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Abstract: Teacher turnover remains a challenge in education. We reviewed 85 studies
conducted in the United States and around the world to better understand teacher turnover
causes. We initially screened 290 articles published from 1994 to 2024. The most known
factors of teacher turnover were sought through analysis of last 30 years quantitative
research. Our study addressed the reasons behind teacher turnover and how each factor
affects teacher turnover. The analysis was conducted to quantitatively determine suggested
factors of teacher turnover and retention. The Preferred Reporting Items for the Systematic
Review of the Meta-Analysis (PRISMA) statement were used to follow literature review
guidelines. The findings revealed the critical factors of teacher turnover and supported
expanding a conceptual framework for teacher turnover causes in various contexts. The
framework highlights the interactions among personal factors, workplace characteristic
factors, and job characteristic factors. The findings highlight that leadership quality, teach-
ers’ years of experience, student characteristics, school level, and teacher ethnicity are
significant predictors of teacher turnover.
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1. Introduction
Teacher turnover has been a challenging issue in America for about a half century as

well as being a significant concern for many countries across the globe (Nguyen & Springer,
2023). Teacher turnover significantly effects on student learning and achievement and
replacing experienced teachers with novice teachers is costly for education system (Jones-
Presley, 2023; Stock & Carriere, 2021; Taie & Lewis, 2023). Although some educational
legislative acts previously were adopted to enhance the quality of the teaching workforce
and address the concerns of teachers about not being qualified, as well as concerns about
student outcomes, the problem of teacher turnover still exists. For instance, although the
U.S. federal No Child Left Behind Act (NCLB) in 2002 required elementary and secondary
schoolteachers to have at least a bachelor’s degree and be certified in their field, the concern
for the position of teacher exists (Wronowski & Urick, 2019). Moreover, qualified teachers
need to be equally distributed in elementary and secondary school levels (Buckman, 2021).
The issue of teacher turnover requires governments around the world to invest and devote
more resources to education system to retain teacher. Such investments increased the
number of research studies exploring factors influencing teacher turnover. The NCLB and
Every Student Succeed Acts (ESSA) supported investment in recruitment and retention of
qualified teachers in schools. The term factor refers to teachers’ personal factors, workplace
conditions, and job characteristics acquainted with turnover.

Educ. Sci. 2025, 15, 219 https://doi.org/10.3390/educsci15020219

https://doi.org/10.3390/educsci15020219
https://doi.org/10.3390/educsci15020219
https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/
https://www.mdpi.com/journal/education
https://www.mdpi.com
https://orcid.org/0000-0002-8299-9393
https://doi.org/10.3390/educsci15020219
https://www.mdpi.com/article/10.3390/educsci15020219?type=check_update&version=1


Educ. Sci. 2025, 15, 219 2 of 17

In the meta-analysis of teacher turnover conducted by Borman and Dowling (2008),
they referred to personal and qualification characteristics, school characteristics, and job
characteristics as causes of teacher turnover. More recently, Räsänen et al. (2020) referred to
personal, professional characteristics, and work conditions as influential causes of teacher
turnover. The meta-analysis of teacher turnover by Nguyen et al. (2020) highlighted that
teacher turnover was related to three correlates: personal, school, and external. Building on
what we know about previous meta-analyses of teacher turnover factors and knowing the
results of new studies in the context of previous studies, we proposed that a meta-analysis
of teacher retention literature is required to connect the existing knowledge on teacher
turnover characteristics and potential shifts in teacher turnover factors and sub-factors
across three last decades ending in 2024 including during the COVID-19 pandemic outbreak.
To address this gap, the authors of the current study reviewed the latest quantitative studies
related to teacher turnover factors to address the following research questions:

1. What precedent teacher turnover factors are still relevant and what new factors
emerged under recent global circumstances?

2. To what extent are these factors associated with teacher retention?

1.1. Teacher Turnover Problem

Teacher turnover continued to increase after 2019–2020 school year when the turnover
rate was 10%. Reports of teacher turnover demonstrate that the teacher turnover rate is
more than 16% across America including 8% leavers and 8% movers to other schools
(Carver-Thomas & Darling-Hammond, 2019). Scrutinizing national data on teacher
turnover, Carver-Thomas and Darling-Hammond (2017) found that more than two-thirds
of teachers leave the profession for reasons other than retirement. They also highlighted
that recruiting and training novice teachers cost about $20,000 each. Training novice teach-
ers is more expensive than keeping experienced teachers in the profession (Almas et al.,
2020). Ingersoll et al. (2019) analyzed turnover data and concluded that among all teaching
profession leavers, 10% leave in year one due to dissatisfaction with schools as a sub-factor
of work condition, family as a sub-factor of personal factor, pursuing another career, and in-
voluntary exclusion for weak performance. According to the U.S. Bureau of Labor Statistics,
teacher attrition is higher than in other careers including pharmacists, engineers, lawyers,
nurses, architects, and police officers (Räsänen et al., 2020).

