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This quantitative study focuses on Australian mid-career teachers’ (MCTs) attrition and
profiles those who stayed, left, or returned. The population included 6108 MCTs
employed with the Department of Education Western Australia from 2004 to 2014.
Findings showed more MCTs stayed, than left, or returned. MCTs who stayed were
predominantly male, senior teachers, eatly childhood and primary teachers, teaching
science, working full-time, permanently employed, and in metropolitan locations. These
findings were aligned with Mason and Poyatos Matas's (2015) four-capital model which
was then expanded to a five-capital model to include career capital and more themes
were added under human capital, positive psychological capital, and structural capital.
This five-capital model provides a comprehensive depiction of the multitude of factors
that interact with one another surrounding MCT attrition. It will assist policymakers and
school leaders to create policies and develop strategies to support MCT's and encourage
them to stay in the teaching profession.

Introduction

Globally, academic institutions have increased focus on diversity, inclusion, and equity in
leadership and management. However, statistics show that women are still invisible at the
most senior leadership positions in higher education (Motley & Crossouard, 2016; Shaikh,
2014). Previous scholarship regarding teacher supply is an ongoing challenge in Australia,
New Zealand, England, the United States of America (See et al, 2020), and many
countries in Europe (Delhaxhe et al., 2018). Also, teacher turnover is a significant issue
wortldwide (Runhaar et al., 2019). Mid-career teachers (MCTSs) are leaving the profession
(Levine, 2013). The factors driving MCT attrition are multiple and interrelated (Hartsel,
2016). Cawte (2020) identified MCTs leave the profession due to stress, exhaustion,
limited career opportunities, school culture, teaching workload, and the impact on family
and personal life. Others leave due to inadequate support, lack of professional
development, and classroom discipline problems (Buchanan, 2012). Arviv and Navon
(2021) found MCTs are often highly employable so they may leave teaching for better
opportunities elsewhere.

Costs associated with MCT attrition are significant, as schools must constantly recruit,
train, and develop new teachers (Brill & McCartney, 2008). Beyond the economic
implications, non-monetary costs affect schools and communities, ultimately impacting
the students. MCT attrition may lead to a decrease in student achievement as students
miss out on the benefits of being taught by experienced instructors (Sorensen & Ladd,
2018). However, research has shown that experienced teachers are more likely to return to
the profession than their less experienced counterparts, making returning MCTs a
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valuable source of teacher supply (Allen, 2005). By understanding the differences between
MCTSs who stay, leave, and return, policymakers can better tailor retention strategies and
create policies to avoid attrition. Gundlach (2023) noted that research investigating teacher
turnover has been dominated by large-scale reports with national data from the United
States, which does not reflect Australian trends.

In Australia, there are 303,539 full-time equivalent (FTE) teachers working with over four
million students in 9,581 schools (Australian Bureau of Statistics, 2021). Our study focuses
on the Department of Education Western Australia (‘the Department’) which has a
workforce of more than 24,720 teachers spread across 830 sites in eight education regions
of the largest state in Australia, covering 2.646 million square kilometres (Department of
Education Western Australia, 2023). This study aims to analyse the attrition of MCTs,
referring to those with six to twenty years of teaching experience (Hurst, 2018) and to
identify and profile the MCTs who stayed, left, or returned. With no consensus on a
definition for attrition (Weldon, 2018), it is defined in our study as MCTs lost to the
teaching profession voluntarily (resignation or through termination of a fixed-term
contract) or involuntarily (age retirement, retrenchment, dismissed with notice, or death).

Research aim

This study investigates factors such as age, gender, field of education (early childhood,
primary, secondary) and seniority (career management). In particular factors such as
region, Index of Community Socio-Educational Advantage (ICSEA), subject area and
specialisation, employment type (fixed termours), employment status (permanent, fixed
term) all identified by the Australian Institute for Teaching and School Leadership
(AITSL, 2021b) as lacking information about the impact on MCT attrition are invstigated.
Research questions include:

1. How many MCTs stayed, returned, or left (and why)?
2. What is the profile of those MCT's who stayed, left, or returned?

Literature review

Teachers often decide whether to continue in the classtoom and/or profession during the
mid-career stage (Cawte, 2020). MCTs leaving adds to the complexity in Australia, where
there is no national or consistent teacher attrition data available, so current estimates of
attrition vary widely across education systems and sectors (AITSL, 2016). Although each
state and territory education department collects exit statistics, the data is usually not
disclosed publicly (Buchanan et al., 2013). The Australian Teacher Workforce Data
(ATWD) initiative was approved by the Education Council (membership includes state,
territory, Australian Government, and New Zealand Ministers) in December 2016 to
provide longitudinal insights into teacher workforce data from pre-service to retirement
and data to support predictive modelling of supply and workforce trends at national,
jurisdictional, and sector levels (AITSL, 2021a). ATWD is slowly progressing this agenda.
Until then, our study is an opportunity for Western Australia (WA) higher education
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providers and the Department to collaborate and share publicly WA MCT attrition rates
and which MCTs are staying, leaving and returning.

