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Abstract. The present study examines
structural and socio-psychological fac-
tors affecting attitudes towards quitting the
profession among school teachers. We ex-
plore effects of perceived workplace diffi-
culties, employment opportunities, self-ef-

ficacy beliefs, and emotional attachment
to the teaching profession. The survey
was conducted among public secondary
school teachers in Saint Petersburg, Rus-
sia (N = 730). The regression analysis re-
vealed that self-efficacy beliefs and pro-
fessional commitment are the strongest
predictors for retention, some work-re-
lated stress factors contribute to the like-
lihood of switching profession, while the
number of years of teaching experience
and work experience outside of teaching
have no effect. The results do not support
the hypothesis that early-career teachers
are more tolerant to switching professions.
The implications for retaining teachers in
the profession are discussed.
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The decision to choose a teaching career is not necessarily taken
once and for life; it can be reversible. Giving up a teaching career and
making a transition to another occupation is in many countries of the
world most often attested among beginner teachers in the first five
years of their school employment [Grissmer, Kirby 1997; Liu, Ramsey
2008]. But more experienced teachers sometimes take the decision
to leave the profession, too, and economical considerations may be
part of their decision [Baugh, Stone 1982; Harris, Adams 2007].
Attrition of qualified and active young teachers is a process that
presumably affected the age structure of the population of school
teachers in Post-Soviet Russia. In 2013, Russia participated in
the OECD Teaching and Learning International Survey (TALIS). In
this survey, the proportion of teachers older than 50 turned out to be
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Turnover
process models

much higher (almost 40%) in Russia than in other participating coun-
tries, while at the same time the percentage of very young teachers is
twice as high in Russia (4.7% of teachers younger than 25) as in oth-
er countries [Pinskaya et al. 2015]. Middle age teachers turned out
to be the most diminished cohort in comparison with other countries.
The question of whether or not young teachers will stay in the profes-
sion becomes essential to preventing the aging of teacher popula-
tion in this situation and to develop a sustainable teacher recruitment
and retention policy. The research of individual and organizational fac-
tors influencing the attitudes of teachers toward leaving the profes-
sion is required to obtain data necessary for the development of evi-
dence-based policy in this area.

Teacher turnover is a topic of long-standing research interest oc-
casionally supported by published data reporting critically high levels
of attrition among teachers (see e. g., Ingersoll 2001). A wide range of
institutional, economic, and organizational factors have been studied,
that can serve as predictors of teacher turnover at schools. A prom-
inent group of predictors that emerged in this research is a group of
socio-psychological factors characterizing the attitudes of teachers
toward their work and the profession at large: teachers’ job satisfac-
tion, individual and collective self-efficacy, and professional commit-
ment [Ashton, Webb 1986; Goddard, Goddard 2001; Ingersoll 2001;
Wang, Hall, Rahimi 2015]. However, most of the research on this topic
was performed using data from North America and Europe. We were
unable to find similar studies based on Russian data.

Our research is based on a sample of teachers of state second-
ary schools in Saint-Petersburg. Our goal is to study the interplay be-
tween the structural and socio-psychological factors in a teacher’s
decision to stay in school. We evaluate the significance and relative
importance of individual-level predictors (type of education, work ex-
perience both within and outside of school), job-related stress factors
(conflicts with colleagues, conflicts with administration, difficulties with
students etc.), and two important socio-psychological constructs:
self-efficacy and commitment to teaching. Policy implications are dis-
cussed along with the research results.

The act of quitting a job is generally treated as the final step ofa long
psychological process for an employee involving job-related attitudes
and decisions. The existing models explaining employee turnover are
far from reaching any consensus on the details of the process, but
agree on a general sequence of stages [Steel, Lounsbury 2009]. The
commonly acknowledged path leading to resignation is structured
along the lines of ecological reasoning from distal to proximal condi-
tions. Factors external to an individual, such as the job market and or-
ganizational or family situation, constitute distal conditions forming
the initial stage for the turnover process. The next stages of the pro-
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cess are characterized by changes in job attitudes, eventually form-
ing a psychological condition that was recently conceptualized as a
state of withdrawal from the job. On the last stages of the process ex-
plicit intentions of quitting can be attested followed by eventual resig-
nation [Hom et al. 2012].