Years after World War II in 1980s, the baby boom and the aging of the teacher workforce
raised the concern of teacher turnover (Darling-Hammond, 1984). To understand the causes
of teacher turnover, scholars conducted a variety of research methods including quantitative
research using surveys or analysis of administrative data, meta-analysis, narrative reviews,
and qualitative studies to find the reasons behind teacher turnover. As early as the 1980s,
Cotton and Tuttle (1986) stated that turnover was related to personal, work, and external
correlates. Later, Ingersoll (2001) highlighted that teacher shortage was not related to an
increasing number of retirees and stated that teacher shortage was due to the increasing
number of teachers who left their career. A narrative review of the literature by Cotton and
Guarino et al. (2006) revealed some significant factors of teacher retention such as gender,
ethnicity, academic ability, years of experience, teaching field, student demographics, salary,
incentive, and policies. Harris and Adams (2007) claimed that, experienced teachers leave
their career at a higher rate comparing to other professions including nurses, accountants,
and social workers.

1.2. Development of Meta-Analysis Studies

Teacher turnover literature was expanded during 2008 to 2023 through meta-analyses
by prominent scholars. The most remarkable meta-analysis of teacher turnover and reten-
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tion was conducted by Borman and Dowling (2008). They categorized teacher retention
factors into (a) personal and qualification characteristics, (b) school characteristics, and
(c) job characteristics. The results of Borman and Dowling (2008) study revealed that female;
White; young; married; and teachers who have a child were more likely to quit their jobs.
Additionally, they highlighted that science, technology, engineering, and mathematics
(STEM) teachers; less experienced; and uncertified teachers were more prone to turnover
and attrition.

Borman and Dowling (2008) stated that teacher collaboration, networking, and admin-
istrative support were moderators of turnover and attrition in schools with high enrollments
of students with divers backgrounds. School administrators could support teachers in
many ways, including assisting teachers with issues such as student discipline, instructional
methods, curriculum, and adjusting to the school environment. Regarding job characteris-
tics, Borman and Dowling (2008) stated that salaries and equal distribution of instructional
resources were moderators of teacher turnover.

Nguyen et al. (2019) categorized teacher retention factors into (a) personal corre-
lates including teacher characteristics and qualifications, (b) school characteristics, school
resources, and student body characteristics and (c) eternal correlates. They highlighted
that Black, Hispanic, and minority non-White teachers, regularly certified teachers, and
satisfied teachers were less likely to leave the profession. They further revealed that prin-
cipal effectiveness and support, professional engagement, access to school resources and
facilities, full-time jobs, a small number of minority students, principal-teacher congruence,
teacher–student congruence, and higher achiever students were school characteristics that
reduced teacher turnover. Additionally, they referred to accountability and workforce as
external factors of turnover.

Comparing the two previous meta-analyses, Nguyen et al. (2019) claimed that there
was no difference between female and male teachers’ turnover rates while Borman and
Dowling (2008) stated that the odds of turnover were significantly higher among female
teachers than male teachers. Additionally, Nguyen et al. (2019) did not find a significant
difference in turnover rate between someone who has a graduate degree and someone
without a graduate degree while Borman and Dowling (2008) concluded that teachers with
graduate degrees were more likely to leave their profession. Nguyen et al. (2019) findings
aligned with Borman and Dowling’s (2008) suggesting a higher turnover rate among STEM
and special education teachers.

More recent research highlighted some persuasive factors of teacher turnover includ-
ing (a) the effect of teacher turnover on students’ outcomes and achievements, (b) teachers’
emotional challenges, and (c) the costs of novice teacher recruitment to the education
system (Stock & Carriere, 2021). Nguyen and Springer (2023) considered personal factors
as teacher characteristics and teacher qualifications. They categorized school factors into
school characteristics, school resources, student body characteristics, relational demog-
raphy, and school organization. Moreover, they identified research, practice, and policy
as external factors correlated with teacher turnover and retention. They also defined ac-
countability, workforce, and school improvement as implications of external factors. We
conducted our meta-analysis based on Borenstein et al.’s (2021) rationale, who emphasized
that a meta-analysis of the literature can be conducted by as few as two studies and as far
as one or two years after the previous meta-analysis on the topic. The present meta-analysis
of quantitative studies was conducted to identify how teacher retention and turnover were
influenced by various factors during the last three decades ending in 2024.
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1.3. COVID-19 and Teacher Turnover

One of the other external factors that profoundly affected the education system was
the COVID-19 pandemic. The teacher turnover rate increased by 1% during the pandemic.
Teacher turnover increased from 6.4% in the 2019–2020 school year to 7.3% in 2020–2021.
However, these rates were within the range of teacher turnover rates before the pandemic
(Goldhaber & Theobald, 2022). During the pandemic, the differences between high and low
poverty schoolteacher turnover rates were less than pre-pandemic. COVID-19 negatively
affected special education teachers by overloading their work and creating challenging
times for supplying student resources (Hurwitz et al., 2022). Special education teachers had
to create a virtual learning environment that addressed a broad spectrum of students with
disabilities, and they found the new situation a challenging time for themselves. However,
a challenging environment usually has less effect on novice teachers who have higher levels
of resilience in challenging situations (Gunn et al., 2023).

