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Abstract  Teacher turnover poses a significant threat to 

the quality and equity of education in Ethiopia. This study 

investigated the multifaceted causes of teacher attrition in 

the Central Gondar Zone, employing a concurrent 

mixed-methods design. Data were collected from 168 

teachers and two woreda education experts through 

surveys, focus groups, and archival analysis (2012–2024). 

The findings identified inadequate remuneration and poor 

living conditions as the most severe concerns. A multiple 

linear regression analysis revealed that job satisfaction was 

the most powerful predictor of turnover intention (β = -0.62, 

p < .001), accounting for 35.5% of its variance (R² = 0.355), 

representing a large effect size. Archival data revealed a 

concerning 25–35% increase in turnover rates over the past 

decade. Grounded in Mason and Matas' (2015) four-capital 

model, the analysis underscores that deficits in social and 

psychological capital, which are directly influenced by 

school-level leadership, are critical drivers of attrition. 

Qualitative findings revealed three key themes: 

disconnected leadership, perceived unfairness, and 

inadequate advocacy. The study concludes by proposing a 

practical, four-dimensional leadership framework for 

school directors, positioning them as pivotal agents of 

retention through strategic advocacy, community 

engagement, and targeted teacher support. This research 

contributes a context-specific, actionable strategy for 

mitigating the teacher turnover crisis in 

resource-constrained educational systems. 

Keywords  Teacher Turnover, Job Satisfaction, School 

Leadership, Teacher Retention, Four-Capital Model, 

Ethiopia 

1. Introduction

Education is a fundamental driver of sustainable 

development, human capital formation, and 

socio-economic progress. In Ethiopia, despite significant 

expansions in access, the education system continues to be 

hampered by pronounced disparities in quality [1]. Within 

this context, teachers are the cornerstone of educational 

delivery, yet their effectiveness is undermined by 

persistently high turnover rates. This attrition disrupts 

instructional continuity, imposes substantial financial costs 

for recruitment and training, and negatively impacts 

student achievement [2]. The problem is particularly acute 

in regions like the Central Gondar Zone, which faces 

compounded challenges of infrastructure deficits and 

post-conflict recovery. Here, annual teacher turnover rates 

of 12–18% consistently exceed national averages [3], 

creating a state of perpetual instability in schools. Existing 

research has rightly emphasized systemic, structural issues 

such as inadequate compensation as primary drivers of this 

exodus [4, 5]. However, a critical gap remains in 

understanding the potential of school-level leadership to 

mitigate attrition despite these systemic constraints. 

The teaching profession in Ethiopia has experienced a 

marked decline in social prestige, and emerging evidence 

highlights the damaging impact of destructive leadership 

practices and widespread burnout on teacher morale [6, 7]. 

Globally, effective school leadership is established as the 

second most significant school-based factor, after 
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classroom teaching, in influencing student learning, 

primarily through its effect on teacher motivation and 

working conditions [8]. The 2024 Global Education 

Monitoring Report further stresses that strong leadership is 

indispensable for creating inclusive, supportive, and 

effective school environments [2]. Nevertheless, localized 

studies in Ethiopia often conclude with broad policy 

prescriptions, failing to translate findings into actionable 

strategies for school principals. 

This study addresses this gap by examining the causes of 

teacher turnover in Central Gondar's primary and 

secondary schools through a management lens. It explores 

the relationship between job satisfaction and turnover 

intentions, analyzes longitudinal trends, and frames its 

findings within Mason and Matas' (2015) four-capital 

retention model [9]. The primary contribution of this paper 

is to pivot from problem identification to solution 

proposition by offering a practical, evidence-based 

leadership framework. This framework is designed to 

empower school directors to become proactive agents of 

teacher retention, thereby contributing to the stabilization 

of educational systems in fragile contexts. 

2. Literature Review 

2.1. Teacher Turnover and the Salience of School-Level 

Leadership 

Teacher turnover, encompassing both voluntary and 

involuntary departures, becomes dysfunctional when it 

results in the loss of effective educators, incurring 

significant financial and educational costs [10]. In Ethiopia, 

turnover is not merely a human resources issue but a direct 

reflection of a school's health and the efficacy of its 

leadership. 

