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ABSTRACT
The main purpose of this study was to examine the management strategies on
teachers‟ turnover in private secondary schools in Tanzania. Specifically, the study
explored the forces, consequences and the management strategies of teachers‟
turnover in private secondary schools. The study employed descriptive design, while
mixed research approach was used. The data were collected through questionnaires
and interviews. About 62 respondents were involved in questionnaires tips whereas
13 responded to interview tips, thus, making a total of 75 respondents. The findings
of the study indicated that the forces for teachers‟ turnover were inadequate salary,
loss of group cohesion, poor working condition of the school, administrative
problems, teachers‟ lack of initial preference to teaching profession and lack of
opportunity for further education. Moreover, the study found that teachers‟ turnover
leads to various effects in school such as incurred cost in schools, poor performance
of the school as well as students, low education quality, students‟ mobility and it is
difficult to establish a cohesive school working team. In addition to that, the
management strategies that the study identified were: reviewing the teacher‟s
salaries, provision of better accommodation, promotion based on qualification and
experience, provision of adequate working facilities, good working environment and
change of leadership style. The study recommends that all stakeholders especially
directors of private secondary schools and heads of schools should consider putting
in place policies and strategies that will attract and retain teachers to ensure better
retention rates for the good of the whole education system in Tanzania.
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CHAPTER ONE
INTRODUCTION
1.1 Background to the Problem
Teachers play a critical role in the society and education system. Apart from
teaching, they influence good values, morals and behaviours to the extent that they
act as a mirror for students and other people. However, in several parts of the world,
the role of teachers in teaching or education system is disturbed by their turnover
(Hammerness, 2008).
Globally, there are different levels of teachers‟ turnover. The concern about teachers‟
turnover in private secondary schools has been acknowledged and is reported widely
as a global phenomenon (Kavenuke, 2013). It is a critical challenge to educational
systems to manage the teachers‟ turnover (Sinyolo, 2007). Therefore, this might be
among the critical issues that may affect the quality of education delivery.

In Europe, particularly England, the labour market for teachers is prominent. Teacher
payments are almost determined by the level of education and teaching experiences
(Smithers and Robinson, 2004). Although wage differences between teaching and
non- teaching personnel are clearly relevant, to understand the extent of teachers‟
mobility from teaching to non-teaching jobs (Chaplain, 2008), in some parts of
Europe, the national teacher wage system pointed out that teachers also search across
schools in order to find a match which satisfies their preferences with regard to nonwage job characteristics (Vandenberghe and Tremblay, 2008). On the other hand, in
Britain, teacher turnover is reported as a national crisis (Stuit and Smith, 2009). The
study indicated that teachers‟ turnover is caused by job dissatisfaction, low salary,
inadequate support from administration, management problems, poor motivation,
1

poor working environment, and poor communication

between

teachers

and

administration affect retention of teachers. Due to high teachers‟ turnover in Britain,
eventually resulted into high cost especially in recruitment of new staffs. On the
other hand, Barmby (2006), identified other effects of teachers‟ turnover. These
effects are such as resulting into incurring of costs in schools, reducing school
performance as well as students, resulting to low education quality and students‟
mobility.

Mackenzie and Santiago (2005) also reveal that the situation is worse in Sweden,
Germany and New Zealand as far as teachers‟ turnover is concerned. In these areas,
teachers‟ turnover is aggravated by the condition of working place and job
satisfaction of teachers. Consequently, the turnovers have been resulting into teachers
leaving the occupation and opting for other occupations with more green pastures.
The observation shows that, in both public and private schools, high quality teachers‟
turnover is too high. This turnover is not only high but also costly (Achinstein et al.,
2010).
In the United States of America, for example, teachers‟ turnover ranges between 16%
to 20% of all teachers that choose to leave schools (Mulkeen and Crow, 2010). In
this context, teachers with the most competitive academic profiles, based on their
undergraduate careers are more mobile than other levels of education (Cooper and
Alvarado, 2006).
In Japan, there have been numerous reports of the continuing trend of high teachers‟
turnover in one area or another, as a consequence of the increasing volume of trade
and investment as well as a greater degree of freedom in skilled labour migration in
the region. Thus, there has been an active reform movement which increases
2

teacher‟s preparation requirements and the level of evaluation and accountability to
teachers (Drury and Baer, 2011). This reform movement is also found in the United
State as it is reported by Finster (2013), that the causes of teachers‟ turnover are poor
working conditions, dissatisfaction and poor organization. Additionally, according to
Finster (2013), the turnover usually leads to poor students‟ performance.

Most of the African countries are said to be grappling with serious teacher shortages
due to high rate of turnover. Matune and Orodho (2014) indicate that teachers‟
turnover in private secondary schools in Zambia and Malawi is high. Again, the
Human Sciences Research Council for the Education Labour Relations Council
(2005) indicates that, teachers‟ turnover lies at about 55% in South Africa. Also,
Kenya has been experiencing the same problem of teacher‟ turnover (Waititu, 2013).
In Limuru District, for example, teacher turnover rose from 12% in 2010 to 15% in
2011(Waititu, 2013). It has been argued that teachers would leave teaching if they
are not satisfied in meeting their needs (Rogers, 2009). Thus, teachers‟ turnover and
retention strategies that address the sources thereof are therefore essential (Ingersoll,
2011).
Within Tanzanian context, the situation of teachers‟ turnover in private secondary
schools does not differ from the global and regional trends. This teacher turnover is
common to both public and private secondary schools (Ndandu, 2010). The teachers‟
turnover in private secondary schools is attributed to several reasons such as:
employees are not respected and valued by the managers, employees are not well
paid and that there are no plan for bonus, poor leadership in schools and workers
being not involved in decision making (Ndandu, 2010). However, the rate of teacher
turnover is higher in private than in public secondary schools of Tanzania both in
3

rural and urban areas because of poor working conditions and management of
schools (Mngara, 2010).

Also, the expansion of private secondary education in Tanzania is faced by many
challenges, including teachers‟ turnover. It is argued that, generally, teachers‟
turnover is attributed by management problems. Mpokosa and Ndaruhutse (2008),
argue that extensive and persistent differences in performances of organizations is
responsible for this. Generally, an organization with a high rate of turnover has lower
achievement than its competitors with low turnover rates. Therefore, it is thought
that, within the Tanzania context, enlightening the heads of schools concerning the
comprehensive skills and knowledge of school management strategies would result
in a significant improvement of teachers‟ recruitment and developmental practices
and higher teachers‟ motivation and overall performance (Mohamed, 2013).
In all those studies, it is revealed that the high rate of teachers‟ turnover leads to
various consequences in which some of them have negatively impacted the provision
of education services in schools. According to Wiswall (2011), excessive teacher
turnover can be costly and detrimental to instructional consistency of performance in
schools. Again, it is very costly for an organization in terms of termination where an
organization is forced to terminated its teachers and therefore at times required to pay
them some benefits. Again, since these teachers leave, the organization is forced to
advertise new , recruit, select, and hire new teachers something which is very costly
(Abbasi, Hollman and Hayes, 2008). Thus, managerial strategies are needed to
ensure the retention of teachers in schools.

4

1.2 Statement of the Problem
Turnover in the teaching profession is a critical challenge in both public and private
schools in Tanzania (Ndandu, 2010). Teachers‟ turnover rates are especially higher
in private secondary schools (Mngara, 2010). As Ingersoll and Merril (2012) argue,
there is a difference between teaching profession and other professions such as
accountancy, law and others which generally attract teachers in contrast to
teaching profession which is seen as a low paying profession. Mngara (2010) sees
the influences of school management towards teacher turnover. His findings were
based on the nature and reasons over the movement of private primary school
teachers from one school to another. Although some studies like that of Mooij (2008)
show that many teachers are shifting from public to private secondary schools, the
fact on the ground is that teachers‟ turnover exists in both public and private schools
in Tanzania (Ndandu,2010).
It is generally held that the teachers‟ turnover rate is higher in private schools
(Mngara, 2010). However, in Mbeya City for example, a study by King (2013)
confirmed that the general teacher turnover was overwhelmingly high in private
secondary schools than public ones. It should be noted that there is a general outcry
concerning teacher turnover especially in private secondary schools in search of
“greener pastures” (Armstrong and Stephen, 2005).
It is important to note however that there is little information on teachers‟ turnover in
literature related to private schools in Tanzania (Ndandu, 2010; Mngara, 2010).
Consequently, little has been done to analyze the forces behind and consequences of
teachers‟ turnover as well as management strategies used to handle or reduce such

5

turnover in private secondary schools. As a result, many stakeholders remain
uninformed on forces and consequences of teachers‟ turnover.

Therefore, it is within this context that the current study was undertaken to uncover
the managing strategies on teachers‟ turnover in private secondary schools as
instrumental in efforts geared towards addressing the problem.

1.3 The Purpose of the Study
The purpose of this study was to investigate the management strategies towards
teachers‟ turnover in private secondary schools in Tanzania.

1.4 Specific Objectives
The specific objectives of this study were:
i.

To investigate the forces behind teachers‟ turnover in private
secondary schools

ii.

To examine the consequences of teachers‟ turnover on school
management in private secondary schools

iii.

To investigate the management strategies used in private secondary
schools in order to reduce the turnover of teachers

1.5 Research Questions
i.

What are the forces behind teachers‟ turnover in private secondary
schools?

ii.

What are the consequences of teachers‟ turnover in private secondary
schools?

iii.

What are the management strategies towards teachers‟ turnover on
school management in private secondary schools?
6

1.6 Significance of the Study
The findings and recommendations of the study are useful and practical in education
management, policy makers and in knowledge base. In practical, it is worth to note
that management is one of the essential components for every school system.
Therefore, the results are helpful to educational managers, administrators and other
stakeholders in Mbeya City and Tanzania in general to reduce the rate of teachers‟
turnover and consequently ensure a stable and motivated employees, specifically
teachers in private secondary schools. For the future turnover this may be managed
through implementation of management strategies that have been recommended in
this study.

On the other hand, for those whose school teachers fall under the Ministry of
Education and Vocational Training, and which happen to have a high turnover, the
study findings are useful to policy makers since it provides invaluable information to
them so as to formulate policies and help teachers to work effectively.

In knowledge base, the findings of this study contribute to the existing literature on
management based on strategies for improving the general performance of schools.
Also, the study findings provide a stepping stone upon which other scholars and
researchers can stand on and conduct further studies on the dynamics of turnover in
the education sector and other related sectors.

1.7 Delimitation of the study
The delimitation shows the scope of the study. The focus of this study was on
investigation of the management strategies of teachers‟ turnover in Mbeya City in
which only private secondary schools in Mbeya City were involved. The study was
delimited to 8 (34.8 %) selected private secondary schools out of 23 such schools in
7

Mbeya City. The schools included in the study were only those whose heads had
stayed in leadership position for at least one year.

In addition, the sample sizes for this study constituted of teachers, heads of schools
and departments, City Educational Officials as well as school inspectors for Mbeya
City. The study focused on forces behind teachers‟ turnover, the academic
consequences and the management strategies used in private secondary schools to
reduce such turnover in Mbeya City.

1.8 Limitations of the Study
The study on management strategies towards teacher turnover in private secondary
schools within Mbeya City met different limitations. Some of them are presented
below-

First, some school heads in private secondary schools were not ready to provide
information on their leadership practices because of fearing to lose their job,
especially where school owners restricted them from disclosing certain information
about their schools. Hence to overcome this limitation, the researcher used his
interpersonal skills related to the study theme to educate the owners of the schools as
well as the school heads that the purpose of the study was for academic reasons and
the findings would help to improve their schools‟ well-being. Again, the findings
from the study would not be communicated to any organization, except the
government which in turn might come up with positive solutions to improve their
schools and hence overcome the problem of teachers‟ turnover.
Another limitation was on getting teachers to take part in the questionnaire. This was
due to the fact that, the researcher was not able to notice the willingness and
8

awareness of teachers on various issues about management styles used and their
relationship with their school heads. This situation limited the acquisition of certain
information on the management styles of such school heads as some were not aware
of certain information or they talked in favour of their school heads‟ management
styles. To overcome this limitation, the researcher educated them that the study was
not focused on the school management whatsoever.

Lastly, some respondents, particularly teachers were unwilling to give the researcher
the required cooperation especially in filling the questionnaires because they expected
to get some money from the researcher. Therefore, clear explanation was given to
them about the purpose of the research, and its beneficial effects to them, to the
school and the nation at large. Thereafter, they understood and fully participated in
the study.

1.9 Definition of Terms
Management is the process of reaching organizational goals by working with and
through people and other organizational resources. Management has the following
characteristics; it is a process or series of continuing and related activities, it involves
and concentrates on reaching organizational goals working with and through people
and other organizational resources.

Private secondary school means a school that was built by individuals or NonGovernmental Organization and it is run by individuals or Non-Governmental
Organization.

School manager is the owner of a private secondary school.

9

Strategy refers to the determination of the basic long-term goals and objectives of an
organization (school) and the adaptation of courses of action and allocation of
resources for realizing these goals.

Management strategy is a future oriented conception in which the relationship
between the industry and the environment (pattern for adapting to the environment)
is described and it forms the guiding principles for the people in the industry for
decision making. Management strategies form the guiding principles which may vary
from industry to industry or school to school. However, they play a fixed role
towards the behaviour of each industry or school.

Teacher -refers to an individual who has undergone professional training and
employed by the Teachers Service Commission (TSC) to teach in a public secondary
school.

Teacher turnover refers to the rate of departure among teachers who either quit
teaching or transfer themselves to other schools for a given time frame or period.

1.10 Chapter Summary
The chapter offered the preliminary information about the study. The aspects
discussed in the chapter were as follows: background to the problem, statement of the
problem, purpose of the study, specific objectives of the study, research questions,
significance of the study and limitations of the study. Moreover, the operational
definitions of the key terms used in the study were given and finally a summary of
the chapter was presented. The following chapter is a review of the related literature
to this study.
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CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction
This chapter presents the theoretical framework, conceptualization of teacher‟s
turnover, review of related literature, conceptual framework, research gap and
chapter summary.

2.1 Theoretical Framework
Most of the literatures indicate that there are a number of theories that attempt to
explain employees‟ motivation in different contexts (Koontz and Weihrich, 2007).
This study was guided by Maslows‟Hierarchy of Needs Theory. Maslow‟s theory
was developed by Abraham Maslow in 1943 (Jerome, 2013). It is based on human
behaviour that when the requirements of a person are not met at job, they have a
tendency of not working effectively and efficiently. The behaviour of an individual at
a particular moment is usually determined by his strongest need. Psychologists claim
that needs have a certain priority. The more the basic needs are satisfied, the more an
individual seeks to satisfy the higher needs. If his basic needs are not met, efforts to
satisfy the higher needs are postponed (Prasad, 2007).

Abraham Maslow argued that there are five categories of needs that must be
satisfied before a person can act unselfishly (Griffin, 2011).These needs are
hierarchically arranged starting with the most basic needs which are physiological
needs, followed by safety needs, social needs, the quest for esteem and the selfactualisation being the highest (Koontz and Weihrich, 2007). Maslow argues that the
deficiency of these needs may create tension among the people (Idemobi, 2011).
These five needs as suggested by Maslow are further clarified hereunder:11

Physiological needs are referred to by Maslow as the basic needs for sustaining
human life itself, such as food, water, warmth, shelter, drink, clothing, sex and sleep.
These needs must be satisfied first of all and therefore, they are a powerful
motivating force when thwarted (Koontz and Weihrich, 2007). This need may be
fulfilled through providing houses, free lunch and tea for teachers.

