions of teaching and that are the most prominent sources of teacher turnover 

(Ingersoll, 2001 :6; Heneman, 1996: 188; Davar, 1995: 127). 

In contrast to the internal factors, the external sources (pull factors) are opportunity for better job, 

higher salary and incentives, better working conditions, meritocracy, transparency and 

democratic practices etc., that are external to the job. Generally, turnover occurs due to the 

combination of both internal and external factors (Habtamu, 2006:7; Atchley, 2001). Most people 

simply move on, but some move on because the ' push' factors are stronger than the 'pulls ' 

(Torrington and Hall, 1998:259). 

2.4.1 Negative Work-Related Factors 

Teachers have a significant contribution III the educative process through implementing the 

designed curriculum to achieve the desired national educational goals. Successful implementation 

of the curriculum, however, depends to a large exter-i, on positive working environment that 

reinforces teachers ' job satisfaction, career commitment and plan to remain in the profess ion 

(Weiss, 1999:862). 

Due to financial and demographic reasons, developing countries do not have the required 

resources to create the ideal environment, in which teachers can give of their best (lLO, 1991: 

10 1). Among others, the worst of the problems distressing teachers today are poor working 
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conditions and the serious difficulties attached to teaching in disadvantaged areas. Problems like 

scarce equipment, poorly maintained buildings, poor quality furniture , staff room facilities, lack 

of resources in general show poor working conditions, which add to teachers' stress and turnover 

(GetachewI999:20; Manthei, et aI. , 1996: 4-5). The work and living environment for many 

teachers is poor, which tends to lower self-esteem and is generally de-motivating. Schools in 

many countries lack basic amenities such as tap water and electricity, staff rooms and toilets. 

Housing is a major issue for nearly all teachers (Bennell, 2004: 16). 

Many employees also react negatively to discomforts with the physical environment such as 

unfavorable temperature, unclean surroundings, health hazards, etc, that can impose uneasiness 

on both job attitudes and performances. Moreover, co-workers and management in and outside 

the organization can create job dissatisfaction and may compel employees to leave the 

organization. Particularly, when social density and lack of privacy occurred simultaneously, 

dissatisfaction and turnover will be remarkably high (Noe, et aI., 1996: 243-245). 

As stated above, poor working conditions may account for part of the reasons for attrition among 

teachers. In addition to factors such as class size, a number of other factors come into play in 

terms of working hours, including teaching time, and the number of hours spent on extra 

instructional activities such as preparation time, evaluating students and staff meetings 

(Coolahan, 2003 :65). Employees often evaluate the working conditions in terms of direct return 

rates, benefits, hours of work, issues concerning whether overtime should be voluntary, and the 

size of cost-of-living amendments (Milkovich and Boudreau, 2006:661). 

Many schools often .struggle to address critical working conditions but to no avail since they do it 

in the wrong way. They often endeavor isolating teachers in classrooms with closed doors; 

refusing to provide them basic materials to perform their jobs; inundating them with unnecessary 

tasks; providing them with little inputs into the design and organization of schools and denying 

them the opportunity for career advancement and p,rofessional growth. Such conditions are 

strongly related to teacher turnover and difficulties irt recruiting and training teachers (Pollack 

and Miller, 2003: 13). A favorable working environment is essential to workers ' motivation. 

Most management have traditionally functioned on a 'carrot and stick' theory of motivation, 

believing that provision of appropriate incentives, particularly money encouraged workers to 

expend the maximum effort (Attwood and Dimmock, 1996:73). 
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Teachers have been. subjected to much stress and workload not only because the number of 

student population is increasing continually but also because there is little or no improvement in 

the working environment. [n addition to the consequences that large class-size has on the quality 

of instruction, teachers are confronted with the difficulties of performing assessment, identifying 

students' learning difficulties and maintaining classro~m discipline (Pollack, 1979: 3; Derebssa, 

1999:36). A heavy work load can create pressure on 'a conscientious worker and insecure the 

individual. This workload can be either quantitative, that is a lot of work to handle, or qualitative, 

that is, the work is beyond the capability of the person (Harrison, 1992:290). 

Evidence presented at the UNESCO International Conference on Education in 1996 indicated 

that recent polices for educational restructuring in many countries have led to worsening in the 

working conditions of teachers. This deterioration in the working environment in tum gave rise to 

teachers' departure from the teaching profession, absenteeism and demoralization. The final 

outcome is that the education offered to students became poor in quality (UNESCO, 1999: II ). 

The influence of work place and other job-related environmental conditions on teacher turnover 

intent are not yet empirically established in Ethiopian context. Existing literature, however, 

documented that teachers' working conditions have been seriously compromised (TOE, 1994; 

Aklilu, 1967: 2). 

2.4.1.1 Low Teachers' Salary 

Many researchers and research findings put forward contrasting views regarding the effect of 

salary increment on retention of employees. While many argue that low salary can be a 

significant factor for employee turnover, others claim that salary and other monetary benefits do 

not affect workers' satisfaction. On the other hand, it is generally agreed upon and is supported 

by evidence that teachers' salary in developing countries and even in developed countries is less 

than that of equally qualified professionals in other fields of specialization. 

Anthony, R. (2001 :506) maintains that workers work for money and give up the job if pay is not 

satisfactory. They seek other forms of satisfaction which stimulate and retain them. Coolahan 

(2003:81) on his part al so notes that the establi;hment of appropriate salary provision for teachers 

will ha\'e short term and long term effects on teacher retention pattern . The level of teachers' 

salaries can affect not only the retention of current teachers but also the decision of competent 
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employees to join the teaching profession. The relative level of teachers' salaries can thus affect 

the capacity of education systems to employ better individuals and retain the most skilled 

teachers. At the same time, the pressure to improve the quality of education is often under tight 

financial constraints and teachers' salaries and allowances are the single largest factors in the cost 

of providing education accounting for two-thirds or more of public spending on education in 

most developing countries (UNESCO, 1998:14). 

Although teachers ' salaries have improved in recent years, they remain low compared to those of 

other equally educated workers (Ingersoll , 2001 :4). Overall, teachers in developing countries earn 

much less than other workers with the same amount · of education and experience (Croasmun, 

Hampton and Herrmann, 2006:3). The overall structure of teachers' pay shares most of the 

persistent characteristics of public sector pay system in countries with low economic 

development. In particular, formal education and professional qualification largely determine 

salary levels. The salary scales for both primary and secondary school teachers are often very flat 

with very small salary increments awarded on the bases of seniority/experience, with little or no 

link with actual job performance (Rickman and Parker, 1990:75-76). Teachers' salaries in a large 

number of developing countries can be described as excessively modest in absolute terms, 

occasionally sinking below subsistence level in many cases inadequately protected against rises 

in the cost of living and comparing unfavorably with earnings from other occupations, which 

demand less in terms of training or responsibilities (ILO, 1991 :98-99). Similarly, US teachers 

earn much less than other workers, with the same amount of education and experience (Fineman­

Nemser, 1996:37). Hence, they leave the teaching career seeking higher paying jobs in other 

professions (Croasmun, Hampton and Herrmann, 2006:'3). 

Teachers' salary in the vast majority of developing countries is less than three dollars a day, 

which is usually the main source of household income, given that most household income per 

head is well under one dollar a day (Bruns, et a!., 2003 :27). The majority of school teachers feel 

that they are low paid mainly working at the remotest places of the country without compensation 

for the hardship (Birara, 2000: 108). As noted by Hailom (1993:8), competent teachers in 

Ethiopia are also reluctant to work with commitment because they are nut paid well. 

On the other hand, there is evidence that teachers' satisfaction was poorly related to salary and 

other benefits (NCES, 1997:2). Money does not augment the intrinsic nature of the work. Indeed 
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in the most extreme cases it will not affect the employee's motivation at all (as with voluntary 

work, where the deriving force is related with commitment or vocation), while at the other 

extreme it may simply make working life tok.rable for a very short period of time (Pettinger, 

1994:55». Among ieachers with similar levels of salary and similar benefits, workplace 

conditions were found to be related to sati sfaction (Ingersoll and Rossi, 1995: 17). 

Although monetary reward is an important means of satisfying needs, beyond a certain 

satisfaction level , the amount of compensation is not necessarily as important as non monetary 

rewards (Anthony, 2001 :506). Money was said to m:Jti',ate some people only in some situations, 

when their salaries were below market value (Andrews and Schwab! 995: I 09). Merit pay in itself 

is less likely to solve the problems of teacher turnover. Teachers can have favorable feelings 

about their teaching job on condition that the following items are fulfilled in order of importance: 

getting respect, achieving recognition, receiving reinforcement, taking part in research endeavors, 

being a member of a teaching team, earning grants for curriculum development, being 

encouraged by principals, parents, colleagues and students (Schlechy and Vance, 1983 :483). 

Motivating the teaching force and giving financial and non-monetary incentives for teachers to 

improve their performance is very essential in spite of a country's level of development. Such 

inducement may range from typical salary increase and merit pay bonuses to low-cost or cost free 

rewards such as public recognition or working hour's flexibility. If monetary incentives playa 

key role for recruiting the teaching force, non-monetary mechanisms can even have a much more 

significant contribution for retaining qualified teachers ~nd improving their performance and over 

all efficiency of the work (Oliveria and Farell , 1993:8-9) 

2.4.1.2 Lack of Motivation and Low Job Satisfaction 

Job satisfaction refers to a person 's general attitude toward hislher career. Although it is an 

attitude rather than a behavior, it is an outcome that concerns many managers because satisfied 

employees are more likely to come for work and settle in an organization. A person with high 

level of job satisfaction has a favorable attitude towards the job while a person who is less 

satisfied with the job has an unfavorable attitude (Robbins and Coulter, 2006:343). Employees 

with higher levels of job satisfaction, particularly satisfaction with the job itself, are less likely to 

quit their occupation, be absent from work, and encounter mental or physical health problems 
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(McShane and Glinow, 2000:207; Robbins and Coulter, 2006:345). However, things such as 

labor market conditions, expectations about alternative job opportunities, and length of 

employment with the organization also influence the decision to leave. Research also suggests 

that an important moderator of the satisfaction-turnover relationship is the fewer employees' 

level of performance. For better performers, . the level of satisfaction is less significant in 

predicting turnover because the organization typically does everything it can to retain high 

performers. It increases their salary, grants praise, recognition, enhanced promotion 

opportunities, and so forth (Robbins and Coulter, 2006:345) . 

../Many teachers feel that the satisfaction they realize inside the classroom is too often endangered 

by forces outside the classroom (Pollack and Miller, 2003: 12). Studies conducted since early 

1960's have indicated that issues like social status, salary, working and living conditions, and 

administrative practices enhance the dissatisfaction of teachers (Ayalew, 1991: 149). Herzberg 

(1964) constrained a two-dimensional paradigm of factors having an effect on people's attitudes 

about work. He indicated that when people expressed good feeling or satisfaction they talked 

about features intrinsic to the job and when people expressed job dissatisfaction they mentioned 

factors extrinsic to the job. Herzberg called these factors motivation and hygiene factors 

respectively. The absence of hygiene factors could create dissatisfaction, but the presence would 

not motivate or create satisfaction. In contrast the absence of motivators prevents motivation and 

creates dissatisfaction (Rao and Narayana, 2000:48). 

These motivators were associated with long-term positive outcomes in job performance while the 

hygiene factors consistently created only short term change in job attitudes and performance 

which quickly fell back to its former level (Akalewold, 2004:29; Rao and Narayana, 2000:49). 

Researchers have provided different contexts in which to view decisions to enter, remain and/or 

leave teaching. All those decisions are also associated with motivation factors (Manna and 

Tesfaye, 2000). 

Vroom (1964) on his part reported that there is a constant relationship between job satisfaction 

and the possible occurrence of turnover. The expectancy theory of Vroom suggests that if a 

reward is more attractive to an individual , it is more likely to motivate that individual towards 

future actions, a:s long as the individual believes that there is an instrumental link between her/his 

behavior and hislher receipt of desired rewards. Thus, individuals who are satisfied with their job 
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have a high probability of remaining at their present occupation. On the other hand, those 

individuals receiving little job satisfaction have a high probability of quitting their present 

occupation (Vroom, 1964: 176-178). Dissati sfaction is. a major factor fo r the departure from the 

profession of experienced and skilled staff personnel and for the declining quality and efficiency 

of education in developing countries (Murray, 1997: 166). 

2.4.1.3 Dissatisfaction with ManagementlLeadership 

The commitment of the organization to the employee can be beneficial because high levels of 

perceived organizational support increases job satisfaction and decreases turnover (Robbins and 

Coulter, 2006: 346- 47). People do generally contribute their best if they are given respect, are 

involved in decisions which affect their life and work, and are treated in a participative manner, 

although this does not apply to every body and not all the time (Harrison, 1992: 265). Managerial 

support is critical, not only when appointing staff, but also when supporting the career 

development of their current staff. Direct feedback on current performance and career potential 

is vital, principally in the form of strengths and weaknesses, and with tJle required improvement 

(Torrington and Hall, 1998:463). 

Similarly, school leaders should be able to create a professional culture in which teachers thrive 

and grow all the way through their careers. A committed leader can create favorable working 

environment which is an essential ingredient to ensure quality teaching in all classrooms by 

dramatically reducing the amazingly high rate of teacher turnover. Establishing such cultures in 

schools is one of the most significant educational challenges (Sparks, 2002). The responsibility of 

educational leadership is to guarantee all members of the institution access to powerful 

information, spaces and opportunities to debate policy and practice, and freedom as much as 

possible from the communication barrier of hierarchy, formality and status consciousness (Grace, 

1995:55 ). 

The managers can provide valuable input in terms of honest feedback with regard to the 

individual 's capab ilities , information about the needs and prcspe<:ts of the organization, and ideas 

and suggestion about training and use of the resources in the organizaiion (Walker, 1992:208). 

~ Unfair and incompetent educational managers create teachers' job dissati sfaction and greater 

psychological stress, which facilitate teacher turnover (Getachew, 1999:41 ). Therefore, 
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educational administrators should ensure a sense of fairness and efficiency, particularly over the 

matter of po stings, appointments; promotions and transfer for these are believed to bring about 

change of teachers' behavior in one way or another (Williams, 1979:56). 

As evidences in many educational settings reveal, the actual performances of leaders in the 

sector, however, is against the expectation. The existing educational leadership is found to be a 

major obstacle that contributes to increased teaching stress and turnover (Getachew, 1999:29). 

Above all the absence of transparency and accountal:iility on the part of the individuals who 

assume the post of educational leadership at all levels seem to encourage the misuse and abuse of 

power. For instance, teachers' transfer and/or redeployment to schools has been characterized as 

a mechanism of intimidating those teachers who are not in "good terms" or having differences 

with the officials on purely personal or motivated by political or ethnocentric prejudices. 

Educational officials, particularly at Woreda and Zone levels, should be held responsible for 

frustrating teachers because of which teachers consider the option of leaving their career, and for 

they have engaged in intentionally impairing democratic and transparent leadership (Sisay, 200 I 

cited in Tesfaye, 2003 :7). To make it even worse, in a situation where the demand for teachers is 

predicted to be very high and schools are assumed to be staffed by under-qualified teachers 

(MOE, 1999), the prevailing incompetence and irresponsibility in management of education from 

region to wereda levels seem to playa negative role by increasing the number of teachers leaving 

their profession (Addis Zemen, 2001). 

2.4.1.4 Students' Disciplinary Problems 

The term disruptive refers to a wide range of behav ioral problems which include students who 

decline to cooperate and do little or none of the class activity, 8.\,.:] who are overtly aggressive 

towards other children and teachers (Getachew, 1999: 19-29). Disciplinary problems such as 

cheating during exams, refusing to do assignments, passive avoidance of class hours, non­

attendance and late coming were found to be the most recurrent disciplinary problems. 

Disciplinary problems such as ridiculing their teacher, making noises, damaging school property, 

stealing and engaging in undesirable practices were found to be less frequent problems (Taye 

Aga, 1997: 95-96). 
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In addition to the fact that such aggressive behaviors are less frequent, they are also observed 

only among a few students, Nevertheless, they exert a devastating effect on the working 

conditions of many teachers, This is what has been affirmed by Esteve (1989:6-7) as he states, in 

reality the problem of violence is restricted to minority. However, psychologically the problem is 

multiplied five-fold leading many teachers who have never been attacked and who probably 

never will be, to feel insecure and uncertain of , .• here they stand. 