MCT attrition is often overlooked as the emphasis is mostly on early career teacher
attrition (Hartsel, 2016). There is limited literature on MCTs in the Australian context
(Lusty, 2016) and there is a gap in knowledge regarding specific WA MCT attrition and
profiles of who needs to be retained and attracted. Lusty (2016) using a naturalistic inquiry
approach profiled four MCTs in New South Wales to differentiate teachers in their mid-
career stage of professional life. Cawte (2020) interviewed 20 MCTs from Queensland,
Australia and used Maslow’s hierarchy as a theoretical framework to establish a MCT
profile. Knowing the WA MCT attrition rate and the profile of MCT's would enable the
Department to effectively identify how to retain and progress MCTs. Particulatly at this
opportune time, as the Australian Government Department of Education (2022) has
developed a National Teacher Workforce Action Plan INTWAP). One of the priority areas is
keeping the teachers we have, and this involves increasing support for teachers, enhancing
career pathways, reducing unnecessary workload and freeing up teachers to focus on core
teaching tasks and collaboration. NTWAP brings a national focus to important issues and
adds to the measures that jurisdictions and education authorities are already putting in
place to respond to teacher workforce challenges such as MCT attrition.

When investigating MCT attrition Gundlach (2023) suggested that we are attempting to
tackle the teacher shortage without all the necessary information. To gain a
comprehensive understanding of the complexities involved in teacher attrition or
retention, Mason and Poyatos Matas (2015) proposed that research studies should employ
an overarching model. Recent studies have examined teacher attrition utilising the four-
capital conceptual model by Mason and Poyatos Matas (2015) which incorporates the
theories of human capital, social capital, positive psychological capital, and structural
capital. Oo and Lin (2020) conducted a study in Hlaing Thar Yar Township, Yangon
Region of Myanmar, examining the perceptions of 374 MCT's regarding the four capitals
and found that structural capital (including inadequate salary, excessive workloads, and
unnecessary tasks) was the most significant factor contributing to attrition. Noel and
Finocchio (2022) interviewed five former teachers in the United States and employed the
four-capital model to gain a nuanced understanding of teacher attrition. They discovered
that the primary reasons for these teachers leaving were issues surrounding preservice
education, practitioner autonomy, administrative accountability, shifting demographics,
and unsustainable lifestyles. Wangchuk and Dorji (2020) studied teacher attrition in
Bhutan and used the four-capital model to attribute reasons for the attrition of 15 early
career teachers to human capital (a lack of professional development) and social capital

(poor leadership).

Mason and Poyatos Matas (2015) suggested that MCT attrition occurs due to a complex
interplay of various factors, including social capital, human capital, positive psychological
capital, and structural capital. The human capital theory refers to the knowledge, skills,
and attributes that individuals possess and use in economic activities (OECD, 1998). This
includes recruitment, retention/turnover, workforce profiles, together with employee
attitude/engagement, compensation, customer satisfaction, competencies/training, and
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productivity measures (Wuttaphan, 2017). The structural capital theory encompasses the
building infrastructure, teaching resources, and technological equipment used in schools.
It includes school-based procedures (for the appointment, movement, compensation, and
promotion of teachers), processes and policies, subject appointments as well as curriculum
frameworks and administrative procedures (Mason & Poyatos Matas, 2015). Social capital
theory focuses on the culture of schools, particularly relationships, and their potential for
reciprocal support, which values teachers and their work. It allows a school to function
together effectively through trust, shared identity, norms, values, and mutual relationships
(Demir, 2021). Social capital types include bonding, bridging, and linking. MCT's have the
potential to be an intergenerational professional bridge between early career teachers and
pre-service teachers. If MCTs leave, that bridge collapses and their professional
knowledge is lost. Positive psychological capital the fourth form of capital, refers to an
individual’s personality traits that positively affect behaviour and performance in the
workplace (Perera et al., 2018). Recognised elements forming the construct and structure
of positive psychological capital include hope, resiliency, self-efficacy, and optimism
(Cavus & Gokeen, 2015). Some related concepts with positive psychological capital are
psychological presence, job satisfaction, job performance, commitment, and work
engagement (associated with needing to belong in the workplace) (Topchyan & Woehler,
2021). Peterson et al. (2011) found the amount of support from those around including
peers and supervisors within the work environment can create the necessary conditions to
build positive psychological capital. It is anticipated that our study of MCT attrition will
add to the knowledge base of the four-capital model.