In empirical studies intentions of quitting proved to be the most
reliable predictor for the actual turnover [Carsten, Spector 1987].
The downside of this predictor is its rather weak explanatory power.
The more specific intentions are measured (like, ‘quit in December’),
the more trivial their predictions become [Hanisch, Hulin, Roznowski
1998]. Thus to explore causes for turnover, concepts pertaining to ear-
lier stages of turnover process models are more useful.

In a classical formulation by March and Simon (1958), two crucial
conditions for turnover were given as an individual’s perceived ease of
movement out of the job and the perceived desirability of such move-
ment. Since then, the attitudinal sphere is commonly seen as a key
mediator between distal factors and behavior leading to actual turn-
over. Empirical studies have identified a substantial list of attitudinal
constructs associated with the likelihood of quitting a job: burnout
levels, work motivation, job satisfaction, self-efficacy, commitment
to the workplace and the profession, and withdrawal cognitions, to
name a few [Steel, Ovalle 1984; Griffeth, Hom, Gaertner 2000]. These
constructs are usually seen as interrelated and sometimes overlap in
terms of survey items used to measure them. The causal path lead-
ing from negative attitudes toward work to turnover need not be direct
and uniform for all employees. Some theorists advocate a non-linear
interpretation for the decision taking process leading to quitting a job
[Lee, Mitchell 1994; Steel 2002]. For our work, we find Lee and Mitch-
ell’s notion of a script to be of most conceptual utility in this domain.
A script refers to a pre-defined plan of action that becomes a poten-
tial behavioral response whenever some external events disturb the
stability of one’s attitudes to her job and trigger the turnover process
[Lee, Mitchell 1994]. We regard the idea of switching one’s occupa-
tion for higher pay to be appropriately described as a scriptin a sense,
and close to Lee and Mitchell’s. Evaluating attitudes to such a script
among respondents is a good way to find the subgroup that is prone
to switching professions due to experiencing difficulties.

The causes of teacher attrition is a long-respected topic in education-
al studies [Guarino, Santibanez, Daley 2006]. In this section, we brief-
ly summarize available data on teacher turnover in general, with a par-
ticular focus on individual predictors for teacher attrition.

Public interest in predicting teacher turnover is explained by the
high practical importance of the problem. US data published by Inger-
soll (2001) showed high rates of yearly loss of teachers by school dis-
tricts, either to other districts or out of the profession [Ingersoll 2001].
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Some other studies have shown that the overall teacher turnover rate
actually is not higher [Harris, Adams 2007], or is even lower [Hen-
ke, Zahn 2001; Stinebrickner 2002] than in other comparable occu-
pations. Still, much empirical research on teacher turnover has been
published since 2000 both inside and outside the US.

At an individual level, turnover rates for teachers are strongly as-
sociated with years of teaching experience. In the empirical studies
of US teachers, a characteristic U-shaped pattern of teacher attrition
emerged. The highest turnover is attested among beginner teachers
in their first years of service and among the pre-retirement age group
[Grissmer, Kirby 1997; Liu, Ramsey 2008]. The high turnover among
beginner teachers is explained mostly in terms of (un)successful ad-
aptation to the profession, often with reference to professional iden-
tity formation [Cochran-Smith et al. 2012]. The high turnover in the
pre-retirement group is best explained by the high pension-to-salary
ratio for US teachers, which makes early retirement attractive [Har-
ris, Adams 2007].

Many of those who left teaching at some point in their career re-
turn to the profession several years later. Grissmer et al. (1992) found
that during the 1980s, 40% of teacher hires were comprised of teach-
ers returning to the profession. Longitudinal data show that of all the
teachers who quit, approximately every third teacher returns to teach-
ing at some point during the next five years. This figure is the same
both for teachers who left the work force for child-care and for those
who left for other occupations [Stinebrickner 2002].

