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The main purpose of this study was to identify thejor causes for teachers’ turnover and its
implications to the teaching learning process inrthern West Zone of Tigray Regional State. A
descriptive survey method and in-depth intervieesewsed in order to obtain pertinent informatian o
the current state of problems of teachers’ turnoirethe zone. Five woredas and eight secondary
schools were included in the study using stratiadhpling technique. The study had two groups of
respondents that included 136 existing and 7 forteachers. While stratified random sampling was
used selecting for existing teachers and snowhkath@ing was used to choosing subject of former
teachers. Interviews were conducted with formercheas as well as school principals, woreda
education heads and experts. Research data sed¢hredgh questionnaire, interview and document
analysis were analyzed using frequency, percentagan scores, Chi-square and the data collected
was transcribed, translated to English & then araly qualitatively. The study showed that the annual
average teacher turnover in secondary schools efzibne for the last five years (2008/09— 2012/13)
was 10.3% with the highest (16.6%) in Asgede Thimldreda and the lowest (6.7%) in Tahtay-Koraro
woreda. Sex wise 12.3% of female and 9.9% of reakehers left secondary schools of the zone for the
last five years. Teachers with less than elevemsyef experience quit teaching in secondary sahool
than teachers above ten years of work experiencareder, teachers who specialized in natural
science comprised the highest group of leavers; thiedtrend of teachers’ turnover seems likely to
continue. Results also revealed that the existimd)farmer teachers joined the teaching professioin n
because they like it, but because they had no ahematives. In addition to this, teachers become
dissatisfied with both working conditions and wddelf in schools. The existing teachers intenaed t
leave and former teachers quitted from teachinggoondary schools mainly due to: economic factors
(inadequate salary and lack of incentives) as camgbao other civil service servants with similar
gualification and work experience, low social staiccorded to teaching profession by the societly an
the government at large, availability of opportynibf other occupation with better payment and
incentives, CPD program, and poor students’ entarsi to learn. As a result of teachers’ turnover,
instructional activities were interrupted, the reimiag teachers were demoralized, work load in
education officials and teaching load has increase@enerally, teachers’ turnover in secondary
schools of Northern west zone in Tigray regionaltestwas found to be a function of shortage of
effective teachers, low teachers commitment, inpted teaching learning process and performance.
This implies to policy makers in the region to dparthe dissatisfaction level of teachers to be
minimized through different mechanisms such asnipraving career ladder and incentives, social
status of education, working conditions, teacheompetence through professional development etc.
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CHAPTER ONE

INTRODUCTION

In this chapter background of the study, statemehtfie problem, objectives, significances,

delimitation, limitations, definition of key tern@d organization of the study were presented

1.1. Background of the Study

Reliable data on teacher attrition is often diffi¢o find, and many of the published figures are
derived from estimations. A study by educatiomadiinational (2007) of teachers issue in the
Gambia, Kenya, Lesotho, Tanzania, Uganda and Zarmep@ted an average rate of attrition in
the six countries of 4%. In Namibia, Kubberud (1p8ported a total teacher attrition rate of
11.7%. Studies conducted by the World Bank betw2@®6 and 2007 found turnover rate
ranging from 2% to 10% (Mulkeen 2010).

Whatever the rate of attrition, employees leaver tfods for many different reasons.
Sometimes it is the attraction of new job or praspe period outside the work force which
pulls them. On such occasion they are pushed (@ubsskatisfaction in their present job) to
seek alternative employment. It can also be resulboth pull and push factors ( Boakye-
Boateng 2013).

Schools are social organizations which can, likg ather organizations, be affected both
negatively and positively by their staff turnovktost organizations have publicly stated goals.
Learning organizations, like schools, have demandwals that actually guide the organization

and somehow gain the dedication of staff and atbastituents (Brandt, 2003).



The most important goals are those dealing withllesiti learning. Ashiedu and Scott-ladd
(2012) indicated that countries worldwide providkueation for their people through school

systems and growing teachers shortages are amtpalier school globally.

1.2. Statement of the Problem

Teacher turnover is a potential critical issue #edoming the concern of all nations. High
level of teaching staff turnover creates significaiecrease in students’ performance and
disrupt effectiveness of school. According to Irsgdir (2001), teachers’ turnover has negative
effect on a teaching organization particularly wibest and experienced teachers quit teaching
or when the schools program is undergoing rapidvtiroand development. When well-

experienced teachers leave the teaching job, neogees take over their position.

Thus, the level of productivity decreases unless nbvice teachers master the job. It is
believed that more experienced teachers are bither novice teachers, which implies that
students in schools with less experienced teadears less than students in schools with
greater percentage of experienced teachers. Turobteachers is also reported to increase the
cost of recruitment and selection of new teachedsthere will be disruption of activities, loss
of extra time and spending of money for trainingorkbver, it increases the work load of
remaining teachers and unmotivated the newly ensoldgachers. Ingersoll (2001) stated that
turnover has demoralizing impact on prospectivehess. Thus, the increasing of teachers’
turnover has implication for the quality of eduocatias it reduces the overall effectiveness of
the school and finally leads to deterioration ohlify learning. It is true that providing quality
of education, what educational organization aimaduieve, is impossible without experienced,

well qualified and stable teaching staff. Accordingt is necessary to make sure that in every



school there are well experienced, qualified amdehwho stay long period of time in teaching

profession (Ingersoll, 2001).

The most serious consequence and direct disadwawfagigh turnover is that it erodes the
quality of teaching and students’ achievement (G@004). Internationally, it is widely
recognized that teachers are central to studentgess. In addition, they are at the “center of
the debate on education quality and students legroutcomes” (UNESCO, 2011b, p.5).
However, many of them leave their profession eyear. The phenomenon of teacher attrition,
thus, has been an educational problem to schodioaties and policy makers in both
developed and developing countries-it is a globalkern. In USA, for instance, recent research
findings( Kelly,2004 cited in Joiner and Edward,800confirm that up to half of all new
teachers leave within the first five years with aan attrition rate of 13.6%. Similarly, in
European countries, take England for instance hegaattrition rate was reported to be 9%. The
attrition rate in two other European, Nether La(%); and Germany (5%) was reported to be
quite comparable. Similarly, the attrition rate wasind to be 5% in Australia and New
Zealand even higher (i.e., 9.9%). Of the findinggarted the lowest was in Korea which was

2% in 2005-2007(EFA, 2010).

The problem of high teacher attrition rate hasatsts in the recent history of the development
of education systems in many developing countri@sttelmann-Duret & Hogan cited in

Befikadu, 2001). Befikadu further reviewed thateoftsub- Sahara African countries become
enmeshed in multi-faceted problems like fewer weklified teachers in front of large classes
which contributed to low teachers’ working condiBoand that lead to voluntary teacher
attrition. Countries in Sub-Saharan Africa, likatttof European countries, are also facing a

similar problem in relation to teacher attritionyiears in 2005-2007. For instance, in Lesotho it
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was 10%, in Malawi 10%; in Uganda 6%; in Zambia9%4; in Zanzibar 6.7%, and in Eritrea
2%, with the least attrition rate (EFA, 2010). Litteat of other African countries, Ethiopia is

also facing a similar problem of teacher attrition.

Coming to the specific context of Ethiopia, Accoglito Dargie (2002), cited in Ayalew
(2009), staff turnover has a “long history as okl tae educational system itself” (2009,
p.1106). In line with this, over nine-years permfdl952/53-1960/61, Aklilu reported teacher
attrition rate in the following way: “23% of the agfuates from HaileSellassie | day school,
28% of the graduates from four year training, ar®64of graduates from Debre Birhan
community TTI left teaching profession”(1967,p.3&)though there is a general impression in
Ethiopia that the level of teacher attrition totogh, there was not available documented and
officially released data for the resent and subsefjyears in all echelons of the education
system.

In Tigray Regional State secondary schools, adeatteduced from personal experience of the
researcher and information obtained from educatierperts, 65 teachers have already left
their teaching job in secondary schools in the y2&04-2005 E.C. in North Western Zone of
Tigray Regional State (Informal communication of $tudent researcher with officials in the
Zone). In the worst scenarios, this could mearsa @ 25 periods per week equivalent to 1,625
a week. One can easily imagine how this hurts tladity of teaching. Moreover, the Education
Statistics Annual Abstracts of the years 2004-2805. show that the average pass rate of

grade 10 students’ national examination at natiteedl was decreased (MOE, 2012; 2013).

In spite of the severity of the problem, to thetlmghe knowledge of the researcher, there was
no systematic study that examined the magnitudbeofeacher turnover in the region. Hence,
keeping the research in mind and taking into casiibn the problem that secondary school

4



teachers’ turnover could bring and the currentasitun of the issue in Tigray Regional State
secondary schools, particularly in North Westerm&othe student researcher decided to
conduct the study in the area. In doing so, thdystuas guided to answer the following basic

research questions.

1. What is the current rate of teachers turn oveetoadary schools of the zone?
2. What factors contribute to teachers’ turnover inimeestern zone of Tigray region?
3. Does teachers’ demographic character (age, sexerierpe) influence teachers’

turnover?

1.3. Objectives of the study
1.3.1.General Objectives

The general objective of this study was to assesgdot causes of teacher turnover and its
impact on school performance in the governmentredany schools of in North Western Zone,
of Ttigray Region and to seek possible stratedias tould motivate teachers to stay in the

secondary schools of zone.

1.3.2.Specific Objectives

Specifically, the study has the following objeetv

1. To find out the rate of teachers’ turnover igray Regional State of North Western Zone
(TRSNW2Z).

2. To identify the major contributing factors feachers’ turnover in the study area.

3. To identify the influence of demographic chagaistics of teachers turnover



1.4. Significance of the Study

Retaining experienced and qualified teachers isajor importance to educational planners
and policy makers to realize educational objectivkshe country. Thus, the study becomes
useful and timely in assessing the major contriiutiactors of secondary school teachers’
turnover and its implication on the TLP in TRSNWLeational sectors.

Therefore, this study might be significant for tbbowing ways:

» This study might add additional knowledge to theamemess of the concerned
educational stakeholders at different levels camogr major contributing factors of
teachers’ turnover and its implication on the ThRhe zone.

» The findings might indicate and suggest recommeostfor ways of minimizing
teachers’ turnover and thereby increasing teaatention in the educational system for
a long period of time.

» The findings of the study might initiate and en@me other researchers for further

region wide investigation.

1.5. Delimitation of the study

Although teacher turnover was a problem that reguilarge scale and rigorous study,
conditions such as material, financial as wellia tconstraints forced the researcher to limit
the scope of the study in terms of time. The stwdyg limited to cover the year between 2008/9
to 2012/13. To make the study manageable it wasirszhto eight government secondary
schools which were found in five Weredas namelydébay Zana, AsgedeTsimbla, Shire
Endaslasie, Tahtay Koraro and Sheraro secondagokchMoreover, the zone was selected
because of the researcher has been working aspant et wereda education office and had the
experience to the problem of teachers’ turnovegafernment secondary schools of the zone.
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Since teachers’ turnover was a complex problem,stinely is also confined to voluntary
teachers™ turnover in government secondary scludd®rth Western Zone of Tigray Regional

State.

1.6. Limitations of the Study

The researcher did not believe that the study wéally free of any sort of limitations.
Accordingly; one of the major limitations worth mieming, difficulty of getting some
statistical data, about teachers who had alredtiyhie teaching profession. More specifically,
almost in all sample secondary schools as well@gda officials, the statistical data of former
teachers were not available as needed. And theandser had also encountered difficulty on
getting the total number of teachers who quitesithing in secondary schools from official
documents prepared in the form of statistical ahmistract at wereda, zone, regional and
National level. Consequently, the researcher waspetied to look for the required data from
bits and pieces of information sources. The othajomproblem that | faced during collecting
gualitative data was lack of consent of by formeachers to be audio taped during the

interview.

1.7. Operational Definition of Key Terms

The following words were defined in the contextlué study:

Current teacher: Represents teachers who were teaching in govetrseeandary schools

during the conduct of the study.

Former teachers (ex-teachers)represent government secondary school teacherhachteft

teaching job.



Teacher Turnover: The loss andsubsequent eplacement dteachers usually expressed aseth
proportion of charge in a pedfic teachergroup during a statl time period, for example me

yea (Good 1973 p. 626).

Attrition Rat e It is the fraction or percentageof teaders serving in schools in oa period
(either in some specified teacher category or lrcaiegories combined) and
those who left teaching permanently or were notleyga as teachers in a
subsequent period (Barro, S.NL992 p. 150). (In this researcthe writer
considered attrition as any teachers who teéiching voluntarjl in a certain

period of time).

1.8. Organization of the Study

This study has five chapters. The introductory tdageals with the background, statement of
problem, objectives of the study, significance bé tproblem, delimitation of the study,

limitation of the study and operational definitiof terms in the study. The second chapter
provides review of the related literature. Presgntethe third chapter is the research design
and methodology including sources of data, sampiand sampling technique, data analyses
and interpretation techniques. The fourth chaptesgnts the findings, analysis, and discussion
data collected. The last chapter contains the sugnroé the findings, conclusions and

recommendations of the study.



CHAPTER TWO
REVIEW OF RELATED LITERATURE

2.1.Concept of turnover

According to Fitz-enz (1987) transfers and promwiare not considered part of turnover
because they do not involve movement across thebmestmip boundary of an organization.
Fitz-enz (1987, p.167-168) explained that thereeweoluntary and involuntary turnover
whereby resignations were examples of voluntargdwuer and dismissals, layoffs, retirements,
and deaths were involuntary. Under normal busigesslitions voluntary turnover was greater
than involuntary. Grobleret al (2002, p.609-10) added that there was functionad an
dysfunctional turnover. They argued that functiolmhover was necessary in an organization
because among other things it brought in new enggl®yvho might have good ideas on how to
improve organizational productivity. On the othani, “excessive turnover creates an unstable
workforce and increases human resources costsrgadipational ineffectiveness” and this was

referred to as dysfunctional turnover (Groldeal 2002, p.609-10).

Related to the argument raised by Gobkleall (2002) on functional turnover, Fitz-enz (1987, p.
168) further explained that zero turnover was nesimble in an organization because
employees who had stayed in the organization fanymgars generally had higher salaries.
Assuming the organization grew at a normal rate aldemployees remained, “most
employees would soon be at or near the top of fheirranges and total salary expense would
be very high” (Fitz-enz 1987, p.168). The concefpstaff turnover is highly linked to several

HRM functions such as motivation, commitment andate selection, recruitment, induction



and others. If there is high turnover, it is ani@gation that there may be problems in other

HRM related functions in the organization.

2.2 Teachers’ turnover: A conceptual framework

Organizations often confront serious problems oépkeg their Employees. This problem
manifests itself when employees leaving the orgditim permanently. For this employee
separation different authorities use different ®rnMost writers like Heneman et.al.
(1987P.181), Mathis sand Jakson (1997p.75), DadsNewstron (1987p.181), and Vicchio
(1988p.123) use the term employee turnover.

Other like Okumbe (1998p.259) and casttetter (13823), use the term, employee separation.
Still other researchers use different for emplogegaration. For instance employee resignation
Daver (1976p.153) and brain drain or drop out Sey®892) and Darge (2002). In general

these different terms reveal the quit of employea® the organization.

