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ABSTRACT 

This study was aimed at investigating the pressing issue of the reasons why teachers leave 
the leaching profession and the factors that contributed to or aggravated the exodus from 
teaching. It was also intended to identify preventive strategies to reduce attrition and 
increase teacher retention. 

To conduct the study, a descriptive survey was employed. For this purpose, the study was 
conducted in fo ur sample regions of Ethiopia: Addis Ababa, Afar, Amhara and Oromia. 
From these regions samples were taken fi'om 12 Zones, 20 Weredas, 46 Primary and 12 
Secondary Schools. Randomly selected samples of practicing teachers (N = 884) offormer 
teachers (N= 282) fi'om primary and secondmy schools and of prospective teachers 
(N= 162) ./i·olll eight teacher edllcation inslitlltions Ivere involved in filling qllestionnaires to 
prol'ide first hand information. 1l1terviell 's anclJocus group discussions were carried out 
wilh educatioll ailicials ./i"0111 REBs, ZEDs. WEOs and incumbent school principals and 
teachers. 111 addition, various doclllllel1ls and personal observations and experiences were 
IIsed as insl/'lll/1ents to collect dalc( Data analysis Ivas lIIade by using statistical tools such 
as percentage. mean, Chi-square, rank order correlalion coeffiCient and t-test to identifjl 
whether there were differences and agreements among Ihe respondents on several variables. 

The study revealed that average teacher attrition rate per annum in the three years period 
(/996/97-1998/99) Jor the four Sampled Regions was about 3%, the highest (7. 4%) in Afar 
Region (a peripheral region), and the lowest (1.3%) in Addis Ababa (an urban region). Over 
a similar period, among the teachers with certificate, diploma and degree holders abaul 1%' 
5% and 8% of them respectively lefi the profession annually. Annual rate of allrition for 
primmy school feachers Jound to be about 1% , in contrast to the rate of attrition of 
secondary school teachers that reached 5.3 %. The ./Clilure ornew graduates to turn-ujJ 
before starting the profession also aggravated attrilion. Within the three years period 
(/996/ 97 - 2000/01) among the new graduates 14.1 % of diploma and 19.1% of degree 
holdersfailed to report to Afar, Amhara and Oromia regions collectively. 

Former teachers lefi their jobs mainly for the reasons which are in rank order: the low 
social prestige accorded to teaching by the society at large, low economic and financial 
benefits, lack of tramfer, unfavourable working conditions within schools, administrative 
problems. lack of pro./essional career development. difficulties of living conditions, 
overloaded work. limited chanceforfiu·ther edllcation and lack ol instruclional support. 

The study also revealed that the majority of former and practiCing teachers lacked initial 
commitment to teaching Substantial number of practicing teachers disclosed that they 
would not prefer to stay in teaching. The majority of prospective teachers in the degree 
programme joined teacher education programme withollt being interested. 

The new career structure and salary scale hasfailed to bring about the intended purpose of 
retaining teachers as they lefi the profession at a significanl rate. Almost all practicing 
teachers disclosed that the career structure lacked the power to motivate teachers. 

Finally, Ihe sllldy discusses the consequences as resull olteacher alfrition and suggestions 
are forwardedfor how policy decision-makers in the MOE, REB, ZED, WED as well as in 
schools and communities, can help reduce allrilion, enhance retention and attract the best 
recruits to teacher education programmes. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1. Background of the study 

One of the key factors towards improving the quality of education is the effectiveness of 

teachers. The teacher is the most important resource in an education system in any society 

(Oliveria and Farell , 1993:7). The teacher also p lays a majo r rol e in the deli very of quality 

edllcatio n. Ed llcational quality, as measured by students academi c achievement , has been 

shown to bc iJ rgely a function of teacher quality (Avalos and Hadad, 1979: 156; Fuller, 1986: 

18). The age. sex, and experi ence of teachers as well as the salary or other " rewards" they 

rece ive are al so factors in qllality education (Cummings in Tatto, Nielson & Cummings, 

1991 :6) 

Over the last decade many African countries have experienced a rapidly increasing demand 

for education. a decline in national resources available to support education, and a drop in 

teacher quality and preparation (Oynor,1998: 16). Orowing national and international 

commitments to uni versali zing pr imary education and improving its quality during the 1990s 

have, paradox icall y coincided with a global deterioration of teaching and teachers' condition 

of work (UNESCO, 1998:21). 

In order to ensure effecti ve implementati ons of educational reforms towards an overa ll 

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

levels of a country's' educat ion system, there needs to develop a teaching force that is 

motivated and committed (Befekadu, 1998: 375). Researchers in the field such as Fuller 

(1986:20- 1); Dove ( 1986 :308); Ava los and Hadad (1979: 161); Rust and Dalin (1 990: 19) 

assert tha t teachers are the agents of all c llrricllium implementation, and their centrality to the 

education system can therefore not be overemphasized. The teach ing profess ion has the 

responsibility for the care of generations of school children. Besides the home, the school is 

the most important and most influential institution in the education of the growing person. 

Those people who are entrusted to mould the character of the learner and help the learner 

acqu ire useful knowledge and skill s are also expected to be good role models. It should be 

noted therefore that the teacher is the most crucia l factor in achieving the objectives of 

education of a country. 



Nevertheless, as addressed in the document of lLO (1996:23-4), the drastic worsening of 

teachers' working conditions and the consequent brain-drain of qualified and experienced 

teachers to other professional fi eld have threatened the quality of education. For instance 

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

improvement in educational quali ty. Further, Murray ( 1997: 179-8) goes on to add that the 

loss o f experienc·ed teachers is seen as a threat to instructional quality and as a waste of scarce 

resources s ince replacement teachers have to be recru ited and trained. · Teacher train ing is 

expensive and the investment is lost when teachers once tra ined, leave teaching 

(M urray, 1997: 180). 

Professional quality is di rectly inter-connec ted with the quality of life. It is therefore logical 

and understandable that teachers with very low incent ives who are able to upgrade their 

formal qua lification, look for better job alternatives. In connect ion to this, Chapman and 

Hutcheson (1982: 102) stated that the attrition of teachers is an issue of increas ing concern in 

the education system of Sub-Saharan African countries. Moreover SIDA (2000:8) po ints out 

that for working conditions those teachers in some African countries who stay in the 

profession, whether trained or not, prevent them from performing their duties as teachers, 

because they need to earn extra income. Lockheed and Verspoor (1991 :93) also noted the 

often precarious· classroom situation without adequate facilities , necessary equipment and 

teach ing material s, overcrowded classes, new demands and high expectations from teachers 

by students and parents have been found to act as hindrance to effective role fulfi llment by 

teachers. 

The problems of high teacher attrition have their roots in the recent history of the development 

of education systems in many developing countries (Gb ttelmann-Duret & Hogan, 1998:26). 

Education systems gniw rap idly in response to both increas ing population and increasing 

participation rates. In consequence, the rapid growth in the teaching force put great strain on 

nationa l education budgets at a time when many countries were experiencing serious 

economic and fisca l problems that in turn, caused deterioration in the remuneration of 

teachers (Chapman, Synder and Burchfield, 1993:308). 

Often Sub-Saharan African countri es became enmeshed in multi -faceted problems, with 

fewer we ll -qua li fied teachers in front of large classes, in poor facilities, without textbooks or 

2 



other forms of instructional assistance, Il1 a system managed by staff poorly prepared for 

responsibility. The cumulati ve problem as mentioned above contributed to low teachers' 

wo rking conditions and that lead to voluntary teacher attrition (UNESCO 1998:22; Nhundu,. 

1999:2 1-3). These, again caused a drop in the quality of education. 

Governments of developing countries are now rea lizing that low educational quality has 

serio us ncgm ive consequences 0 11 the continued development of other secto rs o f the economy 

(Fu ller. 1986: 2). Improvements in educa tion, hea lth. agri culture and economic sectors depend 

on an educated workfo rce. In order to prepare knowledgeable and skilled man power for 

development. many developing countri es, including Ethiopia have set a new educati on 

policies and strategies . An essential part of the po licies and strateg ies tn virtually all of the 

developing countries was to upgrade the effecti veness of the teaching fo rce (Dove, 1986:54). 

However wri ters such as Oliveira and Farell (1993 :7) , Chapman, Synder and Burchfield 

(1 993 :303), have identified that in many African countries teachers once trained, tend to leave 

teaching. This has lead to a widespread interest in identifying ways that a country's 

investment in its teachers can be protected . Chapman (1994 :47) , in his study of the causes of 

teacher attri tion in some developing countries, concluded that to a great ex tent, high levels of 

teacher at trit ion can be expla ined by low teacher morale. The high teacher attrition occurred 

largely due to the lack of fi nancial and other incentives for teachers, inappropriate recrui tment 

and promotion pol icies, weak ad mi nistrati ve support for teachers such as late salary pay, 

inadequate instructi onal support and poor communications (Zymelman and Destefano, 

1989: 18). 

Despite the realization of the gravity of teacher attri tion in Ethiopia, studies conducted in tlus 

a rea have been scarce and lack depth. Therefore, thi s study is conducted to di agnose the 

problem fro m its di ffe rent angles and to suggest possible policy strategies for moti vating and 

retaining teachers and thus to reduce attrition. 

1.2. Statcment of the pl'oblcm 

The Ethiopian education system is beset by low access, inequity, declining quality and 

ineffic iency (MO E, 1998: 1-3) . Over the last fi ve years Ethiopia has experienced , a rapidly 

increas ing demand fo r education, a dec line in resources to support educati on and a drop in 

teacher qua li ty and preparation that resulted fro m the education system being ex panded faster 
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than qualified teachers could be recruited or trained. Many schools are suffering from 

shortage of qualifi ed and experienced teachers . More specifically MOE, (1999:62-71) 

indicated that about 12% , 7 1 % and 60% of teachers are found to be untrained or sub qualified 

in the I Sf cycle primary (grades I - 4), 2"d cycle primary (grades 5 - 8 ), and in senior 

secondary schoo ls (grades 9 - 12), respectively. Even the formall y "qualified" teachers are 

generally considered to have rece ived professional training of rather poor quality. 

According to the target set in the 5-year Educat ion Sector Development Programme (ESOP), 

the pri mary schoo l pupils' enro llmen t ratio will increase from 30 percent to 50 percent within 

1997/98 to 2001102. The goa l is to attain uni versal primary education by the year 2015 

(MOE. 1998:5). In consequence the implementation action plan of ESOP placed great 

emphasis on the supply of thousands of trained teachers annually. However, the recent 

projection on teacher supply and demand revealed the unatrainability of the supply of teachers' 

with the current capacity of teacher training institutions. Therefore the annual supply of 

trained teachers lags substantially behind demand (MOE, 1999). 

So, there is a bottleneck problem within thi s broader framework of the endeavour to supply 

the required number of trained teachers and so improve the qua li ty of and access to education. 

One particular threat is the current trend of increased teacher attrition in Ethiopia. 

Data collected from four regional states -Amhara, Benshangul Gumuz ; Oromia and Somali 

in the recent five years (1995/96-1998/99) revealed that, more than two thousand primary 

school teachers have left teaching for various reasons. The vo lume of teacher attrition in 

secondary schools in the above Regional States and including Harari , in the past four recent 

years (1996/97 - 1999/00) was found to be about seven hundred . 

. ,. 
The loss of experi enced. teachers is seen as a threat to instructional quality and a barri er to the 

nationally set goa l to improve enrollment. The investment in teacher education and training is 

lost when teachers trained through pre-service and in-service leave teaching permanently. 

An incentive scheme " Teachers' Career Structure" has been put into practice since 1995/96 as 

solution to the exodus of teachers to other jobs, to retain them in teaching, to boost their 

morale and to attract potential candidates to enter teacher education programmes. 

Ncvertheless. teachers still leave the profess ion at a considerable rate for various reasons. The 

rcsearcher's ex perience and access to information and data on supply and demand of trained 
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teachers, had led him to conceptualize the problem of unprecedented exodus from the 

teaching profession that hampered the national policy efforts to improve the supply of quality 

teachers. This was one of the issues on the agenda of the 9 lh and 10lh Annual National 

Education Confe rences held at Dire Dawa and Benishangul-Gumuz respectively. 

It was. therefore, necessary to assess the causes of teacher attrition and to seek possible 

strategies to ameliorate such a daunting problem that has been found to be insoluble to date. 

Accordingly, with respect to the issue of teacher attri tion, the study attempts to seek answers 

to the follo wing basic research questions. 

I. What is the rate of teachcr attrition in the samplc reg ions .o f Ethiopia (Addis Ababa, 

Afa r, Amhara and Oromia)0 

1. 1. Is therc a s ignificant difference in the magnitude /extent of teacher attriti on among 

the sample regions? 

1.2. Is there any significant difference in the rate of attrition among the sample 

regions with respect to level of schoo l (primary and secondary), educational 

background, age, gender, year of experi ence, place of work and subject 

special ization? 

2. What are the main causes for teacher attri tion in the sample regions of Ethiopia? 

2.1. What are the conditions that compelled former teachers to quit teaching? 

2.2. What is the intention of practicing teachers to stay in teaching ? Are there 

conditions compelling them to leave the profession? Does the new career ladder 

and salary scale influence teachers to remain in teaching? 

2.3. Are there conditions attracting prospective teachers to J OIl1 the teaching 

profession? What is their future intention to stay or leave teaching? 

3. What consequences are prevailing in schools as a resul t of teacher attrition? 

4. What changes are teachers expecting? 

5. What possible strategies/measures can be taken to circumvent the problem of teacher 

attrition? 

1.3. Purpose of the study 

The purpose of thi s study is to assess the causes of teacher attrition and to seek possible 

preventive strategies that could motivate teachers to remain in teach ing. Therefore 111 an 

attcmpt to answer the above mentioned bas ic questions, the focus of the study is to: 
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• point out the main causes and magnitude of teacher attrition 111 Ethiopia with 

parti cular reference to Afar, Amhara, Oromia and Addis Ababa Regions, 

• show whether there are differences in attrition among teachers of their different 

qua li fication , age groups, sex, service years, school level and place of work, 

• examinc the consequences o f teacher attrition , 

• as sess the changes teachers expect, and 

• identi fy strategies or measures to be taken to curb teacher attrition. 

L.4. Significance of the study 

This stud y may bc sign ifican t in providing practical suggesti ons for how education po licy 

decision-makers at the var ious echelons and other stakeholders, including teachers 

themselves. schools and communities can help red uce attrition and encourage retention of 

teachers. 

It is al so believed that the outcome of the study could help education decision-makers 

planners, specifically those concerned with teacher education and management, at MOE and 

Regional le,'el to des ign models for projecting teacher supply, demand and quality, as well as 

to seek eHicient and cost effecti ve alternati ve strategies in teacher education programmes. 

Information emanated fro m the findin gs of the study on factors that influence teacher attri tion 

and retenti on could be of considerable importance in career counse ling of prospective teachers' 

and in the design of appropriate teacher education courses. 

In addition the study could contribu te to further studies related to factors associated with 

teachers' job status, retention and attrition that will help to identify teacher incentive policy 

refo rms, 

1.5. Delimitation of the study 

Although teacher attrition IS a nation wide problem that requIres large scale and n gorous 

study, circumstance such as human, material and financial resources as well as time 

constraint, compelled the researcher to limit the scope of the study, 
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Therefore the study was limited to four selected Regional states of Ethiopia: Add is Ababa, 

Afar, Am hara and Oromia. These regions were purposefu lly selected because they have 

distinctive features of educational, economic, social and cultural backgrounds. 

Amhara and Oromia Regional states are the two bi ggest reg ions. in Ethiopia, that comprise 

more than ha lf of the population of schools, teachers and students of the nat ion. In order to 

exam ine and compare teacher attrition and retention with fac tors associated to urban and rural 

settings, Addis Ababa is taken as one of the sample areas of the study. Afar, being a 

peripheral region is assumed poss ib ly to have a very high prevalence of factors that cause 

teachers to leave teaching. 

Since 36% of the regions in Ethiopia were incorporated in thi s study, with diverse di stinct ive 

fea tures, it wo uld be poss ible to infer from the findings of the study and generali ze these to 

nationall y representative. 

1.6. Research Mcthodology and procedures of the study 

1.6.1. Methodology 

The descri ptive survey method was employed in this research study . . This method could 

enable the current state of teacher att ri tion in the sample regional states to be revealed. The 

appropri ateness of this method has been noted by Best and Kahn (1993: 1 05- 129); Seyoum and 

Ayalew ( 1989: 17). 

1.6.2. Sampling Tcchniques and Source of Data 

The study was conducted in 12 Zones, 20 Weredas, 46 Primary and 12 Secondary 

Government Schoo ls fo r investigation from the fo ur sampled regions (see Table I . I). 

The 12 Zones, comprised about 37% of the total number of all zones in the four regions. The 

zones from each region were selected purposefully on the following bas is. 

First, with the consent of the respective REBs, to take acco unt of the degree of prevalence of 

the teacher attrition problem to obta in suffic ient data. Secondly, to make the study feas ible 
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within the constrai nts of finance and time, the zones prox imi ty to one another; these zones lie 

along the same route and it is relatively easy to go [i'Dln one zone to another. 

On the basis of the above reasons, three zones from Addis Ababa (Zone One, Four and Six), 

two zones from Afa r (Zone Two and Three), three zones from Amhara ( East Gojjam, North 

Gondar and South Wello) and four zones fro m Oromia (Bale, Arsi, West Shoa and East 

We llega) were ident iti ed and used for the investi gation. 

Then, with the consent of each of the above ZEDs, fro m eacil zones two Weredas were 

selected purposefull y on the basis of the prevalence of teacher attri tion and easy access to 

co llection of data . None wereda was sampled from Afar, as the region has no WEO. From 

each wereda two primary schools were selected that urban; and rural schools represented in 

balanced way. From each zone one secondary school was included in the study. Care was 

taken to avoid the selection of schools that were very close together. A total of 46 pri mary and 

12 secondary schools were involved in the study. 

Then from each school, teachers were selected to represent variables of gender, age, 

educa tional background (certificate , diploma and degree ), teaching experi ence, rank in the 

career structure and subject specialization. Among 2668 a total of 1030 (3 8. 6%) practi cing 

teachers were invo lved in the stud y using a stratified random sampling techn ique. 

Teachers who left teachi ng for various reasons after the introduction of the "new teachers' 

career structure and salary scale" (1995/96) were involved in to the study according to 

availability sampling. The reason fo r selecting fo rmer teachers on the basis of availability was 

that there was no oiIicial source of data concerni ng their address and variables. Besides they 

were the appropri ate !\nd knowledgeable bodies to respond to the causes of attri tion. The 

effort made to incorporate ava ilable former teachers enabled the researcher to di stribute 300 

questionnaires to former teachers. Among these 282 (94%) fi ll ed and returned the 

questionnaires. 

A total of 180 prospective teachers were al so incorporated 111 the study who have been 

attending certifi cate, diploma and degree level teacher education progammes in the academic 

year of 2000/0 I , in the teacher education establi shments of Asella, Oebre Berhan, Gondar, 

.I i11l1ll 3. Kotcbe and f OE in the Universit ies of Alell1aya. Bahir Dar and Oebub. The training 
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institutions were se lected purposefully on the basis of the service they render in preparation of 

teachers for the respecti ve sample regions and national wide. Assela and Jimma prepare 

primary teachers for Oromia Region. Similarly, Debre Berhan and Gondar prepare primary 

teachers for Amhara Region. Kotebe prepares primary teachers for Addis Ababa and for some 

peripheral regions incl uding Afar . The three FOE prepare secondary school teachers for 

national purpose. On the basi s of breadth of exposure to the programmes and long stay in the 

training institutions, prospecti ve teachers from graduating classes of 4th year in degree and 2nd 

year in diploma programmes were sampled. Those in TTls who had completed 151 Semester 

were selected for the same reasons. Among 1607 prospective teachers 180 (11.2%) were 

taken as sample using a stratified random sampling technique taking care of the representation 

of females and subject specializaiton, 

Table 1.1 Sa mple Population of practicing teachers, Zone, We red a and School 

Practicing teachers School 
Qualification 

RClJ,ion Ccrlilicat c Dip loma Degree Tola l Zo ne Wcrella Prim. Sec. 

Addis Ababa 120 60 30 210 3 6 12 3 

Afar 50 25 10 85 2 - 6 2 

Amhara 180 90 45 315 3 6 12 3 

Oromia 240 120 60 420 4 8 16 4 

Tota l 590 295 145 1030 12 20 46 12 

Table 1. 2 Smn pIc popu lation of prospective tcachers 

,\ sell Dcbrc Gonda l" .J i llllll:l Ko lctJl' ,\ ll'II1:I ~'; 1 Bahi .. l) :l r Dchu b T otal 
;, rn BCI"II:III cr~ 'tT t/e n TT t/eTC Llnh l'r. l lnivrrsilY Univcrsil 

'IT I ,. 
ProspcI:li\'l: 20 20 20 30 30 20 20 20 180 
Icnt:IH,:rs 

\.6.3. Measures/variables 

Independent variables are current practicing teachers' personal characteristics, working 

conditions and other factors that affect the job sati sfaction of teachers and might compel them 

to quit teaching or intend to quit teaching in the future, The factors that pushed fonner 

teachers to vo lun tary attrition are taken as independen t variables. Also, the fee lings of 

prospective teachers in teacher training establi shments about the profession are considered as 
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independent variables. Information on personal backgrounds such as sex, age, work 

experience, place of work and educational background are taken as dependent variables for 

the three categories of respondents. 

1.6.4. Instl'uments for Data collection 

The fo llowing instruments were employed to collect the necessary information. 

• Q uestionnaire: [n order to secure info rmatioll [i'om many people, a specially developed 

quest iollna ire with close and open ended questions was devised in Amharic and 

distributcd to practicing, former and prospecti ve teache rs. 

• An interview protocol was prepared fo r Reg ion. Zone, Wereda Education Offic ials and 

school principals. 

• Focus gl'oup discussion was conducted with some of practi cing primary and secondary 

school teachers in order to draw more information on the consequences of attrition, 

opin ions and views on the causes of attrition. 

• Quantitative data collecting format was designed in Amharic and distributed to all 

REBs in order to secure quanti tati ve data on the type and Ilumber of teachers who left 

teaching in the period of 1995/96-1 999/00. 

• Documcnt Analysis: During the process of the study, various readings of literature and 

previous research findings related to the problem under investigation and other reliable 

info rmati on were obtained from documents of MOE, Regions, Zones Weredas and 

schools. 

The questio nnaires designed for the three categori es of respondents were given for comments 

to experts pertinent in the fi eld at MOE/TEMSD and to the advisor of the researcher for the 
, 

purpose of checking va lidi ty. Then it was pilot-tested using respondents of similar character 

li'om outside the sample areas of the study. The questionnaire for former teachers was pilot­

tested on ex-teachers from Somali Regional State now employed in non-teaching jobs. 

1.6.5. Proccdures of Data Collection 

Since the sample areas were widely distri buted that constitute abo ut 36% of all regions of 

Ethiop ia , the fo llowing data co ll ection procedures were employed for consistency of 

procedures and to Facilitate the progress of the stud y. 
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a) The four Regions were grouped into two: Oromia and Addis Ababa; Afar and Amhara. 

Parall el to these, two grou ps of experts ti'om MOE/TEMSD that comprised 2 persons 

each including the researcher were fo rmed for fi eld data co llection in the above regions. 

b) The group met before moving to the fi eld , di scussed data collection procedures in the 

field and des igned a data distribution and co ll ection check list. 

c) REBs, TTls,TTCs and Uni versities were informed earlier though offi cial letters about 

the purpose of the study and the procedures of data distri bution and co ll ection. 

d) Contact persons in each sample REB.ZED and WEO lVere arranged at arri va l in the 

tield and that eased the data dist ribution and collection . 

1.6.6. Methods of Data Analysis 

Prior to data analys is, a frequency matrix was designed to aggregate quantitative and 

qualitative/descriptive responses. For th is purpose. fou r people. includi ng the researcher were 

involved as numerators. In order to use different methods of data analysis relevant to each' 

variable all avai lable data were co llated by categorizing the respondents into three groups 

(former teachers, practicing teacher and prospective teachers). 

Accordingly, the fo llowing statistical techniques were employed for data analysis 

a) A five point Likert-type rating scale to analyze and interpret the scores rated by 

respondents. 

b) Percelltage, employed for responses with ord inal ancl nominal variables/characters 

c) Meall Val lies, computed to find out average val ues of the fac tors' affecting to leave or 

stay in teaching and other related factors. 

d) Rallk orders based on mean values were establi shed according to the importance of 

factors that wei'e more prevalent in causing teachers to quit teaching. In certain 

ques ti on items, frequencies have been computed into rank and then to Spearman's 

Rani, Correlation Coefficient. 

e) The mean scores were further used for t-test analysis to identify whether or not there 

were signi ficant mean differences between the categories of the respo ndents on certain 

factors. 

f) Th e Chi Square Tes t (x\ was used to test independence of one vari ab le that it was 

not affected by, or re lated to another variable. 
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1.7. Limitations ofthe study 

This study has certain limitations, which were beyond the scope of the researcher. The 

researcher being engaged in full-time work and having restricted time for this research work is 

one of the major constraints of the study. 

The other problem faced was lack of accurate, adequate and timely data from all Regions 

regarding raw quantitative data on teacher attrition. Compari sons and contrasts among all 

reg ions were thus not possi ble in this study. 

Attrition Ratc: 

Career LaddCl's: 

1.8. Operational Dcfini tions 

It is the fraction or percentage of teachers servl11g 111 schools in one 

peri od (either in some specified teacher category or in all categories 

combined) and those who left teaching permanently or were not 

employed as teachers in a subsequent period (Barro, S.M, (1992 : 150). 

(In this research, the wri ter considered attriti on as any teachers who left 

teaching vo luntarily in a certain period of time). 

Hierarchy of occupational progression, with training, from entry level to 

higher levels, in the same occupat ion. (Page, G,T. , and Thomas, J.B. ,' 

1977:55) 

Collegc of Tcacher E ducation (CTEffTC): A teacher education institution that prepares 

teachers fo r second cycle primary ed ucation, (grades 5-8) through the 

diploma programme of two years duration after completion of general 

secondary education (grade 12) (MOE, 1999:35). 

Motivation: An interna l or external state of a person that impels him/her into action. 

It is a person's reason for doing something. It can a lso be conceptual ized 

as goal-directed acti vity which is concerned with the intention, 

sustenance and direction of that activity based on peoples' need. 

Motivation can be int ri nsic or ex trinsic in nature (Nyagura, L.M and 

Chi vore, B.R.S., (1997:5). 
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The Status of Teachers: Both the standing or regard accorded them, as ev idenced by the 

level of appreciation of the importance of their function and of their 

competence Il1 performing it, and the working conditions, 

remuneration and other material benefits accorded them relative to 

Periphera l Region: 

other professional groups (ILOIUNESCO, 1984:5). 

In the Ethiopian context, Regions which are considered 

underdeveloped compared to other regions. These include Afar, 

Benishangul-Gull1uz. Gambella and Somali. 

Teacher Inccntive System: An incentive that may laci litate. rcinforce or reward specific' 

actions. It is a collection of rewards and penalties and a set of 

procedures for ass igning them to individual teachers (Kemmerer, F. , 

Tcacher Turnover: 

Teacher Education: 

1993:49) 

The loss and subsequent replacement of teachers, usua lly expressed as 

the proportion of change in a specific teacher group during a stated 

time period, for example one year (Good; C.V, 1973:626). 

Formally organized attempts to provide more knowledge and skills 

to prospective or experi enced teachers and occur e ither in teacher 

education institutions or in school contexts (Tatto, M.T., 1997: 405). 

Teacher T rain ing Institute (TTl): A teacher educat ion establislmlent that prepares teachers 

for flrst cycle primary educati on or basic education (grades 1-4), 

through a certificate programme of one year duration after 

completion of general secondary education (grade 12) (MOE, 

1999:30). 

Urban Center: A locali ty wi th 2000 or more inhabitants (TGE, Office of the 

Population and Housing, 1991: 8). 

,~ 
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1.9. Organization of the study 

This study has four chapters. Chapter one consists of the background of the problem, which 

e laborates the problem of the study, its approach, statement of the research problem, purpose, 

s ignifi cance and scope of the study, and the research methodology and procedures of the 

stud y. 

Chapter two is a rev iew of related literature based on findings of previous studies re levant to 

the probl em under investigation at internati onal and nationa l context. 

Chapter three deal s with the ana lysis and interpreta ti on of data . This part of the research 

attempts to prov ide the ansll'<ors to the research questions raised in the research prob lem. 

Finally, chapter fOLlr presents the summary of the findings. conclus ions and recommendations . 

. ,. 

!4 



CHAPTER TWO 

Literature Review 

This section of the study examines re lated literature on factors that compel teachers to leave 

their career. the implications, consequences and problems of attrition especially in developing 

countri es. It a lso attempts to overview past stud ies related to teacher attrition and problems 

encountered by teachers that deter them from remaining in teaching in Ethiopia. 

2.1. Factors that Compel teachers to leave the teaching profession 

No doubt the teach ing-learning process is the most important determinant of the quality of 

educat ion. Therefore one of the key aims of the education system of a country is to ensure 

enhancement of the status and quality of its teachers so that they are sufficiently motivated to 

implement its intended goals for quality of education. 

However, reports on the conditions of education Il1 developing countries revealed that 

declining school quality and ineffici ency are the two most serious problems (Chapman, 

1994: I ; Hallak, 1990:33 ; Lockheed and Verspoor 1991 :56 and Thompson 1995: 63). The 

main reasons for these constraints are that teachers appear dissatisfied, and have low morale. 

Thompson (1995 :63-5) citing Ava los and Hadad (1979); Dove ( 1986), and Dalin and Rust 

(1990), pointed Ollt that teachers in the developing world generall y appear dissatisfied with 

their remuneration and perceive themselves as poorly paid in comparison with similarly 

qualified staff in other occupations. This view is shared by Nwaboku (1995: 43) who, Il1 

characterizing the situation of the Sub-Saharan teach ing profession wri tes the fo llowing: 

The teacher in Sub-Saharan Afi-ica is a poor-man. He is a poor achiever 
because a/the poor conditions under which he works; he is poorly paid 
by poor governmenls. he is poor (low) in spirit and there/ore a/poor self­
esteem. The teaching profession is engulfed by a vicious cycle of poverty. 

Thompson (1995:67) moreover states that many qualified and experienced teachers may leave 

the teaching profession because of its lack of career prospects in comparison with other 

profess ions. One of the major concerns must be to retain such teachers in the school system 

by providing them with career and sa lary structures, improving working conditions which 

attract and sati sfy them and which reward and encourage the more tal ented and committed 

s taff wh ile st imulating the less mot ivated stafT into improving thcir ways. In addition 
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Chapman (1994: 1-4) and Murray (1997: 179-82) state their concern that the loss of 

experienced teachers is seen as threat to instructional quality and as a waste of scarce resource 

since replacement teachers have to be recruited and trained. Thus investment is lost when 

teachers. once trained, leave teaching, since teacher training is expensive. 

Chapman (1983:43-45) identi fied three trends that contribute to teacher attrition. Firstly, 

there is disturbing ev idence that the intellectual quality of those choosing to enter and remain 

in teaching is on the decline. This implies that when the qua lity of teachers dec line, the 

quality of educat ion they provide is likely to fo llow. The retention of highly qualified teachers 

already in the schools may help to offset this trend. 

Secondly, those already in teaching have experienced a rapid change in the conditions that 

describe their wo rk place. For example, many people entered teaching in the belief that it 

would allow considerable career mobility. Yet, with a decl ining number of student teachers 

and a surplus of teachers in some parts of the country, many teachers no longer have the 

mobility they thought they were gaining in their choice of careers. Indeed teachers believe 

they have littl e lateral mobility and less upward mobility than do people in other careers. This 

can lead to dissatisfaction and attrition from the profession. 