The wage level in alternative occupations available for teachers is
an obvious predictor for turnover. Indeed, in making decisions about
quitting, teachers were found to be at least as responsive as other
workers to wage differentials between teaching and other occupa-
tions [Baugh, Stone 1982]. An absolute wage level within and outside
of teaching is also significant for career decisions. Higher opportuni-
ty wages outside teaching make teachers more likely to switch profes-
sions, and higher wages in teaching make a teacher less likely to quit
either for career or family reasons [Dolton, Van der Klaauw 1999]. Par-
adoxically, this doesn’t mean that former teachers earn more in oth-
er occupations. UK data show that those teachers who actually leave
for other occupations in fact work for a 22% lower hourly-wage, work
on average two hours longer, and work mainly in the non-profession-
al occupations within the public sector [Frijters, Shields, Price 2004].

Individual characteristics that are linked to higher opportunities
in the labor market like ability, qualification, and field of specialization
may predict resignations from the profession. Teachers who score
higher on standardized tests, graduated from more selective universi-
ties and specialize in chemistry or physics stay in teaching for a short-
er length of time [Murnane, Olsen 1990]. That means that in the case
of a large enough wage differential, the teaching profession is bound
to lose the most qualified individuals to other occupations. But that
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doesn’t necessarily mean that it will lose its best teachers. A teach-
er’'s performance is usually measured by the educational attainment
of her students on standardized tests. Judging by this measure, it is
the least effective teachers who tend to exit the school district after a
couple of years of teaching [Murnane 1984]. A more recent study con-
firmed that better female teachers tend to stay in the profession but
there was no association between teaching performance and turno-
ver for male teachers [Krieg 2006].

Attitudinal variables were also studied as predictors for teacher
turnover. Here we consider the two psychological constructs most
closely related to the idea of leaving the teaching profession: self-ef-
ficacy beliefs and occupational commitment. Both these constructs
were extensively studied in application to teachers.

For teachers, professional self-efficacy means a belief by a teach-
er in her capability to manage her students and teach them some-
thing. The concept of self-efficacy was introduced by Bandura (1977)
and was quickly shown to be a useful predictor of a teacher’s class-
room performance, academic performance of her students and over-
all job satisfaction [Ashton, Webb 1986; Pajares 1997; Canrinus et al.
2012]. Besides that, in some studies it was demonstrated that teachers
with higher self-efficacy are more likely to stay in teaching [Glickman,
Tamashiro 1982; Swanson 2012; Vieluf, Kunter, van der Vijver 2013].

Occupational commitment is a construct that characterizes the
degree of one’s attachment to a career role (in our case, a teacher)
and willingness to work in it [Chapman 1983]. It is theoretically and
empirically distinguishable from commitment to a particular organi-
zation [Hackett, Lapierre, Hausdorf 2001]. Commitment has received
much attention in personnel turnover studies because it has been
found to strongly predict intentions to quit [Martin 1982]. For teach-
ers, occupational commitment is a predictor not only of teacher attri-
tion, but also of teacher performance and burnout [Tsui, Cheng 1999;
Rots, Aelterman 2008]. Notably, there exists a strong positive associ-
ation between a teacher’s self-efficacy and occupational commitment
[Klassen, Chiu 2011; Chan et al. 2008; Canrinus et al. 2012].

In line with the seminal model of March and Simon (1958), we may
structure the evidence on teacher turnover predictors along the lines
of the ease and desirability of a move. Higher ability and better quali-
fications contribute to the mobility ease while making more desirable
alternatives available. Low self-efficacy and low commitment levels
contribute to the desirability of leaving the profession. Job satisfac-
tion which is related to workplace difficulties and an individual’s reac-
tion to these difficulties makes an additional contribution to the desir-
ability of resigning.

Russian context Retention of teachers in the profession was a pressing social issue in
Russia in the 1990s. The fast transition to the market economy accom-
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Research
questions

panied with the relative neglect of educational policy on the part of the
state was a scene for a growing teacher turnover rate and decreas-
ing professional status. The situation was discussed by the teachers
themselves, researchers and the public at large primarily in econom-
ic terms [Gimpelson, Treisman 2002]. At that moment, a severe cutin
the state funding of education led to a drop in teacher salaries to the
point where many teachers were forced to leave for better paid skilled
and unskilled occupations. The teacher turnover rate of the 1990s had
a lasting impact on the demography of Russian school teachers, form-
ing what is known to be the effect of ‘aging’ the teacher population,
since most leavers were early- and mid-career teachers [Rzhanitsyna
2000; Zajda 2003]. The mean age of Russian school teachers in 2013
was still higher than the cross-national average [Pinskaya et al. 2015].