Safety needs; once physiological needs are reasonably satisfied; the safety needs
come. These safety needs are concerned with protection from danger, deprivation
and threat. The safety needs may serve as motivators in such circumstances as
arbitrary management actions and behaviour, which arouse uncertainty with respect
to continued unemployment and unpredictable administration of policy (Tay and
Diener, 2011). An organisation can influence these security needs either positively
through pension schemes, insurance plans, job security and fair treatment or
negatively by arousing fears such as being fired or laid off, or demoted. In order for
students to perform well, they need fences rounding the school environment,
smoothly run and stable environment so as to ensure school attendance.

Social needs; since man is a social being, he/she has a need to belong and to be
accepted by various groups. When social needs become dominant, a person will
strive for meaningful relations with others. If the opportunity for association with
other people is reduced, men often take vigorous action against the obstacles to social
intercourse (Koontz and Weihrich, 2007. In schools, this can influence workers to
form informal groups, supervision and communication system. Such environments
develop where the work is routinely tedious, or over-simplified. This situation is
made worse when workers are closely supervised and controlled, but have no clear
channel of communication with the management. Because workers use most of their
12

working hours in their working environment, most of the love needs should be
fulfilled here.
Esteem needs means how people value you. At this stage, persons would like to feel
that they are worthy, that others also know this and that individuals likewise
recognize that others are worthy (Prasad, 2007). There are two types of esteem
needs: self-esteem and esteem for others. Self- esteem needs include self-respect,
self-confidence, competence, achievement, knowledge and independence. Esteem of
others includes reputation, status, recognition and autonomy. These needs are infinite
and thwarting those results in feelings of inferiority, weakness and helplessness
(Gupta, 2012). It should be noted however that the satisfaction of esteem needs is not
always obtained through mature or adaptive behaviour; it is sometimes generated by
disruptive and irresponsible actions.
Self-actualization needs; these are the needs for realizing one‟s full potential for
continued self-development and for being creative. This includes competence which
implies control over environmental factors both physical and social and achievement
(Gupta, 2012). A man with high intensity of achievement needs will be restless
unless he finds fulfillment in doing what he is fit to do (Tay and Diener, 2011).
Teachers just like other employees have their individual motives based on needs
desires and hopes which energize their behaviour towards the accomplishment of
goals. The most important duty of the school administrator for that reason is to
ensure that the school teachers and students function successfully so as to achieve
results.
Basing on these five levels, Maslow‟s hierarchy is seen as a systematic way of
thinking about different needs of employees which they may have at any given point
13

and it explains different reactions they may have to similar treatment. The most
important thing in Maslow‟s Hierarchy of Need Theory is that the author emphasizes
that workers, in this respect, teachers, will stay in their schools so long as their needs
are fulfilled and that they are motivated. Failure to meet their needs would
automatically call for leaving hence teachers‟ turnover (Randhawa, 2007). Therefore,
Maslow‟s Hierarchy of Need Theory has some practical implications to
teachers‟ motivation and education. For example, teachers need to have their basic
needs satisfied. If these needs are not satisfied, they are not likely to function
effectively; they cannot be expected to contribute their best to organisational
performance.

The study focused on the level of Physiological needs, Safety needs and Social
needs. Physiological needs would make it possible to have houses, free lunch and tea
for teachers in schools. Safety need may be realized for employees (teachers) by
having fulfilled such as their needs having pension schemes, insurance scheme/plans,
job security and fair treatment in schools. Also, Social needs in school context can
influence teachers to form informal groups, and clearly close supervision and control
among them. Therefore, by using this theory, this study was interested in establishing
whether teachers‟ turnover is only driven by their desire to satisfy their needs or
whether there are other reasons. Thus, the Maslow‟s Hierarchy of Needs Theory
provides a continuum of factors that can be explored to understand the factors that
teachers find most important and likely to motivate them the most.
2.2 Conceptualization of Teachers’ Turnover
Johnson et al, (2005) note that the literature differentiates between the terms
“turnover,” which refers to teachers leaving a school, “attrition,” which describes
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teachers leaving the profession, and “migration,” which happens when teachers move
from one school to another. Turnover includes three components, the most studied of
which are leaving the teaching employment (commonly referred to as attrition) and
moving to a different school (commonly referred to as school transfer or as teacher
migration). A third, component is teaching area transfer, such as the transfer of a
teacher from an assignment in special education to one in general education. Thus,
teacher turnover refers to the rate of departure among teachers either quitting the
teaching to other professional or transferring to other schools for a given time frame
or period.

Kang and Berliner (2012) distinguish between types of teacher turnover: voluntary
and involuntary. Voluntary turnover occurs when a teacher leaves his or her post
willingly, while involuntary turnover means the teacher is reassigned to a new school
or leaves the profession because of circumstances beyond his or her control.
Voluntary teacher turnover is either avoidable or unavoidable and explains that
avoidable teacher turnover is the negative consequence of factors like job
dissatisfaction which are within schools‟ control (Ladd, 2011). For this study, both
ideas from Johnson et al, (2005) and Kang and Berliner (2012) were used to
understand the concept of teachers‟ turnover as turnover that is both voluntary and
avoidable.

2.3 Review of Related Literature
This section presents the review of related literature on management strategies,
forces, and the consequences of teachers‟ turnover in secondary schools.
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2.3.1 Forces for Teachers’ Turnover in Private Secondary Schools
There are different forces of teachers‟ turnover. Berliner (2012) provides two
categories of forces which are involuntary and voluntary. Voluntary forces of
teachers turnover includes job dissatisfaction, limited avenues for promotions and
professional growth due to unsupportive school and government policies, availability
of new employment opportunities

in the competitive sector, unconducive

environment, poor management and administrative support. These promote more
teacher turnover since unqualified administrators do not always struggle to find
trained teachers. On the other hand, involuntary forces are involved when a teacher is
resigned to a new school or leaves the profession because of circumstances beyond
his or her control such as budget cut.

In specific terms, Matune and Orodho (2014) cite that poor working condition is the
primary force for high teacher turnover in the world. However, the main forces for
high teachers‟ turnover are job dissatisfaction among teachers as the results of poor
motivation and wages or salary, limited opportunities for promotions and
professional growth due to unsupportive school administration bodies and
government policies (Anangisye, 2011). Apart from that, leadership styles and
interpersonal relationships among teachers themselves negatively influence teachers‟
attitude towards teaching hence quitting their job. Other forces behind teachers‟
turnover are poor remuneration that is, very low wages or salary causing search for
green pastures and lack of job security.
Also, teachers‟ turnover in Africa is associated with organizational conditions such
as job dissatisfaction, size of the work unit, promotion prospects, pay levels and
supervision factor (Ongori, 2007). The study conducted in South Africa by Lewis
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(2008) on employee turnover revealed that, in 2005, the labour turnover in an
organization was 11.60%, in 2006 was 13.49% and in 2007 was 11.37%. It is broadly
believed that voluntary turnover adversely affects the organization capability. As a
result, it is better to retain employees than incurring operating expenses of recruiting
and training, transfer or hiring (Ingersoll, 2011). Similarly, in most African countries,
the phenomenon of teacher turnover is associated mainly with a lack of adequate
salaries, allowances, housing, shortage of teachers and promotion. Also, many
teachers are reportedly leaving the profession for greener financial pastures
(Gitomer, 2007).

The relationship between the organization and its members is influenced by what
motivates them to work and the rewards and fulfillment they derive from it. The
nature of the work organization, styles of leadership and the design and content of
jobs can have a significant effect on the satisfaction of staff and their levels of
performance. The manager needs to know how best to elicit the co-operation of staff
and direct their efforts to achieving the goals and objectives of the organization.
School management strategies have brought big challenges in the world today.
Organizational conditions pertaining to administrative support, teacher input in
decision-making, salary, and aspects of school culture have been associated with
higher rates of turnover (Muralidharan et al, 2008)

The study conducted by Candle (2010) in Waikiso District in Uganda revealed that
most of the teachers quit because of poor management styles. It was found that most
of the teachers were not sure of whether they would still have their jobs in the next
years. Job security is an impossible dream in most of these private secondary
schools. Teachers only have their jobs at the mercy of the school directors and the
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heads of schools. Such uncertainties force many to leave in search for stable jobs.
Apart from that, the failure by the administration to value teachers leads to teacher
turnover in many private secondary schools. It is generally believed that teachers in
private secondary schools are given less value and instead a lot of value is attached to
the students they teach and who are considered customers and therefore assets. This
situation creates discontent among teachers, thus increasing the number of them who
quit the school or profession.

Labour turnover is also influenced by the availability of new employment
opportunities of employment in the competitive sector (Mutune and Orodho, 2014).
High quality teachers are among those are most likely to leave, yet they may be the
teachers who are struggling for school development. Therefore, their acts of quitting
lead to the decline of academic performance in school.

Poor economic conditions of the school aggravate the stress to teachers. In this
regard, it influences the rate of staff movement by brain drain in which some experts
move to another country or school (Guin, 2004). At times of economic difficulty,
firms and public sector organizations may have to cut back severely on employee
numbers, leading to redundancies and early retirements. Some of employees may cut
off or reduce monthly payments to workers, all these frustrate teachers hence teacher
turnover.
Teachers‟ turnover is also aggravated by the nature of the job. Most teachers leave
schools because they have been offered better jobs elsewhere. Mulkeen (2010)
affirms this by noting that some people leave because they have been offered better
jobs somewhere else or for a variety of other personal motives.
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The point of departure is the analysis of the impact and extent of turnover, which
includes analyzing the turnover rates (UNESCO, 2009). According to Ingersoll and
Strong (2011), the consequences of turnover are manifested in an increase of costs,
lower productivity and profitability and lower customer satisfaction.
Also, forces behind turnover are determined by some other variables related to
management. In this regard, Kavenuke (2013), cites recruitment and selection
practices, the work itself, compensation, career opportunities and the work
environment. Perda (2013), highlights the lack of both hygiene and motivation
forces, employees' needs, from the physical to self-fulfillment needs as being among
the forces that lead to teacher turnover.

Again, the nature of contracts in schools forces teacher turnover. Factor analysis
revealed by Smithers et al (2005), show that seven components underpinned the
forces of teachers on full-time permanent or temporary contracts for changing
schools. The agreement of contracts between employees and employers in many
schools are determined by many variables. Among them are career development, the
characteristics of the new school, dissatisfaction with the present school, location,
time, pupils and parents and previous experience of the new school (Komba and
Nkumbi, 2008). Many teachers have comparative behaviour in the context of
assessing how the best a particular contract bears. Teachers moving from one school
to another are mainly young, and who are in their first post and have to make three
applications or fewer because of being forced by the nature of contract. Two-thirds of
teachers who are moving from one school to another are coming to the end of fixedterm contracts and are taking permanent contracts. For instance, outer London is the
largest net loser of teachers and the North East and South West are the main gainers
of teachers (Perda, 2013).
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Phases and results also force teachers‟ turnover. There is little movement between
the phases. Secondary school teachers tend to be moving to schools with better
examination results than those they are leaving. A quarter of the secondary teachers
who moved indicated that the examination results of the new school were „of great
importance‟ to them. Hence a result was another attraction (Boy et al., 2008).

A demographic characteristic is another force for teacher turnover. Demographic
characteristics are considered external characteristics like age, marital status and sex.
That is, characteristics not generally within schools‟ and districts‟ control but instead
they are based on the demographics of the population they serve (Benson, 2011).
Guarino et al, (2006), in contrast to Benson (ibid) argue that the working conditions,
entail organizational conditions for which schools and districts are believed to be
partly in control of. In most cases, when a teacher is married to a man who is in other
school or office, it forces a woman to follow him hence this in turn leads to teacher
turnover.

Last but not least, is the professionalism of employers. The role of professionalism to
employers is helpful in mapping national, district and school policies and initiatives
on teacher-related issues, including management, recruitment, training, remuneration,
support and assessment (Falch and Strom, 2004). In this context therefore,
professional employers are able to identify the different teachers‟ needs, their
missions and areas of joint action/discord, profiling teachers‟ academic
qualifications, training levels and contractual status in a selected number of schools,
illustrating the conditions under which teachers work and, to a certain extent, on how
different stakeholders define a quality teacher and how well this matches the reality
of classroom practice and the obstacles for achieving this ideal profile (Bonhomme et
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al., 2011). In this regard, if the employer is not professional, the school will lack or
have a shortage of all roles of employers identified which will force teacher turnover
to a large extent.
2.3.2 The Consequences of Teachers’ Turnover in Private Secondary Schools
The consequences of teacher turnover and attrition are too ghastly to contemplate.
Feng (2010) posits that the impact of turnover results in increased costs to the
organization broadly categorized as separation, replacement, recruitment, selection,
induction and training costs as well as loss of productivity. Muralidharan et al,
(2008), postulate that, staffing problems are created when employees leave the
organization and have to be replaced, especially since teacher turnover is the highest
among new teachers mostly within the first five years.
Teachers‟ turnover disrupts schooling. Perrachione et al, (2008), posit that, this is
especially so when teachers leave the profession during the academic year or whilst
engaged in critical projects in school. Often there is no continuity when they leave.
According to Mampane (2012), turnover influences the performance and
effectiveness of the school since the school as an organization has production
processes requiring extensive interaction among educators and is therefore prone to
suffer when subjected to high rates of turnover. Consequently, turnover disrupts the
quality of school cohesion and performance.

The shortage of educators is perhaps the most significant consequence of teacher
turnover. Podsakoff et al, (2007) point out that it is difficult to fill the vacancies
created by educators who leave the profession. Muralidharan et al, (2008), attribute
the shortage of teachers directly to turnover and posit that about 90% of newly hired
teachers are simply replacements for recent departures. To address this situation, the
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temptation is reportedly the lowering of standards and compromising entry
requirements into teaching (Pandey, 2006).

A number of measures have been taken to address teachers‟ turnover in various
countries. Among others, aggressive recruitment drives, lowering standards for entry
into teaching, provision of allowances as incentives have been employed. However,
these measures seem largely to address attracting people into teaching (Goldhaber,
Gross, and Player, 2007). Therefore, a holistic approach is needed to manage teacher
turnover effectively. This has to address critical sources of turnover, namely,
organizational characteristics in the light of the reasons thereof.

Moreover, the consequences of teacher turnover on student learning could be positive
or negative. They become positive if the new teachers bring new and productive
ideas. They could be negative if important institutional knowledge is lost and
students‟ achievement becomes lower when the turnover is higher (Ronfeld et al.
2012).

2.3.3 Management Strategies towards Teachers’ Turnover in Private Secondary
Schools
A strategy of addressing teachers‟ turnover in schools should be developed
(UNESCO, 2009). This involves, setting turnover standard and selected retention
practices, which include holding executives accountable for employee retention and
satisfaction, recruitment and selection practices, providing opportunities for input to
operating decisions, allowing significant autonomy in job responsibilities, measuring
pay competitiveness and satisfaction consistency, providing career opportunities,
creating a work environment that is preferred by top employees with a propensity to

22

stay and analysing turnover by tracking reasons for leaving (Boe and Sunderland,
2008).

A team should be established to develop possible solutions, define implementation
plans and gain approval and commitment of the organization's executives to the
solutions. Implementation of the strategy requires constant and rigorous
measurement and monitoring of the strategy's effectiveness and the maintenance of
leadership focus on the implementation of the strategy (Kardos and Jonhson, 2010).