Thirdly. schools and teachers have been the target of considerable criticism in the media and 

society. The social status and respect assigned to teachers, in the eyes of some, have 

diminished. Consequently, some of the non-monetary rewards of teaching have lessened , 

again contri buting to lower leve ls of satisfaction and possibly to career instability. These 

factors, among others, highlight the concern of educators with the factors associated with 

teacher attrition. 

Other studies have also investigated facto rs related to attrition including personal 

characteristics, teacher training and early teaching experi ence, professional and social 

integration into teaching, and career satisfaction. (Charters, 1970; Mark and Andreson, 1978; 

Bloland and Selby, 1983 in Chapman, 1983: 43 - 49). Based on a synthesis of personal 

characteristics, Chapman and Lowther (1982) asserted that, 
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Men and Women differed significantly in their selfrated career sali.\/action; 

women indicated signijicanliy greater salisfaction with their career than did 

men (in Chapman, 1983:44) 

However Chapman and Hutcheson (1982: I 03) examining the career pattern of graduates of 

three Indiana Universities who had gone into teaching , found the sex of the teacher was not 

sign ificantl y related to teacher attrition. While sex may not be di rectly related to attrition, it 

appears to be re lated to other variables which in tu rn are related to attrition . 

The other personal perspective that affects teacher attrition is lack of commitment to teaching. 

In line with above statement to avoid producing new teachers with inadequate professional 

commitment as is the case with many practicing teachers, developing countries must design 

policies that improve motivation in order to minimize attrition and encourage retention of 

teachers(UNESCO, 1996: 17). To improve teacher motivation requires restructuring the 

incentives for teachers to perform well. 

As stated above by many writers, there are many factors that contribute to teachers' lower 

level of satisfact ion, possible a career instability and attrition. The following part look 

greater detail at these main factors. 

2.1.1. Low Social Status accorded to the teaching profession. 

The regard wi th which teachers are held by the community appear to be widely concerned. It 

genera ll y appears that teachers are much less valued by the public. 

In Afri ca at time when the there were few literate people, even primary teachers held positions 

comparable to priest. The teacher was actively involved in decisions of great importance and 

was consulted regularl y concern ing policy and community decisions. With the expansions of 

educated people, the teacher began to loose status and eventuall y came to be regarded as of 

little va lue (Bude, 1982 in Rust and Dalin, 1990: 164). 

The situation for teachers has been exacerbated by attempts on the part of governments to 

control teachers and deprive them of what li tt le profess ional status they have. Because of the 

tremendous costs o f educati on in countries with very limi ted resources, some policy makers 
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come to ad vocate a "barefoot doctor" model, consisting of teachers havi ng enough training to 

do the job. but not so much experti se as to be separated from the community and its people 

(Dove, 1986: 11 2). 

Low teacher commitment and poor motivation are the result o f the low status acco rded to the 

teach ing profess ion in many deve loping countries . Status plays an important ro le in attracting 

academicalh prepared candidates and in encouraging them to remain teachers. Status 

depends on how soc iety and prospecti ve teachers perceive the extrinsic compensation and 

conditions of the work place and the intr insic rewards of profess ional accomplishment 

(Murray . 1997 : 165 - 8). 

Teachers do not control entry to their profess ion, they do not regu late the price charged for 

their services. they do not have wide options for mobi lity and promotion, they do not 

formulate their own di scipl inary codes, and they do not enj oy high regard for entering the 

profession- all features of the high-status professions (Rust and Dal in, 1990 : 166). 

2.1.2. Low Teacher Commitment 

A profess ion requires a deep commitment by all members that goes beyond a desire for 

pecuniary ga in and that requires the adoption of specific va lues . Study on teacher 

commitment by Firestone and Penell , identify the factors that affect low teacher commitment 

in the followi ng figure. 

Figu l'c 1 factors that affect tcacher commitment 

WORKING CONDITIONS 
WO RK PSYCHOLOGICAL 

, CHARACTERISTIC STATE 

INCENTIYE • job I ----f COMMITMENT 
POLI CY • organizat ion 

MODERATOR 
VAR IABLE 

Source: Adapted from Firestone, IV.A. & Pene ll , J.R. (1993). Teacher commitment, worki ng conditions, and 

differential Incentive Polices. Review of Educationa l Research , 63,4, p.p. 489-525 . 
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Accord ing to the above figure I , incentive pol icies, such as merit pay, career ladders, school 

incenti ve programmes, and mentor programmes can affect teacher commitments. Such 

policies intluence commentments by shaping teachers' working conditions. Working 

condi tions like opportuni ty to participate in decision-maki ng affect psychological state or a' 

felt sense of responsibil ity. 

The relationship between work elements and psycho logica l states is intluenced by a series of 

moderator variables, so me of which are fo und in the indi vidual and some in the environment. 

In this regard low teacher commitment due to poor incentive po li cies, that undermine working 

cond itions compell teachers to leave the teaching profession, whenever they get opportunities 

for better job. with adequate incentives. In relation to thi s Lortie ( 1975 :24) has the same 

opinion and in hi s view states that teaching has been regarded as an "easy-in, easy-out" 

career, a cond ition that allows for low professional commitment and which fosters 

considerable career mobility. Moreover, Chapman (1983:44) referring to Laugol's study on 

Norwegian teachers, found that students commitment to teaching duri ng their university 

training were signi fi cantly and pos itively related to thei r persistence in teaching. Further 

Chapman and Hutcheson (1982: 98) gave reason to believe that initial commitment similarly 

reduces attri tion among American teachers. 

Indeed, quality of first teaching experience is one of the maj or predictors of teacher dropout 

(Chapman, 1994: 10). Teachers who have a difficul t for the first few years are much more 

likely to seek alternative employmen t. Craig et. al ( 1999: 10- 45 ) has the same opinion and 

further states that in order to ameliorate such a problem, a well supervi sed student teaching 

experience and good supervision during their first year on the job can do much to ensure that a 

new teacher is successfu l. In practice, new teachers often do not get that support. 

Furthermore. Firestone & Penell , (1993 :93) argue that low teacher commitment also reduces 

student achievement. Burned-out teachers are less sympathetic toward students, have a lower 

tolerance for th lstration in the classroom, and fee l more anxious and exhausted. 

2.1.3. Decline in Quality , adequacy and relevance of the Teacher Preparation 

Programme 

One of the maj or reasons for the low morale that can lead to teacher attrition is that teachers 

are poorly prepared for the challenges of the classroom (Gimeno and Ibmiez, 1981 :23; 

Zymelman and DeStefano. 1989:45; lLO/UNESCO 1984: 13). If teachers lack the skill s to 

19 

I 
f 

f 

/ 



prepare and deliver content, maintain classroom discipline, and manage the flow of class 

act ivities, they can qu ickly become disco uraged. 

Teacher education programmes seem to be the subject of perpetua l criti cism. It is not 

uncommon in some countries for teachers to have only two or three grades of schooling more 

than the child ren they teach (UNESCO, 1998:53; Gimeno and Iballez, 1981:63). Length or 

duration of teacher training completed appears to be more consistently related to student 

achievement as 22 of J I studies reviewed by Ful ler ( 1986: I I) yie lded a s igni Dcant posi ti ve 

relationship. 

Duc to poor qual ity of teacher training even teachers with more education may lack the 

pedagogical skills or so lid groundi ng in the pa rticular COJ1lent they are expected to cover. For 

these teachers, understanding and presenting new content, answering student questions and 

trying new teaching methods are hard work. The demand from ministries of education parents 

and students fo r higher quality instruction tends to drive these teachers out of teaching. 

Academ ic and professional training of teachers has a direct and positive bearing on the quality 

of their performance and consequently on the achievement · of students. (Avalos and Hadad 

198 1; Husen, Saha, and Noonan 1978; Shiefelbein and Simons 1981 cited by Lockheed and 

Verspoor 1991:62). The academic status of teacher refers to the standing or prestige which 

teachers enjoy by vi rtue of the education and train ing they have received in school and teacher 

training establishments and by virtue of their professional competence. Other things being 

equal , the higher the level of educat ion and training a teacher has rece ived, the higher his/her 

academic status. Obviously, it is to the advantage of the teaching profess ion to set the 

qual i fications demanded of teachers as high as possible (Franklin, 1963: I -3). 

2. L.4. Students with Poor Academic Accomplishment joining teacher training 

According to Franklin ( 1963:25) the renuitment of candidates for the teach ing profession 

should be based upon intell igence , knowledge, character, mental and phys ical, devotion to 

wo rk and soc ial qualities. However, often students with poor academic accomplishment join 

teacher traini ng in many deve loping countries. 
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Murray ( 1997: 167) reports that in Turkey in 1982, 56 percent of students graduating from 

secondary school and planning to become teachers had grade point averages between 41 and 

60 (out of 100). Anecdotal evidence also suggests that those who choose to enter teacher 

training are among the least able of the ir classmates. For example, in China, students 

accepted into post-secondary normal (teacher training) schools are among the least able 

students (Lockheed and Verspoor, 1991 :95). 

In many developing co untri es the declin ing status of teachers has hampered co mpetent 

students to ente r teacher training establishments. In Thailand, for example, the status of 

tcachi ng profession is deteriorating and di scouraging. competent and "good" people from 

entering the profession (UNESCO; 1998:22). Not many people want to be teachers and 

brighter students and high achievers opt for other professions(UNESCO, 1996: 13). 

2.1.5. Lack of Motivation 

Widespread fi'u stration and poor motivation in the teaching force are the result of negative 

factors such as low sa laries. poor working condi tions. cri ti cism, low status accorded to the 

profess ion, lack of continous staff development support (Lockheed and Verspor 1992:76 

SlDA , 2000:9; Chivore, 1988:66-69; Rust and Dalin, 1990: 1 03). Even competent teachers 

who are well prepared cannot teach effectively under ad verse conditions. Poor motivation, 

which translates into teacher absences, indi fferent classroom practices and departure from the 

profession, impedes a teacher's ability to teach (Sergiovanni , 1967: Farrell and O liveira, 

1993:8; Chapman Synder and Burchfield, 1993:303; SIDA, 2000:6 ; UNESCO, 1998:24). 

Teacher absenteeism is one method of fli ght and an express ion of dissati sfaction (Chapman 

1994: 30-2; SlDA, 2000: 15). 

Lack of motivation and unprofess ional commitment produce poor attendance and 

unprofessiona l attitudes toward students. The prevalence of teacher attri tion, absentee ism and 

tardiness in many developing countries such as Nigeri a . Mexico, New Guinea, Sri Lanka, and 

Mali was complained about by government officers and parents (Harber, 1984; Baker, 1988 

in Chapman. 1994:28-9). 
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2.1.6. Lack of adequate economic incentives 

Salaries and beneiits are important facto rs that motivate indiv iduals in any profession. As in 

any other profess ion, the standing of the teaching profession is in i'luenced to a large extent by 

its economic status. 

In th is connect ion lLO/UNESCO (1984:42) states that: 

Among.l,{ the various factors which affect the status of teachers, particular 

i/lIj1o/'l {/I1Ge sholiid he ul/ucl/ed to salwy, seeing that in present ,,,orld 

conditions olhe!'jCictors. sllch as the standing or regard acc;orcied them and 

the level of appreciation of the importance of their function, are largely 

dependent, as in other comparable professions, on the economic position in 

which they are placed. 

In developing countries, teachers form probably the largest profession and their salaries and 

emoluments account for as much as 95 percent of govenunents' recurrent expenditures on 

education (Graig et.a!. 1998:7: Anderson, 1991: 4; Thompson, 1995:21; [-Iaalak. 1990:159; 

Oliveira ancl FarelL 1993: 7: Eicher, 1984: 16). The study of Zymelman and DeStefano 

(1993: I 13) has indicated that teacher salaries have clearly declined in both real and rel ative 

terms in low-income countries. For instance, spending per teacher has fallen 30 percent on 

average among West African countries and 20 percent among East African countri es since 

1970. In Mozambique and Tanzania, most primary school teachers have a monthly income 

that is signi ficant ly below the absolute poverty line. In both countri es the real wages of publ ic 

se rvants fail ed at least 75 percent dur ing the peri od 1980-1995 (UNDP, UNICEF, 1996 :5). 

Moreover teachers in some developing countries spec ifically those that serve in peripheral 

areas sufTer fo rm freqllj:nt delays of sa lary payments (Tatto, 1997: 144-1 47). 

Due to economic incenti ves issues, Reiners and Reimers (1996) Farrell and Olivei ra (1993) 

and Coombe (1997) cited in Craig el.al (1998: 320- 34), have revealed that qualified teachers 

leave teaching at the po int that compensation differs signifi cantly from what they cou ld make 

in other jobs. Numerous factors help determi ne what salary will attract and retain quali ty 

teachers. According to Craig et.a!' (1998:6). sa laries need to support at least basic living 

conditions to attract and maintai n teachers with the desired levels of qualification and to 

minimize" Moonlighting" and lack of professional commitment. 
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Hence, teacher attrition can be effectively eliminated by raising salaries high enough to sustain 

the living cond ition of teachers. It is ubv ious that governments already know that. But 

retaining the teaching force through better payment is not the only the most important prob lem 

developi ng countries face. Rather, the real question is how to retain trained teachers in the 

teaching force at the lowest possible cost. The policy issue of concern is weighing the costs of 

teacher attriti on against the costs of teacher retention. 

According to Chapman (1994: 8-9) . raising teachi ng sa laries that is, improvi ng teachers' 

financial positi on relative to peop le employed in other jobs is most effective in loweri ng drop­

out and rcpetition that cnhances instructional quality. The implementation of sweeping salary 

increascs for all publ ic sector employees contributes to inflation without changing the position 

of teachers relative to those employed in other fields. 

With the skills provided by teacher training, graduates are qualified for jobs in the private 

sector or in other government agencies that pay better than teaching and typically do not put 

the indi vidual at risk of being assigned to a rural location. 

In economic terms, training raises the opportunity cost of being a teacher. However, 

Zymelman and Destifano ( 1993: 128); Lockheed and Verspoor ( 1991: 17 1) have gone to the 

extent of asserting that sometimes economic incentives fo r teacher attri tion in some African 

countries are sparked by larger social and pol itical changes beyond the contro l of any' 

particular government. For example, in Lesotho , teachers being attracted across the border to 

teach in South Africa fo r much higher salaries (Chapman, 1994: 8). 

In general, the problem becomes more acute where economic development attracts qualified 

sta ff away li'om education into more highl y pa id, prestigious, urban-based jobs in industry 

and commerce, and eases somewhat when economic stagnation reduces the opportlmities for 

alternati ve employment particularly fo r yo ung school or co llege leavers (Thompson, 1995: I 0). 

Oliveira and Farell ( 1993:6) believe that teachers should be paid as much as necessary to 

attract and maintain people with the des ired qualifi cations. Market forces should be taken 

into considerations when determining sa lary. Regard ing the issue of whether to pay the 

individual or the job, the authors (Oli veira and Farell) state that it is easier to pay the job. 



This view with regard teachers' salaries is also shared by Franklin (1963 :46-50), who states 

that sa lary level for the teaching profess ion should sati sfy certain basic tenets such as the 

following: 

• Salaries should be such as to provide teachers with a standard of li ving adequate to 

permit them to devote themselves exclusively to their profession. 

• Salaries should be sufficiently high to encourage entry to the profess ion of young people 

in such numbers and of such quality as to meet the educational needs of the country 

concerned. 

• Salaries should adequately refl ec t the constantly groll'ing importance of education. 

• Salaries should be high enough to compcnsate lor thc slower advancemcnt in the 

profession as compared with some others. 

• Teachers' of comparable preparation and experience should receive comparable salaries. 

• The sa lary structure should be consistent with itself. It should not be a cause of needless 

friction between indi viduals or groups within the profession. 

In connection to the above statements, the ILO/UNESCO(J 984:42) recommendation on 

teachers' sa laries contains the principle on the importance of salary as an indication of the 

level of appreciation of the teaching function. It states that teachers' salaries should : 

a) reflect the imporlance 10 society of the teaching junction and hence the 

importance of teachers as lvell as Ihe responsibilities of all kinds which fall upon 

them/iom fh e time of their enliy into the service; 

b) compare j{:tvourahly with salaries paid in other occupations requiring similar or 

equ i l'{/I en! qualificaf ions; 

c) provide teachers with the means to ensure a reasonable standard af living for 

themselves and Jheir families as well as to invest in }itrther education or in Ihe 

pursuit ofculiural activities, thus enhancing their professional qualification; 

d) take account of the jixt thai contain posts require higher qualifications and 

experience and carry greafer re.ljJonsibilities. 

2.1.7. Lack of Alternative Inccntives that could compensatc for attrition 

Teacher compensation includes monetary and non-monetary incentives. Low salaries can 

sometimes be o lTset by non-monetary incent ives (Kemmerer, 1993: 49). This has led many 
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countries to search for a combination of low-cost or non-monetary incentives that can retain 

teachers in their ca reer. 

Low-cost incentives might include in kind sa lary supplements, improved worki ng conditions, 

more or better instructional materials or instructional support and enhanced future career 

opportunities (Kemmerer, 1993 :53). For instance in Senegal and Madagascar 33 and 8 

percent of monthly salary supplements in kind is provided to primary school teachers 

respecti ve ly ( Zymelman and DeStefano , 1999: 122). Incentives may also inc lude ho using 

allowance. as in the case or Sri Lanka (Tatto. Nielsen and Cumm ings, 1991 :6). 

III MGbwi icGchers who do not have acco mll1odat ion at school are gi ven 15 pe rcent of their 

811l1ual salary as hous ing allowance. In Botswana, bene lits provided to teachers include, hotel 

occupancy for 14 days, leave travel concession, subsistence allowance, car allowance for 

senior teachers and above, reimbursement for the use of their own vehicle on official trips and 

paid study leave on full salary for the first 12 months (Gottelmann -Duret and Hogan, 

1998:20-1 ). 

Watson (1974) in Wheeler, Raudenbush and Pasigna (1989: 17) in a critical review ofthc Thai 

primary educat ion system, note that one major reason , better qualified teachers stay in 

Bangkok or other large or medium sized cities and towns is that service in rural areas can 

jeopardize their promotion prospects. Moreover, Lockheed and Verspoor (1991 :108) have 

pointed out that, ·fami ly networks and support systems tend to be stronger in urban areas, and 

non-materi al rewards assoc iated wi th urban dwe lling-better services and improved quality of 

life are enough to attract and reta in potential teachers. The absence or these might compel 

teachers to qu it teach ing in rural areas and to search other jobs even in lower sa lary in urban 

areas. 

Other incentives such as allowances for cost of living, specia l duties and responsibilities, 

retirement benefits, leave, hous ing, insurance, mutual aid and free education fo r teachers' 

children could enhance the retention of teachers (fLOI. UNESCO, 1984: 37-41 ). 

2.1.8. Poor working conditions 

Thc c lassroom and teaching environment has seriously dete ri orated during the last ten to 

lificen years. as a result o f dec reasing public expenditure per pupil in most countries of Africa 
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and Latin America (SIDA, 2000: 14). As a result of this, classrooms are .overcrowded mainly 

in urban areas, lack adequate stationery, teachi ng aids, textbooks , school furniture and 

eq uipment. These make teachers' working conditions more difficu lt. The schoo ls often lack 

water and toil ets. According to Oliviera and Farrel ( 1993: 11-3) working conditions such as 

overcrowded classrooms, lack of teaching materials, the profess ional and social isolation of 

rural areas can a lso be impediments that discourage otherwise qualified individuals from 

becoming teachers. 

Olien high wages or spec ial fringe benelits are needed to attract indi vidual s to work in such 

condit ions. Low quality of working conditions impedes the quality of teachers' performance, 

reduces tcachers' openness to innovations. and increases teacher allrition (see Chapman & 

Snyder, 1990). 

In general, according to Lockheed and Verspoor (199 1: 109), poor working cond itions within 

class room and school d iscourage potential candidates from becoming teachers and force 

incumbent teachers to leave the profession. Teachers are often expected to li ve in rural 

locations that lack many of the amenities of urban settings and to work in classrooms that are 

poorly equipped. Chapman (1994:9) writes that, as the education sector of many developing 

countri es ha,'e come under increasing financial strain and the conditions of teachers (relative 

to other types 01' employment) become worse, morale drops, and alternative types of 

employment look relati vely mOEe attractive. 

2,1.9, Administrative Inadequacies 

Local education authoritoes involvement and superv ision are important for ensuring teacher 

produc ti vity. If loca l educat ion authorities and schoo l pri ncipa ls are inadequately trained, they 

tend to manage and treat teachers improperly. As mentioned by Lockheed and Verspoor 

( 1991: 109) central and loca l ed llcation authoriti es in countries such as Indonesia, Mexico , 

and Papua New Gunea often fail to provide support services and the lack of experi enced and 

dedicated supervisors or inspectors di scouraged teachers. 

Irregular payment of sa laries is also a problem in many African countries, which encourage 

teachers to take on add itional wo rk or to abandon the profession altogether. It al so encourage 

teachers to travel to the central admi ni strat ion to collect the ir salary. often leav ing their classes. 

unattended for up to a week. In Liberia, for example sa laries were often paid three to five 
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months late; trainees and incumbents cited this as the least attractive aspect of teaching, and 

former teachers ranked it as a maj or reason fo r resigning (Liberia, Ministty of Education 1989 

in Chapman 1994:26). 

Teachers onen air their grievance in many ways such as seeking a transfer, rowi ng w ith 

principals etc. because of lack of procedures for dea ling with their grievances. According to 

Cra ig et.a!. (1998:67), schools with more faculty influence over decisio n-making had 

d istinct ly lower rates of turnover than those with less staff influence over decision-making. 

Authoritari an administrati ve system to lead autho ri tarian managemcnt of schools wh ich 

ili lpedes. collegial \I'oll ing practices. Pricle in onescll' and cOlllmitment to one's wo rk are. 

fee lings which may be strengthened when they are shared wi th other members of the group 

and when the individual is enab led to participate more fully in the activities of the group 

(Thompson, 1995:55). As a recognition of the professional autonomy of teachers , teachers 

should be represented at all levels at which decisions are taken on teachers and the teaching 

profess ion (UNESCO, 1996:24). As indicated by Tatto ( 1997: 144) the problems of 

organizational support policy issues for teachers, specificall y in the peripheral areas are the 

inadeq uate il1l 'o lvement of teachers in deci sion mak ing, feel ings of professional iso lation or 

be ing ignored by educational managers. 

2.1.10. Lack of adequate career advancement, promotio'n and profess ional development 

Organ izations traditionally accept employees only after carefli1 screening, and promote them 

based on their abilities . New staff are hired on a probationary status while their performance 

and fit with the organization are assessed. If they pass probation, they are entitled to more 

secure status and they spend their early years learning the performance standards of the j ob, 

wo rking closely with sl< illed mentors. It is obvious that advancement and sa lary increment 

should attach to actual performance. 

Neither of these practices, that is careful induction and performance-based promotion IS 

common ly app lied in teacher personnel systems as it should be (Lockheed and Verspoor, 

199 1: I 07; UNESCO, 1996:23). As indicated by Thompson, ( I 995:63)promotion 

opportunities for teachers in deve loping countries are relati vely few, the posts are mai nly 
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administrative in nature and in consequence tend to remove teachers from duties for which 

they have been expensively tra ined. 

Teachers automatically receive annual increments and promotions, even through their length 

of serv ices is not consistentl y related to the achievement of their students (Fuller 1987). 

Moreover. sa lary increments increase steeply in the first years of employment, and rises 

thereafter depe nd more on tenure than on tra ining (Zymelman and DeStefano, 1989: I 04). 

Tatto ( 1997: 144) identi fied that profess ional deve lopment of teachers was constrained by few 

opportunities for teacher upgrad ing or promotion, specifically in rural or peripheral areas, 

lInciilTe rentiateci career pa th , poor record keeping and conditions for ne,y teacher rol es which 

were rarely met in the periphery. According to ILO/UNESCO ( 1984: 21), to enhance career 

acivancement and promotion, recommends: 

Teachers should be able, subject to their having the necesswy qualifications, to move Fom 

one type or level of school to another within the education service. 

2.1.1 1. Social in tegl'ation into teaching 

Social integration plays an important part In theories of turnover in work organizations 

(Bennison and Casson, 1984: 149-151). Having close friends employed by the same 

organization and having ob ligations to local institutions can serve to reduce job turnover. 

Applied to teachers, Chapman and Hutcheson (1982 :98) found tllat people who remained in 

teaching were more ori ented towards the recognition and approval of family, close friends, 

and supervisors than were those who left teaching. Likewise, the recognition and approval 

teachers believed they have received from their administrators or supervisor are found to be 

positive ly related to the career sati sfaction of those who remain in teaching (Chapman & 

Lowther cited by Chapman, 1983 :46). 

Teachers' mari tal status, and if married spouses' employment, both measures of social 

integration have also been tied to career satisfaction and retention (Lortie, 1975 :83). In this 

regard Chapman states that ( 1983 :46, 7) "having a spouse who is also a teacher may increase 

the likelihood a person will remain in education and perhaps in teaching" 
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2.1.12. National efforts to improve quality of education may make teaching less 

attractive 

New themes for the school curriculum are frequently proposed by researchers, international 

and national development agencies and others, The implication of these demands for the 

school curri cul a itse lf and the teachers' education and train ing curricu la, are seldom taken into 

account. 

Teachers a re expected to possess knowledge and skill s in such diverse and complex areas as 

specia l education. health education, multi grade teach ing, problem solving approaches, 

student-centred. teaching sel f~conta ined class rooms, etc, However teachers get less support 

to implement the new curricula and to meet the demand of more tasks and that frustrates them 

(SlDA,2000 14), 

Recent tendencies to emphasize cross-cutting measures such as increased instruction time, 

increased class size and multi-shifts, multiply even further the increasing demands for greater 

dedication from teachers and without adequate incentives can diminish the attractiveness of 

teaching and result in higher rates of teacher attrition (Chapman, 1994: I 0), In addition 

Kemmerer ( 1990:54) argues that if teachers are expected to work harder it is only ri ght that 

they be rewarded for that additiona l work, Salary is preferred reward, But if government. 

cannot finance a higher salari es, other low-cost or non monetary incentives will sometimes do, 

Supplements to salary in kind , improved working conditions, more or better instructional 

materials or instructional support and enhanced future career opportunities could make 

teaching more attractive, 

2.1.13 Esca lating Criticism of Schools and Teachers 

Teachers are often bl,amed for the problems of the school system and students' deficient 

learning achievements, 'Growing criti cism of schools coincides with decreasing confidence in 

teachers, when in reality teachers are not given the conditions to ensure teaching learning to 

the desired situation" 

Teachers themselves are products of the poor education systems and are often seen as 

obstacl es to educational change rather than as key human resources, On the other hand 

teac hcrs tend to respond defens ive ly by overemphas ising problems outside thei r direct 

influence (SlDA,2000:15; UNESCO, 1996:21 :21), 
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2.1.14 Limited alte rnative access to higher education 

Dove ( 1986:49) ; Oliviera and Farrel ( 1993 :84); Rust and Da lin (1990: 3 10) reveal that, in 

deve loping countri es with limited access to uni versity education, teacher train ing is often seen 

as a "back doo r" route to higher education . Trainees pursue teacher education not from an 

interest in a teaching career, but frolll a des ire to transter to hi gher educatio n to earn a degree 

or d iploma in order to have opportuniti es to obtain a better paid job in another fie ld wi th 

higher status than teaching. 

2.1.1 5. Community apathy 

Schoo ls do not stand or operate in isolation. They arc part or the comlllunity. Teachers 

should therefo re exploit Illeans of identifying and com municating with the members of the 

cO llllllunity they serve . Si milarl y, the community can ass ist teachers through several ways, 

such as by prov iding housing, serving as resource persons etc. These enhance the s11100th 

relat ionship between teachers and comlllunity members (UNESCO, 1996:24; Kemlllerer and 

Thiagarajan. 1989 in Kemlllerer, 1993 :48-65). 

Several strategies for reduci ng attriti on req uire the support and involvement of the local 

community. However as Chapman ( 1994: 1 0- 11) po inted out, some communi ties lack the 

necessary interest in or commi tment to education. Often, rural communities are overwhelmed 

by the mul tiple demands on local resources and interest from other sectors, sllch as health, 

local govern ment, and agri culture. 

For whatever reason it occurs, lack of interest in education by a community can intens ify. 

teacher attrition. In thi s regard, Tatto ( 1997: 158) asserts that social considerations related to 

teaching incl ude facto rs such as the social status of teaching in the communi ty; the teachers' 

ab ility to relate to the local cu lture; the avail abil ity of socia l ameniti es such as safe and 

affo rdab le hous ing, health and educationa l fac ilities fo r se lf ane! family and entertainment 

oppo rt unities. Teacher retention pol icies which do not take these factors into consideration 

can be expected to produce disappointing results. 

2.1.1 G. External influences 

Ex ternal iniluences refe r to such factors as 

• alternat ive employment opportunities within the country 
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• alternati ve employment opportunities outside the country. For example, Yemen has long 

had a serious problem to retain Yemeni teachers, because of the ease with which 

Yemeni men could secure employment in the oil re lated industries of nearby Saudi 

Arabia and the cultural restrictions limiting the use of women teachers (GovenUllent of 

Yemen. 1985 in Chap man, 1994:26). 

• Financial situat ion of the country. for example, teacher attrition escalated dramatically 

in Liberia (Pre-civil war) when the government encountered financial difficulties and 

was unable to pay sa lari es on schedu le (Government of Liberia. 1988 in Chapman, 

1994:4 - 13) 

Wh ile externa l factors have great impact on tcacher attriti on, they are (by definiti on) outside 

the control of the educat ion sector of a country to affect (Chapman, 1994:47; Zymelman & 

DeStefano, 1989: 16) 

Tn general as depicted by many writers. the following figure summanzes the facto rs that 

influence teacher attrition or retention 

Figure 2 Factors that influence teacher attrition 

Commitment to 
lcaching -

Compensation and External influences 
benefits '-

\ Personal >--Characteristi cs 
Quality of employment Remain in 

~ 
experience - (retention) or 

leave teaching 
(attrition) 

/ Educational 

" Preparation --.; . 

: 
Profess ional integration - Career satisfaction and involvement 

---+ 

Sou rce: Adapted from Chapman D. W (1983). " A model of the influences on teacher 

retention" . JOlltllal o/Teacher Educatiol1 , 245, pp.35 ,5:47 

The above fi gme 2 indicatcs that teacher attritionlretention is a fl.lI1 ction of a) teachers' 

pe rsonal charac teri sti cs b) educational preparation c) commitment to teaching 
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d) compensation and benefits e) quality of employment experience f) professional 

integration and involvement and g) external influences. These seven factors together 

influence career satisfaction, wh ich in turn , determine teachers' decisions to remain in or 

leave the teaching profession (Gardy & Figueria, 1987 in Mena & Tesfaye, 2000:4; Chapman, 

1983:47; Tatto. 1997:106). 

2.2. Implications, consequences and complexities of teacher attrition 

2.2. 1. Implications of teacher attrition 

Teacher attrition impedes and constra ints the ed ucation system of a country. According to 

Thompson ( 1995:64-5) high attrition can signa l low teacher mora le or serious sa lary 

imbalances, while low att ri tion can indicate stagnation in the teachi ng force. High teacher 

attrition seen as 'a major constrailll on efforts to improve educational quality as experienced 

teachers leave the field. 

One of the key efficiency argument (Chapman, 1994: 5-6) is that the benefits of money 

invested in recruitment and training is lost if graduates leave for jobs in other fields. For 

instance, primary teacher training costs as much as 35 times the annual cost per student of a 

general secondary education ( Zymelmand and DeStefano , 1993: 11 3). At the same time, 

teacher training cost is esca lating cont inously. For instance, the uni t cost of Ju nior secondary 

teacher education in Botswana in 1983/84 was estimated at US $469. By 1984/85 that unit 

cost had jumped to US $722.5 and has continued to rise (Government of Botswana, 

1986362). 