The term employee turnover or separation is defingdifferent authorities. For instance,
Cascio (1986P.545) defines employee turnover asy “permanent departure beyond
organizational boundaries”. Others define the tasrthe pattern movement of workers in to
and out of the system” (Casttetere 1992P.493) &@rdhma, 1983P.154). In the same way
Okumbe (1998P.259) states that “...employee turnsgpdration is the process whereby a
worker exits from his or her assigned job.”As itndicated in the above definitions, turnover is
a broad term and processes in which employees tbaverganization and have to be replaced
(Mathis and Jacleson, 1997, P.75). Not all emplsyeenover is the same. In other word
employee turnover is two types (i.e. voluntary awer and involuntary turnover). Voluntary

turnover refers to terminations initiated by em@els personal or professional reasons to end
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the relationship with ones current employer. Quitl aetirements are examples of voluntary
turnover.

On the other hand, involuntary turnover is inittatey the employer. It occurs when the

employer no longer needs the employee. It is egetdcby layoffs and discharges (Heneman et.
al, 1987, P.181; Gomez-Meja, Blakin and Cardy, 190234-236). On the analysis and policy
recommendations made by NCTAF in its 2003 reporOxeam Denied a pledge to American’s

children’s as cited in Crowe, Shaefer and Barn209q) indicates that teacher turnover has
three dimensions:

» Within-district Movers: teachers employed in a slasom teaching role in a school in
year 1 who are employed as classroom teachingliffieaent school in the same district
in year 2 are usually defined as “cross-schoohiwitistrict movers”;

» Cross-District Movers: teachers employed in a cltassn teaching role in a school in
year 1 who are employed as a classroom teachexdidterent school and a different
district in year 2 are describe by NCTAF as “cresBool, cross-district movers” and

» Leavers: teachers employed in a class room teachlagn a year 1 and not employed
as a class room teachers in any district in yebgs2ribed as “Leavers.”

Different researchers utilize different combinatioof these three dimensions. Some of the
researchers concentrate on leavers because maovessnodt represent a net loss in the total
supply of public schools (krieg, 2004; Ferng,208B¢d Scafid et al. 2003, as cited in Crow,

Schaefer and Barness,2008).

On the other hand, Ingersoll (2001) and Crowe, 8@naand Barness (2006) have stated that
teacher turnover as the combined total of those mbwe and those who leave. As their view

movers leavers have the same impact on the spedfiool whose employment they depart

11



from, whether or not they exit from the professibrom the further discussions above it can be
concluded that not all teacher who leave their gtldistrict stop teaching altogether do so
voluntary. Teaching spells can end in different svayoluntary and involuntary (willet and

singer 1991, P.423). Thus the focus of this stuadlyeachers™ voluntary and on those who quit

teaching job

2.3. Teacher Retention and Attrition

Teacher supply is further reduced by a hemorrhdgeachers who leave the profession before
retirement age. Contemporary teacher attritionsrate believed to range between 5 and 30
percent in different countries of Sub-Saharan Afriglalawi, with a slow economy, reported 8
percent attrition rate in 1996, while greater ecuniw “freedom” in Liberia contributed to

attrition rates in the region of 20 to 30 percent.

In part, teacher retention is affected by econofaotors, as teachers make rational economic
decisions about their careers and seek bettervpaikl where they can. However, there is also
considerable evidence that teachers feel their weollecoming increasingly stressful and that
their status is falling (Macdonald 1999, P. 83%eik is evidence, for example, that teaching
conditions have deteriorated drastically in Sene@atkina Faso, and Mali, with an insufficient
supply of student textbooks and teaching materinljequate equipment, poor teaching and
living accommodation, and a high number of studems classroom (Caillods 2001, P.143-
144).

The loss of teachers to the teaching professioarey distributed evenly across the teaching

force. Attrition is highest in geographical locatsowhere living conditions are extremely poor,
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harsh, or Expensive or where teachers do not teafartable with the local ethnicity, customs,
or language (Macdonald 1999, P. 838).

Attrition rates are also higher in the early yeafsa teaching career. Teachers early in their
careers may have less stable family lives and kFesgecommitment to teaching. If they stay in
their positions, they often accrue benefits of klemlge, skills, and contacts and an investment
in that locale (e.g., home ownership), as well apwkedge of and seniority within the
institution (Macdonald 1999, P. 837).

There may be differentials between private and ipudthools, although the direction of this
may vary from country to country. Differential ratef attrition for teachers can also be
clustered around specific subjects, with higheritah for those subjects in demand in other
jobs (Macdonald 1999).

Attrition may also be related to teacher qualiiieas. The most highly qualified teachers’
maybe the most likely to leave, as they can eapdly alternative employment (Macdonald
1999). Hedges (2002, P.361) reports that in “Ghamgualified teachers may have more of a
stake in the communities they work with-and hermeer attrition because they have fewer
choices”. In Zimbabwe, by contrast, attrition ofqualified teachers was higher than qualified

teachers, possibly reflecting the short-term natdt@eir contracts (World Bank1992).

Teaching as a stepping-stone: Attrition may increase by a perception of teachiagpath to
further education or an exit strategy. As one Taiaa student teacher put it, “It is the only
profession which will allow me to advance to thghwr levels of education” (Towse et. al.
2002, P.644). Schemes that allow teachers to #évarhselves of paid study leave are very
popular. In Ghana each year, there are 4,000 teaohnestudy leave while 6,000 new teachers

leave teachers’ colleges (figures are for primarg punior secondary teachers) (Hedges 2002,
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P.361). Over 80 percent of newly qualified Ghanaieachers indicated that they expect to
move on to further study within five years (Akyeaong and Lewin 2002, P.345). Many of
those on study leave do not return to teaching. Siis¢em is thus unintentionally promoting a

steady flow of teachers out of the profession (H=sd2002, P. 356).

In Ethiopia, teacher attrition has been an ageyadthlem (Darge, 2002). An exodus of teachers
to other professions is as old as the educatioysém itself. Wrinkle (cited in Aklilu, 1967)
reported a turnover rate of 67% as early as 1958. major problem at that time was at the
primary level since the teachers at the secondargl lwere expatriates. Recent studies have
indicated the seriousness of the problem in théeaysn general (Getachew, 1999, Manna and
Tesfaye, 2000; Befekadu, 2001). The reasons fatirigahe profession included low salary,
low social status of the profession, unfavorablekivgy conditions in the school, difficulties of
rural life, isolation factor and the absence oftliar educational opportunity (Aklilu, 1967,

MOE, 1986; Ayalew, 1991). Thus, the push out faxterthe same as in other countries.

The movement of teachers from school to schooldretp region) on their own will is however

a recent phenomenon. Before, the introduction akedealization teachers were moved from
school to school by a transfer system based orsydaservice (Ayalew, 1991). Employment
opportunity within the profession was also minirsaice there were no private schools. The
decentralization has abolished the transfer syst@m.the other hand the establishment of
private secondary schools and colleges has opeitedemployment opportunity for teachers to

abandon the region of their deployment (Befeka@012.
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2.4. Demographics of Teachers who Leave and Stay

Job dissatisfaction attributes to the reason teacleave the profession (Ingersoll & Smith,
2003). Along with the many reasons why teachersleaging the profession, the teachers’
gender, age, years’ experience, of school thaaehts worksin could impact teacher turnover
rates. Researchers investigate job satisfactiosugethe many demographics, such as gender,

experience and age, which categorize teachers.

2.4.1. Gender

Conflicting research findings do not provide praiat one gender over the other has
consistently higher job satisfaction. Currentlynajority of teachers working within the United
States are female (Feistritzer, 2011). When loolahggender, some researchers concluded
females tended to have higher job satisfactioni¢ReBaker, 1997; Bolin, 2008; Shead, 2010;
Turner, 2012).

On the contrary, Bishay (1996) conducted a stutt toncluded women had lower job
satisfaction. Even more, other researchers fouat job satisfaction and gender showed no
connection (Ma &MacMillan, 1999; Perrachione, 20@jdins, 2012). However, Ma and
MacMillan (1999) stated that a possibility in tresearch that determined females have a higher

job satisfaction is probably due to females sebgcteaching as a career choice.

2.4.2. Age

Finding has been that teachers’ decisions whethstay or leave the teaching profession are
highly influenced by their age. The relationshifpween teachers’ age (and experience, in some

analyses) and their turnover has been found toviodl U-shaped curve. Although there is some

15



disagreement as to why this is the case, researdiwre consistently found that younger
teachers have very high rates of departure.

Subsequently, as those remaining “settle in,” tuemorates decline through the mid-career
period and, finally, rise again in the retiremeatss(e.g., Bobbitt et al., 1994; Boe et al., 1998;
Grissmer & Kirby, 1987, 1992, 1997; Hafner &Owind®91; Murnane, Singer, & Willett,
1988). Moreover, because the distribution of agtheteaching force is skewed upward-older
teachers significantly outnumber younger teachédany analysts have concluded that
retirement due to a rapidly“graying” teaching warlde is the most significant factor behind
teacher turnover, teacher shortages, and schaoffingtgroblems (e.g., Grissmer & Kirby,
1997).

The younger a teacher is the higher the job satisfa but this does not coincide with the
number of younger teachers who are leaving theepsodn. In 2011, the National Center for
Education Information (NCEI) concluded that teachges proportion out equally within the
categories, with 21 percent being less than 29yeldr 27 percent being 30 to 39 years old, 22

percent being 40 to 49 years old, and 31 percengl&and older (Feistritzer, 2011).

The shift that occurred from 2005 until 2011 is iwge increase in teachers under the age of 30
and the decline of teachers who are over the a®® @Feistritzer, 2011). Statistically, teachers
who are less than 30years old and over 50 yearsvetéd more likely to be the majority in
teacher turnover, which includes 171 percent irsgeahen looking at the categories for
younger teachers leaving over middle-aged teadbaving (Ingersoll, 2001;Kopkowski, 2008).

If a teacher begins his/her career at age 22 traksafor 30 years, he/she would be over 50

years old, and eventually retirement could accdonthe teacher turnover within the last age

group.
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The link to job satisfaction and age varies; HeZ@iLQ) found an inverse relationship of age to
teacher job satisfaction. Bishay (1996) conductedtuady that concluded job satisfaction
increased with age. Other researchers found thaggtisfaction showed no connection with age

(Ma & MacMillan, 1999; Eddins, 2012).

2.4.3. Qualification and Experiences

The more qualified teachers appear to exhibit tsfsation with their works as teachers
(McClure, Weidman and sharp 1988, p.212). they tmageed that earning an advance degree
provides teachers with more critical perspective educational practices generating
expectations about the teaching role with respectdues as autonomy that are generally not
met in work place. Similarly Weaver (1978) in GaZ{t986) as cited by Tesfaye (1999, p.18)
states that individuals with more education ars kisfied. The reason is that individuals with
more education have more option in the job markdtraeed develop high identification with a
particular job.

On the other hand, years of experience of teachwege positively associated with job
satisfaction (McClure, Weidman and Sharp, 198812).2n their finding they indicated that
teacher’s turnover is high in the first two yeafservice. Motuma (2006, p.101) also found that
experienced teachers are more likely stay in thefession than less experienced teachers in
Oromia government secondary schools. On the contkdana and Ttesfaye (2000, p.16) have
revealed that the level of qualification and woxperience in teaching were not found to be

significantly related with career decision to stayto leave the teaching profession.

17



2.5. CAUSES OR FACTORS AFFECTING TEACHER TURNOVER IN

DEVELOPING AND DEVELOPED COUNTRIES
Causes of teacher attrition are varied, and foh eéadividual teacher the decision to leave the

profession may be influenced by a variety of faxtdfrom policy perspective, the causes of
attrition may be grouped into four main categoriesst, a part of attrition is a result of
retirement and is driven largely by the age probfethe teaching force and the retirement
policies in place. Second, some of teacher attrit®oa result of personal or family factors,
including teachers leaving because of marriagdd ad@re responsibilities or ill health. Third,
teacher attrition may result from the pull of afiaive employment opportunities. Finally,

attrition may result from push factors arising fraiesatisfaction with teaching.

In sub-Saharan Africa, voluntary resignation wamthe single greatest reason for attrition,
and retirement accounted for a smaller proport@mtin other regionsn the African countries
where data was available, retirement accountedafoelatively small proportion of teacher
attrition. In Zanzibar, retirement amounted to 9.8fattrition; in Uganda the figure was 6%,
and in Malawi 11.5%. These suggest that a smalpgtmn of teachers are retained to
retirement age in some countries in sub-Saharaicé\fand may also reflect the younger age
profile of teachers in African schools (EFA, 201®ithin the teaching profession there are
several factors that cause turnover. Xaba (20@87).concluded that the causes of teacher
turnover can be attributed to organizational fextdfe further asserted that these could be
categorized into “commitment to the organizatiaang-term prospects, and job satisfaction”
(Xaba 2003, p. 287). Further analysis was also nbgdderbert and Ramsay (2003). Although
the findings by Herbert and Ramsay (2003) relabet@acher turnover in Texas in United States

they accurately tallied with findings in severah@t countries inside and outside Africa. Herbert
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and Ramsay (2003, p.2) while acknowledging the faat “decisions about whether to enter
and remain in teaching are ultimately personal .oetinog to individuals’ needs and

circumstances”, they attributed turnover.

2.6. Major factors for teachers turnover

The weightiest reason for teacher withdrawal, the stated most often and at greatest length, is
money. It was discouraging to listen to what teeetmad to say about their salary, their hopes
of regular salary increments that, although thet adsliving varies from place to place in

Ethiopia, the ministry takes no account of thisatzwn (Aklilu Habte, 1967).

2.6.1. Inadequate Teachers’ Salary and Non-Salary Benefits

According to Motuma (2006), inadequate salary aul lof salary increment such as low base
salaries, limited non financial benefits, incoresmtimplementation of career structure, lack of
fair payment for work done to extra time and ladkcompensation such as bonus, fringes,
incentives and rewards were the major contribufangors of teachers’ turnover in Oromia
secondary schools and lack of adequate incentiaed, inadequate salary of teachers i.e.

economic factors (Pitsoe & Machaise, 2012) areesicr teachers turnover.

Non- salary benefits such as hard ship allowane® br subsidized rent, providing decent
housing, free health services and other benefitshmelp teachers to remain in their profession.

Some African countries such as Senegal 33%; Burkiaso 45%; paid hardship allowance
Coolahan (2003) on his part also notes that trebBshment of appropriate salary provision for
teachers will have short term and long term effectsdeacher retention pattern. The level of
teachers’ salary can affect not only the retentbrcurrent teachers but also the decision of

competent employees to join the teaching profesdiba relative level of teachers’ salaries can
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thus affect the capacity of education system toleyge better individuals and retain the most
skilled teachers. At the same time, the pressunenfwove the quality of education is often
under tight financial constraints and teachersrgmlaand allowances are the single largest
factors in the cost of providing education accaugtior two- third or more of public spending

on education in most developing countries (UNESC¥98).

2.6.2. Lack of Initial Preference

Teachers’ initial preference plays important rol&ether they stay or leave in teaching
profession. Local research papers indicate that [acinitial preference was one of the
contributing factors for teachers’ turnover in sogevernment secondary schools of Ethiopia
Temesgen, (2005), prerequisite for future commitntercontinue in the profession and for job
satisfaction (Gold, 1996). As Thomson and Mabey9#)9low commitment leads to low
employee performance, absenteeism, and high turnove

These days, however, attitudes towards and preferenthe teaching profession has declined
in many countries including Ethiopia (Tesfaye aretri2@woz, 2004). At present the recruitment
to join higher institutions in our country is based the choice of students. The teaching
profession is among the least liked by most stiedantd does not attract high achievers who
have no alternative but fill the gaps in areas #ratnot chosen by other students. This shows
that the recruits for secondary teachers’ prograpresent are in general quite different from
the former ones, who used to the high achieversiaated and housed less one department for a
longer period of time (Marew and others, 2000).