This study focuses specifically on school-level 

leadership, the role of the school director. Within 

Ethiopia's decentralized educational structure, the school 

director is the most immediate leader with the authority and 

proximity to shape the daily professional environment that 

critically influences a teacher's decision to stay or leave 

[11]. As the UNESCO (2024) GEM report affirms, 

principals are instrumental in establishing the supportive, 

collaborative, and safe environments that enable teachers 

to succeed [2]. 

2.2. A Multifaceted View of Attrition Drivers 

The drivers of teacher attrition are well-documented 

globally and resonate profoundly in the Ethiopian and 

broader Sub-Saharan African contexts. Econometric 

studies confirm that substandard salaries remain a primary 

push factor, creating financial distress that compels 

teachers, particularly females, to seek alternative 

livelihoods [1, 4]. Concurrently, poor working conditions, 

including overcrowded classrooms, a lack of teaching 

materials, and inadequate physical infrastructure, intensify 

job stress and contribute to professional burnout [6]. 

Beyond these structural factors, the literature highlights 

the paramount importance of school-level conditions. Job 

satisfaction, shaped by professional autonomy, positive 

collegial relationships, and, crucially, supportive 

administration, is consistently and inversely related to 

turnover intention [12]. Recent Ethiopian research has 

drawn a direct link between toxic school climates, 

destructive leadership behaviors, and teachers' decisions to 

leave the profession [7]. Furthermore, a perceived erosion 

of societal respect and low parental engagement diminishes 

teachers' sense of value and professional mission [13]. This 

is a domain where an effective school director can enact 

tangible change, leveraging strategic community 

partnerships to actively rebuild the school's social standing 

and reinforce teachers' morale. 

2.3. Theoretical Framework: Mason and Matas' 

Four-Capital Model 

To conceptualize this complex issue, we adopted Mason 

and Matas' (2015) four-capital retention model [9]. This 

framework was selected for its comprehensive and 

integrated nature, as it moves beyond reductive, 

single-factor explanations to acknowledge the complex 

ecosystem in which teachers are embedded. Unlike 

leadership frameworks that focus predominantly on 

instructional leadership (e.g., [14]) or transformational 

leadership (e.g., [15]), the four-capital model provides a 

broader, more holistic lens. It explicitly accounts for the 

material and structural conditions (Structural Capital) that 

are often the primary constraints in resource-constrained 

settings like Ethiopia, while also capturing the relational 

(Social Capital), psychological (Psychological Capital), 

and developmental (Human Capital) dimensions that are 

the traditional focus of school leadership models. This 

makes it uniquely suited for analyzing retention in contexts 

where systemic challenges and school-level leadership are 

inextricably linked. 

The model posits that sustainable teacher retention 

requires strategic investments in four interrelated forms of 

capital: 

 Structural Capital: The tangible foundations of the 

profession, including adequate remuneration, benefits, 

physical infrastructure, classroom resources, and 

manageable workload conditions. 

 Social Capital: The relational fabric of the school, 

encompassing collaborative relationships among staff, 

supportive and fair administrative leadership, positive 

teacher-student interactions, and constructive 

engagement with parents and the wider community. 

 Psychological Capital: The internal, affective states 

of teachers, including job satisfaction, professional 

commitment, self-efficacy, resilience, and overall 

emotional well-being. 
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 Human Capital: The dimension of professional 

growth, involving the development of teachers' 

knowledge and skills through high-quality 

pre-service preparation, structured induction, 

continuous professional development, and clear 

pathways for career advancement. 

A key strength of this model is its emphasis on the 

dynamic interactions between these capitals. For instance, 

an investment in Human Capital (e.g., a skills-upgrading 

workshop) can enhance Psychological Capital (e.g., 

self-efficacy), but this positive effect is mediated by the 

state of Social Capital (i.e., a supportive leadership that 

encourages the application of new skills). Conversely, a 

deficit in Structural Capital (e.g., a low salary) can deplete 

Psychological Capital (e.g., cause financial stress), a 

relationship that can be either exacerbated by poor Social 

Capital (e.g., an unsympathetic principal) or mitigated by 

strong, and supportive collegial networks. 