Schools including teachers with varied levels should be managed from various levels
in the educational system. In particular, the management roles of school based
managers regarding teachers‟ turnover are limited to instructional leadership and
motivational processes while issues like compensation, service conditions and entry
requirements into teaching are located in the educational departments' domain.
Managing teachers‟ turnover thus requires an approach primarily involving the
educational department (Bush, 2009).

Lowering standards for entry into the teaching as an incentive has been employed.
Hence a holistic approach is needed to manage teacher turnover effectively

(Guin,

2004).Teachers stay on job if physical, social statuses, economic and security aspects
associated with the conditions of their work are satisfied (Turker, 2011).
Furthermore, it is suggested that adequate provision of salary, proper working
conditions, teaching materials, small classes, preparations time and premium pay
prevent dissatisfaction. A scrutiny of these factors if not present in a working place
lowers the morale of the teachers, leading to the turnover intentions (Maicib, 2003).
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Improving employer related factors such as good wages, good supervisions and
better working conditions are potential motivators which can boost teacher‟ morale,
enhance their job satisfaction and reduce turnover (Candle, 2010).
2.4 Conceptual Framework
The Conceptual framework is defined as an abstract or visual material

explaining

how the basic concepts and constructs are likely to interact on the actual settings and
the research study (Robson, 2011). It is the system of concepts, assumptions, beliefs
and theories that support and inform about the research. The conceptual framework
below articulates the pathways by which the study is expected to cause the desired
outcomes. It conceptualizes forces as being partly attributable to high rates of
avoidable teachers‟ turnover in certain types of schools. In particular, it highlights
the disparity in the type and amount of support teachers receive for their work as
encapsulating a major source of forces that influence teacher turnover decisions.
These forces are such as administrative support and management style, teachers‟
houses and lunch and tea for teachers in the environment or place where they work.

Thus, the study categorized the conceptual framework into three independents
variables; that is, organization related factors, employee related and external related
factors. Teacher turnover is looked at as the proportion of teachers that leave
per annum compared to those employed in the same year.

This conceptual

framework shows the interrelationship of different variables such as the reasons
for the teachers‟ turnover, its effects and the management strategies which can
address the teachers‟ turnover.
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Figure 2. 1 : Conceptual Framework
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2.5 Research Gap
Basing on the literature, it is indicated that the problem of teacher turnover is a global
phenomenon. The fact, however, in the literature reviewed there is scarcity of
information on the management strategies, forces and consequences of teachers‟
turnover, especially in Tanzania. This then called a need to address the matter at
hand. Therefore, this study sought to fill this gap by focusing on Mbeya City as an
area of study.

2.6 Chapter Summary
In this chapter, various reviewed literature associated to the present study have been
presented. These include the theoretical framework, conceptualization of teachers‟
turnover, the reviewed literature on management strategies, forces/factors and the
consequences of teachers‟ turnover. At the end, the knowledge gap has been drawn
as well as the adoption of the conceptual framework applied in this study. The next
chapter deals with methodologies applied in this study.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.0 Introduction
This chapter presents the methodological procedures that were used in the process of
data collection and analysis. It includes the research design, research approach, the
location of the study, population of the study, sampling techniques and sample size.
The chapter also provides the methods of data collection, validity and reliability,
ethical issues as well as procedure for data analysis.

3.1 Research Design
Research design is a plan and the procedure for research that spans the decisions
from broad assumptions to detailed methods of data collection and analysis. The
overall decision involves which design should be used to study a topic. Informing
this decision should be the worldview assumptions the researcher brings to the study;
procedures of inquiry (called strategies); and specific methods of data collection,
analysis, and interpretation (Creswell, 2009). In fact, the research design is the
conceptual structure within which research is conducted; it constitutes the blueprint
for the collection, measurement and analysis of data (Kothari, 2004).

Due to the nature of this study, the study adopted descriptive research design. A
descriptive research is a method of collecting information by interviewing or
administering questionnaire (s) to a sample of individuals for collecting information
on people‟s attitudes, opinions and habits on social issues (Creswell, 2007). The
major purpose of using descriptive method in this study was to make it possible to
obtain information related to the current situation of the phenomenon with respect to
the management of teachers‟ turnover in private secondary schools in Tanzania. This
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was done through collecting and analyzing information from secondary school
teachers, heads of schools, school inspectors and Educational Officers in the study
area.

3.2 Research Approach
In this study, a mixed approach was employed whereby both mixed research
approach was employed. Mixed approach is a methodology for conducting research
that involves collecting, analyzing, and integrating (or mixing) quantitative and
qualitative research techniques, methods, approaches, concepts or language into a
single study (Onwuegbuzie and Johnson, 2004). The purpose of this mixed approach
is that both qualitative and quantitative research, in combination, provides a better
understanding of a research problem rather than using a single approach.

Robson (2010), pointed out that, there are two major types of mixed approach
namely: mixed method and mixed model research. In mixed method research, the
researcher uses the qualitative research paradigm for one phase of a research study
and the quantitative research paradigm for another phase of study. On the other hand,
mixed model research is the research in which the researcher mixes both qualitative
and quantitative research approaches within a stage of the study or across two of the
stages of the research process. Onwuegbuzie and Johnson (2004), assert that, mixed
research approach is characterized by: its ability to view human behavior is
somewhat predictable, possessing multiple objectives and the nature of observation
of the study behavior is more than one condition or context.

The selection of mixed approach was largely a response to the nature of this study,
which specifically aimed at examining the management strategies on teachers‟
turnover in private secondary schools. Mixed approach was employed in this study
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due to the facts that: mixed approach normally allows the researcher to provide a
more comprehensive analysis of the research problem; it makes it possible to
integrate quantitative and qualitative data and the analysis of which would offer a
better and deeper understanding of a phenomenon. On the other hand, mixed
approach answered a broader and more complete range of research questions because
the researcher was not confined to a single method or approach, and the researcher
used this mixed approach to strengthen one method and to overcome the weaknesses
in another method.

Basically, the study incorporated both qualitative and quantitative approaches for the
reason that they would facilitate the availability of comprehensive information.
Further, qualitative and quantitative approaches make it possible for the researcher to
gain deeper and clear information, hence knowledge of the topic being studied.

3.3 Location of the Study
The selection of research area is the key component in the study. Kombo and Tromp
(2006) argue that the selection of the research area should be relevant to the research
questions and objectives of the particular study as it influences the usefulness of data
produced.
This study focused on the management strategies on teachers‟ turnover in private
secondary schools in Mbeya City. The reason for the selection of this city as an area
of the study over other areas in Tanzania was that, Mbeya is among the regions
which are mostly affected by the rate of teacher‟ turnover (King, 2013). Therefore,
the selection of the study area ensures the provision of data in the relevant area where
respondents are rich in information following their diverse experience in teaching.
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Geographically, Mbeya City is located at the east-north part of Mbeya Region
between Latitude 80 50 `- 8057` South of Equator and Longitude 33030`- 35035`
East of Greenwich Meridian (see Figure 3.1). It shares borders almost surrounded by
Mbeya Rural in all of its directions (UTR, 2014).

Figure 3.1: Map of Mbeya City

Source: Cartographic Unit, Mbeya City (January, 2016)
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The historical background of Mbeya City is traced back to 1927. The town developed
drastically into large settlement in 1935. In 1955, the town started to expand
enormously following the colonial Government decision to shift the Southern Zone
Province Headquarters from Iringa to Mbeya. In 1980, Mbeya Town was officially
accorded Municipality status. Similarly, in the late 2005, Mbeya Municipality was
promoted to become a City Council. The major ethnic groups in Mbeya City are:
Safwa, Nyakyusa, Nyamwanga, Ndali, Malila, Nyiha and others. According to the
2012 Tanzania National population census, Mbeya City had a total population of
385,279 inhabitants, out of which 182,620 (47%) were male and

202,659

(53%) females. The city population growth rate is 4% compared to the
national average of 2.7% (URT, 2014).
Mbeya City has a mean annual rainfall of 1,200 mm (November –May) while the
mean annual temperature is 25oC ranging from a mean minimum of 110C and
a mean maximum of 280C. These data indicate that the city has a climate with
sufficient rainfall and moderate temperature (URT, 2014).

The ecological systems of Mbeya City allow various economic activities. Some of
them are commerce and trade, agriculture and livestock keeping, small-scale and
large scale industrial production and service provision for example transport, hotel
and medical services a few to mention. It is estimated that 33.3% of city residents
depend on agriculture for livelihood; while 21% are employed in public sectors and
43.4% are engaged in informal sectors, and the remaining 2.3% are involved in other
works (UTR, 2013).
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3.4 Population of the Study
A population is a group of individuals, objects or items from which samples are
taken for measurement (Kombo and Tromp 2006; Panneerselvam, 2007). Also,
Hosea (2006) observed that target population is the population to which the
researcher would like to generalize his/her outcomes. The target population is used to
guide the construction of a list of population, elements or sampling frame, from
which the sample may be drawn (Orodho, 2009).

The target population of this study comprised of:

Secondary schools teachers,

heads of schools, school inspectors and the City Educational Officers. The validation
to employ this population was due to the fact that, this population was believed to
have sufficient and relevant information which would meet the purpose of this study.

3.5 Sampling Techniques and Sample Size
3.5.1 Sampling Techniques
Sampling technique refers to the process of drawing a sample from a large
population. Sampling is used in order to have a representative sample of target
population (Robson, 2010). Therefore, simple random sampling and purposive
techniques were employed for this study.

Simple random sampling is the technique of selecting subjects in which every
element in the population has an equal chance of being selected (Creswell, 2009).
Simple random sampling is used because the respondents are selected without bias
from the accessible population. This is to make sure that each member of the
population has an equal and independent chance of being included in sample as well
as sampling framework which is ready available (Gall et al, 2007). This technique
provides each subject an equal probability of being selected and it is simple and cost
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effective in term of time and funds. For these reasons, the study employed simple
random sampling in selecting teachers and secondary schools in order to eradicate
bias to the respondents.

The study employed simple random sampling for the selection of secondary schools
in Mbeya City where heads and teachers were obtained. Omari (2011) mentioned
that under simple random, each person has an equal chance of being selected. The
researcher had a list of all twenty three (23) secondary schools and used a flip of coin
to select eight secondary schools. These schools were selected to represent other
secondary schools with similar problem under study. In selecting the samples that
were used in this study, simple random sampling was used by folding papers to select
the schools and respondents of the study. Twenty three (23) papers were folded with
each having the name of secondary school; where as a result, eight (8) papers were
picked randomly to represent the schools that were studied.

On the other hand, purposive sampling is an intentional selection of particular units
of the universe that constitute a sample selected out of huge or whole population
(Creswell, 2009). The purposive sampling technique permits the researcher to
employ cases that contain the required information with respect to the objectives of
the study (Morse and Niehaus, 2009). There are several types of cases that are rich
with different information. These are extreme or deviant case sampling, intensity
sampling, maximum variation sampling, homogeneous samples, typical case
sampling, stratified purposeful sampling, critical case sampling, snowball or chain
sampling, criterion sampling, theory-based or operational construct sampling,
confirming and disconfirming case, opportunistic sampling, purposeful random
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sampling, sampling politically important cases and convenience sampling (Gall et
al., 2007).

Within the context of this study, convenience sampling strategy was employed.
Convenience sampling is a technique in which the researcher obtains a convenient
sample by selecting whatever sampling units are accidentally available (Padgett,
2008; Gall et al., 2007). Also, convenience sampling strategy is the way of collecting
information from respondents who are easily accessible to the researcher (Morse and
Niehaus, 2009). In this study, convenience sampling strategy was employed to
sample teachers who were available in the field.

3.5.2 Sample Size
Kothari (2004) asserts that a sample size is a small group of respondents drawn from
a population that the researcher is interested in obtaining information. The sample
size for this study constituted of secondary school teachers, heads of schools, school
inspectors as well as City Educational Officers. Through simple random sampling
strategy, about 62 teachers from eight (08) private secondary schools were involved
in answering the questionnaire guides. Teachers who responded to questionnaires
were selected from the staff roll. Having arranged their names alphabetically,
selection was done through random sampling using the tables of random numbers
provided in. Teachers were involved because they are directly concerned with
academic performance of the students and they know the reasons for their fellow
teachers‟ who absconded in schools. The reasons for picking teachers are tied to the
concept of Kombo and Tromp (2006) who argue that effective population sample
should have some idea of the topic being investigated.
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Also, purposive and convenience sampling was used to select 8 heads of schools who
were sampled because they were accountable and involved in recruiting new teachers
to fill the gaps. On the other side, heads of departments were involved (One City
Education Officer and 4 School Inspectors). The City Educational Officer and School
Inspectors were sampled because of their position that enables them to give
information on the qualification of teachers, accessibility and utilization of them. It
was assumed that this category of respondents knew much about the learning
organization (schools), they even monitored and evaluated the teaching and learning
process. Being stakeholders, they could be relied upon to suggest various ways
through which teachers could be effectively accountable in teaching in secondary
schools. Therefore, the study involved sixty two teachers (62), eight heads of
schools (8), one City Educational Officer (1) and four School Inspectors (4),that
made a total of 75 respondents.

Table 3.1: The Sample Composition
Categories of Respondents

Number of Respondents
Anticipated Respondents

Actual Respondents

Teachers

62

62

Heads of schools

08

08

City Education Officers

01

01

School Inspectors

04

04

TOTAL

75

75

Source: Field Data, 2016

3.6 Methods of Data Collection
Data collection is a systematic way of gathering information which is relevant to the
research purpose or questions (Kombo and Tromp, 2006). This study employed
interviews and questionnaire methods for data collection. The purpose of using
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interview was to cater for the qualitative analysis of data whereas questionnaires
facilitated quantitative analysis of the data. The methods of data collection that were
used are described hereunder.

3.6.1 Interviews Method
The interview method of collecting data involves presentation of oral-verbal stimuli
and reply in terms of oral-verbal responses. On the other hand, interview is a method
of choice when the investigator wishes to carry out an in-depth investigation from a
small number of respondents (Creswell, 2007). There are three types of interviews,
structured, semi-structured and unstructured (Kothari, 2004). For the purpose of this
study semi-structured interview techniques were employed, due to the fact that they
are flexible, allow new questions to be brought during the interview.
The method was used in the form of face to face interviews with the heads of
schools, City Educational Officer and School Inspectors. The instruments were used
with these respondents to explore their opinions, experiences, believes and attitudes
in relation to the study. This semi-structured approach was used in interview guides
prepared for this study. It enabled the researcher to increase the comprehensiveness
of information as well as to know diverse perceptions of people on the phenomenon
under study. The interviews for the category of the respondents explained above
were administered in each respondent‟s office and were guided by the interview
questions designed for this study. The data resulting from such interviews were
recorded through note taking after consent was obtained from the respondents.
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3.6.2 Questionnaire Method
The questionnaire consists of a set of well-formulated questions to probe and obtain
responses from respondents. In this method, a questionnaire is sent to the persons
concerned with a request to answer the questions and return the questionnaire
(Panneerselvam, 2004). Questionnaire can either be open or close-ended items (Berg,
2007).

For the purpose of this study, both open and close-ended items were employed. This
is because they were considered proper for collecting a lot of information within a
short time. This could also bring relevant information due to space and freedom
given to the respondents and as result minimizing the researchers‟ bias (Creswell,
2009). Definitely, literature shows that questionnaire is a method of choice when the
investigator wishes to gather evidence from a large number of respondents. It makes
data collection cheaper and fast. This is because the researcher distributes self
administered questionnaire to a large number of respondents (Shuttleworth, 2008).