Any occupation whichdils to recruit new membemwill not survive However it may be less
apperent that the wy an occuption fits into the compettive recruitment sgtem will affect its

social compodtion and its inner life. To draw in new members a1 occugtion must possess
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cetan "recruitment resaurces” Reauitment esures corsist of compaetive benefits that
include morey, prestige and pover, and the pgchic attiactions of the occugtional tasks (Lortie
197525-26)

There is strong evidence supporting that the masipetent students do not choose teaching as
their career and that many of the most competexthtrs decide to leave teaching. Of those
high school graduates who do not enter teachemitigiinstitutions, the academically more
proficient students are more likely to change tother career. Those few who are capable in
the subject they teach are not willing to work @achers they stay in the profession until they
find other job; so teaching is serving as a steppstone for another job (Hailom,
1993).Therefore, the presence or absence of tefickaty commitment is a decisive factor for
teachers’ work performance burnout, absenteeismjedisas eventual turnover, which in-turn,

affect students’ achievement in and attitudes tdvgahool.

2.6.3. Factors Influencing Teacher Job Satisfaction

The National Center of Education Statistics (NCE&ja found that when asked teachers
indicated that 42 percent of teachers leave thdeggsmn due to job dissatisfaction and
specifically due to low salaries, lack of suppatiident motivation and discipline (Perie &
Baker, 1996; Ingersoll, 2001; Tickle 2008). A recesport showed that Americans were willing
to take a pay cut in order to keep up his/her mtisfaction (Davis, 2013). Teacher salaries will
fluctuate, but administrative support, administratbehaviors, and trust within a school are free

of cost factors found to affect teacher job satisfm.
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2.6.4. Administrative support and supervisory problems

Many teachers list job dissatisfaction as soorheg keave the profession with citing the lack of
administrative support. Teachers within their fifsiv years of teaching are leaving the
profession and require administrative support ontoréng to keep them in the profession.
Tickle (2008) deemed administrator support as tpe ihdicator for identifying teacher job
satisfaction and predicting if teachers stay witktve profession. The level of support an
administrator provides a teacher impacts teaclediestiveness and job satisfaction (Billingsley
& Cross, 1992; Littrell, Billingsley, &Cross, 1994erie & Baker, 1996, Ingersoll, 2001,

Ingerman et al., 2003; Baker, 2002; Boyd, 2009;d0IR, 2012).

Numerous studies have concluded that a job sdiisfactie with administration
support.Emotional support is the best for admiatst's to offer in a school setting (Littrell et
al., 1994). When working with special education geteral education teachers, all types of
support, such as appraisal, instrumental, and nmdiional, are not practical in the workplace
(Littrell et al., 1994).Administrators need to prde support for teachers, but should consider
the form of support needed for each teacher.

Ingerman et al.(2003) found that the teachers wiaoked dissatisfaction from his/her job
accounted the top three reasons for job dissatisfa@s small salaries, student discipline
problems, and limited administrative support. Ba2805) used a checklist of 12 factors during
interviews with northern Texas choral teachersotiklat increasing job satisfaction. The three
leading factors for teacher job dissatisfactionluded community and parent support (60.9
percent), salary (58.6 percent), and administragiygport (41.3 percent) (Baker, 2005). Boyd,
Grossman, Hamilton, Loeb, and Wyckoff (2009) fodinat 40 percent of teachers surveyed had

dissatisfaction of the administration, and 35 petcef teachers left their job due to the
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dissatisfaction. All of these research studies slotwend in job satisfaction affected by the
administration support within the school.

The lack of administrative support can result ib gissatisfaction, but positive administrative
support can lead to teachers staying in the priofies$here were 48.6 percent of teachers who
stayed in teaching because of positive adminisgaupport (Baker, 2005). This research study
is consistent with the findings for job dissatisiac linking to the lack of administrative
support.

Along with administrative support, first year teach using mentors could increase job
satisfaction. First year teachers need supportcatidboration, which include mentoring that
can eventually lead to increased job satisfactimommitment, and retention of teachers
(Grossmané& Davis, 2012; Burke, 2013). The mentonmgst be content focused, involve
training for mentors, and allow time for meetingsrgssman & Davis, 2012). First year
teachers may have different needs than veterahdegdut the research supports that teachers
need to have administrative support to stay in téeching profession. Teachers are also
influenced by supervisory activities. They have aiXeeling and attitudes to the supervisory
activities of education officials. Bame (1991, pt1l15) pointed out that the mixed feeling of
teachers are usefulness of some aspects of suparaisd fault finding and unfair criticisms.
What is clearly understood here is that mostly stipers are engaged in fault findings rather
than professional support. This situation oftend$ed@o teachers’ dissatisfaction with their
teaching job. One of the major problems in Ethicgdaication system is poor supervision and
support. In line to this USAID (2008, p.21) reparthat poor supervision and support is one of
the major factors that discouraging individualsrirboecoming and remaining secondary school

teachers.
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2.6.5. Poor School Facilities

Poor working conditions in schools affect the teaghlearning process. It is one of the
Contributing factors for teachers’ stress, burneud turnover (Getachew, 1999). Poor
maintained building, poor quality furniture, podaf§ room facilities, shortage of text-books
and other necessary supplies in schools decreaseothmitment of teachers to teach but it
compels them to be frustrated by the situationsap@tan (1994) explained that education
sectors in developing countries have come undeeasing working conditions relative to the
other sectors. He further added that teachers’ Insnopped and forced to leave the profession
in and attracted by other employment opportunities.

Among others, the worst the problems stressingheradoday are poor working conditions and
the serious difficulties attached to teaching isadvantaged areas. Problems like scarce
Equipment, poorly maintained buildings, poor qualfurniture, staff room facilities, lack of
resources in general show poor working conditiowbjch add to teachers’ stress and
turnover(Getachew, 1999).

Several studies in Ethiopia schools portrayed f@tr working conditions are the major
problems facing the school system. Temesgen, (2@@5)tified that Gambela government
secondary school teachers had taught in poor olassconditions such as large class-size, poor
physical condition, and poor school facilities. Jtsituation forced teachers to leave their
schools. For instance, according to the annuakstatl abstract s (MOE, 2012/13), schools of
thel48 secondary schools found in Tigray regiortemaas available only in the 107 schools,
Internet was available only in 38 schools. The ifigd of Tesfaye (1999) also indicated that
poor school facilities in Benishangul Gumuz goveeninsecondary and primary schools

dissatisfy teachers. He also added that even Huhiteg materials available at Bureau, Zone,
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and Woreda offices do not reach to the schooldme. tThe experience of the researcher also
revealed that most of the secondary and primarp@stof Tigray region are characterized by
poor working conditions such as insufficient teachmaterials, library, laboratory, large class

size, less attractive building lack of class ro@nd other related problems.

2.6.6. Negative Work Related Factors

Social integration plays an important part in the®rof turnover in work organizations
(Bennison & casson 1984 p.149-151). Having clomméls employed by the same organization
and having obligation to local institutions canveeto reduce job turnover. However, due to
financial and demographic reasons, developing c@msndo not have the resources to create the
ideal environment, in which teachers can give eirtbest (ILO, 1991). The work and living
environment for many teachers is poor, which tetodewer self-esteem and is generally de-
motivating. Schools in many countries lack basieaities such as tap water, electricity, and

staff rooms and toilets. Housing is a major issuenkarly all teachers (Bennel, 2006).

Many employees also react negatively to discomfaite the physical environment such as
unfavorable temperature, unclean surroundingstthéalzards, etc that can impose uneasiness
on both job attitudes and performances. Moreovemyarkers and management in and outside
the organization can create job dissatisfaction amy compel employees to leave the
organization. Particularly, when social density dack of privacy occurred simultaneously,

dissatisfaction and turnover will be remarkablyth{teo and others, 1996).

As stated above, poor working conditions may actdan part of the reasons for attrition
among teachers. In additions to factors such a&s dae, a number of other factors come into

play in terms of working hours, including teachiimge, and the number of hours spent on extra
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instructional activities such as preparation tineyaluating students and staff meeting
(Coolahan, 2003). Employees often evaluate the wgrkonditions in terms of direct return
rates, benefits, hours of work, issues concernihgtiaer overtime should be voluntary, and the

size of cost of living amendments (Milkovich andugloeau, 2006).

Many schools often struggle to address criticalkivay conditions but to no avail since they do
it in the wrong way. They often endeavor isolatiegchers in classroom with closed doors;
refusing to provide them basic materials to perfdhmir jobs; inundating them with un
necessary tasks; providing them with little input® the design and organization of schools
and denying them the opportunity for career advawece and professional growth. Such
conditions are strongly related to teacher turncaed difficulties in recruiting and training
teachers (Pollack and Miller, 2003). A heavy warkd can create pressure on a conscientious
worker and insecure the individual. This work lozah be either quantitative, that is a lot of
work to handle or qualitative, that is the worlbesyond the capability of the person (Harrison,
1992).

Evidence presented at the UNESCO internationalezente on education in 1996 indicated
that recent policies for educational restructuiimgnany countries have led to worsening in the
working conditions of teachers. This deteriorationhe working environment in turn gave rise
to teachers’ departure from the teaching professabsenteeism and demoralization. The final

outcome is that the education offered to studeatsume poor in quality (UNESCO, 1999).

2.6.7. Lack of Motivation and Job Satisfaction

Job satisfaction refers to a person’s generaludgittoward her/ his career. Although it is an
attitude rather than a behavior, it is an out-ct¢in@ concerns many managers because satisfied

employees are more likely to come for work andleétt an organization. A person with high
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level of job satisfaction has a favorable attitudeards the job while a person who is less
satisfied with the job has un-favorable attitudel§gns and Coulter, 2006).Employees with
higher levels of job satisfaction, particularlyisttction with the job itself, are less likely tait
their occupation, be absent from work, and encoumgental or physical health
problems(Robbins and Coulter, 2006).

Many teachers feel that the satisfaction they zeahside the classroom is too often endangered
by forces outside the classroom (Pollack and Mill2g003). Studies conducted since
earlyl960’Shave indicated that issues like sodtlus, salary, working and living conditions,
and administrative practices enhance the dissetisfaof teachers (Ayalew, 1991). According
to Ayalew, (1991), Herzberg constrained a two disi@mal paradigm factors having an effect
on people’s attitudes about work. He indicated thhhen people expressed good feeling or
satisfaction, they talked about features intringic the job & when people expressed job
dissatisfaction they mentioned factors extrinsicthe job. Herzberg called these factors
motivation and hygiene factors respectively. Theaseaslgse of hygiene factors could create
dissatisfaction, but the presence would not mativat create satisfaction. These motivators
were associated with long term positive out-comgsh performance while the hygiene factors
consistently created only short term change ingtiibudes and performance which quickly fell
back to its former level (Akalewold, 2004). Resbars have provided different context in
which to view decisions to enter, remain /or ledeaching. All these decisions are also
associated with motivation factors (Mana and Tesfap00).

Therefore, dissatisfaction is a major for the deparfrom the profession of experienced and
skilled staff personnel and for the declining guyaéind efficiency of education in developing

countries
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2.6.8. Dissatisfaction with Leadership

The commitment of the organization to the emplogae be beneficial because high levels of
perceived organizational support increases jolsfsation and decreases turnover (Robbins and
Coulter, 2006). People do generally contributerttbest if they are given respect, involved
decisions which affect their life and work, and &meated in a participative manner, although
this does not apply to everybody and not all theet(Harrison, 1992). Managerial support is
critical, not only when appointing staff, but aleten supporting the career development of
their current staff. Direct feedback on current f@enance and career potential is vital,
principally in the form of strengths and weaknessmsd with the required improvement
(Torrington and Hall, 1998).Similarly, school leasleshould be able to create a professional
culture in which teachers strive and grow all treeywhrough their careers. A committed leader
can create favorable working environment which nsegsential ingredient to insure quality
teaching in all class rooms by dramatically redgdime amazingly high rate of teacher turnover.
Establishing such cultures in schools is one of st significant educational challenges
(Sparks, 2002).

The managers can provide valuable input in termbaofest feed back with regarded to the
individual's capabilities, information about theeds and prospects of the organization, and
ideas and suggestions about training and use ofdabeurces in the organization (Wakler,
1992).Unfair and incompetent educational managesate teachers’ job dissatisfaction and

greater psychological stress, which teacher tunn@@etachew, 1999).

As evidences in many educational settings reviealattual performance of leaders in the sector
however, is against the expectation. The existthgcational leadership is found to be the major

obstacle that contributes to increased teachimgstand turnover (Getachew, 1999). Above all,
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the absence of transparency and accountabilityherpart of the individuals who assume the
post of educational leadership at all levels seerancourage the misuse and abuse of power.
For instance teachers’ transfer and/or redeployn@rdchools has been characterized as a
mechanism of intimidating those teachers who ateimégood terms” or having differences

with the officials on purely personal or motivategpolitical or ethnocentric prejudices.

Educational officials, particularly, at woreda amohe levels should be held responsible for
frustrating teachers because of which teachersidemthe option of leaving their career, and
for they have engaged in intentionally impair dematic and transparent leadership Tesfaye,

(2003).
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CHAPTER THREE

RESEARCH DESIGN AND METHODS

A research design is the “...plan that describestimglitions and procedures for collecting and
analyzing data” (McMillan & Schumacher, 2010 P.49D)is strategy helps to systematically
address the central research problem and speeg&arch questions, for situating researchers
in the context of the empirical world and for coatieg them to specific sites,
individuals/groups, and methods of data analysis.the blueprint that explains the procedures
that the researcher follows in the collection dmeldnalysis of data (Leedy & Ormrod, 2001, P.
91). This blueprint enables the researcher to addies research question(s) as unambiguously
as possible (De Vaus, 2001, P. 9). The researdigrdesables the researcher to draw valid
conclusions and to answer the research questidn(bie with that the present study attempts
to examine teachers’ turnover in selected govermrsenondary schools of North Western

Zone of Tigray National Regional State.

3.1. Research Design

The student researcher seeks to examine staff vewrno selected government secondary
schools of North Western Zone of Tigray NationagiReal State. This study area was selected
because (1) the student researcher was well fantdidhe study area so that he can easily
collect valuable data and (2) he had some prelirgidata about teacher turnover in the study
area. To this effect, a descriptive survey methdbdb& used in the study. A descriptive survey
attempts to picture or document current conditionattitudes, that is, to describe what exists

at the moment (Fraenkel & Wallen, 2009). Descrgthtudy according to Gall and associates
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(cited in Candle, 2010) enables the researcheoltect information from a cross-section of a

given population.

Nature of the survey is cross sectional with redardoth the study population and the time of
investigation. This method is selected becauselpshthe student researcher to get currently
available and detailed information as much as ptessin the issue under consideration. It is
also useful for describing the present situatioarohssessment of teaching staff turnover and it

helps to deal with relatively large number of selgeat a particular time.

3.2. Source of Data

The data were collected from both primary and sdapn sources. The primary sources
include: former teachers, existing teachers, schantipals and wereda educational heads and
experts. On the top of that, data were also beegathfrom relevant documents including
annual reports from the regional education Buremnug annual abstracts of ministry of

education.