Method

This is a quantitative study focused on MCT attrition and profiling those who stayed, left,
or returned. MCT status and measurement of change in MCT attrition from year to year
was established by using paid FTE data and included MCTs working at least one day a
week and in non-teaching roles. MCT characteristics in Table 1 and MCT reasons for
resignation were sourced from HRMIS. The resignation data is limited as it only applies to
permanent employees completing the exit survey and it is not mandatory. Approval was
obtained from the Human Research Ethics Committee, University of Notre Dame
Australia, Reference number 2021-048F on 20 April 2021.

Participants

Of 9850 first-year graduates employed from 2004 to 2014 by the Department, it was
established that 6108 had reached MCT status in 2020 (see Table 1). MCT status involved
using paid FTE data in the Human Resource Management Information System (HRMIS)
and establishing those in their sixth year of teaching, as counted from their start year of
employment, and then allocating them into the following groups:

(a) Stayers: teaching in the year of data collection throughout the whole study period.
(b) Left: was not teaching in the year of data collection and did not return within the
study period.
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(c) Returners: teaching in the year of data collection but with one or more temporary
exits of least one year at any time in the study period.
Table 1: Characteristics of 6108 MCT's
Characteristic Stayers Returners Left Total
[ %o n %o 7 %o N
Total 3726 61.0 1447 237 935 153 06108
Gender Female 2898 594 1224 251 754 155 4876
Male 828 672 223 181 181 147 1232
Age years 20-29 255 731 26 7.4 68 195 349
30-39 2005 605 855 258 452 13.6 3312
40-49 870 605 356 248 212 147 1438
50-59 508 637 170 213 120 150 798
60-69 85 42.7 36 181 78 392 199
70-79 3 25.0 4 33.3 5 41.7 12
Field of Eartly childhood 457 634 157 21.8 107 148 721
education Primary 2107 627 764 227 491 146 33062
Secondary 1106 57.0 507 261 326 168 1939
Educ. support 38 65.5 14 241 6 10.3 58
Unknown 18 064.3 5 17.9 5 17.9 28
Senior teacher Yes 872 702 289 233 82 6.6 1243
No 2854 587 1158 238 853 175 4865
Employment  Fixed term 148 185 280 350 371 464 799
status Permanent 3578 674 1167 220 564 10.6 5309
Employ. type  Full-time 2718  66.6 813 199 549 135 4080
(salaried hrs)  Part-time 1008 49.7 634 313 386 19.0 2028
Region South Metro. 1506 63.5 542 229 322 136 2370
North Metro. 1350 653 463 224 253 122 20066
Southwest 291 535 156 287 97 178 544
Wheatbelt 126 51.0 66 267 55 223 247
Pilbara 108  50.2 55 256 52 242 215
Midwest 106 538 44 223 47 239 197
Goldfields 92 49.5 48 258 46 247 1806
Kimbetley 78 56.1 37 266 24 173 139
Central Office 069 479 36 250 39 271 144
ICSEA scale  381-874 105 50.7 56 271 46 222 207
875-924 348 587 140 23,6 105 177 593
925-974 614 565 270 248 203 187 1087
975-1024 1202 63.0 442 232 263 138 1907
1025-1074 684 637 257 239 133 124 1074
1075-1124 355 625 141 248 72 127 568
1125-1258 265  69.0 75 195 44 115 384
Unknown 153 531 66 229 69 240 288
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Data analysis

Statistical Package for the Social Sciences version 28 was used. To establish the MCT attrition
rate, quantitative data analysis included descriptive statistics: proportion, mean (M), and
standard deviation (SD). A chi-square test of independence was conducted between the
MCTSs employment commencement year and those who stayed, left, or returned, as well
as between the number of MCT years worked and those who stayed, left, or returned with
a follow-up analysis of residuals.

To establish the profile of stayers, returners, and left MCT's, a binomial logistic regression
was used to ascertain the effects of the predictor variables: age, gender, field of education
(eatly childhood, primary, secondary), seniority, employment type (salaried hours), region,
Index of  Community  Socio-Educational Adpantage (ICSEA), and employment status
(permanent, fixed-term) on the likelihood that MCTs returned or stayed employed. Also,
for gender, seniority, and employment status (permanent, fixed-term) on the likelihood
that MCTs left or returned. The chi-square test of homogeneity was used to determine if a
difference existed between the subjects taught by MCTs on a dichotomous dependent
variable (left, stay). This was followed by a post hoc test with a Bonferroni correction to
control for type I error inflation.

Findings

RQ 1: How many MCTs stayed, left or returned?