The past ten years have seen changes in the economic situation
along with significant policy modifications and finally an increase in
the proportion of young teachers currently employed in schools [Pin-
skaya et al. 2015]. Following the economic line of reasoning, we may
suggest that a more competitive salary was a factor in recovering the
attractiveness of the teaching profession. Nonetheless, the issue of
teachers’ salary levels remains a publicly discussed problem [Zaba-
turina, Kovaliova 2010; Zijatdinova 2010].

Optimism about the current trend in teacher recruitment should
be constrained with the evaluation of the prospects to retain the most
able younger teachers at their posts in the long-term perspective.
Some surveys show that the proportion of teachers who were con-
sidering leaving the profession as a career option is rather large. In a
mid-1990s survey of teachers in Saint Petersburg, 22% of respond-
ents reported that they could quit the job [Tumalev 1995]. In the lat-
est TALIS survey with a nationally representative sample of teachers,
33% of respondents younger than 40 and 18% of those older than 40
reported that they wouldn’t choose this occupation if they started their
career anew [Pinskaya et al. 2015]. We are unaware of any empirical
studies that have investigated factors influencing such a sentiment to-
ward the profession among teachers in the Russian context.

The high rate of job leaving intentions (even as hypothetical as an
answer to a questionnaire) is more noteworthy given the changes in
the labor market and the career strategies that have occurred since
the 1990s. Evidence exists that the younger generation of workers
tend to perceive their career not as a life-long choice but as a more flu-
id experience, and are more eager to change occupations [Wise, Mill-
ward 2005], and teachers are no exception [Smethem 2007].

The goal of our work is to explore the factors that make a teacher more
tolerant to the idea of leaving teaching for an occupation with a high-
er wage. We test for the significance and relative importance of three
groups of factors:
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1. Factors pertaining to the individual’s employment opportunities
outside of teaching. Here we consider type of education (high-
er education degree not in pedagogy or specialized pedagogi-
cal education), as well as work experience within and outside of
teaching.

2. Job-related stress factors. In this group we consider workplace
difficulties that respondents associate with the idea of leaving the
profession: conflicts with colleagues, conflicts with administration,
difficulties with students, excessive work load, inadequate salary.

3. Attitudinal factors. We consider teacher’s self-efficacy (a per-
ceived ability to manage students and to teach them something)
and an individual’s emotional attachment to the teaching profes-
sion. We measure emotional attachment to the profession using a
scale of occupational commitment.

Dataand The empirical results are based on data collected in 2014 on a sam-
method ple of Saint Petersburg schools. Two city districts were chosen for the
study, one in the central part of the city and another on the periph-
ery. Random sampling of schools was performed in each district. The
proportions of gymnasiums' and schools with specializations in cer-
tain subjects matched the proportions in the general population?. Al-
together, we surveyed 39 schools and 769 teachers. All the schools
in the sample agreed to participate in the study. The survey procedure
was conducted as follows. The research goal was explained to the
school administration, after that each school received 20-30 ques-
tionnaires, depending on the school size, for teachers to complete
themselves. These questionnaires were anonymous. In each school
11 to 30 teachers were surveyed (20 per school on average). Teach-
ers filled in the written questionnaires after a professional meeting at
school; completion of the survey was voluntary. Only teachers who
work in secondary/high school were included in the study. 91% of par-
ticipants were female, with a mean age of 45 years old and mean pro-
fessional experience of 19 years.

The comparison of gender and age distribution in our sample with
the data on the general population of Russian urban teachers for the
year 2013 published by the Ministry of Education and Science [Minis-
try of education 2016] shows no significant differences in the distribu-
tion of gender and age categories used in the Ministry’s data, whereas
the comparison of the number of years of working experience shows

1 Gymnasium—is a type of secondary school in modern Russia with an empha-
sis on academic subjects. The name ‘gymnasium’ refers to a name of type
of secondary schools in Russian Empire the diploma of which allowed the
admission to the university.