3.3. Sample and Sampling Procedures

There are eight wereda education offices with al wit 13 secondary schools in North Western
Zone of Tigray National Regional State. Of the Etamdary schools, two of them have
hardship allowance that attracts teachers to sbere and attrition of teachers in those schools
might be low as a result. Of the eight weredag Wixeredas (Shire Endaselasie, Medebay Zana,
Asgede Tsimbla, Sheraro and Tahtay Koraro) werectsl using stratified random sampling
technique to represent in the zone with the rerac¢as which have hardship allowance and the

urban and/or partially non- remote areas.
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In the five weredas included in the sample, theee eight secondary schools with a total
population of 414 teachers, 8 school principalsicational officers and supervisors. All the 8
secondary schools that are found in the weredas ¢fwhem located in the urban and the other
six partial in the rural) that are found in theestéd weredas were taken as a sample. This is
because these weredas have one or two secondaglsdioreover, the two schools in some
of the werdas are not the same, i.e., the oneuisdf@t the urban and the other is found at the
rural area. Therefore, in order to get full infotroa from the existing teachers, who were/are
working in both the remote and urban areas of tbheedas, the student researcher selected

almost all secondary schools in the selected wsreda

Furthermore, 145 (35%) of the sample secondaryaddbeachers were taken as a participants
of the study. Having got the proportional samplee sif each school, teachers were selected
first by stratified random sampling method to reyerg variables of sex, age and teaching
experience. Once the potential participants weraiéd along those variables, participants
were selected randomly which was done to give egbance for all target population.
Furthermore, seven former teachers of secondaotshvho had already left teaching in the
last five years were included for interview in gemple using snowball sampling. Because the
researcher needs to identify people who, for onarmther reasons, are difficult to find.
Moreover, all the sampled wereda educational offieads (i.e., five) and principals of the
school (i.e., eight), were purposively selected ifderview of the study. This was because
purposive sampling helps to identify particulareggpof cases for “in depth investigation” and
“allow the researcher to decide who can providelist information to achieve the objective
of the study” (Newman, 2007, p. 145). And they dieectly involved in managing teachers

and have rich information regarding teachers’ tuano
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3.4. Instruments of Data Collection

To collect the valuable data for the study, theeaesher used questionnaire, semi structured
interviews and relevant document (e.g. supervisgport, annual reports) as data gathering
instruments. In other words to answer the basistijues of the research, both quantitative and

qualitative data gathering were employed.

3.4.1. Questionnaire

Questionnaires consisting of close-ended and sompen-ended questions had been
administered to existing teachers. Close-endedsitiertiude likert type with 4 scales such a
highly satisfied/highly dissatisfied, strongly agrestrongly disagree. The researcher collected
data from the sample secondary Schools existinthé¥a using questionnaire. This is because
it is possible to reach relatively large sampleesizithin the available time limit. The
guestionnaire was prepared in English since atigypants of the study are relatively qualified
and able to read and write in English. One setuaflstjonnaire was presented for the study for

145 of current teachers practicing the teachinglag process currently.

Questionnaires for the respondents had their ows (fequestions i.e. for current teachers it
included 4 sections that contain statements olddnwen the review of literature in chapter two

above and previous empirical research studies comge teacher’'s turnover with some

adaptation and modifications. In the questionntisg¢ was filled by current teachers. Section
one was included, demographic characteristics (age, experience) of respondents to see
current position. Section two contained questigiated to initial reasons for being teacher
that is arranged in the form of likert scale ramggfrom strong agree (4) to strong disagree(1)

with 10 items. The third section consists of 1&ngebased on environmental determinants level
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of teachers satisfaction ranging from highly sawf(4) to highly dissatisfied (1) and with
opened- ended questionnaires to examine their leVetatisfaction of teachers in their
profession and 1 item regarding teachers futurésioecto stay or to leave in their profession
by indicating level of agreement ranging strongiyee-strongly disagree. The fourth section of
the questionnaire includes 15 items that relateghdssible administrative and supervisory
problems as causes (reasons) of teacher turnoleit teaching profession. The opinion of the
respondents were put a tick mas) @gainst their choice and ranged from strong a@tpéo

strongly disagree (1).

3.4.2. Pilot Test

The purpose of the pilot test was to check theitglanf the questionnaire items and
instructions, the readability and understandingelewof the research respondents and gain
feedback on the time required to complete the tquasdire. Therefore,after getting enough
comments and corrections from my advisor and somfegsional experts about the quality of
the gquestionnaire, the instruments were presemeddeidebay zana hakfen secondary school

teachers. In the pilot test of the questionnasesgn existing teachers were involved.

3.4.3. Interview

The researcher used ten semi structured internvdegather data regarding the study problem
from seven former teachers who had already lefttéaehing profession for the qualitative
data. These interview items were developed basdatiethemes that resulted from the results

of quantitative data.
The ten semi-structured interviews were with tHefeing contents.

=  The main causes of teacher turnover
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» Feeling of respondents about their salary and litsnef

= Work characteristics and administrative support

» Interpersonal relationship

» Factors that enhanced and inhibited job satisfactio

= Promotion opportunities and the intention of teashe go back to their profession and
based on the above contents other 10 semi-struicti@riew questions were designed
and administered to 2 school principals, 2 weredacation experts and existing
teachers respectively as an additional to the &¥achlready had left the teaching
profession. This is because interview is appropriatget depth information from better
positioned individuals and to triangulate the daBesides, the interviews were

conducted at a time and place that were convefoetite participants.

3.4.4. Document Analysis
Annual abstracts and statistical data were gathémeh ministry of education, regional
education Bureau and woreda education offices pplementary sources of data regarding

teachers’ turnover.

3.5. Procedures of Data Collection

Letters were submitted to the wereda educatiored$iand then to school principals in order to
get permission for gathering data from the studgaafo treat in accordance what is morally
right and proper to give each participant what ug do him/her, the student researcher did

made a brief explanation about the purpose oftiindys

After the participants have got enough awarenessitathe intention of the study, first

documentary statistical analysis was made; nextstqpeaires were distributed to the
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participants; finally interviews with seven forméeachers and concerned bodies were

conducted as mentioned in the interview section.

3.6. Method of Data Analysis

This study used a mixed-methods design to invdstigae factors influencing the teachers’
turnover. Mixed-methods designs involve collectiagalyzing, and interpreting quantitative as
well as qualitative data in a single study withineoor more of the stages of the research
process (Johnson & Onwuegbuzie, 2004 P.17; Leeédn&uegbuzie, 2009 P.267). Using a
mixed-methods approach ensures more credible fysdioecause a better understanding of a
human phenomenon is gained (Johnson & Onwuegbf@®@}). Mixed-methods approaches
provide the researchers with additional opportesitto answer a more complete range of
research questions, because the researcher isonfmerl to a single method or approach.
Mixed-methods research also enables the researthearapitalize on the strengths, and to
minimize the weaknesses of quantitative and quaanethods. As outlined by Johnson and
Onwuegbuzie (2004 P.21), the researchers can @settangths of one method (e.g., the
guantitative method) to overcome the weaknessabefother method (e.g., the qualitative
method), or vice versa, when using both methods smgle study. By using words, pictures,
and narratives, it is possible to add more meatonguantitative data. Similarly, numbers can
be used to add more precision to words, pictures] aarratives, and this enables

generalization.
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3.6. 1. Quantitative Data Analysis

The data that was gathered through quantitativéodst were analyzed using both descriptive
and inferential statistics. In the descriptiveistats, first the data were grouped and tabulated,;
preliminary analysis was made using frequency ibistion and percentages for responses with
ordinal and nominal variable. The inferential sts mean values were computed to find out
average values of the major contributing factorsezfchers’ turnover. Based on the mean
values rank orders were established to find outntlost important factors that were forcing

teachers to quit secondary schools or/and highribomtibns’ to teachers turnover. The Chi

square tests were also used as statistical tooEnfalysis to identify whether or not there were
significant differences between the categories @gaphic characteristics’) of the respondents

on certain factors. For all statistical tests, alpfas pre-set at 0.05.

3.6.2. Qualitative Data Analysis

The researcher prepared a transcript of the irgenvithat prepared in Tigrigna to the

participants and it was translated to English. Betbe actual analysis began, he carefully read
and reread the entire set of data (the transciiipis enabled him to chunk the data into smaller
meaningful parts. Following this, the researcheelad each similar chunk with a code (Leech

& Onwuegbuzie, 2007 P.565). In this way, categonese identified and documented.

After completing the formation of categories andtsjrcomparisons were made with each code
so that similar chunks were clearly labeled witle fame code. This process enabled the
researcher to see whether the chunks were clesybldd, to integrate the categories, and to
reduce their number. Finally, based on the datdysisaand interpretations that was made to

reach on findings, conclusions and possible recomia®ons were given in the next chapter.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRATAION

This chapter deals with data presentation, analyss interpretation data located from the
sampled population on teacher turnover quantitate¢a from the current teachers and

gualitative data from the former teachers wereyaeal.

Former teachers as well as Educational officialsl @xperts at wereda levels, school
principals, with diverse experience and responsds| directly concerned with the

management of teachers gave their views, opinioms suggestions on teacher’'s turnover
through interviews. This chapter has two sectiofise first section deals with general
characteristics of respondents, the second sectsonsncerned with quantitative analysis of
data related to the basic questions and analystataf qualitatively that gathered by semi-
structured interview from teachers who had alredely the teaching profession in the

government of secondary schools of the study asedhe last 5 years. In addition to this,

principals, educational experts of the wereda amdescurrent teachers were interviewed.

Generally 145 copies of questionnaires were disteith and of which 136 (93.7%) were

returned from current teachers. Secondary sourcdata, mainly reports and documents have
been also used. The characteristics of the sanmelgubndents were described in the first
section of this chapter which then proceeds to datdysis on the rate of teacher’s turnover

and causes of turnover and related factors.
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4.1. Characteristics of respondents.

As described earlier, current teachers were theceswof data collected through questionnaires
and former teachers, as well as principals, weredacation heads and experts through
interviews. The characteristics of the respondantuded in the study were summarized in

table 4.1 & 4.2.

Table: 4.1.Characteristics of respondents by sex &ge

Respondents
No | Characteristics | Variables Existing teachers Former teachers
F % F %
Male 112 82.75 5 71.€
1 | Sex Female 24 17.64 2 29.
Total 136 100 7 100
Below 26 27 19.8 -
26-30 75 55.1 7 10C
31-35 17 12.5 - -
2 | Age group 36-40 12 8.8 - -
41-45 5 3.6 - -
Above 45 - - - -
Total 136 100 7 10C
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As shown in table4.1, most of the current teachié (82.35%) and 5 (71.6%) of the former
teachers were males, on the other hand 24 (17.64%he current teachers and 2 (29.6%) of
the former teachers were females. The data obtaimgdied that the teaching staff of

secondary schools in the zone was dominated by m@atders and this also illustrated thatthe

participation of female teachers in the Zone was lo

With regard to age as displayed in table 4.1, B51¢%) of the current teachers and 7 (100%) of
the former teachers were within theage of rang26e80 years. This revealed that the majority
of current teachers and all the former teachersewgung enough; this might have an
opportunity to the organization with the considiematof current teachers to giveService in

teaching profession for a long period oftime if pedy handled.
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Table: 4.2 characteristics of respondents by qualifation field of study, service years and
monthly salary

Respondents
No | Characteristics | Variables Existing | teachers Former Teachers
F % F %
Diploma 05 3.€ - -
1 | Qualification First degre 122 89.7 7 10C
Second degrt 09 6.€ - -
Total 136 100 7 100
0-5 58 42.¢ 2 29.€
2 | Service years in1-10 57 41.¢ 5 71.4
teaching 11-15 10 7.2 - -
16-2C 09 6.€
Above 2( 02 14 - -
Total 13€ 10C 7 10C
16441881 65 47.7 2 29.€
2151-245¢ 48 35.2 5 714
3 Monthly salary 2867-320¢ 13 9E - _
365¢€-416( 10 7.2 - -
Total 136 100 - -
Social scienci 41 30.1 1
4 | Field of study Natural scienc 77 56.€ 6
language 18 13.2 - -
Total 136 100 7
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As demonstrated in table 4.2 the data for item dwshthat of the 136 existing teachers, 122
(89.7) and 7(100%) of the former teachers weré fegree holders. While 05 (3.6%) of the
current teachers secured diploma, from the invatd) data, one can suggest that diploma
teachers were assigned to teach in secondary schepbnd their qualification required for the
level and this shows that when teachers leave ghrefiession un timely, the solution that the
WEOs might took was promoting less qualified teashe replace those teachers who quitted
teaching in secondary schools. In addition to tismajority of current teachers, Almost more
than 90% the respondents were bachelor's degres. rébult shows that, on average, the
teachers in the selected secondary schools hauwstadégree this was consistent with the
Ethiopian secondary education training systemringaires of teachers who teach in secondary

schools to have a minimum qualification of at leablachelor’s degree.

The data in table 4.2, item 2 depicts that thetieggeachers have fewer years of service. That
is, 115 (84.5%) and 7 (100%) of the former teachaxkbelow ten years of service. This might
possibly indicated that most of the teachers in zbee lacked adequate experience to be
integrated in to the local environment situatiod #mat may have had on effect on losing them.
This might be consistent with the findings Luekezisal. (2004) higher rate of turn over
teachers of beginning teachers (less experien@ipéen particularly troubling on the field of

education.

With regard to monthly salary in table 4.2, itemd@played that majority of the current
teachers 113 (82.9%) have earning monthly salatydsn 1644 birr to 2458 birr monthly.
Similarly 7 (100%) of the former teachers were edrwithin this range monthly salary. But

few of the current teachers 23 (16.8%) were earhetgeen the range of 2807-3656. This was
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due to the fact that, the maximum salary scalégachers who reached the last ladder in career

structure were 2807 birr for diploma holder and@68r for degree holders respectively.

From the data obtained it is possible to infer that majority of the current teachers’ quitted
teaching job for better salary in other occupatidn<£thiopia, the results of research and non-
teaching employees with similar qualification amivice years have been a critical issue for

teacher turnover (AKlilu, 1967; Seyoum, 1992; Geéae, 1999 and Darge, 2002)

In addition it was also confirmed with the finding$ Pitsoe &Pachaise “lack of adequate
incentives, and inadequate salary of teachersecenomic factors are causes for teachers’

turnover”

Regarding field of study in table 4.2 item 4, 40.@9 of the existing teachers respondents were
studied in social science field while the otherqd56/6%) were natural science teachers.
Similarly 6 (85.7 %) and 1 (14.3 %) of the formeathers studied natural science and social
science respectively. This shows that the majaritythe teachers (current & former) were

specialized in natural science stream.