Lockheed and Verspoor; (1991 : 94) ; UNESCO, (1982: 18) argue that the direct cost of teacher 

training programme is high in many developing countries because they tend to be residential 

and thus require extra funds to pay for prospective teachers. The social costs of teacher 

training are also high when the students who enter the programme decide not to become 

teachers and use the credentials awarded (diploma or degree) instead as a key for further 

educat ion or alternative employment. 

One more negative factor in teacher attrition is that the best teachers are the ones most li kely 

to leave teaching, largely because the strongest teachers are the one with the most employment 

alternatives. Those teachers lacking alternatives, tend to stay in teaching (Chapman 1994:7; 

Chivore. 1989:59-76; Synder, 1990 in Chapman, Synder and Burchfield, 1993:313). 
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Nevertheless the concern of educational planners in developing countries is the escalating, 

cost of the teaching fo rce that due to increased demand of education thousands of newly 

teachers are hired alU1ua lly. Therefore the interest in reducing te acher attriti on is generally 

reducing the cost associated with teaching force. 

In rea lity, to meet the increasing demand for teachers, viewed by these educational planners as 

one of measures in inorder to enhance enroll ment of schoo l age children developing countries 

must reduce attrit io n. In accord with this statement Lockheed and Verspoor ( 199 1:101-2) 

po in t o ut the lallowing major benefi ts o i' reduc ing att rition. 

Firstly, countries would not losc the gain from economic and social return on the investment 

they make in train ing teachers; that is, the longer teachers remain in the profession, the 

greater, the country's retu rn on its initial investment in teacher training. 

Second ly. countri es would not incur addi tiona l cost to train replacements for the teachers who 

leave. if the attri tion rate were to increase more than the demand for teachers, countri es 

wou ld have to bllild more teacher trai ning insti tutions to meet the growing demand . They 

wo uld incur high costs not only for constructi on, but the recurrent cost of teacher training such 

as salaries, ad m inistrative placement costs, lodging and food. 

Thirdly, if the teachers who leave have benefited fro m experience and in-service tra ining, their 

productive capac ity would be higher than that of new teachers . At the same time, the 

investment in in-service and other on-go ing staff development programmes is lost. In general, 

high levels of teac her attri tion can cause se rious problems with regard to costs: replacement is 

expensi ve; cost al so increases if teachers are more specialized (for instance secondary school 

teachers) because it is more diffi cult to fi nd rep lacements withi n short period. 

Furthermore, M urnane, (1993 ; 137- 143) po inted out that the costs of teacher attrition incl ude: 

hiring cost, as it invo lves time and fac ili ties fo r recruitment, interviewing and examining a 

rep lacement ; traini ng costs, that involves the cost and time of the superv isor, personnel, 

department and trainer. The other cost of attri tion is loss of teaching-learning not on ly time in 

the interval between the departure of one teacher and the rep lacement or deployment of the 

new teacher but also until that teacher reaches the perfo rmance level of the leaver. 
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Attrition of experienced teachers has an impact as the effect of experienced teaching on' 

student achievement is positi ve in some studies (Fuller 1986:21). Above a ll high teacher 

attri ti on also creates a negati ve effect upon the morale of the remaining in teaching. 

Even within the education system, the costs and benefits of attrition are more complicated 

than may be readi ly apparent. On the conseq uences and complexiti es of attrition Chapman 

( 1994:1 1) says, 

u/lrilion sholiid be select ively encollroged ( perhaps by targeting · incentives for 

retention 10 those/lidged to be I//Ore effective teachers). As nell' curricllilim and nell' 

pcdagogi('ul techniques are introdllced, it I/wy be easier and less expensive to train 

new teachers than to re-train some 0/ the existing teachers in the new methods. 

While. for the most part, attrition has a negative impact on overall system efficiency, 

its impactneedl' to be emphasized on a country-specific basis. 

2.2.2. Consequences and Complexities of teacher attrition 

Zymelman and DeStefano (1993 :1 26-9); Oliveira and Farell ( 1993:7-24); Chi vore (1989:13-

14); Rust and Dalin (1990: 126-9) , Lockheed and Verspoor (1991:102-14) and Chapman 

(1994: 11-1 3), pointed out the fo ll owing consequences and complexities for teacher attrition. 

• The 1II0reefJective tIle educatioll system is ill sparking economic deve/opment, tile 

II/ore IIttractive employment opportunities teacllers are likely to have, and the luzrder 

it will be to retain IIlem in teaciting. One des ired goal of an education system is to 

provide a skill ed workforce that, overtime, contribu tes to a more producti ve economy. 

As the economy of a country improves, teachers wi ll have more alternative employment 

opportunities and teacher attriti on can be expected to increase. The better the economy, 

the greater the teacher turnover, if the teac her's sa lary is not attractive compared to 

other equi valent jobs. 

• Teacher al/ritioll may be good /o/' ot/ler sectors 0/ tlte economy, as individuals IVitit 

good ~'ki"s and training undertake private sector enteq)rise. As stated by Lassa, 

( 1999: 12) for example, in the universities of Nigeria most students who find them selves 

in the Education Faculty, simply needed a degree which would enhance the ir chances of 

obtaini ng employment in sectors other than teachi ng. 
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• 1I1allY of tile potelltial solutiolls to teacller attritiol1 Iw ve political or financial costs 

that til e goveml1lellt may judge to be greater tllal1 the cost of attritiol1. Many 

deve loping countri es recruit unqualified teachers into the teaching force with little 

regard for these recruits' initial commitment to teaching, or thei r knowledge of the· 

conte11l and teaching skill s to increase enro ll ment. These teachers are likely to have 

higher turnover due to their poor preparation and salary (Zymelman and DeStefano, 

1993 135) . 

For instance. Chapman and Synder (1992:205) identi lied that there is a relatively high 

attrition oi'untraineclteachcrs in Botswana schools. 

• IHarliet forces that opel'{fte ill almost all societies determill e the attractiveness of 

teaciling 

That is. if the remuneration package for teachers is too high compared to parallel 

professions, there will be a surplus of qualified applicants for the teaching profession. 

Often in cleveloping nations, especially in Sub-Saharan Africa, teaching is one of the 

few occupations available at all to individuals with a certain level of educational 

qua lifi cation. In such cases, there is no effective market alternati ve ancl even luw 

remuneration will attract qualified applicants. 

As other areas of the economy begin to develop, moreover there is likely to be a sudden 

outflow from the teaching force as its most qualified members move to attractive new 

positions as these become available. Even centrally planned economies cannot totally 

escape such market constraints, because individuals will choose not to enter teacher 

training if the total remuneration package is too low for teachers (Oliveira and Fare ll , 

1993:7-24). There are al so cases where a centrally planned state has lost many of its 

most qualified te<)chers to a neighbour nation seeking to reso lve a teacher shortage by 

higher wages (see Chapman, 1994). 

• The actiolls that el1col/rage retentioll oftell do l1 0t el1col/rage better instructiol1al 

pl'{fctices. Regarding thi s view, a research report by Chapman, Synder and Burchfield 

( 1993 :30 1-16) on teacher incentives in Botswana concl uded that, whi Ie incentives to 

improve teachers' overall career satisfaction might stimulate teacher recruitment and 

encourage retention in teaching, neve rtheless those incentives would not necessarily 

lead to improved instructiona l practices . Moreover Murnane (J 993: 143) concluded also 

35 



merit pay 111 developing countries would not enhance instructional performance of 

teache rs. 

• The margillal cost oj 100verillg attritioll ill creases as attritioll decreases. According to 

Chapmen (1994: 13) reducing the attrition rate from twenty five percent to fifteen 

percent is generall y easier to accomplish than moving it from fi ve percent to three 

percent. When the attrition rate is relatively low and the objective is to make it lower, 

no s ingle intervention is likely to have a major impact, rather it w ill require the 

intervention of many facto rs in a coord inated e ffort . Thi s is because the major causes of 

teacher attriti on tend to change at di ffe rent stages or national development. For instance. 

whe n econom ic and institutional development is at an early stage, attrition may be 

assoc iated wi th changing requirements in the training of teachers . At a later stage when 

economic development has increased attrition might be related to demand for skilled 

manpower in private sector that pay more than teaching. 

• Incentives telld to Iwve diminishillg value. Based on Kemmerer's (1993:48-64) work 

on teacher incenti ves, an incentive when widely ava il able, may lose its incentive value; 

that is an incentive applied to all teachers, eventually may come to be seen as an 

entitlement. Teachers may feel penalized by its absencc. For example, the provis ion of 

hous ing to teachers assigned in rural areas might initially be effecti ve as an incentive. 

However, when nearly all teachers receive housing, it becomes a baseline expectation 

and loses its impact as a reward. The failure to provide housing would then be seen as a 

puni shment. 

The policy implication of thi s dimini shing value is that the nature and mi x of incentives· 

needs to change over time. What works as an incentive in one time may not work 

several years later. Hence, a strategy of combating attriti on through the use of targeted 

incentives requires constant review and refining. 

2.3. The Magnitude of Teacher Attrition rate aCI'OSS countries: How big is the 

pJ"Oblem? 

2.3.1. How to Measure Teacher Attrition Rate 

Before trying to take concrete actions on reducing teacher attrition the concerned bodies at all 

echelons of the ed ucation system need adequate and time ly data and informat ion on teacher 

attrition rates. Therefore it is essential to have the knowledge of the variables (educational 
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level, age, se~ etc) associated with teacher attrition as we ll as how to calculate attrition rates. 

Calculating the attrition rate helps to know its extent the requirement and planning the suppl y 

of teachers annually. The io llowing figure shows how to ca lculate teacher attrition rate in a 

specified period. 

Figure 3 A Model to calculate teacher attrition rate 

Number of leavers in a 

ATTRITION RATE = specified period (usuallv one year) x 100 
Average nwnber of teachers during 

Source 

the same period 

Adpated from Heneman et.a!. (1996). Personnel/Human Resource Management. 

New Delhi: Universal Book Stall, (p. 186) 

As indicated in the above figure three, it is poss ible to say that the attrition rate of teachers in a 

country at national or Regional or Wereda, or even at school leve l is higher or lower compared 

to various spec ific periods usually on an annual basis. 

2.3.2. Teacher Attrition Rates in Selected Countries 

J n many countries the best teachers leave to enter the pri vate sector or to teach at higher levels 

of educati on (Lockhead & Verspor 1991: 107; Chapman, Synder and Burchfield, 1993: 304-5; 

Murray, 1997: 165-8). Teacher attrition rates di ffer dramatically across countries - given the 

country's widely varying economic and social conditions. However, the point here is what 

level is acceptable and how much is too much. 

Lockheed and Verspoor (199 1: 101-2) indicated that, in Haiti the aIU1Ual attrition rate of 

primary teachers is ten percent whi le in Korea the attriti on rate has climbed above fi ve 

pe rcent, Further Lockheed and Verspoor noted that in Haiti , teaching is viewed as a transitory 

occupat ion. Many primary schoo l teachers asp ire to become tailors or chauffeurs because the 

pay is better. In Liberia teachers have left to become executive management offi cers and 

medical and legal workers, In Korea as the attrition rate has climbed above five percent and 



is a cause for concern. In Botswana an eight percent attrition rate of secondary school 

teachers worries the ministry of education , while Lesotho would be pleased to reduce teacher 

attrition rate to fifteen percent (Chapman, 1994:6-7). 

The fo llowing table indicates the reported estimates of teacher attrition rate from 

selected countries. 

Figure 4 Teacher attrition rates in selected countries 

Country Teacher attrition rate 

Liberia (Pre-ci vil Primary teacher attrition estimated by Ministry of Education (MOE) 
war) officials at 20 - 30 percent annua lly (Ministry of Education, Liberia, 

1988). 
Nepal 50 percent of primary teachers are permanent. ; 50 percent are 

temporary. Annual attrition rate of temporary primary teachers IS 

estimated at 20 percent; attrition of permanent primary teachers IS 

estimated at 1.5 pel~cent (Government of Nepal, 1988). 
Yemen Over 80 percent of pnmary and secondary schoo l teachers are 

expatriates. Government policy is to " Yemenize " the teaching force. 
To the extent this is accomplished , attrition of teachers will be high, as 
expatriates leave their positions (Government of Yemen, 1986). 

Botswana Annual primary teacher attrition is estimated at 4 percent; secondary 
teacher attrition at 8 percent (Ministry of Education Botswana, 1996). 

Haiti Estimated by school directors to be 5 - 10 percent per year among 
secondary school teachers (Ministry of Education, Haiti, 1987). 

Zambia The attrition rate at the primary level has declined from 3.5 in 1976 - 79 
to less than I percent in 1980 - 83. 
The annual attrition of secondary school teachers, both graduates and 
diplomates, was 18 percent during 1969-74. The attri ti on rate for 
university graduates was approximately 20 percent. Up to 1979, the rate 
of attrition of university graduates annually was 29.2 percent and 
dropped to 5.5 percent during 1980-83 . This was due to the declining 
economy (Kelly, 1991). 

USA Four years after completing teacher training, 40.4 percent of the males 
and 28 percent of the females were sti ll employed as teachers (Charter, 
1980). About 27 percent of students who completed teacher training 
never enter teaching or leave teaching within the first five years( 
Chapman & Hutcheson, 1982). About 25 percent of teachers leave 
teaching (Mark & Anderson, 1978) 

Malawi Due to the high attrition rate of primary teachers annually 3000 teachers 
are recruited. Death is bel ieved to be the highest contri butor to the 
attrition rate. Most of these deaths may wel l be due HIV-AIDS related 
di seases (lVlc hazime and Seige, [998). 

Sou rce: Gottelman- Duret and I-logan ( 1998 :24); Lockheed and Verspoor ( 199 I : 101-2); Chapman and 

Hutcheson (1982: 93-105); Chapman (1 094 :6). 



As indicated in the above table teacher attrition rates differ from country to country. The rate 

of teachers who leave the profess ion each yea r, could be a useful indicator of the rel ati ve 

status of the teachi ng profess ion there compared to other occupatio nal groups. 

The reasons given fo r teacher attrition also vary from country to country. In the report by 

UNESCO ( 1998 :41) - 1998 World Education, teacher attri tion rates may tend to be higher in 

the less developed regions of the world, where education systems are rapidly expanding, than 

in the more developed regions, due to transfer and or promotion to admin istrative and 

ll1anagerial pos itions within the education and other soc ial and econom ic sector systems. In 

addit ion the same report of UNESCO, revea led thal. in recent years, teacher attrition rates 

helve probablv bccn highest in East and Central Europc, and the countri es of the former Soviet 

Un ion, partly because of the difficulti es facing all catego ri es of public sector employees. In 

these countries, many teachers found that they had skills which were in demand in the 

burgeoning private industrial and service sectors (ibid). 

2.4. Overview .of the status of the teaching Profession and teacher attrition/retention 

related studies in the particular case of Ethiopia 

Education has long been a va lued tradition in Ethiopia. Initial efforts to create an 

ed ucation system focused primarily on training indiv idual s, particularly III 

communication ski ll s, who were needed to operate the growing bureaucracy (Tekeste, 

1990: 1-2 ). The first modern government schoo l, Eco le Menelik II was opened in 1908 

( DeStefano and Wilder, 1992: 10, Tekeste, 1990: I). Both government and mission· 

schools gradually grew in number until they were closed during the ti me of the Italian 

invasion in 1935. 

After the restora,tion of independence in 1941 , education was gIven a high priority 

which resu lted in the opening of schools in di fferent parts of the country, As there were 

not enough educated Ethiopians to teach and run the schools, most of the teachers and 

principals in the schools were from foreign countries. . Due to the expansion of 

education and the opening of new school it was realized that the uSe of forei gn teachers 

was not feas ible. This resulted in the open ing of the first Teacher Training School In 

one of the premi ses of Menilik II school under the auspices of the British Council In 

1944 (M inistry of Educat ion and Fine Arts, 1972: 4 ). 



The salary of a graduate of the Teacher Training Schoo l was Birr 150. According to a 

publication of MOE ( 1986 E.C.: 9) in 1949 ( 194 1 E.C.) differential payment was given 

to teac hers according to geographical remoteness and the living conditions of the 

provinces to which they were ass igned. The document states that teachers assigned to 

Tigray. IIlubabor and Begcmder, were paid Birr 175, those who were ass igned to Arsi, 

Wello , Gojjam, Wellega, Kaffa and Sidamo were paid Birr 160, and those who were 

ass igned to Gamu Goffa were paid Birr 200. Thi s differential salary payment served 

only for a year and was di srupted in the following year. This could be taken as a 

meas ure! to retain teachers 111 hardship areas (see ILO/UNESCO, 1984:45; 

ILO/UNESCO 1976:69) . 

Teachers fi'equen tly were the 1110st highl y educated person in a rural villages or 

provincia l towns. Their salary was much higher than many officials in rural areas and. 

the ir cost of living was very low. Teachers were well-dressed, well-fed, and proud of 

their profess ion. Even the starting monthly salary of a TTl graduate, 200 Birr, was 

considered a good wage and provided a comfortable standard of li ving (MOE, 1982:3). 

Howeve r, in the late s ixties and early seventies the decline of the status of teachers 

started to be felt and the educati on system dramatically changed. During thi s period the 

steady expansion of the system, necessitated increasingly greater supplies of teachers 

who freq uently were underqualifi ed and inadequately prepared for the demands of the 

work place (DeStifano and Wilder, 1992: 19). Coupled with thi s problem, there was 

wide spread di ssatisfaction of teachers that resulted in the exodus from teaching. 

Thi s was unveiled by the stud y of the veteran Ethiopian educator Akli lu Habte. 

Accord ing to Akl ilu ( 1967:32), the rate or teache r exodus from 195213 to 19601l 

amounted to 1023 (22.8%) o f the graduates from the one-year training course at Haile 

Selassie I Day school , 863(28%) of the graduates from the fou r-year Teacher Training 

Schools (TTS) of Addis Ababa and Harar, and 771 (42.2%) of the graduates from the 

Majite and Debre Berhan Community Development Teacher Training Schools. 

The factors that contri buted to or aggravated the attrition of teachers from the 

e lementa ry school s as Jloin ted out by Aklilu ( 1967:34-9) , were as follows: 
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• economic and financial factors 

• ad ministrat ive inefftciency and corruption 

• unfavourable working conditions within the schoo l 

• lack of continous in-serv ice educat ion 0 f teachers for profess ional deve lopment 

• dirticu it living conditions in rural areas 

• iso lation or the fee ling of being forgotten 

• lack of ca refu l se lection of teachers and ad min istrators 

• low soc ial status accorded to teachers by government officials , parents and the 

COtllll1UIl i ty. 

Furthermore. Akl ilu (1967:34-9) reports that teachers who left schoo ls were characterized by 

the school directors in the fourteen provinces as active, responsible and resourceful c itizens 

with good suggestions for improvement of their schools. 

Haile Gabriel Dagne, (1989:62) in his study of the history of the Ethiopian Teachers' 

Association pointed out the main reasons for teachers leaving the profession were in accored 

with the above findings of Aklil u. In addition Haile Gabrie l Dagne ( 1989: 66-7) citing the 

speech of i\ lulugeta Wodajo (1967) identified some of the underlying reasons that compelled 

teachers to leave teaching: low sa lary increment and salary increment not based on 

performance: delays and irregular payment of salaries; maladministration of teachers such as 

corruption and negligence; poor working conditions in schools; adverse living conditions such 

as lack of housing; isolation and the low prestige given by the society to the profession. 

Willcox, (1967:80- 1) citing the reconunendations of Ginzberg and Smith's (1967) on 

manpower strategy for Ethiopia, pointed out some of the majo r reasons prompting teachers to 

leave their jobs: admirlistrative inefficiency including delays in the payment of their salaries; 

poor or unprofess ional working conditions; lack of opportunity for professional development, 

geographic iso lation; low prestige accorded to teachers; adverse li ving conditions and low 

sa laries. 

As a consequence of the low sa lary of teachers substanti al number of newly-graduated' 

teachers left teaching. For instance a study conducted by MOE (1981: 15) depicted that 

among the 121 nell' degree graduate teachers in 1979 only 58 (48%) reported to MOE to be 

deployed to the regions. The same study showed that the sa lary of teachers was low by 
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comparing the sa lary increments fo r a ten-year period of TTL graduates with those of 

government empioyees of equi valent academic standard who worked for other ministries. The 

starting salary of government employees was re lati ve ly equi valent for a TTL graduate teacher 

(Birr 225) and other civil service employees. However. the salary increments for a TTL 

graduate within ten-years period was 44%, while the sa lary increment fo r employees of 

Ministry of In formation , Commercia l Bank , Ministry of Agriculture, Ethiopian A ir Lines , 

Nationa l Bank of Ethiopia, Ethiopian Electric Light and Power Authori ty, and Ministry of 

Health was 140%, 122%, 11 8%, III %,86%,66% and 60% respectively (MOE, 1980:22). 

I.ovegrove's ( 1972:42) report of' teacher attrition in the pri mary school se rvice or Ethiopia 

ind icated that 1,'om 1952/53 to 1960/61 , 800 (30%) teachers left teaching. Lovegrove stated 

that the most stable group of teachers was that trained for one yea r only. Many of the teachers 

who graduated from the four-yea r teacher tra ining programme left teaching to continue their 

studies at the then University College of Addis Ababa. This wou ld be the case when teacher 

training students were permitted to sit for their GCE or ESLCE. In addition, Lovegrove 

(1972:42-5) goes 011 to reason out for the attrition rate of Community Development Teacher 

Training Schools graduates being extremely high compared to other types of teachers, viz: 

• the entrance qual ificat ions to the Community Development Teacher Train ing Schools 

we re much lower than the regular Teacher Training Schools (TIS), that fact lowered 

their status and consequently they regarded themselves as second class teachers; 

• as their academic standard was lower than regular graduates they received a smaller 

monthly salary which encouraged them to look elsewhere for employment that paid 

better; and 

• many of the graduates were not accepted by local rural communities and elders, owing 

to the ir relative yo uthfulness and inadequate educational background. Furthermore, 

their inexperi ence in coping with new and diffe rent situations, coupled with their 

immaturity, f requently compell ed them to leave their jobs. 

The other most comprehensive study that revealed the constraints fac ing the teaching 

profess ion and teacher training in the mid eighties was the Evaluati ve Research on the General 

Education System of Ethiopia (ERGESE, 1986). 

Although the extensive rev iew of the Evaluative Research on the General Ed ucation System 

of Ethiop ia (ERG ESE) conduc ted by MOE, has limitat ions in indicating the situation of 

teacher attrition. it has identi tied that the work motivation or teachers was not satisfactory. 
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The underlying reasons pointed out by the study could be taken as significant factors that 

wo uld have prevent teachers remaining in the teaching profess ion if other employment 

opportunities were availab le for them. The major findings of ERG ESE (1986: 131-2) with 

rega rd to the status of the teaching profession were the following: 

• thal among primary , junior secondary and senior secondary school teachers 39%, 55% 

and 67% respective ly joined the profession unwi ll ingly, that is e ither by ass ignment 

from the gove rnment or by lack of other opportunit ies ; 

• that there was low attitude towards the teaching profession due to teachers' loll' sa laries. 

Among the respondent pr imary, junior secondary and senior secondary school teachers 

38%,41 % nnd 22% respectively were fo und to be unhappy due to their low sa laries; and 

• that 23% . 33% and 44% of the respondent primary ,j unior secondary and sen ior 

secondary teachers respective ly indicated that soc iety at large perce ived the teaching. 

profession at a low leve l 

However, abo ut 72% of the soc iety members involved in the study, agreed that teachers enjoy 

an 'average living standard (MOE, 1986:633). Further, 74% of the society members responded 

that they had no obj ections and were wi lling tor their children to be teachers (MOE.1986: 134-

5) . The facto rs identified as maj or determinants of career deci sion were, however. the way 

society perceives the profess ion and the status accorded to teache rs in the community. 

Latter, after a year in a summary report of ERGESE (MOE, 1986: 19-20) , recommendations 

were presented to the then central government for policy decisions and actions. One of the 

recommendations of the report included decisions to be made on alleviating the low salary 

scale and improve the living conditions of teachers. However, it remained a vain attempt. 

The late Lemma Arity { 1986: 2-4). in hi s remarkable repo rt regarding the situation of teacher 

education, concluded that senior secondary teacher educat ion is bedeviled by the problems of: 

• absence of material adva ntages, such as low teachers salary compared to other parts of 

the civi l services; serious hardship of teaching due to high student teacher ratio, heavy 

teaching load, lack of accommodation and proper working conditions, harsh 

geographical environments and limited chances for personal development and growth; 

• lack of pos itive att itudes and outlook towards the teaching profess ion. No t only are 

positi ve attitudes towards the profess ion lacking in teachers-to-be in teache r training 
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institutions and practicing teachers, but this has further developed into a general 

antipathy fo r education; 

• by far the majority of practicing teachers and prospecti ve teachers are forced into 
teachi ng unwillingly; and 

• the irrelevance of the trai ning programme to accompl ish the required task of teaching. 

Lemma ( 1986:8 -1 9) also made a suggestion which may help to alleviate the above constraints 

of secondary schoo l teachers thro ugh taki ng measures such as improving the salary, 

upgradi ng the qual ification level, improv ing se lection cr iteri a, maki ng the train ing programme 

relevant to the task of teaching. and adjusting the organ izationa l structure for better teachers' 

ll1anagenlent. 

A study on the Assessment of Secondary Teacher Education and Training conducted by MOE 

(199 1: 90-91) has a lso revealed the critical situation of both the teaching profession and 

teacher training programmes. The study reported that among the students in the degree and 

diploma teacher training programmes 47% and 45% respecti vely responded that they joined a 

teacher training programme unwillingly. One of the interesti ng parts of the find ings of the 

study was that from the practicing teachers who were involved in the study 80% of them 

rep lied that they wo uld like to remain in the teaching profession. The study a lso pointed out, 

in rank order. the reasons fo r those 20% who want to leave the teaching profession: 

• low status accorded to the profess ion by the soc iety, 

• lack of career development and 

• low salary scale 

A survey of the atti tude of prospective teachers towards the teaching profession in Nazereth 

TTl conducted by Admasu Etana (1 990:9-32) shows that 50 percent of the prospective 

teachers have chosen to become teachers willingly; 47 percent have indicated that they would 

not li ke to continue in the teaching career in the fut ure. ' In concurrence with the above 

find ings, Demoz Admasu (2000: 17) , in hi s survey study on the attitude to the teaching 

profess ion of f'i 'eshman students of Dilla Teachers' Co ll ege, revea led that 78 .3 percent o f the 

respondents are not interested to be teachers. Simi larly, a study undertaken by 

USAfD/Ethiopia on teachers' motivation and incentive in SNNP and Tigray Regions indicates 

that 55% of the teachers invo lved in the study rep li ed that they wou ld not become a primary 

school teacher aga in (1994:24-5). In addition in the above study one of the fi ndings goes on 

10 cite as reasons fer not wanting to be a teacher both low sa lary and poor wo rking conditions 
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A study conducted by Ayalew Shibeshi's (1991: 160-75) for the Ethiopian Teachers 

Association. identified the fo llowi ng as major complaints by teachers:. 

Low status accorded to the teaching profess ion by the society, 

poor sa lary scale 

low status of educat ion 

de lays in payment of salaries . 

lo w standard of liv ing 

lack or hardshi p allowances 

poor li\ 'ing conditions in rural areas (no proper housing; no clean waler; no medical 

faci li ties, no educational facilities to grow professiona lly). 

invo l untary transfer 

improper handling of transfer to desired place 

poor perfo rmance scheme and performance evaluation of teachers without clear purpose 

as well as improper eval uation method by unqualified individuals. 

absence of career promotion in the profession 

low opportunity for [llrther education or inadequate in-service opportunities. 

lack of fairness in assignment of teachers in even ing classes. 

lack of financial incentives . 

difficult and poor students behaviour, 

inability of the Teacher Association to protect the rights of teachers . 

Further, Ayalew, strongly underli ned in hi s conclusion that if teachers lack the confidence in 

the ir association and their employing organ ization the MOE, then they will leave teach ing 

when they have the opportunity or might become troublesome to government as seen in the 

popular movement era of Eth iopia in the seventies (199 1: 176). 

T he findin gs of the study on teacher attrition in Benshangul-Gumuz Region by Tesfaye (1999: 

80- 1) indicates that the attrition rate of secondary schoo l teachers reached 26 percent in 

1996/97. The reasons for attriti on, pointed out are, lack of transfer from the region to other 

regions, inadequate opportunity for advanced trai ning, absence of hardsh ip allowance for 

adverse geograph ical conditions and lack of instructional supervisory support. 
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The recent study on 'Determinants of Teachers' Decision to Leave or Stay in the Teaching 

Profession' by Manna Olango and Tesfaye Semela (2000: 17-1 8) , included such variables as 

career comm itment, initial preference for teaching as a job perceived social status, supervision 

and professional support by superiors and gender. These were found to be significant 

predictors or teachers' future career decisions to leave or remain in the job. On the other hand, 

the interesting point of the study is that the new sa lary sca le and other environmental factors 

such as work environment. effectiveness of the school administration and co ll eague 

relat ionship were not found to be sign ificant predicto rs. 

The study also revealed that fe male teachers tend to stay longer in the profess ion than male 

teachers (2000:14). Further. the researchers explai n that females seem to enjoy teaching as a 

career since the ca reer is assumed to be the domain of fe males. Another argument explained. 

by the researches is that teaching is likely to mean less traveling away from home than other 

bctter paying jobs and women tend to remain in thi s much more settled home based career. 

In summary, the teaching profession status has been eroded by lack of adequate attention 

given by government. This has further affected for the deterioration of the quality of 

education. The causes advanced for the low attractiveness of teaching as we ll as the reasons 

which compelled teachers to qui t teaching emanated from lack 'or absence of intrinsic and 

ex trinsic factors that could motivate teachers. The major ones being identified by various 

small scale ea rlier stud ies on teaching profession in Ethiopia that were low sa lary, low social 

status, admini strati ve problems, poor working conditions; and lack of professional career 

development and support. 

Cognizant of the above daunting limitations to boost the mora l of teachers, TOE has put in its 

ETP stated as: "A profess ional career structure wi II be developed in respect to profess ional 

development of teachers" (TOE, 1994a:2 1). Further thi s has been elaborated in ETP strategy: 

"An acceptab le, attractive and rea li stic career structure will be instituted to improve the 

working conditions of teachers, to elevate thei r status in the community and to enhance their 

moti va tion and profess ional attitude ... improving teachers' pay and incentives for hardship 

areas" (TOE, 1994b: 17) 
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Although some action 111 this li ne has already began, still teachers leave their career at 

sign ifi cant leve l. If "wastage" with att ri tio n continue . it might be out of the contro l of the 

government to cope with. 

Therefo re it is timely and justifiab le to undertake a study on the current situation o f why 

teachers leave teaching and to find ways to curb attrition, with poss ible preventive strategies. 
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CHAPTER THREE 

PRESENTATION AND ANALYSIS OF DAT A 

This chapter deals with the analysis and interpretation of the responses gathered from the 

sample population and the quantitative data on teacher at1rition. 

Educational offic ials and experts at Regional, Zonal and Wereda levels, as well as school 

principals, with d iverse experiences and responsibi lities, di rectly concerned with the 

management of teachers gave their views, opinions and suggestions on teachers' attrition and 

retention. Three categories of respondents were involved in responding to the three sets of 

questionnaires. These were former teachers who dropped-out of teaching from 1996/97 to 

2000/0 I, practicing teachers who are currently serving in primary and secondary schools, and 

prospective teachers, in certificate (one-year), dip loma (two-years) and degree (four-years) 

teacher education programmes, in their final (graduating)year. 