In this regard, open- ended items were developed and administered to secondary
school teachers, heads of schools, School Inspectors and City Educational Officials
for the aim of obtaining their opinion on teachers‟ turnover. On the other hand, closeended items were used to get specific information that was obligatory. And closeended items were developed and administered to teachers in order to get the exact
information concerning teachers‟ turnover in private secondary schools.

3.7 Validity and Reliability
The study attempted to collect reliable and valid data that would contribute to the
body of knowledge in a sound and scientific manner.
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3.7.1 Validity
Validity refers to the interpretation to be made from the results of a test for a given
group of individuals, and not to the test itself (Kumar, 2005). To ensure the validity
of this study, first this study used data collection techniques such as questionnaires
and structured interviews to have comprehensive data relevant for the study. Second,
different samples of respondents were selected such as secondary school teachers,
heads of schools, school inspectors and City educational officer. Third, the validity
of the research instruments was done through the process of developing the
instruments, where the supervisor was consulted to examine them. The ratings of the
supervisor allowed the researcher to make the necessary adjustments. Fourth, peer
review was done by the researcher‟s fellow MA students from the College of
Education (COED).Thereafter, the comments from the supervisor and fellow
students helped the researcher to amend and improve the quality of the instruments.

Lastly, it is generally held that, validity can be enhanced through triangulation
method of data collection (Creswell and Clark, 2007) which may involve the use of
more than one research instruments in the same study. In this study, the researcher
employed two methods in collecting data. These included interviews and
questionnaire. These two methods were useful in reducing errors likely to have
happened if the researcher used only one method. It is observed that studies that use
one method are helpless to rectify errors of the particular method (Omari, 2011).

3.7.2 Reliability
Reliability seeks to show the extent to which test scores are consistent from one
measurement to another (Goddard and Melville, 2006). Also, reliability is the extent
of reproducibility of the results from the same instrument (Creswell 2009).
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Reliability for context of

this study was ensured in three aspects. First, to ensure

reliability, the clarity of the instruction that was provided to respondents was clearly
observed to obtain reliability. Second, the researcher posed the same questions to
more than one respondent to measure the consistency of the information from the
respondents. Third, before collection of data, piloting of the instruments was
conducted in two randomly selected private secondary schools in Mbozi district in
order to measure the clarity and accuracy of the questionnaire and interview guides.
The results that were generated through the tryout of the instruments were
used to clear ambiguities of the questions formulated and thus improving the
instruments.

3.8 Ethical Issues
Berg (2007) define ethics as “a code of behaviour considered correct”. It is crucial
that all researchers are aware of research ethics. Ethics relate to two groups of
people; those conducting research, who should be aware of their obligations and
responsibilities, and the “researched upon”, who have basic rights to be protected. In
this study, by considering the research ethics, the researcher secured an approval
letter from the office of the Director of Graduate Studies of the University of
Dodoma for field data collection. This research permission from the University
administration allowed the researcher to ask for another permit from the Regional
Administrative Secretary (RAS), District Administrative Secretary (DAS) and
Mbeya City Executive Director. From the Mbeya City Executive Director, the
researcher was introduced to the Mbeya City Education Officer in order to provide
the researcher whichever assistance required in accomplishing the study. In addition
to that, Ethical issues observed in a study included: informed consent, confidentiality,
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right to privacy , right to anonymity and security, as well as reporting research
completely and honestly.
Informed consent as asserted by Silverman (2006) is a „process of negotiation‟
between the researcher and the study subjects, and not a „one ˗ off action‟. In this
study, prior to the respondents‟ giving consent, the purpose of the study was fully
explained to them in the language they were well conversant with. Risks and benefits
were highlighted. And the respondents were informed that participation was
voluntary and they were free to withdraw should they so wish.

In addition to that, in this study, confidentiality was observed through ensuring those
who have access to the data maintain confidentiality as well as the issues arising
from an individual interview with others in ways that might identify an individual
was not disclosed. The respondents were reassured that the information they gave
would

be used only for research purposes and not otherwise. Again,

anonymising individuals and/ or places in the dissemination of the study protected
their identity.

Moreover, in this study, privacy respondents were observed through ensuring that the
respondents provide potential information about what they are asked according to
their experience. And also provide a private environment for the respondents to
answer questionnaires that were provided to them.

Lastly, to ensure anonymity, steps were taken to protect the identity of the individual
by neither giving their name when presenting research results, nor including
identifying details which may reveal their identity such as work place, personal
characteristics and occupation. On the other hand, anonymity was achieved instead
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of respondents‟ names especially in the filling of the questionnaires to ensure
confidentiality. Therefore, in this study, moral standards were observed in setting up
and conducting this study.
3.9 Data Analysis
Data analysis is a systematic process of working with data, organizing and breaking
them into manageable units, synthesizing them, searching for patterns, and finding
out what is essential and what is to be learned (Creswell 2007). This study collected
both qualitative quantitative data.

Qualitative data were analysed by using content analysis. Content analysis means a
systematic research method for analysing textual information in a standardized way
that allows evaluators to make inferences about information (Gall et al., 2007).
Content analysis was used in such a way that responses that were obtained from
interviews were subjected to content analysis to extracts important information. Also
the information generated from this method was analysed in terms of themes and
then presented as explanations or quotations.

With regard to quantitative data, the collected information was organized and coded.
This was done deliberately to facilitate data processing by using the Statistical
Package for Social Sciences (SPSS) version 16 for interpretation of results. Then the
obtained data were presented in the form of Tables, frequency, percentage, charts
and histograms.
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3.10 Chapter Summary
This chapter has presented the methodologies applied in carrying out this study. The
description included research design, research approach, and location of the study,
population of the study, sampling procedure and data collection instruments. It has
presented validity and reliability of the research instruments, ethical issues
considerations and data analysis plan. The next chapter deals with data presentation,
analysis and discussion of the findings.
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CHAPTER FOUR
PRESENTATION OF FINDINGS AND DATA ANALYSIS
4.0 Introduction
This chapter presents the research findings and data analysis in accordance with the
research objectives and questions that guided this study. This study investigated the
management strategies on teachers‟ turnover in private secondary schools in Mbeya
City. It mainly focused on forces behind, consequences and management strategies
on teachers‟ turnover in private secondary schools. The data were collected from
eight (08) randomly selected private secondary schools in Mbeya City. The chapter
of this study is divided into four sections. The first section presents the demographic
characteristics of the respondents. The second section presents the forces behind
teachers‟ turnover. The third section presents the consequences behind teachers‟
turnover. The fourth section presents the management strategies towards teachers‟
turnover. Finally, the chapter gives the chapter summary.

4.1 Respondents’ Demographic Characteristics
This study involved respondents with different demographic characteristics. The
characteristics involved were gender, age, education level and working history
(teaching experience) of the respondents. These demographic characteristics of the
respondents are very essential in addressing validity by involving relevant
respondents in the study. Each of these demographic characteristics is presented
separately in this sub section.
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4.1.1 Respondents’ Gender Structure
The gender structure of the respondents was considered to be an important variable
in analyzing the management strategies towards teachers‟ turnover. Its distribution is
presented in Table 4.1.

Table 4.1 Respondents’ Gender Structure
Gender

Frequency (n)

Percent

Male

47

62.7

Female

28

37.3

Total

75

100.0

Source: Field Data, 2016.

As presented in Table 4.1, 75 respondents were involved in this study. About 47
(62.7 %) of respondents were males and 28 (37.3 %) were females. This distribution
was enough to answer the study objectives despite the fact that there were few
females. It was coincidence that a big number of male respondents participated in
this study. The basic reason was that the majority of the employees in private
secondary schools were male.

4.1.2 Respondents’ Age Structure
In this study, questionnaires were answered by the respondents of different ages
structure in order to explore varied patterns of findings. The data indicate that there
were different age categories of the respondents. This ranged from 20 to 50 years and
above as well presented in Table 4.2.
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Table 4.2: Respondents’ Age Structure
Age

Frequency (n)

Percent

20-25

4

5.3

30-35

28

37.3

35-40

18

24

40-45

16

21.3

45-50

3

4

50+

6

8

Total

75

100.0

Source: Field Data, 2016

As indicated in Table 4.2, about 28 (37.3%) of respondents were aged between 30 to
35 years, 18 (24%) of respondents were aged 35 to 40 years, 16 (21.3%) were aged
40 to 45 years, 3 (4%) were between age group of 45 to 50 years and 6 (8%) of
respondents were 50 years and above. This indicates that respondents aged 30 to 35
years, participated more than other age groups in answering the study objectives.

4.1.3 Respondents’ Working History
As presented in Table 4.3, 7 (9.3%) respondents had 2-3 years of teaching
experience, 40 (53.3%) had taught for 6+ years, and lastly, 28 (37.3%) had 4-6 years
of teaching experience. Table 4.3 summarizes this information:
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Table 4.3 Respondents’ Working History
Years

Frequency

Percent

2-3 years

7

9.3

4-6 years

28

37.3

6+ years

40

53.3

Total

75

100.0

Source: Field Data, 2016
The length of years respondents had served in their schools was a good indicator to
suggest the possibility of them to have the requisite knowledge and experiences
on issues concerning forces, consequences and management strategies on teachers‟
turnover.

4.1.4 Respondents’ Education Level
Analysing teachers‟ education level was considered to be an important variable
because it could determine one‟s capability to analyse the factors behind teachers‟
turnover. The study involved respondents of different characteristics. Their statistical
distribution is presented in Figure 4.1.
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Figure 4.1 Respondents’ Education Level

60%

35%

5%

Diploma

Degree

Master

Source: Field Data, 2016
The data in Figure 4.1 show that only four groups of respondents with different
education levels were involved. A larger proportion that is, 45 (60 %) respondents
had a degree. This group was followed by those with diploma 26 (34.7 %), and
master degree holders 4 (5.3 %). Generally, the data indicate that the majority (60%)
of respondents were degree holders.
4.2 Forces for Teachers’ Turnover in Private Secondary Schools
This section, presents the findings on the forces behind teachers‟ turnover in private
secondary schools in Tanzania. This section is a response to the first research
question which sought to investigate the forces behind teachers‟ turnover in private
secondary schools in Mbeya City. The data for this objective were collected though
questionnaires and personal interviews. The findings indicate that the forces behind
teachers‟ turnover include conditions of work place, career path development,
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employee compensation and job satisfaction. Each aspect is presented in a separate
subsection.
4.2.1 Working Conditions in Schools
With respect to this aspect, respondents were asked to respond to the variables
related to working conditions as the forces behind teachers‟ turnover. These variables
were: big teachers‟ teaching workload, absence of administrative support, poor
management of the school, absence of school facilities such as houses, poor
performance of students, lack of cooperation with colleagues in school and long
working hours as being the conditions for their work place. On these variables,
respondents were required to respond by expressing on the scale whether they: highly
disagree, disagree, undecided, agree and highly agree as presented in Table 4.4.
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Table 4.4: The Working Conditions in Schools behind Teachers’ Turnover
Conditions of work place

Responses
Highly disagree

Disagree

Undecided

Agree

Highly agree

F

%

F

%

F

%

F

%

F

%

Big teachers‟ teaching workload

13

21.0

4

6.5

4

6.5

19

30.5

22

35.5

Absence administrative support

7

11.3

13

21.0

9

14.5

26

41.9

7

11.3

Poor management of the school

6

9.7

15

24.2

7

11.3

25

40.3

9

14.5

Absence of school facilities such as houses

7

11.3

17

27.4

6

9.7

23

37.1

9

14.5

Poor performance of students

4

6.5

5

8.1

2

3.2

27

43.5

24

38.7

Absence of cooperation with colleagues

10

16.1

17

27.4

7

11.3

24

38.7

4

6.5

Long working hours

11

17.7

10

16.1

6

9.7

27

43.5

8

13

Key;
N: Number of respondents
F: Frequency of the respondents
Source: Field Data, 2016
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The responses above indicate that the majority, that is, 66% of respondents agreed
that big teaching work load was associated with teachers‟ turnover. However, 27.5%
of respondents disagreed by saying that the big teaching workload was not a force
behind teachers‟ turnover, where as 6.5% of respondents were undecided. The
responses of the majority of teachers that a big teaching workload was a
factor behind

teachers‟ turnover is similar to the response given by the head of

school D who said that:
“There is a significant relationship between teaching workload and
teachers‟ turnover. The big teaching workload often makes teachers
become exhausted something which causes discontent among
teachers.” (The Head of school D, January, 2016).
The findings from the interviews were not very different from those of
questionnaires. From the interview conducted with the school inspector on the
perception over teachers‟ teaching workload in school revealed that, to a large extent,
it causes discontent among teachers hence leading to turnover. One school inspector
emphasized this by arguing that:
“The majority of teachers quit their schools because of big teaching
workload which does not reflect the salary they are paid. Although
teachers teach many lessons to help the school owners, the latter
do not appreciate the contribution done by these teachers.”(School
inspector, January, 2016).
In line with the big workload teachers were having as explained above, it
was also revealed that lack

of administrative support was considered to be an

important condition at working place that was likely to influence the turnover of
teachers in private secondary schools. In this variable, the majority (53.2%) of
respondents supported that the absence of administrative support in school forced
teachers to quit. However, 14.5% of respondents were undecided whether
administrative support was among the variables that forces teachers‟ turnover or not.
On the other hand, 32.3% of teacher respondents did not agree poor school
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administration to be one of the reasons for teachers‟ turnover. Therefore, from these
findings it is indicated that absence of administrative support is one of the reasons
behind teachers‟ turnover. This claim was also supported by heads of schools. For
example, the head of school C disclosed the following:
“Administrators can create conducive environment, greater class
autonomy, and can support professional development for their
subordinates. On the contrary, there is turnover of teachers due to the
fact that environment is not supportive to them. In other words, there
is a large administrative vacuum in private secondary schools “(The
Heads of school C, January, 2016).
When the same question was asked to the City Education Officer during an interview
on the way administrative support influences teachers‟ turnover, the City Education
Officer said the following:
“… The support of administrators emerges as a particularly important
factor in teacher retention decisions. Teachers who have less positive
perceptions of their school administrators are more likely to transfer to
another school and to leave teaching in their previous school. …”
(City Educational Officer, January, 2016).
Contrary to what the City Education Officer said with regard to teachers‟ turnover,
one of the school inspectors revealed

that

some

of the

private

managements were accountable to teachers. They were addressed

school
different

problems facing teachers in a participatory method where teachers as important
stakeholders were also always involved. He had this to say in the interview
session:
“…Currently, some of the school teachers get much more recognition
and support from their administrators or managers because in their
schools, communication is appreciated by the teachers, something
which encourages them to solve school or departmental problems
…”.(School inspector, January, 2016).
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Also, the study explored the issue of poor management of schools. Through the
findings, it was reported to be one of the conditions at work place that was said to
contribute to teachers‟ turnover. The outcomes or the findings were ranged in the
scale that is, from highly disagree to highly agree. The findings indicated that (in
Table 4.4), the majority (54.8%) of respondents agreed that poor management in
schools was amongst the variables that were causing teachers‟ turnover in private
secondary schools. On the other hand, 33.9% of respondents did not agree that
poor management in schools was one of the factors fuelling teachers‟ turnover.
The remaining 11.3% were undecided. Hence, from the findings on this aspect
where the majority agreed that poor management of schools was facilitating
the turnover of teachers, it can then be concluded here that this has been the
case in those schools. This claim was more explained during the interview by the
head of school F as indicated below:
“In relation to poor management in schools, if there is unfair treatment
to teachers, such as having no contracts, big teaching workload, no
promotion, poor interpersonal relationship and lack of motivation;
these normally cause teachers‟ turnover. Therefore, teacher
management issues are likely to cause turnover”. (The head of school
F, January, 2016).
Similarly, during the interview one school inspector underscored the
importance of

effective school management by saying that:

“What I know is that, school management and teachers‟
empowerment are important factors in deciding whether they will stay
at a school, and it is obvious that teachers in low turnover schools tend
to be more satisfied with their working conditions than teachers in
high-turnover schools. In order to make them stay in schools,
teachers need to feel valued and that their opinions are solicited and
incorporated into decisions or policies.” (School Inspector, January,
2016).
Likewise, the study investigated the absence of school facilities asbeing one of the
conditions at work place which influenced the turnover of teachers. During the
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survey, respondents responded on whether or not they were discontented with school
facilities. The findings revealed different opinions which are presented in Table 4.4,
where the majority (51.6%) of respondents agreed that absence of school facilities
encouraged teachers‟ turnover. On the other side, 38.7% did not agree on such a
possibility and 9.7% were undecided or did not know that school facilities could
influence teachers‟ turnover. This distribution is enough to justify that shortage of
facilities in schools is the reason for teachers‟ turnover. This factor was also
supported during the interview by the head of school E who pinpointed that:
“Lack of resources in schools also contributes to job disappointment,
which then leads to teacher turnover. Due to this lack of teaching and
learning resources, teachers have to use their own money to equip
their classroom.” (The Head of school E, January, 2016).
This lack of teaching and learning resources was also more explained during the
interview by the head of school H who said that:
“…Most teaching takes place in a specific physical location (school
building) and therefore the quality of that location can affect the
ability of teachers to teach, teacher moral, and health and safety of
teachers. This contributes to the compromising of the quality of
teacher life and educational outcomes. Therefore, good physical
working conditions in any occupation can have a positive impact upon
job agreement, attendance, effort, effectiveness and morale”. (The
Head of school H January, 2016).
Also, this study investigated performance of students in schools as another condition
at work place that was affecting teachers‟ turnover. It was found that this also caused
turnover of teachers, especially when students performed poorly. The findings in
Table 4.4 indicate that the majority (82.2%) of respondents said that poor
performance of students in private secondary schools caused teachers‟ turnover.
However, 3.2% were undecided whereas 14.6% did not agree or

think that poor

performance of students in school leads to turnover in private secondary schools.
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Poor performance of students as a factor for teachers‟ turnover was also
explained during interview with the head of school G, who argued that:
“…An increasing percentage of teachers have either moved to
another school because of the ability of the students in the class. Since
nowadays we have ward schools, where by most of the students are
selected to join in government secondary schools, more often than
not, students who do not get selected in these schools join the
private schools. However, this causes problem in teaching where
teachers have to toil teaching these learners who cannot easily
grasp the content. Since they generally perform poorly, teachers
become discouraged and this encourages turnover.” (The Head of
school G January, 2016).
Furthermore, the findings from the respondents indicated that lack of cooperation
among teachers at the working station was considered to be one of the factors behind
teachers‟ turnover. Respondents were asked to validate this factor and the results are
presented in Table 4.4, where the findings indicate that 45.2% of teachers agreed that
this variable was also responsible for teachers‟ turnover. On the other hand, 43.5%
did not agree, and 11.3% were undecided on the matter. As the findings indicate,
the number of respondents who agreed was almost the same as of those who
did not agree and those who were undecided. This indicates that despite this
near tallying number, lack of cooperation was also a factor behind teachers‟
turnover.
Finally, the study explored the length of working hours as one of the variables at
work place that could lead to teachers‟ turnover. The results in Table 4.4 show that:
56.5% of respondents agreed that long working hours in school was one of the
factors behind teachers‟ turnover in private secondary schools. On the other side,
about 33.8% of respondents did not agree on this and the remaining 9.7% were
undecided in of long working hours in schools could lead teachers‟ turnover. Again,
this was more explained by the head of school F who said that:
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“In private secondary schools teachers work many days and hours per
week than their fellow teachers in public secondary schools. Since
these long working hours are not paid as they should, teachers
are discouraged. Therefore, this situation leads to teachers‟ turnover.”
(The Head of school F, January 2016).
4.2.2. Career Path Development
The respondents of the study were asked to respond to the variables associated to
career path development as the forces behind teachers‟ turnover. These reasons
were: absence of clear professional development to the teachers as well as the
absence of training and development programme in the teaching profession. On these
variables,

respondents were required to respond by expressing on the scale about

their understanding on those variables

by marking: highly disagree, disagree,

undecided, agree and highly agree as presented in Table 4.5.

Table 4.5:

Indication of Professional Development and Training in Teaching
Profession Development
Responses
Highly

Statement

Absence of clear

disagree

Disagree

Undecided/

Agree

Highly

Neutral

agree

F

%

F

%

F

%

F

%

F

%

6

9.7

5

8.1

1

1.6

21

33.8

29

46.8

2

3.2

14

22.6

0

0

20

32.3

26

41.9

professional
Development
Absence of training
and development
programme in the
teaching Profession

Key;
F: Frequency of the respondents
Source: Field Data, 2016
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The responses above indicate that the majority, that is, 80.6% of respondents agreed
that the absence of clear professional development in schools facilitated teachers‟
turnover. On the other hand, about 17.8% did not agree and 1.6% of respondents
were undecided on the issue. This was supported during the interview with the head
of school E who pinpointed that:
“Many schools have no programme for career development of the
teachers. This leads to disappointment as a result causes teachers‟
turnover. “(The Head of school E, January 2016).
Likewise, during the study, respondents were asked to respond whether their schools
had at one time or the other facilitated training for them in their teaching
profession development or not. The findings indicated that the majority (74.2%) of
respondents

agreed

that there

was

absence

of training and development

programme in the teaching profession opportunities in the profession something
they believed would

influence teachers‟ turnover. On the other side, 25.8% of

respondents did not agree that training in the teaching profession development was
causing teachers‟ turnover. On the same aspect, one of the school inspectors
explained:
“I had worked in a private secondary school for many years. I was
actually paid well. However, when I asked my employer to give me a
paid study leave she refused. She gave me two options; to leave the
job or continue working. I was very discouraged with the answer and I
decided to quit the job and join public secondary schools “(The school
Inspector, January 2016).
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4.2.3 Employee Compensation
Respondents were also asked to respond to the variables associated to employee
compensation as the forces behind teachers‟ turnover. These factors on this particular
aspect based on: the salary paid is inadequate, the salary paid is not equitable to the
job and the variation of salary compared to other people with similar qualifications in
other professions. On these variables, the respondents were required to respond by
expressing on scale about their understanding on those variables by putting a
mark on either: highly disagree, disagree, undecided, agree or highly agree as
presented in Table 4.6.
Table 4.6 Employee Compensation
The Variables in
Employee
Compensation

The salary paid is

Responses
Highly

Disagree

Undecided

Agree

Highly

Disagree

Agree

F

%

F

%

F

%

F

%

F

%

3

4.8

9

14.5

7

11.3

28

45.2

15

24.2

1

1.6

8

12.9

6

9.7

30

48.4

17

27.4

1

1.6

6

9.7

5

8.1

25

40.3

25

40.3

inadequate
The salary paid is not
equitable to the job
The variation of salary
compared to other people
with similar
qualifications in other
professions

Key;
F: Frequency of the respondents
Source: Field Data, 2016

The responses above revealed that the majority (69.4%) of respondents (teachers) in
private secondary schools in Mbeya City reported that they were generally paid
poorly. This means that the amount of the salary provided was likely to make them
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think of leaving the school. However, 19.3% of respondents disagreed that the salary
paid was inadequate to them. Again, 11.3% of respondents were neutral. The
conclusion that can be drawn from these findings is that the low salaries paid to
teachers was a factor encouraging turnover.
The same aspect was also explained by the head of school C during the
interview where he said that:
“Those private schools which pay low salaries to their teachers make
them less satisfied hence influencing their turnover intentions and
actual turnover. It is obvious that the current salaries of the most of
the teachers in private schools barely leave them with anything after
they have cleared their basic bills.” (The Head of school C, January,
2016).
The finding as to whether the salary paid to teachers was not equitable to their jobs or
not, generated variations in responses. The findings in Table 4.6 indicate that the
majority (75.8%) of respondents agreed that salaries paid to teachers were not
equitable to their job. On the other side, about 14.5% of respondents agreed that
salaries paid to teachers were commensurate with their job. The remaining part of
the total respondents 9.7% were undecided on this variable that it would contribute to
teachers‟ turnover. In addition to what teacher respondents had said above, on
the same aspect, the head of school F also added that:
“The salaries paid to the teachers are not equitable to the job. That is,
they are low compared to those paid to other professionals with
equivalent qualifications. This triggers high teacher turnover“. (The
Head of school F, January 2016)
Again, the same observation was made by one of the school inspector during
interviews who observed that :
“In most private secondary schools, there is a great difference in
entry salaries among teachers who have the same qualifications,
experience and who are teaching the same subjects. Their salaries
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depend on the way an individual teacher bargains with his or her
employer”. (School Inspectors, January 2016)
This claim was also justified by City Education Officer during the interview who
said that
“… Teachers‟ profession is highly regarded in private schools, but the
problem comes with the low salaries that they are paid. These salaries
encourage them to quit their schools...” (City education officer,
January, 2016)
The variation in the scales of the salaries among teachers and people in other
professions was considered to be one of the forces behind teachers‟ turnover. The
respondents were asked to validate this factor where the findings as presented in
Table 4.6 indicated that about 80.6% of respondents simply agreed that the variation
of salary compared to other people with similar qualifications in other professions
caused turnover to teachers‟ turnover. On the other hand, about 11.3% of the
respondents did not agree about small

salaries paid to teachers

as factors behind

their turnover whereas 8.1% were undecided on the same thing.

4.2.4 Job Satisfaction
Respondents were also asked to respond to the variables related to job satisfaction as
the factors behind teachers‟ turnover. These reasons were: teaching is not considered
as a career, recognition from teacher‟s immediate supervisor, involvement in
decision making at school and the method and process of teachers‟ promotion by the
head of school. On these variables, the respondents were required to respond by
expressing on the scale about their understanding on those variables by putting
mark on either: highly disagree, disagree, undecided, agree or highly agree as
presented in Table 4.7.
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Table 4.7: Job Satisfaction

Disagree

Responses
Undecided

Teaching is not considered as a career

Highly
Disagree
F
%
5
8.1

F
24

%
38.7

F
5

%
8

F
22

%
35.5

Highly
Agree
F
%
6
9.7

There is no recognition from your

2

3.2

4

6.5

6

9.7

27

43.5

23

37.1

4

6.5

5

8.1

6

9.7

21

33.8

26

41.9

10

16.1

12

19.4

0

0

19

30.6

21

33.9

Statement

Agree

immediate supervisor
There is no involvement in decision making
of teachers in school
Method and process of teachers‟ promotion
by the head of school are ambiguous
Key;
F: Frequency of the respondents
Source: Field Data, 2016
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The responses above indicate that 45.5% of respondents agreed that teaching was not
considered as a career in private secondary schools, hence forced teachers‟ turnover.
However, 46.7% of respondents did not agree that teaching was not considered as a
career in private schools and therefore did not teachers‟ turnover. However, about
8% of respondents were undecided on the same issue.

This was also discussed during the interview with the head of school A who said:
“Career satisfaction is an important factor in career stability. Those
teachers who are more satisfied with the teaching tend to remain in the
profession but those who are less satisfied are more likely to leave”(
The Head of school A, January 2016).
Likewise, the recognition or no recognition of teachers‟ immediate supervisor was
said to determine teachers‟ turnover or not. Through the findings in Table 4.7, it was
revealed that about 80.5% of respondents agreed that lack of recognition from one‟s
immediate supervisor facilitated teachers‟ turnover in private secondary schools. On
the other hand, 9.7% of respondents were undecided and 9.8% did not agree that lack
of recognition from teachers‟ immediate supervisors influenced teachers‟ turnover.
Therefore, from these findings, it is revealed that when teachers are recognized or
appreciated with their supervisors, they are likely to remain in the teaching
profession as well as their school. On the other hand, if they are not they are likely to
quit.

The involvement or exclusion of teachers in decision making determines their
turnover in their work stations. The respondents were asked to respond on whether
they were involved or not involved in different decision making processes. The
findings presented in Table 4.7 indicate that 75.7% of respondents agreed that many
managers or school owners in private secondary schools were not involving teachers
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in decision making in various matters in their schools. Hence, this resulted into
teachers‟ turnover. On the other hand, about 14.6 % of respondents did not agree
teachers‟ involvement in decision making as being a force behind teachers‟ turnover
in private schools. The remaining 9.7% of respondents were undecided about the
involvement of teachers in decision making in private secondary schools.

The methods and process of promotion of teachers in private secondary schools was
another determinant factor of teachers‟ turnover. This study explored the extent to
which the methods and process of promotion for teachers lead to teachers‟ turnover.
The data in Table 4.7 show that, the majority of respondents (64.5%) agreed that the
method and process of teachers‟ promotion by the heads of school were not clearly
spelt, something discouraged teachers in their duties thus encouraging turnover. The
findings also indicated that about 35.5% of respondents did not agree that the method
and process of promotion of teachers in private secondary schools were likely to lead
to teachers‟ turnover.

Through interview, it was revealed that the method and process of promotion
of teachers in private secondary schools were not straight because they were
not given to well deserved teachers and because of that they were likely to
lead to teachers‟ turnover. Elucidating on this, the head of school E, explained that:
“The promotion should be given to disciplined and hard working
teachers, and to those who have demonstrated extra ordinary
performance. However, in their duties despite the fact that private
secondary schools have many long service teachers, diligent, hard
working and educated, they have not been promoted. Something that
makes them dissatisfied thus encouraging turnover” (The Head of
school E, January 2016)
From the findings as it has been given above, it is clear that the respondents
perceived the process and method of promotion in private secondary schools as
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factors behind teachers‟ turnover because they were not clear and
promotions were generally

that

not given to teachers despite the fact that there

were some teachers who deserved it because they were hardworking and
disciplined. Given this, respondents said that this was likely to lead to teachers‟
turnover because those who were dissatisfied

quit the schools they were

working with to find other schools which were likely to provide them with a
bright future and therefore realising their future expectations as human beings.
4.3 The Consequences of Teachers’ Turnover in Private Secondary Schools
The aim of this research objective was to investigate the consequences of teachers‟
turnover in private secondary schools. The data to meet this objective were sought
from teachers, heads of schools, school inspectors as well as Educational officer.
Respondents were asked to respond to several questions through questionnaires and
interview guides. Their responses for the study are as presented in Table 4.8 below,
followed by description of the findings.
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Table 4.8: Consequences of Teachers’ Turnover in Private Secondary Schools
Responses
Statement

Very high

High

Neutral

Low

Very low

F

%

F

%

F

%

F

%

F

%

28

45.2

17

27.4

10

16.1

7

11.3

0

0

Stress of teachers.

17

27.4

31

50.0

6

9.7

6

9.7

2

3.2

Poor performance of students as well as low academic

29

46.8

24

38.7

0

0

9

14.5

0

0

The quality of education.