1.4. Teacher Retention Conceptual Framework

To illustrate the relationship between teacher turnover variables including personal,
school, and job characteristics, a conceptual framework is designed. The conceptual
framework shown in Figure 1 mapped out the main factors contributing to teacher turnover
Understanding these factors is crucial for developing strategies to enhance teacher retention.
This framework demonstrates that personal and school factors have a mutual effect on each
other. Job factors also affect personal and school factors. However, the analysis of articles
included in the present study did not refer to the effect of personal and school factors
on job factors. Moreover, each of the three factors individually affects teacher retention
and turnover.
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2. Methodology
The analysis was conducted to synthesize quantitatively estimated factors of teacher

turnover and retention. To follow the framework, the Preferred Reporting Items for Sys-
tematic Review and Meta-Analysis (PRISMA) statement was utilized (Page et al., 2021).
Utilizing the PRISMA framework, the eligibility criteria of the articles were examined. The
research method was in stages: (1) development of eligibility criteria that lead to the inclu-
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sion and exclusion of studies, (2) information source or database search for relevant studies,
(3) search strategy, (4) selection process, (5) data collection process, (6) study risk of bias as-
sessment, (7) effect measures, (8) synthesis method reporting bias assessment, (9) certainty
assessment, and (10) results, discussion, registration, and protocol development.

2.1. Eligibility Criteria

To select appropriate studies, the following eligibility criteria were determined. (1) We
first sought full-text articles within the timeframe of 1994 to 2024. The research design
appropriateness was checked with the proposed objective of our study. (2) We then
searched for subject appropriateness with teacher turnover and retention factors. (3) We
next chose articles with sample sizes of about or more than 50 participants who served in
K-12 education. (4) Data measurements included odd ratios, logistics, and p values, (5) We
affirmed that the research was conducted in the United States and across the globe. Through
our research, we found articles from other contexts including China, England, Finland, and
South Africa, that were included in our analysis (6) Then, longitudinal, one-factor, and
multifactor teacher turnover research sources were included. We reviewed the research
that focused on either of the three main factors of teacher turnover or any combination
of these factors. In the second step, articles related to other careers were excluded. We
excluded the non-primary articles including meta-analytic from our study because their
analytic methods were different from our approach. Also, non-empirical articles which did
not identify a measurable outcome of teacher retention were excluded. Last, we omitted
articles other than English-language, articles related to contexts other than education.

2.2. Search Strategy and Selection Process

To find related studies, the following databases were chosen. The Academic Search
Complete, EBSCOhost, EconLit, Education Source, and ERIC were sought as the main
sources (Appendix A). We also searched ProQuest, Google Scholar, and Nexic Uni. The
following search string was used to include the articles: “Teacher” and “Turnover” or
“Attrition” or “Retention” or “Mover” or “Leaver”. A total number of 806 articles appeared
within the databases and other search sources, including Google Scholar and ProQuest.
While 250 of the articles investigated the issue of turnover in education, other articles sought
turnover in other organizations, including hospitals and armed forces, and other topics
related to teachers. Excluding qualitative research generated 16 quantitative articles related
to education. Two of the articles were meta-analytics, so eighty-five articles provided
numerical results.

To follow the guidelines of the method, we reviewed each article’s topic, abstract, job
similarity as a controller for work and job conditions, introduction, study design, method,
population, and sample. We sought for teacher, school, and job characteristic factors
demonstrated in studies. In the second stage, we checked for the data collection sources’
and tools. Figure 2 depicts that process.

2.3. Data Collection Process

Articles included in our study mostly used national administrative data sources or
standardized questionnaires as their data collection tools. We checked the data analysis
procedures, including descriptive statistics, using correlations to include them in our
analysis. Considering all those criteria, we included 85 articles to find the results and guide
discussion and conclusion sections. In the next step, the factors derived from each article
were counted and categorized. Also, the number of each sub-factor in all articles was
counted and reported.
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3. Analytic Strategy
Studies differ in how they report measurements of the factors. For instance, differ-

ent descriptive statistics might be used to report findings, including means, percentages,



Educ. Sci. 2025, 15, 219 7 of 17

proportions, standard deviations, odd ratios, standard errors, correlations, and p-values.
Meta-analysis calculates the weighted average of the effect size, not the arithmetic means
between studies (Sen & Yildirim, 2022). The effect size tells us how meaningful the relation-
ship between variables and differences between groups is, and if the effect is significant
enough to be meaningful when applied to the real world. It is important to mention that
not all the studies we reviewed have the same value. For instance, some of the studies
included a greater number of participants, so they weighed more than those with fewer
participants. To weigh the articles, we needed to measure the combined effect. Either
the fixed effects or random effects model could be used to measure the combined effect.
The fixed effect model assumes that all studies in an analysis were equally precise and
there was only one actual effect size for all studies; this one effect size is defined as the
combined effect size. Based on the fixed effect model, large studies give the most significant
portion of the weight (Borenstein et al., 2021). In the fixed effect model, there is only one
source of error which is random error within studies. In large sample sizes, the error tends
toward zero. On the contrary, the random effects model assumes that there are random
distributions of effects in different studies, and the mean of a distribution of exact effects is
estimated as a combined effect. Based on the random effects model, two levels of sampling
and two levels of error exist.