2 More details on the sample and the descriptive statistics can be found in [Ilva-
niushina, Alexandrov 2016].
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that our sample has somewhat more teachers with less than 20 years
of professional experience. This may be explained by our sampling
strategy, as we did not include in the study teachers of special edu-
cation schools, boarding and elementary schools. Besides that, it is
possible that young and less experienced teachers are less likely to
opt out of the survey. Hence, our sample may be considered general-
ly representative of the chosen segment of Saint-Petersburg schools.
Possible over-representation of younger teachers in our sample is
consistent with the aim of the study—to analyze the risk of teacher at-
trition, which is more prominent in the case of younger teachers.

Measures Dependent variable. The dependent variable for regression models
was constructed from the answer to the question: ‘If you were offered
a job with a more attractive salary, but in a field unrelated to school,
how difficult would it be for you to quit the teaching profession?’, with
aresponse scale from 1 (very easy) to 5 (very difficult).

Characteristics of the employment situation. We included sever-
al characteristics that might contribute to teachers’ perception of the
ease of leaving the profession. The first is a special type of educa-
tion. All the teachers in our sample had higher education. But we dis-
tinguished teachers who graduated from a pedagogical institute/uni-
versity from others (a binary variable). The second is the duration of
job experience measured as the number of years teaching. The third
variable was job experience outside of school, that is whether a re-
spondent had ever had a non-school related job (a binary variable).
The fourth variable was whether a respondent was engaged in private
tutoring (a binary variable).

Professional Difficulties. The next group of measures was con-
structed from the replies to the question ‘What problems and difficul-
ties could make you leave your job?’ The following possible answers
were offered: 1) conflicts with administration; 2) conflicts with col-
leagues; 3) difficulties with students; 4) too much work load; 5) not
enough payment; 6) lack of opportunity for personal growth and de-
velopment. Respondents had to mark ‘yes’ or ‘no’ for every answer;
thus six binary variables were constructed.

Self-efficacy. This construct was measured using a 5-item teach-
er efficacy scale (Gibson, Dembo 1984), translated into Russian and
slightly adapted. Sample items are ‘If | try hard, | can motivate even
the most uninvolved students’ and ‘If a student in my class becomes
disruptive and noisy, | feel assured that | know some techniques to
redirect him.’ A Likert-type response scale with four categories was
used, ranging from 1 (‘completely disagree’) to 4 (‘completely agree’).
Previous research confirmed adequate internal consistency and a sin-
gle-factor structure of the scale (R.D.Goddard and Goddard 2001).
On our sample Cronbach’s alpha was 0.72. The items were averaged,
with higher scores indicating a greater level of self-efficacy.
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Occupational Commitment. For measuring this construct we de-
signed our own 5-item scale. Sample items are ‘I would not like any
other profession except school teacher for myself’ and ‘despite all the
difficulties and problems, | like my profession’. Items were rated on a
4-point metric, ranging from 1 (‘completely disagree’) to 4 (‘complete-
ly agree’). Analysis has shown that all items are combined in a single
factor. The reliability coefficient (Cronbach’s alpha) is 0.74. The items
were averaged, with appropriate reverse scoring. Higher scores indi-
cate greater commitment.

The gender of the respondent was included in all models as a con-
trol variable.

For the analysis of relations between the dependent variable—how
hard it would be for a teacher to quit her job—and a number of ex-
planatory variables, we used a series of multiple regression models?,
built using SPSS19.0 software. The logic of the analysis was as fol-
lows. The first model included explanatory variables describing edu-
cation, job experience and gender. The second model included vari-
ables describing professional difficulties and self-efficacy. In the third
model, we combined variables from the first and second models. Our
last step (model 4) was to include professional commitment as an ex-
planatory variable.