A chi-square test of independence showed a medium statistically significant association
(Cramet's V = .317) between the number of years MCT's worked and those who stayed,
left, or returned, ¥2(22) = 1225.617, p < .001. All expected cell frequencies were greater
than five (Table 2).

Table 2: Cross tabulation of MCT's working years between those who stayed, returned, or

left
Stayers Returners Left Total
MCT years Adjusted Adjusted Adjusted
worked . 7 . n . N
residual residual residual
7 532 -2.4 197 -1.9 198 5.6 927
8 592 32 179 -2.9 128 -1.0 899
9 396 -2.2 189 24 108 0.2 693
10 455 24 163 -0.2 81 -2.9 699
11 408 2.1 168 1.9 53 -5.1 629
12 326 0.9 155 3.5 38 -5.3 519
13 387 7.3 88 -3.5 34 -5.6 509
14 257 5.1 74 -1.1 16 -5.7 347
15 124 2.6 41 -0.1 11 -3.4 176
16 175 8.8 14 -5.4 2 -5.6 191
17 74 6.9 0 -4.8 0 -3.7 74
Total 3726 1447 935 6108

Note: 26 cells had an absolute adjusted standardised residual greater than two.
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Number of MCTs who stayed

Of the 6108 MCTs, 3726 (61.0%) M = 338.7, SD = 165.91) stayed employed with the
Department from their commencement year to 2019. The average age was 39.4 (SD =
8.78). From 13 years onwards, most MCT's who stayed worked more years than would be
expected, see Table 2.

Number MCTs who returned

Of the 6108 MCTs, 1447 (23.7%) (M = 131.5, SD = 52.52) returned over the study
period. The average age was 39.9 (SD = 7.99). After 13 years worked, there were mostly
less than expected MCTSs returning, see Table 2. Logistic regression established that
compared to MCTs who stayed, the probability of MCTs who returned was 65.8%.
Whereas, compared to MCT's who left, the probability of MCTs returning was 67.3%.

Number of MCT’s who left and why

Of the 6108 MCTs, 935 (15.3%) (M = 85.0, SD = 35.15) left the Department after their
commencement year and before 2019. The average age was 41.1 (SD = 10.75).
Throughout the seven to seventeen years worked, most MCTs who left worked fewer
years than would be expected, see Table 2. Resignation data was available for 396 MCT's
to explain why they left. The dominant resignation code was ‘other reasons’ for 124
(31.3%) MCTs, see Table 3. Most were females (74.2%). The top resignation codes for age
groups 20 to 29 and 30 to 39 years, were ‘other reasons’ and location. Compared to female
MCTs, a higher proportion of males resigned due to other work, job dissatisfaction, to
teach in a non-government school, or for full-time study.

Table 3: Resignation reasons for MCT's who left the profession

Fedomiion coit Female Male Total

n % Vi % N %
Resigned - other reasons 91 31.0 33 32.4 124 31.3
Resigned - location 61 20.7 14 13.7 75 18.9
Resigned - other work 40 13.6 17 16.7 57 14.4
Resigned - family responsibility 34 11.6 6 5.9 40 10.1
Retired - voluntary (from employment 29 9.9 7 6.9 36 9.1

in teaching)

Resigned - teaching non-government 12 4.1 6 5.9 18 4.5
Resigned - job dissatisfaction 12 4.1 6 5.9 18 4.5
Resigned - ill health 6 2.0 1 1.0 7 1.8
Retired - incapacity 3 1.0 1 1.0 4 1.0
Resigned - working conditions 3 1.0 0 0.0 3 0.8
Dismiss with notice: misconduct 0 0.0 3 2.9 3 0.8
Dismiss with notice 1 0.3 2 2.0 3 0.8
Resigned — full-time study 0 0.0 2 2.0 2 0.5
Resigned - teaching interstate 1 0.3 1 1.0 2 0.5
Resigned - workers compensation 1 0.3 1 1.0 2 0.5
Deceased 0 0.0 2 2.0 2 0.5
Total 294 74.2 102 25.8 396 100.0
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RQ 2: What is the profile of those MCTs who stayed, left, or returned?

To establish an MCT profile, age, gender, field of education (early childhood, primary,
secondary), seniority, employment type (salaried hours), employment status (permanent,
tixed-term), region, ICSEA, and subjects taught were investigated.

MCTs more likely to stay

Logistic regression was performed to ascertain the effects of the variables in Table 4
between those who stayed and those who returned. Of the 5173 cases, 219 were missing
due to unassigned ICSEA codes. Not all schools, for example special schools, have
ICSEA values representing levels of educational advantage which allows for fair and
reasonable comparisons among schools with similar students (Goss & Owain, 2018).
There were 19 standardised residuals with a value ranging from -2.599 to -2.751 which
were kept in the analysis. In the model-building process, age was not significant, so it was
removed in the final model. The logistic regression model was statistically significant,
X2(16, n = 5173) = 434.8206, p < .001 and correctly classified 74.9% of cases.