We created multiple Excel sheets to record the data reported with either raw data
that included sample sizes, means (M), proportions, and standard deviations (SD), or
effect sizes including odd ratios and standard errors, as well as correlations and vari-
ances. Overall, most of the data on the Excel sheets were reported as odd ratios and
some as correlations and few included means and standard deviations. As the effect sizes
should be consistent across the studies, we converted correlations into log odd ratios
(LOR) (Borenstein et al., 2021). To convert between different types of effect sizes, we used
online calculators accessible on Scale or Psychometrika websites. As the log odd ratios
range between negative infinity and positive infinity, we had less trouble interpreting the
results. The log odd ratios that had higher values indicate a stronger association with out-
comes which, in this paper, are teacher turnover factors and turnover itself. Using log odd
ratios enabled us to interpret data in SPSS 29 which is a more accessible statistical software.

We also knew that the observed disparities in effect sizes were due to the sampling
variation and other sources of variability rather than the difference in true effect sizes, as
explained by Borenstein et al. (2021). As each selected study had a different population
and different effect sizes, we applied a random model effect size. For pre-calculated effect
sizes, we used the pre-calculated sub-menu under the menu of binary outcomes in SPSS 29
to determine the mean effect size, its standard error, Z-value, two-tailed p-value, and 95%
confidence interval, as proposed by Sen and Yildirim (2022) (Table 1).

Table 1. Effective sizes of selected studies related to each retention factor.

Factor Number
of Studies

Log Odd
Ratio Std. Error Z Sig.

(2-Tailed)
95% CI
Lower

95% CI
Upper

Panel A: Personal Factors
Male vs. Female 9 −0.070 0.1362 −0.513 0.608 −0.337 0.197

Age (>25) 7 1.115 0.7060 1.579 0.165 −0.612 2.843
Married 3 −0.162 0.0978 −1.652 0.240 −0.582 0.259

Teachers of color 9 0.019 0.2115 0.089 0.931 −0.469 0.507
Certified vs.

degree 3 2.422 0.6186 3.916 0.059 −0.239 5.084

Experienced 17 −0.351 0.1408 −2.494 ** 0.027 −0.655 −0.047
Novice 7 0.668 0.5807 1.151 0.302 −0.824 2.161

Wellbeing 11 0.612 0.6367 0.962 0.336 −0.635 1.860
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Table 1. Cont.

Factor Number
of Studies

Log Odd
Ratio Std. Error Z Sig.

(2-Tailed)
95% CI
Lower

95% CI
Upper

Commitment 3 0.474 1.0597 0.447 0.699 −4.085 5.033
Self-efficacy 7 0.611 0.3773 1.621 0.166 −0.358 1.581
Professional
development 2 3.089 4.5765 0.675 0.622 −55.061 61.238

Panel B: School factors
Autonomy 6 211.869 212.0603 0.999 0.364 −333.249 756.988
Workload 5 −144.327 143.9184 −1.003 0.373 −543.909 255.254

STEM teachers 7 −0.190 0.3028 −0.627 0.558 −0.968 0.588
Special

education 4 −0.940 0.7724 −1.218 0.310 −3.399 1.518

Leadership 20 35.196 13.8259 2.546 ** 0.020 6.258 64.134
Student behavior 12 0.011 0.0026 4.265 ** 0.002 0.005 0.017

Middle school 10 −2.539 0.5426 −4.680 ** 0.001 −3.767 −1.312
High school 5 −1.987 0.6348 −3.131 ** 0.035 −3.750 −0.225

School poverty 4 −0.073 0.0852 −0.854 0.456 −0.344 0.198
School distance 2 35.734 4.3335 8.246 0.077 −19.329 90.796
Urban school 5 1.380 1.0606 1.302 0.263 −1.564 4.325
Rural school 4 0.888 0.9382 0.946 0.414 −2.098 3.874

Panel C: Job factors
Salary 9 −0.237 0.1578 −1.503 0.272 −0.916 0.442
Policy 1 −4.605 1.4000 −3.289 . . .

Accountability 1 0.720 0.0400 18.000 . . .

** Correlation is significant at the 0.05 level (2-tailed p < 0.05).

The mean and standard deviation of the binary groups were converted into log odd
ratio using the following equation:

Log Odds Ratio = p1(1 − p1)/p2(1 − p2)

where p1 and p2 are p-values for binary groups.
Pearson Correlation Coefficients (r) were converted into log odd ratio using the fol-

lowing equation:
Log Odd Ratio = log (1 + R/1 − R)

3.1. Study Risk of Bias

Studies might show high effect sizes due to multiple sub-factors cause teacher turnover
(Borenstein et al., 2021). To address the issue, we controlled for the high effect sizes and
we did not find any study with high effect sizes for all variables. We controlled for the
studies that might be published more than one time due to reporting higher effect sizes.
Inclusion criteria bias happens when the researcher relies overly on electronic sources. As
the electronic sources were the only sources we used to search for articles, there might be
articles that had been in the scope of our analysis but not included in the study. We used
databases which were available to us, so there might be some missing databases as well as
some studies. Sample bias might also happen when the missing studies are different from
those included in the analysis. Additionally, the studies in languages other than English
were omitted meaning that the study might have language bias.

3.2. Publication Bias

Due to many sub-factors that cause teacher turnover, studies might show unreal and
high effect sizes to be published (Borenstein et al., 2021). We controlled for the relatively
high effect sizes. We did not find any study where all reported effect sizes were high. We
checked for the studies that might be published more than one time due to demonstrating
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higher effect sizes. Inclusion criteria bias happens when the researcher relies overly on
electronic sources. We controlled for the studies published more than once due to reporting
higher effect sizes. As the electronic sources were the only sources we used to search for
articles, there might be articles that had been in the scope of our analysis but not included
in the study. The utilized databases were available to us but not all available databases, so
there might be some missing studies. The missing studies might be systematically different
from those included in the analysis thus our sample might be biased. We eliminated the
studies in languages other than English which means the study might have language bias.