25

40.3

20

32.3

0

0

10

16.1

7

11.3

Students‟ mobility from one school to another.

13

21.0

31

50.0

8

12.9

8

12.9

2

3.2

A high attrition rate implies a heavy turnover of

15

24.2

33

53.2

7

11.3

4

6.5

3

4.8

The cost incurred and the consequences to the quality
of teaching due to teachers‟ turnover.

rank of the school.

teaching staff, which makes it difficult to establish a
cohesive school teams
Key;
F: Frequency of the respondents
Source: Field Data, 2016
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Table 4.8 shows the numerical findings on whether teachers‟ turnover can lead to an
increase of operating costs in schools whose staff were constantly changing or not.
The numerical distributions of these findings indicate that 72.6% of the total
respondents said that there were very high costs associated with teachers‟ turnover.
However, 16.1% of the respondents were neutral and 11.3% said the turnover did not
increase the costs of running the school.
Also, the respondents were asked to state whether teachers‟ turnover caused stress to
teachers or not. The findings in Table 4.8 indicate that the stress to teachers was
found to be the consequence of teachers‟ turnover. In this regard, 77.4% of the
teachers who were involved in answering the questionnaires reported that the
turnover usually led to high stress. About 14.5% of the respondents were neutral
while 8.1% reported that teachers‟ turnover did not lead to high stress of teachers and
that its magnitude was equally low.
Again, poor performance of students as well as low academic rank of the school was
reported to be one of the consequences caused by teachers‟ turnover. Various
responses about whether or not turnover leads to poor performance are indicated in
Table 4.8 where the findings indicate that poor performance as a result of teachers‟
turnover is such that 85.5% of the respondents said that turnover leads to poor
performance to a high extent. On the other side, about 14.5% of respondents simply
reported that turnover leads to poor performance to a low extent.

During interview, the same aspect was discussed, where the head of school H
gave explanations on this, whereby like the findings that were solicited from
questionnaires administered to teachers, he believed that low performance of
students in private secondary

schools and
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the low academic rank of the

school at any level whether district, regional or national were a result of
teachers‟ turnover:
“Teachers‟ turnover has a broader, harmful influence on students‟
achievement since it can reach beyond just those students of teachers
who left or of those that replaced them.” (The Head of school H,
January 2016)
Similarly, during interview the head of school G had these to say:
“Teachers‟ turnover has a significant negative consequence on
students‟ academic performance for the reason that, it results to
loss of skilled personnel who otherwise would support students‟
learning.” (The head of School G, January 2016)
Again, during interview one school inspector remarked that:
“When teachers leave, the students are left without replacement for a
long time or they are left under Form Six leavers who are not
professional teachers. Teachers‟ turnover damages the schools
academically” (School Inspector, January 2016)
On the other hand, respondents were asked to give their views on the extent to which
they thought teachers‟ turnover led to low or high quality of education. The results in
Table 4.8 show that respondents were of the idea that teachers‟ turnover leads to low
quality of education. As indicated in Table 4.8, the results show that about 72.6% of
the respondents were of the opinion that teachers‟ turnover leads to low quality of
education to a great extent, 27.4% disagreed on that point. This was also clearly
explained in the following statement by the head of school A:
“The loss of experienced teachers is seen as a threat to instructional
quality. The government has now realized that low quality of
education has serious negative consequences on the continued
development of other sectors of the economy” (The head of school A,
January 2016)
Similarly, during the interview with the City Education Officer, she made the
following point:
“The negative effect of teachers‟ turnover is the decline of the quality
of education in private schools. Therefore, the indicators of decline of
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the quality of education are experienced when there is poor
performance of students” (The City Educational Officer, January
2016)
It was reported by the respondents that teachers‟ turnover leads to students‟ mobility
to the extent that when teachers go to another school, especially those who are
believed to be good teachers in teaching; students ask for the school shift permit. The
data in Table 4.8 indicate the existence of students‟ mobility as a result of teachers‟
turnover in such a way that 71% said that students shifted from the schools they
were studying

to follow their teachers to those schools where they had

shifted. They argued that as a result of teachers‟ turnover, there also resulted
students‟ mobility. However, about 12.9% of respondents were neutral on the issue
of students‟ mobility that is caused by teachers‟ turnover. On the other side, 16.1%
said that such mobility was occurring at a low extent. In line with these findings, the
head of secondary school E added to this by saying:
“Teacher turnover leads to students‟ mobility to the extent that when
teachers go to another school especially those who are believed to be
good teachers, students ask for the school shift permit so as to shift to
the school where their teachers are now teaching.”(The head of school
E, January 2016)
The establishment of consistent school teaching team was found to be difficult due to
teachers‟ turnover as it is reported in Table 4.8. The results indicate that 77.4% of
respondents said that teachers‟ turnover leads to disruption of the consistency of
unity staff members in schools. However, about 11.3% were neutral, 11.3% said that
there was low teachers‟ turnover which was unlikely to affect much the consistency
of school team.

Therefore, from the findings as given above, it can be argued that the consequences
of the teachers‟ turnover in private secondary schools are the same from one school
to another in that they all result in negative effect of one kind or another.
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4.4 Management Strategies Used in Private Secondary Schools to Reduce the
Teachers’ Turnover
This research objective sought to understand the strategies used to reduce teachers‟
turnover in private secondary schools in Tanzania. It was thought that knowing these
strategies would help in reducing turnover in private schools therefore improving the
academic performance of schools. The findings presented in this section are based on
the data collected from the respondents by using questionnaires and interview guides.
The questionnaires that were given to teachers sought to solicit their responses which
they were supposed to give them as follows: strongly disagree, disagree, agree and
strongly agree. The information related to this research objective is presented in
Table 4.9 hereunder.
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Table 4.9: Management Strategies Used in Private Secondary Schools to Reduce the Turnover of Teacher
Sn

Management Strategies

Responses
Strong disagree

Disagree

Agree

Strong agree

F

%

F

%

F

%

F

%

i

Your school provides better salary for teachers.

4

6.5

10

16.1

41

66.1

7

11.3

ii

Your school has a high job security to teachers.

8

12.9

10

16.1

20

32.3

24

38.7

iii

Your school provides accommodations for teachers

14

22.6

11

17.7

29

46.8

8

12.9

such as houses.
iv

Your school provides free lunch and tea for teachers.

5

8.1

14

22.6

32

51.6

11

17.7

v

Your school has a pension schemes for teachers.

9

14.5

8

12.9

22

35.5

23

37.1

vi

Your school has insurance plans for teachers.

6

9.7

7

11.3

35

56.5

14

22.5

vii

The head of your school treats all teachers equally.

9

14.5

13

21

28

45.2

12

19.3

viii

The school provides a uniform salary scale.

15

24.2

41

66.1

3

4.8

3

4.9

Key;
F: Frequency of the respondents
Source: Field Data, 2016
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The data in Table 4.9 indicate the responses by the respondents over the management
strategies to address teachers‟ turnover. Some management strategies which were
investigated include: better salary for teachers, job security, provision of houses for
teachers, free lunch and tea for teachers, insurance plan, equal treatment among
teachers and forming uniform salary scales. Their statistical distributions are
presented hereunder:With regard to better salary for teachers; the findings indicate that the majority of
respondents (77.4%) showed that better salaries offered to teachers motivated them
to stay in their schools. On the other hand, 22.6% of respondents said that better
salary did not motivate teachers to stay in their station. The researcher also
interviewed the head of school A, who revealed that:
“It would be better if private secondary schools changed and started
providing better salaries for teachers to make them have good life and
good performance. Therefore, if teachers in private secondary schools
are paid good salaries, this will encourage them to work hard and
therefore retain them.” (The Head of School A, January, 2016)
Moreover, the second management strategy was based on provision of high job
security in the private secondary schools to teachers as one of the management
strategies used to reduce the turnover of teachers. The findings indicate that the
majority (71%) of respondents simply agreed on the presence of the job security to
teachers as one of the management strategies to curb teachers‟ turnover. However,
about 29% of respondents did not agree that the existence of job security was among
the management strategies effective to address towards teachers‟. However, as it was
revealed from the findings, the absence of job security to teachers led to teachers‟
turnover in private secondary schools. In an interview conducted to the head of
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school D he stresses the importance of providing security to teachers: He reiterated
that;
“There should be a permanent contract between employers and
employees in order to improve job security and strictly adhere to the
school governing regulations. For this reason, schools which have job
security contracts to their teachers will encourage them to continue
teaching in their schools” (The Head of school D, January, 2016)
The third management strategy was based on whether the act of the school
management to provide housing facilities to teachers was one of the strategies
towards teachers‟ turnover or not. The results indicate that about 59.7% of
respondents agreed that provision of housing facilities was a good management
strategy towards curbing teachers‟ turnover. On the other hand, 40.3% of respondents
disagreed. However, it was found that some of the teachers in these private schools
were provided with houses while others were not. From the findings, it is indicated
that a big proportion of the respondents agreed that provision of housing facilities
to teachers was an indicator that the turnover would not likely to happen because
of the availability of accommodation to teachers. This notion was also supported
by the head of school B who during interview pinpointed that:
“The schools should provide accommodation for teachers such as
houses in order to motivate them to stay in their schools for long
time” (The Head of school B, January 2016)
.
The fourth management strategy was based on whether the provision of lunch and tea
for teachers in school would be a solution for turnover of teachers or not. The
respondents gave different responses as it is presented in Table 4.9, where the results
indicate that: 69.3% of the respondents agreed that the provision of free lunch and tea
for teachers in schools would work as a solution for teachers‟ turnover. On the other
side, 30.7% of the respondents simply disagreed that provision of tea and lunch
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would be a solution for teachers‟ turnover. This indicates that the majority of
respondents perceived positively the provision of lunch and tea for teachers in
schools as the line of attack

against teachers‟ turnover in private schools. In line

with the responses from the majority of teacher respondents above, during the
interview, the head of school E said that:
“The schools should be better working places if tea and free lunch
were given to teachers. This would in increase their accountability
since they would not have to go to other places to get such
services. In some incidents, such services are not near schools
and therefore teachers would waste much time tracing them, Yet
in some schools, you won‟t find them and in this context,
teachers would remain hungry thus compromising their efficiency
in teaching.” (The Head of school F, January 2016)
Similarly, during interview with the City Educational Officer on how the provision
of lunch and tea for teachers motivated them to stay in their schools she had these to
say:
“… If the school offers teachers with free allowances like free tea and
lunch, it would reduce teachers‟ turnover in private secondary
schools…” (City Educational Officer, January 2016)
Also, another management strategy was based on whether there were pension
schemes in schools and if these were likely to manage teachers‟ turnover or not. The
responses varied from one respondent to another as it is presented in Table 4.9
where: the majority (72.6 %) of respondents simply agreed on the presence of
pension scheme as a measure for teachers‟ turnover. On other side, 27.4% of
respondents did not agree that the presence of pension schemes would be a solution
for teachers‟ turnover in private secondary schools. From the findings, where the
majority were in favour of having pension schemes it would be argued that
availability of pension schemes in schools reduces the teacher turnover in private
secondary schools in Tanzania. In line with the majority‟s findings above, during
the interview session the head of school G suggested that:
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“In improving working conditions in schools, the school heads should
establish sound pension schemes for teachers.” (The Head of school
G, January 2016)
The sixth management strategy was based on the need for the school insurance as a
plan to fight teachers‟ turnover. Variations of results from the respondents were
given as shown in Table 4.9 where the findings indicate that 79% of respondents
agreed that the availability of school insurance would serve as strategy to curb
teachers‟ turnover. On the other hand, 21% of respondents disagreed on that strategy.
In addition to the view expressed by the majority of teacher respondents above,
The head of school D had these to say on the insurance scheme:
“The schools should have insurance plans for teachers in order to
improve the life standards of the teachers “(The Head of school D,
January 2016)
The seventh strategy sought to learn whether teachers were treated equally by their
respective school managements as a strategy of reducing the teachers‟ turnover or
not. The results of the findings in Table 4.9 indicate that the majority (64.5%) of
respondents agreed and 35.5% of respondents did not agree. These findings indicate
that, the majority of respondents thought that treating teachers equally motivated
them to stay in their schools for a long time. This was also indicated in the following
statement given by the head of school A:
“The heads of schools should treat all teachers equally in order to
encourage efficiency and effectiveness in the teaching profession.
This is because when teachers are treated equally, it fosters
solidarity among them something which gives vitality to the
organization it.” (The Head of school A, January 2016)
The eighth management strategy which was applied to reduce the rate of teacher
turnover was the paying of uniform salary scale in schools. According to the
findings, the majority of respondents (90.3%) as indicated in Table 4.9 showed that
this strategy was not applied in schools, whereas 9.7% of respondents agreed and
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strongly agreed on the same thing. For this reason, paying uniform salary scale in
schools is unlikely to reduce the teacher turnover in private secondary schools in
Tanzania. This observation is further explained by the head of school C who during
the interview said that:
“It is impossible to provide equal salary to all teachers because of the
differences in education level, working experiences and teaching
loads.”(The Head of school C, January 2016)

From the findings on this research objective, it is advised that private secondary
school should make their environment favourable to teachers. The schools should
also aim at satisfying teachers in different ways such as to provide them with
necessary social service like water and electricity.
4.5 Chapter Summary
This chapter has presented the findings to reflect the collected and analysed data. It
began with presentation of data about demographic characteristics of the
respondents, and then proceeded to present findings obtained from the research
questionnaire tips.
The respondents‟ demographic characteristics incorporated were: gender, age,
education level and working history. Various management strategies involved in
addressing teachers‟ turnover in private secondary schools were presented and
analysed. Some of these strategies were: better salary for teachers, job security,
provision of houses for teachers, free lunch and tea for teachers, insurance plan,
equal treatment among teachers and forming uniform salary scales. The forces
behind teacher turnover were based on the conditions of work place, career path
development, employee compensation and job satisfaction. On the other hand, the
chapter investigated the consequences of teachers‟ turnover. The study found that
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teachers‟ turnover is likely to lead to an increase in organizational costs, stress on
teachers, poor performance of the students in schools, decline of the education
quality and students‟ mobility from one school to another, and finally, high attrition
rate that implies a heavy turnover of teaching staff, which makes it difficult to
establish a cohesive school team. The following chapter discusses these findings in
chapter four in relation to literature reviews.
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CHAPTER FIVE
DISCUSSION OF THE FINDINGS
5.0 Introduction
In this chapter, the major findings of this study are discussed and interpreted in
relation to the research objectives. The discussion and interpretation is backed by the
review of related literature. This discussion starts on with objective number one to
objective number three and guided by brief statements of findings from chapter four.
5.1 Forces behind Teachers’ Turnover in Private Secondary Schools
In this part the study sought to find out the forces for teachers‟ turnover in private
secondary school. The study classified the factors affecting teachers‟ turnover
into four categories which are: working conditions in schools, career path
development in schools, employee compensation and job satisfaction. The following
is the explanation of the categories mentioned above:

5.1.1 Working Conditions in Schools
The results presented in chapter four (in Table 4.4) indicate that, working conditions
play a major role in influencing turnover either positively or negatively. The schools
whose working conditions are good are likely to retain their teachers; on the other
hand, in those schools where the working conditions are not favourable, teachers‟
turnover is inevitable. These findings are

in

line

with Candle (2010)

who

established that inauspicious and poor working conditions are a major reason for
high teachers‟ turnover. In this regard, the respondents were requested to indicate
their opinion on whether the working conditions in their current school had
any influence on teachers‟ turnover.
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With regard to big teaching workloads, teachers are believed to attend to other
responsibilities other than class work. This may happen either at the workplace or
away. This study sought to determine the respondents‟ work load in their current
stations. The study findings revealed that the teachers‟ daily workload entails
teaching lessons, marking of exams and books, supervising exams, coordinating
co-curricular activities, sports and clubs and departmental heads as well as offering
guidance and Counselling to students. Some teachers reported that they were
attending

morning

and

evening

remedial

classes

that

were

not

well

compensated. A big teaching workload was due to limited number of teaching staff
in schools. Therefore, in the research findings, the majority of teachers were not
satisfied at all with their workload especially when compared with the salaries they
were paid. Candle, (2010) observed that when the workload exceeds the strength
and expertise of the employee there is always a feeling of distress which prompt
employees to quit their jobs and seek better opportunities elsewhere. Falch and
Strom (2004) further adds that if employees are not interested with their jobs or
they are not satisfied with the job field that they are in, they tend to take extra work
as fatigue which subsequently contributes to job stress.