Table 4: Logistic regression results for MCT's who stayed or returned

Wald’s test

Predictor and coding B ” » Exp(B)

Gender = 1 (male) 420 20.194 .001 1.522
Primary =0 35.988 .001

Secondary =1 -.406 28.650 .001 .666
Eatly childhood = 2 159 2.095 148 1.172
Unknown field of education = 3 -.073 .058 .809 929
Employment status = 1 (permanent) 1.611 200.633 .001 5.006
Employment type (salatied hours) 1.343 86.121 .001 3.831
South metropolitan = 0 19.054 .015

North metropolitan = 1 .019 .061 .806 1.020
Southwest = 2 -.300 6.339 .012 741
Wheatbelt = 3 -.367 4.581 .032 .693
Goldfields = 4 -471 5.237 .022 .624
Pilbara =5 -.406 4.838 .028 .666
Midwest = 6 -.034 .027 .870 967
Kimbetley = 7 -413 3.033 .082 .661
Administration central office = 8 -.010 .001 983 990
ICSEA .001 2.947 .086 1.001
Senior teacher = 1 (no) -.021 .063 .801 979
Constant -2.345 19.972 .001 .096
Overall model evaluation X2 df P
Likelihood ratio test 434.826 16 .001
Score test 464.139 16 .001
Wald’s test 900.045 1 .001
Hosmer & Lemeshow 5.722 8 .678

Note. Cox & Snell R Square = 0.84 Nagelkerke R Square = 0.121, sensitivity 95.9%, specificity
20.5%.
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Of the seven predictor variables, five: gender, field of education, region, employment
status (fixed-term, permanent), employment type (salaried hours) were statistically
significant as shown in Table 4. When these five predictor variables were considered
together, it was found MCT's were more likely to stay: if hired as a permanent employee
compared to a fixed-term employee with 5.006 higher odds (95% CI [4.0006, 6.256]); and if
they were a male with 1.522 higher odds (95% CI [1.267, 1.828]). Increasing salaried hours
worked was associated with increased odds of staying in the profession (95 % CI [2.885,
5.088)).

Results showed MCTs less likely to stay included those in secondary compared to primary
with 0.666 higher odds (95% CI [.574, .773]), and if compared to the South Metropolitan
Region, they were located in either the: Southwest Region 0.741 higher odds (95% CI
[.587,.936]), Wheatbelt Region 0.639 higher odds (95% CI [.495, .970]), Goldfields Region
0.624 higher odds (95% CI [.417, .935]) and Pilbara Region 0.666 higher odds (95% CI
[.464, .957]).

Amongst the MCTs who stayed, the probability of staying was 75.7%, while for the MCT's
who returned, the probability was 65.8%. The probability of which MCTs returned or
stayed in the profession improves if it is known about the field of education secondary
(40.0%), gender (male) (60.4%), basis of employment being permanent (83.4%), salaried
hours worked (79.3%), and if located in the Southwest (42.6%), Wheatbelt (40.9%),
Goldfields (38.4%) and Pilbara (40.0%) Regions.

MCTs more likely to leave
Logistic regression was performed to ascertain the effects of the variables in Table 5
between those who returned and those who left. The logistic regression model was

statistically significant, 2(3, » = 2383) = 161575, p < .001, and correctly classified 65.0%
of cases, see Table 5. Of the 2382 cases (1447 returners, 935 left), none were missing.

Table 5: Logistic regression results for MCT's who left or returned

Wald’s test

Predictor an in
ctor and coding B s » Fxp(B)

Gender = 1 (male) 370 10.426 .001 1.448
Senior teacher = 1 (no) .809 35.149 .001 2.245
Employment status = 1 (Permanent) -921 92.474 .001 .398
Constant -542 12.454 .001 .581
Overall model evaluation x> af 2

Likelihood ratio test 161.575 3 .001
Score test 158.434 3 .001
Wald’s test 108.320 1 .001
Hosmer & Lemeshow 1.437 4 .838

Note. Cox & Snell R Square = .66, Nagelkerke R Square = .089, sensitivity 38.2%, specificity
82.3%.
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All three predictor variables: gender, senior teacher and employment status were
statistically significant as shown in Table 5. When all three predictor variables were
considered together it was found MCTs were more likely to leave if they were a male
compared to a female with 1.448 higher odds (95% CI [1.156, 1.812]) and not a senior
teacher with 2.245 higher odds (95% CI [1.718, 2.933]). MCTs permanently employed
were less likely to leave with .398 higher odds (95% CI [.330, .480]). Amongst the MCTs,
who left the probability of leaving was 58.2%, while for the MCTs who returned, the
probability was 67.3%. The probability of which MCTs left the profession or returned
improves, if it is known about gender (male) (59.1%), seniority status (69.2%) and if
employed on a permanent basis (28.5%). Data on subjects taught by MCT's have been
investigated to ascertain any attrition insights.