4. Findings
The meta-analytic of teacher turnover factors declares teacher turnover causes. The

first research question asks about factors associated with teacher turnover. A total of
85 quantitative studies were selected that relied on district, state, and national data. We
found two trends in the literature review: (1) the approaches directly addressed the problem
of teacher retention and turnover, including studies focusing on personal, school, and job
factors; and (2) indirect approaches included studies focused on school reforms. To answer
the second research question, the effect sizes of each factor were reported as an indicator of
the extent of association between the personal, school, and job factors of teacher turnover
and teachers’ decision to remain in their profession. In the following paragraphs, we
provide answers to both questions.

4.1. Results for Factors Associated with Teacher Turnover

In this study, we used meta-analysis techniques to present the main factors associated
with teacher turnover and retention. Building on our analysis of 85 articles, we found three
teacher turnover factors which we discuss in the following paragraphs: personal, school,
and job characteristics.

4.2. Results for Personal Factors

The present meta-analytic findings highlight personal factors associated with teacher
retention as teacher gender, age, marital status, race, certification, years of experience,
wellbeing, commitment, self-efficacy, and professional development. Among all personal
factors, teachers’ professional development (LOR = 3.089, p-value = 0.622) and holding state
certification (LOR = 2.422, p-value = 0.059) were stronger predictors of teacher turnover
and showed higher log odd ratios compared to other personal factors, though they are not
marginally significant. The findings of our study indicate that gender does not significantly
affect teacher turnover (LOR = −0.070, p-value = 0.608). The result for the age shows
a positive effect on turnover, although not statistically significant (LOR = 1.115, p-value
= 0.165). Marital status (LOR = −0.162, p-value = 0.240) did not significantly influence
turnover, as indicated by small effect sizes and non-significant p-values. The reported data
throughout studies regarding teachers of color turnover reveals that race has a positive
effect on turnover but not significantly (LOR = 0.019 p-value = 0.931). It can be inferred
from the data presented in Table 1 that experienced teachers were less likely to leave their
profession (LOR = −0.351, p-value = 0.027) and the results were statistically significant
(De Clercq et al., 2022). Compared to experienced teachers, results for novice teachers
appeared to cause higher odds of turnover (LOR = 0.668 p-value = 0.302), but not statistically
significant. Wellbeing had a positive but not significant effect on teacher turnover (LOR
= 0.612, p-value = 0.336). Teachers’ perceptions of their school environment were more
robust drivers of their turnover than their colleagues’ perceptions, as noted by Grant and
Brantlinger (2022). Commitment to the students and job rate were small in log odds and
small in statistically significant effect on teacher turnover (LOR = 0.474, p-value = 0.699).
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Self-efficacy was determined to have a positive effect on turnover but not significantly
(LOR = 0.474, p-value = 0.699). Apparently, the odds of turnover are higher for science,
technology, engineering, and mathematics teachers (STEM) (LOR = 0.190, p-value = 0.558)
and special education teachers (LOR = −0.940, p-value = −0.310) but still not statistically
significant. Mathematics, science, special education, and foreign language teachers are
more likely to quit their jobs in schools with high poverty and low-income students because
students need more attention, and it creates more workload for teachers, according to
Carver-Thomas and Darling-Hammond (2019).

4.3. Results for Workplace Factors

As shown in Table 1, school organizational characteristics affecting turnover included
autonomy, school distance, leadership support, student body characteristics, school lo-
cation, school poverty, and school level. The findings of this study reveal that among
all the school factors, autonomy (LOR = 211.869, p-value = 0.364) and leadership quality
(LOR = 35.196, p-value = −0.020) have a significant positive impact on teacher turnover.
Having autonomy in performing job requirements increases teachers’ retention. The find-
ings also indicate that supportive leadership strongly influences teacher retention. The
outcomes highlight the importance of the geographic closeness of teachers’ homes to the
school (LOR = 35.734, p-value = 0.077), yielding a large positive impact on teacher retention.
Edwards (2024) emphasized that findings on hometown novice teachers presented a higher
predicted probability of remaining in their current school after one, three, and five years
of teaching, compared to all other novice teachers. School location significantly affects
turnover, and urban schools (LOR = 1.380, p-value = 0.263) are more likely to experience
teacher turnover than rural areas (LOR = 0.888, p-value = 0.414). In favor of data, account-
ability (LOR = 0.720, p-value = 0.000) is associated with turnover but lacks sufficient data
for a conclusive interpretation of the p-value. The results related to student body charac-
teristics (LOR = 0.011, p-value = 0.002) indicate that although the effect size is not as high,
poor student behavior is significantly associated with a higher turnover rate. Teaching in
middle school (LOR = −2.539, p-value = 0.001) has a small effect size but is significantly
associated with a lower turnover rate. Teacher turnover in high schools (LOR = −0.987,
p-value = 0.035) has a higher effect size compared with turnover in middle schools and is
significantly associated with a lower turnover rate. The workload had a large negative log
odd ratio but did not significantly affect teacher turnover (LOR = −144.327, p-value = 0.373).
Data provide evidence of a small log odd ratio and non-significant rate of school poverty
(LOR = −0.073, p-value = 0.456).