Our study not only applies this model but also seeks to 

refine it by testing its utility in the Ethiopian context. 

Specifically, we explore whether the model's proposed 

interactions between capitals hold true and whether one 

capital, particularly Social Capital as manifested through 

leadership, might serve as a critical lever that influences 

the effectiveness of investments in the others. 

3. Materials and Methodology 

3.1. Research Design 

A concurrent mixed-methods design was employed to 

thoroughly investigate the phenomenon of teacher turnover. 

This method allowed for the collection of both extensive, 

generalizable quantitative data and in-depth, contextual 

qualitative insights, enhancing the validity and reliability 

of the results through methodological triangulation [16]. 

3.2. Instrument Development and Pilot Study 

A rigorous process of instrument development and 

validation was undertaken. Initially, a structured 

questionnaire and semi-structured focus group guides were 

drafted to operationalize the constructs of the four-capital 

model. Before the main study, a pilot test was conducted 

with a separate cohort of 30 teachers from a 

non-participating woreda. The pilot served multiple critical 

functions: it assessed the clarity, relevance, and face 

validity of all items; it allowed for the refinement of 

question wording and translation into Amharic; and it 

enabled a preliminary assessment of the instruments' 

psychometric properties. The internal consistency 

reliability of the pilot survey was calculated, yielding a 

Cronbach's alpha of 0.79. Based on pilot feedback and 

analysis, several items were refined, resulting in a final 

instrument with a strong Cronbach's alpha of 0.82, 

indicating good reliability for the research context. 

3.3. Population, Sampling, and Data Collection 

Data collection for the main study was conducted over a 

focused eight-week period from March to April 2024. The 

target population for the main study was 1,670 teachers 

across 73 government primary and secondary schools in 

the Central Gondar Zone during the 2014 E.C. academic 

year. A stratified random sampling technique was 

employed, with the sampling frame stratified by school 

level (primary versus secondary) and geographic location 

to ensure proportional representation. This process resulted 

in a final participant group of 168 teachers, yielding a 

response rate of approximately 85% from the selected 

schools. Additionally, two woreda education experts were 

purposively selected for their specialized knowledge of 

policy implementation and archival data. Data collection 

adhered to a strict protocol, utilizing the finalized 

questionnaire (which included both Likert-scale and 

open-ended items), semi-structured focus group 

discussions, and systematic extraction of archival turnover 

data from official MOE reports (2012-2024). All 

participants provided informed consent, and procedures to 

ensure data anonymity and confidentiality were rigorously 

followed, as approved by the University of Gondar's 

Institutional Review Board. 

3.4. Data Analysis 

Quantitative data were analyzed using SPSS version 22. 

Descriptive statistics (means, standard deviations, 

frequencies, percentages) were computed to summarize 

participant characteristics and key variables. Inferential 

analyses included Pearson correlation to examine bivariate 

relationships and multiple linear regression to identify 

significant predictors of turnover intention. For the 

regression analysis, we report the effect size using R², with 

Cohen's (1988) guidelines indicating that an R² of 0.355 

represents a large effect size in behavioral sciences [17]. 

Qualitative data from open-ended responses and focus 

groups were transcribed, translated, and analyzed using a 

systematic thematic analysis process. This involved a 

six-phase approach: (1) familiarization with the data; (2) 

generating initial codes; (3) searching for themes; (4) 

reviewing themes; (5) defining and naming themes; and (6) 

producing the report [18]. To ensure reliability, two 

researchers independently coded a 20% subset of the 

transcripts. An inter-rater reliability (IRR) analysis using 

Cohen's Kappa was performed, which yielded a score of 

0.78, indicating substantial agreement. Discrepancies were 

resolved through discussion until consensus was reached. 
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4. Results 

4.1. Demographic Profile of Participants 

The demographic composition of the 168 participants 

reflected known national trends, with a male predominance 

(59%, n=99). A U-shaped age distribution was observed, 

with substantial proportions of teachers in both 

early-career (18% under 30 years) and late-career (25% 

over 50 years) phases, indicating systemic vulnerability to 

turnover at both career entry and exit. A significant portion 

of the workforce (47%, n=79) possessed over 25 years of 

experience, signaling an impending retirement wave that 

could exacerbate turnover challenges. The full 

demographic breakdown is presented in Table 1. 