Subgects tanght by MCTs

Chi-square test of homogeneity results between 1633 MCTs who either stayed (» = 1262)
ot left (# = 371) the profession showed the two multinomial probability distributions were
not equal in the population, (¥2(8) = 22.442, p = .004). Observed frequencies and
percentages of subjects taught for MCT's who stayed or left are presented in Table 6. Post
hoc analysis involved pairwise comparisons using multiple z-tests of two proportions with
a Bonferroni correction. Statistical significance was accepted at p < .005556. Results
showed the proportion of MCTs who taught English and left or science and stayed were
statistically significant, p = .005 and p = .004 respectively.

Table 6: Cross tabulation of subjects taught and MCT's who stayed or left

Subject taught Stayers Left

n 0/0 n 0/0 N 0/0
English 211 16.7 86 23.2 297 18.2
Health & physical education 197 15.6 50 13.5 247 15.1
Science 178 14.1 31 8.4 209 12.8
Humanities & social sciences 158 12.5 44 11.9 202 12.4
Education support 155 12.3 45 12.1 200 12.2
Mathematics 112 8.9 32 8.6 144 8.8
Technologies 107 8.5 25 6.7 132 8.1
The arts 85 6.7 28 7.5 113 6.9
Languages 59 4.7 30 8.1 89 5.5
Total 1262 100.0 371 100.0 1633 100.0
Discussion

This study found more MCT's stayed, than left, or returned. Carver-Thomas and Datling-
Hammond (2019) found MCTs had lower attrition rates than early career teachers and
veteran teachers. Even so, Hartsel’s (2016) study highlighted the negative economic and
social consequences associated with MCTs leaving. While some teachers leave due to a
combination of factors over time, others have specific trigger points point such as a
behavioural incident involving students and parents/catrers (Department of Education,
2018). Our study, similar to Mawhinney and Rinke (2017), found MCT's often cited ‘other
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reasons’ for leaving, which potentially served as a safe or non-specific response to avoid
disclosing the true cause, in which case the number in this category is possibly over
inflated. Also, this category does not offer meaningful insight into their actual motivations
for resignation. To better understand the reasons behind the resignation causes of MCTs,
it is recommended that exit surveys remove the option of ‘other reasons’. The United
Kingdom Department for Education (2018) found the fundamental reason for MCT's not
returning was they believed the issues of why they left could not be resolved. Further
research into the chosen alternative career paths of MCTs who leave could provide
valuable insights and exploring of potential opportunities for them to return is needed,
perhaps in a different context.

In our study, MCT profiling involved modifying and aligning the study findings with
Mason and Poyatos Matas’s (2015) four-capital model. A diagrammatic framework (Figure
1) shows the expansion to a five-capital model to incorporate career capital and the
addition of more themes under human capital, positive psychological capital, and
structural capital. This five-capital model highlights that teacher attrition cannot be
explained by a single factor, but rather by a wide variety of factors that interact with each
other.
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Figure 1: Proposed five-capital conceptual model
Notes. Adapted from Mason & Poyatos Matas (2015). Copyright 2015 by the authors.
Adapted with permission. (Use web reader or PDF reader "zoom in' function to read).
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Since career capital plays a significant role in retaining MCTs (Buchanan, 2012), it has
been added to the model as a separate capital (Inkson & King, 2011). Our study showed
only a minority of the 6108 MCTs, were Level 3 classroom teachers, of which most were
female and aged 30 to 39 years. More Level 3 MCTs stayed than non-Level 3 MCTs.
Research conducted by Buchanan (2012) indicated that a lack of career progression
options may prompt MCT's to contemplate leaving their profession. Therefore, it is crucial
to recognise the significance of the WA Level 3 classroom teacher program, which
provides MCT's with a career pathway that offers formal recognition of their expertise and
dedication, the ability to stay in the classroom while advancing their careers, the
opportunity to share their skills and experiences, assume leadership roles, and receive a
salary increase (Department of Education Western Australia, 2021). The addition of career
capital to the four-capital model recognises that MCT's have a particular set of resources
or assets that they take to their work and this forms their career capital. Career capital is a
key resource that MCTs invest in with aspirations for a future return, in the form of pay,
status, recognition, and responsibility. According to Allen (2005), when MCTs start to
assess their career options, some change jobs while others choose to stay but are
invigorated to pursue their career.