Descriptive statistics for the variables are presented in Table 1. Most of
the teachers in our sample had special pedagogical education, mean-
ing they graduated from a pedagogical institute or university. Never-
theless, almost 60% of the respondents at some point of their lives
had held a job outside of school and teaching. We might suggest that
this happened mostly in 1990-2000, when a school teacher’s salary
was quite low, and teachers either had to supplement it by having an
additional job, or had to leave school altogether for a while. Of the to-
tal sample, 20% are young teachers with experience of 5 years or less.
Almost the same proportion are teachers with more than 30 years of
experience; that is, persons close to retirement or already over retire-
ment age. Private tutoring is quite common: almost every 6th teacher
earns additional money by giving private lessons.

Regression models results are presented in Table 2. In the 1st
model we introduced only the variables related to job experience
and education. There is a positive relationship between the length of
teaching experience and the difficulty in leaving the profession, but
this relationship is very weak. If a teacher had ever hadanother job

8 Though the dependent variable is negatively skewed, residuals of the regres-
sion with the original variable are normally distributed; this means that vari-
able transformation is not necessary.
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Table 1. Descriptive statistics

Variable name % Mean (SD) Min-Max

Women 92%

B8 (2)

051(0,50)

0,27 (0,44)

0,17 (0,37)

0,22 (0.41)

0,57 (0,50)

040 (049) |

3,00 (0,44)

2,84 (0,65)

How hard to leave teaching profession

3,85 (1,20)

outside of school, or if she was engaged in private tutoring, it would
be easier for her to quit the teaching profession. This model has very
small explanatory power and explains only 3.6% of the variance in the
dependent variable.

In the second model we analyze how different problems and diffi-
culties that teachers experience in their work affect their unwillingness
to leave the teaching profession. We also include self-efficacy in this
model as a concept reflecting teachers’ perceived expectation of suc-
ceeding in their everyday tasks. As it turned out, not all factors that are
perceived by teachers as work difficulties are related to their attitude
toward leaving the profession. Out of six possible stress factors, only
problems with students and low payment, and (to a lesser degree) ex-
cessive work load increase the perceived ease of leaving the teaching
profession. On the contrary, conflicts with colleagues and administra-
tion and lack of opportunities for personal growth and development
do not make it easier for a teacher to quit her job. Self-efficacy is pos-
itively related to the dependent variable, that is, the higher one eval-
uates herself on this parameter, the more difficult it would be for her
to leave the teaching profession. It is worth noting that R-squared for
Model 2 is much larger than for Model 1 and equals 16.4%.

The third model combined Model 1 and Model 2. Combining two
models gives an additional slight increasein R-squared—18.3%. Signs
of all the coefficients remain unchanged, while the significance of
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Table 2. Regression modeling result.
Dependet variable: how hard it would be to leave teaching profession

Teaching experience (in years)

Excessive work load

Not enough payment

No possibilities for development

Self-efficacy

Commitment to profession

—0 19 (0 10)

054 (0,09)***

052(010)

0,02 (0,09)

5 0004 (0 004) 5

—0 20 (0 10)

—0 23 (0 11)

—0 06 (0 10)

0 51 (0 10)***

-o 52 (0 09)***

Model 1b Model 2 Model 3 Model 4
(S.E)
Constant 3,53 (0,20)*** 2,82 (0,30)*** 4 09 (0 21)*** 1 14 (0 37)
Higher pedagogical education 0 22 (0 10)* 0 04 (0 09)

0 000 (0 004)

Ever had a job not in school ; ; ‘ —0 03 (0 09) N
Engaged in private tutoring —0 19 (0 13) —0 13 (0 11) N
Gender o200 027(0ie  07(015)
Conflicts with administration ' —0 17 (0 10) —0 17 (0 10) —0 10 (0 09)
Conflicts with colleagues . H —0 04 (O 11) : “ —0 05 (0 11) : H —0 10 (0 11) H
Difficulties with students —0 62 (0 12)*** —0 61 (0 12)*** —0 31 (0 11)

—0 06 (0 10)

—0 39 (0 09)***
—0 03 (0 09)

0, 26 (o 10)**

0 77 (O 07)***

R-square 16,4% 18,3% 31 7%

***p<0,001; **p<0,01; *p<0,05.

some coefficients change (when it approaches the threshold value
of p=0.05).