Out of the tota l of 300 questionnai res distributed to former teachers now employed in non­

teaching jobs. 282(94%) were filled and returned. Similarly, from the questiOlmaires 

administered to 1030 practicing teachers. 884 (85.8%) were completed and returned. Out of 

180 questiolmai res d istributed to prospective teachers in eight teacher education 

establishments 162 (90%) were fi ll ed and returned. In addition to questionna ires, structured 

and unstructured interviews and focus group discuss ions were carried out with educational 

offi cials of REBs, ZEDs, WEOs, incumbent school pri ncipals and some practicing teachers. 

Secondary sources of data, mainly reports and documents, have been a lso used. The 

characteristics of the sample respondents are described in the first section of thi s chapter 

which then proceeds to data analysis on the rate of attri tion and causes of attrition and related 

factors. 

3.1. Description of the Characteristics of Respondents 

As mentioned earl ier in order to collect first hand info rmation, three categories of sample 

population filled in questionnai res. The basic characteristics of the sample populations are 

indicated in the following three Tables (Table 2.1. 2.2 and 2.3). 
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3.1.1. Former Teachers 

As shown in Table 2. 1, among the fonner teachers, 25 1 (89%) of them were male, while 

females const ituted 31 ( 11 %). All the respondents from Afar Region were male, suggests 

males more li kely to leave teach ing, and fema le retention was better than male. 

With regard to age, more than 71 % of the respondents were between age group of 21-35. But 

respondents in the age group of 26-30, accounted for 28% and so were the largest age group. 

Th is indicates that the majority of respondents were yo ung enough to have rendered service in 

teachi ng for a long time before the civ il servi ce retirement age of 55 yea rs. When looking at 

the age group of responcicnts who used 10 serve in Afar Region. all we re below the age of 35 

yea rs. and about 58% were in age group of be low 25 years. This indicates that relatively 

more young teachers left the region, since the region was dominated by young teachers (see 

Table 2.2). 

Further ,the age group of respondents impl ies that, younger group of teachers may be likely to 

leave teaching because they were dissati sfi ed with the job due to low pay, status and self­

esteem and poor cond itions of work with in and beyond school (Hurst and Rust, 1990 : 152-

164) . 

[n examining the educational background of respondents in Table 2. 1, about half of them were 

degree graduates (5 1.1 %). Teachers with certifi cate level (TTl graduates) and diploma 

constituted 19.8% and 29. 1 % respectively. The loss of more degree graduates, implies greater 

loss in terms of social rate of return , as the cost for training of degree graduates was higher 

than fo r the rest. It could be a lso observed from thi s that secondary schoo ls were suffering 

relative ly more than primary schools in losing teachers. As concrete evidence, the number of 

degree grad uate teachers which were 46 14 in 1998/99 , decreased io 4437 in 1999100' showing ., 

a decrease by 3.8% (MOE, 2000:80; MOE, 1999:68). 

With regard to school level, those from primary school comprised 20.9% , and 79. 1 % were 

from secondary schools. Almost all (92.7%) of the diploma ho lders taught in secondary 

schools. Concerning the school location where the respondents left teaching, 87 .6% of them 

were from urban schoo ls (versus 12.4% rural). The reason for more teachers leav ing from 

urban schools might be that almost all secondary schools were found in urban areas, and those 

degree and diploma holders who left teaching were from secondary schools. 
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Table 2.1 Description of Former Teachers by Region 

Variables! Addis Ababa Afar 
Characterist ics No. % No. % 

Male 39 86.7 26 100 

Sex Female 6 13.3 . 
Total 45 100 26 100 

20 and below 2 4.4 5 19.2 
21 -25 7 15.6 10 38.5 

Age 26·30 9 20 8 30.8 
Groups 31 -35 19 42.2 3 11.5 

36-40 5 ILl - -
41 and above 3 6.7 -
Certificate 7 15.6 6 23.1 

Qualification Diploma 16 35.6 II 42.3 
Degree J2 48.9 9 34.6 

School Primar ' II 24.4 6 13.1 
leve l Secondary 34 75.6 20 76.9 
School Urban 45 100 2 1 80.8 
locati .m Rural - - 5 19.2 
Marital Married 37 82.2 4 15.4 

Status Sinole 8 17.8 22 84.6 
0 - 5 8 17.8 8 30.8 

Years of 6 · 10 7 15.6 10 38.4 
Service in 11- 15 16 35.6 8 30.8 
leaching 16 · 20 10 22.2 -

21 and above 4 8.9 -
Beginner 2 4.4 8 30.8 

Rank inlhc Junior 6 13.3 10 38.4 
career Full Fledged 21 46.7 6 23. I 
structure Senior II 24.4 2 77 

Associate Lead 5 ILl -

Amha ra 

No. % No. 
44 91.7 142 

4 8.3 21 

48 100 163 

- - 7 

8 16.7 23 
16 33.3 46 
10 20.8 43 

9 18.8 32 

5 10.4 12 
7 146 36 
II 22.9 44 

30 6'.5 83 
10 20.8 32 

38 79.2 131 
45 93.8 136 

3 6.2 27 

39 81.2 136 

9 188 28 
I 2. 1 12 
7 14.6 23 

21 43.8 64 
12 25 53 
7 146 II 
- 6 
8 16.7 13 
14 29.2 73 

24 50 59 
2 4.2 12 

Orom ia 

% No 
87.1 251 
12.9 31 

100 282 

4.3 14 

14.1 48 

28.2 79 

26.4 75 

19.6 46 

7.4 20 

22 .1 56 
27 82 

50.9 144 

19.6 59 

80.4 223 
83.4 247 

16.6 35 

83.4 216 

16.6 66 

7.4 29 

14. 1 47 

39.3 109 

32.5 75 

6.7 22 

3.7 16 

8 37 

44 .8 114 

36.2 96 

7.4 ·19 

TOlal 
% 

89 

I I 
100 

5 

17 

28 
26.6 
163 
7. 1 
19.8 
29. 1 

51.1 
20.9 
79 . 1 
87.6 

12.4 
76.6 

23.4 
10.3 

16.7 
38.6 
266 
7.8 
5.7 
13 . ! 
40.4 

34 

6.7 

<:J 
1.0 



Regarding the marital status of teachers, about 77% were married, while the rest (23%) were' 

single. It might be assumed that marri ed teachers would stay in the profess ion as marriage 

might be expected to create stabili ty. Teachers' mari tal status, and if married spouses' 

employment which are both measures of social in tegrat ion, have been tied to career 

sati sfact ion and retentio n (Lortie, 1975 :67 -68). Chapman (1983 :44) po inted out that, having a 

spouse may increase the likel ihood a person will remain in education and perhaps in teaching, 

but that did not accord with the mari tial status of teachers who left teaching in Ethiopia. 

Afar Region represented a different picture with 84.6% of the former teachers be ing single 

and that \Vas morc or less the oppos ite of the rest of the reg ions. The poss ible exp lanation 

could be that with 58% of the respondents in thi s region be ing in the age grou p of 20-25 years, 

they might not be ready to fo rm a famil y. Secondly their birth place being outside the region 

(see Table 14) and alien to the cul ture and religion of the area discouraged them from having a 

spouse from the surrounding areas . 

With regard to respondents' years of service in teaching and their rank in the career ladder, the 

fi gure revealed that about 66% of them had up to 15 years of service, whi le 74% of them 

reached the rank of full fl edged and senior teacher on the career ladder. This shows that it 

was the most experienced teachers who were leaving teachi ng. Teachers with long years of 

service leav ing the pro fess ion is very likely to affect the quali ty of instruction in schools. As 

Fuller (1989: 18) stated, student achievement is directly rehited to teachers length of 

experi ence. A striking feature is that all together in the four regions a s'ignifi cant number of 

fo rmer teachers ( 10.3%) were found to have short years of service (fi ve years and less) and 

those with the rank of beginner and junior, constituted 18.8%. However, when we look at 

regiona l variations, Afar showed a di stinct d ifference from the rest of the regions in that 69% 

of them had 10 or less '1,han year of service and 30.8% of the teachers belong to beginner and 

j unior rank in the career structure. This further shows that. di ssatisfaction in the earl y years of 

service in teaching fo r various reasons compelled some teachers to quit teaching. 

3.1.2. Practicing Teachers 

884 practicing teachers currently working in pri mary (57.8%) and secondary (42.2%) schools 

in the four sampled reg ions fil led in and retu rned the questionnaire prepared for the purpose of 

this study. 
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Table 2.2. Description of Practicing Teachers by Region 

Variables/ Addis Ababa Afar 
eha racteristics No. % No. °A, 

Male 113 61.1 53 91.4 

Sex Female 72 38.9 5 8.6 
Total 185 100 58 100 
20 and be low 3 1.6 2 3.4 
21-25 13 7 17 29 .3 

Age 26-30 24 13 27 46.6 
Groups 3\-35 38 20.5 S 3.8 

36-40 63 34.1 4 6.9 

41 and above 44 23.8 - -
Certificate 108 58.4 38 65 .5 

Qualification Dirloma 51 27.6 II 19 
Degree 26 14 9 15.5 

School Primary 114 61.6 33 56.9 
level Secondar\' 71 38.4 25 43.1 
School Urban 185 100 45 77.6 
location Rural - - 13 22.4 
Marital Married 162 87 .6 19 32.8 
Status Single 23 12.4 39 67.2 

0- 5 12 6.5 20 34.5 

Years of 6 - 10 25 13.5 24 4 1.4 
Service in 11- 15 48 25.9 13 22.4 
teaching 16 - 20 62 33.5 I 1.7 

21 and above 38 20.5 - -

Beginner 5 2.7 11 19 
Rank in the career JlInior R 4.3 17 29.1 - _. 
structure scheme Full Flcd:,!,cd 55 29.7 0' _0 39 .7 

Senior 67 36.2 7 12.1 
Associate Lead 50 270 - -

AIllhara Oromia 
No . % No. 
226 85.3 317 

39 14.7 59 
265 100 376 

6 7 ' _ .J 6 
43 16.2 73 

68 25 .7 73 
100 38 .5 144 

29 10.9 55 

17 6.4 25 
141 53.2 226 
83 31.3 103 
41 15.5 47 
140 52.8 224 
125 47.2 152 
231 87 .2 326 
34 12.8 50 

222 83 .8 3 15 
43 16.2 61 

40 15.1 61 

104 39.2 144 

93 35 .1 138 
22 8.3 25 
6 7 ' _ . 0 8 
14 5.3 29 
,~ 10.6 .J.' 

133 50.2 172 
57 21.5 103 
33 12.4 39 

% No 
84.3 709 

15.7 175 

100 884 

1.6 17 
19.4 146 
19.4 192 
38.3 292 

14.6 151 

6.6 86 
60.1 513 
27.4 248 
12.5 123 
59.6 511 
40.4 373 
86.7 787 

13.1 97 
83.8 718 

16.2 166 

16.2 133 
38.3 297 

36.7 292 
6.6 110 
2 .1 52 
7.7 59 
R.R go 

45.7 383 

27.4 234 
10.4 122 

Total 
0;;) 

80.2 
19 .8 

100 
1.9 
16.5 

21.7 
33 

17.1 

9.7 
58 

28 .1 
13 .9 
57 .8 
42 .2 

89 

I I 
81.1 

18.8 

15 

33 .6 
33 

12.4 
5.9 
G.7 
97 

433 
26.5 
13.8 

, 

C"J 
l.!) 



As shown in Table 2.2 most of the sample of practicing teachers, 709 (80.2%), were males, 

whi le their female counterparts constituted 19.8%. The education statistics of the MOE 

(1999/2000) indicated that in the sample regions, except in Addis Ababa, female teachers 

const ituted about 21 %. Therefore female teachers were adequately represented in thi s study. 

However the number of femal e teachers (about 15%) in Afar was far below the national 

average. By contrast female teachers in Add is Ababa constituted abo ut 35% (MOE, 

2000:69-83). This shows that, female teacher participation was relatively low in Peripheral 

Regions. 

When looking, at the age aspects of practi cing teachers, 73.1 % of them were in the age group 

01'21-35. This is almost simi br to fo rmcr teachers' age group characteri stic(see Table 2. 1) . 

Amhara and Oromia Regions comprised somewhat similar age-group. Teachers in Afar were 

relatively young and mainly (79%) in the age group of 21 -30 years. Conversely, most of the 

teachers (78.4%) in Addis Ababa were in the age group of 31 years and above. This is 

possibly because until recently teachers with long years of service were assigned to Addis 

Ababa tluough transfer from regions. 

The characterist ics of practicing teachers qua lification, school level and location variables 

were adequately represented within the study. With respect to qual ification. practicing 

teachers with a certificate qualificat ion (standard for teaching in grades 1-4) constituted 58%, 

while dip loma and degree graduates comprised 28% and 14% respectively. With regard to 

schoo l location, 89% and 11 % of the teachers taught in urban and rural schools respectively. 

These data would help in order to analyze the factors that could compel practicing teachers to 

qu it teaching in relation to urban-rural context. 

Among the diploma graduates about 95% of them were fo und in secondary schools. This 

veri lies a known fact tliat secondary schools were populated by sub-qualified teachers. MOE 

(2000:80) education statistics of 1999/00' revealed that 57% of the teachers in government 

secondary schools were diploma holders, whi le degree holders coi1stituted 37%. 

The responses of practicing teachers indicated that about 79% of them had between 6 to 20 

years of teaching experience. The majority of the respondents (51.3%) had long experience in 

teaching ( II yea rs and above). Thus, the profess ional ex perience of the teachers indicate that 
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the information obtained from these respondents is relevant to the problem under investigation 

in the study. 

However, almost all (98%) of the respondents in Afar had teaching experi ence ranging 0 to 15 

years. Among these about 34% of them had fi ve and below years of experience. This might 

poss ibly indicate that a significant number of teachers in Afar lacked adequate experience to 

be in tegrated in to the local environmenta l situation and that may have had an effect on losing 

them. 

The marital status of the practi cing teachers was fa irly in line with the former teacher 

res pondents; thaI, abo ut g I % were married, IVhile the rest. 18.8% of them. lVerc single. As an 

except ion, 67% of the respondents from Afar were single, while 33% were marri ed . This was 

also similar to the characteri stics of former teachers i. e. to the characteristi cs of the former· 

teacher respondents from the region. 

The rank of the teachers in the new career stmcture also match the years of experience in 

teaching. Almost 70% the teachers were in full-fl edged and senior teacher career status. 

Among the leaGhers in the rank of associate-lead, 4 1 % were found in Add is Ababa, whi le 

there were none in Afar Region. Thi s suggests that, the more experienced, with higher 

teaching rank, were found more in urban schools and less in peripheral regions. 

3,1.3, Prospectivc tcachers 

In order to ascertain initial preference to join teacher education as a decision factor to remain 

or quit teaching, a total of 162 prospective-teachers were involved in the study as indicated in 

Table 2.3 below. 
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Table 2.3 Description of respondents of prospective teachers by level of teacher education 
nro!'r"mme, Institntions, and Sex 

Train ing Programme 
S.No I nstitu tion Ccrtificfl tc Diploma Degrcc 

Ma le Female Mal Female Ma le F'emalc 
e 

I. Assda TTl 8 II (57.9) 
2 Dl!brc Bcrhan Tn 9 10(52.6) 
l. Glllldar CTE 15 3 ( 16.7) 
4. Ji mma CTE *' 5 4(44.4) 15 2 ( 11 .8) 
5. KOh.'be CTE " 4 6 (60) 14 3 (17.6) 
6. AknKI)'il University, rOE 16 2(1 1. 1) 
7. 13:1 11i l" Dar Uni versity. FOE 16 2) 11.1 ) 
S. Dcbub U nivl!l'~ jly. FOE (Dill<l) 14 3(l7.6) 

Total 26 3 J 154.4) 44 .8(15.4) 46 7 (13.21 

Note: ( ) denotes percentage of fe male respondents. 

* OfTer both Certifi cate and Diploma Porgrammes for fi rst and second cycle primary teacher preparation 

Table 2.3 above shows the services teacher education institutions provide to regions. Assela 

and Jimma prepare first and second cycle primary school teachers for Oromia Region 

respectively. Similarly Debre Berhan and GondaI' prepare first and second cycle primary 

school teachers for Amhara Region rcspectively. Kotebe serves in preparing first and second' 

cycle primary school teachers for Addis Ababa and partially for peripheral regions including 

Afar. The three FOE prepare secondary school teachers for a ll regions. 33% of the TTls, 

43% of the CTEs and 75% of the FOE of the country were incorporated in this study. 

Therefore, the type and number of the inst itutions involved in the study were appropriate and 

pertinent to the purpose orthe study. 

Table 2.3 further indicates that prospective teachers in the certificate programme run by TTls, 

and some CTEs (Jimma and Kotebe) comprised 35.2%, whi le the diploma and degree 

programmes were represented by 32.1 % and 32.7% respectively. 

Gender composit ion in TTls was more balanced with females accounting fo r 54.4%, while in 

diploma and degree programmes they comprised 15.5% and 13% respecti vely. Thus, 

according to the enrollment of students in the institut ions, females were adequately, 

represented in thi s study to test whether gender was a significant predictor of prospective 

teachers' future career decision to stay or leave teaching. 



3.2. Exodus fl'om the Teaching Profession 

Although there has been a number of discuss ions at national level concerning the drop-out of 

teachers from the teaching professions, some Regions fai led to provide adequate quantitative 

raw data and information on teacher attrition. Unfo rtunately, for the purpose of comparison 

among the regions and to come to conclusions about the rate of teacher attrition at national 

leve l, data and informat ion on teacher attrition were abscnt Ii'om or not we ll organized in all 

reg ions. As matte r of fact , through the researcher's own personal endeavour, and the nature 

of his work pos itio n in the MOE. data became ava ilable on teacher attrition from the study 

target regions as well as fo r comparative analysis from another two regions (Benishangul 

Gumuz and Somali) . Therefore, the following part of the study attempts to indicate the 

problem of exodus from the teaching profession, based on documents available from six 

regions as shown in Table 3. 



Tablc 3 Teacher Loss during 1996/97-1998/99 in Six Regional States of E thiopia by Qualification 

Qualific::ltio n 1996/97 1997/98 1998/99 Average 

Region Leve l Teachers Oro -outs Teach ers Drop-outs Teachers Dro -outs Annual rat e 

at work No 01., :H work No % at work No. % of Teacher loss 

Certificate 2 165 19 0.88 2155 21 1.3 2139 19 0.9 
Addis Ababa Dir10ma 2087 24 1.1 2064 26 1.3 2101 28 1.3 72 

Deo ree 1223 26 2. 1 1228 23 1.9 1237 31 2.5 (1.3°;',) 
Total 5475 69 1.4 5447 70 1.5 5477 78 1.4 
Certi ficate 608 16 2.6 675 21 3.1 682 37 5.4 

Afar Di ploma 110 15 13.6 166 24 14.5 216 34 15.7 64 
Deoree 39 9 23. 1 45 17 37.8 50 19 38 (7.4%) 
Total 757 40 5.3 886 62 7 948 90 9.5 
Certi ficat e 19295 455 2.4 19905 542 2.7 20065 669 3.3 

Amha ra Dip loma 3634 169 4.7 347 1 225 6.5 3792 254 6.7 829 
Deorec 726 35 4.8 643 48 7.5 664 91 13.7 (3.4 'Y,,) 

Total 23655 659 2.8 24019 815 3.4 24521 1014 4.1 
Certificate 1269 14 1.1 145 1 12 0.8 1533 15 1 

Benishangul-Gumuz Diploma 145 16 11 177 24 13.6 192 39 20 .3 56 
Deoree 27 11 40.7 32 18 56 35 20 57.1 (3.5%) 
Total 1441 41 2.8 1660 54 3.3 1760 74 4.2 
Certificate 29988 483 16. 31663 68 1 2.2 33337 772 2.3 

Oromia Diploma 4478 169 3.8 46 10 209 4.5 4947 303 6. 1 983 
De!!ree 912 93 10.2 908 114 12.6 861 126 14.5 (2.6%) 
Total 35378 745 2.1 37181 1004 2.7 39145 1201 3.1 
Certifi cate 809 45 5.6 921 63 6.8 .HOO 76 6.9 

So mali Dip loma 64 8 12.5 69 10 14.5 81 12 14.8 79 
Degree 36 6 16.7 31 7 22.6 29 11 37.9 (7.6%) 
Total 909 59 6.5 1021 80 7.8 1210 99 8.2 

- - -

S ource: Compiled rrom reports on \r.;ilchcr loss from Addis Ababa Zone Education Depa rtments. Afar, Amhara, Bcn ishangu l-Gul11l1z, Oromia and Somali REBs . 
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Table 3 depicts teacher loss over the three year period ( 1996/97 - 1998/99). For detailed 

info rmation, prominent characteri stics of teachers' loss for each region is presented below. 

3.2.1. Pl'Omincnt Charactcristics of Tcachcrs' Loss among Rcgions 

Data presented in Table 3 is analysed here after contrast ing the prominent characteristics of 

teacher loss of each Region as follows:-

I. Addis Ababa 

Addis Ababa. be ing the centre o f the FG E and wi th better soc ial fac i lities. has not escaped 

cntircly from losing its teachers, although, relatively. it was low compared to other sample 

regions. As observed in Tab le 3 the characteristics of teacher loss in Addis Ababa show the 

following: 

• The lowest rate of teacher loss was 0.88% in certificate level in the year 1996/97, and the 

highes t 2.5% in degree level in the year 1998/99. 

• Tota l loss of teachers over the tlu'ee years peri od. was 1.4%, 1.5%, 1.4% respectively 

wh ich was a steady pos ition. 

• Average annllal rate of teacher loss found to be 72 (1.3%), which was the lowest among 

the sampled regions. 

• [n sum mary teacher loss rate on average fo r the three years was 2.2%, 1.2% and 0.9% 

among degree, diploma and certificate grad uate teachers respecti vely. 

II. Afar 

Afar is one of the four peripheral regions in Ethiopia. The characteri stics for teacher loss of 

the region show that: 

• A relatively high percentage of teacher loss was observed, ranging from 2.6% (certificate) 

in the year 1996/97 to 3 8% (degree) in 1998/99. 

• A relatively rapid ri se of teacher loss rates in the three categories; overall rate of loss 

increased fro m 5.3%, to 7% and 9. 5% consecutively over the three years period . 

• Teachers' loss rate with respect to level of qualificati on showed an increas ing trend. Over 

the tlu'ee years period in certificate level it was 2 .6% ,3. 1 % and 5.4%. Similarly in 

di ploma leve l the rate of loss was 13.6%, 14.5%, and 15.7%, while in degree leve l it was 

23% . 37 .8% and 38% respectively for the three yea rs peri od. 
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• To sum up the average rate of teacher loss was fo und to be 64 teachers or (7 .4%) per 

annum, considerably the highest among the four sample regions. The highest rate of loss, 

90 teachers (9.5% ) occurred in the year 1998/99. 

iii. Amhara 

• Relativel, medium rate of loss of teachers observed, ranging from 2.4% in certificate in the 

year 1996/97 to 13.7% degree in the year 1998/99. 

• Stead y increase in rate of teacher loss, except fo r the degree group. which showed a 

sudden rise in the year 1998/99. In certifi cate leve l the rate of loss was 2.4%. 2.7% and 

3.3%. Sim ilar ly, for dip loma leve l the rate of teacher loss was 4.7%. 6.5% and 6.7% 

rcspecti,·ely fo r the thrce ye~rs. The rate of loss for degree leve l showed an abrupt change 

from 4.8% to 7.5% in the fi rst two years, and then to 13.7% in the year 1998/99. 

• Average annual rate of loss found to be 829 (3.4%) teachers, the highest loss 1014 (4.1%) 

was observed in 1998/99. 

iv. Oromia 

• Fairly lo\\" rate of loss that ranged from 1.6% in certificate level (in 1996/97) to 14.5% in 

degree le,el (in 1998/99) . 

• Relatively steady, un-dramatic rate of loss increase; certificate level increased 1.6%, 2.2% 

and 2.3% respectively in the three years; diploma leve l rate of loss showed an increasing 

trend of3 .S%, 4.5%. 6.1 % respectively in the three years, wh ile in the degree level, rate of 

loss for the three years was 10.2%, 12.6% and 14.5% respecti ve ly. 

• Average annual rate of loss was 983 teachers (2.6%), the highest being observed 120 1 

(3. 1 %) in the year 1998/99. 

For the purpose of comparison when we look into the fea tures of rate of teachers' loss in the 

regions of Benishangul,-Gumuz and Somali the following are observed. 

v. Benishangul-Gumuz 

• More variable rate of loss in certificate level ranging from 0.8% in 1997/98 to 57. 1 % in 

degree le,·el in 1998/99. 

• Stationary rate of loss in certifi cate (1. 1 %, 0.8% and I % in the thl"ee years time); the other 

two groups were high and showed a fa irly rapid increase; diploma increased from 11 % to 

13.6% than to 20.3% and degree increased from 40 .7% to 56% then to 57. 1 %. 

• Average ann ual rate of teacher loss fo r the three years period was 56 teachers (3.5%) . 
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• The highest rate of loss was in degree holders that reached 57.1 % in the year 1998/99. 

VI. Somali 

• Re lative ly high rate of teacher loss ranging from 5.6% in certificate (in 1996/97) to 37.9% 
in degree (in the year 1998/99). 

• Steady, increas ing trend of teacher loss rate throughout the three years period; certificate 

from 5.6% to 6.8% and 6.9%, for dip loma from 12.5% to 14.5% and to 14.8%. But the 

degree rate of loss went from 16.7% to 22.6% and to 37.9% respectively in the three year 

peri od. Average ann ual rate of teacher attrition for the three yea rs period found to be 79 

teachers (7.6%), wh ich was the highest amo ng the six reg io ns. 

To sum up . an nual rate of teacher loss within three years period in the l'our sampled regions 

reached J 954 (almost 3%). The highest was observed in Afar (7.4%). 

Benishanugl- Gumuz and Somal i combined together, showed a 5. J % rate of loss on average. 

Total annual rate of teacher loss for the six reg ions reached 3%, with the highest rate of 

teacher loss being observed in Somali Region (7.6%). 

Table 3 also descri bes, that teachers have been leaving classrooms at an increasing rate from 

year to year in all the six regions, except Addis Ababa that has shown a fai rly steady state. 

That more teachers left from peri pheral regions. 

When looking into teacher loss in relation to the teachers' educational background , degree 

graduates left schools with the highest rate in all regions. The rate of loss of certificate holder 

teachers was the lowest, while the loss of diploma ho lders was be low that of the degree 

holders. 

When examining closely the loss of degree graduates in 1998/99, the highest percentage loss 

was recorded in Beni shangul- Gumuz (57. 1 %), while in Afar and Somali Regions it was 38% 

and 37.9% respecti vely. This shows degree graduates were leaving schools at a fast rate . The 

highest rates of loss of degree graduates were observed in peri pheral regions, which is 

wo rrying situation. If thi s trend con tinues, secondary schoo ls could be devoid of qualifi ed 

teachers and that wou ld ad verse ly a ffect the qual ity of instruction . Consequently, greater 

adverse effec ts would be fe lt in the endeavour to prepare knowledgeable and skilled 

manpower specifica lly in peri phera l regions. It is ev ident from the stat istica l reports of MOE 

that most secondary schools were suffering from an inadequate number of qualified teachers 
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(See MOE, 2000:80). The en visaged ETP standard requires a minimum of a first degree to 

teach in secondary schools. Thus, the loss of degree graduate teachers at such an a larming 

rate means that the education system is in a daunting situation; unable even to maintain the 

current demand and supply of teachers. 

3,2,2, Teachel's loss in relation to subject specialization 

What types of teachers have been leav ing schools? With respect to thi s issue, former 

teachers we re requested to specify their subject specialization. Since as generali st teachers, 

TTl graduates were trained to teach all subjects they were omitted from thi s enqu iry. 

Table 4 Frequency and Pcrcclltagc of Subjects taught by former teachers 

S. Diploma N - 82) De~rec N = 144) 
No, Subject No, % No, % 
I. Amharic 6 7.3 10 6.9 

2. English 10 12. 1 17 11.8 
3. Maths 14 17. 1 23 16.0 
4. Biology 13 15.9 20 13.9 
5. ehem istry 14 17.1 20 13.9 

6. Phys ics 15 18.3 24 16.7 
7. Geography 3 3.7 7 4 .9 
8. History 2 2 .4 6 4.2 
9. Physical Educat ion 3 3.7 9 6.2 

10. Psychology (Guidance and Counciling) - - 6 4.2 

11. Not specified 2 2.4 2 1.4 

As seen in Table 4, former teachers who were diploma holders and specialized in Physics, 

Chemistry, Maths and Biology comprised the highest group of leavers. Altogether they 

comprised 68.4%. Among the degree holders, a similar situation emerged and those who 

specialized in Maths and Natu ral Sciences (Biology, Chem istry and Phys ics) comprised 

60.5%. Language specialized (Amharic and Engli sh) , made up 19.5% and 18.8% among 

diploma and degree. graduates respecti vely. Those who specialized in Social Studies 

(Geography and History), constituted 6. I % and 9. I % in diploma and degree respectively. 

The abo ve findings depict that secondary schools were suffering more from a shortage of 

teachers, in Maths and Natural Sciences. This is confirmed by the report of the Mid-Term 

Review Mi ssion of ESOP (200 I :6), that the shortage of teachers in Maths and Natural 

Sciences in Secondary Schools of Ethiopia was found to be acute. 
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The quality of the provIsIon of these subjects in secondary schools would inevitably be 

affected and would further affect the preparation of manpower in the science and teclmology 

fie lds in the future unless immediate measure is taken. 

3.2.3. Newly graduated teacher loss in diploma and degree level 

Teachers' withdrawal from the teaching profession has not been prevalent only among 

practicing teachers who have done some se rvice in schools. The number of new diploma and 

degree graduates from the tcacher education institutions who have failed to turn -up before 

evcn sta rling teaching is increasing from year to yca r. This has also aggravated teacher 

all rit ion. 

The startling situation was that new graduates failure to turn-up commenced when new 

graduate incumbents, from higher institutions of teacher education programmes failed to 

report to MOE for placement to regions. It is evident from Table 5. 1 that, among 1069 new 

degree graduates, 90 (8.4%), and among 912 diploma grad uates 30 (3.3%) fa iled to report to 

MOE in the years of 1998/99 and 1999/00' . 

Table 5.2 illustrated the loss of new graduates from six regions including the four sampled 

regions and excluding Addis Ababa where loss of new graduates found to be insignifi cant. 

As seen from Table 5.2 within four years period (1997/98 - 2000/0 1) a total of 167 (16 .2%) 

degree and 11 7 (14.1 %) diploma holders failed to report to the three sampled regions (Afar, 

Amhara and Oromia). The highest rate of loss of new graduates from these three regions 

occurred in the year 2000/01, that reached 83 (20.8%) in degree and 22 (16.5%) in diploma 

holders. Among the three sampled regions, the highest rate of loss of new graduates found to 

be from Afar region (60.2% and 22.1 % in degree and diploma holders respective ly). 

When compared to the regions outside the sample area, the rate loss of new graduates of 

degree ho lders reached 47.5% and 84.6% respectively for Benishangul-Gumuz and Somali 

regions, while the loss of new diploma holders was 19.6% and 22.2% respectively. The 

recent (2000/01) unprecedented loss of new degree grad uates from peripheral regions which 

reached 84.6% in Somali , 65.5% in Afar and 52.4% in Benishangul-Gumuz, implies quite an. 

un bearable situat ion when compounded with high rate of loss of former teachers from these 

regIons. 
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The possible explanation for the high loss of new graduates from peripheral regions could be 

that the adverse phys ical li ving conditions, remoteness, lack of special incentives for work ing 

in hardship area. · and the information they rece ived fro m those who left teaching from these 

regions could combine to di scourage the new graduates to serve in these regions. 