In New South Wales, Australia, the government is planning to incentivise teachers
tinancially by rewarding excellence and developing more robust career paths that involve
the creation of new positions for expert teachers, to retain the best teachers in the
classroom (Lang, 2022). Also, the Highly Accomplished and 1ead Teacher (HALT) national
certification allows for career advancement for teachers without the need to leave the
classtoom. It uses the Australian Professional Standards for Teachers to make rigorous
judgements regarding the certification of teachers at the HALT career stages (AITSL,
2018). The Level 3 classroom teacher and HALT are ideal for MCT's who want to remain
as classroom teachers. According to DiVito (2009), MCT's often want new opportunities,
while still wanting to impact their students' lives in the classroom. Ultimately the onus is
on MCTs to understand career-wise what they want and their capabilities (Runhaar et al.,
2019).

MCTs need to take ownership of their careers as career capital can appreciate or
depreciate over time (Inkson & King, 2011). Employers should also be mindful of any
obstacles that may hinder MCTSs' career progression (Jtlstrom et al., 2020), such as a lack
of flexible working arrangements (part-time, job sharing) for those with caring
responsibilities. There is a need for further research on how school principals can support
career development for all employees, as they are responsible for implementing career
policies (Runhaar et al, 2019). O’Neill and Glasson (2019) suggested that bespoke
professional development may help experienced principals feel rejuvenated and
reinvigorated in their profession and similar bespoke programs could be considered for
MCTs. We recommend that MCT's and employers recognise the benefits of career capital
and use this to support professional development efforts. Future research on MCT
attrition should focus on the institutional conditions of career management (Dupriez et
al., 2016) and the non-linear trajectory of MCT's and career progression.
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In our study age, gender, employment type (salaried hours worked), field of education,
and subject taught are included under human capital. We found that MCT's who left were
typically older than those who stayed or returned. It has been observed that attrition rates
vary by age (Castro Lopes et al., 2017) with attrition rates increasing around the age of 50
according to Allen (2005). The average age of MCTs in this study is 39.8 years. Research
shows the population of teachers between 40 and 50 years of age is the most stable (Allen,
2005), and when MCTs have a sense of familiarity and are often content with what they
have accomplished in their career (Shin et al., 2023). Thus, highlighting the importance of
considering age in policy discussions.

This study revealed that while more males stayed in their teaching jobs compared to
females, those males who resigned were less likely to return. Male MCTs were more likely
to resign to pursue other work opportunities, such as teaching in non-government schools
ot in other states, than their female counterparts. Interestingly, the study found that higher
pay was not the primary reason for MCT's leaving, as almost half of them still took up jobs
in the education sector (Worth et al., 2015). Despite possessing skills and knowledge that
make them employable in education, business, industry, and government, MCT' tended to
underestimate their opportunities outside of teaching. The current study showed female
MCT's were more likely to return. Similarly, Sass et al. (2012) found males were more likely
to leave, while female MCT's had a higher job retention rate and were more likely to return
to teaching after resigning (Allen, 2005). Our study found the reasons for resigning varied
between genders, with more females citing parental leave as a reason, similar to Cawte
(2020). These findings highlighted the inconsistency in gender representation in Australian
schools (McGrath & Van Bergen, 2017), where only one in four teachers are male (Tuohy,
2014). The decline in the proportion of male teachers is particularly evident in the
government school sector (McGrath & Van Bergen, 2017). Male teachers are in high
demand in the education system, as they play a crucial role in the social development of
children, especially boys (Tuohy, 2014).

This study showed increasing salaried hours worked was associated with increased odds of
staying in the profession. According to Topchyan and Woehler’s (2021) study, increasing
the number of hours worked by salaried teachers leads to a higher likelihood of remaining
in the profession as full-time teachers were found to have higher levels of work
engagement, social engagement with colleagues and students, and job satisfaction. A study
by Shin et al. (2023) found that the MCT career phase can pose multiple and potentially
conflicting personal and professional commitments, for example when taking care of a
young family and working, but as their children got older, MCTs were then happily
devoting more time to teaching with an increased sense of job satisfaction. However,
Arviv and Navon (2021) discovered that some teachers do not have control over their
salaried hours, which are dependent on their school's requirements. Unfortunately, the
limited availability of full-time teaching positions creates suboptimal employment
conditions, sometimes leading to teacher attrition. Policymakers should carefully review
teachers' employment terms and job security and explore ways to increase full-time
opportunities so MCTs “feel empowered to choose a pathway of positive long-term
retention to remain within the profession” (Shin et al., 2023, p. 205).
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We found that secondary education MCTSs were less likely to stay in comparison to
primary education MCTs, as did Allen (2005). Duptiez et al. (2016) also found that exit
rates were higher among secondary education MCTs, regardless of their years of service.
Also, in this study there was a significant difference in the proportion of MCT's teaching
English who left. A study conducted by Manuel et al (2018) on 211 New South Wales
secondary English teachers (70% were MCTs) recommended focusing on English
teachers' workload pressures, which are linked to attrition. In comparison, there was a
significant difference in the proportion of MCTs teaching science who stayed. Whereas,
Allen (2005) found science teachers were more likely to leave than secondary teachers of
other subjects and the probability of them returning to the profession was very low.