Our final model (Model 4) includes one additional variable—com-
mitment to the teaching profession. The model has much more ex-
planatory power and explains almost 32% of the variance in the de-
pendent variable. Comparison of the coefficients between the third
and fourth models shows that while self-efficacy and job-related dif-
ficulties that were significant in Model 3 retain their significance, all
variables related to education and job experience become insignifi-
cant. The final model demonstrates that commitment to the profes-
sion is the strongest predictor that a teacher finds it extremely difficult
to quit her job, when other demographic and socio-psychological fac-
tors are controlled for.

Discussion We estimated the relationship of the three groups of factors (individ-
ual employment opportunities outside of school, job-related stress
factorsand attitudinal factors) with the perceived ease of leaving the

profession. Our results show that most teachers find it hard to leave
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the profession even when considering a hypothetical alternative with
a higher wage. We found the two psychological constructs—occupa-
tional commitment and self-efficacy beliefs—to have the most promi-
nent effect. The higher the efficacy and commitment, the harder it is for
a teacher to consider leaving the profession. When these attitudinal
factors are taken into account, other factors that we see as indicative
of the opportunity for an individual’s mobility in the labor market lose
their significance. At the same time, some job-related stress factors
retain their significance even when self-efficacy and professional com-
mitment are taken into account. These factors are: difficulties with stu-
dents, not enough payment and excessive workload, though their re-
lationship with the attitude toward leaving profession is much weaker.

The design of our study does not allow us to draw conclusions
about the direction of causality between self-efficacy and professional
commitment on one side, and the ease in the attitude toward switch-
ing professions. Most probably, there is an interactional relationship
among these attitudes during the teaching career.

Since there is no similar research based on Russian data, we can
only compare our results to broader international literature. In a recent
study, the internal structure of the Dutch teacher’s professional identi-
ty was explored [Canrinus et al. 2012]. One of the factors identified by
the authors, ‘responsibility to remain in teaching,’ is conceptually very
close to our outcome variable. Among the most significant direct and
indirect effects on it were classroom self-efficacy and emotional com-
mitment to the profession, which directly corresponds to our findings.

One of our negative results is the most interesting from a theoret-
ical and also a practical point of view. Our data do not support the hy-
pothesis that early career teachers are more easily inclined toward the
idea of switching professions. Some previous research has persua-
sively shown that the early years of teaching are crucial in making the
decision to quit the profession, with a tipping point of 5 years of teach-
ing experience [Struyven, Vanthournout 2014]. Authors argue that in
the first years of teaching a teacher is still evaluating the prospects of
an alternative career and can more easily decide to switch professions.
Out results demonstrate that attitudes toward quitting the profession
are independent of teaching experience*.

Our data confirm that effects of the work experience are mediat-
ed by the self-efficacy (which grows with experience) and occupation-
al commitment. Such a mediational relationship is in line with the find-
ings in similar studies on personnel attrition [Karsh, Booske, Sainfort
2005]. In theoretical models of the personnel turnover process, at-

4 We have built models (not shown in this article) that compared young teach-
ers with less than five years of teaching experience with more experienced
teachers. These models also show no difference in attitude toward leaving
the profession among teachers with different experience.
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Summing up the contribution of this study, we wish to highlight
two points. First, we present empirical data on predictors of teach-
er attrition in a population of Russian teachers, previously unstud-
ied in this respect. Our findings indicate that those who regard higher
wages as a motivator to quit teaching are likely to have low profes-
sional self-efficacy and low occupational commitment. Second, our
results do not confirm that early career teachers are more tolerant
to the idea of switching professions, contrary to expectations based
on high turnover rates among young teachers evidenced in research
on US teachers. This means that there are good prospects of retain-
ing young teachers in the long run, provided that they keep a positive
attitude toward the profession. Although occupational commitment
is hardly likely to be influenced by policy measures directly, self-effi-
cacy can be. Thus we suggest that programs aimed at improving the
classroom self-efficacy of young teachers may be an effective policy
measure for teacher retention.
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