4.2. Trend of Teachers’ Turnover in Tigray National State North Western

Zone (TRSNWZ)

As indicated in the literature review in chapteptabove, organizations often confront serious
problems of keeping their Employees. This probleaniiests itself when employees leaving
the organization permanently. For this employeeasston different authorities use different
terms. Most writers like Heneman et.al. (1987,),ttv& sand Jakson (1997), Davs and

Newstron (1987, p), and Vicchio (1988,) use thentemployee turnover.
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Other like Okumbe (1998, p.259) and casttetter 2199.493), use the term, employee
separation. Still other researchers use differ@nemployee separation. For instance employee
resignation Daver (1976, p.153) and brain draidrop out Seyom (1992) and Darge (2002). In

general these different terms reveal the quit gblegyees from the organization.
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Table: 4.3 teachers’ rate of turnover by sex & weréa.
(Source; data collected from each wereda usinfptimeat in appendix D)

Key: W= number of teachers at work,

No Wereda Sex 2008/09 2009/10 2010/11 2011/12 2012/13 Total Ave
Name rage
W L P W L P w L P L P W L P W L P
P
1 Shire M 117 29 24.9 119 5 4.2 148 8 5.4 157 9 5/7165 14 8.4 706 65 9.2
F 9 1 11.1 18 2 111 40 2 5 32 4 12|5 37 7 189 136 16 11.7 10.4
2 M /Zana M 42 7 16.6 55 8 14.5 62 8 12.9 70 10 214.85 11 12.9 316 48 15 114
F 11 1 9 10 1 10 14 1 7.1 16 1 6.2 25| 2 8 76 6 7.8
3 T-.koraro M 14 3 21.4 11 2 18.2 15 - - 15 1 66 6 1| 2 6.25 71 8 11.2 8.9
F 1 - - 2 - - 1 - - 1 - 7 - 15 1 6.6
4 A Tsmbla M 41 7 171 59 4 6.7 71 3 4.2 75 4 589 7| 4 5 325 22 6.7 13.3
F 4 2 50 6 2 33. 7 1 14. 13 2 1583 18| 3 16.6 48 10 | 20
5 Sheraro M 43 6 13.9 49 1 2.1 47 1 2.1 50 2 4 573 5.2 246 13 5.2
F 3 - - 4 1 25 4 1 25 5 1 20 8 1 12. 24 4 16| 10.6
Total M 257 54 21 293 20 6.8 343 22 6.4 365 26 7| 402 34 8.4 1664 156 9.3 10.
F 128 4 3.1 40 5 12.5 66 5 7.5 70 9 12.8 9% 13 136299 37 12.3
Total M+F 385 58 15.0 333 25 7.5 409 27 6.6 43% 5 3| 8 497 47 9.4 1963 193 9.8

L=number of teachers who left teaching in secondahpol,
P= percentage waste rate (annual teacher turnogex)
NB= formula used to calculate teachers’ rate afduer is:

Percentage waste rate = leavers in a year x 100
Average number of teachers in post during year
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As can be seen from Table 4.3, 193 teachers hatekthing in secondary schools in the last
five years. The average percentages of teacherwar in the last five years in the sampled
wered as were 10.8. This turnover rate was notidict those teachers who retired, discharged
and died in the last five years in the zone. Thgé mate of teachers’ turnover implied that there
were higher missed classes. According to the sghriredipals, Woreda education office heads’
and experts responses in the interview, a teachdrdm average of 25 periods per week.
Therefore, if we multiply 25 periods by 193 teachet825 classes were missed within a week.
From this, we can infer that instructional acte#tiin the zone were interrupted and /or teachers
had high teaching load (burden) and this might [éadchers on duty are forced to take extra
teaching load. It has also become a cause folicobétween school management and current
teachers at the time of redistributing the loadtlodse teachers who had already left as
principals responded in the interview. This wagdclly an agreement with the finding of, xaba,

2003 the consequence of teacher attrition is “¢oolile and too complex to consider”

Based on the data, Asgede-Tsmbla (13.3%), M/zahd%d), Sheraro (10.6%), Shire (10.4%)
and Tahtay-Koraro (8.9%) were ranked from firstfifth in decreasing order of rate of
teachers’ turnover. Asgedetsimbla was the rema@a which had high rate of turnover. This is
confirmed with the findings of Macdoland, D. (199®)dicated that turnover is highest in
geographical location where living conditions ardremely poor, harsh, or expensive, or
where teachers do not feel comfortable with thallacea. In addition to this the two weredas
(asgede tsimbla and sheraro) which had hard slopvahce have high rate of turnover this
implied that it was inadequate compared to the esipe living condition of the area with their

hardship allowance given.
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Table 4.3 also mirrors that the rate of female éea\(12.3%) were greater than that of males
(9.3). This might be due to geographical locatibattdid not feel comfortable to female
teachers. This finding contradicts with the firgliof (Perie & Baker, 1997, Bolin, 2008;
Shead, 2010, Turner, 2012) they concluded that lesrtanded to have higher job satisfaction
than males teachers. On the other hand, a réseancucted by Bishay (1996) was concluded
women teachers had lower job satisfaction than redehers. Though there was similarity
between the finding of the present study and thBishay.

As can be seen in Table 4.3, an average rate & tBachers had quitted annually from
government secondary schools in the zone durindastes years. The Table also depicts that
the trend of leaving increased from year to yeapdgially in 2008/09, there was high rate of
teachers’ turnover. This might be because; all eyg#s in the zone were assigned into
different positions in all sectors based on the BR&wual during this year. Therefore, many
vacant positions were available and teachers nfiglve been used this opportunity. This
indicated that teachers could leave teaching iorsgary school as soon as they have got other

alternatives.

4.3. The Relationship between Demographic Charactistics of Teachers,

teachers turnover and Their Commitment tothe Teaching Job.

As noted in the literature review above, teachedsimitment to their career can be a main
factor in staying in teaching profession. As Thomsand Mabey (1994, p.158) low
“commitment leads to low employee performance, atesgsm and high turnover”.

According to some researchers like Ingersoll (2066yeral characteristics including sex, age,
experience and qualification can determine onessidecto leave or continue to teaching

profession.
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In line to this, Current teachers were asked altioeit decision whether to stay or to leave
teaching profession in order to see to what exéemtographic characteristics did influenced

teachers’ turnover in the following two consecutiables.

Table: 4.4.EXxisting teachers’ future intention to ay or to leave the teaching profession by

sex and age
Demographic The decision to stay or to leave
characteristics Stay Leave Chi square
Sig
F % F % Results

Sex
Male (N=112) 33 29.5 79 70.5
female (N=24) 5 20.8 19 79.2

731 .392
Total (136) 38 279 |98 72.1
Age
Young (N=102) 23 22.5 79 77.5
Old (N=34) 15 441 | 19 55.9 5.892| .015
Total 136 38 279 |98 72.1

Table 4.5 revealed that of the 24 female teacH&q;79.2%) of them were planned to leave
teaching in government secondary schools of the.z8milarly, of the 112 male teachers,
79(70.5%) reported that they intended to quit. @Ve®8 (72.2%) of the total respondents
replied that they planned to leave government stengnschools. On the other hand, 38

(27.9%) of the total respondents replied that tbel not planned to leave. Therefore, this
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shows that majority of the existing teachers inggoment secondary schools of TRSNWZ had
the intention to quit. From this it could be infedlrthat retention of teachers in their profession
in government secondary schools was determined itmpnostances like alternative job

opportunity and dissatisfaction that created isidror extrinsic pressures.

The Chi- square {x test was computed to see whether there wastialidifference between
male and female teachers’ plan to stay or leavedhehing profession. The calculated Chi-
square (%) =.731 was less than the table value (3.84) forldfat 0.05 level of significance.
From this, we can infer that sex had no relatiomstith teachers’ turnover; that means both of
them had the tendency to leave teaching in the fadare. From this result it was contradicted
with the findings of Manna and Tesfaye (2004); wahidentified that female teachers tend to
stay longer in teaching than male teachers. Omwttiner hand, it was consistent with the finding
of (Perrachione, 2008; Eddins, 20012) which stdtes there was no significant difference

between male and female teachers in leaving oimgfary the teaching profession.

With regard to age current teachers were grouped young teachers (30 years and less) and
adult teachers (greater than 30 years old). As shable 4.5, the majority of both young
teachers 79 (77.5%) and adult teachers 19(55.9%)dwie to leave the teaching job as soon
as they get other job. To see whether age hademfled with turnover chi-square was
calculated. The calculated chi-squaré) (x 5.89 was greater than the table value (3.84) fo
df=1, at 0.05 level of significance. From this wancsuggest that age has a relationship with

teachers turnover, that means the inclination paddrom the profession matters the age.
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Table: 4.5. Current teachers’ career plan to stay ioto leave in the teaching profession by

qualification and experience.

Demographic The decision to stay or leave
characteristics Stay Leave Chi-square | sig
F % F % result
Quialification
Diploma (N=05) 1 20 4 80
Degree (N=122) 37 30.3 85 69.7 3.99 136
Master (N=09) - - 09 100
Total (136) 38 27.9 98 74.2
Work experience
Less experience (115) | 28 24.3 87 75.2
More experience (21) | 10 47.6 11 52.4 4.77 029
Total 136 38 27.92 98 72.1

As can be seen in table 4.5, the majority of curteachers’ i.e. diploma 4(80%), degree
holders 85 (69.7%) and 09(100%) of second degrégersowould prefer to leave teaching as
soon as they get other jobs. The reasons werendigploolders were assigned to secondary
schools beyond their qualification and had not imcgntives as a result lack of competence to
teach in the level and to released such stressQabthe other hand as Tesfaye (1999, p.18)

finding indicated that, degree holders might leaeaching that individuals with more
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gualification have more options in the job marketl @s a result to obtain enjoyable salary in
other occupations. Similarly for the second dedrekelers as the document analyzed showed
that the career structure formulated was almosivatpnt with those they have bachelors of
degree holders. Those were forced them to quiten filee profession as obtained from the

interviewed school principals, wereda educatiordeesnd experts too.

The chi-square test{xwas computed to see whether there was a statisiifference between
the two groups on career plan. The statisticallr€zf) = 3.99 was less than that of critical
value (5.99) for df =2 at 0.05 level of significancThis means that there was no significance
difference on plan to stay or to leave in the t@aglprofession. From the statistical result it
was possible to conclude that all the secondargddeachers were more likely to leave the
teaching job.

To see whether experience has impact with turn@hersquare test was calculated. As the
result: the table value of {«3.84 was found to be less than the calculax@drésult 4.77 for

df =1, at 0.05 level of significance. This indicatsignificant differences between the two
groups. This means that the decision to stay ole&we teaching job was dependent on
experience; or experience had greater influenceld teachers’ turnover. From the statistical
result it was possible to infer that less expemehiteachers had the tendency to quit secondary
schools. The current finding was similar with tiedfing of Manna and Tesfaye (2000) which
states veteran teachers in Oromia government sagpsdhools stay longer in their profession

than less experienced teachers.
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Table: 4.6. Current teachers’ responses on the tnel of teachers’ turnover

The number of | Respondents Rating scales(N=136)

Teachers Who

left secondary 4 3 2 1 Mean
Schools have

increased over the practicing F |% |[F |% |F |% |F |% |value

past five years.

Teachers 81 | 59.5| 35 25.7/15| 11 5| 3.6 3.41

As shown in table 4.7, the response of currenthi@c(mean = 3.41) in secondary school
teachers were agreed with the increasing numberashers’ turnover for the last five years. In
addition, expected mean value (2.5) was less thdaireed mean value of current teachers
(3.41). Therefore, the response of current teachéts the increased number of teachers’

turnover in the last five years was high.

Furthermore, from the interview made with schodhgpals, wereda education heads and
experts, it was found that the number of teachéis quitted teaching in secondary schools had
increased over the last five years. Moreover, asfittiding from document analysis shows,
teachers’ turnover was increased from time to timehe last five years particularly the
consecutive three years (i.e. 15, 8%, 8 and9.4) respectively from 2008/09 up to 2012/2013

(See table 4.3).
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Table: 4.7. Existing teachers’ willingness to becoena teacher again

Responden | Rating scales(N=136) Mean
ltem ts value
(N=136) 4 3 2 1

If you could go back Existing F % F % F| % F| %

to university days teachers 7 5.14| 25 18.38/ 39 | 28.67| 65| 47.79| 1.80
and start over, would
you become teacher

again

Key: 4= strongly agree 3= agree 2 = disagree 1= etrgly disagree

Table 4.8 shows that 32(23.7%) would like to becarteacher again. However, 104(76.3%)
teachers reported they would not choosed to becanteacher again.For this result, the
obtained mean value (1.80) was less than the exgp@atan value (2.5). Therefore, the trend of
existing teachers was quite clear that they woelavé teaching in government secondary

schools if alternative job were available.

Similarly, Interviews were interviewed with the foer teachers those quitted from the
profession their opinion were also similar to thoserent teachers i.e. Teachers are parts of the
society and they share the societies’ attitude tdsvéeaching. In the interview except one,
they expressed that they need not to go back to phafession and they also pointed out that
they were joined the profession because they hdda'alternative. The principals claimed that

teachers themselves don’t consider as a profegatbier they feel it that it is a temporary
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station (steeping stone).The society and the attitude of teachers themseateesributed to

excessive teachers’ turnover. The comments were;

Tekeste: when | was a teacher | had not any prgpeet alone, | could not full fill my basic
needs. Now | am engaged in my private business #verngovernment would have been
increased salary by 100%. | will never go backeaching profession. Now | am inviting my
former colleagues to depart from the teaching ptm. (Interview with a teacher who had
already left the teaching profession)

Berhe: his response was only the proverb “entebylaukzeires ewr”. Meaning the one who
could not see during light is a blind person. (imiwvs with a teacher who had already left
teaching profession).

This confirmed with the findings of Coolahan (2008ptes that the establishment of
appropriate salary provision for teachers will hawert term and long term effects on teacher
retention pattern. The level of teachers’ salarg aeffect not only the retention of current

teachers but also the decision of competent empiejoin the teaching profession.

4.4. Initial preference and satisfaction /dissatisiction of teachers as causes of

teachers’ turnover.

4.4.1. Initial preference of the current teachersd join the teaching
profession.

As argued in the literature review in chapter two\g, initial preference for and perception to
the teaching profession could be a preconditiortferretention of teachers in their profession.
Learners who joined for teaching in education paogs without preference or with a negative
perception to the profession would increase the odtteachers’ turnover. Therefore, it is
reasonable to investigate how and why teacherggoia the teaching profession. To this end,
existing teachers were asked to respond to theiqnesvhy and how they joined to teaching

profession.
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Table 4.9 shows summary of the reasons for becomitegcher as reported. The rating scores
were computed to mean value, and rank of the mddms.rank order of the means was made

from highest to lowest mean rank points.

Table: 4.8. Existing Teachers’ Reasons to Choodeet Teaching Profession.

Initial reasons for becoming| Respo Rating scale mean| SD Rank

a teachers ndents | 4 3 2 1

| was interested in teaching ag.T 31 32 27 46 235 0797 5
a career.

| joined the profession to ease 21 34 37 44 223 .073] 6
my economic problem

Lack of another alternative* 50 32 22 32 2.73 842 2
job

Teaching has beer 14 24 28 70 1.86 | .622| 8

comparatively advantage |n
terms of payment by the time
| was employed

| thought teaching would* 30 45 29 32 253 | 0.743 4
contribute to my personal &
educational improvement

The university assigned me (¢ 15 30 41 50 207 | 0,651 7
the teaching stream based |on
my first year result

Teaching has more freedom 38 36 25 37 255 | 0.809 3
than other job

To use teaching as “ 50 32 32 22 280 | 0817 1
steppingstone.

Average 2.39

As illustrated in Table 4.9, the mean values ofkenxg teachers for items 3, 5, 7 and 8 were
greater than the average mean (i.e. 2.39). Whéoeatems 1, 2, 4, and 6 had mean values

which were below the average mean.
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Therefore, from this result, the most prominentsogs that forced existing teachers to join
teaching profession were: lack of another alteweajpb, to use teaching as a stepping stone,
they thought teaching would contribute to theirgomal and educational improvement and
teaching has more freedom than other job; becdgsexpected mean value (i.e. 2.5) was less
than the obtained mean values to the above fotwriawhich were listed in Table 4.9, items 3,
5,7, and 8.

Moreover existing teachers for items 3 and 8 ibl@d.9, rated high as a reason for becoming
a teacher; because the expected mean value (2s5)egsthan the obtained mean value (2.73
and 2.80). On the other hand, items 2, 4, and thenTable were rated low by existing
teachers as a reason for becoming a teacher; lettmigxpected mean value (2.5 ) is greater
than the obtained mean values (2.23, 1.86 and)Z@7existing teachers. Generally, existing
teachers rated high for more than half items extmptems 2, 4, and 6; because the expected
mean value (2.5) was less than the obtained mdaesvaf all items in Table 4.9 except for
items 2, 4 and 6. Therefore, teaching has been atipely advantageous in terms of
payment by the time they were employed and theeusity or college assigned them to the
teaching stream based on their first year resultlgoined the profession to ease my economic

problem were not taken as prominent reasons foorbang a teacher.

