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CHAPTERS 

5. Summary, Conclusion and Recommendation 

5.1 Summary 

This chapter summarizes the main finding of the study and forwarded recommendations 

based on the studies finding and conclusion. 

The main objective of this study was to investigate the major causes of teachers ' turnover in 

government and private secondary schools in a comparative manner. To achieve the 

objective of the study, the following basic questions were formulated: 

1. What are the major causes that affect teacher turnover in government and private 

secondary schools? 

2. What are the differences and similarities between government and private secondary 

schools in relation to causes of teachers' turnover? 

3. What are the relationship of teachers' demographic variables (sex, age, and work 

expenence, level of qualification and field of specialization) and their turnover 

intention? 

4. What possible strategies/measures can be taken to mmlmlze problem of teacher 

turnover and increase retention? 

In order to deal with the basic questions, two types of data gathering instruments 

(questionnaire and interview) were used. The sample schools included were 12 schools 6 

governments and 6 private and the participants of the study were 42 govenmlent ex-teachers, 

14 private ex- teachers, 13 7 current government teachers, 136 current private teachers and 12 

69 



o 

o 

) 

directors of sample schools. In selecting the participants of the study for reasons explained 

in chapter three different sampling technique was used accordingly ex- teachers were 

included in the study by using availability sampling technique, current government teachers 

were selected by using proportional stratified, stratified random and simple random 

sampling technique and the directors of the sample schools were included by employing 

purposive sampling technique and with regards to current private school Since the number of 

teachers in these schools were small, all of the teachers were included in the study. The 

statistical tools used to analyze the data were frequency, percentage, mean value, mean rank, 

t-test and chi-square. 

This study found that inadequate salary that teachers get, low social status accorded to 

teachers by the society, poor working condition of the school, poor administrative supp0l1, 

student character and disciplinary problem and lack of opportunity for continuous 

professional development were the major factors that results in turnuv!!r of l!!achers both in 

government and private schools. And among the factors inadequate salary and law social 

status given to teachers by the society had more of an impact on teachers ' turnover than the 

other factors described in this study. Moreover the finding ofthis study indicated that in both 

government and private schools the factors that were identified by respondents ' of this 

research as causes for teachers' turnover are similar. 

In addition this study found that increasing administrative support, improving salary, 

improving working environment of the school, facilitating professional development of 

teachers, improving the disciplinary problems of students, recruiting interested teachers to 

the profession are measures that should be taken to minimize teachers turnover. 
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Moreover this study found that the majority of currently working teacher respondents of the 

targeted schools would like to leave teaching as soon as they get other job. The stati stical 

result of this study indicate that there is no statistically significant relationship between 

teachers personal characteristics like sex, age ,work experience, level of qualification and 

field of specialization and teachers turnover intention. 

5.2 Conclusion 

On the basis of data analysis and summary made so far, it may be fair to conclude that 

government and private secondary schools in Addis Ababa are facing a challenge of losing 

teachers because of voluntary turnover 

As this study found Inadequate salary ,Low social status given to teachers by the society , 

poor working condition , poor administrative support ,Students' character and disciplinary 

problem Lack of opportunity for Continuous Professional Development are the factors that 

this study has identified as a reasons for turnover of teachers in government and private 

secondary schools of Addis Ababa. This turnover of teachers reduces the overall 

effectiveness of the school which leads to the deterioration of quality learning. Because, 

teachers are crucial to the success of students and the school, the continuous turnover of 

teachers will affect the students achievement and the overall school activity. 

Thus addressing the problem of teacher retention is an important concern for schools. The 

data from this study suggest that that improvement in the condition of teaching job would 

bring about the desired outcome. Particularly improvements in teachers' salary, 

administrative support, improving working environment of the school, Facilitating 
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professional development of teachers, improving the disciplinary problems of students 

contributes to lower rate of turnover and ultimately enhance the performance of the school. 

5.3 Recommendations 

Based on the findings and conclusions of the study the following recommendations are 

suggested to reduce turnover and increase retention of teachers in government and private 

secondary schools of Addis Ababa. 

~ Salary of teaches should be improved because inadequate salary is major reasons that 

teachers give to quite their job. Unless teachers are paid well they will continue to 

leave. It is well known that Ethiopia is one of the poorest countries in the world and it 

might be difficult to increase the salaries of teachers however teachers have 

paramount significance for the over development of the society. Thus the government 

and private school owners should try to improve the salary of teachers ' and should 

create opportunities where teachers can get incentive in terms of their preparation, 

work load and experience. 