Although the problem of new degree and diploma teacher graduates fai lure to turn-up before 

starting teaching needs further study, the researcher would like to suggest the possible reasons, 

why new teac her graduates fa iled to engage the mselves in teaching career as fo llows. 

I. Lack of psycho logica l readiness on thc pan 01' ncw graduates . This might be due to the 

inadequacy of teacher education programmes (Dip loma and Degree levels) to persuade 

or prepare the graduates to serve in remote areas. 

11. Lack of early interest in teaching before joining teacher education programmes. The 

poss ible explanation for thi s might be that trainees as prospecti ve teachers joined 

teacher training involuntarily without interest; and 

11 1. The new graduates simply needed a degree or qualificati.on credential wh ich would 

enab le them to obtain employment other than teaching. This might. be largely the resu lt 

of involuntary placement of students in teacher educat ion institutions. 
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Table 5.1 New degree and d iploma teacher gradua tes turn-up to M O E (1998/99 - 1999/00) 

1998/99 1999/00 Total 
Q ualificat i New Not reported New Not reported New Not repo rted 
011 

Graduates NO. % Graduat NO. % Graduates NO. % 

es 
Degree 503 30 6 567 60 10.6 1070 90 8.4 
Diploma 612 14 ? ' 300 16 5.3 912 30 ' , 

- .~ ~.~ 

Total 1115 44 3.9 867 76 8.8 1982 120 6. 1 
Source: Compiled by MOErrEMSD,2000 

Table 5.2 New diploma and degree teacher' graduates allotted to some Regions and rate of turn-u p 
(]997 /98-2000/0 ]') 

1997198 

Qualilication Allotcd. No l reported 

Rc:!ion No. % 
Afar DC2.rce 16 9 56.3 

Diploma 87 8 9.2 
A mhanl Degree 92 9 9.8 

Dip loma 180 13 7.2 
Bcnishan,:!ll l- Degree 25 20 80 
GUIlIUZ 

D i )ioma 74 18 24.3 
Oromia De!!ree 86 7 8.1 

Diploma 145 19 13 .1 
Somali· Degree NA , , 

Oi )Ioma NA , , 

Tigray** DC2ree 57 16 28.1 
Di ploma 78 10 12.8 

Source: Compi led by i\lOErrEMSO, 2000/01' 

• Data available only for 2000/01 
•• Data excludi ng 2000/0 1 

1998199 
Al10ted [';01 

rcnorlcd 
No. 'Yn 

37 22 59.5 
59 20 33.9 
75 17 22.7 
23 3 13.0 
45 15 33.3 

62 8 12.9 
81 6 7.4 
76 8 to'; 

NA 
NA , 

49 13 26.5 
78 8 10J 
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1999/00' 2000/01' Total 
A Hmed Not AHOIed NO I repo rted Allo lcd Not Reponed 

rc lorlcd 
No. % No % No. % 

3 1 18 58. 1 29 19 65.5 113 68 60.2 
37 II 29.7 2 1 6 28.6 204 45 22. 1 
90 15 16.7 167 23 13 .8 424 64 15.1 
44 4 9. 1 26 3 11.5 273 23 8.4 
31 12 38.7 21 II 52.4 122 58 47.5 

27 6 22.2 16 3 18.8 179 35 19.6 
1'4 II 8.9 204 41 20. 1 495 65 13. 1 

43 9 20.9 86 13 15. 1 350 49 I' 
NA , 26 22 84 .6 26 22 84.6 
NA , , 18 4 22.2 18 4 22.1 
60 13 2 1.7 NA , , 166 42 25.3 
24 5 20.8 NA , 180 23 12.8 



3.3. Causes of Teacher Attri tion 

What facto rs contributed to or aggravated teachers' inclinations to leave teaching from the 

school system? 

According to Chapman (1994:8), two types of factors must be examined in consideri ng the 

causes of teacher attrition. The first is 1'001 causes, which directly lead to teacher att rition , 

and the other one is el1abliug facial's, wh ich do not themselves cause teacher attrition , but are 

conditions whi ch a llow it to continue, once it starts. 

In general. from the researcher's standpoint and expc ri ences. it might be anticipated that 

teachers would leave their jobs for three main reasons in Ethiopia:' 

I. Lack of initial preference for teaching and entering teacher education progranm1e 

wi thout interest. 

II. Unfavourable working conditions in the school environment, and 

III. Unfavourable working conditions out side the school environment. 

Therefore the fo llowing part of the study attempts to analyze the above factors specifical ly. 

3.3.1. Initial Preference for Teaching 

Initial preference for teaching could expected to be an influential factor on teacher retention. 

Therefore, it makes sense to investigate why fo rmer teachers joined the profession in the first 

place. As asserted by Lortie (l975:165) a high rate of teacher attrition is related to students' 

who jo ined teacher education programme hav ing negative initial preference fo r teaching. 

I. n order to asce rtain whether former teachers joined the teaching profession with or without 

interest, they were requested to respond to the quest ions why they" became teachers in the first 

place. The follow ing ten reasons fo r becom ing a teacher were rated bi 282 fonner teachers 

using a five point Likert-type scale calibrated as follows: Strongly Disagree = I , Disagree = 2, 

Undecided = 2, Agree = 4 , and Strongly Agree = 5. The rating scores are further computed 

to mean va lue. rank and standard deviations. 

The summary results that appea r in Ta ble 6 show that the three most promi nent reasons why 

former teachers became teachers are, in rank order according to mean va lue results: teacher 

training was the onl y option either for educat ion and for a job; compelled by personal problem 
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otherwise not interested in teach ing and the use of teaching deliberately as a stepping-stone to 

look for other job. 

Tablc 6 Rating Sco."C on Reasons for being teachcr by forme." teachers (N=282) 

Reaso ns for bein g T eacher Res ponses Rating Score 

5 4 3 2 t - Ra nk SO 
X 

I. Interested in teaching as iI career 35 113 16 92 26 3. 14 4 1.25 

2. Unsurpassed contribution for 19 130 32 '63 38 3. 10 5 1.22 
deve lopment of one's country or nrca 

3. The opportunity to join teacher tmining 33 107 18 64 60 2.96 7 1.39 
or get a teaching job was easy 

4. Compel led by personal problem. not 20 155 19 69 19 3.3 1 2 0.9 1 
interested in teaching 

5. Teaching wou ld give opportunity to 12 146 14 76 34 3.09 6 1.80 
personal educational development 

6. Deliberate lISC of teaching as a stepping 8 16 1 20 68 25 3.21 3 1.11 
stone to look lor other job 

7. H igh regard 10 teaching al the time " 22 27 164 69 2.18 9 0.81 

8. The sa lary was comparatively allractivc " 2 " 22 1 59 1. 80 10 0.45 
at the time 

9. The only Or1io l1 to get training or job 21 179 18 39 25 3.47 I 0.94 
was teaching 

10. inl"lucnccd by fri ends and relatives to 18 72 10 103 79 2.46 8 1.30 
join teaching 

Ove l'31i - 2.87 

X 

Converse ly, at rank 4 and 5, respondents advanced pos itive professional reasons for becoming 

teachers. These are: interested in teaching and contri bution to ones country tlu'ough the 

teaching profess ion. These provide some counterbalance the reasons ranked I to 3. The 

sixth ranked reason- " to develop onesel f thro ugh educati on" , might imply that teaching would 

help to gai n more k.nowledge" as the task of the profess ion requires often reading and writ ing 

to prepare class instructions. Bu t it might al so mean tha t teaching would be educationally 

beneficial. The lowest ra nked reasons from 8 to 10 are: infl uenced by Ii' iends or relat ives, 

high regard for teachi ng due to the fact that teaching was accorded high status and the 

attracti ve nature of the sal ary. These indicate quite clea rly the low att raction of these fac tors 

in deciding to become a teacher ( mean values <2 .5). 

A significant number of respondents identified that to join teacher training or get a teaching 

job at that time was "easy" (mean value = 2.96 and mean rank = 7) . This indicates of course, 

the selection for ad miss ion to teaching were probab ly weak. 

~, 
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As a who le these findings indicate that most fo nner teachers joined the teachi ng profess ion 

without interest or joined teacher education programmes simply because at that time there 

were no options or al ternatives for their choice of career. They stayed in teaching job for an 

interim period untillhey get other jobs with better pay and prestige. 

On the other hand, practicing teachers were asked to rate the reasons fo r becoming a teacher 

us ing the same question ite ms and applied Likert-type sca le. The \\ eighted mean rank and 

standard deviati ons were computed. The responses are summarized in Table 7 below. 

Table 7 R a ting Score on R easons for being teacher by practicing teachers (N = 884) 

Respo nses 
S. HC:I SOIiS rO!o being T eacher (bl lll g Sco re I"\ lean 

N. ; 4 J 2 I - SD Il a nk 

X 
I. Interested in teach in!.! as it career 41 421 86 170 166 3.0 1.23 6 
2. Unsurp,lsscd cOlll ribl llion for development or one's 33 340 104 203 204 2.77 1.28 7 

COll n l r \, or area 

3. The opportuni ty to joililcacilcr training or 10 get a 59 436 83 146 160 3.10 1.28 5 
leach in!! job was C,15\ 

4. Compelled by personal problem. not interested in 63 442 83 148 148 3.14 1.27 2 
leaching 

5. Teachi ng would give opportunity to persona! 61 44 1 76 146 160 3. 11 1. 28 4 
ed uca tional development 

6. De liberate use of leaching as a stepping slone to 62 440 79 146 157 3. 12 1.32 3 
look for ot her iob 

7. I-l i"h rcoard to teachino at the time 17 175 87 285 320 2. 19 .086 10 
8. The salary was comparati ve ly att ractive at the ti me 21 186 101 285 29 1 2.28 1.35 9 

9. The onl y option to 2.ctlrainill u or job WlIS leachin o 6; 56 1 57 122 79 3.46 1.1 0 I 
10. Inllllcll ccd by fricnds and relati vcs 10 ioinlcaching 26 190 106 270 292 2.3 I 1.1 3 8 

Overali Mean - 2.85 
X 

As can be seen fro l11 Table 7, the rating score on reasons for beco l11i ng a teacher of the three 

most il11portant itel11s were all110st in acco rd with that of former teachers responses by mea n. 

rank and standard elevation. These were: the onl y opt ion or allernat ive was teaching (mean 

va llie = 3.46. rank = I): not inleresled in leaching (mcan vallie = 3. 1,\, rank = 2) and use of 

teaching as a stepping SlO nc lO lind anolher job (mean va lue = 3. 12, rank = 3). 

However, the two categories of teachers differ in rating the rest of the reasons. Practicing 

teachers rated, self-development through education (mean = 3. 11 ); teaching was easy to join 

(mean = 3.10) and interested in teaching were (mean = 3.0) ranked 4,5 and 6 respectively. 
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In addition a different reason, advanccd by both categories of respondents through an open 

ended question . was that they had wanted to go into another line of \Vork, but were unable to 

do so because of personal or ex ternal constraints. The significantly different reason pointed 

out by degree holders was that they were placed in teacher education institutions by MOE 

according to their ESLCE result or after the Freshman Programme by the teacher education 

institutions. These responses accounted about four and six percent of former and practicing 

teac hers respectively. 

Although few in nUlllber (less than one percent) aillong the pract icing teachers who were 

certificate (TTl) ho lders, j o ined teaching to escape the National Military Servi ce at that time. 

Tab le 8 T-test Ana lysis for items which produced statistically s ign ificance difference between 
fonner teachers (N = 282) and practicing teachers (N=884) on the reasons for 
becoming teacher. 

Former teachers Pract icin g t-value 
TCHchcrs 

RCHsons for being Teac her - SD - SD 
X X 

I. Interest in teaching as a career 3. 14 1.25 3.0 1.23 1. 6440 

2. Unsurpassed contribution for development of 3. 10 1.22 2 .77 1.28 3.9077 
one's country or area 

3. The opportunity to jo in teacher training or to get 2.96 1.39 3.10 1.28 -0. 150 I 
teachin a was easy 

4. Compel led by personal problem, not interested in Icaching 3.31 0.91 3.14 1.27 2.4646 

5. Teaciling would give opportunity to persona l 3.09 1.20 3. 11 1.28 -0.23 97 
educational deve lopment 

6. Deliberate lise of teaching as a stepp ing stone to 3.2 1 I. I I 3. 12 1.32 1.1303 
look for other job 

7. High r~&1rd to tcachi no at the time 2.0 O.SI 2.19 0.86 -3 .3782 

8. The salary was comparatively attract ive at the time 1.80 0.45 2.28 1.35 -9. 1042 

9. The only option to get training or job was teaching 3.47 0.94 3.46 1.10 0. 1490 

10. III!luCJlccd hy friends and relatives \ojoin Icaching 2.46 1.30 2 .31 1.13 1. 7393 
.. 

StCl tlstl cally SIgnIfi cant at 0.05 level. 

Table 8 depicts the summary results of the t-test fo r the mean differences between former and 

practic ing teachers of the reasons for becoming a teacher. As can be noted fro m the table, 

both former and practicing teachers agreed on these responses: that they became a teacher' 

because the opportunity to join teacher training or ge t a teaching job was easy; teach ing would 

give opportun ity I'or personal educational development; deliberate use of teaching as a 

stepping-stone to look for other job, the only option to get training or a job was teaching and 

influenced by fi'iends and relatives to join teaching (t = -0150 1, -0.2397, 1.1303,0.149', 

1.7390 respectively, P > .05). These further revealed that there were no statistically 
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significant differences between the two groups concerning their reasons for being a teacher. It 

can be inferred fro m these resu lts that both groups joi ned teachi ng without interest. Hence, it 

confi rmed that the preference to stay in teaching by practicing teachers was low and that 

whenever they get opportunities for other jobs, they might leave. 

In summary, most former and practicing teachers joined teaching as a last option and only 

un ti l they could get other j obs. In this aspect, researchers such as Cunun ings (1990:4), Rust 

and Dalin ( 1990: 163) pointed out that the largest working occupation in the civil se rvice of 

deve lopi ng countri es of Africa is teaching, and the teaching profession is the largest option 

nnd one 0'· the rew employmelll opportun ities l'or schoo l leavers. Some joined teaching 

without interest, for intern period until they get other job. 

On the other hand, the t-test results on certain reasons advanced for being a teacher indicate 

statistically a significant difference between the two groups. These were the unsurpassed 

contribution for the development of ones country (t = 3.9077, P>.05); compelled by the 

personal problem otherwise not interested ( t = 2.4636, P>.05); high regard to teaching at the 

time (t = -3.3782, P>.05), and the salary was comparatively attractive at the time (t = -9.1042, 

P>.05). 

Generall y lack of early preference for or interest in teaching could have a deterrent effect on 

reta ining teachers. 

Any occupation which fa il s to recruit new members will not survive. However, it may be less 

apparent that the wayan occupation fit s into the competitive recruitment system will affect its 

soc ial compos ition and its inner li fe. To draw in new members an occupa tion must possess 

ce rtain "rec ruitment resources. " Recruitment resources consist of comparative benefits that 

include money, prestige and power, and the psychic attractions of the occupational tasks 

(Lortie, 1975:25-26). 

In respect of the above statement, to ascertain whether "recruitment resources" influenced the 

initia l preference fo r teaching, prospecti ve teachers at the three levels of teacher education 

programmes in Ethiopia were req uested to spec ify how they joined thei r respect ive teacher 

ed ucat ion inst itutions. To this end those with hi ghest frequencies and percentages are 

categorized as shown in Table 9. 
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Table 9 Res ponses ,,<lv" need by p rospect ivc tcache rs (N =162) how they joined te" cher education 

progr amlll es 

Nu mbe r of Res ponses 

[tern and Responses TTl (N=57) Diploma Degree Tota l (N=162) 
(N=52) (N=53) 

M F % M F % M F % M F % 

lI ow d id YOII j o in It'acher Ed ucati on 
prog ramme'! 
a} ass igned by MOE (by ESLCE result oul or 9 1 18.9 9 1 6.2 
choice o f fi et(t of study) 
h) Ass igned by co llegel universi ty alief - - - - 17 2 35.8 17 2 11.7 

Frcs hl11 <ll1 Programme Wilholli illlerCS\ 
c) IllIcrcs tcd in leachi ng (by choice) 12 25 64.9 21 5 50 - 3 5.7 33 32 40.1 

eI ) Last option. ot herwise not interested in 13 6 33.3 20 2 42.3 19 2 39.6 52 10 38.3 
lcachin!!.. 

c) Miscell aneous considerations 1 1.8 2 1 5.8 - 3 1 2.5 

I) No response - 1 1.9 - - - 1 0.6 

Respondents who gave the answer that they joined teacher education as a last option, 

otherwise they were not interested consisted of: TTl 19 ( 33 .3%), diploma programme 22 

(42 .3%). and 2 1 (39.6%) in the degree programme. 

In add ition. it was found that prospective teachers in the degree programme who were 

assigned or placed by MOE (ESLCE result) compri sed (18.9%) and 37.7% of them were 

assigned after the freshman programme out of their chosen fie ld of shtdy by higher education 

institu tions. All together 96.2 prospective teachers in the degree programme j oined teacher 

education without interest. 

On the other hand . among the prospective teachers in TTL 37 (64.9%) ancl 26 (50%) in 

dip loma rcsponded that thcy joined teacher tra ining as an initia l preference with interest. 

Converse ly. among the prospective teachers in degree programme IVho had preference for 

teachi ng were 3 (5. 7%). Al together, in the three programmes those who jo ined teacher 

tra in ing programmes with interest comprised 65 (40. 1 %). 

One interesting point to be underlined \NaS that among the 46 fe male prospective teachers all 

togelher in the three programmes 32 (69.6%) joined teacher training with interest. Further, it 

indicated that the females in TTls (N = 31) who joined fro m interest, constituted 25 (80.6%). 

Among the fe male prospecti ve teachers in diploma and degree progrmmes 45(62.4%) and 3 
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(37.5%) joined with interest respectively. Therefore, it seems ev ident that to recru it more 

fe males to teacher education programmes at the other two leve ls (diploma and degree) should. 

be taken as a strategy to increase the retention of teachers. 

Although. the recruitment of candidates to prepare as teachers In Eth iopia requires further 

study. in general it could be inferred fro m the above findings that a substantial number of 

prospective teachers were involuntari ly forced into teacher education especia lly in the degree 

level teacher education programme. 

As matters stand noll' , recruiting candidates to prcpare as teachers. especially in var ious higher 

insti tu ti ons in degree programmes, was largely invo luntary and if thi s continues it will create 

three major consequences in the future. Firstly, it might seriously affect the retention of 

trained teachers since these institutions have been trying to prepare teachers who were largely 

not interested or lacked initial preference for teaching. Secondly, such ill-prepared young 

teachers, will further negatively affect the quality of instruction in schools ; and thirdly, these 

young graduates being frustrated due to inadequate training and lack of readiness for teaching 

wou ld not opt to turn-up to start in the profess ion. 

3.3.2. Reaso ns advanced by fonner tcachet·s why they left teaching 

As observed from the earlier analysis, a substanti al number of former teachers who never had 

the intention to be teachers left teaching after a brief period of time serving in schools. In 

addition among those former teachers who enjoyed teaching, or were at least interested in 

teaching, a lso left schools due to certain facto rs that pushed them into vo luntary attrition. 

[n relation to thi s. former teachers were asked about reasons for leaving teaching; that are 

fac tors within the schoC\1 that contributed to withdrawal li'om teaching, and factors outside or 

beyond the school that contributed to their drop-out from teaching. 

Us ing a five-point Likert-type sca le, the iollowing ten reasons for leaving teaching were rated 

by former teachers ca librated as: strongly disagree = 1, di sagree = 2, undecided = 3, agree =4, 

and strongly agree = 5. The rat ing scores were further computed to mean value and rank. 
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Table 10 Rating sco res Oil reasons advanced by form er teachers for Icaving teaching (N=282) 

s. Reaso n for Icaving the teaching Responses Rating Score Mean 

No profess ion 5 4 3 2 I - SO Rank 
X 

I. Low economi c and financial 141 14 1 - - - 4 .50 0. 50 2 
benefits 

2. Admin istrative problems without 65 143 25 40 .9 3.76 1 06 5 
sc hoo l 

3. Un !~lvo rablc working conditions 92 liS 2 1 42 9 3.S6 11 2 4 
within school 

4. Limited chance fo r further 38 79 10 11 3 42 2.85 1. 34 9 
education 

5. Dl fficulties of li ving conditions 43 75 13 122 29 2.93 1.31 8 , 

6. Lack of instructional support 3 1 70 12 91 84 2.6 1 1.36 10 

7. Lack of professional career 74 126 3 44 35 3.57 1.35 6 
development 

8. Low socia l prestige accorded to 225 48 2 4 3 4.73 2.58 I 
teachers by the soc iety at laroe 

9. Overworked being tedious and 72 117 4 46 43 3046 1041 7 

bored 

10. Lack of transfer to better places 103 128 5 29 17 3.96 2.25 3 

Overall Mean 3.62 

Table 10 summarizes the reasons advanced by former teachers for leaving teaching. Although 

the regional context may show variations in the factors that compelled teachers to quit 

teaching, Table 10 mirrors the overall motivating factors for leaving teaching in general. As 

mentioned by the former teachers, the most significant fac tors that compelled former teachers 

to quit teaching in rank order I to 3 were: low social prestige accorded to teachers by the 

society at large (mean = 4.73); low economic and financial benefits (mean = 4.50) ; and lack 

of transfer (mean = 3.96). The least three reasons ranked from 8 to 10 were : difficulties of 

liv ing conditions, limited chance for further education and lack of instructional support (mean 

scores were 2.93 _ 2.8 5 and 2.61 respectively) . 

Further. Tab le 10 de pi cts that , al l of the set reasons were rated as positive reasons for 

withdrawal fi-om leaching. The mean val ue had a maximum of 4.73 and minimum of 2.6 1 

and the overall average mean was 3.62. Since for all the set reasons the mean va lue rating 

scores were greater than the acceptable mean va lue of 2.5, all of them do have an impact on 

teachers' attritionlretention. Therefore, if these factors are not solved in a timely way, they 

will continue to adversely effect the retention of teachers and that in turn will affect the 

quality of education. 
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From the questionnaire responses of former teachers, the interviews and the focus group 

di scussions with some practicing teachers, school principals and education officials at REB, 

ZED and WEO detailed investigations and analyses on the above reasons for quitting teaching 

were made. 

(i) Low Socia l prestige accorded to the teaching profession 

Among the variables that affect indi viduals' interest in teach ing as well as the retention of 

teachers are the occupation's (1) presti ge, (2) monetary or material rewards, (3) non-materi al 

rewards, and (4) working conditions (Thomas. 1997 : 165) 

The prestige of an occupation can be viewed as the overall level of regard or respect generally 

held in a society for people in that occupation. Former teachers, perceived that the society at 

large, accord low social prestige to teaching occupation. In this respect, practicing teachers 

were asked to rate their belief in how they are perceived by some members of the conununity. 

A rating score was used of Very high = 5, High = 4, Medium = 3, Low = 2, and Very Low = 

1, and the results are shown in Table 11 below. 

Table 11 Practicin g Teachers (N = 884) Perception on Level of prestige community members imputed 

to tcachin g occupation 

Responses Rating Score 

Some members of comlllunity 5 4 3 2 I - Rank 
X 

I. Education offic ials 18 325 103 202 204 2.6 1 I 

2. Non-teaching Civil service personne l 30 90 77 283 320 1.84 4 

3. Parents 17 175 87 252 324 2.12 2 

4. Students 16 173 84 247 215 1.96 3 

5. Government o,fficials at [oca l leve l 13 160 74 249 140 1.77 5 

Overall Mean - 2.06 
X 

As observed from the above Table 11, practicing teachers believed that their occupation does 

have low prestige. The actual overall average mean va lue (2.06). indicated that the belief on 

the perception of the occupation was below the acceptab le mean value (2 .5) . Among the 

community members, education officials were rated first (mean value of 2 .61) in according 

better prest ige to teaching. On the contrary, the teachers be lieved that their prestige was 

regarded poorly by government officials at local leve l (mean = 1.77) However, in order to 
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ascertain that the teaching occupation was actually accorded low status by various community 

members, requires the views of the community members themselves and that needs further 

investigation. 

In general, the current opinions and believes of teachers would indicate that, the status of the 

tcaching occupation vis-a-vis the community, the ill- treatme nt of teachers at the hands of 

government and education offices, are serious impediments to retaining teachers and to attract 

the best recruits to the profess ion. 

(ii) Low cconomic benefits 

The second weighted reason gIven for teachers dropping-out from teaching was the low 

economic benefits earned in teaching, Regarding this, former and practicing teachers were 

asked for their views on teachers' salaries position compared to those of non-teaching civil 

service jobs and whether the salaries were enough to meet their financial obligations and. 

could adequately suppOli their fami lies . 

Table 12 Tcachers' vicw on adequacy of their salaries compared to other civil service 
'b . I II I IT d .1 0 s Wit 1 para e qua I IcatlOns an experIences 

I~rac licill g Fonncl" 
Ic:u: htTS teachers 
(N~884) (N=282 

Item No. % No. 'Yo X' 
I. Do you th ink the sa laries of teachers sufficient enough to sustain 

their li vi nu condition in your area? 
a) Sufficient 183 20.7 45 16 
b) Not suffic ient 692 78.3 231 81.9 2.80 
c) Not sure 9 1.0 6 2.1 

2 How do you compare teachers salaries with that of other civil 
service jobs with Para llel qualification and st.:rvice in your area 

a) equivalent 302 34.2 65 23 11 .40 
b) not equi valent 570 64.5 209 74. 1 
c) Not sure 12 1.3 8 2 .8 

As can be seen tt'om Table 12, with regard to the suffic iency of teachers' sa lari es, the opinion 

of 78.3% of practicing teachers asserted that teachers' sa laries" were not sufficient". That 

was significantly higher than those with the contrary opinion of sufficient (20.7%). Likewise 

the opinion of former teachers, the salaries were declared insufficient by 81.9% as compared 

to those with the contrary opinion (16%). The Chi-square result show that the two groups 

opinions were stat istically significant (Xl = 2.8, d f 2 , P>.OS). Table 12 depicts the opinions 

on the equi va lence of teachers' salaries with those of other paraliel civ il serv ice jobs. Among 

74 



the practicing teachers 64.5% of them asselted that it was not equivalent, while 34.2% 

expressed the opposite. 

Among the former teachers 74.1 % asserted that teachers' salaries were not equivalent, in 

contrast to 23% who expressed they were equivalent. The Chi -square test was calculated to 

detect the relat ionship betlYeen teachers' salari es and those at other c ivil service jobs with· 

para ll el qualification and experience. The resu lt of the test showed that fo r 2 degrees of 

li·eedom calcu lated value x l = 11.40, P>.05. Thus it reveled that there is rel iab le evidence 

showing the existence of a statistica ll y s ignificant s imilarity of view both groups. Thus it 

s ignifies that, former teachers left teaching with the belief that their salaries were lower than 

other civi l servicc jobs requiring parallel qualificat ion and service. 

For further investigation of the above, the fo llowing part considered a comparative analysis of 

former teachers' years of service and monthly salary while in teaching and in their new jobs. 

Table 13 Form er tcachers ' monthly sa lary and years of service in teachi ng versus in new j ob by 
q ua iification. 

Average monthly sa lary and Yea r of Qua lifica tion level 
Se rvice 

S.No. in Teachin g an d New job TTl (N = 56) Diploma (N - 83) [)cgn 'l' ( I'll - 144) 

I. Year of Service in teachino 5.6 10.2 11.3 
2. Initial Monthly Sa lary in teachin o 271.92 360.68 514.86 
3. Month ly Salarywhen left teaching 35 J .38 606.90 920.03 
4. Difference in month ly salary between 79.46 246.22 405.17 

initial and when left teachino 

5. An nual salary increment rate in teachino- 14. 19% 24.14% 35.86% 
6. Year of service in the new job 2 2.5 2.6 
7. Initial month ly sa lary in the new job 6 19.35 948 .25 1349.78 
8. Present sa l a~"y in the new job 642. 16 1040.53 1426.79 
9. Diffe rence In monthly salary between 22.8 1 92.3 1 77.01 

in itial and present in he new job 
10 . Annual Salary increment rate in the new job 11.4% 36.9 29.62% 
II. Difference in monthly sa lary between 290.78 433 .63 506.76 

present new j ob and when left teaching (82.8% increase) (71.4% increase) (55% 
increase) 

The fi gures in Table 13 gave some confirmations that the starting monthly salary in their new 

job was significantly higher than the salary when teachers left teaching (item No. 3 di ffe rence 

with No. 7) . They showed difference of salaries fo r TTl as 76.3%; Diploma as 56.2%; and 

Degree as 46.7%. Moreover, the diffe rences in monthl y sa lary when they left teach ing and· 

thei r present 1110n th ly salari es in the new job (No . 1 I ) showed 82 .8% , 71.4% and 55% 

increases in TTL diploma and degree graduates respectively. 
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Therefore, salary could be taken as a major driving force for teachers to leave teaching and opt 

for better paying j obs. 

On the other hand, contextual factors often playa much larger rol e than simple Income 111 

determining relative ad vantages of earnings . For example, in the earl y 1960s, the initial salary 

of a TTl graduate was Birr 230 (equivalent of US$92 at that times rate of exchange. At 

present it is Birr 305 (equi valent of US$36 at the rate of current exchange). This shows 

teachers' incomes are affected by a high inflation rate and that factor requires to be taken 

account or. Due to this fact teachers lIlay opt for a "moonl ighting job" or a permanent job, 

that pay bette r than teaching. 

The other major drawbacks that pushed teachers to withdraw from teaching was the absence 

or inadequate provision of non-monetary benefi ts, such as housing a llowance or lack of 

housing for teachers in remote rural areas, free or subsidized medical services and others. 

Some teachers in hardship areas, especially in peripheral regions, referred to the total absence 

of hardship allowance. For instance among the former and practicing teachers from Afar 

about half of them (56.7%) responded that they were paid hardship allowance, equ ivalent to 

other civi l service personnel, the rest (43.3%) were denied of hardsh ip allowance. All the 

respondents who get hardship allowance invariably responded that it was inadequate 

compared to the expensive living condition of the area. 

In general, teaching has long ceased to be an attractive profession in Ethiopia. Major factors 

behind thi s may be teachers belonging relatively to a salary structure and other benefits that is 

low by all measures when seen against employees in other civil service jobs. Lack of other 

non-monetary benefi ts is another factor. Earlier studies in thi s area revealed somewhat 
" 

similar results (see Ak li lu, 1967; MOE (1982); EROESE, 1984; and Ayalew 1990). The new 

sa lary scale introduced in 1995 has not yet changed the poor prevailing situation of teachers' 

sa laries as viewed by the teachers themselves (see Table 12). 

(iii) Lack of Transfcl' 

One of the major issues that adverse ly affected the retention of teachers was the absence of 

transfer from Region to Region, especial ly to Addis Ababa. Transfer was cons idered as a 

legitimate right of teachers in the past, before the decentralization of the adm inistration of 
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teachers or the formation of Regional Governments. Prior to the decentralization of 

government system, MOE was responsible for the transfer of teachers from one administrative 

area to another, including to Addis Ababa. From the experi ence of the researcher, at that time 

new graduates, when assigned to stmt teaching in remote areas, accepted without hesitation 

and were optimistic that they would be transferred to a better place after certain years of 

service in the hardship area. As a consequence of decentralization of the government system, 

the Regions have been ves ted to administer transfer wi thin their respect ive regions. Transfer 

at an inter-region level requ ires a long process of contact between reg ions and is based on the 

consent and will of the regions. Therefore, transfer from one rcgion to another is almost 

unthinkable for teachers nowadays. 