The student character, in fact, is a problem that bothers teachers today 111 Ethiopia (Darge, 

2002:22). Teaching in all levels of schools is more stressful and less satisfying. Female teachers 

and younger, less experienced, less qualified teachers felt greater stress than their older, more 

experienced, and more qualified counterparts (Getachew, 1999:42). This problem is even worse 

in urban schools as compared to the rural ones. According to Pollack (1979: 3), urban high school 

teachers are nine times more vulnerable to violence ' problems than any other group. Oarge 

(2002:22) also asserts that student behavior is aggravating in Addis Ababa in particular. 

2.4.1.5 The Misuse of Decentralization 

The relationship between decentralization and improved teacher performance appears to be more 

problematic in government schools. This is partly due to the fact that education decentralization 

has, in practice, remained quite limited in many countries with low economic development, 

particularly in much of Africa and South Asia. Furthermon:, decentralization can intensify 

political interference. In Nepal, for instance, the politicization of district education offices and 

school management committees has tended to act as a barrier to increased participation of the 

community. Therefore, the substitution of top-down political and bureaucratic interference by 

dysfunctional local pressures on teacher management is 3 real threat (Lewin and Cai llods, 

2002:309). 

In India also, the success to date of Panchayat Education Committees in supervising teacher 

attendance, including approving leave and transfer, has been rather limited. The PROBE School 

Survey further revealed that there is no evidence confirming that teachers assigned in their own 

village perform better than others, though it is one of the reasons for other teachers to depart from 

the profession (PROBE, 1999:98). Besides, there is 'no clear evidence' that decentralized 
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employment by school boards or district officials enhance efficiency and effectiveness (Lewin 

and Caillods, 2001 :310). 

In Ethiopia, there is a new guideline (MOE, 2002b) prepared by the Ministry of Education. This 

recently developed guideline brought a number of 'watchers' over school activities and teachers' 

performance. Woreda, kebele and school level boards were established together with parent­

teacher council, and parent-teacher association to supervise and manage the overall performances 

by schools and teachers. These groups were also authorized to operate on key issues including 

hiring and firing of teachers (Akalewolde, 2004:35). 

The Ministry of Education also prepared another guideline in which teachers or their association 

did not take part. Consequently, the national teacher association questioned the nature and 

inappropriate application of the outcome-based performance evaluation, which is part of this 

second guideline (Habtamu, 2006:8). That is, since the criteria for evaluations were prepared by 

the principals at each school, some of the criteria set were inconsistent, unrealistic and 

demotivating for the teachers and they drive teachers to a decision to leave government schools. 

Supporting this, Habtamu (2006:8) notes that lack of involvement 0f professionals, in decision 

making processes and/or in the country in general arid in their organizations in particular is a 

contributing factor to teacher turnover. 

2.4.1.6 Deployment Problems 

The practices and policies for deploying teacht:rs vary widely from country to country. Often in 

most developed countries, as there is no critical shortage of teachers, they can afford to rely more 

on the principles of voluntary recruitment to schools. But in developing countries posting and 

transfer procedure is usually carried out with a greater element of compulsion (Ankrah-Dove, 

1982:6). Faced as they are with overall teacher shortages, this is often the only possible means for 

the authorities to fulfill their duties, to provide teachers in all schools, including the least 

desirable from the teachers' perspective (S immons, 1980:84-85). An attempt has also been made 

to address the issue by compelling teachers to move to rural areas. Though this strategy has little 

financial cost, it may hurt teacher moral and drive to a high turnover of staff (Gottelmann-Duret 

and Hogan, 1998:21). Besides, most qual ified teachers have a greater opportunity to evade 
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undesirable posts and it causes shortage of qualified teachers which further worsens the 

deployment problems (Lewin, 2000: 30). 

Generally, factors which influence teachers' and would-be teachers ' attitudes to teaching in 

remote rural schools are suggested to be in four broad categories. These are personal and family, 

social, economic and professional factors (Ankrah-Dove, 1982:7). 

Regarding personal factors , for instance, female teachers may be even less prepared to accept a 

rural posting than their male counter-parts, and rural areas may have fewer female teachers than 

urban areas. This may be because posting single women to unfamiliar areas can cause cultural 

difficulties and may even be unsafe (Gottelmalm-Duret and Hogan, 1998:21-22). Posting married 

women/men may also mean separation from her/his family, as the husband or wife may not move 

for cultural, social, economical or other reasons (Gaynor, 1998:32). 

Deployment is more problematical where there are multiple ethnic or linguistic groups within a 

country. As stated by Coutas and Lewin (2002: 16), in Malawi for instance, student teachers are 

members of different tribes and have a variety of first languages, which can both be problems for 

their deployment in areas with a different dominant language group. Unless a teacher is fluent in 

the language spoken locally, he/she may run into social and professional isolation in the area 

(Brodie, Lelliott and Davis, 2002: 21). 

2.4.2 Low Social Status of the Teaching Profession ' 

Status plays an important role in attracting academically equipped and experienced employees 

and encourages them to remain in the system (Darling-Hammond, 1990:278). Teachers mllst 

have a statlls, which is equivalent to their key role in the advancement of education and to the 

significance of their contribution to the development of the individual and of society as a whole. 

Hence, in the retention decision of teachers, the social status of ihc teaching profession in the 

larger community is an important factor (ILO, 1990:36). 

On the contrary, it is widely argued that the status of teachers in most countries, both developed 

and developing, has declined drastically during recent decades. However, the forces that are 

leading to the 'de-professionalization' of teachers are probably more prominent in low income 

developing countries. As compared to the very high status of teachers in the past, it has now 
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declined to a level which can intimidate one 's decision to stay In the profession (Kennedy, 

1998:32). 

As evidences like (Vanbelle-Prouty, 1994:24-25) reveal, in Ethiopia fo r instance, teachers and 

head teachers were regarded as symbols of modernization, advancement and innovation. The 

respect they had in the society was very high. Only thirty five years ago, teachers frequently were 

the most highly educated persons in a rural village or regional town. Their salary was much 

higher than many officials in rural areas whereas the cost of living was low. Having been well­

dressed and well-fed, teachers were proud of their profession. Teachers taken as the symbol of 

knowledge and skills were respected by their pupils and held in high esteem by their 

communities. Generally, as Tesfaye and Demwoz, 2004:51) state, before the 1970 's, teaching 

career in Ethiopia had passed through a relatively high status and prestige. 

It was in the late sixties and early seventies that the decl ining of the status of teachers started to 

be felt. The public considered teachers as having low ' professional rank in comparison to other 

occupational groups (Gold, 1996:63). Over the last few decades, the declining society's respect 

for teachers and their occupation appeared to have gradually worn out their social status. Several 

studies show that teachers generally view that their profession has been offering them low social 

status and prestige in comparison to other professions (Getachew, 1999:20, Thompson, 1995 :67). 

The present crisis of teaching as a profession in general and teacher dissatisfaction with the job in 

particular should be viewed from the broader perspective of the crisis of the education sector as a 

system. This can be caused partly due to lack of competent educational leadership and persistent 

shortage of competent and qualified teachers. These negative developments, in turn, brought 

about low quality standards and poor working conditions in Ethiopian schools (Tekeste, 1990 :84, 

TGE, 1993; Akalewolde, 2004:33). 

A number of factors have been pointed out to have contributed to this crisis in the status of 

teachers and the teaching profession in general. Accor~ing to Aggarwal (1996:462), these factors 

are: low salary and service conditions, lack of devotion to work, lack of sense of pride, low level 

of efficiency, lack of recognition by the government, and inadequate pedagogic skill. It has been 

argued that the social status of any profession is a very precise indicator of its economic standing, 

and hence, the low monetary rewards of teaching, among other things, are sufficient causes that 
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make the profession one of the less honorable pursuits (Frank, 1984:53). During the period the 

steady expansion of the education system called for increasingly greater supply of teachers who 

frequently were under qualified and inadequately equipped for the demand of the work place. On 

top of this, while the cost of living increased at an enormous rate, the salary of teachers did not 

(Vanbelle-Prouty,1994:12). 

In the last few decades, the teacher in developing countries has always been among the persons of 

little importance, and his place has not changed for the better (Frank, 1984:53). Even in the 

developed countries, the public schools and teachers have long been the target of considerable 

criticism in the media leading to a diminishing respect in the eyes of the public. Consequently, 

many tt.achers complain that they no longer receive the non-monetary rewards of teaching that 

they anticipated when they first began their careers (Gold, 1996:549). Furthermore, there are 

some critical groups acting as a force to undermine teachers' efforts and their moral. According 

to a metropolitan life survey of American teachers, there are two major characteristics regarding 

the lack of public respect for teachers: 

a. lack of respect coming from a significant and anonymous segment of the general public 

often reflected in media interpretations of teachers; and 

b. the lack of respect that originates from a small yet highly influential, minority of parents 

who are familiar with community schools and speak out against them (Harris and 

Associates, 1987 cited in Gold, 1996:550). 

Most of the time, criticisms arise not only from society but also from the students, parents and 

school administrators. Lack of parental support and cooperation was also among the areas of 

major dissatisfaction and discouragement for new teachers. Therefore, it is important to 

appreciate teachers' efforts and acknowledge their accomplishment instead of frequently blaming 

them for their failure (Farber, 1991 :76). 

The status of teachers has had a direct effect on the quality of education and many of the 

problems related to education and its quality can be attributed to the different manner in which 

many teachers have performed their work (Aggarwal, 1996: 459). Moreover, the teachers ' 

dissatisfaction with the rank attributed to them by the society along with their living standard can 

lead the teachers to quit their job in search of a better alternative, which in turn leaves the 
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education sector with further crisis. As noted by Gold (1996:55 1), criticism has a way of wearing 

individuals down so that their morale and self-esteem are greatly damaged. Teachers are 

influenced in a number of ways. Many feel forced to do low-quality teaching as a result of the 

psychological pressure. Other teachers decide to try and keep high standards in their teaching, 

which often leads to physical and psychological distress that has an effect on them and their 

families. For some teachers the choice is to leave the profession. 

As a result of the decline in status of the profession, the most formidable problem of teacher 

education in contemporary Ethiopia is the lack of interest on the part of secondary school leavers 

in the teaching profession. Very few want to be teachers (even though the government makes the 

students to render service for a given number of years instead of paying money for the 

government to share cost) because of the poor image associated with the status of teachers in the 

society. Even in the universities, most students who find themselves in the education faculty can 

not be said to have been motivated to become professional teachers upon graduation. Teaching 

profession is characterized as a low prestige occupati~n and the desire to enter the profession is 

merely the absence of other real alternatives (Akalewoid and lung, 1990). 

2.4.3 Early Low Commitment to the Profession 

An employee who identifies with the organization and is willing to put forth effort on its behalf is 

said to have organizational commitment. Individuals who have low organizational commitment 

are often just waiting for the first good opportunity to leave their jobs. In other words, they have 

developed a strong intention to leave the organization before long, and they are often not easy to 

motivate. Organizational commitment has a strong relationship to job satisfaction (Noe, et aI., 

1996:212). 

It is also adequately realized that ini tial commitment to teaching profession is a prerequisite fo r 

future commitment to continue in the profession and for job satisfaction (Gold, 1996:553; Fresko, 

et aI., 1997: 490-91). Teachers who are more sati sfied, with the profession tend to remain in the 

profession ; those who ,are less sati sfied are more likely to leave (Chapman, 1994:27). According 

to research evidence, employees with high levels of affective commitment are less likely to quit 

their jobs (McShane and Glinow, 2000: 212). 
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bored with the content, frustrated by lack of promotion, fed up with their supervisors or de­

motivated by changes in their working environment. Hence, they start comparing the present job 

to perceived alternative jobs, and the dissatisfaction with the current employment relationships. 

The attractiveness of the present employment relationships and alternative employment 

relationships in other organizations are a function of the anticipated future outcomes from each 

and the expectancy of keeping the current job or finding an alternative job. But in most cases for 

actual resignation to occur, the individual concerned must first perceive that there are better 

opportunities elsewhere and then secure another position (Taylor, 1998: 235-36; Milkovich and 

Boudreau, 2006: 454-456). This is because workers are always calculating their advantages either 

to leave or to stay, and the pressure always comes from competition to take genuine workers 

(Heneman, et aI., 1980: 160). 

Employees' dissatisfact,ion with their employment relationships initiates them to search for and 

join another organization with better working conditions (McShane and Glinow, 2000: 37). 

However, career choice is highly influenced by the perception of the job market and salaries 

(Temesgen, 1996: 1-2). This is because many employees who would otherwise prefer to quit their 

jobs are obliged to stay on unless they have other employment opportunities (Noe, et aI., 1996: 

240). Some scholars have identified a "hobo phenomenon" as another influence on employee 

turnover. The hobo phenomenon refers to the idea that some people have short job patterns 

because they reject the idea that long-term employment with one organization is a sign of career 

success (McShane and Glinow, 2000: 37). 

2.5 Strategies for Alleviating the Problem of Turnover 

Turnover creates unnecessary expense and reduces efficiency; consequently, productivity drops. 

When a planner identifies high turnover in specific dep'artment or sector, the quality of training 

and supervision in that department/sector should be looked into. As a part of the human resource 

function, the planner would contribute to the decision on what step~ should be taken to remedy 

the turnover situation, such as training pay and incemive improvement and the like (Jenki, 

1992:171). 

To control turnover, first and foremost it is necessary to identify the factors associated with high 

turnover rate and correct them . Various causes have been cited by organizations and through 
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research. The surest way to solve these problems is to go directly to the source to find out on an 

ongoing basis why the workers leave, where they see the problems and where they see the 

successes. The information needs to be tracked consistently. The most commonly pointed out 

causes of turnover are promotional opportunities, · pay opportunities, dissati sfaction with 

supervision, co-workers, the work itself and personal factors (Walker, 1992: 168). 

Some of the strategies and actions to take to retain professionals in the given area have to be 

specific to some extent since push factors might vary form one area to another. The following are 

some of 'the strategies and actions that should be undertaken to minimize unnecessary employee 

turnover: 

a. improving government policies and dialogue with professionals at all levels; 

b. creating and sustaining fair relationships with employees that are considerate of procedural 

and distributive justice issue; 

c. providing conducive working environment with at least the minimum faci lities; 

d. providing a safe and secure work envirorunent in which the employee does not feel 

threatened; 

e. providing opportunities for growth and career development; 

f. providing some incentive mechanisms; and 

g. improving socio-economic conditions by providing pay and benefits commensurate with 

other organizations (Habtamu, 2006: 12-14; Hayes, 2004: 26; Bernardin, 2004: 258). 

2.5.1 Improving Working Conditions 

To solve the school staffing problem, decreasing the demand for new teachers is imperative. This 

can be done by decreasing turnover. The improvements in the conditions of the teaching job, such 

as increased support from school administrations, increased salaries, reduction of student 

discipline problems and enhanced faculty input into school decision making would all contribute 

to lower rate of turnover, in turn , diminish school staffing problems and, hence, ultimately aid the 

performance of schools (Ingersoll , 200 I : 7). 

Many qualified and experienced teachers may leave the teaching profession because of its lack of 

career prospects in comparison with other professions. One of the major concerns must be to 
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retain such teachers in the school system by providing them with career and salary structures, 

improving working conditions, which attract and satisfy them and which reward and encourage 

the more gifted and committed staff while stimulating the less motivated staff into improving 

their ways (Thompson, 1995:67). 

To get employees sustained with energetic commitment, management has to be resourceful in 

designing and llsing motivational incent ives-both monetary and non-monetary. The more a 

manager understands what motivates subordinates and the more she/he relies on motivational 

incentives as a tool for implementing strategy, the greater implementation of the organization 's 

strategic plan (Thompson and Strickland, 200 1 :395). Overall , the leadership at various levels 

(political and academic) has to develop fair and attractive schemes to reduce and/or take 

advantage of teacher turnover problem (Habtamu, 2006: 1). 

ILO (1991: 165) also suggested the following measures that need to be taken in order to motivate 

and retain teachers within the profession and to attract new candidates to work in rural and 

deprived areas: 

a. the granting of additional incentives like payment of special allowances and/or the 

introduction of special weighting for periods of service in deprived areas; 

b. the provision of housing of an adequate standard, free of charge or at subs idized rates; 

c. financial support with the cost of work-related ,travel or the provision of a means of 

transportation for the purpose; 

d. regular medical treatment and the provision of medical kits for teachers 111 areas where 

medical facilities are not readily accessible; 

e. the privilege of transfer to the area of their choice for teachers having completed a specified 

period of service in rural or remote area; and 

f. special training and retraining arrangements, along with procedures to facilitate participation 

in in-service training schemes, to enable the teachers concerned to maintain teaching 

standards. 
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The absence of experienced and qualified staff remams to be a formidable impediment 

undermining the on-going effort for achieving the required educational quality while at the same 

time increasing access to education at a given level. In the presence of such problems, a primary 

step to be taken would be retaining professionals working in the system by improving the work 

environment, in particular, through maintaining the culture of transparent and participatory 

decision making, maintaining fair leadership culture with respect to assignment of work load, 

performance assessment, and distribution of benefits. Fulfilling these human resource factors is 

believed to contribute towards building organizational commitment and minimize turnover 

(Change, 1999: 1257-59). Constructing an attractive environment that retains a healthy 

proportion of teachers from year to year is very important (Gritz and Theobald, 1996:482-83). 