~ It is also important to change the societies' low perception to teaching which results 

low morale and high dissatisfaction among teachers. Dealing with this perception will 

be a crucial part of the fight to retain teachers in the classroom because it would be 

difficult to retain teachers in the classroom when the majority of teachers are 

dissatisfied with their work as teachers. It will require sustained public education by 

the government and concerned bodies to counter the wrong perception not only 

among teachers but equally importantly, among the public in general. 
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}> Poor working conditions could lead teachers to develop negative perception that 

could obstacle to effective teaching and weaken teachers' commitment to their work. 

Therefore the school administration should try to improve class room condition, 

teachers' workload, instructional material supply and the overall working condition of 

schools to enhance teachers to do their job. 

}> By recognizing the significant effects of poor administrative support on teachers ' 

turnover decisions, the school management and local education officials should take 

measures such as providing continuous training for school principals, increase 

teachers participation in decision making on the teaching learning activity etc .. . to 

improve administrative support given to teachers and minimize administrative related 

problems to increase job satisfaction and the retention of teacher. 

}> There is a need to improve students' disciplinary problem. This problem can be 

addressed through appropriate policies set by consensus of concerned bodies: parents, 

teachers, community representatives, school administrators and local government 

bodies. 

Educational opportunities that help the teachers to develop their knowledge and skill s 

should be created and facilitated by school administrators and education officials. 
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Appendix 1 
Addis Ababa University 

School of Graduate Studies 
Institute of Educational Research 

This questionnaire is designed to collect relevant data for a Master's research project entitled; 

"Major Causes of Teachers ' Turnover in Selected Government and Private Secondary 

Schools: Comparative Study". As the result and success of the study will depend on the 

quality of your response please give honest responses to the items presented. There is no 

right or wrong answer and what is required is to indicate your level of personal opinion to 

each item. Your responses will be kept confidential and used only for academic purpose and 

you do not need to write your name. Thank you in advance for your time and sincere 

cooperation. 

Questionnaire to be completed by teachers currently working in Government or Private 
secondary schools. 

Part one:Background Information 

Direction- The following statements are about your personal information. Please write the 

necessary information on the blank spaces provided and, in the optional items, indicate your 

answer by putting 'X' mark in the box. 

1.1. Sex Male OFemale o 
1.2. Age 20 - 250 26 - 30 0 31 -350 36-40 0 41 - 45 0 

46 - 50 0 Above51 0 

1.3. Educational Level College Diploma D BSC/BAD MAiMSC D 

Others ___________ _ 

1.4. Field of specialization ________ _ 

1.5. Work experience in teaching _________ (years) 

1.6. Kind of school ownership you are working at Government 0 Private o 



o 

c 

c 
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Part Two: Possible Causes of Teachers' Turnover 

Section one 

Direction : In the following Table, some of the possible reasons that make secondary school 

teachers decide to leave teaching are listed. Please indicate your opinion by putting 'X ' mark 

in the box in line of each item. The choices range from strongly agree to strongly disagree. 

Key: 5=Strongly Agree 4=Agree 3=Undecided 2=Disagree 1 =Strongly Disagree 

Statements 5 4 3 2 

I Inadequate teaching salary 

2 Inadequate salary increment 

3 Teachers' income is insufficient to meet their financial obligation to 

support their family 

4 The teacher career structure & salary scale 

5 Inadequate instructional materials 

6 Classroom conditions are poor 

7 High workload 

8 large class size 

9 Insufficient school management support 

10 Unfair promotion opportunity 

11 Absence of participatory decision making on the teaching learning 

activity 

12 Unfair treatment of teachers by school principals 

13 Delays In career structure promotion implementation and salary 

adjustments 

14 Teachers ' performance evaluation is not on the basis of teaching learning 

activities 

15 Students disciplinary problems frustrate teachers in the school 

16 There is often physical violence against teachers from students 

17 Students' disregard for doing homework 

18 Students cheating during examination 

I 
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19 Teaching as a profession has low socio-economic status in general 

20 Secondary school teachers have low socio-economic status compared to 

other non-teaching employees with similar qualification 

21 There is lack of recognition & respect for secondary school teachers by 

friends in other occupation 

22 There is lack of recognition & respect for secondary school teachers by 

students and parents 

23 There is low level of recognition for secondary school teachers by 

government officials 

24 Opportunity for professional development is minimum 

25 Selection of teachers for professional development opportunity is unfair 

Please specify if there is another reason that can possibly cause teachers' turnover 

Section two 

2.2.1 Direction: As it is indicated in the above section, there are many possible reasons that 

can make secondary school teachers leave teaching. Please read all reasons listed below 

thoroughly and rank them by assigning I to the most important reason and 6 for the least 

important reason. 