The rate of loss of newly graduated teachers before starting teaching being high in peripheral 

Regions may be associated with this fact. Similarly, the high "leakage" of practicing teachers 

from peripheral regions may be partially attributed to absence of transfer. This is supported 

by the statement of Chapman (1994: 17) "one reason for drop-out from teaching could be 

reactions to being assigned to remote areas away from family and friends and which offer 

limited soc ial and professional opportunities and lack of transfer". 

For further investigation of the problem of transfer encountered by teachers, former and 

practici ng teachers were requested to specify whether their birth place was with in or outside 

their region of employment . 

Table 14 Former and Practicing secondary sc hoo l teachers birth place by Reg ion. 

Fo rmer Teachers PracticinG Teachers 
Birth Afar Amhnra Oromia Afar Am hara Oromia 
place NO. % NO. % NO. % NO. % NO. % NO. % 
Within - - 28 73.4 73 55.7 - 74 59.2 51.3 
the Reoion 78 
outside 
the Reo ion 19 100 9 23.7 51 38.9 22 88 42 33 .6 61 40.1 

Not speci fi ed I 5 I 2.6 7 5.3 3 12 9 7.2 13 8.6 

N. B. Add is Ababa not included 

- Since medium of instruction in primary schoo l is in local languages teachers in primary schools 
were not included in the above data. 

As observed from the above Table 14, almost the enti rety of both groups of teachers in Afar 

Region birth places were outs ide the region. Thus one of the possible reason for the high rate 
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of attrition in Afar would be that the teachers ' birth place were outside the regIOn and 

integrating themselves into the society may not have been easy. Therefore, in order to 

minimize teachers' drop-out, the region requires to find a spec ific strategy to ease social 

integration. 

Table 14 also signifies that 23.7% and 38.9% of former teachers birth places were outside 

Amhara and Oromia regions respectively. Among the practicing teachers those with their 

birth places outs ide the reg ion comprised 33.6% in Amhara and 40. 1 % in Oromia regions. In 

thi s aspecl. both groups havc similar characteri sti cs . 

In general, if teachers arc working in places where they are ali en to the local medium of 

instruction or the working language of local government the intention to leave the area might 

increased. In these circumstance they might see a transfer. If they are denied the right to 

transfer, the only option left to them is to quit teaching and withdraw from the area. 

(iv) Working Conditions within the School 

Not only do teachers in Ethiopia usually face inadequate economic benefits that lead them to 

have poor living conditions, but their working cond itions in schools are also unfavourable. It 

is evident that conducive working condi tions motivate teachers to stay in teaching and so, may· 

enhance the qual ity of teaching. In thi s sense the next major factor, rated fourth by former 

teachers, was unfavourable working condition within the school where they last taught. In 

connection with thi s, to investigate the problem encountered by former teachers in respect of 

working cond it ions with in school , they were requested to rate the working cond itions using a 

Likert Rating Scale as fo llowed: Very Good = 5; Good 4; Fair =3, Poor = 2; Very poor = 1 . 

. , 
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Table 15 Forlll e,' teachers' (N ~ 282) ratin gs of the worki ng conditions in school las! ta ug ht 

Response r a tin g sco res 
S r. Worki ng co nd itio ns wi th in 5 4 3 2 I -

sc hoo ls X Ran 
k 

No . No % No % N % No % No % 
0 

I. Schuol 66 23.4 46 16.3 II 3,9 SO 28A 79 28 2.79 2 
III arl;lgcmcll ule,ukrsh ip 

2. Colkglal rd:ulOllShip 'lI1101lg. 101 35.8 J 51 53.5 6 2. 1 20 7. 1 4 IA 4.17 I 
tc:u:!Jl.:rs 

3. StudclH disl'lplLlll' 9 32 17 6 ; IX w: ] .-1 .8 153 54.3 L69 7 

4. C laSSrtlOllll.'\.llldlliollS - - II 3.9 ; 1.8 113 40.! 153 5-1.3 1.55 9 

5. !l.vililability 01 cducati Ollfll - - 9 3.2 4 [A 108 38.3 161 57.1 IA9 10 
materials 

6. Tenchcrs' part icipat ion in 28 9.9 54 19. 1 82 29.1 63 22 .3 55 19.5 2.78 3 
decis ion-making 

7. Availability of services such - - 18 6.4 50 17.7 94 33.3 120 42.6 1.88 6 
as water ,to ilets 

8. Instructional supPOri from 24 8.5 37 13.1 89 31.6 71 25.2 61 21.6 2.62 4 
principal and department head 

9. Comlucivencss of 51:111' room 14 5 2 1 7A 13 4.6 116 41.1 118 41.8 1.93 5 

10. StudcJ1ls' ent husiasm 10 1cmn - - 17 6.0 3 I II 63 27.1 171 60.6 1.62 8 

Overall - 2.25 

X 

x = Mean Score 
The mean scores were calcu lated and interpreted as fo llows: 

0.5 1.49 very poor, 
1.5 2.49 poor, 
2.5 3.49 fai r, 
3.5 4.49 good, and 
4.5 5.00 very good 

Tab le 15 above refl ects the wo rking cond itions o f schools where the former teachers last 

taught. 

An examination of the rating scores 111 Table 15 shows that, the most three unfavourable 

conditions were identified as :-

(i) Unavailabil ity of adequate educationa l materia ls (mean ~ 1.49) 

(ii) Poor classroom conditions (mean = 1. 15) 

(iii ) Low students ' enthusiasm to learn (mean = 1.62) 

The mean values for the above unfavo urab le conditions signify that, certain working 

conditions within schools were poor or very poor. 
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The avai lability of education materials, such as studel1ls' tex t books, teachers guides, teaching 

aids and equipment, facilities in laboratories and library books and more are very important 

inputs for teaching-learning quality as well as to enhance the effectiveness of teachers efforts. 

It is common to observe that, due to the lengthy absence of refurbishing of schools, the 

physical conditions of classrooms are dilapidated. Anybody can eas ily observe in the main 

urban areas that classrooms are overcrowded in a situation and teachers may be unable to 

control c lass room discip line. Even a desk for the teacher is a luxury. Where the researcher 

had a chance to vis it ce rtain schools in South Eas t and Wes t of Orom ia, due to lack of 

adequa tc number of desks, somc students were obliged sit on the fl oor and attend to 

classroom work. 

One of the frustrating situations in schools, especially in urban schools is the declining 

situation of students' enthusiasm to learn. As a consequence, students' di scipline is a growing 

concern in many government secondary schools found in major urban areas. Teachers in 

Addis Ababa rated students di scipline next to the last (ranked 9, see Table 16). 

In general, the work ing conditions in schools, real ly are a growing concern In the 

dissatisfaction of teachers and possibly helps to dri ve them to quit teaching. The worrying 

situation in working conditions of schools is so immense that by itself it needs a large-scale 

study. 

In contrast to the above responses of poor working conditions, the former teachers rated some 

working conditions with a mean value between 2.5 to 4.49 and these rep resent fair to very 

favourab le conditions in schools. In this regard col legial relationship among teachers was 

rated high (4. 17), while school management, teachers' participation in decision making and 

instructional support from 'the principal and department heads were rated fair at 2.79, 2.78 and 

2.62 mean va lues respectively. 

That co llegial relationship among teachers being ranked first indicate that, relationships 

among teachers were good and supportive and that soc ial relations among staff in schools 

were strong. Thi s might help to retain teachers. Also, the participation of teachers in decision 

maki ng in school matters was an encouraging s ignal. 
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Table 16 Mean value and rank order of practicing Teachers ratings on factors Related to working 
conditions within schools among Regions (N ~ 884) 

S. Addis 
Ababa Afar Amhara Orolllin Total 

No. Working conditions - - - - -

within school X RanI< X 
Ilanl( X Rani. X 

R:Ulk 
X 

"',k 

I. School IlHl11agcmenl {leadership 2.64 2 2.60 2 2 .67 2 2.74 2 2.66 2 

2. Collegial relationship among 3.96 I 3.93 I 4.10 I 3.98 I 3.99 I 
teachers 

3. Student discipline 1.45 9 2.57 4 2.20 5 2 .24 4 2. 11 5 

4. Classroom conditions 1.42 10 1.38 9 1.3 5 9 1.34 10 1.37 10 

5. Availability of educational 1.71 7 1.3 1 10 1.31 10 1.36 9 1.42 9 
tll<llcrials 

6. '''c<lelters' p<lrticipalion '" 2.6 1 3 1.57 8 2.54 4 2. 16 5 2.22 4 
(h!cision makin!! 

7. Av"ilnbility or services such ilS 2.59 4 1.68 7 1.62 8 1. 74 7 1.9 1 6 
Willer toile! 

8. Inst ructional support from 1.84 5 2.59 3 2.56 3 2.61 3 2.4 0 3 
principal and dClmrtment heads 

9. Conduciveness of stall' room 1.75 6 1.74 6 1.73 7 1.42 8 1. 82 7 
10. Students' enthusiasm to learn 1.58 8 2.08 5 1.80 6 1.82 6 1.66 8 

Overa ll mean 2.1 6 2.15 2.19 2.14 2.16 

Table 16 depicted the responses of practicing teachers that revealed the poor state of working 

conditions prevai ling in schools in the sample regions. The overall mean values of the four 

regions showed insignificant deviations from the overall mean value (2.16). It can be inferred 

from that school. environment across the country showed undifferentiated features. The rating 

scores of former teachers overall mean value (2.25) compared with that of practicing teachers 

(overa ll mean = 2. 16) also showed relatively insignificant variations in rating of the working 

conditions of schools. 

This situation implies that, due to poor working conditions within schools, teachers' 

commitment towarcls teaching was reduced, leacling to decreased satisfaction and might 

further compel them to depal1 from teach ing. 

As stated by Lortie (1975: I 05) , unfavourable workplace and organizational characteristics 

decrease teachers' motivation, and consequently affect the work effort of teachers and their 

dec isions to stay in teaching. 

(v) Administrative Inefficiency 

One other problem faced by teachers, that caused them to leave teaching is the stressful 

situation of teachers' administration. Former and practicing teachers were requested to 

specify, through an open-ended question , the types of admin istrative problems they 

encountered outside the immediate school. During a focus group di scussion w ith some 
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practicing teachers in the sampled schools this issue was al so raised. The list of administrative 

prob lems disclosed was lengthy, however. the major ones, with high frequency of mention 

(responses !i'om questionnaires) are summarized and presented in Table 17 below. 

Table J 7 Administrative problems encountered by Former and Practicing Teachers 

S. Fo rmer Prn ct icing Teachers 

Teache rs 
No Admi nistrative Prob lems Fn.·quCII( Rank Frequency 

\" 1I.Il'nlion !\ Icnlion 

I. Dda) s in salary payments: salaries do 1101 always reach Icachers olltim c. 44 5 96 
2. D-:ducting salary II itholll consultation or ngrccl1ll!nt 10 h:achcrs 13 8 37 
3. Favoritism based on political party aninil)': cerillin [cachers arc favoured being 41 6 98 

allili;llt:d III political party 

4. 111-IJ\!,t{ll1Cllt by educational onicials: no w]H.:rc to appeal grievance 58 2 263 
5. Sense of insecurity. hecause no one to guard against unfair treatment 51 3 I II 

lI niU Sliliablc mishandlillo by local ofl1c ial s 

6. Unfair transfer; transfe r po licy not transparent 48 4 84 
7. Redeployed un-thaught-ofto far place schoo l (forced transfer) 4 10 47 
8. Discriminatory selection for in-service tra ining programmes. 7 9 46 
9. Delays in career structure promotion implementation procedure and salary 168 I 570 

adjustment 

10. Unwanted interference on school matters by local government 16 7 54 
offic ials 

Tota l frequency 450 1046 
Spearman 's Rank Correlation Coefficient ( rs) = 0.9030 

Note: - Total exceeds number of respOlldellts s ince several respondents gave more than one reason or 
explanation ofadm il1i s trativ~ prob lems e ncoun tered . 

Rank 

5 
10 
4 

2 

3 

6 
8 
9 
I 

7 

The list of administrative problems encountered by former ancl practicing teacher indicates 

that the prevalence of certain severe problems need special considerations to retain teachers. 

Among the major of these problems were (the three in order of ratlk): delays in career 

promotion procedures, consequently in connection to thi s untimely salary adjustment; ill­

treatment of teachers by educational offi cia ls and the sense of insecuri ty . 

Delays in sa lary payments were a wide complaint among teachers, especially those working 

in rural schools far away from the Zonal or Wereda towns . 
. , 

Spearman's Rank Correlation Coeffi cient was computed to see whether there were statistical 

differences in ranking administrati ve problems encountered by former and practi cing teachers. 

The statistical resul t (rs = 0.9030) showed that there was a great similarity between the 

administrati ve problems encountered by both categori es of respondents. Therefore from this 

result it is possible to infer that those same administrative problems that compelled fo rmer 

teachers to leave teaching cou ld similarly push out practicing teachers to leave teaching too . 
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These were not surprising results as the researcher has observed piles of appealing letters sent 

to MOE by teachers on the above administrative problems. Teachers even traveled long 

di stances to appeal to MOE but in vain they return back to their schools highly disappointed 

asking "Where to go and appeal?" 

(vi) Professional Career Development 

It is important to note that the status of the teaching profession also depends on the 

opportunity it provides for career developl11ent. In order to boost the moral of teachers, and 

also to enhance the quality of instruction, TGE has taken the initiative by introducing the 

"Teachers' Career Structure and New Salary Scale" (TGE, 1994:21). Nevertheless, a 

substantial number of teachers left teaching after the introduction of this policy and the CLUTent 

practicing teachers seem not to be happy with the new career structure. 

In this connection, both former and practicing teachers were requested to rate their agreement 

with the statement , that the new teacher career structure and salary scale would help motivate 

and retain teachers. A rating scale was used of: strongly agree = 5; agree = 4; undecided = 3; 

di sagree = 2, and strongly disagree = I. Summarized responses are presented in Table 18. 

below. 

Table 18 Former and Practicing Teachers responses towards the retention and 
motivatIOn eve 0 t Ie new career structure an sa ary sca e Ilfl d I I 

Former Teachers (N Practicing 
= 282) teachers (N = 884) 

Item No. % No, 0/0 

"It has been anticipated that tlte t-test Slg. 
/lew teachers' career stl'llcture 2- tailed at 
({lid salary scale 1V0uld Itelp to .01 level 
motivate and retain teachers, and -2.5473 
committed to tlteir profession" 
what is YOllr level of agreement? 

Responses 
Strongly agree - - 76 8.6 
Agree 32 11.3 I 10 12.4 
Undecided 19 6.7 28 3.2 
Disagree 152 53 .9 392 44. 3 
Strongly 79 28.0 278 31.4 
di sagree 

- 2.01 2.22 
X 

SD 0.6894 1.2520 



The former teachers' rating of the statement revealed that about 83% of them disagree or 

strongly disagreed . Simi larly about 76% of the practicing teachers disagree or strongly 

disagree on the same issue. The mean va lues 2.0 I and 2.22 for foimer and practicing teachers 

respectively also indicate that the retention and motivation ability of the· career structure was 

low (mean va lue <2.5 low) 

The T-test result (t = -2.5473 at alpha 0.0 I level) obtai ned shows that both groups of teachers 

have no stat istically different responses towards the carcer structure incapable of motivating 

and reta ining tcachcrs i.e. their agreement is con firm ed. 

From the above finding, it can be inferred that former teachers were not motivated as they left 

teaching after the introduction of the career structure and new salary scale. Similarly, the 

responses of practicing teachers being that they were not satisfied with the career structure, 

their intention to leave teaching could be high also. Therefore, the new career structure and 

salary scale that has been introduced since 1995/96, needs further study by MOE and REBs 

towards revising in order to achieve its desired goals. 

(vii) Work Overload 

Respondents rated inter a lia work overload (mean value of 3.46) as high in job-related stress 

factors , and might induce correspondingly high levels of dissatisfaction among teachers. As 

expressed by former and practicing teachers, the criteria set for measuring performance 

evaluation for promotion in the new career structure required many tasks to be performed by 

teachers, irrespective of school context. Coupled with poor working environment in schools, 

especially overcrowded classrooms and lack of adequate education material , the work stress of 

teachers would be even worsened. The increased level of work and the job demands typical of 

schoo ls who work in d9uble shifts could induce higher stress in teachers and headteachers. 

Further, teachers bitterly· expressed that they were not paid according to their workload. In 

certain schools, due to shortage of teachers as a result of attrition, the researcher has found 

certain teachers ihat work beyond the norm of teaching load of thirty periods per week. For 

instance, in certain remote rural schools of Amhara and Oromia, with .sections of four, the 

only teachers found were two that worked in two shifts with a teaching load more than forty 

periods per week each. 
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(viii) Difticulties in Living Conditions 

It is obvious that teachers are found in every corner of the country. Good or bad, better or 

worse, teachers are exposed to every type of living conditions due to the nature of their work 

place. As the standard of living tends to be based on income so the teachers' way of life is 

determined by their income or sa lary. Besides their income being low, teachers face 

diffi culti es in li ving conditions that reall y reflect the low image and status of the profess ion. 

From group di scuss ions ca rried out in schools with certain teachers, educational officials at 

WEO and ZED, as IVe li as the questionnaire responses of pract icing teachers. the fo llowi ng 

were identified as major d ifficult ies such. Those li sted in Table 19 had high freq uency of 

mention by teachers. 

Table 19 Type of difficulties in living condition encountered by urban and rural 

practicing teachers 

Type of difficulties Urban Teachers Rural Teachers 
in living condition Frequenc Rani, Frequency Rank 

y Mention Mention 
I. Accommodation (housin o ) 539 I 89 I 
2. Remoteness 24 4 74 2 
3. Hea lth Service 11 2 2 7 1 3 
4. Potable water and food supp ly services 26 3 63 4 

Total Frequency 70 1 297 
Spearman's Rank Correlation (r5) of coeffic ient =0.4 

Note: Total freqll ency exceeds number of res pondents sin ce se"eral rcspondcltts gave morc than olle item of 
difficulties. 

All the above items of diffi culties in li ving conditions encountered by urban and rural 

practicing teachers indicate the absence of non-monetary alternative incentives. Housing was 

found to have the highest frequency encountered by both urban and rural teachers. In remote 

areas teachers had difficulti es even to find a house to rent. Where new schools were 

constructed, there was a lack of accommodation for teachers. 

Table 19 also reveal s that there was a statistically medium relationship between the types of 

diffi culties faced by urban and rural teachers' (Spearman's Rank Correlation of Coefficient 

(rs) = 0.4). In other words they shared certain similar types of difficulties such as housing in 

their living conditions. 

Teachers in urban areas al so suffe red from housing problems. Most of them live in rental 

houses belonged 10 private land lords and they ra nked it as the fi rst di ffi cu lty. For instance, 
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among teachers involved in the study from Addis Ababa, about 78% live in houses rented 

from private landlords; about 9% li ve in Kebele houses, and the rest about (12%) do own their 

houses. All those accommodated in private rental houses invariably asserted that, the rent was 

very expensive compared to their income. Teachers in Afar involved in the study who were 

from urban schools, invariably li ve in privately owned houses. and revealed that rents too. 

we re expensive relative to their income. Most teachers in rural. remote areas li ve in she lters 

constructed by the community. not better and may be even worse than the housing type of the 

cOll1ll1unity 3S obse rved by the researc her in one of the sall1ple Weredas of Orom ia. 

The other Severe difficulty identifi ed by rural teachers was inaccess ibility due to lack of 

transportation and postal services. During discussion with teachers, it was mentioned that 

there were schools as far as four to five days to travel on horse back to reach WEO (referring 

to Dodola WEO, Bale Zone). 

Teachers also suffered from lack of health services or being unable to cover the expensive 

medical services at private health centres. Although teachers are entitled to pay at half-cost 

for medical treatment in government medical institutions, a similar benefit with other civil 

service personnel often rural teachers were devoid of such benefits because of two reasons. 

Firstly, the inaccessibility of government medical institutions, as hospi tals or Health Centres 

are found in urban areas. Secondly the inadequate medical services rendered in these 

govern ment health institutions. The only option to teachers was to seek private medical 

services that are very expensive, not affordable by teachers. 

Teachers in rural areas also suffered from a lack of supply of potable water and food items. 

Due to thi s fact often teachers in rural areas were often vulnerable to water borne diseases. 

They also travel long di stances to reach a market in order to buy food items. 

The absence of alternative incentives such as provision of housing, compensation for working 

in a hardship area, free or subsidized medical services and other important matters for basic 

li ving caused teachers to migrate from rural to urban areas in search of other jobs. During 

di scussion time with certain teachers in rural school s in Oromia Region, they often expressed 

openly and frankly that during the long summer vacation time they spent their time in search 

of other jobs at Addis Ababa and Nazereth. 
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The potential for teachers to leave teach ing from rural areas as discussed above, is strongly 

associated with the difficulties in the li ving conditions they encountered. 

This indicates that the intentions ETP to motivate teachers that work in hardship areas (TOE, 

I 994a: 22 and 1994b: 17) have not yet been rea lized and need MOE and REBs to take 

tangible steps urgently to promote alternative incentives that could retain teachers. 

(ix) Lack of instructional support and limited chances for further education 

The provision of instruc ti onal support and further education should be looked at in as much as 

they refl ect what has come to bc recognized as a nccessa ry consequence or the rapid 

development of social life and of education systems. However, measures taken in thi s fi eld 

remain piecemeal and optional, where they are provided, and often they are found to be 

lacking altogether. Teachers often lacked refresher courses or access to further education. 

Since the few higher education establishments of the country are found in the big towns, the 

chances for teachers to attend higher education during their spare time is very limited. In 

discussions with teachers it was di sclosed that the migration of teachers to big towns was 

increasing in part in search of access to further education as a means of freeing themselves 

from the dest itute way of life in teaching. The lack of opportuni ty for further education was 

one of the highly ranked reasons advanced by teachers in earl ier studies also (see 

Aklilu,1967). Similarly, the present study showed that the high thirst for further education 

by teachers still not totally satisfied .. 

There is evidence that lack of instructional support by supervisors from local education 

offices was part of teachers reasons for not being sati sfi ed in their job. This is consistent with 

the statement of Blum and Nylor, 1984 (In Mena and Tesfaye, 2000: I 5), that sati sfaction of 

employees with effective administration and support and supervi sion by superiors are 

significant components of job satisfaction. 

3.4 C ommitment to teaching career: decision to stay or leave teaching 

Teachers' commitment to their career may be considered to be a mairi factor in staying in 

teaching. Career commi tment predicts teachers' decision to stay in or leave teaching. In line 

with thi s, practicing teachers were asked about their decis ion whether to stay or leave 

teaching despite having encountered various problems while in their teaching jobs. 
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Table 20 Frequency, percentage and ch i-sq uare results of practicin g Teachers' (N = 884) Ca reer 
CO lllmitment to stay or leave teaching by gend er 

Ca l-eel' Plan to stay or leave Responses 
tcaching Male (N = 709 Female ( N - 175) Total X' 

NO. % NO % NO % 
Stay 154 21.7 124 70.9 278 3 1.4 
Leave 494 69.7 39 22.3 533 60.3 157.2 1 
Undecided 61 8.6 12 6.9 73 8.3 

It can be seen in Table 20. that a substantia l number of the respondents (60.5%) indicated they 

woul d pre fer to leave teaching. Gcnder- wise leaving teaching showed contrasting dec isions. 

Fcmalcs prefe rred to stay in tcachi ng by 70. 9%, but malc teachers' dec is ion (0 stay "'as on ly 

21.7%. Chi-Square test showed that , for I degree of freedom at the O.OSlevel of sign ificance, 

the critical va lue of x2 = 3.84; and the calculated value of x2 = IS7.21 that it could be 

concluded that the plan to stay or leave teaching was dependent on gender; that means the 

likelihood of staying in teaching career was higher among females while it was low among 

male counterparts. This is in agreement with the finding of Men a and Tesfaye (2000:14). 

The possible explanation for females' preference to stay in teach ing was that they enjoy 

teaching since interactions are primarily with children. The care of chi ldren is generally said 

to be especially consistent with the socia l definition ofwomens' work in our society. 

Table 20 revealed also that a significant number of teachers preferred to remain in teaching 

(3 1.4%). The possible reason(s) may be associated with interest in teach ing (i ntrinsic 

behaviour), lack of an alternati ve job, avoid loss of the security of a pension, avoid di sruption 

to a settled life with family and others. 

That the intention to leave teaching by practicing teachers was high (68.6% versus 31.4%) 

could pred ict a trend fqr the rate of attrition from the teaching profession to increase unless 

urgent measures are taken to curb it by MOE, REBs, and other concerned bodies. Moreover, 

the recruitment of more females to teaching profession should be considered as a strategy, 

since a preference to stay in teach ing showed a relatively high incidence among females. This 

accords with generali zations of an intcrnational analysis of the teaching profession by 

Cummings ( in Rust and Dalin, 1990: I 1-12) that, the future will indicate an increase in the 

proportion of females among the teach ing force but a lso an increasing frequency of outward 

mobility of teachers to other occupations. 
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Table 21 Fonner Teachers' willingness to Teach Again by Sex and Level of School. 

Tota l Sa m ple Ma le Fema le Prima ry Secondary 
Item and Respo nses (N = 25 1) (N = 3 1) (N = 59) (N = 223) 

(N = 282 
Do YO Ii have (lilY 

illterest /o go back 
(l o llill/o leachillg? 

Yes 36 (12.8) 24 (9.6) 12(38.7) II ((8.6) 17(7.6) 

No 237 (84.0) 22 1 (88) 16(516) 45 (76.3) 200(89.7) 

Not sure 9 (3.2) 6 (2 .4) 3 (9.7) 2 (5. 1) 6 (2.7) 

Note: ( ) d?l1ores percentage 

ICormer teachers wc re req uested if they woul d become a teacher agalt1. The nu mber of 

respondents \1"110 would like to go baek again to teach ing lI'as found to be low (12.8%) as 

indicated in Table 21. But stil l teaching profession gave satisfaction to a certain group of 

former teachers : Among these were female teachers, more of whom declared they would go 

back to teaching compared to males (38.7% versus 9.6%). It showed also the opposing views 

of former primary and secondary school teachers when we compare their preference to go 

back to teaching (18 .6% to 7.6% respectively) . 

The possi ble explanation of the preference not to go back to teaching by most former teachers 

(84%) could be that they might not be optimistic that the reasons they advanced for leaving 

teaching would show realistic improvements (see Table 10). 

3.5. T he quality and Relevance of T eacher Educa tion P rogrammes 

It is bel ieved that recruitment procedures, quality and relevance of teacher education 

programmes are related to teachers' in tention to leave or stay in the profession (see Zymelman 

and Destefano 1989). One reason that could lead to teacher att ri tion is that teachers are poorly 

prepared for the challenges of the classroom (Chapman 1994: I 0). The following section 

concerns whether the current teacher education progammes in Ethiopia have any impact on 

future prospective teachers' intention to stay or leave teaching. 

3.5.1. Relevance of the training programmes to the Task of T eaching 

It is anticipated that all the training programmes to prepare teachers for the various levels of 

schoo ls, should have a bear ing on what goes in schools. Specifica lly, the training programmes 

shou ld prepare tra inees fo r the task awai ting them after graduation. [n thi s sense prospective. 

teachers were asked , how far the training programmes they received at their respective 

institutions were relevant to produce readiness on their parts for future teaching tasks. 
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Table 22 Prospective Teachers perception on relevance of the training programmes in their 

respective institutions to prepare them for future teaching tasl{. 

Prospective Teachers in Teac her Education 
Proga mJl1cs 

Item and Responses 11'1 (N - 57) Diploma (N = 52) Degree (N-~3) 

Do YOII tltillk Ille trainillg programme offered ill yotlr 
illstitutioll 11lIl' adequately prepared YOIl [or YOll r fU/lire 
leachi,," task? 

Yes 52 (91.2) 37 (71.2) 10 (18.9) 
No 5 (8.8) 13 (25) 38 (71.7) 
Not sure - 2 (3.8) 5 (9.4) 

Note: ( ) denotes percentage 

As can be seen in Table 21 almost all (9 1.2%) or prospec ti ve teachers in TTl felt assured that 

the training programme was preparing them for their future task. Conversely, prospective 

teachers in the degree programme (7 1.7%) disclosed the training programme was not 

adequate enough to prepare them for their future task. The training programme at diploma 

level , also showed a positive belief that it was preparing trainees for their future teaching task 

(7 1.2%). 

The fact that the high percentage in the degree programme fai led to produce satisfaction 

among its trainees lends support to the notion that a substantial number of trainees j oined the 

training programme without interest and/or whose objectives, contents and methods of the 

training programme might be unrelated to the nature of school teaching. 

As a consequence, after graduation trainees might opt for a non-teaching job even before 

starting the profession, or being frustrated due to lack of readiness, might withdraw frol11 at an 

early stage teaching. Those who remain in teaching, might adversely affect the quality of 

teaching. 

3.5.2. Prospective Teachers Intention to Stay or Leave Teaching in the Fnture 

In order to ascertain whether the current way of preparing teachers in the teacher education 

establi shments is related to teachers' retention/attrition, prospect ive teachers were asked their 

views of the likelihood of them staying. or leaving the teaching profession in their future 

career. The responses are summarized and presented be low in Table 23. 
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Table 23 Future career plan of prospective Teachers preference to stay or leave Teaching 

Prospective Teachers in Teacher Education 
Proe:a mmes 

Item and Res po nses TTl Diploma Degree Total 
(N = 57) (N = 52) (N = 53) (N = 162) 

HI/lilt i.\' your [ Wffre plall or illtentioll to 
stav or /eape leachillg!' 

Stay 54 (94.7) 47(90.4) 30(56.6) 13 I (80.9) 

Leave 2(3.5) 3(5.8) 17(33.1 22(13.6) 

Not sure 1( 1.8) 2(3 .8) 6( 1 1.3) 9(5.6) 

Note: ( ) cit:' llotes percentage 

A look at Table 23 reveals that prospecti ve teachers in the three programmes have differing 

intentions on staying or leaving teaching in the future. Prospective teachers in the degree 

programme again show the highest intention (33 .1 %) to leave teaching in the future, 

compared to the others (TTl 3.5% and Diploma 5.8%). This find ing also shows the possible 

future trend of loss of new graduates compared to in Table 5, where for new graduates of 

1999/00 the rate of loss was observed to be 26% and 17.4% for degree and diploma graduates 

respectively. 

It could be inferred from these fi gures that the rate of loss of degree holder teachers may 

increase and. as a consequence, the loss in the costs of tra ining especially in the degree 

programme \\·ould increase, while the social rate of return would diminish. 

Further, those prospective teachers who preferred to leave teaching di sclosed the ir reasons 

why they intend to do so. Not surpri singly, thei r responses concurred with former teachers' 

responses (See Table 10). Among the major reasons advanced were: low prestige accorded to 

teaching by the community at large, teachi ng pays a low salary compared to other jobs 

requ iring similar qualifi cation; they were forced to join a teacher education programme 

without having an interest; a teaching job would lead to physical hardship in li ving cond itions 

if assigned in a remote rural area, and poor working conditions within the schooL 

The above responses reveal that even among prospective teachers' the perception of the 

teaching profession is negat ively skewed. To adj ust the perception of prospective teachers 

positively requires the taking of serious measures both by MOE and the training institutions 

through we ll designed, rea li stic strategies to improve teacher educat ion programmes. 
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3.6. Prevailing Consequences of Teacher Attrition 

High teacher attrition wou ld predict negative consequences for the education system. In order 

to see the extent of these consequences, a focus group discussion was carri ed out with some 

practici ng teachers, REB, ZED and WEO officials. Interv iews were al so carried with school 

principals who faced constraints through shortage of teachers as a result of teacher attrition. 

[n addition to the researcher's observat ions and experience, the follow ing consequences as a 

result of teacher attrition were identified in some parts of the regions. 