2.5.2 Induction and Mentoring of New Teachers 

Career satisfaction plays a great role for teacher retention because career satisfaction suggests 

that teacher retention is a function of: 

a. satisfying teachers unmet psychological needs; 

b. early commitment to the profession; 

c. adequacy of teacher preparation programs and/or early teaching experience; 

d. professional and social integration in to teaching; 

e. the role of the manager; and 

f. level of education (Sikula, 1996: 550). 

The literature on teacher employment has also suggested different strategies to retain good 

teachers in the classroom. Support to new teachers, for instance, has been recognized as an 

effective strategy to retain them. That is, when beginning teachers get a continuous support from 

an experienced mentor, they are much less likely to leave the profession (Darling-Hammond, 

1997:8). Lack of competence in the course content or the pedagogical skills they need to run a 

class effectively, can be one cause of teacher turnover. Turnover can, thus, be minimized by 

providing these teachers with the content knowledge and pedagogical skills they need to do their 

job more efficiently. When teachers are certain that they can cope with the demands of teaching, 

they are more likely to remain in the profession (Chapman, 1994' 1718). Teachers' self-esteem 

and confidence, as well as competence must be built up from within the profession. Those who 

have no training or who are less experienced must be assisted and directed towards making a 
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worthwhile contribution . Those who are experienced and competent must be encouraged to make 

use of their full potential so as to bring about the desired changes (Lyons and Collins, 1980: 125). 

In light of the necessity for support, individual and group supports are the two most commonly 

used types in induction programs. Individual support has been provided through a number of 

sources. The most widely used has been a mentor teacher (Gold, 1996:563). Support individuals 

have been found to be of the greatest benefit when they assist the new teacher in both the 

potential and professional dimensions. The importance of both group and individual support has 

been recognized as new teachers express positive feelings about themselves and about their 

teaching (Gold, 1996: 564). 

Some schools and districts attempt to stop the tide of new teacher attrition through 

comprehensive induction programs that include mentoring. A comprehensive induction and 

mentoring program has a strong positive effect on tear-her commitment and that this effect is 

greater for teachers without education degrees than for those with education degree (Duke, 

Karson and Wheeler, 2006: 74). They also suggested that school districts should implement the 

following policies to . reduce teacher turnover: increase access to induction programs for all 

beginning teachers and allow campus-level di scretion in tailoring induction and mentoring to 

meet local needs. 

To recapitulate, this chapter has reviewed important literature in relation to the issue of teacher 

turnover. Specifically, the concept of turnover, the existing situation of teacher turnover in 

general and cause and effect of turnover have been presented. Finally, the possible strategies for 

minimizing the rate of teacher turnover have been discussed. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

The main objective of thi s study was to investigate the major causes of teacher turnover 111 

government secondary schools of SNNPRS, To achieve this objective, sources of data were 

determined and different data collection instruments', and teclmiques of data analysis were 

employed, This chapter presents the research method, the source population and sampling 

techniques, the instruments of data collection and the methods of data analysis. 

3.1 Research Method 

In this study, a descriptive survey method was used because it enables to describe the state of the 

existing teacher turnover in the sample zones and special woredas in the SNNPRS. As noted by 

Seyoum and Ayalew (1989: 17), descriptive survey method becomes useful when the purpose of 

the research is to picture the current situation. It also allows collection of the data using tools and 

documentary analys is. 

3.2 Source of Data 

The data were co llected from both primary and secondary sources. The primary sources included 

former teachers, who taught in government secondary schools in the region between 2002/03 and 

2006/07, practicing teachers, who were teaching in government secondary schools in the region 

during the study, principals as well as woreda and regional education officials/experts. On the 

other hand, the official statistical data and report~ obtained from schools, woreda education 

offices and regional education bureau were used as the secondary sources of data. 

3.3 Sampling Techniques 

Out of 13 administrative zones and 8 special woredas in SNNPRS, four administrative zones 

(Gedeo, Sidama, Wolayita and Kefa), four special woredas (Konso, AmMo, Derashie and Alaba) 

and Awassa administrati ve town were selected using purposive sampling technique, which is one 

of the probability sampling methods. This was to make the samples representative of the zones 

and special woredas havi ng different rates of teacher turnover (high, medium, and low) based on 

34 



the reports 0[30107/2005 SNNPRS teachers association among government secondary schools in 

2004/05 by zonel or special woreda in SNNPRS (See Appendix E ). 

After selecting the zones and special woredas using purposive sampling technique, all secondary 

schools in the special woredas were taken as a sample because there is no more than one 

secondary school in each special woreda. In addition, the woredas in the sampled zones and the 

secondary schools in each woreda were se lected randomly using lottery method of randomization 

because simple random sampling gives equal chance of being selected fo r each individual woreda 

and school respectively. Based on the above method, 40-50% of the woredas (depending on the 

number ofworedas in the zones) and 40-100.0% of high schools in the woreda (depending on the 

number of schools in the woreda) were taken as samples. 

Furthermore, 30.0% of the high school teachers in each sampled school were included in the final 

sampling. However, the number of teachers in each school was not proportional. Thus, stratifi ed 

random sampling (proportionate sampling) was employed as follows : the total number of 

teachers in the eighteen schools is represented by 'N', and the determined sample to be taken is 

represented by 'n'; nlN gives the proportional number which is used to determine the number of 

sampled teachers of each school. 

After getting the propOltional sample size of each school , the teachers were selected by stratifi ed 

sampling method to represent variables of gender, age, qualification, teaching experience and 

subject speciali zation. Moreover, all the sampled woreda education office heads and school 

principals were taken as a sample. The regional educati.c-n officiai was also included in the study 

as there was onl y one. 

Former teachers. who left government secondary schools in the region ii'om 2002/03 to 2006/07. 

were included in the study. Since there was no officially recorded source concerning their 

location, information was gathered from SNNPRS civil service bureau experts, and fo rmer 

teachers who were available were taken as a sample. The reason for including 

former government secondary school teachers, who were working in government and non 

government organizations during the study, was that the researcher believed they were the right 

persons to respond to the major causes of teacher turnover and would be sources of valuable 

information regarding the issue at hand. Table I shows the number of schools in sampled 
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zones/sp. woredas and Awassa administrative town, li st of the sampled schools, the number of 

teachers in the sampled schools as well as number of sampled teachers in the sampled schools. 

Table I: Tlte sample schools, teachers population and the number of sampled teachers 

Sampled Zone/Sp. Total Number of Sampled Teachers Sampled 
Woreda and Sec. Schools in the Secondary Population Teachers 

Administrative Town Zone/Sp. Worcda Schools 
I Gedeo Zone 4 Dilla 72 23 

Yirgachefc 31 10 

2 Kefa Zone 4 Bishaw 51 16 
Gcmbo 29 9 

3 Amaro Sp. Woreda I Kelc 33 10 
4 Konso Sp. Wereda I Konso 34 II 
5 Sidama Zone 10 Yirgalcm 80 26 

Kebado 23 7 
Kcbena Gata 26 8 

Wando 67 21 
6 Oerashie Sp. Wo rcda I Gidolic 33 10 
7 Alaba sp. Wored. I Alaba 40 13 
8 Wolayta Zone 8 Sodo Bt;r 88 28 

Bodit i 62 20 

Tebel. 30 10 
Areka 41 13 

9 Awassa Town 3 Addis Ketema 52 17 
Administ ration Awassa Tabor 120 38 

Total 33 IR 912 290 

3.4 Instrument of Data Collection 

In this study both quantitative and qualitative data gathering instruments were employed. The 

instruments were designed to address the informants and types of information required for the 

study. Accordingly, three sets of questionnaires, interviews and quantitative data collecting 

format were prepared and employed to collect data for the study. 

A) Questionnaire 

Since questionnaire enables to gather information from. a large sample, it was employed here as 

the main instrument to gather data from sampled secondary school teachers, principals and 

former government secondary school teachers. Therefore, three sets of questiOIUlaires were 

prepared. The questionnaires were composed of both close-ended and a few open-ended 

questions. The close-ended questions included choice ~llid Likert scale that were relevant to the 
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teacher turnover issue. Having been designed and prepared, the questionnaires were submitted to 

the advisor and to some professional experts for comment. Then the draft questionnaires were 

tried out on a small-scale study that was undertaken in two secondary schools (Wenago and 

Leku) for ten practicing teachers and two school principals. Moreover, the tryout was wldertaken 

in Dilla University for four fonner goverrunent secondary school teachers. After administering 

the questionnaires, the researcher asked some participa~lts to comment on the appropriateness of 

the questions and to point out any repetitions, vagueness or ambiguities. Based on the advisor's 

comment, expert opinion and participants' suggestions, certain modifications were made on three 

items of practicing and former government secondary school teachers' questionnaires, and one 

question item was added on the principals' questionnaire. Furthermore, Cronbach's alpha for 

testing internal consistency of the items for each questionnaire was used. The reliabilities were 

high, with 0.88 for practicing teachers and 0.86 for former teachers, indicating that there is high 

internal consistency for each of the two questionnaires. 

B) Interview 

To gather information about teacher turnover, structured interview along with a few unstructured 

questions was conducted with woreda and regional education officials. 

C) Document Analysis 

Statistical data was gathered from schools, woreda education offices and regional education 

bureau as supplementary sources of data regarding teacher turnover. 

3.5 Procedures 

In order to assess the main causes of teacher turnover in SNNPRS, first documentary statistical 

analysis was made. Secondly, relevant literatures were reviewed to investigate what had so far 

been done in relation to the problem under study. Thirdly, specific basic questions were 

formulated. Following that, data gathering tools were prepared and pilot-tested to check the 

appropriateness of the instruments and to get constructive comments from respondents. After 

modifying the questionnaires on the basis of the feedback from the pilot test, administration of 

the instruments was carried out. Finally, after analysis of the collected data was made using 

appropriate stati stical tools, the report of the research was prepared. 
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3.6 Variables and Method of Data Analysis 

In this study information on personal backgrounds - age, sex and educational background - work 

experience, perception of teachers toward the teaching profession, satisfaction level of teachers in 

social relations, working conditions and others were taken as the major independent variables. 

The retention of teachers in government secondary schools of the region was the dependent 

variable. 

The data gathered through both quantitative and qualitative methods were analyzed using both 

descriptive and inferential statistics. In the descriptive statistics, first the data was grouped and 

tabulated; preliminary analysis was made using frequency distribution and percentages for 

responses with ordinal and nominal variables. The ' inferential stati stics mean values were 

computed to find out average val ues 0 r the push and pull factors and other related factors. Based 

on the Dean values, rank orders were establi shed to find out the most important factors that were 

forcing teachers to quit government secondary schools, The Spearman- rank order correlation and 

chi-square were also used as statistical tools for analysis to identify whether or not there were 

significant differences between the categories of the respondents on certain factors. For all 

statistical tests, alpha was pre-set at a =0.05 , 
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CHAPTER FOUR 

PRESENTATION AND ANALYSIS OF DATA 

The major objective of this study was to identify the main causes of teacher turnover and to find 

possible preventive strategies that could encourage teachers to stay in the profession. To this end, 

sources of data were determined and different data gathering tools were employed. The sources 

of data were practicing teachers who were teaching in government secondary schools during the 

study, sample principals, former government secondary school teachers who quitted teaching in 

government secondary schools from 2002/03 to 2006/07, and education officials at woreda and 

regional level in SNNPRS. Questionnaire, interview and document analysis were the instruments 

through which data was collected for this study. The data obtained from documents, 

questionnaire and interviews were analyzed and interpreted in thi s chapter in relation to the basic 

questions of the study. 

Out of the total of 290 questionnaires distributed to currently practicing teachers, 272 (93.8%) 

were completed and returned. Simi larly, from the questionnaires administered to 174 fo rmer 

government secondary school teachers, who were engaged in non-teaching job or were teaching 

in other than government secondary schools during the study, 155 (89%) were filled in and 

returned. Out of 18 questionnaires distributed to school principals, 18 (100%) were completed 

and returned. In addition to the questionnaires, structured and unstructured interviews were 

conducted with fifteen woreda and one regional education officials. Secondary sources of data, 

mainly documents and reports, have also been used. 

4.1 Background Information of the Respondents 

As mentioned earlier, in order to col lect firsthand information about the causes of teacher 

turnover, three categories of sample population fill ed in the questionnaires. The demographic 

characteristics of the sample populations are indicated ill Table II and Table III. 
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Table II Respondents by sex and age 

Respondents 
Variables! Practicing Former Principals 

No Characteristics tcachers teachers 
f 0/0 f 0/0 f 0/0 

Male 208 76.5 142 91.6 18 100.0 
I Female, 64 23.5 13 8.4 - -

Sex Total 272 100.0 155 100.0 18 100.0 

21 and below - - - - - -
22-26 71 26.1 3 1.9 - -

2 Age 27-31 52 19.1 36 23.2 5 27.8 

32-36 26 9.6 30 19.4 - -
37-41 56 20.6 56 36.1 2 11.1 

42 and aboye 67 24.6 30 19.4 11 61.1 

Total 272 100.0 155 100.0 18 100.0 

As indicated in Table II, the data for item I show that 100% of the principals were males. It is 

also depicted in the table that while 208 (76.5%) of the practicir!g teachers were males, the 

remaining 64 (23.5%) were females. On the other hand, 142 (91.6%) of the former teachers who 

participated in the study were males and 13 (8.4%) of them were females. With regard to the age 

of respondents, the data for item 2 in Table II reveal that 1::3 (45.0 %) of the practicing teachers, 

86 (55.5%) of the former teachers, and 13(72.2%) of the principals were 37 and above years old , 

whereas 5 (27.8%) of the principals, 39 (25.1 %) of the former teachers and 123 (45.1 %) of the 

practicing teachers were between 22 to 31 years old. This indicates that majority of the practicing 

teachers were younger than the former government secondary school teachers. 

Item 1 in Table III shows the marital status of the respondents. According to the data obtained 

from the respondents, 152 (55.9%) of practicing teachers, 108 (69.7%) of the former teachers 

and 13 (72.2%) of the sample principals were married. The remaining 120 (44.1 %) of the 

practicing teachers, 47 (30.3%) of the former teachers and 5 (27.8%) of the principals were 

single. Among the single, 3 (1.1 %) of the practiciilg and 3 (1.9%) of the former teachers 

were divorced. 
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As demonstrated in Table III , the data fo r item 2 show that out of 272 practicing teachers, 

241 (88.6%) were first degree-holders while the remaining 31(11.4%) secured a diploma. On 

the other hand, all of the sample former teachers, but one, were first degree-holders, as a 

minimum. Similarly, all the eighteen sample principals were first degree-holders. According 

to the recent directive of the Ministry of Education, th" minimum requirement for a secondary 

school principal is second degree in Educational Management, Pedagogy or Educational 

Psychology (MOE, 2007). However, all the principals of the sample schools as shown under 

item 2 and 3 in Table III, were not only under-qualified but also unqualified for the post they 

held. With regard to experience, 155 (57.0%) of practicing teachers, 104 (67.0%) of the 

former teachers and 13 (72.2%) of the principals had eleven and above eleven years of 

experience in teaching. 

Table III: Respondents by marital status, qualification, field of study and years of 
service in te~ching 

Respondents 
Variables Practicing Former teachers Principals 

No Characteristics teachers 
f 0/0 f 0/0 f 0/0 

Married 152 55.9 108 69.7 13 72.2 
1 Marital status Single 120 4'f.1 47 30.3 5 27.8 

Total 272 100.0 i 155 100.0 100.0 
Qualification Diploma 31 - 11.4 1 0.6 - -

Degree 241 88.6 144 92.9 18 100.0 
2 Second degree - - 10 6.5 - -

Total 272 100.0 155 100.0 18 100.0 
3 Fie ld of study Amhar ic 20 7.4 7 4.5 2 11 , 1 

English 3'1 13 .6 26 16.8 4 22.2 

Mathematics 35 12.9 6 3.9 3 16.7 -
Geography 32 11.8 37 23.9 2 I I. I 
History 36 13.2 21 13.5 I 5.6 
Phys ics 24 8.8 7 4.5 - -
Chemistry 32 1'1.8 7 4.5 5 27.8 

Biology 36 13.2 6 3.9 I 5.6 
Others 20 8J 38 24.5 - -
Tota l 272 100.0 155 100.0 18 100.0 

4 Years service of in 0-5 89 32.7 12 7.7 2 I I. I 
teaching 6-10 28 10J 39 25.2 3 16.7 

11-15 42 15.4 46 29.7 2 I I. I 
Above 15 113 4 1.6 58 37J II 61.1 
Total 272 100.0 155 100.0 18 100.0 
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4.2 Initial Commitment of the Respondents to the Profession 

Initial preference for and perception of the teaching pr<:> fess ion could be an influential factor for 

the retention of teachers in the profession. Learners who joined teacher education programs 

without preference or with a negative perception of the profession would enhance the rate of 

teacher turnover. Therefore, it is reasonable to investigate how and why practicing and former 

teachers joined the teaching profess ion. To this end, practicing and former teachers were asked to 

respond to the questions why and how they became teachers. Table IV shows summary of the 

reasons for becoming a teacher as reported by 272 practicing and 155 former government 

secondary schools teachers . The rating scores were computed to mean value, standard deviation 

and rank of the means. 