4.4. Results for Job Factors

Job factors refer to external factors of teacher turnover (Ingersoll et al., 2019). The
present meta-analytic highlights salary and policy as job factors associated with teacher
turnover factors. The data in Table 1 reveal that salary (LOR = −144.327, p-value = 0.373)
shows a high negative effect but is not statistically significant on teacher turnover. More-
over, data analysis of the log odd ratio regarding policy implications (LOR = −144.327,
p-value = 0.373) highlights that policy has a large negative effect on turnover, but due to
the lack of studies on the effect of policy on teacher turnover, we are unable to determine
any significance. Aligning with the findings of the current study, Kafumbu (2019) found a
negative moderate correlation between policy and teacher turnover.

5. Discussion
Our study identifies new personal and school turnover factors among teachers. While

the present study consolidates some of the previous findings of teacher turnover literature
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by Borman and Dowling (2008) and Nguyen et al. (2019), it also highlights contrary and
new factors of teacher turnover. Our analysis declared that new global challenges led
scholars to focus on personal and school factors more than ever before including the effect
of wellbeing, teacher commitment, teacher self-efficacy, autonomy, workload, and distance
from school.

5.1. Gender, Age, Marital Status, and Turnover

The findings of this study reveal that no significant relationship exists between teacher
turnover and gender and marital status, which aligns with the findings of Nguyen et al.
(2020) and Solomonson et al. (2022). On the contrary, Borman and Dowling’s (2008) find-
ings highlighted a meaningful difference between female and male teachers’ turnover.
In terms of marital status, the outcomes of this study do not show any significant rela-
tionship between teachers’ marital status and their turnover, as recently suggested by
Solomonson et al. (2022). On the contrary, Nguyen et al. (2020) suggested that married
teachers are more likely to quit their jobs. Teaching is a fundamental profession shaping
the future of societies. Women who were culturally excluded from other professions were
found to be practically good fit for education specifically at elementary and middle schools.
However, there is a historical belief that female teachers leave their profession at a higher
level than male teachers (Gunter, 2024).

5.2. Race and Turnover

The present study results show statistically significant differences in the retention
and mobility rates of Latinx teachers compared to Black teachers. Teachers of color or
Latinx teachers stay longer at schools with more students with the same background (Elfers
et al., 2022). Additionally, the findings of this study reveal that teachers of color are more
likely to quit their jobs. Student-to-teacher ethnicity congruence can be a predictor of
teacher turnover, meaning that when students and teachers are from the same ethnicity, the
chances of leaving are reduced. Teachers of color are more willing to leave their schools and
move to another school (Elfers et al., 2022). Moreover, schools with higher proportions of
students of color are more prone to teacher attrition (Carver-Thomas & Darling-Hammond,
2019; Ingersoll et al., 2019). Variance in ethnicity and race has important implications for
policymakers to diversify the teaching workforce. Additionally, further research is needed
to explore the causes of higher turnover among White and Latinx teachers.

5.3. Certification, Experience and Turnover

Teacher certifications were discussed in the chosen articles indicating that state-
certified teachers represent higher occupational commitment compared to non-degree
and non-certified teachers (Grant & Brantlinger, 2022; Solomonson et al., 2022). Borman
and Dowling (2008) defined qualified teachers as teachers who had graduate degrees,
were specialists in mathematics or science, held regular certifications, had more years of
experience, or achieved higher scores on some standardized tests. They stated that the
odds of turnover were greater among all types of qualified teachers except for teachers
with degrees and higher scores in standard exams. They found that qualified teachers were
less likely to leave their profession.

Regarding experienced teachers’ turnover, the present study’s findings align with
the findings of the Nguyen et al. (2020) meta-analysis, meaning that as teachers’ years
of experience increase, the likelihood of retention increases. On the contrary, Borman
and Dowling (2008) claimed that experienced teachers leave their profession at a higher
rate. Comparing teachers serving in wealthy districts with teachers serving in low-income
districts, experienced teachers might be less willing to quit their profession in wealthy
districts due to the higher tax revenue (Gunter, 2024).
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5.4. Wellbeing and Turnover

Our findings regarding the effect of wellbeing on teacher turnover indicate that well-
being has a positive but not significant effect on teacher turnover. Our analytics highlight
that teacher wellbeing has been a concern in teacher turnover studies around the globe in
recent years because the number of studies focused on wellbeing as a personal factor of
teacher retention has increased compared to previous meta-analyses. Collie (2023) claimed
that school resources facilitated teachers’ autonomy as it is related to students’ needs and
positively affects teachers’ wellbeing and retention. In another study, Vincent et al. (2023)
stated that insufficient resources negatively affected teachers’ workplace engagement and
psychological wellbeing and led to burnout. Madigan and Kim (2021) also emphasized
that exhaustion, depersonalization, and reduced accomplishment were highly important in
predicting teachers’ intentions to quit. Perceiving positive distress, regulating emotions,
and coping with work conditions have been the focus of scholarly research (Kafumbu, 2019;
Mullins, 2024; Räsänen et al., 2020).