Mason and Poyatos Matas (2015) outlined various procedures and processes related to
teacher appointment, movement, compensation, and promotion under structural capital.
We found that among 1243 senior teachers, a larger number chose to continue their
profession rather than leave. Allen (2005) also found seniority for experienced teachers
was often an incentive to stay in the profession. For our study, the theme of employment
status, including permanent and fixed-term positions, was included under structural
capital. Among 5309 permanently employed MCTs, a higher number chose to stay rather
than leave or return. Permanency allows MCTs to have a career trajectory, increases their
self-esteem, and makes it more appealing to stay in the profession (Dupriez et al., 20106). It
is also known to improve retention rates (AITSL, 2016). Policymakers and school leaders
should consider the importance of seniority and permanency in their retention strategies.

Our study found many MCTs who left teaching did so for various reasons, but a notable
factor was their location. MCT's had a higher likelihood of not staying in the Southwest,
Wheatbelt, Goldfields, and Pilbara Regions in comparison to the South Metropolitan
Region. According to Brown (2014), teacher shortages tend to be more profound in non-
metropolitan areas, where teachers can face geographic isolation and the overwhelming
nature of the complex connections that impact the work of a teacher in remote settings
(Papatraianou et al., 2018). Within these four non-metropolitan regions, various regional
and remote locations pose similar challenges for MCTs. These challenges include living in
small towns where everyone knows each other, lack of adequate housing, being required
to teach different curriculums to mixed-age students due to small class sizes, and
perceived or real difficulties in accessing professional learning and classroom resources.
Additionally, personal and professional isolation is a common issue that MCTSs face in
these areas (Lock et al.,, 2012). Developing MCTs' psychological capital can help support
them in meeting these challenges and prevent them from leaving (Cimen, 1. & Ozgan,
2018).

We suggest that location be thematically represented under positive psychological capital.
Positive psychological capital encapsulates MCT’s state of mind (Wangchuk & Dorj,
2020) and when associated with location, it is a practice that involves teachers working
professionally together and supporting their colleagues socially and emotionally.
According to Jarzabkowski (2003), “collegiality appears to become much more significant
in a geographically isolated environment. It appears to provide the basis for the resilience
necessary for teachers to work in such a setting.” (p. 143). Jarzabkowski (2003) suggested
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that teachers rely on their colleagues for support with both personal and professional
concerns, making collegiality just as important as the craft of teaching. Through these
collegial relationships, resilience is developed and MCTs living in outback locations need
to have resilience to survive. Positive psychological capital is built upon the foundation of
resilience as a key element of its construct and structure. Resilience refers to the capacity
to adapt to adverse circumstances and can be strengthened by cultivating meaningful
relationships with adults (Jarzabkowski, 2003). This fosters a sense of belonging and
strong community ties that can lead to a stable teacher population in hard-to-staff areas
(Allen, 2005). Our study found the school’s socio-economic level was not significant,
similar to Duptiez et al. (2016).

Conclusion

MCT attrition should not be overlooked (Hartsel, 2016). A growing concern in Australia
is the increasing rate of teachers leaving the profession (Allen et al., 2019). The Australian
Government is now focusing on NTWAP, the next evolution of reforms to address the
national issue of teacher workforce shortages, with a priority of keeping teachers inclusive
of MCTs so they can effectively engage in their work throughout the stages of their
careers. MCTs have a crucial role, possessing years of experience in classtoom
management, extensive pedagogical skills, and ability to provide continuity for students
and mentorship for eatly career teachers. Consequently, this five-capital model becomes
increasingly useful to holistically understand the factors contributing to MCT attrition.

This five-capital model positions policy makers and school leaders to identify unique
needs that MCT's encounter as they continue to contribute to the profession and this will
enable them to create policies and develop strategies that support MCTs and encourage
them to stay in the teaching profession. We suggest that further research be undertaken to
add to this five-capital model as the support MCT's receive is critically important, and it is
likely to influence their commitment and their capacity to teach effectively as a MCT and
into the veteran phase of their career.

Limitation

A limitation of this study is the possibility of over-estimating the exit rate during the study
period by assuming that some MCTs had left permanently, when in reality their departure
may have only been temporary.
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