Table IV: Practicing and former teachers' reasons for becoming a teacher 

Practicing teachers Former teachers 

No. Reasons for becoming tcacher Mean SD Rank Mean SD Rank d d' 

I Interested in teaching as a career 3.01 1.382 3 2.63 1.309 7 -4 16 

2 Joined the profession to ease economic 2.8 1 1.373 5 2.89 1.287 4 I I 
prob lem 

3 Joined teaching as a last alternat ive due to 2.39 1.508 6 2.72 1.570 5 I I 
lack of other training opportunity 

4 Pushed by the Ministry of Education to 2.82 1.545 4 2.96 1.558 3 I I 
join teaching 

5 Teaching had comparative advantage in 3.94 1.331 I 4.26 .814 I 0 0 
terms of payment 

6 Teaching would contribute to personal 2.31 1.153 8 2.20 .929 8 0 0 
improvement 

7 Teaching serves as a spring board for other 2.34 1.321 7 2.68 1.252 6 I I 
jobs 

8 Higher institutions assigned to teaching 3.30 1.390 2 4.02 1.192 2 0 0 
stream based on firs t yea r result 

Spearman Rank Correlation Coefficient rs =0.760 
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The rank order of the mean value result in Table IV indicates that the first two prominent reasons 

why they - practicing and former teachers - joined the teaching profession were the same. These 

were: teaching had comparative advantages in terms of payment by the time they were employed 

and the higher institutions assigned them to teaching stream based on their first year result. This 

shows that they joined the profession either to get better payment or the colleges/universities 

assigned them to teaching stream without their interest. 

Practicing teachers advanced positive professional reasons for becoming teachers - interested in 

teaching as a career. On the contrary, the fo rmer government secondary school teachers ranked 

this professional reason in the seventh place which shows that initially they had little interest for 

the teaching profession. The reason ranked last for both groups is: teaching would contribute to 

personal development. Majority of the respondents did not expect persor.al development from the 

teaching profession and so it had little attraction for them to become teachers. This indicates quite 

clearly that few teachers join the profession for personal development. A significant number of 

respondents from both groups also reported that the Ministry of Education assigned them to the 

teaching stream without their interest (mean values 2.82 and 2.96 for practicing and former 

teachers respectively). 

The computed Spearman's Rank Correlation Coefficient was used to see whether there were 

statistical differences in ranking by order of priority and the result showed(rs critical=0.738, 

N=8),that there is statistical significant difference between the two groups in ranking. However, 

there is a positi ve association between the ranks of practicing al)d former teachers. 

4.3 Extent of Teacher Turnover 

As can be seen from Table V. out of 4,433 teachers who were teaching 111 the sampled 

government secondary schools in the past five years, 588 (13.3%) of them left teaching in 

government secondary schools of the region voluntarily. The table also depicts that the 

percentage of female leavers 107 (26.6%) is greater than that of males 481(11.9%) because 

initially the number of female teachers at secondary schools of the region is fewer and even the 

quitting of a single female teacher raises the percentage. Based on the data, Kele (26.1 %), 

Kebena Gata (21.7%), Konso (21.5%) and Dilla (19.6%) were ranked from 1st to 4th 111 

descending order of rate of teacher turnover, while Yirgalem (6.9%), Wondo (8.9%), Boditi 
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No 

(9.0%) and Awassa Secondary Schools (9.5-9.7%) stood last from 1st to 4th in ascending order 

of rate of teacher turnover. 

Table V: Teacher turnover rate among SNNPRS teachers from 2002/03-2006/07 by school 

and sex 

School Sex 2002/03 2003/04 2004/05 2005/06 2006/07 Total Total Total Average 
name W ' L W L W L W L W L .t left % left 

work Left 
Dill. M 66 6 67 10 66 22 72 19 72 10 343 67 19.5 19.6 

F 4 I 5 · 7 2 6 · 7 2 29 5 17.2 
Virga- M 30 3 31 5 33 7 34 9 27 4 155 28 18.1 19.4 
Cheffe F 3 · 4 2 3 I 5 I 5 2 20 6 30.0 
Kebado M 18 3 21 4 25 3 24 5 20 3 108 18 16.7 19.3 

F I · 2 ~ -- 3 I 2 I 3 2 II 5 45.5 
Yirgalem M 68 3 66 ) 6~ 4 68 4 . 71 4 342 20 5.8 6.9 

F 6 I 7 2 6 I 8 2 . 9 . 36 6 16.7 
Wando M 52 2 54 3 53 5 51 4 61 7 27 1 21 7.7 8.9 

F 3 · 4 I 5 2 4 I . 6 2 22 5 22.7 
Kebena- M 21 2 24 3 27 6 26 8 25 6 123 25 18.7 21.7 
Gata F I · I · 2 I I I I I 6 . 3 50.0 
Kele M · · 33 5 34 14 32 7 31 6 130 32 24.6 26. 1 

F · · I · 2 I 3 I 2 2 8 4 50.0 
Wol.yit. M 70 4 72 (, 76 7 75 9 78 8 371 34 9. 1 10. 1 
Sodo F 5 I 2 · 5 3 4 · 10 2 26 6 23.1 
Areka M 36 3 34 5 35 4 36 5 37 4 178 21 11.8 13.2 

F I · 2 I 2 I 3 I 4 I 12 4 33.3 
Boditi M 56 3 58 4 59 3 57 6 54 6 284 22 7.7 9.0 

F 3 I 6 · 5 I 6 2 8 2 28 6 21.4 
Tebel_ M 30 2 31 5 32 7 29 5 27 5 149 24 16.1 17.6 

F · · 2 I 2 I 3 I 3 I 10 4 40.0 
Gidolei M 35 5 34 2 32 3 33 3 31 I 165 14 8.5 9.6 

F 2 · I · 3 I 4 2 2 . 12 3 25.0 
AI_b_ M 33 2 37 3 35 2 36 8 34 2 175 17 9.7 12.4 

F 2 · 4 2 3 . 4 2 6 3 19 7 36.8 
Gembo M 31 3 32 'I .10 7 29 5 26 4 148 23 15.5 16.3 .-

F · · . · I I · 3 2 5 2 40.0 
Bishaw M 43 4 43 5 42 5 43 6 42 6 213 26 12.2 15.2 

F 3 I 5 2 6 3 8 3 9 2 31 I I 35.5 
Addis M 40 2 43 .1 41 ,; 42 4 4 1 3 207 15 7.2 9.7 
Ketcma F 6 I 6 I 8 2 9 3 II 2 40 9 22.5 
Awassa M 98 3 99 (, 101 10 106 12 103 12 507 43 8.5 9.5 
Tabore F II I 13 2 14 2 16 4 18 3 72 12 16.7 
Konso M 32 4 33 4 34 10 13 

, 
30 6 162 31 19.1 21 .. 5 , 

.. 
F 3 2 3 I 2 I 3 I 4 2 15 7 46.7 

M 4031 48 1 11.9% 13.3% 
r 402 . 107 26.6% 

Key W= No. of teachers at work, L= No. of teachers left 

SOl/rce: Organized from data collected from each school by using the format in Appendix D. 
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Table VI: Former government secondary school teachers' year of leaving 

Respondents 
No. Y car of leaving f °/0 

I 2002/03 9 5.8 
2 2003/04 27 . 17.4 
3 2004/05 38 24.5 
4 2005106 52 33.5 
5 2006/07 29 18.7 

Total ISS 100.0 

As can be seen in Table VI , an average of 31.5 teachers left annually from government secondary 

schools in the region during the last four years. The table also depicts that the trend of leaving 

increased from year to year excepting 2007 as it has not yet ended. Table VII also indicates that 

the responses of 258 (94.4%) of practicing teachers, 18 (100.0%) school principals and 149 

(96.2%) former secondary school teachers corroborate the above fact. 

Table VII: Principals, former and practicing teachers' responses about the trend of 

turnover 

.. 
The number of teachers 

who leave secondary school Respondents 
has increased over Principals Former Practicing 
the past live yca::s teachers teachers 

Response f % f % f % 
A. Strongly agree 8 44.4 90 58.1 174 64.0 

B. Agree 10 55.6 59 38.1 84 30.9 
C. Undecided - - - - 8 2.9 

D Disagree - - 6 2.2 6 2.2 

E. Strongly disagree - - - - - -
Total 18 100.0 155 100.0 272 100.0 

Therefore, it is very important to idcn tify the root causes of teacher turnover from government 

secondary schools and forward SO Ill ~ possible suggesti ons to alleviate the problem. 
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4.4 Characteristics of Leavers 

According to some researchers like Ingersoll (2000), several characteristics including 

qualification, experience, sex and so on can determine one's decision to leave or continue in the 

teaching profession. 

Table VIII: Principals' opinion on the characteristics of leavers 

-
Which group of teachers has a higher tcndency to Rcsponse 

turnover? 

CharactcristicslV a riables f % 

Sex Male 18 100.0 
Female - -

Qualification Diploma - -

BA/BSc 16 88.9 

MA/MSc 2 11.1 

Experience Less than 5 years 5 27.8 

6 years and above 13 72.2 

As can be seen in Table VII I. all the principals responded that compared to females, male 

teachers were more inclined to leave government s~"ondaIY schools. Likewise, Table V shows 

that in absolute terms the number oj' males who left government secondary schools was greater 

than that of females. However. in relation to the proportion of female teachers in the system, 

Table V clearly shows that the proportion of female teachers who left 107 (26.6%) was greater 

than that of males 402 (1/.9%). This finding cuntradicts with the findings of Manna and Tesfaye 

(2000). In their study, they found that female teachers tend to stay longer in the profession than 

male teachers. On the other hand , a research conducted by Gold (1996) on teacher career 

satisfaction and retention in USA, revealed that many female teachers do not really plan to teach 

and they leave the profession in the early career. Though there is similarity between the finding 

of the present study and that of Gold (1996), as Ethiopia and USA are far from the same, teachers 

in the two countries have different reasons for joining the profession from the very beginning. 

Similarly, the characteristics of leavers are likely to vary greatly. Therefore, it would be difficult 

to make a comparison between the characteristics of leavers in the two countries and their reasons 

for leavmg. 
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As shown in Table VIII, abou t 16 (88.9%) of the principals indicated that first degree-holders 

were more inclined to leave and only 2 (11.1 %) of the principals replied that second degree­

holders had a higher tendency to turnover. The principals can only respond on what they actually 

observed in their schools. The number of second degree holders in government secondary 

schools of the region in general was few and they only exist in few urban secondary schools. As 

Table III depicts, out of 155 former secondary school teachers, 10 (6.5%) were second degree­

holders. Therefore, in absolute terms the number of first degree-holders who left government 

secondary schools was greater than second degree-holders. However, the proportion of second 

degree holding teachers who left was greater than that of first degree holders for those schools 

which had second degree holding teachers. This is because there were no second degree-holders 

in the sampled schools during the study. 

Regarding experience, 13 (72 .2 (~;'») of the principals tho~ght that teachers who had six and above 

years of experience left their sc hool and were employed in government and non-government 

educational higher institutions or othcr non-education organizations. Only 5 (27.8%) of the 

principals repolted that teachers who had five or less than five years of experience quitted 

government secondary schools. From this, one can infer that majority of leavers were 

experienced teachers. In contrast, other researchers like Kirby and Grissmer (1995 cited in 

Croasmun, Hampton and Herrmann, 2006:23) observe that teacher turnover tends to be higher 

during the early stage of a teaching career, because the teacher accumulates less specific capital, 

knowledge specific to occupation and that which is non-transferable. In the current study, one of 

the reasons for more experienced teachers to leave might be tile fact that most government 

organizations announce vacancies which call for work experience as a major requirement. Thus, 

the experienced teachers had a better opportunity for recruitment in such organizations than less 

experienced ones. 

In order to assess the trend of turn ov<.:r in terms of subject, the school principals were asked to 

rank former teachers, who left their school in the past five years, in the subject they had been 

teaching. Most principals indicated that social science subject teachers particularly geography, 

history and foreign language teachers left the school more than the others. Former teachers were 

also asked to specify their subject specialization. As can be seen in Table IX, former teachers 

who were degree holders and specialized in Geography, English and History comprised the 
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highest group of leavers which accounted for 54.2 % of the total respondents. The table also 

depicts that out of 13 female leavers, 6 (46.2%) were degree-holders in geography. This is 

contrary to the findings of Befekadu Oebre (2001) who studied teacher attrition in Ethiopia and 

Ingersoll (2000) who conducted a study on teacher attrition in USA. Both of them found that 

most of the leavers were natural science subject teachers, particularly mathematics. Furthermore, 

experience tells us that in most secondary schools of our country, shortage of teachers is often 

experienced more in the field of natural sciences than that of social sciences. 

However, the finding of the current study contradicted both from the experiential knowledge and 

from the studies cited. Some P?ssible justifications can be forwarded for this difference. Shortage 

of natural science subject teachers is observed probably because the number of students joining 

the departments of the natural science stream in higher institutions is decreasing from time to 

time. Moreover, some of those students who join natural science stream do not successfully 

complete their education. With regard to Befekadu's study, as it was conducted before six years, 

the difference can be attributed to the time gap. In addition, the scope of the study was broader 

than the current study which is conducted in SNNPRS. On the other hand, the difference between 

the finding of the current study and that of Ingersoll (2000) might be because of the fact that as 

USA is a well developed country in science and technology, natural science teachers could have 

better work opportunity in other organizations. In Ethiopia, however, particularly in SNNPRS, 

there were no such developments that could attract natural science teachers. Therefore, social 

science teachers tend to leave the profession more than natural science teachers because many 

government and non-government organizations, which attract first and second degree- holders in 

social science, have been opened recently. 
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Table IX: Frequency and percentage of subjects taught by former teachers 

No Subject Female Male Total 
f % f 0/0 f 0/0 

--
I Amharic - - 7 4.5 7 4.5 
2 English - - 26 16.8 26 16.8 

. -
3 Mathematics - - 6 3.9 6 3.9 .- . - -,. - -
4 Geography 6 3.9 31 20.0 37 23.9 
5 History - - 21 13.5 21 13 .5 
6 Physics - - 7 4.5 7 4.5 
7 Chemistry - - 7 4.5 7 4.5 
8 Biology - - 6 3.9 6 3.9 
9 ICT - - - - - -
10 Economics - - - - - -
11 Business - - - - - -
12 Others 7 4.5 31 20.0 38 24.5 

Total 13 8.4 142 91.6 ISS 100.0 

4.5 The reasons why teachcrs lert or would leave government secondary schools 

Teachers leave or intend to qu it teachi ng in government secondary schools for economic reasons 

or other fac tors that may ari se due to intrinsic/extrinsic problems. Principals and practicing 

teachers were asked to rate the major possitle reasons as to why teachers leave government 

secondary schools. 
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Table X: Responses of principals and practicing teachers to why teachers leave teaching in 

government secondary schools 

No Reason for Icaving Respondents 

Principals Practicing teachers rl-f2 Ii' 

MClIu SO Ranf< mean SO Rank 

I Low salary compared to other occupation 4.5 1 .707 2 4.68 .83 1 2 0 0 

2 Lack of different incentives 4.67 .485 I 4.72 .7 17 I 0 0 

3 Interruption of career structure 3 .. 61 .850 6 4.21 1.070 3 3 9 

4 Lack of opportunity for further educat ion 2.61 1.145 12 3.49 1.388 12 0 0 

5 Poor school administration 2.62 .850 II 3.39 1.267 13 -2 4 

6 Low social status accorded to teachers 4.33 .485 4 4.17 1.106 4 0 0 

7 Student disciplinary problems 3.17 1.150 7 4.09 1.076 5 2 4 

8 Interference of local authorities on 2.78 1.060 9 3.93 1.203 6 3 9 
teaching learning process 

9 Absence of participatory decision making 2.72 .958 10 3.80 1.090 9 I I 

10 Evaluating teachers on the basis of their 2.56 .784 13 3.92 i.298 7 6 36 
political outlook 

II Availability of opportunity of other 4.50 .283 3 3.91 1.371 8 -5 25 
occupations with bcner payment and 
incentives 

-
12 Inadequate facility of, Ihe school for 2.83 .857 8 3.62 1.227 II -3 9 

teaching learning process 

IJ Low initial commitment for Ihe 4.22 .943 5 3.74 1.199 10 -5 25 
profession on the part of the teachers 

Spearman Rank Correlation Coefficient 1', - 0.78 

Table X shows the responses of principals and practicing teachers on the pushing and pulling 

factors . As mentioned by practicing teachers, the most significant factors that made former 

teachers leave and initiate practicing teachers to leave teaching in government secondary schools 

of the region in rank' order 1st to 3rd were: inadequacy of incentives (mean= 4.72), low salary 

(mean = 4.68) and interruption of career structure (illean~4.7.l).They also ranked low social 

status accorded to teachers, student disciplinary problems and interterence of local authority 111 

fourth, fifth and six order respectively. 
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Furthermore, Table X shows that all of the specified reasons were rated above the expected 

average mean value (Mean = 2.50) by both groups. The mean value had a maximum of 4.72 and 

a minimum of 2.56 and the overall average mean of the two groups was 3.97 and 3.47 

respectively for practicing teachers and principals. In many of the items the ranking of the two 

groups is similar. However, in contrast to practicing teachers, item 4, 5, 8, 9, and 10 were rated 

with mean value between 2.56-2.78 by the principals. This might be because the reasons, 

particularly item 5 and item 9 were directly or indirectly related to the principals. In this regard, 

therefore, the responses of the teachers and that of the principals were contradictory. It might be 

inferred from this that some principals were so satisfied with their performance that they could 

not see the decision-making in the eyes of the teachers. There was also a considerable difference 

in the ranking of the other two items: item 8 and 10, which might also be because the activities in 

these items were implemented by the school administrators, though there would be external local 

interference. 