(i) Brain Dnlin Within the School System 

As result of more teachers leaving secondary schools, diploma holders trained to teach 

in grades 5-8 were assigned to teach in Secondary Schools. This in turn created 

vacancies at the upper primary grades and TTl graduates were assigned to teach in upper 

primary (grades 5 - 8). Thus, an "Internal Brain Drain" occurred in the school system. 

The redeployment of teachers beyond their qualification level to upper grades created a 

chain of draining teachers from lower primary (grades I - 4) to upper primary (grades 5-

8) and to secondary grades (grades 9-10). In order to ameliorate the resulting shortage 

of teachers in lower primary schools in rural areas, untrained teache rs were recruited at 

local level and their salaries were paid by the community. 

For instance in two zones of Oromia, (Arsi and Bale), the researcher found that more 

than 90 untrained teachers had been recruited and were working in schools and given 

full responsibility equally to trained teachers. 

(ii) High concern that quality of instruction and student achievement might be 

affected as a result of students being taught by under-qualified 0.' untrained 

teachers. 

[n schools that were affected by shortage of teachers as result of teacher attrition, 

especially in Secondary Schools, principals and teachers expressed their concern that 

their students being taught by sub-standard teachers might achieve low results in the 

nat ional examinations awaiting them at the end or grades 10 and 12. The other problem. 

encoun tered was that the sudden departure of teachers without warning, being especially 

high in subjects of natural sciences and mathematics, upset the normal instructional 
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process. This compelled schools in certain Zones of Oromia Region to reduce contact 

periods in these subj ects from the normal contact hours , in order to teach all the 

students in every section of grades 9 - 12. The reduction of periods in these subjects 

wou ld defi nitely affect the coverage of the curriculum in the time allotted and that 

consequently wo uld affect the quality of instruction these students received. 

(iii) Mobility of Students to better Schools 

Students who were enthusiast ic to prepare themselves for the national examination 

(ESLCE). in order to follow hi gher ed ucation, flocked to better schoo ls whcre qualified 

and expe ri enced teachers were available. This was observed by the researcher in Arsi 

and Bale zones of Oromia. For instance, students from certain high schools of Arsi 

Zone mo ved to Assela and Nazereth (Adama) High Schools, because these high schools 

were equipped with qualified and experi enced teachers . Thus, parents that could afford 

it, sent their children to better schools. 

Teacher attrition might undercut the community's confidence in the school. This loss of 

confidence might also increase the mobi lity of students to better public or private 

schools as parents who value education sought other options for educating their 

ch ildren. Such an extraordinary movement of students from school to school in search 

of better education, has happened over the last fi ve years, as expressed by Arsi, Bale and 

East Wellega ZED, WEO and School Officials during group discussion. 

(iv) Overcrowded classes, Shortage of Education Materia ls 

As consequences of the drain of students to those schools with best qualified and 

experienced teachers and known for a high rate of pass in ESLCE, have problems with 

overcrowded classes and shortage of educational materials such as student text books. 

Conversely, certain high schoo ls observed in Arsi, Bale and East Wellega Zone, who 

were away from Zonal main towns, were found to be w1derutilized due to low 

enrollment of students. 

(v) Addi tio nal Expenses incurred Pal'ents and Community 

As a result of sending their chi ldren away from home in search of better schools and 

also paying the salary of untrained teachers hired by the community, parents incurred 

additional costs. 
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(vi) Teachers in Secondary Schools who teach maths and natural sciences were 

overloaded 

The consequence of teacher attrition has created shortage of teachers in certain subjects, 

espec ially in maths and natural sciences (See Table 4). The remaining teachers in 

these subjects were overloaded beyond the maximum teaching load per week in order to 

cover all sec tions. It was also found in certain rural primary schools of Oromia and 

Amhara Region that the nllll1ber of sections were incompatible witb the number of 

teachers. Therefore, teachers were obliged to teach in two shifts and in some cases their 

teach ing load reached up to forty periods per week. whi ch was beyond the normal 

teaching load of thirty periods per week. 

(vii) Wastage in Cost of Teacher Training 

Although data for the costs of training per teacher in certificate, diploma and degree· 

level were not available, the exodus of any trained and experienced teachers from 

classrooms meant the loss of cost incuned for teacher training. The longer the duration 

of teacher education, the higher the cost of it. Therefore, the high rate of loss of trained 

degree graduate teachers meant higher cost wastage than for the other groups. 

(viii) Social rate of return decl'cased as private rate of return incl'eased 

When teachers left teaching and were employed in other jobs that pay better salary, it 

meant tbat teacher education worked more for individual benefits rather than for 

societal benefits. Hence, as a consequence of this, teacher education programmes' social 

rate of return decreased and the private rate of return increased. 

(ix) Teacher attrition may be desirable for other sectors 

At the expense of'1;eacher attrition other public and private sectors gained by attracting 

better ski lled and experienced human resource from the teaching force . The "brain 

drain" being to other sectors within the country put the education sector at a 

disadvantage situation. It would have been the worse if the brain drain was to outside 

the country( see Chapman, 1994: 11-12). 
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(x) Absence of Intra-regional transfer of teachers also enhanced attrition rate 

The failure of newly graduated teachers to report to regions or schools hindered intra­

regional transfer. Unless teachers could be replaced by new ones they were not allowed 

to be transferred to better places in the respective regions. Hence, teachers felt they 

were being detained in unwanted places for a long time became frustrated and the onl i 

way to escape might be to quit teachi ng and leave the area to search for another j ob. 

3.7. Expected Changes to Reta in Teachers and to make Teaching an Attractive 

Pt'ofession 

Former teachers, practi cing and prospec ti ve teachers were requested to forward their 

sugges ti on on what changes they believcd would reduce attrition and attract the best 

recruits to the teaching profession . Below are the results of focus group discllssions and 

interviews with teachers, REB, ZED and WEO officials in the sample regions as well as 

questionnaire responses from former, practicing and prospective teachers. 

o Improve the salaries of teachers, equi valent to other civil service jobs requiring 

s imilar experience and qualifications and consider career promotions. 

o Provide hOllsing for teachers who are worki ng in remote rural areas, and 

encourage teachers (0 construct their own houses in urban areas by arranging long-' 

term loans wi th low interest and provid ing free land. 

o Provide medical services for teachers at low cost, or free , espec ia lly for teachers 

who work in hardship areas. 

o Pay compensation through top-up payments for teachers who work in hardship 

areas. 

o Provide awards for superior teaching performance and ·long teaching service. 

o Provide wide access to in-service train ing. 

o Improve working conditions within schools. 

o Recruit candidates for teacher education tlu'ough appropriate selection criteria. 

o Improve teacher management services at WEO, ZED and REB levels, and 

o Revise implementation procedures of teachers' performance eva luation and the 

career structure scheme. 
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CHAPTER FOUR 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter summarizes the main findings of the study and forwards recommendations based 

on the findings and conclusions. 

The study was designed to assess the causes of teacher attrition and to seek poss ible 

preventive strategies in se lected Regions of Ethiopia with the fo llowing specific purpose: 

(i) Point out the main causes and magnitude or teachcr attri ti on in Add is Ababa, Afar.. 

Amhara and Orom ia Regions, 

(ii) Show whether there are differences In attrition among teachers of the different age 

groups, sex, service years, educational background, school level and place of work, 

(iii) Examine the consequences of teacher attrition, 

(iv) Assess the changes teachers expect, 

(v) Identi fy strategies or measures to be taken to curb attrition and increase teacher retention 

as well as to attract best recruits to teacher education programmes. 

In order to achieve the above purpose, the study was guided by the following basic research 

questions. 

(i) What is the rate of teacher attrition in the sample regions? 

(a) Is there a significant difference in the magnitude/extent of teacher attrition among 

inter-regions with part icular reference to the sample regions? 

(b) Is there any significant difference in the rate of attrition among the sample regions 

with respect to educational background , age, gender, years of service, subject 

specialization, level of school and place of work? 

(ii ) What are the main causes of teacher attrition in the sample regions? 

(a) What are the {;onditions that compelled former teachers to quit teaching? 

(b) What is the intention of practicing teachers to stay or leave teaching? Are there 

conditions compell ing them to leave the profess ion? 

(c) Does the new career ladder and salary scale induce teachers to remain in teaching? 

(d) Are there conditions attracting prospective teachers to join the teaching 

profession? What is their future ca reer plan to stay or leave teaching? 

(i ii) What consequences are prevailing in schools as result of teacher attrition? 

(iv) What changes are teachers expecting? 

96 



(v) What possible strategies/measW'es can be taken to circumvent the problem of teacher 

ath'ition? 

4.1. Summary of Findings 

In this study. the descriptive survey method of research was employed. In dealing with the 

ea rl ie r mentioned research ques tions, related li terature of in ternational and loca l context were 

referred too. Three categories of responde nts: - fo nner teachers who leri teachi ng, practicing 

teachcrs currently at work and prospec tive teachers in three levels (certi ficate, d iploma and 

degree) of teacher educat ion programmes participated in providing first hand information in 

filling questionnaires for the study. 

In add ition interview and group discussion guides, document analysis and the researcher's. 

personal observations and experi ences were used as instruments fo r the study. 

Out of 300 questionnaires distributed to former teachers, 282 (94%) were fill ed out and 

returned. Similarly out of 1030 questionnaires administered to practicing primary and 

secondary school teachers, 884 (85 .8%) were completed and returned, and out of 180 

questionna ires d istributed to prospect ive teachers 162 (90%) were completed and returned. 

The study was carried in four Regional states: Addis Ababa, Afar, Amhara and Oromia. From 

these fo ur regions, on the bas is of some pre li minary survey areas with regard to proximity and 

accessibility, 12 Zones, 20 Weredas , 46 primary and 12 secondary schools were involved in 

the study. Prospective teachers invo lved in the study were drawn from fi ve TTls/TTCs and 

three Uni versities that prepare teachers in certificate, diploma and degree levels. 

Focus group discussions and interviews were ca rried with REB, ZED and WEO education 

offi cials , principals and some practi cing teachers. 

The data obtained were analyzed and the fo llowing summarized find ings are presented. 

4.1.1. Characteristics of respondents 

(i) Former Teachers 

Among the fonner teachers, ma le constituted 89%, while female counterparts compri sed 11 %. 

All fonner teachers from Afar were male. 
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With regard to age, 71 % of them were between the age group of 21-35 years, In Afar region 

those with age group below 25 years comprised 58%, Comparatively more young teachers 

left the teaching profession from Afar region, that most of the teachers in the region were 

young, 

When looking into the educational background of fo nner teachers, about half of them (5 1 %) 

were degree holders, the rest were with cert ificate (19,8%) and diploma level (29,1%), That 

more degree graduate teachers left the teaching, Among the fO rlner teachers, those who taught 

in pr imary schools were 20,9%, and 79,1 % taught in secondary school s, Among the diploma 

ho lders 92,7% taught in secondary schools Therefore secondary schools were sulfering 

relatively more than primary schools in los ing teachers, 

Among those who left teaching, substantial of them (87,6%[) were from urban schools the rest 

(1 2.4%) were from rural schools, 

The marital status of former teachers show that 77% of them were married, However, former 

teachers from Afar showed a different picture, that 84,6% of them were single, Therefore 

marriage showed opposing picture in relationship with teacher attrition in Ethiopian context. 

In teaching experience and rank in the career structure aspect, 66% of them had up to 15 years 

of serv ice, while 74% of them reached the rank offull fledged and senior teacher. This shows 

that the most experienced teachers left teaching, In con trast Afar showed distinct feature in 

thi s aspect that 69% of them had 10 and below years of service, as the region was dominated 

by young beginner (30,8%) and junior (38.4%) teachers , 

(ii) Practicing teachers 
" 

Among the respondents of practicing teachers, 80,2% were males, while females constituted 

19,8%, 

When looki ng the age aspects of teachers, 73% of them were in the age group of21 to 35, 

The educational level of the respondents showed that, those with certificate level were 58%, 

the rest 28% and 14% were with diploma and degree leve l respectively, Nevertheless among 

the dip loma holders 95% of them were from secondary schools, This shows that secondary 

schools were tilled by substantial number of sub-standard teachers, 
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As the experience of the practicing teachers show, about 79% of them had experience between 

6 and 20 years. However, almost all (98%) of the respondents from Afar had teaching 

experi ence ranging 0-15 years, among these about 34% of them had five and be low years of 

expen ence. 

The rank of the teachers in the new career structure also complied with the years of 

expen ence. That almost 70% of the teachers were full-fledged and senior teachers. 

Co mpared to the rest of the regions, about 52% the teachers from Afar Region were in the 

rank of full -fl edged and scnior and the rest (48%) were junior and beginner teachers. 

(iii) Pt·ospective teachers. 

The gender composition in TTl and some CTEs that prepare teachers for first cycle primary in 

certificate level was more balanced as females accounted for 54.4%. This was due to the 

affirmative action (quota system) taken to enhance the enrollment of females in TIls. 

Females in diploma and degree programmes comprised 15.5% and 13% respectively. 

4.1.2. Attrition from the teaching profession 

(i) The loss of teachers over three years period (1996197 - 1998/99) in the fo ur sampled 

region reached a total of 5847 teachers. Hence ave rage teachers attrition rate per annum 

found to be 1949 (3%). 

(i i) Inter-regional compari son on the average annual rate of teacher loss (in the tlu·ee years 

period) showed: 1.3% in Addis Ababa, 7.4% in Afar, 3.4% in Amhara and 2.6% in 

Oromia Regions. 

(iii) Annua l rate of teacher loss with respect to educational background among the four 

regions, showed 1245 0.77% in certificate, 493 (4.7%) in dip loma and 2 16 (7.6%) in 

degree levels respectively. The attri tion rate of primary school teachers was minimal at 

0.77%, in contrast to the rate of secondary school teachers (dip loma and degree) seem to 

be very high reaching 5.3% for the three years time on average for the four Regions. 

(iv) Comparison of the fo ur sampled regions with Benshangul Gumuz and Somali , showed, 

average annual rate of teachers loss for the three years period (1996/97 - 1998/99) 

56 (3.5%) in Benishangul-Gumuz and 79 (7.6%) in Somali Regions. With respect to 

educational backgro und within the three years period. annual rate of teacher loss found· 
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to be 0.96% in certificate, 15.4% in diploma and 52.1 % in degree from Benishangul­

Gumuz. wh ile from Somali Region it was 6.5% in certificate, 14% in diploma and 25% 

in degree leveL 

(v) OveralL teacher attrition rate for the three years period in the six regions (including 

Benishangul-Gumuz and Somali ) reached 3%. 

(vi) New grad uates fa ilure to turn-up before starting leaching, al so aggravated the problem 

of teacher attrition. Data for the yea r 1998/99 showed that among 502 new graduates 

frolll degree programme, those who fai led to report io MOE were 30 (6%) and those 

I'rom diploma programme were 14 (2.3%). In 1999/00 among the 567 new degree 

grad uates, 60 (10.6%), and among 300 new diploma graduates, 16 (5.3%) fa iled to 

report to MOE. 

(v ii) Loss of new grad uates before starting teaching among the sampled regions excluding 

Addis Ababa, (which was insignificant) during the years 1997/98 - 2000/0 I' showed 

that among the new degree graduates, those who failed to report to Afar, Amhara and 

Oromia were 60.2%, 15.1 % and 13.1 % respectively. Similarly among the diploma 

graduates who failed to report were 22.1 %, 8.4% and 14% respectively fo r Afar, 

Amhara and Oromia. 

(viii) In contrast, the rate of loss of new degree graduates in 2000/0 I in Benshangul Gumuz 

was 52.4%, while in Somali it was 84.6%. Among the new diploma graduates in the 

same yea r the rate of loss was 18.8% and 22.2% respectively in the above regions. 

(ix) When looking into teachers loss in relation to subject specialization, among the diploma 

and degree holders, it showed that 68.4% of the former teachers with diploma level were 

spec ialized in Maths, Phys ics, Chemistry and Biology. Similarly, 60.5% of the degree 

holders were specialized in the above subjects. Those specialized in languages' 

(Amharic and Engli sh) comprised 19.5% and 18.8% among diploma and degree , 

graduates respect ively. Among those who special ized in social studies (Geography and 

History) were 6. 1 % and 10.4% respective ly in diploma and degree level. Thus 

secondary schools may be suffer ing from acute shortage of Maths and Natural Science 

teachers. This was supported by the report of Mid Term Review ofES DP in 200112 that 

it disclosed a general shortage of qualified teachers in Engli sh, Maths and Natural 

Science. 

100 



4.1.3. Some causes of teacher attrition 

The study anticipated that teachers left school for three m~in reasons: lack of early 

commitment or preference to join the profession or enter teacher education programme; 

unfavourab le working conditions within and without school. 

In connection to the above anticipated issues, the findings of the study revealed the following. 

(i) Initial commitment to teaching 

• The three most influentia l reasons (in rank order) advanced by former teachers for being 

a teacher were: teaching as only last option: compelled by personal problem not 

interested in teaching; the use of teaching del iberately as stepping stone to find another 

job. This shows that in general former teachers lacked initial commitment to teaching 

before joined the teaching profession. 

• The tlu'ee most influential reasons for becoming a teacher advanced by practicing 

teachers totally comply with those of former teachers. Thus, most practicing teachers 

joined teaching without initial commitment to teaching. This might suggest that their 

fl.lture retention in teaching would be low. 

• Initial commitment to teaching among prospective teachers in the three types of teacher 

education establishments (TTl, Diploma and Degree) revealed that 33.3% in TTl, 42.3% 

in diploma and 96.2% in degree joined teacher education without interest in teaching. 

Those in the degree programme asserted also that they joined teacher education 

"forcedly" either assigned there by MOE, or by the collegefUniversity after the 

freshman programme and with no interest in teaching. However among the female· 

prospecti ve teachers, 69.9% as compared with 13.8% of their male counterparts j oined 

teacher education with an interest in teaching. 

(ii) Reasons advanced by formel' teachers why they left teaching. 

• The three most important reasons rated by former teachers for leaving teaching in rank 

order were: low prestige accorded to teaching; low economic and financial benefits a.Ild 

lack of transfer to better places. The next three rated reasons that drove former teachers 

to leave teaching were: unfavourable working conditions within school: administrative 

problems and lack of professional career development. The last four reasons rated least 

important were: overloaded work, difficulties of li ving conditions; limi ted chance for 

further education a.Ild lack of instructional support. The rating score for these reasons 
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showed an overall average mean of 3.62. The high mean score suggests that all the 

reasons were capable of tempting former teachers to leave teaching. 

• Low social prestige was imputed to teaching by local government officials, non-teaching 

civil service persollnel, students, parents, education officials (in rank order) as perceived 

by both former and practicing teachers. 

• The second weighted reason for teacher' drop-out from teaching was confirmed by 

comparing the salary in teaching and in new job of fonner· teachers. Former teachers' 

currelll sa laries in new jobs showcd, a rate o f incrcments on average to the last salary 

sca le when they len teaching by 82.8% 71.4% and 55% for TTl , diploma and degree 

level teachers respectively. 

• Absence of inter-regional transfer especially to Addis Ababa was confirmed by the 

former teachers as the third major factor for teacher attrition. It was assumed that 

absence of intr-regional transfer of teachers aggravated the rate of loss of teachers from 

peripheral regions. In line with this, it was found that invariably all former and 

practicing teachers from Afar Region, their birth places were outside the region, that 

showed the highest rate of loss of teachers. 

• A glance at rating scores for work ing conditions within schools by former teachers 

depict that: lack of adequate educational materials, poor classroom conditions and lack 

of students' enthusiasm to learn were rated the most unfavourable working conditions in 

schools. The response of practicing teachers totally accorded with the above opinions of 

former teachers. 

• Some of the administrative problems encountered by the two categories of respondents­

former and practicing teachers revealed that: delays in implementation procedures and 

inefficiencies in the career structure promotion, in line with these delays in salary 

adjustments; ill-treatment by educational offi cials and a sense of insecurity from local 

government offi cials were mentioned as the three most prevalent administrative 

problems encountered by teachers. It was al so observed from the responses that 

favouritism based on political party affinity and delays in salary payments were found to 

be part of the administrative inefficiency encountered by teachers, that drove former 

teachers vo luntaril y to quit teachi ng and cou ld compel the remaining practicing teachers 

to leave teaching also. 
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• With regard to professional career development, that the new career structure and salaJY 

scale serving of its intended purposes to motivate and retain teachers were rated disagree 

and strongly disagree by 82% of former teachers and by 76% of practicing teachers. 

Thus the career structure has to be revised again by responsible bodies as it was not 

attaining its anticipated purposes. 

• Part of the difficulties in living conditions specifically faced by practicing teachers 

which seem to have aggravated the rate of "wastage" were mentioned in rank order as: 

lack of accommodation or housing, lack of adequate health services, inadequate potable 

water and food supply services, and remoteness (in accessibility). 

• Lack of instructional support and limited chances for further education we re identified 

by former and practicing teachers al so urging teachers to leave teaching and migrate to 

urban areas to search for a job and continue their further education. The only upgrading 

programme and it had limited capacity was identified the summer in-service training 

course (Keremt course) with long duration. Teachers, once trained through pre-service 

programme, had little or no access to any type of continous in-service training 

throughout their career life. 

• Regarding career cOlllrnitment to stay or leave teaching, about 67% practicing teachers. 

disclosed that they would leave teaching. Gender-wise, it showed contending career 

decisions to stay or leave teaching showed contending opinion among female and male 

counterparts. 71 % of females indicated they would stay, in contrast with 22% of males . 

• Former teachers willingness to teach again showed that 12.8% of them would like to go 

back to teaching, in contrast 84% were not willing to be a teacher again. Among the 

female former teachers (=38.7% of them would like to go back to teaching in contrast 

with 9.6% male counterparts. 

4.1.4. Adequacy of Teacher Education Programmes and Future plan of prospective 

teachers to stay or leave tcaching 

Prospective teachers perception of the relevance of training programme they received for their 

future teaching task during their stay in teacher education establislm1ents, revealed conflicting 

views. Those in TTl mainly (91 %) responded that the programme was relevant; 71 % of the 

students in diploma programme expressed that it was also relevant. Conversely, tbose in' 

degree programme 72% disclosed that the programme lacked relevancy to the ir future 

teach ing task . 
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Based on fi ndings of new grad uates' fa ilure to turn-up before starting in the profession, this 

was examined to predict prospective teachers preference to conti.nue teaching or to drop-out 

earl y. According to the responses almost all TTl students (94%) sa id they would stay in 

teaching. Dip loma programme students had similar intention with 90.4% to stay, whil e about 

8 1 % of the degree students said they would stay in teaching. The response fro m the degree 

students was fo und to be not very promising. It is inev itab le that some of them might fail to 

turn up after graduation based on previous evidences (see tab le 5.1 and 5.2). 

4. 1.5. P reva iling ~u nseqllenccs as a result of teacher attrition 

(i) Teachers drilied fro m lower primary to secondary schools due to shortage of teachers as 

result of teacher attrition. Hence teachers were assigned beyond their qualification to 

upper grades that resulted in 'Brain Drain within the school system' . Due to this fact 

many untrained teachers were employed to teach in lower primary schools in Oromia 

and Amhara Regions. 

(ii) The concern by teachers and school principals was expressed that quali ty of instruction , 
and student ach ievement might be serious ly affected as a result of students being taught 

by sub-standard and untrained teachers. 

(iii ) Students fl ocked to better schools where qualified and experienced teachers were 

available. Thus parents that could afford send the ir children to better schools that might 

create inequity in the fu ture. 

(iv) Shortage of teachers created overcrowded classes. In contrast those schools were. 

students flocked away experi enced low enrollment being underutilized. 

(v) Parents and comll1unity indul ged to additional expenses as a result of sending their 

ch ildren to other schools and to pay the salary of untrained teachers hired by the 

comm unity. 

(vi) Loss of trained teach'ers meant wastage in cost of teacher training. Thus social rate of 

return decreased as private rate of return increased in teacher education. 

(vii ) The "brain drain" of teachers to other sectors show that teacher education was working 

for other sectors. 
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4.1.6. Expected changes 

All categories of respondents, former, practi cing, and prospective teachers as well as 

incumbent principals, REB, ZED, and WEO education officials, suggested long list of 

changes expected that could reduce attrition increase retention and attract bes t recruit to the 

teaching profess ion. These included to rev ise the current endevours to improve the situation 

of teachers througn the new career structure as well as to take new measures such as to 

improve sa lary. provision of hardshi p a llowances, free or subsidized 110using, instructional 

superv iso ry support , improve working cond itions within schools, improve administration out 

of school, community support, more opportunities for promotion and professional 

development and more. 

4.2. Conclusions and implications 

4.2. 1. The trend of exodus from teaching seems likely to continue. Annual teacher attrition 

rate within three years period reached 3% for the four sampled regions, the highest in 

degree teachers' attrition rate that reached about eight percent, the next about five and 

one percent in diploma and certifi cate holders respectively. Teachers are leaving at the 

highest rate from the peripheral region of Afar. while the lowest attrition rate found to 

be in Addis Ababa. Therefo re spec ific strategies should be developed to retain teachers 

in peripheral regions. 

The assumed reason for degree graduate teachers to leave teaching could be that they 

have more employment opportunities outside the education sector and it will be harder 

to retain them in teaching in the future if thi s trend continues. This may be attributed to 

the trend of the country's economic development as it have been changing from 

centra li zed to market economy, the expansion of private sectors required skil led 

manpower. Skilled man power with degree leve l, mostly are found in the teaching 

force. The better the economic development, the higher teacher attrition seems likely 

to be. TIlerefore unless government deci sion makers take viable measmes to reduce 

teacher attrition to keep pace with external influences that provide better employment 

opportuniti es to teachers, the endeavours to enhance the quality of instruction will be in 

ve ry c ri tical situation. 
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4.2.2. The nwnber of new graduates who failed to appear at the start of the profession 

aggravated attrition that was a growing concern. New graduates fa iled to report found 

to be at alarming rate especially in the peripheral regions of Afar, Somali and 

Benishangul -Gumuz. For instance, new degree graduates fai lure to turn- up in Somali ' 

region has reached 84.6% in the year 2000/0 I '. Therefo re it needs to take di stinct 

measures to improve new graduates' turn-up rates from peripheral regions. Thus, to 

mitigate the problem of the exod us of new graduates from teachi ng. actions are required 

in recru itment. adjusting the relevance of the training programme, as well as to enhance 

the loll' status of teaching to attract best recruits to the teachi ng profess ion with initial 

commitment to teaching. 

4.2.3.lt has been assumed that teachers' quali ficati on and place of work (urban, rural, 

peripheral) affect career decisions to stay or leave teaching. In connection with thi s, the 

poss ible conclusion is that higher qualification ( that is being a degree holder) has 

helped teachers to look for other jobs since a better qualification is considered as the 

gate to jobs that offer better pay ~lI1d prestige than teaching. Similarly, teachers' p lace of 

work seems to have effect on attrition/retention. There is a high prevalence of rate of 

teacher attrition in peripheral regions. 

4.2.4 . Gender- wise, female teachers attrition rate was less than their male counterparts. This 

implies that MOE anci REBs and teacher education institutions should consider 

attracting more females to the teaching profess ion by appropriate means. 

4.2.5 . Regarding initial preference to teaching showed that most of the former teachers joined 

teaching without interest. That implied initial preference of teaching has an effect on 

teachers' retention. In connection wi th thi s, the fi nding for ini tial preference towards 

teaching by practicing teachers showed similar resu lts to those fo r former teachers. 

Further examinati?n of intial preference for teach ing by prospective teachers, currently 

following their teacher education studies, revea led that a substantial number of the 

trainees also joined teacher education without interest, either being assigned by MOE or 

by institutions or as a last op tion. This shows that teaching is among the least preferable 

j ob and that a cure is required for the chronic attraction problem of the teaching 

profess ion in Ethiopia. 

However, it should be noted that in iti al preference for teaching among females in the 
three categories of teachcr education programmes was better than fo r thei r male 
counterparts. Therefore appropriate measures should be taken to recruit more females to 
teacher ed ucation insti tutions .. 
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4.2.6. The reasons for quiting teaching by former teachers (by rank order) were: low social 

status and prestige; low economic and financial benefits; absence of transfer; poor 

working conditions within school ; administrative constraints, lack of profess ional career 

development, work overloads, constraints or hardships in living conditions, limited 

chances for further education and lack of instructional support and encouragement on 

the job. Therefore problems faced by teaching profess ion with in the schoo l system were 

compounded by external factors forc ing teachers to quit teach ing and opt for other jobs. 

Teachers' attrition and retention was based on both intrinsic and extrinsic factors that. 

moti vate teachers. An intrinsic di ssatisfaction factor that was found to be strongly 

compelling teachers to vo luntary attrition, as well as ham pering best recrui ts attraction 

to teaching, was the relative low social status and prestige accorded to the teaching 

profession by society at large . The prestige of teaching is basically defined as the 

overall level of regard or respect in which it is generally held in a society. Such regard 

depends on size of material income, type of service to society, working conditions and 

more. Therefore this implies that government, MOE and regional governments, all 

stakeholders 111 teaching, including schools, communities and teachers themselves 

should work in coordinated ways to improve the status of teaching through various 

interventions .. 

4.2.7. The intended purpose of the new career structure and salary scale to motivate and retain 

teachers, with the ultimate goal of improv ing quality of instruct ion, has faced 

overwhelmingly negative reaction by teachers. It was fo und that substantial number of 

teachers left teaching after the introduction of the new career structure and new salary 

scale and many remaining teachers might be waiting for opportunities to leave. This 

might imply that the new career structure and sa lary scale was not sufficient enough for 

most teachers to mo tivate them to prefer staying in teaching job. Hence, the new career 

structure and sa lary sca le was not adequate enough to play the ro le as a good external 

motivator to retain teachers. 

Factors that are driving away existing qualified teachers, thoroughl y demand attention. The 

welfare of Ethiopia depends on the future welfare of the current children and youth and on 

what qua li ty of education they receive. It has to be concern of the government, MOE ,REBs 

and Regional governments to take a long hard look at the daunting situation, and make bold 

deci sions to remedy the defects of the teaching as soon as poss ible; it is no trif1 ing matter fo r 

the future generation. 
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4.3. Recommendations 

There is no s ingle solution that could reduce attrition and increase retention. Varied 

interve ntions in an integrated and systematic way might be likely to influence teacher attrition 

and retenti on. Consequently, recommendations to reduce attrition require the formulating of 

an effective stratcgy and programme that involve a set of politica l deci sions to take decisive 

action. The major decision to take is to solic it adequate resources. Thus government should 

al locate adequatc budget directed to amcliorate teacher allrition, 

Based on the summary of findings and conclusions of the study, the following possible 

solutions are recommended to reduce attrition, increase retention of teachers and make 

teaching an attractive profession in Ethiopia. 

4.3.1. Improve the low image of the status and prestige of teaching among the 

cOlllmunity 

The soc ial standing of teachers operated for long time as a powerful enticement to enter 

and remain in teaching. It is common, that teachers in Ethiopia feel strongly that their 

social standing is eroding all or the time. The erosion of the status of the teaching 

profession is attributed to various reasons. The MOE, REBs, local. communities and all 

stakeholders of education, including teachers themselves, can help offset, the erosion 

through actions that signal the continuing value of teachers to the community and to the 

nation's development. Therefore, to improve the low image of the status of teaching in 

Ethiopia the following are recommended: 

(i) Annually, there should be spec ial day honouring teachers at National, Regional and 

loca l levels to provide special rewards for those teachers with outstanding meritorious 

work and long service in teaching. 

(ii) Acknowledgment of the importance of teachers in speeches and public pronouncements 

of key public figures. 

(iii) Newspapers, journals, radio and television programmes featur ing the recognition to be 

given to the dignity of the teaching profess ion, commensurate with the importance of 

the educat ion system as a basis fo r the nation's development.' 
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4.3.2. Improve Rewards fOI' Teachers 

(i) Low salaries are among the most frequent reason teachers gIve for leaving teaching. 