5.5. Commitment and Turnover

Commitment to the teaching is one of the significant factors of teacher retention
(Ingersoll et al., 2019; Räsänen et al., 2020). Commitment is defined as strength of an
individual’s tendency to be involved in an organization (Zhan et al., 2023). Teachers
coming from the same community are more likely to stay. For instance, minority teachers
are highly motivated to serve in schools with more minority students because they feel
more committed to their communities (Ingersoll et al., 2019). Experienced teachers have
considerably higher levels of occupational commitment and work engagement than those
in the novice or mid-career professional. Work engagement also increased occupational
commitment (Solomonson et al., 2022). The study emphasizes the role of commitment in
teacher retention. Governments need to invest in the professional development of educators
to strengthen their engagement.

5.6. Self-Efficacy, Professional Development, and Turnover

Self-efficacy is determined as having a positive effect on turnover but not significantly.
Higher levels of distress and the sense of helpless lead to turnover while higher level
of self-efficacy and positive stress increases teacher retention (Marais-Opperman et al.,
2021). The current study’s findings about professional development align with the findings
of Nguyen et al. (2020). Our findings indicate that among all other personal factors of
turnover, professional development shows the highest log odd ratios. Nguyen et al. (2020)
defined qualified teachers as teachers who were state-certified teachers or graduated from
universities and claimed that professional development reduced the odds of leaving by
16 percent.

5.7. Special Education, STEM Teachers, and Turnover

The review of articles highlights that STEM and special education teachers are more
likely to leave their profession. Accordingly, Nguyen et al. (2020) affirmed that STEM
and special education teachers are more likely to quit their jobs. Borman and Dowling
(2008) also highlighted that STEM teachers left their profession at a higher rate than special
education teachers.

5.8. Leadership, Autonomy, and Turnover

The findings of the study reveal that among all the school factors, leadership quality
and autonomy have a significant positive impact on teacher turnover. Our study outcomes
reaffirm that the school leader role is crucial in increasing teacher retention by engaging
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them in professional activities. The study findings align with earlier meta-analytics of
Borman and Dowling (2008) and Nguyen et al. (2020) conveying that school leaders play
an essential role in keeping teachers at school. Accordingly, Nguyen et al. (2020) found that
the odds of retention in schools with more robust leadership support are 80% higher than
the odds of turnover among teachers serving in schools with weaker leadership support.
School leadership style affects teacher turnover and retention in different ways (Carver-
Thomas & Darling-Hammond, 2019; De Clercq et al., 2022; Ingersoll et al., 2019). Moreover,
supportive school leadership is supposed to reduce the adverse effects of workplace
pressure and work overload on teachers (De Clercq et al., 2022). Previous meta-analytics
of teacher turnover also showed that administrative support created a positive school
environment that increased teacher retention (Borman & Dowling, 2008). We suggest that
strengthening leadership support and establishing clear, supportive policies can cultivate
a more stable workforce. Autonomy makes teachers feel empowered and increases their
retention (McConnell & Swanson, 2024). Having a sense of agency and engaging in
professional activities could increase teacher retention (Collie, 2023; De Clercq et al., 2022).

5.9. Student Body Characteristics

The current meta-analytic of teacher turnover factors revealed that students’ body
characteristics are positively and significantly associated with a higher teacher turnover rate
(LOR = 0.011, p-value = 0.002). Students’ demographics and behavior are other noteworthy
factors of teacher turnover. Research declared that students’ behavior increased teacher
turnover in low-income, high-minority urban schools (Grant & Brantlinger, 2022). Students’
mistreatment of their teachers and experiences of victimization by teachers contribute to
their turnover (Curran et al., 2019; Ingersoll et al., 2019). In terms of the effectiveness of
school discipline on student body characteristics and consequently on teacher retention, the
findings of this study align with the findings of the meta-analytics of Borman and Dowl-
ing (2008), emphasizing that when teachers feel supported by the school administration,
the odds of turnover are reduced. School discipline can indirectly and positively affect
teacher retention, specifically in low-performing schools, since specific students’ offensive
behaviors can be controlled and teachers feel more safe and secure in such schools (Borman
& Dowling, 2008; Nguyen et al., 2020; Moon et al., 2020; Nguyen et al., 2019). In some
contexts, student discipline is categorized under leadership support. The study findings
affirm that student body characteristics highly affect teachers’ retention. Fostering positive
student behaviors can create a more safe and conducive learning environment for both
teachers and students.

5.10. School Level, Location, and Turnover

The study findings indicate that teacher turnover is significantly associated with
school level and location. Middle school teachers are more likely to leave their profession
than high school teachers. Similarly, urban schools are more likely to experience teacher
turnover than rural areas. Scholars referred to school level and geography as predictors
of teacher turnover (Buckman, 2021; Guthery & Bailes, 2022; Ingersoll et al., 2019). Miller
(2019) suggested that teachers were more likely to remain committed to the schools in rural
areas. Teachers’ turnover rate is higher in low-income, high-minority urban schools (Grant
& Brantlinger, 2022; Ingersoll et al., 2019).