Table 1.  Demographic Characteristics of Participants (N=168) 

Characteristic Category Frequency Percentage (%) 

Gender Male 99 59 

 
Female 69 41 

Age (years) <30 30 18 

 
31–40 45 27 

 
41–50 51 30 

 
>50 42 25 

Teaching Experience 

(years) 
<6 11 7 

 
6–10 33 20 

 
11–15 20 12 

 
16–20 25 15 

 
21–25 11 7 

 
>25 79 47 

Educational 

Qualification 
Diploma 83 49 

 
Bachelor's 70 42 

 
Master's 15 9 

Note: Percentages are rounded to the nearest whole number. 

4.2. Perceived Causes of Teacher Turnover 

Quantitative results identified five major causes of 

turnover, ranked by their mean scores. Inadequate salaries 

(M=4.67, SD=0.72) and poor living conditions (M=4.48, 

SD=0.81) were the most severely rated factors. These were 

followed by societal disrespect (M=4.30, SD=0.92), 

general job dissatisfaction (M=3.78, SD=1.22), and 

career-related stress (M=3.55, SD=1.34). 

4.3. The Central Role of Job Satisfaction 

A Pearson correlation analysis revealed a strong, 

statistically significant negative relationship between 

overall job satisfaction and turnover intention (r = -0.65, p 

< .01). This relationship was illuminated by notably low 

satisfaction scores in specific subdomains, particularly 

benefits (M=2.05, SD=1.18) and administrative support 

(M=2.62, SD=1.24), quantitatively highlighting critical 

deficits in the school's support structure. 

4.4. Regression Analysis on Turnover Intention 

A multiple linear regression was constructed to predict 

turnover intention. The model was statistically significant 

(F (5,162) = 17.80, p < .001) and explained 35.5% of the 

variance in turnover intention (R² = 0.355). Of all the 

variables entered into the model including gender, age, 

experience, and qualification, job satisfaction was the only 

statistically significant predictor (β = -0.62, p < .001). The 

complete results of this regression analysis are detailed in 

Table 2. 

4.5. Archival Trends and Teacher-Proposed Strategies 

Analysis of archival data from the Ministry of Education 

revealed a significant and concerning upward trend in 

teacher turnover over the past decade, with rates climbing 

from 8% (approximately 134 teachers) in 2012 to 13% 

(approximately 220 teachers) in 2024, representing a 25–

35% overall increase. When asked to propose solutions, 

teachers most strongly endorsed salary enhancement 

(M=4.54, SD=0.94), followed by relevant in-service 

training (M=4.31, SD=0.96) and structured induction 

programs (M=4.28, SD=0.99). 

Table 2.  Multiple Linear Regression Results Predicting Turnover Intention 

Predictor Coefficient (β) Std. Error t-value p-value 95% CI Lower 95% CI Upper 

Constant 6.173 0.354 17.46 <.001 5.475 6.871 

Job Satisfaction -0.620 0.068 -9.05 <.001 -0.755 -0.484 

Gender 0.077 0.277 0.28 .782 -0.470 0.623 

Age Group -0.006 0.166 -0.04 .970 -0.334 0.322 

Experience Group -0.083 0.111 -0.75 .454 -0.302 0.135 

Qualification 0.066 0.207 0.32 .752 -0.343 0.474 

Note: R² = .355; Adjusted R² = .335; F (5,162) = 17.80, p < .001. CI = Confidence Interval. 
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4.6. Qualitative Themes on Leadership and Turnover 

The thematic analysis of open-ended survey responses 

and focus group discussions provided rich, contextual 

depth to the quantitative findings. Three major themes 

emerged, directly illuminating the role of school leadership 

in teacher turnover. These themes are summarized in Table 

3. 