This finding was similar with that of willingnes$ existing teachers to become a teacher again
in the current study. From the result, it indicathdt most existing teachers under the study
joined the profession not for positive professioredsons, and still they could not develop
positive perception of the profession. From thisjsi possible to suggest that thosewho
unwillingly joined the profession are likely to quihe job whenever he/she hasgot other
alternatives. The finding was confirmed by Teme&gé2005) Local research papers indicated
that lack of initial preference was one of the cimiting factors for teachers’ turnover in some

government secondary schools of Ethiopia.

4.4.2. Existing teachers’ level of satisfaction atmeir profession.

Form the results discussed above one can infemtlaly experienced and qualified teachers
leave or were ready to leave government seconddugoss in the zone. In order to investigate

and analyze the major factors contributing for hems’ turnover in detail, existing teachers
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were asked to rate their level of satisfaction legirtwork or environmental related variables.
The level of satisfaction were categorized in ¢orf(4- highly satisfied, 3- satisfied, 2 —
dissatisfied, and 1- highly dissatisfied). The abhleés were purposely grouped according to
their similarity for easy discussions and the reses were discussed in detail under separate

topics. Table 4.10 depicts their responses, frequeaunt and the responding percentage.

4.4.2.1. Inadequate of salary and lack of incentige

As indicated in the literature review chapter ttfee weightiest reason for teacher turnover, the
one stated most often and at greatest length, reeydt was discouraging to listen to what
teachers had to say about their salary, their hopesgular salary increment that, although the
cost of living varies from place to place in Ethepthe ministry takes no account of this
variation (Aklilu Hable, 1967). This shows that only when thdsmsic needs have been meet

that it is possible for higher order needs, whiahlzasis of true job satisfaction to be realized.

Table: 4.9. Existing teachers’ satisfaction with dequacy of salary and incentives

Rating scale (N=136) Mean

No | Factors 4 3 2 1 value

F 1% |[F |% |[F [% |F |%

1 Teachers monthly5 | 3.6 | 3 | 2.2| 16| 11.7112 | 82.3| 1.27
salary is adequate to
meet financial
obligations &
support one’s family

2 Availability of |5 | 3.6| 12| 88| 23 169 96 70.51.45
different incentives

Key: 4= highly satisfied 3= satisfieddzssatisfied 1= highly dissatisfied
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As illustrated in table 4.10, existing teacher’'spense was low for both the adequacy of salary
and availability of incentives; because they ol#dimean value (1.27 and1.45) respectively for
adequacy of salary and availability of incentivesrevless than the expected mean (2.5). This
shows that teachers have neither adequate salaryimeentives. This enhances the
dissatisfaction of existing teachers and mightheerhost contributing factors that pushed them
to high turnover teachers. Conversely, the commitnoé the organization to the employee
could be beneficial because high levels of perakigeganizational support increases job

satisfaction and decreases turnover (Robbins amtfé2p2006).

In addition, with former teachers’ conducted imtewed, as well as principals responses
showed that the perceived poor teacher salaries weignificant factor influencing their job

satisfaction and lead them to high turnover. Thesgmonthly wages of teachers interviewed
varied from ETB 1644 or USD 86.52 (beginning se@mgdschool teacher) to ETB 3656 or

USD 192.42(senior lead teacher).

Tekle: we teachers, with the present cost of livoagnnot overcome the high burden and we are
unable to accomplish our daily activities propeiflfie rising house rent, the cost of food items,

transportation costs, etc, are out of our contatll.these things are discouraging. Imagine, we
are living from our students’ kitchen, and we galass without having had breakfast. And yet

you are supposed to teach and guide the studemstetchers’ lifestyle has a direct negative

impact on the teachers’ job satisfaction and thimkes us not to stay in the profession.

(Interviews with a teacher already had left theliag profession)

Kahsay: only a few of them were able to meet thagic needs to the end of each month. When
all the costs were covered, there was nothing Teftovercome this challenge some teachers
generated an additional income for their familiesarvive. This has serious implications for
the teachers’ classroom performances, and thetgudlieducation that they provided. It also
affects their commitment to educational reforms galdies. (Interview with a teacher already
had left the profession)

GebretsadicMy poor salary influenced my day-to-day activitieam forced to involve myself in other
part time activities. If | had enough money, | @buke this time to prepare lessons. | am awarehisat
time is being misused by me in being absent framss;Ibut teaching cannot fulfill my basic needs and
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to survive | need to be involved in other actistié know this extra work impacts on my regular kvor
[teaching]. Finally | departed from the professamd now | am in better positioinerview with a
teacher already had left the profession)

Gebrehiwot It is common to see young and less éxpezd teachers borrowing here and there.
My salary lasts me 15 days. Then | have to ask bomheto lend me money, or to go to school
hungry. And yet there is no hope for a salary inwst.

My low salary with no allowances strongly affectg hfie. | am teaching children, and hence |
should not be free from any external influence bRnms at home should influence my working
environment. Is it possible to effectively perforathool activities with such problems
following you everywhere? | shouldn’t be physicalbgychologically, and mentally fit so that
when | am in class | can’t teach effectively.(iniew with a teacher currently at work).

Principals and wereda experts: Before 3-4 yeargtivernment announced the introduction of

a new career ladder calleéidvanced leadeacher’ as a means of supporting teachers. But the
addition of this career ladder and the associagetit seemed to have caused heated debates.
In a report the officials of the country announdbdt most teachers were satisfied with its
introduction. However, teachers were not happy with way the government treated the
situation, and some of the teachers indicated tir@vance by different activities for instance
being absent from class, low commitment to the leacprofession and leads them to have
high turnover. (Interviews with principals and weaeexperts).

Brhane: In 2011 we asked the government to considieliving conditions and to improve our
salaries and we were told about the introductioaro&dditional career ladder. This added very
little to our monthly salaries. We are very ups&hat can we do with this small amount of
money? This shows that the government does not ed@ut the teachers and the
profession.(interview of a teacher who was /iscléag profession currently).

Weldemariam: A civil servant from another organizat with eight years of working
experience can earn birr 3348 or about USD 1764®Wever, a teacher with the same years’
experience and qualifications earns birr 2807 @uabJSD 147.73. These are a big difference,
and make you unhappy with your work. In additiorthis, the workers from other institutions
are promoted easily and quickly not more than a g®aiting time). But a teacher has to wait
at least three years to be promoted to the negt mvthe career ladder. These salaries did not
constitute a living wage. To the fact that by ti&hlor 20th of a month, our house is empty of
basic necessities, and we are forced to leave hatheut having had breakfast. Thus, we are
unable to handle our teaching duties effectivdhtefview with a teacher currently at work).

According to the teachers, their salaries did ooistitute a living wage. One teacher attested to

the teachers (both the current &former) also ingiddhat their salaries compared unfavorably
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with those of other professions. Some of the teacheported feeling inferior to other
professionals. This caused dissatisfaction, anehg the main cause to became high turnover

rate of experienced and qualified teachers. Fompia

Teacher turnover is a common phenomenon. Everywagk, month, and annually teachers
leave the profession. Who will be responsible axlethe citizens? Our children are not given
guality education ... they are victims of a poor eatian system.

The teacher participants also reported dissatisfaetith the amount, the system and the type
of administration of allowances. The absence ofelitnwas seen by many as a negative
factor, the main of which being the lack of supgdorttransport, but also no health and accident
insurance and medical care. The former teachengierg that they were only given hardship

allowances even this needs revision because wili@rsimilar area of weather condition was

not paid for all (for example in the study area édg Tsimbla which is nearest to Dedebit),
forced teachers to leave the profession those wneed there. And also they viewed this

allowance as insufficient, although it was “bettean nothing.” This view was reflected by the

following response:

Starting in 2011, teachers were provided with ashrapallowance. This was only practical in

Addis Ababa. Why not paid to other teachers othantAddis Ababa, was the question that

rose always. Because living standard in big toanesalmost similar though out the country.

According to the respondents teachers leave the fgobvarious salary and promotion
opportunity related problems. Dissatisfaction witle present salary in teaching feeling that
teachers are not paid fair salary for the work ttiey

Principal: teachers are always complaining aboeir thalary and they also draw conclusions
that it is difficult to manage dissatisfied staFhe teachers also responded that they are facing
many challenges because of low salary and hightiofi. The effect of inadequate salary in the
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teaching learning process, they put as an imptinatiat it loses qualified teachers and doesn’t
attract potentially qualified candidates for empifmnt for teachers’ training.(interview with a
principal).

Thus are confirmed with the finding of (Aklilu Haht1967) the weightiest reason for teachers’
withdrawal, the one stated most often and at gsed&@gth, is money. It was discouraging to
listen to what teachers had to say about theirgalbeir hopes of regular salary increments
that, although the cost of living varies from plaoeplace in Ethiopia, the ministry takes no
account of this variation.

4.4.2.2 Lack of respect and support

Many teachers leave government secondary schoaodsrasult of problems associated with
respect and support accorded from community aneérgovent bodies. Table 4.11 summarized
the satisfaction/ dissatisfaction with these issme3igray Regional State of North Western

Zone Secondary schools.

Employees with higher levels of job satisfactioastizularly satisfaction with the job itself, are
less likely to quit their occupation, be absentrfravork, and encounter mental or physical

health problems (Robbins and Coulter, 2006).

Many teachers feel that the satisfaction they zealinside the classroom is too often
endangered by forces outside the classroom (Polack Miller, 2003). Studies conducted
since earlyl960’'Shave indicated that issues likelatostatus, salary, working and living

conditions, and administrative practices enhanealitsatisfaction of teachers (Ayalew, 1991).
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Table: 4.10. Existing teachers’ level of satisféion with respect and support

Rating scale (N=136) Mean
No | Factors 4 3 2 value
F % |[F | % % %
1 | Teachers are respected |0y | 4.4| 16| 125 36| 26.4| 78 57 1.65
parents
2 | Teachers are respected by | 3.6| 16 | 11.7| 38| 27.2| 77 56.6 1.61
the community
3 | Teachers are respected by | 2.2| 19| 13.9| 37| 27.20 7Y 56.6 15
the local government
4 | Community support of5 |3.6| 10| 7.3 | 41 30.1| 80 58.8 1.55
teachers
5 | Mentoring and supportingl0 | 7.3| 22| 19.1| 38 27.9| 66 485 1.91
new teachers to enhange
their motivation &
commitment
Average mean 1.64

Key: 4 = highly satisfied 3 = satisfied 2 sshtisfied 1 = highly dissatisfied

Items 1-5 in Table 4.10 show existing teachershgat of respect and support them get from

different community members. The mean values ofréspondents for all items in the Table

had mean values were less than the expected mé&in (2
Therefore, existing teachers were highly dissaisfivith the respect accorded to teachers by
parents, local government, and community suppattraentoring to new teachers. This shows

that the respect and support accorded to teachdheizone was very low and this enhances

the dissatisfaction of existing teachers and mighone of the contributing factors for former

teachers to have quitted to made dissatisfactiorcdaent teachers of secondary schools. On
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the contrary, research on teacher turnover hasstensly found that approval and support of
supervisors at different levels and community supace important ingredients in teachers’ job
satisfaction and their decision to remain in ovéeteaching (Chapman, 1994).

In addition to low salary and none salary beneditseral teachers left teaching due to low
social status of teachers. The interviewed forreactiers claimed that they were dissatisfied in
the profession. Only one teacher explained thalolies teaching but he hates the working
conditions and the society’s attitude towards ttedgssion. Respondents were interviewed also
reasons for their dissatisfaction. They assertatttie society, government officials as well as
students undermine the profession and that no onsiders teaching as a profession. The
school principals also responded the questionsdrsame manner. All the principals reminded
that they were teachers and share the teachelgigeaf being disrespected in the face of
society and their students.

The teachers, both in the interviews and in thenapeled sections of the questionnaire,
reported that they were dissatisfied with theiatienships with the school principal. This
might be related to their perceptions that thegypals had poor leadership styles and revealed
non-supportive behavior that significantly inhilit@b satisfaction. If there are poor leadership

practices in schools, poor interpersonal relatigpsshre to be expected

The teachers also indicated the view that in @@0% and early 1970s, teachers were seen as
bringing about progress, enlightenment, modernity development. They were held in high
public regard, and were recognized for their actmesnts and efforts. They were rewarded and
respected by the community, their students andytivernment. But now, the public’s regard
for teachers has deteriorated and teachers obsarnl@ck of respect from their students, the

local community government. One teacher referrethéofact that he was ‘ashamed’ that he
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was a teacher. The teachers believed that thisdackcognition was related mainly to their

poor remuneration packages. The society does rapece teachers because of their poor
standard of living ... their poor style of clothingdatheir lack of influence due to economic

reasons. The teachers repeatedly mentioned tissatdifaction with regard to the treatment by
the education leaders and the higher officials le# tountry. The lack of respect and

recognition caused a lot of disappointment amomgrsgary school teachers in the zone. The
following comment was typical:

Tblets: the government is responsible for loweing status and respect from the community.
The top officials of our country insulted us by say“WALGIE MEMIHIR (a teacher who is
not responsible)” So, if the top ministers do not respect you, wdwatld you expect from the
society ... or from the students? If the governmemsdnot value teachers, so does the society,
and our students. We do so much but we are nognémed... we are not consulted on anything,
but criticized for everything. However, the goveemhhas started recognition of teachers and
the profession by Medias at the near time this imighgood beginning to accord respect ions
to the profession and teachers and might maket&ainreeachers in the profession.(interviews
with a teacher who had already left)

4.4.2.3. Poor interpersonal relationship

Social integration plays an important part in thewrof turnover in work organizations
(Bennison & Casson 1984 p.149-151). Having closenfis employed by the same

organization and having obligation to local indidns can serve to reduce job turnover.
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Table 4.11: satisfaction level of existing teachessith interpersonal relation.

Rating scale (N=136) Mean

No | Factors 4 3 2 1 value

F % F | % F |% F %

2.14

(52

1 |Warm relation betwee| 14 10.29| 32| 2352 47 345 43 31.
school administration and
teachers

2 Warm relation betweenl3 9.5 18| 13.2 47 345 58 42.6 1.89
wereda officials and

teachers

3 | Collegial relationship 34 25 44| 323 | 31 227 27 19.85 2.62
among teachers
Average

2.21

Key: 4 = highly satisfied 3 = satisfied 2 = dissA#id1 = highly dissatisfied

Items 1-3 in the Table depict the relationship lest teachers with other concerned bodies
(school administrators, WEO and collegial relatiipsamong teachers). As the result in item 2
shows, the relationship between woreda officiats @achers was low; because the mean value
(1.89) was less than the expected mean score @rmb)the other hand, existing teachers
response for item 3 in the Table was high; becthesgobtained mean score (i.e. 2.62) for item
3 it was greater than the expected mean scobg (Phese results confirmed that there was
weak interpersonal relationship among teachers awmteda officials and school
administrations. On the contrary, the collegiabtienship among teachers were high because
the mean value indicated that above the expectddamerage value this showed a strong

relationship among the secondary school teacheraierer, in a decentralized administration,
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power and authority were given for the local adsthators and WEO, so that they would
create good and collaborated working situations. tiiis effect, they were expected to
communicate with and involve teachers and otheceored bodies in decision making and

thereby solve problems that exist in and aroundtheols.