Raising teachers' salaries is the single most direct and effecti ve way to reduce attrition.' 

The ground for improved salaries of teachers should be in line with the principle, laid 

down by ILOIUNESCO in paragraph 115 of the Recommendation concern ing the status 

of Teachers; that teachers' salar ies shou ld "compare favorab ly with sa laries paid in other 

occupations requiring equiva lent qua lifications". 

(ii) Allow and support teachers to earn additional income through an alternative approach. 

Thc alternative approaches to give teachers the opportunity and fl exibility to increase 

their income could consist of teachers being hired to offer out-of-school literacy classes 

or other types of non-fo rmal and adult education as part-time jobs or providing a plot of 

land to those teachers in rmal schools. 

(iii) Rewarding more experienced teachers for remall1ll1g 111 teaching could enhance the 

motivation of teachers to be retained. Thus, a special salary increase and prize for long 

service shou ld be given to teachers who served for long years, for instance, at the 201
" 

and 301
" years of service. 

(iv) One of the major problems encountered by most teachers is lack of accommodation. 

Government should endorse a policy an accommodation for teachers. In rural areas, 

Govern ment should construct houses for teachers at every new schoo l. 

l v) Separate from salary, teachers should be given special allowances for such things as 

teaching in remote locations and hardshi p areas. This can be awarded by each REB 

accordi ng to the local context. 

(vi) Money, in the form of immediate salary, is not the only materi al compensation teachers 

would like to receive. Other material rewards provided for teachers would improve the 

status as well as enhance retention. In th is aspect the fo llowing are recommended: 

Free or subsid ized medica l care, fo r those working in areas hazardous to health, 

especially in remote lowland areas. 

Life insurance in insecure places, such as in confl ict areas. 

Food and clothing allotment as subsidized prices for teachers working in hardship and 

inaccessible areas. 
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4.3.3. Improvc working conditions within thc school 

Teachers employment and working conditions are reciprocal with each other. The quality of 

the work ing environment of teachers or schools, optimizes the likelihood that teachers will 

apply the best instructi onal techniques and also encourage teacher retention. Therefore to 

improve the sc hoo l envirolUllent, the fo llowing are recommended. 

I. Provide adequate tex tbooks and instructional matcri a ls to schools. 

II. Im prove the physica l cond ition of classrooms and schoo ls in genera l. 

Ill. Limit the nu mber of students in c lassrooms appropriate to the instruc ti onal process. 

I V . Provide more effective school level instructional supervision and support. 

v. Enhance school principals to perform their roles effectively in instructional supervision, 

school management and enhancing communi ty-school relationships through training 

and adeq uate remuneration. 

VI. Enhance the ti rst teaching experience through teacher induction activities for beginning 

teachers since that first teaching experience is a key factor in the retention of teachers in 

the early years Therefore, special mentoring programmes should be provided within 

schools to protect and support new teachers. 

4.3.4.Improvc conditions outside school that jeopard ize thc carcer satisfaction of 

teachers. 

The cond itions outside school for teachers has been exacerbated relative ly by part of 

education and government offices depriving teachers of what entitlement they have . 

Therefore to improve conditions outside the school the following measures to be taken 

are suggested. 

i) Teachers should bepaid the ir salaries regularly at the ri ght time. , 

ii) Enhance the organization, resource and instructional capacity for teacher management at 

loca l leve l. There should be continuous training of adminisirators at all levels in crucial 

areas of teacher management and client-centred approaches. 

iii) Transparent and fair transfer arrangements should be an entitlement fo r teachers within 

a region and even between regions. There should be it transfer policy for teachers with 

spouse. Mandatory transfers should be accompanied by incentives . 

iv) Teachers should be protected from illega l harassment and detention by local government 

ofTicials. 
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v) Teachers should have the right to choose and form their own associations. 

4.3.5. Revise the new Career Structure and Performance evaluation of teachers 

The low teachers' satisfaction level towards the new career structure implies that MOE 

and REBs · should work together in reviewing, along with the teachers' performance 

evaluation scheme in order to ensure that it does reward and retain teachers. Teachers 

should active ly participate in endorsing as we ll as in implementing the career structure . 

4.3.6. Improve teacher education progrmmcs 

Teacher education should provide more knowledge, skills, and di spositions to 

prospective and practicing teachers through both pre-service and in-service programmes.· 

Thus it is recOlmnended to: 

i) Provide improved pre-service teacher education through appropriate instructional 

methods that ass ist students toward understanding of the processes of teaching and 

acquiring abilities to apply thei r knowledge and skill s. Teacher education 

programmes shou ld be strengthened principally in the practice of teaching. 

ii ) Provide up-grading and up-dating opportunities for in-service teachers and 

provide continuous in-service training tllroUgh various approaches such as 

distance education, profess ional seminars and conferences, forming teacher 

support groups and schoo l-clustering. 

4.3.7. Recruit those who are more likely to remain in teaching. 

(i) The most important predictor of retention is teachers' ini tial commitment to teaching as· 

a career. Those with stronger commitment are more likely to remain in teaching. 

Therefore, admission into teacher ed ucation programmes should take interest as a prime 

factor. In thi s respect to ascertain recruits' preference for teaching, candidates for both 

primary and secondary teacher preparation should be required to pass an entrance test 

and an interview to determine whether they appear suited to teaching. It is obvious that 

unless teaching is made attractive, candidates will not jump .to join the profess ion. This 

is a more severe problem in the preparation of secondary school teachers in Ethiopia. 

To ameliorate thi s problem, a special preparatory programme (a laboratory school) 
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should be estab lished in all FOE of un iversities to recruit candidates who completed 

grade II and prepare them for one year before going on to the next Secondary Teacher 

Educat ion Programme. This was one satisfactory practice in Ethiopia a long time ago. 

(ii ) Initial commitment to teaching is higher among women. Although the cu rrent efforts to 

attract more women into teacher educati on programmes by means of lowering entry 

standards and by such as using a quota system have enhanced the enrollment of fema les 

espec ially in TTls and CTEs. using these as a so le affirmative action have their own 

lim itations. leadi ng probably to overall deteri oration in the sta ndards of teachers. 

Thereforc, thc process or attracting more iCl11ale teacher tra inees, with best academic 

achievers should be based on adequate support measures such as providing an a llowance 

and by arrangi ng preparatory programmes before directly joining teacher training and 

tutorial programmes in the institutions. 

4.3.8. Enhance professional Integration and Involvement 

Teachers' power and responsi bility in educat ion issues should be enhanced. Teachers 

shou ld not be considered as technicians that work onl y by directi ons. Their invo lvement 

in education issues would increase thei r comm itment and help to reduce attrition. 

Therefore it is recommended to: 

i) Engage teachers in discussions and planning of curriculum and new innovations of 

teaching before implementation. 

ii ) Involve teachers in education policy issues 

ii i) Provide social or professional contact among teachers to share experIences around 

issues of national and local education by organizing workshops· and conferences, as 

well as a school-clustering network approach. 

4.3.9. Establish TeacherTraining Institutions for Peripheral Regions 

One possible reason for drop-o ut from teaching is teachers' reacti ons to being assigned 

to remote areas or to periphera l rCf:ions, far away from family and fri ends, and a lien to' 

cu lture and language, so that they have limited social and profess ional opportunities. 

One of the possible so lution to reta ining teachers is to recruit individuals with stronger 

ties to their community. Therefo re, peri pheral Regions which have no teacher education 

insti tutions, (Afar and Benishangul-Gum uz) need to have their own teacher education 
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entities that cou ld serve fo r mul tip le purposes in preparing teachers fo r the primary level 

pre-service and in-service progammes, In the long run, there should be a plan to 

upgrade a certain number of primary teachers from these regions, through in-service 

degree programmes to serve in secondary schools, 

Further the peripheral regions should strive to improve the li ving environment and 

in ti'astructures including the development of economic activities to attract teachers to 

the regions, 

4,3 .1 0, Es tablish Teacher Mana gem ent Infor'mation Sys tem 

One of the major drawbacks was fo und to be the lack or absence of re liable and timely' 

data on teachers including attrition, in all regions and MOE, There should be instituted 

and sustained at all levels, arrangements to capture, analyse, store and disseminate 

timely and reliable information on teacher management; including attrition, that would 

enable planning to be more effective, For these purposes a teacher management 

information system should be established at all levels, 

4,3 ,11 . Cr'eation of a Teachers' Service Management Facility 

In terms of quantity, teachers constitute majority of the civil service personnel. perhaps 

next to the military forces. Therefore, this requires the establi shment of a different 

teachers' service management unit at a ll levels, This unit could serve in recruitment, 

deployment, promotion, conditions of service, incentives and more, and could ease the 

administration of teachers efficientl y, 

4.3.12. Develop a short and long-term strategics programmes and action plans to 

dccr'casc attrition and increase retention based on the regiona l eontcxt 

While there are numerous actions that can encourage retention and reduce attrition, 

some of those actions might not be applicable equa ll y at anyone time, Some plans of 

action might require a long time to implement as they might be expensive and 

complicated to implement or yield uncertain impacts, Therefore solutions as strategies 

and action plans to address teacher attriti on, need to be pliased in short, medium and 

long range time spans, Some of the actions to be taken in olle region might not 

necessaril y be applicable to another region, There might even be variations intra­

regionall y, 
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The implications of these are the need to formulate effective strategies, programmes 

and action plans to reduce teacher attrition and increase retention specific to each 

reg ion . Therefore, the formulations of strategies. programmes and action plans at the 

va ri Ous levels-MOE, regional, loca l, incl uding schools and communi ties should focus 

on the following points : 

I. A rea li stic assessment of the leve l of attrit ion rate of teachers in each region and 

what rate of attrition is acceptable. 

II. Alternat ive action plans to follow in ord cr to reduce attrition that are rcasonable 

I\·ithin the context of each region. 

Ill. Analysis of the proposed act ion plans that have impact in reducing attrition and 

increas ing retention. 

4.4. Recommendations for further research 

A large scale investigation on, 

(i) 'In itial COll1mitment to Teachi ng Versus Intention to Stay or leave Teaching Among 

Prospective Teachers in Teacher Education Establishments in Ethiopia'. 

( ii) 'Occupational Sati sfaction and Stress Among Teachers' . 

(ii i) 'Teachers' Pay vis-a-vis Other comparable Occupations'. 
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ANNEX ONE 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACULTY OF EDUCATION 

DEPARTMENT OF EDUCATIONAL ADMINISTRATION 

A questiolluaire to be filled by PJ'{[cticillg teaclters ill primal), aud secoud(lf), scltools 

currelltly at lIIork alldformer teaclters 111/10 left tlte teae/l illg profession for various reasons 

Instructions: 

The purpose of this questionnaire is to collect first hand information in order to study the 

causes of teacher attrition and to seek possible preventive strategies to retain teachers in their 

teaching career. Your participation in filling out the questionnaire by giving accurate and 

honest answers is extremely useful. Thus, for the questions given please respond by choosing 

the answer that most approx imates you thinking from the given alternatives and put tick ( .y ) 
in the given box against each alternative. For the open-ended questions, please write your 

answers in the given space. And if the given space is not enough, please li se the space on 

page 10. 

Note please that those questions f11arked by * are to befilled only by practicing teachers and 

questiol1s f11arked by ** are to be filled ouly by former teachers wlto left teaching. 

Questions lIot marked (witllOut * ) are to be filled by botlt practicing and former teae/lers. 

Thank YO ll in advance for your cooperation. 

Note that writing your name is /lot necess(ffY. 
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PART 1 

Personal Information 

1.1. Sex Male 0 Female 0 
1.2. Age (year) 

1.3. Ed ucationa l leve l 

14. Mari ta l status: Married 0 Single 0 
1. 5 . Years of Service in teaching __________ years. 

** 1.6 . Name of lhe organization yo u are employecl _________ _ 

Pl ace: Region ______ Zone ____ Woreci a/town/Kebele ____ type of 

occupation _________ _ 

** 1.7. Service years in present occupat ion Years 

** 1.8. Beginning monthly salary in present occupation (new job) Birr 

** 1.9. Current monthly salary in present occupation (new job) Birr 

1.10. Your birth place: Region Zone 

Werecla ______ Kebele _______ _ 

P ART( a ) 2 is to be filled only by practicing teachers 

':'*(a)2. 1. Name of School you are teachi ng, __________________ _ 

Region _______ _ Zone ________ Won'cla _____ _ 

Kebele (Urban/rural) ______ _ Level Grade 1 - 6 0 

Grade 1 - 8 0 

Grade 9 - 12 0 

*(a) 2.2. Subject(s) currently teaching _________ _______ _ 

*(a) 2.3. Weekly teach!ng loacl __________ periods 

*(a) 2 .4. Year rank in tile career ladder scheme 

Beginner o Junior 0 Full fl edged 0 Senior 0 

Associate lead 0 
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PART(b) 2 

PART 2b is partly to be filled by both practicing and former teachers 

(questions without * mark are to be filled by both practicing and former teachers). 

The following are items related to sa lary, allowances and housing. Please respond to the 

following questions by making a check mark ( " ) that best match your answer, or in writing 

where necessary, 

*(b)2.1. What is yo ur current teaching salary per month? Birr. 

*(b)2 .2 . Do YO ll think that the monthl y sa laries of teachers suffi cient enough to sustain the 

bas ic needs of their li ving conditions and support their famili es in your area? 

Suffi cient 0 not suffic ient 0 not sure 0 

*(b)2.3. Do you have an extra (moonlighting) job after the regular school (e.g. farming, 

trading, evening class etc .)? 

Yes 0 No 0 

*(b) 2.4. If your answer for the above question is "yes" check " the correct answer of your' 

source of additional income 

Evening class 0 tutori(lJ t:lasst;!s after school and weekends 0 

Farming o trading 0 otl1ers ________ _ 

·:·(b)2.S. According to your answer fo r 2.4, how much do you earn monthly from your 

additional income? ______ Birr. 

(b)2.6. Do you get hardship allowance every month? 

Yes 0 No O 

(b)2 .7. If you get hardship allowance, do you say the allowance is suffici ent? 

Yes, sufficient 0 Not sufficient 0 

*(b)2.8. How do yo u compare teachers salaries w ith that of other employees similar 

qualification and experience in other civil services in your area? 

Equi valent 0 Not equivalent 0 Not sure 0 

*(b)2.9. How long do you have to wait to get your month ly salary? 

on time, just at the end of the month 0 two weeks latc o 
3 to 5 days late o morc than one month late 0 
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*(b)2.1D. The house you are currently living in: 

you own it 0 you rented it from a private o you rented it from a Kebe le 0 

*(b)2. 11. If you do not own a house, the house you rented 

very expensive 0 expens ive D reasonable 0 
*(b)2.12. Name the most difficu lt the problems teachers encounter in their li ving conditions 

in your area? 

1. ___________ _ 4. _ _______ ___ 
2. ___________ _ 

" J. ____________ _ 

5. 
6. 

PART (c) 2 ** (Part (c) 2 is to be filled only by fonner teachers Information regarding 

when you were a teacher) 

'*(c)2 .1 . The place where you left teaching: Region __ Zone _. _Weredaltown. 

'*( c )2.2 . Level of your education when first employed as a teacher __ ~ __ _ 

**(c)2.3. Level of your education when you left teaching _______ _ 

**(c)2.4. The school that you were teaching Grade I - 6 0 
Grade I - 8 0 
Grade 9 - 12 0 

**(c)2.S. Subject(s) that you taught _______________ _ 

** (e)2 .6. Your rank in the career ladder scheme when you left teaching. 

Beginner [l 

Associate lead 0 
Junior 0 Ful l fledged 0 Senior 0 

**(c)2.? Beginn ing salary when you were employed as a teacher _____ (Birr) 

**(c)2.8. Yo ur sahu·y when you left teaching (Birr) - ----

**(e)2.9. When d id you leave teaching? month Year (E.C.) --- ----
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PART 3 (to be filled by both practicing and former teachet"s) 

The reasons why you decided to join the teaching profession could be one or some of the 

following. Please indicate by putting tick mark ( -.1 ) against your choice why you joined the 

teaching profession. The choices range from 'strollgly agree' to ''Strongly disagree' 

Key: Strongly Agree - SA, Agree -AG, Undecided -UD, Disagree - DA and Strongly 

Disagree - SD 

Reasons for being a teacher SA AG UD DA SD 
3. 1. Interested in teaching as a ca reer 

, 7 J . _ _ Un S ul'Passeci contribution for the 
development of one's country In tcaching 
profess ion . 

, , 
The opportunity to join teacher training or J.J. 

get a teaching job was easy 
3.4. r joined the profession only to ease my 

problem. 
3.5. I thought teaching would contribute to my 

personal education qualification 
improvement 

3.6. While teaching I would get the opportunity to 
look for other jobs. 

3.7. When j joined teaching, the profession was 
hinhly valued. 

3.8 . Teaching had a comparat ive advantage 1I1 

terms of payment when 1 was employed as a 
teacher. 

3.9. [joined teach ing as last option due to lack of 
other job or training opportunity. 

3.10. J was pushed by my friend(s)/ relative(s) to 
join teachi ng. 

3. 11. If there were other reasons that you joined teaching, not stated in the above (3.1 -

3. 10) please write in the space provided bellow ___ ___ ______ _ 

PART 4** (to be filled only by fonner teachers) 

The reasons IVhy you decided to leave the teaching profession could be due to one or some of 

the follo wing. Please indicate by putting tick (-.1) against your choice why you left the 

teaching profession. The choices range from 'strongly agree' to ' strongly disagree'. 
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Kev:- Strongly agree - SA, Agree - AG , Un dccided- UD, Disagree- DA, Strongly 

Disagrce -SD 

T he r eason(s) fo r lcav in g the teach ing 
(ll'ofess ion SA AG UD DA SD 

4.1. The economic benefi ts or salary earning obtained from 
being a teacher was far less fi'olll those obtained from 
olher government professions rCClui ring similar 
qua lifi cation and experience. 

4.2. The administrat ion of teachers with out school \VCl5 bad. 

4.3. Working conditions for IC(1chers in schoo l were 
un favorClb le 

4.4. Chan ces for furthe r education was limi ted. 

4.5. The l iving condition in the place I lIsed to teach was 
difficult. 

4.6. Lacked instructional support or encouragement on the 
leach ing job. 

4.7. Professio llClI career development for tcachers was much 

less than those \Varkin" for other UQvernmcllt offices. 
4.8. Teaching profession was accorded lower social status 

by. government offi cia ls, parent s. students and the 
cOllllll unity at large. 

4.9. Teachino was tedious and borino job. 
4. 10. It was difficu lt to get transfer 1"0 betlcr plnces. 

4.11. Please w rite if there were any other reasons that pushed you to leave leach ing no t 

mentioned above. Use the space given be low. 

PART 5 (To be filled by both practicin:; and forlllcr teachel's) 

Concerning the worki ng condi tions o f school. plcase respond to the questions g iven by putting 

(.yJ (tga inst yo ur cho ice . The choices range 1'1'0111 'excel/ent, ' to' very poor'. 

T he wo rld nu co nd itions or schools Ve ry Good Good Fair Poo r vcry poo r 
5. 1. School mana o el11ell tl leadership 
5.2. Co lle-.£ ial re lationship among teachers 
5.3. Student disc ip line 
5.4. Classroom conditions 
5.5. A va i labi lity of educational mate ri als 
5.6. Teachers' participation III sc hool 

decis ion making 
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T he wo rkin u cond itions of sc hools Vcry Good Good Fa ir Poor ve r y poo r 

5.7. Availabi lity of services stich as water 
, toilets , telephone, etc . 

S.S. Ins tructional support from the schoo l 
director and department he8ds 

5.9. Conduciveness of statf room 

5.10. Students' enthusiasm to learn 

5.11. Please write if there are (were) any conditions not mentioned above with in your school 
. that could compel teachers to leave teaching in the space given below. 

1. 
2. 
, 
o. 

4. 
5. 

5. 12. If there are fac tors that force reachers to leave the profess ion coming from olltside tlt e 
scltool, please write in the space given below. 
1. 
2. , 
o. 

4. 
5. 

5.13 . "It has been anticipated that rhe new teachers' ca reer structure and salary scale would 
hel p teachers to motivate retain and commi tted to thei r profession". What is your level 
of agreement how far these has been attained . rut ti ck c,j) in the box given against yo ur 
choice. 

Strongly agree 

disagree 0 
o agree o 

st rongly disagree 

undecided LJ 
o 

5. 14. If your answer to the above question is "disagree" or "strongly disagree" gIve your 
reasons. Use the space given below. 

PART 6 (to be filled by both practicing and former tcachers) 

II' you had 1 ~lc cd administrative problems regarding transfer, career structure and salary scale 

adjustment payments of sa lari es regularly and other admini strative matters frol11 the 

educational otlices, and local government oflices and others indicated below, please write the 

problems yo u faced. Write them in the given space against each office. 

I. Regional Educational Bureau ~~~~~~~~~~~ ____ ~~ _____ _ 
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2. Zone Education Department ____________________ _ 

3. Wereda Education Office ______________________ _ 

4. The school yo u were worki ng at _____________________ _ 

5. Loca l government offices _______________________ _ 

6. Others ___________________________ _ 

PART 7* (To be filled only by practicing teachers) 

The following are items related to future career plan dec ision either to stay or not to stay in the 

leaching profess ion . Read each question carefully anci respond by making a check mark (-J) 

lhat besl match your answer, or in writing where necessary. 

7. 1. What is your tLlture career plan to stay or not to stay (leave) in teaching profession . 

I wi ll stay and teach until retirement 0 I will not stay, leave as soon as possible 0 

Undecided 0 

7.2. If you are considering to leave the teaching profession , when do you leave? 

with in two years time 0 
I do not kno\v the time 0 

within five years time 0 

7.3. If you get another job, what will be your deci sion with regard to payment of the new 

job? Check C-J) that best suits your answer. 

If the payment is equ ivalent to my current salary I will leave 0 
Even if the payment is lower than to my current salary I will leave 0 
Even if the payment is better than to my current sa lary J \vill not leave 0 

PART 8 (to be filled by both practicing and fonnel' teachers 

The following part is related to your view on the presti ge of teaching profession imputed by 

some of community members. What is your view on the following members of the 

community in yo ur area. their regard on prestige of the teaching profess ion? Please read each 

item carefull y, and indicate your responses by putting a check C-J) under each of alternati ves 

Key: Very Hi gh - VI-! , High -1-1 , Mediulll - M, Low - L a nd Very Low - VL 

S.No Level of pres tige accorded on prestige of th e VH H M L VL 
teaching profession 

8.1. Educalion Officials 

8.2. Non-teachin o civi l servi ce emp loyees 

8.3. Parents 

8.4. Students 

8.5. Government officials at localleve l. 
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PART 9** (to be filled only by former teachers) 

10.1. Do you have any intention to go back to teaching again? 

Yes No o Not sure o 
10.2. If yo ur response to the above question (10.1) is "NO"; Please write the reason(s) for 

your intention not to go back to teaching again in space provided below 

PART 10 (to be filled by both practicing and fonner teachers) 

In your opinion what measures should be taken to make teaching an attractive profession in 

order to reduce attrition and increase retention of teachers from the teaching profession. Use 

the spaces given bellow to write your suggestions. 

9.1. From the government side ______________________ _ 

9.2 . From the community /parents side 

9. 3. From sludents side ----------------------------------------------

9.4. From teachers' side ________________________ __ 

9.5. Others _____________________________________________________ _ 

PART 11 (to be filled by both practicing and former teachers) 

In the last five years that is from 1988-1992 E.C. if there were teachers who left teaching that 

you know and employed in other government organizations or non-government 

organizations, or self-employed (who run their own business, farming, etc.) please write the 

name of the organ ization and the number of teachers employed in these firms indicted in the 

tables below. 
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11.1 

S.N. Name of "overnment ore:anization Number of teachers 

11 2 
S.N. Name of non government organization Number of teachers 

113 
S.N. Self-employed finn Number of teachers 

PART 12 (to be filled by both practicing and former teachers) 

Ifyoll have addit ional opinion, please write them in the space given below: 

Thank you again! 
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ANNEX TWO 

ADDIS ABABA UNIVERSITY 
SCHOOL OF GRADUATE STUDIES 

FACULTY OF EDUCATION 
DEPARTMENT OF EDUCATIONAL ADMINISTRATION 

A questionnaire to be jilled by prospective teachers in TTIITTC and University. 

Ills trll cti 0 liS: 

The purpose of this questionnaire is to co llect first hand information in order to study the 

causes of teacher attrition and to seek possible preventive strategies to retain teachers in their 

teaching career. Your participation in this study in filling-out thi s questiorll1aire by giving 

accurate and honest answers is extremely useful. Thus, for the questions given please respond 

by choosing the answer that most approximates your thinking from the given alternatives and 

put tick (v') in the given box against each alternative. For the open-ended questions, please 

write your answers in the given space. And if the given space is' not enough, please use the 

space on the back of each page 

Thank yo u in advance for your cooperation 

Note tlial Jvrilillg YOllr /lame is /lotllecessary. 

Questions ill *mark are jiffed oilly by prospective teachers in degree teacher 
educatioll programme 

Part] 

Pel"Sollallnfonnatioll 

1.1 

1.2 

Sex Male D 
Age _____ Years. 

Female D 

1.3 Name ofTIIITTClUniversity __________________ _ 

1.4 GPA in ESLCE when joined TTlmCfUniversity ____________ _ 

1.5 Place where completed secondary education. Name ofSchoo l ________ _ 

Region _____ _ Zone ---- Wereda -----------
* 1.6 Cumulative GPA of first year first semester or after freshman programme ___ __ 

I. 7 Your parental education level 
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• Father's (Guardian) education level ______ _ 
• Mother's education level -------

1.8 Average monthly income of your fami ly ___________ Birr. 

1.9 Your father's occupation. Fut tick (,I) for your appropriate answer. 

Civ il Servant D Trader D 
Farmer / peasant D Soldier D 
Pensioned D Other (specifY) 

PART II 

Enrollment in Teacher E ducation 

2.1 The way you joined teacher education programme in TTIITTC/ University could be 

one or some of the following. Please indicate by putting tick mark (v'') against your' 

choice. 

S.No. T he way I joined Teacher E ducation Yes No 

I . According to my choice of interest 

2. I was placed by MOE according to my ESLCE result 
out of choice of fie ld 

3. * I was placed by the University after first year· first 
semester or fresh programme, out of choice of fi eld 

4. * I exchanged with my fri end during placement by the 
Uni versity; that I was interested in teaching 

5. 1 jo ined as last option to get job otherwise not 
interested in teachi ng 

2.2 Specify if you joilied teacher education other than mentioned above ______ _ 

2.3 If you joined teacher education programme "with interest in teaching profession", 

Please write the three main reasons, and put them in rank order, why you have interest 

in teachi ng. 

2.3. 1 
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2.3 .2 ______________________________________________ ~ ________ __ 

2.3.3 

2.4 If you joined teacher education programme "without interest in teaching profess ion", 

please write the three main reasons and put them in rank order, why you do not have 

interes t in teaching profess ion. 

2.4. I 

2.4.2 

2.43 

2.5 What was your attitude towards the teaching profession before you joined a teacher 

education programme? 

I liked it D I did not like it D I did not know D 

PART THREE 

Views Regarding the Status and Prestige of Teaching Profession 

3. 1 What is your opinion, on the following community members outlook on the prestige of 

the teaching profession. Pl ease indicate by putting tick mark (/) against your choice .. 

The choices range fi"om "strongly agree" to "strongly di sagree" 

S. The Teaching Profess ion Strongl Agree Undecided Disagree S trongly 
;\ 10. has high regard by yagree di sagree 

I. Students tn my prevIous 
hi gh school 

2. My fri ends 
3. My parents !relatives 
4. My pre\'lous teachers 111 

primary and High Schools 
(s) 

5. Government employees 

6. Teachers in TTIITTC/ 
Unive rsity 

7* Students In non-teaching 
field of study 111 the 
University 
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PART FOUR 

Adequacy of Teacher Preparation Programme Offered in TTlffTCI University. 

4. 1 Do you think the courses offered in teacher education programme in your TTl/TICI 

University adequately enough for your future teaching task? 

Yes D No D Not sure D 
4.2 At the end of thi s academic year you will be graduated as teacher from your 

TTlITTCfU ni versity. How far your stay in your teacher educat ion institution, have 

promoted you to be comitted to teaching profession? 

very hi gh D high D not sure D 
low D very low D 

PART FIVE 

FUTURE INTENTION TO STAY OR LEAVE THE TEACHING PROFESSION 

5.1 What wi ll be your future career plan after you graduate from TII/TTCI University? 

Teach until retirement D 
Undecided D 

PART SIX 

Suggestion for change 

Leave as soon as possible D 

In your opinion what measures should be taken to make teaching an attractive profession to 

recruits join teacher education programmes in TTlmC/ University Use the space given 

below to write your suggestions. 

PART SEVEN 

If you have additional opinion, please write them in the space given bellow. 

Thank you again! 
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ANNEX THREE 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

FACULTY OF EDUCATION 

DEPARTMENT OF ED(JCATIONAL ADMINISTRATION 

Interview Guide for Discussion with REB. ZED, 

WEO, School Principals and Practicing Teachers 

I. How many teachers left teaching within the period of 1995/696 - 1 999/00? What type of 

teachers left teaching with regard to school level (primary and Secondary), qualification 

(TTl, Diploma and Degree), gender (male, female), Subject specialization and 

performance? 

2. Are there problems encountered as result of teacher attrition (at Region, Zonal, Wereda 

and School level) ? What are the problems? [-low did you tackle the problem? 

3. Which organizations (govenU11ent or non-government) employ those teachers who left 

teaching? or which organizations attract teachers? 

4. Why teachers leave teaching? (what were the causes for teachers to leave teaching? 

., 
5. How do you see the. intention of the current practicing teachers to stay or leave teaching? 

6. What do you suggest for measures to be taken in order to reduce attrition, and attract 

best recruits to the teaching profession.? 
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ANNEX FOUR 

LlST OF SAMPLE REG IONS, ZONES, WEREDAS, AND SCHOOLS INVOLVED 

IN THE STUDY 

Region Zalle Wc reda Secondary School Primary School 
Balcha Aba Ne t-so 

Addis Ababa Zone one Four I(efitcgna 4 Tesfa Kikeb 
Five Yekatit 23 

Dej . Ulller Semeter 
Zone Four Eleven Misrak Meni lik II 

Thi rteen Entoto Amba 
Tsehay Cham 
Kebena 

Zone Six Twenty Six Fitawrari Abayneh 
TWCI1lY Seven Akaki Gelan No.2 

Kal iti 
Akaki Menoesha 
Eukekct Chorn 

Atar Zone Two - Mhall1tnccl I-I anfere Mi lle 
Zone Three Neill r, lie Awash 

Sedehafg,i 
Yejube 

Amhara Misrak Gojjam Basso Liben Debre Markos Atatam i 
Jabi Thanan Mankussa 

Tikur Wuha 
Ka lla Deba 

North Gondar Gondar Ketcma Fasi ledes Atse Bekafa 
Gondar Zuri<l Tsadiku YohallllCS 

Fenja 
Kutaber 

South Wallo Kutaber Wei zero Sehen Kedamc Gebeya 
Dessi e Sarli M eicla 

T ioe l Fere 

Dodola 
Oromia Bale Dodola Dodola !-l irera 

Goba Ncgade Se ter 
Sinja 

Tiyo Sil ingo 
Arsi 1-1 itossa i-Iuruta Gonde Mekro 

Bopru Jawe 
Bortl Lencha 

Chcliya Kiltu Lala 
West Shoa Dendi Gedo Dere Gudella 

Genchi 
Dobi 
Kewiso Sheno 

East Wellega Gune Gettcllla Gutte 
Gutogida Gudo Fetteo 

Mulleta 
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