It is argued here that teachers need to be supported by administration. This is shown
by the 53.2% of respondents who agreed that they were proposing to leave their
schools because of the

failure of the administration to give them

support in

different ways. This study confirms the study by Goldhaber, Gross, and Player
(2007), that working conditions and job satisfaction are considered to be correlated in
the school. This study found that the primary reasons for teachers‟ turnover were
administrative support problem and uncooperative teachers and administrators which
generally led to stressful atmosphere. From the findings, it was noted that, always,
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a good working environment includes: teacher support, mentoring administrative
efforts geared to create positive school culture that provides opportunities for
teachers to engage in collegial collaboration focused on instruction and working
conditions that provide them with resources. This means that school administration
should ensure that rules and regulations governing the profession should be
favourable to teachers and also provide school facilities, observe positive students
discipline, administrative support, maintain good teamwork in the department,
provide good leadership, and eradicate conflicts among teachers. Therefore, the lack
of administrative support within the schools is thought to contribute significantly to
teacher‟s high turnover in Mbeya City.

In addition that, the study established that a big percentage

(54.8%) of

respondents disagreed with their work station leadership styles. This implies that
school heads of private secondary schools with better or poor performance were
found to use non democratic leadership styles. School heads and teachers reported
that the democratic leadership style was essential for involving teachers and students
in various matters and decision making at school thus lack of would lead to teacher
turnover. This is supported by the findings by Candle (2010) who asserted that, most
teachers left their schools because of poor leadership styles. It was revealed that
teachers were not sure whether or not they would have their jobs in the next year
because of non democratic leadership styles that existed in their work stations. In the
same line Mulkeen (2010), found that most of the private schools had managers who
in most cases were the school owners. And it was reported that those managers
lacked managerial, administrative and leadership skills to lead their schools and how
to handle teachers properly.
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Furthermore, the current study investigated the satisfaction of teachers with the
school facilities for teaching and learning in their schools where it was revealed that
inadequacy of school facilities such as textbooks, apparatus, charts, specimens,
computers and photocopy machines led to dissatisfaction of teachers with their job.
In the same way, the study investigated the absence school facilities if this could be
one of the conditions at work place which influenced the turnover of teachers.
During the survey, the respondents were asked to

state whether or not they were

discontented with school facilities. From the findings, different opinions were given
as it is presented in Table 4.4 where the majority (51.6%) of respondents agreed that
absence of school facilities facilitated teachers‟ turnover. This distribution is enough
to justify that shortage of school facilities is the reason for teachers‟ turnover. Kang
and Berliner (2012) pointed out that lack of teaching and learning facilities is one
that make possible teachers‟ turnover.

Also, the research study investigated the poor performance of students in schools and
came to the conclusion that it was another condition at work place encouraging
teachers‟ turnover. The findings in Table 4.4 indicated that the majority (82.2%) of
respondents agreed that poor performance of students in school encouraged teachers‟
turnover in private schools.

In addition to that, the study noted that 43.3 % agreed on the need to cooperate
among colleagues and 45.2% % of respondents disagreed.

However, it

was

revealed that the absence of cooperation among teachers at the working station was
considered to be one of the factors behind teachers‟ turnover despite the fact the
percentage of those who agreed and those who did not was almost equal.
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The statistics in Table 4.4 gave a picture that 56.4% of respondents were working
beyond the normal working hours as it is stipulated in the employment and Labour
Relations Act of 2004 and Labour Institution Act of 2007 in laws of Tanzania and
international labour organization articles. The labour laws of Tanzania do clearly
stated that, a civil servant is obliged to be in office for 9 hours and 30 minutes a day,
and any extension is subject to overtime payment which has been a good factor for
motivation to employees. Therefore, the study revealed that most private secondary
schools in Mbeya City had poor working conditions and consequently high
teachers‟ turnover.

5.1.2 Career Path Development
Usually, in-service training for updating and continuous professional development
for upgrading teachers‟ understanding is one of the strategies to make teachers stay
in teaching and their school. On the contrary, inadequate training and development
programmes in the teaching profession contribute to teacher turnover. Hence, the
distribution of data provides a justification that inadequate professional development
and training in teaching profession is among the factors for teachers‟ turnover in
Tanzania. Kavenuke (2013), recommended that, after pre-service training and
deployment, teachers need to be opened up to workshops, seminars, short courses
and further studies without unnecessary prohibiting conditions.

Anangisye (2011), hypothesizes that requests for professional development have
been poorly handled. For instance, release letters for teachers to attend such inservice training and continuous professional development programmes have been
granted during the time when candidates were already time-constrained. This act has
been leading to some teachers forcing to leave teaching for further studies. However,
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because they left the schools without the school leaders‟ permission, after
completion, these teachers do not come back for teaching as they study courses that
are unrelated to teaching.

5.1.3 Employee Compensation
The study established that compensation affects teacher turnover in such a way that a
large percentage disagreed with the salary they were being paid. One of the ways to
cure turnover for these teachers in private secondary schools is by enhancing the
salary. This is required to satisfy the materialistic need of the teachers and also to
improve their public image and self-esteem. This finding is supported by Mulkeen
(2010), who puts forward that the rise of teacher‟s salaries is significant and that such
salaries are proportional with other professions. Perda (2013) added that there are
employees who do not see any opportunity to grow and advance in their profession
with their positions; they feel that they are boxed. As a result, they quit the
profession hence influencing turnover.

The variation in the scales of salaries among teachers and people in other professions
was considered to be one of the forces behind teachers‟ turnover. The respondents
were asked to validate this factor and the findings as presented in Table 4.6 indicate
that about 80.6% of respondents simply agreed that the variation of the salary
compared to other people with similar qualifications in other professions encouraged
teachers‟ turnover.

Better working conditions are also advocated. These measures are necessary in order
to ensure that highly qualified and very experienced teachers are retained in
schools. It is also important to note that implementation of these measures will
minimize teachers‟ turnover.
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5.1.4 Job Satisfaction
The study established that a large proportion (45.5%) in Table 4.7 of teachers
disagreed with teaching as a career. Candle (2010) argues that “career satisfaction is
an important factor in career persistence. Teachers that are more contented with
teaching tend to remain in teaching and those who are less happy are more likely to
leave”. Measures of career satisfaction then, may warn of the possibility of high
turnover. However, efforts to stem that turnover need to be aimed at the underlying
problems of salary, morale and training.

With regard to recognition from supervision, the findings indicate that 80.6% of
respondents disagreed with their immediate supervisors in their schools. Hence, the
distributions of the findings indicate that the nature of immediate supervisors is
among the forces for teacher turnover. This means that teachers need to be
recognized in every effort they make in their teaching school. Hence, since it is
generally believed

that

the

employer

contributes

to

teachers‟

turnover

worldwide, and that any reward is determined by the employer, and that employee
compensation provides the means through which they meet their needs for basic
necessities in life, employee compensation and benefits like house allowances,
transport and medical allowances and other incentives are important and they are
some of the most visible rewards in the process of recruitment.
In addition, teachers‟ involvement or exclusion in decision making determines their
turnover in their work stations. The findings show that 75.8% (Table 4.7) of teachers
disagreed with the amount of involvement they were accorded in decision making in
their schools.
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Lastly, the study investigated method and process of promotion in private secondary
schools. The findings indicate that a big percentage (75.8%) of the respondents
disagreed with the method and process of promotion systems of teachers by heads of
schools. According to the findings, it was revealed that private secondary schools had
many long service officers, hard working and educated but they were not promoted.
Given this contradiction, the researcher was inclined to believe that promotion in
private secondary schools had no clear procedures, hence, it was likely to encourage
turnover. On this particular regard, Maicibi (2003), also notes that, there are general
reasons for teachers‟ turnover in private schools due to inequality and unfairly
promotion of teachers in their schools. As a result, the method and process for
promotion of the teachers would influence them to leave their schools. Therefore, the
promotion of teachers in private secondary schools needs to be done fairly in order to
reduce the problem of teachers‟ turnover.

Generally, the majority of respondents pointed out that they did not agree at all with
the conditions of work at their current schools. This could be accounted for by the
fact that Mbeya City teachers in their private secondary schools find a lot of
difficulties

which

include

job security and poor salaries. Consequently, this

prompts teachers to quit their teaching jobs in their schools.
5.2 The Consequences of the Teachers’ Turnover in Private Secondary Schools
This study sought to investigate the consequences on the quality of teaching and
organizational costs as a result of teachers „turnover. It was revealed that teachers‟
turnover undermined consistency in those schools whose staff were constantly
changing. It was revealed that, about 72.6% (Table 4.8) of respondents believed that
teachers‟ turnover was likely to increase cost in an organization. This is similar to the
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study done by Johnson et al., (2005) which found that organizational costs of
turnover undermined the consistency in schools whose staff was constantly changing.
Muralidharan et al., (2008) argue that high levels of employee turnover are viewed as
a serious issue since they make it costly for organizations to search, select, train and
replace leavers and turnover of high performers, especially those managers and
professionals. Since it is difficult to do so, the results are generally negatively related
to overall organizational effectiveness and the firm‟s success.

Moreover, the researcher asked the respondents to explain whether or not turnover
leads to stress among teachers. The findings indicate that 72.6% (Table 4.8) of
respondents strongly agreed that the stress of teachers was largely due to the
consequence of teachers‟ turnover.

In addition, poor performance of students as well as that of the school in general was
reported to have a bearing on teachers‟ turnover in private secondary schools. The
findings indicate that 85.5% (Table 4.8) of respondents agreed that the turnover leads
to poor performance of the students and the school in general. These findings were
also elaborated by Perda (2013) who argued that students are left lagging behind due
to staff turnover and this negatively affects their performance.
On other hand, the respondents were asked the extent to which teachers‟ turnover
leads to low quality of education. The findings show that 85.5% (Table 4.8) agreed
that teachers‟ turnover leads to the low quality of education in private secondary
schools. These findings show that the loss of experienced teachers is seen as a threat
to instructional quality and the good thing was that the government had realized
that low quality of education had serious negative consequences on the continued
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development of other sectors of the economy and therefore it was likely to take
some measures to address the problem

Again, the researcher wanted to explore the consequences of teachers‟ turnover on
students‟ mobility from one school to another. The findings show that 71% (Table
4.8) of respondents said that there was always a high level of students‟ mobility
associated with teachers‟ turnover. On the other hand, some heads were neutral on
this, while some of them did not release a transfer permit for fear of reducing the
school income if they allowed their student to get transferred.

Lastly, the study investigated the issue of high attrition rate the result of which
implies a heavy turnover of teaching staff, which makes it difficult to establish a
cohesive school team. The establishment of consistent school team was found to be
difficult due to teachers‟ turnover as it is reported in Table 4.8 where the results
indicate that 75.4% of respondents highly supported the findings.

5.3 Management Strategies Used in Private Secondary Schools to Reduce the
Teachers’ Turnover
The study was interested in identifying different strategies used by the school
authorities to address teachers‟ turnover in private secondary schools in Mbeya City.
These include the following:

With regard to better salary among teachers, the study findings indicated that this
was one of the strategies used to reduce teachers‟ turnover since a larger proportion
(77.4%) of respondents agreed on its effectiveness. Again, in order to reduce
teachers‟ turnover problem in schools, the interviewed heads of schools reported the
same strategy by arguing that the salary paid to teachers was enough to meet their
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basic needs and therefore there was no need for them to be mobile. These findings
are also elaborated by Turker (2011), who argues that better payments have a modest
effect on turnover as well as the relationship between pay, a person‟s performance
and turnover. Therefore, this implies that better salary offered to teachers motivated
them to stay in their schools.

Moreover, with regard to the management strategy based on job security, the findings
revealed that the majority of respondents (71%) agreed that such a strategy would
reduce the turnover of teachers in schools. This implies that a contract between
employer and the teachers will make them stay in their schools. This argument is
similar to the study done by Candle (2010), who reported that job security can be an
attractive feature, capable of enticing some teachers to remain who would otherwise
leave teaching. On the other hand, high levels of job security have a downside trend
on the teacher turnover. Therefore, job security can be an attractive feature, capable
of attracting some teachers who would otherwise leave teaching.

In addition, the respondents were further asked whether or not respective school
managements were providing houses to them. The findings indicated that about
59.7% (Table, 4.9) of respondents agreed on the provision of houses by school
managements. It was found that some schools were providing houses to teachers
while others were not. Since a large proportion of the respondents agreed about this
aspect, it is an indication that teachers‟ turnover is likely not to occur because of the
availability of accommodation such as the provision of houses to teachers. It was
revealed that a big number of teachers stayed in their schools because of the
availability and provision of houses.
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Furthermore, the provision of lunch and breakfast for teachers in schools was viewed
to be one of the solutions for teachers‟ turnover. Statistically, the data in Table 4.9
indicate that about 69.3% of respondents agreed on the need and importance of
providing free lunch and tea for teachers in schools. This was justified by the
findings of the study that the provision of free lunch is a good motivation for teachers
in many private schools.

Again, pension schemes were reported to be among the management strategies in
schools. The findings indicated that72.6% (Table 4.9) of respondents agreed to have
pension schemes in schools. On this matter, Turker (2011) affirmed that the
availability of pension schemes in schools reduces teachers‟ turnover in private
secondary schools. Therefore, the availability of pension programmes influenced
them to remain in their schools, but on the other hand, the absence of pension
schemes encouraged high teachers‟ turnover in private secondary schools.

The respondents were asked on the needs of school insurance plan in private
secondary schools as one of the management strategies towards teachers‟ turnover.
Through the findings, it was suggested that many schools should have insurance
plans as numerical findings in Table 4.9 indicate, where 79% of respondents agreed
on the need and importance of having school insurance. The findings also confirm
that the

majority of

respondents claim that accessibility of insurance was very

essential to retain teachers, hence curbing turnover.

It was also learnt that treating equally all teachers was an important management
strategy that would be used to reduce turnover of teachers. The findings revealed that
the majority of respondents that is 64.5%, agreed and strongly agreed that treating
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equally all the teachers motivated them to stay in their schools for a long time, and
it made them perform their duties equally and in close cooperation.

Lastly, paying uniform salaries to teachers in schools was one of the management
strategies in private secondary school schools. However, the findings indicate that
90.3% (Table 4.9) of respondents said that such a strategy was not good

to be

applied in schools. However, the heads of schools explained that in schools teachers
did not have a uniform scale of salary because if one was poor at bargaining he or
she would get low salary and the vice verse would be true. For this reason, having
uniform salary scale in schools is unlikely to reduce teachers‟ turnover in Tanzania.