Furthermore, both in the interviews and from tiperoended questionnaire items, the former
teachers’ opinions revealed that their relationshipth their colleagues were a significant
aspect of their job satisfaction. Positive socelhtionships with colleagues were important
sources of the teachers’ emotional well-being; bseathe teachers believed that their
colleagues were their source of friendship, as albf social and emotional support. Collegial
relationships were seen as the most satisfyingcagppehe teachers’ work, as revealed by both
the questionnaire items and the interviews. This @anfirmed by the following comments:

Fetlework:with my colleagues | have very positiedationships. The majority of the teachers
in my department have less teaching experiencelthanme. We have friendly relations. They
ask me to give them advice, to mentor their adigjtand to share my experience. | also ask
them to share with me their experiences. We worka dsam, supporting one another and
exchanging ideas, and this gives me great pleaswutesatisfaction. In this way we accomplish
our tasks in a friendly way. This helps me to dowuoyk effectively. My home is very far from
the school. However, since | love the staff memloéthe school, | don't try to be transferred
to another school this makes me to stay in theaggdbn but the working condition such as lack
of proper administrative, leadership skills, adegqusalary and fringe benefits forced me to
resigned from the profession.(interview with a tecwho had already left the profession).
This shows that it might not be the contributingtfe to teacher turnover. This is directing
consistent with the findings of (Bennison & Cas4884 p.149-151) that mentioned above.

4.4.2.4. Poor working conditions

As presented in the literature review above, woret Bving environment for many teachers is
poor, which tends to lower self-esteem and is gdlyede-motivating. Schools in many
countries lack basic amenities such as tap watmtrieity, staff rooms and toilets. Housing is
a major issue for nearly all teachers (Bennel, 2006
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Poor working conditions may account for part of teasons for turnover among teachers. In
addition to factors such as class size, a humbeathadr factors come in to play in terms of
working hours, including teaching time, and the bemof hours spent on extra instructional
activities such as preparation time, evaluatingletis and staff meeting (Coolahan, 2003).
Existing teachers were asked to rate their levedatisfaction with some working conditions
listed. The results in the table revealed that nodsthe teachers were dissatisfied with the

working condition of their schools.

Table: 4.12. Existing teachers’ level of satisfaicin with working conditions

Rating scale (N=136) Mean

Factors 4 3 2 1 Value

F | % F % |F (% |F %

Attractive class room9 6.6 23| 16.9] 5338.9 | 51| 37.5| 1.92
conditions

Availability of instructional| 7 | 5.1 30| 22 44323 | 55| 40.4| 1.91
materials

Students’ enthusiasm to learn| 8 5.8 18| 13.2| 3727.2 | 73| 53.6| 1.71

Manageable student discipline 10 7.3 28 285 | & 64 | 47 1.88

_ _ 56 | 41.17| 45 25.7) 1P13.9 | 16| 11.7| 3.03
High teaching load

Average mean - - - - - |- - - 2.09
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As indicated in Table 4.12 existing teachers raspofor all items was low; except item 5
because they obtained mean value of all itemsl (@2, 1.91, 1.71, and 1.88) respectively for
items 1, 2, 3,and 4 were less than the expected sEae (2.5). From the responses, one can
infer that the three working conditions; i.e. aahility of instructional materials (mean=1.91),
students’ enthusiasm to learn (mean= 1.71) and geaide student discipline were the most

frustrating situations prevailing in governmenta®tary schools of the zone.

In general, the working conditions in secondaryosd$ of the region were becoming a growing
concern and were aggravating the dissatisfactiaxisting teachers. This in turn was inducing
teachers to leave teaching in government secorstdigols. Hence, the security of the work
place should be one of the major concerns of aividuals, including woreda supervisors,
mentoring and support, community support, studeetghusiasm to learn, availability of
instructional material and government bodies. Taeyexpected to make utmost effort to solve
the problem from the source. The findings conceynivorking conditions as a source of
teacher turnover markedly corresponds with theltreshtained in other studies (Getachew,

1991).

Moreover, interviews with some existing teachprg)cipals and wereda education leaders and
experts depicts that Most of the teachers indicd@bat good working conditions such as
supportive leadership (including induction), tine tollaboration, access to a relatively high
quality curriculum and resources, clean and safer@mment (including separated male and
female toilet and clean drinking water), and retgvjarofessional development opportunities
were even more important than higher salaries. Tdley emphasized that the class rooms
condition (sanitation, proper door and windowsckkoards, chairs and tables) and access for

technology such as computers and internet) hastedfe their attitude to stay in or leave the
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school and the profession. The schools that | hasited during data collection strengthened
these ideas that do not have recreation centeost (Bplds, rooms for indoor games etc). No
health care service if something happened in theadccompound. In general the physical
condition of the schools and their vicinity weret attractive. This was in agreement with the
finding of (Bennel, 2006), work and living enviroent for many teachers is poor, which tends
to lower self-esteem and is generally de-motivatiSghools in many countries lack basic
amenities such as tap water, electricity, stafimeand toilets. Housing is a major issue for

nearly all teachers and it creates dissatisfadtoteachers and might be lead to turnover.

4.5. Administrative and supervisory problems

Administration support as the top indicator for ridfying teacher job satisfaction and
predicting teachers stay within the profession. Tewel of support on administrator provides

teacher impacts teachers’ effectiveness and jasfaetion (Billinsley & cross et al, 1992).

As indicated in the review related literature inapter two, many teachers list job
dissatisfaction as soon as they leave the professith citing the lack of administrative
support. Teachers within their first few yearseddhing are leaving the profession and require
administrative support or mentoring to keep thertheprofession.

Tickle (2008) deemed administrator support as tge ihdicator for identifying teacher job
satisfaction and predicting if teachers stay witthia profession.In connection to this current
teachers were asked to rate the items relatedmingdrative and supervisory problems using a

liker rating scale as followed.

Strongly agree = 4, agree =3, disagree = 2, amhglly disagree = 1 in the following two

consecutive tables respectively the rating scoese further computed to mean value.
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Table 4.13: Administrative factors as causes of teher turnover

Rating scale (N=136)
No | Factors Mean Mean
4 3 2 1 value Sb rank

1 | Promotion opportunity is un59 38 22 | 17 3.02 0.72 1
fair

2 | Decision making is nqt45 26 33 | 32 2.61 0.71 8
participatory

3 | Principals do not treat teachersl 39 22 | 24 2.86 0.78 6
equally

4 | Deducting salaries was no%9 35 16 | 26 29 |0.84 5
with agreement

5 | Un wanted interferences 52 47 22 15 3.0 0.64 1

6 | Career promotion and salar$3 45 19 | 19 2.97 0.73 3
adjustment delays

7 | Evaluation is not on teaching?2 41 26 | 17 2.94 0.68 4
learning activities

8 | Professional development |ig6 42 27 | 21 2.83 0.71 7
un fair

9 | Principals are not supportive 37 46 31 22 2.71 690 | 8

10 | Principals are not competent 35 41 29 31 258.730 | 10
Average mean 2.84

The list of admnistrative problems reountered by practicing teacheradicatedthat, the
prevdence d certain severgroblems neeads special consideréions D retan teachers. Among
the major of theseproblems were (five in order of rank): promotion opportunity is un fair, un
wanted interferences, delays career Pramotion and salary adjustment, evaluation is not on

teaching learning activities, and deducting sasanias not with the agreement of teachers.

This shows teachers were highly dissatisfied whth $chool administrative practices and the
leader ship quality of their principals and weredkcation officers and this mainly indicated
that teachers were dissatisfied with the extrirzgpects of their work. Moreovemanaging
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educational institutions is a very complex task akhineeds qualified and experienced
personnel. Schools are social organizations in kvkimployees and students develop norms,
values and share different experiences. Managewofesthools by its nature is unique and
intricate. Many writers have pondered the uniqué emmplex characteristics of educational

management.

Brhane: Mostly school principals assigned not sirtiqualification or training in educational
leadership but by any subject matter. This willénan adverse effect on teachers’ motivation
and lack of leadership skills. If the school prpads failed to apply collegial management to
make teachers participant in the decision makimnggss, the teaching staff can be dissatisfied
and develops hatred to the school and this miglédw turnover of teachers. (Interview with a
teacher currently at work)

Gebretsadic: school management was not participatod don’t treat all teachers equally and
lacks the necessary capacity to influence the stavhrds the achievement of organizational
goal. In addition to this, principals exert lestodfto motivate teachers. Motivating teachers to
retain in the schools should be a focus area aeicyals though it is amazingly undermined.
During meetings our school leaders do not accepsoggestions, or discuss the issues on the agenda,
other than their own issues. They also autocrdficacide whatever they want and were not compgtent
supportive or fair. They also seemed to believe tie poor quality of school education was reldted
less than satisfactory leadership in schools.

Managers do not listen to others’ suggestions.yTdhe not act as mentors. They do not
understand the teachers’ problems; they simply tashrite warning letters to deduct money
from teachers’ salaries without agreement (mutadleustanding). This is because they are not
skilled, experienced and visionaries. They becormeipals without the educational leadership
gualification.

There is a knowledge gap between the administratodsthe teachers. | believe they are not
competent enough to support and evaluate teachéhsrpgards to] academic matters. How is
it possible to talk about job satisfaction and sdthguality when teachers have no respect for
their leaders? Therefore, thus leadership acttitibkad their own contribution at
large.(interview with a teacher who had alreadytdashing profession)

From the above responses, it is possible to uratedghat the school management was not as
such active in providing the required support &cteers. This was evident with what happened

to novice teachers. They didn’t get appropriataugtidn and mentoring support. A research
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done by (Spark, 2002) a commitment leader can erf@abrable working environment which
is an essential ingredient to insure quality teaghin all class rooms by dramatically reducing
the amazingly high rate of teacher turnover. Eshlrig such cultures in schools is one of the

most significant educational challenges.

Table 4.14, Supervision as causes of teacher turrev

As presented in the review related literature impthr two, one of the major problems in
Ethiopia education system is poor supervision argpart. In line to this USAID (2008p.21)
reported that poor supervision and support is ohéhe major factor that discouraging
individuals from becoming and remaining secondayosl teachers. In connection to this
current teachers were asked to rank the supervisaoises of teacher turnover on teaching
learning activities. The mean values were calcdlaterank the supervisory causes. The rank

was made from the lowest to the highest mean raink$

Rating scale (N=136
No Factors " ( ) Mean
4 3 2 1 Mean value SD
rank
1 Unfair criticism 39 43 41 13 2.7 0.59 5
2 Supervisors are fault finding 45 43 28 20 2.83 0.69 4
3 Supervisors fail to give support 43 49 30 14 2.88 0.60 3
4 Supervisors engaged more iB5 44 21 14 3.04 0.66 2
administrative activities
5 Supervisors are not competent 57 48 18 13 3.09 0.64 1
Average mean 2.90

As shown in table 4.15, supervisors fail to supg@tondary school teachers in the zone to

improve the teaching learning activities. The mtatores of current teachers show this reality.
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Three most supervisory problems ranked by curreathers were | feel that professional
competence of supervisors is not better than teacte facilitate the teaching learning
activities (mean= 3.09, ", supervisors are engaged more in administratatber than

professional support for teachers (mean=3.09, @ahd supervisors fail to give support (2.88

3I’d) .

In general table 4.14 disclose that all the itemder supervisory problems were rated high as
problems for teachers retention in the schoolgesfor all items the rating scores were greater
than the acceptable mean (2.5). The possible reabahsupervisors fail to render professional
tasks to teachers might be: supervisors were apgubito the position without necessary
qualification and supervisory skills or /and thdatenship they have wereda education
officials. In order to make the teaching learnintgaative, supervisors should equip with the

supervisory skills and should be competent in flesef teachers.
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CHAPTER FIVE

SUMMARY, CONCLUSINS AND RECOMMENDATIONS

5.1. Summary

This chapter summarizes the main findings of theysand forward research recommendations
based on the findings and conclusion.
The general objective of this study was to assesgdot causes of teacher turnover and its
impact on school performance in the governmentre#any schools of in North Western Zone,
of Ttigray Region and to seek possible stratedias tould motivate teachers to stay in the
secondary schools of zone.
Therefore, an attempt was made to provide anstwele following basic questions.

1. What is the current rate of teachers turn oveegoadary schools of the zone?

2. What factors contribute to teachers’ turnover intlmoestern zone of Tigray region?

3. Does teachers’ demographic character (age, sexerierpe) influence teachers’

turnover?

In dealing with the earlier mentioned basic redeaquestions, related literature of
international and local context were referred tbtmreover, three types of data gathering
instruments were conducted. The subjects of theysivere 136 existing teachers taken from
government secondary school and 7 former teachés were currently working out of

government secondary schools. In addition, secgndahool principals, WEO heads and
experts in the sampled secondary schools, weradadlin the study. To demonstrate that the
results summarized below have addressed the al@m®eanch questions, the findings were

summarized along the following themes that refteetspecific objectives of the study.

5.1.1Trends of Teachers’ Turnover

* The finding showed that, the annual rate of tealtarnover in secondary schools of the
zone in the last five years (2008/9-2012/13) was3%0 When comparison was made

among the five woredas, the highest teachers (13fi@¥ Asgede—Tsmbla and the lowest
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(8.9%) from Tahtay-Koraro woreda were quitted frigaching in secondary schools of the
zone in the last five years. Asgede—Tsimbla wolleath one remote secondary school with
hardship allowance for all civil servants.

With regard to sex and work experience, the rafemgle leavers (12.3%) was greater than
their male counterparts (9.3%).When we see theageerate of teachers’ turnover with
regard to work experienc@he finding showed that, existing teachers stroragyee with
the increasing number of teachers’ turnover inl#s¢ five years in the zone; because the
expected mean value (2.5) was less than the mdar eaisting teachers (3.6). All the
principals, wereda education heads and expertscalgmrate this fact. The findings from
the document analysis were almost similar withréigponses of the participants; that is the
annual turnover index in the five consecutive ydaspecially the last three), 2008/09—
2012/13 respectively was 15, 7.5, 6.6, 8, and 9.4.

5.1.2. The Relationship between Demographic Charaatistics of Teachers, teachers

turnover and Their Commitment to the Teaching Job.

Existing teachers were asked about their plandeddeaching and 72.2% of them replied
that they had the intention to quit teaching inosetary schools. The Chi— squaré)(test
was computed to see whether there was statistitfarahce between male and female
teachers’ plan to stay or leave teaching job; dedresult showed both of them had the
tendency to leave teaching in the near future. hHeumore, former teachers were
interviewed whether they had plan to returningeach in secondary school most of them
indicated disinclination of returning to their pesSion due to low salary and lack of
incentives.

The study showed that gender and educational guaidns had no statistically significant
impact on the job satisfaction of the participa#dhers. The teachers with different gender
and educational qualifications had similar views tbé factors that influenced their
turnover.

Experience has impact with turnover Chi — squast wes calculated. As the result; the
table value o&?-3.84 wasfound to be less than the calculaxéyiresult 4.77 for df =1, at

0.05 level of significance. This indicates sigrafit differences between the two groups.
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This means that the decision to stay or to leagehiag job was dependent on experience;
or experience had greater relationship with teachemover.

5.1.3 Initial Preference and Satisfaction/ Dissatfaction of Teachers as Causes

of Teachers’ Turnover.
The most prominent reasons that forced existingn&a to join the teaching profession on
the basis of the mean values were: lack of anathernative job (mean =2.73), to use
teaching as a stepping stone (mean= 2.8), theyntaegching would contribute to their
personal and educational improvement (mean=2.5@)teaching has more freedom than
other job (mean=2.55) because the mean valuesesktheasons were greater than the
average mean (2.39). All reasons except the reasotesn 1, 2, 4, and 6 could be taken as
initial reasons for becoming a teacher; becausexpected mean value (2.5) was less than
the obtained mean values of all items.