These themes directly complement the quantitative data, 

providing a narrative explanation for the low satisfaction 

with administrative support (M=2.62) and illustrating how 

deficits in Social Capital manifest in daily school life. 

5. Discussion 

This study provides a comprehensive, evidence-based 

analysis of the teacher turnover crisis in the Central Gondar 

Zone. The findings not only confirm the severity of the 

problem but also elucidate the underlying mechanisms, 

offering a clear and actionable path for intervention 

centered on school-level leadership. 

5.1. Synthesis and Interpretation of Findings 

The longitudinal archival data present an unambiguous 

picture of a system in distress. The 62.5% increase in the 

turnover rate over a twelve-year period is a stark indicator 

of systemic dysfunction. The demographic profile of the 

teaching workforce, with its U-shaped age distribution, 

reveals a pipeline that is leaking at both ends: early-career 

teachers are becoming disillusioned and leaving, while a 

large cohort of experienced veterans is approaching 

retirement, portending a further escalation of the crisis. 

The most salient finding of this study is the powerful 

mediating role of job satisfaction. The regression analysis 

definitively identifies it as the primary driver of turnover 

intention, with a large effect size (R² = .355) indicating that 

over one-third of the variance in teachers' plans to leave 

their jobs can be explained by their level of job satisfaction 

alone. This is a substantial proportion, underscoring the 

critical importance of this psychological factor. 

However, our data drills deeper into the sources of this 

satisfaction. The exceptionally low scores in the 

"administrative support" subdomain point unequivocally to 

a critical deficit in Social Capital and a failure of leadership 

at the school level. This quantitative evidence is given a 

human face by the qualitative data from focus groups, 

where teachers frequently expressed feelings of 

professional isolation, a lack of recognition, and frustration 

with unsupportive and uncommunicative school directors. 

Interpreting these findings through the lens of the 

four-capital model [9] reveals a clear cascade of effects. A 

profound shortfall in Structural Capital (inadequate 

salaries and poor living conditions) creates a baseline of 

professional hardship that depletes teachers' Psychological 

Capital (leading to stress and dissatisfaction). However, 

our analysis suggests that the negative impact of these 

structural deficits is not inevitable. It is dramatically 

amplified by weak Social Capital (i.e., poor leadership). 

Conversely, strong, supportive leadership can serve as a 

crucial buffer, helping to sustain teachers' Psychological 

Capital and fostering retention even in the face of persistent 

structural challenges. This aligns with the global consensus 

that effective school leadership is a key determinant of a 

supportive and resilient school environment [8, 2]. 

Our findings both support and refine Mason and Matas' 

(2015) model. We confirm the model's core premise that 

the four capitals are interrelated. However, in the Ethiopian 

context, our data suggests a hierarchical relationship where 

Social Capital, embodied by school leadership, acts as a 

"gateway capital." Effective leadership appears to be a 

prerequisite for optimizing investments in Human Capital 

(e.g., by ensuring professional development is relevant and 

supported) and for buffering the negative effects of deficits 

in Structural Capital on Psychological Capital. This 

positions school directors not merely as managers of one 

capital, but as the central architects of the entire capital 

ecosystem within a school. 

5.2. An Integrated Leadership Framework for 

Retention 

Based on this integrated understanding, we propose a 

practical leadership framework designed to empower 

school directors to strategically manage all four capitals 

within their sphere of influence. This framework translates 

the diagnostic power of the four-capital model into a set of 

actionable leadership roles. The proposed framework is 

outlined in Table 4. 

Table 3.  Major Qualitative Themes on Leadership and Teacher Turnover 

Theme Description Representative Quote 

1. The 

Disconnected 

Director 

Teachers consistently described school leaders as 

administratively focused but relationally absent, failing to 

provide instructional support or address professional concerns. 

"The director only sees us during morning assembly. He 

doesn't know the challenges we face in the classroom. 

When we have a problem, there is no one to listen." 

2. The Unfair 

Arbiter 

A strong perception of favoritism, inequitable workload 

distribution, and a lack of transparency in decision-making 

eroded trust and morale. 

"Some teachers are given lighter duties and better 

resources because they are close to the director. The rest 

of us carry the burden without any recognition." 