Therefore, the measures suggested in the previous studies and the current one on how
to reduce teachers‟ turnover in private secondary schools augurs well with the
suggested theory for this study. That is, Abraham Maslow theory on the hierarchy of
needs. Like other employees, teachers have their needs to be fulfilled so that they
focus on their professional work rather than having to seek chances for greener
pastures to meet their basic needs.

5.4 Implications of the Findings
The study provides the information to policy makers to prepare policies that will
protect teachers in private secondary schools by directing the owners of those
schools to pay teachers not less than the minimum salary prescribed by the
government for its public servants. Again, employers in private schools should
be required by laws governing government social security funds to register their
teachers aiming to make them feel secure and engaged at work.
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Moreover, the findings of the study give the information for educational practitioners
especially employers in private secondary schools to enhance the level of motivation
to teachers.

The study also implies that administrators, managers and heads of schools should
focus on cultivating academic excellence of their schools instead of relying on
economic gains. This means that they should closely pay attention on the
teachers‟ and students‟ welfare. To teachers, they should ensure that they are
provided with

conducive working environments such as better salaries, teaching

environment, recommended

number of

students

in a stream, and

housing

facilities.

5.5 Chapter Summary
This chapter has presented the discussion of the study findings in relation to the
findings from other studies or literature reviews. It has observed the related various
findings by the researchers who discussed the same issues concerning the
management strategies used in private secondary schools in order to reduce the
turnover of teachers, forces behind and consequences of teachers‟ turnover in private
secondary schools. The following chapter deals with the summary, conclusion and
recommendations of the study.
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CHAPTER SIX
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
6.0 Introduction
This chapter provides the summary of the study, summary of the major findings and
their implications. In addition, it gives conclusions and recommendations based on
the specific objectives of the study. Moreover, it presents suggestions for further
studies.

6.1 Summary of the Findings
The purpose of this study was to investigate the managing strategies towards
teachers‟ turnover in private secondary schools in Tanzania. The research was guided
by the following study objectives: to investigate the forces for teachers‟ turnover, to
examine the academic consequences of teachers‟ turnover and to investigate the
management strategies on teachers‟ turnover in private secondary schools in
Tanzania.

In this study, review of the literature was done to cover some aspects that were
related to this study, to gain some methodological insights and identify the
knowledge gap. These literature were organised into several sections describing the
characteristics of theoretical framework, conceptualization of teachers‟ turnover,
forces behind teachers‟ turnover in private secondary schools, the consequences of
teachers‟ turnover in private secondary schools, management strategies towards
teacher turnover in private secondary school as well identification of the research gap
of the study.
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The study adopted descriptive research design where mixed approach was used. This
study was conducted in Mbeya City, in Tanzania and it involved seventy five (75)
respondents; who comprised 8 heads of schools and 62 teachers from eight selected
secondary schools. Again, heads of departments were involved, one City Education
Officer and 4 School Inspectors. The collected data were using questionnaires and
Interviews. The data collected were subjected to qualitative techniques of analysis
and ethical issues were put into consideration to ensure validity and reliability of the
study. The collected data were analysed by using Statistical Package for Social
Sciences (SPSS) and the findings were summarized and presented in the form of
tables, graphs and percentage distribution. The study found that the majority of
teachers quit their schools because of the low salaries, poor accommodation, poor
working environment, poor administration, lack of job security, insurance plans and
management style and when there were no clear training and development program
in the teaching profession. However, the study found that low salary and job
insecurity are the core factors which lead teachers‟ turnover in private secondary
schools in Tanzania.

The study findings were presented according to the research objectives. The first
objective explored the forces behind teachers‟ turnover in private secondary schools.
The study found teachers‟ turnover was categorized into conditions prevailing at
workplaces, career development, employee compensation and job satisfaction. The
study established that a big percentage of teachers were not satisfied with their
station management style and also with the administrative support they were
receiving from their heads of schools. The study further established that a big
percentage of teachers was not generally satisfied with the teaching workloads
they were having in their stations, facilities in their schools, students‟ performance
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and cooperation of colleagues in their stations and the length of working hours. The
research also established that a big percentage of teachers felt they had no
clear professional advancement, training and development programs in their
teaching profession, hence, contributing to teachers‟ turnover.
From the study, it was realized that, the employee compensation affected teachers‟
turnover for the reason that a big percentage were dissatisfied with the salary they
were being paid. In addition, it was established by the study that a big percentage of
teachers felt that the salary paid to them was not equitable to the job, therefore
triggering their turnover. Likewise, the study found out that a very big percentage
felt that the salary paid to teachers was low

compared to other professionals

with equivalent qualifications, hence causing high teachers‟ turnover. On the other
hand, the research established that a big percentage of teachers were dissatisfied with
teaching as a career to heavy workload, poor promotion systems of teachers and
lack of involvement in decision making.

The second objective explored the consequences of teachers‟ turnover in private
secondary schools. In this objective, many respondents perceived that teachers‟
turnover generally led to increased cost in schools whose staff were constantly
changing. In addition to that, the high rate of teachers‟ turnover was affecting the
performance of the school as well as students, causing low education quality,
students‟ mobility and made it difficult to establish a cohesive school working team.

In the third specific objective, the researcher recognized the following measures to
mitigate teachers‟ turnover in private secondary schools: reviewing the teacher‟s
salaries, provision of better accommodation, promotion based on qualifications, and
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experience, provision of adequate working facilities, good working environment and
change of leadership style.

6.2 Conclusion
This study made the following conclusions with regard to each of the specific
objectives.
First, basing on the findings regarding the factors that influence teachers‟ turnover,
the study established clearly that low salaries and job insecurity are the core factors
that led to teachers‟ turnover. Hence, the study concludes that inadequate salary to
teachers leads to high teachers‟ turnover in private secondary schools. However,
there are other contributing factors, which include: poor accommodation, poor
working environment, loss of group cohesion, poor promotion strategy and poor
management or supervision. These directly have an impact on teachers‟ morale
and cause job dissatisfaction which in turn increases the rate of teachers‟
turnover. On the other hand, the study also established that in schools where
payments, general conditions of work and

supervision were fine, the rate of

teachers‟ turnover was low. This implies that most private secondary schools in
Mbeya City, paid their teachers poorly, provided poor working conditions and
supervision policies, they too did nothing to improve these conditions which as
a result increased the level of teachers‟ turnover.
Secondly, the study found that, teachers‟ turnover has great impact on the school as
well as to students. These impacts can be seen on the performance, which is affected
when there is great shortage of manpower or when the available manpower is
overworked. Thus, the high teachers‟ turnover in private secondary school has
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created acute shortage of manpower and also contributing to overworking the
available manpower which in turn has affected their performance in terms of quality.

Lastly, human resource is very important than any other resources in an organization.
Therefore, it should be handled very carefully in order to ensure that the organization
goals, vision and mission are met. In that regard, therefore, the school owners as well
as heads should have the best retention strategies to ensure potential figures remain
in schools. Based on the above facts, the government is obliged to put in place
retention strategies which will mean to review teacher‟s salaries and other
government employees, improve accommodation, provision of better working
facilities, and change of leadership style from authoritarian to democratic kind of
leadership. Other are, promotion based on qualifications and experience and
establishment of short term loans to enable teachers build houses, buy cars and other
important needs.

6.3 Recommendations
In order to deal with the problem of teachers‟ turnover in private secondary schools,
the following recommendations are put forward as retention strategies:

6.3.1 Recommendations for Action
First, in order to reduce the rate of teacher turnover, the government via private
secondary schools should establish a sound employee retention strategy in order to
avoid high teachers‟ turnover in private sectors. The strategy should mean to address
the issues of:

better salaries, better accommodation, professional development,

working environment, allowances and other fringe benefits to teachers. There is a
need for all stakeholders especially the heads of schools and school directors to plan
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means of regulating the phenomenon of teachers‟ turnover in private secondary
schools in Tanzania as a whole.

In addition to that, the owners of private sectors should establish a committee for
promotion of teachers in order to encourage openness and transparency. This will
also help to identify and avoid favouritism and nepotism in promotion. On the other
hand, the government should develop a better promotion policy for private
secondary school teachers based on merit and teaching experience.
Moreover, private secondary school owners need to have structure for teachers‟
salary, which will base on qualification, experiences and performance of the teachers.

Also, private secondary school teachers should join CWT so as to get a link with
other teachers from different secondary schools, and therefore get help in solving
their problems arising from their employers in the work place. This is because as for
now private secondary school teachers are not belonging to any trade union.

Lastly, the government should encourage employment of participatory leadership
styles by involving teachers in decision making. This should be done by making
mechanisms in place to ensure that all school heads of private secondary schools
acquire the necessary school management and administration skills through induction
programs, seminars and workshops so as to equip them with the relevant leadership
skills.

6.3.2 Recommendations for Further Study
The study recommends that further researches should be done on:
First, the recent study was confined at Mbeya City, so its outcomes are limited to an
extent that it cannot be generalized to the whole country. Therefore, it is
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recommended that studies should be conducted in other areas in order to find out
whether similar results are accessible that should be applicable to the whole nation.

Secondly, the study is limited specifically on private secondary schools in Mbeya
City in Mbeya Region; similar studies can be extended to other levels of education
such as colleges and universities.

Finally, the researcher also recommends that an extensive research should be
conducted to establish how teachers‟ turnover affects continuity of school
programmes especially its hindrance to good academic performance.
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APPENDICES
Appendix I: Introductory note to Respondents
I am Eston Nyembele a student pursuing Master of Arts in Education of the
University of Dodoma. I am conducting a research study on “Management strategies
on teachers‟ turnover in private secondary schools in Mbeya City. I am therefore
humbly requesting your assistance by filling the attached questionnaire as
truthfully as possible. The information obtained will strictly be for academic and
research purpose and will thus be treated with high level confidentiality. Please do
not write your name or the name of your school on this questionnaire.
Thanks
Yours sincerely
…………………………………………
Eston Nyembele
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Appendix II: Questionnaire for Teachers
Part A: Background Information of the Respondent: Please fill in or tick (√)
which best fits you.
1. Gender: Male ( )

Female (

)

2. Age: 10-15 ( ) 15-20 ( ) 20-25( ) 25-30( ) 30-35 ( ) 35-40( ) 40-45 ( ) 45-50 (
) 50+ ( )
3. Education level: Secondary ( ) Diploma ( ) Degree ( ) Master ( ) Doctorate ( )
4. Working history: 2-3 years ( ) 4-6 years ( )

6+( )

Part B: Forces for Teachers’ Turnover in Private Secondary Schools
Please respond appropriately to the statement in I-IV
I: The following are the forces for

teachers‟ turnover related to the

conditions at work place . Put a tick which best you (Tick one of the five
options).
Statement

Highly

Agree

Agree

Undecided Disagree

Highly
Disagree

The
dissatisfaction
over the
teaching
workload
The
dissatisfaction
of teachers over
administrative
support
The poor
management
leadership style
of the school
The absence of
school facilities
in your school
such as
106

houses
Poor
Performance of
students in
your
work station
Lack of
Cooperation of
colleagues at
your work
station
Long working
hours at your
school

II: The following forces are related to the teachers‟ turnover and profession
development (career path development). Tick only one of the five options.
Statement

Highly
Agree

Agree

There is not a clear
professional
Development
There is no Training
and development
programme in the
teaching Profession
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Undecided/ Disagree
Neutral

Highly
Disagree

III: The following
are the forces for teachers‟ turnover related to employee
compensation Tick only one of the five options.

Statement

Highly

Agree

Satisfied

Undecided/ Disagree

Highly

Neutral

Disagree

The salary paid is
inadequate
The salary paid is not
equitable to the job.
Dissatisfaction with
salary compared to
other people with
similar qualifications
in other professions.

IV: The following are the forces for the teachers‟ turnover related to
motivation and job satisfaction. Tick only one of the five options
Statement

Highly
Agree
satisfied

Teaching
is
not
considered as a career
There is no recognition
from your immediate
supervisor
Too big workload
Involvement in decision
making in your school
Method and process of
teachers‟ promotion
by the head of school is
ambiguous
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Undecided Disagree

Highly
Disagree

Part C: The Consequences of Teachers’ Turnover in Private Secondary Schools
Rate the following consequences of teacher turnover in private secondary schools by
ticking only once.

Statement

Very
high

High

Neutral

Low

Very
low

The cost incurred and the
consequences for the quality of
teaching organizational costs of
turnover that undermine
consistency in schools whose
staffs are constantly changing.
Stress of teachers
Poor performance of the students
as well as low-performing of
school
Low education quality
Students‟ mobility from one
school to another
A high attrition rate implies a
heavy turnover of teaching staff,
which makes it difficult to
establish a cohesive school team

Part D: Management Strategies towards Teachers’ Turnover in Private Schools
To what extent do you agree or disagree with the following statements that reflect
degree of the named management strategy as applied in your school and which make
you remain in school? Please respond to all by circling the appreciate response.

109

1=Strong disagree
2=Disagree
3=Agree
4=Strong agree
Items
Item

in

the

Interpersonal

Scale

1

2

3

4

Your school provides better salary for

1

2

3

4

1

2

3

4

(Management strategies)

No
I

teachers
Ii

Your school has a high job security to
teachers.

Iii

Your school provides accommodations for
teachers.

1

2

3

4

Iv

Your school provides free lunch and tea for

1

2

3

4

1

2

3

4

teachers.
V

Your school has a pension schemes for
teachers.

Vi

Your school has insurance plans for teachers.

1

2

3

4

Vii

The head of your school treats all teachers
equally.

1

2

3

4

Viii

The school provides a uniform salary scale.

1

2

3

4

Thank you for your cooperation
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Appendix III: Interview Guide for Heads of schools
A: Background information
Work experience………………………………….
Education level………………………………………..
B: Questions
1. Is there any teachers‟ turnover in you school?
2. If that is a case, how many teachers have left your school?
3. In your view are there any forces behind teachers‟ turnover in your schools?
4. Are there any accommodation services for teachers at your school?
5. In your opinion what are the consequences of teachers‟ turnover?
6.

What efforts have been made to address teachers‟ turnover concerns?

Thank you for participating in this research study
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Appendix IV: Interview Guide for City Educational Office
Work experience……………………………………..
1. For how long have you been working in this City?
2. Is there any problem of teachers‟ turnover in private secondary schools?
3. How many teachers leave in private secondary school in a year?
4. In your own opinion what do you think are the forces/factors for teacher
turnover in Mbeya City?
5. What is the general performance of private secondary schools?
6. Why is the performance like this (refer to the above)?
7. What are the suggestions do you have for the problems of teachers‟ turnover
in private secondary schools in Mbeya City?

Thank you for your participation
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Appendix V: Interview Guide for School Inspectors
Working experience……………………………………………..
1. Which year did you join this City?
2.

Is there any problem of teachers‟ turnover in private secondary schools?

3. How many teachers leave every year since you joined?
4. What recommendations do you give about management strategies in order to
reduce teachers‟ turnover in private secondary schools?
5. In your own views, do you think teachers‟ turnover affects students‟
academic performance?
6. What policies in educational system regarding teachers would you
recommend to in order to reduce the problems of teachers‟ turnover in
schools?

Thank you for your participation
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Appendix VI: Permission letter from The University of Dodoma
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Appendix VII: Permission letter from Regional commissioner’s office
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Appendix VIII: Permission letter from District commissioner’s office
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Appendix IX : Permission letter from Regional Administration and Local
Government Authority
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