The computed Spearman's Rank Correlation Coefficient (r, critical=.568, N=13) indicated that, 

there was a statistical difference between the two groups in prioritizing problems, which 

practicing and former teachers encountered. 

In general, for all the specified reasons, the mean value rating scores were greater than the 

expected mean value (2.50). This shows that all of the reasons had <: sigr:.ificant impact on teacher 

turnover. Therefore, unless effort is made to minimize these factors in time, they would have an 

adverse effect on the retention of qualified teachers, which in turn results in poor quality of 

education. 

4.6 Major Causes of Teacher Turnover in SNNPRS 

From the results discussed above, one can infer that many experienced and qualified teachers 

leave or were ready to leave government secondary sc)1ools in the region. In order to investigate 

and analyze the major causes of teacher turnover in detail , both fo rmer and practicing teachers 

were asked to rate their level of satisfaction on their work- or environment-related variab les. 

The level of satisfaction were categorized into four (4=highly satisfied , 3= satisfied , 2= 

dissatisfied and 1 =highly dissatisfied). The variables are purposely grouped according to their 

similarity for easy discussions and the responses are disGussed in detail under separate topics. 
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4.6.1 Inadequacy of Salary and Lack of Incentives 

Pay on its own does not increase motivation. However, financial motives are likely to be 

dominant among teachers in developing countries where pay and other material benefits are (00 

low for individual and household survival needs to be met (Benne!!, 2004:2). This shows that 

only when these basic needs have been met that it is possible for higher-order needs, which are 

the basis of true job satisfaction, to be realized. Table XI, summarizes the responses of practicing 

and former teachers on their level of satisfaction in relation to teacher salary and incentives. 

Table XI: Respondents' satisfaction on adequacy of salary and incentives 

No Item Respondent Level of satisfaction 
teachers 

4 3 2 I 
X' 

f % % f % f 0;':, 

I Adequacy of Former 6 3.9 2 1 13.5 96 6 1.9 32 20.6 40.222 
teachers salary to . 
meet financial 
obligation Practicing - - 22 8.1 11 8 43.4 132 48 .5 

2 Availability of Former 3 1.9 3 1.9 53 34.2 96 61.9 34.025 
different 
incentives Practicing 5 1.8 17 6.3 63 23 .2 187 68.6 

As can be seen in Table XI, with regard to adequacy of teachers ' salaries, 250(9\.9%) of the 

practicing and 128 (82.5%) of the former teachers stressed that ihey were highly di ssatisfied or 

they were dissatisfied by teachers' salary. The remaining 8.1 % and 17.4% of the practicing and 

former teachers respectively were less dissatisfied. Table XI also depicts the level of satisfaction 

on the availability of different incentives. Among the former and practicing teachers, 149(96. 1 %) 

and 250(9\.9%) of them respectively indicated that they were highly sati sfied/dissati sfied with 

the lack of different incentives. This shows that teachers have neither adequate salary nor 

incentives. This enhances the dissatisfaction of practi cing teachers, and might be one of the 

reasons for former teachers to have quitted government ~econdary schools. 

The chi-square result (X'critical =9.384, df=3, 0.= 0.05) further, shows that there was a statisti cally 

significant difference between the opinions of the practicing and former teachers. That is, as can be seen 

from the frequency table (Table XI), practicing teachers were more dissatisfied with the inadequacy of 

salary and lack of incentives for teachers. This might be due to the fact that cost of living is 

increasing from time to time whereas teachers ' salary is constant. Therefore, practicing teachers were 

experiencing much stress due to the high inflation recently. As compared to the time when 
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former teachers were teaching, practicing teachers would find difficult to financially manage 

themselves and their family with their current salary. 

For further investigation of the problem, Table XII summarizes a comparative salary analysis of 

former teachers and practicing teachers with similar experience and qualification. 

Table XII: Comparison of monthly salary of practicing and former teachers. 

Total Respondents Monthly salal; 
service 943-1255 1256-1435 1436-1635 1636-1780 Above 1780 
years f 0/0 f % f 0/0 f 0/0 f 0/0 

0-5 Former 3 1.9 - - - - - - - -
Practicing 83 30.5 3 l.l 3 l.l - - - -

6-10 Former 3 1.9 14 9.0 6 3.9 9 5.8 - -

Practicing 11 4.0 17 6.3 - - - - - -
11-15 Former 3 1.9 3 1.9 4 2.6 21 13 .6 19 12.3 

Practicing 9 3.3 18 6.6 9 3.3 6 2.2 - -
Above Former 6 3.9 3 1.9 3 1.9 24 15.5 34 21.9 
15 Practicing , 3 l.l 30 11.0 45 16.6 23 8.5 12 4.4 

Former 15 9.6 20 12.8 13 8.4 54 34.9 53 34.2 
Total practicing 106 38.9 68 25.0 57 21.0 29 10.7 12 4.4 

Table XII depicts that among the respondents having the same qualification and years of 

experience, only 41(15 .1 %) of the practicing teachers ~ere paid above 1635 birr per month while 

107(69.0%) of the former teachers earned above 1635 birr per month. Thus, former teachers who 

left teaching in government secondary schools since 2002/3 were paid better than their counter 

parts in secondary schools. 

4.6.2 Lack of Respect and Support 

Many teachers leave government secondary schools as a result of the problem associated with 

respect and support accorded from supervision and mentoring bodies. Table XIII, summarizes 

the satisfaction/dissatisfaction with these issues of teachers in SNNPRS secondary schools. 
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Table XIII: Practicing and former teachers' level of satisfaction/dissatisfaction with respect 

and support 

No Items Respondent Responses 

4 3 2 t X' 
f % f % f % I' % 

t Respect accorded to teachers Practicing 15 5.5 72 26.5 10.7 39.3 78 28 .7 64.339 
by parents Former 3 1.9 . 3 1.9 53 34.2 96 62.0 

2 Respect accorded to t~achers Practicing 22 8.0 . 54 19.9 93 34.2 103 37.9 9.737 
by the community Former 15 9.6 . 44 28 .4 59 38. 1 37 23 .9 

3 Respect accorded to teachers Practicing 22 8.1 30 ! !.O 102 37.5 118 43.4 27.256 
by the local government Former 9 5.8 38 24.0 74 47.8 34 21.9 
bodies Former 6 3.9 57 36. 7 72 46.5 20 12.9 

4 Support rendered by Practicing 8 2 .9 46 16.9 121 44 .5 97 35.7 16.262 
supervisors from woreda Former 3 1.9 10 6.5 97 62.6 45 29.0 
education office 

5 Effectiveness of school level Practicing 10 3.7 107 39.3 110 40.4 45 16.5 39. 526 
supervision Former 15 9.7 88 56.8 52 33 .5 - -

6 Community support of Practicing 8 2.9 36 13.2 t26 46.3 102 37.5 6.798 
teachers Former 12 7.7 14 9.0 76 49.0 53 34 .3 

7 Mentoring and supporting new Practicing 23 8.5 76 27.9 92 33.8 81 29.8 95.855 
teaches to enhance their Former 3 1.9 12 7.7 107 69.0 33 21.3 
motivation and commitment 

Items 1-3 in Table XIII show practicing and former teachers' ratings of respect they get from 

different community members. The result indicated that more than 70.0% of each group of 

respondents was not satisfied with the respect they get from parents, local community and 

government bodies. Only a few respondents of each group (less than 30.0%) were less 

dissatisfied with the specified issues. In relation to th~ responses to items 4, 5 and 6 as depicted in 

the Table XIII, 218 (80.2%) of the practicing and 142 (91.6%) of the former teachers indicated 

that they were not satisfied by the support they obtained from woreda education supervisors. The 

respondents also indicated that they were dissatisfied by the effectiveness of school level 

supervision. Moreover, 228 (84.0%) of the practicing and 129 (83 .3%) of the former teachers 

were dissatisfied with the community support. On the contrary, research on teacher turnover has 

consistently found that approval and support of supervisors at different levels and community 

support are important ingredient in teachers' job satisfaction, and their decision to remain in or 

leave teaching (Chapman, 1994: 23). 

Research has also shown that mentoring is an effective tool in improving teachers' retention 

(Darling - Hammond, 1997: 8). However, as item 7 in the table shows, most of the practicing 
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teachers (63 .6%) and former teachers (90. 3%) pronounced that mentoring and support rendered 

for new teachers was not satisfactory. 

A chi - square test of significance was computed in order to see whether the two groups had a 

similar or different perception on the given items. The test result revealed that for three degree of 

freedom at .05 level of significance, the calculated values are greater than the tabulated value (X2 

critical = 9.384) except for item 6. From this one can conclude that there was a significant 

difference between the responses of the two groups on the maj or factors listed under respect and 

support. However, there was no significant variation in rating item 6. 

4.6.3 Poor Interpersonal Relationships 

An intimate relationship among and between teachers, school administrators and woreda 

education officials needs to be established in order to facilitate dynamic interaction among them. 

Hence, positive relationship is very important for better education and development for both 

school children and community members who could inf\uence teachers to stay in the profession . 

Table XIV: Satisfaction level of practicing and former teachers with interpersonal 
relationships. 

No Items Respondent Reslonses 
4 3 2 1 

r % r % r % r % X' 
Former 9 5.8 38 24.0 74 47.8 34 21.9 

1 Relationship between Practicing 20 7.4 11 9 24.5 83 30.5 50 18.4 9.320 
school administrators Former 6 3.9 51 43.7 56 36.1 42 27. 1 
and teachers 

2 Relationship between Practicing_ 6 2.2 63 32.9 119 43 .8 84 30.8 20.560 
woreda officials and Former 6 3.9 18 11.6 100 64.5 31 20.0 
teachers 

3 Collegial relationship Practicing 43 18.8 142 52.2 53 19.5 34 12.5 41.846 
among teachers Former 6 3.9 57 36.7 72 46 .5 20 12.9 

Items 1-3 in the table depict the relationship between teachers with other concerned bodies 

(school administrators, wereda education officials) and collegial relationship among teachers. As 

the results show, 203 (74.6%) of the practicing and 131 '(84.5%) of the former teachers indicated 

that they had weak relationship and they were dissatiSfied with this situation. Moreover, the 

relationship between teachers and woreda officials was also distressing. Amusingly, a significant 

number of respondents (32.0%) practicing and (59.4%) of former teachers also confessed that 

there was weak relationship among colleagues. These results confirm that there was weak 
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interpersonal relationship between teachers and other concerned bodies. However, in a 

decentralized administration, power and authority wa,s given for the local administrators and 

woreda educational officials so that they could create a :good and coliaborative working situation. 

To this effect, they were expected to communicate with and involve teachers and other concerned 

bodies in decision making and thereby so lve problems that exist in and around the schools, 

A chi-square test of significance was computed in order to see whether the two groups had 

similar or different perception of the specified items. The test result revealed that for three 

degree of freedom at .05 level of significance, the calculated values were greater than the 

tabulated value (X2 critical = 9.384, df=3) except for item 1. From this, one can conclude that 

there was a significant difference between the responses given by the two groups on the major 

factors given under interpersonal relationships. However, there were no significant variations in 

rating item 1. 

4.6.4 Poor Working Conditions 

Table XV: Practicing and former teachers' level of satisfaction with working conditions 

No Items Respondent Res~onses 

4 3 2 1 X' 
F % r % F % r % 

1 Class room conditions Practicing 14 5. 1 40 14.7 122 44.9 96 35.3 2.431 
Former 6 3,9 25 16.1 79 51.0 45 29.0 

2 Conduciveness of the Practicing 11 4.0 57 21.0 131 48.2 73 26.8 21.039 
school environment to the Former 3 1.9 9 5.8 83 53,6 60 38.7 
teaching learning process 

3 Avai lability of Practicing 14 5.1 60 22.1 139 51.1 59 20.7 5.617 
instructional materials Former 3 1.9 25 16,1 86 55.5 41 26.5 

4 Students enthusiasm to Practicing 6 2.2 44 16.2 131 48. 1 91 33.5 2.032 
learn Former 6 3.9 28 18.1 77 49.7 44 28.3 

5 Manageable student Practicing 5 1.8 31 11.4 122 44.9 114 41.9 45.294 
discipline Former 3 1.9 41 26.4 92 59.4 19 12.3 

6 General security ofthe Practicing 23 8.5 90 33.1 95 34.9 64 23.5 29.386 
work place Former - - 28 18.1 78 50.3 49 31.6 

7 The commitment of the Practicing 5 1.8 61 22.4 118 43.4 88 32.4 8.4 12 
organization to teachers Former 3 1.9 21 13 .6 88 56.8 43 27.7 

The practicing and former teachers were asked to rate their level of satisfaction with some 

working conditions listed. Table XV depicts their respOI1ses, frequency count and the 

corresponding percentage. 

The results in the table reveal that most of the practicing and former teachers were dissati sfi ed 

with the working conditions of their schools. Unsatisfactory working conditions like large class 
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size, shortage of instructional materials, disruptive students, insecurity of the working place may 

account for part of the reasons for teacher turnover (Coolahan, 2003: 65-67) 

Due to large class size, teachers could not effectively follow up the activities performed by their 

students. In most secondary schools of the region, classes were overcrowded and the problem is 

worse in urban schools in which the class size ranges from 80-123 students. About 218 (80.2%) 

of the practicing teachers were generally dissatisfied with the classroom conditions. 

As indicated in Table XV, majority of both, 71.8% practicing and 82.10% former teachers, were 

also dissatisfied with the scarcity of instructional maierials in the schools. Furthermore, both 

groups were not satisfied with the declining situation of students' interest to learn and the 

growing misbehavior of students. From the responses, one can infer that the two working 

conditions (item 4 and item 5) were the most frustrating situations prevailing in government 

secondary schools of the region. That was why more than 226 (86.8%) of the practicing and 

111(71.7%) of the former teachers were dissatisfied with students' disciplinary problems and lack 

of interest to learn. 

The security of the work place was reported as dissatisfactory or highly dissatisfactory by 159 

(58.4%) and 127 (81:9%) of practicing and former teachers respectively. In contrast to the above 

respondents, the remaining 113 (41.6%) practicing teachers and 28 (18.1%) former teachers 

expressed less dissatisfaction with the existing s6~urity of their work place. 

In an open ended question, most former teachers indicated the reason why they left secondary 

schools of the region. The most prominent factors that dissatisfied and pushed them out of 

government secondary schools were students' disciplinary problems and insecurity of the work 

place recently. 