___ Inadequate salary 

___ Low social status accorded to teaching profession & to teachers by the community. 

___ Poor administrative support 

___ Students characteristics & disciplinary problems 

___ Lack of opportunity for Continuous Professional Development 

_ _ _ Poor working conditions 

2.2.2. Do you plan to give up teaching in the near future? 

Yes D Undecided D 
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2.2.3 If your answer to the above question is ' Yes ', why do you want to leave? --------------

2.2.4 If your answer to question No. 2.2.2. is, 'No ' write your reasons: ------------------------

Part Three 

Direction In the following Table, some of the possible strategies that help to retain 

government and private secondary school teachers are listed. Please indicate your opinion by 

putting 'X' mark in the box in line of each item.The choices range from strongly agree to 

strongly disagree. 

Key: Key: 5=Very important 4=important 3=somewhat important 
I =Ieast important 

statements 

I Improving salary 

2 Facilitating professional development of teachers 

3 Improving disciplinary problems of students 

4 Increase administrative support to teachers 

5 Improving working environment of the school 

2=less important 

5 4 3 2 I 

Please write other strategies that help to minimize teachers ' turnover which are not included 
in the above list 

THANK YOU 
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Appendix 2 
Addis Ababa University 

School of Graduate Studies 
Institute of Educational Research 

This questionnaire is designed to collect relevant data for a Master' s research project entitled; 

"Major Causes of Teachers' Turnover in Selected Government and Private Secondary 

Schools: Comparative Study". As the result and success of the study will depend on the 

quality of your response please give honest responses to the items presented. There is no 

right or wrong answer and what is required is to indicate your level of personal opinion to 

each item. Your responses will be kept confidential and used only for academic purpose and 

you do not need to write your name. Thank you in advance for your time and sincere 

cooperation. 

Questionnaire to be completed by ex-teachers 

Part one:Background Information 

Direction- The following statements are about your personal information. Please write the 

necessary information on the blank spaces provided and, in the optional items, indicate your 

answer by putting 'X' mark in the box. 

1.1. Sex Male 0 Female 0 

1.2. Age 20-250 26-30031-350 36-400 41 - 450 

46 - 50 0 Above51 0 

1.3. Educational Level College DiplomaD BSCIBA 0 MAIMSC 0 

Others. _ _______ _ 

104. Field of specialization _ _______ _ 

1.5. Work Experience in teaching _________ (years) 

1.6. Kind of school you worked at as a teacher before you left the teaching profession 

Government 0 Private 0 
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Part Two: Possible Causes of Teachers' Turnover 

Direction: In the following table, some of the possible reasons that make you decide to leave 

teaching are listed. Please indicate your reason for changing your job by putting 'X' mark in 

the box in line of each item. The choices range from strongly agree to strongly disagree. 

Key: 5=Strongly Agree 4=Agree 3=Undecided 2=Disagree I =Strongly Disagree 

Statements 5 4 3 2 I 

I Inadequate salary 

2 Lack of opportunity for Continuous Professional 

Development 

3 Poor working condition 

4 Administrative problem 

5 Low social status accorded to teachers by the 

community 

6 Students' disciplinary problems 

Specify any other reason not included in the list that made you leave the school 

Section two 

2.2.1 Direction: As it is indicated in the above section, there are many possible reasons that 

can make secondary school teachers leave teaching. Please read all reasons listed below 

thoroughly and rank them by assigning I to the most important reason and 6 for the least 

important reason. 