3. The Missed 

Advocacy 

Opportunity 

Teachers expressed frustration that school directors did not 

effectively advocate for them with higher-level authorities, 

leaving them to grapple with systemic issues alone. 

"Our principal should be our voice to the woreda, but he 

is silent. We have no housing, no materials, and he does 

nothing to fight for us." 

 



  Universal Journal of Educational Research 13(6): 110-116, 2025 115 

 

Table 4.  A Four-Dimensional Leadership Framework for Teacher Retention 

Capital Dimension Leadership Role Key Actions 

Structural Capital The Advocate Systematically collect data on teacher turnover and its impacts; formally present evidence 

to the woreda and regional education bureaus to lobby for improved salaries, housing 

allowances, and hardship post supplements. 

Social Capital The Connector Proactively build community partnerships through regular "open house" events and 

teacher appreciation days; internally, foster collaborative teacher teams and ensure all 

administrative practices are fair, transparent, and supportive. 

Psychological Capital The Supporter Conduct anonymous school climate and satisfaction surveys and, critically, act on the 

results; implement "stay interviews" to understand retention factors; publicly and 

consistently recognize teacher achievements. 

Human Capital The Developer Establish a robust, structured mentoring and induction program for novice teachers; move 

beyond one-size-fits-all in-service training by differentiating professional development 

based on teacher needs and career stage. 

 

This framework positions the school director not as a 

passive administrator but as a proactive, multi-faceted 

leader who is central to the retention ecosystem. The roles 

of Advocate and Connector address the extrinsic factors of 

resources and respect, while the roles of Supporter and 

Developer directly target the intrinsic motivators of 

satisfaction and growth, which our data shows are 

paramount. 

6. Conclusion and Implications 

This study concludes that teacher turnover in Central 

Gondar is a complex issue caused by interconnected 

failures across the structural, social, psychological, and 

human capital facets of the educational system. While 

macro-level policy reforms are undeniably necessary to 

address the core deficits in Structural Capital, our findings 

strongly indicate that effective school-level leadership is 

the crucial, yet often under-utilized, catalyst for change. 

The data shows that a principal's ability to foster strong 

Social and Psychological Capital can greatly influence a 

teacher's decision to stay in the profession, even in difficult 

systemic conditions. 

The proposed four-dimensional leadership framework is 

more than just a theoretical idea; it is a practical call to 

action. It offers school directors a clear guide to transform 

from passive managers into active Advocates, Connectors, 

Supporters, and Developers. For educational authorities at 

the woreda, zonal, and regional levels, the implications are 

clear: supporting, training, and empowering school 

directors in these roles should be a strategic priority. This 

includes providing them with essential training in 

data-driven advocacy, community engagement, and 

supportive leadership practices. 

6.1. Policy and Practical Implications 

 For School Directors: Adopt the multi-faceted 

leadership roles outlined in the framework, moving 

beyond traditional administrative duties. 

 For Woreda Education Offices: Incorporate the 

principles of the four-capital framework into principal 

training programs and performance evaluations. 

 For Regional Education Bureaus: Develop policies 

that empower school directors as advocates and 

provide resources for leadership development. 

 For Teacher Colleges: Integrate leadership 

awareness and community engagement skills into 

pre-service teacher education. 

6.2. Limitations and Avenues for Future Research 

While this study provides valuable insights, several 

limitations should be noted. The cross-sectional design 

allows for the identification of strong associations but not 

definitive causal relationships. The geographic focus on 

one zone, while providing depth, limits the generalizability 

of the findings to all Ethiopian contexts. Future research 

should employ longitudinal designs to track teachers' 

career paths over time and to establish causality between 

leadership practices and retention outcomes. Additionally, 

research that tests the implementation and efficacy of the 

proposed leadership framework in diverse Ethiopian 

regions would be a valuable contribution. 

Piloting, evaluating, and scaling this leadership-focused 

approach is an essential step towards stabilizing the 

teaching workforce. Ultimately, securing a qualified, 

motivated, and stable body of teachers is the indispensable 

foundation for building an equitable and quality education 

system for all Ethiopian children. 
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