In general, the working conditions in secondary schools of the region were becoming a growing 

concern and were aggravating the dissatisfaction of practicing teachers. This in turn was inducing 

teachers to leave teaching in government secondary schools. Hence, the security of the work 

place should be one of the major concerns of all individuals, including school administrators, 

teachers, parents, local community, and government bodies. They are expected to make utmost 

effort to solve the problem from the source. 
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The chi-square test shows that for three degree of freedom at .OS level of significance for items 2, 

S and 6, the calculated value was greater than the critical value (X2 critical = 9.348). This shows 

that there was a statistically significant difference between the two groups on rating the level of 

satisfaction with the indicated items. For the rest items the result shows that there was no 

significant difference between the practicing and former teachers in rating their level of 

satisfaction with the items because the calculated values are less than the chi-square critical 

value. The findings concerning working conditions as a source of teacher turnover markedly 

corresponds with the result obtained in other studies (Ayalew, 1991 ; Getachew, 1999; Manthei, et 

aI., 1996). 

4.6.5 Lack of Recognition and Absence of Career Development 

Table XVI: Principals and practicing teachers' level of satisfaction with recognition and 
promotion 

No Items Respondent Responses 
X' 

4 3 2 1 
f % f % f % f % 

I Opportunity for further Practicing 15 2.5 74 27.2 85 31.3 98 36.0 33.7 10 
education Principals 2 11.1 16 89.9 - - - -

2 Recognition given to Practicing II 4.0 56 20.6 120 44.1 85 31.3 17.028 
successful performance Principals 2 Il.l 10 55.6 6 33.3 -
of teachers 

3 Teachers participation Practicing 27 9.9 110 40.4 71 26.1 64 23.5 205.675 
in school decision Principals 6 33.3 12 66.7 -
making 

4 Career structure Practicing 6 2.2 52 19.1 91 33.5 123 45.2 17.577 
promotion Principals 2 Il.l 7 38.9 9 50.0 - -

Table XVI summarizes the rating of practicing teachers and principal:' on some factors which 

could increase satisfaction of teachers with their profession. The first factor in the category was 

the opportunities their job gave teachers for further education. The result indicated that majority 

of the practicing teachers 183 (67.3%) were not satisfied with the opport\!J1ity they had for further 

education. However, all the principals were satisfied with the issue raised. As it is known, the 

main objective of professional development is to ensure strategy for teachers to improve their 

academic competence and professional skill. 

In relation to the response to item 2 as indicated in the table, 20S (7S.4%) of the practicing 

teachers were not satisfied with the recognition given to teachers having good performance. In 

contrast to this, 12 (66.7%) of the school principals were satisfied with the recognition given to 
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successful teachers. The responses of the two groups of respondents were contradictory for which 

there might be two possible reasons. There was either no recognition given to successful teachers 

or the criteria used for selection of efficient teachers might be unfair. Scholars like (Herzberg, 

1964) indicate that if recognition was given to competent teachers it would highly motivate 

teachers to work. 

As indicated in Table XVI, 137 (50.4%) of practicing teachers were satisfied with their 

participation in decision making while 135 (49.6%) of them were not satisfied with participation 

of teachers in school decision making. But all the principals (100.0%) expressed that teachers 

were participating in school decision making. This shows that teachers desired significantly 

greater participation than they actually experienced at all levels. 

Item 4 in Table XVI depicts the opportunity of career structure promotion of teachers. As one can 

see from the table, the opportunity for career structure promotion was de-motivating for 214 

(78.7%) of the practicing teachers and 9 (50%) of principals. Teachers in general had been 

deprived of the opportunity for career structure promotion. 

The chi-square test was computed to check if there were perceptual differences between the two 

groups (practicing teachers and principals). Accordingly, the result revealed that the critical value 

of chi-square test was' found to be less than the calculated value in all items in the table (X2 

critical = 9.384, df = 3). The reason for the variation could be that the principals by virtue of 

privilege for the stated cases often neglect the actual condition. 

4.6.6 Administration Related Problems 

Table XVII: Rating perception of principals and practicing teachers of selection and 
transfer criteria 

No Items Respondent Responses 
4 3 2 1 X' 

F % f % f % f % 
I Fairness in handling Practicing 9 3.3 51 18.8 99 36 .4 11 3 41.5 8.629 

teachers promotion Former 2 11.1 I 5.6 II 61.1 4 22.2 
2 Fairness in teacher Practicing 9 3.3 36 13.2 127 46.8 100 36 .7 19.633 

transfer Former 2 11.1 7 38.9 9 50.0 -
3 Fairness in selecting Practicing 12 4.4 56 20.6 96 i 35.3 108 39.7 18.644 

cflndid;lIf'<;; flil" fl lrl hrr r. " '" .. II' " - ,,' 77 ~ , I '"1"1 '1 

~lllH" .HLVII 

4 Fair criteria used for Practicing 3 1.1 44 16.2 102 37.5 123 45.2 2 1.167 
selection of principals and Former 2 1.1 0 33 .3 10 55 .6 - -
supervisors 
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The practicing teachers and school principals were asked to rate their level of agreement about 

fairness of the criteria used at school to perform administrative activities. 

In Table XVI, the result indicated that teachers were di ssatisfied with the career structure 

promotion opportunity. Item 1 in Table XVII also shows that 212 (77.9%) of the practicing 

teachers were dissatisfied with the way teacher promotion was handled. Like the teachers, 15 

(83.3%) of the school principals were dissatisfied with the way teacher promotion was carried 

out. In the open-ended part of the questionnaire, the principals indicated that promotion was not 

given for all efficient teachers. The number of teachers who should get the promotion was 

initially limited by woreda education officials. The chance of promotion is not determined by the 

number of dedicated teachers, rather the promotion determines the number of dedicated teachers. 

Consequently, even very hard-working teachers may lose the cha.,lce of promotion. This situation 

is more likely to de-motivate efficient teachers and thereby make them reluctant to remain in the 

profession. 

With respect to fairness of teacher transfer, item 2 shows that 227 (83 .5%) of the practicing 

teachers and 9 (50.0%) of the principals were dissatisfied with the criteria used for teacher 

transfer due to its lack of fairness . It is, therefore, apparent that majority of the teachers were 

dissatisfied with the way teacher transfer was handled. Previous studies had also found that the 

teachers doubted the fairness of transfer (Ayalew, 1991 ). 

Regarding responses to item 3 in the table, most of the practicing teachers 204 (75.0%) were 

dissatisfied with the criteria used when selecting candidates for further education because of its 

unfairness. In contrast, 14 (77.8%) of the principals indicated that the criteria used to select 

candidates for further education is fair. 

In their response for the open-ended part of the questi'mnaire, practicing teachers indicated that 

the responsibility of selecting candidates for further education was given for woreda education 

officials and the final approval was made by woreda government bodies (cabinet members at 

woredal zone level). Therefore, most of the time, the opportunity for further education was given 

to those who work in the woreda or zone office or to teachers who had a closer relationship with 

principals and the woreda officials. 
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The data for item 4 in Table XVII indicates that 225 (82 .7) of the practicing teachers were 

dissatisfied with the criteria used for selection of principals and supervisors as they felt that it was 

unfair. Surprisingly, those principals who were blamed by most teachers assuming that they were 

selected unfairly were also dissatisfied with the criteria used for selection of principals and 

supervisors in the region. This might entail that some principals were assigned without their 

interest, and thus, they were dissatisfied with the activities in their school which would likely be 

full of external interference. 

The trend of placement of secondary school principals in the region was, by and large, the 

responsibility of woredaJ zone cabinet members' appointment. However, MOE recent directives 

comment that the selection committee should include students, teachers, parents and community 

members so as to give everyone a sense of participation in the selection of principals and 

supervisors. 

Moreover, all items in the table were tested to see whether or not there was a difference between 

practicing teachers and principals in their perception of fairness of administration and 

justifiability of the criteria used at school to perform different activities. Accordingly, the 

calculated chi-square result for all items except item 1 exceeded the critical value (X2 critical = 

9.384 with df = 3 at .05 level of significance). The result revealed that there was a statistically 

significant difference between the two groups of respondents. Here, the implication is that the 

ratings of the two groups to express their level of satisfaction/dissatisfaction were not the same. 

Yet, the statistical test result does not indicate significant differences for rating the level of 

satisfaction in item 1 on the table. 

4.6.7 Problems Related to Deployment 

Table XVIII: Practicing and former teachers' ratings of satisfaction with deployment 

No Items Respondent Res onses 
s 4 3 2 I X' 

F % ' f % f % f % 
I Deployment in areas Practicing 8 3.0 1'05 38.6 116 42.6 43 15.8 

distant from one's family Former 9 5.8 6'0 38.7 57 36.8 29 18.7 3.370 
2 Deployment in areas Practicing II 4.0 103 37.9 III 40.8 47 17.3 11 .269 

where there is alieni Former 3 1.9 49 31.6 87 56.2 16 10.3 
different language and 
culture 

3 Separation from husband / Practicing 12 7.8 60 39.5 
., 
~ ; . 30.9 33 21.7 29.254 

wife due to area of Former - - 37 34.3 47 43.9 24 22.2 
deployment or transfer 
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Table XVIII depicts that 159 (58.5%) oflhe practicing teachers were di ssatisfied and 86 (55.5%) 

of the former teachers had been dissati sfied with the deployment away from their fam il y. The 

response for item 2 in the table also reveals that 158 ' (5 8.1 %) of the practicing teachers were 

dissatisfied and 103 (66.5%) of the former teachers had been dissati sfied with the deployment in 

areas of alien language and culture. Furthermore, item 3 in the table shows that 80 (52.6%) of 

married practicing teachers were dissatisfied with deployment as it resulted in spousal separation. 

Likewise, 71 (65.7%) of the married former teachers had been dissatisfied with this factor. 

In general a significant number of both the practicing and former government secondary school 

teachers reflected that they were dissatisfied with the deployment in areas which were far from 

family and where there was alien culture and language. The computed chi-square result shows 

that the opinions of the two groups did not indicate a statistically significant difference (X2 = 

3.37, df=3) for item I. However, for item 2 and 3 the chi-square results of the test show that for 

three degrees of freedom at alpha 0.05 level of significance, the calculated values (X2 = 11 .27 

and X2 = 29.25 respectively) were greater than the critical value (X2 = 9.384). Thus, it is safe to 

conclude that there is a statistically significant differe.nce of view between the two groups in 

rating their level of satisfaction. 

4.7 Intention of Former and Practicing Teachen for the Profession 

A survey study conducted by Tennessee State Board of Education (2000) on teachers' vIews 

about teaching profession shows that 63.0% of the respondents reported that they would choose 

to become a teacher again. Furthermore, the former teachers who left the profession were asked 

whether they would plan to return to the teaching profession or not and about 64.0% of them 

replied that they had plans to return to the profession. 

A similar question was raised for the respondents of this study. The views of practicing and 

former government secondary school teachers of SNNPRS about their wi llingness to become a 

teacher again are summarized in the subsequent tables (Table XIX to Table XXI). 
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Table XIX: Practicing and former teachers' willingness to become a teacher again 

Item Respondents 
If you could go back to your college days Practicing Former 

and start over, would you become a teachers teachers 
teacher ae:ain? 

Response f 0/0 f % 
A. Definitelv ves 21 7.7 16 10.3 
B. Probablv ves 62 22.8 22 14.2 
C. Probably No 43 15.8 53 34.2 
D. Definitely no 146 53 .7 64 41.3 

Total 272 100.0 155 100.0 

Table XIX shows that 83 (30.5%) of the practicing and 38 (24 .5%) of the former teachers would 

like to become a teacher again. However, 189 (69.5%) of the practicing and 117 (75.5%) of the 

former teachers reported that they would not choose to become a teacher again. This finding is 

similar with that of initial commitment of practicing and former government secondary school 

teachers for the profession. From the result, it is possible to conclude that most practicing and 

former teachers under the study joined the profession not for positive professional reasons, and 

still they could not develop positive perception of the profession - an issue which calls for the 

attention of the government bodies in the region. 

Table XX: Future intention of practicing teachers 

Item and responses Response 
Do you plan to give up teaching Respondent's 

in government secondary schools Sex 
f 0/0 

A. Yes Male 150 55 .1 
Female 29 10.7 

B.No Male 58 21.3 
Female 35 12.9 

Total 272 100.0 

Table XX reveals that out of 64 females, more than half or 35 (54.7%) of them did not plan to 

leave government secondary schools. Similarly, out of 208 males, 58 (27.9%) reported that they 

did not intend to quit. Overall, 93 (34.2%) of the total respondents do not plan to leave 

government secondary schools. On the other hand, 179 (65.8%) of the total respondents replied 
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that they planned to leave government secondary schools. Therefore, this shows that majority of 

the practicing teachers in government secondary schools of SNNPRS had the intention to quit. 

From this it can be inferred that a considerable nwnber of practicing teachers' retention in the 

profession/stay in government secondary schools is determined by circumstances like alternative 

job opportunity. 

Table XXI: Former ~eachers' response on whether they plan to return to the profession 

Item Respondent's sex Response 
If you are not teaching, do you f 0/0 

plan on returning to the teaching 
profession? 

A. Yes Male 29 18.7 
Female - -

B. No Male 102 65.2 
Female 13 9.0% 

144 92.9 
Total 

Table XXI depicts that out of 144 (92.9%) former teachers, who voluntarily quitted teaching in 

government secondary schools, 115 (74.7%) of them indicated disinclination to return to the 

teaching profession. Only 29 (18.7%) of them reported that they had the intention to return to the 

profession. Respondents, who responded to the questions about 'reason for leaving' and 

'willingness to become a teacher again ' II (7.1%), did not respond to the ' plan to return'. This is 

because by the time these data were collected, they were teaching in private and government 

higher institutions in the region. 

4.8 Major Consequences of Teacher Turnover 

The shifting of teachers from government secondary schools to other organizations and/or their 

movement to other education institutions in pursuit of better working conditions are costly 

phenomena, both for students, who lose the value of being taught by an experienced teacher, and 

to the schools and districts, which must recruit and train their replacement. 

In order to explore magnitude of the consequences of secondary school teacher turnover in 

SNNPRS, interviews were conducted with SNNPRSEB head and sampled woreda education 

office heads. School principals and practicing teachers were also asked in the open-ended part of 
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the questionnaire to write the main problems they encountered due to teacher turnover in their 

school. Based on the respondents' reports and the researcher's experience and observation, 

consequences of teacher turnover identified from the region in general and from the sampled 

schools in particular were summarized as follows. 

Armstrong (2001 : 374) suggests that when we think the cost of tmnover, we should consider 

leaving cost, direct cost or recruiting replacements, opportunity cost of time spent for recruitment 

and training, as well as direct cost of training new starts until they are fully trained. The 

respondents of the current study also reported that the cost incmred to train candidates for teacher 

education was high. The high rate of loss of qualified (degree or second degree - holders) 

teachers meant higher cost wastage compared to the cost incmred to train diploma or TTl 

graduates. Consequently, the region had been experiencing a great crisis as the number of 

qualified teachers leaving secondary schools in the region had been increasing in the last half 

decade. 

When more qualified teachers leave government secondary schools, it causes school staffing 

problems. Under such circumstances, the schools were also compelled to assign less qualified 

teachers for the level which created shortage at the second cycle of primary education. Moreover, 

some school principals and woreda education officials expressed their concern that due to 

shortage of qualified teachers in some subject areas, their students were being taught by under­

qualified teachers. Some teachers were also forced to teach subjects other than their field of 

specialization. Consequently, students achieved lower result in grade 10 national examination and 

grade 12 national higher education entrance examinations. In the absence or shortage of qualified 

and even under-qualified teachers, some schools went so far as to pay per-diem from their 

meager income for professionals who had been working in other organizations or institutions. For 

instance, in Dilla Secondary and Preparatory School, Health and Physical Education teacher was 

part-timer, whereas Virga Cheffe Secondary Schooi lCT teacher and Kebena Gata Secondary 

School Geography teacher were part-timers as well. 

Some students also incmred cost by paying tutorial fee due to shortage of some subject teachers 

in their school. Furthermore, parents incurred additional cost for house rent, for transportation 

and food when sending their children away from hom.e in search of better education. Students 

also incurred time cost in moving away from their family's home. 
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School staff as a whole suffered from stress by workifJg for long hours as a result of shortage of 

teachers which in turn affected their commitment to work. On the other hand, teachers' transfer is 

delayed, which disheartened dedicated teachers and reduced their enthusiasm to work. In 

addition, as more qualified and experienced teachers left the school continuall y, some of the new 

recruits were frustrated and they had unfavorable attitude towards the profession. 