5.11. School Resources, Community, and Turnover

We could not find any studies focusing on school resources and community; however,
as these factors are interwoven with other teacher factors, including principal retention,
we discuss them here. Scholarly studies emphasized the importance of these factors on
teachers’ decision to remain in their current school, such as the study by Collie (2023). Elfers
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et al., (2022) identified factors including defined school resources as supplying sufficient
teaching materials for teachers as highly affecting teachers’ decision to stay or leave their
current school. School context is another predictor of teacher retention. Schools with more
robust union contexts experience less teacher turnover than those with weaker contexts
(Nguyen et al., 2023). Community and within-classroom factors are the strong influences
on the decision to remain in the district (Derges, 2024).

The study’s findings revealed that connections to colleagues reduce teacher turnover
(Collie, 2023; Engelke, 2023). Moreover, a higher quality of teachers’ relationships with
their colleagues can positively affect teacher retention. School climate conditions, including
teacher collegiality, increase teacher retention (Grant & Brantlinger, 2022). However, See
et al. (2020) could not find any positive relationship between mentoring, support, and
induction and teacher retention. Nguyen and Springer (2023) referred to surrounding
people, connections, school culture, and school environment as workplace conditions
that affect teacher retention. Carver-Thomas and Darling-Hammond (2017) emphasized
other workplace conditions, including smaller class sizes and more notably educational
investments, and their positive effect on teacher retention rate. Other school characteristics
are predictors of teacher retention (Buckman, 2021), such as school level and the geography
of the region. Retention analysis implies that when teachers feel aligned with the school
context and are supported by the school community, they prefer to stay at the same school.
Teachers’ connections, integration, and relatedness to their colleagues can be more effective
than mentoring (Gunter, 2024).

5.12. Salary, Policy, and Turnover

Among the 85 studies reviewed in the current meta-analysis, very few studies pointed
to salary and incentives as predictive factors of teacher turnover. Carver-Thomas and
Darling-Hammond (2017) emphasized that teacher salary affected an average teacher at-
trition reduction in a decade after increasing school finance reforms. Teacher salary is
defined as metrics of teacher qualification and teachers with higher merit pay are con-
sidered as qualified teachers in some regions. Research indicated that overqualified and
underqualified teachers are more likely to leave their career (Ingersoll et al., 2019; Ryu &
Jinnai, 2021).

The states that offer higher teacher pay and invest more in education experience lower
teacher attrition rates (Carver-Thomas & Darling-Hammond, 2017). High-poverty districts
meet higher turnover of both teachers and leaders because they cannot afford to pay as
much as wealthy districts. Additionally, offering financial incentives positively affects
teacher commitment in hard-to-staff schools (See et al., 2020). Teacher merit pay indirectly
affects student achievement by increasing qualified teachers’ retention (Nguyen et al., 2023).
The earlier meta-analytics affirm the current research findings regarding the relatedness of
teachers’ salaries to their decision to stay or leave. Borman and Dowling (2008) stated that
teacher salary is a strong predictor of teacher retention among experienced teachers.

Quite a few studies devoted effort to exploring the effects of policies on teacher
turnover. The analytics of this study demonstrate a positive association between account-
ability and turnover. Scholars also suggested that some job policies affect teacher turnover
(Wronowski & Urick, 2019), including accountability policies that were initiated by the
No Child Left Behind (NCLB) Act and the Every Student Succeeds Act (ESSA). Regarding
job factors, some levels of accountability affect teacher retention, including practices of
evaluation and assessment (Wronowski & Urick, 2019). By addressing these interconnected
factors, countries worldwide can reduce teacher turnover, leading to improved educational
outcomes and a more consistent learning experience for students. To enhance teacher reten-
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tion, we suggest that more research needs to be conducted to recap the effect of policies on
teacher turnover and retention.

6. Conclusions
In this meta-analysis, our aim was to offer a thorough overview of both past and

recent findings in the study of teacher turnover. To achieve this, we created a detailed and
cohesive conceptual framework that identifies both the stable aspects of existing research
and the areas for more investigation. Additionally, the findings highlighted that quality of
leadership, teachers’ years of experience, student body characteristics, school level, and
teacher ethnicity were significant predictors of teacher turnover. Moreover, our analysis
sheds light on the evolving teacher turnover research on personal factors such as teacher
wellbeing, self-efficacy, and commitment. Furthermore, the amount of research exploring
the relationship between quality of school leadership and teacher turnover has increased.
Last, the meta-analysis shows that more scholarly attention needs to be paid to policy and
accountability as teacher turnover external factors.

7. Study Limitation
The studies that discussed the role of policies or professional development on teacher

turnover issues were more qualitative, so we had limitations to include these factors in
our study. Since we had to use the databases available to us, we might not have access
to all databases and some of the articles might not be included. We intended to include
global research in our study, but there were few studies from contexts other than the United
States. However, a review of studies from contexts other than America highlighted the
need for conducting more research regarding teachers’ exhaustion, wellbeing, and personal
accomplishments. For a few factors, most of the measurements were correlation analysis
and we had to convert them into odd ratios.
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Appendix A

Table A1. Sources of reviewed articles.

Database # From Search Results # Reviewed

Academic Search Complete 281 95
EBSCOhost 5 2

EconLit 8 3
Education Source 217 56

Eric 103 51
Google Scholar 12 6

LexisNexis 90 46
ProQuest 90 31

Total 806 290
Note. # = Number of articles.
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