___ Inadequate salary 

___ Low social status accorded to teaching profession & to teachers by the 

community. 
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___ Administrative problem 

___ Students characteristics & disciplinary problems 

___ Lack of opportunity for Continuous Professional Development 

___ Poor working conditions in the school 

Part Three 
Direction: In the following table, the possible strategies that help to retain government and 
private secondary school teachers are listed. Please indicate your opinion by putting 'X' 
mark in the box in line of each item. The choices range from strongly agrees to strongly 
disagree. 
Key: 5=Very important 4=important 3=somewhat important 2=less important 
I =least important 

Statements 5 4 3 2 I 

I Improving salary 

2 Facilitating professional development of 

teachers 

3 Improving the disciplinary problems of students 

4 Reduce administrative problem 

5 Improving working environment of the school 

Please write other strategies that help to minimize teachers' turnover which are not included 
in the above list 

THANK YOU 
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Appendix 3 
Addis Ababa University 

School of Graduate Studies 
Institute of Educational Research 

Interview guiding questions for the school principals 

1. How do you see the commitment of teachers for their profession? 

2. What are the trends of teacher turnover in the selected schools? 

3. What are the major reasons that make the teachers leave or move from the school? 

4. Who intends more to leave or move from the school in terms of sex, age, field of 

specialization, qualification and work experience? 

5. What should be done to minimize teacher's turnover from secondary schools in Addis 

Ababa city Administration? 
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Factors Items 

Inadequate Salary Inadequate teaching salary 

Inadequate salary increment 
Teachers' income is insufficient to meet their financial obligation 
to support their family 
The teacher career structure & salary scale 

Poor working Inadequate instructional materials 
condition Classroom conditions are poor 

High workload 

large class size 
Poor administrative Insufficient school management support 
support Unfair promotion opportunity 

Absence of participatory decision making on the teaching 
learning activity 

Unfair treatment of teachers by school principals 

Delays in career structure promotion implementation and salary 
adiustments 
Teachers' performance evaluation is not on the basis of teaching 
learning activities 

Students character Students disciplinary problems frustrate teachers in the school 
and disciplinary 

There is often physical violence against teachers from students problem 
Students' disregard for doing homework 
Students cheating during examination 

Llow social given Teaching as a profession has low socio-economic status in general 
to teachers by the Secondary school teachers have low 

. . 
soclo-economlc status 

society compared to other non-teaching employees with similar 
qualification 
There is lack of recognition & respect for secondary school 
teachers by friends in other occupation 
There is lack of recognition & respect for secondary school 
teachers by students and parents 
There is low level of recognition for secondary school teachers by 
government officials 

Lack opportunity 
for continuous Opportunity for professional development is minimum 

professional 
development Selection of teachers for professional development opportunity is 

unfair 

Cronbach 
Alpha 

.708 

.791 

.824 

.765 

.842 

.526 

--- ---
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Factor Items 

Retention Improving salary 

strategy Facilitating professional development of teachers 

Improving disciplinary problems of students 

Increase administrative support to teachers 

Improving working environment of the school 

Reliability analysis for questionnaire distributed to Ex-teachers 

Factor Items 
Reason to for Inadequate salary 

turnover Lack of opportunity for further education 

Poor working condition 

Administrative problem 

Low social status accorded to teachers by 

the community 

Students' disciplinary problems 

Cronbach 

Alfa 

.836 

CronbachAlpha 

.715 



Appendix 5 

Rate of Turnover 

Government schools private schools 

2001 2002 2001 2002 
No. No. No. No. 

No.of No.of No.of No.of schoo l of of of of schoo l 
teache teachers teach teachers 

teache teachers teacher teachers 

left left 
rs left s left 

rs ers 

Dilber , 93 
38 

95 
20 Addey 

28 
8 

34 
7 . , 

(40.8%) (21%) Ababa (28.5%) (20.5%) 

Dr.Addi s 
67 

24 
56 

10 
Grapes 10 

3 
11 

4 
Alemayehu (42.1%) (17.8%) (30%) (36.3%) 

Kefetegna 
112 

13 
111 

9 Future 
17 

2 
25 

3 
23 (12.1%) (8.1) Talent (11.7%) (12%) 

Kefetegna 
63 

10 
71 

14 Yenege 
24 

5 
27 

6 
12 (15.8%) (19.7%) wSew (20.8%) (22.2%) 

Sedil Le 
56 

5 
63 

6 
Radical 27 

3 
27 

2 
Ethiop ia (8.9%) (9.5%) (11.1%) (74%) 

Dilachin 68 
7 

88 
10 

Elbetel 30 
3 

30 
4 

(10 %) (11.3%) (10%) (13.3%) 

Total 459 97 484 69 Total 136 24 154 26 
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