4.9 Some Proposed Strategies to Alleviate Teacher Turnover 

School principals, practicing and former teachers were asked to forward their suggestion for 

possible changes that would minimize teacher turnover. Furthermore, the practicing teachers and 

sampled school principals were asked to put a tick mark on questions related to intervention to be 

made to alleviate teacher turnover problem in government secondary schools of the region. Table 

XXII contains interventions to be made as recommended by the respondents . 

Table XXII: Suggestions proposed to alleviate the problem of teacher turnover 

Res~onse 

No Items Practicing I Principals 
teachers (N~272) ,~,~ 18) d= rl-r2 d' 
f % r, f % r, 

I Reconsidering teachers' salaries to be at least 272 100.0 I 17 94.4 2 - I I 
proportional to others with similar experience 
and qualification. 

2 Providing incentives for efficient teachers 206 75.7 . 9 IQ_ 55 .6 9 0 0 
3 Improving the working environment within the 262 96 .3 3 14 77. 8 5 -2 4 

school 
4 Participating teachers in decision-making at all 243 89:3 8 I S 83.3 4 4 16 

levels 
5 Providing house and medical services for 253 93 .0 5 12 06.7 7 -2 4 

teachers at a low cost 
6 Granting respect to teachers on the part of 250 91.9- 6- II 6 1.1 8 -2 4 

government bodies 
7 Supporting new teachers through induction and 114 71.3 10 16 88.9 3 7 49 

mentoring 
8 Serting fair and clear criteria for promotion and 254 93 .3 4 13 72.2 6 -2 4 

transfer 
9 Merit assignment of principals and supervisors 246 90.4 "7 9 50.0 10 -3 9 
10 Improving disciplinary problem of students 268 98.5 2 18 100.0 I I I 

Spearman Rank Correlation Coefficient r~ =0.440 

It is clearly revealed in Table XXII that all the items were SUppOI t...-l by mo,·e than half of the two 

groups of respondents. The practicing teachers rated the options in rank order of item 1(100.0%), 

item 10 (98.5%), item 3 (96.3%), item 8 (93.3%), item 5 (93.0%) etc, and they ranked item 7 last 
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(7l.3%). The principals on their part, ranked the recommendation item 10 (100.0%), item 

(94.4%), item 7 (88.9%), item 4 (83.3), etc. and they ranked item 9 as the last option (50.0%). 

To see whether the ranking of the two respondent groups differs statistically or not, it is shown by 

employing the Spearman - Rank Order of Correlation. The calculated rs at N = 10 and alpha at 

0.05 level of significance (two - tailed) is 0.44. Here, it is shown that the calculated value is less 

than the critical value (r, critical = .648). This revealed that there was similarity between the 

rankings of the proposed suggestions in order of priority by both categories of respondents. In 

some items like item 7, a large gap is observed in ranking between the two groups; while 

principals ranked it third in order of importance, practicing teachers ranked this item last. This 

shows that helping new teachers was not practiced at school level and hence most teachers could 

not see its value. On the other hand, research findings stress the value of staff induction for 

minimizing turnover rate. For instance, a study conducted by Tennessee Department of 

Education (2002) affirms that new teachers' turnover rate can be cut in half through 

comprehensive induction, a combination of high quality mentoring. Therefore, in order to make 

government secondary schools better, the above proposed suggestions need to be given due 

attention by the order of their priorities on the part of education officials and other concerned 

bodies. This in turn, would help encourage teachers in governmo:::nt secondary schoub of the 

region to remain in the profession. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSION AND RECOMMENDATIONS 

This is the last chapter of the study ' where summary of the major findings, conclusions and 
! 

feasible recommendations are presented, 

5.1 Summary 

The purpose of this study was to identify the major causes of teacher turnover in government 

secondary schools of SNNPRS and to find possible preventive strategies that could encourage 

teachers to stay in the profession, Particularly, the study attempted to: review the extent of 

turnover in government secondary schools of the region, investigate those groups which had 

more tendency to turnover, identify the major push and pull factors which were responsible for 

turnover, assess the view of practicing and former tcachers for the profession, examine the 

consequences of teacher turnover on schools and suggest some possible strategies for alleviating 

the problems of teacher turnover in SNNPRS, 

The subjects of the study were practicing teachers in the, sampled schools, former teachers, who 

left govemment secondary schools since 2002/03 , school principals, woreda education otlice 

heads and the region education bureau officiaL Data were collected through questionnaire, 

interview and document analysis, By employing percentage, Speal'man- rank order correlation 

and chi-square as statistical tools, data were analyzed and major findings of the study were 

summarized and presented in the forthcoming paragraphs, 

Based on the result of the data collected and analyzed, the following findings were obtained, 

1, The result of the study showed that majority of the practicing and fonner government 

secondary school teachers of the region joined the teaching profession without thcir 

interest in teaching as a career, 

2, From a group, of leavers, due to high job opportunity, social science subject (Geography, 

English and History) teachers ranked first to third respectively, The result also showed 

that females, in terms of sex and first and second degree-holders, in terms of qualification 

were more inclined to quit. Furthermore, from the perspective of experience, teachers 
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with more than 6 years of teaching experience quitted government secondary schools. Out 

of the 142 former male teachers 104 (73.2%) of them had above ten years experience in 

teaching. 

3. Majority of the respondents were dissatisfied or less satisfied with most of the 30 work­

and environment-related variables in the questionnaire. The respondents rated their level 

of satisfaction with the specified variables below the average; less than 20.0% of 

practicing and former teachers were satisfied or less dissatisfied with these variables in 

government secondary schools of the regioq. Some of the prominent reasons for 

dissatisfaction or less satisfaction of practicing and former teachers were: 

inadequate salary and lack of incentives; 

serious student disciplinary problems; 

unfair criteria used for selection, promotion and deployment; 

low status accorded to the teaching profession by the community; 

lack of respect and support from different community members including local 

governing bodies; and 

Weak inter-relationships. 

These were some of the key factors that made former teachers leave and practicing teachers 

intend to leave teaching in government secondary schools of the region. 

4. Regarding the intention of practicing and former teachers toward the teaching profession, 

out of 155 former and 272 practicing teachers, only 33 (24.5%) and 83 (30.5%) of them 

respectively, expressed their willingness to become teachers again. While 179 (65.8%) of 

the practicing teachers were inclined to leave government secondary schools, out of 64 

practicing female teachers, 29 (45.3%) of them planned to leave government secondary 

schools. On the other hand, out of the 144 former teachers who left teaching altogether 

voluntarily, only 29 (20.1 %) of them all of whom were males had the intention to return 

to the profession again. 

5. Some of the consequences of teacher turnover were identified through the interview and 

the open-ended part of the questionnaire. The rapid rate of qualified and experienced 

teacher turnover affected pupils achievement in national examination; parents and 
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students were compelled to incur additional costs for house rent and traveling expense in 

search of better education, school staff as a whole suffered physically due to work load 

and mentally due to colleagues rapid quitting. Furthermore, in some areas the more 

valuable time and effort was devoted by head teachers, school administrators and woreda 

education officials to paper work and other task involved in transferring and appointing 

staff. Lastly the co-operative school community link is likely to be low in some remote 

areas (rural secondary schools). This is because the community perceived that very few 

teachers were willing to stay and teach their children. 

5.2 Conclusion 

Initial commitment to the teaching profession is a prerequisite for further commitment to 

continue in the profess ion and fo r job satisfaction (Gold, 1996: 553). The finding of this study 

shows that assigning trainees to join teacher education without their interest affects the 

motivation of the trainees. These candidates who were assigned to the teaching profession 

without initial interest or commitment would be less efficient in their career and are less likely to 

bring about the desired result in the students they teach. Nationally, the government in the 

existing institutions of higher education and in a number of alternative programs commits 

substantial resources to the preparation of teachers. From the scarce resource, a large proportion 

of it was allocated to teacher preparation and used on individuals who never enter teaching and 

an additional resource is used on individuals who teach fewer years. If these resources were 

applied to the preparation of good candidates who enter the profession and remain in teaching 

more than a few years, a significant improvement could be expected in the quality of teacher 

preparation. 

Salary was found to b~ positively related with satisfaction. The findings that 250(91.9%) of the 

practicing teachers were dissatisfied by the low salary they earn implies t:lat teachers still feel the 

amount of money they earn is not sufficient to meet the demands of life and it is not proportional 

with the task they perform. This requires further study and necessary adjustment at a national 

level, if quality education through a satisfied teaching force is desired. 

Teacher turnover is a significant phenomenon and a dominant factor driving demand for new 

teachers. Shortage of experienced and qualified teachers was observed in most government 

secondary schools of the SNNPRS primarily due to teachers moving from or leaving their jobs at 
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relatively higher rates. This is particularly crucial point because it is precisely those kinds of 

professionals that have a better chance for employment in other government or non-government 

organizations, but that are needed by government schools of the region. '" 

Teachers' recruitment program done by regional educ~tion bureau and woreda education office 

alone could not solve the staffing problems of schools unless they could address the problem of 

teachers ' retention. It is understandable that schools are not simply victims of unavoidable 

demographic trends, and there is a significant role for the management of schools in both the 

origin of and solution for school staffing problems. The data suggest that improvements in the 

conditions of the teaching job would bring about the desired outcome. Particularly, improvements 

in teachers' salary and incentives, criteria used for promotion, selection and deployment, student 

disciplinary problems, support from different community members and local government bodies, 

participating teachers in decision making, etc., would all contribute to lower rate of turnover. 

These in turn diminish school staffing problems and he:1ce u!timately enhance the performance of 

schools. 

5.3 Recommendations 

Based on the summary of findings and conclusion of the study, the following possible solutions 

are suggested to alleviate teacher turnover, increase retention of teachers and make teaching an 

attractive profession in SNNPRS. 

I. Initial commitment to teaching profession is a prerequisite for further commitment to 

continue in the profession and for job satisfaction. To increase initial commitment to 

teaching profession, the government needs to. design different strategies that improve the 

status of teachers. This is because having high status plays a significant role not only in 

attracting academically well-equipped and experienced teachers but also in encouraging 

them to remain in the profession. To improve the low status of teaching in SNNPRS, the 

following suggestions are forwarded: 

1. The SNNPRSEB with woreda education office may perhap~ previde special rewards like 

medals, educational opportunity, land for building their house, moneyl material, etc. in 

the form of incentives for the best teachers of tre year who are selected on the basis of 

their performance. It is also possible to extend the reward to more experienced teachers 
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who serve as good models for beginners. This could enhance teachers' motivation 

because of the recognition given to long time retention in the profession. 

11. The SNNPRSEB in collaboration with the regional government can design programs that 

promote through different mass media about the importance of education in general and 

the key role teachers play in enhancing the quality of education in particular. 

iii. The woreda education office and regional eduqation bureau could also try their best to 

make teaching 'a more attractive profession thrqugh the use of incentives in the form of 

hardship allowance, travel allowance, subsidized housing, provision of family medical 

care and training opportunity as well as freeing teachers' fan1ily from cost sharing in the 

second cycle of secondary education. 

2. Poor working condition may discourage teachers to remain in the profession or in government 

secondary schools of the region. If the working conditions improved in each secondary schools of 

the region, teachers might be more motivated to work there. Therefore the following suggestions 

are forwarded to regional education bureau and woreda education offices. 

i) Provide adequate instructional materials as much as possible. 

ii) Mobilize the community along with government and non-government organizations to 

construct additional classes and to limit the number of students in a classroom . 

iii) Provide more effective school level instructional supervision and support. 

iv) Enhance the first teaching experience through teacher induction and mentoring 

programs for beginning teachers within the school. This will be performed by giving 

training for school administrators and experienced teachers in classroom observation 

and peer coaching strategies. 

3. Using unfair or unclear criteria for selection of principals and supervisors, for deployment, for 

selection of candidates for further education etc. de-motivate teachers and decrease their 

retention. Therefore the following are suggested to improve the problems observed 111 

government secondary schools of the region. 

The regional education bureau may well formulate standard criteria or policy which 

works throughout the region for selection of principals and supervisors, deployment of 

teachers and promotion ofteachers. 
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11 The woreda education office should carry out the selection of principals and supervisors 

as well as the promotion and deployment of teachers according to the policy or 

standardized criteria set by the regional education bureau. 

III The school principals need to evaluate the performance of teachers based only on the 

academic performance of teachers to achieve the goal of education. 

4. Some of the causes of teachers' dissatisfaction in government secondary schools in the region 

were attributed to student misbehavior. This problem can be addressed through appropriate 

policies set by the consensus of concerned bodies: parents, students, teachers, community 

representatives, school administrators and local government bodies. Hence, the woreda 

education officials with school administrative bodies, taking the matter seriously, need to take 

some corrective measures that involve all stakeholders including the community, parents, 

students and teachers. 

5. In order to bring about quality secondary education the region has been aspiring for long, 

teachers' job satisfaction survey should be done at some interval by the regional education 

bure.au and woreda education offices. This helps to know the level of their respective 

teachers' satisfaction and dissatisfaction and more importantly to identify and address those 

work related conditions which account for their levei of dissatisfaction. 

6. Finally, the study of teacher turnover is a relatively new area of engagement in the region, 

and there is evidently a wide room for additional investigations. Indeed each of the sources of 

teacher turnover , considered in this study (example poor working conditions, criteria for 

selection or deployment etc.) can be studied in greater depth. 
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APPENDIX - A 

Addis Ababa University 
School of Graduate Studies 

College of Education 
Department of Educational Planning and management 

Questionnaires Filled by Practicing a nd Former Teachers 

Dear Teacher/Colleague 

The main purpose of thi s questionnaire is to coll ect information about the cause of teachers' 

turnover among government Secondary Schools of South Nations, Nationalities and People's 

Regional State. It is designed to learn more about you and your future working place. 

The success of the study entirely depends up on your genuine, sincere and timely response to 

each question. Therefore, you are kindly requested to fill the questionnaire honestly and 

responsibly; I would be most grateful if you would answer all the questions in the questionnaire. 

The study is purely academic and hence all the information will be kept confidential. 

General Di,-ection 

• You are not required to write your name. 

• Indicate your response by wri ting, circling or marking',;' , 

• Write short and brief answers or additional opinions, if any, on the space provided. 

• It is possible to use Amhari c or English when giving comments. 

• Single stared (*) questions were answered by practicing teachers and double stared (**) 

questions were answered by former teachers. 

• All questions not starred were answered by practicing and former teachers 

Thank you! 
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Section One: Personal Information. 

1.1 Sex 

1.2Age 

A) Male (~--') 

A) 21 and below 0 

E) 37-410 

1.3 Marital Status 

B) Female ('-_~) 

B) 22-26 0 C) 27-310 0) 32-36 D 
F) 42 and above 0 

A) Married 0 B) Divorced 0 C) Widowed 0 D) unmarried D 
1.4 Quali fication 

A) Diploma 0 B) BA/BSc 0 C)MAlMSc 0 

D) Other _ ___ _ 

1.5 Field of specialization _____ _ 

1.6 Service year 

1) In teaching ____________ _ 

2) In other occupation 

3) Total ____________ ____ _ 

1.7 The llame of the school where you are teaching I last taught _________ _ 

(") J.8 Year of leaving government secondary school __________ _ 

1.9 Your monthly salary 

A) 943-1255 0 B) 1256-14350 C) 1436.16350 

0) 1636-1780 E) J 781 and above 0 
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Section Two: Initial reasons jiJr becoming a teacher. Five a lternatives are given: indi ca te 

w hether you strongly agree, agree, undecided, disagree, or st rongly 

disagree with each statement. 

Read each question and make a thick ( ,/) mark in the space provided for the response " 'hi ch 
best expresses your own view. For open ended questions please write down the answer that you 

think is correct. 

NO. Initial reasons for becoming a Strongly Agree undecided Disagree I Strongly 
teacher agree I disagree 

2. 1 Interested in teaching as a career 

2.2 [joined the profession to ease my 
I economic problem 

I 
2.3 [joined teaching as a last 

aLernative due to lack of other 
job/or training opportunity 

2.4 [ was pushed by the Ministry of I 
education to join teaching 

I 
2.5 Teaching had comparative 

advantage in terms of payment by 
the time [ was employed 

2.6 [ thought teaching would contribute 
to my personal and educational 
improvement 

2.7 Teaching serves as a spring board 
for other jobs 

2.8 The college or university assigned 
me to teaching stream based on my 
first year result 

2.9 [fthere were any other reasons that forced yo u to join teaching, not stated in the above [able, 

please specify them 
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Section Three: Some characteristi cs of the cnvironmems which determine level of sati s l;lcti on or 

teachers are li sted below. They are about teachers' sala ry, status, working condition , 
organ izational admini stration, supervision, personal li fe , poss ibility of growt h, 

recognition and so on. Read each statement careful ly and put 'V"'mark below the 

number of your response for each statement. 