Similarly, Interviews were interviewed with therfieer teachers those quitted from the
profession their opinion were also similar to thaserent teachers i.e. They were joined
the profession because they hadn’t the alternafivem the result, it was possible to
conclude that most existing teachers under theygtided the profession not for positive
professional reasons, and still they could not tigwpositive perception of the profession.
Teaching as only last option; compelled by pers@mablems not interested in teaching.
The use of teaching deliberately as stepping storied another job. This showed that in
general teachers lacked initial commitment to tesghbefore joined the teaching
profession.
The finding about adequate salary and availakilitincentives existing teacher’s responses
were low for both the adequacy of salary and abditg of incentives; because they
obtained mean value (1.27 and 1.45) respectiveladequacy of salary and availability of
incentives were less than the expected mean (BtBg. shows that teachers have neither
adequate salary nor incentives and interviews atmer teachers were asserted the most
reasons to resigned from teaching profession weweelconomic factors (low salaries and
lack of incentives). This enhances the dissatigfaaif existing teachers and they were the
major contributing factors to lead to high turnotemchers.
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In addition, with former teachers’ conducted intewed, as well as principals responses
showed that the perceived poor teacher salaries weignificant factor influencing their
job satisfaction and lead them to turnover. Thesgranonthly wages of teachers
interviewed varied from ETB 1644 or USD 86.52 (lmegng secondary school teacher) to
ETB 3656 or USD 192.42 (senior lead teacher). Tdrenér teachers indicated that we
teachers, with the present cost of living, canngtrcome the high burden and we were
unable to accomplish our daily activities propeffe rising house rent, the cost of food
items, transportation costs, etc, are out of ouatrod..all these things were discouraging us.
The list of admnistrative problemsreountered by practicing teachensdicatedthat the
prevdence d certain sever@roblems needsspecial consideréions D retan teachers.

Among the major of theseproblems were (fivein order of rank): promotion opportunity was
un fair, un wanted interferences, delays career Pramotion and salary adjustment,
evaluation was not on teaching learning activiteeyj deducting salaries were not with the
agreement of teachers.

These showed teachers were highly dissatisfied thérschool administrative practices and
the leader ship quality of their principals and &g education officers and this mainly
indicated that teachers were dissatisfied withetkteinsic aspects of their work.
Moreover,managing educational institutions is a very compéesk which needs qualified
and experienced personnel. Schools are social igajeoms in which employees and
students develop norms, values and share diffesgregriences. Management of schools by
its nature is unique and intricate. Many writervéngondered the unique and complex
characteristics of educational management.

Interviews were conducted with former teacherqiaed that, in contrary to the above
ideas. Mostly school principals assigned not byr thealification or training in educational
leadership but by any subject matter. This wouldehan adverse effect on teachers’
motivation. The interviewed also revealed that nadsthe school principals were lacked
leadership skill. If the school principals failed &pply collegial management to make
teachers participant in the decision making practss teaching staff can be dissatisfied
and develops hatred to the school and this miglhédeto high teachers’ turnover.
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5.2. Conclusions

On the basis of data analysis and summary of tindysthe following conclusions were
made: There was high rate of teachers’ turnovehénzone; and majority of the existing
teachers would like to leave teaching as soon &g dkt other alternative job. That means
the trend of teachers’ turnover was likely to coné. Similarly, the interviewed was
revealed that all former teachers were not intetesb return to their former teaching
profession to teach in secondary school; and asuwaltrof this trend quality of education

was adversely affected.

The major factors that made teachers to quittedhteg in secondary schools were:
because learners have been joining the teachinggsion not because they like it, but
rather, they had no other alternatives; and $tdl/tcould not develop positive perception to
the profession and What was consistent acrosseapjondents of this study was that
teachers’ turnover was a result of economic problénvas a primary and the main cause
for teachers’ turnover. Thus it is possible to dode that, insufficient salary and incentives

were the cause for teachers’ turnover in North fesfone of Tigray Region.

It is indicated that committed, experienced anddhaorking teachers were leaving the
school. Classes were not covered as per the setademic plan. Students were not in a
position to get the expected knowledge and sKilesachers on duty were psychologically
disturbed and stressed. It was also cause foriadditburden to both teachers as well as
the school management. In addition, teachers’ ugnevas also resulted in disciplinary
problems. Thus, it is possible to conclude that filnectioning of the school, students’

achievement and quality of education were serioalicted due to teachers’ turnover.
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» Unlike age and experience, teachers with diffegemder and educational qualification
had similar views of the factors that influenceedithurnover. Thus it is possible to infer
that gender and educational qualifications hadtatically significant impact on teachers’

turnover of the participant teachers.

5.3..Recommendations

There is no single solution that could reduce teegiturnover and increase retention. Varied
interventions in an integrated angistematic way might be likely to influence teacher war
and retention. Consequentiegcommendations to reduce turnover require the foatmg ofan
effective strategy and programmed thatvalve a set of political decisions to take decisive
action. The major decisin to take is tosdicit adequate resources. Thus government should
alocae adequate budget directed to ameli orateteaders’ turnover

Based on the sunmay of findings and conclusons d the gudy, the following possike
solutions are recommended to reduce teachers’ iarnmcrease retention of teachers and

make teaching an attractive profession in the zsneell as in the region.

5.3. 1. Improve Rewards for Teachers

1. Low salaries are among the most frequent reasahées give for leaving teaching.
Raising teachers' salaries is the single most tdaed effective way to reduce attrition
The ground for improved salaries of teachers shbeldn line with the principldaid
down by ILQUNESCO in paragraph 115 of the Recommendation comgethe status
of Teachersthat teachet sdaries should "compre favoebly with salaries @id in other
occupations requirirg equivalent qualifications'.

2. Allow and wupport teaches to ean addtiond income through an aternative apgoad.
The dtemative gproades to gve teaters he opportunity and flexibility to increase
their income could consist of teachers being hicedffer out-of-school literacy classes
or other types of non-formal and adult educatiopa$-time jobs or providing a plot of

land to those teachers in rural schools
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3. Rewarding more experienced teachers for remainingeaching could enhance the
motivation of teachers to be retained. Thus, aiapsalary increase and prize for long
service should be given to teachers who servedoiog years, for instancet the
20"and 30" years of service.

4. One of the major probins encountered Yo most techers is lack of accommodation.

Government shouldendorisea policy an accommodation for teachers. In rural areasd
should costruct housefor teaclers at every new schaol
5. Separate from salarteachers should begiven special allowances for such things as
teaching in remote locations and hardship aréass can be awarded by each REB
according to the local conte
6. Money, in the form of immediate salaris not the only material compensation teachers
would like to receiveOther material rewards provided for teachers wamlprove the
status as well as enhance retentlarthis aspect the following are recommended:
= Free or subsidized medical cafer those working in areas hazardous to health,
especially in remote lowland areas
» Life insurance in insecure placasich as in conflict areas.
= Food and clothing allotment, as subsidized pricesdachers working in hardship

andin accessible areas

5.3.2 Improve working conditions within the school

Teaders’ employment and working conditions are recipfogith each otherThe quality of
the working environment of teachers or schoolsnogis the likelihood that teachers will
apply the best instructional techniques and also@mage teacher retention

Therefore to improve the school environmehné following are recommended.

1. Provide acequate textbooks and instructional evétls to schools.
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2. Improvethe physical condition d clasgoonms andsdoolsin general.

3. Limit the number of studentsin classroms appopriate to the instruebnd process.

4. Provide more effective $od levd ingructional supervision and suport.

5. Enhanceschool principals to perform their role§fectively in instructional supervision,
school management and enhancing commtsthpool relationships through training
and adequate remuneration.

6. Enhance the first teaching experience through tedoldection activities for beginning
teachers since that first teaching experiencekesydactor in the retention of teachers in
the eary years.

Therefore, special mentoring programmers’ sho@dgiovided within schools to protect and

support new teachers.

5.3.3 To improve career ladder and reward system®f teachers:

= Regional government should revise and improve #reer ladder of teachers to be as

equivalent as civil service servants and that dége teachers.
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APPENK-A
Addis Ababanyersity
School of Graduate Studies College of Education

Department of Educational Planning and Management
Questionnaires: for teachers
Dear teachers

The purpose of this questionnaire is to examinasaas why teachers leave their profession in
relation to that, the questionnaire tries to leabout your attitude to the teaching profession as
a whole and your future plans. | would like to Kincequest you to give your sincere responses
to all the items included in the questionnaire.aBé be assured that the study is purely
academic and hence all the information will be kaptfidential. Since you are not required to
write your name here, your anonymity will be mainéal. For questions that require short
answers. Please feel free to responding Englisgtighia or any other language you are
comfortable with.

Thank you for your time and cooperation in advance!
Hagos Teklemariam

Section one: Personal information-
1.1. Sex:
A. Male|:| B. FemalE

1.2. Age:
1.3. Qualification:

A. DiplomD B. BA/ BSC/ BEDD C. MA/ MSC/ MED.D
1.4. Fields of specialization A) social scieD B) natural scienD @inguagD
1.5. Service year:
* Inteaching years, in other occupation _earsy total years.

1.6. Write the name of the school where you arehieg now

1.7. The level of the school you work in is:

94



A.9-10 ] B.11-12[ ] C.9-12 ]
1.8 How much is your monthly salary?
A) 1644-1881 B)21] P458 C)2807-3 I D) 3656-4160 [ ]
E) >4160[_]
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Section two: initial reason for being a teacherindicate your level of agreement by indicating
by putting a tick marky) along you choice for the items indicating below.

Initial reason for being a teacher Strongly | Agree | disagree | Strongly
agree disagree
2.1 | was interested in teaching as a ce
2.2 | joined the profession to ease |
economic problem
2.2 | joined teaching as a last alternative |
to lack of other job or training
opportunity
2.4 Teaching has been comparativ

advantageous in terms of payment by the
time | was employed

2.t | thought teaching would contribute
my personal and educational
improvement

2.€ The university or college assigned me
the teaching stream based on my first
year result

2.7 Teaching has more freedom than ot
job

2.¢ To use teaching as a spring board
other career i.e. to temporarily work as|a
teacher and move to other jobs when
opportunities arise.

Do you have a plan to leave teaching
2.9 government secondary schools in the
near future

If you could go back to your college
2.10 university days and start over, would you
become a teacher again?

2.11 The number of teachers who leay
secondary schools has increased over the
past five years.
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Section three:indicate your level of agreement by indicating Ioting a tick mark ) along
you choice the four items indicating below. The bers indicate: 4= highly satisfied, 3=
satisfied, 2= dissatisfied, 1= highly dissatisfiadd teachers’ future decision to stay or leave in
the profession by indicating the level of agreemmanging strongly agree-strongly disagree.

No | Characteristics of the environment 4 3 2 1

1 Teacher monthly salary is adequate to meet fina
obligations and support one’s family.

2 Availability of different incentives (e.g. paid envieg classes
hardship allowance, career promotion etc)

3 Teachers are respected by par:

4 Teachers are respected by the comm

5 Teachers are respected by the local govern

6 Technical support rendered by supervisors from depi

education office

7 Effectiveness of school levsupervisiol
8 Community support of teachu
9 Mentoring and supporting new teachers to enharaie

motivation and commitment

10 | Warm relationship between school administratorstaadher

11 | Warm relationship between woreda offic and teache

12 | Collegial relationship among teact

13 Attractive class room conditio

14 | Availability of instructional materia

15 Students’ enthusiasm to le.

16 Manageable student discipl

17 | Teachers’ decisiowhether to stay or to leave in th
profession.

Please write if there are any satisfying or dis$gtig activities performed in school

other than those mentioned in the above.
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Section-four: this section is related to possil@ddministrative andsupervisory problems as
causes (reasons) of teacher turnover to left teagprofession. Indicate your level of
agreement by putting tick mark)(along your choice the four items indicating below

Key 4= strongly agree, 3= agree, 3= disagree andstrongly disagree

No | Items 4

1. | Granting of promotion opportunity is unfair.

2. | Decision making on the teaching learning activiteeparticipatory.

3. | School principals do not treat all teachers equally

4. | Deducting salary often takes place without the exgpent of employees.

5. | Unwanted interference on school Matters by locakegoment officials.

6. | Structure promotion implementation proceduressaidry adjustments often
delays.

7. | Teacher performance evaluation is not on the lmdissaching learning activities,.

8. | Selection of teachers for professional developrogpbrtunities is unfair

9. | School principals are not supportive

10.| School principals are not competent to lead theasich

11.| Supervisors in course of supervision always giviaiueriticism of the teachers
work.

12.| Supervisors are personally fault finding

13. | Supervisors fail to give support to teachers whidhhelp teacher improve their
teaching

14.| Supervisors are engaged more in administrativeiaes rather than professional
support

15. | Professional competence of supervisors is notbistde teachers to facilitate the

teaching activities

16. Please specify if any
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APPENDIX -B

Interview guided for discussion with WEB, school pincipals and some
practicing teachers.

1 How many teachers left teaching with in the perd@001-2005 E.C?
» Regarding their sex, age and experience.
= Do you think the pattern of turnover increasingesfd
= What was their specialization for those who quittiee profession (social
science, natural science and language?)
2 Can you tell problems encountered as result ofhexacturnover (at regional,
wreda and school level)? What are the problems? éidwou tackle the problems?
3 Which organization (government or non governmentpley those teachers who
left teaching? Or which organizations attract teash
4 Why do you think teachers leave teaching?
What do you think of the future trend regardingctest’s turnover?
What do you suggest for measures to be taken iarda reduce turnover, and
attract best recruits to the teaching profession?
7 Are other things you want to tell me regarding tesac¢urnover?
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APPENDIX- C

Interview guided for discussion withformer teachers (teachers who had

already left the teaching profession)

Section one Personal information-
1.1. Sex:
A. Male. L1 B. Femald—
1.2. Age:
1.3. Quialification:

A. Diploma. [ B. BA/BSCHP. [ C. MA/MSC [

1.4. Field of specialization A) social scienceB) natural science C) language
1.5. Service year:

* Inteaching years, in other occupation syeatal years.

1.6. Write the name of the organization where y@uwaorking now

1.7. How much was your monthly salary?

A) 841-1119[ ] B) 1287-14] | C)1692-193§ | D) 2151-249 ]
E) 2807-3204[ ]

1.8. When were you leaved secondary school

=

In your view what do you think are the main causfiegacher turnover?

2. How did you feel about your salary?

3. How did you evaluate the fringe benefits of yourkye.g. the allowance given to
you?

4. How did you feel about the administrative supportaur school?

5. How did you experience the work itself?
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7.
8.
9.

How would you describe the relationship with trehool director & your
colleague?

What enhanced your job satisfaction?

What inhibited your job satisfaction?

How did you view the promotion opportunities youdRa

10.What is your intention to go back to teaching pssfen?

101



APPENDIX-D
Addis Ababa University
School of Graduate Studies
College of Education
Department of Educational Planning and Management

Quantitative data collecting format:

1. Woreda/School Name.
2. Teachers’ turnover from secondary school

S.N Qualification | Number of teachers Academic year
© 2001 E.C 2002 E.C 2003 E.C 2004 E.C 2005 E.C
M F M F M F M F F
2.1 Diploma Who were/are at work
Who left the school due tq
different reason
2.2 First Degree Who were/are at work
Who left the school due tg
different reason
2.3 Second Who were/are at work
degree

Who left the school due tg
different reason
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