The numbers indicate: 4= highly satisfied 3= Satisfied 2= Dissa tisfied 

1 = highly dissatisfied 

No. C haracteristics of the environment 4 3 2 1 

3.1 Salary and Incentives 

I Adequacy of teacher monthly salary to meet financial obl igations 
and support own family 

II Availability of different incentives 

3.2 Respect and Support Accorded 

I Respect accorded to teachers by parents 

II Respect accorded to teachers by the community 

III Respect accorded to teachers by the local government bodies 

IV Technical support rendered by supervisors from woreda education 
office 

V Effectiveness of school level supervIsion 

VI Community support of teachers 

VII Mentoring and supporting new teachers to enhance their motivation 
and commitment 

3.3 In terrelationships 

I Warm relationship between school administrators and teachers 

II Warm re lationship between wereda officials and teachers 

III Collegia l relationship among teachers 
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3.4 Working Conditions 
I 

I Attractive Classroom conditions 
I 

II Conduciveness of the school env ironment to the teaching learning I 
I process 
I 

III Ava ilability of instructional materials 
, 

Students' enthusiasm to learn 
, 

IV Manageable Student disc ipline 

V Good security of the wo rk place 
I 

VI The commitment of the organization to teachers 
I 

3.5 Recognition and Promotion (*) 

I Opportunity for further education 

II Recognition given to successful performance of teachers 

III Teachers ' participation in school decision making 

IV Career structure development 

3.6 Fairness of Criterion Used (*) 

I Fairness in handling teacher promotion 

II Fairness in teacher transfer 

III Fairness in selecting candidates for further education 

IV Fair criteria used for selection of principals and supervisors 

3.7 Deployment 

I Deployment in areas di stant from one's famil y 

"IT Deployment in areas were there is alien (different) language and 
culture 

III Separation from husband! wife due to area of deployment or 
transfer 

88 



3.8 . Please write if there are any satisfying or d: 3sati si"ying activiti es performed in yo ur schoo l 
other than those mentioned above 

3.9. Mention any activ ities you think are essential, but are not performed in your school 

3. 10. If you could go baek to your college/uni vl.rsity days and start over, would you become a 

teacher again? 

A) Definitely Yes D B) Probably Yes D C) Probably No D D) Defi nitely NoD 

3. 11 . In recent years, there is higher job opportunity for teachers in other government or non­
government organizations than before. 

A) Strongly Agree D 

D) Disagree D 
B) AgreeD 

E) Strongly Di sagree D 

C) Undecided D 

3. 12. If your response for Q (3. 11) is strongly "gree or agree why do you think thi s is so? 

1). __________________ _ 

2). _________________ _ 

3). _ _____________ ____ _ _ _ 

(*) 3. 13 Do you have a plan to give up teaching in government secondary school in the near 

nlture? 

A) YesD B)NoD 

3.14. If your response for Q (3 .1 3) is 'Yes' why do you plan to leave? _________ _ 

3. 15. If you r response for Q (3. 13) is' No ' please give your reasons. __________ _ 
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(**) 3.16. I r you are not teaching, do yo u plan on retu rning to the teaching profession? 

A) Yes D B)No D 
3. 17. If yo ur response to Q (3.16) is 'No', please write the reason(s) for your intention not to go 

back to the Profession. _________________________ _ 

3. 18 lfyour response to Q (3.16) is 'Yes', Why? ________________ _ 

(*) Section Four: The following are some of the poss ible reasons why teachers leave government 

secondary schools. Read each statement carefully and put ' .f'mark below the 

number of your response for each statement. The numbers indicate: (fi lled by 

practicing teachers) 

5= strongly agree 

2 =disagree 

4=agree 3= undecided 

1 =strongly disagree 

No Some possible reasons for teachers leaving government 
secondary schools 

4.1 Low salary compared to employees with similar qualification 
and experience in other occupations 

4.2 Lack of different incentives 
4.3 The interruption of career structure 
4.4 Lack of oppOitunity for further education 
4.5 Poor school administration 
4.6 Low social status accorded to teachers b~ the community 
4.7 Student disciplinary problems 
4.8 Unnecessary interference of local authorities on the teaching 

learning process 

~ Absence of palticipatory decision making 
4.10 Evaluating teachers on the basis of their political outlook 

4.11 Availability of oppOitunity of other occupations with better 
payment and incentives 

4.12 Inadequate facility of the school for teaching learning 
process 

4.13 Low initial commitment for the profession on the part of the 
teachers 

Choices 
5 4 3 2 

4.14. [fthere were any other reasons that push teachers to leave govenU11ent secondary school, 

please write them. 
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4.15. The num ber of teaehers who leave seconda ry schools has increased over the past five yea rs. 

A) Strongly Agree B) Agree C) Undecided 

D) Disagree E) Strongly Disagree 

4.16. If your response for Q (4.15) is strongl y agree or agree, why do yo u think so? _ ___ _ 

(*)Section five: Questions Related to Interventions to be made is given below. Read each 

question and make a thick ( ,/ ) mark in the space provided for the response which 

best expresses your own view (filled by practicing teachers) 

No Item More than one 
choice is possible 

5. 1 Reconsidering teachers' salaries to be at least proportional 

to others w ith simi lar experience and qualification. 

5.2 Providing incentives for efficient teachers 

5.3 Improving the working environment within the school 

5.4 Participating teachers in decision-making at all leve ls 

5.5 Prov iding house and medical serv ices for teachers at a low 

cost 

5.6 Granting respect to teachers on the part of government 

bodies 

5.7 Supporting new teachers through induction and mentoring 

5.8 Setting fair and clear criteria for promotion and transfer 

5.9 Merit assignment of principals and supervisions 

SID Improving disciplinary problem of students 
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.Y7 
Section Sex: Genera l Comment 

<=--

6. 1 What strategies do you think should be dcyi sed from all concerned bodies to make teaching 

an attracti ve profession and to retain teachers in the profession? 

6. 1.1 from teachers' side. __________ ----------------

6. 1.2 from school administrators. _______________________ _ 

6.1.3 from the community _ ________________________ _ 

6. 1.4 from students. ____________________________ _ 

6. 1.5 from government in general _______________________ _ 

6.2 If you have any comment or op inions regarrling teachers' turnover, please li st them down. 

1). ____ -- ____________________ _ 
2). ______________________ _ 

3). ________________________________ _ 
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APPENDIX- B 

Addis Abaha University 
School of Graduate Studies 

College of Education 
Department of Educational Planning and Management 

Questioners filled by Gover'nment Secondary School Principals in SNNPRS 

Dear Principal 

The main purpose of this questionnaire is to collect information about the causes of teachers' 

turnover among government Secondary Schools of South Nation, National iti es and People 

Regional State. It is designed to learn more about you and your future working place. 

The success of the study entirely depends up on your genuine, sincere and timely response to 

each question. Therefore, you are kind ly requested to fill the questionnaire honestly and 

responsibly; I would be most gratefu l if yo u wou ld answer all the questi ons in the questionnaire. 

The stud y is purely academic and hence all the information will be kept confidenti al. 

General Direction 

• You are not required to wri te your name. 

• Indicate your response by writing, circling or marking'./ ' 

• Write short and brief answers or additional opinions, if any, on the space provided. 

• It is poss ible to use Amharic or Engli sh when giv ing comments. 

Thank you! 

" 
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Section One: Personal Information. 
1.1 Sex 

A) Male ('-__ ) B) Female (L_.-J) 

1.2 Age 

A) 2 1 and below 0 B) 22-26 0 .C) 27-3 10 0) 32-360 

E) 37-41 0 F) 42 and above 0 

1.3 Marital Status 

A) Married 0 B) Divorced 0 C) Widowed 0 D) unmarried D 
I.4Qualification 

A) Diploma 0 B) BA/BSc C C) MAl MS 0) Others __ 

1.5 I'ield of specialization _____ _ 

1.6 Service yearls 

1) In teaching ___ _ 

2) In other occupation ___ _ 

3) Total ______ _ 

1.7Your Birth Place (Please write only the name of the region) ____ _ 

I.SThe name of school you are working in ___________ _ 

I .9The level of schoo l 

A)9-IOO 8)11-1 2 0 C) 9-12 0 
1.1 OYour current monthly salary 

A) 943-1255 0 

C) 1436-16350 

B) 1256-14350 

0) 1636-17800 
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Section Two : Some cha racteri sti cs of the environments which detcnlline leyd of satis lucti on ()I' 

teachers are listed below. They are about teachers ' sa lary. status. working conditi on. 

organi zat ional administration. supervision, personal li fe , poss ibility or growth , 

recognition and so on. Read each statement carefull y and put ' y" mark below the 

number of your response for each statement. 

The numbers indicate : 4= highly satisfied 3= Satisfied 2= Dissatisficd 

1= highly dissatisfied 

No. C haracteristics of the environment 4 3 2 I 

2.1 Fairness in handling teacher promot'on 

2.2 Fai rness in teacher transfer 

23 Fairness in selecting candidates for further education 

2.4 Fair criteria used for selection of principals and supervisors 

2.5 Opportunity for further education 

2.6 Career structure development 

2.7 Recognition given to success fu l performance of teachers 

2.8 Teachers' participation in school decision making 

.. 
2.9. Please WrIte If there are any actI VitIes performed III your school which may sati sfy/dI ssatis fy 

you other than those mentioned above. 
A) ________________________ __ 
B) ________________________ __ 

2.10. Mention any other activities you think are essential but not performed in yo ur school. 

A) ______________________ __ 

B) ________________________ _ 

2. 11. In recent years, there is higher job opportt:nity for teachers in other government or no n­

government organizations than before. 

A) Strongl y Agree D 
D) Disagree D 

B) Agree D C) Undecided D 
E) Strongl y Disagree D 

2.12. If your response for Q (2 .11 ) is strongly agree or agree wh y do yo u think thi s is so? 

1).--___ - ------ ---- ----

2). ____ _____________ _ _ 
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Section Th r ee: The follo\\"i ng are some of the poss ible reasons why Icachcrs leave 

government secondary schools. Read each statement carefull y and put ,../ ' mark 

be low the number of your response fo r each statement. The numbers indicate: 

No 

3.1 

S=strongly agree 

2=Disagree 

4=Agree 3= Undecided 

1 =Strongly disagree 

Some possible reasons for leaving government secondary 
schools 5 

Low salary compared to employees with similar qualification 

C hoices 

.j 3 2 

i , 
I 

i 
1 

I and experience in other occupations 
1-

3.2 Cack of different incentives 

3.3 The interruption of career structure 

3.4 Lack of 0pp0l1unity for further education 

3.5 Poor school administration 

3.6 Low social status accorded to teachers by the community 

3.7 Student disciplinary prob lems 

3.8 UIIDecessary interference of local authoriti es on the teaching 
learning process 

3.9 Absence of participatory decision making 

3. 10 Evaluating teachers on the basis of tlleir political outlook 

3, 11 Availability of opportunity of other occupations with better 
payment and incentives 

3. 12 Inadequate faci li ty of the school fo r teaching learning process 

3. 13 Low initial commitment for the profess ion on the part of the 
teachers 

3.14. If there were any other reasons that pushed teachers to leave government secondary school, 

please li st them. 

A) ____________________ __ 

B) ______________________ __ 

C) ______________________ __ 

3. 15. The number of teachers who leave secondary school has increased over the past fi ve years. 

A) Stro ngly Agree 0 
D) Disagree 0 

B) AgreeD C) Undec ided 0 
E) Strongly Disagree 0 
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3. 16. If your response for Q (3. 15) is strongly agree or agree, why cl o you thin k so? ____ _ 

3.17 Which subject do you think has hi gh teacher turn over in you school 

1. ___________________________ _ 

2 ___________________________ _ 

, 
J. _ ____________________________ _ 

3. 18 Which group of teachers has a higher tendency to turnover? 

3. 18. 1 Sex a) Male 0 
3. 18.2 Quali fication a) Diploma 0 

b) Female 0 
b) BAlBSc D 

d) Other _____ ___ _ _ 

3. 18.3 Experience a) Beginners less than 5 years D 

b) Experienced (6 Years and above) D 

c) MA/MScO 

3. 19. What efforts were made by the school management so far to retain teachers in the schoo l? 
Please mention some of the efforts made. _ _____ _____________ _ 
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Section four: Questions Related to Interventions to be made is given be low. Read each 

question and make a thi ck ( ./) mark in the space provided for the response which 

best expresses yo ur own view. 

No Item More than one 
choice is possible 

4.1 Reconsidering teachers ' salaries to be at least proportional to 

others with similar experience and qualification. 

4 .2 Providing incenti ves for effic ient teachers 

4.3 Improving the working environment within the school 

4.4 Participating teachers in decision-making at all levels 

4.5 Provid ing house and medical services for teachers at a low cost 

4.6 I Granting respect to teachers on the part of government bodies 

4.7 Supporting new teachers through inducti'ln and mentoring 

4.8 Setting fair and clear criteria for promotion and transfer 

4.9 Merit assigrrment of principals and supervisions 

410 Improving discipl inary problem of students 

Section Five: General Comment 

5.1 What strategies do you think should be devised fro m all concerned bodies to make teach ing 

an attractive profession and retain teachers if] the profession? 

5.1.1 from teachers' side. ____ _____________________ _ 

5.1.2 from school management/ leadersh ip ___________________ _ 

5.1.3 from commun ity ___________________________ _ 
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5. J.4 from stud ent s __________________ ___________ _ 

5. 1. 5 from government in general ___________________ _ _ __ _ 

5.2 Ify()u have any comment or opinions regarding teachers ' turnover, p lease li st them down. 

1). ____ ------------------

2). ________________ _____ _ 

3). ___________ -'--_ _ _____ ______ _ 

4) _____________________ ___ 

99 



APPENDIX - c 
Addis Ababa University 

School of Graduate Studies 
College 0/ Education 

Department of Edu cational Planning and Mannagement 

An interview to be conducted with SNNPRS Education Bureau and Wereda Education Desks. 

1. How do yo u see the commitment of teachers for their profession? 

2. What is the trend of government secondary school teachers' turnover at the region/ wereda 

level? 

3. Which group was more prone to turnover in terms of sex, qualifi cation, experience and 

subject area in your weredalregion. 

4 . What are the major fac tors that force teachers to leave the SNNPRS government secondary 

schools? 

5. Wh ich or'gan izati ons (non government or government) often attract/employ those teachers 

who leave government secondary schools? 

6. Are there problems encountered as result of teacher turnover at region and wereda level? 

Huw did you tackle these problems? 

7. What measures do yo u suggest to be taken in order to reduce teachers' turnover and attract 

the best recruits to the profess ion in general? 

8. Please, forward if YO ll have any other suggestions (or comments) in relation to the problem. 

Thank you' 
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APPENDIX -D 

Quantitative Data Collecting Format 

I . Wereda I School Name _________ __ ~ 

2. Teachers' attrition! turnover from the school 

S. no Qualific No of Teachers Academic Years 
alion 1995 1996 1997 1998 1999 

E.C E.C E.C E.C E.C 
M F M F M F M F M F 

2.1 Diploma Who were lare at 
work 
Who left the school 
due to different 
reasons 

2.2 1st Who were lare at 
Degree work 

Who left the school 
due to di fferent 
reasons 

2.3 2"a Who were lare at • 
Degree work 

Who left the school 
due to different 
reasons 

101 



APPENDIX - E 

Teachers turnover among government secondary schooLs in 2004105 by 
zonel or speciaL wereda ill SNNPRS. 

' 0. ZO I1C/S jl.wcrcda Number of tea chers Number of teach ers left % 

I Gurage 262 33 12.5 

2 !-Iad ia 314 37 11.8 

3 K.T 193 26 13.) 

4 Gcdeo 125 25 20 

5 Sidmna 294 31 10.5 

6 Garno Gora 3 12 25 8.0 

7 Bench maj i 92 12 13.0 

8 Kern 89 19 21.3 

9 Slu:ka 67 II 16.4 

10 Debub 0 1110 43 5 11.6 

I I \Vo layta 320 23 7.1 

12 Sil te 100 13 13 .0 

13 Awassa Towil 164 12 7.3 

14 Yelll 5p 22 3 13.6 

15 Bu ~ii 51' 16 3 18.8 

16 Amaro Sp. 32 14 43 ,8 

17 Konso Sp. 50 10 20 .0 

18 Derashie Sp. 33 4 12.1 

19 Kanta Sp. 10 2 20.0 

20 Alaba Sp. 33 2 6.1 

21 Dawero 88 10 11.4 

22 Baskcto Sr . 
" 

2 16.7 

Tota l 267 1 322 12.01 

(Sollrce: dOClimellt of SNNPRS Teacher Associatioll 3010712005) 
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